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PREAMBLE

It is the intent of the parties to effectuate thiepgoses of Chapter 41.80 of the Revised Code of
Washington (RCW) by formalizing the agreements lmeddetween the Board of Regents of
Washington State University (the “University”), atiee Washington Federation of State
Employees, AFSCME Council 28, AFL-CIO (the “Uniongnd setting them forth in this
Collective Bargaining Agreement (the “Agreement”).



DEFINITIONS

The following definitions are intended only to prde clarification in the interpretation and/or
administration of this Agreement:

Agreement- This collective bargaining agreement betweerlthien and the University

Area representative Employee of the Washington Federation of StatglByees, AFSCME
Council 28, AFL-CIO

Day(s)— Unless otherwise specified in this Agreemeng(slashall be calendar day(s)

Domestic Partner A person who is neither married nor related oot to the employee, is the
employee’s sole domestic partner, lives togetheh wWie employee in the same residence and
intends to do so indefinitely, and is responsibinthe employee for the other’s welfare.

Employee- An individual employed by the University workiinga job classification covered by
this Agreement that: (a) is listed in Appendix G, F and G and (b) has been certified by the
Washington Personnel Resources Board (WPRB), iwsdgmessors, and/or the Public
Employment Relations Commission (PERC).

Full-time Employees- Employees who are scheduled to work forty (40urk per
workweek.

Less Than Full-time EmployeesEmployees who are scheduled to work less theg fo
(40) hours per workweek.

Employee RecordsFiles/records maintained with respect to an emg#@uch as personnel,
payroll and leave actions, benefits and medicafop@ance, training, grievances, licensing,
permit and certification, or employment applicason

Family member Individuals considered to be members of the faare mother, father, sister,
brother, mother-in-law, father-in-law, spouse/dotiegsartner, grandparent, grandchild, son,
daughter, stepchild, a child in the custody of segdding in the home of an employee.

Personal Leave Day/Personal Holida@ne (1) eight (8) hour day per full-time empleyzer
calendar year. The Personal Leave Day/Personaddjoshall be pro-rated for employees
working less than full-time.

Union— Washington Federation of State Employees, AFS@\Encil 28, AFL-CIO
University— Washington State University
RCW — Revised Code of Washington

WAC — Washington Administrative Code
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1.2

ARTICLE 1
SCOPE AND | NTERPRETATION

AUTHORITY OF THE CONTRACT

A. This Agreement constitutes the entire agreerbetween the University and the
Union and, except where removed by law, providesthie sole and exclusive
wages, hours and working conditions for employeevered under this
agreement. All prior understandings, past prasti¢éniversity work practices
and past agreements between the parties prionyadl,J2009 whether written or
oral—are null and void, unless specifically pregerin this Agreement.

B. This Agreement, by its provisions, preemptssaljects addressed, in whole or in
part, in WAC 357.

C. During the negotiations of the Agreement, eaattyphad the unlimited right and
opportunity to make demands and proposals witheadp any subject or matter
appropriate for collective bargaining. Thereforgcle party voluntarily and
unqualifiedly waives the right and will not be gadied to bargain collectively,
during the term of this Agreement, with respecaity subject or matter referred
to or covered in this Agreement. Nothing hereifl in@ construed as a waiver of
the Union’s or University’s collective bargaininggits with respect to matters
that are mandatory subjects not referred to orreal/by this Agreement.

D. Except as provided for herein, and agreemeraishel in accordance with Article
9, this Agreement terminates and supersedes alr pmderstandings, rules,
regulations, past practices and University worlcficas.

MANAGEMENT RIGHTS

Except as modified by the terms of this Agreemdém, University shall retain rights
related to management in the direction of its elygéds, operations, resources, facilities,
services and programs. All statutory and inhermeanhagerial rights, prerogatives, and
functions are retained and vested exclusively emUhniversity, including, but not limited
to, these rights, in accordance with the Univeisigole and exclusive judgment and
discretion:

the functions and programs of the University;

the use of technology;

the structure of the University’s organization;

the University’s budget and the size of the Uniitgis work force, including
determining the financial basis for layoffs;

the right to direct and supervise employees;

the right to schedule and assign work;

oOow>
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the right to assign overtime;

the right to establish work and productivity starmt$a

the right to take whatever actions are deemed sapg$o carry out the mission
of the University during emergencies;

employee benefits;

to take actions necessary to maintain the costtefmess and efficiency of
University operations;

to reprimand, suspend, discharge, or otherwisepliise employees;

to hire employees, determine their qualificaticarsl assign and direct their work;
to promote, demote, transfer, layoff, recall to ky@nd rehire employees;

to determine the services to be rendered,;

to determine the personnel, methods, means, arldiéacby which operations
are conducted;

to determine the amount and forms of compensatioerhployees;

to set the starting and quitting time, and the neinds hours and schedules to be
worked;

to expand, reduce, alter, organize, reorganize bawem transfer, assign, or cease
any job, department, operation, or service;

to enter into agreement(s) with other governmeséties.

to control and regulate the use of machinery, it&sl, equipment, production,
service, distribution, and maintenance methods, enas$, machinery, and
equipment;

to determine the number, location and operatiotdepartments, divisions, and all
other units of the University;

to issue, amend, and revise University and depatahepolicies, rules,
regulations, and practices; and

to take whatever action is either necessary orsadie to determine, manage, and
fulfill the mission of the University.

No STRIKE OR LOCKOUT

A.

Nothing in this Agreement permits or grants iy @mployee the right to strike or
refuse to perform his or her assigned duties.

Nothing in this Agreement permits or grants taversity the right to lockout
employees.

SAVINGS CLAUSE

This Agreement is subject to the law as it curgeatlists or is hereafter amended. If any
term or provision of this Agreement is, at any tich&ring the life of this Agreement,
adjudged by a court or administrative body of cotapejurisdiction to be in conflict
with any law, such term or provision will becomevatid and unenforceable, but such
invalidity or unenforceability will not impair orfect any other term or provision of this
Agreement. The Parties will meet as soon as e to negotiate the effects of any
term or provision of this Agreement that is adjudige be in conflict with the law.

4



1.5

1.6

1.7

REVENUE/APPROPRIATIONS

Should the University request, but not receive cipaited appropriations or revenues,
those portion(s) of the Agreement that are contibggon financial resources will be
opened for renegotiation.

WNIVERSITY POLICY AND REGULATION

Unless superseded by a specific provision of tlgge@ment the University’s Policies,
Rules, Regulations and Procedures, as currenttyewror as amended, will apply to all
employees without any obligation to bargain ovetithohs, deletions or changes to such
Policies, Rules, Regulations, and Procedures.

COLLECTIVE BARGAINING

Where required by law, and where there has beemancer of bargaining requirement,
the University will satisfy its collective bargang obligation before changing a matter
not referred to or covered by this Agreement. Uheversity will notify the Union of
these changes, and the Union may request discgssimut and/or negotiations on the
impact of these changes on Employee's working tiomdi In the event the Union does
not request discussions and/or negotiations withunteen (14) calendar days of receipt
of the notice, the University may implement theraes without further discussions
and/or negotiations. Upon completion of negotiagibnt no later than forty-five (45)
calendar days following request to bargain fromUiméon, the University may
implement its proposal. There may be emergencyadated conditions that are outside
of the University’s control requiring immediate itementation, in which case the
University will notify the Union as soon as possifhnd may implement if needed prior
to the completion of negotiations.

If the Union does not withdraw the demand to bargtie parties will agree to the
location and time for the discussions and/or negjotis. Each party is responsible for
choosing its own representatives for these aawiti



ARTICLE 2
NON-DISCRIMINATION /SEXUAL HARASSMENT/
COERCION AND INTIMIDATION

2.1 NON-DISCRIMINATION AND SEXUAL HARASSMENT

A.

NondiscriminationNeither the University nor the Union will discrin@te against
any employee covered under this Agreement in a ergmecluded by law.

1. Upon request by the Union, the University will figim a copy of the
University’'s affirmative action plan, performanoeport, and affirmative
action information.

2. The University will provide a work environment frlem discrimination
due to Union activities and beliefs.

Sexual Harassmen8exual harassment is a form of unlawful sex disicration
and is defined as unwelcome sexual advances, rsqte@ssexual favors, and
other verbal or physical conduct of a sexual natinen 1) submission to such
conduct is made either explicitly or implicitly arim or condition of an
individual’'s employment, 2) submission to or rejestof such conduct is used as
the basis for employment decisions, or 3) such gontdas the purpose or effect
of unreasonable interfering with an individual’'snwar performance or creating
an intimidating, hostile or offensive environment.

1. The University and the Union agree that sexual $sament will not be
tolerated.

2. When the University becomes aware of incidentsexfual harassment,
the University will take steps to terminate thedsament.

3. The University will maintain and enforce procedut@sleal with

allegations of sexual harassment.

Complaints:pursuit of discrimination or sexual harassment glamts before the
Equal Employment Opportunity Commission, the HurRaghts Commission, or
in a judicial or other forum constitutes a waivétlee right to pursue the same
complaints under Article 10 — Grievance ProcediMe.employee will be
penalized or retaliated against in any way by aeynimer of the University
community for initiation or participation in a cotamt procedure.

2.2 COERCION AND INTIMIDATION

The University and the Union agree that there Ww#l no coercion or intimidation
regarding the right of employees working in posifocovered by this Agreement to
become or not become members of the Union.



ARTICLE 3
EMPLOYEE RIGHTS AND RESPONSIBILITIES

3.1 (GENERAL RIGHTS AND RESPONSIBILITIES

A.

The University will provide a fair and equitable skimg environment with
equality of opportunity, consideration and treattfenall employees.

An employee will not knowingly perform or be regedrto perform any work in
violation of any federal, state, or local laws.

Employees may engage in off-duty employment thasdwt interfere with the
performance of or conflict with his/her assignedieki Outside employment
activities will not be performed during an emplogesork time.

No personnel or equipment, facilities, suppliessenvices owned or provided by
the University will be used in conjunction with sitte employment.

An employee must notify his/her supervisor as sa®the employee becomes
aware of any condition that affects his/her abilityperform assigned duties.

Employees may be responsible for University propérat is stolen, lost,
misused, abused, or damaged when there is evidéraceegligent or deliberate
act/failure to act by the employee. This will imdé University issued credit cards
or any other procurement authority. If Univerdibgpls, equipment, materials, or
supplies are stolen, lost, misused, abused, or gedntiirough no fault of the
employee, the employee will not be held accountable

The University will consider requests for reimburgat or replacement for an
employee’s personal property which is damaged bidaants or incidents beyond
the control of the employees while said personaperty is being used in the
performance of his/her duties.

Employees may, upon prior approval by their sugenviuse personal tools in the
performance of their work. All approved tools vk jointly inventoried and
inspected by the employee and supervisor prioetngoused. Employees are
responsible for personal tools used for work asamgmts. Upon completion of
work assignments or at the end of the work daygethployee’s personal tools are
to be either secured or removed from the premigebéindividual in such a
manner as to ensure their safekeeping. The Untyexsli reimburse or replace

an employee’s personal tools that have been apgrawve inventoried which are
lost, damaged by accidents or other incidents beio& control of the employee
while being used in the performance of their dutigstermination of whether the
incident was beyond the control of the employe¢ lvdlmade by the employee’s



supervisor/manager

The University will determine standards of dresstfe position or duties
required. Uniforms, when required by the Universitjll be furnished,
laundered/cleaned, and maintained by the Univeasity cost to the employee.

Prior to an employee’s last day of work, the empwill return all University
property (for example, tools, equipment, clothikeys).

Employees will not use University resources orlfies for non-work related
purposes. This does not preclude use of the tetegtiax, and e-mail for
representational activities or de minimis persasa if the communication is
brief in duration and it does not disrupt or distriiom University business. Nor
does this preclude the use of University facilitesthe same terms and
conditions available to other University employgasyate organizations or
citizens.

The University will provide access to a Univergigtwork id and password for
each employee for the purpose of accessing untydrgsiness related
information such as the employee’s payroll and quansl data, e-mail and WSU
communications.

The University may provide a cell phone for useehyployees for official
business when official business cannot be accomtaddyy the use of a land line
telephone, pager, or radio, as determined by tpersisor/manager. The
University shall not require or coerce an employease their own personal cell
phone for official University business.

No deductions will be made from an employee’s pag&hwithout an appropriate
court order, authorization allowed by law, or weitt permission from the
employee.

The University, the Union, and employees coverethizyAgreement are
committed to maintaining an environment that i€ fil@m all acts or threats of
violence perpetrated by or against employees, stader members of the public.

1. While on University property or while conducting iersity business at
other locations, individuals are prohibited fronbgcting other
individuals to any violence or threat of violence.

2. Violent action on University property or facilitiesr while on University
business, will not be tolerated or ignored. Indidts who engage in
violent or threatening behavior may be:



3.2

a. Removed from the premises;

b. Subject to disciplinary action, up to and includdigmissal or
expulsion; and/or
C. Subject to arrest and criminal prosecution.

Employees will have the right to request Union esentation as provided for in
this Agreement.

When employee records are the subject of a puldatabure request under RCW
42.56, the University will notify the employee bietrequest at least seven (7)
calendar days in advance of the intended release @€n the employee’s request,
the University will provide a copy of the publicsdlosure request.

DRUG AND ALCOHOL TESTING

Fitness for duty: All employees must report torkvim a condition fit to perform their
assigned duties unimpaired by alcohol or drugs.

A.

Possession or Use of Alcohol and lllegal Drugs:

Employees may not use alcohol while on duty. Eyg®s may not have alcohol
in their possession while on duty or in a Universiehicle except when
authorized by the University. The possession erafsllegal drugs is strictly
prohibited.

Prescription and Over-the-Counter Medications:

Employees taking physician-prescribed or over-thheater medications, if there

is a substantial likelihood that such medicatioh affect job safety, must notify
their supervisor of the fact that they are takingedication and the side effects of
the medication.

Commercial Driver’s License:

The University and the Union recognize that thevdrsity is required to perform
drug and alcohol testing for employees who holdban@ercial Driver’'s License
(CDL) as a requirement of their employment with theversity.

1. When an employee is selected for random drug ahaldesting,
arrangements will be made for the collection odmpgle. A refusal to test
is considered the same as a positive test. Theotadl testing, including
the employee’s salary, will be paid by the UnivistsiTesting will be
conducted in such a way to ensure maximum accwagdyeliability by
using the techniques, chain of custody procedeespment and
laboratory facilities, which have been approvedh®/U.S. Department of
Health and Human Services. University employedisnet be utilized to

9



conduct the testing. All employees notified ofasipive controlled
substance or alcohol test result may request apemtient test of their
split sample at the University's expense.

2. An employee testing positive, or using illegal d&swg alcohol on the job,
will on the first occurrence, receive a mandatosferral to the
University’'s Employee Assistance Program (EAP). thivi ten (10)
working days the employee must provide proof tdheis supervisor of
having undergone assessment screening for substalbgse. On a
monthly basis, the employee must furnish the sugperwvith proof of
his/her continuing participation in the recommendgdatment until
completed.

Self-Reporting and Treatment:

An employee self-reporting substance abuse or stpgeUniversity assistance
for substance abuse will be immediately referredht® University’'s Employee
Assistance Program (EAP). Within ten (10) workugys the employee must
provide proof to the Director of Counseling and firegs of having undergone
assessment screening for substance abuse. On talynbasis, the employee
must furnish the Director of Counseling and Testiwgh proof of his/her

continuing participation in the recommended treatihumtil completed.

Should federal or state law either change or impese requirements for drug
and/or alcohol testing for employees covered by igreement, the University
agrees that it will negotiate the impact with thaidun.

If appropriate, the University may sanction the &yee in accordance with
Article 6.5 Corrective Action and Discipline.

3.3 HEALTH AND SAFETY

A.

Employees, the University, and the Union have aesheesponsibility for
workplace safety and will endeavor to maintain safd healthful working
conditions.

The employee will comply with all safety practicasd standards established by
the University including wearing and/or using paead safety devices, personal
protective equipment and apparel.

Safety Committees — Employees will participaten@ University-wide safety
committee structure. An official Union representatwill serve on the
Presidential Health and Safety Committee. Emplsyeié participate in
department and other appropriate unit level safetgmittees in accordance with
this article.

10



5.

Employees will elect their own representativesrie-gear terms. The
number of employee-elected members must equalaareexthe number of
employer-selected members.

The committee will meet regularly but not less tlearry two (2) months.
The meetings will be for one (1) hour or less, aslextended by a
majority vote of the committee.

Committees will cover the following topics; revieafety and health
inspection reports to help correct safety hazadatuate the accident
investigations conducted since the last meetirdetermine if the cause(s)
of the unsafe situation was identified and cormcévaluate the
workplace accident and illness prevention prograchdiscuss
recommendations for improvement, if needed; brovgvard safety items
of concern; document attendance; write down subjdiscussed; prepare
minutes and preserve them for one year.

Approved committee minutes will be posted on desligd safety bulletin
boards.

Attendance at safety committee meetings will besm®red time worked.

Safety Meetings — As determined necessary by thieetBity, employees will
participate in a safety meeting. There will beledst one University safety
representative or an employee representative frben dafety committee in
attendance.

1.

2.

Safety meetings will be utilized to communicateesafelated
information, provide training, to discuss issudatieg to the campus-
wide safety program; review safety and health in8pe reports to help
correct safety hazards; evaluate the accident figag®ns conducted
since the last meeting to determine if the caus#(#)e unsafe situation
was identified and corrected; evaluate the worlkgpkacident and illness
prevention program and discuss recommendationsimovement, if
needed; bring forward safety items of concern; dosnt attendance; and
write down subjects discussed.

Attendance at safety meetings will be considereahe ti worked.

Special clothing or equipment meeting American dlal Standards Institute
(ANSI) standards will be provided by the Universitiien Washington Industrial
Safety and Health Act (WISHA) standards requirénsuthroughout the term of
this contract, the University will continue to prdeg prescription safety glasses
and protective footwear in the same manner as milyrprovided.
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F. The University will not require nor will an emplayevork in an unsafe
environment. Such environments will be promptlyarted and duly investigated.

G. Nothing in this Agreement will interfere with thenWersity’s ability to act
immediately to resolve a known hazard or impendiagger to its employees.

3.4 POLYGRAPH TESTING

The University will not utilize any polygraph examations and/or their results in any
personnel action.
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4.1

4.2

4.3

UNION

A.

ARTICLE 4
UNION RIGHTS AND RESPONSIBILITIES

RECOGNITION

The University recognizes the Washington Fedenabf State Employees as the
exclusive collective bargaining agent for employaesbargaining units as
certified by the appropriate state agency.

The provisions of this Agreement will apply tmgloyees in bargaining units for
which the Union may be certified as the excluseeresentative during the term
of this Agreement.

BEVPLOYEE STATUS REPORTS

A.

WNION

Annually, on July 1 and as requested thereafttes,University will provide the
following information, as available, on all actieenployees in bargaining unit(s)
represented by the Union:

Name; WSU ID Number; birth date; gender; home asKlrand/or mailing
address; agency code; department code; work logdtiniversity mail code, and
work telephone number; work county code; employnsatus; percent of full-
time work; classification code and title; base wagage range; and wage step;
continuous hire date, original hire date, curremassification hire date;
bargaining-unit number; and position number.

On a monthly basis, the University will provide the Union the following
information as available: a listing of all bargaigiunit employees recently hired
and employees in bargaining units who transfermote, demote, resign, or are
terminated from the University and all position &acies covered by this
Agreement.

The above information will be transmitted to theion at its official headquarters
and to the Spokane Field Office via electronic fatfs) mutually agreed to by the
parties.

SECURITY /UNION DUES DEDUCTIONS

The parties agree that all employees covered by Agreement must, as a
condition of their employment, become members of tnion and pay

membership dues, or pay an agency shop fee, asespation fee, or a non-
association fee. This condition will pertain fbaurrent and future employees.
A representation fee or a non-association fee neagéaid in lieu of membership
dues or agency shop fee after the Union processds request and notifies the
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University.

The vacancy notice for a position covered withibaagaining unit will advise
applicants that the position is included in a banigg unit. Prior to appointment
into positions included in the bargaining unit(#)e University will inform all
employees, including new, layoff, transferred, poted, or demoted employees,
of the Union’s exclusive recognition and the prawis of this Article.

At the time of hire into a position within a bargaig unit, the University will
provide each employee a printed copy of this Age@nand a payroll-deduction
form and will inform the employee of her/his obligas under this Article and
the effects of a failure to meet those obligations.

An employee who has previously authorized payretluttion of membership
dues will continue to have such deduction madevatichot be required to
reauthorize such deduction.

The University agrees to deduct the dues or fema the salary of employees
who individually request such deductions in writin§uch request will be made
on the Union’s payroll-deduction-authorization form

Employees who are not members of the Union will {gathe Union an agency
shop fee, a representation fee, or a non-assati@@established in accordance
with RCW 41.80.100(1)(2).

The University, after receipt of a payroll deduatitorm, will deduct the fees
from the salary of all employees who are not memlodérthe Union, beginning
with the first pay period after the effective datethis Agreement. Following
receipt of a payroll deduction form, similar dedaos will be made from the
salaries of new employees who do not become menabehne Union, beginning
with the first pay period following thirty (30) dayafter their date of hire.

At least sixty (60) days prior to the effective @af this contract, the Union will
provide the University with the amounts for membgyglues, agency shop fees,
representation fees, and non-association fees.

The Union will provide the University thirty (30)agts advance notice of a change
in the amount of dues or fees.

An employee who asserts a right of non-associabased on bona fide religious
tenets or teachings of a church or religious botlyvbich the employee is a
member, will, as a condition of employment, payea to either the Union’s
Education and Training and Trust Fund (used tahé&rrthe education of union
members and non-association status employees amdamily members) or to a
nonreligious charity or charities selected by th@dd. The amount of the fee
will be equal to the amount of regular dues. Thpleyee will not be a member
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of the Union, but is entitled to all the represéotarights of a member of the
Union.

The employee will contact the Union, in writing,tiwhis/her request for non-
association. The request will contain the empltsyaame, address, the name and
address of the church or religious body of whiaghémployee is a member and
the minister’'s/pastor’'s name. The Union will carttdne church or religious body
to verify that belonging to a union is violationabona fide religious tenet or
teaching of such church or religious body. Upornfigation, the employee will

be granted the right of non-association.

Employees represented by the Union who move to sitipp in another
bargaining unit represented by the Union will haweir membership dues,
agency shop fees, non-association fees, or repedsen fees deduction
continued.

Where an employee has been suspended, reduce:é)-6o was discharged and
subsequently returned to work, with full or partiaick pay, or has been
reclassified retroactively, the University will dext the union membership dues,
agency shop fees, non-association fees, or repgeggenfees, whichever are
applicable, that are due and owing for the perardahich the employee receives
back pay.

Where an employee takes leave without pay or aaesny position outside of the
bargaining unit and subsequently returns to wortodhe previously held
bargaining unit position, deduction of memberships] agency shop fees, non-
association fees, or representation fees, whichereeapplicable, will be restarted
with the first pay period of work.

When a project or cyclic employee returns to waork icovered position,
deduction of membership dues, agency shop feesassuciation fees, or
representation fees, whichever is applicable, glrestarted with the first pay
period of work.

When an employee represented by the Union movastusition not represented
by the Union, fees deducted on behalf of the Umilhcease if requested by the
employee.

Deduction of membership dues, agency shop fees;association fees, or
representation fees will be applicable to any esttive salary increase.

An employee who refuses to pay applicable dueses Wwill be terminated from
employment if so requested by the Union. The Usioaquest to terminate an
employee shall be submitted in writing to the Unsitg’s director of human
resources. The University will give thirty (30)yganotice of termination to the
affected employee. If the employee has not autbdrpayroll deduction of union
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4.4

WUNION

dues or applicable fees and made arrangementy anyaback fees owing by the
end of the thirty (30) days, the employee will ertinated.

The University will remit a payment for all saiddiections to the Union at the
Union’s Official Headquarters at the end of each pariod. Accompanying the
remittance will be a listing of the names, uniqugyee identification numbers,
membership status, total wages for the time peaad,the amount remitted for
all employees from whom deductions were made.

The Union will indemnify and hold the Universibarmless against any and all
liability including damages, awards, reasonableratty fees, and court costs that
may arise by reason of or result from complianc whis section.

REPRESENTATIVES

Except as otherwise provided for in this Articlee tUnion shall designate who
shall serve as Stewards, Chief Stewards and/or ather official union
representative(s).

Stewards, including Chief Stewards, shall be thndrriduals designated by the
Union to function as official local union represaiinies.

On July 1 of each year, or within ten (10) calendays as changes occur, the
Union shall provide to the University an up-to-datetten list of all official local
union representatives and the Area Representa8ed list(s) shall identify each
representative’s area(s) of responsibility and Iste signed by the Area
Representative. The University shall not recogramg individual as an official
local union representative or Area Representatiress name does not appear on
said list nor shall the University recognize angiudual as an official local
union representative unless he/she works in aipnsibvered by this Agreement.

Stewards or Chief Stewards shall have the rigperticipate in representational
activities concerning matters related to this Agreat including the resolution of
grievances and assisting employees covered byAgrsement during an
investigative interview where disciplinary actiomynoccur. In addition to the
available pool of paid release time provided foSgction E, immediately below,
Stewards or Chief Stewards may use any combinafiannual leave, personal
leave day/personal holiday, accumulated compensttoe off, and/or leave
without pay when participating in representaticectivities or any other union
activity during their work duty hours provided:

1. The Steward or Chief Steward obtains prior apprénaah his/her

supervisor, unless the conversation is of a limiteidrmal nature that
does not interfere with work.
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2. The Steward or Chief Steward or an employee owgntthat the Steward
or Chief Steward desires to meet with is not wagkom something that
requires immediate attention. If permission carb@tmmediately granted
by the Steward’s or Chief Steward’s or the empl&yem grievant's
supervisor, the supervisor will arrange to reletse Steward or Chief
Steward or the employee or the grievant at theiesarpossible time.

3. Unless mutually agreed to by the University andUiméon, not more than
one (1) Steward or Chief Steward shall be alloweegrbcess a particular
grievance.

In addition to paid release time provided for elsere in this Agreement, the
Union is provided a pool of seven-hundred fifty @Y Bours of paid release time
per fiscal year to provide for representationaletit University-convened
meetings will be considered time worked and will be deducted from this pool.
Prior to the initial implementation of this Agreentgthe University and the
Union agree to jointly develop a tracking system.

Requests for information, other than public recodisclosure, that either the
Chief Steward or the Area Representative identifigsecessary for conducting
representational duties shall be directed to thevédsity's Labor Relations
Officer. The University may charge a reasonabéefée copying Union requested
materials.

University-purchased supplies or equipment shallbe used to conduct union
business or representational activities. This duggpreclude thele minimisuse
of the telephone, fax and email for representatianavities if there is no cost to
the University, the communication is brief in duwatand it does not disrupt or
distract from University business. The Universitydathe official union
representatives may use University equipment tonconicate with one another.

There shall be no more than one (1) Steward orf(Gteavard per work unit
reporting to a first-line supervisor unless othaevmutually agreed to by the
University and the Union.

The University agrees that the Stewards or Chiefvatds and the Area
Representative(s) of the Union shall have reasenadiess to the premises. Such
visitations shall be conducted in a manner thdtmwat be disruptive to the
operations of the University. Union Stewards atadf sepresentatives shall make
arrangements with the appropriate supervisor(&aat two (2) hours in advance
of their intention to visit a Washington State Usmisity department, facility,
employee, or grievant.

No official local union representative, employeegadevant shall be compensated
by the University for any union activity, includimgpresentational activities,
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4.5

4.6

UNION

while off-duty.

Staff members of the Washington Federation of SEtgployees AFL-CIO,
Council No. 28 who are not employees of the Unitgrshall be authorized to
speak for the Federation in all matters governedtthy Agreement. These
individuals shall be permitted to visit any worlearof the University with prior
notification. Such visits shall be scheduled sonas to disrupt the work of
employees nor interrupt the normal course of theivéisity’'s workday.

USE OFUNIVERSITY 'S FACILITIES AND EQUIPMENT

Meeting Space and FacilitiesThe University’'s campuses and facilities may be
used by the Union to hold meetings subject to thmvéfsity’s facilities use
policy, availability of the space and with priortlaorization of the University.

Supplies and EquipmentThe Union and its membership will not use Uniugfs
purchased supplies or equipment to conduct Uniainless or representational
activities. This does not preclude tthe minimisuse of the telephone, fax and e-
mail for union activities pertaining to employeewered under this Agreement if
it does not disrupt or distract from University mess. The University and the
Union may use University equipment to communicatéhwone another.

Bulletin Boards:The University agrees to provide space for the biplace
bulletin board(s) that will be used for the solegmse of posting written notices
by the Union. The number and location of the ludlboard(s) will be mutually
agreed to by the University and the Union. All dmnotices will first be signed
by a Steward, Chief Steward or WFSE staff persod,vaill be posted solely
within the confines of the bulletin board(s). Natice will be posted that is
obscene, defamatory, or that impairs Universitygerations. Political material
may not be posted that reflects the endorsemaembmendorsement of a specific
candidate or political party for national, state|azal office, or any ballot
proposition(s). The Union will be responsible &rcosts related to the purchase,
installation, repair, and/or maintenance. The eizthe bulletin boards will not
exceed three (3) feet by four (4) feet.

TIME OFF FOR UNION ACTIVITIES

Subject to supervisor’'s approval, the Universityl wonsider requests for time off for

Union

activities provided employees use any contimnaof accrued paid time off

(excluding sick leave) or leave without pay, subjemotification procedure contained in
the appropriate leave article of this Agreement.
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ARTICLE 5
HOURS OFWORK, WORK SCHEDULES
AND OVERTIME

5.1 HouRs OF WORK/WORK SCHEDULES

A.

Time Worked: All time for which an employee is compensated &t tegular,
straight- time rate of pay except standby time preanium pay. Time worked for
the calculation of overtime will include items id#ied in Article 5.2.B.1.

Work Week: The work week will begin at 12:00a.m. on Sundag and at 11:59
p.m. the following Saturday.

Work Period Designations: Employees covered by this agreement will be

assigned to one (1) of the following work periodideations:

1.

Regular work schedule. The regular work schedule for full-time
employees shall consist of five (5) consecutive antdiormly scheduled
eight (8) hour days in a seven (7) day period. &mily scheduled means
a daily repetition of the same working hours arvdegkly repetition of the
same working days.

Alternate work schedule. Operational necessity or employee
convenience may require positions that are normadlgignated regular
work schedule to work an alternate forty (40) hauark schedule (other
than five (5) uniform and consecutive eight (8) hdays in a seven (7)
day period).

Nonscheduled work period.The nonscheduled work period designation
applies to those positions for which the hours oarbe scheduled but
which work a forty (40) hour week and do not mew®t af the other work
period designations. The Director of Human Resousesvices shall
designate positions as nonscheduled in accordartbetlve University's
procedure.

Flexible hours: Flexible schedules will consist of five (5) coostve
work days followed by two (2) consecutive days offt the request of an
employee or group of employees, the University mant flexible work
schedules not to exceed eight (8) hours per daylexdble schedule will
have established core hours that are less thah @ghours per day when
work demands require the presence of the employdeer consultation
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with the supervisor, the employee’s flexible scHedill allow a flexible
period to begin and/or end the workday.

Schedule Changes:

1.

Employees will be notified in writing at leagtven (7) days in advance of
a permanent work schedule change, including theoredor the change

and must receive such notice during working houfdie day notice is

received is considered the first day of notice.anf employee does not
receive the proper notice, the employee shall veceight (8) hours of

overtime pay in addition to the regular rate focteday the notification is

delayed.

A temporary schedule change is defined as agehkasting fourteen (14)
days or less. The employee will receive two (3)sdaritten notice of the

change. The day notice is received is considdreditst day of notice. If

an employee does not receive the proper noticesrtidoyee shall receive
eight (8) hours of overtime pay in addition to tegular rate for each day
the notification is delayed.

In the event of a reorganization within a workituhours of work and
shifts will be awarded according to seniority. dhwntary schedule
changes will use reverse seniority to award thedale change (starting
with the least senior employee).

Employees will not work more than sixteen (16hgecutive hours in a
twenty-four (24)-hour period. After working sixteg16) consecutive
hours in a twenty-four (24)-hour period, employed have at least eight
(8) hours off.

An employee may request a schedule change.ppifosed, the notice
period will be waived.

Additional Work:When work is required during the cyclic year orega seasonal

layoff periods, the work will be first offered td@ incumbent employee(s)
normally performing the work function in the workiiti If the incumbent
employee(s) does not accept the offer or becausdersts or a temporary
employee normally performs the work, the work vii# offered by seniority to
employees whose normal work assignment is in thmesaepartment and
classification.

Home Phone Callstime spent on work-related telephone calls reckigering

the employee’s non-work time and subsequent, klataployee-initiated calls
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will be considered time worked with a minimum ofeofl) hour compensation at
his/her regular, non-overtime hourly rate of paydach non-related incident.

G. Clean-up Periods:Employees will be allowed an appropriate persabeanup
period prior to the end of the work shift as det@ed by the supervisor.

H. Telework/Commute:Employees will be allowed to telework or telecootenon

the same basis as other University employees.

Miscellaneous: Employees will not sign time cards that are inptete or

inaccurate.

52 Overtime

A. General Provisions:

1.

~

The University will determine whether work wile performed on regular
work time or overtime; the job classification(s)datime skills and abilities
required to perform the work; the number of empésyeequired; and the
duration of the work.

The University will meet its overtime needs orva@untary basis with

gualified employees, in order of seniority, who present at the worksite
on a straight rotational basis. Work continuatibattextends a shift will
be offered first to employees on that shift cuiseperforming the work.

In the event there are not enough volunteers, tipersisor shall assign
employees to work overtime in reverse seniorityeord

Employees who are required to work beyond hig#agular quitting time:

a. Will be allowed to telephonically communicatee tmeed for
overtime to affected individuals.

b. May qualify for transportation home under theargunteed ride
home policy.

C. Will be notified at least one-half (1/2) hourféxe the conclusion

of his/her work shift of the overtime opportunity requirement to
work. Employees who are not given the required loalé-(1/2)
hour notice will receive an additional one-half A)l/hour of
straight time compensation.
Probationary and trial service employees witl @ offered overtime until
the employee(s) achieves permanent status in hislassification unless
circumstances or operational requirements, as meted by the
University, exist.
Documented attempts to contact an employeeawilistitute an offer of
overtime. In addition, overtime that is refused /andvorked will be
documented on the rotation list.
Employees on leave or compensatory time off éllremoved from the
voluntary overtime rotation list(s) for the duratio of the
leave/compensatory time off period.
The University will not reduce an employee’s mal work schedule for
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the purpose of avoiding the payment of overtimeesslthere is mutual
agreement between the employee and the University.

B. Pay for Overtime Work:

1.

w N

Overtime will be paid only for those hours watke excess of forty (40)
hours in a workweek. Time worked shall include Aainueave, Holiday,
Personal Leave day/Personal Holiday and Civil Leai other paid
leave will not count towards this calculation.

Overtime work shall be paid at the applicablarhorate times 1.5.
Employees traveling on University business wi# compensated in
accordance with the provisions of the Fair Lab@n8ards Act.

There shall be no pyramiding of overtime or prgmpay.

When an employee is compensated for workingtorerduring hours for
which premium pay is authorized in accordance \iitis contract, the
overtime rate will be calculated using the “regute.”

5.3 COMPENSATORY TIME

A.

If requested by the employee, compensatory tahene and one-half
times the overtime hours worked may be grantedieén bf monetary
payment at the sole discretion of the University.

Accumulated compensatory time for each emplsfes| not exceed one
hundred twenty (120) hours and may be cashed anyatime during the
fiscal year. Accrued compensatory time remaininthatend of each fiscal
year will be cashed out by the University withiirtyn (30) days of the end
of the year (June 30) if no agreement on its @ilan is reached with the
employee.

The University may require employees to use rth@&cumulated

compensatory time during non-peak work periodsyiped such use does
not cause the employee to lose any of his/her aglaied annual leave
and/or personal leave day/personal holiday. Useaofpensatory time
shall be subject to the following:

1. An employee must have prior approval to use mactated
compensatory time.

2. Compensatory time off shall not be allowed ife thuse of
compensatory time off creates an overtime situafimn other
employees in the department and/or results in aeradipnal
hardship as determined by the University.

3. Compensatory time off shall be used prior tahgsany accrued
annual leave that may be available, except in tltosemstances
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5.4

where such use would cause the loss of accruedabhreave
and/or personal leave day/personal holiday.

MEAL PERIODS AND REST BREAKS

A.

B.

1.

Meal Periods:

Unpaid Meal Periods

a.

Except as provided in Section 2 immediately belemployees
working more than five (5) consecutive hours wél éntitled to an
unpaid meal period of thirty (30) or sixty (60) mtes, as
designated by the University. Unless otherwiseeegrbetween
the employee and his or her supervisor, meal perwd be
scheduled as close to the middle of the work sisifbracticable.
The University will make every effort to provide ployees with
an uninterrupted meal period. If an employee’s ihpaeal period
is interrupted by work duties, the employee will &dowed to
resume his or her unpaid meal period followingititerruption, if
possible, to complete the unpaid meal period. hie évent an
employee is unable to complete the unpaid mealogedue to
operational necessity, the remainder of the emglgymeal period
will be considered time worked.

When an employee is required in writing to keeprthbager, cell
phone or radio on and will be required to respondeturn to
work, the employee will be compensated at the $tanate of pay.
Normally, unpaid meal periods may not be takerhatkieginning
or end of a scheduled shift to permit late arrmakarly departure
from work except as approved in “e” immediatelydvel

Meal periods may be waived upon written agreemehwéen the
employee and the supervisor.

Paid Meal Periods for Straight Shift Schedules
Employees assigned to work a straight shift withiogérruption for an

unpaid meal period will be permitted to eat thegainduring their shift as
permitted by operational need, but will not be eefid from duty for a
meal period.

Extension of Shift/Call Back Meal Periods
Employees working three (3) or more continuous Bpwither as an

extension of their shift or during a period of dadick, will be permitted an
unpaid meal period of thirty (30) minutes, or ifjuered by operational
necessity to eat intermittently while on duty.

Rest Breaks:
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Employees will be allowed rest breaks of fifteed)(ininutes, either continuous
or intermittently for each one (1) half shift ofuio(4) or more hours worked.
Rest breaks should be taken at or near the middiaah one (1) half shift of four
(4) or more hours. Rest breaks will be taken imanner, which does not
interrupt the flow of work. Employees will notipla rest break.

No Combining of Meal Periods and Rest Breaks:

Employees will not be permitted to combine mealquis and rest breaks.

55 TRAVEL , MEALS, AND EXPENSES

A.

Employees required to travel in order to perforeirtiduties will be reimbursed
or receive advancement for any authorized travpéeges on the same basis as
all other University employees.

Employees will not be required to utilize their g@nal vehicle to conduct
University business without the concurrence ofd¢hmloyee.
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ARTICLE 6
JOB PROCESSES

6.1 HRING AND APPOINTMENTS

The provisions in this Article will apply to all gtoyees.

A. Filling Positions:

1.

The University will determine when a positionlivide filled, the type of
appointment, and the skills and abilities necesgaperform the duties of
the specific position within a job classification.

Except for vacancies being filled from a laydiit, by departmental
transfer, or Reasonable Accommodation, the Unitsersiill post a
vacancy notice containing the same information laether WSU Civil
Service vacancy notices. The posting will be ofsera minimum of five
(5) work days on the Human Resources web page. k\Ways for the
purpose of this article will be Monday — Friday.

The vacancy notice will advise applicants that position is covered by a
collective bargaining agreement.

Upon appointment to a new position, an emplayglereceive a copy of
this agreement, a packet of information providedhg/Union and a letter
which will include: classification title, job classode, salary range,
employment status, the rate of pay, starting amtingndates, a statement
regarding receipt or non-receipt of benefits, mcation that the position is
included in a bargaining unit, and the status af #mployee at the
completion of the appointment/assignment when figo@tment is non-
permanent.

Employee recruitment and appointment informatipertaining to
bargaining unit positions will be made available tte Union upon
request.

B. Types of Appointment:

1.

Regular Employment
The University may fill a position with a regulamployment appointment
for positions scheduled to work twelve (12) montbks year.

Cyclic Year Employment

a. The University may fill a position with a cychear appointment
for positions scheduled to work less than twelv2) fLill months
each year, due to known, recurring periods in theual cycle
when the position is not needed, or due to knowdgbtary
constraints.
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b. Upon appointment and before the start of eactuancycle, the
employing department sends each cyclic-year emplaydetter
which specifies the scheduled periods of LWOP far toming
year. The letter must be sent at least fifteen @@gndar days
before the annual cycle begins.

Project Employment

a. The University may appoint employees into projgesitions for
which employment is contingent upon state, feddoalal, grant,
or other special funding of specific and of timexied duration.
The University will notify the employees, in wrign of the
expected ending date of the project employment.

b. Employees who have entered into project employnvathout
previously attaining permanent status will serveprabationary
period. Employees will gain permanent project Statupon
successful completion of their probationary periginployees
with permanent project status will serve a trialge period when
they:

(1) Promote to another job classification withie fhroject; or

(2) Transfer or voluntarily demote within the prctjéo another
job classification in which they have not attained
permanent status.

C. The University may consider project employeethvgermanent
project status for transfer, voluntary demotion, ppomotion to
non-project positions. Employees will serve al tsrvice period
upon transfer, voluntary demotion, or promotionatmon-project
position.

d. Time spent in project employment by permanegiiistemployees
will also be credited toward periodic incrementegatseniority,
annual leave, sick leave, and other benefits pealid employees
in this Agreement.

Dual Employment

a. Dual employment is defined as one employee ihiphel positions
simultaneously.
b. An employee may hold multiple appointments, tooexceed one

(1) full-time equivalent, only when mutually agre¢a by the
University and the employee.

C. Overtime will be earned and paid in accordanct the Fair
Labor Standards Act.

Tandem Employment

A single position, not to exceed one (1) full-timguivalent (FTE), which
is occupied by two (2) employees and mutually agree by the
University and the employees.
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C. Employee Status

1.

Permanent
An employee will attain permanent status in a jddssification upon
successful completion of a probationary or tria/ge period.

Temporary

a. Temporary appointments will not be used by thevélsity to
circumvent appropriate hiring procedures.

b. Individual(s) working in temporary position(s defined in 6.7.A
in classification(s) covered by this Agreement wéxceed one
thousand fifty (1050) hours in any twelve (12) cenigive month
period from the original date of hire will becomermanent.

C. Employees covered by this Agreement who acceptporary
positions will not exceed six (6) consecutive mantim the
position. The employees retain the right to rettonthe same
position occupied prior to commencement of the tmagy
position. Employees will retain all benefits dyithe temporary
appointment period.

d. Exceptions to the foregoing items may be imple@e upon
mutual agreement between the University and thdarep.

D. Promotions:

1.

Promotion is the movement to a position withighlr wage range than
the position currently occupied by an employee. Byges may apply
and be considered for promotion as vacancies occur.

An employee’s periodic increment date will no¢ ladjusted upon
promotion.

E. Transfers and Voluntary Demotions:

1.

Transfers: pertains to permanent employees requesting a eh&om
one classified position to another within the sastess. The following
procedure will apply regarding transfers within theiversity.

a. Employees who are interested in moving to banggi unit
positions within their department will make theiishes known by
submitting a written request to their supervisdne Trequest may
state a preference for shift, days off or locatidfen a vacancy
occurs, the University will consider such requesthich have
been received within the last twelve (12) monthspider of the
employee's current seniority.
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b. The department will submit a Notice of Vacan@y Human
Resource Services for candidates to fill a vacaitipn in a
covered classification, only after provisions ofe tiparagraph
immediately above are satisfied.

C. Employees in covered classes may indicate itigrest for
transfer to positions in the same classificatiarated in other
departments by submitting a written request to HuRasources
Services. The employee must renew his/her reqnestiiing
every twelve (12) months to remain active; howetrex,employee
may withdraw requests at any time.

d. Human Resource Services will certify to the esgiplg department
the name(s) of the employee(s) in seniority orddrowhave
requested a transfer. The employing departmentcaiikider these
employees, in order of seniority, in advance of aother
candidate(s)

e. The transferring employee will retain his/her nisgty,
accumulated leave and all other accrued benefitcexfor any
unused compensatory time, which will be cashedabtite time of
transfer.

Voluntary Demotion: pertains to employees requesting a change from a
position in one class to a position in another<ldmt has a lower salary
range maximum.

a. Employees in covered classes may apply for anvaty demotion
to positions in lower classifications by making kpgtion to
Human Resources Services. The employee must rémsier
request in writing every twelve (12) months to r@mactive;
however, the employee may withdraw requests atiarg/

b. Human Resource Services will certify to the esgiplg department
the name(s) of the employee(s) in seniority orddrowhave
requested a voluntary demotion.

C. Appointed employees will retain seniority, acecuated leave
time, and all accrued benefits except for any udwsenpensatory
time, which will be cashed out at the time of vaany demotion.

Reassignment: pertains to a University directed move of a peremin
employee from one classified position to anotheéhivithe same class in
the same department.
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a. Employees will be notified in writing at leasin@ (9) days in
advance of a permanent reassignment, includingethgon for the
reassignment and must receive such notice duringimg hours.
The day after the notice is received is considenedfirst day of
notice. If an employee does not receive the propice, the
employee shall receive eight (8) hours of overtpag in addition
to the regular rate for each work day the notifaratis delayed,
limited to fifteen (15) work days.

b. A temporary reassignment is defined as a reassgt lasting
fourteen (14) days or less. The employee will neeéwvo (2) days
written notice of the reassignment that will inauthe reason for
the reassignment. The day after the notice is vedds considered
the first day of notice. If an employee does remeive the proper
notice, the employee shall receive eight (8) hauirevertime pay
in addition to the regular rate for each work dag hotification is
delayed, limited to fifteen (15) work days. At tlemad of the
temporary reassignment, the affected employeebwilieturned to
his/her normal shift and/or location.

C. In the event of reassignment due to the reorgdéion of a work
unit, the reassignment will be made on the basisesfiority.
Involuntary reassignments will use reverse serjidotaward the
reassignment starting with the least senior emgoye

d. If an employee is reassigned to a position lacation more than
50 miles from his/her current location the employeay choose
layoff in lieu of reassignment.

F. Transfers to/from other Washington State Ageneignused sick and annual
leave credits of permanent status employees changmployment between
higher education institutions, related boards bepstate agencies will move with
the employee.

G. Review Periods

1. Probationary Period

a. Every permanent employee, whether full-time esslthan full-
time, will serve a probationary period of six (6)omths
immediately following his or her initial appointnerto a
permanent position.

b. During the probationary period, the Universityill wprovide
probationary employees with performance expectaticand
standards, position description, training and #msce related to
his/her job duties, and performance counselingésgviby his/her
supervisor.

C. The University may separate a probationary eggaofrom
employment at any time during the probationary queriThe
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University will provide the employee with a minimuof one (1)
work day written notice of intent to dismiss.

The University, at its sole discretion, may extean employee’s
probationary period, on a day-for-a-day basis,aoy day(s) that
the employee is on sick leave, leave without paglared leave,
except for leave taken for military service.

An employee who transfers or is promoted pwocdmpleting his
or her initial probationary period will serve a ngwobationary
period. The length of the new probationary periall ke six (6)
consecutive months, unless adjusted by the ApmpgnAuthority
for time already served in probationary statusidrcase, however,
will the total probationary period be less than @ consecutive
months.

If the University converts the status of a narmpanent
appointment to a permanent appointment, the incatmdaployee
will serve a probationary period. However, the Wmsity may
credit time worked in the non-permanent appointmtward
completion of the six (6) month probationary period

2. Trial Service Period

a.

All other employees with permanent status whleopomoted, or
who voluntarily demote, or who accept a layoff optinto a job
classification for which they have not previouslytamed
permanent status, will serve a trial service peraddsix (6)
consecutive months, which will begin immediately oap
appointment.
During the trial service period, the Universitgll provide trial
service employees with performance expectations staddards,
position description, training and assistance eeldb his/her job
duties, and performance counseling/review by hissbpervisor.
The University, at its sole discretion, may extean employee’s
trial service period, on a day-for-a-day basis, day day(s) that
the employee is on sick leave, leave without paglared leave,
except for leave taken for military service.
Following a promotion, an employee who does ooinplete
his/her trial service period, either as determibgdhe University
or at the employee’s request, will be given or mted a fifteen
(15) day written notification stating the reasongd ais/her option
to:
(2) revert to his/her former position provided affeo of
employment has not been made to another individual;
(2) fil a vacancy or a position held by a probatoy
employee in the previous classification;
(3) fill a vacancy or a position held by a probatoy
employee in any previous classification in whiche th
employee held permanent status;
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4) if the employee has no option to take a vaqersition at
the same salary range, the employee must be giken a
opportunity to take a vacant position in a lowexsslin an
occupational category/class series in which the leyep
has held permanent status, in descending salagy.oftie
employee does not have to have held permanentsstatu
the lower class in order to be offered the optiortake a
vacant position in the class;

(5) be placed on the University-wide layoff list.

(6) All other employees who do not complete his/téal
service period will be placed on the University-aicyoff
list.

e. Employees who are reverted during the trial iserperiod will
have the right to file a grievance. The grievamiébe limited to
steps one (1) and two (2) of the grievance proaedur

6.2 QLASSIFICATION

A. The University will adopt the new classificati®ystem implemented by the
Washington State Department of Personnel on Jariya2(05. The University
agrees to implement subsequent phases of the rass system as approved by
the DOP.

B. Prior to submission to Department of PersonhelWniversity or the Union will
provide to the other party, in writing, any propgsghanges to the classification
plan including newly created classifications. Up@guest of either party, the
University and the Union will bargain the effect(s)a proposed change to an
existing class or newly proposed classificatiorhiitbargaining units covered by
this Agreement.

C. A position description will be maintained forceaposition and will list the
primary duties and responsibilities assigned topibstion, knowledge, skills and
abilities, essential functions, and other job-mdinformation. Upon request, the
position description will be made available to émployee or to the Union.

D. The DOP classification appeal process provilesble and exclusive method for
employees to appeal the determination of Human esoServices (HRS)
regarding allocation or reallocation of classifioat

E. The effective date of an employee requestedordion is the date the request
was filed with HRS.

F. HRS will review vacant bargaining unit positigm#or to recruitment to ensure

the proper classification is assigned. Positioilsnet be reallocated during the
incumbent’s probationary period.
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Temporary duty assignments lasting less thaoitims will be excluded from this
process.

Employee-Requested Review

An employee who believes that the duties of hisearposition have changed or
that the position is inaccurately classified mayuest a classification review. The
employee may seek the assistance of a union repatise in preparing the
request for a classification review.

Decisions regarding the appropriate classifaatwill not be subject to the
grievance procedure. The employee may appealdtegrdination of HRS to the
Director of Personnel within 30 calendar days oingeprovided the written
decision. If the dispute continues after the Dimecenders a written decision, the
employee may appeal to the Washington State Pezb&tesources Board for a
final and binding decision.

If an employee has performed the higher lewtied for at least six (6) months
and meets the position competencies and otherresgents, the employee will
remain in the position and retain the existing apjpoent status.

If the employee is reallocated to a positionhwat lower salary range maximum,
the employee is eligible to be placed on the Umsing's layoff list for the class in

which the employee held permanent stapu®r to the reallocation. If the
employee does not elect to remain in the positierohshe will be allowed to
undergo the layoff process.

6.3 LAYOFF AND RECALL

A.

The University shall determine the basis fore tbextent of, and the effective
date(s) of layoffs in accordance with the provision this Article.

Reasons for LayoffLayoff of a permanent employee shall be based wpon
cause such as:

Lack of work

Lack of funds

Program elimination or modification

Good faith reorganization

Reduction in the number of work hours

Ineligibility to continue in a position that wasatevcated
Termination of a project or contract

NouokrwhE

This Article will not be used to address perfante or behavior issues of an
employee.
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D. Seniority Pool and Layoff Units:

1. All employees holding the same job classificatieithin the same
bargaining unit and within the same layoff unitlsleanstitute a seniority
pool. For the purposes of this article, employed® aave completed
probation and who are veterans or the unmarriecowsdvidowers of
veterans shall have added to their seniority theial active military
service (or that of their deceased spouse), naxteed 5 years with
appropriate verification (DD-214).

2. Layoff units are designated as follows:

a.

Departments, Offices and Programs reporting to Rmesident
(unless otherwise designated below)

b. Departments, Offices and Programs reporting to MErevost
(unless otherwise designated below)

C. Departments, Offices and Programs reporting tdvike President
for Business and Finance

d. Departments, Offices and Programs reporting tdvibe President
for Enrollment Management

e. Departments, Offices and Programs reporting tdvibe President
for Student Affairs, Equity and Diversity

f. Departments, Offices and Programs reporting tdvike President
for Information Technology Services

g. Departments, Offices and Programs reporting tdvibe President
for University Relations

h. University Development

I. College of Agricultural, Human, and Natural Res@uBciences

J- College of Engineering and Architecture

K. College of Sciences

l. College of Liberal Arts

m. College of Veterinary Medicine

n. College of Education

0. College of Business

p. College of Pharmacy

g. Intercollegiate College of Nursing

r. Libraries

S. Center for Distance and Professional Education

t. Intercollegiate Athletics

u. Departments, Offices and Programs reporting td/ibe President
for Economic Development and Extension

V. WSU Tri-Cities

w. WSU Vancouver

X. WSU Spokane

y. College of Communication

E. Determination of Layoffs: Employees will be laid off in accordance with

seniority pool and layoff units as defined in Sewxt{D) above. The University
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will determine the timing of layoffs and the numléremployees to be laid off.
In accordance with 6.3.H.1, the University will diss with the Union, other
options, including, but not limited to the follovgn

1. voluntary transfers

2. voluntary leave without pay (without loss of senigr
3. voluntary reduction in work hours

4, voluntary demotion

5. early retirement

Non-voluntary Layoff:

1. The least senior permanent employee in the sgnpwol shall be the first
laid off provided the other employees in the satygool possess the
necessary skills to accomplish the essential fanstbf the remaining
work.

2. Only represented employees are covered by thaesmwns of this Article.
All other University personnel are specifically piieded from bumping
into or reverting into covered positions.

Prior to implementing a layoff, the Universitylivsuspend open recruitments in
the bargaining unit for vacant positions in the &@yee’s current classification or
in any other classification in which the employes held permanent status.

Layoff Processe€mployees will be offered the following Layoff Qgts in the
following order:

1. Continued employment in a vacant position withia #gmployee’s layoff
unit, either in the employee’s current classificator any classification in
the same salary range which they held permanemnissta

2. If a vacant position is not available within an dayee’s layoff unit, the
employee shall have the opportunity to displace aoyn-permanent
employee within the layoff unit, including probaiery employees, who
occupy a position in the employee’s current classiion or any
classification in which he/she had held perman¢atus. Accepting a
non-permanent position will not change the empltsypermanent status
or rights under the collective bargaining agreememuding the layoff
rights.

3. Next, an employee being laid off shall be offethe opportunity to
displace any permanent employee, within the layofiits, who is
occupying a position in any classification in whitie/she had held
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J.

permanent status, in order of seniority.

Next, an employee being laid off shall be offetbe opportunity for
continued employment in a vacant position withia tniversity, either in
the employee’s current classification or any ckassion in which he/she
had held permanent status.

If the employee has no option to take a posiéibthe same salary range,
the employee must be given an opportunity to tak®stion in a lower
class in an occupational category/class serieshichwthe employee has
held permanent status, in descending salary ofdher.employee does not
have to have held permanent status in the lowssdtaorder to be offered
the option to take a position in the class.

If the employee accepts a position at a lowkargaange maximum he or
she will be paid an amount equal to his or heresursalary, provided it is
within the salary range of the new position. Inghaocases where the
employee’s current salary exceeds the maximum atnofithe salary
range for the new position, the employee will benpensated at the
maximum salary of the new salary range.

If continued employment is not available, thepoyiee shall be placed on
an internal layoff list in accordance with thistiéle.

Layoff Notification:

1.

Employees with permanent status shall receiviéeenrnotice at least thirty
(30) days before the effective layoff date and pycshall be furnished to
the Union concurrently. The notice shall include thasis for the layoff
and any options available to the employee.

If the University elects to implement a layofftian without providing a
thirty (30) day notice, the employee with permanstatus shall be paid
his or her salary for the days that he or she wiwalde worked had full
notice been given.

The written notification of layoff to a permanestatus employee will
include five (5) working days in which to selecapément on the layoff
list(s) and/or an option in lieu of layoff. Suchtiwe will be furnished
directly to the employee during his/her scheduledkimg hours and also
sent to the employee’s last known address. Whematiee is furnished
directly to the employee, the day it is furnisheill wot be counted as a
day of notice.

When it is determined that layoff(s) will occtlie employee(s) will:
receive a copy of this Article;

be advised in writing of available options iadiof layoff;

be advised in writing of his/her specific layb$t placement; and
be advised in writing of his/her right to file gaievance, which
shall be filed at Step 3 - Administrator.

apop

University Internal Layoff List:
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The University shall maintain an internal layofttliof all permanent

employees who are laid off.

An employee on the internal layoff list shall hathee first option to a

permanent vacant position, either in the employeaisent classification

or any classification in which he/she had held @eremt status. In the

event of such refusal, the employee’s name willaienon the layoff list

for Bargaining Unit positions only for the remaind# the two (2) year

period following the effective date the employeesvaaiginally laid off.

An employee will then be allowed to exercise atfiight of refusal for

one (1) offered permanent Bargaining Unit position.

An employee shall have his or her name remok@d the internal layoff

list for any of the following:

a. accepting an offered position,

b. refusing to accept two (2) offered positiongdesntified in 6.3.J.2
above,

C. failing to make arrangements for returning takweithin three (3)
working days after being recalled,

d. failing to respond within seven (7) days to #fierosent to the last
known address of the employee; or

e. two (2) years following the effective date tiia@ employee was
laid off.

K. Recall:

If the University determines to fill a vacant pasit in a seniority pool
from which employees were laid off, such employsiesll be recalled in
the order of seniority with the most senior emp®yeaving the first
option to a vacant position.

The employee shall be recalled at his or her samger and step as when
he or she was laid off or to the step he/she wbalkkt acquired had they
not been laid off, whichever is greater.

In addition, if the employee accepts a layoff optto a position which is
located beyond a fifty (50) mile radius, the emgleyis placed on the
layoff list for the classification at the previopgrmanent work location
from which she or he was laid off.

L. Project Employment:

1.

Employees who accept project employment direfthm permanent
employee status have the right to return to thearposition at the end of
the project employment without being laid off.

Employees hired directly into project employmeiat not have layoff
rights under the provisions of this Article.
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6.4

6.5

FERFORMANCE EVALUATIONS

A.

B.

There will be no formal, written performance agipals.

Nothing in this Agreement limits an employedsliay and/or his/her supervisor’s
ability to address concerns, training, performastamdards and expectations, or
behavioral issues.

Performance issues will be brought to the attardf the employee at the time the
supervisor becomes aware of the issue(s) in omlegite the supervisor the
opportunity to address the concern with the emp@oye

Performance evaluations created prior to Jul2aD5, will be removed from an
employee’s personnel file no later than three €9rg from the date of signature.

CORRECTIVE ACTION AND DISCIPLINE

The University will take corrective action or diglithe to respond to the nature and
severity of the offense, and the employee's premord. The University will not be
precluded from discharging an employee or adminrgieother substantial forms of
discipline despite the absence of any prior digtgpl record when warranted by the
nature and/or severity of the offense. When takiogrective action or disciplinary
action, the University will make a reasonable dffty protect the privacy of the
employee.

A.

Corrective Action:

1. Possible corrective actions may include but ardinoted to: an informal
verbal counseling, a verbal reprimand, trainingetraining, a counseling
memo, corrective work plan, or a letter of repriman

2. Documentation of a corrective action that is regdim the supervisor’s
file will be destroyed no later than twelve (12) mttws following the date
the documentation was created.

Disciplinary Action:

Possible disciplinary actions may include but act lmited to: suspension,
reduction in pay, demotion, or dismissal. Therel viié no combining of
corrective action and/or disciplinary action pecident. The University will not
discipline any permanent employee without just eaus

1. Pre-Disciplinary Action(s)
a. Prior to imposing discipline, the University willnform the
employee in writing of the reasons for the conteatga discipline
and copies of available documentation will be pded to the
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employee. The University will provide the Union Are

Representative with a copy(s) on the same day gfivien to the

employee. The employee will be provided an oppuotyuto

respond either at a meeting scheduled by the Usityeror in
writing if the employee prefers.

The University has the authority to conduct invgestions.

(2) If the University determines that an investigatias
necessary, the employee will receive written nottehe
investigation within ten (10) work days from theteldhe
supervisor or manager becomes aware of an allegatio

(2) If the allegation is determined to be unfoundede th
employee will be so advised in writing and all do®nts
related to the allegation(s) will be destroyedha presence
of the employee, unless otherwise required by lawthe
University has a reasonable expectation that theenaa
may pertain to a potential legal or administrataation,
i.e., grievance, or complaint.

The University, at its discretion, may place &ypes on paid

home assignment during disciplinary investigationsmployees
on such paid home assignment must remain avaithlrieg their
normal hours of work. Paid home assignment isdisxtipline and
is not subject to the grievance procedure.

2. Disciplinary Action(s)

a.

The Appointing Authority must notify an employeewriting at
least fifteen (15) calendar days before the effectiate of the
demaotion or reduction in base salary.

An Appointing Authority may suspend without paypermanent
employee for a time period not to exceed fifteed) @alendar days
as a single penalty or more than thirty (30) cadendhys in any
one (1) calendar year as an accumulation of seperalties. An
employee being suspended must be notified in writia later than
one (1) day after the suspension takes effect.

An Appointing Authority may dismiss an employeéh fifteen
(15) calendar days’ written notice or without féte (15) calendar
days’ notice as follows:

(1) An Appointing Authority may dismiss an employee
effective immediately with pay in lieu of the fite (15)
calendar days’ notice period.
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(2) An Appointing Authority may dismiss an employee
effective immediately without pay in lieu of thétéien (15)
calendar days’ notice period if the circumstances saich
that the retention of the employee in an activey didtus
may result in damage to state property or may heiaus
to the employee, fellow workers, or the client pciblThe
notification for the dismissal is required and msistte the
cause for the dismissal and in addition the nete&si the
immediacy of the action.

d. If an employee is dismissed, suspended, dematedpncurs a
reduction in base salary, the employee will be @ped with
written notification, which will include the disdipary action, the
specific charges and the employee’s right to grigeedisciplinary
action.

Any University convened meeting requiring the emyplegls presence regarding
corrective action, disciplinary action or investigg processes will be considered
time worked for the employee. Prior to a Universibnvened meeting, the
employee(s) will be provided up to thirty (30) mies including travel time,
which will be considered time worked, to consultthwihis/her official
representative. The role of the employee in reg@ardUniversity-initiated
investigations is to provide information and co@erwith the University's
investigation.

Official Union Representation:

1. Upon request, an employee has the right to oneof{figial Union
representative and/or one (1) Area Representativanainvestigatory
interview called by the University, if the employesasonably believes
discipline could result. Prior to convening aneagtigatory interview, an
employee will be provided an opportunity to secdraon representation.
The unavailability of an Area Representative wilbt nbe cause for
delaying the investigatory interview, unless mugualgreed to by the
University.

2. An employee may have one (1) official Union es@ntative and/or one
(1) Area Representative at a pre-disciplinary nmgetiEmployees will be
given five (5) work days written notice prior tgee-disciplinary meeting
to allow the employee to secure a representatikie. unavailability of an
Area Representative will not be cause for delayimg pre-disciplinary

meeting, unless mutually agreed to by the Univgrsit
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3.

If the requested representative is not reasgnamilable, the employee
will select another official representative. Emmeg seeking
representation are responsible for contacting tiepiresentative.

The role of the official Union representative fiegard to University-
initiated investigations and/or pre-disciplinary etiegs is to provide
assistance and counsel to the employee. Thealffinion representative
can speak during the interview, but may not bargaier the purpose of
the interview nor obstruct the interview with the@oyee. Every effort
will be made to cooperate in the investigation.

Attendance at a University convened meetingessribed in D(1) and (2)
immediately above will be considered time workedtfee official Union
representative. Prior to a University convenedtmgethe official Union
representative will be provided up to thirty (30)nmotes including travel
time, which will be considered time worked, to calhswith an
employee(s).

Probationary Employees:

The University reserves the right to discipline discharge from
employment any probationary employee or terminai probationary
appointment at any time within the probationaryigeemith one (1) work
day notice.

Disciplinary actions taken with respect to probadéicy employees,
including discharge, will not be grievable.

Presumption of Resignation — Unauthorized Absence:

An employee may be presumed to have resigned hiptiggtion when there has

been an absence without authorized leave fromabheqgr a period of three (3)

consecutive working days. Thereafter, a noticelisimissal acknowledging the

presumption of resignation will be sent by cerdfimail to the last known address

of the employee. Within seven (7) calendar dater dfie notice of dismissal has

been mailed, the employee may petition the Appog#uthority in writing for
reinstatement upon proof that the absence wasuntarly or unavoidable.

Nothing in this Article limits a supervisor’'s ahyli to informally deal with

employee concerns, training, performance or belnassoes.
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6.6

FERSONNEL RECORDS

A.

The University will determine the location of rgennel records. There will be
only one (1) official personnel file that will bedated in Human Resource
Services. Medical information will be kept separand confidential.

An employee will be provided a copy of Univeysiitiated documents related to
wages, hours, and working conditions (includingf@@nance) that are inserted
into the personnel file.

Unless mutually agreed to by the University dhd employee and/or his/her
official Union representative, no material will le@tered into the personnel file
more than one (1) year after its creation.

Personnel, medical records and other recordsanong personal information
and/or information pertaining to the employee’sf@aenance, including those
electronically generated will be maintained, acedssand used only in the scope
of official University business. An employee’s $&cSecurity number will not
be disclosed except as required to conduct offldralersity business.

Supervisor files are those files kept by any ag@ment personnel in an
employee’s direct line of supervision. These filese for the purpose of
documenting an employee’s performance and on thééhaviors. Document(s)
contained in these files will be destroyed no latesn twelve (12) months
following the date the document(s) was/were created

An employee may arrange to examine his or har parsonnel records and if
done during the employee’s work hours, will be sgbjto prior supervisory
approval. A reasonable effort will be made to aske the employee as soon as
possible. An official Union representative will geanted access to the personnel
records upon written authorization from the empiyeThe employee and/or
his/her official Union representative may not rem@ny contents. A record will
be kept in the official personnel file of the naméates, times and title of anyone
who has reviewed the file, other than Human Ressusnd Benefits Services
personnel.

An employee or his/her official Union represéincontesting information in the
employee’s personnel records may insert rebuttegfoting documentation.

An employee may submit information relating tis/her job skills, work
performance, or related educational achievemertsgstber supervisor.

Information in the personnel records relatingeimployee performance will be
immediately removed and given to the employeetuations where the employee
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is exonerated, where the information is found tdadbee, or when legally ordered
to do so.

Written corrective actions will, upon approvdltbe Appointing Authority, be
removed from an employee’s personnel file afteeeh(3) years if:

1. Circumstances do not warrant a longer retergaiod; and
2. There has been no subsequent discipline; and
3. The employee submits a written request foratsaval.

Records of disciplinary actions will be consielgra permanent part of the
employee’s personnel file. However, after six\@ars without a reoccurrence of
disciplinary action, an employee may submit a entrequest for disciplinary

letter(s) and attachments to be removed from thsopeel file. The University

may remove the documents and return them to théogeg

Upon the employee’s written request/release, thaversity will respond to
employment verification inquiries.

The University may charge a reasonable fee dpytg any materials beyond the
first copy requested by the employee or his /heigiated representative.

6.7 TEMPORARY /HOURLY EMPLOYEES

A.

Non-student, temporary/hourly employees who haweked more than three
hundred fifty (350) hours in the previous twelv@)tonsecutive month period in
a bargaining unit covered by this agreement whe Heaen certified as members
of a bargaining unit by the Public Employee Relagi€ommission (PERC) are
governed by the following specific terms:

The following provisions in this Agreement will dggo represented temporary
employees:

Article 1 Scope and Interpretation

Article 2 Non-Discrimination and Sexual Harassment

Article 3 Employee Rights and Responsibilities

Article 4 Union Rights and Responsibilities

Article 5.5 Travel, Meals and Expenses

Article 6.6 Personnel Records

Article 8.20 Reasonable Accommodation

Article 9 Union-Management Meetings

Article 10 Grievance and Arbitration (Same righssProbationary
Employees)

©oNoOA~ODdNE
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10.  Article 12 Term of Agreement
Temporary employees will receive an appointnietbéer.

All other temporary/hourly conditions of emplogn not specifically addressed
above are as provided in applicable University édedi and Procedures.
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ARTICLE 7
SENIORITY

Seniority will consist of the employee’s total leh@f service, measured from the
last period of unbroken service in positions irssled service.

Seniority will apply to all employees as provideds lihis Agreement.

For employees with established seniority datebketime of the signing of this
Agreement, those seniority dates will remain ireeff

Less than full-time employees’ seniority will bengputed on a payroll hour basis.
When less than full-time employees become full-tiemployees, their payroll
hours will be pro-rated on a comparable basis t-time employment.

Cyclic employees whose positions are less thanvev@l2) months will not have
their seniority date adjusted.

Ties in seniority will be broken by measuring tmeptdoyee’s last continuous time
within their classification. If the tie remaingrsority will be determined by
measuring the employee’s last continuous timeetthiversity. If the tie
remains, seniority will be determined by measuthmgyemployees’ total
accumulated time with the state. If the tie rereageniority will be determined
by lot.

A permanent employee has the right to withdrawhieisfesignation without loss
of seniority provided that written notice of thetindrawal is received by the
University within seventy-two (72) hours excludirg@unday and holidays after
submitting the resignation.

Any leave of absence granted by the Universityepasations due to layoff will
not be considered a break in service for the pwpafscalculating seniority.

Time spent on the University layoff list will courfor seniority purposes.

Time spent under the jurisdiction of the higher eation personnel rules and
under the jurisdiction of general government ruledl be interchangeable.

For a permanent employee who has been suspendeulivitay for cause,
seniority will not be denied for any period of seapion.

For a permanent employee who has been temporamhoted for cause, seniority

will not be denied for the period of demotion anill wot be considered time out
of classification for the determination of layof.t
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ARTICLE 8
BENEFITS

8.1 HOLIDAYS

A. All bargaining unit employees will be provided tha&d holidays listed below:

Holiday Schedule July 2009 — June 2011

HOLIDAY 2009-2010 2010-2011
Independence Day July 3, 2009 July 5, 2010
Labor Day Sept. 7, 2009 Sept. 6, 2010
Veterans Day Nov. 11, 2009 Nov. 11, 2010
Thanksgiving Day Nov. 26, 2009 Nov. 25, 2010
Thanksgiving Holiday Nov. 27, 2009 Nov. 26, 2010
Christmas Day Dec. 25, 2009 Dec. 24, 2010
Christmas Holiday* Dec. 24, 2009 Dec. 27, 2010
New Year's Day Jan. 1, 2010 Dec. 31, 2010
Martin Luther King Jr. Day Jan. 18, 2010 Jan. P
Memorial Day May 31, 2010 May 30, 2011

*in lieu of Presidents’ Day

B. Employees will be paid at a straight time rate ethemugh they do not work based
on the following:

1. Employees who work a Regular work schedule, anddfin Article
5.1.C.1, will receive eight (8) hours pay.

2. Employees required by the University to work aneftiate work
schedule, as defined in Article 5.1.C.2, will reeepay equivalent to the
employee’s work shift. Employees working a volugtAfternate work
schedule will receive eight (8) hours pay and nakge tany combination of
annual leave, earned compensatory time or leaveutitpay or; be
allowed to change their schedule for the week tkemg the hours.

3. Full-time, Nonscheduled employees, as defined ircker5.1.C.3, will
receive eight (8) hours pay.

C. Employees working less than full time will be paid a pro-rated basis.

D. Permanent and probationary employees working twelgath schedules or
cyclic year position employees who work full mogtsthedules through their
work year will receive holiday pay if they werepay status on the work day
preceding the holiday.

E. Cyclic year position employees scheduled to wosk kaan full monthly
schedules throughout their work year qualify folidey compensation if they
work or are in pay status on their last reguladyesiuled working day preceding
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the holiday(s) in that month.

When a holiday falls on the employee’s scheduletkwlay, that day will be
considered the holiday.

When a holiday falls on the employee’s regularlyextuled day off, the employee
will be paid holiday pay for the holiday. At thenployee’s option, the employee
may take an alternate date as the holiday within rlext thirty (30) days
following the scheduled holiday date. The alteerfatliday date will be mutually
agreed to by the employee and his/her supervisa, vaill be taken on the
employee’s regularly scheduled workday. If the Eype, for any reason is
unable to take the alternate date as the holitk@yetmployee will be paid holiday

pay.

Employees working a night shift schedule that begin one calendar day and
ends on the next calendar day may select thetbhiftregins on the holiday day
or the shift that precedes the holiday as the hygllthsed on operational needs as
determined by the University.

Employees who are required to work on a holiday el paid at the overtime rate
for hours worked in addition to the straight timeaypin 8.1 above.

8.2 ANNUAL LEAVE

A.

Annual Leave Monthly Accrual Rate Schedule:

1. The following are the annual leave accrual ratedut-time employees,
and will be based on total years of state employmen

2. Annual leave accrual will be pro-rated for lessthial time employees on
the basis of the appointment.

3. Employees will retain, carry forward, and use amysed annual leave

that was accrued prior to the effective date ofs tligreement in
accordance with the provisions of this Agreement.

4. An employee bringing annual leave from anotherest@fency/higher
education institution may use the previously acgraenual leave during
the probationary or trial service period.

5. Annual leave credits of permanent status empgl®ghanging employment
between higher education institutions, related @®aor other state
agencies will move with the employee.

During Years During Months Hours/Month Hours/Yea| Days/Year
1 1-12 8.00 96 12

2 13-24 8.67 104.04 13

3-4 25— 48 9.33 111.96 14
5-7 49 - 84 10.00 120 15
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8-10 85-120 10.67 128.04 16
11 121 - 132 11.33 135.96 17
12 133 - 144 12.00 144 18
13 145 - 156 12.67 152.04 19
14 157 - 168 13.33 159.96 20
15 169 - 180 14.00 168 21
16 and after 181 14.67 176.04 22
B. Annual Leave Scheduling:
1. Upon the completion of six (6) months of continuamployment, an

employee may submit a request for annual leaveu&ssg for annual
leave must be submitted by the employee in advahte effective date.

2. Annual Leave Bid Process
Employees will submit written bids to their supsi between the first
and last work days in January of each year for ahfeave requests.
These bids will be for the annual leave calendaMafch of the current
year through February of the following year.

By the end of the second full work week of Febrydng supervisor will

review, resolve scheduling conflicts on the bagdiseniority and post a
listing of approved requests on work unit bullebpards. The posted
annual leave is considered to be approved. Emetga said listings will

have priority regardless of the seniority of sulsay requesters.

3. Requests for Annual Leave Outside a Bid Process
Requests for annual leave outside the bid processba submitted for
leave requests for the current leave year. Thegsofor approving this
leave will not be in conflict with the annual leaviel process.

a. The supervisor must approve or deny a written reigiee Annual
Leave within 10 working days.

b. In the event two (2) or more employees requestsame annual
leave period, and if the supervisor must limit thuenber of people
taking leave, and if the supervisor approves letve most senior
employee will be given preference.

Previously approved leave will not be cancelledider to grant
leave to a senior employee, except for sectiorlovi

The supervisor may deny leave or limit the numieeroployees

who take annual leave at one time due to operdtioeeds and/or
staffing levels.
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C. In the event of a conflict of a previously editied annual leave
schedule because of a subsequent transfer or pommavery
effort will be made to honor all previously apprdvannual leave.
If such is not possible because of operational sgtye and or
staffing levels and the transfer is involuntarye ttmployee with
the greater seniority shall be given preference.the event of a
voluntary transfer or promotion, the employee tfamég or
promoting will submit a new leave request.

2. Annual Leave Changedndividual annual leave periods may be changed
at any time by mutual agreement between the eme(syeoncerned and
supervision; however, in no case will a employeelseduled annual leave
interfere with the necessary work of the organargtihe determination of
which will rest with supervision.

Annual Leave Scheduling for All Employees:

Employees must have, or expect to have, suffi@anual leave balances
when requesting to use annual leave. An emplay/eetientitled to use
annual leave in advance of its accrual. Approvatual leave requests
will be adjusted if the employee has not accrudficgent annual leave by
the time of the scheduled absence.

Annual Leave Cancellation:

1. The University will make every effort to findtatnatives to meet staffing
needs without rescinding previously scheduled leave

2. When circumstances require the presence ofteyar employee who is
scheduled for or on approved leave, the Univensifyy, as a last resort,
cancel the authorized annual leave. The employdebeigiven priority
for rescheduling the annual leave, but the leageest will not displace
previously approved leave of other employees.

Annual Leave Maximum:

Employees may accumulate maximum annual leave &@danot to exceed two
hundred and forty (240) hours. However, there tar@ methods which allow
vacation leave to be accumulated above the maximum:

1. If an employee’s request for annual leave is dehiethe University, then
the maximum of thirty (30) working days’ accruallvwbe extended for
each month that the leave is deferred, providethi@ment of necessity
justifying the denial is approved by Human ResowBeevices.

2. As an alternative to subsection (1) of this isectemployees may also
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accumulate vacation leave in excess of thirty (B8)s as follows:

a. An employee may accumulate the vacation leays detween the
time thirty (30) days is accrued and his/her amsiaey date.
b. Such accumulated leave will be used by the amnsary date and at

a time convenient to the University. If such leav@ot used prior
to the employee’s anniversary date, such leave ‘i
automatically extinguished and considered to hawenexisted.

C. Such leave credit acquired and accumulatednewer, regardless
of circumstances, be deferred by the University fijng a
statement of necessity as described in subsectipnof this
section.

F. Annual Leave Utilization:

=

Annual leave reporting will reflect the amount imhé actually used.

2. If the employee is called back to work while on aanleave, the
employee’s annual leave balance will not be chafgetiours worked and
the employee will receive call back pay.

3. When holidays occur during annual leave periods, ¢émployee will

receive holiday pay and annual leave will not barghd against the

employee’s annual leave balance.

G. Annual Leave Cash Out:

Except as provided for in Section 8.2.A.5 of thididle, permanent employees
will be paid for all unused annual leave upon estient, death, or separation from
University service at the rate of one hundred per¢@00%) of the employee’s

salary at the time of retirement, death, or separat

8.3 Sck LEAVE

A. Sick Leave Accrual:
1. Full-time employees will accrue eight (8) hopes month of sick leave.
2. Sick leave accrual will be pro-rated for lesathull-time employees.
3. An employee in a leave without pay status forertban ten (10) full days

total in a calendar month will not accrue any sezve for the month.

B. Sick Leave Uses:

Accrued sick leave may be used only for:

1. The employee’s own illness, injury or disabil{ipcluding disability due
to pregnancy or childbirth);
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2. The need to care for the employee’s family mamivgéh a health
condition requiring treatment or supervision;

3. Medical or dental appointments for the emplogeehis or her family
member. The employee will make reasonable effartsahedule such
appointments at times so that they will not intexfevith scheduled work
days;

4, The continuation of employee benefits i.e. maldicsurance by allowing
the use of eight (8) hours of sick leave per mahthing periods of leave
of absence without pay;

5. Supplementing workers compensation payments hwiniccombination
will not exceed the employee’s regular rate of pay;

6. Other circumstances when authorized by the Rireaf Human Resource
Services.

Sick Leave Utilization:

1. Sick leave reporting will reflect the amount of @ractually used.
2. Accrued annual leave may be used for sick leavpgqaas as defined in
“B” immediately above subject to all provisions dhis Article.

Sick Leave Reporting and Verification:

An employee must notify his or her supervisor asnsas the employee becomes
aware that he or she will be absent from or lativiag to work. Failure to notify
the supervisor prior to the start of the schedweatk shift will result in
unauthorized leave without pay until the employegfies his or her supervisor,
at which time the unauthorized leave may be charngealithorized leave. The
University may require a written medical certifiedor any sick leave absence of
more than three (3) work days.

Sick Leave Annual Cash Out:

Each January, employees are eligible to receivie cas one (1) hour for four (4)
hour basis for ninety-six (96) hours or less ofrthecrued sick leave, if:

1. Their sick leave balance at the end of the previcalendar year exceeds
four hundred and eighty (480) hours;

2. The converted sick leave hours do not redude pinevious calendar year
sick leave balance below four hundred and eigh®@)4hours; and
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3. They notify Human Resource Services by JanuadfytBat they would
like to convert their sick leave hours earned dytime previous calendar
year, minus any sick leave hours used during tbeipus year, to cash.

4, All hours converted will be deducted from the pboyee’s sick leave
balance.

Sick Leave - Former Employee

Any former employee who is reemployed in a job sifasation covered under
this Agreement within three (3) years of separatrom the University will have
their former sick leave balance restored.

8.4 BLoob AND ORGAN DONATION

A.

Employees are eligible for paid leave for théegmurpose of participating in life-
giving procedures.

Paid leave for participation in life-giving predures:

Is not to exceed five (5) days in a two-year period
Is not charged against sick leave or annual leane;
Does not require the use of leave without pay.

A life-giving procedure is defined as a medigallipervised procedure involving
the testing, sampling, or donation of blood, plkt®l organs, fluids, tissues, and
other human body components for the purposes ofatdon without
compensation, to a person or organization for nadgicecessary treatments.

Employees must provide reasonable advance notiaedesire to take paid leave
time to participate in life-giving procedures. Snpgors may take into account
program implementation and staffing replacementiregqents in determining
whether or not to grant such leave time.

In order to be credited with organ/blood donatieave time, an employee must
provide written proof from an accredited medicatitution, physician or other
medical professional that the employee participatealife-giving procedure.

Employees may additionally use any accrued peaste(s) for the purpose of
donating organs, fluids (including blood) tissuesd aother human body
components.

This article does not create any entitlementtber right which may be converted
to cash, other compensation, or any other benefit.
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8.5

8.6

VOLUNTARY EMPLOYEE RETIREMENT BENEFIT ACCOUNTS—VEBA

A.

The University will provide a post-retirement dieal expense plan (VEBA) that
provides for reimbursement of medical expensedigibke individuals. Instead

of cash-out of sick leave on a one (1) hour forf@) hour basis at retirement,
the University shall deposit equivalent funds ia thedical expense plan.

VEBA will remain in effect unless 10% of eligggbmployees request (in writing)
not later than October 1, of any year, that theversity conduct a vote to
consider discontinuing VEBA.

If an employee dies prior to retirement, the lyge’s estate will receive cash for
his or her total sick leave balance on a one (Ly far four (4) hour basis.

PERSONAL L EAVE DAY/PERSONAL HOLIDAY

A.

Each employee may choose one (1) paid Persoeald.Day/Personal Holiday
during each calendar year (January 1 — Decembeif 31¢ employee has been
continuously employed for at least four (4) months.

Personal Leave Day/Personal Holiday pay wilpbed at the employee’s straight
time rate of pay.

The Personal Leave Day/Personal Holiday wilpleerated for less than full time
employees, based on the percentage of appointroetihd month during which
the Personal Leave Day/Personal Holiday is used.

The Personal Leave Day/Personal Holiday reqwésbe made in writing to the
employee’s supervisor no less than fourteen (143 gaior to date for which the
Personal Leave Day/Personal Holiday is requestBae employee’s supervisor
may waive this requirement. The request to schetth@leise of a Personal Leave
Day/Personal Holiday will be made no later than &uber 1 of each calendar
year. The University will issue a reminder of thisquirement no later than
October 10 of each year. The number of employeeastake their Personal Leave
Day/Personal Holiday at one time may be limited ttueperational needs and/or
due to staffing levels. If written approval or da&ns not received within seven (7)
calendar days of the request, the request willdmsidered approved.

The Personal Leave Day/Personal Holiday maybeotarried over to the next
calendar year except when an eligible employeetpiest to take his or her
Personal Leave Day/Personal Holiday has been deared¢anceled. The
employee will attempt to reschedule his or her &reak Leave Day/Personal
Holiday during the balance of the calendar yearhdf or she is unable to
reschedule the day, it will be carried over thetreatendar year and used within
the first sixty (60) days of the next calendar year
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An employee may be authorized to use incremeitss or her Personal Leave
Day/Personal Holiday for family member emergenagca

An employee may use his or her Personal LeawgH@asonal Holiday during a
period of emergency closures/suspended operatidnsemployee must use
Personal Leave Day/Personal Holiday time as adfylor shift.

8.7 QviL LEAVE

A.

The University will grant an employee a leaveatisence with pay to serve on
jury duty, or for other subpoenaed civil duties.eTlniversity will not interrupt
the employee’s pay, benefits, or accruals durimgtitne the employee is on civil
leave.

Employees whose work shift is other than thathaf forum to which they are
subpoenaed, will have their work hours changedtoncide with the hours of the
forum to which they are called for the duratiortlodir granted leave of absence.

If employees are released from Jury Duty withrerihan two (2) hours of work
remaining during that days shift, they may be regglito return to work.

Employees will be allowed to retain any compdiosapaid to them for their
service on Jury Duty.

8.8 BEREAVEMENT LEAVE

A.

The employee’s supervisor shall grant bereaverheawe of up to three (3) days
to an employee for the death of a member of the@ap’s family or household.

The employee must be in pay status on the empleyegular scheduled work
day immediately preceding the commencement of bereant leave in order to
receive bereavement leave.

Upon request, the supervisor may approve additieave for each death in an
employee’s family or household to be charged ag#éliresemployee’s available
paid leave balance.

In exceptional circumstances, a paid absencebmaappropriate for mourning the
death of a person whose relationship is not definethe above statement, but
whose impact is comparable to that of an immedfamily member. The
employee’s supervisor and the Appointing Authorityst approve requests for
such leave.
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8.9 LEAVES OF ABSENCE WITHOUT PAY

A. Leaves of absence without pay will be considdi@dreasons listed below and
except as otherwise provided for in this Agreemewit, be administered in
accordance with the provisions of this article:

1. Maternity Disability Leave

2. Parental Leave
3. Disability Leave
4. Reasonable Accommodation

5. Layoff and Recall

6. Family and medical leave

7. Compensable work-related injury or illness leave
8. Military leave

9. Cyclic employment

10. Educational leave

11. Childcare emergencies

12. Governmental service leave

13. Conditions applicable for leave with pay
B. Limitations:

1. Leaves of absence without pay will be limitedvelve (12) months. The
University will consider and may grant requestsetdend such leave
beyond a twelve (12) month period.

2. Employees will use appropriate accrued paid debalances including
compensatory time prior to going into a leave ofaze without pay
status; the Director of Human Resource Services maywe this
requirement. However, an employee granted a ledabsence without
pay for his/her own disability, maternity disalylior parental leave, may
retain and use a maximum paid leave balance (imdudompensatory
time) of twenty-four (24) days to maintain Univeéyssponsored employee
benefits during the period of leave of absence.
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3.

Employees will not earn sick leave or annualéefor any month in which
leave of absence without pay exceeds ten (10) woritays.

Leaves of absence without pay authorized forfatlewing will not be
deducted from an employee’s anniversary date, gierincrement date, or
seniority:

a. leaves of absence without pay of ten (10) warkiays or less,

b. compensable work-related injury or iliness leave

C. military leave,

d. to reduce the effects of a layoff, provided ¢neployee is returned

within one (1) year following the date of layoff,
e. to participate in collective bargaining contraegotiations, or
f. to perform Union representational duties.

Except as otherwise provided for in this Agreetneequests for leaves of
absence without pay will not be granted for lessttwo (2) hours.

Requests for Leaves of Absence Without Pay:

1.

Requests will be made in writing by the emploj@erteen (14) days in
advance of the leave, unless precluded by emergeocgitions. The

employee’s supervisor may waive this requiremefithe request will

include the beginning and ending date and the ma@d the leave. The
University will provide the employee a written appal or denial within

five (5) days after the request is received. liidd, the reason(s) will be
included.

Requests to extend the leave without pay pebeglond the initial
approved ending date will be submitted fourteen) (ddys prior to the
initial approved ending date or as soon as the @yepl becomes aware of
the need to request additional leave without payickaever occurs first.
The University will provide the employee a writtapproval or denial
within five (5) days after the request is receivdtidenied, the reason(s)
will be included.

Return from Leaves of Absence Without Pay:

Employees returning from authorized leaves of atesevithout pay will be re-
employed in the same position or in an availabk&tfm in the same job
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classification, as determined by the Universitgvided that there is an open
position available and if provided that such re-Byment is not in conflict with
other articles in this Agreement. If there is p&i position available and if such
re-employment is not in conflict with other artisle this Agreement, the layoff
provisions of this Agreement shall apply.

Compensable Work-Related Injury or lliness Leave

An employee who sustains a work-related illnessnpury that is compensable
under the state workers’ compensation law may séle®-loss compensation
exclusively or leave payments in addition to timed compensation. Employees
who take sick leave during a period in which thegeive time-loss compensation
will receive full sick leave pay, minus any timestobenefits. Employees who
take annual leave during a period in which theeire time-loss compensation
will receive full annual leave pay in addition toyatime-loss payments. Leave
for a work-related injury, covered by workers’ cosmgation will run
concurrently with the FMLA.

8.10 EMPLOYEE TRAINING /DEVELOPMENT AND EDUCATIONAL BENEFITS

A.

Employee Training/Development:

1. The University will maintain a record of all elopee training.
2. Subject to supervisory approval, the Univeraitl:
a. grant 96 hours of paid release time per fiseal yor in-service

programs offered through the University, e.g. HurRa&source
Services, Environmental Health and Safety, Inforomat
Technology. The Certification training on Leadepghi
Management, Supervisory functions, Financial and
Communication tracks will be offered to employeeseared by
this Agreement on the same basis as all other sitye
employees.

b. allow employees covered by this Agreement totippate in
University career counseling and assistance program work
time and on the same basis as all other Univeesitgloyees.

3. Any training for which paid release time is gegthwill be considered time
worked.
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B. Licenses/Certifications:

1. Pre-employment licenses and certifications W#l at the employee’s
expense and on their own time. Any licenses amiifications necessary
to meet the minimum qualifications of the positioill be obtained at the
employee’s expense and on their own time.

2. Employees who are required by the Universityheve licenses and
certifications beyond that necessary to accomplible minimum
qualifications for their position, will acquire amdaintain all such licenses
and certifications at the University’s expense.

3. Any loss of license(s) or certification(s) remuai to perform the
employee’s duties will be reported to the employgemipervisor not later
than the first work day following the loss or a®s@s is practicable.

C. Educational Benefits:

1. The University will provide a Tuition Fee Waiver dgram for all
employees covered by this Agreement on the sams asishe program is
provided for all other University employees.

2. The University will provide a Summer EducationalnBéts Program for
all employees covered by this Agreement on the shawms as the
program is provided for all other University empesg.

3. Leave and/or leave without pay for educational pags may be granted
in accordance with the applicable provisions ofsthAgreement.

8.11 BvPLOYEE ASSISTANCE PROGRAM

The University will provide an Employee Assistarii®gram for all employees covered
by this Agreement on the same basis as the progrgmovided for all other University
employees.

8.12 S$HARED LEAVE

A. Eligibility :
1. An employee may receive shared leave if he/shiely to take leave

without pay (LWOP) or terminate employment due ioeatraordinary or
severe illness, injury, impairment, or physicalneental condition which
causes the employee to be unable to work.

2. Any illness, injury, or impairment which has sad or will likely cause
hospitalization or alternative extended treatmentcare is considered
serious enough to qualify the employee for shagasd.
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3. An employee who is likely to take LWOP or terai@®m employment
because he or she has a relative or household mesuibering from such
a condition may apply to receive shared leave.

4, An employee who has been called to serve intiferm services.

5. An employee who has been a victim of domestitevice, sexual assault
or stalking.

Ineligible:

1. An employee who does not accrue sick leave.

2. An employee for whom time loss compensation frahe State

Department of Labor and Industries has been allowed

Use of Other Leave:

An employee must use all accrued sick leave andianieave before being
eligible to use shared leave. An employee is Bquired to completely deplete
their accrued leave balances to apply for sham@ekle

Maximum Hours Received:

An employee may receive up to a total of 261 d2@88 hours) of shared leave.

Approval Procedure:

1.

To request approval to receive shared leavesh@ur employee or their
representative must submit the following documeémtatto Human
Resource Services:

a. Application to Receive Shared Leave, and

b. Physician’s statement from the employee’s phgsior, in the
case of the uniformed services, their military esgdand

C. Photocopy of the employee’s latest Time/LeavpdRe

If the employee is incapacitated or is unavédlaue to a call to service in
the uniformed services, the employee’s represemstatiay complete and
submit the documentation.
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Donating Leave:

1. An employee who accrues annual leave and/or sekel@and/or personal
holidays may donate a minimum of one hour to arr@amu shared leave
recipient.

2. All donations of leave must be to a specific person

3. The donor completes and submits a Donation of $haeave Hours
form.

4, The donor also submits a copy of their most redane/Leave Report.

5. Employees voluntarily elect to donate leave and sip with the

understanding that donated leave will not be retdrrexcept for any
portion not used by the recipient under Section fLtlus Article.

Donating Annual Leave:

1. The donor must retain an annual leave balane l&fast 80 hours at the
time the donation is processed.

2. An employee may not donate annual leave hoatswitbuld otherwise be
lost on the next anniversary date.

3. Minimum annual leave balances are pro-ratechoployees working less
than full time based upon the percent of the FTE.

Donating Sick Leave:

The donor employee must retain a minimum of onedhesh seventy-six (176)
hours of sick leave after the transfer.

Donating Personal Holiday:

An employee may donate an accrued personal hoiidayl or in part. (Personal
holiday hours must be donated as full hours onartigl-hour donations are not
permitted.)

Return to Work:

Shared leave may be used in accordance with a t&m@mtement outlining a
return to work program. Shared leave may be used exhausted or the
employee returns to a full time work schedule whiar occurs first.

Shared Leave Administration:

1. Employees using shared leave will be considereatiive pay status and
will receive the same treatment in respect to galeages, and employee
benefits as the employee would normally receivesihg annual leave or
sick leave.
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L.

The receiving employee will be paid his/her reguéde of pay; therefore,
the value of one hour of donated shared leave ragranore or less than
one hour of the recipient’s salary.

The University will respect an employee’s rigbt privacy. However,

upon approval for shared leave, and if the employeerequests, the
University will inform the University community othe employee’s
eligibility for shared leave.

Human Resource Services will notify the requesgmployee in writing
of the decision to approve or deny shared leavieidimg the process for
appeal. If an employee disagrees with the deciditat employee may
appeal the decision to the Director of Human Reso&ervices.

Return of Unused Shared Leave:

1.

2.

Any shared leave not used by the recipienthdlteturned to the donor(s).

The remaining shared leave is to be divided proarata basis among the
donors and reinstated to the respective donorg’ogpiate leave balances
based upon each employee’s current salary ratehattime of the
reversion. The shared leave returned will be pedrdack based on the
donor’s original donation.

8.13 BvERGENCY CHILD CARE

A.

An emergency is a situation or circumstance Wwhiesults in an employee's
inability to report for or continue scheduled wdrkcause of emergency child
care requirements, such as: unexpected absencesgoflar care provider,
unexpected closure of the child's school, or unetgueneed to pick up child at
school earlier than normal.

The employee’s supervisor may approve the usanofual leave, sick leave,
personal leave day, or leave without pay for emaegehild care as follows:

1.

Sick Leave

Emergency child care may not exceed three sickeledays in any
calendar year, unless extended by the Director om&h Resource
Services.

Annual Leave

a. Emergency child care may not exceed three arleaat days in
any calendar year.
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b. An employee is not required to request priorrapg if annual
leave is used for emergency child care.

3. Personal Leave Day

Employees may use their Personal Leave Day for geney child care.
An employee may be authorized to use incrementsssf than eight (8)
hours of his or her Personal Leave Day for emergehid care.

8.14 BVERGENCY CLOSURES/SUSPENDEDOPERATIONS

A.

Emergencies forcing either a limited campus wtesor a declaration of
suspended operations may occur at any time and affagt all or part of the
workday.

Employees who do not receive prior notificatafrsuspended operations and who
report for work but are released until operatioesume will receive credit for a
minimum of eight (8) hours of work for the firstyda

Inclement Weather

Employees who do not work due to inclement wealfase the following options
to account for hours not worked:

1. Using any accrued compensatory time.
2. Using annual leave.
3. Using personal leave day/personal holiday. Aplegee must use

personal leave day/personal holiday as a full dashdt.
4, Using leave without pay.

Suspended Operations:

Employees who do not work during suspended operatltave the following
options to account for hours not worked:

1. Using any accrued compensatory time.
2. Using annual leave.
3. Using personal leave day/personal holiday. Aplegee must use

personal leave day/personal holiday time as adfl or shift.

4, Using leave without pay.
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E.

5. Requesting makeup time for hours lost as atre$tihe suspended
operations.

a. Employees must request makeup time within fifidé) calendar
days after operations resume.

b. Reasonable work must exist and the supervisst approve the
request to work. The time must be made up withiretyi (90)
calendar days after operations resume.

C. The supervisor schedules extra hours at timesd comvenient for
the work of the department and, whenever possidest
convenient for the employee.

When operationally practical, the most seniopkaryee(s) by classification will
be selected to work if they are providing essesialices and possess the
required skills to address the emergency situation.

8.15 (HILDCARE

8.16

The University will provide access to childcare @ampus for all employees covered by
this Agreement on the same basis as provided ffottar University employees.

MILITARY LEAVE

The University will provide military leave for almployees covered by this Agreement
in accordance with state and federal law, as fatow

A.

Employees will be granted paid military leaver feervice in the uniformed
services upon presentation of military orders ®ltmiversity.

Military leave may not exceed twenty-one (21)rkvalays during each year
beginning October 1 and ending the following Seftem30. Such military
leaves of absence will be in addition to any otpard leave to which the
employee might otherwise be entitled.

Scheduled days off are not counted in the twenty (21) days when they occur
within the leave period.

If military leave exceeds twenty-one (21) dayse employee must use accrued
leave (excluding sick leave) or leave without pay.

Employees are not charged leave for time usedafphysical examination to
determine fitness for military service.
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F. During a period of military conflict, an emplayahose spouse is in the military
may take up to fifteen (15) days of accrued paidigpaid leave to be with the
military spouse when there is notice of an impegdiall, order to active duty or
when the military spouse is on leave from deployitm&n employee who seeks to
take leave must provide the University with notiagthin five (5) work days of
receiving official notice of an impending call order to active duty or of a leave
from deployment, of the employee's intention tcetidave.

8.17 MATERNITY DISABILITY LEAVE AND PARENTAL LEAVE

A. Maternity Disability Leave:

1.

Pregnant women are eligible for any disabilityd amedical benefits
available to other employees with non job-relatiesdlilities.

Ordinarily, maternity disability leave is six weeks less and may be
extended upon request. An employee may use acpaiddeave and/or
leave without pay for the period of disability réswg from pregnancy.
The choice of leave will be at the employee’s aptiarhe employee will
not be required to use all paid leave prior to gdeave without pay. An
employee may use one day of paid leave as detednbipehe supervisor
for each month to maintain benefits. The day seteshould be in the
first pay period of the month, if possible. Theyaaay not be a day before
a WSU holiday which would make the employee elgifdr the holiday

pay.

B. Parental Leave:

1.

The employee may use parental leave to bond withtaral newborn or
adoptive child. Parental leave may be used for meonths after the birth
or placement of a child. Parental leave may inelpdid accrued leave
(excluding sick leave) and/or leave without payhatemployee’s option.
Fathers/domestic partners may use paid accruece lead/or leave
without pay to care for a mother, a new child, dneo children. The
choice of leave will be at the employee’s optiofhe employee will not
be required to use all paid leave prior to usingvéewithout pay. An
employee may use one day of paid leave as detednbipehe supervisor
for each month to maintain benefits. The day seteshould be in the
first pay period of the month, if possible. Theyaaay not be a day before
a WSU holiday which would make the employee elgifar the holiday
pay.

If parental leave is in addition to a maternityattigity leave, the parental
leave must immediately follow the maternity disabil leave.
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C.

Leave Request:

1. The employee will provide notice to the Universthat includes the
anticipated dates of absence and the type of lg@vemployee wishes to
use during the absence. When the request for isdwe medical reasons,
the employee will also provide a doctor’s statemerihe University.

2. The University will respond to the request for leawithin ten (10) days.
Requests for medical reasons will be expedited apptoved as soon as
possible.

3. If the request is denied, the employee will recemréten notice, which

includes a description of the operational necessiy procedures for the
employee to appeal the denial.

4, The employee will have the right to appeal denfdhe leave request.
The appeal must be submitted within seven (7) tlagtse Director of
Human Resource Services. The Director of Humamiéres Services
will review the appeal and will have the authotibyoverturn the denial.
The employee will be allowed representation foppreng and presenting
the appeal.

8.18 FMILY MEDICAL LEAVE

A.

The University will provide Family Medical Leaverfall employees covered by
this Agreement on the same basis as the prograprogided for all other
University employees, except as otherwise provided in this section.

No employee will be required to use paid leave Family Medical Leave
absence for which the employee does not requesteteive such pay.

Employees taking Family Medical Leave will be alkahto take such leave on an
intermittent or reduced-schedule basis when thegakdocumentation supports
such schedule.

Employees returning from Family Medical Leave wdturn to the same position
in which the employee was incumbent prior to thene®ncement of the leave.

An eligible employee may take FMLA for iliness ojuries related to active
military duty.

An employee may take FMLA leave to care for a fgmiember with a serious
illness or injury incurred in the line of activetgiu An eligible employee may
request up to 26 weeks of FMLA leave. In circumsé&s where the employee is
the next of kin to the service member, he or shebeiallowed to take FMLA
leave to care for the service member.
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G. Information regarding Family Medical Leave will beade available on the HRS
website.

8.19 OOMMUTE TRIP REDUCTION, PARKING , AND GUARANTEED RIDE HOME

The University will provide Commute Trip ReductioRarking, and Guaranteed Ride
Home programs for all employees covered by thiseAgrent on the same basis these
programs are provided for all other University eaygles.

8.20 R=EASONABLE ACCOMMODATION AND DISABILITY SEPARATION

A. Compliance:
The University, Union, and employees will complytlwrelevant federal and state

laws and regulations in providing reasonable accodations to qualified
individuals with disabilities.

B. Disability Definition:

Presence of a sensory, mental, or physical impairthat: is medically
cognizable or diagnosable; or exists as a recohistory; or is perceived to exist
whether or not it exists in fact.

A disability exists whether it is temporary or pement, common or uncommon,
mitigated or unmitigated, or whether or not it lisnihe ability to work generally
or work at a particular job or whether or notmhiis any other activity within the
scope of this chapter. For purposes of this d&imi "impairment” includes, but
is not limited to: any physiological disorder, @andlition, cosmetic disfigurement,
or anatomical loss affecting one or more of théofeing body systems:
Neurological, musculoskeletal, special sense orgaspiratory, including speech
organs, cardiovascular, reproductive, digestivajtge-urinary, hemic and
lymphatic, skin, and endocrine; or any mental, ttgu@ental, traumatic, or
psychological disorder, including but not limiteddognitive limitation, organic
brain syndrome, emotional or mental illness, aretdjg learning disabilities.

Only for the purposes of qualifying for reasonadddbeommodation in
employment, an impairment must be known or showouith an interactive
process to exist in fact and: the impairment maseha substantially limiting
effect upon the individual's ability to perform lusher job, the individual's
ability to apply or be considered for a job, or theividual's access to equal
benefits, privileges, or terms or conditions of émgment; or the employee must
have put the employer on notice of the existena@nampairment, and medical
documentation must establish a reasonable liketitibat engaging in job
functions without an accommodation would aggradateimpairment to the

65



extent that it would create a substantially lingtieffect. A limitation is not
substantial if it has only a trivial effect.

Requests for Accommodation:

An employee who believes that he or she sufferssabdity and requires a
reasonable accommodation to perform the essentattibns of his or her

position may request such an accommodation from Uheversity’s Human

Resource Services department. Employees requeatngmmodation must
cooperate with the University in discussing thedhse and possible form of any
accommodation. The employee must provide supmprtiedical documentation
with any request for accommodation if requested thg University. The

University may require the employee to obtain aosdcmedical opinion at
University expense. Medical information disclosedhe University will be kept

confidential, in a file separate from the emplogepérsonnel file, and disclosed
only on a need-to-know basis.

Determinations Reqgarding Accommodations:

The University will determine whether an employseeligible for a reasonable
accommodation, and the accommodation, if any, tprbeided.

Disability Separation:

Prior to issuing a notice of disability separatidime University will review the
essential functions of the position descriptiommsure accuracy. If the University
determines that an employee is unable to perfoemetsential functions of the
employee’s position due to a disability that canpetreasonably accommodated,
the employee will be separated from service dudigability. Prior to any final
decision regarding a disability separation, thevigrsity will notify the employee
of its determination at least sixty (60) days ptmithe proposed effective date of
the separation, and provide the employee with gomodpnity to discuss that
determination. Disability separation is not a gibnary action.

Complaint/Grievance:

Nothing herein will interfere with an employee’ght to file a grievance under
Article 11, Grievance and Arbitration, or a comptawith the Washington State
Human Rights Commission or the Equal Employmentddpjmity Commission.

However, pursuit of a discrimination complaint befdhe Equal Employment
Opportunity Commission, the Human Rights Commisstonn a judicial or other

forum constitutes a waiver of the right to pursugriavance.
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G.

Return to Work:

1. If, within three (3) years of the disability segtion, an individual submits
a written notice from his/her medical practitiorteat he/she is able to
return to work, the individual’s name will be placen the Layoff list for
the classification from which the individual waspaeated. Nothing
herein will preclude an individual who has beeratibty separated from
applying for any University position for which hkésmeets the minimum
gualifications.

2. If an employee is rehired within two (2) yeafadisability separation:
a. The employee’s seniority, anniversary, and periaaicement date
will be restored.
b. The employee will serve a six (6) month probatigrzeriod.
C. Upon successful completion of the probationary qekrithe time

between separation and re-employment will be tcea® leave
without pay and will not be considered a breakervise.
3. If an employee is rehired within three (3) yearaalisability separation,
any unused sick leave will be restored.

8.21 DsABILITY LEAVE

A.

Permanent employees will be granted disability éeap to one (1) year when
they are precluded from performing their job dutbeause of a disability or
illness.

Employees taking disability leave may use any cowaion of Family Medical
Leave, sick leave, annual leave, personal leavipdesonal holiday,
compensatory time, and leave without pay upon pedsi the University of the
employee’s written request. Family Medical Leavk min concurrently with the
disability leave and is not additive.

Employees may retain and use paid leave badanckiding compensatory time
sufficient to maintain University sponsored emplyenefits.

8.22 LEAVE FOR DOMESTIC VIOLENCE , SEXUAL ASSAULT OR STALKING

An employee is allowed to take accrued paid leaveirgaid leave, including

Shared Leave if the employee or the employee’slyamember is a victim of

domestic violence, sexual assault or stalking. tRempurpose of this leave family
member includes a person with whom the employee ltzding relationship.
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8.23 BENEFITS

A. Health Care — health care premium dollars agotiated separately and
incorporated by reference herein.

B. Pre-tax Medical/Dental Expense and Premium Aateuwwill be offered to
employees on the same basis as offered to all bdresfit eligible University
employees.

C. Deferred Compensation — will be offered to ergpés on the same basis as

offered to all other benefit eligible University playees.

D. Dependent Care Salary Reduction Plan — willfiiered to employees on the
same basis as offered to all other benefit eligiesersity employees.

Subject to operational requirements, Supervisong axdgust employee work schedules to
facilitate non-work time participation in approveaiversity wellness programs.
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9.1

9.2

ARTICLE 9
COMPENSATION

WAGE SCALES
Effective July 1, 2009, WSU will continue to follothe Department of Personnel
General Service Salary Schedule in effect on Sdpterh, 2008.

A.

C.

Except as specified below, on an employee’s periodirement date he/she will
receive a two (2) step increase within the assigraary range until such time as
he/she reaches the highest step.

On July 1, 2009, all employees who have been atlstéor at least one (1) year
will be moved to step L effective the first pay ijperin July 2009. Employees
who have not been at step K for one (1) year wilvento step L upon completion
of one (1) year at step K. The new step L willibeorporated into the ongoing
salary schedule and become automatic when an esglogs been at step K for
at least one year.

Salary ranges for each Job Classification are ifletht in Appendices.

SALARY M OVEMENT

A.

Transfer — when an employee transfers from one positiomtuheer position in
the same or a different classification at the saalary range, he/she will retain
his/her step in the salary range.

Promotion — when an employee moves to a position in a ciaatdn with a
higher salary range he/she will be placed at eitherstarting step of the new
range or the step which provides a minimum of a $tep increase, whichever is
higher, not to exceed the highest step of the rrage.

Demotion

1. When an employee is demoted to a position iraastication with a
lower salary range he/she will be placed at theessi®p in the new range
on a step-for-step basis.

2. When an employee voluntarily demotes to a pwsith a classification
with a lower salary range, he/she will receive tréor all continuous
employment in the higher range in determining tie@ & the lower salary
range in which the employee will be placed, exd¢bat the employee who
has not been employed in a lower salary range bealeduced on a step-
for-step basis.
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H.

Reversion — when an employee voluntarily or involuntarilytums to the
classification in which he/she most recently he&tnpanent status, or when
he/she moves to a class in the same or lower saage, the salary the employee
was receiving prior to promotion will be reinstated

Elevation —Promotion of an employee to a higher class inctvithe employee
previously held permanent status.

Temporary Upgrade

1.

When the University assigns an employee to &iposn a classification
with a higher salary range for a period of fourt€déd) days or more,
he/she will be placed (for the full duration of tagsignment) at either the
starting step of the new range or the step whicviges a minimum of a
two step increase, whichever is higher, not to eddie highest step of
the new range.

The University will not rotate employees in and of assignments for the
sole purpose of avoiding payment of the higherdlgpay. However the
University may use rotating assignments for theppse of employee
development or operational necessity.

Reallocation

1.

Reallocation to a class with a higher salargeamaximum will result in a

two-step increase unless the first step of neweasgnore than two steps
above employee's current salary in which case egraplas placed at first

step of the new range.

Reallocation to a class with an equal salargeamaximum will result in
the employee retaining his or her previous bas@sal

Reallocation to a class with a lower salary eangaximum will result in
the employee being placed at the step in the nagerthat is equivalent to
the current salary unless it exceeds the salaryrmam in which case the
employee will be place at the top step of the rangiethe employee
chooses to remain in the position with the lowdargarange maximum
the employee retains the existing appointment statdpon request by the
employee, the employee will be placed on the Usiigs layoff list for
the classification occupied prior to the reallogatiand may elect to
undergo the layoff process.

Salary following layoff
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The salary of an employee who as a result aiffag placed in a position
with a lower salary range maximum will result inetlemployee being
placed at the step in the new range that is ecernivdb the salary prior to
layoff unless it exceeds the salary maximum.

9.3 FRREMIUM PAYS

A.

Shift Differential

1.

Effective July 1, 2009, when the University assignsemployee to a work
shift in which the majority of time is worked ondaily basis between 6
PM and 6 AM, the employee will be paid shift ditetial for all hours
worked. Shift differential will be paid at the rategotiated between the
State of Washington and the Washington Federatidgtaie Employees-
Higher Education for the 2009-2011 contract peridtie shift differential
for the 2009-2011 contract period is $0.65 per hour

Call-Back

1.

3.

An employee reporting for work at the Universityequest which is not
scheduled in advance and which is outside of artdcoontiguous with

their regular work period, shall be guaranteed (&)ohours call-back pay
at their regular non-overtime hourly rate, whichalsmot be used for
purposes of calculating overtime. In additiore #mployee shall be paid
for actual time worked at the appropriate rateaf.p

Employees will be called in order of seniorigckiding those employees
who are in a leave status including compensatane toff during that
work day.

Employees shall be expected to respond as dddxt the University.

Standby - An overtime-eligible employee is in standby statdsle waiting to be
engaged to work by the University when the follogvoonditions exist:

1.

The employee is required to be present at a spdcifocation or

immediately available to be contacted. The locatimay be the
employee’s home or other specified location.

The University requires the employee to be preptyedport immediately
for work if the need arises, although the need gt arise.

Standby status will not be concurrent with workgéimAn employee on
standby status called to return to work does nalityufor call-back pay.

The employee shall be paid for actual time workethe appropriate rate
of pay.

Employees on standby status will be compensatadate of seven
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9.4

9.5

9.6

percent (7%) of their hourly base salary for tirperst in standby status.

D. Hazardous Conditions Pay
Hazardous conditions pay is a premium added tbadise salary and is intended to
be used only as long as the hazardous conditions wfich it is based are in
effect. The supervisor must approve in advancesisggnment of tasks for which
hazardous conditions pay would apply.

1.

2.

Hazardous conditions pay does not apply to tasksaldy expected for

the employee’s assigned job class.

Tasks are eligible for Hazardous Conditions Pay detned in BPPM

60.28.

The salary premium for hazardous conditions is Gp&r hour with a two
(2) hour minimum per event.

The University will provide necessary training prim assigning these
tasks to employees.

FUNDING - The University will request full funding from ¢hState for any bargaining
units added under the provisions of Article 4.1Al economic items (wages and
benefits) must be funded by the State prior to éhterms and conditions being

implemented.

RELOCATION COMPENSATION

The University may authorize relocation compensatio reimbursement for moving
expenses in accordance with RCW 43.03.110, RCW34R20 and/or RCW 43.03.125.

SALARY OVERPAYMENT

In the event an employee receives a salary overpalthe process outlined in RCW
49.48.200 and RCW 49.48.210 (10) will be used toiatster the recovery of wages or
any associated challenge.
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ARTICLE 10
UNION/M ANAGEMENT MEETINGS

10.1 S OPE OF AUTHORITY

A.

Union/management meetings established underAtttisle are for the purpose of
discussing the administration and/or interpretatibthis Agreement.

No individual group, committee, or council shaflve authority to conduct any
negotiations, bargain collectively, or modify angoyisions of this Agreement.

Activities and discussions conducted in accordamitle this Article shall not be

subject to the grievance procedure, nor be used a&snue to advance any
grievance.

Nothing in the Section shall preclude discussibatween University and official
Union Representatives of matters appropriate feoltgion and/or discussion at
the appropriate organizational level. Such disomssshall be considered time
worked.

10.2 WNIVERSITY UNION/MANAGEMENT COUNCIL

A.

The Council will be composed of one (1) employeeresentative from each
bargaining unit, a Union Area Representative, gmdouan equivalent number of
University representatives. The University and threon will be responsible for
the selection of their own representatives. Theiddamay designate individuals
to serve as alternates as necessary.

A University representative, with the authottityact on behalf of the University,
will chair the meeting.

The Union and the University may designate gpate resource person(s) who
may be in attendance at meetings to act as ads)sor(

Council meetings will be conducted four (4) tsnger year and will be convened
within twenty-one (21) days after the request islenaAdditional meetings may
be scheduled upon mutual agreement of the Partidst less than seven (7)
working days prior to convening a council meetindpe Union’'s Area
Representative and the University’s Labor RelatiOffscer shall mutually agree
to the following items:

1. The date, time, and location of the council nmggt
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2. The agenda items, which will consist of itemet thre of group rather than
individual concern shall be distributed to atteredeé least five (5)days
prior to the council meeting; and

3. The attendees.

The University will be responsible for takingttibuting summary minutes for
each meeting. Minutes will be reviewed, correctetl aapproved by the
committee prior to the University distributing tfieal minutes. Copies of the
minutes will be posted on the HRS labor relatiombsite.

The University’s Labor Relations Officer will tiky the supervisors of the
employee representatives and resource person@ieg the release, date, time,
and location of the meeting.

Employees shall be provided paid release timgevitn attendance at the council
provided that the meeting occurs within the empddyeegularly scheduled shift.
For purposes of calculating overtime, attendancethat meetings shall be
considered time worked. Travel expenses for eng@doyepresentatives and
Union-requested resource persons will be bornehleyUnion. However, the
meeting will be held at a location nearest to thejomity of employee

representatives identified to attend the meeting.

If the Parties determine a clarification regaglithe administration and/or
interpretation of this Agreement is necessary,Rhdies may jointly develop and
issue a Memorandum of Understanding (MOU).

10.3  AVAILABILITY OF PARTIES

A.

At the individual bargaining unit level, the Unigdély or the Union may request to
meet concerning the administration and/or the pmetation of this Agreement.

1. If the Union requests to meet with the Universgaid request shall be
submitted to the University’s Labor Relations Oéfic

2. If the University requests to meet with the Unicaid request shall be
submitted to the Union’s Area Representative.

The request to meet shall:

1. Be in writing;

2. Identify the specific purpose and the agenda itdarsthe requested
meeting;

3. Identify the proposed attendees; and

4, Propose a date and time for the meeting.
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Within seven (7) working days prior to convenagneeting, the Union’s Area
Representative and the University’ Labor Relati@fficer shall mutually agree
to the following items:

1. The date, time, and location of the meeting;

2. The agenda items, which shall be distributedttendees at least three (3)
working days prior to the meeting; and

3. The attendees.

Employees shall be provided paid release timgewh attendance at the meeting
provided that the meeting occurs within the empddyeegularly scheduled shift.
For purposes of calculating overtime, attendancethat meetings shall be
considered time worked. Travel expenses for eya@orepresentatives and
Union-requested resource persons will be bornehleyUnion. However, the
meeting will be held at a location nearest to thejamty of employee

representatives identified to attend the meeting.

Such meetings shall be chaired by the Universitglsor Relations Officer or
his/her designee.

If the Parties determine a clarification regardittge administration and/or
interpretation of this Agreement is necessary, Raeties will jointly develop a
proposed Memorandum of Understanding (MOU) that &l forwarded to the
Union/Management Council for consideration and heft@ation.
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ARTICLE 11
GRIEVANCE AND ARBITRATION

The Union and the University encourage problem lmem between employees and
management and are committed to settling dispwtesoan as possible. If a solution is not
reached in an informal manner, this Article progide orderly process for resolving disputes.
The parties individually and collectively recognittesir ability to pursue enforcement of this
Agreement through the grievance and arbitratiorcgss. A grievant will be defined as the
Union, an employee, and/or a group of employeegi@l a grievance.

11.1 GRIEVANCE DEFINITION

A grievance, within the meaning of this Agreemastdefined as a specific violation,
misapplication or misinterpretation of the terms tbfs Agreement or State/Federal

law(s).

The grievance must clearly state the affegiolation(s), misapplication(s) or

misinterpretation(s); identify the applicable Alés) or the Law(s); document the date,
time, and the information upon which the grievarscbased; the requested remedy; and
be signed by the grievant. The nature of a grieegresented at Step One shall not be
changed thereafter. Any grievance that does nopbpwith the terms and conditions of
this Article shall not be considered a valid grieve.

The following shall not be grievable:

1. the “Preamble”,

2. the “Definitions”, and

3 all other areas of this Agreement specifically tifesd as not being
grievable

11.2 EMPLOYEE GRIEVANCE RIGHTS/UNION REPRESENTATION

A.

Any employee or groups of employees covered uriderAgreement who
believes he/she has been aggrieved may seeklygliding a grievance. In the
presentation of grievances, the grievant(s) sheaidfe from restraint,
interference, discrimination, or reprisal. Griegas may be filed by the Union on
behalf of an employee or a group of employeeshdfUnion does so, it will
identify the employee(s) by name.

An employee filing a grievance may request Unigresentation at each and
every step of this procedure. Union representatitil be limited to no more than
one (1) designated WFSE Union Steward/Chief Stewaddor the WFSE Union
Area Representative who shall serve as the exéwsid sole representative of
employees covered under this Agreement. The urabikiy of an Area
Representative shall not be cause for delayingtiewance meeting, unless
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mutually agreed to by the University.

Any University-convened grievance hearing requiting grievant’s presence will
be considered time worked for the grievant. Pigoa University-convened
grievance hearing, the grievant will be providedahirty (30) minutes
including travel time, which will be considered gmvorked, to consult with
his/her official union representative provided dagdring occurs during the
grievant’s regular scheduled shift.

Attendance at a University-convened grievance hgawiill be considered time
worked for the official union representative. Ptio a University-convened
hearing, the official union representative will fp@vided up to thirty (30)
minutes including travel time, which will be consrdd time worked, to consult
with a grievant.

11.3 GRIEVANCE TIMEFRAMES

11.4

A.

At any time during any step of this process, eifP@rty may request an extension
within the timeframes allowed as identified in $&ctl1.12 below. Such
extensions must be requested within the desigriatedrames and must be
mutually agreed to in writing in order to be grahte

Failure by the Union to follow the steps as defibetbw or meet the below time
restrictions or failure to request and be granteéxension of time limits will be
considered as a withdrawal of the grievance.

Should the University fail to meet its time redinas as defined in 11.12 or fail
to request and be granted an extension, the Unaynetect to proceed to the next
grievance Step.

For the purposes of this Article, “days” shall meztendar days, excluding any
day observed as a Holiday pursuant to the UniwessiHoliday schedule.

For purposes of calculating time restrictions, tla immediately following the
day a grievance is received or the day immedidilpwing the day a written
grievance response is received shall be considéredirst day. If a written
grievance response is sent via certified malil,fits¢ day shall be considered the
day following the date postmarked on the certifiettail receipt.

GRIEVANCE FILES

All documents, communications and records dealiit ¥he processing of a grievance
will be maintained in accordance with Universitgaed retention schedules and will be
filed separately from the personnel file of theegant.
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11.5

11.6

11.7

11.8

11.9

11.10

ELECTRONIC /RECORDING DEVICES

Unless mutually agreed to, no audio/video recordimgmonitoring devices, cellular
phones, or two-way radios shall be used duringvgriee meetings.

RESOLUTION

If the University provides the requested remedyaanutually agreed-upon alternative,
the grievance will be considered resolved and natybe moved to the next step. The
resolution will be documented in writing.

RESUBMISSION

If resolved or withdrawn, a grievance cannot bellbestted.

WITHDRAWAL

A grievance may be withdrawn at any time.
CONSOLIDATION

Upon mutual agreement, the parties may consoligaéyances arising out of the same
set of facts.

BYPASS

Except as otherwise provided herein, any of thpssie this procedure may be bypassed
with mutual written consent of the parties invohadhe time the bypass is sought.

A. For grievances regarding corrective actions ideatiin Article 6.5(A) Corrective
Action and Discipline, the grievance procedure eatisStep 3, Administrator.

B. For grievances regarding disciplinary actions idiet in Article 6.5(B)
Corrective Action and Discipline, the grievance qadure will begin at Step 3,
Administrator.

C. Expedited arbitration may be entered into at amgtupon mutual written consent
of the parties. Except for the following, expeditarbitration shall follow the
same process as outlined in Step 5, Arbitration:

1. No briefs will be filed or transcripts made;

2. The hearing will be completed within one (1) daygda

3. The arbitrator shall issue a decision immediatghpru concluding the
hearing.
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11.11 PROBATIONARY EMPLOYEES

Probationary employees shall not have the rightfit® a grievance pertaining to
disciplinary actions and/or termination of employre

11.12 BvPLOYEE GRIEVANCE PROCEDURES

Step One Labor Relations OfficerThe Union shall submit two (2) copies of a
written grievance to the University’s Labor RelagoOfficer or his/her
designee within the first thirty (30) days of thatel of the grievable
incident or of the date the grievant or the SteWwahief Steward became
aware of or should have reasonably become awaréhefgrievable
incident. Upon the receipt of the written grievanthe Labor Relations
Officer or his/her designee shall sign and datehbobpies of the
grievance. The Union shall retain one (1) copy.he Tresponsible
individual shall meet with the grievant and the dnrepresentative within
ten (10) days subsequent to the grievance beingviest by the Labor
Relations Officer. Within ten (10) days of meetiwwgh the grievant, the
responsible individual shall provide a written resge to the Union. The
responsible individual’'s written response shall marize the nature of the
grievance and provide a decision regarding the/gniee.

Step Two Appointing Authority: Should the Step 1 response be unacceptable, the
Union shall have ten (10) days to move the writtgievance to the
responsible individual's Appointing Authority. Wiin ten (10) days of
the Appointing Authority receiving the Step 2 waitt grievance, the
Appointing Authority shall meet with the grievannhd their Union
representative. After meeting with the grievahg Appointing Authority
shall have ten (10) days to respond in writing b tUnion. The
Appointing Authority’s written response shall sunmina the nature of the
grievance, provide a decision regarding the griegaand shall document
the date of the receipt of the Step 2 grievance.

Step Three _Administrator:Should the Step 2 response be unacceptable, riwn U
shall have ten (10) days to move the written gmeeato the Vice
President of Business and Finance or his/her designVithin ten (10)
days of the administrator receiving the grievaribe, administrator shall
meet with the grievant and their Union represengatiAfter meeting with
the grievant, the administrator shall have ten (d8ys to respond in
writing to the Union. The administrator's writteresponse shall
summarize the nature of the grievance, provideasa® regarding the
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Step Four

Step Five

grievance, and shall document the date of the pecgli the Step 3
grievance.

Mediation:Should the Step 3 response be unacceptable, ritta Uhay
submit a written request to the Public EmploymeealaRons Commission
(PERC) for mediation. The written request for natidn shall be
postmarked within ten (10) days of receipt of thepS3 written response.
A copy of the written request for mediation shddloabe provided to the
University’s labor relations officer. If the PERKIediator declares an
impasse, the Union may request arbitration.

Arbitration: Should the Step 3 response be unacceptabletioe PERC
Mediator declares impasse, the Union may requésiraion. A written
request for arbitration shall be provided to thavdrsity’s labor relations
officer within ten (10) days of receipt of the St@pwritten response or
within ten (10) days of receiving the Mediator’s itten statement
declaring impasse. Within ten (10) days of the vdrsity’'s Labor
Relations Officer receiving the written request farbitration, the
American Arbitration Association shall be requestedsubmit a list of
seven (7) arbitrators (Washington or Oregon onlggmf which an
arbitrator shall be selected by alternately stgkone (1) name from the
list until only one (1) name remains. The grieviPgrty shall be the first
to strike a name. The decision of the arbitrat@llsbe final and binding.
The arbitrator shall confine himself/herself to tipeecise issue(s)
addressed on the grievance form and submitted fbitraion. The
arbitrator shall have no authority to determine atiyer issue(s) not so
submitted nor shall the arbitrator have any autijdo add to, subtract
from, or modify any provisions of this Agreementherl arbitrator’s
decision shall be final and binding upon the grigyghe Union, and the
University. The arbitrator’'s decision shall be imituag and provided to
the University and the Union.

The total cost and expense of the arbitrator dbalborne by the non-
prevailing Party. Irrespective of the arbitratadscision, each Party shall
bear its own costs and expenses of preparing as&pting their own case
including all legal/attorney fees.

Except as directed by an arbitrator, the grievantfge grievant’s union
representative(s), and their witness(es) shalbegpaid by the University
for preparation for, travel to or from, or partiatppn in arbitration
hearings, but may use leave for such activities.
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The cost (if any) of the arbitration hearing roomals be shared equally by
the parties.

If the arbitration hearing is postponed or cancebg one Party, that Party
shall bear any and all costs of the postponemecamcellation. The costs
of any mutually agreed to postponements or cartaeila shall be shared
equally by the Parties.

Pursuit of a grievance/claim before the Equal Emplent Opportunity
Commission, the Human Rights Commission, or in dicjal or other
forum constitutes a waiver of the right to pursie $ame grievance/claim
through arbitration under this Article.

Either Party may request the presence of a copdrter at the arbitration

whose expenses shall be borne by the Party makengejuest unless both
parties request a transcript, in which case themrsgs of the reporter shall
be shared equally.
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ARTICLE 12
EMPLOYMENT OF RELATIVES AND FAMILY MEMBERS

Employment of Relatives and family members willlbanaged in accordance with BPPM 60.14
Nepotism. BPPM 60.14 is an appendix to this Agregme
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ARTICLE 13
COPIES OF THE AGREEMENT

Upon final ratification and approval of this Agreemt by both Parties, the Union
will provide sufficient copies for the Universitydistribution of the Agreement to
all current employees, and furnish sufficient ced@ the University to provide
to all new employees.

The University will post the Agreement on the HR&bsite.
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ARTICLE 14
TERM OF AGREEMENT

This Agreement will be effective July 1, 2009 anidl remain in effect through
June 30, 2011. If this Agreement expires whileatiagjons between the Parties
are underway for a successor agreement, the terthsaomditions of this
Agreement will remain in effect until the effectidate of a successor agreement,
or June 30, 2012, whichever is earlier. Thereafiter University may unilaterally
implement according to law.

For the negotiations of the 2011 — 2013 CollecBargaining Agreement, the
University will provide a pool of up to four hundreseventy-four and Y2 (474-1/2)
hours of paid release time for allocation amonghéen Table Team members.
The allocation of said four hundred seventy-foud & (474-1/2) hours among
the Table Team members shall be determined by thenU
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SIGNATURES

Executed on this day of %M(’ﬁf/ ,07/,@? for and on behalf of:

Date

[ » .

Elson S. Floyd, Ph.D., President Desiree Dessedaior Field
Washington State University Representative
Washington Federation of State Employees

Approved as to form this date:

f/« s B I g, e
AT T T
Assistant Attorney General

State of Washington
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SIGNATURES

Executed on this day of Wf\:i)& (e / 4 1009 for and on behalf of:
Date
AL e
Byj L, By —
Elson S. Floyd, Ph.D., President ~ Desiree Desselle, Senior Field
Washington State University Representative

Washington Federation of State Employees ‘€S

Approved as to form this date:

;Qi_f}ﬁf%/ww ffg s fg}& ihe, »ﬁf’f@ bt %f’a %’« j f;&w/
Assistant Attorney General
State of Washington
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APPENDIX A
BARGAINING UNIT 13TEMPORARY UPGRADE

When a lead worker is absent from the workplaceftull shift or more, a bargaining unit

employee may be assigned to perform the dutielseohigher classification as determined by the
supervisor or manager.

When a lead is absent, management will determiadérgaining unit employee will be
assigned to perform the duties of the lead at dgniming of the absence. For the purpose of this
practice, “absent” shall mean absence from worknguwhich the lead is on paid or unpaid

leave status with the University.

The employee will be paid for the duration of hisher assignment at the starting step of the
new salary range or the step which provides a minmof a two step increase, whichever is
higher not to exceed the highest step of the neyea
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APPENDIX B

Washington State University
BUSINESS POLICIES AND PROCEDURES MANUAL

PERSONNEL

60.14

REV 1-02

Center for Human Rights
335-8288

Human Resource Services
335-4521

NEPOTISM

POLICY

Discrimination against an employee or an applitetause of marital status or any other
relationship with another employee is not allowatEU's objective is to employ qualified
persons in all employment positions.

Exceptions
The following exceptions to the policy apply:
Faculty

No faculty member, department chair, dean, or caldeministrative officer shall vote,
make recommendations, or in any other way partieipathe decision of any matter
which may directly affect the appointment, tenym@motion, salary, or any other status
or interest of such person's parent, child, spads@estic partner, sibling, in-law, or
close relative. (Faculty Manual)

Administrative/Professional, Classified Staff

No administrative/professional or classified stafiployee shall supervise, vote, make
recommendations, or in any other way participathédecision of any matter that may
directly affect the appointment, tenure, promotisaiary, or other status or interest of
such employee's parent, child, spouse, partndmg,iln-law, or close relative.
(Administrative and Professional Personnel Handb@#ssified Staff Handbook)
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Definition: The term "partner" includes an indivadisharing the employee's residence
who has reciprocal duties to and does provide @irusupport for one another.

Other Employees

The administrative/professional and classifiedfsa€eptions and regulations apply to
temporary and any other WSU employment.

Responsibilities
Supervisor

Each supervisor is responsible for reporting violad of this policy to his or her
appointing authority.

Employee

Upon hire, an employee is responsible for discpsiny domestic partner relationship
with anyone in his or her supervisory chain.

REGULATIONS
Faculty

Qualified members of the same family (parent, ¢hsftbuse, domestic partner, sibling,
in-law, or close relative) may be employed in thene department or other comparable
administrative unit. However, faculty members nmeshove themselves from
participating in any decisions affecting family misens.

Administrative/Professional, Classified Staff, @dther Employees

Qualified members of the same family (parent, grsftbuse, partner, sibling, in-law, or
close relative) may be employed in the same degattor other comparable
administrative unit except in the following situais:

When one member of a family is responsible for mgklecisions in personnel
matters involving the appointment, retention, daigaof another member of the
same family.

When one member of a family is responsible for suipmg, evaluating, or
auditing the work of another member of the samalfam

When other circumstances exist which place memifdaisee same family in

situations of actual conflict between the interedtdhe University and the
interests of the family members.
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AUTHORIZATION FOR A/P, CLASSIFIED STAFF, AND OTHERMPLOYEES

An appointing authority may request an exceptiomuting employment of family members in
superior/subordinate relationships.

The appointing authority prepares a memorandumetkaiins why the appointment is in the
best interests of the program. The appointing aittheubmits the memorandum to the
appropriate vice president.

If approved by the vice president, the memorandiigmed approvals, and the appointing
Personnel Action form are submitted to Human Reso&ervices.

ADDITIONAL INFORMATION

For additional information, contact the Centertuman Rights, French 225, mail code 1022,
telephone 335-8288.

PURCHASING

See70.15for a discussion of conflict of interest regardmgchasing from family members.
(RCW 42.52)
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APPENDIX C —BARGAINING UNIT #1
WESTERN WASHINGTON AND WENATCHEE TFREC RESEARCH & EXTENSION UNITS

Bargaining Unit 1 at Washington State Universitysists of all classified staff employees of the
Washington State University College of Agricultyrdlman and Natural Resource Sciences
employed in research and extension activities weite Cascade Mountains. Excluded from the
unit are confidential employees, internal auditeraployees in other bargaining units and
employees historically excluded from the unit bgieas of the Washington Personnel Resources
Board (WPRB) or its predecessors.

EXCEPTIONS to the “west of the Cascade Mountains” definitinolude the Maintenance
Mechanic 1, Maintenance Mechanic 2 and AutomotiexMnic positions at the Wenatchee
Tree Fruit Research and Extension Center. No ¢tibeclasses at the Wenatchee TFREC are
included in the bargaining unit

Classification Title Job Class Salary Range
Administrative Assistant 3 2045 39
Administrative Assistant 4 2046 46
Agricultural Research Technologist 1 4504 35
Agricultural Research Technologist 2 4505 40
Agricultural Research Technologist 3 4506 45
Automotive Mechanic 5397 42G
Construction and Maintenance Project Specialist 2465 51G
Custodian 1 5020 26
Custodian 2 5232 28
Farmer 2 4520 33
Fiscal Specialist 1 2036 39
Fiscal Technician 3 3055 35
Fiscal Technician Lead 3052 36
Grant and Contract Specialist 2066 44
Graphic Designer 3514 41
Grounds & Nursery Services Specialist 3 5130 3 3
Information Technology Specialist 2 2406 54
Information Technology Technician 2 2402 42
Instruction & Classroom Support Technician 1 4508 39
Instruction & Classroom Support Technician 2 4510 44
Maintenance Mechanic 2 5243 46G
Maintenance Mechanic 3 5227 49G
Office Assistant 2 2221 28
Office Assistant 3 2222 31
Plant Technician 2 4516 37
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Program Assistant
Program Coordinator
Research Technologist 1
Research Technologist 2
Secretary Senior
Security Guard 1
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APPENDIX D —BARGAINING UNIT #2- SUPERVISORS

Bargaining Unit 2 at Washington State Universitpsists of all supervisory civil service staff
employees of the Washington State University eng@gservice work, excluding confidential
employees, internal auditors, employees in othegdaing units and employees historically
excluded from the unit by orders of the Washing®@nsonnel Resources Board or its
predecessors.

Classification Title Job Class Salary Range
Custodian 3 5023 32
Food Service Supervisor 2 4021 39
Grounds & Nursery Services Specialist 5 5115 1 4
Stockroom Supervisor 5760 34
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APPENDIX E —BARGAINING UNIT #12

Bargaining Unit 12 at Washington State Universiipsists of all full-time and regular part-time
classified staff in Washington State University DnServices, excluding supervisors,
confidential employees and all other employees.

Classification Title Job Class Salary Range
Baker 2 4031 38
Cook 2 4026 34
Dietician 1 6005 46
Food Service Worker 4050 25
Food Service Worker Lead 4046 29
Office Assistant Lead 2223 33
Office Support Supervisor 1 2215 36
Retail Clerk Lead 3222 34
Secretary Senior 2244 33
Snack Bar Lead 4040 30
Stockroom Attendant 2 5766 29
Truck Driver 1 5726 34G
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APPENDIX F —BARGAINING UNIT #13

Bargaining Unit 13 at Washington State Universiipsists of all full-time and regular part-time
nonsupervisory employees in the Construction SesviMaintenance and Utilities divisions
within the Facilities Operations Department of Wiagton State University, excluding
supervisors, confidential employees and all otinepleyees.

Classification Title Job Class Salary Range
Carpenter 5330 42G
Construction Project Coordinator 2 4621 59
Control Technician 5335 46G
Control Technician Lead 5336 49G
Electrician 5340 46G
Electrician — High Voltage 5337 48G
Electrician Lead 5342 49G
Electrician Lead — High Voltage 5344 51G
Electronics Technician 1 4740 37G
Electronics Technician 3 4742 47G
Electronics Technician 4 4748 49G
Environmental Health & Safety Technologist 4753 42
Facilities Operations Maintenance Specialist 1522 48G
Floorlayer 5347 42G
Floorlayer Lead 5351 45G
Insulation Worker 5360 46G
Insulation Worker Lead 5361 49G
Locksmith 5375 42G
Maintenance Mechanic 2 5243 46G
Maintenance Mechanic 3 5227 49G
Painter 5410 42G
Painter Lead 5411 45G
Plant Communications Coordinator 5213 48
Plumber/Pipefitter/Steamfitter 5425 46G
Plumber/Pipefitter/Steamfitter Lead 5426 49G
Program Coordinator 2256 37
Refrigeration Mechanic 5440 46G
Refrigeration Mechanic Lead 5441 49G
Roofer 5450 42G
Sheet Metal Mechanic 5455 46G
Sheet Metal Mechanic Lead 5456 49G
Sign Painter 5460 42G
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APPENDIX G —BARGAINING UNIT #15

Bargaining Unit 15 at Washington State Universiipsists of all full-time and regular part-time
nonsupervisory employees in the Instrument andtileics Shops in the Technical Services
Division of the College of Sciences of the WashamgBtate University, excluding supervisors,
confidential employees and all other employees

Classification Title Job Class Salary Range

Engineering Technician 3 4747 53
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M EMORANDUM OF UNDERSTANDING (MOU)

Between

The Washington Federation of State Employees (Jraod Washington State University

1)

(University)

Relating to the 2009 — 2011 Collective Bargainirgyéement

The purpose of this MOU is to clarify and resolwy and all matters relating to any
outstanding issues concerning the parties 2009-2alléctive Bargaining Agreement
(CBA).

It is the mutual understanding of the parties thatcompensation adjustments described
in the CBA were a fair and full settlement of tltmeomic terms of the Agreement at the
time that tentative agreement was reached. How#weparties recognize that the
compensation adjustments in the CBA, listed bekne,not funded, and will not be
implemented based upon a December 2008 findingd¥irector of the Office of
Financial Management (OFM) that such terms areeoohomically feasible. The parties
agree they may re-open negotiations on compensadipistments dependent upon
economic feasibility. Indicators of economic fedgypwill be: the Director determines
implementation of such adjustments is economidatgible and the legislature
appropriates funding in accordance with applicéddle if a State initiative or referendum
is submitted to the voters and is passed that fspaty provides funding for general
salary increases for higher education employeefieoniversity provides across the
board salary increases to Civil Service and/or Aastrative Professional employees. If
tentative agreement is achieved, the Universitysubmit a request to OFM for a
finding of financial feasibility and, if such a fimg is made, for approval and funding by
the Governor and Legislature when necessary. Ngtiithis MOU obligates either
party to agree to any proposal.

The compensation adjustments requested but noetLace:

a. 2% salary increase effective September 1, 2009¢(Ar®.1 Compensation)

b. 2% salary increase effective September 1, 201001ar®.1 Compensation)

c. July 1, 2009 salary survey increase for classificest more than 25% behind
(Article 9.1 Compensation)

d. Additional annual leave accrual at year 17 (Art&l2.A Annual Leave)

e. Shift differential increase effective July 1, 20@9ticle 9.3.A.1)

2) All tentative agreements (TA'’s) previously egd to by the parties during bargaining

prior to October 1, 2008 for the 2009-11 CBA wil Accepted unchanged; except for
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3)

4)

5)

those articles specifically referenced in this M@l those TA’s agreed to during the
bargaining initiated on April 10, 2009. The listadicles are attached hereto and
incorporated herein by reference.

The parties agree and acknowledge that heafthcontribution rates will be negotiated
and agreed to by State and the super coalitionR3&% 41.80 and therefore this MOU
does not resolve or address health care contribudites for the 2009-2011 biennium.
The parties agree that whatever agreement is mégdtbetween the State and the super
coalition for 2009-11 shall be incorporated inte tBBA between the University and the
Union.

Article 6.3 Layoff and Recall:

An employee will be allowed to exercise their firgiht of refusal provisions in Article
6.3.J.2 for one (1) offered permanent positiontheevent of such refusal the
employee’s name will remain on the layoff list #®argaining Unit positions only for the
remainder of the two (2) year period following #féective date the employee was
originally laid off. An employee will then be alled to exercise a first right of refusal
for one (1) offered permanent Bargaining Unit gosit Such refusal will result in the
employee’s name being removed from the layoff list.

This MOU is only applicable to the 2009-201dn@act period. Once agreed upon, any
changes to the terms of the contract will be inocaped into the 2009-2011 CBA. The
Table of Contents, Index, and Appendices will bpisteéd accordingly.

P 7 13 — ‘”““M’_ >
Gt Wt P
Richard A. Heath Desiree Desselle
WSU WESE
Date: g/;;f};”? Date: J/»///,- ) (%
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