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Re: SF-RR-1022-H: Regents of the University of California and Student Researchers United, 

UAW 

 

Dear Mr. Pearson: 

The Regents of the University of California (the “University”) submits this response to PERB’s 

October 11, 2021 letter requesting additional information from the University.   

 

I. INTRODUCTION AND OVERVIEW 

The University appreciates the opportunity to provide additional information and context in 

support of its position set forth in its September 2, 2021 letter to PERB.  Rather than repeat the 

arguments in that letter, the University incorporates its response and arguments herein.  The 

University welcomes and embraces a bargaining unit of GSRs, which refers to all specifically 

listed titles in Category 1 and Category 5 of the Request for Recognition (“Request”), including 

GSRs, GSARs and GSRAs.  Non-GSRs, however, are not employees of the University and 

therefore are not covered under HEERA, nor do they have a community of interest with the 

GSRs. 

 

The University’s reference to certain students as non-GSRs in this response and in its prior 

response is a reference to students who are not University employees but who receive 

funding/financial aid in the form of fellowships, training grants, and the like.  They are 

alternatively referred to herein as “fellows” or “trainees.”  The University, as part of its 

competitive position in recruiting top graduate students provides financial assistance to ensure 

that graduate students can focus on their studies rather than work.  The fellowships that certain 

students receive are akin to gifts from the University to support students during their studies.  

There are no strings attached; no required reporting; and no required work.  (Sarnecka Dec. ¶ 5.)  

The University also provides resources to students to apply for external funding, such that, if 

awarded, they can focus on their own research rather than performing work for the University.  

Fellowships or training grants awarded to students from external funds are similarly gifts from 
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external agencies to allow students to perform their own research in furtherance of their own 

education.  In some cases, these external fellowships or grants can be in the form of funding for a 

dissertation where a student is simply provided remuneration so that the student can focus on the 

student’s own dissertation and studies.  (Roller Dec. ¶ 6.)  In other cases, the external fellowships 

provide non-GSRs an opportunity to independently further their own research goals without 

being tied to any particular faculty member or Principal Investigator (“PI” or “Principal 

Investigator”).1  In all cases, the funding can be likened to a “scholarship” or other financial aid 

where a student is provided funding in recognition for their outstanding performance or potential 

as a student. 

 

The non-GSRs, just like the GSRs, are talented students.  However, unlike GSRs that are hired as 

employees to perform University work, the non-GSRs in question receive external funding as 

financial aid during the completion of their studies.  Converting these non-GSRs to employees 

would only serve to add to their workload by requiring them to perform services for the 

University in addition to focusing on their own studies required for the completion of their 

degree.  It would further deprive them of the opportunity to obtain external funding because 

employment with the University would disqualify many from the external funding.  Thus, 

instead of being permitted to obtain a graduate degree with full funding and without the mental 

overhead and time commitment of concurrently working, they would be required to work and 

complete their studies without receiving full funding.  This outcome is certainly not what the 

UAW could or should be seeking because it is not in the best interest of these students, nor is it 

compatible with the University’s mission of being a top notch research university that provides 

graduate students opportunities to study without the burden of having to work while studying.   

 

Therefore, as stated herein and in the University’s initial response, the University respectfully 

requests that PERB deny the unit as currently proposed and allow the parties to discuss the 

creation of a unit of GSRs as part of the upcoming informal settlement conference.  This GSR 

unit would be comprised of over 10,000 student employees and would serve the interests of 

providing representation to employees within the University, while still allowing non-GSRs to 

remain in their current role of funded students. 

 

II. THE UAW’S RESPONSE TO PERB’S REQUEST FOR INFORMATION DOES 

NOT MANDATE CONVERTING NON-GSRS INTO EMPLOYEES NOR DOES 

IT DEMONSTRATE A COMMUNITY OF INTEREST  

UAW’s September 30, 2021 response is organized by requests from PERB and the University 

therefore responds to UAW’s arguments in response to those requests. 

 

                                                 
1 A Principal Investigator, or PI, is a lead person on a grant.  Often times, a PI is a faculty member, but it 

can also be other types of academic appointees, depending on the type of grant awarded.  (Roller Dec. ¶ 

10.) 
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A. PERB Request For Information or Evidence – A: 

Under Appendix A, Category 1, of the Request, the UAW seeks to include “any other Graduate 

Student appointed to a different academic student title and performing substantially similar 

work.”  PERB asked UAW to define, with specificity, the criteria used to establish this 

categorical description, including but not limited to, a discussion of the definition of 

“substantially similar work” and whether UAW seeks to include titles beyond those specifically 

listed (those titles will be collectively referred to herein as “GSRs”). 

 

As the UAW indicated, it is “currently unaware of any Graduate Student ‘appointed to a different 

academic student title’ and ‘performing substantially similar work,’ other than the specific title 

codes already listed in Category 1 of the Union’s Attachment A.”  Based on that admission 

alone, no other title codes should be included in the SRU unit.  It is inappropriate to leave 

uncertainty in the unit by putting the onus on the University to determine with each future 

student or employee retention or each future fellowship or grant award whether the student or 

employee is performing work “substantially similar” to a GSR. 

 

Despite the fact that the UAW is unaware of any other academic student titles performing 

substantially similar work to GSRs, it contends that the unit should include any “graduate student 

who performs research related to the student’s degree program in an academic department or 

research unit under the direction of a faculty member or authorized Principal Investigator,” 

(APM-112-4-b-25i [definition of Graduate Student Researcher]); and any “graduate student who 

is trained in research techniques under the supervision of a Principal Investigator on a research 

project that is not necessarily related to the student’s degree program,” (APM-112-4-b-24ii 

[definition of Graduate Student Assistant Researcher]), who is appointed to a different academic 

student title than already enumerated in the Union’s Category 1.”  However, this argument is 

circular.  If, in fact, a student is performing the work described in this paragraph and pursuant to 

APM-112, the student would be classified as a GSR (or GSAR) for that work.  If, however, the 

student is performing research under their own fellowship or grant and under the direction of the 

external funding agency and not a faculty member or authorized Principal Investigator, then the 

student should continue to be appropriately categorized as a non-employee trainee or fellow. 

 

B. PERB Request For Information or Evidence – B: 

PERB also asked UAW to confirm whether the title “Research Assistants” as defined by 

Academic Personnel Manual APM-112-4-b-47iii exists, and whether it is seeking to include this 

title in the proposed unit.  

 

UAW concedes that it is unaware of any individuals utilizing a “Research Assistant” title and 

requests that the University either agree not to use the title or agree that it will be removed from 

the APM.  While the UAW does not have any authority to control the titles that the University 

utilizes, in the spirit of compromise, the University agrees to refrain from the use of the Research 
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Assistant title as described in APM-112-4-b-47 and to remove the Research Assistant title from 

APM-112 the next time it revises that section. 

 

C. PERB Request For Information or Evidence – C: 

In Categories 3 and 4, the UAW seeks to include Graduate Students performing work 

“substantially similar” to the GSRs and receiving financial remuneration from institutional and 

individual training grants, including but not limited to National Institutes of Health Institutional 

Training Grants T32, T35, T90/R90, D43, D71, National Institutes of Health Individual Training 

Grants (F30, F31, and F31-Diversity), Food and Agricultural Sciences National Needs Graduate 

and Postgraduate Fellowship, National Sciences Foundation Research Traineeship Program, 

National Science Foundation Program, National Defense Science and Engineering Graduate 

Fellowship Program, Department of Energy Computational Science Graduate Fellowship, 

National Aeronautics and Space Administration Space Technology Graduate Research 

Opportunities Fellowship.  PERB requested that UAW describe, with specificity, the criteria 

used to devise such categories, including but not limited to, a description of the definition of 

“substantially similar work,” and the types of grant awards that UAW believes would (and 

would not) establish an employment relationship.  Additionally, UAW was asked to  

describe the manner in which the UC processes or controls the funding awarded to the 

Graduate Students receiving the above remuneration/grants/fellowships.  

 

UAW struggles, as with the first category, to explain how work is “substantially similar” 

between GSRs and non-GSRS.  UAW essentially argues that GSRs and trainees/fellows perform 

substantially similar work because they are graduate students who perform research related to the 

student’s degree program.  But this overbroad argument conflates the difference between 

students and employees by simply stating that they both conduct research and thus both 

categories must be employees.  The fact that both GSRs and non-GSRs conduct research is a 

distinction without a difference in the context of assessing appropriateness of the proposed unit 

given that various individuals, across various units and across varying titles (including solely 

students), conduct research within the University because the University is a research 

institution.2  (Kello Dec. ¶ 6; Roller Dec. ¶ 3; Ed. Code, § 66010.4, subd. (c) [“The University of 

California shall be the primary state-supported academic agency for research”].)  Even Teaching 

Assistants, who are covered by a separate UAW agreement and are typically graduate students, 

continue their research toward their degree while being employed as an instructor.  (Roller Dec. 

¶ 3.)  A doctoral student must conduct research in order to prepare their dissertation and obtain 

their PhD.  The critical difference, however, between GSRs and non-GSRs, is the level of control 

that the individual employee/student has over the research.  (Kello Dec. ¶ 13.) 

                                                 
2 UAW confusingly references GSRAs at Lawrence Berkeley National Laboratories as an example of 

students who perform work similar to GSRs.  The University has already agreed that GSRAs are similar 

to GSRs and that they should be included in the unit with GSRs.  Therefore, the GSRAs are not an 

appropriate example of non-GSRs that should be included in the unit. 

 

PERB Received
10/21/21 22:48 PM



 

Ronald Pearson 

October 21, 2021 

Page 5 

 

 

 

 

PAUL, PLEVIN, SULLIVAN & CONNAUGHTON LLP 

 

In the case of a GSR, the Principal Investigator or University holds the grant or funding and has 

control over how the money is spent and holds the GSR responsible for the work performed.  

(Roller Dec. ¶ 10.)  By contrast, for those non-GSR students who have individually applied for 

fellowships/grants, control is vested either in the external agency or with the non-GSR who has 

autonomy over their own research.3  (Kello Dec. ¶ 3.)  There are thousands of individual funding 

opportunities from numerous sponsors across all disciplines for graduate students.  (Kello Dec. ¶ 

10.)  Students typically apply directly to the agencies, sometimes prior to enrollment in their 

graduate studies, and retain ownership of the awards, which are meant to support their scholarly 

activities and progress toward their degrees.4  (Kello Dec. ¶ 13.)  They are subject to policies and 

requirements consistent with those of other gift aid fellowship programs, including remaining in 

full-time enrollment status while making suitable progress toward their degree.  (See Exh. A.)  

Even if a Principal Investigator is dissatisfied with a trainee’s or fellow’s work, the PI does not 

have any control over terminating that work or otherwise taking away the funding from the 

trainee.  (Roller ¶ 19.)  Further, the trainee or fellow can decide to move labs or change the 

Principal Investigator with whom they work, and the funding moves with the student.  (Kello 

Dec. ¶ 16.)  By contrast, if a GSR wants to move labs, the funding obtained by the initial 

Principal Investigator does not move with the student/GSR; instead, they would have to find new 

funding.  (Id.)   

 

There are also many fellowships/grants that the University awards where the graduate student is 

not expected to do research in a particular lab for a specific Principal Investigator.  (Roller Dec. ¶ 

11.)  For example, a department or discipline may award “block grant funds” to first year 

graduate students.  (Id.)  The block grant funding typically comes with specific academic 

expectations, including making satisfactory academic progress and engaging in research 

rotations to learn from mentors.  (Id.)  The University also awards internal fellowships, such as a 

recruitment fellowship, where there are usually no research requirements attached to the funding, 

or continuing fellowships, where the typical expectation is that the student makes satisfactory 

academic progress.  (Id.) 

 

Based on the foregoing, the UAW’s petition is overly broad as written such that students on their 

own fellowships/grants and those who receive fellowships/grants from the University with no 

research requirement associated with it, are swept into the bargaining unit even though they do 

not perform any service for the University.  

                                                 
3 As some students noted in their declarations, the University provides resources to assist students in 

locating and applying for external fellowships.  By providing such resources, the University does not 

adopt an employment relationship with the student.  Instead, these resources are much like resources that 

the University provides for all students to inform them about, and help them apply for, financial aid.  

(Roller Dec. ¶ 12.) 

 
4 Two of the student declarations stated that the students were awarded their fellowships prior to 

enrollment with the University, thus they could not possibly be employees at that time. 
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D. PERB Request For Information or Evidence – D: 

According to the submissions in this case, there are approximately 3,943 individuals listed in the 

Request that are not GSRs and who do not have any of the listed grants or fellowships described 

in Section C, supra.  PERB asked UAW to describe the criteria used to establish this category of 

additional individuals.  UAW acknowledged that there is not a separate category for these 3,943 

individuals, and instead stated that UAW overinflated its estimate. 

 

The University accepts UAW’s contention that UAW overestimated the number of unit members 

and thus agrees that the approximate number of potential members of the SRU unit is 12,798, 

and not 16,741. 

 

E. PERB Request For Information or Evidence – E: 

Finally, PERB requested that UAW explain, in detail, the employer-employee relationship, 

including purported supervisory structure and to describe any similarities and differences in 

working conditions across all affected disciplines, academic departments, labs or research units.  

 

Rather than analyze alleged similarities, UAW simply lists the alleged hallmarks of employment 

and conclusorily states that the non-GSRs meet these categories and are similar to GSRs in 

meeting these categories.  However, upon closer examination, these categories highlight the 

differences rather than the similarities between GSRs and non-GSRs and show that the hallmarks 

of the employment relationship do not apply to non-GSRs: 

 

• Working conditions at the lab:  

 

– Not all trainees work in a “lab” setting.  Non-GSRs in the humanities or other non-

scientific endeavors likely do not have a “lab.”  Therefore, there may not be physical 

“working conditions” for these trainees and thus they do not have similar “working 

conditions” as GSRs.  Further still, for those non-GSRs who are in a physical lab (or 

even for those who are not), the trainee/fellow controls their own research conditions as 

directed by the external agency.  Non-GSRs may work with a PI, but the PI does not have 

ultimate control over how the research is done, as a PI does with a GSR.  (Roller Dec. 

¶13.) 

 

• Supervision and direction by a UC faculty member/PI:  

 

– A GSR is directed and supervised by the faculty member/PI.  However, the scope of the 

research is directed and controlled by the external funding agency for trainees and 

fellows (if at all).  Sometimes fellows or trainees utilize faculty members as “mentors” or 
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advisors,” but this mentorship role is not a supervisory role.5  Rather, it is part of the 

education that the University provides to students.6  (Roller Dec. ¶ 14.) 

 

• Pay, pay scales, minimum salary/stipends, supplemental pay, and pay increases: 

 

- Non-GSRs are not “paid” as employees and any external financial remuneration they 

receive is paid for by the funding agency, not the University’s funds.  This “payment” is 

typically made through the financial aid system.  By contrast, pay and minimum 

salary/stipends are governed by the University for GSRs and are paid through the 

University’s payroll system.  (Roller Dec. ¶ 15.) 

 

• Access to benefits and healthcare: 

 

- All graduate students are eligible for the University-provided health insurance, GSHIP, 

by virtue of their student status.  The availability of benefits depends solely on a student’s 

status and not their status as a trainee, fellow, GSR or any other title, including those 

without a title at all.  (Roller Dec. ¶ 16.) 

 

• Occupational health and safety policies and practices, including those relating to 

COVID-19: 

 

- The entire University community is subject to health and safety policies and practices, 

including those relating to COVID-19.  (Roller Dec. ¶ 17.) 

 

• UC email and technology: 

 

- All students, whether trainees, fellows, GSRs, or students without any status other than 

as a student have access to UC email.  (Roller Dec. ¶ 18.) 

 

• Ability to terminate student status, and accordingly, the employment that is contingent 

upon student status: 

 

                                                 
5 As an example, a fellow at the University of California, Merced was permitted to train at the University 

of California, Los Angeles.  (Kello Dec. ¶ 19.)  This relationship would not have worked if the fellow 

were an employee because the faculty mentor at UC Merced would not be able to “supervise” a student 

who is training at another campus.  (Id.) 

 
6 As yet another example, if a non-GSR is working with a faculty member mentor on a project in certain 

disciplines, the non-GSR may be the sole author on any resulting publication.  (Sarnecka Dec. ¶ 7.)  On 

the other hand, if a GSR is working under the supervision of a faculty member, the faculty member is an 

author on the resulting publication.  (Id.) 
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- The University has no ability to terminate the trainee/fellow’s external funding, but the 

University can terminate a GSR’s employment.  The decision of whether to terminate a 

student’s status as a student is completely independent of work done as a GSR or a 

trainee/fellow.  The University has very specific criteria, not dependent on employment or 

fellowship status, which governs whether a student will lose student status.  The 

University also has specific criteria under which a GSR may lose employment status.  

The University does not have criteria for eliminating external fellowship status or 

denying external funding; these are solely within the control of the external funder.  

(Roller Dec. ¶ 19.) 

 

• Coverage under Sexual Violence and Sexual Harassment Policies under Title IX)iv 

(“SVSH Policy”)  

 

- All students are covered under the SVSH Policy; it is not unique to GSRs and 

trainees/fellows.  Those students without any status are covered by the SVSH Policy. 

However, GSRs are covered under the both the student and the employee frameworkv 

while non-GSRs are covered under the student frameworkvi only.  (Roller Dec. ¶ 20.) 

 

• And, in most cases, disbursement of remuneration: 

 

- Disbursement of remuneration for trainees/fellows will depend on how the funding 

agency prefers to issue such remuneration.  Some issue it directly to the student, and 

some provide it to the University to distribute to the student.  In all GSR cases, the 

remuneration comes from the University.  For those non-GSRs who receive disbursement 

through the University, the disbursement typically comes through the Student Financial 

Aid System and not through UC Path (the University’s payroll system).  (Roller Dec. ¶ 

15.) 

 

In addition to the above examples of how a non-GSR is not an employee, many of the external 

grants set forth in the UAW’s Request take pains to assert that the award does not create an 

employment relationship.  (Exh. A.)  These include NIH T32 grantsvii, NIH individual 

fellowshipsviii, and the NSF Graduate Research Fellowship Programix.  Some awards also 

specifically recognize that a student may additionally, separate and apart from the fellowship or 

grant, perform services for their home educational institution as a teaching assistant or student 

researcher, but that those duties and “services” are not included within the funding conditions of 

the external fellowship or grant.  (Exh. A; Roller Dec. ¶ 5.)  In the case of training grants 

awarded by the NIH and NSF, if a student is to take on limited supplemental employment as a 

GSR, the University must verify that the work performed as a GSR differs from that performed 

on the training grant, and that the GSR work does not impede the training activities and 

objectives that the grant requires.  (Id.)  This requirement further distinguishes between a GSR 

and a trainee/fellow.  Critically, the continued receipt of an external fellowship stipend is 

dependent on academic progress, not completion of specific research projects or deliverables that 

is typical of GSR employment.  (Roller Dec. ¶ 9.)  In many cases, fellowships are awarded based 
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on diversity, merit, and need, whereas GSR employment is provided based on ability to perform 

the work. 

 

The UAW also argues that “the UC’s organization structure covers the Graduate Student 

employees in the petitioned-for unit,” and specifically cites that they fall within the Division of 

Academic Affairs, the Department of Graduate, Undergraduate, and Equity Affairs, and under 

their auspice is the unit of Graduate Studies.  However, Graduate, Undergraduate, and Equity 

Affairsx and the Graduate Studies unit at the Office of the President manages student policies 

which cover non-GSRs only.  (Roller Dec. ¶ 22.)  If a student is employed as a GSR, they are 

under the purview of Academic Personnel and Programsxi and are held to the Academic 

Personnel Manualxii (the personnel manual that applies to academic employees).  (Roller Dec. ¶ 

22.) 

 

III. THE UAW’S ARGUMENTS TO INCLUDE NON-GSRS IN THE SRU UNIT 

HAVE NO MERIT 

In its response, the UAW includes a number of arguments to prove why non-GSRs should be 

converted to employee status and included in the SRU unit, but their arguments do not support 

converting non-GSRs into employees and including them in the unit. 

 

A. Postdoctoral Paid Directs are not Similar to Non-GSRs 

UAW repeatedly argues that the University should allow non-GSRs to be part of the unit because 

the University argued that Postdoctoral Paid Directs (“Paid Directs”), who receive funding from 

outside sources, should be included in the Postdoctoral unit along with other Postdoctoral titles.  

But, the UAW’s argument misses key differences between the Paid Directs and the non-GSRs.  

 

First, Paid Directs have had employee status with the University and have been held to its 

personnel policies since 2003; the non-GSRs have never had that status.  (Roller Dec. ¶ 24.)  

Therefore, the University was never confronted with the question of whether individuals who 

have never been employees should now be converted into employees.  (Id.)  A decision in favor 

of non-GSRs being part of the unit is not just a decision as to what constitutes a proper unit (as it 

was in evaluating whether Paid Directs should be part of the postdoctoral unit), but it is also a 

decision forcing the University to convert students into employees.  Such a forced conversion 

exceeds PERB’s jurisdiction under HEERA in that HEERA only gives PERB jurisdiction over 

employees.   

 

Second, employee status for non-GSRs could make a student ineligible for certain fellowships 

and traineeships because certain awards expressly prohibit employment and all awards are given 

based on the non-GSRs pursuits as a student.  (See Exh. A; Roller Dec. ¶ 15.)  Therefore, the 

expectation at the time of application and award is that the non-GSRs have and will maintain 

student status.  However, maintaining employee status for Paid Directs by including them with 

others in the postdoctoral unit (as the University previously proposed) did not affect their 
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funding as the Paid Directs already applied for funding based on their status as employees, and 

they received that funding assuming they would continue as employees. 

 

Third, Paid Directs’ only status was employee-status at the time the postdoctoral unit was created 

and they did not have any other status with the University.  (Roller Dec. ¶ 24.)  Therefore, it was 

appropriate to include them with the other postdoctoral employees in order to give them 

commensurate rights and privileges.  (Id.)  Non-GSRs, on the other hand, do have a status other 

than employee -- student status -- and are thus protected and governed by rules governing 

students.  (Id.)  A doctoral student must conduct research in order to prepare their dissertation 

and obtain their PhD; a postdoctoral employee has already obtained their degree and is 

conducting research as part of their employment.  (Id.) 

Finally, when the UAW petitioned to unionize the postdoctoral scholars, all postdoctoral 

scholars, including Paid Directs, were already enumerated in APM-390xiii as employees of the 

University and had employee title codes, including those on fellowships and traineeships.  

(Roller Dec. ¶ 25.)  Therefore, it made sense to include them in a unit with the other postdoctoral 

scholars enumerated in the APM.  (Id.)  GSRs and GSARs are similarly included in the APM as 

employees and it, again, makes sense to include them in a unit together.  (Id.)  Graduate student 

fellows and trainees, on the other hand, are not included in the APM as employees.  (Id.)  

Instead, those graduate student fellows and trainees are covered by non-employment student 

policies.  (Id.)  Therefore, even if not employees, they are still students and have rights, 

privileges, and obligations associated with that status.  (Id.) 

 

B. Other Universities’ Treatment of Graduate Students Does not Necessitate 

Converting Non-GSRs to Employees 

UAW also argues that NLRB and other higher education institutions recognize students on 

training grants and fellowships as employees and thus the University should recognize non-GSRs 

as employees.  Their arguments omit several key facts as discussed below.   

 

First, the NLRB decision regarding Columbia University discussed students on training grants 

(in addition to research assistants paid via research grants, similar to UC’s GSRs), but it does not 

reach fellowships, such as those that non-GSRs maintain.  (Trustees of Columbia University in the 

City of New York and Graduate Workers of Columbia-GWC, UAW, 364 NLRB No. 90 

 (August 23, 2016).)  Specifically, the NLRB held that students working as research 

assistants were employees under the National Labor Relations Act because Columbia directs the 

research assistants’ work and because performance of defined tasks on a research grant is a 

condition of Columbia’s receipt of the grant.  (Id.)  The NLRB was focused on the question of 

the control over the work performed, and found that Columbia receives revenue from training 

grants and that the receipt of the training grant is conditioned on ensuring that students on the 

grant receive appropriate training within a formalized program, which is consistent with the 

funder’s goal of having a well-trained workforce in biomedical and behavioral research.  (Id.)  

The NLRB further found that Columbia oversees and directs the students who receive the 

PERB Received
10/21/21 22:48 PM

https://ucop.edu/academic-personnel-programs/_files/apm/apm-390.pdf


 

Ronald Pearson 

October 21, 2021 

Page 11 

 

 

 

 

PAUL, PLEVIN, SULLIVAN & CONNAUGHTON LLP 

research grants.  (Id.)  The NLRB also noted that Columbia’s research assistants are often 

compensated from both research grants and training grants simultaneously.  (Id.)  By contrast, 

here, the fellows are the individuals who receive the external funding and they are controlled by 

the funding agency and not the University. 

 

Second, at the University of Washington, student researchers are included in the bargaining unit 

unless they are performing research primarily related to their dissertation and have “incidental or 

no service expectations placed upon them by the University.”  (“RCW 41.56.203” Wash. Rev. 

Code § 41.56.203(1)(h).)  This exclusion was written into the state law, which the UAW and 

University of Washington worked on together.  (Id.)  But this law, which allows student 

employees to organize, is no different than HEERA, which allows student employees to organize.  

(Compare Id. to Gov. Code § 3562(e).)  Neither the Washington law nor HEERA require the 

University to convert students into employees.  Further, the University’s understanding of the 

composition of the bargaining unit at the University of Washington is that fellowship positions, 

like the NSF GRFP and NIH fellowships, are not and have never been part of their bargaining 

unit.  (See Exh. B.xiv)  This aligns with the NSF guidelines, which state there is no service 

expected to the University while the student is on tenure (i.e. on active status with the 

fellowship).  In a similar vein, the trainee positions that are excluded from the University of 

Washington bargaining unit do not have any work expectation back to the University.  Similarly, 

here, the non-GSRs do not have a work expectation back to the University. 

 

Third, the UAW cites to University of Massachusetts-Amherst, University of Connecticut, and 

Harvard as other examples of bargaining units that include trainees and fellows.  However, two 

of the three explicitly exclude students on fellowships who do not have obligations to the 

institution in return for the funding received.  For example, at the University of Massachusetts, 

the collective bargaining agreement excludes trainees and fellows who are not required to 

perform duties for remuneration.  (Exh. C, Article 1.)  This is similar to the composition of the 

unit at the University of Washington.  At the University of Connecticut, the collective bargaining 

agreement includes “graduate students whose functional relationship to the university is 

substantially identical to Graduate Assistants even if another term is used by the University to 

describe their position” (“Graduate Assistants” include “Research Assistants”).7  (Exh. D.)  

Hence, a graduate fellow appears to be excluded from the Connecticut collective bargaining 

agreement because they do not have the same functional relationship to the university as a 

                                                 
7 Connecticut distinguishes between Graduate Assistants and Fellowships as follows:  An assistantship 

(teaching assistantship or research assistantship) is awarded to a graduate student who provides teaching 

or research support to the University that is a part of his/her academic program.  In recognition of this 

support, the tuition of the student is provided by the grant/contract funding agency (for research 

assistants) or the University (for teaching assistants).  A fellowship is awarded to a graduate student to 

pursue his/her academic program, but does not require the student to provide any teaching/research 

support to the institution.  The tuition of a student receiving a fellowship must be paid by the student, the 

granting organization, the department and/or school and/or college or through the Office of the Vice 

President for Research (VPR) with prior approval.  (Emphasis added).  (Exh. C.) 
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research assistant.  Finally, at Harvard, the collective bargaining agreement includes research 

assistants whose positions are funded by training grants, but is silent regarding externally funded 

fellows.  (Exh. E.) 

 

Not much information is publicly available regarding other public universities within the 

Association of American Universities and their treatment of students who are trainees or fellows.  

However, of the 29 other, non-UC institutions, 8 institutions appear to exclude from employment 

those trainees and fellows whose awards do not require them to provide service to the University 

as a condition of the award (Iowa, Michigan State, Illinois, Kansas, North Carolina, Purdue, 

Rutgers, Washington) and 12 institutions appear to exclude trainees and fellows from 

employment irrespective of the nature of the students’ funding (Ohio State, Georgia Tech, 

Indiana, Penn State, Virginia, Wisconsin, Iowa State, Texas A&M, Colorado, Maryland, Utah, 

Pittsburgh).  (Roller Dec. ¶ 27.)  Therefore, there is significant precedent for excluding non-

employee trainees and fellows with external funding from a bargaining unit. 

 

C. SB 201/HEERA does not Require the University to Convert Non-Employee 

Students into Employees  

Finally, UAW twists the legislative history of SB 201 and bends it to its current needs and 

arguments to contend that non-employee students are “employees” under HEERA.  However, its 

arguments are not supported by either the legislative history or the plain language of the statute. 

 

HEERA has recognized that student employees may be “employees” entitled to collective 

bargaining rights.  (Gov. Code § 3562(e).)  Prior to 2017, the student employee must have met 

two conditions in order to be considered an “employee” under HEERA: (1) their employment 

must be contingent on their status as students; and (2) the services they provide are unrelated to 

their educational objectives, or their educational objectives are subordinate to the services they 

perform and coverage under this act would further the purposes of the act.  In 2017, the 

legislature broadened the definition of “employee” under HEERA by eliminating the second 

condition.  (Id.)  The amended definition now includes “student employees whose employment is 

contingent on their status as students.”  (Id.)  This amendment was not intended to convert non-

employees into employees, but was meant to recognize that there are students who also happen 

to be employees, but their employment status is not contingent on them remaining a student.  

This could apply to various jobs across a campus, such as food service, an administrative 

position, or custodial service. 

Notably, in 2017, the University engaged in numerous discussions with the legislative sponsor, 

Senator Nancy Skinner’s office, and the UAW regarding compromise language for SB 201.  In 

all of the discussions, the University and the UAW discussed GSRs only as a result of PERB’s 

decision regarding GSRs.  (Lee Dec. ¶ 3.)  The parties did not discuss fellows and trainees in the 

context of SB 201, nor were fellows and trainees ever contemplated as part of SB 201.  (Id.)  The 

narrow focus of the discussion and legislative history is evidenced by UC’s opposition letter and 

the request for veto letter, which discusses GSRs only and is silent as to trainees and fellows.  
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(Id.; Exhs. F and G.)  The legislative history also makes it abundantly clear that Research 

Assistants (or GSRs), who were employees, were the focus of SB 201.  (Exhs. H and I.)  Non-

employee students on fellowships or grants were not mentioned as the intended target of the bill.  

(Id.)  To that end, the legislative history states:  “[Research Assistants] are enrolled students 

selected for high achievement and promise as creative scholars and assist faculty members with 

scholarly research. Their research may directly relate to their discipline of study. [Research 

Assistants] may not be assigned teaching, administrative, or general assistance duties; they are 

paid from contracts and grants generated by the faculty.  (Id., emphasis added.)  Further, the 

legislative history contains express references to The Regents of the University of California and 

Student Association of Graduate Employees, et al., PERB Decision 1301-H (1998), which held 

that GSRs were not “employees” under HEERA.  (Id.)  The UAW never argued in the above-

referenced case that non-GSRs should also be part of HEERA, but instead argued that GSRs (and 

other “employees”) were entitled to employment status under HEERA.  Therefore, SB 201, 

which effectively nullified Decision 1301-H, was only intended to provide employment status to 

GSRs, and not to trainees and fellows. 

 

IV. PUBLIC POLICY AND COMMUNITY OF INTEREST CONSIDERATIONS DO 

NOT SUPPORT THE PROPOSED SRU UNIT 

In addition to community of interest principles described above and in the University’s 

September 2, 2021 letter, HEERA also requires PERB to assess the following criteria when the 

appropriateness of a unit is at issue: 

(2) The effect that the projected unit will have on the meet and confer relationships, 

emphasizing the availability and authority of employer representatives to deal effectively 

with employee organizations representing the unit, and taking into account factors such 

as work location, the numerical size of the unit, the relationship of the unit to 

organizational patterns of the higher education employer, and the effect on the existing 

classification structure or existing classification schematic of dividing a single class or 

single classification schematic among two or more units. 

(3) The effect of the proposed unit on efficient operations of the employer and the 

compatibility of the unit with the responsibility of the higher education employer and its 

employees to serve students and the public. 

(4) The number of employees and classifications in a proposed unit, and its effect on the 

operations of the employer, on the objectives of providing the employees the right to 

effective representation, and on the meet and confer relationship. 

(5) The impact on the meet and confer relationship created by fragmentation of 

employee groups or any proliferation of units among the employees of the employer. 
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(Gov. Code § 3579(a)(2-5).)  These factors, combined with the lack of community interest, 

weigh against recognition of the proposed unit given the lack of effective representation of the 

combined unit.  (The Regents of the UC Professional Librarians (1982) PERB Dec. No. 247-H 

[“Given the pronounced community of interest differences between the diverse groups 

of…employees, we cannot find that an overall unit would provide employees with the statutory 

right to effective representation…”.].) 

In addition to the reasons outlined in the University’s original September 2, 2021 response to 

PERB, the proposed unit does not adequately protect the students’ interests and would instead 

hamper the students’ relationships with external funding agencies.  For example, the length of 

the external funding could be a mismatch from mandatory length of appointment in a future 

collective bargaining agreement for the GSRs.  The amount of funding available to non-GSRs 

could also be a mismatch with the payments provided to GSRs for their work.  Further, students 

may be barred from receiving the external funding if they are also employed by the University. 

There are also practical limitations that would be placed on non-GSRs if they were converted to 

employees.  For example, during the pandemic, employees were permitted to go overseas to 

perform their work by exception only because they were employees under the University’s 

control and there are serious implications for the University to employ employees in other 

countries as they may be held to that country’s laws, including employment laws.  By contrast, 

non-GSRs were permitted to go overseas to perform their research because they are students and 

not employees.  (Kello Dec. ¶ 18.)  Therefore, converting non-GSRs to employees could 

constrain some of their studies and not allow them complete autonomy in performing their 

research. 

Converting non-GSRs into employees would also slow their progress toward a degree.  Any 

student employment at the University of California is limited to 50% time to ensure that the 

student always remains a student first and an employee second and that there is timely 

progression to degree.  (Roller Dec. ¶ 29.)  Requiring all fellows and trainees to be characterized 

as employees will increase the time it takes students to complete their degrees since student 

employment is capped at 50% time and a fellowship/traineeship is a form of financial aid to the 

graduate student to advance their own academic pursuits.  (Id.) 

Further, and most importantly, by the union’s argument, any graduate student receiving any 

source of support (financial aid, awards, scholarships) and doing research (which all non-

professional students do) would need to be classified as an employee.  This would be a 

catastrophic result for the University mission of graduate education in that it would require the 

University to pay students to perform research toward their degrees.  This is evidenced, for 

example, in external dissertation grants.  These are grants awarded, typically in the student’s last 

year, for the student to focus on nothing else but their dissertation.  If this grant is transformed 

into an employment relationship, the University would essentially be paying a student as an 

employee to complete their own dissertation.  (Roller Dec. ¶ 6.)  Further, quantifying that time 

on a dissertation as “work time” would be nearly impossible.  (Id.)  Finally, it is the student and 
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not the University, who benefits from the dissertation completion.  Therefore, the entire thrust of 

employment as GSRs – to provide service to the University – is decidedly absent from a 

student’s pursuit of their own dissertation. 

For the foregoing reasons and those set forth in the University’s September 2, 2021 response, the 

unit as proposed is inappropriate for recognition.  The University, however, reiterates its request 

for the UAW to redefine the unit to only include GSRs, which the University would immediately 

recognize as an appropriate unit. 

Sincerely, 

 

PAUL, PLEVIN, SULLIVAN & 

CONNAUGHTON LLP 

 

 

By: 

 

 

 Sandra L. McDonough 

 

 

i https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-112.pdf  
ii https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-112.pdf  
iii https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-112.pdf  
iv https://policy.ucop.edu/doc/4000385/SVSH at p. 9 
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DECLARATION OF CHRISTOPHER KELLO 

I, Christopher Kello, declare as follows: 

1. I have personal knowledge of the following facts and, if called as a witness, could 

and would testify competently thereto. 

2. I am the Interim Vice Provost and Graduate Dean, as well as a Professor, at the 

University of California, Merced.   

3. I earned my bachelor’s degree at the University of Rochester and my Ph.D. at the 

University of California, Santa Cruz.  I thereafter served as a postdoctoral fellow at Carnegie 

Mellon University and as an advanced research associate at the House Ear Institute before joining 

the faculty at George Mason University in 2001. 

4. I received an early career award from the National Science Foundation (“NSF”) for 

my integration of computational and experimental studies of speech and reading, and went on to 

become program director of the Perception, Action, and Cognition program at NSF.  I also 

oversaw two NSF Science of Learning Centers and received an NSF Director’s award before 

joining UC Merced in 2008 as a Professor of Cognitive Science. 

5. At UC Merced, I have led or co-led several sponsored research projects totaling 

over $6 million, including two NSF-funded graduate training programs.  I have over 100 

publications across a variety of fields and research communities, with a broad emphasis on 

interdisciplinary studies of human behavior. 

6. The University is a research institution and various individuals, across various units 

and across varying titles (including solely students), conduct research within the University. 

7. Graduate students have a variety of mechanisms to receive funding during their 

time as graduate students.  Some students work as Graduate Student Researchers (“GSRs”), others 

receive scholarships, grants, or fellowships. 

8. Given my history as a researcher, Professor, Interim and Associate Graduate Dean 

and with the NSF, I am very familiar with fellowships and grant funding, including the role of the 

students who receive the funding.  Fellowships and grant funding can take the form of external 

fellowships, internal fellowships or training grants, to name a few. 
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9. Some students are awarded dissertation grants, typically in the student’s last year, 

for the student to focus on nothing else but their dissertation.  If this grant is transformed into an 

employment relationship, the University would essentially be paying a student as an employee to 

complete their own dissertation.  Further, quantifying that time on a dissertation as “work time” 

would be nearly impossible.   

10. There are thousands of individual funding opportunities from numerous sponsors 

across all disciplines for graduate students.  Students apply directly to the agencies, sometimes 

prior to enrollment in their graduate studies, and retain ownership of the awards, which are meant 

to support their scholarly activities and progress toward their degrees 

11. A Principal Investigator, or PI, is a lead person on a grant.  Often times, a PI is a 

faculty member, but it can also be other types of academic appointees, depending on the type of 

grant awarded.  The Principal Investigator or University holds the grant or funding and has control 

over how the money is spent and holds the GSR responsible for the work performed.  By contrast, 

for those non-GSR students who have individually applied for fellowships/grants, control is vested 

either in the external agency or with the non-GSR who has autonomy over their own research. 

12. My understanding is that PERB is evaluating, in part, whether trainees and fellows 

(“non-GSRs) are substantially similar to Graduate Student Researchers (“GSRs”) and whether 

non-GSRs are or should be employees.  Based on my experience, the role of GSR and non-GSRs 

are vastly different and non-GSRs are not employees of the educational institution. 

13. Although the work as between a GSR and non-GSR may look similar, the biggest 

difference between the two roles is the autonomy involved.  For example, the GSR works in a 

position funded and retained by the University through a professor or Principal Investigator.  By 

contrast, the non-GSR’s funding usually comes from an application that the non-GSR makes 

either for internal or external funds.  If the funding is awarded, the non-GSR is the one who is the 

award recipient.  

14. Training fellowships are also slightly different in that they are run through a 

training grant that belongs to a faculty member on campus, but the non-GSR still usually applies 

directly for the non-GSR’s training fellowship and the training fellowship is awarded directly to 
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the non-GSR. 

15. Graduate students may also apply for internal fellowships from the University 

itself.  The application for those fellowships is usually submitted by the graduate student and the 

award is given to the graduate student and not to a faculty member. 

16. The non-GSR’s autonomous status is further illustrated by whether the award 

“travels” with the non-GSR or whether it stays in the lab or with the faculty member.  A non-GSR 

“owns” the award, so if the non-GSR decides to move to another lab or work with other faculty 

members, the non-GSR takes the funding with them to that new role.  By contrast, if a GSR 

decides to work with another faculty member or move to another lab, the funding does not move 

with the GSR and the GSR would have to seek new funding. 

17. As another distinction, GSRs who work for a faculty member may be given, and 

expected to deliver on, certain deliverables.  If the GSR does not deliver the requested work 

product, their position can be terminated.  By contrast, a faculty member cannot require 

deliverables of the non-GSR as terms of funding.  Instead, the terms of funding are imposed by the 

fellowship award criteria.  These terms typically do not require deliverables in the sense of 

employment. 

18. During the pandemic, another practical reality of the difference between a GSR, as 

an employee, and a non-GSR, as a non-employee, is the freedom to physically relocate.  As 

employees of the University, the GSRs were not permitted to travel outside the country for their 

work.  By contrast, non-GSRs, as autonomous non-employees, were permitted to travel outside the 

country for their research.  This freedom greatly benefited the non-GSRs and they should be able 

to preserve this type of freedom moving forward. 

19. I also recently had a graduate student in my department who had a fellowship.  She 

attended UCLA for training on her fellowship, even though she was a UC Merced student.  If she 

had been a GSR and, thus, under my supervision, she would not have been able to conduct that 

training at UCLA.  However, since she is a fellow and has more autonomy, she was able to 

perform the training at UCLA. 

20. I have considerable concerns that converting non-GSRs into employees, or 
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requiring them to be exactly like GSRs, would be detrimental to non-GSRs in that they would lose 

their autonomy.  Further, non-GSRs may lose the benefit of some of their fellowship funding 

that’s not compatible with the employment structure attendant to GSRs. 

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed on this 19th day of October, 2021, at Merced, California. 

  

 Christopher Kello 
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DECLARATION OF AMY LEE 

I, Amy Lee, declare as follows: 

1. I have personal knowledge of the following facts and, if called as a witness, could 

and would testify competently thereto. 

2. I am the Associate Vice Provost and Deputy to the Vice Provost for the University 

of California (“University” or “Regents”).     

3. In my prior role as Director of Academic Labor and Employee Relations, I was 

actively involved in the University’s numerous discussions with the legislative sponsor, Senator 

Nancy Skinner’s office, and the UAW regarding compromise language for SB 201.  In all of the 

discussions, the University and the UAW discussed GSRs only as a result of PERB’s decision 

regarding GSRs.  The parties did not discuss fellows and trainees in the context of SB 201, nor 

were fellows and trainees ever contemplated as part of SB 201.  

4. The narrow focus of the discussion and legislative history is evidenced by the 

University’s opposition letter and the request for veto letter, included with this response as 

Exhibits F and G, which discusses GSRs only and is silent as to trainees and fellows.  I have also 

reviewed documents from the legislative history for SB201, included with this response as 

Exhibits H and I.  Based on my significant experience in working with academic titles, the 

documents’ reference to “Research Assistants,” was another term for describing GSRs.  “Research 

Assistants” was not a term for non-GSRs. 

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed on this 20th day of October, 2021, at Oakland, California. 

  
 Amy Lee 
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DECLARATION OF SANDRA L. MCDONOUGH 

I, Sandra McDonough, declare as follows: 

1. I have personal knowledge of the following facts and, if called as a witness, could 

and would testify competently thereto. 

2. I am the attorney for The Regents of the University of California in this matter. 

3. Exhibit H, included with this response is a true and correct copy of the Senate 

Third Reading Analysis of SB 201, which I located at 

https://leginfo.legislature.ca.gov/faces/billAnalysisClient.xhtml?bill_id=201720180SB201#  This 

document is part of the legislative history of SB 201. 

4. Exhibit I, included with this response is a true and correct copy of the Assembly 

Committee on Appropriations Hearing on June 28, 2018, which I located at 

https://leginfo.legislature.ca.gov/faces/billAnalysisClient.xhtml?bill_id=201720180SB201#  This 

document is part of the legislative history of SB 201. 

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed on this 21st day of October, 2021, at San Diego, California. 

  
 

 Sandra McDonough 
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DECLARATION OF AVIVA ROLLER 

I, Aviva Roller, declare as follows: 
 

1. I have personal knowledge of the following facts and, if called as a witness, could 

and would testify competently thereto. 

2. I am the Academic Labor and Employee Relations Director for the University of 

California (“University” or “Regents”).  In that role, I am familiar with the University’s policies 

and procedures as they relate to both employees and students.  The University’s Academic 

Personnel Manual (“APM”) sets forth policies and definitions for academic employees.   

3. The University is a research institution and various individuals, across various units 

and across varying titles (including solely students), conduct research within the University.  Even 

Teaching Assistants, who are covered by a separate UAW agreementi and are typically graduate 

students, continue their research in that role as Teaching Assistants.   

4. I reviewed the terms and conditions of every grant, fellowship or other funding 

opportunity listed in Category 3 of UAW’s Request for Recognition.  I prepared the summary, 

submitted with this Response as Exhibit A, which accurately details the terms and conditions, and 

includes links to the resources from which I obtained that information. 

5. Many of the external grants set forth in the UAW’s petition take pains to assert that 

the award does not create an employment relationship.  These include NIH T32 grants,ii NIH 

individual fellowships,iii and the NSF Graduate Research Fellowship Program.iv  Some awards 

also specifically recognize that a student may additionally, separate and apart from the fellowship 

or grant, perform services for their home educational institution as a teaching assistant or student 

researcher, but that those duties and “services” are not included within the funding conditions of 

the external fellowship or grant.  In the case of training grants awarded by the NIH and NSF, if a 

student is to take on limited supplemental employment as a GSR, the University must verify that 

the work performed as a GSR differs from that performed on the training grant, and that the GSR 

work does not impede the training activities and objectives that the grant requires.  This 

requirement further distinguishes between a GSR and a trainee/fellow.  Critically, the continued 

receipt of an external fellowship stipend is dependent on academic progress, not completion of 
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specific research projects or deliverables that is typical of GSR employment.  In many cases, 

fellowships are awarded based on diversity, merit, and need, whereas GSR employment is 

provided based on ability to perform the work. 

6. Some of the external grants are dissertation grants.  These are grants awarded, 

typically in the student’s last year, for the student to focus on nothing else but their dissertation.  If 

this grant is transformed into an employment relationship, the University would essentially be 

paying a student as an employee to complete their own dissertation.  Further, quantifying that time 

on a dissertation as “work time” would be nearly impossible.   

7. I have reviewed NSF guidelines in connection with reviewing the various funding 

sources and they state there is no service expectation while the student is on tenure (i.e. on active 

status with the fellowship).   

8. As detailed in Exhibit A, employee status for non-GSRs could make a student 

ineligible for certain fellowships and traineeships because certain awards expressly prohibit 

employment and all awards are given based on the non-GSR’s pursuits as a student.  Therefore, 

the expectation at the time of application and award is that the non-GSRs have and will maintain 

student status. 

9. The University’s graduate studies websitev provides general information regarding 

fellowships and funding available to graduate students.  Graduate students can also search for 

funding opportunities on UCLA’s websitevi, regardless of which campus they attend.  As shown 

on this website, there are thousands of individual funding opportunities from numerous sponsors 

across all disciplines for graduate students.  Students apply directly to the agencies, sometimes 

prior to enrollment in their graduate studies, and retain ownership of the awards, which are meant 

to support their scholarly activities and progress toward their degrees. 

10. A Principal Investigator, or PI, is a lead person on a grant.  Often times, a PI is a 

faculty member, but the position can also be held by other types of academic appointees, 

depending on the type of grant awarded.  The Principal Investigator or University holds the grant 

or funding and has control over how the money is spent and holds the GSR responsible for the 

work performed.  By contrast, for those non-GSR students who have individually applied for 
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fellowships/grants, control is vested either in the external agency or with the non-GSR who has 

autonomy over their own research.  Non-GSR students are subject to policies and requirements 

consistent with those of other gift aid fellowship programs, including remaining in full-time 

enrollment status while making suitable progress toward their degree.   

11. In preparing the University’s response to the Request, I have done significant 

research into the types of fellowships that students maintain at the University.  Many 

fellowships/grants that the University awards to graduate students do not have an expectation that 

the student perform research in a particular lab for a specific Principal Investigator.  For example, 

a department or discipline may award “block grant funds” to first year graduate students.  The 

block grant funding typically comes with specific academic expectations, including making 

satisfactory academic progress and engaging in research rotations to learn from mentors.  The 

University also awards internal fellowships, such as a recruitment fellowship, where there are 

usually no research requirements attached to the funding, or continuing fellowships, where the 

typical expectation is that the student makes satisfactory academic progress. 

12. As some students noted in their declarations submitted with the UAW’s September 

30, 2021 response, the University provides resources to assist students in locating and applying for 

external fellowships, which are competitive funding opportunities.  By providing such resources, 

the University does not adopt an employment relationship with the student.  Instead, these 

resources are much like resources that the University provides for all students to inform them 

about, and help them apply for, financial aid. 

13. In conducting research in connection with preparing the University’s response to 

the Request, I learned that not all trainees work in a “lab” setting.  Non-GSRs in the humanities or 

other non-scientific endeavors likely do not have a “lab.”  Therefore, there may not be physical 

“working conditions” for these trainees and thus they do not have similar “working conditions” as 

GSRs.  For non-GSRs who are in a physical lab (or even for those who are not), the trainee/fellow 

controls their own research conditions as directed by the external agency.  Non-GSRs may work 

with a PI, but the PI does not have ultimate control over how the research is done, as a PI does 

with a GSR. 
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14. I have also learned through my research that a GSR is directed and supervised by 

the faculty member/PI.  However, the scope of the research is directed and controlled by the 

external funding agency for trainees and fellows (if at all).  Sometimes fellows or trainees utilize 

faculty members as “mentors” or “advisors,” but this mentorship role is not a supervisory role.  

Rather, it is part of the education that the University provides to students. 

15. I gathered information regarding remuneration for non-GSRs in connection with 

preparing the University’s response.  Non-GSRs are not “paid” as employees and any external 

financial remuneration they receive is paid for by the funding agency, not the University’s funds.  

This “payment” is typically made through the financial aid system.  By contrast, pay and 

minimum salary/stipends are governed by the University for GSRs and are paid through the 

University’s payroll system. 

16. All graduate students are eligible for the University-provided health insurance, 

GSHIP, by virtue of their student status.  The availability of benefits depends solely on a student’s 

status and not their status as a trainee, fellow, GSR or any other title, including those without a 

title at all. 

17. The entire University community is subject to health and safety policies and 

practices, including those relating to COVID-19. 

18. All students, whether trainees, fellows, GSRs, or students without any status other 

than as a student have access to UC email. 

19. The University has no ability to terminate the trainee/fellow’s external funding, but 

the University can terminate a GSR’s employment under APM-150.vii  The decision of whether to 

terminate a student’s statusviii is completely independent of work done as a GSR or a 

trainee/fellow.  (See also PACAOS Section 104.40.)  The University has very specific criteria, not  

dependent on employment or fellowship status, which governs whether a student will lose student 

status.  (Id.)  The University also has specific criteria under which a GSR may lose employment 

status.  (APM-150.)  The University does not have criteria for eliminating external fellowship 

status or denying external funding; these are solely within the control of the external funder. 

20. All students are covered under the Sexual Violence and Sexual Harassment Policy 
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(“SVSH Policy”); it is not unique to GSRs and trainees/fellows.  Those students without any status 

are covered by the SVSH policies.  However, GSRs are covered under the both the student and the 

employee frameworkix while non-GSRs are covered under the student frameworkx only. 

21.  Disbursement of remuneration for trainees/fellows will depend on how the funding 

agency prefers to issue such remuneration.  Some issue it directly to the student, and some provide 

it to the University to distribute to the student.  In all GSR cases, the remuneration comes from the 

University.  For those non-GSRs who receive their disbursement through the University, the 

disbursement primarily comes through the Student Financial Aid System and not through UC Path 

(the University’s payroll system). 

22. Graduate, Undergraduate, and Equity Affairsxi and the Graduate Studies unit at the 

Office of the President manage student policies, which cover non-GSRs only.  If a student is 

employed as a GSR, they are under the purview of Academic Personnel and Programsxii and are 

held to the Academic Personnel Manualxiii (the personnel manual that applies to academic 

employees).   

23. My office maintains archives relating to the development of academic personnel 

policy. I have reviewed the history of APM-390, which covers postdoctoral scholars, and the 

addition of Postdoctoral Paid Directs to APM-390.  Paid Directs have had employee status with 

the University since 2003 and have been held to its personnel policies; the non-GSRs have never 

had that status.  At the time the postdoctoral unit was formed in 2008, the University was not 

confronted with the question of whether individuals who have never been employees should now 

be converted into employees.   

24. Paid Directs’ only status at the time the postdoctoral unit was formed was employee-

status and they did not have any other status with the University.  Therefore, it was appropriate to 

include them with the other postdoctoral employees in order to give them commensurate rights and 

privileges.  Non-GSRs, on the other hand, do have a status other than employee -- student status -- 

and are thus protected and governed by rules governing students.  A doctoral student must conduct 

research in order to prepare their dissertation and obtain their PhD; a postdoctoral employee has 

already obtained their degree and are conducting research as part of their employment.  
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25. When the UAW petitioned to unionize the postdoctoral scholars, all postdoctoral 

scholars, including Paid Directs, were already enumerated in APM-390 as employees of the 

University and had employee title codes, including those on fellowships and traineeships.  

Therefore, it made sense to include them in a unit with the other postdoctoral scholars enumerated 

in the APM.  GSRs and GSARs are similarly included in the APM as employees and it, again, 

makes sense to include them in a unit together.  Graduate student fellows and trainees, on the other 

hand, are not included in the APM as employees.  Instead, those graduate student fellows and 

trainees are covered by non-employment student policies.  Therefore, even if not employees, they 

are still students and have rights, privileges, and obligations associated with that status.   

26. I have reviewed websites for various Universities and obtained copies of their 

current bargaining agreements as they relate to certain research positions.  True and correct copies 

of those agreements are included with this response as follows:  University of Washington (Exh. 

B); University of Massachusetts-Amherst (Exh. C); University of Connecticut (Exh. D) and 

Harvard University (Exh. E). 

27. The University is part of the Association of American Universities (“AAU”), which 

is composed of 66 research universities.  My office reviewed all non-UC websites of the AAU and 

their treatment of students who are trainees or fellows.  Of the 29 other, non-UC institutions, 8 

institutions appear to exclude from employment those trainees and fellows whose awards do not 

require them to provide service to the University as a condition of the award (Iowa, Michigan 

State, Illinois, Kansas, North Carolina, Purdue, Rutgers, Washington) and 12 institutions appear to 

exclude trainees and fellows from employment irrespective of the nature of the students’ funding 

(Ohio State, Georgia Tech, Indiana, Penn State, Virginia, Wisconsin, Iowa State, Texas A&M, 

Colorado, Maryland, Utah, Pittsburgh).   

28. The proposed unit does not adequately protect the students’ interests and would 

instead hamper the students’ relationships with external funding agencies.  For example, the length 

of the external funding could be a mismatch from mandatory length of appointment in a future 

collective bargaining agreement for the GSRs.  The amount of funding available to non-GSRs 

could also be a mismatch with the payments provided to GSRs for their work.  Further, students 
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may be barred from receiving the external funding if they are also employed by the University. 

29. Converting non-GSRs into employees would also slow their progress toward a 

degree.  Any student employment at the University of California is limited to 50% time to ensure 

that the student always remains a student first and an employee second and that there is timely 

progression to degree.  Requiring all fellows and trainees to be characterized as employees will 

increase the time it takes students to complete their degrees since student employment is capped at 

50% time and a fellowship/traineeship is a form of financial aid to the graduate student to advance 

their own academic pursuits.   

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed on this 21st day of October, 2021, at San Francisco, California. 

  
 Aviva Roller 
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ENDNOTES 

i https://ucnet.universityofcalifornia.edu/labor/bargaining-units/bx/contract.html 

iihttps://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.3.8_allowable_and_unallowabl

e_costs.htm#Stipends 

iiihttps://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.2.10_supplementation_of_stip

ends__compensation__and_other_income.htm#Compensa  

iv https://www.nsf.gov/pubs/2016/nsf16104/nsf16104.pdf  

v https://graduate.universityofcalifornia.edu/admissions/paying-for-uc/fellowships/index.html  

vi https://grad.ucla.edu/funding/#/   

vii https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-150.pdf 

viii https://policy.ucop.edu/doc/2710530/PACAOS-100 

ix https://www.ucop.edu/title-ix/_files/staff-nfap-framework-june-11,-2021-final.pdf  

x https://policy.ucop.edu/doc/2710641/PACAOS-Appendix-E  

xi https://www.ucop.edu/graduate-undergraduate-equity-affairs/index.html  

xii https://www.ucop.edu/academic-personnel-programs/index.html  

xiii https://www.ucop.edu/academic-personnel-programs/academic-personnel-policy/index.html  

                                                 

PERB Received
10/21/21 22:48 PM

https://ucnet.universityofcalifornia.edu/labor/bargaining-units/bx/contract.html
https://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.3.8_allowable_and_unallowable_costs.htm#Stipends
https://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.3.8_allowable_and_unallowable_costs.htm#Stipends
https://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.2.10_supplementation_of_stipends__compensation__and_other_income.htm#Compensa
https://grants.nih.gov/grants/policy/nihgps/HTML5/section_11/11.2.10_supplementation_of_stipends__compensation__and_other_income.htm#Compensa
https://www.nsf.gov/pubs/2016/nsf16104/nsf16104.pdf
https://graduate.universityofcalifornia.edu/admissions/paying-for-uc/fellowships/index.html
https://grad.ucla.edu/funding/#/
https://www.ucop.edu/academic-personnel-programs/_files/apm/apm-150.pdf
https://policy.ucop.edu/doc/2710530/PACAOS-100
https://www.ucop.edu/title-ix/_files/staff-nfap-framework-june-11,-2021-final.pdf
https://policy.ucop.edu/doc/2710641/PACAOS-Appendix-E
https://www.ucop.edu/graduate-undergraduate-equity-affairs/index.html
https://www.ucop.edu/academic-personnel-programs/index.html
https://www.ucop.edu/academic-personnel-programs/academic-personnel-policy/index.html


1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

21 

22 

23 

24 

25 

26 

27 

28 

 

 

 
PAUL, PLEVIN, 
SULLIVAN & 

CONNAUGHTON LLP 

DECLARATION OF BARBARA SARNECKA 

I, Barbara Sarnecka, declare as follows: 

1. I have personal knowledge of the following facts and, if called as a witness, could 

and would testify competently thereto. 

2. I am a Full Professor at the University of California, Irvine.   

3. I graduated from the University of Michigan with a Ph.D. in Psychology in 2004, 

was a postdoctoral fellow at Harvard University from 2004 through 2005. I then started working at 

UC Irvine as an Assistant Professor in 2005. I was thereafter promoted to Associate Professor in 

2012, and to Full Professor in 2019.   

4. In addition to serving as a professor, I am the Associate Dean for Graduate Studies 

and Research, Social Sciences, at UC Irvine.  In my role as both professor and Associate Dean, I 

am familiar with students who are Graduate Student Researchers (“GSRs”) and those who serve as 

fellows and trainees (“non-GSRs”). In general, GSRs are paid by a grant that has been awarded to 

a faculty member as principal investigator, and the work is performed under the direction of that 

faculty member. Non-GSRs are funded by a variety of internal and external sources and the 

funding is not directly tied to work for a specific faculty member. 

5. In the Social Sciences at UC Irvine, we have internal fellowships that are 

essentially financial aid provided to graduate students who apply and are qualified for the 

fellowship. The money is given without any strings attached, and the only expectations are that the 

graduate student will remain fully enrolled and in good academic standing in their graduate 

program during the terms of the fellowship, and that they will not seek employment (the 

fellowship is meant to support students financially while they pursue their studies). Social 

Sciences does not request that any money be returned if the student is unproductive while 

supported on the fellowship. 

6. By contrast, GSRs are employed on a faculty member’s grant and are given 

specific deliverables and expectations. If they do not meet those expectations, they can be 

terminated from their employment. 

7. Another distinction between GSRs and non-GSRs is that GSRs work on research 
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projects to produce publications on which the faculty member/principal investigator will be an 

author. (In lab-based disciplines, the graduate student GSR is typically given the opportunity to be 

a co-author on publications resulting from the part of the project that they worked on. In non-lab-

based disciplines, GSRs are typically not given this opportunity.) Any data collected by the GSR 

is owned by the principal investigator and may be used at the PI’s discretion for other purposes, 

including being given to other graduate students for use in other projects. By contrast, a non-GSR 

always works on “their own” project, meaning that they will be the first author and they will own 

any data that are collected. Non-GSRs may choose to collaborate with others (including their 

faculty mentors) or not, but such collaboration is not expected or required as a condition of the 

funding. 

I declare under penalty of perjury under the laws of the State of California that the 

foregoing is true and correct. 

Executed on this 21st day of October, 2021, at Irvine, California. 

  
 Barbara Sarnecka 
 

10/21/2021
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DETAILED DESCRIPTION OF FELLOWSHIPS AND GRANTS IDENTIFIED IN 
REQUEST 
 
The various grants and fellowships listed in the Request have different terms and conditions, 
none of which have commonality with GSRs.  Program-specific summaries follow: 
 

1. NIH Training Grants (T32, T35, T90/R90, D43, D71)1 
a. Institutional grant for which a faculty member applies 
b. Trainees are generally required to pursue training full-time, defined as 40 hours per 

week, and may engage in part-time employment incidental to their training, 
generally no more than 10 hours per week as long as the employment activities do 
not interfere with their training 

c. As an example of the type of grants, for T32, “Trainees are expected to be 
participants in a formal predoctoral curriculum offering broad and fundamental 
training in the neurosciences. We encourage a curriculum that includes education 
in multiple levels of analysis, and an understanding of the tools, technologies, and 
methods used in contemporary neuroscience research. We also expect that training 
will be grounded in principles of rigorous experimental design, an understanding 
of the critical need for, and proper use of, statistics, and quantitative 
literacy.  Students should gain an understanding of the neurobiological basis of 
diseases and disorders of the nervous system as part of their core knowledge. The 
portion of the institutional training program supported by a Jointly Sponsored 
Predoctoral training grant typically includes core courses, laboratory rotations, and 
programmatic activities including development of professional skills.  It is 
expected that these institutional training programs will contribute to basic and 
disease-related neuroscience research that is relevant to the participating NIH 
Institutes.” 

d. “Trainees are generally supported for 12-month full-time training appointments for 
which they receive a stipend as a subsistence allowance to help defray living 
expenses during the research training experience. The stipend is not a ‘salary’ and 
is not provided as a condition of employment with either the Federal government 
or the recipient organization.” 

e. NIH requires that stipends be paid in accordance with established stipend levels. 
NIH further states, “No departure from the standard stipend provided by NIH under 
the grant may be negotiated by the recipient organization with the trainee.” 

f. Stipend level for FY 2020 was set at $25,320 annually 
g. Grant covers up to 60% of actual tuition and fees at the institution, up to a maximum 

$16,000 per year in tuition, or up to $21,000 per year for a dual degree program 
h. Grant covers actual cost of health insurance, up to $4,200 per year 
i. No explicit grant of vacation leave; rather, trainees may receive their stipend during 

the normal periods of vacation and holidays observed by individuals in comparable 
training positions at the sponsoring institution 

                                            
1 The University was only able to identify students receiving stipends through T32 grants. Sources: NOT-
OD-20-070, NOT-OD-17-095, Grants Policy Statement 11.3.8.2, 11.3.10.7, Grants Policy Statement 
11.3.16.1 
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j. Trainees may receive their stipend for up to 15 calendar days of sick leave per year 
k. Trainees may receive up to 60 calendar days (equivalent to eight workweeks) of 

parental leave each year for the birth or adoption of a child 
l. NIH must approve unpaid leave 

 
2. NIH Individual Fellowships (F30, F31, F31-Diversity)2 

a. Fellowships are awarded to individuals, not institutions 
b. Fellows are generally required to pursue training full-time, defined as 40 hours per 

week, and may engage in part-time employment incidental to their training, 
generally no more than 10 hours per week as long as the employment activities do 
not interfere with their training. 

i. NIH must approve if fellow wishes to be part-time. 
c. “A stipend is provided as a subsistence allowance for Kirschstein-NRSA fellows to 

help defray living expenses during the research training experience. It is not 
provided as a condition of employment with either the Federal government or the 
sponsoring institution.” 

d. As an example, “applicants must also have identified a research sponsor and a 
dissertation project that must be in basic biomedical sciences relevant to 
the NIGMS mission, and includes a promising approach to the problem as well as 
strong training potential. The proposed mentored research training is expected to 
clearly enhance the individual’s potential to develop into a productive, independent 
physician-scientist or other clinician-scientist.” 

e. Stipend is not considered salary. 
f. NIH, not institution, determines stipend level. 
g. Stipend level for FY 2020 was set at $25,320 annually 

i. Institution distributes the stipend to the fellow.  
h. Fellowship covers up to 60% of actual tuition and fees at the institution, up to a 

maximum $16,000 per year in tuition, or up to $21,000 per year for a dual degree 
program 

i. Fellowship award includes an institutional allowance that can include health 
insurance for the fellow 

j. No explicit grant of vacation leave; rather, fellows may receive their stipend during 
the normal periods of vacation and holidays observed by individuals in comparable 
training positions at the sponsoring institution 

k. Fellows may receive their stipend for up to 15 calendar days of sick leave per year 
l. Fellows may receive up to 60 calendar days (equivalent to eight workweeks) of 

parental leave each year for the birth or adoption of a child 
m. NIH must approve unpaid leave 
n. Fellows may request childcare costs at $2,500 per year 
o. NIH has right to terminate the individual fellowship prior to scheduled completion 

date if it determines that the recipient has materially failed to comply with the terms 
and conditions of the award or to carry out the purpose for which it was made 

                                            
2 Sources: NOT-OD-17-095, NOT-OD-20-070, NOT-OD-21-074 , Grants Policy Statement 11.2.7, 
Grants Policy Statement 11.2.9.2, Grants Policy Statement 11.2.10.7, Grants Policy Statement 11.2.9.4, 
Grants Policy Statement 11.2.13.1, 11.2.13.2 
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i. Includes completion of annual progress reports  
 

3. Food and Agricultural Sciences National Needs Graduate and Postgraduate 
Fellowship3 

a. Institutional award to which faculty applies; students at the institution then selected 
as fellows 

i. Davis is the only campus with fellows under this program.  
b. Doctoral level training stipend is $79,500, broken down into $24,500 per year for 

3 years, plus $2,000 cost of education allowance 
i. Continued funding is contingent upon making satisfactory academic 

progress 
c. Fellow is deemed responsible for tuition and fees, though the institution can apply 

its cost of education/training allowance to the fellow’s tuition and fees 
d. Fellows may accept supplemental employment that would positively contribute to 

their teaching or research and provide eligibility for tuition waivers 
e. Not entitled to accrue vacation leave 
f. Fellow can take up to six months off because of health, personal reasons, or outside 

employment, but longer than six months will forfeit eligibility 
i. For doctoral level, must use the 36 months of funding within 42 months 

 
4. NSF Research Traineeship Program4 

a. Institutional award for which a faculty member applies 
b. 12 month program, with stipend of $34,000 

i. Appointment and stipend may be distributed over multiple years 
c. Trainee cannot be charged tuition or any other required costs of education while 

receiving an NRT stipend 
i. Additional costs related to trainees can be included in the budget 

d. Trainees must receive explicit, formal training in communication, teamwork, 
ethics, and other transferable professional skills  

e. Fringe benefits including payment for leaves may be allowable 
f. Policies & Procedures guide distinguishes between trainee and employee costs for 

budget purposes (see II-15-16 and II-18) 
 

5. NSF Graduate Research Fellowship Program5 
a. Fellowship awarded to an individual, not an institution 

i. May only accept one federal graduate fellowship 
b. Provides three years of funding over five years 

i. When fellow is receiving funding, they are on Tenure 
ii. If fellow needs to take leave for more than a month, NSF must approve 

iii. Fellow must meet all requirements and make satisfactory academic progress 
to continue to the next year, even if not on Tenure status 

                                            
3 Sources: CFR and Request for Applications 
4 Sources: Program Solicitation, FAQs, NSF Proposal & Award Policies & Procedures Guide 
5 Sources: Program Solicitation, Administrative Guide for Fellows and Coordinating Officials 
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c. Stipend is $34,000/year 
i. Cost of education allowance of $12,000 is provided directly to the 

institution  
ii. While on Tenure status, fellows are exempt from payment of tuition and 

fees 
iii. “Fellows are not, in any sense, considered salaried employees of the NSF. 

NSF will not deduct funds from the stipend or pay any additional amounts, 
such as Social Security Taxes.” 

d. Tenure status includes normal, short vacation periods, but summer is not considered 
vacation and the fellow must be engaged in their graduate program (coursework or 
research) 

e. Non-Tenure is called Reserve status 
i. Fellow is expected to continue making academic progress during this time; 

NSF must approve non-enrollment 
f. Leaves 

i. Fellow may be in medical deferral status for at least one month, up to one 
year for medical or dependent care needs, during either Reserve or Tenure 
year 

ii. Must be approved by institution and NSF 
iii. Paid leave available for fellows on Tenure status: either the institution’s 

paid leave policy for graduate students, or if no policy, can receive up to 
three months of stipend pay, which is deducted from the 36 months of 
Tenure status. 

g. Fellow is expected to devote full time to advanced scientific study or work during 
fellowship period, but may undertake teaching or similar activity for “reasonable 
amount” without NSF approval, compensation for this work is determined by 
institution 

h. Fellowship can be terminated when fellow is not making satisfactory academic 
progress, if they fail to submit the annual activities report, or if they fail to meet the 
deadline for declaring fellowship status 

i. For Workers Compensation purposes, “NSF graduate fellows are covered by 
applicable institutional policies for graduate students.” 
 

6. National Defense Science and Engineering Graduate Fellowship Program6 
a. Fellowship awarded to an individual, not an institution 
b. Three years 

i. Satisfactory academic progress is a condition of the appointment 
ii. Cannot receive simultaneous remuneration from another fellowship 

c. Stipend is $38,400 annually, paid out monthly directly to the student 
i. Must be enrolled in academic study or engaged in research to receive 

support during summer months 
ii. Taxes are not deducted from the stipend 

d. Covers full tuition and fees during the fellowship, paid directly to the institution 
i. Covers health insurance up to $1,200; remainder is fellow’s responsibility 

                                            
6 Sources: Stipends & Travel, Tuition, Fees, Benefits, FAQ - Fellowship 
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e. Department of Defense must approve changes to the fellow’s advisor, program, and 
institution 

f. Leaves 
i. Government may grant deferral up to 12 months for military service, 

diagnosis of a health condition that prevents the fellow from progressing in 
their studies, or if the fellow’s immediate family member requires medical 
care or assistance  
 

7. DOE Computational Science Graduate Fellowship7 
a. Fellowship awarded to an individual, not an institution 
b. Yearly stipend of $38,000, renewable up to four years 

i. Campus data shows this is paid directly to the fellow 
c. Renewal is dependent on acceptable academic performance and progressing toward 

degree, completion of practicum, research is of interest to DOE 
d. Covers full tuition and fees during the appointment period 

i. Institution must certify that the fellow is not required to teach or provide 
other departmental support activities for more than one term 

ii. Additional graduate responsibilities must be approved in advance by funder 
e. Summer must be spent conducting full-time research related to the completion of 

the degree program, enrolled in classes, or participating in practicum assignment 
f. Fellow must complete a 12 week practicum at a DOE laboratory 
g. Fellow must complete a Program of Study to ensure that they can succeed in 

computational science 
i. Changes to Program of Study must be approved by funder in advance 

h. Fellow must participate in annual program review 
 

8. NASA Space Technology Graduate Research Opportunities8 
a. Fellowship awarded to individual, not an institution 

i. Fellow’s faculty advisor is designated as PI on the award 
b. Provides two to four years of support at doctoral level 

i. Renewal is contingent on satisfactory progress (academic performance, 
research progress, recommendation by faculty advisor, recommendation by 
NASA Center research collaborator); both quarterly and annual reports 
required 

ii. Receipt of other federal graduate fellowship at different point in graduate 
degree may impact the amount awarded by this fellowship 

c. Annual stipend is $36,000/year, for personal expenses 
i. Per campuses, stipend is paid directly to fellow 

ii. Award includes $11,000 for the fellow’s faculty advisor, which can be used 
to cover student travel to professional meetings, lab supplies, supplement to 
health insurance or tuition/fees 

                                            
7 Sources: Eligibility, Benefits & Opportunities, DOE Lab Practicum, Program of Study, Program Review 
8 Sources: Fall 2021 Solicitation, Federal regulation re: allowance of paid leave on a grant/fellowship, 
NASA Grant Manual 
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iii. $10,000 award for student’s annual 10 week visiting technologist 
experience at NASA 

d. Tuition and fees covered up to $20,500 
i. Institution must exempt fellow from paying the difference between the 

allowance and what is actually charged 
e. Health insurance cost paid up to $2,500 or actual cost if lower 

Unpaid leave of absence is allowed for incorporating professional development, as approved by 
NASA; up to two periods of up to three months each per federal regulation, may charge 
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UAW Academic Student Employees (ASEs)
contract

UAW Academic Student Employees (ASEs) contract

UAW Local 4121 (Effective upon ratification – 4/30/2024)

2021-2024 Current Combined Tentative Agreements
Current UAW contract with RCW 43.88.583 Summary (pdf) *
*This summary was drafted upon ratification, so please consult the main PDF
contract (above) for the most up to date contract version.

2018-2021 contract
2015-2018 contract
2012-2015 contract
2011-2012 contract

Preamble

This Agreement is made and entered into by and between the University of
Washington, hereinafter referred to as the “University” or the “Employer” and the
International Union, United Automobile, Aerospace and Agricultural Implement
Workers of America (UAW), AFL-CIO and its Local Union 4121 hereinafter referred
to as the “UAW” or the “Union.” It is the intent and purpose of this collective
bargaining agreement (the “Agreement”) to provide a harmonious and cooperative
relationship between both parties.

Return to top

Article 1 – Purpose and Intent

Section 1. It is the purpose of this Agreement to provide for the wages, hours and
terms and conditions of employment of the employees covered by this Agreement,
to recognize the continuing joint responsibility of the parties to provide efficient
and uninterrupted services and satisfactory employee conduct to the public, and to
provide an orderly, prompt, peaceful and equitable procedure for the resolution of
differences between employees and the Employer.

Section 2. The University will not engage in any activity or enter an agreement or
otherwise discuss with any other group or individual for the purpose or effect of
undermining the Union as the representative of individuals in the unit. The parties
recognize the importance of the shared governance practices developed at the
University of Washington. The parties do not intend to restrict, limit, or prohibit
the exercise of the functions of the faculty councils, and the Handbook of the
University of Washington; nor do the parties intend to restrict, limit, or prohibit the
exercise of the functions of the Graduate and Professional Student Senate, the
Associated Students of the University of Washington, or any other student
organization in matters not covered by this Agreement.
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Section 3. If, during its term, the parties hereto should mutually agree to modify,
amend or alter the provisions of this Agreement, in any respect, any such changes
shall be effective only if reduced to writing and executed by the authorized
representatives of the University and the International Union, UAW and its Local
Union.

Section 4. The University will not enter into any agreement with employees in the
unit for the purpose of undermining the Union in its role as the representative of
unit employees. No individual or group of individuals acting independently of the
authorized representatives of the University or the International Union and its
Local Union may alter, amend, or modify any provisions of this Agreement.

Section 5. Transitioned Maintenance of Benefits.

A. All material benefits to employees attributable to the ASE positions and which
are set forth in written University policy existing as of the date of the
Agreement shall be continued unless involving a subject covered by the terms
of this Agreement.

B. Any prior benefit not the subject of a written University policy shall be treated
as written if such prior benefit has been:

1. a consistent and ascertainable course of conduct;
2. engaged in for some reasonable length of time;
3. of which both parties (the University and the Union) are aware;
4. which does not alter the written terms of this Agreement or otherwise

restrict the rights of the University under this Agreement;
5. which is in respect to a given set of specific circumstances and

conditions; and
6. involves a group of employees in a department or hiring unit.

C. The burden is on the Union to establish a maintained benefit as described
above.

Return to top

Article 2 – Recognition

In accordance with PERC Case No. 16288-E-02-2699, PERC Decisions 8315-PECB
and 8315-B, and RCW 41.56.203, the University of Washington hereby recognizes
the International Union, United Automobile, Aerospace and Agricultural
Implement Workers of America (UAW), AFL-CIO and its Local Union as exclusive
bargaining representative for all regular part-time student employees included in
the bargaining unit.
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Article 3 – Definitions

Section 1. The term “ASE” (Academic Student Employee) shall mean employees
covered by this Agreement.

Section 2. The term “Salaried ASE” shall mean an ASE who is appointed on a
percentage FTE basis. Appointment percentages may vary, but are normally fifty
percent (50%) for at least one academic quarter.
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Section 3. The term “Hourly ASE” shall mean an ASE who is engaged in projects
or assignments for the University on an hourly basis.

Section 4. The term “Academic Year” shall mean the Autumn, Winter, and Spring
quarters according to the University calendar.

Return to top

Article 4 – Appointment and Reappointment Notification and Job
Description

Section 1. When sufficient funding is available, offers of 50% FTE appointment
and reappointment for positions that are not open hire will be for one academic
year (Autumn, Winter, and Spring) or longer. It is recognized that differences in
course load between academic quarters and the need to spread available support
among students (e.g., three students get two quarters) are among legitimate
reasons for offering less than a full academic year of support. An ASE has the right
to be released from any quarter(s) of an appointment provided that the ASE gives at
least 30 days notice prior to the beginning of the quarter and the nature of the job
duties does not require continuity of service by the ASE.

Section 2. The University shall provide a written letter or email offering an
individual an appointment or reappointment.

A. Incoming students shall be notified of their appointments no later than April
1st, and will have until April 15th to respond to the offer.

B. Continuing students whose appointments begin in Autumn Quarter shall be
notified of their appointments no later than June 1st and will have two weeks
to respond to the offer, except in exceptional situations as outlined in Section
3.

C. Students whose appointments begin in any other quarter shall be notified at
least 30 days prior to the beginning of the work assignment and will have one
week to respond to the offer, except in exceptional situations as outlined in
Section 3.

Section 3. Exceptional situations, for purposes of this Article, are those situations
in which the appointment cannot be filled by the notification deadline, or those
situations in which an appointment has been filled but vacated due to an
unforeseeable circumstance. The parties recognize that the need for hourly
employees may not be consistent with the above schedule. In exceptional situations,
students will be notified of their appointments as soon as practicable. These
situations shall not result in a reduction in the compensation of a reassigned ASE’s
accepted appointment, as provided in Article 16 (Layoff) in this Agreement.

Section 4. Applicants who are not initially offered appointment or reappointment,
but who are placed on an alternate list, will be provided a written notice of their
status as alternate candidates in accordance with the notification deadlines in
Section 2.

Section 5. The letter offering appointment will include the following information:

• Appointment title (if known)
• Appointment % FTE (when applicable) or expected hours for hourly
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employees
• Effective dates and duration of appointment (when applicable)
• Hiring unit
• Hiring unit contact
• A summary of the nature of required duties
• Salary/wages
• Health and other applicable benefits
• Costs of tuition or fees that are required as a condition of employment, if any
• Tuition and fee waiver or exemption information
• Response requirements, if any
• A statement that the position is covered by this collective bargaining

agreement
• The current collective bargaining contract website address
• The University shall include in all ASE appointment letters a link to the

Union’s website.

Section 6. Job Description. At least three weeks prior to the commencement of
each quarter, the University shall provide ASEs with documentation that will set
forth the specific duties of the appointment for that quarter, including assigned
course, lab, or research project (if applicable), the faculty member or supervisor to
whom the ASE will report, procedures used for evaluation (if any), course meeting
times and location (if applicable), the maximum number of students for which the
ASE will be responsible (if applicable), office hours (if applicable), training
programs (if applicable), work location, the curricular purpose of the assignment (if
applicable), and a statement encouraging ASEs and supervisors to discuss time
estimates for the specific duties of the assignment. In the case of an ASE whose job
description is not expected to change for at least a year, the documentation may be
provided once at the beginning of the appointment, and thereafter when duties
change. In exceptional situations, ASEs will be given a job description (or changes
to a job description) as soon as practicable, but no later than the first day of the
work assignment or reassignment.

Return to top

Article 5 – Childcare

Section 1. ASEs will continue to be eligible to apply for the Childcare Assistance
Program, which provides eligible student parents with direct financial assistance to
cover basic childcare costs.

Section 2. If the University has an active contract for Backup and Sick Child Care
Services, qualifying ASEs shall be eligible to participate.

Section 3. An ASE representative, with preference give to student parents, will be
appointed annually to the Childcare Advisory Committee to further the goal of
improving access to affordable on-site childcare for ASEs and to address equity in
eligibility for the Childcare Assistance Program.

Section 4.

A. All eligible ASEs shall receive up to $1250 per quarter for childcare expenses
incurred during the ASE’s appointment period. The University agrees to
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commit no more than $60,000 per year for the purpose of ASE childcare
expenses.

B. An ASE is considered eligible if they have one or more dependents and have
not received an award from the UW Child Care Assistance Program.

C. The parties shall maintain the currently agreed-upon system for application,
decision and notification of awards, and any changes shall be agreed to by
both parties.

Section 5. At the request of either party, the Union and the University will
continue to meet and discuss, through the Union-Management Committee or
through other means, childcare-related improvements for ASE parents.

Return to top

Article 6 – Discipline or Dismissal

Section 1. ASEs shall only be subject to discipline or dismissal for just cause.

Section 2. It is recognized that ASE appointments cease at the end of a designated
period, and the cessation of such an appointment is not subject to the just cause
requirement. Discipline or dismissal as used in this Article refers to actions taken
involving job related misconduct or job related poor/non-performance and does
not include any action based on academic performance. No decision made by the
University concerning academic discipline or dismissal of a student are subject to
this Agreement.

Section 3. In the event disciplinary action will not result in a suspension or
dismissal, the ASE and the union shall be provided with a copy of the disciplinary
action. The ASE may request a conference with a Union representative and the
supervisor to discuss the discipline prior to the disciplinary action being placed in
the ASE’s file, but not later than fourteen (14) days from the receipt of the copy of
the disciplinary action.

Section 4. In the event that suspension or dismissal of an ASE is contemplated,
the University shall:

1. Notify the ASE and the union in writing of the contemplated action. The
notice shall include a statement of reasons for the contemplated action, which
shall include the nature of the alleged violation, the level of discipline
contemplated, notice of a right to a conference, and notice of the right to
Union representation. Upon request, the ASE shall be entitled to any
materials (such as an investigative report) that have been prepared, although
confidential information and witness statements may be withheld; and

2. Offer a disciplinary conference to be held with the Department Chair (or
designee) or Hiring Unit Director (or designee) at least three (3) business
days after the written notice.

Section 5. The ASE shall be entitled to Union representation at the conference, at
which the Union representative shall be afforded the opportunity to speak on behalf
of the employee and shall otherwise be entitled to represent the employee.

Section 6. During the conference, the ASE shall be apprised of the charges and
shall have an opportunity to respond to the charges.
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Section 7. An ASE who is disciplined or discharged shall be entitled to file a
grievance at the second step of the grievance procedure. The ASE shall have
fourteen (14) calendar days from the date of the action to file a grievance.

Section 8. The Union shall be promptly notified in writing of any disciplinary
action taken against an ASE.

Section 9. Administrative Leave:

A. The University may place an ASE on paid administrative leave without prior
notice, in order to investigate allegations of misconduct or dereliction of duty
which, in the judgment of the University, warrant immediately relieving the
ASE from all work duties and/or require removing the ASE from the
premises.

B. The Union will be promptly notified of when an ASE is placed on paid
administrative leave.

C. Paid administrative leave is not discipline.
D. At the conclusion of an investigation of an ASE placed on administrative

leave, where the Employer elects not to take disciplinary action, the ASE will
be provided with a notification that the investigation is completed and that no
discipline will be imposed.

E. If no disciplinary action is taken, no record of administrative leave will be
placed in the ASE’s personnel file.

Return to top

Article 7 – Fee and Tuition Waivers

Section 1. ASEs with a 50% FTE appointment will receive a waiver for the
operating fee, building fee and technology fee. Except as otherwise provided in this
Article, tuition and fee waivers for ASEs with a 50% FTE appointment will be
maintained at their current rates/level.

Section 2. In the event there is a new fee imposed by the Students, the Union will
be given notice and the opportunity to bargain over the impacts.

Return to top

Article 8 – Grievance Procedure

Section 1. The parties recognize that disputes may occasionally arise concerning
the terms and conditions of this Agreement and such disputes shall be resolved
through this grievance procedure.

Section 2. A grievance is a claim by an employee or group of employees covered by
this Agreement, or by the Union, that the University has violated a specific
provision of this Agreement.

Contents — The written grievance shall include the following information:

a. The type of grievance (individual, group, union).
b. The following information about the grievant(s) (if applicable):

a. Name
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b. Contact information
c. Department/Hiring Unit
d. Job Classification
e. Immediate Supervisor’s name, job classification, and contact

information
c. The following information about any representative (if applicable):

a. Name
b. Contact information

d. The date of the violation
e. The specific Article(s) and Section(s) of the Agreement violated
f. A description of the violation with pertinent facts (as known at the time of

filing)
g. Remedy requested
h. The signature of each grievant (or representative)

Section 3. The parties support the resolution of problems at the lowest possible
level and to that end encourage informal discussions to resolve problems without
the grievance procedure. Prior to initiating a grievance, the aggrieved party is
encouraged to discuss the matter with the immediate supervisor. If requested, a
Union representative may be involved in the discussion. Resolutions from pre-
grievance discussions, although final, shall not be precedential.

Section 4.
Step One — Step One is optional, grievances may be filed and immediately
proceed to Step Two. A grievance must be filed in writing by the Union in the Office
of the Department Chair, with a copy to the Assistant Vice President of Labor
Relations. For grievances involving Hourly ASEs that are not working in a
Department, the grievance shall be filed with their hiring unit director (such as the
manager of the tutoring center they work at, etc.). The grievance shall state the
pertinent facts of the case with reasonable particularity, including the section(s) of
the Agreement allegedly violated, and the remedy or desired outcome that is
sought. The date of filing is the date the grievance is received at the Office.

The grievance must be filed within twenty-one (21) calendar days from the
occurrence of the events giving rise to the grievance, or from the time at which the
aggrieved individual should reasonably have become aware of the grievance. The
Chair (or designee) or hiring unit director (or designee) shall meet with the grievant
and the Union within fourteen (14) calendar days of receiving the grievance. The
Chair (or designee) or hiring unit director (or designee) shall issue a written
response to the grievance within seven (7) calendar days of the meeting.

Resolutions at the First Step, although final, shall not be precedential.

Step Two — If the Union bypasses Step One or is not satisfied with the Step One
response, it may appeal in writing within seven (7) calendar days after receipt of the
Step One decision or in the case where Step One is bypassed, within twenty-one
(21) calendar days from the occurrence of the events giving rise to the grievance, or
from the time at which the aggrieved individual should reasonably have become
aware of the grievance. The Step 2 appeal shall be made to the Dean of the Graduate
School, with a copy sent to the Assistant Vice President of Labor Relations. The
Union recognizes that the Dean may choose to designate other appropriate
University personnel to act as the University’s representative for purposes of this
Step 2. The Dean (or designee) and the Assistant Vice President of Labor Relations
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(or designee) shall meet with the Union and grievant within fourteen (14) calendar
days of receiving the Step 2 appeal, and issue a written response to the grievance
within seven (7) calendar days of the meeting. The requirement of a meeting may be
waived by mutual agreement.

If a satisfactory settlement is not reached at Step Two, upon mutual agreement, the
Employer and the Union may request, within fourteen (14) calendar days, grievance
mediation services of the Public Employment Relations Commission (PERC). These
services shall run concurrent with Step Three and shall not prevent nor delay the
scheduling of an arbitration hearing.

Step Three — Arbitration

1. In the event the parties are unable to resolve the grievance in Step 2, the
matter may be appealed to an impartial arbitrator for resolution within
fourteen (14) calendar days of receiving the Step 2 decision. The submission
of the matter to arbitration shall be provided to the Assistant Vice President of
Labor Relations, and shall state the issue to be arbitrated, and the remedy
that is sought.

2. Selection of an arbitrator.
a. The parties agree to mutually select a panel of five (5) arbitrators who

will preside over complaints appealed to arbitration.
b. In the event the parties are unable to mutually select a panel, the parties

shall request a panel of Academy qualified arbitrators from Washington
or Oregon from the American Arbitration Association.

c. Either party may request that a panel member be removed provided a
30-day notice is given to the other party.

d. Grievances appealed to arbitration shall be rotated between the panel
members, except that, in the event scheduling problems exist, either
party may request that the panel member next scheduled may be passed
over.

3. Arbitration hearings shall be scheduled within 60 days of the appeal to
arbitration whenever possible.

4. The arbitrator shall conduct a hearing in accordance with the rules of the
American Arbitration Association. The arbitrator shall render a decision on
the grievance within 30 days of the close of the hearing.

5. The decision of the arbitrator shall be binding on all parties.
6. The expenses and fees of the arbitrator shall be shared equally by the Union

and the University.
7. The parties agree that the arbitrator shall not have the power or jurisdiction to

render a decision that adds to, subtracts from, alters, amends or modifies in
any way the terms and conditions of Agreement. The arbitrator shall have no
jurisdiction or authority to substitute their judgment for any academic
judgment made by the University.

8. In disciplinary cases, the remedy available to the arbitrator shall not exceed
making the employee whole for the remainder of the individual’s appointment
period.

9. Each party shall bear its own fees and expenses in presenting its case,
including the costs of legal representation.

The parties agree to Regularly Scheduled Arbitration Hearings as described below:

I. Arbitration Hearings will be scheduled for every August, November, February,
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and May.
II. It is the intention of the parties that any grievances appealed to arbitration at

least ninety (90) days prior to the date of a regularly scheduled arbitration
hearing be heard by the arbitrator at that hearing.

III. Forty-five (45) days prior to the arbitration hearing, the parties will mutually
agree upon the cases to be heard. Unless agreed to by the parties, no case shall
be deferred more than one regularly scheduled arbitration date.

IV. By mutual agreement, the parties may expedite the proceedings.
V. Any and all fees due to the arbitrator, including those for the cancellation

and/or rescheduling or any arbitration, will be split by both parties regardless
of fault.

Section 5. Time Limits. Failure to file or appeal a grievance within the specified
time periods shall constitute a waiver of the grievance, and the matter shall be
deemed resolved. By mutual written agreement, the parties may extend any and all
time limits.

Section 6. The failure by the Employer to give a decision within the prescribed
time limits under this Article shall permit the Union to proceed with the appeal to
the next level. Notwithstanding this process, the Employer fully accepts its good
faith obligation to process grievances, confer with grievant(s) and UAW
representatives, and issue written decisions in accordance with the procedure
described above.

Return to top

Article 9 – Health and Safety

Section 1. In compliance with campus health and safety policies and procedures,
the University shall make reasonable efforts to maintain in safe working condition
the workplace and equipment required to carry out assigned duties.

Section 2. The University shall provide first aid kits, information, and training for
all ASEs in workplaces that involve the use of or exposure to hazardous materials or
who work in a hazardous environment.

Section 3. ASEs shall not be required to work in conditions that pose an imminent
threat to health and safety. All work by an ASE shall be performed in conformity
with applicable safety standards. Should an ASE become aware of a condition they
believe is unhealthy or dangerous, they shall immediately report the condition to a
supervisor and/or the Environmental Health and Safety Department.

Section 4. The University shall supply and maintain all equipment, tools, and
materials needed to carry out job duties safely.

Section 5. The University shall make reasonable effort to provide and maintain
safe buildings and facilities. The University shall assess the hazards to which ASEs
are exposed and provide appropriate personal protective equipment, including
protective safety glasses where necessary.

Section 6. The University shall make available training to all ASEs in first aid,
CPR, use of fire extinguishers, and disaster preparedness.
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Section 7. The University will provide as much advance notice as possible to ASEs
likely to be affected by an asbestos removal project.

Section 8. The University shall provide the Union with a position on the
University-wide health and safety committee. The Union-Management Committee
shall also be empowered to discuss health and safety issues.

Section 9. For ASEs with a disability, the University will provide job related
furniture and equipment that would constitute a reasonable accommodation for the
disability.

Return to top

Article 10 – Holidays

Section 1. ASEs shall not be required to work on the following holidays which
occur during the term of their appointment, except as provided in Section 4 of this
Article.

• New Year’s Day
• Martin Luther King, Jr. Day
• Presidents’ Day
• Memorial Day
• Independence Day
• Labor Day
• Veterans’ Day
• Thanksgiving Day
• Day after Thanksgiving
• Christmas Day
• Any other UW established holidays

These holidays will be observed on the date designated by the University for the
University community.

Section 2. ASEs employed 50% FTE for three or more quarters during the 12-
month period starting September 16th shall be entitled to one personal holiday
during that 12-month period. Personal holidays must be requested in advance and
require that the ASE find an acceptable substitute for scheduled work activities, if
any.

Section 3. The University recognizes that there are religious holidays that are not
currently UW holidays. The University shall make every good faith effort to
accommodate an ASE who wishes to observe other recognized religious holidays.

Section 4. Any ASE required by the University to work on a University holiday
may arrange with the appropriate supervisor for a mutually agreeable alternative
within the same quarter.

Return to top

Article 11 – Hourly Pay Scale Transparency
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Section 1. The University shall post all hourly pay rates on department or hiring
unit websites beginning Fall 2018.

Return to top

Article 12 – Intellectual Property and Scholarly Misconduct

Section 1. Executive Order No. 36 (“Patent, Invention and Copyright Policy”) shall
be incorporated into this Agreement in its entirety.

Section 2. Executive Order No. 61 (“Scientific and Scholarly Misconduct”) shall be
incorporated into this Agreement in its entirety.

Section 3. The Union and the University shall work together to develop a plain
language summary of these policies to be distributed to ASEs at every applicable
orientation.

Section 4. ASEs may, at their option, request the Union to advise and assist them
in the processes outlined in these policies.

Section 5. The University retains the right to amend, change or alter these policies
at any time. The University will notify the Union of any substantive changes.

Section 6. The parties agree that the only time the Grievance Procedure of this
Agreement will apply to these policies is in the event of dismissal or discipline of an
ASE as a result of these policies.

Section 7. The Union Management Committee shall be empowered to discuss
intellectual property.

Return to top

 Article 13 – Insurance Programs

Section 1. The current Graduate Appointee Insurance Plan (GAIP) shall be
continued with the following conditions:

A. Both parties agree that the medical, dental and vision benefits will be based
on the plan design as attached in Appendix 1. GAIP shall utilize the provider
network(s) available through the selected insurer. The University shall not
request that the insurer create any custom network(s).

B. The University will provide the Union with utilization reports as they become
available. During the annual renewal period in March, the University will
provide the Union with access to relevant information including an annual
review of the plan, experience summary reports, plan census information, and
trend information relating to GAIP. Pertinent information shall not include
proprietary data or formulas and such information is not relevant or
necessary.

1. Unforeseen changes to federal and state law or direction from regulators
may necessitate modifications to the GAIP plan in order to ensure legal
compliance. The University agrees to provide notice to the Union when
changes are necessary and to comply with applicable bargaining
obligations, after which, the University will follow any changes
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mandated by regulators as required under federal or state law.
2. For the 2019-20 and 2020-21 plan years, the parties agree to meet and

bargain the impacts of unforeseen changes in law or regulation that will
result in a material increase (e.g. — reasonably expected to be more than
1% per year) to GAIP fees, taxes, penalties or mandated benefits. If after
sixty (60) days of bargaining the parties are unable to reach agreement,
the matter shall be submitted to interest arbitration to be conducted on
an expedited basis. If the parties are unable to agree on selection of an
arbitrator, the parties shall request a panel of five (5) Academy qualified
arbitrators from Washington or Oregon from the American Arbitration
Association, and alternately strike names until one remains. The
provisions of the parties’ grievance procedure, Article 8, Step Three —
Arbitration, numbers 3, 4, 5, 6, and 9, shall apply to the arbitration. The
scope of bargaining will be limited to addressing the impacts of the
unforeseen changes.

C. The parties will meet in December and June of each year to discuss the status
of GAIP. At the December meeting, the parties will discuss whether to
automatically renew the GAIP plan or initiate a Request for Proposals (RFP).
The final determination will be made by the University. If the University
initiates an RFP to determine the GAIP plan insurer, the University will begin
work immediately, with input from the Union. The University will provide the
Union with the renewal plan documents and related filings with the
Washington State OIC.

D. The University may automatically renew the GAIP plan annually if the plan
benefits identified in Appendix 1 do not change.

Section 2. Joint Health Care Committee. A Joint Employer-UAW Health Care
Committee shall be continued to discuss quality, administrative, and service
matters pertaining to GAIP. The Joint Health Care Committee (JHCC) will be
comprised of appropriate representatives of both the UAW and the University with
other specialists to be invited as required to conduct JHCC business. The JHCC will
meet at least once per year and can meet as necessary by mutual agreement of the
parties.

Section 3. Both the University and the Union will designate a contact to
communicate with and cooperate in assisting in the prompt resolution of identified
challenges. However, this does not supersede the GAIP plan document rules. Both
the Union and the University will maintain issue-tracking logs, which will be shared
periodically. Both parties will remain mindful of HIPAA obligations.

Return to top

Article 14 – Job Posting

Section 1. The University shall post information on a university jobs website such
as UW Hires, Husky Jobs or GFIS regarding open hire ASE positions. Open hire
positions are those positions not used to fulfill a commitment of support made to a
student, either (a) at the time of admission or (b) under an existing advising
relationship with a faculty member(s). The University shall notify the Union of any
such address of the website within 30 days of ratification of this Agreement.

Section 2. Open hire positions may be announced to all eligible applicants within
a Department or Hiring Unit without being posted to a University website. The
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application deadline for Departmental or Hiring Unit postings shall be one week,
except in emergency situations. If the position is not filled after two weeks, it shall
be posted to a University website.

Section 3. Application deadlines for positions posted to a University website shall
be two weeks after jobs are posted, except in emergency situations. Notification
shall take place for appointments not more than two weeks after applications are
due.

Section 4. All postings or re-postings shall contain the following information:

A. An employment non-discrimination statement.
B. Classification and job descriptions.
C. Procedures regarding the application and re-application process including the

name and location of the office where inquiries and applications may be
made.

D. Hiring criteria.
E. Job requirements and qualifications.
F. Deadlines for application, acceptance and notification.

Section 5. The determination of job requirements and qualifications shall be made
by the University. Once the University has determined the hiring criteria, they shall
not be modified to be more restrictive within the same hiring period.

Section 6. Re-posted positions shall remain posted at a University website for no
less than one week. The application deadline shall be no less than one week from
the time of re-posting.

Section 7. For the purpose of this Article an emergency situation is one in which
the beginning of the appointment period must begin less than a week after the
position is posted.

Return to top

Article 15 – Job Titles and Classifications

Section 1. Effective Autumn Quarter 2004, ASEs will be placed into titles and pay
classifications based on the nature of job duties and qualifications as follows:

Title/Pay
Classification

Occupation
Code

Salary Job Duties Standard
Qualifications

Reader/Grader 10886 Hourly
Range

Non-
teaching/research
academic
assistance

Undergraduate
or Graduate
Student

Tutor 10887 Hourly
Range

Tutoring Undergraduate
or Graduate
Student

UG Teaching
Assistant

10868 Hourly
Range

Assist in teaching Undergraduate
Student
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Title/Pay
Classification

Occupation
Code

Salary Job Duties Standard
Qualifications

UG Research
Assistant

10869 Hourly
Range

Assist in research Undergraduate
Student

Stipend Grad
Trainee C

10859 Stipend
per Grant

Research Graduate

Teaching
Assistant

10817 Base Teaching Premaster

Predoctoral
Teaching
Associate I

10817 Base +
7.5%

Teaching Postmaster or
equivalent

Predoctoral
Teaching
Associate II

10817 PDTA I +
7.5%

Teaching Candidate

Predoctoral
Instructor

10804 PDTA II
Minimum

Teaching own
class

Premasters,
postmaster or
Candidate

Research
Assistant

10847 Base Research Premaster

Predoctoral
Research
Associate I

10847 Base +
7.5%

Research Postmaster or
equivalent

Predoctoral
Research
Associate II

10847 PDRA I +
7.5%

Research Candidate

Staff Assistant 10857 Base Non-
teaching/research
academic
assistance

Premaster

Predoctoral
Staff Associate
I

10857 Base +
7.5%

Non-
teaching/research
academic
assistance

Postmaster or
equivalent

Predoctoral
Staff Associate
II

10857 PDRA I +
7.5%

Non-
teaching/research
academic
assistance

Candidate

Summer
OnlyGraduate
Research
Student
Assistant

10854 Hourly
Rate
based on
equivalent
%FTE
Rate*

Research Graduate
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*The GRSA Rate shall be calculated by multiplying the monthly salary for a %FTE
Research Assistant by three and then dividing the product by 220.

Section 2. ASEs shall be appointed to the highest title and pay classifications for
which they are eligible based on job duties, degree standing and experience, as
described in Section 1. ASEs may be appointed to a higher title and pay
classification at the discretion of the Department or Hiring Unit. In making
promotional decisions, Departments and Hiring Units are encouraged to take an
ASE’s job experience and performance into account as well as degree standing.

Section 3. ASEs who meet the standard qualifications described above and who
are assigned to teach their own courses shall be classified for that quarter in the
Pre-doctoral Instructor title and pay classification.

Section 5. Variable rates are those established at or above PDTAII/PDRAII
/PDSAII levels. Nothing in this Agreement is intended to limit the University’s right
to add new variable rates in all pay classifications or to change existing variable
rates.

Section 6. No modifications or deletions shall be made to the bargaining unit pay
classifications and job titles in Section 1 unless they are agreed to by both parties.

Section 7. The parties recognize that certain funding agencies do not allow tuition
to be charged to the agency grant or contract. In such cases, the University may
compensate the ASE at a pay rate equal to the appropriate salary level plus the
operating fee portion of tuition. The ASE will be responsible for payment of tuition
to the University.

Return to top

Article 16 – Layoff

Section 1. If an individual accepts appointment to an ASE position for one or more
quarters in an academic year and the position offered is eliminated or reduced for
some reason other than an emergency layoff, the University shall notify the affected
individual and the Union one month in advance or as soon as practicable.
Furthermore, the University will ensure that the individual:

A. Is given an appointment in a bargaining unit classification and will be paid
equivalent compensation to that of the original appointed position, or

B. Receives equivalent compensation in lieu of the position for the term of the
appointment. For Hourly ASEs with an appointment period, equivalent
compensation shall be for the number of hours in the appointment that were
not completed. If the number of uncompleted hours for an Hourly ASE cannot
be determined from the letter offering appointment or other correspondence,
the ASE and the Department or Hiring Unit shall mutually agree upon the
number of uncompleted hours based on the typical workload of appointees
doing the same kind of work assignment.

For purposes of this Article, the term appointment refers to the commitment made
to the ASE in the appointment letter.

Section 2. An emergency layoff is the suspension of an appointment to which an
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ASE is assigned or is working due to acts of nature or financial emergency as
defined in the University Handbook.

Section 3. An ASE that has been released from one or more quarters of the
appointment (consistent with Section 1 of Article 4) does not forfeit the provisions
of this Article for any remaining quarters.

Return to top

Article 17 – Leaves of Absence

Section 1. Medical Leave/Family Leave/Childbirth/Adoption. The
University will grant an ASE’s reasonable request for leave of absence for
appropriate duration due to:

A. personal illness and/or disability;
B. care of a family member as defined below in Section 2, childbirth, or

adoption;
C. bereavement due to the death of a family member as defined in Section 2.

Appropriate documentation may be required for leaves under Section 1 (A)
and (B).

D. family member’s military deployment or service-related injury.

Appropriate documentation may be required for leaves under Section 1 (A) (B) (C)
and (D).

Section 2. Definition of Family Member. Family member is defined as the
employee’s spouse or same or opposite sex domestic partner, child, parent,
grandparent, grandchild, sibling. Family member also includes individuals in the
following relationships with the employee’s spouse or domestic partner: child,
parent and grandparent. “Child” also includes a child of a legal guardian or de facto
parent, regardless of age or dependency status and those to whom the employee is
“in loco parentis” or “de facto” parent as well as a child of a legal guardian or de
facto parent. Parent and Parent in-law also includes de facto parent foster parent,
stepparent, or legal guardian.

Section 3. Sick Leave Usage and Accruals for Salaried ASEs. 

1. Sick Leave Use: Sick leave shall be allowed an employee under the following
conditions. The Employer will not require verification for absences of less
than 3 consecutive work days. Such verification or proof may be given to the
supervisor/manager or Human Resources according to departmental policy.

a. Because of and during illness, disability or injury which has
incapacitated the employee from performing required duties.

b. By reason of exposure of the employee to a contagious disease during
such period as attendance on duty would jeopardize the health of fellow
employees or the public.

c. Because of a health condition of a family member that requires
treatment or supervision or that requires the presence of the employee
to make arrangements for extended care. The Employer may authorize
sick leave use as provided in this subsection for other than family
members. The applicability of “emergency,” “necessary care” and
“extended care” shall be made by the Employer.
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d. To provide emergency child care for the employee’s child.
e. Because of a family member’s death that requires the assistance of the

employee in making arrangements for interment of the deceased.
f. For personal medical, dental, or optical appointments or for family

members’ appointments when the presence of the employee is required,
if arranged in advance with the employing official or designee.

g. For the suspension of operations when the employee’s workplace has
been closed by a public health official for any health related reason.

h. When the employee’s child’s school or day care has been closed by a
public health official for any health related reason.

i. For reasons related to domestic violence, sexual assault or stalking that
affect the employee, the employee’s family member or a person with
whom the employee has a dating relationship.

j. For condolence or bereavement.

The period of paid sick leave under Section 2 (1)(a-i) shall generally be no more
than seven (four hour) days per year for an ASE whose appointment is 50% FTE for
the academic year or longer.

Section 4. Sick Leave Accrual and Usage for Hourly ASEs. Hourly ASEs are
eligible for paid sick leave as covered in Section 3(1)(a-i). The accrual rate will be
one (1) hour for every 40 hours worked (0.025 per hour). Sick leave accrues at the
end of the month and is available for use the following month. Employees may only
carryover a maximum of forty (40) hours of accrued sick leave each calendar year. 
Accrued sick leave is not paid at separation.

Hourly ASEs can use sick leave in accordance with Section 3(1)(a-i).

If changes to federal or state law occur during the life of the contract, the parties
will meet and confer as the law requires.

Section 5. Unpaid Leave. Unpaid leave may be granted for periods beyond the
terms of leaves in Section 3, but shall not exceed the end of the appointment period.
These leaves may be paid (in whole or in part) for reasons as defined in Section 1
and at the sole discretion of the Department or Hiring Unit. An ASE whose
appointment is 50% FTE for the academic year or longer shall be eligible to use up
to twelve (12) weeks of unpaid leave, during which the University shall provide
health insurance coverage, for circumstances identified in Section 1 (A) and (B). For
ASEs who are employed for fewer than three quarters, the amount of unpaid leave
as covered under Section 1 (A) and (B) will be prorated. ASEs shall not be required
to register for any tuition credits during their leave period. During the leave period
the ASE will continue to be responsible for their portion of the dependent coverage
premium.

Section 6. Child Care Emergency. A child care emergency is defined as a
situation causing an employee’s inability to report for or continue scheduled work
because of emergency child care requirements such as unexpected absence of
regular care provider, unexpected closure of the child’s school, or unexpected need
to pick up child at school earlier than normal. ASEs shall be authorized to use paid
sick leave (as specified in Section 2 above) for child care emergencies.

Section 7. Coverage During Leave. In order to ensure proper coverage, it is the
responsibility of the ASE to contact the appropriate faculty member or other
supervisor in advance of the leave, unless not possible. If applicable, such
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notification will include appropriate medical documentation and projected return
date. While it is the University’s responsibility to make alternative arrangements to
cover the assignment, the ASE will assist as reasonably possible.

Section 8. Military Leave. An ASE shall have those rights provided by law for
military leave.

Section 9. Jury Duty. An ASE shall not have any reduction of stipend or pay due
to jury duty service, or if subpoenaed to serve as a witness in a legal proceeding in
which the ASE is not a party to the dispute. To the extent permitted by law, an ASE
shall request a postponement of jury service if requested to do so by their
department or program. An ASE shall advise their supervisor of their receipt of
notice for jury service as soon as reasonably possible.

Section 10. Other Leaves. The determination of whether to approve other
requests for an unpaid leave shall be made by the University.

Section 11. Appropriate usage of any of the above leaves shall have no impact on
decisions concerning re-appointment or transfer of an ASE.

Section 12. Leave Without Pay for Reasons of Faith or Conscience. Leave
without pay will be granted for reasons of faith and/or conscience for up to two (2)
workdays per year as provided below:

a. Leave without pay will be granted for up to two (2) workdays per calendar
year for reasons of faith and/or conscience and/or an organized activity
conducted under the auspices of religious denomination, church (or other
religious organization), or other organizations of conscience. Leave without
pay may only be denied if the employee’s absence would impose an undue
hardship on the Employer as defined by Chapter 82-56 WAC or if the
employee is necessary to maintain public safety.

b. The Employer will allow an employee to use a personal holiday (if eligible per
Article 10, Section 2), or vacation leave in lieu of leave without pay. All
requests to use a personal holiday or vacation leave must indicate that the
leave is being used in lieu of leave without pay for a reason of faith or
conscience.

c. Personal Holidays may only be used in eight (8) hour increments (or pro-
rated hours based on FTE).

d. Employees will only be required to identify that the request for leave is for a
reason of faith or conscience.

Return to top

Article 18 – Management Rights

Section 1. Management of the University is vested exclusively in the University.
Except as otherwise provided in this Agreement, the Union agrees that the
management rights of the University include, but are not limited to, the right to
establish, plan, direct and control the University’s missions, programs, objectives,
activities, resources and priorities; to establish and implement Affirmative Action
plan and goals; to establish, revise and administer procedures, reasonable rules and
regulations, and direct and control University operations; to alter, extend, or
discontinue existing equipment, facilities, and location of operations; to determine
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or modify the number, qualifications, scheduling, responsibilities and assignment
of ASEs; to evaluate, to determine the content of evaluations, and to determine the
processes and criteria by which the performance of ASEs are evaluated; to establish,
maintain, modify or enforce standards of performance, conduct, order and safety;
to discipline or dismiss for just cause; to establish or modify the academic
calendars, including holidays and holiday scheduling; to assign work locations; to
schedule hours of work; to recruit, hire, or transfer; to determine how and by whom
instruction is delivered; and to introduce new methods of instruction.

Section 2. The University has the sole and exclusive authority to make all
decisions involving academic matters, including, but not limited to, who is taught,
what is taught, how it is taught and who does the teaching. All matters including
academic judgment shall be made at the sole discretion of the University.

Section 3. The determination of whether duties will be assigned to ASEs or other
individuals, or reassigned from ASEs to other individuals, will be made by the
University.

Return to top

Article 19 – No Strikes, No Lockouts

Section 1. The Employer and the Union acknowledge that this Agreement
provides, through the grievance procedure and through other administrative
remedies, for an orderly settlement of grievances or disputes which may arise
between the parties. Accordingly, the parties agree that the public interest requires
the uninterrupted performance of all University services and to this end pledge to
prevent or eliminate any conduct contrary to that objective. Therefore, during the
life of the Agreement, the Employer shall not lock out any of the employees as a
result of a labor dispute or grievance or disputes on personnel matters; nor shall the
Union in any way authorize, assist, condone, participate in, or lend support to any
work stoppage, work slowdown or any other curtailment of work in the bargaining
unit.

Section 2. The Union shall act immediately to prevent and bring about an end to
activity in violation of this Article. Actions shall include, but not be limited to,
advising employees through direct contact, written and/or electronic notice, that
engaging in prohibited activity may lead to disciplinary action, and stating that
individuals so engaged must cease such activity and return to work. Copies of such
notice shall be provided to the University.

Section 3. Should employees engage in any unauthorized concerted action, then
once the employees have returned to work and continue working, a Joint
Union/Management Committee shall immediately meet in a good faith effort to
resolve the dispute.

Section 4. Any action of the Employer in closing the University during a general
strike, riot, or civil disturbance for the protection of the institution, its property, or
its employees shall not be deemed a lockout.

Section 5. Nothing herein constitutes a waiver of the University’s right to seek
appropriate legal relief in the event of a violation of this Article.

PERB Received
10/21/21 22:48 PM

https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc
https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc


Return to top

Article 20 – Non-discrimination and Harassment

Section 1. Non-Discrimination Neither the Employer nor the Union shall
discriminate against any employee by reason of the following status: age, sex
(except where age or sex is a bona fide occupational qualification), race or ethnic
origin, color, creed, national origin, religion, disability, disabled or Vietnam era
veteran status, political affiliation, marital status, sexual orientation, gender
expression or identity, pregnancy status, HIV status, or membership or non-
membership in a union. The University prohibits retaliation against any ASE who
reports concerns regarding discrimination or harassment, who cooperates with or
participates in any investigation of allegations of discrimination, harassment, or
retaliation, or any individual who is perceived to have engaged in any of these
actions.

Section 2. Sexual Harassment. No employee shall be subjected to
discrimination in the form of sexual harassment, currently defined in the University
of Washington Handbook (Volume 4, Part 1, Chapter 2) as (1) unwelcome sexual
advances or requests for sexual favors by a person who has authority over the
recipient when (a) submission to such conduct is made either an implicit or explicit
condition of the individual’s employment, academic status, or ability to use
University facilities and services, or (b) submission to or rejection of the conduct is
used as the basis for a decision that affects tangible aspects of the individual’s
employment, academic status, or use of University facilities; or (2) unwelcome and
unsolicited language or conduct by a member of the University community that is of
a sexual nature or is based on the recipient’s sex and that is sufficiently offensive or
pervasive that it could reasonably be expected to create an intimidating, hostile, or
offensive University environment.

Section 3. Micro-aggressions.Micro-aggressions are everyday exchanges
—including words and actions—that denigrate and exclude individuals based on
their membership in a group or class of individuals.

The Union and University shall meet, as requested, up to three (3) times per
calendar years 2018, 2019 and 2020 to evaluate progress on the joint goal of
eliminating micro-aggressions against ASEs and discuss plans to advance that goal.

Section 4. The University shall provide ASEs with information about its non-
discrimination and harassment policies.

Section 5. Complaints. A discrimination complaint may be filed with the
University Complaint Investigation and Resolution Office (UCIRO) and/or as a
grievance in accordance with Article 8 of this Agreement. Employees may also file
discrimination complaints with appropriate federal or state agencies. The parties
agree to encourage the filing of discrimination complaints through the University
Complaint Investigation and Resolution Office.

Timeline: A grievance alleging a violation of this article must be submitted within
180 days of an alleged occurrence.

Interim Measures: When a grievance or complaint is filed, the University will
implement interim measures as appropriate. Such measures shall be designed to

PERB Received
10/21/21 22:48 PM

https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc
https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc


allow the ASE to learn and work in an environment free from discrimination.

Remedies:  The University shall implement appropriate remedies if a complaint
and/or grievance is sustained. Such remedies/measures shall be designed to allow
the ASE to continue learning and working in an environment free from
discrimination.

Representation: ASEs shall have the right to be represented by an advocate of their
choice, including a Union representative, in the grievance or arbitration process.

UCIRO shall include a statement in the initial e-mail they send out to all
complainants that says “Union members may have rights under their respective
Collective Bargaining Agreements. For more information you may contact your
union or Labor Relations at laborrel@uw.edu or https://hr.uw.edu/labor/unions.”

Section 6. The Union and the University are committed to a diverse ASE
workforce. Therefore, the parties will establish a joint committee to discuss
methods of recruiting and retaining, and encouraging career development of, ASEs
who belong to underrepresented groups as defined in the University Handbook.
The parties will also discuss and develop ways of improving the climate of ASE
workplaces, particularly in cases when ASEs perceive disparate treatment (for
example, as a result of native language/dialect or parental status).

Starting in Academic Year 2018-2019 and every year thereafter, the Union and the
University shall jointly administer an equity survey for all ASEs focused on ASE-
specific concerns. In the first Quarter following ratification, the University and the
Union shall jointly agree upon baseline questions to be used through the life of the
contract. In Fall Quarter of each year the survey shall be distributed through a low
cost platform (Catalyst Google, Survey Monkey, etc.) to all ASEs. In addition, any
department or hiring unit may decide, on a volunteer basis, to jointly develop a
department-specific survey, with additional questions to be distributed by a
Department Chair or designee and an ASE in the Department designated by the
Union. Responses from all surveys shall be available to the Union and the
University. Once the surveys have closed and no later than the end of Spring
quarter of that year, the Union and the University shall hold a Joint Labor
Management meeting to discuss results and strategize further steps for promoting
equity, inclusion, transparency and accountability.

Section 7. Workplace Behavior. The Employer and the Union agree that all
employees should work in an environment that fosters mutual respect and
professionalism. The parties agree that all employees should be free from everyday
exchanges—including words and actions—that denigrate or exclude individuals
based on their membership in a group or class. The parties agree that such
inappropriate behavior in the workplace does not further the University’s business
needs, employee well-being, or productivity. All employees are responsible for
contributing to such an environment and are expected to treat others with courtesy
and respect.

Inappropriate workplace behavior by ASEs, Faculty, supervisors and/or managers
will not be tolerated.

Section 8. Lactation. The University shall provide a reasonable amount of break
time for an ASE to express breast milk for the nursing child each time such
employee has need to express the milk. The University shall provide a space, other
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than a public bathroom, that is clean, shielded from view, and free from intrusion
from coworkers and the public, in reasonable proximity to the lactating parent’s
work location which may be used to express breast milk. The University shall
ensure that employees have access to adequate space to store a pump and an
insulated food container.

The University shall maintain a webpage listing the established lactation stations of
which the University is aware, to include access instructions, and what equipment is
available at each station (e.g., sink, refrigerator). It is understood that the lactation
stations listed on this webpage do not represent a comprehensive list. The parties
may add lactation stations to this webpage periodically, which will be discussed at
the request of either party. These lactation stations will be available to all ASEs. The
website address for the lactation stations will be included in ASE appointment
letters.

Section 9. Bathroom Equity. The University shall provide that all ASEs have
adequate access to all-gender bathrooms. Adequate access may include a
reasonable amount of travel time.

The University shall publicize the location of every all gender bathroom on campus
on a website.

Return to top

Article 21 – Parking and Transit

ASEs shall have the option to participate in the on-campus parking program. ASEs
shall have the same parking related services that are available to, and on the same
basis as, full-time staff of the University. These parking related services include but
are not limited to individual commuter tickets and quarterly parking permits.

Return to top

Article 22 – Personnel Files

Section 1. ASEs and the Union shall be notified of the identity of the custodian of
their personnel files. A notice specifying the location of the official personnel file(s)
shall be posted in each Department or comparable unit. The personnel file should
exclude all academic records and academic applications submitted to the
University.

Section 2. ASEs shall have the right to examine all materials contained in their
personnel file and, upon request, shall be provided a copy of any materials in that
file. The personnel file shall be made available for review within three (3) working
days of the request.

Section 3. ASEs shall have the right to request removal or correction of inaccurate
materials from their personnel files, attach a concise statement in response to any
item in the files, and/or seek removal of inappropriate material from the files.

Section 4. No reference to grievances shall be placed in an individual’s personnel
file.
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Section 5. All materials in the personnel file of an ASE, including supervisory job
performance evaluations, shall be confidential except as required to be publicly
available under State and/or Federal law. The University will limit access to student
evaluations to those undergraduate, graduate, and professional students, and
faculty, with UW Net ID.

Section 6. The Union shall be provided access to bargaining unit member
personnel files with the written consent of the individual ASE. A copy shall be
provided upon request.

Section 7. Rights established in this Article are conferred on the ASE while in the
bargaining unit, regardless of current employment status as an ASE.

Return to top

Article 23 – Severability

If any provision of this Agreement is found to be contrary to law by a court of
competent jurisdiction, such provision shall be of no force or effect; but the
remainder of this Agreement shall continue in full force and effect. The parties shall
negotiate in good faith with respect to any provision found to be in contravention of
the law.

Return to top

Article 24 – Subcontracting

Section 1. If the University plans to subcontract unit work, the University shall
provide reasonable advance notice to the Union. Any subcontracting must be done
in good faith.

Section 2. The University shall, upon request, meet and confer with the Union
over the effects of subcontracting on the unit.

Return to top

Article 25 – Summer Non-registered Graduate Research Student
Assistants

Section 1. In the limited number of Departments or Hiring units where it had been
past practice before the 2004 UAW Local 4121—University of Washington contract
to pay non-registered graduate ASEs to perform hourly research work during
Summer Quarter (June 16th through September 15th), Departments or Hiring
Units will appoint such ASEs according to the following terms.

A. Departments will place ASEs who have not registered for Summer Quarter,
but who are performing research work, into a Graduate Research Student
Assistant (GRSA) job classification (0854). Departments shall not use this job
classification at any time other than Summer Quarter (June 16th through
September 15th);

B. The minimum hourly rates of payment made to non-registered ASEs
performing research work during the Summer Quarter shall be based on a
220 hour quarterly workload;
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C. In cases where an individual ASE’s only way to have paid health insurance
coverage during Summer Quarter is by registering and working in a Graduate
Student Service Appointee (GSSA) title at .50 FTE, the department shall
notify the ASE in advance of their option to do so. In the event the ASE wishes
to be covered by health insurance, the University and the Union will work
together to make sure the ASE is covered.

Return to top

Article 26 – Training

Section 1. The University shall provide training necessary to fulfill ASE duties.

Section 2. All training shall be considered as part of the required workload.

Section 3. The content and delivery of training is reserved to and determined by
the University.

Section 4. The Union-Management Committee shall make recommendations to
the University to address overlapping or insufficient training concerns brought to
its attention by ASEs.

Return to top

Article 27 – Travel

Section 1. The University shall reimburse ASEs for travel and per diem expenses
required for employment. Prior approval of the ASE’s Department Chair (or
designee) must be attained. Unpaid travel shall not be required.

Section 2. Reimbursement rates and methods shall be those provided to other
University employees.

Return to top

Article 28 – Union-Management Committee

A joint Union-Management Committee shall be formed to address issues that are
not the subject of an active grievance. This Committee will consist of five
individuals designated by the UAW and five individuals designated by the
University. Meetings will be held once an academic quarter (Autumn, Winter,
Spring) at mutually agreed upon times and on an ad hoc basis as needed. Summer
quarter meetings shall be arranged upon mutual agreement. Agendas shall be
mutually agreed upon at least five (5) business days prior to the meeting.

Return to top

Article 29 – Union Rights

Section 1. Each pay period UW shall provide the following four reports
electronically in EXCEL format:
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1. 1. A. Total Compensation and deductions*
Name
Home Address
Home phone
Cell phone
Work phone
Work location (building)
Work location (address)
Work station or office (suite and/or number)
Employee ID number
Personal Email
UW email
UW mailbox
Employment status
Employment status effective date
Job classification
Department
Pay grade
Pay step
Pay rate salary
Hourly rate
Supervisor
Supervisor email
Race
Gender
DOB
Date of hire
Job title
Job class code
Shift
Deduction amount dues
Deduction amount fees
Deduction amount other
Deduction amount VCAP
Total wages for the pay period
Total base pay for pay period
Total overtime pay for pay period
Total overtime hours per pay period
Total hours worked in the pay period
Days in the pay period
Total hours for each class/type of differential and or/ premium
pay for the pay period
Total wages for each class/type of differential and or/ premium
pay for the pay period
Total wages year to date.
Pension plan enrollment (which plan)
Position number
Medical plan enrollment (which plan)
Bargaining Unit
Total FTE
Anniversary date (step date)
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Employment status (regular fulltime, regular part time, hourly,
fixed duration part time, fixed duration full time)
*The parties desire a one line report per employee for this report.
We should discuss how to reconcile multiple appointments

B. All appointment list
All information above with wages and codes organized by
appointment including:

a. ld by each worker.
b. Appointment budget number(s)
c. Beginning date
d. End date
e. Department and /or hiring unit
f. College/Org name
g. Job Classification
h. Job Classification Code
i. Full time salary or hourly rate
j. Appointment/FTE Percentage

k. Appointment status
l. Appointment term

m. Distribution line information.
n. Position number
o. Earnings in last pay cycle
p. Hours worked in last pay cycle
q. FTE in last pay cycle

C. Change Report
Name
Job classification
Job classification code
Department
Employee id
Original hire date
Status change date
Termination/separation date if any
Reason for status change, nature of status change
Reason for termination/separation
LOA effective date
Nature of LOA
New hire date
New Hire

D. Vacancy Report
Position Number
Job Classification
Date of vacancy
Elimination date of vacancy
Reason for elimination (filled, deleted, transferred to a different
classification/status)

Section 2. The Union will have the same access to the University mail system as all
other unions representing University employees.

Section 3. Following ratification and approval by the parties, the University shall
publish the Agreement on a designated website.
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Section 4. In accordance with University/Department policy on access,
representatives of the UAW shall be permitted access to employees’ work spaces for
the performance of official union business, provided the University policy shall be
non-discriminatory and shall be enforced in a non-discriminatory manner. Union
representatives will not engage in any disruption of University operations, interfere
with the assignment and direction of employees, or in any way impede the
discharge of any employee’s duties and responsibilities.

Section 5. Union orientation is a part of the orientation and onboarding process
for new ASEs. The Union shall be provided 30 minutes for Union orientation at any
University, Hiring Unit, or Department wide orientation for new ASEs, to distribute
materials, including Union membership application and dues deduction
authorization. Such meetings shall count toward the 220 hours expectation. Upon
request from the Union and not more than once per quarter, departments will
provide time and space for a 30-minute Union orientation with newly hired ASEs
that have not previously attended a University, Hiring Unit or department wide
orientation for new ASEs. Such orientation time shall count toward the 220 hour
expectation or be paid according to the ASE’s hourly wage. Departments will
encourage new ASEs to attend these orientations. The University and the Union
shall meet semi-annually to discuss the efficacy of this provision.

Section 6. The University agrees to furnish conference and/or meeting rooms for
Union meetings upon prior request by the Union in accordance with University
policy and cost.

Section 7. The Union may designate a number of stewards appropriate to the size
of the unit who shall be members of the bargaining unit. A steward who is
processing a grievance in accordance with the grievance procedure of this
Agreement shall be permitted reasonable paid release time to meet with University
representatives and process the grievance. Time off for processing a grievance shall
be granted to a steward by a supervisor following a request, but in consideration of
job responsibilities. If permission for time off can not be granted, the University
shall arrange for time for release time off at the earliest possible time thereafter.
The University will work in good faith to find ways to allow ASEs designated as
stewards the time necessary to perform their responsibilities, which may include a
reduced work assignment for the ASE. The Union will work in good faith with the
University in the designation of stewards so as to avoid appointing a steward in
situations that would create a hardship to the University.

Section 8. The Union will submit to the Office of Labor Relations the name of each
steward and the assigned jurisdiction of the steward. In the event of a re-
designation of stewards, notice shall be provided to the University at least two days
prior to the date such steward is recognized. Stewards will only process grievances
within their steward jurisdiction, unless otherwise mutually agreed.

Section 9. The University shall provide paid release time for up to five (5) ASEs
designated by the Union for the purpose of bargaining a replacement agreement.

Section 10. The University will provide a bulletin board space for the Union in
those Departments where ASEs work.

Section 11. The University shall furnish an electronic copy to the Union of the
Annual Graduate Student Financial Support Summary Report (ethnic breakdown).
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Section 12. New ASE Rights.

A. The University shall provide each new ASE, at the same time as providing
forms required for new employment (e.g. W4 and I9), introductory materials
from the Union, including a Union Membership Election Form and Voluntary
Community Action Program (VCAP) form.

B. In exceptional situations where the ASE has completed other required
employment forms before they are hired into the bargaining unit, the
University shall provide introductory materials from the Union, including a
Union Membership Election Form and Voluntary Community Action Program
(VCAP) form, at the time they are hired into the bargaining unit.

C. The University will make every reasonable effort to have completed
Membership Election Forms and VCAP forms returned to the Union within
ten (10) calendar days of receipt and to notify the Union within ten (10)
calendar days of all new ASEs hired to include name, home
department/hiring unit, job code, home address, mail stop, Employee
Identification Number, and appointment start date. The University shall meet
with the Union to develop the method of notification.

Section 13. Training. Prior to the start of Fall Quarter 2018, the parties will
jointly develop training for management summarizing changes from the prior
collective bargaining agreement. The University and Union shall meet quarterly to
discuss any training needs related to contract administration.

Return to top

Article 30 – Union Security

Section 1. Union Membership.  Employees who are covered under this Agreement
may choose to execute a Union membership and payroll deduction form. The UAW
will provide the University with the formula for calculating the dues and initiation
fees.

Section 2.Upon ratification of this Agreement, the Union shall notify all ASEs of
the option that they may join the Union. The notice shall include an application for
Union membership card and a dues authorization card. The notice shall be
provided to all ASEs both electronically and in hard copy.

A. The Union shall transmit to the Employer by the cut-off date for each payroll
period, the name and Employee ID number of employees with new or
changed deduction authorizations.

Section 3. Upon notification from the Union of an ASE’s written authorization, the
University shall deduct Union dues from each paycheck, and remit the same
together with a list of names of the ASEs from whom deductions were made. The
list shall contain: the employee’s name, unique ID number, home department,
amount of dues/initiation fees/VCAP deducted and gross wages. The University
shall transmit this data in electronic format.

Section 4. Payroll deduction notifications will be processed in the pay period
received. Payroll deduction notifications received by the deduction cutoff deadline
for a pay period will be processed for the payday that corresponds to that pay
period. The University is not required to make retroactive deductions if an

PERB Received
10/21/21 22:48 PM

https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc
https://hr.uw.edu/labor/academic-and-student-unions/uaw-ase/ase-contract#toc


employee is out on an unpaid leave of absence or other unpaid status. The
University will determine the deduction cutoff deadline for each pay period and
inform the Union in writing of all such deadlines, or changes to deadlines, as soon
as is practicable but no later than two (2) weeks prior to the implementation of a
new deadline.

Section 5. The University shall electronically transmit to the Union on the first
bank working day after each payday all dues, initiation fees, and VCAP deducted for
that pay period.

Section 6. The Union specifically agrees that the University shall assume no
obligation other than that specified in this Article, or any financial liability,
including the payment of any retroactive dues/service fees, arising out of the
provisions of this Article. Further, the Union agrees that it will reimburse the
University for any costs, and indemnify and hold the University harmless from any
claims, actions, or proceedings by any person or entity arising from any deductions
made or other actions taken under this Article. This indemnification includes the
cost of representation.

Section 7. If an ASE contacts the University to request that payroll deduction be
ended, the University will promptly refer the ASE to the Union to process the
request. The University may request a copy of an employee’s signed card at any
time.

Return to top

Article 31 – Voluntary Community Action Program (VCAP)

Upon presentation of a legible signed authorization form executed by an ASE, the
University agrees to provide a voluntary check off for the UAW Voluntary
Community Action Program (VCAP) in accordance with the following provisions:

1. The authorization form must be mutually agreed upon by the parties and
contain specific UW payroll language as determined by the University. If the
authorization form is not legible, as determined at the sole discretion of the
University, the form will be returned for clarification.

2. The ASE must be an active dues paying member for the VCAP deduction to
occur.

3. The VCAP deduction must be in a flat dollar amount and shall either be
deducted from the ASE’s first paycheck of the month, or will be divided
equally between the two monthly paychecks, as determined by the University.

4. This provision is for regular recurring payroll deductions and shall not be
used for one-time deductions.

5. An ASE may discontinue the VCAP deductions at any time upon written
notification to the Payroll Office.

6. The UAW shall be responsible for any reasonable initial and ongoing
processing costs associated with setting up and maintaining this additional
check off. Costs will be determined at the sole discretion of the University
consistent with charges made for other similar deductions. VCAP collections
less any processing charges will be remitted to the UAW VCAP on a monthly
basis. The remittance listing for this deduction will be added to the Union
deduction information already provided to the Union.

7. The Union and each ASE authorizing the assignment of wages for the
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payment of voluntary political action contributions hereby undertakes to
indemnify and hold the University harmless from all claims, demands, suits
or other forms of liability that may arise against the University on account of
any deduction made from the wages of such ASE.

Return to top

Article 32 – Vacation

Section 1. ASEs with a 50% or greater FTE appointment for twelve months will
have a minimum of four weeks (20 business days) of vacation time off during those
twelve months. There will be no reduction in pay or benefits for this time off. ASEs
with a 50% appointment for less than twelve months or who are appointed for less
than 50% FTE shall have vacation time off prorated on this basis. Hourly ASEs shall
not receive vacation time off.

Section 2. Vacation time off shall be taken during academic quarter breaks or as
otherwise mutually agreed to by the ASE and a supervisor.

Return to top

Article 33 – Wages

Section 1. The University shall increase compensation for ASEs over the life of the
agreement as follows:

A. Effective July 1, 2018:
1. The base rate shall be increased by 2%.
2. All ASE variable rates shall be increased by 2%, or the percentage

needed to match the corresponding 2018/19 salaried non-variable rate,
or the departmental increase, whichever is greater.

3. All ASE hourly rates shall be increased by 2%.
B. Effective July 1, 2019:

1. The base rate shall be increased by 2%.
2. All ASE variable rates shall be increased by 2%, or the percentage

needed to match the corresponding 2019/20 salaried non-variable rate,
or the departmental increase, whichever is greater.

3. All ASE hourly rates shall be increased by 2%.
C. Effective July 1, 2020:

1. The base rate shall be increased by 2%.
2. All ASE variable rates shall be increased by 2%, or the percentage

needed to match the corresponding 2020/21 salaried non-variable rate,
or the departmental increase, whichever is greater.

3. All ASE hourly rates shall be increased by 2%.

In the event the Washington State Legislature invalidates a provision of this
section, the parties will meet and negotiate over the invalidated provision, pursuant
to RCW 41.56.

Section 2. ASEs shall be eligible to receive automatic pay increases in accordance
with Article 15 (Job Titles and Classifications). Any such increases shall be in
addition to the wage increases described above.
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Section 3. The University will continue its existing practice with regard to
Summer Quarter stipends, except that stipends for TA’s hired for two (2) months
during the summer will be 20% higher than during other quarters of the Academic
Year.

Section 4. ASEs shall continue to have access to the University of Washington’s
Section 403b Voluntary Investment Program.

Return to top

Article 34 – Workload

Section 1. At the time of appointment, the University will inform the ASE of the
percentage FTE of their appointment or, for hourly employees, the hours
expectation of their appointment.

Section 2. ASEs with a 50% FTE appointment will not be required to work for
more than 220 hours per quarter. ASEs with a 50% FTE appointment shall not be
required to work more than an average of 20 hours a week, and shall not exceed 30
hours in a given week except by the ASE’s consent. Alternate percentage
appointments will be directly proportional to the 50% FTE appointment in
relationship to workload per week and per quarter. The 220 hour workload
expectation will not be reduced by holidays (including personal holidays) or
vacation time. For unusual work assignments, such as those associated with
research conducted in remote locations or those where the nature of the job duties
requires the use of specialized instrumentation at specific intervals of time, an ASE
may expect greater variations within a given week’s work schedule provided the
ASE has been notified in their appointment letter of the unusual nature of their job
duties.

Section 3. Assigned workload is measured by how many hours the University
could reasonably expect an ASE to take to satisfactorily complete the work
assignment so as to maintain excellence in teaching, research, and service. An ASE
should initiate discussions with their supervisor as soon as the ASE anticipates any
workload related issues that would result in working more than 220 hours in a
quarter. Before workload hours are exceeded, the Department will offer the ASE
additional paid hours for the excess workload or relieve the ASE of the excess
workload.

Section 4. Any work assignment, prep work, training, job-specific orientation,
required meetings, required conferences, and tutee no-shows (including duties that
occur outside of the academic term) shall be included in the total workload for the
quarter. Workload does not include courses in general pedagogy or remedial
courses required to meet minimum eligibility requirements (e.g. ESL 102) in which
ASEs are required to be enrolled for credit. Hourly ASEs who participate in any
training and job-specific orientation that is required as a condition of their
employment shall be paid at their normal hourly rate.

Section 5. Required meetings will be held during the normal work hours at an on-
campus or off-campus site in proximity to where the ASE usually works, or at a
location agreed to in advance by the ASE.

Section 6. In the case of change of ASE job assignment, any work completed in the
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original assignment will count toward the hour limit for the quarter.

Section 7. Both parties understand that the published University calendar governs
the work of all bargaining unit members, and in some academic quarters
examination schedules may conclude several days beyond the last pay period of the
three month appointment. ASEs appointed in these quarters recognize that their
obligation extends to grading exams and/or papers submitted at those times, and
other similar duties as assigned.

Section 8. Workload assigned to an ASE under this article is separate from the
academic expectations associated with thesis and dissertation research that is
expected pursuant to 600-, 700-, and 800-level course work. This Agreement
should not in any way be construed as imposing a limit on the amount of academic
work necessary for a student to make satisfactory academic progress toward their
degree.

Section 9. Hourly ASEs will not be required to work more hours than specified in
the appointment letter, or to work any hours for which they are not paid. Hourly
ASE appointments and schedules will be made in accordance with University
Employment and Administrative Policies: University Employment- Student
Employment-Chapter 104.

Section 10. If an ASE is assigned to hold an instructional position in which they
believe that a change from a previous quarter may negatively affect their ability to
satisfactorily complete the work assignment so as to maintain excellence within
workload limits, the ASE shall have the right to request and meet with their
supervisor as soon as practicable regarding the issue. Such changes include but are
not limited to enrollment increases, volume and structure of assignments, grading
responsibilities, and alterations to the responsibilities of an ASE as a mentor or a
supervisor for other ASEs. If, after these discussions, the ASE determines that their
assignment will still exceed workload limits, as defined by this article, the ASE may
pursue their rights under this article.

Section 11. The Union-Management Committee will be empowered to discuss
issues relating to workload, including but not limited to class size and the criteria
and decision process governing the hiring, work assignments, evaluation, and
reappointment of ASEs.

Return to top

Article 35 – Workspace and Materials

Section 1. The University shall provide reasonable access to facilities, services,
texts and instructional support required for the position. Examples of access that
may be required include, but are not limited to:

1. Office and desk space and telephone;
2. A computer with internet access;
3. Storage and laboratory space;
4. Mailbox;
5. Office supplies;
6. Texts and/or reading material;
7. Printing facilities; and
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8. Equipment to perform research required for the appointment.

Section 2. If provided prior written approval of the department chair or designee,
an ASE shall be reimbursed for required job related materials and services that are
not provided to the ASE by the department. If no written approval is granted, ASEs
will not be required to purchase job related materials and services.

Section 3. Before an ASE’s work location is moved, or before there is a substantial
alteration of the ASE’s work space, the affected ASE normally shall be notified at
least thirty days before the change is to take place. In the event thirty days’ notice is
not feasible, the ASE shall be notified as soon as reasonably possible.

Return to top

Article 36 – Duration

This Agreement shall become effective and will remain in effect from the date of
membership ratification until April 30, 2021, unless mutually extended by the
parties.

The initial bargaining session will take place no later than February 1, 2021.

Return to top

Appendix 1 – GAIP Group Medical Plan Summary

Appendix I – GAIP Group Medical Plan Summary 

Return to top

Letters of Understanding

A: Workers Compensation

The University and the UAW hereby agree that all job titles in the bargaining unit
shall be covered by worker’s compensation insurance with the exception of
employees in stipend-only job classifications.

B: U-PASS Coalition Bargaining

During negotiations for a successor agreement, the parties agreed to the following:

The parties agree the UAW will be allowed to participate in coalition bargaining
with SEIU 925, WFSE, SEIU 1199NW-Research Hall Health regarding the U-PASS
for the 2019-2021 contracts. Currently, the scheduled dates are August 16, 2018,
August 22, 2018, August 24, 2018, and September 13, 2018.

Any conditions agreed upon during coalition bargaining regarding the U-PASS will
be applied to the UAW 2018-2021 contract.

Return to top
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Memoranda of Understanding

Immigration Status and Work Authorization

During negotiations for the 2018-2021 successor agreement, the parties reached
agreement on the following regarding Immigration Status and Work
Authorization:

The Union and University shall meet four (4) times per calendar year in 2019 and
again in 2020 to discuss issues arising from academic student employment,
immigration status, and work authorization. The parties may add additional
meetings by mutual agreement.

Lump Sum Payment

During negotiations for the 2018-2021 successor agreement, the parties reached
agreement on the following lump sum payments:

1. The University shall provide a lump sum payment of $100 to each ASE with a
fifty percent (50%) FTE appointment, payable during the first quarter of
employment during each year of the contract starting with 2018/2019
academic year.

Paid Family and Medical Leave Premiums

During negotiations for the 2018-2021 successor agreement, the parties reached
agreement on the following regarding Paid Family and Medical Leave as passed by
the State legislature in SSB 5975.

After October 1, 2018, either party may reopen Article 17 (Leaves) for the purpose of
negotiating provisions (premiums, eligibility, policies, etc.) regarding Paid Family
and Medical Leave.

Sexual Harassment and Prevention Training

During negotiations for the 2018-21 successor agreement, the parties reached
agreement on a program for the following regarding Sexual Harassment and
Prevention Training. The program will expire on April 30, 2021 unless mutually
agreed by the parties.

The University and Union shall jointly offer and make available in-person sexual
harassment prevention and response training for incoming ASEs. Hours to attend
the trainings will be included in the required workload for salaried ASEs and paid at
the hourly rate for hourly ASEs once.

Content of trainings:

• Sexual harassment training shall focus on preventing sexual harassment and
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discrimination and responding appropriately to it when it does occur. The
training shall include skill building, shifting behaviors, and bystander
intervention strategies.

• The trainings shall include identification and discussion of intersectional
power dynamics in ASE work situations.

• The content of the trainings will be developed and modified over time jointly
between the University and the Union.

ASE Hiring and Supervision

• Eligible graduate students will be hired through the open hire process. The
hiring committee shall consist of (2) Union representatives, one (1) academic
department representative and one (1) Safe Campus representative. The
University and the Union shall jointly agree upon the ASEs to be appointed as
trainers.

• Safe Campus will be responsible for joint development of the program. Safe
Campus will be responsible for supervision of the program and ASE
employees.

• For Summer 2018 – Spring 2019, the university will hire 2 – 50% FTEs each
quarter to jointly administer the sexual harassment training with the
University. Appointment and compensation will be based on RA/TA/SA pay
standards in the ASEs home academic department such that ASEs shall incur
no loss or benefit from appointment to the trainer position. Appointments will
be made within two (2) months of ratification of this agreement.

• For Fall 2019 – Spring 2020 and every academic year thereafter, the
University will hire 2 – 50% FTEs per quarter to jointly administer the sexual
harassment training with the University. Appointment and compensation will
be based on RA/TA/SA pay standards in the ASEs home academic
department such that ASEs shall incur no loss or benefit from appointment to
the trainer position.

• Preference shall be given to candidates who can commit to at least one
academic year.

Joint training initiative

• A train-the-trainer model will be implemented under which trainers will
facilitate the training after an initial period of development and deployment
with Safe Campus staff. Safe Campus will continue to monitor and check-in
with trainers as training is deployed. The characteristics of this model will
include:

◦ Facilitation skill building
◦ Content familiarization
◦ Training mock run-through
◦ First delivery
◦ Evaluation and modification period
◦ Updating presentation (continual evolvement)
◦ Scheduling – signup, communication, etc.

Timeline

• Within three months of ratification of the agreement:
◦ A joint UW-UAW committee will meet to draft an outline of the training.
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◦ A committee of key stakeholders shall provide recommendations on
content, format and implementation of the trainings to the Union and
the University.

• Between August and September 2018, trial trainings will be held for UAW
elected leaders and others as needed. Based on evaluations from these trial
trainings, the trainers and SafeCampus will meet to make adaptations and
refinements to the training material. Hours to attend these trial trainings are
not included in the required workload for salaried ASEs or paid at an hourly
rate for hourly ASEs.

• The parties agree that reasonable efforts will be made to ensure all new ASEs
receive in-person sexual harassment training during the academic year of
their initial hire date.

• An additional two (2) trainings will be conducted each Fall for ASE stewards
and union elected leaders.

• Starting in 2019, the parties shall agree upon the ASEs to be appointed as
trainers by June 1.

Training Size and Duration

• In order to maximize the participant learning experience, sessions will be held
with 25 – 50 attendees. Trainings shall be held at the Department or Hiring
Unit level for Departments or Hiring Units when enough participants register.
When individual Departments or Hiring Units have too few participants to
hold their own session, they shall be combined with other similar
Departments or Hiring Units. Open sessions will be offered for ASEs who
miss their program session offering.

• ASEs who miss their program session offering may attend other sessions as
space allows.

• Trainings shall be developed to last three (3) hours.
• Each training shall include time for participants to complete training

evaluations. Trainers will analyze participant evaluations and jointly with the
University will hold ongoing conversations about how to best adapt and
improve the training program.

• ASEs beyond their first year may participate in the training as space is
available.

Return to top
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PREAMBLE 

 

This Agreement is entered into between UAW Local 2322/Graduate Employee Organization 

("GEO") and United Automobile, Aerospace and Agriculture Implement Workers of America, 

AFL-CIO ("UAW") (hereinafter referred to collectively and individually as 'Union')) and the 

University of Massachusetts Amherst and has as its purpose the promotion of harmonious 

relations between the Administration and Union; the creation of an environment where 

supervisors and graduate student employees treat each other with dignity, respect, and civility; -

the establishment of an equitable and peaceful procedure for the resolution of differences; and 

for the purpose of good faith negotiations between the Administration and Union on matters 

relating to graduate student employees' employment policies and practices, thus contributing to 

the continual development of an educational institution of highest quality. 

Any alleged violations of this Preamble shall not be subject to the Grievance Procedure, Article 

31, of this Agreement. 

 

ARTICLE 1 

Recognition 

 

UAW and UAW Local 2322/GEO shall be the representative of and the bargaining unit shall 

consist of: Teaching Associates (TO), Teaching Assistants (TA), Research Assistants (RA), 

Project Assistants (PA), Assistant Residence Directors (ARD), and Graduate Interns employed 

by the University of Massachusetts Amherst, and University of Massachusetts Amherst Fellows 

and Trainees whose duties and responsibilities are substantially similar to those of TOs, TAs, 

RAs, PAs, ARDs, or Interns, for the purpose of good faith negotiations with the Administration 

on matters relating to employment policies and practices. The subjects of negotiation shall 

explicitly exclude matters relating to academic policies. The bargaining unit shall also include 

graduate student employees of the President's Office working in the above positions at the 

University of Massachusetts Amherst campus who are employed by the Donahue Institute. 

Performing work required to fulfill a degree requirement shall not be reason for exclusion from 

the provisions of this Agreement. However, excluded from the bargaining unit shall be: 

University of Massachusetts Amherst interns working off campus and not receiving University 

paychecks; fellows and trainees who are not required to perform duties for remuneration; 

graduate students working in the Chancellor's Office or any of the Vice Chancellors' offices; 

graduate student employees employed by University of Massachusetts Boston, Lowell, 

Dartmouth,  Worcester, and the President's Office (except as stated above); graduate student 

tutors and other graduate student hourly employees; faculty members; and classified and 

professional employees. For a graduate student employee performing both work in pursuit of an 

academic degree and work for compensation, that work performed solely in pursuit of an 
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academic degree shall not be covered by the terms of this Agreement, while any work performed 

for compensation shall be covered by the terms of this Agreement. 

The Administration will report to GEO within thirty days any new job classifications to which 

graduate students are appointed and will determine if the job classification will be included under 

this Agreement. If there is disagreement between GEO and the Administration concerning the 

inclusion or exclusion, then the two parties shall meet to negotiate. The Administration will not 

make any agreement with any group for the purpose of undermining GEO. 

The Union and the University agree to convene a working group by July 1, 2018 consisting of 

three members appointed by the university and three appointed by the union. The working group 

will place some number of fellows who receive funding from outside sources to the extent 

allowed by their individual funding sources in the GEO bargaining unit. The working group may 

include classes of fellows in the bargaining unit on a rolling basis, to be completed by September 

1, 2019. The working group will also be authorized to extend similar benefits and protections to 

those externally funded fellows whose funding sources do not permit inclusion in the unit.  

 

ARTICLE 2  

Definitions 

 

a. "Department" - academic or non-academic department or other analogous unit that employs 

graduate student employees 

b. "Department Chair" - department head or chair or designee 

c. "Graduate Student Employee" - those TAs, TOs, RAs, PAs, ARDs, Interns, Fellows, and 

Trainees represented by GEO as defined in Article 1, Recognition 

d. "Administration" - department heads and chairs, deans, division heads, vice chancellors, 

chancellor, and ·designees of such officials at the University of Massachusetts at Amherst. 

e. "GEO" - GEO is defined as and recognized to be the Graduate Employee Organization unit 

of the UAW and its Local 2322. 

f. "Union" - Local 2322 and/or UAW. "Local" - Local 2322 of the UAW. 

g. "International Union" - United Automobile, Aerospace and Agricultural Implement Workers 

of America. 

h. "Teaching Associate" - a graduate student employed on a salaried basis responsible for the 

teaching and grading of a course. A TO may have additional, related duties as assigned. 

i. "Teaching Assistant" - a graduate student employed on a salaried basis with one or more of 

the following responsibilities in courses for which they do not have primary responsibility: 

(1) coordinate, lead, or assist in the instructional process in preparation and direct interaction 
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with students in lab, discussion, quiz, or problem sessions; (2) meet with students and teach 

during office hours; (3) grade papers; (4) grade and proctor exams; (5) supervise 

undergraduate interns; 

j. (6) counsel students; (7) administer colloquium programs. A TA may have additional, related 

duties as assigned. 

k. "Research Assistant" - a graduate student employed on a salaried basis to perform work 

related to academic research, including but not limited to, the gathering and analysis of data, 

the development of theoretical analyses and models, the production or publication of 

scholarly journals and research reports, which is primarily for their own research, and is 

secondarily for the benefit of the University, faculty or academic staff supervisor, or a 

granting agency. 

l. "Project Assistant" - a graduate student employed on a salaried basis to perform work related 

to academic research, including but not limited to the gathering and analysis of data, the 

development of theoretical analyses and models, the production or publication of scholarly 

journals and research reports, which is primarily for the benefit of the University, faculty or 

academic staff supervisor, or a granting agency, and is secondarily for the graduate student 

employee's own research. 

m. "Intern" - a graduate student employed on a salaried basis, in academic, research, service, or 

administrative support, to perform work which is specifically designed to support or enrich 

their academic experience, and/or provide practical experience which directly augments their 

classroom studies. 

n. "Fellow" - a graduate student who is receiving an award made to assist the student in the 

pursuit of their studies or research, usually with no requirement for service or performance. 

o. "Trainee" - a graduate student who is receiving an award made to assist the student in the 

pursuit of their studies or research, sometimes with and sometimes without the requirement 

of service or performance, but usually limited to a specific discipline by the granting agency. 

p. "Assistant Residence Director" (which is also "Assistant Residence Director/Live-in 

Residence Hall Graduate Assistant")-a graduate student employed on a salaried basis whose 

responsibilities are as described in the appended current job description (or subsequent 

amendments) and who is required, as a condition of employment to be a graduate student and 

to reside in University-assigned housing. Notwithstanding anything to the contrary elsewhere 

in this Agreement, a full-time ARD shall be defined as twenty hours per week. 

q. "Full-time" - twenty hours per week, thirty-eight weeks per year, except as defined elsewhere 

for Assistant Residence Directors 

r. "Waiver" - relief from any obligation to pay 

s. "Exemption" - transfer of the obligation to pay from the individual graduate student   

employee 
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ARTICLE 3  

GEO Security 

 

Dues or Agency Fee 

A. All graduate student employees covered by this Agreement shall be eligible for membership 

in GEO. Such membership shall require the payment of dues as determined by the Union. 

Beginning thirty days following the commencement of their appointment, each graduate 

student employee who elects not to join or maintain membership in the Union shall be 

required to pay an agency fee to the Union as a condition of employment (pursuant to the 

Rules and Regulations of the Massachusetts Department of Labor Relations, Section 17.05). 

The Local shall have the exclusive right to the checkoff and transmittal of Union dues and 

agency fees on behalf of each graduate student employee. 

 Initiation Fee 

B. A graduate student employee may consent in writing to the authorization of the deduction of 

the one-time initiation fee and Union dues, or of agency fees, from their pay and to the 

designation of the Local as the recipient thereof. Such consent shall be in a form acceptable 

to the Administration and shall bear the signature of the graduate student employee. 

 Payroll Deduction 

C. The Administration shall deduct initiation fees, dues, or agency fees from the pay of graduate 

student employees who have indicated on a signed form that they request such a deduction in 

accordance with this Article and transmit such funds in accordance with University policy to 

the treasurer of the Local within thirty calendar days after the last day of the month in which 

the deduction is made, together with a list of graduate student employees whose dues and 

agency fees are transmitted and those who have added or withdrawn their dues or agency fee 

deduction authorization, provided that the Administration is satisfied by such evidence as it 

may require that the treasurer of the Local has given a bond, in a form approved by the 

Administration, for the faithful performance of their duties in a sum and with such surety or 

securities as are satisfactory to the Administration. 

 

D. It is specifically agreed that the Administration assumes no obligation, financial or otherwise, 

arising out of the provisions of this Article and the Union agrees that it will indemnify and 

hold the Administration harmless from any and all claims, demands, liability, costs. or 

damages arising from or related to this Article. 

 

E. The treasurer of the Local shall submit and certify to the Administration each year the annual 

dues and agency fees payable to the Union. 

 

F. Dues and agency fee deductions and the one-time initiation fee will ordinarily commence 

within twenty-one (21) calendar days after receipt by Human Resources of the Authorization 
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of Payroll Deduction form. In the event of an administrative error in the authorized deduction 

of the Union dues or agency fees from a graduate student employee's wages, the parties shall 

meet to attempt to correct the error in an expeditious manner.  

 

G. A graduate student employee who has not previously authorized payment of Union dues or 

agency fees through payroll deduction may subsequently authorize Union dues or agency fee 

deduction by submitting an authorization form to the Payroll Office. Such authorization shall 

be in a form acceptable to the Administration and shall bear the signature of the graduate 

student employee. A graduate student employee may withdraw their Union dues or agency 

fee deduction authorization by submitting a form, acceptable to the Administration and 

which bears the signature of the graduate student employee, to the Payroll Office at least 

sixty days in advance of the effective date. 

 

H. GEO shall be afforded the opportunity to distribute dues and agency fee deduction forms at 

the orientation sessions described in Article 12. 

 

I. As an agreed upon program, departments will attach to all graduate student employee 

assistantship contracts (GFAF forms) an Authorization of Payroll Deduction for Union dues 

and initiation fee or agency service fee. GEO will provide departments with a  sufficient 

number of copies of said Authorization form to attach to all GFAF forms. Said Authorization 

form shall be in a form acceptable to the Administration and GEO and in accordance with 

this Article. GEO will forward to the Payroll Department in Human Resources only those 

authorizations signed by graduate student employees who, to the best of GEO's knowledge, 

are not already having dues or fees deducted from their paychecks or who are switching from 

dues to fee or vice versa. 

 Assistantship Contract Statement 

J. All graduate student employee appointment forms will include the following statement: “All 

graduate student employees who are appointed as Tas. TOs, Ras. PAs, ARDs, Interns, and 

Working Fellows, except those working in the Chancellor’s Office or any of the Vice 

Chancellors offices, are covered by a collective bargaining agreement between International 

Unions, UAW, GEO, Local 2332 and the University which determines graduate student 

employees’ working conditions and benefits. This agreement requires that all such Tas, TOs, 

Ras, Pas, ARDs, Interns, and Working Fellows must either join the Union and pay dues, or 

pay a service fee as a condition of employment (pursuant to the Rules and Regulations of the 

Massachusetts Labor Relations Commission, Section 17.05).” 

 Penalty for Non-Payment of Service Fee 

K. Any graduate student employee failing to pay the agency fee required by this Article shall be 

suspended from employment without pay for a period of two weeks when classes are not in 

session for the non-payment of dues or agency fee. Such sanction shall not occur unless the 

provisions of Sections 17.05 and 17.16 of the Rules and Regulations of the Massachusetts 

Department of Labor Relations with respect to such sanctions have first been complied with. 
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No sanction shall occur if the employee has paid all agency fee arrearages. Furthermore, if 

before the beginning of the second week of suspension, the employee satisfies the arrearage, 

the second week of suspension shall not be imposed. Suspensions for non-payment of dues or 

agency fee may occur in  a semester subsequent to that for which the bargaining unit 

member has failed to pay dues or agency fee.  The Union shall intervene and defend any 

administrative or court litigation concerning the propriety of such suspension for failure to 

pay the agency fee. In such litigation, the Employer/University Administration shall have no 

obligation to defend the suspension. 

 Arbitration 

L. In the event that any dispute concerning this Article is submitted to arbitration, the arbitrator 

shall have no power or authority to order the Administration to pay any agency fee on behalf 

of any graduate student employee. If the arbitrator decides that the bargaining unit employee 

has failed to pay or authorize the payment of the agency fee in  accordance with this article, 

the only remedy shall be the suspension of the bargaining unit employee for two weeks 

without gross pay and the payment by the University of an amount equal to the two weeks' 

pay into the parties' Health and Welfare Fund. 

 

ARTICLE 4  

Time Off for GEO Business 
 

a. The Administration shall during each academic year of the Agreement provide released time 

to five graduate student employees of GEO's choosing, supervised by GEO, at the average 

TA stipend, calculated as of the first day of the fall semester of the respective academic 

years, for the purpose of administering this Agreement. All five (5) appointments shall be for 

twenty hours per week fifty-two weeks per year. The graduate student employees appointed 

to these positions shall receive tuition and fee waivers in accordance with this Agreement. 

The Administration shall during each semester and summer session in which bargaining 

occurs provide release time for four graduate student employees of GEO's choosing, at the 

average TA stipend, calculated as of the first day of the semester in which they are appointed 

(or, in the case of summer session, as of the first day of the preceding spring semester), for 

the purpose of negotiating the collective bargaining agreement between GEO and the 

University of Massachusetts Amherst. All of these appointments shall be for ten hours per 

week, and last the duration of the semester or summer session. The graduate student 

employees appointed in these positions shall receive tuition and fee waivers and exemptions 

in accordance with this Agreement. 

These graduate student employees shall be appointed in the Provost's Office and supervised 

by GEO. GEO shall provide the Administration with a list of these graduate student 

employees at least thirty days prior to the start of the semester. The time in which a graduate 

student employee serves in one of these positions shall not be included in any limit imposed 
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by an academic department on the number of semesters of employment a graduate student 

may have; however, nothing in this provision shall be construed to restrict an academic 

department's right, based on that department's graduate academic program, to impose limits 

on the point in graduate students' academic careers beyond which students may not be funded 

by the department. 

b. If a graduate student employee takes a job with GEO or the Union, the time in which a 

graduate student employee serves in a position with GEO or the Union shall not be included 

in any limit imposed by an academic department on the number of semesters of employment 

a graduate student may have; however, nothing in this provision shall be construed to restrict 

an academic department's right, based on that department's graduate academic program, to 

impose limits on the point in graduate students' academic careers beyond which students may 

not be funded by the department. This time off language will apply to TAs, TOs, Interns, 

Fellows, Trainees, and PAs. This time off for GEO business will apply for RAs, pending 

agreement with the RA's Principal Investigator, and to ARDs, pending agreement with the 

ARD's supervisor. 

If a graduate student employee takes a job with GEO or the Union, the graduate student 

employee may apply to their graduate program director for an extension of the statute of 

limitations of up to three years. The graduate program director's decision may be appealed by 

the graduate student employee to the Graduate Dean. Neither the graduate program director 

nor the Graduate Dean shall make decisions for arbitrary or capricious reasons. 

c. Released time without loss of wages, benefits and other privileges may be granted to 

bargaining unit members for attendance at: hearings, before the Legislature and State 

agencies; Union conferences, conventions, and trainings. Such released time shall amount to 

no more than 25 days per calendar year in the aggregate for use by members of the 

bargaining unit. Such days may be banked from one year to the next. 

Such released time will require prior approval of the supervisor. Requests for such released 

time shall not be unreasonably denied. Upon request of the supervisor, an employee may be 

required to make up the missed work. 

 

ARTICLE 5  

Access to Campus 
 

GEO/Local 2322/UAW staff representatives and officers will be permitted access to employees' 

workspaces for the performance of official Union business, provided that there is no disruption 

of University operations and no interference with the assignment and direction of employees, nor 

with the discharge of any employee's duties and responsibilities.  

Requests for access by staff representatives, who are not also graduate students, will be made in 

advance and will not be unreasonably denied. 
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GEO/Local 2322/UAW will furnish the University with a list of staff representatives and   

officers. 

 

ARTICLE 6  

Office Space 
 

The University will provide an on-campus office for GEO, including normal maintenance. The 

University will use its best efforts to make sure the space is acceptable to GEO. This article will 

not interfere with the allocation of any space currently occupied by GEO. 

 

ARTICLE 7 

Campus Mail 
 

GEO will have use of campus mail and electronic mail for official GEO business. Customary 

campus charges for electronic mail equipment and services will be paid by GEO. 

 

ARTICLE 8 

Access to Space Usage 
 

GEO will have access to space subject to usual and established fees, availability, and normal 

scheduling procedures. 

The Administration will provide thirty-one-day parking passes to GEO, at no cost to GEO. GEO 

shall be eligible to apply, in accordance with campus parking regulations, for four parking spaces 

in the Campus Center basement. 

 

ARTICLE 9  

Access to Information 

 

In accordance with applicable state and federal statutes, and upon GEO's written request, and 

provided the release of such information requested does not violate any applicable law and 

regulations, GEO shall have access to all information necessary to bargain knowledgeably and to 

administer this Agreement including, but not limited to:  
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1. Directory information, unless withheld at the individual's request, on all graduate students, 

which shall be a listing of the student's name, academic department, entrance date, e-mail 

address, home address, and phone number, and for graduate students with appointments as 

TA's, TO's or ARD's, the work department, office address, and employment category;  

 

2. Additional information for all graduate student employees who have signed FERPA waivers 

which shall be a listing of a unique identifier assigned by the Assistantship Office which 

shall be used to identify said graduate student employee for the duration of their graduate 

student employment at the University, name, waiver type, employment category, work 

department, number of hours contracted for, stipend, and length of contract;  

 

3. Official statistics, information, records, budget data and financial data necessary for 

negotiations and/or the implementation of this Agreement;  

 

4. Trustee and Administrative documents, policies, practices, and procedures that impact 

graduate student employment;  

 

5. Information on benefit plans, costs, and cost projections;  

 

6. Aggregate data regarding the diversity of graduate student employees in the Division of 

Continuing Education. 

The information in sections (1) and (2) above shall be provided within thirty (30) days of the 

beginning of each semester, and within seven (7) days of the beginning of each summer and 

winter session, and updated weekly for an additional thirty (30) days each semester. GEO will be 

furnished with readily available data in section (3) above within thirty (30) days of receipt of the 

written request. If the data needs to be generated, then GEO will be notified in fourteen (14) days 

or as soon as possible with an estimate of how long it will take to generate said data. 

The University will include a voluntary waiver of FERPA rights on graduate student employee 

employment contract forms (GFAF forms) as provided in Appendix B to this Agreement. 

Until state and federal statutes permit the University to release to GEO all of the employment 

related information to which GEO is entitled under this Agreement, the University agrees to mail 

or email periodic notices prepared by GEO for its bargaining unit members in a timely manner. 

Cost of said mailings shall be at GEO' s expense. Should FERPA and its interpretation by the 

U.S Department of Education or the appropriate courts permit the disclosure of more 

employment-related information for all graduate student employees during the duration of this 

Agreement, the University will meet with GEO to negotiate appropriate changes. 
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ARTICLE 10 

Bulletin Boards 
 

GEO shall be afforded space for official union business on a bulletin board in each department 

that has one and shall have access to other bulletin boards for official union business, subject to 

established University regulations. 

ARTICLE 11 

Labor/Management Meetings 

 

Representatives of the University Administration shall meet with GEO representatives at 

mutually agreed upon times to discuss matters of concern. Such meetings shall not be for the 

purpose of discussing particular grievance cases or for the purpose of formally conducting 

negotiations on any subject. The party requesting the meeting shall submit a written agenda in 

advance of the meeting. Such meetings shall take place at least once a month, and other 

consultations may occur by mutual agreement, as needed. 

Nothing contained herein shall prevent the aforementioned from meeting less frequently, upon 

mutual agreement. 

The Administration agrees to pay for up to four mailings and to deliver two electronic mail 

messages to graduate student employees each year for communication that is mutually agreed 

upon as necessary. 

ARTICLE 12 

GEO Orientation 

 
By July 15 of each year the University agrees to mail to graduate students who have accepted the 

University's offer of admission GEO orientation materials prepared by GEO and submitted to the 

Provost's Office at least one (1) week in advance. GEO will reimburse the University for the cost 

of such mailing. 

Upon request of GEO, the Administration will provide GEO with copies of this Agreement; and 

GEO will pay the Administration's cost of copying. 

Official GEO representatives shall be given at least five minutes to speak and space for materials 

at the one-day orientation program conducted in the fall by the Center for Teaching. Official 

GEO representatives shall also be given at least five minutes to speak and distribute materials at 

departmental academic orientation sessions or similar sessions dealing with graduate student 

employee training for those departments that choose to hold such sessions, and, at Division of 

Continuing Education orientation sessions, if such sessions are held. 

The Administration will notify GEO of the date, time, and location of all campus-wide 

orientations for graduate student employees, in writing by August 1st or as soon as the campus 
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wide orientation sessions are scheduled, whichever is later. The Administration will also notify 

GEO of any known departmental orientation sessions as described above, in writing, by August 

15th or as soon as the Administration becomes aware of the sessions, whichever is later. The 

Administration will post the GEO Agreement on the Internet and will make paper copies 

available at the one-day orientation program conducted in the fall by the Center for Teaching and 

at departmental orientation sessions as described above. 

The University will conduct a graduate student employee orientation program, which will be 

mandatory for all new graduate student employees. The program will be offered during the first 

two weeks of fall and spring semesters and, at the discretion of the University, at other times 

during the academic year. GEO representatives will be given time to speak and to distribute dues 

and agency fee payroll deduction forms at all sessions of this program. The program will be 

designed to provide and collect information necessary to process graduate student employee 

appointments for payroll, including but not limited to intellectual property policy descriptions 

and participation agreements. A comprehensive check-list of all paperwork that must be filled 

out in order for graduate student employees to get paid will be highlighted at each session. 

All TAs and TOs who are scheduled to teach for the first time at the University of Massachusetts 

Amherst shall attend the one-day orientation program conducted in the fall by the Center for 

Teaching. Graduate student employees whose departments conduct training or orientation 

programs comparable to that of the Center shall, at the department head's option, attend the 

departmental program in addition to or in lieu of the Center's; except that any such graduate 

student employee may, upon request by the graduate student employee and approval by the 

Director of the Center for Teaching, attend the Center for Teaching program in addition to the 

departmental program. 

All departments that develop or have developed written training plans shall provide a copy to the 

Center for Teaching (for teaching appointments) and to the Provost's Office (for all 

appointments). The Provost's Office shall forward these plans to GEO. 

 

ARTICLE 13  

Management Rights 
 

The Administration retains and reserves to itself all rights, powers, privileges, duties, 

responsibilities, and authority conferred upon and invested in it by law whether exercised or not, 

including but not limited to the right to operate, manage, control, organize and maintain the 

University and in all respects carry out the ordinary and customary functions of management and 

to adopt policies, rules, regulations, and practices in furtherance thereof. 

Except as modified by this agreement all rights, powers, privileges, duties, responsibilities, and 

authority are retained by the Administration. 

PERB Received
10/21/21 22:48 PM



17 
 

The judgment of an arbitrator shall not be substituted for that of the Administration with regard 

to any complaint or grievance based upon a challenge of a management right, subject to the 

provisions of this Agreement and to limitations as may be imposed by state or federal statute 

from time to time. Notwithstanding any other provision of this Agreement, an arbitrator shall 

have no authority to exercise any non-delegable authority of the Board of Trustees of the 

University of Massachusetts or the Administration. 

 

ARTICLE 14  

No Strike/No Lockout 
 

Neither GEO nor any GEO member will call, assist, encourage, condone, or participate in any 

actions which would constitute an abridgment or violation of the terms of any individual 

employment contract between a graduate student employee and the University, or a withholding 

of services, in whole or in part, by any graduate student employee of the University. If any GEO 

member engages in such activity which has not been called, assisted, or encouraged by GEO, the 

Administration shall notify GEO at least forty-eight hours prior to taking any action against 

GEO, to provide GEO with an opportunity to correct the situation. This shall not be construed, 

however, to preclude appropriate disciplinary action against the GEO member involved. 

The University Administration agrees not to engage in the lock-out of graduate student 

employees. 

ARTICLE 15  

Non-Discrimination 

 

The University shall not discriminate with respect to appointment, reappointment, or terms of 

Appointment of graduate student employees, or other matters covered by-this-agreement on the 

basis of race, native language or dialect, sex, gender identity or expression, color, religion, creed, 

marital status, pregnancy, parental status, national or ethnic origin, age, sexual orientation, 

disability, political affiliation or belief, veteran status, citizenship, HIV status, or GEO affiliation 

and/or activities. The University shall not discriminate with respect to appointment, 

reappointment, or terms of employment unrelated to stipends, on the basis of economically 

disadvantaged status. 

The University will provide statistics regarding the funding for positions covered by this 

collective bargaining agreement is allocated across the categories (to the extent such categories 

are identified by an individual person covered by this agreement) of race, gender, and status as 

either international or domestic grad student worker and supply this documentation to GEO and 

respective departments within four weeks of the start of Fall and Spring semesters, as well as 

Summer intersession sessions. Research Assistantships or other assistantships which may or may 

not follow semester start/end dates must be included in aforementioned documentation. This 
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documentation must contain the number and percentage of graduate students by race, gender and 

status (domestic or international) within each department, along with the race, gender and status 

(domestic or international) of graduate students who receive at least half-time assistantships, 

along with the number of contracted hours per assistantship. 

The University is fully committed to provide a safe and welcoming environment for all members 

of the bargaining unit, regardless of immigration status. Protections such as student 

confidentiality to the extent provided by law, support structures through the Student Legal 

Services Office and the International Programs Office and continuing to work with our Police 

Department in a positive way will remain in place. 

There shall be established a working group comprised of up to six (6) representatives: three (3) 

appointed by the administration and three (3) by the Union. This committee shall be convened no 

later than July 1, 2018 and shall meet bi-weekly or more frequently by mutual agreement or at 

the request of either party to address urgent circumstances. The purpose of this committee is to 

create a single point of contact for access to paid legal aid beyond Student Legal Services (SLS), 

for access to on-campus employment opportunities, and for other services and support related to 

immigration status, Visas, and legal issues that fall outside of the purview of the International 

Programs Office. The committee shall identify legal support beyond Student Legal Services 

(SLS), who would be paid by the University to assist with member issues related to immigration 

or with issues which might impact their Visa status. This committee will also routinely identify 

employment opportunities for international students. 

No graduate student employee shall be denied appointment based on academic school of thought, 

provided, however, that nothing in this Article shall be deemed to supersede the right of the 

graduate student employee's supervisor to determine what is taught by graduate student 

employees and how that teaching is to be carried out. 

GEO shall represent equally all eligible persons without regard to race, native language or 

dialect, sex, gender identity or expression, color, religion, creed, marital status, pregnancy, 

parental status, national or ethnic origin, age, sexual orientation, disability, political affiliation or 

belief, veteran status, citizenship, or HIV status. 

GEO shall represent all eligible persons without regard to membership. 

 

ARTICLE 16  

Language Testing 

 

1. It is the responsibility of each academic department to determine that each graduate student 

who is employed in a bargaining unit position with instructional responsibilities has 

appropriate oral proficiency in English. Instructional responsibilities extend to both 

classroom and laboratory settings. 
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2. Graduate student employees shall be deemed to have the appropriate oral proficiency in 

English by meeting one (1) of the following criteria: 

 

a. They speak English as a first language; 

b. They are a citizen of Australia, Botswana, Canada, Caribbean English-speaking 

countries, Dominica, Gambia, Ghana, United Kingdom, Guyana, Hong Kong, 

Ireland, Kenya, Lesotho, Liberia, Malawi, Namibia, New Zealand, Nigeria, Sierra 

Leone, South Africa, Swaziland, Tanzania, Uganda, West Indies, Zambia, or 

Zimbabwe. 

c.    They have earned a college or university degree in the United States or in one of the 

countries listed in (b). 

d. They earned a degree from the American University in Beirut, the American 

University in Bulgaria, the American College of Greece, or Bogazici University in 

Turkey. 

e. At the time of admission, they were currently enrolled as a full-time student who had 

completed two academic years of college/university work in the United States prior to 

the date of entrance at the University of Massachusetts. 

f. At the time of admission to the graduate program, they demonstrated sufficient oral 

proficiency in English on the speaking section of the TOEFL iBT, IELTS, or such 

other standardized test as may be designated in the future. A student will be deemed 

to have oral proficiency as follows: on the TOEFL iBT with a score of 26 or higher; 

on the IELTS with a score of 8.0 or higher; on other standardized tests to be 

determined by the Graduate Dean. The TOEFL iBT and IELTS scores of 26 or 8.0 

respectively could be lowered at the discretion of the Graduate Dean. 

 

3. Graduate students who are employed in bargaining unit positions with instructional 

responsibilities and who have not met one (I) of the above criteria are required to take an oral 

English proficiency test upon arrival on campus. 

 

4. The oral English proficiency test will be administered by the Graduate School at no cost to 

graduate students, at least two times a year (fall and spring). Information about this test and 

the University's policy regarding spoken English proficiency is on the Graduate School's 

website. In addition, all incoming international students who have instructional 

responsibilities will be notified of the policy upon their arrival on campus. 

 

5. Graduate student employees who are required to take an oral English proficiency test and 

who do no pass the test are required to participate in the spoken English improvement classes 

provided by the Graduate School at no cost to the student, or to enroll in another program 

recommended by their Graduate Program Director. If they assistantship with instructional 

responsibilities has already begun, the test result will have no bearing on the funding for the 

duration of that appointment. However, graduate student employees may be reassigned 

appropriate responsibilities as defined in Article 2, Definitions, corresponding to their level 
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of proficiency. Reappointment to an instructional position will not be made unless the oral 

English proficiency test has been passed.  

 

6. International students shall be advised that, because they will not be eligible to teach in the 

summer or winter session in Continuing and Professional Education until they have passed 

the oral English proficiency test, they should complete all testing requirements immediately 

after arrival on campus. An individual’s rest results will be supervised by appropriately 

credentialed professionals, and no use will be made of the on-campus test for research 

purposes.  

ARTICLE 17  

Affirmative Action 
 

The Union and the Employer/University Administration agree that when the effects of 

employment practices, regardless of their intent, discriminate against any group of people on the 

basis of race, religion, creed, color, national origin, sex, veteran status, sexual orientation, or 

mental or physical handicap, specific positive and aggressive measures must be taken to redress 

the effects of past discrimination, to eliminate present and future discrimination, and to ensure 

equal opportunity in the areas of hiring, upgrading, demotion or transfer, recruitment, layoff or 

termination, and rate of compensation. Therefore, the parties acknowledge the need for positive 

and aggressive affirmative action and are committed to a diverse workforce. 

Grievances filed with respect to this article may proceed only to Level Two and shall not be 

subject to Level Three, Arbitration. 

There shall be a committee, with three members appointed by the Administration, three by GEO, 

and undergraduate student representatives, which shall make recommendations to the 

Administration about ways in which to educate undergraduate students about diversity on 

campus, particularly as it relates to the diversity of TAs and TOs and related issues of 

harassment. The activities and recommendations of this committee shall not be subject to Article 

31, Grievance Procedure. 

 

ARTICLE 18 

Sexual Harassment 

 

The University of Massachusetts at Amherst is committed to providing graduate student 

employees with an environment where they may pursue their jobs without being sexually 

harassed. In this spirit, a statement of commitment to this principle will be distributed in all 

departments and work areas.  
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In addition, the University will once a year schedule an awareness program for graduate student 

employees and their supervisors, regarding the problem of sexual harassment. This paragraph is 

not grievable under Article 31, Grievance Procedure. 

Sexual harassment is a violation of Title VII of the 1964 Civil Rights Act. For the purposes of 

this Agreement, it is defined as follows: 

Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of 

a sexual nature constitute sexual harassment when: 1) submission to such conduct is made either 

explicitly or implicitly a term or condition of an individual's employment; or 2) submission to or 

rejection of such conduct by an individual is used as the basis for employment decisions 

affecting the individual; or 3) such conduct has the purpose or effect of unreasonably interfering 

with an individual's work performance or creating an intimidating, hostile, humiliating, or 

sexually offensive working environment. 

For the purposes of this Agreement, verbal conduct is defined as any form of communication, 

whether written, signed, spoken, or depicted in images. 

Sexual harassment may include but is not limited to unwelcome kissing, patting, touching, 

fondling, sexual remarks, or the display of sexually offensive or degrading posters, pictures, 

cartoons, or other images. 

At the option of the grievant, a grievance filed with respect to this article may also be considered 

in accordance with the 2001 University Sexual Harassment procedures 

(www.umass.edu/eod/sexual.html) (Appendix C). In determining whether an alleged incident 

constitutes sexual harassment, those entrusted with administering this policy will look at the 

totality of the circumstances, such as the nature of the sexual advances and the context in which 

the alleged incidents occurred. The determination of a suitable penalty will be made from a 

finding of fact on a case-by-case basis and from any record of previous sexual harassment by the 

respondent. 

ARTICLE 19 

Harassment 
 

The Affirmative Action and Non-Discrimination Policy of the University of Massachusetts 

Amherst (www.umass.edu/eod/aapolicy.html) prohibits the harassment of students and 

employees, i.e. racial harassment, sexual harassment, and retaliation for filing complaints of 

discrimination. Graduate student employees shall be fully covered by this policy, as well as 

protected from harassment for union activities. The parties agree that should the University seek 

to change its policy, the parties will reopen negotiations for the purpose of negotiating a 

harassment policy for graduate student employees. 

The University shall also provide bargaining unit members with a work environment free of 

harassment of any kind; in particular, conduct which has the purpose or effect of unreasonably 
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interfering with a bargaining unit member's work performance, or creating an intimidating, 

hostile, uncomfortable or offensive working or academic environment. 

 

ARTICLE 20  

Job Descriptions 

 

Each graduate student employee shall receive, with their appointment form, a job description, 

developed by the department head, which shall include the number of hours of work required, a 

summary of the duties and responsibilities of the position, the duration of the appointment, and a 

list of any required meetings and training programs. After specific course assignments are made, 

each graduate student employee shall, if appropriate, receive a more detailed description of the 

duties and responsibilities of the position in a reasonable amount of time, but no more than two 

weeks from the time such assignments are made. The form and content of position descriptions 

shall not be subject to Article 31, Grievance Procedure. 

Graduate student employees in Continuing and Professional Education shall be informed of the 

number of matriculated University of Massachusetts Amherst undergraduates in each course they 

are scheduled to teach. 

 

ARTICLE 21  

Professional Rights 

 

Graduate student employees shall have reasonable latitude to exercise their professional 

judgment within their area of expertise in deciding how best to accomplish their assignments 

within the scope of the directions given by the individual's supervisor as well as fiscal and time 

constraints. 

In addition, graduate student employees shall receive appropriate acknowledgment of their 

projects or contributions to projects in such instances in which acknowledgment is customarily 

and publicly given by the University. 

Within the provisions of applicable laws and University policies and subject to paragraph one 

above, graduate student employees are entitled to freely express in their work environment their 

political beliefs and/or affiliations. However, they should be careful not to introduce matter 

unrelated to their subject persistently into their teaching. Nothing in this Article should be 

understood to abridge whatever rights of academic freedom the Trustees may allow to graduate 

student employees. 
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The University shall compile and provide to GEO an annual report on the use of undergraduate 

teaching assistants. The first such report shall cover the 2000-01 academic year and shall be 

issued within six months of the signing of this Agreement. 

 

ARTICLE 22 

Workload 

 

Assignments to graduate student employees will be such that they can be reasonably expected to 

discharge them within the number of hours specified in the individual's contract. No graduate 

student employee will be instructed to work more hours than their contract stipulates. 

TAs, TOs, PAs, ARDs and Interns shall not be required by their supervisor to work more than 

ten (10) hours in a single day or more than twice their contracted weekly hours in a single week, 

except that ARDs and Interns may be required to work more than these limits when their 

responsibilities require them to participate in off-campus travel, designated campus special 

events, and responses to emergencies, and TAs and TOs may be required to work more than 

these limits when their responsibilities require them to participate in field work/off-campus 

travel. 

In the event of significant increases in elements of a graduate student employee's workload (such 

as class size, number of sections or courses taught, or number of students advised) contracted 

hours shall be increased accordingly or such changes shall be structured in such a way as not to 

increase the graduate student employee's expenditure of time beyond the number of hours 

specified in the graduate student employee's contract (e.g. switching from essay to multiple 

choice, adding graders) and shall be discussed by the department chair with the graduate student 

employee involved. Departments will provide advance written notice to affected graduate student 

employees of department-wide changes and shall meet to discuss such changes with all affected 

graduate student employees. 

Furthermore, a Teaching Associate must-be paid for no less than ten hours per week per three 

credit course. 

The University shall provide to GEO by the end of each semester the enrollment capacity 

initially set by departments and the actual enrollment following the add/drop period for all 

undergraduate courses in the semester. 

If a department wishes to increase the initial enrollment capacity in a course taught by a graduate 

student employee, the department head shall consult with affected graduate student employees in 

a manner deemed appropriate by the department head. 

Expedited Grievance Process: Alleged violations of the above provisions shall be subject to 

Article 31, Grievance procedure, as modified herein. 
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Informal Step: The graduate student employee(s) and, at the graduate student employee(s)' 

option, the representative of GEO, shall meet with the representative(s) of the Administration 

closest to and best able to discuss and resolve the matter. If within ten (10) work days of the 

request for such meeting, the matter has not been resolved, the graduate student employee(s) may 

file a formal grievance and submit it to Level Two, Chancellor's Level. 

Step Two (Chancellor): The Chancellor's designee, the graduate student employee(s) and, at the 

graduate student employee(s)' option, the representative of GEO, shall meet to discuss and 

resolve the matter. If within ten (10) work days from the date of submission of the grievance at 

Step Two the matter has not been resolved, GEO may submit the matter to Arbitration under the 

terms of Article 31, section c (Level Three Arbitration). 

 

ARTICLE 23 

Appointment and Reappointment 
 

1. Application. The provisions of this article shall apply to appointment and reappointment of 

TAs, TOs, RAs, PAs, ARDs, Fellows, Trainees, and Interns and to those currently enrolled 

graduate students who have been TAs, TOs, RAs, PA, ARDs, Interns, Trainees, and Fellows 

with a lapse in such funding of twelve months or less. They shall not apply to graduate 

students who have never been TAs, TOs, RAs, PAs, ARDs, Interns, Trainees and Fellows or 

to those with a lapse in such funding of longer than twelve months. 

2. Grievability. The content of the procedures and criteria developed by each department under 

the terms of Article 23 shall not be subject to Article 31, Grievance Procedure. No grievance 

concerning the provisions of this article shall result in the substitution of any person's or 

persons' judgment for that of the department chair. 

3. Development of Departmental Appointment and Reappointment Procedures. 

A. Each department shall have a written appointment and reappointment procedure for each job 

classification (TAs and TOs, PAs, RAs, Fellows and Trainees, and ARDs and Interns) for: 

a. requests by graduate students for funding;  

b. deciding who will receive funding;  

c. notifying people that they will receive funding;  

d. posting of job possibilities available to graduate students both from inside and outside 

the department;  

e. assignment of TAs and TOs to courses;  

f. notice of assignment 

 

By October 1 and March 1 of each year, the link to departmental appointment and 

reappointment procedures shall be sent to all graduate student employees following the initial 

posting pursuant to MOU 22. Copies of all departmental appointment and reappointment 

procedures, including criteria consistent with sections 4A, 5A, 6A, 7A, and 8A shall be 

PERB Received
10/21/21 22:48 PM



25 
 

posted on the University's website by the end of the semester prior to the effective date of 

said procedures except as stated in MOU 22. The Graduate school will send departments a 

memo each semester concerning their obligation to post their appointment reappointment 

procedures in accordance with this provision. 

B. In developing or revising any Appointment and Reappointment Procedure as described 

above, the department head shall establish a mechanism for soliciting graduate student 

advice, such as a committee which includes some graduate students or distribution of a draft 

for written comments from graduate students. 

4. Requirements for TAs and TOs. 

A. Appointment and Reappointment Criteria: 

 

a. Each department that appoints TAs and TOs shall base appointments and reappointments 

on written criteria for selection. These criteria should address such issues as: 

i. who is eligible for appointment and reappointment and how applicants are 

ranked (e.g., Master's vs. Doctoral students, initial year vs. continuing 

students); 

ii. what weight is given to previous experience in teaching (in the department or 

in other departments or institutions); 

iii. for continuing appointments, what evaluative factors are used (e.g. if previous 

TA or TO performance is deemed relevant, how is it to be evaluated; are 

academic records considered). 

The above are meant to be exemplary rather than mandatory. The intent is that candidates 

shall be given clear information concerning the framework in which their applications are 

being considered. 

No later than January 1, 2003, all departmental appointment and reappointment criteria 

shall include criteria for appointment and reappointment in the Division of Continuing 

Education. 

b. Funding decisions shall be made by the department chair and shall not be made for 

arbitrary or capricious reasons. In making such decisions, the department chair may but is 

not required to establish a mechanism for soliciting graduate student input. 

 

B. Assignments 

 

a. After deciding who will receive funding and prior to making any formal assignments to 

currently enrolled graduate students, the department chair will advise all funded graduate 

students (as-per Article 23) in the department of which courses are expected to be staffed 

with graduate student employees. The department chair will provide an opportunity for 

the graduate students to express their preference(s) for assignments. After receiving these 

indications of preference from students the department chair will make assignments 

which take into account: 
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i. academic performance; 

ii. graduate students' preferences; 

iii. the needs of the department; 

iv. the previous experience and qualifications of the graduate students; and 

v. faculty and student schedules. 

 

b. Posting for Assignments Available Only to Graduate Students in the Employing 

Department: 

 

i. Prior to Course Assignments for the Following Semester: 

The department chair shall notify all graduate students in the department of the courses 

which are expected to be staffed with graduate student employees the following semester 

by posting the courses in a space easily accessible to graduate students, and putting notices 

in students' departmental mailboxes. 

ii. After Course Assignments for the Semester: 

The department chair shall notify all graduate students in the department of any course(s) 

that become available for staffing by graduate student employees after As and TOs have 

been assigned for the semester by posting the course(s) in a space easily accessible to 

graduate students, if timing allows. 

c. Posting for Jobs Available to Graduate Students Outside the Employing Department 

 

i. Prior to the Semester Beginning: 

Prior to the start of each semester, notice of any assignments for which the department chair 

has determined graduate students not enrolled in that department may be eligible will be 

posted in a central location, unless the assignment is to be filled through reappointment. Such 

postings will include an explanation of any acronyms used and will include a telephone 

number for the listing department. The cover sheet for such postings will include a listing of 

all bargaining units whose positions are included. Such listings shall be posted in a space 

easily accessible to graduate students in each department. A copy shall also be sent to the on-

campus GEO office, the Student Employment Office, and the Assistantship Office at the 

Graduate School and shall be available on the University's website. 

ii. After the Semester Begins: 

After the semester has begun, notice of any assignments for which the department chair 

determines graduate students not enrolled in that department may be eligible will be posted 

in a central location, if timing allows and unless the assignment is to be filled through 

reappointment. Such postings will include an explanation of any acronyms used and will 

include a telephone number for the listing department. The cover sheet for such postings 

will include a listing of all bargaining units whose positions are included. If timing allows, 

such listings shall be posted in a space easily accessible to graduate students in each 

PERB Received
10/21/21 22:48 PM



27 
 

department, and a copy shall be sent to the on-campus GEO office, the Student 

Employment Office, and the Assistantship Office at the Graduate School and shall be 

available on the University's website. 

C. Notice for Graduate Student Employees not in Continuing and Professional Education 

a. If by April 15 or December 1 of each year the department chair cannot definitively notify 

graduate students of whether or not they will be funded the following semester, the 

department chair will advise, in writing, each currently enrolled graduate student who has 

applied for funding of the department's expectations about that student's appointment or 

reappointment for the following semester. 

b. Such notification will indicate the department chair's best judgment about whether the 

graduate student is likely to be funded, may be funded, or is not likely to be funded. An 

updated indication of the department chair's expectations about which of these three 

categories a graduate student is in will be sent to each graduate student fourteen days 

prior to the first day of classes. These notices shall be issued in good faith. 

c. The accuracy of any notification issued under the terms of Article 23 shall not be subject 

to Article 31, Grievance Procedure. 

5. Requirements for PAs. 

A. Criteria: 

a. Each department and employing unit that appoints PAs shall base appointments and 

reappointments on written criteria for selection. These criteria should address issues such 

as: 

i. who is eligible for appointment, how decisions are made about the percentage 

of appointment a PA will receive, and how applicants are ranked (e.g. 

Master's vs. Doctoral students, initial year vs. continuing students); 

ii. what weight is given to previous experience; 

iii. what weight is given to grant requirements; 

iv. for continuing appointments, what evaluative factors are used (e.g., if previous 

PA performance is deemed relevant, how is it to be evaluated; are academic 

records being used, etc.). 

The above are meant to be exemplary rather than mandatory. The intent is that candidates 

shall be given clear information concerning the framework in which their applications are 

being considered. 

b. Funding decisions shall not be made for arbitrary or capricious reasons. In making such 

decisions, the department chair may but is not required to establish a mechanism for 

soliciting graduate student employee input. 

 

B. Assignments 

a. A list of grants shall be generated centrally and posted in departments four times a year. 

This list shall include: name of grant, name of the PI, granting agency, amount of the 
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grant, and the starting and ending dates for the current grant. Department heads shall add 

any grants funded by other sources when they receive the printout from the Office of 

Grant and Contract Administration.  

At the beginning of each semester (by the first week of the second month of the semester) 

the department shall add to the above list the number of PAs written into the grant, and 

which PAs are working on those grants. These lists shall be posted in a central location, 

accessible to graduate student employees in the department. 

b. Department heads shall ensure that funded research-in-progress is presented to the 

graduate students in their departments in an oral presentation once each year, or the 

department head shall generate a funded research-in-progress list that is posted in 

departments. Principal investigators shall be urged to inform department heads of their 

research when funding is likely. Such research will be added to research-in-progress lists. 

A principal investigator's failure to report such research shall not be subject to Article 31, 

Grievance Procedure. Copies of grant proposals for all funded research shall be available 

for review by graduate students, using procedures developed by the Administration. 

Department heads shall ensure that there is a mechanism by which any students who are 

interested in a research project will have the opportunity to receive further information on 

appointment possibilities, if such information is available. 

c. PAs that are open and for which faculty are looking for individuals shall be posted in the 

following way: 

i. Posting for Assignments Available Only to Graduate Students in the 

Employing Department: 

The department shall notify all graduate students in the department of the PAs 

that will be available by posting them in a space easily accessible to graduate 

students, and putting notices in students' departmental mailboxes, if timing 

allows. 

ii. Posting for Jobs Available to Graduate Students Outside the Employing 

Department: 

Notice of any assignments which the department or employing unit 

determines are available to graduate students not enrolled in that department 

will be posted in a central location, unless the assignment is to be filled by 

reappointment and if timing allows. Such postings will include an explanation 

of any acronyms used and will include a telephone number for the listing 

department. The cover sheet for such postings will include a listing of all 

bargaining units whose positions are included. 

Such listings shall be posted in a space easily accessible to graduate students 

in each department, and a copy shall also be sent to the on-campus GEO 

office, the Student Employment Office, and the Assistantship Office at the 
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Graduate School and shall be available on the University's website, if timing 

allows. 

C. Notice 

a. The department or employing unit will make every reasonable effort to provide 

maximum possible notice of funding decisions to PAs. 

b. If six months prior to a grant expiring the department or employing unit cannot notify 

graduate students of whether or not they will be funded when the current grant expires, 

the head of the department or employing unit shall advise, in writing, all affected 

graduate student employees of the department's expectations about that student's 

appointment or reappointment under the renewed grant. A statement as to the number of 

PAs that will be funded under the upcoming grant will also be included in the notice. 

c. At least sixty days prior to expiration of a grant, the department or employing unit will 

advise, in writing, the PAs who are funded by that grant of the department's expectations 

about that student's appointment or reappointment under the renewed grant. 

d. Fourteen days prior to the grant expiration, all current PAs funded on the grant as well as 

all currently enrolled graduate students who are to be funded by the grant, shall be given 

an updated notice of the department head's expectation of appointment or reappointment. 

These notices shall be issued in good faith. 

e. The accuracy of any notification issued under the terms of Article 23 shall not be subject 

to Article 31, Grievance Procedure.  

f. PAs not funded by grants or contracts shall be given the same notice as TAs and TOs.  

 

6. Requirements for RAs. 

A. Criteria 

The criteria shall be at the discretion of the Department Head.  

B. Assignments 

a. A list of grants shall be generated centrally and posted in departments four times a year. 

This list shall include: name of grant, name of the PI, granting agency, amount of the 

grant, and the starting and ending dates for the current grant. Department heads shall add 

any grants funded by other sources when they receive the printout from the Office of 

Grant and Contract Administration. 

At the beginning of each semester (by the first week of the second month of the semester) 

the department shall add to the above list the number of RAs written into the grant, and 

which RAs are working on those grants. These lists shall be posted in a central location, 

accessible to graduate student employees in the department. 

PERB Received
10/21/21 22:48 PM



30 
 

b. Department heads shall ensure that funded research-in-progress is presented to the 

graduate students in their departments in an oral presentation once each year, or the 

department head shall generate a funded research-in-progress list that is posted in 

departments. Principal investigators shall be urged to inform department heads of their 

research when funding is likely. Such research will be added to research-in-progress lists. 

A principal investigator's failure to report such research shall not be subject to Article 31, 

Grievance Procedure. Copies of grant proposals for all funded research shall be available 

for review by graduate students, using procedures developed by the Administration. 

Department heads shall ensure that there is a mechanism by which any students who are 

interested in a research project will have the opportunity to receive further information on 

appointment possibilities, if such information is available. 

c. RAs that are open and for which faculty are looking for individuals shall be posted in the 

following way: 

i. Posting for Assignments Available Only to Graduate Students in the 

Employing Department 

The department shall notify all graduate students in the department of the RAs 

that will be available by posting them in a space easily accessible to graduate 

students, and putting notices in students' departmental mailboxes, if timing 

allows. 

ii. Posting for Jobs Available to Graduate Students Outside the Employing 

Department 

Notice of any assignments which the department or employing unit 

determines are available to graduate students not enrolled in that department 

will be posted in a central location, unless the assignment is to be filled by 

reappointment and if timing allows. Such postings will include an explanation 

of any acronyms used and will include a telephone number for the listing 

department. The cover sheet for such postings will include a listing of all 

bargaining units whose positions are included. 

Such listings shall be posted in a space easily accessible to graduate students 

in each department, and a copy shall also be sent to the on-campus GEO 

office, the Student Employment Office, and the Assistantship Office of the 

Graduate School and shall be available on the University's website, if timing 

allows. 

C. Notice 

a. The department or employing unit will make every reasonable effort to provide 

maximum possible notice of funding decisions to RAs. 

b. If six months prior to a grant expiring the department or employing unit cannot notify 

graduate students of whether or not they will be funded when the current grant expires, 
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the head of the department or employing unit shall advise, in writing, all affected 

graduate student employees of the department's expectations about that student's 

appointment or reappointment under the renewed grant. A statement as to the number of 

RAs that will be funded under the upcoming grant will also be included in the notice. 

c. At least sixty days prior to expiration of a grant, the department or employing unit will 

advise, in writing, the RAs who are funded by that grant of the department's expectations 

about that student's appointment or reappointment under the renewed grant. 

d. Fourteen days prior to the grant expiration, all current RAs funded on the grant as well as 

all currently enrolled graduate students who are to be funded by the grant, shall be given 

an updated notice of the department head's expectation of appointment or reappointment. 

These notices shall be issued in good faith. 

e. The accuracy of any notification issued under the terms of Article 23 shall not be subject 

to Article 31, Grievance Procedure.  

f. RAs not funded by grants or contracts shall be given the same notices as TAs and TOs. 

 

7. Requirements for Fellows and Trainees. 

A. Criteria 

The criteria shall be at the discretion of the Department Head. 

B. Assignments 

a. Posting for Assignments Available Only to Graduate Students in the Employing 

Department 

The department shall notify all graduate students in the department of the appointments 

that will be available by posting them in a space easily accessible to graduate students, 

and putting notices in students' departmental mailboxes, if timing allows. 

b. Posting for Assignments Available to Graduate Students Outside the Employing 

Department 

Notice of any assignments which the department or employing unit determines are 

available to graduate students not enrolled in that department, or in departments where 

there are no graduate students or in non-academic departments, will be posted in a central 

location, unless the assignment is to be filled by reappointment and if timing allows. Such 

postings will include an explanation of any acronyms used and will include a telephone 

number for the listing department. The cover sheet for such postings will include a listing 

of all bargaining units whose positions are included. 

Such listings shall be posted in a space easily accessible to graduate students in each 

department, and a copy shall also be sent to the on-campus GEO office, the Student 
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Employment Office, and the Assistantship Office at the Graduate School and shall be 

available on the University's website, if timing allows. 

C. Notice  

a. If by April 15 or December 1 of each year, the department head cannot definitely notify 

graduate students of whether or not they will be funded the following semester, the 

department head will advise, in writing, each currently enrolled graduate student who has 

applied for funding of the department chair's expectations about that student's 

appointment or reappointment for the following semester. 

b. Such notification will indicate the department chair's best judgment about whether the 

graduate student is likely to be funded, may be funded, or is not likely to be funded. An 

updated indication of the department chair's expectations about which of these three 

categories a graduate student is in will be sent to the graduate student fourteen days prior 

to the first day of classes. These notices shall be issued in good faith. 

c. The accuracy of any notification issued under the terms of Article 23 shall not be subject 

to Article 31, Grievance Procedure. 

 

8. Requirements for Interns and ARDs A. Criteria 

A. Criteria 

a. Each department and employing unit that appoints interns or ARDs shall base 

appointments and reappointments on written criteria for selection. These criteria should 

address issues such as: 

i. who is eligible for appointment, what qualifications and expertise are required 

for the job; 

ii. what weight is given to previous experience. 

iii. for continuing appointments, what evaluative factors are used (e.g. if previous 

Intern performance is deemed relevant, how is it to be evaluated; are academic 

records being used, and for ARDs whether there are any term limits, etc.) 

 

The above are meant to be exemplary rather than mandatory. The intent is that candidates 

shall be given clear information concerning the framework in which their applications are 

being considered. 

b. Funding decisions shall not be made for arbitrary or capricious reasons. In making such 

decisions, the department chair may, but is not required to, establish a mechanism for 

soliciting graduate student employee input. 

 

B. Assignments 

a. Posting for Assignments Available Only to Graduate Students in the Employing 

Department 
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The department shall notify all graduate students in the department of the  appointments 

that will be available by posting them in a space easily accessible to graduate students, 

and putting notices in students' departmental mailboxes, if timing allows. 

b. Posting for Assignments Available to Graduate Students Outside the Employing 

Department 

Notice of any assignments which the department or employing unit determines are 

available to graduate students not enrolled in that department, or in departments where 

there are no graduate students or in non-academic departments, will be posted in a central 

location, unless the assignment is to be filled by reappointment and if timing allows. Such 

postings will include an explanation of any acronyms used and will include a telephone 

number for the listing department. The cover sheet for such postings will include a listing 

of all bargaining units whose positions are included. 

Such listings shall be posted in a space easily accessible to graduate students in each 

department, and a copy shall also be sent to the on-campus GEO office, the Student 

Employment Office, and the Assistantship Office at the Graduate School and shall be 

available on the University's website, if timing allows. 

C. Notice  

a. If by April 15 or December 1 of each year, the department head cannot definitely notify 

graduate students of whether or not they will be funded the following semester, the 

department head will advise, in writing, each currently enrolled graduate student who has 

applied for funding of the department chair's expectations about that student's 

appointment or reappointment for the following semester. 

b. Such notification will indicate the department chair's best judgment about whether the 

graduate student is likely to be funded, may be funded, or is not likely to be funded. An 

updated indication of the department chair's expectations about which of these three 

categories a graduate student is in will be sent to the graduate student fourteen days prior 

to the first day of classes. These notices shall be issued in good faith. 

c. The accuracy of any notification issued under the terms of Article 23 shall not be subject 

to Article 31, Grievance Procedure. 

 

ARTICLE 24  

Professional Growth and Development 

 

Professional Development Funds: Professional development and research assistance funds shall 

be made available to graduate student employees. At the time of distribution, graduate student 

employees shall receive written notification that they may use these funds for any legitimate 

scholarly, educational, or professional purpose, including without limitation professional travel, 
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supplies, books, journals, and equipment. Graduate student employees in Continuing and 

Professional Education shall not be eligible for such funds. 

The funds shall be calculated as follows: Two percent of the total payroll for graduate student 

employees who are paid from any source other than grants, contracts, or Continuing and 

Professional Education as of May 1, 2005. 

One-fifth of the funds shall be distributed to bargaining unit employees eligible as of March 7, 

2005; one-fifth shall be distributed to bargaining unit employees eligible as of October 17, 2005; 

one-fifth shall be distributed to bargaining unit employees eligible as of March 6, 2006; one-fifth 

shall be distributed to bargaining unit employees eligible as of October 16, 2006; one fifth shall 

be distributed to bargaining unit employees eligible as of March 5, 2007. 

In each semester that the funds shall be distributed, the total amount allocated for that semester 

shall be divided by the number of full-time equivalent positions eligible as of that semester to 

determine the amount to be distributed to each full-time equivalent. Each eligible graduate 

student employee shall then receive funds for professional growth and development, prorated to 

their FTE rate. 

Professional Growth and Consultation: Upon written request, any graduate student employee has 

a right to receive consultation from the department head or direct supervisor on their assignment. 

The sole purpose of this consultation will be to improve the quality of the work being done. Such 

requests will be limited to a maximum of three per semester. 

ARTICLE 25  

Second Job 

 

No graduate student employee shall be denied the right to work at a job not covered by this 

Agreement, as long as such employment does not interfere with the graduate student employee's 

fulfillment of all terms and conditions of their graduate student employment. 

No graduate student employee shall be denied the right to work at an additional job within the 

bargaining unit, but outside the graduate student employee's academic department, as long as 

such employment does not interfere with the graduate student employee's fulfillment of all terms 

and conditions of their graduate student employment. 

 

ARTICLE 26  

Discipline and Discharge 

 

Except as described in Article 27, Layoff and Recall, and Article 23, Appointment and 

Reappointment, no graduate student employee shall be discharged or disciplined except for just 

cause. 
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All disciplinary action against a graduate student employee pertaining to their job performance 

shall be given in writing to the graduate student employee with a timely notice to the union. The 

disciplinary action shall identify the conduct or performance deficiency which is the cause for 

the discipline and any corrective action the graduate student employee must take to address the 

alleged misconduct or performance deficiency, and it may include any other information 

concerning the discipline, its remediation, or its consequences that the author of the discipline 

communication decides to include. 

A graduate student employee has a right to request union representation at a meeting a graduate 

student employee's supervisor and/or department chair decides to hold with said graduate student 

employee to investigate the graduate student employee's conduct relating to their job 

performance that has the potential for discipline. Notice of said meeting shall be provided to the 

graduate student employee in advance, with a concurrent copy to the union. In the absence of the 

graduate student employee's request for union representation, the meeting will proceed without 

such representation. Nothing in this Article is intended to diminish a graduate student employee's 

Weingarten rights. 

Nothing in this Article is intended to discourage supervisors from engaging in non-disciplinary 

mentoring, guidance or counseling and graduate student employees involved shall participate in 

such discussions or meetings. 

ARTICLE 27 

Layoff and Recall 

 

If the Administration determines that it may be necessary to abrogate for financial reasons the 

contract of any graduate student employee prior to its expiration date, the Administration shall so 

notify GEO and shall provide a reasonable period of time, and, whenever possible, a minimum of 

thirty days to receive advice from GEO. If after considering the advice of GEO, the 

Administration determines that it remains necessary to abrogate for financial reasons the contract 

of any graduate student employee prior to its expiration date, the Administration shall so notify 

GEO and shall provide to GEO a list of affected individuals. Affected individuals shall receive, 

whenever possible, a minimum of one semester notice. Affected individuals shall receive all 

tuition and fee waivers for which they would have been eligible had their contract not been 

terminated prior to its expiration date and shall receive 50% of the remainder of their stipend for 

the semester in which the contract abrogation takes effect. 

If, at any time within three years from the effective date of a layoff for financial reasons, the 

department from which a graduate student employee was laid off decides to make a graduate 

student employee appointment for which the laid off individual is, in the opinion of the 

department head, qualified, the laid off individual will have recall rights to that position. 

Within a department in which layoffs occur, the appointment and reappointment criteria 

developed under Article 23 shall be applied as appropriate. 
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If the Administration determines that it may be necessary to abrogate, due to organizational or 

programmatic changes, the contract of any graduate student employee prior to its expiration date, 

the Administration shall so notify GEO and shall provide a minimum of thirty days to receive 

advice from GEO. If, after considering the advice of GEO, the Administration determines that it 

remains necessary to abrogate, due to organizational or programmatic changes, the contract of 

any graduate student employee prior to its expiration date, the Administration shall so notify 

GEO and shall provide to GEO a list of affected individuals. Affected individuals shall receive a 

minimum notice period of one semester. Affected individuals shall receive all tuition and fee 

waivers for which they would have been eligible had their contract not been terminated prior to 

its expiration date and shall receive 50% of the remainder of their stipend for the semester in 

which the contract abrogation takes effect. In non-academic departments, layoffs shall occur in 

the order of reverse seniority. 

This article shall not apply to suspension or termination for cause. 

 

ARTICLE 28  

Parity in Cuts 
 

The Administration and GEO recognize the Administration's right to determine the allocation of 

budgets to individual schools, colleges, faculties, departments, and other analogous units and to 

determine the use of funds within units. 

The Administration agrees to negotiate with GEO on the impact, implementation, and workload 

effects of budget cuts on a school or college level, with attention to the individual departments 

involved, if the percentage cut to the state-funded graduate student employee account in a 

department is larger than the percentage decline in undergraduate enrollment in the school or 

college in which that department resides and either: 

a. the percentage cut to the state-funded graduate student employee account in a department 

is larger than the percentage cut suffered by the school or college in which that 

department resides, or 

b. the percentage cut to the state-funded graduate student employee account in a department 

is larger than the total percentage cut to the overall campus budget, or 

c. the percentage cut to the state-funded graduate student employee account in the 

department is larger than the reduction in undergraduate student enrollment requests. 

When determining the amount and percentages of cuts made to all budgets, the comparison 

semester shall be the previous semester, adjusted for seasonal differences. 

When determining declining undergraduate enrollment, the above comparison semesters shall be 

used for comparing pre-registration data on the school or college level. 
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The Administration shall provide to GEO all information related to changes in the state 

appropriation to the University and the allocation of state funds to each department that employs 

graduate student employees, as well as undergraduate enrollment figures, as soon as possible, but 

no later than thirty days after the state appropriation is finalized. If GEO determines that there is 

a need to negotiate, the Administration shall provide to GEO all information needed to negotiate, 

including but not limited to enrollment figures for classes, pre-registration data, budgets, stipend 

levels and contracted hours, FTE and actual employee counts for both the comparison semester 

and the semester in which the cuts shall be implemented. 

Negotiations for cuts to be implemented in a spring semester shall be completed before the end 

of the preceding fall semester. Negotiations for cuts to be implemented in a fall semester shall 

begin within seven days after the data are received by GEO, or July 31, whichever is earlier. 

If the parties are unable to reach agreement during such negotiations, the Administration and 

GEO recognize the Administration's right to implement any and all budget cuts that the 

Administration deems appropriate. If that implementation results in a violation of any provision 

of this Agreement, GEO reserves the right to initiate a grievance under Article 31, Grievance 

Procedure. 

Cuts to non-academic, state-funded graduate student employees shall be dealt with in the same 

manner, substituting vice chancellor level for the school or college level and the division or other 

analogous unit for the department level. For the purpose of these negotiations, the General 

Education budget shall be considered as would the budget of a school or college. 

 

ARTICLE 29  

Job Security 

 

All offer letters sent to graduate students shall include the cost of attendance at the University, 

including any tuition or fees which the graduate student employee will be required to pay, and a 

statement of the stipend and duration of appointment being offered. This letter will also indicate 

whether or not the same level of financial support for continued appointment is guaranteed. In 

addition, said offer letters will include the statement that continued appointments are contingent 

on satisfactory academic progress and satisfactory job performance. Letters of offer shall not use 

the phrase “guaranteed subject to availability of funding." The provisions of this paragraph shall 

not apply to graduate student employees in the Division of Continuing Education. 

Departments shall have the option of offering contracts to graduate student employees for a 

period of up to two years. 

There shall be no retaliation against a graduate student employee in the form of termination of an 

appointment prior to its expiration, or in reappointment as a result of said graduate student 

employee filing a grievance about an academic matter. Nothing in this prohibition shall be 

construed to allow academic grievances to be considered under the terms of this Agreement, nor 
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shall anything in this prohibition be construed to require the continued appointment or 

reappointment, pending resolution of an academic grievance, of a graduate student employee for 

whom the department has just cause for termination or non-reappointment other than the filing of 

the grievance. 

 

ARTICLE 30  

Health and Safety 

 

No graduate student employee, including an ARD whose living space is their workspace, shall be 

forced to work in a situation which presents a serious threat to their health or safety. A graduate 

student employee who believes they have been assigned tasks that present a threat to their health 

or safety shall immediately inform their supervisor for an assessment of the situation. Nothing in 

this paragraph shall limit the graduate student employee's option to contact EH&S for an 

assessment. If the University Office of Environmental Health and Safety determines that such a 

situation exists, the threat will be removed or the graduate student employee's work site will be 

changed within a reasonable period of time. If a work site is closed for health or safety reasons 

and the graduate student employees are not moved to an alternate work site, the affected graduate 

student employees shall continue to receive their full stipends for the remainder of their 

contracted appointment period. Every attempt will be made by the department head to find 

alternative, continuing employment for the affected graduate student employees if otherwise 

eligible for reappointment. 

If the University Office of Environmental Health and Safety determines that protective clothing 

or equipment are required by a graduate student employee's assignment, the University will 

furnish such protective clothing or equipment. 

If the University Health Services certifies that a graduate student employee, as a result of an 

injury incurred in the course of their employment, is unable to continue their appointment, the 

graduate student employee will continue to receive tuition and fee waivers for whichever is 

longer: the duration of their contracted appointment period or as long as the injury prevents the 

graduate student employee from performing the duties of that appointment, up to two years 

beyond the contracted appointment period. 

Subject to budgetary constraints, the University will attempt to provide an adequately maintained 

workplace, including maintenance of existing air conditioning and ventilation systems. 

GEO shall, upon request, be provided with copies of all EHS inspection reports related to work 

sites of graduate student employees. 

The University shall provide an ergonomic keyboard to any graduate student employee for 

whom such accommodation is deemed medically necessary, following the procedures laid out in 

the document entitled "Procedures for Responding to Requests for Accommodations Required 

Under the Americans with Disabilities Act (ADA) 

PERB Received
10/21/21 22:48 PM



39 
 

There shall be established a Joint Health and Safety Committee (JHSC) which shall be 

comprised of up to four (4) representatives, two (2) appointed by the Administration and two (2) 

by the Union. The purpose of the JHSC shall be to discuss matters of health and safety that are of 

concern to the Administration and/or the Union and to make recommendations regarding these 

concerns. At the request of the Administration and/or the Union, the Administration shall 

provide for attendance at JHSC's meetings of a representative from the University Office of 

Environmental Health and Safety. The JHSC shall meet quarterly or more frequently by mutual 

agreement or at the request of either party to address exigent circumstances. The position of 

Chairperson shall alternate between the Administration and the Union. Either party may place 

matters on the meeting agenda. Where possible, items should be submitted to the Chairperson at 

least one (1) week prior to any scheduled JHSC meeting. The Chairperson shall distribute the 

agenda at least four (4) days prior to the JHSC meeting. It is understood that the JHSC shall not 

discuss grievances that have been filed at any step of the grievance process and shall have no 

power to negotiate, alter or amend the terms of this Agreement. The recommendations of the 

JHSC shall not be subject to Article 31, Grievance Procedure. 

The University will ask members of the University community, on a volunteer basis, to donate 

previously owned cell phones. The University will, to the extent technologically feasible without 

purchasing a calling plan, ensure that such phones are capable of being used to dial "911'' and 

will establish a pool of such phones that will be made available for loan to graduate student 

employees teaching late afternoon and evening courses in the Division of Continuing Education. 

The level of participation in this program of voluntary donation shall not be subject to Article 31, 

Grievance Procedure. 

Within scheduling and space constraints, the University will make every attempt to schedule 

evening courses in buildings with other activity. Within scheduling and space constraints, the 

University will make every attempt to schedule summer courses in airconditioned facilities. 

Bathrooms: The University and Union recognize the importance of having safe and accessible 

bathroom facilities. 

Requests by graduate student employees for access to a gender-neutral bathroom within a 

reasonable distance from the graduate student employee's work assignment shall be made to and 

shall be promptly reviewed by the Department Chair (or Graduate Program Director or other 

supervisor as applicable). Within scheduling and budgetary constraints, if an existing gender 

neutral bathroom is not available within a reasonable distance from the work assignment, every 

reasonable attempt shall be made to change the location of the work assignment to a building that 

has a gender-neutral bathroom or is within a reasonable distance from a building with a gender 

neutral bathroom. The University is not obligated to expend funds beyond minimal and 

incidental costs to provide reasonable access to a gender-neutral bathroom. If relocating the work 

assignment is not practicable, section/class reassignment may be made. Delay in notifying I the 

department chair of the need for access to a gender-neutral bathroom may prevent relocation or 

reassignment, particularly where class assignments have already been made and/or the term has 

already commenced. 
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ARTICLE 31  

Grievance Procedure 

 

Definition: A grievance is an allegation by a graduate student employee(s) and/or GEO that there 

has been a violation of the terms and conditions of this Agreement by the University 

Administration. 

Intent: It is the declared objective of the Administration and GEO to encourage the prompt 

resolution of grievances either by formal or informal procedures in the interest of maintaining 

harmony within the campus environment. Although the following procedure shall be used for the 

resolution of grievances, this procedure shall in no way impair or limit the right of any graduate 

student employee, or any party mentioned herein, to utilize any other remedy or proceeding 

established and existing under federal or state law. In the event that the grievant(s) and/or GEO 

elect(s) to seek redress through any other remedy or proceeding established and existing under 

federal or state law and not established by the University itself or the University system, the 

Administration may hold the grievance in abeyance until the outside process is completed. The 

parties agree to make available to each other all known relevant facts regarding the grievance in 

order to facilitate the earliest possible settlement of grievances prior to arbitration. GEO may 

present a policy grievance (one that affects more than one person) at any step of the grievance 

procedure prior to arbitration. In order to facilitate the prompt resolution of grievances, 

Administration officials identified in the grievance procedure may, upon notice to GEO, name a 

designee to fulfill their responsibilities as set forth herein. Any person designated by an 

Administration official identified herein to hear a grievance shall hear the grievance and render a 

decision. The submission of a complaint to the University Office of Equal Opportunity and 

Diversity would not permit the Administration to put a grievance in abeyance. 

Informal Procedure: When a potential grievance arises, the graduate student employee(s) and, at 

the graduate student employee's option, the representative(s) of GEO, shall meet with the 

representative(s) of the Administration closest to and best able to discuss and resolve the matter. 

Informal attempts at settlement shall not extend beyond twenty days without the written 

agreement of each of the parties. The Administration and GEO agree that informal resolutions of 

grievances do not set precedents and that there shall not be, at any level of a formal grievance 

procedure, any reference to information gathered, statements made, or action taken during the 

informal stage. 

Formal Procedure: To initiate a grievance, the grievant(s) and/or GEO shall submit a written 

statement of the facts surrounding the grievance, the specific provision(s) of the Agreement 

allegedly violated, and the remedy requested. 

a. Level One (Dean): The grievant(s) and/or GEO shall file the grievance with the dean 

within ninety calendar days of the occurrence giving rise to the grievance or within ninety 

calendar days of the date on which the grievant(s) learned or should have learned of such 

occurrence, whichever is later, but in no case longer than a year after the occurrence. The 

grievant(s), the dean, and a representative of GEO shall meet and discuss the grievance 
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within twenty-one calendar days after such filing. The dean shall then consider the 

grievance and render a decision together with the reasons in writing to the grievant(s) and 

GEO within twenty-one calendar days from the date on which the meeting was held. In 

non-academic areas, Level One grievances shall be considered by the appropriate vice 

chancellor. In the Division of Continuing Education, Level One grievances with respect 

to instructional issues shall be considered jointly by the appropriate college dean and the 

Director of the Division of Continuing Education and shall be moved automatically to 

Level Two if there is not an agreement between those two individuals. All other Level 

One grievances shall be considered by the Director of the Division of Continuing 

Education. 

b. Level Two (Chancellor): A grievance may be submitted to the Chancellor in cases where 

the grievant(s) and/or GEO is not satisfied with the decision at Level One, or where the 

grievance is of a campus-wide nature, or where the grievance is based on a decision of 

the Chancellor. If the grievant(s) and/or GEO is not satisfied with the decision at Level 

One, the grievant(s) and/or GEO may file an appeal in writing to the Chancellor; the 

appeal must be filed within twenty-one calendar days after the written decision of the 

Dean is received or, if none is received by the due date, within twenty-one calendar days 

after the due date. Grievances presented initially to the Chancellor must be filed by the 

grievant(s) and/or GEO within ninety calendar days of the occurrence giving rise to the 

grievance or within ninety calendar days of the date on which the grievant(s) and/or GEO 

learned or should have learned of such occurrence, whichever is later. The grievant, the 

Chancellor, and a representative of GEO shall meet and discuss the grievance within 

twenty-one calendar days after such filing. The Chancellor shall then consider the 

grievance and be required to render a decision together with the reasons in writing to the 

grievant(s) and GEO within twenty-one calendar days after the date of the meeting. 

c. Level Three (Arbitration): If the grievance is not resolved to the satisfaction of GEO at 

Level Two, GEO may submit the grievance, within forty-five calendar days of receipt of 

the written response at Level Two or, if none is received by the due date, within forty-

five calendar days after the due date, to final and binding arbitration. Notice of the appeal 

of the grievance to arbitration shall be sent to the Chancellor. Within twenty-one calendar 

days of the Chancellor's receipt of such notice from GEO, the parties shall meet to select 

an arbitrator. The arbitrator shall be selected by mutual agreement from a list provided by 

the American Arbitration Association. Upon acceptance by the selected individual of the 

position of arbitrator, the Administration and GEO shall promptly file with the arbitrator: 

1. a copy of this Agreement; 

2. a copy of the written notice, sent to the Chancellor, of GEO's intention to 

initiate arbitration; and  

3. a complete copy of the grievance record. 

The arbitration shall be conducted in accordance with the rules and regulations of the 

American Arbitration Association in effect at the date of said submission. The arbitrator, 

unless the time limit is mutually waived by the parties, shall render a decision not later 
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than forty-five calendar days from the date of the closing of the hearings. The decision 

and award of the arbitrator shall be final and binding on the parties and shall be in 

writing, setting forth the opinion and conclusions on the issues submitted to the arbitrator. 

The arbitrator shall be without authority to add to, subtract from, or modify the terms of 

this Agreement. Furthermore, the arbitrator shall be without authority to consider or 

render decisions concerning any academic matters or any aspect of a GEO member's 

status as a student. The costs of arbitration, exclusive of those incurred by each respective 

party in preparing and presenting its case, shall be borne equally by the parties. 

GEO Representation and Rights: 

a. The administrative official with whom the written grievance is filed shall forward a copy 

of said grievance to the GEO's designated campus grievance representative within seven 

calendar days of receipt of said grievance. 

b. The representative(s) of GEO shall be permitted to be present at any meeting required 

under the formal grievance procedure, and the GEO representative shall be permitted to 

present GEO's point of view regarding the grievance at such meeting(s). 

 

c. Any graduate student employee may request GEO representation at any step of the 

grievance procedure; however, a graduate student employee shall not be prevented from 

processing a grievance on their own behalf prior to arbitration. 

 

d. Copies of all documents and correspondence filed with respect to the grievance shall be 

sent to GEO at the time of filing or as nearly thereafter as possible. The grievant(s) may 

specifically prohibit access to supporting documents and correspondence filed by the 

grievant(s) with respect to the grievance. GEO shall incur the cost for the reproduction of 

said documents and correspondence. 

Implementation: Upon resolution of the grievance, the parties shall implement the remedy within 

twenty-one calendar days unless otherwise provided by the award of the arbitrator, or by mutual 

agreement of the parties. In the event that the campus Administration does not have enough 

available funds to pay an arbitration award, the Administration shall meet with and provide to the 

grievant(s) and GEO a clear and convincing explanation as to the Administration's inability to 

comply with the arbitration award. The Administration shall also set forth the appropriate 

procedure to obtain the needed funding to implement the arbitration award subject to the 

approval of all parties concerned as follows: 

a. When available state-appropriated funds are insufficient to implement an arbitration 

award(s), the matter shall be submitted to the Legislature by the Administration for 

funding with the support of GEO; provided, however, that nothing contained herein shall 

be construed to prevent and/or restrict the implementation of the nonmonetary aspect(s) 

of the arbitration award(s). 

b. When available trust monies are insufficient to implement an arbitration award(s), the 

award(s) shall be included in the next budget request prepared following the award; 

PERB Received
10/21/21 22:48 PM



43 
 

provided, however, that nothing contained herein shall be construed to prevent and/or 

restrict the implementation of the nonmonetary aspect(s) of the arbitration award(s). 

c. When available grant or contract monies are insufficient to implement an arbitration 

award(s), the matter will be submitted to the contracting or granting agency for its 

approval of the necessary fund transfers within the provisions of the contract or grant or 

to secure the needed additional monies to fully implement said arbitration award(s), as 

the case may be; provided, however, that nothing contained herein shall be construed to 

prevent and/or restrict the implementation on the nonmonetary aspect(s) of the 

arbitration award(s). 

No Reprisal--Witnesses: No reprisal of any kind shall be taken against any graduate student 

employee because of the filing of a grievance and/or participation in any of the grievance 

proceedings. · All documents generated during the grievance process shall be kept separate from 

the personnel file or any individual involved in any grievance and from any official departmental 

student files to which faculty members other than the department head have access. Necessary 

witnesses or participants in grievance procedures shall be released from their assignments 

without penalty when necessary. 

Time Limits: All days referred to in this Article shall mean calendar days. Time limits provided 

herein may be extended or delimited by mutual agreement. Failure of the Administration to 

respond to any grievance within the specified time limits of this Article shall mean that the 

grievant(s) and/or GEO may take said grievance to the next level of the grievance procedure. 

Failure of the grievant(s) to abide by the time limits set forth in this Article shall result in the 

grievance being deemed settled on the basis of the last written decision made during the 

grievance procedure by the Administration. 

Any grievance that was filed prior to the end of the semester and has not been resolved to the 

satisfaction of the grievant(s) and/or GEO prior to the conclusion of the semester shall continue 

to be processed in accordance with the provisions of this Article, except that the time limits of 

this Article may be mutually adjusted so as to ensure the availability of all necessary parties to 

the dispute. Such mutual agreement shall not be used by either party to delay unnecessarily the 

processing of any grievance not settled prior to the end of the academic year. If mutual 

agreement is not reached on adjustment of the time limits, the provisions of this Article shall 

remain whole. 

 

Article 32 

Stipends 

 

Effective 9/4/17 increase the minimum stipend only by $1.00 per hour (for purposes of this 

Article the minimum stipend shall be considered as all stipends less than equal to $1.00 more the 

minimum stipend). Effective 9/4/17 a 2.5% increase to all graduate student employee stipends, 

including the minimum.  
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Effective 9/2/18 increase the minimum stipend only by $1.00 per hour (for purposes of this 

Article the minimum stipend shall be considered as all stipends less than equal to $1.00 more the 

minimum stipend). Effective 9/2/18 a 2.5% increase to all graduate student employee stipends, 

including the minimum. 

Effective 9/1/19 increase the minimum stipend only by $1.00 per hour (for purposes of this 

Article the minimum stipend shall be considered as all stipends less than equal to $1.00 more the 

minimum stipend). Effective 9/1/19 a 2.5% increase to all graduate student employee stipends, 

including the minimum. 

These increases shall also apply to CPE. 

Stipends above the minimum may be set at any level, at the discretion of the Administration. 

Minimum stipends shall apply to all graduate student employees, regardless of funding source. 

Graduate Student Employees in the Division of Continuing and Professional Education: 

None of the provisions of Section 1 (Minimum Stipends) nor Section 2 (Annual Increases) shall 

apply to graduate student employees in the Division of Continuing and Professional 

Education. Graduate student employees in the Division of Continuing and Professional 

Education shall, effective with the Summer 2017 semester, be paid according to the following 

schedule: 

 

 

CURRENT GRADUATE STUDENT (GEO) RATES (per class) FY 2017  

Enrollments  2-7 8-11 12-21 22-31 32-41 42-51 52+ 

Undergrad course 

-3 CR 

$371/student $3,443 $4,406 $5,922 $7,294 $8,782 +$159/student  

Undergrad course 

-4 CR 

$495/student $4,591 $5,875 $7,896 $9,725 $11,709 +$212/student 

Independent study $53/CR 

 

CURRENT GRADUATE STUDENT (GEO) RATES (per class) FY 2018  

Enrollments  2-7 8-11 12-21 22-31 32-41 42-51 52+ 

Undergrad course 

-3 CR 

$426/student $3,962 $5,110 $6,439 $7,662 $8,965 +$180/student  

Undergrad course 

-4 CR 

$571/student $5,309 $6,847 $8,628 $10,267 $12,013 +$241/student 

Independent study $54/CR 
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CURRENT GRADUATE STUDENT (GEO) RATES (per class) FY 2019  

Enrollments  2-7 8-11 12-21 22-31 32-41 42-51 52+ 

Undergrad course 

-3 CR 

$453/student $4,212 $5,433 $6,846 $8,147 $9,532 +$191/student  

Undergrad course 

-4 CR 

$607/student $5,644 $7,280 $9,174 $10,917 $12,773 +$256/student 

Independent study $56/CR 

 

CURRENT GRADUATE STUDENT (GEO) RATES (per class) FY 2020 

Enrollments  2-7 8-11 12-21 22-31 32-41 42-51 52+ 

Undergrad course 

-3 CR 

$480/student $4,468 $5,763 $7,261 $8,641 $10,110 +$202/student  

Undergrad course 

-4 CR 

$643/student $5,987 $7,722 $9,730 $11,579 $13,547 +$271/student 

Independent study $58/CR 

 

Graduate student employees who are scheduled to teach a course with an enrollment of 2-7 

students which has been cancelled by the Director of Division of Continuing and Professional 

Education or, if applicable, by the sponsoring department of said course shall be paid $500 for 

course preparation. Such payment shall count toward the calculation of eligibility for tuition and 

fee waivers under Article 33 and health fee exemptions under Article 35. 

 

ARTICLE 33 

Tuition Credit 

 

Fall and Spring: All graduate student employees who meet the minimum stipend or teaching 

responsibility requirements shall receive a full tuition credit as specified below. 

The minimum required for a tuition credit for the academic year shall be a stipend of half the 

current minimum full-time assistantship stipend or full responsibility for teaching two three 

credit courses. This amount may be paid or teaching obligation may be met either over two 

semesters, or all in one semester. In actual practice, therefore, a stipend of one-fourth of the 

minimum full-time stipend or full responsibility for teaching one three-credit course in one 

semester shall suffice for a tuition credit for that semester. A stipend of half the minimum full 

time stipend or full responsibility for teaching two three-credit courses in one semester shall 

suffice for a tuition credit for two semesters. 

Graduate student employees whose stipend in the spring semester of a given academic year is at 

least half of the minimum full-time stipend or who have full responsibility for teaching two 

three-credit courses in the spring semester of a given academic year shall receive a full refund for 

the tuition and curriculum fees paid in the fall of that academic year, in addition to a full tuition 

credit for that spring semester. Graduate student employees whose combined stipend for the fall 

PERB Received
10/21/21 22:48 PM



46 
 

and spring is equal to or greater than half the minimum stipend or who have full responsibility 

for teaching two three-credit courses over those two semesters shall receive a full refund for the 

tuition and curriculum fees paid in the fall of that academic year, in addition to a full tuition 

credit for that spring semester. 

Summer Session: In addition, and except as provided in the paragraph below, graduate student 

employees shall receive a summer tuition credit for thesis and dissertation credits if they receive 

a stipend for the summer that is at least 18.75% of the minimum full-time stipend; or a stipend 

that is at least 18.75% above the amount required for a tuition and curriculum fee scholarship 

waiver for one semester for services performed during one or the other or both of the two 

preceding semesters. Any earnings and teaching responsibilities during the summer that are not 

applied to summer thesis and dissertation credit waivers, or that are in excess of the amount 

required for such summer thesis and dissertation credit waivers will be applied to tuition credit 

for the following academic year. 

For all graduate students entering the Graduate School in September 2005 or thereafter, graduate 

student employees shall receive a summer tuition credit for thesis and dissertation credits if they 

receive a stipend for the summer that is at least 18.5% of the minimum full-time stipend; or a 

stipend that is at least 18.5% of the minimum full-time stipend above the amount required for a 

tuition credit for one semester for services performed during one or the other or both of the two 

preceding semesters, but less than the minimum amount required for a tuition credit for two (2) 

semesters; or a stipend that is at least 18.5% of the minimum full-time stipend above the amount 

required for a tuition credit for both the fall and spring semesters. Any eligible earnings in the 

summer that are in excess of 18.5% of the minimum full-time stipend will be applied toward the 

eligibility requirements for tuition credit for the following fall and spring semesters. 

Calculations: The actual minimum stipend required for a scholarship waiver shall be calculated 

according to Article 32, Stipends. The Administration agrees that if the curriculum fee is 

renamed, in full or in part, graduate student employees will receive scholarship waivers for this 

new fee as they would for the curriculum fee. 

 

ARTICLE 34  

Fair and Reasonable Fees 

 

The Administration agrees that no new fee(s) will be unilaterally imposed solely on graduate 

student employees. If any new fees are established by the Trustees for graduate students. the 

Administration will bargain with GEO on the impact of these fees before they are implemented. 

The University agrees that the new student matriculation fee shall not be charged to GSE's more 

than once during their time at the University. 
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ARTICLE 35 

Health Fees 

 

A. Individual and Family Health Coverage: 

In accordance with the below eligibility requirements, effective health plan year 2006 the 

Administration will provide an exemption to all such eligible graduate student employees of 95% 

of the Individual Student Health Fee and 95% of the Student Health Benefit Plan (SHBP), 95% 

of the Family Student Health Fee and 95% of the SHBP Family Plan for those electing family 

health plan coverage.  

For purposes of describing health plan coverage and periods of health plan fee exemptions, the 

health plan year shall begin on August 1 and end on July 31. The health plan period for fall 

semester shall begin on August 1 and end on January 31. The health plan period for spring 

semester shall begin on February 1 and end on July 31. There is no separate summer health plan 

period. 

Graduate student employees who withdraw from the University shall neither be eligible for a 

continuation of the Individual Student Health Fee, the Student Health Benefit Plan (SHBP), the 

Family Student Health Fee or the SHBP Family plan coverage nor liable for said health premium 

costs. Individual Student Health Fee, the Student Health Benefit Plan (SHBP), the Family 

Student Health Fee and the SHBP Family plan coverage will cease July 31 for those graduate 

student employees who graduate in May, January 31 for those graduate student employees who 

graduate February 1, and August 31 for those graduate student employees who graduate 

September 1. 

Graduate student employees' eligibility for health fee exemptions during the respective health 

plan periods are as follows: 

Effective Health Plan Year 2006: 

1. Graduate student employees who are employed for at least 190 hours in fall semester or 

previous summer, or who earn the equivalent of at least 190 hours times the campus 

minimum hourly rate in fall semester or previous summer, or who have full responsibility 

for teaching one 3-credit course section in the fall semester or previous summer will be 

provided with a health fee exemption of 95% of the Individual Student Health Fee from 

August 1 through January 31, and 95% of the Student Health Benefit Plan (SHBP) from 

August 1 through January 31, and 95% of the Student Health Benefit Plan (SHBP) from 

February 1 through July 31 as long as said graduate student employee is a graduate 

student during the following spring semester, and 95% of the Family Student Health Fee 

and 95% of the SHBP Family Plan from August I through January 31 and 95% of the 

SHBP Family Plan from February 1 through July 31 as long as said graduate student 

employee is a graduate student during the following spring semester for those electing 

family health plan coverage. 
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2. Graduate student employees who are employed for at least 190 hours in spring semester, 

or who earn the equivalent of at least 190 hours times the campus minimum hourly rate in 

spring semester, or who have full responsibility for teaching one 3-credit course section 

in the spring semester, will be provided with a health fee exemption 95% of the 

Individual Student Health Fee from February 1 through July 31, and 95% of the Student 

Health Benefit Plan (SHBP), from February I through July 31, and 95% of the Student 

Health Benefit Plan (SHBP), from the previous August l through January 31 as long as 

said graduate student employee was a graduate student during the previous fall semester, 

and 95% of the Family Student Health Fee and 95% of the SHBP Family Plan from 

February 1 through July 31 and 95% of the SHBP Family Plan from August 1 through 

January 31 as long as said graduate student employee was a graduate student during the 

previous fall semester for those electing family health plan coverage. 

 

3. Determining Health Fee Exemption Eligibility From Cumulative Earnings: Graduate 

student employees who: are employed for at least 380 hours in the one year period 

beginning with the first payroll date of summer and ending with the last payroll date of 

the spring semester, or who earn the equivalent of at least 380 hours times the campus 

minimum hourly rate in the one year period beginning with the first payroll date of 

summer and ending with the last payroll date of the spring semester, or who have full 

responsibility for teaching two 3-credit course selections during the one year period 

beginning with the first payroll date of summer and ending with the last payroll date of 

the spring semester, will be provided with a health fee exemption of 95% of the 

Individual Student Health Fee from August 1 through July 31, and 95% of the Student 

health Benefit Plan (SHBP), from August 1 through July 31 and 95% of the Family 

Student Health Fee and 95% of the SHBP Family Plan from August 1 through July 31 for 

those electing family health plan coverage.  

Summer earnings shall be applied forward within the one-year period described above. 

4. Determining Health Fee Exemption Eligibility From Cumulative Earnings: Graduate 

student employees who: are employed for at least 190 hours in the one year period 

beginning with the first payroll date of summer and ending with the last payroll date of 

the spring semester, or who earn the equivalent of at least 190 hours times the campus 

minimum hourly rate in the one year period beginning with the first payroll date of 

summer and ending with the last payroll date of the spring semester, or who have full 

responsibility for teaching one 3-credit course in the one year period beginning with the 

first payroll date of summer and ending with the last payroll date of the spring semester, 

will be provided with a health fee exemption of 95% of the Individual Student Health Fee 

for one six-month health coverage period, and 95% of the Student Health Benefit Plan 

(SHBP) from August 1 through July 31, and 95% of the Family Student Health Fee and 

95% of the SHBP Family Plan for one six-month health coverage period for those 

electing family health plan coverage. The one six-month health coverage period shall be 

the one in which the graduate student employee's health premium costs are the highest. 
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Summer earnings shall be applied forward within the one year period described above. 

B. Graduate student employees who are academically enrolled for fewer than five (5) credits or 

on program fee and who are eligible for health plan fee exemptions per Section A above are 

not automatically enrolled for the Individual Student Health Benefit Plan (SHBP), the Family 

Student Health Fee, or the SHBP Family Plan. The graduate student employee must enroll at 

University Health Services via Patient Services representatives before the end of the add/drop 

period of each semester to ensure no lapse in health plan coverage. Graduate Program 

Directors will be sent a reminder email each semester to remind graduate student employees 

of this requirement prior to the University Health Services’ enrollment deadline.  

C. Graduate student employees may pay for health fees through payroll deduction, in 

accordance with Article 36 of this Agreement.  

D. The current plan benefit design documented for Plan Year 2017 (August 1, 2017 through 

July 31, 2018) shall continue for the remainder of the 2017 Plan Year, except that the out of-

pocket (OOP) limit for individuals and families will be $1,300 and $2,500 respectively. 

Graduate student employees who have exceeded these OOP limits will be reimbursed for 

excess out-of-pocket costs. 

E. Effective with Plan Year 2018 (August 1, 2018 through July 31, 2019) graduate student 

employee cost-sharing shall be in accordance with the Plan design in Appendix A. 

F. No changes shall be made in benefits or services covered under the Student Health Benefit 

Plan from those-reflected in the 2014 Plan description without bargaining with the Union 

except as expressly modified by this Agreement or mandated by state or federal laws or 

regulations. Further, all benefits and other provisions of the Affordable Care Act (ACA) shall 

remain in force unless bargained over with the Union. 

G. Health and Welfare Fund: The Employer and the Union agree to establish a Health and 

Welfare Fund. The board of trustees of the Health and Welfare Fund, composed of an equal 

number of representatives of the Employer and the Union, shall determine in their discretion 

and within the terms of this Agreement and the Agreement and Declaration of Trust such 

health and welfare benefits to be extended by the Health and Welfare Fund to bargaining unit 

members and/or their dependents. 

1. Effective at the beginning of the first pay period in January 2018, the Employer agrees to 

contribute to the Health and Welfare fund on behalf of each full-time equivalent state 

funded bargaining unit member the sum of seventeen dollars ($17.00) each calendar 

week. The contributions made by the Employer to the Health and Welfare Fund shall not 

be used for any purpose other than to provide health and welfare benefits and to pay the 

operating and administering expenses of the fund. The contributions for state-funded 

bargaining unit members shall be made by the Employer in an aggregate sum within 

forty-five (45) days following the end of the calendar month during which contributions 

were calculated. 
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2. Effective at the beginning of the first pay period in January 2018, the Employer agrees to 

contribute to the Health and Welfare fund on behalf of each full-time equivalent non 

state-funded bargaining unit member except those employed by the Division of 

Continuing and Professional Education (CPE) the sum of seventeen dollars ($17.00) each 

calendar week. The contributions made by the Employer to the Health and Welfare Fund 

shall not be used for any purpose other than to provide health and welfare benefits and to 

pay the operating and administering expenses of the fund. 

 

3. Effective January 1, 2006, the Employer agrees to contribute an annual payment to the 

Health and Welfare fund on behalf of each full-time equivalent bargaining unit member 

employed by the Division of Continuing and Professional Education the sum of five 

dollars ($5) multiplied by nineteen (19) weeks. Effective the beginning of the first pay 

period in January 2018, the Employer agrees to contribute an annual payment to the 

Health and Welfare fund on behalf of each full-time equivalent bargaining unit member 

employed by the Division of Continuing and Professional Education the sum of 

seventeen dollars ($17.00) multiplied by nineteen (19) weeks. For the purposes of this 

section G.3., a 0.25 FTE is a graduate student employee who is employed by the Division 

of Continuing and Professional Education to teach one 3-credit course section in a 12-

month period beginning January 1. The contributions made by the Employer to the 

Health and Welfare Fund shall not be used for any purpose other than to provide health 

and welfare benefits and to pay the operating and administering expenses of the fund. 

The contributions for CPE bargaining unit members shall be made by the Employer in an 

aggregate sum within forty-five (45) days following the first pay period as indicated 

above and shall be based on the previous calendar year's full-time equivalent bargaining 

unit members employed by CPE. 

 

4. The amount of contributions for each fiscal year shall be based on the number of full-

time equivalent bargaining unit members as of the last payroll period in the month of 

October; provided, however, that for non-state-funded bargaining unit members the 

number of full-time equivalent bargaining unit members shall be surveyed at the end of 

each pay period during such fiscal year; provided however, that for bargaining unit 

members employed by the Division of Continuing and Professional Education the 

number of full-time equivalent bargaining unit members shall be based on the previous 

calendar year's full-time equivalent numbers. 

 

5. Effective January 1, 2006, and contingent on Section G. being fully funded in accordance 

with Article 50 of this Agreement, an annual payment shall be made from the Health and 

Welfare Fund to the University to be used by the University to defray costs related to 

health fee exemptions. Said payment shall be the amount which is equivalent to one 

dollar ($1.00) contributed by the Employer to the Health and Welfare Fund on an annual 

basis per full-time equivalent state-funded and non-state funded bargaining unit members 

per Article 35 Section G, excluding DCE bargaining unit members. Said payment shall 

be made within forty-five (45) days following January 1 of each year. 
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6. The parties agree that Health and Welfare funds may be used to defray graduate student 

employees' five percent (5%) cost for health fee and SHBP premiums taking into 

consideration the Fund's health and financial viability. If the Union proposes to use the 

Fund in this way, the parties shall meet by June to establish a mutually agreed upon 

implementation plan. 

 

7. The parties agree that an appropriate function of the Health and Welfare Fund is to 

provide, at the discretion of the Health and Welfare Fund trustees and in accordance with 

applicable Trust Fund documents, child care support to eligible graduate student 

employees. $115,000 shall be paid by the University into the Health and Welfare Trust 

Fund upon ratification and every January 1 thereafter, to be earmarked exclusively for 

childcare support for graduate student employees. Said funds are intended as a 

supplement, not a replacement, to the amount currently allocated annually by the trustees 

for childcare support to graduate student employees. 

 

8. No dispute over a claim for any benefits extended by this Health and Welfare Fund shall 

be subject to Article 31, Grievance Procedure. 

9. It is expressly agreed and understood that the Employer does not accept, nor is the 

Employer to be charged with hereby, any responsibility in any manner connected with the 

determination of liability to any bargaining unit member claiming any of the benefits 

extended by the Health and Welfare Fund; such liability shall be limited to the 

contributions indicated under Article 35 Section G. 

H. If GEO enters into an agreement with a private insurance carrier or health care provider for 

optical and/or dental insurance benefits for its members, the Administration will, upon 

written request by eligible graduate student employees, deduct the premiums for such 

insurance from said graduate student employees' paychecks and forward them to GEO or the 

insurance carrier. 

I. There shall be a joint GEO/Administration committee, which shall discuss health care issues 

related to graduate student employees, particularly as they apply to grant-funded graduate 

student employees. The activities and recommendations of this committee shall not be 

subject to Article 31, Grievance Procedure.  

J. All domestic partnerships, regardless of sex or gender or identity, will continue to receive the 

aforementioned benefits unless and until, the parties mutually agree otherwise or a successor 

contract is reached. A joint committee, with equal number of representative form GEO and 

the University will convene to explore issues related to residency and other legal concerns 

related to same-sex domestic partner benefits. 

K. The parties agree to the creation of a joint committee, composed of an equal number of 

representatives from the Union and the University, which shall endeavor to develop a policy 

that would extend health benefits to the opposite sex domestic partners of bargaining unit 

members under the same terms that now apply to the same sex domestic partners.  
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ARTICLE 36  

Payment of Fees Through Payroll Deduction 

 

Graduate student employees shall have the option of paying all tuition and fees customarily 

billed through the Bursar's Office, including fees for on-campus housing, through bi weekly 

payroll deduction. Any graduate student employee wishing to exercise this option must so notify 

the Bursar's Office, on a payroll deduction authorization form, by the specified and published 

due date on the first graduate student bill for each semester. Any graduate student employee who 

does not return a signed payroll deduction authorization form by the deadline will not be 

permitted to pay their bill through payroll deduction. Payroll deduction authorization forms will 

be made available on the Bursar's Office website. Graduate student employees shall be notified 

by message on their graduate student bills and a Bursar's Office e-mail of the website to 

electronically access payroll deduction authorization forms. Payroll deduction will be in five (5) 

bi-weekly installments during each semester. 

Payroll deduction shall be permitted for bargaining unit members who wish to participate in 

UAW's V-CAP. All payroll deductions for unit members shall be allocated in equal amounts in 

each paycheck. A bargaining unit member who wishes to participate must consent in writing to 

the authorization of the deduction from their wages and to the designation of V-CAP as the 

recipient thereof. Such consent shall be in a form acceptable to the University and shall bear the 

signature of the bargaining unit member. A bargaining unit member may withdraw their 

authorization by giving at least sixty (60) days’ notice in writing to the campus personnel office. 

The University shall deduct contributions from the pay of bargaining unit members who request 

such a deduction in accordance with this Article and transmit such funds to the V-CAP holding 

account within thirty days after the last day of the month in which the deduction is made, 

provided that the University is satisfied by such evidence as it may require that the treasurer of 

Local 2322 has given a bond, in a form approved by the University, for the faithful performance 

of their duties in a sum and with such surety or securities as are satisfactory to the University. 

The Union will defend the University against any and all claims arising from or related to this 

paragraph. 

 

ARTICLE 37 

Food Security 

 

Graduate student employees who elect to purchase a YCMP meal plan shall have the option to 

pay for their YCMP through payroll deduction over the first four payroll periods. 
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ARTICLE 38 

Vacation 

 

Full-time graduate student employees except those in the Division of Continuing Education's 

summer or winter sessions shall accrue vacation leave at the rate of four hours per month; for 

graduate student employees who are appointed more or less than full-time, this vacation leave 

shall be pro-rated on the basis of the percentage of appointment. Vacation leave cannot be 

carried over beyond the contract period in which it is earned. Interns and other employees who 

must work during January intersession or Spring break must be notified when they apply that this 

is a condition of employment. 

Graduate student employees who are TAs and TOs shall take vacation time during Winter break 

or Spring break unless they reach an agreement with their department head that an alternative 

schedule would be acceptable. All other graduate student employees may take vacation at any 

time, provided they obtain prior written approval of the supervisor. 

All vacation time shall be requested in advance and scheduled at the discretion of the department 

head. These requests shall not be unreasonably denied. At the end of each assistantship term 

GEO members shall be paid out for any unused vacation time. The current provisions regarding 

the use of vacation time by members of the unit would remain in place. The parties agree to 

reference the current contract language on the use of vacation time which shall be maintained. 

 

ARTICLE 39  

Additional Time Off 

 

Full-time graduate student employees except those in the Division of Continuing Education's 

summer or winter sessions shall accrue personal leave at a rate of twenty four (24) hours per 

semester or seventeen (17) hours per 14-week summer session, any or all of which, may be used 

at the graduate student employee's discretion for days of religious or cultural observance. For 

graduate student employees who are appointed more or less than full-time, this leave shall be 

pro-rated on the basis of the percentage of appointment. Personal leave time cannot be carried 

over beyond the academic year or the summer session in which it is earned. Personal leave used 

for non-emergency reasons shall be requested in advance and scheduled at the discretion of the 

department head. If personal leave is used for emergencies (including illness), the graduate 

student employee shall notify the department head as soon as possible. 

Holidays: 

TAs and TOs who normally work on a day when the University is closed due to a holiday shall 

not be required to work on that day and shall receive pay for that day. However, when class days 

are switched (e.g. Monday is on Wednesday) work days will be switched as well. Other graduate 

student employees who are required by their supervisor to work on a University holiday shall 
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receive compensatory time off unless such requirement is part of the graduate student employee's 

job description. 

The following days are currently considered holidays: 

New Year’s Day Martin Luther King Day 

Washington’s Birthday  Patriots Day 

Memorial Day Independence Day 

Labor Day Columbus Day 

Veterans Day Thanksgiving Day 

Christmas Day   

 

Emergency Closings: 

When University employees are released from work due to emergency conditions, graduate 

student employees shall also be released.  

ARTICLE 40  

Family Issues 

 

Family Issues Committee: There shall be a Family Issues Committee with two members 

appointed by the Administration and two members appointed by GEO. The Graduate Student 

Senate, the University Child Care Office, the Commuter Services and Housing Resource Center, 

and the Director of Housing Services shall be invited to appoint one member each. Each party 

shall be able to invite up to six silent observers. This silence agreement includes talking and 

written placards. 

The Committee shall meet at least monthly and shall provide advice to the Administration on the 

development of policies on issues concerning the family life of graduate student employees on 

campus. These issues may include but are not limited to housing and child care. The activities of 

the committee and its recommendations shall not be subject to Article 31, Grievance Procedure. 

Child Care: The Administration shall allocate $30,000 in each year of this Agreement for child 

care support for undergraduate and graduate students. The University also agrees to operate in 

each year of this Agreement an Affordable Flexible Childcare Program. The current enrollment 

priorities and income eligibility guidelines of that program shall remain in effect for the life of 

the Agreement except as noted in the last sentence of this paragraph. The current income 

eligibility guidelines (household income ranges) specify the maximum amount a family can earn 

and be eligible for the $1 or $2/hour parent fee. The Massachusetts Department of Early 

Education and Care (EEC) Parent Co-Payment Table will be used to determine the household 

income ranges per the current practice. If the EEC income ranges are revised the income 

eligibility guidelines will be revised accordingly to reflect these changes at the start of the 

following fiscal year. 

Effective August 29, 2005, the University Child Care Center will be supplied with sufficient 

funds from the Health and Welfare Fund (Article 35, Section H.) to pay the $1 and $2/hour 
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parent fees for all eligible families enrolled in the Flexible Child Care Program at the $1 or 

$2/hour rates. These parent fees will not increase during the life of this Agreement. 

 

ARTICLE 41  

Preparation Time 

 

Any time a graduate student employee spends in training required by their department before the 

semester begins, whether provided by the department or the University, shall be counted towards 

the total number of contracted hours for the employee for the subsequent contract period 

 

ARTICLE 42  

Timeliness of Pay 

 

Graduate student employees shall be paid within twenty-one (21) days of the start date of their 

contract (Graduate Fellowship and Assistantship Form [GFAF] provided all necessary 

employment paperwork is completed and signed by the graduate student employee before said 

start date. The employment paperwork needing to be completed and signed is subject to revision 

and includes but is not limited to: GFAF, Participation Agreement, Tax Treaty, Tax Forms, I-9, 

W-2. Departments shall ensure graduate students receive their-contract (GFAF)-before such 

graduate students begin their assistantship work. If a graduate student employee is not paid 

within the above timeline, the affected graduate student employee or a representative of a group 

of affected graduate student employees can meet with a representative of the Administration. The 

Administration's representative will work to rectify the situation in an expeditious manner, and 

depending on the circumstances will approve an advance in pay for the affected employee(s). 

It is recognized that due to compensation levels being enrollment driven (Article 32, Stipends) 

for bargaining unit instructors in the Division of Continuing and Professional Education (CPE) 

and since enrollment figures become final only after a session's add/drop period, payment to said 

CPE instructors within the timelines specified above may not be possible. The following 

procedures shall be implemented in order to minimize the number of CPE instructors not being 

paid within the above timelines: 

1. The CPE's paperwork processing for GEO bargaining unit instructors' pay will begin at 

the level of and upon the establishment of the bargaining unit instructor's "initial 

confirmation" compensation level. 

 

2. When enrollment figures are finalized, after the last day of a session's add/drop period, 

appropriate adjustments to said instructors' compensation level will be calculated and 

processed. 
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3. The University will issue said instructors adjusted pay no later than the second payroll 

period following the payroll period in which the last day for add/drop occurred. 

 

ARTICLE 43  

Mileage and Meal Allowance 

 

When graduate student employees covered by this Agreement are authorized to use their 

personal automobiles for travel related to their employment, they shall be reimbursed in 

accordance with the University Travel Policy, T92-031, as amended from time to time, however, 

graduate student employees shall not be reimbursed per this policy at any rate lower than that of 

other University of Massachusetts Amherst employees. 

When graduate student employees are assigned to work that requires them to be absent from 

their homes for more than twenty-four hours, they shall be reimbursed for reasonable and pre-

approved charges for lodging, including reasonable tips, in accordance with the University 

Travel Policy, T92-031, as amended from time to time, however, changes to this policy or to its 

application shall not result in a greater cost to graduate student employees than to other 

University of Massachusetts Amherst employees.  

When graduate student employees are assigned to work that requires them to be traveling for 

more than twelve hours, they shall be reimbursed for meals in accordance with the University 

Travel Policy, T92-031, as amended from time to time, however graduate student employees 

shall not be reimbursed per this policy at any rate lower than that of other University of 

Massachusetts Amherst employees. 

 

ARTICLE 44  

Privacy 

 

Graduate student employees will not be required to provide their social security numbers to any 

University entity except in cases where such information is required by state or federal 

law/regulation. 
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ARTICLE 45  

Family and Medical Leave 

 

Section I. Family and Medical Leave 

A. Family and Medical Leave, which shall be unpaid, except as described in Paragraph E of this 

Article, may last for a total of up to twelve weeks during any calendar year. Alternatively, 

leave taken for the serious health condition of a spouse, child, parent, or of the employee may 

be taken intermittently or on a reduced schedule, if medically necessary. This means, where 

appropriate, taking leave in blocks of time, or by reducing the normal weekly or daily work 

schedule, so long as Family and Medical Leave does not exceed a total of twelve weeks 

during the calendar year. In the case of an intermittent leave, the University may require that 

the graduate student employee transfer to an alternative position, with equivalent stipend and 

benefits, for which the graduate student employee is qualified and which, in the University's 

view, better accommodates recurring periods of leave than does the graduate student 

employee's regular assignment. Leave for the birth, adoption, or placement of a child may be 

taken on an intermittent basis only with prior approval by the graduate student employee's 

supervisor. 

B. To be eligible, a graduate student employee must have been employed in a position covered 

by the GEO contract for at least four (4) consecutive months prior to the start of the leave or 

four (4) consecutive months in the previous academic year for a graduate student employee 

whose appointment began on the first day of Fall semester. 

C. Leave may be granted for any of the following reasons: 

1. the birth of a child and in order to care for a child, provided any such leave concludes 

within twelve months of the birth of the child (consistent with the FMLA, the total 

aggregate amount of “bonding leave" available to parents of the child who are both 

graduate student employees is twelve weeks); 

 

2. the placement of a child with the graduate student employee for adoption or foster 

care, provided any such leave concludes within twelve months of the placement of the 

child (consistent with the FMLA, the total aggregate amount of “bonding leave" 

available to parents of the child who are both graduate student employees is twelve 

weeks); 

 

3. the care of, or to make arrangements for the care of, a graduate student employee's 

spouse, parent, grandchild, grandparent, domestic partner, relative living in the same 

household, or child, whether or not the child is the natural, adopted, foster, stepchild, 

or child under legal guardianship of the bargaining unit member, who has a serious 

health problem; 
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4. the graduate student employee's own serious health problem that makes the graduate 

student employee unable to perform the essential functions of the position. 

D. A serious health condition means one or more of the following conditions: 

1. an illness, injury, impairment, or physical or mental condition involving inpatient care 

in a hospital, hospice, or residential medical care facility; or 

 

2. any period of incapacity requiring absence of more than two weeks from work, 

school, or other regular daily activities for a condition that also requires continuing 

treatment (that is, being treated two or more times, or one treatment resulting in a 

regimen of continuing medication or therapy) under the supervision of a health care 

provider (i.e., doctor, dentist, clinical psychologist); or 

 

3. continuing treatment by or under the supervision of a health care provider for a 

chronic or long-term health condition that is incurable or so serious that, if not 

treated, would likely result in a period of incapacity of more than two weeks; or 

 

4. prenatal care. 

E. (1) If a graduate student employee has accrued vacation and/or additional time off per 

Articles 38 and 39 which they are eligible to use at the commencement of the leave, they may 

use such leave credits. For the purposes of this Article, vacation and additional time off will 

be treated as accrued as of the beginning of the semester. In addition, for the purposes of this 

Article, graduate student employees whose appointment contract is less than an academic 

year but at least 190 hours shall be deemed to have accrued vacation and/or additional time 

off as if the appointment contract was for the academic year, and may use such leave credits 

at the commencement of the leave. Under such circumstances, the graduate student employee 

does not accrue additional vacation and/or additional time off during a subsequent 

reappointment period within the academic year. 

(2) In addition to the foregoing, graduate student employees with full-time appointments (20 

hours per week) shall receive a total of one hundred (100) hours of paid leave per year. For 

graduate student employees who are appointed more or less than full-time, this leave shall be 

pro-rated on the basis of the percentage of appointment. 

(3) Provided that a graduate student employee meets the requirements of Paragraph B, paid 

leave under paragraphs E. (1) and (2) may be taken at any time within twelve months of the 

birth or placement of a child regardless of whether the birth or placement occurred during the 

term of an appointment and can be used over the course of contiguous appointments; 

however, no such leave will be used to extend the graduate student employee's appointment 

beyond the end date or before the begin date of said appointment. Use of paid leave under 

paragraphs E. (1) and (2) shall be concurrent with (not in addition to) unpaid leave provided 

by paragraph A. 
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F. In the event a graduate student employee does not return from such a leave, except if the 

reason is due to the continuation, recurrence, or onset of a serious health condition, or other 

circumstance beyond the control of the graduate student employee, the University will 

recover any health fees it paid during the unpaid portion of any leave by deducting any such 

amounts from amounts due the graduate student employee, if any, or by otherwise seeking 

recovery of the premium through the legal process. Any graduate student employee taking 

such leave will be informed of this provision prior to the commencement of the leave. 

G. The University will maintain the same health benefits for the graduate student employee 

during such leave as would have obtained had the graduate student employee continued to 

work. 

H. A graduate student employee who is granted leave shall return, through the expiration date of 

their appointment in effect at the commencement of the leave, to their former position or an 

equivalent position with the same stipend and benefits. If, during the period of leave, a layoff 

occurs, the graduate student employee on leave shall receive the same rights as other 

graduate student employees under this Agreement. 

I. The University may require that graduate student employee to submit medical re-

certifications during a leave, either for the employee of other covered individual, at thirty 

calendar day intervals, and it may at reasonable intervals require a graduate student employee 

to report on their status and intent to return to work. In cases of leaves due to the graduate 

student employee's own serious health condition which exceed sixty calendar days, the 

University may require a letter from a physician attesting to the graduate student employee's 

fitness to return to work. 

J. Graduate student employees should submit a leave application to their immediate supervisor, 

who will forward it to the Graduate School. Requests for leave, including any required 

documentation, should be submitted at least one month in advance of the commencement of 

the proposed leave, or when the graduate student employee knows of the need for a leave, 

whichever is later. In cases of planned medical treatment, the graduate student employee 

should consult with the immediate supervisor in an attempt to schedule the leave so as not to 

disrupt unduly the University's operations. 

When the leave is for a serious medical condition of the graduate student employee or 

another eligible person under Section 1 C, the graduate student employee must submit a 

medical certification form supporting the need for the leave. This form will be provided by 

the Graduate School and will be filled in by the health care provider. In certain instances, a 

second or third medical certification may be required by the University; any such second or 

third certification shall be at the University's expense, and the University shall make no 

attempt to recover such expenses from the graduate student employee. A graduate student 

employee will not be permitted to commence or remain on such a leave unless a valid 

medical certification form is provided. 

K. A graduate student employee and spouse both working for the University who are eligible for 

leave under this Article are permitted to take only a combined total of twelve weeks if the 
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leave is for the birth, adoption, or placement for foster care of a child or to care for a family 

member with a serious medical condition. 

 

Section II. Supplemental Family Emergency Leave 

A. Upon written application to the supervisor, including a statement of reasons, a graduate 

student employee may be granted family emergency leave for a period not exceeding ten 

weeks. Such leave shall be without pay or benefits for such period. The purpose for which a 

graduate student employee may submit their application for family emergency leave shall be 

limited to major, emergency, non-medical family care needs (e.g., domestic break-up, flight 

from domestic abuse, unexpected arrival of a child). 

 

B. To be eligible, a graduate student employee must have been employed in a position covered 

by the GEO contract for at least four months prior to the start of the leave. 

 

C. Up to ten days of family emergency leave may be taken in not less than one-day increments. 

However, such intermittent leave requires the prior approval of the supervisor. In the case of 

an intermittent leave, the University may require that the graduate student employee transfer 

to an alternative position, with equivalent stipend and benefits, for which the graduate 

student employee is qualified and which, in the University's view, better accommodates 

recurring periods of leave than does the graduate student employee's regular assignment. 

 

D. If a graduate student employee has accrued time off which they are eligible to use at the 

commencement of the leave, they may use such leave credits. The University may, in its 

discretion, based on the needs of the campus, require a graduate student employee to utilize 

accrued time off during a covered leave. 

 

E. Between periods of family emergency leave, when a graduate student employee returns to the 

payroll for a period of less than two weeks, if a holiday falls during that time, no holiday pay 

or compensatory time shall be granted for such holiday. 

 

F. In the event a graduate student employee does not return from such a leave, except if the 

reason is due to the continuation, recurrence, or onset of a serious health condition, or other 

circumstance beyond the control of the graduate student employee, the University will 

recover any health fees it paid during the unpaid portion of any leave by deducting any such 

amounts from amounts due the graduate student employee, if any, or by otherwise seeking 

recovery of the premium through the legal process. Any graduate student employee taking 

such leave will be informed of this provision prior to the commencement of the leave. 

 

G. The University will maintain the same health benefits for the graduate student employee 

during such leave as would have obtained had the graduate student employee continued to 

work. 
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H. A graduate student employee who is granted a leave shall return, through the expiration date 

of their appointment in effect at the commencement of the leave, to their former position or 

an equivalent position with the same stipend and benefits. If, during the period of leave, a 

layoff occurs, the graduate student employee on leave shall receive the same rights as other 

graduate student employees under this Agreement. 

 

I. A graduate student employee and spouse both working for the University who are eligible for 

leave under this Section are permitted to take only a combined total of ten weeks of leave. 

 

Section III. Military Leave 

A. A graduate student employee who is a member of a reserve component of the Armed Forces 

of the United States and who is called for duty other than the annual tour of duty of not 

exceeding seventeen days shall be subject to the provision of Chapter 708 of the Acts of 1941 

as amended, or of Chapter 805 of the Acts of 1950 as amended, or Chapter 671 of the Acts of 

1966, and amendments thereto. 

 

B. In accordance with Chapter 708 of the Acts of 1941, as amended, a graduate student 

employee who, on or after January 1, 1940, shall have tendered their resignation or otherwise 

terminated their service for the purpose of serving in the military or naval forces of the 

United States who does serve or was or shall be rejected for such service shall, except as 

otherwise provided by Chapter 708 of the Acts of 1941, as amended, be deemed to be or to 

have been on military leave, and no such person shall be deemed to have resigned from the 

service of the Commonwealth or to have terminated such service until the expiration of two 

years from the termination of said military or naval service by them.  

 

Section IV. Personal Leave 

A. Personal leave, other than hereinbefore specified, may be granted by the supervisor, upon the 

written request of the graduate student employee, at least thirty days in advance. Such leave 

shall be without pay or benefits. Denial of such leave shall be grievable through Level Two 

of the Grievance Procedure (Article 31) and shall not be subject to arbitration. 

 

Section V. General Provisions for Unpaid Leaves 

A. Requests for unpaid leaves under this Article shall be submitted to the supervisor by the 

deadline specified for each leave, except in emergency circumstances. 

B.  Requests for unpaid leaves under this Article shall not be unreasonably denied. 
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C. Extensions may be granted upon request, provided that the request is made in accordance 

with the same deadline specified in the appropriate leave section of this Article. Denials of 

requests for extensions shall be grievable through Level Two of the Grievance Procedure 

(Article 31) and shall not be subject to arbitration. 

D. A graduate student employee who is granted a leave shall return, through the expiration date 

of their appointment in effect at the commencement of the leave, to their former position or 

an equivalent position with the same stipend and benefits. If, during the period of leave, a 

layoff occurs, the graduate student employee on leave shall receive the same rights as other 

graduate student employees under this Agreement. 

E. This Article shall apply only in situations where a graduate student employee granted a leave 

remains an enrolled graduate student at the University of Massachusetts Amherst during the 

entire period of the leave 

ARTICLE 46  

Parking Fees 

 

If the Administration seeks to change the parking fees described in the August 1999 Agreement 

between the University of Massachusetts Amherst and the University Staff 

Association/Massachusetts Teachers Association, the Massachusetts Society of Professors, the 

American Federation of State County and Municipal Employees Local 1776, Service Employees 

International Union Local 509, the International Brotherhood of Police Locals 432 A&B, and the 

Graduate Employee Organization United Automobile Workers Local 2322, the parties will 

reopen negotiations for the purpose of negotiating parking fees for graduate student employees. 

All provisions of the University of Massachusetts Amherst Parking Regulations applicable to 

teaching assistants and research assistants shall be extended on the same terms to all members of 

the bargaining unit. 

Effective Fall semester 2015, graduate student employees shall have the option of paying their 

parking fees by payroll deduction over three (3) pay periods in a semester. Parking Services shall 

administer this program. 

ARTICLE 47  

Workspace 

 

Whenever an academic or student union building is planned for construction or renovation, there 

shall be consideration of the needs for office space of graduate student employees in relevant 

departments. 

The University shall provide to all graduate student employees an on-campus mailbox. 
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With approval of their department chair, graduate student employees shall be given key access 

into the buildings in which their offices or labs are housed for the purpose of performing 

assistantship work in said office or lab which is permitted by the department chair to be done 

outside of regular business hours. Department chairs may deny key access into buildings and/or 

offices/labs in order- to minimize access to confidential materials or to minimize the risk of theft, 

fire/explosion hazards, personal harm, and other security/safety issues. Denial shall not be 

arbitrary or capricious. If key access is denied, the reason will be provided to the graduate 

student employee(s) involved. All departmental policies related to the issuance of keys to TOs 

shall apply equally to TOs in the Division of Continuing Education. 

Graduate student employees shall have reasonable access to photocopiers for copying related to 

their employment within departmental guidelines for usage. 

The parties agree to the creation of a joint committee, composed of equal numbers of 

representatives of the Union and the University, that will attempt to develop a plan to provide 

appropriate telephone access for bargaining unit members in connection with their employment 

responsibilities. The University will provide to this committee a report on the offices assigned to 

bargaining unit members during the 2005-2006 academic year and the proximity of those offices 

to a University telephone available for use by the respective bargaining unit member. 

 

ARTICLE 48  

Changes in Assignment 

 

At least forty-five days prior to the first day of classes, TAs and TOs will be informed of their 

assignments. Any changes made as a result of changed or unforeseen circumstances will not be 

subject to this deadline. This Article shall be subject to Article 31, Grievance Procedure, through 

Level Two only, and shall not be subject to Level Three. When a grievance is submitted 

concerning this Article, the affected graduate student employee shall be required to perform and 

continue performing the duties as assigned or reassigned by the Administration pending the 

outcome of the grievance. The provisions of this Article shall not apply to graduate student 

employees in the Division of Continuing Education. 

 

ARTICLE 49  

Computer Access Fee 

 

In the academic year 1999-2000, any graduate student employee who is expected by their 

supervisor to use e-mail in the course of their employment shall not be required to pay a 

computer access fee. 
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Effective July 1, 2000, all graduate student employees who are eligible for tuition and curriculum 

fee scholarship waivers, as described in Article 33, shall receive a waiver of the computer access 

fee for any semester in which they are eligible for such tuition and curriculum fee scholarship 

waiver. 

 

ARTICLE 50  

Intellectual Property 

 

The parties agree that the "University of Massachusetts Intellectual Property Policy for Graduate 

Student Employees" (hereinafter the "IP Policy") (www.umass.edu/research/intelgrad.html) and 

those provisions of the "University of Massachusetts Policy on Conflicts of Interest Relating to 

Intellectual Property and Commercial Ventures" (www.umass.edu/research/ora/confl.html) 

applicable to graduate student employees are hereby incorporated into this Agreement. The 

parties further agree that they will, at the request of either party, reopen negotiations on the IP 

Policy for the sole purpose of incorporating any changes that may be proposed by the University 

as a result of the study currently underway by the University President's Office. 

The University will distribute, at the orientation sessions provided in Article 12, a plain English 

and plain-Chinese summary of the IP Policy, as well as the participation agreements and prior 

intellectual property forms provided for in the IP Policy. The University will develop a policy to 

ensure that no graduate student employee's academic progress is unreasonably delayed as a result 

of the IP Policy. The University will provide an annual report to the creator(s) of any intellectual 

property within the scope of the IP Policy on the distribution of income related to that intellectual 

property under the IP Policy. 

 

ARTICLE 51  

Cost Items and Appropriation by the General Court 

 

The cost items contained in this Agreement (including Articles 24, 32 and 35) are specifically 

subject to additional, complete, and identifiable appropriation by the General Court and shall not 

become effective unless the appropriation necessary to fund fully such cost items has been 

enacted in accordance with Massachusetts General Laws, Chapter 150E, Section 7, and allocated 

by the Governor to the Board of Trustees, in which case the cost items shall be effective on the 

dates provided in this Agreement. 

The Administration shall make a request for the funding of this Agreement as required by 

Massachusetts General Laws, Chapter 150E, Section 7. In the event that the additional, specific, 

complete, and identifiable funding is not fully provided, the cost items shall be returned to the 

parties for further bargaining. 
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ARTICLE 52 

Separability 

 

In the event that any provision of this Agreement is in whole or in part declared to be illegal 

and/or invalid in any court, tribunal, or administrative agency having competent jurisdiction, or 

in the event that compliance with or enforcement of any provision of this Agreement is 

restrained in in whole or in part by any court, tribunal, or administrative agency having 

competent jurisdiction, then all of the other terms, conditions and provisions of this Agreement 

shall remain in full force and effect and shall continue to be binding on the parties hereto. 

In such an event as described above, the parties shall meet within thirty calendar days after either 

party receives written notice from the other in an attempt to renegotiate in conformity with the 

law. 

ARTICLE 53 

Successorship 

 

In the event that the University of Massachusetts at Amherst is consolidated or merged into or 

with any other division, school, college, or component of the Massachusetts system of public 

higher education during the life of this Agreement, graduate student employees covered by this 

Agreement as defined in Article 2 shall remain in full force and effect. 

In the event there is a successor or successors in interest to the Board of Trustees of the 

University of Massachusetts, such successor(s) shall be bound by and shall assume all the rights, 

duties, and obligations of the Administration as if such successor(s) in interest were a named 

party and signatory to this Agreement. 

 

ARTICLE 54  

Duration 

 

1. This Agreement shall be for the period from September 1, 2017, through August 31, 2020, 

and the terms contained herein shall become effective on the date of its execution by the 

parties unless otherwise specified in this Agreement. 

 

2. Should a successor Agreement not be executed by August 31, 2020, this Agreement shall 

remain in full force and effect until a successor Agreement is executed or an impasse is 

reached. At the written request of either party, negotiations for a subsequent agreement will 

be commenced on or after February I, 2020. 
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3. This Agreement is entered into and shall become effective when it is signed by the President 

of the University. 

 

4. Should a successor Agreement not be executed by August 31st, 2020, this Agreement shall 

remain in fill force and effect until a successor Agreement is executed or an impasse is 

reached. At the written request of either party, negotiations for a subsequent agreement will 

be commenced on or after February 1, 2020. 

 

5. This Agreement is entered into and shall become effective when it is signed by the President 

of the University. 
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Memorandum of Understanding #1 

 

The parties agree that reappointment and layoff of graduate student employees who are granted 

two-year contracts, under the terms of Article 29, shall be governed by all relevant provisions of 

this Agreement, as are one-year and one-semester appointments, including the stipulation of 

Article 26 that “Except as described in Article 27, Layoff and Recall, and Article 23, 

Appointment and Reappointment, no graduate student employee shall be discharged or 

disciplined except for just cause.” 
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Memorandum of Understanding #2 

 

This will confirm our agreement that the terms and conditions of employment referred to in 

Article 25, Second job, are explicitly understood to include, if applicable, satisfactory progress 

towards completion of degree requirements, and conformity with the Graduate School’s 

assistantship policies.  
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Memorandum of Understanding #3 

 

The Administration agrees that it will, at GEO’s request, explore the possibility of including 

graduate student employees in one of the long-term disability insurance plans provided to 

University employees.  
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Memorandum of Understanding #4 

 

In determining the application of any negotiated minimum stipend to ARDs, the value of the 

housing assigned to the ARD shall be considered as meeting part of the minimum stipend. For 

the academic year 1996-97, the values of this housing shall be set at $4,200 per year. Any 

increases in the value of housing in subsequent years shall not exceed the percentage increase in 

the average rental cost in the town of Amherst. 

 

The standard FTE stipend for ARDs will not decrease from its current level of $11,901.60 during 

the term of this Agreement. 

 

The parties agree that the requirement that ARDs be “on call” for emergencies does not 

constitute participation in the formal on-call system of the Division of Student Affairs and will 

not be charged during the life of this Agreement from the former to the latter. 

 

The parties agree to the creation of a joint committee, composed of qual members of 

representatives of the Union and the University, to discuss the physical conditions of the 

residences of ARDs. The University agrees to produce a report on the most recent renovation and 

furniture replacement that has occurred in each such residence.  
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Memorandum of Understanding #5 

 

The Amherst campus administration and GEO agree to work together to seek authorization for 

GEO representatives to appear before regularly scheduled meetings of the Board of Trustees as 

needed.  
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Memorandum of Understanding #6 

 

The University shall continue its funding to the Graduate Dean for graduate student support to 

increase diversity for a total in FY05 of $800,000, a total in FY06 of $800,000, and a total in 

FY07 of $800,000. 

 

The university shall issue two (2) reports on the recruitment and retention of a diverse graduate 

student body and on the use of this funding. An interim report shall be issued by February 15th 

and an annual report by July 1st of each year. These reports shall include as appropriate: 1). A 

demographic description of current graduate students in doctoral programs by race/ethnicity. 

Gender, nationality, in-state/out-of-state status, and academic area of study; 2). A description of 

the decision making and allocation process; 3). A detailed budgetary break down of the funding 

allocation for the previous fiscal year; 4). A proposed budget for the expenditure of the diversity 

fund for the upcoming fiscal year; and 5). An explanation of the funds used for recruitment and 

retention during the current year. 

 

The University shall continue the assignment of a half-time Development Officer to the Graduate 

School whose responsibilities shall include but not be limited to raising funds to increase funding 

for ALANA and other underrepresented groups in the graduate student population. It is explicitly 

acknowledged by the parties that the inclusion of this provision in this Memorandum of 

Understanding does not constitute a precedent or acknowledge any right of GEO to negotiate for 

non-bargaining unit positions in the future. 

 

The funding decisions of the Graduate School shall not be subject to Article 31, Grievance 

Procedure.   
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Memorandum of Understanding #7 

 

The parties agree that the addition of the word “scholarship” to Article 33 shall have no effect of 

the manner in which graduate student waivers are awarded. 
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Memorandum of Understanding #8 

 

The use of affirmative action in Article 17 applies only to graduate student employment, and not 

to graduate student recruitment. 
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Memorandum of Understanding #9 

 

The parties agree that the University has the authority to adopt, in any or all of its departments, 

programs, schools, and colleges, policies and practices barring the appointment of non-degree 

graduate students to bargaining unit positions and that any such policies and practices shall not 

be deemed to be in violation of the Agreement. Any non-degree graduate student who already, as 

of the date of signing of this MOU, has a signed appointment to a bargaining unit position shall 

not be removed from that position as a result of this MOU.  
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Memorandum of Understanding #10 

The University and GEO agree to form a committee composed of three members appointed by 

GEO and three members appointed by the University to explore extending tuition and fee 

waivers for the Division of Continuing Education to graduate student employees. This committee 

will begin working no later than October 1, 2005, and conclude no later than May 15, 2006. The 

University will provide all relevant information to the committee. 
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Memorandum of Understanding #11 

The University and GEO agree that the addition of definitions of “waiver” and “exemption” shall 

not result in any reduction of the benefits accorded to bargaining unit members. 
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Memorandum of Understanding #12 

Because of the University’s current belief that it is prohibited by the Family Educational Rights 

and Privacy Act from providing much of the information described in Article 9 and the notice to 

GEO described in Article 26, the parties agree that their respective counsel will meet to attempt 

to resolve this conflict in a way that both complies with applicable state and federal law and 

facilitates the efficient discharge by the Union of its rights and responsibilities as the exclusive 

representative of the members of the bargaining unit. This memorandum of understanding shall 

be unaffected by any changes negotiated in Article 9 as a result of the addition to the bargaining 

unit of graduate student employees in the Division of continuing Education; any such changes 

shall have no effect on either party’s position with respect to the University’s ability to provide 

data to the Union under the Family Educational Rights and Privacy Act.   
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Memorandum of Understanding # 13 

The parties agree that any and all changes to Article 1, Recognition, put into effect July 1, 2004 

are only intended to clarify the wording in Article 1 and, except for the changing regarding the 

inclusion of Donahue Institute’s graduate student employees, are not meant to redefine the 

bargaining unit in any way. 
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Memorandum of Understanding #14 

There shall be a committee, with two (2) members appointed by the Provost and two (2) by 

GEO, which shall explore: 1) the possibility of expanded diversity training for graduate student 

employees; 2) the possibility of providing sexual harassment awareness workshops for new 

graduate student employees; and 3) other ways in which training and orientation of graduate 

student employees might be improved (including consideration of the question of payment). That 

committee shall report on its finding to the Provost and to GEO by December 31, 2005. If the 

committee does not report its findings by December 31, 2005, or diversity training, sexual 

harassment awareness workshops, and improved graduate student training is not implemented by 

September 15, 2006, GEO and the Administration will reopen negotiations on this subject. 

Activities and decisions of the committee shall be subject to Article 31, Grievance Procedure, 

through Level Two only and shall not proceed to Level Three.  
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Memorandum of Understanding #15 

At the beginning of each academic year, the University agrees to notify all departments with a 

copy sent to the GEO office of the assistantship paperwork processing timelines for the academic 

year in order that graduate student employees are paid in accordance with Article 42. In the event 

the employment paperwork needing to be completed changes as referenced in Article 42, the 

University agrees to notify all departments of the changes with a copy sent to the GEO office.  
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Memorandum of Understanding #16 

The University agrees to establish and administer during FY05 a pilot emergency travel load 

program. Graduate student employees who have not received approved travel reimbursement 

monies within twenty-one (21) days of submitting a completed travel reimbursement request to 

their department are eligible to apply and receive this loan. 

When graduate employees submit a completed travel reimbursement request to their 

departments, they will obtain a receipt indicating the date submitted, a notation that all required 

documents have been received, and the amount of reimbursement. If after twenty-one (21) days 

of obtaining this receipt to the Graduate School, which will issue a loan equal to the amount of 

the reimbursement, subject to repayment when the official reimbursement is issued. Whenever 

possible, the Graduate School will issue payment the same day the graduate student employee 

requests the loan.  

This emergency travel loan program may be extended beyond FY05 only upon mutual 

agreement of the parties.  
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Memorandum of Understanding #17  

The parties agree that during each semester that enrollment space is available currently enrolled 

flexible-schedule families that wish to add up to six (6) hours to their reserved care Tier 1, 2, or 3 

schedule may do so for the price of $2.00 per hour or their current hourly rate if higher.  

For example, a Tier 3 family with a reserved care schedule of 12 hours of care per week may add 

up to six (6) hours of care to make a reserved schedule of up to 18 hours per week. These extra 

hours will be billed directly to the parent at the rate of $2.00 per hour.  

Parents must contact the CEEC Office by a time designated by CEEC to schedule up to six (6) 

hours of extra care to the child’s current enrollment schedule.  

The cost of this care will be billed to the parent on a monthly basis. The Schedule Change Fee 

will be waived for families adding the purchased hours of care. Any future enrollment schedule 

changes will incur the Schedule Change Fee. 

CEEC will continue to make offers of enrollment from the waiting list in order to fill available 

hours of care.  
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Memorandum of Understanding # 18 

The University agrees that any increases to the FY17 Graduate Service Fee will be waived for 

graduate student employees for the duration of 2017-2020 Agreement. The parties agree that said 

waivers, if any, and this MOU expire on August 31, 2020. 
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Memorandum of Understanding #19  

The parties agree that funds from the Health and Welfare Fund in accordance with Article 35 

section G shall be used, on a one-time basis in FY09, to reimburse graduate student employees’ 

incurred cost for health insurance premiums up to $148 for individuals or $519 for individuals 

plus family.  
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Memorandum of Understanding #20 

There shall be a committee, consisting of three (3) members appointed by the Administration and 

three (3) members appointed by GEO, to review the current affirmative action and anti-

discrimination measures affecting employment in bargaining unit positions and to make 

recommendations to support the parties’ mutual goal of ensuring equal opportunity in 

recruitment, hiring, and retention for these positions. By mutual agreement of the parties, a 

statistical assistant may be employed to aid the committee in its work. If an assistant is hired, 

they will be a graduate student employee hired and supervised by the University. The Committee 

will be appointed and begin meeting within three (3) months of the date of ratification of the 

current contract and produce recommendations by no later than six months from the date it 

begins meeting. The recommendation of this committee shall not be subject to Article 31, 

Grievance Procedure.  
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Memorandum of Understanding #21 

There shall be a committee consisting of three (3) members appointed by the University and 

three (3) members appointed by the Union to: 1) complete an audit of all buildings where 

graduate student employees work, identify for each such buildings the number and location of 

any restrooms which may be re-designated as all-gender consistent with applicable building 

codes and without more than incidental cost to the University, and 2) prepare an estimate of the 

cost of providing an all-gender restroom in each building where graduate student employees 

work, if re-designation of existing facilities is not practicable. 

The University will hire and supervise a graduate assistant with applicable experience to assist 

the committee regarding facilities code compliance, maintenance and renovation.  

The committee will be appointed and begin meeting within three (3) months of the date of 

ratification of this Agreement and will submit a completed report and recommendations to the 

University and Union by no later than six (6) months thereafter. The recommendations of this 

committee shall not be subject to Article 31. Grievance Procedure. 
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Memorandum of Understanding #22 

Within three (3) months of union ratification of the current agreements all departments will 

review and, if needed, update their appointment and reappointment procedures in accordance 

with Article 23, Appointment and Reappointment. Revised appointment and reappoint 

procedure, including criteria, shall be posted on the University’s website ten (10) calendar days 

thereafter pursuant to Article 23, Section 3.  

 

 

PERB Received
10/21/21 22:48 PM



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
      ____________________ 
      EXHIBIT D 

PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



PERB Received
10/21/21 22:48 PM



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
      ____________________ 
      EXHIBIT E 

PERB Received
10/21/21 22:48 PM



 

1 
 

     TABLE OF CONTENTS 

ARTICLE 
 
ARTICLE 1 RECOGNITION 
ARTICLE 2 TITLES AND CLASSIFICATIONS 
ARTICLE 3 EMPLOYMENT APPOINTMENT LETTER 
ARTICLE 4 EMPLOYMENT APPOINTMENT SECURITY 
ARTICLE 5 JOB POSTING 
ARTICLE 6 GRIEVANCE AND ARBITRATION 
ARTICLE 7 NON-DISCRIMINATION, HARASSMENT, AND ABUSE OR 

INTIMIDATION 
ARTICLE 8 ACADEMIC RETALIATION 
ARTICLE 9 INTELLECTUAL PROPERTY, SCHOLARLY AND RESEARCH 

MISCONDUCT 
ARTICLE 10 HEALTH AND SAFETY 
ARTICLE 11 TRAINING 
ARTICLE 12 EMPLOYMENT RECORDS 
ARTICLE 13 INTERNATIONAL STUDENT WORKER RIGHTS AND WORK 

AUTHORIZATION 
ARTICLE 14 TAX ASSISTANCE 
ARTICLE 15 WORKSPACE AND MATERIALS 
ARTICLE 16 WORKLOAD 
ARTICLE 17 MANAGEMENT RIGHTS 
ARTICLE 18 UNION ACCESS AND RIGHTS 
ARTICLE 19 DISCIPLINE AND DISCHARGE 
ARTICLE 20  COMPENSATION 
ARTICLE 21 HEALTH AND DENTAL INSURANCE 
ARTICLE 22 CHILD CARE FUND 
ARTICLE 23 FAMILY FRIENDLY BENEFITS 
ARTICLE 24 LEAVE PROVISIONS 
ARTICLE 25 HOLIDAYS, PERSONAL DAYS, AND VACATION 
ARTICLE 26 PARKING AND TRANSIT 
ARTICLE 27 TRAVEL 
ARTICLE 28 EMERGENCY GRANT 
ARTICLE 29 EMPLOYEE ASSISTANCE PROGRAM 
ARTICLE 30 UNION-MANAGEMENT COMMITTEE 
ARTICLE 31 UNION SECURITY 
ARTICLE 32 NO STRIKE/NO LOCKOUT 
ARTICLE 33 SEVERABILITY 
ARTICLE 34 DURATION 
 
APPENDIX  

APPENDIX A   NOTICE OF RIGHT TO UNION REPRESENTATION UNDER ARTICLE 7, 
NON-DISCRIMINATION AND HARASSMENT, AND ABUSE OR 
INTIMIDATION 

PERB Received
10/21/21 22:48 PM



 

2 
 

APPENDIX B   DUES CHECK-OFF AUTHORIZATION 

SIDE LETTERS 
  
HOUSING 
NON-DISCRIMINATION AND HARASSMENT WORKING GROUPS 
ADDITIONAL TEMPORARY PRIVATE SPACE 
 
 
   

 

ARTICLE 1 
RECOGNITION 

 
As reflected in the National Labor Relations Board Case 01-RC-186442, the University 

recognizes the International Union, United Automobile, Aerospace and Agricultural Implement 
Workers of America (UAW), and its Local Union, Harvard Graduate Students Union-UAW 
Local 5118 (HGSU-UAW Local 5118), as the exclusive bargaining representative for employees 
in the bargaining unit. The bargaining unit shall include all students enrolled in Harvard degree 
programs employed by Harvard University who provide instructional services at Harvard 
University, including graduate and undergraduate Teaching Fellows (teaching assistants, 
teaching fellows, course assistants) and all students enrolled in Harvard degree programs (other 
than undergraduate students at Harvard College) employed by Harvard University who serve as 
Research Assistants (regardless of funding sources, including those compensated through 
Training Grants). This bargaining unit includes students employed by Harvard University and 
enrolled in the Harvard Graduate School of Arts and Sciences, Harvard Business School, the 
Division of Continuing Education, Harvard Graduate School of Design, Harvard Graduate 
School of Education, the Harvard John A. Paulson School of Engineering and Applied Sciences, 
the John F. Kennedy School of Government at Harvard University, Harvard Law School, 
Harvard Divinity School, Harvard Medical School, the Harvard T.H. Chan School of Public 
Health, and Harvard College.  Excluded: All undergraduate students serving as research 
assistants and all other employees, guards and supervisors as defined in the Act. 
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ARTICLE 2 
TITLES AND CLASSIFICATIONS 

 
  

Section 1.  As of the effective date of this Agreement, all Student Workers (SW) performing 
duties below shall be placed into titles and pay classifications based on the nature of duties 
and eligibility as follows:   
 

Salary/Stipended Positions 
 
 

 

Title  
Pay 

Classification  

Pay  
Code 

Duties  

Eligibility  

Research 
Assistant 1  

Article 20, 
Sections 2.A 
and 2.H 

TBD Performs research   
(including scientific rotations) under 
the supervision 
of faculty/principal investigator/mus
eum curator   

Harvard enrolled graduate students.   
 

 

Research 
Assistant 2   

Article 20, 
Section 2.B and 
2.H 

TBD Research Assistant 1 with a teaching 
position (research duties adjusted 
accordingly).   

Harvard enrolled graduate students.  

Teaching 
Fellow 1  

Article 20, 
Section 2.C   

TBD Provides 
instructional services which may 
include teaching, grading, coaching 
and/or other academic support 
services.   

Harvard enrolled graduate students 
teaching at all schools and 
units. Undergraduate students teaching 
at all schools and units except the 
College.  

Teaching 
Fellow 2  

Article 20, 
Section 2.C   

TBD Head TF is 
a Teaching Fellow 1 who in addition 
leads other TFs   

Harvard enrolled graduate students 
teaching at all schools and 
units. Undergraduate students teaching 
at all schools and units except the 
College.  

Pedagogical 
Fellow   

Article 20, 
Section 2.C   

TBD Provides instructional services 
including but not limited to 
consulting with TFs, leading 
pedagogy seminars and workshops 
and developing resources/providing 
pedagogical support and guidance 
on teaching and 
professional development (currently 
based at the Bok Center)   

Harvard enrolled graduate 
students.  Prior Teaching Fellow experi
ence.   
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Instructional 
Fellow   

Article 20, 
Section 2.C   

TBD Leads course and is sole 
instructor/lecturer teaching outside 
of DCE.   

Harvard enrolled graduate student.   

Course 
Assistant 1   

Article 20, 
Section 2. C 

TBD Performs instructional support not 
including classroom or lab section 
time  

Harvard enrolled undergraduate 
students.   

Course 
Assistant 2  

Article 20, 
Section 2. C  

TBD Performs instructional support, 
plus classroom or lab section time.   

Harvard enrolled undergraduate 
students  
  

 
 
 

Hourly Positions 
 
Title  Pay 

Classification
  

Pay 
Code 

 

Duties  Eligibility   

Hourly 
Research 
Assistant 
  

Article 20, 
Sections 3.A 
and 3.C 

TBD Performs research under 
faculty/principal investigator sup
ervision   

Harvard enrolled graduate 
students.   

Hourly 
Teaching 
Fellow   
   

Article 20, 
Sections 3.A 
and 3. B 

TBD Provides instructional services 
including but not limited to 
teaching, grading, and/or other 
academic support services.   
 
 

Harvard 
enrolled graduate students teaching 
at all schools and 
units. Undergraduate students teach
ing at all schools and units except 
the College.  

Hourly 
Course 
Assistant 
1  

Article 20, 
Sections 3.A 
and 3. B 

TBD Performs instructional support, 
not including classroom or 
lab section time  

Harvard 
enrolled undergraduate students  
  

Hourly 
Course 
Assistant 
2  

Article 20, 
Sections 3.A 
and 3. B 

TBD Hourly CA 1 plus classroom or 
lab section time.   

Harvard enrolled undergraduate 
students  
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Division of Continuing Education Positions  
  

Title  Pay 
Classification  

Pay 
Code 

 Duties  Eligibility  

DCE Lecturer/  
Instructor  

Article 20, 
Section 2.E 
 

TBD  Leads course and is 
sole lecturer/instructor at 
DCE.  

Harvard enrolled graduate and 
undergraduate students.  

DCE Teaching 
Fellow  

Article 20, 
Section 2.E 
 

TBD  Provides instructional 
services which may include 
teaching, grading, 
and/or other academic 
support services at DCE.  

Harvard enrolled graduate 
and undergraduate students.  

 
DCE Head 
Teaching 
Fellow 
  

Article 20, 
Section 2. E 

TBD 
 

 Coordinates Teaching 
Fellows, performs 
administrative instructional 
support; does not include 
teaching sections. Head 
Teaching Fellow may also 
hold a Teaching Fellow 
Position.  

Harvard enrolled graduate and 
undergraduate students.  

DCE Course 
Assistant  

Article 20, 
Section 2.E 
 

TBD  Performs instructional 
support at DCE.  

Harvard enrolled graduate and 
undergraduate students.  

  
 

  
Section 2. In courses that do not have a Head TF, faculty may designate a Teaching Fellow 1 
with additional administrative duties.   Such designation will come with additional 
compensation.   
  
Section 3. The University shall appoint the SW to the highest title and pay classification for 
which they are qualified based on the duties of their appointment and their eligibility. If the 
SW’s duties change during their appointment the University may move a SW to a title with a 
higher pay classification. A SW may request to be moved to a lower pay classification.  
   
Section 4. No modifications or deletions shall be made to the bargaining unit pay classifications 
and job titles in Section 1 unless they are agreed to by both parties.  
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Section 5. Definitions:  
  
Rotation - Most commonly found in programs within the natural sciences, a rotation is a period 
of time, commonly shorter than a semester, in which a Ph. D student conducts research within an 
individual faculty member’s research group. Within an academic year a student would perform 
multiple rotations within different faculty lab groups, most commonly within the student’s 
academic program. The intent of a rotation is to assist the student and potential faculty advisor 
determine if the lab/research group is best suited to the student’s doctoral research.   
  
Section 6. It is not the intent of this article to convert previously salaried/stipended positions to 
hourly positions.  Such modifications shall not be made unless agreed to by both parties.  

 
 

ARTICLE 3 
EMPLOYMENT APPOINTMENT LETTER 

 

Section 1. Prior to the start of the appointment, the University shall provide an employment 
appointment letter to salaried SWs, sent via email to the SW’s email address. This letter shall be 
sent within a reasonable period of time in advance of the appointment starting date, preferably no 
later than 60 (sixty) days prior to the commencement of employment, recognizing that some 
departments and units may not be in a position to send such a letter that early due to uncertain 
enrollments or funding or other legitimate reasons. In such cases, the department or unit will 
send out the letter as soon as reasonable. 
 
SWs employed on an hourly basis will receive an employment appointment letter prior to the 
commencement of their work or as soon thereafter as is reasonable under the circumstances.  
 
Section 2. The letter of employment appointment shall include the following information: 
 

A. Employment appointment title(s). 
B. Effective starting date of the employment appointment and, if known, the termination 

date for the appointment. 
C. The Employment unit contact and the faculty member(s) or the supervisor(s) to whom the 

SW will report.  
D. For teaching appointments, the name of the course; the approximate number of students 

for which the SW will be responsible; a description of the required duties, including: 
leading sections, holding office hours, grading assignments, attending lectures, etc. If 
known at the time of the employment appointment letter, any scheduled meetings or 
trainings.  

E. For all other employment appointments, a brief description of required duties; including 
required meetings and trainings; and procedures for evaluation, if any. 

F. Work location (i.e. which campus and, if known, building and room). 
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G. Expected work schedule, including course meeting times and locations, if applicable. The 
parties recognize schedules and locations may change prior to the start of the semester or 
term. Where applicable for hourly SWs, any cap on the number of hours.  

H. Pay classification as described in Article 2, Titles and Classifications. 
I. Amount of compensation or hourly pay rate.  
J. Benefits related to this employment appointment, if different from those described 

elsewhere in this contract. 
K. Response requirements, if any. 
L. A statement that the position is covered by this collective bargaining agreement. 
M. Union mailing address, phone number, and website address. 

 
If any of this information is not known at the time of notification, the SW will be informed as 
soon as is reasonable under the circumstances. 
 
Section 3.  All employment appointment letters will include a FERPA Communication and 
FERPA Release Form as set forth in Article 18, Union Access and Rights. 
 

 
ARTICLE 4 

EMPLOYMENT APPOINTMENT SECURITY 
 
 
Section 1.  For teaching appointments outside the guaranteed admissions offer period, if a 
Teaching Fellow’s assigned course or section is cancelled due to insufficient enrollment or any 
other reason after the formal acceptance of a written employment appointment pursuant to 
Article 3, Employment Appointment Letter, the department or unit shall notify the Teaching 
Fellow as soon as practicable. In such cases, the Teaching Fellow shall be offered an available 
alternative section that the Teaching Fellow is qualified to teach and that has not been assigned 
to another Teaching Fellow or other individual. However, if no other course assignment can be 
made and the course or section is finally cancelled, the Teaching Fellow shall be paid 20% of the 
compensation they would have received had the course or section not been canceled.   

 

Section 2.  If a Research Assistant I or II has their appointment end during their employment 
appointment period through no fault of the SW, such as may be caused in some circumstances by 
the unexpected departure of the faculty member to whom the SW is assigned, the University will 
work with the SW and endeavor to find work for the remainder of the 10 or 12 month 
appointment. Such replacement work is not guaranteed, however.  
 

ARTICLE 5 
JOB POSTING 

 
Section 1. Certain positions that would be in the bargaining unit if filled by a Harvard student are 
filled in the following manner:  
 

A. To fulfill a commitment of support made to a Harvard student at the time of admission; or 
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B. As part of an existing or past teaching, research, or advisor/advisee relationship between 
a faculty member and a candidate for a position.  
 

In cases where such positions are not filled in the aforementioned manner they will be 
considered “open positions” and the University encourages, but does not require, employing 
units to post open positions on the central website described below.  Nothing in this article 
prohibits an employing unit from advertising an open position in a location other than the 
common central website. The University encourages, but does not require, employing units to 
hire Harvard students over other candidates. 
 
Section 2. Within a reasonable amount of time which shall not exceed one (1) year after the 
effective date of this Agreement, absent extraordinary circumstances, the University agrees to 
develop a common central website to host open positions as defined above. The University will 
issue periodic notices to employing units informing them of the website location and posting 
process.  
 
Section 3. When posting an open position, the employing unit will specify whether the posting 
will be open for a specified period of time (e.g., 14 calendar days) or an unspecified period of 
time (e.g., until filled).  
 
Section 4.    Postings should provide the following information regarding the open position: 
 

A. Position title and classification [per Article 2, Titles and Classifications] 
B. Starting date of the position and, if known, the termination date for the position; 
C. Supervisor and/or supervisory unit;  
D. The assigned course or lab assignment where applicable; 
E. Brief description of the required duties; 
F. Basic and preferred qualifications; 
G. Work location (Cambridge campus, Longwood campus, or other location); 
H. Expected pay rate or range; 
I. Expected pay frequency; 
J. Expected work schedule; 
K. A statement that the position is covered by this collective bargaining agreement if 

filled by a Harvard student; 
L. Information about how to apply for the position; 
M. Deadline for applying;  
N. Statement on non-discrimination. 

 
 

ARTICLE 6 
GRIEVANCE AND ARBITRATION 

 
Section 1.  A SW, a group of SWs, or the Union who have a complaint may process a grievance 
in accordance with the procedure outlined in this Article. A grievance is any dispute concerning 
the interpretation, the application, or claimed violation(s) of a specific provision(s) of this 
Agreement. 
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Section 2. Initial Oral Discussion 
 

A. In order to facilitate a timely resolution on a SW, group of SWs, or the Union’s 
complaint(s), the SW, group of SWs, or the Union are encouraged, but not required, to 
discuss the problems with the immediate supervisor or faculty member to whom they 
report. The SW or group of SWs shall have the right to union representation for such 
informal discussions as well as throughout any formal grievance procedure steps.  
 
The parties are encouraged to attempt to resolve the problems informally but if they are 
unable or choose not to do so, a SW, group of SWs or the Union may file a grievance 
under Section 4 below.  The timeline set forth in Section 3 for filing a grievance is not 
tolled by any informal discussions that may have taken place under this section. 
 

 
B. Mutual resolutions of the complaint at the initial oral discussion shall be in writing, and 

although final, shall not be precedential nor inconsistent with this Agreement.  
 
Section 3.  Any formal grievance must be filed at Step One of this Article within thirty (30) 
business days after the event, or after the grievant should have become aware of the event, giving 
rise to the grievance.  A SW who is required by their employment or by their academic duties to 
be temporarily away from the Harvard campus may file their grievance within thirty (30) 
business days following their return to campus.  
 
Section 4. Grievance Process 
 
Step 1. 
 

A. The Step 1 grievance shall be in writing and state pertinent facts of the case as clearly and 
concisely as possible, the provision(s) of the Agreement alleged to have been violated; 
and a statement of the desired outcome. This written grievance shall be submitted to the 
appropriate department chair or comparable director in units with no department chair for 
resolution in accordance with this Article. If a SW or group of SWs files the grievance 
without the Union, the University will notify the Union of such filing. 
 

B. Within five (5) business days of receipt of the Step 1 grievance, the department chair, 
director or designee shall meet with the grievant(s) and the Union representative where 
the grievance will be presented in an effort to resolve the grievance. 

 
C. The department chair, director or designee shall have five (5) business days to provide a 

written response to the grievance. 
 

D. Mutual resolutions of the grievance at Step 1, although final, shall not be precedential. If 
the mutual resolution is between a SW or group of SWs without the Union being 
involved, then such resolution shall also not be inconsistent with this Agreement. 
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E. If the grievance is against the Department Chair, or comparable director in units with no 

department chair, Step 1 may be filed with the relevant Dean or designee.  
  
Step 2 
 

A. In the event the response to the Step 1 Grievance is unsatisfactory, the Union may appeal 
the grievance to the Dean of the School or designee within ten (10) business days of 
receiving the written response.  The Dean or designee shall conduct a meeting to resolve 
the dispute within ten (10) business days of the receipt of the grievance.  However, if the 
grievance is filed at Step 1 to the Dean or designee per paragraph E, the Union may 
appeal the grievance to the Provost. 

 
B. The Dean or designee or Provost or designee shall provide the Union with a written 

response within ten (10) business days of the meeting. 
  
Step 3. Arbitration 
 

A. A grievance not resolved at Step 2 may be appealed to arbitration by the Union provided 
the Union gives written notice to the University within thirty (30) business days of the 
Step 2 denial by the Dean or designee or Provost or designee. Only the Union may 
process a grievance to arbitration. The Union will request a list from the American 
Arbitration Association or the Labor Relations Connection within fifteen (15) business 
days from its notice of appeal to the University and selection shall be made in accordance 
with the voluntary labor arbitration rules of that body. 
  

B. Arbitration will be conducted in accordance with the rules of the American Arbitration 
Association or the Labor Relations Connection. 
 

C. Each party shall bear the expense of preparing and presenting its own case.  The 
compensation, fees, and expenses of the Arbitrator shall be borne equally by the Union 
and the University.  If the parties agree to have the hearing transcribed, the parties will 
share equally in the cost of the transcription. 
 

D. Unless otherwise mutually agreed, each arbitration hearing shall deal with no more than 
one (1) grievance. 
 

E. The Arbitrator shall have no power to add to, subtract from, modify or disregard any of 
the provisions of this Agreement. The Arbitrator shall have no jurisdiction or authority to 
issue any award changing, modifying, or restricting any action taken by the University on 
matters reserved to the University's discretion as per Article 17 (Management Rights) 
unless those actions are restricted by other terms of this Agreement. 
 

F. The decision of the arbitrator shall be final and binding on the parties, although each side 
retains whatever rights it has under state or federal law to challenge the decision and 
award. 
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G. The arbitrator shall render a decision on the grievance within 30 calendar days of the 

close of the hearing, or the filing of briefs, whichever is later.  
 
Section 5:  Time Limits 
 

A. Absent extraordinary circumstances, failure by the SW, group of SWs or the Union to 
comply with the time limitations of this Article at any of the Steps, including the initial 
filing of the grievance, shall constitute a forfeiture of the right to pursue the grievance 
and shall preclude any further processing of the grievance.  
 

B. Unless the parties have agreed in writing to a specific extension of time, any grievance or 
demand for arbitration which is not filed at each Step within the time limits contained 
herein shall be deemed waived and there shall be no further processing of the grievance 
or any arbitration thereon. 
 

C. Failure by the University at any Step to communicate its response within the specified 
time limits shall permit the Union to proceed to the next Step. 
 

D. All time limits herein may be extended by mutual agreement expressed in writing. 
 
Section 6.  The filing or pendency of a grievance under the provisions of this Article shall not 
prevent the University from taking the action complained of, subject, however, to the final 
decision of the Arbitrator. 
 
Section 7.  Unless otherwise stated in writing by the University and Union, any mutual 
resolution of grievances at any step shall not be precedential nor inconsistent with this 
Agreement.  
 
 

ARTICLE 7 
NON-DISCRIMINATION, HARASSMENT, AND ABUSE OR INTIMIDATION 

 

Section 1.  Prohibition of Discrimination, Harassment and Abusive or Intimidating Behavior 

A. Harvard University provides equal opportunity in employment for all qualified persons 
and shall not discriminate against any SW on the basis of race, color, religion, creed, sex, 
sexual orientation,  marital status, parental status, pregnancy and pregnancy-related 
condition,  gender identity, genetic information, national origin, ancestry, age, veteran 
status, military service, physical or mental disability, political beliefs, union activity or 
membership , or membership in other protected status under Massachusetts, federal or 
local law, or any University Policy. 
 

B. The University shall not tolerate abusive or intimidating behavior by individuals who 
hold supervisory authority over SWs. 
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Section 2.  Definitions of Sexual and Gender-Based Harassment and Abusive or Intimidating 
Behavior    

A. Sexual and Gender-Based Harassment 

Consistent with the University’s policies on sexual and gender-based harassment and/or 
discrimination for students, faculty, staff and other Harvard appointees, Harvard University is 
committed to maintaining a safe and healthy educational and work environment in which no 
member of the University community is, on the basis of sex, sexual orientation, or gender 
identity, excluded from participation in, denied the benefits of, or subjected to discrimination 
in any University program or activity. Gender-based and sexual harassment, including sexual 
violence, are forms of sex discrimination in that they deny or limit an individual’s ability to 
participate in or benefit from University programs or activities. 

1. Sexual harassment is unwelcome conduct of a sexual nature, including 
unwelcome sexual advances, requests for sexual favors, and other verbal, 
nonverbal, graphic, or physical conduct of a sexual nature, when: (1) submission 
to, or rejection of, such conduct is made either explicitly or implicitly a condition 
of an individual’s employment or academic standing or is used as the basis for 
employment decisions or for academic evaluation, grades, or advancement (quid 
pro quo); or (2) such conduct interferes with or limits a person’s ability to 
participate in, or benefit from, the University’s education or work programs or 
activities (hostile environment). A hostile environment can be created by 
persistent or pervasive conduct or by a single severe episode.  
 
Quid pro quo sexual harassment can occur whether a person resists and suffers the 
threatened harm, or the person submits and avoids the threatened harm. Both 
situations could constitute discrimination on the basis of sex.  
 

2. Gender-based harassment is verbal, nonverbal, graphic, or physical aggression, 
intimidation, or hostile conduct based on sex, sex-stereotyping, sexual orientation 
or gender identity, but not involving conduct of a sexual nature, when such 
conduct is sufficiently severe, persistent, or pervasive that it interferes with or 
limits a person’s ability to participate in or benefit from the University’s 
education or work programs or activities. For example, persistent disparagement 
of a person based on a perceived lack of stereotypical masculinity or femininity or 
exclusion from an activity based on sexual orientation or gender identity also may 
violate this Policy. 

 

B. Abusive or intimidating behavior (power-based harassment) by individuals who 
hold supervisory authority over SWs, when such conduct interferes with or limits a 
person’s ability to participate in, or benefit from their employment at the University is 
prohibited.  

It is the intent of the University to establish University-wide policies and procedures to 
deal with abusive behavior and to form a Working Group to define such behavior in more 
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detail and establish policies and procedures to address such misconduct and the handling 
of complaints over such misconduct. 

 

Section 3. Sexual and Gender-Based Harassment Training.  

A. It is the policy of the University to provide educational, preventative and training 
programs regarding sexual or gender-based harassment; to encourage reporting of 
incidents; to prevent incidents of sexual and gender-based harassment from denying or 
limiting an individual’s ability to participate in or benefit from the University’s programs 
or activities; to make available timely services for those who have been affected by 
discrimination; and to provide prompt and equitable methods of investigation and 
resolution to stop discrimination, remedy any harm, and prevent its recurrence. 

 

B. Consistent with current policy, all faculty, staff and students are required to take on-line 
training in sexual and gender-based harassment as determined by the University. The 
content and delivery of the training is reserved to and determined by the University. 
However, the Union is free at any time to offer suggestions on how such training can be 
improved.  
 

Section 4.  Right to notice and representation 

A. SWs are free to have a Union representative accompany them in preliminary discussions 
about possible incidents of harassment and discrimination if they so choose. 
 

B. SWs have the right to be accompanied by a Union representative at any and all steps of 
the formal complaint procedures regarding any complaints of any type of alleged 
discrimination or harassment under Section 1 of this Article.    
 

C. The University shall notify any SW complainant in a University complaint procedure that 
the Office of Dispute Resolution (or any similar University office that might conduct 
investigations) has an investigatory role and, as such, does not represent the SW.  
 

D. The University shall also provide any SW complainant in a University Complaint 
procedure with a letter from the Union, incorporated herein as Appendix A, outlining the 
various avenues of recourse, right to Union representation and contact information for the 
union.  

 

E. The University will report to the Union, once a year, summaries of violations of the non-
discrimination and harassment policy involving SWs, the department or the school of the 
complainant and the respondent, and the academic year in which the report was made. 
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Section 5.  Recourse   

A. Processes  
 
1. A SW’s complaint of discrimination based on union activity or membership shall 

be handled through the Grievance and Arbitration Procedure in Article 6 of this 
Agreement. A grievance alleging such discrimination based on union membership 
or activity may not include additional allegations of other forms of discrimination 
or abusive behavior as defined under this Article.  

 
2. All other SW complaints regarding discrimination or harassment in employment 

under this Article, as well as complaints regarding abusive or intimidating 
behavior that does not violate a discrimination policy will be processed in 
accordance with the internal policies and procedures developed by the University 
or the individual schools. Such claims under Section 1 and 2 of this Article shall 
not be processed under Article 6, Grievance and Arbitration. 

 

3. Under no circumstances should a SW in any of the Schools of the University be 
pressured by Title IX Coordinators or staff or any other University officials to 
accept informal resolution of their complaint or interim measures, in place of 
filing a formal complaint. SWs are free to file a formal complaint at any time if 
they so choose. 

 
4. A SW also may contact the US Department of Education's Office for Civil Rights 

(OCR) or any state or federal agency that has jurisdiction over claims of 
discrimination. 

 
B. Internal University processes:   

 
1. Sexual and Gender-Based Harassment 

 
a.  Complaints by SWs regarding sexual and gender-based harassment in 

employment shall be processed in accordance with the University’s Sexual 
and Gender-Based Harassment Policy dated February 10, 2017 and other 
applicable University policies and related procedures, all of which may be 
amended from time to time by the University. That policy also provides 
definitions for terms such as Sexual Harassment, Unwelcome Conduct and 
Gender-Based Harassment.  

 
b. The University encourages any SW to contact one of the School or Unit 

Title IX Coordinators, or the University Title IX Office or ODR staff 
about any incidents of possible sexual or gender-based harassment and to 
learn about the options that are available to the SW if they wish to pursue 
that matter. Members of the bargaining unit are also free to have a Union 
representative accompany them in such discussions if they so choose.  
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c.  SWs may file formal complaints or seek informal resolution of violations 
of the University’s policies on sexual and gender-based harassment and/or 
discrimination. There is no time limit for the filing of such a complaint 
under University policies or procedures. However, SWs are encouraged to 
file complaints as soon as reasonably possible. 

 
d. Both the respondent and the complainant may appeal any final decision of 

the Investigative Team to the Title IX Officer or designee who will in turn 
address the appeal to a standing committee of faculty and administrators. 
All members of the standing committee receive training from the Director 
of the Office of Dispute Resolution or designee, including training on the 
nature of sexual or gender-based harassment and all relevant Title IX 
policies and procedures as well as the appeals process. 

Impartial and unbiased panels of three members shall be drawn in each 
case from the standing committee.  

Potential appeals panel members are provided with the names and 
affiliations of the individuals in the appeal and are asked to review to 
determine whether they have a potential conflict of interest. If so, they are 
removed from consideration for the appeals panel, and another member of 
the standing committee is selected for consideration. If there are any 
questions regarding conflicts of interest, the Office of General Counsel is 
engaged to help in a determination.  

Both the complainant and respondent will be notified as to who will sit on 
the appeals panel. If a complainant or respondent believes that a particular 
member of the proposed appeals panel has a conflict of interest and cannot 
fairly sit upon the panel, such objection should be raised with the Title IX 
Officer or designee and such objection will be considered in good faith. If 
the proposed panel member is removed, another member of the standing 
committee will be selected in their place. 

Grounds for appeal shall be: 
 

1. A procedural error occurred, which may change the outcome of the 
decision; or 

2. The appellant has substantive and relevant new information that was not 
available at the time of the investigation and that may change the outcome 
of the decision. 

The decision of the Appeals Panel shall be the final decision.   

C. Other forms of discrimination and abusive or intimidating behavior 
 

1. Complaints by SWs regarding other forms of discrimination in employment besides 
sexual and gender-based harassment and union discrimination should be directed to 
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the Dean of Students or their designee and will be investigated in accordance with any 
School policies and procedures.  
 

2. Complaints by SWs regarding other forms of abusive or intimidating behavior in 
employment should be directed to the Dean of Students or their designee and will be 
investigated in accordance with any School policies and procedures. 

 
D. Nothing in this Article shall preclude an individual School from establishing or following 

local procedures crafted to address sexual and gender-based harassment, discrimination 
and abusive or intimidating behavior. 
 

E. Interim measures. During the processing of complaints of any harassment and/or 
discrimination defined in Section 1, the University shall promptly provide, as appropriate, 
interim measures to individuals involved in a formal complaint or informal report. 
Possible interim measures may include, but not be limited to: no-contact orders; change 
to a different workstation or schedule for the SW; leave time; suspension of respondent 
without loss of pay while investigating the complaint; change of supervisor, unit, 
department, or position appropriate for the SW, provided that the change is voluntary and 
equitable; provision for medical services; provision for escort services. None of these 
measures shall result in loss of pay for the complainant, or for the respondent (if the 
respondent is a SW), except if a complainant or respondent chooses to take voluntary 
leave of absence and such leave is approved, that leave will be unpaid.    
 

F. Non-Retaliation. Filing a complaint in good faith of sexual and gender-based harassment 
and/or discrimination, other forms of discrimination, or abusive or intimidating behavior 
or cooperating in an investigation shall be a protected activity. Retaliatory actions against 
any SW for initiating or otherwise participating in such protected activities shall be 
expressly forbidden. 

Retaliation against an individual for raising an allegation, for cooperating in an 
investigation of such a complaint, or for opposing discriminatory practices is prohibited.   

Knowingly or deliberately providing false or misleading information in any investigation 
is also prohibited. 

G. Discipline. Sanctions for any respondent found to have violated policy shall be handled in 
accordance with the appropriate disciplinary procedures of the School or unit depending 
on whether the respondent is a student, faculty member, staff or other University 
appointee. Disagreement with the severity of any imposed sanction cannot be raised or 
contested in any way by the complainant. 
 

H. It is understood that the determination of appropriate penalties for SWs, faculty, staff or 
other University appointees of the University found to have engaged in prohibited 
conduct under this Article or related policies is handled at the School level and in 
accordance with School policies and procedures. A SW who is disciplined for engaging 
in conduct prohibited under this Article or related policies may grieve the level of 
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discipline imposed but neither the SW nor the Union may dispute the factual findings in 
the investigatory report.   

Section 6.  Pregnancy and Lactation. The University shall provide reasonable accommodations 
for pregnancy or pregnancy-related conditions (examples include but are not limited to, morning 
sickness and lactation) unless to do so would impose an undue hardship on the University. 
Examples of such accommodations include, but are not limited to, a modified work schedule; 
more frequent restroom, food, or water breaks; providing equipment for seating; limits on lifting; 
more frequent or longer paid or unpaid breaks; time off, with or without pay, to attend to a 
pregnancy-related complication; private non-bathroom space for expressing breast milk; and 
assistance with manual labor. No such accommodations can result in decreased pay or benefits 
for the SW. 

The University provides many lactation rooms across the University. Any nursing SW or their 
spouses/partners who are breastfeeding can register to use a Harvard lactation room. Locations of 
such lactation rooms can be found on the HARVie website. 

Section 7.  Bathroom Equity. The University will work with local facilities management to label 
existing gender-neutral bathrooms in office, classroom and lab buildings. Gender-neutral 
bathrooms shall be posted on a central website within three months of the ratification of this 
Agreement. The University will not prevent SWs from using a workplace bathroom appropriate 
to the SW’s gender identity.  

Section 8.  Gender Identity. The University shall respect the SW’s decision to choose to discuss 
their own sexual orientation, gender identity, or gender expression openly, or to keep that 
information private.   

Upon request from the SW, the University will work to update aspects of a SW’s employment 
record to reflect a change in name or gender. 

Section 9.  Disability. Upon request from a SW with a disability, the University shall engage in 
an interactive process and will provide reasonable accommodation to enable the SW to perform 
the essential functions of their job, consistent with state, federal and local law as well as the 
University’s policies. 

Section 10.  Prayer Space. The University shall post the location and hours of all known prayer 
spaces on campus on a central website within three months of the ratification of this Agreement.  

Section 11. Medical Confidentiality. In accordance with the requirements of HIPAA and 
FERPA, the University shall respect the highly confidential status of all SWs’ medical records 
maintained by the University, including those that contain information about their transgender 
status (such as the sex they were assigned at birth). 

 
ARTICLE 8 

ACADEMIC RETALIATION 
 
Section 1. The parties recognize that it is conceivable that retaliation against a SW for exercising 
a right under this Agreement takes an academic form and is prohibited in the strongest terms. 
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Academic retaliation can target grades, academic assessments, or the denial of some academic 
opportunity. Claims of academic retaliation may not be processed through the standard grievance 
and arbitration provisions of this Agreement.        

Section 2. Accordingly, a SW with such a claim may instead pursue such matters through 
internal school policies and procedures, or, in the absence of any such policies or procedures, 
through a direct discussion with the Dean of the School. The University will ensure that within 
one year of ratification of this Agreement, each School has such a local policy and procedure in 
place for handling such matters and that the Union will be provided with a copy of such policy.  

Section 3. The SW shall have the right to a HGSU-UAW student representative or UAW 
representative at any and all steps of the handling of such matters. 

Section 4. It is understood that SWs may also have access to certain government agencies, both 
state and federal, and can file claims with those agencies regarding such claims. 

 
 

ARTICLE 9 
INTELLECTUAL PROPERTY, SCHOLARLY AND RESEARCH MISCONDUCT 

 
 
Section 1.  SWs are covered by and subject to the University’s policies and procedures on 
Intellectual Property and Scholarly and Research Misconduct, as may be amended from time to 
time.  Issues and disputes arising under such policies are not subject to the Grievance and 
Arbitration provisions of this Agreement. Complaints regarding intellectual property and 
research and integrity are processed in accordance with University policies and related 
procedures, which may be amended from time to time by the University. SWs shall be entitled to 
Union representation during any investigation of a misconduct allegation. 

 
Section 2.   The University shall not engage in any form of retaliation against a SW who engages 
in any good faith effort to assert rights under the Intellectual Property policy or who otherwise 
participates in any investigation into alleged scholarly misconduct by other faculty, students or 
University appointees. 
 

Section 3.  The University will promptly provide the Union with a copy of any future changes to 
the University’s Statement of Policy in Regard to Intellectual Property and any University-wide 
Research Integrity/Misconduct policies. 

The University will ensure that within one year of ratification of this Agreement, each School 
has such a local policy in place for handling such matters and that the Union is provided with a 
copy of such policy. 

Section 4.  Within 90 days of ratification, the University will create a reasonable “plain-
language” summary of the University’s “Statement of Policy in Regard to Intellectual Property” 
and any University-wide and School-wide Research Integrity/Misconduct policies for 
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distribution to SWs. Any such summary shall only be for general guidance and shall not serve as 
a substitute for the actual Policy itself; in all cases, the language of the Policy itself will govern. 

 
 

ARTICLE 10 
HEALTH AND SAFETY 

 
Section 1.  SWs will be provided with a safe University workspace and will not be required to 
work in conditions that pose an unnecessary threat to their health and safety. Towards that end, 
the University has policies in place to provide such a safe workplace; will maintain such policies 
during the life of this Agreement; and may improve such policies at its discretion. The University 
shall observe all applicable health and safety laws and regulations and will take all reasonable 
steps necessary to assure SW health and safety. Such reasonable steps shall include but not be 
limited to providing training in the safe and proper use of equipment necessary for the work.  

Section 2. If a SW works outside of University workspaces, prior to the beginning of the 
assignment the University shall: 
 
A. Provide the SWs with information about Global Support Services, if SWs have work that 
takes them outside the United States. SWs should consult with the University’s Global Support 
Services prior to undertaking such work for information and advice about risks and safety.  
 
B. Provide SWs performing field work in the United States information relevant to the safe 
performance of such work.  
 
C.  Make SWs aware of all available resources they may need for the successful completion 
of the work assignment.  
 
Section 3.  Adequate first aid equipment will be provided in appropriate locations.  The 
University shall provide first aid information and training at no cost for all SWs in workplaces 
that involve the use of or exposure to hazardous materials or who work in a hazardous 
environment.  
  
Section 4. The University shall supply and maintain all equipment, tools, materials, and personal 
protective equipment (PPE) to SWs needed to carry out job duties safely, including but not 
limited to protective safety glasses as may be required by applicable occupational safety 
regulations, University policy, or Standard Operating Procedures. The health and safety 
committee referenced in Section 8 may also make recommendations related to the supply and 
maintenance of all equipment, tools, materials, and personal protective equipment (PPE) for 
SWs. Such recommendations shall be considered by the University taking into account relevant 
factors, including cost, and shall not be unreasonably denied. 
 
A SW may request prescription safety glasses from their supervisor, who shall consider such a 
request in good faith and decide whether or not to grant the request taking into account relevant 
factors including cost.    
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Section 5.  For a SW with a disability as defined by the Americans with Disabilities Act, the 
University will provide reasonable accommodations that do not pose an undue hardship to the 
University. 
 
Section 6.  Workplace and Workstation Evaluations shall be provided by the University upon the 
request of either a SW, a group of SWs or a supervisor who believes that the nature of the work 
or workplace is exposing the SW(s) to health-related problems. Such evaluations should involve 
experts such as occupational hygienists, occupational physicians, occupational health and safety 
professionals and/or environmental health and safety professionals, who shall make 
recommendations to the University to eliminate the problem or the risk of the health-related 
problem(s). The University shall make reasonable efforts to implement the recommendations. 
The University will also make reasonable effort to incorporate currently accepted ergonomic 
practices and guidelines into new and existing workplace and workstation designs. 
 
Section 7.   Consistent with University procedures, the University will provide advance notice to 
affected SWs and other University building occupants for asbestos removal project(s) in their 
immediate work area. 

Section 8.  The parties to this Agreement pledge themselves to a cooperative effort in the area of 
health and safety founded upon good faith communication and discussion of problems, solutions, 
and prevention.  The University and the Union agree that, at least twice per contract year and 
additionally if mutually agreeable or if a health and safety issue is identified by a SW, an equal 
number of representatives of the Union and University will meet at a mutually agreeable time 
and place to discuss matters relating to health and safety of SWs in the workplace.  Union 
representatives shall not suffer any loss of compensation to attend such meetings.    

Section 9.  In cases of injury to a SW while at work, the SW shall assist their Supervisor to file 
an Incident Report as soon as possible in accordance with University procedures. The SW shall 
file a Worker’s Compensation claim in accordance with University procedures and state law. The 
determination of Worker’s Compensation will be made via the University third-party workers 
comp administrator. 
 
Section 10.   SWs shall adhere to all health and safety policies and procedures and shall perform 
their duties in a safe manner, using appropriate health and safety equipment provided by the 
University in accordance with standard operating procedures. Should a SW become aware of 
conditions they believe to be unhealthy or dangerous to their health and safety, the SW shall 
report the condition immediately to the supervisor or the Harvard Environmental Health and 
Safety Department who shall take corrective action. In cases where there is an imminent danger 
to the SW, they shall not resume their work until appropriate corrective action is taken. The 
University shall not retaliate against any SW for such reporting. 
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ARTICLE 11 
TRAINING 

 
Section 1.  The University shall provide any training that it determines necessary in order for the 
SW to fulfill their work duties at no cost to the SW.  All such training shall be considered 
mandatory and shall be considered part of the required workload of the SW.  

Section 2.  If a SW identifies additional training that can enhance their work, they may propose 
such training to the University for good-faith consideration. If approved, such trainings will be at 
no cost to the SW and shall be considered part of the required workload of the SW. 

Section 3.  The University will determine the content and delivery of the trainings. The Union-
Management committee may make recommendations to the University to address training 
concerns brought to its attention by SWs or regarding the content and delivery of training related 
to workplace conditions. The University will give such recommendations good-faith 
consideration.  

Section 4.  The University shall notify all SWs of training and orientation required as part of 
their appointment notification or as soon as practicable once such new or additional training is 
set.  

 
ARTICLE 12 

EMPLOYMENT RECORDS 
 
Section 1.  Employment records shall include records documenting a SW’s employment, such as 
appointment letters, payroll records, disciplinary action, and Q and other work evaluations or 
their equivalent.  A SW’s coursework or academic progress or other academic records shall not 
be considered employment records.  
 
Section 2.   Upon request, SWs and the Union shall be notified as to the location(s) of the 
employment records of the SWs.  
  
Section 3.  SWs shall have the right to examine and copy all employment records. The 
University shall make such records available within a reasonable time, but no later than five (5) 
business days after a SW’s request to review such records.  
  
Section 4.   SWs shall have the right to request removal or correction of any factually incorrect 
material from their employment record. The University shall correct any such factual errors or 
shall remove the factually incorrect material within seven (7) business days of the SW’s request. 
 
SWs shall also have the right to request in writing removal of inappropriate material from their 
employment record which will include an explanation as to why it should be removed. The 
University shall consider such a request, but shall not be obligated to remove such a document.  
SWs shall be notified of the University’s decision and if it is a denial, the University shall 
include in the notice a written statement explaining the reason(s) for such denial.   
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SWs shall have the right to attach a statement in response to any employment record. The 
statement shall be included when the employment record is transmitted to a third party so long as 
the original material that was the subject of the statement remains in the SW’s employment 
record. 
  
Section 5.  Grievance documents and related materials involving a SW shall not be considered 
employment records. No reference to any grievances shall be placed in an individual’s 
employment record. 
  
Section 6.  SWs shall be notified within seven (7) business days of any information to the extent 
that the information is, has been used or may be used, to negatively affect the SW’s qualification 
for employment, promotion, transfer, additional compensation or the possibility that the SW will 
be subject to disciplinary action. However, such information shall not include course work or 
academic progress or other academic records.  
   
Section 7.  All employment records shall remain confidential. Neither the University nor the 
Union shall make any material public without the SW’s written consent, unless due to subpoenas 
or other legal process. 
 
Section 8.  Rights established in this article are conferred on SWs and former SWs regardless of 
current employment status. Former SWs shall have the right to file a grievance alleging violation 
of this article pursuant to Article 6, Grievance and Arbitration, within the timeframe set forth in 
the Grievance and Arbitration article. The University shall be obligated to keep employment 
records for a period of time consistent with the University’s General Records Schedule. 

 
 

ARTICLE 13 
INTERNATIONAL STUDENT WORKER RIGHTS AND WORK AUTHORIZATION 

 
Section 1.  While the University does not offer legal advice to SWs, Harvard International Office 
can advise a SW generally on visa issues as they relate to the academic and/or employment 
relationship with the University. HIO shall maintain a list of attorneys and agencies for referral if 
a SW has a complex immigration issue or if the SW is in need of immigration advice that is not 
related to the SW’s academic and/or employment relationship with the University.  Legal fees if 
the SW retains such an attorney would be borne by the SW. 
 
Additionally, HIO shall invite immigration attorneys to visit campus (Cambridge and 
Longwood) once each semester to discuss H visas and green cards.  The University agrees to 
take reasonable efforts to record any such presentation for additional viewing and/or, in its sole 
discretion, make available live streaming. provided that the immigration attorney(s) consent(s) to 
such recording.   
 
Section 2.  Immigration Leave.  Salaried SWs shall have a right to five (5) paid business days of 
leave per year in order to attend visa and immigration proceedings and any other related matters 
for the SW and the SW’s family as defined in Section 2 of Article 24, Leave Provisions. A SW 
on an hourly basis may also be absent for the same purposes but without pay.  

PERB Received
10/21/21 22:48 PM



 

23 
 

Section 3.  In cases where a SW is unable to return to the United States as a result of their 
immigration status, and for reasons outside of their reasonable control (e.g., administrative 
processing), the University shall undertake reasonable efforts to arrange for the SW to perform 
their duties outside the U.S. until such time as either the SW can no longer work effectively by 
remote or is not making sufficient academic progress to maintain student (and thus SW) status.  
Any determination regarding such academic progress is not grievable.  Additionally, permission 
to work remotely shall be reviewed every two weeks, at which time a SW must obtain 
reauthorization for an additional two weeks.   

Section 4.  If the University is not able to lawfully employ or continue to employ a SW as a 
result of the SW’s immigration status, the University agrees to meet with the Union and the SW 
to discuss potential re-employment into their prior position or another position if their previous 
position is unavailable. The University agrees to make reasonable efforts to re-employ the SW as 
soon as possible after that person obtains work authorization or immigration status that lawfully 
permits them to work as a SW.  Such timing of re-employment shall depend on several academic 
factors, which are not grievable, including the academic calendar. The timing of re-employment 
may also depend on other factors such as the availability of lab space and research funding.    

Section 5.  Issues surrounding immigration and visa status that may affect SWs can be 
appropriate topics for the Union-Management Committee.  In addition, to assure effective 
support services, foster good communications and better understanding between the University 
and its international graduate employees, the University shall convene two meetings yearly 
between the University and the Union that will include staff from the HIO. 
 
Section 6. Within three (3) months of the ratification of this Agreement, the University shall 
establish a University-wide Working Group with representatives from various constituencies, 
including the HGSU-UAW, to evaluate English-language needs of SWs, and the availability and 
the effectiveness of resources currently available such as the English Language Program, the 
Center for Writing and Communicating Ideas, and the Professional Communication Program for 
International Teachers and Scholars at the Bok Center. The Working Group will produce a list of 
recommendations to improve ESL services at the University including but not limited to 
enhancing post-ELP resources, access to ELP or equivalent programs at all Schools, and 
affordable proof-reading resources for teaching and research work products. Two (2) SWs 
selected by the Union shall serve on such a Working Group. 
 

 
ARTICLE 14 

TAX ASSISTANCE 
 

Section 1. The Harvard International Office (HIO) offers resources to assist international student 
workers with their tax issues. For as long as such programs exist, HIO will continue to offer 
web-based tax software designed exclusively for international students, scholars, and their 
dependents who are non-residents for tax purposes. If such programs cease to exist, the 
University will notify the Union and, upon request of the Union, discuss possible alternatives to 
such programs.  
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Section 2. HIO advisors are not trained tax specialists and cannot provide individual advice on 
taxes. Harvard as an institution does not advise on any personal income tax requirements or 
issues. Use of any information from any Harvard website on such topics are for general 
information only and does not represent personal tax advice either express or implied.   
 
Section 3. By using these tax assistance programs, the SW acknowledges that Harvard 
University is not liable for any errors and incidental or consequential damages in connection with 
the furnishing, performance or use by the SW of these on-line systems, on-line HELP and/or 
examples contained therein.  
 
 
 

ARTICLE 15 
WORKSPACE AND MATERIALS 

 
Section 1.  To carry out assigned duties as determined by the University, the University shall 
provide SWs, at no cost to the SW, reasonable access to University services, materials, and 
facilities necessary to carry out such duties, including but not limited to: desk space (individual 
or shared), after-hours and weekend building access, library privileges, studio space, storage 
space, campus mail, office supplies including chalk and dry-erase markers, office equipment, 
basic software and hardware, basic lab equipment, grading software, and audio/visual 
presentation equipment. 
 
Section 2.   Nothing in Section 1 precludes the University or the supervisor from determining 
what specific software and hardware, lab equipment, grading software, and audio/visual 
presentation equipment are best suited or adequate to carry out assigned duties. However, the 
University shall consider in good faith any SW request for such specific equipment or materials 
not provided pursuant to Section 1 by the University. If a faculty member denies such request, 
the SW may discuss the denial with the department chair or supervisor.  
 
Section 3. To the extent available and consistent with the requirements of the departments or 
employing unit, SWs shall also have access to computers with internet access and printers. 
 
Section 4.  With the supervisor’s or employing unit’s advance approval, the University shall 
reimburse SWs for required job-related materials, equipment, and services that are not otherwise 
provided to the SW by their department. Requests for approval shall not be unreasonably denied. 
  
Section 5.   If a SW’s University work location is to be moved or if there is a substantial 
alteration of the SW’s work space, the SW will be notified at least thirty (30) days before the 
move or alteration. In circumstances where it is not possible to provide thirty (30) days’ notice, 
notice shall be given as soon as possible. 
 
Section 6.  In the performance of their duties, SWs will have access to available University 
private space to advise students. 
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ARTICLE 16 
WORKLOAD 

 
Section 1. The University maintains the right to define academic expectations and degree 
requirements. This Agreement should not in any way be construed as imposing a limit on the 
amount of this work necessary for a student to make satisfactory academic progress toward their 
degree. The parties agree that it is in the interest of the University and the student worker to 
define a SW’s workload to be commensurate with the SW’s appointment, title/classification, and 
compensation as well as their ability to make academic progress required by their program. Such 
workload is outlined below.  
 
Section 2. Salaried / stipended appointments.  For all such appointments, the University will not 
require more than an average of twenty (20) hours per week of effort for students in their roles as 
student workers over the course of their employment appointment period where the appointment 
period is a traditional semester (fall/spring), academic year, or calendar year.  
 
The time spent by a student worker on their academic efforts associated with degree 
requirements and academic expectations are not part of this collective bargaining agreement.  

 
Teaching Fellows or other salaried SWs with instructional assignments shall not be required to 
take on a workload of more than two course sections per semester.  Minimum compensation 
rates for such work are set out in Article 20, Compensation.  As noted in that Article, each 
School may increase compensation beyond minimum teaching rates depending on, among other 
things: degree of difficulty of the course or section; class size; degree of independence and 
accountability for the SW; frequency of meetings; attendant course advising; and any oversight 
responsibilities.  

Section 3.  For purposes of this Agreement, the workload of salaried/stipended Research 
Assistants (RA1 and RA2 in Article 2, Titles and Classifications), are the efforts they are 
expected to make to contribute toward support of general functions and activities within a 
research lab or program. These students are also expected to engage in course work, 
teaching, and/or research that will contribute to degree requirements, all of which are academic 
efforts that are not part of this collective bargaining agreement.  The combination of these efforts 
generally reflects a full-time commitment. 
 
Section 4.  Hourly SWs. SWs who are working on an hourly basis may have a variable number 
of hours of work that may be assigned during all or part of their appointment period, but in no 
event shall any SW be required to work more than an average of twenty (20) hours per week 
over the course of their employment appointment period where the appointment period is a 
traditional semester (fall/spring), academic year, or calendar year. When possible, such hours 
should be memorialized in writing by the supervisor when the assignment is made. When an 
appointment letter for an hourly SW sets the number of hours, such SWs will not be required to 
work more hours than may be specified in the appointment letter. Hourly SWs will not be 
required to work any hours for which they are not paid. Hourly SWs will be paid for all hours 
worked. 
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Section 5.   Workload assigned to any graduate SW under this Article is separate from the 
academic requirements associated with thesis and dissertation research that is expected pursuant 
to 300-level course work or its equivalents in other Schools. As previously stated, the University 
maintains the right to define academic expectations and degree requirements.  

Section 6.   While the parties recognize that the content of work assigned to SWs may vary from 
week to week, SWs shall not be assigned job duties that cannot be reasonably performed within 
the workload average in Section 2, Section 3 or Section 4 of this Article.  Additionally, the 
University shall provide SWs with a reasonable amount of time in which to complete job duties, 
taking into consideration the relevant surrounding circumstances.  The workload must align with 
the levels of compensation presented in Article 20, Compensation, and Article 2, Titles and 
Classifications.  

Section 7.  A SW who anticipates that their workload will exceed the twenty (20) hour average 
stated in Section 2 or a SW who otherwise has concerns about the nature or amount of their 
employment workload may bring such concerns to their immediate supervisor. The supervisor 
shall discuss any such concerns with the SW and, as warranted, may make adjustments to 
workload requirements or compensation. If the SW is not satisfied with such discussions, or if 
they believe they have been misclassified or that their job duties are not commensurate with their 
employment appointment letter, they may file a grievance under Article 6, Grievance and 
Arbitration, over such matters.   
 
Section 8.  Other appointment periods.   
 

A. Intersession and other similar shortened periods.  The parties recognize that, in 
addition to the more typical appointments of a traditional semester (fall/spring), 
academic year, or calendar year, a SW may be offered an appointment to work during 
an intersession or other similar shortened period. By design, such appointments may 
involve a more intense workload each week than typically associated with semester-
long appointments. Therefore, the twenty (20) hour average in Section 2 and Section 
3 shall not apply to such appointments. Rather, the University will not require more 
effort for students in their roles as student workers than is specified in the job posting 
and/or appointment letter.   

 
B. Summer.  The parties recognize that summer appointments are also different than the 

more typical appointments of a traditional semester (fall/spring), academic year or 
calendar year.  Therefore, the twenty (20) hour average in Section 2 and Section 3 
shall not apply to summer appointments.  Rather, the University will not require more 
effort for students in their roles as student workers than is specified in the job posting 
and/or appointment letter.   

 
Section 9.  Any work assignment, required training, orientation, required meetings, required 
conferences, required office hours shall be included in the total workload for the appointment 
period. Hourly employees who participate in any job training or work orientation will be paid for 
their time at their normal hourly rate. Hours spent on individually assigned special preparation 
for teaching sections shall also be included in the total workload for the appointment period. 
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Section 10.  Required meetings will be held during the normal work hours at the SW’s 
workplace, or at another location on campus with advance notice, or at another appropriate 
location with advanced notice to the SW. 
 
 
Section 11.  In the case of a change of a SW’s job assignment, any work completed in the 
original assignment will count toward the workload for the semester. 
 
 

ARTICLE 17 
MANAGEMENT RIGHTS 

 
Section 1. All management functions, rights, and prerogatives, that have not 
been expressly modified or restricted by a specific provision of this Agreement, are retained and 
vested exclusively in the University and may be exercised by the University at its sole discretion. 
Such management functions, rights, and prerogatives include the right: 

A. to determine, establish, direct, and control the University's mission, objectives, 
priorities, organizational structure, programs, services, activities, operations and 
resources;   

B. to recruit, appoint and transfer unit members and to determine and modify the size 
and composition of the work force; 

C. to determine or modify the qualifications and responsibilities of unit members; 
D. to direct, assign, schedule and otherwise supervise unit employees: 
E. to train unit members subject to Article 11, Training;  
F. to establish new job classifications within the unit, subject to any restrictions in 

Article 2, Titles and Classifications;   
G. to establish and modify standards of conduct and to discipline or discharge unit 

members for just cause subject to Article 19, Discipline and Discharge; 
H. to establish and modify the processes and criteria by which unit members will be 

evaluated in their work performance; 
I. to establish and modify rules, regulations and policies;  
J. to alter, extend, or discontinue existing equipment, facilities, and location(s) 

of operations;  

K. to determine the academic calendar each year;  
L. to determine class and section size;  
M. to subcontract all or any portion of any operations;  
N. to take such action as is necessary to maintain the University's efficiency 

and effectiveness, including determining the means, methods, personnel, 
budgetary and financial procedures by which the University’s programs, services, 
and operations are to be conducted. 

O. to determine and modify tuition and fees for all programs in which unit members 
are based and all matters affecting financial aid;  
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P. to determine and modify policies and financial costs and charges associated with 
University housing; 

Q. to determine and modify what benefits will be offered to students, including 
health, dental, vision and other medical insurance and prescription drug policies, 
and to determine the student costs for such coverage; 

R. to select all insurance carriers and to change carriers from time to time; 
 
Section 2. Other questions of academic judgment and decision-making shall remain in the 
University’s sole discretion and over which the University has no obligation to bargain. These 
include, but are not limited to, judgments and decisions regarding all matters affecting: 

 
A. student admissions:  
B. academic standards, and unit members’ progress as students, including but not 

limited to the completion of degree requirements; 
C. who is taught, what is taught, how it is taught and who does the teaching; 
D. research methodology and materials;  
E. external grants including application, selection, funding, administration, usage, 

accountability and termination; 
F. the creation, elimination or modification of courses and curriculum; 
G. instructional methods;  
H. the content of courses, instructional materials, the nature and form of assignments 

required including examinations and other work;  
I. grading policies and practices; 
J. all other academic policies, procedures, rules and regulations in regard to unit 

members’ status as students, including, but not limited to, all questions of 
academic standing, intellectual integrity, and any matter relating to academic 
progress in a University educational program;  

 
Section 3. Any exercise of management rights shall be consistent with the terms and conditions 
of this Agreement. No action taken by the University with respect to a management or academic 
right shall be subject to the Grievance and Arbitration Procedures unless the exercise of such 
right violated an expressly written provision of this Agreement. 

 
Section 4. The above enumeration of management and academic rights is not exhaustive and 
does not exclude other management or academic rights not specified above. The University, in 
not exercising any function hereby reserved to it in this Article, or in exercising any such 
function in a particular way, will not be deemed to have waived its right to exercise such 
function or preclude the University from exercising the same in some other way.  
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ARTICLE 18 
UNION ACCESS AND RIGHTS 

Section 1 

A.  To the extent permitted by the Family Educational Rights and Privacy Act (FERPA), 
the University will provide to the Union a weekly electronic file containing the 
following directory information for each SW in the bargaining unit:  

Name 
Net ID  
Permanent and local street address, city, state, zip code,  
Job title 
Date of birth  
Place of birth  
Dates of employment    
Dates of enrollment 
Anticipated or actual date of graduation  
Enrollment status  
Department mail code  
The Directory email address 
The Directory telephone number 
Employing department or program 
Department or program in which SW is enrolled 
Position classification 
 
This listing shall be provided to the Union at no cost. If the SW affirmatively 
consents to the disclosure of such information to the Union as provided for in 
section B. below, the University will also include the SW’s rate of pay.  
However, the rate of pay will be reported on the same basis as the pay period.  

This listing shall include all SWs who were in the bargaining unit at any point 
in the intervening time since the production of the prior listing. If any item on 
this list is unavailable at the time of delivery, every effort shall be made to 
include this information in future lists. 

B.  Additional non-directory information; FERPA Communication and FERPA Release. 

Within, or as an enclosure to each SW’s appointment letter, the University shall provide a 
FERPA Communication and a FERPA Release Form as described below, either in paper 
format or a format where the Form can be completed and submitted to the University 
electronically, or if a paper form is sent, scanned and returned electronically. The initial 
version of the FERPA Communication and the FERPA Release form, and any changes to 
either document, shall be shared with the Union prior to its initial dissemination. 

1. The FERPA Communication will include, at minimum, the following 
information: 

a. The Union is the SW’s exclusive bargaining representative; 
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b. The Union has a legal obligation to represent the SW when they are 

engaged in bargaining unit work and that to do so, the Union may need 
certain information about its unit members so that it is properly prepared 
to enforce the collective bargaining agreement, which covers pay and 
other terms and conditions of employment;  

 

c. In order to avoid any conflict between the Union’s right to access this 
information under the National Labor Relations Act, and FERPA, which 
regulates the disclosure of certain information in a SW’s student 
records, the SW will be asked to complete and sign the FERPA Release 
Form and return the form along with all other on-boarding paperwork, 
such as an I-9, etc.; and, 

 

d. Contact information of both the Union and the University for the SW to 
raise any questions about the FERPA Communication and FERPA 
Release Form and/or how the information shared with the Union may 
be used. 

 

2. The FERPA Release Form will contain, at minimum, the following: 
 

a. An option for the SW to waive their privacy rights under the Family 
Education Rights and Privacy Act (FERPA) and affirm their consent to 
release non-directory information that may be sought by the Union for 
representational purposes and to which the Union would ordinarily be 
entitled under the National Labor Relations Act. This option will be 
accompanied by a statement that the Union, if provided access to such 
information by the SW, may use such information only for the purposes 
for which the disclosure was made and may not disclose the information 
to any other party without the prior consent of the SW.  
 

b. An option for the SW to decline to waive their privacy rights under 
FERPA. 

 

c. Information about how a student may change their selection in the 
future. 

 

3. In cases related to Article 19, Discipline and Discharge, if the SW has not 
permitted the disclosure of their non-directory information to the Union, the 
University, in accordance with the provisions of that Article, will inform the 
SW that they are entitled to Union representation, and the University shall 
give the SW the opportunity to voluntarily sign a FERPA Release Form.   
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4. The Union agrees that it will not re-disclose any personally identifiable 
information that it receives pursuant to this article without the prior consent of 
the SW. 

 

Section 2.  Union representatives shall be provided reasonable access to the University mail 
systems, including e-mail. 

Section 3.  Following ratification and approval by the parties, the University shall publish the 
Agreement on a designated website. 

 Section 4.  At the beginning of each academic year, the Union shall furnish the University with 
a written list of up to ten (10) officers and other authorized representatives and shall update the 
list when changes occur. The University shall deal with such individuals as representatives of the 
Union for purposes of investigating, presenting and settling grievances in accordance with the 
provisions of the collective bargaining agreement.  

Upon securing permission (such permission shall not be unreasonably delayed or denied) from a 
supervisor, such representatives shall be permitted reasonable time to investigate, present and 
process grievances on University property during regular working hours.  

Such activities cannot take place while a SW involved is conducting a class nor can such 
activities disrupt University operations.  

Hourly SWs may also serve as one of the ten (10) Union representatives but shall not receive any 
release time.  

The question of possible release time for any future collective bargaining will be left to the 
parties to address prior to the beginning of such negotiations.  

Section 5.  Except for classrooms while class is in session and certain research labs or other 
areas designated by the relevant academic department, Institutional Animal Care and Use 
Committee, or the Environmental Health & Safety department as restricted due to safety 
concerns, provided that such designation shall not be made in a manner that discriminates against 
the Union. Union representatives, including International Union, UAW, shall have access to all 
SW workspaces on University premises to conduct any necessary Union business but only after 
advanced notice to the supervisor. Under no circumstances shall Union representatives interfere 
with programs, operations or the work of SWs or other University employees.    

Section 6.  If a School or University Department holds any orientation(s) at which SWs are 
expected to attend, in order to address SWs that are present, the University will provide the 
Union with advance notice of any such orientations. In such cases, a School or Department will 
reserve a given period of time within which there will be both a School and Department 
orientation for SWs as well as time for the Union to introduce itself to SWs. During this period, 
at a time designated by the University, Union representatives will be permitted up to thirty (30) 
minutes to present information about the Union to the SWs. The Union shall promptly notify the 
University as to whether it wishes to use such time. 
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The Union is free to distribute a packet of Union materials to SWs at such orientations during its 
thirty (30) minutes.  

Section 7.  The University agrees to furnish conference and/or meeting rooms at no cost for 
Union meetings upon prior request by the Union, on the same basis as recognized student 
organizations within a given school. The Union acknowledges that certain spaces on campus 
may require that a fee be paid by the Union consistent with what other recognized student 
organizations within a given school must pay. The Union agrees to comply with all University 
regulations and policies regarding the reservation and use of such facilities.   

Section 8.  The Union shall have access to designated space on existing bulletin boards in 
University departments that employ SWs. All postings by the Union shall be done in accordance 
with University policies regarding access and approval required for bulletin board use on the 
campus. 
 

 
 

ARTICLE 19 
DISCIPLINE AND DISCHARGE 

 
 
Section 1.  SWs shall not be disciplined, suspended, or discharged from employment without 
just cause. Discharge, for purposes of this Agreement, shall mean the termination of a SW’s 
employment appointment prior to the expiration of that appointment.    
 
Discipline as used in this Article refers to adverse employment actions taken based on job-related 
misconduct or job-related poor/non-performance,  and not to determinations by the University to 
dismiss a SW from the University or take an adverse action against a SW for academic reasons, 
including but not limited to grades, academic assessments, and authorship decisions or for non-
job-related disciplinary reasons.  The Union acknowledges that an individual who ceases to be a 
graduate student cannot continue to serve as a SW.  
 
Section 2.  Neither Discipline nor Discharge includes the non-reappointment of a SW or the 
failure to offer an employment appointment to a SW, nor does it include performance 
evaluations or performance. 

 
Section 3. Prior to invoking suspension or discharge under this Article. the University shall: 
  

A. Notify the SW (and Union pursuant to Section 12 of this Article) in writing about the 
proposed suspension or discharge. Such notice of intent shall state the reasons for the 
proposed suspension or discharge, including the nature of the alleged violation, level of 
intended discipline, and notice of the right to a hearing.   The notice shall also contain a 
statement indicating that as a member of the bargaining unit, the SW has the right to 
contact their Union and to have Union representation, along with contact information to 
reach a Union representative. 
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B. Hold a disciplinary hearing with the SW, and the SW’s supervisor or designee no sooner 
than seven (7) business days after the written notification is received by the SW.    
 

C. During the hearing, the SW shall be provided the opportunity to respond to the alleged 
violations. 
 

D. The SW shall have a right to a union representative, who shall be afforded the 
opportunity to represent and speak on behalf of the SW at the hearing. 

 
A decision on suspension or discharge will be made within a reasonable time following the 
conclusion of the hearing. The Union will receive a copy of the final disciplinary action in 
accordance with Section 12 of this Article. 
 
Section 4.  Prior to invoking discipline of a lower level than suspension or discharge, the 
University shall notify the SW (and Union pursuant to Section 12 of this Article) in writing. The 
written notice shall state the reasons for the proposed discipline, including the nature of the 
alleged misconduct or poor/non-performance; a brief statement of relevant facts; the level of 
intended discipline. 
 
The notice shall also contain a statement indicating that as a member of the bargaining unit, the 
SW has the right to contact their Union and to have Union representation, along with contact 
information to reach a Union representative.  
 
The Union may request additional information regarding the proposed discipline in accordance 
with the relevant case law under the National Labor Relations Act.  
 
The University shall take any response by the SW into account before issuing any final 
disciplinary action. The Union will receive a copy of the final disciplinary action in accordance 
with Section 12 of this Article. 
 
Section 5.  There shall be no increase in the assigned level of discipline from the written notice 
of intent. 
 
Section 6.  The University may place a SW on paid administrative leave without prior notice, in 
order to investigate allegations of misconduct or dereliction of duty which, in the judgment of the 
University, warrant immediately relieving the SW from all work duties and/or require removing 
the SW from the premises. 
  

A. The SW (and Union pursuant to Section 12 of this Article) will be notified, as soon as 
practicable, in writing when a SW is being placed on paid administrative leave. The 
written notice shall state the reason the SW was placed on paid administrative leave. The 
notice shall also contain a statement indicating that as a member of the bargaining unit, 
the SW has the right to contact their Union and to have Union representation, along with 
contact information to reach a Union representative.   

 
B. Paid administrative leave is neither discipline nor discharge. 
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C. At the conclusion of an investigation of an SW placed on administrative leave, where the 

University elects not to take disciplinary action, the SW (and Union pursuant to Section 
12 of this Article) will be provided with a notification that the investigation is completed 
and that no discipline will be imposed.  
 

D. The University will place a record of administrative leave in the SW’s employment 
record only if disciplinary action is taken. The University will transfer records of such 
administrative leave to a third party only if required by law or regulation.  

 
 
Section 7.  In the event that a SW is discharged, the SW shall be notified in writing as soon as 
practicable.  In accordance with Section 12 of this Article, the Union shall also receive a copy of 
such written notice within three (3) business days of the discharge.  
 
 
Section 8.  SWs who are disciplined or discharged shall be entitled to file a grievance against the 
disciplinary action at Step 2 of the Grievance Procedure within twenty (20) business days of the 
action.  If the Union subsequently files for arbitration, the parties agree to use best efforts to 
secure an arbitration date as expeditiously as possible. 
  
Section 9.  If during the disciplinary hearing referred to in Section 3, the charges are dismissed, 
any material concerning the dismissed charges shall be removed from the SW’s employment 
record. If any subsequent grievance results in a favorable decision for the grievant, then any 
material concerning the discipline shall not be considered part of the SW’s employment record 
nor shall it be transferred to any third party unless required by law or regulation. 
 
Section 10.  As an alternative or in addition to issuing disciplinary action, the University may 
recommend reasonable remedial measures when appropriate. Such remedial measures must be 
rehabilitative rather than punitive and at no cost to the SW. 
  
Section 11.  The University and the Union shall maintain the confidentiality of all disciplinary 
actions except on a need-to-know basis or consistent with FERPA to the extent it applies. 
 
Section 12.  Notification to the Union.  If the SW has consented to disclosure of non-directory 
information as provided in Article 18, Union Access and Rights, the University shall copy the 
Union on written notification to the SW regarding disciplinary matters outlined in this Article.  If 
the SW has not previously consented to such disclosure, the University shall supply a waiver 
form, accompanying any disciplinary notification, for the SW’s consideration that, if signed, 
would allow written notice to be provided to the Union.   

 
ARTICLE 20 

COMPENSATION 
 
Section 1.  It is understood that the Union has no authority, nor shall the University be obligated, 
to negotiate over stipends for graduate students, including the stipends of bargaining unit members, 
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nor shall the University be obligated to negotiate over any other financial matters for graduate 
students who are not members of the bargaining unit. The provisions of this Article only apply 
when a student is working as a member of the bargaining unit. 

Section 2.  Compensation for salaried SWs. 

A. Research Assistant 1 –     
 
A Research Assistant 1-- A graduate student usually appointed on an annual basis for 
a 12-month period to perform research work under the supervision of a 
faculty/principal investigator. The parties understand that the work of a Research 
Assistant is a blend of academic and employment endeavors and that clear separation 
of each is difficult. The stipend that such an RA receives could be characterized as 
financial assistance or compensation or both. Thus, it is understood that for this 
category of SW and for purposes of this Agreement only, the stipend offered by the 
University is the functional equivalent of a salary and will be referred to as such in 
this Article only.  
 

  The minimum salaries for all such SWs in FY 20 were: 

 Life Sciences    12 months  $39,528 

Physical Sciences   12 months  $37,932 

Other     12 months  $35,676 

10 month or shorter appointments for these two levels are pro-rated accordingly. 

The above rates will increase by 2.8% on July 1, 2020 or upon ratification, whichever 
comes last.   

B. Research Assistant 2 –   
 

A Research Assistant 2 -- In addition to their research work, a graduate student who 
also has a teaching assignment.   
 
Provided such a teaching appointment is approved by their faculty advisor, the SW 
will have an appropriate adjustment in their research workload. If in discussions with 
the faculty advisor and/or principal investigator such an adjustment is not possible or 
not mutually desirous, the Research Assistant II will receive additional compensation 
in accordance with department or program guidelines.    

 

The minimum salaries for Research Assistants 2 will be the same as for Research   
Assistants 1. 
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C. Teaching Fellows  
 

1. There are four types of salaried teaching fellows (TFs) throughout the 
University who perform instructional duties: 

 
1. Teaching Fellow 1 
2. Teaching Fellow 2  
3. Instructional Fellow 
4. Pedagogical Fellow 

 
General descriptions of the duties and eligibility for such positions are found 
in Article 2, Titles and Classifications and Article 16, Workload. More 
particularized duties may be found in individual employment appointment 
letters.  
 

2.  Teaching Fellow categories when the TF is teaching a single standard 
University course or section under the direction of a full-time faculty member or 
when teaching a course independently. Compensation may be pro-rated for 
courses that run for less than a full semester.  The minimum pay rates for FY 20 
are as follows: 

 

Junior rate  Senior rate  

Teaching rate A  $3,400   $3,400 

The minimum rate for any Teaching Fellow in the School of Public 
Health or any SW teaching in the School of Public Health.  

Teaching rate B  $4,920    $5,520 

The minimum rate for Teaching Fellow I or Pedagogical Fellow or a CA 1 
or CA 2 for teaching a section in any School or College other than SPH that 
usually although not always accompany lectures given by faculty members.        

A Teaching Fellow 2 (Head Teaching Fellow) does not have section 
teaching responsibilities. Teaching Rate B is the rate for a Teaching 
Fellow 2. If a TF2 were to also lead a section, they would receive an 
additional TF1 appointment and be paid the TF1 compensation in addition 
to the TF2 compensation. 

[Note: this was the old 0.2 FTE) 

Teaching rate C  $9,840    $11,040 
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The minimum rate for any Instructional Fellow. An Instructional Fellow has 
primary instructional responsibilities for a course, under the supervision of 
a faculty member.  

 [NOTE: This was the old 0.4 FTE] 

Except as minimally provided above, variation between and within 
Teaching Rates B and C will be determined by each School. While the 
School must pay the minimum rates above, the School has the discretion 
to pay more than this rate based on a variety of factors. In deciding 
whether more than the minimum should be paid, the School shall take into 
account various factors including but not limited to degree of difficulty of 
the course or section; class size; degree of independence and 
accountability for the SW; frequency of meetings; attendant course 
advising; and any oversight responsibilities. Such determination shall not 
be grievable.  

Each School is required to publish which rate applies for particular 
courses and particular teaching activities.  

All such rates may be pro-rated accordingly for courses with less than a 
full semester’s (term’s) duration.      

3. The Senior Rates will be applied for any Ph. D SW who has successfully 
completed their first two years of their Ph. D program. The Junior Rates will be 
applied for all other SWs. The parties agree that there are currently some 
situations where a School has stated in writing that it will pay the Senior Rate to 
SWs who would ordinarily be paid at the Junior Rate. Those situations will 
continue during the life of this Agreement. Determination of successful 
completion of the first two years is based on academic progress and is not 
grievable. 

 
4. In courses that do not have a TF 2, faculty may, but are not required, to 
designate a TF 1 to carry out some additional administrative duties. If such duties 
are beyond the scope of the appointment, additional compensation will be 
provided to the SW.  

 

5. The Teaching Rates above will be increased by 2.8% on July 1, 2020 or upon 
ratification, whichever comes last, except for SPH where the rate shall be $3598 
effective July 1, 2020 or upon ratification, whichever comes last.  
 

6. For SWs within their admissions offer period, (normally, in their third and 
fourth year of graduate work), the minimum rates described above for teaching 
will be considered compensation and will be separately paid to the SW. However, 
such compensation is not an addition to the SW’s stipend. During the admissions 
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offer period, the total amount of funding to the SW, including the compensation 
for teaching, will be equal to the amount specified in the admissions offer letter.   

 
 

D. Other Teaching Rates 
 
Full-time graduate students teaching in any School of the University will be paid under 
the Junior or Senior Teaching Rates B or C categories in Section C above, except for 
Lecturer/Instructors, Teaching Assistants and Salaried Course Assistants in the Division 
of Continuing Education (DCE) and the School of Public Health.  

 
Nothing shall preclude the University from paying higher compensation rates in its 
discretion. 

 
 

E. Division of Continuing Education (DCE)  
 

 As an exception to the rates in Section C above unit members teaching in DCE were 
paid at the following minimum compensation rates depending on title during FY20 and 
shall be set at the same minimum rates for FY 21: 
 

DCE- Lecturer/instructor  $7800 per 4 credit course 
DCE- Teaching Assistant   $3900 per 4 credit course 
DCE- Head Teaching Assistant   $1950 for such work   
DCE- Salaried Course Assistant $  850 per 4 credit course 

 
 

F. Other instructional work besides teaching.  It is understood that programs may offer 
differing amounts of compensation for other instructional work besides teaching a 
course or section of a course, such as tutoring, thesis advising, leading practicums 
and other instructional work. 
 
The rates for these appointments will be dependent on the duration and scope of the 
work. Work expectations, anticipated time commitments, and rate of pay must be 
detailed and explicit in the employment appointment letter, and such expectations 
should not reasonably imply an hourly wage less than the minimum hourly rate 
specified in this agreement. Any increase to those expectations will require additional 
compensation.  
 

G. The teaching rates delineated in Section C. above for teaching courses includes, in 
addition to class time, preparation, grading, meeting with and advising students on 
course work and all other matters attendant to teaching the course. No additional 
compensation is paid for any such attendant work other than the course rate except 
as provided in Section C. d. above. 

 
H. Limited Research Assistant Appointments 
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SWs may have short duration, limited scope salaried research assistant 
appointments. These appointments may be for work that is not directly related to 
the student’s academic endeavors. The rates for these appointments will be 
dependent on the duration and scope of the work. Work expectations, anticipated 
time commitments, and rate of pay must be detailed and explicit in the employment 
appointment letter and such expectations should not reasonably imply an hourly 
wage less than the minimum hourly rate specified in this agreement. Any increase 
to those expectations will require additional compensation.   
 
 

Section 3. Compensation for Hourly SWs 

A. It is recognized that hourly rates of pay for hourly Research Assistant, Course 
Assistants, hourly Teaching Fellows and other hourly workers vary greatly throughout 
the University. Some Schools have specific rates of pay for their hourly workers. Some 
hourly rates vary depending on the amount of available funds in a faculty member’s 
grant.   
 

B. However, all hourly SWs who perform instructional work (e.g. Course Assistants) 
regardless of School will receive at least the minimum hourly rate of pay of $17.00 per 
hour effective July 1, 2020 or upon ratification of this Agreement, whichever comes 
last.   

 
C. All hourly SWs who perform research work (e.g. hourly Research Assistant) will 

receive at least the minimum hourly rate of pay of $16.00 per hour effective July 1, 
2020 or upon ratification of this Agreement, whichever comes last.  

 
D. Where a School has a publicized standard hourly rate of pay that exceeds $16 per hour 

(or $17 per hour for instructional work), the University agrees that for the life of this 
Agreement, such standard hourly rate will not be reduced below what it was in FY 20.  

 

Section 4. A SW shall be paid on a timely basis, in accordance with the University's normal 
business operations, for the teaching and other compensable duties they performed, 
provided the SW has submitted to the University, in a timely fashion, all documentation 
or information necessary for the processing of said payment. 

 

Section 5. If the University, in error, overpays wages to a SW in a given pay period, the 
University, once it discovers the error, will promptly notify the SW of the amount of 
the overpayment and the date on which the overpayment occurred. In such a case, the 
University and the SW will work out a repayment plan for the overage. If they wish, 
the SW may seek the help of the Union in negotiating over the repayment plan. Such 
repayment plan shall be consistent with applicable federal and state wage law.  
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If the University, in error, underpays a student worker, it shall promptly correct the 
error and pay any back wages owed. 

SWs shall endeavor to report to the University any possible overpayments, or 
underpayments, so they may be corrected as soon as possible.  

 
 
 
 
 
 

ARTICLE  21 
HEALTH AND DENTAL INSURANCE 

 
Section 1.  All students are required to participate in the Harvard University Student Health Plan 
or to otherwise be covered by a health insurance program. The University will continue for the 
life of this Agreement to provide individual coverage at no premium cost to the student for all 
GSAS Ph. D student workers as may be guaranteed in their offer letter. 
 
Section 2.  Nothing in this Agreement shall affect the University’s right to modify the plan or 
plan design or premium rates or to change insurance carriers or administrators in its discretion.  
 
Section 3.  Effective July 1, 2020, or upon ratification of this Agreement, whichever comes last, 
the University shall establish a SW Health Insurance Premium Support Fund in the amount of 
$325,000 for FY 21 but pro-rated for the balance of FY 21 based on the date of ratification. 
Salaried SWs may apply for money from the fund to help defray the cost of premiums for 
spousal and/or dependent coverage under the HU Student Health Plan.    
 
Distribution of any funds shall be made in accordance with procedures, policies and 
requirements established by the Union, subject to approval by the University. 

There shall be no rollover of any unexpended funds from one year to the next. 
 

Section 4.  Eligible SWs and their dependents may elect the optional student dental insurance 
plan offered by the University provided they pay the full cost for such a plan.   
 
Effective July 1, 2020, or upon ratification of this Agreement, whichever comes last, the 
University shall establish a Dental Health Plan Support Fund in the amount of $125,000 for 
FY21 but pro-rated for the balance of FY 21 based on the date of ratification. Salaried SWs who 
have elected the University’s student dental insurance plan may apply for money from the fund 
to help defray the cost of premiums and co-pays under such plan for themselves and for covered 
spouses and/or dependents. Salaried SWs who have not elected the University student dental 
insurance may also apply for money from the fund to help defray dental expenses in general. 
 
Distribution of any funds shall be made in accordance with procedures, policies and 
requirements established by the Union, subject to approval by the University. 
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There shall be no rollover of any unexpended funds from one year to the next. 
 

Section 5.  Effective July 1, 2020 or upon ratification of this Agreement, whichever comes last, 
the University shall establish a SW Support Fund in the amount of $125,000 but pro-rated for the 
balance of FY 21 based on the date of ratification. Salaried SWs may apply for reimbursement of 
any co-pays and other out-of-pocket medical expenses (as defined by Internal Revenue Service 
regulations) that they had to incur under the HU Student Health Plan.    
 
Distribution of any funds shall be made in accordance with procedures, policies and 
requirements established by the Union, subject to approval by the University. 

There shall be no rollover of any unexpended funds from one year to the next. 
 

 
 

ARTICLE 22 
CHILD CARE FUND 

 
Effective upon ratification of this Agreement, the University shall make a fund available 

to reimburse salaried bargaining unit members for child care expenses at licensed child care 
facilities (child care centers, family child care providers, after school programs, daytime summer 
camp programs) or an in-home provider with a Social Security or Tax I.D. number. Commencing 
on July 1, 2020 or upon ratification of this Agreement, whichever comes last, the fund will be 
$350,000 for FY 21, but pro-rated for the balance of FY 21 should ratification occur after July 1, 
2020.  There shall be no rollover of any unexpended funds from one year to the next. 
Reimbursement for such child care expenses shall be made in accordance with procedures, 
policies and requirements established by the Union, subject to approval by the University. 

 
 

ARTICLE 23 
FAMILY FRIENDLY BENEFITS 

 
Section 1.  Ph. D SWs shall be eligible for access to Care.com at no cost for such 

membership and subject to relevant rates and procedures. Under current policy, SWs have access 
to the Care.com providers for up to 10 days a year at a subsidized rate of $5 per hour. SWs may 
utilize Care.com for additional days at full provider rates. 

 
Section 2.  All Ph. D SWs shall be eligible for the Parental Accommodation and 

Financial Support program which provides a one-time stipend of $6516 for the birth or adoption 
of a child. During the accommodation period, students may request and receive unpaid time off 
from their duties up to 12 weeks.  Effective July 1, 2020, the stipend will be raised to $6831. 
 

 
ARTICLE 24 

LEAVE PROVISIONS 
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Section 1.  Sick Leave  

A. SWs shall have a right to a reasonable number of days per semester or summer session of 
sick leave with no loss of compensation. SWs are permitted to use sick time for any of 
the following reasons: 

 

1. Caring for their own physical or mental illness, injury or medical condition 
2. Caring for a physical or mental illness, injury, or medical condition of their child, 

spouse, parent, or spouse’s parent; 
3. Attending their own routine medical appointment; 
4. Attending a routine medical appointment for their child, spouse, parent, or spouse’s 

parent and members of the household regularly sharing the employee’s residence 
5. Addressing the psychological, physical, or legal effects of domestic violence; or 
6. Travel necessitated by any of the above.  

 

B. A SW who is using a sick day must inform their supervisor as soon as possible. 
 

C. In no case shall the sick time provided be less than would be provided to an individual 
covered by the Massachusetts Sick Time Law.   
 

Section 2. Family and Medical Leave of Absence 

SWs may take an unpaid Family and Medical Leave of Absence of up to 12 weeks for the 
birth or adoption of a child, childcare, their own serious health condition or work-related 
disability, or care of an immediate family member with a serious health condition. “Immediate 
family members” include parents or step-parents, child or step-child or spouse. SWs are expected 
to notify their supervisors and directors of graduate studies at least four months in advance 
whenever possible of the anticipated birth or adoption of a child, so that appropriate 
arrangements can be made to cover any teaching or research responsibilities.   

SWs who are Ph. D candidates are eligible to apply for financial assistance for the birth 
or adoption of a child under the Parental Accommodation and Financial Support. 

 

Section 3. Bereavement leave 

A SW on a salaried appointment may be absent without loss of pay or benefits for up to 
three (3) days when called for by a death in the immediate family or household. A SW on an 
hourly basis may also be absent for the same purposes but without pay. 

A longer paid absence may be appropriate in circumstances of logistical difficulty or 
severe emotional distress or religious observance if approved by the supervisor. Such requests 
shall not be unreasonably denied. For the purpose of this policy only, immediate family includes: 
the SW’s spouse, children (including stepchildren), grandchildren, children-in-law, parents 
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(including step-parents), grandparents, parents in-law, siblings, (including step siblings) and 
siblings-in law; and household includes individuals regularly sharing the SW’s residence. 

Section 4.  Civic Duty Leave  

SWs who are on a salaried appointment shall retain all compensation and benefits during 
jury duty, serving as a witness in a court case, similar civic obligations, or other court 
appearances. A SW on an hourly basis may also be absent for the same purposes but without 
pay. 

Section 5.  Military Leave  

 The University shall comply with any applicable state and federal laws governing 
military service and leaves. A SW may use this leave in addition to other leaves provided for 
under this Article. 

Section 6. Maintaining continuation of student benefits during leaves under this Article is 
conditioned on maintaining active student status with the University.   

SWs shall retain any and all other rights under state and federal law regarding leaves of absence. 

Section 7. SWs shall make reasonable effort to provide as much advance notice as possible 
before taking any leave under this Article. 

 

ARTICLE 25 
HOLIDAYS, PERSONAL DAYS, AND VACATION 

 
 
Section 1.  The University sets the academic calendar each year and designates official 
University holidays and recesses.   Currently, the following are designated as official University 
holidays. SWs shall not be required to work on the following holidays and designated recess, 
except as provided below in section 2. 

New Year’s Day   
Martin Luther King, Jr. Day 
Presidents’ Day 
Memorial Day  
Independence Day 
Labor Day  
Columbus Day (Federal) / Indigenous Peoples’ Day (City of Cambridge)  
Veterans Day  
Thanksgiving 
Friday after Thanksgiving  
Christmas Eve 1/2 day    
Christmas Day  
Winter Recess (the period between Christmas and New Year’s Day) 
 

PERB Received
10/21/21 22:48 PM



 

44 
 

The University reserves the right to add other holidays and recesses in its discretion. 

Section 2.   During a designated holiday or recess, SWs may be required to conduct work (such 
as laboratory work, teaching a section, or grading of assignments) only when determined to be 
necessary by the faculty member or supervisor. The faculty member or supervisor shall provide 
notice to the SW in advance when such work is deemed necessary. If a SW is required to work 
on a designated holiday or recess, the SW shall choose an alternate day(s) off with the 
supervisor’s approval, which approval shall not be unreasonably denied. 

Section 3.  The University recognizes that there are religious holidays that are not currently 
University holidays. The University will make reasonable accommodations to a SW to observe a 
religious holiday provided it does not create an undue burden for the University. SWs shall request 
such time off for religious observance with reasonable advance notice to their supervisor. 

Section 4.  Personal Days  

In addition to time off for designated holidays and recesses, SWs on a salaried 
appointment shall be entitled to one (1) personal day per semester without loss of compensation 
with, where possible, at least three (3) days advance notice to their supervisor. A salaried SW 
with a fall semester employment appointment may carry over and utilize their one personal day 
from the fall semester in the spring semester of the same fiscal year.  Personal days may not, 
however, be carried over from one fiscal year to another.   

Those salaried SWs with 12-month appointments shall receive one (1) additional 
personal day in addition to two (2) personal days for the fiscal year.   Personal days may not be 
carried over from one fiscal year to another.  

Personal days may be used for any purpose, including the SW’s personal observance of 
special days in their cultural heritage.   
Section 5.  Vacation Days for SWs with 10- and 12-month appointments 
 

A. SWs on a salaried 12-month appointment shall be entitled to ten (10) vacation days 
without loss of compensation to be used during their appointment period.  
 

B. A SW appointed to a position that would normally be 12 months, but initially 
appointed for 10-months (i.e. September through June) shall be entitled to eight (8) 
days off in that first employment appointment period without loss of compensation.  
If a SW on a 12-month appointment spends part of that appointment period on a non-
University activity (such as accepting an external internship), they shall receive a pro-
rated amount of vacation for the months actually worked for the University. 
 
In order for a SW to be entitled to vacation, they must be working under an 
employment appointment that is for 10- or 12-months duration. Thus, two separate 
semester appointments cannot be considered a 10-month appointment, nor can two 
separate six-month appointments be considered a 12-month appointment.  
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C. Vacation days must be used during the appointment period and may not be carried 
over from one fiscal year to the next.  Vacation days not used during the appointment 
period will be forfeited.   

 
D. Vacation time shall be scheduled in consultation with and approval of the 

supervisor/faculty member, which approval shall not be unreasonably denied. 
 

E. For SWs with curricular responsibilities, vacations should normally not be taken 
during the Fall or Spring academic semesters. 

 
F. A vacation request of more than two weeks by combining vacation time at the end of 

one fiscal year with vacation time at the beginning of the next fiscal year will only be 
allowed with the consent of the supervisor who shall be under no obligation to grant 
such request.   

 
G. If a designated University holiday or recess falls during an SW’s vacation, the SW 

shall not be charged vacation time for that holiday or recess. 
 
 

ARTICLE 26 
PARKING AND TRANSIT 

Section 1.  All SWs are eligible for one of the three (3) parking/transit options below (1A or 1B 
or 1C). 

A. Parking  
 

1. At all campuses, SWs shall have the option to have access to parking and 
parking-related services that are available to and on the same basis as University 
staff. 

 
2. The University will provide information to all incoming SWs about their 

parking options. 
 

3. SWs who opt for this option but are unable to secure their facility of choice 
shall remain eligible for the other transit benefits below provided any 
application deadlines are met. 

 
B. Transit - Public and Private 

 
SWs will be provided with discounted MBTA passes per the Semester Pass 
Program. Schools at their discretion may provide SW’s additional discounts on 
MBTA passes and/or programs.    

C. Bicycling 
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1. SWs would be eligible for a bicycle benefit on the same basis and under the same 
terms and conditions as that offered to staff employees. 

 
2. A qualified bicycle commuting month is one during which a SW is biking for a 

substantial portion of the commute and does not receive any parking permit or a 
monthly transit pass through Harvard University. 

 
3. This benefit operates on the calendar year; the total reimbursement amount 

accrues over the calendar year and is paid back against the total eligible expenses 
incurred in the same year. Reimbursement claims are processed and paid in the 
beginning of the following year; paperwork must be submitted by the SW no later 
than January 31. If the SW is a new SW or uses a parking permit or transit pass 
through Harvard for some months of the year, your total reimbursement value is 
prorated based on your eligible months. 

    

ARTICLE 27 
TRAVEL 

 
Section 1.  Unless otherwise restricted by provisions of a grant, the University shall directly pay 
preferred providers in advance for all authorized and approved lodging and transportation 
expenses, as well as directly paying for authorized and approved conference registration fees 
required for employment, following appropriate notice from the SW to the University. If 
expenses cannot be pre-paid because of the restrictions of a grant, the University shall pre-pay 
the expenses from another fund.  
 
Section 2.  Any other expenses incurred will be reimbursed upon the SW’s return from the trip in 
accordance with the Harvard University travel and related policies. In all other respects, the 
Harvard University travel and related policies as may be amended from time to time shall apply.  
 
 
 

ARTICLE 28 
EMERGENCY GRANT 

 
Section 1.  Effective upon ratification of this Agreement, the University shall make a fund 
available to assist SWs with a temporary hardship due to a significant emergency event.    
 
Section 2.  Commencing upon ratification of this Agreement, whichever comes last, the fund 
will be $25,000 for each year of this Agreement.   Distribution of money from such fund shall be 
made in accordance with procedures, policies and requirements established by the Union, subject 
to approval by the University. 
 
There shall be no rollover of any unexpended funds from one year to the next.  
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Section 3.  If the funds are exhausted in a given year, nothing shall preclude a SW from asking 
their School for additional funds to deal with emergency events recognizing, however, that any 
such distribution by the School is entirely discretionary and not a right or expectation. 
 

 
ARTICLE 29 

EMPLOYEE ASSISTANCE PROGRAM 
 

Salaried SWs, their spouses and dependents, and adult household members shall be 
entitled to participate in the University’s Employee Assistance Program, as may be modified 
from time to time.  

ARTICLE 30 
UNION MANAGEMENT COMMITTEE 

 
Section 1. A joint Union-Management Committee (UMC) shall be formed with up to seven (7) 
members on each side that shall meet one (1) time each semester (fall and spring) in addition to 
all other union-management meetings that may be provided for in this Agreement.  
 
Section 2. The purpose of the UMC will be to discuss matters of concern to either or both sides, 
including the administration of this agreement and other related issues that are not the subject of 
an active grievance. The parties also agree that such meetings shall not constitute nor be used for 
the purpose of negotiations. Each side shall select its own representatives. Union representatives 
shall suffer no loss of compensation to attend such meetings. Agendas shall be mutually agreed 
to at least seven (7) business days prior to the meeting. The UMC shall also convene at mutually 
agreed upon times and on an ad hoc basis as needed.  
 
 
 

ARTICLE 31 
  UNION SECURITY 

 
Section 1.  SWs are free to decide whether or not they wish to join the Union and pay 
membership dues and fees. The University shall not coerce or otherwise attempt to influence a 
SW about their decision to join or not join the Union and pay or not pay membership dues and/or 
fees. 

Section 2.  If a SW is a member of the Union or if a SW decides to join the Union, they may 
choose to have their Union membership dues and fees deducted from each paycheck provided 
they have signed an authorization for such deductions in a paper or electronic form acceptable to 
the University as provided for in Appendix B. The Union shall provide the University with the 
amount of Union membership dues and fees that a SW who joins the Union must pay.   

Section 3.  Upon receipt of such signed authorization from an eligible SW as defined in Section 
2 above, the University shall deduct Union membership dues and fees from each paycheck. The 
University shall remit the dues and fees to the Union, together with an electronic list of names of 
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the SWs from whom deductions were made. The electronic list shall contain the employee's 
name and NetID and the amount of dues/fees deducted, and gross wages.  

Section 4.  Deductions shall commence for the first full pay period following receipt of the SWs 
written authorization and shall continue unless affirmatively revoked by the SW. The University 
is not required to make retroactive deductions. In order for the deductions to be made, the 
authorization cards must be received by the University's designated representative by at least 
seven (7) business days preceding the payday when the checkoff is to begin.  

 Section 5. The University shall electronically transmit to the Union within fifteen (15) business 
days after the monthly payroll for the prior month, all dues and fees deducted for that pay period 
in accordance with Section 4 above. 

Section 6. The Union agrees that it will reimburse the University for any costs and indemnify 
and hold the University harmless from any claims, actions, or proceedings by any person or 
entity or any action taken or not taken arising from any deductions made under this Article.  

Section 7.  Upon presentation of an “Authorization and Checkoff of Contributions to UAW V-
CAP” form executed by a SW who is a dues paying member of the Union, the University agrees 
to deduct from the pay of each SW voluntary contributions to UAW Voluntary Community 
Action Program (UAW V-CAP). The University agrees to provide a voluntary check off for the 
UAW. A SW may discontinue the V-CAP deductions at any time upon written notification to the 
Union and the University Labor Relations Office. V-CAP collections will be remitted to the 
UAW V-CAP department monthly. The remittance listing shall be sent monthly to the UAW V-
CAP department and to the Local Union and include the SW’s name, NetID, amount deducted 
and the last date of authorization of those SWs for whom deductions have been made. The 
University further agrees to furnish the UAW V-CAP department and the Local Union with a 
monthly and year-to-date report of each SW’s deductions. 

 

 
ARTICLE 32 

NO STRIKE/NO LOCKOUT 
 

Section 1.  During the term of this Agreement or any extension thereof the Union, its 
representatives, agents, and unit members will not call, condone, or engage in a strike, sympathy 
strike, slowdown, or withholding of grades or academic evaluations by SWs.  
 
Section 2. Any unit member engaging in any conduct prohibited by this Article may be subject 
to disciplinary action in accordance with Article 19, Discipline and Discharge. 
 
Section 3. In the event that any unit member violates the provisions of Section 1, the Union shall 
as soon as practicable, inform such unit member(s) through all reasonable means that such action 
is prohibited under this Agreement and that such unit member(s) should cease such action and 
return to full, normal, and timely work. The Union shall also distribute to the unit member(s) and 
the University a written notice, signed by an officer of the Union, that the work stoppage or other 
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violation is not authorized by the Union. Such distribution shall be made within twenty-four (24) 
hours of notice to the Union from the University that there has been a violation of this Article. 

 
Section 4. During the term of this Agreement, or any extension thereof, the University agrees 
that it will not lock out any of the unit members covered by this Agreement. 

 
 

ARTICLE 33 
SEVERABILITY 

 
If any provision of this Agreement is found to be contrary to law by a court of competent 
jurisdiction, such provision shall be of no force or effect; but the remainder of this Agreement 
shall continue in full force and effect. The parties shall bargain in good faith with respect to any 
provision found to be in contravention of the law. 

 

ARTICLE 34 
DURATION 

 

This Agreement shall be in full force and effect from July 1, 2020 or the date of ratification, 
whichever is later,  up to and including June 30, 2021 and thereafter shall continue in effect unless 
notice of a desire to modify or terminate the Agreement is given by either party to the other, in 
writing at least sixty (60) calendar days prior to the expiration of the Agreement; provided, 
however, that where neither party gives such sixty (60) calendar day notice of modification or 
termination prior to the expiration of the Agreement, the Agreement shall continue in effect until 
terminated or modified following notice by either party to the other, in writing, of a desire to 
terminate or modify the Agreement, at least ninety (90) calendar days thereafter.   

IN WITNESS WHEREOF the parties hereto affix their signatures by their duly authorized 
representatives 

For HGSU-UAW      For Harvard University 

 

_____________________________     ______________________________  

 

______________________________    ______________________________  

 

______________________________    ______________________________  

 

______________________________     ______________________________  
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______________________________    __________________________  

 

______________________________    _____________________________ 

 

_______________________________    ______________________________  

 

________________________________   ______________________________  

 

________________________________   ______________________________ 

 

________________________________    ______________________________  

 

________________________________    ______________________________  

 

Date:  

 

 

 

APPENDIX A 

NOTICE OF RIGHT TO UNION REPRESENTATION UNDER ARTICLE 7, NON-
DISCRIMINATION AND HARASSMENT, AND ABUSE OR INTIMIDATION 

 

The Harvard Graduate Students Union-UAW Local 5118 and the University share a commitment 
to an inclusive campus community free of any form of discrimination or harassment. The union 
contract with the University, Article 7, Non-Discrimination, Harassment and Abuse or 
Intimidation ensures that student workers have the option of pursuing the following avenues of 
recourse in instances of discrimination, harassment or retaliation:  
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➢ The Grievance Procedure in the contract between the Union and the University in cases 
of discrimination on the basis of union activity or cases of workplace retaliation;   

➢ The procedures administered by the University and its Title IX Office and Office of 
Dispute Resolution (ODR);  

➢ State and Federal offices that handle complaints about discrimination, harassment, and 
retaliation.  

 

You have the right to a Union representative when pursuing a complaint of any kind under 
Article 7 Non-Discrimination, Harassment and Abuse or Intimidation at the University or at any 
State or Federal agencies: 

➢ A union representative can advocate on your behalf, including advocating for appropriate 
interim measures such as workplace or schedule changes, no-contact orders or other 
accommodations.  

➢ A union representative can provide experience, support, and help navigating systems that 
otherwise can seem complex and confusing. 

➢ The Title IX Office’s and ODR’s roles are investigatory and do not represent either the 
Complainant or the Respondent.  
 

If you have experienced discrimination, harassment and/or retaliation, we encourage you to seek 
help from the Union.  

For assistance from your Union, contact a trained member of our grievance committee 
confidentially at [E-mail Address]. You can also find a list of resources for help on our website 
at [URL].  

 

APPENDIX B 

DUES CHECK-OFF AUTHORIZATION  

I hereby authorize and direct Harvard University (“the University”) to deduct from my 
earnings—and to transmit to the Harvard Graduate Students Union-UAW Local 5118 (“HGSU-
UAW”)—dues in the amount established or revised by HGSU-UAW in accordance with its 
constitution and/or bylaws. If for any reason the University fails to make a deduction, I authorize 
the University to make such deduction in a subsequent payroll period. HGSU-UAW is 
authorized to deposit this authorization with the University, and is authorized to redeposit this 
authorization with the University if my employment terminates and I am later rehired. 

 This authorization is entirely voluntary on my part, and shall be irrevocable and automatically 
renewed every year for successive periods of one year each or for the duration of each 
succeeding collective bargaining agreement between the University and HGSU-UAW, 
whichever shall be shorter, unless revoked by me by signed notice sent to the University and 
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HGSU-UAW, and received by them not more than 20 days and not less than 10 days before the 
expiration of each period. 

 

SIDE LETTER TO BE ATTACHED TO THE AGREEMENT 

HOUSING 

Effective with the fall semester 2020, student workers living in University-owned housing shall 
be able to pay rent on monthly basis without incurring fees.  

 

 

SIDE LETTER TO BE ATTACHED TO THE AGREEMENT 

NON-DISCRIMINATION AND HARASSMENT WORKING GROUPS 

A. Title IX Advisory Committee: The University’s Title IX Policy Review Advisory 
Committee provides recommendations on how the University Policy on Sexual and 
Gender-Based Harassment is working and whether modifications to the policy should be 
made. Within three (3) months of ratification of the Agreement, the Union shall select 
two (2) of the four (4) student representatives who serve on that Advisory Committee. 
The SW appointed should be willing to serve for two (2) years but will not be required to 
do so. 
 

B. University Working Groups. It is the intent of the University to establish University-
wide policies and procedures to deal with other forms of discrimination besides sexual 
and gender-based harassment, including but not limited to race and ethnicity 
discrimination, and abusive and intimidating behavior.  
 

1. Within three (3) months of the ratification of this Agreement, the University 
shall establish two University-wide Working Groups (Non-discrimination 
Policy Working Group and Anti-bullying Policy Working Group) with 
representatives from various constituencies, including the HGSU-UAW, to 
recommend a University-wide policy and procedures to address:  

 

a. Complaints about forms of prohibited discrimination other than sexual 
and gender-based harassment and suggest procedures by which such 
complaints will be investigated and resolved, and 
 

b. Complaints about misconduct that do not constitute policy violations 
on sexual and gender-based harassment or other forms of prohibited 
discrimination but which nonetheless may be abusive and/or 
intimidating to SWs and other members of the Harvard community.  
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2. Two (2) SWs selected by the Union shall serve on each Working Group. Any 
SW appointed should be willing to serve for two (2) years but will not be 
required to do so. 
 

3. The Working Groups shall make recommendations for the establishment of 
such policies and procedures. The parties agree that any such 
recommendations regarding policies and procedures will include, at a 
minimum, a final appeals panel of impartial and unbiased members similar to 
that provided by the ODR Procedures for Handling Complaints Involving 
Students Pursuant to the Sexual and Gender-Based Harassment Policy. 

 

4. The University in its discretion may decide to combine the two Working 
Groups identified in Section 1 of this Side Letter, in which case four (4) SWs 
selected by the Union shall serve on such a combined Working Group. 

 

 
SIDE LETTER TO BE ATTACHED TO THE AGREEMENT 
 
ADDITIONAL TEMPORARY PRIVATE SPACE 
 
Following ratification of the Agreement, the University and the Union will explore where 
additional temporary private space can be provided to SWs for them to address personal issues 
during work time. The University shall determine the location of such places with input from the 
Union within the first six months following ratification of the Agreement and will publish such 
locations in a mutually agreeable place. 
 

****************************************************************** 
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OFFICE OF THE PRESIDENT  Office of State Governmental Relations 
 1130 K Street, Suite 340      
 Sacramento, California 95814 
      (916) 445-9924 
      Kieran Flaherty, Associate Vice President & Director 

 

 

August 31, 2017 
 
 
The Honorable Lorena Gonzalez Fletcher 
Chair, Assembly Appropriations Committee 
State Capitol, Room 2114 
Sacramento, CA  95814 
 
Re: SB 201 (Skinner), as amended March 13, 2017 

Currently on the Assembly Appropriations Committee Suspense File 
 Position: OPPOSE / HOLD ON SUSPENSE  
 
Dear Chair Gonzalez Fletcher: 
 
Regretfully, I am writing to inform you that the University of California (UC) has adopted an oppose 
position on SB 201 (Skinner), a measure which seeks to amend the Higher Education Employer Employee 
Relations Act (HEERA) to create collective bargaining rights for UC’s graduate student researchers (GSRs).  
We respectfully request the Appropriations Committee hold this bill on the Suspense File when it is taken up 
later this week.   
 
Over the past several months, UC has been in regular contact with the author and sponsor of this measure, 
with the stated goal of exploring potential options that could address the University’s concerns and thereby 
avoid the oppose position that the University has had on similar bills in past years.  Unfortunately, the 
University was not able to find a compromise solution and once again must oppose this measure.      
 
We believe this bill would severely impair the University’s ability to excel in its mission of teaching, 
research and public service and undermine UC’s competitiveness as a world-renowned research university.  
The Public Employees Relations Board has held for over 20 years that the work conducted by GSRs is an 
integral part of their education, and therefore these students are not eligible for collective bargaining.  By 
statutorily overturning this ruling, we believe SB 201 would fundamentally alter the relationship between 
faculty members and student researchers from one of mentor-mentee to employer-employee.  By conducting 
research as a GSR, the student is participating directly with faculty in the primary purpose of doctoral 
education— engaging in research at a high level of competency.  Graduate research is not “work” in the 
traditional employment sense because, although these students receive wages in exchange for their work, that 
work is conducted as part of their educational pursuits.  
 
Financial Impact 
 
In addition to our fundamental disagreement over the policy merits of the measure, we would note that there 
would be substantial financial costs to the University associated with the implementation and ongoing 
administration of SB 201.  UC has calculated the initial cost to the University to be approximately $12 
million to $16 million – comprised of 1) additional costs to manage the collective bargaining process with a 
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new cohort of employees, 2) additional costs to administer the contracts and 3) anticipated compensation 
costs associated with likely salary increases.  Additional detail on each of these three elements is provided, as 
follows: 
 

Collectively Bargaining Costs: Based on a recent example of bargaining expenses, the University 
estimates the cost to collectively bargain a potential GSR agreement at $729,000. 

 
Administrative Costs (Increase FTE): Anticipated costs to administer a GSR contract, based on the 
actual campus costs that have been incurred to administer a similar contract with UC post-doctoral 
researchers, would be $1,846,000. 

 
GSR Compensation Costs: Although these costs would be negotiable under the collective bargaining 
process, UC anticipates that during negotiations United Auto Workers may negotiate for the 
University to cover the costs of union dues, as well as general range adjustments to their salary scale.  
Estimates of these costs include: 
- Projected systemwide new union dues of 1.15% would be $3,147,000, based on systemwide 
earnings of GSRs during the most recent academic year.  
- Projected increase in salary costs for UC--assuming an increase in compensation as a result of 
collective bargaining--in the range of 3 percent to 5 percent, or $6,556,000 to $10,927,000. 

 
In light of the costs outlined above, we anticipate initial costs of just over $12 million if a future GSR 
contract were to call for a 3 percent compensation increase, and over $16 million if a new GSR contract were 
to call for a 5 percent compensation increase. 
 
Negative Impact of Fundamental Change in Faculty-Student Relationship 
 
As a major research university, UC seeks to form a graduate student body that has the training and 
experience necessary to assume its function as the next generation of faculty, researchers and other 
professionals.  The faculty-student research relationship differs from the employer-employee relationship.  
While faculty does teach their graduate students in a classroom setting, they also teach them by collaborating 
on research.  As mentor in this relationship, faculty provide graduate students with opportunities to learn 
uniquely from the process and serving as a GSR is a valuable tool of preparation for the graduate program 
qualifying examinations and the preparation of the student’s dissertation. 
 
Research is not “work” in the traditional employment sense in that it does not represent an exchange of 
wages for services.  By conducting research as a GSR the student is participating directly with faculty in the 
primary purpose of doctoral education: to engage in research at a high level of competence. Supplanting the 
student-faculty relationship with a labor-management relationship could negatively affect UC’s ability to 
attract renowned faculty and talented graduate students.  The University would anticipate the loss of faculty 
drawn to other institutions that enjoy less restrictive relationships with their graduate students.  
 
Increase in Time Required for Students to Complete Their Degree 
 
SB 201 would diminish UC’s ability to attract the best graduate students due to new work restrictions that 
would increase the time it takes to earn a graduate degree at UC.  SB 201 includes a provision stating that 
what is required for students to achieve satisfactory progress toward their degrees does not fall under the 
“scope of representation” for the purposes of collective bargaining.  However, wages, hours of employment, 
and other terms and conditions of employment, clearly do fall under the “scope of representation.”   
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Academic research is unique in that individual discoveries do not follow a set timeline and hours of 
employment and other terms and conditions that could be negotiated through collective bargaining could 
ultimately increase the time required for students to complete their degrees. 
 
Faculty, whose grants in large part fund these student positions, may begin to avoid hiring GSRs if they 
become subject to the same or similar employment restrictions as teaching assistants (TAs).  For example, if 
the terms of a contract require a period of employment of one year, but a faculty project provides funding for 
only six months, the effect will be to preclude faculty from selecting graduate students for the work.  
Additionally, the hours typically worked as a GSR are not based exclusively on the goal of obtaining a work 
result within a specified time frame, as with TAs.  Instead, the time spent on research is often determined 
solely by the student in an effort to control her/his time-to-degree and to expedite the conclusion of the 
research to achieve her/his educational objectives. 
 
Because SB 201 fails to recognize these distinctions, the time that GSRs would otherwise devote to their 
dissertation research could be in direct conflict with the workload provisions of a union contract.  The 
insertion of collective bargaining into the process could—through negotiated GSR hours and pay—lengthen 
the average time it takes for graduate students to receive their degrees. 
 
Thank you for your consideration of the University’s views. Should you have any questions regarding the 
University’s position on SB 201, please do not hesitate to call me at (916) 445-9924. 
 
Sincerely, 

 
Kieran Flaherty 
Associate Vice President & Director 
 
cc: Senator Nancy Skinner 

Vice Chair and Members, Assembly Appropriations Committee 
President Janet Napolitano 

 Executive Vice President and CFO Nathan Brostrom 
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September 29, 2017 
 
 
The Honorable Edmund G. Brown, Jr. 
Governor of the State of California 
State Capitol 
Sacramento, CA  95814 
 
Re:  SB 201 (Skinner)—REQUEST FOR VETO 
  
Dear Governor Brown: 
 
The University of California (UC) respectfully requests your veto of SB 201 (Skinner), a 
measure which seeks to amend the Higher Education Employer Employee Relations Act 
(HEERA) to create collective bargaining rights for UC’s graduate student researchers (GSRs). 
 
Over the past several months, UC has been in regular contact with the author and sponsor of this 
measure, with the stated goal of exploring potential options that could address the University’s 
concerns and thereby avoid the oppose position that the University has had on similar bills in 
past years.  Unfortunately, the University was not able to find a compromise solution and once 
again must oppose this measure.      
 
We believe this bill would severely impair the University’s ability to excel in its mission of 
teaching, research, and public service, and undermine UC’s competitiveness as a world-
renowned research university.  The Public Employees Relations Board has held for over 20 years 
that the work conducted by GSRs is an integral part of their education, and therefore these 
students are not eligible for collective bargaining.  By statutorily overturning this ruling, we 
believe SB 201 would fundamentally alter the relationship between faculty members and student 
researchers from one of mentor-mentee to employer-employee.  By conducting research as a 
GSR, the student is participating directly with faculty in the primary purpose of doctoral 
education— engaging in research at a high level of competency.  Graduate research is not 
“work” in the traditional employment sense because, although these students receive wages in 
exchange for their work, that work is conducted as part of their educational pursuits.  
 
Negative Impact of Fundamental Change in Faculty-Student Relationship 
 
As a major research university, UC seeks to form a graduate student body that has the training 
and experience necessary to assume its function as the next generation of faculty, researchers, 
and other professionals.  The faculty-student research relationship differs from the employer-
employee relationship.  While faculty does teach their graduate students in a classroom setting, 
they also teach them by collaborating on research.  As mentor in this relationship, faculty 
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provide graduate students with opportunities to learn uniquely from the process, and serving as a 
GSR is a valuable tool of preparation for the graduate program qualifying examinations and the 
preparation of the student’s dissertation. 
 
Research is not “work” in the traditional employment sense in that it does not represent an 
exchange of wages for services.  By conducting research as a GSR the student is participating 
directly with faculty in the primary purpose of doctoral education: to engage in research at a high 
level of competence. Supplanting the student-faculty relationship with a labor-management 
relationship could negatively affect UC’s ability to attract renowned faculty and talented 
graduate students.  The University would anticipate the loss of faculty drawn to other institutions 
that enjoy less restrictive relationships with their graduate students.  
 
Increase in Time Required for Students to Complete Their Degree 
 
SB 201 would diminish UC’s ability to attract the best graduate students due to new work 
restrictions that would increase the time it takes to earn a graduate degree at UC.  SB 201 
includes a provision stating that what is required for students to achieve satisfactory progress 
toward their degrees does not fall under the “scope of representation” for the purposes of 
collective bargaining.  However, wages, hours of employment, and other terms and conditions of 
employment, clearly do fall under the “scope of representation”.   
 
Academic research is unique in that individual discoveries do not follow a set timeline and hours 
of employment and other terms and conditions that could be negotiated through collective 
bargaining could ultimately increase the time required for students to complete their degrees.  
For example, the very nature of some research and scientific experiments require a researcher to 
conduct particular activities over a period of time that would exceed a typical “work day” in 
order for those experiments to be done appropriately and with scientific validity.  It is not 
uncommon for the science or research to drive what a researcher or GSR must do in order to 
advance original discovery. 
 
Faculty, whose grants in large part fund these student positions, may begin to avoid hiring GSRs 
if they become subject to the same or similar employment restrictions as teaching assistants 
(TAs).  For example, if the terms of a contract require a period of employment of one year, but a 
faculty project provides funding for only six months, the effect will be to preclude faculty from 
selecting graduate students for the work.  Additionally, the hours typically worked as a GSR are 
not based exclusively on the goal of obtaining a work result within a specified time frame, as 
with TAs.  Instead, the time spent on research is often determined solely by the student in an 
effort to control her/his time-to-degree and to expedite the conclusion of the research to achieve 
her/his educational objectives. 
 
Because SB 201 fails to recognize these distinctions, the time that GSRs would otherwise devote 
to their dissertation research could be in direct conflict with the workload provisions of a union 
contract.  The insertion of collective bargaining into the process could—through negotiated GSR 
hours and pay—lengthen the average time it takes for graduate students to receive their degree. 
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Financial Impact 
 
In addition to our fundamental disagreement over the policy merits of the measure, we would 
note that there would be substantial financial costs to the University associated with the 
implementation and ongoing administration of SB 201.  UC has calculated the initial cost to the 
University to be approximately $12 million to $16 million – comprised of 1) additional costs to 
manage the collective bargaining process with a new cohort of employees, 2) additional costs to 
administer the contracts, and 3) anticipated compensation costs associated with likely salary 
increases.  Additional detail on each of these three elements is provided, as follows: 
 

Collectively Bargaining Costs: Based on a recent example of bargaining expenses, the 
University estimates the cost to collectively bargain a potential GSR agreement at 
$729,000. 

 
Administrative Costs (Increase FTE): Anticipated costs to administer a GSR contract, 
based on the actual campus costs that have been incurred to administer a similar contract 
with UC post-doctoral researchers, would be $1,846,000. 

 
GSR Compensation Costs: Although these costs would be negotiable under the 
collective bargaining process, UC anticipates that during negotiations United Auto 
Workers may negotiate for the University to cover the costs of union dues, as well as 
general range adjustments to their salary scale.  Estimates of these costs include: 
- Projected systemwide new union dues of 1.15% would be $3,147,000, based on 
systemwide earnings of GSRs during the most recent academic year.  
- Projected increase in salary costs for UC--assuming an increase in compensation as a 
result of collective bargaining--in the range of 3 percent to 5 percent, or $6,556,000 to 
$10,927,000. 

 
In light of the costs outlined above, we anticipate initial costs of just over $12 million if a future 
GSR contract were to call for a 3 percent compensation increase, and over $16 million if a new 
GSR contract were to call for a 5 percent compensation increase. 
 
Federal funding and GSRs 
 
UC remains committed to providing competitive salaries to GSRs, regardless of collective 
bargaining.  However, because of the uncertainty in federal funding, which represents about two-
thirds of UC’s research dollars and is the primary source of funding to support GSRs, UC must 
maintain the flexibility to manage contracts should federal funding be reduced.  While 
represented Academic Student Employees (TAs, Readers, and Tutors) are normally paid from 
state funds (instructional money), GSRs are paid from funds made available by contracts and 
grants; typically federal funds. The University’s capacity to access contract and grant funds 
varies from one year to the next, making guaranteed annual increases for GSRs that would be 
required under a collective bargaining agreement very difficult to meet should grant levels 
remain static or decline.   
 
In fact, there is currently the potential for dramatic cuts to the main federal agencies that support 
academic research through contracts and grants. A reduction in federal research dollars and the 
potential added costs of unionization by GSRs would heavily impact UC research. If UC is 
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locked into long-term contracts with guaranteed salary increases, work limitations, and no 
flexibility across disciplines, important research will be impacted.   
 
Thank you for your consideration of the University’s views.  Should you have any questions 
regarding the University’s position on SB 201, please do not hesitate to call me at (916) 445-
9924. 
 
Sincerely, 

 
Kieran Flaherty 
Associate Vice President and Director 
 
cc: Senator Nancy Skinner 

President Janet Napolitano 
Provost Brown 
Executive Vice President Nava 
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SENATE THIRD READING 
SB 201 (Skinner) 

As Amended  March 13, 2017 
Majority vote 

SENATE VOTE:  26-12 

Committee Votes Ayes Noes 

Higher Education 9-3 Medina, Arambula, Bloom, 

Irwin, Levine, Low,  
Quirk-Silva, Santiago, Weber 

Baker, Choi, Kiley 

Appropriations 11-5 Gonzalez Fletcher, Bloom, 
Bocanegra, Bonta, Calderon, 
Chau, Eggman, Friedman, 

Eduardo Garcia, Jones-Sawyer, 
Reyes 

Bigelow, Brough, Fong, 
Gallagher, Obernolte 

SUMMARY:  Amends the Higher Education Employer-Employee Relations Act (HEERA) to 
provide collective bargaining rights to student employees at the University of California (UC), 

California State University (CSU), and Hastings College of Law, whose employment is 
contingent on their status as students.  Specifically, this bill:   

1) Makes findings and declarations that: 

a) A majority of the UC, CSU, and Hastings College of Law student employees have 

collective bargaining rights through HEERA; 

b) The Legislature intends to expand the definition of employee under the HEERA to 

include certain student employees previously denied collective bargaining rights; and, 

c) The Legislature intends to maintain collective bargaining rights for those student 

employees who already have them. 

2) Amends the HEERA definition of "employee" to specifically include student employees 

whose employment is contingent upon their status as students. 

3) Removes statutory language that limits the Public Employment Relations Board (PERB) 

from finding that student employees currently excluded from the HEERA are "employees." 

4) Limits the scope of representation for which a recognized employee organization can 

represent UC student employees to work that does not include work required for students to 

achieve satisfactory progress toward their degrees. 

EXISTING LAW:  Establishes HEERA to provide a statutory framework to regulate labor 
relations at UC, CSU, and Hastings College of Law and their employees; provides the Public 

Employment Relations Board (PERB) authority to enforce HEERA; defines "employees" under 
the HEERA; and, authorizes PERB to find a student employee whose employment is contingent 
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on his or her status as a student as an employee only if the services he or she provides is 
unrelated to his or her educational objectives, or those educational objectives are subordinate to 

the services he or she performs and that coverage under the HEERA would further the purposes 
of the HEERA (Government Code Sections 3560-3599). 

FISCAL EFFECT:  According to the Assembly Appropriations Committee: 

1) Approximately 14,000 research assistants (RAs) are employed by UC, and about 85% of the 
funding for union dues and salary increases comes from non-State sources such as Federal 

funds and private grants, with the remaining costs coming from the General Fund (GF).  UC 
estimates that it will incur first-year total costs ranging between $12.2 million and $16.6 
million from the UC GF to implement the provisions of the bill, itemized as follows: 

a) About $730,000 for collective bargaining negotiations; 

b) Annual costs of $1.8 million for administering the contracts; 

c) Anticipated annual costs of $3.1 million to cover the cost of union dues contributions, 
assumed to be necessary to keep student employees salary-neutral;  

d) Potential salary increases as a result of negotiations ranging from $6.5 million (assuming 

a 3% increase) to $10.9 million (assuming a 5% increase).  

e) Approximately 85% of this funding comes from Federal grants and private sources, with 

the GF providing support for the remainder); and, 

f) Approximately 85%of the funding for union dues and salary increases will likely come 
from Federal grants and private sources, with the GF providing support for the remainder.   

2) Hastings College of Law indicates potential compensation increases resulting from collective 
bargaining agreements with student employees and administrative costs to negotiate and 

manage a collective bargaining agreement.  Hastings estimates total increased costs of up to 
$150,000 annually. 

3) CSU indicates that the bill would not impact their student employees, who already have the 

ability to organize and are consequently covered by the collective bargaining process. 

COMMENTS:  Background.  PERB's decision in Regents of the UC & Association of Student 

Employees, UAW, et al. (1998) (PERB Order No. 1301-H) determined that under the current 
statutory language, UC's 12,000 Teaching Assistants (TAs), Readers, and Tutors had bargaining 
rights because their employment is not contingent upon their status as students, but RAs did not.   

To note, student employees equivalent to RAs at CSU are covered under HEERA by a voluntary 
agreement with CSU.  Additionally, several public universities in other states including 

Massachusetts, Washington, Oregon, and Connecticut have granted collective bargaining rights 
to their RAs. 

National Labor Relations Board (NLRB).  For 45 years, the NLRB has held jurisdiction over 

private, nonprofit universities.   
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Last year, in Trustees of Columbia University in the City of New York and Graduate Workers of 
Columbia-GWC, UAW, Case 02-RC-143012 (August 23, 2016), the NLRB issued a decision 

regarding Columbia University, finding that graduate student RAs at private universities have the 
right to choose collective bargaining. 

Although the NLRB does not have jurisdiction over public postsecondary institutions, the 

Columbia ruling addressed a concern raised in prior opposition to bills similar in nature to this 
one - that extending collective bargaining rights to RAs could potentially harm the mentoring 

relationship between faculty and students.  After citing data that more than 64,000 graduate 
student employees are organized in 28 institutions of higher education throughout the country, 
the NLRB stated, "More recent survey-based research found 'no support' for the contentions that 

graduate student unionization 'would harm the faculty-student relationship' or 'would diminish 
academic freedom…'". 

Need for the measure.  According to the author, "Today, approximately 16,000 TAs, Readers, 
and Tutors and 7,000 Postdoctoral Scholars in UC successfully bargain.  However, TAs have 
experienced lack of continuity in rights and benefits, as they frequently move in and out of the 

TA bargaining units, since they are employed as both TAs and RAs during their time in the UC 
system, which is about five to ten years." 

The author contends that the United Auto Workers (UAW) have exhausted all legal avenues to 
give RAs the right to bargain and that this measure will fix the inequity between RAs and other 
student employees. 

This bill amends the HEERA definition of "employee" to specifically include student employees 
whose employment is contingent upon their status as students; and, removes statutory language 

that limits PERB from finding that student employees currently excluded by HEERA are 
"employees". 

Graduate student employment categories.  Unlike RAs, TAs and Postdoctoral Scholars may 

enter into collective bargaining agreements under HEERA because PERB has determined that 
their employment is not contingent upon their status as students: 

1) Teaching Assistants/Associates/Fellows are enrolled students, whose primary duty of 
appointees in these titles is assistance in all aspects of instruction (tutoring, grading, advising, 
sectional teaching, sectional laboratory teaching, field work teaching, and limited lecturing).  

These duties are performed under the supervision of faculty "instructors of record" who are 
vested with the sole and final responsibility for course content, work assignments, 

performance evaluations and grading in the assigned course.  TAs are paid from state funds 
(instructional money). 

2) RAs are enrolled students selected for high achievement and promise as creative scholars and 

assist faculty members with scholarly research.  Their research may directly relate to their 
discipline of study.  RAs may not be assigned teaching, administrative, or general assistance 

duties; they are paid from contracts and grants generated by the faculty. 

3) Postdoctoral Scholars are not enrolled students; they are individuals who have recently 
completed a doctoral degree, who seek additional scholarship and continued research 

training.  The Postdoctoral Scholar conducts research under the general oversight of a faculty 
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mentor in preparation for a career position in academe, industry, government, or the 
nonprofit sector.  

Previous legislation.  AB 1834 (Williams) of 2014, which was substantially similar to this 
measure, was held in the Senate Appropriations Committee. 

SB 259 (Hancock) of 2012, which was substantially similar to this bill, was vetoed by the 

Governor, who indicated that he did not have "sufficient and persuasive evidence warranting a 
change to the current framework within which graduate student researchers and faculty 

undertake their joint intellectual inquiries."  The Governor was also reluctant to place a new 
mandate on the university system during the fiscal environment at that time. 

Analysis Prepared by: Jeanice Warden / HIGHER ED. / (916) 319-3960   FN: 0001668
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Date of Hearing:  June 28, 2017 

ASSEMBLY COMMITTEE ON APPROPRIATIONS 

Lorena Gonzalez Fletcher, Chair 
SB 201 (Skinner) – As Amended March 13, 2017 

Policy Committee: Higher Education    Vote: 9 - 3 

Urgency:  No State Mandated Local Program:  No  Reimbursable:  No 

SUMMARY: 

This bill amends the Higher Education Employer-Employee Relations Act (HEERA) to provide 
collective bargaining rights to student employees at the University of California (UC), California 
State University (CSU), and Hastings College of Law, whose employment is contingent on their 

status as students.  Specifically, this bill:   

1) Amends the HEERA definition of “employee” to specifically include student employees 

whose employment is contingent upon their status as students. 

2) Removes statutory language that limits the Public Employment Relations Board (PERB) 

from finding that student employees currently excluded from the HEERA are “employees”.  

3) Limits the scope of representation for which a recognized employee organization can 

represent UC student employees to work that does not include work required for students to 

achieve satisfactory progress toward their degrees. 

 

FISCAL EFFECT:  

1) There are approximately 14,000 RA’s employed by UC, and about 85 percent of the funding 
for union dues and salary increases comes from non-State sources such as Federal funds and 

private grants, with the remaining costs coming from the General Fund.  UC estimates that it 
will incur first-year total costs ranging between $12.2 million and $16.6 million from the UC 
General Fund to implement the provisions of the bill, itemized as follows: 

 
a) About $730,000 for collective bargaining negotiations; 

 
b) Annual costs of $1.8 million for administering the contracts; 

 

c) Anticipated annual costs of $3.1 million to cover the cost of union dues contributions, 
assumed to be necessary to keep student employees salary-neutral;  

 
d) Potential salary increases as a result of negotiations ranging from $6.5 million (assuming 

on 3% increase) to $10.9 million (assuming a 5% increase).  

 
e) Approximately 85 percent of this funding comes from Federal grants and private sources, 

with the GF providing support for the remainder); and, 
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f) Approximately 85% of the funding for union dues and salary increases will likely come 
from Federal grants and private sources, with the GF providing support for the remainder.   

 
2) Hastings College of Law indicates potential compensation increases resulting from collective 

bargaining agreements with student employees and administrative costs to negotiate and 

manage a collective bargaining agreement. Hastings estimates total increased costs of up to 
$150,000 annually. 

 
3) CSU indicates that the bill would not impact their student employees, who already have the 

ability to organize and are consequently covered by the collective bargaining process. 

COMMENTS: 

1) Background. Existing law establishes HEERA to provide a statutory framework to regulate 

labor relations at UC, CSU, and Hastings College of Law and their employees; and provides 
the PERB authority to enforce HEERA. State law defines “employees” under the HEERA; 
and, authorizes PERB to find a student employee whose employment is contingent on his or 

her status as a student as an employee only if the services he or she provides is unrelated to 
his or her educational objectives, or those educational objectives are subordinate to the 

services he or she performs and that coverage under the HEERA would further the purposes 
of the HEERA. 

PERB's decision in Regents of the UC & Association of Student Employees, UAW, et al. 

(1998) determined that under the current statutory language, UC's 12,000 Teaching 
Assistants (TAs), Readers, and Tutors had bargaining rights because their employment is not 

contingent upon their status as students, but Research Assistants (RAs) did not.  Unlike UC, 
Student employees equivalent to RAs at CSU are covered under HEERA by a voluntary 
agreement with CSU.  Additionally, several public universities in other states including 

Massachusetts, Washington, Oregon, and Connecticut have granted collective bargaining 
rights to their RAs. 

2) Purpose.  According to the author, "Today, approximately 16,000 TAs, Readers, and Tutors 
and 7,000 Postdoctoral Scholars in UC successfully bargain.  However, TAs have 
experienced lack of continuity in rights and benefits, as they frequently move in and out of 

the TA bargaining units, since they are employed as both TAs and RAs during their time in 
the UC system, which is about five to ten years." The author contends that the United Auto 

Workers (UAW) have exhausted all legal avenues to give RAs the right to bargain and that 
this measure will fix the inequity between RAs and other student employees. 

3) Staff Comments. RAs are enrolled students selected for high achievement and promise as 

creative scholars and assist faculty members with scholarly research.  Their research may 
directly relate to their discipline of study.  RAs may not be assigned teaching, administrative, 

or general assistance duties; they are paid from contracts and grants generated by the faculty. 
 

Several public universities in other states have granted collective bargaining rights to their 

RAs. In addition, the National Labor Relations Board (NLRB) issued a decision in 2016 in a 
dispute involving Columbia University, finding that Graduate Student Research Assistants at 

private universities have the right to choose collective bargaining.  
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The California Master Plan for Higher Education designates the UC as the state's primary 
academic research institution. UC is “given exclusive jurisdiction in public higher education 

for doctoral degrees and for instruction in law, medicine, dentistry, and veterinary medicine.” 
As a result, UC has approximately 14,000 RAs employed. Unlike CSU or private non-profit 
universities, UC has the largest number of RA’s and an increased burden to protect the 

mentoring relationship between faculty and students. To the extent that negotiations through 
collective bargaining lead to future salary increases for RAs that are funded through grant 

awards (as opposed to UC's General Fund support or tuition revenue), because of their 
limited supply, this bill could result in reductions to the number of RA positions being 
offered, and/or fewer hours being assigned to each RA.  

4) Related Legislation.  AB 1834 (Williams) of 2014, which was substantially similar to this 
measure, was held in the Senate Appropriations Committee. 

SB 259 (Hancock) of 2012, which was substantially similar to this bill, was vetoed by the 
Governor, who indicated that he did not have “sufficient and persuasive evidence warranting 
a change to the current framework within which graduate student researchers and faculty 

undertake their joint intellectua l inquiries.”  The Governor also indicated he was reluctant to 
place a new mandate on the university system during the fiscal environment at that time. 

Analysis Prepared by: Daisy Gonzales / APPR. / (916) 319-2081
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PROOF OF SERVICE 

The Regents of the University of California and Student Researchers United, UAW 
Case No. SF-RR-1022-H 

STATE OF CALIFORNIA, COUNTY OF SAN DIEGO 

At the time of service, I was over 18 years of age and not a party to this action.  I am 
employed in the County of San Diego, State of California.  My business address is 101 West 
Broadway, Ninth Floor, San Diego, CA 92101-8285. 

On October 21, 2021, I served true copies of the following document(s) described as THE 
REGENTS OF THE UNIVERSITY OF CALIFORNIA'S RESPONSE TO PERB'S 
OCTOBER 11, 2021 LETTER on the interested parties in this action as follows: 

Margo A. Feinberg, Attorney 
Schwartz, Steinsapir, Dohrmann & Sommers, LLP 
6300 Wilshire Boulevard, Suite 2000 
Los Angeles, CA 90048-5268 
Email: margo@ssdslaw.com 

Michael Miller, International 
Representative 
Student Researchers United, UAW 
6500 S Rosemead Blvd. 
Pico Rivera, CA 90660 
Email: mikemilleruaw@gmail.com 

BY E-MAIL OR ELECTRONIC TRANSMISSION:  I caused a copy of the 
document(s) to be sent from e-mail address smcdonough@paulplevin.com to the persons at the e-
mail addresses listed in the Service List.  I did not receive, within a reasonable time after the 
transmission, any electronic message or other indication that the transmission was unsuccessful. 

I declare under penalty of perjury under the laws of the State of California that the 
foregoing is true and correct. 

Executed on October 21, 2021, at San Diego, California. 

 
 
 

 
 

 Sandra L. McDonough 
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	Response to PERB re Unit 102121
	Kello Declaration
	1. I have personal knowledge of the following facts and, if called as a witness, could and would testify competently thereto.
	2. I am the Interim Vice Provost and Graduate Dean, as well as a Professor, at the University of California, Merced.
	3. I earned my bachelor’s degree at the University of Rochester and my Ph.D. at the University of California, Santa Cruz.  I thereafter served as a postdoctoral fellow at Carnegie Mellon University and as an advanced research associate at the House Ea...
	4. I received an early career award from the National Science Foundation (“NSF”) for my integration of computational and experimental studies of speech and reading, and went on to become program director of the Perception, Action, and Cognition progra...
	5. At UC Merced, I have led or co-led several sponsored research projects totaling over $6 million, including two NSF-funded graduate training programs.  I have over 100 publications across a variety of fields and research communities, with a broad em...
	6. The University is a research institution and various individuals, across various units and across varying titles (including solely students), conduct research within the University.
	7. Graduate students have a variety of mechanisms to receive funding during their time as graduate students.  Some students work as Graduate Student Researchers (“GSRs”), others receive scholarships, grants, or fellowships.
	8. Given my history as a researcher, Professor, Interim and Associate Graduate Dean and with the NSF, I am very familiar with fellowships and grant funding, including the role of the students who receive the funding.  Fellowships and grant funding can...
	9. Some students are awarded dissertation grants, typically in the student’s last year, for the student to focus on nothing else but their dissertation.  If this grant is transformed into an employment relationship, the University would essentially be...
	10. There are thousands of individual funding opportunities from numerous sponsors across all disciplines for graduate students.  Students apply directly to the agencies, sometimes prior to enrollment in their graduate studies, and retain ownership of...
	11. A Principal Investigator, or PI, is a lead person on a grant.  Often times, a PI is a faculty member, but it can also be other types of academic appointees, depending on the type of grant awarded.  The Principal Investigator or University holds th...
	12. My understanding is that PERB is evaluating, in part, whether trainees and fellows (“non-GSRs) are substantially similar to Graduate Student Researchers (“GSRs”) and whether non-GSRs are or should be employees.  Based on my experience, the role of...
	13. Although the work as between a GSR and non-GSR may look similar, the biggest difference between the two roles is the autonomy involved.  For example, the GSR works in a position funded and retained by the University through a professor or Principa...
	14. Training fellowships are also slightly different in that they are run through a training grant that belongs to a faculty member on campus, but the non-GSR still usually applies directly for the non-GSR’s training fellowship and the training fellow...
	15. Graduate students may also apply for internal fellowships from the University itself.  The application for those fellowships is usually submitted by the graduate student and the award is given to the graduate student and not to a faculty member.
	16. The non-GSR’s autonomous status is further illustrated by whether the award “travels” with the non-GSR or whether it stays in the lab or with the faculty member.  A non-GSR “owns” the award, so if the non-GSR decides to move to another lab or work...
	17. As another distinction, GSRs who work for a faculty member may be given, and expected to deliver on, certain deliverables.  If the GSR does not deliver the requested work product, their position can be terminated.  By contrast, a faculty member ca...
	18. During the pandemic, another practical reality of the difference between a GSR, as an employee, and a non-GSR, as a non-employee, is the freedom to physically relocate.  As employees of the University, the GSRs were not permitted to travel outside...
	19. I also recently had a graduate student in my department who had a fellowship.  She attended UCLA for training on her fellowship, even though she was a UC Merced student.  If she had been a GSR and, thus, under my supervision, she would not have be...
	20. I have considerable concerns that converting non-GSRs into employees, or requiring them to be exactly like GSRs, would be detrimental to non-GSRs in that they would lose their autonomy.  Further, non-GSRs may lose the benefit of some of their fell...

	Lee Declaration
	1. I have personal knowledge of the following facts and, if called as a witness, could and would testify competently thereto.
	2. I am the Associate Vice Provost and Deputy to the Vice Provost for the University of California (“University” or “Regents”).
	3. In my prior role as Director of Academic Labor and Employee Relations, I was actively involved in the University’s numerous discussions with the legislative sponsor, Senator Nancy Skinner’s office, and the UAW regarding compromise language for SB 2...
	4. The narrow focus of the discussion and legislative history is evidenced by the University’s opposition letter and the request for veto letter, included with this response as Exhibits F and G, which discusses GSRs only and is silent as to trainees a...
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