SUMMARY OF CHANGES TO 05-07 OUS-SEIU
COLLECTIVE BARGAINING AGREEMENT

(ARTICLE 4 - TERM OF AGREEMENT
Section 1.  New agreement expires June 30, 2007.

(ARTICLE 16 - PERSONNEL RECORDS
Official personnel files and supervisory files on subordinates will be maintained under conditions that ensure their integrity and safekeeping.


ARTICLE 17 - DISCIPLINE AND DISCHARGE

Section 2.  Investigatory suspension with pay will become disciplinary if extended beyond 14 days (unless notice of extension up to total of 30 days given with reasons is given first) or the investigation results in disciplinary action. 

(ARTICLE 20 - DIFFERENTIAL PAY
A wage differential of $1 per hour spent working in a permit-required confined space as defined by OSHA.   “Confined space” means a space that:

(1) Is large enough and so configured that an employee can bodily enter and perform assigned work; and

(2) Has limited or restricted means for entry or exit (for example, tanks, vessels, silos, storage bins, hoppers, vaults, and pits); and

(3) Is not designed for continuous employee occupancy.  

“Permit-required confined space” means a confined space to which the university regulates entry due to one or more of the following characteristics:

(1) Contains or has a potential to contain a hazardous atmosphere;

(2) Contains a material that has the potential for engulfing an entrant;

(3) Has an internal configuration such that an entrant could be trapped or asphyxiated by inwardly converging walls or by a floor which slopes downward and tapers to a smaller cross-section; or

(4) Contains any other recognized serious safety or health hazard.  
ARTICLE 21 – SALARY

(Section 1.  Salary Increase.  Effective July 1, 2005, salary rates will be increased by two percent (2%) but not less than fifty dollars ($50) per month (pro-rated for part-time employees).  This increase will be implemented by retroactive payment to be included in the regular payroll as soon as practicable after ratification.

Effective July 1, 2006, an additional step will be added to all salary ranges on a least-cost basis.  Employees who have been at the top step of their salary range on the effective date will have their former salary eligibility date restored for future increases, except employees red-circled above the new top step.

Effective December 1, 2006, salary rates shall be increased by two percent (2%) but not less than fifty dollars ($50) per month (pro-rated for part-time employees).

On or after February 1, 2007, (depending on salary eligibility date) employees who have been continuously employed by OUS since July 1, 2003 and are on step one (1) though six (6) of the pay range for their classification as of 7/1/05 (or 2003 seasonal employees who are subsequently recalled) will receive one additional step provided the employee did not receive a step increase between 7/1/03 and 10/1/03 other than a step increase based on promotion or reclassification.

Similar improvements were made for information technology employees not on the step plan. The Control Point for all classifications and competency levels shall be increased to 44% above the minimum rate for their classification and competency level effective June 30, 2007.

(Section 3.  Selective Salary Adjustments.  Effective January 1, 2006 selective salary adjustments will be made in 21 classifications.  A classification study of the Office Specialist 1 and 2 classifications will be completed by March 31, 2007.

Section 9.  Rate of Pay on Appointment from Layoff Recall List.  When an individual is appointed from a layoff recall list to a classification at the same salary range from which laid off, the person shall be paid at the same salary step at which such employee was being paid at the time of layoff.  When an individual is appointed from a layoff recall list to a classification at a lower salary range from which laid off, the person shall be paid at the corresponding salary rate in the lower class.  However, an employee may not be paid at a rate above the maximum rate for the new classification and competency level, if any.  When an individual is appointed from a layoff recall list to a classification at a higher salary range from which laid off, he or she shall be paid at the same salary rate at which such employee was being paid at the time of layoff but not less than the minimum rate for the new classification and competency level, if any.
(ARTICLE 26 - STANDBY DUTY
Section 1. Standby Duty. (a) An employee shall be on standby duty when required to be available for work outside his/her normal working hours, and subject to restrictions consistent with the FLSA which would prevent the employee from using the time while on standby duty effectively for the employee’s own purposes. (b) Compensation for standby duty shall be at FLSA-eligible employee’s straight-time rate of pay or for FLSA-exempt employees hour for hour compensatory time off.  Overtime hours shall be at the appropriate overtime pay rate pursuant to Article 25.

Section 2.  On-Call Duty.  (a) Employees shall be paid one (1) hour of pay at the regular straight time rate for each six (6) hours of assigned on-call duty.  Employees who are assigned on-call duty for less than six (6) hours shall be paid on a pro-rated basis.  (b) An employee shall be assigned on-call duty when specifically required to be available for work outside his/her working hours and not subject to restrictions which would prevent the employee from using the time while on-call effectively for the employee’s own purposes. (c) No employee is eligible for any premium pay compensation while on on-call duty except as expressly stated in this article.

(d) On-call duty time shall not be counted as time worked in the computation of overtime hours worked but on-call pay shall be included in the calculation of the overtime rate of pay.

Section 3.  An employee shall not be on standby duty or on-call duty once he/she actually commences performing assigned duties and receives the appropriate rate of pay for time worked.

Comment:  Standby Duty under Section 1 is “on duty (engaged to wait)” time under wage and hour laws.  Thus, where waiting is an integral part of the job (that is, when the time spent waiting belongs to and is controlled by the university and the employee is unable to use the time effectively for his/her own purposes) that employee will be considered engaged to wait or on standby duty.  All time spent in inactivity where an employee is engaged to wait will be considered as part of hours worked, compensated as provided in Section 1.  For example, if the employee is required to wait on the university’s premises to be called to duty, the employee must be compensated for this time as provided in Section 1.  

On-Call Duty under Section 2 applies where an employee is required to report for work when called, with no option to decline.  An employee who is not required to report to work when called but is merely required to leave word where the employee may be reached is not working while on-call.  For example, if the employee is required to carry a beeper or leave a number where he/she can be reached in case of emergency during specified hours, the employee is not on-call if the employee has the clear option to decline reporting for work when called.  

ARTICLE 30 - PENALTY PAY
In addition to the pay for call back time, private car mileage will be paid to employees (except employees who do not return home before commencing another shift) from and to the employee’s home when the employee has been called back to work. (not new for PSU)
(ARTICLE 35 – TRIAL SERVICE 

Section 2.
Trial service is six full month for employees at .50 FTE or greater and nine months for part-time employees at less than .50 FTE.  The trial service period of any employee may be extended up to three months by agreement with the local Union president.

(ARTICLE 40 – PERSONAL LEAVE DAYS 
Section 1.
Personal leave days are increased from 16 to 24 hours per fiscal year. 

ARTICLE 46 - LEAVES OF ABSENCE WITHOUT PAY  

Section 3.
No more than one OUS employee from a single university may be on leave of absence without pay to work for the Union at any one time.

Section 4. In compliance with the Oregon Crime Victims Act, if an employee or a member of the employee’s immediate family is a crime victim, the employee has the option of leave without pay, vacation, compensatory time or personal leave to attend the criminal proceedings (but, per Sec. 14(B), may not be required to take vacation).

(ARTICLE 50 – VACATION LEAVE
Section 14. 

(A) Vacation will be paid in full to employees taking over 90 days of career development leave without pay.

(C)
In the case of an unanticipated leave, an employee may request to retain up to 40 hours of vacation, for the employee’s use after returning from the leave, by telephone or written notification to the employee’s supervisor.  Such requests will not be unreasonably denied.  

· Employees who request leave due to FMLA/OFLA will be notified of their right to retain vacation leave when they receive an FMLA/OFLA application packet.  Approval of requests to retain vacation leave for intermittent absences shall be limited to FMLA/OFLA absences.  It is understood that in such cases, Article 23, Section 2(B) shall apply.  

· An employee may not request to retain vacation after returning to work or after vacation has been deducted from his/her accrual unless the employee is medically incapable of communication at that time.  If the employee is medically incapable of communication, the employee’s notification to retain vacation may be deferred until the employee is medically capable of such communication, provided such notification may not be deferred if doing so will result in the loss of medical benefits by the employee.  
· Employees who retain such vacation leave will not be eligible for hardship leave under Article 41, Section 8 unless and until they have exhausted such vacation leave along with all other accumulated leave.  
ARTICLE 58 – WORK SCHEDULES

(Section 10.
When an employee is scheduled without at least a 10-hour break between the end of one shift and the start of another, the hours worked by the employee during the ten hours following the end of the first shift shall be compensated at the overtime rate of pay, except during on-call duty, the first shift after a shift rotation change, flexible work schedules, or if such hours are scheduled at the request of the employee.

ARTICLE 62 – COMPUTER WORK STATIONS
(Section 1.
The university will make a good-faith effort to create and maintain safe computer workstations. 

ARTICLE 64 - EDUCATION, TRAINING AND DEVELOPMENT

(Section 1.
On-the-job training, developmental work assignments, participation in mentoring programs, appointment to committees and cross training are examples of educational and developmental opportunities each university will offer to support the training and professional development of employees.

Section 4.
Unpaid career development leave is provided under limited conditions.

(NEW LETTER OF AGREEMENT –INAPPROPRIATE WORKPLACE CONDUCT
1. The parties agree that issues relating to inappropriate workplace conduct by employees or supervisors not covered by Article 19, No Discrimination, are appropriate for discussion at bi-monthly meetings under Article 18, Section 12, although such issues are not grievable under this Agreement.  

2. Each university will periodically remind employees of available university resources for dealing with inappropriate workplace conduct by means such as memoranda or electronic mail.

3. The Union acknowledges the university’s right to deal directly with employees in resolving complaints of inappropriate workplace conduct, provided bargaining unit employees maintain their rights to grieve discipline under applicable provisions of the Agreement, pursuant to the grievance procedure.

4.  The provisions of this Letter of Agreement are not subject to grievance or arbitration.

(NEW LETTER OF AGREEMENT – ACADEMIC YEAR PAYCHECK
Effective September 1, 2005, employees working a 9-month academic year (September – June) schedule with an appointment of 1.0 FTE will be able to elect a pay deferral program that provides income during the summer vacation period.  Pay deferrals will be made in the months of full pay (October-May) and payouts of the deferred balance will be made in July and August.  Because the pay deferral plan will not be an IRS qualified plan, taxes and other associated withholdings will be withheld from the gross pay prior to deferring a portion.  This offers employees the flexibility to opt out of the plan, and obtain a balance payoff in the event of a hardship. 

Procedures:

1. Employees will have an annual enrollment period each fall to elect plan participation in accordance with payroll deadlines for October payrolls.  (Specific dates vary by campus).  Employees must complete a new enrollment form each year.  

2. Employees will specify a dollar amount they wish to defer each month for the current academic year, which cannot be changed after it has been submitted during the annual enrollment process. 

3. Taxes and employee withholdings will be deducted and paid during the months worked.  Employer paid payroll expenses (unemployment, retirement contributions, workers’ comp, etc) will also be paid during the months worked. Employee benefits will be “triple deducted” in May.

4. The amount deferred will be paid out in two equal payments in July and August, which are not subject to taxation. Additional earnings during the summer will not affect the pre-calculated summer disbursements, or the tax treatment.

5. Employees may opt out of the program during the year but employees opting out of the plan must wait until the fall enrollment period to rejoin the plan. The accumulated deferral balance will be paid out to the employee either on the next regular payroll or by manual check according to the campuses usual processing schedule for manual checks and adjustments.
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