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HUCTW Cont r act

*The information provided in this web site is for convenience only. In al
i nst ances, the published paper version of this information prevails as the
| egal | y- bi ndi ng docunent.

This Agreenent is entered into between Harvard University and Harvard Union
of Clerical and Technical Wrkers (HUCTW, affiliated with the American
Federation of State, County and Minici pal Enmpl oyees, AFL-Cl O

Menmor andum t o HUCTW Menber s, Supervi sors, and Human Resource
Representati ves

On March 5, 1998 HUCTW nenbers ratified an extension of the
current collective bargaining agreenment between HUCTW and t he
University fromJuly 1, 1999 to June 30, 2001

The terms of the extended agreement, which beconme effective on
July 1, 1999, enhance several provisions of the current
Agreenment, and as a result, require that anmendnments be nmade to
the existing HUCTW Agr eenent and the HUCTW Personnel Manual

Al t hough sunmary documents of the ternms of the extension have
al ready been widely distributed, the University and HUCTW bot h
feel it inportant to draft the new terns of the extended
agreenment in contract |anguage.

Bel ow i s an updated version of the Agreenent. Al changes are
mar ked in bold and italic.

In the event you have any questions concerning the ternms of the
ext ended agreenment do not hesitate to contact HUCTW at 661-8289
or Labor and Enpl oyee Rel ations at 495-2786.

Adri enne Landau, HUCTW Presi dent
Ki m Roberts, Director of Labor and Enpl oyee Rel ations
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DEFINI TION OF UNI' T

On Novenber 10, 1988, the National Labor Rel ations Board certified HUCTW as
the exclusive collective-bargai ning representative of the enployees in the
unit found to be appropriate. The definition of the Unit, as amended by the
N. L. R B. Decenber 29, 1988, is as follows:

Al full-tinme and regular part-tine clerical and technical (including
service) enployees (who work at least 171/2 hours per week) who are on the
"06" payroll of Harvard University and who work in Massachusetts, excluding
all other enployees, all students of the University (on the student
payroll), enployees in the existing bargaining units, confidential

enpl oyees, professional enployees, manageri al enpl oyees, casual enployees,
tenporary enpl oyees hired for three nmonths or less, part-time enpl oyees who
work | ess than 171/2 hours per week, enployees on permanent |eave, and
guards and supervisors as defined in the Act.

PREAMBLE
Transition

In his statenent of Novenber 4, 1988, President Derek Bok said, "W wl
comrence a new chapter in our relations with the Harvard Union of Clerica
and Technical Workers. | will work to make this relationship as
constructive and harnoni ous as possible.” Kris Rondeau and Marie Manna, in
their letter of November 7, 1988 for HUCTW stated, "We are | ooking forward
to building a cooperative and constructive relationship between the Union
and the adm nistration.” The parties agreed to begin their relationship
with a 60-day period of transition nmeetings, with the assistance of a
neutral facilitator, to get acquainted, to explore nmutual priorities and
phi | osophies, to share all relevant statistical information, and to plan
negoti ations. The joint Transition Team recogni zed the opportunity of

devel opi ng a cooperative problem solving relationship between the parties
and affirmed a coomitnent to create new patterns of relations.

"Under st andi ng"

On February 13, 1989, as a prelude to negotiations, the Transition Team
i ssued the follow ng "Understandi ng"

We have | earned, during the transition, that we share nunmerous hopes and
concerns. It is our comon purpose, through the framework of this

Under st andi ng, to work together to advance the long-termrole of Harvard
Uni versity as a prem er center of |earning, research and teaching. It is



commnly understood that Harvard has come to be governed, in the broadest
sense of the term through a cooperative process anong governing boards and
adm ni strators, faculty, students and alumi, in which each plays a role.
Thi s Under standi ng wel cones the support staff in libraries, in

| aboratories, and in academ c and admi nistrative offices and centers,
represented by HUCTW as a valued and essential participant in this
process.

We have al so | earned that we agree about the value of decentralization. The
creation of knowl edge and its dissem nation through schol arship and
teaching are decentralized at Harvard, with responsibility distributed to
the various faculties and in turn to academ c groups, libraries, museuns
and | aboratories. W can agree that some matters affecting the support
staff and their work environment need to be consistent across the

Uni versity, while other questions are better left to joint discussion in
the separate and diversified units and departnments. Indeed, it is our
commn view that insofar as it is practical and equitable, constructive
relations in the individual workplace are to be encouraged as the focus of
pr obl em sol vi ng.

Finally, we have |earned that we share a comritnent to the processes of
reasoned di scourse in resolving problenms and issues that may arise within
separate departnments and units, as well as in contract negotiations and

Uni versity-w de problem solving. W agree to |listen to each other
persistently and pay careful attention to relevant facts and concerns from
all corners. We further dedicate ourselves to training and devel opi ng these
probl emsolving skills in the adm nistrators and supervisors of the
University and in the officers and representatives of HUCTW

In sum we have learned that we can begin to agree on principles and
standards which can apply well and reasonably to every part of this diverse
and historic institution. W are optim stic about a future which continues
in that vein.

"Cr ossroads"

In the nonths i medi ately before the begi nning of negotiations on a renewal
of the Agreenment in 1992, the University and the Union agreed to engage in
broad, informal discussions designed to prepare for those tal ks. Nearly 300
HUCTW nenber s, managers, and faculty nenbers, gathering separately in 30
different schools and departments, took part in a series of neetings called
"Crossroads. "

In a statenment rel eased on November 1, 1991, the nenbers of the University
Joint Council wote that "by sharing different perspectives on working at

Harvard, these groups will be able to identify ideas, concerns, and
approaches that will enrich, facilitate, and sinplify the negotiations to
follow Qur hope is that they will create a positive and constructive

envi ronnent for the negotiations."

ARTICLE I - JO NT COUNCI LS AND
I NDI VI DUAL PROBLEM RESOLUTI ON

JO NT COUNCI LS

I nt roducti on



Those who work at Harvard University, including faculty, adm nistrators and
staff, recognize the contributions of each enpl oyee in support of the

Uni versity’ s mi ssion of excellence in teaching and research. Further, we
acknow edge that these efforts will benefit the University and its

enpl oyees best if carried out in a spirit of trust and cooperation with
open conmuni cati on.

To achieve this common goal, the University and HUCTW have engaged in
di scussions to build a franework for greater enpl oyee participation at
Harvard. These di scussions have led to the foll ow ng basic understandi ngs:

* Participation by enployees concerning workplace issues which affect
themis desirable for the University comrunity.

* There shoul d be enpl oyee participation within each school or
adm ni strative departnent.

* Each school and administrative unit of Harvard has a unique culture
and therefore an enpl oyee participation program nust be flexible to
acconmodat e the needs of the school or adm nistrative departnment and
its staff.

The forum for |ocal enployee participation in workplace issues will be
call ed the [Name of School or Adm nistrative Unit] Joint Council (JC)

Obj ectives and Principles of the Joint Counci

The Council is intended to be a forumfor the discussion of all workplace
matters which have a significant inpact on staff. Such di scussions nmay

i nclude an evaluation of current policies affecting staff as well as

consi derati on of proposed changes in policies or in workforce arrangenents
affecting staff. Individual problenms which arise will not be addressed by
the JC but will be handl ed under the Probl em Resol uti on procedure descri bed
bel ow under I ndividual Problem Resolution. However, if the Local Problem
Sol ving Team finds a recurrent problemwhich it believes requires review at
the JClevel, it will refer the policy aspects of such matter to the JC. In
such cases the JC will obtain all relevant information on the matter from
the Probl em Sol ving Team

Through the JC the parties seek to pronote comuni cati on and consensus
bui | di ng between the managers and staff of the University.

To achi eve these objectives the Council will be guided by the foll ow ng
princi pl es:

* The nmenbers of the JC will work together in a spirit of trust and
cooperation in an attenpt to reach consensus on matters under
di scussi on.

* It is recognized that an integral part of consensus building is the
identification and objective evaluation of information and facts
relevant to an issue being discussed. This will be a joint endeavor.

* It is agreed that the JC will not have the authority to pursue any
action which has the effect of anending or contravening a specific
provi sion of the Agreenment between the University and HUCTW It is
agreed further that a consensus recomendati on adopted by a JC and
accepted by the Dean or Vice President (or other designated
adm nistrator) will not be regarded as a precedent el sewhere in the
Uni versity unless it has been reviewed and approved for w der
application by the University Joint Council described bel ow



Structure

The JC for each school or adm nistrative departnment will consist of an
equal nunber of bargai ning unit and managenent representatives fromthat
school or administrative department. HUCTWw || appoint or otherw se sel ect
its representatives of the bargaining unit. The school or adm nistrative
department will appoint nmenbers including faculty, adm nistrators,

supervi sors, and other staff as appropriate.

In the interest of effective communication it may be desirable to have one
Uni on and one University representative serve on both the Joint Council and
the Local Problem Solving Team descri bed bel ow under | ndividual Problem
Resol ution. However, this is left to the respective parties to decide in
each work conmunity.

The nunber of nmenbers fromthe bargaining unit and the University will be
determ ned by the Union and the Dean or Vice President (or other designated
adm nistrator), to achieve a bal anced representati on of the various
constituencies within the work comunity.

Each school and adm nistrative departnent will establish at |east one JC
However, because of differences in size, organization or geographic

| ocations, a school or departnment may elect to establish sub-division JC s
to enhance conmunication within sub-units. Sub-division JCs will be in
addition to the JC of the school or department. The JC will have the
responsibility for coordinating all council activities.

The Union and the school or adm nistrative departnent will each designate
one nenber to serve as co-chair of the JC. Al functions of the Counci

will be carried out under the direction of both co-chairs. In addition, the
co-chairs will be responsible for the planning of the Council agenda and
schedul i ng of neetings.

| npl enent ati on and Revi ew

When a consensus recomendation is reached by the JCit will be

comruni cated pronptly to the Dean or Vice President (or other designated
adm ni strator) by the co-chairs. It is expected that such officer wll
seriously consider and respond pronptly to the recommendati on of the JC.

In the event a consensus recommendati on cannot be reached within the JC or
wor ked out with the Dean or adm nistrative officer involved and if the

i ssue concerns the interpretation or application of the collective

bar gai ni ng agreenment, such issue may be referred to the University Joint
Council (UJC). The UIC will consist of six nenbers, three of whomw |l be
appoi nted by the President of the University and three by the Union

The WC will confer with the co-chairs of the JC to determ ne the nature of
the unresolved issue. It may conduct whatever inquiry is deened appropriate
to assist in the resolution of the issue. The parties recognize that the
UJC may devel op alternative ways of resolving a particular issue which my
not have been thought of by the JC or have been available to the JC.

In the event a consensus recomendation within the UJC cannot be reached,
the UWC will seek the assistance of a nedi ator acceptable to both parties.
The nmedi ator nmay nmake recommendations for the resolution of the problem



but in no case will the nmedi ator be enpowered to nmake a final and binding
deci sion on an issue unless it involves the interpretation or application
of the terns of the basic Agreement or those provisions of the Manual that
have been determ ned to be arbitrable.

In addition, the UIC will becone involved when issues of University-w de
significance arise. However, the UIC will have no authority to nodify the
terms of the Agreenment between the parties.

During the 1997 contract negotiations the University and the HUCTW
reaffirmed their coomitnents to the basic understanding referenced in
Article | of the Agreenent.

I n support of the reaffirmation the University has agreed to sponsor a
series of joint training sessions in 1998 for Joint Council nembers and has
al so agreed to work collaboratively with HUCTWin revitalizing the Joint
Council process. It is nutually agreed that the University Joint Counci

will lead this process.

In the first half of 1998, the University Joint Council will hold special
neetings to evaluate the current Harvard-HUCTWrel ati onship. A medi ator
will facilitate the nmeetings. At the end of the series, nmenbers of the
Uni versity Joint Council will meet with Joint Council participants from
t hr oughout the University to discuss their conclusions.

| NDI VI DUAL PROBLEM RESOLUTI ON
I nt roducti on

We acknowl edge that individual workplace problens will arise at Harvard

Uni versity and that a fair and constructive approach should be established
to address such matters pronptly. Problenms should be dealt with in an
expedi ti ous manner and shoul d be processed through the problemresolution
procedure w thout unnecessary delay. W agree that the follow ng principles

will apply:

Wor kpl ace probl ens are best solved at the |ocal |evel.
Consensus building is often the nost effective approach to
pr obl em sol vi ng.

* Open comunication is essential to achieving consensus in problem
resol ution.

* Individuals serving in the problemresol ution process must be skilled
and trained to be nost effective.

* Participants in the problemresolution process will respect the
privacy of the individual involved and will treat the issues in a
confidential manner.

* The process of problemresolution is intended to be flexible and
shoul d encourage the use of all resources appropriate to the specific
i ssues.

* The structure should encourage enpl oyees to seek resol ution of
i ndi vi dual work-rel ated probl ens.

* The process outlined in the follow ng problemresol uti on procedure my
be nodified by mutual agreement of the nembers of the |ocal
probl em sol ving group for a specific situation because of
extraordi nary circunstances.

* \When agreenent is reached in resolving a workplace problem any
corrective action required will be taken pronptly.



* The individual enployee whose problemis being reviewed shall be given
an opportunity to be heard at each |evel of the problemresolution
procedure. Such opportunity shall also be provided to other persons
directly involved in the problem

Enpl oyee- Super vi sor Di scussi ons

In the event an enpl oyee covered by the collective bargai ni ng agreenent
experiences a problemin the workplace, every effort should be made to
address and resolve the matter through direct and forthright comrunication
bet ween the affected enpl oyee and the i nmedi ate supervi sor and/or ot her
appropri ate managenent personnel

In the event an enpl oyee and supervisor are unable to resolve the problem
they shoul d request assistance from authorized representatives of HUCTW and
the | ocal personnel office to work together in developing a fair and
reasonabl e solution to the problem The objective of this support is to
facilitate the probl em sol ving process between the enpl oyee and the

supervi sor.

In the event a satisfactory solution to the problemis not reached, the
enpl oyee, the enployer, or the Union nmay continue the process by requesting
a review of the situation with the Local Problem Sol ving Team

Local Problem Sol ving Team

The Local Problem Solving Team (LPST) is an inportant elenment in the
resol ution process. Every effort should be made to reach a satisfactory

solution, and it is expected that few problens will remain unresolved at
this level.
The LPST will consist of an equal nunmber of qualified representatives

desi gnated by the Union and the school or adm nistrative departnent.

It is recognized that an integral part of consensus building is the
identification and objective evaluation of information and facts rel evant
to an i ssue being discussed. This joint endeavor will be carried out by two
menmbers of the LPST, one representative of the Union and one representative
of the University. The LPST shoul d be encouraged to seek additiona
resources as necessary and appropriate in addressing a specific problem An
appropriate summary of the proceedi ngs shoul d be kept by the LPST.

In the interest of effective communication it may be desirable to have one
Uni on and one University representative serve on both the LPST and the JC
of the school or adm nistrative unit. However, this is left to the
respective parties to decide in each work community. If the LPST finds a
recurrent problemwhich it believes requires review at the JC level, it
will refer the policy aspects of such matter to the JC

In the event consensus cannot be reached within the LPST, the unresolved
i ndi vi dual problemw Il be referred pronptly to the University Problem
Sol vi ng Team

Uni versity Probl em Sol ving Team

In support of the LPST, the Union and the University will provide a
Uni versity Probl em Sol ving Team (UPST) of experienced persons. The



menmbership of the UPST will consist of an equal nunber of representatives

fromthe Union and the University whose primary responsibility will be to
t he UPST.

The function of this group will be to augnent the work of the LPST and to
support the concept of |ocal problem solving. Designated nenmbers of the
UPST will confer with the LPST to determ ne the nature of the unresolved
i ssue. They may conduct appropriate inquiries to assist in the resolution
of the issue by consensus. The UPST will prepare a summary of its

activities in each case.
Medi ation to Final Concl usion

If the problem remins unresolved after all these efforts have been
exhausted, the Union or the University may request the assistance of a
nmedi at or acceptable to both parties to the Agreenment. The objective of the
medi ator will be to seek a fair and equitable solution which takes into
account the needs of the enployee and the University.

The medi ator nmay nmake recommendations for the resolution of the problem
and, if a consensus is still not reached, will make a final decision
However, the mediator will have no authority to make a final decision on
any matter which does not involve the interpretation or application of the
terms of the Agreenment including the provisions of the Manual determned to
be arbitrable.

The University and the Union will work closely with the mediator in this
process, and all reasonable resources will be nmade avail abl e.

JO NT TRAI NI NG

The Union and the University will jointly train facilitators to assist the
JC s and will provide basic training for LPST's. In addition, the Union and
the University will devel op a range of supplenmental training progranms from
whi ch the LPST's and JC s may sel ect.

TI ME ALLOCATI ON

The parties agree that the activities of the JCs and the LPST' s wil|
require a reasonable tine away from ot her work duties. Scheduling will be
mut ual | y agreed upon between the enpl oyee and supervisor and will reflect
an appropriate bal ance of all work conm tnments.

It is agreed that generally no nore than 4 hours per nonth will be required
for JC activities.

It is recognized that the anmobunt of tinme needed for the LPST will vary from
one school or administrative unit to another and also fromone nonth to
anot her, dependent upon the type of problenms or issues which may arise. The
parties accept the principle that the nunmber of LPST participants will be
adj usted to prevent an unreasonabl e burden being placed on any given

enpl oyee or work unit. In extraordinary circunstances requiring unusua

time conm tnments, the school or administrative unit and Union will review
the situation and alter the nunber of nembers serving on the LPST or
determ ne anot her appropriate solution. Apart fromthe above, the parties
have agreed that additional release time of one day per nonth for nenbers
of the HUCTW Executive Board and two hours per month for HUCTW Joi nt



Council team | eaders woul d be appropriate in support of our joint
processes.

ARTICLE I'l - WORK SECURI TY
Phi | osophy & CGoal s
The University and HUCTW share a conmitnment to work security.

We believe that this commitnment will create a nore productive and
chal | engi ng wor kpl ace where change represents opportunity rather than a
threat. We | ook forward to an environment where personal growth and the
bui I ding of new skills are continuous, and constructive changes are
enbraced wi thout fear

Ongoi ng staff menmber enploynment is an inportant University goal and should
be mai ntained in situations such as those which occur because a grant ends,
when a departnment restructures, or when other changes make the future of
particul ar positions uncertain.

Based on their history of proven contributions, displaced staff nenbers
will be given hiring preference over outside candidates for any vacant job
for which they are suitably qualified.

Adm ni stration

A joint Work Security Committee conposed of an equal nunber of nmanagenent
and HUCTW representatives will be established. The primary function of the
Comrmittee is to provide an effective process for achieving work security
goal s consistent with the m ssion of the University. To performthis
function effectively, the Committee will:

* Meet regularly to review University-wi de information and data
regardi ng changes in staff positions and vacancies, both current and
proj ect ed.

* Review and investigate progress of individual displaced staff nmenbers
in seeking alternative Harvard enpl oynment.

* Intervene with school or admnistrative department human resource
of ficers where apparent action or inaction on the part of that unit is
i npedi ng expeditious job placenment as provided above.

* If required, refer particularly difficult cases to the University
Joint Council (UJC) for further review and assi stance

* At the Committee's discretion, authorize the extension of wages and
benefits for up to three (3) nonths where appropriate.

Hiring
In addition, the Committee will:
articulate goals with respect to hiring anong support staff; and
* participate in the design of programs and processes to pronote those

goals within the Harvard comrunity.

The Committee’s recommendati on on hiring will be submtted to the UIC by
July 1, 1994.

ARTICLE I'l'1 - EDUCATI ON AND CAREER DEVELOPMENT



The University and HUCTW agree that the Harvard comrunity is firmy
comritted to the career devel opnent and growth of enpl oyees. One neasure of
organi zati onal strength is the degree to which enpl oyees devel op toward
their full potential. Qurs is a richer and nore productive workpl ace when
enpl oyees decide to build careers at Harvard. Enployees should seek out,
and the University and its schools and adm nistrative units should support
and encourage, participation in a wi de range of career devel opnent
activities including: job training and skill building, job enhancenent, the
pursuit of formal education, and opportunities to transfer within the

Uni versity.

A joint Steering Conmttee will be established, consisting of equal nunbers
of designees of the University and the Union, to nonitor the inplenmentation
of policies and principles set forth in this Article. The Committee wll
function by consensus and will consult the University Joint Council should
it have difficulty reaching consensus.

The Committee will concern itself with such issues as the inplenentation of
a job listing database and rel ated transfer application procedures, the

of ferings of the Center for Training and Devel opnent and other training
prograns, and the feasibility of an Enpl oyee Educati onal Loan Program for
enpl oyees.

Tr ai ni ng

Training opportunities offered in the University as a whol e, whether
centrally or locally, will increase or remain substantially the same for
the duration of this Agreenent.

Local and central progranms will be responsive to mutually identified
traini ng needs.

Rel ease tinme nutually agreed upon by the supervisor and enpl oyee may be
provi ded for job-related or devel opnment-oriented training prograns.

Transfers

To be eligible to transfer, an enpl oyee must have been in his/her current
position for at |east six nonths on the regular payroll and be neeting
current job standards.

Transfer candidates will receive preference when the decision to hire is
bet ween equal ly qualified internal and external candidates bearing in m nd
consi derations of affirmative action.

All transfer candidates will receive tinely and appropriate information and
appropriate feedback on a decision not to interview or not to hire.

Educati onal Assi stance

The Tuition Assistance Plan and fees as described in the TAP brochure of
February 1989 will continue to be in effect with the foll owi ng changes:

* After two years of service, enployees are eligible to take two Harvard
courses per term (or any conbination of 8 credits per senmester) under
TAP.



* A staff nmenmber with two or nmore years of continuous service is
eligible for up to three hours per week of released tine
(proportionately less for part-time staff), provided that s/he has
made arrangenents with his/her supervisor

* TAP will reinburse staff nenbers for 75 percent of the cost of a
non- Harvard course per termup to nmaxi num of $2,000 in an academ ¢
year (July 1 through June 30). After seven years of service, staff
nmenbers nmay be reinbursed up to a nmaxi num of $4,000 in an academ ¢
year (i.e. two courses per term. Course cost includes tuition only.

* A financial aid fund, adm nistered by the joint Steering Commttee,
will be continued in the ampbunts of $60, 000, $65,000, $70, 000,
$75, 000, $80, 000 and $85,000 for the fiscal years beginning July 1,
1995, 1996, 1997, 1998, 1999 and 2000 respectively. Priority
reci pients should be enpl oyees in devel opnent-rel at ed degree or
certificate prograns, and enpl oyees working in renote |ocations, for
whom courses at Harvard may be difficult to attend

* The TAP committee will include representati on by HUCTW nenbers.

ARTI CLE IV - AFFI RVATI VE ACTI ON AND
NON- DI SCRI M NATI ON

Harvard and HUCTW are committed to providi ng equal enploynment opportunity
and to elimnating discrimnation in enploynent.

Harvard University is an equal opportunity, affirmative action enployer. In
order to conmply with the applicable federal and state |laws, the University

must meet specific posting and reporting requirenents to make certain that

there is no discrimnation in the enploynment or treatnment of qualified

enpl oyees based on race, color, sex, creed, age, national origin, handicap

or status as a Vietnamera or disabled veteran.

It is the desire of both parties that all enployees be accorded fair,

equi tabl e, and open treatment. No enpl oyee should be discrim nated agai nst
in the workpl ace because of his/her political beliefs, sexual orientation
happenstance of birth, nedical history or status, parental status, or any
ot her reason that is not reasonably related to job performnce. All nenbers
of the Harvard community are expected to act in accordance with the spirit
of this policy as well as the requirenents of |aw

Thi s agreenent recognizes that diversity enhances the quality of life at
Harvard, and that active outreach to the comrunity benefits both the
Uni versity and its surrounding comunity.

A subcommittee of the University-wide EECC will be established for the

pur pose of pronoting affirmative action and anti discrimnation initiatives
as they relate to this bargaining unit, one nmenber of which would also be a
menmber of the University-w de EECC

The subcommittee will prepare a panphl et which describes nutual objectives
and recomendati ons regarding training, recruiting, hiring, retention, and
career devel opnment to be considered by the parties.

The subcommittee will receive and review statistics and reports regardi ng
equal opportunity and affirmative action in the bargaining unit.

In consultation with the Joint Councils, the subconmittee will identify and
recomrend progranms ai med at enhancing affirmative action



ARTI CLE V - HI RI NG

Each year hundreds of support staff hiring decisions are nmade at our

Uni versity. The quality of these decisions significantly affects the
organi zational climte in the work conmmunity and the University’ s success
in achieving its mssion of excellence in teaching and research. The
parties find the follow ng general principles desirable and effective in
the hiring process:

1

Initially, it is understood and reaffirmed that negoti ated
understandings in the current Agreenment nmust be appropriately applied
in the hiring process. These nmust be considered carefully in every
hiring decision. To illustrate for enphasis:

o Article IV (Affirmative Action and Non-Di scri m nation) "Harvard
and HUCTW are comritted to providing equal enploynment opportunity
and to elimnating discrimnation in enploynment."”

o Article I'l (Wrk Security) States that "based on their history of
proven contri butions, displaced staff nmenmbers will be given
hiring preference over outside candidates for any vacant job for
which they are suitably qualified."

o Article I'll (Education and Career Devel opnent) Provides that
"transfer candidates will receive preference when the decision to
hire is between equally qualified internal and externa
candi dates bearing in mnd considerations of affirmative action.™

In consultation with the Union the University will provide support,
through training or on-the-job nentoring, to those responsible for
hiring of support staff in such illustrative areas as the foll ow ng:
(a) legal requirenents, (b) HUCTW contractual constraints, (c)
identification of critical skills needed and those possessed and
denmonstrated by the candi dates, and (d) nost difficult, yet inportant,
the assessnent of notivation, character, potential for growth and
ability to work successfully within a work group

Anmong procedural steps recommended to insure a respectful interview ng
and hiring process for internal and external candi dates are the
fol | owi ng:

o recei pt of applications are to be acknow edged.

o whenever possible candi dates shoul d receive periodic informtion
about the timng and status of the hiring process.

o if requested, an internal candidate will be given reasons why
s/ he was not offered an interview or position

To inmplenment effectively the stated contractual goals of career

devel opnent and growth for support staff, career counseling will be
provided and training will be avail able for strengthening interview ng
skills and for resune preparation

ARTI CLE VI - FLEXIBILITY



Wor kers and managers are encouraged to approach issues in the workpl ace
with a sincere effort to understand the variety of responsibilities in
people’s lives, and to work toward reasonabl e acconmpdati on of these needs
bal anced with the needs of the departnent.

Flexibility in the workplace is possible when workers and managers are
engaged i n honest, open and ongoi ng comruni cati on with each other, when
there is mutual commtnent to the needs of the University, and where

i ndi viduals are respected and trusted. Staff and supervisors are encouraged
to jointly explore ways to neet workplace needs and to respect the

i nportant and critical dinmensions of people s lives outside the workpl ace.
Al l needs shoul d be consi dered when exploring ideas of flexible scheduling.

Exanpl es of flexible scheduling may include: nodified work or |unch hours,
conmpressed work weeks, part time schedules and job sharing. Wrkers and
supervi sors are encouraged to seek assistance fromall available resources
in devel oping flexible arrangenments. Resources can include, but are not
limted to, human resources offices, union representatives, the Ofice of
Work and Family and Local Problem Sol ving Teans (LPSTs).

ARTI CLE VI1 - HEALTH AND SAFETY

Harvard University agrees to fulfill the responsibilities specified bel ow
in order to establish and maintain a safe and heal t hy workpl ace. Enpl oyees
are expected to observe established policies and accepted safe work
practices in the workplace. The follow ng practices will be part of an
effective health and safety policy:

Tinely Investigation: The University explicitly recognizes its obligation
to investigate in a tinmely manner any clear or apparent health or safety
risk, and it will take appropriate renedial action

Safe Work: The University should not require any enployee to performa task
t hat endangers his/her health or safety. \Were potential risks exist,
enpl oyees shoul d recei ve appropriate training.

I nformation: The University should make readily available information on
any hazardous materials used by or in the vicinity of enployees. In

addi tion, information concerning procedures and techniques to be used in
handl i ng such materials will also be readily available. This requirenment
appl i es whet her such materials and procedures are used routinely or on a
tenporary basis.

Enpl oyee Participation: Active participation by enployees in the
prevention, identification, and resolution of health and safety problens is
a vital part of an effective health and safety policy. Where technol ogica
changes are concerned, affected enployees should be informed as soon as
possi bl e of plans to introduce or alter automated systems. The opinions and
advi ce of the enployees who will regularly use such equi pnent and systens
shoul d be solicited in the planning and sel ection process.

Trai ni ng/ Educati on: The University and Union should work together to create
and i npl ement safety orientation programs for new and transferring

enpl oyees. Tinmely and appropriate training nust be provided to accommopdate
changes in equi pment or practice.

Area Safety Conmittees: It is agreed that to enhance communi cati on, pronote



awar eness, and encourage participation, Safety Committees will be
establ i shed where appropriate. A Comrittee responsible for issues of
environnental health and safety will be designated in each school and

adm ni strative unit. The nunmber, conposition, and frequency of nmeeting wll
be agreed upon by the primary Joint Council representing each school and
adm ni strative unit.

Uni versity-Wde Committee: A University-wi de health and safety commttee
will be forned with representatives fromthe Union and the University in
equal nunbers. The Director of the department of Environmental Health and
Safety will co-chair the committee with a menber of the Union. Menbers of
this commttee will have a maxi mum of five days of training on release tine
per year. Scheduling will be mutually agreed upon between the enpl oyee and
hi s/ her supervisor. The comrmittee will recomrend topics for health and
safety training and orientation and pronote the exchange of infornmation
regardi ng safety prograns and their inplenmentation in operating units. The
comrittee may review and anal yze reports and statistics related to
occupational injury or illness of bargaining unit menbers.

Medi ation to Finality: Should a dispute develop over the responsibilities
of the University in this Article that proceeds to nediation to finality
under this Agreenment, the |laws and government regul ati ons where applicable
will be used to provide guidance to the nmediator, but they may be exceeded
for reasonabl e and appropriate reasons.

(See also the Health and Safety section of the Personnel Manual covering
HUCTW bar gai ni ng unit menbers.)

ARTI CLE VI - PENSI ON

1. Effective July 1,1996, Harvard will inplenment a new retirenment program
for HUCTW support staff. The new program consists of a defined
contribution conponent and a defined benefit conponent. Both
components of the programw ||l be funded entirely by Harvard.

Part A - Defined Benefit Conmponent/Basic Retirenment Account:
The openi ng bal ance of the basic retirenment account will be
equal in value to the staff nmenmber’s accrued benefit in the
existing retirenent plan (the higher of the portable benefit
or formula benefit) as of June 30, 1996. Going forward
Harvard will credit each participant with a defined benefit
contribution, based on age and years of service, ranging
from3%to 6.5% of salary. This conmponent of the pension
will earn an annual investnment return equal to the rate on
12 nonth Treasury bills but shall be no |less than 5% and no
greater than 10%

Part B - Defined Contribution Conponent/Indivi dual

I nvest ment Account: Harvard will contribute an anmount equa
to 3.5% of salary; each participant will direct how this
contribution will be invested in the same array of funds as

are available to the faculty.

Al l HUCTW enpl oyees vested in the existing staff retirenment program as
of 6/30/96 will retain that defined benefit as a m ni mum guar ant ee.

2. HUCTW St aff nenmbers hired on or after July 1, 1996, will be subject to



a five year vesting period.

3. All future credits will accrue as defined above and will be fully
portable. For those hired on or after July 1, 1996, benefits accrued
under the new plan will be fully portable and cashable after five

years of service

4. Effective July 1, 1996 if an HUCTW support staff nenber retires before
age 65 his/her benefit under the old plan will be cal cul ated using
nore generous early retirenment discount factors than are now in place.

5. The agreed upon hinge |level for nenbers of the Bargaining unit

retiring on or after July 1, 1995 will be the agreed upon hinge | evel
for the preceding year increased by 3% and rounded to the nearest $5.
There will be a simlar 3%increase effective July 1, 1996, July 1,

1997 and July 1, 1998.
ARTI CLE | X - RETI REE MEDI CAL

Effective July 1, 1995 - Eligibility will be tied to age and | ength of
service as it is now, but will not be contingent upon ten-year
participation in a Harvard health plan

Ef fective January 1, 1996 -Early retirees (enployees retiring between age
55-64) who neet Harvard’'s eligibility requirenments nay continue to
participate in Harvard' s health plans under the sane cost sharing
arrangenents as those for active enployees until they reach age 65.

Medex 3 and ot her HMO senior plans, will be available to retirees age 65
and older. Those retiring on or after January 1, 1996 will be responsible
for a share of their premiuns. The University contribution will vary

dependi ng on length of service and full or part-time status over the
retiree’s Harvard career as foll ows:

Ful'l Tinme

Length of Service Harvard Contribution

10 years 50%

20 years 80%

Harvard s contribution will increase 3 percentage points for

every year of service between 10 and 20 years.

Part Ti me*
Length of Service Harvard Contribution

10 years 40%
20 years 65%
Harvard s contribution will increase 2.5 percentage points for

every year of service between 10 and 20 years.

Retirees over the age of 65 who elect to receive nedical care
fromUHS will be covered for the sane Medex 3 benefits as ot her
Medex 3 subscri bers.

Effective July 1, 1999 - those who retire January 1, 1996 or
after, Harvard's commtnent to pay the costs of nedical care for
each retiree and spouse age 65 and over will grow at a rate of 1



percentage point less than the rate of growth in the Medex 3
prem um

* This change i.e., the variation of University contribution
based on part time status, will be effective January 1, 1997.

ARTI CLE X - HEALTH

Short Term Di sability: Harvard University has inplenented a short-term
disability plan effective as of July 1, 1989. Followi ng a 10
consecutive working day waiting period per disability, the plan

provi des conpensation equal to 70% of an enpl oyee’ s base rate of
conpensation until the enpl oyee has been absent for a naxi mum peri od
of 6 nmonths. After an enpl oyee has conpleted seven full years of
service, and such enployee is necessarily away fromwork at |east ten
consecutive working days, the enployee is eligible to receive short
termdisability of up to six nmonths at 100% pay. An enpl oyee’s

accunul ated sick tinme may be used to satisfy the waiting period

requi rement. In addition, nedical certification will be required. No
benefits will be paid under the plan for absence due to work-rel ated
injury covered by Workers’ Conpensation. The cost of the plan will be

borne by the University.

The University and HUCTW have agreed that the interests of both the
Uni versity and the enpl oyees are better served through sound

adm ni stration of the Short Term Disability Program In this regard
the parties have pledged their support of a strong program of clains
adm ni stration which provides for tinmely processing of benefits to
enpl oyees who are unable to work due to disability and which
facilitates their return to work at the earliest tinme through
appropriate case managenent.

In addition the University and HUCTW encour age the use of tenporary
nodi fied work or |ight duty prograns which will assist enployees in
returning to the work community by providing nodification of duties or
in some cases work schedul es consistent with recomendati ons from
attendi ng health care providers in order to achieve full recovery
within a reasonable tine frame. A program which appropriately

i ntegrates short termdisability benefits with nodified work schedul es
wi Il be devel oped by mutual agreenent between the University and
HUCTW

Total Disability Plan: Staff menbers who are on a regul ar payroll and
wor king at |east 171/2 hours a week, or who receive an annual Harvard
sal ary of at |east $15,000, are eligible for total disability
coverage. Staff menbers earning |less than $12,000 a year can be
covered after one year of continuous service and the University pays
the full cost. Staff nenbers earning at |east $12,000 a year are
eligible without a waiting period and pay a prem um based on sal ary.
Application for this coverage nust be made within 30 days of

enpl oyment or notification of initial eligibility, if later.

Ot herwi se, applications can be filed only during the annual open

el ection period in the Fall and will be effective the foll ow ng
January 1. Except for those who elect disability coverage during the
initial enrollnment period, staff menbers will be subject to a one year

preexi sting condition exclusion



A. Plan benefits are as foll ows:

1. Six months after the onset of total disability, a staff
menmber is eligible to receive a nonthly payment equal to 60
percent of salary in effects as of the onset of disability,
reduced by benefits payable by Social Security and workers
conpensation, if applicable;

2. Continued participation, wthout prem um charge, in
Harvard's group life insurance, health, and dental plans if
the staff nenmber had el ected coverage and was enrolled in
those plans at the onset of total disability (health plan
participation is restricted to the plan selected by the
staff menber and in effect at onset, regardl ess of changes
in famly status or open enroll nent periods); and

3. Continued pension credit based on full salary in effect at
onset of total disability.

I ncome continuation during the first six nonths of disability is
provi ded t hrough sick pay and short-termdisability prograns.
Long-term Di sability Plan payments will continue to the end of
total disability or the staff nenber's normal retirenent date,
whi chever occurs first.

B. Applications for Total Disability Plan benefits are normally nade
by a representative of the staff nmenber's departnment by letter to
the Disability Clains Unit of the Flexible Benefits
Admi ni stration Department. The letter requesting that the staff
menmber be considered for eligibility for benefits should be
submitted as soon as it becones apparent to the department that
the staff nmember is unable to performjob duties and
responsibilities in a satisfactory manner because of a nedica
disability but no later than three nmonths from |l ast date worked.
The date of the onset of disability (generally the |ast day
wor ked) and the date on which sick pay ends nust be included in
the letter.

The staff nenmber may also initiate a claimfor Total Disability
Pl an benefits by contacting the Disability Claims Unit of the
Fl exi bl e Benefits Adm nistration Departnment directly.

C. In order for a staff nmenber to be eligible for benefits under the
Total Disability Plan, s/he nmust be an enpl oyee of Harvard
Uni versity and covered under the plan at the onset of total
disability. Staff nenbers have one year fromthe onset of tota
disability to submt a claimfor Total Disability Plan benefits
whet her or not s/he is still enployed by Harvard at the tine the
claimis submtted. A staff menber's claimfor and/or eligibility
for Total Disability Plan benefits does not affect any decision
or policy regarding whether his/her position remains open during
any absence on account of disability.

Joint Benefits Committee: During the 1995 contract negotiations the
Uni versity and HUCTW agreed to the formulation of a Joint Cormttee on
Benefits consisting of HUCTWrepresentatives, faculty nmenbers and
senior level adm nistrators to advise the Provost, Deans, and Vice



Presidents on University-wi de fringe benefits policies as they relate
to menbers of the Harvard community covered by the collective

bar gai ni ng agreenment between Harvard University and HUCTW support
staff. Specifically the coomittee charter is as foll ows:

1. Examine the objectives and designs of the benefits progranms for
support staff covered by HUCTW agreenent, and nonitor their
performance in |ight of the need of individuals, the institution
and its constituent parts.

2. Wthin the limts of resources avail able for benefits prograns,
fromtinme to time recomrend anmendnents to existing prograns, or
new progranms, to respond to changes in | aws and regul ati ons;
needs of support staff; conpetitive conditions; institutiona
priorities and constraints.

3. Regularly review the financial status of benefits prograns for
HUCTW r epr esent ed support staff and recomrend neasures for
mai nt ai ning fiscal balance within the fringe benefits pool

4. Provide guidance to the University Ofice of Human Resources on
rel evant adm nistrative and procedural matters and on
comruni cati ons i ssues concerning benefits as they relate to
support staff.

The Joint Committee on Benefits shall be limted to 10 nmenbers and
shall neet at reasonable intervals and for reasonable periods of tine
as appropriate and as determ ned by nutual agreenent. Appropriate
resources required to facilitate di scussions shall be identified by
mut ual agreenent.

4. Dental: The dental plans offered are Delta Dental and HUGHP Dent al
The HUGHP dental plan will be offered as an elective benefit avail able
to HUCTW enpl oyees, rather than being included as part of the HUGHP
health plan. Harvard's percentage contribution to the dental plans
will be equal for individuals and for famlies but may be adjusted
pursuant to the Letter of Agreenent dated January 15, 1997.

5. Health: Effective January 1, 1996, Harvard will offer an array of
health plan choices. Harvard's contribution to those plans will be a
dol I ar amount equal to a percentage of the cost of the | owest-cost
pl an. The percentage contribution for health plans will be the sanme
for individuals and for famlies but may be adjusted pursuant to the
Letter of Agreenent dated January 15, 1997.

6. Harvard and HUCTW agree that enployees in commtted sane-sex donestic
partner relationships qualify for famly health insurance coverage.
Enpl oyees who want to obtain health and/or dental benefits for their
sane-sex donmestic partner must first register their partnership with a
muni ci pality offering a formal registration of domestic partnerships.
Further information about donestic partner coverage shoul d be obtai ned
fromthe Benefits Office.

ARTI CLE XI - SALARY PLAN AND ADM NI STRATI ON

The University and HUCTW have agreed upon a salary plan and its
adm nistration that is nmade a part of this Agreenment. The main features of



the salary plan are described as follows:

1. The current job classifications are assigned to 9 grades nunbered 2
t hr ough 10.

2. The m ni munms and maxi muns of each grade will be increased by 2 percent
July 1, 1995, 2 percent July 1, 1996, 2.2% July 1, 1997 2.5% July 1,
1998, 2.5% July 1, 1999 and 2.5% July 1, 2000.

3. The width of each salary range, frommnimmto maxi mum wll be 45
percent in grade 2 increasing to 56 percent in grade 10.

4. The salary ranges for each grade are included at the end of the
Agr eenment .

5. No enpl oyee shall be paid below the mnimum salary of his or her job
cl assification.

6. Enpl oyees may be hired at any point in the salary range.
7. The salary programw ||l be provided as foll ows:
Structure Increases

Structure increases shall be awarded effective on the follow ng dates as
qualified bel ow

July 1, 1995 1.3%

All enpl oyees in the bargaining unit on the active payroll July 1, 1995 and
continuing on the active payroll through Cctober 1, 1995 shall receive a
salary increase of 1.3 percent July 1, 1995.

January 1, 1997 1.8%

Al l enpl oyees in the bargaining unit on the active payroll as of January 1,
1997 shall receive a salary increase of 1.8 percent.

July 1, 1997 1.3%

All

enpl oyees in the bargaining unit on the active payroll as of July 1,

1997 shall receive a salary increase of 1.3 percent.

July 1, 1998 1.4%

All

enpl oyees in the bargaining unit on the active payroll as of July 1,

1998 shall receive a salary increase of 1.4 percent.

July 1, 1999 1.8%

All

enpl oyees in the bargaining unit on the active payroll as of July 1,

1999 shall receive a salary increase of 1.8 percent.

July 1, 2000 1.7%

All

enpl oyees in the bargaining unit on the active payroll as of July 1,

2000 shall receive a salary increase of 1.7 percent.

Progressi on I ncreases

Effective July 1, 1995, 1996, 1997, 1998, 1999 and 2000, enpl oyees who have
conpl eted at |east six nonths of service in the bargaining unit shal
recei ve annual progression increases or annual progression bonuses (or a



combi nation thereof) as set forth below Such enployee whose salary is |ess
than the maxi numrate of the enployee's salary grade shall receive a
progression increase equal to the percentage of the mninumrate of the
enpl oyee's sal ary grade, which shall be 3 percent in the case of enpl oyees
who have conpl eted one year of such service and 1.5 percent in the case of
enpl oyees who have conpleted at | east six nmonths but |ess than one year of
service. Such enpl oyees whose salary is at or above the maxi numrate of the
sal ary grade shall receive a pensionabl e progressi on bonus (which shall not
i ncrease the enployee's base rate or be included in the cal culation of any
ot her benefits) equal to a percentage of the mninmumyearly rate of pay of
the enpl oyee's salary grade. The progression bonus shall be 3 percent in
the case of enpl oyees who have conpl eted one year of such service and 1.5
percent in the case of enployees who have conpleted at |east six nmonths but
| ess than one year of service. Such bonuses shall be proportionally reduced
in the case of eligible part-tine enpl oyees.

Progression increases shall be awarded on the follow ng effective dates:

July 1, 1995

Those enpl oyees in the bargaining unit on the active payroll both on July
1, 1995 and on Cctober 1, 1995 will receive a progression increase or
progressi on bonus (or a conbination thereof) retroactive to July 1, 1995
according to the provisions above.

July 1, 1996 , July 1, 1997, July 1, 1998, July 1, 1999 and July 1, 2000

On July 1, 1996, July 1, 1997 , July 1, 1998, July 1, 1999 and July 1, 2000
bargai ning unit enpl oyees on the active payroll as of these dates who have
conpl eted at |east six nonths of service in the bargaining unit wll
receive a progression increase or progression bonus (or a conbination
thereof) according to the provisions above.

A progression increase may not cause an enployee's salary to exceed the
maxi mumrate of his or her salary grade. If an enpl oyee whose salary is

|l ess than the maximumrate of his or her salary grade is otherw se eligible
for a progression increase which would cause the enployee's salary to
exceed the maximumrate for the salary grade, such increase shall be
limted to the amount that would cause the enployee's salary to equal the
maxi mumrate for the salary grade, and the excess anount of such increase
shall be converted to a progression bonus (in an appropriate percentage)
and paid to the enpl oyee accordingly.

Progression increases may be deferred or withheld altogether in cases when
an enpl oyee has serious and/or continuing performance difficulties. The
decision to withhold a progression increase is a serious matter that a
supervi sor should fully discuss with the enployee. Particul ar enphasis
shoul d be focused on finding ways for the enployee to inprove job

perfor mance.

It is not necessary for formal disciplinary actions to have been initiated
prior to withhol ding a progression increase. However, in norma

ci rcunmst ances, supervisors should inform enployees of their decision to

wi t hhol d a progression increase at | east 60 days in advance. Such a

deci sion should not come as a surprise to the enployee and is subject to
probl em sol ving procedures at the request of the enpl oyee.

Bonuses



Oct ober 1, 1995

Enpl oyees in the bargaining unit on the active payroll October 1, 1995 with
six months or less of service will receive a $200 bonus. Enpl oyees hired
bet ween July 1, 1995 and Septenmber 30, 1995 are not eligible for such

i ncreases.

July 1, 1997
Enpl oyees in the bargaining unit on the active payroll July 1, 1997 with
six months or less of service will receive a $200 bonus.

Ot her I ncreases

Sal ary increases for other reasons may be granted at any tine, subject to
policy and approval requirements established by local units and the
University. At a mininmm proposed increases nust be discussed with and
approved by the local personnel office responsible for the area.

Shift Differential

Where an enpl oyee regularly works a schedul ed eveni ng, night or weekend
shift, a shift differential is appropriate. The definition and anmobunt is to
be determ ned locally. Any disagreenment will be resolved by the

Admi ni strators of the Agreenment, currently Bill Jaeger for HUCTWand Ti m
Manni ng for the University.

Job Cl assification

Each clerical and technical position has been assigned a job title and
classified to one of the nine salary grades in the job classification
system (see grid in the Appendi x). These assignhments reflect judgnents
about the degree of skills, abilities and special training required to
performthe job's duties and responsibilities, and the conplexity and val ue
of the job relative to others performed at the University. Effort required
to performthe job and conditions under which an enpl oyee would regularly
work are al so considered. In addition, classification decisions need to
consider and react to |ocal market factors in order for Harvard to attract
and retain qualified staff. Maintaining fair and equitable classifications
of all jobs at Harvard is the objective of this process.

In close consultation with the |ocal personnel offices, the Ofice of Human
Resources is responsible for classifying new job titles as they are created
and for reclassifying existing job titles to new grade classifications.

Job Recl assification

Peopl e and jobs are not static. They change constantly; sonetines gradually
and sonmetines rapidly. In order to keep up with these changes, job
descriptions should be reviewed periodically and revised to reflect current
responsibilities. Local managers are primarily responsible for ensuring
that job classifications of individuals in their area remain fair and

equi tabl e and properly reflect the duties and responsibilities assigned to
them as well as the skills and effort required to do their job

Whenever there have been substantive, neasurable changes in a job's content
and responsibilities, which cause the job to appear inappropriately
classified, a reclassification review should be initiated.

These reviews may be requested by a supervisor, a personnel officer or an
enpl oyee. Regardl ess of who makes the request, it is inportant that the



request be dealt with pronptly and thoroughly. Ordinarily, the
reclassification decision should take no | onger than four weeks fromthe
tine it is submtted to a | ocal personnel office. In cases where an

enpl oyee has made the request, the personnel officer or supervisor should
keep her or himinformed of the review s status, including a general sense
of when a decision can be expected.

The University Joint Reclassification Coormittee, conmposed of equa
representation fromthe Union and the University, will review and assist in
the resolution of cases not settled at the local |level. The joint team
shall be the final arbiter of reclassification disputes not settled at the
| ocal level. No such disputes shall be settled except by consensus of the
joint team and such deci sions achi eved by consensus shall be binding on al
parties. The joint teammay at its discretion alone utilize technica
studies or nediation in reaching its consensus.

The specialized joint teamw Il also review and study the current
reclassification application form and the job titles, generic job
descriptions, and assignments of job titles to salary grades in the job
classification system and suggest changes.

Normal |y, a salary increase should be granted when a person is pronoted or
reclassified to a higher grade. The anpunt of the increase should reflect
the enployee's skills and experience in relation to those required for the
position, and in relation to those of others who work in their unit. It
shoul d also reflect the difference in salary level of the old and new job.

An increase for advancenment to a higher grade will not affect the
enpl oyee's eligibility for structure or progression increases.

An individual enployee may be required in the performance of a job to
utilize significant, specialized skills, or a distinct body of know edge
which are wholly separate fromand clearly exceed the skills and know edge
requi red by the basic job classification and salary grade to which the
staff menber is assigned. For such an individual, a Specialist suffix my
be attached to the assigned job classification. Exanples of skills and
responsibilities which would make a Specialist suffix appropriate are:

* technical skills, such as fluency in a foreign | anguage, facility with
a highly specialized conputer program or other areas requiring
ext ensi ve technical training;

* application of group |eader skills (overseeing work flow, scheduling
and distributing workload; training |l ess experienced staff, etc.), or
ot herwi se playing a central role in group work processes.

The Specialist suffix will be attached in the follow ng circunstances and
with the foll owi ng understandi ngs:

A specialist classification will be one salary grade higher than that for
the assigned basic classification. Docunentation of requests for assignnent
of a Specialist suffix to a job shall be rigorous. Al such cases nust

i nclude conpl etion of a Position Description Questionnaire (PDQ . Requests
for Specialist classification nust be approved by a senior officer of the
staff menber's school or departnment after which they will be forwarded to
the University Joint Reclassification Committee (UJRC) for agreenent of the
UJRC. It is further agreed that any such reclassification of an enpl oyee



will not serve as a basis for a claimon the part of any other individual
for reclassification, and such reclassification determ nations are not
subject to the problemsolving process outlined in Article 1

ARTI CLE XI'I - DEPENDENT CARE AND FAM LY POLI CY

The care of children and elders is increasingly recognized as an issue
affecting the workpl ace.

Use of sick days: An enployee may use up to twelve sick days a year for the
care of ill dependents.

Maternity Leave: A 13-week | eave period is provided for birth and adoptive
nmot hers with assurance of return to the sane position. If eligible for any
of the following entitlenments, a conbination of accrued sick days, 8 weeks
of short-termdisability at 70 percent of regular salary, vacation time and
personal days, as well as unpaid | eave may be used, up to a total of 13
weeks. Sick days and short-termdisability are available for the period of
ti me when an enpl oyee is physically unable to work because of childbirth.
An additional unpaid | eave of absence may be available, but w thout a
guarantee of return to the sane position. (See Maternity/Paternity Leave in
t he HUCTW Per sonnel Manual .)

Adoptive Parents and Fathers: A 1-week |eave period with pay is provided.
Effective July 1, 1999, up to 4 weeks paid | eave (including the 1-week
provided for in the preceding sentence) is provided.

Adoption Assistance Fell owshi p: The University has agreed to the
establishnment of a separate fell owship programto provide for adoption
assi stance and will meke an initial contribution of $15,000 to the fund
effective July 1, 1995. Funds not utilized in the fiscal year beginning
July 1, 1995 may be carried over to the next fiscal year. Additiona

Uni versity contributions to the fund for fiscal years beginning July 1,
1996, 1997, 1998, 1999 and 2000 will be $6,000 per year beginning with
fiscal year July 1, 1996. The fund adm nistration shall be by nutua
agreenment between HUCTW and the University.

Fel | owshi ps for Day Care: The University will contribute the amunts of
$115, 000, $125,000, $135, 000, $145,000, $155,000 and $165, 000 for the
fiscal years beginning July 1, 1995, 1996, 1997, 1998, 1999 and 2000
respectively, toward fell owships for day care, at centers and at |icensed
fam |y day care providers, for children of enployees in the bargaining
unit. The fellowships are not limted to Harvard sponsored centers. The
fell owships will be awarded to children in amunts inversely related to
househol d inconme and in accordance with financial need. The University and
the HUCTWwi Il jointly select an admnistrative agency to receive
applications and make the awards.

Work and Family Advisory Committee: The University has established a Work
and Fam |y Advisory Committee to review and support as appropriate work and
famly issues across the Harvard Conmunity. Effective July 1, 1995 HUCTW
shall have two representatives assigned to the Conm ttee.

Work and Family Initiatives: The University and HUCTW have agreed to
support discussions at the local joint council |evel regardi ng work and
famly issues as they relate to the |ocal workplace. Accordingly Ioca

joint council co-chairs shall be invited to participate in a joint training



initiative on the subject of work and famly to facilitate such

di scussions. Attendees of the training will be encouraged to study this
issue locally, identify potential support prograns where appropriate and
report findings to the University Joint Council.

Joint Study: The University and HUCTWjointly devel oped a Dependent Care
Survey addressed to all elenments of the Harvard community during their 1989
negoti ations. The University and the Union will jointly select a committee
of experts and community | eaders to review the survey results, to assess
the problens and services in the greater Boston area, and to consider neans
to provide quality care at |ower costs, recognizing a role for househol ds,
comruni ty groups, enployers, and governnents.

A Project Devel opnent: Harvard University over recent years has taken the

| eadership to develop a group of separate child care centers under the
managenent of independent boards, and it plans to develop nore centers. The
Uni versity and the Union will jointly explore cost-effective and practica
means to expand the number of child care centers for bargai ning unit

enpl oyees and nenbers of the conmmunity.

El der care: The University and HUCTWw || enhance the information on
referral services available for elder care

ARTICLE XI'II - UNI ON SECURI TY

1. Any enployee who is a nenmber of the Union on the date this Agreenent
is signed shall for the termof this Agreenent, and as a condition of
conti nued enploynment, either (i) voluntarily remain a nenber of the
Uni on in good standing, or (ii) pay a nonthly agency fee to the Union

2. Any enpl oyee who is not a nenber of the Union on the date this
Agreenment is signed shall, as a condition of continued enpl oynent,
either (i) voluntarily become and remain a nenber of the Union in good
standi ng, or (ii) pay nmonthly agency fees to the Union, beginning not
|ater than the 30th day followi ng the date this Agreenent is signed or
the end of his or her orientation and revi ew period, whichever is
| ater.

3. Any enployee hired after the date of signing of this Agreenment shall,
as a condition of continued enploynment for the termof this Agreenent,
not later than the end of his or her orientation and review period,
either (i) voluntarily become and remain a nenber of the Union in good
standing or (ii) pay nonthly agency fees to the Union

4. The University will deduct the nonthly dues payable to the Union from
the salary of each enployee in the bargaining unit who has becone and
remai ns a nmenber of the Union, and will deduct a nonthly agency fee

fromthe salary of each enployee who is required by this provision to
pay such a fee. Such salary deductions shall only be nmade in respect

of those enpl oyees for whomthe University receives witten

aut hori zations signed by the enployees in a formsatisfactory to the

Uni versity.

5. The Union will informthe University of the anount of Union dues or
agency fees which are to be deducted. Any such agency fee will be
determ ned by the Union in accordance with applicable |aw. The Union
undertakes not to change its dues requirements during the life of this
Agreenment save in accordance with the Union constitution. The
University will deduct and remit nmonthly to the Union the current
Uni on dues and agency fees deducted from enpl oyee sal ari es under this
provision, with a listing of the enpl oyees concerned and the anounts



paid in respect of each. The Union will indemify and hold harm ess
the University for any action taken or not taken by the University in
accordance with this Article.

ARTI CLE XI'V - MANAGEMENT

Except as provided by the specific terms of this Agreenent. Harvard
University retains all its rights to adm nister the University, and these
rights may not be linited by any awards reached through the process of
medi ation to finality as specified under the provisions of this Agreenent.

ARTI CLE XV - STRIKES OR LOCKOUTS

In keeping with the principles outlined in the Preanble and Under st andi ng
to this Agreenent, the parties commt thenselves to resolving problens and
di fferences through cooperative neans that are appropriate to this

Uni versity community rather than through strikes or |ockouts.

a. During the termof this Agreenent, the parties have provi ded extensive
means for discussion of all matters that have a significant inpact on
enpl oyees and have provided for individual problemresolution
procedures including "nmediation to final conclusion" on any matter
that involves the interpretation or inplenentation of the terms of
this Agreenent. Accordingly, the parties agree there shall be no
strikes or |ockouts or other concerted activities of a disruptive
nature during the termof this Agreenent. The Union and the University
and their respective officers and representatives agree not to
encourage any violation of this section

b. I'n the negotiations of successor agreenments, the parties affirmtheir
determ nation to reach a mutual understandi ng through good faith
col |l ective bargaining, including voluntary nedi ation if suggested by
ei ther party.

ARTI CLE XVI - DURATI ON

The provisions of the Agreenent will be effective as of the date of the
Agreenment is signed except where expressly provided otherw se and shal
continue through June 30, 1999. The parties agree, however, to review the
operation of the Agreenment begi nning Decenber 1, 1998, and to begin
negoti ati ons for any proposed changes in the Agreenent in January 1999 with
an expressed mutual desire to reach closure by the end of February 1999
ahead of the expiration date of June 30, 1999.

ARTI CLE XVI| - SEPARABILITY
If any term provision or condition of this Agreenent is held by a court of
conpetent jurisdiction to be unlawful, illegal or in violation of law, the
parties will confer in an effort to agree upon suitable substitution. It is

agreed that the invalidation through operation of |aw of any provision of
this Agreenent shall not affect any of the other provisions.

Side Letter re Bargaining Unit Questions

The University and HUCTW recogni ze that certain questions regarding the
inclusion in or exclusion of positions within the bargaining unit remin
unresol ved from prior negotiations, and that new questions arise on a
regul ar basis. W have concluded that we would benefit fromthe devel opnent



of a process which is designed to review and resolve these questions in an
objective, fair, and tinmely manner. Therefore, the University and HUCTW
have agreed to the establishnent of a small Joint Cormmittee on the
Bargaining Unit (JCBU) conprised of an equal nunber of University and HUCTW
representatives to address these questions.

The JCBU will establish a set of objective criteria consistent with the
needs of the University and HUCTW and | egal guidelines, for determ ning
whet her a position is appropriately included or excluded fromthe

bargai ning unit. Based upon those criteria, the JCBU will review and
resol ve any di sputed questions which are raised regarding the bargaining
unit status of (i) newWy created positions; (ii) current positions where
there has been a substantial change in the nature of work, degree of
responsibility or reporting relationship such that the position’s status
may be changed; and (iii) positions which remain in question from prior
negotiations. It is not intended that the JCBU will exam ne the status of
any position unless it falls into one of the above categories.

In the event that the JCBU cannot reach consensus on the bargai ning unit
status of a particular position, it may request the assistance of a
nmedi at or acceptable to both parties to the Agreement. The objective of the

medi ator will be to seek a fair and equitable solution. The nedi ator may
make reconmendations for the resolution of the problemand, if a consensus
is not reached, will make a final decision. The decision of the nediator

shall not be contrary to the rights of enployees under the National Labor
Rel ati ons Act.

Harvard University HUCTW
Side Letter re Joint Conmttee on Parking

The University and HUCTW agree to forma joint conmttee to discuss issues
related to enpl oyee parking services in the Canbridge and All ston areas
that are managed by the University Parking Ofice.

We recogni ze that enpl oyee parking and transportation i ssues are conpl ex,
and that there are a nunber of regulatory and other reasons that affect
policy decisions about parking services in the future. We further

acknow edge that Harvard and its enployees are served best through the
devel opnent of transportation policies and procedures that enhance
accessibility to the University. In addition, we recognize that the staff
of the University are inportant nenbers of the Harvard comrunity and shoul d
be appropriately represented in the consideration of such policies and
procedur es.

The objective of the Coormittee will be to discuss parking and
transportation matters that have a significant inpact on staff, and it wll
be guided by the same principles of communication and consensus established
for the Joint Councils. In its advisory capacity, the Committee will only
review and di scuss information about annual rate adjustnments and suggest
ideas to inprove the efficiency of the services provided.

This Committee will consist of an equal nunmber of representatives of HUCTW
and University nmanagenent, to be appointed by the respective parties.
Initially there will be three participants fromthe union and three from

managenent, however, this nunber may be adjusted fromtine to tine, by



agreenment between HUCTW and the University, to achieve the objectives of
t he group.

Harvard University HUCTW
Side Letter re Transfers

When a staff menber experiences a loss in pay due to either a) involuntary
transfer to a new position in the same salary grade or b) a transfer to a
new position in the sanme | abor grade following a lay off or a | eave of
absence, and the matter is brought to the attention of the Director of
Labor Rel ations and the Director of HUCTW appropriate salary adjustnments
may be affected by mutual agreenent as circunstances warrant.

Harvard University HUCTW

Side Letter re Tinme Allocation

The parties have agreed to anend the tinme allocation provision of Article
of the Agreenment to provide for the follow ng:

Apart fromthe above the parties have agreed that additional release tine
of one day per nonth for menmbers of the HUCTW Executive Board and two hours
per month for HUCTW | oint council team | eaders would be appropriate in
support of the above referenced joint processes

Harvard University HUCTW

Harvard University HUCTW

Presi dent and Fel | ows Harvard Uni on of

of Harvard Col | ege Clerical and Technical Workers
AFSCME, AFL-CI O

Polly Price Kri s Rondeau

Associ ate Vice President for Chi ef Negoti at or

Human Resour ces
Bi Il Jaeger
Ti not hy Manni ng
Donene WI Il i ans
Li anne Sullivan
G oria Buffonge
Jenni e Rat hbun
Tom Canel
Bob Brust man
Marilyn Byrne
Adri enne Landeau

Sue Leavitt

Bob Mendel son



Contract Extension July 1, 1999 through June 30, 2001
Letter of Agreenent

Not wi t hst andi ng the Time Allocation provisions of the collective bargaining
agreenment, the University has agreed that the Union President and one other
officer of the Union to be naned by the Union will experience no loss in
pay due to reasonable time away fromtheir occupational activities for the
Uni versity in the performance of representation duties provided such
representation duties are confined to the adm nistration and application of
the collective bargai ning agreenment between the University and the Union

SALARY GRADE TABLE
HUCTW BARGATNING UNIT ANNUATL SATARY RANGES
Effective July 1, 2000
[Gmde Mivmmn [ g Godeine [Gmde Maimum [Trogression

=R r = B

I—-nd.e|Eo Homly |Momhy |MontHy | mwmal |Homly |MontHy |MomHy | awoel | Homly |Mony |MonHy | Awoel | Amomd
|2 |35 1031 | 782 | 1564 | 18,768 1263 | 958 | 1916 22,992 1495 | 1134 2268 |27.216 | 563

40 1031 | 889 [1778 [21336 1263 [1,095 2190 (26280 (1495 1,296 | 2592 (31,104 | 640
[3 [35 [1097 ] 832 [1664 [199¢8 [13.44 [1019 | 2038 [24456 [1606 [1218 | 2436 20232 | 59
40 (1097 | 951 | 1502 | 22824 1344 1,165 | 2330 (27960 (1606 1,392 | 2784 |33408 | €85
[4 [35 [10.37 [ 862 [1724 20688 [13.92 [L056 | 2112 |25344 [1680 [L274 [ 2548 [30575 | 621
40 (1137 | 986 | 1972 | 23664 1392 | 1,207 | 2414 |28,968 1680 1456 | 2912 |34944 | 71O
|5 |35 1211 | 913 | 1836 | 22,032 (1482 | 1124 | 2248 | 26976 |18.05 | 1,369 | 2738 32856 | €6l

|
|
|
|
|
|
|4O 1211 |1B50 2100 |25,200 1432 | 1,285 |2570 30,340 | 13.05 |1,565 3130 37,560| 756
|
|
|
|
|
|

|6 [35 [1290 | 978 [1956 |23472 [1580 [1198 | 2396 |28,752 [19.39 [1471 | 2942 [35304 | 704
|40 1290 1,118 | 2236 | 26832 |1580 | 1,370 | 2740 |32380 |19.39 | 1,681 | 3362 (40,344 | 805
[7 [35 [1397 [1.060 [2120 [25440 [17.13 [1,299 [ 2598 [31176 [2123 [1.610 [ 3220 [3Bet0 | 763
40 (1397 (1,211 | 2422 | 29064 17.13 [1485 | 2970 |35640 (2123 1340 | 3630 44,160 | 872
[8 [ 35 [1517 [11851 2302 [27624 (1857 [1408 | 2816 [33,792 [2325 1763 | 3526 [a2312 | 829
|40 (1517 |1,315 | 2630 | 31560 |18.57 1,610 | 3220 |38,640 (2325 2015 | 4030 48,360 | 947

| 9 |35 1645 1,248 | 2496 | 29,952 2016 | 1529 | 3058 36,696 2544 |1929 3858 46296 | 899
40 |1645 |1A426 | 2852 | 34224 (2016 | 1,747 | 3494 |41928 | 2544 |2,205 | 4410 |52920 | 1027
(10 [ 35 [17.85 |1354 [ 2708 |32496 (2187 [1,669 | 3318 |398le [27.86 [2113 | 4226 |50,712 | 975

| 40 (1785 |1547 | 3094 | 37128 (2187 1896 | 3792 (45504 2786 |2415 | 4830 (57,960 | 1114

(111t is generally expected that new staff will be hired at a rate less than the hiting guideline which has been set at 22.5% above the minimum of each grade.

(2 The Arwnasl Progression Amount is equal to 3% of the sanimum of the range.



HUCTW BARGATNING UNIT ANNUAL SALARY RANGES

Effective July 1, 1996

SALARY GRADE TABLE

Grade Minimum Hiring Guideline Grade Maximum Piose
Semi- Semi- ‘ Semi- Annual
Grade Hours Hourly |(Momthly |Monthly |Amnnual [Hourly |Monthly |Aomihly |Annual Hourly |Monthly |Monthly |Anmuwal | Amount
2 35 934 | 710 1420 | 17,040 1148 871 1,742 | 20,904 1358 | 1,030 2,060 | 24,720 51
40 i ] | 2l 1622 | 19464 1148 o5 1,990 ‘ 23,880 1358 ‘ 1177 2,334 | 28248 584
3 35 97 | 756 1,512 | 18,144 1221 026 1,852 | 22,224 14.60 | 1,107 2,214 | 26,568 544
40 097 | 264 1,738 | 20,736 1221 1,058 2,116 ‘ 25,392 14.60 ‘ 1,263 2,530 | 30,360 622
4 35 1033 | TE3 1,566 | 18792 ‘ 1243 059 ‘ 1918 | 23,0168 ‘ 1526 | 1,157 2314 ‘ 27,768 564
40 1033 895 1,790 | 21,480 1263 1,098 2,192 | 26,304 1526 1,323 2,646 | 31,752 644
5 35 11.00 234 Laag | 20,016 1347 1,022 2044 | 24528 16.40 1,244 2488 | IDE5A a00
40 11.00 | 953 1,906 | 22872 ‘ 1347 1,168 ‘ 2,336 ‘ 28,032 ‘ 16.40 ‘ 1,421 2,842 ‘ 34,104 686
6 35 1171 | B8 1776 | 21,312 1434 1,028 2,178 ‘ 26,112 17.62 ‘ 1,338 2,672 | 32,064 639
40 117 | 1,015 2050 | 245360 1454 1,243 2,436 ‘ 29,832 1762 ‘ 1,527 3054 | 36,648 73l
7 35 1270 | 063 1,926 | 23,112 1556 1,150 2,360 | 28,320 19.29 | 1,463 2926 | 35,112 693
40 1270 | 1,10 2,202 | 26,424 1556 1,249 2808 ‘ 32,378 1929 ‘ 1672 3344 | 40,128 793
8 35 1379 | 1,046 2092 | 25104 ‘ 16,88 1,280 ‘ 2,560 | 30,720 ‘ 2113 | 1,602 3,204 ‘ 38,448 753
40 1379 1,195 2,390 | 23880 16,38 1,463 2926 | 35112 | 2113 1,531 3662 | 43,944 260
9 35 1493 1,134 2268 | 27216 1852 1,389 2778 | 33334 | 2511 1,753 3506 | 42,072 ala
40 1495 | 1,296 2,592 | 31,104 ‘ 1832 1,588 ‘ 3,176 ‘ 38,112 ‘ FENS | ‘ 2,003 4,006 ‘ 48,072 o33
10 35 1622 | 1,230 2,460 | 29,520 1937 1,507 3014 ‘ 36,168 | 2531 ‘ 1,919 3,838 | 46,056 226
40 1622 | 1,406 2812 | 33744 1987 1,722 3444 ‘ 41,328 | 2531 ‘ 2,154 438E | 52656 1,012

(111t is generally expected that new staff will be hired at a rate less than the hiring guideline which has been set at 22.5% above the ndninoum of each grade.

(&) The Anvmial Progression Amount is equal to 3% of the mitdnoun of the range.




HUCTW BARGATINING UNIT ANINUAL SALARY RANGES

Effective July 1, 1997

SATLARY GRADE TABLE

Grade Minimum Hiring Guideline Grade Maximum
! Progression
‘ Semi- Semi- ‘ | Semi- Amnval
Grade |Hours |Hourly Monthly Monthly |Anmual |Hourly \Monthly Monthly |Annual |Hourly |Monthly \Monthly |Annual | Amount

2 35 | Q.57 | Ti6 | 1,452 ‘ 17,424 | 1173 ‘ 290 ‘ 1,780 | 21,360 | 1338 | 1,052 | 2,104 | 25,248 | 523
40 P57 | &30 Laa0 | 19,920 | 1173 1,017 2,034 | 24,408 1358 | 1,203 2406 | 28872 | 98

3 33 10,19 ‘ b 1,346 | 18,552 ‘ 1242 D44 1,592 ‘ 22,704 | 1492 | 1,131 2,262 | 27,144 ‘ 557
40 ‘ 1019 | B83 ‘ 1,766 | 21,192 | 1248 1,082 2,164 | 23,968 | 1452 | 1,293 | 2,588 | 31,032 | 636

4 35 | 10.56 | 201 | 1,602 ‘ 19,224 | 1293 ‘ 981 ‘ 1,962 | 23,544 | 1560 | 1,183 | 2,368 | 28,392 | 577
40 10.56 | 215 1,830 | 21,90 | 1293 1,121 2,242 | 26,904 | 1580 | 1,352 2,704 | 32443 | 659

5 33 11.24 ‘ 252 1,704 | 20,448 ‘ 1377 1,044 2,082 ‘ 25,056 1678 | 1271 2,542 | 30,504 ‘ 613
40 ‘ 1124 | 74 ‘ 1948 | 23374 | 1377 1,193 2,386 | 28,832 | 16.76 | 1,453 | 2906 | 34872 | 701

6 35 | 1197 | el | 1,818 ‘ 21,792 | 1466 ‘ 1,112 ‘ 2,224 | 26,688 | 120 | 1,366 | 2,732 | 32,784 | 654
40 11.97 | 1,037 2074 | 243888 | 1466 1,271 2,542 | 30504 | 1801 | 1,581 3,122 | 37484 | a7

7 33 1298 ‘ 024 1968 | 23616 ‘ 1590 1,206 2,412 ‘ 28944 | 1971 | 1,493 2900 | 35320 ‘ 708
40 ‘ 1298 | 1,125 ‘ 2,250 | 27,000 | 15390 1,378 2,756 | 33,072 | 1971 | 1,708 | 3418 | 40,992 | a10

8 35 | 14.09 | 1,069 | 2,138 ‘ 25,656 | 1725 ‘ 1,308 ‘ 2,616 | 31,392 | 21.59 | 1,637 | 3,274 | 39,188 | 70
40 14.09 | 1,221 2442 | 2304 | 1725 1,493 2,590 | 35,880 | 2159 | 1,571 3,742 | 44504 | 79

9 33 1528 ‘ 1,159 2,318 | 27Ela ‘ 1872 1,420 2,240 ‘ 34020 | 2382 | 1,791 3,582 | 42,984 ‘ 234
40 ‘ 1528 | 1,524 ‘ 2648 | 31,774 | 1872 1,622 3244 | 38,928 | 2362 | 2,047 | 4004 | 49128 | 033

10 35 | 16.58 | 1,257 | 2,514 ‘ 30,168 | 2031 ‘ 1,540 ‘ 3,080 | 36,960 | 2587 | 1,962 | 3924 | 47,088 | 205
40 | 16.58 ‘ 1437 | 2874 | 34,428 | 2031 | 1,760 ‘ 3,520 ‘ 42,240 | 587 | 2,242 | 4454 | 53,808 | 1,035

(11 [t iz generally expected that new staff will be hired at & rate less than the hiring suideline which has been set at 22.5% abowe the mingmm of each grade.

(&) The Antal Progression Amount is equal to 3% of the minimum of the range.




SALARY GRADE TABLE
HUCTW BARGATINING UNIT ANNUAL SALARY RANGES

Effective July 1, 1998

| Grade Minimum | Hiring Guideline | Grade Maximum sl

Semi- Semi- ‘ Semi- | Annual

Grade | Hours ‘Hnurly Mom‘}l.ly‘Monthly!leuallHourly‘I\'Ionthlhl\'lonthly‘mual‘Hourly I\'Ionthly‘l\'lonthlylmual Amount
2 | 35| o8| 744 143 1785 | 1202 913 1324 21888 1423 1079 3158 23896 536
a0 ost|  oes0| 1700 20400 1202] 1042 20e4) 25008 1423 1233 2466 | 29,502 612
3 | 35| w4d|  7ez| 1534 10003 1270 90| 1940 23280 1529 Ll60| 2320 27840 570
| 40| was|  ooos| w0 27| 1279 09| 228 Ze6le| 1529 15| 2650 | 31800 6352
4 | 35| wsz|  sm| 14| 19704 1325 1005 2010 24120 1599 1213|2426 | w112 501
a0 wmsz|  oese| 1gme| 2s1z| 1325) L4 238 17576 | 1599|136 | 2772 33264 675
5 | 35| us 74| L7as| 2976 [ 1411 1070 a2t40) 23680 1718|1303 2606 3272 629
a| 1sz| e | Lgem| 13076 | 1411|1333 | 2446 | 20353| 1718 1489 2978 | 35736 719
6 35| 1227 93l| L362| 22344 1503 Ll40| 2380 27360 | 1846 1400 2300 | 23600 670
a| 1227| 1064|2132 25536 | L1503| L303| 2606 | 31272 | 1346 1600 3300 | 38400 766
7 35| 1330 1009 | 201%| 24316 | 1630 L1336 | 2472 20664| 2020 1532 3064 36768 726
| 1230 1153 2306 2772 1630 L413| 2836 | 33912| 2020 1751 3502 42024 230
8 35| 1444 1095 2,190| 26280 | 1768 1341|2682 32134| 2213 Le78| 335 | 40272 788
| 40| 1444|1232 2504 0043 | 1768 1533 3066 36792 | 2213|1913 | 3236 | 46032 901
9 | 35| 1566 1188 36| .512| 1909 1455 2910 34930 | 2421 1336 3672| 44064 855
| a0 13e6| 1357|2714 3356z | 199 1663 3336 0912| 2421 2099 4198 50376 | 977
10 | 35| 1699 1280 2578 0936 | 82| 1579 315 3806| 2652 2011 4022 43264 928
| a0 199 | 1413 2p46| 35353 | 02| 1305 3610 4330 2652 2309|4598 55176 1,061

(111t is generally expected that new staff will be hired at & rate less than the hirng suideline which has been set at 22.3% ahowve the manimoum of each grade.

(21 The Arraal Progression Amount is equal to 3% of the minimm of the range.



SALARY GRADE TABLE
HUCTW BARGAINING UNIT ANNUAL SATARY RANGES

Effective July 1, 1999

‘ Grade Minimum | Hiring Guideline Grade Maximum e
Semi. ‘ ‘ ‘ ‘ Semi | ‘ Semi. ‘ ‘ Amnual
Grade | Hours | Hourly | Monthly | hMonihly AJmua.lIHnurlyIMnn'mly | Monthly | Annual |Hourly | Monthly | Momthly | Annual | Amount
2 | 3| wos|  7e3| 16| 183z 1232 934 Lges| 23416 1438] 06| 2212 26584 549
| a0 wos| ez 1744 093 1232] 1068 2036 25632 1438] 1264 25| 30336 628
3 | as| w|  oez| 64| 19488 1301  ooa| 19ss| z3sse| 15e7| 189 | 2378 28536 585
| w| wm|  oex| 54| 2mpas| 13m| 1036 2272| ;maed| 15e7| 1ase| 2716 32502 667
4 | 35| moo|  ea| issz| aons4| 1358 1030|2060 24720 1639 1243 2486 2932 606
| a| nos|  eet| 9o ;pss| 13ss] 1177 2354 2ma4g| 1639 1421 | 2842| 34104 692
5 | as| mst|  ses| 17| 2504 1a4s| 1097|2004 2631 1761|1336 | 2672 33064 645
| a0 ns| uooa| o0az| 2457 | 1a4s| 1253 2506 | 3no7z| 17er| 1536 3053 36624 737
6 | 35| 125 os4| 1908 2306 | 15| 10| 233 2mpse| 1ze2| 1435|2870 34440 687
| a| 1zss| uoon| zis0| 26060 1541| 1336 2672| 3m064| 1z92] 1640 3280 39360 785
7 | 35| 1363 Lo34| zoes| 24818| 1671] 1267 2534 30408 71| 1571|304z 3704 744
| a0 13s3| 81| 2362 34| 1671 14| 2896 34752 71| 1795 3500 43080 250
8 | 35| 140 1123 2246 26950 1312 1374| 2748 o976 zmes| 1720 3440 4i280] 209
| a0 1as0| 3| 25e6| %0792 ts12] 1571 304z amrod| zmes| 19e6| 3933| 471s4) 034
9 | 35| 1605| 1m7| 2434 9008 1967 1403|2984 35808 2482| 1sm3| 3764 dsies) 276
| a| 1605| 11| 2732 34| 1967 1705 3410 40920 2482| 2151 4302 si624] 1002
10 | 35| 1741 130 zea0| 3ues0| 2034 1619|3233 3885 2703 2061|4123 40464 230
| a| 1rar| us| 3ms| 3216 | 2134|1850 3700 | 44400 | Zmas| 2356 | 4713 s6544) 1,026

(131t is generally expected that new staff will be hired at a rate less than the hirng guideline which has been set at 22.5% above the narimum of each grade.

(21 The Annual Progression Amount is equal to 3% of the mindmum of the range.



HUCTW BARGATNING UNIT ANNUAL SALARY RANGES

Effective July 1, 2000

SALARY GRADE TABLE

Grade Minimum Hiring Guideline Grade Maximum _—
Semi- ‘ Semi- ‘ Semi- ‘ Anual
Grade Hours |Hourly |Monthly | Monthly | Annual | Hourly |RMonthly |Monthly | Annual | Howrly |Monthly |Monthly | Annual | Amount

2 | 3| w3t 7sz| used| 1smes| 1263 53| 1o1s| 2zovz| 1485|1034 388 | 2316 363
[ an| w3t s u7e| a6 1ze3| 1oes| 20| 28380 1495 1296 293 3104 640

3 | 35| | e32| 1eed| 19963 1344 1| 2| 2445 106 1213 2436 | 332 509
| a| we7| est| uooz| 24| 1244 Lles| 2330 27960 1608 1202 2724 33408 685

4 | 35| nar|  smez| 1o24| mess| 13s2| 1056 zi1z| 25344) 1680 1274 2548 | 0576 621
| a0 137 ess|  1972| 23664 1392 1207 | z414| 28968 | 1680 145 | 2912 | 34944 710

s | 35| 1zi| miz| uese| zzosz| 14sz| 24| 2248 26976 | 1305|1360 2738 | 8% 661
| a0 12| uoso|  zioo| 25200 1482 1285|2570 30840 1805 1565 3130 37,560 756

6 | 35| 1290 o73 | 1956| 23472| 1580| 1,98 2,396| 33752| 1939 1471 2942 35304 704
| a| 1| nus| 2236 2683 1580| L] z7a0| 32880 1939 1681 3362 40344 805

7 | 35| 1397 1oe0| 20| 25440 1703 1209 2508|3176 | 2123 1610 3220 33640 763
| a0 1397 121 242| 9064 1713 1485 2970 35640 2123 1340 3680 | 44160 872

8 | 35| 1517 51| z30z| zmea| 1ss7| 1a408| zews| ammz| mas| 1763 3536 azaz 529
| oan| 1517 135 2630 31560 | 1857 Leto| 3220 | 3sed0| 2335 2015 4030 | 48,360 047

9 | 35| 1645 1a48| zave| mosz| 06| 15w 30se| agevs| 2544 193 3853 46296 209
| an| 1645|146 2852 34z4| 01s| 1747| 3a04| 41928 2544 2205 4410 52920 1027

10 | 35| 17ss| 134| z7s| 3zas| 27| 1e9| 338 m6| mes| 23| 4326| 50712 075
| a0 1785|1547 304 37128 2187 1896 | 5792 45504 2786 2415 43830 | 57960 1114

(13Tt is generally expected that new staff will be hired at a rate less than the hiring guideline which has been set at 22.5% above the minimum of each grade.

(&) The Antnal Progression Amount is equal to 3% of the minirom of the range.




Arts Clerical & Administration | Communications Facilities Finance
Grade 2 Cletical Asst Ilail Clerk I
Copy Machine Op II
Grade 3 Feceplionist Dl Clerk 11 Accounting AsstII
Maintenance Techl
Graded4 |LoebTechl Secty I Photographic Asst | IIail Clerk I11
Staff Asst] Editorial &5t Supply Clerk
Copy Mach Op III Tech Radiation Jafety
Grade 5 Secty [, Tech Mledia TechII Maintenatnce Tech I Acounting Asst I11
Grade 6 | Loeb TechIl | Sectyll Editorial &sst1I EH&S Tech 1l Financial Asst
Piato TechI | Staff Asstll Graphics Asst]l Communications Dispatcher
Grade 7 Secty IL Tech Mledia Tech ITI Mlaint Tech I1I Accounting Asst IV
Photographer & st Budd Super Purchasing A sst
Loan Collector IT
Grade 8 | Loeb TechlIll | SectyIII Iledia Tech IV Building 3ves &sst Accounting Asst ¥V
Staff A sst 111 Graphics Asst 111 EH&S Tech IIT
Editonal AsstIII
Grade 9 | Boat Builder | SectyIII, Tech FPhotograher [T

Executive Secty

Grade 10




Health Care Information Technology Library Museums Research
*Lib Door Checker *Lab Aide Crade 2
=Anital Tech]
*Hurse Asst Computer Asst ] *Lib AsgstII sLab Agst Crade 3
=Anital Tech Il
=Computer Asst [T *Lib Asst I1I *Curatorial Asst]  |"Lab Tech CGrade 4
sTlicroflm Cam Op 11
*Dietary Asst *Computer A sst [11 =Anitmal Tech I11 Grade 5
*Clinical Lab Tech |*Computer Asst IV sLib Asst IV *Exhibit A s5sit *Res Asst]lab) Grade 6
*Radiologic Tech sCuratorial AsstIl  |"Res Asst [ (non-lab)
sDrental Asst] sInstrac. Lab Tech
Dental AsstIl *Computer Asst V "Lib AsstV *Preparator =Anitmal Technologist Grade 7
*Platit Technologist
*Exper Res Mach I
*Instrac Lab Tech/Curric Asst
sElectronic Tech III
Computer Azst VI sLib Agst VI *Exhibit A 55t 11 *Res AsstIl (Lak) Grade 8
sCuratorial AsstIll  |="Res Asst Il (non-lab)
sInstaller *Exper Res Mach I
=Zecutity Shift Supr
sDrental Hygienist =Scientific Inst. M aker Grade 9
=Design Drafter
*Electronic Tech IV
Grade 10

Grade 10






