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PREAMBLE

This constitutes an agreement between the Boaiegknts of Washington State University,
hereinafter referred to as the EMPLOYER, and theshfggton State University Police Guild,
hereinafter referred to as the GUILD.

The provisions of this agreement apply to thosesii@d staff and employees employed at
Washington State University in Bargaining Unit 4 set forth in Article 3.1. The Guild is

recognized as the exclusive representative fathale employees working in job classifications
listed in Article 3.1. The parties agree that it Heen and will be in their mutual interest and
purpose to promote systematic and effective emploganagement cooperation; to promote fair
and reasonable working conditions; to promote &ffecmethods for prompt adjustment of
differences; to promote efficiency and economyhs University’s operations; and to provide
meaningful collective negotiations of matters sabje collective bargaining under RCW 41.80.



DEFINITIONS

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

Agreement- This collective bargaining agreement betweer@higd and the University
BPPM- Business Policies and Procedures Manual
Day(s)— Unless otherwise specified in this Agreemeny(slashall be calendar day(s)

Domestic partne+ A person who is neither married nor related lopt to the employee, is the
employee’s sole domestic partner, lives togethéh wie employee in the same residence and
intends to do so indefinitely, and is responsibliehvithe employee for the other’'s welfare as
defined in WAC 182-12-260(2) or (3).

Employee- An individual employed by the University workinga job classification covered by
this Agreement

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

Full-time Employees- Employees who are scheduled to work forty (48)rk per

Guild — WSU Police Guild

Guild representative and Member of the Police Guild Bargaining Unit

PERC- Public Employment Relations Commission
RCW — Revised Code of Washington

Seniority — Continuous, unbroken service within the poli@paitment at Washington State
University, starting with the most recent date ioéh

University— Washington State University

WAC — Washington Administrative Code



ARTICLE 1—SCOPE AND INTERPRETATION

Entire Agreement

The Agreement expressed herein in writing congti#ube entire agreement between the
parties and no oral statement shall add to or seperany of its provisions.

A. Except as provided in the Savings Clause, the Eyapland the Guild for the
duration of the Agreement each voluntarily and ahifjedly agrees to waive its
right to oblige the other party to engage in cdilex bargaining with respect to
any subject whether or not it is specifically reder to or covered in this
Agreement.

B. This Agreement preempts all rules, and subjectsesddd in whole or in part by
rules adopted or administered by the Washingtote &iapartment of Personnel.

C. University Policy and Regulation
Unless superseded by a specific provision of tlgee@ment, the University’'s
Policies, Rules, Regulations, and Procedures, rasrdly written or as amended,
will apply to all employees.

Management Rights

The Guild recognizes the prerogative and respditgiloif the Employer to operate and
manage its affairs in all respects in accordanch ws lawful authority. Except as
expressly modified or restricted by a specific gsmn of this Agreement or of a statute,
all statutory and inherent managerial rights, pgatives, and functions are retained and
vested exclusively in the Employer which, in aduhtito all powers, duties and rights
established by constitutional provision, statutesute will include but not be limited to,
the right to:

A. Determine the Employer’s functions, programs, oizgtional structure and use
of technology;

B. Determine the Employer’s budget and size of itskfayce and the financial basis
for layoffs;

Direct and supervise employees;

Take all necessary actions to carry out the missiothe Employer and of the
State during emergencies;

E. Determine the Employer’s mission and strategic @lan

F. Develop, enforce, modify or terminate any policypqgedure, manual or work
method associated with the operations of the Engpjoy

G. Determine or consolidate the location of operatiafices, work sites, including
permanently or temporarily moving operations in \ehar part to other locations;



1.3

1.4
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H. Establish or modify the workweek, daily work shiigurs of work and days off;

l. Establish work performance standards, which inclixg are not limited to, the
priority, quality and quantity of work;

J. Establish, allocate, reallocate or abolish pos#joend determine the skills and
abilities necessary to perform the duties of sunsitipns;

K. Select, hire, assign, reassign, evaluate, retaiomate, demote, transfer, and
temporarily or permanently lay off employees;

L. Determine, prioritize and assign work to be perfedm

M. Determine the need for and the method of schedudisgigning, authorizing and
approving overtime;

N. Determine training needs, methods of training an@leyees to be trained,;

O. Determine the reasons for and methods by which @yepk will be laid-off; and

P. Suspend, demote, reduce pay, discharge, and/oota&edisciplinary actions.

Revenue/Appropriations

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

No Strike

On behalf of employees in the bargaining unit, Gweld and employees agree that they
will not participate in, cause, instigate, suppartcondone any work stoppage, strike,
slowdown or other inference with the normal operatf the Employer.

Savings Clause

A.

To the extent that provisions in the Agreememstia conflict with applicable law,
the law shall prevail. Should any article, sectosrportion of the Agreement be
held unlawful or invalid by a court or held to lmedonflict with applicable law by
a court of competent jurisdiction, such decisioallsapply only to the specific
section, article or portion thereof. The remainpagts or provisions shall remain
in full force and effect. The parties agree to rniege immediately and substitute
for the invalidated article, section or portion rina.

If any Police Department policies or procedui@® in conflict with this
Agreement, the Agreement shall prevail. CopiesDepartment Policies and
Procedures shall be made available to Officers.



2.1

2.2

ARTICLE 2—NON-DISCRIMINATION

Non-Discrimination Policy - State-Federal Lalivis agreed by the Employer and the

Guild that the Employer and the Guild are legaltyigated to insure non-discrimination
in all terms and conditions of employment; and witbvide equality of opportunity,
consideration and treatment for all employees.

Non-Discrimination Policy - Guild MembershipNeither the Employer nor the Guild

shall interfere with the rights of employees codet®/ this agreement to become or
refrain from becoming members of the Guild, andheishall discriminate against any
such employees because of membership or non-memyeia any employee
organization. This section is not meant to dinfinsnployees’ rights to petition for an
agency shop in accordance with PERC rules andaBgns.



3.1

3.2

Safety

ARTICLE 3—EMPLOYEE RIGHTS AND RESPONSIBILITIES

The Guild and the Employer agree that no employeelld work, or be directed
to work, in a manner or condition that does noteast comply with minimum

accepted safety practices or standards as estdblishthe Washington Industrial
Safety and Health Act.

When an employee has reason to believe that arffeuwsaking condition exists,
the employee shall immediately report the conditmthe Supervisor.

Attendance at the Public Safety Division Safety @Guottee meeting shall be in
compliance with the University safety rules butlsimano case result in overtime.

No member of the bargaining unit shall work in esccef twelve (12) hours per
day unless it is an emergency situation as deteuniry the Police Chief or other
command personnel agreed upon by both parties.

The Employer will comply with the University Blodgbrne Pathogen Program as
administered by Environmental Health and Safetiie Employer agrees that its
program shall, at a minimum, meet standards s&tate and Federal laws, and/or
administrative codes.

It is understood that safety will be considered milieveloping departmental
policies and procedures.

Off-Duty Employment

A.

Law enforcement is a career that requires partitgpto devote their full energies
to the work and lifestyle that is found therein. hM¢ economic or diversified
interests may compel other activities for pay goexience, it is expected that the
overriding loyalty of each employee will remain lithe Washington State
University Police Department. So that each emmoige aware of what the
Department perceives as proper perspective fotimgl@areer endeavors to off-
duty work or related activities, the following gelthes have been established.

The Employer will not interfere with the employees the bargaining unit
obtaining off-duty employment or performing voluateservices providing such
employment/services shall not:

1. Interfere with the employee’s work performance,;
2 Extend or place the University’s liability in jeaply;
3. Be a violation of the Washington State Ethics Law;
4

Involve use of University equipment or the officlMSU police uniform;
or



C.

5. Creates a potential conflict of interest with dépemt operations.

If an off-duty employment situation is held by amiger of this bargaining unit
and later found to violate any provision stated4n2 above, the employee will be
required to terminate such employment/service.

Employees directed to report for work will do sayaedless of their off duty
employment situation.

Employees shall notify the Chief of any outside @yment.

3.3  Off-Campus Break Facilities

A.
B.

C.

Lunch and breaks may be taken anywhere within thien@n city limits.

Officers can purchase food only at those commereshblishments whose
primary business is the preparation and or the shl®od; meals at taverns,
cocktail lounges, bars, or their functional equevas are prohibited.

Off campus lunch breaks are subject to the approivéhe officer's supervisor,
and dispatch is to be notified prior to taking lxeaff campus.

3.4  Liability Protection

A.

Employees in the bargaining unit are covered byptiogisions of the State’s Tort
Claims Act (Chapter 4.92 RCW). Pursuant to thet Taims Act, the State
provides legal defense for any employee againstnwhoclaim for damages is
made which arises out of the employee’s good fagttiormance of his or her job
duties. The final determination of whether an esgpé meets the criteria for
providing defense rests with the Attorney Gener@fice and the WSU Board of
Regents. Any and every judgment obtained in caseshich the Attorney

General’s Office defends the employee is paid f&tate funds.



4.1

4.2

ARTICLE 4—GUILD RIGHTS AND RESPONSIBILITIES

Membership

The Employer will inform all new employees hiredara position within the bargaining
unit of the Guild’s exclusive recognition and shaltnish a copy of the agreement (the
cost of which shall be shared equally between thapleyer and the Guild).
Classifications in the bargaining unit are:

Job Class Title

Campus Police Sergeant
Campus Police Corporal
Campus Police Officer

A. When the University hires or promotes an employe® ia classification
represented by the Guild, the University will nptthe employee of his or her
obligation under an agency shop.

B. Employees who choose not to become Guild membess pay to the Guild, no
later than the 30 day following the beginning of employment, an ageshop
fee equal to the amount required to be a membgoad standing of the Guild.

C. An employee who does not join the Guild based amalitde religious tenets, or
teachings of a church or religious body of whickyttare members, will make
payments to the Guild that are equal to its menhigerdues, less monthly Guild
insurance premiums, if any. These payments willsed for purposes within the
program of the Guild that are in harmony with tinepéoyee’s conscience. Such
employees will not be members of the Guild, but argitled to all of the
representational rights of union members.

D. The Guild will establish a procedure that any emeéowho makes a request may
pay a representation fee equal to a pro rata sbhreollective bargaining
expenses, rather than the full membership fee.

E. The University will notify new employees of the afeo provisions. If an
employee fails to meet these conditions, the Guiltinotify the University and
inform the employee that his or her employment imaylischarged.

F. The Guild will indemnify and hold the University imaless from any claim or
action brought against the University, including afficers, employees, or agents
as a result of compliance by the University with trms of Article 3.2 A-E, and
shall pay all costs, including reasonable attorfe®g, judgments, settlements, or
penalties awarded against or incurred by the Unityer

Checkoff During the term of this Agreement, the Employkalsdeduct current Guild
dues from the pay of each member of the Guild upuertten authorization.
Authorization forms will be provided by the GuildVhen filed with the Employer, the
authorization form will be honored in accordancéhwis terms. In order to cancel the



payroll deduction, the employee shall file writtestice with the Employer and the Guild
thirty (30) days prior to the effective date of thancellation. Deductions will be
transmitted monthly to the Guild electronically lmy check payable to its order. Upon
electronic deposit or issuance and transmissioa dieck to the Guild, the Employer’s
responsibility shall cease. The Guild agrees wvide 30 days written notice of any
changes in dues. The Employer shall be held haslg the Guild with respect to any
actions it may take to comply with this sectiond @he Guild shall indemnify and defend
the Employer from any claims arising there from.

4.3 Roster Upon effective date of this Agreement, the Emplowill supply to the Guild a
roster of employees in the bargaining unit. The igll include names and job
classifications. The Employer will provide a lst new hires upon the request of the
Guild, but such requests shall be made no moredhae a month.

4.4  Bulletin Board The Employer agrees to provide a three-foot ly-foot bulletin board
in the Police Department Building for use by thelGu

45 Guild Business

A. One duly authorized Guild Representative may ppdte in the grievance
processas outlined in Article 1#vithout loss of pay if the grievance process
occurs during that Representative’s normal workingrs. In no event shall any
Guild representatives be eligible for or be erditle overtime for participating in
the grievance process. The Employer agrees thgéduto Washington State
Executive Ethics Board statutes, rules, policied @eclaratory rulings, the Guild
may have limited use of Employer facilities as lagythere is no cost to WSU.
Such use shall not interfere in any manner withEh®ployer’s operations.

B. Any person who performs services under the diraatioon behalf of the Guild in
accordance with this Agreement, or who serves @uigd committee, shall not
be discriminated against because of their Guild/giets.

C. One (1) authorized Guild representative may betgchteave without pay for a
reasonable period of time for the purpose of attend@uild conferences and
meetings, as determined by the Police Chief; pexvidhat the authorized
representative’s absence will not adversely affeetEmployer’'s operations nor
cause the Employer to incur overtime or other aoluiti expenses. Notice of
intent to be absent for such purposes shall bengille Employer in sufficient
time to enable it to secure someone to performetmg@loyee’s duties without
incurring overtime. The Guild agrees to assisprupequest, in arranging for a
replacement when necessary in order to preventimeasfrom occurring.

4.6 Stewards

A. Recognition The Employer recognizes the right of the Guilddesignate a
maximum of three (3) Guild representatives who Ist@ members of the
bargaining unit and who upon proper designatioadoordance with section 10.3
of this Article shall be authorized to take up eaygle grievances through the
grievance procedure of this Agreement. No mora thr@e Guild representative



will be involved in processing an individual grienz. All such representatives
shall be able to bargain successor contracts, henvewny paid release time for
such bargaining must be agreed to by the Employer go the start of
bargaining.

Guild representative Release Timfe Guild representative who is processing a
grievance in accordance with the grievance proeedtithis Agreement shall be
permitted reasonable time to assist in the reswiutf legitimate employee
grievances on the Employer’s property without lospay or recorded work time.
Time off for processing grievances shall be grarited Guild representative by
management following a request, but in considenatibjob responsibilities. If
permission for time off is not granted, the supsovishall arrange for time off at
the earliest possible time thereafter.

Designation of Guild representativédn a yearly basis, the Guild will submit the
names of all Guild representatives to the Emplaykgbor Relations Officer and
Police Chief. The Guild will notify the Labor Réilens Officer and Chief in
writing of any changes in Guild representativessaen as practical after the
change is made.

10



5.1

ARTICLE 5—GUILD -M ANAGEMENT RELATIONS

The purpose of this Article is to establish @erly procedure for discussion and
disposition of matters affecting working conditioms employees covered by this
Agreement.

A.

The Employer agrees to notify the Guild and thesient of the Guild
reasonably in advance of anticipated Employer astithat broadly affect
working conditions of employees covered by thisegmnent, and a meeting shall
be held thereon if requested by the Guild. Reassémts and emergency actions
shall be excepted from the advance notice requinésrd this provision.

There shall be a Guild-Management Committee cangisdf three members
designated by the Guild and three members desdjigtehe Vice President for
Business & Finance. One of the members desigratetie Vice President for
Business & Finance shall preside as Chairpersomprdjpiate resource persons
may be in attendance as required and agreed upbathyparties.

Summary minutes will be taken by a person desighlayethe Chairperson. Such
minutes shall not alter the terms and conditionshid agreement. The minutes
shall consist of the topics discussed and the digpn of each. Copies of the
minutes shall be reviewed and signed jointly by Eemployer designee and
member designated by the Guild who participatedhan meeting, before such
become official and are distributed. Copies ofawdfly approved minutes shall
be furnished to each member of the Committee.

The Guild-Management Committee shall meet quarterlynore frequently as
mutually agreed. The Committee shall have no bargaining authoribwvéver,
matters agreed upon shall be supported by bothEthployer and the Guild.
Nothing in this Article shall be construed to ohlig either party to limit, restrict,
or reduce their prerogatives as outlined in threagent.

It is agreed and understood that the labor managemmeeting process is
designed to facilitate employer/employee coopemnatidhe parties recognize that
discussion of changes will be conducted prior te implementation of such
changes. These discussions should allow full danation of concerns of both
parties. The parties should make a good faithrieftoreach agreement on the
proposed changes prior to implementation. Howewdter giving due
consideration to the concerns and suggestions eofethployees, management
should be able to implement changes in trainingams, personnel practices or
policies as needed without bargaining those chatogespasse.

Employees who are representing the Guild at théd@danagement Committee
meeting shall be in pay status for actual time spémeetings held during their
regularly scheduled shift. Attendance shall in case result in overtime
compensation.

11



Items for the agenda for the Guild-Management Cditemimeetings shall be
submitted to the designated Police Department pasonot less than five

working days prior to the meeting. The agenda mm&agupplemented by either
party and a final agenda shall be furnished to hmahies not less than one
working day prior to the meeting. The agenda statisist of issues that are of
general concern only and will exclude any individgizdevances in process.

12



6.1

6.2

6.3

6.4

6.5

6.6

6.7

ARTICLE 6 —HOURS OFWORK AND OVERTIME

Employees of this bargaining unit shall worlscheduled seven (7) day work period.
There shall be no less than two officers on dutyamy time, including the Assistant
Police Chief and the Police Chief, so long as thgattment makes a good faith effort to
find an off-duty officer willing to fill the vacang or in situations where an officer is only
off duty for a short period of time.

Employee preference shall be considered inmm@teng the work schedule assignments,
but operational necessity shall be the overridaxdr. Activities such, as but not limited

to, special events, training and special assignsnamy necessitate changes in work
schedules and/or work hours.

The work period, allowing consecutive days effall be composed of an average forty
(40) hours per week. The work schedules shallitherefive (5) consecutive eight (8)
hour days or four (4) consecutive ten (10) hoursdaiclusive in the eight (8) hour day
or ten (10) hour day will be a thirty (30) minuteig lunch and two fifteen (15) minute
breaks for all employees. It is understood thaplegees will respond to service needs
during lunch and breaks.

The Employer will establish and maintain a contusidwelve-month work schedule.
Any changes to the schedule shall be by mutuakeageat between the employee and the
Employer: provided, however, that to accommodateerafpnal convenience or
necessity, the Employer may change the schedulen®ior more employees upon seven
(7) days prior written notice. In the event of d8s, emergency, or any other unforeseen
circumstance, the employee may be required to tdjsor her schedule to complement
operational necessity of the Department with laas tseven (7) days notice. In the event
a unilateral change is made by the Employer becatfisgperational convenience or
necessity, the Employer will compensate the em@oie extra hours worked in the
work-week in which the change is made in accordavittethis Agreement.

The rotation of employees assigned to Patroti@e shall occur on the first Friday of
September for Fall Semester, the first Friday ofuday for Spring Semester and the first
Friday of May for Summer Semester. Annual rotasball begin on the first Friday of
September. No employee shall be required to waskenthan five (5) consecutive days
during the shift rotation period. The Universityish allow at least two (2) consecutive
days off without charge to the employee’s leavekbamnless agreed upon by both
parties.

Shifts and individual positions therein, shadl bid upon by the employees according to
seniority as defined within this agreement. Thieesltile shall be maintained and posted
by the Patrol Sergeants. Shifts shall be postedfé rotations in advance and will not
be changed, except as allowed in 6.2 above.

Shift preference, changes and trading in slsgignment may be granted to any employee
who has requested, in writing, special considenafar their circumstances. Written
requests shall be approved or disapproved by theldy@r. In the event that two

13



6.8

6.9

6.10

6.11

6.12

6.13

employees wish to trade shifts, both employees nsuftmit written requests for
consideration. Approval of such requests shallsm®r adequate shift coverage in
addition to the employees’ desires. Patrol emm@eyare expected to work one rotation
of each shift every two (2) years.

Employees who wish to enroll in University cles shall have the opportunity to request,
in writing, an overlap period, either at the begmgnand/or the end of a semester or
session as needed, to allow the employee to fuditigipate in their class(es) and

perform their required duties. Consideration oprapal of such requests shall insure
that:

A. Shift coverage will not be jeopardized to a levettcompromises the safety of
others.
B. The employee has met the requirements of 6.6.

Any employee who is called back to work oncehshe has left the campus and outside
of his or her normally scheduled shift shall reee& minimum of two (2) hours of
overtime compensation at the rate of time and aike+legardless of the actual time
worked. This section shall not apply to an eaHiftsstart or to a shift extension. An
employee on Standby status called to return to wiods not qualify for Callback pay.

For employees covered under this Agreemeatséven-day week shall begin at 2100
hours Thursday and end at 2059 hours the followimgrsday.

Employees who work more than an eight (8)-haay on a 5/8 schedule or a ten (10)
hour day on a 4/10 schedule may request the eatrestoff during that workweek. Such
requests may be approved/disapproved consistentop#rating requiremengd the sole
discretion of the Police Chief.

Overtime. Overtime shall be paid at the miteone and one half (1 %) times the
employee’s regular rate of pay for any time worke@xcess of their work shift or forty
(40) hours in a work week. Overtime shall be edratea minimum of two (2) hours pay
for each prescheduled outside funding overtimegassént that is cancelled after the
officer has arrived at the work location, so lorggthae University is reimbursed for the
two (2) hour minimum. For the purposes of computivgrtime, time off in pay status
shall be considered as time worked.

Compensatory time shall be earned at a ratm@fand one half hours for each hour of
work for which overtime compensation is required.

Employees shall be offered the choice of eithempayt by cash or compensatory time
for overtime compensation. However, the Chief magighate overtime assignments as
cash only prior to approving or assigning the awest Employees will normally be
allowed to take off such accrued compensatory twhen requested unless the time off
would unduly disrupt Department operations as dateed by the Police Chief or
designee.

14



6.14

6.15

6.16

6.17

6.18

6.19

6.20

Accumulated compensatory time for each employek sbbexceed one hundred twenty
(220) hours.

All employees shall deplete all of their accruednpensatory time prior to the end of
each biennium, or shall be paid for the unusedgmrt

Accrued compensatory time may be cashed in atrtiptoyees’ discretion.

Management shall attempt to distribute preedaled overtime equally and fairly,
consistent with operating requirements and in a®ration of individual employee
desires.

Schedules for rest periods and meal brealliskehas approved by the Shift Supervisor.

When two (2) or more officers are on duty, iaimum of one officer shall remain on
active duty status during rest and meal break gsrio

Days off shall be consecutive unless mutuatiyeed upon by the employee and the
employer.

Employees shall be provided a minimum of e{ghthours off between scheduled shifts
and training, unless a shorter time is agreed Unydooth parties.

Officers shall receive expense reimbursementhe same basis as other University
employees and in accordance with the policies @Qffice of Financial Management.

Scheduled Court Assignmeni®hen employees are required to appear in Coumglu
off duty hours as a result of their law enforcemeuties for WSU, they shall receive a
minimum of two (2) hours pay at the applicable natéess:

A. The Court assignment is contiguous with the officeegularly scheduled shift,
starting or ending. When the Court assignmenbigiguous with the officer’s
regularly scheduled shift, the officer shall reeettie applicable rate for all hours
of the required Court assignment with no minimum.

B. The Court assignment falls during the officer'sulagly scheduled shift. When
the Court assignment falls during the officer’suiagly scheduled shift, the Court
assignment shall be considered part of the regudakday.
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7.1

7.2

ARTICLE 7—JOB PROCESSES

Probationary Employees

A.

The probationary period shall be utilized to prevah adequate job orientation to
include regular discussions of performance as eathof position duties may
require.

The Chief will provide each employee a copy of gusition description and a
copy of the performance evaluation form.

Entry level employment is subject to a probationaeyiod of twelve (12) months

actual service from the date of graduation fromidoasademy training. Lateral

entry employment and promotions are subject toohaironary period of twelve

(12) months from the date of appointment. Actwal/ge shall not include time

spent away from the department for more than fift€lb) work days during the

period. Termination of a newly hired probationamployee or reversion of an
officer during a probationary promotional appointrtnmay be for any reason and
IS not subject to grievance under Article 17. Rtaimary periods for individual

officers may be extended at the discretion of mamamt. Upon hiring, the

Employer may start an employee at a higher stapttih@minimum.

Probationary Employees shall be provided all nergsgniforms and equipment
as soon as practical.

Performance Evaluation

Objective: The performance evaluation process gives the Cdmef other command

personnel an opportunity to discuss performancdsgaad expectations with their

employees, assess and review their performance witfard to those goals and
expectations, and provide support to employeekeai professional development, so that
skills and abilities can be aligned with agencyuiegments.

A.

The Chief and other command personnel are resdenfab all aspects of the
evaluation. Sergeants will provide written docutaéon for Performance
Evaluations whenever directed to do so by the Ghiether command personnel.

1. Employee work performance will be evaluated dunprgbationary and
trial service periods and at least annually theeeafThe Chief and other
command personnel in coordination with the immedsupervisors will
meet with employees at the start of their reviewiqoe to discuss
performance goals and expectations. Employeesrediive copies of
their performance goals and expectations as wehatdication of any
modifications made during the review period.

2. The performance evaluation process will includd, it be limited to, a
written performance evaluation on forms used by @taef or other
command personnel, the employee’s signature aclatmivig receipt of
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the forms, and any comments by the employee. Ay cop the
performance evaluation will be provided to the esgpk at the time of the
review. If the need arises, the reviewer (typicalhe second line
supervisor) may function as a mediator upon thauestjof either the
supervisor or the employee. The employee has itle to submit a
written rebuttal to the content of the evaluatidrhe original performance
evaluation forms, including the employee’s commewifi be maintained
in the employee’s personnel file.

3. The evaluation process is not subject to the gnieegrocedure.

7.3 Personnel Files

A.

There shall be only one official personnel file &ach employee, which shall be
maintained in the Office of Human Resource ServigdRS). The employee
and/or his or her representative may examine th@ame’s personnel file if the
employee has so authorized in writing during regwerking hours. Such
examination shall be done under the supervisidhefecords custodian.

If any derogatory material is placed in the emp&geofficial personnel file, a
copy will be furnished to the employee. The empwill have the right to rebut
the material and have that answer attached tdléhedpy.

The incumbent employee upon request may reviewoped files other than the
official file.

The Employer shall not permit access to or theasseof personnel records or
personally identifiable information to non-Employemtities without notification
to the employee. Such examinations shall be byasigto the Public Record
Officer and will only be released as required hy.la
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8.1

8.2

8.3

ARTICLE 8—UNIFORMS AND EQUIPMENT

All commissioned officers will be required toear the official department uniform
except when directed otherwise by proper authority.

The Employer shall furnish all required unifernrand oxford-style footwear for
commissioned officers as specified by the Emploged agrees to replace used uniforms
as needed. All uniforms will be used only for therk of the Employer and shall remain
the property of the Employer, but they shall beperty maintained by the employee
provided the approved uniform is of wash and weatrety and not wool or other fabrics
requiring dry cleaning. If non-wash and wear umfe are the approved uniform, the
University shall provide dry cleaning. The Univigysshall provide a $200 footwear
reimbursement for each bargaining unit member duthis contract term.

Approved Uniforms

The following uniforms are approved for wear onrphat any time. Officers will be
issued one (1) set of Class A and one (1) Wintdd®deather uniforms. Officers shall
have their choice of wearing any of the Class Barms for duty. They will be issued
their choice of two (2) Class B uniforms. Officasalified for bike patrol will receive
two (2) sets of the bike uniforms. Midnight Nawyadl be the color of all 5.11 uniforms.
Uniforms shall be replaced by the employer as niede

Class A:

5.11 Class B long sleeve shirt w/metal badge, metahe plate, and collar brass
5.11 Class B pant
Tie witie bar

Winter/Cold Weather:

Winter weight jumpsuit

Class B (Everyday Uniform):

#1 5.11 TDU long or short sleeve shirt w/sewn omddea and name plate
5.11 TDU pant

#2 5.11 TDU short sleeve shirt w/sewn on badge andme plate
5.11 Tactical nylon shorts

#3 5.11 Class B long/short sleeve shirt w/sewn @dgb and name plate
5.11 Class B pant

#4 Summer/light weight jJumpsuit

Bike Patrol (For Those Assigned to Bike Patrol):

Bicycle uniform consisting of pants/shorts andtshir
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8.4

8.5

8.6

SWAT (For Those Assigned to SWAT):

SWAT uniform

Each police department employee of this banggirunit shall be supplied with a
minimum of the following uniform pieces:

One 5.11 5 IN 1 Jacket

One dress hat

One raincoat

One WSU embroidered baseball hat
One WSU embroidered stocking cap

Each police department employee of this banggimunit shall be supplied with a
minimum of the following department issued equiptmeAll equipment shall be used
only for the work of the Employer and shall remé#ue property of the Employer, but
shall be properly maintained by the employee:

EMS glove holders

Business cards

Firearm and three magazines

ASP/Tactical baton

Chemical deterrent (OC/pepper spray)

One portable radio and mike

One pair handcuffs

One radio holder

One flashlight holder

One duty/belt/under belt/keepers

All belt accessories to hold the above equipment
Protective vest

One key holder

One Otto-fitted earpiece

One rechargeable flashlight

One plain clothes handcuff and magazine holster
One plain clothes gun holster

One rifle for Patrol Officers only and two magazne
One rifle magazine holder

One Taser holster

One digital recorder

Two badges

For Bicycle Officers:

Eye protection (reimbursed up to a limit of $100.00
ANSI rated helmet
Bicycle gloves

Officers having any item of clothing damagedstwlen on duty will have the item
cleaned, repaired or replaced at the Employerses® on approval of the Chief of
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8.7

8.8

8.9

8.10

8.11

8.12

Police as reasonable and necessary. Employeeshew® had uniforms or clothing
contaminated by bodily fluids during the coursedofy may have the uniform cleaned at
the Employer’'s expense. Personal property itentisoazed for use on the job by the
Employer that are damaged while being used on willyoe repaired or replaced at the
Employer’'s expense subject to prior approval by Rlaéice Chief. Employees shall be
held accountable for all uniforms, weapons anchier@bylon gear which are issued to the
employees by the Employer. Items issued by thel&mepwhich become worn out, lost
or destroyed as a direct result of the performaridbe employee’s duties, or as a result
of an occurrence not due to the employee’s inteatiact or negligence, shall be
replaced by the Employer.

The Employer shall furnish specialized equipiandetermined by the Employer. The
Employer shall repair or replace items of departialesguipment rendered unserviceable
in the conduct of duty.

Policies and procedures regarding uniform aifteeence to standards for uniforms are
set forth in the Departmental Policies.

The Employer will provide the following accessatems: color brass, name plate,
shoulder patches, sleeve stripes, shooter badgefrm badges, hat badges, and
ammunition. All accessory items shall remain thepprty of the Employer but shall be
properly maintained by the employee.

Pistols issued to commissioned officers predidy the Employer will be inspected by a
certified factory authorized Glock Armor at leasery year and replaced as determined
by this authorized Glock Armor.

Ammunition will be furnished by the Employardawill be replaced at a minimum of
once per year.

Input into the style and uniform specificaioshall be sought from the Guild but the
Employer reserves the right to make the final denis
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9.1

9.2

9.3

9.4

9.5

ARTICLE 9—-TRAINING

The Employer and the Guild recognize the ingaré of training programs in the
development of the employees in the bargaining unit

The Employer will make every reasonable effortontinue existing training programs
and to develop new programs. Employees will beoeraged to participate in and
provide training.

The Guild-Management Committee shall meet tecudis training standards for all

employees within the bargaining unit. If the Cortte®@ is not able to reach agreement
with the employer regarding a training scheduléhinitone year from the effective date

of the agreement, the contract shall be openedbgenfor discussion of this article and

this article only.

Special arrangements as determined by the Beplwill be made for swing and
graveyard employees to attend schools. Adjustedeltrdays may be provided as
determined by the Employer so as to avoid the ddswrmal days off which fall within
the scheduled training or travel to and from saylas this adjustment does not interfere
with work productivity and efficiency.

The Employer shall provide the following types training opportunities for patrol
officers within three (3) years from the date otaessful completion of each officer’s
field training:

Interview School (Reed or Similar)
Basic Collision Investigation

Riot School

Street Officer Drug or similar course

The Employer has the right to determine whetheh ¢taining may be provided by way
of internal training within the department withauttside assistance and without the need
to incur travel and lodging expenses.
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10.1
10.2

10.3

10.4

10.5

10.6

10.7
10.8

10.9

ARTICLE 10—DISCIPLINE PROCEDURES

Discipline imposed by the Employer against amployee shall be for just cause

If the Employer determines to bring disciptinaction against an employee for any
reason, the employee shall be apprised of his origjlets of notice, representation, and
grievance rights as set forth in this Agreement.

Disciplinary action shall include only theléaving:

A. Suspension without pay
B. Reduction in salary

C. Demotion

D. Dismissal

Prior to the imposition of any disciplinarytian, the employee shall be notified in
writing of the alleged violation and the actionrggicontemplated by the Employer. The
employee will be given reasonable opportunity gpoed and may be represented.

The Employer may place an employee on paidrasent as outlined in 10.11.Q pending
the final decision as to the appropriate discipliesulting from the pre-disciplinary
meeting.

Corrective action shall include only the fallog:

Oral admonishment
Written reprimand

Corrective action is not grievable beyond St@pthe grievance procedure.

Disciplinary action must be taken by an appagauthority. Supervisors and above
may impose corrective action.

The employee and the Guild representative thighemployee’s authorization shall have
the right to inspect the full contents of his om hgersonnel file. No corrective or
disciplinary documentation may be placed in thespenel file without the employee
having first been notified of said complaint angtegi a copy. An employee shall have
the opportunity to present a written rebuttal toimeerted in his or her personnel file.
Disciplinary material shall be removed from thegoemel file upon mutual agreement
between the employee and the supervisor. The emglsihall be required to sign the
corrective action or disciplinary action acknowledgthat he/she has read the contents
of the document.

A. Written reprimands and their related documentatiolh be removed from an
employee’s personnel file after two (2) years if:
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10.10

10.11

1. Circumstances do not warrant a longer retentiomogeisuch as sexual
harassment or criminal conduct; and

2. There has been no subsequent discipline; and
3. The employee submits a written request for its neho
B. Records of disciplinary actions involving reducsen-pay, suspensions or

demotions, and written reprimands not removed aftey (2) years will be
removed after six (6) years if:

1. Circumstances do not warrant a longer retentiomogeisuch as sexual
harassment, or criminal conduct; and

2. There has been no subsequent discipline; and

3. The employee submits a written request for its neho

If there is a new incident resulting in discipliwéhin the applicable retention period, the
documentation shall not be removed from the emm@myeersonnel file until the
expiration of an additional like period.

The University has the right to retain correctivetian and disciplinary action
documentation in the personnel file and ancillalgsfshould the action(s) in question be
deemed as egregious in nature; a violation of statederal law, or for other such good
reason.

Introduction As officers are entrusted and charged with trepaasibility and duty to
protect and serve society, it is essential thay t@nmand the respect of those whom
they seek to protect. This public trust requirkeat tofficers demonstrate the highest
degree of character and integrity. It is with thésvy obligation to those served, coupled
with the need to protect the rights and presene dignity to individual officers,
including the need to protect them from spurioukegaltions, that this section is
formulated. The Employer and the Guild recognize importance of a cooperative
effort to ensure fairness to employees without iyntioniting the rights of management.

Rights of employees under investigatigvhen an officer is under an administrative
investigation that could lead to disciplinary antio

A. The interview of any peace officer shall be at asomable hour, preferably at a
time when the officer is on duty. If this is natgsible, then during the normal
waking hours of the employee.

B. The interview shall be for a reasonable periodjngkinto consideration the
gravity and complexity of the issue being invesega If the interview is of
extended duration, (i.e. beyond 2 hours in lengtB@sonable breaks will be
afforded the peace officer being interviewed.
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The officer under investigation shall be informetbpto such interview of the
name and assignment of the person in charge of inkiestigation, the
interviewing person(s), and all persons to be priedering the interview.

The officer under investigation shall be informddh® nature of the investigation
prior to any interview including the specific nagurf the charges against him or
her.

The officer being investigated shall not be subfecterbal abuse. No promise of
reward shall be made as an inducement to answeguastion.

Either the Department or the officer may requeat thtape recording be made of
the interview. Neither party will tape record timéerview without obtaining the
consent of the other party, nor shall either pattgmpt to secrete a tape recorder.
If a tape is made the Officer being intervieweemgitled to, at his or her request,
a true copy of the tape. If requested, a verb&tamscript from the tape shall be
provided at the officer’'s expense.

All interviews shall be limited in scope to theisities, circumstances, or events,
which pertain to the employee’s conduct or actsicitvimay form the basis for
disciplinary action.

The officer under investigation shall be informddle conclusions reached as a
result of the investigation and of his or her rggbf appeal under this Agreement.

The employer agrees to provide the employee théreemontents of the
employee’s investigation file prior to the impositi of any personnel action,
which could result in dismissal, demotion, suspamsvithout pay or a reduction
in pay. Upon written authorization from the emm@eythe Employer will provide
the Guild a copy of the file.

No police officer shall be compelled to submit tgpalygraph examination or
voice stress analyzer against his or her will. Nsciglinary action or other
recrimination shall be taken against an officeruseig to submit to such
examination, nor shall any comment be entered aaggvin the investigator’'s
notes or anywhere else that the police officergefuto take such examination,
nor shall any testimony or evidence be admissible subsequent hearing, trial,
or administrative proceeding, to the effect tha émployee refused to take such
examination.

Exercise of Rights:Officers shall not be discharged, disciplined, desd,
transferred, reassigned, or discriminated agaiitst iggards to employment, nor
threatened with such action as a result of exegisiny of the rights granted
under this process or any existing administrativevgance procedure.

The officer shall have the right to be accomparaad represented by a Guild
member and/or legal counsel and shall be affordezhsonable amount of time,
normally not to exceed twenty-four (24) hours, emsult prior to an interview(s),

meeting(s), conference(s), or discussion(s) that émployee reasonably feels
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may result in discipline. The representative wibht ndisrupt the interview,
meeting, conference, or discussion, or preventitlkiestigator or management
representative from obtaining the employee’s tuitbfatements.

The representative shall not be a person subjebetmvestigation or a witness in
the investigation. The representative, if not aoraty shall not be required to
disclose, nor be subject to any punitive action fefusing to disclose, any
information received from the officer under invgstion for non-criminal
matters.

No police officer shall be required or requestedlisxiose any item of his or her
property, income, assets, source of income, dattspersonal or domestic
expenditures, nor shall any officer be compelledptovide medical and/or
laboratory information to investigators, unlesshsudormation is relevant to the
investigation, and in the case of a criminal inkggion is obtained through
proper legal procedure.

No police officer shall have his or her personalparty searched without his or
her consent unless pursuant to state law and wagbep procedure. All university
provided lockers, desks, etc., are available fargeand seizure.

Bargaining unit members have an obligation to coajgewith any investigation
conducted by the Employer. Failure to do so wéldonsidered insubordination
and will be grounds for discipline, up to and irdihg termination.

The Employer, at its discretion, may place barggnunit members on paid
administrative assignment during disciplinary irtigegions. Bargaining unit
members on such paid leave shall remain availalimgl their normal hours of
work for assignments and may not engage in anyratloek for compensation
during such hours. Paid administrative leave isditipline and is not subject to
the grievance procedure.
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111

11.2

11.3

11.4

11.5

ARTICLE 11— GRIEVANCE PROCEDURE

Definitions A grievance shall be defined as an alleged vimtabf a specific term or
terms of this agreement or a misapplication, orspute regarding interpretation of the
same. If the grievant submits the subject matteni®for her grievance to another body
with jurisdiction for resolution, the grievance 8hme considered withdrawn.

A grievant is defined as a member of the bargainimtjcovered by this Agreement who
alleges a grievance, or the Guild alleging a gmeeaunder the terms and conditions of
this Agreement as defined above.

The parties to this Agreement agree to usie best efforts in their attempts to settle
grievances at the lowest possible level. Use of ghevance procedure shall be
encouraged to obtain prompt settlement of dispateke lowest possible level. To this
end, there shall be no harassment of, or retaliadgainst, grievants or witnesses
testifying at grievance hearings.

Failure by the grievant to comply with timenitiations shall constitute withdrawal of the
grievance. Failure by the employer to comply witle time limitations shall constitute
the right of the grievant to proceed to the nerpsof the grievance procedure. For
purposes of calculating time restrictions, the daynediately following the day a
grievance is received or the day immediately follmyvthe day a written grievance
response is received shall be considered thedagt If a written grievance response is
sent via certified mail, the first day shall be swered the day following the date
postmarked on the certified mail receipt. Time tsras expressed in this Article may be
extended by mutual written agreement. Such extansiay be effected by mail or by
mutual exchanged faxes or e-mails. In the eveat dim employee is working a shift
other than day shift, and a grievance meetiagnot be scheduled during the beginning
or end of his or her shift, the employee shall bestlted as to the time of the hearing so
as to not interfere with the employee’s normal gileg patterns. In any event, overtime
shall not be required for any participation by lznghg unit employees in the grievance
process

Step OneWithin 30 days of the situation causing the gaiese or within 30 days of
when the employee should reasonably have been agfatiee situation causing the
grievance, the employee and/or the steward or Geifitesentative shall contact the
employee’s immediate supervisor to set a meetirggteanpt to resolve the dispute. This
meeting shall occur within 10 days of the supemssaotification of the need for a
meeting. The supervisor will respond within tei®)(tays of the meeting. Step One
shall not be available in those instances in whliskiplinary action has been taken by an
appointing authority. In such instances, the gm®e procedure shall begin at Step Two.

Step Twolf a satisfactory settlement is not reached epSdne, the grievant or steward
shall reduce the grievance to writing on the Gasilgiievance form and submit it to the
Police Chief or designee for resolution within (@0) days. The written grievance must
contain specifics of the nature of the grievanaduiting proposed resolution and the
specific portions of the agreement, violated. HMit10 days the Police Chief, or
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11.6

11.7

11.8

designee, the steward and grievant shall meetrtbeluattempt to resolve the dispute.
The Police Chief, or designee, shall issue a writtaswer to the grievance within 10
days of the meeting.

Step Thredf a satisfactory settlement is not reached irpSteo, the Guild shall submit
the grievance in writing along with the Step Ond &tep,Two written responses to the
Vice President for Business & Finance or designéainvten (10) days. The Vice
President for Business & Finance, or designee,| skalew the matter and respond
within ten (10) days to the grievant.

Step Four-Mediation: Should the Step 3 response be unacceptablgyitheant’s Guild
representative may submit a written request to Bublic Employment Relations
Commission (PERC) for mediation. The written requés mediation shall be
postmarked within ten (10) days of receipt of thepS3 written response. A copy of the
written request for mediation shall also be deldketo the Employer’'s Labor Relations
Officer within the same time period. If the PERGdiktor declares an impasse, the
grievant’s Guild representative may request artitina Either party may elect to waive
mediation at any time and proceed to arbitratioadoordance with Article 11.8

Step Five - Arbitrationf the Guild and the Employer waive mediation intimg, or if
the PERC Mediator declares impasse, the griev&htitd representative may request
arbitration the grievant’s Guild representative nsapmit a written request to the Public
Employment Relations Commission (PERC) for arhibrat The written request for
arbitration shall be postmarked within twenty-o2d)(days of the date of the written
waiver or impasse letter. The arbitrator shall dgpointed from a PERC Dispute
Resolution Panel list, limited to nine Washingtem @regon arbitrators. The arbitrator
shall be selected with each party alternately isigiknames until one remains. The
arbitrator shall confine himself/herself to the gse issue(s) addressed on the grievance
form and submitted for arbitration. The arbitragbrall have no authority to determine
any other issue(s) not so submitted nor shall thérator have any authority to add to,
subtract from, or modify any provisions of this Agment. The arbitrator's decision
shall be final and binding upon the Guild, and Hraployer. The arbitrator’'s decision
shall be in writing and provided to the Employed dne Guild.

In the event one party substantially prevails iae #nbitration, the non-prevailing party
shall bear the total cost and expense of the atbitr If neither party substantially
prevails, the total cost and expense of the atbitighall be borne equally by the Parties.
Irrespective of the arbitrator’s decision, eachtyahall bear its own costs and expenses
of preparing and presenting their own case inclydall legal/attorney fees. The
grievant, the Guild representative, and their watifes) shall not be paid by the Employer
for preparation for, travel to or from or particifwen in the arbitration hearings, but may
use leave for such activities. Leave need notaken for the actual time in hearing
when the hearing is held during the employees nbmark shift. Under no
circumstances shall a grievant, Guild represergator their withesses be entitled to
overtime compensation for attendance at a hearing.
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The cost (if any) of the arbitration hearing roond&r a court reporter shall be shared
equally by the parties. Each party is respondiiMeordering and paying for their own
copy of a transcript.

11.9 As used in this article, “day” shall mean odiar day.
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ARTICLE 12—DEPARTMENT POLICIES AND PROCEDURES

New police policies or procedures, or revisionexisting policies or procedures, may not be
implemented until after the Police Chief has rewdwand authorized their implementation.
Policies will become effective five (5) days froimetdate of the Police Chief signature (on an
original copy), and will be maintained in the adisirative files of the department.

The Police Chief shall provide notice to the Guilidall proposed policy modifications. The
Chief shall provide adequate time for input by @ld and shall consider such input prior to
adoption and implementation of the modifications.

Interim Policies

1. Interim police policies are defined as any writfglicy approved and signed by
the Police Chief that requires or restricts anyoacbr behavior, which, if not
adhered to, could potentially subject the membeligoiplinary action.

2. The use of interim policies is recognized as a s&mgy “stopgap” measure for
management to control the business of the depattmen

3. Interim policies will be valid for thirty (30) dayafter the date of issue. After the
thirty (30) days has expired, the interim policyaklibecome null and void unless
it is published and included as part of Police Depant Policy Manual.

The time lines above may be modified by mutualtemitagreement of the parties.
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ARTICLE 13—WAGES AND INCENTIVES

13.1 The Employer shall on September 1, 2009, imptd the wages for bargaining unit
members as indicated below:

Title Range
Campus Police Officer 53

Campus Police Corporal 55
Campus Police Sergeant 58

13.2 Wage Scales

A.

Effective September 1, 2009, the parties agreedhelt employee will remain at
the 2008-09 Salary Schedule as shown in Appen&c®$AGE SCALES.

On an employee’s periodic increment date he/shé redeive a two (2) step
increase within the assigned salary range untih dimme as he/she reaches the
step K. Once an employee reaches step K he/shenailé from step K to L after
one (1) year at the prior step.

For an employee who serves as a Field Trainingc@®fffFTO), the employee will
receive additional compensation of 3% of his orrmenthly salary for the period
assigned as an FTO.***

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, there will be an additional $.65/hqaid for all hours
worked.

2. Effective July 1, 2010, when the University assignsemployee to a work
shift in which the majority of time is worked ondaily basis between 6
PM and 6 AM, there will be an additional $.65/hqaid for all hours
worked.

13.3 Stand-By Pay

A.

A bargaining unit employee who is directed by thieie€ or other command

personnel, to restrict off-duty activities to benm@diately available for duty will

receive compensation in accordance with this Agtior the entire time they are
required to perform standby duties.

Employees will be assigned standby as determinedthiey Chief or other
command personnel.

With approval of the Chief or other command pergbremployees assigned to
standby status may be relieved for any portiorhefassignment if a replacement
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is available. The person providing relief is resmble for meeting all standby
obligations.

13.4 Officer-In-Charge

A.

It is recognized that some employees covered uhieAgreement shall perform
the duties of a supervisor. Nothing in this Agreatnghall in any way interfere
with carrying out their supervisory duties.

In the absence of the Corporal or Sergeant, the savgor officer shall normally
be the designated officer in charge and shall st frst-line supervisor.

A campus police officer who is designated to aciQdicer In Charge in the
absence of a sergeant or corporal for two (2) arenhmours during his or her shift
shall be paid an additional five percent (5%) facte hour worked in that capacity
during that shift.

13.5 Educational Benefits

A.

The Employer and the Guild recognize the importasfoeontinuing education in
the professional development of the employeesearb#rgaining unit.

Employees in the bargaining unit may be grantee tff from work without loss
of pay for work-related classes as determined byPlice Chief. For non-work-
related classes, the employee may request andhileé iGay grant time off during
the employee’s regular work period.

It is understood that attendance at work-related aon-work-related classes
during the employee’s regular work period is cogint upon sufficient staffing

levels at Sergeant or Shift Supervisor and bel@uch training may be canceled
in the event of operational necessity. It is aladerstood that employees will be
in uniform of the day and be available by radiothe event of recall or if the

training is cancelled. Use of the patrol vehicle fansportation to and from

classes shall be determined by the shift supervisor

Employees attending non-work-related classes dutheg regular work period
shall be on non-pay status. Time may be made upagtumulated leave time or
as prearranged by his or her supervisor.
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ARTICLE 14- HOLIDAYS

14.1 Holiday Bank

A.

Each officer shall be afforded ten (10) floatindith@ys per year. As used in this
Article, the year will be from July 1 through JuB6. The officer may use the
floating holidays with the Chief's permission, cark them and be paid-out one
(1) time per year. Payment for holidays shall beluded in the June 16-30
payroll and paid on the first payroll in July. Emopées working a 4/10 work
schedule who are hired or who terminate duringythar shall receive pro-rata
pay equal to 8.3 hours per full month of employmé&mhployees working a 5/8
work schedule who are hired or who terminate dutivgyear shall receive pro-
rata pay equal to 6.7 hours per full month of emmient.

Holidays as listed for the University shall be teshas regular days of work or
rest and shall not result in additional compensatwether worked or not. There
will be staffing of two (2) officers per shift onriversity Holidays unless more
are designated by the Chief.

In no case shall the number of holidays taken &wednumber of holidays paid
exceed ten (10) days per year, unless as otheptiséded in this Article. Any
employee working a 4/10 work schedule who usesxtess of 8.3 hours per
month of holiday time would be required to reimleutee University an amount
equal to the employee’s hourly rate of pay timesrtbmber of excess hours used
upon resignation, retirement, or termination. Amypéoyee working a 5/8 work
schedule who uses in excess of 6.7 hours per nuntioliday time would be
required to reimburse the University an amount etmahe employee’s hourly
rate of pay times the number of excess hours uged resignation, retirement, or
termination.

14.2 Personal Holidays

An employee may select one (1) workday as a pel$uialay during the calendar year
if the employee has been or is scheduled to beranisly employed by the University
for more than four (4) months.

A.

An employee who is scheduled to work less thar{&ixontinuous months over a
period covering two (2) calendar years will recenrdy one (1) personal holiday
during this period.

The Employer will release the employee from workiloeday selected as the
personal holiday provided:

1. The employee has given at least fourteen (14) daletiays' written notice
to the supervisor. However, the employee and sigmrmay agree upon
less notice, and
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2. The number of employees selecting a particularafbgtoes not prevent
the agency from providing continued public service.

Personal holidays must be taken during the caleyetar or the entitlement to the
day will lapse, except that the entitlement willrgaover to the following year

when an otherwise qualified employee has requesfeztsonal holiday within the
last two months of the calendar yaad the request has been denied.

The Employer may establish qualifying policies fiegtermining which of the
requests for a particular date will or will not bgeanted when the number of
requests for a personal holiday would impair openall necessity.

Part-time employees who are employed during thetmonwhich the personal
holiday is taken will be compensated for the peasdmoliday in an amount
proportionate to the time in pay status during ienth to that required for full-
time employment.

A personal holiday for full-time employees will leguivalent to their work shift
on the day selected for personal holiday absence.

Part or all of a personal holiday may be donateshased leave. Any portion of a
personal holiday that remains will be taken by éhgployee in one absence, not
to exceed the work shift on the day of the absenubject to the request and
approval as described in B, C, and D above.
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ARTICLE 15-LEAVE

15.1 Vacation Leave

Employees will retain and carry forward any eligitaind unused vacation leave

part-time employees will be credited with the vamatleave they accrued during
the previous six (6) months, according to the sateedule and accrual eligibility

vacation leave accrued monthly, according to tie sahedule and vacation leave

Full-time employees will accrue vacation leave adog to the rate schedule

computed and accrued in an amount proportionateéh& time the
employee is in pay status during the month to thgtired for full-time

~ that was accrued prior to the effective date of kgreement.
B. Vacation Leave Credits:
After six (6) months of continuous employment witie University, full-time and
below. Thereafter, full-time and part-time emplegewill be credited with
accrual below. Employees cannot use or be compexhdar leave accrued
during the first six (6) months of employment.
C. Vacation Leave Accrual:
below under the following conditions:
1. The employee must be employed for fifteen (15) rudde days or more
during the month.
2. Any leave without pay taken during the month wit tre counted toward
the qualifying fifteen (15) calendar days.
3. Holidays for which the employee is otherwise eligithat fall within the
gualifying fifteen (15) days count toward the mimim requirement.
4, Vacation leave accrual for other than full-time dmypes will be
employment.
D. Vacation Leave Accrual Rate Schedule:

Full Years of Service

Hours Per Year

During the first year of current continuous
employment

Ninety-six (96)

During the second year of current continuous
employment

One hundred four (104)

During the third and fourth years of current
continuous employment

One hundred twelve (112)
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During the fifth, sixth, and seventh years of
current continuous employment

One hundred twenty (120)

During the eighth, ninth, and tenth years of tot@lne hundred twenty-eight (128)

employment

During the eleventh year of total employment Onednad thirty-six (136)

During the twelfth year of total employment

One bred forty-four (144)

During the thirteenth year of total employment  Gwedred fifty-two (152)

During the fourteenth year of total employme

nt @oeadred sixty (160)

During the fifteenth year of total employment

Onmdbred sixty-eight (168)

During the sixteenth year of total employment One hundred seventy-six (176)

and thereafter

E. Family Care:

Employees may use vacation leave for care of famiynbers as required by the

Family Care Act, RCW 49.12, WAC 296-130.

F. Vacation Cancellation:

Should the Employer be required to cancel schedudedtion leave because of
an emergency, affected employees may select neativadeave from available

dates.

G. Vacation Leave Maximum:

Employees may accumulate

maximum vacation balamotsto exceed two
hundred forty (240) hours. However, there are t&p €xceptions that allow

vacation leave to accumulate above the maximum:

1. If an employee’s request for vacation leave is ety the Employer, and
the employee is close to the vacation leave maxiie agency may
grant an exception to the maximum. If the ageneyiy an exception, the
employee’s vacation leave maximum will be extenfi@deach month that
the Employer must defer the employee’s requestdoation leave.

2. An employee may also

accumulate vacation leave tagxcess of two
hundred forty (240) hours as long as the emploges the excess balance
prior to his or her anniversary date. Any leavexcess of the maximum
that is not deferred in advance of its accrual escdbed above, will be

lost on the employee’s anniversary date.
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H. Separation:

Any employee, who resigns with adequate noticeireet is laid-off, or is
terminated by the Employer, will be entitled to pegnt for vacation leave credits.
In addition, the estate of a deceased employeebgilentitled to payment for
vacation leave credits.

15.2 Sick Leave

The University will administer and provide sick Veafor all employees covered by this
Agreement on the same basis as the program is dawvior all other University
employees, except as otherwise provided for inAhile.

A. Sick Leave Accrual:

1.

Full-time employees will accrue eight (8) hoursswk leave per month, if
the employee is on an eight (8) hour shift. Eme&sywill accrue ten (10)
hours of sick leave per month if the employee i@den (10) hour shift.

B. Sick Leave Use:

Sick leave will be charged in 1®f an hour increments and may be used for the
following reasons:

1.

A personal illness, injury or medical disabilityathprevents the employee
from performing his or her job, or personal medical dental
appointments.

Care of family members as required by the FamilyeGect, RCW 49.12,
WAC 296-130, including care of a family member #idmess, injury, and
medical or dental appointments.

A death of any relative that requires the employedisence from work.
Sick leave used for bereavement is limited to {&edays per occurrence.
Relatives are defined for this purpose as spougaifisant other, son,
daughter, grandchild, foster child, son-in-law, glater-in-law,
grandparent, parent, brother, sister, aunt, unclece, nephew, first
cousin, brother-in-law, sister-in-law and corresgiog relatives of
employee’s spouse or significant other.

Qualified Absence under the Family Medical Leavé. Ac

Exposure of the employee to a contagious diseasn valitendance at
work would jeopardize the health of others. Thpesuisor may require a
written medical certificate.

C. Use of Compensatory Time or Vacation Leave for $iekve Purposes:

The Employer may allow an employee who has useof &lis or her sick leave to
use compensatory time or vacation leave for siakdgurposes.
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Restoration of Vacation Leave:

In the event an employee is injured or becomewhile on vacation leave, the
employee may submit a written request to use siakd and have the equivalent
amount of vacation leave restored. The supervisay require a written medical
certificate.

Sick Leave Reporting and Verification:

An employee must promptly notify his or her supsovion the first day of sick
leave and each day after, unless there is mutuaeagent to do otherwise. If the
employee is in a position where a relief replacenemecessary, the employee
will notify his or her supervisor at least two (&)urs prior to his or her scheduled
time to report to work. If the employer suspediase, the Employer may require
a written medical certificate for that sick leavesance. An employee returning
to work after any sick leave absence may be redutce provide written
certification from his or her health care providbat the employee is able to
return to work and perform the essential functiohighe job with or without
reasonable accommaodation.

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 previmalendar year exceeds
four hundred and eighty (480) hours;

2. The converted sick leave hours do not reduce fitewious calendar year
sick leave balance below four hundred and eigh®@) hours; and

3. They notify their payroll office by January that they would like to
convert their sick leave hours earned during thevipus calendar year,
minus any sick leave hours used during the preweas, to cash.

All converted hours will be deducted from the enyel®'s sick leave
balance.

Sick Leave Separation Cash Out:

At the time of retirement as defined by the Deparitnof Retirement Systems
regulations and/or state laws relating to retireingom state service or at death,
an eligible employee or the employee’s estate dkive cash for his or her total
sick leave balance on a one (1) hour for four @rhoasis. For the purposes of
this Section, retirement will not include “vestedt @f service” employees who
leave funds on deposit with the retirement systdmaccordance with state and
federal law, agencies and employees in bargainmi¢s unay agree to form
Voluntary Employee Beneficiary Associations (tagefr medical spending
accounts) funded by the retiree sick leave casliestribed above.
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Reemployment:

Former University employees who are re-employechiwitthree (3) years of
leaving state service will be granted all unusetk $eave credits they had at
separation.

15.3 Shared Leave

The University will administer and provide sharedve for all employees covered by
this Agreement on the same basis as the progrgmnoisded for all other University
employees, except as otherwise provided for inAhile.

A.

Eligibility:
1. An employee may receive shared leave if he/sh&edylto 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 causadwill likely cause
hospitalization or alternative extended treatmentcare is considered
serious enough to qualify the employee for shazasld.

3. An employee who is likely to take LWOP or terminaeployment
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 in thi@umiservices.

Ineligible:

1. An employee who does not accrue sick leave.

2. An employee for whom time loss compensation frone tBtate

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 nqtired to completely deplete

their accrued leave balances to apply for sharadeleAn employee requesting
shared leave due to being called to serve in thmedrservices need only deplete
their annual leave and paid military leave befailertg shared leave.

Maximum Hours Received:

An employee may receive up to 90 days (522 howskpent, with a total of 261
days (2088 hours) of shared leave over his or hdiree career of state
employment.
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E.

Approval Procedure:

1.

To request approval to receive shared leave hamsmployee or their
representative must submit the following documemtatto Human
Resource Services:

a. Application to Receive Shared Leave, and

b. Physician’s statement from the employee’s physicmnelative’s
or household member’s physician, in the case of the uniformed
services, their military orders, and

C. Photocopy of the employee’s latest Time/Leave Repor

2. If the employee is incapacitated or is unavailadie to a call to
service in the uniformed services, the employeefgrasentative
may complete and submit the documentation.

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.

All donations of leave must be to a specific person

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

The donor also submits a copy of their most redente/Leave Report.

Employees voluntarily elect to donate leave and sto with the
understanding that donated leave will not be retdrrexcept for any
portion not used by the recipient under Sectio.150f this Article.

Donating Annual Leave:

1.

The donor must retain an annual leave balance lgfagt 80 hours at the
time the donation is processed.

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

Minimum annual leave balances are pro-rated forleyegs 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.
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Donating Personal Holiday:

An employee may donate an accrued personal hoirdayl or in part. (Personal
holiday hours must be donated as full hours ondytigl-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.

2. The receiving employee will be paid his or her taguate of pay;
therefore, the value of one hour of donated shirade may cover more
or less than one hour of the recipient’s salary.

3. The University will respect an employee’s right pavacy. However,
upon approval for shared leave, and if the employeerequests, the
University will inform the University community othe employee’s
eligibility for shared leave.

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

Return of Unused Shared Leave:

1. Any shared leave not used by the recipient wilidtarned to the donor(s).

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

15.4 Military Leave

A.

An employee who is a member of the National Guardieserve component of
the Armed Forces of the United States is entitlegadid leave not to exceed
twenty-one (21) work days in any training year &mtive duty training. Such
leave shall be granted without loss of pay or oteave and without impairment
of other rights or benefits.
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15.5 Miscellaneous Leave

A.

Employees may be released from duty without logsay
1. To receive assessment from the Employee Assistaroggam (EAP)
2. WSU Exams or interviews

3. For life-giving procedures, when approved in adeanc

Jury Duty:

Employees will receive paid leave and be allowedeiain any compensation
paid to them for their jury duty service. Emplogeeill promptly inform the
Employer when notified of his or her jury duty suoms. If selected to be on a
jury, employee-requested schedule changes will grozed, to accommodate
jury duty service. If employees are released fjang duty and there are more
than two (2) hours remaining on their work shifiey may be required to return to
work.

Bereavement Leave:

1. An employee is entitled to three (3) days of pagdelavement leave if his
or her family member or household member dies. efmployee may
request less than three (3) days of bereavemerd.lea

2. The Employer may require verification of the famiipember's or
household member’s death.

3. In addition to paid bereavement leave, the Emplayery approve an
employee’s request to use compensatory time, s@kel, vacation leave,
exchange time, his or her personal holiday or leasthout pay for
purposes of bereavement and in accordance wititirsement.

4, For purposes of this sub-article a family membedédined as parent,
sister, brother, parent-in-law, spouse, grandpagnaindchild, and child.
A household member is defined as persons who résittee same home
who have reciprocal duties to and do provide fimansupport for one
another. This term does not include persons shan@ same house when
the living style is primarily that of a dormitory oommune.

Life-Giving Procedures:

When approved, employees will receive paid leava, to exceed five (5)
working days in a two (2) year period, for partetipg in life-giving procedures.
“Life-giving procedure” is defined as a medicallypervised 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 nadigicnecessary treatments.
Employees will provide reasonable advance noticg aritten proof from an
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accredited medical institution, physician or otimeedical professional that the
employee participated in a life-giving procedurdaeTEmployer may take into
account program and staffing replacement requirésrniarthe scheduling of leave
for life-giving procedures.

15.6 Leave Without Pay

A.

Leave without pay will be granted for the followingasons:

1. Family and medical leave
2. Compensable work-related injury or iliness leave
3. Military leave of absence as required by law

Leave without pay may be granted at the sole discref the Employefor the
following reasons:

1. Education leave
Child and elder care emergencies
Government service in the public interest

2

3

4. Conditions applicable for leave with pay

5 Voluntary leave to reduce the effect of the Empits/eeduction in force
6

Injury or illness which prevents the employee frosturning within the
FMLA time periods

7. Leave authorized as a part of a plan to accommoagberson with a
disability
8. As otherwise provided for in this Agreement

Returning Employee Rights

Employees returning from authorized leave withcay pnay be employed in the
same position or if the leave is for more thanehmeonths, in another position in
the same job classification as determined by thiefCprovided there is an open
position available. If there is no open positimai&able, the layoff provisions of
this Agreement shall apply.

Military Leave

In addition to the twenty one (21) work days ofdobeave granted to employees
for active duty or active duty training, unpaid iaity leave will be granted in
accordance with RCW 38.40.060 and applicable fédexa. Employees on
military leave will be reinstated as provided in\R(3.16 and applicable federal
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law. In addition to the twenty one (21) work dagsployees called to active
military duty will continue to accrue seniority Wit the state system.

E. Benefit Supplement

Employees may be allowed to utilize accrued sickvéeor vacation leave to
provide for an extension of Health & Welfare betsefor up to one(1) year when
on leave without pay due to an illness or injury.

15.7 Light Duty

The Employer may require employees receiving warkeompensation time-loss
payments to work light duty, consistent with RCW.G#1520 or as amended and other
applicable laws. If an employee is unable to penfthis light duty assignment by reason
of an illness or injury unrelated to the duty difigbinjury or condition, the employee
may use acquired sick leave.
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16.1

16.2

16.3

16.4

ARTICLE 16—DURATION

This Agreement shall be effective on July @02 and shall remain in full force and
effect until June 30, 2011.

During the life of the Agreement, portionstiéles, or sections of this Agreement may
be opened by mutual consent of the Guild and thel&yer without affecting any other
portion, Article, or section of this Agreement. tlme event the parties fail to agree on
new language, the existing language prevails.

This section does not apply in those instances eviexisting language was found
unlawful and the parties were required to re-negethew language as a substitute for the
invalidated Articles, section or portion thereof.

All terms of the Agreement shall remain inl fidrce and effect during subsequent
periods of negotiation, subject to the requiremehRCW 41.80.

Bargaining shall commence for a successoreaggat under RCW 41.80 no later than
June 01, 2010.
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Executed on this day of

Signatures

L?/%Q /(‘3 5, for and on behalf of:
7 7

o ARSI

I

Date

g /[/ 7
2 i ;s
o L./
it £ i CLEY &

Elson S. Floyd, Ph.D., President Darren Jones’

Washington State University

Approved as to

m this date:
7

President, Police Guild

P

ey 7 {/3 ' oo
NMeh/ (NS G- A7-0&
== 7 £

P/t

Assistant‘jAttorney General

State of Washington
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Wage scale for 2008-2009

A
$44,145
$3,679
$21.14
$110

$46,412
$3,868
$22.23
$116

$49,994
$4,166
$23.94
$125

B
$45,285
$3,774
$21.69
$113

$47,606
$3,967
$22.80
$119

$51,214
$4,268
$24.53
$128

C
$46,412
$3,868
$22.23
$116

$48,786 $49,994 $51,214 $52,529

$4,066
$23.37
$122

D
$47,606
$3,967
$22.80
$119

$4,166
$23.94
$125

E

APPENDIX A

F

G

H

$48.786 $49.994 $51,214 $52,529

$4,066
$23.37
$122

$4,268
$24.53
$128

$4,166
$23.94
$125

$4,377
$25.16
$131

$4,268
$24.53
$128

$4,377
$25.16
$131

$53,830 $55,198

$4,486
$25.78
$135

$4,600
$26.44
$138

J

K

$53,830 $55,198 $56,553

$4,486
$25.78
$135

$4,600
$26.44
$138

$4,713
$27.08
$141

$56,553 $57,975 $59,397

$4,713
$27.08
$141

$4,831
$27.77
$145

$4,950
$28.45
$148

L
$57,967
$4,831
$27.32
$145

$60,882
$5,073
$29.16
$152

$52,529 $53,830 $55,198 $56,553 $57,975 $59,397 $60,899 $62,415 $63,998 $65,598

$4,377
$25.16
$131

$4,486
$25.78
$135

$4,600
$26.44
$138

$4,713
$27.08
$141

46

$4,831
$27.77
$145

$4,950
$28.45
$148

$5,075
$29.17
$152

$5,201
$29.89
$156

$5,333
$30.65
$160

$5,466
$31.42
$164

Annual**

Monthly**

Hourly**
FTO***

Annual**

Monthly**

Hourly**
FTO***

Annual**

Monthly**

Hourly**
FTO***



MEMORANDUM OF UNDERSTANDING
By and Between
Washington State University
And

Washington State University Police Guild

This Memorandum of Understanding (MOU) by and befvthe Washington State University
(the “Employer”), and Washington State Universitfi€ Guild (the “Guild”) , clarifies and
resolves any and all matters relating to issuesaming the Parties 2009-2011 Collective
Bargaining Agreement (CBA). The Employer and theldstipulate and agree to the following:

1. Financial Infeasibility. The Director of the Office of Financial Managerhdatermined
in December, 2008 that the salary increases angeosation matters of the state
employees for the 2009-2011 biennium were not firedly feasible. As a result of the
determination the Governor did not include the addal economic items in the
Governor’s proposed 2009-2011 biennial budget.

2. Modifications to 2009-2011 Master Agreement
a. Tentative agreements reached during bargainingexcept as specifically noted
in this MOU, all tentative agreements (TA'’s) prawsty agreed to by the parties
during bargaining, prior to October 1, 2008, foz 2009-2011 collective
bargaining agreement shall be accepted as isstAflisaid tentative agreements
are attached hereto as Attachment 1 and incorgbhesiein by reference.

b. Tentative agreements affected by the financial feéslity determination. The
articles and appendices listed below are affecyetthd financial feasibility
determination outlined in 1 above and the partgre@to the attached modified
articles and appendices. They are attachedtashhents 2, 3, and 4.

i. Article 13: Wages and Incentives
ii. APPENDIX A Wage Scale for 2009-2011
iii. MOU: Step M
iv. Article 15.D: Additional Annual Leave accrual aar 17

3. Health Care. The parties agree and acknowledge that healéhamantributions rates
cannot be negotiated or agreed to separate frayatside of bargaining with the super

coalition, per RCW 41.80, and therefore this MOWslaot resolve or address health
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care contribution rates for 2009-2011 bienniumrelcognition that health care
contributions for 2009-2011 may be addressed mréuhegotiations between the State
and the super coalition, the parties further agitaewhatever agreement is negotiated
between the State and the super coalition for Z% shall be incorporated into the
2009-2011 CBA between the Employer and the Guild@sendix B.

4. 2009-2011 Master Agreement.The parties agree to publish and abide by a maste
agreement, which shall consist of those article&tiachment 1 which are not modified
by 2(b) above and the articles and appendicestachAinents 2 — 4 with the accepted
changes, and the health care article as referen@&édbove.

5. Future Negotiations. The parties agree that there is no expectatiaintitie
compensation figure tentatively agreed to in tree@ctober 1 negotiations carry forward
and agree they do not determine the starting poirgny further negotiations.

6. No Precedent. This MOU is not precedent setting and does natbéish a practice with
regard to the interpretation and application of REWB0.

For Washington State University

///7()/%//1) Cii:j: .

o
St

Iﬁchard A. Heath
Senior Associate Vice President
Washington State University

Y20/ 2007

Date

For the Guild

(_,-r' , o,
Darren Jones

President
WSU Police Guild

48



POST SPRING '09 RENEGOTIATIONS

SIGNATURES
Executed on this day of rl L= > 0049 for and on behalf of:
Date
T A —
By VZA AN
Elson S. Floyd, Ph.D., President Darren Jonessithent
Washington State University Police Guild

Approved as to form this date:

P
bt ot o 74
e ) Sland ausl .15 09
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MEMORANDUM OF UNDERSTANDING
By and Between

Washington State University
and
Washington State University Police Guild

This Memorandum of Understanding (MOU) by and betwg/ashington State University (the
“Employer”), and the Washington State Universityli€o Guild (the “Guild”), clarifies and
resolves any and all matters relating to issuesamng the Parties 2009-2011 Collective
Bargaining Agreement (CBA).

The Employer and the Guild recognize that overtiglated expenses are causing significant
budget problems for the police department, prigaad a result of staffing issues. In an effort to
reduce these overtime related expenses, promdteeaffy and economy of the University’'s
operations the Employer and the Guild stipulate agite to add the following temporary shift
configuration during the 2009-11 CBA:

1. Fourteen (14) Day Work Period.In addition to the work period set forth in Arec6.3,
a work period, allowing consecutive days off, shmdlcomposed of a fourteen (14) day
work period in accordance with Section 7(k) of Baer Labor Standards Act.

2. Twelve (12) Hour Day.In addition to Article 6.3, the work schedule s$hatlude a
twelve (12) hour day to be used with the fourtebs) (day work period. The fourteen
(14) day work period schedule shall be composetirek (3) days worked, three (3) days
off, four (4) days worked, four (4) days off. Thewill be two (2) shifts, Day and Night.
Each shift will be composed of two (2) squads,ddotal of four (4) squads, A, B, C, &
D.

FRI| SAT | SUN| MON | TUE | WED | THU | FRI | SAT | SUN | MON | TUE | WED | THU

12 | 12 12 X X X 12| 12| 12 12 X X X X

3. Change of work periods.The Police Chief, in accordance with Article 6.4yrchange
work periods upon seven days notice. The procedoresiaking work period changes
will be in accordance with the Department Poli@es Procedures.

4. Hour of Work. In addition to Article 6.10, the fourteen (14) dagrk week shall begin
2100 hours Thursday and end at 2059 hours the dédmnrsday from that date.

5. Overtime. In addition to Article 6.12, Employees on a foerie(14) day work period
shall receive contractual overtime (overtime in essc of the employee’s regularly
scheduled work shift or work period).
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6. Sick Leave Accrual. In addition to Article 15.2(A)(1), employees wdlccrue twelve
(12) hours of sick leave per month for each fulltiohe employee is on a fourteen (14)
day twelve (12) hour shift work period. Partial mizs will be pro-rated based on the
shift lengths and time in work period.

7. Other Terms, Limitations and Conditions.

a. During a fourteen (14) day twelve (12) hour shifirvperiod, an employee that takes

a holiday off during that work period will be chadyfor one (1) day of holiday leave.
The maximum cash-out of floating holidays at thd ehthe fiscal year pursuant to
Article 14.1 will not exceed ten (10) hours per s@d floating holiday.

b. The Parties agree to meet and confer periodicaliynd the term of the 2009-11
CBA to discuss and evaluate whether this MOU islteg) in the anticipated savings
in overtime expense. The first such meeting witw in December 2009 and no
later than Friday, December 18, 2009.

c. Neither party is bound by the terms of this MOU parposes of bargaining for the

2011-13 CBA.

For Washington State University

. — N / j

Rich Heath
Senior Associate Vice President
Washington State University

6 /19! 3905

Date

For the Guild

o 'w”\‘
an

" 'Darren Jones
President
WSU Police Guild
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Date
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