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This AGREEMENT, effective December 8, 2021, is by and between the President
and Fellows of Harvard College (hereinafter called the “University”) and the
International Brotherhood of Electrical Workers Local 103, Plumbers and Gas-
fitters Local Union No. 12, New England Regional Council of Carpenters Local
51, AFL-CIO, and Local Union 877, International Union of Operating Engineers,
jointly, (hereinafter called the “Union”).

It is the desire of both the University and the Union to work together to maintain
mutually satisfactory conditions of employment and in that undertaking to act
in a way beneficial to the preservation of harmonious relations. To this end the
parties agree as follows:

ARTICLE 1
Recognition of the Union

1.1 The University recognizes the Union as the exclusive representative for
the purposes of collective bargaining for all hourly-paid employees of
the University employed in the job classifications set forth in Article 31 of
this Agreement, henceforth referred to as the bargaining unit.

The University agrees that it will not hire casual employees, defined as
short term (less than 90 days) employees without benefits, to perform
work covered by the classifications listed in this Agreement.

EXCLUDED are the following:

All persons employed in a supervisory capacity, casual employees and
students, and all other employees of the University.

1.2 The terms listed below shall be defined as follows:

a. "Employee” - Employees covered by this Agreement.

b. “Job Classification” - Specific job titles and associated wage
rates as set forth in Article 31.

c. "Classification Category” - Similarly considered job classifica-
tions, as set forth in Article 31, with applications limited to Ar-
ticle 15 and the Passenger Transport Services Memorandum of
Agreement.

d. “Crew"” - Employees reporting to a common location for work
assignments and supervision.

e. "Work Group” - Internal management organization responsible
for the day-to-day oversight of employees. Identified as either
Facilities Maintenance Operations or Central/Utilities.

f.  “Bargaining Unit Seniority” - The length of continuous service in
the bargaining unit from the most recent date of employment.

g. "Term Employee” - An employee hired with a written and explic-
it understanding of a defined term of employment of up to two
years. The Union will be notified of any extensions of employ-
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3.1

3.2

ment, up to the two year maximum. Employment may be ended
at any time during the term due to changes in the staffing needs
of the University. Term employees will only receive layoff, recall
and bidding rights after they have completed twelve (12) con-
tinuous months of service in the bargaining unit. Term employ-
ees shall receive all other benefits and be covered by all other
provisions of this Agreement, unless expressly modified herein.

h. “Permanent Employees” - Benefited employees in permanent
positions or any employee with more than three years of service.
Permanent employees with less than three years of service are
subject to layoff.

ARTICLE 2
University Students

This Agreement does not apply to students attending the University who
may at the discretion of the University be employed at any time and from
time to time to perform any work for the University as a means of earning
part of their expenses while studying at the University.

ARTICLE 3
Union Membership

Each employee who was a member of the Union on the effective date of
this Agreement shall, as a condition of employment, remain a member
in good standing for the duration of this Agreement. Each employee
who was not a member of the Union on the effective date of this Agree-
ment shall, as a condition of employment, become a member of the
Union on the thirtieth day following the effective date of this Agreement
and thereafter remain a member in good standing for the duration of
this Agreement. Each employee who after said date enters the bargain-
ing unit covered by this Agreement shall, as a condition of employment,
become a member of the Union on the thirtieth day following the be-
ginning of such employment and thereafter remain a member in good
standing for the duration of this Agreement. If this Agreement is execut-
ed subsequent to its effective date, the words “execution date” shall be
substituted for “effective date” in this section 3.1.

For purposes of this Agreement, an employee shall be regarded as a
member of the Union in good standing if the employee shall have ten-
dered the periodic dues and the initiation fee uniformly required as a
condition of acquiring or retaining membership. This Article shall not
apply to any employee if membership in the Union is not available to the
employee on the same terms generally applicable to other members or
if membership is denied or terminated for reasons other than the failure
of the employee to tender the periodic dues and the initiation fee uni-
formly required as a condition of acquiring or retaining membership.



3.3

3.4

3.5

4.1

4.2

5.1

5.2

The Union agrees that it will not discriminate with respect to Union
membership on the basis of race, color, religion, national origin, sex,
age, handicap or veteran status. The University agrees that it will not
discriminate with respect to employment on the basis of race, color, re-
ligion, national origin, sex, age, handicap or veteran status.

The University agrees to keep the Union informed of all employees add-
ed to or separated from the bargaining unit by sending to the Union pe-
riodically a list of those hired, transferred and terminated. When new or
additional employees are needed, the University shall advise the Union.

If any employee is in default of obligations under this Article and such
default continues for ten (10) days after the receipt of written notice
thereof by the University from the Union, the University shall discharge
such employee.

ARTICLE 4
Probationary Period

A new employee will be in a probationary status for three (3) months
from the date of employment. During this period, employment may be
discontinued at the sole discretion of management.

The University may, at its option, extend the probationary period for an
additional three (3) month period by notice to the employee, with a copy
to the Union, prior to the end of the first three months of employment.
This notice shall state the reasons why the probationary period is being
extended.

ARTICLE 5
Check-Off

During the term of this Agreement the University will deduct, on a
prorated weekly basis the initiation fee (if any) and the current regular
monthly membership dues for that month from the weekly wages of
each employee who individually and voluntarily authorizes such deduc-
tions in writing in a form acceptable to the University. The amount of the
initiation fee and of the regular monthly membership dues of each such
employee shall be certified in writing to the University by the Business
Agent or the Business Manager of the appropriate Union. No deduc-
tions shall be made on account of assessments, fines, or back dues.

The University will pay the amounts so deducted each month to the
Union as instructed by the Business Agent or the Business Manager of
the appropriate Union.



6.1

6.2

ARTICLE 6
Work Schedules

The normal workweek is forty (40) hours, consisting of five (5) days with
two (2) consecutive days off. A day’s work (workday) shall be constituted
of either:

e Eight(8) continuous hours, inclusive of a one half (1/2) hour paid
meal period (“Straight Eight”) or

e Eight(8) continuous hours, exclusive of a one half (1/2) hour un-
paid meal period (“"Eight and One-Half"). Employees who work
through their lunch period at the request of management will be
paid for that time in accordance with Article 7.1.

The normal workday for each job classification shall be identified in Arti-
cle 31.

The starting times for employees other than Passenger Transport Drivers
shall be established within the following time periods:

Shift Normal Starting Time Starting Time Range

First 7 a.m. 6am.-10a.m.
Second 3 p.m. 2pm.-4p.m.

Third 11 p.m. 10 p.m.- 12 a.m.

At the option of the University, employee starting times may be adjusted within
each of the above defined starting time ranges. Adjusted starting times shall
be established solely for the purpose of meeting operational needs. The Uni-
versity shall notify employees at least seven (7) days prior to any change in start-
ing times or work schedules. Such schedule changes shall be at least four (4)
consecutive weeks in duration. This paragraph does not apply to a change in
starting time within the same shift caused by reassignment to a crew that has
different regular work schedules.

6.3

The four (4) consecutive week schedule change minimum does not ap-
ply to vacation relief schedules. Such schedules may be changed with
forty-eight (48) hours advance notice. All vacation relief position post-
ings will be filled on a seniority basis in accordance with Article 16.2 of
this Agreement.

Starting times or work schedules, other than those specified above shall
be mutually agreed upon by the University and the Union.



6.4

7.1

7.2

7.3

7.4

7.5

7.6

Payroll calculations are made on the basis of the week beginning at
12:01 a.m. on Sunday and ending at 12:00 p.m. on the following Satur-
day. The payroll day runs from midnight to midnight.

ARTICLE 7
Overtime and Premium Pay

Time worked in excess of eight (8) hours per day or forty (40) hours per
week shall be paid at the rate of time and one-half. The supervisor may
schedule overtime work at any time on a reasonable basis.

If an employee’s five (5) regularly scheduled work days in a work week
includes Saturday and/or Sunday, such employee shall receive a week-
end premium of eighty cents ($ .80) per hour for all hours worked on
such Saturday and/or Sunday. An additional twenty cents ($ .20) will be
paid effective July 1, 2022 and an additional ten cents ($ .10) will be paid
effective July 1,2023; July 1, 2024; July 1, 2025; and July 1, 2026.

Any employee who is required to work on one or both days other than
their five (5) scheduled work days in a work week shall be paid for such
work:

(i) Atthe rate of time and one-half for the first such other day s/he
works in a work week and

(ii) At the rate of double time for the second such other day s/he
works in a work week.

However, these premiums shall not apply if such work results from
change in their regularly scheduled workweek and if they receive at
least seven (7) calendar days notice of such change.

The University need not award or assign overtime to someone who
would be entitled to and qualified for double time if someone is avail-
able and qualified at time and one-half.

If an employee performs overtime work on Sunday they shall be paid at
the rate of double time for such work. Such provision shall not apply to
absence coverage of any regularly scheduled shift.

For the purposes of Sections 7.2 and 7.3, a continuous work shift that
cuts across midnight shall be considered as worked on the day on which
the greater part of the shift occurs. If the shiftis equally divided between
two (2) days, such shift shall be considered as worked on the day on
which it begins.

An employee, whose regular shift begins no earlier than 2:00 p.m. or lat-
erthan 4:00 p.m. shall receive a shift differential of one dollar and fifteen
cents ($1.15) per hour for all hours worked on such shift. An additional
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twenty cents ($ .20) will be paid effective July 1, 2022, and an additional
ten cents ($.10) will be paid effective July 1, 2023; July 1, 2024; July 1,
2025; and July 1, 2026.

An employee whose regular shift begins no earlier than 10:00 p.m. or
later than 12:00 p.m. midnight shall receive a shift differential of one dol-
lar and seventy five cents ($1.75) per hour for all hours worked on such
shift. An additional twenty cents ($ .20) will be paid effective July 1,2022,
and an additional ten cents ($.10) will be paid effective July 1, 2023; July
1,2024; July 1,2025; and July 1, 2026.

Any employee who is regularly scheduled to work two or more different
shifts, as defined in Article 6.2, in a work week shall receive a shift differ-
ential of one dollar and seventy-five cents ($1.75) per hour for all hours
worked in the scheduled work week.

The below table outlines the shift differential rates in Article 7.6:

Shift

Normal Start Sfre:::eng Year | July1, | July1, | July1, | July1, | July1,

Times 2021 2022 2023 2024 2025 2026
Range

After-
noon

2 p.m.-

4p.m. $1.15 $1.35 $1.45 $1.55 $1.65 $1.75

3 p.m.

Night

10 p.m. -

$1.75 $1.95 $2.05 $2.15 $2.25 $2.35
12 a.m.

11 p.m.

7.7

7.8

For those employees who are regularly assigned to a shift for which they
receive a shift differential as provided in Section 7.5, such shift differen-
tial shall be included in the computation of holiday pay, vacation pay, ac-
cident pay, sick pay, and pay for excused absences because of death in
the immediate family, jury duty, service as a witness and two weeks' an-
nual military reserve training, all as provided in this Agreement. Week-
end premiums as provided in Section 7.2 shall not be included in the
computation of any such benefits. Shift differentials and weekend pre-
miums shall, however, be included in determining an employee’s regu-
lar rate for the purposes of computing daily or weekly overtime.

Official overtime lists approved by the University and the Union shall be
established to identify all bargaining unit members by both job classifi-
cation and crew.

The burden of overtime shall be divided equally insofar as practicable
by job classification within a crew. Once the crew list has been exhaust-
ed overtime will be offered to all employees within that job classifica-
tion.

Job classification overtime lists and crew overtime lists will be posted



7.9

7.10

7.1

8.1

8.2

9.1

weekly insofar as practicable and each employee will have twenty-four
(24) hours to dispute the accuracy of the lists. Employees may request
in writing to be removed from such overtime lists.

All overtime lists shall be zeroed out each November 1.

There will be no pyramiding of overtime pay, holiday pay, or premium
pay.

In the case of overtime requiring an employee to work continuously for
more than six (6) hours after the end of the employee’s last meal period,
twenty (20) minutes with pay shall be allowed for meal time, exclusive of
traveling time.

An employee who, because of a call-in or prior notification, returns to
work after leaving the physical facilities of the University, with more than
two (2) hours before their next regular shift, will be paid for no less than
four (4) hours at the applicable rate. An employee will not be sent home
early from their regular shift to avoid the payment of overtime.

ARTICLE 8
Travel

An employee who, on any given day at the request of the University,
uses a private motor vehicle, including an employee who makes an extra
trip to the University as a result of being called back to work, shall re-
ceive the Internal Revenue Service (IRS) standard mileage rate per mile.
The minimum mileage payment shall be no less than the calculated rate
for ten miles for that day. No employee shall be required to use a private
motor vehicle as a condition of employment.

Payment will be made for time spent in travel required by the Depart-
ment on authorized out-of-town trips that do not require an overnight
stay. If a trip requires an employee to remain away overnight, reason-
able arrangements will be made applicable to that trip.

ARTICLE 9
Vacations

Employees will accrue vacation pay on a monthly, prorated basis in ac-
cordance with the following schedule:

(1)  Employees with less than five years of continuous service will
accrue paid vacation at the rate of 10 days per year.

(2)  During the fifth year of continuous service, employees will ac-
crue paid vacation at the rate of 15 days per year.

(3) During the tenth year of service, employees will accrue paid
vacation at the rate of 20 days per year.



9.2

9.3

9.4

9.5

9.6

9.7

9.8

(4)  Torecognize and reward long service, an employee who com-
pletes 25 years of total service with the University is entitled
to an extra twenty days of vacation during the year following
their anniversary date, to be repeated every fifth year thereaf-
ter. The extra twenty days is not accrued as is normal vacation
and is kept in a separate bank apart from the annual carryover
bank referenced in this section.

Employees with less than 10 years of service may maintain a rolling bal-
ance of up to twenty (20) vacation days. Once the employee accrues 20
days of vacation time, he or she will no longer be eligible for vacation
accrual until the 20 day balance is reduced.

Employees with 10 or more years of service may maintain a rolling bal-
ance of up to forty (40) vacation days. Once the employee accrues 40
days of vacation time, he or she will no longer be eligible for vacation
accrual until the 40 day balance is reduced.

If an employee was laid off for lack of work but had served eight (8)
months or more in that year, it shall be allowed as one (1) year of contin-
uous service.

Employees leaving the University shall receive their accrued vacation
pay.

Vacation pay is to be computed on the basis of the individual's normal
weekly earnings. (See Article 7.6)

Vacation allowances must be used at such time as the work of the De-
partment permits.

So far as possible, first choice of vacation periods shall be given to the
employees in order of seniority in their job classification.

So far as possible, an employee who is entitled to three weeks' vacation
will be allowed to take those weeks consecutively, on alternate years.
First choice for the three consecutive week period shall be given to the
employees in order of seniority in their job classifications.

Except in an emergency or unless given thirty (30) days’ notice, an em-
ployee who has been assigned a vacation period shall not have that
period changed without the employee’s consent. In any event, an em-
ployee who is informed their vacation is being changed with less than
thirty (30) days’ notice, and who has made a non-refundable deposit in
connection with the vacation, will be permitted to take the vacation as
originally scheduled or be reimbursed the amount of such deposit.



9.9

10.1

10.2

10.3

10.4

At least one member of the Landscaping Service's crew composed of
Property Maintenance Workers (I & II) and Horticulturists will be grant-
ed vacation, subject to management approval, during the period Oc-
tober 1 through March 31 of any calendar year. Vacation requests will
be granted in as equitable a manner as possible, and seniority will be
taken into consideration in the event two or more crew members have
requested the same vacation periods.

ARTICLE 10
Holidays

University recognized holidays are as follows:

Independence Day One Half-day Christmas Eve
Labor Day Christmas

Indigenous People’s Day New Year's Day

Veterans' Day Martin Luther King Day
Thanksgiving Presidents’ Day

Day after Thanksgiving Memorial Day

One Floating Holiday Juneteenth

Recognized holidays which fall on a Saturday are observed on the
preceding Friday and those which fall on a Sunday are observed on the
following Monday. Otherwise, a holiday shall be determined to occur
on the day on which it is actually observed. Notwithstanding, January
1, July 4, and December 25, will be the dates on which New Years' Day,
Independence Day and Christmas are observed for employees whose
regular schedule is not Monday through Friday.

For each of the above holidays, an employee shall receive straight-time
pay for the number of hours in the employee’s regularly scheduled
working day at the time of the holiday. For employees on leave of ab-
sence or layoff, this provision does not apply to holidays falling within
such periods. Unexcused absence on the holiday (if required to work)
or on the workday before or after the holiday will result in forfeiture of
holiday pay.

If an employee works on any of the holidays listed, the employee shall
receive time and one-half (1 %2) the hourly rate for all hours worked
during the employee’s regular work schedule, and double the hourly
rate for all other hours worked. In addition, the employee shall receive
pay as provided in paragraph 10.2 above.

Scheduling of the floating holiday may be done in the following man-
ner:

First, employees wishing to schedule the floating holiday far in advance
shall, by the first working Monday in March, submit their requests, in
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10.5

121

12.2

10

writing, to their immediate supervisor. In this situation, the choice of a
particular holiday shall be given to the employees in order of seniority
in their job classification, subject to the University's work requirements.
Second, employees who prefer to schedule their floating holiday after
the first working Monday in March must secure approval from their su-
pervisor at least two (2) weeks in advance. In this situation, the choice of
a particular holiday shall be given to the employees in the order in which
the requests are received, subject to the University's work requirements.

Employees shall receive paid time off for the four Winter Recess days
recognized by the University in addition to the Christmas and New Year's
Day holidays. The University may require employees to work on such
Winter Recess days. Employees required to work on such days shall
have the option to receive double their hourly rate for each hour worked
on such day or personal time to be used by June 30%" of the current fiscal
year. Such determination must be made at the time the employee works
the recess days.

ARTICLE 11
Occupational Safety and Health

The University shall continue to make reasonable provisions for the safe-
ty and health of its employees during their hours of employment. Pro-
tective devices and clothing, if necessary, and other equipment neces-
sary to properly protect employees from injury due to job hazards shall
be provided by the University in accordance with applicable standards
of safety. The University shall reimburse employees up to $45.00 for
safety shoes in accordance with its policies.

ARTICLE 12
Accident Pay

The University will provide compensation for incapacity due to industrial
accidents at least equal to that required under the laws of The Com-
monwealth of Massachusetts. In all bona fide cases, the University will
provide a supplement which yields a total payment equal to the current
weekly wage for the first three (3) weeks of absence, and three-quarters
(3/4) of the current weekly wage for such period thereafter as the Uni-
versity may reasonably find appropriate under the circumstances of the
particular case.

Employees hired after October 20, 2000, shall be granted one month
of job protected leave as a result of illness or injury for each month of
service notto exceed a maximum of six (6) months. After five (5) or more
years of service, employees shall be granted up to twelve (12) months of
job protected leave as a result of illness or injury.



131

13.2

13.3

13.4

13.5

ARTICLE 13
Personal lliness or Injury

Any employee injured at work who is required to seek medical services
during the work day of the injury shall not be charged sick leave and
shall be paid for the day.

Employees with less than three (3) years of service will be credited with
one sick day per month for the first six (6) months of the fiscal year. Em-
ployees who have completed three (3) years of service will be credited
with one sick day per month for each month of the year.

Sick leave days can be accumulated to a maximum of fifty-five (55)
days.

To the extent that the provisions of this article provide greater bene-
fits and protections than the Massachusetts paid sick leave law (G.L.

c. 149, § 148C) the provisions of this Article shall govern. Nothing in
this Article shall be interpreted or administered so as to provide lesser
benefits and protections than afforded by the Massachusetts paid sick
leave law.

Employees must use their accumulated monthly sick leave prior to using
their banked sick days.

If one of the paid holidays occurs during the period in which an employ-
ee receives sick pay, the employee will be paid for the holiday and the
day will not be charged to the employee’s sick pay allowance.

For the purposes of this monthly accrual calculation, a new hire who be-
gins work on or before the 16% of the month will receive a full month'’s
sick leave credit; a person who begins work after the 16 of the month
does not receive sick leave credit for that calendar month.

Once an employee has been hospitalized or absent in excess of ten con-
secutive work days as a result of a serious non-work related illness or in-
jury which is anticipated to be for an extended period of time, s/he shall
be eligible to apply for Short Term Disability (STD). Once approved, an
employee with less than seven (7) years of regular University service will
be paid seventy-five percent (75%) of their regularly scheduled weekly
wage; an employee with seven (7) or more years of regular Universi-
ty service will be paid one-hundred percent (100%) of their regularly
scheduled weekly wage.

STD benefits are intended to provide paid coverage to employees who
experience a serious non-work illness or injury preventing them from
working and which is anticipated to last for an extended period of time.
The Union agrees that all claims must be made in good faith and that
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13.6

13.7

13.8

14.1

14.2

14.3

14.4

14.5

14.6
12

abuse will not be tolerated. The University reserves the right to require
reasonable proof of serious non-work illness or injury as a condition of
granting STD benefits

If an illness or disability is later determined to be compensable under
the Workers’ Compensation Act, the University will credit any sick or
short term disability benefits paid against any benefits found to be pay-
able under the Workers' Compensation Act.

Employees who have filed a Workers’ Compensation claim shall be eli-
gible to use any available sick leave or (STD) if the claim is denied.

Sick leave is a benefit that is intended to provide paid coverage to em-
ployees who experience personal illness or injury that prevents them
from reporting to work. The University reserves the right to require rea-
sonable proof of illness or injury as a condition for the payment of sick

pay.

ARTICLE 14
Excused Absences and Leaves

Absences of up to three (3) days may be excused and pay allowed
during absence because of death in the immediate family. Immediate
family shall mean father, mother, wife, husband, qualified domestic part-
ner, children, brother, sister, mother-in-law, father-in-law, or close rel-
atives living in the employee's immediate household. Nothing in this
article shall prohibit management from extending the length or terms of
such absence as a result of extenuating circumstances.

Difference in pay will be allowed when an employee is absent from work
for the following reasons:

1. Service as a witness as a result of a subpoena in a court case to
which the employee is not a party.

2. Two weeks' annual military reserve training.

An employee will receive their regular pay when absent from work be-
cause of jury duty.

In order to obtain the difference in pay between that received for such
services and the employee’s regular pay at the University, the employee

must give their supervisor as much advance notice as possible.

The employee is expected to report for duty for all or part of any days
which are not occupied in such service.

Employees hired on or before October 20, 2000, shall be granted up to



14.7

15.1

15.2

15.3

15.4

15.5

15.6

15.7

twenty-four (24) months of job protected leave as a result of illness or
injury.

Employees hired after October 20, 2000, shall be granted one month
of job protected leave as a result of illness or injury for each month of
service, not to exceed a maximum of six (6) months. After five (5) years
of service, employees shall be granted up to twelve (12) months of job
protected leave as a result of illness or injury.

ARTICLE 15
Layoff and Recall

If the University should decide to lay off employees who have complet-
ed their probationary period, employees in the affected classification
category with the least seniority shall be the first to be laid off, subject
to the condition that the remaining employees must have the ability to
perform the required work in a satisfactory manner. If classification cat-
egory seniority is equal, University seniority shall govern.

An employee with ninety (90) days or more of continuous employment
who is laid off for an indefinite period of time (as distinguished from
discharge) shall have at least two (2) weeks’ notice or be given two (2)
weeks' pay instead of notice.

For purpose of recall, the last employee laid off shall be the first recalled,
by affected classification category, provided that the employee has the
necessary skill and ability to satisfactorily perform the requirements of
the position to which the employee is being recalled. No new employ-
ees shall be hired until the recall list of employees has been exhausted
according to the preceding sentence.

An employee on layoff will retain recall rights for a period of time equal
to their bargaining unit seniority but in no case will the recall rights be
less than twelve (12) months nor more than twenty-four (24) months.

An employee who is laid off from their regular position and finds anoth-
er position within the University shall be entitled to the same recall rights
provided in Articles 15.3 and 15.4.

Layoffs of less than two (2) years shall not be considered as breaking
continuity of service, but the period of such layoff shall not be credited
to the employee’s University, job classification, classification category, or
bargaining unit seniority.

Notice of recall will be sent by certified mail to the last known mailing
address furnished in writing by the laid off employee. The employee
must respond to the recall notice within seven (7) calendar days or forfeit
all recall rights. 13
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ARTICLE 16
Job Openings

Postings of all open jobs will identify the job classification, hours of work,
wage rate, shift, days off, shift differential (if applicable), and the work
group. Forinformational purposes only, the initial crew assignment shall
also be identified. Probationary employees are not eligible to bid for
job openings.

When there is an opening within a job classification on a different shift
(meaning the first, second or third shift with particular days off) orin a dif-
ferent work group, job classification seniority shall govern among quali-
fied employees who bid for the job. If job classification is equal among
qualified employees who bid for the job, then group seniority followed
by bargaining unit seniority then University seniority shall govern. This
paragraph does not apply to assignments with particular hours within
the first, second, or third shift or the choice of work assignments within
a given shift or work group, since such assignments are determined by
management. This paragraph does not apply to Working Forepersons.

When an opportunity for a promotion to a job with the same or higher
wage rate occurs, excluding Working Foreperson openings, bargaining
unit seniority shall govern among employees who apply and are equally
able and qualified to perform the open job.

The first ninety (90) days of an assignment to a new job classification
shall be considered to be probationary. An employee who is not per-
forming satisfactorily during this probationary period shall be returned
to their former job classification. Probationary employees are not eligi-
ble to bid on open jobs.

Job assignments, including the determination of appropriate crews,
within each of the work groups described in Article 1 will be made by
management. These job assignments and changes in them, including
changes in the crews, will not be subject to the grievance procedure.
Employees may, however, request in writing a change in job assignment
within a work group and such request will not arbitrarily be denied.
Management's denial of a request for a change in job assignment will
not be subject to the grievance procedure. Employees may, however,
appeal a denial of a request for a change in job assignment, or a change
in their crew assignment, to a committee consisting of a Union represen-
tative and a management representative. If the two-person committee
is unable to agree, they will select a third member of the committee.

Job openings described in paragraphs 16.1, 16.2, and 16.3 will not be
awarded to someone not covered by this Agreement unless there is no
qualified applicant from within the bargaining unit. Management will
notify the Union prior to awarding such a job opening to someone not
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16.10
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16.12

16.13

covered by the Agreement.

Temporary filling of jobs (including appointment of an Acting Working
Foreperson) for a period not to exceed ninety (90) consecutive days
shall not be subject to the defined bidding procedure.

Subject to paragraph 16.5, a Working Foreperson opening shall be
awarded to the most qualified applicant as determined by manage-
ment.

During the first six months of service, a Working Foreperson will be re-
turned to their former job classification if they are not performing satis-
factorily. Management's determination that a Working Foreperson is not
performing satisfactorily will not be subject to the grievance procedure.

After six months of service, management'’s determination that a Work-
ing Foreperson is not performing satisfactorily will be subject to the
grievance procedure. However, if the determination is based upon a
complaint or complaints from a University department or faculty, man-
agement'’s determination shall govern unless it can be shown that the
complaint or complaints were arbitrary or capricious.

A Working Foreperson whose position is eliminated will be returned to
their previous job classification. A Working Foreperson whose position
is eliminated will have recall rights back to that position for one year.

The elimination of a Working Foreperson position is not a layoff with-
in the meaning of Article 15 or the side letter dated May 24, 1990, as
amended.

If an opening in a job classification on a particular shift or work group is
posted but there is no bid by an employee in the job classification who
is able and qualified to perform the open job, management may assign
to that opening the most junior employee in the job classification who is
able to perform the job. Such employee shall receive seven (7) calendar
days notice of the assignment.

A job opening that is not filled within ninety (90) days from the first day
it is posted shall be rebid prior to being filled unless the Union and the
University agree otherwise.

Information about all job openings in the bargaining unit will be posted
on the appropriate bulletin boards for at least seven (7) calendar days
before action is taken. Upon request, a list of applicants will be available
for study by the Union prior to the University awarding the job.

Job classification seniority shall govern among electricians who bid on
a High-Tension opening and who are equally able and qualified to per-
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form the open job. Electricians will only be eligible to bid on a High-Ten-
sion opening if they have been pre-qualified based upon standards pre-
viously established by the Union and the University.

The denial of a bid for a High-Tension opening will not be subject to the
grievance procedure. The electrician may, however, appeal such a deni-
al to a committee consisting of a Union representative and a University
representative. If the two-person committee is unable to agree, they will
select a third member of the committee.

An employee reassigned to a different crew within the same Work Group
for a period of more than ninety (90) consecutive days will be given sev-
en (7) calendar days notice of the change.

ARTICLE 17
Pension Plan and Tax-Deferred Account (TDA)

Effective December 1, 2000, employees represented by the Union, with
the exception of eligible employees who “elected” to remain in the Har-
vard University Retirement Plans (“Electing Employees”) and employees
who were on long-term disability on December 1, 2000, shall participate
in the Central Pension Fund of the International Union of Operating En-
gineers and Participating Employers (the “Fund”).

Effective December 1, 2000, Union-represented employees shall not re-
ceive additional service credit, compensation recognition, or financial
contributions for purposes of determining an individual's retirement
benefit under the University Retirement Plans. Union-represented em-
ployees hired on or after December 1, 2000 are not eligible to partici-
pate in the University Retirement Plans.

Effective March 1, 2022, the University will contribute an amount equal
toten (10%) percent of the “eligible compensation” of each participating
Union-represented employee. In the event a Union-represented em-
ployee becomes disabled (as defined under the University-sponsored
disability plan) after July 1, 2005, until the employee either ceases to be
disabled or retires (whichever is earlier), the University shall continue to
make contributions to the Fund on their behalf based upon the eligible
compensation they were receiving at the onset of the disability. The Uni-
versity shall on August 15, 2005 and the fifteenth of each month thereaf-
ter (or such later date as the University and Union mutually agree), remit
the contribution due to the Fund for the immediately preceding month.
The University shall have no obligations with respect to the Fund other
than the obligation to make contributions as provided in this Article, ex-
cept as may be provided by law.

The words “elected,” “eligible compensation,” and “Electing Employ-
ees,” are defined in, or to the extent not defined should be in accor-
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18.1

18.2

19.1

dance with, the appended Memorandum of Agreement dated Novem-
ber 8, 2000. The terms of such Agreement are controlling with respect
to the application and interpretation of this Article 17.

For each member who is in the bargaining unit on the date of ratifi-
cation, the University will make a one-time contribution of $850 to a
Tax-Deferred Account (TDA). The contributions will be made within 60
business days of ratification. For unit members who do not have an ex-
isting TDA, the University will set one up in order to make the $850 con-
tribution.

Effective January 1, 2023, existing and newly-hired bargaining unit
members who have never made a TDA contribution will be automatical-
ly enrolled into the University TDA after 60 days of employment. The ini-
tial contribution rate will be 3% of eligible compensation deducted on
a pre-tax basis. This deferral percentage will increase by 1 percentage
point each January 1, up to 10% (not to exceed federal contribution lim-
its). Members who currently contribute to a TDA will not have changes
made to their contribution. If members do not make an investment elec-
tion, contributions to the Plan will default to the Plan’s Qualified Default
Investment Alternative. Members may opt out of enrollment or change
contributions at any time.

ARTICLE 18
Benefit Plans

The Union agrees that the University offered health, dental, retiree
medical and life insurance plans, as well as volume discounts and flexi-
ble-spending accounts will apply to its members in their entirety for the
duration of this collective bargaining agreement. Issues relating to the
scope and application of the plans will be determined solely by and in
accordance with the procedures established in the benefit plan docu-
ments, as interpreted by the plan administrators. See Memorandum of
Agreement on Health Plans for details.

The University reserves the right to amend the above cited plans and the
plan documents during the term of this Agreement; provided, however,
that no future substantive economic amendments made to the plans will
apply to the employees represented by the Union.

ARTICLE 19
Joint Apprenticeship and Training Committee

There shall be a Joint Apprenticeship and Training Committee consist-
ing of four members representing the Union and four members repre-
senting the University. Subject to the applicable provisions of the ba-
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19.3

211

21.2
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sic agreement, the Committee shall establish standards governing the
qualifications, training, and upgrading of apprentices and shall evaluate
matters concerning those who are enrolled in the pre-apprenticeship
training program.

Members of the Joint Apprenticeship and Training Committee shall be
selected by the party they represent. The Committee shall meet when
called by either party.

In the event the Joint Apprenticeship and Training Committee is unable
to resolve a dispute, the dispute shall be referred to the Union and the
University for settlement. Any change in the basic agreement must be
made by the Union and the University.

ARTICLE 20
Stewards

The Union shall notify the University of the names of the stewards and
other accredited union representatives, and identify the work groups
they represent. The University will allow a steward reasonable time off
for Union business, and the steward will be paid by the University at the
regular straight-time rate for such time lost from work during regular
working hours while attending meetings with management represen-
tatives (but not in arbitration). Stewards will not interfere with the oper-
ations of the Department. In case of any trouble, except as prescribed
by the grievance procedure, the steward shall notify immediately the
appropriate Union official.

ARTICLE 21
Miscellaneous

There will be a Joint Safety Committee which will have Union-designat-
ed members.

Employees will be entitled to use University athletic facilities on the
same basis as employees University-wide.

ARTICLE 22
Training

The Department will pay 100% of the costs of courses, training, skill up-
grading and seminars whenever, in the sole opinion of management,
such training is determined to be in the interests of its current or future
operational needs. However, the costs of courses, training, license re-
newals, skill upgrades or any other activity necessary to maintain an ex-
isting license or certification required by an employee’s job classification
will not be covered by the Department.
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24.2

ARTICLE 23
Management Rights

All rights and authority of the University are retained by the Universi-
ty, except to the extent that such rights are specifically and explicitly
modified by the express provisions of this Agreement. No such rights
or authority shall be deemed waived or modified unless the waiver or
modification is in writing and signed by the University and the Union.
Nothing in this section shall be construed to deny the right of the Union
to institute action under the grievance and arbitration provisions of this
Agreement in accordance with their terms.

ARTICLE 24
Grievance Procedure

The purpose of this Article is to establish a procedure for the settlement
of grievances, which involve the interpretation, and application of a spe-
cific provision of this Agreement. All such grievances will be handled as
provided in this Article.

No grievance shall be considered under the grievance procedure un-
less it is presented as provided below. A grievance must be referred to
the next step as provided below or the grievance will be considered set-
tled on the basis of the last answer given. If a grievance is once settled
in any of the following steps, it shall be considered closed and shall not
thereafter be subject to the grievance procedure or to arbitration.

Step 1: The aggrieved employee, with or without a Union representa-
tive, shall take the grievance to the Supervisor within seven (7) calendar
days after the circumstances giving rise to the grievance first occurred.
The Supervisor shall give an answer within seven (7) calendar days.

Step 2: If the grievance is not settled in Step 1, it shall be reduced to
writing, signed by the aggrieved employee and the Union representa-
tive and presented to the Supervisor within seven (7) calendar days. The
Supervisor shall add a written answer to the grievance and forward it
to the appropriate Manager with a copy to the Union. The appropri-
ate Manager or an authorized representative shall give a written answer
within seven (7) calendar days after receipt of the grievance. If request-
ed, a meeting will be held at Step 2 between Union and University rep-
resentatives.

Step 3: If the grievance is not settled in Step 2, it may be presented in
writing by the Union to the Director of Labor and Employee Relations
and to the Director of the Department or their designated representa-
tives within seven (7) calendar days after receipt of the answer in Step 2.
A meeting of University officials and Union representatives will be held
within fourteen (14) calendar days after the receipt of the grievance in

19
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the Office of the Director of Labor and Employee Relations. Within four-
teen (14) calendar days after this meeting, the answer for the University
will be given in writing by the Director of Labor and Employee Relations
or a designated representative.

If the nature of the grievance is such that it cannot be processed in Step
1 or Step 2 the grievance may be initiated in Step 3 by written request
setting forth the grievance by a Union representative to the Director of
Labor and Employee Relations and the Director of the Department or
their designated representatives. The procedure set forth in Section
24.2 will then be followed.

ARTICLE 25
Arbitration

If a grievance involving the interpretation and application of a specific
provision of this Agreement has not been settled after being fully pro-
cessed through the grievance procedure set forth in Article 24, then the
Union may submit such grievance to arbitration by giving written notice
thereof to the University not later than fourteen (14) calendar days after
the completion of Step 3. The grievance shall be considered as having
been settled in Step 3 unless it is so submitted to arbitration within such
time limit. No questions relating to arbitrability shall be subject to arbi-
tration hereunder.

The choice of arbitrators shall be by agreement of the parties. However,
if such agreement has not been reached within seven (7) calendar days
after the receipt of such written notice submitting the grievance to ar-
bitration, the grievance may be referred by the Union to the American
Arbitration Association for the selection of an arbitrator in accordance
with the rules applicable to labor arbitration then obtaining of said As-
sociation or Service, as the case may be. Any arbitration hereunder shall
be conducted in accordance with such rules, subject to the provisions
of this Agreement. The parties shall share equally in the compensation
and expenses of the arbitrator. The award of the arbitrator on any griev-
ance properly submitted hereunder shall be final and binding upon the
parties.

Each grievance shall be separately processed in any arbitration pro-
ceeding under this Article unless the parties agree to consolidation.

There shall be no right to arbitration to obtain, and no arbitrator shall
have any power to award or determine, any change in, modification or
alteration of, addition to, or subtraction from any of the terms of this
Agreement.
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ARTICLE 26
Light Duty Program

The University and the Union agree to establish a Light Duty Work Pro-
gram in a deliberate effort to return employees on approved leave due
to illness or injury to productive employment as early as medically pos-
sible.

The components of the Light Duty Work Program include:

a. Temporary alternate work will be provided on a case by case
basis.

b. The employee'’s job duties and responsibilities will be modified
to be consistent with the injured employee’s physician and or
independent medical examiner’s medical documentation of re-
strictions.

c. Upon receipt of the employee’s medical clearance the injured
employee’s Supervisor, and the Disability Claims Unit will evalu-
ate any restrictions, as determined by the employee’s physician
and then research opportunities for an appropriate temporary
alternate work assignment. Such temporary alternative duties
may include the employee's regular duties but on a reduced
hours basis or alternative work assignments on a full or part-
time basis. Employees participating in the Light Duty Program
are required to accept any available alternate work assignment
for which they are qualified and medically able to perform. If
an employee refuses an alternative work assignment or if there
is no temporary alternate work available, the employee will be
instructed to return to work when such work exists or full-duty is
possible, whichever comes first.

d. Candidates for temporary alternate work assignments must be
cleared medically for such assignments. Temporary alternate
work will not last any longer than one hundred twenty (120)
consecutive calendar days. Upon completion of a temporary
alternate work assignment an employee shall either be returned
to full duty status or returned to their former workers' compen-
sation status.

e. Alternate work assignments shall be restricted to work per-
formed in and by the employee'’s bargaining unit.

f.  Employees participating in such alternate work assignment shall

be compensated at their regular hourly rate of pay for all hours
worked.

21
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ARTICLE 27
Family and Medical Leave Act (FMLA)
and Massachusetts Small Necessities Leave Act (MSNLA)

Each employee has the right to one (1) unpaid leave of up to twelve (12)
weeks within a twelve (12) month period to:

(n care for a newborn, a newly adopted or newly placed foster
child,

(2) care for an employee’s child, spouse, or parent who has a
serious health condition,

(3) deal with a staff member’s own serious health condition,

(4) or care for an employee’s spouse, son, daughter, parent or

next of kin who is a covered military service member with a
serious injury or illness; or

(5) for a qualifying exigency arising out of the fact that the em-
ployee’s spouse, son, daughter, or parent is on active duty,
or has been notified of an impending call or order to active
duty, in support of a contingency operation; or

(6) deal with any other condition covered by the Family and
Medical leave Act of 1993, in a manner consistent with the
provisions of the Act.

During such leave, the University shall maintain the employee’s health
benefits and the employee shall be responsible for their portion of any
cost for such health insurance.

This leave shall run concurrently with any leave, including paid vacation
and sick leave, granted by the University for the purposes of the Act.
The Family and Medical Leave Act shall not be interpreted as diminish-
ing any right regarding returning to work as provided in this Agreement.

An employee caring for an ill dependent may use up to six (6) sick leave
days per year, as defined in Article 13.2. If more time is needed to con-
tinue caring for an ill dependent, the employee must exhaust their va-
cation time in order to access any remaining sick leave days, not to ex-
ceed nine (9) sick leave days. An employee who has no sick leave days
remaining is limited to using only vacation or unpaid time.

Eligible employees may use up to twenty-four (24) hours of unpaid Mas-
sachusetts Small Necessities Leave (MSNLA) time during any 12-month
period for any of the following purposes:

(a) to participate in school activities directly related to the ed-
ucational advancement of an employee’s son or daughter,
such as parent-teacher conferences or interviewing for a
new school;

(b) to accompany an employee’s son or daughter to routine
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medical or dental appointments;

(c) to accompany an employee’s elderly relative to routine
medical or dental appointments or appointments for other
professional services related to the elder’s care, such as in-
terviewing at nursing or group homes;

(d) to deal with any other condition covered by the MSNLA in
a manner consistent with the provisions of the Act and the
University's legal obligations.

Definitions for the purposes of this section are as follows:

(a) elderly relative is an individual at least sixty (60) years old
who is related by blood or marriage to the employee;
(b) son or daughter is defined as a biological, adopted, or

foster child, a stepchild, legal ward, or a child of a person
standing in loco parentis, who is either under age eighteen
(18) or older and incapable of self-care because of mental
or physical disability;

(c) eligible employee is one who has been employed for at
least twelve (12) months and at least 1,250 hours during the
12-month period immediately preceding the leave.

Employees may elect to substitute any accrued vacation, personal time,
or sick leave for unpaid MSNLA leave taken under this provision.

Employees must provide at least seven (7) days notice of MSNLA leave or,
if the need for such leave is not foreseeable, such notice as is practicable.

ARTICLE 28
Discipline

Any discharge or other disciplinary action under this Agreement (other
than of a probationary employee) shall be subject to the grievance and
arbitration provisions of this Agreement in accordance with their terms.

An employee who reasonably believes an interview with a member of
management may result in discipline or discharge will, upon request ei-
ther before or during the interview, be permitted to have an accredited
union representative present at the interview. An employee will be no-
tified prior to a scheduled interview if it is anticipated that discipline or
discharge may result from the interview.

ARTICLE 29
Legal Conflicts

If any applicable Federal or State law or any applicable court or adminis-
trative order or ruling conflicts with any provision of this Agreement, the
provision so affected shall be made to conform to the law, order or rul-
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ing, and otherwise the Agreement shall continue in full force and effect.

ARTICLE 30
Total Disability Plan

All employees must participate in the University’'s Long Term Disability
Plan as a condition of employment. Required employee contributions
to that Plan will be deducted from each employee’s paycheck.

ARTICLE 31
Wages

31.1  The minimum straight-time hourly wage rates set forth below are effec-

tive as of the dates indicated and reflect the following agreed upon wage
increases:
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An employee who is promoted into a new classification that has wage
step increases shall be placed at the step of the new classification neces-
sary to provide a wage increase. Nothing in this article shall prevent the
University from granting increases more frequently if, in the judgment of
management, they are merited.

Employees in the Working Foreperson classification are to take charge
of any job at their regular pay.

When several employees work together as a group and the supervi-
sor considers that a Working Foreperson is needed for a particular job,
the supervisor may designate one of the crew as a temporary Working
Foreperson. In such cases, and also whenever an employee is in charge
of five (5) employees besides himself or herself, the employee shall re-
ceive the appropriate Working Foreperson rate for the job.

ARTICLE 32
No Strikes or Lockouts

During the life of this Agreement, there shall be no strikes, walkouts,
stoppages of work, sit-downs, slowdowns, boycotts, picketing or any
other direct or indirect interference with the University's operations. Any
employee who violates this Article shall be subject to disciplinary action
including discharge. The University agrees that there shall be no lock-
outs during the life of this Agreement.

ARTICLE 33
Licenses

For all positions requiring licensure, including but not limited to posi-
tions requiring a driver'’s license, it is the employee’s responsibility to
maintain the required license in active and satisfactory status. The Uni-
versity may periodically conduct license checks.

ARTICLE 34
Duration and Amendment of Agreement

This Agreement shall become effective on December 8, 2021 for a peri-
od of five years beginning with said date (the expiration date of said pe-
riod being defined as the “normal expiration date”), and shall remain in
effect thereafter unless and until it is terminated by either the University
or the Union upon at least thirty (30) days’ written notice of termination
given to the other and specifying the date of termination (which shall
not be prior to the normal expiration date). Such termination notice may
be given either prior to or after the normal expiration date. Either party
desiring to negotiate changes in this Agreement shall notify the other in
writing at least ninety (?0) days prior to the normal expiration date, but
such negotiating notice shall not serve to terminate this Agreement.



34.2  Any amendment to the Agreement must be executed by a representa-
tive of each signatory union, and any ratification votes will be by the unit

as a whole.

FOR THE FRESIDENT AND FeLLOWS OF

FOR THE AREA TRADES COUNCIL: - HARVARD COLLEGE:
! Curran

hu.rlna!bm} Unlon &f Operating Englncers, Director, Liborand Employes Relitians
Leal 877
Timathy Lang . < g
Intarnatton! Srotherkacd of fisting
Heomin Workars, Lec 103 "Direcror. Harvard HEiin REtsiroer ——

a5 Vaughan KarrrBoarar
¢ Blumbars and G Axtodato Diregtor, Labar and Evgloyes Relatons
Leail Union Mo, 12

/o
Mol Davay Eira Brawn
New England Raglonl Count of Santar Labor 2nd Employee Poley Amiyte

NASRCC
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APPENDIX A: Harvard University Paid Leave Policy for Union Employees

Effective January 1,2021 and July 1, 2021, the State of Massachusetts Paid Fam-
ily Medical Leave law (MA PFML) will require most employers to provide job
protected paid leaves of absence to their eligible employees under certain cir-
cumstances. In accordance with the law, the University will provide these paid
leaves to all of its unionized employees as described below.

Effective January 1, 2021 employees will be eligible for job protected paid
leaves as follows:

(a)

Employees will continue to be eligible for Short-Term Disability benefits
for up to twenty-six (26) weeks if they meet the eligibility criteria under
the -program. Employees with less than seven (7) years of University ser-
vice will receive seventy-five percent (75%) of base pay. Employees with
seven (7) or more years of University service will receive one-hundred
percent (100%) of their base pay.

Employees may be eligible for up to twenty (20) weeks of job protected,
paid leave for their own serious medical condition which does not meet
the eligibility criteria for Short-Term Disability benefits but that meets the
eligibility criteria for MA PFML. Employees will receive benefits based
on the calculation for the state required minimum. Benefits are not to
exceed the maximum weekly benefit as determined by the state.

Employees may be eligible for up to twelve (12) weeks of job protected,
paid bonding leave within the first twelve (12) months of birth, adop-
tion/foster placement of a child.

a. For four (4) weeks, employees with seven (7) or more years of
University service will receive one-hundred percent (100%) of
their base pay. Employees with less than seven (7) years of Uni-
versity service will be eligible to receive seventy-five percent
(75%) of their base pay and can supplement with vacation, per-
sonal or compensatory bank time. Sick time may not be used to
supplement bonding leave.

b. For the remaining seven (7) weeks, employees will receive ben-
efits based on the calculation for the state required minimum.
Benefits are not to exceed the maximum weekly benefit as de-
termined by the state.

Employees are eligible for up to twelve (12) weeks of bonding leave
in addition to the maternity leave benefits available under the Uni-
versity's Short-Term Disability program.

(d) Employees may be eligible for job protected, paid family leave related
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to care for a service member:



a. Up to twenty-six (26) weeks to care for a family member who is
a covered service member undergoing medical treatment, etc.

b. Up to twelve (12) weeks for “any qualifying exigency” stemming
from a family member’s active duty or impending call to active

duty in the Armed Forces.

Eligible family members are defined by the MA PFML. Employ-
ees will be will be eligible to receive benefits based on the cal-
culation for the state required minimum. Benefits are not to ex-
ceed the maximum weekly benefit as determined by the state.

Effective July 1, 2021, employees will be eligible for job protected, paid leave
as follows:

(a) Employees may be eligible for up to twelve (12) weeks of job protected
paid leave to care for a family member with a serious health condition.
Eligible family members are defined by MA PFML. Employees will be el-
igible to receive benefits based on the calculation for the state required
minimum. Benefits are not to exceed the maximum weekly benefit as
determined by the state.

All newly hired and rehired employees must complete the state required ac-
knowledgement form within thirty (30) days of their first day of work.

Employees who are eligible for the above listed paid leaves must provide the
required documentation to the University or its designated TPA in order to re-
ceive benefits. Employees may contact their local HR office or leave coordinator
for assistance.

There will be a seven (7) day waiting period before paid leaves begin, except
when followed by medical leave of a birth mother. During this time, employees
may choose to either go unpaid or they may use their accrued sick, vacation or
personal time if applicable to the leave type.

Accrued sick, vacation or personal leave may be used in lieu of paid leave but
will not extend the duration of the leave and pay may not be supplemented with
paid time off unless otherwise noted.

The paid leave types listed above will be coordinated by the University and its
designated TPA. All paid leaves listed above may run concurrently with the Fed-
eral Family Medical Leave Act (FMLA), which pertains to employees who meet
the eligibility criteria of one thousand two hundred fifty (1,250) hours worked
in the previous twelve (12) month period and one (1) year of service. All leaves
combined may not exceed twenty-six (26) weeks per year.
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Memorandum of Agreement on Health Plans

Active Health In-network members costs

Annual Existi Effective Jan | Effective Jan

Deductible XIStng 1,2017 1,2018

% y $2,000/ $2,000/ $2,000/

s $6,000 $6,000 $6,000

Family

Inpatient No cost $100 $100

Hospital

S“tpf"t'e”t No cost $100 $100
ospital

Emergency $75 $100 $100

Room

Preventive No cost No cost No cost

Care

Office Visits -

PCP $20 $20 $25

?ﬁ'c? Visits - $20 $20 $25
pecialist

High Tech No cost $50 $50

Imaging

Diagnostic No cost No cost No cost

Labs/Xrays

Prescriptions: Status quo from current plan
$7 - Generic

$20 - Preferred

$45 - Non-preferred

POS/PPO - Effective January 1, 2017 Eliminate PPO

Out of Network costs

Member paid coinsurance 30% (from 20%)
Annual Deductible $750/ $2,500

Individual / Family Same as current
OOP Max $2,500/$7,500
Individual / Maximum Same as current

Dental - Dental alignment consistent with non-union and faculty effective
1/1/2017.(TA)
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Co-pay Reimbursement Plan

With $20 copay.
Effective January 1, 2017

OV Copay Rx Copay IP/OP/ER/

1/1/17 Thresholds Thresholds
HTI Copay
Thresholds

<$75k | $75k+ [<$75k | $75k+ |[<$75k | $75k+

Single 1180 360 500 1,000 |300 600
Family | 440 880 1000 [2000 |[450 900

A total of nine visits. At 10% visit member would start to sub-
mit reimbursement receipts.

With $25 copay
Effective January 1,2018
OV Copay Rx Copay IP/OP/ER/
Thresholds Thresholds

1/1/18 HTI Copay
Thresholds
<$75k [ $75k+ | <$75k | $75k+ | <$75k | $75k+

Single | 225 450 500 1,000 |300 600
Family 550 1,100 |1,000 [2,000 |450 900

A total of nine visits. At 10% visit member would start to sub-
mit reimbursement receipts.

Premium Salary Tiers-Effective Jan 1, 2017 (TA)

Income Tier (FTE) Member contribution
$0--$55,000 13%
$55,000-$75,000 15%
$75,000 - $100,000 20%
$100,000 and above 25%

Premium Salary Tiers-Effective Jan 1, 2023* (TA)

Income Tier (FTE)

Member contribution

S0 - $59,999

13%

$60,000 - $79,999

15%

$80,000 - $99,999

20%

$100,000 and above

25%
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Premium Salary Tiers-Effective Jan 1, 2024* (TA)

Income Tier (FTE) Member contribution
S0 - $59,999 13%
$60,000 - $79,999 15%
$80,000 - $109,999 20%
$110,000 and above 25%

* As in the past, the University’s percentage contribution shall be based on the lowest
priced health insurance plan offered by the University during a plan year.

Post Retiree Health

Medex Alignment consistent with non-union and faculty, effective 1/1/2017.
Post Retiree Health consistent with changes for non-union and faculty
1/1/2014, implementation date 1/1/2016, effective January 1, 2016.
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November 9, 2022

Michael Cannistraro

Local 877

89 Access Road, Unit 4
Norwood, MA 02062-5233

Dear Mr, Cannistraro:

This letter will confirm that during the 2021 collective bargaining agreement negotiations, the parties agreed that
representatives from the University and the Union will address the progression of Property Maintenance | to
Property Maintenance li and Mailroom Staff Driver  to Lead Delivery Driver in a Labor-Management meeting within
90-days of contract ratification.

NN

Paul Curran Michael Cannistraro
Director of Labor Relations International Union of
Operating Engineers, Local 877
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Memorandum of Agreement for Part Time Scheduling of Mail Delivery Drivers
Effective July 1, 2016

Up to a maximum of two (2) mail delivery drivers (new hires) may worlk a part-time schedule consisting
of sixteen (16) hours per week. Part-time mail delivery drivers who work sixteen (16) hours or more per
week shall, on a pro-rated basis, receive vacation, sick leave and holiday benefits, and are eligible to
participate in the University's health insurance plan with contributions based on the full time equivalent
(40 hours) salary. In the event of layoff, part-time mail delivery drivers will be selected before full-time
mail delivery drivers.

FOR THE AREA TRADES COUNCIL:

FOR FHE-PRESIDENT AND FELLOWS
A COLLEGE:

e AtV AL A

Michael J. Gormley,/ ¢ Paul Curran
International Union of Operating Engineers Director, Labor and Employee Relations
Local 877
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March 18, 2008

Mr. Allen McWade Local 877

International Union of Operating Engineers
89 Access Road- Unit 4

Norwood, MA 02062-5233

Dear Allen:

This shall be considered a letter of agreement with regard to the Transportation
Services group within the University Operations Services department at Harvard
University. This Letter of Agreement supersedes and replaces the letter dated
October 16, 2000 and all prior letters on this topic and becomes the sole gov-
erning document.

The University will establish six (6) Fleet Mechanic classifications set forth in Arti-

cle 31 of the parties’ collective bargaining agreement as outlined below:

Certification Level | Experience Certifications Rate as of
12/8/2007
Lead $32.40
ASE Master Certifi- e Five (5)years |Two (2) Master Cer- |$27.74
cation industry expe- | tifications (requires
rience completion of all
e Three(3) eight (8)
Years Harvard | ASE courses within a
University particular category);
Experience plus an additional
Seven (7) other certi-
fications- minimum
e Three (3) Medi-
um/Heavy Truck;
and
e Two (2)Bus
ASE Certified Il e Five (5)years | Nineto twelve (9-12) | $25.74
industry expe- | ASE Certifications-
rience Minimum
e Two (2) Years e Three (3) Auto-
Harvard Uni- motive ;
versityexperi- | o Three (3) Medi-
ence um/Heavy Truck;
and
e Two (2)Bus
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experience or 1-2

required

ASE Certified |l e Five (5)years |Sixto Eight(6-8)ASE | $23.74
industry expe- | Certifications -Min-
rience imum
¢ One(1)Year e Two (2) Auto/
Harvard Uni- Light Truck;
versity experi- | ¢ Two (2) Medium/
ence Heavy Truck
ASE Certified | Five (5) years in- Minimum of four (4) | $21.74
(minimum re- dustry experience | ASE Certifications
quirements for all
current employees
within the former
Auto Mechanic B
Classification)
Assistant Trade School No certifications $15.09

yrs related expe-
rience

The following requirements and considerations will apply to employees in these
classifications:

1.

2.

Mechanics must present proof of certifications and will be required to
maintain certifications at each level in order to retain that classification .
CDL is required for all Fleet Mechanic classifications from ASE Il through
Lead and must be obtained by 6/30/2008.

. Harvard will pay a one-time bonus of $500 upon obtaining a CDL.
. Harvard reserves the right to substitute Vendor Authorized Training for a

like ASE Certification.

. Harvard reserves the right to determine future staffing levels in each clas-

sification on a going forward basis.

The University has agreed that employees hired into the above referenced clas-
sifications continue to be members of Local 877 International Union of Operat-
ing Engineers for purposes of applying all provisions of the collective bargain-
ing agreement.

Finally, the Union has agreed that this agreement is being made without prec-
edent and cannot be used as a basis of a claim against the University either
present or future by any other members represented by Local 877 International
Union of Operating Engineers. Ifthe foregoing accurately reflects your under-
standing of our agreement, please execute this agreement under the words Ac-
cepted and Agreed.

Very truly yours,
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Accepted apdA

d/ by the Union:
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December 5, 2007

Allen McWade, President
Area Trades Council

89 Access Road, Unit 4
Norwood, MA 02062-5233

Dear Mr. McWade:

This letter will confirm that during the 2007 collective bargaining agreement
negotiations, the parties acknowledged and agreed to the following:

e A new steam turbine is being installed, to replace steam turbine #3,
and is scheduled to go into operation at the Blackstone Steam Plant
on or about April of 2008.

e As a result of this transition, the University has been advised by the
Massachusetts Department of Public Safety that Operating Engi-
neers working at the Blackstone Steam Plant will be required to hold
a 2" Class Engineer License in order to operate the turbine from the
control room.

e As a result, Operating Engineers working at the Blackstone Steam
Plant will be required to obtain a 2" Class Engineer License and to
maintain the license as required thereafter. To facilitate this transition,
Operating Engineers will have until November 1, 2008 to obtain a 2"
Class Engineer License. Operating Engineers that have not obtained
a 2" Class Engineer License by November 1, 2008 can no longer
hold this position after this date. The University will work with that
employee and the Union to resolve the issue on a case by case basis.

e In connection with this requirement, the University will pay for any
course work required in connection with obtaining the 2" Class En-
gineer License by November 1, 2008 for both current Operating
Engineers and Auxiliary Engineers working at the Blackstone Steam
Plant.

If the foregoing is an accurate reflection of your understanding and acceptance
of this agreement, please sign below.

Sincerely,

‘)b\\-'\ gc_..:\ '\/ll ‘;\,blb}-
Polly Sk;annell, Deputy Director
Office of Labor Relations
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January 6, 2004

Allen McWade, President
Area Trades Council

89 Access Road, Unit 4
Norwood, MA 02062-5233

Dear Mr. McWade:

This side letter will confirm that in the event the University directly employs, on
its payroll, structural trades, the Area Trade Council shall represent the following
tradespersons: Painter, Carpenter, Millman, Shademan, Upholsterer, Sheetmetal
Mechanic, Mason, Plasterer, and Roofer.

If the foregoing is an accurate reflection of your understanding and acceptance
of this agreement please sign below.

Sirﬁgély, .:‘ \—! /

O e

‘A;W

James A. LaBua
Deputy Director of Labor and Empioyee Relations

/// Z )(//// ;////
A]fen McWadd Date
President, Area Trades Council
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Memorandum of Agreement Passenger Transport Services

This Memorandum of Agreement will confirm that the Area Trades Council
(“Union”) and Harvard University (“University”) agree that the following terms
are applicable to UOS Passenger Transport Services (PTS):

Work Schedules
The starting times for employees in PTS shall be established within the following
time periods:

Shift Normal Starting Time Starting Time Range

First 7:30 a.m. 5am.-%9am.
Second 4 p.m. 3p.m.-7 p.m.

Third 7 p.m. 7p.m.- 3am.

An employee, whose regular shift begins no earlier than 3:00 p.m. or
later than 6:59 p.m. shall receive a shift differential of eighty-five cents
($0.85) per hour for all hours worked on such shift.

An employee whose regular shift begins no earlier than 7:00 p.m. or lat-
er than 3 a.m. shall receive a shift differential of one dollar and forty-five
cents ($1.45) per hour for all hours worked on such shift.

PTS may post positions consisting of two split shifts per day for Seasonal Drivers
("39 week employees”) during the summer season only (defined as Commence-
ment through the start of the academic year, butin no event more than 13 weeks
in duration) for which Seasonal Drivers may bid.

The workday for day PTS Van Drivers (i.e, those assigned to the First Shift) shall
consist of Eight and One-Half hours as defined in Article 6.2 of the Agreement.

Job Openings

When an opportunity for promotion to a job with the same or higher wage
rate within PTS occurs, seniority within the affected classification category
shall govern among employees who bid on the position and who are equal-
ly able and qualified to perform the job.

If there is no bid by an employee from the PTS group, who is able and qual-
ified to perform the job, employees within the bargaining unit may apply
for the PTS opening, providing they are able and qualified to perform the
job. All bidders must meet eligibility requirements for the position on the
date of the bid(s). For clarification purposes, the grid below establishes the
seniority order for PTS openings
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Passenger Transport Driver - Passenger Transport Driver - Non CDL

CDL Required (Bus Driver) Required (Van Driver)

1. Other Full Time Bus 1. Other Full Time Van Drivers
Drivers that work that work different shift or have
different shift or have different days off
different days off

2. Full Time Van Drivers | 2. Part Time Van Drivers

who have a CDL

Part Time Bus Drivers | 3. Part Time Bus Drivers

4. Part Time Van Drivers
who have a CDL

Part-Time Drivers

Part-time PTS drivers who are regularly scheduled to work 20 hours or less
per week shall, on a pro-rata basis, receive vacation, sick leave and holiday
benefits. Part time drivers should not be regularly scheduled to work more
than 20 hours per week

Drivers who work sixteen (16) hours or more per week are eligible to par-
ticipate in the University’s health insurance plans and contributions will be
based on the full time equivalent (40 hours) salary.

Seasonal Drivers

A seasonal driver is defined as a PTS driver who has an opportunity to work
a minimum of 39 weeks, but less than 52 weeks in a fiscal year. Such drivers
shall be carried on their respective seniority lists. Consistent with operation-
al needs, PTS will make every reasonable effort to minimize the number of
seasonal positions.

Overtime and Premium Pay
Overtime shall first be offered to Passenger Transport Services employees
within their respective job classification. Once the job classification over-
time list is exhausted, overtime shall then be offered to qualified full-time
employees in PTS and then within the classification category and then to
qualified part-time drivers.

Holidays
During the time the University closes for holidays and recesses, Passenger

Transport Services' seasonal and part-time employees may choose to take
an unpaid leave of absence or may use their accrued vacation time. In order
to qualify for holiday pay you must work within the week the holiday occurs.
The rate of pay for each of the holidays will be one fifth (1/5) of the total reg-
ularly scheduled weekly hours.
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If the foregoing accurately reflects the Union’s understanding and accep-
tance of the terms of this agreement please sign underneath the words “Ac-
cepted and Agreed.”

Accepted and Agreed:

2\\,‘1 N <.~m«,\il /e sy

For the Qniversity
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Pension Plan Memorandum of Agreement

This agreement is entered into this 8" day of November 2000 between Har-
vard University (hereinafter referred to as the “University”) and the International
Union of Operating Engineers Local 877, Plumbers and Gasfitters Local 12, In-
ternational Brotherhood of Electrical Workers Local 103 and New England Re-
gional Council of Carpenters Local 51, jointly (hereinafter collectively referred to
as the “"Union”).

Effective December 1, 2000, the University shall take such actions, including
any plan amendments or employee notifications (such as notices required un-
der section 204(h) of the Employee Retirement Income Security Act of 1974, as
amended) as are necessary, to discontinue future benefit accruals, continuing
service credit, and compensation recognition under the Harvard University Re-
tirement Plan (the “"Retirement Plan”) and the Harvard University Defined Con-
tribution Retirement Plan (the “Defined Contribution Plan”, and together with
the Retirement Plan, the “University Plans”) with respect to University employees
who are represented by the Union. Notwithstanding the foregoing, a Union-rep-
resented employee who (i) will become eligible for either early retirement under
the Retirement Plan (i.e., age 55 and 10 years of service) or normal retirement
under the Retirement Plan (i.e., upon attaining age 65) before December 1, 2001
(assuming for this purpose only that the individual’s employment continues from
December 1, 2000 through November 30, 2001) and (ii) agrees to retire from
the service of the University on a date before December 1, 2001, may elect not
to have the retirement benefit changes described herein apply to him or her.

Except for (i) Union-represented employees who are eligible to elect not to
have retirement benefit changes set forth in this agreement apply to him or her
(as described in the preceding paragraph) and who effectively make such an
election (as described below) (“Electing Employees”), and (ii) Union-represent-
ed employees who are on long-term disability on or_before December 1, 2000
(until such long-term disability ends and active employment with the University
resumes), Union-represented employees shall not receive additional (or, with
respect to a future Union-represented employee, shall not receive any) service
and recognition of compensation under the University Plans for purposes of de-
termining the individual's retirement benefit under such University Plans.

As a result, unless provided otherwise above, Union-represented employees will
cease to receive contribution credits under the University Plans. For employees
hired prior to July 1, 1996 who are eligible for certain grandfathered retirement
formulas under the Retirement Plan, the applicable formulas shall be applied

based on the individual's eligible service and compensation only up to Novem-
ber 30, 2000.

In order to elect not to have the retirement benefit changes described herein
apply to him or her, an Electing Employee must submit written notification of
such election and of his/her agreement to retire so that they are received by the
Benefit Service Group of the University on or before December 15, 2000. The
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form of written notification and agreement shall be specified by the University
and shallinclude a general release of claims (including, but not limited to, claims
arising under the Age Discrimination in Employment Act) to be signed by the
Electing Employee. An individual who elects not to have the benefit changes
apply may revoke his or her election up to the 7t day after the submission of the
election. Copies of each such election shall be furnished to the Union.

Union-represented employees who become such after November 30, 2000 will
not participate in the University Plans, and the University will amend the Univer-
sity Plans accordingly.

In lieu of additional (or future) benefits, accruals, contributions, recognition of
compensation, and service credit under the University Plans, employees repre-
sented by the Union, with the exception of Electing Employees and employees
who are on long-term disability on December 1, 2000, will be eligible to partic-
ipate in the Central Pension Fund of the International Union of Operating En-
gineers and Participating Employers (the “Fund”) subject to and in accordance
with the eligibility requirements of the Fund effective December 1,2000. For pe-
riods after November 30, 2000, the University will contribute an amount equal to
8.5 percent of the eligible compensation of each participating Union-represent-
ed employee (but not including Electing Employees) to the Fund. In the event
such a Union-represented employee becomes disabled (as defined under the
University-sponsored disability plan) after December 1, 2000, until the employ-
ee either ceases to be disabled or retires (whichever is earlier), the University
shall continue to make contributions to the Fund on his/her behalf based upon
the eligible compensation he/she was receiving at the onset of the disability.
The University shall, on January 15, 2001 and the fifteenth of each month there-
after (or such later date as the University and Union mutually agree), remit the
contribution due to the Fund with respect to the immediately preceding month;
provided that other than the making of the required contributions, the University
shall have no other obligation with respect to the Fund, or to the payment of any
benefits by the Fund.

For purposes of the preceding paragraph, “eligible compensation” means all
University-paid compensation as shown on University records, including regular
base salary or wages, payments in lieu of base salary increases, Harvard Summer
School Salary, summer research salary, Harvard Extension School salary, vacation
pay, pay received from the University while on an Excused Absence as defined in
the collective bargaining agreement, and other additional compensation (such
as payments for special projects), but excluding University-paid housing allow-
ances, overtime pay, mortgage subsidies, awards, prizes, honoraria, imputed
income, lump-sum vacation payments paid in connection with a termination of
service, severance and contributions or benefits under any employee benefit
plan. Eligible compensation shall be determined without taking into account
any salary reduction under section 125, 132(f) or 403(b) of the Internal Revenue
Code of 1986, as amended (the “"Code”), and shall be limited to $170,000 (or
such larger amount as the Secretary of the Treasury may determine for any given
plan year under section 401(a)(17) of the Code).
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Union-represented employees with existing accounts under the Retirement Plan
will continue to receive interest credits in accordance with the terms of the Re-
tirement Plan, and Union-represented employees with existing accounts under
the Defined Contribution Plan will have their accounts credited with investment
earnings, gains and losses based on the employee’s investment choices.

For as long as Union-represented employees participate in the Fund pursuant to
this agreement, such employees will continue to receive vesting service credit
under the University Plans during their continued employment with the Univer-
sity.

To the extent not addressed herein, issues relating to eligibility, participation,
and benefit payments under the University Plans will be determined solely by
and in accordance with the terms and procedures set forth in the plan docu-
ments.

The University reserves the right to amend the University Plans; provided, how-
ever, that no future substantive economic amendments made to the plans will
apply during the term of this agreement to the employees represented by the
Union other than those amendments currently identified and accepted in this
agreement or those amendments subsequently agreed to by both the Universi-
ty and the Union.

With respect to the items identified herein, this agreement supersedes any obli-
gation that the University may have assumed as a result of any prior agreement
between the University and the Union.

This agreement shall terminate upon the earlier of the termination of the collec-
tive bargaining agreement between the Union and the University from which
this memorandum of agreement arises or the mutual agreement of the Union
and the University.

If the foregoing accurately reflects your understanding and acceptance of the
agreement please sign below.
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Memorandum of Understanding

The parties agree to form a committee in order to incorporate relevant portions
of the Memorandum of Understanding 1995 and the Letter of May 24, 1990
into Article 15, Layoff and Recall, and to clarify Article 15, Layoff and Recall. The
committee will be comprised of three union representatives and three Universi-
ty representatives.

For the University For the Union

B R/ A2
Bl Mugghs_ btz
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Memorandum of Understanding 1995

This follows up and confirms our recent discussion regarding the Parties’ Propos-
al to modify the May 24, 1990 Side Letter to the current Collective Bargaining
Agreement. This memorandum supersedes all prior letters on this topic and be-
comes the sole governing document. Specifically, it replaces the Side Letter of
August 21, 1992 and incorporates the letter of clarification dated April 5, 1992.

This modification will exclude for the provisions of the Side Letter each new hire
into the Bargaining Unit for a period of three (3) years from the time of his/her
employment. The three (3) year period will include, upon rehire, any period of
layoff shorter than the period of previous Harvard Employment in the Bargain-
ing Unit. This modification is not intended to supplant the disciplinary process.

The following understandings apply to this agreement:

1. The University recognizes that the Unions have as their objective in this
agreement increased employment of their membership. The Unions
also recognize the University's objective of employing the best qualified
people, as well as its need to comply with State and Federal laws and
regulations. To that end, the parties will develop processes whereby the
Union will be guaranteed the opportunity to refer qualified applicants
for open Bargaining Unit positions, and the University will be guaran-
teed a competitive applicant selection process. The parties will work to-
gether to maximize these objectives.

2. The Unions and the University recognize that existing labor agreement
allows three types of employees:

a. Casual Employees: Short term (less than 90 days) employees with-
out benefits. The University may use these employees to fill short
term vacancies in its existing staff to meet short term business re-
quirements.

b. Temporary Employees: Benefited employees not in permanent po-
sitions and with less than three years service (subject to layoff). The
University may use these employees to fill long term vacancies or to
meet lengthier business requirements.

c. Permanent Employees: Benefited employees in permanent posi-
tions or any employee with more than three years service. Perma-
nent employees with less than three years service are also subject
to layoff.

3. Both the Unions and the University recognize the joint benefit this flexi-
ble workforce provides.

a. The University agrees to hire as Temporary Employees and provide
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benefits to all casual employees on their ninety-first consecutive day
of employment. The University, at its option, may hire as Temporary
Employees and provide benefits to casual employees prior to the
ninety-first day when the University can project extended need for
the employee. The University and the Union may mutually agree to
deviate from this procedure on individual cases.

b. The Unions agree that the University can hire Casual and Tempo-
rary Employees as outlined above without posting these positions
and that the University may reassign these Casual and Temporary
Employees to meet business requirements. The University agrees
to post these positions when the University determines the require-
ment for these positions becomes permanent.

4. The Unions and the University jointly agree that employees eligible to
return from long term disability whose former positions have been filled
by a permanent employee will be assigned to any available vacant posi-
tion within their classification or, if no vacant positions exist, to the posi-
tion occupied by the junior member of that trade classification.

5. Temporary employees shall receive all other benefits of the current La-
bor Agreement and be covered by all other provisions including the
ninety (90) day probationary period which begins the first day of bene-
fits eligibility.

6. If management determines that a reduction in the work force is neces-
sary, employees shall be laid off by seniority and must be recalled in
reverse orders.

7. The three (3) year period will include any period of layoff shorter than
the period of previous Harvard employment, including casual employ-
ment, in the Bargaining Unit, i.e., if a Unit member has worked six (6)
months, is laid off for five (5) months, and is recalled, the Unit member
would come back with eleven (11) months’ service toward the three (3)
year period.

8. Abreak in seniority shall be any period greater than the service defined
as above up to twenty-four (24) months or a refused recall consistent
with Article 15.7 of the current Collective Bargaining Agreement.

9. At the expiration of the three (3) year period, contingent upon confor-
mance with the above outlined provisions, the employee will be credit-
ed three (3) years of seniority whether or not a period of layoff occurred.
This provision does not apply to pension calculations.

This Memorandum of Understanding is valid through the term of the current
"Agreement” between Harvard University and the “Unions”.
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May 24, 1990

Mr. Harvey Fleitman
Business Agent
Plumbers and Gasfitters,
Union 12

1240 Massachusetts Ave.
Boston, MA 02125

Mr. Richard Gambino
Business Agent

International Brotherhood of
Electrical Workers,

Local 103

256 Freeport Street
Dorcester, MA 02122

Mr. Andris J. Silins

Business Manager

Boston District Council Local
of Carpenters

25 Drydock Avenue

Boston, MA 02210

Mr. Allen R. McWade

President & Business Manager

International Union of
Operating Engineers,

Local 877, AFL-CIO

89 Access Road, Unit 4

Norwood, MA 02062-5233

Dear Mr's. Fleitman, Gambino, Silins, and McWade:

If the layoff of bargaining unit employees would be the direct result of
implementing a decision by the University to contract out maintenance work
normally performed by bargaining unit employees, the University will not

contract out such work.

Sincerely,

Signature on file in Labor Relations, OHR

Vivienne A. Rubeski
Director of Labor Relations
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May 10, 1978

Mr. Edward F. McManus
President

Maintenance Trades Council
303 Freeport Street
Dorchester, MA 02122

Dear Mr. McManus:

During our recent negotiations, the University and the Union agreed to the
following provisions which are intended to help avoid temporary layoffs and
to recognize both the rights of the University to assign to employees the
work to be performed and the interests of employees in limiting temporary
assignments:

|, Any temporary assignment is subject to the condition that the temporarily
assigned employee and the remaining employees must have the ability to
perform the work required in a satisfactory manner.

2. The University may temporarily assign an employee for a period not to
exceed 3 consecutive working days to perform work not regularly performed
by employees in his/her classification. This 3 day limitation may be extended
by agreement of the University and the Union. Unless otherwise agreed,
employee(s) in the job classification from which the assignments are being
made who have the least group seniority shall be selected for such temporary
assignment(s) expected to last more than 3 consecutive work days. Any
employee who has been on such temporary assignment for 15 consecutive
working days or more may notify the University that he/she elects to be laid
off and, if not reassigned to work normally performed by employees in his/her
classification within 10 working days, he/she shall be laid off.

3. If atemporary assignment is to perform work normally performed on

a regular basis only by employees in a higher rated classification and lasts
beyond one work day, the employee will be paid the higher rate of pay for
the entire length of the assignment. If a temporary assignment is to perform
work normally performed on a regular basis by a lower rated classification,
the employee will continue to be paid his/her normal rate of pay during the
assignment.

Sincerely,
Signatures on file in Labor Relations, OHR
Edward W. Powers

Associate General Counsel
for Employee Relations
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