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This AGREEMENT is made and entered into by and between the
Trustees of COLUMBIA UNIVERSITY in the City of New York (hereinafter
called the "University”) and LOCAL 2110, INTERNATIONAL UNION, UAW
(hereinafter called the "Union"), acting herein on behalf of the Employees of the
University, as hereinafter defined, now employed and hereinafter to be employed
and collectively designated as the "Employees”.

WITNESSETH:

WHEREAS, Columbia University recognizes the Union aforesaid as the
collective bargaining representative for the Employees covered by this Agreement as hereinafter
provided; and

NOW, THEREFORE, in consideration of the mutual covenants, promises and
agreemenis herein contained, the parties DO HEREBY AGREE AS FOLLOWS:

ARTICLE 1
RECOGNITION

A. The University recognizes the Union as the exciusive bargaining agent for the unit
certified by the National Labor Relations Board in Case No, 2-RC-19005,

B, Confidential Employees, Columbia University student Employees (including Teachers
College and Barnard College} and temporary Employees are excluded from the unit.

C. A temporary Employee is one who is hired for a period of up to four (4) months and who
is so informed at the tirse of hire and who is hired for a special project or to replace an Employee
on leave of absence or vacation or to fill a job vacancy in the bargaining unit while an active
search is being made for a regular replacement. The said four (4) month period may be extended
for the length of a leave of absence. If a temporary full-time Employee Is selected to fill a
vacancy within the bargaining wnit, or if the temporary position becomes a permanent position,
the Employee will be included in the bargaining unit. In suck cases, the immediate previous
period of temporary employment shall be credited toward benefits under this Agreement; it being
understood, however, that such period shall not result in any retroactive coverage or in any
retroactive contributions to any benefit plan. SEE Appendix D.

D. Effective March 1, 1995, the University agrees to notify the Union of tempotary
employees who have been on the payroll of the University for sixty {60) days. The notice shall
include name, date of hire, replacing who or for what purpose and department.



Departments will notify the Office of Employee and Labor Relations whenever a

temporary or casual employee has been employed loager than 60 days in a position which
otherwise would be covered by the collective bargaining agreement, and that Office will notify
the Union.

E.

F

(1)  The parties agree to establish a joint labor/ management committee consisting of

three representatives from each side. A neutral member will be added fo serve as
facilitator of committee meetings. The University will bear the facilitator’s fees and
expenses. The facilitator for the term of this agreement will be Jay Nadelbach.

The committce shall meet at least quarterty. The University agrees to notify the Union of
positions that falt into the following categories:

a Situations where a bargaining unit position is upgraded or reclassified to a
position outside the bargaining unit; and

b. Situations where a bargaining unit position is eliminated or significantly altered
(through reorganization or for any other reason} and replaced by a newly created
ot existing position outside the bargaining unit.

c. Any newly-created officer position below grade 13.

{2)  The Committee shall discuss the positions identified above to determine whether
the position is appropriately excluded or included in the bargaining unit.

a, The University agrees to cooperate fully with the Union in providing relevant
information in order to meaningfully review the positions. Such information will
be provided ir a timely fashion.

b, Disputes which cannot be resolved by the joint labor/management committee shail
be arbitrated by the Facilitator. Like cases and/or cases from the same
department, school or division may be consolidated by mutual agreement.

The 1986 Side Letter shall survive for whatever value it has. {See Appendix A] All
cases arising on or before September 30, 2003, are settled in accordance with the side
letier on page 68.

The University will provide new employees with information packets at time of hire. The

packets will be pmvided by the Union, and will include copies of the collective bargaining
agreement and union membership cards. The University will notify the Union monthly of the
names of employees who received the packets.

G.

The Union will not be required to pay rent for use of the premises located at 430 West

119th Street.

ARTHCLE2
UNION SECURITY

All Employees covered by this Agreement who have previously joined and are member
of the Union on the date of the ratification of the Agreement by the Union, or who becom:
members thereafler, shall maintain their membership in the Union for the duration of th
Agreement as a condition of continued employment,

All Employees who become employed by the University and covered by this Agreemen
on or after July 1, 1985, and who fail voluntarily to acquire and maintain membership in the
Union, shall be required as a condition of continued employment to pay to the Union eacl
month, beginning not later than thirty-one (31) days after commencement of their employment
or afler the ratification of this Agreement, whichever is later, a service charge as a contributior
toward the cost of administration of this Agreement and the representation of such Employees
The amount of such service charges shall be equivalent to the amounts usiformly required to b
paid as dues and initiation fee by those Employees who choose to become members of the Union

For purposes of this Article, an Employee shall be considered a member of the Union i
he/she tenders his/her initiation fee and periodic dues uniforndy required as a condition o
membership.

An Employee who has failed to maintain membership or to tender service charges a
required by this Article shall, within thirty (30} calendar days following receipt of a writte:
demand from the Union requesting his/her discharge, be discharged if, during such period, the
required dues and initiation fee have not been tendered.

The Union agrees that it will indemnify and hold the University harmless from am
recovery of damages sustained by reason of any action taken under this Article.

Upon written notice from the Union, the University will deduct all Union membershiy
dues (or service charges) as provided for in the authorization form set forth below, upor
vondition that at the time of such notice, the Union shall fumnish the University with a wriiter
authorization executed by the Employee in the following form:

"I hereby authorize and direct my Employer to deduct from my wages and to pay over i
the Union on notice from the Union such amounts including initiation fees anc
assessments (if any owing by me) as my membership dues in said Union {or service
charges) as may be established by the Union and become due to it from me during the
effective period of this authorization. This authorization may be revoked by me as of any
anniversary date bereof by written notice signed by me of such revocation, received by
my Employer and the Union, by registered mail, return receipt requested, not more thar
sixty (60) days and not less than fifty (50) days, before any such anniversary date, or or




termination date of the collective bargaining agreement covering my employment, by like
notice, prior fo such termination date, whichever ocours the sooner.”

The University will notify the Union promptly of any revocation of such authorization
received by it

The University shall provide the Union with a weekly list of pew hires. The University
will continue to supply the Union with notice of leaves, weekly hires (new hires, promotions,
lateral transfers and recalls) and terminations.

The University shall provide new hires with an introductory letter sigoed by the Union
per Exhibit C.

The University agrees to discuss with Local 2110 issues of concern regarding the role of
the union in the expanded campus.

The University will continue to abide by the existing Recognition and Security Clauses.

ARTICLE 3
UNIVERSITY RIGHTS

Nothing in this agreement shall be consirued to impair the University's exclusive right to
manage its affairs and direct the work of its Employees except as otherwise herein expressly
provided.

ARTICLE 4
NO STRIKE NO LOCKOQUUT

Each of the parties acknowledges the rights and responsibilities of the other party and
agrees to discharge its responsibilities under this Agreement.

The Union, its officers and representatives at all levels, and all Employees, are bound to
observe the provisions of this Agreement.

The University, and its representatives at all levels, are bound to observe the provisions of
this Agreement.

During the life of this Agreement, the Union will not canse, or cause the Employees
represented by it &0 cause, nor will any such Employee take part in any strike, slowdown, work
stoppage, or amy other concerted interference with the University's work. No officer or
representative of the Union shall authorize, instigate, aid or condone any such activity and no
Employee shall participate in any such activity.

Should any Employee or Employees take part in any strike or other activities contrary to
the terms of this provision, the University shall immediately notify the Union, and the Union
through its representatives shall take steps, as described herein, to have the Employee or
Employees concemed immediately returned to work in the case of a strike or to cease any other
activity prohibited by this Article:

i} Publicly disavow such action by the Employees.

2} Advise the University in writing that such action by Employees has not been
called or sanctioned by the Union.

3) Notify Employees of its disapproval of action and instmuct such Employees to
cease such action and to return 1o work immediately.

4} Post notices at Union bulletin boards advising that it disapproves such action and
instructing Employees to return to work immediately.

The University agrees there shall be no lockout of any kind whatsoever during the life of
this Agreement.

Any Employee or Employees engaged in an unauthorized strike, slowdown, work
stoppage, or any other concerted interference with the University's work in violation of this
Agreement, will be subject to disciplinary action up to and including discharge.

ARTICLE §
GRIEVANCE AND ARBITRATION

A The following precedures should mot be construed, in any way, to Himit informal
discussiens between any Employee and representatives of the University which may be utilized,
as in the past, for the purpose of resolving disagreements.

B. Unless otherwise specified in this Agreement, a grievance is a dispuie between a
bargaining unit Employee and the University, or the Union and the University, over the
application or isterpretation of the provisions of this Agreement or an alleged violation of it,

Step L Before filing a grievance, the aggrieved Employee and/or the Union
Steward will present it to the immediate supervisor promptly after the ocourrence of the
alleged violation, misinterpretation or misapplication, and will ry to resolve the
grievance without formal proceedings.

Where the employer representative designated at Step 1 agrees that he or she lacks
authority to settle the grievance, or where the Department determines that the employer
representative designated for Step 1 and Step 2 is the same person, the Unjon may
initially present the grievance at Step 2.




C. Grievances which are not setiled with the immediate supervisor which the Union elects to
submit formally will be processed as follows:

Step 2. The Union maust preseot the grievance in writing with the provisions
alleged to be violated to the Department Head not later than five (5) working days after
the conclusion of Step [ and in no event later than twenty (20) working days after the
occurrence of the alleged violation, misinterpretation or misapplication.

The grievance will be discussed at a conference between the Union Steward or a member
of the Union Grievance Committee, the aggrieved Emplovee and the Departement Head or
his/her designated representative. |t will be held within five (5) working days after the
grievance was submitted and the Department Head or his/her representative wiil respond
in writing to the Steward and the Union within five (5} working days of the conference
with a copy to the Employee.

D. If the grievance is not resolved at Step 2 and the Department’s response is to be appealed,
the Union will process the grievance {o Step 3 by submitting, within seven (7) working days of
the receipt of the Department's response, a written request to the Director of Employee Relations
for a Step 3 conference.

Step 3. The aggrieved Employee, Union Steward or Grievance Committee
Member, and Union representative shall meet with a designated representative of the
Employee Relations Office within ten (10) working days of the receipt of the Step 3
grievance, to discuss the written grievance. Within ten (10) working days of the meeting,
the Employee Relations representative will respond in writing to the Steward and the
Union, with a copy to the Employse.

If the union so requests within seven (7} days of the notice peried referenced in Article 12
E {Layoff) the University will hold the Step 3 no less than ten (10) days prior to expiration for a
Step 3 grievance. Included in the grievance meetings will be a discussion of ways to avert the
jayoffs. Nothing herein shall be interpreted as a waiver of any existing contractual rights with
respect to filing Step 3 grievances pertaining to lavofis.

E. The Unior may pursug a grievance not resolved in Step 3 to arbitration if within fifteen
(15) working days of the Step 3 response the grievance is subrmitted to a panel of three arbitrators
selected by agreement befween the University and the Union, with a copy of the submission to
the University.

Cases will be rotated in alphabetical order among the members of the panel.
The panel will hear:

a all discipline cases
b. all other cases.

The members of the panel will be:

Robert Douglas
Howard Edelman
Susan MacKenzie

F. Failure on the part of the University to answer a grievance within the time limits provided
for in any step shall allow the Union to proceed to the next step. Any disposition of a grievance
from which o appeal is taken within the time limits specified herein shall be deemed resolved
and shall not thereafter be considered subject to the grievance and arbitration provisions of this
Agreement. The time limits specified in this Article may be extended only by written agreement
between the University and the Union.

(i The arbitrator shaH not be empowered to add to, subtract from or modify the terms of this
Agreement. The decision of the arbitrator shall be final and binding on all parties. The costs of
the arbitration shall be bome equally by both parties,

[} The parties agree that the maintenance of a peaceable and constructive relationship
between them requires the establishment and cooperative use of the machinery provided for in
this contract for the discussion and determination of grievances and disputes, and that it would
detract from this relationship if, except as provided for herein, individual employees or groups of
employees would, either as such individuals or groups, seek to interpret or enforce the contract
on their own initiative or responsibility. No individual worker may initiate any arbitration
proceeding or move 10 confirm or vacate an award.

3 Grievances related to layoff shall be filed at Step 3.

J. Expedited arbitration for discharges and layoffs shall be instituted.

K. [Deleted.]

L. The parties may agree not to use outside counsel in any arbitration involving discipline.

M. The University agrees o provide relevant information concerning a Step 3 grievance
hearing on a timely basis prior to the date of the hearing upon receipt of a timely request.

ARTICLE ¢
WAGES

Al Ratification: $1200 lump sums (not on rate. Pro-rated for part-time employees).
Employees on payroll as of ratification are eligible for the lump sum payment.




Lump sum is payable within sixty-days of ratification or 96 days of employment
whichever is later, providing that 9¢ days of emplovment is attained.

2/1/13: $935 salary into base plus 3500 lump sum {lsmp sum not on rate). Pro-
rated for part-titne employees. Employees on payrolf as of 2/1/13 are eligible for the
lump sam payment. Lump sum is payable within sixty days of 2/1/13 or 90 days of
employment whichever is Iater providing that 90 days of employment is attained.

2/1/14: $1000 salary inte base plus $500 lnmp sam (lump sum not en rate). Pro-
rated for part-time employees. Employees on payroil as of 2/1/14 are eligible for the
lump sum payment. Lump sum is payable within sixty days of 2/1/14 or 90 days of
empioyment whichever is fater providing that 90 days of employment is attained.

B. The 2/1/13 and 2/1/14 base salary increases will apply to the salary schedule
C. The University will continue the existing shift differential in effect.
D. Longevity (effective 2/1/07)
Employees with 10 or more years of service: $230 increase to base (added to base prior to
the application of the 2/1/07 increase).
Employees with 20 or more years of service: an additional $250 for a total of $300 (added
to base prior to the application of the 2/1/07 increase).
E. MINIMUMS
1. EMPLOYEES HIRED PRIOR TO APRI, 1, 2004
Bor
Less than 18 18- 36 54 -72 more ful
months in months in  3fullyears monthsin  vyearsin
20113 - 131114 Grade grade grade i grade grade grade
$8354 increase ] $35,574 $36,959 $38,401 $38,6899 $41,457
5 $37,127 335,578 340,081 $41,646 $43,275
T 338,875 $40,383 $41,971 343,813 $45,320
1 $41,269 $42,883 344,581 $46,305 $48,121
9 $43,321 $45,015 $46,779 $48 614 $50,520
fa $45,018 346,781 $48,615 $50,521 $52,508
6or
Less than 18 18 . 36 54 .72 more ful
months in menths in 3 full years months in  years in
204114 - U315 Grade grade grade in grade grade grade
$1000 increase ] $36,574 $37,959 $39,401 $40 BOS $42 457
8 $38,127 $38,578 $41,081 $42.648 $44,275

7 $39,875 $41,383
8 $42,269 $43,883
8 544,321 346,015
9a $46,018 $47,781

2. EMPLOYEES HIRED ON OR AFTER APRH. 1, 2004

Less than 18 18 - 36
months in months in
216113 - 113114 Grade grade grade
$835 increase 5 $34,565 $35,909
-1 $36,072 $37,480
7 $37,770 $38,245
B $40,084 $41,662
8 $42,086 $43,731%
8a $43,734 $45,445
Less than 18 18- 36
months in months in
20114 - 113118 Grade grade grade
$1000 increase 5 $35,565 $36,509
-] 337072 $38,480
7 $38,770 $40,245
8 $41,094 $42,662
9 $43,086 $44,731
%9a $44,734 $46 445
ARTICLE 7
RESIGNATION

$42,971
$45.581
347779
$49,815

3 full years
in grade
$37,309
$38,941
$40,776
$43.290
$45.444
347,228

3 full years
in grade
$38,309
$38,941
$41,776
$44,290
$46.444
348,226

$44,813
$47,305
349,614
$51,521

54-72
menths in
grade
$38,785

$40,481
$42,370
$44,084
$47,225
349,077

84-72
mornths in
grade
$39,7865

$41,461
$43,270
$45,984
848,225
$50,077

$46,32t
$49,12
351,521
$53 504

6 or
more fu
years b

grade
$40,27¢

$42,04:
$44,02;
$46,74¢
$49,07¢
$51,00¢

6 or
more fu
years it

grade
$41,27¢

$43,042
$45,027
$47,74€
$50,07€
$52,004

An Employee who resigns shall give the University two (2) weeks advance notice.

An Employee who gives notice of resignation as provided above, or whose employment
is terminated, shall be entitled fo receive payment for unused vacation time accrued on the
effective date of the resignation or termination. I notice is not given as provided above, an
Employee shall not be entitled to such payment, provided it was possible for the Employee to

have given such notice.




ARTICLE 8
PERSONAL WORK

No Employee shall be required to perform a service for the benefit of his/her supervisor
or any other Employee that is entirely personal in pature. Examples of services that are eatirely
personal in nature are serving coffes and running personal errands.

ARTICLE 9
UNION ACTIVITY, VISITATION & BULLETIN BOARDS

A representative of the Union shall have reasonable access to the appropriate University
offices for the purpose of confemming with #s stewards and/or Employees covered by this
Agreement, and for the purpose of administering this Agreement. Where the Union
representative finds it necessary to enter upon the University's premises for this purpose, the
representative shall advise the Director of Employee Relations and the head of the office or their
respective designees, as the University shall state. Such visits shall not interfere with the
operation of the departinent or office.

No Employee shall engage in any Union activities, including the distribution of literature,
which interfere with the performance of work.

The University shall provide builetin boards in reasonably acecessible places for Union
notices. No notices which are derogatory to the University shall be posted.

Up to 10 unit officers shall have a maximum of one hour per week without loss of pay in
which to handle active grievances.

Each steward {approximately 28) shall be allowed a maximum of two hours per month
without loss of pay in which to attend union meetings.

Each steward and three (3) uait officers shall be granted two (2) bours off with pay three
(3) times per year to attend Union meetings. If in any month the Union does not hold a stewards’
meeting, then the unused meeting time can be banked. Up to three (3) unused stewards meetings
may be banked. The union may conduct a maximum of fifleen (15) steward meetings in any
calendar year, with a limit of two (2) meetings in any calendar month.

The Union shall submit 2 current list of Uplon Stewards and Unit Officers to the
University every six (6) months,

When a new emplovyee is hired, the appropriate unit officer or steward in that area shall be
allowed fifteen (15) mirutes without loss of pay to discuss union matters with such employee.

Hey

The University will provide a list of new employees who have signed up in advanee
for scheduled orientation sessions. Representatives of Local 211¢ will be provided space
and an opportunity to meet with new members following each orientation session.

The Union shall be entitled to conduct three (3) general membership meetings per year
for up to one (1) hour each without loss of pay for employses, on dates agreed-upon by the Union
and the University. Meetings shall be scheduled from 4 pm to 5 pm. The University will permit
ermployees at locations not op or immediately adjacent to the Momingside Campus to be released
af 3:30 p.m. in order to attend the meetings.

The Union may bank one (1) meeting per year, fo a maximum of three (3) during the term
of the agreement, with a limit of four (4) meetings in any calendar year,

The side letter of December 14, 2001, page 63 of the coliective bargaining agreement,
will be amended to reflect that the fund will be ased to pay for refease time for union
official(s) to administer the parties’ collective bargaining agreement.

Maximum per year up to max salary of (not including fringe)
2012: §87,000

1013: $88,500
2014: 590,500

ARTICLE &0
NON-DISCRIMINATION

Neither the University nor the Union shail discriminate on the basis of race, color,
religion, national or ethmic origin, sex, age, creed, disability, handicap, marital status, citizenship
status, Vietnam Era or disabled veteran status, sexual orientstion, gender identity and expression,
or for union activities or union status.

ARTICLE K
PROBATIONARY EMPLOYEES

A, Newly-hired Employees shall be considered probationary for a period of sixty (60) days
from the date of employment. The University mey extend this period for an additional sixty (60)
days provided it notifies the Union, the steward and the employee in advance, in writing, stating
the reasons therefor.

B. During his or her probationary period, an Employee may be terminated by the University
without recourse to the grievance or arbifration provisions of this Agreement.




<
except as provided in (B) above because of an extension of their probationary period.

b.
empioyee.

Probationary Employees shall not be deprived of the benefits set forth in the contract

Date of hire shall be included in notice of termination or extension of a probationary

ARTICLE 12
SENIORITY

BPefinition

{H) Bargaining unit seniority is defined as the length of time an Employee has been
conttavously employed in any capacity for the University, except as provided under the
section on Accrual below.

)] DPepartmental seniority is defined as the length of time an Employee has been
employed within a department, regardless of job title or grade.

{3y  Classification seniority is defined as the length of time an Employee has worked
in a specific job classification within 2 grade and within a department, except that when a
job is upgraded the person bolding it will retain his/ber classification seniority.

Accrual

{1}  An Pmployee’s seniority shall commence afler the completion of his/her
probationary period and shall be retroactive to the date of his/er last hire (except as

provided in B(3)).

) Seniority shall accrue during a coptinuous authorized leave of absence provided
that the employee returns to work immediately following the expiration of such leave of
absence; during z peried of continuous layoff not to exceed the lesser of twelve (12)
morths or the length of an employee’s continuous employment, i the employee is
recalled into employment; and during a sick leave of up to twelve (12) months.

(3) Arn employee who terminates voluntarily afler four (4) years of continuous
employment, and who the University chose to reemploy in the same or substantially
equivalent position, may return within one (1) year with no loss in seniority. Seniority
credit shall not be given for time not employed.

(4  Temporary Employees as defined in Article 1 (Recognition) shall have no
seniority during the time they occupy the status of tereporary employees, but should any
ternporary employee become s permanent employee, then his/her seniority shall be
retroactive to the last date of continuous employment, except as otherwise provided in
Section D (4) hereof. If a temporary employee becomes a permanent employee in the

iz

C.

same job that he or she held while a temporary employee, he or she will not have to serve
a probationary period in that job as 2 permanent employee if he or she bad beld i for four
or mote months as a temporary employee.

Bresk In Seniority

An Employec's seniority shall be lost when he/she is terminated voluntarily (except as
provided in paragraph B(3)), discharged for cause, laid-off for a peried of twelve (12}
consecutive moaths or a period exceeding the length of the Employee's confinuous
service, whichever is less, exceeds an aunthorized leave of absence, or fails to respoad
within five (5) days exclusive of Satardays, Sundays and holidays to an offer of work sent
by registered mail, return receipt requested. A copy of that offer will be mailed to the
Unien.

Application

{1}  Bamaining Unit seniority shall apply in the computation and determination of
eligibility for all benefits where length of service is 2 factor pursuant to this Agreement,
and in layoffs, transfers, promotions and recalls as herein provided.

() Departmental senjority shali apply in promotions and transfers as herein provided.

(3} Classification seniority shall apply in layoffs and recalls except when otherwise
provided herein.

Jobs within the same grade and department and entailing the same or substantially
equivalent duties shall be deemed to be in the same classification.

(4  Employees speeifically covered by this Agreement, as set forth in Article 1, whose
pay is charged to a special or non-budgetary fund and who are informed at the time of
their hire or at the time of transfer that their employment is for a special non-budgetary or
research project and subject to this provision, shall, for the purpose of layoff, be
considered 1o have classification seniority which may be exercised only within the project
or grant 10 which assigned. Such Employees shall be considered to have bargaining unit
sendority for purposes of tramsfer or recall to a vacant position outside of the speciat
project, provided in each case that the Employess retained or recalled have the skill,
ability, work record and experience to do the work.

Layoff

{1)  The University will continue to make reasonable efforts to avert layoffs of
bargaining unit employees.

13




(2}  In the event of a layoff within a job classification in 2 department, probationary
employees within the job classification shall be laid off first without regard to their
individual periods of employment. Non-probationary Employees shall be the next to be
laid off on the basis of their clessification seniority.

{3} In the event a position is eliminated and the affected employee is not the least
senior employee in his/her classification, such employee will be assigned o the position
held by the least senior employee in the same classification and department, provided
he/she has the skill and ability, work record and experience to perform the duties of the
iob, and the least senior employee shall be laid off,

(4y  In the event that an empioyee is scheduled to be laid off from a position in a

department and there exists a vacant position in that department for which the employee
is qualified on the basis of skill, ability, work record and experience, then he/she may
elect 1o fill that vacancy in lieu of being laid off.

Where two or more employees are scheduled to be kaid off from a department and
are qualified for & vacant position in that department, the vacancy will be offered first to
the employee with the most bargaining unit sendority.

{5}  Inthe event that an employee with four or more years of bargaining uaif seniority
is scheduled to be laid off from one department and there exists a vacant position in
another department for which the employee is qualified on the basis of skill, ability, werk
record and experience, then he/she may elect fo fill that vacancy in lieu of being laid off.
Where two or more employees are scheduled to be laid off and are gualified for the
vacant position, the vacancy will be offered first to the employee with the most

bargaining unit seniority.

(6)  Inthe event that an employee with less bargaining unit sendority than specified in
paragraph 4 above is scheduled 1o be laid off in ore department and there exists a vacant
position in another department for which the employee is qualified on the basis of skill,

ability, work record and experience, then he/she will be considered for the vacant position

before other candidates. When two or more employees are scheduled fo be laid off who

are qualified, first consideration will be given to the one with the most bargaining unit

seniority.

{7y If a regular part-time Employee has greater equivalent senjority than a full-time

Employee in the same ¢lassification who is to be laid off, the part-ime Employee must be ¢

willing to accept full-time employment to continue working.

(®)  Inall of the above cases, the employee who is assigned to a new position shall
serve the same probatiopary period in such pew position as a pew hire. If he/she is -

removed from the new position during the probationary period, he/she shall be laid off.
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)] _"Ehe Univqsity will provide at minimum a total of thirty days notice of Tayoif o1
an equivalent period of time in the Casual and Temporary Program outlined in Article 41.

(1G)  When = cashier is temporarily laid off, and given a definite date of return to work
and is denied Unemployment Compensation Benefits solely because of the Amendment
effective July 20, 1983 to Section 590.11 of the Labor Law, the University will pay such
employee the sum of $125.00 per week beginning with the second week of
unemployment and during such period of temporary unemployment, said sum to be
rediy:ced by any amount earned as a result of any type of employment during the layoff
;Jgnod Under no circumstances will the above payment be made after the return date
given to employee at the time of layoff, or during a period for which Unemployment
Compensation Benefits are paid,

Part-time cashiers on temporary layofT shall receive payments on a pro-rata basis.

' Full-time and part-time cashiers on temporary layoff shali continue to receive the
medical benefits they received while employed.

In the event that the layoff allowance for other dining services employees
represented by Local 1199 is increased during the term of this agreement, cashiers
represented by Local 2110 will receive the same increase,

The Department will make every effort to assess its summer staffing needs prior
o z.he end of the spring semester. Based on operational needs, Cashiers will be reteined
during the summer months in order of their seniority within their Iocation, Replacement
or additional Cashiers, as needed, will be recalled in the same seniority order. If there is
no Cashier from within the location who is available to work, Cashiers scheduted to he
laid off or on layoff from other locations will be recalied in order of their seniority prior
© the l}ni\iersity hiring a temporary employee or outside applicant, except in an
emergency situation.

(10} The University shall maintain a current layoff listing which shall be sent to the
Union monthly,

(11} Eﬁ"eciix‘fe Mafch 23, 1992, an Employee who obtains a position in the same grade
pursizant to this Article 12 (E) shall receive no less than histher prior salary plas any
intervening wage increases,

(12} An efnployee whe is notified that he/she will be subject to a layoff may, upen
request, receive the following assistance from Human Resources:

a. Assistance in creating or updating a resume or statement of personal qualifications
b. Instruction on and access to the University’s job postings and job posting web site
(including Columbia University Medical Center and Harlem Hospital vacancies)
Information about how 10 apply for positions

4 Individual career counseling

bl
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e. Benefits information,
Recsll

)] Whenever a vacancy ocours in a job classification, Employees who are on layoff’

in that classification shall be recalied in accordance with their classification seniority in
the reverse order in which they were laid off provided that the Employee has the skill,
ability, work record and experience to be qualified to do the work. If a vacancy oceurs in
a Departreent in a job classification where no Employee in that classification has recall
rights or is deemed to be qualified, then the laid-off Employee in that Department with
the most bargaining unit seniority will be recalled to that vacancy if he/she has the skill,
ability, work record and experience to be qualified to do the work, and, if not, the next
qualified senior Empioyec on layoff in that Department will be recalled and soon. If a
vacancy oceurs in a Depariment where no Employee is on layoff or is deemed gualified,
and if there are employees on layeff’ who have four or more years of bargaining unit
seniority, then the laid-off Employee with the most bargaining unit sendority will be
recalled to the vacant position if he/she hag the skill, ability, work record and experience
1o be gualified to do the work and, if not, the pext qualified senior Employee with four or
more years of bargaining unit seniority will be recalled and so on. Consideration of laid-
off employees with less than the specified seniority for vacant positions will be governed

by paragraph E (5) above.

)] An employee who is recalled and assigned 1o & new position shal serve the same
probationary period in such new position as 2 new hire. If returmed to layoff status during
the probationary period, the period of active employment shall not be deemed to be time
on layof¥ for recall purposes.

(3}  Probationary employees who have been laid-off have no recall privileges.

D It shall be the responsibility of each employee to keep the University informed of
his/her current home address.

{5} Laid-off” emmployees shall be interviewed for vacancies prior to other candidates
whenever possible.

(6)  An employee on layoff who is not offered recall to a vacant position for which
he/she applied shall receive notification in writing.

{7} Human Resources shall send a cover letter concerning contractual obligations for
laid-off employees per attached Exiiibit A

(8} Effective March 23, 1992, an employee who obtains a position in the same grade

pursuant to this Article 12 (F) shall receive no less than histher prior salary plus any
intervening wage increases.
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%  Grievances with respect to failure to hire an employee in the layoff pool may be
filed at Step 3 of the Grievance Procedure. Timely grievances involving multipk
positions applicable to a single employee will be consolidated for handling.

Promotions and | ateral Transfers

(1)  Whenever a vacancy occurs in 2 department, the vacancy shall be posted
(together with department and grade} simullaneously for five (5) days both within and
outside the department. Preference for such vacancy shall be given to the employee
within the department, who bids for the position {except where 2 laid off employee has
recall rights), taking into account an employes's work record, experience, skill and ability
o perform the required duties, and Affirmative Action considerations. Departmental
seniority shall prevail where employees are equal based on the aforementioned factors. If
the position cannot be filled from within the department, the same procedure shall be
followed for filling the position from outside the department, except where such
quaiifications are equal, bargaining unit seniority shall prevail.

s When a lateral transfer is applied for, such applications shall be considered after
applications of those seeking promotions except that employees who have more than one
year in their current position and who apply for a lateral transfer, shall receive the same
preference as those seeking a promotion.

{3)  Anemployee who is promoted or transferred to a different position shall serve the
same probationary period in the new posifion as a new hire. H she/he is removed from
the mew position during the probationary period, he/she shall be returned to hissher former
position or 1o an equivalent one without foss of seniority.

{4y An employee must complete a minimum of six (6) months of continuous
employment in the bargaining unit in his/her position before requesting a lateral transfer
or promotion. If, however, no one with six months or more of continuous employment
applies, the University will copsider employees who have completed their probationary
periods but have less than six months of continuous emplovment before hiring from
outside.

i5) The University will continue to provide promotional increases as heretofore.

¢6)  The Union will be provided upon request with seniority sign-ups and interview
dates of applicants for vacant positions.

(Ty  An Employee who is not selected for a transfer or promotion oppertunity for
which hefshe applied shall receive notification in writing,

{8)  Vacancies shall be re-posted if not filled within 90 days of the initial posting.




{9 Vacant positions will be posted at the maximum rate which the department
expects to pay for such position. The University will re-post at the higher rate before
hiring an outside applicant at a rate higher than the maximum rate originatly posted.

{10)  Postings will state that the positions are Local 2110 U AW,

(11}  The Personnel Office shall send a cover letter concerning contractual obligations
for transfers or premotions per attached Appendix A.

H. Temporary Transfers

When an employee is terporarily transferred to a job classification higher than hisfer regular
classification for a continucus period of more than five (5) work days, he/she shall receive the
minimum rate of the higher classification, or five percent (5%} above hisher regular rate,

whichever is higher, for hours worked in the higher classification beginning with the first day of :

the temporary transfer.

ARTICLE 13
SEVERANCE PAY

A regular supporting staff employee with twelve months of completed service is entitled
to a layoff allowance of one week’s basic pay for each completed year of full-time service. Full-
time employees reduced to part-time will receive a pro-rata severance amount. It is expected that
the employee will be entitled to a minimum of two weeks layoff allowance regardless of the
years of completed full-time service. Payment of the layoff allowance shall be in the form of a
hump sum payment, less applicable tax deductions, and payable on the last day worked. If the
employee is recalled and reinstated in a University position, the employee shall return to the
University that portion of the layoff allowance not covered by the weeks spent in the layoff pool.
(For example: An employee was given a layoff allowance based upon twenty weecks. The
employee was recalled and reinstated after spending nine weeks in the layoff pool. The
employee must retarn eleven weeks layoff allowance to the University.) Part-time employees
should return a pro-rated amount. (Example: a 20 year full-time employee is reduced to a half-
time position. Employee receives severance of 10 weeks and is reinstated to a full-time position
in four weeks. The employee must return 8 weeks of severance pay). Should a supporting staff
employee find employment outside the University within the period of the layoff notification or
while in the lavoff poel, the layoff allowance will not be reduced.

ARTICLE 14
DPISCHARGE DISCIPLINE

A. The Employer shall have the right to discipline and discharge any employee for just
cause.
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B The Employer will notify the Union, the Steward and the Employee in writing within
forty-eight (48) hours of any discharge with the reasons for the discharge. The Employer will
notify the Union in writing within forty-eight (48) hours of any suspension. H the Union desires
o contest the discharge or suspension, it shall give written notice thereof to the Employer within
ten (10) working days from the date of receipt of notice of discharge or suspension. In such
event, the dispute shall be submitted and determined under the grievance and arbitration
procedure hereinbefore set forth; however, commencing at Step 3 of the grievance procedure.

. Copies of all written warnings are to be sent to the Employee and the Union with a copy
to the Sieward,

ARTICLE 15
WORK WEEK

Al The regular work week for all full-time employees shall consist of thirty-five {35) hours
per week, divided into five (5) working days of seven (7) consecutive working hours per day,
cxcept for an unpaid break for mealtime, not to exceed one (1) hour,

B. Employees who are reguired to remain at their work stations without interruption are
entitled to two (2) scheduled fifteen (15) minute "breaks” in each work day. Subject to operating
aeeds, other employees will be allowed to leave their desks for brief periods to get coffee and the
like.

C. The University may create an alternative 35-hour work week of four (4) days, with an
additional 15-minwute break each day for any employee oo such a schedule. All leave entitlements
will be accrued and used in hours instead of days.

{I}  Incumbent employees will not be required to work on a compressed work week
schedule, except by mytual consent between the employee and the supervisor.

(2)  The University will notify the Union whenever an employee begins to work a
compressed schedule, except that this requirement will be deemed to have been satisfied if the
original posting indicates that the position is one with a compressed work week.

D The following procedure will apply whenever (1) the University is officially closed due to
an emergency such as power failures, weather conditions, or similar occurrences; or {2) the
University remains open but conditions make travel to work extremely difficult or bazardous and
the President or designee, in consultation with the Emergency Management Operating Team,
declares the day an emergency operation day:

1. Non-essential employees scheduled to work will be paid for the day and will not be
required fo report for work. Non-essential employees who report for work may be
required to remain at work to provide cssential services and if so, will be paid for the
day as essential employees.




2 Essential ernployees are those designated in advance (including in a posting) as
necessaty to provide service during an emergency, or whe are so desigrated due to th
particular emergency or as provided in paragraph 1, above. Essential employees wh
work during the emergency will receive 2 premium payment equal to their regular rat

of pay for 2l hours worked during their normal shift as additional compensation. Full
time employees will receive overtime pay at the rate of time and one-half for all hours ¢

outside of their normal shift. An essential employee who is unable to report for worl
despite all reasonable efforts and so informs his/her supervisor or designated person
will be paid for the day.

3. If the University closes after the start of normal business howrs or an individual

employee’s regular shift, employees will receive their regular salary from the .

beginning of their shift until the closing, and will thereafler be covered by the
provisions above for the balance of the day.

4. Employses previously scheduled to be off for vacation, personal leave, holiday, sick
leave or any other absence will be charged the appropriate type of leave, and will not
be re-credited with the time. However, this paragraph shall not prevent the University
from considering extenuating circumstances and re-crediting an employee previously
scheduled for 2 single day off on the date of the emergency closing. Such
consideration is at the University’s sole discretion, and shall not be subject o the
grievance procedure,

E. Timekeeping:

Union agrees to implementation of electronically-submitted timesheets. Parties
agree to discuss implementation of an additional electronic-based fime system. Shounld
parties fail to agree either party may reguest mediation with Al Viani.

ARTICLE 16
OVERTIME

A Employees shall be compensated at the rate of one and one-half times their regular pay
for authorized time worked in excess of the regular full-time work week, up to forty (40) bours,

by receiving either pay for such overtime worked or compensatory time off. Compensatory time -

off must be scheduled and used within sixty (60) days from the time worked and if not scheduled
aed used within sixty (60) days, shall be paid at the overtime rate. Any time worked after forty
(40) hours shall be paid at time and one-half. There shall be no pyramiding of overtime.

B. The University will use its best efforts to provide reasonable notice in advance of -

requiring an employee to work overtime. Job postings will state whether it is anticipated that a
position will require substantial seasonal overtime.
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£, Overtime — Positions scheduled to work 24/7

When an employee is calied info work af a time other than hisfher regular work hours, he/she
shall receive overtime pay at a rate of time and one-half of hivher regular base rate of pay for a
minimum of four (4) hours.

ARTICLE 17
VACATION

Employees shall be entitled to vacation, to be credited each June 30th during the term of
this Agreement as follows:

Earned Vacation Rate &

Maximum Allowance

2 days per compieted month of employment following
probationary period up to 20 days.

Length of Emplovment
2 months but less than 15 years

i5 years but less than 20 years 2 days per completed month of employment up 1o 22 days

20 Years or more 2 days per completed month of employment up to 25 days

The vacation year is July 1 to June 30. Vacation earned during one vacation year must be
taken by the end of the following vacation year.

For regular part-time employees, vacation entitlement wilf be computed on a pro-rata
basis in accordance with the number of hours per week regularty worked.

Upon completion of six months of employment, employees terminating on or afier the
15th of any month will receive one (1} day and those terminating on the last working day of any
month will be given credit for two {2) days.

Vacation may be scheduled throughout the calendar vear according to seniority and
consistent with the adequate functioning of operations, as determined by the University. Vacation
scheduling requests may not be unreasonably denied.

Yacations cannot be extended or cancelled during a scheduled vacation period without
the consent of the University.

The following limitations shall apply to vacations;
{a)  Vacation shall not be cumulative.

(b}  Vacation time shall not accrue during a leave of absence.
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{c) After the commencement of a vacation, no part thereof shall be changed to sic
leave without the consent of the University unless the employee provides proo:
that he/she has been hospitalized on other than an outpatient basis.

Employees who terminate within the first six months of employment will not receive ;
monthly vacation credit for the probationary period, but will receive monthly vacation credit for
months 3-6 provided they work through the 30th of the month. Employees who terminate after -
six months of employment will receive vacation credit based on the schedule herein. :

ARTICLE 18
HOLIDAYS

Employees, after their first thirty {30) days of employment, shall be entitled to paid
holidays within each calendar year as follows:

LEGAL HOLIDAYS UNIVERSITY HOLIDAYS

New Year's Day Day after Thanksgiving Day

Dr. Martin Luthes King, J's Two £2) days selected by the University
Birthday' duting the Christinas/New Year Scason

Memorial Day

Independence Day

Lzbor Pay

Election Day

Thanksgiving Day

Christznas Day

In addition 1o the above helidays, there shall be three (3) personal holidays, except at the
Health Sciences Center where employees shall be entitled to two (2) personal holidays but shall
be entitled to George Washington's Birthday as a paid (fegal) boliday. A new employee,
foliowing the completion of the probationary period, can take one personal holiday during the
first six {6) months of employment.

In the event that an employee is required to work on any of the above holidays specified
as "legal holidays”, hefshe shall be paid a rate of time and one-half (1-1/2) his/her regular rate of
pay for all hours worked on the holiday in addition to the day's pay (at regular straight time rate
of pay) for the holiday. Such emplovee shali receive compensation for the time worked either as
time off or pay in Hen thereof, as determined by the University.

! Dr. Martin Liwgher King, Jr.'s birthday shail be celebrated on the federal holiday.
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In the event that an employee is required to work on any of the above holidays specified
#8 "University holidays", he/she shall be paid at his/her regular straight-time rate of pay for all
howurs worked on the holiday in addition to the day's pay (at regular straight time rate of pay) for
the holiday. Such employee shall receive compensation for the time worked either as time off or
pay in fieu thereof, as determined by the University.

I amy event, pay for any of the above holidays is contingent upon the employee working
# full shift on the last scheduled day before and the first scheduled day afier such holiday, except
in cases of approved absence.

ARTICLE 19
SICK LEAVE

For the term of this Agreement, members of the bargaining unit shail be entitled to paid
sick days as follows:

Al Non-Occupational lingss or Iniwry

(1)  Eemployees hired prior to October 21, 1994 shall be entitled to paid sick days as

follows:
Length OF Service Number of Days  Length Of Service Number of Days
Per Y. Per ¥r.

One day but Tess than sixty Three years but less than five

calendar days None full years 5

Sixty calendar days but less Five years but Jess than ten

than one full year 7 full years 20

One year but less than three Ten years but less than fifieen

fisll years 10 full years 25
Fifteen or more years 30

Employees hired prior to October 21, 1994, shall be entitled to accumulate up sixty (60}
working days of sick leave during any one year, including the days earned or to be eamed
in the current year.

@ Employees hired on or afler October 21, 1994 shall be entitied to paid sick days
as follows:
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a. Employees, after thirty (30) days of employment, shall be entitled to p:
sick leave earned at the rate of ore {1} day for each month of employme
retroactive to date of hire, up fo 2 maximum of twelve (12) days per year.

b. Employees, after one (1) or more years of employment with the University
shall be entitled to a total of twelve (12) additional days of sick Jeave as of the
beginning, of his/her second and each subsequent year of employment, provided
that at no time will an Employee be entitled to accumulate more than sixty {(60)
werking days of sick leave during any one year, including the days eamed or to bg
earned in the current sick leave year,

E)) To be eligible for benefits, an emplovee who is absent due to illness or injury
sust notify his/her supervisor within one {1} hour before the start of his/her regularly
scheduted work day, or earlier if deemed necessary by the University for operational
reasons, unless proper excuse is presented for the employee's inability to call The
University may recquire proof of iliness hereunder afier an absence of three days or where *
a pattern of abuse may appear to exist. Employees shall be entitled 1o sick leave pay only
when they are necessarily confined to their homes or to a hospital beeause of Hilness.

{4y If ap Employee resigns or is dismissed or laid off and has exceeded histher 2
allowable sick leave, the excess sick leave shall be deducted from any monies due
him/her from the University at the time of resignation, layoff or dismissal.

(3 Employees may use accruwed sick leave for their own medical or dental ‘
appeintments, or for appointments for family members as defined in Section C, in !
accordance with the following procedure:

1. Employees must schedule the appointment with their supervisor at least one week
in advance {except in case of emergency treatment). '

2. Sick leave must be taken in one hour increments.

3. The supervisor may regnire documentation of the appointment.

4. Approval for wse of sick leave will not be unreasonably denied. Under this
section, use of sick leave may be denied if operational peeds require the °
empioyee’s presence or if the position must be covered on an overtime basis by
agother employee. _

5. Employees who have been given a written warning or who have been suspended
for excessive absenteeism or tardiness within the previous year may be denied the
usie of sick leave for medical or dental appointrents.

6. Time taken for family members wili be debited against the five days set forth in
Section C.
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B Occupational Hiness or Injury;

Contiguation of Reguiar
Length Of Service University Salary
Less than one year One work week
{ne year but less than
three years Two work weeks

Three years but less

than five years Three work weeks
Five years but less
than seven years Four work weeks

Seven years but less

than mine years Five work wecks

Nine years and over Six work weeks

. All Employees shall be entitled to use up to five (5) days of his/her sick leave each year
for family illness {spouse, same sex domestic partner, child or family member residing in the
cmployee's household).

ARTICLE 20
LEAVES OF ABSENCE

A. After completing their probationary period, employees shail be entitled to leaves of
absence as follows:

(1)  Bersavement Leave — An employee shall be paid at his/her regular rate of pay
for up to three (3) working days of absence in the event of death of his/her spouse, same
sex domestic partaer, parent, grandparent, child, mother-in-law, father-in-law, brother,
sister or close family member or spouse equivalent living in the household of the
employee. Employees may use accrued vacation or personal leave if necessary for travel
1o the funeral of a covered family member outside of the New York City metropolitan
aren,  Departmental approval for use of such vacation or personal leave will not be
unreasonably denied.

@)  Jury Duty -- All employees who are called to serve as jurors will receive their
regular rate of pay less their pay as jurors for each day while on jury duty. The receipt of
a notice to report for jury duty must be reported immediately to the employee's
department.
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B. Matemity_and_Paternity Leave -- Pregnancy shall be freated as any other mo
occupational disability circumstance as set forth in Article 19 in accordance with the Pregnan
Discrimination Act of 1979,

Employess who have completed nine months of employment may take personal leave
without pay for infant care purposes in addition to the sick and non-occupational disability leave,
however, such leave shall not exceed ten {10) months in durstion. Upon return from such leave;
the employee shall be returned 1o a job in the same or equivalent job classification. !

C. Military Leave - Leaves of absence without pay for the performance of duty with the
U.8. Armed Forces or with a Reserve component thereof shall be granted in accordance with
applicable law.

D. Union Business -~ A leave of absence without pay for a period not 1o excesd a total of
fifteen (15) days per year in the aggregate for the bargaining unit shall be granted to employees
who have completed twelve months of employment in order for union members to attend Union
conferences or conventions, provided such leaves will not interfere with the operation of the
University.

During the term of this agreement, three (3) employees at a time (who have completed
twelve (12) months of employment) with a maximuen of six (6) employees, shall be entitled to a
leave of absence 1o join the staff of the Union. Upon request, the parties shall meet to discuss the
timing of such leaves. Upon return from a leave of twelve {12) months or less, such employee
shall be returned 10 a job in his/her former or equivalent job classification.

E. Other Leaves — Leaves of absence for compelling personal reasons, without pay, not to -
gxceed six (6) months, will not be uoreasonably withheld by the University for employees who
have completed twelve (12) months of employment.

F. While on nopaid leave of absence, an employee shall not be entitled to eamn holiday pay
1oy o accrue sick Ieave time, vacation or any other benefit.

When an employee returns to work following an authorized leave of absence, he/she shall
be reinstated to hissher former classification or equivalent classification with sendority for
purposes of layoft.

ARTICLE 21
FLEXIBLE HOURS

Flexibie hours means regularly assigned working hours that are different from the normal
departmental schedule. The University will consider employee requests for them and will try to
grant them when there is a compelling need on the part of the employee including but not limited-
to child care and educational comsiderations, and the department's functioning will not be.
adversely affected.
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ARTICLE 22
PERSONNEL FILES

A Asn Employee may review and have a copy made of material in his/ber personnel file
tdepartmental or Persomne] Office) twice a year with an appointment in accordance with
procedures established by the Personnel Office.

i Warning Jetters will be removed from personnel files after two (2) vears provided that
disciplinary action for a similar or refated offense has not occurred, '

ARTICLE 23
RETIREMENT PLAN

Employees will continue to be covered by the University Retirement Plan for Supporting
Stalf employees, as amended as of the effective date hereof, provided that employee participation
in such Plan is contingent upon complisnce with all existing requirements and conditions
ncluding, but not Hmited o, those which apply to employee eligibility and contributions. The
University shall give writen notice of, but shall not be required to bargain with respect to
changes in said Retirement Plan reguired by law or changes that do not reduce benefits and are
applicable to all University employees covered by the Retirement Plan.

RETIREE MEDICAL INSURANCE COVERAGE ELIGIBILITY:
Employees who retire under the Columbia University Retirement Plan for

Supporting Staff-local 2110, after attainment of age 55 with at least 10 years of continuous
service after age 45 prior to refirement

No change in disabilify retirement eligibility for medical coverage, All other
provisions of the collective bargaining agreement remain in full force and effect.

University may change carriers providing that the new carrier offers the same or
substantially similar coverage.

An employee who waives health benefit coverage will not be entitled to retiree
medical coverage.

Employees may arrange for retirement counseling through TIAA-CREF upon an
nlividual employee’s request,
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MI:W PLAN

PENSIONS:
5 Year cliff vesting modified 1o 6 year graduated vesting with reduced contributions to equalize 2% a;mua! contribution year 1-5, 5% thereafier plus one time bonus contribution of 15% in
costs. year
6 years graded vesting
FORMULA PRIOR TO 7/12807
Years of % up to S8 % aver 58 Without impact of Salary increase and investment return
Service Age wage base wage base % Vested Year* 6 I 2 3 4 5 6
Lessthan 5 Any 50 160.0 0 Salary 40,000 40,000 40,000 40,000 40,000 40,000 40,000
S+ Less than 40 5.0 100 160 Clontributions% 200% 200% 200% 2.00% 200% S5.00% 5.00%
54 40+ 10.0 15.0 100 Bonus Cont % 0.00% 0.00% 000% 0.00% 0.00% 15.00% 0.00%
15+ 554 150 20.0 100 Contribution $ 800 800 300 800 800 8,000 2,000
Contribution Total 800 L600 2,400 3,200 4,000 12,000 14,000
NEW FORMULA EFFECTIVE 7/1/2007 ;{03‘51”% f‘”h, .
Y £ % up fo S o 38 “mployees hire
Servion Age e base | wogebase | % Vested (see after 7/1/2007 0% 0%  20%  40%  60%  80%  100%
below) zfesting for
3 ) i - “arrent
— A 22 02 0.8 Employees 0% 0%  20%  40%  60% 100%*  100%
S+ 40+ 10.0 150 80 Value f
6 Year ONLY Any Bonus 15% Bonus 15% 100 Laueior
15+ 55+ 15.0 200 100 Employees hired
- - aft 1280 2,400 9,600 14,000
SAMPLE OF EMPLOYEE WORKING 6 YEARS AT UNIVERSITY, SAME PAY, COMPARE Mter 77172007 0 0 40
CURRENT PLAN TO NEW PLAN Value for Current
~ Employees 4 1] 480 1,280 2400 12,000 14,000
URRE *The vesting % reflected is effective the 1% day of that year. For example on your 2 year
¢ NTF snniversary of service with the University you are 20% vested. Upon your 6 year apniversary
594 contribution you are 100% vested.

5 vears cliff vesting

Without impact of Salary increase and investment refyn

Year® 0 2 3 4 5 6
Satary 40,000 40,000 40,000 40,000 40,000 40,000 40,000
Contributions% 5.00% 5.00% 500% 500% 5.00% 500% 5.00%
Comtribution § 2,000 2,000 2,000 2000 2000 2,000 2,000
Contribution

Total 2,000 4,600 6,600 8,000 10,066 12,000 14,000
Vesting 0% 0% 0% 0% 0% 100%  100%
Value i Q 0 0 0 12,000 14,000

* Active Plan Participants prior to 7/1/07:

Existing employees will continue to receive contributions according to the existing schedule and
at termination vesting will be caleulated using both methods, the better benefit being provided to
ihe participant. Therefore current employees will get the benefit of the better of both vesting
scales, meaning for example that for a current employee who leaves after 5 years (see example
above), she/he would get a bepefit value of $12,000 in the proposed plan example, as opposed to
$9600.
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ARTICLE 24
GROUP INSURANCE BENEFITS

Note: Summary Plant Descriptions of Group Insurance Benefits are available in Working at
Columbia or on the Columbia University Humon Resources web site.

A Employees will continue to be covered by University group insurance plans for th
Supporting Staff employees, as modified below, provided that such coverage is contingent upo:
compliance with all existing requirements and conditions including, but not limited to, those:
which apply to employee eligibility and confributions. The University shall give written notice
of but shall not be required to bargain with respect to changes in said plans required by law or.
changes that do niot reduce benefits and are applicable to al! University employees covered by the
plans.

B. Qualified same-sex domestic partners wil! be recognized as eligible dependents for
coverage under the University's existing medical plans, effective January 1, 1993, See Appeadix
B.

C Employees who are involuntarily reduced from full-time to part-time will continue to be
treated as full-time for purposes of health coverage for a period of six months providing they
remain on the payroll.

D. (1}  Effective January 1, 1986, the then current SSA dental plan will be substituted for
the existing dental plan applicable fo bargaining unit employees.

4] Effective January 1, 2005, emplovess and their families may participate in the
Columbia Deatal Plan and the Dental Plus Plan as now or hereafier offered to other
University employees. Employzes will pay the fuill cost of these plans.

3) Effective January 1, 2006, the University agrees to continue coverage, at its
expense, for all individual employees and their immediate families under the G.HIL
Preferred Denial Plan, or equivalent coverage, as of the signing of this Contract.

Effective upon the effective date of the GHI Preferred Dental Plan, part time employees
may enrolf in the dental plan provided (a) that they are eprolled in the health benefit plan,
and (b) that they pay fifty percent (50%) of the monthly premium,

(4)  The Dental Plans described above shall become effective on the first of the month
following the completion of one year of service.
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£, HEALTH PLANS:

Benefits: CIGNA 108 plan for term of contract- no payroll deductions. This is the enly
plan available for new hires.

No additional design changes during term of agreement
Ability to change insurance carriers as Iong as no diminishment of benefits

UHC rates: Effective January 1, 2013 Preminms “escalated/decreased annually
aceording to the difference between the cost of the CIGNA plan and the cost of the
UHC plan fo the University”

COBRA. rates- Based on suppert staff costs effective 1/1/13.

2012: Part-timers will contribute 50% of their respective tier COBRA rate (single
through family). Effective Jannary 1, 2013, the contribution for single coverage only
will be reduced to 30% of the rate. Effective Japuary 1, 2014, the contribution for
single coverage only will be reduced to 25% of the rate.

Introduce $1000 annual subsidy for medical coverage of same sex domestic partaers.
{Active employees oaly.}

D TRANSITION USA ACCOUNTS (For employees hired on or before
February 28, 2007): The University will make a contribution as set forth
below to an individual USA medical care account for each fuli-time employee
whoe does not waive coverage under the POS plans, The University will make
a contribution as set forth below to an individual USA medical care account
for sach part-time employee who elects coverage under the POS plaas.
Contributions will be prorated for employees who become covered by the
plans during either year.

Employees may use the USA account to obtain reimbursement for sut of
network deductibles and copays, inpatient and emergency room charges,
drug copayments, optical exams and glasses/contact lenses, or any covered
health expense not paid by the POS plan.
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USA ACCOUNTS 2005 2006 2007
Individual Employee $120 $120 $120
Employee + Spouse $240 $24¢ $240
of Child(ren}

Family $360 $360 5360

GRANDFATHERING FOR PART TIME EMPLOYEES: Part time employees
who in 2002 are purchasing family health coverage and paying one-half the cost
thereof will be covered by the following special transition rule for 2003-04. As
long as they remain part time employees and continue to purchase family health

coverage (but not employee plus spouse or employee plus child{ren} coverage)
under the POS plams, these part time employees will receive $100 per month

during each month that the Trangition USA Accounts are in effect. This payment

will be made in cash and not through the USA account.

(¢13] WAIVER:  An employes who waives health benefit coverage will not be
entitled to retiree medical coverage.

OFTICALPLAN:
All employees who participate in the Oxford or Cigna POS plans shall be covered by the

Optical rider for their plan. Employee dependents wheo are covered by the POS plan will
also be covered by the Optical rider as of the date that the employee becomes covered.

Benefits will be as follows:

Reimbursement once every 24 moniths for:

BENEFIT OXFORD CIGNA
PARTICIPANTS? PARTICIPANTS? -
V8P Network

Eye Exam $50 every 12 months $10 copay
Lenses

Single $70 $20

Bifoeals 370 _ §30

Trifocals $70 $40

Lepticular iy . 875

The total cumulative benefit every 24 months for alf bardwsre is o maxinum of $70 under the Oxford Plan, |

The benefits for bardware are per item under the Cigns Pian.

¥

G.

H.

Contact Lenses
Cosmetic 370 Not covered
Med. Necessity §70 $75
Frames 8§70 $30

Unreimbursed expenges may be paid for through the USA Medical Account.

LIFE INSURANCE:

A Effective January 1, 2003, employees who have completed six months of service
will be covered by life insurance in the amount of one times base salary up to $50,000, ar

no cost to the employee.

B. The employee shall have the option to purchase an additional, like amount of five
times (5x} of Group Life Insurance (rounded to the nearest thousand dollars) at sale cost to
him/herself at the rate established by the Insurance carrier and subject o underwriting

restrictions imposed by the Insurance carrier {evidence of insurability).

Waiting periods: All waiting periods will be modified in accordance with the

following table:

2116 Benefits Enrollment Waiting Pariods (Effective June 1, 2007)

Benefit - FT' Waiting Period
Medical & Rx 2 months
Dental 2 months
Vision 2 months
Life Insurance 2 months
FSAs (those hired 2 months
on/before 2/28/07

Transit/Packing 2 monthg
Retirement Plan Hire
Savings Plan Hire
Benefit —PT

{20 hours minimumm)

Medical & Rx 2 months
*Dental 2 months
Vision 2 months
Life Insurance 2 monthg
FSAs 2 months
Transit/Parking 2 months
Retirement Plan Hire
Savings Plan Hire

* No longer necessary to be enrolled in health insurance plan
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I. A Joint Labor/Management Committee will be convened fo address and analyze.

health care cost trends and to discuss approaches to cost containment.

ARTICLE 25
IUITION EXEMPTION

A The University will continue tuition exemption benefits contingent upon
compliance with all existing requirements and conditions including, but not limited to,
those which apply to employee eligibility.

Effective January 1, 2013 for sew hires:

There will be a two semester waiting period for “self” and spousefsame sex
domestic partner Tuition Exemption benefits eligibility.  This waiting period
represents two-semesters of continuous service.

College Tuition Scholarship: A labor management committee will be convened in
the second =nd third vears of this agreement fo award two 35000 tuition
scholarships (two per vear) to children of employees whe are registered in a full
timee, undergraduate program and who are age 26 or younger.

B. ¥ 2 laid-off emplovee is already enrolled in a course to which fuition exemption
applied, hefshe will be allowed to receive tuition exemption for that course for the
balance of the semester during which the layoff occurs.

C. Tuition exemption benefits for the children of employses covered by this
Agreement will be available for employees who have completed two years of continuous
employment.

D. ‘The University will continue efforts to repeal legislation requiring withholding for

tuition exemption.

E.  Same sex domestic partners will be eligible for spouse tuition benefits under the

existing plan. Under IRS regulations, the cash equivalent of the tuition benefits received
for an employee’s partner will count as faxable income to the employee, for both -
undergraduate and graduate tuition benefits. Taxes will be deducted from the employee’s .

pay check to reflect this additiona! income.
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ARTICLE 26
PART-TIME EMPLOYEES

A Regular part-time employees will be eligible for tuition exemption benefits as follows:

Part-Time Emplovees Working
20 Hours Or More Per Week

Less than one year of = 3 credits per semester
employment {maximum of 1 course)
More than one yearof = 4 credits per semester
employment {maximuom of 1 course}

In the case of the summer semester, the Employer will retain the right to refuse to
offer courses under this fuition exemption plan where such courses are deemed
mnappropriate or inefficient by the Employer.

B. Regular part-time employees will be eligible for other fringe benefits, on a pro rata basis,
as follows:

(1)  Retirement benefits are provided vnder the University Retitement Plan for
supporting staff employees as specified in Article 23.

ARTICLE 27
CHILD CARE

A Should the University establish a Day Care Center for the children of employees, the
University will consult with the Union concerning use of that Center by children of employees in
lhe bargaining unit.

1. The University shall undertake a University-wide study, at its own expense, of the
problems of child care which confiont the University commmmity. Included in the study will be a
review of the extent of the problem and alfernatives (referral services, cooperatives, available
resources, ete.). Such study shalt address specific solutions applicable to the support staff as weli
as officers and students.

C. The University also recognizes its responsibility to allocate resources directed at solutions
to the child care problem as reflected by such study. The University will contribute for child
care $195,000 during calendar 2013, $200,000 for 2014, $205.600 for 2015. The formula for
distribution shall be established by the Union, subject to approval by the University. Such
approval shall not be unreasonably withheld.
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D. Should the University establish an IRS-qualified flexible spending account that inchad
day care expenses for the faculty or for any bargaining unit, employees will be eligible to
participate. ’

E. In support of family concerns, 4 full-time employee may return to work on a part-time:
scheduied basis for a period of up to four weeks immediately following a leave of absence for
pregnancy-disability, infant care, adoption or foster care placement of a child.

ARTICLE 28
CREDIT UNION

Upon written notice from the 65 Family Credit Unjon the University will deduct all
Credit Union payments as provided for in the authorization form set forth below, upon condition
that at the time of such notice, the District 65 Credit Union shall fumish the University with a
writien authorization executed by the employee in the following form:

"] hereby authorize and direct my Employer to make deductions from my salary
each pay period and transmit monthly such amount to the 65 Family Credit Union
- 11 East 4™ Street, #4F, New York, New York 10003 to be credited towards my
Credit Union Account. This authorization shall be effective until revoked en
thirty (30) days written notice to the Employer.”

The University agrees that upon individual authorization from the members, periodic
Credit Union payments shall be deducted by the University from such members pay each pay
period and forwarded to the Credit Union within seven (7) days after the last pay period of each
month,

ARTICLE 29
HEALTH AND SAFETY

Al The Union and the University agree to the formation of a joint advisory Health and Safety
Commitice. In the first year the Committee will meet at least five {5) times and thereafler will
establish its own meeting schedule. Hs functions will be to investigate health and safety
compiaints and 1 make recommendations to management 1o resolve reported health and safety
problems. The University recognizes the need to maintain a reasonably safe, healthful and
sanitary workplace. The Union shall be entitled to have four (4) bargaining unit employee
representatives on the Commitiee to be selected by the stewards who may serve so long as their
service on the Committee does not unreasonably interfere with the performance of their regular
duties. Comumittee members shall receive regular wages for all Committee activities performed
during reguiar working hours. In case of emergency, the Health and Safety Comumitice shall be
convened within twenty-four (24) hours.
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In the event no agreement is reached over any matter discussed within the Health anc
Sufety Committee, it shalt be filed at Step 3 if more than one department is involved.

B. In the event of an emergency, the University will notify the Union's Health and Safen
Officer.

. The University will send copies of test resuits or other clearance notification to the Unior
and the Health and Safety representative within forfy-eight (48) hours afler receipt by the
University.

D, When a substantial number of bargaining unit members are being relocated to sew
tacilities, the University shall conduct a health and safety walk-through of the new facilitie:
together with the Union Health and Safety representatives.

E. The Health and Safety Committee shall consider cument-ongoing research on the effect:
of VDT's and similar devices 1o see how it may be applied to improve on-site conditions. Stress
profective clothing and equipment and work station safety may be subjects of discussion by the
Health and Safety Committee.

The University will make efforts to reduce eyestrain and physical strain through work
station design. In designing new VDT facilities, architects and other designers will take intc
account the best available information on safety and "ergonomic” design to prevent eyestrain and
musculo-skeletal problems and will bear in mind possible hazards arising from exposure to low
frequency magnetic fields.

VDT's will be equipped with glare screens, Acoustie covers will be provided for impact
printers. New VDT's will be equipped with operator adjustable brightuess controls, flicker-free
terminal sereens and detachable adjustable keyboards, Three {3) feet of space on the sides of
VDT's shall be maintained whenever possible. All VDT's shall be monitored for full range of
M spectrum upon request.

E When an Employee who regularty works on a VDT is pregnant, she may take an unpaid
leave of absence if' s temporary transfer or job switch is not arranged by the department.

G. Employees who regularly work en VDT's may have an eye examination at University
cxpense by a University-designated doetor once each contract year. This paragraph will cease to
apply after December 31, 1997,

H. The University recognizes its obligations to comply with the law in regard to asbestos
removal. The University agrees to provide the Union with notices that are required by law to be
posted.

L The University shall give the Union advance notification of construction wosk in
bargaining unit areas.
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The Union will be invited to aitend the annual summer construction briefing when such
meeting is scheduled. In addition, the Union will be advised of other projects which are no!
included in the summer construction schedule by fax or e-mail, and may address any issues to th
Officc of Emplovee and Labor Relations, including those pertaining to storage of personal
possessions anticipated disruption connected with construction and general concerns about future
construction. I necessary, & meeting will be scheduled to discuss a particular project.

I The University will post statutory notices concerning employees on all appropriate
bulletin boards.

K. Upoa request, the Environmentsl Health and Safety Office will review chronic THI ;
issues. :

L. The University will use #ts best efforts to meet the minimum ASHRAE standards for
ventilation, temperature and humidity. The New York City Clean Water Standard shall be the
minimum acceptable standard for bargaining unit work areas.

M.  Upon request, the Environmental Health and Safety Office will conduct a review of a
VDT-equipped work station. Environmental Health and Safety will make recommendations for -
improvement and/or offer training as appropriate.

Issues involving ergonomic standards applied by the University, or employee questions or
complaints ievolving ergonomic issues, may be brought to the Health and Safety Committee.
Employees are encouraged fo use the University’s published procedures for ergonomic issues.

The Union may put information about etgonomics in the new employee orientation packet
provided under Article 2, final paragraph. The University will include ergonomics in s >
Wellness Day Program.

N. The parties may agree that grievances arising from inspections by the Environmental
Health and Safety Office may be filed at Step 3.

(3 Employees shall have a locked drawer, locker, or cabinet fo store personal possessions

and access 1o closets, hooks, or coat racks.

ARTICLE 39
EFFECT OF LEGISLATION

If any of the provisions of this Agreement are adjudicated fo be illegal, unlawfizl, or in
violation of any existing law, no other portion, provision, or article of this Agreement shall be
invalidated nor shall such adjudication relieve either of the parties hereto of their rights and
liabilities hereunder or limit the rights or liabilities of either of the parties hereto, except insofar
as the same is made unlawful, illegal or in violation of the law.
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ARTICLE 31
SUCCESSORS AND ASSIGNS

This Agreement shall be binding upon the successors and assignees of the Employer.

ARTICLE 32
SEXUAL HARASSMENT
A, Sexua! harassment by members of the University community is contrary to University
pokicy.
K. The University will take appropriate steps in connection with sexual harassment by a
Liniversity employee or student.
(o8 If 2 member of the bargaining unit believes that he/she is experiencing sexual harassment

by a University employee, the matter will be brought to the University's attention by filing =
grievance under the procedure provided in this agreement. The filing of such a grievance may be
preceded by resort to the University's Panel on Sexual Harassment or by notifying the Director of
Affirmative Action.

0. if a member of the bargaining unit believes that he/she is experiencing sexual harassment
by a University student, the matter will be broughi to the University’s attention by notifying a
member of the University's Panel on Sexual Harassreent or by notifying the Director of
Affirmative Action rather than by filing a grievance hereunder.

ARTICLE 33
AFFIRMATIVE ACTION
A. The University reaffirms its commitment to the principles of Affirmative Action under
cxisting procedures.
B. The Affirmative Action Mogitoring Commitiee will review the filling of vacancies in

bargaining unit positions at Grade 7 and above. The Union may designate two (2)
representatives 1o serve as members of that Committee, whose participation shall be limited to
such bargaining unit positions; one such member shall be non-voting,

. The University shail provide five copigs of the Affirmative Action Pian to the Unjon.

0. Seniority sign-up lists, resumes and applications of all internal applicants will be included
with the packet for jobs being seviewed by the Affirmative Action Monitoring Committee.
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E. The University will, at the request of the employee and the Union, provide the Union with
copies of complaints filed by such employee with state, city or foderal human rights agencies,
and results thereof,

ARTICLE 34
CLASSIFICATION

A The Union and the University agree to the formation of a Classification Review
Committee, which shall consist of two (2} representatives designated by the Union and two (2
representatives designated by the University., The Committee will meet to review and discuss
existing job clasgifications within the bargaining unit  Either party may request that a job
classification be reviewed by the Committee.

B. POINT FACTOR JOB EVALUATION PLAN

(13 The cutoffs for the classification system shall be as follows:

Grade 5 - 0--424
Grade 6 - 425524
Grade 7 - 525--624
Grade 8 - 625--724
Grade 9 - 725 - 824
Grade 9a - 825+

Salaries for Grade 9a will be 4% higher than salaries at Grade 9.

Positions which were scored at or above 825 on the date of ratification will be
upgraded effective October 31, 1997,

(2) The CRC will review generic job titles and specific job descriptions for each
position. Each employee will be given a specific job description, inchuding title and
grade.

C. UPGRADE REQUESTS

{13}  Employees requesting reevaluation of their position should complete a job
questionnaire and submit it to their immediate supervisor. The supervisor will meet with
the employes and review the questionnaire. An employee may eleet Union representation
during the meeting with the supervisor. The questionnaire and supervisor's comments
will be sent to Compensation. :

&. An employee may elect 10 have a Union representative present duri
his/ber job andis interview when conducted by Compensation.
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b. The result of the job evaluation by Compensation will be sent, in writing,
1o the employees with a copy to the supervisor and Union representative.

c. Upgrades will be retroactive to the date of the request for review as
submitted on the job questionnaire.

d. If the employee is dissatisfied with the result, he/she may submit the claim
for review by the Classification Review Committee,

e The review of a job classification will not be done by a person who has
rejected the request at a lower level of the procedure.

f No incumbent employze will have his/her salary or grade reduced as a
result of a reclassification.

g An employee in 2 position that is reclassified will retain histher
classification in his/her prior position.

(2)  The Classification Review Committee will establish 2 schedule of meetings, ag
appropriate.

a. Comsmittee members will be provided with copies of the job questionnaire,
supervisor's comments, compensation work sheets and resultant grade. The
employee and/or supervisor may be interviewed at the request of any member of
the Corumittee.

b. The Classification Review Committee shall reach a determination or an
impasse within 60 days afler submission of the claim to the Committee for review.
A 30-day extension may be requested, which request shall not be unreasopably
denied.

¢ If the Classification Review Committee is unable to resolve the dispute,
the Union may file for arbitration pursuant to Article 5.

NEW POSITIONS

The supervisor will complete a job questionnatre and job description and submit them to
Comgensation for evaluation.
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LEAD WORKER

Effective July 1, 2004, the University will establish a differential equal to four percent:
(4%) of the employee’s salary which will be applicable 1o positions in Grades 8, 9 and 9a,
as follows:

There will be a thirfy-two (32) point scale for employees who perform the following:
duties. In order to be entitled to the differential, the employee must aftain at least 23

points.

Job Tasks Performed on a Regular Basis Points
Responsibilities
i | Trains a. Assists in providing on the job training to other 4
smployees
b. Assists in providing ogieatation o work 2
process, job requirements, and use of
technology o new employees
¢. Advises manager of problems encountered in 2
training and orienting employees
2 | Coordinates a. Coordinates the work of at least fwo 4
bargaining unit employees OR or
Coordinates the work of at least four 5
bargaining unit employees
b. Coordinates the work of numerous student 2
workers, temporary and/or casual employees
¢. Sets priorities for the day’s work asd monitors
work flow
d. Notifies manager of problems preventing 1
completion of work
3 | Schedule a, Performs scheduling of complex tasks or 2
management projects
b. Coordinates logistical support for events and 2
conferences (food, hotel, participant materials,
Tooms, equipment, registration)
¢. Plans itineraries and makes travel arrangesents 2
for faculty members and/or officers
4 | Acts as liaison a. With students, parents or employees {advising 3
and counseling on academic choices or
benefits)
b. With other schools and departments within the 2
University {on complex administrative or
financial matters)
€. With outside vendors or contractors (soliciting pa
bids, purchasing, billing and receiving)

42

d. Makes purchases of supplies and/or equipment
within guidelines {over $500) ¥

TOTAL 32

The employee will participate in an annual discussion with his/her manager to review the
above checklist of duties and fo verify that the employee continues to perform the above
duties in a satisfactory manner. If the manager determines that the employee continues to
perform the above duties in a satisfactory manper, the employee will continue receiving
the differential. The manager’s determination that the employee no fonger performs these
duties may be grieved through the grievance procedure.

Nothing kerein will be deemed 1o change any existing practice with respect to performance
of these duties by support staff or officers, respectively. The performance of lead worker
duties shall not be a basis to remove a bargaining unit member from the bargaining unit,
either as an officer or as a statutory supervisor.

Lead Worker Role Differential Requests

An employee in a 2110 grade 8, 9, or 9a position requesting consideration for the Lead
Worker role differential is to complete the supplemental lead worker questionnaire and
submit it to hig/her immediate supervisor. The supervisor will meet with the employee to
review the questionnaire. An employee may elect fo have Union representation at the
meeting. The lead worker questionnaire and the supervisor’s comments are to be sent to
the respective local Human Resources lizison {if applicable) and then to Human Resources
Organizational Services (HROS) for evaluation. Please note: incumbents in grades 8, 9,
or 9a shouid not complete full standard position questionnaires to be considered for the
Lead Worker role.

When creating 2 new grade 8, 9 or 9a position, supervisors may submit 2 lead worker
questionnaire along with the standard position questionnaire to HROS for seview and
consideration.

Lead Worker Questionnaire Forms are  available on the HR  website at
www.hreolumbiaedwhr, Supervisors are to maintain a copy of the original lead worker
differential paperwork for future reference.

The result of the evaluation will be sent 1o the emplovee, the supervisor and the Union.
Approved differentials will be refroactive to the date of the request for review as submitted
or the supplemental lead worker questionnaire. Please note that an exception will be
made for questionnaires received in July 2004. Differentials for all qualified
questionnaires received by August 31, 2004, shall be effective retroactively to July 1,
2004,

The result of the review will not change an employee’s current job grade and job title.
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http://www.hr.columbia.edu/hr,

e

The University and Local 2110 will work together to better promote this program
with a view towards encouraging participation.

ARTICLE 35
TECHNOLOGICAL CHANGES

A, (1) The University agrees to notify the Union ressonably ir advance of the scheduled
introduction of automation that may reasonably be expected to result in () reduction
displacement of bargaining unit employees; (b) substantial changes in an employee's job; or
substantial changes in the nature of the work in a partieular job classification. Notification will
include the following information;

a Nature of the change.
b Departments involved and job titles of affected employees.
¢ Anticipated date of the change.

d. A summary description of the location of the awtomation and the effects on
personnet! to the extent known.

) In the event that automation is introduced into an office and #ts introduction may
reasonably be expected to result in (a) reduction or displacement of employees; (b) substantial
changes in an employee's job; or {c} substantial changes in the nature of the work in a particular
Jjob classification, the University will provide training to active employees and will meet with the
Union to discuss the extent of such training if any is necessary.

(3)  The University will not be unreasonable in providing available information in.f§
response to Union requests for information on Technological Changes. In the event of layoff due
to awrfomation, the layolY provisions of this Agreement will apply except that four weeks notice of
layoff, or pay in lisu thereof, will be given,

(4)  Employees laid off as a result of technological change will be eligible for training i3
funds as referenced in Article 36 and on-line training programs as agreed to between the parti
for the duration of tisne spent in the temporary employment program, as referenced in Article 41
{if applicable). : '

B. In the event the University requires an employee fo undergo training in his/her prese
position, such fraining shall be provided by the University during work time.
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ARTICLE 36
JOB TRAINING

A The University's Personnel Department will post in an appropriate place, to be agreec
upon by the parties, such information as it receives describing training programs and othe
aducational opportunities that are offered to bargaining unit members to improve their skills and
enable them to qualify for advancement. A copy of such descriptions will be turned over to the
Union to be posted on its bulletin boards.

R. Subject to the other provisions of this Agreement, each employee shail be entitled to take
one shortterm course offered by the Division of Continning Education during sach year,
E¥mployees may carry over one unused course for up to one (1) year. Al short term computes
eourses offered as part of the Computer Training Initiative for the Colambia Community by the
Division of Continuing Education will be available pursuant to this paragraph.

e Emsployees on Jayoff shall be entitled to participate in all training programs offered
pursuant to {A} herein.

£, Computer Technology And Applications Program

a) The University will pay the tuition for one employee per vear to take a program of
study in the CTA program.

b}y The tuition will cover the eight courses required to receive a certificate.

¢} The employee must apply for admission in accordance with the usual program
requirernents, and be accepted.

d) In the event that more than one employee is offered adinission in a single year, the
senior employee will receive the tuition subsidy.

E. Education And Training:

The parties will establish a joint labor-management committee consisting of an equal
sumber of represemtatives each to investigate training needs and employment
opportunities of the bargaining unit.

In order to upgrade employee skills and enhance productivity, and to qualify employess
for better positions, the University will ereate a fund to develop training programs and
provide education and training for members of the bargzaining unit, in addition to other
educarion and training benefits provided in the agreement.
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The University will provide the following amounts for the term of the agreement in;
additior to any remaining funds from the prier agreements:

2012: $150,000
2013: 3166,000
2014: $170,000

Laid-off employees will be eligible to utilize funds on the same basis as active
empioyees. This Fund will receive penalties paid pursuant to Appendix D Casual
and Tersporary Adjustments.

Unspent funds in any year will be carried over to the following vear.

The committee will jointly agree on allocations from the Fund, based upon the jointly
identified needs of employees and the University, subject to the following guidelines:

1. Subject to the funding limitation set forth above, the parties agree that employees
whe have completed six months employment with the University may apply for funding
for education or iraining programs, and will be awarded funds to be used for such
programs. (The six month rule will not apply to training programs/courses given to a
particular work unit) Applications will be considered prior to the beginning of the
summer, fall and spring terms each year,

2. The following are approved types of education and {raining programs covered by
this agreement:

a Tuition for any accredited degree program in a course of study af another
college or university.
b. Programs in the School of Continuing Education other than tuition for the
Computer Technology and Applications Program (CTA) given by the School of
Continuing Education and Special Programs. (It is understood that the provisions
of Article 25 of the agreement do not apply to Continuing Education programs.)
C. Training programs and education and training in order fo upgrade
employee skilis and enhance productivity, and to qualify employees for better
pesitions.,

d. Training programs sponsored by or through the Union.

Trzining or Jessons designed for the employee’s personal entertainment, recreation oras a
hobby, or to obtain a license or credentials unrelated to 2 University position for which .
the employee could reasonably be expected to qualify, shall not be covered.

3 Employees are responsible for the cost of non-tuition fees, books, or course
materials.
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4, Employees are responsible for applying for and being admitted to sny approved
program set forth in paragraph 2.

3. Employees normally will be expected to take courses during non-work time.
Provided that they have supervisor approval and consistent with operational needs,
employees who are taking courses during the normal work day may request to use
vacation or floating holidays, or may request time off without pay, or may make up the
time, in order to attend the course, Congistent with operational needs, time off (with or
without pay) will not be unreasonably denied.

6. In the event that the request for benefits under this agreement exceeds the
available funding, the labor-management committee will determine how to allocate the
funding. The committee will endeavor fo maximize the number of employees who
seceive at least some benefit. Bargaining unit seniority may be considered along with
other factors in allocation of funds,

T a. Costs covered by scholarships or grants to the employee are not covered
by this agreement.
b. Employees who receive funding are required to present satisfactory

evidence that they successfully completed the particular program/course(s) for
which they received funding before being eligible for additional fanding.
Employees who do not successfully complete a particular program/course(s), or
who terminate their employment prior fo completing a particular
program/course(s), will be responsible for repayment of the funding for that
programy/course(s).

& The University believes that employees are not requited to pay income taxes on
the value of the benefit received under this agreement. If at any time the IRS disputes
Columbia’s interpretation, employees may be liable for taxes on the cash value of any
benefits received, plus any penalty and interest assessed by the IRS or amy taxing
authority against the employee.

9. Where feasible and applicable, University-provided training shall provide
participants with appropriate certificates of completion.

10.  Laid-off empleyees will be eligible to utilize fands on the same basis as active

employees. This Fund will receive penalties paid pursuant to Appendix D Casual
and Temporary Adjustments.
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ARTICLE 37
COMPLETE AGREEMENT

This Agreement constitutes the full, complete and final understanding and agreement of
the parties for the duration hereof and may not be modified without the written joint consent of
the parties. The parties voluntarily and unqualifiedly waive the right, and each agrees that the
other shall not be obligated, to bargain collectively with respect to any subject or matter whether
or not referred to or covered in this Agreement, even though such subject matter may or may not
have been within the knowledge or contemplation of either or both parties at the time that this
Agreement was negotiated or signed.

ARTICLE 38
NOTICE

Any written notice provided for in this Agreement shall be given to the Union at 256
West 38 Street, Suite 704, New York, New York 10018 and to the Employer’s Assistant Vice
President of Labor Relations, Columbia University, Studzbaker 5% Floor, 615 West 131 Street,
New York, New York 10027,

ARTICLE 3%
V-CA?P

The University agrees to deduct from the pay of each employee voluntary contributions to:
UAW V-Cap, previded that each such employee executes or has executed an "Authorization for
Assignment and Checkoff of Contributions to UAW V-Cap” form. '

Deductions shall be made only in accordance with the provisions of and in the amoun
designated in said “Authorization for Assignment and Checkoff of Contributions to UAW V.
Cap" form, together with the provisions of this section of the Agreement The minimum!
contribution shall be $1.00 per paycheck, :

A properly executed copy of the "Authorization for Assignment and Checkoff of if
Contributions to UAW V-Cap" form for each employee for whom voluntary contributions 1
UAW V-Cap are o be deducted hereunder, shall be delivered to the University before any suc)
deductions are made. Deductions shall be made thereafler, only under the applicabl
"Awuthorization for Assignment and Checkoff of Contributions to UAW V-Cap" forms whicl
have been property executed and are in effect.

The University agrees to remit said deductions promptly to UAW V-Cap, care of th
International Union, United Automobile, Aerospace and Agricultural Implement Workers o
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America (UAW).  The University further agrees to furnish UAW  V-Cap with the names o
those employees for whom deductions have been made,

ARTICLE 40
DRESS CODE

Bmployees will be expected to wear business or business casual attire appropriate to theis
position. The dress code currently applicable to Student Services shall provide guidelines for all
departments which desire a dress code (see Appendix C).

{n addition, identifying badges will be required at all times by emplovees staffing the Hospitality
Desk in Housing and Dining,

Customer Service: labor maragement committee convened to discuss the following:

The University may call a meeting in the labor/management context to discuss
implementing clothing with logos for identification and customer service purposes for stafi
in the following areas:

Health Services - all frontline staff (Health Services Assistant and Patient Services
Assistant titles) in CPS (Lerner 8th fir) and the Medical Services Units (Johe Jay 3 & 4th
floor).

Columbia Housing - all support staff who work at the Hospitality Desk {Hartley Hall}.
Business School: Front desk Operations department Office Assistant employees {currently
Uris Reom 217) during peak periods, beginning and end of spring and fall semesters and

during Commexncement,

Student Service Center: Fall and Spring registration.

ARTICLE 41

CASUAL AND TEMPORARY EMPLOYEES

Employees who have been laid off from their regular positions may be employed in temporary
positions under the following rules:

I The program will cover employees in all departments.

2. Employees who have completed at least three (3) years of service as of the date of
their layoff will be eligible to pasticipate.
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Eligible employees musi make a written election to participate or not to participate
within two (2) weeks of receiving the notice of tayoff.
An cmployee in the pilot program will be covered by the collective bargaining
agreement except as provided herein,

If the department determines that the employee is not qualified or able to perform the
duties of the temporary assignment, the department may remove the employee from
the temporary assignment and return the employee to the pool. Such action shall not
be grievable or arbitrable.

Upon expiration of the employee’s time in the pilot program, the employee will retain

Anemployee who elects to participate: .

a

An employee who fails to work on any day covered by pazagraph 5 (except as
cutlined in paragraph 5¢) when work is offered may be terminated from the pilo
program and will receive a layoff allowance equal to the difference between th
employee’s original severance entitlement under Article 13 and the pumber of weeks
they were in the program.

Will not receive the severance allowance provided in Article 13 of the collective
bargaining agreement. In its place, the employee wili be retained at histher salary
as of the date of layoff, and will receive the fringe benefits provided in the
eollective bargaining agreement, for a perfed of time equal to the number of
weeks of severance pay the employee would have received under Article 13 '
Must accept all offered temporary, casual or {raining assignments and must work
the same number of hours per week as the employee worked prior to the layoff,
for the duration of time provided in parapraph 5(a). The University will attemapt-
1o accomimodate work hour preferences, but cannot guaraniee that the schedule
and location of such assignments will be the same as those which the employee
worked priot to the layoff. The University may assign any work which is of 2
general clerical nature for which the emplovee is minimally qualified.
Will receive holiday pay for any holidays which occur, but will not be eligible to
use vacation, personal leave or sick leave while in the pilot program, except as
follows:
i Because of the temporary nature of the assignments, the use of sick leave’

for absences due to illness shall be limited to one (1) day per month. In

the event of longer absences due to illness, the employee will be required

1o use accrued vacation in lieu of sick leave. Employees in the pilot.

program may be required to provide satisfactory evidence of iliness; or
fi. Afler completion of a three (3) month period in the pilot program, an

employee may use one {1) week of previously accrued vacation for

vacation purposes, provided the vacation is scheduled in advance. :
Will be paid for overtime worked, in accordance with the collective bargaining
agreement. :
Must apply for any posted bargaining unit position for which the employee is ¥
qualified in the same or any lower grade. An employee who is offered a regular |
position st the same or greater salary, and who refuses such offer, will be-
terminated from the pilot program and will receive a layoff allowance equal to the
difference between the employee’s original severance entitlement under Article 13 %
and the pumber of weeks they were in the program.
An employee will remain in a temporary assignment which extends longer than
the length of time that the employee would otherwise be in the pilot program 32
uniess the employee accepts a regular position.
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seniority for the balance of time as defined in Article 12 B (2).
. This procedure will not apply to summer furfoughs.
10.  Any school or department outside of those covered in paragraph 1, sbove, that wishes
to participate in the pilot program may do $0 on a volurtary basis,

ARTICLE 42
EFFECTIVE DATES AND DURATION

Exeept as otherwise provided herein, this Agreement shall be in full force and effect for
the period commencing February 1, 2012 and ending on January 31, 2615,

o The University and the Union agree jointly to enter into discussions relative to a renewal
of this Agreement no later than the sixtieth (60th) day immediately preceding the termination

date of the Agreement.

IN WITNESS WHEREOF, the Union and the University have executed this

Agreement as of the date of ratification.

FOR THE TRUSTEES OF FOR LOCAL 2119,
COLUMBIA UNIVERSITY IN INTERNATIONAL UNION, UAW,
THE CITY OF NEW YORK: AFL-CIO:
Sheila Garvey Maida Rosenstein
Robert W. Linn Booker T. Washington
Lori B. Rassas Jennifer Myers
Maria Gerena Julie Kushner
l.isa Seales Theresa Smith
Katheryn M. Lewis John R. Stobe
Pamela Tan JA. Alexander
loan Homkow Katia Pereira
(iail Anderson Cariton Daniels Elizabeth Porter
Nicole Williams ~ Melissa Brown ~ Felix Marte
Lorraine Smith Brain K. Powell Eden Schultz
Annette Lopes Linda Lupiani Kimberly Johnson
Terri Caldes L.eonia Aguiar
hiliette Sanchez Jacob Aronauer
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1986 Side Letter

In setilement of AAA cases Ford and Samuels, Liz Warren, the 33 cases to be heard by
Goldsmith, the parties agree that the issue of the Grade placement of certain job positions shall
be arbitrable urder the terms of the LA if the job position has been upgraded from within the BU
to outside the BU. This Agreement shall also apply to the arbitrability of future cases outside of

the BUL

“The issue in these cases shall be limited to whether the job in question belongs in or out of the
bargaining unit, and the arbitrator shall have the authority to determine the grade level ranging
from the grade level of {he job position prior to ifs upgrade to the level of the job position after its
upgrade or any grade level in between. The arbitrator shall have no authority to direct the
University to create a new or replacement position in the bargaining unit. If the arbifrator finds
that the job belongs owiside the bargaining unit, the arbitrator shall not restrict the job duties of

the upgraded position.
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TO:
FROM:
DATE:

SUBJECT:  Applications for Recall from Lay Off Local 2110

Bargaining Unit

Fo assure compliance with the layoff and recall provisions of the collective bargaining agreement
with Local 2110, please review Article 12 (E) and {(F).

Position: Posted:

The folowing applicant(s) scheduled 10 be or currently on lay off, have signed up for the above
positior: and should be interviewed in advance of other applicants wherever possible:

Please review the attached application(s) and call me at extension 870-2425 to confinn scheduled
interviews. If a candidate is not interviewed, please indicate the reason below and return this
form to my office. Whether an interview is scheduled or not, the name(s) must appear on the
Applicaat Pool Report (the back of the blue copy of the Requisition) stating your reasons for
selection or non-selection.

When a hiring decision is made, it is necessary for you 1o notify the candidate(s), in writing , of
your decision (See Article 12 ( C) for offer of Recall).

Any questions regarding the above coniract language should be directed o Labor Relations at
extension 870-2801.

Thank you for your cooperation.

COMMENTS:
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TO:
FROM:
DATE:

SUBJECT:  Application for Promotion and/or Lateral Transfer within the Local 2110
Bargaining Unit,

To assure compliance with the collective bargaining agreement with Local 2110, please review
Article XTI (G).

Position: Posted:

Please review the attached transfer applications and call me at extension 870-2425 to confirm
scheduled interviews. If a candidate is not interviewed, please indicate the reason below and
return this form to my office. Whether an interview is scheduled or not, the name(s) must appear
on the Applicant Pool Report (the back of the blue copy of the Requisition) stating your reasons
for sclection or non-selection.

When a hiring decision is made, it is made, it is necessary to notify the candidate(s), in writing,
of your decision.

Any questions regarding the above contract language should be directed to Labor Relations at
extension 870-2801,

Thank you for yeur cooperation.

COMMENTS:
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LOCAL 2110, UAW LETTERHEAD
SAMPLE

Dear
We are pleased that you have assumed & position covered by our bargaining unit.
Welcome!

The position you occupy is covered under a Collective Bargaining Agreement between
the University and Local 2110, UAW. Under the terms of the Agreement, you will be required to
pay Union membership dues {or service charges equivalent to membership dues), beginning not
later than 31 days after the commencement of employment. The University will deduct such
charges from your salary upon receipt of a personally signed written authorization from the
Union. You should confact one of the Unit Officers of the Union (see list below), or the Union
directly at 749-6703 to obtain a copy of the Contract as well as information about dues, ete.

You will shortly be receiving a benefits package that will include information regarding
health ipsurance and pension plans to which you are entitled. You will also be invited to 2
Benefits Orientation Session for new support staff members, The orientation session will provide
you with detajled information on the provisions of the various bepefits plans as well as answer
any questions you may have. In the meantime, questions can be referred to us at 749-6703.

Sincerely,

Columbia Unit Officers

Attachment:
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March 27, 1989

Carl Slemmer

Director, Employee Relations
306 Dodge Hall

Columbia University

New York, N.Y. 19027

Dear Mr. Slemmer:

This will confirm that any dispute between the University and the Union with respect to
the Universify’s responsibility to allocate resources directed at solutions to the child care problem
as reflected by the University-wide study referred to in Ttem #12 of the Memorandum o
Agreement will not be subject to the grievance and arbitration procedure.

Sincerely,

s/
Maida Rosenstein
Organizer

AGREED TO ON BEHALF OF:
COLUMBIA UNIVERSITY

/sf Brian J. Tunney
Carl Slemmer
Director, Employee and Labor Relations
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February 13, 1989

Ms. Julie Kushner

Vice President

District 45 UAW / AFL-CIO
New York, New York 10003

RE:  DISTRICT 65 / COLUMBIA UNIVERSITY CONTRACT

Dear Julie:

This letter will confirm that Columbia University will not use the bargaining history of
the 1988 negotiations in connection with subsequent disputes between the Union and the
University with respect to (i) seniority rights of employees in connection with promotions; and
¢ii} arbitrability of health and safety issues.

It is also agreed that in the event an employee is suspended, their time of the suspension
will be considered hours worked for purpose of computing weekly overtime.

Sincerely yours,

sl
Carl W. Slemmer
Director, Employee and Labor Relations

CWS:jr
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February |, 1989

Ms. Maida Resenstein
Organizer

District 65 UAW / AFL-CIO
13 Astor Place

New York, New Yerk 10603

Dear Ms. Rosenstein:

‘This is to confirm our agreement concerning Asticle 12, G {5) regarding promotional
increases.

The University will continue the guideline of a 7%-10% increase per grade for
promoticas, but will provide not less than the difference between the minimums for the grades.
in no event, however, shall the University be required to pay more than the posted wage rate for
the position.

Very truly vours,

Isf
Carl W, Slernmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
DISTRICT 63, UNITED AUTO WORKERS / AFL-CIO

BY:/s/

Maida Rosenstein, Organizer

60

November 14, 1985

Ms. Julie Kushner

Vice President

District 65, UAW

13 Astor Place

New York, New York 10003

Dear Ms. Kushner:

This is to confirm our agreement concerning Arficle 4 (No Strike No Lockout} of the
Collective Bargaining Agreement:

An employee’s participation during his or her own time, in a peaceful and
otherwise lawful on-campus demongtration will not be considered participation in
2 “concerted mterference with the University’s work.”

If this comports with your understanding, please sign the enclosed copy of this letter and
return it to me.

Very truly yours,
/s

Car! W. Slemmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
DISTRICT 65, UNITED AUTO WORKERS

By Jsf
Fulie Kushner, Vice President
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November 14, 1983

Ms. Julie Kushner

Vice President

District 65, UAW

13 Astor Place

New York, New York 003

Dear Ms. Kushner:

This is to confirm our agreement concerning Article 12 (G) of the Collective Bargaining
Agreement:

The box on the application form that an employee checks when he/she does not
want hissher supervisor fo be told of the employee’s application for promotion or
transfer will be retained.

If this comports with your understanding, please sign the enclosed copy of this letter and
return it {0 me.

Very truly yours,

s/
Carl W. Slemmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
DISTRICT 65, UNITED AUTO WORKERS

By, /s/
Julie Kushner, Vice President
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November 14, 1985

Ms, Julie Kushner

Vice President

District 65, UAW

i3 Astor Place

New York, New York 10603

Dear Ms. Kushner:

This is to confirm our agreement concerning Article 10 (Non-Discrimination} of the
Collective Bargaining Agreement:

The University will continue o maintain its policy that applicants for
employment, transfer or prometion will not be asked about their parental status,

Tf this comports with your understanding, please sign the enclosed copy of this Jetter and
return i o me.

Very truly yours,
Is/

Carl W. Slemmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
DISTRICT 65, UNITED AUTO WORKERS

By /s
Julie Kushner, Vice President
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Movember 14, 1985

Ms. Jukie Kushner

Vice President

District 65, UAW

13 Astor Place

New York, New York 10003

Dear Ms. Kushrier:

This is to confirm our agreement concerning Article 31 (Sexual Harassment) of the
Collective Bargaining Agreement:

In cases where an employee has alleged that hef/she is experiencing sexual
barassment by a University employee, the University shall give careful
comsiceration fo his/her request for a transfer but shall not be required to grant
cne.

If this comports with your understanding, please sign the enclosed copy of this letter and
retum it to me.

Very truly yours,
/s/

Carl W. Stemmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
PISTRICT 63, UNITED AUTO WORKERS

By . Jsf
Julie Kushney, Vice President
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November 14, 1985

Ms. Julie Kushner

Vice President

Pistrict 63, UAW

13 Astor Place

New York, New York 10003

Dear Ms. Xushner;

This is to confirm our agreement concerning Article 20 (Leave of Absence) of the
Collective Bargaining Agreement:

The University will permit an employze on an authorized leave of absence to
continue his/her medical insurance coverage during the leave, provided that the
employee pre-pays the premium costs for the coverage.

If this comports with your understanding, please sign the enclosed copy of this letter and
refurn jt to me.

Very truly yours,
s/

Carl W. Slemmer
Director, Employee and Labor Relations

AGREED TO ON BEHALF OF:
DISTRICT 65, UNITED AUTO WORKERS

By: . /Is/
Julie Kushner, Vice President
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Approved Bulletin Board Locations

*Low Library (near Secarity enfrance)
*Uris Deli (maintain)
IAB (4° Floor near enfrance by Wien Courtyard)
*Jerome Greene (near mailroom)
*Interchurch (190}
Medical Center (near Black Building mait room apd Bard Hall)
Mudd (1* Floor near maijlboxes}
*East Campus (outside of B-238)
Lerner Hall (near main campus entrance)
*Journalism (17 & 7" Floor)
Joha Jay (Lower Level Kitchen area)
*Lewisohn {1 Fioor near vending machines)
Gym (lobby)
*SKFS lunchroom (maintain)}
Philosophy (208 & 3" Floor)
Schermerhorn (4™ Floor near main efevator)

Cetober 1, 1997

Ms. Maida Rosenstein, President

Technical, Office and Professional Union,
Local 2116, UAW, AFL-CIO

113 University Place

New York, NY 10003

Dear Maida,

This will confirm our agreement that the University’s Family and Medical Leave Act Policy will
apply to Local 2110 members, except as otherwise provided in the collective bargaining

agreement. *1700 Broadway
400 West 119™ Street

Sincerely, School of Social Work (outside Room 602)
131% Street

fsf Interchurch (964)
330 Fifth Ave

DPavid M. Cohen
Director - Employee and Labor Relations
The Union and the Usiversity will agree upon additional buliztin boards based on

Agreed: Columbix’s expansion or re-zlfocation of space.
s/

Maida Rosenstein, President
Local 2110

Febraary 1, 2007

66 67




D 5 i 1
ecember 14, 2001, as amended February I, 200 SIDE LETTER
Maida Rosenstein, President
UAW Local 2119

113 University Place, 5% Floor
New York, NY 10003

The cases pending in the temporary and casual employment arbitration procesding before the three
contract arbitrators will be settled on the following terms:

1 A pool of $22,000 will be established, to be distributed under a formula to be agreed upon
between the parties (after payroll deductions), as liquidated damages 10 the named grievants
{see attached list) whose cases were filed for arbitration in liew of any other remedy, and an
equivalent amount will be placed in the union activity fund as a one-time payment in lien of
any other remedy due 1o the union. This payment is made on & non-precedent basis and
without regard to the merits of any individual grievant’s case.

2. The chart above and the payment scale will be an appendix to the collective bargaining
agreement, effective upon ratification. ‘

3 Ali pending cases not covered by paragraph 1 will be setied in acgordance with the

provisions of patagraph 2.

Dear Maida,

This will confirn our agreement with respect fo certain issmes covered by the Memonandum o
Agreement between Columbia University and Local 2110.

All cases which conld have been brought to the labor-management committee arising on or before
September 30, 2003 will be considered withdrawn on 3 non-precedent basis, and only cases arising
thereafter shali be considered by the committee.

1. The Usniversity will establish an account within the Office of Employee and Labor Relations for
use by Local 2110. The University will credit Loeal 2110 with $75,000 for each year of the
five-yeaxr contract, in addition fo any balance remaining from the 2003-20807 agreement
which may be used any time during the term of the agreement. Local 2110 will follow &
Univetsity procedures o access funds in the account.

Departments will notify the Office of Fmployee and Labor Relations whenever a temporary ot casual
employee has been employed lopger than 60 days in a position which otherwise would be covered by the
collective bargaining agreement, and that Office will notify the Union.

List of employees: (Omitted)

2 The fund may be used for such purposes as payment for space for Union meetings; payment of i}
the salary and benefits (fringe benefit facior) for release time for Union officials (to the extent |
not otherwise paid under the provisions of the collective bargaining agreement), printing and
communications; preparation of orientation materials; and similar purposes directly related to
representation of the bargaining nit. The fund may be used fo pay for release time for a union
official t¢ serve as a liaison for employees who may be laid off during the term of the agreement.

3. Ay money remaining in the fund at the expiration of the contract will be rolled over into
the aceount of the subseguent collective bargaining agreement if such account continues, '
or, if not, will be tsed to provide an economic benefit of equivalent value to the UAW Local
2110 bargaining anit during the term of the suceessor collective bargaining agreement.
Any dispute regarding the equivalent ecosomic value or any other term or application of
this side letter shall be subject to the arbitration clause of the parties’ collective bargaining
agreement.

Sincerely,

s/
David M. Coben
Assistant Vice President — Erployee and Labor Relations

AGREED:
s/
Maida Rosenstein, PresidentDate: December 14, 2001
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SIDE LETTER

Promotion of Print Servives and UEM Audio-Visual Services: The services of both departments

will be placed on the University’s Internal Preferred Vendor list. The services of both

departments will be advertised per the presentation made by the University on January 13, 2012,

For AV: 4/1/12: base line list of which departments (other than the President’s office) have
used Superior AV and One Dream Scund Venders, a follow up list showing up/down usage of
the above vendors will be provided on:  10/1/12, 4/1/13, 4/1/14. One additional report will be
provided tied to the expiration of the collective bargaining agreement.
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APPENDIX B

Guidelines for same-sex domestic partner benefit coverage:

Your partner must be an adult of the same gender, not related to you by blood, and who is not
cligible for coverage through Columbia as an employee.

You and your pariner must have lived fogether in a committed personal relationship for at
Ieast six consecutive months before enrolling for coverage. Furthermore, you musst anticipate
contiuing to Jive together in a personal relationship in which you have joint and reciprocal
financial responsibilities.

You must complete a new enrollment form (available at the Bepefits Office -- 1901
Interchurch Center, Momingside Campus, or 112 Black Building, Health Sciences Campus.
You need to attach two pieces of documentation that show your shared financial
responsibilities. Acceptable documentation includes:

=% joint lease or mortgage

=> joint bank account statement

=» joint ownership of a motor vehicle

=» designation of your partner as primary beneficiary in your will

=» designation of your partner as vour beneficiary for your life insurance or retirement
benefits

= assignment of power of attorney to your partner

= registration in New York City’s Domestic Partnership Registration Program.

Because of Internal Revenue Service (IRS) regulations, you must pay the monthly payrofl
contributions for your partner’s portion of the coverage on an after-tax, not a pre-tax basis. In
addition, under law, the amount that Columbia pays toward your domestic partner’s coverage
will count as taxable income. This incoms is subject to ordinary federal income taxation and
Social Security taxes (FICA), which are normally withheld through payroll deductions.

The Benefits Office can provide you with more information about the program, as well as an
enrollment form.
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APPENDIX C
DRESS CODE

STUDENT SERVICES DRESS POLICY

Notwithstinding the reason why a temporary or casual employse was hired, in the event that 2 :zm?ora:y of casual
employee as defined in Article | exceeds fowr months or the length of the leave being covered’, the following

APPENDIX D

CASUAL AND TEMPORARY ADJUSTMENTS

guidelines will be used to determine the person’s status and entitiernents:

July 8, 2002
Retroactive to britial date af hive or CUPAYROLL CASUAL OR AGENCY TEMPORARY
The following dress policy applies to the Office of the Vice President of Student Services, Stadent Financial assigrment: . TEMPORARY EMPLOYEE
Services, Registrar’s Office, Student Information Systeras, and Student Adwinistrative Services/Health Sciences IF THE post position, YES YES
Division. DEPARTMENT PPl
: DECIDES TO 0o merviewed,
The academic vear #s defined as the period beginning on the Monday befors Labor Day and ending on the Monday MAKE THE meet minimum
after Commencement Dy, The swmmer is defined as the remainder of the year beginning after the end of the qualifications,
scademic year through the start of the new academic year, POSITION A be selected
REGULAR
The following articles constitute appropriate dress: POSITION:
FOI MEN — = -
EQR MEN RHO. 1f hired into the same position on the Columbia payreli:
+ Collared shirt and tie (Monday through Dresses, skirts or skorts Salary Retroactive adjustment if No retroactive adjustment

below minimum of position

Thursday except ssmmer) Dress skacks or shorts - = —.] -
o Collared shirt, inciuding polo shirts Denite stacks in good taste (not faded, torn, iiflmtgé’::eﬁ”' pension, Huon Credit time but no refroactive benefis
(Fridays and sammers) patched or frayed) —— - - - -
«  Dress slacks Footwear in good taste (shoes or dress Vacation, sick leave, personal days, Retroactive adjustment | Retroactive adjusiment unless
. . holidays agency provided the benefit
+  Denim slacks in good taste {rot faded, torn, sandals) {5 adjustment if agency
patched o frayed) Conservative style solid color socakers provided less than Colambia
« Footwear in pood taste {shoes or dress permitted on Fridays and in summer; no provides: adj t only if
sandals} . - high tops agency did not provide any
« Comservative style solid color sneakers Well-groomed fevel of benefit.)
x;;n:ge: on Fridays and ia summer, 1o Usion dues Employee is responsible for payment of retroactive
P union dues

+  Well-groomed
& 1f the Department decides not to make the position a regular position, or if the person 1s not hired onio the

Columpbia payroll, benefits as above plus:

The following articles are ingppropriate attire for the office:

Status Laid off:. Two weeks lay off Agency assignment terminates
+  T-shirts/Jerseys with names of logos, or regular cotton undergerments allowance, placed in Jay off
«  Shorts (except dress shorts for women) pool
Sweatshirts/pants . .

: g P : In the eveat that temporary or casual employee works beyond the four month limit {except as provided in foetnote 4,

unglasses (except for medical reasons) above). the de £ weill mak the uni ivite fund s follows:
«  See through tops wve), partmnent will make a payment fo the union activity as follows:
«  Halter tops I i

o 5" month through 12" month $200 per month

¢ Bare midriffs and backless tops 13° month through 18% month  $300 per month
+  Spandex leggings worn as pants
+ Beathsandals The maximum payment will be $3400.
+  Athletic caps/hats
+  Speakers (conservative style solid color speakers permitted on Fridays and in summer, no high tops)

4

Exchuding employees hired to replace an employee on leave of absence or vagation within the meaning of
Agticle 1, Section C, for the duration of such leave or vacation.
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APPENDIX E

Salary Grid Applicable to Employees Hired Before 10/1/87

Less than 1 | 1 full year | 2 full years | 3 full 401
yeat in ingrade |ingrade years in more
grade grade full
years in
2101113 - 131718 Grade rade
$935 increase 5 1335574 $36,050 | $38 401 339,899 | $41,457
8 1837127 $38,5768 | $40,081 341,646 1343275
7 1338875 $40,393 | $41,971 $43,613 | $45,320
B | 341,269 542,883 | $44.561 345,305 | $48,121
8 543321 845015 | 346,778 $48 614 | $50,520
%a | 345018 $46,781 | $4B,615 $50,521 $52 508
Less than 1 | 1 full year | 2 full years | 3 full 4or
year in ingrade |ingrade years in more
grade grade fuldl
years in
2/01/14 - 131115 Grade grade
$1000 5 1836574 837,959 | $39,401 $40,899 | $42,457
increase
8 |8$38,127 $39,576 | $41,081 $42,646 | 344,275
7 $39,875 $41,393 | 42971 $44,613 346,320
B | $42.269 $43,883 | $45,561 $47,305 | 349,121
9 1844321 $46,015 | 347,778 $49,614 | $51,520
9a | 346018 $47,781 | $48,615 $51,621 $53,508
NOTE: Thiz salary grid Is printed for information purposes in the svent that an
empioyee hired prior to Qctober 1, 1997, may be affected by the step
increments in effect until that date.
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