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This Agreement is entered into this September 25, 2025 by and between Duke University
(hereinafter referred to as "University" or "Duke"), and the Duke University Graduate Students
Union/Service Employees International Union, Southern Region (hereinafter referred to as the
"Union").

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-313298, Duke 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 in Duke University departments
housed at its campuses in Durham and Beaufort, North Carolina, who are working toward PhD
degrees offered by the Duke Graduate School and who are employed by Duke University to
provide instructional services in undergraduate or graduate-level courses or labs (including, but
not limited to, Teaching Assistants, Graduate Assistants, Instructors, and Graders) or to provide
research services (including but not limited to Research Assistants and Graduate Assistants.

Section 2. Excluded from the bargaining unit are all students enrolled at Duke Kunshan
University and Duke-NUS Medical School, all students not working towards PhD degrees offered
by the Duke Graduate School, and all other employees, guards and supervisors as defined in the
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 Duke; and (ii) supervised solely by a full-time Duke faculty member while
performing instructional or research services for the University. PhD students who are not paid
solely by Duke and supervised solely by a Duke full-time faculty member may be included in the
bargaining unit, but shall have access to the grievance and arbitration procedures of this Agreement
exclusively for matters controlled solely by Duke. For example, students enrolled in the Carolina-
Duke Graduate Program in German Studies, who are funded in part by another university and
supervised in part by faculty at another university, may be included in the bargaining unit, and
may utilize the grievance and arbitration procedures of this Agreement to address only matters
controlled solely by Duke. For the avoidance of doubt, PhD students beyond their years of
guaranteed funding or on external funding, but supervised by Duke 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
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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. all rights and prerogatives granted by applicable law;

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

3. the right to direct, modify and control University operations;

4. 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;

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

6. 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;

7. 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;

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

9. the right to maintain and enforce the Duke Community Standards and Student Conduct
Policy, as well as the Graduate School Bulletin and/or departmental handbooks 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;

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

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

12. 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;
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13. 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
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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. Whenever practicable, the University
will provide the Union with at least thirty (30) days’ notice in advance of exercising a
management right which affects bargaining unit members and will meet and confer with the
Union upon request. This meet and confer commitment is not an obligation to bargain over the
decision and if after the meet and confer obligation is met (which will last longer than thirty (30)
days only by mutual agreement), the University may move forward with the implementation of
the decision at issue. 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:
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
8.

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
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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 8, 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 Official’s 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. The Union shall also distribute to the bargaining unit member(s) and the
University a written notice, signed by an officer of the Union, stating that the work stoppage or
other violation is not authorized by the Union. Such distribution shall be made within twenty-four
(24) hours of notice to the Union from the University that there has been a violation of this Article.
The Union will cover these no strike, no lockout obligations and commitments during the Union’s
general orientation discussion with new bargaining unit members.

Section 5. No Lockout. The University agrees that there shall be no lockout during the term of
this Agreement or any written extension thereof.

Section 6. Judicial Remedies. In the event of conduct in violation of this Article, the
University may immediately pursue, in any court of competent jurisdiction, whatever remedies
are available to it.

ARTICLE 4:
UNION REPRESENTATION

Section 1. Union Staff Representatives will be allowed access to the premises of the University
for meetings with bargaining unit members, the University, or to conduct other Union business

with advance notice to the designated Staff and Labor Relations representative. Union Staff
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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, 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, then the University shall contact the Union and the parties
shall meet within 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.



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 the collective bargaining agreement, 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.

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
7



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;

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

g. Information about how a bargaining unit member may change their selection in
the future.

3. In cases related to Article 9, 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.
Duke 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 5:
UNION SECURITY

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
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bargaining unit member’s wages each payday their Union service fees. 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 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 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
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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 6:
NOTIFICATION OF BARGAINING UNIT INFORMATION

Section 1. Within ten (10) business days after the close of the drop/add period each semester (Fall
and Spring), the University will provide the Union with the following information regarding each
bargaining unit member, unless the person has opted out of the disclosure of their directory
information pursuant to the Family Educational Rights and Privacy Act (FERPA). This list shall
be alphabetized by name:

Name

Duke e-mail address

Duke phone number

Duke mailing address
Primary academic department
Appointment title

Degree program

T 0" ®m o0 ® >

Degree start date

[l

Work department
J. Duke Unique ID number
K. Union Deduction Status (Dues, PAC Contributions, None)

If the bargaining unit member affirmatively consents to the disclosure of such information to the
Union as provided for in Article 4: Union Representation, the University will also include the
bargaining unit member's rate of pay in the electronic file.

In the event a legally enforceable administrative agency or court decision is issued that unions
are entitled to bargaining information notwithstanding FERPA restrictions on disclosure of such
information in the case of bargaining unit members, the University agrees to promptly meet and
discuss the impact of such changes with the Union.

Section 2. The University will provide the Union with a list of former bargaining unit members
who have graduated or withdrawn from the University. The University shall provide this data
twice per academic year, specifically by October 1 and February 1.
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Section 3. The University shall take reasonable efforts to ensure the aforementioned lists of
bargaining unit members are accurate and complete.

ARTICLE 7:
NON-DISCRIMINATION

Section 1. Duke University is committed to maintaining an inclusive community that respects
and values all of its members. The University prohibits retaliation, and discrimination, and
harassment on the basis of race, color, religion, national origin, disability, including AIDS or
HIV status, veteran status, sexual orientation, gender, gender identity and expression, sex
(including pregnancy and pregnancy related conditions), age, or genetic information in the
administration of its educational policies, admission policies, financial aid, employment or any
other institution program or activity. It admits qualified students to all the rights, privileges,
programs, and activities generally accorded or made available to students.

Section 2. The University and the Union agree not to discriminate against or harass any
bargaining unit member based on these characteristics. The University and the Union further
agree not to retaliate against any person who in good faith reports discrimination or who testifies,
assists or participates in any investigation, proceeding or hearing involving a complaint of
discrimination. The University's Policy on Prohibited Discrimination, Harassment, and Related
Misconduct, Nondiscrimination Statement, Equal Employment Opportunity Policy, and Equal
Employment Opportunity Statement can be found on the University's website and may be
revised by the University from time-to-time.

Section 3. The University and the Union agree not to unlawfully discriminate against any
bargaining unit member on the basis of Union membership or Union activity (support for or
opposition to the union).

ARTICLE 8:
GRIEVANCE AND ARBITRATION

Section 1. Definition of Grievance. For the purposes of this Agreement, a bargaining unit
member, the Union or the University (the “grieving party”’) may file a grievance against the other
party to this contract (“non-grieving party”). Grievances are 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.

For grievances filed by the Union, the grievance structure in this agreement has four levels of

appeal: (1) informal discussions between the parties, (2) appeal to members of the appointing
unit, (3) appeal to the Dean (or equivalent) of the relevant school, and (4) appeal to outside
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arbitration. For grievances filed by the University, the appropriate grievance procedure shall be
consistent with the information set forth in Section 4 below.

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 grievances under this Agreement and
excludes all bargaining unit members from access to any other student dispute resolution
process.

Section 2. Exclusions From This Provision. The parties agree that issues arising under the
University’s Community Standards and the Graduate School Bulletin or any other applicable
bulletin in degree programs, including, but not limited to, issues pertaining to academic and
research misconduct and issues related to academic progress (as detailed in Article 19 -
Academic Integrity), as well as any claims arising under Article 7 (Non-Discrimination), shall
not be subject to the parties’ Grievance and Arbitration Procedure and must be addressed through
the University’s existing procedures, with exceptions outlined in Section 3 of this Article.

Section 3. Office of Institutional Equity (OIE) Resolution Process. All cases concerning
Title IX, and harassment, discrimination, retaliation and/or related misconduct as defined under
applicable University policy and federal law shall be resolved through the University’s OIE
policies and/or procedures, to include the Policy on Prohibited Discrimination, Harassment and
Related Misconduct, the Procedures for Responding to Reports and Complaints of Title IX
Sexual Harassment, the Procedures for Responding to Reports and Complaints of
Discrimination, Harassment and Related Misconduct Involving Duke Faculty and Staff
Respondents and the Procedures for Responding to Reports and Complaints of Discrimination,
Harassment, and Related Misconduct Involving Student Respondents (collectively “OIE Policies
and Procedures”), with noted exceptions here:

A. Where an investigation into a formal complaint of discrimination or harassment is
commenced, and until it is completed, the bargaining unit member may request a status
report every thirty (30) days. The University shall respond to such requests with a status
update within seven (7) days.

B. Bargaining unit members may choose a Union representative as their “Advisor” for the
OIE process. (Note for this purpose, an “Advisor” is an individual who is present
throughout the OIE process to provide guidance, support, or advocacy consistent with the
terms of the OIE Policies and Procedures on behalf of the bargaining unit member and
guidance for their bargaining unit member advisee.)

a. For purposes of this Article, the Union representative shall be those “Bargaining
Unit Representatives” identified in Article 4: Union Representation, Section 2.

C. The final determination at the end of the impartial OIE process shall not be subject to the
Grievance & Arbitration procedures set forth in this collective bargaining agreement.
Where there has been a finding of a violation by the supervisor as determined by an OIE
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proceeding, and the remedy or remedies provided by OIE do not include a change in
supervisor, the student may within 15 business days meet with the Academic Dean of the
Graduate School to determine whether a change in supervisor requires facilitation and
support from the Academic Dean and/or the department. To the extent the student is still
dissatisfied with the ability to change supervisor, the student may have a final appeal to
the Dean of the Graduate School. The decision of the Dean will be the final decision on
this matter and is not subject to grievance and arbitration.

D. During the life of this Agreement, should the government issue new formal rules that
require the University to modify its current OIE Policies and Procedures, the University
will notify the Labor Management Committee in advance of finalizing any such changes
and provide an opportunity for the Union to meet with OIE and discuss in good faith the
proposed changes.

Section 4. Informal Resolution. A grieving party may informally discuss any grievance with
the non-grieving party’s Point of Contact prior to filing a formal grievance.

A. Point of Contact. The University’s designated Point of Contact for the informal
resolution process will be the appointing unit’s Department Chair (or equivalent), or their
designee. If the Department Chair is the subject of the dispute/incident, the University’s
Point of Contact will be the appointing School Dean (or equivalent) or their designee.
The Union’s Point of Contact will be a Union co-chair or their designee.

B. Timely Notice. If the grieving party chooses to informally discuss a grievance prior to
filing a grievance through the formal process, the grieving party must schedule a meeting
to discuss their grievance with the Point of Contact as set forth above within twenty-one
(21) business days after the incident causing the dispute or after the grieving party knew
or reasonably should have known about the incident. The grieving party must provide
notice of this meeting to the Central HR Representative.

1. “Continuing Violations.” In the event of a “continuing violation” (as defined by
arbitral standards), the time to notify will be tolled as of the date of the last continuing
violation.

C. Written Documentation. The proposed resolution of this issue will be recorded in a
written document by the non-grieving party within one week from the date of the meeting
described above in Section 3(B). The written document will be shared with the grieving
party’s point of contact.

D. Appeal. If dissatisfied with the proposed resolution from the informal process, the
grieving party may file a grievance through the formal grievance structure detailed
below.

Section 5. Filing for Formal Grievance Resolution. A grieving party may file for formal
grievance resolution from an informal resolution if they are either unsatisfied with the proposed
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informal resolution or if they have chosen not to proceed through the informal resolution
process.

Filing for Formal Grievance Resolution. The grieving party will file a written complaint
with the non-grieving party’s point of contact as set forth below.

Point of Contact for Filing Grievances: If the grieving party is a bargaining unit member or
the Union, the grieving party must file a grievance in writing with the Department Chair
or equivalent (or their designee) of the appointing unit, and provide a copy to the
University’s Central HR Representative. If the grieving party is the University, the
grievance must be filed with a designated union representative.

Time to File. The time to file a written complaint shall be twenty-one (21) business days,
beginning from either: (i) receipt of the written document recording the proposed
informal resolution; or (ii) to the extent the bargaining unit member chooses not to
partake in the informal resolution process, the incident causing the dispute or the time by
which the grieving party knew or reasonably should have known about the incident.

Contents of Filing. The contents of the written complaint must generally describe the facts
giving rise to the dispute, 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 Procedure. Formal grievance procedures shall involve an initial
meeting internal to the appointing unit, an appeal to the School Dean (or equivalent) of the
appointing unit (or their designee), and a final appeal to third-party arbitration.

A. Appeal to Appointing Unit (Step 1). The filing of a written complaint shall result in a
meeting with individuals within the appointing unit. During this meeting the parties will
attempt to clarify and resolve the dispute.

1. Time to Meet. Within ten (10) business days after receipt of the grievance, the non-
grieving party will convene a meeting with the participants set forth below at a
mutually acceptable time.

2. Participants.

a. If the grieving party is a bargaining unit member or the Union. The meeting
will include (i) the Central HR representative; (ii) the department chair (or their
designee) from the appointing unit; (ii1) the DGS for the grievant’ s graduate
program (or their designee); (iv) the grievant; and (v) a Union representative.

b. If the grieving party is the University. The meeting will include selected
University representatives and a designated Union representative.
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3. Failure to Resolve & Written Answer. If the grievance is not resolved at this
meeting, the non-grieving party shall provide the grieving party and the Central HR
representative with the non-grieving party’s written answer to the complaint within
ten (10) business days of the Step 1 meeting.

B. Appeal to Dean (Step 2). If the grievance is not resolved at Step 1, the grieving party
may appeal to Step 2 of the grievance procedure which will involve a discussion with the
School Dean (or equivalent) of the appointing unit (or their designee).

1. Timely Notice. The grieving party shall provide written notice of a request to appeal
from the Step 1 decision to the grieving party’s point of contact as set forth below
within ten (10) business days of the receipt of the non-grieving party’s written
answer:

a. Point of Contact for Appeals to Step 2: If the grieving party is a bargaining
unit member or the Union, the grieving party must file a Step 2 appeal to the
Central HR Representative. If the grieving party is the University, the Step 2
appeal must be filed with a designated union representative with a copy to the
Central HR representative.

2. Time to Meet. As soon as is practicable but within no more than ten (10) business
days after receipt of a timely request to appeal, the non-grieving party will convene a
meeting with the participants set forth below at a mutually acceptable time.

3. Participants.

a. If the grieving party is a bargaining unit member or the Union. The meeting
will include (i) the Central HR representative; (ii) the School Dean of the
appointing unit (or equivalent) or their designee; (ii1) the grievant; and (iv) a
Union representative, a local Southern Region Union staffer, and/or any other
mutually agreed upon individual.

b. If the grieving party is the University. The Step 2 meeting will include selected
University representatives and a designated Union representative.

4. Failure to Resolve & Written Answer. If the grievance is not resolved at this
meeting, the non-grieving party shall provide the grieving party with the non-grieving
party’s written answer to the complaint within ten (10) business days of the meeting
with a copy to the Central HR Representative.

C. Appeal to Arbitration (Step 3). If the grievance is not resolved after Step 2, the grieving
party may appeal to arbitration.

1. Timely Notice. The grieving party shall provide written notice of a request to appeal
from the Step 2 decision within twenty-one (21) business days from the receipt of the
non-grieving party’s written answer.
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a. Point of Contact for Step 3 Appeals: If the grieving party is a bargaining
unit member or the Union, the grieving party must file an appeal to Step 3
(arbitration) to the Central HR Representative. If the grieving party is the
University, the appeal to Step 3 (arbitration) must be filed with a designated
union representative with a copy sent to the Central HR representative.

b. Forfeiture. 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.

. Arbitrator Selection. Parties shall first try to find a mutually agreeable arbitrator. 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. 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. 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.

. Location. The arbitration will be held in Durham, N.C., and will be conducted

pursuant to the rules of the FMCS.

. Only One Grievance. Unless otherwise mutually agreed, each arbitration hearing

shall deal with no more than one (1) grievance.

. Procedural Arbitrability. 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.

. Limits to Authority. The arbitrator shall have no authority to add to, subtract from,

alter or amend any of the provisions of this Agreement.

. Final Decision & Appeal. The arbitrator will conduct a hearing to determine the

relevant facts of the case and 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.

. Fees and Expenses. The fees and expenses of the arbitrator and the hearing room

will be shared equally by the University and the Union. If a bargaining unit member
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must miss their assigned duties because they are required to attend an arbitration,
there will be no loss of funding from the University for that bargaining unit member.

D. Mediation. The Union and the University may agree to refer the issue to mediation at
any time prior to issuance of a decision by the Arbitrator. The purpose of mediation is to
achieve a suitable resolution to the existing dispute through mutual efforts of both parties.
Mediation will not delay any deadlines contained in this Article except by written mutual
agreement.

1. Commencing Mediation. To commence mediation, the Union must file a request
with the Central HR Representative, or the University must file a request with a
Union co-chair or their designee. Upon such a request, the dispute will proceed to
mediation only if the parties mutually agree.

2. Costs. Costs of mediation will be split equally between the Union and the University.
3. Mediator Selection. Mediators will be selected through mutual agreement.

E. Inclusion of an Additional Union Representative. With twenty-four (24) hours
advance notice to the Central HR Representative, 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, the University may have an additional representative attend.

Section 7. Time Standards. Each time requirement identified in this Article is “of the essence”
and must be followed.

A. Forfeiture. 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
remedy shall be awarded to the grieving party.

B. Extending Time. Any and all time limits in this Article may be extended by written
mutual agreement between the Union and the University (through the Central HR
Representative). An email requesting an extension and an email confirming agreement to
extend the timeline is sufficient.

C. Grievances Over Discharge: Except as otherwise provided in Section 2 (i.e., issues
pertaining to academic and research misconduct, academic progress, or discrimination
arising under Article 7 (Non-Discrimination), bargaining unit members who are
discharged from their appointment are entitled to file a grievance against their discharge
at Step 2 of the Grievance Procedure. If the Union subsequently files for arbitration, the
parties agree to use best efforts to secure an arbitration date as expeditiously as possible.

D. Waiver. Nothing shall preclude the timely party from allowing the other party to
continue the grievance process despite an untimely filing.
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E. Business Days. Business days shall not include Saturdays, Sundays, or University
recognized holidays.

Section 8. Nothing in this section will prevent a grieving party from resolving any grievance
consistent with this Agreement and the law.

ARTICLE 9:
DISCIPLINE AND DISCHARGE

Section 1. Definition & Standards.

A. Just Cause. The University must show just cause for disciplining, suspending, or
discharging a bargaining unit member from their appointment. A bargaining unit member
may be disciplined, suspended, or discharged from their bargaining unit appointment for
just cause.

B. Progressive Discipline. The parties agree that the University shall generally follow the
principle of progressive discipline for discipline imposed pursuant to this Agreement.
Consistent with the University’s Standards of Conduct & Performance/Corrective Action
Policy, the following are the general steps of progressive discipline (i) preliminary
counseling and verbal warnings; (ii) written warnings; (iii) final written warnings or
suspensions; and (iv) termination from an appointment. However, the University retains
the right to skip steps of progressive discipline based on the University’s discretion,
including consideration of severity of the offense, aggravating factors, etc.

Burden of Proof. In the event that the University skips steps of progressive
discipline, the burden of proof shall fall on the University to demonstrate that
such circumstances warrant steps being skipped.

C. Remedial Measures: It is understood that the University, in addition to issuing
disciplinary action, may also include with such discipline reasonable remedial measures,
when appropriate, with which the bargaining unit member must comply.

D. Exclusions.

Negative performance evaluations and feedback shall not be deemed discipline and thus

are not subject to this Article or the parties’ grievance and arbitration procedure (Article
8).

Non-appointment, non-reappointment, termination at the conclusion of an appointment,
or termination resulting from a loss of the then-current funding source shall not be
deemed discipline and thus are not subject to this article or the parties’ grievance and
arbitration procedure (Article 8) so long as the University demonstrates that such action
is actually due to a loss of the then-current funding source. Notwithstanding the above,
such actions that are based on the bargaining unit member’s appointment-related
misconduct or performance will be considered discipline and subject to the just cause
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standard of this provision.

1.

Academic Standards. The Union agrees that decisions relating to a bargaining
unit member’s academic standing or dismissal based solely on academic matters
(including but not limited to failure to make adequate academic progress, sub-par
performance in coursework and examinations, academic milestones, and progress
on research outside of -assistantship duties- and academic dishonesty, etc.), as
well as discipline pursuant to the University’s policies and procedures, including
but not limited to those addressing Title IX, Equal Employment Opportunity &
Affirmative Action and prohibited discrimination and harassment, shall be at the
University’s sole discretion in accordance with the University’s existing
procedures as may be changed from time to time, and shall not be subject to the
parties’ grievance and arbitration procedure. Article 8 - Grievance and Arbitration
and Article 19 - Academic Integrity specify the exact scope of this discretion. If
an incident could affect both the bargaining unit member’s student status and their
bargaining unit appointment, each issue must be handled separately, under
University procedures and those specified in Article 8 - Grievance and Arbitration
and Article 19 - Academic Integrity, respectively.

Paid Administrative Leave. At the discretion of the University, a bargaining unit
member may be placed on paid administrative leave while the University is
investigating potential or alleged misconduct that may result in discipline. This
shall not be considered discipline.

Non-Bargaining Unit Members. For the avoidance of doubt, bargaining unit
members who are not covered by this Agreement as defined in Article 1
(Recognition) shall continue to be treated according to applicable University
policies concerning students.

Section 2. Procedure.

A. Investigatory Interviews. An investigatory interview is an interview to collect facts
concerning a suspected disciplinary violation by or involving such bargaining unit
member.

1.

Weingarten Rights. Consistent with NLRB v. J. Weingarten, Inc., 420 U.S. 251
(1975), the bargaining unit member shall have the right to ask to have a
bargaining unit representative present at an investigatory interview. Generally, the
University is supportive of individuals exercising their Weingarten Rights during
investigatory interviews and to the extent a supervisor would like to offer or
remind a bargaining unit member of their Weingarten Rights, they may do so. A
maximum of one union representative will be permitted to attend any
investigatory interview, except in the following circumstances:

a. Inclusion of an Additional Union Representative for Training. To the
extent the Union intends to use the investigatory interview as a training
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opportunity, the Union may bring a non-speaking, non-participating Union
Representative to the investigatory interview.

b. Translator. If the bargaining unit member being interviewed requests a
translator, the translator will not count against the bargaining unit
member’s one (1) a union representative.

c. Notice to University. To the extent that the Union would like to bring
additional individuals to the investigatory interview consistent with
subsections (a) and (b) above, the Union must provide at least forty-eight
(48) hours’ notice to the University where possible.

B. Notice. Notice of discipline, suspension or discharge shall be given to the bargaining unit
member in writing.

1.

Contents of Notice. The written notice shall inform the bargaining unit member
of the disciplinary action proposed, the reason for the proposed action, the
effective date(s) of the action, and information regarding next steps.

Notice to the Union. 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 University shall notify the Union’s Co-Chairs and
the International Union Representative as soon as is practicable under the
circumstances but in no event more than two (2) business days after it notifies the
bargaining unit member that they will be suspended or discharged.

Union Contact Information. The Union shall provide notice to the University of
the selected Union Co-Chairs at least sixty (60) days prior to the start of each fall
semester. The contact information for the Union’s Co-Chairs will be maintained
on the Union’s website.

ARTICLE 10:
HEALTH AND SAFETY

Section 1. The University shall provide bargaining unit members with safe working conditions
and protections that meet the standards of the Occupational Safety and Health Act (“OSHA”)
and other applicable local, state and federal laws and regulations. The University will comply
with all such applicable local, state and federal laws and regulations regarding health and safety.

Section 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, including, but not limited to all those set forth in the Duke University Safety
Manual, Laboratory Safety Manual, Laser Safety Policy, and Radiation Safety Manual. The
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University shall make available and bargaining unit members shall successfully complete
appropriate safety-related trainings, at intervals determined by the University.

Section 3. Adequate first aid equipment shall be provided at appropriate locations as determined
by the University, consistent with applicable law and University policy. The University shall
furnish and maintain such equipment as is necessary for the safe completion of the bargaining
unit members’ duties as required by OSHA. In the event that job duties require eye protection for
the bargaining unit member(s) (e.g., masks), the University shall furnish appropriate equipment
for this purpose as required by OSHA. In the event that job duties require the use of respiratory
protection equipment by the bargaining unit member(s), the University shall furnish and fit
appropriate equipment for this purpose as required by OSHA and consistent with CDC
guidelines, and bargaining unit members shall comply with all University guidelines for fit
testing of such equipment. The University shall pay for medically required or strongly
recommended vaccines and/or other preventative medications as determined by the federal, state
or local government so long as such vaccines and/or preventative medications are directly related
to both the bargaining unit member’s appointment and the performance of their bargaining unit
duties. Determinations as to whether a vaccine and/or other preventative medication is directly
related to the bargaining unit member’s appointment and the performance of their bargaining
unit duties shall be in the discretion of the University but shall be subject to the grievance and
arbitration procedures set forth in Article 8. Bargaining unit members must comply with
University policy for obtaining and demonstrating proof of vaccinations at the University.

Section 4. The University shall supply and maintain all equipment, tools, materials, and personal
protective equipment (PPE) to bargaining unit members needed to carry out job 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 personal protective equipment (PPE) for
bargaining unit members. Such recommendations shall be considered by the University taking
into account relevant factors, including cost, and while implementation shall not be guaranteed it
also shall not be unreasonably denied. 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 taking into account relevant factors including cost.

Section 5. In accordance with Section 4, the University will provide all bargaining unit members
who are working at the University with safety awareness training to, at a minimum, ensure that
bargaining unit members are trained on how to respond to an active assailant, as well as how to
respond to concerning behaviors. The University will offer these trainings at the start of each
semester, including summer sessions. Additional training will be made available consistent with
the training offered by Duke Security Services and Duke Emergency Management (here:
https://security.duke.edu/security-services/; https://prepare.duke.edu/). Upon request from the
Union, the University will post signs and/or materials explaining emergency procedures (e.g.,
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how to respond to a fire, utility failure, a suspicious person, etc.) throughout various buildings on
campus.

Section 6. Should a bargaining unit member become aware of conditions they believe to be
unhealthy or dangerous to their health and safety, the bargaining unit member shall report the
condition immediately to the supervisor, the Duke Occupational and Environmental Safety
Office (OESO) or other appropriate University Office. Once reported, the appropriate University
Office shall investigate and take appropriate action where necessary, as determined by the
University consistent with its current practices. In cases where there is an imminent danger to the
health and safety of the bargaining unit member related to their bargaining unit work, they may
temporarily refrain from performing their bargaining unit duties until the OESO, or other
relevant University Office, has completed its review of the condition and corrective action is
taken if necessary, as determined by OESO or the relevant University Office. The University
shall not retaliate against any bargaining unit member for such reporting. The University shall
provide an initial response to such reports within a reasonable timeframe by describing the
results of the review, any corrective action(s) and the anticipated timeline for remediation, if
necessary. During the review, bargaining unit members shall be provided with alternative work
environments until the condition is resolved.

Section 7. A bargaining unit member may request from their supervisor copies of OESO reports
regarding inspections of their work site to the extent that such report is necessary for the
performance of the bargaining unit member’s duties.

Section 8. The University and Union recognize the importance of having safe and accessible
bathroom facilities. The University will continue to post and maintain its list and campus map of
gender-inclusive bathrooms on campus. The University will not prevent bargaining unit
members from using a workplace bathroom appropriate to the worker’s gender identity,
consistent with federal, state or local law. For bargaining unit assignments that utilize
University-owned space, requests by bargaining unit members for access to a gender-neutral
bathroom within a reasonable distance from the bargaining unit members' work location shall be
made to and shall be promptly reviewed by the appointing unit. Within scheduling and budgetary
constraints, if an existing gender- neutral bathroom is not available within a reasonable distance
from the work assignment, the University shall make reasonable efforts to change the location of
the work assignment to a building that has a gender-neutral bathroom or is within a reasonable
distance from a building with a gender- neutral bathroom.

Section 9. If a bargaining unit member, has a physical or mental condition or injury that
interferes with their ability to perform or continue performing the essential functions of their
appointment, the bargaining unit member must submit a request for accommodations to Duke
Access and Accommodations Services consistent with the University’s existing Access and
Accommodations Services policies and procedures. If long-term performance is affected or a
bargaining unit member is unable to work at all, the bargaining unit member may be eligible for
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short-term and/or long-term medical leave consistent with Article 31 (Medical Leave of
Absence).

Section 10. Bargaining unit members acting in their capacity as research assistants or teaching
assistants are advised to act in a manner consistent with Duke document: "Responding to Site
Visits and Information Requests from Government Officials," as modified from time to time.

ARTICLE 11:
LABOR-MANAGEMENT COMMITTEE

Section 1: 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.

Section 2: The parties agree that the Committee is one of multiple potential venues for open
discussion of employment issues of general concern to bargaining unit members, including
concerns regarding policies and practices of the Graduate School or individual schools and
departments. Bargaining unit members may make recommendations to the Committee for the
University to consider regarding matters discussed. The University, in its sole discretion, is free
to accept, reject or modify and accept any recommendations.

ARTICLE 12:
HOURS

Section 1. Hourly limits. Bargaining unit members shall generally not spend more than 19.9
hours per week over the course of the semester performing bargaining unit duties. Supervisors
will use best efforts to ensure that hours worked beyond the general 19.9 hour per week
guideline primarily benefit the degree progress of the bargaining unit member. While the parties
recognize that the content of work assigned to a bargaining unit member may vary from week to
week, bargaining unit members shall not be assigned job duties that cannot be reasonably
performed within the hourly guidelines referenced in this Section.

Section 2. Regular work hours. As a general principle, regular work hours should be between
8:30 am and 5:00 pm Monday through Friday. Reasonable efforts shall be made by individual
supervisors to ensure that most assigned work can be completed during these regular work hours.
However, the parties recognize that some bargaining unit obligations may require work to be
performed outside these hours including but not limited to, for example, early morning, evening,
weekend or holiday classes, exams, and laboratory responsibilities; conferences; and meetings
where participants are in substantially different time zones. In such cases, the supervisor will
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provide written notice to the bargaining unit member, where possible. When such work occurs
outside of regular work hours, the bargaining unit member can request flexibility from their
supervisor in scheduling those hours. Requests for flexibility shall not be unreasonably denied.
Scheduling of appointment duties shall not unreasonably interfere with the bargaining unit
member’s required coursework or academic requirements.

Section 3: Academic Progress. The parties acknowledge that in addition to work assigned under
this section, bargaining unit members will engage in activities contributing to their degree,
including coursework, examinations and academic research. Supervisors are expected to consider
such obligations in making appropriate work assignments. Bargaining unit members shall not be
required by a Supervisor to regularly perform work in excess of 40 hours per week. This is not to
be construed as a prohibition on a bargaining unit member voluntarily working additional hours
on academic pursuits.

ARTICLE 13:
ORIENTATION

Section 1. Union Access to Orientation. A Union representative will be allowed up to thirty
(30) minutes at the end of the Graduate School academic orientation session, to discuss this
Agreement, its benefits and union logistics with potential new union members in attendance. The
Union will not have access to individual school or unit orientation sessions unless the Union
requests access to such meetings from the individual school or unit in advance and subsequently
receives approval from the individual school or unit. Such requests shall not be unreasonably
denied.

When possible, one (1) week in advance of The Graduate School Orientation, the University will
provide the Union with a copy of the anticipated orientation schedule. The parties understand
and agree that such schedule shall be subject to change depending on faculty availability, on-
campus events, timing, and other relevant factors. Once the Union receives the advanced copy of
the schedule, the Union shall provide the University with its representative’s availability for the
respective orientations. 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 The Graduate School’s Orientation session changes significantly
after the schedule has been finalized, the parties will use best efforts to identify another mutually
agreeable time during orientation for a Union representative to discuss this Agreement, its
benefits and union logistics with potential new union members.

Section 2: The Union shall be permitted to have a table at the Graduate School Resource fair
during orientation week.
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Section 3: The Labor Management Committee may propose topics for orientation for the
Graduate School’s consideration, such as ADA information, harassment training, inclusive
environment training, information about parking and transportation, and other subjects of mutual
interest.

Section 4: After the orientations 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.

Section 5: There will be one school-wide graduate student orientation each academic year, at the
start of the fall semester. The Union shall be provided a preliminary list of departmental and
contact information of bargaining unit members at least two weeks before the start of the
semester in a tabular file format. However, the parties acknowledge that such list would be
provided prior to the University’s add/drop deadline and is therefore, subject to change
throughout the semester.

ARTICLE 14:
TRAINING

Section 1. Training for All Positions

1. The University shall provide any training that it determines necessary in order for the
bargaining unit member to fulfill their appointment duties, ensure their safety in a work
environment as set forth in Article 10 (Health and Safety), and comply with applicable
federal, state, or local law at no cost to the bargaining unit member. All such training
shall be considered mandatory and shall be considered part of the required workload of
the bargaining unit member. The University may determine the appropriate time interval
before re-training.

2. If a bargaining unit member identifies additional training that can enhance their
appointment, they may propose such training to their supervisor for good-faith
consideration. If approved, at the sole discretion of the supervisor, such trainings will be
at no cost to the bargaining unit member and shall be considered part of the required
workload of the bargaining unit member.

3. For all trainings referred to in this Article, the University will determine the content and
delivery of the trainings in its sole discretion. The Labor-Management Committee may
make recommendations to the University to address training concerns brought to its
attention by bargaining unit members or regarding the content and delivery of such
trainings. The University will give such recommendations good-faith consideration.

25



4. The University shall notify all bargaining unit members of required training and
orientation 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.

5. Required training during the defined work period of a bargaining unit member’s
appointment will be included as part of the hourly total in the bargaining unit member’s
workload. If required training occurs more than one (1) business day before the start of
the bargaining unit member’s appointment, the bargaining unit member will be
compensated for time spent attending such training at the hourly equivalent of the
bargaining unit member’s stipend at the level of the appointment which the training
precedes. If a bargaining unit member is required to attend a training more than two
weeks before the start of a semester, the bargaining unit member may attend remotely.

Section 2. Training for Teaching Positions

1. The University shall be responsible for establishing, in its sole discretion, orientation and
in-service training programs for teaching-related appointments. Such programs shall, at a
minimum, discuss: (i) how to teach the subject matter of the relevant course; (ii) relevant
course goals; (ii1) grading criteria and practices; (iv) responsibilities of the bargaining
unit member under applicable federal, state, and local law; and (v) applicable classroom
and laboratory procedures (e.g., operation of laboratory equipment by students and
handling of hazardous materials). The University may also choose to observe the
bargaining unit member during periodic classroom visitations. The University will
provide the bargaining unit member with as much notice as is practicable under the
circumstances prior to the observation. Bargaining unit members shall, as part of their
regular duties, participate in such programs.

2. While such programs are important for all bargaining unit members, attendance may not
be required for a bargaining unit member whose department and/or faculty member
determines that the bargaining unit member already has the skills and experience
equivalent to those provided in the program. Such determinations shall be in the
department’s and/or supervising faculty member’s sole discretion and not be subject to
the grievance and arbitration provisions of this Agreement.

3. Departments and/or faculty members will provide training that is specific to the assigned
course at the outset of the appointment, as well as throughout the semester as necessary.
While departments and/or faculty members may consider bargaining unit member input
and participation in developing training programs, the development of such trainings
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shall be in the University’s sole discretion. Departments and/or faculty members may
consider, when reasonable, a bargaining unit member’s request for additional training.

ARTICLE 15:
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 16:
INTELLECTUAL PROPERTY

Section 1. Bargaining unit members are governed by, subject to, and have rights as outlined in
the University’s Innovation and Intellectual Property policies, contained in the University’s
Faculty Handbook, Copyright and Consulting contained in the Faculty Handbook (collectively
the “IP Policies”) as may be amended from time to time. This includes, among others, the
University’s policies on: (i) Patent Ownership and Royalties; (i1) Copyright Ownership; (iii)
Ethical Conduct and Integrity and Research; and (iv) Processes Regarding Research (e.g.,
misconduct in research). Complaints regarding intellectual property and misconduct in research
(as stated in Article 8 (Grievance and Arbitration)) shall be processed solely in accordance with
University policies and related procedures, which may be amended from time to time by the
University.

Section 2. The University shall not engage in any form of retaliation against a bargaining unit
member who engages in a good faith effort to assert rights or otherwise participates under the
University’s IP Policies. Such complaints of retaliation shall be processed by the University’s
Office of Research and Innovation and shall not be subject to the grievance and arbitration
provisions set forth in Article 8.

Section 3. The University will post updates to the IP Policies on its website. Upon request, the
University will provide the Union with a copy of such updated IP Policies.
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ARTICLE 17:
ENGLISH LANGUAGE SUPPORT

Section 1. The Graduate School requires most international graduate students whose first
language is not English to take oral and written placement exams upon matriculation
administered by either the Graduate School’s English for International Students (EIS) or the
Graduate Communications and Intercultural Programs (GCIP) (Pratt students only). Depending
on the results of the exams, students can either: (1) place out of taking any English proficiency
courses; or (i1) be placed in one or more courses offered through either the EIS program or GCIP
in the Pratt School of Engineering. English proficiency exams shall continue to be administered
twice a year (fall and spring). There is no cost to these bargaining unit members for English
proficiency exam or courses.

Section 2. Bargaining unit members who do not pass the English proficiency exams and who do
not place out of the English proficiency courses through the placement exams shall be provided
adequate explanation of their results. In addition, these bargaining unit members who wish to
appeal their results shall be provided with clear, relevant avenues to do so. Bargaining unit
members who do not pass the exams will retain their funding, but may be assigned an alternate
appointment if their English language skills are not sufficient for their initial appointment. If a
bargaining unit member loses their initial appointment due to their failure to pass the exams, the
University will try to reassign the bargaining unit member to a different, limited assistantship
position that only requires indirect instruction (e.g., grading assignments) if such a position is
available.

Section 3. The Graduate School will continue to require international bargaining unit members
who do not successfully complete required English proficiency coursework or who do not place
out of EIS courses through placement testing to retake English language training courses offered
through EIS and GCIP at no cost to the international bargaining unit member. The University
will use best efforts to ensure that seats are available in all required English language proficiency
courses and that there are multiple time slots for each semester. Such courses will continue to be
graded on a Credit/No Credit basis.

ARTICLE 18:
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 bargaining unit members admitted
under F-1, J-1, and other visas navigate the immigration process. Duke Visa Services will
continue to provide advice and assistance to bargaining unit members in a respectful manner
with respect to their rights and responsibilities as international students and bargaining unit
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members, the rules and regulations governing their immigration status, and travel out and
reentry into the United States. Duke Visa Services will use best efforts to provide such advice
and assistance in a timely manner.

Section 3. The University shall use best efforts to complete all necessary work authorization
documentation (e.g., I-9 form, social security numbers, appointment letters) for bargaining unit
members in a timely and accurate fashion so that bargaining unit members do not experience
delayed start dates, paychecks, or benefit coverage. The University shall also provide bargaining
unit members with the documentation necessary to prove their legal status in the United States
(including but not limited to forms I-20 for bargaining unit members under F-1 visa and DS-
2019 for the 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 or is unable to report to work for an extended period of time as a result of their
immigration status for reasons outside of their control (e.g., administrative processing), the
University agrees to discuss with the Union and the bargaining unit member (default
communication being via email or a virtual meeting upon mutual agreement of the parties.)
potential opportunities for reappointment once the bargaining unit member is able to return to
the United States. Requests for a virtual meeting will not be unreasonably denied. The
University agrees to make reasonable efforts to re-appoint the bargaining unit member as soon
as possible after that person obtains work authorization or immigration status that lawfully
permits them to work as a bargaining unit member.

Section 5. The University will provide a link to the American Immigration Lawyers Association
(“AILA”) that contains a list of attorneys if a bargaining unit member has a complex
immigration issue or if the bargaining unit member is in need of immigration advice that is not
related to the bargaining unit member’s academic and/or employment relationship with the
University. The University will not be responsible to the bargaining unit member for any actions
taken or reliance on advice provided.

Section 6. The University will have a presentation once each semester to discuss Optional
Practical Training (OPT), Curricular Practical Training (CPT), H visas, green cards and other
relevant work visas. The University agrees to take reasonable efforts to record any such
presentation for additional viewing and/or, have a remote option available if possible.

ARTICLE 19:
ACADEMIC INTEGRITY
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Section 1: Bargaining unit members are subject to the University’s Research Policy Manual,
which includes the Policy and Procedures Governing Misconduct in Research, the Duke
Community Standard, the Standards of Conduct in the Graduate School Bulletin and any
applicable academic integrity or professionalism policy in their respective degree program
bulletin or handbook, as may be amended from time to time by the University in its sole
discretion. Such issues of academic and research integrity shall be adjudicated through the
University’s internal processes and shall not be subject to Article 8 (Grievance and Arbitration).
A bargaining unit member shall be promptly apprised of the accusations against them in writing,
provided the guidelines & procedures (including the steps for appeal) in writing, and may bring a
designated representative to investigatory meetings and hearings to speak on behalf of the
bargaining unit member. All evidence presented shall be considered in rendering a decision on
these matters. Nothing in this Article shall prevent the Union from bringing up the prosecution of
an academic integrity case as an example of retaliation.

ARTICLE 20:
POLICIES AND PROCEDURES

The Parties agree that the University’s existing policies and procedures that are applicable to
bargaining unit members, including the Graduate School Bulletin and any applicable Bulletin or
Student Handbook, shall continue in full force and effect. In the event of a conflict between the
University’s policies and 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 member appointments as soon as is practicable. The
effects of such changes shall be subject to bargaining. In no such event will the new or modified
policies contradict the explicit terms of this Agreement.

ARTICLE 21:
ACADEMIC RETALIATION

Section 1. The University shall not engage in any form of retaliation against a bargaining unit
member who, in connection with their appointment, engaged in a good faith effort to assert their
rights under the University’s Research Policy Manual, Student Grievance Procedures in the
Graduate School Bulletin, or any applicable grievance process in their respective degree
program.

Section 2. The University shall investigate any complaint of alleged academic retaliation arising
under this Article consistent with its existing processes. The Union will be provided with a copy
of the policies governing these processes. The University shall have six (6) months from the date
of ratification of this Agreement to ensure that such internal school policies and procedures
require that:

1. A written decision is rendered and provided to the bargaining unit member.
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2. An appeals process is available for a bargaining unit member to contest or otherwise
raise concerns with an initial decision by the University. The bargaining unit member will
be notified of the investigator and decisionmaker, and the bargaining unit member will
have an opportunity to identify any potential conflicts of interest or bias. The grounds for
appeals must include either (1) a procedural irregularity that affected the outcome of the
decision or (2) new evidence that was not reasonably available at the time the
determination was made and that could affect the outcome of the decision

3. In scenarios where there is no local policy or procedure in place, bargaining unit
members may appeal directly to the dean of their program, who will take the steps
necessary to ensure the appeal is fully investigated.

Section 3: It is understood that bargaining unit members may also have access to certain
government agencies, both state and federal, and can file claims with those agencies regarding
such claims.

Section 4: Individuals reporting retaliation or participating in investigations will be safeguarded
against further retaliation. Any subsequent retaliation based on participation in an investigation
under this Article may result in further sanctions consistent with University policy.

Section 5: Any violation of this Article will be subject to the University’s policies and
procedures and shall not be subject to the parties’ grievance and arbitration procedure.

ARTICLE 22:
WORKSPACE

Section 1. Appointing units 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 such things as necessary for bargaining unit duties: designated
desk space (individual or shared), after-hours and weekend building access, library privileges,
studio space, storage space, campus mail, office supplies including chalk and dry-erase markers,
office equipment, on-campus internet and printer access, basic software and hardware, basic lab
equipment, audio/visual presentation equipment, and any software, technology, or specialized
equipment required to complete their appointment related duties. To the extent that a bargaining
unit member believes that supplies not provided by the appointing unit are necessary to complete
their appointment related duties, the bargaining unit member may request such supplies from
their appointing unit. Their appointing unit shall consider such requests and such requests shall
not be unreasonably denied.
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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, and department policies and to the extent
available, bargaining unit members shall also have access to computers with internet access and
printers.

Section 4. With the supervisor’s or appointing unit’s advance approval, the University shall
reimburse bargaining unit members for pre-approved expenses for required job-related materials,
equipment, and services that are not otherwise provided to the bargaining unit member by their
department, including materials needed in on-campus spaces and, when approved, 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 University work location is to be moved or if there is a
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 duties, bargaining unit members will have access to
available University private space 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. Such arrangements must be
approved by the supervisor and will be subject to the needs of the appointment. Decisions
regarding whether to grant a remote working arrangement shall be at the sole discretion of the
University and shall not be subject to Article 8 (Grievance and Arbitration). To the extent that
this approval comes prior to the issuance of the appointment letter, the appointing unit will use
best efforts to include that detail in the appointment letter as described in Article 40
(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 duties, and the
bargaining unit member shall be subject to any procedures, restrictions, limitations and other
guidelines on remote teaching and learning and remote work that may be set by the University in
a given case. The supervisor or appointing unit head will discuss such matters with the
bargaining unit member in advance of the start of remote work and may stipulate 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 participate in a full workload consistent
with Article 12 (Hours), including timely response to messages and requests from their
supervisor. Failure to do so may result in revocation of the remote working arrangement.

The parties agree that there will be a presumption that approval for an alternative work
arrangement, including remote work for all or part of the appointment’s duties, will be upheld for
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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 department/unit shall discuss what
particular University services, materials, and facilities are necessary to carry out assigned duties
for bargaining unit members who are approved to work remotely. Such decisions will be in the
University’s sole discretion. Ownership of any equipment that may be provided to a bargaining
unit member working remotely remains with the University and said equipment must be returned
to the University upon request.

Section 8. In the location or locations of expected or required work in a University facility,
bargaining unit members will have reasonable access, including keyed or automatic key card
access, to an accessible bathroom; an all-gender bathroom; a bathroom with a baby changing
station; and a suitable space designated for lactation. Reasonable access shall be interpreted to
mean within the same or nearby building. In the event that an accessible or gender-neutral
bathroom is not available in the University facility in which bargaining unit members are
expected or required to work or in a nearby building, the University and the Union will meet to
try to reach a resolution to such access, and the bargaining unit member may request relocation.
The University will consider such requests so long as the assigned work can reasonably be
accomplished in the requested location. The University and the Union shall jointly work to
discuss availability and access to these bathrooms, stations and spaces, and ways to improve such
access.

Section 9. Equal Access. Bargaining unit members who require special accommodations in order
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 the University’s Disability Management System.
Such requests shall be addressed in compliance with all applicable state and federal laws, and
University policy. Additionally, requests for accommodations not covered by law shall not be
unreasonably denied. However, the University shall have the right to determine whether or not
to grant such accommodation at its sole discretion. Moreover, any granting of such an
accommodation will not be used as evidence in any other venue or be argued as creating
precedent.
ARTICLE 23:
JOB ASSIGNMENTS

Section 1: The parties recognize that the University has sole discretion over who is appointed as
a bargaining unit member and the qualifications for appointments.

Section 2: The parties also acknowledge that bargaining unit appointments are usually made

without appointing units posting the position publicly and are instead determined through
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individual arrangements made between schools, departments, programs and/or supervisors. In
the case of appointments not made through such arrangements, decisions regarding how, when,
and where bargaining unit appointments are to be posted publicly, if at all, shall be in the sole
discretion of the individual appointing unit.

Section 3: To the extent that an appointing unit chooses to post their available appointment
position publicly, such positions must be posted in accordance with the procedure below.
Specifically, the appointing unit must:

1. Distribute a centralized list of available appointments to individuals within their respective
unit with descriptions of the expertise and skills required, expected workload, name and
contact of the supervisor, and any other relevant information.

2. Allow qualified members to apply for such positions and, to the extent that more than one
is appointment is available at the time of the posting, rank their preferences for available
appointments;

3. Allow the appointing unit and/or supervisors to rank their preferences of available
applicants;

4. Notify applicants when the 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 selection of applicants shall ultimately be in the sole
discretion of the appointing unit.

ARTICLE 24:
COMPENSATION

Section 1: Minimum stipends for bargaining unit members inclusive of all sources, effective
August 1, 2025 for the academic year 2025-26, will be $42,500. This increase will be reflected in
the first full payroll period after ratification of this Agreement.

Section 2: Annual percentage increases to graduate student stipends will change in the exact
manner (up or down) as annual percentage changes put in effect for Duke regular-rank faculty
raise pool. For example, if Duke announces a faculty percentage increase of 3%, effective July 1,
2026, graduate student minimum stipends will be raised by 3%, effective August 1, 2026, or in
other words, raised from $42,500 to $43,775. In the event faculty do not receive a percentage
increase in any year that this contract is in effect, the minimum stipend level for graduate
students will remain as it was in the preceding year.

After August 1, 2025, the minimum stipend level for graduate students shall be adjusted each

subsequent August 1 by the same percentage change, either up or down, as provided to faculty in
the regular-rank faculty raise pool.
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Section 3: Nothing in this agreement shall prevent the University from providing supplemental
pay consistent with its current practices, including but not limited to graduate school awards,
departmental supplements, NSF incentive supplements, and other additional stipends provided to
individual or groups of bargaining unit members.

Section 4: It is recognized that hourly rates of pay for hourly Research Assistant, Teaching
Assistants, and other hourly workers vary throughout the University. The University shall
continue to set hourly rates consistent with its current practices.

Section 5: Nothing contained herein shall preclude the University from paying bargaining unit
members more than the minimum rates provided in this agreement.

ARTICLE 25:
PAYROLL
Section 1. The University will issue funding to bargaining unit members in accordance with all
applicable federal and state legal requirements. Each bargaining unit member must provide the
University, in a timely fashion, with all documentation necessary for the University to process
their funding.

Section 2. Funding shall be issued monthly.

Section 3. Bargaining unit members will receive their funding through direct deposit, and
bargaining unit members must provide the University with any bank information necessary
to process that electronic deposit.

Section 4. In the event that an error on the part of the University causes a delay in the issuance
of funds to a bargaining unit member according to the University's published deposit schedules,
the bargaining unit member or an authorized Duke-affiliated party, such as the bargaining unit
member’s director of graduate studies assistants (DGSA), may contact the Departmental
Payroll Representative to report the issue and request the issuance of the bargaining unit
member’s proper funding. Errors on the part of the University may include but are not limited
to issuing the incorrect amount of funding to a bargaining unit member or the failure to provide
funding by the University's posted deposit schedule after a bargaining unit member has
submitted all of the necessary documentation and direct deposit information to the University
consistent with Sections 1 and 3 above. In such cases, the University shall use best efforts to
provide funding, whenever possible, through whatever means are most expedient, including but
not limited to the issuance of a physical check or direct deposit to the bank account issued, on
the next business cycle.
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Section 5. Payroll issues may be discussed at the Labor Management Committee. However, due
to the severe harm of certain errors on a bargaining unit member, the University will designate a
representative as liaison with the Union for resolution of payroll problems.

ARTICLE 26:
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 Ph.D.
graduate students as of the ratification date of this Agreement, as may be modified
from time to time by the University. The University shall continue to pay the full cost
(100%) of health insurance premiums for individual coverage under the Duke
Student Medical Insurance Plan (the “Plan”) for bargaining unit members.
Bargaining unit members shall pay premium contributions for the cost of spouse,
child, or family coverage under the Plan as outlined below. These premium
contribution amounts will be charged as a required fee on the individual’s student
account. Details of health insurance benefits:

(1) 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.

(i1) Plan participants may be seen by any physician at Duke Student Health
Center by appointment.

(ii1))  The University will use best efforts to provide In-Network Providers to
bargaining unit members based at the Duke University Marine Lab.

(iv)  The University will notify individuals enrolled in a PhD program when they
leave their PhD program of options for continuing healthcare coverage.

(v) Spouse/Dependent/Family Health Coverage

(a) Bargaining unit members are responsible for any premium costs for
spouses/dependents/families. Bargaining unit members who are
required to make payments toward their dental premium and/or health
care premiums for two-person or family coverage shall make
payments through bi-weekly payroll deductions on a pre-tax basis.
Bargaining unit members will be presented with separate bills in those
cases where coverage extends beyond the period of employment.
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Voluntary benefits selected by the bargaining unit member shall be
paid through post-tax payroll deductions on a bi-weekly or monthly
basis as determined by the University.

2. Effective Dates of Health Insurance Coverage

(1)

(i)

(111)

Health insurance coverage under this Agreement shall commence consistent
with the University’s existing practices and requirements of the Plan, at or
before the start date of a bargaining unit member's appointment.

Health insurance coverage, including spouse/dependent/family health
coverage where applicable, shall continue to be extended for the duration of
the Summer Semester employment period, except as provided below, for
individuals enrolled in a PhD program employed in any consecutive Fall and
Spring Semester.

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

Information about the benefits, utilization, and contacts for resolving issues
associated with health insurance shall be presented at orientation and shall be
available on a Duke-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.

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. Nothing in this Agreement shall
preclude the University in its sole discretion from adding health insurance plan options. Nothing
in this Agreement shall preclude the University in its sole discretion from deleting health
insurance plan options, as long as the above details of benefits are not affected.

ARTICLE 27:
DENTAL INSURANCE

Section 1. Dental Insurance.

The University shall continue to provide bargaining unit members with a dental insurance
plan on the same terms and conditions as are offered to all University Ph.D. graduate
students as of the ratification date of this Agreement, as may be modified from time to
time by the University.

1.
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2. The University shall continue to pay the full cost of dental insurance premiums for
individual coverage for bargaining unit members. Bargaining unit members may
purchase dental insurance coverage for their spouse and/or dependents.

3. The dental insurance plan will cover services provided at the on-campus Dental clinic, in
addition to other dental service providers as determined by the University.

4. The University has sole discretion to select or change any applicable insurance provider
or to add or change third party administrators for its dental insurance. Nothing in this
Agreement shall preclude the University in its sole discretion from adding dental
insurance plan options. Nothing in this Agreement shall preclude the University in its
sole discretion from deleting dental insurance plan options, as long as the above details of
benefits are not affected.

ARTICLE 28:
PARKING AND TRANSIT

Section 1. All bargaining unit members are eligible for the four (4) parking/transit options below
as outlined below.
1. Parking

a)

b)

d)

Access. At all campuses, bargaining unit members shall have the option to have
access to parking and parking-related services. The University shall retain the
ability to make decisions surrounding allocation of permits to specific lots,
consistent with its policies and procedures. Bargaining unit members shall be able
to purchase permits to access “Proximate” lots (meaning those lots for which the
University charges the Proximate Rate) at the same rates as other University
employees, subject to availability and waitlists, and consistent with the terms as
specified on the University’s parking and transportation website.

Information. The University will provide information to all incoming bargaining
unit members about their parking options.

Eligibility for other programs. Bargaining unit members who opt for this option
shall remain eligible for the other transit benefits below provided any application
deadlines are met.

Carpool. Bargaining unit members will have access to carpool programs for 2
and 3 individuals at the same total cost of an individual permit. Carpool permit
holders will be eligible for carpool lots available to all Duke Faculty and Staff,
subject to availability and waitlists, and consistent with the terms as specified on
the University’s parking and transportation website.

2. Transit - Public and Private

a)

The University will continue covering the cost of transit passes on GoTriangle
and GoDurham on the same basis as offered to graduate students as of the date of
ratification of this Agreement.
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b) Bargaining unit members will have access to the Duke Bus System and the ability
to provide feedback to the University by emailing tranpark@duke.edu regarding
its accessibility and performance.

3. Bicycling

a) Bargaining unit members are eligible for bicycle benefits on the same terms and
conditions offered to graduate students as of the ratification date of this
Agreement.

b) The University will maintain its infrastructure for bike commuters to safely
commute to and from its campuses in Durham, including bike repair facilities,
consistent with its practices offered to graduate students as of the ratification date
of this Agreement. Bargaining unit members who are bike commuting may report
safety issues to tranpark@duke.edu.

Section 2. Additional Off-Site Parking.

Provided that (1) access is approved by the Duke Quantum Center (DOC), (2) the bargaining
unit member has some type of paid annual Duke parking permit (e.g., SDG), and the names and
Duke University ID are provided to PTS by the Duke Quantum Center (DQC), the University
will make available to the bargaining-unit members:

1. 30 parking spots for bargaining-unit members in the Chesterfield Garage

2. 10 parking spots for bargaining-unit members in Carmichael surface lot

The University will also provide access during evening hours (i.e., after 5:00pm) to the
Carmichael surface lot, beyond the 10 parking spots allotted, upon request by the bargaining-unit
member on an as needed, first-come, first-serve basis to bargaining unit members who have
some type of paid annual Duke parking permit. The University will provide a paper permit to
allow access to the Carmichael surface lot for these purposes.

Section 3. Beaufort Transportation Options
The University will attempt to develop accessible and regular transit options for its Marine
Lab campus in Beaufort, North Carolina.

Section 4.

The University will ensure timely processing of accessible parking passes for bargaining
unit members with disability placards.

In the event of injury and upon request, the University will follow the process established
by Duke’s Access and Accommodations Services for considering and potentially approving
requests for accessible parking passes for bargaining unit members who are unable to get to their
place of work based on their current transport option.

ARTICLE 29:
TAX ASSISTANCE

Section 1. The Duke International Student Center (DISC) shall continue to provide tax assistance
resources to international bargaining unit members on the same terms and conditions as provided
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to all other international graduate students at the University. Such resources include a website
and newsletter containing tax educational materials, periodic educational webinars, and a “tax
inbox” available from January to April of each academic year whereby individuals can ask DISC
limited tax-related queries during tax season. . If such resources cease to exist, the University
will notify the Union and, upon request of the Union, discuss possible alternatives to such
programs. Implementation of such alternatives shall not be guaranteed and shall be at the
discretion of the University. The parties acknowledge that representatives of DISC are not tax
professionals and cannot provide professional tax advice.

Section 2: Consistent with its current practice, DISC shall continue to provide bargaining unit
members with discount codes for the Sprintax platform (or other similar vendor) to help defray
the costs of fees incurred on such platform. Such codes shall be provided to bargaining unit
members on a first come first serve basis but under no circumstances shall DISC be required to
provide codes to more than 500 members of the bargaining unit.

Section 3. DISC shall make all tax-related information available on the University website in
addition to the dissemination of tax-related information through seminars, webinars, workshops,
and email.
ARTICLE 30:
LEAVES

Any eligibility for bargaining unit members related to leave shall exclusively be covered within
this Article. Access to leave under other University policies is hereby revoked and replaced by
the following:

Section 1. Parental and Adoption Leave: Bargaining unit members shall be eligible for this leave

upon the following terms and conditions:
Bargaining unit members who are designated as primary caregivers shall be eligible for
up to nine (9) weeks off from bargaining unit work and duties after the birth or adoption
of a child (two of those weeks can be taken before the projected birth/adoption date, if
needed). Bargaining unit members who are non-primary caregivers shall be eligible for
up to two (2) weeks off of bargaining unit work and duties in order to provide additional
support to a primary caregiver. Bargaining unit members will continue to receive support
during the parental and adoption leave period. These requests shall only be considered
once per academic year, under this or any University policy, per bargaining unit member.
This leave may be taken either concurrently or intermittently based on request by the
bargaining unit member and approval by their supervisor.
To be eligible for this leave, the bargaining unit member must be in compliance with the
provisions of this Article. Specifically, the bargaining unit member must: (1) be
matriculated and have started classes as a Ph.D. program student at Duke University; and
(2) be in good academic standing.

40



Enrollment Status. During this leave period, bargaining unit members will remain
registered as full-time students. As such, their eligibility for graduate student benefits, including
but not limited to, insurance, housing eligibility and student services, will remain intact.
Additionally, eligible bargaining unit members who are receiving stipend support will continue
to receive such support. During this leave period, bargaining unit members will be relieved of
their TA or RA duties for the duration of the leave.

Requesting Parental and Adoption Leave. Bargaining unit members seeking parental
and adoption leave should inform their DGS (or their designee) and The Graduate School, via the
required Parental and Adoption Leave Request Form, no later than thirty (30) days prior to the
semester during which birth or adoption is expected to take place (except in cases of emergency)
so that departments and programs have adequate time to plan any necessary replacement needs.
Bargaining unit members will be expected to obtain the signature of their Advisor and Director
of Graduate Studies, prior to submitting the Parental and Adoption Leave Request Form to the
Associate Dean for Academic Affairs for final approval. Leave must commence within 12 weeks
of birth or adoption of child. If both caregivers are bargaining unit members, they may discuss
with their respective degree programs and the Graduate School a feasible proposal for dividing
up the eleven week leave (the sum of nine-week leave for primary caregiver and two-week leave
for non-primary caregivers) in a different way if they so wish, subject to the University's
approval.

Section 2. Military Leave: Bargaining unit members shall be eligible for Military Leave in
accordance with University Policy, which will comply with applicable laws.

Section 3. Jury Duty: Bargaining unit members will be eligible to receive paid leave, with all
benefits retained, for jury duty service upon the following terms and conditions:

Jury duty service (with pay) should be approved immediately upon a bargaining unit
member’s submission of an authentic summons or notice to their supervisor.

Pay for each day of jury duty will be made at the bargaining unit member’s current rate
of pay for a regularly scheduled workday. This pay will be made during the entire period of jury
duty served.

Upon return to work, the bargaining unit member must present proof of jury duty, to
include the dates of jury duty service.

To the extent permitted by law, bargaining unit members shall request a postponement of
service if requested to do so by their department or program.

Section 4. Bereavement Leave:

Bargaining unit members are eligible to take up to three (3) consecutive work days of
paid bereavement leave in the event of the death of one of the following family members: the
bargaining unit member’s spouse, child/stepchild, parent/step-parent, brother/step-brother or
sister/stepsister, grandparent, grandchild, parent-in-law, brother-in-law, and sister-in-law.

The consecutive days of bereavement leave can be taken at the bargaining unit member’s
convenience as long as one of the days includes either the day of death or the day of the funeral.
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In the event additional leave is necessary for bereavement purposes, such additional time off may
be requested either as vacation or as authorized time off without pay. Bargaining unit members
may discuss taking additional bereavement leave with their supervisor and such requests shall
not be unreasonably denied.

Section 5. Sick Leave:

Bargaining unit members shall be eligible for sick leave upon the following terms and
conditions:

(a) On the first day of the fall semester of each academic year, regardless of the number of
appointments a bargaining unit member may hold or actually holds in that year,
bargaining unit members will receive six (6) days per year with pay for personal illness
or to care for themselves or Family Members (i.e., a spouse, partner, parent or child) who
are sick and who are dependent upon the bargaining unit member for care.

(b) As of the day preceding the first day of the fall semester of each academic year, any
accrued but unused sick leave will be lost and shall not carry over to the next academic
year. There will be no pay out or reimbursement of accrued but unused sick leave upon
resignation or termination from their appointment.

(c) Notification Process: Bargaining unit members must immediately notify their supervisor
on the first and any and all subsequent days they need to be absent for qualifying reasons
under this provision (except in cases of emergency).

Payment: Consistent with any other restrictions referred to above, in order to receive sick
pay, bargaining unit members must also have a sufficient sick leave balance available.
Notwithstanding the above, bargaining unit members may request that their supervisor approve
the use of vacation days or Discretionary Holiday time for illness/sickness when sick days are
unavailable. However, the decision to grant such requests regarding the use of vacation days or
Discretionary Holidays shall be at the discretion of the supervisor.

Section 6: A bargaining unit member may request paid or unpaid leave in addition to any of the
above leaves, and the advisor and the DGS may, in their sole discretion, extend such leave up to
the end of the academic semester. Any request for leave that would involve such leave extending
beyond that particular academic semester must follow existing policies and procedures.

ARTICLE 31:
MEDICAL LEAVE OF ABSENCE

Section 1. Short-Term Medical Leave of Absence from an Appointment. A bargaining unit
member shall be eligible for a paid short-term medical leave of absence for up to two (2) weeks
beginning the first day of the appointment period when they are unable to meet their appointment
obligations and/or responsibilities because of a need to address or seek treatment for a personal
illness, injury or other significant physical or mental health condition. Bargaining unit members
who are compensated on an hourly basis will not receive such hourly compensation during a short-
term medical leave of absence from an appointment.
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For the duration of the short-term medical leave of absence from an appointment, the bargaining
unit member shall retain all benefits set forth in this Agreement, to include health insurance
coverage.

This provision shall apply only to short-term medical leaves of absence from a bargaining unit
member’s appointment obligation and shall not cover a short-term medical leave of absence from
a bargaining unit member’s academic program. Short-term medical leaves from a bargaining unit
member’s academic program shall be subject to existing University policies and procedures, which
are not part of this Agreement.

Bargaining unit members are eligible to request a paid short-term medical leave of absence from
an appointment only under the following conditions:

1. The bargaining unit member must be under an active appointment; and

i1. The bargaining unit member has not already taken two (2) weeks of short-term medical
leave of absence from an appointment within the past academic semester.
Whenever possible, requests for a paid short-term medical leave of absence from an appointment
should be initiated at least fourteen (14) days in advance of the start of the desired leave, or as soon
as practicable.

A bargaining unit member may request a short-term medical leave of absence from an appointment
under this Article by completing the Short-Term Medical Leave of Absence request form. The
form must be signed by the bargaining unit member and their appointment supervisor and
submitted to the University's designated Representative, for review and consideration. All requests
for a short-term medical leave of absence from an appointment must be supported by
documentation from a treating medical professional in support of the medical leave.

Once granted, a paid short-term medical leave of absence from an appointment will not continue
beyond the end date of the two (2) week period. Upon expiration of the two (2) week period, the
bargaining unit member shall immediately return to their appointment.

If a bargaining unit member needs to extend their period of medical leave, the bargaining unit
member must seek a long-term medical leave of absence from their academic program pursuant to
Section 2 below. It should be noted that if a bargaining unit member takes a paid short-term
medical leave of absence from an appointment, the bargaining unit member cannot use their
accrued vacation days, sick days or discretionary days to extend the period of their paid short-term
medical leave of absence from an appointment.

Section 2. Long-Term Medical Leave of Absence from an Appointment. If a bargaining unit
member needs to take a medical leave of absence from an appointment for a period of more than
two (2) weeks, the bargaining unit member must request a long-term medical leave of absence
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from the bargaining unit member’s academic program which shall be subject to the University’s
existing policies and procedures and not part of this Agreement.

For the duration of the long-term medical leave of absence from an appointment, the bargaining
unit member shall retain all benefits set forth in this Agreement, to include health insurance
coverage, so long as the bargaining unit member remains enrolled as a University student and
continues to make their contributions (if applicable).

Consistent with University policy, bargaining unit members who received long-term medical
leaves shall not have the semester(s) of leave counted against their guaranteed funding period.

ARTICLE 32:
HOLIDAYS AND TIME OFF

Section 1: Annually, the University announces the specific days which designated holidays will
be observed by the University. For the life of this Agreement, bargaining unit members are
entitled to receive any and all holidays listed in that year’s University Holiday Policy for
University Staff. Once the University announces the schedule for University-Designated
Holidays for University Staff, the University-Designated Holidays for University Staff schedule
shall be applicable to bargaining unit members. Any bargaining unit member required to work on
a holiday listed as a University-Designated Holiday for University Staff may arrange for a
mutually agreeable alternative within the same semester with their supervisor.

Any University-Designated Holiday for University Staff that falls within the period of a
bargaining unit member’s leave of absence or scheduled vacation will be considered as a
University-Designated Holiday and will not be deducted from the number of days allotted for
any leave or accrued vacation time.

Section 2. Discretionary Holidays. Each academic year, at the beginning of their initial
appointment, bargaining unit members will also receive three (3) discretionary holidays, which

may be used upon the following terms and conditions:

(a) With prior written approval from their supervisor, bargaining unit members may
schedule Discretionary Holidays.

(b) Discretionary Holidays may be taken in increments of full day(s) only.

(c) All Discretionary Holidays must be taken during the academic year in which they are
received or those holidays not taken will be forfeited at the end of the academic year.

(d) Upon termination, resignation or completion of an appointment, bargaining unit
members will not be paid for earned but unused Discretionary Holidays.
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Section 3: The University recognizes that there are religious holidays that are not currently
University-Designated Holidays for University Staff. With advance notice to, and prior written
approval from, their supervisor, bargaining unit members may schedule vacation or
Discretionary Holidays to observe religious holidays that are not recognized as University-
Designated Holidays for University Staff.

Section 4: Vacation Leave. Bargaining unit members will be entitled to the following amount of
vacation time off from their appointment:

Length of Appointment Time Off
Fall semester (September—December) 4 days
Spring semester (January—May) 5 days
Summer (June-August) 3 days

The allotted time off must be used before the end of the semester of the applicable appointment.
Unused vacation days will not carry over to the next semester, and no extra stipend will be issued
for unused days off.

Bargaining unit members are expected to coordinate with their supervisor about their requested
time off 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.

Vacation time off shall not interfere with the bargaining unit member’s appointment
responsibilities. If necessary, the bargaining unit member must make sure their responsibilities
are covered during their time off (e.g., if a TA is expected to be present on days when their class
meets but they need to take one of those days off, they must ensure someone is covering the
class). Departments and supervisors will provide assistance as needed. So long as appointment
duties are not interfered with, a bargaining unit member may take concurrent leave up to the full
accrued but unused annual vacation leave within one (1) rolling twelve month period.
Bargaining unit members wishing to take more time off than what is set forth herein may do so
with prior written approval from their supervisor. Additional days off that are granted to a
bargaining unit member by their supervisor beyond the minimum leave set forth in this
Agreement shall not establish a precedent or entitle other bargaining unit members to such
additional time off, and any denial of additional time off to another bargaining unit member shall
not be subject to grievance or arbitration. If stipend changes are necessary, Article 30: Leave,
shall take effect.

Section 5: The parties agree that time taken pursuant to Sections 2 through 4 above must be
requested by the bargaining unit member through a mechanism set forth by the University. Upon
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the bargaining unit member’s request for time off, the bargaining unit member’s supervisor
and/or department will within five (5) working days approve or deny the bargaining unit
member’s request.

ARTICLE 33:
TRAVEL SUPPORT

Section 1. A bargaining unit member who is required or approved to travel as part of the
bargaining unit member’s appointment-related duties, shall receive travel advances, direct travel
funding, or timely reimbursement of expenses, including but not limited to event registration,
lodging, food, and transportation, in accordance with the University and/or Departmental travel
policy. Any travel advances, direct travel funding, or reimbursement of expenses shall be
approved by the University consistent with its existing policies and such approval shall be
communicated to the bargaining unit member in writing. The University will use best efforts to
maintain its current levels of travel support for the duration of this Agreement but maintaining
such levels shall not be guaranteed. Nothing shall prevent the University from, in its sole
discretion, increasing the amount of travel support available throughout the duration of this
Agreement.

Section 2. Unless otherwise restricted by provisions of a sponsor or the University’s policies,
the University shall provide the bargaining unit member with approved travel advances, direct
travel funding, or reimbursement of expenses as described in Section 1 within thirty (30)
calendar days of receiving all of the bargaining unit member’s necessary paperwork as
provided in the University’s and/or relevant Department’s travel policy. The University will
provide the Union and bargaining unit members with a list of all necessary paperwork at the
beginning of each academic year.

Section 3. Bargaining unit members shall be covered by the University’s Business Travel
Accident Insurance policy.

ARTICLE 34:
PROFESSIONAL DEVELOPMENT RESOURCES

Section 1. Professional Development Resources. The University shall continue to provide the
professional development resources that are offered to graduate students as of the ratification
date of this Agreement through: (i) the Graduate School, including its existing individualized
support resources (e.g., the Dissertation Research Travel Award, conference support) and group
support resources (e.g., funding from the Dean, the Graduate School’s Professional Development
Grant, Matching Funds for Sigma Xi Grants); and (ii) individual departments.
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Section 2. Application for Resources. Bargaining unit members may apply for professional
development resources through the existing mechanisms and procedures established for each
resource. Bargaining unit members who wish to seek reimbursement must submit a written
request identifying the event or activity for which they are seeking reimbursement, the total
amount of all associated costs/expenses, receipts, documentation of participation, and how
participation in the event will enhance their performance in their appointment prior to attending
the event. With advance approval from their appointing unit and as negotiated between the
bargaining unit member and their supervisor and/or appointing unit, reasonable costs associated
with the professional development activity may be reimbursed, including, but not limited to,
conferences, workshops and skills training.

Section 3. Types of Activities. Professional development resources shall be used exclusively to
support attendance at an academic conference, workshop, symposium, or other relevant
professional development activity related to the nature of the bargaining unit member’s
appointment at the University.

ARTICLE 35:
MEDICAL ASSISTANCE AND FINANCIAL HARDSHIP SUPPORT FUND

Section 1. The University shall maintain the Medical Assistance and Financial Hardship Support
Fund (MAFHSF) with the following modifications to assist bargaining unit members with a
temporary hardship due to a significant emergency event.

Section 2. The University will designate $100,000 for the MAFHSF in Fiscal Year 2025. An
individual bargaining unit member may apply for and request up to $5,000 per year for financial
hardship support and up to $10,000 per year for medical assistance support from the MAFHSF.
In the event that a bargaining unit member applies for and requests both financial hardship and
medical assistance support in the same year and subsequently receives approval for both from the
Graduate School, the bargaining unit member will only be entitled to receive a total of $12,000
from the MAFSHF for that year. Bargaining unit members may apply for each fund (i.e., medical
assistance and financial hardship support) no more than once per academic year. 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. Any unused
dollars remaining in the MAFHSF at the end of one academic year will roll over to the next
academic year.

Section 3. Distribution of money from the MAFHSF shall be made in accordance with

procedures, policies, and requirements established by the University. These procedures, policies,
and requirements shall be publicly posted.
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Section 4. Eligibility. Applicants for the MAFHSF must be full-time Ph.D. students currently
enrolled at the Duke University Graduate School. Eligibility for funding ends automatically upon
graduation or termination of University affiliation. For assistance with medical expenses,
applicants must also be enrolled in the Duke Student Medical Insurance Plan.

a) Criteria for Consideration: Funding from the MAFHSF will be provided to assist
with a temporary hardship due to a significant emergency event that has the potential
to impact the bargaining unit member’s well-being. The precipitating emergency
event must have occurred while the bargaining unit member was enrolled at the Duke
University Graduate School and must not be routine, as explained in Section 4(b). As
described in Section 5, awards will be based on the bargaining unit member’s: (1)
level of need, as assessed by the current financial situation of their household; (i1)
current expenses/costs due to the precipitating emergency event; and (iii) the reason
these costs present a significant difficulty to the bargaining unit member that is not
routine.

b) Unqualified Expenses: Funding from the MAFHSF will not be distributed to cover
the cost of routine and/or chronic expenses or costs unrelated to the bargaining unit
member themselves, including, but not limited to, the following:

e (redit card debts
e [Expenses incurred before enrollment at the Duke University Graduate

School

Health insurance premiums

Taxes

Loan repayment

Routine dental work, unless such work is triggered by unforeseeable

and exceptional events

Pet-related costs

Relocation costs

Routine transportation maintenance

Support for family members

The purchase of a vehicle or car insurance

Visa application fees

Section 5. Application Process
1. Application Submission

a. Bargaining unit members applying for funding from the MAFHSF must

submit a completed application form online, as provided by the University,
and upload supporting documentation for all applications to be considered.

b. Each application will require the following information:
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i. Medical Assistance

= Documentation detailing the relevant expense related to the
precipitating emergency event, including receipts, statements,
and an itemized summary of costs;

= Medical records, insurance claims, or any other official reports
related to the precipitating emergency event; and

= Ifthe University deems necessary and relevant, a statement
from a healthcare provider or counselor regarding the impact of
the precipitating emergency event on the bargaining unit
member’s mental or physical health may be requested.

ii.  Financial Hardship Support Assistance

* Documentation detailing the relevant expense related to the
precipitating emergency event, including receipts, statements,
and an itemized summary of costs;

= A monthly budget showing the bargaining unit member’s
monthly expenses as compared to their monthly income and
highlighting the financial shortfall;

= Proof of the bargaining unit member’s household income, such
as recent pay statements or financial aid documents;

= If applicable, any relevant documents indicating a reduction in
household income, such as job loss notices, reduced work
hours, etc.

= If'the University deems necessary and relevant, a statement
from a healthcare provider or counselor regarding the impact of
the precipitating emergency event on the bargaining unit
member’s mental or physical health may be requested.

iii.  Personal Statement. Each bargaining unit member will be required to
complete a personal statement containing the following information:
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= A description of how the precipitating emergency event has
impacted their well-being;

=  Why the costs associated with the precipitating emergency
event present a significant difficulty for the bargaining unit
member including, but not limited to, the current financial
situation of their household, other financial support or
resources they have explored, and any relevant recent changes
such as job loss, medical expenses, or other significant
financial burdens); and

= The requested amount of assistance from the MAFHSF.

2. Review Process: The Graduate School will empanel a Subsidy Committee comprised
of faculty and staff to review applications for funding from the MAFHSF. The
Subsidy Committee will meet twice a month to review applications and to determine
approval and award amount.

3. Funding Decision: Decisions as to whether the bargaining unit member will receive
funding from the MAFHSF will be communicated promptly 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. If the union believes that a request for funding was arbitrarily
denied, the union has the ability to grieve this limited issue, which shall be the sole
issue subject to the grievance and arbitration provisions of this Agreement.

4. Funding Disbursement: If the bargaining unit member is awarded funding from the
MAFHSEF, the Subsidy Committee will complete the requisite paperwork as required
by the University and will subsequently send the paperwork to Employee Travel &
Reimbursement (ET&R) for processing. Once ET&R processes the request, the
bargaining unit member will receive their award amount in one of two ways:

a) If the bargaining unit member has established a direct deposit with Duke,
then the payment will be placed in the account on file.
b) If the bargaining unit member does not have direct deposit, then a check will
be mailed to the address on file for the bargaining unit member.
Section 6. If the funds are exhausted in a given year, nothing shall preclude a bargaining unit
member from asking their School for additional funds to deal with emergency events
recognizing, however, any such distribution by the School is entirely discretionary and not a
right or expectation.
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Section 7. The University shall create a report annually about the requests and use of the
MAFHSF without revealing any personally identifiable information regarding any bargaining
unit member who made a request for assistance from the emergency Assistance Fund. This
report shall include number of requests and usage by department and program.

ARTICLE 36:
INTERNATIONAL ASSISTANCE FUND

Effective upon ratification, the University shall establish an International Assistance Fund
which shall be available to reimburse bargaining unit members, including eligible hourly
bargaining unit members, for visa-related expenses as set forth below. The amount of $70,000
shall be designated for the fund each academic year (i.e., the fall semester through the end of the
summer term) and will be deposited on the first day of the fall semester, with the maximum
award for a bargaining unit member not exceeding $535 per academic year. Funding from the
International Assistance Fund will be available to bargaining unit members on a first come first
serve basis. Bargaining unit members may apply for reimbursement from the fund as set forth
below and funding will be distributed consistent with the criteria below.

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.
Any unused dollars remaining in the International Assistance Fund at the end of one academic
year will roll over to the next academic year. Reimbursement for such expenses shall be made in
accordance with procedures, policies and requirements established by the University. These
procedures, policies, and requirements shall be publicly posted.

To be eligible to receive reimbursement from the International Assistance Fund, a bargaining
unit member must:
(1) Be enrolled as a full-time Ph.D. student at Duke University at the time the expense is
incurred (note that a person on involuntary leave is not considered “enrolled” for
purposes of this fund);

(i1) Either be appointed as a Research Assistant, Graduate Assistant, Teaching Assistant,
Instructor or Grader at the time the expense is incurred, or be expected to commence
an appointment as a Research Assistant, Graduate Assistant, Teaching Assistant,
Instructor or Grader within sixty months of the time in which the expense is incurred;

(ii1))  Timely submit a complete and accurate International Assistance Fund application
form, as developed by the University, along with any and all required and/or
requested supporting documentation; and

(iv)  Request reimbursement for a qualified expense, as set forth below.
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Consistent with the eligibility criteria set forth above, qualified expenses that may be reimbursed
from the International Assistance Fund include:
(1) Visa application processing fees including first-time visa applications and renewals
(E.g., DS 160);

(i1) SEVIS fees;

(i11)  Transportation, accommodation and meal expenses incurred during any trip required
for the bargaining unit member to apply for and/or renew their visa;

(iv)  Visarelated fees associated with international professional activities pertaining to the
bargaining unit member’s appointment (e.g., professional conferences, workshops);
and

V) Other international expenses as determined by the University.

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. If the Union believes that a
request for funding was arbitrarily denied, the Union has the ability to grieve this limited issue,
which shall be the sole issue subject to the grievance and arbitration provisions of this
Agreement.
ARTICLE 37:
DEPENDENT INSURANCE ASSISTANCE FUND

Effective upon ratification, the University shall establish a Dependent Insurance Assistance
Fund which shall be available to reimburse bargaining unit members, including eligible hourly
bargaining unit members, for dependent premium insurance expenses as set forth below. The
amount of $50,000 shall be designated for the fund each academic year (i.e., the fall semester
through the end of the summer term) and will be deposited on the first day of the fall semester,
with the maximum award for a bargaining unit member not exceeding $500 per academic year.
Funding from the Dependent Insurance Assistance Fund will be available to bargaining unit
members on a first come first serve basis consistent with the application and distribution procedure
outlined below.

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. Any
unused dollars remaining in the Dependent Insurance Assistance Fund at the end of one academic
year will roll over to the next academic year. Reimbursement for such expenses shall be made in
accordance with procedures, policies and requirements established by the University. These
procedures, policies, and requirements shall be publicly posted.
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Eligibility: To be eligible to receive reimbursement from the Dependent Insurance Assistance
Fund, a bargaining unit member must:
(1) Be enrolled as a full-time Ph.D. student at Duke University at the time the expense is
incurred (note that a person on involuntary leave is not considered “enrolled” for
purposes of this fund);

(i)  Be appointed as a bargaining unit member as described in Article 1 (Recognition) at
the time the expense is incurred, or be expected to commence such an appointment
within six months of the time in which the expense is incurred;

(111)  Timely submit a complete and accurate Dependent Insurance Assistance Fund
application form, as developed by the University, along with any and all required
and/or requested supporting documentation, including proof of dependency; and

(iv)  Request reimbursement for a qualified expense, as set forth below.

Application and Distribution Procedure: Funding from the Dependent Insurance Assistance
Fund shall be distributed according to the application procedure below:
During the first forty-five (45) calendar days following the first day of the fall semester (the
“45 Day Window”), only bargaining unit members with two or more dependents
(children or otherwise) may apply to receive an award from the Dependent Insurance
Assistance Fund. Awards will be distributed to bargaining unit members on a first
come first serve basis during the 45 Day Window.
Once the 45 Day Window has closed, bargaining unit members with at least one (1)
dependent (child or otherwise) may apply to receive an award from the Dependent
Insurance Assistance Fund. Such applications must be submitted within thirty (30)
calendar days following the close of the 45 Day Window. Awards will be distributed
to these bargaining unit members on a first come first serve basis.
Bargaining unit members who miss their respective application window may still apply for
funding throughout the remainder of the academic year to the extent there is any
remaining funds left in the Dependent Insurance Assistance Fund.

Qualified Expenses: Qualified expenses that may be reimbursed from the Dependent Insurance
Assistance Fund include:

(1) Dependent health insurance premiums;

(i)  Dependent dental insurance premiums; and/or

(ii1))  Dependent vision insurance premiums.

ARTICLE 38:
CHILDCARE

Section 1. The University shall maintain the current Childcare Subsidy Fund on the same terms
and conditions as are offered to graduate students as of the ratification date of this Agreement, as
53



may be modified from time to time by the University, and except as modified herein. The
Childcare Subsidy Fund is an annual fund available to subsidize bargaining unit members,
including eligible hourly bargaining unit members, for a maximum of five (5) years. The amount
of $225,000 shall be designated for the fund each academic year, with the maximum award for a
bargaining unit member not exceeding $10,000 per academic year. 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. Any unused dollars
remaining in this Childcare Subsidy Fund at the end of one academic year will roll over to the
next academic year. Reimbursement for such childcare expenses shall be made in accordance
with procedures, policies and requirements established by the University. These procedures,
policies, and requirements shall be publicly posted.

Section 2. Eligibility.

(a) Criteria. The Childcare Subsidy may be offered to bargaining unit members who meet the
following criteria:

(1) The bargaining unit member is currently enrolled as a full-time Ph.D. student
at Duke University;

(i1) The bargaining unit member timely submits a complete and accurate
Childcare Subsidy application form, along with any and all required and/or
requested supporting documentation;

(ii1)  The bargaining unit member’s child or children have not reached the age upon
which the child is eligible to enroll in kindergarten according to the age
requirements for entry into public school established by the North Carolina
Department of Justice.

(b) Applicable subsidy amounts will be based on the bargaining unit member’s annualized
household gross income at the time of application. The gross annual income must be
verifiable by the bargaining unit member’s most recent Income Tax Return, W-2(s) and
other documentation, if requested. Calculation of the bargaining unit member’s portion of
the household income shall be based on the bargaining unit member’s annualized stipend
for the academic year during which the childcare will be provided. Where such
documentation is not readily available (e.g., for bargaining unit members who did not
previously work in the United States), or in cases of material changes in salary from year
to year, the University shall accept alternative documentation as is available.

(b) Bargaining unit members will be eligible to receive the Childcare Subsidy for a
maximum of five (5) years.
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Section 3. Distribution.

Subsidy amounts shall be distributed as follows and consistent with the terms below:

One child in daycare | Two children in Three children in Subsidy amount
daycare daycare ($10,000 max.)
Household Gross Income ($) Award Amount
< $50,000 < $70,000 < $90,000 $10,000
$50,001 — 100,000 $70,001 — 120,000 $90,001 — 150,000 $8,000
$100,001 — 150,000 | $120,001 — 180,000 | $150,001 —200,000 $6,000
$150,001 —200,000 $180,001 — 225,000 | $200,001 — $250,000 | $4,000

These stipend amounts shall be publicly posted on the graduate school website.

Applicable subsidy amounts will be based on the bargaining unit member’s household income at
the time of application. Calculation of the bargaining unit member’s portion of the household
income shall be based on the bargaining unit member’s annualized stipend for the academic year
during which the childcare is provided. The Labor-Management Committee shall have the ability
to review data regarding the prior year’s utilization of the Childcare Subsidy Fund. The Labor
Management Committee shall be entitled to make recommendations to the Union and the
University regarding potential modifications to the subsidy amounts and qualification thresholds.
However, no such changes shall be implemented unless there is mutual agreement by both
parties.

Bargaining unit members who have been granted a subsidy for the current academic year must
reapply in May of each year to continue receiving their subsidy for the following year. At the
time of reapplication, the bargaining unit member’s household income will be based on the
increased stipend rate for bargaining unit members as of July for the coming academic year.

ARTICLE 39:
APPOINTMENT SECURITY

After a PhD student has affiliated with a faculty member to serve as their primary
advisor, in keeping with the timelines of their degree program, a student may need to identify a
new advisor. These include circumstances such as the advisor's departure from Duke, a change in
a student's research area interests, or conflict within the advisor/student working relationship. If a
student wishes or needs to explore changing advisors, the student should discuss the issue with
their DGS as the first step (or their doctoral dean or equivalent, if there is a perceived conflict),
understanding that it is up to the student to find a new advisor, and that changing advisors should
be carefully considered. The student should have a plan for how they would go about identifying
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potential advisors, who can support their further research training, and if needed, their funding.
They should consider meeting with possible alternative advisor(s) before disaffiliating from their
current advisor, in order to know what may be feasible.

If the student wishes or needs to proceed with finding a new advisor, their program must
ensure the student can receive up to two months of stipend support while they search for a new
advisor, provided that the bargaining unit member makes good faith efforts during that period to
secure a new advisor. This stipend support is guaranteed the first time a student makes an advisor
change, and potentially available (but not guaranteed) for any subsequent change in advisor. The
DGS (or equivalent if there is a perceived conflict) should make themselves available to advise
the student regularly as the student actively seeks to identify an alternative dissertation advisor
and will be available to consult with potential new advisors identified by the student. The student
shall have the discretion to suggest that the potential new advisor consult with the DGS (or
equivalent if there is a perceived conflict) or other parties as they see fit.

In the event that the bargaining unit member's advisor is no longer willing to serve in that
capacity, the bargaining unit member shall have the right to appeal that decision consistent with
the respective department's guidelines. To the extent that an appeal is taken, the two-month
stipend support, described above, shall not start until the completion of the appeal process.

The timeframe to find a new advisor can be extended by the DGS (or their doctoral dean
or equivalent if there is a perceived conflict) for a funded third month, provided that the student
shows evidence of making good progress and communicates regularly with program
administrators about their efforts to find a new advisor. Any extensions beyond 3 months will
require approval of a petition from the student, supported by the DGS (or equivalent if there is a
perceived conflict), who will consult with the doctoral dean of the school in which the student’s
degree program is homed, and the academic dean of The Graduate School.

Students who have not secured a new advisor by the end of six months would be
discontinued from the PhD program, and should be offered a terminal master’s degree if feasible
and if they have met the requirements. Notwithstanding the above, the Graduate School
academic dean shall have sole discretion, in extraordinary circumstances, to extend this timeline
on sufficient showing of good cause. Such decision shall not be subject to the grievance and
arbitration provisions of this Agreement.

Extensions to this timeline may be granted pursuant to other university policies and procedures

including but not limited to the policy on Prohibited Discrimination, Harassment, and Related
Misconduct.
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ARTICLE 40:
APPOINTMENT LETTERS

Section 1. Prior to the start of a bargaining unit member’s appointment, the University shall
provide each bargaining unit member with an appointment letter via email to the bargaining unit
member’s University email address. The University will use best efforts to provide this letter to
the bargaining unit member at least two (2) weeks prior to the commencement of their
appointment, with written notice provided for exceptions when departments and units may not be
in a position to send such a letter that early due to uncertain enrollments or funding or other
legitimate reasons and in such cases, the department or unit will send out the letter as soon as
possible prior to the commencement of the bargaining unit member’s appointment. Where
bargaining unit members engage in multiple positions in a given semester, the University will
use best efforts to provide a comprehensive appointment letter that covers each appointment, to
the extent such information is known at the time the appointment letter is issued. The bargaining
unit member shall be given no fewer than seven (7) calendar days to accept or decline the
appointment. 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 shall
have 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 may have a
Union representative present during these discussions so long as the Union representative’s
availability does not delay the date on which such meeting shall be held.

Section 2. The appointment letter shall include the following information:

1. Appointment title(s).

2. 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).

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

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

5. For teaching appointments, the name of the course; the approximate number of students
for which the bargaining unit member will be responsible, if known at the time when the
appointment letter is issued; 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, attending lectures, etc. If known at the time of the appointment
letter, any scheduled meetings or trainings, procedures for evaluation, if any, and other
duties as assigned. For research appointments, a brief description of the required research
or lab duties, as understood at the time of the appointment, including but not limited to,
writing code, performing experiments, maintaining equipment, archival and bibliographic
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research, copy-editing and proofreading, maintaining accurate, complete and up to date
records, language or translation assistance, teaching and mentoring lab members and
other duties as applicable. If known at the time of the appointment letter, any scheduled
meetings or trainings, and procedures for evaluation, if any.

6. For any other appointments covered by this Agreement not listed in Sections 5 and 6
above, if any, a brief description of required duties; including required meetings and
trainings; and procedures for evaluation, if any.

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

8. Expected work schedule, including course meeting times and locations, and any cap on
the number of hours and the estimated number of hours expected per week, if applicable
and known at the time when the appointment letter is issued. Violations of a bargaining
unit member’s expected work schedule shall be subject to Article 8 (Grievance and
Arbitration). The parties recognize schedules and locations may change prior to the start
of the semester or term, but that such change must be communicated in writing from the
supervisor to the bargaining unit member. 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.

9. Amount of funding for the appointment, if any.

10. Benefits related to the appointment, if different from those described elsewhere in this
Agreement.

11. 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.

12. A statement that the position is covered by this collective bargaining agreement 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 3. A bargaining unit member’s funding as stated in their appointment letter will be
maintained unless a bargaining unit member is discharged, either for being dismissed from the
graduate program or in accordance with Article 9 (Discipline and Discharge), the bargaining unit
member does not meet other requirements of their appointment, or the bargaining unit member is
withdrawn, or is on an approved leave of absence. Funding while on leave shall be as specified
in Article 30, Leave.

Section 4. In the event the position described in the appointment letter becomes unavailable due
to cancellation, loss of funding, change in supervisor or similar reasons, the University shall use
best efforts to assign the bargaining unit member to a comparable position if available, and if not,
to a different covered position for the duration of the appointment. Comparable positions will be
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determined in the sole discretion of the appointing unit. As stated in Section 3 above, to the
extent a different covered position is not available, the bargaining unit member will continue to
receive funding for the duration of their appointment so long as they are within their years of
guaranteed funding and continue to comply with the University’s existing policies and
procedures. The unavailability of a different covered position shall not prevent the bargaining
unit member from continuing to make academic progress to the extent that an assistantship is
required for their degree program. The University will work with the bargaining unit member to
ensure they can fulfill such requirement, or waive the requirement if necessary, and continue to
make timely progress towards their degree.

ARTICLE 41:

CONTINUITY OF FUNDING
Section 1. The minimum stipends specified in Article 24 (Compensation) shall be guaranteed for
a minimum of five years of enrollment, so long as the bargaining unit member is in good
academic standing and registered as a full-time student and is not dismissed in accordance with
Article 9 (Discipline and Discharge). Notwithstanding the above, nothing shall prevent a degree
program from providing more than five years of guaranteed funding. If a bargaining unit
member requests and is granted a sixth year of funding, the bargaining unit member will be
entitled to health insurance coverage consistent with Article 26 (Health Insurance). For students
granted a seventh year of funding or beyond, nothing shall prevent those students from also
receiving health insurance coverage at the discretion of the University.

Section 2. Bargaining unit members shall continue to not be individually responsible for paying
tuition to the PhD program for a minimum of their first five years from the time of matriculation
as a Duke University PhD worker, with the exception of bargaining unit members on an
approved medical leave of absence.

Section 3. The University’s current practices regarding tuition remission and/or graduate school
fee payments will not be intentionally modified in a way that offsets the wage and benefit
improvements negotiated in this Agreement.

Section 4. The University shall continue to guarantee summer term funding for bargaining unit
members, consistent with current practices as of academic year 2023-24. Program units shall
provide guidance to bargaining unit members as to the process used to assign bargaining unit
members to summer positions in advance of each summer semester. For bargaining unit
members in good academic standing within years 01 and 02, the Graduate School will guarantee
funding in the form of summer research fellowships, unless otherwise funded. For bargaining
unit members in years 3 and beyond, the source and form of guaranteed summer funding will
vary and be at the discretion of the University. This provision shall not be construed to preclude
the University from making available additional summer funds. Bargaining unit members might
be expected to perform bargaining unit work in order to receive summer funding, and such work
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
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end of the spring term. Changes in 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 graduate program.

Section 5. Schools within the University are encouraged to provide monetary incentives for
bargaining unit members who solicit and receive funding outside of their program.

ARTICLE 42:
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 43:
HOUSING
Section 1. University Housing Access
The University agrees to provide bargaining unit members with access to university housing on
the same terms and conditions as are currently offered to all graduate students at the University.

Section 2. Housing Quality and Safety Standards

The University commits to maintaining high standards of quality and safety in all bargaining unit
members housing facilities. Regular inspections will be conducted in accordance with state and
local housing codes, and any violations found will be promptly addressed. The University will
provide a clear and efficient process for residents to report any issues related to housing quality
or safety.

Section 3. Accommodation for Disabilities

The University will provide reasonable housing options for bargaining unit members with
disabilities when available. These accommodations will meet or exceed the standards set by the
Americans with Disabilities Act (ADA). Consistent with its existing practices, the University
will also provide a process for bargaining unit members to request necessary modifications to
their housing if in a University property.

Section 4. Emergency Housing Assistance

The University will endeavor in good faith on a case-by-case basis to provide emergency
housing assistance for bargaining unit members residing in University housing who face
unexpected housing disruptions (e.g., natural disasters, fire, or critical infrastructure failures)
when available. This assistance may include temporary relocation services and expedited repair
services to ensure minimal disruption to academic progress and personal well-being. Bargaining
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unit members in off-campus housing may apply to the Medical Assistance and Financial
Hardship Fund to cover expenses in these circumstances.

Section 5. Off Campus Housing Guidance and Information

The University will continue to provide a comprehensive guide to securing off-campus housing
upon admittance. This guide will include information on relevant Durham property management
companies, apartment complexes near campus, and apartment complexes that typically serve a
significant number of bargaining unit members. The guide should also include information on
amenities and services, for example, local grocery stores, bus routes, parks, and emergency
services. This guide should also include access to be provided as soon as practicable after the
bargaining unit member accepts their offer to the program.

ARTICLE 44:
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 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 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 the 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, (i) set an hour limit on the hearing (e.g., 4 hours total; 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
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Article, the arbitrator may direct the University to comply with the provision of this Article, but
in 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 8, 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
the No Strike No Lockout clause 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 Duke University academic community, excluding those employees
covered by collective bargaining agreements.

ARTICLE 45:
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 II (Duration), or any extension thereof pursuant
to Addendum B. 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.

ARTICLE 46:

DURATION

This Agreement shall be effective upon ratification and remain in full force and effect up
to and including March 31, 2028. 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 25" day of September 2025

W//”;//;’ - 25 Sep 2025 % ; ? ]‘:é.} "/1{

Mohamed Noor Date Harris Raynm Date
Executive Vice Provost Bargaining Representative for
Duke University Duke Graduate Student Union,

SEIU Southern Region

45 .?&1(
niwan L({y()?n Dat

Vice President of Human
Resources and Chief Human
Resources Officer

Duke University
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ADDENDUM A:

ACADEMIC VS. EMPLOYMENT ACTIONS

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 either 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
circumstances, the occurrence of that issue woul

presumption that, aside from extraordinary
d be dealt with as an academic or employment

matter, respectively. The Parties further 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.

Academic

Employment

Violations of the University’s and all
relevant schools' policies regarding conduct
and academic integrity.

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

Attendance at class/lab/discussion
sections, office hours

Failure to review required material
Failure to perform required duties

e Sharing exam answers

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

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

e Failure to review required material

Failure to perform required duties

e Absenteeism

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

Supervisor requiring bargaining unit
member to perform bargaining unit work in
excess of CBA’s weekly hours requirement as
defined by Article 12 (Hours).
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Decisions not to appoint or re-appoint

Supervisor  requiring  dangerous
activities in violation of Article 10 (Health and
Safety).

Outcomes of milestone exams

Failure to provide compensation, leave,
and/or fringe benefits, in accordance with the
relevant articles of this contract.

Academic milestones, grade
performance, academic misconduct, research
misconduct, or research performance that is
not appointment related

Discrimination, harassment, or
retaliation resulting from appointment-related
duties.

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 ("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 Howard
Edelman serving as the arbitrator.

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 March 31, 2028, and the University is not obligated to recognize
and/or bargain with the Union after the conclusion of the one-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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