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AGREEMENT made effective the 15" day of September, 2025, between EMORY UNIVERSITY,
hereinafter termed the “University” or “Emory” and EMORYUNITE!-SERVICE EMPLOYEES
INTERNATIONAL UNION, SOUTHERN REGION, hereinafter termed the “Union,” wherein it
is mutually agreed as follows:

ARTICLE 1:
RECOGNITION AND BARGAINING UNIT DESCRIPTION

Section 1. Pursuant to the Certification of Representative issued by the National Labor Relations
Board in Case No. 10-RC-324546, Emory recognizes the Southern Region Workers United, A/W
SEIU, as the exclusive collective-bargaining representative of the following members: Included in
the bargaining unit are all PhD students enrolled at Emory University in the Laney Graduate
School (“LGS”) at its Atlanta, Georgia, campus who provide instructional or research services for
Emory University, including teaching assistants, research assistants, teaching associates,
instructors of record, graders, and Biomedical Engineering PhD students whose advisor holds a
primary appointment at Emory University and who receive all of their funding from Emory
University.

Section 2. Excluded from the bargaining unit are Biomedical Engineering PhD students whose
advisor does not hold a primary appointment at Emory, nursing PhD students who are
simultaneously employed by Emory in another capacity, PhD students who are self-funded, PhD
students on approved leaves of absence (except as provided in Article 35: Support Funds and
Article 36: Leave of Absence Medical Support Fund), all students not working towards PhD
degrees offered by the Laney Graduate School (including MD/PhD students during terms while
they are not enrolled in a Laney Graduate School program) and all other employees, office clericals,
managers, guards and supervisors as defined in the National Labor Relations Act.

Section 3. Notwithstanding the above, the parties agree that all PhD students shall be included in
the bargaining unit and have access to grievance and arbitration so long as they are: (i) paid solely
by Emory; and (ii) supervised solely by a full-time Emory faculty member while performing
instructional or research services for the University. PhD students who are not (a) paid solely by
Emory and (b) supervised solely by an Emory full-time faculty member shall not be included in
the bargaining unit, and shall not have access to the grievance and arbitration procedures of this
Agreement. For example, students enrolled in the Biomedical Engineering Program, who are
funded at least in part by another university or advised by a faculty member with a primary
appointment at another university, shall not be included in the bargaining unit, and may not utilize
the grievance and arbitration procedures of this Agreement. For the avoidance of doubt, PhD
students beyond their years of guaranteed funding or on external funding, but supervised by Emory
faculty while performing instructional or research services while in residence in the University,
shall be included in the bargaining unit and shall have access to the grievance and arbitration
process.



ARTICLE 2:
MANAGEMENT RIGHTS

Section 1. Reservation of Management Rights. The Union recognizes that management of the
University is vested exclusively in the University. Accordingly, the University reserves and retains
each of the rights, management functions, privileges and prerogatives which it would have in the
absence of this Agreement, regardless of the frequency or infrequency with which such rights have
been exercised in the past, whether written or unwritten, except to the extent such rights,
management functions, privileges and prerogatives have been clearly abridged by an express
provision of this Agreement. These management rights are retained and vested exclusively in the
University and may be exercised by the University at its sole discretion.

Section 2. Illustration of Management Rights. Such Management Rights shall include, but are
not limited to, the following management functions, rights, and prerogatives:

1.
2.

[98)

10.

11.

12.

13.

all rights and prerogatives granted by applicable law;

the right to establish, determine, modify, control, implement and effect the University’s
mission, programs, objectives, activities, resources, and priorities;

the right to direct, modify and control University operations;

the right to take such action as is necessary to maintain the University’s efficiency and
effectiveness, including determining the means, methods, personnel, budgetary, and
financial procedures by which the University’s programs, services, and operations are
to be conducted;

the right to establish or modify the academic calendars, including holidays and holiday
scheduling;

the right to establish, maintain, modify, rescind, enforce and administer all policies,
procedures, rules and regulations, including, but not limited to, those related to federal,
state or local law or ordinance;

the right to develop and execute policies, procedures, rules and regulations regarding
the bargaining unit members’ status as students, including, but not limited to, all
questions of academic standing and intellectual integrity;

the right to establish and require bargaining unit members to observe University rules
and regulations;

the right to maintain and enforce the LGS Student Handbook, all program Handbooks
for programs to which bargaining unit members belong, and any Emory University
policy that regulates academic activities and to amend, change or rescind any rules,
processes or procedures contained therein so long as not inconsistent with an express
provision contained in this Agreement;

the right to alter, extend, add or discontinue the use of existing equipment, facilities,
and locations of operation;

the right to unilaterally make all decisions regarding recruiting and appointing of
bargaining unit members;

the right to make decisions as to teaching and research assignments, faculty advisors
and any and all matters relating to the bargaining unit members in their capacity as
students;

the right to determine or modify the number, qualifications, scheduling, responsibilities
and assignment of bargaining unit members provided that such decisions do not alter



the terms of an existing appointment letter;

14. the right to establish, maintain, modify (including deletion and replacement) or enforce
standards of performance, conduct, order and safety, including, but not limited to, work
rules, discipline standards and attendance policies;

15. the right to determine, maintain and modify all training requirements for bargaining
unit members, including, but not limited to, orientation;

16. the right to determine the proper method of instruction, to modify or introduce new
methods of instruction or eliminate methods of instruction;

17. the right to determine or modify the required course load and/or hours of work;

18. the right to evaluate, determine the content of evaluations, and determine the processes
and criteria by which bargaining unit members’ performance is evaluated;

19. the right to discipline or dismiss bargaining unit members for just cause;

20. the right to assign bargaining unit members to their work locations;

21.the right to make decisions regarding external grants and contracts including
application, selection, funding, administration, usage, accountability and termination;

22. the right to schedule hours of work;

23. the right to subcontract all or any portion of any University operations, provided no
bargaining unit member loses their appointment or suffers a diminution of
compensation or benefits as a result of the decision to subcontract bargaining unit work;
and

24. the right to take all necessary actions to carry out the University’s mission in
emergencies, such as a public health emergency, attack, extreme weather, or other
natural disaster.

Section 3. Includes Academic Rights. The University shall exercise the sole and exclusive right
to make all decisions regarding academic matters including the academic course of the University.
This includes the right of the University to determine how the University will be governed; to
determine the University’s organizational structure; to determine the establishment of schools,
colleges, centers, institutes, departments, divisions and other units of the University; to expand or
contract the University and its operations by acquisition, sale, merger or other means; to
reorganize, enlarge, reduce or discontinue any function, position, or department or other unit of
the University, or transfer such functions, positions, departments or units; to determine, alter or
amend the curriculum, programs and degrees offered; to establish, maintain, modify, discontinue
and/or cancel any course, program or school; to decide whether to create, eliminate, combine, or
modify academic, outreach, service and research programs; to establish, maintain or modify course
offerings, identifiers, course content, description, and/or objectives; to determine in its sole
discretion all matters relating to student admissions and appointments, admission standards, cohort
size, student matriculation, graduation standards, assessment of student work and grades, and
determinations as to students’ academic progress; to determine all matters that pertain to the
amount of any tuition or fees; to determine all matters of budget, financial procedures and
personnel policies; to determine matters involving financial aid, including, but not limited to,
recipients of financial aid and the terms of financial aid; to promulgate policies and resolve issues
pertaining to academic disciplinary matters, including grievances; and to take such actions
necessary to carry out the mission of the University in cases of emergency. Decisions regarding
who is taught, what is taught, how it is taught and who does the teaching involve academic
judgment and shall be made at the sole discretion of the University.



Section 4. The University, in not exercising any function hereby reserved to it in this Article, or
in exercising any such function in a particular way, will not be deemed to have waived its right to
exercise such function or preclude the University from exercising the same in some other way.

Section 5. Intended Effect. The Union understands and agrees that this Article contains a clear
and unmistakable waiver of rights such that the University will have no duty to bargain with the
Union over the decision to exercise a management right. The Union retains the right to request
effects bargaining over the impact of such decisions.

Section 6. No action taken by the University with respect to a management or academic right shall
be subject to the grievance and arbitration procedure established by the Agreement, or collateral
lawsuit, unless the exercise of such right violated an expressly written provision of this Agreement.
The enumeration of management rights in the above Sections is not exhaustive and does not
exclude other management rights not specified above.

ARTICLE 3:
SAFETY AND SECURITY

Section 1. Emory retains sole discretion to enhance the safety and security of areas under its
ownership or control through the use and/or additional use of video surveillance equipment, metal
detectors, and/or building access control. This may include the use and/or installation of video
devices or other camera recording equipment for any property owned or controlled by Emory,
metal detectors, building access control devices, the monitoring of information obtained or
recorded from such devices, and the recording of such information. Emory will use good faith
efforts to ensure these changes will not unduly restrict bargaining unit members from accessing
necessary buildings for appointment-related obligations. Emory will use good faith efforts to work
with bargaining unit members to obtain building access where necessary for the performance of
their bargaining unit duties.

Section 2. The above safety and security measures will not be used in areas where there is a
reasonable expectation of privacy.

ARTICLE 4:
POLICIES AND PROCEDURES

The parties agree that the University’s existing policies and procedures that apply to bargaining
unit members shall continue in full force and effect. In the event of a conflict between the
University’s policies and an express provision of this Agreement, the terms of this Agreement shall
prevail. The University will notify the Union of any new policies, or changes or modifications to
existing policies that may impact bargaining unit members, in their capacity as teaching and
research assistants, as soon as is practicable. The effects of such changes shall be subject to
bargaining, but any requested effects bargaining shall not prevent the University from issuing or
modifying its policy. In no such event will the new or modified policies contradict the explicit
terms of this Agreement as it relates to bargaining unit members.



ARTICLE 5:
NO STRIKE NO LOCKOUT

Section 1. Intent. The parties recognize the sensitive nature of the University academic
environment and the damage that could occur as a result of any disruption to the timely delivery
of the University’s educational services and research activities. As a consequence, it is the intent
of the parties to settle disputes during the term of this Agreement either through informal means
or, when that is not possible, through the grievance and arbitration procedure outlined in Article 9.

Section 2. Prohibited Activity. It is therefore agreed that during the term of this Agreement, or
any written extension of this Agreement, neither the Union (including any agents of the Union),
nor any bargaining unit member, will threaten, instigate, authorize, establish, or participate in any
primary strike, sympathy strike, work stoppage, work slowdown, withholding or delaying
finalization of any grades, test results, evaluations or other documents, concerted failure or refusal
to perform assigned work, or any other interference with or interruption of any of the University’s
services or operations. Nothing in these prohibitions is intended to limit the Union’s ability to
prepare for lawful conduct to occur post contract expiration. It is agreed that bargaining unit
members are not required to cross the picket line of another union, if after making a reasonable
effort to gain entry to a required or assigned work area, the bargaining unit member(s) sincerely
believes that such entry may result in physical violence or injury to said bargaining unit member(s).
Nothing in this Article is intended to waive the right of the Union or bargaining unit members to
aid, condone or support a strike called by another union or group of bargaining unit members not
covered by this Agreement; provided the Union and bargaining unit members do not engage in
any conduct prohibited by this Section including a work stoppage or refusal to perform work.

Section 3. Penalty. Any bargaining unit member who participates in any activity prohibited by
this Article shall be subject to discharge or such lesser discipline as the University, in its sole
discretion, shall determine. Any bargaining unit member disciplined or discharged for failing to
comply with this Article shall not have recourse to the grievance and arbitration procedure
contained in Article 9; provided, however, that a bargaining unit member who contends they did
not engage in such prohibited conduct shall have access to the grievance arbitration process but
the sole question for resolution will be whether they in fact participated in such prohibited activity.

Section 4. Union Officials’ Responsibility. In the event that any bargaining unit member(s)
violates the prohibitions identified in Section 2 above, the Union shall immediately inform such
bargaining unit member(s) through all reasonable means that such action is prohibited under this
Agreement and that such bargaining unit member(s) should cease such action and return to full,
normal, and timely work.

ARTICLE 6:
UNION REPRESENTATION

Section 1. Union Staff Representatives will be allowed reasonable access to the premises of the
University for meetings with bargaining unit members, the University, or to conduct other Union
business provided that the Union provides at least forty-eight (48) hours advance notice, whenever
practicable, to the designated Staff and Labor Relations representative. Union Staff



Representatives are prohibited from disrupting the normal business operations and/or educational
activities of the University. The Union agrees to comply with all University policies, procedures
and regulations regarding the use of University facilities. Notwithstanding the above, Union access
shall not be permitted in areas of the University that are restricted due to safety, health, or privacy
concerns (e.g., a lab which is designated as restricted space due to sensitive or dangerous
organisms, chemicals, or elements being used in experiments or patient areas, etc.). If Union Staff
Representatives function in a manner that the University believes disrupts the educational activity
and/or business operations of the University, then the University shall contact the Union and the
parties shall meet within twenty-four (24) hours to resolve the matter.

Section 2. The Union may appoint a reasonable number of bargaining unit members to serve as
“Bargaining Unit Representatives.” By October 15" of each year, the Union shall provide the
University with a list containing the bargaining unit members who will serve in this role. The
University shall have no obligation to recognize these representatives until the list designating
them as such is received. Such list can and must be periodically updated if the individuals serving
in this role change. The function of these Bargaining Unit Representatives shall be to inform
bargaining unit members of their rights under this Agreement to ascertain whether the terms of
this Agreement are being followed, upon request from a bargaining unit member to represent that
bargaining unit member during an investigatory meeting which the bargaining unit member
reasonably believes might lead to their being disciplined as to their bargaining unit position
consistent with the provisions of this Agreement or to attend a meeting where a disciplinary
decision as to their bargaining unit position is to be administered consistent with this Agreement
and to investigate and assist the bargaining unit member in the adjustment of grievances.
Bargaining Unit Representatives shall be required to receive approval from their supervisor before
attending to Union matters that may interfere with their appointment duties.

Section 3. The Union, through the Bargaining Unit Representatives identified in Section 2, will be
permitted to post notices to bargaining unit members on physical University bulletin boards as
designated by the University. These bulletin boards shall be the sole and exclusive locations for
the Union to post notices to bargaining unit members on University property. The content of these
notices shall be limited to legitimate and appropriate Union business related to the bargaining unit
and will not contain any materials derogatory of the University, administration or any member of
administration. Prior to posting, the Union will provide a copy to the University for preview. If the
University has any objection to the proposed posting, it will raise that objection promptly and the
Union will not post the communication until the dispute is resolved. The University commits to a
prompt resolution of such disputes and to act in good faith in attempting to do so. The Union will
monitor these postings and shall promptly remove any inappropriate or outdated material.

Section 4. Up to twenty-five (25) times in a calendar year, the Union may request a meeting space
on campus for the sole purpose of meeting with bargaining unit members. Such requests shall not
be unreasonably denied. The Union will follow University policy for reserving a meeting space
but will not make a request to reserve such meeting space more than thirty (30) days in advance
of the proposed meeting date. Selection of the on-campus meeting space shall be in the
University’s sole discretion. The Union acknowledges that the Union shall be responsible for any
costs associated with reserving meeting space, on the same terms and conditions as any other
campus organization.



Section 5. Prior to the commencement of each academic school year, the University shall provide
each bargaining unit member a Family Education Rights and Privacy Act (“FERPA”)
Communication and a FERPA Release Form as described below, in a format where the FERPA
Release Form can be completed and submitted to the University electronically. The initial version
of the FERPA Communication and the FERPA Release Form, and any changes to either document,
shall be shared with the Union prior to its initial dissemination.

1. The FERPA Communication will include, at minimum, the following information:

a.
b.

The Union is the bargaining unit member’s exclusive bargaining representative;
The Union has a legal obligation to represent the bargaining unit member when
they are engaged in bargaining unit work and that to do so, the Union may need
certain information about its bargaining unit members so that it is properly
prepared to enforce this collective bargaining agreement (“CBA”), which
covers pay and other terms and conditions of their appointment;

In order to avoid any conflict between the Union’s right to access this
information under the National Labor Relations Act, and FERPA, which
regulates the disclosure of certain information in a bargaining unit member’s
records, the bargaining unit member will be asked to complete and sign the
FERPA Release Form and return the form along with all other on-boarding
paperwork, such as an I-9, etc.; and

Contact information of both the Union and the University for the bargaining
unit member to raise any questions about the FERPA Communication and
FERPA Release Form and/or how the information shared with the Union may
be used.

2. The FERPA Release Form will contain, at minimum, the following:

a.

o e o

A list of the specific categories of educational records that the University may
release, as well as a mechanism by which the student may select the categories
that they are comfortable releasing;

The person(s) to whom access to such educational records may be provided;
The duration of the release of such educational records;

The purpose of the release of such educational records;

An option for the bargaining unit member to waive their privacy rights under
FERPA and affirm their consent to release their educational record information
that may be sought by the Union for representational purposes and to which the
Union would ordinarily be entitled under the National Labor Relations Act.
This option will be accompanied by a statement that the Union, if provided
access to such information by the bargaining unit member, may use such
information only for the purposes for which the disclosure was made and may
not disclose the information to any other party without the prior consent of the
bargaining unit member;

There will be two options for the bargaining unit member: (1) decline, except
to allow the University to release directory information as stated within
Emory’s FERPA policy; or (2) decline the release of all information (i.e., both
directory and non-directory); and

Information about how a bargaining unit member may change their selection in
the future.
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3. In cases related to Article 10: Discipline and Discharge, if the bargaining unit member
has not permitted the disclosure of their information to the Union, the University, in
accordance with the provisions of that Article, will inform the bargaining unit member
that they are entitled to Union representation, and the University shall give the
bargaining unit member the opportunity to voluntarily sign a FERPA Release Form.

4. Union Responsibilities

a. The Union agrees not to use this information for any purposes other than
internal Union administration and communications with these individuals. The
Union further agrees that it will not re-disclose any personally identifiable
information that it receives pursuant to this Article without the prior written
consent of the bargaining unit member utilizing the FERPA release form. Any
violations of this Section by the Union shall be subject to the University’s data
security and privacy policies.

b. The Union represents and warrants that it has security controls to ensure
confidentiality, protect against any reasonably anticipated threats or hazards to
the security or integrity of such information and protect against any reasonably
anticipated uses or disclosures of such information that are not permitted by
applicable law. Furthermore, the Union will ensure that its workforce, including
Bargaining Unit Representatives, comply with the Union’s security controls.
Emory assumes no obligation, financial or otherwise, if there is a breach of the
Union’s security and/or data systems and the Union will be solely responsible.

ARTICLE 7:
UNION SECURITY AND CHECK-OFF

Section 1. Deduction and Remittance of Service Fees. Beginning the first full pay period
following receipt by the University’s Office of Human Resources of a fully executed voluntary
written authorization form from a bargaining unit member, the University will deduct from that
bargaining unit member’s wages each payday their Union service fees. Requesting authorization
forms from bargaining unit members shall be the sole responsibility of the Union. Once per month,
monies so deducted by the University shall be transmitted by mail or electronic transfer, to the
duly authorized representative of the Union together with a list identifying the month the deduction
is based on, the name of the bargaining unit member, the bargaining unit member’s University ID
number, their rate of pay and earnings that the dues or representation fee is based on, and the
amount of service fees. The University will be under no obligation to make any deduction under
this Article if a bargaining unit member’s wage, after other deductions required by law or
authorized by the member, are less than the amount due to the Union. The University shall not be
required to make any retroactive deductions.

Section 2. Revocation of Authorization. This authorization will remain in effect for one (1) year,
and will automatically be renewed from year to year for a period of one (1) year unless properly
revoked. A bargaining unit member can revoke this authorization by sending written notice by
certified mail to the Union not more than twenty (20) days and not less than ten (10) days either
(1) before the expiration of each yearly period, or (2) before the expiration of the Union’s contract
with the University, whichever is sooner. The Union must notify the University of any revocation
pursuant to this Section. Any authorization to withhold monies under this Article shall also
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terminate and the withholding obligation cease immediately upon the termination of a bargaining
unit member’s appointment with the University.

Section 3. Amount of Service Fees. The Union shall establish and certify in writing or
electronically to the University’s Office of Human Resources the current rate of Union service
fees and will promptly advise the University of any change in the amount of service fees. The
Union will also provide the University with a copy of the service fees deduction authorization form
being used with bargaining unit members.

Section 4. PAC Contributions. The University also agrees, to the extent permitted by law and
federal regulations, to deduct voluntary contributions authorized by a bargaining unit member to
the Workers United Southern Region, SEIU Committee on Political Education (COPE) (“Workers
United for Political Power”) and to remit said contribution to the Union using the same time limits
and at the same time Union service fees are remitted. These contributions must be authorized in
writing by the bargaining unit member and are strictly voluntary and can be in any amount
determined by the bargaining unit member.

Section 5. Indemnification. It is agreed that the University shall assume no financial obligation
arising out of the provisions of this Article. The Union agrees to indemnify, at the University’s
request to defend and to hold the University, and all University agents, harmless from any and all
claims, demands, liabilities, responsibilities, suits, debts, damages, court orders or judgments that
may arise out of any action taken in accordance with the provisions in this Article. The Union
assumes full responsibility for the disposition of monies deducted under this Article once they
have been turned over to the duly authorized representative of the Union.

Section 6. Missing or Incorrect Deductions. The Union may report what it believes to be missing
or incorrect deductions as they become known. In the event the University incorrectly processed a
payroll deduction for a bargaining unit member, then the University will correct the error in the
next pay period following mutual agreement that the deduction was incorrect. In the event the
Union submits incorrect deduction amounts or omits amounts due, the adjustments will be
included in the next deduction file submitted to the University.

ARTICLE 8:
NON-DISCRIMINATION, HARASSMENT, AND RETALIATION

Section 1. Non-Discrimination.

1. The University is committed to maintaining a campus that is free from discrimination,
harassment and retaliation.

2. The University shall continue to honor and uphold to the fullest extent the University’s
Equal Opportunity and Discriminatory Harassment Policy (Policy 1.3) for the life of
this Agreement. The parties agree that any changes or modifications to Policy 1.3 shall
automatically become incorporated into this Article and this Agreement.

3. Neither the University nor the Union shall discriminate against a bargaining unit
member on the basis of membership or non-membership in any labor union.

Section 2. Anti-Discrimination and Harassment.
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1. No bargaining unit member shall be subjected to discrimination or discriminatory
harassment as defined in the University’s Equal Opportunity and Discriminatory
Harassment Policy (Policy 1.3), which may be updated from time to time by the
University. This Policy applies to bargaining unit members as well as the other
members of the University community. For purposes of this Agreement, discrimination
and harassment shall be defined consistent with the definitions set forth in Policy 1.3,
and examples of discrimination and harassment and other prohibited conduct are set
forth in Policy 1.3.

2. No bargaining unit member shall be subjected to sex and gender-based harassment and
discrimination as defined in the University’s Sex and Gender-Based Harassment and
Discrimination Policy (Policy 8.2), which may be updated from time to time by the
University. For purposes of this Agreement, sex and gender-based harassment and
discrimination shall be defined consistent with the definitions set forth in Policy 8.2,
and where possible the University will provide advance notice to the Union of changes
to this policy.

Section 3. Standards of Conduct. The University and the Union shall continue to comply with
the University’s Standards of Conduct Policy (Policy 4.62), the LGS Conduct Code Policy
(https://gs.emory.edu/academics/policies-progress/conduct.html), and any other University or
school policy describing the standards of conduct and behavior applicable to members of the
University community. For purposes of this Agreement, acceptable conduct and behavior shall be
consistent with the definitions and expectations set forth in these policies described herein.

Section 4. Non-Retaliation. Consistent with University policy and applicable local, state and
federal law, the University shall not retaliate against any bargaining unit member who, in good
faith, reports or participates in the investigation of violations of the policies referenced herein or
this Article.

ARTICLE 9:
GRIEVANCE AND ARBITRATION

Section 1. General Provisions. For the purposes of this Agreement, a grievance may be filed by
a bargaining unit member, the Union, or the University (the “Grieving Party”) and is defined as
any dispute or disagreement concerning the interpretation, application or alleged violation of a
specific term or provision of this Agreement, except as to those provisions which are expressly not
subject to this Article, and which arose during the term of this Agreement or any written extension
of it. Except as otherwise expressly provided in this Agreement, the procedure set forth in this
Article is the sole and exclusive procedure for the resolution of “employment matter” grievances,
as defined herein, under this Agreement.

Section 2. Access to Article 9: Grievance and Arbitration. The parties agree that “academic
matters,” as mutually defined in Section 3 and Addendum A: Academic vs. Employment Actions,
are not subject to the grievance and arbitration procedure under this Article and must be processed
through the University’s existing procedures, as may be modified from time to time by the
University. Moreover, the parties agree that “employment matters,” as mutually defined in
Section 3 and Addendum A: Academic vs. Employment Actions or as otherwise mutually agreed
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upon, are subject to the grievance and arbitration procedure. Where a grievance is filed and there
is a dispute as to whether the underlying issue does not expressly fall within either category of
“academic matters” or “employment matters,” as mutually defined in Section 3 and Addendum A:
Academic vs. Employment Actions, the University shall have sole discretion in determining
whether the issue is an “academic matter” or “employment matter.” However, the Union shall have
the right to challenge the University’s designation by arbitration. The arbitration would be limited
to the issue of whether the University’s designation was arbitrary and capricious, which the Union
bears the burden to prove.

Claims arising under Article 8: Non-Discrimination, Harassment, and Retaliation shall not be
subject to this Article and must be addressed through the University’s existing procedures, as may
be modified from time to time. However, a Union representative (either a SEIU representative or
bargaining unit member Union representative) shall, at the request of a bargaining unit member,
be allowed to attend meetings as an advisor pursuant to Policies 1.3 and 8.2 (Title VI and VII, IX).
For LGS Conduct Code, Honor Code and Internal LGS Grievance proceedings, a bargaining unit
member, consistent with these policies, upon their request, shall be entitled to have a bargaining
unit member Union representative attend investigatory interviews and hearing proceedings as an
advisor, but not at any other related meetings.

Section 3. Academic and Employment Matters Defined. The parties agree that issues arising
under the LGS Handbook, including the LGS Conduct Code and Honor Code, any applicable
graduate program handbook, any other relevant University policy dealing with academic progress,
academic and/or research integrity, and conduct or professionalism are “academic matters” and
shall not be subject to the parties’ grievance and arbitration procedure under this Agreement.

Section 4. Informal Resolution. A bargaining unit member may informally discuss any grievance
with their graduate program’s Director (or the Director’s designee) and a Union steward at any
time, and bargaining unit members may have a Union representative present at informal grievance
meetings. If dissatisfied with the solutions posed by the program’s director, the bargaining unit
member may informally escalate the grievance to the Assistant Dean of Student Affairs in LGS.
If the bargaining unit member is alleging a grievance against their program’s director, the
University shall automatically grant the request to bypass the informal step and allow the
bargaining unit member to proceed to Step 2 of the grievance process referenced below in
Section 6. Nothing in this Article shall prevent a bargaining unit member from informally
resolving any grievance in other ways that are consistent with this Agreement and the law.

Section 5. Grievances. For grievances that cannot be resolved informally, as discussed in
Section 4 above, the parties desire a prompt and efficient method of resolving grievances, as
defined herein.

When the Grieving Party believes that a term or provision of this Agreement has not been followed,
the Grieving Party may file a grievance. If the Grieving Party is a bargaining unit member or the
Union, the Grieving Party must file a grievance in writing with their Program Director (“PD”),
their program’s Director of Graduate Studies (“DGS”) or their designee, and provide a copy to the
Vice President of Human Resources (or their designee), within thirty (30) business days after the
occurrence of the incident causing the dispute (or after the bargaining unit member or the Union
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knew or should have known about the incident or pattern of incidents). If the Grieving Party is the
University, the same deadlines and procedures apply but the grievance must be filed with a
designated Union representative. Failure by the Grieving Party to comply with this time limitation
shall preclude the processing of the grievance.

The grievance must be filed on the Grievance Form which the Union and the University will
develop. In the Grievance Form the Grieving Party must generally describe the facts giving rise to
the dispute and the section(s) of the Agreement which has allegedly been violated and may include
the remedy being sought. The grievance must then be signed by the Grieving Party.

Section 6. Formal Grievance Process Steps. Once a timely grievance is filed, the following steps
shall be followed in the processing of that grievance:

Step 1. Within ten (10) business days after receipt of the grievance, at a mutually
acceptable time, the Vice President of Human Resources (or their designee) will convene
a meeting for resolution of the grievance.

a. If the Grieving Party is a bargaining unit member, the meeting will involve:

1. a Human Resources Representative from the University;
ii.  the PhD PD (or their designee) for the bargaining unit member’s graduate
program (i.e., their DGS or PD (if one exists));

a. if the PhD PD is the subject of the grievance, the University shall
substitute, at its discretion, one of the following: (1) the Chair of the
department aligned with the bargaining unit member’s program (or their
designee), or (2) the Division Director of the bargaining unit member’s
division (or their designee);

iii.  the bargaining unit member; and
iv.  a Union representative.

b. With twenty-four (24) hours advance notice to the University, the Union may have
a second Union Representative attend any grievance step meeting. The intent is to
use this provision only when the Union views the grievance as unusually
complicated or for training. When this right is exercised by the Union, the
University may have an additional representative attend. During this meeting, the
parties will attempt to clarify and resolve the dispute.

c. Ifthe grievance is not resolved at this meeting, the PhD PD (or their designee) will
provide the Union with the University’s written answer within ten (10) business
days after the Step 1 meeting.

d. If the Grieving Party is the University, the same deadlines and procedures apply
but the Step 1 meeting will be convened by the Union, consisting of selected
University representatives and a designated Union representative, and the Union
shall respond in writing to the University within ten (10) business days after the
Step 1 meeting.

e. If the bargaining unit member is alleging a grievance against the Chair of the
department aligned with the bargaining unit member’s program, or the Division
Director of the bargaining unit member’s division, the University shall
automatically grant the request to bypass the informal step and allow the bargaining
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unit member to proceed to Step 2 of the grievance process referenced below in
Section 6.

Step 2. In the event that the grievance is not resolved at Step 1, the Grieving Party may
appeal the grievance to Step 2.

a. If the Grieving Party is a bargaining unit member or the Union, they must provide
written notice to the University’s Vice President of Human Resources within ten
(10) business days after the issuance of the Step 1 answer that the Union wishes to
move the grievance to Step 2.

b. If the grievance is advanced to Step 2 in a timely manner, the University will
schedule a meeting as soon as practicable after receipt of the Step 2 grievance, but
within no more than ten (10) business days, in an effort to resolve the grievance.
This meeting will involve:

1.  a Human Resources Representative from the University;
ii.  the Dean of LGS, or their designee;
iii.  the Grieving Party; and
iv.  a Union representative.

c. If the grievance is not resolved at this meeting, the Dean of LGS or their designee
will provide the Union with the University’s written answer within ten (10)
business days after the Step 2 meeting.

d. If the Grieving Party is the University, the same deadlines and procedures apply
but the Step 2 meeting will be convened by the Union, consisting of selected
University representatives and a designated Union representative, and the Union
shall respond in writing to the University within ten (10) business days after the
Step 2 meeting.

Step 3. If the grievance is not resolved at Step 2, the Grieving Party may appeal the matter
to arbitration by giving notice to the non-grieving party within twenty-one (21) business
days after receipt of the non-grieving party’s Step 2 answer.

a. Failure to demand arbitration within this twenty-one (21) day period shall constitute
resolution of the grievance on the basis of the non-grieving party’s Step 2 answer
and will be a waiver of any right the Grieving Party might otherwise have to
arbitrate the issue in dispute.

b. If the parties are unable to agree on an arbitrator to hear the matter, the Grieving
Party will, within ten (10) business days after demanding arbitration, request that
the Federal Mediation and Conciliation Service (“FMCS”) produce a panel of seven
(7) neutral arbitrators. These potential arbitrators must also be members of the
American Arbitration Association or the National Academy of Arbitrators.

(1) Either party can reject a panel one (1) time per arbitration, in which case a
second panel with the same criteria will be requested from FMCS.

(2) The parties will alternately strike panel members (the Union will strike first
in the first arbitration under this Agreement and the parties will alternate the
strike progression with each subsequent arbitration) until one remains and
they shall be the selected arbitrator.

c. The arbitration will be held in Atlanta, GA, and will be conducted pursuant to the
rules of the FMCS. Unless otherwise mutually agreed, each arbitration hearing shall
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deal with no more than one (1) grievance. If either the University or the Union
raises an issue of procedural arbitrability at any time, the arbitrator shall hear and
decide the issue of procedural arbitrability first before hearing any substantive
evidence.

d. The arbitrator will conduct a hearing to determine the relevant facts of the case. The
arbitrator shall have no authority to add to, subtract from, alter or amend any of the
provisions of this Agreement. The arbitrator will render a written decision within a
reasonable time following the hearing. The decision and award of the arbitrator
shall be final and binding on the University, the Union and the bargaining unit
member to the extent provided by law although each side retains the rights under
applicable law to challenge the decision and award.

Section 7. Mediation. The Union and the University may mutually agree to refer the issue to
mediation at any time prior to issuance of a decision by the arbitrator. To do so, the Union must
file a request with the Vice President of Human Resources (or their designee), or the University
must file a request with a designated Union representative. Upon such a request, the dispute will
proceed to mediation only if the parties mutually agree. Mediation will not delay any deadlines
contained in this Article except by written mutual agreement. Costs of mediation will be split
equally between the Union and the University. Mediators will be selected through mutual
agreement.

Section 8. Time Standards. Each time requirement identified in this Article is “of the essence”
and must be followed. The time standards provided in this Article may be extended only by mutual
agreement between the Union and the University, confirmed in a written document. For purposes
of this documentation, an email requesting an extension and one confirming agreement to that
extension will suffice. If the Grieving Party fails to meet any time standard contained herein, the
grievance will be withdrawn and treated as resolved by the non-grieving party’s last answer. If the
non-grieving party fails to meet any time standard contained herein, the grievance shall
automatically move to the next step of the grievance procedure.

Business days shall not include University recognized holidays, any day in which University
administrative offices are closed, or the period of time from the last day of a term to the first day
of the following term.

Section 9. Fees and Expenses. The fees and expenses of the arbitrator and the hearing room will
be shared equally by the University and the Union.

Section 10. Wages.

a. If a bargaining unit member must miss their assigned duties (including teaching as
instructor of record or teaching assistant duties) because they are either required or
subpoenaed to attend an arbitration, that bargaining unit member will be compensated
for up to one (1) working day but no more.

b. The Union shall not be limited in the number of representatives designated each term
that may serve as Grievance Stewards for purposes of this Section. If any one of the
Grievance Stewards must miss their assigned duties (including teaching as instructor
of record or teaching duties) due to attending grievance proceedings, there will be no
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loss of wages or stipend payments for each of those Grievance Stewards for up to three
(3) hours per Steward per separate grievance. For the purpose of guaranteeing no loss
of wages, each Grievance Steward may only serve as a representative in up to three (3)
separate grievances per academic year, for a total of nine (9) hours per year. The Union
shall make best efforts to coordinate Grievance Stewards with grievance cases to
minimize absence from assigned duties. To the extent that the University believes that
the Union is not adhering to the commitment in the preceding sentence, the University
shall have the right to prohibit the processing of grievances on paid time. In that event,
this becomes an issue for the Labor-Management Committee. The Grievance Stewards
may also not be retaliated against for missing assigned duties due to attending grievance
proceedings. No more than one (1) Grievance Steward shall be paid for time spent
involved in any particular grievance.

c. If the individual Grievant must miss their assigned duties (including teaching as
instructor of record or teaching assistant duties) because they are prosecuting their own
grievance, there will be no loss of wages or stipend payments for that bargaining unit
member. Similarly, they will not be retaliated against for missing assigned duties due
to grievance proceedings.

Section 11. Availability of Information. The Union will inform bargaining unit members of how
to submit a grievance to the Union (i.e., the designated Union representative to whom the grievance
can be submitted and how to obtain and submit the Grievance Form) and will maintain an
accessible list of Union grievance representatives and their contact information. After a grievance
is filed, the Union may request from the University a list of the relevant Department Chairs, DGSs,
PDs, Deans, and any designees, their contact information, and which graduate programs they are
responsible for. The University will provide this list to the Union at least one week (five (5)
business days) before the first grievance meeting takes place.

ARTICLE 10:
DISCIPLINE AND DISCHARGE

Section 1. For purposes of this Article, the term “appointment” shall have the same meaning as
that provided in Article 17: Appointment Letters.

Section 2. Definition of Discipline. Bargaining unit members shall be subject to discipline or
dismissal from their bargaining unit member appointment only for just cause.

1. Discipline or dismissal, as used in this Article, refers to actions taken against a
bargaining unit member in their capacity as a teaching or research assistant based on
appointment-related misconduct, appointment-related performance issues, or other
concerns related to their teaching or research assistant appointments.

2. Whether a disciplinary action is related to the bargaining unit member’s academic
program or employment shall be determined in accordance with this Agreement and
Addendum A: Academic vs. Employment Actions. Notwithstanding Addendum A:
Academic vs. Employment Actions, the parties agree that discipline, as intended in this
Article, shall not include actions taken by the University based on academic
performance, which are not subject to this Agreement. Such actions are not subject to
this Article and are not subject to Article 9: Grievance and Arbitration.
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3. The parties recognize that bargaining unit member appointments cease at the end of a
designated period, and the cessation of such an appointment is not a form of discipline
or discharge as intended under this Article and is therefore not subject to the just cause
standard. Likewise, the University’s decision not to offer an appointment or
reappointment to a bargaining unit member is not a form of discipline or discharge as
intended under this Article and is therefore not subject to the just cause standard. The
just cause standard only applies to disciplinary action as defined in this Section 2. The
term of an appointment shall be defined according to the appointment letter provided
to the bargaining unit member for a particular teaching or research assistant position.

4. Changes to a bargaining unit member’s appointment shall be evaluated under this
Agreement and Addendum A: Academic vs. Employment Actions to determine
whether such decisions are related to the member’s academic program or employment.

Section 3. Notice. Prior to invoking discipline of a lower level than suspension or discharge, the
University shall notify the bargaining unit member in writing. The written notice shall state the
reasons for the proposed discipline, including the nature of the alleged misconduct or poor/non-
performance, and the level of intended discipline. Should the bargaining unit member elect to have
Union representation, consistent with Article 6: Union Representation, at various disciplinary
proceedings, the Union will be included in subsequent communications between the University
and the bargaining unit member concerning the matter. In the event that a bargaining unit member
is suspended or discharged from their appointment (i.e., not as a result of their suspension from
their academic program), the bargaining unit member shall be notified in writing as soon as
practicable. The Union shall also receive a copy of such written notice within three (3) business
days of the discharge.

Section 4. The University shall have the right to place a bargaining unit member on paid or unpaid
administrative leave while the University investigates alleged appointment-related misconduct that
may result in discipline. Being placed on paid or unpaid administrative leave shall not constitute
disciplinary action within the meaning of this Article.

Section 5. Both the University and the Union encourage the use of informal feedback or direction
provided to a bargaining unit member in the performance of their appointment-related duties. Such
feedback or direction shall neither be considered disciplinary action nor remedial measures unless
designated as such in writing. Nonetheless, the bargaining unit member must make a reasonable
effort to comply with such feedback or direction.

Section 6. A bargaining unit member shall be entitled, consistent with Article 6: Union
Representation, to Union representation at certain investigatory meetings upon request. A
maximum of one Union representative will be permitted to attend any disciplinary investigatory
meeting. During any such meeting, the bargaining unit member shall be apprised of the reason for
the contemplated discipline and shall have an opportunity to respond.

Section 7. A bargaining unit member shall be entitled to file a grievance in accordance with

Article 9: Grievance and Arbitration concerning only discipline issued within the meaning of this
Article. Whether the discipline is related to the bargaining unit member’s academic program or
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employment shall be determined in accordance with this Agreement and the Academic vs.
Employment Actions Addendum (Addendum A).

Section 8. As an alternative or in addition to issuing disciplinary action, the University may
recommend reasonable remedial measures when appropriate. Such remedial measures must be
rehabilitative rather than punitive and at no cost to the bargaining unit member. Bargaining unit
members must comply with any remedial measures issued by the University. Any resulting
discipline for non-compliance with the remedial measures shall be subject to the just cause
standard of this Article.

Section 9. The University and the Union shall maintain the confidentiality of all disciplinary
actions except on a need-to-know basis and shall comply with FERPA to the extent it applies.

Section 10. If disciplinary charges are subsequently dismissed by the University at the
University’s discretion, any material concerning the dismissed disciplinary charges shall be
removed from the bargaining unit member’s employment record.

ARTICLE 11:
LABOR-MANAGEMENT COMMITTEE

A joint Labor-Management Committee shall be formed to discuss the administration of this
Agreement and other related matters. This committee shall not discuss active grievances. This
committee will consist of up to five (5) members from each side where both sides are able to
designate their own representatives. Meetings will be held each semester at mutually agreed upon
times and locations (i.e., on campus, off campus, via Zoom, etc.). By mutual agreement, the parties
can schedule an additional meeting or cancel a meeting. Agendas shall be mutually agreed upon
at least five (5) business days prior to the meeting.

ARTICLE 12:
ORIENTATION

Section 1. There will be one graduate-school-wide student orientation each academic year during
the Fall term Pre-Term mini session. The Union shall be provided with a preliminary list of
program and contact information of incoming PhD students in a tabular file format at least two (2)
weeks before the start of the semester. The parties acknowledge that such a list would be provided
prior to the University’s add/drop deadline, and is therefore subject to change throughout the term.

Section 2. Union Access to Orientation. A Union representative will be allotted time during
LGS’ new student orientation session, solely to discuss this Agreement, its benefits and Union
logistics with potential new Union members in attendance. The amount of time allotted to the
Union may change year to year based on the agenda for LGS new student orientation. However,
the University will use best efforts to secure at least fifteen (15) minutes for the Union to participate
in the main orientation session. Additionally, the Union may arrange its own standalone meeting,
with its members ensuring the Union follows University rules and procedures. The Union will not
have access to individual school, program, or unit orientation sessions unless the Union requests
access to such meetings from the individual school, program, or unit in advance and subsequently
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receives approval from the individual school, program, or unit. Such requests shall not be
unreasonably denied.

When possible, two (2) weeks in advance of LGS’ new student orientation session, the University
will provide the Union with a copy of the anticipated orientation schedule. The parties understand
and agree that such a schedule shall be subject to change depending on faculty availability, on-
campus events, timing, and other relevant factors. Once the Union receives the advance copy of
the orientation schedule, the Union shall provide the University with its representatives’
availability. The University will use best efforts to schedule the Union’s presentation according to
such availability but shall have the right to request additional availability from the Union if needed
based on the anticipated orientation schedule.

If the agenda, date, or timing of LGS’ new student orientation session changes significantly after
the schedule has been finalized, the parties will use best efforts to identify another mutually
agreeable time during the Fall term Pre-Term period for a Union representative to discuss this
Agreement, its benefits and Union logistics with potential new Union members.

Section 3. Should LGS change the orientation schedule and format/agenda significantly, the Union
shall be given reasonable notice in a timely manner where circumstances permit. Regardless of
format, “Union orientation” shall be a part of the mandatory LGS orientation curricula for all
bargaining unit members for the life of this Agreement.

Section 4. To the extent the University decides to host a Welcome Back Picnic, the Union shall be
permitted to have a table at the LGS Welcome Back Picnic during the Fall term Pre-Term mini
session.

Section 5. The Labor-Management Committee may propose topics for orientation for LGS’
consideration, such as Americans with Disabilities Act (“ADA”) information, harassment training,
inclusive environment training, information about parking and transportation, and other subjects
of mutual interest.

Section 6. After the orientation, described in Section 1, the Union may contact bargaining unit
members and request that they reach out to the Union to discuss the contract, Union membership,
and any other required paperwork like a FERPA release.

ARTICLE 13:
WORKLOAD AND HOURS

Section 1. Definition of Workload. The parties acknowledge that bargaining unit members’
appointment-related research may overlap with their academic work in their respective degree
programs. Nothing in this Article shall be construed as limiting the hours a bargaining unit member
spends making progress towards completing degree requirements, such as completing dissertation-
related research, lab work, and writing. Appointment-related teaching and/or research performed
by bargaining unit members at the direction of the University in exchange for compensation,
including, without limitation, required employment training, orientation, meetings, conferences,
or seminars in connection with a teaching or research assistantship that is not part of the academic
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curriculum of the individual’s PhD program; and teaching assistantship duties (e.g., class, grading,
preparing course material, office hours) shall be included in the total workload for the bargaining
unit member’s appointment period. The parties recognize that the substance of a bargaining unit
member’s workload may vary from week to week.

Section 2. Appointed Hours of Work. A bargaining unit member shall generally spend twenty
(20) hours per week during the course of the term in their research support bargaining unit position.
The parties agree that the number of hours that a bargaining unit member works as a research
assistant varies from week to week, but over the course of the term will generally be around twenty
(20) hours per week. Bargaining unit members will not routinely be required to work more than
forty (40) hours per week. The parties recognize that, although a research appointment is typically
concurrent with a bargaining unit member’s dissertation research, hourly limits on a research
appointment do not apply to time spent working towards the bargaining unit member’s dissertation
research.

The parties agree that the number of hours that a bargaining unit member works as a teaching
assistant varies from week to week, but over the course of the term will generally be around ten to
twelve (10-12) hours per week per assignment.

Bargaining unit members can be assigned to multiple assignments during a term; however, the
total number of hours worked across all teaching and/or research support assignments will be
around twenty (20) hours per week.

Effective upon the ratification of this Agreement, for purposes of calculating existing students’
assignment cap credits, incumbent bargaining unit members will receive assignment cap credit
only for that number of past enrollments in and successful completions of TATTO courses, minus
one. Thus, for example, if a bargaining unit member has successfully enrolled in and completed
four experiential learning TATTO courses, that individual will have three appointments counted
towards their assignment cap.

Section 3. Working Hours. A bargaining unit member’s typical schedule shall be discussed with
and agreed to by their supervisor.

Section 4. Workload Adjustments. Bargaining unit members are encouraged to informally
resolve any concerns about the hours spent performing appointment-related work with their
supervisor or graduate program’s director.

Section 5. Disputes. In the event the bargaining unit member’s concerns relate to a purported
violation of Sections 2, 3, or 4 of this Article and are not resolved informally, the bargaining unit
member may file a formal grievance as outlined in Section 3 of Article 9: Grievance and
Arbitration.

ARTICLE 14:
JOB ASSIGNMENTS

Section 1. The parties recognize that the University through LGS, has sole discretion over the
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admissions process for the PhD program and any and all admission decisions, including, without
limitation, who is admitted into the PhD program. The parties also recognize that the University
has sole discretion over the appointment of bargaining unit members to teaching and research
assistantship positions (“appointments” as defined in Article 17: Appointment Letters) and the
qualifications for these appointments.

Section 2. The parties acknowledge that appointments are usually made without posting the
position publicly. Instead, these appointments are generally determined through individual
arrangements between schools, programs, and/or supervisors. In the case of appointments not
made through such arrangements, decisions regarding how, when, and where available
appointment positions are posted publicly, if at all, shall be at the sole discretion of the individual
appointing unit (i.e., the department or program in which the appointment is available).

Section 3. To the extent that an appointing unit chooses to publicly advertise their available
appointment position, such positions should be posted, whenever possible, in accordance with the
procedure(s) listed below. Specifically, the appointing unit should: (1) Distribute a centralized list
of available appointment positions within the appointing unit to individuals within the respective
appointing units including descriptions of the expertise and skills required, expected workload,
name and contact of the supervisor, and any other relevant information. (2) Allow qualified
bargaining unit members, upon the request of the bargaining unit member, to apply for such
positions and, to the extent that more than one appointment position is available at the time of the
posting, rank their preferences for available positions. (3) Notify applicants when the appointment
positions they have applied for have been filled. While the appointing unit will try to accommodate
the preferences of individual applicants, such preferences will not be guaranteed, and the selection
of applicants shall ultimately be at the sole discretion of the appointing unit.

ARTICLE 15:
STIPEND AND COMPENSATION

Section 1. The minimum stipend for bargaining unit members, effective thirty (30) days following
the ratification of this Agreement will be $42,000/year. This minimum will be applicable across
any and all programs that are included in the bargaining unit.

Section 2. During bargaining unit members’ guaranteed years of University support as provided
for in Article 18: Continuity of Funding, bargaining unit members shall receive total stipend
support of at least $42,000.

Section 3. Effective the first full academic year following the ratification of this Agreement, and
for each academic year thereafter during the term of this Agreement, the minimum stipend will
increase by the same percentage, if any, as that which is provided to Emory faculty/staff in
accordance with the faculty/staff merit pool for that academic year. For the avoidance of doubt, if
Emory implements a 2% increase through the merit pool, the stipend will increase by 2% effective
September 1% of the new academic year.
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Section 4. New incoming bargaining unit members who begin their first term in August will
receive their first monthly stipend payment on August 31°. Bargaining unit members will receive
their 60th month stipend payment on July 31%.

Section 5. Nothing in this Agreement shall prevent individual programs or LGS from providing
compensation above the minimum rates required in this Article or from allocating stipend increases
in their sole discretion.

Section 6. Effective academic year 2025-2026, the minimum hourly rate for bargaining unit work
outside of that for which the bargaining unit member receives a stipend will be $20.19. The hourly
rate will only apply in situations where a bargaining unit member is offered and agrees to accept
an additional research appointment in a given term, which would require the bargaining unit
member to work in excess of the hourly work limit defined in Article 13: Workload and Hours.
This rate shall be subject to the procedure set forth in Section 3 above of this Article.

Section 7. Bargaining unit members who (1) are assigned to teaching support positions beyond
the assignment cap, or (2) are required by the appointment to work in excess of the hourly work
limit defined in Article 13: Workload and Hours, will be paid in addition to the stipend at the
following rates, which reflect an expected number of work hours of ten (10) hours per week.
e Teaching Assistant: $3,029.00 per assignment
e Co-instructors and lead instructors will be paid, at a minimum, at the same rate as
teaching assistants.

These rates shall be subject to the procedure set forth in Section 3 above of this Article.

Section 8. The University will make good faith efforts to ensure that bargaining unit members are
paid in a timely manner; provided that the bargaining unit member has timely submitted to the
University all necessary documentation and/or information.

Section 9. During the term of this Agreement, Emory will continue to grant fee waivers in
accordance with its current practice.

Section 10. During the term of this Agreement, the University will continue to provide tax related
information to all bargaining unit members as it does currently. In addition, the University will
offer an annual workshop that provides general tax information for bargaining unit members.

ARTICLE 16:
PAYROLL

Section 1. The University shall issue funding to bargaining unit members in accordance with all
applicable federal and state legal requirements. Stipend funding for the performance of teaching
and research services shall be issued on the last calendar day of the month, except in cases when
that day falls on a weekend or holiday. In such cases, stipend funding shall be issued on the last
business day of the month. For example, if the 31* of January falls on a Saturday, stipend funding
shall be issued on Friday, the 30™ of January, and not Monday, February 2™, In no event shall a
bargaining unit member receive stipend funding less frequently than on a monthly basis.
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Bargaining unit members who perform teaching and research services on an ad hoc basis separate
and apart from their stipend may be paid for such services on a biweekly basis.

Section 2. The University shall not make any withholdings or deductions from bargaining unit
members’ earned compensation for teaching and research services rendered to the University in
violation of federal or state law.

Section 3. All pay stubs shall be available to bargaining unit members. Paystubs shall be available,
at the latest, on payday every month. Bargaining unit members will have electronic access to
information concerning the source of all payments and all withholdings and deductions from their
compensation.

Section 4. If the University, in error, issues a funding amount less than the amount owed to a
bargaining unit member, it shall use best efforts to promptly correct the error and issue the
remaining amount of funding owed to the bargaining unit member within fourteen (14) calendar
days. Notwithstanding the above, the University within its sole discretion may take up to twenty-
one (21) calendar days to correct such issues where the typical payroll schedule is impacted by the
holiday schedule or other unusual circumstances. The University will use best efforts to expedite
payment under this Section.

Section 5. If the University, in error, issues a funding amount more than the amount owed to a
bargaining unit member for a given funding period, the University, once it discovers the error, will
promptly notify the bargaining unit member of the amount improperly issued and the date on which
the error occurred. In such a case, the University and the bargaining unit member will work out a
plan for correcting the error. The bargaining unit member may seek help from the Union in
negotiating this plan. The agreed-upon plan for correcting the funding error shall be consistent
with federal and state wage laws. The University shall not put holds on registration or transcripts
and records while correction of the funding error is pending.

Section 6. After bargaining unit members who are within their years of guaranteed funding or who
are beyond their years of guaranteed funding and have received a completion fellowship or other
LGS-extended funding arrangement file an intent to graduate form, the University will send them
a notice providing them with information concerning the anticipated end date for their stipend and
benefits. The University will send this letter in a reasonable timeframe but no later than five (5)
business days after the bargaining unit member files the intent to graduate form.

ARTICLE 17:
APPOINTMENT LETTERS

Section 1. The parties agree that the term “appointment” as used herein refers to the appointment
of a bargaining unit member to a teaching or research assistantship. An “appointment letter” as
contemplated by this Article shall mean letters issued by the University to bargaining unit members
with a teaching or research appointment providing the terms and conditions of the teaching or
research appointment in accordance with the terms of this Article.
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Section 2. All PhD students who are eligible to be in the bargaining unit pursuant to Article 1:
Recognition and Bargaining Unit Description agree to be available to be appointed to research
support (e.g., “research assistant’’) and teaching support (e.g., “teaching assistant,” “co-instructor,”
or “lead instructor”) positions.

Section 3. Bargaining unit appointments are subject to assignment caps. Assignment caps indicate
the total number of appointments to which the bargaining unit member can be assigned during the
course of their studies in LGS before additional payments beyond the stipend are required.
e There is no assignment cap for research support positions.
e The assignment cap for teaching support positions is four (4) assignments during the
five (5) years of guaranteed funding.
e The first enrollment in TATT 605 or 610 will not count toward the teaching support
assignment cap.

Section 4. Bargaining unit members may not be assigned to teaching support positions within the
assignment cap without the approval of the PD or DGS for the program in which the student is
enrolled.

Bargaining unit members who (1) are assigned to teaching support positions beyond the
assignment cap, or (2) are required by the appointment to work in excess of the hourly work limit
defined in Article 13: Workload and Hours, will be paid in addition to the stipend at the rate
specified in Article 15: Stipend and Compensation. Bargaining unit members appointed under
these two conditions must consent to their assignment.

Section 5. Prior to the beginning of a bargaining unit member’s appointment, and at least once per
year before the start of each academic year in which the bargaining unit member has a teaching or
research appointment, the University will provide those bargaining unit members who have a
teaching or research appointment with an appointment letter. The University will use its best
efforts to provide this letter to bargaining unit members at least two (2) weeks before the
commencement of their appointment. If the University is not in a position to provide the letter(s)
two (2) weeks before the commencement of the appointment because of uncertain enrollment,
funding, or other legitimate reasons, the University will issue the letter as soon as possible before
the bargaining unit member’s appointment begins. When bargaining unit members are appointed
to multiple positions during a given semester, the University will issue one letter per individual
appointment, to the extent that such information is known when the appointment letter is issued.
The bargaining unit members will be given no fewer than seven (7) calendar days to accept or
decline the appointment. Depending on the circumstances of each specific appointment, bargaining
unit members who decline an appointment may be impacted financially, or otherwise. While the
parties recognize and agree that such duties are subject to change upon the commencement of the
appointment, any substantive changes must be communicated in writing to the bargaining unit
member. Within seven (7) calendar days of receiving the appointment letter or any subsequent
changes to such letter, the bargaining unit member has the right to review and discuss the terms of
the appointment letter with the relevant supervisor and, at the bargaining unit member’s request,
the bargaining unit member can request to have a Union representative present during subsequent
discussions so long as the Union representative’s availability does not delay the date on which
such meeting shall be held.
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Section 6.

The bargaining unit members’ appointment letters shall include the following

information;

1.
2.

10.
11.

Appointment title(s).

Notice of the bargaining unit member’s reporting requirements as mandated under the
law and University policy, if any (e.g., applicable reporting requirements under
Title IX).

Effective starting date of the appointment and, if known, the termination date for the
appointment.

The appointing unit contact and the name of the supervisor(s) to whom the bargaining
unit member will report.

For teaching appointments, the appointment letter will provide, to the extent this
information is known by the appointing unit prior to issuing the letter: (a) the name of
the course; (b) the approximate number of students for which the bargaining unit
member will be responsible; (¢) a description of the required duties understood at the
time of the appointment, including, but not limited to, leading sections, holding office
hours, grading assignments, and attending lectures; and (d) any scheduled meetings,
training, procedures for evaluation (if any), and other reasonable duties as assigned.
For research appointments, the appointment letter will provide, to the extent this
information is known by the appointing unit prior to issuing the letter: (a) a general
description of the required research or lab duties, as understood at the time of the
appointment; and (b) any scheduled meetings, training, and procedures for evaluation,
if any.

For any other appointments covered by this Agreement not listed in Sections 5-7
(above), appointment letters shall provide, to the extent this information is known prior
to the issuance of the letter, a general description of required duties, including required
meetings, training, and procedures for evaluation, if any.

Work location (i.e., campus, building, and room, if known).

Expected work schedule, including course meeting times and locations, and any cap on
the number of hours and estimated hours expected per week, if applicable and known
when the appointment letter is issued. Violations of a bargaining unit member’s
expected work schedule for all research appointments and for all teaching appointments
that count towards the assignment cap shall be subject to Article 9: Grievance and
Arbitration. The parties recognize that schedules and locations may change before the
start of the term but that such change must be communicated in writing by the
bargaining unit member’s supervisor. The parties recognize that although a research
appointment is typically concurrent with a unit member’s dissertation research, hourly
limits on a research appointment do not apply to time spent working towards the
bargaining unit member’s dissertation research. To the extent that a bargaining unit
member’s work applies to their dissertation research and their assignment, this
provision shall not be construed to allow supervisors to require a bargaining unit
member to work in excess of their hourly limits (as specified in the contract).

Amount of funding for the appointment, if applicable.

Benefits related to the appointment, if different from those described elsewhere in this
Agreement.
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12. Response requirements and process for accepting the appointment, if any. Bargaining
unit members will be expected to sign their appointment letter, indicating that they
understand the expectations and responsibilities for their appointment.

13. A statement that the position is covered by this CBA and a link to this Agreement.

If any of this information is not known at the time of notification, the bargaining unit member will
be informed as soon as is reasonable under the circumstances.

Section 7. Subject to other provisions of this Agreement, a bargaining unit member’s funding (as
defined in their appointment letter) will be maintained.

Section 8. If a position described in the appointment letter becomes unavailable due to
cancellation, loss of funding, change in supervisor, or other similar reasons, the University will
use good faith efforts to (a) assign the bargaining unit member to a comparable position, if
available, or (b) if not available, to a different, covered position for the duration of their
appointment. Comparable positions will be determined at the sole discretion of the appointing unit.
As stated in Section 3 above, to the extent a different, covered position is not available, the unit
member will continue receiving funding for no less than sixty (60) days, so long as they: (1) are
within their years of guaranteed funding and (2) continue to comply with the University’s existing
policies and procedures. The University will work with the bargaining unit member to ensure they
can fulfill such requirements, and continue to make timely progress towards their degree.

ARTICLE 18:
CONTINUITY OF FUNDING

Section 1. The minimum stipends specified in Article 15: Stipend and Compensation shall be
guaranteed for a minimum of five (5) years (with the exception of Nursing) so long as the
bargaining unit member is in good academic standing and is not dismissed in accordance with
Article 10: Discipline and Discharge. The minimum stipend provided for in Article 15: Stipend
and Compensation shall be guaranteed for a minimum of four (4) years’ funding in the Nursing
program, so long as the bargaining unit member is in good academic standing and is not dismissed
in accordance with Article 10: Discipline and Discharge. The five (5) year funding commitment
may be sourced both from various internal University funds and external funds (including grants,
fellowships, scholarships, etc.). Bargaining unit members may access this funding on a non-
continuous basis in accordance with current LGS policy (see Section 3).

Section 2. Bargaining unit members shall continue to receive a full tuition remission scholarship
in accordance with University policy, as may be modified from time to time, and as outlined in
Section 3. The terms of the offer letter shall prevail with respect to the tuition remission
scholarship.

Section 3. The stipend, health insurance, and tuition support funding commitments are considered
non-continuous in that they start at the time of a student’s first enrollment and continue for the
guaranteed time period (e.g., four (4) years, five (5) years, or seven (7) years), not including time
that a student spends on an approved leave of absence.
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As LGS PhD students, bargaining unit members may request additional funding support from LGS
through the existing processes, which may be granted at LGS’ sole discretion.

Section 4. The University’s current practices as of the academic year 2024-25 regarding tuition
remission or graduate school fee payments will not be intentionally modified in a way that offsets
the wage and benefit improvements negotiated in this Agreement. For the avoidance of doubt,
while the University has the ability to impose new or increased fees without increasing the wage
and benefit improvements negotiated in this Agreement, it will not do so in a way to intentionally
offset increases included in this Agreement.

Section 5. The University shall continue to provide stipend support on a twelve (12)-month basis
to bargaining unit members within their years of guaranteed funding as provided for in Section 1
above, consistent with current practices as of academic year 2024-25. Bargaining unit members
might be expected to hold an appointment during the Summer term as a condition of their stipend
support, and such appointment expectations will be communicated to them prior to the start of the
Summer term. Bargaining unit members shall be informed of their assigned summer position no
later than one month before the end of the Spring term. Changes in summer positions can be made
at a later date with the consent of the bargaining unit member. Funding which requires external
work shall be subject to the approval of the bargaining unit member’s faculty advisor.

Section 6. The University shall continue to provide monetary incentives in accordance with
University practice to bargaining unit members who successfully solicit and receive funding
outside of their program.

Section 7. Funding for the sixth year and beyond may be available to bargaining unit members in
accordance with LGS policy outlined in Section 3 above, and as described in this Section.

Any bargaining unit member who has exhausted their guaranteed period of financial support
(stipend and health insurance subsidy) as described in their offer letter may request an extension
of funding from LGS. The review process takes into account both academic progress and standing,
as well as the bargaining unit member’s history of funding sources. The University, in its sole
discretion, may opt to grant additional periods of funding.

Bargaining unit members who have received certain external awards may also receive additional
periods of financial support at the University’s sole discretion to satisfy the conditions of a
successful external award. In these cases, bargaining unit members are also required to submit a
request for extended funding for documentation purposes.

Any bargaining unit member who has exhausted their period of guaranteed full tuition scholarship
as described in their offer letter may request an additional tuition scholarship. The review process
takes into account both academic progress and standing. The University, in its sole discretion, may
opt to grant additional tuition scholarship.

Section 8. Bargaining unit members who change primary PI, advisors, or departments may apply

for a maximum of three (3) additional months of funding (including tuition remission and
healthcare subsidy) by using existing extended funding processes. Such requests shall not be
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arbitrarily denied. Bargaining unit members who switch their primary academic advisor due to
grievable offenses and whose research work is substantively affected by this switch may apply
for an additional extension of funding through existing processes. The extension of funding is
contingent upon the bargaining unit member filing a grievance through the appropriate processes
and an acceptable remedy includes extension of funding, as determined by an arbitrator.

ARTICLE 19:
EVALUATIONS AND FEEDBACK

Section 1. The parties acknowledge that evaluations are essential to further academic and
professional standards, and to assist with a bargaining unit member’s academic and professional
development.

Section 2. Each school, department and/or program shall develop an evaluative process best suited
for the bargaining unit appointments in that particular school, department and/or program and will
provide bargaining unit members with notice of that process. Depending on the nature of a
bargaining unit member’s appointment, evaluative tools may include, among other things,
classroom observations, analysis of research products, oral and/or written evaluations, and/or in-
person meetings.

Section 3. Faculty supervisors are encouraged to address performance concerns with bargaining
unit members every semester and, when appropriate, to provide bargaining unit members with an
opportunity to address such concerns.

ARTICLE 20:
EMPLOYMENT RECORDS

Section 1. Employment records shall include records documenting a bargaining unit member’s
appointment to a teaching or research assistantship position, such as appointment letters, payroll
records, appointment-related disciplinary action, and appointment-related performance
evaluations, to the extent these records exist. A bargaining unit member’s coursework, academic
progress, other academic records, or any non-appointment-related records shall not be considered
employment records.

Section 2. Upon request, bargaining unit members and the Union shall be notified as to the location
of the employment records of the bargaining unit member.

Section 3. Bargaining unit members shall, once per academic semester, have the right to examine
and make copies of all employment records that are not available to them electronically. The
University shall make such records available within a reasonable time, but no later than thirty (30)
days after a request to review such records.

Section 4. If a bargaining unit member disagrees with the information contained in their
employment records, the bargaining unit member may submit a written statement commenting
upon the disagreed-with record. Such a statement shall be maintained as part of the employment
record. Bargaining unit members shall have the right to request removal or correction of any
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factually incorrect material from their employment record where both the University and the Union
are in agreement that the information is factually incorrect. The University shall correct any such
factual errors or remove the factually incorrect material within seven (7) business days of
validating the bargaining unit member’s concern, or as soon as practicable. Any written statement
submitted pursuant to this Article shall be included if and when the bargaining unit member’s
employment record is transmitted to a third party, so long as the original material that was the
subject of the statement remains in the bargaining unit member’s employment record.

Section 5. Grievance documents involving a bargaining unit member shall not be considered
employment records. No reference to any grievances shall be placed in an individual’s
employment record.

Section 6. All employment records shall remain confidential. Neither the University nor the Union
shall publicly share employment records without the bargaining unit member’s written consent,
except when necessary for University personnel to perform their duties, in response to a valid
subpoena or request for information in litigation, in response to a demand for information by a
funding agency, or as otherwise required by law. Where practicable, bargaining unit members will
be notified when University personnel share the bargaining unit member’s unredacted employment
records for any of the valid, aforementioned circumstances.

Section 7. The University shall be obligated to keep employment records for a period of time
consistent with the University’s General Records Schedule.

ARTICLE 21:
VISA AND WORK AUTHORIZATION

Section 1. The University is fully committed to providing a safe, welcoming, and equitable
environment for all bargaining unit members, regardless of immigration status.

Section 2. The University affirms its commitment to helping international bargaining unit
members admitted under F-1, J-1, and other visas navigate the immigration process. Emory
International Student and Scholar Services (“ISSS”) will continue to provide advice and
assistance to international bargaining unit members in a respectful manner with respect to their
rights and responsibilities as international students and international bargaining unit members,
the rules and regulations governing their immigration status, and travel out and reentry into the
United States. Emory ISSS will use good faith efforts to provide such advice and assistance in a
timely manner. In the event this is not achieved in a timely fashion, the matter may be presented
at the Labor-Management Committee for discussion.

Section 3. The University shall use good faith efforts to complete its portion of any application
for necessary work authorization documentation (e.g., Form -9, social security numbers,
appointment letters) for international bargaining unit members in a timely and accurate fashion
so that the University does not cause international bargaining unit members to experience delayed
start dates, paychecks, or benefits coverage. International bargaining unit members shall remain
responsible for timely completing and submitting their portion of any application for necessary
work authorization documentation. The University shall also provide international bargaining unit

31



members with the documentation necessary to prove their legal status in the US (including, but
not limited to, Forms I-20 for eligible international bargaining unit members under F-1 visas and
DS-2019 for eligible international bargaining unit members under J-1 visas) consistent with the
University’s existing policies and procedures.

Section 4. In cases where an international bargaining unit member is unable to return to the United
States as a result of their immigration status for reasons outside of their control (e.g.,
administrative processing) and through no fault of their own, the University will evaluate if the
international bargaining unit member can perform their bargaining unit duties remotely from
outside the United States, for a limited period of time, subject to legal restrictions in the United
States and the country where the international bargaining unit member may be. To initiate review
of an international remote work request, bargaining unit members should complete an
International Remote Work Request form and return it to Global Services, who will facilitate
review of the request by the relevant units (including LGS, the bargaining unit member’s
department, Human Resources, Office of the General Counsel, Research Security, and Export
Control). Decisions will be given in writing, and, whenever practicable, in advance of the start
date, by LGS.

Section 5. If the University is not able to lawfully employ or continue to employ an international
bargaining unit member as a result of their immigration status through no fault of their own, the
University will meet with the international bargaining unit member and the Union to discuss
potential reemployment into their previous position or another position if their previous position
is unavailable. The University will make reasonable efforts to reemploy the international
bargaining unit member after they obtain work authorization or immigration status that lawfully
permits them to work. Moreover, if the international bargaining unit member continues their work
remotely, they may apply for the International Activities Support Fund (IASF) beyond the $1,000
per bargaining unit member cap for the fund, upon reemployment to assist with relocation.

Section 6. The University will provide a link to the American Immigration Lawyers Association
(“AILA”), which contains a list of attorneys for international bargaining unit members to use in
the case of complex immigration issues or if the international bargaining unit member requires
immigration advice not related to the international bargaining unit member’s academic and/or
employment relationship with the University. The University will not be responsible to the
international bargaining unit member for any actions taken or reliance on advice provided.

Section 7. The University shall maintain current information sessions offered through ISSS
discussing Optional Practice Training (“OPT”) and F-1 Curricular Practice Training (“CPT”).
Additionally, the University will facilitate a presentation at least once each semester to discuss
OPT, CPT, H-visas, green cards, and other relevant work visas. The University agrees to make
reasonable efforts to record any such presentation for additional viewing and/or have a remote
option available.

Section 8. The University will use good faith efforts to provide international students with
information as necessary to help them complete SSN, Form [-9s and other required forms so
such students can be prepared to gather records and other documents prior to arriving on
campus.
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Section 9. The University shall continue to provide assistance and support, including regular
electronic communications, to international bargaining unit members with an upcoming
anticipated program completion date in accordance with University practices, as modified from
time to time with notice to the Union. ISSS will take a number of proactive steps to provide F-1
and J-1 students with information and guidance regarding their program completion and post-
graduation options which, for example, might include reminders and notices through various
avenues. Notwithstanding the above, Emory’s obligations under this Section must be consistent
with federal, state and local laws.

Section 10. The University will endeavor, in compliance with federal, state and local laws to
allow international bargaining unit members to receive their full monthly stipend payment in the
final month of their program.

ARTICLE 22:
WORKPLACE SAFETY

Section 1. Intention.

1. The University shall provide a safe work environment for all bargaining unit members.
It shall comply with all applicable state and federal laws, regulations, and standards
governing workplace health and safety, such as Occupational Safety and Health
Administration (“OSHA”) standards. University policies shall be consistent with
applicable workplace health and safety legal standards, and reasonable steps shall be
taken to ensure compliance with those standards.

2. Bargaining unit members must comply with all applicable health and safety regulations
under University policy, OSHA and other applicable local, state, and federal laws and
regulations. Emory will use good faith efforts to ensure the safety of bargaining unit
members who comply with such policies, laws, and regulations.

Section 2. Hazardous Conditions.

1. If a bargaining unit member observes conduct or conditions that they reasonably
believe to be dangerous to their health and safety or violate applicable health and safety
standards or policies of the University, they shall report the same to their supervisor
and the Environmental Health and Safety (“EHS”) coordinator of their department, lab,
or program as soon as reasonably possible. Once reported, the University shall
investigate and take appropriate action where necessary, as determined by the
University consistent with its current practices. The University shall not retaliate
against any bargaining unit member for making a good faith report of such conduct or
conditions.

2. The University shall notify bargaining unit members of any hazardous conditions it
becomes aware of as soon as practicable and shall include notice of any appropriate
safety measures where necessary.

3. In situations where work conditions, or conditions for traveling for bargaining unit
work, may be hazardous, as determined by Emory or a government agency, bargaining
unit members shall work with their respective supervisor, who in good faith will make
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any necessary adjustments to the bargaining unit member’s work schedule or
conditions.

Section 3. Workplace Safety Evaluations. The Union may request a copy of the most recent
report from the Emory University Environmental Health and Safety Office (“EHSO”) regarding
an inspection of the classroom or lab in which they perform their teaching or research appointment
duties, to the extent that such report is necessary or related to the performance of the bargaining
unit member’s duties. To the extent the University has articulable concerns with sharing a
particular report, the University shall discuss this concern with the Union, and work jointly to
attempt to address the concern, where possible. The University reserves the right to ultimately
approve or deny granting access to a report based on those concerns; provided that the concern is
not addressable.

Section 4. Laboratory Safety and PPE.

1. Bargaining unit members shall be provided with all safety training reasonably
necessary to safely conduct their appointment duties at no charge. Bargaining unit
members are required to successfully complete all safety training necessary to perform
their teaching or research responsibilities.

2. The University shall supply and maintain all equipment, tools, materials, and personal
protective equipment (“PPE”) to bargaining unit members needed to carry out
appointment duties safely, including, but not limited to, protective safety glasses as
may be required by applicable occupational safety regulations, University policy, or
Standard Operating Procedures. The Labor-Management Committee may also make
recommendations related to the supply and maintenance of all necessary equipment,
tools, materials, and PPE for bargaining unit members. Such recommendations shall be
considered by the University in good faith, taking into account relevant factors,
including cost. A bargaining unit member may discuss a request for prescription safety
glasses with their supervisor, who shall consider such a request in good faith and decide
whether or not to grant the request considering relevant factors, including cost.

3. Bargaining unit members shall be provided by Student Health Services or a University-
selected outside vendor with all University required vaccines and/or antibody titer tests
necessary to perform their appointment duties at no charge.

4. In the event that workplace safety regulations change, whether by law or by the
University’s discretion, and such change has an impact on bargaining unit members in
their capacity as teaching or research assistants, the University will inform the Union
of the changes as soon as it becomes aware of them, and as soon as practicable before
changes are set to take effect. This requirement applies to University-wide policy
changes and any changes to the safety policies of individual buildings, departments,
etc.

Section 5. Ergonomics. Bargaining unit members may request necessary ergonomic equipment
via the Department of Accessibility Services (“DAS”) in accordance with DAS policies and
procedures. Bargaining unit members are entitled to reasonable updates on the status of their
accommodation request. To the extent a bargaining unit member would like such an update, the
bargaining unit member should reach out to the appropriate person with the relevant information
(e.g., DGS, Dean of Student Affairs, etc.).
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Section 6. Asbestos Remediation. The University shall comply with asbestos safety regulations
as required by law.

Section 7. Life Support Skills Training. The University, in its sole discretion, shall provide
bargaining unit members with access to Life Support Skills  Training
(https://emergency.emory.edu/training-education/life-support-training.html) at no cost. The
bargaining unit member shall also have access to all training offered through the Office of Critical
Event Preparedness and Response. The University, in its sole discretion, may cover the cost of
required materials, including Workbooks, eWorkbooks, ebooks, HeartSaver Cards, and manuals.

Section 8. Infectious Disease.

1. The University shall not require bargaining unit members to be present in person when
sick with an infectious disease. Should a bargaining unit member fall sick with an
infectious disease, the University will, at its sole discretion, provide remote work
options to the bargaining unit member.

2. Student Health Services shall also provide free testing for all major communicable
diseases (COVID-19, Strep, Flu, Mpox, etc.) for bargaining unit members where
determined necessary by a bargaining unit member’s treating clinician. If a bargaining
unit member is denied testing, the reason for the denial will be provided.

3. The University shall also provide reasonable access to PPE to mitigate the spread of
disease.

4. The University shall conduct air quality inspections in classrooms or labs in which a
bargaining unit member is performing their duties on an as-needed basis. The
University shall provide bargaining unit members access to a detailed report resulting
from these inspections as necessary.

5. The University shall not infringe on bargaining unit members’ ability to wear masks
(e.g., N95s) on campus.

Section 9. Fieldwork/Off-Site Work. Bargaining unit members may request from their
supervisor access to first-aid training and materials before or during fieldwork, which may be
provided to the bargaining unit member at no charge if approved by the program and LGS, or other
relevant University unit. In the event a bargaining unit member is denied, they may request an
explanation from their supervisor and the University shall make reasonable efforts to help them
gain access to the training.

Section 10. Workplace Injuries

1. If, as a result of an injury incurred in the course of their bargaining unit duties, a
bargaining unit member is unable to continue their appointment, the bargaining unit
member may apply for workers’ compensation in accordance with Georgia’s Workers’
Compensation Law. In the event that workers’ compensation does not cover the
bargaining unit member, the University will discuss with the Union a plan for
compensating the bargaining unit member for their injuries.

2. Bargaining unit members with an injury that impedes their ability to perform their
appointment duties may request a work accommodation in accordance with DAS
policies and procedures and, if applicable, apply for workers’ compensation in
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accordance with Georgia’s Workers’ Compensation Law.

Section 11. Public Safety

1. Emory shall maintain a system to notify members of the Emory community about
public safety issues, particularly those that happen on campus.

2. The University will maintain a General Use of Force Policy, as modified from time to
time by the University, in the Emory Police Department (“EPD”) policy manual
concerning use of force. Failure of EPD to comply with the General Use of Force Policy
shall not be subject to the grievance and arbitration provisions of this Agreement. Any
member of the Emory University community who believes that the policy was violated
may file a complaint with EPD or with the Emory Trust Line.

Section 12. Open Expression. The Union shall be informed of any updates to the Open
Expression (“OE”) Policy (Policy 8.14) that impact workplace safety as soon as is practicable, and
in advance of their implementation. Bargaining unit members shall have the same rights and
obligations under the Open Expression Policy as all members of the University community and
shall not be treated more or less favorably than others on the basis of their status as bargaining unit
members. However, bargaining unit members may, consistent with any documentary evidence,
propose findings of the OE Committee for consideration during grievance and arbitration;
admissibility of such evidence would be subject to an arbitrator’s ruling as to relevance and
admissibility.

Section 13. Transparency and Reporting. The University shall facilitate a safe working
environment by increasing transparency in workplace safety reporting. The University, in
compliance with OSHA protocol, will provide the Union with materials that it is required to
provide by law.

ARTICLE 23:
TRAINING

Section 1. The University shall provide bargaining unit members with any training that it
determines necessary in order for the bargaining unit member to fulfill their duties, ensure their
safety in the work environment, and comply with applicable federal, state, or local law. Except as
provided for in Section 6 of this Article, all such training shall be considered mandatory and
included as part of the required workload of the bargaining unit member. The University may
determine the appropriate time interval before re-training.

Section 2. The University will notify bargaining unit members of required training as part of their
appointment with as much notice as is practicable under the circumstances. To the extent the
University decides to implement new or additional required training, the University shall notify
bargaining unit members of the required training with as much notice as is practicable under the
circumstances. Attendance at a required training and/or orientation in connection with a teaching
or research assistantship that is not part of the academic curriculum of the bargaining unit
member’s PhD program shall be considered part of a bargaining unit member’s workload.
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Section 3. The University, through LGS and the relevant PDs, retains the exclusive right to
determine the content and delivery of the training referred to in this Article, in its sole discretion.
The Labor-Management Committee may make recommendations to the University to address
training concerns.

Section 4. If a bargaining unit member identifies additional training to enhance their appointment,
they may propose such training to their supervisor for good-faith consideration.

Section 5. Training for teaching positions. For bargaining unit members who are assigned to
teaching assistantships or teaching associateships outside of the Teaching Assistant Training and
Teaching Opportunity (“TATTO”) program, departments, programs, and/or faculty members will
provide any necessary training, as determined by the department or program, specific to the
assigned course at the outset of the appointment, and throughout the semester as necessary. While
departments, programs, and/or faculty members may consider bargaining unit member input and
participation in developing training programs, the development of such trainings shall be
determined by the University, through LGS and program leadership. Departments, programs,
and/or faculty members may consider, when reasonable, a bargaining unit member’s request for
additional training.

Section 6. The parties agree that TATT 600 is an academic requirement of the University’s PhD
program and is therefore not subject to the terms of this Article.

Section 7. Bargaining unit members will not be required to complete new training requirements
introduced by the University sixty (60) days or less before the bargaining unit member is scheduled
to graduate; provided that the new training is not legally mandated or otherwise required for health
and safety or accreditation purposes.

ARTICLE 24:
ENGLISH LANGUAGE SUPPORT PROGRAM

Section 1. Bargaining unit members are expected to proficiently communicate in English in order
to perform their research and teaching assistant functions. To support their ability to perform their
appointment functions, bargaining unit members can opt to participate in Emory-specific oral
and/or written language proficiency evaluations and access English Language Support Program
(“ELSP”) courses and other offerings through the ELSP on the same terms as any LGS graduate
student.

Section 2. ELSP supports international students who use English as an additional language
through elective programming available throughout their academic journey. ELSP diagnostics will
not be used in performance evaluations. Instead, their primary purpose is to assess current
functional English proficiencies, with the goal of recommending resources that may support
students’ academic success. The parties agree that ELSP programming and resources may support
bargaining unit members’ use of English in their appointment capacity.
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ARTICLE 25:
INTELLECTUAL PROPERTY

Section 1. Bargaining unit members shall have the same intellectual property rights and
obligations as other “Emory Personnel” or “Students” as defined and determined by the
University’s Intellectual Property Policy (Policy 7.6).

Section 2. The Union acknowledges that the University may revise its bylaws and policies
respecting intellectual property and research integrity and misconduct from time to time. Such
revisions shall apply to bargaining unit members on the same terms and conditions as all other
Emory Personnel or Students, as applicable. The University will promptly provide the Union, upon
request, with a copy of such updated intellectual property and research integrity and misconduct
policies.

Section 3. Bargaining unit members are governed by and subject to the University’s Policy on
Research Misconduct (Policy 7.8), the LGS Honor Code, and where relevant, this CBA with
respect to matters involving research integrity and misconduct. The University will use best efforts
to ensure that all research integrity and misconduct policies applicable to bargaining unit members
make clear how disputes or reporting matters are processed under each policy.

Section 4. Retaliation against any bargaining unit member who, in good faith, reports or
participates in the investigation of violations of policies referenced in this Article, including,
without limitation, the Intellectual Property Policy (Policy 7.6) and the Policy on Research
Misconduct (Policy 7.8), is strictly prohibited. Retaliation, as used in this Article, means any
adverse action taken against a person for making a good faith report, as defined in Policy 1.3, of
prohibited conduct or participating in any proceeding under the relevant policies.

Section S.

A. Any claims or disputes arising under Emory’s Intellectual Property Policy (Policy 7.6),
including claims or disputes regarding inventorship or other ownership rights, will be
resolved consistent with the procedure set forth in Policy 7.6, which generally provides
that the Senior Vice President for Research can hear and resolve such disputes in
consultation with the relevant Supervisors and other appropriate parties. Moreover,
Emory Personnel may also appeal the decision of the Senior Vice President for
Research to the Executive Vice Presidents, who will make a final and binding decision.
Bargaining Unit Members who participate in these proceedings may at their request
bring a Union representative to assist them.

B. Any claims of retaliation in connection with the policies referenced in this Article will
be reported to the Office of Ethics and Compliance.

The claims described in Sections A and B of Section 5 above are not subject to the grievance and
arbitration provision in Article 9 of this Agreement.
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ARTICLE 26:
ACADEMIC INTEGRITY, PROFESSIONALISM, AND RESEARCH MISCONDUCT

Section 1. Bargaining unit members are expected to uphold all of Emory’s policies and
procedures, including, but not limited to, the LGS Handbook, which includes the LGS Honor Code
and LGS Conduct Code, the Policy on Research Misconduct (Policy 7.8), and any other applicable
academic integrity or professionalism or research misconduct policy maintained by the University,
as may be amended from time to time by the University in its sole discretion.

Section 2. Concerns regarding a bargaining unit member’s academic or professional misconduct
(including, but not limited to, the LGS Honor Code, LGS Conduct Code, and the Policy on
Research Misconduct) shall be processed solely in accordance with the University’s policies and
procedures for handling such concerns and shall not be subject to Article 9: Grievance and
Arbitration. To differentiate between academic and employment issues, refer to Addendum A:
Academic vs. Employment Actions and Article 9: Grievance and Arbitration.

ARTICLE 27:
WORKSPACE

Section 1. The University will provide an accessible and inclusive work environment for
bargaining unit members in accordance with applicable federal, state, and local law and University
policies and procedures. Appointing program, department or relevant unit shall provide bargaining
unit members with reasonable access to the University’s services, materials, and facilities that are
required to perform their appointment-related duties, which may include things necessary for
bargaining unit duties, such as: desk space (individual or shared), after-hours and weekend
building access, library privileges, studio space (individual or shared), storage space (individual
or shared), campus mail, office supplies including chalk and dry-erase markers, office equipment
(individual or shared), on-campus internet and printer access, basic software and hardware, basic
lab equipment (individual or shared), audio/visual presentation equipment (individual or shared),
and any software, technology, or specialized equipment required to complete their appointment-
related duties (individual or shared). Emory will provide accessible workspaces and equipment in
accordance with the University’s disability and accessibility policies. If a bargaining unit member
believes that certain supplies, not provided by their appointing unit, are necessary to fulfill their
appointment-related duties, they may request those supplies from their appointing program,
department, or relevant unit. Their appointing program, department or relevant unit shall consider
such requests and these requests shall not be unreasonably denied.

Section 2. The University shall, in its sole discretion, determine the specific software and
hardware, lab equipment, audio/visual presentation equipment and other related equipment for
classrooms, labs and other facilities on campus.

Section 3. Consistent with University, school, program, and department policies, and to the extent

available, bargaining unit members shall also have access to computers with internet access and
printers.
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Section 4. With the supervisor’s or appointing program, department or relevant unit’s advance
approval, the University shall reimburse bargaining unit members for pre-approved expenses for
required appointment-related materials, equipment, and services that are not otherwise provided
to the bargaining unit member by their program, department, or school, including materials needed
in on-campus spaces and, when approved in advance by their supervisor, materials needed in
remote work locations. Such decisions shall be made in the supervisor’s sole discretion, but such
requests shall not be unreasonably denied.

Section 5. If a bargaining unit member’s work location at the University is to be moved or if there
is substantial alteration of the bargaining unit member’s workspace, the bargaining unit member
will be notified as soon as is practicable under the circumstances.

Section 6. In the performance of their bargaining unit duties, bargaining unit members will have
access to available private spaces at the University to advise students and hold office hours as
determined and approved by the University.

Section 7. Remote Work. Bargaining unit members may discuss with their supervisor whether
they can perform their appointment-related duties remotely. To be effective, requests to work
remotely must be approved in advance by the University. Requests to work remotely will not be
unreasonably denied. Decisions regarding whether to grant a remote working arrangement shall
be made at the sole discretion of the University, and, except for situations defined in Section 8:
Equal Access of this Article, shall be subject to Article 9: Grievance, but not Arbitration. To the
extent that this approval comes before the issuance of the appointment letter, the appointing unit
will use good faith efforts to include that detail in the appointment letter. In such cases, the
University reserves the right to set the parameters for remote work by a bargaining unit member
depending on the requirements of their project. The bargaining unit member shall be subject to
any procedures, restrictions, limitations, and other guidelines on remote teaching, learning, and
remote work that the University may set in a given case. The supervisor or appointing program,
department or relevant unit head will discuss such matters with the bargaining unit member before
the start of remote work and may recommend additional guidelines for particular situations. To
the extent that a bargaining unit member is approved to work remotely, they will be expected and
required to maintain a full workload and respond promptly to messages and requests sent through
official, professional channels (e.g., email, Slack, etc.) from their supervisor. Failure to do so may
lead to the revocation of the remote working arrangement. Notwithstanding anything in this
Section, no remote work arrangement can be granted where such arrangement is in conflict with
federal and state laws.

The parties agree that if there is an approved remote work arrangement, there will be a presumption
that approval for the remote work arrangement will be upheld for the duration of a bargaining unit
member’s current appointment unless the needs of the appointment change and the University is
able to point to a legitimate, non-discriminatory reason for changing the work arrangement. Under
such circumstances, the University will notify the bargaining unit member as soon as is practicable.

The bargaining unit member and the supervisor or appointing program, department or relevant unit

shall discuss what particular University services, materials, and facilities are necessary to carry out
assigned duties for bargaining unit members approved to work remotely. Such decisions will be at
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the University’s sole discretion. Ownership of any equipment provided to a bargaining unit
member working remotely remains with the University and said equipment must be returned to
the University upon request.

The parties agree that the procedure set forth in this Section shall not apply to field work
arrangements whereby a bargaining unit member is working off-campus for their appointment.
Such arrangements shall be addressed consistent with the University’s existing policies and
procedures.

Section 8. Equal Access. Bargaining unit members with a disability, defined by the ADA as a
physical or mental impairment that substantially limits one or more major life activities, who
require reasonable accommodations to access and/or utilize facilities and/or services pursuant to
their appointment (including, but not limited to, buildings, classrooms, laboratories, office spaces,
supply rooms, computers, and libraries) may submit such requests through DAS. All bargaining
unit members eligible for workplace accommodations under the ADA may register with DAS to
initiate an accommodation request at any time during their appointment, beginning upon receipt
of their offer letter. Bargaining unit members may request for DAS to retain their documentation
for the duration of their employment so that these documents do not need to be resubmitted for
subsequent appointments; however, DAS may require additional supporting documentation if the
nature of the appointment substantially changes.

Bargaining unit members are not required to seek medical treatment or cure for their impairment
in order to qualify for workplace accommodations. Official diagnosis of a formally recognized
disease, illness, or disability is not required so long as the bargaining unit member is able to provide
the appropriate documentation (described below) attesting to their impaired functioning. Such
requests shall be addressed in compliance with all applicable state and federal laws and University
policy as may be updated from time to time.

Section 8.1. Requesting Recommendation for Accommodations through the Department of
Accessibility Services. DAS may ask for supporting documentation. Documentation must state
the nature and impact of the bargaining unit member’s disability. Bargaining unit members will be
asked to produce:
a. one (1) letter of attestation documenting the nature and impact of their impairment or
condition signed by a qualified professional; OR
b. one (1) medical document as described below and a letter of self-attestation to the
nature and impact of their impairment or condition signed by the bargaining unit
member.

DAS will engage in an individualized assessment to determine what documentation is needed to
support each accommodation request. In doing so, DAS will follow guidance from the Equal
Employment Opportunity Commission (“EEOC”) regarding medical documentation. Acceptable
documentation may include, but is not limited to: a letter from a healthcare provider that identifies
the individual’s disability and describes the related functional limitations, hospital discharge
summaries, after-visit summaries, relevant sections of the medical chart (such as laboratory results
or imaging), and/or provider notes. DAS will also utilize and consult the Job Accommodation
Network (“JAN”) as a resource when appropriate. The bargaining unit member may elect to redact
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portions of their medical documentation. The University or its representatives and/or DAS may
not require that the bargaining unit member produce non-standard forms of medical
documentation, including audio-visual documents (including, but not limited to, radiographs,
photos, videos, or voice recordings). As outlined by the EEOC, documentation may be provided
by any appropriate health care (including nurses and physician’s assistants), mental health
(including licensed social workers, behavioral therapists, and licensed counselors) or rehabilitation
professionals. As part of the interactive process, DAS may request clarification regarding the
functional limitations, severity, duration, or other relevant aspects of a disability when such details
are not clear from the submitted documentation. In such cases, DAS will clarify what additional
information is needed and communicate this in writing to allow the bargaining unit member to
work directly with their healthcare provider. DAS will follow EEOC guidance on acceptable forms
of documentation and will not place an unreasonable obligation on bargaining unit members to
provide excessive or unnecessary medical information.

Documentation from non-US practitioners will be considered equally in this process as long as it
is provided in English, legible and meets the above documentation guidelines. The University shall
protect the confidentiality of all bargaining unit members’ medical records maintained by the
University, as well as non-medical documents provided to DAS in support of bargaining unit
members’ requests for accommodations. This includes records and communications with
information about the bargaining unit members’ gender, sex assigned at birth, legal name(s), and
disability or mental health status. If a bargaining unit member has a documented history of a
disability and is facing challenges in obtaining updated documentation due to circumstances
beyond their control (e.g., waitlists, provider availability, cost), the University will review the
accommodation request and assess what reasonable accommodations, if any, may be provided.
Bargaining unit members who believe that they have been asked to provide excessive and/or
unreasonable documentation in support of their accommodation request may present the matter to
the Labor-Management Committee for discussion.

Extended funding for altered appointment timelines as ADA accommodation. In the event a
bargaining unit member is seeking additional time to complete degree requirements as an ADA
accommodation, that request should be made through DAS. To the extent that such request is
granted, consistent with existing policy, and the bargaining unit member would like to request
additional funding support during the additional time, the bargaining unit member may apply for
extended funding support including stipend, healthcare subsidy, and tuition scholarship up to two
(2) years using the existing processes. Requests for funding and timeline accommodations may be
granted in the University’s sole discretion and such requests will not be unreasonably denied.

DAS shall typically respond to workplace accommodation requests within fifteen (15) business
days, with such time to be extended for good cause. If an accommodation request is not supported
by the provided medical documentation, DAS will issue a written explanation outlining the
rationale for the decision and will continue the interactive process to provide guidance on
information that is needed and/or explore alternative reasonable accommodations. Complaints for
willful non-compliance with accommodations may be reported through the established grievance
policy in Article 9: Grievance and Arbitration.
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Section 8.2. Requesting and Implementing Accommodations. Once DAS has confirmed ADA
eligibility, DAS shall contact the relevant bodies within LGS and the bargaining unit member’s
program to facilitate the “interactive process.” LGS is expected to respond to such requests within
fifteen (15) business days, with such time to be extended for good cause. Upon receipt of the
requested accommodation, the University shall promptly engage in the interactive process with the
bargaining unit member to assess the request and explore alternatives if appropriate. However, the
University shall have the right to determine whether or not to grant such accommodation in a
manner consistent with its disability and accessibility policies. Any granting of such an
accommodation will not be used as evidence in any other venue or be argued as creating precedent.
Pursuant to Emory policy and the procedures set forth by DAS, requests for accommodations shall
not be unreasonably denied.

If the specific accommodation an employee or applicant requested is denied, DAS will comply
with the Access for Individuals with Disabilities Policy (Policy #).

Consistent with University policies, qualified University employees (faculty and staff) and
applicants are entitled to reasonable accommodations for known limitations (i.e., physical or
mental conditions) related to, affected by, or arising out of the employee or applicant’s pregnancy
or related conditions. The University shall provide temporary accommodations for those
bargaining unit members with temporary impairments which qualify under the ADA (e.g., broken
leg, mononucleosis infection). Such temporary accommodations will only be limited by the
duration for which they are approved but will be otherwise granted on the same terms as long-term
accommodations for comparable ongoing disabilities.

Section 8.3. Accessible Restroom Facilities. Bargaining unit members shall have access to spaces
for the purpose of expressing and storing breast milk, which will be a private location, other than
a restroom, where the bargaining unit member can express milk in privacy at the appointment site.
The University will allow adequate time for bargaining unit members to express breast milk, with
the understanding that the bargaining unit member will not disrupt classroom activities for this

purpose.

The University shall maintain the highest standards of accessibility in all bargaining unit
workspaces and workplace transportation services, which meet or exceed ADA requirements.
Facilities shall meet and comply with the minimum requirements of all applicable building codes,
ordinances, and standards in place at the time of construction as defined by the authority having
jurisdiction. Bargaining unit members who encounter an access issue on campus (including, but
not limited to, missing ramp entrances, inoperable automated door openers, or broken elevators)
may submit a repair claim to the University. If the accessibility issue is found in or en route to the
bargaining unit member’s primary appointment building, the bargaining unit member will be
offered temporary relocation or a remote work option if feasible. All claims, requests, and reports
as described within this Section will receive response within fifteen (15) business days, with such
time to be extended for good cause. Bargaining unit members will be provided with a reasonable
timeline and an alternative workplace until the installation, repair, or conversion is made.

Bargaining unit members will have access to a restroom which shall meet and comply with the
minimum requirements of all applicable building codes, ordinances, and standards in place at the
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time of construction as defined by the authority having jurisdiction. All restrooms on campus will
have waste disposal available for medical, menstrual, and other personal waste. Bargaining unit
members may submit Sharps Container requests to the EHSO who shall review the need and
practicality of the request. Pursuant to EHSO approval, sharps containers shall be installed within
fifteen (15) business days. Bargaining unit members may request that restrooms in their primary
workspace building be converted to all-gender, however, the University shall not be required to
grant such request and shall do so in its sole discretion and such decision shall not be subject to
the grievance and arbitration provisions of this Agreement. Bargaining unit members may also
request relocation of their primary workplace to a building with ADA accessible restrooms as long
as unit members’ assigned duties can be accomplished in the requested location.

Section 8.4. Parking and Transportation Accessibility. Bargaining unit members with
applicable approved accommodations through DAS or due to pregnancy may apply for a parking
permit to multiple parking lots at the same cost as a single-lot parking permit. Eligible bargaining
unit members will continue to be provided access to paratransit services, as may be adjusted from
time to time within the University’s sole discretion, on the same terms and conditions as all eligible
members of the Emory University community. Paratransit services must be requested twenty-four
(24) hours in advance. The University will make good faith efforts to ensure that all requests are
honored within sixty (60) minutes of the scheduled pick-up or drop-off time except in cases of
unforeseen circumstances (i.e., inclement weather, traffic accident, partial or total road closures).
Hours of operation for paratransit services may be extended upon request. The University will
ensure that Emory shuttle and bus transportation and paratransit service mobile apps are
compatible with common assistive technologies (such as screen readers). Should the University
choose to make changes to this software, they will ensure that the chosen software remains
compatible with common assistive technologies and any service used is ADA compliant. If a
bargaining unit member finds the software to be inaccessible or unusable due to their DAS-
documented disability, they may report the issue to Transportation and Parking Services for
remediation, which may include a variety of solutions including, but not limited to, providing
alternative methods for requesting paratransit services.

Section 9. Software. Bargaining unit members will continue to have access to free and discounted
software through the Office of Information Technology’s software distribution system in
accordance with University practices, as modified from time to time.

ARTICLE 28:
LEAVE PROVISIONS

Section 1. Eligibility and Arbitration. All bargaining unit members are eligible for time off and
leaves described herein, regardless of academic standing, and without retaliation. Problems
encountered with the exercise of the policies described herein are subject to Article 9: Grievance
and Arbitration. Nothing in this Article shall preclude bargaining unit members from receiving
additional time off at the recommendation of their direct supervisor.

Section 2. Leave of Absence Medical Support Fund. Bargaining unit members who lose

coverage under EUSHIP while on an approved leave of absence may apply for financial support
from the Leave of Absence Medical Support Fund as provided in Article 36: Leave of Absence
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Medical Support Fund to help defray the cost of purchasing health insurance through a non-
University-affiliated vendor. If the University decides to update its policy to provide subsidized
healthcare coverage during a leave of absence for bargaining unit members, the contract shall not
prohibit this change.

Section 3. Academic Duties. The parties agree that vacation time off granted in accordance with
this Article do not release bargaining unit members from any academic requirements, including,
without limitation, duties related to academic progress towards their degree.

Section 4. Vacation Days. Bargaining unit members who hold an appointment in a given term
will be entitled to the following amount of vacation time off from their appointment in that term
unless otherwise indicated by the bargaining unit member’s external funding source:

Term Time Off
Fall (September—December) 3 days
Spring (January—May) 4 days
Summer (June-August) 3 days

Vacation days are in addition to official University holidays as specified in this Agreement. Sick
days (Section 5) shall not be counted against vacation days. Vacation days will begin to accrue on
the first day of the first term in which a bargaining unit member holds an appointment, as defined
in Article 17: Appointment Letters. A bargaining unit member may accrue up to ten (10) vacation
days total. Accrued but unused vacation days up to the cap of ten (10) days will carry over to the
next academic year. Once the bargaining unit member reaches the cap of ten (10) days, they will
not resume accruing vacation days until their utilization of vacation days falls below the cap. There
will be no pay out or reimbursement of a bargaining unit member’s unused vacation days upon
graduation, resignation or termination from their teaching or research appointment.

Requests for vacations will be discussed with the bargaining unit member’s direct supervisor as
far in advance as possible, but no less than fourteen (14) calendar days prior to the dates upon
which a bargaining unit member desires to take their vacation time off. All requests for vacation
must be approved by the bargaining unit member’s direct supervisor. Such requests will be
responded to in a reasonable time frame. The bargaining unit member will make best efforts to
ensure that their responsibilities are covered during their time off, as is relevant to the duties of
their appointment. So long as appointment duties are not interfered with, a bargaining unit member
may take concurrent vacation time off up to the full accrued but unused annual vacation time off
within one (1) rolling twelve (12)-month period.

Section 5. Sick Days. Bargaining unit members will be entitled to the following amount of paid

sick time off for personal illness or to care for an immediate family member (i.e., a spouse, partner,
parent or child) who is sick and who is dependent upon the bargaining unit member for care:
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Term Sick Days

Fall (September—December) 2 days
Spring (January—May) 2 days
Summer (June-August) 2 days

Sick days will begin to accrue on the first day of the first term in which a bargaining unit member
holds an appointment, as defined in Article 17: Appointment Letters. A bargaining unit member
may accrue up to a maximum of six (6) sick days total. Accrued but unused sick time off up to the
cap of six (6) days will carry over to the next academic year. Once the bargaining unit member
reaches the cap of six (6) days, they will not resume accruing sick days until their utilization of
sick days falls below the cap. There will be no pay out or reimbursement of a bargaining unit
member’s accrued but unused sick days upon graduation, resignation or termination from their
teaching or research appointment. Bargaining unit members shall notify their supervisor as soon
as practicable on the days they need to be absent for qualifying reasons under this Section.

Section 6. Bereavement Time Off. Bargaining unit members are eligible for bereavement time
off as provided for in Emory’s Bereavement Policy (Policy 4.23), as modified from time to time,
which generally provides:

e Up to ten (10) business days of paid bereavement time off for the loss of an immediate
family member, defined as: a spouse, parent, sibling, or child.

e Up to five (5) business days of time off for the loss of a grandparent, step parent, legal
guardian, parent in law, step child, grandchild, legal ward, and any other person
residing in the bargaining unit member’s home.

e Up to three (3) days of time off in the event of the death of any other relative.

Bargaining unit members will notify their supervisor of their intent to use bereavement time off
as soon as practicable. Bargaining unit members who require additional time off may request to
use their accrued but unused vacation days. Such requests will not be unreasonably denied.

Section 7. Parental Arrangements. Bargaining unit members with parental responsibilities due
to childbirth, care of a newborn, or a newly adopted child may be eligible for parental arrangements
for up to eight (8) weeks after the birth or adoption of a child as provided for in LGS’ Parental
Arrangement Policy, as modified from time to time. The specific arrangement provided to eligible
bargaining unit members will be determined on a case-by-case basis in accordance with the terms
of the LGS Parental Arrangement Policy, as modified from time to time, but in all cases applied
on the same terms as those applied to all graduate students. Bargaining unit members seeking
arrangements should email their program, through their DGS/PD, advisor, and LGS, at least three
(3) months before the arrangements are anticipated, unless unforeseen circumstances arise.
Bargaining unit members on parental leave remain enrolled as full-time students and retain their
eligibility for all benefits, including stipend and healthcare, for the duration of their parental leave.
Requests for parental accommodation will be responded to within twenty-one (21) calendar days.
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Section 8. Time Off to Vote. Bargaining unit members may take up to four (4) hours off without
loss of compensation to vote in national, state, and local elections.

Section 9. Visa and Work Authorization. International bargaining unit members who are
required to travel out of the country to maintain their immigration status to continue their program
at the University should discuss their need for time off with their supervisor. International
bargaining unit members will be provided with reasonable time off to travel for purposes of
maintaining their immigration status. Bargaining unit members who require additional time may
request to use their accrued but unused vacation days. Such requests will not be unreasonably
denied.

Section 10. Leaves of Absence. A leave of absence (or “leave”) is defined in this Section as a
period during which the bargaining unit member unenrolls from the degree program. Bargaining
unit members may be granted two (2), one (1)-year leaves of absence, up to a maximum of six (6)
terms, in accordance with LGS’ policy on leaves of absence, as may be modified from time to
time, on the same terms as those applied to all graduate students. Examples of reasons for a leave
include a unique professional or educational circumstance, short-term disabilities, to care for one’s
own or a family member’s medical or health issues (including mental and physical health issues
and voluntary treatments or procedures), or other competing responsibilities that preclude
meaningful progress toward the degree. Such leaves of absence shall be requested in accordance
with LGS’ leave of absence application procedures, which may be updated from time to time at
the discretion of the University. Requests for a leave of absence will be responded to within
twenty-one (21) calendar days. Bargaining unit members on a leave of absence will have their
stipend, tuition remission scholarship, and healthcare enrollment and subsidies deferred for the
duration of their leave.

Section 11. Returning from Leaves of Absence. Upon approval of a leave of absence as
described above in Section 10, the bargaining unit member will work with their DGS, a LGS
Student Affairs Team member, and their advisor (if applicable) to develop a plan to return to their
PhD program (a “Return Plan”). The Return Plan will include any conditions which must be
satisfied either before the bargaining unit member re-enrolls (ex. confirmation that the reason for
the leave of absence has been resolved), or after (ex. continued academic progress). Bargaining
unit members are expected to remain in contact with LGS to the best of their ability throughout
their leave period to, amongst other things, coordinate their return. Bargaining unit members on a
leave of absence for medical reasons may sign a release of information waiver to designate a point-
of-contact (e.g., spouse or partner, parent, sibling, or close personal friend) to handle such
communications in the event that they are incapacitated or otherwise unavailable (i.e., in an
inpatient hospital or treatment center). Before a bargaining unit member re-enrolls upon their
return from their leave, LGS Student Affairs will confirm that the conditions in the bargaining unit
member’s Return Plan have been satisfied, including remaining in communication with LGS.
Upon completion of a bargaining unit member’s leave period, there is an expectation the
bargaining unit member should return within fourteen (14) days. If the bargaining unit member
does not return within fourteen (14) days, the bargaining unit member will be un-enrolled from the
term. Upon returning from a leave of absence as provided for in this Article, the University will
use good faith efforts to give returning bargaining unit members a teaching or research
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appointment, unless the bargaining unit member would otherwise not have a teaching or research
appointment due to the normal expectations of their program.

Once approved for return from leave, bargaining unit members may re-enroll in the Fall, Spring,
or Summer Regular terms at any time before the Schedule Change Deadline for the respective
term. Bargaining unit members re-enrolling at any time before the Schedule Change Deadline
will resume their normal stipend payment schedule, tuition remission scholarship, and healthcare
subsidy and enrollment.

ARTICLE 29:
HOLIDAYS

Section 1. Overview. The University will comply with all federal, state, and local laws in
providing leave to bargaining unit members who meet the eligibility requirements for and are
entitled to leave under those laws.

Section 2. Definition of University Holidays. For the 2024-2025 academic year, the holidays
recognized and observed by the University (“Holidays”) are:

New Year’s Day

Martin Luther King, Jr. Day

Memorial Day

Juneteenth

Independence Day

Labor Day

Thanksgiving

The day after Thanksgiving

Christmas Eve

Christmas

Winter Recess (i.e., the business days between Christmas and New Year’s Eve)

New Year’s Eve

The University-recognized and observed holidays for the 2025, 2026, and 2027 calendar years,
which are incorporated by reference into this Article, can be found on the University’s Human
Resources website.

If the University changes the holidays that it recognizes or designates other dates as holidays
recognized and observed by the University, those holidays will apply to bargaining unit members
on the same terms and conditions as those applied to Emory staff. If a Holiday falls on a weekend,
it will be observed on the weekday designated by the University and published on the University’s
Human Resources website.

Section 3. Observance of University Holidays. Bargaining unit members may observe any
official University Holiday. If a bargaining unit member is required to perform teaching or research
services pursuant to a teaching or research assistantship on an official University Holiday, they
may arrange for a mutually agreeable alternative day off within the same term with their
supervisor.
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Section 4. Religious and Cultural Holidays. The University recognizes that there may be
religious and cultural holidays that are not designated as University Holidays. Bargaining unit
members may request to use accrued but unused vacation days, as provided for in Article 28: Leave
Provisions, for reasons of religious and cultural observance on days other than recognized
University Holidays. Bargaining unit members shall make a written request to their supervisor in
advance and, where approved, make appropriate work arrangements for their absence. The
University shall not unreasonably deny a request for time off for reasons of religious and cultural
observance.

ARTICLE 30:
HEALTH INSURANCE

Section 1. Details of Health Insurance.

1. The University shall continue to provide bargaining unit members with health
insurance on the same terms and conditions as are offered to all University graduate
students as of the ratification date of this Agreement, as may be modified from time to
time by the University. The parties agree that any health insurance benefits provided to
bargaining unit members shall be provided in their capacity as students and not as a
term and condition of employment.

2. The University shall pay the full cost (100%) of health insurance premiums for
individual coverage under the Emory University Student Health Insurance Plan
(“EUSHIP” or the “Plan”) for bargaining unit members in their years of guaranteed
funding as defined in Article 18: Continuity of Funding. Bargaining unit members shall
pay premium contributions for the cost of spouse, child, or family coverage under
EUSHIP. The current level of health insurance benefits and relevant plan details shall
be determined by the University, in its sole discretion, and may be modified from time
to time consistent with University practice.

a. Subject to the above, effective August 1, 2026, the out-of-pocket maximum for
individuals on the EUSHIP plan shall be $4,500 per Plan year.

b. Bargaining unit members participating in EUSHIP will have access to covered
fertility services on the same terms as all Emory students under the Plan.

Section 2. Effective Dates of Health Insurance Coverage

1. Health insurance coverage under this Agreement shall commence consistent with the
University’s existing practices and requirements of the Plan.

2. Subsidized health insurance coverage will not be provided during a leave of absence,
in accordance with the terms of the Plan. Bargaining unit members who lose coverage
under EUSHIP while on an approved leave of absence may apply for financial support
from the Leave of Absence Medical Support Fund as provided in Article 36: Leave of
Absence Medical Support Fund to help defray the cost of purchasing health insurance
through a non-University-affiliated vendor. If the University decides to update its
policy to provide subsidized healthcare coverage during a leave of absence for
bargaining unit members, the contract shall not prohibit this change.

3. Health insurance coverage, including spouse/dependent/family health coverage where
applicable, shall continue to be extended for the duration of the Summer term for
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individuals enrolled in a PhD program in the following Fall term, except as provided
below. Health insurance coverage will end on July 31% for individuals who are not
enrolled in a PhD program the following Fall term.

4. Coverage under this Agreement shall cease for bargaining unit members who change
status by obtaining another benefits-eligible position at the University.

5. The University shall ensure that all requests for referrals to specialists or other outside
practitioners are responded to within seven (7) days of seeing a Student Health
provider, with such time to be extended with good cause. The University and the Union
agree that bargaining unit members must make their requests via the appropriate
Student Health workflow, which is published on the Student Health Services website
(https://studenthealth.emory.edu/insurance/fags.html).

6. Information about the benefits, utilization, and contacts for resolving issues associated
with health insurance shall be presented at orientation and shall be available on an
Emory-hosted website. This information shall be available from the first day of
enrollment in a PhD program. The University shall designate a staff member who will
be available to answer questions for bargaining unit members and to help them navigate
the health plan and its benefits.

7. The University has sole discretion to select or change any applicable insurance provider
or to add or change third party administrators for its health insurance, as long as the
above details of benefits are substantially similar.

ARTICLE 31:
PARKING AND TRANSPORTATION

Section 1. Bargaining unit members shall have access to the same parking lots and structures and
parking-related services on the same terms and conditions as are offered to Emory graduate
students. The University will conduct permit allocation/waitlist order in two separate categories:
1. Faculty & Staff and 2. Bargaining unit members.

Section 2. Smart Commute Program. All bargaining unit members are eligible for participation
in the current Transportation and Parking Services (“TPS”) Smart Commute programs (Bike and
Walk) on the same terms and conditions as are offered to graduate students. As of the ratification
of this Agreement, bargaining unit members enrolled in a TPS Smart Commute program (Bike and
Walk) will be eligible for one (1) backup option, per University practice.

Section 3. The Labor-Management Committee may discuss and provide recommendations on
transit-related issues, including pedestrian infrastructure, parking and parking-related services,
biking paths and related infrastructure, and MARTA/CobbLinc/GCT/Xpress accessibility.

Section 4. The University will provide information to all incoming bargaining unit members about
their parking and transit options consistent with the University’s existing practices.

50



ARTICLE 32:
HOUSING

Section 1. The University is fully committed to providing bargaining unit members with access to
University-affiliated housing on the same terms and conditions as are offered to all University
graduate students as of the ratification date of this Agreement, as may be modified from time to
time by the University. The parties agree that any University-affiliated housing provided to
bargaining unit members shall be provided in their capacity as students and not as a term and
condition of employment.

Section 2. The University shall ensure that University-affiliated housing maintains habitable
quality in accordance with Georgia state law.

Section 3. The University shall not take any adverse employment action (including, but not limited
to, termination of appointment) against a bargaining unit member for failure to pay rent or other
housing-related fees. In the event the University seeks to terminate a bargaining unit member’s
housing contract or evict the member for any reason—including student conduct charges that the
University deems housing-related—the University shall provide at least thirty (30) days advance
written notice of such intent. During the notice period, the bargaining unit member shall have the
right to (1) remedy the issue giving rise to the eviction if it is curable (e.g., resolving late rent);
and/or (2) contest the grounds for eviction through a fair and transparent appeal process
administered by the University, with representation or support from the Union if requested by the
bargaining unit member. The only exception to the above notice and right-to-cure/appeal
requirements shall be if an immediate eviction is deemed necessary by the University due to
imminent threats to health or safety, in which case the University shall notify both the bargaining
unit member and the Union in writing as soon as reasonably practicable, specifying the basis for
the eviction.

Section 4. The University may not make unauthorized or unlawful wage deductions from a
bargaining unit member’s earned compensation for teaching and research services rendered to the
University for late or unpaid rent or for damages to rental units.

Section 5. The parties agree that the Labor-Management Committee may discuss housing issues
and make recommendations to the University to address concerns of bargaining unit members.
The University will provide the committee with relevant and available information reasonably
necessary for it to carry out its functions with respect to housing, including an annual update
concerning the number of spaces of campus housing for which bargaining unit members shall be
eligible to apply.

ARTICLE 33:
FOOD SECURITY

Section 1. Bargaining unit members shall have access to dining plans on the same terms and
conditions as are offered to all University graduate students as of the ratification date of this
Agreement, as may be modified from time to time by the University.
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Section 2. The University shall administer the Food Security Safeguard Program (“FSSP”) in
accordance with the program policies and procedures as determined by the University. Bargaining
unit members will be eligible for assistance under the program, including fifteen (15) free meal
swipes per term, on the same terms and conditions as other graduate students at the University as
of the ratification date of this Agreement.

Section 3. The University shall publicize the existence, location, and function of the Emory
Community Fridge and Pantry.

Section 4. The parties agree that, to the extent bargaining unit members are eligible for the benefits
outlined in this Article, these benefits shall be provided in their capacity as students and not as a
term and condition of employment.

ARTICLE 34:
PROFESSIONAL DEVELOPMENT RESOURCES

Section 1. Professional Development Resources. The University shall continue to provide
professional development resources in the total amount of up to $7,500 distributed evenly across
three funding types (up to $2,500 allotted each to Conferences, Training, and Research) as outlined
in the LGS Professional Development Support Funds Handbook.

Section 2. Application for Resources. Bargaining unit members may apply for professional
development resources through the existing mechanisms and procedures established for the
Professional Development Support Funds program. Bargaining unit members who wish to seek
reimbursement must submit an application through LaneyConnect, in accordance with the process
as stated in the Professional Development Support Funds Handbook.

Section 3. Types of Activities. Professional development resources shall be used exclusively to
support relevant professional development activity related to the nature of the bargaining unit
member’s appointment at the University, as described in the Professional Development Support
Funds Handbook. Professional development activities that are covered by PDS are outlined in the
Professional Development Support Funds Handbook but broadly pertain to conferences, training,
and research.

ARTICLE 35:
SUPPORT FUNDS

Section 1. The University shall maintain three support funds: the Medical Assistance and Financial
Hardship Support Fund (“MAFHSF”), the International Activities Support Fund (“IASF”’) and the
Dependent Support Fund (“DSF”) to assist bargaining unit members.

Section 2. Amount. The University will designate $100,000 for the MAFHSF, $90,000 for the
IASF and $160,000 for the DSF each academic year (i.e., the Fall term through the end of the
Summer term), which will be deposited on the first day of the Fall term. Any unused dollars
remaining in the support funds at the end of one academic year will roll over to the next academic
year. Funding from the support funds will be available to bargaining unit members on a first come
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first serve basis. Bargaining unit members may apply for the funds as set forth below and funding
will be distributed consistent with the criteria below.

Section 3. Caps. An individual bargaining unit member, on behalf of themselves and/or any of
their dependents, may apply for and request up to $4,500 per year from the MAFHSF, $1,000 from
the IASF and $6,500 from the DSF; provided, however, that for academic year 2025-2026 the
individual cap for the MAFHSF will be $6,000. For the avoidance of doubt, the individual cap for
the MAFHSF will revert to $4,500 starting academic year 2026-2027. Each bargaining unit
member, on behalf of themselves and/or any of their dependents, may apply to each support fund
at most once per academic year.

Section 4. Distribution. Distribution of money from the support funds shall be made in
accordance with procedures, policies, and requirements established by the University. These
procedures, policies, and requirements shall be publicly posted.

All funds awarded to the bargaining unit member are subject to taxation based on the tax
withholding rate set by the IRS. If a bargaining unit member has questions about how to account
for this in an annual income tax return filing, they should consult a certified tax professional.

Section 5. Eligibility. To be eligible for the support funds, a bargaining unit member must:

(1) be enrolled as a PhD student at Emory University when the expense is incurred and
when the funds are paid to the bargaining unit member; or be on an approved leave of
absence as described in Article 28: Leave Provisions;

(i1) timely submit a complete and accurate application form, as developed by the
University, along with any and all required and/or requested supporting documentation;
and

(i11) request funding for qualified expenses.

Section 6. Qualified Expenses.
Medical Assistance and Financial Hardship Support Fund. Qualified expenses include, but are
not limited to:

(1) medication costs;

(1) immunizations;

(ii1))  vision and dental expenses;

(iv)  medical emergencies; and

(v) other expenses as determined by the University.

International Activities Support Fund. Qualified expenses include, but are not limited to:
(1) fees and other expenses incurred to support the bargaining unit member’s
international travel related to their appointment; and
(i)  other international expenses as determined by the University.
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Dependent Support Fund. Qualified expenses include, but are not limited to:
(1) licensed childcare costs, including daycare, preschool, and after-school care;
(i)  emergency or backup childcare costs;
(iii))  costs associated with dependent care required during academic or professional
activities (e.g., conferences, research travel);
(iv)  dependent care health insurance premiums;
v) summer or holiday childcare programs; and
(vi)  other dependent care-related expenses as determined by the University.

Section 7. Review Process. The University will designate the appropriate individual or individuals
to review and/or approve and deny applications for funding made by bargaining unit members
pursuant to this Article.

Section 8. Funding Decision. Decisions as to whether the bargaining unit member will receive
funding from the support funds will be communicated within fifteen (15) business days to the
bargaining unit member, along with an explanation of the award amount or the reason for denial.
Decisions by the University to grant or deny requests for funding pursuant to this Article shall not
be subject to the grievance and arbitration provisions of this Agreement. Notwithstanding the prior
sentence, requests for funding shall not be arbitrarily denied.

Section 9. Funding Disbursement. If the bargaining unit member is awarded funding from any
of the above referenced support funds, the University will process the payment.

Bargaining unit members who are in their last term of enrollment at the University and apply for
and are awarded funds consistent with the above, must submit their request to receive such funding
no less than forty-five (45) calendar days before the final day of their last term.

Section 10. The University shall, upon request, but no more than once per academic year, provide
the Union with non-personally identifiable data about the requests and use of each of the above
referenced funds. This data shall include the number of requests and usage by program.

ARTICLE 36:
LEAVE OF ABSENCE MEDICAL SUPPORT FUND

Section 1. Effective upon ratification, the University shall establish a Leave of Absence Medical
Support Fund (“LOAMSEF”) to help defray the cost of purchasing health insurance through a non-
University-affiliated vendor for bargaining unit members on an approved leave of absence as
described in Article 28: Leave Provisions.

Section 2. Amount. The amount of $50,000 shall be designated for the fund each academic year
(i.e., the Fall term through the end of the Summer term) and will be deposited on the first day of
the Fall term, with the maximum disbursement for an individual bargaining unit member not
exceeding $5,000 per academic year. Any unused dollars remaining in the fund at the end of one
academic year will roll over to the next academic year. Funding from the LOAMSF will be
available to bargaining unit members on a first come first serve basis. Bargaining unit members
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may apply for the fund as set forth below and funding will be distributed consistent with the criteria
below.

Section 3. Distribution. Distribution of money from the LOAMSEF shall be made in accordance
with procedures, policies, and requirements established by the University. These procedures,
policies, and requirements shall be publicly posted.

All funds awarded to the bargaining unit member are subject to taxation based on the tax
withholding rate set by the IRS. If a bargaining unit member has questions about how to account
for this in an annual income tax return filing, they should consult a certified tax professional.

Section 4. Eligibility. To be eligible for the LOAMSF, a bargaining unit member must:

(1) be a PhD student at Emory University on an approved leave of absence as described
in Article 28: Leave Provisions; and

(11) timely submit a complete and accurate certification that such funds are being
requested to help defray the cost of purchasing health insurance through a non-
University-affiliated vendor during an approved leave of absence, along with proof
of the monthly cost of the health insurance.

Section 5. Review Process. The University will designate the appropriate individual or individuals
to review and/or approve and deny applications for funding made by bargaining unit members
pursuant to this Article.

Section 6. Funding Decision. Decisions as to whether the bargaining unit member will receive
funding from the LOAMSF will be communicated within fifteen (15) business days to the
bargaining unit member, along with an explanation of the award amount or the reason for denial.
Decisions by the University to grant or deny requests for funding pursuant to this Article shall not
be subject to the grievance and arbitration provisions of this Agreement. Notwithstanding the prior
sentence, requests for funding shall not be arbitrarily denied.

Section 7. Funding Disbursement. If the bargaining unit member is awarded funding from the
LOAMSEF, the University will process the payment.

Bargaining unit members who apply for and are awarded funds consistent with the above, must
submit their request to receive such funding, if practicable, no less than 45 calendar days before
the date their approved leave of absence begins.

Section 8. If the LOAMSEF funds are exhausted in a given year, nothing shall preclude a bargaining
unit member from asking for additional funds to help with the costs of medical support while on
an approved leave of absence (e.g., applying to the MAFHSF, the Student Hardship Fund or for
support from schools other than LGS) recognizing, however, any such distribution is entirely
discretionary and not a right or expectation. To the extent a bargaining unit member does not
qualify for funds under the LOAMSEF, they, subject to there being funds available, may apply to
the MAFHSF, the Student Hardship Fund or for support from schools other than LGS, recognizing,
however, any such distribution is entirely discretionary and not a right or expectation.
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Section 9. The University shall, upon request, but no more than once per academic year, provide
the Union with non-personally identifiable data about the requests and use of the LOAMSEF. This
data shall include the number of requests and usage by program.

ARTICLE 37:
EDUCATION FUND

The University agrees to contribute to the Southern Region Education Fund, which has been
established for purposes described in 29 U.S.C. § 175 (a)(1)(B) and which operates in accordance
with §302(c)(9) of the Labor Management Relations Act of 1947, 29 U.S.C. § 186(c)(9) the
amount of two-hundred-and-fifty dollars ($250.00) per contract year. Such monies shall be held in
trust and utilized for the purposes set forth above.

ARTICLE 38:
FORCE MAJEURE

Section 1. “Force Majeure Event” shall mean the occurrence of any federal, state, or local
governmental order or action (civil or military), or economic exigency or significant change in
economics or funding, and such event or occurrence either (i) forces, requires or compels the
University to cease operations either partially or entirely; (ii) presents significant challenges for
the University to perform its obligations under this Agreement; or (iii) makes it economically
impracticable for the University to perform its obligations under this Agreement.

Section 2. In the event that a Force Majeure Event occurs pursuant to Section 1, the University
will provide as much notice as is practicable under the circumstances, but no less than three (3)
business days’ notice, to the Union of its intention to make changes consistent with this Article. If
bargaining is requested by the Union, this shall also constitute the “Expedited Bargaining Period.”
Prior to the start of the Expedited Bargaining Period, the University will use best efforts to provide
the Union with a brief summary articulating the basis for its claim that this Article has been
triggered, as well as an explanation of the University’s proposed solution to the Force Majeure
Event. During the Expedited Bargaining Period, the parties agree to engage in good faith
bargaining for no less than four (4) cumulative hours, unless the parties agree to vary these
timelines by mutual written agreement. If the underlying reason to invoke this Article is remedied
or stayed, the parties agree to resume expedited bargaining to determine the appropriate response,
if any. At the conclusion of the Expedited Bargaining Period, the University shall be entitled to
implement the changes to this CBA that it feels are necessary in response to the Force Majeure
Event.

The Union may refer the matter for expedited arbitration (solely comprised of a hearing, no briefs
and a bench decision). The parties may also, upon mutual agreement: (i) select a named arbitrator,
(i1) set an hour limit on the hearing (e.g., four (4) hours total; two (2) hours per side), etc. The only
issue before the arbitrator will be whether the Force Majeure Event occurred. The arbitrator shall
not have jurisdiction to review the actual change or changes the University made to the CBA. To
the extent the arbitrator determines that the University has not adhered to the provision of this
Article, the arbitrator may direct the University to comply with the provision of this Article, but in
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no instance shall the arbitrator have any jurisdiction to mandate the University agree to any
particular course of action. The parties agree that the expedited arbitration described in this Article
shall be the final and exclusive venue and remedy for issues arising under this Article and that
Article 9: Grievance and Arbitration, shall not apply. The parties agree that during the life of the
Agreement, even in the event of the occurrence of a Force Majeure Event, the provisions of Article
5: No Strike No Lockout shall remain in full effect.

Section 3. Upon the occurrence of a Force Majeure Event, the University may, in its discretion,
deviate from the economic terms and conditions contained in this Agreement; provided that the
economic effect of such change or changes is generally in alignment with the effects imposed upon
other portions of the Emory University academic community, excluding those employees covered
by collective bargaining agreements. The University recognizes that bargaining unit members do
not receive the same benefits as Emory faculty and staff. The University will take this into
consideration in the event that a Force Majeure Event occurs. Generally, the University will
attempt to apply similar shared sacrifice on bargaining unit members as it does with faculty and
staff. For example, if the University reduces retirement contributions for faculty and staff, it will
look to reduce a term and condition for bargaining unit members other than stipend.

ARTICLE 39:
SAVINGS CLAUSE

Section 1. It is the intention of the parties that all parts of this Agreement be consistent with any
and all applicable federal, state or local laws or regulations, now in place or subsequently enacted,
and that all provisions contained herein are separable. If any Article or part of any Article in this
Agreement is found to be illegal or invalid by a court of competent jurisdiction or authorized
administrative agency because of conflict with any applicable law or regulation, such invalidity
shall not affect any of the remaining Articles or parts of Articles contained in this Agreement. In
such event, all other unaffected portions of this Agreement shall remain in full force and effect for
the duration of this Agreement. Upon request from either party, the parties will meet and negotiate
in good faith in an effort to reach a revised replacement agreement on the subject matter of the
impacted provision.

Section 2. In the event that the National Labor Relations Board, a federal Court of Appeals, or
the U.S. Supreme Court should find that any or all of the bargaining unit members do not qualify
as “employees” under the National Labor Relations Act, this Agreement shall only continue in
full force until the date of its expiration as per Article 40: Duration. However, in the event of
such finding, nothing herein shall be construed to require the University to commence bargaining
with the Union for any successor agreement prior to the expiration of this Agreement or
otherwise prevent the University from commencing litigation prior to the expiration of this
Agreement pursuant to its rights under the National Labor Relations Act, or other laws or
precedent.
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ARTICLE 40:
COMPLETE AGREEMENT

This Agreement constitutes the sole and entire Agreement between the parties and supersedes all
prior agreements, oral and written, and expresses all the obligations of, or restrictions imposed
on, the respective parties during its term. This Agreement can be changed only by a written
amendment executed by the parties herein. The waiver, in any particular instance, of any term or
condition of this Agreement or any breach thereof shall not constitute a waiver of such term or
condition or any breach thereof in any other instance.

ARTICLE 41:
DURATION

This Agreement shall be effective upon ratification and remain in full force and effect up to and

including August 24, 2027. At any time within ninety (90) days prior to the termination of this
Agreement, the University or the Union may initiate negotiations for a new Agreement.
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IN WITNESS WHEREOF the parties hereto affix their signatures by their duly
authorized representatives:

AGREED to on this 6th day of November, 2025

Badia Ahad | 11/06/25 %{ da/ 17725

Badia Aad Ko 8, 2025 125080 EXT]
Badia Ahad Date Harris Ra}'ﬁ’ur\‘y Date
Bargaining Representative for

Emory University
Provost and Executive Vice President for EmoryUnite!, SEIU Workers United Southern

Academic Affairs Region




ADDENDUM A:

ACADEMIC VS. EMPLOYMENT ACTIONS

The parties recognize that the decision to designate a matter as Academic shall be solely within
the University’s discretion. However, the Union shall have the right to challenge the University’s
designation by arbitration. The arbitration would be limited to the issue of whether the University’s
designation was arbitrary and capricious, which the Union bears the burden to prove. The parties
recognize that the following is not an exhaustive list, and that the items in this chart are provided
primarily as examples of issues that would tend to be dealt with as either an “academic” matter or
“employment” matter. The parties recognize that inclusion on one side of the chart means that
there is a rebuttable presumption that the occurrence of that issue would be dealt with as an

academic or employment matter, respectively.

Academic

Employment

All activities in connection with TATT 600
and the first enrollment in TATT 605 or 610.

Discipline resulting from teaching
appointment-related performance failures or
misconduct, including but not limited to:

e Attendance at class/lab/discussion

sections, office hours

e Failure to review required material

e Failure to perform required duties

e Sharing exam answers

All evaluations of academic performance,
including milestone requirements like
comprehensive exams and dissertation
defenses and all course grading, including
“research courses,” which are commonly
labeled 598R, 599R, 798R, and 799R.

Discipline resulting from research
appointment-related performance failures or
misconduct, including but not limited to:

e Failure to review required material

e Failure to perform required duties

e Absenteeism

Violations of the University’s policies
regarding conduct, professionalism, and
academic integrity. Violations of processes
pursuant to the enforcement of all relevant
schools’ policies regarding, conduct,
professionalism, and academic integrity.

Supervisor requiring bargaining unit member
to perform bargaining unit work in excess of
CBA’s weekly hours requirement as defined
by Article 13: Workload and Hours.

Outcomes of claims arising under the
University and all relevant school standards
of conduct.

Supervisor requiring dangerous activities in
violation of Article 22: Workplace Safety.

Outcomes of claims arising under anti-
discrimination and harassment policies.

Failure to provide compensation in
accordance with Article 15: Stipend and
Compensation.

Decisions not to appoint or re-appoint, or
change an existing appointment.

Requiring a bargaining unit member to
perform work outside the scope of their duties
(e.g., chauffeuring others, picking up laundry,
housing recruited students, babysitting).

60




Academic/research performance or
misconduct.

Termination of appointment due to loss of
funding.

Administrative/involuntary leaves under
University policy.

All matters identified in Article 2:
Management Rights as academic rights
reserved for the University’s sole and
exclusive exercise, including, but not limited
to, decisions to establish, alter, amend, or
modify the curriculum, course offerings and
content, programs, and degrees offered;
decisions concerning graduation standards;
and evaluation of students’ academic work
and grades.
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ADDENDUM B: MEMORANDUM OF AGREEMENT

1. In the event that the National Labor Relations Board decides that it lacks jurisdiction
or otherwise declines jurisdiction over the employees covered by the parties’ Collective
Bargaining Agreement (the “Agreement”), the Union shall have the option to extend the
Agreement for a limited period of one (1) year, during which time all terms of the
Agreement shall continue in full effect.

2. Any disputes over the interpretation or application of this Memorandum of
Agreement (“MOA”) shall be submitted to expedited and binding arbitration, with a
mutually agreed upon arbitrator. If the parties are unable to mutually select an arbitrator, the
Union will, within ten (10) business days after demanding arbitration, request that the FMCS
produce a strike panel of arbitrators, consistent with existing FMCS policies and procedures.

3. This MOA is made without precedent and may not be entered into any forum, for
any reason, except to enforce its terms consistent with paragraph 2 above.

4, Following the limited renewal described in paragraph 1 above, the Agreement will
automatically expire on August 24, 2028, and the University is not obligated to recognize
and/or bargain with the Union after the conclusion of the one (1)-year extension referenced
in paragraph 1 above.

5. The parties agree and acknowledge that Recognition is a permissive subject of

bargaining, and that the University is not obligated to engage in negotiations to further
renew, extend, and/or otherwise modify the Agreement.
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