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Article 1 - Preamble

The purpose of this Agreement is to set the course for the future relationship between the
union, SHARE, and the employer, the University of Massachusetts Medical School.

SHARE’s goals center on the following themes: the Union cares about improving its
members’ standard of living, and creating a secure work environment. SHARE employees
want participation in decision-making at UMMS and to make sure that learning is part of
every adult’s worklife. We believe that every person should be treated with kindness and
respect. And SHARE has a vision of UMMS as a caring and cohesive community with
strong connections to the broader community outside our walls.

UMMS’ goals center on the following themes: the Medical School, as a prominent
academic institution, seeks to increase research programs, to foster and support programs
of national distinction while maintaining the financial stability of the School. The
Administration seeks an ever-improving standard of excellence in medical education, and
in the quality of the students, teachers and researchers that the School attracts and expects
its employees, at all levels, to adhere to the highest level of professionalism.

Throughout these negotiations, we have come to believe that both sets of goals are
important and achievable. For example, if we want researchers and students to choose us,
we must create a community that people want to come to and where they want to stay once
they get here.

In this Agreement, we have replaced adversarialism with a problem-solving approach. We
expect of each other and of our whole community, both professionalism and civility. By
this Agreement, we are assuming mutual responsibility for the well-being of our workplace

community.



Article 2 - Civility

It is our agreed-on standard that our daily work environment be one in which every member
of our community is treated with dignity, kindness and respect.

Article 3 - Medical School Joint Working Group

UMMS and SHARE will convene a joint working group (JWG) to guide and oversee the
ongoing union-management relationship.

The JWG will be responsible for overseeing all joint programs and funds to facilitate
learning, employee involvement and efforts to improve quality, service and productivity.

The JWG will be comprised of up to five representatives from senior management and five
representatives from the leadership of the Union. The JWG will meet every eight weeks

or more often by mutual consent.

Implementation Fund

The Medical School has committed $70,000 toward a joint labor management
implementation fund. The purpose of this fund shall encompass joint programs or
initiatives to help with training needs for institutional objectives and areas of mutual
interest to the Medical School and Union. This construction of the fund shall supersede all
other verbal and written agreements relating to the fund.

Article 4 - Department Joint Working Groups

Psychiatry:

As part of the negotiations for this Agreement, a small team of union representatives and
management representatives met to discuss issues relating to UMMS’ psychiatric units.
Issues discussed included: scheduling, patient and staff safety, and learning and training
for staff.

SHARE and UMMS agree to set up an ongoing joint Psychiatry Working Group to
address these and other issues of mutual concern in the psychiatric units.

Animal Medicine:

UMMS and SHARE commit to forming a small team of union representatives and
management representatives from Animal Medicine to meet to discuss issues related to



animal care needs and employee satisfaction. Issues to be discussed include, but are not
limited to, staffing, career pathing, technological innovations, and work processes.

Article 5 - Wellness and Sick Time

SHARE and UMMS will create a joint Wellness and Sick Time Task Force to promote
good health in the workforce, and to explore alternatives to the current system of accruing

sick days.

The Task Force will look at issues of sick time use and accrual, maternity leave, paternity
leave, adoptive leave, the workers’ compensation program, and illness and injury
prevention. It will study workplace health improvement, and look at other organizations’
efforts at reducing health-related costs by improving worker health.

The goals of the Task Force are:
To develop a mutually agreed upon method for accruing sick time; and

To develop a wellness program to reduce illness and injuries that could generate
savings through reduction in sick time use, in workers’ compensation injuries, and
in health insurance premiums.

The Task Force will consider the idea of creating an employer-paid short term disability
plan for SHARE members in exchange for a reduction in the number of sick days and/or
holidays that employees accrue.

The Task Force will consist of SHARE representatives and management representatives
with appropriate expertise. The Task Force will set up programs and implement them.



Article 6 - Union-Management Problem Solving

Guiding Principles

This article outlines a process for responding to and fixing problems in the workplace. This
process may be utilized to appeal disciplinary action, to grieve violations of the contract,
to address concerns about university and departmental practices and policies, or to help fix
issues which are seen as problems at work.

Open, kind, and respectful communication is essential to finding mutually acceptable
solutions. Through this agreement, SHARE and UMMS seek to build a relationship that
supports fairness and creativity in fixing problems using non-adversarial and informal steps
when possible.

Workplace problems are best solved locally and as early on as possible. When they are not,
union-management pairs trained in problem solving and conflict resolution can help. The
process should be flexible and expeditious. The problem solving teams will set a time frame
appropriate to the case and will involve both parties throughout its duration.

When the union and HR are engaged as problem-solving partners with an employee and
supervisor, we will help find and implement resolutions together in the hope of creating a
better workplace for everyone. An employee may choose to end this process at any time
and advice from the union is always available to decide if next steps are necessary.

To respect the privacy of individuals, details of a case will only be shared with those who
are needed to help resolve the problem.

Problem Solving Teams

The Problem Solving Team (PST) will consist of representatives from SHARE and
representatives of Human Resources and/or management at UMMS and Commonwealth
Medicine. There will be at least one union representative and one management
representative familiar with the Psychiatry Units.

The Problem Solving Oversight Team (PSOT) will consist of an equal number of
representatives from SHARE and Human Resources and/or management at UMMS and
Commonwealth Medicine. In addition to serving as a step after the PST in problem solving,
the PSOT is also responsible for overseeing, monitoring and analyzing the joint problem
solving process over time. SHARE and UMMS will consult with each other about who to
appoint to the PSOT.

PST and PSOT members will be jointly trained in the problem solving process and in
problem solving skills including consensus building, joint fact finding, problem
identification, and conflict resolution. We will also jointly provide training for employees
and supervisors in how to solve problems informally, as well as how to use the problem
solving process.



Because most of the problems will be solved locally in Steps 1 and 2, UMMS recognizes
the importance of having skilled members of the bargaining unit participate as problem-
solving partners. We will commit to train and support this group of employees who are
making an extra effort to better the workplace community. Union representatives involved
in problem solving will be granted a reasonable amount of release time. Requests for
release time shall be made in advance and shall not be unreasonably denied.

The Problem Solving Process

Step 1: Informal Employee and Supervisor Discussion

When an employee has a problem at work, he/she should generally address it directly
with the supervisor and they should attempt to resolve it as quickly as possible. Both
parties are encouraged to consult with representatives from SHARE and HR when
needed to help resolve an issue.

If this informal process does not lead to resolution of the problem within a reasonable
amount of time, the problem may be referred to the union-management Problem
Solving Team.

Step 2: The Problem Solving Team (Employee, Supervisor, and Union-Management pair)

When Human Resources and SHARE representatives are working jointly with the
parties to help find a solution, a problem-solving case will be considered at Step 2. This
step often takes more than one conversation and may involve other people (for instance,
a higher level manager in the chain-of-command, DEO, EAP, etc), alternate resources
or dispute resolution processes. If this process does not lead to resolution of the problem
within 4 weeks, it can be referred to the union-management Problem Solving Oversight
Team (PSOT).

Step 3: Problem-Solving Oversight Team (Employee, Supervisor, PST pair, and Union-
Management pair from the PSOT)

An employee wishing to refer a problem to the Problem Solving Oversight Team shall
notify the Union who will notify the office of Labor and Employee Relations in writing.

The Union and UMMS agree that in some cases it may be necessary to start at this step
in order to expedite the process. The PSOT pair may decide that it is appropriate for a
high level managerial employee to also be involved in hearing the case but they should
jointly investigate as a pair and UMMS will then put their recommendations in writing.
In the rare case that this process does not resolve the problem within 4 calendar weeks,
the Union may decide to submit the problem to mediation or arbitration.

Step 4: Mediation/Arbitration




To be taken to step 4, a case must (a) be determined by the Union to be sufficiently
serious, and (b) involve a violation of our labor-management Agreement. The parties
will choose whether to use mediation or arbitration. We will jointly select a list of
mediators and/or arbitrators and equally share costs.

Appeals of Corrective Action

In cases where an employee uses the problem-solving process to appeal corrective action,
they may begin at either Step 1 or Step 2. Appeals of terminations may begin at Step 3.

Employees involved in corrective action or investigative meetings are encouraged to
exercise their right to have union representation with them during these conversations.

Step 1 (optional)

Step 2

Step 3

Employee send
written appeal
to:

Supervisor, with a
copy to HR

HR

HR

Employee file
appeal within...

10 working days
from receipt of
corrective action

10 working days from
receipt of response at
Step 1, or 10 working
days from receipt of
corrective action if
starting at Step 2

10 working days from
receipt of response at
Step 2, or 10 working
days from receipt of
corrective action if
starting at Step 3

Meeting 10 working days 10 working days of 10 working days of
scheduled of employee employee appeal employee appeal
within... appeal

Decision issued | 15 working days 15 working days of 15 working days of
within... of meeting meeting meeting

If the employee does not receive a response within the deadline, at any step, they may
proceed to the next step. These timelines may be modified by agreement between SHARE

and UMMS.

If the process does not lead to a resolution of the problem, it may be referred to Step 4 of
the Problem — Solving process, within thirty (30) calendar days from the date of the Step 3

decision.

Problem Notification

Because problems are more easily solved earlier in the process, the problem-solving teams
will share information and think together about an issue to generate creative solutions.
UMMS will also notify SHARE of cases involving egregious infractions, when skipping
steps in the disciplinary process, or when employees refuse union representation.

Article 7 - Corrective Action



1. Problem Identification and Constructive Feedback

Employees and supervisors are encouraged to avert potential problems through informal
discussion. Supervisors should provide early and timely constructive feedback regarding
performance, conduct or policy violations. In different areas, constructive feedback may
also be called “coaching” or “supervision”. Such discussions should take place before

initiating corrective action.

If the problem is not satisfactorily resolved by informal discussion, corrective action may
be issued pursuant to the UMMS Corrective Action Policy (06.06.02) dated 9/26/17. 1t is
recommended that the parties consult a representative of SHARE and/or of the Office of

Labor and Employee Relations.

2. Principles Governing the Corrective Action Process

A) No employee who has completed their six month introductory period shall receive
corrective action without just cause.

B) SHARE members have a right to union representation at any meeting about corrective
action, or that the employee reasonably believes may result in corrective action.
Choosing to involve a union representative cannot elevate the stage of corrective

action.

C) When corrective action is necessary, it should be progressive and initiated
reasonably quickly. Progressive corrective action may include, but is not limited to:
documented verbal counseling, written warning, final written warning, and
termination. A Performance Improvement Plan (PIP) may be used at any stage in the
corrective action process, or prior to the implementation of corrective action.

D) An employee suspected of serious misconduct may be placed on paid “administrative
leave”, pending a review or investigation of the situation. Union representation during
investigational interviews is encouraged. Written expectations of conduct while on

paid leave will be provided.

E) Corrective action should not be used punitively but, at every stage, should be used to
correct the performance or conduct issue. More serious corrective action should only
happen after there has been reasonable time to resolve the issue.

F) The amount of time between corrective actions will depend on the circumstances of
each case. Such circumstances may include, but will not be limited to, the seriousness
of the offense or substandard performance, any mitigating circumstances, the
employee’s past service, and the length of time since the last incident. After a year
has passed with no further related problems arising, most disciplinary actions will no
longer be active. An employee may request that inactive discipline be removed from

their file.



G)

H)

D)

J)

Termination should only be considered after other avenues have been thoroughly
explored.

In cases of extreme seriousness, progressive corrective action can be bypassed. In
such a case, the union-management Problem Solving Team should be notified.

Managers should give employees enough notice of investigational interviews or
disciplinary meetings for them to arrange for union representation.

Employees may appeal corrective action through the problem-solving process.



Article 8 - Affirmative Action and Non-Discrimination

Section 1. UMMS and the Union are committed to providing equal employment
opportunity.

Section 2. UMMS is an equal opportunity, affirmative action employer. In order to
comply with applicable federal and state laws, the parties agree that there must be no
discrimination based on race, color, creed, religion, age, sex, genetic information, sexual
orientation, gender identity and expression, pregnancy/childbirth/family care status,
national origin, ancestry, disability or veteran status and that no employee shall be
subjected to harassment, including sexual harassment.

Section 3. Any SHARE member with questions about any type of discrimination
occurring at work is encouraged to bring the issue to the attention of the responsible
manager and/or the Equal Opportunity Office. Employees can raise concerns and make
reports without fear of reprisal, harassment, intimidation, threats, coercion or
discrimination if they: (1) File a complaint with the organization or an outside agency
(such as MCAD, the Massachusetts Commission Against Discrimination, or the EEOC,
the U.S. Equal Employment Opportunity Commission); (2) assist or participate in an
investigation by either the organization or an outside agency; or (3) exercise any rights
protected by state/federal law or its implementing regulation.

Section 4. The parties agree that when the effects of employment practices, regardless of
their intent, discriminate against any group of people based on any of the above factors,
specific positive and aggressive measures must be taken to redress the effects of past
discrimination and to eliminate present and future discrimination. Therefore, the parties
recognize the need for positive and aggressive affirmative action.

Section 5. All members of the UMMS community are expected to act in accordance with
the spirit of this policy, as well as the requirements of the law.

Section 6. Any charges of discrimination in violation of this Article made by an
employee shall be subject to UMMS’ Equal Employment Opportunity grievance
procedure. A SHARE member may request the help of a SHARE representative in this
process (similar to any other situation in which a SHARE member requests the help of a
union rep). The union-management Problem Solving Team may also provide assistance.
Any disciplinary actions taken against employees shall be subject to either UMMS’ Equal
Employment Opportunity grievance procedure or union-management problem solving
but an employee may not use both the Equal Employment Opportunity grievance
procedure and the final step of the union-management problem solving process.
Additionally, an employee who chooses to pursue a claim in court, at the Massachusetts
Commission Against Discrimination, the Equal Employment Opportunity Commission or
some other administrative forum, may not also take the union-management problem
solving process to the final step.
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Article 9 - Orientation

The Union will be allowed time at new Employee Orientation to meet new employees,
make a presentation about the Union, and give out Union membership cards. New
bargaining unit members will be released from work for a reasonable amount of time for

Union training.

Article 10 - Introductory (Probationary) Period

The introductory period is a time for the manager and employee to figure out whether there
is a good fit between the job needs and the employee. During this period, employees are
represented by SHARE. The introductory period for new hires will last six months from
the date of hire and three months for transfers. During that time, communication and
feedback between the supervisor and the employee should be consistent and intended to
help the employee succeed in the job. It is advisable to have a performance review half-
way through and at the end of the introductory period.

If there are problems with a new employee during the introductory period that are not
resolved by discussion, the employee and the supervisor are encouraged to seek help from
the Union and Human Resources. Probationary Employees may have union representation
at pre-disciplinary and/or disciplinary meetings.

Article 11 - Performance Evaluations & Employee Competencies

We agree that annual performance evaluations should be used to foster communication
between a supervisor and an employee, for mentoring, growth and learning. To this end,
UMMS and the Union agree to jointly explore and implement mutually agreeable ways to
improve the performance evaluation process.

SHARE members shall utilize Employee Competency Model Job Descriptions and
Competency based Performance Evaluations. A SHARE employee will receive paid
release time to attend Competency trainings, subject to the operational needs of the
Department.



Article 12 - Work/Learning

SHARE supports the mission of the University to “make UMMS known as the employer
of choice, to nurture a culture of feedback, coaching and development and to attract and
retain diverse talent.” In order to achieve these results, UMMS recognized that lifelong
learning initiatives needed to be established internally and valued as an organization.

Workers here are highly committed to the mission of the medical school to serve the people
of this state well and to achieve national distinction in the areas of health sciences education
and research. SHARE and UMMS recognize that as the institution grows in its world-wide
importance, it is critical that the workforce, at all levels, be highly trained and fully engaged
in this mission. We must not only be actively bettering our work here, but we must place a
value on bettering the community around us in order to sustain a dedicated, compassionate
and skilled workforce into our future. To this end, SHARE and UMMS agree that
participation, learning and career development will become a daily focus for employees.

Internal training

Opportunities for Workplace Learning are widely available to employees through
University sponsored classes and workshops. Classes are available for employees and
managers to learn both hard and soft skills. Managers are encouraged to provide release
time for employees, for the purpose of furthering their workplace education through
internal and external offerings. Learning that happens on release time does not have to be
current-job related but should be related to the skills sets needed in the job family. The
employee, his/her supervisor and coworkers should work together to make participation
happen so that no one is unreasonably denied. SHARE will work with providers to help
continually improve upon content and usage of University sponsored classes.

Tuition Assistance:

SHARE members may receive tuition discounts pursuant to the University of
Massachusetts Administrative Standards, Faculty & Staff Tuition Discounts (Trustee
Document T96-129). Online courses are covered under the current tuition policy. Any
future improvements made to the tuition assistance policies will also be applied to SHARE.

Release Time

The Medical School proposes that a working group be formed to consider release time for
volunteerism in the community and how to form a mentorship network for job training as
topics of concern. The working group may consider use of the implementation fund to help
implement objectives identified by the working group.
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Career Development

Career planning: At the request of an employee, UMMS HR will assist in career planning.
This planning will include an assessment of interests and skills, an overview of the job
family and available positions, help with interviewing skills, resume writing, educational
and mentoring opportunities. Human Resources will attempt to provide timely and
constructive feedback on internal interviews or decisions not to interview to any employee
who requests it.

In order to make career pathways and future training needs more apparent, UMMS will
publish a list of job titles and grades according to job family with minimum qualifications
listed for each.

UMMS will provide two trainings exclusively for SHARE members. SHARE members
will receive paid release time to attend the following trainings:

a. A quarterly resume writing/interviewing course.
b. A quarterly Career Management course.

Internal preference: UMMS strongly encourages hiring managers to select internal
applicants, especially layoff candidates, when the decision is between equally qualified
internal and external candidates, bearing in mind considerations of affirmative action.
SHARE and the University agree that internal placement and promotional opportunities
are important for employee development. To that end, SHARE and the University will
track internal promotions against appropriate benchmarks.

Resume & Cover Letter Writing for SHARE Internal Applicants: When a SHARE
member applies for a specific UMMS position, they may submit a resume and cover letter
for UMMS HR to review and provide feedback

Job Descriptions and Job Families:

SHARE members may request a copy of a job description(s) from HR. SHARE members
may access job families for some positions at
https://www.umassmed.edu/hr/compensation/career-matrices/ in order to help employees
understand the potential career progression within their current job family, and review the
skills and qualifications they must obtain in order to progress to the next level in their
position’s job family.




Joint Work/Learning Committee

SHARE and UMMS will appoint members to a joint Work/Learning Committee to:

1. Identify and facilitate career development, training and learning opportunities for
SHARE members based on their interests and needs

2. Identify and promote areas for employee development that support the interests
and needs of the University and of specific departments

3. Monitor and support the implementation of this Work/Learning article, including

specifically:

Identifying training needs

Figuring out how to make the most of the resources we have for
training

Jointly exploring options for additional funding

Removing barriers to employee participation in training and education
Strengthening career development support

Tracking promotions, transfers and new hires

Discussing the role of internal posting and internal preference, as well
as seniority, preference and recall process for people who have been
laid off

Exploring additional ways to support professional development for
SHARE members, for example sponsoring membership in professional
organizations, paying fees for appropriate conferences or seminars,
reimbursing the cost of online job-related classes not available at
UMMS, etc.

Making information about jobs, job descriptions, and job families
available to employees

The committee will meet within 30 days of execution of the contract, and at least once
every 2 months for a year. After that we will determine whether/how often we will
continue to meet. A labor-management pair will act as co-chairs and jointly plan meeting
agendas in advance.

The committee will begin by reviewing the current state of Work/Learning at UMMS,
using data from the SHARE Contract survey, the Mentoring survey, and the Diversity
Engagement survey, and will take advantage of the expertise of HR Training and HR
Talent. The committee will be trained in the Lean processes, and will consider seeking
the help of a Lean coach to facilitate our work together.
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Article 13 - Work/Family

SHARE and UMMS care about the work community and recognize that balancing work
and family life has become increasingly more difficult. Serious personal illnesses, spouse’s
job loss, childcare issues, maternity/paternity/adoptive leave, flexibility in scheduling, and
eldercare are some examples of how family life sometimes competes with work life.
SHARE and UMMS have been successful at working together as thinking partners when
these situations have arisen so that employees can remain working as long as possible or
gain the support to withdraw from the workforce with dignity when necessary. It is our
intention in this contract to continue this working relationship by case managing these
situations with employees, department managers, and Labor and Employee Relations and
to expand upon our knowledge of local resources. Managers and employees are encouraged
to seek advice from the Union or UMMS as early in the process as possible.

Childcare

The care of children and elders is increasingly recognized as an issue affecting the
workplace.

Maternity, Paternity and Adoptive Leave: A 12 week FMLA leave period is provided for
birth and adoptive parents with assurance of return to the same position. While on
maternity leave, a birth mother may use up to 8 weeks of accrued sick time as well as any
accrued vacation, personal, compensatory or holiday compensatory time. While on
paternity or adoptive leave, an employee may use up to 15 accrued sick days and any
accrued vacation, personal, compensatory or holiday compensatory time. An additional
unpaid leave of absence may be granted.

Childcare & Adoption Subsidy:
For each year of this Agreement, UMMS will contribute $70,000 to be used for either:

e A subsidy at a licensed child care center; a licensed family provider; an afterschool,
vacation camp, snow camp or summer camp program that is licensed according to the
requirements of the Office for Children; or for a person who cares for the child at
home and provides a Social Security or tax number; or

e A subsidy for the purpose of providing adoption assistance for legal adoptions to an
employee in the bargaining unit.

Monies remaining as part of a balance in the fund will be carried over from one year to the
next with the goal of a set aside to be created for adoption resources.

Childcare subsidies will be awarded to employees in amounts inversely related to

household income and in accordance with financial need. UMMS and SHARE will jointly
select an administrative agency to receive subsidy applications and make awards.

Eldercare



UMMS agrees to continue to provide information about elder care services through its
Employee Assistance Program (EAP).

Sick Time Use

Use of sick days: An employee may use up to 15 sick days a year for the care of ill
dependents, spouse or domestic partner, or parent of the employee, spouse or domestic

partner.

In order to ensure the efficient functioning of all departments, the Union and UMMS agree
that employees must use sick time only for health-related reasons: for example, when the
employee is sick, or must care for a sick immediate family member or a member of the
employee’s household.

Should a supervisor believe that the use of sick time by an employee is problematic, either
because of the quantity or pattern of use, the supervisor will first speak with the employee
about the problem. If the situation cannot be resolved informally, the supervisor or
employee may choose to seek assistance through the problem solving process.

Assault Pay: An employee who, while in the performance of their duty, receives bodily
injuries resulting from acts of violence, and who, as a result of such injury, would be
entitled to benefits under M.G.L. Chapter 152, shall, if entitled under M.G.L. Chapter 30,
Section 58, be paid the difference between the weekly cash benefits to which they would
be entitled under M.G.L. Chapter 152 and their regular salary without such absence being
charged against available sick leave credits, even if such absence may be for less than SIX

(6) days.

Sick Leave Bank

SHARE members will continue to be eligible for membership in the Sick Leave Bank.

Flexibility in Scheduling

Flexibility in scheduling is to the mutual benefit of UMMS and employees. The Union
and UMMS will support employees and supervisors in working out flexible arrangements.
Such arrangements must be practical, meet the operational and business needs of the
departments, and work for the employee and co-workers. When departmental needs make
a schedule change necessary, the supervisor should provide as much advance notice as

possible.

Examples of flexible schedules include but are not limited to: shifting schedules to start
and end earlier, or later; combining breaks; occasionally extending breaks or making up
time; compressing the work week into fewer, longer days; and working from home or an



alternate work site.. See Flexible Work Options policy (06.04.05) dated 03/03/08 for more
details, including how to apply for a flexible work option.

When an employee and supervisor cannot mutually agree on a schedule, they may request
help through the problem solving process up to and including the third step.

Hours of Work:
A SHARE member, who, at the time of ratification of this Agreement, is authorized by

their manager to combine meal and work breaks, may continue to combine meal and work
breaks without the manager’s written approval. If a manager determines that due to
operational needs, the employee may no longer combine meal and work breaks, they will
discuss the issue with the employee.

A SHARE member, who, at the time of ratification of this Agreement, does not combine
their meal and work breaks, must seek written approval from their manager to combine
meal/work breaks, pursuant to the UMMS Hours of Work Policy.

Article 14 - Inclement Weather

The Union and UMMS recognize that in the case of bad weather or other hazardous
conditions, some functions of the Medical School must be maintained. Employees not
involved in those functions should be allowed to stay away from work, for reasons of
convenience and safety.

Departments that cannot simply close need a plan for staffing coverage. In order to
determine who must come to work in these cases, employees shall be designated as
“essential” or “non-essential” by their department head. Any disagreement about an
employee’s designation should be discussed by the employee and the department head,
who may ask for help from the Union and/or the Office of Labor and Employee Relations
if agreement cannot be reached.

When the Chancellor or his/her designee excuses non-essential employees with pay (i.e.,
employees are not expected to use accrued time), essential employees who report to work
will receive compensatory time, in addition to their regular rate of pay, for all hours
worked. An employee who is out on previously authorized vacation, sick time, or personal
time will not be granted excused time instead.

Time Offset Option

Employees who are excused from job duties due to inclement weather may, at their
discretion, workplace conditions permitting, choose to make up the lost time, instead of
using their own earned time. The time missed due to the weather event can be made up in
a single instance or in increments, and must be worked within the same pay period as the

event.



Article 15 - Work Security

UMMS understands the impact that layoffs may have on SHARE members. UMMS and
SHARE agree that in the event of a layoff, the employer and the union will adhere to the
procedures outlined in this Article. UMMS and SHARE agree to commit to open labor-
management communication and, if possible, assist employees in the transition to new
employment. UMMS will work with the union to provide employees who face layoffs with
information about other potential employment opportunities in the UMMS community.
Also, the employer is committed to sharing information early in the process, so the union
can prepare to address the layoff with its members.

Lavoff as a Last Recourse

In order to ensure an open and transparent process, the employer will provide a minimum
of thirty (30) days’ notice to the employee. A layoff notice may be a working-notice, or
non-working notice. UMMS will inform the member if the notice is working or non-

working.

During the thirty (30) day notice period, the union may propose alternatives to layoffs.
Considerations may include, but are not limited to, cost-saving proposals, seeking
volunteers, and reducing non-benefited positions. UMMS will work with SHARE to create
alternative proposals to layoff within the thirty-day notice period; however,
implementation of any of these alternatives is subject to UMMS’ discretion.

In addition, UMMS shall notify SHARE a minimum of forty-eight (48) hours prior to the
employees’ notification of layoff, in order for SHARE to help the employees transition
during and after the layoff. The notice to the union shall be confidential, and the union
agrees not to notify or otherwise discuss the layoff with the employee(s) until UMMS has
had the opportunity to provide the employee(s) with formal notification.

If a SHARE employee is laid off and returns to a SHARE position at UMMS within one
year, their most recent date of hire before the layoff, adjusted by the length of the layoff,
will be restored for purposes of general salary increases, vacation accrual rate, and
eligibility for the Tuition Assistance program.

Support for Employees

UMMS and SHARE recognize that employees subject to layoff may need assistance in
order to transition to new employment. UMMS, through the Human Resources
Department, will help an employee facing lay off with resume writing or re-writing, offer
help for improving interviewing and job search skills, and give reasonable time away from
work for interviews.
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Employees subject to a layoff may upload an updated resume on the UMMS Talent website
and apply for specific job openings. Employees are encouraged to join the UMMS Talent
Community and create a profile and “job search agent” to be notified about potential job
matches. During the thirty (30) day notice period, HR Talent Specialists are available to
provide consultation for jobs suitable for employees upon request.

Internal Preference

UMMS will strongly encourage hiring managers to grant interviews to employees who
have received a layoff notice, so long as the employee(s) meets the minimum qualifications
of a posted position(s). Laid-off employees are considered internal candidates for up to one
(1) year from the date of termination. Receiving the same consideration as transfers, laid-
off employees entering new positions at UMMS within this one-year window will receive

a probationary period of ninety (90) days.

If an employee is laid off and the same position in the same department becomes available
within one (1) year of termination, the laid-off employee will be reinstated. If more than
one employee would be eligible for the open position, it will be offered to the laid-off
employees in order of seniority.

Training and Temp Work

Employees who have received a layoff notice shall be provided with information on how
to access trainings available on the UMMS Learning & Development Course Offering

website.

Lastly, there may be a way to bridge the gap between the end of one job and the beginning
of another. To this end, the employer and the union agree to explore the possibility of
temporary work in the institution, or to look at other methods of bridging this gap if

appropriate.

Severance

The parties will jointly work out details of layoffs as the occasion arises. Employees who
are laid off will receive severance unless they are funded by a grant or a contract that does
not provide for severance. If an employee is facing layoff due to the end of a grant or
contract that does not provide severance, SHARE and UMMS will explore options for the
member’s financial security in partnership on a case-by-case basis. Severance will be paid
in the amount of one week for every year of completed service with a minimum of two
weeks and a maximum of eight weeks. Laid off employees shall remain on a recall list for
a period of one year.



Article 16 - Vacation Time Accrual Caps

The UMMS Vacation Policy (Policy #06.01.14) applies to all SHARE members. As of
the last full pay period of each fiscal year (the fiscal year ends on June 30), the maximum
number of vacation hours that an employee will be allowed to accrue and carry over into
the next fiscal year is two hundred forty (240) hours. During the course of the fiscal year,
an employee will be allowed to accrue additional vacation hours over the two hundred
forty (240) hour maximum, but the employee must use any accrued hours over the
maximum by the last full pay period of that fiscal year or they will be lost and will not be
paid out.

Saving vacation time to use for Family Medical Leave:

An employee who has accrued at least 5 weeks of vacation time and 5 weeks of sick time
and has exhausted the 5 weeks of vacation time and 3 weeks of family sick time while on
an approved Family Sick Leave, will be allowed to use an additional 2 weeks of sick time
(if available) as family sick time.

Article 17 - Sick Time & Accrual Caps

Full time benefited employees hired after 11/1/96 are eligible to accrue a total of one
hundred twenty hours per year. A part time benefited employee is eligible to accrue a
pro-rated number of hours of sick time based on their percentage of scheduled hours. A
benefited employee may accrue up to a maximum of nine hundred and sixty (960) hours
of sick time. Please see the UMMS Sick Time Policy 06.01.10 for more information.

For all employees in SHARE hired on or before 11/1/96 sick time accruals will be capped
at 960 hours effective January 1, 2007. The following guidelines will apply for any
employee in SHARE who has accrued more than 960 hours of sick time:

e All accrued sick time will be placed into their personal Sick Retirement Bank;

e The employee will be awarded 120 hours of sick time, prorated for part time
employees, for use during the calendar year;

e If an employee should have one or more illness that require more than 120 hours of
sick time during a calendar year, the employee may access his/her Sick Retirement
Bank;

e Every subsequent January if an employee's sick Retirement bank is more than 960
hours, the employee will be awarded 120 of sick time, prorated for part time
employees, for the calendar year.

e Employees will begin to accrue time as normal under HR policy when their Sick
Retirement Bank has fallen below 960 hours.
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Article 18 - Personal Time

All current SHARE members shall remain at 3 personal days consistent with the Personal
Time Policy (06.01.08) dated 9/22/10. All new employees hired as of 10/1/14 will receive
2 personal days, consistent with the Personal Time Policy (06.01.08) dated 7/14/11.

Article 19 - Bereavement Leave

A full-time SHARE member is entitled to:

. Four (4) consecutive work days, in the case of the death of an employee's spouse
or child, step-child, parent, step-parent, sibling, step-sibling, grandparent,
grandchild, parent-in-law or a person living in the immediate household.

. Two (2) consecutive work days, in the case of the death of an employee’s great-
grandparent, son-in-law or daughter-in-law, sibling-in-law, grandparent-in law or
great-grandparent-in law.

If an employee is on an approved sick leave, vacation leave, holiday, holiday comp time,
or personal time, and suffers a death of a family member covered under the UMMS
Bereavement Leave Policy, they may request to be paid bereavement leave, up to the
maximum amount of leave pursuant to the policy. In no event may a SHARE member
receive bereavement leave in addition to any other paid time off.

For more information, see the UMMS Bereavement Leave Policy, 06.01.01.
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Article 20 - Wages

June 24, 2018 Grid Movement: Grade minimums and maximums increase 1.5%

Hourly raises: Higher of $0.50 or 2%
Increase anyone below $15.00 per hour to $15.00 per hour.
Structural Increase: Adjust the pay of anyone falling below their structural level
(see Note #8 below about structural increases)

June 23, 2019 Grid Movement: Grade minimums and maximums increase 1.5%

Hourly raises: Higher of $0.50 or 2%
Structural Increase: Adjust the pay of anyone falling below their structural level
(see Note #8 below about structural increases)

June 21, 2020 Grid Movement: Grade minimums and maximums increase 1.5%

Hourly raises: Higher of $0.50 or 2%
Structural Increase: Adjust the pay of anyone falling below their structural level
(see Note #8 below about structural increases)

Those falling below the minimum will be brought up to the new minimum
after the grids move but before the raises take effect.

“Performing” is the category for those receiving ratings equivalent to Meets,
Exceeds or Outstanding on their yearly or introductory period performance
reviews. “Non-Performing” is the category for those receiving ratings
equivalent to Does not Meet or Needs Improvement on their yearly or
introductory period performance reviews.

HR will conduct one-over-one reviews of all Non-Performing and
Outstanding ratings.

For those receiving Non-Performing ratings, raises may be withheld subject to
one-over-one review with HR and the union problem-solving process (see side
letter).

A new employee who is on the payroll as of the effective date of the general
wage increase will receive a 1.5% increase to base as of the first Sunday of the
next full pay period following satisfactory completion of the 6 month
introductory period.

Any increases that exceed the maximum of the grade will be awarded as a
lump sum.

To be eligible for any salary increase, an employee must be on the payroll,
including any authorized leave of absences, on the effective date of the salary
increase, and either a) on the payroll during the pay period that such salary



10.

1.

increase is implemented, or b) retired, deceased, or laid off after the effective
date of the salary increase. Employees who leave the University voluntarily or
are discharged for caused after the effective date of the increase are not
eligible. (See MOA on Missing a Raise because of the Timing of a Transfer.)

Structural Increases: Immediately following the administration of the raises
outlined above, members of the bargaining unit who have provided five years
of service to the Medical School and continue to have satisfactory
performance* and are not presently at the 25th percentile of their current
grade will be adjusted to the 25th percentile of their grade. Members of the
bargaining unit who have provided ten years of service to the Medical School
and continue to have satisfactory performance and are not presently at the
midpoint of their current grade will be adjusted to the midpoint of their grade.
Members of the bargaining unit who have provided fifteen years of service to
the Medical School and continue to have satisfactory performance and are not
presently at the 75th percentile of their current grade will be adjusted to the
75th percentile of their grade. The maximum structural increase per year shall
be 5%.

* Satisfactory performance will be indicated by two or more years of
successive performing ratings on annual evaluations. Unsatisfactory
reviews which have been revised by the union-management problem
solving process will be considered on a case by case basis for any
structural increases.

At the time of the 2018, 2019, and 2020 raises, employees with an Exceeds
rating will receive an additional $100 lump sum, and those with an
Outstanding rating will receive a $250 lump sum.

It is understood by UMMS and SHARE that a Department Head may request
additional compensation for an employee, including using the Employee
Recognition programs, with the approval of SHARE. (Awards up to $100 are
pre-approved by SHARE, and only require notification.) Receiving, or not
receiving, an award is not subject to the problem solving process.

UMMS and SHARE will jointly review the merit ratings each year to evaluate

the impact of the merit program, including the distribution of merit ratings by
race, sex, age and grade, and whether the program is meeting its objectives.
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Article 21 - Reclassification

The Medical School will create a joint working group to evaluate job classifications and
work groups. The team will identify priorities for examination following the execution of
this agreement. The Team will examine the Technician title and the classification scheme
in place for that title and will create a set of recommendations concerning the classification
and compensation for technicians. The working group may consider the development
needs and achievement level for technicians in wet and dry lab environments in crafting
their recommendations.

In addition, upon the execution of this Agreement SHARE and UMMS agree to establish
a process to jointly review the classification of the following titles: Mental Health
Counselor I and II, Mailroom Clerk I, Secretary II, Admin Assistant I, Admin Assistant II,
Secretary to the Chair, Peer Mentor, Receptionist I, Research Lab Aide IT and Custodian
II. The parties agree that the establishment of a review process does not guarantee the
aforementioned titles will be reclassified to a higher grade.

Individual Reclassification Requests:

SHARE may submit 10 individual employees for reclassification request hearings to be
heard by the UMMS HR Compensation Department per calendar year. The individuals
must file their requests with the Dept. of Human Resources by January 30th of each
calendar year. UMMS shall schedule a hearing to be held within 90 days from January
30th. The Chief Human Resources Officer or their designee shall issue a decision within
30 days from the date of the hearing. The decision shall be final and shall not be subject
to mediation/arbitration.

When a reclassification request is granted, the monies necessary to fund such
reclassification shall be budgeted for the following fiscal year. If the funds are available,
such reclassification may be effective at the beginning of the payroll period next following
the date of the decision of the Chief Human Resources Officer or their designee.

SHARE will receive notification of any reclassifications prior to implementation in order
to consider other equity issues pertaining to the adjustment. A SHARE member who
believes his/her individual job classification should be reviewed at a higher level than their
department may continue to utilize the problem-solving process.
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Article 22 - Overtime & Holiday Comp Time

Overtime

Monday-Friday, day-shift-only departments:

Employees in these departments shall be compensated at the rate of time and one-half their
regular rate of pay for authorized overtime work performed in excess of forty (40) hours
per week. Effective 1/1/2015, if sick leave, vacation time, holiday compensatory time or
personal time is used in the same work week, it shall not be considered as time worked for
the purposes of calculating overtime compensation. Holidays shall be considered time
worked for the purpose of calculating overtime compensation.

It is the intention of the parties that employees in these departments should not generally
be forced to work overtime. If a particular department requires the use of forced

overtime, the parties will meet to discuss the matter.

Departments with weekend shifts, evening shifts or night shifts:

Employees in these departments shall be compensated at the rate of time and one-half
their regular rate of pay for authorized overtime work performed in excess of forty (40)
hours per week. For employees in these departments, holidays, vacation time, holiday
compensatory time and personal time shall continue to be considered time worked for the
purpose of calculating overtime compensation. Sick time shall not be considered time
worked for the purpose of calculating overtime compensation.

Employees in these departments shall continue to be compensated at the rate of time and
one-half their regular rate of pay for authorized overtime work performed in excess of
their regularly scheduled shift, as long as that shift is at least 8 hours.

These departments are: Animal Medicine, Psych Continuing Care Units, and Public
Safety.

Review of effect of overtime rules:

UMMS and SHARE will convene a joint committee to study the effect of this Overtime
article on departments and employees, in both kinds of departments. If there are concerns
on either side, the parties will discuss them. (See also Side Letter on Overtime and

UMMS Finances.)

Holidays Worked:

Full-time and part-time SHARE members in the departments of Psychiatry Continuing
Care Units and Public Safety who work on a holiday shall receive hour for hour holiday
compensatory time. The remainder of the UMMS HR Holiday Policy shall remain in full

force and effect.
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Article 23 - Shift Differentials
Shift differentials for eligible employees are as follows:
Evening Shift (As currently outlined by UMMS policy): $1.75/hour
Overnight Shift (As currently outlined by UMMS policy): $2.50/hour
Weekend Shift (As currently outlined by UMMS policy): $1.00/hour

Employees rendering service on a weekend shift which coincides with an evening or
overnight shift will receive those differentials in addition to the weekend differential

provided.

Shift Worked Amount
Evening $1.75
Overnight $2.50
Weekend $1.00
Weekend+evening $2.75
Weekend+overnight $3.50

Article 24 - On Call Pay

On call pay will remain at its present rate as outlined in Human Resources Policy. An
employee called back to work prior to the commencement of their next scheduled shift
shall receive a minimum of four (4) hours pay at their regular overtime rate. The call back
minimum shall not apply to any employee who called in to start his/her shift early and
continues to work that shift.

Article 25 - Direct Deposit

UMMS requires that all employees receive their paychecks by direct deposit, e.g. their net
salary checks will be sent electronically to an account or accounts selected by each

employee.

Overpayment:
A SHARE member who was inadvertently overpaid will be notified that they must repay
the overpayment. The SHARE member may repay the amount in the following methods:
a. A one-time payment through a payroll deduction.
b. Installments through payroll deductions
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Article 26 - Uniforms

The Medical School shall continue to issue uniforms and personal protective equipment at
the department’s expense as required by departmental practice and policy, consistent with
the policy on personal appearance. Employees issued work uniforms or personal protective
equipment will be responsible for the proper care and maintenance of those items. The
Medical School will replace any article of issued clothing which is worn due to normal
wear and tear. Departments issuing uniforms or personal protective equipment should
develop guidelines for appropriate usage in consultation with SHARE and the staff
assigned to such departments.

Article 27 - Parking

Proper parking facilities shall be available to employees with reasonable proximity to
their regular work location. The employer shall endeavor to maintain adequate lighting in
all parking areas.

The VCAF agrees to discuss with the Union any proposed changes in the Parking
Program at which time the Union can make recommendations for changes and the VCAF
will inform the Union and all employees prior to implementing any such changes.

Representatives from the Union and the Employer agree to meet and discuss any increase
in parking fees which affect bargaining unit members, and shall forward their
recommendations for review to the Chancellor and the University of Massachusetts
Board of Trustees prior to implementing any such increase.

Article 28 - Health and Dental Insurance

UMMS and each covered employee shall be responsible for paying their respective
percentage of monthly premiums for health insurance as established by the Group
Insurance Commission (GIC) and/or enacted by the Legislature. UMMS will include
SHARE bargaining unit members in UMMS’ non-unit dental plan. SHARE will bring
input from SHARE members to discussions with UMMS in searching for ways to improve
the current dental plan.
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Article 29 - Recognition of SHARE

The University of Massachusetts Medical School (UMMS) recognizes SHARE as the sole
and exclusive bargaining agent for the purpose of establishing wages, hours, and other
terms and conditions of employment for full or part-time UMMS employees working
twenty hours per week or more, as listed in the petition filed at the Massachusetts Labor
Relations Commission SCR 2228, at the following locations

a) Main Campus at 55 Lake Avenue North, Worcester which includes the hospital, the
school, the Benedict Building, Power Plant, Anderson House, the Farmhouse, Biotech I,
11, and IV, the Lazare Research Building, the Shaw Building and any building considered
to be Main Campus;

b) Westboro State Hospital, Psych Rehab Unit,

c) Worcester State Hospital, Bryan Building;

d) Worcester City Campus;

e) Fitchburg Family and Community Medicine;

f) Glavin Center;

g) South County Pediatrics;

h) Leominster Hospital;

i) Auburn Site, 11 Midstate Drive, Auburn

j) Warehouse on Franklin St;

k) Fallon Site;

1) Flagship Bank;

m) 275 Belmont St.;

n) Higgins and Chang buildings and the Machine Shop on the Shrewsbury Campus

0) 333 South Street, Shrewsbury

but excluding supervisors, and all managerial, confidential, and temporary/casual
employees within the meaning of Chapter 150E of the Massachusetts General Laws, part-
time employees who work less than twenty hours per week, students, and all other
employees of UMMS.

Rolling Recognition for New Worksites: UMMS agrees to recognize SHARE as the sole
and exclusive bargaining agent for the purpose of establishing wages, hours, and other
terms and conditions of employment for full or part-time UMMS employees working
twenty hours per week or more, at any new worksite within the UMMS campus (see map
of campus). UMMS will recognize SHARE at any new, off-campus worksite, by building,
so long as SHARE can establish to the satisfaction of UMMS that a majority of the
employees in the UMMS building who share a community of interest with other employees
in the SHARE bargaining unit wish to be represented by SHARE. To this end, UMMS
and SHARE agree to establish guidelines for a recognition procedure on a case by case

basis.

The UMMS and SHARE acknowledge that as the medical school grows and changes
programs and employees may move. In order to manage this dynamic the parties agree
that effective upon ratification if departments containing SHARE positions are moved to
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sites that are not listed in the union locations listed above, the position will remain in the
union even if the incumbent vacates the position. In addition, if a department containing

SHARE positions is moved to a site not listed in the union locations listed above, then any
new positions, listed in SCR 2228, which are created in the program will be SHARE

positions.

Article 30 - Union Security
Dues Check off

The Union shall have the exclusive right to the check off and transmittal of union dues on
behalf of each employee.

Each employee in the SHARE bargaining unit may choose to become a member of the
union and pay union dues.

The Union will inform UMMS of the amount of union dues to be deducted. Any such dues
will be determined by the Union in accordance with applicable law. The Union will not
change its dues requirements during the life of this Agreement except in accordance with
the Union constitution.

UMMS will deduct dues from the pay of employees who request such deduction in a form
acceptable to UMMS, signed by the employee. UMMS will transmit such funds to the
Union, together with a list of employees whose dues are transmitted and the amounts paid
in respect of each. An employee may withdraw his/her dues deduction authorization by
giving at least sixty days’ notice in writing to the Human Resources Department and the

Union.

The parties agree that dues will be deducted from the pay of employees from each
paycheck, and remitted to the Union on a monthly basis.

We agree that UMMS assumes no obligation, financial or otherwise, arising out of the
provisions of this Article, and that the Union will indemnify and hold UMMS harmless for
any claims or proceedings by any employee(s) with respect to this Article.
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Article 31 - Successor

This Agreement and recognition of SHARE shall be binding on any successor employer(s)
of UMMS.

Article 32 - Contracting Out

If the Employer is considering contracting out any work normally performed by SHARE
bargaining unit members, the Employer shall notify the Union. Union and management
shall meet to discuss alternatives to contracting out.

When contracting out is contemplated which could result in a layoff, prior to its
implementation, the parties will convene an ad hoc joint labor/management committee.
The committee shall, within a reasonable amount of time, develop and recommend
alternatives.

Article 33 - No Strike/No Lockout

The parties commit themselves to resolving problems and differences through cooperative
means that are appropriate to the UMMS community rather than through strikes and
lockouts. Accordingly, the parties agree that there shall be no strikes or lockouts or other
concerted activities of a disruptive nature during the term of this Agreement. The Union
and UMMS and their respective officers and representatives agree not to encourage any
violation of this Article.

Article 34 - Management’s Rights

UMMS, except as otherwise limited by a specific provision of this Agreement, retains all
its rights to administer the Medical School as it has in the past.

Article 35 - Scope of Agreement

UMMS and SHARE agree they shall be governed exclusively by and limited by the terms
and provisions of this Agreement and that neither shall have any other obligation or be
obliged to negotiate with respect to any matter pertaining to wages, hours, or other terms
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and conditions of employment whether specifically included in this Agreement or
discussed during the negotiations which resulted in this Agreement.

The parties may by mutual agreement engage each other in discussions on any issue of
mutual concern and may agree to alter or add to this Agreement so long as any alteration

or addition is in writing.

Unless specifically modified by this agreement, the policies and procedures of the
University will be referenced as part of this collective bargaining agreement (see Appendix
A). In order to maximize consistency of policies and minimize the process of updating
policies during contract negotiations, UMMS will provide SHARE with information about
changes UMMS wants to make to any policies referenced in the Agreement. If SHARE
agrees to the changes, the revised version will replace the policy referenced in the

Agreement.

Article 36 - Savings Clause

If any provision of this Agreement is found to be in violation of law, the parties will confer
in an effort to agree upon suitable substitution. It is agreed that the invalidation of any
provision of this Agreement shall not affect any of the other provisions.

Article 37 - Employer Provision of Information

UMMS will provide SHARE with a list quarterly of positions where there was a change in
grade within the bargaining unit. UMMS will provide SHARE with a list monthly of
SHARE employees who have transferred out of the bargaining unit, including the SHARE

department and job title.

Article 38 - Duration
This contract will cover the period between July 1, 2018 and June 30, 2021. Negotiations

for the successor agreement will begin no later than February 1, 2021, unless by mutual
consent the parties agree to begin sooner.
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For the Umversnty of Massachusetts:
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For the State Healthcare and Research Employees/ AFSCME:
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Side Letter on Bilingual Pay in DES

The parties agree to meet to discuss the process, compensation, and eligibility of SHARE
members for the bilingual pay program. In the meantime, the parties agree to continue the
terms of the October 26, 2016 Memorandum of Agreement regarding bilingual pay.
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Side Letter on Missing a Raise because of the Timing of a Transfer

UMMS and SHARE will engage in problem-solving, up to step 3 of the process, for an
employee who misses- getting-an-annuat raise by transferring in or out of SHARE at the -
wrong time. For example, if an employee transfers into a SHARE position from a non-
union position after the SHARE raise but before the non-union raise, SHARE and
UMMS will meet to discuss it.

For the University of Massachusetts Medical School:

///%//é/// /0 /4 //p/

Marcelino La Bella, Esq. Date
Director of Labor Relations and Compliance

For the State Healthcare and Research Employees/AFSCME:
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Side Letter on the Employee Transfer Process

In regards to Human Resources policy #06.04.12 on the Employee Transfer Process,
members of SHARE will be allowed to transfer to jobs outside their department after six
months of employment in their current positions.

FOR THE UNIVERSITY OF MASSACHUSETTS MEDICAL SCHOOL:

éé,tgt_:: u/.a.’m

Ethan Mutschler Date

Director, Labor and Employee Relations

FOR THE STATE HEALTHCARE AND RESEARCH EMPLOYEES/AFSCME:

RN e TGl wfeafio

Loranne Magoun, President Date
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______The University.of Massachusetts Medical Scheol (HMMS)and-State-Healtheareand——

Side Letter Regarding Employees That Transfer

Rescarch Employees (SHARE), in an effort to provide additional options to problem solving

eams addressing issues related to SHARE employees who have transferred to another
UMMS SHARE position and who are unsatisfactory in the new position within the three
month introductory period, agree as [oflows:

1.

The three-month introductory period may be extended by UMMS up to an additional
three moanths for a total introductory period of up to six months

If so extended, the length of the extension will be determined by UMMS on a case-
by-case basis with recommendation [rom the problem solving team. The terms and
period of such an extension shall be expressly defined, documented in writing and
agreed-to by the parties. Such extensions will not be subject to further steps in the
problem solving process.

LIMMS may waive, at its option, the six-month waiting period before an employee
can apply for other UMMS positions.

The terms of this "Side Letter” regarding employees who transfer is not intended o
be for universal application. Rather, it is to be used by UMMS and the problem-
solving team on a case-by-case basis only.

It is expressly agreed by the parties that the terms of this Side Letter are only
intended to offer a possible opportunity for an extension of up to three months to
the rransfer introductory period. [f, at any time prior to the expiration of the
extended introductory period, the employee fails to maintain a satisfactory level of
performance, behavior and attendance as agreed to in the extension, the employee
will he subject to immediate termination. All other provisions of UMMS Policy
#4008 shall remain in effect.

FOR THE UNIVERSITY OF MASSACHUSETTS MEDICAL SCHOOL:

N

:;“"k %C NUN L o

Ethan Mutschler Date

Director, Labor and Employee Relations

FOR ST

(

'ATE HEALTHCARE AND RESEARCH EMPLOYEES:

Y.

/

. {
Loranne Magoun, President Date
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Side Letter on Victims of Domestic Violence

To assist victims of domestic violence in successtully maintaining employment, the

University-of Massachusetts Medicat School (UMMSYand the State Healthcare and

Research Employees (SHARE), agree that SHARE employees who are victims of
domestic violence may use family sick leave as provided in the collective bargaining
agreement between the parties, for the following:

¢ Finding housing

e Legal meetings

e Court dates

e Arranging for the care of his/her children

e Time spent in a shelter when movement is restricted for safety reasons

For the Uni\fersity of Massachusetts Medical School:
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/{l/rcclmo La éella, Esq. Date /
Director of Labor Relations and Compliance

For the State Healthcare and Research Employees/AFSCME:

/" 4” o= - A f
’? J(,/«..‘«/’l/{,‘fiféi ":’7{&1. il x/ l(pi/é'/f ,Ef
./

Ehsabeth Szanto Date
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Side Letter on Performance Review Parameters

Performance reviews are not to be used for disciplinary purposes.

- Performance-reviews shatt-be based omeither the annual or introductory period

review.

Human Resources shall conduct a one-over-one review on all proposed “Non-
Performing” and “Outstanding™ reviews. Human Resources has the authority to
reject any “Non-Performing” and “Outstanding” review it determines does not
comply with the contract, UMMS policies and procedures, or performance review
principals.

A “Non-Performing™ review should not be a surprise to the employee. Evidence
of adequate notice to an employee regarding unsatisfactory job performance may
support a determination of needs improvement or below.

An employee who has received a 0% increase may use the contract’s problem-
solving process.

A joint management-union committee will review the performance review
process and track trends. The committee shall meet at least twice annually on
agreed upon dates or as deemed necessary.

Reviews rating employees as “Outstanding” or “Non-Performing™ after
established deadlines may result in a designated rating as “Performing”. All
performance reviews are due in HR according to established guidelines.
Employees whose reviews are not signed and received in HR by this time will
also default to the “Performing” rating and their names referred to the
performance review committee.

For the University of Massachusetts Medical School:

////7:/ 7%/ VAV %

Marcelino La Bella, Esq. Date
Director of Labor Relations and Compliance

For the State Healthcare and Research Employees/AFSCME:

- g /

/, ‘ 4 - / vy i NSl el
7 J”"i? ~1 ﬁxg'b-(/{:'{w. «-/j:; , L ff'.g’ l Ot’ "PJ’; / L;"
Elisabeth Szanto o Date
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MEMORANDUM OF AGREEMENT CONCERNING RELEASE TIME FOR UNION BUSINESS

The University of Massachusetts Medical School (UMMS) and State Healthcare and
Research Employees/AFSCME (SHARE) have agreed to grant release time to Executive
Board and Joint Working Group Members as follows:

1. Attendance at Monthly Executive Board Meetings and Official Joint Working Group
Meetings:
A. Each Executive Board member will be granted two hours of release time per month

without loss of wages, benefits and other privileges for attendance at monthly Board
meetings and for a reasonable amount of travel time.

B. Each full-time SHARE employee serving as a Joint Working Group member will be
granted release time for attendance at official Joint Working Group meetings and for
a reasonable amount of travel time.

C. Each Executive Board or Joint Working Group member will request such release
time a minimum of two (2) weeks prior to the scheduled Board meeting, where
practicable, and such release time will require approval of the member's
manager/supervisor prior to the meeting.

D. Each Executive Board or Joint Working Group member is responsible to arrange
coverage for his/her position if operationally necessary as determined by the
member's manager/supervisor.

2. Additional Emergency Release Time:

A. SHARE may request additional release time for Executive Board members without
loss of wages, benefits and other privileges on an as needed, emergency basis. Such
release time will be subject to the approval of the Director, Labor and Employee
Relations in consultation with the member's department manager/supervisor.
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B. SHARE will request such release time with as much notice as practicable.

G Each Executive Board Member is responsible to arrange coverage for his/her
position if operationally necessary as determined by the member's
manager/supervisor.

3. Release Time for Activists: From time to time SHARE may ask and be granted
release time for members who are helping with special projects, training and
problem-solving. Time off must be operationally feasible, approved by the
department and shall not be unreasonably denied.

This Memorandum of Agreement constitutes the total agreement between the parties with
regard to release time for SHARE Executive Board and Joint Working Group Members. This
Memorandum of Agreement shall take effect on the date of execution by the parties and
shall remain in effect until modified by the parties in writing or until such time as a
successor agreement to the current collective bargaining agreement is executed between i
the parties.

FOR THE UNIVERSITY OF MASSACHUSETTS MEDICAL SCHOOL:

Ethan Mutschler Date

Director, Labor and Employee Relations

FOR THE STATE HEALTHCARE AND RESEARCH EMPLOYEES /AFSCME:

Coravre W /l/[.x//a

Loranne Magoun, President Date
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Appendix A: Policies

SHARE and UMMS agree that these policies apply to SHARE members. For some

policies, contract language may modify the policy.

Policy Name policy # policy date
Access and Solicitation 08.01.01 09/01/99
Adoption Policy 06.01.15 11/21/17
Animals in the Workplace 02.01.16 06/01/01
Attendance and Punctuality 06.06.01 07/19/18
Bereavement 06.01.01 06/28/17
Confidentiality 06.05.01 01/21/18
Conflict of Interest 06.05.02 01/24/18
Contact with News Media 06.05.17 01/01/04
Corrective Action 06.06.02 09/26/17
Deductions & Withholdings 06.07.01 05/04/10
Discrimination Complaint Policy & Procedures 02.01.10 01/01/06
Drug & Alcohol Abuse in the Work Place 06.06.04 09/01/99
Drug Free Work Place 06.05.04 06/23/17
Emergency Assistance Fund 06.05.21 07/14/11
Employee Assistance Program 06.05.05 09/01/99
Employee Classifications 06.04.01 06/28/17
Employee Competency 06.03.02 11/21/17
Employee Records 06.05.06 07/12/17
Employment of Relatives 06.04.03 06/23/17
Employment of Retirees 06.04.04 06/13/17
Equal Employment Opportunity 02.01.06 10/19/12
Family Medical Leave (FMLA) 06.01.02 07/12/17
Flexible Work Options 06.04.05 03/03/08
H-1B Visa Sponsorship 06.08.02 07/12/17
Harassment of Indivs in Protected Classes & Others 02.01.10 07/01/10
Holidays 06.01.03 12/21/17
Hours of Work 06.02.04 06/14/17
HR Transaction and Approval Process 06.05.19 07/12/17
Inclement Weather/Severe Conditions & guidelines 06.05.08 12/21/17
J-1 Visa Sponsorship 06.08.03 07/12/17
Job Evaluation 06.02.05 06/09/17
Jury Duty & Court Leaves 06.01.04 06/28/17
Leave of Absence (LOA) 06.01.13 08/20/14
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Leaving the University 06.04.10 06/23/17
Licensure & Registration 06.04.07 06/23/17
Military Leave of Absence 06.01.05 06/28/17
Miscellaneous Time Off 06.01.06 12/28/03
On Call Coverage 06.02.06 12/21/17
Orientation 06.03.04 11/21/17
Parental Leave Act 06.01.20 06/26/17
Performance Appraisal 06.02.08 06/24/17
Permanent Residency Sponsorship 06.08.04 06/12/17
Personal Appearance 06.06.05 06/23/17
Political Activity 06.05.09 11/21/17
Probationary Period 06.04.08 06/28/17
Recruitment and Selection Policy 06.04.02 06/28/17
Salary Administration 06.02.09 06/16/17
Sexual Harassment Policy & Procedure 02.01.07 01/01/06
Shift Differential 06.02.10 06/14/17
Sick Leave Bank 06.01.09 06/14/17
Sick Time 06.01.10 2/12/10
Small Necessities Leave of Absence 06.01.11 06/26/17
Smoke Free Policy 06.05.18 05/27/08
Supporting Victims of Domestic Violence 06.06.08 01/28/09
Tax Treaty 06.07.06 11/21/2017
Time and Labor Reporting 05.0.11 11/02/09
Transfer of Service to/from UMMS 06.01.12 12/21/17
Vacation 06.01.04 03/21/18
Violence and Hostility in the Work Place 02.01.08 01/28/09
Volunteer and Learner Policy 06.04.14 07/13/17
Work Related Illness or Injury 06.05.13 06/11/13
Workforce Clearance Policy 06.04.09 06/28/17
Workforce Redesign / Staff Reduction 6007 09/01/99
Workplace Learning 06.03.08 03/01/06
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Appendix B: Wage Scales

University of Massachusetts Medical School - SHARE Salary Chart - W28

Effective June 24, 2018

Pay 25th 75th
Grade | Frequency | Minimum | Percentile | Midpoint | Percential | Maximum

9 Hourly $12.97 $14.31 $15.64 $16.98 $18.31
Bi-Weekly $1,038 $1,144 $1,251 $1,358 $1,465
Annual $26,978 $29,754 $32,531 $35,308 $38,085

10 Hourly $13.49 $14.88 $16.27 $17.66 $19.05
Bi-Weekly $1,079 $1,190 $1,302 $1,413 $1,524
Annual $28,059 $30,950 $33,842 $36,733 $39,624

11 Hourly $13.98 $15.50 $17.02 $18.54 $20.06
Bi-Weekly $1,119 $1,241 $1,362 $1,484 $1,606
Annual $29,099 $32,261 $35,422 $38,584 $41,746

12 Hourly $14.64 $16.23 $17.82 $19.41 $21.00
Bi-Weekly $1,171 $1,298 $1,426 $1,553 $1,680
Annual $30,451 $33,758 $37,066 $40,373 $43,680

13 Hourly $15.45 $17.16 $18.87 $20.58 $22.29
Bi-Weekly $1,236 $1,373 $1,510 $1,646 $1,783
Annual $32,136 $35,693 $39,250 $42,806 $46,363

14 Hourly $16.11 $17.95 $19.79 $21.63 $23.47
Bi-Weekly $1,289 $1,436 $1,583 $1,730 $1,878
Annual $33,509 $37,336 $41,163 $44,990 $48,818

15 Hourly $16.94 $18.91 $20.87 $22.84 $24.80
Bi-Weekly $1,355 $1,512 $1,670 $1,827 $1,984
Annual $35,235 $39,322 $43,410 $47,497 $51,584

16 Hourly $17.84 $19.97 $22.10 $24.23 $26.36
Bi-Weekly $1,427 $1,598 $1,768 $1,938 $2,109
Annual $37,107 $41,538 $45,968 $50,398 $54,829

17 Hourly $18.95 $21.17 $23.39 $25.61 $27.83
Bi-Weekly $1,516 $1,694 $1,871 $2,049 $2,226
Annual $39,416 $44,034 $48,651 $53,269 $57,886

18 Hourly $19.83 $22.26 $24.69 $27.12 $29.55
Bi-Weekly $1,586 $1,781 $1,975 $2,170 $2,364
Annual $41,246 $46,301 $51,355 $56,410 $61,464

19 Hourly $20.85 $23.41 $25.96 $28.52 $31.07
Bi-Weekly $1,668 $1,872 $2,077 $2,281 $2,486
Annual $43,368 $48,682 $53,997 $59,311 $64,626

20 Hourly $21.96 $24.65 $27.34 $30.03 $32.72
Bi-Weekly $1,757 $1,972 $2,187 $2,402 $2,618
Annual $45,677 $51,272 $56,867 $62,462 $68,058
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21 Hourly $22.99 $25.98 $28.96 $31.95 $34.93

Bi-Weekly $1,839 $2,078 $2,317 $2,556 $2,794
Annual $47,819 $54,028 $60,237 $66,446 $72,654

22 Hourly $24.10 $27.22 $30.33 $33.45 $36.56

Bi-Weekly $1,928 $2,177 $2,426 $2,676 $2,925
Annual $50,128 $56,607 $63,086 $69,566 $76,045

23 Hourly $25.34 $28.63 $31.91 $35.20 $38.48

Bi-Weekly $2,027 $2,290 $2,553 $2,816 $3,078
Annual $52,707 $59,540 $66,373 $73,206 $80,038

24 Hourly $26.46 $30.07 $33.68 $37.29 $40.90

Bi-Weekly $2,117 $2,406 $2,694 $2,983 $3,272
Annual $55,037 $62,546 $70,054 $77,563 $85,072

25 Hourly $27.61 $31.37 $35.13 $38.89 $42.65

Bi-Weekly $2,209 $2,510 $2,810 $3,111 $3,412
Annual $57,429 $65,250 $73,070 $80,891 $88,712

26 Hourly $28.64 $32.54 $36.43 $40.33 $44.22

Bi-Weekly $2,291 $2,603 $2,914 $3,226 $3,538
Annual $59,571 $67,673 $75,774 $83,876 $91,978

27 Hourly $29.85 $34.12 $38.39 $42.66 $46.93

Bi-Weekly $2,388 $2,730 $3,071 $3,413 $3,754
Annual $62,088 $70,970 $79,851 $88,733 $97,614

28 Hourly $31.03 $35.46 $39.89 $44.32 $48.75

Bi-Weekly $2,482 $2,837 $3,191 $3,546 $3,900
Annual $64,542 $73,757 $82,971 $92,186 $101,400

29 Hourly $32.27 $36.88 $41.49 $46.10 $50.71

Bi-Weekly $2,582 $2,950 $3,319 $3,688 $4,057
Annual $67,122 $76,710 $86,299 $95,888 $105,477

30 Hourly $33.66 $38.69 $43.72 $48.75 $53.78

Bi-Weekly $2,693 $3,095 $3,498 $3,900 $4,302
Annual $70,013 $80,475 $90,938 $101,400 | $111,862

31 Hourly $34.93 $40.16 $45.39 $50.62 $55.85

Bi-Weekly $2,794 $3,213 $3,631 $4,050 $4,468
Annual $72,654 $83,533 $94,411 $105,290 | $116,168
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University of Massachusetts Medical School - SHARE Salary Chart - W28

Effective June 23, 2019
Pay 25th 75th
Grade | Frequency | Minimum | Percentile | Midpoint | Percential | Maximum

9 Hourly $13.17 $14.53 $15.88 $17.24 $18.59
Bi-Weekly $1,054 $1,162 $1,270 $1,379 $1,487
Annual $27,394 $30,212 $33,030 $35,849 $38,667

10 Hourly $13.70 $15.11 $16.52 $17.93 $19.34
Bi-Weekly $1,097 $1,209 $1,322 $1,435 $1,547
Annual $28,517 $31,444 $34,362 $37,300 $40,227

11 Hourly $14.20 $15.74 $17.28 $18.82 $20.36
Bi-Weekly $1,136 $1,259 $1,382 $1,506 $1,629
Annual $29,536 $32,739 $35,942 $39,146 $42,349

12 Hourly $14.87 $16.48 $18.09 $19.70 $21.31
Bi-Weekly $1,190 $1,318 $1,447 $1,576 $1,705
Annual $30,930 $34,278 $37,627 $40,976 $44,325

13 Hourly $15.69 $17.43 $19.16 $20.90 $22.63
Bi-Weekly $1,255 $1,394 $1,533 $1,672 $1,810
Annual $32,635 $36,244 $39,853 $43,462 $47,070

14 Hourly $16.36 $18.23 $20.09 $21.96 $23.82
Bi-Weekly $1,309 $1,458 $1,607 $1,756 $1,906
Annual $34,029 $37,908 $41,787 $45,666 $49,546

15 Hourly $17.20 $19.20 $21.19 $23.19 $25.18
Bi-Weekly $1,376 $1,536 $1,695 $1,855 $2,014
Annual $35,776 $39,926 $44,075 $48,225 $52,374

16 Hourly $18.12 $20.28 $22.44 $24.60 $26.76
Bi-Weekly $1,450 $1,622 $1,795 $1,968 $2,141
Annual $37,690 $42,182 $46,675 $51,168 $55,661

17 Hourly $19.25 $21.50 $23.75 $26.00 $28.25
Bi-Weekly $1,540 $1,720 $1,900 $2,080 $2,260
Annual $40,040 $44,720 $49,400 $54,080 $58,760

18 Hourly $20.14 $22.61 $25.07 $27.54 $30.00
Bi-Weekly $1,611 $1,808 $2,006 $2,203 $2,400
Annual $41,891 $47,018 $52,1 46 $57,273 $62,400

19 Hourly $21.17 $23.76 $26.35 $28.94 $31.53
Bi-Weekly $1,694 $1,901 $2,108 $2,315 $2,522
Annual $44,034 $49,421 $54,808 $60,195 $65,582

20 Hourly $22.30 $25.03 $27.76 $30.49 $33.22
Bi-Weekly $1,784 $2,002 $2,221 $2,439 $2,658
Annual $46,384 $52,062 $57,741 $63,419 $69,098
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21 Hourly $23.34 $26.37 $29.40 $32.43 $35.46

Bi-Weekly | $1,867 $2,110 $2,352 $2,594 $2,837
Annual $48,547 $54,850 $61,152 | $67,454 | $78,757

22 Hourly $24.47 $27.63 $30.79 $33.95 $37.11

Bi-Weekly | $1,958 $2,210 $2,463 $2,716 $2,969
Annual $50,898 $57,470 $64,043 | $70,616 | $77,189

23 Hourly $25.73 $29.06 $32.39 $35.72 $39.05

Bi-Weekly | $2,058 $2,325 $2,591 $2,858 $3,124
Annual $53,518 $60,445 $67,371 $74,298 | $81,224

24 Hourly $26.86 $30.53 $34.19 $37.86 $41.52

Bi-Weekly | $2,149 $2,442 $2,735 $3,028 $3,322
Annual $55,869 $63,492 $71,115 | $78,738 | $86,362

25 Hourly $28.03 $31.85 $35.66 $39.48 $43.29

Bi-Weekly | $2,242 $2,548 $2,853 $3,158 $3,463
Annual $58,302 $66,238 $74,173 | $82,108 | $90,043

26 Hourly $29.08 $33.03 $36.98 $40.93 $44.88

Bi-Weekly | $2,326 $2,642 $2,958 $3,274 $3,590
Annual $60,486 $68,702 $76,918 | $85,134 | $93,350

27 Hourly $30.31 $34.64 $38.97 $43.30 $47.63

Bi-Weekly | $2,425 $2,771 $3,118 $3,464 $3,810
Annual $63,045 $72,051 $81,058 | $90,064 | $99,070

28 Hourly $31.50 $36.00 $40.49 $44.99 $49.48

Bi-Weekly | $2,520 $2,880 $3,239 $3,599 $3,958
Annual $65,520 $74,870 $84,219 | $93,569 | $102,918

29 Hourly $32.77 $37.45 $42.12 $46.80 $51.47

Bi-Weekly | $2,622 $2,996 $3,370 $3,744 $4,118
Annual $68,162 $77,886 $87,610 | $97,334 | $107,058

30 Hourly $34.17 $39.28 $44.38 $49.49 $54.59

Bi-Weekly | $2,734 $3,142 $3,550 $3,959 $4,367
Annual $71,074 $81,692 $92,310 | $102,929 | $113,547

31 Hourly $35.46 $40.77 $46.08 $51.39 $56.70

Bi-Weekly | $2,837 $3,262 $3,686 $4,111 $4,536
Annual $73,757 $84,802 $95,846 | $106,891 | $117,936
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University of Massachusetts Medical School - SHARE Salary Chart - W28

Effective June 21, 2020

Pay 25th 75th
Grade | Frequency | Minimum | Percentile | Midpoint | Percential | Maximum

9 Hourly $13.37 $14.75 $16.12 $17.50 $18.87
Bi-Weekly $1,070 $1,180 $1,290 $1,400 $1,510
Annual $27,810 $30,670 $33,530 $36,390 $39,250

10 Hourly $13.91 $15.34 $16.77 $18.20 $19.63
Bi-Weekly $1,113 $1,227 $1,342 $1,456 $1,570
Annual $28,933 $31,907 $34,882 $37,856 $40,830

11 Hourly $14.42 $15.98 $17.54 $19.10 $20.66
Bi-Weekly $1,154 $1,278 $1,403 $1,528 $1,653
Annual $29,994 $33,238 $36,483 $39,728 $42,973

12 Hourly $15.11 $16.74 $18.37 $20.00 $21.63
Bi-Weekly $1,209 $1,339 $1,470 $1,600 $1,730
Annual $31,429 $34,819 $38,210 $41,600 $44,990

13 Hourly $15.93 $17.69 $19.45 $21.21 $22.97
Bi-Weekly $1,274 $1,415 $1,556 $1,697 $1,838
Annual $33,134 $36,795 $40,456 $44,117 $47,778

14 Hourly $16.62 $18.51 $20.40 $22.29 $24.18
Bi-Weekly $1,330 $1,481 $1,632 $1,783 $1,934
Annual $34,570 $38,501 $42,432 $46,363 $50,294

15 Hourly $17.46 $19.49 $21.51 $23.54 $25.56
Bi-Weekly $1,397 $1,559 $1,721 $1,883 $2,045
Annual $36,317 $40,529 $44,741 $48,953 $53,165

16 Hourly $18.40 $20.59 $22.78 $24.97 $27.16
Bi-Weekly $1,472 $1,647 $1,822 $1,998 $2,173
Annual $38,272 $42,827 $47,382 $51,938 $56,493

17 Hourly $19.55 $21.83 $24.11 $26.39 $28.67
Bi-Weekly $1,564 $1,746 $1,929 $2,111 $2,294
Annual $40,664 $45,406 $50,149 $54,891 $59,634

18 Hourly $20.45 $22.95 $25.45 $27.95 $30.45
Bi-Weekly $1,636 $1,836 $2,036 $2,236 $2,436
Annual $42,536 $47,736 $52,936 $58,136 $63,336

19 Hourly $21.50 $24.13 $26.75 $29.38 $32.00
Bi-Weekly $1,720 $1,930 $2,140 $2,350 $2,560
Annual $44,720 $50,180 $55,640 $61,100 $66,560

20 Hourly $22.64 $25.41 $28.18 $30.95 $33.72
Bi-Weekly $1,811 $2,033 $2,254 $2,476 $2,698
Annual $47,091 $52,853 $58,614 $64,376 $70,138
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21 Hourly $23.70 $26.78 $29.85 $32.93 $36.00
Bi-Weekly $1,896 $2,142 $2,388 $2,634 $2,880
Annual $49,296 $55,692 $62,088 $68,484 $74,880
22 Hourly $24.85 $28.06 $31.26 $34.47 $37.67
Bi-Weekly $1,988 $2,244 $2,501 $2,757 $3,014
Annual $51,688 $58,354 $65,021 $71,687 $78,354
23 Hourly $26.13 $29.51 $32.88 $36.26 $39.63
Bi-Weekly $2,090 $2,360 $2,630 $2,900 $3,170
Annual $54,350 $61,370 $68,390 $75,410 $82,430
24 Hourly $27.27 $30.99 $34.71 $38.43 $42.15
Bi-Weekly $2,182 $2,479 $2,777 $3,074 $3,372
Annual $56,722 $64,459 $72,197 $79,934 $87,672
25 Hourly $28.46 $32.33 $36.20 $40.07 $43.94
Bi-Weekly $2,277 $2,586 $2,896 $3,206 $3,515
Annual $59,197 $67,246 $75,296 $83,346 $91,395
26 Hourly $29.52 $33.53 $37.54 $41.55 $45.56
Bi-Weekly $2,362 $2,682 $3,003 $3,324 $3,645
Annual $61,402 $69,742 $78,083 $86,424 $94,765
27 Hourly $30.77 $35.17 $39.56 $43.96 $48.35
Bi-Weekly $2,462 $2,813 $3,165 $3,516 $3,868
Annual $64,002 $73,143 $82,285 $91,426 $100,568
28 Hourly $31.98 $36.54 $41.10 $45.66 $50.22
Bi-Weekly $2,558 $2,923 $3,288 $3,653 $4,018
Annual $66,518 $76,003 $85,488 $94,973 $104,458
29 Hourly $33.27 $38.02 $42.76 $47.51 $52.25
Bi-Weekly $2,662 $3,041 $3,421 $3,800 $4,180
Annual $69,202 $79,071 $88,941 $98,810 $108,680 -
30 Hourly $34.69 $39.87 $45.05 $50.23 $55.41
Bi-Weekly $2,775 $3,190 $3,604 $4,018 $4,433
Annual $72,155 $82,930 $93,704 $104,478 | $115,253
31 Hourly $36.00 $41.39 $46.78 $52.17 $57.56
Bi-Weekly $2,880 $3,311 $3,742 $4,174 $4,605
Annual $74,880 $86,091 $97,302 $108,514 | $119,725
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