
BOARD OF TRUSTEES 
UNIVERSITY OF THE DISTRICT OF COLUMBIA 

UDC RESOLUTION NO 2016--------

SUBJECT: Approval of the Collective Bargaining Agreement between the University of 
the District of Columbia and the American Federation of State, County and 
Municipal Employees, District Council 20, Local 2087 

WHEREAS, District of Columbia law (D.C. Official Code §1-617.lS(a)) provides for 
the Board of Trustees of the University of the District of Columbia to approve collective 
bargaining agreements for the University; and 

WHEREAS, the University of the District of Columbia administration and the American 
Federation of State, County and Municipal Employees, District Council 20, Local 2087 
("AFSCME") have negotiated a new collective bargaining agreement designed to cc,·1Pr non­
compensation terms and conditions of employment for members of the bargaining unit through 
September 2019 ("Collective Bargaining Agreement"); and 

WHEREAS, AFSCME membership ratified the Collective Bargaining Agreement on 
May 26, 2016; and 

WHEREAS, the Board of Trustees has reviewed the proposed agreement and considers 
that it represents a fair and reasonable resolution of both bargaining unit employee rights and 
management prerogatives ; and 

WHEREAS, the Board of Trustees , having consulted with the President of the 
University and his negotiating team, finds that it is in the best interest of the University that the 
proposed agreement be ratified as the Collective Bargaining Agreement between the University 
of the District of Columbia and AFSCME; 

NOW, THEREFORE, BE IT RESOLVED THAT the Board of Trustees hereby 
accepts the recommendation of the President and hereby ratifies the Collective Bargaining 
Agreement between the University of the District of Columbia and AFSCME . 

Submitted by the Operations Committee: 

Ratified by the Board of Trustees: 

July 26, 2016 

July 20, 2016 

Elaine A. Crider 
Chairperson of the Board 
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COLUMBIA 
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TO: The Board of Trustees 

FISCAL IMPACT STATEMENT 

FROM: 

DATE: 

Managing Director of Finance~,..{.,:... 

June 16,2016 

SUBJECT: Collective Bargaining Agreement between UDC and AFSCME 

Conclusion 

It is concluded that there are fiscal impacts associated with the approval of the Collective 
Bargaining Agreement between the Universi ty of the District of Columbia (UDC) and the 
American Federation of State, County, and Municipal Employees (AFSCME). District Council 
20, Local 2087. These fiscal impacts, however, are not projected to be significant and they fall 
within the threshold of the University's budgetary appropriation for FY2016 & FY2017, 
respectively. 

Background 

Pursuant to D. C. Code 1-617 .15, the Board of Trustees has the authority to approve collective 
bargaining agreements on behalf of the University. UDC's administration and AFSCME, District 
Council 20, Local 2087, have negotiated a new collective bargaining agreement designed to 
cover non-compensation terms and conditions of employment for members of the bargaining unit 
through September 2019 . 

The purpose of the agreement is to provide orderly collective bargaining relations between the 
Union and the University to secure a prompt and fair disposition of grievances . By so doing. 
disruptions in the goals and objectives of the University will be minimized and fair and 
appropriate working conditions will be provided for those employees covered by the agreement. 

The proposed resolution is for the approval of the collective bargaining agreemen t between the 
University of the District of Columbia and AFSCME by the Board of Trustees upon the 
recommendation of the President. 

Listed below is a tabled that outlines the risks and associated impacts related to the agreement. 
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Risk Assumptions Impacts 
Remitted tuition to full time employees, their 
spouses & qual ified dependents who wish to enroll Lost tuition the University would have received w ithout 
in courses at the University agreement provision 

Employee training as a result of changes to the 
University mission or program s as a result of new 

work assignments, to meet future staffing needs, or 
to otherwise develop employee skills. Cost to the University in prov iding such training 

Reimbursement of employee purchase of 
protective footwear to guard against electrical Cumulative cost of associated footwear associated with 
hazards the number of affected workers 

Overtime to be compensa ted at one and half times an 
Overtime work employee 's regular rate 

University's costs associated with such grievances & the 
Grievances taken to arbitration adverse effects of rulings against the University 

Parking privileges of 20% discount on academic or Lost income associate d with numbe rs of annual parking 
annual parking permits permits purchased by union members 

Financial Impact 

This request has been approved based on the information provided. Future annualized funding 
for the remaining years of this agreement will be subject to availability and earmarked as part of 
the budget development process . 



UNIVERSITY ~t 

DISTRICT OF 
COLUMBIA 

- - --1851 OFFICE OF THE GENERAL COUNSEL 

INTEROFFICE ME'.\IIORA ' DUM 

TO: BOi\RD OF TRUSTEES OF Tl IE UNIVERSITY OF Tl IE DISTRICT OF COLUMBIA 
RONALD F. MASON. JR .. PRESIDENT 

FROM: KARE~ M. HARDWICK. GENERAL COUNSEL ~ 
SMRLJTI RADKAR, ASSOCIATE CiENERAL COU.NSEL ~ 

SUBJECT: LEGAL SUFFICIENCY REVIEW OF COLLECTIVE BARGAINING AGREEMENT BETWEEN Tl IE 
UNIVERSITY OF THE DISTRICT OF COLUMBIA AND THE AMERICAN FEDERATION OF Sr ATE. 
COUNTY /\NO MUNICIPAL EMPLOYEES. DISTRI C I COCNCIL 20. LOCAL 2087 

DATE: JUNE 24, 2016 

Thi s memorandum provide s a legal sufficienc y review of the negotiated successor collective bargainin g 
agreement ('·Collective Bargaining Agreement'") between the University of the District of Columbia 
('"University") and the American Federation of State , County and Municipal Employees, District Cou ncil 
20, Local 2087 ('"AFSCME'} The Co llective Bargai ning is the result of extensive negotiations betwe en 
the University and AFS CME. The predece ssor agreement under which the University and AFSME 
operated expired in 1990. Both the University and AFSCME engaged in extens ive efforts to negotiate an 
updated successo r agreement. AFSCME membership ratified the Collective Bargaining Agreement on 
May 26, 2016 . 

The Co llective Barga ining Agreement covers non-compen sation tenn s and condition s of employment. 
The University and AFSCME agreed to significant improvements in processes, including the discipline 
and grievance-arb itrat ion provisions. Additionally , the Universit y and AFSCM E agreed to effo rts to 
improve transparen cy and comm unication between the partie s, as well as opera tional effici encies. 

The Collective Bargaining Agreement as negotiated has been reviewed and determined to be legally 
sufficient. It is recommended that the Co llective Bargaining Agreement be approved by the Board of 
Trustees. 

If there are any question s regarding this matter, please contact the Office of the Genera l Counsel at 
202.274.5400. 
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lftIIVERSITY 1'li1: 
DISTRICT OF 

COLUMBIA 
----1851 OFFI CE Of THE GE NERAL CO UNSEL 

INTEROFFI C E MEMORAND U M 

TO: BOARD OF TRUSTEES OF 1 1 IE UNIVERSI fY OF ·1 HE DISTRICT OF COLUMl31A 

RONALD F. MASON. JR .. PRESIDENT ~ 

FROM: KAREN M. I IARDWICK. GENERAL COUNSEL 
SMRUTI RADKAR. ASSOCIATE GENERAL COUNSEL 

SUBJECT: MATERIAL l'l:::RMS OF COLLECTIVE flARGAINI G AGREEMENT BETWEEN UNIVERSITY OF Tl IE 
DISTRICT OF COLUMBIA AND THE AMERICAN FEDERATION OF STATE. COUNTY AND 
MUNICIPAL EMPLOYEES. DISTRICT COUhCIL 20, LOCAL 2087 

DATE: JUNE 24. 2016 

The University o f the District of Columbia ('·U niversity .. ) and the American Federati on of State , County 
and Municipal Employees. District Council 20, Local 2087 ('·AFSCME'') seek to enter into a collective 
bargaining agreement ("Collective Bargaining Agreement '') , which will be effective through September 
2019 . The Collective Bargaining Agreement is the result of extensive negotiati ons between the 
University and AFS CME. The predece ssor agreement under which the University and AFSCME 
operated expired in 1990. Both the University and AFSCME engaged in extensive efforts to negotiate an 
updated successo r agreement . AFS CME membersh ip ratified the Collective Bargaining Agreement on 
May 26, 2016. 

Following is a list o f material terms in the Co llective Bargaining Agreement negotiated and agreed upon 
by the Univer sity and AFSCME: 

INCREASED REPORTING AND RESPONSIVENESS TO AFSCME & COMMUNICATION WITH AFSCME 

}.- Labor-Management Committee - providing for. at minimum. monthl y meetings between the 
University and AFS CME 

>- Health and Safety- creating additional forum s for AFSCME to address specific health and safety 
concern s, with University determinati on of appropriate action based on concern s 

;... Probationary Employees - establishing one ( 1) yea r probati onary period during which the grievance­
arbitration proce ss is inapplicable and the University makes reasona ble efforts to advise of progr ess, 
including at terminati on if it is based on perform ance 

;... Seniority- providing periodic reports to AFSCM E regard ing seniority within the unit 

>" Personnel Files - notice to employee of any addition or removal from personnel file, and prov iding 
for annual copy o f personnel file to employee 

Y Essential Personnel - designated by the Univer sity annually with not ice to employee 
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,. New Classificati on - requiring notice to AFSCME of new classification within ten (I 0) days 

,. Grievance-Arbitration Procedure 
• University required to respond to information requests within five (5) working days of receipt 

>- General Provisions 
• Changes to work rules are subject to consultation and distributed to AFSCME thirty (30) days 

in advance of implemen tation when administratively feasible 
• Desk audits to be conducted within thirty (30) days of request 
• Monthly reports to AFSCME within ten (10) bus iness days of reque st 

STREAMLINED PROCESSES 

> Annual and Compensatory Leave - identifying processes for leave requests and approvals, and 
providing notice of exp iration of accrued annual leave 

r Sick Leave - ident ifying processes for use, notice , approva l, and retention 

> Vacancies - primary consideration of current employees with clear statement that discretion in hiring 
lies with the University , and five (5) day posting requirement for bargaining unit vacancies 

> Invo luntary Demotion - creating standard where demotion can be overturned only upon a showing 
that the actio n is arbitrary and capricious 

,.. Discrimination - suspending grievance process while internal discrimination complaint investigation 
is completed 

~ Discipline 
• For just cause 
• Progressive discipline applied unless circumstances warrant otherwise 
• Consideration of prior related disciplinary actions to support next level of discipline or to 

support promotion 
• Discipline occurring more than two (2) years prior to most recent discipline is removed from 

personnel tile and placed in supplementa l file, or three (3) years in the case of a suspension 
• Discipline process 

o Fifteen ( 15) calendar day advance notice of discipline 
o !ftermination 

• Employee may be placed on paid administrative leave for advance notice 
period 

• Terminated employee in pay status receives thirty (30) days' pay following 
advance notice period. contingent on cooperation with pending assignments 

• Post-termination conference within five (5) working days oftennination to 
resolve matter 

• Expedited arbitration if matter is not resolved at post-termination conference 
o Suspensions served immediately after advance notice period 

• Any grievance filed is withdrawn if employee also files action with Office of Employee 
Appeals 



)"'" Grievance-Arbitration Procedure 
• Process for grievances (except termination): 

o Supervisor 
o Dean or Vice President 
o Vice President for Human Resources 
o Arbitration 

Terms of Collective Bargaining Agreement 
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• Expedited arbitration for grievances challenging termination within thirty (30) days of 
termination 

o Award rendered by arbitrator thirty (30) days after close of hearing 

BENEFITS, DEVELOPMENT, & INCEN TIVES 

, Remitted Tuition - providing benefit to full-time employees , spo uses, and qualified dependents 
(except for enrollment at David A. Clarke School of Law) consistent with University policy 

, Employee Training - providing for training on or off campus, and requiring training where employee 
skills are deficient and training is appropriate 

, Unifonns and Safety Equipment - providing specific staff with uniforms and replacements as 
necessary, and up to $100 reimbursement for purchase of protective footwear 

>- Union Leaves of Absence - permitting emp loyee to remain on health insura nce plan during 
designated leave of absence (as specified in the Collective Bargaining Agreement) and requiring 
excused absence without pay for conference or convention attendance 

> Educational Leave - allowing up to 8 hours per week of official duty time for educational leave as 
leave without pay with health benefits or, if app licab le. annual or compensatory time with all benefits 

~ Merit and Incentive Awards - reserving University· s rights to provide special bonus awards within its 
exc lusive discretion 

;... General Provisions - 20% parking discount for bargaining unit if purchased by September I 

UNION RIGHTS 

:,. Union Rights and Security- detailing, among other items, union activity rights, AFSCME office 
space , meeting space, AFSCME dues processes , and opportu nity for AFSCME to participate in new 
employee orientation 

> Stewards - specifying number and role 

MINIMAL OR NO SUBSTANTIVE CHANGE FROM PRIOR AGREEMENT 

};> Hours of Work - establishing base hours of work and work week, which may be adjusted by mutual 
consent; 14 days' notice required for shift changes or for temporary modified sche dulin g 

, Transfers , Reassignments, and Temporary Details 
• Transfers and reassignments requested by employees permitted by mutual agreement 
• Employee receives higher pay if detailed to a higher grade and maintains pay if detailed to a 

lower grade 
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The terms of the Collective Bargaining Agreement have been fully negotiated and are consistent with the 
summary above. The Collective Bargaining Agreement is available for review upon request. 



ARTICLE 1 
PURPOSE AND INTENT 

The District of Columbia Comprehensive Merit Personnel (D.C. Law 2-139) 
accords the Board of Trustees of the University of the District of Columbia (hereinafter 
the "University" or "Employer") status as an appropriate personnel authority of the 
District of Columbia government for the purpose of collective bargaining with 
exclusively recognized labor organizations for employees of the University. 
Furthermore, the American Federation of State, County, and Municipal Employees, 
AFL-CIO, District of Columbia Council 20, Local 2087 (hereinafter "AFSCME" or 
"Union") has been accorded exclusive recognition as collective bargaining agent for 
selected employees at the University. 

The purpose of this Agreement is to provide orderly collective barga ining 
re lations between the Union and the University and to secure a prompt and fair 
disposition of grievance so as to minimize any disruptions in the goals and objectives of 
the University and to provide fair and appropriate working conditions for those 
employees covered by this Agreement. 

It is understood and agreed to by the parties that this Agreement supersedes any 
previous agreements, understandings, memoranda or side letters previously entered 
into by the parties, except for the agreement referenced in Article 35 (see Appendix A, 
which is not superseded and prev ious Memorandum of Understanding). With these 
stated exceptions, it is stipulated that the Employer is not required to bargain over any 
further terms of employment during the term of the Agreement. 

ARTICLE2 
RECOGNITION 

Section 1 - Exclusive Representation: 

The University of the District of Columbia (hereinafter referred to as "the 
Employer" or "the University") hereby recognizes as the sole and exclusive 
representative for the purpose of collective bargaining, the American Federation of 
State, County, and Municipal Employees, AFL-CIO, District of Columbia District 
Council 20, and its affiliated Local Union 2087 (hereinafter referred to collectively as the 
"Union" or "AFSCME") for the bargaining unit for which AFSCME is the certified 
collective bargaining representatives, as per PERB Case No. 02-UM -03 certification no. 
149, and Board of Labor Relations Case Nos. 7R007 and 8R015. The unit consists of all 
full-time, non-faculty and continuing employees of the University of the District of 
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Columbia including employees of the David A. Clarke School of Law, the District of 
Columbia Cooperative Extension Services, the Agricultural Experimental Station, the 
Office of the Chief Financial Officer (CFO) of the University of the District of Columbia, 
as well as all special police officers of the University of the District of Columbia, 
excluding any management official, confidential employee, supervisor or employee 
engaged in personnel work in other than a purely clerical capacity. The unit shall not 
include any management officials, supervisors, faculty, registered librarians, student 
workers, confidential employees, CFO employees engaged in budget duties or Human 
Resources employees working in other than a purely clerical capacity. 

Section 2 - Coverage: 

AFSCME, the certified exclusive representative of all employees in the 
bargaining unit referenced above, shall be responsible for representing the interests of 
employees in the units without discrimination as to membership; provided, however, 
that an employee that does not pay dues or service fees may be required by the Union 
to pay reasonable costs for personal representation . 

Section 1: 

ARTICLE3 
MANAGEMENT RIGHTS 

Consistent with applicable laws, rules, regulations, and the terms of this 
Agreement, the University retains the sole right: 

a. To direct employees of the University; 
b. To hire, promote, transfer, assign and retain employees in positions within 

the University and to suspend, demote, discharge, or take other 
disciplinary action against employees for cause; 

c. To relieve employees of duties because of lack of work or other legitimate 
reasons; 

d. To maintain the efficiency of the University operations entrusted to them; 
e. To determine the mission of the University, its budget, its organization, 

the number of employees and the number, types, and grades of positions 
of employees assigned to an organizational unit , work project, or tour of 
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duty, and the technology of performing its work; or its internal security 
practices; 

f. To take whatever actions m ay be nece ssary to carry out the mission of the 
University in emergency situations; and 

g. To schedule work and to determine th e need for overtime. 

Section 2: 

Management shall at all times be treated with respect and dignity. 

Section 3: 

Exercise or non-exercise of management 's rights and/or privileges under the 
terms of this Agreement or any law, rule, regulation , or practice shall not be construed 
as a waiver of such rights or privileges. 

ARTICLE 4 
EMPLOYEE RIGHTS 

Employees shall be treated in fair and equitable manner at all time s. They shall 
be treated with respect and dignity. Employees shall be free to discu ss an y probl em or 
issue directly with their supervisor on an informal b asis outside of the grievance 
procedure. Employees sh all hav e the right to lead th eir private lives as th ey see fit and 
the Employer shall not discipline any employee for conduct outside of the job unle ss it 
concerns conduct that eith er adversely affects th e perform ance of th eir work or reflects 
poorly upon the reputation of the University or both . 

ARTICLE 5 
UNION RIGHTS AND SECURITY 

Section 1 - Exclusive Agent: 

The Empl oyer shall not negotiate separate term s of employment with any 
bargaining unit member. 

Section 2 - Union Activity: 

The Employer shall releas e no more than five (5) bargaining unit employees to 
attend collective bargaining negotiations should this agreement be terminated 
consistent with Article 36 of this contract. Upon mutual ag reement that number of 
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employees can be increased or decreased. In the case of an employee with special 
expertise on a topic at a particular bargaining committee meeting, the Union shall make 
such request to the appropriate University office. Such request shall not be 
unreasonably denied. 

District Council officials shall have access to bargaining unit employees so long 
as the University's Office of Human Resources is notified two (2) days in advance or as 
soon as possible in the case of an emergency situation . Such visits shall not be on 
working time and shall not interfere with the University's operations or the employee's 
work. A request by the Union shall not be unreasonably denied. Additionally, Union 
officers may communicate with University Management during working hours as long 
as it is reasonably limit ed in time, reasonably related to the administration of the 
collective bargaining agreement and does not unreasonably interfere with their job 
duties. Similarly, Local Union officers may communicate with bargaining unit 
emp loyees and/or District Council 20 representatives on working time so long as it is 
reasonably limited in time, reasonab ly limited to the administration of the collective 
bargaining agreement and does not unreasonably interfere with their job duties. 

Section 3 - Union Office Space: 

AFSCME and the University agree that reasonable office space is provided at no 
cost to the Union for internal Union business. In the event that space assigned to the 
Union is subsequently needed by the University for regular University business, the 
Union shall, after receipt of thirty (30) days advance written notice, surrender the space 
in good condition unless emergency conditions exist where the circumstances require 
less notice. In the event the Union is requ ired to return space assigned under this 
paragraph, the University agrees to make reasonable attempts to identify and assign 
replacement space. When it is determined that the University needs the office space 
assigned to the Un ion, the University shall consult with the Union before the space is 
needed, provide the Union with full opportunity to comment, and provide the Union 
with reasons in wr itin g. 

Section 4 - Meeting Space: 

Upon advance request, the University will provide meeting space as available for 
bargaining unit business. Except as provided elsewhere in this Agreement, meetings 
will be held on the non-work time of all employees attending the meeting. The Union 
will be responsible for maintaining decorum at meetings on the Employer's premises 
and for restoring the place to the same condition in which it existed prior to the 
meeting. 
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Section 5 - Union Security: 

a. The University agrees to deduct regular Union membership due s from the pay of 
any employee eligible for membership in the bargaining unit upon receiving written 
authorization signed individually and voluntarily by the employee, or service fees per 
payroll period without such authorization. The signed pa yro ll deduction form for 
Union membership du es must be sent to the Office of Human Resources. Upon receipt 
of the proper authorization, the University will deduct Union dues within the next 
payroll period in which the authorization was received by the University. Payroll 
deduction authorization shall be on the form provided by the Union. 

b. It is specifically agreed that the Univer sity assumes no obligation, financial or 
otherwise, arising out of the provisions of this article and the Union hereby agrees that 
it will indemnify and hold the University harml ess from any claims , actions or 
proceedings by an employee arising from deductions made by the University 
hereunder. Once the funds are remitted to the Union, their disposition thereafter shall 
be the sole and exclusive obligation and responsibility of the Union. 

c. In conjunction with notification to the Union, the University shall be relieved from 
making such dues deductions upon the employee's (a) termination of employment, or 
(b) tran sfer to a job other th an one covered by the bargaining unit, or ( c) layoff from 
work, or (d) an agreed leave of absence, or (e) revocation of the check-off authorization 
by the emp loyee, or (f) resignation by the employee from the Union. 

d. The University may not be obligated to make dues deductions of any kind from any 
employ ee who, during any dues month invo lved, shall hav e failed to receive sufficient 
wages to equal the dues deduction. The Union shall be notified of such employees. 

e. It is agreed that neither the employees nor the Union shall have a claim against the 
University for errors in processing of deductions unless a claim of error is made to the 
University, in writing, within ten (10) days after the date such er ror is claimed to have 
occurred. If it is found that an error was made, it will be corrected at the next pa y 
period that Union dues will norm ally be deducted by deducting the proper amount. 

f. Two (2) weeks advance notice mu st be given to the University by an authorized 
person from the Union prior to making any changes in an indi vid ual's du es ded uction. 

g. Any employee covered by this Agreement who is not a Union member and who 
does not make application for membership shall, as a condition of continued 
employment, pay to the Union a service charge as a contribution toward the 
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administration of this Agreeme nt. Employees shall not be required to become members 
of the Union but must pay the establish ed service charge. 

Section 6 - PEOPLE Check -off: 

The University agrees to deduct from the wages of any employee who is a 
member of the Union a cont ribution to be forwarded to the Union's Political Action 
Committee referred to as the PEOPLE PAC when the employee provides a written 
authorization for such deduction. Such authoriza tion must be executed by the employee 
and may be revoked by the emp loyee at any time by giving w ritt en notice to both the 
University and the Union. The University agrees to remit any deductions made 
pursuant to this provision promptly to the Union together wit h an itemized statement 
showing the name of each employee from whose pay such deductions have been made 
and the amount deducted during the period covered by th e remittance. 

Section 7 - Orientation: 

The Union will be afforded th e opportunity to send a representative to 
participate in orientation sessions conducted for new bargaining unit employees. The 
Employer will give the Union adequate advance notice of such orientation sessions. 
Official time will be granted for this purpose, if the representative is otherwise on du ty, 
and his or her absence shall not int erfere wi th the operations of the University. 

Section 8 - Hold Harm less: 

The Union shall indemnify, defend and hold the University harmless against any 
and all claims, demands and other forms of liability, which may arise from the 
operation of this Article. In any case in which a judgment is entered against the 
University as a result of the deduction of dues or other fees, including the PEOPLE 
check -off, the amount held to be improperly deducted from an employee's pay and 
actually transferred to the Union by the Uni vers ity, shall be returned to the University 
or conveyed by the Union to the employee(s), as appropriate. 

ARTICLE 6 
STEWARDS 

A reasonab le number of Union Stewards shall be designated by the Union and 
will be recognized as Officia l Union representatives. A reasonable number of Stewards 
shall be defined as one Steward for every twenty-five (25) bargaining unit employees. 
The Union will supp ly the University with a list of appointed Stewards. The list will be 
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posted on Union agreed to bulletin boards. The University and the Union further agree 
that: 

1. Request by Stewards to meet with employees will not be unduly delayed 
by any supervisor. The only explanation for release shall be "a matter of Union 
concern." 

2. There shall be no restraint, interference, coercion, or discrimination 
against a Steward for, or in the Steward's performance of steward duties. 

3. In the event a Steward's duties require time away from their regular 
University work assignment, the Steward's supervisor will determine the timing of the 
release and the duration of that time available for release. The Steward shall submit a 
written request in advance for paid administrative leave, which a supervisor shall not 
unreasonably deny. There will be no undue delay or restraint or interference with 
meeting time for the Steward's duties as required under the terms of this Agreement. 
This is to insure the administrative process of employee representation under this 
Agreement by the Union. 

4. If, for some unknown reason (bona fide emergency), meeting time is not 
granted or unduly delayed, Human Resources must notify the Union in writing within 
two (2) working days that a scheduling problem has occurred. The problem must be 
explained so both parties can determine the action required to maintain the 
Agreement's time frames and processes. In the event a Steward's duties are delayed, all 
time frames and processes shall be extended automatically. 

5. No more than two Stewards shall be utilized for each meeting or 
investigation. If two Stewards are present, one shall be the Steward of Record and one 
shall be the Steward of Witness. No other employee shall be present unless approved by 
Management. 

ARTICLE 7 
BULLETIN BOARD 

A bulletin board designated by the University shall be provided to the Union for 
posting official Union notices and bulletins. The Union shall not be permitted to post 
anything disparaging the University on this board. 
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ARTICLE 8 
LABOR-MANAGEMENT COMMITIEE 

A committee composed of the Vice President, Human Resources or his/her 
designee and the President of the Local Union or his/her designee in addition to up to 
four representatives from each side shall meet at least once a month regarding the 
administration of this Agreement. With notice to the other side or at the request of the 
other side, additional persons may attend. As a general rule, ongoing grievances shall 
not be discussed at this meeting. 

Section 1 - General Provisions: 

ARTICLE 9 
HEALTH AND SAFETY 

The University will make every effort to provide and maintain safe working 
conditions. The University shall comply with applicab le federal and local safety laws, 
rules, and regulations. The Union will cooperate in these efforts and encourage its 
members to work in a safe manner and to obey established safety practices , procedures, 
rules, and regulations. 

Section 2 - Health and Safety Labor Management Committee: 

A committee composed of the Vice President, Human Resources or his/her 
designee and the President of the Local Union or his/her designee, in addition to up to 
three representatives from each side, shall meet at least once a month regarding health 
and safety issues. With notice to the other side or at the request of the other side, 
additional persons may attend. 

Section 3 - Unsafe Working Conditions: 

Should an employee be assigned a task which the employee believes is unsafe, 
the employee must report the task to University Management for further action as 
appropriate as determined by the University. University Management shall not assign 
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and an employee shall not be required to perform any task that may be objectively 
determined to be unsafe in accordance with prevailing law. 

ARTICLE 10 
PROBATIONARY EMPLOYEES 

Section 1 - Probationary Period: 

The probationary period for employees is one (1) year and shall commence with 
the employee's first day of regular full-time employment. The grievance -arbitration 
process shall be inapplicable during this one year period. The University shall make 
reasonable efforts to advise probationary employees of their progress and performance 
during the probation period. 

Section 2 - Notice of Termination: 

A probationary employee who is separated for deficiencies in performance or 
conduct during the probationary period will be notified in writing of the reasons for 
termination. 

ARTICLE 11 
SENIORITY 

Seniority shall be defined as an employee's continuous length of service with the 
University as a regular full-time employee. 

The Union may request that the University provide it with a seniority list of 
bargaining unit employees three times a year, on or about January 1, May 1, and 
October 1 every year. This list shall include: 

• Employee Name 

• Date of Hire 

• Position 

• Work Location 

• Grade and Step 
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ARTICLE 12 
ANNUAL AND COMPENSATORY LEA VE 

Section 1 - Leave Requests: 

Annual an d compensa tory leave may be tak en by employees as leave is accrued 
and as entitled, subject to th e approval of their sup ervisor. Such requests will not be 
unr easonab ly denie d . Requests for annual and/or compensatory leave sha ll be 
submitted by the employee to the super visor at least one (1) month pri or to the 
requested sta rt date , if the leave is for one (1) week or more. Except in cases of 
emerge ncy, leave requests for amoun ts of tim e less than one (1) wee k are to be 
submitted as soon as possible but in no case not later than two (2) full working days 
pri or to the expecte d sta rt of the leav e. Advanced notice is not required when 
emp loye es must use ann ual or compensa tory time in lieu of sick leave in which case the 
principles set forth in Article 13 app ly . 

Section 2 - Approval of Leave Reques ts: 

While every effort sha ll be made to mee t the desires of emp loyees who request 
periods of annua l and compe nsatory leave, leave schedules must conform to the 
requirements of ope ration s and services to students as determi ned by management. 
Therefore, leave must be taken as approved by the superviso r. Approva l or denial of 
leave shall be within two (2) busin ess da ys of the date of submi ssion by the employee . 
Leave will not be denied for arbitr ary or cap ricious reasons and all such denia ls shall be 
in writing. Employees are encoura ged to schedule leave throu ghou t the year . 
Employees shall man age their leave balances and make every effort to use their leave 
throu ghou t the year. 

In cases w here, due to the University's ope rating requireme nt s or stud ents' 
needs, the super visor cannot gran t the requests of all employees requesting annual or 
compensatory leave on the same date(s), leave shall be granted to the emplo yee who 
requ ested the leave first. In the even t two emp loyees submit leave at the same time for 
the same date(s), seniority shall be the determ inin g factor for the leave approva l. 

Section 3 - Expiration of Accrued Leave: 

Employees ma y not carryove r more than 240 ho ur s of annual leave into the next 
calendar year. Employees must use accumul ate d compensatory time withi n ninety (90) 
days of being earne d . 
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Section 1 - Use of Sick Leave: 

ARTICLE 13 
SICK LEAVE 

An employee is eligible to use accrued sick leave if he or she is suffering from a 
personal illness or incapacity over which the employee has no reasonable control, for 
medical and dental appointments, or to care for dependents as defined under Federal 
and District of Columbia law. However, nothing in this Article shall prevent 
Management from taking disciplinary action against any employee when sick leave has 
been abused. 

Section 2 - Notice and Proof of Sickness or Injury: 

In the event an employee is unable to report to work, he/she is responsible for 
notifying his/her supervisor of sickness or injury . Email can be used for such 
notification. This notifica tion should be made by the beginning of the employee's work 
schedule, except when the failure to notify is due to circumstances beyond the control 
of the employee. 

Supervisors shall require the employee to submit a medical certificate for 
absences of more than three (3) consecutive work days . After three (3) days of absence 
due to injury or illness, supervisors should notify the Office of Human Resources of the 
absence and also refer employees to that office. The Office of Human Resources will 
contact the employee in the event the employee may qualify for DCFMLA or FMLA. All 
medical documentation shall be housed in the Office of Human Resources. Any medical 
documentation an employee may present to a supervisor must be forwarded to the 
Office of Human Resources. 

Section 3 - Requestin~ Leave When Sick: 

Paid sick leave must be approved by Management before it is deducted from an 
employee's leave balance. Employees who have exhausted their paid sick leave and are 
still unable to return to work may request to be placed on any accrued annual leave, 
compensatory leave or leave without pay. University approval of advanced sick leave 
requests shall be in writing, and shall not umeasonably be denied 
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Section 4 - Sickness During Scheduled Leave: 

When sickness lasting more than five (5) days occurs during schedu led leave, the 
period of sickness may be charged as paid sick leave and the charge against annual or 
compensatory leave shall be adjusted according ly. Application for such substitution of 
paid sick leave for schedu led annual or compensatory leave shall be made within five 
(5) working days after the end of the scheduled leave during which the sickness 
occurred unless the employee is incapacitated (i.e., hospit alized). The substitution 
request shall be supported by medical certification. 

Section 5 - Retention of Sick Leave: 

a. Any employee who transfers from one position to another position in the 
University shall retain any unused paid sick leave. 

b. Employees who were laid off or on approved leave of absence for a period 
of less than eighteen (18) months and then are recalled to work or 
otherwise return to work shall retain any unused paid sick leave on record 
at the time of the layoff or approved leave of absence. 

Section 6 - DCFMLA/FMLA: 

a. Employees must have approved documentation on file verifying their 
eligibi lity for leave either under the DC Famil y Medical Leave Act 
(DCFMLA) or the Federal Family Medical Leave Act (FMLA). An 
employee's use of accrued paid leave (e.g., sick, annual, or compensatory 
leave) or leave without pay shall run concurrent with their leave eligibility 
under either DCFMLA or FMLA as applicable. 

b. An employee sha ll not be charged sick leave for an approved, covered 
absence that occurs during a University recognized holiday. In cases of 
leave under DCFMLA or FMLA, when a Universit y recogni zed holiday 
falls during a week in which an employee is taking the full week of 
DCFMLA/FMLA leave, the entire week is counted as DCFMLA/FMLA 
leave. However, when a University recognized holiday falls during a 
week when an employee is taking less than the full week of leave , the 
holiday is not counted as DCFMLA/FMLA leave, unless the employee was 
schedu led and expected to work on the University recognized holiday 
and used DCFMLA/FMLA leave for that day. 
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Section 7 - Paid Family Leave: 

The parties recognize that paid family leave shall be granted as required by 
District Personnel Bulletin No. 12-307. No further benefit beyond the benefits identified 
in the bulletin shall be provided. The requirements for obtaining the benefit as set forth 
in the Bulletin shall be strictly adhered to by all eligible employees. As set forth therein , 
the use of such benefit shall not serve to expand the amount of overall unpaid family 
leave under DCFMLA or FMLA. 

Section 1 - Filling Vacancies: 

ARTICLE 14 
VACANCIES 

In filling vacancies, the University shall first consider current employees. 
However , a decision to promote or hire from outside the bargaining unit or the 
University into a bargaining unit position shall remain at the discre tion of the 
University. If a current employee is not selected for an open position within the 
bargaining unit, they shall be notified in writing of such decision. The decision will 
include the rea son(s) why they wer e not selected to a position within the bargaining 
unit. 

Consideration of current bargaining unit employees shall also apply to the 
reassignment or transfer of employees to a position within the bargaining unit, of the 
same grade, with known promotional potential. In the case of a vacancy within the 
bargaining unit with promotional potential, a unit member of the same grade who 
meets the minimum qualifications and has a performance rating of achieved 
expectations or better may laterally transfer into the vacant position without competing. 
The position vacated by the transferred unit member shall be competitively posted. 

If the University decides to fill a position from a list of current employees, the 
University shall select whomever it deems to be the most qualified candidate. A 
grievance may be filed challenging the University's selection of one current employee 
over another provided that the University's selection shall not be overturned unless it is 
deemed arbitrary and capricious. 

With respect to vacancies outside the bargaining unit , th e University agrees to 
first consider whether any bargaining unit employee is qualified for such position. 
However, the ultimate hiring decision remains within the exclusive discretion of 
Uni versity Management and is not subject to the grievance procedure. 
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Section 2 - Notice of Vacancies: 

When a job opening occurs within the bargaining unit, other than a temporary 
opening, in any existing job classification or as the result of the development or 
establishment of a new job classification where University Management ha s decided to 
seek applicants from current employees, a notice of such opening shall be posted on the 
University's website for a minimum of five (5) calendar days. 

ARTICLE 15 
INVOLUNTARY DEMOTION 

The term "involuntary demotion" as referenced in this Agreement shall mean the 
reassignment of an employee to a lower level position that results in a decrease in pay. 
A grievance may be filed challenging an involuntary demotion of a bargaining unit 
employee, provided, however, that the University's determination shall not be 
overturned unless it is deemed arbitrary and capricious. 

ARTICLE 16 
REMITTED TUITION 

The University will provide remitted tuition to full time employees, their spouses 
and their qualified dependents who wish to enroll in courses at the University (except 
at the David A. Clarke School of Law) subject to University admission requirements 
and established University procedures. 

ARTICLE 17 
EMPLOYEE TRAINING 

Training needed by employees as a result of changes to the University mission or 
programs, as a result of new work assignments, to meet future staffing needs, or to 
otherwise develop employee skills will be provided by the University , either on or off 
campus. Employee training participation shall be documented in Official Personnel 
Files. In the event that management believes that an employees' skills are deficient and 
training is appropriate, management is obligated to provide prop er training. 
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ARTICLE 18 
PERSONNEL FILES 

An Official Personnel File shall be maintained for each bargaining unit employee. 
The Employee will be notified of the addition or removal of any records to or from their 
file related to discipline and performance and the employee shall be provided a copy of 
such material. The University will not disclose personnel information on any employee 
without the written consent of the employee, except when such information is required 
by University officials in the execution of daily responsibilities or as required by law. 
Upon request, an employee may schedule an appointment to review the contents of 
their personnel file in the presence of an official representative of the Office of Human 
Resources. Upon request, an employee shall be permitted to receive a complete copy of 
any material in the employee's personnel file at no charge once per year. Additionally, 
if any material is added to an employee's file, the employee may receive the material 
added to the file at no charge. Any requests for duplicate copies shall be at a cost of 
$1.00 per page. Checks or money orders should be made payable to the University. 

ARTICLE 19 
UNIFORMS AND SAFETY EQUIPMENT 

Section 1 - Uniforms: 

University Special Police Officers (SPO) and applicable employees in the Real 
Estate, Facilities Management, and Public Safety departments shall be provided with 
the appropriate uniforms, duty equipment, and safety equipment needed to perform 
their necessary tasks and duties . Uniforms and equipment shall be updated and /or 
replaced when necessary by the University 

Section 2 - Safety Shoes: 

University Special Police Officers (SPOs) and employees who work in any area 
of Facilities Management where there is a danger of foot injuries due to falling or rolling 
objects, or objects piercing the sole, and where such employee's feet are exposed to 
electrical hazards shall be reimbursed for the purchase of OSHA rated steel toed or 
otherwise protective footwear in the maximum amount of $100 once per year , provided 
that the receipt for the sale of such footwear is provided to management within thirty 
(30) days of purchase. 
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Section 1 - Hours of Work: 

ARTICLE 20 
HOURS OF WORK 

The regular daily shift for bargaining unit employees excluding Special Police 
Officers and Facilities Management shall be between 8: 00 am and 6:00pm, inclusive of a 
30 minute unpaid lunch period and two 15 minute breaks. Upon mutual consent 
between the employee and the employer, the regular daily shift can be adjusted. The 
work week for Special Police Officers and Facilities Management employees may 
include evenings, holidays, weekends, and/or overnight shifts. 

Section 2 - Work Week: 

The regular daily shift for all bargaining unit emp loyees, excluding Special Police 
Officers shall consist of five consecutive eight hour days , Monday through Friday . 
Upon mutual consent of the emp loyee and the employer, different work week 
configurations may include, but are not limited to, eight hours /five days a week; ten 
hours/four days a week; and three days a week totaling 40 hours. 

Section 3 - Shift Changes: 

Any change in shift configuration and/or work hours may be made with at least 
14 days' notice to the employee . Management shall utilize seniority subject to the needs 
of the University and the skills of the employees to determine shift assignment. 

Section 4 - Overtime: 

All overtime shall be compensated at one and a half time s an employ ee's regular 
hourly rate or one and a half compensatory time. 

Overtime or compensatory time granted as time and one half basis shall be 
distributed on a rotating basis based on seniority and employee qualifications consistent 
with operational needs. In cases of emergency, essential personnel will be expected to 
work overtime/compensatory time with little to no notice. 

Section 5 - Temporary Modified Scheduling: 

The Union recognizes that there may be certain periods in the year that 
employees are needed to work outside of their regular schedule due to operational 
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need s. The University will provide at leas t 14 days' notice prior to the event that causes 
the chan ge in scheduling. 

ARTICLE 21 
ESSENTIAL PERSONNEL 

Section 1 - Designation of Essential Personnel : 

The Univers ity reserves the right to deem any employee an essential employee . 
In January of each year, the University will identify such employees that are essentia l 
and send notic e to those designated employees and the Union. 

Section 2 - Consistent Essential Personnel: 

All Real Estate, Facilities Manag ement , and Public Safety personne l, and 
technical emplo yees in the Office of Information Technology personnel are deemed as 
essential employees unless not ified in writing that they are non-essential by the 
University. 

ARTICLE22 
DISCRIMINATION 

The Univ ers ity and the Union agree that there will be no discrimination in the 
application of this Agreement with respect to any protect ed status set forth in the 
Distr ict of Columbia Human Rights Act, D.C Code§ 1401.01 et seq which state s : 

"It shall be an unlawful discrimin ator y practice to do any of the following acts 
[ referenc ed in the aforementioned code], wholly or parti ally for a discriminatory 
reason based upon the actual or perceived: race, color, religion , national origin, 
sex, age, marital status, personal appearance, sexual orientation, gen der identity 
or expression, fami ly responsibilities, genetic information , disability , 
matricul ation, or politi cal or affiliation of any indi vidua l." 

Additionally, there shall be no discrimination on the basis of union affiliation. 

The University and the Union agree it is important that employees who feel they 
have been the subject of discrimination address these issu es and seek resolution. 
Employees are encourage d to discuss such issues with their supervisor or other 
management staff, Union, or to initiate a complaint utilizing the proc ed ure outlined in 
the University's Discrimination and Har assment policy. In those cases where an 
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employee files both a grievance and an internal discrimination complaint regarding the 
alleged discrimination, the grievance process will be suspended until such time as the 
discrimination investigation has been completed. 

ARTICLE 23 
UNION LEAVES OF ABSENCE 

Section 1 - Elective Union Office: 

An employee who is elected or temporarily appointed to an elective office with 
the Union (Local 2087), Council 20, or the International Union, upon written request by 
the president of the Union, shall be granted a leave of absence without pay for the 
period of time for which elected or temporarily appointed, provided the granting of the 
request does not seriously disrupt that employee's unit or department's functional 
operation. The employee shall receive no benefits for the period of the leave of absence 
except that the employee may maintain participation in the health insurance plan 
during the leave of absence as long as the employee's contribution portion is 
maintained. Notwithstanding Article 13, Section 5, an employee on leave under this 
section shall retain any unused paid sick leave on record at the time the leave of absence 
was approved. 

Section 2 - Employment with Union: 

An employee who is selected for regular employment with the Union (Local 
2087), Council 20, or the International Union, upon written request by the president of 
the Union, shall be granted a leave of absence without pay for not more than a year. 
Upon written request of the president of the Union the leave will be extended for 
additional periods, but in no case shall a leave and an extension exceed two years. The 
employee shall receive no benefits for the period of the leave of absence except that the 
employee may maintain participation in the health insurance plan during the leave of 
absence as long as the employee's contribution portion is maintained. Notwithstanding 
Article 13, Section 5, an employee on leave under this section shall retain any unused 
paid sick leave on record at the time the leave of absence was approved. 

Section 3 - Short Term Union Absence: 

An employee who is elected or selected by the Union, upon five (5) days written 
request by the President of the Union, shall be granted an excused absence without pay 
for a period of time sufficient to attend conferences or conventions, provided, however, 
and except for executive officers of the Union, chief stewards, and stewards, not more 
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than one emp loyee from a department will be granted an excused absence at any one 
time. 

ARTICLE 24 
EDUCATIONAL LEAVE 

The University sha ll provide an opportunity for full time emp loyees to receive 
educational leave provided that such leave is for educational purposes or to enhance 
skills to meet the needs of the Univ ersity. Such leave shall not exceed one year. Such 
leave shall be taken as leave wi thout pay, or through use of accrued vacation or 
compensatory leave, or a combination of leaves. The employee may be allowe d up to 8 
hours of official duty time per week to attend such classes . 

To receive educational leave using accrued vaca tion or compensatory leave, the 
app licant emp loyee must be associated with the University for at least six (6) years and 
show evidence of admission to a professional program of study in a college, university, 
an approved research program, or other ap propr iate educational activity. 

All employee benefits will continue during all periods of educatio nal leave for 
employees using accrued vacation or compensato ry leave. Those employees on 
educational leave without pay will continue to receive health benefits provided they 
pay the employee's portion. 

ARTICLE 25 
NEW CLASSIFICATION 

When a new classification covering work within the scope of this collective 
bargaining agreement is established at the University, the University shall notify the 
Union of the identity of the classification via a copy of a the new classification and/o r 
position description within 10 (ten) days of the new classification. 

ARTICLE 26 
MERIT AND INCENTIVE AW ARDS 

The University reserves the right within its exclusive discretion to recognize 
performance exceeding the normal levels of job expectations by providing individual 
employees special bonus awards. 
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Section 1 - Issuing Discipline: 

ARTICLE 27 
DISCIPLINE 

All discipline shall be given for just cause. Disciplinary action shall include: 
reprimands, demotions, suspensions, and termination. The University recognizes that 
discipline should be progressive except where the conduct in question is so severe that 
immediate termination is warranted under principles of just cause. 

Section 2 - Deciding Official: 

The deciding official for all suspensions, demotions, and discharges shall be the 
University President or his/her designee. The University President may designate any 
department head or the Vice President of Human Resources as the Deciding Official. 
The designation of a Deciding Official shall not be grievable. 

Section 3 - Time Limits for Discipline: 

For purposes of issuing discipline, up to and including termination, past related 
disciplinary actions may only be utilized to support the appropriate next level of 
discipline if they were issued within two (2) years of the date of the current alleged 
infraction, or three (3) years of the date of the current alleged infraction in the case of a 
suspension. 

For the purposes of considering an employee for promotion, disciplinary actions 
may only be considered if they were issued within two (2) years of the date the 
employee applied for the promotion, or three (3) years of the date the employee applied 
for a promotion in the event of a suspension. 

Discipline occurring more than two years prior to the most recent discipline shall 
be removed from the official personnel file and placed in a supplementary personnel 
file, except for suspensions, which shall remain in the personnel file for three (3) years. 
The University shall not be barred from using any prior discipline issued to an 
employee in defense of an action brought by that employee outside of the grievance 
procedure. 

All disciplinary actions (except verbal warnings/counselings) shall be in writing, 
shall include the reason for the action, and state the date on which the disciplinary 
action was issued. The employee and the Union shall simultaneously receive a copy of 
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the disciplinary action within two busin ess days of the issuan ce of the dis cipline unl ess 
the empl oyee is not physically at work. 

Section 4 - Union Witness during Inv estiga tive Interviews: 

An emplo yee being inves tigated for conduct that might result in discipline may 
hav e a Union repres en tativ e pres ent during the employee's investigat ory int erv iew 
up on the request of the empl oyee and managemen t must inform the employee of this 
right. 

If th e Union represent ative requ est ed by the em plo yee is not immediatel y 
available, then an alternate representative that the em ployee requests may attend the 
interv iew . If no Union representative is ava ilable, the inv est igatory int erview will be 
postponed until suc h time that a Un ion representative is availab le. If after a reasonable 
peri od of time a Union repr esentative is not pr esent , the invest iga tion ma y proceed 
without the repr esent ative. Both the empl oyee and the union representative wi ll be paid 
for time spent during an inv estigative int erview. The inadverten t failure of 
Management to advise the em plo yee of the right of representation during an 
inv est igatory intervi ew shall be admissible but not solely controlling in any subsequent 
arbitration. 

Employees shall not be requested to sign a statement regarding miscon duct 
unl ess the emplo yee is informed of his/h er rights to have repre sentati on . Prior to 
sign ing the empl oyee must be informed that he/she can make modification, deletions, 
or corrections in the statement as he or she deems necessary . 

Section 5- Adv ance No tice Period: 

The University will provid e adv ance noti ce of fifteen (15) calend ar days to 
employees of the effective date of the impl ementati on of disc iplin e. 

In the case of a termination , the Un iversity shall have the exclusive discretion to 
hav e the employee continue working or cease working during the fifteen (15) da y 
advance notice period. The emp loyee shall receive his or her regular pay du ring that 
fifteen (15) da y adv ance notice period . 
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Section 6 - Serving Suspensions: 

In the case of a suspension , an employee shall serve the suspension after the 
expiration of the fifteen (15) day advance notice period whether a grievance is filed or 
not. 

Section 7 - Termination: 

In the case of an employee termination, the University shall provide the 
following information to the Union within three (3) business days from the date that the 
employee is notified of his or her termination: 

(a) a copy of the employee's officia l personnel file excluding any 
information related to employee benefits; 

(b) letter of termination; 

( c) notices of any prior discipline relied upon for the termination; 

(d) all bargaining unit employee statements relied upon in connection 
with the investigation giving rise to the termination; and 

(e) the employee's attendance records for the time period if attendance 
was in whole or in part the reason for the termination. 

Section 8 - Pay Status for Terminated Employees: 

Any terminated employee who is in active pay status at the time of termination 
shall receive thirty (30) calendar days of pay following the conclusion of the fifteen (15) 

day advance notice period. The employee shall cooperate in providing relevant 
information to his or her supervisor regarding pending assignments or projects as a 
condition of receiving the thirty (30) days pay. 

Section 9 - Post Termination Conference: 

In the event of a termination, the Vice President of Human Resources or his/her 
designee may, at the Union's option, meet with the Union President or his /her designee 
within five (5) working days of the employee's termination to discuss the matter, unless 
there is a mutually agreed upon extension. Those attending for each side shall have 
legal authority to settle the matter. The purpose of this meeting is to exchange relevant 
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information in the hope of resolving th e matter without the need for an arbitrator. Any 
discussion during the Confer ence shall be inadmissible in any sub sequent grievance 
meetin g, arbitration, or legal proc eedin g. The time fram e for commencing the grievance 
proce ss shall be suspend ed until th e sooner of the Conference occurring or the five (5) 
working days lap se, unl ess there is a mutually ag reed upon extension. Any extension 
shall not imp act the fifteen (15) day ad vance notice period and the thirty (30) calendar 
da y pa y period referenced in this Agreement. The emplo yee ma y be present at the 
Union 's di screti on, unle ss the und erlying conduct relates to workplace violence, in 
which case the em plo yee shall not attend. If the University and the Union cannot 
resolve the issue at th e po st termination conference and if a grievance has been filed, the 
grievance will be adva nced to Article 28, §2 (Special Procedures for Grieva nces on 
behalf of termin ated emp loyees) of the Grievance proc edure, expedited arbitration. 

Section 10 - Appeals: 

An employee who has been issu ed a disciplinary act ion may file an ap peal either 
through the Office of Emplo yee Appeals ("OEA"), subject to its juri sdiction al 
requir ement s, or thr oug h the grievance proc edure in this Agreement, but not both . 

If an emp loyee files in both forum s, both parties agree that any grievance filed 
with th e University shall be wit hdra wn and the gr ieva nce pro cess in this Agreement 
shall not be used. 

ARTICLE28 
GRIEVANCE - ARBITRATION PROCEDURE 

Section 1 - Grievance Process: 

All appeals of disciplinary action s or allega tions of misapplication of the term s of 
this Ag reeme nt in a manner th at harms an empl oyee or gro up of like empl oyees 
(generally referred to herein as "Grievances") m ay be resolved in accord ance with the 
provisions set forth below. Working days as used throu ghout this Article sha ll be 
exclusi ve of Saturda ys, Sundays, holid ays, and full day administrative closures. 

All initial Grievances for resolution in this grievance process must be presented 
to the University within fifteen (15) working da ys after the occurrence of the events on 
which th e grieva nce is based, or within fifteen (15) wor king days of when the employee, 
with the exerc ise of reasonab le diligence, did or should have gained knowledge of the 
occurrence of the events. A copy of eve ry grievance filed shall be transmitted in a timely 
mann er to th e Office of Human Resourc es. All Grievances mu st be pr esented in wr iting, 
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signed, and dated by the aggrieved employee and/or Union representative. The 
grievance shall contain a short factual description of the circumstances giving rise to the 
Grievance, the contract provisions alleged to have been violated, and the relief 
requested. The parties shall undertake the following steps in an effort to resolve the 
Grievance: 

1. Step One: A union representative or the employee shall schedule a 
meeting with the employee and the employee's immediate supervisor in an 
attempt to resolve the Grievance . The immediate supervisor shall render a brief 
written decision on the Grievance within five (5) working days of the meeting. 

2. Step Two: If the decision of the supervisor does not resolve the Grievance, 
or if the supervisor fails to render a written decision within five (5) working days 
as provided in Step One above, the Union shall present the Grievance to the 
Dean or the Vice President, as the case may be, or his/her designee of the 
employee's Department or their equivalent for attempted resolution. The Union 
must present the Grievance within seven (7) working days of the date of the 
immediate supervisor's decision or the expiration of the five (5) working day 
period if the supervisor failed to render a decision. The Dean, Vice President or 
his/her designee of the Department or their equivalent shall render a brief 
written decision on the Grievance within ten (10) working days of the date it was 
presented to him/her. 

3. Step Three: If the decision of the head of the Department does not resolve 
the Grievance, or if the head of the Department fails to render a decision within 
ten (10) working days as provided in Step Two above, the Union shall present 
the Grievance to the Vice President of Human Resources or that person's 
designee for attempted resolution. The Union must present the Grievance within 
seven (7) working days of the date of the head of Department's decision or the 
expiration of the ten (10) working day period if the head of the Department has 
failed to act. The Vice President of Human Resources or their designee shall 
render a written decision on the Grievance within ten (10) working days of the 
date it was presented. 

4. Step Four: Any matter that is not resolved by the University and the 
Union, as provided above, may be referred to an impartial arbitrator who shall 
be selected by mutual agreement or, failing such agreement, selected through the 
processes of the Federal Mediation and Conciliation Service. The parties may 
seek a list of arbitrators from the AAA if the FMCS does not respond within 
seven (7) working days from the time the request is made by the parties or their 
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counsel. The decision to proceed to arbitration must be communicated by the 
Union to the University within ten (10) working days of receiving the Step Three 
answer or within ten (10) working days of the expiration of the ten (10) day 
period if the Vice President of Human Resources or designee fails to act. The 
decision of the arbitrator shall be final and binding upon both parties. 

Section 2 - Special Procedures for Grievances on Behalf of Termina ted Emp loyees: 

Any Grievance challenging a termination must be filed within seven (7) working 
days of the post-termination conference or within seven (7) working days of the lapsing 
of the five (5) working days, all as set forth within Section 9 of Article 27. The grievance 
shall immediately proceed to expedited arbitration, which shall take place within thirty 
(30) calendar days of the termination date unless the date is extended by mutual 
agreement between the Union and the University. The arbitrator shall render an award 
within thirty (30) calendar days of the close of the hearing. The parties shall orally argue 
the merits of the case at the close of the presentation of th e evidence or submit post­
hearing briefs within ten (10) days of the conclusion of the hearing testimony. The 
arbitrator shall be selected from a roster of seven (7) arbitrators , provided by the Federal 
Mediation and Conciliation Service, upon a request by one or both of the parties and 
mutually agreed to by the parties to hear termination grievances only. By mutual 
agreement, the parties may request from the FMCS and /or AAA a list of seven (7) 
arbitrators who are all members of the National Academ y of Arbitrators. The arbitrator 
shall have no power to add to, subtract from, or modify any of the terms of this 
Agreement or any agreements made supplementary to this Agreement. The arbitrator 
shall also have no authority to modify or limit substantive content of any resolution , 
policy, or proceeding of the University's Board of Trustees. The decision of the 
arbitrator shall be final and binding upon both parties. Each party to the arbitration 
shall bear its own expenses of the expedited arbitration and shall equally share the fees 
and expenses of the arbitrator. The arbitrator shall have no authority to award 
attorneys' fees to any party. 

Section 3 - Request for Information Regarding Terminations: 

In addition to the required information referenced in Article 27, Section 7, the 
University shall respond to requests for information made by the Union regarding a 
termination. The University shall provide the requested information within five (5) 
working days of receipt of the request absent extraordinary circumstances pr eventing 
compliance with the request within that time limit. The University shall communicate 
said circumstances to the Union. 
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Section 4 - Time Limits: 

The time limits specified in this Article shall be adhered to in all respects. Failure 
by the University to respond at any of the aforementioned steps within the times 
designed therein shall be deemed a timely denial. Failure by the party filing the 
Grievance to take actions as required within the time specified herein shall result in the 
Grievance being denied and not being subject to any provisions of this Article, 
including arbitration. The time limits may be waived only by mutual agreement. 

ARTICLE 29 
NO STRIKE NO LOCKOUT CLAUSE 

Consistent with the law, there shall be neither strikes nor lockouts during the 
term of this Agreement. 

ARTICLE 30 
TRANSFERS, REASSIGMENTS AND TEMPORARY DETAIL 

Section - 1 Transfers and Reassignments: 

Transfers and reassignments requested by employees to positions in the same 
classification within the University may be effected by mutual agreement. 

Section 2 - Temporary Detail: 

Official personnel action must be completed prior to an employee being detailed 
to another position. The personnel action must specify the period of time of the detail, 
and the salary shall be commensurate to the detailed position . Employees on detail to a 
higher grade shall be temporarily promoted and receive pay for the higher position. 
Employees on detail to a lower grade position shall maintain the pay for their original 
position. This provision shall not apply to employees detailed to training positions. The 
Union will be notified of any detail under this provision. 

ARTICLE 31 
GENERAL PROVISIONS 

Section 1 - Policies and Procedures: 

The University agrees that proposed new work rules and revision of existing 
work rules shall be subject to consultation. Copies of any proposed changes shall be 
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distributed to the Union thirty (30) days in advance of implementation when 

administratively feasible, except in cases of emergency . 

Section 2 - Tob Descriptions: 

Upon request , employees shall be provided their official job description. 

Employees and the Union shall be notified when job descriptions are updated. If a 
phrase such as, "other duties as assigned," is contained within a job description, it shall 
mean only those other duties directly and reasonably related to the critical function s of 
the po sition. 

Section 3 - Position Reclassification (desk audit): 

A position description should be rewritten wh enever a supervisor makes 
significant changes in an employee's major duti es and responsibilities. A determination 

whether the significant changes in an employee's major duties and responsibilities 
warrant reclassification will be as a result of an employee desk audit conducted by a 
person qualified to conduct such a de sk audit. 

An emplo yee, through their supervisor, may req uest a desk audit. Such desk 

audit must be conducted within thir ty (30) day s of the request and a new Position 
Description and Reclassification, if warranted, be completed wi thin sixty (60) days of 

the completion of the desk audit. 

Section 4 - Mass Relocation: 

Except for emergency, health, and safety protection, the University agrees not to 
mass transf er or to relo cate any organizational unit or group of employees without first 
consulting with the Union concerning th e steps to be tak en in order to minimiz e an y 
adverse impact upon working conditions. 

Section 5 - Parking:: 

Within thirty (30) d ays of the signing of this Agreement, thirty spaces on the 
parking level designat ed Bl in th e Van Ness garage shall be reserved for bargaining unit 
memb ers on Monday throu gh Thursday from 8:00 a.m. to 7:00 p.m. and on Friday from 
8:00 a.m . to 3:00 p.m. Bargaining unit memb ers may purcha se eith er annual or academic 
year parking permits at a twenty percent (20%) discount if purchased before September 
1 of each acade mic year. 
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Section 6 - Relevant Information: 

On a monthly basis the University will provide to the Union any reports that are 
reasonably relevant to the bargaining unit at the Union's request within ten (10) 
business days of such request or as soon as possible should ten (10) business days be 
deemed unreasonable under the circumstances. 

ARTICLE32 
GENDER REFERENCES 

All references to employees in this Agreement shall be gender neutral and 
whenever the male or female gender is used it shall be construed to include all 
employees. 

ARTICLE 33 
ZIPPER CLAUSE 

Together with the Compensation Agreement for Compensation Units 1 and 2, 
this Agreement sets forth all terms of compensation and benefits which bargaining unit 
members are provided during their employment while this Agreement is in effect. 

ARTICLE 34 
SAVINGS CLAUSE 

Should any provisions of this Agreement be rendered or declared invalid by 
reason of any existing or subsequently enacted law or by decree of a court or 
administrative agency of competent jurisdiction, such invalidation shall not affect any 
other part or provision hereof. Where appropriate, the parties shall meet within 120 
days to negotiate any substitute provision(s). 

ARTICLE 35 
RELATED SETTLEMENT AGREEMENT AND 

MEMORANDA OF UNDERSTANDING 

Previous to the negotiation of this Agreement, the parties negotiated a Settlement 
Agreement dated April 18, 2013 of PERB Case No. 09-N-03 which excluded from 
bargaining certain subjects absent mutual agreement to negotiate those subjects. In 
accordance with the terms of that Agreement, the University has chosen not to negotiate 
any of those subjects. A copy of that settlement is attached as Appendix A. 
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ARTICLE36 
TERMINATION, CHANGE OR AMENDMENT 

This Agreement shall become effective on the first work week after the contract is 
ratified by both parties and approved by the Government of the District of Columbia 
and remain in full force and effect for three years from the date that the District of 
Columbia Council approves the contract . It shall automatically be renewed from year to 
year thereafter unless either party gives to the other party written notice of a desire to 
modify or amend this Agreement. Such notice shall be given the other party in writing 
by registered mail, or through email, no later than ninety (90) days prior to the 
anniversary date of the Agreement of the year involved. In the event that notice is 
given, negotiations shall begin no later than thirty (30) days prio r to the anniversary 
date. This Agreement shall remain in force and be effective during the period of 
negotiations and until a new Agreement becomes effective. Within a reasonable time 
period after this contract becomes effective, the University shall post an electronic 
version of the executed contract on its website and notify the union of the posting. 

Executed this __ day of _____ _ __ _, 2016. 

AFSCME Local 2087 
District Council 20 

By: __ _ _ _ _ __ _____ _ 

Dated : -------- ---

WSACT!VEL LP :8353189.1 
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University of the District of Columbia 

By :----------- ­
Dated: - - - --- - - - - -



APPENDIX A 

SETTLEMENT AGREEMENT 

;nte :qndersigned parties have .. agreed .. t~ res9lv~ .th~,1:l~~q~bili~ A1l.~al 
. ~ ~ ·.. ,,;. ·; ~ ... -~~t:-.1-~i~ ~-~: , ! • : .: :~ \ 

in AFSCME and UDC, PERB Case'No';J09-N~03 on the ·following basis: 

1. The parties have agreed that the following . .fout sµbJects ·; ~s 
- .. ~ -

:, 

described here, will be considered "non-negotiable• for the sole purpose ~f 

negotiations (including . interest . arbitration) for a successor collective 

QQfgaimng agreement to the parties' August 3, 1988, to Septentp~r .3Q, 1990, 
: '.: • • • - l~ - -. . • • • 

agreement: 

a. Cop~a .ctin~ Out -- th:~:de~.~~op w1t~t1:ier tj>t <;:1nf~ct ~~~t :Wt}rk 
. i ' ·:. ,, •• ;i,·~;,,: ~-• ~: :. M ... : ;,'~ • , , •,. 

and :tlle ,decisfon ~th whom:;i.o cont{~ctlo ,perform such work. 

b. P¢r.f9nn~ce E\'..alu:ation , - Qtt {~,q~tehce, design . (including 
• ~ • I • • 

~ing oE-eva!u_~ijons {ariq~al,"'.biannual. etc .}), and substance of 

a performance evaluation syst!!m (inclu~g . ~09ificatj()n of an 
. . • • ·. . ~ t ~ -':' ~ • . . 

, · 

existing $j,stem). 
. . _.;.. 

c. Reduction-In -Force - the decision whether to implement a 

reduction-in -force, the determination or the competitive level . ' 
. . 

and/or work unit for the reduction-in-force, ap.d ~e decision 
~ -· . . 

whether to traps(er an e:qiployce whose position is subject to a 
~ . ; .. . 

reduction-in-force. 

d. Workweek - es.tablishi~g the number of hours in the basic 

workweek or workday. 

2 . •Non.::riegotiable" shall have the same meaning 'a~ c;Jefig.ed by the 
_1· t 

D.C. Public Employee Relations Boafd :.{'"PER~:") and D.c .. ,Co.di§l -6i7."c)8 that 



.-.• .. • 

the decision to implement any of the four subjects as defined in Paragraph 1 is 

a management right. 

3. These four subjects, as defined in Paragraph 1, shall not be 

included in the next collective bargaining agreement unless agreed to by the 

University, and the exclusion of th es_e subjects from the ~parties' negotiations 
. . .. 

referenced in Paragraph 1 shall not be subject to the grievance procedure. 
~ . . -

Fui#lermdre, the Union will not conte~t before the · PERB the negotiability of 

any of the four subjects ide1;1tified in ~~af!1&raPh 1 ·during the course of the 

parti;s' negotiations referenced in Paragraph 1. This Agreet:n~nt, and this 

Paragraph 3 in particular, shall in no way be used or construed to prejudice, 

waive, or interpret any disputes or issues arising upder or regardirg the 

' 
application of the 1988 co~ec,tive bargaining agreeipent. 

4 . Ih making .this Agreement, the Union does not waive any right or 

opportunity to demand or engage in (a) decision bargaining with the University 

about any of the four subjects defined in Paragraph 1 if the University 

voluntarily opts to bargain over such subject or (b) impact and effects 

bargaining with the University about any of the four subjects in Paragraph 1. 

5. If the Uriion demands bargipmng cons jstent with Paragraph 4 (b), 

'tile University affirms its obligation to promptly engage in such bargaining 

unless it gives notice to the Union that the University believes that the Union•s 

bargaining demand does not relate to iml)fct and effects bargaining. 
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..... ,,. 

6. This A,gree~e.nt is linlited to negotiations for the collective 

bargaining agreement described in Paragraph 1. NeiP?:~r party waives its right 

to assert in _any future negotiation beyond that C!)Vered in Paragra,ph 1 that 

these or other subjects are negotiable or non-negotiable. Ne~thcr party sl_iall 

be prej~diced in any other futul'.e negotiations by thi_s, Agr~m .ent. 89th parties 

ass~rt that they are agreeing to this seUlem~nt solely to avoid prbtracted 

litigation and to achieve a compr6Jnise as to ;tl;)e is~su_es in dispute between the 

parties in Case No. 09-N-03. 

7. Except for the four subjects listed in paragraph 1, The University 

agrees that it will not contest the negotiabili~ of any of the subjects identified 

by the University jn its April 2~, 2009, lette'r to the Union, attached hereto, 

during the negotiations identified ~ Paragraph I. 

8. Within five; . (5) busi,ness · .days of this Agreement, the parties will 

jointly move the PERB to hold Case No. 09-N-03 in abeyance indefmitely. 

Upon full ratification of the collective bargaining agreei;pent described in 

Paragraph 1, the Union will withdraw Case No. 09-N;03. 

9. The parties agree that a breach of this Agreement can be enforced 

in any manner appropriate, includjng lifting the abeyance in Case No. Q9-N-03 . 
. •. . . 

The parties agree that the breaching party will reim,~urse the non-breaching 

party for the non-breaching party's reasonable attorney's fees for any breach of 

this Agreement determined by the PER.13 as an unfair labor practice; provided 

that the · PERB cpnct':!4es that such unfair labor practice constitutes a 
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repudiation of this Agreement and is not a technical violation of the 

Agreement's terms done in bad faith. Neither party waives its right to appeal a 

decision ,.of. the PERB in connection with this Agreement and such appeal shall 

not be subject to this Attorney's fees provision. 

IN WITNESS WHEREOF, the parties hereby execute this Settlement 

Agreement. 

The Universit)' of the District of Columbia 

American Federation of St ~te, County and Municipal Employees,: 
District Council 20 , Local 2087 
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