UCPEA - FISCAL IMPACT

FY18 Cost

FY19 Cost

i FY20 Cost FY21 Cost Total Cost
Article Cost Impact Comments (M) (M) (M) ($M) ($M)
Salary/Wage increases - . Total wage increases are 0% in FY17,FY18,FY19;

. 6,997,653 7,382,524 14,380,177
permanent Permanent funding needed for FY20, FY21 5.0% in FY20, FY21. S S $
Salarv/Wage increases one- A one-time payment of $2,000 will be provided in FY19;
ti yivag One-time costs in FY19, FY20, FY21 A .5% pool will be provided as one-time merit based increases in FY20, S 3,685126 S 632,656 [ $ 667,439 $ 4,985,221
ime FY21.
UConn agreed to Increase the Professional Development Fund from

» ) » $187,000 to $400,000 3 213,000 s 213,000
Tuition Reimbursement and |$218,500 of new money annually ($25,000 for tuition
Professional Development |will come back to UConn to cover fees). " . " .

Tuition reimbursement from $19,500 to $25,000. An additional $25,000 is
; $ 5,500 $ 5,500
available to cover fees for courses taken at UConn.
Child Care $58,400 of new money annually. gscgie:)soe in Child Care Fund from $41,600 to $100,000. Increase of S 58 400 $ 58,400
. S N The parties have agreed to reduce the number of vacation days that can
Should result in reduction in utilization of vacation time. - - }
o L be used without advance notice or approval from 3 to 2. The parties have
. The additional vacation liability amounts to $2.3 . - .
Vacation Leave L agreed to increase the maximum payout of unused vacation days upon S 233,140 $ 233,140
million. Cost shown assumes 10% of those employees . , X .
leave separation from 44 to 60 but employee’s terminated for misconduct
) are now ineligible for any payout.
UCPEA agreed to UConn’s proposal that will require “extraordinary’ hours
to be taken off during the same pay period that they were worked. Only if
this is not possible can compensatory time can be accrued. Written
Compensatory time payout for high balance employees|supervisory approval is required to earn comp time and prior to its use.
. in athletics is $186,552. Some cost avoidance by The parties agreed that unused compensatory time will expire after two
Compensatory Time limits on accrual and expiration of unused time after years instead of three. UCPEA agreed that “high balance” employees in 3 186,552 $ 186,552
only two years. athletics will receive a fixed amount of comp time per year (10 days) in
lieu of hour for hour accrual. In exchange, Athletics will issue one-time
payments to these employees to exhaust their current accruals at 25
cents on the dollar.
Furlough Days Savings in FY18 3 Furlough days will be taken in FY18 S (1,466,898) $ (1,466,898)
Longevity Cost shifts from FY18 to FY19 Delay April 2018 longevity payment until FY19 S (653,478)| S 653,478 $ -
Salary Cost / (Savings) $ (1,423,784)| $ 4,338,604 | $ 7,630,309 | $ 8,049,963 | | $ 18,595,092
Fringe Benefits $ (574,800)| $ 1,518,511 | $ 2,670,608 | $ 2,817,487 $ 6,431,807
Total Cost / (Savings) $ (1,998,584)| $ 5,857,115 | $ 10,300,917 | $ 10,867,450 $ 25,026,899

Notes:

Source data based on snapshot from May 2017
Costs included in chart are incremental
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13.2

14.1

Educational Leave Application Procedure

All applications for educational leave shall be made in writing at least one year prior to the
date that the leave is to begin. The written application shall contain a description of the
proposed activity to be undertaken, as well as an indication of the mutual benefit to the
individual and to the University. This application shall be submitted through the
appropriate Department Head, Dean or Director, to the Vice President or his or her designee
who, in turn, will submit it to the Board of Trustees with a recommendation of the
appropriate Department Head, Dean or Director, and Vice President or his/her designee.
Only positive recommendations will go beyond the Vice Presidential level.

Applicants shall receive written notice in a timely manner of the recommendation at each
level in the supervisory chain of command.

Such written notice shall contain a full explanation of the reasons for any unfavorable
recommendation. Ordinarily, the applicant will receive written notice of the Board’s final

action at least six months prior to the requested commencement of the leave.

The Union shall be given written notice of the final approval or disapproval of any
application for educational leave.

The educational leave application procedure shall not be grievable.

Article 14.
MAINTENANCE OF STATUS WHILE ON PAID LEAVE

Each employee who is on any paid leave shall automatically receive any pay increases,

benefits, accrual of time toward retirement, and standard accrual of vacation time, or seniority that
have accrued to his or her position during the period of such leave.

15.1

Article 15.
LEAVES WITHOUT PAY

Union Leave without Pay

Up to three (3) employees per year, (with an FTE not to exceed one (1)} who are elected

or appointed to positions with the Union will, upon prompt application and with the approval of
the appropriate Provost, Vice Provost, Vice President or designee, be granted a one-year leave of
absence without pay for the purpose of accepting this position. Persons granted full-time leave
shall have all insurance and other benefits if they or the Union wish to pay for such benefits. During
such leave they shall accrue seniority as though stiil employed, however, no vacation days will
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accrue, Persons on partial leave for one year shail retain benefits on a pro-rated basis. Upon return,
they shall be placed in the assignment that they left, providing the position has not been eliminated,
or placed otherwise in a comparable position for which they are qualified.

15.2 Emergency Leave Without Pay

Short leaves to cover emergency situations may be granted by the appropriate department
head if arrangements can be made to assign the work to others. The period of such leave should
not exceed ten (10) workdays without prior approval of the Provost, Vice President or his/her
designee. This is intended for reasons other than those covered by the Family and Medical Leave
Act.

15.3 Professional Educational Leave Without Pay

Leave of absence without pay may be granted by the Provost or Vice President for reasons
considered to be in the best interest of the University and in the interests of professional growth
and improvement of the staff member concerned. All such cases are treated as special cases. Staff
members desiring such leave should apply through their department head to the appropriate Vice
Provosts or Vice Presidents.

15.4 Maintenance of Status While on Unpaid Leave

Any employee on unpaid leave shall have his/her position retained and upon his/her return
to work shall benefit by any increase in salary and/or fringe benefits that accrued to his/her position
during the period of such leave. Vacation, holiday leaves, and seniority do not accrue during unpaid
leave.

15.5 Voluntary Leave Program

The Voluntary Leave Program, as constituted on July 1, 1994, shall be extended for the life

of the contract. This may be amended based upon discussions/negotiations between the DAS and
the SEBAC.

Article 16.
WORK SCHEDULES

16.1  With the approval of the appropriate Vice President or designee, departments may
establish a flexible schedule program that, while not adversely affecting departmental services,
can afford greater flexibility to employees. Flexible schedules are considered non-permanent.
Before taking effect, in addition to the written authorization of the manager outside the
bargaining unit, all such schedules must be approved by the Department of Human Resources.
Except by mutual agreement otherwise, denials shall be given to employees in writing within
twenty (20) workdays of the written request. Any denial of a request for a flexible schedule shall
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be accompanied by a reason for the denial. Denials shall not be arbitrary, capricious, or without
good business reason. Prior to filing a grievance an employee may ask that a representative of
the administration and a representative of UCPEA attempt to resolve the dispute.

16.2 The University’s regular administrative hours are defined as between 8:00 a.m. - 5:00
p.m. UCPEA employees’ work schedules normally approximate 35 hours per week (historically
8:30 a.m. to 4:30 p.m.). A flexible schedule is defined as some of the hours falling outside of the
University’s regular administrative hours.

When the University identifies a need to adopt a temporary flexible schedule, management will
first seek volunteers from within the work group. Failing to attract sufficient volunteers, the work
group will be empowered to develop schedules to meet the unit’s needs. If the work group is
unable to address this need, then, consistent with the needs and functionality of the work group,
individual employees may now be required to work a temporary flexible schedule of up to one
fiscal year, with 20 working days notice. Such requirement will not be made arbitrarily or
capriciously. Individuals may be exempted from flexible schedules for reasons including, but not
limited to, child/parental care, health or unavoidable personal issues. The parties recognize that
the University may require immediate, temporary schedule changes in the event of a declared
local, state, or federal natural disaster or health emergency. Such schedule changes shall be
limited to the duration of the declared natural disaster or health emergency.

16.3 Changes in Work Schedules Within the University’s Regular Administrative Hours

In circumstances where the University identifies a need to change work schedules, within
the University’s regular administrative hours (between 8:00 a.m. — 5:00 p.m.), management will
first seek volunteers from within the work group. Consistent with the needs and functionality of
the work group, individual employees can be required to work a different work schedule, within
the University’s regular administrative hours, with 10 working days notice. Individuals may be
exempted from schedule changes for reasons including, but not limited to, child/parental care,
health or unavoidable personal issues.

16.4 Off Site Work

The following statement represents current practice and is not an expansion of work
conditions. Given the definition of professional work contained in Article 2.1 of this agreement,
the University agrees it is not unreasonable to consider differing methodologies for
accomplishing professional work. This may include, in some limited cases, agreements to have
work produced off site utilizing appropriate technology. Each situation must be evaluated
individually, and approved in accordance with established procedure.

16.5 Telecommuting

Telecommuting is a work arrangement in which some or all of the work is performed at a
work site that is off University property, such as the home. It is one of the flexible work
arrangements that departments may establish for staff to enable them to achieve a more successful
work-life balance. Telecommuting arrangements must be in accordance with University
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g. The decision of the Department of Human Resources shall be final and not subject to
appeal. An employee whose reclassification request is denied may request a meeting with
the Human Resources Associate who made the assessment and the Director of Human
Resources, or designee, to review the reason for the denial and possibly present new
evidence.

h. All time limits in this Section may be extended by mutual agreement between the UCPEA
and the University.

31.4 Reclassification Salary Increases

If the position assessment results in an employee’s position being reclassified to a higher
level, the employee’s salary may be increased by up to 10% of his/her salary on the effective date
of the reclassification. The salary increase shall not be more than the maximum of the pay-band
into which the employee is reclassified. Otherwise, the salary increase shall not be less than 2% of
the employee’s salary on the effective date of the reclassification, or the minimum of the pay-band
into which the employee is reclassified, whichever is greater.

31.5 Temporary Appointments

It is within the University’s discretion to appoint employees to temporary positions or
temporarily assign them additional duties to cover for someone on a leave of absence, to address
departmental reorganizations, to fill a need while a full recruitment effort is underway, or for other
reasons the University deems appropriate. The University will make every effort to limit temporary
appointments to no more than 18 months but reserves the right to exceed 18 months with approval
from the Department of Human Resources for extenuating circumstances.

An employee may be compensated for a temporary appointment by up to 10% of the employee’s
salary on the effective date of the temporary appointment.

Article 32.

SALARY

32.1 Salary Increases
Part-time employees receive pro-rated salary and fringe benefits.
a. Effective July 1, 2016, no (0%) increase shall be added to the June 30, 2016 base annual

salary of each bargaining unit member who performed satisfactorily*, and was a member
of the bargaining unit as of January 1, 2016.
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b. Effective July 1, 2017, no (0%) increase shall be added to the June 30, 2017 base annual
salary of each bargaining unit member who performed satisfactorily*, and was a member
of the bargaining unit as of January 1, 2017.

¢. In July 2018, a two-thousand dollar ($2,000.) one-time payment shall be made to each
bargaining unit member who performed satisfactorily*, and was a member of the
bargaining unit as of January 1, 2018. This payment will not be added to the employee’s
base salary but shall be included in pension calculations.

d. Effective July 1, 2019, a 3.5% increase shall be added to the June 30, 2019 base annual
salary of each bargaining unit member who performed satisfactorily*, and was a member
of the bargaining unit as of January 1, 2019.

e. Effective July 1, 2020, a 3.5% increase shall be added to the June 30, 2020 base annual
salary of each bargaining unit member who performed satisfactorily*, and was a member
of the bargaining unit as of January 1, 2020.

*Satisfactorily shall be defined as having not received an overall unsatisfactory evaluation.
32.2 Performance-Based Compensation

Performance-based compensation is an increase to be added to the employee’s base salary.
For the life of the agreement neither the amount of performance-based compensation nor the failure
to receive performance-based compensation shall be grievable or arbitrable. Employees who serve
less than six (6) months in a probationary period, within the evaluation year, will be eligible for a
pro rata amount of performance-based compensation.

a. Effective July 1, 2019 and July 1, 2020, a 1.0% increase shall be added to the base annual
salary of each bargaining unit member who performed satisfactorily, and was a member of
the bargaining unit as of January 1, 2019 and January 1, 2020, respectively.

b. Effective July 1, 2019 and July 1, 2020, the University shall distribute the equivalent of
0.5% of the gross salary amount to be issued as performance-based compensation to the
UCPEA bargaining unit members.

c. The University performance-based compensation pool provided in this section is intended
to reward those individuals who have sustained a level of performance that consistently
exceeds the performance of their peers during the evaluation period, and that have
advanced the mission and goals of the Department and the University. The immediate
supervisor, regardless of bargaining unit or exempt status, shall make recommendations
about performance-based compensation, but the final amounts will be determined by the
Vice President or Provost. The supervisor may only recommend employees for University
performance-based compensation who receive a “Good” evaluation or higher.
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d.

e.

323

The percentage pool identified above shall be established on a per capita basis at the level
of the Vice President or Provost based on the bargaining unit membership as of March 1
of the fiscal year immediately preceding the distribution.

The University, in consultation with the UCPEA, will develop and deliver supervisory
training for performance evaluation and performance management. The performance
evaluation process provided in Article 21 of this agreement will be covered in this training.

One-Time Performance Awards

One-time performance awards are single lump-sum payments that are not added to an

employee’s base salary. For the life of the agreement neither the amount of a one-time performance
award nor shall the failure to receive it be grievable or arbitrable.

a.

324

Effective July 1, 2018, July 1, 2019 and July 1, 2020, the University shall distribute the
equivalent of 0.5% of the gross salary amount to be available for one-time performance
awards. The pool distributed by the University must be allocated in awards between $1,000
and $5,000. A Department/Unit may recommend the use of additional Departmental
funding for additional awards in the same range at its discretion, subject to the approval of
the appropriate Vice President or Provost.

The immediate supervisor, regardless of bargaining unit or exempt status, shall make
recommendations for performance award distribution, but the final awards will be
determined by the Vice President or Provost. The supervisor may only recommend
employees for one-time performance awards who receive a “Good” evaluation or higher.

One-time performance awards are made at the discretion of the University. The supervisor
shall consider the following types of accomplishments within the evaluation year in
recommending an employee for such award: 1) Extraordinary job-related achievement,
and/or 2) Completion of a specific and important Departmental or University goal or
project.

The percentage pool identified above shall be established on a per capita basis at the level
of the Vice President or Provost based on the bargaining unit membership as of March 1
of the fiscal year immediately preceding the distribution.

Decisions regarding one-time performance awards shall not be subject to the grievance
procedure.

Salary Schedules (will be adjusted according to the agreement).

The attached salary schedules shall be in effect the first full pay period after July 1, 2016,

until the New Classification System and associated salary schedule is finalized and implemented,
or the end of this contract, whichever is sooner. Neither the salary offered for a particular job nor
assignment of a job series to a salary group are grievable under the contractual or the non-
contractual grievance procedure,
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a. No employee shall be hired or be employed at less than the minimum salary for the UCPEA
level. An employee will be hired into the minimum salary, unless it is deemed that his or
her qualifications warrant an increased offer. The hiring range shall be defined as any
amount between the minimum and defined maximum for each UCPEA level. In
determining the amount, consideration shall be given to qualifications, experience and
market issues.

b. No employee shall be employed at an amount higher than the maximum salary for the
UCPEA level. If, at the time University performance-based compensation is being issued,
an employee has reached the maximum amount, he or she will not be eligible for University
performance-based compensation as described herein. An employee at the maximum salary
for his or her level will still be eligible for a one-time performance award and for the across-
the-board salary increase.

Until the New Classification System and associated salary schedule is finalized and
implemented, or the end of this contract, whichever is sooner, an employee who has
reached the maximum and receives a recommendation for a performance based
compensation increase that is approved by the Vice President or Provost shall have that
amount converted to a lump sum payment that will not be added to the base salary.

c. When presented with evidence that a member is considering leaving the employment of
the University, the University will consult with the UCPEA, and with mutual agreement
may act immediately to make an upward adjustment in salary in an effort to retain said
employee. Such adjustments shall be considered exempted from any equity analysis

review.
Effective July 1, 2016

LEVEL MINIMUM MIDPOINT MAXIMUM
UCP1 $38,769 $52,144 565,237
UCP 11 $39,993 $53,797 367,598
UCP 111 $41,449 $55,762 570,075
UcCP1vV $43,076 $57,955 572,834
UCPVvV $46,072 $62,002 §77,930
UCP VI $50,540 $68,039 $85,529
UCP VII $55,471 $74,692 $93,913
UCP VIII $60,578 $81,586 $102,594
UCPIX $65,758 $88,582 $111,398
ucrXx $71,513 $96,349 5121,188
UCP XI $77,852 $104,901 $131,958
UCP XII $87,074 $117,332 $147,607

NOTE: Arrived at by adding 3.25% to the July 1, 2014 schedule.
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LEVEL

UCPI
UCPII
UCP II1
UCPIV
UCPV
UCP V1
UCP VII
UCP VIII
UCPIX
UCPX
UCP XI
UCP XII

LEVEL

UCPI
UCPH
UCP I
UCP 1V
UCPV
UCP VI
UCP VII
UCP VIl
UCP IX
UCP X
UCP X1
UCP XII

Effective July 1, 2017

MINIMUM

$38,769
$39,993
$41,449
$43,076
$46,072
$50,540
$55,471
$60,578
$65,758
$71,513
$77,852
$87,074

MIDPOINT

$52,144
$53,797
$55,762
$57,955
$62,002
$68,039
$74,692
581,586
$88,582
$96,349
$104,901
$117,332

Effective July 1, 2018

MINIMUM

$38,769
$39,993
$41,449
$43,076
$46,072
$50,540
$55,471
$60,578
$65,758
$71,513
$77,852
$87,074

43

MIDPOINT

$52,144
353,797
$55,762
$57,955
$62,002
568,039
$74,692
$81,586
588,582
$96,349
$104,901
$117,332

MAXIMUM

$65,237
$67,598
$70,075
$72,834
$77,930
$85,529
$93,913
$102,594
$111,398
$121,188
$131,958
$147,607

MAXIMUM

$65,237
$67,598
$70,075
$72,834
$77,930
$85,529
$93,913
$102,594
$111,398
$121,188
$131,958
$147,607



Effective July 1, 2019

LEVEL MINIMUM MIDPOINT MAXIMUM
UCP1 $40,126 $53,969 $67.520
ucer 1l $41,393 $55,680 $69,964
UCP 111 $42,900 $57,714 $72,528
UCPIV $44,584 $59,983 $75,383
UCprv $47,685 564,172 $80,658
UCP V1 $52,309 $70,420 $88,523
UCP VII $57,412 $77,306 $97,200
UCP VIII $62,698 $84,442 $106,185
UCP IX $68,060 $91,682 $115,297
ucrx $74,016 $99,721 $125,430
UCP X1 $80,577 $108,573 $136,577
UCP XII $90,122 $121,439 $152,773

NOTE: Arrived at by adding 3.5% to the July 1, 2018 schedule.

Effective July 1, 2020

LEVEL MINIMUM MIDPOINT MAXIMUM
UCP1 $41,530 $55,858 367,520
UCPII 542,842 357,629 $72,413
UCP III 344,402 359,734 $£75,066
UcpP1v $40,144 $62,082 $78,021
ucev $49,354 $66,418 $83,481
UCP VI 554,140 $72,885 $91,621
UCP VII $59,421 $80,012 $100,602
UCP VIII $64,892 $87,397 $109,901
UCPIX $70,442 394,891 $119.332
UCP X 376,607 $103,211 $129,820
UCP XI $83,397 $112,373 $141,357
UCP X1II $93,276 $125,689 $158,120

NOTE: Arrived at by adding 3.5% to the July 1, 2019 schedule.

32.5 Longevity

Employees in the bargaining unit shall be eligible for longevity increments pursuant to the
2011 SEBAC agreement, which provides:
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a. No employee first hired on or after July 1, 2011 shall be entitled to a longevity payment;
provided, however, any individual hired on or after said date who shall have military
service that would count toward longevity under the current rules shall be entitled to
longevity if they obtain the requisite service in the future,

b. Employees Hired Before July 2, 2011: No service shall count toward longevity for the two
(2) year period beginning July 1, 2011 through June 30, 2013. Effective July 1, 2013, any
service accrued during that period shall be added to their service for the purpose of
determining their eligibility and level of longevity entitlement if it would have counted
when performed.

32.6 Prorating of Salary and Benefits for Nine and Ten Month Employees

a. All9 or 10 month UCPEA employees shall be paid over 12 months, whether in permanent
or end-dated assignments. Benefits shall be prorated in accordance with the contract.

b. There is no option for any 9 or 10-month employee to be paid in any other time frame than
the 12-month period.

Article 33.
RETIREMENT, MEDICAL BENEFITS AND DISABILITY INSURANCE

33.1 All retirement benefits now in effect shall remain in effect until and unless they are
superseded by arrangements between the State of Connecticut and the State Employee Bargaining
Agent Coalition.

33.2 The health insurance program, in effect as of the signing of this agreement, shall remain in
effect. Group life insurance shall be available to bargaining unit members at the same rate and
coverage limits as provided to non-bargaining unit state employees as described in C.G.S. 5-257.
Additional benefits negotiated by the State of Connecticut and the Health Care Cost Containment
Committee shall be extended to members.

33.3 In addition to the disability insurance available to all employees, the University shall
provide, at no cost to the employee, a long-term disability policy for those employees who
participate in the Alternative Retirement Program. The plan shall be equivalent to that offered

other University employees in 1996 and thereafter, but in no case less than the benefits offered in
1996.

45



34.1

Article 34,
TUITION REIMBURSEMENT AND PROFESSIONAL DEVELOPMENT

a. Effective July 1, 2016 the amount available per contract year for professional development

34.2

and training shall be $400,000. Ten percent of the professional development poo! may be
utilized for University sponsored programs open to and accessible by all UCPEA members.
The University’s designee shall consult and review with UCPEA’s Vice President for
Professional Issues concerning University sponsored programs.

The employee shall submit a written request for funding of reimbursement to attend or
participate in professional development and training in accordance with the guidelines
established by the UCPEA Professional Development Committee and approved by the
University administration.

Under guidelines established jointly by the Administration and the UCPEA,
reimbursements for tuition and fees will be made to the individual after successful
completion of their coursework.

Effective July 1, 2016, and in each subsequent year of the agreement, $25,000 shall be
available per contract year for reimbursement of tuition and fees for courses taken by
employees. This amount shall be allocated in three equal installments over the spring, fall
and summer semesters.

Effective July 1, 2016, and in each subsequent year of the agreement, $25,000 shall be
available per contract year for reimbursement of fees for courses taken by employees at the
University of Connecticut. This amount shall be allocated in three equal installments over
the spring, fall and summer semesters.

Employees taking courses at the University of Connecticut may defer payment of 50% of
their tuition of fee rate until one month after completion of the course.

No more than one-half of the professional development fund may be allotted during the

first six months of each contract year. The negotiated tuition reimbursement pool will be divided
equally among the summer, fall and spring semesters of each contract year.

34.3 When management requires the employee to obtain work related training, it shall be paid
for by the University.
344 Employees who wish to take credit courses shall be allowed to request temporary flexible

schedules to take such courses. The University shall attempt to accommodate requests within its
operating needs. Denials shall be given to employees within 5 workdays of the request, and shall
not be arbitrary or capricious or without a good business reason. There shall be a form for
employees who wish to take credit courses with a temporary flexible schedule.
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Article 35.
TUITION WAIVERS

35.1 Employee

The University shall provide a waiver of tuition and a partial waiver of credit fees
equivalent to tuition for all undergraduate and graduate courses on a space available basis. The
availability of space shall be determined on the first day of class for tuition based classes. For
classes paid for on a credit fee basis, space availability shall be determined on the second day of
classes. Intercession, summer school, and laboratory classes are specifically excluded. To qualify
for a graduate waiver the UCPEA member must either be a matriculated student or the class must
be work related. There shall be no waiver of the General University Fee or any other fees except
as noted above.

35.2 Children

In addition to the waiver of tuition permitted under C.G.S. Chapter 165, Section 10-119 (b,
¢, and d), the Board of Trustees shall have full authority to waive tuition for dependent children of
bargaining unit members matriculating in an undergraduate degree program at the University of
Connecticut or its regional campuses.

Article 36.

CHILD CARE
36.1 Effective July 1, 2016, and each subsequent year of the agreement, $100,000 shall be
available annually for partial reimbursement to employees for childcare expenses at licensed child

care facilities.

36.2 Reimbursement shall be made in accordance with procedures, policies and requirements,
as established by the UCPEA, which conform to state regulations.

Article 37.
TRAVEL
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37.1 Within the funds available, the Board of Trustees shall have full authority to allocate funds
to travel and to authorize the expenditures of such funds for out-of-state travel under the authority
of the Provost, Vice President or their designees.

37.2 Mileage reimbursement schedules shall be adjusted annually in accordance with federal
guidelines.

Article 38.
HEALTH AND SAFETY

38.1 Committee on Safety

The Environmental Health and Safety Committee shall continue to review and, if
necessary, make recommendations on environmental and health issues. The UCPEA shall continue
to have a representative on this committee.

38.2 Whenever possible, employees will be notified in advance that the building they are
working in will be undergoing repairs, major renovations, or that a parking lot is permanently
closing.

38.3 The University’s Environmental Health and Safety policy, effective on July 1, 1994, is
hereby incorporated into the contract. Updated policies are incorporated as replacements for the
1994 document.

38.4 The University shall provide personal, protective equipment to employees as required by
OSHA regulations,

Article 39,
CONSULTING POLICY

39.1 Unrelated outside employment

Bargaining unit members will not be required to notify management of their intention to
work outside of work hours if the employment is unrelated to their professional responsibilities at
the University, since this type of employment is not considered consulting.
39.2 Notice of intent to accept related employment

When bargaining unit members intend to accept work outside the University, which is

related to their professional employment at the University, they will notify their supervisor of their
intent. Written notice to their supervisor shall include a statement that the work will occur outside
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of all work hours and obligations to the University. Employees shall not be allowed to take on
work outside of their primary employment, which interferes with their responsibilities at the
University. Within 30 days of receipt of a notice from an employee, the University may issue a
directive to the employee not to accept outside employment if management believes it interferes
with their responsibilities at the University. A University directive to an employee not to accept
outside employment shall be grievable under the non-contractual grievance process. If the
University fails to meet the timelines contained within the non-contractual grievance process, the
issue may be appealed directly to arbitration by the UCPEA. This notice replaces the obligation to
request permission to accept outside employment.

39.3 State Ethics Code

Employees are subject to the state ethics code and should take note of those requirements.

Article 40,
UNION LEAVE

40.1 Release Time for Union Business

The University shall grant release time up to a total of 100 days per contract year to
bargaining agent representatives designated by the Union. Unused days shall not accrue from one
year of the contract to the next.

a. The Union shall provide the Associate Vice President for Human Resources and Payroll
with the names of the individuals so designated.

b. Release time shall be utilized in a manner that is least disruptive of the individual’s
professional responsibilities and University operations.

c. The Union shall notify Labor Relations at least one week in advance of the need for release
time except in extraordinary circumstances when notice shall be as soon as possible or as
soon as possible after the fact.

40.2 Attendance at Conventions

During a contract year, up to three (3) UCPEA delegates shall be permitted three (3) days
each to attend state and/or national conventions of the AFT and the AFL-CIO. Such requests shall
be presented by the Union. Before being granted, requests for such leave must be approved by the
first supervisory level outside the bargaining unit, as well as by the appropriate University official
designated for this purpose. If granted, paid leave shall be provided.

40.3 Internal Training for Union Representatives
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The University shall allow for up to one day or two half-day sessions annually of training

during which all of the Union Representatives will be permitted to attend without use of the
specific days enumerated in Section 40.1. Such day(s) of training will be scheduled not later than
30 days in advance, and the UCPEA shall notify the Office of Faculty & Staff Labor Relations.

41.1

b.

41.2

Article 41.
REPRESENTATION RIGHTS AND RESPONSIBILITIES

Protection from Discriminatien

No union officer, committee member or representative shall be discriminated against for
membership in the Union or for performing Union business.

The Union shall not discriminate against any employee.
Union List of Officers and Representatives

The union shall furnish to the Administration a written list of all officers and area

representatives. Any changes thereto shall be furnished to the Administration.

41.3

41.4

Conducting Union Business on University Premises

Union representatives may visit Union officers during the workday with the permission of
the appropriate department heads. It is understood that any time lost from the workday shal}
be made up at a time mutually agreeable to the parties.

No recruiting of membership or collecting of dues shall be conducted during the normal
work hours.

Any Union officer or representative who wishes to visit with an employee at the
employee’s place of employment shall secure the permission from the appropriate first
supervisor level outside the unit or the department head as designated by such supervisory
level. When practicable, such visits shall take place during lunchtime or when the employee
is otherwise free from duty assignments.

If the Administration sets a grievance hearing during normal work hours, employees who
are required to attend such a hearing shall be released and not be required to make up any
time.

Bulletin Boards
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Department heads shall provide designated bulletin board space throughout the campus for
the exclusive use of the Union,

41.5 Access to Information

a. The Union shall have access to information relative to budget and staffing as they pertain
to the bargaining unit. It shall also be provided with the names, addresses and salaries of
all bargaining unit employees.

b. The Administration shall provide the Union with the agenda and minutes of all open
meetings of the Board of Trustees. The Union agrees to pay the Library rate (currently $.10
per copy) for duplicated employment authorizations.

c. The Union shall provide to the Administration an agenda and minutes of all open meetings
of the Union.

d. The parties agree that by September 1 of each year of the contract the University shall place
in the reserve room in the Library a listing of salaries of all University employees.

41.6 Mailroom

The UCPEA may use the University mail service under the current policy of registered
organizations. Specifically, this means that the Union shall pay the regular rate, understands that
its materials may not interfere with other official University obligations, and that such materials
shall be accompanied by a statement that they are not official publications of the University and
are published at Union expense.

41.7 Service Contribution

Participation in those UCPEA activities that directly relate to the well-being of the
University by eight (8) designated officers of the UCPEA may be considered a University service
contribution.
41.8 Union Access

The University shall provide electronically all data requested to the UCPEA1 computer
account and shall continue to provide a hard copy of the employment authorizations as long as

they exist.

The parties shall cooperate, as technology develops, to provide for the exchange of data. An
UCPEA representative shall be appointed to identify union data extraction needs.

The UCPEA representative shall either use their own time for these meetings or be given UCPEA
release time for this purpose.
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Unless there is a statutory or technical limitation, the UCPEA shall be given electronic access to
UCPEA membership data, with a charge for same. If details can be resolved satisfactorily,
technically, and legally, the UCPEA shall be provided access to electronic bulletin boards within
the Computer Center. The use of E-mail and voice communications for union business shall be
allowed so long as it does not disrupt work responsibilities.

Article 42.
UCPEA SECURITY AND PAYROLL DEDUCTIONS

42.1 During the life of this Agreement, a member of the bargaining unit shall retain the freedom
to decide whether or not to become or remain a member of the UCPEA. A member of the
bargaining unit who is not a member of the UCPEA shall be required to pay an agency fee pursuant
to Section 5-280 of the General Statutes.

42.2

a. The University shall deduct UCPEA dues or agency fee bi-weekly from the gross paycheck
of each person who is required under Section 5-280 of the General Statutes to pay such a
fee as a condition of employment.

b. The University shall deduct contributions bi-weekly, in the amount specified from the gross
paycheck of each person in the unit who authorizes it, payments to find-raising drives
sponsored by the University of Connecticut Foundation.

c. The University shall deduct contributions bi-weekly, in the amount specified from the gross
paycheck of each person in the unit who authorizes it, payments to the Union’s COPE
(Committee on Political Education) fund.

42.3 The amount of dues or agency service fee deducted under this article shall be remitted to
the Treasurer of the UCPEA as soon as practicable after the pay period of the employees for whom
such deduction is made.

42.4 No payroll deduction of dues or agency service fee shall be made during a payroll period
in which eamings are insufficient to cover the amount of deduction, nor shall such be made from
subsequent payrolls to cover the period in question. The UCPEA shall be notified when such a
situation exists,

42.5 The University shall continue its practice of payroll deductions as authorized by employees
for purposes other than payment of Union dues or agency service fee, provided any such payroll
deduction has been approved by the State in advance.

42.6 With the exception of Section 42.2 (a), the UCPEA shall hold the University harmless from

any liability or damages incurred by the Board of Trustees or its agents in complying with this
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Article and will reimburse the University for legal expenses incurred in legal defense of any
provision of this Article or any action taken by the University in complying with it,

Article 43.
SAVINGS CLAUSE

43.1 If any provision of this agreement is, or shall at any time be, contrary to law, then such
provision shall not be applicable or performed or enforced, except to the extent permitted by law.
Any substitute action shall be subject to appropriate consultation and negotiation with the UCPEA.

43.2 Inthe event that any provision of this agreement is, or shall at any time be, contrary to law,
all other provisions of this agreement shall continue in effect.

Article 44,
TEMPORARY AND END-DATE EMPLOYEES.

44.1 The use of temporary and end-dated appointments shall be limited to the following
circumstances:

=

Employees who are funded by grants and contracts.

22

Employees who are hired to cover positions undergoing job searches.
Employees hired to cover for a temporary leave of absence.
d. Employees hired for clearly defined and time limited special projects.

e. Employees hired to cover for an employee who is serving in a temporary or interim
assignment.

f. Employees hired to cover duties during a departmental reorganization or restructuring.

End-dated appointments not funded by a grant or contract shall be limited to a maximum of three
years unless the UCPEA agrees in writing to an extension.

All employees hired on end-date employment authorizations who have been on the end-date
appointment for a period of more than 3 years, must have their re-appointment processed 3 months

prior to the end of his/her appointment.

All end-date employees who have been on end-date appointment for a period of more than 5
consecutive years shall be given a minimum of 3 months’ notice of non-renewal, in addition to the
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annual appointment letter. Individuals with five annual appointments shall be eligible for multiple
year appointments.

All end-date employees who have been on end-date appointment for a period of more than 4 years
and are non-renewed shall be offered employment in the same or a similar position if such a
position becomes available during the eighteen months from the date of notice of non-renewal.
Employees on the recall list must notify the University every 6 months of their desire to remain on
the recall list. Failure to notify the University continued interest shall result in the removal of the
individual from the recall list. These employees shall receive notice of all UCPEA vacancies, and
shall be granted an interview for all positions for which they meet the minimum qualifications.
Employees offered reemployment by the University must accept such an offer within 15 days.

44.2 While end-date employees do not have permanent status, they are entitled to just cause
protection for discipline after one year of employment.

Article 45,
PAY EQUITY

45.1 If coalition bargaining regarding pay equity takes place for state employees, the University
agrees to participate in the coalition for the exclusive purpose of determining the pay line,
implementation of pay line, and/or the distribution of funds. The University shall not participate
in any bargaining as part of a coalition that concerns its classification system.

45.2 The UCPEA agrees that implementation of any coalition bargaining is contingent on the
University receiving new monies from the State of Connecticut specifically for that purpose.

Article 46.
WIRELESS COMMUNICATION DEVICE STIPENDS

46.1 At the discretion of the University, a professional employee who is required to utilize a
wireless communication device to perform his/her official duties may receive compensation in the
form of a stipend to cover business-related use of the personally owned mobile device. Use of the
device, including the eligibility for and the amount of the stipend, shall be determined in
accordance with University policy as it may be amended from time to time.
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Article 47,
PHASED RETIREMENT PROGRAM

47.1 Phased Retirement Program

With the approval of the Provost, appropriate Vice President, or designee, a Department
may offer eligible professional staff an opportunity for a pre-retirement reduction of full-time
service, while gradually phasing into retirement over a defined period, not to exceed three years.
A professional staff member’s eligibility to participate in the program is within the discretion of
the Department. A Phased Retirement Program may also be offered on a University-wide basis.

47.2 Eligibility

Professional staff that are eligible and elect to participate must provide an irrevocable
retirement date of no more than 3 years in the future. The date selected is subject to written
approval by the Department Head.

47.3 Reduction in Workload

During the notice period, the employee will receive a reduction in schedule and workload
of 50% and proportionate reduction in salary under the Voluntary Schedule Reduction Program
(VSRP). The reduction in schedule may be in the form of working fewer hours per day, working
fewer days per week or block leaves in which the employee takes more than 5 consecutive days
off at a time. The way in which the reduction of hours is taken will be developed in conjunction
with the Department Head and at the Department Head’s discretion.

47.4 Notice Period Benefits

During the notice period, as provided in Connecticut General Statute § 5-248c and the
associated Regulations, the employee will continue to receive subsidized health and life insurance;
receive full credit toward seniority, longevity and retirement; have their salary calculations used
in the SERS pension formula adjusted to treat unpaid time as paid; accrue vacation (if applicable),
and receive full holiday pay.

47.5 Requirements for Employees

The Application for Phased Retirement and VSRP form must be submitied to the
Department Head. If approved, this will initiate the development of a written agreement that sets
forth mutually agreeable terms and conditions.
47.6 Reservation of Rights

The Department Head reserves the right to deny an employee’s request for participation in

the Phased Retirement Program, but such denial must be with the agreement of the Vice Provost,
Executive Vice President or designee.
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47.7 Reduction to Written Agreement

A written agreement setting forth mutually agreeable terms and conditions of an
individual’s phased retirement arrangement will be signed by the participant and the Department
Head, and must be authorized by the relevant Vice Provost, Executive Vice President or designee.
It will provide the essential terms and conditions of the reduced appointment including salary,
anticipated hours and/or days or work, and an irrevocable retirement date.

Article 48.
FURLOUGH DAYS

48.1 Each bargaining unit employee will be required to take three (3) unpaid furlough days,
which is equivalent to 21 hours for full time employees. The Parties agree to administer the
furlough days in accordance with the following:

48.2 Deductions from pay will be spread out over as many pay periods as are available when
the contracts are ratified.

48.3 Employees joining the University, and part time employees, will have their deductions
pro-rated, rounded down to the nearest quarter hour.

48.4 Employees who plan to leave the university may take furlough time pro-rated according
to the amount of salary that will have been deducted as of the date of departure.

48.5 Employees may schedule their furlough hours as they choose, before June 30, 2018, subject
to the approval of their supervisor in accordance with University business needs and staffing
requirements.

Article 49.
JOB SECURITY

49.1 The Parties agree that from (start date) through (end date) there shall be no loss of
employment subject to the following conditions:

a. Applicable only to those hired prior to (date). (Insert date of the SEBAC agreement),
b. Applicable through (date) (insert end of the SEBAC agreement)

c. Job security protection is for all permanent and end-date employees but does not apply
to:

1. Employees in a probationary period or a working test period.
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2. Termination of a grant or contract, except where the employee is a permanent

employee. (It is understood that grants or other contracts means ledger 5 and 6
funding,

49.2 This Agreement does not prevent the University from restructuring or reorganizing and
eliminating positions provided those affected employees are offered and accept employment in a
comparable position at the same salary, preferably on the same campus, or are offered and accept
a separation agreement. If the employee declines both the offer of a comparable position and the
separation agreement, then the employee may be laid off and shall retain all rights under the
collective bargaining agreement.

49.3 The University is not precluded from issuing layoff notices prior to twelve months before
the end of this agreement to accommodate UCPEA notice periods.

Article 50.
ZIPPER CLAUSE

50.1 This agreement constitutes the complete and entire agreement between the parties and
concludes collective bargaining for its term. Therefore, unless the parties mutually agree to reopen
negotiations, the UCPEA waives the right to bargain collectively with respect to any subject not
covered in this agreement, even though such subjects may not have been contemplated by the
parties at the time they negotiated or signed this agreement.

Article 51.
DURATION

51.1 This agreement shall be in full force and effect from July 1, 2016 through June 30, 2021.

Article 52,
LEGISLATIVE ACTION

This Agreement shall require legislative approval in accordance with Section 5-278 of the
General Statutes in order to become effective. For future successor agreements, the cost items
contained in such agreements and any provisions that are in conflict with any statute or any
regulation of any state agency shall become effective in accordance with the procedures in Section
5-278. If the Legislature rejects this Agreement, or any such successor agreement, the parties shall
return to the bargaining table.
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The University of Connecticut Professional
Employees Association
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Elizabeth Sullivan

i
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ATTACHMENT
ACTION ITEMS:
1) Recommendation for Approval of Collective Bargaining Agreement with the 1
University of Connecticut Chapter of the American Association of University
Professors (AAUP)
2) Recommendation for Approval of Collective Bargaining Agreement with the 2

University of Connecticut Professional Employees Association (UCPEA)



