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INTRODUCTORY PARAGRAPH

This Agreement is entered into by and between the Board of Trustees of
Community College District No. 512, Counties of Cook, Lake, Kane and McHenry
and the State of llinois hereinafter referred to as the "Board," and the William
Rainey Harper College Professional/Technical Union, a Chapter of the Cook
County College Teachers Union, Local 1600, AFT, AFL-CIO, hereinafter referred to
as the "Union," as the exclusive collective bargaining agent for the
Professional/Technical employees in the bargaining unit as defined herein.

PREAMBLE

The Professional/Technical Union, having been designated bargaining agent of
the Professional/Technical employees, and the Board, having endorsed the
practices and procedures of collective bargaining as a fair and orderly way of
conducting certain relations between them, and the intention of the parties to this
Agreement being to provide, where not otherwise mandated by statute, for the
salary structure, fringe benefits, and other conditions of employment of the
Professional/Technical employees covered by this Agreement, all as set forth
herein, the parties therefore agree to the following:

ARTICLE I. RECOGNITION
1.1 Unit

The Board of Trustees of Community College District No. 512
recognizes the Professional/Technical Union, a chapter of the Cook
County College Teachers Union Local 1600, AFT, AFL-CIO, as the
exclusive bargaining representative for the regularly employed
Professional/Technical employees who are employed nineteen (19)
hours per week or more and thirty-two (32) weeks per year or more as
listed in Appendix "A" and specifically excluding all other positions
excluded by the terms of the lllinois Educational Labor Relations
Board.

1.2 Membership
As used herein, the term "Professional/Technical employee" shall refer
to those persons included in the bargaining unit described above.

ARTICLE Il. BOARD RIGHTS

The Board, on behalf of the electors of the district, retains and reserves the ultimate
responsibilities for the proper management of the college district conferred upon
and vested in it by the statutes and Constitution of the State of lllinois and the
United States.

Nothing herein shall be construed to deny or restrict the Board of its rights,
responsibilities and authority under the lllinois Community College Act or any other
national, state, county or local law or regulation as they pertain to education.



ARTICLE lll. NO STRIKES

The Union will not recommend, authorize or engage in a strike against the Board,
except as permitted in the lllinois Educational Labor Relations Act.

ARTICLE IV. UNION-BOARD RELATIONS

4.1

4.2

4.3

Bulletin Board

An enclosed bulletin board of reasonable size equipped with a lock
and labeled "Professional/Technical Employees" shall be made
available in an area to be agreed upon by the parties. Such bulletin
board shall be available for the posting of notices and materials
relating to Union activities. Such materials shall be identified with the
name of the Union and signed by an appropriate officer thereof.
Such materials shall not be derogatory of any person associated with
the College and shall not include items which are primarily
endorsements of candidates for political office (other than offices of
the Union or of AFT Local 1600). The Board shall permit the Union to
distribute official Union materials to bargaining unit members through
the College mail service subject to reasonable Board regulations. This
authorization shall terminate forthwith if any governmental agency or
court of competent jurisdiction shall determine such mail services
cannot be utilized without the affixation of postage or payment of
fee.

Use of Facilities and Equipment

The Union may utilize College meeting room facilities, including
classrooms not then in use but not already set up for an anticipated
use which cannot reasonably be disturbed, provided the Union shall
promptly reimburse the Board the facilities usage charge as
prescribed in the Board Facilities Usage Manual and for any
additional expense or any damage occasioned by such use. Such
use shall not interfere with any activity or function of the College. This
section shall not be applicable to any meeting of more than twenty
(20) persons if less than fifty percent (50%) of those in attendance are
employees of the College.

Public Information

The Board shall make available to the Union, upon written request,
existing public information, including relevant financial statistics which
are pertinent to the conduct of negofiations, the processing of a
grievance, or the enforcement of the terms of this Agreement. Such
materials shall be provided within ten working days, whenever
possible, following a written request from the Union. The Board shalll
not be obligated hereunder to research or compile data or to
provide such information more than once.



4.4

4.5

4.6

Board Meetings

A copy of the Board agenda, non-confidential exhibits and minutes
shall be made available to the Union designee within a reasonable
time following their distribution tfo the Board of Trustees. A copy of
materials furnished to representatives of the press and other
organizations shall concurrently be made available to the Union
designee.

Printing of Agreement

The Board shall be responsible for the timely reproduction of the
Agreement. Prior to printing the Agreement, both parties shall share
proofreading and agree upon the contents. The cost of such
reproduction shall be shared equally by the Board and the Union.

Dues Check-off/Fair Share

A. The Board shall deduct dues from the salary of each Union
member, who shall authorize the same in writing, in an amount
determined by the Cook County College Teachers Union
(CCCTU), provided the rate to be deducted shall be uniform
for each Union member. Such deductions shall be made no
later than thirty (30) calendar days following receipt of the
authorization in the designated College office.

A dues authorization may be revoked by written noftice to the
Union. The authorization shall be deemed automatically
revoked with the issuance of the Union member's last
paycheck.

The dues payment and a listing of the Union members for
whom such dues deductions were made shall be forwarded to
the Treasurer of the Cook County College Teachers Union no
later than ten (10) days after such deductions were made.
Such listing shall include the amount deducted for each person
listed.

B. Employees covered by this Agreement and hired after January
1, 1991 shall be required to maintain membership in the Union
or to pay in lieu of dues, a fair share fee. The amount of the fee
shall be certified to the Board by the Union, and fair share
deductions shall be made at the same time and in the same
manner as dues check-off deductions under section 4.6.A.

The Union shall certify to the Board the amount of the annual fair
share fee, not to exceed the dues uniformly required of members
of the Union, and shall supply the Board and the non-members a
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copy of the basis of the calculation of the fee. Non-member
employees who object to the amount of the fair share fee
established by the Union shall have the right to file an unfair labor
practice charge against the Union or take such other action as
may be authorized by the llinois Educational Labor Relations
Board. Upon any such filing and notice of such to the Association
and fo the Board, such funds as paid by the employee shall be
transmitted to the lllinois Educational Labor Relations Board or
designee for placement in an appropriate escrow account as
established by such agency for such purpose and pursuant to
their rules and regulations.

C. If the Board shall make such deductions and remit such dues as
aforesaid, the Union shall indemnify, hold harmless and defend
the Board of Trustees, its members, agents and employees in
any action, complaint or suit or other proceedings which may
be brought.

Release Time for Union Activities
The Board shall grant release time with pay for the following:
A. Chapter Officers
1. Two (2) employees to attend the scheduled meetings of
the Senate, provided no more than one (1) such
employee shall be non-exempt.

2. The President of the Professional/Technical Employee's
Union or his/her designee and one (1) other
Professional/Technical employee to attend the meeting
of Local 1600's House of Representatives at 2:00 p.m. on
the third Friday of every odd-numbered month.

3. The President shall also be granted the third Friday of
every even-numbered month to aftend the Local's
Executive Board meeting.

4, The President of the union or designee shall also be
granted up to four (4) days per fiscal year of unpaid
union leave o attend to union business. These days may
be taken in one-half (1/2) day increments. Written
notice of the person requesting such leave shall be
provided at least two weeks in advance to the
appropriate dean/director.



4.8

4.9

4.10

4.11

4.12

B. Local Wide Officers — an employee elected as a local 1600 officer
shall receive unpaid release fime for the ferm of the office
according to the following schedule:

1. President — full unpaid release time for the duration of the
term. The employee may remain on the College
insurance program and the Union shall reimburse the
College for the total insurance costs of such employee.

2. Other Officers - The College will allow one-fifth (one day
per week) unpaid release time for one other elected
officer. The employee may continue on the College
payroll and the Union shall reimburse the College for the
one day per week salary costs of such employee.

Committee Representative

The Board shall encourage the participation of Professional/Technical
representatives on College committees that deal with issues affecting
employees covered by this Agreement. Appointments shall be from
a list of employees recommended by the Union.

New Employees
The Union shall be nofified of the hire of a new Professional/Technical
employee within ten working days of the date of hire.

COPE Check-Off

The Board shall deduct Committee on Political Education (COPE)
monies from the salary of each member who shall authorize the same
in writing, in the amount indicated on the authorization to deduct
said monies. The amounts deducted shall be forwarded to the
Treasurer of the Cook County College Teachers Union -- COPE. The
Board shall also forward a list of persons on COPE deduction for the
period covered. Such deductions may be revoked by the member
by nofifying the Payroll Department of the College in writing to
terminate the deductions.

Union Meetings
The College shall make an effort to avoid scheduling meetings from
12 noon to 1:.00 p.m. on the last Thursday of each month to
accommodate members who wish to attend the monthly scheduled
union meeting.

Environment
Harper College is committed to providing a healthy and safe
environment for its employees and has assigned the Environmental
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Health and Safety Committee the responsibility for monitoring those
aspects of the physical environment which affect health, safety and
accessibility of Harper employees. As a result, an Ergonomics
program has been implemented in order to assess those work-related
factors that may pose a risk of musculoskeletal disorders and to make
recommendations to alleviate them. The following steps offer a plan
to identify problems that need to be addressed and actions aimed at
resolution.

e Training and on-going health education programs to expand
supervisor and employee ability to evaluate potential
musculoskeletal problems.

e Prompt reporting of problems or potential problems to
Purchasing and/or Health Service.

e Work station evaluation by the Purchasing Department.

e Options determined for reducing risks.

e Promptimplementation of improvements.

e Feedback from employee in order to evaluate effectiveness.

e Application of ergonomic factors and principles when
designing new work stations.

e Access to resources from departmental, divisional or
institutional funds for improvements.

ARTICLE V. EMPLOYMENT

5.1

52

Definitions
1. "Full-time" shall refer to an employee who regularly works thirty-
seven and one-half (37.5) or more hours per week.

2. "Part-time" shall refer to an employee who regularly works less
than thirty-seven and one-half (37.5) hours per week or less
than 52 weeks per fiscal year.

3. "Regular" shall refer to an employee whose position is
budgeted on a continuous basis.

Overtime for Non-Exempt Employees
Overtime for a non-exempt employee must be approved in advance
by the appropriate supervisor and Executive Council member or
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53

5.4

5.5

designee. Overtime shall be paid at the rate of one and one-half
(12) times the basic hourly rate of pay for hours worked overthirty-
seven and one half (37.5) hours . An employee must work the
regularly assigned hours during the workweek in order to qualify for
the overtime rate. Time lost due to illness, personal business, or leave
without pay will not apply to the computation of the workweek.
Vacation time, bereavement leave and holidays count as time
worked for overtime calculation purposes.

Overtime for a non-exempt employee shall be given as either salary
paid at one and one-half (1'2) times the basic hourly rate of pay, or
as compensatory time off taken at one and one-half (1%) times the
number of hours worked.

Alternative Scheduling

Employees will be considered for alternative work scheduling on a
case-by-case basis, where flexible work schedules can accomplish
both work and personal goals, to provide coverage for individual
department operations and to serve the instifution as a whole with
increased productivity at no expense to the College’s level of service.

If, as a result of short-term major project work, a staff member is
required to work significant hours in excess of their regularly scheduled
work week, the employee’s supervisor may, in collaboration with the
staff member, develop an alternate work schedule for the week(s).
When possible, alternative scheduling for short-term needs will be
discussed in advance.

Sunday Premium Pay

A non-exempt employee required to work on a Sunday (and such
Sunday is not part of the employee's regular workweek) shall be
compensated at two (2) times his/her basic hourly rate of pay for all
hours worked on such day. No overtime pay will be given in addition
to the Sunday premium pay.

Introductory Period

The infroductory period for each new non-exempt employee shall be
three (3) calendar months. The Board may extend such introductory
period for up to thirty (30) additional calendar days.

The infroductory period for each new exempt employee shall be six
(6) calendar months. The Board may extend such intfroductory period
for up to sixty (60) additional calendar days.



5.6

5.7

Evaluation of a new employee's work performance shall be prepared
on the proper form and discussed with the employee prior to the end
of the infroductory period If the infroductory period is extended, the
evaluation shall also be discussed prior to the end of the extension.

Holidays, sick days and insurance benefits (subject to any otherwise
applicable waiting period) shall be made available to a newly
employed employee immediately after employment. Vacation,
personal business days, leaves of absence, and all other benefits shall
accrue during the infroductory period but shall not be available until
the conclusion of the initial infroductory period (without regard to
whether such original infroductory period is extended). There shall be
no seniority among infroductory employees.

The College reserves the right to terminate, suspend or discipline any
infroductory employee as an at-will employee and such action shalll
not be grievable.

Seniority

Seniority shall be measured according to the length of continuous
uninterrupted service with the College since the employee's most
recent date of hire as a professional/technical employee. The
relative seniority of employees hired on the same day shall be
determined by the date of receipt of the employee's employment
applications.

Reduction In Force

If the Board determines that a reduction in force is necessary,
employees within the affected position titles shall be laid off in inverse
order of seniority, unless an employee has received an overall rating
of “Needs Improvement” on any of the last three years of his/her
annual employee performance evaluations.

Employees separated as result of a reduction in force may be eligible
for severance benefits if there is no foreseeable opportunity for re-
employment. An employee who applied for refirement before
separation shall not be entitled to severance benefits. For qualified
employees, the severance benefits shall include outplacement
services as determined by the college, use of the college’s existing
Employee Assistance Program (EAP), Harper College tuition waivers
up to a maximum of 30 credit hours, and one week's pay for every
year of service to the college. The employee must use the tuition
waivers for retraining and/or continuing his/her education over the
next three (3) consecutive semesters following the layoff, including
summer. If the employee is subsequently recalled, the employee
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5.8

5.9

5.10

may be required to repay a portion of the severance pay as a
condition of re-employment.

If the Board determines to fill the affected positions within twelve (12)
months of the date of termination, these positions shall be offered to
employees who were laid off from the position, and then to other
terminated employees quadlified to hold the position, in order of
seniority. Reinstatement shall take place without loss of accumulated
seniority.

Such offer of employment shall be transmitted in writing by certified
mail to the employee's last known mailing address. If the recalled
employee does not respond to such offer within fourteen (14)
calendar days of the date of mailing, the Board's obligation
hereunder shall be terminated.

Subcontracting

If the Board should desire to subcontract work being performed by
bargaining unit members and this change will likely lead to layoffs of
bargaining unit members, the Board shall notify and negotiate with
the Union over the effects of such action.

Pay Periods

Each employee covered under this Agreement shall receive his/her
salary in biweekly installments by electronic deposit or Debit Pay
Card. Insurance deductions will be deducted on twenty-four
installments or prorated on the number of installments during his/her
work year.

The Board agrees to meet with the union to discuss any alteration
from the biweekly installments as a result of the installation of a new
payroll system.

Posting

If the Board determines that it is necessary to create a new position in
the bargaining unit or to fill a vacant position in the bargaining unit,
such position shall be posted electronically for ten (10) calendar days.

It is mutually agreed that prior to creating a new job ftitle or the
revision of an existing job title, the College shall notify the Union and
meet to discuss if the new or revised job fitle should be included or
remain in the bargaining unit.

A Professional/Technical employee on layoff status who applies for
placement on the position vacancy mailing list and who keeps the

9



5.11

5.12

5.13

College informed of his/her current mailing address shall receive
position vacancy notices for professional/technical positions for
twelve (12) months from date of layoff. Such employee may apply to
fill @ new or vacant position and shall be considered to be a qualified
candidate if he/she has the educational background, training and
experience which is consistent with the posted qualifications and
credentials for the posifion.

Personnel File

An employee shall have the right to examine his/her personnel file in
accordance with Board policy and State legislation. Such request
shall be made in writing and shall be honored without undue delay if
made during normal business hours. A designee of the College
administration may be present during such review. No documents
which are authorized to be put into the personnel file shall be
permanently removed from the file without the consent of the
employee and the College President or designee. An employee may
reproduce material from his/her file at the customary cost.

No material from an employee's file shall be made available to
personnel or agencies unconnected with the College without the
employee's consent, except as required by law or as necessary
pursuant to the regular operation of the College, provided this shall
not preclude verification of employment.

Evaluative Material

A copy of all evaluative material relating to an employee shall be
retained in his/her official personnel file in the Human Resources
Office.

Before evaluative material is placed in the personnel file, a copy of
such material shall have previously been made available to the
employee. The employee shall have acknowledged receipt of such
copy but such acknowledgment shall not signify anything other than
receipt of a copy of the material.

The employee shall have the right to respond to any material placed
in his/her file by submitting the response in writing within a reasonable
time of the filing of the original material. Such response shall be
aftached to the file copy.

Temporary Appointment

An employee appointed by an Executive Councill member or
designee to temporarily fil a vacant position for twenty (20)
consecutive work days or more, which is normally paid at a higher
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5.14

5.15

rate than the employee's regular position, shall receive a temporary
ten percent (10%) salary increase or the beginning salary of the
established position, whichever is greater.

Work Schedule Change

If the College determines that it is necessary to significantly change
the regularly scheduled work hours or days of an employee, the
College shall provide the employee a minimum of forty-five (45)
calendar days advance notice of the change, except in an
emergency or a mutually-agreed-upon situation.

Reorganizations
Good faith efforts for collaboration wil be made prior to
organizational restructuring.

ARTICLE VI. DISCIPLINE AND DISMISSAL

6.1

6.2

Disciplinary Sequence

The typical disciplinary sequence for an employee shall be: 1) verbal
warning; 2) written warning, with a copy to the employee's personnel
file; 3) three (3) day suspension without pay; 4) dismissal.

Disciplinary action, up to and including termination of employment,
shall be for violation of College policy, rules or regulations, or for any
illegal act and shall be administered in a timely and progressive
manner except that suspension or dismissal may result as the first step
in the disciplinary procedure depending upon the circumstances and
severity of the offense as determined by the Board.

An employee is entitled to union representation at a meeting called
for the specific purpose of disciplining the employee. If a non-
disciplinary meeting turns into a disciplinary meeting, the employee is
entitled to recess the meeting and request union representation
before continuing with the disciplinary meeting.

Discipline and Dismissal Circumstances

Suspension without pay and/or dismissal of a non-probationary
employee shall occur for reasonable cause. Any arbitrator shall have
the authority to order the restoration of employment of a dismissed
employee pursuant to this section only if accompanied by a finding
of violation of the employee's substantive rights. The arbitrator in such
cases shall reduce any back pay award by any amount earned (or
which reasonably might have been earned) by the employee during
the period he/she was not working and by any unemployment
compensation earned during such period.
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6.3

6.4

Conference

Except when detrimental to the general welfare of the College, an
employee shall have an opportunity, prior to dismissal or suspension
without pay, to have Union representation at a conference with
his/her supervisor and at that fime to have full opportunity to review
the reason(s) for dismissal or suspension without pay and have an
opportunity to rebut the same.

Dismissal

All recommendations for dismissal (except for reduction in force) shall
be initiated or confrmed by the appropriate Executive Council
member or designee. A copy of such recommendation along with
the reason(s) therefore shall be submitted in writing to the employee.

ARTICLE VII. GRIEVANCE PROCEDURE

7.1

7.2

Purpose

It is the purpose of this procedure to resolve as promptly and as
expeditiously as possible allegations by the bargaining representative
and/or employees of the bargaining unit of misinterpretation of this
Agreement.

Definitions

1. A grievance shall mean an allegation by the Union or by an
aoffected employee that there has been a violation,
misinterpretation or misapplication of any provision of this
Agreement.

2. As used in this arficle, "days" shall mean Monday through Friday
except days on which all bargaining unit members are
excused from working.

3. An employee may be represented at any meeting, hearing or
appeal relating to a grievance which has been formally
presented.

4, The President of the Union or designee shall be advised of any

meeting, hearing or appeal relating to a grievance which has
been formally presented and a representatfive of the Union
shall have the right to attend such meeting, hearing or appeal.

5. The failure of the grievant to act on any grievance within the
prescribed time limits will act as a bar to any further appeal
within the grievance procedure or otherwise. If the designated
representative of the Board of Trustees shall neglect to proceed
or render a decision within the fime limits, the grievance may

12



7.3

be advanced to the next step of the grievance procedure.
Time limits may, however, be extended by mutual written
agreement.

Procedures

The party asserting a grievance shall attempt to resolve the problem
through informal communication with the immediate supervisor.

Step 1.

Step 2.

Step 3.

If the informal process with the immediate supervisor shalll
fail to resolve the problem, the grievance may be
formally presented in writing to the appropriate
supervisor who will arrange for a meeting to be held
within ten (10) days to review the grievance. The formal
written grievance shall clearly identify all grievants,
summarize all relevant facts, identify all provisions of the
Agreement allegedly violated, and describe the remedy
which is requested. The fiing of the formal written
grievance at this step must be within ten (10) days of the
date of the occurrence giving rise to the grievance or
from the date when the grievant might reasonably have
become aware of the occurrence. The supervisor shall
provide a written answer to the grievant (with a copy to
the Union if the Union is not the grievant) within ten (10)
days of the meetfing. The answer shall include the
reasons for the decision.

If the grievance is not resolved at the preceding step,
the Union and/or grievant may refer it to the appropriate
Executive Council member or designee by fiing the
same in writing within ten (10) days of receipt of the
answer from the supervisor. The Executive Council
member or designee will arrange for a meeting to be
held within ten (10) days of such referral to review the
grievance. Each party shall have the right to include in
its representation such witnesses as it deems necessary to
develop facts pertinent to the grievance. A written
answer, including reason(s), shall be provided to the
grievant (with a copy to the Union if the Union is not the
grievant) within ten (10) days of the meeting provided for
in this paragraph.

If the grievance is not resolved at the preceding step,
the Union may refer it to the President or designee by
filing the same in writing within ten (10) days of receipt of
the answer from the Executive Council member or
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7.4

Step 4.

designee. The President or designee will arrange for a
meeting to be held within ten (10) days of such referral to
review the grievance. Each party shall have the right to
include in its representation such witnesses as it deems
necessary to develop facts pertinent to the grievance.
A written answer, including reason(s), shall be provided
to the grievant (with a copy to the Union if the Union is
not the grievant) within ten (10) days of the meeting
provided for in this paragraph.

If the grievance arises from a decision at the President's
level, the grievance may be initiated at Step 3 provided
such is filed within the time limits prescribed in Step 1.

If the grievance is not resolved at the President's level,
the Union may submit it to binding arbitration, provided
written notice indicating such is filed with the President or
designee within fifteen (15) days of the answer at the
President's level, or if no answer is filed, within fifteen (15)
days of the last day on which such answer was due. The
Union shall promptly request of the American Arbitration
Association that it provide a panel of qualified arbitrators
who are members of the National Academy of
Arbitrators from which the parties may make a selection
pursuant to the practices of the American Arbitration
Association.

In making his/her recommendation, the arbitrator shall
not add to or enlarge upon this Agreement, and any
suggested remedy, if appropriate, shall conform to lllinois
law. The fees and expenses of the arbitrator and the
American Arbitration Association shall be shared equally
by the Board and the Union. The parties likewise shall
share the expense of any transcript(s) which they may
jointly request, but all other expenses which may be
incurred by either party shall be borne by that party.

Non-Discrimination
The Union and the Board shall not discriminate or take any reprisals

against

any employee covered under this confract as a

consequence of the filing or withdrawal of any grievance hereunder.
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ARTICLE VIIl. HOLIDAYS

8.1

8.2

Eligibility

A regular full-time or regular part-time employee working nineteen
(19) hours a week or more will be entitled to the following paid
holidays falling on their regularly scheduled workdays:

New Year's Day (January 1)

Martin Luther King's Birthday (3rd Monday in January)
Lincoln's Birthday (as observed in College calendar)

Reading Day (Friday before Easter)

Memorial Day (as observed in College calendar)
Independence Day (July 4, as observed in College calendar)
Labor Day (1st Monday in September)

Columbus Day (to be used during Winter Break

Veteran's Day (November 11, to be used during Winter Break
10.  Thanksgiving Day (4th Thursday in November)

11.  Day after Thanksgiving

12.  Christmas Eve Day (December 24)

13.  Christmas Day (December 25)

14. New Year's Eve Day (December 31)

VONoG WD~

Note: A holiday falling on a Saturday will normally be observed on
Friday; should it fall on a Sunday, it will normally be observed on
Monday. The July 4th holiday shall be observed in accordance with
the published College calendar. If not specified in the calendar, it
shall be treated as a floating holiday to be taken prior to the start of
the spring semester.

All employees shall receive the same additional days off with pay
between Christmas and New Year's Day.

An employee absent the working day before or following a legal
holiday will be requested to submit an acceptable written reason for
the absence with his/her payroll time report or absence report form
along with the specific approval of his/her supervisor to be absent for
the day or days in question. Failure to provide such evidence will
result in loss of pay for both the holiday and the day of absence.

Holiday Work

A non-exempt employee required to work on a designated holiday
who is not entitled to overtime payments as a consequence of such
work will be given, at the option of the Board, one and one-half (1'%)
compensatory days or paid one and one-half (1'2) times his/her basic
hourly rate of pay for the hours worked on such holiday in addition to
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83

his/her regular pay for the hours worked. No overtime pay wil be
given in addition to the holiday premium pay.

If a holiday occurs on a day that a regular, full-time employee (thirty-
seven and one-half [37.5] hours or more per week) is not scheduled to
work because of the particular requirements of his/her department,
such employee will be allowed a compensatory day off which should
be taken in the pay period in which the holiday occurs or in the
immediate pay period following said holiday, with the exception of
the holidays which are accumulated for use during the Winter Break.

Charging of Absence Time

The charging of absence time for purposes of holidays for a full-time
employee shall be treated as if the employee worked the same
number of hours each workday. The charging of absence time for a
part-time employee wil be in accordance with his/her established
work schedule.

A paid holiday occurring during an employee's scheduled vacation
or authorized sick leave will not be charged to accrued leave.

ARTICLE IX. VACATION LEAVE

9.1

Rate of Earning

A regular full-time employee or a regular part-time employee
working nineteen (19) hours or more per week will receive the
following vacation leave allowance:

A. Non-Exempt Professional/Technical Employees

1. First (1st) through fifth (5th) year of continuous service:
ten (10) working days a year.

2. Sixth  (6th) through tenth (10th) year of confinuous
service: fifteen (15) working days a year.

3. For each additional year of continuous employment
beyond the tenth (10th) year, there is one (1) additional
day of vacation for each year to a maximum of twenty
(20) working days a year:

11 years - 16 days; 12 years - 17 days; 13 years - 18 days;
14 years - 19 days; 15 years - 20 days.

B. Exempt Professional/Technical Employees
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9.2

9.3

1. First (1st) through fifth (5th) year of continuous service:
fiffeen (15) working days a year.

2. Sixth (6th) through fifteenth (15th) year of continuous
service: twenty (20) working days a year.

3. For each additional year of continuous employment
beyond the fifteenth (15th) year, there is one (1)
additional day of vacation for each year fo a maximum
of twenty-three (23) working days a year:

16 years - 21 days; 18 years - 23 days;
17 years - 22 days.

Vacation leave will be prorated for part-time employees based on
the hours worked.

Rate of Accumulation

Vacation leave will be accumulated in any month that an employee
started on or before the fifteenth (15th) day of the month or
terminated after the fifteenth (15th) day of the month.

Vacation leave will be prorated for employees who work less than
twelve (12) months per year or less than five (5) days per week.
Regular part-time employees will accumulate vacation leave on the
basis of hours worked.

Total vacation accumulation which is allowed to be carried over from
one (1) year to the next includes the current year's earned vacation
plus one (1) week, if unused from the previous year. Any excess leave
will be forfeited on July 1 of each year. For record keeping purposes,
leave will be calculated from July 1 to June 30.

Use of Vacation

1. Employees are encouraged to use vacation leave during work
periods when the work load could reasonably be expected to
be lighter. A minimum of five (5) consecutive working days
must be taken each year.

2. Vacation leave can be taken only to the extent it is actually
earned.
3. Vacation leave will be charged on a working day basis. The

charging of absence time for the purposes of vacation for a
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9.4

9.5

full-time employee shall be freated as if the employee worked
the same number of hours each workday. The charging of
absence time for a part-time employee will be in accordance
with his/her established work schedule.

4, Vacation leave must be taken in half-day or full day
increments.

. Vacation leave must be recorded on the employee's payroll
report.

6. A infroductory employee will accumulate vacation leave

during the introductory period. Vacation leave, however, will
not be paid if infroductory period is not completed, nor can it
be used during the Infroductory period.

7. Vacation leave will not accumulate while an employee is on a
leave of absence, short-term disability or long-term disability.

8. An employee absent the working day before or following a
vacation period will be requested to submit an acceptable
written reason for the absence with his/her payroll time report
or absence report form along with the specific approval of
his/her supervisor to be absent for the day or days in question.
Failure to provide such evidence will result in loss of pay for the
day or days of absence.

Vacation Leave Schedule

Vacation leave must be approved by the immediate supervisor. The
vacation leave schedule for the ensuing summer should be
completed by April 1. Time preference may be based on seniority if
the vacation request is submitted before the schedule is established.
During vacation periods, work assignments will be shared by the staff
where possible.

Vacation Leave at Termination

Upon termination of employment, unused earned vacation time will
be paid at the employee's current salary rate. Vacation leave will be
prorated to the nearest half day.

ARTICLE X. SICK LEAVE

10.1

Rate of Accumulation

A regular full-time employee or a regular part-time employee working
nineteen (19) hours a week or more is entitled to sick leave earned at
the rate of one and one-quarter (1'4) days per month, which may
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10.2

accumulate to an unlimited number of days. Sick leave will be
prorated for part-time employees based on the hours worked.

Any of the two (2) personal business days which are unused each
year shall be added to the employee's accumulated sick leave.

Sick leave will not accumulate while an employee is on a leave of
absence, short-term disability or long-term disability.

Use of Sick Leave

1.

Sick leave can be taken only to the extent that it is actually
earned.

Sick leave must be reported on the employee's payroll report.
The charging of absence time for the purposes of sick leave for
a ful-time employee shall be treated as if the employee
worked the same number of hours each workday. The
charging of absence time for a part-time employee will be in
accordance with his/her established work schedule.

For an illness of more than five (5) consecutive working days, a
certificate from the employee's doctor may be requested to
verify an illness or to ensure that the employee was recovered
sufficiently to return to work.

Sick leave can be used only in case of personal illness,
quarantine, or illness or medical emergency in the employee's
immediate family. The use of sick leave for illness or medical
emergency in the immediate family shall be limited to a
maximum of five working days. A supervisor may authorize up
to an additional five (5) working days of paid sick leave for a
medical emergency of extenuating circumstances in the
immediate family with the approval of the Chief Human
Resources Officer. Employee's immediate family is defined as
the employee's parents, spouse, children, grandchildren,
grandparents or parents-in-law. Appointments with doctors or
dentists should be scheduled on Saturdays or during the first or
last hour of the workday if possible, and such time off must be
compensated for by overtime in the same workweek.

An employee must call his/her supervisor promptly on the first
day of a short-term illness or accident, except in an emergency
when the employee is unable to call, and every day thereafter.
An employee who is hospitalized or convalescing at home for
a period of sickness or following an accident shall not be
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required to call each day, but must personally report to his/her
supervisor by telephone or letter at least once each week. |If
the supervisor is not available, the employee may leave an
absence report call with the supervisor's office clerical staff.

All calls should be placed to the supervisor no later than one (1)
hour after the start of the scheduled workday. If the absence
report call is not made within that period of time, the employee
will have violated the call-in procedure. Violation of the call-in
procedure is subject to disciplinary action up to and including
termination of employment.

The College reserves the right to have an employee see a
physiciaon of the College's choice in order to determine
whether the employee may be entitled to benefits.

In the case of extended illness, unused vacation time and
personal business days must be taken before applying for short-
term or long-term disability.

An employee arriving at work two (2) hours after the normal
starting time or quitting two (2) hours before the normal quitting
time due to iliness shall be charged for one-half (2) day of sick
leave.

Sick leave will not be paid during the terminal leave period (the
last two [2] weeks of employment) without the approval of the
immediate supervisor and the Chief Human Resources Officer.

Unused accumulated sick leave will not be paid upon
termination of employment.

ARTICLE XI. LEAVES

1.1

Personal Business Leave

A regular employee working thirty (30) or more hours a week shall be
granted two (2) non-cumulative days of personal business leave with
pay fo be used each year if the employee cannot attend to
necessary personal business on his/her own time. Personal business
days are calculated on a fiscal year basis (July 1 to June 30).
Personal business leave shall be taken in no less than one-half (2) day
increments.

An employee wishing to be excused for personal business leave must
have the advance approval of his/her supervisor except in the
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11.2

11.3

instance of an emergency when such approval shall be sought as
soon as possible.

Personal business leave will not be allowed the day before or after a
holiday, vacation, or sick leave day, or during the new hire
infroductory period, except in an emergency which shall be fully
explained, or for observance of a recognized religious holiday of the
employee's faith, or during the last two (2) weeks of employment.

Personal business days which are unused each year shall be added
to the employee's accumulated sick leave.

Bereavement Leave

Provided the days fall on the employee’s regularly scheduled
workdays, a leave with pay up to five (5) consecutive workdays may
be granted in the event of the death of:

e Spouse or domestic partner

e Child (or any child that the employee is acting in loco parentis)

e Parent (step parent, adoptive parent, foster parent or parent in-
law)

Provided the days fall on the employee’s regularly scheduled
workdays, a leave with pay up to three (3) consecutive workdays may
be granted in the event of the death of:
e Sibling (step sibling, adoptive sibling, or foster sibling)
Aunt and Uncle
Nephew and niece
Grandchildren
Grandparents
Current in-laws (son/daughter, brother/sister)

In the event that additional time is needed or the relationship to the
deceased is not covered above, the employee may use personal
business days and/or vacation days (in that order) to extend the
absence as approved by the supervisor. Personal business and
vacation days may only be used to the extent they have been
accrued. Additional unpaid time off may be granted under
supervisor discretion. Proof of death may be requested by the
College.

Jury Duty Leave

An employee who is subpoenaed as a witness in a criminal
proceeding or is summoned and reports for jury duty shall be granted
leave to fulfil such duty. The College shall compensate the
employee, who is required to serve as a juror or such witness during a
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11.4

11.5

11.6

11.7

working day on which he/she otherwise would have been scheduled
to work, for his/her regular salary during such a period of leave. The
employee shall present proof of such service to the Chief Human
Resources Officer and may retain the jury duty/witness fees and
expense reimbursement.

Religious Leave

A member of the bargaining unit may ufilize up to three (3) days
without loss of pay or deduction of personal leave to observe
recognized religious holidays of his/her faith if such observance
reasonably required such leave. Noftice of intention to utilize such
leave, which must identify the religious holiday, shall be given in
writing to the immediate supervisor at least fifteen (15) calendar days
in advance.

Reserve Duly Leave

A regular full-time employee who is a member of an armed forces
Reserve or National Guard unit, when called for summer camp, will
be granted unpaid leave up to fifteen (15) calendar days to fulfill
such duty. If the unit is called for special duty, up to thirty (30)
calendar days will be granted, which period may be extended by
the Board, provided such extension shall be non-precedential and in
the sole discretion of the Board. The employee shall present proof of
compensation received for reserve duty and the College will
compensate the employee for the difference in base pay during
such a period of absence.

Time Off For Voting

An employee covered by this Agreement who works seven and one-
half (72) hours on Election Day is guaranteed up to three (3)
consecutive hours to vote in general elections. This period will be
either immediately following the opening of the polls or immediately
prior to the closing of the polls, and must be approved by the
supervisor in advance.

Short-Term Leave

A short-term leave of absence without pay may be granted for an
aggregate period not to exceed ten (10) working days for each
twelve (12) months of continuous employment, up to a maximum of
thirty (30) working days. A request for such leave must be in writing to
the appropriate dean/director. A short-term leave of absence
without pay shall not result in loss of seniority or accrued sick leave.
The Board may elect to pay any accrued vacation leave prior fo a
short-term leave in excess of ten (10) working days.
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11.8

11.9

Good and sufficient reason for the request must be shown, and
individual cases will be decided on their own merit. An employee
granted a leave of absence not exceeding thirty (30) working days
shall, upon return from the leave, be reinstated in his/her original
position.

Long-Term Leave

A long-term leave of absence for a period of up to one (1) calendar
year without pay may be granted at the sole discretion of the
College President or designee. A request for such leave must be in
writing. Good and sufficient reason for the request must be shown
and individual cases will be decided on their own merit.

While on such leave, an employee shall be allowed to participate in
the College group headlth, dental and life insurance programs,
provided the employee shall make fimely advance payments of the
full cost due for such insurance to the designated College office.
Upon indication that the employee wishes to return, the employee
shall be reinstated in the same or like position, if such a position
becomes available within ninety (?0) calendar days from termination
of the leave.

Parental Leave

A regular full-time employee who has completed two (2) years of full-
time service to the College shall be eligible for a parental leave of
absence, without pay or other benefits except for those benefits
specifically identified in this Arficle, for up to one (1) year. The time
period of the leave shall commence with or include the date of
delivery of the baby. This section shall also apply to the adoption of a
child under six (6) years of age. Such leave will entitle the employee
to reinstatement, without loss of seniority or accrued sick leave, to the
same or like position at the termination of the leave. If no position is
available at the termination of the leave, the provisions of Article V,
Section 5.6 concerning reinstatement shall apply.

A request for a parental leave of absence should normally be
submitted in writing to the appropriate Executive Council member or
designee at least four (4) months prior to the start of the leave. |If
desired, the employee may continue group health, dental and life
insurance coverage provided that the employee pays the full cost of
such participation to the College at the beginning of each month.

Sick leave shall not be applicable during the period of parental
leave, except as eligible under the Family Medical Leave Act. Any
accumulated sick leave available at the commencement of the
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11.10

11.11

11.12

ARTICLE XIL.

leave, except as taken under the Family Medical Leave Act, shall be
available to the employee upon return to employment at the
College.

Non-precedential Effect of Leaves

Any leave of absence herein which by its terms is not mandatory,
may be within the sole discretion of the College President or the
appropriate administrator. The granting or denial of such leave shall
be non-precedential with respect to any other application for such
leave, provided such granting or denial shall not be based upon any
factor deemed discriminatory herein.

Unemployment Compensation

As a condition precedent to all leaves of absence, each employee
agrees to waive any claim of whatsoever nature for unemployment
compensation during the period of such leave.

Family Medical Leave Act

During the time period that an employee is eligible for benefits under
the Family Medical Leave Act, group health, dental, life and
accidental death and dismemberment insurance benefits shall be
maintained under the same conditions as if the employee were
actively employed.

INSURANCE PROGRAMS

12.1

12.2

12.3

Eligibility

A regular full-time employee or regular part-time employee working
thirty (30) or more hours a week is enfitted to participate in the
College medical insurance program subject to an initial waiting
period of thirty (30) calendar days after becoming eligible to so
participate. This eligibility terminates on the last day of employment
with the College, subject to the extended health insurance coverage
of COBRA.

Life

The Board shall provide group term life insurance equal to two (2)
times the annual salary, rounded off to the next $1,000 for each
eligible employee, but not to exceed $120,000.

Accidental Death and Dismemberment

The Board shall provide accidental death and dismemberment
insurance equal to two (2) times the annual salary, rounded off to the
next $1,000 for each eligible employee, but not to exceed $120,000.
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12.4

12.5

12.6

Health/Major Medical

The Board shall contribute the 80% toward the employee premium.
Future increases in the Board contribution for either the PPO or the
HMO medical insurance coverage shall be based on the premium
increase to the HMO coverage. The Board shall assume eighty
percent (80%) of the HMO premium increase and the employee shall
assume twenty percent (20%) of the HMO premium increase. The
Board contribution to PPO insurance coverage will be the same dollar
amount as the Board contribution to the HMO insurance coverage.
An employee who selects PPO coverage will be responsible for any
additional premium increase above the Board contribution for the
plan of their choice, subject to the following paragraph.

In the event the premium contribution required by an employee
would exceed twenty percent (20%) of the premium cost for the
medical insurance coverage selected by the employee, the
premium contribution of the employee shall be limited to twenty
percent (20%) of the premium cost.

Future changes over the term of this Agreement to the PPO or HMO
insurance coverage shall be in accordance with Arficle 12.9,
Insurance Committee, of this Agreement.

Dental
The Board shall pay the full premium for dental insurance for each
eligible employee.

Short-Term Disability

After the expiration of all accrued sick and vacation time, or seven
(7) calendar days, whichever is greater, an employee is eligible for
illness or disability coverage at no additional cost. Benefit payments
shall equal approximately sixty percent (60%) of the normal weekly
salary up to a moaximum payment of forty-five hundred dollars
($4,500) per month. The benefit period shall extend for a maximum of
twenty-six (26) weeks from inception of the illness or disability.
Appropriate medical certifications of disability will be required by the
insurance carrier.

During the period of time an employee is receiving short-term
disability, the College will continue to provide, at no additional cost to
the employee, his/her medical and dental insurance. Dependent
coverage, while the employee is on short-term disability, will be paid
by the College in the same proportion as if the employee were
actively at work. The employee will sfill be responsible for paying
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12.7

12.8

12.9

12.10

12.11

12.12

his/her share of dependent insurance coverage on a timely basis to
the College.

Long-Term Disability

The Board shall pay the premium to provide a monthly benefit of sixty
percent (60%) of salary, not to exceed forty-five hundred dollars
($4,500) per month for long-term disability insurance for eligible
employees.

Nature of Benefits

The nature of the benefits shall be governed by the terms of the
applicable group policy and the rules and regulations of the carrier.
If an employee elects any dependent coverage, all premiums due
which are not covered by the Board shall be deducted from the
paycheck of the employee.

Insurance Committee

The health/major medical and dental insurance shall be no less
comprehensive than that which prevailed during the 2002 plan year,
provided that such coverage may be altered after an evaluation of
the coverage by a committee composed of recognized or
established employee groups at the College. The Union may appoint
one employee to represent the Union as licison to the committee.

Fiscal Year
As used in this Arficle (Article XII only, the term "plan year" shall mean
the twelve (12) calendar months commencing January 1.

Salary Reduction Program

The Board shall make available to members an IRS Section 125 salary
reduction program for insurance premiums, and eligible non-
reimbursed medical and dependent care expenses. The maximum
reimbursement for non-reimbursed medical expenses shall be twenty-
five hundred dollars ($2,500) and the maximum reimbursement for
non-reimbursed dependent care shall be five thousand dollars
($5,000).

Workers' Compensation

In accordance with the Workers' Compensation Act, an employee
who is injured during working hours at Harper College and who meets
the provisions of the Act is eligible to receive payment for medical
expenses and partial salary compensation.  An employee who is
injured at the College during working hours must immediately report
the accident to his/her supervisor and obtain immediate first aid from
the Health Services Department.
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12.13

12.14

12.15

If unable to perform normal duties, the employee must secure a
statement from his/her physician in order to become eligible to begin
receiving Workers' Compensation benefits. In order to continue
receiving Workers' Compensation benefits, the employee must
continue to provide the College with proper documentation from
his/her physician.

An employee receiving Workers' Compensation disability benefits
shall receive full pay for a work absence arising from an injury incurred
while in the course of employment without deduction from
accumulated sick leave, for the first thirty (30) calendar days of such
absence. The amount paid by the College shall be the difference
between the sums paid to the employee under the College Income
Protection Plan, State Universities Retirement System benefits, and/or
Workers' Compensation disability payments and the employee's full
regular wages. This amount will be paid in a lump sum at the end of
the thirty-day (30 day) period or the end of the disability, whichever
occurs first.

Permanent Disability

An employee who has exhausted accumulated sick leave and
confinues to be unable to perform his/her duties, whether or not
receiving Workers' Compensation, and whose illness or disability has
continued for one hundred twenty (120) or more workdays, whether
continuous or intermittent, may be determined by the Board of
Trustees as unavailable for employment, subject to any applicable
ADA accommodation obligations as determined by the College. If
the employee is able to return to work within one year, the provisions
of Article V, Section 5.6 concerning reinstatement shall apply.

Extended Medical/Dental Insurance

The Board shall provide a terminated employee the option to
purchase extended medical/dental insurance benefits in
accordance with federal legislation (COBRA), for his/herself, his/her
spouse and eligible dependents whose coverage would otherwise
have been terminated.

Summer Insurance Premiums

An employee eligible for medical insurance coverage who works
thirty (30) hours per week for at least forty (40) weeks per fiscal year
shall be eligible to receive the College medical insurance
conftribution during the time he/she is not scheduled to work during
the summer break.
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ARTICLE XIll. SALARY

13.1

13.2

13.3

13.4

13.5

13.6

Salary Ranges

The salary ranges for employees covered under this Agreement shall
be as set forth in Appendix "B" for 2012-2013, Appendix "C" for 2013-
2014, Appendix D for 2014-2015 and Appendix E for 2015-2016.

The salary ranges shall be increased by 5 percent (56%) for 2012-2013,
and 2 percent (2%) for each remaining year of this confract

Salary Adjustment for 2012-2013

The salary increase for 2012-2013 shall become effective with the first
full pay period in July 2012 for an employee hired prior to April 1, 2012
and shall be 3.0percent (3.0%) of base salary up to the maximum of
each employee's salary range.

Salary Adjustment for 2013-2014

The salary increase for 2013-2014 shall become effective with the first
full pay period in July 2013 for an employee hired prior to April 1,
2013and shall be CPI-U (range 2-5%) of base salary up to the
maximum of each employee's salary range.

Salary Adjustment for 2014-2015

The salary increase for 2014-2015 shall become effective with the first
full pay period in July 2014 for an employee hired prior to April 1, 2014
and shall be CPI-U (range 2-5%) of base salary up to the maximum of
each employee's salary range.

Salary Adjustment for 2015-2016

The salary increase for 2015-2016 shall become effective with the first
full pay period in July 2015 for an employee hired prior to April 1, 2015
and shall be 3.0 percent (3.0%) of base salary up to the maximum of
each employee's salary range.

Professional Development Activities

If the following conditions are met, professional development
activities will be eligible for an increase to the base salary up to the
maximum of an employee’s salary range, upon successful
completion of his/her initial Infroductory Period. Official college
transcripts or certification documents must be submitted to the
Human Resources Department prior to final approval and for
inclusion in the employee’s personnel file. A salary adjustment for
an employee who works less than twelve (12) months per year or
less than five (5) days per week will be prorated in the same
proportion as his/her scheduled time worked bears to the normal
full-fime work schedule. These professional development activities
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13.7

13.8

must be pre-approved by the appropriate President’s Cabinet
member.

1. Master Degree Attainment: An employee who earns an
accredited master’s degree, while employed at Harper, in a
field related to his/her position and whose official HR job
description states a master’'s degree is preferred, shall receive
a $1,000 increase to their base salary.

2. Bachelor Degree Attainment. An employee who earns an
accredited bachelor's degree, while employed at Harper, in
a field related to his/her position and whose official HR job
description states a bachelor’'s degree is preferred, shall
receive a $450 increase to their base salary.

3. Certification Attainment: An employee who earns job
relevant certifications comparable to the attainment of a
bachelors degree (120 credit hours), while employed at
Harper, shall receive a $450 increase to their base salary.

The following calculations will be applied for a comparable
bachelor's degree:

a. Continuing Education course: approved continuing
education courses will equate to one-third (1/3) of the CEU
earned. [CEU earned/3 = credit hours earned]

b. Non-credit courses: approved non-credit courses will equate
to one (1) credit hour for each thirty (30) clock hours of
instruction. [clock or contact hours/30 = credit hours earned]

Promotion Increase

An employee selected for promotion, within the unit, to a position
with a higher salary range shall receive a minimum salary increase of
nine percent (9%) for a one salary level change. For a multiple salary
level change, an employee shall receive a minimum salary increase
of nine percent (9%) plus three percent (3%) for each salary level
change beyond the first level or the minimum of the new salary
range, whichever is greater.

Reclassification Increase

An employee selected for reclassification, within the unit, to a position
with a higher salary range shall receive a minimum salary increase of
nine percent (9%) for a one salary level change. For a multiple salary
level change, an employee shall receive a minimum salary increase

29



13.9

of nine percent (9%) plus three percent (3%) for each salary level
change beyond the first level or the minimum of the new salary
range, whichever is greater. Any reclassification salary increase will
be retroactive to January 1 of the current fiscal year. Employees
receiving a reclassification increase will not be eligible for a general
increase within the same year.

Reclassification Procedure

If an employee feels that his/her job classification may no longer be
correct due to significant changes in the job duties and/or
responsibilities of the position, the employee may obtain a position
classification  study from the Human Resources Department,
complete it and submit the request to his/her immediate supervisor.
The written request shall include the reason(s) for the job evaluation
study and detail the significant changes in the job duties and/or
responsibilities.

The immediate supervisor shall review the request and forward it to
the department dean/director who shall review the request and
respond to the employee within twenty (20) working days.

If the dean/director agrees with the changes in the job duties and
responsibilities of the position, he/she shall forward a request, no later
than November 1, to the Human Resources Department for a job
description questionnaire for the employee to complete.

If the immediate supervisor or the dean/director does not agree with
the changes in the job duties and responsibilities of the position, the
employee has the opftion to review the request with the next level of
supervision and receive an answer finalizing the job duties and
responsibilities within ten (10) working days.

The two (2) completed forms shall be returned to the immediate
supervisor and he/she shall review the responses to determine that
the responses accurately represent the duties and responsibilities of
the position and forward the forms to the department dean/director
for review. Any discrepancies shall be reviewed with the employee,
corrected, and agreed to prior to forwarding the completed forms to
the Human Resources Department for evaluation. The completed
forms must be received by the Human Resources Department
between January 15 and February 15 of each year.

Based on the results of the evaluation, a determination will be made
as to whether there have been significant changes in job duties
and/or responsibilities to result in a change in level. The result of the
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13.11

evaluation will be sent to the dean/director by March 15 for
discussion with the employee.

Should the employee disagree with the evaluation decision, the
employee may appeal the decision and submit his/her rationale for
the appeal to a review panel consisting of two (2) administrators
appointed by the College President aond two (2)
professional/technical employees appointed by the Union. The
appeal must be received by the Human Resources Department by

April 1. The panel shall review the evaluation and issue a final
decision by May 1. The decision of the panel shall be non-
precedential.

Job Classification Elimination/Merger
The Board shall nofify and discuss with the Union the effects of the
elimination or merger of any job classification under this Agreement.

Account Executive

In accordance with the 2006-2010 negotiations discussions
concerning the self-funded positions of Account Executive— Harper
College for Business, the infroductory period) period may be
extended under Article 5.4 for an additional six (6) months to twelve
(12) months. However, employees may use paid time off (vacation
and personal business days) after the first six month period.

Pre-determined sales goals will be the primary factor in measuring
successful employee performance in these positions. Individual
performance against these pre-determined goals will be reviewed on
a quarterly basis. Additionally, the disciplinary sequence may be
shortened if the employee does not meet the pre-determined sales
goals or it may be reasonably determined by the College that the
sales goals for a quarter or the year will not be met.

Furthermore, it is agreed that any incentive compensation program
for the Account Executive position, above the negotiated salary
increase, shall not be a subject of collective bargaining.

ARTICLE XIV. PROFESSIONAL EXPENSE BENEFITS

14.1

Tuition and Other Professional Expenses

A regular employee who works thirty (30) or more hours a week shall
be dallowed a professional expense benefit not to exceed on
thousand fifty ($1050) for 2012/2013 and 2013/2014, one thousand
seventy five ($1075) for 2014/2015, and one thousand one hundred
($1100) for 2015/2016 for qualified expenses as follows:
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Tuition. An employee shall receive reimbursement for
educational courses taken outside of the College and for other
approved educational expenses for professional development
activities approved in advance by the appropriate Executive
Council member or designee. All payments will be made upon
submission of the appropriate reimbursement form and
evidence indicating successful completion of the educational
activity. When approved study is available only at institutions
where tuition rates exceed the limit, supplemental grants may
be made if specifically authorized by the appropriate
Executive Council member or designee. Any such approval
shall be non-precedential.

An employee may assign up to one hundred percent (100%) of
his/her tuition/professional expense benefit to another
professional/technical employee for approved items A through
F of Arficle 14.1, Section 2. The assignment must be in writing
and pre-approved by the appropriate Executive Council
member or designee. The aggregation from one or more
employees shall not exceed a total of $1,500 per fiscal year.
Any such approval shall be non-precedential.

Other Professional Expenses. Professional expenses may also
be used for the following:

A. Membership fees and incidental expenses related to
professional  organizations as approved by the
immediate supervisor and the appropriate. Executive
Council member or designee.

B. Subscriptions  to  professional journals, books and
periodicals.

C. Licensing fees and certification fees for associations and
agencies.

D. Registration and laboratory fees for  courses,

conferences, conventions and seminars.

E. Travel to approved meetings and conferences, exclusive
of any supplemental ftravel funds institutionally
budgeted. An employee shall be eligible to request a
travel advance in accordance with the procedure as
established in the Administrative Services Procedure
Manual.
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F. Typing and printing costs of thesis or dissertation, if an
advanced degree is required or preferred by the
employees' position description.

3. Part-Time Employee Tuition/Professional Expense

A regular part-time employee who has been employed for at
least one (1) year and is scheduled to work between 19-29
hours per week, may apply for up to $350 during the fiscal year
for reimbursement of fuition and/or professional expense
benefits A through F. The normal application procedure for
tuition reimbursement shall be followed. Total expenditures for
all eligible employees per year shall not exceed $4000 for FY13
and FY14, $4500 for FY15, and $5000 for FY16. A part-time
employee may aggregate up to $150 in funds from full-time
professional/technical employees for approved items A
through F. The total benefit including aggregation from one or
more employees shall not exceed a total of $500 per fiscal
year. The aggregation must be in writing and pre-approved by
the appropriate President’s Cabinet member.

All disbursements for professional expense benefits must be work
related, pre-approved by the employee's immediate dean/director
and supported by appropriate evidence of payment. Pre-approvals
for professional expenses must be completed by May 31. All
vouchers for expenses incurred during the fiscal year must be
submitted by May 31, except for pre-approved professional expenses
incurred in June. Professional expenses incurred in June may be
allotted to the following year.

Tuition Waiver

Each regular employee who works thirty (30) or more hours a week,
their spouse and dependent child twenty-four (24) years of age and
under shall have the right to enroll in credit courses offered at the
College without tuition charge.

Each regular part-time employee who works nineteen (19) hours a
week or more, but less than thirty (30) hours a week will have the right
to enroll in two (2) course offerings each semester. This benefit is
limited to the employee only.

The participation of such employee in any continuing education

offering shall be at 100% waiver. Dependent child participation in
INZONE program shall be eligible for an 80% tuition waiver.
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ARTICLE XV.

All customary laboratory or additional fees will be paid by the
employee or member of the family.

Courses may be taken before or after normal working hours.
However, employees may be dllowed to take a course offered
during their lunch period with the prior approval of their supervisor. If
additional time beyond the lunch period is required to attend the
course, such time must be made up that same day.

RETIREMENT

15.1

15.2

153

Tax-Sheltered Annuity

Voluntary employee salary reductions for Internal Revenue Code
Section 403(b) tax-sheltered annuities and 457 (b) deferred
compensation shall be available to all employees covered by this
Agreement. Contracts shall be arranged individually through the
Office of the Executive Vice President of Financial and
Administrative Services or designee, subject to reasonable
regulation by the Board.

Board Payment to Retirement System (SURS)

The Board shall deduct from the salary of each eligible employee a
sum equal to the required retirement contribution, each pay period,
to be paid to the lllinois State Universities Retirement System, for the
retirement account of such employee.

Retirement Benefit

During the term of this agreement, an employee with fifteen (15) or
more years of service as defined in Section 15.4 of this Agreement,
who gives notice of retrement at least twenty four months prior to
retrement, shall not be subject to the salary range cap provision for
the last two fiscal years of employment, unless the employee’s annual
earnings increases for either of the two previous fiscal years prior to
the employee’s retirement notice exceeds the SURS “Six-percent (6%)
Limit"” in any of the previous two fiscal years prior to providing notice.
For the employee’s final two fiscal years of employment, the
employee will receive the percentage salary increase provided in
salary Arficle 13.2, 13.3, added to their base salary. At the time of
notice, employees will be required to meet with Human Resources to
assess future assignments and their impact on earnings to ensure that
the employee’s earnings for the final two fiscal years do not result in a
SURS penalty payment. Employees who do not meet these
requirements will not be eligible for the full benefit.

An employee with fifteen (15) or more years of service as defined in
Section 15.4 of this Agreement, who gives notice of retirement at least
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twelve months prior to retirement, shall not be subject to the salary
range cap provision for the last fiscal year of employment, unless the
employee's annual earnings increases for any of the three previous
fiscal years prior to the employee’s retrement notice exceeds the
SURS “Six-percent (6%) Limit" in any of the previous three fiscal years
prior to providing nofice. For the employee’s final fiscal year of
employment, the employee wil receive the percentage salary
increase provided in salary Article 13.2, 13.3, added to their base
salary. At the fime of notice, employees will be required to meet with
Human Resources to assess future assignments and their impact on
earnings to ensure that the employee’s earnings for the final fiscal
year does not result in a SURS penalty payment. Employees who do
not meet these requirements will not be eligible for the full benefit.

Retirement Group Health Insurance

An employee who retires under the State Universities Retirement
System during the term of this 2012-2016 Agreement, and who has
been employed by the College for the preceding ten (10) years on a
regular basis, and who has been in pay status for at least 1250 hours
per year for each of the ten years, shall receive a Board contribution
equal to the prevailing rate for Harper employee HMO coverage for
medical and dental insurance for five (5) years to be used toward the
cost of individual retiree medical/dental coverage under the College
Insurance Program offered by Central Management Services or other
comparable coverage. In order to receive this conftribution, the
retiree must change coverage to the Community College Insurance
Program or other comparable coverage and submit their written
irevocable intent to retfire notice no later than July 1, 2014 with a
retrement date no later than the last day of the current collective-
bargaining agreement. The College contribution will terminate after
five (5) years or when the refiree becomes eligible for Medicare or
Medicaid benefits, whichever occurs first.

* Unless the employee’s annual earnings increases for either of the
two previous fiscal years prior to the employee’s retirement notice
exceeds the SURS “Six-percent (6%) Limit"” in any of the previous two
fiscal years prior to providing notice. At the fime of notfice, employees
will be required to meet with Human Resources to assess future
assignments and their impact on earnings to ensure that the
employee's earnings for the final two fiscal years do not result in @
SURS penalty payment. Employees who do not meet these
requirements will not be eligible for the benefit and retirement notice
may be rescinded.
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This post-employment benefit program will sunset on June 30, 2016
with the expiration of the current collective-bargaining agreement.

15.5 Retiree Tuition Waiver
An employee who retires from Harper College and is receiving
retrement benefits from the State Universities Retirement System shall
be eligible to enroll himself/herself in credit and continuing education
offerings under the current tuition waiver policy adopted by the
Board of Trustees.

ARTICLE XVI. PRECEDENCE OF AGREEMENT

If there is any conflict between the written terms of this Agreement and written
Board policies or written Board rules and regulation which from time to time may
be in effect, the written terms of this Agreement shall be confrolling.

If any provision or amendment of this Agreement is or shall at any time be contrary
to or unauthorized by law, then such provision shall not be applicable, except to
the extent permitted by law. In such case all other provisions of this Agreement
shall remain in effect.

The terms and conditions set forth in this Agreement represent the full and
complete understanding and commitments between the parties thereto. The
terms and conditions may be altered, changed, added to, deleted from, or
modified only through voluntary, mutual consent of the parties in a written
amendment executed according to the provisions of this Agreement.

ARTICLE XVIIl. TERM OF AGREEMENT

This Agreement shall be effective on the date of its execution or as otherwise
specifically indicated and shall continue in effect through midnight of June 30,
2016.

Agreed to, signed and entered info this _18  day of July 2012

BOARD OF TRUSTEES PR% IONAL/TECHNICAL UNION
,a{_( )ﬁzWWS/ Law o & v/ ///Z ------ —
Diane Hill David Richmond, Vice President,
Chair Local 1600

A gt Lttt 'm;z/umz,«/t”ifif%mw)?f "JWW -
Walt Mundt C . Margor"e’r Sedano,

Secretary President, Pro/Tech Union
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APPENDIX "A"
Level Position Title

Level Position Title

E2
E2
E5
E2
El
E3
E4
E1l
El
E1l
E2
E2
El
E2
E3
E2
NE 8
E2
E2
E2
E2
E5
E4
E2
El
E3
E4
E4
E2
E2
E2
E4
E5
E4
E2
E3
E3
E2
E4
E1-5
E2
E2
E2

ACADEMIC RESEARCH ANALYST
ACCOMMODATION & TRANSITION SPECIALIST
ACCOUNT EXECUTIVE

ADM OUTR INFORMATION ANALYST
ADMISSIONS & TESTING ANALYST

ADMISSIONS ASSOCIATE

ADULT & PROFESSIONAL CAREER COACH

AED ASMNT & RES SPECIALIST

AED ASMNT & RES SPECIALIST/NN LIT

AED BILINGUAL STU SERV SPECIALIST

AED GRAND FUND COORD & ASSMT SPECIALIST
AED GRANT FUND COORD & RECRUIT SPECIALIST
AED NONLIT ASSM/REG SPECIALIST

AED STUDENT ADVISOR

AED TRANSITION COORDINATOR

AREA TUTOR COORDINATOR, MTH/SCI
ASSISTIVE TECHNOLOGY SPECIALIST
ATHLETIC TRAINER

BIOLOGY LABORATORY COORDINATOR
BIOLOGY LABORATORY TECHNICIAN

BUSINESS INFORMATION ANALYST II

BUSINESS INFORMATION ANALYST V

CE COMPUTER TRAINING COORDINATOR

CE MARKETING SPECIALIST

CE SPECIALIST

CE TECHNOLOGY SYSTEMS SPECIALIST

CE YOUTH PROGRAM COORDINATOR

CHEM HYGIENE OFFICER

CHEMISTRY LAB TECHNICIAN

COLLEGE NURSE

COMMUNITY ACTIVITIES COORD/ATHL PROG ASST
COORDINATOR, CE HEALTH & HUMAN SVCS
COORDINATOR, MEDIA PRODUCTIONS
COORDINATOR, MUSIC ACADEMY
CREDENTIALS ANALYST

CURRICULUM CONTENT GRAPHIC
CURRICULUM INTEGRATION SPECIALIST

DATA RESEARCH ANALYST

DATABASE ADMINISTRATOR

DESKTOP INTEGRATION ANALYST

ENGL TUTOR COORD/WRITING CTR SPECIALIST
ESL & INTL STUDENT ADVISOR

ESL & LINGUISTICS CALL LAB & RESOURCES COORD

E3
E2
E2
E2
E3
E2
E2
E2
El
E3
E3
E4
El
NE 8
NE 8
NE 8
E2
E2
E2
E2
E2
E4
E3
E5
E3
E2
E6
E2
El
E4
E2
E1
E2
E2
E4
E2
E5
E4
E1l
E2
E2

NOTE: E = exempt position;N = non-exempt position.
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ESL REG & TESTING COORDINATOR

FACULTY TRAINING & DEVELOPMENT SPECIALIST
GRAPHIC DESIGNER

INSTRUCTIONAL ASSISTANT

INSTRUCTIONAL DESIGN SPECIALIST
INSTRUCTIONAL MEDIA PRODUCER
INSTRUCTIONAL PROGRAM SPECIALIST
INSTRUCTIONAL SPECIALIST

INSTRUCTOR SERVICES SPECIALIST
INTERNATIONAL STUDENT COORDINATOR
INTERPRETER COORDINATOR

INVENTORY & LOGISTIC SPECIALIST

JOB DEVELOPMENT SPECIALIST

LAB ASSISTANT, FASHION DESIGN

LAB ASSISTANT, GRAPHIC ARTS

LAB ASSISTANT, MAINTENANCE PROGRAM

LAB ASSISTANT, NURSING

LAB ASSISTANT, PRACTICAL NURS (CNA/LN)
LAB ASSISTANT, PROGRAM MICROS

LAB ASSISTANT, REFRIGERATION/AIR CONDITNG
LAB TECHNICIAN, PHYSICAL SCIENCES

LOCAL AREA NETWORK SPECIALIST

NETWORK ANALYST I

NETWORK AND VOIP SPECIALIST

NETWORK SPECIALIST

NEW STUDENT SPECIALIST

NURSE PRACTITIONER

OPERATIONS ANALYST

OPERATIONS SPECIALIST

ORACLE DBA, SYSTEM INTEGRATION SPECIALIST
PROGRAM LAB TECHNICIAN, PHYSICAL SCIENCE
PROGRAM LEADER

PROGRAM SPECIALIST, COMMUNITY OUTREACH
PROGRAM SPECIALIST, GRANT WRITER
PROGRAMMER/ANALYST
PROGRAMMER/ANALYST II
PROGRAMMER/ANALYST V

PROJECT MANAGER

RECRUITING SPECIALIST

REGISTERED NURSE

RESEARCH ANALYST



APPENDIX "A" (continued)

Level Position Title

E5
E2
E4
E6
E2
E3
E3
E5
E5
E6
E5
E2
E2
E3
E3
E2
E2
E3
E3
E4
E2
E2
NE 9
E5
El
E4
E2

SALES CONSULTANT

SCHEDULING & CURRICULUM SPECIALIST
SIMULATION COORDINATOR

SQL SERVER DBA

SR.EVENT PLANNER

SR. GRAPHIC DESIGNER/PRODUCTION SPECIALIST
SR. GRAPHIC DESIGNER/WEB & MEDIA
SR. LOCAL AREA NETWORK SPECIALIST
SR. NETWORK SPECIALIST

SR.NETWORK VOIP SPECIALIST

SR. PROJECT MANAGER

SR. RECRUITING SPECIALIST

STAFF INTERPRETER

STRATEGIC MARKETING SPECIALIST
STUDENT ACTIVITIES COORDINATOR
STUDENT DEVELOPMENT SPECIALIST
SUPERVISOR, CIRCULATION

TECHNICAL INSTALL SPECIALIST II
TECHNICAL INSTALL SYSTEMS SPECIALIST
TECHNICAL TRAINING COORDINATOR
THEATRE TECHNICAL DIRECTOR
TRANSFER INFORMATION SPECIALIST
TUTOR

WEB DEVELOPER, LEAD

WOMEN'S PROG INFO SPECIALIST
WORKFORCE CAREER COORDINATOR
WRITING CENTER SPECIALIST

NOTE: E = exempt position;N = non-exempt position.
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Level Minimum
8 33,990
17.43

9 36,709
18.83

Level Minimum
1 40,173
20.63

2 43,788
22.46

3 47,729

24 .48

4 52,024
26.68

5 56,706
29.08

6 61,810
31.70

APPENDIX "B"
Pro/Tech - Non-Exempt
Salary Ranges2012-2016

Midpoint

42,150
21.62

45,522
23.34

Pro/Tech - Exempt
Salary Ranges 2012-2013

Midpoint

50,216
25.75

54,735
28.07

59,661
30.60

65,030
33.35

70,883
36.35

77,262
39.62

39

Maximum

50,310
25.80

54,335
27.86

Maximum

62,770
32.19

68,419
35.09

74,576
38.24

81,288
41.69

88,604
45.44

96,578
49.53



Level Minimum
8 34,670
17.78

9 37,443
19.20

Level Minimum
1 40,976
21.01

2 44,664
22.90

3 48,684
2497

4 53,066

27 .21

5 57,842
29.66

6 63,047
32.33

APPENDIX "C"
Pro/Tech - Non-Exempt
Salary Ranges 2013-2014

Midpoint

42,993
22.05

46,432
23.81

Pro/Tech - Exempt
Salary Ranges 2013-2014

Midpoint

51,220
26.27

55,830
28.63

60,855
31.21

66,332
34.02

72,302
37.08

78.809
40.41

40

Maximum

51,316
26.32

55,421
28.42

Maximum

64,025
32.83

69.788
35.79

76,069
39.01

82,915
42.52

90,378
46.35

98,511
50.52



Level Minimum
8 35,363
18.13

9 38,192
19.59

Level Minimum
1 41,795
21.43

2 45,557
23.36

3 49,657
25.47

4 54,126
27.76

5 58,997
30.25

6 64,306
32.98

APPENDIX "D"
Pro/Tech - Non-Exempt
Salary Ranges 2014-2015
Midpoint

43,853
22.49

47,361
24.29

Pro/Tech - Exempt
Salary Ranges 2014-2015

Midpoint

52,244
26.79

56,946
29.20

62,071
31.83

67.657
34.70

73,746
37.82

80,383
41.22

41

Maximum

52,343
26.84

56,530
28.99

Maximum

65,305
33.49

71,183
36.50

77,589
39.79

84,571
43.37

92,183
47.27

100,479
51.53



Level Minimum
8 36,070
18.50

9 38,956
19.98

Level Minimum
1 42,631
21.86

2 46,468
23.83

3 50,650
25.97

4 55,209
28.31

5 60,178
30.86

6 65,594
33.64

APPENDIX "E"
Pro/Tech - Non-Exempt
Salary Ranges 2015-2016
Midpoint

44,730
22.94

48,308
24.77

Pro/Tech - Exempt
Salary Ranges 2015-2016

Midpoint

53,289
27.33

58,085
29.79

63,313
32.47

69.011
35.39

75,222
38.58

81,992
42.05

42

Maximum

53,390
27.38

57,660
29.57

Maximum

66,611
34.16

72,606
37.23

79.141
4059

86,264
44,24

94,208
48.22

102,490
52.56



