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CSUEU/CSU Successor Contract Bargaining

The parties tentative agree to maintain status quo on the following Articles:

¢ Articlel
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Article 13
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Article 25
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1.1

1.2

1.3

1.4

ARTICLE 1

RECOGNITION

The Trustees of The California State University (CSU) recognize the California
State University Employees Union (CSUEU), Service Employees International
Union (SEIU) Local 2579, the Union, as the sole and exclusive bargaining
representative for Bargaining Units 2, 5, 7 and 9, which includes the employees in
classifications described in Appendix A of this Agreement.

The parties further agree that management, supervisory, and confidential
employees as defined in the Higher Education Employer-Employee Relations Act
of 1978 (HEERA) are excluded from the bargaining units.

The parties agree that employees in classifications described in Appendix A of
this Agreement appointed for ninety (90) days or less are excluded from the
bargaining units and are not covered by the terms of this Agreement.

The parties may mutually agree in writing to modify the unit to include or delete
classification(s). If the parties disagree as to the inclusion or deletion of
classification(s), cither party may seek a unit modification pursuant to the
procedures established by the Public Employment Relations Board (PERB).

The University reserves the right at any time to move a position into a
Confidential classification when the duties are consistent with the Confidential
designation as defined in HEERA. The Union reserves the right to challenge
before PERB whether a position designated by the University is confidential
within the meaning of HEERA. Any Confidential employee whose duties are
changed to remove confidential duties as defined in HEERA shall be appointed by

the University to the classification and bargaining unit appropriate to the duties of
the assignment.
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2.1

22

23

24
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2.6

2.8

29

2.10

2.11

ARTICLE 2

DEFINITIONS

Administrator - The term "administrator" as used in this Agreement refers to an

employee of the CSU serving in a position designated management or supervisory
as defined by HEERA.

Appropriate Administrator - The term "appropriate administrator” as used in this
Agreement refers to the immediate non-bargaining unit supervisor or manager to

whom the employee is normally accountable, or who has been designated by the
President.

Bargaining Unit - The term "bargaining unit" as used in this Agreement refers to
one or more of the bargaining units defined in Article 1, Recognition.

Bargaining Unit Employee - The term “bargaining unit employee” as used in this
Agreement refers to an employee of the CSU who works in one of the
classifications represented by CSUEU, pursuant to Article 1.

Calendar Year - The term "calendar year" as used in this Agreement refers to the
period of time from January 1 through December 31.

Campus - The term "campus" as used in this Agreement refers to one university
or college and all its facilities, which is a member institution of The California

State University. The term “"campus" shall also refer to the Office of the
Chancellor, when appropriate.

Chancellor - The term "Chancellor” as used in this Agreement refers to the chief
executive officer of the CSU or his/her designee.

Classification Series - The term “classification series” as used in this Agreement,
refers to a group of classifications which are sufficiently similar in the type of
work performed to warrant similar classification titles, but sufficiently different in
the level of responsibilities to warrant different pay levels.

Conversion - The term "conversion" as used in this agreement refers to the
implementation of new classification structure(s) in which the original
classification(s) are abolished and replaced with new classification structure(s)
with a new set of classification(s) and the employees are placed in the new
classification(s). The impact of any conversion including, but not limited to,
compensation shall be subject to the collective bargaining process.

Cruise Employee - A cruise employee is an employee who works at the California
Maritime Academy and is scheduled to work on the same basis as employees
under an Academic Year Pay plan and is required to work one (1) cruise a year.

CSUEU Administrator - The term “CSUEU Administrator” as used in this

agreement refers to the position within CSUEU assigned overall responsibility for
the CSU Employees Union.
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2.14

2.15

CSU - The term "CSU" as used in this Agreement refers collectively to the
Trustees, the Office of the Chancellor, and the universities and colleges.

Day - The term "day" as used in this Agreement refers to a calendar day. The time
in which an act provided by this Agreement is to be done is computed by
excluding the first day, and including the last, unless the last day is a holiday or

other day on which the Employer is not regularly open for business, and then it is
also excluded.

Emergency Employee - The term “emergency employee” as used in this
Agreement refers to a temporary employee who is appointed under an emergency
appointment. Emergency employees are not covered by the collective bargaining
agreement unless their appointment exceeds ninety (90} days, in which case they
are included in the bargaining unit on the ninety-first (91%) day of their
appointment.

Employee - The term "employee” as used in this Agreement refers to a bargaining
unit member who is a per diem, probationary, permanent, or temporary employee.

Probationary, permanent, and temporary employees may be in a full-time or part-
time status.

a.  Probationary Employee as used in this Agreement refers to a bargaining unit

employee who has received a probationary appointment and is serving a
period of probation.

b.  Permanent Employee as used in this Agreement refers to a bargaining unit
employee who has been awarded permanent status and is serving in a
permanent appointment.

c. Temporary Employec as used in this Agreement refers to a bargaining unit

employee who is serving in a temporary appointment for a specific period of
time.

d. Intermittent Employee as used in this Agreement refers to a temporary
bargaining unit employee (including a rehired annuitant) who is appointed
without a timebase to do bargaining unit work on as-needed hourly basis
and who is paid only for hours worked. Intermittent employees shall not
displace bargaining unit employees. Intermittent employees are not intended
to replace temporary timebased employees, per diem employees,
probationary or permanent employees. No intermittent employee shall
exceed one thousand (1000) hours in any given fiscal year.

e.  Per Diem Employee as used in this agreement refers to a type of hourly
intermittent employee in classifications listed in Appendix B who are paid
by a per diem salary rate which includes a base hourly rate plus twenty-nine
percent (29%) of the hourly rate. A per diem employee does not accrue
leave and is not eligible for benefits and is not covered by Articles 14, 15,
16, 21, and 22. A per diem employee is eligible for retirement pursuant to
Provision 21.37 (Part-time Employees Retirement Plan) and in accordance
with CalPERS regulations. Per diem employees shall not displace
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2.16

2.17

2.18

2.19

2.20

2.21

222

2.23

2.24

225

bargaining unit employees. "Displacement” includes layoff and demotion.
Per diem employees are not intended to replace temporary timebased
employees, probationary or permanent employees.

Fiscal Year - The term "fiscal year" as used in this Agreement refers to the period
of time from July 1 through June 30.

In-classification Progression - The term "in-classification progression" as used in
this Agreement refers to movement from one skill level to a higher skill level
within a classification.

In-range progression - The term "in-range progression” as used in this agreement
refers to an increase in salary within a salary range or sub-range, but is not a
movement to a higher skill level.

Lead Work Assignment - The term "lead work assignment” as used in this
Agreement refers to a written assignment made by an appropriate administrator to
a bargaining unit employee which includes a broad range of responsibilities for
providing work direction to individuals who may or may not be CSU employees.

Lead Workers - “Lead Workers” as used in this Agreement are responsible for
duties that include, but are not limited to: giving work assignments to employees;
providing on-the-job training for assigned duties; attempting to resolve workflow
or procedural conflicts; providing input to the appropriate administraior on the
employee’s job performance. “Lead workers” are not responsible for
administering discipline or responding to grievances.

Notice - The term "notice” or "notification" as used in this Agreement in Articles
1,3,4,9,17, 21, 24, and 29 refers to the process of providing formal and official
written communication to CSUEU or the CSU. Unless otherwise expressly agreed
upon, notice to both CSUEU and CSU shall be made to their respective
headquarters.

Parties - The term "parties” as used in this Agreement refers to the California
State University (CSU) and the California State University Employees Union
(CSUEU).

President - The term "President” as used in this Agreement refers to the chief
executive officer of a university or college or his/her designee. The term
"President” shall also refer to the Chancellor or his’her designee, when
appropriate.

Skill Level - The term "skill level" as used in this Agreement refers to a
designated level within a classification containing skill levels that defines the

requirements of a position or the duties and capabilities expected of an incumbent
at that level.

Sub-Range - The term “sub-range" as used in this Agreement refers to the
identified minimum and maximum salary rates related to a specific skill level
within a salary range.

CSUEU/CSU Collective Bargaining Agreement Page 4 November 12, 2014 - June 30, 2017



2.27

2.28

2.29

2.31

Telecommuting - The term "telecommuting” as used in this Agreement refers to
the performance of the assigned dutics and responsibilitics of an employee's
position in a space specifically set aside as an office, typically in the employee's
residence (home office), on a regular basis, in accordance with campus policy.

Trustees - The term "Trustees" as used in this Agreement refers to the Board of
Trustees of the CSU.

Union - The term "Union" as used in this Agreement refers to the California State
University Employees Union (CSUEU) exclusive bargaining representative.

Union Representative - The term "Union Representative” as used in this
Agreement refers to a person who has been officially designated in writing by the
Union as a Union Representative.

Workday - The term "workday" as used in this Agreement refers to the hours an
employee is scheduled for work on any one calendar day, or may consist of
consecutive hours an employee is scheduled to work over two (2) consecutive
calendar days when the scheduled hours cross midnight.

Waorktime/Work Hours - The terms "worktime" and/or "work hours" as used in
this Agreement refer 1o time spent in compensated employment except time spent
on all paid disability leaves and workers' compensation.
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CSUEU/CSU Successor Contract Bargaining

The parties tentative agree to maintain status quo on the following Article:

s Article3
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3.1

ARTICLE 3

MANAGEMENT RIGHTS

The CSU retains and reserves unto itself, without limitation, whether exercised or
not, all powers, rights, authorities, duties, and responsibilities which have not
been specifically abridged, delegated or modified by this Agreement.

Contracting Qut

32

When the CSU deems it necessary in order to carry out the mission and operations
of the campus, the CSU may contract out work to external vendors and third-party
providers of services provided that the contracting out does not displace
bargaining unit employees. "Displacement" includes layoff, demotion,
involuntary transfer to a new classification, involuntary transfer to a new satellite

campus location or a location requiring a change of residence, and involuntary
timebase reductions.

Long-Term Contracting Out

33

3.4

35

3.6

Long-term contracting out shall mean contracting out work which is more than
one hundred eighty (180) days.

The CSU shall notify the Union when contracting out is to be on a long-term basis
for an initial long-term contract. Notice to the Union shall be no later than one

hundred twenty (120) days prior to the commencement of long-term contracting
out.

In emergency circumstances, when the University enters into a contract under
which long-term contracting out will commence in less than forty (40) days, when
possible, notification shall be made two (2) weeks prior to implementing the
contract, but in no event later than ten (10) working days after commencement of
the long-term contracting out.

The Union may request to meet and confer on the impact of long-term contracting
out work within 30 days of receiving notice from the CSU. The CSU and CSUEU

shall schedule a meet and confer for this purpose within thirty (30) days of such a
request.

Successor Contracts

3.7

CSU shall notify the Union prior to contracting out for a successor contract.
Notice to the Union shall be no later than ninety (90) days prior to contracting out.
If there is no Request for Proposal, the CSU shall notify the Union no later than
ninety (90) days prior to the commencement of the contracting out. Within thirty

(30) days, the Union shall inform the CSU whether or not it wishes to meet and
confer.
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Contracting Out Information

3.8 Prior to meeting and conferring on long-term contracting out or contracting out
under a successor contract, the University will provide to CSUEU all existing
relevant written information, which may include, the Request for Proposal, copies
of all bids received, any cost analysis used by the University to evaluate the need
for contracting out, and copies of all consultants’ reports, if any, used by the
University in making its decision regarding contracting out. The meeting will not
delay the commencement of the contracting out.
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42

ARTICLE 4

EFFECT OF AGREEMENT

This Agreement constitutes the entire Agreement of the Trustees and the Union,
arrived at as the result of meeting and conferring. The terms and conditions may
be altered, changed, added to, deleted from, or modified only through the
voluntary and mutual consent of the parties in an expressed written amendment to
the Agreement. This Agreement supersedes all previous Agreements,
understandings, and prior practices related to matters included within this
Agreement. In the absence of any specific provisions in this Agreement, all CSU
practices and procedures are at the discretion of the Employer.

The CSU shall provide notification to the Union of proposed changes in written
systemwide and/or campuswide policies affecting wages, hours and conditions of
employment during the term of this Agreement. Such notice shall be given at least
thirty (30) days prior to the implementation of changes in such policies. Upon
written request of the Union, the parties shall meet and confer regarding the
impact of such changes within thirty (30) days of the union’s request to meet and
confer, unless the parties mutually agree to extend the time.

Written campuswide policies shall be made available for review by employees.
However, this provision shall not be interpreted as conferring a right to reopen
any provision of this agreement.

The parties acknowledge that during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands with
respect to any subject or matter not removed by law from the area of collective
bargaining, and that the understandings and agreements arrived at by the parties
after the exercise of that right and opportunity are set forth in this Agreement.
Except as provided for in this Agreement, the CSU and the Union, for the life of
this Agreement, voluntarily and unqualifiedly waive the right, and each agrees
that the other shall not be obligated, to bargain collectively with respect to any
subject or matter referred to or covered by this Agreement, or with respect to any
subject or matter not specifically referred to or covered in this Agreement, even
though such subjects or matters may not have been within the knowledge of or
contemplation of either or both of the parties at the time that they negotiated or
signed this Agreement.

Savings Clause

4.3

4.4

[f any provisions of this Agreement are held to be contrary to law by a court of
competent jurisdiction or governmental agency having authority over the
provisions, such provisions will not be deemed valid and subsisting except to the
extent permitted by law, but all other provisions of this Agreement will continue
in full force and effect.

No later than sixty (60) days after a request by either party to meet and confer,

negotiations regarding a substitute provision(s) for the invalidated provision(s)
shall commence.
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ARTICLE 5 bﬁe/(é"‘ hh %ff“vﬂ

UNION RIGHTS

Use of Facilities

5.1 Upon request of the Union, the CSU shall provide at no cost adequate facilities not
otherwise required for campus business for union meetings that may be attended by
employees during non-worktime.

5.2 The Union shall bear the cost of all campus materials and supplies incident to any
union meeting or union business conducted on campus.

Campus Communication

53 Intra-campus mail service, including email services shall be available to the Union
at no cost for official union communications. The Union shall package and label
hard copy materials for convenient handling according to the normal specifications
of the campus which shall be communicated upon the request of the Union. The
name of the Union shall appear on all materials sent through the campus mail
service. Employee mailboxes, if any, may be utilized by the Union for purposes of
union communication to bargaining unit employees.

Bulletin Boards

54 The Union shall have the use of an adequate number of designated bulletin boards
for the posting of union material. Such bulletin boards shall be visible, accessible
to employees, and in areas frequented by employees.

5.5 A copy of union material posted on bulletin boards and union material intended for
general distribution to employees through campus mail service shall be provided in
a timely manner to the appropriate administrator. The Union shall exercise
responsibility for the content of such union material.

Union Business

5.6 Union business involving employees shall be conducted during non-worktime
except as provided for elsewhere in this Agreement. Union business shall not
interfere with the campus programs or operations.

5.7 As a courtesy, the appropriate administrator shall be notified of the presence of a
Union Representative who is not a campus employee either upon his/her arrival at
the campus or by telephone in advance of arrival. As a courtesy, upon such
notification, the appropriate administrator shall provide such a Union
Representative with a daily parking pass at no cost to the Union.



Tentative Agreement

10/19/2017

5.8

One (1) Campus Bargaining Unit Representative per campus for each unit (2, 5, 7
and 9) shall be designated by the Union to officially represent the Union. The names

of these Campus Bargaining Unit Representatives shall be provided in writing to
the President.

Employee Lists

5.9

5.10

The campus Human Resources Office shall provide to the person(s) designated by
the Union, upon written request, a monthly list of all employees in bargaining units
2, 5, 7 and 9. Such lists shall contain names, bargaining unit, classification,
department name or department code and campus mailing address and shall be
provided at no cost to the Union. An employee's home address shall be released to
the Union unless the employee has officially informed the CSU that he/she wishes
the home address withheld. Upon request of CSUEU, these monthly lists shall be
provided in electronic format.

Upon written request of the Union, employee lists (with name, classification, hire
date and department) and public information shail be provided to the person
designated by the Union in a timely manner. The cost of such employee lists and

public information shall be borne by the Union except as provided elsewhere in the
Agreement.

Release Time for Union Business

5.11

a.  The CSU shall provide release time for up to ten (10) people employed by the
CSU for each scheduled meet and confer session. Normally, the Union shall
provide the Office of the Chancellor and the relevant campus(es) with the
names of the employees for whomn release time is being requested at least five
€5) seven (7) working days prior to the commencement of the meet and confer
session(s). Additional release time shall be provided on an individual basis to
meet special needs related to transportation and work schedules. Upon the
Union's request, such additional release time may include granting no more
than one (1) additional day prior to the scheduled meet and confer session for
an employee whose workday ends between midnight and 6:00 a.m. The
parties may mutually agree to provide release time for bargaining unit
members to caucus upon request by CSUEU. Upon request an employee on

the bargaining team on swing or graveyard shift shall be reassigned to the day
shift for the duration of bargaining.

b.  Up to seven (7) employees designated by CSUEU shall be provided with
release time to attend Board of Trustees meetings. Such requests shall be
submitted to the Office of the Chancellor and the relevant campus(es) Human
Resources Office at least seven (7) working days prior to the Board of
Trustees meetings in order to minimize the impact on campus operations and
to arrange the appropriate release time.

bed



Tentative Agreement
10/19/2017

Upon request of the Union, the President may authorize an unpaid leave of
absence for any Union Representative for up to one year for union business.
Such request shall be submitted to the Office of the Chancellor, with a copy
sent to the relevant campus(es). Such leave shall not be unreasonably denied
and, if granted, shall conform to Article 16, Leaves of Absence Without Pay.

The CSUEU and the CSU agree that an annual allotment of five hundred
seventy-six (576) days will be available, as requested by CSUEU

Headquarters, for use by employees of Bargaining Unit 2, 5, 7 and 9
provided that all the requirements of Provision 5.6 are met.

1.

The allotment of five hundred seventy-six (576) days will be used on a
fiscal year basis from July 1 through June 30 of each year of the
Agreement. Any days that both parties agree are unused at the end of
the fiscal year become available for use of CSUEU in accordance with
the requirements of this provision.

CSUEU Headquarters shall submit to the CSU thirty (30} working days
in advance of the first date of leave requested the names of the Union
Representatives at each campus who shall be eligible for such leave.

Requests for release time under this provision shall be submitted in
writing by CSUEU Headquarters to the CSU Headquarters, with a copy
to the relevant campus(es). The request shall be submitted to CSU
Headquarters, with a copy to the relevant campus(es), at least five (5)
working days in advance of the requested time off. Any request not
received five-(3) seven (7) working days in advance shall be deemed
denied. Once a request is submitted, it will normally not be changed.
The Union will notify the CO within thirty (30) days if the approved
leave is not used. Leave requests that are not used shall be restored to
the 5.11 (d) pool.

The campus shall grant such requests, provided operational needs are
met. If release time is denied, the campus shall provide a written
explanation of the reason(s) for the denial.

CSUEU shall provide to the CSU a quarterly report of leave used under
this provision. The report shall be submitted by the end of the month
following the end of each quarter (April 30, July 31, October 31, and
January 31). Each campus will also submit to the Office of the
Chancellor a list of the leave used on their campuses under this
provision by the same deadline.

The Office of the Chancellor will work with CSUEU to reconcile any
discrepancies.
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5.12

Union Leave

5.13

5.14

5.15

The term "no cost" as used in this Article shall be exclusive of actual overtime costs
or extraordinary clean-up costs incurred by the CSU in complying with the
provisions of this Article. Such costs shall be borne by the Union. When the
meeting request is submitted and the Union inquires, the CSU shall inform the
Union whether or not costs shall be charged.

Upon written request of normally not less than five-{5) seven (7) working days from
the Union to the Office of the Chancellor, the CSU shall grant a union leave without

loss of compensation to any Union Representative. CSUEU shall provide a copy of
the request to the relevant campus(es).

a.  Such a leave may be partial or full-time and shall not be less than one (1) day
for exempt employees and shall be on an hour for hour basis for non-exempt
employees. No leave may be more than one (1) year in duration. An employee
on such a leave shall continue to earn service credit and retirement credit. An
employee on such a leave shall have the right to return to histher former
position upon expiration of the leave. Such a leave shall not constitute a break
in the employee's continuous service for the purpose of salary adjustments,
sick leave, vacation or seniority.

b. The CSU shall be reimbursed by the Union for all compensation paid the
employee on account of such leave plus forty-two percent (42%) for
incidental costs. Within ninety (90) days of the date the release time was
taken, the CSU shall submit to the Union an itemized billing.

¢.  Reimbursement by the Union shall be made no later than thirty (30) working
days after its receipt of the CSU certification of payment of compensation to
the employee.

d.  Such a union leave in accordance with this Article shall also be provided to a
bargaining unit employee upon becoming a Statewide CSUEU Officer, to a
maximum of three Statewide Officers systemwide.

Each campus shall provide CSUEU Headquarters with a static email address for
the purpose of requesting release time and union leave (e.g.,

csueu.leave@campusdomain.edu). CSUEU will be notified before any changes are
made to this address.

An employee shall not suffer reprisals for participation in union activities,
including, but not limited to, filing and processing grievances or complaints under
Articles 7 and/or 8 of this Agreement.

Union Orientation
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5.16

The Human Resources Office on each campus shall make available to new
employees Union membership material provided by the CSUEU.

CSUEU and CSU will meet within 30 days of ratification to negotiate the
implementation of AB 119 regarding Chapter 11.5, Public Employee
Communication. Nothing in this Article is intended to supersede AB 119.

Union Security

5.17

5.18

5.19

5.20

5.21

5.22

Office Space

5.23

The CSU agrees to advise the State Controller’s Office (SCO) to deduct from
employee’s pay warrants and transmit to CSUEU all authorized deductions from
all CSUEU members within the bargaining units (2, 5, 7 and 9) who have signed
and approved authorization cards for such deduction on a form provided by
CSUELU, less necessary administrative costs incurred by the SCO to the extent such
deductions are permitted by law.

The written authorization for CSUEU deduction shall remain in full force and effect
during the life of this Agreement provided, however, that any employee may
withdraw from CSUEU by sending a withdrawal letter to CSUEU within thirty (30)
calendar days prior to the expiration of this Agreement.

Upon movement of an employee out of the bargaining unit, the employee may elect
to withdraw from CSUEU. Such withdrawal shall not be permitted if the employee
moves to another bargaining unit in which CSUEU is the exclusive representative
and in which the Agreement contains a provision such as 5.18 above.

The amount of dues deducted from the CSUEU members' pay warrants shall be
sent to CSUEU and changed by the CSU/SCO upon written request of CSUEU.

Employees shall be free to join or not to join the Union.

CSUEU agrees to indemnify, defend, and hold the CSU/SCO harmless against any
claim made of any nature and against any suit instituted against the CSU/SCO
arising from its payroll deduction for CSUEU dues and deductions.

Upon request of CSUEU, the CSU may provide appropriate office space to the
Union. If such office space is provided, rental charges for the duration of this
agreement shall be one dollar per year for each office provided.
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CSUEU/CSU Successor Contract Bargaining

The parties tentative agree to maintain status quo on the following Articles:

s Articlel

e Article6

e Ariicle1l
s Article13
e Article 16
e Article 24
e Ariicle 25
e Article 27



6.1

6.3

ARTICLE 6

CONCERTED ACTIVITIES

Employees shall not engage in strikes or any other concerted activity, including
sympathy strikes, which would interfere with or adversely affect the operations or
mission of the CSU. The Union shall play a responsible role in preventing any

employee from participating in any such concerted activity and shall notify
employees of such prohibitions.

The Union shall not promote, organize or support any strike or other concerted
activity, including sympathy strikes which would interfere with or adversely
affect the operations or mission of the CSU.

The CSU agrees that it will not lock out any bargaining unit employee(s).
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7.1

Definitions

7.2

7.3

7.4
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ARTICLE 7 /Mﬂ/’y

GRIEVANCE PROCEDURE

A grievant shall have the right to present a grievance and to have that grievance
considered in good faith. An effective grievance process is one that facilitates the
resolution of the grievance in a timely manner.

Grievance - The term "grievance” as used in this Article refers to the specific stated
allegation by a grievant that there has been a violation, misapplication, or
misinterpretation of a specific term(s) of this Agreement.

Grievant - The term "grievant" as used in this Article refers to a CSUEU-
represented employee who is a:

a. permanent employee(s); or
b.  probationary employee(s); or

c. temporary employees) employed for more than ninety (90) consecutive days
immediately prior to the event giving rise to the grievance; or

d. intermittent employee(s); and

who allege(s) in a grievance that he/she/they has/have been directly wronged by a
violation, misapplication, or misinterpretation of a specific term(s) of this
Agreement.

The term "grievant," as used in this Article, may refer to the Union when alleging
a violation, misapplication, or misinterpretation of a specific term(s) of this
Agreement.

Representative - The term "representative” as used in this Article shall be a Union
Representative or an employee who, at the grievant's request, may be present at all
levels through Level II1. Representation at Level IV shall be by the Union only.
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7.5

Respond and File - The terms "respond” and "file" as used in this Article refer to
personal delivery or deposit in the U.S. mail or transmittal by facsimile or email.
The Union and the CSU shall endeavor to use email whenever practicable.

a.  Ifmail delivery is used, it shall include a proof of service by mail which shall
establish the date of response or filing. If personal delivery is used, the
calendar date of delivery shall establish the date of response or filing.

b.  If facsimile transmittal is used either to file or respond to a grievance, the
facsimile transmittal cover letter must be returned and shall include the
signature of the receiving party acknowledging receipt as well as the date of
receipt. A response or filing shall not be considered accomplished in the
absence of such date and signature on the cover letter.

d:c. A copy of all responses shall be concurrently served on the grievant's
representative. If the grievant has not provided an email or facsimile number,
the grievant may be served by U.S. mail.

Informal Level (Optional)

7.6

7.7

7.8

If an informal meeting is requested, it shall be held within fourteen (14) days of the
request.

The grievant and one representative, if any, may discuss the grievance with the
mmedmte—non—ba#gmmng—tmt—s&pemsor Appropriate Administrator no later
than thirty (30) days after the event giving rise to the potential grievance, or no later
than thirty (30) days after the grievant knew or reasonably should have known of
the event giving rise to the potential grievance. The grievant or his/her
representative must identify the meeting as an Informal Grievance meeting. If the
employee chooses to have an additional representative present during this informal
discussion, then the immediatenon-bargaining—unit-supervisor Appropriate
Administrator may also have an additional University administrator present
during the discussions.

The grievant may attempt to resolve the grievance informally with the immediate
non-bargaining—unit-supervisor Appropriate Administrator. The immediate
nen-bargaining—unit-superviser Appropriate Administrator shall provide a
written response to the gnevant w1thm fourteen (14) days after the Informal
meeting. The immedis nen-k : : i56F Appropriate

kf”
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7.9

Administrator who conducted the informal meeting shall not serve as the

designated administrator for any subsequent levels or render any subsequent level
decisions.

A resolution of a grievance at the informal level shall not be precedent setting.

Level I — Appropriate Administrator

7.10

7.11

If the potential grievance is not resolved at the Informal level or if the informal step
is not invoked by the grievant, the grievant may file a Level I grievance with the
Human Resources Office no later than thirty (30) days after the event giving rise to
the grievance or after the grievant knew or reasonably should have known of the
event giving rise to the potential grievance or twenty-one (21) days after the
Informal response meeting-if-ene-was-held: The Human Resources Office will
refer the grievance to the Appropriate Administrator. Notification of the designated
administrator will be provided in writing to the grievant and his/her representative.

The grievant shall state on a grievance form agreed to by the parties and provided
by CSUEU:

a. the specific term(s) of the Agreement alleged to have been violated;

b.  adetailed description of the grounds of the grievance including names, dates,
places, and times;

¢.  aproposed remedy;
d. the name, classification, mailing address, and signature of the grievant;
e. the name and telephone number of the representative, if any;

f.  the name and address of the Union, if the representative is acting as an agent
of the Union;

g.  date of submission; and,
h.  facsimile and/or email addresses, if any, of the grievant and/or representative.

Failure to provide the required information in items 7.10 (a) through (h) will be
grounds for the return of the grievance to the grievant. A copy of the grievance shall
also be sent to the union representative handling the case and to CSUEU
Headquarters. If the grievance is not amended and returned within twenty-one (21)
days, the grievance will be deemed withdrawn
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7.12

The Appropriate Administrator shall hold a meeting with the grievant and the
grievant's representative, if any, at a mutually acceptable time and location within
twenty-one (21) days after receipt of the grievance. The grievant may bring
additional representative(s) to the meeting by advising the Appropriate
Administrator in advance. If the grievant(s) has/have additional representatives, the
Appropriate Administrator may have an equivalent number of additional
representatives of management present at the meeting. If there are multiple
grievants, the Appropriate Administrator may have an additional representative.
The Appropriate Administrator shall respond to the grievant no later than twenty-
one (21) days after the Level I meeting.

Level IT — Campus President or Designee

7.13

7.14

7.15

7. 16

7.17

In the event the grievance is not settled at Level I, the grievant may file the Level
II grievance with the Pres:dent or de31gnee no later than twenty-one (21) days aﬁer
the Level I response psetilemeniis-proy : :

Within twenty-one (21) days of the Level II filing, the President or designee shall
hold a meeting with the grievant and the grievant's representative, if any, at a
mutually acceptable time and location. The grievant may bring additional
representatives to the meeting by advising the Appropriate Administrator in
advance. If the grievant(s) has/have additional representatives, the Appropriate
Administrator may have an equivalent number of additional representatives of
management present at the meeting. If there are multiple grievants, the Appropriate
Administrator may have an additional-representative. The President shall respond
to the grievant no later than twenty-one (21) days after the Level Il meeting.

The grievant shall present at each level all issues and evidence related to the
grievance. Additional issues and/or evidence which become known after the Level
I meeting shall be allowed to be presented and may be cause for the grievance to
be remanded to the prior level only upon mutual agreement of the parties. Issues
and/or evidence must be made known before filing the grievance at Level IV.

Amendments and/or modifications to the grievance shall not be made by the
grievant after the Level 111 filing date, except by mutual agreement.

The parties may, by mutual agreement between the system-level representatives of
both parties, expedite the grievance to Level III (Office of the Chancellor). Level
HI (Office of the Chancellor) time limits shall commence on the date the
agreement to expedite was reached.
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Level III — Office of the Chancellor

7.18

7.19

In the event the grievance is not settled at Level 11, the grievant may file a written
request for review with the Office of the Chancellor no later than twenty-one (21)
days after the Level Il response. The grievant shall attach a copy of the Level I and
Level II responses together with any documents presented at those levels.

Within twenty-one (21) days of the Level III filing, the representative of the
grievant shall schedule a eonferenee meeting, at a mutually acceptable date, and
time and location with a designated individual in the Office of the Chancellor for
the purpose of reviewing the matter. If there is no mutually acceptable location,
then the eenferenee meeting shall take place via a telephonic or teleconference
meeting. The designated individual in the Office of the Chancellor shall respond
no later than twenty-one (21) days afier the eenferenee-meeting. The eriginal
Level III response from the Office of the Chancellor shall be sent to the Union
representative handling the case at Level II1. A copy of the Level I1I response shall
be sent to the grievant as long as the grievant provides an address on the grievance
form. A copy of the response shall be sent to CSUEU Headquarters. If the grievant
has not provided an address, the grievant's copy shall be sent to CSUEU
Headquarters and CSUEU will deliver it to the grievant.

Level IV - Arbitration

7.20

7.21

If the grievance has not been settled at Level II1, the Union alone may, no later than
forty (40) days after the Level 111 response, submit the grievance to arbitration by
giving notice to that effect by email or certified mail, return receipt requested,
directed to the Office of the Vice Chancellor for Human Resources. A grievance
not submitted to arbitration by the union within forty (40) days from the date of the
Level I response shall be considered as having been withdrawn.

a.  The parties hereby designate mutually agreed upon arbitrators to be members
of the Arbitration Panel under this Agreement. The panel members shall be
designated to serve in an order of rotation provided the panel member reached
has an available day within one hundred and twenty (120) days of notification,
or the parties mutually agree to a later date,

b.  Either party to the Agreement may peremptorily challenge one panel member
at any time during the term of this Agreement and such panel member shall

be removed from the panel and replaced with a mutually acceptable
replacement.



Tentative Agreement
09/12/17

BU2
BUS
BU 7
BUY

When a party peremptorily challenges an arbitrator, that arbitrator shall
continue to hear and determine all cases where there has been a hearing,
including a hearing on arbitrability issues. In cases where an assignment has
been made, but no hearing has taken place, then the case shall be reassigned
to the next arbitrator on the rotation. If the challenge is made at a time when
the parties are subject to a cancellation fee, then the cost of any such
cancellation shall be paid by the party who has made the challenge. Notice to
the arbitrator as to his/her removal from the panel shall only be given once
he/she has issued final awards in respect of all outstanding grievances over
which he/she is exercising jurisdiction.

7.22  If an arbitrability question exists, the arbitrator shall determine the arbitrability question
prior to hearing the merits of the grievance. The arbitrator may proceed to hear the merits
of the grievance prior to meeting the requirements of Provision 7.23 below.

a.  When the grievance is found not arbitrable, the grievance shall be deemed
null and void.

b.  When the grievance is found to be arbitrable, the arbitrator shall hear the
merits of the grievance.

c. Provision 7.22 shall not prohibit the parties from mutually agreeing to a
second arbitration hearing on the merits of the grievance or from mutually
agreeing to select a second arbitrator to hear the merits of the grievance.

7.23 The arbitrator's award shall be in writing and shall set forth his/her the arbitrator’s
findings, reasoning, and conclusions on the issue(s) submitted.
7.24 The Voluntary Labor Arbitration Rules of the American Arbiiration Association

shall apply at Level I'V.

7.25 It shall be the function of the arbitrator to rule on the specific grievance. The

arbitrator shall be subject to the following limitations:

a.

The arbitrator's award shall be based solely upon the evidence and arguments
appropriately presented in the hearing and upon any post-hearing briefs.

The arbitrator shall have no power to alter, add to, detract from, or amend the
provisions of this Agreement.

The arbitrator shall not consider any issue not raised by the parties prior to
Level IV of this Article. The arbitrator shall not consider any evidence which

%_
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7.26

727

7.28

7.29

7.30

was known or reasonably should have been known and not raised by the
parties prior to Level IV of this Article.

d. Under no circumstances may an arbitrator make an award which will
supersede the President's judgment on subjective business decisions.

€.  The award of the arbitrator may or may not include back pay. Any back pay
award shali be less any compensation that the employee received, including

unemployment compensation. Under no circumstances may interest be
included in an award.

f.  The standard of review for the arbitrator is whether the CSU violated,
misapplied, or misinterpreted a specific term(s) of this Agreement.

The arbitrator's award shall be final and binding on both parties.

A witness who is an employee shall be excused from worktime to appear at an
arbitration hearing with no loss of pay. Other expenses of any witness called before
the arbitrator shall be borne by the party calling the witness. If more than one
employee from a department is a witness and such appearances may disrupt
department operations, the arbitrator will resolve the scheduling of the witnesses.

Each party shall bear the expense of preparing and presenting its own case. The
cost of arbitration, excluding advocate, unilateral withdrawal, postponement, or
cancellation fee, shall be borne equally by the parties.

The process to schedule a grievance for an arbitration hearing shall be initiated by
a written request from the representative of the Union to the designated individual
in the Office of the Chancellor. The request shall be for the parties to select an
arbitrator pursuant to Provision 7.21. Any grievance filed into arbitration shall be
considered withdrawn by the Union if it has not been scheduled within twelve (12)
months of the filing to arbitration from Level IV or rescheduled within six (6)
months of a previously scheduled or canceled arbitration date, whichever is later.
Within the twelve (12) months of the request for arbitration, the parties shall
confirm with an arbitrator that a hearing date has been set.

Upon mutual agreement, the parties may agree to use the expedited AAA arbitration
procedures for Health and Safety grievances.
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Mediation

7.31 The parties may agree to participate in a mediation for the purpose of
compromising, settling, or resolving a grievance. Mediation may be invoked at any
stage of the grievance process, including the informal level. Grievances may be
subject to mediation in accordance with the following:

a.  Grievances shall not proceed to mediation except by the mutual agreement of
both parties.

b.  The mediator shall be selected through the mutual agreement of the parties.
The mediator may be a member of the panel established in (d) below, or it
may be a person identified by the parties as someone who it is believed could

assist the parties in facilitating a resolution of the grievance, and who is
willing to serve in that role.

c. The timelines and order of the scheduling of grievances for arbitration

pursuant to this Article shall not be affected by the parties’ desire to invoke
mediation.

d.  The parties shall establish a panel of mediators by mutual agreement, to serve
in the north and in the south and who shall serve in alphabetical rotation.
Members of the arbitration panel established pursuant to this Article shall not
be eligible to serve on this mediation panel. The parties may also agree to use
a mediator from the State Mediation and Conciliation Service (SMCS).

€.  The procedures set forth in California Evidence Code Section 1119 shall be
applicable to mediation conducted pursuant to this Agreement.

f.  All costs of mediation shall be borne equally by both parties.

g.  The recommendations of a mediator, if any, shall be advisory only and shall
not be binding upon the parties. Neither party shall attempt to enter into

evidence at a subsequent arbitration hearing any recommendation(s) of the
mediator.

Mediation/Arbitration Procedure

7.32 “Med/Arb” is a process under which the mediator begins the hearing by attempting
to mediate a settlement. If unable to settle the grievance, the mediator assumes the
role of arbitrator and the hearing changes from a mediation to an arbitration.
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7.33 Grievances may be subject to “Med/Arb” for the purpose of compromising, settling,
or resolving a grievance in accordance with the following guidelines:

a.  Either party may request “Med/Arb” at any time following the Level 1II
response and prior to the grievance being scheduled for arbitration.

b.  Both parties must agree to use the “Med/Arb” procedure.

c.  Should a settlement not be reached during the mediation portion of the “Med-
Arb” hearing, the award of the mediator/arbitrator from the arbitration portion
of the “Med-Arb” shall be final and binding on both parties and is not subject
to arbitration under Level IV of the Grievance Procedure.

d. The parties shall establish a panel of mediators/arbitrators by mutual
agreement, to serve in alphabetical rotation.

e. All costs of “Med/Arb” shall be borne equally by both parties.

f. At least forty (40) calendar days prior to the “Med/Arb” hearing, the parties
shall conduct a Pre-Hearing Conference to try to reach agreement on an issue
statement, stipulations, exhibits, and witnesses.

g. At or after the “Pre-Hearing Conference” but prior to encumbering a
cancellation fee, should either party determine it did not wish to participate in
a “Med/Arb” hearing, the “Med/Arb” shall be cancelled, and the Union may
pursue their appeal in accordance with provision 7.20.

7.34 “Med/Arb” hearings shall be conducted in accordance with the following

procedure:

a.  The parties shall submit to the arbitrator any joint stipulations and exhibits
agreed upon. Each side may also submit its own exhibits.

b.  The parties shall make opening statements during which they will describe

the facts and evidence they intend to submit should the hearing become an
arbitration.

c.  The mediator/arbitrator will then assist the parties to pursue a resolution. If
the mediator/arbitrator concurs, witnesses may be called during the mediation
phase of the hearing.

D~
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d.  If the parties are unable to reach agreement, the mediator/arbitrator shalf end

the mediation phase of the hearing and begin the arbitration phase of the
hearing.

e.  During the arbitration phase, both sides may call witnesses and enter evidence
into the record.

f.  Each side is limited to no more than three (3) witnesses, unless they mutually
agree to additional witnesses.

g. At the conclusion of the hearing the parties shall present oral arguments.
Unless the parties mutually agree or the mediator/ arbitrator so requests, the
parties will not submit written briefs.

h.  The provisions of 7.25 through 7.28 apply to “Med/Arb” hearings.

i.  The arbitrator shall issue a decision without any supporting opinion or
analysis within thirty (30) calendar days of the “Med-Arb” hearing,

General Provisions

7.35

7.36

7.37

Failure of the grievant to comply with the time limitations or other procedural
requirements of this Article shall render the grievance null and void and bar
subsequent filing of this grievance. Failure by the Appropriate Administrator,
President, or designated individual in the Office of the Chancellor to timely respond
under this Article shall permit the grievance to be filed at the next level.

Time limits set forth in this Article may be extended by mutual agreement. If the
grievant, grievant’s representative, if any, or Appropriate Administrators is on a
leave, vacation or holiday for five (5) days or more, but less than one year, the time
limits shall be extended by the length of time of such leave, vacation, or holiday.

The parties must give advance notice of the need to extend time limits, whenever
possible.

In cases where it is necessary for the grievant or his/her representative to have
access to information for the purpose of investigating a grievance, the grievant or
his/her representative shall make a written request for such information to the
Appropriate Administrator. The grievant or his’her representative shall have
access to all necessary and relevant information within the policies and procedures
defining confidentiality which would assist in adjusting the grievance.
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7.38

7.39

7.40

7.41

7.42

7.43

7.44

7.45

7.46

7.47

7.48

To ensure the integrity of the grievance process, at every level a different
administrator shall hear and respond to the grievant with the exception of Level IV,
arbitration.

The processing of grievances filed and unresolved prior to the effective date of the

Agreement may continue under the grievance procedure in effect at the time of the
initial filing.

A decision by the Union to submit a grievance to arbitration shall automatically be
a waiver of all other remedies except as provided otherwise by statute.

A grievance settled prior to arbitration shall not be precedent setting.

A grievant may withdraw a grievance at any time. The grievant shall not file any
subsequent grievance on the same alleged incident.

The parties, by mutual agreement, may consolidate grievances on similar issues at
any level.

By mutual agreement, a grievance may be filed at the level at which the authority
to resolve the grievance resides.

-

Prior to filing a grievance, the potential grievant and representative, if any, shall
each be provided with one (1) hour release time for grievance preparation and
reasonable time for grievance presentation at the informal level.

After the grievance has been filed, a representative and the grievant shall be

provided reasonable release time for the purpose of preparation and presentation of
the grievance.

For training purposes, the Union may have a steward-in-training attend a grievance
meeting at all levels of the Grievance Procedure, provided the steward-in-training
is on his/her own time or on 5.11 (d) time and provided the steward-in-training does
not participate in the meeting. The Union shall submit to the campus Human

Resources Department a list of new stewards who are to be considered in training
under this article.

The procedures for securing release time for grievance processing shall be:

Representatives and potential grievants shall promptly notify the Appropriate
Administrator or thelr desxgnee if release time is requlred to prepare and present a
grievance. Such-netifieation—shall-be-ms ;

whenwer—possa-ble— Nonﬁcatlon shall melude,—bat—m;t—be—lmnted—te,—persenal
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7.49

7.50

eontaet be in writing, which includes, written—netifieation; text message or
email. The representative and potential grievant shall be required to cite only
Prevision-7-45-0r-7:46 Article 7 (Grievance Procedure) as a statement of need.

The Appropriate Administrator shall respond in writing and grant the

contractually specified release time after considering the needs of the operation of
the University.

For requests made with more than twenty-four (24) hours advance notice, the
Appropriate Administrator shall grant in writing the contractually specified
release time after considering the needs of the operation of the University by

the end of the next business day. The end of the business day is Spm, Monday
through Friday.

For urgent requests made with twenty-four (24) hours or less advance notice,
the Appropriate Administrator shall grant in writing the contractually
specified release time after considering the needs of the operation of the
University within four (4) regular business hours of the request. Regular
business hours is Monday through Friday, 8am to Spm. Where an urgent
request for release time has been properly submitted under this provision, a
failure by the Appropriate Administrator to respond to the representative
and/or potential grievant within four (4) regular business hours shall
constitute agreement for the grant of the release as notified in writing to the
Appropriate Administrator.

If the requested release time is denied for operational need, the deadline for the
grievance shall be extended until such time as the release time is provided.

Requests for release time shall include:
(1) at what time and location; and
(2) the anticipated duration of the meeting.

Both parties agree that ali grievance files shall be confidential. Both parties agree
that specific statements made and records used in grievance meetings shall be
confidential.

An employee may present grievances and have such grievances adjusted without
the intervention of the Union as long as adjustment is reached prior to Level IV;
provided such adjustment is not inconsistent with the terms of a written agreement
then in effect; and provided that the CSU will not agree to a resolution of the
grievance until the Union has received a copy of the grievance and the proposed
resolution, and has been given the opportunity to file a response.
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7.51

The procedure (Article 7, Grievance Procedure, or Article 8, Complaint Procedure)
utilized by the employee at the Level 11 filing shall indicate a final and binding
selection of procedures. Prior to the Level II filing, the employee may convert to
the alternative procedure without interruption of time limits nor sequence of levels.
If both a grievance and a complaint are filed at Level II on the same issue, either
the grievance or the complaint shall be withdrawn prior to the Level II hearing.

Except as provided for in the paragraph above, an employee may not utilize both
Article 7, Grievance Procedure, and Article 8, Complaint Procedure, to adjust the
allegations arising from a single set of circumstances.

Release Time for State Personnel Board {(SPB)

7.52

The CSU shall provide release time without loss of compensation for appellants to
attend hearings conducted by the State Personnel Board (SPB). The CSU shall
accommodate a shift change request for such appellant on the day of an SPB
hearing. At the conclusion of a SPB hearing, employees shall immediately
report back to campus unless the time at which they might reasonably be

expected to be back on campus would be within one (1) hour of the end of their
assigned work schedule for that day.

Grievance Reconciliation

7.53

Twice per year, the Office of the Chancellor and the CSUEU Administrator
shall meet to reconcile the status of all open grievances between the parties.
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ARTICLE 8
COMPLAINT PROCEDURE
8.1 A complainant shall have the right to present a complaint and to have that complaint

considered in good faith. An effective complaint process is one that facilitates the
resolution of the complaint in a timely manner.

Definitions

8.2 Complaint - The term "complaint” as used in this Article refers to a specific stated
allegation by a complainant that there has been a violation, misapplication, or

misinterpretation of a specific CSU policy governing working conditions or CSU
work rule.

83 Complainant - The term "complainant” as used in this Article refers to a CSUEU-
represented employee who is a:

{
a. ' permanent employee(s); or

b. probationary employee(s); or

c.  temporary employee(s) employed for more than ninety (90) consecutive days
immediately prior to the event giving rise to the complaint; or

d. intermittent employee(s); and

who allege(s) in a complaint that he/she/they has/have been directly wronged by a
violation, misapplication, or misinterpretation of a specific term(s) of a CSU policy
governing working conditions or CSU work rules.

The term "complainant,” as used in this Article, may refer to the Union when
alleging a violation, misapplication, or misinterpretation of a specific term(s) of a
CSU policy governing working conditions or CSU work rules.



8.4

8.5

8.6

Representative - The term "representative” as used in this Article shall be a Union

Representative or an employee who, at the complainant's request, may be present
at all levels through Level III.

Respond and File - The terms "respond” and "file" as used in this Article refer to
personal delivery or deposit in the U.S. mail or transmittal by facsimile or email.
The Union and the CSU shall endeavor to use email whenever practicable.

a.  If mail delivery is used, it shall include a proof of service by mail which shall
establish the date of response or filing. If personal delivery is used, the
calendar date of delivery shall establish the date of response or filing.

b.  If facsimile transmittal is used either to file or respond to a complaint, the
facsimile transmittal cover letter must be returned and shall include the
signature of the receiving party acknowledging receipt as well as the date of
receipt. A response or filing shall not be considered accomplished in the
absence of such date and signature on the cover letter.

g *

dc. A copy of all responses shall be concurrently served on the complainant's
representative. If the complainant has not provided an email or facsimile
number, the complainant may be served by U.S. mail.

Complaints alleging violations, misapplications, or misinterpretations of system-
wide policies governing wages, hours working conditions, or CSU work rules may
be initiated at Level 1.

Informal Level (Optional)

8.7

8.8

If an informal meeting is requested, it shall be held within fourteen (14) days of the
request.

The complamant and one represcntatlve 1f any, may discuss the complaint with the

: ; oe ; Rt 56 Appropnate Administrator no later
than thlrty (30) days aﬁer the event giving rise to the potential complaint, or no
later than thirty (30) days after the complainant knew or reasonably should have
known of the event giving rise to the complaint. The complainant or his/her
representative must identify the meeting as an Informal Complaint meeting. If the
employee chooses to have an addmonal representatlve present dunng this informal
discussion, then the immedis : pFviser Appropriate

Administrator may also have an addmonal Umvcrsny administrator present
during the discussions.




8.9 The complalnant may atternpt to resolve the complaint informally with the
sedis T : erviser-Appropriate Administrator. The

: ron-h piRg-uhit-superviser Appropriate Administrator shall
prov1de a written response to the complamant w1thm fourteen (14) days after the
informal meeting. The immediate-non-be ; ; iser Appropriate
Administrater who conducted the mformal meetmg shall not serve as the

designated administrator for any subsequent levels or render any subsequent level
decisions.

8.10 A resolution of a complaint at the informal level shall not be precedent setting.
Level 1 — Appropriate Administrator

8.11 If the complaint is not resolved at the Informal Level or if the informal step is not
invoked by the complainant, the complainant may file a Level I complaint with the
Human Resources Office no later than thirty (30) days after the event giving rise to
the complaint or after the complainant knew or reasonably should have known of
the event giving rise to the potential complaint or twenty-one (21) days after the
Informal meeting-response-if-ene-was-held: The Human Resources Office will
refer the complaint to the Appropriate Administrator. Notification of the designated
administrator will be provided in writing to the complainant and his/her
representative. The complaint shall state on a complaint form agreed to by the
parties and provided by CSUEU:

a.  the specific term(s) of the CSU policy governing working conditions or CSU
work rule alleged to have been violated;

b.  adetailed description of the grounds of the complaint including names, dates,
places, and times;

c.  aproposed remedy;
d.  the name, classification, mailing address, and signature of the complainant;
e. the name and telephone number of the representative, if any;

f.  the name and address of the Union, if the representative is acting as an agent
of the Union;

g. the date of submission; and

h. facsimile and/or email addresses, if any, of the complainant and/or
representative.

8.12 Failure to provide the required information in items 8.11 (a) through (h) will be
grounds for the return of the complaint to the complainant. A copy of the complaint

M



shall also be sent to the union representative handling the case and to CSUEU
Headgquarters. If the complaint is not amended and returned within twenty-one (21)
days, the complaint will be deemed withdrawn.

8.13 The Appropriate Administrator eampus—president-or—designee shall hold a

meeting with the complainant and the complainant's representative, if any, at a
mutually acceptable time and location within twenty-one (21) days after receipt of
the complaint. The complainant may bring additional representative(s) to the
meeting by advising the Appropriate Administrator in advance. If the
complainant(s) has/have additional representatives, the Appropriate Administrator
may have an equivalent number of additional representatives of management
present at the meeting. If there are multiple complainants, the Appropriate
Administrator may have an additional representative. The Appropriate

Administrator shall respond to the complainant no later than twenty-one (21) days
after the Level I meeting,

Level IT — Campus President or Designee

8.14 In the event the complaint is not settled at Level I, the complainant may file the
Level II complaint with the President or designee no later than twenty-one (21)

days aﬁer the Level I response—lf-—a—seﬁlement—ls—[mposed—at—luevel—l-,—the

pmpesal:

8.15 Within twenty-one (21) days of the Level II filing, the President or designee shall
hold a meeting with the complainant and the complainant's representative, if any,
at a mutually acceptable time and location. The complainant may bring additional
representatives to the meeting by advising the Appropriate Administrator in
advance. If the complainant(s) has/have additional representatives, the appropriate
administrator may have an equivalent number of additional representatives present
at the meeting. The President shall respond to the complainant no later than twenty-
one (21) days after the Level II meeting. If there are multiple complainants, the

Appropriate Administrator may have an additional representative. The Level II
response shall be a final decision when alleging a violation of a campus policy/rule.

8.16 The complainant shall present at each level all issues and evidence related to the
complaint. Additional issues and/or evidence which become known after the Level
II meeting shall be allowed to be presented and may be the cause for the complaint
to be reviewed again at Level II only upon mutual agreement of the parties. Such
issues and/or evidence must be made known before filing the complaint at Level
III when alleging a violation of a systemwide policy/rule.

8.17 Amendments and/or modifications to the complaint shall not be made by the
complainant after the Level III filing date except by mutual agreement.

«



8.18 Prior to the Level II response date, the parties may, by mutual agreement between
the system-wide representatives, expedite the complaint to Level III (Office of the
Chancellor) when there has been an allegation of a violation of a systemwide
policy/rule. Level I1I (Office of the Chancellor) time limits shall commence on the
date the agreement to expedite was reached.

8.19 An allegation of a violation of a campus policy/rule shail not be filed beyond Level
IL
8.20 A complaint concerning health and safety issues may be filed at Level 1I.

Level III— Office of the Chancellor

8.21 In the event the complaint is alleging a violation of a systemwide policy/rule and
is not settled at Level II, the complainant may file a written request for review with
the Office of the Chancellor no later than twenty-one (21) days after the Level II
response. The complainant shall attach a copy of the Level I and Level II responses
together with any documents presented at those levels.

8.22 Within twenty-one (21) days of the Level III filing, the representative of the
complainant shall schedule a eenferenee-meeting at a mutually acceptable date,
and time and-leeatien with a designated individual in the Office of the Chancellor
for the purpose of reviewing the matter. If there is no mutually acceptable location,
then the eenference meeting shall take place via a telephonic or teleconference
meeting. The designated individual in the Office of the Chancellor shall respond no
later than twenty-one (21) days after the conference. The Level III response shall
be a final decision. The original Level III response from the Office of the
Chancellor shall be sent to the Union representative handling the case at Level III.
A copy of the Level III response shall be sent to the complainant as long as the
complainant provides an address on the complaint form. A copy of the response
shall be sent to CSUEU Headquarters. If the complainant has not provided an

address, the complainant's copy shall be sent to CSUEU Headquarters and CSUEU
will deliver it to the complainant.

Mediation

8.23 The parties may agree to participate in mediation for the purpose of compromising,
settling, or resolving a complaint. Mediation may be invoked at any stage of the
complaint process, including the informal level. Complaints may be subject to
mediation in accordance with the following:

a.  Complaints shall not proceed to mediation except by the mutual agreement of
both parties.

b.  The mediator shall be selected through the mutual agreement of the parties.
The mediator may be a member of the panel established in (c) below, or it

<)



may be a person identified by the parties as someone who it is believed could
assist the parties in facilitating a resolution of the complaint, and who is
willing to serve in that role.

c.  The parties shall establish a panel of mediators by mutual agreement, to serve
in the north and in the south and who shall serve in alphabetical rotation.
Members of the arbitration panel established pursuant to Article 7 shall not
be eligible to serve on this mediation panel. The parties may also agree to use
a mediator from the State Mediation and Conciliation Service (SMCS).

d.  The procedures set forth in California Evidence Code Section 1119, or any
substitute or successor provision of that code section, shall be applicable to
mediation conducted pursuant to this Agreement.

e.  All costs of mediation shall be borne equally by both parties.

f.  The recommendations of a mediator, if any, shall be advisory only and shall
not be binding upon the parties.

General Provisions

8.24

8.25

8.26

8.27

8.28

Failure of the.complainant to comply with the time limitations of this Article shall
render the complaint null and void and bar subsequent filing of this complaint.
Failure by the Appropriate Administrator or President to timely respond under this
Article shall permit the complaint to be filed at the next level.

Time limits set forth in this Article may be extended by mutual agreement\. If the
complainant, complainant’s representative, if any, or Appropriate Administrator is
on a leave, vacation or holiday for five (5) days or more, but less than one year, the
time limits shall be extended by the length of time of such leave, vacation, or
holiday. The parties must give advance notice of the need to extend time limits,
whenever possible.

In cases where it is necessary for the complainant or his/her representative to have
access to information for the purpose of investigating a complaint, the complainant
or his/her representative shall make a written request for such information to the
Appropriate Administrator. The complainant or his/her representative shall have
access to all necessary and relevant information within the policies and procedures
defining confidentiality which would assist in adjusting the complaint.

The processing of complaints filed and unresolved prior to the effective date of the

Agreement may continue under the complaint procedure in effect at the time of the
initial filing.

A complainant may withdraw a complaint at any time. The complainant shall not
file any subsequent complaint on the same alleged incident.

'



8.29

8.30

8.31

8.32

8.33

8.34

8.35

The parties, by mutual agreement, may consolidate complaints on similar issues at
any level.

By mutual agreement, a complaint may be filed at the level at which the authority
to resolve the complaint resides.

To ensure the integrity of the complaint process, at every level a different
administrator shall hear and respond to the complainant.

Prior to filing a complaint, the potential complainant and representative, if any,
shall each be provided with one (1) hour release time for complaint preparation and
reasonable time for complaint presentation at the Informal Level.

For training purposes, the Union may have a steward-in-training attend a complaint
meeting at all levels of the Complaint Procedure, provided the steward-in-training
is on his/her own time or on 5.11 {d) time and provided the steward-in-training does
not participate in the meeting. The Union shall submit to the campus Human

Resources Department a list of new stewards who are to be considered in-training
under this article.

After the complaint has been filed, a representative and the complainant shall be

provided reasonable release time for the purpose of preparation and presentation of
the complaint.

The procedures for securing release time for complaint processing under this
Article shall be:

a. Representatives and potential complainants shall promptly notify the
Appropriate Administrator or their designee if release time is required to
prepare and present a complaint. Such-notifieation-shall-be-made-prierte
legvinethe-parl-arep-wheneverpossible. Notification shall-inelude bt
notbelimited-to;-persenalesntaet;be provided in writing, which includes
written-notifieatien;text message, or email. The representative and potential
complainant shall be required to cite only Previsien-8-32-er-8:34 Article 8
(Complaint Procedure)_as a statement of need.

b. The Appropriate Administrator shall respond in writing and grant the

contractually specified release time after considering the needs of the operation
of the University.

For requests made with more than twenty-four (24) hours advance notice,
the Appropriate Administrator shall grant in writing the contractually
specified release time after considering the needs of the operation of the
University by the end of the next business day. The end of the business day
is 5pm, Monday through Friday.



8.36

8.37

8.38

For urgent requests made with twenty-four (24) hours or less advance
notice, the Appropriate Administrator shall grant in writing the
contractually specified release time after considering the needs of the
operation of the University within four (4) regular business hours of the
request. Regular business hours is Monday through Friday, 8am to Spm.
Where an urgent request for release time has been properly submitted
under this provision, a failure by the Appropriate Administrator to respond
to the representative and/or potential grievant within four (4) regular
business hours shall constitute agreement for the grant of the release as
notified in writing to the Appropriate Administrator.

If the requested release time is denied for operational need, the deadline for the
grievance shall be extended until such time as the release time is provided.

c. Requests for release time shall include:
(1) at what time and location; and
(2) the anticipated duration of the meeting.

Both partles agree that all complamt files shali be conﬁdentlal I-n—nddi-han;—all

be-eenﬁdenhal Both partles agree that speclﬁc statements made and records used
in complaint meetings shall be confidentials

An employee may present complaints and have such complaints adjusted without
the intervention of the Union provided such adjustment is not inconsistent with the
terms of a written agreement then in effect and provided that the Employer will not
agree to a resolution of the complaint until the Union has received a copy of the

complaint and the proposed resolution, and has been given the opportunity to file a
response.

The procedure (Article 7, Grievance Procedure, or Article 8, Complaint Procedure)
utilized by the employee at the Level II filing shall indicate a final and binding
selection of procedures. Prior to the Level II filing, the employee may convert to
the alternative procedure without interruption of time limits or sequence of levels.

Except as provided for in the paragraph above, an employee may not utilize both
Article 7, Grievance Procedure, and Article 8, Complaint Procedure, to adjust the
allegations arising from a single set of circumstances.

Complaint Reconciliation

8.39

Twice per year, the Office of the Chancellor and the CSUEU Administrator
shall meet to reconcile the status of all open complaints between the parties.
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Appointment

9.1

9.2

93

ARTICLE 9

EMPLOYEE STATUS

Campus position vacancies for CSUEU-represented classifications shall be posted
for fourteen (14) days in-the-eampusHumanResources-Office-and should-be
announeed-in-the-position-vacancy-announcement—The CSU-shall-pest-eampus
pesitien-vaeancies-on-appropriate-bulletin-bosrds-and-may-pest on the campus
electronic website and on appropriate bulletin boards. Campuses-that-maintain
a—telephene—'job-line'-shall-endeaver—to-continue—sueh-a—service. Campus
position vacancies shall include the classification title, skill level, description of
primary duties, desirable experience, minimum qualifications, (when-applicable),
preferred qualifications (when applicable), range or sub-range applicable to a
skill level, targeted salary range (if any), specialized skills (if any), and
procedurcs to be followed by applicants applying for such vacancies. Other
position—vacancy-netices—reeeived-by—the—ecampus-HumanResources—Office
shall-be-made-available-in-the-campus—Human-Resources-Office—Desirable
experience, preferred qualifications and specialized skills shall be related to
the classification of the position and/or the dutics of the position.

At the discretion of the campus, position vacancies may be posted only on the
campus for campus applicants.

App‘l_ie_a,ﬁe B ed 0 n N 1A RS oo o
An employee who bellcvcs he/she is qualified for a vacant posmon at a CSU

campus or the Chancellor's Office may apply for such position within the specified
application period.

An employee may submit, along with an application, a statement regarding his/her

* experience and service within the CSU. Such a statement shall be a part of the

employee's application. CSU documents regarding any meritorious service by the
employee at the CSU may also be submitted by the employee with an application.

It shall be the policy of the CSU to fill bargaining unit campus position vacancies
as set forth in provision 9.1 from among qualified CSUEU-represented employees

currently employed at a campus. In-determining-whetherornotan-individualis



9.4

9.5

0.6

L

diselpkmaﬁeeerd-&r—a-rﬁ-)- ThlS sectlon does not apply to employees who havc

served in temporary emergency positions for ninety (90) days or less, as described
in Section 9.9.

The President may appomt outside applicants when he/she the President
determines such action is necessary to

meet-the-best-interest-of-the-eampus-by
ebtaining obtain preferred or specialized skills, and abilities not available from

current employees per the position vacancy announcement. CSUEU represented
emplovees who meet minimum requirements shall be interviewed.

Ifan employee applicant is not selected for a position for which he/she interviewed,
the employee shall be notificd in writing that he/she was not selected.

An cmployee who submits an application for a position may be required to
successfully complete job-related performance examination (s)/test(s) as part of the
selection process. The results of such examination(s)/test(s) shall be deemed
confidential and shall not become part of the employee's official personnel file.
Such examination(s)/test(s) shall be based on essential job functions identified in
the position description, including any specific, posted specialized skills, and shall
be administered equitably to cach applicant. Upon request, an employee shall be
given the results of his/her examination(s)/test(s).

Appointments shall be made by the President. Appointments may be temporary,
probationary or permanent. Appointments to vacant positions shall be made
through official written notification by the President. Such notification shall be
provided upon employment or as soon as possible thereafter. Notification shall
include the classification title, skill level (when applicable), and timebase to which
the employee is being appointed, the initial salary, the name of the employee’s
superviser-Appropriate Administrator, the cmployment status of the employee,
whether there is a probationary period and, if so, the length of the probationary
period, and the effective date of the appointment. A copy of the position
description sheuld shall be attached to the notification. A temporary
appointment shall specify the expiration date of the appointment and that the
appointment may expire prior to that date. The temporary employee shall be given
a minimum of fourteen (14) days notice if the appointment is to be terminated prior
to the specified expiration date, unless circumstances prohibit giving such notice.
A temporary appointment shall not exceed the time specified in Provision 9.50. No

employee shall be deemed to be appointed in the absence of such official written
notification from the President.

The President may make an initial appointment at any salary rate within the salary
range or sub-range.



0.8 An employece who is appointed to a position at another campus and who begins that

position within six (6) months of terminating employment from the first campus,
shall transfer his/her accumulated sick leave. The transfer of retirement credit is
pursuant to the regulations of CalPERS. When an employee accepts an appointment
at another campus, the employee shall be cashed out of any earned vacation credits
unless the employce requests and the new campus agrees, before the employee

separates from the initial campus, to transfer alt or a portion of the vacation credit
to the new position.

Emergency Appointment

9.9 Emergency temporary positions of onc hundred eighty (180) days or less are not
required to be posted. Emergency temporary appointments may not exceed one
hundred eighty (180) days. On the ninety-first (91*') day of such an appointment,
the employee shall be included in the bargaining unit.

Probation/Permanency

9.10

A probationary period is the period of credited service an employec who has
received a probationary appointment shall serve prior to penmanent status.

Probationary Period/Credited Service

9.11 The probationary period for an employee is one (1) year of service in a particular

classification or skill level.

Part-time and full-time temporary service shall count as credited service for
probation when granted by the President. Part-time employees must have a

timebasc of at least 0.5 in order to be considered probationary employees and
qualify for permanent status.

9.13 A ycar of service for employces in twelve (12) month positions is any consecutive

twelve (12) months of full-time employment. The period of probation for an

employee in a half-time or more, but less than full-time, position is one year of
service,

9.14 For employees serving in ten (10) month positions, a year of service is the
equivalent of ten (10) months of full-time employment within a twelve (12) month
period of time. The ten (10) months of required service for each twelve (12) month

period shall be determined by the President upon appointment of the employee to a
ten (10) month position.

9.15 A year of service for an employee in an academic year position is two (2)

consecutive semesters or three (3) consecutive quarters of employment within an
academic year at a timebase of at least 0.5.



Suspension of Service Credit

9.17 a.  When a probationary employee goes on a leave of absence, the time served

before the leave is counted in determining the remaining length of

probationary service. Upon return to work, the employee shall be notified
when the probationary period will end.

b.  An employee's probationary period is extended for the same number of days
such employee is on paid sick leave or family medical leave of over thirty
(30) days, parental leave, and for any day an employee is on Workers’
Compensation (WC), Industrial Disability Leave (IDL), Non-Industrial

Disability Insurance (NDI), Military Leave or formal leave without pay
(LWOP).

Format Change

The President shall determine if the employee’s probationary period should

be extended when a full-time probationary employee is placed on a partial
lcave of absence.

¢.  Normally, a new probationary period shall be served when an employee
begins an appointment at another campus. However, the employee may be
appointed with permanent status or credit toward permanency as determined
by the President of the campus to which the employee is appointed.

Change in Position

9.18 When-a—pesitien—is—vaeant The employee selected for a position that requires

movement to a new classification or skill level may serve a new probationary
period.

a.  If an employee is reclassified, the employee may be required to serve a new
probationary period. The length of service required for such a new



9.19

probationary period shall be determined by the President and shall not exceed
one (1) year from the effective date of the reclassification.

b. A permanent employee in a position that is reclassified as a result of the
implementation of a new classification or the revision of a current
classification shall not be required to serve a new probationary period,
provided the employee has completed probation in his/her current

classification and there has been no substantial change in the employee's
duties.

¢. A probationary employee in a position that is reclassified as a result of the
implementation of a new classification or the revision of a current
classification shall have all probationary service in his/her prior classification
credited toward probation in the new or revised classification, provided there
has been no substantial change in the employee's dutics.

An employee with permanent status in a lower classification or skill level who is
advanced to a higher classification or skill level and is denied permanent status in
the higher classification or skill level, shall have the right to return to the lower
classification or skill level with permanent status in that class.

An employce in probationary status in a lower classification or skill level who is
advanced to a higher classification or skill level and is denied permanent status in
the higher classification or skill level shall be granted service credit toward
completion of the probationary period in the lower classification or skill level
provided the duties in the higher classification or skill level are substantially similar
to the duties in the lower classification or skill level and the employece's
performance in both classifications or skill levels has been satisfactory.

Classification Change

9.20

9.21

When an employee moves to a lower classification or skill level in the same
classification series, the appropriate salary rate shall-be—determined—by—the
wpmpnﬂmﬂ&ﬁ—rmme&ﬂm}bemd&byﬁmgﬁﬁmmﬁ&m

as-weuld-be-used-for-an-initial-appointment-to-that classifieation-orskil-evel:
in the salary range or sub range shall be determined by combining any previous

service in the lower classification/skill level and service in the higher
classification/skill level.

When an employee moves to a lower classification or skiil level in another
classification series, the appropriate salary rate in the salary range or sub-range shall
be determined by the President, except that in no case shall the new rate exceed the
rate received in the higher classification or skiil level. Determination of the
appropriate salary rate in such cases shall be made by using the same criteria as
would be used for an initial appointment to that classification or skill level.



9.22

When an employce moves to a classification or skill level with a higher salary
range, sub-range or sub-range maximum, the appropriate salary rate in the salary
range or sub-range shall be determined by the President. The salary rate in the
higher salary range or sub-range shall be at least a five (5) percent increase. This
provision does not apply to the implementation of a new classification structure
when the original classifications are abolished and replaced with a new set of

classifications and the employees are converted to the new classifications or skill
levels.

In-Classification Progression

9.23

Movement from one skill level to a higher skill level within a classification is
referred to as an in-classification progression. When an in-classification
progression occurs, the appropriate salary rate in the applicable sub-range shall be
determined by the President. The salary increase shall be at least five (5) percent.

Classification or In-Classification Progression Review

9.24

An employee may request a position classification review at any time during the
year, subject to the limitation in provision 9.27. Employees in classifications with
skill levels may request a skill level review related to an in-classification
progression. All such requests are to be made to the immediate-non-bargainings

unitsuperviser Appropriate Administrator with a copy submitted to the campus
Human Resources Office.

The classification, in-classification progression, and/or skiil level review
procedures shall be determined by the President. A copy of the classification or
skill level review procedures shall be made available to the ecmployce upon request

and be posted on the campus website. A set of the Classification and Qualification
Standards shall be available for reference on each campus.

The employee shall be notified in writing of the classification and/or skill evel
review decision and the reason(s) for the decision within thirty (30) days after the
decision has been reached. If a higher classification or skill level is granted,
normally the employee shall receive the appropriate compensation of the higher
classification or skill level retroactive to no later than the first day of the pay period

following the date the request for the classification review was received in the
campus Human Resources Office.

Emplovee Requested Classification or In-Classification Progression Review




D271

An employee-requested classification and/or skili level review shall be completed
no later than one hundred eighty (180) days after initiation of the classification
and/or skill level review procedure. An employee shall not submit such a

subsequent request prior to twelve (12) twenty-four(24) months after completion
of a previous classification review.,

Classification and/or In-Classification Progression Appeal

9.28

9.30

An employee may appeal the decision of a classification and/or skill level review
that was requested by cither the employee or management no later than thirly (30)
days after such resuits have been provided to the employee. Such an appeal shall
be filed with the appropriate administrator in the Human Resources Office. Such
an appeal shall include a detailed statement by thc employee indicating his/her
reasons for disagreement with the classification and/or skill level review decision.

The employee shall provide a copy of such an appeal to the appropriate
administrator to whom he/she directly reports.

A designated individual in the Human Resources Office shall hold a meeting with
the employee and the employee’s union representative, if any, no later than thirty
(30) days after the classification and/or skill level review appeal filing. The
designated individual should not be the same person who conducted the-initial
classification and/or skill level review. This individual shall respond in writing to
the employee no later than thirty (30) days after the meeting with the employee.
Such a response shall be final. If a higher classification or skill level is granted,
normally the employee shall reccive the appropriate compensation of the higher
classification or skill level retroactive to no later than the first day of the pay period
following the date the request for the classification review was reccived in the
campus Human Resources Office. Upon request of an employee whose current
classification is determined to be appropriate, the employee shall receive a report
stating the primary reasons for the classification decision, but shall not have access
to the working notes of the person conducting the classification review.

Provisions 9.24-9.29 shall not be subject to the grievance procedure, unless the
grievant alleges the terms of this policy have been violated, misinterpreted, or

misapplied. The classification and/or skill level decision shall not be subject to
Article 7, Grievance Procedure,

Rejection During Probation



9.31

9.32

9.33

034

9.35

9.36

Any probationary employee may be separated from service at any time by the
President upon written notice of rejection during probation. The employee should
normally be given two (2) weeks notice of rejection during probation.

The notice of rejection shall indicate to an employec his/her right to review his/her
personnel file and review materials in the file regarding rejection.

A full-time employee employed for more than six (6) months, or its equivalent for
an employee in a half-time or more, but less than a full-time position, may utilize
the provisions of Article 8, Complaint Procedure, beginning at Level 11, to appeal
the decision to reject during probation when alleging:

a.  performance cvaluation procedures required by the contract were not
followed; or

b.  arbitrary and capricious reasons for non-retention.

Appeals of the decision to reject during probation shall be filed at Level 11 of the
Complaint Procedure with the Office of Human Resources within fourtecn (14)
days of the written notice of the rejection during probation. Said appcals may be

filed by an eligible employce or the Union on hisfher behalf, and signed by the
rejected employee.

If the complaint is not resolved at Level 11, the complaint shall be moved to Level
[II for Chancellor’s Office review.

By mutual agreement of the parties, the Level [I meeting and response may be
waived.

Unresolved Level [11 complaint appeals may be submitted solely by CSUEU to a
special, permanent Umpire jointly selected by CSUEU and CSU, who shall hear all
such complaints thus appealed. Appeals shall be submitted to the Office of the
Chancellor, with a copy filed with the Director of Human Resources at the rejected
employee’s campus within ten (10) working days after the Level 111 response.

Umpire Process

9.38

9.39

The Umpire shall schedule a hearing within 30 days of receipt of appeal at a
mutually acceptable time and place.

Hearings shall be informal and the formal rules of evidence shall not apply. The

Umpire will determine which party, if any, is the moving party and has the burden
of proof. The order of the hearing shall be as follows:

a. Opening Statement by CSU



9.40

9.41]

0.42

b. Opening Statement by CSUEU

C. Presentation of Circumstances of Rejection of Employee by CSU
d. Presentation of Allegation (per provision 9.33) by CSUEU

e. Rebuttal presentation by CSU

f. Closing Statement by CSUEU

g Closing Statement by CSU

Witnesses may be called by the CSUEU and/or the CSU. Witnesses may testify in
person or by telephonc. Witnesses may be cross-examined by the other party.
Relevant documents may also be admitted into evidence. There shall be no
stenographic transcript or briefs. The record of the proceeding shall consist of the

exhibits admitted into evidence and the notcs or tape recording, if any, kept by the
Umpire.

Each party shall bear the cxpensc of preparing and presenting its own case,
including representative and witness fees, and expenses. Release time shall be
authorized pursuant to the provisions of Article 8. The Umpire hearing shall be no
more than one (1) day, unless the parties agrec to allow more time.

The Umpire decision shall be issued in the form of a bench ruling after a brief study
period at the conclusion of the hearing, but in no event later than three (3) days
from the close of the hearing by way of a written decision. The authority of the
Umpire is limited to affirming or revoking the decision to release from probation.

The Umpire decision shall not set a precedent and shall not be cited in any other
administrative or legal forum.

The campus, the Union representative and the rejected employee shall be noticed
concurrently with a copy of any written decision by the Umpire. If the decision to
reject during probation is revoked by the Umpire, the rejected employce shall return
to work as directed by the CSU within ten (10) days following the campus’ receipt
of the Umpire’s decision. The notice to return to work from the campus shall be
sent to the rejected employee via express mail to the last address provided to the
campus. Upon the employee’s return to work, the employee shall be retroactively
placed on leave without pay status for the period between the rejection during
probation and the employee’s return to work and the employee shall resume
probationary status for the remainder of the employee’s probationary period. No
service credit toward completion of the probationary period shall be awarded for
the period of time the employee was placed on leave without pay status.



9.43

0.44

9.45

9.46

9.4735

The Umpire shall not have the power to issue subpoenas or administer oaths. The
Umpire shall rule on the specific complaint pursuant to provision 9.33 concerning
the decision to reject during probation and no other matter, including claims the
CSU violated the Agreement. The Umpire’s decision shall be subject to limitations
specified in provisions 7.25 (a) through 7.25 (d).

Disputes concerning interpretation and application of this procedure shall be
resolved by the Umpire.

The decision of the Umpire shall be final and binding on the CSU, the employee
and CSUEU.

The parties shall meet within thirty (30) days of ratification of the MOU to select
an Umpire. If no agreement is reached, each party shall designate 3 nominees who
are not affiliated with the CSU or CSUEU for possible selection. Parties shall
alternatively strike from the combined list of 6 nominces until a single name
remains that shall be designated as the Umpire. Option for first strike shall be
determined by coin toss. Upon selection, Umpire shall be scheduled for a minimum
of two (2) hearing dates per month for the resolution of rejection during probation
cases, unless there are insufficient pending cases to warrant the scheduling of the 2
hearing dates. [f the selected Umpire is unable to provide these two (2) hearing
dates, or if the Umpire withdraws from the position after his/her selection and
acceptance of appointment, the process regarding the list of six (6) nominees shall
be repeated. The Umpire’s term shall be for the duration of this Agrecment. At the
cnd of the Umpire’s term, cither party may decline reappointment. If so, the process

of selecting six (6) new nominces shall be repeated. All cost of the Umpire Process
shall be borne equally by both partics.

An employee rejected during the probationary period may not utilize the Grievance
Procedure of this Agreement to appeal the decision to reject during probation.

Permanent Status

9.4836

9.4937

An employee who has completed the appropriate probationary period as defined in

Provision 9.11 shall be awarded permanent status at the beginning of his/her second
year of service.

If an employee with permanent status moves to a different classification and
receives permanent status in the new classification, he/she shall not retain
permanent status in the classification from which he/she moved. If an employee
with permanent status in a classification receives a temporary appointment in
another classification and the temporary appointment expires, he/she shall have the
right to return to his/her prior classification with permanent status in that class,



9.5038

9.51

£3

The President shall grant permanent status to a temporary employee subject to the
following conditions:

d.

The temporary employee shall have served in a Bargaining Unit
Classification or classification series for at least four (4) consecutive years
immediately prior to the granting of permanency.

Such employee service shall have been in an appointment with a timebase of
at least 0.5.

A timebase shall not be reduced in the appointment immediately preceding

the granting of permanency unless-by-mutual-asreement—or-as—a-direet
consequence-of-the-demonstrable-operational-needs-of-the-campus;

This provision docs not apply to employees in positions which are funded by

non-reoccurring grants, contracts or special projects with beginning and
ending dates.

The employee shall become permanent at the conclusion of four (4)
consecutive years. "Consecutive years"” as used in this article shall be:

. Four (4) consecutive annual appointments on a 12 month, 10 month,
10/12 or 11/12 pay plan, or

2. Four (4) ycars of continuous temporary appointments, in which there

arc no breaks in service/employment totaling more than ninety (90)
days, within each year.

An intermitient employee who is pﬂ]d onc thousand (1000) hours in twelve-(12)
eensecutive-months a fiscal year is deemed to have completed a year of service
for purposes of permanent status

The President may, at his/her sole discretion, grant permancnt status to a temporary
cmployee subject to the following conditions:

a.

The temporary employee shall have served in bargaining unit classifications
at the campus for at least one (1) year immediately prior to the granting of
permanency.

Such employee service shall have been in appointments with a timebase of at
least 0.5.

Such a permanent status shall include the right to continue employment at the
timebase determined by the President at the time permanency is granted. The
President may determine to grant such permanency at a timebase of at least 0.5.
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ARTICLE 10
g4 /17
EMPLOYEE PERFORMANCE /z/ /‘7’/’/

10.1 Permanent employees shall be subject to an annual performance evaluation.

10.2 A probationary employee shall be evaluated by the end of the third (3'9), sixth (6"),
and eleventh (11") month of the probationary period, unless the employee has
earlier been rejected during probation.

10.3 A temporary employee shal! be evaluated at periodic intervals. An employee with
an appointment of 12 months or longer shall receive at least one performance
evaluation during each 12- month period of the appointment.

10.4 Absence of a performance evaluation will not constitute a reason for denyingan
MSI an employee not receiving an increase in salary to which they otherwise
would have been entitled under the terms of this Agreement.

10.5 A performance evaluation sheuld-be is a review of the employee's performance
and sheuld shall be based upon job-related criteria. Employee performance
evaluations are for the purpose of evaluating individual employee performance and
for providing guidance for performance development and improvement. Employee
evaluations should acknowledge changes affecting the employee’s position,
including workload, which have occurred since the last evaluation.

10.6 The performance evaluation of an individual with an overall performance
evaluation rating of below satisfactory shall include specific information regarding
the areas of concern. H-is-areeommended-practieethat Tt is the normal practice

that the appropriate administrator counsel an employee on below satisfactory
performance when the concern is identified and before it is documented in a
Performance Evaluation. The substantive content and overall evaluation rating are
not subject to Article 7, Grievance Procedure.




10. 87

10.98

10.109

10.10

The Appropriate Administrator evaluater may request a draft from a
designated evaluator regarding the employee’s job performance. Only the
Appropriate Administrator shall submit a draft evaluation for the employee’s
review, input, and discussion. Upon request, the Appropriate Administrator
evaluater shall provide the employee with a copy of his/her position description
that is in the employee’s personnel file, as outlined in Article 17.2.

The employee shall be given up to a maximum of five-(8) ten (10) work days to
review the draft evaluation and prowde mput if any, to the Approprlate
Administrater eva-luam e-e1H HHE : ]

B B8 B #': "

The evaluater Appropriate Administrator shall consider the input provided
pursuant to provision 10.98 above in preparing the final performance evaluation,
and prior to placing it in the employee’s personnel file.

The employee shall be provided with a copy of the written record of the
performance evaluation prior to its placement in the personnel file. Regardless
of the overall performance evaluation rating scale, or other terms that a
campus may use to evaluate overall performance, the campus shall use the
term “satisfactory” to indicate an acceptable level of performance.

104211

104312

Upon request of the employee, and-subsequent—to—the—meeting—between—the
employee-and-the-evaluator a meeting between the employee, the Appropriate
Administrator, and the employee’s representative, if any, shall meet to discuss the
final evaluation. Such a meeting shall take place within seven (7) fourteen-34)
work days of the request at a mutually agreeable time and location. The request
for such a meeting shall not prevent the Appropriate Administrator from
placing the final performance evaluation in the file.

If an employee disagrees with the record of a performance evaluation which has
been placed in his/her personnel file, the employee may submit a rebuttal statement
which shall be attached to the performance evaluation. The evaluation shall be
reconsidered by the appropriate administrator in light of the rebuttal statement
and/or the Provision 10.12 meeting, and if the evaluation is amended, the
amended evaluation shall replace the original evaluation and its rebuttal.



101513

10.164

Performance evaluations shall not be subject to Article 7, Grievance Procedure,
unless the grievant alleges the terms of this Agreement have been violated,
misinterpreted, or misapplied.

The CSU and CSUEU shall meet no later than 90 days after ratification to
negotiate the introduction of systemwide evaluation form(s)
and/er written guidance on the performance review procedure. Systemwide
evaluation form(s) shall include evaluation metrics and scales that shall be
clearly defined and achievable.
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1.1

11.2

ARTICLE 11

PERSONNEL FILE

One (1) official personnel file shall be maintained for each employee in the
campus Human Resources Office. The term "personnel file" as used in this
Apgreement shall refer to this one (1) official personnel file.

If a campus decides to convert employee personnel files to an electronic format, it
shall ensure that:

a. A log (including, but not limited to, name, date and purpose) shall be
maintained to record all access to an employee’s personnel file by any non-
Human Resources employee or by a Human Resources employee for the
purpose of making a personnel decision/recommendation; and

b.  The data is maintained on a password-protected, secure system.

Employee Access

11.3

11.4

11.5

11.6

The contents of an employee's official personnel file, exclusive of pre-
employment materials, shall be open to his/her review and review by a Union
Representative when authorized in writing by the employee.

An employee or his/her Union Representative may request an appointment for the
purpose of reviewing the employee's personnel file. Such requested appointments
shall be scheduled during normal business hours. Within three (3) working days
of a request to Human Resources, an employee and/or a union representative shall
be notified when the employee and/or his/her Union Representative shall have
access. The manner of access to the official personnel file shall be subject to
reasonable conditions.

Within fourteen (14) days of histher written request, the employce shall be
provided an exact copy of all or any portion of materials officially maintained in
the campus personnel file. The employee shall bear the cost of duplicating such
materials, except as provided for in Article 7, Grievance Procedure, Article 8,
Complaint Procedure, or when such materials have bearing on disciplinary action
or pre-disciplinary matters. The cost of duplicating material shall be the amount
provided in Civil Code Section 1798.33, or any substitute or successor provision
of that code section (as of April 2012 the amount is ten (10) cents per page).

Personnel recommendations or decisions relating to any personnel action(s) shall
be based primarily on material contained in the employee's official personnel file
and open to the employee's review. If a personnel recommendation or decision is
based on any reasons not contained in the employee's official personnel file, the
appropriate administrator making the rccommendation or decision shall commit
those reasons to writing and the written statement of those reasons shall be placed
in the employee's official personnel file.
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11.7

i1.8

11.9

11.10

Rebuttal

11.11

An employee\ shall not have access to pre-employment materials in the personnel
file, except in instances when such materials are used in personnel actions.

An employee shall be provided with a copy of material which could lead to an
adverse personnel action prior to the placement of such material in his/her
personnel file.

Upon request by an employee, attendance and payroll records maintained
separately from the personnel file may be reviewed by the employee or a
representative when authorized in writing by the employee. Such attendance and
payroll records shall be excluded from provisions of Article 11, Personnel File.

Employees may submit commendations, copies of college degrees, certifications
and special licenses, and an updated resume to the Appropriate Administrator for
placement as soon as possible in the Personnel File,

An employee may submit a rebuttal statement to material in his/her personnel file
which shall be placed in the employee's personnel file.

Request for Correction

11.12

11.13

If, after review of his/her records, an employee believes that any portion of the

material is not accurate, the employee may request in writing to the President
correction of the record.

Within twenty-one (21) days of an employee's request for correction of the record,

the President shall notify the employee in writing of his/her decision regarding the
request.

a.  If the President denies the request, the President shall state the reason(s) for
denial in writing, and this written statement shall be sent to the employee.

b.  If the President grants the request for correction of the record, the record
shall be corrected. The employee shall be sent a copy of the corrected record
and a written statement that the incorrect record in question has been
permanently removed from the employee's personnel file.
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Investigatory Interviews (Weingarten Rights)

ARTICLE 12

CORRECTIVE ACTION

gl

12,1

Reprimands

12.2

12.3

12.4

Upon his/her request, an employee may be represented at an investigatory interview
if he/she reasonably believes that disciplinary action may result. Prior to the
interview, the employee shall be informed of the general nature of the matter being
investigated. He/she may request to consult with his/her representative, if any. The
right to representation does not apply to meetings held exclusively to inform an
employee of a previously made disciplinary decision unless the CSU proposes to
discuss or modify the disciplinary decision. If the representative an employee
requests is unavailable, the employee may request alternate representation. The
CSU is not obliged to postpone the interview, nor to suggest or secure the alternate
representation; however, the employee shall not be required to answer any
questions without a representative present, unless he/she voluntarily chooses to do

s0. At its discretion, the CSU may decline to hold any interview if the employee
requests representation.

As used in this Article, the term “reprimand” shall refer to any written
communication from an appropriate administrator to an employee that criticizes or
otherwise comments negatively upon the personal/professional conduct and/or job
performance of the employee if that written communication is placed in the official
personnel file. Performance evaluations or notices of performance expectations or
rules and regulations do not constitute a reprimand.

An employee may receive from an appropriate administrator an oral and/or written
reprimand. Reprimands shall be provided in a timely and confidential manner.

Within thirty (30) days of the issuance of the reprimand, an employee may request
a conference with the appropriate administrator who issued the reprimand to discuss
the reprimand. Such a request shall not be unreasonably denied. The employee may

be represented at such a conference by another employee or a Union
Representative.
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12.5 A written reprimand shall be placed in the official personnel file of the affected
employee and shall be subject to Article 11, Personnel File. The employee shall be
provided with a copy of a written reprimand. An employee may appeal the decision
to place a written reprimand in his/her personnel file to the President within five (5)
days afier the conference held pursuant to 12.4 above. The President may hold a
meeting with the employee and his/her representative, if any. Within ten (10) days
ofreeeipt of the appeal meeting, or ten (10) days of the receipt of the appeal, if
no meeting was held, the President shall provide a written response to the
employee.

12.6 Reprimands shall not be subject to Article 7, Grievance Procedure, unless the
grievant alleges the terms of this Agreement have been violated, misinterpreted, or
misapplied.

Rebuttal to Reprimand

12.7 An employee shall have the right to attach a rebuttal statement to a written
reprimand in his/her official personnel file.

Removal of Reprimand from Personnel File

12.8 Upon the employee's written request to the Human Resources Office and three
(3) years from its effective date, a reprimand in the personnel file shall be
permanently removed. Such a request shall be promptly honored and a statement
verifying the permanent removal of the reprimand shall be provided to the
employee. Neither the employee request for such a removal, nor the statement
verifying the removal, shall be placed in the employee's personnel file. If a notice
of disciplinary action has been served on the employee and such a reprimand is
related to the disciplinary action, this provision shall not be implemented. Nothing
in this provision shall prohibit earlier removal of the reprimand.

Temporary Suspension with Pay
12.9 The President may temporarily suspend with pay an employee for reasons related

to (a) the safety of persons or property, (b) the prevention of the disruption of

programs and/or operation, or (c) investigation for formal notice of disciplinary
action.

12.10 The President shall notify the employee of the immediate effect of a temporary

suspension.
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12.11 The President may terminate or extend a temporary suspension and shall notify the
employee of any such extension and the anticipated completion date of the
investigation, in writing. Notice may be provided by fax, email or regular mail, in
addition to certified mail.

12.12 Temporary suspension shall not be subject to Article 7, Grievance Procedure,

unless the grievant alleges the terms of this Agreement have been violated,
misinterpreted, or misapplied.
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ARTICLE 13

RESIGNATIONS

Automatic Resignation

13.1

13.2

13.3

13.4

An employee who is absent for five (5) consecutive workdays without securing
authorized leave from the President shall be considered to have automatically
resigned from CSU employment as of the last day worked. All unauthorized
absences, whether voluntary or involuntary, shall apply to the five (5) consecutive
workday limitation. The five (5) day period referred to above shall commence at
the beginning of the first shift of such absence and shall be deemed to have been

completed at the end of the employee’s scheduled work hours on the fifth (5™)
consecutive day of unauthorized absence.

The President shall notify the employee that the University will be separating
him/her by automatic resignation under this Article unless the employee requests
an administrative review regarding his/her absence within seven (7) work days
following such notification. No automatic resignation shall be final until the seven
(7) work day period has passed and either a decision is made by the reviewing
officer or the employee has failed to request a review. Notification shall be in
person or by certified mail to the employee’s last known address, and may
additionally be provided by fax, email or regular mail.

If the employee responds to the notification from the President by requesting an
administrative review within seven (7) work days of such notification, the
cmployee will be provided with the opportunity to respond, cither orally or in
writing, to a campus reviewing officer designated by the President. Either party
may present evidence at any review meeting. The reviewing officer’s decision,
which shall be rendered within fourteen (14) days of the administrative review,
shall state:

a.  whether the employee was absent for five (5) consecutive workdays;
b.  whether the employee had proper authorized leave to be absent;

c.  whether the employee has presented a sufficient excuse to warrant
continuation of employment, supported by facts which provide justification
of the absence or continuation of employment. If an action other than

automatic resignation is proposed, it shall be stated along with reasons for
its use; and

d.  whether the employee should be separated by automatic resignation.

Any employee who is reinstated by the President under this provision shall not be
paid salary for the period of unauthorized absence unless it is determined that
such absence may be appropriately charged to accrued leave. The employee shall

adhere to all other reinstatement requirements set forth in writing by the
President.
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13.5 This Article shall not supersede Section 89541 of the California Education Code
or any substitute or successor provision of that code section. Provisions 13.1

through 13.4 shall not limit an employee’s right to a State Personnel Board
appeal.

Voluntary Resignation

13.6 An employee who resigns from his’her position shall be terminated as of the
effective date of the resignation.

13.7 No later than thirty (30) days after a termination pursuant to Provision 13.6 above,

the employee or former employee may request to rescind his/her resignation. Such
requests shall be made in writing to the President.

The President shall respond to such requests indicating denial, acceptance, or
qualified acceptance within fourteen (14) days. The President’s response shall be
final unless it is reversed by the State Personnel Board pursuant to Provision 13.8
below and shall not be subject to Article 7, Grievance Procedure.

13.8 Provisions 13.6 and 13.7 (Resignation) of this Article shall not supersede Section
89542 of the California Education Code, or any substitute or successor provision

of that code section. Provisions 13.6 and 13.7 shall not limit an employee’s right
to a State Personnel Board appeal.

CSUEU/CSU Collective Bargaining Agreement Page 49 November 12, 2014 - June 30, 2017



Csu/4
10/25/2017
BU2
BU 5

BU 7
BU9

14.1

Vacation Accrual

ARTICLE 14

VACATIONS AND HOLIDAYS

Employces are cligible for paid vacation in accordance with the schedule in
Provision 14.2 below.

14.2 Service requirements below are in terms of full-time service. Service requirements
shall be pro rata for employees who work less than full-time.
Vacation Credit Per Monthly Pay Period
Davs Hours Days
(Hourly Equivalent  (Annual Accrual
Service Requirements of Days) Equivalent)
IMonth to 3 Years 5/6 6-2/3 10
37Months to 6 Years 1-1/4 10 15
73 Months  to 10 Years  1-5/12 11-1/3 17
121 Months  to 15 Years 1-7/12 12-2/3 19
181 Months  to 20 Years  1-3/4 14 21
241 Months  to 25 Years 1-11/12 15-1/3 23
301 Months and Over 2 16 24
14.3 Employees serving in a cruise year appointment do not accrue vacation credits and
are not eligible for paid vacation. CSU reserves position on this issue, which will
be discussed as part of the meet and confer process agreed to by the parties re
terms and conditions of cruise employees.
144

Vacation Credits

Intermittent employees earn vacation credit in accordance with HR/Leaves 2002-
8+ or in any superseding Technical Letter, if applicable.




14.5

14.6

14.7

14.8

For purposes of computing vacation credit, an employee who works eleven (1T)or
more days in a monthly pay period is considered to have completed a month, a
month of service, or continuous service. When an absence without pay of more than
eleven (11) consecutive working days falls into two (2) consccutive qualifying
monthly pay periods, one (1) of the pay periods is disqualified.

An authorized leave of absence without pay shall not be considered service for the
purpose of vacation accrual.

Vacation credits are cumulative to a maximum of twe-hundred-and-seventy-two
&72) three hundred and twenty (320) working hours for ten (10) or less years of
qualifying service or three-hundred-and-eishty-four-(384) four hundred and
forty (440} working hours for more than ten (10) years of such service.
Accumulation in excess of this amount as of January 1 of each year shall be
forfeited by the employee. An employee shall be permitted to carryover more than
allowable credits when the employee was prevented from taking enough vacation
to reduce the credits because the employee (1) was required to work as a result of
fire, flood, or other cxtreme emergency; (2) was assigned work of priority or critical
nature over an extended period of time; (3) was absent on full salary for
compensable injury; or (4) was prevented from using vacation previously scheduled
to be taken in December because of being on paid sick leave.

A probationary employec shall not take vacation until completion of one (1) month
in work status, unless by mutual agrecment.

Vacation Requests

14.9

Based upon the operational needs of the campus, vacation schedules shall be
determined by the appropriatc administrator. Requests for scheduling vacation
shall ordinarily be submitted in writing to the appropriate administrator at least
thirty (30) days in advance. Vacations shall be scheduled and taken only as
authorized by the appropriate administrator. 1fa conflict in vacation requests arises,
the appropriate administrator shall give consideration to the cmployee(s) with the
most seniority, provided that operational needs are met.

Once approved in writing, vacations shall not be rescinded without the mutual

consent of the employee and the appropriate administrator, except in cases of
emergency as determined by the appropriate administrator.




14.10

In all cases the appropriate administrator shall respond in writing, either approving
or denying the request. The response shall be provided as soon as possible, but no
later than fourteen (14) days after the submission of the employee’s written request.
If the appropriate administrator has not provided a response to an employee’s
vacation request within fourteen (14) days, the employee may elevate his or her
request to the next level appropriate administrator. The next level appropriate
administrator shall respond in writing, either approving or denying the request. The

response shall be provided as soon as possible, no later than seven (7) days after
employee’s elevation of the request.

Requests with less than thirty (30) days’ notice for vacation shall be submitted
in writing to the Appropriate Administrator who will determine whether or
not to approve or deny the request based on the operational needs of the
campus. Submission with less than 30 days’ notice shall not, by itself, be a basis
for denying the vacation request. If the request requires an immediate
determination, then the decision may be communicated orally to the employee,

and thereafter confirmed in writing within seven (7) days of the date of the
oral response,

Whenever an employee’s accrued vacation amount will exceed or has exceeded the
maximum accrual by the end of the calendar year as a result of the denial of one or

more requests by the employce to schedule and use vacation in the last quarter of
the calendar ycar, the following procedure shall apply:

a.  The employec shall submit a vacation request for the use of the excess

vacation and the appropriate administrator shall respond to the request within
ten (10) working days.

In the event that the request has not been granted within the ten (10) day
period, the employee and the appropriate administrator shall attempt to reach
mutual agreement on alternative dates on which to use the excess vacation.

c. If the employee and the appropriate administrator are unable to reach
agreement, the employee may suggest three (3) alternative, non-overlapping
periods of vacation time to be completed no later than June 30 of the new
calendar year to utilize the excess vacation. The appropriate administrator

shall agrec to one of the three (3) scheduling options submitted by the
employee.

d.  [f the employee fails to submit the three (3) scheduling options for use of the
excess vacation, the appropriate administrator will direct the use of vacation
on days to be determined by the appropriate administrator.



Lump Sum Pavment

14.11 Upon separation from service, an employee is entitled to a lump sum payment as

of the time of separation for any unused or accumulated vacation. Such sum shall
be computed by projecting the accumulated time on a calendar basis so that the

lump sum will equal the amount which the employee would have been paid had
he/she taken the time off, but not separated from service.

Holidays

14.12 The holidays designated in this Article are intended to be a day off of a regularly
scheduled workday, except as provided in provision 14.16. The amount of time an
employee has off for the Holiday without a loss in pay shall be the number of hours
the employee is normally scheduled to work.

14.13 The following paid holidays, except as provided in Provision 14.14 below, shall be
observed on the day specified:
a. January 1
b.  Third Monday in January (Martin Luther King Jr. Day)
c.  March 31 (Cesar Chavez Day)
d. July4
e.  First Monday in September (Labor Day)
. November i1 (Veteran’s Day)
2. Thanksgiving Day
h.  December 25
. Any other day designated by the Governor for a public fast or holiday.

14.14 The paid holidays listed in this provision shall be observed on the day specified

unless they fall on a Saturday or Sunday, or are rescheduled for observance on
another day by the President.

a.  Third Monday in February (Washington's Birthday)

b.  February 12 (Lincoln's Birthday)

c.  Last Monday in May (Memorial Day)
Admission Day

e.

e.  Second Monday in October (Columbus Day)



14.15

14.16

14.17

14.18

14.19

Any holiday listed in this Article which falls on a Saturday shall be observed on the

preceding Friday. Any holiday in this Article which falls on a Sunday shall be
observed the following Monday.

The amount of time off an employee shall receive with no loss in pay to observe
the holiday is as provided below:

a.

An employee scheduled to work on the day a holiday is officially observed,
except as provided in provision 14.16 (b}, shall be entitled to the holiday. The
number of hours of the holiday shall be determined by the hours the employee
is normally scheduled to work on the day the holiday is observed.

If an employee is on a compressed work schedule or an alternate work
schedule and the holiday is observed on a non-workday, the employee shall
be entitled to a day equal to histher normal workday. This holiday must be
used on the employee’s next work day, subject to the operational needs

of the campus, or within one hundred and cighty (180) days after the holiday
was observed.

If an employee has been unable to take his/her holiday within one hundred
eighty (180) days due to operational need, he/she shall be paid for the holiday.

An intermittent employee is entitled to holiday pay based on the number of hours
worked in the month the holiday is observed in accordance with HR/Leaves 2002-

01, or in any superseding Technical Letter, if applicable, in accordance with the
following table:

Hours Worked Hours Holiday Pay
0 - 10.9 0
11 - 30.9 1
31 - 509 2
51 - 70.9 3
71 - 90.9 4
91-1109 5

111 -130.9 6

131 -150.9 7

151 + 8

An employee on a leave of absence without pay or in other non-pay status on a day
a holiday is officially observed shall not be entitied to the holiday.

If a holiday falls on a scheduled workday during an employee's vacation or within

a period of absence chargeable to sick leave, the holiday will not be charged to sick
leave or vacation time.



14.20

14.21

14.22

14.23

A campus yearly calendar, including campus Holiday closures of the campus, shall
be provided to the employecs at least thirty (30) days before its effective date.

An employee shall be permitted to use accrued vacation or his/her Personal Holiday
if the President closes the campus and there is an insufficient number of holidays

scheduled to be observed during the closure. Employees eligible for CTO may use
accrued CTO during periods of campus closure.

Should an employee not have vacation accrued, sufficient CTO balance or Personal
Holiday to cover the scheduled days of closure, he/she shall be provided sufficient
work prior to the scheduled closure to prevent any loss of pay or benefits. Such
time worked shall be in accordance with Article 19, Overtime.

Employees, including cruise employees, who are in an academic year appointment
are entitled to all days designated in the campus academic calendar as academic
holidays, or any other day designated by the Governor for a public fast or holiday:.

If the timebase is less than full-time, this provision will be applied on a pro rata
basis.

Personal Holiday

14.24

An employec is entitled to one (1) Personal Holiday which must be taken on one
(1) day during the calendar year. If the employee fails to take the Personal Holiday
before the end of the year, the holiday shall be forfeited. The scheduling of the

holiday shall be by mutual agrcement of the cmployee and the appropriate
administrator.

Holiday Work Compensation

14.25

14.26

A full-time employee who works on the day a holiday is officially observed shall
be compensated at his/her overtime rate on an hour-for-hour basis for all hours
worked on the holiday. Such compensation shall be in cash or CTO, as determined
by the President. This provision shall apply pro rata to less than full-time

cmployees. Employees not eligible for overtime as listed in Appendix C shall
receive time off earned at the straight time rate.

When a holiday is obscrved pursuant to Provision 14.15 and an employee is not
scheduled to work on the day the holiday is observed, but is required to work on
the calendar date of such a holiday, he/she shall only receive holiday work
compensation for time worked on the calendar date of the holiday. Such

compensation shall be provided pursuant to Provision 14.25, Holiday Work
Compensation, of this Article.
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Sick Leave

15.2

15.3

155

ARTICLE 15

LEAVES OF ABSENCE WITH PAY

“Immediate family” as used in this Article shall mean:
*  The employee’s spouse or domestic partncr;

The employec, spouse or domestic partner’s: parent, step-parent, grandparent,

great-grandparent, sibling, child or grandchild (including foster, adopted and
step), aunt, uncle;

. The employee’s son-in-law, daughter-in-law;

A person living in the immediate household of the employee, except domestic
employecs, roomers, boarders, and/or roommates.

Following completion of one (1) month of continuous service, a full-time employce
shall accrue eight (8) hours of credit for sick leave with pay. Thereafter, for cach

additional month of service, eight (8) hours of credit for sick leave with pay shall
be accrued.

Each full-time employee shall be considered to work not more than forty (40) hours

each weck. Employees who are appointed less than full-time shall accrue credit for
sick leave with pay on a pro rata basis.

Sick leave may be accumulated without limits, and no additional sick leave with

pay beyond that accumulated shall be granted except as provided for in Provision
15.8.

An employee shall be responsible for reporting an absence {o the appropriate
administrator as soon as possible in compliance with department and campus
policies. The CSU recognizes that extenuating circumstances may prevent an
employee from calling in before the start of his/her shift, but the employee will
make every effort to call in as close to the start of the shift as possible.



15.6

15.7

An employee shall be responsible for completing and submitting the campus’s
required absence documentation to the appropriate administrator on the date
designated by the appropriate administrator.

An employee may be required to provide a licensed health care provider’s statement
or other appropriate verification when absent due to illness/injury. An employee

shall not normally be required to provide such a statement or verification for an
absence of five (5) consecutive days or less.

Catastrophic Leave Donation Program

15.8

Any CSU employee who accrues vacalion or sick leave credits may voluntarily
donate either of those credits to any other CSU employee on the same campus, if
the recipient employcc has exhausted all accrued leave credits, i.e., sick leave,
vacation and CTO, due to a catastrophic illness or injury. Catastrophic iliness or
injury is an illness or injury that has totally incapacitated the cmployee from work.
Chronic conditions may also be considered catastrophic, even if the condition
results in only intenmittent absences. Conditions which are short term in nature,

such as colds, flu, or minor injuries, are generally not deemed catastrophic. The
campus must make a case-by-case determination.

The following provisions shall apply:

a.  An employee, his/her representative or the employee's family member must
request the employec's participation and provide appropriate verification of
illness or injury as determined by the campus President. The President shall

then determine the employee's cligibility to receive donations based upon the
definition provided above.

b.  An incapacitated employee may elect to defer a request to participate during
a period of Industrial Disability Leave eligibility.

c.  Employees may donate a maximum of forty (40) hours leave credits per fiscal
year in increments of one hour or more. Donations are irrevocable.

d.  Donated leave credits may be used to supplement each of the following;
Industrial Disability Leave, Non-Industrial Disability Leave or Temporary
Disability payments from the third party administrator, upon application for
the appropriate disability benefit by an cligible employee. The total amount
of leave credits donated and used may not exceed an amount sufficient to

ensure the continuance of the employee's regular monthly rate of
compensation.



The total donated leave credits shall normally not exceed an amount necessary
to continue the employee for three (3) calendar months calculated from the
first day of catastrophic leave within a twelve (12) month period. The
President may approve an additional three-month period in exceptional cases.
The leave should not be deemed donated until actually transferred by the
campus record keeper to the record of the employee recciving leave credits.

For employees whose appointments have not been renewed, donated time

may not be used beyond the employee's appointment expiration date in effect
at the beginning of the disability.

Only vacation and sick Icave credits may be donated.

Donated leave credits may not be used to receive service credit following a
scrvice or disability retirement.

Any CSU union may solicit leave donations from bargaining unit cmployees
for direct transfer to employees cligible to receive such leave credits.

Catastrophic illness or injury may also include an incapacitated member of
the employee's immediate family if this results in the employec being required
to take time off for an extended period of time in order to care for the family
member and the employee has exhausted both all of his/her accrued vacation
credits and all of his/her accrued sick leave credits which may be used for
family carc in accordance with the appropriate collective bargaining
agreement. Only donated vacation credits may be used for such family care
catastrophic leave. Immediate family member shall be defined in accordance
with the definition contained in the sick leave provisions of the collective
bargaining agreement covering the recipient employee.

The provisions of this program shall be subject to the grievance procedure

contained in the collective bargaining agrecment covering the grieving
employee.

Absences Chargeable to Sick Leave

15.9

The use of sick leave may be authorized by the appropriate administrator only when

an employee is absent because of:

a,

b.

illnesses, injury, or disability related to pregnancy;

exposure to contagious disease;

dental, eye, other physical or medical examinations or treatments by a
licensed practitioner;



15.10

1310

15.13

d.  family care, meaning illness or injury in the immediate family. . Up to ten
(10) days of accrued sick leave credit may be used for family care during any
one (1) calendar year. The appropriate administrator may authorize an

additional five (5) days of accrued sick leave credit for family care during one
(1) calendar year. '

An employee may request the use of accrued sick leave credit for family care
beyond the maximum set forth above. Such requests must be accompanied by
a physician's statement or other appropriate need verification.

e.  dcath of a person in the immediate family.

Upon written request, the appropriate administrator may authorize the use of
accrued sick leave for bereavement.

The granting or denial of such additional use of sick leave in provisions 15.9 (d)
and (e) shall be the prerogative of the appropriate administrator and shall not be
subject to Article 7, Grievance Procedure, but is subject to the terms of Article 8,
Complaint Procedure, of this Agreement.

The President may direct an employee to take sick leave if he/she determines that
the employce has restricted ability to carry out his/her duties due to illness.

An employce may be required to undergo a medical examination as directed by the
President to ascertain the employee's ability to perform his/her required duties. If

such an examination is by the physician sclected by the employer, the CSU shall
bear the costs of such medical examination.

In cases where an employee has a written full medical release without restriction to
return to work and the appropriate administrator believes that the employee is
unable to perform the dutics of the position, the appropriate administrator shall
consuit with the Human Resources Director. If the employee is unable to be at work

while the decision is being reviewed, the employee must be placed on paid
adminstrative leave.

Under no circumstances may an employee be granted sick leave for days during
layoff periods or during a leave of absence without pay. An employee may not be
granted sick leave during periods when the campus or department is closed unless

the employee was on sick leave prior to the time of the campus or department
closure.

A female employee on matemnity leave pursuant to Article 16, Leaves of Absence
Without Pay, shall be entitled to use earned sick leave for the period of time
covering date of childbirth and immediate physical recovery there from. Earned
sick leave shall be charged for workdays in such a period of time. Normally, fifteen
(15) days of earned sick leave may be charged. A physician's verification of



15.14

disability shall be required for the use of carned sick leave in excess of fifteen (15)
days, pursuant to this provision.

The President may authorize unpaid leave of absence, the use of vacation or the use

of CTO pursuant to Article 19, Overtime, for an employee who has exhausted
accumulated sick leave.

Bereavement/Funeral Leave

15.15

15.16

Jury Duty

15.17

For cach death of an immediate family member, as defined in Provision 15.1, upon
request to the President, the employee shall be granted five (5) days leave with pay.
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Upon request, bereavement/funeral lcave may be supplemented with an
employee’s own leave credits.

An cmployee who serves on jury duty shall receive histher base salary and is

permitted to keep any mileage payments made by the coust. Employees are not
cntitled to juror pay for jury duty.

An hourly employec shall be cligible for time off with pay for jury duty only for
those hours he/she was scheduled to work.

An employce who receives initial notification that he/she is subject to jury duty
shall notify the appropriate administrator.

The employec is required to notify the appropriate administratorin writing prior to
taking leave for jury duty. Verification of actual service for jury duty shall be
provided by the employee when requested by the appropriate administrator.

Any full-time or part-time employee on any shifi or work schedule shall be granted
leave with pay for the actual time spent on jury service and grand jury service,
including travel time to and from jury duty service, not to exceed the number of
hours in the employee’s normal work day and the employee’s normal work weck.
If an employee’s jury service is for more than 50% of their assigned work shift,
employees do not need to report for work following the completion of jury service.

Upon the request of the employee, the CSU shall accommodate a summons to jury
duty service, including on-call jury duty service, with a change in shift assignment.



Leave to Vote

15.22

An employee who would otherwise be unable to vote outside of his/her regular
working hours may be granted up to two (2) hours of work time without loss of pay
to vote at a general, direct primary, special, or presidential primary election.

An employee shall be required to request such leave time in writing from the
appropriate administrator at least two (2) working days prior to the election.

Leave to Serve as Precinct Officer

15.23

The CSU shall approve leave, if it is available, for an employee to serve as a
precinct officer for a state or local election, provided that campus operational needs
are met. If such leave is denied due to campus operational needs, at the employee’s

request, the appropriate administrator shall explain to the cmployee the campus
operational needs.

Absence as a Witness

15.24

15.26

15.27

15.28

Employees serving as court-subpoenaed witnesses or expert witnesses in the
interest of the CSU shall seck the payment of witness fees. Whenever possible,
cmployees shall confer with the attorney requesting their appearance to delermine

whether certified copics of appropriate documents would be suitable and would
climinate the need for a court appearance.

An employee who is absent as a court-subpoenaed witness or expert witness in the
interest of the CSU shall be paid the normal salary for the corresponding period of
absence. No portion of the employee's salary shall be forfeited as the result of such
an appearance; however, all court fees {(except personal travel and/or subsistence
payments) shall be remitted to the CSU. If an exceptional circumstance occurs
whereby the employec does not remit such fees, an amount equal to the fecs shall

be deducted from the employce's salary. No vacation or compensatory time off
(CTO) shall be used in such cases.

An employee who receives court fees in cxcess of regular eamings may keep the
cxcess and need remit only an amount equal to the compensation paid the cmployee
while on leave. If the employee chooses to retain the entire fee, then the time taken
off shall be charged as vacation or CTO, and if no vacation time or CTO is
available, the employee shall be docked for the period of absence.

An employee (including hourly employees) serving as a court-subpoenaed witness

on a holiday or while on vacation or on compensatory time off (CTO) shall serve
on his’her own time,

An employee who is a party to a suit or who is an expert witness not serving in the
interest of the CSU shall appear on his/her own time. The employee shall be



charged vacation or CTO, and if no vacation time or CTO is available, the employee
shall be docked for the period of absence.

15.29 An employee who is required to appear in court on behalf of the CSU at times
outside of and not continuous with an employee's regular work schedule shall be
compensated pursuant to the call-back pay requirements of Provisions 19.17-19.19
of this Agreement only if he/she is required to appear in court as a result of the
exercise of his/her duties during working hours. Call-back pay under this provision
shall not be provided to employees who are parties to a suit, who serve as court-
subpoenaed witnesses, or who serve as expert witnesses unless they do so on behalf
of the CSU and as a result of the exercise of their duties during working hours.

Military Leave

15.30 Emergency military leave, temporary military leave, and indefinite military leave
shall be granted to cligible employees in accordance with state and federal faw.

Supplement to Industrial Disability Leave (IDL)

15.31 Upon written notification to the CSU by an cligible employee, he/she may clect to
supplement IDL payments with charges to his/her accrued sick leave. Such an

election shall be made no later than fifteen (15) days after the report of the injury
for which the IDL is being paid.

15.32 Such supplement shall continue until the employee has exhausted his/her accrued
sick leave or until the employee provides to the CSU written notification he/she

wishes to discontinue the supplement. Such a notice shall be provided fifteen (15)
days prior to the effective date of such a discontinuation.

15.33 Such a supplement to IDL payments shall not result in the employee receiving a
payment in cxcess of his/her regular salary or wage.

15.34 All payments received by an employee while on IDL shall be subject to mandatory
and authorized voluntary deductions.
Parental Leave

15.35 Parental Leave shall refer to a leave for the purpose of a parent preparing for the

arrival of, or a parent or legal guardian caring for, a new child(ren),_up to his’her

eighteenth (18") birthday, to-the-employee’s-immediate-family duc to the birth,

adoption, foster care assignment, or legal guardianship of the minor child(ren) with
the employee.



An employee shall be entitled up to a maximum of thirty (30) workdays Parental
Leave (as defined above, and subject to the requirements of Provisions 28.15-
28.16) per-eslendar—year in a twelve (12) month period, with pay which shall
commence within sixty (60) days of the arrival of a new child(ren). Such leave
shall be taken consecutively, unless mutually-agreed otherwise by the employee
and the appropriate administrator. Parental Leave is normally taken in daily
increments. Such leave shall be in addition to available sick leave and to available
vacation under Article 14. Paid Parental Leave runs concurrently with any other
related leaves for which the employee is cligible.

In order for an employee to be entitled to parental Ieave, the employee must

be employed with CSU prior to the birth or placement of a child(ren) with the
employee.

Organ Donor and Bone Marmrow Leave

15.36

Upon presentation of written verification that they are organ or bone marrow donors
and there is a medical necessity for the donation, employees who have exhausted
all available sick leave are cligible for the following leaves of absence with pay:

a. A paid lcave of absence not exceeding thirty (30) consecutive calendar days

in any one-year period to any employce who is donating his or her organ to
another person.

b. A paid leave of absence not exceeding five consecutive calendar days in any-

one ycar period to any employee who is donating his or her bone marrow to
another person.
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Article 16
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16.1

16.2

16.3

16.4

16.5

16.6

16.7

ARTICLE 16

LEAVES OF ABSENCE WITHOUT PAY

A full-time employee or part-time permanent employee may be granted a full or

partial leave of absence without pay for up to one (1) year for the following
purposes/reasons:

a. loan of an employee to another governmental agency;

b. family leave;

c. outside employment that would lessen the impact of a potential layoff or a
layoff;

d. temporary incapacity due to illness or injury or periods of disability related
to pregnancy,

e.  student teaching, as required, for employees enrolled in credential programs;

f.  other satisfactory reasons.

Leaves without pay granted for d. above shall also be subject to Article 15,
Leaves of Absence With Pay.

A written application for a leave of absence without pay or an extension of a leave
of absence without pay shall be submitted to the President. The President shall
determine if such a leave shall be granted and the conditions of such a leave, and
shall respond to the application within thirty (30) days.

An employee who is on a leave of absence without pay shall not return to active

pay status prior to the expiration of such a leave without written approval of the
President.

Service credit shall not be granted to an employee on a leave of absence without
pay.

A leave so granted assures to the employee a right to return to his/her former
position or a position within his/her classification upon expiration of the leave and
the time lost shail not constitute a break in service.

When requested by the President, an employee granted a leave of absence without
pay shall provide verification that the conditions of the leave were met.

An employee on a leave of absence without pay for more than thirty (30) days
may opt to continue his’her fringe benefits at his/her own expense. Upon written
request of an eligible employee as defined in Article 21, Benefits, the CSU shall
provide a system for the continued payment of his/her insurance premiums
including health, dental and vision benefits during the period of an unpaid leave
of absence. During this period, such an employee shall pay both the employee's
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and the CSU's contributions. The CSU shall not advance such payments. Such an
cmployce shall pay all contributions prior to the date cach payment is due. Failure

1o pay such premiums will result in coverages lapsing unless the employee makes
other arrangements.

16.8 Within twelve (12) months of ratification of this successor agreement each
campus will have a procedure for the processing of leave of absence requests
which will not be subject to bargaining under HEERA. The procedure will
address only the following points:

a.  The request must be submitted in writing,
b.  The authorizations necessary for approval of the leave;

¢.  The time lines for each step of the authorization process;

d. The department that will respond to the employee on his/her request for
unpaid leave of absence;

e.  The deadline for a response to be given to the employee; and,

f.  The procedure for the employee to request an extension of the leave or to
request to return prior to the scheduled end of the leave.

16.9 The granting or denial of leaves of absence without pay pursuant to Provisions
16.1 through 16.7 shall not be subject to Article 7, Grievance Procedure.

16.10 The leave of absence of a temporary employee eligible for such leave pursuant to

this Article shall terminate upon the expiration of that employee's temporary
appointment.
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Assignment

17.1

17.2

17.4

17.3

ARTICLE 17

ASSIGNMENT/REASSIGNMENT

An employee shall be informed as to the Appropriate Administrator to whom
he/she shall be normally accountable. An employee may seek clarification of
working instructions from such an appropriate administrator, Such clarification
shall be provided in writing.

The appropriate administrator shall provide an employee with a copy of the
employee's position description within one week of the employee's initial hire.
After initial hire, upon the employee's request, the appropriate administrator shall
provide the employee with a copy of the employee's position description if a current
one is available. If a current one is not available, then the employee shall be
provided with a copy of his/her position description within thirty (30) days of
his/her request. A copy of the position description signed by the employee shall be
placed in the employee's official personnel file.

An employee may request, in writing, a meeting with the appropriate administrator
fo discuss a position description, reassignment, or work assignment. Such a
meeting shall not be unreasonably denied.

If a position description is to be altered, the employee shall be provided with a copy
of the altered position description at least seven (7) days prior to its effective date.
The position descriptions shall reflect the employee’s responsibilities and duties
assigned by the appropriate administrator and shall be consistent with the
classification standard assigned to the employee’s position.

17.5

Appropriate administrators may occasionally perform Bargaining Unit work on a
minimal basis for reasons which include, but are not limited to: instructing
employees, emergencies, developing new methods and procedures, and safety.



17.6

17.7

Student assistants may be assigned duties as defined by HEERA, within the
classification and qualification standards that are applicable to bargaining unit
employees.

The CSU agrees to immediately meet and confer on the bargaining unit impact of
Provisions 17.5 and 17.6 of this Article when it determines that there may be a need
for implementation of any procedures in Article 24, Layoff. In the event of layoff,
and, during the time any employee remains on a reemployment list, the number of
student assistants' hours and the number of administrators in a department
undergoing layoff shall not be increased for the purpose of performing bargaining
unit work.

Permanent Reassignment

17.8

17.9

17.10

Employees may be reassigned to another position in the same classification and
skill level as the employee’s existing classification and skill level.

An employee shall be provided with written notice of permanent reassignment to
another position fourteen (14) days prior to the effective date of such a
reassignment. If the permanent reassignment is to or from a position at a satellite
campus, the employee will receive thirty (30) days notice of such a reassignment.
If more than one (1) employee requests an opportunity for reassignment to the same
position, the appropriate administrator shall give consideration to seniority
provided that operational needs are met.

An employees may request in writing a lateral reassignment to a posted position
that is the same classification and skill level as the employee’s existing
classification and skill level. An employee reassigned under this provision shall be
paid at least the same salary rate as that of his/her previous position.

If more than one (1) employee requests an opportunity for reassignment to the
same position, the appropriate administrator shall give consideration to
seniority provided that operational needs are met.

Temporary Reassignment

17.11

The President may temporarily assign an employee to a position in a higher or
lateral classification or temporarily reclassify an employee for the performance of
duties in a higher classification. The President may temporarily effect an in-class
progression for the performance of duties at a higher skill level in the same or a
different position. Such a temporary assignment or temporary in-class progression
may be for up to six (6) months, and shall be consistent with this Article and/or
Article 22, Professional Development. Such an assignment may be extended
beyond six (6) months, but for not longer than another twelve (12) months, by
mutual agreement of the President and the employee. An employee shall b



17.12

17.13

17.14

provided with written notice of such a temporary assignment of duties of another
classification or temporary in-class progression at least seven (7) days prior to the
effective date.

An employee shall begin to receive the appropriate compensation of the higher
classification or skill level from the effective date specified on the written
assignment for the performance of duties to a higher classification or skill level.

An employee serving in a temporary assignment of duties of another classification
or temporary in-class progression shall be provided with a letter of verification of
such service. A copy of such a verification letter shall be placed in the personnel
file of the employee.

At the end of the temporary assignment of duties of another classification or
temporary in-class progression, the employee shail be returned to his/her permanent
assignment with the same status as he/she would have had if he/she had not been
granted such a temporary assignment or temporary in-class progression.

Classification Studies

17.15

17.16

17.17

When the CSU determines that a study to develop new classifications or to revise
current classifications is necessary, the CSU shall notify the Union. Within thirty
(30) days of such notification, the Union may request to meet with the CSU to
discuss the classification study. The Parties agree to meet and discuss the
classification study within sixty (60) days of the University providing draft
classification information to the Union. Such a meeting shall be held at the Office
of the Chancellor, unless both parties agree to meet at a campus.

When the CSUEU believes that a study to develop new classifications or to revise
current classifications is necessary, the Union may submit a written request and
submit data in support of the request to the CSU. The parties agree to meet and
discuss CSUEU’s classification request within sixty (60) days of receiving the
request.

The CSU shall notify the Union of the establishment of any new bargaining unit
classification(s). The Union may, within thirty (30) days of such notification,
request the University meet and confer on the impact of the implementation of any

such newly established or revised (previded—there—are—meet—and—confer
requirements—pertaining—to—the—revised—elassifieation) bargaining unit
classification(s). The Partles agree to meet w1thm SIxty (60) days of the request to
meetandconfer he imy of ar ! pvolvin oFy—k




Outside Employment

17.18 Qutside employment shall not conflict with the responsibilities and duties of the
employee to the CSU.
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ARTICLE 18

HOURS OF WORK

Work Schedules — Non-Exempt Employees

18.1

18.2

18.3

18.4

18.5

Full-time employees in non-exempt classifications shall work a minimum

workweek of forty (40) hours in a seven (7) day period or eighty (80) hours in a
fourteen (14) day period.

The appropriate administrator shall determine the work schedule for an employee.
An employee shall be provided with notification of a permanent work schedule
change or a summer work schedule at least twenty-one (21) days prior to the
effective date of the work schedule change. The appropriate administrator shall give
consideration to employee seniority.

For those employees assigned a five (5) day workweek, the workday shall normally
consist of eight (8) hours.

For non-exempit classifications, the full-time workweek is a workweek of forty (40)
hours within seven (7) consecutive twenty-four (24) hour days. In accordance with
the provisions of Article 19, employees may be required to work overtime hours as
directed by the appropriate administrator.

Less than full-time employees shall be assigned hours pro rata and days of work as
determined by the President.

Work Schedules — Exempt Employees

18.6

Exempt employees are expected to accomplish assigned work without regard for
the number of hours worked. If exempt employees need to work extra hours in the
business day or week, they do not receive overtime or CTO. When it is necessary

for exempt employees to work extended hours, managers may authorize informal
adjustments in work hours.



18.7 For exempt classifications, there are no fixed, minimum or maximum hours in a
workday or workweek.

18.8 Exempt employees must be paid for the full week if any work is performed during
that week, except under the following circumstances:

a.  Employees are not required to be paid for the entire week if an employee is
absent for a full day and the absence is due to illness or injury. In this case,
campuses are permitted to dock pay or use a wage replacement benefit such
as earned sick leave (in full-day increments), a disability plan, and/or
worker’s compensation.

b.  Employees are not required to be paid for the entire week if an employee is
absent for a full day and the absence is due to personal reasons. In this case,
campuses are permitted to dock pay or use earned vacation/personal holiday
leave in full-day increments.

c.  Docking pay is permitted in increments of less than a week, but at least one
day, for disciplinary suspensions.

d. Exempt employees’ pay can be offset by amounts employees receive as
witness fees or for military pay.

e.  Exempt employee’s pay will be adjusted for unpaid leave under Articles 16
and 28 and for other full-day periods of non-compensable absence.

f. Docks, leave and holiday pay are taken in whole day increments. However,
earned leave credits may be taken in less than full-day increments only when
an exempt employee is on family and medical leave (FML).

18.9 Exempt employees may be assigned to compressed or alternate work schedules.

Work Schedules for Exempt and Non-Exempt Employees

Normal Work Schedule

18.10 A normal work schedule will consist of a five (5) day workweek beginning on
Monday and ending on Friday. The workweek shall consist of seven (7) consecutive
twenty-four (24) hour periods beginning at 12:01 a.m. on Sunday and ending at

12:00 midnight the following Saturday.



Compressed and Alternate Work Schedules

18.11

18.12

An alternate work schedule will consist of a workweek beginning on a day other
than Monday and may also constitute a compressed workweek.

An employee’s manager may approve change requests to the alternate schedule
after input from appropriate departments (e.g., Human Resources) on related
impacts of the proposed change have been reviewed (e.g., timing, pay) and
coordinated as appropriate. All schedule changes must be approved in advance. If
an employee’s request for a compressed or alternate work schedule is denied, the
appropriate administrator shall, at the employee’s request, provide a written
explanation of the reasons for the denial.

Compressed workweeks are defined as the following schedules:

4/10:

9/80:

For those employees assigned a four (4) day workweek, the workday shall
normally consist of four (4) consecutive days of ten (10) hours.

For those employees assigned a 9/80 work schedule, a schedule shall consist
of nine (9) hour shifts on four (4) consecutive days during each calendar
week plus an additional eight (8) hour shift every other week.

In calendar weeks in which the employee works the eight (8) hour shift, the
eight (8) hour shift shall be worked on (1) the day following the fourth (4"
consecutive nine (9) hour workday or (2) on the day prior to the four (4)
consecutive nine (9) hour workdays.

The President shall designate that the workweek period begins at the
midpoint of the bi-weekly eight (8) hour day so that the first four (4) hours
of the eight (8) hour shift shall fall within one workweek, and the last four
(4) hours of the eight (8) hour shift shall fall within the next workweek.
Accordingly, each workweek shall consist of forty (40) hours. An employee
shall not be entitled to overtime pay unless the employee works in excess
of the foregoing schedule.

The two possible schedules are:

Schedule A - Employee works a 9/80 schedule which consists of working
nine (9) hour shifts each Monday through Thursday. Employee works every
other Friday for eight (8) hours.

Schedule B - Employee works a 9/80 schedule which consists of working
nine (9) hour shifts Tuesday through Friday. Employee works every other

Monday for eight (8) hours.



18.13

3/12: For those employees assigned a 3/12 work schedule, a schedule shall consist
of twelve (12) hour shifts on three (3) consecutive days during each
calendar week plus an additional eight (8) hour shift every other week.

The President shall designate that the workweek period begins at the
midpoint of the bi-weekly eight (8) hour day of each employee on the 3/12
work schedule so that the first four (4) hours of the eight (8) hour shift shall
fall within one workweek, and the last four (4) hours of the eight (8) hour
shift shall fall within the next workweek. Accordingly, each workweek shall
consist of forty (40) hours. An employee shall not be entitled to overtime
pay unless the employee works in excess of the foregoing schedule.

When compressed or alternate work schedules are deemed necessary by the
appropriate administrator, work schedules may be mutually agreed to by the
employee and the appropriate administrator. An employee who voluntarily
participates will be required to remain in the compressed or alternate work

schedule until removed from the schedule by his/her appropriate
administrator.

When mutual agreement is not possible, the appropriate administrator shall
assign employees to an alternate or compressed work schedule as follows:

(i) By the transfer of employees who were originally hired into positions
which were posted with the proviso that it might require the employee to
work alternate or compressed work schedules; or

(i) In reverse order of seniority for each affected classification.

Any employee with a compressed or alternate work schedule may request that
he/she-withdraw to be removed from the compressed or alternate work schedule.
Removal from the compressed or alternate work schedule is subject to the approval
of the employee’s appropriate administrator. The appropriate administrator may
request that the employee provide documentation in support of such a request.



Shift Change

18.14 When a department has a vacancy on a shift, current employees in the same
classification in the same department on another shift shall be given first
opportunity to request transfer to the shift with the vacancy. The decision to transfer
the employee to the vacancy shall not be subject to Article 7, Grievance Procedure.

Employee Request for Work Schedule Change and/or Flexible Work Hours

18.15 An employee(s) may submit a written request to the appropriate administrator for
a change in the work hours and/or workdays of his/her work schedule. Such

requests shall be submitted twenty-one (21) days prior to the requested effective
date of the change.

18.16 If deemed necessary by the appropriate administrator or the employee, a meeting
between the appropriate administrator and the employee shall be held to discuss the
work schedule change request.

18.17 If a conflict in work schedule change requests arises, the appropriate administrator

shall give consideration to the employee (s) with the most seniority provided that
operational needs are met.

18.18 The appropriate administrator shall respond in writing to the employee regarding
approval or denial of such request. If an employee’s request for a work schedule
change, including flexible work hours, is denied, the appropriate administrator

shall, at the employee’s request, provide a written explanation of the reasons for the
denial.

Excess or Deficit Work Hours

18.19 The parties acknowledge that, due to the fluctuation in the number of days in a
standard state pay period, non-exempt employees who work on alternate work
schedules may either have excess or deficit work hours in any given pay period.
The campus shall monitor balances on a monthly basis in order to reduce or
eliminate deficit balances. All excess/deficit salary accounting issues shall be
addressed pursuant to Human Resources Letter HR 2003-28 and its successor
letters as appropriate. Per HR 2003-28, in the event that an employee(s) has a deficit
balance in December, employees must choose to offset deficit balances by using
available leave credits (vacation, compensatory time off (CTO), holiday credit,
and/or personal holiday), being docked for deficits incurred in the current pay
period, or establishing an account receivable for prior pay period deficit.



Meal Periods

18.20

18.21

18.22

Rest Periods

18.23

An employee working more than five hours shall be entitled to a meal period of
not less than thirty (30) minutes, and not more than sixty (60) minutes. The time of

such meal period shall be scheduled by the appropriate administrator and shall be
at or near the middle of the workday.

Meal periods shall not be considered time worked when all of the following
conditions are met:

a.  meal periods are at least thirty (30) minutes in duration,
b.  the employee is completely relieved of his/her duty, and
c.  the employee is free to leave his/her work station if the employee so desires.

An employee who is required by an appropriate administrator to remain at his/her
workstation for the full shift shall be permitted to take a meal period, not to exceed
thirty (30) minutes during work time. The meal period shall be paid and shall count
as hours worked. In such case, the appropriate administrator may reduce the
scheduled shift by the length of the meal period.

An employee shall be allowed rest periods each workday of fifteen (15) minutes
for each four (4) hours worked. Rest period schedules shall be determined by the
appropriate administrator in accordance with the operational needs of the
department. Rest periods shall be counted towards hours worked. When an
employee is required to perform duties during a scheduled rest period, the
appropriate administrator shall endeaver—te reschedule the rest period for that
workday. Rest period time not taken shall not be cumulative.

Clean-up Time

18.24

18.25

When deemed necessary by the appropriate administrator, employees shall be
permitted a clean-up period of up to ten (10) minutes as appropriate to perform

personal washing and changing of clothes immediately prior to the end of their
workday.

Employees who work in assignments that come into frequent contact with dirt,
waste, biowaste, or toxic chemicals shall be granted clean-up time. Reasonable
worktime shall be provided to an employee for the taking of showers when deemed
necessary by the appropriate administrator.



Telecommuting

18.26

If a campus determines that telecommuting, as defined in Article 2, is in its best
interest, then a written telecommuting policy shall be developed. The provisions of
this policy shall include, but not be limited to, the following: eligibility for both
position and employee selection, consideration of an employee’s years of service
on campus, a work place hazards assessment, responsibility for equipment
assignment, usage and maintenance, and business related costs.

Telecommuting is only feasible for those job duties that can be performed away
from the campus.

Participation in telecommuting is voluntary and at the discretion of the appropriate
administrator. Participation shall be based on a written agreement between the
employee and appropriate administrator. The written agreement shall contain the
work schedule, performance expectations and duration of the assignment.

All telecommuting work schedules require prior management Appropriate
Administrator approval. Hours of work shall be consistent with the operational
needs of the organization and other Article 18 provisions. If an employee’s request
for telecommuting is denied, the appropriate administrator shall, at the employee’s
request, provide a written explanation of the reasons for the denial.

Athletic Trainers

The CSU and CSUEU agree to meet and confer over the Athletic Trainer
Classification within 90 days of the ratification of this agreement,
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ARTICLE 19

OVERTIME

Overtime Compensation

19.1 Overtime is defined as authorized time worked in excess of forty (40) hours in a workweek of seven
(7) consecutive twenty-four (24} hour periods.

For employees assigned to a five (5) day per week schedule of forty (40) hours or less or a 4/10
work schedule, the work week shall begin at 12:01 a.m. on Sunday and end at 12:00 midnight the
following Saturday. For employees assigned to a 9/80 or a 3/12 work schedule, the work week shall
begin at the midpoint of an employee’s scheduled eight (8) hour day and end at the same time seven
(7) consecutive twenty-four (24} hour periods later.

19.2 For the purposes of administering a 3/12 work schedule, overtime shall be defined as time worked
in excess of eighty (80) hours within a fourteen (14) day schedule. The schedule period shall begin
at 12:01 a.m. on Sunday and shall end at 12:00 midnight on the second succeeding Saturday.

19.3 Overtime shall be compensated in cash or in compensatory time off (CTQ) as determined by the
President and shal! be paid only as provided in Appendix C of this Agreement, consistent with the
provisions of the Fair Labor Standards Act (FLSA). The salary stipend (provisions 20.26-20.28)
shall be included in base wages for determining compensation for overtime eamed during the
stipend period. Employees eligible to receive overtime shall be compensated at the rate of one and
one-half times their hourly straight time rate.

19.4 Overtime shall be authorized and assigned by the appropriate administrator.

19.5 If, as the result of an overtime assignment, a non-exempt employee will not have an eight (8) hour rest
period from the end of an overtime assignment until the beginning of the next regulariy scheduled work
shift, the employee may request 1o report to work at the completion of the eight (8) hour rest period.
Prior to the assignment it shall be arranged between the employee and the appropriate administrator
whether the employee may:

a.  Take the time off at the beginning of the next work shift; or



b.  Take the time off at the end of the shift; or
Work the entire shift; or

d. Change histher start time for that day until eight (8) hours after the completion of the
overtime assignment and then working the number of hours the employee is normally
scheduled to work.

If the employee takes the time off at the beginning or end of the shift pursuant to 19.5 (a) or (b)
above, the employee has the option of using any accrued leave credits for the hours missed or taking
off the hours missed as noncompensable time off the clock and, therefore, reducing the number of
hours worked pursuant to provision 19.1.

19.6 Paid holiday, paid sick leave, and paid vacation time shail be counted as time worked for purposes
of this Article.
19.7 The only official methods for the computation and accumulation of overtime are those provided in

this Article. All hours worked, including overtime, are to be reported monthly on the appropriate
payroll forms.

The appropriate administrator shall endeavor to equalize the overtime work among all qualified
employees in the appropriate classification who have expressed interest in overtime work.
Advance notice of overtime opportunities shall be provided to all qualified employees whenever
possible. An employee shall be required to work overtime if no qualified volunteer is available.

19.8 All employees shall be classified as either exempt or non-exempt for purposes of compliance with
the FLSA requirements for payment of overtime or compensatory time off (CTO).

Compensatory Time Off (CTO)

19.9 Requests for scheduling CTC shall be submitted to the appropriate administrator at least seven (7)
days in advance. CTO shall be scheduled and taken only as authorized by the appropriate
administrator.

19.10 When possible, the scheduling of eamed CTO shall be by mutual agreement of the employee and

the appropriate administrator. Upon reasonable notice to the employee, the appropriate
administrator may direct the employee to take earned CTO.

19.11 CTO should be taken within the year it is earned whenever possible. If an employee has been unable
to take his/her CTO and has a CTO balance in excess of one hundred twenty (120) hours as of
December 3 1, he/she shall be paid in cash for all hours in excess of one hundred twenty (120). Such

payment shall be made by February 1 of each year.



19.12

19.13

19.14

Upon request of the employee, the appropriate administrator shall provide an accounting of the
employee's CTO balance.

When an employee is separated from service, he/she is entitled to a lump-sum payment for any
eamed CTO by reason of previous overtime worked.

Overtime eligibility and overtime rates shall be by classification. Such eligibility and overtime rates
by classification are listed in Appendix C and incorporated by reference.

Extended Work Hour Meal Allowance

19.15

19.16

Call-Back

19.17

19.18

19.19

When an employee is required to work two (2) or more hours before or after a regularly scheduled
workday, he/she may claim the cost of each meal up to the maximum of fifteen (15) dollars. All
claims for extended werk hour meal reimbursements must be supported by a receipt and shall be
submitted within thirty (30) calendar days. The time taken to consume the meal will not be included
in the computation of extended work hours for the purpose of this allowance.

An employee shall not be required to interrupt his/her work to consume his/her extended work hour
meal. Extended work hour meals may be taken before, after or during the extended work hour
period. This provision shall not apply to employees receiving a per diem rate.

Overtime shall not include time spent in travel to and from the work site except as provided for in
Article 22, Professional Development.

Call-back work is work performed at a time outside of and not continuous with an employee's
regular work schedule. A# A non-exempt employee called back to work shall receive no less than
three (3) hours pay at the overtime rate unless such call-back is within three (3) hours of the
beginning of the employee's next shift, in which case the employee shall only be paid for the hours
remaining before the beginning of the employee's next shift,

An employee may be called back to work at the discretion of the appropriate administrator. The
appropriate administrator shall endeavor to assign call-back work on a volunteer basis. If no
volunteers are available, or in an emergency situation, the employee who is called back shall be
required to work.

When it is necessary for exempt employees to be called back to work, managers the Appropriate
Administrator may shall authorize informal adjustments in their work hours.

¢



On-Call Time

19.20

19.21

On-call time is time outside of an employee's regular work schedule but during which an employee
must be available to report to work if deemed necessary by the appropriate administrator. On-call time
is not compensable. If an on-call employee is contacted by an appropriate administrator for the purpose
of performing work, then Provisions 19.17 - 19,19 shall apply.

When the CSU determines that an employee shall be placed on call, the employee may use his/her on-
call time for his/her own purposes, subject to the employee being reachable by beeper/pagererleaving
a telephone and/or text number where he/she can be contacted while on call. If contacted by the
appropriate administrator, the employee shall report to werk within a reasonable period of time. On
call assignments shall not be unreasonably assigned,
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20.1

20.2

20.3

ARTICLE 2¢
SALARY

The salary schedule for bargaining unit employees in Units 2, 5, 7, and 9 shall be
found in Appendix E and incorporated in this Agreement by reference.

An employee shall be assigned a salary rate within the salary range or sub-range
appropriate to his/her classification. The salary range or sub-range for each
classification shall include a minimum salary rate and maximum salary rate, The
Service Salary Increase (SSI) maximum rate shall be eliminated.

Employee compensation programs, including the General Salary Increase (GSI),
the Merit Salary Increase (MSI), and the Market Salary Adjustment (MSA), shall
be implemented only in fiscal years in which the parties expressly agree to such
programs or agree to provide increases in such programs.

General Salary Increase

20.4

All employees in the bargaining unit shall receive a General Salary Increase (GSI)
as follows:

a.  For fiscal year 2017/2018 and effective July 1, 2017, all bargaining unit
employees in active pay status, or on leave as of that date, shall have their
individual salary rate increased by twe three percent (2 3%).

b.  For fiscal year 2018/2019 and effective July 1, 2018, all bargaining unit
employees in active pay status, or on leave as of that date, shall have their
individual salary rate increased by twe-and-ene-half three percent (2:5 3%).

¢.  For fiscal year 2019/2020 and effective July 1, 2019, all bargaining unit
employees in active pay status, or on leave as of that date, shall have their
individual salary rate increased by twe-and-ene-half three percent (2.5-3%).




Salary scale maximums for all classifications shall be increased by the amount of
the General Salary Increases. These changes will be effective as of the date of the
General Salary Increase in each fiscal year of this Agreement. Salary scale
minimums for all classifications will remain unchanged for eaeh fiscal years
2018/2019 and 2019/2020 of this Agreement,

Effective 07/01/2017, the minimum of the salary range for_any CSUEU

represented classification shall be not less than $2.600.00 per month ($31,200
per anum). Employees who are currently below the new proposed minimums
shall first have the GSI in 20.4(a) applied to their current salary, and if their
new salary remains below that of the proposed new minimum for their range,
the employee shall then be moved to the new minimum of the range.

Upon ratification of this Agreement, CSU will work with the State Controller’s
Office to undertake the processing necessary to implement the terms of this
Agreement in as timely a manner as possible.

Recognition Bonus:

Following the ratification of this Collective Bargaining Agreement by the CSU Board of
Trustees, there shall be a one-time bonus payment of $650 for each employee in active pay

status. or on leave, as of the date of ratification. Payments shall be made pro rata for
employees in less than full-time (1.0) appointments}.

Shift Differential

20.5

20.6

20.7

20.8

An eligible employee who is assigned by the appropriate administrator to work and
works four (4) or more hours between 6 p.m. and midnight (exclusive of overtime)
shall be paid a shift differential of one dollar and twenty—thirty five cents ($1.25
33) per hour for the employee's entire shift.

An eligible employee who is assigned by the appropriate administrator to work and
works four (4) or more hours between midnight and 6 a.m. (exclusive of overtime)
shall be paid a shift differential of two dollars and twenty thirty cents ($2.230) per
hour for the employee's entire shift.

An eligible employee who is assigned by the appropriate administrator to work and
works a shift that begins between 6 p.m. and midnight and continues for at least
four (4) hours beyond midnight shall be paid a shift differential in accordance with
provision 20.6. Such hours shall be exclusive of overtime.

An eligible employee who is assigned by the appropriate administrator to work and
works a shift that includes hours between 6 p.m. and 6 a.m. but is not assigned

1 the formula for establishing the pro rata amount payable to intermittent

employees shall be established by the parties prior to the ratification of
this agreement.
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20.10

Pay Plans
20.11

20.12

20.13

20.14

enough hours to qualify for the shift differential described in provisions 20.5, 20.6,
or 20.7 above shall receive:

a. A shift differential of one dollar and twenty-thirty-five cents ($1.235) per
hour for all hours worked between 6 p.m. and midnight.

b. A shift differential of two dollars and twenty thirty cents ($2.230) per hour
for all hours worked between midnight and 6 a.m.

All non-exempt employees who are assigned by the appropriate administrator to
work and work a shift as defined in provisions 20.5, 20.6 and 20.7 are eligible to
receive a shift differential.

Employees regularly assigned by the appropriate administrator to work a shift
eligible for shift differential shall receive the shift differential while on vacation,
sick leave, holidays, and other paid time off.

Probationary, permanent, and temporary employees with an appointment in 12
month increments shall be eligible to request participation in the 10/12 or 11/12 pay
plan. The assignment of an eligible employee into the 10/12 or 11/12 pay plan and
the yearly schedule shall be by mutual agreement of the appropriate administrator
and the employee. Employees shall have the ability to request participation in the
10/12 or 11/12 pay plan for a period of twelve consecutive (12) months, with a right
to return to the 12/12 plan, if specified in that request to participate. Employees can
request to renew an appointment to the 10/12 pay plan or 11/12 pay plan on an
annual basis. Final approval by the President is required prior to employee
participation in the 10/12 or 11/12 pay plan.

A 10/12 or 11/12 pay plan yearly schedule shall provide that the appropriate period
of time in work status and non-work status shall be scheduled within one (1) year.

A yearly schedule for an employee in the 10/12 pay plan program shall normally
be five (5) consecutive pay periods in work status, followed by one (1) pay period
in non-work status, or ten (10) consecutive pay periods in work status, followed by
two (2) consecutive pay periods in non-work status. A yearly schedule for an
employee in the 11/12 pay plan program shall normally be eleven (11) consecutive
pay periods in work status followed by one (1) pay period in non-work status.

Variations of a normal yearly schedule may be approved by the President, except
that a variation of a normal yearly schedule shall not provide for a period of time
in non-work status that requires advance payment of salary. Variations may include,
but shall not be limited to, a movement from work status to non-work status at times
other than the beginning of a pay period or patterns other than the normal yearly
schedule, such as "6-1:4-1" or "7-1:3-1." Some variations of a normal yearly
schedule may require delayed adjustments in salary payments.



20.15

20.16

20.17

20.18

20.19

20.20

Withdrawal from participation in the 10/12 or 11/12 pay plan and return to a twelve
(12) month annual work year may be requested by an employee in accordance with
campus procedures. The appropriate administrator may request an employee on the
10/12 or 11/12 pay plan return to a twelve (12) month annual work year. In both
instances, the employee and the appropriate administrator shall attempt to reach
mutual agreement regarding the request. In the absence of mutual agreement, the
President shall make a final determination as to the approval or denial of such
requests. The President may return an employee to a twelve (12) month annual
work year. When the employee’s request to return to a twelve (12) month annual
work year is approved, the employee shall be returned to the twelve (12) month
annual work year within three (3) months of the approval. When the University
determines the employee should be returned to a twelve (12) month annual work
year, the employee shall be provided written notice three (3) months prior to such
a return.

An employee participating in the 10/12 or 11/12 pay plan shall receive his/her (10
month or 11 month) annual salary in twelve (12) salary warrants and appropriate
benefits on a twelve (12) month basis.

An employee on the 10/12 or 11/12 pay plan shall accrue sick leave, vacation, and
seniority during the full twelve (12) month period. An employee on the 10/12 or
11/12 pay plan who is not in work status on the day a holiday is officially observed
shall not be entitled to the holiday.

Ten (10) or eleven (11) months of service by an employee in the 10/12 or 11/12

pay plan shall constitute one (1) year of service for employment status matters,
Merit Salary Increase, and retirement.

Approval or denial by the President of employee requests pursuant to provisions
20.11 and 20.15 shall be based on operational need and shall not be unreasonably
denied. This provision shall not be subject to the Grievance Procedure.

Employees in classifications listed in Appendix A as 10-month employees may
request conversion to the 10/12 Pay Plan.

Merit Salary Increase

20.21

a. A Merit Salary Increase (MSI) is movement within a salary range, or one-
time bonus per provision 20.21(e), based upon an overall annual job
performance rating of satisfactory, its equivalent, or better. An overall rating
is a comprehensive rating based on a review of all performance categories.



Employees with an overall rating below satisfactory, or its equivalent, or less
than twelve (12) months of campus service as of July 1 of the effective year,
shall not be eligible. An MSI shall be based upon the most recent fiscal year
performance evaluation or the most recent annual performance evaluation in
accordance with campus policy.

Each employee shall receive a performance evaluation in accordance with
Article 10, Employee Performance. This procedure does not require campuses
to modify existing performance evaluation forms unless existing forms do not
have an overall rating. In such cases an overall rating must be determined and
added or attached to the performance evaluation form. Existing annual
performance evaluations and overall ratings contained in the official
personnel file shall remain unchanged except with the addition of an overall
rating where none exists. No employee’s overall performance rating shall be
changed after it has been presented to the employee for signature,

An employee whose performance has been rated overall as satisfactory, or its
equivalent, shall receive an increase to the base salary, and/or a one-time
bonus per provision 20.21{(e). An employee whose performance has been
rated overall as above satisfactory shall receive an increase in excess of the
amount of the increase awarded to satisfactory performance. The amount of
increase and/or bonus shall be determined by the President, the President’s
designee or other appropriate administrator. All CSUEU-represented
employees rated at the same level of overall performance on the same campus
shall receive the same amount of increase, rounded to the nearest whole
dollar. This increase shall be an increase to the employee’s base salary, except
for those employees at the top of the salary range as described in provision
20.21(e). In no event shall an MSI increase cause an employee’s salary rate
to exceed the maximum of the range.

In cases where a bargaining unit employee has reached the top of the
classification salary range or sub-range in the salary schedule in Appendix E,
the amount of increase for an MSI shall be only in the form of a lump sum
bonus based on the annual gross earnings and shall not be an increase to the
base salary.

Funds shall be proportionally allocated to individual campuses based upon
the salary base of CSUEU-represented employees on each campus. MSI total
settlement cost funds may be augmented with campus funds. The effective
date for an MSI shall be July 1 of the fiscal year. To be eligible, an employee
must be on the payroll as of July 1 of the fiscal year and actively employed at
the time the awards are distributed. An MSI provided with campus funds may
be effective at any time.



Bonus Plans

20.22

Funds allocated to the MSI program on a campus shall be distributed on a
pro-rata basis, by CSUEU bargaining unit, so that each unit receives the same
pool of funds when measured by a percentage of salary increase.

The decision of the President, the President’s designee, or other appropriate
administrator as to who is to receive an MSI and the amount for each
performance rating level of the MSI shall not be subject to Article 7,
Grievance Procedure. Performance evaluations shall not be subject to Article
7, Grievance Procedure, unless the grievant alleges the procedures in the
provisions of Article 10 or this Section have been violated, misinterpreted, or
misapplied.

A bonus is a lump sum payment that is not a permanent increase to the base salary
of the individual and may be granted at the discretion of the President. A bonus
may be awarded at any time and may be used for a variety of salary adjustments
including, but not limited to the following:

a.

Performance recognition of a bargaining unit employee shall be in the form
of a bonus, in the case of bargaining unit members who have reached the top
of his/her classification salary range or sub-range in the salary schedule in
Appendix E. These bonuses shall be from campus funds. Prior to issuing any
bonus awards under this section, the performance criteria must be written and
made known to employees prior to the performance period.

A recruitment bonus may be offered to a candidate as an inducement to
commit to employment with the CSU. If the candidate does not complete the
probationary period, the bonus must be returned to the CSU.

A retention bonus may be awarded to an employee for staying with the CSU
and who is in a position in a classification that is critical to the ongoing
operations of the CSU, or is in short supply in the labor market, and/or is a
difficuit to recruit for classification. The requirements for the retention bonus
must be in writing. The minimum time period that an employee must commit

to stay with the CSU in order to receive a retention bonus is twelve (12)
months.

A critical skills bonus may be awarded to an employee who possesses and
uses skills that are necessary and critical to the ongoing operations of the

CSU. The employee must be actively using the skills in order to receive the
bonus.

An individual or group performance bonus may be awarded for exceptional
performance and/or in recognition of additional workload. Prior to issuing an



20.23

.

award under this provision, the performance criteria must be written and made
known to employees prior to the performance period.

The decision of the President, made in accordance with this provision,
regarding the award of a bonus shall be final and shall not be subject to Article

7, Grievance Procedure.

The bonuses in sub-provisions (a) through (e) shall be campus funded.

For non-exempt employees, all bonus awards must be based on a percentage of the
annual gross salary.

In-Range Progression

20.24

a.

An increase within a salary range for a single classification or within a sub-
range of a classification with skill levels is referred to as an In-Range
Progression. When the President, the President’s designee, or appropriate
administrator determines that an in-range progression should occur, the salary
shall increase by at least three percent (3.0%).

An in-range progression may be granted for reasons that include, but are not
limited to:

» Assigned application of new or enhanced skill(s);

. Retention;

. Equity;

. Performance;

. Out-of-classification work that does not warrant a reclassification;

. Increased workload;

¢  New lead work or new project coordination functions given to an
employee on an on-going basis by an appropriate administrator where
the classification standard/series do not specifically list lead work as a
typical duty or responsibility; and,

¢  Other salary related criteria,

Where an employee has been notified in writing that the employee’s in-range
progression was denied solely due to a lack of funds, upon the employee’s
request, the employee’s in-range progression application shall be re-evaluated
in the following fiscal year.

A request for an in-range progression review may be submitted by the
employee or manager to Human Resources. A management initiated request
for an in-range progression may cover more than one employee. Employee



initiated in-range progression requests shall be submitted to the appropriate
administrator before being forwarded to Human Resources. An employee
shall not submit a request for an in-range progression prior to twelve (12)
months following receipt of a response to any prior in-range progression
requests. If an administrator has not forwarded the request to Human
Resources within thirty (30) days, the employee can file the request directly
with Human Resources.

In-range progression review of employee requests shall be completed within
ninety (90) days after the request is received in Human Resources. If an
employee receives a denial of request for an In-range Progression under this
Article, then the campus shall provide the employee with a written reason for
the denial.

Each campus shall develop guidelines and procedures for an in-range
progression consistent with this Article,

The decision of the President, made in accordance with this provision,
regarding the award of an in-range progression shall be final and shall not be
subject to either Article 7, Grievance Procedure or Article 8, Complaint
Procedure.

Funds for in-range progression may come from campus funds, and/or total
settlement costs resulting from bargaining between the parties on salary
matters.

Salaries for Classifications with Skill Levels and Sub-ranges

20.25 The following provisions shall apply to employees appointed or assigned to
classifications with skill levels and sub-ranges:

a.

Salary Stipends

Within each salary range for such a classification, sub-ranges with specified
minimum and maximum rates are defined for each skill level.

Employees shall be appointed or assigned by the President to a salary within
a sub-range for the applicable skill level within the classification based on the
requirements of the position and an assessment of the employee's
qualifications and skills by the President. This provision shall not be subject
to the grievance procedure.

20.26 An employee shall receive a monthly salary stipend when assigned by an
appropriate administrator to temporary project coordination or lead work functions.
These supplemental work assignments are to be made in writing and must have a
specific beginning and ending date.



20.27

20.28

At the decision of the Campus President or designee, an employee may receive a
monthly stipend when (1) assigned, for a limited period of time, additional work or
special projects over and above their regularly assigned duties or (2) required to
maintain contact with their campus outside of their normal working hours on a
regular basis. Remote contact shall include telephone, pager, cell phone, wireless
data access device, remote monitoring of any hardware or software device, and/or
email notification regarding the status of a campus system.

The following provisions shall apply to the awarding of a stipend under provision
20.26 and 20.27, above:

a.  The stipend is paid on a month to month basis for the duration of the work
assignment.

b.  The stipend shall be a minimum of three percent (3.0%) of the base monthly
salary rate to be paid on a monthly basis.

c.  The decision of the appropriate administrator, made in accordance with this
article regarding the supplemental assignment specified in provisions 20.26
and 20.27 above shall be final and shall not be subject to Article 7, Grievance
Procedure.

Red Circle Rates

20.29

20.30

20.31

20.32

A red circle rate is a salary rate above the maximum of the salary range for a class
or sub-range for a skill level which may be granted by the President when an
employee moves to a class or skill level with a lower salary range.

An employee whose class is abolished and who moves to a class or skill level with
a lower salary range as a result of implementation of a new classification shall be
granted a red circle rate,

If a red circle rate is granted, the employee shall retain the salary currently being
paid (or a lesser salary rate up to twenty-five percent (25%) above the maximum
salary rate of the lower class or skill level) and shall remain at that salary rate until
the maximum salary rate of the lower class or skill level equals or exceeds the red
circle salary rate or until the authorized time period for maintaining the red circle
salary rate expires, whichever occurs first.

During the period of time an employee's salary remains above the maximum salary
rate for the class, the employee shall not receive further salary increases, including,
Market Salary Adjustments, Merit Salary Increases or General Salary Increases,
except in cases of promotion while on a red circle rate.



20.33

20.34

20.35

Red circle rates shall not exceed twenty-five percent (25%) above the maximum of
the salary range of the class or skill level to which the employee is moving. An
employee may retain a red circle rate for up to five (5) years.

Red circle rates shall not be authorized for an employee when:
a.  an employee, for personal convenience, requests voluntary demotion;

b.  anemployee is demoted for cause other than for medical reasons or disability
accommodation. When an employee is demoted for medical reasons or
disability accommodation a red circle rate shall be granted.

An employee who was compensated at a salary rate above the maximum prior to a
permanent separation will not be entitled to a red circle rate upon his/her return to
work. Also, the authorization for a red circle rate shall be canceled if the employee
refuses two (2) bona fide offers of appointment to a position at the campus in a
class or skill level in the same occupational group, at the same timebase and at a

salary level equivalent to the original class or skill level from which the employee
was moved.

Emergency Pay

20.36

When the President has declared a state of emergency at a campus, in exchange for
the performance of emergency work by bargaining unit employees outside of their
normal assignment, and at a time when those employees would, subject to the
approval of the University, otherwise have been able to use administrative leave,
the following emergency pay will be provided.

Non-exempt personnel required to return to or remain at work shall receive
emergency pay of an additional one-half (}2) hour for each hour worked up to forty
(40) hours per week. Hours worked in addition to forty (40) hours per week shall
be paid at time and one-half (the inclusion of the phrase "an additional" is for the
purpose of clarification only).

An exempt employee who is required to work on a day or days declared as a state
of emergency at a campus, who would otherwise have been able to use
administrative leave, shall receive equivalent informal time off as at such time(s)
as agreed upon by the employee and the appropriate administrator.

Underpayment of Wages

20.37

In the event an employee believes that he/she has been underpaid, the employee
shall notify his/her appropriate administrator, in writing, as soon as possible after
the underpayment occurs. The memorandum should contain the following
information, if known: the affected payroll period, the amount of the underpayment
and the reason for the underpayment. The appropriate administrator shall review



the facts and provide a written recommendation along with the affected employee's
memorandum to the payroll supervisor within ten {10) work days of receipt of the
written request. If the appropriate administrator and the payroll supervisor agree
that an underpayment has occurred, they shall immediately notify the affected
employee and issue a check for the full amount of the underpayment as soon as
practicable, but no later than thirty (30) days after the employee submitted the
memorandum to the immediate supervisor. In any event, whether or not an

underpayment is found, the employee shall be notified within fifteen (15) work
days of the decision.

Information Reports

20.38

The name, classification and campus of each recipient of an increase effective July
1, of each year (to include the GSI described in provision 20.4, if applicable), MSI
(described in provision 20.21), In-range progression (described in provision 20.24)
together with the salary as of June 30™ and the dollar amount of each increase
awarded each recipient, shall be reported annually to the CSUEU systemwide office
no later than ninety (90) days following the implementation of such increases. The
reports shall be in electronic format and shall identify the increases by category:
GSI, MSI, IRP, and shall include expenditures from all funds.

Working Group on Salary Structure:

The Parties agree form a Working Group to review salary structure issues during the period
of the successor Agreement.
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ARTICLE 21

BENEFITS

The term "eligible employce(s)” as used in this Article shall mean an employee or
employees who arc appointed half-time or more for more than six (6) months.
Those excluded from health, dental, vision care, and life and accidental death and
dismemberment benefits include intermittent employees or any employce paid
wholly from funds not controlled by the CSU or from revolving or similar funds

from which a regular State share payment of the insurance premium cannot be
made.

The term "eligible family member(s)" as used in this Article shall mecan the eligiblc
employee's legal spouse, and unmarried children from birth to the end of the month
in which the dependent children reach age twenty-six (26). An adopted child, step-
child, natural child recognized by the parent, or a child living with the employee in
a parent-child relationship who is economically dependent upon the employee is
also eligible. A family member who is a disabled child over the age of twenty-six
(26) may also be enrolled if, at the time of initial enrollment of the employee,
satisfactory evidence of such disability is presented to the carrier consistent with
the carrier's requirements. Upon attaining age twenty-six (26), a disabled child who
1s already enrolled may be continued in enrollment if satisfactory cvidence of that
disability is filed with the carrier in accordance with the carrier's criteria.

Health. Dental and Vision Benefits for Domestic Partners of CSU Benefit Eligible Emplovees

21.3

The parties agree to extend health, dental and vision benefits to domestic partners,
as defined pursuant to section 297 et. seq. of the Family Code, Article 9, section
22818 et. seq. of the Government Code and section 1261 of the Health and Safety
Code, or any successor(s) or substitute provision(s) of these code sections of benefit
cligible employees in CSUEU-represented bargaining units, The parties further
agree that the registration of domestic partners of CSUEU-represented benefit
eligible employees, and all other procedures and conditions required to receive
health benefits, as currently set forth in CalPERS Circular Letter 200-189-04, shall
also apply to the receipt of dental and vision benefits.

[t is further understood and agreed that the parties to this agreement do not intend
to waive, and do not waive, their individual and/or collective rights to challenge,



Health
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Dental

21.5

Vision Care

including in a court of competent jurisdiction, the propricty and/or legality of
CalPERS regulations as set forth in CalPERS Circular Letter 200-189-04. If said
CalPERS regulations are revised, Circular Letter 200-189-04 regulations as
amended will continue to contro! the implementation of health, dental and vision
benefits for the domestic partners of CSUEU-represented benefit eligible
employees. Any such changes involving mandatory bargaining subjects under

HEERA shall be subject to negotiation upon 30-day notice by a party to this
agreement.

Eligible employees and eligible family members as defined by CalPERS shall
continue to receive health benefits offered through the CalPERS system for the life
of this Agreement. Payment for those benefits shall be based on rates established
by CalPERS for participating members. The Employer contribution shall be based
on the current formula as provided in Government Code Section 22871 or any

successor(s) or substitute provision(s) of these code sections for the duration of the
agreement,

Bargaining unit employces hired on or after July 1, 2018 and become members
of CalPERS on or after July 1, 2018 shall receive the full portion of the CSU
contribution payable for health benefits upon retirement at age 52 with at least
10 years of service credit. In addition, bargaining unit employces meeting these
requirements shall be eligible for the full portion of the CSU contribution
payable for basic dental plan. To the extent that a change in legislation is
required to implement this provision, the CSUEU agrees to support the
legislative changes necessary to give effect to this agreement.

The dental benefits provided by the CSU through the insurer(s) selected by the CSU
for its indemnity and prepaid dental plans shall be offered to eligible employees
and eligible family members as defined in Provisions 21.1 through 21.2. The CSU
Enhanced Level Il Indemnity Dental Plan and CSU Enhanced Prepaid Dental
Plan shall be offered to eligible employees and eligible family members. For the
duration of the agreement, the Employer's contribution to such plans shall equal
one hundred percent (100%) of the basic monthly premium.



21.6 Eligible employces and eligible family members as defined in Provisions 21.1

through 21.2 shall be entitled to reccive vision care benefits. Such benefits shall be
provided by the CSU through carriers sclected by the CSU, and the CSU hereby

agrees the Employer's contribution shall equal one hundred percent (100%) of the
basic monthly premium for the duration of the agreement.

Health Carc Reimbursement Account

21.7 All eligible bargaining unit employees shall be entitled to participate in the CSU

Health Care Reimbursement Account (HCRA) Plan. The terms of this plan shall be
determined by CSU and IRS regulations. All administrative costs for participation
shall be paid by participating employees.

Life, Accidental Death and Dismemberment Insurance

21.8 The CSU shall provide cligible employees with a life insurance and accidental

death and dismemberment insurance policy at no cost to the employee. This
program shall provide life insurance and accidental death and dismemberment

insurance during the term of employment in the amount of ten thousand dollars
(810,000) each for both types of coverage.

Rural Health Care Stipend

21.9 CSUEU-represented employees who meet all of the following requirements during

the January pay period shall be paid a rural health care stipend.

The employee must be eligible and enrolled for CalPERS health insurance benefits
and reside in a zip code contained in the list of "California’s Proposed Eligible
Rural Subsidy Zip Codes by County” of the year of payment; and

The employee must be enrolled in a non-HMO health plan, and live in an area where
a HMO health plan is unavailable.

The amount of the stipend shall be fifteen hundred dollars ($1,500) per year for

each eligible employee. Payment of the stipend shall be made prior to April | of
the year of payment.

The fifteen hundred dollar (81,500) stipend shall be available in following years

unless the parties negotiate to eliminate the Rural Health Stipend Program and use
the funds for other purposes.

Non-Industrial Disability Insurance

21.10 The maximum weekly payment for employees eligible for Non-Industrial

Disability Insurance pursuant to Education Code Section 89529.15, or any



successor(s) or substitute provision(s) of that code section, shall be two hundred
fifty dollars ($250.00).

403 (b) Plan

21.11 All employees in CSUEU-represented bargaining units shall be eligible to

participate in tax-sheltered annuity programs in accordance with the regulations and
procedures as established by the CSU and according to IRS regulations.

Information Regardine Benefits

21.12 The campus shall provide information concerning an individual employee's rights

under NDI, IDL, Temporary Disability, Social Security and/or CalPERS retirement

options. Upon written request, an employce shall be granted an appointment, during
work time, for the purposc of discussing such rights.

Travel Reimbursement

21.13 Employee expenses incurred as a result of travel on official CSU business shall be
reimbursed in accordance with CSU travel regulations.

Parking Fees

21.14

Employees wishing to park at any CSU facility shall pay the staff parking fee in
accordance with CSU campus policy. Parking rates shall not be increased in
Fiscal Years 2017/18. 2018/19, and 2019/20.




21.15

21.16

21.17

21.18
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CSUEU-represented employees employed at two or more campuses shall not be
required to purchase multiple parking passes. Procedures to implement the terms of
this provision shall be determined by the CSU. This procedure will permit parking
at all campuses where a CSUEU-represented employee is employed, provided that

the employee has purchased a parking permit during the same timeframe at a CSU
Campus.

CSUEU-represented employees shall be entitled to purchase parking permits to
park in any non-reserved faculty, staff and student parking lots on campus. For the

duration of the Agreement, the campus shall not reduce the number of available
non-reserved staff parking spaces.

Only employees who pay the reserve, premium, or other specialized lot/space fees
may park in reserve, premium, or other specialized lots/spaces. Reserve, premium,

and other specialized parking fees may be increased in accordance with campus
policy.

Under no circumstances shall parking fees on any campus exceed those paid by
CSU students in any given fiscal year. Should student parking fecs on any campus

be less than those parking fees paid by CSUEU-represented employees, they will
not be lowered to the student rate.

The CSU shall provide payroll deductions for this purpose.

Eligible bargaining unit employces shall be entitled to pasticipate in the CSU Pre-

tax Parking Fee Deduction Plan. The implementation and terms of this program
shall be determined by the CSU.

Unifonn Reimbursement

21.21

Employees in classification codes 8810-8812 (Parking Officer) and 8820-8822
(Community Service Specialist) who are required to wear an official uniform, shall
be reimbursed actual costs up to three hundred fifty dollars ($350.00) per calendar
year for the replacement and maintenance of uniforms, subject to CSU accountable
plan regulations. Such employees shall be responsible for the purchase and
maintenance of uniforms for employment.

All employees in Class Codes 8800-8802 (Police Dispatcher) appointed in excess
of six (6) months who are required to wear a uniform as a condition of employment
shall be reimbursed actual costs for replacement and maintenance up to two

hundred and fifty dollars ($250) per calendar year, subject to CSU accountable plan
regulations.



21.23

21.24

21.25

21.26

21.27

Uniform reimbursements shall be excluded from the Public Employees' Retirement
Plan's definition of compensation.

All deductions from the lump-sum payment for uniform reimbursement shall be in
accordance with state and federal law.

Employees may submit reimbursement claims up to the annual maximum as stated
in 21.21 and 21.22 for uniform replacement and maintenance costs on a monthly
basis. Reimbursements will be processed in accordance with campus accounting
procedures. No employee shall be required to expend more than the amount

indicated in Provisions 21.21 and 21.22 above on the replacement and maintenance
of uniforms in a calendar year.

When the CSU provides a uniform to an employee, the employee is required to
wear that uniform. The CSU will provide a reasonable number of uniforms and will
replace them as necessary and as determined by the appropriate administrator,

The employee may request an advance for the uniform purchase at time of initial
hire.

Emplovee Assistance Programs

21.28

21.29

21.30

The CSU shall continue the existing Employee Assistance Program (EAP), or an
cquivalent program, at each campus. Records pertaining to an employec's
participation in the Employee Assistance Program shall remain confidential.

Upon approval by the President, an employee utilizing the EAP may use accrued
sick leave, CTO, and vacation leave credits for such a purpose. Leaves of absence
without pay may be granted by the President upon the recommendation of the
Employec Assistance Program Coordinator if all sick leave, holiday credits,
vacation and CTO have been exhausted and the employee is not cligible to use
Industrial Disability Leave or Non-Industrial Disability Insurance Leave.

The President may elect to defer further or pending disciplinary action until the
completion of the rehabilitation program and a reasonable period of time after the
employee has returned to work. At the end of this reasonable period, the decision
to impose discipline will be reevaluated.

Dependent Care Reimbursement

21.31

Retirement

All bargaining unit employees, except intermittent employees, shall be entitled to
participate in the CSU Dependent Care Reimbursement Program. The terms of this
program shall be determined by the CSU and IRS regulations. All administrative
costs for participation shall be paid by participating employees.



21.32 Pursuant to Government Code Section 20380, or any successor(s) or substitute

provision(s) of that code section, all eligible employees are designated as state
miscellaneous members under CalPERS.

Enhanced 1959 Survivors Benefit

21.33 Employces who are cligible pursuant to the California Public Employces'

Retirement Law shall receive the improved 1959 Survivors Bencfit as provided for
in Government Code Section 21574.7, or any successor(s) or substitute provision(s)
of that code section. Bargaining unit employees shall pay a premium of two dollars
(82) per month for this benefit. The University agrees that all monthly premium in

excess of the employee two dollar (82) monthly contribution shall be paid by the
CSu.

Dependent Care

21.34 The CSU recognizes the importance of child care, elder care, and disabled

dependent care needs to bargaining unit employecs. Employees may participate in
childcare programs in accordance with existing campus and systemwide policies.
At an employec's request, he/she may participate in a flex-time program, upon
verification of his/her dependent care needs. The appropriate administrator shall
give consideration to an employee's child care, elder care, and disabled dependent
care needs when an involuntary work schedule change is to be made. The decision
of the appropriate administrator regarding voluntary and involuntary work schedule
changes, including participation in flex-time programs, made pursuant to this
provision, shall be final and shall not be subject to Article 7, Grievance Procedure.

Health Premium Conversion Program (TAPP)

21.35 All eligible employees who contribute toward health benefits pursuant to Provision
21.4 shall be entitled to participate in the CSU Health Premium Conversion
Program. The terms of this program shall be determined by the CSU. All
administrative costs for participation shall be paid by the participating employees.

FlexCash Plan

21.36 Eligible employees shall be entitled to participate in the CSU FlexCash Plan. A

participating employee may waive health and/or dental insurance coverage in
exchange for the following monthly payments:

I. Waive medical & dental $140 per month
2. Waive medical only $128 per month
3. Waive dental only $ 12 per month

In order to participate in the Plan, an employee will be required to request
participation and certify that he/she has alternate non-CSU coverage in the



insurance being waived. The terms of this Plan shall be determined by the CSU.

All administrative costs for participation shall be paid by the participating
employees.

Part-Time Emplovecs Retirement Plan

21.37

Part-time, seasonal, temporary and intermittent employees who do not otherwise
participate in the California Public Employees’ Retircment System will be included
in the Part-Time, Seasonal and Temporary (PST) Retirement Program administered
by the Department-of Personnel-Administration’s-California Department of
Human Resources Savings Plus Program, a FICA-Safe Harbor Plan, in accordance
with the regulations under section 3121(b)(7)(f) of the Internal Revenue Code, or
any successor(s) or substitute provision(s) of that code section. The total cost of the
plan will be paid by participating employees in the form of a seven and one-half
percent (7.5%) pretax reduction, in accordance with section 414(h) of the Internal

Revenue Code, from a participating employec's covered wages each pay period.
There shall be no cost to the CSU.

The CSUEU shali receive appropriate advance notice of any change to this Plan. In
the case of termination of the Plan or revision of the employees' contribution rate,

the CSUEU shall receive appropriate advance notice and the parties will meet and
confer over the impact of such termination or revision.

Golden Handshake

21.38

If, during the life of this Agreement, the Office of the Governor and the Department
of Finance advise the CSU of the availability of the carly retirement program (so-
called "Golden Handshake") for CSUEU-represcnted employees, the University

agrecs to notify the Union and, upon written request from the Union, to meet and
confer regarding said availability.

Public Transporiation Incentives

21.39

Campuses will encourage the use of alternative transportation as appropriate to the
campus’ geographical region and as needed to comply with state and federal air
quality rules and regulations. At the discretion of the President of the campus,
subject to the State Controller's Office (SCO) procedures and IRS regulations, the
CSU may establish, maintain, or cease transportation benefit programs. Campus

programs that encourage the use of alternative transportation may include, but are
not limited to:

a.  Free or discounted mass transit passes;

b.  Van pools, which may or may not be subsidized;

c.  Ride Share points;



21.40

d.  Commuter tax benefit programs;
c.  Parking permits for bike riders in inclement weather and/or

f. Shared car programs on campus.

Upon request and if possible, the CSU may adjust an employee’s work schedule to
accommodate employees who use mass transit, van pools, ride shares, and other
means of alternative transportation. Denial of an employee’s request for such a

work schedule change shall not be subject to Articie 7 (Grievance Procedure) or
Article 8 (Complaint Procedure).

Housing Assistance Programs

21.41

The CSU shall notify the CSUEU when a campus considers implementing a
program to provide housing or housing assistance to its employees, and whether
these programs are scheduled to be made available to employces in CSUEU
bargaining units. If these programs are not scheduled to be made available to
employces in CSUEU bargaining units, then the Union may request a meeting to
discuss this issue with the CSU. The parties shall meet within thirty (30) days of
the request. Any such programs provided to employees may be considered imputed
income and subject to taxes in accordance with IRS regulations.

The final decision regarding what programs are offered to CSU employees, and
whether these programs will be made available to employees in CSUEU bargaining
units, shall be made by the CSU and shall not be subject to the gricvance or
complaint procedures of this agreement.
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ARTICLE 22

PROFESSIONAL DEVELOPMENT

General Training and Development

22.1

22.2

An employee may submit a request for training and development to the
appropriate administrator. Such a request may include, but is not limited to,
release time with pay, flexible working hours, tuition, and travel. If such a request
is denied by the appropriate administrator, such denial shall be in writing.

Employees shall be provided necessary training appropriate to any newly assigned
job duties or equipment as determined by the appropriate administrator.

Training Opportunities

223

224

22.5

226

22.7

22.8

22.9

When an Appropriate Administrator recommends training to improve an
cemployee’s performance, if such training occurs during the employee’s work
hours, the employee may be granted release time, if operational needs permit.

A permanent employee may request at the Human Resources Office or be offered
the opportunity for a temporary assignment in a higher level position on a training

basis. Such requests shall follow procedures outlined in Provisions 22.22, 22.23,
22.24 and 22.27.

An employee seeking a temporary training assignment for the purposes of
attaining additional skills for a specific classification or skill level may make a
request in accordance with the provisions of this Article.

An cmployce serving on such a temporary assignment shall bc compensated as
provided for in Provision 17.12, Article 17, Assignment/Reassignment.

Upon request, an employee serving on such a temporary assignment shall be
provided with a letter of verification of such service. A copy of such a verification
letter shall be placed in the personnel file of the employee.

At the end of the temporary assignment, the employee shall be returned to his/her
permanent assignment with the same status as he/she would have had if he/she
had not been granted the temporary assignment.

When possible, employees whose work is being changed due to technological
changes may be provided with reasonable release time to participate in retraining

opportunities for campus specific opportunities prior to the implementation of any
layoffs.

Training Proposals

22.10

Employees or the Union may prepare and present training proposals for
bargaining unit employees. Such proposals may be submitted to the Human
Resources Office.
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22.11

22,12

22.13

The appropriate administrator(s) shall consider any training proposal(s).

Upon request of the Union, the appropriate administrator(s) shall meet with the
Union and a reasonable number of affected employees to discuss the training
proposals. Such a meeting shall be held at a time and place mutually agrecable to
the appropriate administrator and the Union.

The appropriate administrator shall respond in writing to the Union regarding the
training proposal.

Professional Development

22.14

22.15

22.16

Professional development opportunities shall include, but are not limited to:

a.  The fee waiver program;

b.  Training directly of benefit to the campus;

¢.  Continuing education.

When professional development classes are suggested, but not required, if such
training occurs during the employee’s work hours, the employee may be granted

release time, if operational needs permit.

For the purpose of professional development, an employee may apply for an
unpaid Leave of Absence for up to one (1) year as provided in Article 16.

Employee Development

22.17

22.18

An cmployee wishing to pursue educational goals may, with the guidance and
support of his'her immediate non-bargaining unit supervisor and in consultation
with the Human Resources Office, formally develop and obtain approval of a
Carcer Development Program. This program shall include attainment of a
certificate, an associate degree, an undergraduate degree, a graduate degree or
other achievement appropriate for the employee's professional growth.

Upon successful completion of the formally developed and approved Career
Development Program, the employee may request a temporary training
assignment consistent with a logical evolution of the Career Development

Program and the goals, objectives and opportunitics available at his/her current
campus.

a.  The employce request shall be made to the campus Human Resources Office
no later than one hundred twenty (120} days following completion of the
Career Development Program. Only three (3) such request(s) may be made

by an employee for a temporary training assignment and must be made
within the time allotted.
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22.19

22.20

2222

b.  The request(s) shall be in writing and shall include a detailed description of
the type of temporary training assignment preferred, the objective of the
training, and in which division/unit the training could be provided.

c.  The employee shall provide a current, detailed resume.

d. The employee shall provide, in writing, a detailed description of the new
skills, abilities, knowledge and information which were obtained in the
course of the Career Development Program and explain how they relate to a
requested temporary training assignment.

Within twenty-one (21) days after receipt of the written materials, a representative
of the campus Human Resources Office shall contact the employee to schedule a
meeting. At this meeting, the employee shall discuss his/her request. An
appropriate administratorin the Human Resources Office will provide information
to the employee, as appropriate, with respect to the requirements of positions
contained in the CSU's Classification and Qualification Standards, and to advise

the employee as to the likelihood of a suitable position becoming available on
campus.

The granting of a temporary training assignment request will be dependent upon
the campus’ ability to arrange a training opportunity and, if applicable, provide
coverage in the employee's work area while he/she is away.

Within ninety (90) days of the meeting, the appropriate administrator in the
Human Resources Office shall meet with the employee to discuss the feasibility
of arranging a training assignment. If arrangements for a temporary training
assignment cannot be made within the ninety (90) day period, the appropriate
administrator shall continue to discuss such arrangements with campus
departments and periodically inform the employce of his/her progress.

When arrangements for a temporary training assignment are completed, the
appropriatec administrator in the Human Resources Office shall meet again with
the employee and provide written notice to the employee of the details of the
temporary training assignment including, but not limited to:

a.  notification of the duration and beginning and ending dates of the
assignment;

b.  the location of the temporary assignment;

€. a position description outlining the major responsibilities of the temporary
assignment;

d. the salary assigned to the temporary assignment;

e.  the name and title of the immediate supervisor to whom the employee will
be assigned during the temporary training assignment; and

CSUEU/CSU Collective Bargaining Agreement Page 95 November 12, 2014 - June 30, 2017



22.23

2224

22.25

22.26

22.27

f.  an outline of the training experience and the objectives and performance
expectations developed for the training assignment,

The duration of the temporary training assignment shall be no less than three (3)
months and no more than eleven (11) months.

The employee shall receive written evaluations of his/her work at least every two
(2) months and at the conclusion of the temporary training assignment. Copies of
these evaluations shall be placed in the employee's personnel file.

At the end of the temporary training assignment, the employee shall be returned to
his/her former position at or above the former salary, in addition to any approved
salary adjustments.

The position classification of the temporary training assignment shall be based
upon a classification review of the temporary training assignment. Appointment
to a temporary training assignment shall be made at a salary at least equal to the
employee's current salary, but no more than five percent (5%) above it.

Upon successful completion of a temporary training assignment, the employee
may request, according to procedures applicable at his/her campus, to be
interviewed for announced vacancies whose job content is comparable to the
temporary training assignment. Determination of comparability shall rest with the

Human Resources Office. A request for an interview shall not be unreasonably
denied.

Career Opportunities

22.28

After successful completion of a Career Development Plan:

a. Notice of such successful completion shall be placed in the employee’s
persannel file.

b.  An employee may submit, with his’her application for a posted higher-level

position, a statement regarding experience and education acquired under the
plan.

c.  An employee who applies for a vacant posted position for which Human
Resources determines he/she is qualified and which is consistent with the
Career Development Plan shall be interviewed.

Reimbursement for Job-Required Training Expenses

2229

The CSU agrees to rcimburse employees for expenses incurred as a result of
training if such training is required by CSU. Employees shall be reimbursed in
accordance with the CSU Travel Policy for the following expenses incurred as a
result of this required training:

a.  Tuition and/or registration fees;
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b.  Cost of course-required books and materials;
c.  Transportation or mileage expenses;

d.  Toll and parking fees; and/or

e. Lodging and subsistence expenses.

Employees shall not be reimbursed for any training expenses required by law as
part of the employee’s profession or taken under the Fee Waiver program.

Compensation for Hours Worked Attending Training

22.30

22.31

22.32

2233

Fee Waiver

22.34

22.35

Hours spent by non-exempt employees in attending training shall be compensable
as hours worked unless all four of the following conditions are met: (1) the
training is outside the employee’s regular working hours; (2) the training is
mandated by law as a requirement to work in the employee’s profession; (3) the
training is taken at an independent bona fide institution of learning; and (4) the
employee performs no work during the training.

An ecligible employee shall be granted release time for the purpose of taking
examinations to maintain a specialized license required by the CSU, except for a
DMYV Class C operator license.

Non-exempt employees who attend training and education courses required by the
CSU under provision 22.29 above shall be granted reasonable time off without
loss of compensation for courses that occur during the employee’s normal
working hours. An employee’s normal working hours may be adjusted so
attendance occurs on state time, Courses required by CSU that are scheduled
during off-duty hours shall be considered hours worked for purposes of
determining overtime, subject to Article 19, Overtime. For the purposes of this
Article, overtime shall include authorized time spent in travel. Appropriate costs
for such training shall be borne by the CSU.

When it is necessary for exempt employees to work extended hours to attend
training and/or education courses required by the CSU, managers may authorize
informal adjustments in their normal work hours.

The appropriate administratorshall approve requests from all full-time employees
and part-time permanent employees for enrollment in the CSU fee waiver
program subject to the provisions of this Article.

A maximum of two (2) courses or six (6) units, whichever is greater, per
semester/quarter (exclusive of courses in self-support programs) may be taken on
the fee waiver program, provided that the CSU admission requirements shall be
met, waived, or are non-applicable. Courses taken on the fee waiver program shall
be taken for credit. Fee waiver courses include undergraduate, graduate,
credential, on-line, and summer term courses if they are state-supported. Eligible
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22.36

22.37

22.38

22.39

22.40

2241

employees enrolled in a doctoral program shall be eligible for a partial fee waiver
equivalent to the part-time Graduate tuition fee, and shall be responsible for

paying the difference between the applicable Doctorate fee and the part-time
Graduate Tuition Fee.

Fee waiver courses shall be job-related or part of the approved Career
Development Plan. The course of study for a Career Development Plan will be
established by the employee and an appropriate advisor of choice and shall be
subject to approval by the appropriate administrator in the Human Resources
Office. The CSU admission requirements shall be met or waived for an approved
Career Development Plan. The CSU admission requirements shall not apply for
Job-related courses.

Subject to conditions listed in a. and b. below, an employee shall be granted
rcasonable release time for one (1) on-campus course per semester/quarter. An
employee at the Chancellor's Office shall be granted an amount of time during
working hours equal to actual class time.

a. The course shall be job-related or shall be part of an approved Career
Development Plan.

b.  The operational needs of the department are met.

c.  If the relcase time is denied due to operational needs of the department, at
the employee’s request, the Appropriate Administrator shall explain to the
employee, in writing, the department’s operational needs.

Employees on a leave of absencewho otherwise are eligible to request a fee
waiver may request fee waiver for enrollment in more than two (2) courses per
semester/quarter.

In order for an employee to continue participation in this program, normal
academic standards shall be maintained.

A record of completed courses may be placed in the employee's official personnel
file.

The term "fee waiver” as used in this Article means a program that waives or
reduces fees for employees as listed below:

The following fees shall be fully waived:
Application Fee
Health Services Fee
Identification Card Fee {if mandatory)
Instructionally Related Activity Fee

Professional Program Fee (Graduate Professional Business Fee)
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22.42

2243

22,44

The following fees shall be reduced to one dollar ($1):

Associated Student Body Fee
University Union Fee/Student Body Center Fec
Health Facilities Fee

All other Category | and Category 11 fees as defined in Executive Order 1054, or
in any supcrseding executive order, if applicable, (excluding the doctoral program
fee and non-resident tuition fee) shall be waived for employees.

The State University Tuition Fee shall be waived for the units of courses taken in
the CSU fee waiver program.

Employees taking courses in addition to the CSU fee waiver courses shali pay any
difference between the amount waived and the full State University Tuition Fee.

Participation in the fec waiver program shall entitle an employec to instructional
services but not to student services.

An employee who qualifies for admission to a campus in accordance with
established CSU standards and criteria shall be admitted, except that fees may be
waived pursuant to this Article. An employee who does not qualify for regular
admission may be admitted pursuant to the authority of the President, except that
fees may be waived pursuant to this Article.

Dependent Fee Waiver

22.45

22.46

Employees eligible for participation in the CSU Fee Waiver Program as defined in
Provision 22.35 may transfer their existing Fee Waiver benefit entitlement to only
one person at a time who is a spouse, domestic partner, or dependent child up to
age 25, subject to the following conditions:

a.  the courses are taken by a spouse, domestic partner, or dependent child up to
age 25 who is matriculated toward a degree and the courses are for credit
toward the degree’s requirements; and

b. this Fee Waiver benefit does not apply to out-of-state tuition, or courses in
self-support programs.

c. A participating spouse, domestic partner, or dependent enrolled in a
doctorate program shall be eligible for a partial fee waiver equivalent to the
part-time Graduate Tuition Fee and shall be responsible for paying the
difference between the applicable Doctorate Fee and the part-time Graduate
Tuition Fee.

Participation by an eligible employee’s spouse, dependent child up to age 25, or
domestic partner is subject to each CSU campus’ standard admission and
registration policies and procedures. Eligibility criteria for domestic partners shall
be those used to determine such eligibility for health benefits.
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22.47

22.48

22.49

22.50

The following fees shall be fully waived for a spouse, dependent child, or
domestic partner of the employee:

Application Fee

Identification Card Fee (if mandatory)

State University Tuition Fees for the courses taken in the fee waiver

program

All other fees shall be paid at the regular rates by a spouse, dependent child, or
domestic partner of the employee.

The spouse, dependent child, or domestic partner of the employee is exempt from
the determination that space be available in a particular course solely because they
are participating in the fee waiver program.

A spouse, dependent child, or domestic partner of the employee shall be entitled
to student services in addition to instructional services.

Continuing Education - Unit 2

22.51

22.52

22.53

22.54

22.55

22.56

Continuing education training shall be training required to obtain or renew a
license or certification required by law.

Based on the operational needs of the campus and the requirements of the
position, the appropriate administrator may approve requests for participation in
continuing cducation activities necessary to maintain licenses or certificates
required by the State of California or other licensing agencies.

An cligible employee may request approval to participate in continuing education
activities in accordance with campus procedures.

The President may approve requests for participation in continuing education
activities from eligible full-time employees for up to fifty (50) hours per calendar
year. Employees working less than full-time shall be eligible for continuing
education on a pro rata share. Such requests shail not be unreasonably denied.
Any denial shall be within seven (7) days of the employee's written request. The
above notwithstanding, the appropriate administrator may grant additional release
time for continuing education activities at the request of the employee. Such
requests shall be carefully considered.

In cases where a total of fifty (50) hours participation in required continuing
education activities are not approved by the President in a calendar year,
presidential approval may be granted in the calendar year immediately following,
for a maximum of one hundred (100) hours, less any time approved in the
preceding year.

Approval for participation in continuing education programs and activities shall
be based on the following considerations:
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22.57

22.58

22.59

22.60

a.  staffing needs of the department;

b.  reasonable expectation that the employee's work performance or value to the
campus will be enhanced as a result of his/her participation in the course of
study; and

c.  requirements for continuing education.

The request for approval to attend required continuing education activities shall
be made at least fourteen (14) days prior to an employee's anticipated absence.

The President shall determine what costs, if any, shall be borne by the campus in
connection with required continuing education activities. Time as provided in this
Article spent in continuing education activities shall be compensable pursuant to
the factors in provision 22.30. Attendance at continuing education activities

outside of regular work hours may be supported by the CSU at the discretion of
the President.

Non-exempt employees who attend training and education courses required for
continuing education credits may be granted reasonable time off without loss of
compensation for courses that occur during the employee’s normal working
hours. Hours spent attending training and education courses during regular
working hours for Continuing Education shall be considered hours worked.
Courses that are scheduled during off-duty hours are not considered hours worked
for purposes of determining overtime.

When it is necessary for excmpt employees to work extended hours to attend
training and/or education courses required by the CSU, managers may authorize
informal adjustments in their normal work hours.
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ARTICLE 23

HEALTH AND SAFETY

23.1 The CSU recognizes the importance of procedures and policies for the protection
of health and safety of employees and shall endeavor to maintain such conditions
conducive to the health and safety of the employees.

23.2 In the event of earthquake, other natural disasters, or a state of emergency declared
by a President, the CSU shall endeavor to take necessary health and safety measures
as required. At an appropriate time, the CSU agrees to meet with the Union to
review such measures taken during an earthquake or other natural disaster.

233 Safety equipment and protective safety clothing shall be provided and maintained,
when it is deemed necessary by the President to maintain safe and healthful
conditions. Such equipment and clothing shall include, but shall not be limited to,
safety glasses, ear plugs or other ear coverings, lab coats, smocks, particulate
masks, respirators, and steel-toed boots and other protective footwear.

23.4 An employee shall endeavor to maintain safe working conditions and shall adhere
to CSU established safety rules, regulations, and practices.

23.5 An employee who observes or detects any safety hazard shall report it first to
his/her immediate supervisor or appropriate administrator as soon as possible, and
may report it to the Environmental Health and Safety Officer.

23.6 Recommendations and suggestions regarding safety presented by an employee or
the Union shall be considered. When such recommendations and suggestions are
submitted to the appropriate administrator and/or to the Environmental Health and
Safety Officer in writing, the-employee the party making the recommendations
and/or suggestions shall receive a response in writing giving the disposition of
such a recommendation or suggestion.

23.7 When an employee in good faith believes that he/she is being required to work
under unhealthy or unsafe conditions or without adequate safety equipment and
clothing, he/she shall notify the appropriate administrator. The appropriate
administrator shall investigate as soon as possible the alleged unhealthy or unsafe
conditions, notify the Environmental Health and Safety Officer where appropriate,
and shall immediately communicate with the employee as to the results of such an

investigation and, if deemed necessary, the steps that shall be taken to correct the
condition.
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If the unhealthy or unsafe condition is an imminent hazard, as defined by
CAL/OSHA, in which there is a reasonable certainty that a hazardous condition
could be expected to cause death or serious physical harm, the appropriate
administrator shall respond as soon as possible.

23.8 An employee may request a temporary reassignment when he/she believes in good
faith that his/her present assignment presents a clear danger to his/her health and
safety. The appropriate administrator shall promptly respond to such a request.
Such a request shall not be unreasonably denied during the preliminary aspect of
any investigation. If such an unsafe or unhealthy condition is found during such an
investigation, the temporary reassignment shall continue until a remedy is
implemented. If, after the remedy is implemented, the employee still believes the
unsafe or unhealthy condition exists, he/she may contact the Environmental Health
and Safety Officer. The Environmental Health and Safety Officer shall respond to
the employee as soon as possible.

23.9 There shall be a campus-wide health and safety committee on each campus. One
campus employee from each of the bargaining units shall be designated by CSUEU
to represent the safety interests of employees in these bargaining units. The names
of these individuals shall be provided in writing to the President. Such
representation shall be by membership on the existing campus-wide safety
committee. Such a representatlve may submlt agenda items related to health and

provision shall not preclude other bargammg unit employees from serving on the
campus-wide safety committee when appointed by means other than those provided
in this provision,

23.10 There shall be a campus Plant Operations Safety Committee which shall meet at
regularly scheduled times during normal business hours. A reasonable number of
employee representatives appointed by the Union shall serve as committee
members. This provision shall not preclude other CSUEU bargaining unit
employees from serving on the Plant Operations Safety Committee when
appointed by means other than those provided in this provision. Committee
members may place items related to health and safety on the agenda for such
committee meetings. Recommendations and suggestions regarding safety as

submitted in accordance with Provision 23.6 are appropriate as an agenda item for
such committee meetings.

23.11 When-available; wUpon the Union's written request, the Employer shall furnish
within the requirement of the law all relevant and necessary health and safety
documents in its possession. Where available, other similar information, such as

AN



Tentative Agreement

09/07/17

BU 2
BUS
BU 7
BU9

23.12

an Injury and Illness Prevention Program, shall be provided to the Union or an
employee, upon written request and within the requirements of the law,

New employees shall be provided safety training within sixty (60) days of
employment. As deemed necessary by the President and/or required by Cal-OSHA
regulations or final determinations, the CSU shall provide safety training and
instruction to minimize illness or injury to employees.
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ARTICLE 24

LAYOFF

Determination

24.1 A layoff shall refer to an involuntary separation, involuntary reduction in an
employee’s timebase, or an involuntary pay plan change, because of a lack of
work or lack of funds. Non-reappointment of a temporary employee does not
constitute a layoff.

24.2 On a campus when the CSU determines that a layoff is necessary because of a
lack of work or lack of funds, the following procedures shall apply.

Union Notice

243 When the CSU determines that there is a need for implementation of any
procedures outlined in this Article, the CSU agrees to immediately notify the
Union. The Union may submit a written request to the Office of the Chancellor to
meet and confer with the Union on the bargaining unit impact.

Order of Layoff

244 Layoff shall be within classifications determined by the President. For
classifications with skill levels, layoff shall be within skill level determined by the
President. Twelve (12) month, 11/12 month, 10/12 month and academic year
positions with the same class title shall, for the purposes of layoff, be considered a
single classification. The order of layoff shall be:

a. first, temporary, and probationary employees; and

b. last, permanent employees.

Temporary and probationary employees in a classification or skill level within a
classification shall be separated or laid off before permanent employees in the

same classification or skill level within the classification.

Temporary and Probationary Emplovees

245 The President shall establish the order of layoff for temporary and probationary
employees in a classification or in a skill level within a classification by
considering only merit and competency in relation to program need.

Permanent Emplovyees

246 The President shall establish the order of layoff for permanent employees by
classification and/or skill level within a classification in reverse order of seniority.
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24.7 An employee who possesses documentable specialized skills that are needed for
the program, not possessed by other employees in classification(s) or skill levels

within classifications undergoing layoff may be excluded by the President from
the layoff list.

Employee Notice of Layoff

248 A temporary or probationary employee who is to be laid off shall receive notice of
such layoff from the President no later than forty-five (45) days before the
effective date of layoff.

249 A permanent employee who is to be laid off shall receive notice of such layoff
from the President no later than sixty (60) days prior to the effective date of
layoff. A permanent employee who is to be laid off due to lack of work shall
receive notice of such layoff from the President no later than ninety (90) days
prior to the effective date of layoff. Such notice shall be in writing and mailed by
certified mail, return receipt requested, to the employee's last known address.

Reassignment to Vacancies

24.10 A permanent employee who has received a notice of layoff may exercise his/her
right to elect transfer to any vacancy for which he/she is currently qualified. Such
qualification shall be determined in the normal manner. When two (2) or more
such permanent employees elect transfer to the same vacancy in accordance with

this provision, the President may select the employee to be transferred on the
basis of merit.

Retreat Rights

24.11 A permanent or probationary employee who has reccived a notice of layoff may
elect to return to any classification, or skill level within a classification, in which
he/she has served as a permanent employee during the period preceding the
layoff, provided there has been no break in service.

24.12 If an employee elects to return to a classification, or skill level within a
classification, in which he/she previously served as a permanent employee, his or
her salary shall be red circled in accordance with the red circle rate provisions in
Article 20, Salary, for the period of time the employee is on the reemployment list
as outlined in 24.29. At the expiration of the five (5) year period, if the employee
has not returned to a position in the same classification, or skill level within a
classification, held at the time of layoff and at the same timebase as previously
held, the employee’s salary may be reduced to the maximum salary range or sub-
range of the classification that he or she is returning to, provided that such salary
is not greater than the salary he or she received at the time of the layoff.

24.13 A permanent employce appointed to a bargaining unit position at the Chancellor's
Office prior to July 1, 2012 who has received a layoff notice shall have retreat
rights to his/her former campus if he/she had gained permanency at that campus.
Such retreat rights exist only if the employee's appointment at the Chancellor's
Office was immediately after separation from the campus.

CSUEU/CSU Collective Bargaining Agreement Page 105 November 12, 2014 - June 30, 2017



24.14

24.15

In order to elect to return to a previously held classification and/or skill level
within a classification, the employee must notify the campus Human Resources
Office in wnting of his/her election not later than thirty (30) days after receiving
the notice of layoff.

An employee replaced by the demotion or transfer of an employee who has
received a notice of layoff shall have the same rights as outlined in 24.10 to 24.12
above of this Article.

Computation of Seniority Points for Permanent Employees

24,16

24.17

24.18

24.19

24.20

All seniority points calculated for and eamed by permanent employees prior to
June 30, 1983, shall remain unchanged. Such seniority points shall serve as the
base to which additional seniority points, computed for and eamed pursuant to the
terms of this Agreement, shall be added. Seniority points for each campus shall be
calculated by the campus and provided to the Union upon written request at the
same time the CSU notifies the Union that there is a need for implementation of
any procedures outlined in this Article.

Full-time permanent employees shall earn one (1) seniority point of service credit
in a given class, or skill level within a class, for each qualifying month of
employment. Part-time employees holding permanent status shall earn seniority
points proportional to the timebase served.

For the purpose of computing permanent employee seniority credit, length of
service includes continuous time served as a temporary, probationary or
permanent employee and is counted from the date of appointment to the current
class held, or current skill level held within the classification, consistent with
Provision 24.19 below, plus any service in all classes or skill levels of equal or
higher rank on the campus, including time spent in non-CSUEU classifications,
which has not been interrupted by a permanent separation. Seniority points roll
down when retreating to lower level classifications; seniority points do not roll up
to higher level classifications.

Seniority credit is counted from the first calendar month of appointment to the
current classification, or skill level within a classification held, or upon the return
from leave without pay status (when such leave does not count for seniority credit
pursuant to Provision 24.21), if the appointment or return date is on or before the
fifteenth (15th) calendar day of that month. Seniority credit is counted from the
second calendar month of appointment to the current classification or skill level
within a classification held, or upon the return from leave without pay status
(when such leave does not count for seniority credit pursuant to Provision 24.21),
if the appointment or return date in the first calendar month is afier the fifteenth
(15th) calendar day in that month.

Seniority credit upon separation from a classification, or from a skill level within
a classification, or upon the commencement of leave without pay status (when
such leave does not count for seniority credit pursuant to Provision 24.21), shali
terminate effective the end of the calendar month preceding the date of separation
or leave if the date of separation is on or before the fifteenth (15th) calendar day
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24.22

2423

24.24

2425

24.26

of the month of separation. Seniority credit upon separation from a classification,
or from a skill level within a classification, or upon the commencement of leave
without pay status (when such leave does not count for seniority credit pursuant to
Provision 24.21), shall extend until the end of the calendar month of separation or

leave if the datc of separation is after the fifteenth {15th) calendar day of the
month of separation.

All time spent in family care, military, disability, loan of an employee to another
governmental agency or leave with pay status shall count toward the
accumulation of seniority points. All other time spent in leave without pay status,
as well as periods of suspension without pay, shall not count toward the
accumulation of seniority points, however, such time shall not constitute a break
in continuous service,

For all permanent ten (10) month employees, one (1) point shall be credited for
each month of the ten (10) months of employment. Those full-time, permanent
employees participating in the 10/12, 11/12 or academic pay plan shall receive
one (1) point of credited service for each of the twelve (12) months.

In no case shall a permanent employee eamn more than twelve (12) seniority
points per year.

In the event a class is abolished or the use of the class restricted and a new class
established in its place, all time served in the prior comparable class shall be
counted as service in the new classification.

The term "class of equal rank” as used in this Article shall mean a class, or skill
level within a class, which has a maximum salary of not more than one-half (!2)
step or approximately two and one-half percent (2'%2%) above or below the
maximum salary of the employee's current class, or skill level within a class.

The term “class of higher rank” as used in this Article shall mean a class, or skill
level within a class, which has a maximum salary of more than one-half (}2) step
or approximately two and one-half percent (2:%) above the maximum salary of
the employee's current class, or skill level within a class.

Tie-Breaking in the Order of Layoff

24.27

24.28

A tie exists when two (2) or more permanent employees in a classification, or
skill level within a classification, undergoing layoff have the same number of
seniority points.

The President shall break ties in establishing the layoff order of permanent
employees by considering only the following factors:

a.  specialized skills and competencies of the employee; and

b.  documented meritorious service by the employee.
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Reemployment Rights/Opportunities

24.29

24.30

24 .31

24.32

24.33

The President shall enter the names of laid-off permanent employees on a
reemployment list by class, or by skill level within a classification, in order of
seniority. An employee's name shall remain on the reemployment list until he/she
returns to a position in the same class, or skill level within a classification, held at
the time of layoff and at the same timebase as previously held. In no case shall a
name remain on the reemployment list for more than five (5) years.

Position vacancies in a class, or skill level within a classification, for which there
are names of qualified individuals on the reemployment list shall not be filled
without first making an offer of reemployment to those on this list. If an
individual on the reemployment list declines two (2) such offers, he/she waives
his/her reemployment rights. An individual on a reemployment list may request
inactive status for up to one (1) year.

To mitigate the impact of layoff, laid off employees on the reemployment list may
clect to be placed on a separate list to be called for temporary and/or intermittent
appointments for which they are qualified. Laid off employees on this list shall
have the right of first refusal for vacant and available temporary and/or
intermittent appointments for which they are qualified. The offer, acceptance or

refusal of work under this provision does not constitute an offer of employment
under Article 24.30.

An employee reemployed under the conditions of this Article shall retain
permanent status rights, service credit (subject to Public Employees' Retirement

System (PERS) regulations), salary steps, sick leave, and seniority credits he/she
held at the date of layoff.

The CSU shall post all bargaining unit vacancies at all CSU campuses to the CSU
Careers Website (http://csucareers.calstate.edu). A campus may not fill a vacancy
without ascertaining whether there are individuals in the applicant poo! who hold
reemployment rights under Provision 24.29. If such an employee has applied for a
vacancy, his/her application shall be considered.

Voluntary Programs to Avoid Layoff

24.34

24.35

At least sixty (60) days prior to the effective date of a layoff due to a lack of
funds, the President shall make available voluntary programs to avoid layoff. At
least ninety (90) days prior to the effective date of a layoff due to a lack of work,
the President shall make available voluntary programs to avoid layoff. When the
layoff is due to a lack of work, voluntary programs will only be made available to
employces in the classifications affected by the layoff. If there are no employees
in the affected classifications other than those notified of the possible layoff,
voluntary programs will not be offered.

Such programs shall include, but shall not be limited to:

a.  avoluntary reduced worktime program;
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A voluntary reduced worktime program may reduce the time worked by an
employee within the workweck or within the work year. The 10/12 or 11/12
pay plan as provided for in this Agreement shall be considered a voluntary
reduced worktime program. Prior to a layoff, the President shall extend the
provisions of the 10/12 or 11/12 pay plan (Article 20, Salary, Provisions
20.11 through 20.20) to employees in classifications undergoing layoff and
may extend the provisions of the 10/12 or 11/12 pay plan to employees in
classifications not otherwise eligible.

b. leaves of absence without pay in accordance with Article 16, Leaves of
Absence Without Pay, of this Agreement.

24.36 An employee who has been laid off and placed on the reemployment list may be
eligible to participate in the fee waiver program as described in Provisions 22.34
through 22.44 of Article 22 for the duration of the time that the employee is on
the reemployment list. In order to participate in the program, the employee shall
have or shall initiate a career development/job related plan through the Human
Resources Office and shall meet all applicable fee waiver requirements. This
benefit is for the use of the laid off employee only and is not transferable. A
benefit already transferred remains transferred until the end of the academic term.
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ARTICLE 25

NON-DISCRIMINATION

Non-Discrimination

25.1

252

The CSU prohibits discrimination on the basis of race, religion, ancestry, color,
sex, sexual orientation, gender identity, gender expression, genetic information,
age (40 and older), disability, veteran status, marital status, pregnancy, medical
condition and/or national origin. “Disability” and “medical condition” and
“genetic information” as used herein are consistent with the definitions provided
in Executive Order 1096, Technical Letters HR 2004-12, HR EEO 2011-02 or its
SUCCESSOTS.

An employee, who alleges discrimination in violation of a CSU systemwide non-
discrimination or anti-harassment policy, shall file his/her complaint under the
procedure described in Executive Order 1096, or in any superseding executive
order, if applicable. An employee may, at any time, file a complaint regarding the
same incident with the Equal Employment Opportunity Commission and/or the
Department of Fair Employment and Housing.

Whistleblowing

253

254

25.5

25.6

25.7

An employee, who wishes to file a disclosure of an improper governmental
activity and/or a significant health or safety threat, shall file his/her complaint
under the procedure described in Executive Order 929, or in any superseding
cxecutive order, if applicable.

An employee, who alleges that he/she suffered retaliation for making a protected
disclosure of an improper governmental activity and/or a significant health or
safety threat, shall file his/her complaint under the procedure described in
Executive Order 1058, or in any superseding executive order, if applicable.

The parties agree that CSUEU has the right to file a complaint under Executive
Order 1096 (or any superseding Executive Order) alleging discrimination or
sexual harassment against more than onc CSUEU-represented employee. The
CSUEU agrees to identify the employees/grievants when so requested and to
identify the alleged harm to those employees/grievants.

CSUEU and CSU agree that the intent of Article 25, Section 25.2, is that
employces who allege discrimination in violation of CSU’s systemwide non-
discrimination policy shall file complaint(s) under the procedure set forth in
Executive Order 1096, or any succeeding Executive Order.

It is understood that such discrimination complaints are not grievable under
Article 7, Grievance Procedure, nor arc they complainable under Article 8,
Complaint Procedure.
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Memaorandum of Understanding

CSU Maritime Academy Cruise Schedule and Article 2

The parties agree to maintain status quo in Article 26 at this time. ?// /

The parties agree to commence meeting and conferring over the terms and conditions of employment

for represented employees in Bargaining Units 2, 5, 7 & 9 assigned to a cruise schedule at CSU Maritime
Academy within 60 days of the ratification of this Agreement.
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CSUEU/CSU Successor Contract Bargaining

The parties tentative agree to maintain status quo on the following Articles:

Article 1
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ARTICLE 27

LABOR MANAGEMENT COMMITTEES

Campus Labor Management Committees

27.1

27.2

273

274

At the request of either CSUEU or CSU, a meeting shall be held to discuss
whether to establish a joint labor/management committee to discuss issues of
mutual interest. If an LMC is established, it shall be composed of up to six (6)
representatives from labor and up to six (6) representatives from management
employed at the campus. More representatives may participate, subject to mutual
agreement. CSUEU staff may participate on any CSUEU LMC. Both sides shall
be equally represented and appointed by their respective parties.

If formed, this committee shall meet on an ad hoc basis, at times and dates
mutually agreeable to the parties and surrounding a campus specific issue, The
parties shall notify each other of the issues that they desire to discuss at least

fiftcen (15) days prior to a scheduled mecting date. LMCs shall issue a report
within ninety (90) days of its last meeting.

The committee’s agenda shall be limited to discussing matters which the campus
has the authority to resolve and is related to the interpretation and application at

the campus of campus policy and/or the provisions of the Agreement between the
partics.

Release time shall be provided to members of the LMC for the purpose of
participating on the committee.

Systemwide Labor Management Committees

27.5

27.6

27.7

27.8

By mutual agreement, a systemwide joint labor management committee may be
established and shall be composed of up to six {6) representatives from labor and
up to six (6) rcpresentatives from management. More representatives may

participate, subject to mutual agreement. CSUEU staff may participate on any
CSUEU LMC.

The committee’s agenda shall be limited to discussing mutually agreed upon
topics.

Release time shall be provided to members of the LMC for the purpose of
participating on the committee.

The parties shall convene an LMC to discuss the Statc Controller’s Office

proposed new payroll system, including, but not limited to plus/minus time and
pay periods.

General Provisions

279

Committee recommendations, if any, will be advisory in nature.
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28.1

Eligibility

28.2

283

284

Entitlement

28.5

ARTICLE 28

FAMILY AND MEDICAL LEAVE AND
PREGNANCY DISABILITY LEAVE

The family and medical leave provisions in this Article incorporate both the
Federal Family and Medical Leave Act (FMLA) and the California Family Rights
Act (CFRA) and will be denoted by FML.

An employee who has at least twelve (12) months of service is entitled to a family
and medical leave without pay.

An eligible employee who is the spouse, registered domestic partner, son,
daughter, parent or “next of kin” of an injured, covered service member is eligible
for Service Member Care Leave, pursuant to the Fiscal Year 2010 National
Defense Authorization Act and related laws.

An eligible employee with family members in the regular Armed Forces or
National Guard or Reserves is entitled to Military Exigency Leave, pursuant to
the Fiscal Year 2010 National Defense Authorization Act and related laws.

Eligible employees are entitied to up to twelve (12) weeks of leave for an FMLA
qualifying event within a twelve (12) month period.

Employees eligible for a Service Member Care Leave are eligible for twenty-six
(26) workweeks of lcave, which includes Service Member Care Leave and the

twelve {12) weeks of leave for any other FMLA qualifying event within a twelve
(12) month period.

FML Entitlement

28.7

28.8

Eligible employees shall be granted up to a total twelve (12) weeks of family and
medical leave (FML) in a 12-month period for the birth of a child of the
employee; the placement of a child with an employee in connection with the
adoption or foster care of the child by the employece; to care for a child, parent,
spouse or registered domestic partner, of the employee who has a serious health
condition; or for the employee’s own serious health condition.

Military Exigency Leave is FML for the purpose of addressing issues which may
arise from a covered military member’s deployments or call to active duty to a
foreign country. Length of time off from work varies under Military Exigency
Leave based on type of leave taken and shall be deducted from the twelve (12)
week entitlement.
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Time Taken on FML

289

28.10

28.11

28.12

28.13

28.14

28.15

28.16

28.17

FML is unpaid leave; however, employees shall utilize appropriate leave credits
prior to being placed on any unpaid portion of FML.

If an employee asks to use vacation or other paid time off without reference to a
FML-qualifying purpose, the CSU may not ask the employee if the leave is for a
FML-qualifying purpose.

If the employer denies the employee's request to use vacation or other paid time
off and the employee then provides information that the requested time off is or
may be for a FML-qualifying purpose, the employer may inquire further into the
reasons for the absence. If the absence is FML-qualifying, employees shall utilize
appropriate leave credits in accordance with this Article.

When FML is granted for an employee’s own serious health condition, an
employee shall use applicable leave credits, including sick leave, vacation,
compensatory time off (CTO) and Personal Holiday before going on any unpaid
portion of FML. However, if the leave is due to the employee’s own serious
health condition and also qualifies as an Industrial Disability Leave (IDL),
Temporary Disability, or Non-Industrial Disability Leave (NDI), the appropriate
guidelines shall apply.

FML taken by an employce to care for an eligible family member shall be leave
without pay except that an employee must utilize all accrued vacation, personal

holiday, compensatory time off (CTO) that he/she is eligible to take prior to any
unpaid period of FML.

An employee may use accrued sick leave during the period of FML to care for an
cligible family member upon mutual agreement between the employce and the
appropriate  administrator. Such requests for sick leave shall be made in
accordance with Article 15 of this Agreement.

For FML taken for reason of the birth of a child or adoption/foster care of a child
by an employee, shall be initiated within one (1) year of the birth of a child or
placement of a child with the employee in the case of adoption/foster care.

The period of FML granted to an employee for the birth of a child shall run

concurrently with the period of leave available to an employee under Education
Code 89519.

FML is separate and distinct from the right of a female employee to take a
pregnancy disability leave under Government Code Section 12945, If a female
employee takes part or all of the maximum four (4) months of pregnancy
disability leave, she may also request up to twelve (12) weeks of FML for reason
of the birth of the child, or to care for the new child, or due to her own or child’s
serious medical condition. FML and pregnancy disability leave shall run
concurrently with the period of leave available under the provisions of Education
Code Section 89519. FML shall not run concurrently with pregnancy disability
leave under Government Code Section 12945.
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28.18

The amount of family care and medical leave that may otherwise be granted under

Article 16 may be reduced by the amount of FML granted to an employee for
reasons set forth in this Article.

Request and Approval

28.19

28.20

28.21

28.22

28.23

When the appropriate administrator becomes aware that an employee has taken or
intends to take time off for an FML qualifying reason pursuant to provision 28.7,
the employee may be asked to provide documentation from a medical
professional asserting that there is an FML qualifying reason. FML qualifying
leaves may be designated as FML.

An employee shall provide the President with written notice of the need for FML
as soon as the event necessitating the leave becomes known to the employee. In
general, as much advance notice as is reasonably possible shall be provided and

normally shall not be less than five (5) working days of the event giving rise to
the need for leave.

If the employee’s need for family and medical leave is foreseeable due to the
employee’s planned medical treatment or planned supervision of a child, parent,
spouse, or domestic partner with a serious health condition, the employec shall
provide the President with not less than fourteen {(14) days notice of the need for
the leave. The employee shall consult with the appropriate administrator
regarding the scheduling of the trecatment or supervision so as to minimize
disruption of the operations of the campus.

Before granting FML for the serious health condition of a child, parent, spouse, or

domestic partner, the President may require certification of the serious health
condition from the health care provider.

Upon expiration of the period which the health care provider originally estimated
that the employee needed to care for the child, parent, spouse, or domestic

partner, the President may require the employece to obtain recertification if
additional leave is requested.

Return to Work

28.24

28.25

Approved FML assures the employee a right to return to his/her former position
or an equivalent position upon expiration of the family and medical leave. If the
former position and any equivalent position have ceased to exist due to legitimate
business reasons unrelated to the leave, the campus shall make reasonable
accommodation by alternative means that will not cause undue hardship to the
campus. Such alternative means shall include, but not be limited to, offering the
employee any other position which is available and for which the employee is
qualified. FML shall not constitute a break in service for the purposes of length of
service and/or scniority under this Agreement.

An employee on FML shall retain employee status and shall continue to accrue
seniority points pursuant to Article 24 of this Agreement during the period of the
FML. During FML, an employee may continue to participate in benefits to the
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28.26

same extent and under the same conditions as would apply to any other personal
leave of absence without pay pursuant to this Agreement, cxcept that if any paid
portion of the FML is less than twelve (12) weeks, unless canceled by the
employee, the CSU shall continue to make employer contributions toward health,
dental and vision coverage for the unpaid remainder of the twelve (12) week
period. If an employee fails to return at the end of FML, the CSU may require
repayment of insurance premiums paid during the unpaid portion of the leave.
The CSU shall not require repayment of premiums if the employee’s failure to
return is due to his/her serious health condition or due to circumstances beyond
the employee’s control.

The granting or denial of FML provided in this Article shall be subject to Article
8, Complaint Procedure.
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29.1

29.2

293

ARTICLE 29

DURATION AND IMPLEMENTATION

This Agreement shall become effective upon ratification by both parties and shall
remain in full force and effect up to and including June 30, 2037-28.

Negotiations for a successor agreement shall commence when one of the parties
delivers to the other its proposals in writing no earlier than January 1 and no later
than February 1 immediately preceding the expiration of this Agreement.

Pursuant to Government Code 3572(b) (HEERA) any term of this Agreement
which is deemed by the Employer to carry an economic cost shall not be
implemented until the Employer determines that the amount required therefore has
been appropriated and makes such amount available for expenditure for such
purpose. If the Employer determines that less than the amount needed to implement
this Agreement, or any provision herein, has been appropriated to implement this
Agreement or any provision herein, the term(s) of this Agreement deemed by the

CSU to carry economic cost shall automatically be subject to the meet and confer
process.



SIDE LETTER OF AGREEMENT #1

ARTICLE 5
OFFICE SPACE

The CSU will write the CFA Headquarters and remind them that Provision 6.23 of the CFA
collective bargaining agreement states:

The CFA shall be provided appropriate office space on each campus, which shall, upon their
request, be shared with other bargaining representatives. Rental charges for the duration of this
Agreement shall be one dollar per year for each office provided.

The CSU will advise the CFA that it expects the CFA to comply with this provision of the
collective bargaining agreement.
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SIDE LETTER OF AGREEMENT #2

REOPENER ON

SALARY STRUCTURE AND MOVEMENT THROUGH RANGES

January 13, 2012

The California State University (CSU) and the California State University Employees Union
(CSUEU) acknowledge the following:

l.

2.

During 2007/2009 contract negotiations, there were long discussions about the CSU’s

compensation and classification structure and the movement of employees through open
salary ranges.

No resolutions on these complex issues were reached and the parties agreed to convene a
Labor Management Committee (LMC) on Long-Term Compensation.

The LMC on Long-Term Compensation met between 2009 and 2011 and issued a report
and recommendations on February 23, 2011.

On July 15, 2011, CSUEU and CSU agreed to a Side Letter which addressed four of the
LMC’s recommendations, which are:

a,

The CSU shall communicate the importance of maintaining accurate and up-to-
date position descriptions. Accurate position descriptions are critical to properly
classify positions because positions are classified based upon the level at which
the majority of duties arc performed.

The CSU shall reevaluate skill levels within career bands, including the possible
break up of carcer skill levels.

The CSU shall review the Administrative Support and the Administrative

Analyst/Specialists series to more clearly differentiatc the levels and
classifications.

The CSU shall continue to expedite the classification series implementation
and/or revision process.

CSUEU and CSU hereby agree that should the parties engage in FY 2012/13 Reopener
Bargaining, the parties will conduct negotiations regarding salary structure and movement

through salary ranges. Such negotiations will begin the process of addressing the issues raised by
the Labor Management Committee on Long-Term Compensation.
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SIDE LETTER OF AGREEMENT #3

MEMORANDUM OF UNDERSTANDING

August 26, 2014

CSU and CSUEU have agreed in Article 20.4 (Salary) that all CSUEU employees shall receive
General Salary Increases of 3% in fiscal year 2014/2015; 2% in 2015/2016; and 2% in
2016/2017.

In the event that CSU and Califomia Faculty Association ratify an Agreement that provides
negotiated salary increases expressed and/or calculated by CSU prior to the ratification of the
Agreement as greater than the estimated cost of providing a 3% compensation increase to
Bargaining Unit 3 for 2014/2015; a 2% compensation increase for Bargaining Unit 3 for
2015/2016; and a 2% compensation increase for Bargaining Unit 3 for 2016/2017; the CSUEU
may elect to substitute the negotiated salary increases with the California Faculty Association
with the General Salary Increases in Article 20.4 in each of the years of the Agreement where
there is a difference between the negotiated salary increases.

This provision relates only to negotiated systemwide salary program increases (including but not
limited to General Salary Increases; and/or Service Salary Increases; and/or Salary Recovery

Programs for specific population of facuity and/or adjustments to salary ranges) in Article 31 of
the CSU/CFA Collective Bargaining Agreement.

This Memorandum of Understanding does not extend to cover any provisions that may be
negotiated with the California Faculty Association that:

e Provide for discretionary campus salary programs for increasing the rates of pay for
individual faculty and/or groups of faculty not negotiated at the system level and
applied systemwide under the terms of the Collective Bargaining Agreement.

¢ Provide for additional pools of Weighted Teaching Units to be made available for the
purposes providing additional assigned time for faculty and/or groups of faculty

under the terms of Article 20 (Workload) of the CSU/CFA Collective Bargaining
Agreement.
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APPENDIX A

INCLUDED CLASSIFICATIONS

Bargaining Unit 2

Class

Code Classification Title

1140 Health Record Technician

7922 Phlebotomist/Clinical Laboratory Assistant
7926 Clinical Laboratory Scientist II
7927 Clinical Laboratory Scientist I
7930 Per Diem Non-Exempt - Healthcare
7976 Speech Pathologist

7980 Physical Therapist I

7981 Physical Therapist 11

7983 Orthopedic Technician

7991 Pharmacist [ - 10 month

7992 Pharmacist | — 12 month

7993 Pharmacist II

7994 Pharmacy Technician

7995 Radiologic Technologist I

7996 Radiologic Technologist II
8130 Nutritionist

8133 Licensed Vocational Nurse 1]
8134 Licensed Vocational Nurse
8137 Clinical Assistant

8145 Health Education Assistant
8147 Health Educator

8148 Medical Assistant

8150 Registered Nurse | — 10 month
8151 Registered Nurse [ — 12 month
8153 Registered Nurse I1 — 10 month
8154 Registered Nurse I1 — 12 month
8156 Registered Nurse 11I - 10 month
8157 Registered Nurse 1II - 12 month
8161 Physician Assistant

8165 Nurse Practitioner — 10 month
8166 Nurse Practitioner — 12 month
8180 Athletic Trainer |

8181 Athletic Trainer 1 - AY

8185 Athletic Trainer Il

8186 Athletic Trainer I[1 - AY

8190 Head Athletic Trainer

8191 Head Athletic Trainer — AY
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Bargaining Unit §

Class

Code Classification Title

0104 Maintenance and Laborer Trainee

0304 Cook 1

0305 Cook 11

0306 Cook I-Lead

0307 Cook II - Lead

0308 Food Service Worker |

0309 Food Service Worker 11

0310 Food Service Worker I - Lead

0311 Food Service Worker I - Lead

0726 Lead Groundsworker

0731 Groundsworker

0733 Groundsworker Trainee

0735 Irrigation Specialist

0739 Pest Control and Spray Specialist

0743 Gardener

0745 Gardening Specialist

0746 Tree Trimmer |

0748 Tree Trimmer II

1508 Warehouse Worker

2010 Custodian

2013 Window Cleaner

2015 Lead Custodian

6223 Laborer

6363 Light Automotive Equipment Operator

6366 Heavy Equipment Operator/Bus Driver

6367 Heavy Construction Equipment Operator

6385 Farm Maintenance and Operations Worker
Bargaining Unit 7

Class

Code Classification Title

0830 Desktop Publishing/Graphic Specialist — 12 month

0831 Desktop Publishing/Graphic Specialist - 11/12

0832 Desktop Publishing/Graphic Specialist — 10/12

1030 Administrative Support Assistant 10/12

1031 Administrative Support Assistant - 11/12

1032 Administrative Support Assistant - 12 month

1033 Administrative Support Coordinator - 10/12

1034 Administrative Support Coordinator 11/12

1035 Administrative Support Coordinator - 12 month

1099 Payroll Technician Trainee

1100 Payroll Technician I

1101 Payroll Technician I1
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Bargaining Unit 7

(Continued)
Class
Code Classification Title
1102 Payroll Technician III
1142 Medical Secretary
1144 Medical Transcriber
1416 Senior Data Entry Operator
1418 Data Entry Operator
1421 Data Entry Operator Trainee
1426 Micrographics Technician
1428 Supervising Micrographics Technician |
1450 Duplicating Machine Operator [
1472 Reproduction Processes Assistant
1480 Reprographics Specialist
1481 Reprographics Specialist 11
1482 Reprographics Specialist T
1483 Reprographics Specialist IV
1502 Shipping & Receiving Assistant [
1504 Mail Services Supervisor |
1505 Mail Clerk
1506 Storekeeper |
1509 Stock Clerk
1549 Property Clerk 11
1550 Property Clerk I
1553 [nventory Clerk
1628 Supervising Telephone Operator
1635 Telephone Operator
1730 Accounting Technician
1733 Accounting Clerk
1740 Accounting Technician III
1741 Accounting Technician I1
1757 Collections Representative Traince
1758 Collections Representative |
1759 Collections Representative 1
1927 Data Control Technician
1928 Senior Data Control Technician
3022 Drafting Aid
3023 Drafting Technician [
3024 Drafting Technician 11
4790 Buyer Trainee
4791 Buyer |
4792 Buyer I1
4793 Buyer 1l - Lead
4794 Buyer [11
4795 Buyer I1I - Lead
5210 Health Services Assistant
8800 Police Dispatcher — 12 month

CSUEU/CSU Collective Bargaining Agreement Page 124 November 12, 2014 - June 30, 2017



Bargaining Unit 7

(Continued)

Class
Code Classification Title
8801 Police Dispatcher — 11/12
8802 Police Dispatcher — 10/12
8810 Parking Officer — 12 month
8811 Parking Officer— 11/12
8812 Parking Officer — 10/12
8820 Community Service Specialist — 12 month
8821 Community Service Specialist — 11/12
8822 Community Service Specialist — 10/12
9687 Head Resident Ii
9688 Head Resident I
9692 Dormitory Supervisor

Bargaining Unit 9
Class
Code Classification Title
0400 Analyst/Programmer - 12 month
0401 Analyst Programmer - 11/12
0402 Analyst/Programmer - 10/12
0410 Opcerating Systems Analyst - 12 month
0411 Operating Systems Analyst - 11/12
0412 Operating Systems Analyst - 10/12
0420 Information Technology Consultant - 12 month
0421 Information Technology Consultant - 11/12
0422 Information Technology Consultant - 10/12
0430 Network Analyst - 12 month
0431 Network Analyst - 11/12
0432 Network Analyst - 10/12
0440 Equipment Systems Specialist -12 month
0441 Equipment Systems Specialist - 11/12
0442 Equipment Systems Specialist - 10/12
0450 Operations Specialist - 12 month
0451 Operations Specialist - 11/12
0452 Operations Specialist - 10/12
0627 Farm Supervisor |
0638 Farm Laborer
0648 Crop Technician 1
0651 Crop Technician Il
0663 Livestock Technician 1
0666 Livestock Technician II
0670 Animal Health Technician
0687 Feed Mill Operator
0697 Poultry Technician
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Bargaining Unit 9

(Continued)
Class
Code Classification Title
0703 Nursery Technician 11
0706 Nursery Technician 1
0800 Public Affairs/Communication Specialist — 12 month
0801 Public Affairs/Communication Specialist — 11/12
0802 Public Affairs/Communication Specialist — 10/12
0810 Media Production Specialist — 12 month
0811 Media Production Specialist — 11/12
0812 Media Production Specialist — 10/12
0820 Graphic Designer — 12 month
0821 Graphic Designer — 11/12
0822 Graphic Designer - 10/12
0840 Performing Arts Technician — 12 month
0841 Performing Arts Technician — 11/12
0842 Performing Arts Technician — 10/12
0850 Broadcast Engineer — 12 month
0851 Broadcast Engineer — 11/12
0852 Broadcast Engineer — 10/12
0860 Visual Resource Specialist — 12 month
0861 Visual Resource Specialist — 11/12
0862 Visunal Resource Specialist — 10/12
1036 Administrative Analyst/Specialist - 10/12
1037 Administrative Analyst/Specialist - 11/12
1038 Administrative Analyst/Specialist - 12 month
1513 Athletic Equipment Attendant I1
1514 Athletic Equipment Attendant |
1521 Technician Trainee
1577 [nstructional Support Assistant 1
1578 Instructional Support Assistant II
1579 Instructional Support Assistant I1I
1615 Instructional Support Technician |
1617 Instructional Support Technician II
1619 Instructional Support Technician I11
1762 Accountant |
2572 Space and Facilities Utilization Officer
2866 Accompanist II
2867 Accompanist |
2885 Library Services Specialist Trainee
2886 Library Services Specialist |
2887 Library Services Specialist 11
2888 Library Services Specialist T11
2889 Library Services Specialist IV
3801 Radiation Safety Officer
4555 Accountant II
4556 Accountant III
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Bargaining Unit 9

(Continued)
Class
Code Classification Title
5151 Personnel Assistant
5250 Special Assistant, EOP
5255 Administrative Trainee
5284 Senior Budget Analyst
5287 Budget Analyst
5330 Federal Programs Coordinator
5680 Research Technician II!
5681 Rescarch Technician [T
5683 Research Technician 1
5783 Associate, Academic and Institutional Studies I1
5784 Associate, Academic and Institutional Studies [
5787 Associate, Academic and Institutional Studies II1
6725 Senior Planner/Estimator/Scheduler
6726 Planner/Estimator/Scheduler
6950 Piano Technician I
6951 Piano Technician II
6970 Diving Safety Officer
7000 Equipment Maintenance Assistant
7001 Equipment Technician I, Mechanical
7002 Equipment Technician [, Electro-Mechanical
7003 Equipment Technician I, Electronic
7004 Equipment Technician 1, Specialized Equipment
7011 Equipment Technician II, Mechanical
7012 Equipment Technician I, Eleciro-Mcchanical
7013 Equipment Technician II, Electronic
7014 Equipment Technician I, Specialized Equipment
7021 Equipment Technician I11, Mechanical
7022 Equipment Technician III, Electro-Mechanical
7023 Equipment Technician II1, Electronic
7024 Equipment Technician III, Specialized Equipment
7165 Interpreter 1 AY
7166 Interpreter 1 AY
7167 Lead Interpreter AY
7168 Lead Interpreter
7169 Interpreter 11
7170 Interpreter I
7180 Computer Aided Transcriber
7191 Realtime Captioner
7192 Lead Realtime Captioner
7193 Hourly Interpreter/Realtime Captioner/Computer Aided Transcriber
7200 Interpreter I - 8/12
7201 Interpreter I1 - 8/12
7202 Lead Interpreter — 8/12
7210 Computer Aided Transcriber — 8/12
7220 Realtime Captioner — 8/12
7221 Lead Realtime Captioner — 8/12
7512 Glassblower
7879 Laboratory Assistant 11
7888 Laboratory Assistant [
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APPENDIX B

LIST OF PER DIEM EMPLOYEES

(See Article 2, Provision 2.15(e) for the definition of per diem employees)

Bargaining Unit 2

7926
1927
7976
7991
7992
7995
7996
8130
8134
8150
8151
8153
8154
8156
8157
8165
8166

Clinical Laboratory Scientist II
Clinical Laboratory Scientist I
Speech Pathologist
Pharmacist I - 10 month
Pharmacist I - 12 month
Radiological Technologist
Radiological Technologist II
Nutritionist

Licensed Vocational Nurse
Registered Nurse I - 10 month
Registered Nurse [ - 12 month
Registered Nurse 11 - 10 month
Registered Nurse II - 12 month
Registered Nurse II! - 10 month
Registered Nurse I11 - 12 month
Nurse Practitioner - 10 month
Nurse Practitioner - 12 month
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IL.

Definitions:

APPENDIX C

OVERTIME/SHIFT DIFFERENTIAL

Employees will be classified as either exempt or non-exempt, based on the duties and
responsibilities of the positions.

A.

Exempt employees are salaried employees who meet one of the exemptions
(administrative, cxecutive, professional or agricultural) from the overtime
provisions of the Fair Labor Standards Act (FLSA). Exempt employees, unless
they are classified as exempt under the agricultural exemption, do not earn
overtime, either as cash or compensatory time off (CTO).

Employees in exempt classifications may be appointed to 12-month, 10-month,
10/12, 11/12, or academic year assignments.

Exceptions:

Employees in the following exempt classifications meet the definition of exempt
under the agricultural exemption of the FLSA and may earn CTO at the rate of
time and one-half the hourly rate. Employees in these classifications, having
earned more than one hundred twenty (120) hours at the end of the calendar year,
must be paid in cash by February 1 of the following year.

0638 Farm Laborer

0648  Crop Technician I

0651 Crop Technician 11

0663 Livestock Technician 1

0666  Livestock Technician II

0687  Feed Mill Operator

6385  Farm Maintenance and Operations Worker

Non-exempt employees are salaried employeces who do not meet any of the exemptions
from the overtime provisions of the FLSA. Employees in non-exempt classifications
may be appointed to 12-month, 10-month, 10/12, 11/12, or academic year assignments.
The full-time workweek for non-exempt classifications is a workweek of forty (40)
hours within seven (7) consecutive 24-hour days or 168 consecutive hours.

A,

Overtime for non-exempt employees is payable in cash or as CTO at the rate of
time and one-half the hourly rate. Employees in Units 2, 5, 7 and 9, having earncd
more than 120 hours at the end of the calendar year, must be paid in cash by
February 1 of the following year except as noted below. Paid leave is counted as
time worked in determining overtime hours worked.

For the following classifications, earned CTO greater than two hundred forty
(240) hours must be paid in cash in the pay period it was earned:

9688 Head Resident [
9687 Head Resident 11
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III.  SHIFT DIFFERENTIAL. The following classifications are eligible to receive shift
diffcrential. No other classifications may receive shift differential.

Unit 2

1140 Health Record Technician

7922 Phlebotomist/Clinical Laboratory Assistant
7926 Clinical Laboratory Scientist II
7927 Clinical Laboratory Scientist |
7930 Per Diem Non-Exempt - Healthcare
7980 Physical Therapist [

7981 Physical Therapist I

7983 Orthopedic Technician

7994 Pharmacy Technician

7995 Radiologic Technologist |

7996 Radiologic Technologist II

8133 Licensed Vocational Nurse I

8134 Licensed Vocational Nurse

8137 Clinical Assistant

8145 Health Education Assistant

8148 Medical Assistant

Unit 5

0104 Maintenance and Laborer Trainee
0304 Cook 1

0305 Cook 11

0306 Cook I Lead

0307 Cook Il Lead

0308 Food Service Worker |

0309 Food Service Worker 11

0310 Food Service Worker I Lead

0311 Food Service Worker II Lead

0726 Lead Groundsworker

0731 Groundsworker

0733 Groundsworker Trainee

0735 Irrigation Specialist

0739 Pest Control and Spray Specialist
0743 Gardener

0745 Gardening Specialist

0746 Tree Trimmer I

0748 Tree Trimmer 11

1508 Warehouse Worker

2010 Custodian

2013 Window Cleaner

2015 Lead Custodian

6223 Laborer

6363 Light Automotive Equipment Operator
6366 Heavy Equipment Operator/Bus Driver
6367 Heavy Construction Equipment Operator
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Unit 7

0830 Desktop Publishing/Graphic Specialist — 12 month
0831 Desktop Publishing/Graphic Specialist — 11/12
0832 Desktop Publishing/Graphic Specialist — 10/12
1030 Administrative Support Assistant - 10/12
1031 Administrative Support Assistant - 11/12
1032 Administrative Support Assistant - 12 month
1033 Administrative Support Coordinator - 10/12
1034 Administrative Support Coordinator - 11/12
1035 Administrative Support Coordinator - 12 month
1099 Payroll Technician Trainee

1100 Payroll Technician I

1101 Payroll Technician II

1102 Payroll Technician III

1142 Medical Secretary

1144 Medical Transcriber

1416 Senior Data Entry Operator

1418 Data Entry Operator

1421 Data Entry Operator Trainee

1426 Micrographics Technician

1428 Supervising Micrographics Technician |
1450 Duplicating Machine Operator |

1472 Reproduction Processes Assistant

1480 Reprographics Specialist [

1481 Reprographics Specialist 11

1482 Reprographics Specialist 111

1483 Reprographics Specialist IV

1502 Shipping & Receiving Assistant I

1504 Mail Services Supervisor 1

1505 Mail Clerk

1506 Storekeeper 1

1509 Stock Clerk

1549 Property Clerk 11

1550 Property Clerk 1

1553 Inventory Clerk

1628 Supervising Telephone Operator

1635 Telephone Operator

1730 Accounting Technician [

1733 Accounting Clerk

1740 Accounting Technician III

1741 Accounting Technician II

1757 Collections Representative Trainee

1758 Collections Representative |

1759 Collections Representative 11

1927 Data Control Technician

1928 Senior Data Control Technician

3022 Drafting Aid

3023 Drafting Technician I

3024 Drafting Technician II
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4790 Buyer Trainee

4791 Buyer |

4792 Buyer I1

4793 Buyer Il - Lead

4794 Buyer 111

4795 Buyer III — Lead

5210 Health Services Assistant

8800 Police Dispatcher — 12 month

8801 Police Dispatcher - 11/12

8802 Police Dispatcher — 10/12

8810 Parking Officer — 12 month

8811 Parking Officer— 11/12

8812 Parking Officer — 10/12

8820 Community Service Specialist — 12 month

8821 Community Service Specialist — 11/12

8822 Community Service Specialist — 10/12

9687 Head Resident I}

9688 Head Resident !

9692 Dormitory Supervisor

Unit 9

0400 Analyst/Programmer - 12 Month
Range 1 - Foundation

0401 Analyst/Programmer - 11/12 Month
Range | - Foundation

0402 Analyst/Programmer - 10/12 Month
Range | - Foundation

0410 Operating Systems Analyst - 12 Month
Range 1 - Foundation

0411 Operating Systems Analyst - 11/12 Month
Range | - Foundation

0412 Operating Systems Analyst - 10/12 Month
Range 1 - Foundation

0420 Information Technology Consultant - 12 Month
Range 1 — Foundation

0421 Information Technology Consultant - 11/12 Month
Range 1 - Foundation

0422 Information Technology Consultant - 10/12 Month
Range | - Foundation

0430 Network Analyst - 12 Month
Range 1 - Foundation

0431 Network Analyst - 11/12 Month
Range | - Foundation

0432 Network Analyst - 10/12 Month
Range 1 - Foundation

0440 Equipment Systems Specialist - 12 Month

0441 Equipment Systems Specialist - 11/12 Month

0442 Equipment Systems Specialist - 10/12 Month

0450 Operations Specialist - 12 Menth
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0451 Operations Specialist - 11/12 Month

0452 Opecrations Specialist - 10/12 Month

0648 Crop Technician 1

0651 Crop Technician 11

0670 Animal Health Technician

0697 Poultry Technician

0703 Nursery Technician 11

0706 Nursery Technician |

0800 Public Affairs/fCommunication Specialist — 12 month
Range 1 — Specialist |

0801 Public Affairs/fCommunication Specialist — 11/12
Range 1 — Specialist 1

0802 Public Affairs/Communication Specialist — 10/12
Range | — Specialist |

0810 Media Production Specialist — 12 month

0811 Media Production Specialist — 11/12

0812 Media Production Specialist — 10/12

0820 Graphic Designer — 12 month

0821 Graphic Designer -~ 11/12

0822 Graphic Designer — 10/12

0840 Performing Arts Technician — 12 month

0841 Performing Arts Technician — 11/12

0842 Performing Arts Technician — 10/12

0860 Visual Resource Specialist — 12 month

0861 Visual Resource Specialist - 11/12

0862 Visual Resource Specialist — 10/12

1036 Administrative Analyst/Specialist — 10/12
Range | — Non-Exempt

1037 Administrative Analyst/Specialist = 11/12
Range | — Non-Exempt

1038 Administrative Analyst/Specialist — 12 month
Range 1 - Non-Exempt

1513 Athletic Equipment Attendant 11

1514 Athletic Equipment Attendant I

1521 Technician Trainee

1577 Instructional Support Assistant I

1578 Instructional Support Assistant I1

1579 Instructional Support Assistant III

1615 [nstructional Support Technician [

1617 Instructional Support Technician Il

1619 Instructional Support Technician III

1762 Accountant [

2866 Accompanist I1

2867 Accompanist I

2885 Library Services Specialist Trainee

2886 Library Services Specialist 1

2887 Library Services Specialist II

2888 Library Services Specialist I1I

2889 Library Services Specialist IV

5151 Personnel Assistant

CSUEU/CSU Collective Bargaining Agreement Page 133 November 12, 2014 - June 30, 2017



5255 Administrative Trainee

5287 Budget Analyst

5681 Research Technician II

5683 Research Technician I

6726 Planner/Estimator/Scheduler

6950 Piano Technician I

6951 Piano Technician II

7000 Equipment Maintenance Assistant

7001 Equipment Technician I, Mechanical

7002 Equipment Technician I, Electro-Mechanical

7003 Equipment Technician I, Electronic

7004 Equipment Technician I, Specialized Equipment

7011 Equipment Technician 11, Mechanical

7012 Equipment Technician II, Electro-Mechanical

7013 Equipment Technician II, Electronic

7014 Equipment Technician I, Specialized Equipment

7021 Equipment Technician [11, Mechanical

7022 Equipment Technician HI, Electro-Mechanical

7023 Equipment Technician III, Electronic

7024 Equipment Technician 111, Specialized Equipment

7168 Lead Interpreter/Transliterator

7169 Interpreter/Transliterator 11

7170 Interpreter/Transliterator |

7180 Computer Aided Transcriber

7191 Realtime Captioner

7192 Lead Realtime Captioner

7193 Hourly Interpreter/Realtime Captioner/Computer
Aided Transcriber

7200 Interpreter [ — 8/12

7201 Interpreter 11— 8/12

7202 Lead Interpreter — 8/12

7210 Computer Aided Transcriber - 8/12

7220 Realtime Captioner — 8/12

7221 Lead Realtime Captioner — 8/12

7512 Glassblower

7879 Laboratory Assistant Il

7888 Laboratory Assistant I

IV. OVERTIME. Those classifications listed below are exempt. All other existing

classifications are non-exempt. Employees in classifications designated as exempt do not
earn overtime.

Unit 2

7976 Speech Pathologist
7991 Pharmacist 1 - 10 Month
7992 Pharmacist I - 12 Month
7993 Pharmacist I}

8130 Nutritionist

8147 Health Educator
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8150 Registered Nurse I -10 Month

8151 Registered Nurse [ - 12 Month
8153 Registered Nurse II - 10 Month
8154 Registered Nurse [1-12 Month
8156 Registered Nurse {1 - 10 Month
8157 Registered Nurse IlI - 12 Month
8161 Physician Assistant

8165 Nurse Practitioner - 10 Month
8166 Nurse Practitioner - 12 Month
2180 Athletic Trainer I

8181 Athletic Trainer [ - AY

8185 Athletic Trainer 11

3186 Athletic Trainer II - AY

8190 Head Athletic Trainer

8191 Head Athletic Trainer - AY
Unit 5

All existing classifications in this unit arc non-exempt and cam overtime at the rate of
one and one-half (1'2) times the hourly straight time rate, with the exception of the Farm
Maintenance and Operations Worker (6385). The Farm Maintenance and Operations
Worker classification is exempt under the agricuitural exemption of the FLSA and may
earn overtime or CTO as defined in Section L. C. above.

Unit 7

All existing classifications in this unit are non-exempt and carn overtime or CTO at the
rate of one and one-half (1'2)} times the hourly straight time rate.

Unit 9

0400 Analyst/Programmer - 12 Month*
Range 2 - Career
Range 3 - Expert

0401 Analyst/Programmer - 11/12 Month*
Range 2 - Career
Range 3 - Expert

0402 Analyst/Programmer - 10/12 Month*
Range 2 - Career
Range 3 - Expert

0410 Operating Systems Analyst - 12 Month*
Range 2 - Career
Range 3 - Expert

0411 Operating Systems Analyst - 11/12 Month*
Range 2 - Career
Range 3 - Expert

0412 Operating Systems Analyst - 10/12 Month*
Range 2 - Career
Range 3 - Expert

* Range code indicates skill level. Class Code indicates classification and pay plan.
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0420 Information Technology Consultant - 12 Month*
Range 2 - Career
Range 3 — Expert

0421 Information Technology Consultant - 11/12 Month*
Range 2 - Career
Range 3 - Expert

0422 Information Technology Consultant - 10/12 Month*
Range 2 - Career
Range 3 - Expert

0430 Network Analyst - 12 Month*
Range 2 - Career
Range 3 - Expert

0431 Network Analyst - 11/12 Month*
Range 2 - Career
Range 3 - Expert

0432 Network Analyst - 10/12 Month*
Range 2 - Career
Range 3 - Expert

0627 Farm Supervisor |

0800 Public Affairs/Communication Specialist — 12 month
Range 2 - Specialist 11
Range 3 - Specialist 111

0801 Public Affairs/‘Communication Specialist — 11/12
Range 2 - Specialist II
Range 3 - Specialist 111

0802 Public Affairs/Communication Specialist — 10/12
Range 2 - Specialist 11
Range 3 - Specialist 111

0810 Media Production Specialist II1 — 12 month
0811 Media Production Specialist Il - 11/12
0812 Media Production Specialist III — 10/12
0850 Broadcast Engineer — 12 month

0851 Broadcast Engineer — 11/12

0852 Broadcast Engineer — 10/12

1036 Administrative Analyst/Specialist — 10/12

Range 2 — Exempt [
Range 3 — Exempt Il

1037 Administrative Analyst/Specialist — 11/12
Range 2 — Exempt |
Range 3 - Exempt II

1038 Administrative Analyst/Specialist — 12 month
Range 2 — Exempt |
Range 3 — Exempt Il

2572 Space and Facilities Utilization Officer
3801 Radiation Safety Officer

4555 Accountant I1

4556 Accountant I

5250 Special Assistant, EOP

5284 Senior Budget Analyst

5330 Federal Programs Coordinator
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5680 Research Technician III

5783 Associate, Academic & Institutional Studics [1
5784 Associate, Academic & Institutional Studies I
5787 Associate, Academic & Institutional Studies I1I
6725 Senior Planner/Estimator/Scheduler

6970 Diving Safety Officer
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APPENDIX D

SUPERSESSION

If the provisions of any of the following code sections are in conflict with the provisions of the
Agreement, the provisions of the Agreement shall be controlling.

Education Government Military/
Issue Code Code Veterans Code
Vacation 89500
89504
(partial)
Probation/ 89531
Permanency 89533
39534
Leaves of Absence 89510
Without Pay 89512
89519
Personnel Files 89546
Layoff 89543
89550
89551
89552
89553
89555
89556
Sick Leave 89500
Holiday 6700
Overtime 89500
89502
Hours of Work 89502
Military Leave 89513 395
395.01
395.05
395.1
3953
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APPENDIX E

SALARY SCHEDULE

The CSUEU salary schedule can be found at:

hitp://www.calstate.cdu’'HRAdm/SalarySchedule/salary.aspx
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