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PREAMBLE

This Agreement is entered into pursuant to provisions of the Higher Education Employer-
Employee Relations Act by and between the Trustees of The California State University,
hereinafter referred to as the CSU or Employer, and the California Federation of the Union
of American Physicians and Dentists, hereinafter referred to as the Union.

It is the purpose of this Agreement to set forth the wages, hours of employment, and other
items and conditions of employment for members of the bargaining unit.
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ARTICLE 1

RECOGNITION

1.1 The Trustees of The California State University do hereby recognize the Union of
American Physicians and Dentists as the exclusive representative of all employees of the
Employer in classifications set forth below as determined by PERB, excluding all
management, supervisory and confidential employees.

Unit 1 Classifications

0605 Veterinarian |

0608 Veterinarian Il

7737 Physician — Primary Care

7750 Physician — Specialty Care

7754 Allied Health Services Provider (A)
7755 Allied Health Services Provider (B)
7756 Allied Health Services Provider (C)
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2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

2.9

2.10

ARTICLE 2

DEFINITIONS

Appropriate Administrator - The term “appropriate administrator” as used in this
Agreement refers to the immediate non-bargaining unit supervisor or manager to whom
the employee is administratively accountable.

Bargaining Unit - The term "bargaining unit" as used in this Agreement refers to the
bargaining unit defined in Article 1, Recognition.

Calendar Year - The term "calendar year" as used in this Agreement refers to the
period of time between January 1 and December 31.

Campus - The term "campus™ as used in this Agreement refers to one university or
college and all its facilities which is a member institution of The California State
University. The term "campus" shall also refer to the Office of the Chancellor, when
appropriate.

Chancellor - The term "Chancellor" as used in this Agreement refers to the chief
executive officer of The California State University or their designee.

CSU - The term "CSU" as used in this Agreement refers collectively to the Trustees,
the Office of the Chancellor, and the universities and colleges.

Day - The term "day" as used in this Agreement refers to a calendar day.

Director/Administrator - The term "Director/Administrator” as used in this Agreement
refers to the Director of Student Health Services or an Administrator designated by the
President as having managerial responsibility for the Student Health Services.

Domestic Partner — The term “domestic partner” as used in this Agreement refers to an
adult in a domestic partnership (as defined in Family Code Section 297) with an
employee.

Employee - The term "employee” as used in this Agreement refers to a bargaining unit
member who is full-time, part-time probationary, permanent, temporary, intermittent or
per diem employee.

a. Full-Time Employee - The term "full-time employee" as used in this Agreement
refers to a bargaining unit employee who is serving in a full-time appointment.

b. Part-Time Employee - The term "part-time employee™ as used in this Agreement
refers to a bargaining unit employee who is serving in less than a full-time
appointment.

CSU/UAPD Collective Bargaining Agreement Page 2 September 16, 2022 — June 30, 2025



211

2.12

2.13

2.14

2.15

2.16

c. Probationary Employee - The term "probationary employee™ as used in this
Agreement refers to a full-time or part-time bargaining unit employee who has
received a probationary appointment and is serving a period of probation.

d. Permanent Employee - The term "permanent employee” as used in this
Agreement refers to a bargaining unit employee who has been awarded
permanent status and is serving in a permanent appointment.

e. Temporary Employee - The term “temporary employee” as used in this
Agreement refers to a bargaining unit employee who is serving in a temporary
appointment for a specified period of time.

f. Intermittent Employee (Per Diem) - The term "intermittent employee" as used in
this Agreement refers to atype of temporary employees appointed for a specific
period of time to do bargaining work on an as needed hourly basis and are paid
only for hours worked. Intermittent appointments do not have a time base.

g. Fiscal Year - The term "fiscal year" as used in this Agreement refers to the period
of time between July 1 and June 30.

Lead Physician - A Unit 1 bargaining unit physician who is assigned additional duties
to provide guidance, leadership, oversight and continuous quality improvement (CQI)
for the clinical practices provided at campus health centers. These additional duties
may include, but are not limited to, giving work assignments, attempting to resolve
workflow or procedural conflicts, and providing input to the appropriate administrator
on job performance.

Parties - The term "parties” as used in this Agreement refers to the CSU and the
California Federation of the Union of American Physicians and Dentists.

President - The term "President” as used in this Agreement refers to the chief executive
officer of a university or college or their designee.

Time base - The term "time base" refers to a fraction or percentage of time in relation
to a Full-Time Equivalent (FTE) appointment. A full-time time base is represented as
1.0 and a part-time time base is expressed as a fraction or percentage that is less than
1.0.

Trustees - The term "Trustees” as used in this Agreement refers to the Board of
Trustees of The California State University.

Union - The term "Union" as used in this Agreement refers to the California Federation
of the Union of American Physicians and Dentists.
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2.17 Union Representative - The term "Union Representative™ as used in this Agreement
refers to a person who has been officially designated in writing as the Union
Representative.

2.18 Workday - The term "workday" as used in this Agreement refers to the hours an
employee is scheduled for work on any one calendar day.

2.19 Worktime - The term "worktime" as used in this Agreement refers to time spent in
compensated employment except time spent on all paid disability leaves and workers'
compensation.
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ARTICLE 3

EFFECT OF AGREEMENT

3.1 This Agreement constitutes the entire Agreement of the Trustees and the Union, arrived
at as a result of meeting and conferring.

3.2 This Agreement supersedes all previous agreements, understandings and prior practices
related to matters included within this Agreement. It is understood that all items relating
to employee wages, hours and other terms and conditions of employment not covered by
this Agreement shall remain at the discretion of the Employer, except that the Employer
shall provide notification to the Union prior to the implementation of such systemwide
changes affecting the working conditions of employees. Upon written request of UAPD,
the CSU shall meet and confer on the demonstrable impact of such changes.

3.3 The parties acknowledge that during the negotiations which resulted in this Agreement,
each had the unlimited right and opportunity to make demands with respect to any
subject or matter not removed by law from the area of collective bargaining, and that the
understandings and agreements arrived at by the parties after the exercise of that right
and opportunity are set forth in this Agreement. Except as provided elsewhere in this
Agreement, the CSU and the Union, for the life of this Agreement, each voluntarily and
unqualifiedly waives the right, and each agrees that the other shall not be obligated, to
bargain collectively with respect to any subject or matter referred to or covered by this
Agreement, or with respect to any subject or matter not specifically referred to or
covered in this Agreement, even though such subjects or matters may not have been
within the knowledge of or contemplation of either or both of the parties at the time that
they negotiated or signed this Agreement.
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ARTICLE 4

SAVINGS CLAUSE

4.1 If, during the life of this Agreement, any provision(s) contained herein is or shall be
determined to be contrary to law by a court of competent jurisdiction, the Public
Employment Relations Board, or invalidated by an act of the Legislature, such
provision(s) shall immediately be invalid. All other provisions of this Agreement shall,
to the extent permitted by law, remain in full force and effect.

4.2 No later than sixty (60) days after a request by either party to meet and confer,
negotiations regarding a substitute provision(s) for the invalidated provision(s) shall
commence.
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ARTICLE 5

MANAGEMENT RIGHTS

51 The CSU retains and reserves unto itself, without limitation, whether exercised or not,
all powers, rights, authorities, duties, and responsibilities which have not been
specifically abridged, delegated or modified by this Agreement.
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ARTICLE 6

UNION RIGHTS

Union Representation

6.1

6.2

6.3

6.4

6.5

There shall be no more than one (1) steward designated by the Union from among
bargaining unit employees at each campus. In addition, union officers and staff will be
designated by the Union as Union Representatives. The Union shall advise the Labor
Relations Offices of the Office of the Chancellor and campus in writing of the names of
union stewards, officers and staff who are authorized to represent the Union in July and
January of each year and within twenty eight (28) days of any change in Representative.

Union stewards at each individual campus shall have the authority to represent the
members at their particular campus in matters related to representation, investigation and
presentation of grievances in accordance with the provisions of this Agreement.

The CSU may provide reasonable release time to Union stewards during regular work
hours to address grievances, investigations, and employee representation. Stewards may
also request to meet with the appropriate administrator on campus to discuss bargaining
unit issues related to the implementation of this Agreement.

The appropriate administrator shall, as a courtesy, be notified of the presence of a Union
Representative who is not a campus employee either upon their arrival at the campus or
by telephone in advance of arrival.

Union business involving employees shall be conducted during non-worktime except as
specifically provided elsewhere in this Agreement. Where a provision in this Agreement
establishes a contractual right to release time, the employee shall be responsible for
complying with all procedural requirements relating to the request/authorization of that
release time. All requests for release time shall be subject to the operational needs of the
campus and Student Health Center.

The CSU shall provide reasonable release time for up to three (3) employees designated
by the Union to participate in contract negotiations, meet and confer sessions, campus
Labor Management Committee meetings and Systemwide Labor Management
Committee meetings. The CSU shall not be required to grant release time to more than
three (3) employees at any one time unless the parties mutually agree. Release time may
be provided for time to prepare for and caucus time prior to such meetings. Release time
to participate in systemwide negotiations shall not be granted to more than one (1)
employee from any individual campus. Release time shall not include any compensation
beyond an employee's straight-time rate of pay.

The CSU shall provide reasonable release time for one (1) employee designated by the
Union to participate in the Student Health Advisory Committee Meetings.
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Requests for release time shall be submitted in writing to Labor Relations at the Office
of the Chancellor with a copy to the relevant campus Student Health Center. The
request shall be submitted at least fourteen (14) days in advance of the requested time
off. Such requests shall include the employee’s name, campus, date(s), to be released,
and the hours the employee is scheduled to work on the respective day(s).

If the Union requests such release time, which falls outside of an employee’s regular
work hours, including on the employee’s regular day(s) off, then the CSU may provide
the employee with informal time off to be exercised within one hundred and eight (180)
days.

6.6 Upon request of the Union, the CSU shall provide at no cost adequate facilities not
otherwise required for campus business for union meetings that may be attended by an
employee during non-worktime.

6.7 The Union shall bear the cost of all campus materials and supplies incident to any union
meeting or union business conducted on campus.

6.8 The term "no cost™ as used in this Article shall be exclusive of actual overtime costs or
extraordinary clean-up costs incurred by the CSU in complying with the provisions of
this Article. Such overtime costs shall be borne by the Union. When the meeting
request is submitted and the Union inquires, the CSU shall inform the Union whether or
not costs shall be charged.

Designated Bulletin Boards

6.9 The Union shall have the use of an adequate number of designated bulletin boards for
the posting of union material. Such bulletin boards shall be visible, accessible to
employees and in areas frequented by employees.

6.10 All posted material shall be simultaneously delivered to the President and shall bear
Union identification and be dated.

6.11 It shall be the responsibility of the Union to remove outdated posted material.

6.12 The Union should exercise responsibility for the content of such union material.

Employee Lists

6.13 The CSU shall provide to the Union upon request a quarterly list of all employees in the
bargaining unit. Such lists shall contain names, job classification codes, and campus,
earliest date employed in the unit, pay plan, time base, salary type, base pay, FTE, and
hourly rate of pay. The employee lists shall be provided at no cost to the Union. The
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6.14

lists shall include employee home address and personal phone number unless the
employee has requested in writing to withhold such information from the union.

An employee’s home address and personal phone number(s) shall be released to the
Union unless the employee has opted out of the disclosure of this information in writing.

Union Security

6.15

6.16

6.17

6.18

6.19

It is the intent of this Article to provide for payroll deduction of the dues of Union
members to be deducted from their pay warrants insofar as permitted by law. The CSU
agrees to deduct and transmit to the Union all authorized deductions from all Union
members within the bargaining unit who have signed and approved authorization cards
for such deduction on a form provided by the Union, less necessary administrative costs
incurred by the State Controller.

The written authorization for union deduction shall remain in full force and effect during
the life of this Agreement provided, however, that any employee may withdraw from the
Union by sending a withdrawal letter to the Union within thirty (30) calendar days prior
to the expiration of this Agreement.

The amount of dues deducted from the Union members' pay warrants shall be set by the
Union and changed by the CSU upon written request of the Union.

Employees shall be free to join or not to join the Union.
The Union agrees to indemnify, defend, and hold the CSU harmless against any claim

made of any nature and against any suit instituted against the CSU arising from its
payroll deduction for the union dues and deductions.
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7.1

1.2

7.3

7.4

ARTICLE 7

CONCERTED ACTIVITIES

Employees shall not engage in strike or any other concerted activity which would
interfere with or adversely affect the operations or mission of the CSU.

The Union shall not promote, organize, or support any strike or other concerted activity
which would interfere with or adversely affect the operations or mission of the CSU.

The Union shall notify employees of such prohibitions.

The CSU agrees that it will not lockout any bargaining unit employee(s).
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ARTICLE 8

GRIEVANCE PROCEDURE

Definitions

8.1 Grievance - The term "grievance™ as used in this Article refers to a written allegation by
an employee(s) that there has been a violation of a specific term of this Agreement.

8.2 Grievant - The term "grievant” as used in this Article refers to:
a.  apermanent employee;
b.  aprobationary employee; and

c. atemporary employee who has been appointed for more than sixty (60) days who
alleges in a grievance that they have been adversely affected by a violation of a
specific term of this Agreement. The term "grievant” as used in this definition may
also refer to the Union when the Union alleges a violation of union rights, as
provided for anywhere in this Agreement.

8.3 Representative - The term "representative™ as used in this Article shall be a bargaining
unit employee or representative, who, at the grievant's request and expense, may be
present at Levels | through 111.

8.4 Respond and File - The terms "respond" and “file” as used in this Agreement refer to
personal delivery, deposit in the U.S. mail, or transmittal by email. The Union and the
CSU shall endeavor to use email whenever practicable.

a. If mail delivery is used, it shall be by certified, return receipt requested mail
and the certified receipt date shall establish the date of response or filing.

b. If personal delivery is used, the calendar date of delivery shall establish the date
of response or filing.

C. If an email is used, the receiving party must respond acknowledging receipt
and date of receipt of the email transmission. The calendar date the email is sent to
the correct email address shall establish the date of response or filing.

d. A copy of all responses shall be concurrently served on the grievant’s
representative. If the grievant has not provided an email, the grievant may be
served by U.S. mail.
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8.5

The employee, whenever possible, shall attempt to resolve a concern informally with the
immediate supervisor. The immediate supervisor shall provide a verbal response as
soon as possible. A resolution at the informal stage shall not be precedent setting.

Level | — Formal with the Appropriate Administrator

8.6

8.7

8.8

If not resolved informally, an employee shall have the right to file a Level I grievance
and to have the grievance considered in good faith. The employee shall file the
grievance with the Labor Relations Office at the campus and the Student Health Center
Director no later than thirty (30) days after the event giving rise to the grievance or no
later than twenty-one (21) days after the grievant knew or reasonably should have
known of the event giving rise to the grievance

The grievant shall state clearly and concisely on a grievance form provided by the CSU:
a.  the specific term of the Agreement alleged to have been violated,;

b.  adetailed description of the specific grounds of the grievance including names,
dates, places, and times necessary for complete understanding;

c.  the remedy sought;

d.  the name and classification of the grievant and their signature;

e.  the name of the Union Representative and union steward, if appropriate; and

f.  the date of submission.

The appropriate administrator shall hold a meeting with the grievant at a mutually
acceptable time and location no later than twenty-one (21) days after the receipt of the

grievance. The appropriate administrator shall respond in writing to the grievant within
twenty-one (21) days of the Level | meeting.

Level II-Formal with President of University

8.9

In the event the grievance is not settled at Level I, the grievant may file the Level Il
grievance with the Labor Relations Office of the campus no later than fourteen (14) days
after the Level I response. The grievant shall include in the grievance a written
statement indicating the reason the Level | response was unsatisfactory. Within twenty-
one (21) days after receipt of the Level Il filing, the President shall hold a meeting with
the grievant at a mutually acceptable time and location. The President shall respond in
writing to the grievant no later than twenty-one (21) days after the Level 11 meeting.
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8.10

8.11

The grievant shall present at Level Il all issues and evidence known, or which could
have been reasonably known, related to the grievance. No additional issues,
amendments and/or modification to the grievance may be presented or made by the
grievant after the Level Il filing date.

Prior to the Level Il response date, the parties may waive by mutual agreement all
procedures at Level 11 and expedite the grievance to Level I11. Level 111 time limits shall
commence on the date the agreement to expedite was reached.

Level III Formal with Chancellor’s Office

8.12

8.13

In the event the grievance is not settled at Level 11, the grievant may file a written
request for review Level 111 grievance with the Office of the Chancellor no later than
twenty-one (21) days after the receipt of the Level Il response.

A designated individual in the Office of the Chancellor and the representative of the
grievant shall schedule a meeting at a mutually acceptable time and location for the
purpose of reviewing the matter. The designated individual in the Office of the
Chancellor shall respond no later than twenty-one (21) days after the meeting.

Level IV- Arbitration

8.14

8.15

8.16

8.17

In the event the grievance is not settled at Level 111, no later than twenty-one (21) days
after receipt of the Level Il response, the Union may submit the grievance to arbitration
by giving written notice to that effect by certified mail, return receipt requested, directed
to the Office of the Chancellor. The Union and the Office of the Chancellor shall either
agree on a mutually agreeable arbitrator or shall jointly request the American Arbitration
Association to supply a list of names pursuant to its rules.

Upon receipt of the names of proposed arbitrators, the parties shall alternately strike
names from the list until one () name is ultimately designated as the arbitrator. The
decision as to which party strikes first shall be determined by alternating between the
parties.

Contract interpretation grievances with continuing financial back pay liability, and
grievances alleging an unsafe work environment, shall be scheduled for hearing in
arbitration in the chronological order of their appeal to arbitration. Such cases shall be
scheduled for arbitration prior to the scheduling of any grievances with no continuing
financial back pay liability, or any grievances which do not allege an unsafe work
environment.

The Voluntary Labor Arbitration Rules of the American Arbitration Association shall
apply at Level IV
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8.18 If an arbitrability question exists, the arbitrator shall determine the arbitrability question
prior to hearing the merits of the grievance. The arbitrator may proceed to hear the
merits of the grievance prior to meeting the requirements of provision 8.20 (h) below.

a.  When the grievance is found not arbitrable, the grievance shall be concluded.

b.  When the grievance is found arbitrable, the arbitrator shall hear the merits of the
grievance.

c.  Provision b. above shall not prohibit the parties from mutually agreeing to a second
arbitration hearing on the merits of the grievance or from mutually agreeing to
select a second arbitrator to hear the merits of the grievance.

8.19 It shall be the function of the arbitrator to rule on the specific grievance. The arbitrator

shall be subject to the following limitations:

a.  The arbitrator's award shall be based solely upon the evidence and arguments
appropriately presented in the hearing and upon any post-hearing briefs.

b.  The arbitrator shall have no power to alter, add to, detract from or amend the
provisions of this Agreement.

c.  The arbitrator shall not consider any issues not raised by the parties prior to the
date of the Level 11l response. The arbitrator shall not consider any evidence which
was known or reasonably should have been known and was not raised by the
parties prior to this date.

d.  Anarbitrator shall not make an award which will supersede the President's
judgment on subjective business decisions.

e.  The award of the arbitrator may or may not include back pay less any
compensation that the employee received, including unemployment compensation.
Under no circumstances may interest be included in an award.

f.  Under no circumstances may an arbitrator make a recommendation which either
expressly or in effect recommends promotion or permanent status for an employee.

g.  The standard of review for the arbitrator is whether the CSU violated,
misinterpreted or misapplied a specific term of this Agreement.

h.  The arbitrator's award shall be in writing and shall set forth their findings,
reasoning and conclusion on the issues submitted.

8.20 The arbitrator's award shall be final and binding upon both parties.
8.21 Each party shall bear the expenses of preparing and presenting its own case. Expenses,
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8.22

borne by the party calling such witnesses. The cost for the services of the arbitrator shall
be borne equally by both parties.

Any grievance filed into arbitration shall be considered withdrawn by the Union if the
Union has not requested that it be scheduled for an arbitration hearing within ninety (90)
days of the filing to arbitration from Level III.

General Provisions

The General Provisions of this Article shall be included on the Grievance Form filed at Level I.

8.23

8.24

8.25

8.26

8.27

8.28

8.29

8.30

8.31

Failure of the grievant to comply with the time limitations of this Article shall render the
grievance null and void and bar subsequent filing of this grievance. Failure by the
appropriate administrator, President or designated individual in the Office of the
Chancellor to timely respond under this Article shall permit the grievance to be filed at
the next level.

Time limits set forth in this Article may be extended by mutual agreement.

In cases where it is necessary for the grievant or their representative to have access to
information for the purpose of investigating a grievance, the grievant or their
representative shall make a written request for such information to the appropriate
administrator.

The processing of grievances filed and unresolved prior to the effective date of this
Agreement shall proceed under the provisions of the grievance procedure as amended by
this Agreement.

A decision by the Union to submit a grievance to arbitration shall automatically be a
waiver of all other remedies except as provided otherwise by statute.

A grievance settled prior to arbitration shall not be precedent setting.

A grievant may withdraw a grievance at any time. The grievant shall not file any
subsequent grievance on the same alleged incident.

The parties, by mutual agreement, may consolidate grievances on similar issues at any
level.

Prior to filing a grievance, the potential grievant and representative, if any, shall each be
provided with a reasonable amount of release time (normally one (I) hour) for grievance
preparation, and reasonable time for grievance presentation at each Level.
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8.32

8.33

8.34

8.35

After the grievance has been filed, a representative and the grievant shall be provided
reasonable release time for the purpose of preparation and presentation of the grievance.

Both parties agree that all grievance files shall be confidential. Both parties agree that
specific statements made and records used in grievance meetings shall be confidential.

An employee may present grievances and have such grievances adjusted without the
intervention of the Union as long as adjustment is reached prior to Level 1V; provided
such adjustment is not inconsistent with the terms of this Agreement; and provided that
the Employer will not agree to a resolution of the grievance until the Union has received
a copy of the grievance and the proposed resolution, and has been given the opportunity
to file a response.

A grievance may be initially filed at a level higher than Level | by mutual agreement of
the grievant and the CSU.
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9.1

9.2

9.3

9.4

9.5

9.6

9.7

ARTICLE 9

PERSONNEL FILE

One (1) official personnel file shall be maintained for each employee in an office
designated by the President for that purpose. The term "personnel file™ as used in this
Agreement shall refer to the one (1) official personnel file.

An employee may request an appointment for the purpose of inspecting their personnel
file. Such request shall be honored subject to reasonable conditions relating to time and
place.

An employee may be accompanied by a person of their choice when inspecting their
personnel file.

An employee may submit a rebuttal statement to material in their personnel file which
shall be placed in the employee's personnel file.

If, after examination of their records, an employee believes that any portion of the
material is not accurate, relevant or complete, the employee may request in writing to the
President correction of the record. The request shall include a written statement by the
employee describing corrections that the employee believes should be made, and the
facts and reasons supporting such request. Such request shall become part of the
personnel file, except in those instances in which the disputed material has been
removed from the file.

Within twenty-one (21) days of an employee's request for correction of the record, the
President shall notify the employee in writing of their decision regarding the request. If
the President denies the request, the President shall state the reason(s) for denial in
writing, and this written statement shall be sent to the employee. If the President grants
the request for correction of the record, however, the record shall be corrected. The
employee shall be sent a copy of the corrected record and a written statement that the
incorrect record in question has been permanently removed from the employee's
personnel file.

Personnel recommendations or decisions relating to the promotion, retention,
termination or any other personnel action of a disciplinary or pre-disciplinary nature
shall be based primarily on material contained in the employee's personnel file and open
to the employee's inspection. If a personnel recommendation or decision is based on any
reasons not contained in the employee’s personnel file, the party making the
recommendation or decision shall commit those reasons to writing, and the written
statement of those reasons shall become part of the employee's personnel file. The
employee shall receive a copy of any material which could lead to a personnel action at
least five (5) days prior to placement in the personnel file.
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9.8 An individual employee's attendance and payroll records maintained separately from the
personnel file may be reviewed by the employee upon request.

9.9 An employee shall have the right of access to reports, documents, correspondence, and
other material officially maintained in their campus personnel file. Employees shall
have the right of access to pre-employment materials only in the instance when such
material is used in a subsequent personnel action.

9.10 The employee shall, within four (4) days of their written request, be provided an exact
copy of all or any portion of materials in the employee's personnel file. The employee
shall bear the cost of duplicating such materials.
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ARTICLE 10

PROGRESSIVE DISCIPLINE,REPRIMANDS, TEMPORARY SUSPENSION

10.1

CSU management will normally use progressive discipline when an employee fails to
meet the required standards of performance or displays inappropriate conduct.
Progressive discipline is intended to identify problems(s) with Bargaining Unit 1
employee(s) and to provide the employee(s) with an opportunity to bring the
performance up to standard. However, CSU reserves the right to impose discipline
without going through progressive steps when deemed warranted based upon an
employee’s poor performance or misconduct, of significant severity.

Reprimands

10.2

10.3

10.4

10.5

10.6

10.7

An employee may receive from the administration an oral and/or written reprimand.
Reprimands shall be provided in a timely and confidential manner.

An employee may request a conference with the administrator who issued the reprimand
to discuss the reprimand. Such a request shall not be unreasonably denied. The
employee may be represented at such a conference by another employee or a Union
Representative.

A written reprimand shall be placed in the official personnel file of the affected
employee. The employee shall have the opportunity to sign said reprimand indicating
that the employee has read the document.

An employee shall have the right to attach a rebuttal statement to a written reprimand in
their official personnel file.

Upon the employee's request and three (3) years from its effective date, a reprimand in
the personnel file shall be permanently removed. If a notice of disciplinary action has
been served on the employee and such a reprimand is related to the disciplinary action,
this provision shall not be implemented.

Reprimands shall not be subject to Article 8, Grievance Procedure, unless the grievant
alleges the terms of this Article have been violated, misinterpreted or misapplied.

Temporary Suspension

10.8

The President may temporarily suspend with pay an employee for reasons related to (a)
the safety of persons or property or (b) the prevention of the disruption of programs
and/or operations.
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10.9 The President shall notify the employee of the immediate effect of a temporary
suspension. The exclusive representative (UAPD) shall be provided with a copy of said
notice.

10.10 The President may terminate or extend a temporary suspension and shall so notify the
employee.

10.11 Unless earlier terminated, or extended, by the President, a temporary suspension shall
automatically terminate thirty (30) days after its commencement.

10.12 Temporary suspensions shall not be subject to Article 8, Grievance Procedure, unless the

grievant alleges the terms of this Article have been violated, misinterpreted or
misapplied.

Notice of Disciplinary Action

10.13 Any notice of disciplinary action shall be served on the employee by the appropriate
administrator in person or by certified mail at the employee's last known address.

Medical Board Certification Compliance Procedures

10.14 In compliance with the CSU Policy on University Health Services, the following
procedures shall apply to all Physicians subject to its medical board certification
requirements:

a.  Each Physician is required to provide to the campus a copy of the board
certification appropriate for their assigned duties.

b.  Where practicable, the campus shall give each such Physician a written reminder
of the expiration date of the Physician’s board certification at least one year prior
to the expiration.

c.  Upon the renewal of the Physician’s board certification, the Physician shall
promptly provide a copy of the board certification to the campus.

d. A Physician shall promptly notify the campus in writing of the lapse of the
Physician’s board certification. As soon as practicable thereafter, the Physician and
the Physician’s Health Center Director shall meet to discuss plans for the Physician
to achieve recertification.

e.  Theclinical privileges of a Physician whose board certification has lapsed shall be
determined in accordance with the CSU Policy on University Health Services.
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f.  The campus may initiate disciplinary procedures regarding the lapse of the
Physician’s board certification in accordance with the applicable provisions of the
Education and Government Codes.

g. Ifthe medical board certification requirements contained in the CSU Policy on
University Health Services are changed, upon the request of UAPD the CSU will
meet and confer over the impact, if any, on employees.
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ARTICLE 11

EMPLOYEE STATUS

Appointment

111 Appointments shall be made by the President.

11.2 Appointments may be temporary, probationary or permanent. Appointments shall be
made through official written notification by the President. Such notification shall
include the class title and timebase to which the employee is being appointed, the
initial salary, the employment status of the employee, and the effective date of the
appointment. A temporary appointment shall specify the expiration date of the
appointment and that the appointment may expire prior to that date. No employee shall
be deemed to be appointed in the absence of such official written notification from the
President.

11.3 A new employee may be appointed at any salary rate within the salary range

established for the employee’s classification in the CSU Salary Schedule set forth in
Appendix A.

Posting of Position VVacancies

11.4

11.5

When a vacancy for a Physician occurs at any campus, notice shall be posted for a
period of at least fourteen (14) days at each Student Health Center. VVacancy
announcements for Veterinarians shall be posted for at least fourteen (14) days at the
campus.

For temporary appointments of one hundred eighty (180) or fewer days, posting
pursuant to 11.4 shall not be required.

Appointment to Another Campus

11.6

An employee may apply for a vacant position for which the employee is qualified at
any CSU campus. Such applications, along with applications of other qualified persons,
shall be considered by the President. The person selected for appointment to a vacant
position shall be determined by the President. An employee appointed to a position at
another campus shall transfer their accumulated sick leave and retirement credit.
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Probation/Permanency

11.7

11.8

A probationary period is the period of credited service an employee who has received a
probationary appointment shall serve prior to permanent status.

A probationary employee refers to a full-time or part-time employee serving a period
of probation.

Probationary Period/Credited Service

11.9

11.10

11.11

The usual and customary probationary period for an employee is eighteen (18)
months of full-time service, or its pro-rata equivalent for part-time employees, in a
particular class. All continuous part-time service shall count, pro-rata, as credited
service for probation. The President may, at their discretion, reduce the probationary
period of a probationary employee to a minimum of one year of employment. A
probationary employee may request of the President or their designee a review for
reduction of the probationary period after one year. The probationary period may be
extended for six (months) at the discretion of the President in the event a probationary
employee: (a) experiences a change of supervisor; (b) did not have an opportunity to
perform their full scope of duties; (c) transfers to a different job during the
probationary period; (d) other appropriate circumstances. In the event of an extension,
an employee will be advised in writing of the new end date for the probationary period.

Temporary and Intermittent service will not count as credited service for probation
unless the President, at their sole discretion, determines that such service shall count as
credited service for probation.

A year of service for employees in twelve (12) month positions is any consecutive
twelve (12) months of full-time employment. A year of service for employees
serving in eleven (11) month positions is any consecutive eleven (11) months of full-
time employment within a twelve (12) month period of time. The eleven (11) months
of required service shall be determined by the President and stated in the appointment
letter. For employees serving in a ten (10) month position, a year of service is ten
(10) months of full-time employment within a twelve (12) month period of time. The
ten (10) months of required service for each twelve (12) month period shall be
determined by the President upon appointment of the employee to a ten (10) month
position.

Breaks in Service

When a probationary employee goes on a leave of absence, the President shall
determine whether or not the time served before the leave is counted in determining the
remaining length of probationary service. Leaves of absence of thirty (30) days or less
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11.12

11.13

11.14

11.15

shall not constitute a break in service in determining the remaining length of
probationary service.

An employee's probationary period is extended for the same number of days such
employee is on WC, IDL, NDI, formal LWOP, or paid sick leave of over thirty (30)
days.

The President shall determine if there has been a break in service when a probationary
employee is placed on a partial leave of absence.

When a former permanent CSU employee begins an appointment in the same class at
another campus, the President may reduce the length of the probationary period to be
served.

When a position is vacant and the campus policy requires that a recruitment search be
conducted, an employee with permanency who is selected for movement to a higher
classification, and will perform substantially different duties, may be required to serve
a new probationary period of up to one year of full-time service or the pro-rata
equivalent part-time service. The President may, at their discretion, reduce the
probationary period. A probationary employee may request of the President or
their designee a review for reduction of the probationary period.

An employee with permanency who is reclassified to a higher classification without a
recruitment search being conducted, and will perform substantially different duties,
may be required to serve a new probationary period of up to one year of full-time
service or the pro-rata equivalent part-time service. The President may, at their
discretion, reduce the probationary period. A probationary employee may request of
the President or their designee a review for reduction of the probationary period.

If a full-time employee with permanent status in a lower classification is advanced to a
higher classification and is denied permanent status in the higher classification, they
shall have the right to return to the lower classification with permanent status in that
class.

Rejection During Probation

11.16

11.17

Any probationary employee may be separated from service at any time by the President
upon written notice of rejection during probation. The employee should normally be
given two (2) weeks' notice of rejection during probation.

An employee rejected during the probationary period may not utilize Article 8,
Grievance Procedure, of this Agreement to appeal the decision to reject during
probation.
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Award of Permanent Status

11.18

11.20

11.21

An employee shall be notified in writing by the President as to the award of permanent
status. Pursuant to Provision 11.9, a probationary employee who serves full-time for
eighteen (18) months, or the pro-rata equivalent for part-time employees, shall be
awarded permanent status on beginning their nineteenth (19) month of such service
unless the probationary period has been extended.

Pursuant to Provision 11.14 or Provision 11.15, a probationary employee who serves
full-time for one (1) year, or the pro-rata equivalent for part-time employees, shall be
awarded permanent status beginning their next year of such service unless the
probationary period has been extended.

If a full-time or part-time employee with permanent status moves to a different
classification and receives permanent status in the different classification, the employee
shall not retain permanent status in the classification from which the employee moved.

Classification Changes

11.22

11.23

11.24

When an employee moves to a lower classification in the same occupational group, the
appropriate salary in the salary range shall be determined by combining any previous
service in the lower class and service in the higher classification.

When an employee moves to a lower classification in another occupational group, the
appropriate salary in the range shall be determined by the President, except that in no
case shall the new rate exceed the rate received in the higher classification.
Determination of the appropriate salary in such cases shall be made by using the same
criteria as would be used for an initial appointment to that classification.

When an employee moves without a break in service to a classification with a higher
salary range, the appropriate salary in the salary range shall be determined by the
President. Determination of the appropriate salary in such cases shall be made by using
the same criteria as would be used for an initial appointment to that classification.
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121

ARTICLE 12

ASSIGNMENT/REASSIGNMENT

The President may assign/reassign an employee any duties consistent with their
classification. The employee shall receive notice of reassignment prior to
implementation. Unit 1 Physicians shall not be required to perform duties that are
outside of their scope of practice, defined as the procedures, actions and processes that
a healthcare practitioner is permitted to undertake in keeping with the terms of their
professional license and board certification.

Lead Physician

12.2

12.3

12.4

a. Lead Physician function and duties are solely within the President’s
discretion. There is no requirement that the CSU must make a Lead Physician
assignment at any campus. The assignment may be made or withdrawn at any
time by the President. The assignment is subject to the physician’s acceptance
prior to the beginning of the assignment.

b. The peer review process is within the physician job description and is not
uniquely part of Lead Physician function.

C. Beginning July 1, 2001, the President may authorize Unit 1 employees
assigned to the Lead Physician function to receive a monthly stipend between 5%
and 10% of the employee’s base salary, to be paid from campus funds. Such
monthly stipends shall not be a permanent part of the physician’s base salary and
shall not be considered a PBSI.

d. Physicians assigned to the Lead Physician function are neither automatically
entitled to, nor disqualified from receiving PBSIs.

e. Each President may continue their current campus practice regarding
compensation [including benefits and privileges] for the Lead Physician function,
or in the alternative, implement the monthly stipend provision provided above.

An employee may be temporarily assigned to another classification by the President for
up to six (6) months when the President determines such an assignment is in the best
interest of the campus. Such an assignment may be extended for up to an additional six
(6) months by mutual agreement of the President and the employee.

After serving thirty (30) consecutive days in a temporary assignment at a higher
classification, an employee shall begin to receive the appropriate compensation of the
higher classification.

An employee may request in writing to the appropriate administrator assignment to a
particular set of duties they wish to perform. These duties must be consistent with the
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employee's classification and scope of practice. The appropriate administrator shall
meet with the employee to discuss and answer the request.

125 Managers/supervisors may perform work normally performed by employees covered
by the terms of this Agreement when the President determines that the performance of
such work is necessary and desirable to the CSU's operations and programs.

12.6 The CSU agrees to immediately meet and confer on the bargaining unit impact of

provision 12.5 of this Article when the CSU determines that there may be a need for
implementation of any procedures in Article 25, Layoff.

New or Revised Classification

12.7 The CSU shall notify the Union thirty (30) days prior to the effective date of new
or revised classifications related to bargaining unit classifications.

a.  Prior to the effective date of a new classification, the Union may request a
meeting with the CSU to discuss whether the new classification is appropriate for
the bargaining unit. Such a meeting shall be held. The parties may mutually
agree in writing to modify the unit to include the new classification. If the parties
disagree as to the inclusion of a new classification in the bargaining unit, either
party may seek a unit modification pursuant to the procedures established by the
Public Employment Relations Board (PERB).

b.  Prior to the effective date of implementing a classification revision, the
Union may request to meet and confer regarding the demonstrable impact of
the revised classification on bargaining unit members.
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ARTICLE 13

EVALUATION

Temporary and Probationary

131

13.2

Temporary and probationary employees in Bargaining Unit 1 shall be subject to periodic
performance evaluations as determined by the President. The frequency of probationary
employee evaluations shall be sufficient to make timely recommendation to the
President prior to the end of the employee's probationary period.

A written record of the periodic performance evaluation shall be placed in the
employee's personnel file. The employee shall be provided with a copy of the written
record of the performance evaluation.

Permanent Employees

13.3

13.4

Permanent employees in Bargaining Unit 1 shall be subject to periodic performance
evaluations as determined by the President.

A written record of the periodic performance evaluation shall be placed in the
employee's personnel file. The employee shall be provided with a copy of the written
record of the performance evaluation.

Evaluation of Physicians

135

When evaluation entails judgment regarding a physician's performance of assigned
medical duties, such judgment shall be made by supervisory and managerial personnel
who are licensed physicians.

General Provisions

13.6

13.7

13.8

Evaluations should be a review of the employee's work performance and should be
based upon criteria which is objective in nature.

If an employee disagrees with the record of a performance evaluation which has been
placed in their personnel file, the employee may submit a rebuttal statement which shall
be attached to the record of the performance evaluation.

The content of performance evaluations shall not be subject to the provisions of Article
8, Grievance Procedure.
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ARTICLE 14

SICK LEAVE

14.1 Following completion of one (1) month of continuous service, a full-time employee
shall accrue eight (8) hours of credit for sick leave with pay. Thereafter, for each
additional month of service, eight (8) hours of credit for sick leave with pay shall be
accrued.

14.2 Each full-time employee shall be considered to work not more than forty (40) hours
each week. Employees who are appointed less than full-time shall accrue credit for sick
leave with pay on a pro rata basis.

14.3 Sick leave may be accumulated without limits, and no additional sick leave with pay
beyond that accumulated shall be granted.

14.4 An employee shall be responsible for reporting an absence to the appropriate
administrator as soon as possible.

14.5 An employee shall be responsible for completing and submitting the campus’ absence
form to the appropriate administrator on the date designated.

14.6 An employee may be required to provide a physician's statement or other appropriate
verification for absences. An employee shall not normally be required to provide such
a statement or verification for an absence of five (5) consecutive days or less charged
to sick leave.

Absences Chargeable to Sick Leave

14.7 The use of sick leave may be authorized by the appropriate administrator only when an
employee is absent because of:

a.  llness, injury, or disability related to pregnancy;
Exposure to contagious disease;

c.  Dental, eye, or other physical or medical examinations or treatments by a licensed
practitioner;
d.  Ilness or injury in the immediate family; and sick leave for family care is

primarily for emergency situations. Up to ten (10) days of accrued sick leave
credit may be used for family care during any one (1) calendar year.

The Appropriate Administrator may authorize an additional five (5) days of
accrued sick leave credit for family care during one (1) calendar year.

e.  Death of a person in the immediate family. The President may authorize up to

— forty (40) hours of accrued sick leave for hereavement. When one (1) or more
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14.8

14.9

14.10

deaths occur in a calendar year, up to forty (40) hours of accrued sick leave
credits may be authorized for each death.

“Immediate family” as used in this Article shall mean:
» The employee’s registered spouse or domestic partner;

« The employee, spouse or registered domestic partner’s: parent, step-parent,
grandparent, great- grandparent, sibling, child or grandchild (including
foster, adopted and step), parent’s siblings;

* The employee’s child-in-law;

« A person living in the immediate household of the employee, except
domestic employees, roomers, boarders, and/or roommates.

Under no circumstances may an employee be granted sick leave for days during layoff
periods or during a leave of absence without pay and during periods when the campus
or department is closed.

The President may authorize unpaid sick leave or the use of vacation for an employee
who has exhausted their accumulated sick leave.

Directed Sick Leave/Medical Examination

1411

14.12

The President may direct an employee to take sick leave if the President determines
that the employee has restricted ability to carry out their duties due to illness or injury.
In the event that the directed sick leave shall result in an employee going into unpaid
status, and upon the request of the employee, a meeting shall be scheduled with the
employee and a UAPD representative and the appropriate administrators for the
purpose of exploring reasonable options under the ADA that could mitigate or avoid
going into unpaid status.

An employee may be required to undergo a medical examination as directed by the
President to ascertain the employee's ability to perform their required duties. If such an
examination is by the physician selected by the employer, the CSU shall bear the costs
of such medical examination. In cases where an employee has a written full medical
release without restriction to return to work and the appropriate administrator believes
that the employee is unable to perform the duties of the position, the appropriate
administrator shall consult with the Human Resources Director.

Supplement to Industrial Disability Leave

14.13

Upon written notification by an eligible employee to the CSU, the employee may elect
to supplement Industrial Disability Leave (IDL) payments with charges to their accrued
sick leave. Such an election shall be made no later than fifteen (15) days after the
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report of the injury for which the IDL is being paid.

14.14 Such supplement shall continue until the employee has exhausted their accrued sick
leave or until the employee provides to the CSU written notification that the employee
wishes to discontinue the supplement. Such a notice shall be provided fifteen (15) days
prior to the effective date of such a discontinuation.

14.15 Such a supplement to IDL payments shall not result in the employee receiving a
payment in excess of their regular salary or wage.

14.16 All payments received by an employee while on IDL shall be subject to mandatory and
authorized voluntary deductions.

Catastrophic Leave Donation Program

14.17 Any CSU employee who accrues vacation or sick leave credits may voluntarily donate
either of those credits to any other CSU employee on the same campus, if the
recipient employee has exhausted all accrued leave credits, i.e., sick leave, vacation,
personal holiday and CTO, due to a catastrophic illness or injury. Catastrophic illness
or injury or whose principal place of residence has been impacted by a natural
disaster/state of emergency is an illness or injury that has totally incapacitated the
employee from work. The following provisions shall apply:

(1) Catastrophic Leave Donation Program

a. An employee, their representative or the employee's family member must
request the employee's participation and provide appropriate verification of
illness or injury as determined by the campus president. The president shall then
determine the employee’s eligibility to receive donations based upon the
definition provided above.

b. An incapacitated employee may elect to defer a request to participate during
a period of Industrial Disability Leave eligibility.

C. Employees may donate a maximum of forty (40) hours leave credits per
fiscal year in increments of one hour or more. Donations are irrevocable.

d. Donated leave credits may be used to supplement Industrial Disability
Leave, Non-Industrial Disability Leave or Temporary Disability payments from
the State Compensation Insurance Fund upon the application for these benefit(s)
by an eligible employee. The total amount of vacation credits donated and used
may not exceed an amount sufficient to ensure the continuance of the employee's
regular monthly rate of compensation.
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e. The total donated leave credits shall normally not exceed an amount
necessary to continue the employee for three calendar months calculated from the
first day of catastrophic leave. The president may approve an additional three-
month period in exceptional cases. The leave should not be deemed donated until
actually

transferred by the campus record keeper to the record of the employee receiving
leave credits.

f. For employees whose appointments have not been renewed, donated time
may not be used beyond the employee's appointment expiration date in effect at
the beginning of the disability.

g. Only vacation and sick leave credits may be donated.

h. Donated leave credits may not be used to receive service credit following a
service of disability retirement.

i. Any CSU union may solicit leave donations from bargaining unit
employees for direct transfer to employees eligible to receive such leave credits.

J- Catastrophic illness or injury may also include an incapacitated member of
the employee's immediate family if this results in the employee being required to
take time off for an extended period of time in order to care for the family
member and the employee has exhausted both all of their accrued vacation credits
and all of their accrued sick leave credits which may be used for family care in
accordance with the appropriate collective bargaining Agreement. Only donated
vacation credits may be used for such family care catastrophic leave. Immediate
family member shall be defined in accordance with the definition contained in the
sick leave provisions of the collective bargaining Agreement covering the
recipient employee.

k. The provisions of this program shall be subject to the grievance procedure

contained in the collective bargaining Agreement covering the grieving
employee.

(2) Natural Disaster and State of Emergency

a. Catastrophic leave for a natural disaster shall be leave for an employee who faces
financial hardship because the employee has exhausted all of their accrued vacation
credits; accrued sick leave credits; personal holiday credits; and C.T.O. credits; and
is unable to work due to the effect of a natural disaster on the employee's principal
residence.

b. The employee resides in one of the counties where a state of emergency exists as
declared by the governor.
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C. An employee or their representative must request the employee's participation and
provide appropriate verification as determined by the campus President. The
President shall then determine the employee's eligibility to receive donations based
upon the definitions provided above.

d. Employees may donate a maximum of forty (40) hours of leave credits per fiscal
year in increments of one hour or more. Donations are irrevocable.

e. The total amount of leave credits donated and used may not exceed an amount
sufficient to ensure the continuance of the employee's regular monthly rate of
compensation.

f. The total donated leave credits shall normally not exceed an amount necessary to
continue the employee for three (3) calendar months calculated from the first day of
catastrophic leave. The President may approve an additional three-month period in
exceptional cases. The leave should not be deemed donated until actually transferred
by the campus record keeper to the record of the employee receiving leave credits.

g. For employees whose appointments have not been renewed, donated time may not
be used beyond the employee's appointment expiration date in effect at the beginning
of the natural disaster/state of emergency.

h. Only vacation and sick leave credits may be donated.

. Donated leave credits may not be used to receive service credit following a service
or disability retirement.

J. Any CSU union may solicit leave donations from bargaining unit employees for
direct transfer to employees eligible to receive such leave credits.

K. Pledged leave credits will be formally transferred to the recipient employee only at
the end of a pay period, and then in chronological order of the dates actually
pledged. This will ensure that any unused leave credits are never actually transferred
until they can in fact be used by the recipient employee. In the event that an
employee is unable to use all pledged credits in a pay period, the most recently
donated leave credits which cannot be utilized will then never formally be
transferred, thereby guaranteeing that they are in no way lost by an employee who
wants to donate them in order to help a co- worker who needs the credits.
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ARTICLE 15

LEAVES OF ABSENCE WITH PAY

Jury Duty Leave

151

15.2

15.3

154

An employee who serves on jury duty shall receive their regular salary only if the
employee remits the amount received for such duty to the CSU. Payment for travel
expenses and subsistence received by the employee need not be remitted. If the
employee elects to retain the jury duty fees, their time off for jury duty is not
compensable. The employee may elect to use vacation to cover the time off.

An employee who works less than full-time shall be eligible for time off with pay for
jury duty only for those hours the employee was scheduled to work.

An employee who receives initial notification that they are subject to jury duty shall
notify the appropriate administrator.

The employee is required to notify the appropriate administrator prior to taking leave
for jury duty. Verification of actual service for jury duty shall be provided by the
employee when requested by the appropriate administrator.

Absence as a Witness

15.5

15.6

15.7

Employees serving as court-subpoenaed witnesses or expert witnesses in the interest of
the CSU shall seek the payment of witness fees. Whenever possible, the employee shall
confer with the attorney requesting their appearance to determine whether certified
copies of appropriate documents would be suitable and would eliminate the need for a
court appearance.

An employee who is absent as a court-subpoenaed witness or expert witness in the
interest of the CSU shall be paid the normal salary for the corresponding period of
absence. No portion of the employee's salary shall be forfeited as the result of such an
appearance; however, all court fees (except personal travel and/or subsistence
payments) shall be remitted to the CSU. If the employee does not remit such fees, an
amount equal to the fees shall be deducted from the employee's salary. No vacation
shall be used in such cases.

An employee who receives court fees in excess of regular earnings may keep the
excess and need remit only an amount equal to the compensation paid the employee
while on leave. If the employee chooses to retain the entire fee, then the time taken off
shall be charged as vacation, and if no vacation time is available, the employee shall be
docked for the period of absence.
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15.8

15.9

An employee serving as a court-subpoenaed witness on a holiday or while on
vacation, or expert witness in the interest of the CSU, shall not have such service
deducted from their accrued vacation or holiday credit.

An employee who is a party to a suit, subpoenaed witness, or who is an expert witness
not serving in the interest of the CSU shall appear on their own time. The employee
shall be charged vacation or holiday credit, and if no vacation or holiday credit is
available, the employee shall be docked for the period of absence.

Time Off to Vote

15.10

An employee who would otherwise be unable to vote outside of their regular working
hours may be granted up to two (2) hours of worktime without loss of pay to vote at a
general, direct primary or presidential primary election.

An employee shall be required to request such leave time from the appropriate
administrator at least two (2) working days prior to the election.

Bereavement Leave

15.11

15.12

15.13

For each death of an immediate family member, upon request to the President, the
employee shall be granted five (5) days leave with pay. The employee shall give
notice of the need for leave to the appropriate administrator as soon as possible. Upon
request, upon return to work, the employee shall provide written notice including the
name and relationship of the deceased to substantiate the leave.

A leave granted in accordance with this provision may be supplemented in
accordance with bereavement provisions of Article 14, Sick Leave.

The term “Immediate family” as used in this Article shall mean:

. The employee’s spouse or registered domestic partner;

. The employee, spouse or registered domestic partner’s: parent, step-parent,
grandparent, great-grandparent, sibling, child or grandchild (including foster,
adopted and step), parent’s siblings;

. The employee’s child-in-law;

. A person living in the immediate household of the employee, except domestic
employees, roomers, boarders, and/or roommates.
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Military Leave

15.14

Emergency military leave, temporary military leave, and indefinite military leave
shall be granted to eligible employees in accordance with state and federal law.
Disputes between the employee and the military shall not be subject to Article 8,
Grievance Procedure, of this Agreement.

Parental Leave

15.15

Parental Leave shall refer to a leave for the purpose of a parent preparing for the
arrival of, or a parent or legal guardian caring for, a new child(ren), up to their
eighteenth (18th) birthday, due to the birth, adoption, foster care assignment, or legal
guardianship of the minor child(ren) with the employee.

An employee shall be entitled up to a maximum of thirty (30) workdays Parental
Leave (as defined above, and subject to the requirements of Provisions 16.7-16.19) in
a twelve moth period, with pay which shall commence within sixty (60) days of the
arrival of a new child(ren). Such leave shall be taken consecutively, unless mutually-
agreed otherwise by the employee and the appropriate administrator. Parental Leave is
normally taken in daily increments. Such leave shall be in addition to available sick
leave and to available vacation. Paid Parental Leave runs concurrently with any other
related leaves for which the employee is eligible. In order for the employee to be
entitled to Parental Leave, the employee must be employed with CSU prior to the birth
of placement of a child(ren) with the employee.

Organ or Bone Marrow Donor Leave

15.16

Upon presentation of written verification that they are an organ or bone marrow donor
and there is a medical necessity for the donation, an employee who has exhausted all
available sick leave is eligible for the following leaves of absence with pay:

a. A paid leave of absence not exceeding 30 consecutive calendar days in any one-
year period to any employee who is donating their organ to another person.

b. A paid leave of absence not exceeding five consecutive calendar days in any-
one year period to any employee who is donating their bone marrow to another
person.
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16.1

16.2

16.3

16.4

16.5

16.6

ARTICLE 16

LEAVES OF ABSENCE WITHOUT PAY

A permanent full-time employee and a permanent part-time employee may be granted
a leave of absence without pay for up to one (1) year.

A written application for a leave of absence without pay or an extension of a leave of
absence without pay shall be submitted to the President. The President shall
determine if such a leave shall be granted and the conditions of such a leave.

An employee who is on a leave of absence without pay shall not return to active pay
status prior to the expiration of such a leave without written approval of the President.

Service credit shall not be granted to an employee on a leave of absence without pay,
except when the President determines that the purpose of the leave is of benefit to the
campus and expressly grants such service credit.

An employee granted a leave of absence without pay who fails, when requested by
the President, to provide adequate verification that the conditions of the leave were
met may be subject to discipline as determined by the President.

An employee on a leave of absence without pay for more than thirty (30) days may
opt to continue their fringe benefits at their own expense. An employee on a
leave of absence without pay for thirty (30) days or less shall receive fringe benefits
as provided by the CSU in the same manner as when the employee is in pay status.

Family Care or Medical Leave

16.7

16.8

16.9

Family care or medical leave shall refer to a leave for reason of the birth of a
child of the employee, the placement of a child with an employee in connection
with the adoption or foster care of the child by the employee, to care for a child,
parent, foster parent, spouse (or registered domestic partner), sibling, grandparent
or grandchild of the employee who has a serious health condition, or for the
employee's own serious health condition. Family care leave shall be pursuant to
provisions 16.7 through 16.19 of this Article.

An employee who has at least twelve (12) months of service and has actually worked
1,250 hours in the twelve (12) months preceding the leave is entitled to a family care
or medical leave without pay.

Eligible employees may take up to a total of twelve (12) weeks of family care or
medical leave in a twelve 12-month period, including any periods of absence with pay
for family care or medical leave purposes.
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16.10

16.11

16.12

16.13

16.14

16.15

16.16

For family care or medical leave taken for reason of the birth of a child or
adoption/foster care of a child by an employee, any leave taken shall be initiated
within one (1) year of the birth of a child or placement of a child with the employee in
the case of adoption/foster care.

Before granting a family care leave for the serious health condition of a child, parent,
foster parent, spouse (or registered domestic partner), sibling, grandparent or
grandchild, the President may require certification of the serious health condition
from the health care provider.

Upon expiration of the period which the health care provider originally estimated that
the employee needed to care for the child, parent , spouse (or registered domestic
partner), sibling, grandparent or grandchild the President may require the
employee to obtain recertification if additional leave is requested.

An employee may use sick leave during the period of family care leave upon mutual
agreement between the employee and appropriate administrator, and the use of such
sick leave during the period of family care leave shall not be limited to forty (40)
hours as required in provision 14.7d of this Agreement. The use of sick leave shall be
in accordance with the appropriate provisions of Article 14 of this Agreement.

Family care and medical leave are separate and distinct from the right of an
employee to take a pregnancy disability leave under Government Code Section
12945, subdivision (b) (2). If an employee takes part or all of the maximum four
(4) months of pregnancy disability leave, they may request up to twelve (12)
weeks additional family care or medical leave for reason of the birth of her child, or
due to her own serious medical condition. Any combination of family care or
medical leave and pregnancy disability leave shall run concurrently with the period of
leave available under the provisions of Education Code Section 89519.

An employee shall provide the President with written notice of the need for family
leave as soon as the event necessitating the leave becomes known to the employee. In
general, as much advance notice as is reasonably possible shall be provided and
normally shall be no less than five (5) working days of the event giving rise to the
need for the leave.

If the employee's need for family care leave is foreseeable due to the planned medical
treatment or planned supervision of a child, parent, spouse (or registered domestic
partner), sibling, grandparent, or grandchild with a serious health condition, the
employee shall provide the President with not less than fourteen (14) days’ notice of
the need for the leave. The employee shall consult with the appropriate
administrator regarding the scheduling of the treatment or supervision so as to
minimize disruption of the operations of the University.

The granting of a family care or medical leave assures to the employee a right to
return to their former position or a comparable position upon expiration of the
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16.17

16.18

family leave. If the former position and any comparable position has ceased to exist
due to legitimate business reasons unrelated to the leave, the University shall make
reasonable accommodation by alternative means only if such alternative means would
not cause an undue hardship on the campus. Such alternative means shall include, but
not be limited to, offering the employee any other position which is available and for
which the employee is qualified. The University is not required, however, to create
additional employment which would otherwise not be created, discharge or layoff
another employee, transfer another employee, or promote another employee who is
not qualified to perform the job. The family care or medical leave shall not constitute
a break in service for the purposes of length of service and/or seniority under this
Agreement.

An employee on family care or medical leave shall retain employee status and shall
continue to accrue seniority points pursuant to Article 25 of the Agreement during the
period of the family care or medical leave. During a family care or medical leave an
employee may continue to participate in benefits to the same extent and under the
same conditions as would apply to any other personal leave of absence without pay
pursuant to this Agreement. If any paid portion of the family care or medical leave is
less than twelve (12) weeks, however, the CSU shall continue to make employer
contributions toward health, dental and vision coverage, unless canceled by the
employee, for the unpaid remainder of the twelve (12) week period. If an employee
fails to return at the end of the family care or medical leave, the CSU may require
repayment of insurance premiums paid during the unpaid portion of the leave. The
CSU shall not require repayment of premiums if the employee's failure to return is
due to their serious health condition or due to circumstances beyond the employee's
control.

The leave of absence of a temporary employee eligible for such leave pursuant to this
Article shall terminate upon the expiration of that employee’s temporary
appointment.
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ARTICLE 17

UNAUTHORIZED LEAVES OF ABSENCE

Automatic Resignation

171

17.2

17.3

17.4

175

The President shall have the right to terminate an employee who is absent for five (5)
consecutive workdays without securing authorized leave from the President. Such a
termination shall be considered to be an automatic resignation from CSU employment
as of the last day worked. All unauthorized absences, whether voluntary or
involuntary, shall apply to the five (5) consecutive workday limitation. The termination
shall be effective five (5) consecutive days from the last day the employee worked.

The President shall notify the employee that the University will be terminating the
employee by automatic resignation under this Article unless the employee requests an
administrative review regarding their absence within seven (7) calendar days following
such notification.

If the employee responds to the President within seven (7) calendar days following
notification, or such extended time as the President may agree to, the employee will be
provided with the opportunity to respond, either orally or in writing, to a campus
reviewing officer designated by the President. A University representative may present
evidence at any review meeting. No automatic resignation shall be final until a
decision is made by the reviewing officer. This decision shall state:

a.  whether the employee was absent for five (5) consecutive workdays;
b.  whether the employee had proper authorized leave to be absent;

c. anevaluation of whether the employee has presented sufficient excuse to warrant
continuation of employment, supported by facts which provide justification of the
absence or continuation of employment. If an action other than automatic
resignation is proposed, it shall be stated along with the reasons for its use; and

d.  whether the employee should be or is being terminated by automatic resignation.

Any employee who is terminated by the President under this provision may, within ten
(10) days after receipt of the termination decision, file a written notice with the
President indicating intent to request a hearing of the matter by the State Personnel
Board as provided in Section 89539 of the Education Code. A request for a hearing by
the State Personnel Board must be filed with the State Personnel Board.

Any employee who is reinstated under this provision shall not be paid salary for the
period of unauthorized absence unless it is determined that such absence may be
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appropriately charged to accrued leave. The employee shall adhere to all other
reinstatement requirements.
17.6 This Article shall supersede Section 89541 of the California Education Code.
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18.1

18.2

18.3

18.4

18.5

ARTICLE 18

HOURS OF WORK

The workweek of full-time employees shall normally consist of forty (40) hours for
five (5) days work in a seven (7) day period or eighty (80) hours for nine (9) days work
in a fourteen (14) day work period. The Fair Labor Standards Act [FLSA], as
interpreted by CSU FLSA Policy, currently governs Unit 1 employees. If the CSU
decides to change the policy, UAPD will be provided notice. UAPD may request to
meet and confer on the impact on bargaining unit employees of the change in policy.

The President shall determine the work schedule for an employee of the campus.
When assigning work schedules, the CSU shall consider the employee's preference and
the needs of the University. No employee shall have their work schedule changed
without receiving a minimum fourteen (14) days prior written notification of such
change, except in emergency situations. Employees may be permitted an alternative
work schedule as mutually agreed with the President or their designee.

For those employees assigned a four (4) day workweek, the workday shall normally
consist of ten (10) hours.

For those employees assigned a 9/80 work schedule, the employee shall work nine (9)
hour shifts on four (4) consecutive days working each calendar week plus an additional
eight (8) hour shift every other week.

Part-time employees shall be assigned hours and days of work on a proportional
timebase as determined by the President.

Meal Periods

18.6

18.7

Employees working more than five hours shall be entitled to a meal period of not less
than thirty (30) minutes, and not more than one (1) hour at a time designated by the
appropriate administrator.

An employee required to remain on the job at their work area for the full shift period
shall be permitted to take a meal period, of not less than thirty (30) minutes, and not
more than one (1) hour, during worktime.

Rest Periods

18.8

Rest period schedules shall be determined by the appropriate administrator in
accordance with the requirements of the department. When an employee is required to
perform duties during a scheduled rest period, the appropriate administrator shall
endeavor to reschedule the rest period for that workday.
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Call Back

18.9 An employee may be called back to work at the discretion of the
Director/Administrator. The Director/Administrator shall endeavor to assign call-back
work on a volunteer basis. If no volunteers are available, or in an emergency situation,
the employee who is called back shall be required to work. If an employee is called
back to work, the CSU shall allow the employee to take informal time off during
normal work hours equal to the call back time worked. The informal time off shall be
taken within one hundred and eighty (180) days of the call back time worked. The
scheduling of time off shall be subject to campus and Student Health Center
operational needs.
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ARTICLE 19

SALARY
19.1 Increases in the base pay of bargaining unit employees may occur only in those fiscal
years for which the parties have specifically agreed to provide increases by way of one
or more of the following six (6) categories:

a.  Across-the-board General Salary Increases as negotiated by the parties; and/or

b.  Performance-Based Salary Increases, pursuant to provisions 19.5 through 19.7 of
this Article, in an amount negotiated between the parties; and/or

c. In Range Progression Salary Increase, pursuant to Provision 19.8 of this Article;
and/or

d.  Salary Stipend, a temporary monthly increase, pursuant to Provision 19.9 of this
Article, which may be granted by a Director/appropriate administrator when
temporary project coordination or lead work functions are assigned to an
employee; and/or
e.  Lead Physician stipend pursuant to Provision 12.1 (a) — (e) of the CBA; and/or
f.  Equity Increases, pursuant to Provision 19.4 of this Article.
19.2 The salary schedule for bargaining unit employees shall be found in Appendix A and

incorporated in this Agreement by reference. An employee shall be assigned a salary
within the open salary range appropriate to their classification.

General Salary Increase

19.3 All employees in the bargaining unit shall receive a General Salary Increase (GSI) as
follows:

a. For fiscal year 2022/2023, effective July 1, 2022, all bargaining unit employees in
active pay status (or on leave) as of that date shall receive a General Salary
Increase (GSI) of three percent (3%).

Employees will be eligible for an additional one percent (1%) for a total of four
percent (4%), depending on the State budget allocation to the CSU.

A calculation will be conducted based on the State of California’s final Budget Act
of 2022, which has an expected enactment date between June 27, 2022, and
September 30, 2022. This calculation will determine the new, unallocated, ongoing
funding for the CSU from the State.
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If the new, unallocated, ongoing funding from the State for fiscal year 2022/2023
is increased to $300,000,000 or more, then a one percent (1%) GSI will be added
to the three percent (3%) increase set forth above for a total of a four percent (4%)
increase effective July 1, 2022.

b. For fiscal year 2023/2024, the Union shall have the option to re-open negotiations

on Article 19 and Article 20 (Salary and Benefits) by providing a written request to
the CSU after the Governor has released the 2023/2024 May revision, but prior to
July 31, 2023.

For fiscal year 2024/2025, the Union shall have the option to re-open negotiations
on Article 19 and Article 20 (Salary and Benefits) by providing a written request to
the CSU after the Governor has release the 2024/2025 May revision, but prior to
July 31, 2024

Salary Scale minimums and maximums for all classifications and campuses shall be
established as per Attachment A for the duration of this Agreement.

Recognition Bonus

194

A one-time payment of $2500 shall be provided to each bargaining unit employee with
a 1.0 timebase or greater who is in active pay status (or on leave) as of the date of
ratification of this agreement. Payments will be pro-rated for employees who are less
than a 1.0 timebase on the date of ratification. For hourly intermittent employees, the
formula for determining the pro-rata amount is as follows:

a) Determining the FTE: The total number of hours worked by the employee for
the six pay periods prior to the date of ratification divided by the number of
total work hours in the six-month period of time = FTE for six-month period.

b) Determining the Payment Amount: The $2500 one-time payment is then pro-
rated based on the FTE determined by the formula above.

Rehired annuitants are not eligible for the one-time payment pursuant to California
Government Code 21224 and CalPERS determination of the law.

Equity Increase Program

195

The Union has the option to discuss an Equity Increase Program in the fiscal year
2023/2024 and fiscal year 2024/2025 re-openers.
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Performance-Based Salary Increase

19.6 a.  All Unit 1 employees with an annual overall performance evaluation rating above
satisfactory or its equivalent will receive a Performance-Based Salary Increase
(PBSI) for those fiscal years in which a PBSI is provided pursuant to provision
19.1.b. All Unit 1 employees on a given campus with the same overall
performance evaluation rating will receive the same percentage PBSI. The
difference in PBSIs awarded to employees with different overall performance
evaluation ratings on the same campus will not be greater than a ratio of 2 to 1,
based on the percentage increase awarded.

b.  Performance-Based Salary Increases (PBSIs) may be given up to the maximum of
the salary range as set forth in Appendix A and shall be based upon employees’
overall annual performance evaluations for:

1) the quality of medical practice,
2) the quality of contributions to the health center, and/or
3) the quality of educational activities,

as determined by the President. Nothing shall prohibit the President from
awarding a PBSI to every eligible meritorious bargaining unit member. Each
campus shall adopt procedural guidelines for administration of the PBSI program,
which shall include: (1) a statement of criteria for determining meritorious work
performance, (2) procedures for receiving input of employees, and (3)
identification of documents to be considered in the awarding of PBSIs. A PBSI
shall be an increase to an employee's base salary of any percentage not more than
five percent (5.0%). The decision to grant or not to grant a PBSI pursuant to this
program, and the amount of such increase, if granted, are at the sole discretion of
the President. PBSI decisions shall not be subject to Article 8, Grievance
Procedure, except for alleged violations of 19.5.a.

19.7 The amount of funds dedicated to employee base salary increases in this program of
PBSlIs in each fiscal year, not including associated benefits costs, shall be the
equivalent of the specified percentage increase to the total Unit 1 payroll as of October
1 of the fiscal year in which a PBSI is provided. In addition to these negotiated
amounts, PBSI funds may be provided from campus funds as determined by and at the
sole discretion of the President.

19.8 The allocation of funds dedicated to this program to each campus in each fiscal year
shall be based on the actual salaries paid to bargaining unit positions during the
preceding fiscal year. The funds and increases identified for this program of PBSIs
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shall be effective July of each fiscal year. PBSIs provided solely from campus funds,
however, may be effective at any time. There shall be no requirement to expend in a
particular fiscal year all funds identified for such increases. Any portion of the funds
identified and allocated to a campus which is not expended in any fiscal year for PBSIs
on that campus shall be spent in the same fiscal year for professional development
activities and shall automatically be added to the PBSI pool for the ensuing fiscal year.
The CSU shall provide to the Union no later than February 15 of each year in which
PBSIs are negotiated a list by campus of individual employees receiving PBSIs and the
amount of each increase. CSU will include in report of PBSI expenditures the amounts
spent by campuses on professional development activities in lieu of PBSI expenditures.

In Range Progression

19.9 a.  Anincrease within a salary range is referred to as an In Range Progression.
When the President, the President’s designee, or Director/Administrator
determines that an In Range Progression should occur, the salary shall increase by
at least three percent (3.0%).

b.  An In Range Progression may be granted for reasons that include:

1) Assigned application of enhanced skill(s);
2) Retention;
3) Equity.

c.  Arequest for an In Range Progression review may be submitted by the employee
or Director/Administrator. Employee initiated In Range Progression requests
shall be submitted to the Director/Administrator before being forwarded to
Human Resources. If the Director/Administrator has not forwarded the request to
Human Resources within thirty (30) days, the employee may file the request
directly with Human Resources.

d.  Employee requested In Range Progression reviews shall be completed within
ninety (90) days after the request is received in Human Resources. An employee
shall not submit a request for an In Range Progression prior to twelve (12)
months following receipt of a response to any prior In Range Progression
requests.

e.  Each campus shall develop guidelines and procedures for an In Range
Progression. The decision of the President, made in accordance with this
provision, regarding the award of an In Range Progression shall be final and shall
not be subject to either a complaint or grievance under Article 8, Grievance
Procedure.

f.  Funds for In Range Progression may come from campus funds, and/or total
settlement costs resulting from bargaining between the parties on salary matters.
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Reporting

19.10 By October 1% of each year during this Agreement, the CSU agrees to report to UAPD
for the prior fiscal year per campus:

a.  The number of IRP requests request;
b.  The number of IRP requests granted,
c. The percentage and amounts of the IRP awards

Salary Stipend

19.11 An employee may be granted a temporary monthly salary stipend when assigned
temporary project coordination or lead work functions, other than those of Lead
Physician as provided in Provision 12.1 of the CBA, by a Director/Administrator.
Salary stipends are an increase to the base monthly salary rate and are paid on a month
to month basis. The decision of the Director/appropriate administrator to grant a salary
stipend, including the amount of any such stipend, shall not be subject to either a
complaint or grievance under Article 8, Grievance Procedure.

CSU/UAPD Collective Bargaining Agreement Page 49 September 16, 2022 — June 30, 2025



Eligibility

20.1

20.2

20.3

Health

20.4

ARTICLE 20

BENEFITS

The term "eligible employees™ as used in this Article shall mean an employee or
employees who are appointed half-time or more for more than six (6) months. Those
excluded from health, dental, vision care, and life and accidental death and
dismemberment benefits include intermittent employees and any employee paid
wholly from funds not controlled by the CSU or from revolving or similar funds
from which a regular State share payment of the insurance premium cannot be made.

The term "eligible family member" as used in this Article shall mean the eligible
employee’s legal spouse, registered domestic partner, and children from birth to the
end of the month in which the dependent children reach age twenty-six (26). An
adopted child, stepchild, natural child recognized by the parent, or a child living
with the employee in a parent child relationship who is economically
dependent upon the employee at the time of enrollment of the child, and annually
thereafter up to the age of twenty-six (26) is also eligible. A family member who is a
disabled child over age twenty-six (26) may also be enrolled if, at the time of initial
enrollment of the employee, satisfactory evidence of such disability is presented to
the carrier consistent with the carrier’s requirements. Upon attaining age twenty-six
(26), a disabled child who is already enrolled may be continued in enrollment if
satisfactory evidence of that disability is filed with the carrier in accordance with the
carrier’s criteria. Eligibility for family members is defined by CalPERS.

The parties agree to extend health, dental and vision benefits to registered domestic
partners, as defined pursuant to Section 297 et seq. of the Family Code, Section
22867 et seq. of the Government Code and Section 1261 of the Health and
Safety Code, or their successors as amended, of benefit eligible employees in the
bargaining unit. The parties further agree that the registration of registered
domestic partners of benefit eligible employees, and all other procedures and
conditions required to receive health benefits as currently set forth in CalPERS
Circular Letter 200-189-04, shall also apply to the receipt of dental and vision
benefits. If said CalPERS regulations are revised, Circular Letter 200-189-04 as
amended will control the implementation of health, dental and vision benefits for
the registered domestic partners of benefit eligible employees.

Eligible employees and eligible family members as defined by CalPERS shall
continue to receive health benefits offered through the CalPERS system for the life of
this Agreement. Payment for those benefits shall be based on rates established by
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CalPERS for participating members. The Employer contribution shall be based upon
the current formula as provided in Government Code Section 22871.

Healthcare Vesting for New Employees

Bargaining unit employees hired on or after July 1, 2018 and become members of
CalPERS on or after July 1, 2018 shall receive the full portion of the CSU
contribution payable for health benefits upon retirement at age 52 with at least 10
years of service credit. (GC Section 22874.7) In addition, bargaining unit employees
meeting these requirements shall be eligible for the full portion of the CSU
contribution payable for basic dental plan. (GC Section 22958.4).

Health Premium Conversion Program (TAPP)

20.5 All eligible bargaining unit employees who contribute toward health or dental
benefits pursuant to provision 20.1 or 20.3 shall be entitled to participate in the CSU
Health Premium Conversion Program. The terms of this program shall be determined
by the CSU. All administrative costs for participation shall be paid by the
participating employees.

Dental

20.6 For the life of this Agreement, the dental benefits provided by the CSU through the
insurer(s) selected by the CSU for its indemnity and prepaid dental plans shall be
offered to eligible employees and eligible family members as defined in provisions
20.1 and 20.2. The Employer's contribution to such plans shall equal one hundred
percent (100%) of the basic monthly premium.

Vision Care

20.7 For the life of this Agreement, the vision care benefit provided by the CSU through

the insurer(s) selected by the CSU shall be offered to eligible employees and eligible
family members as defined in provisions 20.1 and 20.2. The Employer's contribution
to such plan shall equal one hundred percent (100%) of the basic monthly premium.

Non-Industrial Disability Insurance

20.8

The maximum weekly payment for eligible employees shall be two-hundred and fifty
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dollars ($250.00).

Enhanced 1959 Survivors Benefit

20.9

The amount of benefit payable to a surviving spouse and/or dependent of an eligible
bargaining unit employee under the 1959 Survivors Benefit shall be increased to the
level of payment provided in Government Code Section 21574.7. Bargaining unit

employees shall continue to pay a premium of two dollars ($2.00) per month for this
benefit. All monthly premiums in excess of the employee contribution shall be paid
by the CSU.

Dependent Care Reimbursement Program

20.10

Parking

20.11

20.12

20.13

403(b)
20.14

All bargaining unit employees, except intermittent employees shall be entitled to
participate in the CSU Dependent Care Reimbursement Program. The terms of this
program shall be determined by the CSU. All administrative costs for participation
shall be paid by participating employees.

An employee is required to pay the parking fee as determined by the CSU for parking
at any facility of the CSU. The CSU shall notify the Union in writing of any change
to the parking fee. The CSU shall provide for payroll deductions for this program
upon written authorization by the employee.

The CSU shall not be liable for any damage, due to theft, vandalism, or acts of nature,
to any vehicle or items of personal property contained therein or attached thereto for
any reason while within the boundaries of CSU parking facilities.

The President may determine the allocation of parking spaces at each facility.

All members of the bargaining unit shall be eligible to participate in the 403 (b)
programs in accordance with regulations and procedures as established by The
California State University and according to IRS regulations.

Information Regarding Benefits

20.15

The campus shall provide information concerning an individual employee's rights
under NDI, IDL, Temporary Disability, Social Security, CalPERS retirement options,
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and the 10/12 or 11/12 pay plan.

FlexCash Plan

20.16 All employees eligible for health insurance, pursuant to provision 20.4 of the
Agreement, and dental insurance, pursuant to provision 20.6 of the Agreement, may
participate in the CSU FlexCash Plan. A participating employee may waive health
and/or dental insurance coverage in exchange for the following monthly payments:

1) Waive medical & dental $140 per month
2) Waive medical only $128 per month
3) Waive dental only $ 12 per month

In order to participate in the Plan, an employee will be required to request
participation and certify that they have alternate non-CSU coverage in the insurance
being waived. The terms of this Plan shall be determined by the CSU. All
administrative costs for participation shall be paid by participating employees.

Part-Time Employees Retirement Plan

20.17 Part-time, seasonal, temporary and intermittent employees who do not otherwise
participate in the Public Employees Retirement System will be included in the
California Department of Human Resources, a FICA-Safe Harbor Plan, in
accordance with the regulations under section 3121(b)(7)(f) of the Internal Revenue
Code. The total cost of the Plan will be paid by participating employees in the form
of a seven and one-half percent (7.5%) pretax reduction, in accordance with section
414(h) of the Internal Revenue Code, from a participating employee's covered wages
each pay period. There shall be no cost to the CSU.

The UAPD shall receive appropriate advance written notice of any change to this
Plan. In the case of termination of the Plan or revision of the employees' contribution
rate, the UAPD shall receive appropriate advance written notice and the parties will
meet and confer over the impact of such termination or revision.

Long-Term Disability

20.18 The CSU shall provide eligible employees, as defined in provision 20.1, with long-
term disability insurance coverage at no cost to the employees. Effective August 1,
2000, the plan will provide up to a sixty-six and two thirds percent (66 2/3%) benefit
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after a six-month waiting period.

Golden Handshake

20.19 If, during the life of this Agreement, the Office of the Governor and the Department
of Finance advise the CSU of the availability of the early retirement program (so-
called "Golden Handshake™) for UAPD-represented employees, the University agrees
to notify the Union and, upon written request from the Union, to meet and confer
regarding said availability.

Life Insurance

2020 A Life and AD&D Insurance

The CSU shall provide to eligible employees, as defined in provision 20.1, life

and accidental death and dismemberment insurance with a maximum benefit of
$25,000.00, to be provided through the insurer(s) selected by the CSU.

b. Employee-Paid Voluntary Life Insurance

All eligible bargaining unit employees shall be entitled to participate in the CSU
Employee-Paid Voluntary Life Insurance Plan. The terms of this plan shall be
determined by the CSU.

Health Care Reimbursement Account

20.21 All eligible bargaining unit employees shall be entitled to participate in the CSU
Health Care Reimbursement Account (HCRA) Plan. The terms of this plan shall be
determined by CSU and IRS regulations. All administrative costs for participation

shall be paid by participating employees.

Medical Malpractice Insurance

20.22 The CSU will provide its medical malpractice insurance policy to UAPD upon request.

CSU/UAPD Collective Bargaining Agreement Page 54 September 16, 2022 — June 30, 2025



ARTICLE 21

HOLIDAYS

21.1 The following paid holidays, except as provided in provision 21.3 below, shall be
observed on the day specified.

a. January 1l

b.  Third Monday in January (Martin Luther King, Jr., Day)

c.  March 31 (Cesar Chavez Day)

d July4

e.  First Monday of September (Labor Day)

f.  November 11 (Veteran’s Day)

g.  Thanksgiving Day

h.  December 25

I.  Any other day designated by the Governor for a public fast or holiday.

21.2 The paid holidays listed in this provision shall be observed on the day specified unless
they fall on a Saturday or Sunday, or classes have been scheduled on the campus. If
classes are scheduled on these holidays, the campus President may at their sole
discretion reschedule the holiday observance to another day consistent with the needs
of the campus.

a.  Third Monday in February (President's Birthday)
b.  February 12 (Lincoln's Birthday)
c. Last Monday in May (Memorial Day)
d.  Admission Day
e.  Second Monday in October (Columbus Day)
21.3 Any holiday listed in provisions 21.1 or 21.2 above which falls on a Saturday shall be

observed on the preceding Friday, and any holiday in provisions 21.1 or 21.2 above
which falls on a Sunday shall be observed on the following Monday.
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21.4

21.5

21.6

21.7

21.8

21.9

21.10

21.11

The amount of time off an employee shall receive with no loss in pay to observe the
holiday is as provided below:

a. Anemployee scheduled to work on the day a holiday is officially observed, except
as provided in provision 21.4 (b), shall be entitled to the holiday. The number of hours
of the holiday shall be determined by the hours the employee is normally scheduled to
work on the day the holiday is observed.

b. If an employee is on a compressed work schedule or an alternate work schedule and
the holiday is observed on a non-workday, the employee shall be entitled to a day equal
to their normal workday. This holiday must be used on the employee’s next work day,
subject to the operational needs of the campus, or within one hundred and eighty (180)
days after the holiday was observed.

c. If an employee has been unable to take their holiday within one hundred eighty
(180) days due to operational need, the employee shall be paid for the holiday.

An employee on a leave of absence without pay or other nonwork status on a day a
holiday is officially observed shall not be entitled to the holiday.

If a holiday falls on a scheduled workday during the employee's vacation or within a
period of absence chargeable to sick leave, the holiday will not be charged to sick leave
or vacation time.

A campus yearly calendar shall be provided to the employees at least thirty (30) days
before its effective date.

An employee shall be permitted to use accrued vacation if the President closes the
campus and there are an insufficient number of holidays scheduled to be observed
during the closure.

An employee is entitled to one (1) Personal Holiday which must be taken on one (1)
day during the calendar year. If the employee fails to take the Personal Holiday before
the end of the year, the holiday shall be forfeited. The scheduling of the holiday shall
be by mutual agreement of the employee and the appropriate administrator.

Holiday credit is the time credited to an employee when they work on a holiday.
An employee who works on a holiday shall receive credit for the equivalent hours

worked holiday credit on a straight-time basis. A part-time employee who works on a
holiday shall receive holiday credit pro rata.
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ARTICLE 22

VACATION
22.1 Employees are eligible for paid vacation in accordance with the schedule in provision
22.2 below.
22.2 Vacation Schedule

a.  Service requirements below are in terms of full-time service. Vacation credit
shall be pro rata for employees who work less than full-time.

Vacation Credit Per Monthly Pay Period

HOURS
Service Requirements DAYS (Hourly Equivalent) of Days
1 Month To 3 Years 5/6 6-2/3
37 Months To 6 Years 1-1/4 10
73 Months To 10 Years 1-5/12 11-1/3
121 Months To 15 Years 1-7/12 12-2/3
181 Months To 20 Years 1-3/4 14
241 Months To 25 Years 1-11/12 15-1/3
301 Months And Over 2 16

b.  For purposes of computing vacation credit, an employee who is in pay status
eleven (11) or more days in a monthly pay period is considered to have completed
a month, a month of service, or continuous service. When an absence without
pay of more than eleven (11) consecutive working days falls into two (2)
consecutive qualifying monthly pay periods, one (1) of the pay periods is
disqualified.

c.  Anauthorized leave of absence without pay shall not be considered service for
the purposes of vacation accrual.

d.  Vacation credits are cumulative to a maximum of three hundred and twenty (320)
working hours for ten (10) or less years of qualifying service, or four hundred and
forty (440) working hours for more than ten (10) years of such service.
Accumulations in excess of this amount as of January 1 of each year shall be
forfeited by the employee. The President may permit an employee to carry over
more than allowable credits when the employee was prevented from taking
enough vacation to reduce the credits because the employee (1) was required to
work as a result of fire, flood or other extreme emergency, (2) was assigned work
of priority or critical nature over an extended period of time, (3) was absent on
full salary for compensable injury, or (4) was prevented from using vacation
previously scheduled to be taken in December because of being on paid sick
leave.
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e. A probationary employee shall not take vacation until completion of one (1)
month in work status.

f.  Requests for scheduling vacation shall be submitted in writing to the appropriate
administrator at least thirty (30) days in advance. Vacations shall be scheduled
and taken only as authorized by the appropriate administrator. Upon an
employee’s specific written request, the CSU’s response to a request for approval
to schedule vacation shall normally be provided in 5 business days, subject to the
operational needs of the Health Center. When authorized to do so by the
appropriate administrator due to unforeseen or extenuating circumstances, an
employee may take vacation without submitting a written request thirty (30) days
in advance. If a conflict in vacation requests arises, the appropriate administrator
shall give consideration to the employee(s) with the most seniority, provided that
the employee(s) have submitted vacation requests at least thirty (30) days in
advance and operational needs are met.

g.  Upon separation from service without fault on their part, an employee is entitled
to a lump sum payment as of the time of separation for any unused or
accumulated vacation. Such sum shall be computed by projecting the
accumulated time on a calendar basis so that the lump sum will equal the amount
which the employee would have been paid had they taken the time off, but not
separated from service.
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ARTICLE 23

PROFESSIONAL DEVELOPMENT

23.1 Professional development may include:
a. the CSU employee fee waiver program; and/or
b.  training directly of benefit to the campus as approved by the President; and/or

c.  training to satisfy Medical Board of California (MBC) requirements for
Continuing Medical Education, which may include home study courses.

23.2 The President shall determine what costs, if any, shall be borne by the campus in
connection with approved professional development activities, and what costs, if any,
shall be borne by the campus in connection with payment or reimbursement of
Physicians’ medical license fees.

23.3 An employee eligible for professional development, per 23.1 above, shall request
approval to participate in professional development activities in accordance with
campus procedures and Provisions 23.11 through 23.14 below.

23.4 The President may approve participation in professional development activities by
eligible full-time employees of up to eight (80) hours per fiscal year. Any requests
shall be considered pursuant to provision 23.11 and shall not be unreasonably denied.
Any denials shall be documented in writing and normally provided within five (5)
business days of the request. Employees working less than full-time or in pay status
less than a full fiscal year shall be eligible for a pro rata share of professional
development time. Campus policies regarding professional development shall be
consistent with this article.

23.5 In cases where a total of eighty (80) hours participation in professional development
activity is not utilized in a fiscal year, approval may be granted to carry forward up to
eight (8) hours of unused time from the prior fiscal year for a maximum of eighty-eight
(88) hours in the following fiscal year.

23.6 Up to sixteen (16) hours per fiscal year, from those hours provided in 23.4 or 23.5
above, may be used by a physician for library time. Such library time shall be arranged
in advance by mutual agreement with the appropriate administrator. Library time shall
be used to conduct research that benefits both the physician and the University. The
purpose of library time is for the physician to remain current on medical knowledge
and practice directly applicable to their duties in the Student Health Center.
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23.7

23.8

23.9

23.10

23.11

23.12

23.13

23.14

After five (5) years of continuous service, a full-time employee shall be eligible for an
additional one-time-only eight (8) hours of professional development time. Upon
written request to the Director/Administrator, an eligible employee shall be granted the
additional time subject to 23.11 - 23.15 below.

The additional one-time-only eight (8) hours of professional development in 23.7 above
shall be used during the sixth year of service or forfeited by the employee if not used.

After ten (10) years of continuous service, a full-time employee shall be eligible for an
additional one-time-only sixteen (16) hours of professional development time. Upon
written request to the Director/Administrator, an employee shall be granted the
additional time subject to 23.11 - 23.15 below.

The additional one-time-only sixteen (16) hours of professional development time in
23.9 above shall be used during the eleventh year of service or forfeited by the
employee if not used.

Approval for participation in professional development programs and activities shall be
based on the following considerations:

a.  staffing needs of the Student Health Center;

b.  reasonable expectation that the employee's work performance or value to the
campus will be enhanced as a result of their participation in the course of study;
and

c.  MBC requirements for Continuing Medical Education

The request for approval to attend professional development activities must be made by
the employee at least thirty (30) days prior to their anticipated absence. Upon an
employee’s specific written request, the CSU’s response to a request for approval to
attend professional development activities shall normally be provided in 5 business
days, subject to the operational needs of the Health Center. When authorized to do so
by the appropriate administrator, an employee may attend professional development
activities with less than thirty (30) days notice.

The CSU may require evidence of satisfactory completion of approved professional
development activities.

Only time spent in professional development activities during scheduled work hours
shall be counted as worktime. The CSU may authorize the usage of professional
development time for travel to professional development activities, whether or not such
professional development activities occur during the employee’s work week.
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Employee Fee Waiver

23.15

23.16

23.17

23.18

23.19

23.20

23.21

23.22

The appropriate administrator shall approve requests from all full-time employees and
part-time permanent employees for enrollment in the CSU fee waiver program subject
to the provisions of this Article.

A maximum of two (2) courses or six (6) units, whichever is greater, per
semester/quarter may be taken on the fee waiver program, provided that the CSU
admission requirements shall be met, waived, or are non-applicable. Courses taken on
the fee waiver program shall be taken for credit. Fee waiver courses include
undergraduate, graduate, credential, online and summer term courses if they are state-
supported. Courses in self-support programs are not covered by the fee waiver
program. A participating Unit 1 employee enrolled in a doctorate program shall be
eligible for a partial fee waiver equivalent to the part-time Graduate Tuition Fee, and
shall be responsible for paying the difference between the applicable Doctoral Fee and
the part-time Graduate Tuition Fee.

Fee waiver courses shall be job-related or part of an approved Career Development
Plan. The course of study for a Career Development Plan will be established by the
employee and an appropriate advisor of choice and shall be subject to approval by the
appropriate administrator in the Human Resources Office. The CSU admission
requirements shall be met or waived for an approved Career Development Plan. The
CSU admission requirements shall not apply for job-related courses.

Subject to conditions listed in a. and b. below, an employee shall be granted reasonable
release time for one (1) on-campus course per semester/quarter.

a.  The course shall be job-related or shall be part of an approved Career
Development Plan.

b.  The operational needs of the department are met as determined by the appropriate
administrator.

Employees on a leave of absence who otherwise are eligible to request a fee waiver
may request fee waiver for enrollment in more than two (2) courses per
semester/quarter.

In order for an employee to continue participation in this program, normal academic
standards shall be maintained.

A record of completed courses may be placed in the employee’s official personnel file.

The term “fee waiver” as used in this Article means a program that waives or reduces
fees for employees as listed below:
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The following fees shall be fully waived:

= Application Fee

= Health Services Fee

= |dentification Card Fee (if mandatory)
= Instructionally Related Activity Fee

= State University Tuition Fee
The following fees shall be reduced to one dollar ($1):

= Associated Student Body Fee
= University Union Fee
= Health Facilities Fee

23.23 Employees taking courses in addition to the CSU fee waiver courses shall pay any
difference between the amount waived and the full State University Tuition Fee.

23.24 Participation in the fee waiver program shall entitle an employee to instructional
services but not to student services.

23.25 An employee who qualifies for admission to a campus in accordance with established
CSU standards and criteria shall be admitted, except that fees may be waived pursuant
to this Article. An employee who does not qualify for regular admission may be
admitted pursuant to the authority of the President, except that fees may be waived
pursuant to this Article.

Dependent Fee Waiver

23.26 Employees eligible for participation in the CSU fee waiver program as defined in
Provision 23.15 may transfer their existing fee waiver benefit entitlement to only one
person at a time who is a spouse, registered domestic partner, or dependent child up to
age 23, subject to the following conditions:

a.  The courses are taken by a spouse, registered domestic partner, or dependent
child who is matriculated toward a degree and the courses are for credit toward
the degree’s requirements; and

b.  This fee waiver benefit does not apply to out-of-state tuition, or courses in self-
support programs; and
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c.  Participation by an eligible employee’s spouse, dependent child, or registered
domestic partner is subject to each CSU campus’ standard admission and
registration policies and procedures.

23.27 The following fees shall be fully waived for a spouse, dependent child, or registered
domestic partner of the employee:
= Application Fee
= |dentification Card Fee (if mandatory)
= State University Tuition Fee for the courses taken in the fee waiver program
A participating spouse, registered domestic partner, or dependent enrolled in a
doctorate program shall be eligible for a partial fee waiver equivalent to the part-time

Graduate Tuition Fee, and shall be responsible for paying the difference between the
applicable Doctoral Fee and the part-time Graduate Tuition Fee.

23.28 All other fees shall be paid at the regular rates by a spouse, dependent child, or
registered domestic partner of the employee.

23.29 A spouse, dependent child, or registered domestic partner of the employee shall be
entitled to student services in addition to instructional services.
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24.1

24.2

24.3

24.4

24.5

24.6

ARTICLE 24

HEALTH & SAFETY

The Employer recognizes its obligation to provide safe and healthful working
conditions to its employees. The Union agrees that it shares responsibility for this
effort.

Safety equipment deemed necessary by the President shall be provided to the employee
in accordance with campus procedures. Such equipment may include, but is not be
limited to, that which is necessary to protect employees from infectious and
communicable diseases.

An employee shall be responsible for maintaining safe working conditions and
adhering to CSU-established safety rules, regulations and practices.

An employee who observes or detects any safety hazard shall immediately report it to
their immediate supervisor or appropriate administrator.

An employee's suggestions regarding safety shall be submitted to the appropriate
administrator designated by the President.

At each campus UAPD may designate a member to participate on the campus-wide
Safety Committee to represent the safety interest of employees in the bargaining unit.
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Purpose

25.1

25.2

ARTICLE 25

LAYOFF

A layoff is an involuntary separation of a temporary, probationary, or permanent
employee, or an involuntary reduction in time base and/or pay plan for a temporary,
probationary, or permanent employee, due to a lack of work and/or a lack of funds.

On a campus when the Employer determines that a layoff is necessary because of a
lack of work and/or lack of funds, the following procedures shall apply.

Notice of Layoff

25.3

25.4

255

25.6

When the CSU determines that there is a need for implementation of any procedures
outlined in this Article, the CSU shall notify the Union. After sending such notice,
and upon request, the CSU agrees to immediately meet and confer with the Union on
the bargaining unit impact.

A temporary or probationary employee who is to be laid off shall receive notice of
such layoff from the President no later than thirty (30) days before the effective date
of layoff.

A permanent employee who is to be laid off shall receive notice of such layoff
from the President no later than sixty (60) days prior to the effective date of layoff.

Notice to an employee shall be in writing and mailed by certified mail, return receipt
requested, to the employee’s last known address.

Voluntary Programs to Avoid Layoff

25.7

25.8

At least sixty (60) days prior to the effective date of layoff of a permanent employee,
the President shall make available voluntary programs to avoid layoff.

Such programs shall include, but shall not be limited to:
a.  avoluntary reduced worktime program;

A voluntary reduced worktime program may reduce the time worked by an
employee within the workweek or within the work year.
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b. leaves of absence without pay in accordance with Article 16, Leaves of Absence
Without Pay, of this Agreement.

Order of Layoff

25.9 Layoff shall be within classifications determined by the President. Ten (10) month,
twelve (12) month, and 10/12 and 11/12 positions with the same class title shall, for
the purposes of layoff, be considered a single class. The order of layoff shall be:

a.  first, temporary and probationary employees; and
b. last, permanent employees.

Temporary and probationary employees in a classification shall be separated or laid
off before permanent employees in the same classification. Non-reappointment of a
temporary employee does not constitute layoff.

25.10 Temporary and Probationary Employees

The President shall establish the order of layoff for temporary and probationary
employees in a classification by considering only merit and competency in relation to
program need.

25.11 A temporary or probationary employee who possesses documentable specialized
skills that are needed for the program, not possessed by other employees in a
classification(s) undergoing layoff, may be excluded by the President from the layoff
list. This provision does not affect the order of layoff specified in provision 25.9.

25.12 Permanent Employees

The order of layoff for permanent employees in a classification shall be in reverse
order of seniority.

Physician-Specialty Care employees who were previously classified as Physician or
Physician-Primary Care, and are privileged to perform primary care at the time of
layoff, shall have retreat rights to the Physician-Primary Care classification at the
campus in order of seniority.

A Physician-Specialty Care employee who is laid off and retreats to a Physician-
Primary Care classification shall have the right of first refusal to return to a vacant
Physician-Specialty Care position formerly held by the employee on the campus. The
employee must meet all requirements of the position and be in good standing at the
time they seek return to the position.
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Computation of Seniority Points for Permanent Employees

25.13

25.14

25.15

25.16

25.17

25.18

25.19

25.20

All seniority points calculated for and earned by permanent employees prior to June
30, 1983, shall remain unchanged. Such seniority points shall serve as the base to
which additional seniority points, computed for and earned pursuant to the terms of
this Agreement, shall be added.

Full-time permanent employees shall earn one (1) seniority point of service credit in a
given class for any pay period the employee was in pay status for eleven (11) or more

working days. Part-time employees holding permanent status shall earn seniority
points proportional to the time base served.

For the purpose of computing permanent employee seniority credit, length of service
includes continuous time served as a temporary, probationary or permanent employee
and is counted from the date of appointment to the current class held, plus any service
in classes of equal or higher rank on the campus which has not been interrupted by a
permanent separation.

For all permanent ten (10) month employees, one (1) point shall be credited for any
pay period in which the employee was in pay status for eleven (11) or more working
days. Full-time employees participating in the 10/12 pay plan or 11/12 pay plan shall
receive one (1) point of credited service for each of the twelve (12) months.

In no case shall a permanent employee earn more than twelve (12) seniority points per
year.

In the event a class is abolished or the use of the class restricted and a new class
established in its place, all time served in the prior comparable class shall be counted
as service in the new class.

The term "class of equal rank™ as used in this Article shall mean a class which has a
maximum salary of not more than approximately two and one-half (2-1/2) percent
above or below the maximum salary of the employee's current class.

The term "class of higher rank™ as used in this Article shall mean a class which has a
maximum salary of more than approximately two and one-half (2-1/2) percent above
the maximum salary of the employee's current class.

Tie-Breaking in the Order of Layoff

25.21

A tie exists when two (2) or more permanent employees in a classification undergoing
layoff have the same number of seniority points.
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25.22 The President shall break ties in establishing the layoff order of permanent employees
by considering only the following factors:

a.  specialized skills and competencies of the employees;

b.  documented meritorious service by the employees.

Employee Options in Lieu of Layoff

25.23 A permanent employee who has received a notice of layoff may exercise the right to
elect transfer to any vacancy for which they are currently qualified. Such qualification
shall be determined in the normal manner. When two (2) or more such permanent
employees elect transfer to the same vacancy in accordance with this provision, the
President may select the employee to be transferred on the basis of merit.

25.24 A permanent or probationary employee who has received a notice of layoff may elect
to be transferred or demoted to any classification in which they have served as a
permanent employee during the period preceding the layoff, provided there has been
no break in service.

25.25 In order to elect provisions 25.23 through 25.24 above, an employee must notify the
campus Human Resources Office in writing of the election not later than twenty
(20) days after receiving the notice of layoff.

25.26 An employee replaced by the demotion or transfer of an employee who has received a

notice of layoff shall have the same rights as outlined in provisions 25.23 through
25.24 of this Article.

Reemployment Rights

25.27 The President shall enter the names of laid-off permanent employees on a
reemployment list by class in order of seniority. An employee's name shall remain on
the reemployment list until they return to a position in the same class, time base, and
pay plan held at the time of layoff. In no case shall a name remain on the
reemployment list for more than five (5) years.

25.28 Position vacancies in a class for which there are names of qualified individuals on the
reemployment list shall not be filled without first making an offer of reemployment to
those on the list. If an individual on the reemployment list declines two (2) such
offers, they waive their reemployment rights. An individual on a reemployment list
may request inactive status for up to one (1) year.

25.29 An employee reemployed under the conditions of this Article shall retain permanent
status rights, service credit (subject to CalPERS regulations), salary, sick leave, and
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seniority credits they held at the date of layoff.

Reemployment Opportunities

25.30 The CSU shall post all bargaining unit vacancies on the Career Opportunities section of
the CSU website, thereby making available to employee in classifications undergoing
layoff information regarding employment opportunities at other campuses. A campus
may not fill a vacancy without ascertaining whether such an employee or former
employee has applied at the campus. If such an employee has applied for a vacancy,
and self-identified as a laid off employee or an employee who is in receipt of a notice
of layoff, their application shall be considered
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ARTICLE 26

GENERAL PROVISIONS

Outside Employment

26.1

26.2

Outside employment shall not conflict with regularly scheduled work assignments or
satisfactory performance of all duties of the employee.

Except in emergency situations, bargaining unit members shall be cognizant of
potential conflicts arising from self-referral.

Contracting Out

26.3

26.4

26.5

Pay Plans

26.6

26.7

26.8

26.9

When the Employer deems it necessary in order to carry out the mission and operations
of the campus, the Employer may contract out work within the limitations and
requirements imposed by law.

The CSU shall notify the Union thirty (30) days prior to the effective date of a decision
to contract out.

The Union may request to meet and confer on the impact of contracting out work when
such contracting out is to be for more than one (1) year. The CSU shall meet and confer
with the Union for this purpose within fourteen (14) days of such a request.

Probationary and permanent employees in twelve (12) month classifications are eligible
to apply, in accordance with campus procedures, for participation in the 10/12 or 11/12

pay plan.

Probationary and permanent employees in ten (10) month classifications are eligible to
apply, in accordance with campus procedures, for participation in the 10/12 pay plan.

Assignment of an eligible employee to the 10/12 or 11/12 pay plan shall be by mutual
consent of the President and the employee.

Final approval by the President is required prior to employee participation in the 10/12
or 11/12 pay plan.
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26.10

26.11

26.12

Withdrawal from participation in the 10/12 or 11/12 pay plan and return to a twelve
(12) month annual work year may be requested by an employee in accordance with
campus procedures. The President shall make a final determination as to the approval
or denial of such requests. Based upon program need, an employee formerly appointed
to a twelve (12) month year may be returned to a twelve (12) month annual work year
as determined by the President.

An employee participating in the 10/12 or 11/12 pay plan shall receive their 10-month
or 11-month annual salary in twelve (12) salary warrants and approved and appropriate
benefits on a twelve (12) month basis.

Presidential determinations made pursuant to provisions 26.6 through 26.10 above shall
not be subject to Article 8, Grievance Procedure.

Physicians Staff Meetings

26.13

26.14

26.15

26.16

26.17

26.18

26.19

26.20

Upon request, there may be convened in each Student Health Center a monthly
physician’s staff meeting with the Director/Administrator, and at other times when
deemed necessary by special circumstances.

Attendance at this meeting shall, unless expanded by mutual consent, be limited to
licensed physicians.

The purpose of this meeting shall be to discuss issues related to the development and
implementation of quality health care programs for students. Such meetings may also
serve as a forum for the exchange of information concerning current developments in
medical knowledge and patient care.

In such a meeting(s), physicians shall have the opportunity to provide input and
recommendations to the Director/Administrator.

Such recommendations may address specific medical issues related to the
implementation of programs at the campus health center and the discharge of
professional responsibilities.

Such meetings shall be in addition to any other types of health center staff meetings
convened by the Director/Administrator.

The Director/Administrator shall endeavor to schedule such a meeting(s) at a time
conducive to maximum participation.

Such meetings shall be scheduled during worktime.

CSU/UAPD Collective Bargaining Agreement Page 71 September 16, 2022 — June 30, 2025



Non-Discrimination

26.21

26.22

The CSU prohibits Discrimination, including Harassment, because of any Protected
Status: i.e., Age, Ancestry, Color, Disability, Ethnicity, Gender, Gender Expression,
Gender Identity, Genetic Information, Marital Status, Medical Condition, Military
Status, Nationality, Pregnancy, Race, Religion, Religious Creed, Sex, Sexual
Orientation, Sex Stereotype, and Veteran Status. All terms used herein are consistent
with the definitions provided in the Interim CSU Policy Prohibiting Discrimination,
Harassment, Sexual Misconduct, Sexual Exploitation, Dating Violence, Domestic
Violence, Stalking, and Retaliation (“Non-Discrimination Policy”) or its successors.
The Non-Discrimination Policy is formerly known as Executive Order 1096.

An employee, who alleges discrimination in violation of a CSU systemwide
nondiscrimination or anti-harassment policy, shall file their complaint under the
procedure described in the Non-Discrimination Policy or its successors r, if applicable.
An employee may, at any time, file a complaint regarding the same incident with the
Equal Employment Opportunity Commission and/or the Department of Fair
Employment and Housing.

Whistleblowing

26.23

26.24

26.25

An employee, who wishes to file a disclosure of an improper governmental activity
and/or a significant health or safety threat, shall file their complaint under the
procedure described in Complaint Procedures for Protected Disclosure of Improper
Governmental Activities and/or Significant Threats to Health or Safety or its successors
(formally known as Executive Order 929), if applicable.

An employee, who alleges that they suffered retaliation for making a protected
disclosure of an improper governmental activity and/or a significant health or safety
threat, shall file their complaint under the procedure described in Complaint Procedure
for Allegations of Retaliation for Having Made a Protected Disclosure under the
California Whistleblower Protection Act (formally known as Executive Order 1058), or
its successors, if applicable.

The parties agree that UAPD has the right to file a complaint under the Non-
Discrimination Policy of its successors alleging discrimination or sexual harassment
against more than one UAPD — represented employee. The UAPD agrees to identify
the employees/grievants when so requested and to identify the alleged harm to those
employees/grievants.
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ARTICLE 27

LABOR MANAGEMENT COMMITTEES

Campus Labor Management Committee

27.1

27.2

27.3

27.4.

At the request of either UAPD campus representatives or the appropriate campus
Health Center administrators, a joint labor/management committee meeting may be
scheduled to discuss issues of mutual interest. The joint labor/management committee
shall have one director and one UAPD represented campus employee. More
representatives may participate, subject to mutual agreement. Both sides shall be
equally represented and designated by their respective parties.

The decision to schedule a joint labor/management committee meeting(s) shall be
arrived at by mutual agreement and occur on an ad hoc basis, at times and dates
mutually agreeable to the parties and surrounding a campus specific issue. The parties
shall notify each other of the issues that they desire to discuss at least fourteen (14)
days prior to a scheduled meeting date.

The committee's agenda shall be developed by mutual agreement and limited to
discussing matters related to the application of campus Health Center policies and/or
the provisions of the Collective Bargaining Agreement between the parties.

UAPD Bargaining unit members serving on the LMC shall be considered union
stewards and shall participate on the committee in accordance with provision 6.1, 6.2,
6.3, and 6.4.

Systemwide Labor/Management Committee

27.5

27.6

27.7

By mutual agreement, a systemwide joint labor/management committee may be
established and shall have a total of two CSU health center directors and two UAPD
represented employees within the CSU system. More representatives may participate,
subject to mutual agreement.

The committee's agenda shall be limited to discussing mutually agreed upon topics.

Release time shall be provided to members of the LMC pursuant to provision 6.5 for
the purpose of participating on the committee.

General Provisions

27.8

Committee recommendations, if any, will be advisory in nature.
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27.9 The parties agree that the location of each meeting shall be mutually agreed-to by the

parties, and may include or take the form of a teleconference and/or video conferencing

in lieu of an in-person meeting. In-person committee meetings shall take place at a
mutually agreed upon CSU facility.
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28.1

28.2

28.3

ARTICLE 28

DURATION AND IMPLEMENTATION

This Agreement shall remain in full force and effect from the date of its ratification by
both parties up to and including June 30, 2025. The provisions of this Agreement shall
become effective upon its ratification except as otherwise provided in this Agreement.

Negotiations for a successor agreement shall commence when one of the parties
delivers to the other its proposals in writing, no earlier than April 1 and no later than
May 1 immediately preceding the expiration date of this Agreement.

Any term of this Agreement which is deemed by the Employer to carry an economic
cost shall not be implemented until the amount required therefore is appropriated and
made available to the CSU for expenditure for such purpose. If less than the amount
needed to implement this Agreement is appropriated and made available to the CSU for
expenditure, the term(s) of this Agreement deemed by the CSU to carry economic cost
shall automatically be subject to the meet and confer process.
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SIDE LETTER — DEA REGISTRATION REQUIREMENT

July1,1998

Mr. Joseph Bader

Regional Administrator

Union of American Physicians and Dentists
4676 Admiralty Way, Suite 622

Marina del Rey, CA 90292-6695

RE: DEA Registration Requirement
Dear Joe:

The California State University, in accordance with applicable federal law,
permits each campus to certify that a Unit 1 physician is an "individual
practitioner who is required to obtain an individual registration in order to
carry out their duties..." as a CSU employee. Each campus which requires a
Unit 1 physician to maintain a current and valid DEA registration will provide
the appropriate certification, to the extent permitted by law, permitting such
individual practitioner to be eligible for the allowable exemption for State
employees from payment of reregistration application fees.

Sincerely,

J(%I L. Block

Manager
Employee Relations
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APPENDIX A

SALARY SCHEDULE

APPENDIX A
UAPD Salary Ranges

Effective Date 7/1/2022
Classification PHYSICIAN - PRIMARY CARE
Classification Code 7737/8580
Pay Plan Range 1, 12/12 & Range 2, 10/10 Range 6, 11/12 Range 8, 10/12
ook e |
HUMBOLDT 100 |$ 13,406 |% 17,053 |% 20699 ||% 12,289 |% 15632 |% 18974 | |$ 11,172 |$ 14211 |5% 17,249
CHICO 100 s 13,406 | $ 17,053 | S 20,699 § 12,289 |$ 15632 | S 18,974 $ 11,172 | S 14,211 (S 17,249
SLO 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |$§ 15632 (S 18,974 $ 11,172 |S 14211 |$ 17,249
FRESNO 100 s 13,406 | S 17,053 | S 20,699 $ 12,289 (S 15632 (% 18974 $ 11,172 | S 14211 (S 17,249
SACRAMENTO 100 s 13,406 |$ 17,053 | S 20,699 $ 12,289 | S 15,632 | S 18,974 $ 11,172 | S 14,211 |§ 17,249
SAN BERN 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |$§ 15632 (S 18,974 $ 11,172 |S 14211 (S 17,249
STNISLAUS 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 S 15632 (% 18974 $ 11,172 |S 14211 (S 17,249
BKERSFIELD 100 |$ 13,406 |% 17,053 |% 20699 ||% 12,289 % 15632|% 18974 | |3 11,172 |% 14211 |5 17,249
SAN DIEGO 100 S 13,406 | $ 17,053 | S 20,699 § 12,289 |$ 15632 |5 18,974 $ 11,172 | S 14,211 (S 17,249
SAN MARCOS 100 s 13,406 |5 17,053 |S 20,699 S 12,289 |5 15632 (S5 18,974 $ 11,172 |S 14211 (S 17,249
SONOMA 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 (S 15632 |S$ 18,974 $ 11,172 |S 14211 (S 17,249
CHANNEL IS 100 |$ 13,406 |% 17,053 |% 20699 ||¢% 12289 ¢ 15632 % 18974 ||s 11,172 % 14211(% 17,249
FULLERTON 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |$§ 15632 (S 18,974 $ 11,172 |S 14211 (S 17,249
MARITIME 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |S§ 15632 (S 18,974 $ 11,172 |S 14,211 (S 17,249
MONTEREY 100 |$ 13,406 |% 17,053 |% 20699 ||¢% 12289 ¢ 15632|% 18974 | |8 11,172 % 1421186 17,249
NORTHRIDGE 100 |$ 13,406 |5 17,053 |% 20699 ||¢% 12,280]% 156328 18974 |8 11,1728 14211[% 17,249
CHANC OFF 100 s 13,406 |5 17,053 |S 20,699 S 12,289 | S 15,632 (S5 18,974 $ 11,172 |S 14211 (S 17,249
DOMINGUEZ 100 s 13,406 |5 17,053 |S 20,699 S 12,289 |5 156325 18,974 $ 11,172 |S 14211 (S 17,249
LA 100 |$ 13,406 |$ 17,053 |$ 20699 ||¢ 12289 ¢ 15632 % 18974 | |$ 11,172 | 14211 (% 17,249
LONG BEACH 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |$§ 15632 (S 18,974 $ 11,172 |S 14211 (S 17,249
POMONA 100 s 13,406 |5 17,053 |S 20,699 $ 12,289 |S§ 15632 (S 18,974 $ 11,172 |5 14211 (S 17,249
EAST BAY 102 | $ 13,406 |$ 17,259 S 21,112 ||% 12,289 % 15821 (¢ 19,353 | (¢ 11,172 |$ 14,383 (S 17,593
SAN FRAN $ 14,064 |$ 18106 |% 22,148 ||¢ 12,892 ¢ 165978 20302 ||¢ 11,720|$ 15089 (% 18457
SAN JOSE s 14,458 |5 18,613 |S 22,768 $ 13,253 |§ 17,062 |$ 20871 $ 12,048 | S 15511 |S$ 18,973

Salary Schedule $ 13,406 $ 22,768 | | § 12,289 $ 20,871 | |$ 11,172 $ 18,973

*The geographic percentages are applied to the maximums and San Francisca/San lose minimums for this classification.
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APPENDIX A
UAPD Salary Ranges

Effective Date 7/1/2022
Classification PHYSICIAN - SPECIALTY SERVICES
Classification Code 7750/8576
Pay Plan Range 1, 12/12 & Range 2, 10/10 Range 6, 11/12 Range 8, 10/12
GEO % Min Mid Max

HUMBOLDT 89 $ 13,732 |5 17,678 |5 21,624||% 12,588 |35 16,205 |5 19,822 | |$ 11,443 |$ 14,732 |$ 18,020
CHICO 91 s 14,040 | $ 18,076 | $ 22,111 S 12,870 (S 16,569 [ S 20,268 $ 11,700 |[$ 15,063 |$ 18,426
sLo 92 $ 141945 18274 |% 22,353 | (% 13011|% 16751 |% 20490 (% 11,828 |$ 152285 18,628
FRESNO 93 § 14349 |S$ 18473 |$ 22596 | (% 13153 % 16933 S 20713 | (¢ 11,958 |$ 15394 (S 18,830
SACRAMENTO 93 s 14,349 | $ 18,473 | $ 22,59 $ 13,153 (S 16933 S 20,713 $ 11,958 [$ 15,394 |$ 18,830
SAN BERN 94 s 14,503 | $ 18,671 |5 22,839 S 13,294 (S 17,115(S5 20,936 $ 12,086 |$ 15560 | S 19,033
STNISLAUS 94 $ 14503 |% 18671 |% 22,839 | (% 13,2943 17115|3 20936 (¢ 12,086 |5 15560 S 19,033
BKERSFIELD 95 s 14,657 | $ 18,870 | § 23,082 S 13,4365 17,298 |5 21,159 S 12,214 |$ 15725|S5 19,235
SAN DIEGO 35 $ 14657 |5 18870 |% 23,082||% 134365 172983 21,159 |$ 12,214 |$ 15725 |% 19,235
SAN MARCOS 95 s 14,657 | $ 18,870 | $ 23,082 $ 13436 (S 17,298 (S 21,159 $ 12,214 |$ 15725|S$ 19,235
SONOMA 96 s 14,811 | $ 19,068 | $ 23,325 S 13577 (S 174795 21,381 S 12,343 |$ 15891 |5 19,438
CHANNEL IS a7 $ 14966 |5 19,267 |$ 23568 | |% 13,7195 17662 |5 21,604 (¢ 12,472 |$ 16,056 | S 19,640
FULLERTON 97 $ 14966 |5 19,267 |S 23,568 | (% 13,7193 17,662 |5 21,604 (¢ 12,472 |$ 16,056 | S 19,640
MARITIME 97 s 14,966 | $ 19,267 | $§ 23,568 S 13,719 (S 17662 |5 21,604 S 12,472 |$ 16,056 | S 19,640
MONTEREY $ 14966 |5 19,267 |$ 23,568 | |% 13,7195 17662 |S 21,604| |$ 12,472 |$ 16,056 | 19,640
NORTHRIDGE s 15,274 | $ 19,664 | S 24,054 S 14,001 (S 18026 (S 22,050 $ 12,728 |$ 16,387 | $ 20,045
CHANC OFF s 15,428 | $ 19,863 | S 24,297 S 14,142 (S 18,207 | S 22,272 $ 12,857 [$ 16,553 | S 20,248
DOMINGUEZ $ 15428 |% 19,863 |S 24297 | (% 141423 182073 22,272 | (% 12,857 |$ 16553 (% 20,248
LA s 15,428 | $ 19,863 | § 24,297 S 14,142 (S 18,207 |§ 22,272 S 12,857 [$ 16,553 | S 20,248
LONG BEACH s 15,428 | $ 19,863 | § 24,297 S 14,142 (S 18,207 |§ 22,272 S 12,857 [$ 16,553 | S 20,248
POMONA $ 15428 |5 19,863 | 24297 | (% 141423 182073 22,272 ||$ 12,857 |$ 16553 % 20,248
EAST BAY s 15,737 | $ 20,260 | $ 24,783 S 14426 (S 18572 |5 22,718 $ 13,114 |[$ 16,884 | S 20,653
SAN FRAN s 16,508 | $ 21,253 | § 25,998 $ 15,132 (S 19482 (5 23,832 S 13,757 |$ 17,711 | S 21,665
SAN JOSE $ 16971 |% 21,849 |5 26726 (% 15557 |3 200283 24499 | |$ 14,143 |5 1872083 22,272

Salary Schedule $ 13,732 $ 26,726 | | $ 12,588 $ 24,499 | | § 11,443 $ 22,272
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UAPD Salary Ranges

Effective Date 7/1/2022
Classification ALLIED HEALTH SERVICES PROVIDER (A)
Classification Code 7754/8577
Pay Plan Range 1, 12/12 & Range 2, 10/10 Range 6, 11/12 Range 8, 10/12
GEO % Min Mid Max
HUMBOLDT 89 3 9,099 [§ 11,714 |5 14,329 ||$ 8,341 (% 10,738 | S 13,135 ||$ 7,583 |S 9,762 [$ 11,941
CHICO 91 S 9,302 |$ 11,977 |S$ 14,652 S 8,527 |$ 10979 |5 13,431 S 7,752 | % 9,981 (S 12,210
SLO 92 S 9,405 |$ 12,109 | $ 14,812 S 8,621 5 11,100 S 13,578 S 7,838 | S 10,091 |$ 12,343
FRESNO 93 $ 9,507 |$ 12,241 % 14974 ||$ 8,715 |% 11221 (% 13,726 ||% 7,923 |% 10,201 |$ 12,478
SACRAMENTO 93 S 9,507 |$ 12,241 (S 14,974 S 8,715 [ & 11,221 | $ 13,726 S 7,923 |$ 10,201 |$ 12,478
SAN BERN 94 S 9,610 | $ 12,373 |$ 15,135 S 8,809 |5 11,342 |5 13,874 S 8,008 |5 10311 |5 12,613
STNISLAUS 94 S 9,610 |$ 12,373 |6 15135 ||$ 8,809 |% 11,342 |$ 13,874 ||% 8008 |% 10311 |$ 12,613
BKERSFIELD 95 S 9,712 |$ 12,504 |$ 15,296 S 8,903 |5 11,462 |5 14,021 S 8,093 |5 10420 |5 12,747
SAN DIEGD 95 3 9,712 |$ 12,504 |§ 15296 | |$ 8903 % 11462 |$ 14021 ||% 8093 |S 10420 |$ 12,747
SAN MARCOS 95 5 9,712 |$ 12,504 | S 15296 ||$ 8903 S 11462 (S 14021 ||% 8093 |S 10420 S 12,747
SONOMA 96 S 9,814 |$ 12636 |5 15,457 S 8,996 |5 11,583 |5 14,169 S 8,178 |5 10530 |5 12,881
CHANNEL IS 97 s 9,916 |$ 12,767 |6 15,618 ||$ 9,090 % 11,704 | S 14,317 ||% 8263 |% 10639 |$ 13,015
FULLERTON 97 S 9,916 [$ 12,767 |6 15,618 ||$ 9,000 & 11,704 | % 14,317 ||% 8263 |% 10639 |$ 13,015
MARITIME 97 S 9916 |$ 12,767 | $ 15,618 S 9,090 & 11,704 | 5 14,317 S 8263 |5 10639 |5 13,015
MONTEREY s 9,916 |$ 12,767 |§ 15,618 ||$ 9,090 & 11,704 |$ 14,317 ||% 8263 |S 10639 |$ 13,015
NORTHRIDGE S 10,121 [ $ 13,031 (S 15,940 S 9,278 | S 11,945 | S 14,612 S 8,434 |$ 10859 |$ 13,283
CHANC OFF S 10,223 [ $ 13,162 | $ 16,101 S 9,371 |5 12,065| 5 14,759 S 8519 | § 10969 |$ 13,418
DOMINGUEZ $ 10,223 |% 13,162 |6 18101 ||% 9371 |% 12065|% 14759 ||% 8519 |S 10,969 |$ 13,418
LA S 10,223 [ $ 13,162 | $ 16,101 S 9,371 S 12,065|S 14,759 S 8519 |5 10969 |$ 13,418
LONG BEACH S 10,223 [ $ 13,162 | $ 16,101 S 9,371 |5 12,065|5 14,759 S 8,519 | § 10969 |$ 13,418
POMONA $ 10,223 |% 13,162 |S 18101 ||$ 9371 |% 12065|% 14759 ||% 8519 |% 10,969 |$ 13,418
EAST BAY S 10,427 |$ 13,425 (S 16,422 S 9,558 |6 12,306 | $ 15,054 S 8,689 [$ 11,187 |$ 13,685
SAN FRAN S 10,938 [ S 14,083 | S 17,228 S 10,027 |$ 12,910 S 15,792 S 9,115 | § 11,736 |$ 14,357
SAN JOSE $ 11,246 |$ 14479 |6 17,711 ||$ 10,300 & 13,272 (% 16235 ||% 9,372 |% 12,066 |$ 14,759
$ 17,711 S 8,341 $ 16,235 $ 7,583 $ 14,759

CSU/UAPD Collective Bargaining Agreement Page 79 September 16, 2022 — June 30, 2025



APPENDIX A
UAPD Salary Ranges

Effective Date 7/1/2022
Classification ALLIED HEALTH SERVICES PROVIDER (B)
Classification Code 7755/8578
Pay Plan Range 1, 12/12 & Range 2, 10/10 Range 6, 11/12 Range 8, 10/12

HUMBOLDT 89 3 5665 |% 7,293 |% 8921||% 5193|% 6686 |S 8178 |8 47218 6078|S 7434
CHICO 91 g 5791 |$ 74576 9,122||$ 5308|% 6835|% 8362||$ 482%6|S5 6214|5 7,602
SLO 92 S 5,856 | $ 7,539 |8 9222||§ 53683 6,911 |$ 8454 ||S 4880(5 6,283 |S 7,685
FRESNO 93 3 5918 |$ 76208 9322||% 5425|% 6985|% 8545 ||$ 4932|% 6350|S 7,768
SACRAMENTO 93 3 5918 |$ 762086 9322||% 5425|% 6985 |% 8545 ||% 49325 6350|% 7,768
SAN BERN 94 S 5982 |5 7,702 |5 9422 ||$ 5484 |§ 7061 |5 8637 |5 4985]|% 6419 |$ 7,852
STNISLAUS 94 g 5982 |% 7,702 |S% 9422 ||$ 54814 |% 7061|% 8637||% 49858 64195 7,852
BKERSFIELD 95 S 6,046 | S 7,784 | § 9,522 S 5,542 | § 7,136 | S 8,729 S 5,038 [ $ 6,487 | § 7,935
SAN DIEGO 95 S 6,046 | S 7,784 |S 9522 ||S 5542 |$ 7136 |S$ 8729 ||S 5038(|S 6487 |S 7,935
SAN MARCOS 95 3 6046 | % 7,784 | 9522 ||% 5542|% 7136(|% 8729 ||¢ 50385 6487 |S 7,935
SONOMA 96 S 6,109 | § 7,866 |5 9,622 ||S 56003 7210 |$ 8820||S 5091|% 6555|S 8,018
CHANNEL IS 97 s 6174 |$ 7949 | 9723||$ s5660|% 7,287 |% 8913 ||$ 5145(|S5 66245 8103
FULLERTON 97 3 6174 |$ 7949 |S$ 9723||$ s5660|% 7,287 |% 8913 ||$ 51455 66245 8103
MARITIME 97 S 6,174 | 7,949 | § 9,723 S 5,660 | § 7,287 | S 8,913 S 5,145 | § 6,624 | S 8,103
MONTEREY 97 S 6174 |5 7,949 |5 9723 ||$ 5660 S 7,287 | 8913 ||S 5145]|8§ 6,624 | $ 8,103
NORTHRIDGE 99 3 6301|% 8113|% 9924||$ 5776 |% 7437|% 9097 ||% 52518 6761|S 8270
CHANC OFF S 6364 |5 8194 |5 10023 ||$ 5834 |$ 7511 |$ 9188 ||S 5303|S 6828 |S 8,353
DOMINGUEZ g 6364 |% 8194 |$ 10023||% 5834|% 7511|$ o9188||$ 5303|5 68285 8353
LA S 6,364 | $ 8,194 | $ 10,023 S 5,834 | § 7,511 | S 9,188 S 5,303 | S 6,828 | § 8,353
LONG BEACH s 6,364 | S 8,194 | $ 10,023 S 5,834 | S 7,511 | § 9,188 s 5,303 | s 6,828 | § 8,353
POMOMNA g 6364 |% 8194 |$ 10023 ||% 5834 |% 7511|$ 9188 ||$ 5303|5 68285 8353
EAST BAY g 6491 |¢ 8358|$ 10224 ||% 5950|% 7661(S 9372||$ 54095 6965|S 8520
SAN FRAN s 6,809 |S% 8767 |5 10,724 ||S 6242 |% B8036(|S 9830||S 5674|5 7306|S5 8,937
SAN JOSE 3 7,000 |$ 9013|$ 11026||S% 6417|% 8262 (% 10,107 ||$ 58335 7511|S 9,188
$ 11,026 | | $§ 5,193 $ 10,107 || $ 4,721 $ 9,188
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UAPD Salary Ranges

E}‘&‘ecﬁve Date 7/1/2022
Classification ALLIED HEALTH SERVICES PROVIDER (C)
Classification Code 7756/8579
Pay Plan Range 1, 12/12 & Range 2, 10/10 Range 6, 11/12 Range 8, 10/12
GEO % Min Mid Max

HUMBOLDT 89 $ 14512 | 18684 |S 22,856 | |$ 13,303 |$ 17,127 |6 20,951 ||$ 12,003 |$ 15570 | 19,047
CHICO 91 S 14,838 [$ 19,105 | $ 23,371 $ 13602 |$ 17,513 | S 21,423 $ 12365 (|S$ 15921 (S 19,476
sSLo 92 S 15,001 [ $ 19,314 | $ 23,626 $ 13,751 |$ 17,704 | $ 21,657 $ 12501 |S 16,095 (S 19,688
FRESNO 93 § 15164 |% 19524 |% 23884 ||$ 139008 17,897 )¢ 21804 |% 12637 )¢ 16270(¢ 19,903
SACRAMENTO 93 § 15164 |$ 19524 |S 23884 ||$ 13900 (% 17897)¢ 21892 || 12637 |$ 16270(¢ 19,903
SAN BERN 94 S 15,327 [ $ 19,734 | $ 24,140 S 14,050 |$ 18,089 | S 22,128 S 12,773 |S 16445 (S 20,117
STNISLAUS a4 $ 15327 |% 19,734 |$ 24140 |$ 1s40s0|% 180898 221285 12773 |% 16445 (s 20,117
BKERSFIELD a5 S 15,490 [ $ 19,944 | $ 24,398 $ 14,199 |$ 18,282 | S 22,365 $ 12908 |[$ 16620 (S 20,332
SAN DIEGO 95 S 15,490 [ $ 19,944 | $ 24,398 S 14,199 |$ 18,282 | S 22,365 S 12,908 |$ 16620(S 20,332
SAN MARCOS a5 4§ 15490 |$ 19,944 |3 24398 ||$ 14199 % 18282|8 22365||% 129083 16620(8 20,332
SONOMA 926 S 15,654 [ $ 20,154 | $ 24,654 S 14,350 |$ 18475 (S 22,600 S 13,045 S 16,795 (S 20,545
CHANNEL IS 97 $ 15817 % 20364 % 24911 ||$ 14499 |8 18667 |5 22.835||s 13181 |3 16970| % 20,759
FULLERTON 97 $ 15817 |3 20364 |3 24911 ||$ 14499 % 18667|8 22.835||% 13181 |8 16970( ¢ 20,759
MARITIME a7 S 15,817 [ $ 20,364 | $ 24,911 $ 14,499 |$ 18,667 | S 22,835 $ 13,181 |S$ 16970 (S 20,759
MONTEREY 97 $ 15817 |% 20364 % 24911 ||$ 144299 ¢ 186675 22.835||s 13181 |3 16970| % 20,759
NORTHRIDGE ag $ 16143 |$ 20784 S 25425 ||$ 14798 ¢ 190528 23306 % 13453 (¢ 17321(¢ 21,188
CHANC OFF S 16,306 | $ 20,994 [ $ 25,681 S 14,947 |$ 19,244 | § 23,541 S 13588 S 17495(S 21,401
DOMINGUEZ $ 16306 |5 20994 |$ 25681 ||% 14947 % 192448 23541||s 13588 |8 17495 (% 21401
LA S 16,306 | $ 20,994 [ $ 25,681 S 14947 |$ 19,244 | S 23,541 $ 13588 (S 17495(S 21,401
LONG BEACH S 16,306 | $ 20,994 [ $ 25,681 S 14947 |$ 19,244 | $ 23,541 S 13588 |5 17,495 (S 21,401
POMONA $ 16306 |5 20994 |% 25681 ||% 14947 % 19,2448 23541 13583 |3 17495 (% 21401
EAST BAY S 16,631 [ $ 21,413 [$ 26,195 $ 15245 |$ 19,629 | S 24,012 $ 13859 (S 17,844 S 21,829
SAN FRAN S 17,446 | $ 22,463 | S 27,479 § 15992 |$ 20,591 |$ 25,189 S 14538 |5 18,719 (S 22,899
SAN JOSE $ 17,936 |5 23,093 |3 23250 |% 164418 211698 25896 || 14947 | 19,245 |8 23,542

Salary Schedule $ 14,512 $ 28,250 | | § 13,303 $ 25,896 | | $ 12,093 $ 23,542
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Effective Date 7/1/2022
Classification VETERINARIAN 1
Classification Code 0605,/8399
Pay Plan Range 1, 12/12 Range 6, 11/12 Range 8, 10/12
GEO Min Mid Max

HUMBOLDT 89 g 5099 |§ 6178 |% 7,257 ||% 46748 5663 |5 66525 42498 5149 |5 6,048
CHICO 91 S 5214 |$ 6317 |$ 7420 |$ 4780(S 5791|S 6802| (S 4345|§ 5264 | S 6,183
sLO 92 $ 5271 |$ 6386|% 7,501||% 4832|¢% 5854|% 6876||5 4393|% 5322(% 6251
FRESNO 23 S 5,328 | S 6,456 | $ 7,583 S 4,884 | § 5,918 | § 6,951 S 4,440 | § 5,380 | S 6,319
SACRAMENTO 93 S 5328 |S 6456 S 7583 | |$ 48848 5918 |S 6951 | (S 44408 5380 |S 6,319
SAN BERN 94 $ 5385 (% 6525|% 7664||% 4936|% 5981 (% 7025||6 a4488|% 5438|% 6,387
STNISLAUS 94 g 5385 (%  6525|% 7664 |6 4936|¢% 5981 (% 7025||6 a488|¢ 5438|6387
BKERSFIELD 95 S 5443 | S 6,595 (S 7746 | |$ 4989 (S 6045 |S 7101| (S 45365 5496 | $ 6,455
SAN DIEGO 95 § 5443 |$ 6595 |¢ 7,746 | |4 4989 (¢ 6045 |8 7101||6 4536|% 549 |5 6455
SAN MARCOS 95 S 5443 | S 6,595 | S 7,746 S 4,989 | $ 6,045 | S 7,101 S 4,536 | S 5,496 | 5§ 6,455
SONOMA 96 $ 5499 | ¢ 6664 |$ 7,828||% 5081(% 6109|% 7176||6 4583|5 5553|% 6,523
CHANNEL IS 97 § 5558 | 6,734 |¢ 7909||% 5095(¢ 6173|% 7250 |8 a632|% 5612|5659
FULLERTON 97 S 5,558 | § 6,734 [ $ 7,909 S 5,095 | S 6,173 | S 7,250 S 4,632 | § 5612 | § 6,591
MARITIME 97 S 5558 |$ 6,734 |$S 7,909 | | $ 5095|$% 6173 |5 7.250||S 4,632 |S 5612 |$ 6,591
MONTEREY 97 § 5558 & 6734 |¢ 7900||% 5005(¢ 6173|% 7250 |6 4632|848 5612|5659
NORTHRIDGE 29 S 5672 |S 68725 8072(|S 5199 |$ 6299 |S 7399 ||S 4727 |S 5727 |$ 6,727
CHANC OFF $ 5729 | ¢ 6941 |¢% 8153||% 5252(% 6363|% 7474||s a774|5 5784 (% 6,794
DOMINGUEZ g 5729 | 6941 |¢% 8153||% 5252(¢% 6363 (% 7aval|s a77a|d 5784 6,794
LA S 5729 |5 6941 (S 8153 |$ 5252 |$% 6363 |5 7474||5 47748 5784 |S 6,794
LONG BEACH S 5729 |S 6941 (S 8153 ||$ 5252 |$% 6363 |5 7474||S 47748 5784 |$ 6,794
POMONA § 5729 | ¢ 6941 |¢ 8153| |5 5252(¢ 6363 |8 7474||8 47748 578485 6,794
EAST BAY S 5,843 |5 7,080 |S 8317||$ 5356|S 6490 (|5 7624 |5 4,869 % 5,900 |$ 6,931
SAN FRAN g 6130 |$ 7428|¢ 8725||s s5619(|% 68009 |s 7998||s s108|8 61905 7,271
SAN JOSE S 6,302 | S 7,636 | S 8,969 S 5,777 |8 7,000 | S 8,222 S 5,252 | % 6,363 | S 7,474

Salary Schedule $ 5,099 $ 8969 | |S$ 4,674 $ 8222| |5 4,249 S 7,474
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Effective Date 7/1/2022
Classification VETERINARIAN 11
Classification Code 0608/8400
Pay Plan Range 1, 12/12 Range 6, 11/12 Range 8, 10/12
e e s |

HUMBOLDT 89 $ 61445 7451 | 8758 || 5632|$ 6830|S$ 8028|(% 51200% 62095 7,298
CHICO 91 $ 6283|% 7619|$% 8955 ||% 5759|$ 6984 |S$ 8209||$ 5236|% 63505 7,463

sLO 92 ¢ 6351|% 7,703 (% 9054||% 582|$ 7061|S 8300||5 5293|8 64195 7,545
FRESNO 93 $ 6421|% 7,787 |% 9,153 ||% 5886 |$ 7138 |$ 8390 ||$ 5351|% 6490 |5 7,628
SACRAMENTO 93 $  6421|% 7,787 |$ 9,153 | (% 5886 ($ 7138|S% 8390 |($ 5351|% 64905 7,628
SAN BERN 94 $ 64895 7,870 (S 9,250 (% 5948|$ 7214|S 8479||5 5408|% 6558 |5 7,708
STNISLAUS 94 $ 6489 (% 7,870 |$ 9250 ||$ s5948|$ 7214|$ 8479||$ 5408|% 6558 |5 7,708
BKERSFIELD 95 $ 6559(% 7,954|$ 9349 ||s 6012|$ 7291|$% B8570||$ 5466|% 66295 7,791
SAN DIEGO 95 ¢ 6559 (% 7954 (% 9349 ||% 6012|$ 7291(|% 8570||% 5466|8 66295 7,791
SAN MARCOS 95 $ 6559(% 7954 |$ 9349 ||s 6012|$ 7291|$ B8570||$ 5466|$ 6629 |5 7,791
SONOMA 96 $  6627|5 8038|S% 9448 ||S8 6075|$ 7368|S5 8661||5 5523|8 66985 7,873
CHANNEL IS 97 $  6697|% 8121|$% 9545||$ 6139|$ 7445|S$ 8750 (S 5581|8 6768 |5 7,954
FULLERTON 97 $  6697|S% 8121|$ 9545 || 6139|$ 7445|S 8750||S$ 5581|$ 6768 |5 7,954
MARITIME 97 $  6697|% 8121|$ 9545 ||% 6139|$ 7445|S% 8750||$ 5581|$ 6768 |5 7,954
MONTEREY $ 66975 8121|$ 9545 ||$ 6139|$ 7445|S% 8750 (s 5581 |8 6768 |5 7,954
NORTHRIDGE $ 6835(S% 8289|$% 9743 ||%5 6265|$ 7598|S% 8931||$ 5696|S 69085 8119
CHANC OFF $ 6904|%5 8373|S% 9841||% 6329|$ 7675|S 9021||5 5753|S 69775 8,201
DOMINGUEZ $  6904(S% 8373|$ 98a1||$ 6329(|$ 7675|S$ 9021||$ 5753 |$ 69775 8,201
LA $  6904|S$ 8373|$ 9841 ||%5 6329|$ 7675|S% 9,021||$ 5753|% 6977 |5 8201

LONG BEACH $  6904]S$ 8373|8 98a1|[s 6329|$ 7675|s g021|(s 5753|8 6977]% 8201
POMONA $  6904(S$ 8373|$ 98a1||$ 6329(|$ 7675|S$ 9021||$ 5753|% 69775 8,201
EAST BAY $  7,042|% 8540|% 10,038 |5 6455|$ 7829|S% 9202||$ 5868|% 7,117 |S§ 8,365
SAN FRAN ¢  7387|$ 8959 (% 10,530 |5 6771|$ 8212 |S% 9653||5 6156|% 7466 |5 8,775
SAN JOSE $  7595($ 9210|$ 10,825 ||S5 6962|$ 8443 |S 9923 ||$ 6329|$ 76755 9,021

Salary Schedule $ 6,144 $ 10,825 | |$ 5,632 $ 9923||S5 5,120 $ 9,021
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SUPERSESSION

This Agreement shall supersede:

Education Government Military/Veterans
Issue Code Code Code
Vacation 89504 18005
(partial) 18050
18051.5
Leaves of Absence 89510
Without Pay 89519
Unauthorized Leaves 89541
of Absence
Personnel Files 89546
Layoff 89543 18005
89550 (Section C)
89551
89552 19991.1
89553 19334
89555
89556
Sick Leave 18100
18100.1
18100.5
18101
18103
Holidays 6700
18025
18025.1
Overtime 18023
18026
Hours of Work 89502 18020
18020.1
Military Leave 89513 395
395.01
395.05
395.1
395.3

CSU/UAPD Collective Bargaining Agreement Page 84 September 16, 2022 — June 30, 2025





