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Preamble

AGREEMENT

This Agreement, effective August 1, 2005, is by and between the
President and Fellows of Harvard College (hereinafter called the
University) and the Harvard University Police Association (hereinafter
called the Association).

It is the desire of both the University and the Association to work
together to maintain mutually satisfactory conditions of employment
and in that undertaking to act in a way beneficial to the preservation of
harmonious relations. To this end the parties agree as follows:

ARTICLE 1

ARTICLE 2

2.1

2.2

EQuAL OPPORTUNITY

The parties actively affirm their intent and desire to
comply fully with their obligation under existing
applicable laws relating to discrimination on the basis
of race, color, religion, country of national origin, sex,
age, sexual orientation, disability or veteran status,
and hereby agree to incorporate these obligations as
part of this Agreement.

RECOGNITION OF THE ASSOCIATION

The University recognizes the Association as the
exclusive representative for purposes of collective
bargaining of all University employed Police Officers.
This Agreement does not apply to office personnel,
temporary or less than half time employees, persons
of higher rank, or students who may be employed at
the discretion of the University.

The University and the Association acknowledge that
the duties of an employee are determined and pre-
scribed by the Director of Police and Security and
Chief of Police (hereinafter called the Chief of Police)
or his/her designee. The duties shall be described in a
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ARTICLE 3

3.1

3.2

33

34

position description, which the University reserves the
right to change from time to time upon notification to
the Association.

The term employee when used herein shall refer to
any of the employees covered by this Agreement.

ASSOCIATION MEMBERSHIP

As a condition of employment, all employees who
were members of the Association on the execution
date of this Agreement shall remain members in good
standing for the term of this Agreement, and all
employees who shall after this date enter the bargain-
ing unit covered by this Agreement shall on and after
the thirteenth day following the beginning of their
employment become, and must remain, members of
the Association in good standing.

An employee shall be regarded as a member of the
Association in good standing if s/he shall have ten-
dered his/her regular dues within the time required by
the constitution of the Association.

The Association agrees that it will admit to member-
ship all employees who apply for membership.

The University agrees to keep the Association
informed of all employees added to or separated from
the bargaining unit as follows:

(a) Provide a list of all new employees, including the
date of employment and pay rate, prior to the start
date, to allow the Association to schedule time
during orientation and as requested, lists will be
provided, no more than once per quarter.

(b) Provide notice of termination within 30 days.



ARTICLE 4

4.1

4.2

ARTICLE 5

5.1

53

CHECKOFF

During the term of this Agreement the Association
shall have the exclusive right to the checkoff and
transmittal of Association dues on behalf of each
employee.

During the term of this Agreement the University
shall deduct, from the payroll of each week, the initia-
tion fee (if any), and the current regular weekly mem-
bership dues for that week from the wages of each
employee who individually and voluntarily authorizes
such deductions in writing in a form acceptable to the
University. The amount of the initiation fee and of
the regular monthly membership dues of each such
employee shall be certified in writing to the
University by the secretary and treasurer of the
Association. The University shall pay the amounts so
deducted each week to the Association as instructed
by the secretary and treasurer of the Association.
Checkoff shall commence within three weeks of the
time the University receives the authorization signed
by the employee.

WORK SCHEDULE

The normal work schedule shall be four consecutive
eight-hour work days followed by two consecutive
days off, except as otherwise provided in this
Agreement.

Overtime may be scheduled at any time on a reason-
able basis.

Payroll calculations are made on the basis of the week
beginning at 12:01 a.m. Sunday and ending with
11:59 p.m. on Saturday. The payroll day runs from
midnight to midnight.
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5.6

The 4 & 2 schedule may be discontinued for reason-
able cause at the request of either party upon 180 days
notice, in which case the normal workweek shall be
five days of eight hours work each.

As of the first Sunday in September of each calendar
year, the following regular tours of duty for officers
not assigned to flex positions shall be in effect:

NIGHTS — WATCH 1 11: PM - 7:00 AM

DAYS — WATCH 2 7:00 AM - 3:00 PM
EVENINGS - WATCH 3  3:00 PM - 11:00 PM
6 —2 WATCH 4 6:00 PM - 2:00 AM

The department shall undertake a yearly bid for
vacancies in the above hours of work/tour of duty.
These duty assignments shall be filled according to
seniority. The department shall conspicuously post a
list of all available hours of work/tour of duty there-
after on a yearly basis no later than August 15 of that
calendar year.

Whenever a vacancy occurs within the regular work
shifts (Days, Nights, Evenings, 6-2), the Chief may, if
s/he chooses to fill the vacancy, offer the vacancy to
volunteers within the shift. If there are no volunteers
within the shift, the vacancy shall be filled by the least
senior officer within the work shift.

A new police officer or an officer coming from a flex
position shall be placed within the regular work shifts
as determined by the Chief of Police.

The Chief of Police may establish such other work
shifts as s/he may from time to time determine to be
operationally necessary. To staff these shifts or tours,
Article 17 of the current collective bargaining agree-
ment will be used. If the shifts or tours are not filled
through the bid process, inverse seniority will be used
to fill the vacancies.



ARTICLE 6

6.1

6.2

6.3

ARTICLE 7

7.1

WAGES

The wage schedule for employees set forth below
reflects a 4% increase on August Ist in each of the
three years of this Agreement:

Current
Length of Service Hourly Rate | 08/01/05 | 08/01/06 | 08/01/07
08/01/04
Completed 24 mos 23.98 24.94 25.94 26.97
Completed 18 mos 22.19 23.08 24.00 24.96
Completed 12 mos 20.51 21.33 22.18 23.07
Completed 6 mos 18.72 19.47 20.25 21.06
Less Than 6 mos 17.00 17.68 18.39 19.12

An employee who substitutes for a Sergeant will be
Acting Sergeant and will receive his/her regular rate
plus 20% for the period worked. The Chief of Police,
or his/her designee, has sole responsibility for making
this assignment.

A newly hired employee may be placed at any rate in
the salary range, as determined by the Chief of Police,
based on prior education, experience, technical train-
ing or other such qualifications.

PrREMIUM PAY RATES

Time and one-half shall be paid for hours worked, as
authorized by appropriate supervisory personnel, in
excess of eight (8) in any one day or in excess of forty
(40) in any workweek without duplication. There will
be no pyramiding of holiday pay, overtime pay or pre-
mium pay. For the purposes of this Article, any inci-
dent which occurs on a work assignment and contin-
ues beyond the scheduled conclusion of the employ-
ee’s shift, will be considered a continuation of that
work assignment and the employee shall receive over-
time pay only for those hours actually worked.



7.2

7.3

7.4

7.5

7.6

If an employee works on his/her normal day off, s/he
will be paid time and one-half (double time if autho-
rized by the Chief of Police or his/her designee to
work, excluding details and court time on his/her sixth
day worked under a 4 & 2 schedule/seventh day
worked under a 5 & 2 schedule).

The Chief of Police, or his/her designee, will make
every effort to ensure that the employee is provided
with seven days notice of a change in the employee’s
regularly scheduled workweek, and that his/her days
off are not forfeited by the change.

A C.I.D. employee who is on call and assigned to
carry a beeper during an eight (8) hour shift will be
paid a flat rate of $15.00 for that shift if not called
into work. If the employee is called in, the employee
will be guaranteed a minimum of four (4) hours of
related work as determined by the shift supervisor at
the appropriate overtime rate.

If an employee is called in before the start of his/her
regularly scheduled shift for a period of less than two
(2) hours, s/he will receive the appropriate overtime
rate for only those hours worked. If an employee is
called in for more than a two-hour period before the
start of his/her regularly scheduled shift for the pur-
poses of departmental overtime, s/he will receive a
minimum of four (4) hours work or pay at the appro-
priate overtime rate in addition to pay for all hours
worked in his/her regular schedule at the appropriate
straight time rate. Such departmental overtime
opportunities shall be distributed as equitably as prac-
ticable over the life of the Agreement in accordance
with current departmental policy, which may change
from time to time.

In the application of the overtime provisions of the
Agreement, departmental overtime is defined as over-
time worked as a result of route coverage, communi-



7.7

7.8

ARTICLE 8

cations coverage, coverage for absence (paid or
unpaid) or as work resulting from the assignment of
additional police personnel as determined by the
Chief of Police or his/her designee. Such departmen-
tal overtime shall be paid as provided in section 7.1 of
this Article.

Paid details, for the purposes of this Agreement, are
work assignments which are outside departmental
overtime requirements and which are generally sched-
uled in advance and usually involve such assignments
as extra traffic duty, construction oversight, pre-
arranged escort, and pre-arranged University func-
tions as requested by local management and as
assigned by the Chief of Police where appropriate.
During the term of this Agreement, such detail rate
shall be paid at the rate of $37.70 per hour.

Paid details shall be distributed as equitably as practi-
cable.

If an employee is called in to work on his/her regular
days off, or if s/he is called back to work after s/he
has left the University grounds, s/he will be guaran-
teed a minimum of four (4) hours of work at the
appropriate overtime rate.

EDUCATIONAL ALLOWANCE

The University will award a lump sum pensionable
bonus in the first pay period in January in an amount
equivalent to the percentage of base pay as set forth
below to those employees on the active payroll who
provide acceptable evidence of the completion of the
following:



9.3

ARTICLE 10

10.1

Notwithstanding any other provision of this
Agreement, the normal workweek for employees
assigned and paid in accordance with this section
shall be five (5) consecutive days of eight-hours work
each.

For those employees who are regularly assigned to a
shift for which they receive a shift differential, shift
differential will be included in the computation of hol-
iday pay, vacation pay, accident pay, sick pay, and pay
for absence due to death in the immediate family.
Shift differential shall also be included in determining
an employee’s regular rate for purposes of computing
overtime and pension.

HoLiDAYS
Recognized holidays are as follows:

Independence Day

Labor Day

Thanksgiving Day

Christmas Day

New Year’s Day

Memorial Day

One Floating Holiday
For those employees whose normal work schedule is
five consecutive days in each workweek, the follow-
ing additional holidays are recognized:

Columbus Day
Veterans’ Day

Martin Luther King Day
Presidents’” Day
Patriots” Day

Employees assigned to a 5 & 2 work schedule who
wish to work on any of the holidays enumerated
above shall notify their supervisor a minimum of ten

11



10.2

10.3

10.4

10.5

(10) days prior to the date of the holiday they wish to
work. Such employee shall be assigned duties by the
Department, on their regularly scheduled shift, which
are consistent with operational needs.

An employee entitled to any of the above holidays
may elect, in lieu thereof, to schedule an additional
floating holiday in accordance with the procedure in
paragraph 11.6.

Legal holidays in Massachusetts which fall on a
Sunday are observed on the following Monday. For
all flex shift employees, a holiday shall be determined
to occur on the day that it is actually observed by the
University. Notwithstanding the above, for those
employees on a 4-2 schedule, Christmas shall be
determined to occur on December 25, New Year’s
Day on January 1 and Independence Day on July 4 of
each year.

Each employee shall receive straight time pay for the
number of hours in his/her regularly scheduled work-
ing day for each of these holidays. For employees on
leave of absence or on summer layoff, this provision
does not apply to holidays falling within such periods.
It does not apply to unexcused absence on a holiday,
which would result in forfeiture of pay.

An employee who works on any of the above holidays
will receive time and one-half (1-1/2) his/her straight
time rate for each hour of regularly scheduled work
and two times his/her straight time rate for each hour
of detail work. In addition, s/he will receive pay as
provided in paragraph 9.3.

12



ARTICLE 11 VACATIONS

11.1

11.2

11.3

11.4

Vacation Accrual:

Continuous Service Monthly Maximum Bonus

Requirements Accrual Rate Accrual Days Days
per Fiscal Year

<5 yrs service 1.25 days 15 days N/A

>=5 years service 1.66 days 20 days N/A

At 15 yrs service 1.66 days 20 days 5 days

At 20 yrs service 1.66 days 20 days 5 days

Completed 25th year 1.66 days 20 days 20 days

and every 5 years

thereafter

Vacation pay is calculated based on the employee’s
regular pay rate. Employees leaving the University
will be compensated for their accrued and unused
vacation.

Employees may accumulate the maximum accrual
days for one year at any given time. Any other vaca-
tion time must be used, except that an employee may
ask his/her immediate supervisor for special consider-
ation to carry additional days into another year when
planning a longer vacation. Those employees with
ten or more years of service may carry over five days
a year for a five year period not to exceed 25 days.

Bonus Vacation Days will be awarded as follows:

Employees who have completed 15 years of service
will be awarded 5 bonus vacation days. Employees
who have completed 20 years of service will also be
awarded 5 bonus vacation days.

At 25 years and every five years thereafter, employees
will be awarded 20 bonus vacation days. Bonus vaca-
tion days may be banked in addition to the maximum
accrued vacation and must be used within the five
years following the award or they will be forfeited.

If an employee is absent due to a short term disability,
vacation is accrued only for the first six months dur-

13



11.5

ARTICLE 12

12.1

ing such absence. Vacation is accrued for the first
twelve months only during an absence due to a
University work related injury.

Within the limitations outlined below, time off
requests will be granted within a regularly assigned
work shift.

Subject to departmental requirements, employees may
request one week or greater blocks of days off sixty
days prior to the start of the requested time off.
Supervisors will grant requests by seniority no sooner
than sixty days prior to the start of the requested time
off.

Individual day(s) off (less than a week block) may be
requested at any time. Employees with requests
between 30 and 59 days prior to the individual day(s)
off will be considered by seniority first. Time off will
be granted thirty days prior to the start of the individ-
ual day(s) off. Individual days off requested within a
thirty day period will be given on a first request first
granted basis.

ACCIDENT PAYy
Definitions

a. Average Weekly Wage is defined under Mass.
General Laws Chapter 152, and is based on actual
earnings in the previous 52 calendar weeks imme-
diately preceding the date of injury; the total earn-
ings for this period is divided by 52 weeks to cal-
culate the average weekly wage.

b. Regular Weekly Base Pay is defined as 40 hours
times the applicable hourly wage rate.

14



12.2

12.3

12.4

12.5

c. Regular Weekly Net Pay is defined as the regular
weekly base pay minus federal and state with-
holding, FICA, and FICA HI.

d. Workers’ Compensation Statutory Benefit is
defined as 60% of the average weekly wage and
commences after 5 days of disability. The benefit
is non-taxable income and will not be reflected on
subsequent W-2 forms.

e. Harvard University Supplement is defined as any
compensation above and beyond the statutory
benefit provided to the employee during a period
of disability related to a work-related injury.

An employee injured in the course of his employment
will be required to provide medical evidence of dis-
ability acceptable to the University before receipt of
Workers’ Compensation statutory benefits or the
Harvard University Supplement.

The employee will receive his/her regular weekly
base pay for the first week of disability. Thereafter,
the injured employee may receive a supplement if
his/her Workers’ Compensation statutory benefit is
less than 75% of the regular weekly net pay. Any
such supplement will be paid in an amount equal to at
least the weekly cost of health/dental/life/disability
insurance premiums and union dues.

The University reserves the right to require an
Independent Medical Exam and during the time
required for the Independent Medical Exam to be
completed, the terms of Sections 12.2 and 12.3 will

apply.

In the event that an employee is not totally disabled,
the University may offer him/her other available work
within the department that can be reasonably per-
formed by reason of fitness and ability, as defined by

15



ARTICLE 13

13.1

13.2

13.3

13.4

13.5

a licensed physician. An employee refusing such
work will forfeit any compensation as defined above.

PERSONAL ILLNESS OR INJURY

Each employee accrues full pay sick days at the rate
of one (1) day per month of completed service.

For purposes of calculation, an employee hired after
the first of the month will receive a pro-rated credit
towards sick pay for that particular month.

An employee may use up to twelve (12) paid sick
days per year for the care of ill dependents.

Accrued days that are not used in each fiscal year are
“banked” for future use up to a total of 40 working
days.

An employee who is on sick leave when a holiday
occurs will be paid for the holiday and the day will
not be charged to his/her sick pay allowance.

An employee who is on Short Term Disability when a
holiday occurs will be paid at the STD rate and the
holiday will not accrue for use at a later time.

In cases of absence from work when an employee suf-
fers an injury for which compensation is, or has been,
provided under the Workers’ Compensation Act, the
employee is not entitled to Short Term Disability or
sick pay under the University Sick Pay Plan.

Reasonable proof of illness or injury may be required
as a condition for the payment of sick pay in cases of
extended absence or when circumstances indicate
possible abuse of sick pay.

Short Term Disability coverage is available, at no
cost, for any employee who provides evidence of dis-
ability resulting from a non-work-related illness or

16



13.6

injury. Additionally, any employee, who has been
denied Workers’ Compensation benefits with a find-
ing of disability that is unrelated to work, is eligible to
apply for Short Term Disability benefits. In order to
qualify for this benefit, the employee must be unable
to work in any capacity for two weeks. An applica-
tion for Short Term Disability and acceptable medical
documentation must be completed and received in the
Disability Claims Unit prior to receipt of benefits.
Once approved, salary is paid at 70% of the regular
weekly base pay (as defined in Article 12.1) for
employees with less than 7 years of benefits eligible
service at the University. Salary is paid at 100% of
regular weekly base pay for employees who have 7 or
more years of benefits eligible service at the
University.

Since employees with less than 7 years of service will
receive 70% of their regular weekly base pay, they
may, at their option, elect to use any number of previ-
ously banked sick days at 100% pay instead of STD.
However, use of such sick days will not extend the
Short Term Disability eligibility period. Employees
are eligible for a maximum of 26 weeks of Short Term
Disability within any 52-week period.

Employees who have elected the Long Term
Disability benefit should apply for those benefits if
the illness or injury will require an absence longer
than six months.

In the event the employee is not totally disabled the
University may offer the employee other available
work within the department which can be reasonably
performed by reason of fitness and ability as deter-
mined by a licensed physician. An employee refusing
such work will forfeit sick pay and short term disabili-
ty payments.

17



13.7

ARTICLE 14

14.1

14.2

14.3

The University shall provide employees with notifica-
tion that time away from work which is compensated
by Short Term Disability or sick pay, when applicable,
will be designated as Family and Medical Leave.

EXCUSED ABSENCES

Absences may be excused and regular wages either
completely or partially paid for the following events:

® Bereavement

® Voting

® Jury Duty/Court Appearance
® Military Reserve Duty

® [llness or Injury

An employee will be excused with pay for up to three
days for time necessarily lost from work due to a
death in the immediate family or household. For the
purpose of this policy, immediate family includes
spouse, child, stepchild, grandparents, parents, step-
parent, siblings, father- and mother-in-law, brother-
and sister-in-law, son- and daughter-in-law; and
household includes individuals regularly sharing the
employee’s residence.

An employee will be excused and receive his/her reg-
ular wage rate while serving on jury duty.

An employee not scheduled to work who is required
to attend one or more pre-approved and scheduled
civil or criminal trials or University court appearances
and who completes his/her court business in less than
four (4) hours will be paid time and one-half for four
(4) hours. If the employee’s appearance is required
for more than four hours he/she will be compensated
at the rate of time and one-half for the hours actually
worked. If the employee is a party to the action or
appears in court without pre-approved authorization,

18



14.4

14.5

14.6

he/she will be charged time off and said time off will
be charged to accrued vacation time, or the time may
be taken off without pay. The time off cannot be
charged to sick pay.

An employee who is required to participate in two
weeks of annual training as part of a military service
program will be paid the difference between his/her
regular wage rate and the pay s/he receives for the
reserve training. Time off for such training is not
charged to vacation time. The employee must submit
his/her military leave and earning statement as docu-
mentation to receive such pay.

Employees may be entitled to release time to vote.
An employee will be given time off with pay, if such
time off is necessary in order for him/her to vote.
Normally, such time off is not necessary because the
period of time the polls are open extends beyond most
normal work schedules.

Under the Massachusetts Small Necessities Leave
Act, eligible employees may use up to 24 hours of
unpaid leave during any 12-month period for any of
the following purposes:

(a) to participate in school activities directly related
to the educational advancement of the employee’s
son or daughter, such as parent-teacher confer-
ences or interviewing for a new school;

(b) to accompany a son or daughter to routine med-
ical or dental appointments;

(c) to accompany an elderly relative to routine med-
ical and dental appointments or appointments for
other professional services related to the elder’s
care, such as interviewing at nursing or group
homes.

19



ARTICLE 15

Definitions for the purposes of this section are as fol-
lows:

® elderly relative is an individual at least 60 years
old who is related by blood or marriage to the
employee;

® son or daughter is defined as a biological, adopt-
ed, or foster child, a stepchild, legal ward, or a
child of a person standing in loco parentis, who is
either under age 18 or older and incapable of self-
care because of mental or physical disability;

® eligible employee is one who has been employed
for at least twelve months and at least 1,250 hours
during the 12-month period immediately preced-
ing the leave.

Employees may elect to substitute any accrued vaca-
tion, personal time, or sick leave for unpaid leave
taken under this provision.

Employee must provide at least seven (7) days notice
of the leave or, if the need for leave is not foreseeable,
such notice as is practicable.

MATERNITY/PATERNITY LEAVE

A maternity/paternity leave of absence is available to
an employee who is becoming a parent of either a nat-
ural or an adopted child. A 13-week leave period is
provided for birth and adoptive mothers with assur-
ance of return to the same position. Additional leave,
up to one year’s total, will be considered if requested
by an employee. The maternity/paternity leave begins
with the birth and/or adoption of the child.
Notwithstanding the above, an employee who is med-
ically unable to perform her normal duties because of
pregnancy shall be eligible for a job protected sick
leave of absence of up to six months. If medically

20



ARTICLE 16

16.1

16.2

ARTICLE 17

17.1

necessary, such employee may be considered for an
additional leave of up to six (6) months. Maternity
Short Term Disability covers the routine convales-
cence period following childbirth. An 8-week pre-
sumed disability is covered without medical certifica-
tion. The waiting period is waived if a birth mother
works until the birth of the child.

Birth and adoptive parents, are entitled to take two
weeks (regular shift/regular weekly wages) paid
leave. S/he may additionally take time off using
accrued vacation time (if desired) and/or unpaid time.
The duration of the absence, not including vacation
time, is limited to the length of prior employment, up
to a maximum of one year.

An employee initiating foster care may take up to 12
weeks of leave. S/he may use accrued vacation time
to pay for all or part of the leave.

Return to work at a date prior to the leave’s expiration
date shall be discussed in advance with the supervisor
and may be arranged as staffing and workload permit.

CHOICE OF SHIFTS

Within a given hourly shift, work assignments will be
made by the Chief of Police or his/her designee.

Position vacancies will be posted on Department bul-
letin boards for at least seven consecutive days.
Postings will indicate the hours of work, days off, and
a brief description of duties.

SENIORITY

Seniority will be used to determine preference among
equally qualified employees when opportunities for
changes in shift occur. For this purpose seniority is

21



17.2

17.3

ARTICLE 18

18.1

18.2

understood to mean length of continuous service
while an employee of the bargaining unit. When two
or more persons enter the bargaining unit simultane-
ously, seniority among those hired will be determined
by length of service in the Police Department.

A master seniority list will be maintained in the
Personnel Office.

If the University should decide to lay off employees
or to recall employees from layoff, seniority shall
govern in all cases.

BENEFITS AND PERQUISITES

The Union agrees that the following will apply to its
members for the duration of this collective bargaining
agreement:

® All employees who began work at Harvard prior
to January 1, 1995, continue to be grandfathered
into the Retirement Income Plan for Hourly
Employees at Harvard University

® The University Staff and Hourly Pension Plan

® The health, dental, retiree medical, and life insur-
ance plans

®  Volume discounts

® Flexible spending accounts

Issues relating to the scope and application of the
plans will be determined solely by, and in accordance
with, the procedures established in the benefit plan
documents, as interpreted by the plan administrators.

Harvard reserves the right to amend the above cited
plans and the plan documents during the term of this
Agreement, provided, however, that no future sub-
stantive economic amendments made to the plans will
apply to the employees represented by the
Association.

22



18.3

18.4

ARTICLE 19

19.1

19.2

19.3

19.4

The University will provide at its own expense cover-
age for employees under the University’s
Comprehensive General Liability Policy.

Employees will be entitled to use the University ath-
letic facilities on the same basis as employees
University-wide.

UNIFORMS

The University will provide an annual uniform
allowance as follows:

FY2006 FY2007 FY2008
$685 $735 $785

The above-listed amounts include a $100 shoe
allowance and a $35 safety glasses allowance.

The University will pay for the cleaning expenses of
uniforms as follows:

FY2006 FY2007 FY2008
$550 $600 $650

Reimbursement shall be made on or before December
15th of each fiscal year and will be prorated for new
or terminated staff members.

The University will furnish the initial uniform and
equipment required by the University. The University
may require an employee to return all equipment upon
termination of employment.

The University will furnish a ballistic vest and initial
motorcycle, mountain bicycle and Rangemaster uni-
forms, as required and as determined by the Chief of
Police. Maintenance of motorcycle, mountain bicycle
and Rangemaster uniforms and equipment will be
provided for reasonable wear and tear usage.
Uniforms or equipment that are damaged or destroyed
(not normal wear and tear usage) in the course of duty
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ARTICLE 20

ARTICLE 21

ARTICLE 22

ARTICLE 23

23.1

will be either repaired or replaced. The University is
not responsible for damage due to negligence on the
part of the employee.

COPIES OF THE AGREEMENT

The University shall, at its expense, furnish a copy of
the new Collective Bargaining Agreement to each
employee within a reasonable time after the
Agreement is signed.

INSPECTION OF PERSONNEL FILE

Upon request, and with reasonable notice, an employ-
ee will be permitted to inspect his or her personnel
file, including his or her attendance record and record
of oral warnings concerning attendance.

FAMILY AND MEDICAL LEAVE ACT

The University shall respond to all requests for leave
to (I) care for a newborn, a newly adopted or newly
placed foster child, (II) care for a child, spouse, or
parent who has a serious health condition, (III) deal
with an employee’s own serious health condition, or
(IV) deal with any other condition covered by the
Family and Medical Leave Act of 1993, in a manner
consistent with the provisions of the Act.

DISCIPLINE AND DISCHARGE

An employee may be disciplined or discharged for
just cause only. An employee who has completed the
probationary period may grieve a disciplinary or dis-
charge action in accordance with the grievance and
arbitration provisions of this Agreement.
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ARTICLE 24

24.1

24.2

243

24.4

A new employee will be in a probationary period for
nine (9) months from date of employment, during
which his or her employment may be terminated at
the sole discretion of the University.

An employee who reasonably believes an interview
with a member of management may result in disci-
pline or discharge will, upon request either before or
during an interview, be permitted to have an
Association Representative present at the interview
and to have a reasonable time within which to arrange
such representation.

GRIEVANCE PROCEDURE

The purpose of this Article is to establish a procedure
for the settlement of grievances, which involve the
interpretation and application of a specific provision
of the Agreement. All such grievances will be han-
dled as provided in this Article.

No grievance shall be considered under the grievance
procedure unless it is presented as provided therein
within fifteen calendar days after the circumstances
giving rise to the grievance first occurred. A griev-
ance must be referred to the next step without unrea-
sonable delay or the grievance will be considered set-
tled on the basis of the last answer given. If a griev-
ance is settled at any of the following steps, it shall be
considered closed and shall not thereafter be subject
to the grievance procedure or to arbitration hereunder.

Step 1: The aggrieved employee, with or without the
Association Representative, shall first present the
grievance to the immediate supervisor. The Association
Representative may be present at this meeting.

Step 2: If the grievance is not settled in Step 1, it
shall be reduced to writing and signed by the aggriev-
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24.5

24.6

ARTICLE 25

25.1

ed employee or the aggrieved employee and the
Association Representative. The employee’s supervi-
sor shall add his/her answer in writing and send the
grievance to the Chief of Police or his designee.
Within one (1) week after receiving the written griev-
ance, the Chief shall confer with the Business
Representative of the Association, after which his/her
answer in writing shall be given.

Step 3: If the grievance is not settled in Step 2, it
may, at the written request of the aggrieved employee
or the aggrieved employee and the Association, be
considered at a meeting of the Director of Labor and
Employee Relations or his/her designee and the
Business Representative of the Association, or their
designated representatives, to be held within one (1)
week after receipt of such written request. The
Director of Labor and Employee Relations or his/her
designee shall give his/her answer in writing to the
Association’s Business Representative within two (2)
weeks of the meeting.

If the nature of the grievance is such that it cannot be
processed in Step 1 or Step 2, such grievance may be
initiated in Step 3 by written request setting forth the
grievance by the aggrieved employee or the aggrieved
employee and the Business Representative of the
Association to the Director of Labor and Employee
Relations or his/her designee to the Business
Representative of the Association. The procedure set
forth in the preceding paragraph will then be followed.

ARBITRATION

If a grievance involving the interpretation and appli-
cation of a specific provision of this Agreement has
not been settled after being fully processed through
the grievance procedure set forth in Article 24, then
either party may submit such grievance to arbitration
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252

25.3

254

by giving written notice thereof to the other party not
later than twenty-one calendar days after the comple-
tion of Step 3, or if the Director of Labor and
Employee Relations or his/her designee has not
answered the grievance within two (2) weeks as spec-
ified in paragraph 24.5. The grievance shall be con-
sidered as having been settled in Step 3 unless it is so
submitted to arbitration within such time limit. If
there is a question as to whether or not a grievance is
arbitrable, a separate hearing shall be held and a deci-
sion rendered on the question of arbitrability alone. If
it is decided that the question is arbitrable, then a sep-
arate hearing shall be held and a decision rendered on
the merits of the grievance.

The choice of the arbitrator shall be by agreement of
the parties. However, if such agreement has not been
reached within twenty-one calendar days after receipt
of a written request for arbitration, the grievance may
be sent to the American Arbitration Association for
the selection of an arbitrator in accordance with the
rules, then obtaining, of said Association applicable to
labor arbitrations. Any arbitration hereunder shall be
conducted in accordance with such rules, subject to
the provisions of this Agreement. The parties shall
share equally in the compensation and expenses of the
arbitrator. The award of the arbitrator on any griev-
ance properly submitted to him/her hereunder shall be
final and binding upon the parties.

Each grievance shall be separately processed in any
arbitration proceeding under this Article, unless other-
wise mutually agreed to by the parties.

There shall be no right to arbitration to obtain, and no
arbitrator shall have any power to award or determine
any change in, modification or alteration of, addition
to, or subtraction from, any of the terms of this
Agreement.
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ARTICLE 26

ARTICLE 27

ARTICLE 28

28.1

28.2

NoO STRIKES OR LOCKOUTS

During the life of this Agreement, there shall be no
strikes, walkouts, stoppages of work, sitdowns, slow-
downs, boycotts, picketing, or any other direct or indi-
rect interference with the University’s operations.
Any employee who violates this Article shall be sub-
ject to disciplinary action including discharge. The
University agrees that there shall be no lockouts dur-
ing the life of this Agreement.

JOINT LABOR MANAGEMENT COMMITTEE

The University and the Association have agreed to the
formation of a Joint Labor Management Committee
for the purpose of ongoing collaboration over the life
of the current Agreement. The standing Joint Labor
Management Committee shall be comprised of one
member from each community policing team and an
equal number of members representing the manage-
ment of the Police Department. The new committee
will convene as soon as practicable and will meet at
reasonable intervals.

PERSONAL LEAVE DAYS

Effective January 1 of each calendar year during the
life of the Agreement, each employee shall be granted
a total of four personal leave days subject to supervi-
sory approval. Because personal leave days do not
carry over from year to year, such days must be used
in each calendar year. Any days not used during such
period shall be forfeited.

Each employee on January 2nd of 2006, 2007 and
2008, shall be granted paid time off for four winter
recess days recognized by the University in addition
to the Christmas and New Year’s Day holidays.
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ARTICLE 29

ARTICLE 30

ARTICLE 31

Employees may take those days of personal time off
at another time consistent with the provisions of 28.1
above and prior to the subsequent winter recess.

TuUITION ASSISTANCE PLAN

Beginning with the effective date of this Agreement,
employees will be eligible for Harvard’s Tuition
Assistance Plan (TAP), which is available to exempt
administrative/professional employees, non-bargain-
ing unit, non-exempt employees, HUCTW employ-
ees, and faculty members. Information regarding eli-
gibility requirements is detailed in Appendix A.

LEGAL CONFLICTS

Should any federal or state law, or any court or
administrative order or ruling conflict with any provi-
sion of this Agreement, the provision so affected shall
be made to conform to the law, order or ruling, and
otherwise the Agreement shall continue in full force
and effect.

DURATION OF AGREEMENT

This Agreement shall be effective August 1, 2005, for
all purposes except as otherwise specifically provided,
and shall remain in force through July 31, 2008; and
shall also remain in force thereafter until the expira-
tion of thirty (30) days termination notice from either
the University or the Association, or until the execu-
tion of a successor agreement, whichever comes first.
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For the President and Fellows
of Harvard University

Francis D. Riley
Director of Police and Security
and Chief of Police

James A. LaBua
Deputy Director of Labor and
Employee Relations

Date

30

For the Harvard University
Police Association

John O’Kane
President

Martin Conway
International Brotherhood of
Police Officers



Appendix A

| -1- Tuition Assistance Plan (TAP) Eligibility Requirements |

HUCTW employees, HUPA employees, and faculty members and Retirees are eligible for the level
of benefits outlined in this grid.

General Eligibility

In order to receive tuition assistance benefits, in most cases, you must meet the following
requirements:

* Paid on a regular University payroll; and

¢ Regularly work a minimum of 17.5 hours or more per week.

The following additional factors can affect your eligibility:
¢ Length of Service
e Job-relatedness
¢ Harvard Courses
¢ NonHarvard Courses

Details follow as to how these factors may affect your TAP benefit.
Length of Service

Eligibility for Tuition Assistance Plan:

Length of benefit eligible service determines the number of credits that you are eligible for under the
Tuition Assistance Plan. Benefit eligible service is defined as service in a benefit eligible employee
class where the employee is regularly scheduled to work 17.5 hours or more per week.

Note: Certain unions require the employee to work more than 17.5 hours per week in order to
participate in the Tuition Assistance Plan.

The amount of time that you have worked affects how much tuition assistance you are eligible for:

Eligible Service Inside Harvard (TAP Fee) Outside Harvard
(Reimbursement)
Less than 1 year 4 credits per semester 75% Reimbursement for up to 8 credits

per semester

Maximum Reimbursement of $5,250
per calendar year

1-15 years 8 credits per semester 75% Reimbursement up to 8 credits per
semester

Maximum Reimbursement of $5,250
per calendar year

More than 15 years 8 credits per semester 75% Reimbursement for up to 8 credits
per semester

4 credits per semester are free
p Maximum Reimbursement of $5,250

per calendar year

Retirees: Age 55 with 10 or more 8 credits per semester Not Eligible

years of service at retirement Eligibility based on service and status

on date of retirement

Must receive approval signature 4 credits per semester are free (with
on Application Form from the more than 15 years of service at date of
Benefits Services Group retirement)
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\ -2- Tuition Assistance Plan (TAP) Eligibility Requirements

Courses Inside Harvard (TAP Fee)

Eligibility:
Must have at least three months of service i.e., must be employed by the following date:
« July 1% for fall attendance
* November 1% for spring attendance
e April 15 for summer course attendance
* If the course is outside the regular semester dates then you must be employed three
months prior to the first day of the class. The faculty of Arts and Sciences and the
Extension School waive the three-month waiting period for English as a Second language
courses.
* You may audit a course (which is normally taken for credit) and receive benefits under TAP.
¢ Generally, conferences, seminars and executive educational programs are generally not
eligible under TAP unless the program (within the School) participates in TAP.

Eligibility Detail: Undergraduate Graduate

Course is job related* Eligible — benefit is not taxable Eligible — benefit is not taxable

Course is non job related™ Eligible — benefit is not taxable Eligible — taxable by Massachusetts,
not taxable Federally if benefit does not
exceed $5250 in a calendar year

* Undergraduate courses taken towards a degree are considered job-related

Non- Harvard Courses (Reimbursement)

Taking a course outside Harvard requires you to pay for the course upfront and then submit your
paperwork for reimbursement following the completion of the course.

Eligibility:

Must meet general eligibility and the following:

Completed 6 months of eligible service prior to the start of the course

Graduate courses must be approved by supervisor

Course must be given by an accredited school

Course must be for college credit (Continuing Education Units and non-credit courses are

not covered by TAP)

* All courses must be job-related or in a degree program at the undergraduate level and are
not taxable

¢ Claim must be submitted to Crosby Benefits, P O Box 920445, Needham, MA 02492,
within sixty (60) days of course completion

e o o o

Eligibility Detail: Undergraduate Graduate

Grades Letter grade must be “C” or above Letter grade must be “B” or above
Course is job related* Eligible — benefit is not taxable Eligible — benefit is not taxable
Course is non job related* Not eligible Not eligible

* Undergraduate courses taken towards a degree are considered job-related

Limitations on Reimbursement

* No reimbursement will be given to staff members who terminate employment before the
completion of the course

* TAP consists of three academic semesters: fall, spring and summer. The start date of the
course will determine which semester the class falls under. Staff members attending schools
with a quarter system will be reimbursed for three out of four quarters

* Staff receiving an incomplete grade must notify Crosby Benefit Systems to make
arrangements for reimbursement upon successful completion of the course
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June 6, 2002

Ms. Laureen Donahue

President

Harvard University Police Association
1033 Massachusetts Avenue, 6th Floor
Cambridge, MA 02138

Dear Ms. Donahue:

This letter replaces the July 19, 1995, letter from Lianne C. Sullivan,
Assistant Director of Labor Relations, regarding Education
Equivalence Allowance and confirms our agreement reached during
the 1995 negotiations regarding educational incentives for members of
the bargaining unit.

An Education Equivalence Allowance equal to the amount awarded
for an Associates Degree set forth in agreement to the following
Officers on the active payroll as of August 1, 1995, who have com-
pleted 15 years of service as a Harvard University Police Officer and
who are not eligible for the Education Allowance above.

Leon Brathwaite
Alfred Burke
Phillip Murphy
Robert Osborne
James Sullivan

The following Officers will be eligible for the Educational Equivalence
Allowance when they have completed 15 years of service as a Harvard
University Police Officer provided they are not otherwise eligible for
the Educational Allowance above.

John Evans
Terence Johns
Peter McGaffigan

Sincerely,

James A. LaBua
Deputy Director,
Labor and Employee Relations
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July 19, 1995

Robert Kotowski

President

Harvard University Police Association
29 Garden Street

Cambridge, MA 02138

Dear Mr. Kotowski:

During 1995 negotiations considerable discussion took place
over the subject of public safety and police details. During the course
of those discussions the University raised the issue of the difficulty of
building consensus around public safety issues and the decentralized
nature of the University.

The Association expressed concern over consistency in
assigning Police Officers where obvious public safety issues surface.

The University agreed to take necessary steps to promote an
understanding of the Department’s community service functions
across the University and to work collaboratively with the Association
in fostering the concept of community policing and support.

In this regard the University agreed to the formulation of a
University wide committee involving key University personnel with
shared responsibilities for safety matters on campus. The University
also agreed that the committee will convene as soon as is practicable
after the completion of these negotiations and will meet at reasonable
intervals until appropriate guidelines are developed. The framework
for the development of such guidelines will be mutually agreed upon
by a separate letter of understanding.

Sincerely,

Lianne C. Sullivan
Assistant Director
Labor Relations
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July 19, 1995

Robert Kotowski

President

Harvard University Police Association
29 Garden Street

Cambridge, MA 02138

Dear Mr. Kotowski;

During the 1995 negotiations, the issues surrounding the retirement of
Police Officers were the subject of considerable discussion. As a
result of those discussions, both the Association and the University
agreed that further study and review was necessary in order to better
evaluate what, if any, steps should be considered. In that regard, the
University has agreed to the formulation of a committee and to work
collaboratively with the Association to study this issue.

The committee will convene as soon as practible after the completion
of these negotiations and will meet at reasonable intervals to review
the issues surrounding the retirement of Police Officers and to develop
recommendations for consideration.

Sincerely,

Lianne C. Sullivan
Assistant Director
Labor Relations
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November 27, 1990

Mr. Richard Mederos

President

Harvard University Police Association
29 Garden Street

Cambridge, MA 02138

Dear Mr. Mederos:

This is to confirm our agreement that in the event the University
decides to include overtime pay in determining an employee’s regular
rate of pay for purposes of computing pension, members of HUPA
will have their pensions computed based on the foregoing.

Sincerely,

Vivienne A. Rubeski
Director,
Labor Relations
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