WASHINGTON FEDERATION OF STATE
EMPLOYEES (WFSE)

General Government (GG)
2023-25 Negotiations

Tentative Agreement

Please note the following:

Page 1 references Articles not opened. In addition, there were no
changes to Appendix A.

Appendix T- references job class changes resulting from the ITPS in the
2019-21 CBA (not attached).

Appendices E, F, I, J, K, L, M, N, U, V are salary schedules and will be
updated at a later date.
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| ARTICLE 3
2 BID SYSTEM
3 341 Applicability
4 A. This Article applies only to staff employed at a correctional facility in the
5 Department of Corrections (DOC), or the Department of Veterans Affairs
6 (DVA), and who work in positions that may require relief or coverage. This
7 Article also applies to employees at an institution in the Department of
8 Social and Health Services (DSHS), the Department of Children, Youth,
9 and Families (DCYF), the School for the Blind (WSSB), Center for Deaf
10 - and Hard of Hearing Youth (CDHY), Washington State Lottery (LOT),
11 (Section_3.1! only), Department of Agriculture (WSDA), (Section 3.12
12 only) and the Washington State Patro! (WSP) (Section 3.13 only}. }-and
13 =3 -E i lth-Serviees. For purposes of this Article,
14 ' the Special Commitment Center (SCC) and the Secure Community
15 Transition Facilities (SCTF) within the Department of Social and Health
16 Services (DSHS) will be considered one (1) institution.
17 B. This Article does not apply to the filling of non-permanent, on-call, project
18 or, except at the WSSB and the CDHY, career seasonal positions.
19 C. State Operated Living Alternatives (SOLA) with the Department of Social
20 and Health Services
21 - The partics_recognize and agree that the foremost responsibility of the
22 SOLA program is to support individuals based on their preference and need.
23 With this principle in mind, the partics agree that Article 3, Bid Svstem will
24 apply 1o the SOLA program with the Tolowing limitations:
25
26 . Employees may bid between SOLA homes located in the same
27 county where their position is permanently assigned,
28 . The Appointing Authority or Designee may reassign an employee
29 _ within the first sixty (60) calendar days after the bid process placement into
30 a position if a clicnt expresses concerns working with that staft member.
31 The concerns and any attenipts to tesolve the concerns will be documented
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and presented to_the Director of State Operated Community Residential
{SOCR). No reassignment will occur without the approval of the Rirector
of SOCR. This type of reassigtiment will not be documented as or
characterized as a disciplinary action. If an cmployee 1s reassigned, as
described i this MOU, the emplovee will not be prohibited from bidding

to other locations.

[« W RN -V S

. Reassignment from a bid position under Article 3.10), occurring
within the first sixty (60) calendar days as described above, 1s not subject to
the grievance procedure in Article 29 when the reassignment is based on
client need or choice.

S D 00 ]

11 3.2 Definitions

2 For purposes of this Article only, the following definitions apply:

13 A. Bid Positions

14 | Positions filled as a result of a bid.

15 B. Bid System

16 A process allowing employees with permanent status to submit bids to other
17 ' positions within their employing institution in the same job classification in
18 which they currently hold permanent status or to a lower classification in
19 which they have previously held status. A permanent part-time employee
20 will be eligible to bid for full-time positions after completion of one
21 thousand and forty (1,040) hours of employment within the job
22 classification. A permanent full-time employee will be eligible to bid on
23 part-time positions in the same job classification in which they currently
24 hold permanent status or to a lower classification in which they have
25 . previously held status.

26 C. Position

27 A particular combination of shifts and days off, except for the DSHS, DVA
28 and the DOC. In DSHS, DVA and DOC, a position is defined as a particular
29 combination of shift, days off and location. Within institutions at DSHS and
30 DCYF, a “float” designation shall be considered a location for bid purposes
31 when the institution has a float pool with permanent positions.
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1 3.3 Components of a Bid

2 With the exception of DOC, bids will indicate the employee’s choice of shift, days
3 off (and, for DSHS and DVA, location) and job classification. DOC employees will
4 bid by position number. Employees will be responsible for the accuracy of their
5 bids. Each bid will remain active for a period of six (6) months from the date
6 submitted by the employee.

7 3.4  Submittal and Withdrawal of Bids

8 Any bids submitted after the date a vacancy is considered to have occurred will not
9 be considered for that vacancy. Employees may withdraw their bids, in writing, at

10 any time prior to the referral.

11 35 New Positions or Reallocated Positions

12 When a new position is established or a vacant position is reallocated, the Employer
13 will post the position for seven (7) calendar days if the combination of shift and
14 days off (and, for DSHS, DVA and DOC, location) does not currently exist. The
15 agencies will use electronic and/or hard copy methods for notification, which-shall
16 include—ematl—neotifications—to—ehuible —employees:  Towhich  shall include
17 ;—:mailleleem-)i-}ie notifications to al—cligible employees.  Lack—oef —such
18 . . : : . : . :

19

20 3.6 Vacancy

21 For purposes of this Article, a vacancy occurs when:

22 A. An employee notifies management, in writing, that they intend to vacate
23 : their position; or

24 B. Management notifies an employee, in writing, that the employee will be
25 removed from their position.
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3.9

Awarding a Bid
When a permanent vacancy occurs, the Employer will determine if any employee

has submitted a tunster—or-a—velvtandemotion—request voluntary -demotion

reguesto+r—a bid for the shift and days off. Seniority will prevail provided the
employee has the skills and abilities necessary to perform the duties of the position.
An employee’s bid request may be turned down if the employee has documented
attendance or performance problems. The employee will begin working in the new
position within forty-five (45) calendar days of being awarded the bid unless

circumstances warrant otherwise,

Commitment Following an Award or Refusal of a Bid

A. For all agencies except DSHS and DCYF, when an employee has been
awarded a bid, or refuses an awarded bid, the employee will be prohibited
from requesting other bids for a minimum of six (6) months. The six (6)
month period will begin on the first day the employee is assigned the new
shift and/or days off. All other active bids the employee has on file will be

removed from the bid system.

B. For DSHS and DCYF, when an employee has been awarded a bid, the
employee will be prohibited from requesting other bids for a minimum of
twelve (12) months. If an employee refuses an awarded bid, the employee
will be prohibited from requesting other bids for a minimum of six (6)
months. The time period will begin on the first day the employee is assigned
the new shift, days off and/or location. All other active bids the employee

has on file will be removed from the bid system.

Whenever there is need for a major change in residential settings such as
elimination of positions or major changes to shifts or assignments, the Union and
the Employer may agree to suspend the procedure described in Sections 3.3 through
3.6 and 3.8 above and allow all employees to bid on positions, which will be filled

in accordance with the procedures in Section 3.7 of this Article.
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Reassignment from a Bid Position

Nothing in this Article will preclude management from reassigning an employee
from their bid position to another position on a different shift or to a position with
different days off, provided the employee is notified, in writing, of the reason(s) for

the reassignment. A copy of the notice will be sent to the Union.

Washington State Lottery

A. Prior to a vacant District Sales Representative (DSR) position being open
for recruitment, the Regional Sales Manager will have the opportunity to
realign or reassign territories. Input from the DSRs within the region wiil
be considered, and the Lottery will look for ways to incorporate changes
with the least amount of negative impact to the DSRs. The Regional Sales
Manager will determine the position to be open for recruitment, after

considering input from the DSRs within the region.

B. All DSRs statewide will be notified of vacancies within the bargaining unit.
DSRs indicating an interest in a transfer to the vacant position will be

considered utilizing the following criteria;

1. Demonstrated service to retailers.
2. Efficiency and effectiveness of performance.
3. Seniority based on employee preference.
C. If the employee is not selected after consideration of the first two (2) criteria

listed above, the Regional Sales Manager will discuss with the employee

the reason(s) for the decision.

Department of Agriculture — Grain Inspection Program

Bidding and assignment of permanent work shifts for bargaining unit employces
will be performed annually, unless a shorter period of time is mutually agreed to
between the parties, or at the addition or deletion of a work shift. Seniority criteria

for awarding a bid will be based on uninterrupted service date, not including
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1 military time, and with due regard for needs of industry, the Employer and
2 employees.
3 This Sub-article does not apply to employees in an inspector in-training series.
4 3.13 Washington State Patrol — Fingerprint Technicians, Leads and Supervisors
5 Bidding and assignment of permanent work shifts for Fingerprint Technicians,
6 Leads and Supervisors will be performed semi-annually in January and July. New
7 shifts begin on the Sunday closest to January 1 or July 1 regardless of the month in
8 which the Sunday occurs. Openings will be provided for a period of twenty-eight
9 (28) calendar days prior to the beginning of a new schedule and eligible employees
10 may bid on openings during this period. Fingerprint Technician 1s will be subject
11 to training requirements and may be assigned to a shift to meet training needs
12 during probationary periods.
For the Employer: For the Union:
% 08221202 @ pn o S i VYY), Y
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28
o Chief Negotiator
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ARTICLE 4
HIRING AND APPOINTMENTS

Filling Positions

The Employer will determine when a position will be filled, the type of appointment
to be used when filling the position, and the skilis and abilities necessary to perform
the duties of the specific position within a job classification. Only those candidates
who have the position-specific skills and abilities required to perform the duties of
the vacant position will be referred for further consideration by the employing

agency.

A. An agency’s internal layoff list will consist of employees who have elected
to place their name on the layoff list through Article 34, Layoff and Recall,

of this Agreement and are confined to each individual agency.

B. The statewide layofflist will consist of employees who have elected to place
their name on the statewide Iayoff list in accordance with
WAC 357-46-080.

C. A promotional candidate is defined as an employee who has completed the
probationary period within a permanent appointment and has attained

permanent status within the agency.

D. A transfer candidate is defined as an employee in permanent status in the

same classification as the vacancy within the agency.

E. A voluntary demotion candidate is defined as an employee in permanent

status moving to a class in a lower salary range maximum within the agency.

| When filling a vacant position with a permanent appointment, candidates

will be certified for further consideration in the following manner:
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The most senior candidate on the agency’s internal layoff list with
the required skills and abilities who has indicated an appropriate

geographic availability will be appointed to the position.

If there are no names on the internal layoff list, the agency will
certify up to twenty (20) candidates for further consideration. Up to
seventy-five percent (75%) of those candidates will be statewide
layoff, agency promotional, internal transfers, and agency voluntary
demotions. All candidates certified must have the position-specific
skills and abilities to perform the duties of the position to be filled.
If there is a tie for the last position on the certification for either
promotional or other candidates, the agency may consider up to ten
(10) additional tied candidates. The agency may supplement the
certiftcation with additional tied candidates and replace other
candidates who waive consideration with like candidates from the

original pool.

Employees in the General Government Transition Pool Program
who have the skills and abilities to perform the duties of the vacant
position may be considered along with all other candidates who have

the skills and abilities to perform the duties of the position.

If the certified candidate pool does not contain at least three 3)
affirmative action candidates, the agency may add up to three (3)

affirmative action candidates to the names certified for the position.

When recruiting for multiple positions, the agency may add an
additional five (5) agency candidates and five (5) other candidates

to the certified list for each additional position.

Recruitment and Application Process
Agencies will determine the recruitment process used to fill positions. When

recruiting for a bargaining unit position, the recruitment announcement will be
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posted for a minimum of seven (7) calendar days. One (1) recruitment
announcement may be used to fill multiple open positions. A recruitment
announcement may also be used to fill positions in addition to those listed in the
recruitment announcement if the recruitment announcement includes a statement
indicating that intent at the initial time of posting. Once all the position(s) from the
recruitment announcement are filled, the recruitment announcement may only be
used to fill additional open positions for the next sixty (60) days. An agency may
accept applications/recruit through the Department of Enterprise Services’ online
recruiting system, agency electronic process, and/or paper applications as indicated
on the recruitment announcement. In addition, agencies may use their intranet to
post positions. Agencies that use the Department of Enterprise Services’ online
recruiting system will accept and process agency-defined paper forms. Upon

request, agencies will assist employees through the application process.

Movement — Permanent Employees
A Within an Agency
1. Prior to certifying candidates for vacancies in accordance with
Section 4.1, an Appointing Authority may grant an administrative
transfer, voluntary demotion or elevation within an agency as long
as the permanent employee has the skills and abilities required to

perform the duties of the position.

2. Employees desiring a transfer, voluntary demotion or elevation may
initiate a request in writing to their agency human resources office,

or for DSHS, to the appropriate Appointing Authority.

3. Appointing authorities will consider these individuals for an
opening. Movement requests will be purged twice yearly on June

30" and December 31*.

4, Candidates interviewed will be notified of the hiring decision.
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This Subsection does not apply to those positions that have a
required bid system established in accordance with Article 3, Bid
System, unless the position remains vacant after the completion of

the bid process.

In addition, employees who are interested in a transfer, voluntary
demotion or elevation within an agency may also apply in

accordance with the processes outlined in Section 4.2, above.

B. Outside the Agency

1.

Prior to certifying candidates for vacancies in accordance with
Section 4.1, an Appointing Authority may grant an administrative
transfer, voluntary demotion or elevation to a candidate from
another agency as long as the permanent employee has the skills and

abilities to perform the duties of a position.

Employees transferring, demoting or elevating from outside the
agency will be required to serve a six (6) month review period.
Agencies may extend the review period for an individual employee
as long as the extension does not cause the total period to exceed

twelve (12) months.

The Employer may separate an employee or an employee may
voluntarily separate during the review period. Upon separation, and
at the employee’s request, the employee’s name will be placed on
the agency’s layoff list. The employee will remain on the list until

such time as their eligibility expires or they have been rehired.

An employee who is separated during their review period may
request a review of the separation by the Director or Secretary of the
agency or designee within twenty-one (21) calendar days from the

effective date of the separation. Separation during the review period
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will not be subject to the grievance procedure in Article 29

Grievance Procedure.

Permanent Status
An employee will attain permanent status in a job classification upon their

successful completion of a probationary, trial service or transition review period.

Types of Appointment
A. Non-Permanent
1. The Employer may make non-permanent appointments to filt in for

the absence of a permanent employee, during a workload peak,
while recruitment is being conducted, or to reduce the possible
effects of a layoff. Non-permanent appointments will not exceed
twelve (12) months except when filling in for the absence of a
permanent employee or to reduce the effects of a hiring freeze. A
non-permanent appointee must have the skills and abilities required

for the position.

2. A permanent employee who accepts a non-permanent appointment
within their agency will have the right to return to their prior
permanent position in the agency or to a position in the permanent
classification they left at the completion of the non-permanent
appointment; provided 1) the employee has not left the original non-
permanent appointment, or 2) multiple non-permanent
appointments have not exceeded a total of twelve (12) months,
unless the original Appointing Authority agrees otherwise.
Employees who are accepting a non-permanent appointment will be

notified of their return rights within their appointment letter.

An employee with permanent status may accept a non-permanent
appointment to another agency. At least fourteen (14) calendar days

prior to accepting the appointment, the employee must notify their
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current Appointing Authority of the intent to accept a non-
permanent appointment. Upon notification of the employee’s intent,
the employee’s permanent agency will notify the employee, in
writing, of any return rights to the agency and the duration of those
return rights. At a minimum, the agency must provide the employee

access to the agency’s internal layoff list,

The Employer may convert a non-permanent appointment into a
permanent appointment if the Employer used a competitive process
to fill the non-permanent appointment or if the non-permanent
appointment was filled using a veteran placement program. In such
circumstances the employee will serve a probationary or trial service
period. The Employer must follow Article 3, Bid System or appoint
an internal layoff candidate, if one exists, before converting an
employee from a non-permanent appointment to a permanent

appointment.

Time spent in the non-permanent appointment will count towards
the probationary or trial service period if the employee and the
employee’s position is converted from a non-permanent
appointment to a permanent appointment in accordance with

Subsection 3 above.

Time spent in the non-permanent appointment mav-wikmay count
towards the probationary or trial service period for the permanent
position within the same job classification. When non-permanent
time is not counted towards the probationary or trial service period,

the reason(s) will be provided to the employee in writing.

The Employer may end a non-permanent appointment at any time
by giving enefiveone (+31) working day’s notice to the employee.

If an employee is terminated for misconduct and the misconduct for

8/31/22
60f18
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1 which the employee is terminated is documented in the personnel
2 - file, just cause will apply.
3 B. On-Call Employment
4 The Employer may fill a position with an on-call appointment where the
5 work is intermittent in nature, is sporadic and it does not fit a particular
6 pattern. The Employer may end on-call employment at any time by giving
7 notice to the employee. If an employee is terminated for misconduct and the
8 misconduct for which the employee is terminated is documented in the
9 personnel file, just cause will apply.

10 C. In-Training Employment

11 L. The Employer may designate specific positions, groups of positions,

12 or all positions in a job classification or series as in-training. The

13 Employer will determine and document the training program,

14 including a description and length of the program. The in-training

15 plan must include:

16 a. The title of the goal class of the in-training plan.

17 b. The duties and responsibilities of the goal class.

18 c. The job classes that will be used to reach the goal class.

19 d. The skills and abilities that must be acquired by the

20 employee while in-training to the goal class.

21 The training plan may include any of the following components:

22 €. On-the job training;

23 f. Classroom or field instruction;

24 g Courses conducted by an educational institution, vocational

25 school, or professional training organization; or
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h. Written, oral and/or practical examinations(s).

Unless other staffing methods have been exhausted, positions with
primary responsibility for supervision will not be designated as in-

training positions.

A candidate who is initially hired into an in-training position must
successfully complete the job requirements of the appointment. The
Employer may separate from state service any employee who has
completed the probationary period for an in-training appointment
but does not successfully complete the subsequent trial service
period(s) required by the in-training program. Employees who are
not successful may be separated at any time with one (1) working
day’s notice from the Employer. Within seven (7) days of the
effective date of the separation, the employee may request a review
of the separation by the Director or Secretary of the agency or

designee.

An employee with permanent status who accepts an in-training
appointment will serve a trial service period(s), depending on the
requirements of the in-training program. The trial service period and
in-training program will run concurrently. The Employer may revert
an employee who does not successfully complete the trial service
period(s) at any time with one (1) working day’s notice. The
employee’s reversion right will be to the job classification that the
employee held permanent status in prior to their in-training
appointment, in accordance with Subsections 4.6 (B)(3) and 4.6
(B)(4) of this Article.

A trial service period may be required for each level of the in-
training appointment, or the entire in-training appointment may be

designated as the trial service period. Aan emplovee will T
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2 each-leveltowards the soal ¢lass: The trial service period and in-
3 training program will run concurrently. The Employer will
4 determine the length of the trial service period(s) to be served by an
5 employee in an in-training appointment, however the cumulative
6 total of the trial service periods for the entire in-training appointment
7 will not exceed thirby-sixtwelve thirtv-six(364236) months. The
8 appointment letter will inform the employee of how the trial service
9 period(s) will be applied during the in-training appointment.
10 _ 5. If a trial service period is required for each level of the in-training
11 appointment, the employee will attain permanent status in each
12 classification upon successful completion of the concurrent training
13 program and trial service period at each level.
14 6. If the entire in-training program—meaning all levels within the in-
15 training appointment—is designated as a trial service period, the
16 employee will attain permanent status in the goal classification upon
17 successful completion of the training requirements and concurrent
18 trial service period for the entire in-training program. Every 90 davs
19 of the trial service period. the Employer will provide a status report
20 to the emplovee. The status report will provide the employee with
21 an_update of progress towards completion of the training
22 requirements, and if necessary. offer remedial opportunities to assist
23 in the successful completion of the trial service period.
24
25 D. Project Employment
26 1. The Employer may appoint employees into project positions for
27 which employment is contingent upon state, federal, local, grant, or

28 other special funding of specific and of time-limited duration. The
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Employer will notify the employees, in writing, of the expected

ending date of the project employment.

Employees who have entered into project employment without
previously aitaining permanent status will serve a probationary
period. Employees will gain permanent project status upon

successful completion of their probationary period.

Employees with permanent project status will serve a trial service

period when they:
a. Promote to another job classification within the project; or

b. Transfer or voluntarily demote within the project to another
Job classification in which they have not attained permanent

status.

The Employer may consider project employees with permanent
project status who were appointed without a competitive process for
transfer, voluntary demotion, or promotion to other project positions
only. Project employees with permanent project status hired through
a competitive process will be eligible under Article 4.3 Movement
— Permanent Employees, for transfer, voluntary demotion or
elevatiop-—promotion for project and non-project positions.
Employees will serve a trial service period upon transfer, voluntary
demotion, or promotion to a non-project position in a job
classification that the employees have not previously attained

permanent status in.

For employees hired into a project position prior to July 1, 2013, the
Employer may convert a project appointment into a permanent
appointment and the employee will serve a probationary or trial

service period. For employees hired into a project position on or
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after July 1, 2013, the Employer may convert a project appointment
into a permanent appointment if the Employer used a competitive
process to fill the project appointment. In such circumstances, the

employee will serve a probationary or trial service period.

5. The layoff and recall rights of project employees will be in

accordance with the provisions in Article 34, Layoff and Recall.

E. Seasonal Career/Cyclic Employment

1. The Employer may make seasonal career appointments that are
cyclical in nature, recur at the same agency at approximately the
same time each year, and are anticipated to last for a minimum of
five (5) months but are less than twelve (12) months in duration

during any consecutive twelve (12) month period.

2. Upon completion of a six (6) or twelve (12) month probationary
period (in accordance with Subsection 4.6 A below) completed in
consecutive seasons at the same agency, employees in seasonal
carcer employment will assume the rights of employees with

permanent status.

3 The layoff and recall rights of secasonal career employees will be in

accordance with the provisions in Article 34, Layoff and Recall.

F. The designation of a position as non-permanent, on-call, in-training or
project, or the termination of a non-permanent, on-call, in-training or
project appointment is not subject to the grievance procedure in Article 29,

Grievance Procedure.

4.6  Review Periods
A. Probationary Period
1. Every part-time and full-time employee, following their initial

appointment to a permanent position, will serve a probationary
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period of six (6) consecutive months., except for employees in any

p—

2 Job classification listed in Appendix R, Job Classifications — Twelve
3 Month Probationary Period, will serve a twelve (12) month
4 probationary period. Agencies-may-extend-the-probationanyperiod
5 s individual e seas lonsactha axtanciondo - a A
6
7
8
9
10
11
12
13 and-the-employeebut-are-notto-exceed 1 2-months: Agencies may
14 extend the probationary period for an individual employee as long
15 as the extension does not cause the total period to exceed twelve (12}
16 months. Employees will be provided with a written explanation for
17 the extension. If the extension is based on performance issues, the
18 employee will receive a performance improvement plan.
19 2. The Employer may separate a probationary employee at any time
20 during the probationary period. The Employer will provide the
21 employee five-five (35) working days’ written notice prior to the
22 effective date of the separation. However, if the Employer fails to
23 provide five-[ive ($5) working days’ notice, the separation will stand
24 and the employee will be entitled to payment of salary for
25 upedivalentup to five-five (55) working days, which the employee
26 would have worked had notice been given. Under no circumstances
27 will notice deficiencies or performance improvement plan issues
28 result in an employee gaining permanent status. The separation of a
29 probationary employee will not be subject to the grievance

30 procedure in Article 29, Grievance Procedure.
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The Employer will extend an employee’s probationary period, on a
day-for-a-day basis, for any day(s) that the employee is on leave
without pay or shared leave, except for leave taken for military
service_or temporary reduction of work hours, consistent with

Article 34.6 E.

An employee who is appointed to a different position prior to
completing their initial probationary period may be required to serve
a new probationary period. The length of a new probationary period
will be in accordance with Subsection 4.6 A, unless adjusted by the
Appointing Authority for time aiready served in probationary status.
In no case, however, will the total probationary period be less than

six (6) consecutive months.

With approval of the Employer, an employee who accepts a non-
permanent appointment to a higher level position in the same job
series while serving an initial probationary period, may resume their
probationary period and receive credit for time already served in

probationary status if they return to the same position they vacated.

If the Employer converts the status of a non-permanent appointment

to & permanent appointment within the samc job classification, the

incumbent employee will serve a probationary period. However, the

Employer mav—may_credit time worked in the non-permanent

appointment toward completion of the probationary period within
the same job classification as defined in Subsection 4.6 A. When

non-perimanent time is not counted towards the probationary period,

the reason(s) will be provided to the employee in writing. If the

emplovee and the employee’s position is converted from a non-

penmanent appointment to a permanent appointment. time spent in
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| the non-permanent appointment will count towards the probationary
2 or trial service period.
3 B. Trial Service Period
4 l. Employees with permanent status who are promoted, or who
5 voluntarily accept a transfer or demotion into a job classification for
6 which they have not previously attained permanent status, will serve
7 a trial service period of six (6) consecutive months. Agencies may
8 extend the trial service period foran—individualfor an individual
9 employee as long as the extension does not cause the total period to
10 exceed twelve (12) months._ Employees will be provided with a
11 written_explanation for the extension. If the extension is based on
12 performance issues, the emplovee will receive a perforimance
13 improvement plan,
14 Employees in an in-training appointment will follow the provisions
15 outlined in Subsection 4.5 C.
16 2. Any employee serving a trial service period will have their trial
17 service period extended, on a day-for-a-day basis, for any day(s) that
18 the employee is on leave without pay or shared leave, except for
19 leave taken for military service_or temporary reduction of work
20 hours. consistent with Article 34.6 E.
21
22 3 An employee who is appointed to a different position prior to
23 completing their trial service period will serve a new trial service
24 period. The length of the new trial service period will be in
25 accordance with Subsection 4.6 B, unless adjusted by the appointing
26 authority for time already served in trial service status. In no case,
27 however, will the total trial service period be less than six (6)

28 consecutive months.
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An employee serving a trial service period may voluntarily revert to
their former permanent position within fifteen (15) days of the
appointment, provided that the position has not been filled or an
offer has not been made to an applicant. An employee serving a trial
service period may voluntarily revert at any time to a funded

permanent position in the same agency that is:

a. Vacant or filled by a non-permanent employee and is within

the employee’s previously held permanent job classification.

b. Vacant or filled by a non-permanent employee at or below

the employee’s previous salary range.

The reversion option, if any, will be determined by the Employer
using the order listed above. In both (a) and (b) above, the Employer
will determine the position the employee may revert to and the
employee must have the skills and abilities required for the position,
If possible, the reversion option will be within a reasonable

commuting distance for the employee.

With five (5) working days’ written notice by the Employer, an
employee who does not satisfactorily complete their trial service
period will be reverted to a funded permanent position in the same

agency, that is:

a. Vacant or filled by a non-permanent employee and is within

the employee’s previously held permanent job classification.

b. Vacant or filled by a non-permanent employee at or below

the employee’s previous salary range.

The reversion option, if any, will be determined by the Employer
using the order listed above. In both (a) and (b) above, the employee

being reverted must have the skills and abilities required for the
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1 vacant position. If possible, the reversion option will be within a
2 . reasonable commuting distance for the employee.
3 If the Employer fails to provide five (5} working days’ notice, the
4 reversion will stand and the employee will be entitled to payment of
5 the difference in the salary for up to five (5) working days, which
6 the employee would have worked at the higher level if notice had
7 been given. Under no circumstances will notice deficiencies result
8 in an employee gaining permanent status in the higher classification.
9 6. An employee who has no reversion options or does not revert to the
10 highest classification in which they previously attained permanent
1 status may request that their name be placed on the agency’s internal
12 layoff list for positions in job classifications where they had
13 previously attained permanent status.
14 7. An employee who is separated during their trial service period may
15 request a review of the separation by the Director or Secretary of the
16 agency or designee within twenty-one (21) calendar days from the
17 effective date of the separation. The reversion of employees who are
18 unsuccessful during their trial service period is not subject to the
19 grievance procedure in Article 29, Grievance Procedure.

20 4.7  Internal Movement Within Department of Corrections Only

21 A. Prior to certifying candidates in accordance with Section 4.1, the agency
22 will post vacancies for internal transfer candidates for three (3) business
23 days prior to posting externally. An employee’s transfer request will be
24 granted to another position within the bargaining unit provided:

25 1. The employee holds permanent status in the Jjob classification;




10
11

12

13

14
15
16
17

18
19
20
21
22
23

24
25

WFSE GG/2023-2025 Negotiations
Tentative Agreement

8/31/22

Page 17 of 18

2. The employee has demonstrated or been assessed to have the
position specific skills, abilities and qualifications necessary to

perform the duties of the position:

3. There are no disciplinary action(s) in their personnel file for the past

twelve (12) months;

4. There is no pending disciplinary action or the employee is not under

investigation into alleged misconduct;

5. The employee has not been granted previous internal movement

within the past two (2) years;

6. There are no repeated performance issues being addressed, as

documented in the employee’s supervisory file;

7. The appointment will not create a violation of agency policy;
8. It meets the needs of the work unit.
9. When posting the vacancy for internal transfer, the posting may

include language advising the prospective transfer employee of
specific needs and competencies of the position which, if not met,

may result in denial of transfer,

Transfer requests under this Sub-article must be made in writing and
submitted to the local Human Resources Office. If two (2) or more
employees request a transfer to the same position and they meet the above
criteria, the senior employee will be appointed. If an employee is offered a
transfer and refuses the offer, the employee will not be allowed to request

another transfer for twelve (12) months.

If an employee requests a transfer and does not meet the criteria listed

above, the employee may compete for the position.
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1 D. The offering of a formal layoff option in accordance with Article 34, Layoff
2 and Recall, a trial service reversion option or demotion option, prior to
3 granting a transfer request under this Sub-article, is not a violation of this
4 Sub-article, provided notice is given to the union prior to such actions
5 occurring.
6 E. This Section is not subject to the grievance procedure in accordance with
7 Article 29, Grievance Procedure. If an employee requests a transfer and it
8 is denied, the employee may request a review by the Department of
9 Corrections Secretary or designee (Deputy/Assistant Secretary) within
10 twenty-one (21) days from the date the employee was notified in writing
11 that they would not be transferred to the vacant position. The request for
12 review must be filed with the Department of Corrections Labor Relations
13 Office. The Secretary or designee will respond in writing within thirty (30)
14 days of receipt of the request for review.
| 15 1% This Section does not apply to filling positions covered under Article 3, Bid
16 System, non-permanent, on-call, or project positions.
17 TENTATIVE AGREEMENT REACHED
For the Empioyer: For the Union:
A 09/09/2022 ere o X Lo 9/ /22
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
" Chief Negotiator
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ARTICLE §
PERFORMANCE EVALUATIONS

5.1  Objective

A

The Employer will evaluate employee work performance. The performance
evaluation process will include performance goals and expectations that

reflect the organization’s objectives.

The performance evaluation process gives supervisors an opportunity to
discuss performance goals and expectations with their employees, assess
and review their performance with regard to those goals and expectations,
and provide support to employees in their professional development, so that

skills and abilities can be aligned with agency requirements.

To recognize employee accomplishments and address performance issues
in a timely manner, discussions between the employee and the supervisor
will occur throughout the evaluation period. Performance problems will be

brought to the attention of the employee to give the employee the

opportunity to receive any needed additional training and/or to correct the
problem before it is mentioned in an evaluation. Such discussions will be

documented in the supervisor’s file.

5.2 Evaluation Process

A.

Employee work performance will be evaluated every90-days prior to the
completion of their probationary and trial service periods and at least
annually thereafter. Within the Department of Social and Heaith Services
{Behavioral Health Administration and Developmental Disabilities
Administration only) and the Department of Veterans Affairs, where shift
charges are used, an immediate supervisor, prior to preparing the
employee’s evaluation will solicit input from the employee’s current shift

charge. This input will be considered by the supervisor for inclusion in the
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evaluation. Immediate supervisors will meet with employees to discuss
performance goals and expectations. Employees will receive copies of their
performance goals and expectations as well as notification of any

modifications made during the review period.

The supervisor will discuss the evaluation with the employee. The
employee will have the opportunity to provide feedback on the evaluation.

The discussion may include such topics as:

Reviewing the employee’s performance;

Identifying ways the employee may improve their performance;
Updatng the employee’s position description, if necessary;

Identifying performance goals and expectations for the next appraisal

period; and
Identifying employee training and development needs.

The performance evaluation process will include, but not be limited to, a
performance evaluation on forms used by the Employer, the employee’s
written signature or electronic acknowledgment of the forms, and any
comments by the employee. The evaluation, including employee comments,
will be considered by the reviewer. Once completed and
signed/acknowledged by the reviewer, a copy will be provided to the
employee (with reviewer comments, if any), who may provide responsive
comments to be attached to the evaluation. The completed and
signed/acknowledged performance evaluation form, including the

employee’s comments, will be maintained in the employee’s personnel file.
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D. The evaluation process is subject to the grievance procedure. The specific

content of performance evaluations are not subject to the grievance

procedure.

=N If an employee has been fully exonerated of misconduct in a disciplinary
grievance by the Employer or an arbitrator or the Employer determines that
allegations of misconduct are false, then references to the misconduct in the
performance evaluation will be removed. If the Employer fails to remove
the applicable portions of the performance evaluation, the failure to remove
those references is subject to the grievance procedure. However, the
Employer may retain this information in a legal defense file and it will only
be used or released when required by a regulatory agency (acting in their
regulatory capacity), in the defense of an appeal, legal action or as otherwise

required by law.

TENTATIVE AGREEMENT REACHED

For the Employer For the Union:
e 09/09/2022  _Maao 73—,0 V9 2
“Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Counc11 28
Chief Negotiator
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ARTICLE 6
HOURS OF WORK
Definitions
A, Full-time Employees

Employees who are scheduled to work an average of forty (40) hours per

workweek.

Law Enforcement Employees

Employees who work in positions that meet the law enforcement criteria of
Section 7 (k) of the Fair Labor Standards Act (FLSA).

Overtime-Eligible Position

An overtime-eligible position is one that is assigned duties and
responsibilities that meet the criteria for overtime coverage under federal

and state law.

Overtitme-Exempt Position

An overtime-exempt position is one that is assigned duties and
responsibilities that do not meet the criteria for overtime coverage under

federal and state law.

Part-time Employees
Employees who are scheduled to work less than forty (40) hours per

workweek.

Shift Emplovees
Overtime-eligible employees who work in positions that normally require

shift coverage for more than one (1) work shift, excluding: Department of
Children, Youth, and Families — Juvenile Rehabilitation (DCYF-JR) shift
workers as of July 1, 2005 who are paid overtime after forty (40) hours in a
workweek and employees who work at the Military Department

Washington Youth Academy.
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G. Workday
One (1) of seven (7) consecutive, twenty-four (24) hour periods in a

workweek.

H. Work Schedules
Workweeks and work shifts of different numbers of hours may be
established by the Employer in order to meet business and customer service

needs, as long as the work schedules meet federal and state laws.

I. Work Shift

The hours an employee is scheduled to work each workday in a workweek.

J. Workweek
1. A regularly re-occurring period of one hundred and sixty-eight 168)
hours consisting of seven (7) consecutive twenty-four (24) hour
periods. Workweeks will normally begin at 12:00 a.m. on Sunday
and end at 12:00 midnight the following Saturday or as otherwise
designated by the Appointing Authority or designee. If there is a
change in their workweek, employees will be given prior written

notification by the Appointing Authority or designee.

v HE-and

2. For the Department of Veterans Affairs,«
DSHS-workweeks will normally consist of forty (40) hours in a
seven (7) day workweek, which will normally consist of five (5)
workdays followed by two (2) consecutive days off or eighty (80)

hours in a fourteen (14) day work period.

Determination
Per federal and state law, the Employer will determine whether a position is

overtime-eligible or overtime-exempt. In addition, the Employer will determine if

an overtime-eligible position is a law-enforcement position, with or without an

extended work period, or a shift position. When the Employer determines that an

overtime-eligible position is overtime-exempt, the employee will be notified in
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writing of the determination. The notice will include an attached United States
Department of Labor fact sheet of the Fair Labor Standards Act (FLSA) guidelines.

Overtime-Eligible Employees (Excluding Law Enforcement Employees)
A.

Regular Work Schedules

The regular work schedule for overtime-eligible employees will not be more
than forty (40) hours in a workweek, with starting and ending times as
determined by the requirements of the position and the Employer. The
regular work schedule will nermaty-normally include two (2) consecutive
scheduled days off. The Employer may adjust the regular work schedule
with prior notice to the employee. If the Employer extends an employee’s
daily work schedule by more than two (2) hours on any given day, the
Employer will not adjust another workday or the employee’s workweek to
avoid the payment of overtime or accrual of compensatory time. This

provision will not apply:

1. When an employee requests to adjust their hours within the
workweek and works no more than forty (40) hours within that

workweek; or

2. To those job classifications that have an inherent need for flexibility
to adjust their daily work schedules within the regular workweek to
accomplish assigned job duties and responsibilities. When adjusting
an employee’s work schedule, the Employer will consider an
employee’s preference as long as the agency can meet business and
customer service needs and without causing an additional cost to the

agency. These classifications are listed in Appendix B.

Alternate Work Schedules
Workweeks and work shifts of different numbers of hours may be
established for overtime-eligible employees by the Employer in order to

meet business and customer service needs, as long as the alternate work
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schedules meet federal and state laws. Employees may request alternative
work schedules and such requests will be approved by the Employer, except
as provided below, subject to business and customer service needs. The
Employer may disapprove requests if there are performance or attendance
concerns. Previously approved alternate work schedules may be rescinded
by the Employer if business and customer service needs are no longer being
met, or if performance or attendance concemns occur. The Employer will

consider employees’ personal and family needs.

Daily Work Shift Changes

The Employer may adjust an overtime-eligible shift employee’s daily start

and/or end time(s) by two (2) hours.

Temporary Schedule Changes

Overtime-eligible employees’ workweeks and/or work schedules may be
temporarily changed with prior notice from the Employer. A temporary
schedule change is defined as a change lasting thirty (30) calendar days or
less. With the exception of the job classifications listed in Appendix B,
overtime-eligible employees will receive three (3) calendar days’ written
notice of any temporary schedule change. The day that notification is given
is considered the first day of notice. Adjustments in the hours of work of
daily work shifts during a workweek do not constitute a temporary schedule

change.

Permanent Schedule Changes

Overtime-cligible employees’ workweeks and work schedules may be
permanently changed with prior notice from the Employer. Overtime-
eligible employees will receive seven (7) calendar days’ written notice of a

permanent schedule change, which will include the reason for the schedule

change. The day notification is given is considered the first day of notice.

consecutive-davs-off for-an-emplovee which-shatl-include—the transition
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tronrone permanent sehedwle to-another permuanentschedule. Adjustments

in the hours of work of daily work shifts during a workweek do not

constitute a permanent schedule change.

Emergency Schedule Changes

The Employer may adjust an overtime-eligible employee’s workweek and
work schedule without prior notice in emergencies, for highway snow, ice
or avalanche removal, fire duty, grain inspection, or extraordinary

unforeseen operational needs.

Employee-Requested Schedule Changes

Overtime-eligible employees’ workweeks and work schedules may be
changed at the employee’s request and with the Employer’s approval,
provided the Employer’s business and customer service needs are met and

no overtime expense is incurred.

An overtime-eligible employee, including an employee on standby status,
will be compensated for all time worked, other than de minimis time, for
receiving or responding to work related calls, unless otherwise provided for

in this Agreement.

Overtime-Eligible Law Enforcement Employee Work Schedules

The regular work schedule for full-time overtime-eligible law enforcement
employees, not receiving assignment pay for an extended work period, will
not be more than one hundred and sixty (160) hours in a twenty-eight (28)
day period. The Employer may adjust the work schedule with prior notice

to the employee.

Park Rangers Not Residing in Park Housing

If the Employer requires a ranger not living in Park housing to work on a
scheduled day off, the ranger will be notified of the assignment prior to the

ranger’s scheduled quitting time on the second work day preceding the
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scheduled day off. A lack of such notice will constitute callback in
accordance with Article 42.17 B.

Overtime-Eligible Unpaid Meal Periods
The Employer and the Union agree to unpaid meal periods that vary from and
supersede the unpaid meal period requirements of WAC 296-126-092. Unpaid meal

periods for employees working more than five (5) consecutive hours, if entitled,
will be a minimum of thirty (30) minutes and will be scheduled as close to the
middle of the work shift as possible. Employees working three (3) or more hours
longer than a normal workday will be allowed an additional thirty (30) minute
unpaid meal period. When an employee’s unpaid meal period is interrupted by work

duties, the employee will be allowed to resume their unpaid meal period following

- the interruption, if possible, to complete the unpaid meal period. In the event an

employee is unable to complete the unpaid meal period due to operational necessity,
the employee will be entitled to compensation, which will be computed based on

the actual number of minutes worked within the unpaid meal period. Meal periods

- may not be used for late arrival or early departure from work and meal and rest

Overtime-Eligible Paid Meal Periods for Straight Shift Schedules
The Employer and the Union agree to paid meal periods that vary from and

supersede the paid meal period requirements of WAC 296-126-092. Employees

working straight shifts will not receive a paid meal period, but will be permitted to
eat intermittently as time allows during their shifts while remaining on duty. Paid

meal periods for employees on straight shifts do not require relief from duty.

Overtime-Eligible Rest Periods
The Employer and the Union agree to rest periods that vary from and supersede the

rest periods required by WAC 296-126-092. Employees will be allowed one (1)

rest period of fifteen (15) minutes for each one-half (1/2) shift of three (3) or more
hours worked at or near the middle of each one-half (1/2) shift of three (3) or more

hours. Rest periods do not require relief from duty. Where the nature of the work
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allows employees to take intermittent rest periods equivalent to fifteen (15) minutes
for each one-half (1/2) shift, scheduled rest periods are not required. Rest periods

may not be used for late arrival or early departure from work and rest and meal

periods will not be combined excopt as provided tor in Section 6.7A.

A. Breaks and lunch periods for employees of DES Consolidated Mail Inserting

6.8

6.9

" Section workine the swing shifl in the Inserting Section of the DE

Mail.

1. Employees will have two (2) thirty (30) minute breaks per workday rather

than one (1) thirty (30) minyte break and (wo (2) fiftcen (15) minyte rest

periods. For the purposes of administering the terms of Sections 6.5 and 6.7,

the first thirty (30) minute break shall be considered the break and the

second thirry (30) minute period shall be considered the rest period.

2. These thirty (30) minute breaks will occur at or as near as possible to 3:00

PM and 6:00 PM.

- Positive Time Reporting — Overtime-Eligible Employees

Overtime-eligible employees will accurately report time worked in accordance with

a positive time reporting process as determined by each agency.

Overtime-Exempt Employees

Overtime-exempt employees are not covered by federal or state overtime laws.
Compensation is based on the premise that overtime-exempt employees are
expected to work as many hours as necessary to provide the public services for
which they were hired. These employees are accountable for their work product,
and for meeting the objectives of the agency for which they work. The Employer’s

policy for all overtime-exempt employees is as follows:

A. The Employer determines the products, services, and standards that must be

met by overtime-exempt employees.
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Overtime-exempt employees are expected to work as many hours as

necessary to accomplish their assignments or fulfill their responsibilities

and must respond to directions from management to complete work

assignments by specific deadlines. Overtime-exempt employees may be

required to work specific hours to provide services, when deemed necessary

by the Employer.

The salary paid to overtime-exempt employees is full compensation for all

hours worked.: except:

1.

Psychologist — Forensic Evaluators and Psychiatric Social Workers
working at the Department of Social and Health Services (DSHS)
are expected to work as many hours as necessary to accomplish their
assignment or fulfill their core responsibilities. However, because
DSHS has a unique situation that requires Psychologist-Forensic
Evaluators and Psychiatric Social Workers to work hours over and
above those necessary to accomplish their assignment and fulfill
their core responsibilities, Psychologists — Forensic Evaluators and
Psychiatric Social Workers will receive additional straight time pay

at their regular rate of pay for working these “extra duty” hours.

“Extra Duty” is defined as work hours assigned by management that
are hours over and above those necessary to accomplish the
Psychologist — Forensic Evaluator’s and Psychiatric Social
Worker’s regular assignment and fulfill their core responsibility.
“Extra duty” hours typically include covering hours/shifts not
regularly assigned to any other Psychologist — Forensic Evaluator or
Psychiatric Social Worker. When seeking to fill the extra duty hours,
the Employer retains the right to assign any Psychologist — Forensic
Evaluator or Psychiatric Social Worker who has the appropriate
skills and abilities required for the extra duty. Management will ask

for volunteers for the extra duty, but retains the right to select any
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Psychologist — Forensic Evaluator or Psychiatric Social Worker for
the extra duty regardless of whether there are volunteers or not and
retains the right to restrict the number of extra duty assignments that

any one employee works.

Overtime-exempt employees’ salary includes straight time for holidays. An
overtime-exempt employee whose Employer requires him or her to work on
a holiday will be paid at an additional rate of one and one-half (1-1/2) times

the employee’s salary for the time worked.

Employees will consult with their supervisors to adjust their work hours to
accommodate the appropriate balance between extended work time and
offsetting time off. Where such flexibility does not occur or does not
achieve the appropriate balance, and with approval of their Appointing
Authority or designee, overtime-exempt employees’ will accrue exchange
time for extraordinary or excessive hours worked. Such approval will not
be arbitrarily withheld. Exchange time may be accrued at straight time to a
maximum of eighty (80) hours. When an employee accrues forty (40) hours
of exchange time, the employee and the Employer will develop a plan for
the employee to use the accrued exchange time in the next ninety (90) days.
Exchange time can be used in lieu of sick leave and vacation leave.
Exchange time has no cash value and cannot be transferred between

agencies.

If they give notification and receive the Employer’s concurrence, overtime-
exempt employees may aiter their work hours. Employees are responsible

for keeping management apprised of their schedules and their whereabouts.

Prior approval from the Employer for the use of paid or unpaid leave for
absences of two (2) or more hours is required, except for unanticipated sick

leave.
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Military Department — Emergency Management Division

The Employer may send an employee home to rest prior to returning for the night
shift to cover an emergency or declared disaster. When this occurs, the rest period
will be considered time worked through the end of the employee’s scheduled work
shift. No employee will be required to work more than six (6) consecutive days in
a seven (7) day period unless the state Emergency Operations Center is at Level 1,

Full Activation.

Department of Transportation ~ Maintenance Bargaining Unit - Winter
Shift and Contingency Schedules

The Employer will establish yearly winter shift and contingency schedules as
needed. Within reasonable staff and program considerations, the Employer will
accommodate employee shift preference based on Department of Transportation
continuous service. It is recognized that in assigning shifts and days off, a balance

of experience, skills and abilities may be required.

Department of Fish and Wildlife — Construction and Maintenance

A. Normal unpaid commute time for employees residing at temporary
residences and traveling to temporary work sites, will be thirty (30) minutes.
Commute time over thirty (30) minutes will be considered to be work time.
This work time will be taken from the end of the work shift to travel back

to the temporary residence.
B Subsection A, above, will not apply when:

L. An employee (driver only) begins their mandatory pre-trip safety
checks on vehicles requiring the use of a Commercial Driver's
License (CDL). This does not apply to department pickups or other
non-CDL vehicles used for transportation to and from work sites;

and

2. When the nearest temporary residence is beyond thirty {30) minutes

from the temporary work site, all travel from the temporary
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residence to the work site and the return to the temporary residence

will be considered work time.

Department of Agriculture — Grain Inspection Program

To provide inspection and weighing services for grain being loaded onto export
vessels, the Employer may establish and staff both emergency and overtime shifts
using key position staffing, with a minimum of three (3) permanent employees
licensed to perform key duties, any combination of inspectors, protein operators,
and grain sampler-weighers. The minimum of three (3) permanent employees does
not apply to the Aberdeen facility. The Aberdeen facility will be staffed with a
minimum of two (2) permanent employees. The remaining positions on such shifts

may be staffed with non-permanent employees.

Department of Transportation — Commercial Driver’s License (CDL)

Required Positions

A. The Employer will not require an employee utilizing their CDL to work
more than fifteen (15) consecutive hours without providing a rest period of

at least eight (8) consecutive hours.

B. Employees utilizing their CDL to work fifteen (15) consecutive hours will
be required to take an eight (8) consecutive hour rest period before resuming
the next duty period. The employee will suffer no loss of regular straight
time hourly earnings for any time missed during that rest period that
otherwise would have been part of their regularly scheduled shift.
Employees will not be eligible for any other work assignment, including an

overtime assignment or work shift, during the required (8) hour rest period.

Shift Exchange — Department of Corrections — Work Release Facilities (WR)
and Military Department - Youth Academy
Overtime-eligible employees employed at WR or the Youth Academy who have

- the same job classification will be allowed to exchange full shifts for positions in

which they are qualified in accordance with the following:
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A. Request for shift exchanges will be submitted seven (7) calendar days in
advance of the exchange, when practical.
B. The requested shift exchange is voluntary, and is agreed to in writing by

both employees, and approved in writing by the supervisor(s) for exchanges
of no more than one (1) week. Requests for consecutive shift exchanges in
excess of one (1) workweek will be submitted to the appropriate Appointing
Authority or designee for approval. If such request is denied, the employee

will be provided the reason(s) in writing for the denial.
C. Requested shift exchanges will be considered on a case-by-case basis.

D. Shift exchanges must occur within the same pay period. Shift exchanges
will not result in the payment of overtime. Each employee will be

considered to have worked their regular schedule.

E. For shift exchanges that occur on an employee’s designated holiday, the
employee who is regularly scheduled to work on that holiday will receive

the holiday compensation, regardless of who physically worked on that day.

F. The failure of an employee, who has exchanged shifts, to work the agreed

upon shift without appropriate cause may be a basis for disciplinary action.

The shift exchange system will not be used to circumvent the bid system by
significantly altering an employee’s workweek or supervisory chain of

command.

Department of Ecology — Spill Response Team

Employees working on the spill response team who work sixteen (16) hours in a
twenty-four (24) hour period will be required to take eight (8) hours off for rest
before resuming the next duty period. The employee will suffer no loss of regular
straight-time hourly earnings for any time missed up to six (6) hours during that

rest period that otherwise would have been part of their regularly scheduled shift.

- Employees will not be eligible for any other work assignment, including an
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overtime assignment or work shift, that begins during the required eight (8) hour

rest period.

Shift Exchange—Department of Social and Health Services (DSHS) and
Department of Children, Youth and Families (DCYF)

Overtime-eligible shift employees employed by DSHS at Eastern and Western
State Hospitals, Child Study and Treatment Center, Special Commitment Center,
Lakeland Village, Rainier School, Yakima Valley School, Fircrest School, and
employees employed by DCYF at Greenhill School, Echo Glen Children’s Center
and Naselle Youth Camp who have the same job classification will be allowed to
exchange full shifts for positions in which they are qualified in accordance with the

following:

A. Requests for shift exchanges will be submitted seven (7) calendar days in

advance of the exchange, when practical.

B. The requested shift exchange is voluntary, and is agreed to in writing by
both employees, and approved in writing by the supervisor(s) for cxchanges
of no more than one (1) workweek. Requests for consecutive shift
exchanges in excess of one (1) workweek will be submitted to the
appropriate appointing authority or designee for approval. If such request is

denied, the employee will be provided the reason(s) in writing for the denial.
C. Requested shift exchanges will be considered on a case-by-case basis.

D. Shift exchanges must occur within the same pay period. Shift exchanges
will not result in the payment of overtime. Each employee will be

considered to have worked their regular schedule.

E. For shift exchanges that occur on an employee’s designated holiday, the
employee who is regularly scheduled to work on that holiday will receive

the holiday compensation, regardless of who physically worked on that day.
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F. An employee will not receive shift premium pay under Article 42.19, Shift
Premium, solely as a result of a shift exchange. Each employee will be
considered to have worked their regular scheduled work shift for purposes

of shift premium pay.

G. The failure of an employee, who has exchanged shifts, to work the agreed
upon shift without appropriate cause may be a basis for disciplinary action

or suspension of the ability to exchange shifts in the future.

H. Mental Health Technicians and Psychiatric Security Attendants may
exchange shifts as long as the employees qualify to work in positions for
which the employees are requesting shift exchange. Licensed Practical
Nurses and Psychiatric Security Nurses may exchange shifts as long as the
employees qualify to work in positions for which the employees are

requesting shift exchange.

L Denials of shift exchanges are not subject to the grievance procedure under
Article 29, Grievance Procedure, of the parties’ collective bargaining

agreement.

L Employees working in different classifications as provided in Subsection H.
above will be considered to have worked their regular scheduled work shift

for purposes of pay in Article 42.1, “GS” Pay Range Assignments.

K. The shift exchange system will not be used to circumvent the bid system by
significantly altering an employee’s workweek or supervisory chain of

command.

6.18 = Department of Transportation — Emergency Schedule Change
At the time DOT changes an employee’s schedule in accordance with Article 6.3F,
Emergency Schedule Changes, it will notify the employee that the change is an

emergency schedule change. DOT will also provide the employee written notice
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that the schedule change is in accordance with Article 6.3 F, Emergency Schedule

Changes. The written notice will be provided after the schedule change.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
i i
T = o R B0 Vr/r>-
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WEFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 7
OVERTIME

Overtime

Overtime is defined as time that a full-time overtime-cligible employee :

1.

Works in excess of forty (40) hours per workweek (excluding law

enforcement employees).
Works in excess of their scheduled work shift and:
a. The employee is a shift employee, or

b. The employee works in the Maintenance Bargaining Unit
within the Washington State Department of Transportation,

or;

c. The employee works within the Fruit/Vegetable Inspection
Bargaining Unit or the Grain Inspection Bargaining Unit
within the Washington State Department of Agriculture and

does inspections.

Works in excess of one hundred and sixty (160} hours in a twenty-
eight (28) day period and the employee is a law enforcement
employee not receiving assignment pay for an extended work

period.

Works while on fire duty as specifically defined in Article 42,

Compensation.
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B. Overtime Rate

In accordance with the applicable wage and hour laws, the overtime rate
will be one and one-half (1-1/2) of an employee’s regular rate of pay. The

regular rate of pay will not include any allowable exclusions.

C. Work

The definition of work, for overtime purposes only, includes:
L. All hours actually spent performing the duties of the assigned job:.

2. Travel time required by the Employer during normal work hours
from one work site to another or travel time outside the employee’s
normal work hours to a different work location that is greater than

the employee’s normal home-to-work travel time:.
3. Vacation leave;

4, Sick Leave:

5 Compensatory time;

6. Holidays:

7. Any other paid time not listed below.
D. Work does not include:

1 Shared leave;

2. Leave without pay;

3 Additional compensation for time worked on a holiday:;

4, Time compensated as standby, callback, or any other penalty pay.
Overtime-Eligibility and Compensation
Employees are eligible for overtime compensation under the following

circumstances:;
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A Full-time overtime-eligible employees who have prior approval and work

more than forty (40) hours in a workweek will be compensated at the
overtime rate. A part-time overtime-eligible employee will be paid at their
regular rate of pay for all work performed up to forty (40) hours in a
workweek and paid at the overtime rate for authorized work of more than
forty (40) hours in a workweek.

B Full-time overtime-eligible shift employees who have prior approval and

work more than their scheduled shift will be compensated at the overtime
rate. A part-time overtime-eligible shift employee will be paid at their
regular rate of pay for all work performed up to forty (40) hours in a
workweek and paid at the overtime rate for authorized work of more than

forty (40) hours in a workweek.

C. Overtime-eligible law enforcement employees, not receiving assignment
pay for an extended work period, who have prior approval and work more
than one hundred and sixty (160) hours in a twenty-cight (28) day period

will be compensated at the overtime rate.

D. Overtime-eligible employees who have prior approval and work overtime

as specifically defined in Article 42, Compensation.

Overtime Computation
Computation of overtime will be rounded upward to the nearest one-tenth (1/10th)

of an hour.

General Provisions

A. The Employer will determine whether work will be performed on regular
work time or overtime, the number of employees, the skills and abilities of
the employees required to perform the work, and the duration of the work,
The Employer will first attempt to meet its overtime requirements on a
voluntary basis with qualified employees who are currently on duty. Except

as provided in Section 7.8, in the event there are not enough employees



WFSE GG 2023-2025 Negotiations
Tentative Agreement

9/15/22

Page 4 of 14

D b b WM -

~J

10
Il

12
13
14
15
16
17
18
19

20
21
22

23
24
25
26
27

28

volunteering to work, the supervisor may require employees to work

overtime. . The-employer will notrequire-any-individualemployee-to-work

invehitary-—overtime on—inore than—two-conseeutive—days—The cmplover
will not require any individual emplovee to work forrr—{htwo—-t2 - our

{four Three-(34) or more hours of involuntary overtime on more than three

consecutive days unless emergent conditions exist.

If an employee was not offered overtime for which they were qualified, the
employee will be offered the next available overtime opportunity for which
they are qualified. Under no circumstances will an employee be
compensated for overtime that was not worked. There will be no

pyramiding of overtime.

7.5  Compensatory Time for Overtime-Eligible Employees

A

Compensatory Time Eligibility

compensatory time in lieu of cash payment for overtime wosked—to an
overtime-eligible employee, upon agreement between the Employer and the
employee. Compensatory time must be granted at the rate of one and one-

half (1-1/2) hours of compensatory time for each hour of overtime worked.

Maximum Compensatory Time

Employees may accumulate no more than the maximum number of hours

of compensatory time allowed under the federal Fair Labor Standards Act.

Compensatory Time Use

Employees must use compensatory time prior to using vacation leave,
unless this would result in the loss of their vacation leave. Compensatory
time must be used and scheduled in the same manner as vacation leave, as

in Article 11, Vacation Leave.

Compensatory Time Cash Out




WFSE GG 2023-2025 Negotiations
Tentative Agreement

9/15/22

Page S of 14

W oo N bk W OR -

)

b
[a—

12
13

14

15

16
17
I8
19
20
21
22

23

24
25

26

b

Overtime-Eligible Emplovees —(Excluding Center for Childhood

Deafness and Hearing Loss, Washington State School for the

Blind. Department of Agriculture,-Department of Corrections and

Department of Transportation Employees)

All compensatory time must be used by June 30th of each year. If

compensatory time balances are not scheduled to be used by the
employee by April of each year, the supervisor will contact the
employee to review their schedule. The employee’s compensatory

time balance will be cashed out every June 30th or when the

employee:
a. Leaves state service for any reason,
b. Transfers to a position in their agency with different funding

sources, or
c. Transfers to another state agency.

Overtime-Eligible Emplovees — Department of Transportation

All compensatory time must be used by June 30th of each biennium.

I’ compensatory time balances are not scheduled to be used

by the employee by April of the end of the biennium, the

supervisor_ will contact the cmployee to review their

schedule. The employee’s compensatory time balance will

be cashed out every June 30th of each biennium o1 when the

employee:
a. Leaves state service for any reason,
b, Transfers to a position in their asency with different funding

SOUrces, or

C. Transfers to another state asency.
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Voluntary Cash Qut

Deaftess and

Hard of Hearing Youth kess . and Washington State School for the
Blind-and-Department o£ Corrections.

Compensatory time may be voluntarily cashed out at any time

except during the month of February. In addition, the full balance of
accrued compensatory time must be cashed out on June 30™ at the

end of every biennium_or when the employee:

a. Leaves state service for anv reason,

b. Transfers to a position in their agency with different funding

SOUrces, or

& Transters to another state agency.

T

Overtime-Eligible Employees — Department of Agriculture

Compensatory time may be voluntarily cashed out at any time

except during the month of February. If compensatory time balances

year, the supervisor or manager will contact the employee to review

their schedule. An emplovee may carry over 20 hours from the first

year of any biennium to the next vear. In addition, the full balance

of accrued compensatory time must be cashed out at the end of each

biennium- or when the emplovec;

a. Leaves state service for any reason,
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b. Transfers to a position in their agency with different funding

sources, or

(o Transfers to another state agency.

S——Overtime-Eligible- Emplovees-—Depastment-of Franspoertation

Department of Agriculture — Grain Inspection Program

A.

Any employee who works a double shift or returns from an emergency shift
to their permanent shift, will be required to take (8) hours off for rest after
such shifts. The employee will suffer no loss of regular straight-time hourly
earnings for any time missed during that rest period that otherwise would
have been part of their regularly scheduled shift. Such employees will not
be eligible for any overtime assignment or shift commencing during the

eight (8) hour rest period.

Shift extensions, early starts and occasions when lunch periods require
overtime will be first offered to available employee(s) having the ability to
perform the work and the lowest amount of overtime hours, who are on shift
at the facility where the overtime occurs. The Employer will maintain an

overtime tracking sheet which will be updated weekly and reset the first
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Wednesday of each quarter. For shift extensions in offices with multiple
sites, employees having the lowest amount of overtime hours at any other
site(s) serviced by that grain inspection office will be offered the
opportunity to work the extension if they can complete their regular shift
and travel to the extending site by the time the extension begins. Time
traveled outside of scheduled shifts will not be paid time. If there still is not
enough staff, employees on site may be required to work. Employees with
less than forty (40) hours accumulated overtime in a month at the start of
the shift may be required to work and will complete the shift or extension.

Employees will finish any assignments for which they volunteer.

The Employer will not require employees to work in excess of twenty (20)

continuous hours of regular time and overtime.

Those employees who do not desire to work overtime will not be required
to do so beyond forty (40) cumulative overtime hours each month, except
as provided in Subsection 7.6 E, below. However, at export shipping
operations scheduled on a regular Monday through Friday basis, when staff
is required on weekends to provide inspection and weighing services for
grain being loaded onto export vessels, a minimum of three (3) permanent
employees licensed to perform key duties, {(any combination of inspectors,
protein operators, and grain sampler-weighers), will be offered the work
before on-call employees are used. The minimum of three (3) permanent
employees does not apply to the Aberdeen facility. The Aberdeen facility

will be staffed with a minimum of two (2) permanent employees.

An employee with more than forty (40) hours of accumulated overtime in a
month may be required to extend a current shift for not more than four 4)
hours in order to assure service delivery not more than once per month,
However, hours that an employee is required to work under this paragraph
will be credited to the employee’s forty (40) hour limit in the following

month.
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An emplovee warkine within the Grain Program with less than forty (40)

hours accumulated overtime in a month may be excused from an

involuntary overtime assignment once per_month; provided the excused

overtime assignment does not interrupt service delivery and employvees

possessing the required skills and abilitics of the excused position(s) are

available.

7.7 | Department of Transportation (DOT)

A,

Overtime opportunities will be offered whenever and wherever possible on
a straight rotational basis. Each superintendent or equivalent and employees
will confer and mutually determine, for normal areas of responsibility, the
employees on a specific rotation list(s). Employees will be placed on a
rotation list in order of continuous DOT service. The rotation list will be
kept current and posted in each facility. The Employer and employees will

share the responsibility for keeping the list(s) current.

Overtime will be offered first to all bargaining unit employees on the
rotation list, then to any qualified employee. Documented attempts to
contact an employee constitutes an offer. Overtime will be offered to
employees who are qualified to do the work, regardless of classification.
Overtime that extends a shift will be offered first to qualified employees on
that shift and preferably, to the employee(s) currently performing the work.

Shift extensions do not count as an overtime opportunity.

The parties recognize and agree that in cases of operational necessity, public
safety, and/or efficient delivery of public services, that it may be necessary

for the Employer to deviate from the straight rotation process.

In the event the Employer deviates from the straight rotation process, the
Employer will explain to affected employees the reason for the deviation.
The Employer will also take necessary actions to correct missed
opportunities by skipping in the next rotation those employees who were

called out-of-sequence.
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1 E. Bargaining unit supervisors and/or designees, making or receiving work-
2 related calls at home, will be compensated for a minimum of one-half (1/2)
3 hour for the time worked. Callback is not authorized for this work.
4 7.8 - Department of Corrections, Department of Social and Health Services,
5 Department of Children, Youth, and F amilies, and Department of Veterans
6 Affairs Institutions
7 Overtime-eligible shift employees employed at a Department of Corrections Werk
8 - Release—FaeilityRe-entry Centers, or at an institution within the Department of
9 Social and Health Services, or within an institution or community facility at_the
10 Department of Children, Youth, and Families, or the Department of Veterans
11 Affairs
12 - When involuntary overtime is required, it will be assigned to employees on duty in
13 inverse order of seniority, provided the employee has the skills and abilities
14 required of the positions. The inverse order will be re-established when the list has
15 been exhausted, i.e. the employee with the greatest seniority has worked their
16 - required overtime.- The updated inverse order list for involuntary overtime shall be
17 provided at least once each day atthe-start-ofeachshifi and posted on each facility’s
I8 on-line portal or an easily accessible location. Fheupduted-tnverse-vrdertistfor
20 T :
21
22
23
" 24
25
26
27
28

29
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An employee who volunteers and works an overtime shift prior to an
involuntary overtime assignment will have their name removed from the

overtime rotation for that cycle.

An employee may be excused from an involuntary overtime assignment
twice—three—four—times—one times per month quarter. An excuse from
mvoluntary overtime-shat-eoverall-overtime for-a 24-hourperiod: is for the

following shift recardless if the involuntary overtime list has been

reestablished.

An employee will not be required to work an involuntary overtime after

working a regular shift prior to an approved vacation leave day.

Once confirmed, an employee who is required to work an involuntary

overtime will be notified as soon as possible.

wel4(*i-nwluﬁta-lw—e\%ime.—A»4aw>fleweﬁ-i-me—w-ﬂkbe—eensidered—m—-e—{%—)

hours-ormere:

The emplover will not require any individual employee to work more than

two (2) consccutive davs_of involuntary overtime unless emereent

conditions ¢xist as determined by the Appointing Authority or designee. A
day of overtime will be considered four-{Htwo-12) four{43) threelour (4)

hours or more,
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An employee who is excused from working overtime under Subsection 7.8 B or 7.8

C above will:

be the first to be called when an involuntary overtime assignment is required and

the employee is on a scheduled workday.

Department of Corrections Work Release Facilities (WR) - Voluntary
Overtime

Correctiona] Officers and Sergeants employed at WR:

When the Employer determines that overtime is necessary at WR, the Employer
will identify the number of positions requiring overtime, the duration of such
overtime, and the qualifications, skills and abilities of the employees required to
perform the work. Overtime will be assigned as voluntary pre-scheduled, voluntary

unscheduled (daily) or involuntary.

A. Voluntary Pre-Scheduled Overtime:

The agency will maintain a list of all Correctional Officers and Sergeants in
order of seniority. Correctional Officers and Sergeants will have the
opportunity to sign up by day and shift for possible overtime opportunities.
Voluntary prescheduled overtime will be assigned on Monday for all known
overtime opportunities for the week beginning the following Monday. If
Monday is a holiday, the prescheduled overtime assignments will be made
on the next regular work day. Assignment to pre-scheduled overtime will
begin at the top of the list of volunteers and proceed down in order of

seniority except as outlined below:

I. Employees who do not meet the qualifications, skills and abilities
for the position requiring the overtime will not lose their place in

order on the list.
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2. When an employee accepts or declines a pre-scheduled overtime

assignment, it will be noted on the list, and they will not be eligible

until a new cycle begins.

3. When the Employer is unable to reach an employee, the employee
will not lose their place in order on the list. Telephone calls placed
to employees who are off duty will not be considered as time
worked.

A new cycle begins when any of the following occurs:

4, The beginning of each odd numbered month (January, March, May

etc.); or

5. There are no qualified volunteers on the list; or

6. All volunteers on the list have either accepted or declined the
opportunity; or

~

The remaining volunteers cannot be contacted,

B. Voluntary Unscheduled Overtime:

The Employer will ask for volunteers among employees on shift in the order
of seniority. If there are insufficient volunteers, management may assign

involuntary overtime in accordance with Section 7.8,

7.10  Department of Social and Health Services and the Department of Children,

7.11

Youth, and Families — Institutions and State Operated Living Alternative
(SOLA)

Each institution. community facility and SOLA will meet and negotiate a process

for distribution of overtime.

Washington State Patrol
Any employee who works beyond their regularly scheduled shift as part of the

Crime Scene Response Team (CSRT), will work with their supervisor to determine
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an appropriate rest period. The employee will suffer no loss of regular straight-time

hourly earnings for any time missed during the approved rest period that would

have been part of their regularly scheduled shift.

If a CSRT employee works beyond their regularly scheduled shift and is required
to testify in court during the employee’s next regularly scheduled fist, the employee
will be required to appear in court. At the conclusion of their testimony the
employee will work with their supervisor to organize a rest period if the employee

deems it necessary.

If a rest period is taken, the employee will not be eligible for any overtime

assignment or shift commencing during the agreed upon rest period.
The provisions of Article 7 — Overtime will apply.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
= _::_:;:-:'i
= 09/21/2022 S~ /; {2 Y2Y, /2
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 8
TRAINING AND EMPLOYEE DEVELOPMENT

The Employer and the Union recognize the value and benefit of education and

training designed to enhance employees’ abilities to perform their job duties.

A.

B.

&

Training and employee development opportunities will be provided to
employees in accordance with agency policies and available resources.
The Department of Social and Health Services and the Department of
Children, Youth, and Families will make reasonable attempts to schedule
employer-required training during the employee’s regular work shift.

——Employeesmay-attend professional-development ainines not-sponsered
by-the Employer with-superviser-approval_Employees will beehotble fora
éé{éﬂﬂﬁﬂud] rﬂlmhﬂﬁéﬁ}eﬁ{ for pmfe‘ﬁmﬂﬂi—dew]upﬂwm—ﬁmw h:es wh

Attendance at agency-required training will be considered time worked including

travel in accordance with Subsection 7.1 C2.

 Master Agreement Training
A.

The Employer and the Union agree that training for managers, supervisors
and union stewards responsible for the day-to-day administration of this
Agreement is important. The Union will provide training to current union
stewards, and the Employer will provide training to managers and
supervisors on this Agreement.

The Union will present the training to current union stewards within each
bargaining unit. The training will last no longer than one (1) work day, up
to ten (10) hours. The training will be considered time worked for those
union stewards who attend the training during their scheduled work shift.
Union stewards who attend the training during their non-work hours will
not be compensated. The parties will agree on the date, time, number and
names of stewards attending each session. The Linion will sive the

Emplovera-writtenlistof the-names-of the employees i is pegiesthie attend
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the-above-histed-vetivities-ut-least-fouricen-t14)-calendar-days prior—to-the

Tuition Reimbursement

A,

Agencies may approve full or partial tuition reimbursement, consistent with
agency policy and within available resources.

Agencies will reimburse eligible employees who provide proof of
satisfactory completion of a course that was previously approved for tuition
reimbursement.

Agency funds expended for tuition reimbursement will be limited to tuition
or registration fees, and will not include textbooks, supplies or other school
expenses, except in accordance with agency policy.

Absent an agreement to the contrary, when an employee moves to another
agency prior to completion of an approved course, the approving agency
will retain the obligation for reimbursement if the course is satisfactorily
completed. When payment is not made by the approving agency the gaining

agency may, at its option, reimburse the employee.

Education and Training Requests

All education and training requests will be approved or disapproved within thirty

(30} calendar days from the submission of a properly completed request. If a request

- is denied, the Employer will provide a reason for the denial to the employee. Upon

request, the Employer will provide the reason for the denial in writing.

Training Records

A.

Employees may request a copy of their training record. The Employer will
provide either a hard copy or electronic access to their training record. If an
employee provides documentation to the Employer of work-related training
it will be recorded in the training record or the employee personnel file.

At the time of permanent layoff employees will be provided an opportunity
to submit documentation of successfully completed training to be

considered.
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Apprenticeship Programs

A,

The Employer will continue to participate in apprenticeship programs in
accordance with the rules of the Joint Apprenticeship Training Council and
establishments, modifications, or abolishments to the operation of the
programs may be made pursuant to the Council’s guidelines or rules.
An employee who accepts a position within the apprenticeship program will
be required to successfully complete the entire apprenticeship program
before attaining permanent status.
At least fourteen (14) calendar days prior to entering into an apprenticeship
program, the employee must notify their appointing authority of the intent
to accept an appointment into an apprenticeship program. Upon notification
of the employee’s intent, the employee’s permanent agency will notify the
employee, in writing, of any return rights to the agency and the duration of
those retumn rights. At a minimum, the agency must provide the employee
access to the agency’s internal layoff list. For those employees who do not
have return rights to the agency, the provisions of Subsection 8.7 D, below
apply.
An apprenticeship appointment may be terminated by either the employee
or Employer with five (5) working days notice. If the Employer fails to
provide five (5) working days’ notice, the separation will stand and the
employee will be entitled to payment of salary for up to five (5) working
days, which the employee would have worked had notice been given. Under
no circumstance will notice deficiencies result in an employee gaining
status in the apprenticeship program.

1. An employee serving an apprenticeship may voluntarily revert to
their former position within fifteen (15) days of the apprenticeship
appointment, provided that the position has not been filled or an
offer has not been made to an applicant. An employce serving in an
apprenticeship appointment may voluntarily revert at anytime to a

funded permanent position in the same agency that is:
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a. Vacant or filled by a non-permanent employee and is within
the employee’s previously held job classification.
b. Vacant or filled by a non-permanent employee at or below
the employee’s previous salary range.
The reversion option, if any, will be determined by the Employer
using the order listed above. In both Subsections 8.7 D1 (a) and (b)
above, the Employer will determine the position the employee may
revert to and the employee must have the skills and abilities required
for the position. If possible, the reversion option will be within a
reasonable commuting distance for the employee.
If an apprenticeship appointment ends by the Employer, the
employee may revert to a funded permanent position in the same
agency that is:
a. Vacant or filled by a non-permanent employee and is within
the employee’s previously held permanent job classification.
b. Vacant or filled by a non-permanent employee at or below
the employee’s previous salary range.
The option, if any, will be determined by the Employer using the
order listed above. In both Subsections 8.7 D2 (a) and (b) above, the
Employer will determine the position the employee may revert to
and the employee must have the skills and abilities required for the
position. If possible, the option will be within a reasonable
commuting distance for the employee.
An employee who has no reversion options or does not revert to the
highest classification in which they previously attained permanent
status may request that their name be place on the agency’s internal
layoff list for positions in job classifications where they previously
attained permanent status. The separation of an employee during
their apprenticeship appointment will not be subject to the grievance

procedure in Article 29, Grievance Procedure.
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. Developmental Job Assignments

A, Employers may make the following planned training assignments for
employee career development without incurring reallocation or
compensation obligations:

1. Performance of responsibilities outside the current job class on a
time-limited basis.
2. Intra-agency rotational or special project assignments.

B. The Employer and the employee must agree in writing to the assignment in
advance, including time limits, which will not exceed more than twelve (12)
months. If an employee’s request for a developmental job assignment is
denied, an explanation will be provided to the employee. The decision is

final and is not subject to Article 29, Grievance Procedure,

C. The Employer may not fill a vacant position as a developmental job

assignment.
Parks and Recreation Commission
The agency will provide a minimum of fifty (50) hours of law enforcement training
per year for armed park rangers and forty (40) hours for unarmed park rangers with
twenty-four (24) hours delivered at an annual in-service training. In the event that
the Employer decides to change the format of the training from in-service to an
alternative, it will meet and negotiate with the Union.
Department of Licensing — Driver Services Hearings and Interview Unit
The Driver Services Hearings and Interviews Unit will continue to apply for
continuing legal education credits with the Washington State Bar Association for
agency sponsored programs.
Workplace Safety Training
The Employer will ensure tailored active threat awareness and preparedness

training is made available to all employees.
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Scott Lyders, OFM
Labor Negotiator
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TENTATIVE AGREEMENT REACHED

For the Union:

_09/12/2022 Yo, . Wo 1/ i1x/on.

Date Chris Fox ' Date
WFSE/AFSME Council 28
Chief Negotiator
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9.2

9.3
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9.5

ARTICLE 9

LICENSURE, A%D CERTIFICATION AND ESSENTIAL FUNCTIONSAND

ESSENTIAL FUNCTIONS

The Employer and the Union recognize the necessity for bargaining unit employees
to maintain appropriate licensure and/or certification to perform the duties of their
assigned position. The Employves will reimbutse emplovess the cost-of maintaining
Heensure and-certifications related te-the performanee-ofthe duties- ol their e Y
pesitions. and-te-meet the gqualifications in-order to-perform the-essential-tunetions
eftheir The Employer will reimburse-emplovees the eostof maintaining licensure

. apd-certifications reguired—to-meetthe qualifieations necessary to-perform—the

essentdHunetionsof their position

Except as provided for in this Agreement, agencies will follow their policies and/or

practices related to licensure and certification.

Employees will notify their Appointing Authority or designee if their work-related
license and/or certification has expired, or has been restricted, revoked or
suspended within twenty-four (24) hours of expiration, restriction, revocation or

suspension, or prior to their next scheduled shift, whichever occurs first.

Employees may request education and/or training to maintain their licenses and/or

certifications in accordance with Article 8, Training and Employee Development.

Licensed Practical Nurses and Psychiatric Security Nurses at the Department of

~ Social and Health Services will receive up to one thousand dollars ($1,000) per

contract ([iscal year)? year in tuition reimbursement for completion of Registered

Nurse course work through an accredited educational institution.

. Employees required to maintain a CDL License shall have the cost of reguired

CDL

renewals reimbursed by the employer after receipt of proof of payment (this may

be a copy of the license, if the amount paid is shown on the license. or a receipt

. showing payment by the employee).

1t
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Department of Ecology — Transportation Workers’ Identification Cards
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A

B.

Ecology will determine which positions require a TWIC.

For employees required by Ecology to obtairn/maintain a TWIC, the
Employer will reimburse employees for the cost to obtain and renew the
TWIC. If an employee separates from employment prior to the expirations
date of the reimbursed TWIC, the Employer may deduct the prorated cost

of reimbursement from the employee’s final pay check.

The Employer will provide a reasonable amount of work time during regular
work hours for employees to maintain/renew their TWIC. However,
employees are expected to flex/adjust their work schedules to avoid the
accrual of overtime. No overtime is authorized for employee’s travel

associated with TWIC enroliment and/or renewal.

Employees are authorized to use Ecology vehicles for travel to TSA TWIC
Enrollment Centers. Ecology will not reimburse for the use of a personal

vehicle,

For employees who are not required to obtain/maintain a TWIC, but elect
to do so, the employee will be responsible for any travel, expenses, and fees.
Additionally, time required to obtain/maintain a TWIC will not be

considered work time.

Employees who fail to mainlain _apprepriatercquired aseneyv-—funded

licensure and/or certification to perform the dutics of their assigned position

and/or to mect the qualifications in order to perform the essential functions
of their position may be subject to demotion., reassignment or a non-
disciplinary scparation. 5 3 } HeoRSHIe— :
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
-
e 09/21/2022 A -~ ‘QHﬂ q / A I/,l. 3.
Scott Lyders, OFM Date Chris Fox ‘ Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 10
HOLIDAYS

Paid Holidays
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' Employees will be provided the following paid nonworking holidays per year:

New Year’s Day January 1

Martin Luther King Jr.’s Birthday Third Monday in January
Presidents’ Day Third Monday in February
Memorial Day Last Monday in May
Juneteenth Juneg 19

Independence Day July 4

Labor Day First Monday in September
Veteran’s Day November 11

| Thanksgiving Day

Fourth Thursday in November

Native American Heritage Day

The Friday immediately following the
fourth Thursday in November

Christmas Day

December 25

10.2 Holiday Rules
. The following rules apply to all holidays except the personal holiday:

A.

Full-time employees will be paid at a straight-time rate for hours they are

scheduled to work on that day even though they do not work.

In addition to Subsection A above, employees will be paid for the hours

actually worked on a holiday at the overtime rate, in accordance with

Article 7, Overtime.

For full-time employees with a Monday-through-Friday work schedule:

1. When a holiday falls on 2 Saturday, the Friday before will be the

holiday.

2, When a holiday falls on a Sunday, the following Monday will be the

holiday.
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For full-time employees who do not have a Monday-through-Friday work

schedule;

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

2 When a holiday falls on the employee’s scheduled day off, the
agency will treat the employee’s workday before or after as the

holiday.

3. An employee may request an alternate day off as their holiday as
long as the requested day off falls within the same pay period as the

holiday. The Employer may approve or disapprove the request.

The holiday for night shift employees whose work schedule begins on one
calendar day and ends on the next will be determined by the agency. It will
start either at:

1. The beginning of the scheduled night shift that begins on the

calendar holiday; or
2. The beginning of the shift that precedes the calendar holiday.

The decision will be the same for all employees in a facility unless there is
agreement to do otherwise between the agency and one (1) or more affected
employees, or with the Union, which will constitute agreement of the

employees.

Part-time employees who begin employment before and remain employed
after the holiday will be compensated in cash or compensatory time for the
holiday in an amount proportionate to the time in pay status during the

month to that required for full-time employment.

Full-time employees who are employed before the holiday and are in pay

status for eighty (80) non-overtime or non-standby hours during the month,
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not counting the holiday or are in pay status for the entire work shift

preceding the holiday, will receive compensation for the holiday.
Employees who resign or are dismissed or separated before a holiday will
not be compensated for holidays occurring after the effective date of

resignation, dismissal or separation.

H. The holiday work schedules for overtime-eligible shift employees,
employed at 24/7 facilities will be posted seven (7) calendar days prior to
the holiday. Changes to the schedule will be updated and posted as known.

10.3  Personal Holidays
An employee may select one (1) workday as a personal holiday during the calendar
year if the employee has been or is scheduled to be continuously employed by the

 state for at least four (4) months.

A. An employee who is scheduled to work less than six (6) continuous months
over a period covering two (2) calendar years will receive only one (1)

personal holiday during this period.

B. The Employer will release the employee from work on the day selected as
the personal holiday, provided:

1. The employee has given at least fourteen (14) calendar days’ written
notice to the supervisor. However, the employee and supervisor may

agree upon an earlier date, and

2. The number of employees selecting a particular day off does not

prevent the agency from providing continued public service.

C. Personal holidays must be taken during the calendar year or the entitlement
to the day will lapse, except that the entitlement will carry over to the
following year when an otherwise qualified employee has requested a

personal holiday and the request has been denied.
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Agencies may establish qualifying policies for determining which of the
requests for a particular date will or will not be granted when the number of

requests for a personal holiday would impair operational necessity.

Part-time employees who are employed during the month in which the
personal holiday is taken will be compensated for the personal holiday in
an amount proportionate to the time in pay status during the month to that

required for full-time employment.

A personal holiday for full-time employees will be equivalent to their work

shift on the day selected for personal holiday absence.

Part or all of a personal holiday may be donated as shared leave, in
accordance with Article 14, Shared Leave. Any portion of a personal
holiday that remains or is returned to the employee, will be taken in one (1)
absence, not to exceed the work shift on the day of the absence, subject to
the request and approval as described in Subsections 103 B, C, and D

above.

Upon request, an employee will be approved to use part or all of their

personal holiday for:

1. The care of family members as required by the Family Care Act,
WAC 296-130;

2. Leave as required by the Military Family Leave Act, RCW 49.77

and in accordance with Article 18.14; Military Family Leave or

3. Leave as required by the Domestic Violence Leave Act,
RCW 49.76.

Any portion of a personal holiday that remains will be taken by the

employee in one (1) absence, not to exceed the work shift on the day of the
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absence, subject to request and approval as described in Subsections 10.3
B, C, and D above.
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
_
s 09/12/2022 MJ_MZU:A bR
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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Employees will retain and carry forward any eligible and unused vacation leave

that was accrued prior to the effective date of this Agreement.

Full-time and part-time employees will be credited with vacation leave accrued

- monthly, according to the rate schedule and vacation leave accrual below.

Full-time employees who have been in pay status for eighty (80} non-overtime
 hours in a calendar month will accrue vacation leave according to the rate schedule
provided in Section_11.4, below. Vacation leave accrual for part-time employees
will be proportionate to the number of hours the part-time employee is in pay status

during the month to that required for full-time employment.

Full Years of Service Hours Per Year

During the first and second years of current One hundred twelve (112)
continuous employment

During the third year of current continuous One hundred twenty (120)

employment

During the fourth year of current continuous

employment

One hundred twenty-eight
(128)

During the fifth and sixth years of total
employment

One hundred thirty-six (136)

During the seventh, eighth and ninth years of
total employment

One hundred forty-four
(144)

During the tenth, eleventh, twelfth, thirteenth,

and fourteenth years of total employment

One hundred sixty (160)
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During the fifteenth, sixteenth, seventeenth,
eighteenth, and nineteenth years of total

employment

One hundred seventy-six
(176)

During the twentieth, twenty-first, twenty-
second, twenty-third, and twenty fourth years

of total employment

One hundred ninety-two
(192)

During the twenty-fifth year of total

employment and thereafter

Two hundred (200)

11.5  Vacation Scheduling for 24/7 Operations (Excluding the School for the Blind,
Center for Deaf and Hard of Hearing Youth; and Department of

Corrections)

A.

Employees, except for LPN’s working at Yakima Valley School, who work
in operations that are twenty-four (24) hours, seven (7) days a week, may
submit in writing to their supervisor their preferences for different segments
of vacation for the period March 1st of the current year through the end of
February of the next year. LPN’s who work at Yakima Valley School may
submit in writing to their supervisor their preferences for different segments
of vacation for the period May st of the current year through the end of
April of the next year. The Employer will compile and post a vacation leave
schedule. Employees on this schedule will have priority and will be granted

vacation leave at the times specified, if possible.

Employees will not be granted more than four (4) segments during the
annual vacation scheduling process. In the event that two (2) or more
employees request the same vacation period and the supervisor must limit
the number of people who may take vacation leave at one time due to
business needs and work requirements, preference will be determined by
seniority for up to four (4) segments of vacation. A “segment” is three (3)
or more contiguous days of vacation leave except that the denial of one H

or more days within a requested segment shall not result in the remaining
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approved days counting as more than one (1) segment. Should any portion
of a segment that was originally denied due to the business needs or work
requirements become available, it will first be awarded by seniority to those

who were originally denied.

In addition to vacation leave approved in Subsection 11.5 B above,
employees may request vacation leave at any time on a first come, first
served basis. Approval of supplemental requests will take into consideration
the annual vacation leave schedule, which will take precedence, as well as

operational needs.

Employee Initiated Cancellations

Employee requested cancellations of any portion of an approved scheduled
vacation segment must be submitted in writing no later than fourteen (14)
calendar days in advance of their scheduled vacation. The request is subject

to approval by the Employer.

11.6  Department of Corrections Work Release Facilities — Vacation Scheduling

A.

Employees who work in operations that are twenty-four (24) hours, seven
(7) days a week, may submit in writing to their supervisor their preferences
for different segments of vacation for the period March 1st of the current
year through the end of February of the next year. Such requests must be
submitted no later than February 1st. The Employer will compile and post
a vacation leave schedule. Employees on this schedule will have priority

and will be granted vacation leave at the times specified, if possible.

Employees will be granted no more than four (4) segments during the
annual vacation scheduling process. In the event that two (2) or more
employees request the same vacation period and the supervisor must limit
the number of people who may take vacation leave at one time due to

business needs and work requirements, preference will be determined by
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seniority for up to four (4) segments of vacation. A “segment” is three (3)

or more contiguous days of vacation leave.

In addition to vacation leave approved in Subsection 11.6 B above,

employees may request vacation leave at any time on a first come, first

served basis. Approval of supplemental requests will take into consideration

the annual vacation leave schedule, which wil] take precedence, as well as

operational needs.

Employee Initiated Cancellations

1.

Employee requested cancellations of any portion of an approved
scheduled vacation segment must be submitted in writing no later
than fourteen (14) calendar days in advance of their scheduled

vacation. The request is subject to approval by the Employer.

The Employer will post the newly available vacation segment for
seven (7) calendar days to allow employees to express written
interest in the segment. If two (2) or more employees express an

interest in the vacation segment, it will be awarded to the most senior

employee.
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11.7  Vacation Scheduling for All Employees

11.8

11.9

A

B.

Vacation leave will be charged in one-tenth (1/10*) of an hour increments.

When considering requests for vacation leave, the Employer will take into
account the desires of the employee but may require that leave be taken at

a time convenient to the employing office or department.

Except as provided for in Sections 11.5 and 11.6, the Employer will respond
to employee vacation leave requests as soon as possible but, no later than
ten (10) calendar days from the date of the request. If the Employer fails to
respond within ten (10) calendar days, the employee may notify the local

Human Resources Office.

Vacation leave for religious observances may be granted to the extent

agency or program requirements permit.

Employees will not request or be authorized to take scheduled vacation
leave if they would not have sufficient vacation leave credits to cover the

absence at the time the leave would commence.

When two (2) or more employees submit a request on the same day for the
same vacation days off, if the Employer approves leave, it will be based on
seniority. The Employer will consider the required skills and abilities
needed to meet business needs. Previously approved leave will not be

cancelled in order to grant leave to a senior employee.

Family Care

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

~ Family Care Act, WAC 296-130.

Military Family Leave

Employees may use vacation leave for leave as required by the Military Family

Leave Act, RCW 49.77 and in accordance with Section 18.14, Military Family

Leave.
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Domestic Violence Leave
Employees may use vacation leave for leave as required by the Domestic Violence
Leave Act, RCW 49.76.

Vacation Cancellation - Employer Initiated
Should the Employer be required to cancel scheduled vacation leave because of an
emergency or exceptional business needs, affected employees may select new

vacation leave from available dates. In addition, in those cases where an employce

" will not have sufficient vacation leave to cover the absence at the time it is

scheduled to commence, the Employer may cancel the approved vacation or

authorize leave without pay.

Vacation Leave Maximum
Employees may accumulate maximum vacation balances not to exceed the

statutory limits in accordance with RCW 43.01.040 (currently two hundred-forty

(240) hours). However, there are two (2) exceptions that allow vacation leave to

accumulate above the maximum:

A, If an employee’s request for vacation leave is denied by the Appointing
Authority or designee, and the employee has not exceeded the vacation
leave maximum (currently two hundred-forty (240) hours), the Employer
shall grant an extension for each month that the Employer defers the

employee’s request for vacation leave.
ploy

B. An employee may also accumulate vacation leave days in excess of the
statutory limit (currently two hundred-forty (240) hours) as long as the
employee uses the excess balance prior to their anniversary date. Any leave
in excess of the maximum that is not deferred in advance of its accrual as

described above, will be lost on the employee’s anniversary date.

Separation
Any employee who has been employed for at least six (6) continuous months will

be entitled to payment for vacation leave credits when they:
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Resign with adequate notice,
Retire,

Are laid-off, or

Are terminated by the Employer.

°C 0w >

In addition, the estate of a deceased employee will be entitled to payment for

vacation leave credits.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
) 7,:_;;;?
e 09/12/2022 MAann v VL?é . _ﬂ,ﬁk// EPS
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 12
SICK LEAVE

Sick Leave Accrual
A full-time employee will accrue eight (8) hours of sick leave after they have been
in pay status for eighty (80) non-overtime hours in a calendar month. Full-time

employees in overtime-eligible positions who are in pay status for less than eighty

* (80) non-overtime hours in a calendar month and part-time employees will accrue

sick leave in an amount proportionate to the number of hours they are in pay status

in the month, up to a maximum of eight (8) hours in a month.

_ Sick Leave Use

Sick leave will be charged in one-tenth (1/10th) of an hour increments and may be

used for the following reasons:

A A personal illness, injury or medical disability that prevents the employee
from performing their job, or personal medical or dental appointments, and
for reasons allowed under the Minimum Wage Requirements and Labor
Standards, RCW 49.46.210.

B. Care of family members as allowed under RCW 49.46.210 and as
required by the Family Care Act, WAC 296-130. Family member is

defined to include:

1. Child, including biological, adopted, or foster child, stepchild, or for
whom the employee stands in loco parentis, is a legal guardian or is

de facto parent, regardless of age or dependency status;

2. Biological, adoptive, de facto, or foster parent, stepparent, or legal
guardian of an employee or the employee’s spouse or registered
domestic partner, or a person who stood in loco parentis when the

employee was a minor child;
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3 Spouse;

4, Registered domestic partner as defined by RCW 26.60;
5. Grandparent;

6. Grandchild; or

7. Sibling

Qualifying absences for Family and Medical Leave (Article 15).

Exposure of the employee to contagious disease when attendance at work

would jeopardize the health of others.

When an employee’s place of business has been closed by order of a public
official for any health-related reason, or when an employee’s child’s school
or place of care has been closed for such a reason. Health-related reason, as
defined in WAC 296-128-600 (8), means a serious public health concern

that could result in bodily injury or exposure to an infectious agent,
biological toxin, or hazardous material. Health-related reason does not

include closure for inclement weather.

Preventative health care appointments of household members, up to one (1)
day for each occurrence, when the employee attends the appointment, if
arranged in advance with the Employer. A household member is defined as
persons who reside in the same household who have reciprocal duties to and
do provide financial support for one another. This term does not include
persons sharing the same house when the living style is primarily that of a

dormitory or commune.

To attend a medically-related interdisciplinary meeting necessary for the
planning and care of a minor/dependent child who requires coordinated care

of services in the home or school setting,
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H. When an employee is absent from work to be with member(s) of the

employee’s household who experience an illness or injury.

L Sick leave use for bereavement is limited to five (5) days, or more, if
approved by the Employer. This applies to the family member list as
identified in Article 12.2 B and also the relative list as identified in
Article 17.7 F. and below.

A relative is defined to include: aunt, uncle, niece, nephew, sibling-in-law,
first cousin, and corresponding relatives of the employee’s spouse or

domestic partner,

J. Leave for Family Military Leave as required by RCW 49.77 and in
accordance with Section 18.14, Military Family Leave.

K. Leave for Domestic Violence Leave as required by RCW 49.76.

12.3  Use of Compensatory Time, Exchange Time, Vacation Leave, Personal Leave

Day or Personal Holiday for Sick Leave Purposes
The Employer will allow an employee to use compensatory time, exchange time,

personal holiday, personal leave day or vacation leave for sick leave purposes. An

employee may be denied the ability to use compensatory time, exchange time,

personal holiday, personal leave day, or vacation leave for sick leave purposes if
the employee has documented attendance problems. All compensatory time,

exchange time, personal holiday, personal leave day or vacation leave requests for

sick leave purposes will indicate that the compensatory time, exchange time,

personal holiday, personal leave day or vacation leave is being requested in lieu of
sick leave. For full-time employees a personal holiday or personal leave day must

be used in full shift increments. For part-time employees the use of a personal

holiday for sick leave purposes will be calculated in accordance with Section 10.3

E and the use of a personal leave day for sick leave purposes will be calculated in

accordance with Subsection 17.9 D.
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12.4

12.5

Restoration of Vacation Leave

- When a condition listed in Subsection 12.2 A, arises while the employee is on

vacation leave, the employee will be granted accrued sick leave, in lieu of the

approved vacation leave, provided that the employee requests such leave within

fourteen (14) calendar days of their return to work. The equivalent amount of

vacation leave will be restored. The SUpervisor may require a written medical

certificate.

Sick Leave Reporting, Certification and Verification

A.

#eeordafoe with-useney pohey-orne-later than | hourpriorto-their seheduled
Feportine hime ho-later than-hour priorto their seheduled-shift on the first day
of sick leave and each day after, unless there is mutual agreement to do

otherwise.

Call in for all Employees in a Position Requiring_Relief, excluding the

Special Commitment Center

If the employee is in a position where a relief replacement is necessary, the

employee will make every effort to notify their supervisor as soon as
practicable but, not less than one and one-half (1-1/2) hours prior to their
scheduled time to report to work (excluding leave taken for emergencies in

accordance with the Domestic Violence Leave Law, RCW 49.76).

Call in for all Special Commitment Center Employees _in a Position
Requiring Relief

If the employee is in a position where a relief replacement is necessary, the
employee will make every effort to notify their supervisor as soon as
practicable but, not less than two (2) hours prior to their scheduled time to
report to work (excluding leave taken for emergencies in accordance with

the Domestic Violence Leave law).

Sick Leave Abuse
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When the Employer suspects sick leave abuse and notifies the employee,

they will be given reasons for that suspicion and may be required to provide
a written medical certificate for any sick leave absence. The Employer will
not require continuous medical verification for longer than seven (7) months

as a result of the Employer suspecting abuse.

The Employer will not adopt or enforce any policy that counts the use of
sick leave for an authorized purpose as an absence that may lead to or result
in discipline. An authorized purpose is sick leave used in accordance with
the terms and conditions of this Agreement and Agency Policy. The
Employer will not discriminate or retaliate against an employee for the use

of paid sick leave.

E. An employee returning to work after any sick leave absence may be
required to provide written certification from their health care provider that
the employee is able to return to work and perform the essential functions

of the job with or without reasonable accommodation.

If medical certification or verification is required for employees in
overtime-eligible positions, it shall be in accordance with the provisions of
RCW 49.46.210, WAC 296-128, and this Agreement.

Carry Forward and Transfer

Employees will be allowed to carry forward, from year to year of service, any

unused sick leave allowed under this provision, and will retain and carry forward

. any unused sick leave accumulated prior to the effective date of this Agreement.

When an employee moves from one state agency to another, regardless of status,
the employee’s accrued sick leave will be transferred to the new agency for the

employee’s use.

 Sick Leave Annual Cash Out

Each January, employees are eligible to receive cash on a one (1) hour for four (4)

hours basis for ninety-six (96) hours or less of their accrued sick leave, if:
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A. Their sick leave balance at the end of the previous calendar year exceeds
four hundred and eighty (480) hours;
B. The converted sick leave hours do not reduce their previous calendar year

sick leave balance below four hundred and eighty (480) hours; and

C. They notify their payroll office by January 31st that they would like to
convert their sick leave hours earned during the previous calendar year,

minus any sick leave hours used during the previous year, to cash.

All converted hours will be deducted from the employee’s sick leave

balance.

12.8 Sick Leave Cash Out for Retirement or Death
At the time of retirement from state service or at death, an eligible employee or the
employee’s estate will receive cash for their total sick leave balance on a one (1)
hour for four (4) hours basis. For the purposes of this Section, retirement will not
include “vested out of service” employees who leave funds on deposit with the

retirement system.

12.9 Reemployment
Former state employees who are re-employed within five (5) years of leaving state

service will be granted all unused sick leave credits they had at separation.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
) T
e 012202 Yo N R 1/ l);/))-
Scott Lyders, OFM Date Chris Fox v Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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1 ARTICLE 14
2 SHARED LEAVE
141 A. State employees may donate vacation leave, sick leave, or personal holidays

4 to a fellow state employee who is:

5 1. Called to service in the uniformed services;

6 2. Responding to a state of emergency anywhere within the United

7 States declared by the federal or any state government;

8 3. A victim of domestic violence, sexual assault, or stalking; or

9 4. Suffering from or has a relative or household member suffering from
10 an extraordinary or severe illness, injury, impairment, or physical or
11 mental condition.
12 ' 5. Sick or temporarily disabled because of pregnancy disability; or
13 6. Taking parental leave to bond with their newborn, adoptive or foster
14 child.
15 7 Is a_cuwrrent member of the uniformed services or a veteran as
16 defined under RCW 41.04.005, and is attending medical
17 appointments _or_treatments for_a service connected injury or
18 . disability; or
19 K. Is a spousc of a current member of the uniforimed services or a
20 veteran as defined under RCW 41.04.005, who is attending medical
21 appointments or_treatments for a_service connected injury or
22 ' disability and requires assistance while attending appointments or
23 treatments.

24
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An employee is eligible to request participation in the shared leave program
when the employee is able to use accrued vacation leave, sick leave, or a

personal holiday.

For purposes of the state leave sharing program, the following definitions

apply:

1. “Domestic violence” means physical harm, bodily injury, assault, or
the infliction of fear of imminent physical harm, bodily injury, or
assault, between family or household members as defined in RCW
26.50.010; sexual assault of one family or household member by
another family or household member; or stalking as defined in RCW
9A.46.110 of one family or household member by another family or

household member.

2. “Employee” means any employee who is entitled to accrue sick

leave or vacation leave and for whom accurate leave records are

maintained.
3. Employee’s “family member” is defined to include:
a. Child, including biological, adopted, or foster child,

stepchild, grandchild, or-any child for whom the employee
stands in loco parentis, is a legal guardian or is de facto

parent, regardless of age or dependency status;

b. Biological, adoptive, de facto, or foster parent, stepparent, or
legal guardian of an employee or the employee’s spouse or
registered domestic partner, or a person who stood in loco

parentis when the employee was a minor child.
c. Spouse;

d. Registered domestic partner as defined by RCW 26.60;
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gt Sibling.

“Household members™ are defined as persons who reside in the
same home who have reciprocal duties to and do provide financial
support for one another. This term will include foster children and
legal wards even if they do not live in the household. The term does
not include persons sharing the same general house, when the living

style is primarily that of a dormitory or commune.

“Service in the uniformed services” means the performance of duty
on a voluntary or involuntary basis in a uniformed service under
competent authority and includes active duty, active duty for
training, initial active duty for training, inactive duty training, full-
time national guard duty including state-ordered active duty, and a
period for which a person is absent from a position of employment
for the purpose of an examination to determine the fitness of the

person to perform any such duty.

“Severe” or “extraordinary” condition is defined as serious or

extreme and/or life threatening.

“Sexual assault” has the same meaning as in RCW 70.125.030.

“Stalking™ has the same meaning as in RCW 9A.46.110.

“Uniformed services” means the armed forces, the army national
guard, and the air national guard of any state, territory,
commonwealth, possession, or district when engaged in active duty
for training, inactive duty training, full-time national guard duty,

state active duty, the commissioned corps of the public health
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service, the coast guard, and any other category of persons
designated by the President of the United States in time of war or

national emergency.

10. “Victim” means a person against whom domestic violence, sexual
assault, or stalking has been committed against as defined in this

Section.

11.  “Parental leave” means leave to bond and care for a newborn child
after birth or to bond and care for a child after placement for
adoption or foster care. Parental leave must be used within sixteen
(16) weeks immediately after birth or placement unless the birth
parent suffers from a pregnancy disability. When the birth parent
suffers from a pregnancy disability, the period of sixteen { 16) weeks
for parental leave begins immediately after the pregnancy disability
has ended provided the parental leave is used within the first year of

the child’s life.

12. “Pregnancy disability” means a pregnancy-related medical

condition or miscarriage.

142 An employee may be eligible to receive shared leave under the following

conditions:

A.

The employee’s agency head or designee determines that the employee

meets the criteria described in this Section.

The employee has abided by agency policies regarding the use of sick leave
if the employee qualifies under Subsections 14.3 (A)(1), (A)(4), or (A)(5).

The employee has abided by agency policies regarding the use of vacation
leave and paid military leave if the employee qualifies under Subsection
14.3 (A)(2).
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D. A state of emergency has been declared anywhere within the United States
by the federal or any state government if the employee qualifies under
Subsection 14.3 (A)(3).

E. Donated leave may be transferred from employees within the same agency,
or with the approval of the heads or designees of both state agencies, higher
education institutions, or school districts/educational service districts, to an
employee of another state agency, higher education institution, or school

district/educational district.

14.3  Anemployee may donate vacation leave, sick leave, or personal holiday to another

employee only under the following conditions:
A The receiving employee:

1. Suffers from, or has a relative or household member suffering from,
an illness, injury, impairment, or physical or mental condition which

is of an extraordinary or severe nature; or
2. Has been called to service in the uniformed services: or

3. Has the needed skills to assist in responding to an emergency or its
aftermath and volunteers their services to either a governmental
agency or to a nonprofit organization engaged in humanitarian relief
in the devastated area, and the governmental agency or nonprofit

organization accepts the employee’s offer of volunteer services:

4, Is a victim of domestic violence, sexual assault, or stalking; or
5. Is taking parental leave and/or pregnancy disability leave.
B [s a current member of the uniformed services or a veteran as

defined under RCW  41.04.005, and is attending  medical




WFSE GG/2023-2025 Negotiations
Tentative Agreement
August 18, 2022

Page 6 of 11
1 ' appointments or treatinents for_a service connected injury or
2 disablity; or
3 7. Is a spouse of a current member of the uniformed services or a
4 veteran as defined under RCW 41.04.005, who is attending medical
5 appointments or treatments for a service connected injury or
6 disability and requires assistance while attending appointiments or
7 treatments.
8 B. The illness, injury, impairment, condition, call to service, emergency
9 volunteer service, consequence of domestic violence, sexual assault, or
10 stalking, parental leave and/or pregnancy disability leave has caused, or is
11 ' ; likely to cause, the receiving employee to:
12 l. Go on leave without pay status; or
13 2. Terminate state employment.
14 C. The receiving employee’s absence and the use of shared leave are justified.
15 D. The receiving employee has depleted or will shortly deplete their:
16 . 1. Vacation leave, sick leave, compensatory time, and personal holiday
17 and_personal leave day reserves if the employee qualifies under
18 Subsection 14.3 (A)(1). The employee is not required to deplete all
19 of their accrued vacation, sempensatory-time-and sick leave and can
20 ‘ maintain up to forty (40) hours of vacation leave, forby{48)-hovrsof
21 compensatory-time-and forty (40) hours of sick leave;
22 2. Vacation leave and paid military leave allowed under
23 . RCW 38.40.060—personal  holiday, personal leave day, and
24 compensatory time if the employee qualifies under Subsection 14.3
25 (A)(2). The employee is not required to deplete all of their accrued
26 vacation leave and paid military leave allowed under RCW
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1 38.40.060 and can maintain up to forty (40) hours of vacation leave.

2 forty—{40)~hours—of compensatory—thwe—and forty (40) hours of

3 | military leave or;

4 3. Vacation leave, and-personal holiday. personal leave day and

5 compensatory time_if the employee qualifies under Subsection 14.3

6 (A)(3) or 14.3 (A)(4). The employee is not required to deplete all of

7 their accrued vacation leave and can maintain up to forty (40) hours

8 of vacation leave- ;or

9 : 4. Vacation leave, sick leave, personal holiday, personal leave dav and
10 compensatory time if the employee qualifies under Subsection 14.3
11 (A)(5). The employee is not required to deplete all of their accrued
12 vacation leave and can maintain up to forty (40) hours of vacation
13 : leave: and torty (40) hours of
14 sick leave; or
15 3. Vagcation lcave, sick leave, - and
16 compensatory time if the employee gualifies under Subscection 14.3
17 {(A)6) or 14.3 (A) 7). The employec is not required to deplete all of
18 their accrued vacation leave and can maintain up to forty (40) hours
19 of vacation leave, forty-(40)-howrsofcompensatory-tme-and forty
20 : (40) hours of sick lcave.
21 E. The agency head or designee permits the leave to be shared with an
22 eligible employee.
23 E; The donating employee may donate any amount of vacation leave, provided
24 the donation does not cause the employee’s vacation leave balance to fall
25 below eighty (80) hours. For part-time employees, requirements for
26 vacation leave balances will be prorated.
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Page 8 of 11
G. Employees may donate excess vacation leave that the donor would not be
able to take due to an approaching anniversary date.
H. The donating employee may donate any specified amount of sick leave,

provided the donation does not cause the employee’s sick leave balance to
fall below one hundred seventy-six (176) hours after the transfer. For
purposes of sick leave donation, a day equals the donor’s monthly sick leave

accrual.

. The donating employee may donate all or part of a personal holiday. Any
portion of a personal holiday that is not used will be returned to the donating

employee.

The agency head or designee will determine the amount of donated leave an
employee may receive and may only authorize an employee to use up to a
maximum of five hundred twenty-two (522) days of shared leave during total state
employment. The Employer may authorize leave in excess of five hundred twenty-
two (522} days in extraordinary circumstances for an employee qualifying for the
program because they are suffering from an illness, injury, impairment or physical
or mental condition which is of an extraordinary or severe nature. A non-permanent
or on-call employee who is eligible to use accrued leave or personal holiday may
not use shared leave beyond the termination date specified in the non-permanent or

on-call employee’s appointment letter.

A. The agency head or designee will require the employee to submit, prior to

approval or disapproval:

l. A medical certificate from a licensed physician or health care
practitioner verifying the severe or extraordinary nature and
expected duration of the condition when the employee is qualified
under Subsection 14.3 (A)(1);
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2. A copy of the military orders verifying the employee’s required
absence when the employee is qualified for shared leave under
Subsection 14.3 (A)(2);

3. Proof of acceptance of an employee’s offer to volunteer for either a
governmental agency or nonprofit organization during a declared
state of emergency when the employee is qualified for shared leave

under Subsection 14.3 (A)(3);

4. Verification of the employee’s status as a victim of domestic
violence, sexual assault or stalking when the employee is qualified

for shared leave under Subsection 14.3 (A)(4); or

5. Verification of child birth or placement of adoption or foster care,
or a medical certificate from a licensed physician or heath care
provider verifying the pregnancy disability when the employee is
qualified under Subsection 14.3 (A)(5).

B. To the extent allowed by law, the agency will maintain the confidentiality
of the verifying information unless disclosure is authorized in writing by the

employee.

C. The agency head or designee will respond in writing to shared leave
requests within ten (10) working days of receipt of a properly submitted

request.

D. Once approved, and with authorization from the requesting employee,
agencies will post and/or distribute shared leave requests. If an employee’s
shared leave needs are unmet, and upon request from the requesting

employee, shared leave requests will be distributed at least monthly.

14.6  Any donated leave may only be used by the recipient for the purposes specified in
this Article.
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14.8

14.9

The receiving employee will be paid their regular rate of pay; therefore, one (1)
hour of shared leave may cover more or less than one (1) hour of the recipient’s
salary. The calculation of the recipient’s leave value will be in accordance with
Office of Financial Management policies, regulations, and procedures. The dollar
value of the leave is converted from the donor to the recipient. The leave received
will be coded as shared leave and be maintained separately from all other leave

balances.

A. An employee receiving industrial insurance replacement benefits may not
recetve greater than twenty-five percent (25%) of their base salary from the receipt

of shared leave.

B. Shared leave may be used intermittently or on nonconsecutive days so long

as the leave has not been returned under Section 14.9 of this Article.

A. Any shared leave no longer needed or will not be needed at a future time in
connection with the original injury or illness or for any other qualifying condition
by the recipient, as determined by the agency head or designee will be returned to

the donor(s).

B. Unused leave approved for an employee that suffers from an illness, injury,

impairment, or physical or mental condition which is of an extraordinary or

severe in nature may not be returned until the conditions in RCW

41.04.665(10)a)(i) or (1) are mict one-oithefollowing-ocenrs:

=]

statement-indicating-the-emplovee s-condition-has-been-resolved:
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| C. The shared leave remaining will be divided among the donors on a prorated
2 basis based on the original donated value and returned at its original donor
3 value and reinstated to each donor’s appropriate leave balance. The return
4 will be prorated back based on the donor’s original donation. The Employer
5 will rehum the feave to the original donor in a timely manner and provide
6 that employee an opportunity 1o usc the returned leave in accordance with
7 the leave provisions contained in this collective bargaining agreement.. Av
8
9

10

11

12

13

14  14.10 Ifan employee later has a need to use shared leave due to the same condition listed
15 in their previously approved request, the agency head or designee must approve a

16 new shared leave request for the employee.

17 14.11 All donated leave must be given voluntarily. No employee will be coerced,
18 threatened, intimidated, or financially induced into donating leave for purposes of

19 this program.

20 14,12 The agency will maintain records that contain sufficient information to provide for

21 legislative review.

22 14.13 An employee who uses leave that is transferred under this Article will not be

23 required to repay the value of the leave that they used.
For the Employer: For the Union:
e o S 2 § /52,
08/22/2022 21/3)
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
24
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ARTICLE 15
FAMILY AND MEDICAL LEAVE, PARENTAL LEAVE, PREGNANCY
DISABILITY LEAVE, AND PAID FAMILY AND MEDICAL LEAVE

With the exception of Section 15.4, definitions used in this Article will be in accordance
with the federal Family and Medical Leave Act of 1993 (FMLA). The Employer and the
employees will comply with existing and any adopted federal FMLA regulations and/or

interpretations.

15.1 Federal Family and Medical Leave Act of 1993 (FMLA)

A. Consistent with the FMLA and any amendments thereto, an employee who
has worked for the state for at least twelve (12) months and for at least one
thousand two hundred fifty (1,250) hours during the twelve (12) months
prior to the requested leave is entitled to up to twelve (12) workweeks of
Family Medical Leave (FML) in a twelve (12) month period for one or more

of the following reasons 1 through 4:

1. Parental leave for the birth and to care for a newborn child, or
placement for adoption or foster care of a child and to care for that
child.

2. Personal medical leave due to the employee’s own serious health

condition that requires the employee’s absence from work.

3. FML to care for a spouse, son, daughter, parent, orstatetesistered

domrestc partireras Jebiped by veate respiered domesiio parteer
as-defined-by—-ROW 2660020 and 26-60.030_-who suffers from a
serious health condition that requires on-site care or supervision by

the employee. Bevatre—the EMEA  does—not recosnize—tate

registered-AomesHe PArper—an abreree 10 caredor ap-epplovees
s regrdered dorsestic pasther willaet be cownrad towards the
twelead | 2 veardaveeksob BMI-
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4. FML for a qualifying exigency when the employee’s spouse, child
of any age or parent is on active duty or called to active duty status
of the Armed Forces, Reserves or National Guard for deployment to
a foreign country. Qualifying exigencies include attending certain
military events, arranging for alternate childcare, addressing certain
financial and legal arrangements, attending certain counseling

sessions, and attending post-deployment reintegration briefings.

5. Military Caregiver Leave will be provided to an eligible employee
who is the spouse, child of any age, parent or next of kin of a covered
service member. Eligible employees may take up to twenty-six (26)
workweeks of leave in a single twelve (12) month period to care for
the covered service member or veteran who is suffering from a

serious illness or injury incurred in the line of duty.

During a single twelve (12) month period during which Military
Caregiver leave is taken, the employee may only take a combined
total of twenty-six (26) weeks of leave for Military Caregiver Leave

and leave taken for the other FMLA qualifying reasons.

The single twelve (12) month period to care for a covered service
member or veteran begins on the first day the employee takes leave
for this reason and ends twelve (12) months later, regardless of the

twelve (12) month period established for other types of FML leave.

Entitlement to FML for the care of a newborn child or newly adopted or
foster child ends twelve (12) months from the date of birth or the placement

of the foster or adopted child.

The one thousand two hundred fifty (1,250) hour eligibility requirement
noted above does not count paid time off such as time used as vacation
leave, sick leave, exchange time, personal holidays, compensatory time off

or shared leave.
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The FML entitlement period will be a rolling twelve (12) month period
measured forward from the date an employee begins FML. Each time an
employee takes FML during the twelve (12) month period, the leave will be

subtracted from the twelve (12) workweeks of available leave.

The Employer will continue the employee’s existing Employer-paid health
insurance, life insurance and disability insurance benefits during the period
of leave covered by FML. The employee will be required to pay their share

of health insurance, life insurance and disability insurance premiums.

The Employer has the authority to designate absences that meet the criteria
of the FML. The use of any paid or unpaid leave {excluding leave for a
work-related illness or injury covered by workers’ compensation or assault
benefits and compensatory time) for a FML qualifying event will run
concurrently with, not in addition to, the use of the FML for that event. An
employee, who meets the eligibility requirements listed in Section 15.1,
may request FML run concurrently with absences due to work-related
illness or injury covered by workers’ compensation, at any time during the
absence. Any employee using paid leave for a FML qualifying event must
follow the notice and certification requirements relating to FML usage in

addition to any notice and certification requirements relating to paid leave.

The Employer may require certification from the employee’s, family
members, or the covered service member’s health care provider for the

purpose of qualifying for FML.

The Employer will use forms designated by the United States Department
of Labor in the administration of the FMLA.

Personal medical leave or serious health condition leave or serious injury or
illness leave covered by FML may be taken intermittently when certified as
medically necessary. Employees must make reasonable efforts to schedule

leave for planned medical treatment so as not to unduly disrupt the
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1 Employer’s operations. Leave due to qualifying exigencies may also be

2 taken on an intermittent basis.

I Upon retuming to work after the employee’s own FML qualifying illness,
4 the employee will be required to provide a fitness for duty certificate from

a health care provider.

K. The employee will provide the Employer with not less than thirty (30) days’

6

7 notice before FML is to begin. If the need for the leave is unforeseeable
8 thirty (30) days in advance, then the employee will provide such notice as
9

is reasonable and practicable.

10 15.2 Parental Leave

11 A. Parental leave will be granted to the employee for the purpose of bonding
12 with their newborn, adoptive or foster child. Parental leave may extend up
13 to six (6) months, including time covered by FML, during the first year after
14 the child’s birth or placement. Leave beyond the period covered by FML
15 may only be denied by the Employer due to operational necessity. Such
16 denial may be grieved beginning at the agency director step of the grievance
17 procedure in Article 29, Grievance Procedure.

18 B. Parental leave may be a combination of the employee’s accrued vacation
19 leave, sick leave, personal holiday, compensatory time, exchange time, or
20 leave without pay. Sick leave may only be used for the same time period
21 the employee is approved and using FML leave for baby bonding purposes.

22 153 Pregnancy Disability Leave

23 A Leave for pregnancy or childbirth related disability is in addition to any
24 leave granted under the FMLA.

25 B. Pregnancy disability leave will be granted for the period of time that an
26 employee is sick or temporarily disabled because of pregnancy and/or

27 childbirth. An employee must submit a written request for disability leave
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due to pregnancy and/or childbirth in accordance with agency policy. An
employee may be required to submit medical certification or verification for
the period of the disability. Such leave due to pregnancy and/or childbirth
may be a combination of sick leave, vacation leave, personal holiday,
compensatory time, exchange time, shared leave and leave without pay. The
combination and use of paid and unpaid leave will be the choice of the

employee.

15.4  Washington Paid Family and Medical Leave Program

A.

The parties recognize that the Washington State Paid Family and Medical
Leave (PFML) program (RCW 50A. 84) is in effect and eligibility for and
approval for leave for purposes as described under that Program shall be in
accordance RCW 50A. 94.

The employee will provide the Employer with not less than thirty (30) days’
notice before PFML is to begin. If the need for the leave is unforeseeable
thirty (30) days in advance, then the employee will provide such notice as

is reasonable and practicable.

The employee may use sick leave, personal holiday compensatory time.

vacation leave, er personal leave dav or bereavement leave as a

supplemental benefit while receiving a partial wage replacement for paid

family and/or medical leave under the Washington State Paid Family and

Medical Leave Insurance Program. Title 50A RCW. The emplover may

require verification that the emplovee has been approved to receive

benefits for paid family and/or medical leave under Title SOA RCW before

approving lcave as a supplemental benefir.
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TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
i 09/092022  Spprn . W0 /9 /0
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 16
SEVERE INCLEMENT WEATHER AND NATURAL DISASTER LEAVE

Page 1 of 3

If the Employer decides that a state office or work location is non-operational or

inaccessible, due to severe inclement weather, conditions caused by severe

inclement weather, a natural disaster or other emergency circumstances, the

following will apply:

A. Non-emergency employees will be released with no loss of pay during the

disruption of services, unless;

B. Non-emergency employees are chigible and assigned to telework or are able

to be reassigned to similar positions at locations within a reasonable

drrvingdriving—distance from the non-operational location during the

disruption of services; or

C. At the discretion of the Employer, non-emergency employees may be

subject to a temporary reduction of work hours or temporary layoff

consistent with Section 34.6 of Article 34, Layoff and Recall, of this

Agreement.

The Employer will notify employees of any non-operational or in-

accessible state offices or work locations via hotlines, websites, and other

methods in accordance with agency practice.

If a work location remains fully operational but an employee is unable to physically
teport to work, erremain at work or_telework because—of severe—inclement

weatherdue to, conditions caused by severe inclement weather, or a natural disaster,

the employee’s leave will be charged in the following order:

A. Any eamned compensatory time or previously accumulated exchange time.

B. Any accrued vacation leave.
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C. Any accrued sick leave, up to a maximum of three (3) days in any calendar

year.
D. Leave without pay.

Although the types of paid leave will be used in the order listed above and
each type of paid leave will be exhausted before the next is used, employees
will be permitted to use leave without pay or their personal holiday rather

than vacation or sick leave at their request.

Employees who report to work late because of severe-inclementaveather
conditions caused by severe inclement weather or a natural disaster will be
allowed up to one (1) hour of paid time (up to two (2) hours for employees
who work at the Special Commitment Center [SCC] on McNeil Island). If
the Employer suspects abuse, the Appointing Authority may deny an
employee up to one (1) hour (or two (2) hours for SCC employees) of paid

time.

If the Director or Secretary or designee of an agency determines a state office or
work location is non-operational after the work shift has begun, employees will be
released for the balance of the day without loss of pay. An employee who was
unable to report to work duc to because-ofsevere-inelementaveather; conditions
caused by severe inclement weather or a natural disaster and is on leave in
accordance with Section 16.2 of this Article, will be compensated for the balance
of their work shift remaining after the determination that the state office or work
location is non-operational and will not be charged leave for that time. An employee
who 1s on approved leave for reasons other than severeinelement weather,
conditions caused by severe inclement weather or a natural disaster will not have

their leave restored.
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TENTATIVE AGREEMENT REACHED

For the Union:

08/22/2022  igp_. § O B/

Scott Lyders, OFM
Labor Negotiator

Date Chris Fox " Date
WFSE/AFSME Council 28
Chief Negotiator




WFSE GG/2023-2025 Negotiations
Tentative Agreement

9/14/22

Page 1 of §

10
11
12
13
14
15
16
17

18

19
20
21
22

23
24
25
26
27

ARTICLE 20
SAFETY AND HEALTH

20.1 The Employer, employee and Union have a significant responsibility for workplace

safety and health.

A.

The Employer will provide a work environment in accordance with safety
standards established by the Washington Industrial Safety and Health Act
(WISHA).

satety-measures: Employees will comply with all safety and health practices

and standards established by the Employer. Employees will contribute to a
healthy workplace, including not knowingly exposing co-workers and the
public to conditions that would jeopardize their health or the health of
others. The Employer may direct employees to use leave in accordance with
Article 12, Sick Leave, when employees self-report a contagious health

condition.

COVID-19 Vaccination

It is the duty of every Emplovyer to protect the health and safety of

employees by establishing and maintaining a healthy and safe work

environment and by requiring all emplovees to comply with health and

safety measures. All emplovyees are required to complete their primary

series of COVID-19 vaccines (e.g. be fully vaccinated) according to the
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schedule recommended by the U.S. Center for the Disease Control and

Prevention beup-to-date-with COVID19 vaeeination or be approved for

a medical or religious exemption and accommodation as a condition of

Control-and Prevention. Employees who fail to maintain this condition

of employment for their position will be subject to non-disciplinary

separation. Empleyees—whe provide proof-ofup-te-date COVID-19
ination_to_includel _will . . I

paymentpursuant-to—Article 42 Section 4238 —Lump—-Sum- All

information disclosed to the Employver during the vaccination

verification process will be stored in the emplovee’s confidential medical

file only. This information will only be accessed by the Employer on a

need-to-know basis.

C. The Union will work cooperatively with the Employer on safety and health-

related matters and encourage employees to work in a safe manner.

D. When an employee has concerns about access to communications when
working away from their duty station, the employee will bring the issue to

their supervisor for resolution.

20.2 The Employer will determine and provide the required safety devices, personal

protective equipment and apparel, including those used in the transporting of
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204

20.5

offenders, patients and/or clients, which employees will wear and/or use. The
Employer will provide employees with orientation and/or training to perform their
jobs safely. If necessary, training will be provided to employees on the safe

operation of the equipment prior to use.

Each agency will form joint safety committees in accordance with WISHA
requirements at each permanent work location where there are eleven (11) or more

employees.

Safety committees will consist of employees selected by the Union and Employer-
selected members. The number of employees selected by the Union must equal or
exceed the number of Employer-selected members. The number of union-
designated employee representatives on the committee(s) will be proportionate to
the number of employees represented by the Union at the permanent work location.

Meetings will be conducted in accordance with WAC 296-800-13020. Committee

recommendations will be forwarded to the appropriate Appointing Authority for
review and action, as necessary. The Appointing Authority or designee will report

follow-up action/information to the Safety Committee.

In those cases where the Union has attempted to provide union-designated
representatives for a safety committee and has been unable to do so, the Union may
contact the agency to request assistance in providing notice of safety committee
nominations. If the Union is still unable to provide representatives to the Employer,
then the Employer and the Union together will hold an election and will appoint
those elected representatives. If the Union is still unable to provide representatives
to the Employer, the Employer may appoint volunteers who have been elected and

are willing to serve until the Union designates safety committee representatives.

The Employer will follow its practices regarding blood-borne pathogens.


http://apps.leg.wa.gov/wac/default.aspx?cite=296-800-13020
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20.6

20.7

20.8

20.9

20.10

When an employee(s) worksite is impacted by a critical incident the Employer will
provide the employee(s) with an opportunity to receive a critical incident debriefing

from the Employee Assistance Program or other sources available to the agency.

If the Employer determines employees have been exposed to a serious
communicable disease in the course of their official duties, the employee may be

granted paid administrative leave to seek testing and treatment.

Ergonomic Assessments
At the request of the employee, the Employer will ensure that an ergonomic
assessment of the employee’s work station is completed. Solutions to identified

issues/concerns will be implemented within available resources.

Air Quality Assessments
Air quality concerns brought to the Safety Committee will be evaluated and

processed in accordance with Section 20.4, above.

Department of Corrections
A. The Employer will provide sufficient staff for the transportation of

offenders in a safe manner in accordance with agency policy.

B. The Employer will continue to provide controlled environments and the use

of safety glass in its field offices for the safety of staff.

C. The Employer will offer training to enhance staff’s proficiency at detecting
potential risk and dangerous situations. The Employer will also offer

training on active threats and techniques of de-escalation.

D. The parties agree to maintain and utilize the Community Corrections
Division Security Advisory Committee to evaluate and propose solutions to
improve the operational safety of staff performing the work of community

corrections.
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E. The parties commit to work together within the term of this agreement to
find a shared solution to the real-time monitoring concern.
F. Employees without arrest authority will be provided an opportunity to be
trained in self-defense on an annual basis.
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
.
e 0921/2022  _Christephier Fex 9/21/22
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 21
UNIFORMS, TOOLS AND EQUIPMENT

21.1 Uniforms

The Employer may require employees to wear uniforms. Where required, the Employer
will determine and provide the uniform or an equivalent clothing allowance. When
uniforms are required, the Employer will not reduce the uniform allowance or level of
maintenance provided, during the term of this Agreement. The same will apply to required
footwear. The Employer may require an employee to return all provided uniforms and/or
footwear upon separation from employment. In those cases where an employee fails to
return the provided uniforms and/or footwear, the Employer may deduct the depreciated

value of the items from the employee’s final pay.

21.2  Tools and Equipment

The Employer may-may will determine-and-determine and provide necessary tools, tool
allowance, equipment and foul weather gear. The Employer will repair or replace
Employer- provided tools and equipment if damaged or worn out beyond usefulness in the
normal course of business. Employees are accountable for equipment and/or tools assigned
to them and will maintain them in a clean and serviceable condition, Employees who
misuse, vandalize, lose or damage state property may be subject to disciplinary action.
Employees will be required to return all Employer provided tools, equipment (i.e.,
electronic equipment, badges, etc.) and foul weather gear upon separation from
employment. In those cases where an employee fails to return the provided tools,
equipment and/or foul weather gear, the Employer may deduct the value of the items from

the employee’s final pay.

Employees required by the employer to provide their own tools to perform their work will

be eligible for reimbursement for the cost of new and replacement tools up to a maximum
of one thousand-twoelve-eight hundred dollars ( $81,200.00) per fiscal year. an-annuat-tool
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21.3  Taxability

The Employer will comply with applicable IRS regulations regarding taxing of Employer

provided items.

21.4 Department of Corrections - Firearms Training and Ammunition

Community Corrections Officers and Specialists who are authorized to carry and use a
firearm in the performance of their official duties are authorized to complete two (2) hours
of firearm practice monthly including care and cleaning of firearms. Monthly firearms

practice will be conducted by Department certified firearms

instructors and will be scheduled by the firearms training specialist. Staff will be provided

with two hundred (200) rounds of ammunition at these practices.

21.5  Safety Footwear

The Employer will determine the employees that are required to wear safety footwear as

essential Personal Protective Equipment (PPE).

A Those employees in the following agencies will receive a biennial allowance of

perpairper pair-to be used for the purchase or repair of safety footwear in accordance with
ageney-pohieyageneypohlieyagency policy- ANSI/OSHA standards and shall include, but

not be hmited to laces, toe-guards, insoles, and w aterproofing,
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. Ecology
. Department of Agriculture
. Department of Children, Youth, and Families (Maintenance Operations Division)
. Department of Enterprise Services
. Department of Fish and Wildlife
. Department of Social and Health Services —~Maintenance Operations Division
. Department of Social and Health Services - Eastern State Hospital
. Department of Social and Health Services — Western State Hospital
. Labor and Industries
. Secretary of State
. Utilities and Transportation Commission
o _Department of Veteran Affairs (classes listed in Appendix XXXDVA)
—Department-of Parks
Department of VeteranAffairs
Department-ofParks
B. Those employees in the following agencies will receive a biennial allowance of

$225 300.00 per pair to be used for the purchase or repair of safety footwear in accordance
with ANSI/OSHA standards and shall include, but not be limited to laces, toe-guards,

insoles, and waterproofing.

. Department of Transportation
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Agencies with policies or practices that allow a higher allowance are grandfathered for

those allowance levels. The process for purchasing safety footwear will follow agency
policy or practice. The appointing authority or designee may authorize additional safety

footwear allowance should boots be damaged or worn out before the next allowance is

authorized.
TENTATIVE AGREEMENT REACHED
For the Emnlpjyer: For the Union:
- _
i 01202 M~ Ao ﬁ@l/))ﬂ
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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22.1

ARTICLE 22

DRUGS, ALCOHOL AND MARIJUANACANNARIS- FREE WORKPLACE

All Employees (Except Department of Corrections)

A.

All employees must report to work in a condition fit to perform their

assigned duties unimpaired by alcohol, marijuanacannabis or drugs.

Possession of Alcohol, MarijuanaCannabis or Illegal Drugs

1. The use or possession of alcohol, marijuanacannabis or illegal drugs
by an employee is prohibited in state vehicles, on agency premises,
or other governmental or private worksites where employees are

assigned to conduct official state business, except when:

a. The Agency premises are considered residences, or
b. The premises or state vehicles are used for the transportation

of alcohol, marijuanacannabis or illegal drugs pursuant to

state law.

2. The unlawful use, possession, delivery, dispensation, distribution,
manufacture or sale of alcohol or drugs, including
tparfuanacannabis, in state vehicles, on agency premises or on

official business is prohibited.

Notification of Prescription. Medical aCannabis_and Over-the-

Counter Medications

Employees taking physician-prescribed or over-the-counter medications,
including medical matijuanacannabis, must, if there is a substantial
likelihood that such medication will affect job safety, notify their supervisor
or other designated official of the fact that they are taking a medication and

the side effects of the medication.

Drug and Alcohol Testing Safety-Sensitive Functions
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1. Employees required to have a Commercial Driver’s License (CDL)
or to be licensed by the United States Coast Guard, are subject to
pre-employment, post-accident, random and reasonable suspicion
testing in accordance with the U.S. Department of Transportation
rules, Coast Guard Regulations (46 CFR Part 16) or the Federal
Omnibus Transportation Employee Testing Act of 1991. The testing

shall be conducted in accordance with agency policy.

2, In addition, employees who perform other safety-sensitive functions

are subject to pre-employment, post-accident, post-firearm shooting
incidents, and reasonable suspicion testing, conducted according to
agency policy. For purposes of this Article, employees who perform
other safety-sensitive functions are those issued firearms, and those
licensed health care professionals who administer or dispense

medications as a part of their job duties-

3. Post-accident drug and alcohol testing may be conducted when a
work-related incident has occurred involving death, serious bodily
injury or significant property/environmental damage, or the
potential ~ for  death, serious injury, or significant
property/environmental damage, and when the employee’s action(s)
ot inaction(s) either contributed to the incident or cannot be

completely discounted as a contributing factor.

Reasonable Suspicion Testing All Employees Performing Safety-

Sensitive Functions, and all Department of Transportation, and Washington

State Patrol Employees
1. Reasonable suspicion testing for alcohol, marijuanacannabis or

controlled substances may be directed by the Employer for any
employee performing safety-sensitive functions or any employee of
the Department of Transportation or Washington State Patrol when

there is reason to suspect that alcohol, marHuanracannabis or
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controlled substance use may be adversely affecting the employee’s
Job performance or that the employee may present a danger to the

physical safety of the employee or another.

Specific objective grounds must be stated in writing that support the
reasonable suspicion. Examples of specific objective grounds may

include, but are not limited to:

a. Physical symptoms consistent with controlled substance,

wiarifuanacannabis and/or alcohol use;

b, Evidence or observation of controlled substance,
rarijianacannabis or alcohol use, possession, sale, or

delivery; or

c. The occurrence of an accident(s) where a trained manager,
supervisor or lead worker suspects controlled substance,
wmariuanacannabis and/or alcohol use may have been a

factor,

Referral

Referral for testing will be made on the basis of specific objective
grounds documented by a manager, supervisor or lead worker who
has attended the training on detecting the signs/symptoms of being
affected by controlled substances, martfuaracannabis and/or alcohol
and verified in person or over the phone by another trained manager,

supervisor or lecad worker.

Testing
When reasonable suspicion exists, employees must submit to

alcohol, marijuanacannabis and/or controlled substance testing
when required by the Employer. A refusal to test is considered the

same as a positive test. When an employec is referred for testing,
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they will be removed immediately from duty and transportationed

to the collection site will be provided. The cost of reasonable

suspicion testing, including the employee’s salary will be paid by
the Employer.

Drug and Alcohol Testing — General

For all employees tested in accordance with Section 22.1 D and E above:

1. Testing will be conducted in such a way to ensure maximum
accuracy and reliability by using the techniques, chain of custody
procedures, equipment and laboratory facilities, which have been
approved by the U.S. Department of Health and Human Services.
Employees in the same agency as the employee being tested will not
do collection and processing of samples, excluding law enforcement
officers using a breath-testing device. An employee notified of a
positive controlled substance and/or marijuaracannabis test result
may request an independent test of their split sample at the
employee’s expense. If the test result is negative, the Employer will

reimburse the employee for the cost of the split sample test.

2. An employee who has a positive test for alcohol, wmaruanacannabis,
and/or a positive controlled substance may be subject to disciplinary
action, up to and including dismissal, based on the incident that
prompted the testing, including a violation of agency drug and

alcohol free workplace policies.

Training
Training will be made available to managers, supervisors, shop stewards,

and lead workers. The training will include;

1. The elements of the Employer’s Drug and Alcohol Free Workplace

Program;
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2. The effects of drugs and alcohol in the workplace;

3. Behavioral symptoms of being affected by controlled substances,

maripaanacannabis and/or alcohol; and

4. Rehabilitation services available.

22.2 Department of Corrections Employees

A.

All employees must report to work in a condition fit to perform their

assigned duties unimpaired by alcohol, smearijuanacannabis or drugs.

Possession of Alcohol, MarijuanaCannabis and Illegal Drugs

1. The use or possession of alcohol, or mariuanacannabis by an

employee is prohibited in state vehicles, on agency premises, or
other governmental or private worksites where employees are
assigned to conduct official state business, except when the premises

are considered residences.

2. The unlawful use, possession, delivery, dispensation, distribution,
manufacture or sale of drugs in state vehicles, on agency premises

or on official business is prohibited.

Notification of Prescription and Over-the-Counter Medications

Employees taking physician-prescribed or over-the-counter medications, if
there is a substantial likelihood that such medication will affect job safety,
must notify their supervisor or other designated official of the fact that they

are taking a medication and the side effects of the medication.

Drug and Alcohol Testing

1. Employees required to have a Commercial Driver’s License (CDL)
or to be licensed by the United States Coast Guard, are subject to
pre-employment, post-accident, random and reasonable suspicion
testing in accordance with the U.S. Department of Transportation

rules, Coast Guard Regulations (46 CFR Part 16) or the Federal
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Omnibus Transportation Employee Testing Act of 1991. The testing
shall be conducted in accordance with agency policy, and subject to

the provisions of this Article.

In addition, employees who perform other safety-sensitive functions
are subject to pre-employment, post-accident, post-firearm shooting
incidents, and reasonable suspicion testing, conducted according to
agency policy. A blood test will be administered for post-shooting

testing.

For purposes of this Article, employees who perform other safety-
sensitive functions are those employees eligible to be issued
firrarms  (Community Corrections  Officers, Community
Corrections Specialists and Corrections Officers) and those licensed
health care professionals who administer or dispense medications as

a part of their job duties.

Post-accident drug and alcohol testing may be conducted when a
work-related incident has occurred involving death, serious bodily
injury or significant property/environmental damage, or the
potential  for  death, serious injury, or significant
property/environmental damage, and when the employee’s action(s)
or inaction(s) either contributed to the incident or cannot be

completely discounted as a contributing factor.
Reasonable Suspicion Testing — All Employees

Standards

Reasonable suspicion testing for alcohol, martjuanacannabis or
controlled substances may be directed by the Employer for any
employee when there is reason to suspect that alcohol,

mariyanacannabis or controlled substance usage may be adversely
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affecting the employee’s job performance or that the employee may

present a danger to the physical safety of the employee or another.

Specific Objective Grounds

Specific objective grounds must be stated in writing that support the
reasonable suspicion. Examples of specific objective grounds may

include, but are not limited to:

a. Physical symptoms consistent  with alcohol,

marijuaracannabis, or controlled substance use;

b. Evidence or observation of alcohol, marijuanacannabis, or

controlied substance use, possession, sale, or delivery; or

c. The occurrence of an accident(s) where a trained manager,
Or supervisor suspects alcohol, farHuatacannabis, or

controlled substance use may have been a factor.

Referral

Referral for testing will be made on the basis of specific objective
grounds documented by a manager or supervisor who has attended
the training on detecting the signs/symptoms of being affected by
controlled substances, marjuanacannabis, and/or alcohol. The

appointing authority or designee must approve the testing.

Testing

When reasonable suspicion exists, employees must submit to
alcohol, marijuanacannabis, and/or controlled substance testing
when required by the Employer. A refusal to test is considered the
same as a positive test. When an employee is referred for testing,
they will be removed immediately from duty and transported to the
collection site. The cost of reasonable suspicion testing, including

the employee’s salary will be paid by the Employer.
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Testing Procedures

Testing will be conducted by an outside certified agency in such a
way fo ensure maximum accuracy and reliability by using the
techniques, chain of custody procedures, equipment and laboratory
facilities, which have been approved by the U.S. Department of
Heaith and Human Services. All employees notified of a positive
controlled substance, martfuanacannabis, and/or alcohol test result
may request an independent test of their split sample at the
employee’s expense. If the test result is negative, the Employer will

reimburse the employee for the cost of the split sample test.

Positive Test Result

A positive test result will be defined as any result qualifying as
legally intoxicated under Department of Transportation standards.
Except as provided in Section 22.3, an employee who has a positive
alcohol, marjuanacannabis, and/or controlled substance test may be

subject to disciplinary action, up to and including dismissal.

Training

Training will be made available to managers, supervisors, and Union

Stewards. The training will include:

1.

The elements of the Employer’s Drug and Alcohol Free Workplace

Program;

2. The effects of drugs and alcohol in the workplace;

3. Behavioral symptoms of being affected by controlled substances,
mariuanacannabis, and/or alcohol; and

4, Rehabilitation services available.
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22.3 | All Employees — Voluntary Request for Assistance

A

An employee who requests assistance for a drug or alcohol problem will be

afforded an opportunity during the 30 days following such requcst to seek

assistance from the Employee Assistance Program or other Agency-
recognized assistance program. If the assistance is requested prior to the
employee providing a sample pursuant to testing, the employee will not be

subject to discharge, unless other circumstances warrant such action.

Assessment and Treatment

The employee will be relieved from duty and placed on sick leave, vacation
leave, or leave without pay pending completion of any initial chemical
dependency assessment and successful completion of any in-patient
chemical dependency rehabilitation certified by the Department of Health,
Health Services Quality Assurance Division. If the assessment results in a
recommendation for an out-patient treatment program, the employee will
enter into a return to work agreement before being allowed to return to
work. An employee will be discharged if they refuse to participate in or

successfully complete any state certified program.

Return to Work

Upon returning to work after entering an out-patient program or
successfully completing an in-patient rehabilitation program, the employee
will be subject to random testing for a period of one (1) year. If the employee

tests positive for drugs/alcohol during this period they will be discharged.

Release of Information

Employees participating in such treatment will agree to provide the
Employer with a release of medical information sufficient to ensure the

employee’s compliance with the requirements of the rehabilitation program.
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
-
= 09/21/2022 _Yran_~ N SA) / oY
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 23
TRAVEL

23.1 Employees required to travel in order to perform their duties will be reimbursed for

any authorized travel expenses (¢.g., mileage and/or per diem), in accordance with

the regulations established by the Office of Financial Management and agency

policy.
23.2 During the course of conducting official state business, if an employee belicves use

of their personal vehicle may present a potential threat to the employee’s safety,

they will discuss appropriate alternatives with their supervisor.
23.3  Anemployee will not be reimbursed for mileage if they choose to use their personal

" vehicle when a state vehicle is available unless approved in advance by their

Appointing Authority or designee.
234

which-arise-on-shortnetiee: Emplovees will be provided an opportunity to request

a travel advance in accordance with agency policy it assigned to travel for work

PUIPOSeS.

TENTATIVE AGREEMENT REACHED
For the Employer For the Union:
- 2? - 09/12202 _Mre~— LLﬂ 9/11-/))—
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WEFSE/AFSME Council 28
Chief Negotiator
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2 ARTICLE 27
3 DISCIPLINE

4 27.1 The Employer will not discipline any permanent employee without just cause.

5 272 Discipline includes oral and written reprimands, reductions in pay, suspensions,

6 demotions, and discharges. Oral reprimands will be identified as such.

7 273 When disciplining an employee, the Employer will make a reasonable effort to

8 protect the privacy of the employee.

9 274 The Employer has the authority to determine the method of conducting

10 investigations. Upon request by the employee, if an investigation wit-lasts longer

11 than ninety (90) days from the date the employee was notified of the investigation,

12 and_cvery thirty (30) days thercafter, the Employer will provide an written
13 explanation to the employee and the designated Union representative -of the current
14 status of the investigation (for example: interviews still being conducted, drafting
15 of investigative report, waiting for analysis of data), next steps and approximate
16 timeframe for completion. Hthe-writtenexplanation-is-notprovided within 30-davs
17 of Hs-proper request—the-Unionwill have theriuht to request achanse inthe
18 wvestigator: At the conclusion of any investigation where the Employer elects not
19 to take disciplinary action, the employee will be provided with & a notification
20 within-S-days that the investigation is completed and that no discipline will be
21 imposed. A traditional element of just cause requires discipline to be imposed in a
22 timely manner in light of the need for thorough investigations.

23 275 Investigatory Interviews

24 A Upon request, an employee has the right to a union representative at an
25 investigatory interview called by the Employer, if the employee
I 26 reasonablyreasonably-believes discipline could result. An employee may
27 also have a union representative at a pre-disciplinary meeting. If the
r28 requested representative is not_reasonably reasenably—available, the
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employee will select another representative who is available. Employees

seeking representation are responsible for contacting their representative.

Department of Social and Health Services

An employee who is being interviewed as part of an administrative
investigation will be notified in writing prior to the interview if the
investigator would like to audio record the interview. The written
notification will contain a consent form that the employee will bring to the
interview. If an employee does not consent to the recording, the investigator
will not discuss the issue of audio recording with the employee. Interviews
will be conducted in a professional manner and investigative methods will
be consistent with law. No threats or promises will be made to induce an

answer,

The role of the union representative in regard to Employer-initiated
investigations is to provide assistance and counsel to the employee and not
interfere with the Employer’s right to conduct the investigation. Every
effort will be made to cooperate in the investigation. The Union
representative may call for a recess during the interview to consult with the

employee for representational purposes.

Employees who are the subject of an investigatory interview will be
informed of the general nature of the allegation(s) before the employee is

asked to respond to questions concerning the allegation(s).

If an investigator requests that an employee sign a statement, the employee
may review the statement and submit corrections, if any. The employee will
sign the statement to acknowledge its accuracy when no corrections are
necessary or when the investigator revises the statement to accept the

employee’s corrections.

In accordance with Subsection 31.6 A, adverse material or information

related to alleged misconduct that is determined to be false and all such
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1 information in situations where the employee has been fully exonerated of
2 wrongdoing will be removed from the employee’s personnel file.

3 27.6 Alternative Assignments

4 An employee placed on an alternate assignment during an investigation will be
5 informed of the general reason(s) for the alternative assignment, unless it would
6 compromise the integrity of the investigation, and will not be prohibited from
7 contacting their union steward unless there is a conflict of interest, in which case
8 the employee may contact another union steward. This does not preclude the
9 Employer from restricting an employee’s access to agency premises. Upon
10 completion of the investigation process(es), the employee will be notified _in
11 writing.  Whea—an—emplovee has—been—investisated and exonerated—by—an
12 ; o . . ir-orii " 2

13

14 277 Pre-Disciplinary Meetings

15 Prior to imposing discipline, except oral or written reprimands, the Employer will
16 inform the employee and the Union staff representative in writing of the reasons
17 for the contemplated discipline, an explanation of the evidence, copies of written
18 documents relied upon to take the action and the opportunity to view other
19 evidence, if any. This information will be sent to the Union on the same day it is
20 provided to the employee. The employee will be provided an opportunity to respond
21 either at a meeting scheduled by the Employer, or in writing if the employee prefers.
22 A pre-disciplinary meeting with the Employer will be considered time worked.
23 Excluding oral and written reprimands, the Union will be provided copies of
24 disciplinary actions.

25 27.8 The Employer will provide an employee with fifteen (15) calendar days’ written

26 notice prior to the effective date of a reduction in pay.

27 27.9 The Employer has the authority to impose discipline, which is then subject to the

28 grievance procedure set forth in Article 29, Grievance Procedure. Oral -reprimands,
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1 however, may be processed only through the agency head step of the grievance
2 procedure,
3 27.10 Department of Corrections
4 An employee will be allowed to view grievances filed by an offender, which allege
5 staff misconduct pertaining to the employee. If the employee requests, the
6 employee will be notified of the eventual outcome of the alleged staff misconduct
7 grievance.
8 TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:

08/22/2022 Iy S , M /3 /5 3.
Scott Lyders, OFM Date Chris Fox / Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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28.2

283

284

ARTICLE 28
PRIVACY AND OFF-DUTY CONDUCT

Employees have the right to confidentiality related to individual performance,
personal information and personnel issues to the extent provided/allowed by law.
The Employer and the Union will take appropriate steps to maintain such

confidentiality.

When documents or information in an employee’s personnel, payroll, supervisor or
training file are the subject of a public disclosure request, the Employer will provide

the employee with a copy of the request and-a-hst-of-the-materialto-berelensed at

least seven (7) calendar days in advance of the intended release date. The Employer

will redact = the employee’s social security

o

numbcer al-degaly-protected personal-emplovec—infomation 1n-aceordancewith
state-and-federallaw on any document subject to a public disclosure request prior

to its release.

The off-duty activities of an employee will not be grounds for disciplinary action
unless said activities are a conflict of interest as set forth in RCW 42.52, or are

detrimental to the employee’s work performance or the program of the agency.

Reporting of Off-Duty Conduct

Employees will report any court-imposed sanctions or conditions that affect their

ability to perform assigned duties to their Appointing Authority within twenty-four

(24) hours or prior to their next scheduled work shift, whichever occurs first.

Employees, excluding those in the Washington State Patrol (WSP), will report any
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1 arrests that affect their ability to perform assigned duties to their Appointing
2 Authority within forty-eight (48) hours or prior to returning to work, whichever

occurs first. Employees in WSP will continue to abide by WSP regulations relating

4 to off-duty conduct.

6 28.5 Employees will notify the Employer prior to engaging in any off-duty employment.

7 Employees may engage in off-duty employment that will not interfere with the
8 performance of their duties or result in a conflict of interest.
9 TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:

) 08/22/2022 YA~ S, jo £/33/32
Scott Lyders, OFM Date Chris Fox ' Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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1 ARTICLE 29
2 _ GRIEVANCE PROCEDURE

29.1 The Union and the Employer agree that it is in the best interest of all parties to
resolve disputes at the earliest opportunity and at the lowest level. The Union and
the Employer encourage problem resolution between employees and management
and are committed to assisting in resolution of disputes as soon as possible. In the

event a dispute is not resolved in an informal manner, this Article provides a formal

O -1 N W b

process for problem resolution.

9 292 Terms and Requirements

10 A. Grievance Definition

I A grievance is an allegation by an employee or a group of employees that
12 there has been a violation, misapplication, or misinterpretation of this
13 Agreement, which occurred during the term of this Agreement. The term
14 “grievant” as used in this Article includes the term “grievants.”

15 B. Filing a Grievance

16 Grievances may be filed in accordance with Section 29.3 by the Union on
17 behalf of an employee or on behalf of a group of employees. If the Union
18 does so, it will set forth the name of the employee or the names of the group
19 of employees. The Union may add an employee to a group grievance who
20 was not included in the original filing if it does so prior to the Step 3 meeting
21 and 1f the employee is similarly situated to the other grievants. If the Union
22 makes an information request in order to identify additional employees to
23 include in a group grievance and the Employer is unable to respond before
24 the Step 3 meeting. the meeting will be postponed.

25 C. Computation of Time

26 The time limits in this Article must be strictly adhered to unless mutually
27 modified in writing. Days are calendar days, and will be counted by
28 excluding the first day and including the last day of timelines. When the last
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1 day falls on a Saturday, Sunday or holiday, the last day will be the next day
2 which is not a Saturday, Sunday or holiday. Transmittal of grievances,
3 appeals and responses will be in writing, and timelines will apply to the date
4 of receipt, not the date of postmarking.
5 D. Failure to Meet Timelines
6 Failure by the Union to comply with the timelines will result in the
7 automatic withdrawal of the grievance. Failure by the Employer to comply
8 with the timelines will entitle the Union to move the grievance to the next
9 step of the procedure.

10 E. Contents

11 The written grievance must include the following information:

12 1. A statement of the pertinent facts surrounding the nature of the

13 grievance;

14 2. The date upon which the incident occurred;

15 3. The specific Article and section of the Agreement violated;

16 4. The steps taken to informally resolve the grievance and the

17 individuals involved in the attempted resolution;

18 5. The specific remedy requested,;

19 6. The name of the grievant; and

20 7. The name and signature of the Union representative.

21 Failure by the Union to provide a copy of a grievance or the request for the

22 next step with the Human Resources Office or to describe the steps taken to

23 informally resolve the grievance at the time of filing will not be the basis

24 for invalidating the grievance.



WFSE GG/2023-2025 Negotiations
Tentative Agreement
August 18, 2022

Page 3 of 10
| B8 Modifications
2 No newly alleged violations and/or remedies may be made after the initial
3 written grievance is filed, except by written mutual agreement.
4 G. Resolution
5 If the Employer provides the requested remedy or a mutually agreed-upon
6 alternative, the grievance will be considered resolved and may not be moved
7 to the next step.
8 H. Withdrawal
9 A grievance may be withdrawn at any time.
10 L Resubmission
11 If terminated, resolved or withdrawn, a grievance cannot be resubmitted.
12 B B Pay
13 Release time will be provided to grievants and Union stewards in
14 accordance with Article 36, Employee Rights and Atticle 39, Union
15 Activities.
16 K. Group Grievances
17 No more than five (5) grievants and two (2) union steward and/or staff
18 representative, unless agreed otherwise, will be permitted to attend a single
19 grievance meeting.
20 L. Consolidation
21 The Employer may consolidate grievances arising out of the same set of
22 facts.
23 M. Bypass
24 Any of the steps in this procedure may be bypassed with mutual written
25 consent of the parties involved at the time the bypass is sought.
26 N. Discipline
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i Disciplinary grievances will be initiated at the level at which the disputed
2 action was taken.
0. Grievance Files

Written grievances and responses will be maintained separately from the

personnel files of the employees.

6 P. Alternative Resolution Methods
7 Any time during the grievance process. by mutual consent, the parties may
8 use alternative methods to resolve a non-disciplinary grievance. If the
9 parties agree to use alternative methods, the time frames in this Article are
10 suspended. If the selected alternative method does not result in a resolution,
11 the Union may return to the grievance process and the time frames resume.
12 Any expenses and fees of alternative methods will be shared equaily by the
13 parties.
14 Q. Steward Mentoring
15 With the agreement of the Employer, additional Union stewards will be
16 allowed to observe a Management scheduled grievance meeting for the
17 purpose of mentoring and training. The Employer will approve
18 compensatory time, exchange time, vacation leave or leave without pay for
19 the Union steward to attend the meeting.

20 293 Filing and Processing

21 A. Filing

22 l. A non-disciplinary grievance (excluding a non-disciplinary
23 separation grievance) or a grievance related to an oral or written
24 reprimand must be filed within twenty-eight (28) days of the
25 occurrence giving rise to the grievance or the date the grievant knew
26 or could reasonably have known of the occurrence. All other
27 disciplinary grievances, non-disciplinary separation grievances.
28 disability separation grievances or grievances related to layoff must
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be filed within twenty-eight (28) days of the effective date of the

discipline, non-disciplinary scparation. disability separation or

layoff. This twenty-eight (28) day period will be used to attempt to

informally resolve the dispute.

£ The preferred method of filing a written grievance is by email. The
parties acknowledge in some instances access to email is an issue,

therefore, grievances may be filed via hard copy.

Processing
Step 1 — is no longer used

Step 2 ~Appointing Authority or Designee:

If the issue is not resolved informally, the Union may present a written
grievance to the Appointing Authority or Designee with a copy to the
Human Resources Office within the twenty-eight (28) day period described
above. The Appointing Authority or Designee will meet or confer by
telephone with a union steward and/or staff representative and the grievant
within fifteen (15) days of receipt of the grievance, and will respond in

writing to the Union within fifteen (15) days after the meeting.

Step 3 — Agency Head or Designee:

Except for the Department of Social and Health Services (DSHS), the
Department of Children, Youth, and Families, Department of
Transportation (DOT), Office of the Attorney General (AGO) and
Department of Corrections (DOC), if the grievance is not resolved at Step
2, the Union may move it to Step 3 by filing it with the agency head. with a
copy to the Human Resources Office, within fifteen (15) days of the Union’s
receipt of the Step 2 decision. For the DSHS, DCYF, DOT, AGO and DOC,
if the grievance is not resolved at Step 2 the Union may move it to Step 3
by filing it with the agency’s Labor Relations Office in Olympia, with a
copy to the Human Resources Office, within fifteen (15) days of the Union’s

receipt of the Step 2 decision. The agency head or designee will meet or
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1 confer by telephone with a union steward and/or staff representative and the

2 gricvant within fifteen (15) days of receipt of the appeal, and will respond

3 in writing to the Union within fifteen (15) days after the meeting.

4 [Note: If the agency head is the only Appointing Authority for the

5 agency, Step 3 will be bypassed.|

6 Step 4 — Mediation or Pre-Arbitration Review Meetings:

7 L. Disciplinary, Non-disciplinary Separation and Disability Separation

8 Grievances-{Exeluding Written Reprimands)

9 If the grievance is not resolved at Step 3, the Union may choose to
10 file a request for mediation with the Public Employment Relations
11 Commission (PERC) in accordance with WAC 391-55-020, with a
12 copy to the OFM State Human Resources Labor Relations Section
13 (LRS) at labor.relations@ofin.wa.gov and the agency’s Human
14 Resources Office within thirty (30) days of receipt of the Step 3
15 decision.

16 2. Disciplinary. Non-disciplinary Separation and Disability Separation
17 Grievances Not Moved to Mediation and Non-Disciplinary
18 Gricvances—(neludins—Weitten—Reprimands) (Including Written
9 Reprimands)

20 If the grievance is not resolved at Step 3, the Union may request a
21 pre-arbitration review meeting by filing the written grievance
22 including a copy of all previous responses and supporting
23 documentation with the LRS at labor.relations@.ofin.wa.gov with a
24 copy to the agency’s Human Resource Office within thirty (30) days
25 of the Union’s receipt of the Step 3 decision. Within fifteen (15)
26 days of the receipt of all the required information, the LRS will
27 discuss with the Union:
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1 a. If a pre-arbitration review meeting will be scheduled with

2 the LRS, an agency representative, and the Union’s staff

3 | representative to review and attempt to settle the dispute.

4 b. If the parties are unable to reach agreement to conduct a

5 meeting, the LRS will notify the Union in writing that no

6 pre-arbitration review meeting will be scheduled.

7 Within thirty (30) days of receipt of the request, a pre-arbitration

8 review meeting will be scheduled. The meeting will be conducted at

9 a mutually agreeable time.
10 The proceedings of any mediation or pre-arbitration review meeting
11 will not be reported or recorded in any manner, except for
12 agreements that may be reached by the parties during the course of
13 the mediation or meeting. Statements made by or to the mediator, or
14 by or to any party or other participant in the mediation or meeting,
15 may not later be introduced as evidence, may not be made known to
16 an arbitrator or hearings examiner at a hearing, or may not be
17 construed for any purpose as an admission against interest, unless
18 they are independently admissible.
19 Step S — Arbitration:
20 If the grievance is not resolved at Step 4, or the LRS notifies the Union in
21 writing that no pre-arbitration review meeting will be scheduled, the Union

) 22 may file a request for arbitration. The demand to arbitrate the dispute must

23 be filed with the American Arbitration Association (AAA) within thirty (30)
24 days of the mediation session, pre-arbitration review meeting or receipt of
25 the notice no pre-arbitration review meeting will be scheduled. Feor
26 grievances challenging o disciplinary action taken-against- Corrections and
27 Custody—Otheers—CommunityCorrections—Ofticers —or—Cormrections
28 Speeiatists—the—demand —to—arbitrate —must—be filed —with thePublie
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2 arbitration-processestablished by RCW 4} .58 070

3 C. Selecting an Arbitrator

4 The parties will select an arbitrator by mutual agreement or by alternately

5 striking names supplied by the AAA, and will follow the Labor Arbitration

6 Rules of the AAA unless they agree otherwise in writing.

7 D. Authority of the Arbitrator

8 l. The arbitrator will:

9 a. Have no authority to rule contrary to, add to, subtract from,
10 or modify any of the provisions of this Agreement;
11 b. Be limited in their decision to the grievance issue(s) set forth
12 in the original written grievance unless the parties agree to
13 modify it;
14 c. Not make any award that provides an employee with
15 compensation greater than would have resulted had there
16 been no violation of this Agreement;
17 d. Not have the authority to order the Employer to modify their
18 staffing levels or to direct staff to work overtime.
19 2. The arbitrator will hear arguments on and decide issues of
20 arbitrability before the first day of arbitration at a time convenient
21 for the parties, through written briefs, immediately prior to hearing
22 the case on its merits, or as part of the entire hearing and decision-
23 making process. If the issue of arbitrability is argued prior to the first
24 day of arbitration, it may be argued in writing or by telephone, at the
25 discretion of the arbitrator. Although the decision may be made
26 orally, it will be put in writing and provided to the parties.
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] 3. The decision of the arbitrator wiil be final and binding upon the
2 Union, the Employer and the grievant.
E. Arbitration Costs
4 1. The expenses and fees of the arbitrator, and the cost (if any) of the
hearing room, will be shared equally by the parties.

6 2. If the arbitration hearing is postponed or cancelled because of one

7 party, that party will bear the cost of the postponement or

8 cancellation. The costs of any mutually agreed upon postponements

9 or cancellations will be shared equally by the parties.
10 3. If either party desires a record of the arbitration, a court reporter may
11 be used. If that party purchases a transcript, a copy will be provided
12 to the arbitrator free of charge. If the other party desires a copy of
13 the transcript, it will pay for half of the costs of the fee for the court
14 reporter, the original transcript and a copy.
15 4, Each party is responsible for the costs of its staff representatives,
16 attorneys, and all other costs related to the development and
7 presentation of their case. Every effort will be made to avoid the
18 presentation of repetitive witnesses. The Union is responsible for
19 paying any travel or per diem expenses for its witnesses, the grievant
20 and the union steward.
21 5. If, after the arbitrator issues their award, either party files a motion
22 with the arbitrator for reconsideration, the moving party will bear
23 the expenses and fees of the arbitrator.

24 294 Successor Clause

25 Grievances filed during the term of this Agreement will be processed to completion
26 in accordance with the provisions during the same term of this Agreement,
27




For the Employer:

-

WEFSE GG/2023-202 5 Negotiations
Tentative Agreement

August 18, 2022

Page 10 of 10

TENTATIVE AGREEMENT REACHED

For the Union:

08/22/2022 Wrao . S 0K . 9/ /22

Scott Lyders, OFM
Labor Negotiator

Date Chris Fox 4 Date
WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 36
EMPLOYEE RIGHTS
36.1 Employee Liability
A, In the event an employee becomes a defendant in a civil liability suit arising

out of actions taken or not taken in the course of their employment for the
State, they have the right to request representation and indemnification
through their agency in accordance with RCW 4.92.060 and 070.

B. Within the Department of Corrections, employees are entitled to protection
from liability for civil damages resulting from any act or omission in the
rendering of community placement activities, as provided in
RCW 72.09.320.

36.2 Personal Property Reimbursement
Employees have the right to seek reimbursement for personal property items
damaged in the proper performance of their duties, and the Employer will process
the requests in accordance with RCW 4.92.100 and applicable agency policies.
Employees have the responsibility for taking precautions to protect both personal

and state property/equipment.

36.3 Duty Station

A. Each bargaining unit employee will be assigned an official duty station-in

accordanee-with-OEM-ravelresulations. . The term “official duty station™

or “duty station” as used throughout this Asrcement shall not mean “official

Station” for determining travel entitlements in accordance with the SAAM,

B. If the official duty station is changed, the employee will be given a fifteen

(15) calendar day notice, or a shorter notification period may be agreed to.

C. If reassignment of an official duty station results in a commute in excess of

thirty (30) miles in addition to the current commute, the employee may
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36.4

36.5

36.6

exercise their rights under Article 34, Layoff and Recall. The notice will

contain the employee’s rights below.

1. Upon request, the Human Resource office will discuss possible

layoff scenarios and process with the employee.

Use of Volunteers and Student Workers
The Employer will use volunteers and student workers only to the extent they
supplement and do not supplant bargaining unit employees. Volunteers, student

workers and other non-civil service personnel will not supervise bargaining unit

- employees.

Right to Representation

Upon request, employees will have the right to representation at all levels on any
matter adversely affecting their conditions of employment. The exercise of this
right will not unreasonably delay or postpone a meeting. Except as otherwise
specified in this Agreement, representation will not apply to discussions with an
employee in the normal course of duty, such as giving instructions, assigning work,
informal discussions, delivery of paperwork, staff or work unit meetings, or other

routine communications with an employee.

Attendance at Meetings
A, An employee will be granted time during their normal working hours to

attend the following meetings scheduled by management:

1. Investigatory interviews and pre-disciplinary meetings, in

accordance with Article 27, Discipline, and

2. Informal grievance resolution meetings, grievance meetings,
mediation sessions, alternative dispute resolution meetings and
arbitration hearings scheduled in accordance with Article 29,
Grievance Procedure. When an employee is subpoenaed as a witness

on behalf of the Union in an arbitration case, the employee may
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appear without loss of pay if they appear during their work time,

providing the testimony given is related to their job function or
involves matters they have witnessed and is relevant to the

arbitration case.

B. An employee will be allowed reasonable time, as determined by the
Employer, to travel to and from management scheduled investigatory
interviews, pre-disciplinary meetings, informal grievance resolution
meetings, grievance meetings, mediation sessions, and alternative dispute
resolution meetings conducted during their normal work hours. Time spent
traveling during the employee’s non-work hours in order to attend the
meetings will not be considered work time. An employee may be authorized
by their supervisor to adjust their work schedule, take leave without pay,
compensatory time, exchange time or vacation leave to prepare for and
travel to and from an arbitration hearing, and/or union management

communication committee meetings. and#er——uaieﬂ—maﬂagemem

C. An employee must notify their supervisor prior to being released from duty
in accordance with this Article to attend a meeting, hearing or mediation
session. Notification must include the approximate amount of time the
employee expects the meeting or hearing to take. As determined by the
supervisor, any agency business requiring the employee’s immediate
attention must be completed prior to attending the meeting or hearing. An
employee cannot use a state vehicle to travel to and from a work site in order

to attend a meeting unless authorized by the agency.

36.7 Workload (Department of Corrections Only)
The Employer may adjust the caseload and/or work assignments of Community
Corrections Officers and Community Corrections Specialists, if needed, when

assigned offender groups or conducting training,
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36.8 - Workload
1.

For the Employer:
i :Ej::;:_

T

If an employee believes their workload is not achievable within the
worktime authorized by the Employer, the employee may seek the
assistance of their supervisor. The supervisor is responsible for
providing the employee with direction and guidance that may
include the setting of priorities, adjustment of work, or other actions
that will assist the employee in the accomplishment of their work

assignments.

If the employee still has workload concerns after discussion with
their supervisor, the employee may raise these concemns to their
manager. If the workload concerns are similar across the work unit,
the Union may raise these issues at the appropriate Union-
Management Communications Committee under Article 37 of the
parties’ collective bargaining agreement. If the work unit still has
workload concerns across the work unit, the Union may raise these

issues with the Appointing Authority.

This Workload Subsection is not subject to the grievance procedure,
however the employee may file a complaint with their appointing
authority or designee if the employee’s supervisor or manager fails

to discuss the employee’s workload concerns with the employee.

TENTATIVE AGREEMENT REACHED

For the Union:

Scott Lyders, OFM
Labor Negotiator

Date Chris Fox Vi Date
WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 37

UNION-MANAGEMENT COMMUNICATION COMMITTEES

Purpose

The Employer and the Union endorse the goal of a constructive and cooperative
relationship. To promote and foster such a relationship the parties agree to establish
a structure of joint union-management communication committees, for the sharing
of information and concerns and discussing possible resolution(s) in a collaborative

manner.

A. A Statewide Master Agreement Committee will be established to discuss

the administration of this Agreement.

B. Agency level statewide Union-Management Communication Committees
will be established to discuss and exchange agency-specific information of

a group nature and general interest to both parties.

C. In the Departments of Corrections, Children, Youth, and Families, Fish and
Wildlife, Labor and Industries, Social and Health Services, Transportation,
Veterans Affairs, Employment Security Department, and Parks and
Recreation Commission local level Union-Management Communication
Committees will be established within each agency, as described in
Appendix D, to discuss and exchange information of a group nature and

general interest to the parties.

D. The discussion and exchange of information pertaining to a local or sub-
agency matter will be addressed to the lowest level committee. In the event
there is not a committee below the agency level, such matters will be
addressed at the agency level. Ad-hoc committees may be established by
mutual agreement at an agency level statewide committee or a local level
committee described above, in Subsections 37.1 B and C. Local and sub-

agency committees may only be established by mutual agreement at an
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agency level statewide committee described in Subsection 37.1 B. Either
party may subsequently determine that the local or sub-agency committee

should cease to meet.

For committees established in accordance with Subsection 37.1 B and C,
either team may suggest steps to improve the effectiveness of the meetings.
Suggestions for doing so may be raised at committee meetings and
implemented upon mutual agreement. The agency Labor Relations Office,
Human Resources Office, Office of Financial Management’s Labor
Relations Section, the Union’s Staff Representative and/or Union’s
Headquarters office will be available to provide assistance and
coordination. The parties will mutually bear the costs associated with

implementation efforts.

37.2 Committees

A.

Statewide Master Apreement Committee

The Statewide Master Agreement Committee will be composed of up to ten
(10) employee representatives selected by the Union and up to ten (10)
Employer representatives. Additional staff of the Union and the OFM Labor
Relations Otfice may also attend. If agreed to by the parties, additional
representatives may be added. Committee meetings will be conducted at

least every six {6) months, unless agreed otherwise.

Agency-wide, Administration/Division Level (Department of Social and

Health Services and Department of Children, Youth, and Families only),

Regional and Headquarters Level (Department of Ecology only) and/or

Local Level Union-Management Communication Committees

1. Agency-wide committees will consist of up to seven (7) Employer
representatives and up to seven (7) employee representatives, except
for the Department of Social and Health Services, which will consist
of two (2) employee representatives for each administration and an

equivalent number of Employer representatives. The employee



WEFSE GG/2023-2025 Negotiations
Tentative Agreement

August 4, 2022

Page 3 of 6

O 00 -1 N th B W N e

e e
b = O

13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29

representatives will be granted reasonable time during their normal
working hours, as determined by the Employer, to travel to and from
agency-wide communication committee meetings. Additional paid
staff of the Union and the Employer may also attend. The Employer
and Union will be responsible for the selection of their own
representatives. If agreed to by the parties, additional representatives
may be added. Committee meetings will be conducted up to two (2)
times per year, unless agreed otherwise. At the Department of
Corrections, committee meetings will be conducted at least four (4)
times per year, unless agreed otherwise. In addition, DOC will
conduct at least two (2) committee meetings with the Work Release

Program at locations mutually agreeable between the parties.

Administration/Division level committees within the Department of
Social and Health Services will be established within Community
Services, Child Support, Disability Determination Services,
Vocational Rehabilitation, Developmental Disabilities
Administration, and the Behavioral Health Administration, and will
consist of up to six (6) Employer representatives and up to six (6)
employee representatives. At tThe Department of Children, Youth,
and Families, wiH-have-a-division-wide -level-committees will be
established _within the Office of the Chiet” of Staff, Juvenile

Rehabilitation, Child Weltare Field Operations. Prevention and
Chent Services, Licensing, and Early Learning. forthe Operations

and will

consist of up to six (6) Employer representatives and up to six (6)
employee representatives. Additional paid staff of the Union and the
Employer may also attend. The Employer and Union will be
responsible for the selection of their own representatives. If agreed

to by the parties, additional representatives may be added.
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Committee meetings will be conducted up to two (2) times per year,

unless agreed otherwise.

Regional and headquarters level committees within the Department
of Ecology will consist of up to five (5) Employer representatives
and up to five (5} employee representatives. Additional paid staff of
the Union and the Employer may also attend. The Employer and
Union will be responsible for the selection of their own
representatives. If agreed to by the parties, additional representatives
may be added. Committee meetings will be conducted up to two (2)
times per year, unless agreed otherwise, except for the Northwest

Region who will conduct meetings up to four (4) times per year.

Local level committees will consist of up to five (5§) Employer
representatives and up to five (5) employee representatives, except
for specific local level committees within the Department of Social
and Health Services as outlined in Subsection 37.2 (B)(5).
Additional paid staff of the Union and the Employer may also
attend. The Employer and Union will be responsible for the
selection of their own representatives. If agreed to by the parties,
additional representatives may be added. Committee meetings will

be conducted up to four (4) times per year, unless agreed otherwise.

In the Department of Social and Health Services, local level
committees in the Division of Developmental Disabilities regional
offices, Community Services Division and Home and Community
Services Division will consist of up to ten (10) Employer
representatives and up to ten (10) employee representatives.
Additional paid staff of the Union and the Employer may also
attend. The Employer and Union will be responsible for the

selection of their own representatives. If agreed to by the parties,
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additional representatives may be added. Committee meetings will

be conducted up to four (4) times per year, unless agreed otherwise.

37.3 Participation and Process

A.

The Union will provide the Employer with the names of its committee
members at least ten (10) calendar days in advance of the date of the
meeting in order to facilitate the release of employees. The Employer will
release employee representatives to attend committee meetings if their
absences do not cause a disruption of work. Employees will be granted
reasonable time during their normal working hours, as determined by the
Employer, to prepare for union management communication committee
meetings. For the Department of Corrections, the parties will exchange the
names of their respective team members at least ten (10) days prior to each

meeting.

Employees attending committee meetings during their work time will have
no loss in pay. Attendance at pre-meetings, meetings and travel to and from
agency-wide communication committee meetings during employees’ non-
work time will not be compensated for or considered as time worked. The
Union is responsible for paying any travel or per diem expenses of
employee representatives. Employee representatives may not use state
vehicles to travel to and from a union management communication

committee meeting, unless authorized by the agency for business reasons.

All committee meetings will be scheduled on mutually acceptable dates and

times,

Each party will provide the other with any topics for discussion seven (7)
calendar days prior to the meeting. Suggested topics may include, but are
not limited to, administration of the Agreement, changes to law, legislative

updates and/or organizational change.
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E. If topics discussed result in follow-up by either party, communication will

be provided by the responsible party.

37.4 Scope of Authority
All of the committee meetings established under this Article will be used for
discussions only, and the committees will have no authority to conduct any
negotiations, bargain collectively or modify any provision of this Agreement. The
parties are authorized, but not required, to document mutual understandings. The
committees’ activities and discussions will not be subject to the grievance

procedure in Article 29, Grievance Procedure.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
4
- "';i,ﬁ N }/L !
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 38
MANDATORY SUBJECTS

38.1 The Employer will satisfy its collective bargaining obligation before making a

change with respect to a matter that is a mandatory subject.

A

The Employer will notify the Executive Director of the Union of these

changes in writing to mandatorynoticei@wlse oro, citing this Article. The

written notice must include:

1. A description of the intended change, including information relevant
to the impacts of the change on employees and a list of the job

classifications and names of affected employees if known;
2. Where the change will occur; and
3. The date the Employer intends to implement the change.

Within twenty-onetwenty-one ten (2H621) calendar days of receipt of the

written notice the Union may request negotiations over the changes. The
timeframe for filing a demand to bargain will begin after the Employer has
provided written notice to the Executive Director of the Union. The Usion

tventy-one{(Zh-calendarday-perod-twenty-one (21) calendar day period

may be-used to-be used to informally discuss the matter with the Employer

and to gather information related to the proposed change. The written notice

requesting bargaining must be filed with the OFM State Human Resources

Labor Relations Section (LRS) at labor.relations@ofim.wa.gov. The notice

mustmaywill include a list of at least five (5) dates the Union team is

available.:
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F—Adist-ofat-deast-five-5)-dates-the-Union-team-is-available

C. In the event the Union does not request negotiations within Bventy-

onelwenty-one ten (2-1021) calendar days of receipt of the notice, the

Employer may implement the changes without further negotiations.

D. There may be emergency or mandated conditions that are outside of the
Employer’s control requiring immediate implementation, in which case the

Employer will notify the Union as scon as possible.

Prior to making any change in written agency policy that is a mandatory subject of
bargaining, the Employer will notify the Union and satisfy its collective bargaining

obligations per Section 38.1.

The parties will agree to the location and lecationand-time for the discussions
and/or negotiations-by-virtual-platform. Each party is responsible for choosing its
own representatives for these activities. The Employer and the Union recognize the
importance of scheduling these discussions and/or negotiations in an expeditious
manner. Unless agreed otherwise, the parties agree to schedule the bargaining to
occur within thirty (30) calendar days of receipt of the request to bargain. If the

Union has made an information request prior to the meeting being scheduled, the

parties will schedule bargaining to occur within thirty (30} calendar days of the

Employer fulfilling the information request. In-the-event a 30-dav periad provided

Ageney Fay-proceedwith-implementation—und sutisty s barsainingobhsation by

barpaining the-tmpacts-afler implementation. Inthe event a-thirte(30) dey  perod

' provided for-above has passed-and-the pariies have net-azreed 1o un-extension the

Azeney may-process—with- implementation-and-satishits bargate -oblisation by
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= 09212022 _Uprn—  B3H 1 /2] /2
Scott Lyders, OFM Date Chris Fox I Date

Labor Negotiator

WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 39
UNION ACTIVITIES
Staff Representatives
A. Notification and Recognition
1. The Union will provide the Employer with a written list of staff

representatives, their geographic jurisdictions and the appropriate

contacts for each agency.
2. The Employer will recognize any staff representative on the list.

3 The Union will provide written notice to the Employer of any

changes within thirty (30) calendar days of the changes.

Access (excluding Department of Corrections — Community Corrections
bargaining unit and Department of Social and Health Services — Special

Commitment Center)

L. Staff representatives may have access to the Employer’s offices or
facilities in accordance with agency policy to carry out

representational activities.

2. The representatives will notify local management prior to their

arrival and will not interrupt the normal operations of the agency.

3. In accordance with Section 39.3 below, staff representatives and
bargaining unit employees may also meet in non-work areas during
the employee’s meal periods, rest periods, and before and after their
shifts.
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C. Access for Department of Corrections -- Community Corrections

bargaining unit and Department of Social and Health Services — Special

Commitment Center only

1. Staff representatives may have access to the Employet’s offices or
facilities in accordance with agency policy to carry out

representational activities provided:

a. The representative notifies local management prior to their
arrival,
b. It does not interrupt the normal operations of the office or facility, and
C. National Crime Information Center (NCIC) checks have been completed

and the representative is cleared for access into the office or facility.

2. In accordance with Section 39.3 below, staff representatives and bargaining
unit employees may also meet in non-work areas during the employee’s

meal periods, rest periods, and before and after their shifts.

39,2 Union Stewards

| A, The Union will provide the Employer with a written list of current union
stewards and the office, facility or geographic jurisdiction for which they
are responsible. The Union will maintain the list. A steward may represent
any employee who works in the same ageney-in-the-same-agency ef in the
same office, facility or geographic jurisdiction as the steward and is in a
bargaining unit represented-by-WESE represented by WESEeovered-by-this
agreement. The Employer will not recognize an employee as a union

steward if their name does not appear on the list.
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Union stewards will be granted reasonable time during their normal
working hours, as determined by the Employer, to prepare for and attend
meetings scheduled by Management within the steward’s office, facility or
geographic jurisdiction in bargaining units represented by WFSE for the

following representational activities:

1, Investigatory interviews and pre-disciplinary meetings, in

accordance with Article 27, Discipline;

2 Union Management Communication Committees and other
commuittee meetings if such committees have been established by

this Agreement; and/or

3. Informal grievance resolution meetings, grievance meetings,
alternative dispute resolution sessions, mediation sessions and

arbitration hearings held during their work time.

4, Group New Employee Orientations and meetings in accordance
with Section 39.11.

In addition, Union stewards will be provided a reasonable amount of time
during their normal working hours, as determined by the Employer, to
investigate and process grievances through the agency head level within the
steward’s office, facility or geographic jurisdiction in bargaining units

represented by the WFSE.
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Union stewards will be allowed reasonable time, as determined by the

Employer, to travel to and from management scheduled investigatory
interviews, pre-disciplinary meetings, informal grievance resolution
meetings, grievance meetings, mediation sessions, and alternative dispute
resolution meetings conducted during their normal work hours. Time spent
traveling during the employee’s non-work hours in order to attend the
meetings will not be considered time worked. A steward may be authorized
by their supervisor to adjust their work schedule, take leave without pay,
compensatory time, exchange time or vacation leave to travel to and from
an arbitration hearing and/or union management communication committee

meeting.

In both Subsections 39.2 B and C above, the union steward must obtain
prior approval from their supervisor to prepare for and/or attend any
meeting during their work hours. All requests must include the approximate
amount of time the steward expects the activity to take. Any agency
business requiring the steward’s immediate attention will be completed
prior to attending the meeting. Whes desisnated stewards are-pranted paid
releasetime-they shall expericrcene bossr-pavhowever sueh-Lme shall

to the Employer, off- duty stewards will have access to the worksite to
perform representational duties as long as the worksite is open and/or
operational and there are no other reasons to preclude such access. Time
spent preparing for and attending meetings during the union steward’s non-
work hours will not be considered as time worked. Union stewards may not
use state vehicles to travel to and from a work site in order to perform

representational activities, unless authorized by the agency.
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If the amount of time a union steward spends performing representational
activities is unduly affecting their ability to accomplish assigned duties, the
Employer will not continue to release the employee and the Union will be

notified.

39.3  Use of State Facilities, Resources and Equipment

A.

Meeting Space and Facilities

The Employer’s equipreent: equipment, offices and facilities may be used
by the Union to hold meetings, includins—virtual-meetines: which may

includeing -virtual mectings subject to the provisions of this Aercement,

agency-s policy, availability of the space and with prior authorization of the

Employer.

Supplies and Equipment

The Union and employees covered by this Agreement will not use state-
purchased supplies or equipment to conduct unmion business or
representational activities. This does not preclude the use of the telephone,
or similar devices that may be used for persons with disabilities, for
representational activities if there is no cost to the Employer, the call is brief

in duration and it does not disrupt or distract from agency business.

E-mail, Fax Machines, the Internet, and Intranets

The Union and employees covered by this Agreement will not use state-
owned or operated e-mail, fax machines, the internet, or intranets to

communicate with one another, except as provided in this agreement.
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The Union may-use the state s-email system-up-lo-once per-month to-notify

represented-—employees—of -Union

#neetings/events. Union-eligibility and

email.

Employees may use state operated e-mail to request union representation,
Union representatives and stewards may use state owned/operated
equipment to communicate with the affected employees and/or the
Employer for the exclusive purpose of administration of this Agreement to
include-electronic transmittal of grievances and responses in accordance
with Article 29, Grievance Procedure. It is the responsibility of the sending

party to ensure the material is received. Such use will:

1. Result in little or no cost to the Employer;

2. Be brief in duration and frequency;

3, Not interfere with the performance of their official duties;

4, Not distract from the conduct of state business;

5. Not disrupt other state employees and will not obligate other

employees to make a personal use of state resources;

6. Not compromise the security or integrity of state information or

software; and

7. Not include general communication andfor solicitation with

employees.

The Union and its stewards will not use the above referenced state equipment for

union organizing, internal union business, advocating for or against the Union in
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an election or any other purpose prohibited by the Executive Ethics Board.

Communication that occurs over state-owned equipment is the property of the

Employer and may be subject to public disclosure.

39.4 Information Requests

A The Employer agrees to provide the Union, upon written request, access to
materials and information necessary for the Union to fulfill its statutory

responsibility to administer this Agreement.

'B. The Employer will acknowledge receipt of the information request and will
provide the union with a date by which the information is anticipated to be

provided.

C. When the Union submits a request for information that the Employer
believes is unclear or unreasonable, or which requires the creation or
compilation of a report, the Employer will contact the Union staff
representative and the parties will discuss the relevance, necessity and costs
associated with the request and the amount the Union will pay for receipt of

the information.

39.5 . Agency Policies

Agencies will provide to the Union any new human resources related policies
affecting represented employees or updates to existing human resource related

policies affecting represented employees during the term of the Agreement,

39.6 Bulletin Boards, -and-Newsstands and Websites
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1 A. The Employer will maintain bulletin board(s) or space on existing bulletin
2 boards currently provided to the Union for union communication. In bargaining
3 units where no bulletin board or space on existing bulletin boards has been
4 provided, the Employer will supply the Union with adequate bulletin board space
5 in convenient places. Material posted on the bulletin board will be appropriate to
6 the workplace, politically non-partisan, in compliance with state ethic laws, and
7 identified as union literature, Union communications will not be posted in any other
8 location in the agency. If requested by the Union, the Employer will identify areas
9 where Union provided newsstands can be located in their offices/facilities.

10

11 B. In the State Operated Living Alternatives (SOLA) program residences within

12 the Department of Social and Health Services, the Employer will make available a

13 three-ring binder that is designated for union materials. Materials in the binder will

4 be appropriate to the workplace, politically non-partisan, in compliance with state

15 ethic laws, and identified as union literature. Union materials may be distributed to

16  the SOLA binders in accordance with Section 39.7 of this Article,

17 C. Upon mutual agreement between an agency and the Union. the agency will

18 display a link to a Union webpage on the agency’s intranct. The webpage content

19 - shall be_consistent with the provisions of 39.6(A) and must comply with the

20 exceeutive ethics act, chapter 42.52 RCW and WAC 292-110-010. Use of state

21 cquipment to view the website will comply with the executive ethics act and shali

22 be allowed only during an employee’s authorized break times.

23

24

25  39.7 Distribution of Material

26 An employee will have access to their work site for the purpose of distributing

27 information to other bargaining unit employees provided:
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A. The employee is off-duty and;
" B. The distribution does not disrupt the Employer’s operation; and
C. The distribution will normally occur via desk drops or mailboxes, as
determined by the Employer. In those cases where circumstances do not
permit distribution by those methods, alternative areas such as newsstands,
lunchrooms, break rooms, wirtual-deskdrops—and/or other areas mutually
agreed upon will be utilized and-
D. The employee must notify the Employer in advance of their intent to
distribute information and-
E. Distribution will not occur more than twice per month, unless agreed to in

advance by the Employer.

39.8  WFSE Council President and Vice-President(New Proposed—Lanpuase—on
{){_’ﬁeer!-‘ l eave l!__ﬂﬁiéiﬁﬂtegﬁ

A,

Leave of Absence

Upon request of the Union, the Employer will grant leave with pay for the
WFSE Council President and Vice-President for the term of their office.
The Union will reimburse the Employer for the “fully burdened costs of the
positions” the Employer incurs as a result of placing the Council President
and Vice-President on leave with pay during the period of absence. The
Union will reimburse the agency(ies) by the 20th of each month for the

previous month.
Leave Balances

The President and Vice-President will accrue sick leave in the amount of |
hour for every 40 hours worked but will not acerue vacation sad-sick-leave
during the period of absence;-however—wWhen the President and Vice-

President return to state service their sick leave balances will not exceed
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their leave balances o#-as of the date the period of absence commenced. If

the President or Vice-President retire or separate from state service rather

than retum to state scrvice, st-the-end-efthe-period-ofabsence—their leave

balances will not exceed their leave balances on the date the period of

absence commenced. If the sick leave balance was under 40 hours as of the date

hours total upon retin to state serviceReperting-ofdeavewillbe-submitted-to

Indemnification

The Union will defend, indemnify and hold harmless the Employer for any
and all costs including attorney’s fees, damages, settlements, or judgments,
or other costs, obligations, or liabilities the Employer incurs as a result of
any demands, claims, or lawsuits filed against the Employer arising out of
or in relation to actions taken by the President or Vice-President, or their

status as President or Vice-President, during the period of absence.

Return Rights

The President and Vice-President will have the right to return to the same
position or in another position in the same job classification and the same
geographic area as determined by the Employer, provided such
reemployment is not in conflict with other Articles in this agreement. If the
Job classification of the position in which the President and/or Vice-
President has return rights to has been abolished or revised, a crosswalk to
the class series will be used to identify their return rights. The Employer
will assess any training needs, including those requested by the employee,
and provide the necessary training for the returning employee. Any layoff
as a result of the return will be processed in accordance with Article 34,
Layoff and Recall. The employee-Union and the Employer may enter into a
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written agreement regarding return rights at anytime during the leave. The

period of leave will not impact the employee’s seniority date.

39.9 Time Off for Union Activities

A

Union designated employees may be allowed time off without pay to attend

union-sponsored meetings, training sessions, conferences, and conventions.

The employee’s time off will not interfere with the operating needs of the
agency as determined by management. If the absence is approved, the
employees may use accumulated compensatory time, vacation leave,
exchange time, or personal holiday in accordance with Article 10, Holidays,
instead of leave without pay. However, employees must use compensatory
time prior to their use of vacation leave, unless the use would result in the

loss of their vacation.

The Union will give the Employer a written list of the names of the
employees it is requesting attend the above listed activities at least fourteen

(14) calendar days prior to the activity.
Thirty (30) Minute Paid Union Leave

The parties agree communication, education and direct feedback between
bargaining unit members and Union representatives are essential to
productive labor relations. Therefore, one meeting up to thirty (30) minutes
will be allowed during the term of the Collective Bargaining Agreement as
paid release time during regular working hours and may be in person or by
phone. For tracking purposes, this thirty (30) minutes will be considered

paid union leave and allowed under the following conditions:
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1. Union leave shall not disturb the services of the Employer, clients

and its customers and shall be accomplished without causing the

Employer to incur additional costs.

2. Union leave will require approval through the bargaining unit

member’s supervisor, scheduler or manager.

3. Positions requiring relief will be excluded from this Subsection
unless a Memorandum of Understanding is agreed upon that
identifies a process that allows this union leave without impacting

Employer services.

4, If a shop steward and/or another Employer paid staff is the Union
representative who meets with bargaining unit members during this

union leave, the provisions of Article 39.9 A. will apply.

5. Bargaining unit members will not be required to meet with the Union
and will not suffer discrimination or retaliation because of their choice to

meet or not meet.

39.10 Temporary Employment with the Union

39.11

With thirty (30) calendar days’ notice, unless agreed otherwise, employees may be
granted leave without pay to accept temporary employment with the Union of a
specified duration, not to exceed twelve (12) months, provided the employee’s time
off will not interfere with the operating needs of the agency. The returning
employee will be employed in a position in the same Job classification and the same

geographical area, as determined by the Employer.
Access To New Employees Orientation

Within sinety-ninetyforty-fiveninety seven (967904590) days of a new employee’s

start date in a Union bargaining unit position, the Employer will provide notice of
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a-newemployee-shiringand-access to the employee during the employee’s regular

work hours to present information about the Union. The-netice-will-include the-new

aAThis access will be provided at the employee’s regular worksite,—a—virtual

through an clectronic virtual platform or at a location mutually agreed to by the

Employer and the Union and will be for no less than thirty—thirtythirty sixty

(306063030) minutes. For all new employee orientations, the agency will provide a

minimum ot 7 calendar days’ scheduling notice to the union in an email that will

include the new employees’ name, department/division/program, appointment date,

mailing address, and if available at the time of the notice, work location, work

include only the new bargaining unit employees and union representatives unless
mutually agreed otherwise. Management employees will remain strictly neutral
regarding attendance at the meetings and their content. The Union may make use

of the state-operated calendar scheduling system to schedule group or individual

- meetings with new employees in accordance with and for the purposes identified

in this Subsection 39.11. No employee will be required to attend the meetings or

presentations given by the Union.

A. Group New Employee Orientations and Meetings

When an agency provides an in person new employee orientation in a group

setting, the Union will be given an opportunity_at—the-beginninus—of-the

meetine—to have a union steward and/or staff representative speak to the

class for no less than thirty—thirty sixey (306030) minutes to provide

information about the Union and the Master Agreement. The Union may

also arrange for in pcrson thistythirty sixiyv-minute new employee meetings

in a group setting. If a Union steward or other Employer-paid staff is the
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Union representative who meets with bargaining unit employees during a
group orientation or meeting, they will be permitted to do so during their
normal working hours in accordance with the provisions of Artiele-Section
39.2.

ertentaton-and-on-boarding are completed electronically the Esomnadl ] be

start—date—The notice —will—include —the new —employee’s —nume.
department/division/program, appointnent date and if available at the 4 HE
efaotee, work loeation—work-phone pumbers-and-work email_The Union
witlbe-provided a-designated-time to-presentinformation sbout the Union
eompiters-and-hot spots—indieu-of aphysical werkspace torthe purpose ol
other onboatding or werk meetings are-seheduled for the new-employee

Agencies will only include the following statement—on the scheduling
s

provided-this-oppertunity-for access durins-vour resulaework-hoursto-a-60)
Mingle-uRion-oftentation-to-recene-information-about-the union and-your
Hformation about—this epportunityplease contaet the WESE Member

Other New Employee Orientations
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Agencics may provide new employee orientations in a one on one setting

and/or via electronic platforms and will schedule time on the employee’s

calendar that will include a_courtesy copy to the union. If an emplovee’s

work _assignment precludes the union from meeting with the new

cmployee(s)_in person, then the union will provide the agencics with a

seeure link to_place on emplovee's calendars as the electronic platform for

the union’s oricntation. The agency will work with the union to identify a

time siot_for this purpose, schedule this time on the employee's calendar

and will ¢¢ the calendar invite to the union (NEO@ wise.ore) so the union

will kinow who has been invited. The agency will ensure that no other

onboarding or work meetings are scheduled for the new emplovee during

the time that is scheduled for the union’s presentation. Agencies will only

include the following statement on the scheduling invitation:

In accordance with the collective harguining agreement_Article 39, Section

39.11 you are being provided this opportunity for access during your

regular work hours to_a 30 minute union orientation webinar o receive

information about the union and Your wnion contract vida this secure link.

You muy use your state issned computer durine work time for the purpose
ren B I / 74 1 1205¢

of attending this orientation. For more information_about this _Opportunity

please contact the WFSE Member Connection Center. All comnunicdation

that occwrs over state-owned equipment is the property of the Emplover and

may be subject to agency review andior public disclosure. When an agency

does not provide

a_new employee orientation_as outlined above, srd-the Union-does-tiot

the Union will

be given the opportunity to:

1. Make an appointment with the new employee for no less than

thirtythirtysixty (306030) minutes; and
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2, Have a union steward and/or staff representative speak to the new
employee to provide information about the Union and the Master

Agreement.

For Stewards or other Employer-paid staff conducting an individual
meeting with a new employee under this Subsection 39.11 B, the provisions
of Article 39.9 A will apply.

New Bargaining Unit Members

The union will be given the opportunity to have a Union representative
speak with newly represented employees for no less than thirty (30) minutes
to provide information about the union and the Master Agreement in

accordance with Subsections 39.11 A and B above.

B Where emplover—mandated FESHHEHORY—OF-expansion ol remeote

tabling or-useof bulletin-boards_the employer is- - apreementto-extend tha
rghisafforded under the CBA vid-electronic means.

B—— Where employer mandated—restrictions—or expansion—of remote

+_+,{~}¢wm=1<—:+revem-e9+mm+ﬂ+&ﬁmm-twm;ﬂcwee.%—ﬂmmgk—ée;k drerprs,
ef-sHe tablingoruseofbuletin boards_the-emplover is e

to-extend the Aghts afforded under the CBA via electronic TRERIS,

Fhe nse—of-thestate’s —electronic—email system-—Hitstrermain—de
Hitts-and-onby when physieal necess Hrhot-avatlable Emplovees
may-use-state-issued computers-and-hot spots-in lew-ofa pleysical

workspace for the purpose of recei e forwarding to-a persohl

eniaddressreviewins distributed-infornation orpersontltine

andior-durne meal-breaks anrd to-conneci-to virta-reetines-on
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work tine whenscheduled-in decordance with-applicable provisions

Eorthis purpose end-with mutual-agreement with-an-ageney,the
taws,and identified as-union literature. The union willprovidethe
be-completed-no Jater than the day foHlowing the notice period. This
statement with-each-informational flyer:

bargaining aureement—Theattached-documentis—from your-duly
autherized bareaining representative Mﬂa%ﬂgmﬂ-kedemnen of

aecordance-with appheable seetions-of Artiele 39: The use-of the
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state's-electronie ematl system must remain-de -minimus A only

Therefore, —please- use —your personal —email lor —prvate

eomiureation with—-WESE " veouhave amy-—guestions pleise

eomtiet the WESE Member Connection Center{MEL bR MO

39.12 Demand to Bargain - Release Time and Travel

A

The Employer will approve paid release time for up to three (3) employee
representatives who are scheduled to work during the time negotiations are
being conducted. The Employer will approve compensatory time, vacation
leave, exchange time or leave without pay for additional employee
representatives provided the absence of the employee does not create
significant and unusual coverage issues. The Union will provide the
Employer with the names of its employee representatives at least ten (10)

calendar days in advance of the date of the meeting.

The Employer will approve compensatory time, vacation leave, exchange
time or leave without pay for employee representatives to prepare for and

to travel to and from negotiations.

No overtime, compensatory time or exchange time will be incurred as a

result of negotiations, preparation for and/or travel to and from negotiations.

The Union is responsible for paying any travel or per diem expenses of
employee representatives. Employee representatives may not use state
vehicles to travel to and from a bargaining session, unless authorized by the

agency for business purposes.



WFSE GG/2023-2025 Negotiations
Tentative Agreement

9/15/22

Page 19 of 20

[a—

OO0 N Y b R W

10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29

39.13 Master Agreement Negotiations

A,

Release Time

The Union will provide OFM with onc bargraining tcam release request for

all pre-planned formal negotiations dates. The Employer will approve paid

release time in aggregate of two hundred- fifty (250) days for all union
bargaining team members for formal negotiations. Upon exhaustion of this
bank, the Union may request the parties meet and discuss additional paid
release time for Union team members. The Union will provide a list of their

bargaining team member attendees after cach formal bargaining session to

allow_tracking for compensation and leave purposes. It emplovees are

unable to attend a bargaining session for which they have been released.

they will provide a leave slip to their supervisor in accordance with the

appropriate CBA article pertaining 1o the requested leave, Asenecies-shall

~The

Employer will approve miscellaneous paid leave for all remaining formal

negotiation sessions and for all travel to and from the sessions for Union
team members provided the absence of the employee for negotiations does
not create significant and unusual coverage issues. The Union will
reimburse the Employer for the “fuily burdened costs” of this miscellaneous
paid leave for all team members not on paid release time per this Article.
The Union will reimburse the agency(ies) by the 20th of each month for the
previous month. Per diem and travel expenses will be paid by the WFSE for
Union team members. No overtime, compensatory time or exchange time
will be incurred as a result of negotiations and/or travel to and from

negotiations,
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B. Confidentiality/Media Communication

Bargaining sessions will be closed to the press and the public unless

agreed otherwise by the chief spokespersons.

2. No proposals will be placed on the parties’ web sites.

3. The parties are not precluded from generally communicating with
their respective constituencies about the status of negotiations while
they are taking place.

4, There will be no public disclosure or public discussion of the issues
being negotiated until resolution or impasse is reached on all issues
submitted for negotiations.

TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
in . ) 0
_ == 09/21/2022 XA N\ / J_,Z D /2)
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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ARTICLE 40
UNION DUES DEDUCTION AND STATUS REPORTS

40.1 Notification to Employees
The Employer will inform new, transferred, promoted, or demoted employees in
writing prior to appointment into positions included in the bargaining unit(s) of the
Union’s exclusive representation status. Upon appointment to a bargaining unit
position, the Employer will furnish the employees with membership materials
provided by the Union. The Employer will inform employees in writing if they are

- subsequently appointed to a position that is not in a bargaining unit.

40.2 Union Deduction
A, Within thirty (30) days from when the Union provides written notice of
employee’s authorization for deduction in accordance with the terms and
conditions of their signed membership card, the Employer will deduct from
the employee’s salary an amount equal to the dues required to be a member
of the Union. The Employer will provide payments for the deductions to the

Union at the Union’s official headquarters each pay period.

B. Forty-five (45) calendar days prior to any change in dues, the Union will
provide the Office of Financial Management/State Human Resources,
Labor Relations Section the percentage and maximum dues to be deducted

from the employee’s salary.

40.3 Voluntary Deductions
A. PEOPLE
1. The Employer agrees to deduct from the wages of any employee
who is a member of the Union deduction for the PEOPLE program.
Written authorizations must be requested in writing by the employee
and may be revoked by the employee at any time by giving written

notice to both the Employer and the Union. The Employer agrees to
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remit electronically, on each state payday, any deductions made to

the Union together with an electronic report showing:

a, Employee name;
b. Personnel number;
c. Amount deducted; and
d. Deduction code.
2. The parties agree this Section satisfies the Employer’s obligations

and provides for the deduction authorized under RCW 41.04.230.

Public Safety Protection Program (PSPP)

The Employer agrees to deduct from the wages of any employee who is a
member of the Union deductions for the WFSE/AFSCME PSPP. Written
authorizations must be on the WFSE/AFSCME Council 28 PSPP Voluntary
Payroll Deduction Authorization form, Deductions will include a one-time
initial deduction amount and ongoing monthly deduction amount.
Authorizations may be revoked by the employee at any time by giving
written notice to both the Employer and the Union. The Employer agrees to
remit electronically, on each state payday, any deductions made to the

Union together with an electronic report showing:

1. Employee name;

2 Personnel number;

3. Amount deducted; and
4

Deduction code.

Trustmark Universal Life Insurance with Long Term Care

The Employer agrees to deduct from the wages of an employee who is a
member of the Union deductions for the Trustmark Universal Life
Insurance with Long Term Care. Written authorizations must be provided.
Authorizations may be revoked by the employee at any time by giving

written notice to the Employer. The Employer agrees to remit electronically,
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on each state payday, any deductions made to Trustmark together with an

electronic report showing:

1.

Pl

Employee name;
Personnel number;
Amount deducted; and

Deduction code.

40.4 Status Reports
A.  No later than the tenth (10™) and twenty-fifth (25" of each month, the

Employer will provide the Union with a report in an electronic format of

the following data, if maintained by the Employer, for employees in the

bargaining unit:

10,

11.

12.

Personnel number;

Empioyee name;

Mailing address;

Personnel area code and title;
Organization unit code, abbreviation and title;
Work county code and title;

Work location street (if available);
Work location city (if available);
Work phone number;

Work e-mail address (if available);
Employee group;

Job class code and title;
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13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

Appointment date;
Bargaining unit code and title;
Position number;

Pay scale group;

Pay scale level;

Employment percent;
Seniority date;

Separation date;

Special pay code;

WFSE GG/2023-2025 Negotiations
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Total salary from which union dues is calculated;

Deduction wage type;

Deduction amount;

Overtime eligibility designation;

Retirement benefit plan; and

Action reason, title, and effective date (including entering or leaving

the bargaining unit and starting or stopping dues).

Permanent or non-Permanent status.

WorkSehedwle-Social Security Number

30— Teleworkstatus:full-time, - hybrid-orno-telework.

00— Veteran-Status
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At Wage dype tidicttor Assienment-pay, ek,
32— Telowerk statnsand sehedule of telework
33—For-bid- emplovees—shilldavs ot and sohedule.
B. Information provided pursuant to this Section will be maintained by the
Union in confidence according to the law.
C. The Union will indemnify the Employer for any violations of employee

privacy committed by the Union pursuant to this Section,

40.5 Revocation
An employee may revoke their authorization for payroll deduction of payments to
the Union by written request to the Union in accordance with the terms and
conditions of their signed membership card. Upon receipt by the Employer of
confirmation from the Union that the terms of the employee’s authorization for
payroll deduction revocation have been met, every effort will be made to end the

~ deduction effective on the first payroll, and not later than the second payroll.

40.6 Indemnification
The Union agrees to indemnify and hold the Employer harmless from all claims,
demands, suits or other forms of liability that arise against the Employer for or on
" account of compliance with this Article and any and all issues related to the

deduction of dues or fees.

TENTATIVE AGREEMENT REACHED

For the Employer For the Union:
5' = 09/12/2022 Yo )3\0 “1/1 J-/;u.
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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ARTICLE 42
COMPENSATION

General Service Pay Range Assignments

A.

C.

Effective July 1, 20212023, each classification represented by the Union
will continue to be assigned to the same salary range of the “General Service

Salary Schedule it was assigned on June 30, 26212023,

Effective July 1, 20242023, each employee will continue to be assigned to
the same range and step of the General Service Salary Schedule they were
assigned on June 30, 20242023.

Effective Julv 1, 2023, Appendix S identifics classification specific salary

&D.

EF.

adjustments and the salary range the classification is assigned. Salary will

be determined in accordance with Article 41.1.B 2-6-1-1.

Effective July 1, 20242023, all ranges and steps of the General Service
Salary Schedule will be increased by threethreethree and-one-halfthreeand
enehalfourseven percent (333.53.54%,) effectiveJuly 12020 throushJune

3020 -wilkremain-in-effeet until June 30-2022-as shown in Appendix E.

This salary increase is_based on the General Scrvice Salary Schedule in

effect on June 30, 2023,

Effective July 1, 20222024, all ranges and steps of the General Service
Salary Schedule will be increased by-three—and—twenty-five—hundredths
pereent—3-25%)_ two  threeten—threceishtthreefivethree percent
(234638353%), as shown in Appendix F. This salary increase is based on
the General Service Salary Schedule in effect on June 30, 20222024.

Minimum Wages Determined by Local Ordinances

Any employee who has a permanent assigned duty station within a local
Jurisdiction which has passed an ordinance establishing a minimum wage

higher than the minimum wage established in this collective bargaining
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agreement, will be paid no less than the minimum wage directed by the local
ordinance. The Employer will first consider the hourly wage of the
employee’s base salary plus the King County Premium pay (if applicable).
If, after this consideration, the employee’s salary is still below the local
ordinance minimum wage the employee will be placed on a step in the
assigned salary range that is equal to or higher than the wage requirement

of the local ordinance.

_#G. Employees who are paid above the maximum for their range on the effective

date of the increases described in Subsection D, above will not receive the
specified increase to their current pay unless the new range encompasses

their current rate of pay.

GH. Longevity [ncrease

All employees will progress to step M six (6) years after being assigned to

step L in their permanent salary range.

HI.  All employces earning a salary that is less than or equal to the state
minimum wage will have their salaries adjusted in accordance with the state

minimum wage act.

“GS1” Pay Range Assignments Recruitment or Retention — Compression or

Inversion — Inequities

A, Effective July 1, 20212023, each classification represented by the Union
and listed in Appendix P will continue to be assigned to the same salary
range of the “GS1” Salary Schedule it was assigned on June 30, 20212023,

B. Effective July 1, 20212023, each employee will continue to be assigned to

the same range and step of the “GS1” Salary Schedule they were assigned
on June 30, 20212023,

R Effcctive July 1, 2023, Appendix S identifics classification specific salary



N

~N U A W

10
11
12
13

14
15
16
17

18
19
20

21
22
l 23
24
I 25

423

WFSE GG/2023-2025 Negotiations
Tentative Agreement

9/20/22

Page 3 of 32

adjustments and the salary range the classification is assigned. Salary will
be determined in accordance with Article 41.1.B2.6-1-B.

~€D.  Effective July 1, 20242023, all ranges and steps of the “GS1” Salary

Schedule will be increased by threethreethreeand-ene-halfihree-and—-ene
halffour percent (333.53-54%,).  remamn—in-effectuntil-June 302023 a5
shown-in-Appendixt This salary increase is based on the “GS1” Salary

Schedule 1n effect on June 30, 2022,

BE. Effective July 1, 26222024, all ranges and steps of the “GS1” Salary
Schedule will be increased by three—and--twenty-five—hundredihstwe
threetenthreeetghuthreetivetlirce —percent (3-25231038353%), as shown in
Appendix J. This salary increase is based on the “GS1” Salary Schedule in

kF.  Employees who are paid above the maximum for their range on the effective
date of the increases described in Subsection D above will not receive the
specified increase to their current pay unless the new range encompasses

their current rate of pay.

FG.  Longevity Increase
All employees will progress to step M six (6) years after being assigned to

step L in their permanent salary range.

“N1” Pay Range Assignments Recruitment or Retention — Compression or

Inversion — Inequities

A. Effective July 1, 20242023, each classification represented by the Union
will continue to be assigned to the same step of the “N1” Range Salary
Schedule that they were assigned on June 30, 20202023,
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Effective July 1, 20212023, each employee will continue to be assigned to
the same range and step of the “N1” salary schedule they were assigned on
June 30, 20202023

Effective July 1. 2023, Appendix S identifies classification specific salary

cD.

EG.

adjustments and the salarv range the classification is assiencd. Salary will
be determined in accordance with Article 41.1. B26-1-B.

Effective July 1, 20242023, all salary ranges and steps of the “N1” Salary

Schedule will be increased by threethrethree-and one -halfthtee and-enefour
half sine percentresent (333.53.54%,). rematt-i-effec-umtil-June 202022

as-shown-in-AppendixK-_This salary increase in based on the “N1” Salary

Schedule in eftect on June 30, 2023,

Effective July 1, 26222024, all salary ranges and steps of the “N1” Salary
Schedule  will be increased by three—and——twenty-—five
hundredthstwoeighithreefivethree —percent (3-1528353%), as shown in
Appendix L. This salary increase in based on the “N1” Salary Schedule in
effect on June 30, 20222024,

Employees who are paid above the maximum for their range on the effective
date of the increases described in Subsection D above, will not receive the
specified increase to their current pay unless the new range encompasses

their current rate of pay.

Step U
Step U will be designated as twenty-six (26) years of experience and
employees will advance to step U in accordance with Section 42.8, Periodic

Increases.

“CC” Pay Range Assignments DOC-Supplemental

" For all CC pav range assignments, see Addendum “X”
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be-determined-in-aceordance-with-Article-4H-1-B-

€D EffectiveJuly 120212023 all-salary-ranges and steps-of-the “CC” Rasse
Satary-Sehedulewill be-increased-by-three pereent (3%)remain-in-elfeet

it June 30,2023 as shown-in-Appendix M. Thissalary inereaseis based
oitthe “CE™ Ranee Solary Schedule in-effect on-June 30, 2023

BE—Hffeetive-huly— 20222024 all-salary ranges-and steps-of the~CE" Ranpe
Salary-Sehedule-will-be-increased-by three and twenty—five hundredihstwe

based-on-the “CC” Range Salary-Schedule in-effect-on-June 30. 202 22024
EE—Employees-who-are paid-above the-maximum for their ranse on- the effective
date-of-the-hereases-deseribed-in-Subsection-D-above will-not receive the

step-L-in-their permanent salary range.
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42.5 “IT” Professional Structure Pay Range Assignments
A. Effective July 1, 20242023, Appendix T identifies the salary range and

classification assignment.

B. Effective July 1, 20212023, all salary ranges and steps of the “IT” Range

Salary Schedule will be increased by threeten-threethree-and-one-halithree
and-one-hatfour percent (333:53.54%)). remainn-etlectunti-lune 302022

C. Effective July 1, 26222024, all salary ranges and steps of the “IT” Range

Salary Schedule will be increased by three-—and—twentyfive

ethree percent
(3—2—‘,2344}%353%), as shown in Appendlx V.

D. Employees who are paid above the maximum for their range on the effective
date of the increases described in Subsection C above will not receive the
specified increase to their current pay unless the new range encompasses

their current rate of pay.

42.6 Recruitment or Retention — Compression or Inversion — Higher Level Duties
and Responsibilities — Inequities
. Effective July 1, 20492023, targeted job classifications were assigned to a higher
salary range due to documented recruitment or retention difficulties, compression
or inversion, higher level duties and responsibilities or inequities. Appendix S
identifies the impacted job classifications, the effective dates and the salary range

_ for which they were assigned.

42.7  Pay for Performing the Duties of a Higher Classification
A. Employees who are arearc temporarily assrg&ed perform assigned the full

scope of duties and responsibilities

expectations-{PDE}-for more than #eaf-{ﬂ—l%afs—mﬂm—a—aav—aeﬁed thirty
(30)-ealendar-days thirty (30) calendar days to a higher-level classification

whose salary range maximum is less than fifteen percent (15%) higher than
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the salary range maximum of the former class will be notified in writing by

the-employees-hiring autherity and/os management-within-72-houes and will

be advanced to a step of the range for the new class that is nearest to five

percent (5%) higher than the amount of the pre-promotional step. The
increase will become effective on the first day the employee was performing

the higher-level duties.

Employees who are-arc temporarily assigned perform assigncd the full
scope of duties and responsibilities %Wde—eﬁhﬂi—uﬂﬁzﬂed—ﬁe#ﬁrmnee

period:  for-nmore

than-thiety-(30)-calendar-days-for more than thirly (30) calendar days to a

higher-level classification whose salary range maximum is fifteen percent

(15%) or more higher than the salary range maximum of the former class

will be notified in writing by—the—employees-hirine—authorityand/or
andeement-within 72 -hoursr-and willbe-will be advanced to a step of the

range for the new class that is nearest to ten percent (10%) higher than the

amount of the pre-promotional step. The increase will become effective on

the first day the employee was performing the higher- level duties.

In an emergent situation in the absence of an Attendant Counselor 2 or
Attendant Counselor 3, when an Attendant Counselor 1 performs the duties
of a shift charge, they will be compensated as an Attendant Counselor 2

relief shift charge for that shift.

An Attendant Counselor 2 will be paid at the Attendant Counselor 3 rate for
filling behind an Attendant Counselor 3 in the event of absences, exclusive
of annual leave, for fifteen (15) workdays in a calendar month. Payment at
the Attendant Counselor 3 rate will begin on the 16th day of the Attendant

Counselor 3 absence.

A Mental Health Technician (MHT) 1 or MHT 2 will be paid at the
Psychiatric Security Attendant (PSA) rate of pay when working in a PSA
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post, unless it was the result of a shift exchange in accordance with Article
6.17. Employees compensated in accordance with this Section will be paid
at the same step in the PSA salary that they arc currently assigned to at the
MHT salary range.

F. Department of Transportation - Maintenance Bargaining Unit — Winter

Shift Upgrades
The Employer will calculate all previous non-permanent appointment time

to adjust the salary step, to include a two (2) step increase for every
accumulated twelve (12) months, until they reach the top of the pay range.
During the temporary upgrade the PID increases may be temporarily

deferred until the employee returns to their permanent position.

Establishing Salaries for New Employees and New Classifications
The Employer will assign newly hired employees to the appropriate range and step

of the appropriate State Salary Schedules as described in Sections 42.1, 42.2 42 3

and 42 4, above.

A. The salary of employees in classes requiring licensure, as a registered nurse
or physicians assistant, certified (PA-C) will be governed by the “N1”
Range Salary Schedule.

. B. An employee’s experience as a registered nurse (RN), physicians assistant,

certified (PA-C) and/or licensed practical nurse (LPN), calculated as
follows, will determine the placement of an employee on the proper step

within an “N1” range:
1. RN and PA-C experience will be credited year for year.

2. Up to ten (10) years LPN experience will be credited at the rate of
two (2) years LPN experience equals one (1) year of RN or PA

experience, for a maximum credit of five (5) years.
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An employee’s periodic increment date (PID) will be set and remain the same for

any period of continuous service in accordance with the following:

A.

Employees will receive a two (2) step increase to base salary annually, on

their periodic increment date, until they reach the top step of the pay range.

Employees who are hired at the minimum step of their pay range will
receive a two (2) step increase to base salary following completion of six
(6) months of continuous service and the date they receive that increase will
be the employee’s periodic increment date. Thereafter, employees will
receive a two (2) step increase annually, on their periodic increment date,

until they reach the top of the pay range.

Employees who are hired above the minimum step of the pay range bul
below Step L will receive a two (2) step increase to base salary following
completion of twelve (12) months of continuous service and the date they
receive that increase will be the employee’s periodic increment date.
Thereafter, employees will receive a two (2) step increase annually, on their

periodic increment date, until they reach the top of the pay range.

Employees governed by the “N1” range salary schedule that have reached
Step K, will receive a one (1) step increase based on years of experience up

to the maximum of the range.

Employees who are appointed to another position with a different salary
range maximum will retain their periodic increment date and will receive

step increases in accordance with Subscctions 42.9 A through C.

Employees appointed to a bargaining unit position without previously

having a periodic_increment date set, will have their date set according to

the following:
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1. The date of appointment to the bargaining unit position if coming
from a Washington Management Service (WMS) or EMS position
or
2. Their original hire date into state service if hired at Step L of the

range and there is no break in state service,

_Seasonal career/cyclic employees periodic increment dates will be adjusted

for time not worked.

Department of Transportation — Maintenance Bargaining Unit — Winter
Shift Upgrades

The Employer will calculate all previous non-permanent appointment time

to adjust the salary step, to include a two (2) step increase for every
accumulated twelve (12) months, until they reach the top of the pay range.
During the temporary upgrade the PID increases may be temporarily

deferred until the employee returns to their permanent position.

42.10 Salary Assignment Upon Promotion

A

Employees promoted to a position in a class whose salary range maximum
is less than fifteen percent (15%) higher than the salary range maximum of
the former class will be advanced to a step of the range for the new class
that is nearest to five percent (5%) higher than the amount of the pre-
promotional step. The Appointing Authority may approve an increase
beyond this minimum requirement, not to exceed the maximum of the salary

range.

Employees promoted to a position in a class whose salary range maximum
is fifteen percent (15%) or more higher than the salary range maximum of
the former class will be advanced to a step of the range for the new class
that is nearest to ten percent (10%) higher than the amount of the pre-

promotional step. The Appointing Authority may approve an increase
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beyond this minimum requirement, not to exceed the maximum of the salary

range.

Geographic Adjustments

The Appointing Authority may authorize more than the step increases

specified in Subsections 42.9 A and B, when an employee’s promotion

requires a change of residence to another geographic area to be within a
reasonable commuting distance of the new place of work, Such an increase

may not result in a salary greater than the range maximum.

Promotions for Registered Nurses or Physicians Assistants

I. Promotional increases for classes requiring licensure as a registered
nurse (RN) or physicians assistant, certified (PA-C) (“N” ranges)

are calculated in the manner described below.

2. An employee who is promoted into or between classes which have
pay range “N” will advance to the step in the new range, as shown
in the “N1” Range Salary Schedule, as described in Section 42.3,

which represents the greater of (a), (b) or (c) below.

a. Placement on the step which coincides with the employee’s
total length of experience as a registered nurse (RN),
physicians assistant, certified (PA-C) and/or licensed

practical nurse (LPN). Experience will be credited as

follows:

i RN and PA-C experience will be credited year for
year.

ii. Up to ten (10) years LPN experience will be credited

at the rate of two (2) years LPN experience equals
one (1) year of RN or PA-C experience, for a

maximum credit of five (5) years.
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Or

Placement on the step of the new range that is nearest to a
minimum of five percent (5%) higher than the amount of the
pre-promotional step. The Appointing Authority may
authorize more than a five percent (5%) increase, but the
amount must be on a step within the salary range for the

class.
Or

The Appointing Authority will advance an employee who is
promoted under any one or more of the following conditions
to the step of the range for the new class that is nearest to a
minimum of ten percent (10%) higher than the amount of the
pre-promotional step. The Appointing Authority may
authorize more than a ten percent ( 10%} increase, but the
amount must be on a step within the salary range for the

class:

i When the employee is promoted to a class whose
base range is six (6) or more ranges higher than the

base range of the employee’s former class;

ii. When the employee is promoted over an intervening

class in the same class series;

fii. When the employee is promoted from one (1) class
series to a higher class in a different series and over
an intervening class in the new series, which would

have represented a promotion; or

iv. When an employee’s promotion requires a change of

residence to another geographic area to be within a
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42.11

reasonable commuting distance of the new place of

work,

Salary Adjustments
The Employer may increase an employee’s step within the salary range to address

 issues related to recruitment, retention or other business needs. Such an increase

42.12

may not result in a salary greater than step M of the range.

satary. The premivm-is-to-be-used-only as-lopzas the cireumstanees-itis-based

Demotion
An employee who voluntarily demotes to another position with a lower salary range

will be placed in the new range at a salary equal to their previous base salary. If the

_ previous base salary exceeds the new range, the employee’s base salary will be set

equal to the new range maximum.
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42.13

42.14

42.15

42.16

42,17

Transfer

A transfer is defined as an employee-initiated move of an employee from a position
to another position within or between agencies in the same class (regardless of
assigned range), or a different class with the same salary range. Transferred
employees will retain their current base salary. If the previous base salary exceeds

the new range, the employee’s base salary will be set to the new range maximum.

Reassignment

Reassignment is defined as an agency-initiated move of an employee within the
agency from one position to another in the same class or a different class with the
same salary range maximum. Upon reassignment, an employee retains their current

base salary.

Reversion

Reversion is defined as voluntary or involuntary movement of an employee during
the trial service period to the class the employee most recently held permanent
status in, to a class in the same or lower salary range, or separation placement onto
the Employer’s internal layoff list. Upon reversion, the base salary the employee

was receiving prior to promotion will be reinstated.

Elevation

Elevation is defined as restoring an employee to the higher classification, with
permanent status, which was held prior to being granted a demotion or to a class
that is between the current class and the class from which the employee was
demoted. Upon elevation, an employee’s salary will be determined in the same

manner that is provided for promotion in Scction 42.9.

Part-Time Employment
Monthly compensation for part-time employment will be pro-rated based on the
ratio of hours worked to hours required for full-time employment. In the alternative,

part-time employees may be paid the appropriate hourly rate for all hours worked.
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42.18 Callback

A

Work Preceding or Following a Scheduled Work Shift

Overtime-cligible employees will be notified prior to their scheduled

quitting time either to return to work after departing the worksite or to

change the starting time of their next scheduled work shift.

1. Lack of notice for such work will be considered callback and will
result in a penalty of three (3) hours of pay at the basic salary in
addition to all other compensation due. This penalty will apply to

each call,

2. The Employer may cancel a callback notification to work extra
hours at any time, but cancellation will not waive the penalty cited

in this Section.

These provisions will not apply to the mid-shift interval in a split shift and

an employee called back while in standby status.

Work on Scheduled Days Off or Holidays
The Employer may assign employees to work on a day off or holiday.

Overtime-¢ligible employees will be notified of such assignments at least
prior to the employees’ normal quitting times on their second workday
preceding the day off or holiday (except Sunday, when it is within the

assigned work shift).

1. If the Employer does not give such notice, affected employees will
receive a penalty payment of three (3) hours pay at the basic salary

in addition to all other compensation due them.

2. The Employer may cancel work assigned on a day off or holiday.
However, if the Employer does not notify affected employees of
such cancellation at least prior to their normal quitting times on their

second workday preceding the day off or holiday work assignment,
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affected employees will receive a penalty payment of three (3) hours

pay at the basic salary.
These provisions will apply to employees on paid leave status.

When an overtime-eligible employee volunteers to work on a scheduled day

off, the employee is not entitled to callback under Subsection 42.18 B.

An employee who is receiving standby pay is not entitled to callback pay if
required to return to work after departing the worksite or is directed to report

to duty prior to the starting time of their next scheduled work shift.

Emergency Schedule Changes — Departments of Agriculture and

Transportation
If the Employer makes an emergency schedule change as defined in Article

6, Hours of Work, the affected employee will receive a penalty payment of
three (3) hours pay at the basic salary, per occurrence, in addition to all other

compensation due.

42.19 Shift Premium

For purposes of this Section, the following definitions apply:

1. “Evening shift” is a work shift of eight (8) or more hours which ends

at or after 10:00 p.m.

2. “Night shift” is a work shift of eight (8) or more hours which begins
by 3:00 a.m.

A basic shift premium of ene-two dollars and fifty centsand ($+-0602.5950)
per hour will be paid to full-time employees under the following

circumstances:

l. Regularly scheduled evening and night shift employees are entitled

to shift premium for all hours worked.
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2. Regularly scheduled day shift employees are entitled to shift

premium when the employee’s regular or temporary scheduled work
includes hours after 6:00 pm and before 6:00 am where no overtime,
schedule change pay, or callback compensation is received. Shift
premium for day shift employees is paid only for hours worked after
6:00 pm and before 6:00 am.

3. Employees regularly scheduled to work at least one (1), but not all,
evening and/or night shifts are entitled to shift premium for those
shifts. Additionally, these employees are entitled to shift premium

for all hours adjoining that evening or night shift which are worked.

Part-time and on-call employees will be entitled to basic shift premium

under the following circumstances:
1. For all assigned hours of work after 6:00 p-m. and before 6:00 a.m.

2. For assigned full evening or night shifts, as defined above in
Subsection 42.19 A.

In cases where shift premium hours are regularly scheduled over a year,
agencies may pay shift premium at a monthly rate that is equal for all
months of the year. Monthly rates will be calculated by dividing twelve (12)
into the amount of shift premium an employee would earn in a year if the

hourly rules in Subsection 42.19 (B)(1) were applied.

When an employee is compensated for working overtime during hours for
which shift premium is authorized in this Section, the overtime rate will be

calculated using the “regular rate.”

Employees eligible for shift premium for their regularly scheduled shifts
will receive the same proportion of shift premium for respective periods of
authorized paid leave and for holidays not worked which fall within their

regularly scheduled shift.
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1 G. Employees that voluntarily request, and are_approved, to work a flexible
2 schedule that includes hours worked between 6:00pm and 6:00am will not
3 be eligible for the payment of shift premiums contained in this Scetion
4 42.19.
5
6 4220 Shift Premium for Registered Nurses and Related Classes
7 Registered Nurses 1 through 4 and related job classes requiring licensure as a
8 registered nurse, Licensed Practical Nurses 1, 2 and 4, and Psychiatric Security
9 Nurses will receive one dollar and fifty cents ($1.50) per hour shift differential for
10  evening shift and night shift work.

11 4221 King County Regional Premium Premium Pay

12 Employees assigned to a permanent duty station in King County will receive five
13 - tea—five (5)10 (5) percent Premium Pay calculated from their base salary.,
14 . o .

15

16

17

18

19 When an employee is no longer permanently assigned to a ketng-King County listed
20 i-section422-as-apermanent_duty station they will not be eligible for this
21 . premium pay.

22 42.22 Supplemental Shift Premium for Nurses and-Direet Health-CareRrovidess

23

24 _ For the classes of Registered Nurse 1 through 4. —Licensed-Practical Nurses+-2
25 ame . Sy SV T G OG—] . .:':. P af o i
26 Residential-Livingand Nursing-Assistant]eadsLicensed Practical Nurses—-2
27

28
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42.23

42.24

registered—nurse—related job—olusses—requirine Heensure +as—a-resistered—Huse,
supplemental shift premium will be paid in the amounts and under the conditions
described below. Employees may qualify for one (1) or both of these supplemental

shift premiums.

A, One dollar ($1.00) per hour during any hours assigned to work or while on

paid leave from 11:00 p.m. until 7:00 a.m.

B. Fhree Fhreefour four dollars ($35344.00) per hour during any hours worked

or while on paid leave from Friday midnight to Sunday midnight.

C. Supplemental shift premiums are payable regardless of employment status

and/or whether the work was prescheduled.

D. Supplemental shift premiums are not payable during hours other than those

specified.

Split Shift
When an employee’s assigned work shift is split with a minimum of four 4

intervening hours not worked, the employee, except for registered nurses and

_ related classes, will receive the shift premium rate designated in Subsection 42.19

B for all hours worked. Registered nurses and related classes will receive the
premium rate set forth in Section 42.20 for all hours worked. The provisions of
Subsections 42.19 D, E and F will apply to employees working split shifts.

Employecs that voluntarily request, and arc approved, to work a flexible schedule

that includes a split shift will not be eligible for the payment of premiums contained
in Article 42. section 42.23.

Standby

A An employee is in standby status while waiting to be engaged to work by

the Employer and both of the following conditions exist:
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1. The employee is required to be present at a specified location or is
immediately available to be contacted. The location may be the
employee’s home or other specific location, but not a work site away
from home. When the standby location is the employee’s home, and
the home is on the same state property where the employee works,

the home is not considered a work site.

2, The agency requires the employee to be prepared to report
immediately for work if the need arises, although the need might not

arise.
Standby status will not be concurrent with work time.

When the nature of a work assignment confines an employee during off-
duty hours and that confinement is a normal condition of work in the
employee’s position, standby compensation is not required merely because

the employee is confined.

Overtime-eligible employees on standby status will be compensated at a
rate of seven percent (7%) of their hourly base salary for time spent in

standby status.

Overtime-exempt employees will be compensated twenty-five—twenty-
fivefiltytwenty-five dollars ($2550255025.00) for each day or portion
thereof spent in standby status. A day is defined as a twenty-four (24) hour

period beginning on the first hour an employee is assigned standby status,

Employees dispatched to emergency fire duty as defined by
RCW 38.52.010 are not eligible for standby pay.

This Section will be administered in accordance with the Fair Labor
Standards Act (FLSA).
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42.25 Relocation Compensation
A The Employer may authorize lump sum relocation compensation, within

existing budgetary resources, under the following conditions:

L. When it is reasonably necessary that a person make a domiciliary

move in accepting a reassignment or appointment, or

2. When it is necessary to successfully recruit or retain a qualified
candidate or employee who will have to make a domiciliary move

in order to accept the position.

B. If the employee receiving the relocation payment terminates or causes
termination of their employment with the state within one (1) year of the
date of employment, the state will be entitled to reimbursement for the
moving costs which have been paid and may withhold such sum as
necessary from any amounts due the employee. Termination as a result of
layoff or disability separation will not require the employee to repay the

relocation compensation.

42.26 Labor & Industries Risk Class 7200/7201
Employees assigned to Labor & Industries Risk Class 7200 or 7201 on July 1 of
each year will receive a payment of twe—hunadred-fiftvfive hundred dollars
($256:60500.00). This payment will be treated as wages.

42.27 Salary Overpayment Recovery
A. When an agency has determined that an employee has been overpaid wages,
the agency will provide written notice to the employee which will include

the following items:

1. The amount of the overpayment,
2. The basis for the claim, and
3. The rights of the employee under the terms of this Agreement.

B. Method of Payback
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1. The employee must choose one of the following options for paying
back the overpayment:
a. Voluntary wage deduction
b. Cash
c. Check
2. The employee will have the option to repay the overpayment over a

period of time equal to the number of pay periods during which the
overpayment was made, unless a longer period is agreed to by the
employee and the agency. The payroll deduction to repay the
overpayment shall not exceed five percent (5%) of the employee’s
disposable earnings in a pay period. However, the agency and
employee can agree to an amount that is more than the five

percent (5%).

3. If the employee fails to choose one of the three options described
above, within the timeframe specified in the agency’s written notice
of overpayment, the agency will deduct the overpayment owed from
the employee’s wages. This overpayment recovery will take place
over a period of time equal to the number of pay periods during

which the overpayment was made.

4. Any overpayment amount still outstanding at separation of

employment will be deducted from their final pay.

Appeal Rights

Any dispute concerning the occurrence or amount of the overpayment will
be resolved through the grievance procedure in Article 29, Grievance

Procedure, of this Agreement.

42.28 Assignment Pay/Special Pay Provisions

A

Assignment Pay
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42.29

42.30

42.31

Assignment pay is a premium added to the base salary and is intended to be
used only as long as the skills, duties, or circumstances it is based on are in
effect. The Employer may grant assignment pay to a position to recognize
specialized skills, assigned duties, and/or unique circumstances that exceed
the ordinary. The Employer determines which positions qualify for the
premium. Classes approved for assignment pay are identified in

Appendix O.

'B. Special Pay Ranges

Special pay ranges are used to equal or approximate prevailing rate practices
found in private industry or other governmental units. An affected class is
identified by a letter designation following the basic salary range number or
by a letter designation preceding a number. In the latter case, a special salary

schedule will be used for such classes.

C. All Assignment Pay rates and Special Pay Ranges and Notes are listed
within Appendices O and P of this Agreement.

Dependent Care Salary Reduction Plan

The Employer agrees to maintain the current dependent care salary reduction plan
that allows eligible employees, covered by this Agreement, the option to participate
in a dependent care reimbursement program for work-related dependent care

expenses on a pre-tax basis as permitted by federal tax law or regulation.

Pre-tax Health Care Premiums

- The Employer agrees to provide eligible employees with the option to pay the

employee portion of health premiums on a pre-tax basis as permitted by federal tax

law or regulation.

Medical/Dental Expense Account
The Employer agrees to allow insurance eligible employees, covered by the
Agreement, to participate in a medical and dental expense reimbursement program

to cover co-payments, deductibles and other medical and dental expenses, if
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42.32

42.33

42.34

employees have such costs, or expenses for services not covered by health or dental

insurance on a pre-tax basis as permitted by federal tax law or regulation.

Voluntary Separation Incentives — Voluntary Retirement Incentives

Agencies will have the discretion to participate in a Voluntary Separation Incentive
Program or a Voluntary Retirement Incentive Program, if such program is provided
for in the operating budget. Such participation must be in accordance with the
program guidelines. Program incentives or offering of such incentives are not

subject to the grievance procedure in Article 29, Grievance Procedure.

Special Commitment Center (DSHS)

Employees assigned to work on McNeil Island at the Special Commitment Center
will receive ten dollars ($10.00) premium pay for each day they are physically
working on the Island. Days in a paid status not working on the Island will not

qualify for their premium pay.

Fire Duty Compensation — Department of Social and Health Services (DSHS)
and Department of Children, Youth, and Families (DCYPF)

DSHS and DCYF employees sent to forest fire camps in charge of inmate or
resident fire fighters for a period of twenty-four (24) hours or more will be on
“extended duty assignment.” Employees on extended duty assignment will be
considered to be on continuous duty from the time they commence such duty,
including travel time to the fire, until they are released from duty, including travel

time for return to their non-fire duty station.

A. During the extended duty assignment, all time will be paid as work time,
except that the Employer may deduct up to cight (8) hours of non-work time

each day for sleep, plus up to three (3) hours for meals, provided that:

I. The employee has no responsibility during time deducted for meal

periods.
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2, The time deducted for sleep includes a period of five (5) continuous

hours which are not interrupted by a call to work.

Employees will not be entitled to receive callback pay for any work
performed during the hours of an extended duty assignment or the transition

back to their regular work schedule.

While on extended duty assignment, the employee’s workweek will remain
the same. However, an employee’s assigned work hours while on extended
duty assignment may be different from their regularly assigned work hours.
Work schedules for employees on extended duty assignment will be

determined after camp has been set up.

If an employee is directed to perform duties which extend beyond their
assigned work hours, as determined in Subsection 42.29 C above, they will
be compensated at the overtime rate. If an employee is directed to return to
duty without having had five (5) continuous hours off duty, the employee
will be compensated at the overtime rate for all off-duty hours, in addition
to the number of hours worked, until they are relieved from duty for five (5)
consecutive hours. If an employee is directed to return to work after being
off duty for five (5) consecutive hours but prior to their assigned shift, they
will be compensated at the overtime rate for actual hours worked during the
off-duty hours.

There is no eligibility for standby pay during an extended duty assignment,

Employees whose regular work schedule entitles them to shift premium will

be paid shift premium while on extended duty assignment.

42.35 Fire Duty Compensation — Department of Natural Resources (DNR)

Compensation for Typical Fire Suppression Duties and/or Participating in
the DNR Fire Training Academy Implementation:



WEFSE GG/2023-2025 Negotiations
Tentative Agreement

9/20/22

Page 26 of 32

U B W N

(=R IS -

10
11
12
13
14
15

16
17
18

19
20
21

22
23
24
25
26
27

DNR employees and Department of Leology Washington Conservadtion

Corps (WCC Crew) Supervisors performing fire suppression duties as
defined in RCW 76.04.005(22), or other emergency duties, or participating

in the DNR Fire Training Academy implementation, when they are working

under the incident command system will be compensated as follows:

1. Employees will be paid at a one and one half (1 ') times the surn of
their regular hourly rate (plus two dollars [$2.00] if applicable per
Subsection 2 below) for those hours worked in excess of forty (40)

hours in a workweek.

2. Two dollars ($2.00) * is added to an employee’s regular rate in licu
of any other forms of additional compensation including, but not
limited to, callback, standby, stand down, shift differential, split
shift differential, assignment pay, schedule change, and pay for rest
periods of less than five (5) hours. The provisions of this Section do

not apply to the DNR Fire Training Academy.

3. For purposes of this Subsection, the regular hourly rate does not
include any allowable exclusions as specified in Subsection 7.1 D

of Article 7, Overtime.

*Note: If any other labor organization negotiates an amount greater than
two dollars ($2.00), then this amount will be increased to equal the greater

amount,

Compensation When Deployed to a Closed Satellite Camp:

A closed satellite camp means an employee is unable to leave at the end of
a work shift. When deployed to a closed satellite camp employees will be
considered on twenty-four (24)-hour duty. Pursuant to the Fair Labor
Standards Act (FLSA), bona fide meal periods and a bona fide scheduled

sleeping period of up to eight (8) hours are excluded from paid time,
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When employees are deployed to a closed satellite camp the agency will
provide specific items after a twenty-four (24) hour grace period, which
commences when the incident command team initially deploys staff to the
closed satellite camp. The provisions are a hot catered meal, adequate
sleeping facilities (this means a sleeping bag and tent), and a sleep period
of at least five (5) hours that is not interrupted to perform fire duties. Should
the agency not provide these provisions in a closed satellite camp, the
employee will be entitled to twenty-four (24) hour pay without excluding

bona fide meal or sleep periods until the agency meets its obligation.

C. “Wild Fire Suppression and Other Emergency Duties,” Appendix Q,

provides direction on the non-compensation elements of fire duty.

42.36 Spill Response Team — Department of Ecology

In addition to the compensation described in Article 7, Overtime, employees

on spill response duty will be compensated as follows:

1. Employees will be in only one (1) pay status at a time, Employees

cannot accrue standby pay and pay for time worked.

2. Standby pay will be provided to employees required to be on
standby status for purposes of spill response. Employees will be

compensated for standby in accordance with Subsection 42.24 D

above, for all hours in standby status.

Employees responding to a spill will be paid at a rate of one and one-half
(1-1/2) times the employee’s hourly salary (including the assignment pay)
for time worked outside their normal work hours. “Responding to a spill”
includes receiving phone calls and any required follow-up activities, field
response, and any other activities as identified in the Spill Response
Operations Manual.
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C. Employees permanently assigned to the Emergency Spill Response Team
(full-time responders) will receive assignment pay per Section 42.25, above.
Employees not permanently assigned to the Emergency Response Team
(after-hours responders) but who are designated by the Spill Response
Section Manager as spill responders eligible for assignment pay, will
receive two dollars and forty-four cents (82.44) per hour for each hour on
duty in the assigned duty week that is outside of normal work hours as

described in the Spill Response Operations Manual.

42.37 Emergency/Disaster Operations Compensation
All employees, except those performing duties as outlined in Sections 42.34,42 .35,
and 42.36 above, performing emergency/disaster duties when working full-time
under a Level 2 or higher activation level designated by the State Emergency

Operation Center will be compensated as follows:

A. Employees will be paid at one and one-half ( 1-1/2) times the sum of their
regular hourly rate for those hours worked in excess of forty (40) hours in a
workweek as a result of full-time work in support of a significant
emergency, declared disaster, or Emergency Management Assistance
Compact (EMAC) or other Mutual Aid activations/deployments as
determined by the agency head or designee. During federally declared

disasters overtime compensation will be limited to cash payments.

B. For those hours worked during the activation, one dollar ($1.00) is added to
an employee’s regular rate in lieu of shift differential, split shift differential,

and/or schedule change compensation,

C. Unless otherwise noted in writing, employees will retain the assigned
workweek while supporting emergency/disaster operations. However,
employees’ assigned work hours may be different from their regularly

assigned work hours.
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These provisions are limited to qualifying work performed in the
Washington Emergency Operations Center, in a Joint Field Office, and
work in direct support of EMAC or other Mutual Aid

activations/deployments.
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
i kil 09/21/2022 _‘prmm— %j@ /2 /2
Scott Lyders, OFM Date Chris Fox ate
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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43.1

ARTICLE 43
HEALTH CARE BENEFITS AMOUNTS

For the 2021-20232023-2025 biennium, the Employer Medical
Contribution (EMC) will becontribute an amount equal to eighty-five
percent (85%) of the monthly premium for the self-insured Unitorm
medical Plan (UMP) Classic total—weighted—average-of-theprojected
medieal-premivm-for each bargaining unit employee eligible for insurance
each month, as determined by the Public Employees Benefits Board

)

pereent of the EMC per month q:he—PFeHee*ed—medieal—Weamm—Hhe

The point-of-service costs of the Classic Uniform Medical Plan (deductible,

out-of-pocket maximums and co-insurance/co-payment) may not be
changed for the purpose of shifting health care costs to plan participants,
but may be changed from the 2014 plan under two (2) circumstances:

1. In ways to support value-based benefits designs; and

2. To comply with or manage the impacts of federal mandates.
Value-based benefits designs will:

1. Be designed to achieve higher quality, lower aggregate health care

services cost (as opposed to plan costs);
2. Use clinical evidence; and
3. Be the decision of the PEB Board.

Article 43.1 B will expire June 30, 20232()25.
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1 432 A The Employer will pay the entire premium costs for each bargaining unit
2 employee for dental, basic life and any offered basic long-term disability
3 insurance coverage. If changes to the long-term disability benefit structure
4 occur during the life of this Agreement, the Employer recognizes its
5 obligation to bargain with the Coalition over impacts of those changes
6 within the scope of bargaining.

7 B. If the PEB Board authorizes stand-alone vision insurance coverage, then the
8 Employer will pay the entire premium costs for each bargaining wunit

employee.

10 433 Wellness

11 A. To support the statewide goal for a healthy and productive workforce,
12 employees are encouraged to participate in a Well-Being Assessment
13 survey. Employees will be granted work time and may use a state computer
14 to complete the survey.

15 B. The Coalition of Unions agrees to partner with the Employer to educate
16 their members on the wellness program and encourage participation.
17 Eligible, enrolled subscribers shall have the option to earn an annual one
18 hundred twenty-five dollars ($125.00) or more wellness incentive in the
19 _ form of reduction in deductible or deposit into the Health Savings Account
20 upon successful completion of required Smart Health Program activities.
21 During the term of this Agreement, the Steering Committee created by
22 Executive Order 13-06 shall make recommendations to the PEBB regarding
23 changes to the wellness incentive or the elements of the Smart Health
24 Program.

25 434 The PEBB Program shall provide information on the Employer Sponsored
26 Insurance Premium Payment Program on its website and in an open enrollment

27 ~ publication annually.
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43.5 Medical Flexible Spending Arrangement

A. During January 2022 and again in January 2023, the Employer will make
available two hundred fifty dollars (8250.00) in a medical flexible spending
arrangement (FSA) account for each bargaining unit member represented
by a Union in the Coalition described in RCW 41.80.020(3), who meets the
criteria in Subsection 43.5 B below.

B. In accordance with IRS regulations and guidance, the Employer FSA funds
will be made available for a Coalition bargaining unit employee who:

1. Is occupying a position that has an annual full-time equivalent base
salary of sixty-thousand dollars { $60,000) fHty-theusandfourdotars
£$50;0604-00) or less on November 1 of the year prior to the year the
Employer FSA funds are being made available; and

2. Meets PEBB program eligibility requirements to receive the
Employer contribution for PEBB medical benefits on January 1 of
the plan year in which the Employer FSA funds are made available,
is not enrolled in a high-deductible health plan, and does not waive
enrollment in a PEBB medical plan except to be covered as a
dependent on another PEBB non-high deductible health plan.

3 Hourly employees’ annual base salary shall be the base hourly rate
multiplied by two thousand eighty-eight (2,088).

4. Base salary excludes overtime, shift differential and all other
premiums or payments.

C. A medical FSA will be established for all employees eligible under this

Section who do not otherwise have one. An employee who is eligible for
Employer FSA funds may decline this benefit but cannot receive cash in

lieu of this benefit.
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D. The provisions of the State’s salary reduction plan will apply. In the event
that a federal tax that takes into account contributions to an FSA is imposed

on PEBB health plans, this provision will automatically terminate. The

parties agree to meet and negotiate over the termination of this benefit.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
—— 09/21/2022 A~y _‘gﬁ YA
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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45.2

ARTICLE 45
CONTRACTING

The Employer will determine which agency services will be subject to competitive
contracting in accordance with RCW 41.06.142, WAC 200-320, and WAC 357-43.
Nothing in this Agreement will constitute a waiver of the Union’s right to negotiate
a mandatory subject in association with Employer’s right to engage in competitive
contracting. The Employer will notify the Union prior to notifying employees and
will satisfy its collective bargaining obligation before contracting for bargaining

unit work.

The Employer will make eemtinne—ongoinge efforts to-to fill reesitfor vacant,

has necessitatesd contracting work temporarily. However—the Emplovershall-not

The Employer will notify the Executive Director of the Union of the proposed

contracting in writing. If known at the time of the written notification, the notice

must include:

A. The location where the work will be performed;

B. Whether or not the contract is for work customarily and historically
performed by bargaining unit members within the impacted bargaining unit

and location;

C. A description of the work to be contracted;
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454

45.5

D. A description of the reasons for the contracting; and

E. The length and amount of the contract.

The Union will have twenty-one (21) calendar days from receipt of the written
notice to request negotiations. The request must be in writing and filed with the
OFM  State Human Resources Labor Relations Section (LRS) at
labor.relations@ofm.wa.gov. If the Union does not request negotiations within
twenty-one (21) calendar days, the Employer may contract for the work without the

need for further negotiations.

In the event of conditions beyond the control of the Employer such as emergencies
or mandated conditions requiring immediate implementation, the Employer will

notify the Union in writing as soon as practicable.

Shared Services

The Union and the Employer acknowledge that there may be instances where the
Employer might be able to expand operations and/or provide services to other state
agencies. It is further acknowledged that such expansion may have a beneficial
financial impact to the Employer and may mitigate the impacts of budgetary
constraints. The Employer will consider proposals submitted to them from the

Union.
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For the Employer: For the Union:
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e~ 09/21/2022 M A~~~ Bfrﬁ O{Q [/) ),
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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47.1

47.2

474

47.5

ARTICLE 47
WORKPLACE BEHAVIOR

The Employer and the Union agree that all employees should work in an
environment that fosters mutual respect and professionalism. The parties agree that
inappropriate behavior in the workplace does not further an agency’s business
needs, employee well-being or productivity. All employees are responsible for
contributing to such an environment and are expected to treat others with courtesy

and respect.

Inappropriate workplace behavior by employees, supervisors and/or managers will
not be tolerated. If an employee believes they have been subjected to inappropriate
behavior the employee, and/or the employee’s union Iepresentative, is encouraged
to report this behavior to the employee’s supervisor or the Human Resources Office
and/or file a grievance in accordance with Article 29, Grievance Procedure. At no

ume will retaliatory behavior be tolerated for reporting inappropriatc workplace

behavior. Employees and/or Union representatives should identify complaints as

inappropriate workplace behavior.

47.3 The Employer will look into the complaint and/or grievance and take
appropriate action as necessary. If a complaint was filed, the employee and/or the

union representative will be notified at the conclusion.

The Employer and the Union shall jointly make available training on this Article in

electronic or in-person format. The training will be provided to Union

 representatives (UMCC committee members, shop stewards, paid Union staff,

Union officers), supervisors, managers and Human Resource Office staff,

Grievances related to this Article may be processed through Step 4 of the grievance

_ procedure outlined in Article 29.
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53.1

ARTICLE 53
DISTRIBUTION OF AGREEMENT

The Employer will post the Agreement on the Office of Financial Management’s

(OFM’s} internet by the effective date of the Agreement or sixty (60) days after

legislative approval, whichever is later.

The Emplover will post the Agrecment clectronically on the apprepriateOFM

websites on the effective date of the agreement Fuly1-2023-and provide a copy to

* the lead Union negotiator in electronic format. by the following January 420234

byJanuary1--2023-in print ready format in both Word and PDF-. Fhe-Union-may

Each agency will post the Agreement electronically on the agency’s intranet after

it is posted by OFM. The Employer will provide all employees with a link to the

Agreement. All employees will be authorized access to the Agreement link via a

state electronic device. Each employee may print and staple or clip one (1) copy of

the Agreement from the link on work time on state-purchased paper and state-

owned or leased equipment. For employees who are not assigned to state offices

and do not have ready access to state printers. Asencies will provide one printed

copy to those employees upon request by the employee.
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The Employer and the Union will share the cost of printing this Agreement,

fneludiag in Braille and large-print copies. Printed-Agreements (excluding Braille)

- withortaclude satuy sehedules and-will beprnted by whion peirers, sprreeycled
paperand carry—a untentabel—the Hmplover will-provideat-current aad new
emplovees-with ore 1} copyof the Asreement.

TENTATIVE AGREEMENT REACHED

For the Employer For the Union:
"g%’if’iﬂ 09/21/2022 _ Rovan__ LQ—;Q Qi/)}/).x
“Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Councll 28
Chief Negotiator
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APPENDIX B
JOB CLASSES WITHIN AN AGENCY WITH INHERENT NEED FOR
FLEXIBILITY, IN ACCORDANCE WITH ARTICLE 6.3 A.2

Board of Industrial Insurance Appeals

IT Support Technician 2

Center for Deaf and Hard of Hearing Youth
Information Technology Specialist 3

Maintenance Mechanic 2

Department of Agriculture

Agricultural Commodity Inspector | . 2.3.4, and 5

.'\ M . .'i
A"-He&km-al—"l:eehﬂelegh{a B

Brand Inspector 1 and 2

Grain Inspector 1, 2 and 3
Grati-fnspector3

Grain Inspector Supervisor

Grain Sampler/Weigher

Livestock Investigator

Pest Biologist 1 and 2

Plant-Services Specialist-b-and-2
Weights-and-Measures Inspector Land-2
Weights-and Measures Supervisor

Department of Children, Youth, and Families

Juvenile Rehabilitation Coordinator (excluding Institutions)
Juvenile Rehabilitation Security Manager

Juvenile Rehabilitation Supervisor

Social Service Specialist 3 and 4
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5.

Social and Heaith Program Consultant 1 and 2

Social Service Training Specialist

Department of Commerce

Commerce Specialists 1 and 2

6.—Department-of Corrections

Commutiy-Corrections Speeialist

Community Corrections-Offieer 42 and 3

Corrections-and-Castody-Olicer I Work Release only)

Corrections-and-Custody- Officer 2and 347 rafsportotticersand Community- Werk

Crew officers anly)

Department of Ecology

Community Outreach & Environmental Education Specialist 1, 2, 3, and 4
Environmental Planner 1, 2, 3,4 and 5

Environmental Specialist 1, 2, 3, 4, and 5

Information Technology Specialist 1, 2, 3, 4, and §

Management Analyst 3, 4, and §

Marine Transportation Safety Specialist 2 and 3

Natural Resource Scientist 1, 2, 3, and 4

Woitsdtbgetogn —Ceonservation—Comps——{WEC  Crew F—Superyvisors Washinston

Department of Fish and Wildlife

Carpenter

Construction and Maintenance Project Supervisor
Construction Project Coordinator 1, 2, and 3
Control Technician, Lead

Customer Service Specialist 2



00 1 N W B W N

10
11
12

13
14
15
16
17
18

19
20
21
22
23
24
25
26
27
28
29

Electrician

Electronics Technician
Equipment Operator 2

Equipment Technician 1, 2, and 3
Land Surveyor 2 and 3
Maintenance Mechanic 1, 2, and 3
Utility Worker 1, 2, 3, and 4
Welder/Fabricator

Department of Health
Health Care Investigator 1, 2, and 3
Investigator 3 and 4

Pharmacist Investigator

Department of Labor and Industries
Apprenticeship Consultant 2 and 3
Industrial Hygienist 2, 3 and 4

Industrial Relations Agent 2, 3, and 4
Investigator 2 and 3

Safety and Health Inspector 1, 2, 3 and 4

10-. Department of Social and Health Services

Attendant Counselor Manager

Community Worker

Developmental Disabilities Case/Resource Manager
Developmental Disabilities Outstation Manager
Food Manager 1

Forensic Therapists

Investigator 1 and 2

Long Term Care Surveyor

Program Specialist 3 (ESA/CSD Mobile CSQ)
Quality Control Specialist

WFSE GG/2023-2025 Negotiations
Tentative Agreement

9/20/22

Page 3 of 5§
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Residential Services Coordinator
Security Guard 3

' Social Service Specialist 3 and 4

Social Service Training Specialist

Employment Security Department

- Information Technology Specialist 2, 3 and 4

Horse Racing Commission

Investigator 1, 2 and 3

Racing Official 1 and 2

Military Department
Emergency Management Program Specialist 1 and 2
Information Technology Specialist 2 and 3

Office of the Insurance Commissioner

Financial Examiner 1

15. Office of Minority and Women’s Business Enterprises

Management Analyst 4

Recreation and Conservation Office

Information Technology Specialist 2

Utilities and Transportation Commission
Transportation Engineer 3 (Federal Rail Inspectors)

Rail Carrier Compliance Specialist (State Rail Inspectors)
Investigator 3 (Motor Carrier Inspectors)

- Energy/Utilities Engineer 3 (Pipeline Inspectors)

Washington State Historical Society

Preservation and Museum Specialist 1

_ Preservation and Museum Specialist 2
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Preservation and Museum Specialist 3
Preservation and Museum Specialist 4
Program Coordinator

Maintenance Custodian

Information Technology Specialist 2

2019. Workforce Training and Education Coordinating Board

Information Technology Specialist 2

2120. Office of the Attorney General
Legal Assistant 1-4
Paralegal land 23
AGO Investigator/Analyst
AGO Senior Investigator/Analyst
AGO Investigator/Analyst Supervisor
Maintenance Mechanic 1

Maintenance Mechanic 2

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
- ::2-j

e~ _09/21/2022 s ygL_réf' b/ 21 /2>
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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1 APPENDIX C
2 L AYOFF UNITS
1. Arts Commission
4 The agency is designated as the single layoff unit.
5 2. Board of Industrial Insurance Appeals
6 The agency is designated as the single layoff unit.
7 3 Center for Deaf and Hard of Hearing Youth
8 The agency is designated as the single layoff unit.
9 4. Criminal Justice Training Commission
10 The layoff unit will first be the county in which the position is located, and if no
i1 options are available, then to the department statewide.
12 S Department of Agriculture
13 Lavoff units will be by order as follows:
14 A. Division by County
15 . The emiplovee’s division within the county in which the permanent
i6 waorkstation is located.
17 1) For the purposes of the execution of this section, the following
18 counties will be combined as a single lavolT unit;
19 a.  Chelan and Douglas
20 b. Benton and Franklin
21 ¢. Clark and Cowlitz
22 d. Grant and Adams
23
24 B. County Only
25 If no option is available within the division/county layolT unit, the entire
26 agency within the county in which the emplovee’s permanent workstation is
27 . located will be considered the lavoft unit.

D
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19 6. Department of Children, Youth, and Families

20 The DCYF layoff units shall be as described below:

21 A. Excluding institutions, County of the official duty station

22 B. 1f no option is available within the county layoff unit, the unit expands to a
23 specified county grouping layoff unit as defined in the table below. (Note:
24 if your official duty station is i the county in Column A, your layoff unit
25 ) at this step will include the county in Column A and the counties in Column

26 B).

-
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I Column A Column B
Adams Franklin, Grant, Lincoln, Whitman
Asotin Garfield, Whitman, Walla Walla, Columbia
Benton Franklin, Grant, Walla Walla, Yakima, Klickitat
Ehelan Kittitas, Grant, Douglas, Okanogan
Clallam Jefferson, Kitsap B
Clark Cowlitz, Skamania J
Columbia Franklin, Garfield, Walla Walla, Whitman, Asotin J
Cowlitz Clark, Lewis, Pacific, Skamania, Thurston, Wahkiakum
Douglas Chelan, Grant, Kiititas, Okanogan
Ferry Lincoln, Okanogan, Stevens
Franklin Adams, Benton, Grant, Walla Walla
Garfield Asotin, Columbia, Whitman, Walla Walla
Grant Adams, Benton, Chelan, Douglas, Franklin, Kittitas,
Lincoln, Yakima
@ays Harbor | Lewis, Mason, Pacific, Thurston, Jefferson
Island Jefferson, Skagit, Snohomish, Whatcom j
Jefferson Clallam, Island, Kitsap, Mason, Grays Harbor J
King Kitsap, Pierce, Snohomish J
Kitsap Clallam, Jefferson, King, Mason, Pierce, Thurston,
Kittitas Chelan, Douglas, Grant, Yakima
Klickitat Clark, Skamania, Yakima, Benton
Lewis Cowlitz, Grays Harbor, Mason, Pacific, Pierce,
Thurston, Wahkiakum
iincoln Adams, Ferry, Grant, Okanogan, Spokane, Stevens,
Whitman
Mason Grays Harbor, Jefferson, Kitsap, Lewis, Pierce,
Thurston |

Fkanogan Chelan, Douglas, Ferry, Lincoln
E’aciﬂc LCowlitz, Grays Harbor, Lewis, Wahkiakum
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Column Al Column B B
Fend Oreille | Spokane, Stevens
rPierce King, Kitsap, Lewis, Mason, Thurston
San Juan Clallam, Island, Skagit, Whatcom
Skagit Island, Snohomish, Whatcom
Skamania Clark, Cowlitz, Lewis, Klickitat

Snohomish Island, King, Skagit, Whatcom

Spokane Lincoln, Pend Oreille, Stevens, Whitman
Stevens Ferry, Lincoln, Pend Oreille, Spokane
Thurston Cowlitz, Grays Harbor, Lewis, Mason, Pierce

Wahkiakum | Cowlitz, Lewis, Pacific

Walla Walla | Benton, Columbia, Franklin, Whitman, Asotin, Garfield

Whatcom Island, Skagit, Snohomish

Whitman Adams, Asotin, Columbia, Franklin, Garfield, Lincoln,

Spokane, Walla Walla J
Yakima Benton, Kittitas, Klickitat, Grant
B |

C. If no option is available within the specified county grouping layoff unit as
defined above, then the unit expands to a regional layoff unit. The regional
layoff unit is determined by the county of the employee’s ofticial duty

station. For example, if the employee’s official duty station is in Pierce

= LY. B - A - B

County, the regional layoff unit is Region 3.

-~
<

If no option is available within the Regional Layoff umit above, the

8 _ department statewide will be considered the layoff unit.

9 For institutions only: the institution in which the employee works will be
10 the primary layoff unit. If not option is available within the institution

11 proceed through subsection A-D above.
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Department of Commerce

Layoff units will be by order as follows:

A. Division by County

The employee’s division within the county in which the permanent

workstation is located.

B. County Only

If no option is available within the division/county layoff unit, the entire
agency within the county in which the employee’s permanent workstation

is located will be considered the layotf unit.

C. Entire Division/Statewide

If no option is available within the county layoff unit, the employee’s

division throughout the entire state will be considered the layoff unit.

D. Entire Agency

If no option is available within the division/statewide layoff unit, the entire

department statewide will be considered the layoff unit.

Department of Corrections

Layoff units will be by order as follows.

A. County
The county in which the employee’s permanent workstation is located.

B. Neighboring County Group

If no option is available within the county layoff unit, the unit expands to a
neighboring county group layoff unit as defined in the table below.
Neighboring counties are adjoining counties that share a land border or are
connected by a bridge. (Note: If your permanent workstation is in the county
in Column A, your layoff unit at this step will include the counties in

Column B).




WFSE GG/2023-2025 Negotiations
August 4, 2022
Tentative Agreement

Page 7 of 20
1
" Work Station County Neighboring County Group Layoff Unit |
(Column A) (Column B)
Adams Franklin; Grant; Lincoln; Whitman
Asotin Garfield; Whitman
Benton Franklin; Grant; Klickitat; Yakima; Walla
Walla
Chelan Douglas; Kittitas; Okanogan
Clallam Jefferson
Clark Cowlitz; Skamania
Columbia Garfield; Walla Walla; Whitman
Cowlitz Clark; Lewis; Skamania; Wahkiakum
Douglas Chelan; Grant; Kittitas; Okanogan
Ferry Lincoln; Okanogan; Stevens
Franklin Adams; Benton; Grant; Walla Walla;
Whitman
Garfield Asotin; Columbia; Whitman
Grant Adams; Benton; Douglas; Franklin,

Lincoln; Kittitas; Okanogan; Yakima

Grays Harbor Jefferson; Lewis; Mason; Pacific; Thurston

Island Skagit

Jefferson Clallam; Kitsap; Grays Harbor; Mason

King Pierce; Snohomish

Kitsap Jefferson; Mason; Pierce

Kittitas Chelan; Douglas; Grant; Yakima

Klickitat Yakima; Benton

Lewis Cowlitz; Grays Harbor; Pacific; Pierce;

Skamania; Thurston; Wabkiakum

Lincoln Adams; Ferry; Grant; Okanogan; Spokane;

i Stevens; Whitman
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Work Station County Neighboring County Group Layoff Unit
(Column A) (Column B)
Mason Grays Harbor; Jefferson; Kitsap: Thurston
Okanogan Chelan; Douglas; Ferry; Grant; Lincoln
Pacific Grays Harbor; Lewis; Wahkiakum
Pend Oreille Spokane; Stevens
Pierce King; Kitsap; Lewis; Thurston
San Juan None
Skagit Island; Snohomish; Whatcom
Skamania Clark; Cowlitz; Lewis
Snohomish King; Skagit
Spokane Lincoln; Pend Oreille; Stevens; Whitman
Stevens Ferry; Lincoln; Pend Oreille; Spokane
Thurston Grays Harbor; Lewis; Mason; Pierce
Wahkiakum Cowlitz; Lewis; Pacific
Walla Walla Benton; Columbia; Franklin
Whatcom Skagit
Whitman Adams: Asotin; Columbia; Franklin;
Garfield; Lincoln; Spokane
J Yakima Benton; Grant; Kittitas; Klickitat
1
2 C. Statewide
3 If no option is available within the neighboring county group layoff
4 unit, the department statewide will be considered the layoff unit.
5 9 Department of Ecology
6 The county in which the employee’s workstation is located will be the primary
7 layoff unit. If no option is available within the county layoff unit, the unit expands
8 to the region. If no option is available within the regional layoff unit, the unit
9 expands to the department statewide.
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Department of Fish and Wildlife
The following will constitute separate layoff units.
A. All classified support staft.
B. Programs headed by an Assistant Director, except all classified support
staff.
C. Director’s office, except all classified support staff.

In each layoff unit the first option will be within the county of the position’s
official duty station. If there are no options in the county, the search expands
to the bordering counties within the layoff unit. If there are no options in
the bordering counties, the search expands to statewide within the layoff
unit. If no option is available in the state within the layoff unit, the unit

expands to the department statewide.

Department of Enterprise Services

A. Western Washington Region

The layoff unit will first be the county in which the employee’s permanent
workstation is located. 1f there are no options in the county, the layoff unit
expands to Western Washington. If there are no options in Western

Washington, the layoff unit expands to the department statewide.

B. Eastern Washington Region

The layoff unit will first be the county in which the employee’s permanent
workstation is located. If there are no options in the county the layoff unit
expands to Eastern Washington. If there are no options in Eastern

Washington, the layoff unit expands to the department statewide.

Department of Health
The layoff unit will first be the county in which the position is located, and if no

options are available, then to the department statewide.
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13.  Consolidated Technology Services
The layoff unit will first be the county in which the position is located, and if no
options are available, then to the department statewide.

14. Department of Labor and Industries
The county in which an employee’s workstation is located will be the primary
layoff unit. If no option is available within the county layoff unit, the unit expands
to the bordering counties, and then the unit expands to the region. If no option is
available within the regional layoff unit, the unit expands to the department
statewide.

15. Department of Licensing

The department is separated into six (6) layoff units. These layoff units are

described as follows.

1. Layoff Unit 1
Whatcom, Snohomish, Skagit, San Juan, Island, Jefferson and Clallam

Counties. *(Western Washington region)

2. Layoff Unit 2

King County. *(Western Washington region)

3, Layoff Unit 3

Pierce and Kitsap Counties. *(Western Washington Region}

4, Layoff Unit 4
Thurston, Mason, Lewis, Pacific, Cowlitz, Clark, Wahkiakum, Klickitat
(White Salmon only), Skamania and Grays Harbor Counties. *(Western

Washington Region)

5. Layoff Umt 5
Douglas, Okanogan, Ferry, Stevens, Pend-Oreille, Lincoln, Spokane and

Chelan Counties. *(Eastern Washington Region)
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6. Layoff Unit 6
Grant, Kittitas, Adams, Yakima, Columbia, Franklin, Whitman, Asotin,
Benton, Klickitat (Goldendale only), Garfield and Walla Walla Counties.

*(Eastern Washington Region)

If there are no options available in the layoff unit, the applicable *region

shall be considered the layoff unit.

If there are no options available in the applicable region, the layoff unit shall

be statewide.

16.  Department of Natural Resources

A. For All Employees except Seasonal Career Employees the Lavoff Units are:

1. For positions located in the Natural Resources Building (NRB), the
layoff unit will first be within the NRB, and if no options are

available, then to the department statewide.

2. For positions located in a region, the layoff unit will first be within
the region in which the position is located, and if no options are

available, then to the department statewide.

B. For Seasonal Career Employees, the Layoff Units are:
1. The district within which the position is assigned; or
2. The region excluding district positions, if the position is assigned to

a region but does not report to a district: or
3. The division if the position is assigned to a division

17.  Department of Social and Health Services
A. Excluding Institutions: The county in which an employee’s workstation is
located will be the primary layoff unit. If no option is available within the
county layoff unit, the unit expands to bordering counties. If no option is

available in the bordering counties, the unit expands to the county group. It
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no option is available in the county group, the unit expands to the region. If
there is no option available within the region, the unit expands to the

department statewide.

For institutions only: The institution in which the employee works will be
the primary layoff unit. If no option is available within the institution layoff
unit, the unit expands to the county. If no option is available within the
county layoff unit, the unit expands to bordering counties. If no option is
available in the bordering counties, the unit expands to the county group. If
no option is available in the county group, the unit expands to the region. If
no option is available within the region, the unit expands to the department
statewide. Within the Developmental Disabilities Administration
institutions, State Operated Living Facilities (SOLA) will be considered
part of the institution layoff unit for the purpose of identifying layoff

options.

County Group:

Group 1: Adams, Asotin, Chelan, Douglas, Ferry, Garfield, Grant,
Okanogan, Pend Oreille, Spokane, Stevens, and Whitman.

Group 2: Benton, Columbia, Franklin, Kittitas, Walla Walla, and
Yakima.

Group 3: Island, San Juan, Skagit, Snohomish, and Whatcom.

Group 4: King
Group 5: Kitsap, and Pierce.

Group 6: Clallam, Clark, Cowlitz, Grays Harbor, Jefferson, Klickitat,
Lewis, Mason, Pacific, Skamania, Thurston, and

Wahkiakum.
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18.

Department of Transportation

Layoff units are as follows.

A.

Headquarters Layoff Unit

The layoff unit for headquarters employees includes all positions located in
Thurston County. This layoff unit does not include positions assigned to the

Olympic Region.

Right of Way Lavoff Units

Employees will be offered available layoff options, first within the
employee's local layoff unit. The local layoff units are the Transportation
Building and the region Real Estate Services Offices, where the employee's
permanent duty station is located. Local layoft units will not cross layoff
unit boundaries. If the employee has no option within the local layoff unit
to remain at his/her present class or at the next lower class in which the
employee has permanent status, the employee's layoff unit will expand to

include all bargaining unit positions within the Department.

Eastern Region, North Central Region, Olympic Region, South Central

Region and Southwest Region Layoff Units

The local layoff unit for Maintenance employees includes all positions
(including out-stationed Headquarters positions) located in the Maintenance

Area within which the employee’s official duty station is located.

The local layoff unit for all other employees includes all positions
(including out-stationed Headquarters positions) located in the county

within which the employee’s official duty station is located.

If no option is available within the local layoff unit, the unit expands to
include all positions (including out-stationed Headquarters positions)
located in the region. The Olympic Region layoff unit does not include out-

stationed Headquarters positions.
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Northwest Area Layoff Units

The Northwest Area layoff unit includes all employees and positions in the
Northwest Region, Planning and Policy office, Aviation Division,
Washington State Ferries, and out-stationed Headquarters employees and

positions.

1. Maintenance Employees

The local layoff unit for Maintenance employees includes all
positions (including out-stationed Headquarters positions) located
in the Maintenance Area where the employee’s official duty station

is located.

2. Northwest Region Employees

The local layoff unit for NW Region employees whose official duty
station is located in King, Whatcom, Skagit, Island or Snohomish
county includes all positions (including out-stationed HQ positions)
located in the county within which the employee’s official duty
station is located. This layoff unit does not include positions

assigned to the Washington State Ferries.

3. Aviation Division Employees

The local layoff unit for Aviation Division employees includes ail
positions (including out-stationed HQ positions) assigned to the

division.

4. Washington State Ferries

The local layoff unit for employees includes all positions (including
out-stationed HQ positions) located with the Washington State
Ferries. The local layoff unit for general service employees includes
all general service and out-stationed Headquarters positions located

within the Washington State Ferries.
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If no option is available within any of these local layoff units, the
unit expands to include all positions (including out-stationed HQ

positions) located in the Northwest Area layoft unit.

Department of Veterans Affairs

The following will constitute the layoff units for the department.

A. For employees in Western Washington, the county in which the employee’s
permanent workstation is located is the initial layoff unit. If there are no
options in the county, the layoff unit expands to Western Washington. If
there are no options in Western Washington, the layoff unit expands to the

department statewide.

B. For employees in Eastern Washington, the county in which the employee’s
permanent workstation is located is the initial layoff unit. If there are no
options in the county, the layoff unit expands to Eastern Washington. If
there are no options in Eastern Washington, the layoff unit expands to the

department statewide.

Employment Security Department

A. County of the official duty station

B. If no option is available within the county layoff unit, the unit expands to a
specified county grouping layoff unit as defined in the table below. (Note:
If your official duty station is in the county in Column A, your layoff unit
at this step will include the county in Column A and the counties In

Column B).

Column A Column B

Franklin, Grant, Lincoln, Whitman
Asotin Garfield, Whitman
Franklin, Grant, Walla Walla, Yakima

Benton
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Eolumn A Column B
Chelan Kittitas, Grant, Douglas
Clallam Jefferson, Kitsap
Clark Cowlitz, Skamania B
Columbia Franklin, Garfield, Walla Walla, Whitman J
Cowlitz Clark, Lewis, Pacific, Skamania, Thurston, Wahkiakum
Douglas Chelan, Grant, Kittitas, Okanogan
Ferry Lincoln, Okanogan, Stevens
Franklin Adams, Benton, Grant, Walla Walla
Garfield Asotin, Columbia, Whitman
Grant Adams, Benton, Chelan, Douglas, Franklin, Kittitas,
Lincoln
ﬁrays Harbor | Lewis, Mason, Pacific, Thurston
Island Jefferson, Skagit, Snohomish, Whatcom J
Jefferson Clallam, Island, Kitsap, Mason
King Kitsap, Pierce, Snohomish, Thurston
Kitsap Clallam, Jefferson, King, Mason, Pierce, Thurston,
Kittitas Chelan, Douglas, Grant, Yakima j
Klickitat Clark, Skamania, Yakima
Lewis Cowlitz, Grays Harbor, Mason, Pacific, Pierce,
Thurston, Wakiakum
Lincoln Adams, Ferry, Grant, Okanogan, Spokane, Stevens,
Whitman
Mason Grays Harbor, jefferson, Kitsap, Lewis, Pierce,
Thurston B
| Okanogan Chelan, Douglas, Ferry, Lincoln
Pacific Cowlitz, Grays Harbor, Lewis, Wakiakum
Pend Oreille | Spokane, Stevens
merce King, Kitsap, Lewis, Mason, Thurston
San Juan l_Clallam, Island, Skagit, Whatcom ’j
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[ Column A Column B j
Skagit Island, Snohomish, Whatcom

| Skamania Clark, Cowlitz, Lewis |
Snohomish Island, King, Skagit, Whatcom
Spokane Lincoln, Pend Oreille, Stevens, Whitman
Stevens Ferry, Lincoln, Pend Oreille, Spokane B
Thurston Cowlitz, Grays Harbor, King, Lewis, Mason, Pierce
Wahkiakum | Cowlitz, Lewis, Pacific
Walla Walla | Benton, Columbia, Franklin, Whitman
Whatcom Island, Skagit, Snohomish ——l
e — Adams, Asotin, Columbia, Franklin, Garfield, Lincoln,

Spokane, Walla Walla

Yakima Benton, Kittitas, Klickitat

If no option is available within the specified county grouping layoff unit as

defined in Subsection 2.B above, then the unit expands to a regional layoff

unit as defined below. The regional layoff unit is determined by the county

of the employee’s official duty station. For example, if the employee’s

official duty station is in Pierce County, the regional layoff unit is Unit A.

1. Regional Layoff Unit A includes: Clallam, Clark, Cowlitz, Grays

Harbor, Island, Jefferson, King, Kitsap, Klickitat, Lewis, Mason,

Pacific, Pierce, San Juan, Skagit, Skamania, Snohomish, Thurston,

Wahkiakum, and Whatcom

2. Regional Layoff Unit B includes: Adams, Asotin, Benton, Chelan,

Columbia, Douglas, Ferry, Franklin, Garfield, Grant, Kittitas,

Lincoln, Okanogan, Pend Oreille, Spokane, Stevens, Walla Walla,
Whitman, and Yakima
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D. If no option is available within the Regional Layoff unit as defined in
Subsection 2.C. above, the department statewide will be considered the

layoff unit.

Health Care Authority
The layoff unit will first be to the county in which the position is located, and if no

options are available, then to the department statewide.

Horse Racing Commission

A single statewide layoff unit.

Human Rights Commission

The agency is designated as the single layoff unit.

Military Department

The agency 18 designated as the single layoff unit.

Office of the Attorney General
For purposes of determining layoff options, layoff units are determined as follows

in order of priority:

1. The county layoff unit is the primary layoff unit;
2. The region layoff unit;
3. The statewide layoff unit.

The county layoff unit is the primary layoff unit and is the county in which an

employee’s work station is located.

The region layoff unit is the region in which an employee’s work station is located.
There are four regions in the state: Northwest Region, Southwest Region, Central

Region and Eastemn Region. The statewide layoff unit is all AGO offices statewide.

Office of the Insurance Commissioner

The layoff unit for general service employees is an expanding layoff unit.
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A. For employees in Western Washington, the county of the official worksite
is the initial layoff unit. if there are no options in the county, the layoff unit
expands to Westermn Washington. If there are no options in Western

Washington, the layoff unit expands to the department statewide.

B. For employees in Eastern Washington, the county of the official worksite is
the initial layoff unit. If there are no options in the county, the layoff unit
expands to Eastern Washington. If there are no options in Eastern

Washington, the layoff unit expands to the department statewide.

Office of Minority and Women’s Business Enterprises

The agency is designated as the single layoff unit.

Parks and Recreation Commission

The agency is designated as the single layoff unit.

Recreation & Conservation Office

The agency is designated as the single layoft unit.

School for the Blind
The agency is designated as the single layoff unit.

Secretary of State

The layoff unit for general service employees is an expanding layoff unit.

A, For employees in Western Washington, the county of the official worksite
is the initial layoff unit. If there are no options in the county, the layoff umit
expands to Western Washington. If there are no options in Western

Washington, the layoff unit expands to the department statewide.

B. For employees in Eastern Washington, the county of the official worksite is
the initial layoff unit. If there are no options in the county, the layoff unit
expands to Eastern Washington. If there are no options in Eastern

Washington, the layoff unit expands to the department statewide.
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32.  Services for the Blind
The agency is designated as the single layoff unit.
33. Utilities and Transportation Commission
The layoff unit will first be the county in which the position is located, and if no
options are available, then to the department statewide.
34,  Washington State Historical Society
The agency is designated as the single layoff unit.
35. Washington State Lottery
The layoff unit will first be the region in which the position is located, and if no
options are available, then to the department statewide.
36. Washington State Patrol
The layoff unit will first be the county in which the position is located, and if no
options are available, then to the department statewide.
37.  Workforce Training and Education Coordinating Board
The agency is designated as the single layoff unit.
TENTATIVE AGREEMENT REACHED
For the. Employer: For the Union:
: ~ : _ . A M L/ 5, / pRp
Scott Lyders, OFM Date Chris Fox ( Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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APPENDIX D

LocCAL LEVEL UNION-MANAGEMENT COMMUNICATION COMMITTEES

Department of Corrections

In each region.

Department of Fish and Wildlife

One (1) committee for each bargaining unit.

Department of Health

Shoreline Campus

Department of Labor and Industries

Division of Occupational Safety and Health, Insurance Services and Field Services.

Department of Children, Youth and Families
a. One for each region of child welfare field operations and-institution-with-an

L hot
b. One for each JR institution. by-AppeintingAutherity
c. One for the Fastern Revions {Regions 1 and 23 of Juvenile Rehabilitation

Community Facilities, Reentry and Parole,
d. One for the Western Regions {Regions 3. 4, 5, and 6) of Juvenile
Rehabihitation Community Facihities, Reentry and Parole. bicensing

IS‘"‘I“ l E!‘“‘Hiﬁ”‘

Department of Social and Health Services
* One (1) at each institution and by Appointing Authority in each region, one (1)

Regional Business Services in each region, one (1) at cach Competency Restoration

Program facility (Maple Lane and Fort Steilacoom), one (1) at each behavioral
health_¢ivil center (Maple Lane and Brockmann Campus), one (1) Consolidated
Institutional-Business Services (CIBS), and one (1) Conseolidated Maintenance and
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Operations DivisionOperations (EMOD). For CMOD and CIBS only, if requested
by the Union, up to three (3) additional employee representatives will be allowed
to attend local level UMCC meetings.

One_{1) UMCCforState Operated-LivingAliernatives (SOLAs) within -each

— —FESifH:

FegiOn.

Department of Transportation

In each region and one (1) for headquarters.

Department of Veterans Affairs

One (1) at each institution.

Employment Security Department

- One (1) in each of the following divisions:

I

10.

Executive Programs

I

Finance & Administrative Services

Employment Connections

e o

Human Resources

Information Technology Services

Paid Family and Medical Leave

Policy, Data, Performance and Integrity

Unemployment Insurance Customer Support

Military Department

One (1) in each of the following areas:

a. Camp Murray
b. Washington Youth Academy
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11. . Parks and Recreation Commission:
In each region and one (1) for headquarters.
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
.
- 09/12/2022 YA S'ﬂ Q]Z);/JL
Scott Lyders, OFM Date Chris Fox U Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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APPENDIX G
TELEWORK

Teleworking is a business practice that benefits the state of Washington, employees, the
economy and the environment. Telework 1s a tool for reducing commute trips, pollutants,
energy consumption and our carbon footprint. Telework may result in economic,
organizational and employee benefits such as increased productivity and morale, reduced
use of sick leave, reduced parking needs and office space. Telework contributes to work

life balance.

Definition

Telework is the practice of using mobile technology to perform required job functions from

home, a state satellite location or another management approved location.

Position Eligibility

The Employer reserves the right to determine if a position’s duties are eligible for telework
and the frequency of teleworking. The Employer may revise or rescind a position’s
eligibility for telework due to changing business conditions or customer service needs.

However, employees on approved-telework aar sohath-not have thew telework status

changed unless provided o least-30-dav s wotee by—the bmployer. The Employer may
require an employee to attend meetings in person or come to the office/field on an approved

- i accordance with

telework day

their telework agreement.

Telework Requests and Agreements
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An employee may submit a written request to their Employer for approval to telework in
accordance with agency policy and the Employer will provide a written response. The
Employer may consider an employee's request to telework in relation to the objectives of
Executive Order 16-07 and the agency's policies and operating, business, and customer
needs. The Employer will document and maintain approved telework requests via the
Agency telework agreement. Employees may appeal a denied request through their
Appointing Authority. A telework agreement shall not change an employee’s duty station.
Employees living in a county with a cost-of-living adjustment shall not receive the
adjustment unless their duty station is located in that county. Approved telework plans shall
terminate upon transfer to a new division or work unit. Transferring employees wishing to
continue telework must submit a new request. The telework agreement, and any
modifications, must be kept on file at the primary worksite and in the employee’s official

personnel file.

Changes to Existing Telework Agreements

The Employer reserves the right to reduce, modify or eliminate an employee telework
agreement based on business needs or if there are performance and/or attendance concerns,
to include not complying with the terms of a telework agreement. Except for instances
where the elimination of a telework agreement is for performance and/or attendance issues,
the Employer will address modifications to a telework agreement with the employee a
minimum of seven scven-tiirty (7307) calendar days prior to making those modifications.
The employer is not responsible for costs, damages or losses resulting from cessation of

participation in a telework agreement.

Eligibility, denial, modification or elimination of a telework agreement is not considered a
schedule change and is not grievable under Article 29 of the Collective Bargaining

Agreement.
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TENTATIVE AGREEMENT REACHED

For the Union:

Scott Lyders, OFM
Labor Negotiator

08/22/2022 Brcmmr X, ‘/) 2{ /. ))/; )

Date Chris Fox
WFSE/AFSME Council 28
Chief Negotiator
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APPENDIX O
ASSIGNMENT PAY

Fhis-Appendix-has-been modified by-un MOU-elfective December 16202

Assignment Pay (AP) is granted in recognition of assigned duties which exceed ordinary
conditions. The “premium” is usually stated in a percentage above basic salary or a specific
dollar amount. The “reference number” indicates the specific conditions for which AP is

to be paid.

Group A indicates those classes which have been granted assignment pay; Group B
indicates those assigned duties granted AP which are not class specific; Group C applies
only to Ref #29.

GROUP A
Class
Class Title Code Premium Referenceft

Bridge Maintenance Specialist | 597F Sce Reference 5,21.22
Bridge Maintenance Specialist 2 w See Reference Sl [
Brideze Maintenance Specialist 3 S97K Sce Reference 5,22
Bridee Maintenance Specialist Lead 597N See Reference 5.21,22
Construction & Maintenance Project
Lead | 627F Sec_&:_fcrcncc 3,39
Construction & Maintenance Project
Specialist 627E $10.00/hour 3
Cons o Niai Proi
Construction & Maintenance Project

| Supervisor 627G See References 3,39

 Custodian 1 3781 5 percent 9
Custodian2 _ 678J 3 percent 9
Customer Service Speeialistt 102A | Spercent 64 ]

024 3-pereent | 64

Customer Servies Specialist 2 1038 | 5percent é

| Castomer Servive Speciation2 1028 | Epercent &4
CustormerService Speeialist-3 162¢ I S-pereent 64

L
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GROUP A
Class
Class Title Code Premium Referenceif
Electrician 608F 5 percent 51
See
Referencedd
Equipment Operator 1 618R pereent 12
TP Tochmicions : 00N i< 63
Ferry Operator Assistant 653P 10 percent 5
;16,32
Highway Maintenance Worker | 596P Sce Reference 3669
5,16,22,
Highway Maintenance Worker 2 596R See Reference 3669
5,14, 16,
21,22 36,
Highway Maintenance Worker 3 5968 See References 69
514416
. 2123 34
Compliance Industrial Safety and Health
Investigator 1 New 10 pereent 36
Industrial-HygienistCompliance
Industrial Safety and Health Investigator 304E
2 New 10 percent 56
{adustrial-ygienistCompliance
Industrial Safcty and Health Investieator 3044
3 New 10 percent 56
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GROUP A )
Class
Class Title Code Premium Reference#

Industrial-HygienistCompliance

Industrial Safety and Health Investigator 394G

4 New 10 percent 56

Compliance Industrial Safety and Health

Investigator 5 New 10 percent 56

Compliance Industrial Safety and Health

Investigator 6 ) New 10 percent 36

5516 10-percent H

H-pereent #
0-percent H
7:5-percent 2
10-perecent H
S5 pereent 7
10-percent +
TS5 pereent H
10-percent 1
10-percent H
16-peroent #
#=5-pereent i
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GROUP A
Class
Class Title Code Premium Reference#
Maintenance Mechanic 1 626] 10 percent 14
Maintenance Mechanic 2 626K 10 percent 14
Maintenance Mechanic 3 626L See References 5 14,16
Sce
Refercnecdd
Maintenance Specialist 2 5961 pereent 5
Sec
Referencedo

Maintenance Specialist 3 596] pereent 5
Maintenance Specialist 5 596L See Reference 21
Mental Health Technician 1 347L 5 percent 11
Mental Health Technician 2 347M 5 percent 11
Mental Health Technician 3 347N 5 percent 11
Park Ranger 2 389B 7.5 percent 53
Park Ranger 3 389C 7.5 percent 53
PBX Chief Operator 101H 5 percent 4
EITEIEA LYY AUMPRI AR
Car¢ Associate | 347) 5 percent 11
Forensic Care Associate 2 New S pereent 11
Forensic Care Associate 3 New 3 percent 11
Residential Rehabilitation Counselor 2 347F 2.5 percent 55
Residential Rehabilitation Counselor 3 347G 2.5 percent 55
Residential Rehabilitation Counselor 4 347H 2.5 percent 55
Occupational Safety and Health

| SpeetalistProfessiona] 1 392E 10 percent 56
Occupational Safety and Health
mpeciahstProfessional 2 392F 10 percent 56
Occupational Safety and Health
wpectahistProfessional 3 392G 10 percent 56
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[ GROUP A
| Class
Class Title Code Premium Reference#
Occupational Safety and Health
SpeetahistProfessional 4 392H 10 percent 56
3 : n I B T i ] I E

. Security Guard 2 ~ 385L 2.5 percent 55

Security Guard 3 385SM | 2.5percent | 55

w “Serviee 15 pereents

306¥3510 pereent New-B66

Secial Service Speeiatist 2 351p S-percent | 66 i

Seciul Serviee-Speciativi 3 3510 Spercent |66
| Secial Serviee Specialist 4 351M Spercent | 66
_H}g e S
LMMM 4044 -f-ﬂj_wh cent : 44 :
| Frafhie S-ﬂ-iety—by»:tem-—{—!permew—i HHE Hipercent 49

Truck Driver 1 6321 10 percent | 12

Truck Driver 2 6321 10 percent 12
LWarehouse Operator 1 1171 $10.00/month 2
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GROUPB
Assigned Duty Premium Referencei#

Adult_Protective Services; Child—Protective
% Ghi Vel#me——#am |1+—Sea'&%esa

t0 pereent New A
Asbestos Workers (Certified) 10 percent 20
Certified Instructors (DCYF, DFW, DSHS, See
Parks) Reference$4H0-00/Aour | 37B

See
Certified Instructors (DOC) Reference$45-00hour | 50
Specialty Teams (DOC) 5 percent 59
Clerical Crime Lab Support (WSP) 5 percent 25
Criminal Intelligence and Investigative
Analysis (WSP) 5 percent 62
CSR Team and SIR Team (WSP) 3 percent 27

Sce
Designated Corridors, Night Shift (DOT) Reference$2-00dour | 49

See Referencedd
Driving Fish Hauling Trucks (DFW) pereent 26
Dual Language Requirement S percent 18
Emecrgency Spill Response Team (ECY) Sce Reference 24
Enhanced Drivers License (DOL) 10 percent 43
Heavy Equipnient Mechanic work ercater than
26,000 Ibs. 20 percent New B
Illegal Encampments Right of Way (DOT) 10 percent 48
Patient Resident Supervision (DCYF, DSHS) 5 percent 1

10 percentSee
Patient Transport (DSHS) Reference 17

10 perecntSee
Pesticide Sprayers (DOT) Reference 16
SCUBA Diving/DPIC Requirement $10.00/hour 3
Training Certification and Re-Certification $10.00/hour New C
Tree felling duties (DOT) See Reference 63

— S——
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5o

GROUP C

Agency/Class
Code Class Title Location Increase
Department of Agriculture
S567A Grain Sampler/Weigher Seattle 5 percent
567B Grain Inspector 1 Seattle S percent
567C Grain Inspector 2 Seattle 5 percent
567D Grain Inspector 3 Seattie 5 percent
S67E Grain Inspector Supervisor Seattle 5 percent
Department of Children, Youth and Families

' Juvenile Rehabilitation Lewis Co. and
355H Resident Counselor Yakima Co. 5 percent

Juvenile Rehabilitation Lewis Co. and
355K SH-BGMSBFQOLHSG]OF 3 Yakima Co. 5 percent
Department of Social and Health Services
168K DDS Adjudicator 3 King Co. 2.5 percent
168M DDS Adjudicator 4 King Co. 2.5 percent
168L DDS Adjudicator 5 King Co. 2.5 percent
 BoHl Boceiali Buckiey Epercent |

g A it Eioy i B

T

12.5
621F Plumber/Pipefitter/Steamfitter | Fircrest School percent
2125
608F. Electrician Fircrest School percent
125
502W EleetronicsTechnician Fircrest-School pereent
12.5
602K Stationary Engineer 2 Fircrest School percent
12.5
602L Stationary Engineer 3 Fircrest School percent
306N Oecupational Therapist | Pierce Co. Bpercent
306P Occupational Therapist 3 Lakeland Village 10 percent
306P Occupational Therapist 3 Pierce Co. 5 percent
Occupational Therapist
Supervisor Pierce Co. 5 percent

306R
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GROUP C

Agency/Class

Code Class Title Location Increase
Occupational Therapy Assistant

31041 2 Pierce Co. 5 percent

306V Physical Therapist 3 Lakeland Village 15 percent

) Occupational Therapist

306R Supervisor Rainier School 10 percent
Speech Pathologist/Audiologist

308G 3 Rainier School 10 percent
Psychologist - Forensic Special Commitment

362F Evaluator Center 5 percent

Western State
311F Dietician 2 Hospital 5 percent

Department of Transportation

Bridge Maintenance Specialist

Aubumn, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Medina,

397F 1 Mercer Island 10 percent
= Monroc, Puvallup,
Renton, Seattle.
Shoreline, Tacoma.
Woodinville
Bridge Maintenance Specialist . 05
597F ge M ce 3| Enumclaw S
e 1 T pereent
——
Auburn, Bellevue,
Buckley, Everett,
Issaquah. Kent,
. . . Lakewood, Medina,

: Bridge Maintenance Specialist t : o
597G 5 Mereer Island. 10 pereent
= Montoce, Puyallup,

Renton, Scattle,
Shoreline, Tacoma.
Woodinville |
Bridge Maintenance Specialist 165§ l
597G 5 £e e Speclalist Enumclaw :
= T percent
Bridge Maintenance Specialist
567K - €] Tacoma 100 pereent

3
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GROUP C

Agency/Class
Code

Class Title

Location

Increase

S9N

Bridge Maintenance Specialist

Bellevue, Lakewood,

Lead

Tacoma

10 pereent

600J

Equipment Technician 2

Auburn, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Monroe,
Puyallup, Renton,
Seattle, Shoreline,
Tacoma, Woodinville

10 percent

600J

Equipment Technician 2

Enumclaw

percent

600K

Equipment Technician 3

Aubum, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Monroe,
Puyallup, Renton,
Seattle, Shoreline,
Tacoma, Woodinville

10 percent

600K

Equipment Technician 3

Enumclaw

1058

percent

600L

Equipment Technician Lead

Auburn, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Monroe,
Puyallup, Renton,
Seattle, Shoreline,
Tacoma, Woodinville

10 percent

600L

Equipment Technician Lead

Enumclaw

051

ercent

600M

Equipment Technician
Supervisor

Auburn, Bellevue,
Everett, Issaquah,
Kent, Monroe,
Renton, Seattle,
Shoreline,
Woodinville

10 percent

148M

Fiscal Technician 2

Northwest Region
outlying Maintenance
Offices (except King

10 percent
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GROUP C

Agency/Class
Code

Class Title

Location

Increase

County and Region
HQ)

| 148M

Fiscal Technician 2

King County

5 percent

596P

Highwav Maintenance Worker
I

Buckley, Everett,
Issaquah, Kent.
Lakewood. Monroe,
Puyallup, Renton,
Scattle, Shoreline,
Tacoma, Woodinville

10 percent

|t
b
=]
=

Highway Maintcnance Worker
|

Enumclaw

+0-514

perceent

J96R

Aubumn, Bellevue,

Buckley. E‘nun{éﬂiﬁﬂ”,

Issaquah, Kent,

Highway Maintenance Worker
"

Lakewood, Monroe,
Puyallup. Renton,
Scattle, Shoreline,
Tacoma, Woodinville

10 percent

Enumelaw

Spercent

4»-‘; NJII

Engmelavws
("‘ l. E EH W !‘i ‘ al.

105 parcest

5968

Highway Maintenance Worker
3

Aubum, Bellevue,
Buckley, Enuiiiclad]
Everett, Issaquah,
Kent, Lakewood,
Monroe, Puyallup,
Renton, Seattle,
Shoreline, Tacoma,
Woodinville

10 percent

596X

Highway Maintenance Worker
4

Aubum, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Puyailup,
Renton, Seattle,

10 percent
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GROUP C

Agency/Class
Code

Class Title

Location

Increase

Shoreline, Tacoma,
Woodinvilie

596X

Highway Maintenance Worker
4

Enumclaw,
Greenwater

+o54

percent

96T

Highway Maintenance
Supervisor

Auburn, Bellevue,
Buckley, Enuifciaw]
Everett, Issaquah,
Kent, Lakewood,
Monroe, Puvallup,
Renton, Seattle,
Shoreline, Tacoma.
Woodinville

10 percent

Highway-Maintenance

105
pereent

626L

Maintenance Mechanic 3

Auburn, Bellevue,
Everett, [ssaquah,
Kent, Monroe,
Renton, Seattle,
Shoreline,
Woodinville

10 percent

626M

Maintenance Mechanic 4

Auburn, Bellevue,
Everett, Issaquah,
Kent, Monroe,
Renton, Seattle,
Shoreline,
Woodinville

10 percent

598P

Maintenance Operations
Assistant Superintendent

Seattle,-or Shoreline

10 percent

5961

Maintenance Specialist 2

Aubum, Bellevue,
Buckley, Everett,
Issaquah, Kent,
Lakewood, Monroe,
Puyallup, Renton,

10 percent
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GROUP C
Agency/Class
Code Class Title Location Increase
Seattle, Shoreline,
Tacoma, Woodinville _
: . 1054
5961 Maintenance Specialist 2 Enumclaw
percent
Auburn, Bellevue,
Buckley, Everett,
Issaquah, Kent,
5961 Maintenance Specialist 3 Lakewood, Monroe, 10 percent
Puyallup, Renton,
Seattle, Shoreline,
Tacoma, Woodinville |
5961 Maintenance Specialist 3 Enumclaw =
percent .
597K Ho-pereent
SN 1o percent
Hicl Maisten: lssaguahKent:
Sz PuyallupRenton.
| | l!r\@‘lnll‘ “lﬂﬂdiﬂ,-i"e
. Highway-Maintenanee E i
i Superdsor  percant
o Highway Maintenance Worker | 1 oquehient; _
3961 . Lakewood; Menree; | H0-pereent
H06p
557F
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GROUP C

Agency/Class
Code

Class Title

Location

Increase

5960

10-percent

Bridge Maintenance Specialist
4
2
Highway-Maintenance- Worker
2

Bridee-Mai Specialis
2

+o-pereent

. B v . .
e 13 3 s
!

2

S5-pereent

1791

Property & Acquisition
Specialist 1

Northwest Region
(except King County)

2.5 percent

179]

Property & Acquisition
Specialist 2

Headquarters, Eastern
Region, Olympic
Region, Northwest
Region (except King
County)

S percent

179K

Property & Acquisition
Specialist 3

Headquarters, Eastern
Region, Olympic
Region, Northwest
Region (except King
County)

10 percent
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GROUPC
Agency/Class
Code Class Title Location Increase
Property & Acquisition .
179K Specialist 3 King County 5 percent
Headquarters, Eastern
Property & Acquisition Region, Olympic
el Specialist 4 Region (except King Ul e
Countv)
179L Property & Acquisition Kine Coun 2.5 nercent
= Specialist 4 &ing Lounty <. pereent
Headquarters, Eastern
. Region, Olympic
179M Propf:rty & Acquisition Region, Northwest 7.5 percent
Specialist 5 . .
Region (except King
County)
Property & Acquisition .
179M Specialist 5 King County 2.5 percent
179N Property & Acquisition .
Specialist 6 Olympia 7.5 percent
) Prop.ert.y & Acquisition Seattle 2.5 percent
Specialist 6
179N Property & Acquisition
Specialist 6 Spokane 7.5 percent
Transportation Engineer 3 Northwest Region
— {Cadastral) (except King County) 10 percent
. Transportation Engineer 3 .
530M (Cadastral) King County 5 percent
Urban Corridors
Transportation Engineer 3 Office
—— (Cadastral) (Shoreline/King SR
County)
Northwest Region
outlying Maintenance
100V Secretary Supervisor Offices (Everett, 5 percent
King County [except
Region HQ])
Department of Veteran Affairs
311E | Dietitian 1 [ Retsil | 5 percent
Office of Attorney General
425E | Legal Assistant 1 | King County | 10 percent
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Legal Administrative Manager

GROUP C

Agency/Class

Code Class Title Location Increase
425F Legal Assistant 2 King County 15 percent
425G Legal Assistant 3 King County 15 percent
425G Legal Assistant 3 Thurston County 10 percent
425H Legal Assistant 4 King County 15 percent
425H Legal Assistant 4 Thurston County 10 pereent
4251 Legal Administrative Manager | King County 15 percent
4251 Thurston County 10 percent

Washington State Patrol

Deputy State Fire Marshal—
396L extendto-all emploveesat-WSP | North Bend 2.5 percent
Eire Academy
1HB Events-Coordinator2 Nerth-Bend 2.5 percent
66T Beeretary-Senior Neosth-Bend 2-5-pereent
616k Maintenance-Mechanie 2 North-Bead 25 pereent

257) =
— Counselor

Residential/Student Life

Washington Center for Deaf and Hard of Hearing Youth
“

Vancouver

5 pereent

257 Counselor

Washington State School for the Blind

Residential/Student Life

Vancouver

3 pereent

REFERENCE #1:

Within the Department of Social and Health Services for the supervision, training, and
mentoring of individuals with intellectual disabilities, or individuals with symptoms and
behaviors related to significant mental illness; or in the Department of Children, Youth,
and Families or—DSHS for the supervision, training, and mentoring of Juvenile
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Rehabilitation (JR) institution residents or Department of Corrections offenders residing in
JR facilities. Basic salary plus five percent (5%).

REFERENCE #2:
For full-time assignment to forklift operations. Basic salary plus ten dollars ($10.00) a
month shall be paid to employees in this class.

REFERENCE #3:
For required SCUBA diving and/or serving as Designated Person in Charge (DPIC). Basic
salary plus ten dollars ($10.00) per diving or DPIC hour to employees in any class.

REFERENCE #4: _
For direct supervisory responsibility over PBX and Telephone Operators. Basic salary plus
five percent (5%).

REFERENCE #5:

For assigned operation of highway equipment rated above the employee’s classification.
Basic salary plus the hourly difference between step M of the Highway Maintenance
Worker 2class and step M of the salary range representing a four-range increase over the
Highway Maintenance Worker 2 class. Employees operating this equipment shall be paid
for actual operations that continue for at least one (1) hour. Equipment operation that lasts
for less than one (1) continuous hour shall not qualify the operator for premium pay.
Employees operating this equipment in a bona fide training assignment are not entitled to
the higher rate.

REFERENCE #9;

For full-time assignment to a floor care crew and the operation of heavy duty floor cleaning
and waxing equipment. Basic salary range plus five percent (5%). Basic salary range plus
five percent (5% )twe-(2)ranges will also be paid to designated working supervisor of floor
crew,

REFERENCE #11:

For successful completion of the Department of Social and Health Services approved core
curriculum which consists of forty-five (45) college quarter credit hours or its equivalent
in semester hours and current participation in the development and implementation of

assigned aspects of individual resident treatment activities. Basic salary plus five percent
(5%).

REFERENCE #12:

Employees assigned to operate equipment above this level shall be compensated basic
salary plus ten percent (10), and shall be credited with a minimum of four (4) hours at the
higher rate on each day they operate the higher level equipment.
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REFERENCE #14:

For all hours worked when assigned to bridge painting inspection duties which involve
climbing and work in exposed positions at heights from which an employee might fall
thirty (30) feet or more; excludes work on bridges or overpasses within areas protected by
walls or guardrails. Basic salary plus ten percent (10%).

REFERENCE #16:

For mixing, record keeping, and application of pesticides by a licensed Department of
Transportation spray operator. Basic salary plus the hourly difference between step M of
the Highway Maintenance Worker 2 class and step M of the salary range representing a
four-range increase over the Highway Maintenance Worker 2 class. Employees who are
responsible for actual mixing, record keeping, and spraying of pesticide as documented by
completion and signature of a "Pesticide Application Record" shall be paid for actual hours
of operation that continues for at least one (1) hour. Mixing, record keeping, and
application of pesticides that last for less than one (1) hour shall not qualify employees for

assignment pay.

REFERENCE #17:

Payable to DSHS staff in classifications below the Truck Driver salary range when they
are qualified to operate, and are operating equipment, which is on the DSHS equipment list
calling for Truck Driver 1, 2, or 3. Pay will be the basic salary plus ten percent (10%).
Payable for the greater of actual operating time or two (2) hours. Applicable only to the
Department of Social and Health Services.

REFERENCE #18:

Employees in any position whose current assigned job responsibilities include proficient
use of written and oral English and proficiency in speaking and/or writing one or more
toreignadditional languages, American Sign Language, or Unified English Braille,
provided that proficiency or formal training in such additional language is not required in
the specifications for the job class. Basic salary plus five percent (5%).

REFERENCE #20:
Basic salary plus ten percent (10%) for certified asbestos workers while they are required
to wear and change into or out of full-body protective clothing and a pressurized respirator.

REFERENCE #21:

Basic salary plus ten percent (1 0%) for a minimum of four (4) hours per working day when
assigned to perform repairs or maintenance on the Tacoma Narrows Bridge excluding
routine maintenance or roadway, sidewalks, railing, bridge approaches, signs, etc.
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REFERENCE #22:

Basic salary plus ten percent (10%) for a minimum of four (4) hours per working day while
either operating an under-bridge inspection truck (UBIT) from the bucket or while serving
as back-up operator on the bridge deck.

REFERENCE #24:
Part A: Within the Department of Ecology, basic salary plus ten percent
(10%) to designated employees permanently assigned to the
Emergency Spill Response Team.

Part B: Within the Department of Ecology, two dollars and forty-four cents
($2.44) for each hour on duty in the assigned duty week outside of
normal work hours to designated employees not permanently
assigned to the Emergency Spill Response Team.

REFERENCE #25:
Basic salary plus five percent (5%) for crime lab support staff performing evidence
handling activities.

REFERENCE #26:

Within the Department of Fish and Wildlife, basic salary plus ten percent (10%) for
employees with a Class A or Class B Commercial Driver’s License performing the
following duties: driving CDL fish-hauling trucks to transport fish or to deliver a CDL
truck for authorized maintenance, fish loading or unloading, pre and post trip inspections,
and fuel stops. The advanced pay level shall be for a one (1) hour minimum and thereafter
on an hour-for-hour basis, rounded up to an hour.

REFERENCE #27:

Basic salary plus three percent (3%) to designated forensic scientist of the Washington
State Patrol assigned to either the Crime Scene Response Team and/or Statewide Incident
Response Team.

REFERENCE #29:

Upon review from OFM State Human Resources and negotiations with OFM Labor
Relations Section employees in any position located where the cost of living impacts the
agency’s ability to recruit and/or retain employees which would severely impair the
effective operation of the agency, will be compensated basic salary plus specified
percentages as detailed in the Group C listing.

REFERENCE #35:
Basic salary plus five percent (5%) for each day that an eligible employee is assigned the
role of the Presiding Steward for the Washington Horse Racing Commission.
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REFERENCE #36:
Basic salary plus ten percent (10%) while performing back flow valve testing.

REFERENCE #37B (WFSE Only):

Excluding employees whose assigned duties are classification specific or position specific,
within the Washington State Parks and Recreation Commission, Department of Children,
Youth, and Families, and the Department of Social and Health Services, certified
instructors of defensive tactics, firearms, fitness, bicycle, boating safety, EVOC, and/or
pistol maintenance, will be compensated at basic salary plus ten dollars ($10.00) per hour
for every hour engaged in giving instruction to or in receiving re-certification training.
Pistol maintenance instructors are eligible for this additional compensation when they are
instructing in a classroom setting, providing one-on-one instruction or repairing at the
firing range.

REFERENCE #39:

Construction and Maintenance Project Lead and Construction and Maintenance Project
Supervisor positions assigned to marine crew will be compensated basic salary plus ten
percent (10%) and will be credited with a minimum of four (4) hours at the higher rate on
each day they operate Class C equipment,

REFERENCE#40:

Basie—salaiy—phisten—pereent 3H0%)will be—paid toDepartment—of Franspostation
employees-in-the northwest region permanently-assigned-to-the 4-90-tunnel o SR 99 tunnel
iid-ure-responsible to-monitor it uid-operate the hishly-complexund speciatized
tnnehsystemstoeated-only-atthe 1-00-tunnel-or- SR09 tunnel

tinnelsysterms Jocated at-the 1-90-tunnel or- SR 99 funnel,

REFERENCE #43:

Basic salary plus ten percent (10%) shall be paid to Department of Licensing employees
who have successfully completed the DOL-sponsored Enhanced Drivers License Training
Course and have been qualified and permanently assigned to denote US Citizenship and
issue a Washington State enhanced driver’s license or enhanced identification card.

REFERENCE #48:

Basic salary plus ten percent (10%) will be paid to Department of Transportation
employees when assigned by the employer to work in or remove illegal encampments
within State Right of Way.
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REFERENCE #49;

Basic salary plus two dollars ($2.00) per hour for Department of Transportation employees
permanently or temporarily assigned to crews that maintain designated corridors on night
shift because heavy congestion on the roadway prevents these activities from occurring
during the day. Employees temporarily assigned to night shift to perform snow and ice
removal do not qualify for the premium.

REFERENCE #50:

Within the Department of Corrections (excluding those assigned to the Training and
Development Unit and Emergency Operations Unit), certified instructors of defensive
tactics, firearms, taser, verbal tactics, and pistol maintenance, will be compensated at basic
salary plus fifteen dollars ($15.00) per hour for every hour engaged in giving instruction to
or in receiving re-certification training.

REFERENCE #51:

Within the Department of Enterprise Services, basic salary plus five percent (5%) for work
assigned on and/or testing of high voltage distribution systems of 751 volts or more and
will be rounded up to the nearest hour.

REFERENCE #53:

Within the Washington State Parks and Recreation Commission, basic salary plus seven
and one half percent (7.5%) for performing duties as a Field Training Officer (FTO). Such
duties will be assigned in writing and as directed by management.

REFERENCE #55:

Basic salary plus two and one half percent (2.5%) for Security Guards and Residential
Rehabilitation Counselors within the Department of Social and Health Services that are
assigned to the Special Commitment Center (SCC) firefighting response team.

REFERENCE #56:

Within the Department of Labor and Industries, conditional to serious hazard exposure as
defined by RCW 49.17.180(6): Tadustrial-HysienistsCompliance Industrial Safet and
Health Investigators and Occupational Safety & Health SpecialistsProfessionals will be
compensated basic salary plus ten percent (10%) for each hour they are required to use
personal protective equipment (excluding hard hat, boots, hearing and eye protection) to
enter a hazardous worksite to consult, inspect or investigate where serious hazards are
present.

REFERENCE #59:

Basic salary plus five percent (5%) shall be paid to trained and qualified employees who
are assigned members of the following designated specialty teams: Emergency Response
Team (ERT), Special Emergency Response Team (SERT), Inmate Recovery Team (INT),
Crisis Negotiation Team (CNT) and Critical Incident Stress Management (CISM).
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Assignment pay under this reference shall be paid on an hour for hour basis for every hour
worked during an authorized team related assignment or training,

REFERENCE #62:

Within the Washington State Patrol, basic salary plus five percent (5%) shall be paid to
Northwest High Intensity Drug Trafficking Area and Oreanized Crime Intelligence Unit
employees for performing criminal intelligence and investigative analysis work. Activities
include de-confliction communications with other government public safety agencies for
officer safety.. De-confliction of case information to ensure that officers arc not taking
action in conflict of another active investi tation. dDeveloping criminal link to associates
and family members for known or potential criminal activities.; Participating in profferand
interviewsitz with detectives, subjects’-individuals and thetr-attorneys. Participaling in the
service of state and federal search warrants.

REFERENCE #63:

For certified Department of Transportation employees in positions permanently assigned
duties that include tree evaluation and felling. Basic salary plus the hourly difference
between step M of the Highway Maintenance Worker 2 class and step M of the salary
representing a four (4) range increase over the Highway Maintenance Worker 2 class for
each hour evaluating and/or tree felling trees greater than six (6) inches in diameter.

Reference#64

Gustemer Serviee—Speeialists -4 at—the—Department of Laber & Industries—will—be
compensated-basiesalary-ranse W}mﬁ%}%ﬂwibm*m—mmw—}_ﬁ
ﬁ-&kj-i&fﬁﬂﬂ—dﬂ&ighﬂﬁ%ilgﬂﬂmﬂﬂﬂ%ﬂfﬂ&ﬁ—&ﬁ&-ﬂm“ﬂ#&—ﬂﬁeﬂﬁv—&ﬁeﬁﬂnh.

Reference-1/64

%&%Smmﬂsmwmmaﬁmm&—m&w%
in-field-offices-due-to handline multinle program-areas-and- multiple ageney guestions.

Equipment Technician 3. Lead,—.‘-_irunermm—wi}[-be—esﬂmmﬁmad—ba_sic—sa%aw-{mige-ﬂlr&&{en
pereent-CH%)for performing heavy-equipment-mechanic work

Reference #66
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14 REFERENCE #NEW A:

15  Basic salary range plus ten percent (10%) for Social Service Specialists who perform
16  unannounced visits in unregulated environments, such as private residences. to conduct
17  investigations for allegations of abuse and/or negleet of vulnerable individuals.

19 REFERENCE #NEW B:

20  Basc salary plus twenty percent (20%) for heavy equipment mechanics, within the
21 Equipment Technician series, required to regularly perform as part of their assigned dutics
22 hands-on mechanical maintenance. diagnostics. fabrication, calibration, and repair work
23 on heavy equipment and vehicles sreater than 26,000 GVW.

24 REFERENCE #NEW C:

25  Certified instructors of defensive tactics. firearms. taser. verbal tactics, and pistol
26  maintenance within the Criminal Justice Training Commission will be compensated at
27  basic salary plus ten dollars ($10.00) per hour for every hour engaged in giving instruction
28  in certification and re-certification traimng,
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TENTATIVE AGREEMENT REACHED

For the Union:

09212022 @A~ N

S /202

Scott Lyders, OFM
Labor Negotiator

Date Chris Fox C
WFSE/AFSME Council 28
Chief Negotiator

Date
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APPENDIX P
SPECIAL PAY RANGES AND NOTES

These ranges are used to equal or approximate prevailing rate practices found in private
industry or other governmental units. An affected class is identified by a letter designation
following the basic salary range number or by a letter designation preceding a number. In

the latter case, a special salary schedule will be used for such classes.

“E” RANGE: This range is used for classes having a prevailing pay range that is shorter
than Washington’s standard ranges. An “E” range is a standard range with the first four (4)
steps removed. Thus, the first step is the same as Step E of the standard range having the
same range number. Periodic increases are made at the same intervals as through standard

ranges.

“D” RANGE: This range is a single rate per hour equivalent to the State’s minimum wage.
It is payable to employees who have dog handler assignments, and only while they are off
duty, but are still required to care for the dog in their charge (usually at home). Work time
to be paid at "D" range includes but is not limited to time required for daily feeding,
exercising, grooming, and emergency health care of the dog, and care and cleaning of the

kennel.

“G” RANGE: This range is used for classes having a prevailing pay range which is shorter
than Washington’s standard ranges. A “G” range is a standard range with the first six steps
removed. Thus, the first step of such a range is the same as Step G of the standard range
having the same range number. Periodic increases are made at the same intervals as through

standard ranges.

“GS1” RANGE: This range applles to the following specnf’ c _]Ob classes:

Physician 2, Physician 3,

Periodic increases are made at the same intervals as through standard ranges.
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“I” RANGE: This range is five (5) ranges higher than the range approved for Lottery

District Sales Representative and it may be applied only to those classifications. Use of" this
range is limited to sales incentive programs which: (a) may not exceed thirteen (13) weeks
for any program; (b) may not exceed four (4) programs in any consecutive twelve (12)
months; (c) require achievement of specific goals which are set for each program by the
lottery, such goals to be in excess of normal performance standards for the class. At its
discretion, Lottery may designate the fourth (4™ quarter incentive program in any fiscal
year to compensate employees for the achievement of annual goals. This provision may

not be applied to any quarter other than the fourth (4'),

Lottery is authorized to compensate individual employees on the “I” range for not more
than three (3) months as a result of any one (1) sales incentive program, with the number
of months as stipulated in the incentive program announcement. Within these limits,
movement of any employee to and from the “I” range will be at the discretion of the
Lottery, and shall be from and to the same step, subject to change by the employee’s

periodic increment date.

“J” RANGE: This range is a single rate per hour equivalent to range 6269, step K. Use
is limited to Lottery employees who volunteer and are selected for lottery drawing duty as
one (1) of the following: (a) The Lottery Drawing Official (LDOY); (b) the Lottery Security
Official (LSO); or (c) the Headquarters Drawing Official (HDO), as described under

Lottery procedures.

Employees performing these functions during their normal working shift will not be
eligible for “J” range compensation. Employees performing these functions outside of their
shift will be compensated by the “J” rate on an hourly basis with a two (2)-hour minimum

per drawing period.

“N1” RANGE: This range applies to nurses represented by the Washington Federation of
State Employees and is used for classes requiring licensure as a registered nurse and having

a prevailing pay range which is longer than Washington’s standard ranges. An “N1” range
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is a standard range, step A through K, with ten (10) added steps, L through U. Periodic
increases through step K of these ranges are made at the same intervals as through standard

ranges. Thereafter, an employee receives a one-step increase based on ycars of experience

up to the maximum step of the range.

“CC” RANGE: This range applies to specific job classes in the Department of
Corrections. The specific job classes are: Community Corrections Assistant, Community
Corrections Officers 1-3, Community Corrections Specialists, Corrections Specialist 3,
Correctional Mental Health Counselors 2 and 3, Corrections & Custody Officer 2 and 3,
and Correctional Hearings Officer 3 and 4. Periodic increases are made at the same

intervals as through standard ranges.

“IT” RANGE: This range applies to the job classifications assigned to the Information
Technology Professional structure. Employees within an IT job family and job level will
be assigned to one range on the IT salary schedule. Periodic increases through the steps of
a range arc made at the same intervals as through standard ranges. Each range on the IT

salary schedule is independent and not related to the other ranges within the schedule.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
o
g V
e 09212022 R I "o /2 /%Y
Scott Lyders, OFM Date Chris Fox K4 Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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APPENDIX Q
WILD FIRE SUPPRESSION AND OTHER EMERGENCY DUTIES

Fire Duty Compensation — Department of Natural Resources (DNR)

The provisions of this Appendix apply to DNR employees when performing wild
fire suppression, DNR Fire Training Academy implementation, or other emergency
duties under the incident command system.

Fire Season Work Schedules

While the state’s fire season is in effect, work schedules for wild fire suppression
personnel may be assigned that are other than Monday through Friday and 8:00 am
to 4:30 pm. Such fire season schedules will provide for equitable rotation if
requested by a majority of the affected employees.

For those employees whose permanent or temporary duty station is a correctional
facility, DNR will establish by April 15 each year a priority list for assigning
overtime when assignments are not determined by closest forces. Employees may
request to drop to the bottom of such priority list for a specified length of time with
reasonable notice to their first-line management supervisor. The priority list will be
posted in a place visible to employees.

Rotational Fire Duty Standby

~ While the state’s fire season is in effect, separate rotational standby schedules may

be established for the incident command system positions of Division Supervisor,
Task Force Leader, and Resource Boss. If established, the rotational schedules
would be posted in region and division offices and updated weekly. Actual rotation
would not begin or continue except as authorized by the Employer. The Employer
will make pagers or similar communication devices available to employees if on
rotational standby for deployment as a Division Supervisor, Task Force Leader, or
Resource Boss,

Agreement Applies to All Deployments
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Wild fire suppression working conditions as specified in this Agreement are
considered usual and customary in any wild fire suppression operation to which the
Employer has deployed employees.

On all fires, DNR will designate a knowledgeable agency representative or contact
to ensure compliance with provisions of this Agreement.

Length of Deployment

A, The Employer retains sole authority to dispatch employees to fires even
when dispatched to inter-agency fires.

B. Employees will receive one day of rest and recuperation after ten (10)
consecutive days of deployment away from the duty station for wildfire
suppression duty. It the rest and recuperation day falls on a Sunday or a
holiday, the employee will be permitted to have the Sunday or holiday off
and take the rest and recuperation day on the following day. If an employee
is unable to be scheduled for the rest and recuperation day during
deployment and can continue to work safely, the rest and recuperation day
will occur on the first calendar day, cxcludin g Sundays and holidays, after

returning from fire duty to the employee’s regular duty station.

If an employee’s deployment for wildfire suppression exceeds twenty-one
(21) days, an additional rest and recuperation day will be earned. If the
employee was unable to take the first rest and recuperation day after 10
consecutive days, both rest and recuperation days will occur on the first
calendar day, excluding Sundays and holidays, after returning from fire duty

to the employee’s regular duty station.

C. Up to forty-eight (48) hours of travel to and up to forty-eight (48) hours of
travel from the fire incident are excluded in calculating the consecutive days
of deployment in Subsection B above. During a rest and recuperation
period, the employee will be paid eight (8) hours miscellancous leave (ten
(10) hours miscellaneous leave for an employee on a 4-10 schedule). Rest
and recuperation leave is paid at the employee’s straight time hourly rate.
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D. When a rest and recuperation period as discussed above does not occur
because of scheduling considerations before release from fire suppression
duty away from an employee’s duty station, the employee will take rest and
recuperation miscellaneous leave on the first calendar day, cxcluding
Sundays and holidays, after returning from fire duty to the employee’s
regular duty station.

E. Deployment beyond fourteen (14) consecutive days requires mutual
agreement of the employee’s Region/Division Manager, the DNR Resource
Protection Division Manager, and the employee. Approval to extend fire
duty deployment beyond fourteen (14) consecutive calendar days will
include provision for scheduling a rest and recuperation period if not already
taken at the earliest opportunity consistent with safety and scheduling
considerations,

Normal Rest Periods

When an employee is deployed under the incident command system to wild fire
suppression duty, it is normaily appropriate to grant a reasonable rest period after
twelve (12) hours of fire line duty. Except when precluded by extraordinary
circumstances, a rest period is eight (8) or more continuous duty/travel-free hours.

Fit for Duty

As in all other instances, employees while deployed to wild fire suppression and/or
other emergency duty under the incident command system are responsible within
their means to be physically able to resume their duties at the start of each work
shift.

Fire Camp
A, DNR employees are not required to remain in wild fire base camp during
off duty hours.
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10.

B. When a wild fire suppression base camp is established for overnight
operation and one-way travel to the nearest community does not
unreasonably exceed one (1) hour, the Employer will, except when
precluded by extraordinary circumstances, provide for round trip
transportation to the nearest community for employees who are off duty.

Laundry Services

After five (5) consecutive calendar days away from their duty station, employees
deployed to emergency duty under the incident command system will be entitled to
laundry services until released from emergency duty. If contracted laundry services
are not provided, employees will be reimbursed for laundry costs incurred pursuant
to Office of Financial Management, State Administrative and Accounting Manual,
Subsection 10.60.10.

Return to Normal Duties

A. Upon return to normal duties following release from extended emergency
duty under the incident command system, the Employer will provide work for an
employee during regular scheduled hours if there is work that the employee can
perform safely and productively. If in the immediate supervisor's judgment, there
is not work that the employee can safely and productively perform, the immediate
supervisor will direct the employee to go off duty and will notify the employee
when scheduled to return to duty. If an employee is directed to rest at the duty
station, the directed rest time at the duty station is duty time.

. B. If an employee returning from extended emergency duty under the incident

command system is directed to go off duty or desires to go off duty, the
employee may request to be allowed to delay the start of his or her normal
schedule of regular hours and to make up regular shift hours during the
remainder of the workday or during the remainder of the workweek without
incurring overtime. The Employer will within reason approve such
employee requests. The Union acknowledges there may be circumstances
that preclude approving a request. When regular hours are made up during
the remainder of the workday or during the remainder of the workweek, the
regular hours are paid at the straight time rate. If an employee returning
from extended emergency duty under the incident command system
requests to use accrued vacation leave, the Employer will within reason
approve the employee request.
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13.

14,

15.

Meals

All employees involved in fire suppression efforts who are required to remain on
duty after 7:00 p.m. are entitled to a nutritious meal and to an additional meal for
every four (4) hours of continuous work thereafter, unless an unpaid meal period is
provided. Employees who are traveling will not stop for a meal in order to extend
duty beyond 7:00 p.m.

A. In emergency situations, on short notice, when an employee is required to
report for duty three (3) or more hours prior to his or her normal work shift,
the employee is entitled to a nutritious meal.

B. Meal delivery requirements may be flexible to facilitate a hot or a better
quality meal at a camp or restaurant (in lieu of a cold lunch) at the option of
a majority of the employees involved.

Sleeping Bags

On a project fire, each employee who remains at the site will be provided a sleeping
bag and a sleeping pad of good quality.

Inclement Weather Facilities

On a project fire during inclement weather, reasonably warm and dry facilities will
be provided as soon as possible for eating and sleeping.

Shower Facilities

On a project fire, shower facilities including soap will be made available as soon as

possible except when precluded by extraordinary circumstances.

Air Quality
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Upon request, DNR will provide N-95 particulate masks for use in fire camps.
Particulate masks may not be used on the fire lines. DNR commits to further
discussions with the union regarding firefighter respiratory health.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
i -y
e 00212022 Wrrne WO CDL/,L)/)_l_
Scott Lyders, OFM Date Chris Fox [ Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator



N

SO® WO h W

11
12
13
14
15

16
17
18
19

20
21
22
23
24
25
26

27
28

29
30
31

| 32
33
34

WEFSE GG/2023-2025 Negotiations
Tentative Agreement

9/15/22

Page 1 of 3

APPENDIX R
JOB CLASSIFICATIONS — TWELVE MONTH PROBATIONARY PERIOD

1.  Arts Commission
Administrative Assistant 3 and 4
Information Technology Specialist 3
Preservation and Museum Specialist 4
Office Assistant 3

2. Department of Agriculture
Agricultural Aide
Agricultural Commodity Inspector 1, 2, and 3 (Seed Inspection Program only)
Brand Inspector 1
Laboratory Assistant 1 and 2
Plant Services Specialist 1 and 2
Agricultural Commodity Inspector 2, 3 (Fruit and Vegetable Inspection Program
only)

3. Department of Children, Youth, and Families
Social Service Specialist 1, 2, 3 and 4
Procurement & Supply Specialist 1

- Public Benefits Specialist 2 (9 month)

4, Department of Corrections_— the parties agree to defer this proposal to the
DOC Supplemental table
Community Corrections Officer |
Community Corrections Officer 2
. Corrections and Custody Officer |
Corrections and Custody Officer 2
Caorrections and Custody Officer 3

T

Department of Financial Institutions
Financial Legal Examiner 2

56,  Department of Labor & Industries
Industrial Hygienists 2, 3, 4 (DOSH only)
Safety and Health Specialists 1, 2, 3, 4 (DOSH only)

67.  Department of Licensing
Business and Professions Auditor 1, 3, and 4
Vehicle Service Liaison Officer 1 and 2
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Department of Social and Health Services

Adult Training Specialist 1

Attendant Counselor 1

Claims Officer 1 - Department of Social and Health Services
DDS Adjudicator 1

Developmental Disabilities Case/Resource Manager Trainee
Public Benefits Specialist 2 (9 months, excluding HCS)
Public Benefits Specialist 2 (HCS only)

Procurement and Supply Specialist 1

Social Service Specialist 1, 2,3,and 4

Support Enforcement Officer 1

Vocational Rehabilitation Counselor 2 and 3

Department of Transportation
Highway Maintenance Worker 1 and 2

Horse Racing Commission
Racing License Specialist
Racing Official Assistant
Racing Official | and 2
Racing Pari-Mutuel Inspector
Racing Steward

Office of the Attorney General
AGO Investigator/Analyst

AGO Senior Investigator/Analyst
AGO Investigator/Analyst Supervisor
Clinical Health Care Investigator
Financial Examiner |

Financial Examiner 2

- Financial Examiner 3

Financial Examiner 4

Financial Legal Examiner |
Financial Legal Examiner 2
Financial Legal Examiner 3
Financial Legal Examiner 4

' Office of the Insurance Commissioner
Health Insurance Advisor 1 and 2

Parks and Recreation Commiission
Park Ranger 1, 2, 3, and 4



NS

SV Kb W

11
12
13
14

| 15
17

18

19

WFSE GG/2023-2025 Negotiations
Tentative Agreement

1314. Services for the Blind
Vocational Rehabilitation Counselor 3 and 4

k
[

. Utilities and Transportation Commission
Transportation Engineers 3 (Federal Rail Inspectors)
Rail Carrier Compliance Specialist (State Rail Inspectors)
Investigator 3 (Motor Carrier Inspectors)
Energy/Utilities Engineer 3 (Pipeline Inspectors)

i
=
=

Washington State Historical Society
Preservation and Museum Specialist 2
Preservation and Museum Specialist 3
Preservation and Museum Specialist 4
Program Specialist 5

Capital Projects Coordinator 2
Information Technology Specialist 2

1617. Washington State Patrol
Forensic Scientist 1, 2, 3,4, and 5
Fingerprint Technician 1 and 2

TENTATIVE AGREEMENT REACHED

9/15/22

Page 3 of 3
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For the Employer: For the Union:
-
- -
L 09/21/2022 {E*“"*"'\.,._- M
Scott Lyders, OFM Date Chris Fox /
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator

Date

/22
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APPENDIX S
CLASSIFICATION SPECIFIC SALARY ADJUSTMENTS
AND NEW JOB CLASSIFICATIONS
NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
. 654F | Aircraft Pilot 2 3 Ranges
New Aircraft Pilot 3 Range 67
New Aucmtt PllOl 4 Range 72
3 Ranges
4 Ranves
2 Ranges ]
2Ranges
Rangse 55
2 Ranges
Range 58 |
2Ranges
_2Ranges
ZRanges |
429C AGQ Investigator Analyst 2 Ranges
4205 m&memw 3
429D ﬁGO Scnior In\utigatm Ana]gej 2 éRanEcé
H29§ ﬁGO lnvc.shgator Andlzst Supcrwsor @_R.anﬁ:'s
' 568G Prgﬂttlhuﬂ#{"emmﬂdi& W | Ranue 32
5681
5681
5681
SE8C
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
7/1/202319

Range-53
2Ra

=]

R S6
Z Ronges
2 Ranges
2 Ranges
Apprenticeship Consultant -+ 4 Ranses
345F Attendant Counselor 1 2 Ranges
345G Attendant Counselor 2 2 Ranges
345H Attendant Counselor 3 2 Ranges
345] Attendant Counselor Manager 2 Ranges

__618M | Auto Mechanic
I 618N Auto Mechanic Lead
6180 Auto MechanigdS_uE:rwi_sgl

6IRQ Auto Body Repair Tech

597F Bridge Maint Specialist 1
" 597G Bridge Maint Speciali_st 2

597K Bridge Maint Specialist 3 =2 Ran Cs
S97N Bridge Maint Specialist Lead i3 Ranges
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
S515P Chemist t 2 Ranwcs
5150 Chemist 2 2 Ranges
515R Chemist 3 2 Ranges
5158 Chemist 4
602N Chief Engineer
424A Claims Officer 1 — DSHS
4243 Claimns Officer 2 - DSHS
424C Claims Officer 3 - DSHS
424D Claims Officer 4 - DSHS
285X | Clinical Nurse Specialist _ 2Ranges |
Compliance Industrial Safety & Health
New Investigator | Range 56
Compliance Industrial Safety & Health
New Investigator 2 Range 60
Compliance [ndustrial Safety & Health
New Investigator 3 Range 66
Compliance Industrial Safety & Health
New Investigator 4 Range 67
Compliance Industrial Safety & Health
New Investigator 5 Range 69
Compliance Industrial Safety & Health
New Ranue 75

6278

Investigator 6

Cony
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NEW RANGE OR
RANGE INCREASES

EFFECTIVE
GENERAL SERVICE {GS) INCREASES 7/1/202319

674G Cook | | 4 @ Ranges
674H Cook 2 1 3 Ranges
6741 Cook 3 f{!_Ranges
6781 Custodian = m’ Ranges

678] Custodian 2 5848 Ranees
- 678K Custodian 3 +5 848 Ranges |

678L Custodian 4 2 Ranges
678M | Custodian 5 | Ranges |

192D Eus ' eciali 4 Ranges

1254 Pata-Consultantt Ranpae 43

125C Data Consultant 3 oy 2 Ranges |
125D Data Consulta_nt 4 2 Ranges

BOS Adndieor]

@d@@@ﬁa

| Ranue 49

s
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|
i

NEW RANGEOR |
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
351U Developmental Disability Case/Resource 1 Range
Manager
: Dovel I Disabiliev Ouietat
Developmental Disability Outstation

351V Manager 1 Range

Fesh BBS Adjudicator 4 Range 58

New Ecology Youth Corps Supervisor Range 41

502K Economic Analyst 2 2 Ranges
3021 Economic Analyst 3 2 Ranges

% e e T ]

608G

608H

6081

6083

6984

594F

If#ﬂ%‘% £
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202349
294k 4-Ranges
594K B-Ranged
5923 R
| 592M Electronic Technician 4 _R@geé
0P 5 Ranges
AL :  Banges
: Enterprise Contracts & Procurement
New Specialist 1 Range 54
Enterpris¢ Contracts & Procurement
New Specialist 2 Range 58
Enterprise Contracts & Procurcment
New Specialist 3 Range 62
536E [vauronmental Emeer l 1 Ranire_
523E
Eéig ". ...._-_‘_.-.-11_”11'
S23E }sﬂ-v&enmeﬂﬁal—slaeelam%i
23 | Environmental Speeindistd
523G Environmental Specialist 3
523H Environmental Specialist 4
523X Environmental Specialist 5
6—1—8% auinment Onerato
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
7/1/202319

GENERAL SERVICE (GS) INCREASES

New ES Benefits Specialist 4 Range 58
New ES Benefits Technician Range 42
External Civil Rights Compliance
New Specialist | Range 47
External Civil Rights Compliance
New Specialist 2 __Range 53
. External Civil Rights Comnpliance
New | Specialist 3 Range 59
External Civil Rights Compllanc
New Specialist 4 Range 64
522 Ferry-Operater-Assistant 2 Ranges
682 Ferry Operater 2 Ranges
- 6520 Ferry Operator Senior 2 Ranges
SOERT Faciliy-Services Coordinatos 4 Runges

New Factory Assembled Structures Inspector 2

I{an&ﬁ[ E
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
4220 Financial Legal Examiner 2 | Range
507H | Fingerprint Technician | 2 Ranges |
3071 Fingerprint Technician 2 2 Ranges
5071 Fingerprint Lead Technician 2 Ranges
3 Fiseal Apabyst 4 2 Ranges
HBE Fiseal Analvst 4 5 Ranges
H43M Fiseal-Analyst-5 3-Ranges gl
C15HE Eiseal-Specialist - 4-Ranges
HBiH iseal Speeiaki pe 4 Ranges
('!H ‘Illiji!i‘ I '2 '!H!; 3
from-Appen-b

677E Food Service Manager 1
677F Food Service Manager 2
677G Food Service Manager 3
% Food Service Worker
675G Food Service Worker Lead
675H Food Sewic_e_,_S_uEewisor 1
6751 Food Service Supervisor 2
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202 319
347) Forensic Care Associate |
| New Forensic Care Associate 2
New Forensic Care Associate 3

567A @Fﬂm—&&mplfww-ﬁghﬂ

o T ' TaY "

Rnge 56
Range 53
5911 Grounds & Nursery Services Spec 1 ;-E Ranges
591J Grounds & Nursery Services Spec 2 6_-E Ranges
" 591K Grounds & Nursery Services Spec 3 éﬁ Ranges
591L Grounds & Nursery Services Spec 4 _g Rg@
A RS e Ry - ar e Se &Rﬂﬁ;\e&

& Rangey

L&uages
3 Renges
Range 44

RP2IRD) S vy R
- 4221 Hearings Examiner | +<4-l Range
422 | Hearings Examiner 2 i) 4l Rangefi |

422K Hearings Examiner 3 Ranges
— = '-J—
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE

GENERAL SERVICE (GS) INCREASES 7/1/202319

596TF HaghwajhMaimemme%rkel—‘e,aﬂemsm - Range-S5H |

296% | Highway Maintenance Worker-Supy 6Ranges
E '__'__’.... RO ce Werker Sy 3y M

119E Human Resource Consultant | 1 Range

119F Human Resource Consultant 2 2 Ranges

119G Human Resource Consultant 3 4 Ranges

1 19H Human Resource Consultant 4 4 Ranecs

6214 | HVACTech FRungeer

621 HVAC Supy 2Ranges

427p Investgator | +HRanue

- 427P Investisator | 3 RHE'I?CS
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/11/202319

4270 Investigator 2 3 Ranges
AR [nvestigato_r} 3 Ranges |

4278 _Investigator 4 3 Ranges
481 T Support Technieian 1

HHP H-Support-Technician 2

35S0 ; ile Reheblitation E o]

3551 ; ilo RehabilitationC ]

Secilic

385P Juvcmlc RLllahllllaUOI‘l Officer 1

3850 Juvenile Rehabllltatlon Officer 2
- New Juvcmlc R(.hdb]llt‘ﬂl()n Ofﬁu.l 3

385P MMGM%MHM&%E—F

3830 FuvenileRehabilitation--Seeurity Ofticer 2

425D Legal Offiee Assistant .

425D Legal Office Assistant 2 Rar_l_gcs_

425E Legal/\qE sistant_ ] 2 Rang hgs

4088 Legal A551§lan12 1 Range

A aictant. 6
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
7/1/202319

GENERAL SERVICE (GS) INCREASES

Librai

& Archival Paraprofessional 2

4-Ranses

18 Ranpes

4 Ranges
4 Ranses

4 Ranges

26]D | Library & Archival Professional 4
2—8'6-8 | TR -y B3

286D

283k

S

%' gg Term Cdlc Suwe_ror

678H

Maintenance Cu Custodian
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NEw RANGE OR
RANGE INCREASES
EFFECTIVE
7/1/202319

GENERAL SERVICE (GS) INCREASES

3 Ranges

Mcdu,al Amstanu Specialist |

170G | Medical Assistance Specialist 3
1834 M-ed-leal—(;edmgSpec—l&hﬁt
C182A '
1636 .
347P Mental Health Program Specialist Ranpes
3471 Mental Health Technician | 3 Ran;__s
347M | Mental Health Technician 2 34 Rar
347N Mental Health Technician 3 m Ranges
5151 Microbiologist | 2 Ranees
Si5L
i |
el
516K
Sl
523144
si6M ol Resousce Soient
S16N Natural Resource Scicntist 4 3 Ranwcs

4-Raﬂgeﬁ
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE

GENERAL SERVICE (GS) INCREASES 7/1/202 w)

Occupational Safc'tx & Health _
392F Professional 2 iﬂ ﬁ] Rangmﬂ

Qccupational Safety & Health
392G Professional 3 S Ranges |
Occupational Safety & Health
2 Plofuslonal 4 4 Ranges

4 Ranges

2 Raniei
_ dRanges |
SRenges

2 Ranges

2 Rangcs
ﬁ-agﬁ
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE

GENERAL SERVICE (GS) INCREASES 7/1/202349

426k Paralegal | )
426F Paralegal 2
. 426G Paralepal 3
| BI8N | PedcAide
e Park Ranger |
389A | Park Ranger 1 _ i 2Ranges |
3898 Park Ranger 2 2 Ranges
4Ranges
" iRege |
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202349

EE!!! T - -] - !!E-EEEE‘E

New _| Pest Biologist 4 Range 58 ]

306T Physical Therapis 2 Ranges

306V ZRanges
306w _2 Ranges

HOE 2 Ranges
| 291C thsnclan Asmstant 4 Ranges

291D Pl'g_‘l_ibl(,ldll Assistant Lead 4 Ranges

ézég | - % T E R :

SEF dRanges
| B _2Ranges
-

114E

H4E

]

L 4H

H3E

115E

HSE

115F

056

507K

JeEA

107M Progr’ml A<;s1<;tant 2 Ranges
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE

‘GENERAL SERVlCE {GS) INCREASES 7/1/202319

4 Ranves

(TS

2 Ranges ,

Public Benefits Specialist |
hek = ts-Speeinbiot2
______ Puth Benetits SDeCIahst 2
16351 Pubhc Beneﬁts Sp_ecmhst 3

165) Public Buncf’ ts ‘Sgggahst 4 3_!5 | Rangcﬂ
165K Publie-Benefits Specialists Range-53
165K Pubhc Bengﬁts Sgemallst 5 Ran
_ | 4Renges ]
SRenges
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
gccrcalion & Athletic Specialist 3 ; angey

Recreation & Athletic Specialistd

Ec'ércatioﬁ & Athletic SEccialiSt 4

Recreation Therapist 2

R ehabi litation Technician |

344F Rehabilitation Technician 2

3451 Residential Services Coordinator 3 2 Ranges

124k Fevenue Asent-| 2Ranges

522G Scientifi¢c Technician 3 3 Ranges
4 Ranges
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE
GENERAL SERVICE (GS) INCREASES 7/1/202319
385K Sccurit! Guard 1 2 Ranges
3851 Secunt_y Glldld 2 2 Range!
385M Security Guard 3 2l Range
Bf730 Senior Park Aide 5 3 Ranges
594H Senior Felecom Specinlist ZRengey |
349E Soeial-and-Health Program-Consultant 1 1 Ranges
349E Secial & Health Program-Consultant2 2-Ranges
3404 Setal & Health m{?mm 4 2 Ranses
- 3510 Socnal Servwe SECCIahSt 1 2 Ranges |
351p Soual Service SEec,llaj_ st 2 1 Range
350 | Secial-Service-Speeialist-3 , 1Range |
| 3510 | Social Service Specialist 3 _ o I Range
35tM w4 _LRange
351R 1 Range
351R 2 Ranges
4R 1 Renge
351R 1 Range
; ;
: ——
_dRenges
308G Speech Pathologlst/Audlo Specmllbt 3 4 Ranges
4534 State Metrologist . | 6Ranges
[ 602K | Staionary Engincer2 4 Renges
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GENERAL SERVICE {GS) INCREASES

NEW RANGE OR
RANGE INCREASES
EFFECTIVE
7/1/202319

6025

5—‘%5@%4

2-Ranges

2 Riniges

2 Ranges

Ranee S

Truck Driver 2

E Ranges

TrueleBriver3

3-Ranges

Truck Driver 3

E Ranges

5 Ranges
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NEW RANGE OR
RANGE INCREASES
EFFECTIVE

GENERAL SERVICE (GS) INCREASES 7/1/202319

RATAFMTE i Le E M
T

o4
v

" 13 O
SR hLLTE ‘m"—l

Ranue 49
Ranpge 53
Ranpe 57
Ranpe-60
New Web & UNVUX Specialist | Range 53
New Web & UI/UX Specialist 2 Range 57
New Web & UL'UX Specialist 3 Range 61
453k Wei Measures Comp Speo 2 2Ranges
| 9536 | Weights & Measures Comp Spec Supv ZRanges
630E | Welder £ Ronger
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F NEW RANGE OR
RANGE INCREASES

EFFECTIVE

GENERAL SERVICE (GS) INCREASES 7/1/202319

168P Workers™ Compensation Adjudicator 2 ] Range

L6830 Workers” Compensation Adjudicator 3 Ranges
168R | Workers® Compensation Adjudicator 4 Ranges |
1688 | Workers” Compensation Adjudicator § 3l Range
= ZRangey |
3N ey tRenge
358E WorkSource Speeiatist | 4Ronges |
| 398G | WorkSource Specialist 3 f*-ai%‘“ =

| 338H WorkSource Specialist 4 44 Ranges
3581 | WorkSource Specialist 5 &ER@@ .

358]) | WorkSource Specialist 6 &E Ranges

29D | Physteian-Assistant-Certified —Lead
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11 TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
.
e 09/21/2022 Yy W“M 3 /J//J-)—
Scott Lyders, OFM Date Chris Fox { Dite
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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Appendix XX

REDEPLOYMENT

- Duringthe-COVIDresponse~someln emergencies there may be mandated conditions

that are outside of the Employer’s control requiring immediate redeployment of the

workforce. ¢

ean-be-Employces with the necessary skills, abilities, or licensure may be re-deployed

outside their agency to another state agency at the direction of their employer. to

support_staffing _te—address—the shortages. For the purpose of this Appendix, an

emergency is an event or set of circumstances which demands immediate action to

preserve public health, protect life, protect public property or to provide relief to any

overtaken by such occurrences; or_ reaches such a dimension or degree of

destructiveness as to warrant the governor proclaiming a state of emergency pursuant

to RCW 43.06.010.1¢60 |
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Agencies willmay identify when emergency staffing 1s needed, any emergent

workforce shortages and the number of employees and skills required to fill those
shortages. Other agencies may effer-identify employees that can be redeployed to
help fill the identified shortages. The technical details required for effective
wterageney—sharingredeployment, including training, equipment needs, work

assignments, and payroll/benefit reimbursement, will be determined on a case-by-

case basis between the two agencies.

The lending agency effering-to-share-employees—will notify the Union when they

are redeploying an _employec.cons : : e A . The

notification to the Union will include at a minimum which employees will be
redeployed offered to the-an agency in need, the employee’s current job class, the

type of work and scope that will be performed for the receiving agency, and the

anticipated duration. Upon_request. the employer will bargain with the Union over

impacts of the redeployment within the scope of bargaining.

The Emplover will scek volunteers for redeployment prior to requiring employees

1o redeploy. The Emplover will make cvery effort to assien cmplovees to their

current geographic region when redeploved to another agency and no redeployment

will exceed 3 months unless there is mutual agreement to extend for a longer period.

Employees may be redeployed into a non-permanent appointment outside their

agency. Non-permanent appointments will not exceed three (3) months. A non-

perancnt appointee must have the skills, abilities, or licensure required to

perform the work. Employees who are redeployed shared to other agencies will
remain en-theirhome-ageney spayretland-in their current assigned positions and

will not have their pay reduced when performing duties for another agency.

Employees performing the full scope ot duties of a higher level classification
while working for another agency will be compensated according to the

compensation provisions of their CBA. The redeployed employee will comply
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with all safety and health practices and standards established by the receiving

agency. The receiving agency will determine and provide the required safety
o Serel

effectively and safely.

« Emplovees Nen-permanent-employees who are shared-redeployed intowith a non-

permanent position anetheragency-will have return rights and will be notified, in

writing, of their return rights to their exact same position and work schedule they

previousty held at the time of redeployment. be-ehigible-to-have-theirnon permanent

R ~

peed:

Employees who arc in a nonpermanent appointment at the time of redeployment to

another state agency will have their nonpermanent appointment extended at their

fending agency for the time period in which the emplovee was redeploved. but in

accordance with the provisions of this CBA.

Employees within a trial service period who are shared-withredeploved to another
agency will have the time worked for the receiving agency applied toward their trial
service. This does not preclude their Employer from extending their trial service

period for other reasons, in accordance with the collective bargaining agreement.

Travel time and mileage costs incurred by the employee during their redeployiment
assignment with the receiving agency will be paid by the receiving agency in
accordance with the SAAM.

Employees who are shared-redeployed to other agencies will be notified in advance
if a background check is required by the receiving agency. Employees have the

right to decline the redeplovmentassignment if a background check is required.

The Union agrees that the work performed by the employee for the receiving

agency is only temporary to meet the emergent business needs and will not become

bargaining unit work. It a redeployed emplovee is assigned bareaining unit work
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during an emergency. that bargaining unit work remains in the bareaining unit at

the recelving agency.

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:

i 7% 08222022 Y. §. V7 3 /> 20
Scott Lyders, OFM Date Chris Fox ! Date '
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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APPENDIX XXXDVA
Job Classes eligible under Article 21, Section 21.5.

PERSONNEL AREA DESC.

JOB CLASS DESCRIPTION

CARPENTER

ELECTRICIAN

GROUNDS & NURSERY SERVICES
SPECIALIST 2

Soldiers Home and Colony

GROUNDS & NURSERY SERVICES
SPECIALIST 3

MAINTENANCE MECHANIC 1

MAINTENANCE MECHANIC 2

PAINTER

STATIONARY ENGINEER 2

CARPENTER

GROUNDS & NURSERY SERVICES
SPECIALIST 2

GROUNDS & NURSERY SERVICES
SPECIALIST 3

MAINTENANCE MECHANIC 1

Washington Veterans Home

PAINTER

PLANT MANAGER 1|

PLANT MANAGER 2

PLUMBER/PIPEFITTER/STEAMFITTER

STATIONARY ENGINEER 2

STATIONARY ENGINEER 3

MAINTENANCE MECHANIC 1

Spokane Veterans Home

Port Orchard Veterans Home
Walla Walla Veterans Home

PLANT MANAGER 2
LAUNDRY WORKER 1
MAINTNEANCE MECHANIC 2

TENTATIVE AGREEMENT REACHED

For the Employer:

For the Union:

% _ 09/23/2022
Scott Lyders, OFM Date Chris Fox
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator

9/23/22
Page 1 of 1
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MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
THE WASHINGTON FEDERATION OF STATE EMPLOYEES

AFSCME CounciL 28 AFL.CIO

24/7 Facility Premium Pay

Washington State 24/7 facilities provide vital services to vulnerable individuals within our
care. To recognize employees that are providing the services required at these facilities and
to strengthen recruitment and retention efforts to ensure continued delivery of services, the
parties agree to implement a temporary 24/7 Facility Premium Pay as follows:

Employees who are assigned to a facility that provides direct care to residents, patients
and/or clients and whose duties are required to be performed on location will receive a fwo-
and-one-hatffive percent (2:5%) premium pay for all hours actually spent working on
location. Agency locations that are designated as 24/7 facilities are listed in Attachment A
to this Memorandum of Understanding and the agency shall determine which positions are
eligible for this premium pay. The determination of position eligibility shall not be subject
to the grievance procedure.

For the purposes of this MOU holidays not worked and hours designated as vacation leave,
sick leave and compensatory time shall not include the additional 2-5% premium.
Employees in positions whose duties are not required to be performed on location and who
are eligible for regularly scheduled telework shall not be eligible for this premium pay
unless their telework agreement specifically requires them to work on location three or
more days per week. This premium pay is added to the base salary and shall expire on June
29, 2025.

Dated
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
=
- 5]
f e 09/21/2022 D N AW ’ / 2{ /2 )
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator

Page 1 0f 2
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Attachment A

| Agency

Location

DCYF

JR Secure Residential Facilities
JR Community Residential Facilities

| DSHS-BHA

Eastern State Hospital

Western State Hospital (Civil and Gage)

Special Commitment Center (to include Secure
Community Transition Facilities)

Child Study Treatment Center

Fort Steilacoom Competency Restoration Program
Maple Lane Competency Restoration program
Maple Lane Residential Treatment Facility

Maple Lane NGRI

Brockmann Campus Residential Treatment facility

| DSHS-DDA

Lakeland Village RHC

Rainier School RHC

Fircrest School RHC

Yakima School RHC

State Operated Community Residential

DVA

Orting

Port Orchard
Spokane
Walla Walla

Page 2 of 2
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MEMORANDUM OF UNDERSTANDING

BETWEEN

THE STATE OF WASHINGTON

AND

WASHINGTON FEDERATION OF STATE EMPLOYEES

Implementing Serviee Recognition and Retention Lump Sum Payment

This Memorandum_ of Understanding (MOU) by and between Washington Statc

(Employer), the Washington State Office of Financial Management, State Human

Resources, Labor Relations Section, and the Washington Federation of Stare Employees

(WFSL) is entered into for the purposes of implementing a recognition lump sum payment.

A. In recognition of the service state employees have provided the citizens of
Washington throughout the COVID pandemic and the urzent-need to retain
critical state employees in all state agencies; a one-time bonus will be provided.
Effective July 1, 2023, bargaining unit employees will be eligible to receive a

one-time lump sum payment of onc thousand dollars ($1,000.00) if they meet

the following condition:

1. Was hired on or before July 1, 2022 and still employed on July 1, 2023 and

did not experience a break in service, Employees who meet the definition

of carect seasonal are not considered 1o have a break in service.

B. The lump sum bonus will be reflected within the employec’s paycheck subject
to all required state and federal withholdings and will be paid no earlier than
July 25, 2023. The one-time bonus will not be subject to union dues or other

union fees.
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C. Bargaining unit employees will only receive one lump sum payment regardless,
of whetherif-they occupy more than one position within State government or

higher education,

a. Employces that hold more than one position within State government or
higher education; the position for which they work the majority of their

hours will be responsible for processing the lump sum payment.
b. Payment eligibility is based on employee’s position on July 1, 2023

P
E:D. The amount of the lump sum payment for part-time and on call employees will

be proportionate to the number of hours the part-time employee was in pay
status during fiscal yecar 2023 in proportion to that required for full-time

employment.

a. For employees who hold more than one part-time and/or on call position,
the number of hours will be cumulative from all posittons. The Tump sum

payment will not exceed one thousand dollars ($1,000.00).

The provisions contained in this MOU become effective on July [, 2023, This MOU shall

expire on July 30, 2023,

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
S~ I L O > V2| /2>
Scott Lyders, OFM Date Chris Fox . Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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XVBY¥YZ MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
WASHINGTON FEDERATION OF STATE EMPLOYEES

COVID-19 Safety-and-One-Time Booster Incentive Lump SumBenus

A COVID19 Vaecination

His-theduty ol every Employerto-protect the health-and-sufety-of employees-by
establishing-and-maitaining-a-healthy-and-safo work environment-and l}v—reqwcﬂﬂg-al-l
empleﬁeeﬁ—te-templ-y wetth heatth : :
complete—their—primary—series of -COVID-19 vaecines {e. ,,_,u,—he—I‘u#y vaceinated)
aecording to-the schedule recommended by the U.S. Centerfor the Disease Control-and
Prevention-or-beapproved-for a-medical-or religious-exemption and-secommodation-as
a—-condition—of -employment. —Employees who—fatl—to_maintain—this—condition—of
medical-file-only. This-information will only be accessed by the Employeron a need-

Quarantine Following Exposure Risk

dﬂﬂﬁﬂﬁémﬁﬂﬂd@—ﬁ%%@k&w(m%k{(—ne} Air-emplovee
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own-acerued Jeave orbe-in a leave without payv-status for the time in quarantine.

er-gHarsire—and—the emplover H-tinable—to-aecontmodate -an-aliernative -work
BssigRRent:

—Xesting

tthe employer requiresan employee to get & Covid-19 or othertest. it shall be

done-en-the Employer'stime and-expenseincludingany needed-travel time.

be-eredited backto-the employee’s leave bank.
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AD. One-Time Lump Sum Payment for Providing Proof of up to date

COVID-19 Booster(s)

- Employees who provide proof of up-to-date COVID-19 vaccination, 1o include

boosters, will receive a one-time lump sum payvment. All information disclosed 1o

the Employer during the vaccination verification process will be stored in the

emplovee’s confidential medicat file only. This information will onlv be accessed

by the Emplover on a need-to-know basis.

a. Effective July 1, 2023, bargaining unit employees will be eligible to receive

a one-time lump sum payment if they meet the following conditions:

Employees who choose to be boosted, at a location of their choosing, and
voluntarily provide their employer with proof of up-to-date COVID-19
booster vaccination, which must include any boosters recommended by the
U.S. Centers for Disease Control (CDC) at the time proof is provided to the
employer, between January 1, 2023, and December 31, 2023, shall receive
a one thousand dollar ($1000.00) one-time lump sum payment to be paid no

earlier than July 25, 2023. The Emplover will provide the emplovee with

when the documentation of up to date COVID-19 boosters was provided.

b. The lump sum payment will be reflected in the employee’s paycheck subject
to all required state and federal withholdings and be provided as soon as
practicable based upon their agency’s Human Resources and/or payroli
processes. The lump sum payment shall not be considered salary or base

pay and therefore is exempt from union dues.
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Bargaining unit employees will only receive one lump sum payment
regardless, if they occupy more than one position within State

government_or_higher education. Eligibility for the lump sum

payment will be:

a. Based upon the position in which work was performed on

the date the up-to-date status is verified; or

b. If no work was performed on the date the up-to-date status
is verified, then based on the position from which the

employee receives the majority of compensation.

Employees will receive the lump sum payment only once during
their employment with the State, regardless of whether they hold
multiple positions or are employed by multiple agencies between
January 1, 2023 and December 31, 2023.

The provisions contained in this MOU become effective on July—+4January 1,-2023.
FT'his MOU shall expire Juie 38:-2025December 31, 2023,

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
-
e~ 09/21/2022 A - K o Qf/)-//li)-
Scott Lyders, OFM Date Chris Fox r Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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A. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON AND

WASHINGTON FEDERATION OF STATE EMPLOYEES

Commercial Driver’s License Wellness Incentive

The parties agree to the implementation of the following, provided an annual monetary
wellness program incentive is negotiated and funded in the applicable Coalition of Unions,

Health Care Benefits Amounts Agreement.

State employees who are required to have a Commercial Driver’s License (CDL) must pass
a federal CDL medical examination which determines if the employee is physically
qualified to drive a commercial motor vehicle. As an additional incentive to encourage
bargaining unit employees who are required to have a CDL to participate in the state’s

wellness program, the parties agree to an additional CDL Wellness Incentive.

Effective July 1, 26212023 through June 29, 20232025, bargaining unit employees
required to have a CDL and who earn the annual wellness incentive(s) in accordance with
the Public Employee Benefits Board requirements will be eligible to earn an additional
CDL Wellness Incentive equal to the annual wellness incentive per the Agreement or one

hundred twenty- five dollars ($125.00), whichever is the lesser amount.

Effective July 1, 2021-2023 — June 3029, 20232025
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Negofi S E e Di
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
: :;, - 09/22/2022 Christopher Fox 9/22/22
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WEFSE/AFSME Council 28

Chief Negotiator
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B. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON AND

WASHINGTON FEDERATION OF STATE EMPLOYEES

Addressing Paid Internships and/or Staff Development Opportunities:

The parties recognize the existence of increasing recruitment, retention, and workload
challenges within General Government agencies. Further, the parties recognize the value
of appointments for the purpose of staff development. As one component of working to

address the recruitment challenges, the parties agree to the following:

1. In addition to the provisions set forth in Article 4.5 Al, the Employer may make
non-permanent appointments for paid internships and/or staff development
opportunities. Non-permanent appointments made for paid internships may not be
converted to permanent appointments and may supplement, but not supplant,
permanent positions. Any conversion of a non-permanent appointment made for
staff development must be handled in accordance with Article 4.5 A 3. Non-
permanent positions established for paid internships are dependent on available
funding.

Employees hired into non-permanent appointments for paid internships and/or
staff development opportunities will be assigned to a supervisor. The supervisor is
responsible for ensuring the employee receives training for the specific position

and assigned job duties.
2 During the life of this MOU, the Employer will track all non-permanent
appointments made for the purposes of paid internships and/or staff development

opportunities. This data will be available to the Union upon request.

3 The parties will discuss the available data and negotiate any continuation of this
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August 4, 2022
Page 2 of 2
MOU during bargaining of the parties’ 20232025-2025-2027 Agreement.
4, This MOU expires on June 30, 20232025,
Dated August 312020 August 4, 2022
TENTATIVE AGREEMENT REACHED
For the- Employer: For the Union:
Cpnn M o /18 _/))-
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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MEMORANDUM OF UNDERSTANDING

BETWEEN

THE STATE OF WASHINGTON

OFFICE OF FINANCIAL MANAGEMENT/LABOR RELATIONS SECTION

(OFM/LRS)
AND

WASHINGTON FEDERATION OF STATE EMPLOYEES (WFSE)

The parties agree to the following regarding the Information Technology (IT) Professional

Structure implemented July 1, 2019:

L Definitions:

The following terms and explanations shall apply to the IT Professional Structure.

Term

Explanation

Job Family

A functional discipline involving similar types of work

requiring similar training, skills, knowledge, and expertise.

IT Families include: Application Development, Customer
Support, Data Management, IT Architecture, IT Business
Analyst, IT Policy and Planning, IT Project Management,
IT Security, IT Vendor Management, Network and
Telecommunications, Quality Assurance, and System

Administration,

Level

The measure of complexity of work performed.

IT Levels include: Entry, Journey, Senior/Specialist,

Expert, IT Manager, and Senior IT Manager
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Allocation The assignment of a position to a job family and level.
Reallocation The assignment of a position to a different level and/or job
family.
Class, Classes, and Where these terms are used in this Agreement, for the
Classification (where purposes of the IT Professional Structure, they shall be
used in reference to job followed by “or job family/ies and level/s.”
classification)

IL. Impacts of the IT Structure implementation allocation appeals in process as a

result of the July 1, 2019 implementation:

A.

The following conditions of employment will not change because a position
is being transitioned into the IT Professional Structure as the result of a final

decision issued for an implementation allocation appeal:

1. The determination of a position as overtime-eligible or overtime-
exempt;

il. Required licensure and/or certifications;

iii. The designation of a position as “required personnel” or “emergency
employee™;

iv. The grievance procedure, as outlined in Atticle 29 of the GG CBA
and Article 30 of the HE/CCC CBA;

V. The designation of a position as needing inherent flexibility as

currently listed in Appendix B of the GG CBA;
vi. The eligibility for and/or receipt of existing assignment pays;

vii. Status as a non-permanent, on-call, in-training, project,
seasonal/cyclic, trial service, transition review or probationary

employee;
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Non-permanent, on-call, in-training, project, seasonal/cyclic, trial

service, transition review or probationary period.

B. Employees reallocated into the IT Professional Structure as the result of a

final decision issued for an implementation allocation appeal will have their

salary determined as follows:

ii.

In those cases where the employee’s current salary exceeds the
maximum amount of the salary range for the new position, the
employee will continue to be compensated at the salary he or she
was receiving prior to the reallocation downward, until such time as
the employee vacates the position or their salary falls within the new

salary range.

In all other cases, the employee’s salary will be adjusted in
accordance with the original IT MOU to reflect the salary they
would be recevinzrecceiving had the final decision issued been the
original decision. Any additional compensation owed to the
employee at the time of the final decision will be processed
according to the terms of the negotiated contract for 2019-21 and
2021-23.

C. Question #16 of the Step M Q&A applies to positions transitioned due to

the implementation of the IT Professional Structure.

16.

If a classification is moved to a new pay range as a result of
collective bargaining will time spent at Step L of the previous
range count towards the six-year requirement to move to step

M of the new range?

Yes. If a classification is moved to a new pay range as a result of

collective bargaining, time spent at step L of the previous range will
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1 count towards the six-year requirement to move to step M of the new

2 range.

D. Positions at the Entry, Journey, and Senior/Specialist level in the IT
4 Professional Structure that are designated as a supervisor will receive a five

percent (5%) supervisory pay differential in addition to the base salary.

6 HLIT Werkgroup

8 review and provide feedback on theevaluation method for allecation intothe 1TRS, results
10 adjustmentsdut arerequired for iTRS to reflect the appropriate-alecntion-ol 1T positions.
11 Atdeastfour {4} workgroup meetings beginning after July-+. 2023, will be held-The parties

15
16  This MOU shall expire on June 30, 20232025

Dated September—1%
2020
For-the-Emplayer: forthe-bhnon:
Labor-Negotiator WESE/AESCME-Covneth 28
17
18

19
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1 TENTATIVE AGREEMENT REACHED
For the Emplover: For the Union:
409 'CI /
09/12/2022 Ry~  Ip 12/
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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D. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
WASHINGTON FEDERATION OF STATE EMPLOYEES GENERAL

GOVERNMENT BARGAINING UNIT

DIVERSITY, EQUITY AND INCLUSION

The parties are committed to developing and maintaining a high performing public
workforce that provides access, meaningful services, and improved outcomes for all
Washingtonians. The ever-increasing diversity of our population and workforce defines
who we are as a people and drives the public’s expectations of us as public servants. An
important goal is to build work environments that are respectful, supportive and inclusive

to everyone.

The Office of Financial Management wil beis engaged in an enterprise wide effort with
state agencies to reassess hiring practices, training, policy compliance, and data reporting
toward the goal of creating a more respectful, diverse, equitable and inclusive work
environment. The Union is a vital partner in reaching this goal. The parties recognize there
is important work to be done collectively to achieve diversity, equity and inclusion and are
committed to creating a positive work environment where employees are its most valuable

resource.

Promoting diversity, equity and inclusion furthers an environment of honesty, which can
only occur when individuals feel safe to speak openly and with confidence that co-workers
and leadership will accept diverse contributions, opinions and ideas. The parties recognize

this requires transparency and accountability to one another as a hallmark of the workforce.

To that end, as agencies modify their policies to support this work, the WFSE, whether

through informal discussions at UMCC or LMC meetings, or through other more formal
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1  notice, will be provided an opportunity to review and give input on these changes before

[+

S L b W

7  This Memorandum of Understanding is not subject to the grievance procedure.

they are adopted by an agency.

and amongst divisions to discuss diversity, equity and inclusion.

rights and obligations of either party as it relates to mandatory subjects.

The Employer encourages facilitation of workgroups and roundtable conversations within

Nothing in this Memorandum of Understanding should be construed as a waiver of the

Y12/

8  This Memorandum of Understanding shall expire on June 29, 20232025
9 | FENFATIVE AGREEMENE REACHED, Dates Seetesuen 17, 2020
Laber dopobiator WESEAESCME Counetl 28
Exeomtive Pirector
10 TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
*7% 0012202 R Ao
Scott Lyders, OFM Date Chris Fox ( Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator

1l
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w—hetiu-le#mt inrcludes hours w&rke& betweert 6 []I[]lpm ﬂnd 6:00am will nod
he»-ah-gfblewfaf the -pn-ymen{- of Mﬂmnﬂmgé—m—mele—dl—

empiwhma&iheﬂamhﬁhhﬁ oF #emmekfmﬁlﬂwe:- mrwrlz -hmua- l-hm

%~W#M+ﬁﬁﬂ% -Fam&&nd-eﬁfe&t-. L

2. baplevees that soluntorby roggest and ave approved 1o work o Hexdbie
schedule that dnchedes a sphit shith wil e be ehieible for the pavinent of

premums contained in Article 42, section 42.23 of the collective barpaming
%WWWW@W%W%MWW
spprhas s dee il —Sectoh
4223 shall rematn i -I:u-ll R-W@E‘-&ihj-&HH

Fhtrazreement will repmin i efect throush June 30, 2022

For the Emplover For the Umion
Svott Lyders, Labuor Nesothbor Leanne Kire, MM
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
09/12/2022 Ry DD W}).r/} pN
Scott Lyders, OFM Date Chris Fox ' Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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AND
THE WASHINGTON-FEPERAHON-OF STATE EMPLOYEES

Has-MOU-upphies-to-the Agencieslisted-in-Appendin-A-exceptJor-the folowne: Offiee

COVID-D-continuesas-anongoing and present threat-in-Washingion StareThe teasures

we have taken-together as Washingtonians, have made-a-difference and-have aliered-the
S .'ﬁ'rlh s f!'ll:lll !,H;"'E i“ ﬁl“llillﬁ'!ll'll] 1, .I:

h—is—the—duty—ofevery—employer—to- protect—thehealth-and-—satelv—of employeos by

employees-to-eomply with-health-and salety measures. As a resuli-of the-above noted

Adb-employees-are currenthyreguived-to-be tully aceinated as-of October 182024 ve-he
!FHF T i :I:‘:I:F e 1I'Eﬂ-|-€-l‘ I.!I!' ;i e E e i“li i

1. Vaceineverifieation
:fm -II’I|=|I‘I’I’IEI|-IE!I’I EIIL-E.IEF- !li +ﬂ Ih? IH]FI;!!F EI “-'I“!E ihi' 'fl.:"iH‘“i“H i hFi“:“"III'H“

provess—will-bestored in the-employes s—vonfidentialmedical file-only.—This
wformation-will only-beseeessed by the Emplover on-a-need-to-know basis.
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wilberequired-nouthined by the above referenced sdebnes

H———symptem-sereenings—will-continue-in-—aceordance with the above

b-—Jfthe employer requires an-employee-to-get-a- Covid-19 test, it shall be done

:-‘i‘.rme

ﬂ_l,__

employeesteave bank H an-emplovecis-exposed 1o COVID D i the
workplice;-and-the-emploveewishes to-betested the-ngency-may-treat-the
tinte to-be-tested-as-work-time—The-ageney may-require the employeeto
provide thefesults-of thetestin-thiseireumsianece £ the agency-is requiring

hours:they may-requestshared leave from-the shared-leave-bank- i they are

~MWorkplnee conditions
ARy efergene y-contraehing out-due to-short statfingas result- o this-mandate will

9/8/22

Page 2 of 3
a———In-accordance with-currentmandates- Ageney policy, DOH, L&} and €DBC
i employee-and-visitor masking and verification of vaccipation status
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Ageneies will-netifyan-employee when-a-temporary-accommeodation-under the
vacete-tundateis-no-lonser feasibleH the-emplovee provides-writien notice that
they-wish-to-pursue o reassigment, the aseney-may-move forwardwithdentitying

 akemative vacanttinded-positionsH-the—employee-does-not provide s weritten

request-forveassignment-within-the tmelrame set-by-the aseney_or-the emplover
the-employee-must-provide-proofof receipt-of an-inital vaceina-dose-within-ten
H8)-calendardays-in-order to-remain-emploved. H the emploveedoespotprovide
will-besubjeetio-non-diseiplinaryseparation. Consistent-with-apency practioe-and

becoming-fully vaceinaled {notte exceed fifiy-five { SSpealendar-days rom-the date

ebwritten-notice}- agenciewitbalow-the use of either wcombination of geesred
leave-and-leavewithout pay-or continued-temporary telework aceonrmodation £t

Afr-employee that-failsto-provide prool of becomins fully vaceinated -within-the
specthied-time period-will besubjectto-nen-disciphnary separation,

Theprevisions-of this MOU shall-expire on-June30.2021

Dated Mareh 10,2022
bor thie Emplover: Forthe Lnion:
LuborNepatator WESE/AFSMECopneit-25
K e
TENTATIVE AGREEMENT REACHED
For the Emplover: For the Union:
- 09/12/2022 o, N, 9/ 12/, N
Scott Lyders, OFM Date Chris Fox 4 Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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FHE-STATE O WASHINGFON
AND
WASHINGFON-FEBERAFION OF STATE EMPLOYEES
Implementing Classifiention-based Salary Adjustments
Fhis—Memorandum—of Understanding O —by—and—between Washington—State
(Employer), the WashingionState -Office—of —Financial Management—State Hurman
salary adpastments,
On-Muareh-31-2022the Governor sigred-into-law—ESSB-5693_the 2022-Supplemental
Omnibus—Operating Budget—Specifioally.Section—736—of the budget.—provided an

HWMWMWWW

the € mﬂ—ef—HﬁaﬂehH—Mﬂﬂﬂgem%ﬁﬂﬁMem ﬁpee%elﬂ:ﬁﬁt-&ken—hawé sethity

s—Documented Ageney-experience-due-to-the 19-SARS-CoV2 {COVID-| 9)
) . | : ; : : e i

» —Input-from-the-exclusive bargaining representatives.
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hm&mﬂ%%%mﬁaﬁrﬁm'nﬁ
associted-inereases shall-be stepfor step-and become effective July- 420272

Fhe-provisions-contained-in-this MOU beconteeffeetive-on-July 12022, This MIOL
contnined-in-the-attached-list-huve heen-implemented-for-employeeseovered by—the
WESE General- Goversment Colleetive Bargaining Agreenent.

Pated-on May 16, 2022

Forthe Emplover: Eorthe Hpion:
h-eﬂl{—l—v&eﬁ—uFM ' Leasne Kinttre
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e
RANGE
EEFECERE
63042022
52
57
46
49
ek | Child-SupportProgram-Administrator 58
285F | Registered-Nurse2 64N
52

4
H
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ERESIEEEBERERERE B EBR LS
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L NEW RANGE
esNGE )
6302422
a2 54
44 46
4% 30
N R . S
349E M&WW4 49 52
351M Sm%mSpeemm4 58 60
45 40
62 63
55 L
57 59
62 64
44 48
355G | Counselor 4% 52
4 52
50 54
54 54
40 44
44 4%
4 ] 2
3578 | RehabilitationTeacher2 42 49
362A | Psychology Affiliate 49 s
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S New-RANGE
Bwver
GENERAL- SERVICE{GS) INCREASES EEFECTIVE EFFECHVE
6/30/2022
362D | Psychologist4 73 79
362F | Psyechologist—Forensic-Evaluator 7 79
3L | Seenrity Guard 2 S, . SR B
| 3REM | Security-Guard 3 _ o . - . .
| e Rehabifitation Securit
35S | Officer+ 40 42
SO7E | Fingerprint Technician-t 41 44
5671 | Fingerprint Technician 2 45 48
507 | Fingerprint-Lead Fechnician 47 B 0
SHOE | LaboratoryAssistant 2 40 -
510G | Laboratery Technician-t L 44
5H0H | Laboratory Fechnician2 45 47
5401 | Laboratory Techaician2 48 50
32 | WEC Crew-Superviser+ 4 43
S24E | WEC Crew Supervisor2 44 46
. E‘IEl‘tl'Bﬂl‘ QL S"B eF“i{. 3F
596P | HishwayMaintenance- Workert oHE | 48K -
6003 | Equipment Technician2 4465 AGES ]
6081 | Bleetricianbead-High-Voliage SHG 5545
621E | Plumber/Pipefitter/Steamfitter 466 S 5
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ER HE Nm—mel-
: EFFECFIVE 211/2622
6/30/2622
614G ¢ Cookt 31 33
674H | Cook2 34 36
677F | FeodService Manager2 44 48
679E | LaundiyWeorkert 30 32
TENTATIVE AGREEMENT REACHED
For the Emplover: For the Union:
: 09212022 _Ran __Vi“(ﬂ_f'_i,/:{i/b-
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WEFSE/AFSME Council 28

Chief Negotiator
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A BPHEPARTVHEN O AGRICHEHHRE

An emploves workmewtthin the GrawreProsram wibtitdessthan ey hours
aectttated overtte b o momh ey be oxctived Hrinn anvelaatny overtae
assignment onee-per-month, provided the excused-overtime asstgrment does nobierrupt
servieedelivery and-employees possesste the reguited skells and abibiiesof the excised
posttiontsareavahable. ——Fhes provisionsehsunset Juse 342025

Pated - June 7.-24H8
bor e Famplovar: FortheLlnton:
P e
HSHI:—HH—[—:ﬂEHﬁ. OFd “Leanne Kunze
Labos Breactiator WESEAESCOMD Cortreth 28
Baerutive Pirsetes
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
- ' 09/12/2022 (g poen~ }d/-m 9 / 2/) L
Scott Lyders, OFM Date Chris Fox ( Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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MEMORANBUM-OF UNDERSTANDING BETWEEN

THESTATE OE WASHING EON
A%
WASHINGTON KEDERATION-OE-STATE EMPLOYEES

Washington State-Departiment-of Agriealture Kruitand Vegetable Program-Annual Vaention
Sahudilas P

3= Withdraw-thetreqrest-and resubmit-for-a-different time-period.



I)—%m%a%%&e%emuﬂ—va&aueﬁw&heéﬁmg-pm&% haﬁ—beeﬂw’rw}e*ed—#’fe—pmgmm

dayse#vaea%er—pemés—ne—aheﬂepﬁmmn&ﬂ}daﬂn%heeveﬂmhaHm) {%}-epmor&employees
\ aran-iust-lmitthe-numberof peaple-who-may-take-vacation
ie&ve—at—en&&meduﬂe—bamwe&#—&nd‘%ﬂﬁequ |+emem§—pkeie+eneemu—he—de-teim| ned—hj

empieyee'rcheo‘:&te
:‘v.——-mw\f\‘iﬂhdiaw—fhe}f—wq-uesl—aatkwmbmﬂ—%mﬂ#femﬁ—ﬂme—peﬂe&
b Following-the-ansunlvacstion MM!“! ag-process—the-bmployerwillcompile-and-peost-a-vacation

ﬁm&medmmgmmhmﬁe&Wleﬂdaﬁlay&maM%eﬁheiﬁ-seheduied
vacation—Fhe-requestissubjectto-approval-by-the Employer.

This-Memorandum-of Understanding-will sunset-onJune-30,2025.

TENTATIVE AGREEMENT REACHED

For the Employer:

For the Union;

09/12/2022 bya T/l x/) .
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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- AA—MEMORANDUM-OEUNDERSTANDING
BETWEEN
FHE STATE O WASHINGTON
AND

DEPARTMENT-OFSOCIALAND HEALTH SERVICES

AND
WASHINGTON-EEDERATION OESTATEEMPLOYEES
Compensationfor- Overtime-Exempt Emplovees Pr ief €

of their Current . Joh W_w within Adult Protective
Serviees Division- Aging and Long-Term Support Administration

ﬂw{);:\p&ﬂmaﬂ{—&t‘—&}eeiﬁl and-Health-Services tDSHS - Adul Protective Sepvices Division
RS have-encountered-and-continte to-encounter sisnificant chatenses I R
stitting levels-eritiealto-operations. service delivery and-ensurine vulherable adult sitely
Attracting and-recruiting quulified-apphieants-in these positions continties to be-a-challenge
due-to-the-atire-of the-work-which-has-been-exacerbated by the COVID-1Y-pandemic. In
APS Field-Operations-stattare experiencing significant fatistie and diminished work Jife
balance due-to-the number-of hours they are working in-order to-meet operational,

'-liaﬂdqhvess—emergeﬁe—y—ska-ﬁi-Hg-neeels.—{-)S—HS—ﬂws{_be-abie-{e«&ever—ihe—wwlﬂmi-!-}g all

operations-during-emersency-statfing-may-include-but-ss-notlimited—to-workrelated-o
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inttal-faee-totace (HEES). visk und safery visus, ease backlestrtervention, and other
emergent needs-speeifie to-ensuring vulnerable adult safety health-and-well-being within
The Employerand Unionagree to the follewing:
2—The-Appointing—Authoriy, in-consuliation with-the APS Director,—as
delegated

b=

: Hy—from-the-ALTSA Assistant-Secretary—will determine need-for
it

performed-based-upen-the-staffing levels-or current conditions impaeting
worklond,

Bewiabrolbuny—offerto—voluntesr—withnot-besubject to—the-srievance
procedure+n

F——DSHSwill-make-every-effort to-fillpositions-with-WESE barsaining unit

eftplovees—asstsned —to—that work—priorto—assigning—nonrepeesented
wikiHe ot oF

WMS-volunteer under this MOU. This-includes effering overtime to WESE

represented-overime-ehuible-emplovees—who volunteer Barsaining unit
e

performed-by-a-non-—represented-or WMS-employee will remain-bargaining

w sl

4. ——Overtime-exempt —employees will reeeive—hour-for-hour - straight —time

at-theirrepubihourhy-tate for hoursworked-under this MOU. This-rate will
only

apply-to-the-heurs spent-performing-the duties-of the job-for-which-theyare
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volunteertng-durtng wstetling-emergeney—Work-does-notanelude-vacation,

Hpaye-addiiona

TENTATIVE AGREEMENT REACHED

14
For the Emplover:
B % 09/12/2022
Scott Lyders, OFM Date
Labor Negotiator

15

For the Union:

e, Bo Y e 0D

" Chris Fox X Date
WFSE/AFSME Council 28
Chief Negotiator
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ti)——NaseHe-employees-includerall-permanent-NaseHe-employees-at—risk—for
layoft-those-who-accepran-appointmentasaresul-oflayoffand-those-on-

thy—-NaseHe-empleyees- who-separate-lrom DCYF are-not-eligible to-receive-the

bresk-inservice-and-are-laterrehiredare-notcligible-to-receive theteloeation

tey——H—the—employee—receiving—the—velocationpayment terminates—orcauses
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obtheir-new-appointment—the state-will be-entided-to-reimbuisemeant-of the
F&lﬁﬁ&ﬂﬁﬁ%ﬁ*ﬁﬂﬂ‘-ﬂh&ﬂ—l&ﬂ&p sum which-was-paid and may withheld such

housing at-theireurrent reit until October 342022 i theycontinue emnployment
wHh-DEYF-afier September 152022, H a Naselle emplovee-isnotemployed with
BEYF on-September—t6. 2022 they-may remain-in-housing-unii-the-expiation-of

 theirmonthly lease agreement on-September 302022,

I—'Fhe—ageﬂey- Hgrees—to—exercise—Hs—discration—to-—participate i —the Vodtary

Separation—&—Retement —Incentive Prouram, —ifapproved by OEM—and-in
gecordincewith-Artiele 4232 of the paries—coHective barsaining agreement.
Purticipation—is—governed—by—the DCYF-2021-2023 Voluntary Separation &
Hhis-agreement-does—nol-constitute o -contractual right o an—incentive-offered
throteh-the 2021-2023 Veluntary Separation-& Retirement Incentive Plan

4———A-one-time lump-sum-of one theusand dolars-($1.000) dolarsto-all employees-at-
- sisk—tortayolrwho-aceeptun-appomtment within Juvenile Rehabilitation -and

w-the-appeintment-on-Oetober 31,2022 or before and have no break-in service—To
reeetve-this lump-sum-amount employees must-subimil-a—forn-t0-JR payroll by

- Movember 30, 2022
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Fhis MOU-willevpire-an-June 3020213«
Fes-thedumplover o Hred e
Gina-1—Cemeat: Ron-Heley, N
EhS TR Labesdepotiator bkl Addveete
TENTATIVE AGREEMENT REACHED
For the Emplg;/er: For the Union:
N T 0912202 %rr . A Y/ /22
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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(WESE)-and the Washington—State Office -of Financial Management —StateHuman
Resources: Labor Relations SeetiontEmployer) is regarding the breaks-snd-lunch-periods

ZT—he-pame-,—mum-l-lar' y-seree-te-thefotlowing:

+—— Fhe paties recognize the intormal practice for emplovees workine the swinge shift
-the lserting™ seetion-has been-to-combine breaks-and-rest periods-in-a-maer
E that meets—the pe o |!I'!F!I' sneas—of-the—HretHbenis 'HFI'EIIF'_" Hapaeted-and

2.——The parties-agree-to-vary from-the language-in Article 6.5 and 6.7 of the General
| Goverpment-CBA-as-foHows:

& WESE-represented-employees—working the swing shiftin-the “Inserting”
secton-willhave twot2 - thisy-(30minute breaks per-workdavsmther-than
ofiethHhity (30 nrinute break-and two (2 H-ifteen 153 ) minwte rest-periods.

PM-and 6:00 PM.

&-Fthe first-thirty-(30)-minute-break-shall be-considered the break and the
second-thirty 30} minute pertod-shal-be-considered the rest period.
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oeetrno-tater-than-tivelve-(12)-months-from-the-date-ol-the last-signature-of

e——Eitherparty—may-reseind—this-Agreement—with-thire—(0)-days—written

Dated-July-27.- 2020
For-the Employer: Forthe Union:
Seott-Lyders: OFM Leanne Kunre

For the Emnlover:

-

Scott Lyders, OFM
Labor Negotiator

Executive-Director

TENTATIVE AGREEMENT REACHED

Y/12/22

For the Union:
09/12/2022 L A :g—jﬂ
Date Chris Fox 4 Date
WFSE/AFSME Council 28
Chief Negotiator
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D. MEMORANDUM OF UNDERSTANDING
AMONG
THE WASHINGTON FEDERATION OF STATE EMPLOYEES
AND
THE STATE OF WASHINGTON, OFFICE OF FINANCIAL MANAGEMENT,
LABOR RELATIONS SECTION

This Memorandum of Understanding (MOU) between the Washington Federation of State
Employees (WFSE), the Union,; the State of Washington, Office of Financial Management,
Labor Relations Section (OFM/LRS), the Employer; and the Department of Ecology agree
on the following to accrete a new 'bargaining unit under the WFSE collective bargaining

agreement.

Regular Work Schedules
WCC Crew Supervisor 1s and 2s have an inherent need for flexibility to adjust their daily

work schedules within the regular workweek to accomplish assigned job duties and
responsibilities. When adjusting an employee’s work schedule, the Employer will consider
an employee’s preference as long as the agency can meet business and customer service
needs and without causing an additional cost to the agency. The Employer may adjust an
employee’s daily work schedule by more than two (2) hours on any given day to avoid the

payment of overtime or accrual of compensatory time.

Temporary Schedule Changes

Overtime-eligible employees’ workweeks and/or work schedules may be temporarily
changed with prior notice from the Employer. A temporary schedule change is defined as
a change lasting thirty (30) calendar days or less. Overtime-eligible WCC Crew Supervisor
1s and 2s will receive three (3) calendar days’ written notice of any temporary schedule

change unless mutually agreed to a shorter timeframe. The day that notification is given is
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considered the first day of notice. Adjustments in the hours of work of daily work shifts

during a workweek do not constitute a temporary schedule change.

Hffective Juby, 2H 0 the-folovw provisions-apply-when-dispatehed by-the Deparmient of

Cempensationfor Typical Fire Suppression Duties When Dispatehed by DNR:
(22)-or-—other emergeney duties—when they—are working-under the-ineident conmand
+——Employees-will-be-paid-at-a-one-and-one-hal 24} Hinesthe-swn-of their vepular

hourly-rate {plus two-doHars {$2.00} if applicable per-Subseetion 2 below)-forthese
hours-worked in-exeess of forty (40 -hours in-a-werkweek.

l—-T%dQH&m@E:ﬁG}é&added{eﬂﬂWeWhﬁe&eﬁmﬁmh&fwm
and-pay for rest perieds-of less-than-five {5) hours.

3 For PHFpOSES o this Sulbse ‘I‘-‘Iiiﬂf th rag_!ul w—h illFl)-‘ Fitte—does-nol—inelud - aRy

Compensation When Deployed to-o Closed Satellite Camp:
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mmwﬂmm mtempted—te—peffm—ﬁpe‘duhm Sheuld- the
MWWW&M%&%WWM&W

Length-of Deployment
efews-muay-not-aceepta-dispatech-witheut emplover consent.

2——FEmplevees-will receive-one day of rest ancrecuperation-aflerten-tH0)-consventive
deployiment-and-can-continue to-work-sately, the rest and-reeuperation-day will
oecur-on—the fhstcalendar day-ufler relmning—trom fire duty—to-—the employee’s

3———Up-to-foriy-eight {(48) -hours of travel fo and-up-to-forty-eight (48) hours-of travel
hourhyrate,

theemp{eyeomd—m&Emplﬁw APPRMHM*EHH—ﬁfeda&y—depbymem-beyeﬁd
W%memmmm
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and recuperation periednol alreadytaken ot thesarhiest eppnnemew—twmu

5. —When ain-employee is—deployed underthe incident command - system-to fire
sppression duaby 46 i pormathe-appropriste oo pranl a-reaserable resl perted abter
twebee b2} hours—of fire Hne iy Txvept when previuded by extraurdinuss

 cireumstanees,a-rest period-is-eight (8)-or more continuous duty/tsavel-free hours.

Fhe-parties aereeto modifr Appendix-A—ldentified Bargaining Unitrteadd the following:

Paehden | 2956 PRRA
Fifective Pate: December 2|, 2048
Poologyexeluding-ronshpervisery WS emplavess and sthotheremplovees

Acknewledged and Agreed Dated-August 17,-2020

Herthe Bmployes: Fow thedron:
s o
Teeﬂ—l—ydeﬂ—{i}m Leanne Kunze
Labor Negetiator WESHATSUME Council 28
EBeeubive Prrockot
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:

_ % 021202 N 4 Uil
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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E. DEPARTMENT OF TRANSPORTATION

Work Apparel

This MOU applies to employees performing highway maintenance or facilities activities

within the Washington State Department of Transportation (WSDOT).

A. The parties agree that effective July 1, 26242023 through June 29, 2023-2025
WSDOT will provide employees performing these activities a choice of overalls,
coveralls, and jeans/pants/shirts, or a combination of all these items, provided:

1. A commercial service is available at the employee’s work location; and

2. The Appointing Authority determines the cost/benefit of this service is
appropriate given the employee’s working conditions.
B. At least annually, employees approved to receive this service will choose the mix
of apparel they want to wear each week for the next twelve (12) months.
C. An employee is not obligated to wear overalls, coveralls, or jeans/pants/shirts, and
can choose to provide their own work apparel.
D. If an employee chooses to provide their own work apparel, they are encouraged to

opt out of the commercial apparel to reduce unnecessary costs.

Dated-September9.-2020

TENTATIVE AGREEMENT REACHED

For the Emplover: For the Union:
B 08/22/2022 QA o N LA g /oy /5y
Scott Lyders, OFM Date Chris Fox [ Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator




F.

DEPARTMENT OF TRANSPORTATION

Premium Pay Equipment List

WFSE GG/2023-2025 Negotiations
Tentative Agreement

Equipment Type B | C [ Example Equipment

Crane requiring Labor and Industry certification X |[Swing Cab Crane,
Fixed Cab Crane,
Articulating  Crane,
Digger Derrick Crane

Truck, Traffic Long Line Striper X Region Stripers

Truck, Tunnel Washer X

Truck, Catch Basin Cleaner and Assistant X Vactor, Camel

Trailer over 25,000 Ibs. (Includes pups) X Pups, Flushers, Belly
Dumps, Tilt

Wing Plow, Truck Mounted (in up or down position) | x |x

Tow Plow X

Snow Blowers (and snow blower attachments) X

Pickup Brooms X Athey, Johnson 4000

Tractors with side arm attachments X Tractors with brush
cutter or flail. Ford
7740

Mowers, 10° & wider or 2 or more mowers X Ford 9040

Backhoe X Case 580L

Liquid Asphalt Distributors X

Chip Spreader, Self Propelled X Etnyre, Rosco

Montana Paver X

Pavers (self-propelled), Pavement grinders (self- X

ropelled)

Pavement Grinders, Roto-Mill, Loader Mount X

Compact Excavator, Dig Depth less than 15 X

520 Workboat X

Archie Allen X

Excavator, Dig Depth over 15°,Over 26,000GVW X Drott

Graders X | Champion 740

Dozer, Tractor Crawler x | Cat D6-D7

Lowboy, Trailer & Tractor X

Spider Excavator X

Belt Loader X Athey

U-BIT Operation (ground and bucket) X

Brone-Operation e

| Truck Mounted Attenuator Operatoror-Deiver(TMA) 3
Beat Operator p

9/15/22



Drone-Operation X
Truek-Mounted-Astenvator Operator-or Driver B
Boat-Operator d
Equipment not listed defaults to Class A.
Note:
. Class A: Does not qualify for premium pay
. - Class B: Highway Maintenance Worker 1 qualifies for premium pay
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
B o 09/21/2022 _Yrr i~ Noo 9 /J/ﬂ 2
Scott Lyders, OFM Date Chris Fox > Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator



Class C: - Highway Maintenance Worker |, Highway Maintenance Worker 2,
Highway Maintenance Worker 3, Maintenance Specialist 2, Maintenance Specialist
3, Maintenance Mechanic 3, Bridge Maintenance Specialist 1, Bridge Maintenance
Specialist 1, Bridge Maintenance Specialist 2, Bridge Maintenance Specialist 3 and
Bridge Maintenance Specialist Lead qualify for premium pay

For equipment with attachments, where operating the attachment qualifies for
premium pay, premium pay hours will be recorded on time sheets only when the
attachment is operated.

Dated-September 17,2020

Forthe Emplover: For the-Hadon:
— b ——— g/
Se . s Leanne boupsa
Labor Negotiator WESE/ARSCME Couneil28

Exesutive Director
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G MEMORANDUM OF UNBERSFANDING

AYEES

Health Services

Fhe pardesrecognize aml apree that e ; r SOLA prosram-is
E&w&p&ﬂ%&l&uh—bw-ed—&n—d&emppefweﬂfe—&n#md “R-h-l-hh—ﬁFl-HH-Plé—m—mHild—t-he
partiesagreethat-Article 3. Bid System will apply-to-the SOLA-program-with the following
e

stctyb0)-catendar-days-after the bid processplacement to-u-position i a client
mmemwmmwmmmm;mm
Operated-Community wiH occur without Hie
approval—of —theDirector of SOCR. This—type—of reassimmpent-will net be
doeumented—as—orchareterized—as—a—disciplinary—action— 1 an emploves is
R S i T birad £

[ =1
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> = 3 LeameKunrze
Lobastlosatmtor SCMIE-Counetl-28

For the Employer:

>

TENTATIVE AGREEMENT REACHED

08/22/2022

For the Union:

Yor e 3 i

L/23/53

Scott Lyders, OFM
Labor Negotiator

Date

Chris Fox '
WFSE/AFSME Council 28
Chief Negotiator

Date
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H. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
WASHINGTON FEDERATION OF STATE EMPLOYEES

Compensatory Time for the Department of Social and Health Services at 24/7

Facilities

In addition to the provisions of Article 7.5, the parties agree to the following for overtime-
eligible employees working at the Department of Social and Health Services at Eastern
State Hospital, Western State Hospital, Child Study and Treatment Center, Special
Commitment Center, Fircrest School, Lakeland Village, Rainier School, and Yakima
Valley School, Statc Operated Living Altematives (SOLA), State Operated Community

Residential (SOCR}, Competency Restoration Programs at Fort Steilacoom (F SCRP) and

Maple Lane (MLCRP), Civil Residential Treatment Facilities (RTF) at the Maple Lane

Campus and the Brockman Campus in Vancouver, and the NGRI Residential Treatment

Facility (RTF) at the Maple Lane Campus.

The Employer will only agree to approve compensatory time in lieu of cash payments for
overtime to an overtime-eligible employee when the employee works a majority of their

shift (for night shift, when the shift begins) on any of the following dates:

A0LL 2022 2023 2024 2025
00422 [ 0023 | 01/01/24 | 01/01/25 New Year’s Day
Q22 | 623 | 01/15/24 | 01/20/25 Martin Luther King
Jr. Day
8224122 | 0220423 | 0271924 | 02/17/25 President’s Day
05430422 | 952923 | 05/27/24 05/26/25 Memorial Day
SO 6/19/25 Juneteenth
0H04/21 | 8740422 | 07/04/23 | 07/04/24 Independence Day
09406421 | 89405422 | 09/04/23 | 09/02/24 Labor Day
HAHEE | HAH2 ) LIA23 | 124 Veteran’s Day
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2524 | 124422 | 11/23/23 | 11/28/24 Thanksgiving Day
H26/21 | HH25422 | 11/24/23 | 11/29/24 Native American
Heritage Day
$2R25021 | 422522 | 12/25/23 | 12/25/24 Christmas Day

An employee may elect to accrue compensatory time in lieu of cash payment for overtime

for the holiday calendar date or their designated holiday, but not both.

An Employee will follow the rules of compensatory time use per Article 7.5 C. and will

only be allowed comp time usage for planned leave.

Employer;,—for—the—seole—purpese—of—reviewing—the—usage—data—fnancialimpaets—and

This MOU shall expire on June 29, 2023-2(25

Pated-September-172020

TENTATIVE AGREEMENT REACHED

For the Employer:

: ;i i 09/21/2022

For the Union:

Scott Lyders, OFM Date
Labor Negotiator

/
Chris Fox ! Date
WFSE/AFSME Coungcil 28
Chief Negotiator
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ad-hoc-committee-in-aceordance-with- CBA Astiele 371D Participation in the ecommitiee
with-be-in-aceordance with 37.2.B. with-resourees from-OFM/SHR-as-appropriate. The
of understanding—with—thefirst meeting-to—take place—prior to-January 312021 If
frequeney will-be—determined- by the members—of-the-ad-hoe connittiee Employee
pastretpatonid relense will be goremed by 3730 & B,

Employees—in-the- MHTS-positions-hold-important-roles-in-the-two-stme hospitals. They
wards -to-which -they—are—assigned by providing peeded-administrative Tunctions— The
responsibthtesotthe MHTS-elassiheation-relation-to-the work-cumenthy identified in
positions;—ineluding -the LPN-4-¢lassification, -and an-evaluation of the salary levels
compensation—purpeses. for the MHTS5¢lassification The-committee will-make final
recomnmendationsto-the SHR Director for considerstion-and potential Tuether action prior
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{memwmmmmwbwﬂ—mm&4
Fhis MOL-will . ) 292023
Dated-November 9, 2020
For Hre Farplover Forthe-Hhion:
Seott-bvders—OEM Leanne-Kunze
i ahﬁF P acu”“'alln. L ..’.‘ y
_ . . ;
TENTATIVE AGREEMENT REACHED
For the Emplover: For the Union:
—— - 0012202 Crnn, B /1) /)0
Scott Lyders, OFM Date Chris Fox ¢ Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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¢ On-eall-Operating-Procedure:—Created-procedures-to-establish-expectation o

rting sehedules pilot program (Specifie to WVH only):

" H-Management-witbidentify-which-vacant-pestiens/schedules to-use for the pilat
inspeethieneighborheods where there is-greatest need.

2 Workweeks—willconsists-of-eighty (80)-hours—inatfourteenH4)-day—work
prerind.

3 —Fhe program-will be-implemented-on-a-volunteer basisutilizing the bid process

4+—IH-there is-not-enoush-velunteershids for-the pilotprasram-positions will s

S—Hieprogram—is—tor-six+6)-months—Anyschedilechunges witl-be-in-place.
effective for six{6)-months
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6—bmployeesawhe-bid-into-the-pilot-positions-would-be-placed-in-the-position-on

In-orderto-determinet-the-pilot-programis-asueccess-and-nid-in-the-determination

+—Evaluate-turnover—within—the—6—(spv)—month—pilotprogram—lor—rotational
2. R 3‘." ey [h 2 Ia E“i!nﬂ. 'il I.-’dl l(.“' an !.!:l ‘h a.sa FJ‘: a =‘ 2k E"’ st ﬁ‘

employees-participating in-the prograny.

+—Mandatery Overtime: lmplemented-no-mandatory-overtimefor-new-hires—until
60-days-atter-hire—This-willaHow-lornew—staffto-become-better- acclimatedto-the

&

+—Shift_Exchanger—Overtime-eligible—cmplovees—emploved—ar—Department—of
Veterans—-AHairs-Skilled Nursing-FacHities-who-have-the-same—job-elassification
will-be-atlewed-to-exchange-full-shifts-for-positions-in-which-they-are-qualified-in
A—Requestforshiftexchanges-witl-be-submitted-seven-(Freatendur-days-in-advance

e
employees—and-approvedinwriting-by-the-supervisorts-Horexchanges-ono-mere
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MWH%WWW

restia-the payinentof overtime —Fachemploveewall be considarad 1o have
wirrhed thepr feetbar wchedule.

F—Aar-emplovee—will-pot—recetve shift-premivm pav—uades Artiele 42 15, Shifi
Premiunt-selelyasa result-of a-shift exchange Each-employee will be-considered
t-have-workedtheiresular seheduled workshifor prrposes-ofshifl premiumm
Pty

G Fhe failure-of an-employee; who-has-exchanged shiflsto-work the agreed upen
Fhe-shift-exchange svstem—will-not-be used to-eireumvent-the bid-system-by

: " v ﬁ I | ] IE L] EIEII:EEIE Bf EIIF!F"I!-. !F_F '!i].-lin B{ EB]“H‘HH'iq

Fhis Memorandum-of Understanding will supsel-on-June 20, 2021,

Pated-Avcust 31, 2020

Fow the-bmplovers Far-the Linton:

é-mLydeﬁ—{}kM

bt Nesotator o+ 28
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TENTATIVE AGREEMENT REACHED

For the Employer:
_% 09/12/2022
Scott Lyders, OFM Date

Labor Negotiator

" Chris Fox
WFSE/AFSME Council 28
Chief Negotiator

For the Union:

9/8/22
Page 4 of 4

Q.’_A"J-/)J
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K. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE WASHINGTON STATE
EMPLOYMENT SECURITY DEPARTMENT
AND

THE WASHINGTON FEDERATION OF STATE EMPLOYEES

RE: Non-Permanent Appointments

The following represents the agreement between the Parties consisting of the State of
Washington (Employer), the Washington State Employment Security Department (ESD),
and the Washington Federation of State Employees (Union) regarding the extension of

non-permanent appointments beyond twelve months under specific circumstances.

Whereas the economy takes a downward turn, ESD must respond by immediately
increasing staffing to respond to the increase in unemployment claimants, and chients
seeking employment services through WorkSouce. When the economy improves, the result
is fewer unemployment claimants and fewer clients utilizing WorkSource services

resulting in the need for ESD to reduce staffing through layoff actions.

Whereas the Parties agree that allowing for extended non-permanent appointments during
periods of economic downturns would greatly reduce layoff impacts for permanent staff

and benefit permanent staff and ESD.

The Parties agree to the following as an additional reason for making non-permanent
appointments in Article 4.5 A.1 as well as an additional exception to the length of a non-

permanent appointment:

1. During periods of economic downturn, ESD may extend non-permanent

appointments for longer than twelve (12) months.

2. An economic downturn begins:
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a. When the average seasonally adjusted total unemployment (SATUR) equals

or exceeds 6.5% for the past three months; and

b. The SATUR 1is at least 110% of the average in either or both of the

corresponding 3-month periods in the two prior calendar years;
3. The economic downturn ends:

a. When the SATUR falls below 6.5% for the past three months; and the
SATUR 1s less that 110% of the average in either or both of the

corresponding 3-month periods in the two prior calendar years.

4, Non-permanent appointments in place when the economic downturn begins, and

non-permanent appointments made during the economic downturn, may be

extended up to twelve (12) months after the economic downturn ends.

When an economic downturn has begun as defined in 2. above and ESD determines the
MOU will need to be implemented, ESD will provide written notice to the Executive

Director of the WFSE.

Dated July-27-2020August 4, 2022

TENTATIVE AGREEMENT REACHED

For the E}mnlnyer: For the Union:

e oA A~ ‘549@ Qg:&/))—
Scott Lyders, OFM Date Chris Fox Date

Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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THEWASHINGTON EEPERATION-OF STATE EMPLOYEES

Department of Laborand Industries Temporary Salary lncrense for DOSH
Complinnee Stoff for Reervitment Purposes

The-COVID- 19 pandemic-that-has devastated the nation-has-had significant impact on
been-severely-alfeeled-by Joss-ofstaflf-whe-have Jef-due to-the unusual pressures o f the

increase-for-Compliance Program pesitions-in-the following job-classifications: Salety and

The-partes-apree that o lemporarysever-aad-opeial percent4 7. 500 b inerease will be-added
to-the base rate of pay for the compliance program-posttions listed in-the job classifications
above jeb-elassifieations. This-temporary inerease-is-intended-to-address the high-level of
yaecant-posthons. This-temporany—increaseto-the base rute-of pay shall be effective from
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FhrisMOU will expire-oature 30,2023,

Eorthe Emplover:

For-the-Union:

9/8/22
Page 2 of 2

U 12/03,

FaberNegotiator WESEARSCME-Counet28
Executive-Director
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
_ : 09/12/2022 R pn . V3O
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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M. PARKS AND RECREATION COMMISSION

The parties agree to create a Union Management Communication Subcommittee to focus

on law

enforcement issues of Park Rangers employed within the Washington State Parks

and Recreation Commission. The purpose of the committee will be to identify law

enforcement related issues and concerns on the part of ranger staff and discuss potential

solutions, processes and strategies in a collaborative manner with management. The

committee will be known as the “Law Enforcement Sub-committee” and will operate under

the following terms and conditions.

1.

2.

The committee will exist for the duration of the 20242023-2023-2025 Agreement.

The committee will consist of up to four (4) employees appointed by the Union and

up to four (4) employees appointed by the Employer.

The committee facilitator will be the Washington State Parks Chief of Visitor

Protection and Law Enforcement.
The committee will meet twice a year, once in the spring and once in the fall.

Participation of the Union designated representatives will be in accordance with

Article 37.3 of this Agreement.

The desired outcome of this committee is improved communication and
transparency in agency decision making and priorities related to law enforcement

issues.

Dated August10:-2020August 4, 2022

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
.
B ;E—‘t‘ R B o g/lf/)_'),.
Scott Lyders, OFM Date Chris Fox ¢ Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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N.  MEMORANDUM OF UNDERSTANDING
AMONG
THE WASHINGTON FEDERATION OF STATE EMPLOYEES
AND
THE STATE OF WASHINGTON, OFFICE OF FINANCIAL MANAGEMENT
LABOR RELATIONS SECTION
AND

THE WASHINGTON STATE PATROL

The parties to this Memorandum of Understanding (MOU): the Washington Federation of
State Einployees (WFSE), the Union; the State of Washington, Office of Financial
Management, Labor Relations Section (OFM/LRS), the Employer; and the Washington
State Patrol (WSP), agree on the following:

1) At any time between when an employee receives notice that the employee is the
subject of an administrative investigation due to allegations of misconduct and
when discipline is imposed, the employee may approach the employee's appointing
authority and/or the division commander of the Office of Professional Standards
(OPS) within the WSP to request a disciplinary settlement agreement. Employees

are entitled to representation at any time during this process.

2) The parties agree that any such disciplinary settlement agreement:
a. Shall be subject to the mutual agreement of the employee and the WSP;
b. Is premised on the employee's acknowledgement of misconduct;
c. Shall include a stipulation that just cause for the discipline exists;
d. Does not constitute or establish a precedent or "past practice;"
e. May provide for days of suspension to be held in abeyance subject to

subsequent proven findings;
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3)

a)

WFSE GG/2023-2025 Negotiations
Tentative Agreement

August 4, 2022
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f. May be executed by the employee and the WSP provided that the WSP
. emailed a copy of the Internal Incident Report (IIR) and the contemplated
disciplinary settlement agreement to the WFSE Statewide Labor Advocate
with a copy to the WFSE assigned Council Representative at least three (3)
working days prior to the execution of the disciplinary settlement
agreement. This three (3) working days’ notice will be counted excluding
the day the notice is sent and include the last day of timeliness. This three
(3} day notice only applies when the employee has not elected

representation in the administrative investigation process;

g. Signatories to the disciplinary settlement agreement shall note the date and

time of signing;
h. May include other terms appropriate for the circumstances;

i. Shall conclusively settle all issues related to the discipline and
administrative investigation. No grievance, labor .action, civil claim, legal
action or other appeal may be filed by the employee regarding the discipline

and administrative investigation;

J- Shall conclusively settle all issues related to the discipline and

administrative investigation. No grievance, labor action, civil claim, legal
action or other appeal may be filed by the WFSE regarding the discipline
and administrative investigation unless the WSP fails to provide the WFSE

with the notice specified in subsection (1)(f).

The parties agree that any notice requirements to the WFSE (including notice of
contemplated discipline) shall be deemed met by the WSP if the WSP has complied

with the requirements of subsection (1)f).

Nothing in this MOU shall be construed to limit the Employer's authority to

determine the method and develop guidelines for conducting investigations.
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5) The MOU is effective upon the date of signature and continues until June 30,
20232025
Acknowledged and Agreed, Dated #uy-27-2020August 4, 2022
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
o gl
AR b
Scott Lyders, OFM Date Chris Fox l Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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O. MEMORANDUM OF UNDERSTANDING
BETWEEN
THE STATE OF WASHINGTON
AND
WASHINGTON FEDERATION OF STATE EMPLOYEES

Compensatory Time for DSHS, Child Study & Treatment Center (CSTC) -
Summer Camping Activities and Backpacking Trip

In addition to the terms and conditions already agreed upon under the parties
“Compensatory Time for DSHS 24/7 Facilities” MOU, the employer shall grant
compensatory time in lieu of cash payment for overtime to an overtime-eligible employees
in the Recreation Specialist classification that participate in 2021-and-2022- the CSTC
Summer Camping Trips and one-day backpacking trip. Recreation Specialists will follow

the rules of compensatory time use per Article 7.5C.
This MOU is effective on July 1,2021-2023 and will expire on June 29, 20232025,

Dated June 28,2023 August 4, 2022

TENTATIVE AGREEMENT REACHED

For the Employer: For the Union:
= £ e {E/\-"‘--‘\._.'—'\__.-ﬂ M gﬂ _5/), _)_
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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Berwees
:I"IlI: !;.-_]- . q.[q Bl\w 1 ! III’ E-..:I:‘]n
AND

THEWASHNGTON EEDERAHON-OF STATE EMPLOYEES

Washingiton State Department-of Veternns Affairs Temporary-Shift Premium o

Fhe- COVID-19-pandemic has-had a significant impact-on-many-state agencies-and staff,
weekend-evening. and nightshift-premiun for the Nussing-Assistant-Certified {NAC)-and

Theparties-agree-that emplovees-n-the NAC and NAC Lead elassifications-who-work:

1219 of the-colective barsainine azreemeant.

o Weekendshifts-t42:0-AM Satueduyto+ 50 PM-Sundayv) will receive seven
dotuts (3700} per-hourin-addition to base-rate-of pay-and-any-apphicable shift
premiums-as-outhined in Article 4219 of the-collective bargaining agreement,
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1 o—Diashtshitbwill-reeerveseven-dolarsS7.00) per-hotE—nadditon-to -base vule
2 of pay and any-applicable-shift premiums-as-outlined-in Article 42,19 of the
4 Thetemporary day; weekend: evening, and nisht shift premium witberby-bepaid {for hours
6  regularschedule—An-employee is-notelisible for the additional shifi-premivm il they have
7 a-scheduled-or-unseheduled-absence oy defined-by—the CBA-for-theirresular shift-and
9 nexsecheduled workdayNo-temperary day. weekend.evering of tight shift premrivm will
10 be paidin-addition te-nen-worked-hours or holiday pay.
11 Hhis-pHet-program-shal-be-effeetive for fory—five days{35) from Ausust 442021 and
12 willexpire-on September 27202 widess-there-is-mutial sgreementto-extend-an-ndditions!
13 fortyfivetd5hdavs,
14 Dated August 14,2021
For the Empleyer: For the Lrden:
| ] i
Ar-Giveen OFM Leantie lunse
Luber RelationsManager WESEAESCME Counetl 28
Excoutive Director
15 TENTATIVE AGREEMENT REACHED
For the Employer; For the Union:
: 09122022 o . M o Y1 2/x 0
Scott Lyders, OFM Date Chris Fox 4 Date *
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator

16
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12 it : e $ proteet-our-health-care system.
13 toaverd the retnn of strmiger public health measures, and o put the pandentic behind us

14 H-rthedutyv—of-evers—emplover 1o protect the health aimd sabety of 2mplovess by
15 ..:. :..;:.-_-_ ard-eafa o apsdronment and b arraeies o
16 emplovees—to-comply-with-health-and-safety measures—As-a-result-of-the-abovenoted
17 stustionand-consis 4 : i ' +aH-emploveesoithe

18  Pepartment-of Nateral Resources-are now-required lo become fullv vaccinated or have an
19 ] : 5 s 3 : .

20

21 Adl employees will take the necessary stepsto be fully vaceinated by October 18, 2021 or

23 -t i 8 e oo b g

25  will be pranted a twa-week extension to MNovember H, 2621
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the-definitton-ot-fully vacemated-may-nctide FBA-approved-boostershotyThe-parties
becoie a reguiroment for continved emphrcment and-barsan the tmpacts e eeed b 4o

-

1. Conditions-of Employmentund-Leave
a—Hthe provistonsi-the following Subsection th-or e do-notapply-or are
frotFret-aidaierplevec ot e provide-oroot of betne fully vaccmaied
by-October1 8202} —the-employee—will-be_subject to—non-disciphnary
separittoi-wi-the fast diy of emploviment on October 18, 2021,

i Hoan emplovee’s aees
stH-besereviewed on October 18, 202, memplewwlwﬂ%f
per Jitss Bt Py Wit i

#—Han—emplovee’s—exampton—request—has been—approved but-an
decontiodation has ot been idemtied by Dctober 5 2021 the
emploves must e apphicable vacalion leave, personal-letve days
October PR, 2021wl an acconmnodsbondterrbssbioe dpraede.

Hi——Ham-emplovee s exemphon reguest is-denied or an accommodation

Hiv-tivet 55 benlendar davs

tH——The

=

-

dase within ten +10) calendar days of the determination
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proot of being folly vacciated withen the Fifly five «{—3—3—}
separation

not-be-fullyvaceinated by October 18202 the employee-will-haveupte

-

Cretober 18, 2021

combination of these, until they become fully vaccimed.

tht, - The emphlivvec-rrdst-provile “o heti T

= provide prool of beiss
M&W%Mmﬁy five {45)calendar day-period will
resth-in non-disciplinary separation.

pUHBEHCRL prodect of seasondl appotitinent omd dates,
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E————Employeeswhe-are subjeet-to-non-disciphinary-separation shalh-he-eligible
\ s Bl ) "

I———A-pre-separation notice for pon-vaccination status will be sent to
wnpacted-employees by Oetober 202 via-UL 8, Mad and work-e-
maHH-a-work-e-mataddress-is-avardable - The-notce willinelude
to-the pre-seprrstionnotieeettherata virinal meetine scheduled by
the-Emplover o inwriting i the-employee prefers: -and-that the
eet

Uctober 452424

are-pot-met-and-an-emplovee fatlsto-provide proef of bengtully
emplayee:

a———Employees—willinform their—supervisor—or HRrepresentative.—either
verbatty—or-in witting, to-request—edical-or religtods exemption—and
CCO e

SharePoint site and will be-providedto-employees upon request.

ﬂ—\lﬂ%&ﬂ—&ﬂ—&mﬁl&yﬂ&ﬁﬁ&ﬂﬂ&&m—ﬁhe—ﬁﬁpwm
forrwithin three {3 ) bustness
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#—limployees-are-strongly-encourasedto-submit-completed-necessary

sre—ressived-atier-thardate e lﬁ-}ﬁj‘(ﬂ—m%teﬂﬂ - I}H&ﬁwﬁ:ﬁ&ﬂ-ﬁﬂ

b——Based-on-the-mlormuation-subintted—the bmployerwill-deternvine-whether

i. Fhe—emplayee—will—be —notiied-in—writing—ol—the —exempiion

e———H-an-employee’srequest-fora-medical- orreligious-exemption-is-approved;
the-Employer-will-determine-whetherarnccommodation-can-be-provided:
the-formofHthe nceommodation—and-the-duration-ofithe asccommedation
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Hi. Fhe—emplovee—witl-benotifedn—writine—olhe-accommeodation

-

information-on-how-to-request-a-reassigniment.

Employer—the—employee—will-be—subject to—non-disciplinary

d———Consistent-with-current-practice-all-information-diselosed-to-the-Emplover

Government-Transition-Pool- Program-if they submita-writtenrequest-to-the
ageney—s-HR-Office-in-accordance-with-WAL-357-46-090-through-105:
Eolowins-a-disability-separstion—individualsmuy-requestreemploymentin

r 3 - 7ot g .
‘3‘- ‘“_“_ﬂeemmﬂm

Information-disclosed-to-the-Employer-during-the-vaceination vevification process

pessible—by—and—wih-established—atbintbeeroups—orotheraenue. where
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b. EinpleveeswhohavedHfienhyAvcessing vaccinations, due 1o thelr rimele

e——HmespenttravebrstoHre-vaocination ste and thine speit receiving the
vaccme are constdered  hours worked pot o exeead-one i day per
Emplovermay - reqeivethat-the thne be supported by documientation,

d——OEM-will provide emplovee vaceination-rate data-to-the Lni s
two-weaksfollowine-the Unon's vatification of this MOLL and will provide
updated reports-as-they-aregenerated—bi-weekly-at-a-mintmuin This data
will be provided-in-Excel-format-and will-be-broken-down-by-aseneyas
and-the-Employer-will-usethis-data-to-pacinerin-targetingltocations—for

8. Waorkplace Safety

e H-an-employee is required to isolate or self quarantine; and there is no
telewerk-option-avathable and the ermployee’s acerued sick leave is-at-wisk
offalling under forty L0 howesthey mayv-reguest shared leave.
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o, Persoml Feave Dav
After-October 19,202 }-and ne-Jaterthan December- 31,2021 employees™ leave
day-hasno-eash-value and-mustbetaken-by-Pocember 312022

T Ageney Planand-Emergency Contructing
Any-formatized ageney-plandeveloped by the Eimployver regarding stalfing impacts
gquestonstegarding the provided formalized ageney plan.

8 Retirement
- verification—{rom-the-Department—of Retirement-Systems—DRS) that—they-have
sibitted retrement-papervork—the emplovee mav—use aceriedJeave-orJeave
without-pay-untib-theirretirement-date.—This-provision expires onDecember 31,
202}-—The-use-ol-acervedteave shall-be subject-to-the delinitions and-provisions

dates.
upen mutual-agreement
Fhe-provisions-contained-in-this MOU shall take effect- upon-Union-ratification-of a
Heatutive dprecrent,
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Dated September 22, 2021
Valerie hnforzato. Labar Nesotiator Ariane Takano, Labor Advecate
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
e
- 09/12/2022 P Mo 4?/} )—/,LL
Scott Lyders, OFM Date Chris Fox { Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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11
12
13
14

15

16 Child-Study-"TFreatmem Center-Special- Commitment Center, Fort-Steilacoom-—and Maple
17  Eene)

18

19 In-recognition-efovertime-eligible-employees-performing assigned work-during times of
20

21

-

22 “CompensatoryTimefor DSHS-24/7 Facilities - MOU:
23

24 sonipensttor-Hmeth-Hew

25 efcash-paymentior-overtimeto-an-overtime-eligible- employee-ata-DDA-or-BHA
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ZH7-Operations{aetlity speeificatly referenced-above-who volupteers-to work
*——Compensatory-time-will-acerue-at-arate of one and-one-hall (1-1/2) howrs-of
——Compensatory-time-will be paid only for- those hours actually spent-performing-the

duties-of the-assigned job-during-designated emergeney staffing houss-

——bmergeney-stathng-and veluntar-overtime hoursavatlable- mav-differ by DPA
facthity-due-to-the operational needs of the individual taeility.,
«——Employees-witl- follow the-rules-of compensatory time-use per Articls 7.5.Cowith
the exception-that-compensatory time-accrued in-accordance with this MOU-can
Nothing in-this-agreement-will supersede Employer's management rights undes the
to-fevert-backto-the-currentcomp time MOU-n-the-CBA-upon-expiration-of this MOL

Fhis-provisienis-effeetive-May—1-2022 throush November June 302022 2025 ynlass
extended

by utual agreement of the parties.
Dated-Aprit-26. 2022




For the Emnlover:

WFSE GG/2023-2025 Negotiations
Tentative Agreement

Scott Lyders, OFM
Labor Negotiator

9/8/22
Page 3 of 3
TENTATIVE AGREEMENT REACHED
For the Union;
09/12/2022 R~ 3/ 2/5 >
Date Chris Fox ( Date
WFSE/AFSME Council 28

Chief Negotiator
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statfing-will-be determined at-the sole diseretion-of the Director-of State Operated

Connnumily Restdental Prowrame.
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ﬁEFﬁi—Fm—Wefkbﬂtédﬂpeﬂ ; o their iau-lﬂv Peniiths-olany
atler tu Weet%”—net—be—whjeet—temgrmm procedire i Avbiehe 20
Procedure.

4-Overtime-exempt WESE-bargaining aritmembers- will receive hour-forhous straisht
Hine-compensation-attheir reslar-hourhe ratetor-hours worked-under this MOU This
rate-wit-onby-apply-to-hoursspent performing the duties ot thejob-for which they-are
N}&&te%%dﬂﬂ-ng—d—smﬂ?mf—ﬂm&_ﬁm+ Work-does-notinchide vacation-sick:
compensatory tme. holidays, -:hﬁeei—ieﬂe—le&w—mﬂmﬂ oy, additionat i‘ﬁl%]%@ﬂ*uﬂlﬂﬂ

tor thine-worked-a-rhohday o tine ¢

mb—dimea-%ﬂ-l-he

duheﬁhe%&e—velumeeﬂﬂg—te%w

Effeetiver-July 1; 2022

Fhis- MOU-will expire-on-November 30, 2022June 30. 2025.

For the Emplover:

TENTATIVE AGREEMENT REACHED

09/12/2022

For the Union:

Yo Tg

9/} }A)—

Scott Lyders, OFM
Labor Negotiator

Date

Chris Fox
WFSE/AFSME Council 28
Chief Negotiator

Date
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dollar-amount—The “reference-number” indicates-the specific-conditionsfor-which-AP-is
(!‘Fﬁ“ﬁ A I.HEH sopdqas

only-to-Ref #29;
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GROLP-A

G See-References 3,39

6276 Sealeforshees 30

Custodiant 3784 S-pereent 9
Custadian2 6784 S-percent g
Electrician GORE Spereent 5
653 Ho-percent 3
A4 Hi-pereent Lb
Industrial-Hygienist-3 304 Ho-percent 56
Highway-Maintenance-Worker3 3965 SeeRefereneces 222
Bridge-Maintenance-Specialist Lead 597N See-References 5-2}p22
Mleprempaestleshnnie 6261 SceReterenees S—d6
Maintenanee-Specialist-2 06l +0-percent 5

MaintenanceSpecialist3 5964 H-percent 5
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9/8/22
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B
Cade Preprim Relerenee#
5061 See-Tefaponas 21

516;22;
;3: Ih: -y
5075 SeeReferences S22+ 22

34HM S-pereent H
34N Spereent +
31598 F5-percent 53
389¢ FS-percent 53
Lo S-pereent 4
347 Smepeent H
3G 2:5-percent 55
392k H-pereent 36
392F 10-pereent 56

§
:
3
%
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GROUPRA
Class
Seeurity-Guard 3 385M 2-5-percent 55
481C +0-pereent 40
461-B Ho-percent 40
Truck-Driver] B2l 10 percent 12
Warehouse Operatort HH $10.00/menth 2
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GROUPB
Assigred-Duty Premivm Reference#t
+o-percent 20
Certified Instructors (DCY F-DEW.-DSHS. Parks) & 1600 hour 3783
S-percent 55
3-pereent =k
Ho-pereent 26
5 pereent 8
Emergeney SpHl-Response Team-(ECY) See-Reference | 24
Ho-percent 48
Soaempent 62
-pereent +
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Ceode Glass-Title Iopestian Lemense
Department-of-Agriculture
S67B Grain-Inspecter 1 Seattle 5 pereent
567D Gratninspector3 Seattle S-percent
Snereent
S-pereent
S-pereent
2.5
68k BbS-Adiudieator3 kg Co- percent
25
168 BbS-Adiudicator4 KingCe: pereent
25
125

225
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GROURC
125
425
e
Sl et
6P Spereent
3041 Oeeupational-Therapy-Assistant2 | Pierce-GCo: 5-pereent
306R Oceupational Therapist-Supervisor | Rainier-Sehool +0-percent
S percent
75
peteent
5 ercent
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Agency/Class

Avburn;-Bellevue;
660 Egquipment-TFechnietan2 Monroe—Ruyallup; | 40-percent

600} Equmpment-Fechnicion2 Enrumeclaw S percent

Sheretne:
Woodinyill
Aubuen-Belevae;
Lakewood,
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GROUP-C

600L

Equipment Fechmictan-Lead

S-percent

o eohnicin.S -

10-percent

Sopercent

Auburn-Bellevuae:
Buehlev-Lveret
'lssa‘q uﬂl t; l;e*“:-.
Eakewoeod:
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GROUP-C

, ) Lakeweood:
S06X Highway Maintenance Worker4 +0-pereent
Seattler-Shovehne

Woodimville

Crreetwater 5-percent

6261 Maintenance-Mechanies : Fo-percent

626M Muttenunee-Mechanie4 Hi-percent
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GROUVERC

Muintenanee-Operations-Assistant

Renton—Seattle,
TFaeomas

Woodinyil

Monroe-Puyallup:
Renton—Seattie:
Tacoma

oadinil

1G-pereent

5964

Maintenance-Specialist3

Ernsnelaw

S-pereent
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GROURC
Belevue:
SOIN Bridge- Maintenance-Specialist Lead | Lakewood; +0-pereent
6T Highway-Maintenanee-Supervisor | Lnwmelaw S-pereent
$96p Highway Maintenance-Weorkert Maonroe-Puvallup; | H0-percent
Tacoma
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Angepest Do

Issaquab-Kent
Elepmaes
Lakewood,
Tacoma;

Woodinvill

+-pereent

Bridge Mabrtenance-Spectabstt

S-pereent

3960

AtiburiBellevue;
Buekley—bverett;
Issaguah;
GreepwatersKenl,
Renton, Seattle.

Woodinyil

Ho-pereent
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GROVEC

Hok Property-&-Aequisition-Spectatist 3 10-percent
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GROYEC
7.5
percent
+9M Property-&—Acquisition-Specialist-5 )
Northwest-Rogie cent
(except-Kang
Eoantyy
. P . 15 P" A ,.]”i‘,'t-. ‘_f' e _]', |I. o+ 1._: ;_wé
+7oM King-Cotnty
pereent
Olyapia
pereent
179N Broperty-&AequisitionSpecialist-6 5
Seattle
pereent
Spohane
pereent
Northwest-Region
530M ‘ {exceptKing H)-pereent
(Cadastral)
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GROUP-C
Cod Class Tit] 1 . "
ShorelnaliC:

Connty)

ottlying

T,

fexcept-Region

HRY
Department of Veteran-Affairs
Officeaf-Attorney-Genersl
Wpshington-Stutetateal
306k Peputy-State-Fire-Marshal North-Bend

pereent
1
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R—ErF-h—ll-EM' .2 Bt

Within-the -Depuﬁmeﬁ!—ef—%ﬂ-ed-u-l- and Health-Sepdeesdor the *HP&*WM—I—FH—HHH-&‘—H-H&

i _ . : . o swith-symptoms-und
behaviors related to signticant menial iHlness; H—she—pepamnm of Children, Youih,
atrd—Famihes—or—DSHS for—the supervision, training—and memtoring —of Juvenile
Rehabiation (R mstitutionresidents-or Departnent of Corrections ol lendersresidhne m
REFERENCE #2:

For full-time-assignment to-forklift-operations. Basiesalary plus—ten dollars ($10.003-a

REFERESNE ) 74

Fordireet supervisory-responsibility-over PR X-and Felephone Operntors—Basie selary-plus
five pereent (5%).

REFERENCE #5:

For-assigned-operation-of highway equipment rated above the-employee's classification.
Werker2elass-and step-M-oF-the salary range representing a fowr-range increase over the
il Mai Nk ol Ea s o ) chall] d
foractual operations-that continue-for at-Jeast one-t)-hour- Equipment operation-that lasts
Employeesoperating this-eguipment in-a-bona fide traming assignment are-notentitled (o
the-hisherrate:
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!P EF'"iﬂH G#‘ herp-!- d”if' ”ﬂﬁf i'lif'!ﬂi"ﬂg

awo-{2)-ranges-will-also-be-paid-to-designated-working-supervisorof-floor-erews
REFERENGEH:

v

Forsuccesstul-completion-ol-the-Department-of Sectaband-Health-Services-approved-core

H-semester-hours—and-ewrent-participation—in-the-development-and-implementation—of

For-all-hours-worked-when-assigned-to-bridge-painting-inspection-duties-which-invelve
dm%wﬁwmﬂmiﬂ—m enee-prshi-lall

REFERENCE-#16:
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application-ofpestieidesthat-last-for-less-than-one- i -heurshall notqualtity-emploveestor

g .
Al na. N 5
R-H “E;R":E ] G b #‘"“7_-

Payable-to-DSHS-staff in-classifications-below-the TFruek-Driver-salary-range-when-they

cathngtor-FruckDPrvert2-or 3 Pay-will-be-the-basicsalary—plus—ten-pereent-(-0%,).

Bastesatary-plus-ten-percemt-(H% Horcertified-asbestos-workers-whilethey-are-required
to-wear-and-changeinto-oreut-of-fil-body-protective-clothing-and-a-pressurized respirator

o

-

assigned-to-performrepairs-or-maintenance-on-theTacoma-Narrows—Bridge-excludine

~ gy A AT el n .
l‘]..l lxlll..l'; b&l“_#%z_.

either-aperating-an-under-bridge inspectiontruck (UBIT)-from-the-bucketorwhile-servinu
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tolowing-duties—driving- CDEfish-hauhing-trucksto-transportHish-or-to-delivea-CBE

trucktorauthorized-matntenance—fish-doading-or-unloading, pre-and-post-trip-inspections,

and-fuel-stops—The-advanced-pay-level-shall-befora-ene ) -hour-mininnn-and-therealier
' e
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REFERENCE #36:

REFERENCE #37B (WESE Only):

mmm—l-he—Wuahmgten State-Parks-and-Recreation Conwission, Department-ol Children.
¥outh, and—tamihes, M@—Dep&m-mm of Secttl—and HealthSepvices—certified

B ' SIS i s—Hitpess—hievele boatine salely  EVOC and/er
WWHWW&MWM
forevery-hour engagedp-givinu instrucHonto-oF receiving re-certicationtaiing.
instracting—n-a-elassroon-setiing, providing one-on-one—instruction-ot repatre ot the

each-day-they-operate Class Cequipment
Basic—salary—plus—ten—pereent10%) will-bepaid+o—Depariment of Franapesttion
responsible-to-monter maintain.and-operate the highly complex-and-specialized tunnel
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Course-and-have been-qualified-and-permanently-assipned-to-denoie- US Citizenship-and
ssue-a-Washington State-enhanced-deiver’s license or enhanced-identieation-card.
REEERENCE 748

Basie :'I|HF:' -p-|+l‘-r ten-percent—HH0%a) witl b |:l"l'li| to—Departiment —of TF'IH;FEHHE' "

employees-when-assigned-by-the-employverto-work in-or remove tlesal encampments
REEERENCE 49

M hai""il._"E h ey . EHHLEE-‘."].E -G8 I]:IE e #, !! i li aca g 3‘".‘ 'H‘Te"'r rFE!IH H'\I‘”l-ﬂ.ﬁ‘_.‘
removal-do-not qualify for the preminm.
REFERENCE #5850

Withinthe- Bepartment—of-Correctiom{excluding those assigned to—the Training—and
Dwehapmem—u-m{—ﬂﬁd Fmepgeim—(—}iw&mm Linit—eertfied-instructon—ol delfepsive
w&HHLpMﬁ#weﬁt%}H&H—[—&-ﬁ—G{J-}—pef haur Fwﬂevew—heﬁl'—eﬂgaged HE iR HI rUCHOR 10
oF-th-receiving ve-certieationtrinine

assigned-on-andiortesting-of -high-vollage distribution—systems of 751 volls-ormere and
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REFERENCE#33;

and-one-hattpercent{7. 3% Hor performing dutiesaso Field Traintpe Offieer {510 Such
duties-will-be-assigned-in-writing and as directed by-management.

BEFERENCE #55:

Baste-satary-plus-bwoand-one hall pereent253% -or-SecurityGuoards—and Residential
asstgned-ta-the Special- Commitment Center (SCCHfirefighting response-team.
REFERENCE#56;

defined by REW49.17.180(6)Industrial Hygienists and Safety & Health-Speeiakists-will
enter-a hazardous—worksie to-consultinspect-or investigate where serious-hazards are
REFERENCE - #59:

Basic sabary phisfveperean {5"*«}%—&—19&“4 te-irained-and-gualitied employeeswhe
are avrehed-mrembers of ey teimiy: Bmergerey Response
Feanrt bR T Spectadbmersency M#HH%;W& Foam-HNF
Crisis—Negotiation Feam (CNT-and Critical tacident Stress—Management (CISM),
worked-duringansutherized teamrelated assipnment-or-tratnne.

REEERENCE #62+

Within-the Washington Stale Patrok basic-salary plusfive percent {5%) shall-be-paid-to
Nerthwest—Hightntensity Drug-Trafficking Ared-employees—for perlornine criminal
wteHigence —and—investigative —analysis —work—Aetivities—include —de-confliction

aunications—with—other—government public—safety—igeneies—for—officer—safoty,
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e e s enben o s aesier pemen b bes i/
vities-andi owine individuals and-thei
For certified Department-of Transportation-employees-in-pesitions-permanently-assigned
between-step-M-of-theHishway Maintenance WorkerZ-class—and-step-M-ol-the-salary
: ) : » _ .
Fer—ehe—FmW 2 Yo Forthe-Hmon:
Seott-lyderss OFM Leanne-Kunre
Executive-Director
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
_ 7% 01202022 _Lran~ . W 9/ /25
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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FHE- WASHINGTON FEPERATION OF SEATEEMPLOYEES

. Difice of the Seeretary of State - COVID 19 Vaceination Requirements
Haie Ihemeﬂ&am

(—'}Fﬁee—ehhe#.eema-r-y ol Stale die ﬁew—retf&ﬁeekw-heeem&&blly—v&eﬂmd—%hﬂ&ﬂﬂ
approved-aceommedation nsprovided i this Memorundin of Understanding (MO ).

Al employees-will take the necessary stepsto-be-fully vaceinated by February 25, 2022
or-be-approvedfora-medical or religious aceonmodation, oiless-othepsise authorized
under this MOU-

The definition of fully vaccinated inay-ta-the futiretretude FDAapproved-booster shots
Fhe partiesaerestomeetwithin thirty (30) enlendar dovs oF any anpouncementthatbooster
shots with become a reqiiiremen for contted emphvment-and bargam the thipacts @
seed-finth tadehieve the health and safety soal.

o ——Caonditions of Employment and-beave
a—Hthe provisions—in-the-following Subseetion Hoor 1o do-netepplyor are
o prtetird-memploves fade o provide proot ol betag fully viconeted
by February 25, 2022, the employeewill-be-subject-+o- non-disciplinasy

sepiratot e t-the bt davobemplovinert on Febris 252002

b. Han-employee has submitied-an-exemption request-by-January 28, 2022,
and-eoapertteswith the process, the followane will apply:

i. Hoan emplevee s deeottiodoton Fedqrest-at Hie exempiion stepa4s
still-betne reviewed on-Febroary 252022 theemployeewill - be
&mﬁﬁﬂﬁd—m—telewmk—d"—ﬂmhh}e Where the mﬂphﬁﬂ haa
mw—mﬁmdﬂfﬂﬁk}%m{?}ﬁﬁeﬂd%%—&ﬂd—men
will be regriterdb e sapheableeaton leav ol porsonad beave die
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prevsontal holiday, leas e seithostpayos aeombimatan ol thesealier
February 25, 2022 unti-the exemption decision 15 provided,

H—H-an-employee’s exemption request has been approved but an

H&W%%Mﬂ%ﬂ—b}mﬁa—iﬁ—zﬁi—l—m
oy,

Pdﬁﬂﬂﬂ-l—hﬂl-ﬁdﬁ—'-&ﬁk—&“—&h&ﬂ-&)ﬂy;w &emﬂbmmmﬁﬁ# ihe«re ety
Febraary-25-2022 wntib an-acconmnodation determimation-ismade.

eﬂﬂh%ﬂ—&l‘—ﬂ&eﬁe—&&rma—bh&ﬁ#%m {3%) LH‘I’MHTH

M@Wﬂﬂﬁd&%ﬂdmm%{éﬁ
eplendar—day - period wall result m non-discipbnary

E—Hanemployee hasreceived-their Frst dose by Febriary- 25,2022 but-will
not be fully vaccinated by February 25 2022 the emplovee will have up te

torty—five 5 hemlendar-davs Hronrthe date they received thetr first dose 1o
besome fuliy vaccingied

b

—I—Emr—re—l-—ebmaﬁr—i!ﬁ—"{-h.—.—tlw emp!w St prmrde pmcal"— el

- ﬁm*pkﬂ‘lmﬂ-l—ﬂﬂ

Fehmaﬁ%a,—}&,l

After February 25, 2022 the emplovee must use apphicalle vacation

leave personaleave day-personabheliday, leave withoulpay—oea
vertthanalson of Hhese s thee beesme By vacomaed

the forty-live {ﬁé—e&lend&l—dwﬁq—lﬂﬁﬂmﬁe—pmwde provt of being

ety accmated it thedortyHve 15 calendar diy perod wad
Festtht 1 pen-disciphinary-separation.
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- B—TFimeline -extensions—under Subsections—hund—e-willnet-extend-non-
perinanent of preject-appenrtient end dales.
il E\ $f'ﬁ‘¥l'a" IEFE:I E E"\...I'!

———-pre-sepatation-potice tor non-vaccinaton stattrwitl-beseni-to

impacted-employees by February 42022 +ia U.S-Mail-and work
e-math-a work e-math address s amvatlable- The notiee will-inchide
thereasentortheiptendedseparationandan-opportunittorespond
l-l:)—l-he—pl-e-ﬁef}a-mi-lﬂﬁﬂei—l% ettheratavirtabmeetingseheduled by
thetmplover oF it withneH the emplovee prefers: and-thatthe
emple#ee—h—ﬂ*ﬁﬂed—m—km Fepreseitabion a4 preseparation

#———Fhe-lmployerwillprovidetothe Unionu list of these emplovees by
Fobrmrs ba 2020
Hi—H-theforegoing provisions-in-Subsecton-1b-or te-do-not-apply—or

are-notmet-and-an-empleveefails to-provide proof el being—fully
mmmed—nem&ef—nefhdmphnwﬁpamuen—wﬂt—besem tor-the

e————Medieal-or-Religions Exemptions-and-Accommodation-Process
a——bmployeeswillinform-their Hman ResovrcestHEB - representative—either

b.

verbalby—orin-writinz—torequest-a-medical-orreligious—exemption-and
aecontmodation.

——Aeommmodation-reguest formswilb-beposted-to-the aseney 5 Stalf
Site-and-will-be provided-to-emplovees-uponreguest:

H——When-an-employee requestsa-formthe Bmployver will provide the
formowithinthree £3) business days of the regquest.

——Employees-are strongly-encourngedto-submit-compleled-necessary
materials-nolater than-January 28,2022 1o betierensure their

Feqtest-are processed-timely—Hewever to-the-extent that requests
are-received-afier that datethe Employer will continue processing

reduestsrecervedthrouph February 25,2022
—Based-on-the-information submittedthe Employer will determine-whether
a-nedieator-religiousexemptionis-approved:
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t: he Lmpleverwill conductadiligent review and search for possible
&r:eemmadwm«w%—mﬂﬁﬂ—the-aﬂeﬂw e Enplover sl attempe o
gecommodite the emplovee  thetrcarrentposttion priorto looking
aﬂmmmmﬂemﬁw }Fﬂna-liemul:we

ﬂp&ﬁﬁ#ﬁﬂﬂmlﬂm i&t&ﬂ-ﬂ-&k‘FfH—ﬂ-}ﬂ—&Eﬁ:ﬂH}ﬁmtiﬂH% process H un
aecommeodation Ss—pot—avarlable i the eurrent—position—The
Employerwill-consider telework in its determination.

H—:"‘t-l+ﬂl-ﬁp|-ﬁ¥d& %hﬂgmmﬂmad&mn—maﬂ—mﬁpehﬂﬁ \H-l-l-? Hw.-

i The-employee-will-be notiied-in-writing of the tecommodation

e Hoheeniloves 1Iea~l+ne~r ihe ﬂébﬂmmﬂddﬁﬂﬂ—&ﬁel‘ﬁi—hv l-l-ae

d—AH nfornation thsclosed to—the tamplover—during the acconimodation

process-willbekeptinaeconfidential medieal file only This-infornation
wil-onbrbeaceessed-orshared by the Emploveronaneed-o-know-basis.

Upon request.an-employee-will be provided a copy of the information-they
subrritted- ok their accommodalion regrest

An-employee separated-due—todisability will -be placed in-the-General
Gevermment-Transiton Pool Program-ithey submitawritten request 1o the
agency s HR -Ofice inaceordaneewith WAC 357-46-000 thronsh —H05
Folewineadisability separation, indhviduslsmavregnestreemplovment
aecordance-with-the requirements-of WAL 35719475

3 Vacoination Verfcnti
Adbiformation diselosed 1o the Emplover duning the vacemationvesthication
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mfonnation will only be accessed oF shared by the Emploveron-aneedtotehew
bﬂﬂb—‘ 3 o

T ) Edueatl
w0 Vaccimton educahion may-beprovided o work e rohere remostable;
operstionily possible by apd with established atbiiy sroups, or other

e e preiertibe st e s o s de]e

b Enplovees who lave dHRcoiny acoessing vaceindhons: dueto-thebremole
lﬂ&ﬂHﬂH—H&hﬂl—t&F&Hﬂi—H{ﬁﬂe& -w#l—lmtafm—l-lﬁum- »upewm or—HR

msﬂa&ﬁpmmqaeﬂ

¢ - Time spent taveling o the vacoimation sie and fre sperd fecebene the
Wﬁ&%ﬂﬂdﬂﬁéhﬂ%%‘l&éﬂ- wmﬁmed-etﬂhifﬁ}himw

meu-nuheﬂ i Hﬁl- ﬂ-u-u-ll-dh-lﬁ #ﬁﬁdﬂy ﬁﬂd aﬂhjee{ i Aﬁpﬁiﬂ{mg Authonty
- - kit
-
tetework-optioi-avithible, and the emploves’s seorued sick leave toad 115k
& Pessonnl Bewve Pay

Actber bebetese L0 2022 and e deter dhas Muarel S 2020 emplovess esse
- acvotits will be credited one {11 additionad personal leave day, His personablesve
day-has-po cash value snd srust be tahen by June 3, 2023,

e Ageney Plan and Emergency Contracting
Aty formtahred dueper plardeveiaped by the lmployer regardime stalting inpaes
due to vavancies created by the vaccination-directive willbe provided-tothe bnon

as-S00R-85 admmmimhva]y Faaslbla Ther Umm’r may request to meet to discuss
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Ariv-enterzeney contetiteott-dhe o shart stalting as result of this mandate sl

& Retirement

H-anemployeeisnottully vaceinated by February 25, 2022 snd hus provided
verifieationfrom-—the-Departinent of Retirement Systems{(DRS}that-they have
subimitted retivement puperwork. the emploves Moy e seeriedteave of leave
MWWW%WWM Aﬁ;ﬂ—’%ﬂ—mﬁ—

Fheuse ot acerued-lenve shall besubjeet to-the ed
w the Collective Bargwinine Aerecment
datis
H—By-mutoal-agreement, any grevence peraiHRzto-provisions s MOU-will be
Fhe-provisionsof this MOU shal expire o April M 202 L and-may berenewed upon
mutunt sgrecment
Tentative :
FENFATIVEAGREEMENF REACHED
For the Fmplover: For Hied e
st 2423 — % e
Tathowr Nepoliat WSkl kS L enibe 28
Laber Advocate
TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
ﬁ% 09/12/2022 2 LA 9 A 1/)}
Scott Lyders, OFM Date Chris Fox ‘ Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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Mo MEMORANBUM-OFUNDERS FANDING
BETWEEN
:FI l E S:I 4 :IE H F'“r.‘ \l' I "? ¥ F-,:I:H _ﬂ'
AND
FHEWASHINGFON-FEDERATON OF STATE EMPLOYEES

Washington-State Depurtment-of Veterans-Affairs Temporary Voluntary

fl'-he—p:u%eﬂv—&aw 'Fi-i‘-.'ﬁ'*-l-ﬁ—d—b-l-‘-‘ﬂ-l-l'it‘ﬂﬂle *eenﬁmem—mm—remmm inste-with-—+the Nursing

h b =

—
= D 00 ~J N

11 aadfewnh&n—ﬁwehmﬁuem%ugem-y W@Wﬂmm
12 eurvuinerable veterans—we-are here-teserve-as-well-as-business—operations, and—it-is

13 eontributing-te-asignificantloss-in-federal reventie as-we are not-admitting residentsin our
14 facthtiesbeeause-of st ssnesAdditionallymessures need to be-tuken-immediately
15 WMWM&M—HWH%%W%%M
16  missionof. “serving those who-served.”

17 thetemmsebihe MOL fy-besibjeetto-change Harepowalisupreed upen-by-all- purties,
18 prev-to the expirabondate. Fhis-MOU-s-directly tied-to-the receiptof federal-matehing
19 funds through-the-Veterans Home Nursing Reervitment & Relention Geant Program-and

20 muybesubjectto-change depending on-fnanciaHoasibitity Ao-include receipt-and-timing
21 ofsuehsaid-funds—Eorther the voluntary incentives will-be taxed-similar-—to-all-other
22 taxuble neome

23 Tothatend the partiesasreeto:
24— Voluntary Reeruitment-tneentiver WDMA will provide a-recraitment-ineentive

25 payment{sH-to-new NAC-or NAC-Leadsat-all- WDVA-Skilled Nursing Faeilities.
26 Fhese recritmentincentive payiients) will expire on-September 30, 2022

27 H—Adrieentive paymentof one thousand-five hundred dolars+ 51, 500.00) will
28 be-pardto-employees—who-are hired nto-a-permanent. full-time NALC o
29 NACLead position;-effective-on their offieial-date of hireno-earlier-than
30 the date-ofsipame tus MO

31 bF——An-incentive paymentof one thousend-five hundred dolars£54-500.00) will
32 be-paid—to—employees hired-—on—or-afier October 42021 and-whe—are
33 evrrently-ti-probatienary period-for a permanentfull time NAC or NAC-
34 Lead position-on-the-eflective-date- o the MOLL

35 ¢ -An-neentive paymentofone thousand five hundred dotars ($1.500-00) will
36 be-paid-o-permunent, fell-time NAC o NAC-Lead who-are hired-on-or afie
37 Oectober—,- 2021 —cffective-—uponsuecesstulcompletion-of probationary
38 period-andrequired treimng eompleted:

39 i H an-employee-receivesthe-paymenttsh deseribed-above-and-resisnsor s

40 separttedtron-emplovmentwithineone (Hvear of their offeial start-date.
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1 the—employee—must—pay—back—the—ful-incentive—amount—received-by.-the
2 - st tr-offictal-start
3

4

5 emp*wee—awat—w—baek—&%@{h»ﬂ&m#ed—dellﬁm-

6 3 e—a—r-eteﬁﬁeﬂ—meemwe
7 W R -

8 ~

9 beﬁ&ember—?rﬂ—lnl‘?—

10 == - 5-(53:000-

11 paid-to-permanent—fit-time-NAC-or- NAC—Leads-at-al-WDVA- Skilled
12 .I.' WP PU REPE : . Chgiean o b N “ ‘: 3 "q [

13 for-one-{h)-calendaryear-as-of September 30202l -and-who-are-meeting
14 performance-and-work-related-standards-as-described-in-the-performance
15 plan-process:

16 B ecaives 3 o _.'a _\
17 separated-tronremployment-within-ene-()-year-ofreceipt-of-the-retention
18 111 anti 3 st-pay-back Heertve e
19 by-the-eniployee—li-the-employee-leaves-within-twe-(2)-years-of receiptot
20 o . L. . — 3 5 y el 8 s 5
21 five-hundred-doHars)—H-they-leave prior-to-three3)-yvearsfrom—receipt of
22 the-retention—ineentiverthe—employeemust-pay-back-$500-(five-hundred
23 doHarsy
24 <fp s " ’r' S LA . Gz ,.-. ‘ evas el
25 to-participate-will-be-required-o-sign-an-agreement-with-alrelevant-terms-prior to
26 recetving-the-payment:
27 BH— W«DMA—% dppmved ml an addm{mal yeaa of fhem\/'eteram—ﬂome—h\mhmg
28 e e
29 %F&pmeﬁhaiemeﬂmeﬁ{&th&s—MQU-nMata—maﬂMendaySeptemberé—Q%}
30 ThisMOU-willexpire-onSeptember 30,2022,

31  Dated:-February-18,2022

Siﬁhh'iﬁ P,i"th‘”’ i 'IhEH‘ P“E!gﬂt]'it!”: K "!:t é‘]ﬁﬂ’g;lf], I:}]’FH@F ﬁf.a ii”ﬂf""‘f‘
OFM/BHR/ARS WESEAFSCME-Couneil-28
32

33
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
09/12/2022 Y P b i, ,1_}/1.L
Scott Lyders, OFM Date Chris Fox \ Date
WFSE/AFSME Council 28

Labor Negotiator

Chief Negotiator
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AND
DEPARTMENT OE CHIBREN, YOUTHAND-FAMILIES
AND
WASHINGTONEEDERATION-OESTATE EMPLOYEES
g Ovettimekx ; ees Providing Relief Cov Outsid
wmaﬂﬁwwﬂ*ﬂw
—m tonField€ oms

During the- COVID19-pandemic,the Deparment-of Children Youth-and Families
Operations-staff are experiencing significant fatigue and diminished work/ife balance due
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limited-to-work related-to-initial face-to-face (IFFs), monthly health-and safety vistts, and

7 ive Services-{CPS)Family R se (EAR),-Eamily-Vol
Services VY E) and-Child-and Family Welfare fCEWS),
The Ernel Uni he following:

F-Emergency-staffinglevels will e determined-at-the sele diserction-of the Assistant
. EChitd Welfare.

2. Fhe-Appointing-Autherity. in-consullation-with-the Assistant Secretary-of Child
Weliarerwill determine-when-employee volunteers-areneeded-to perform work
based-tpon-the-emergency staffing sittation at their faeility. Denials-ofany-olferts
volunicer witlnot-be-subject-to the-grievance procedure in Article 20 Grievanee
Procedure.

to-or-call-stafl and WESE represented-overtime eligible employess at-the facility

4-Dvertine-exemptemployees-willreceive how—torhour stratghi-tine compensation
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/1 (2

For the Employer: For the Union:
- 7% 09/21/2022 o~ V\J:@
Scott Lyders, OFM Date Chris Fox N Date
Labor Negotiator WFSE/AFSME Council 28
Chief Negotiator
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W%WM&W%WM Pﬁ‘f&hﬂlﬁ“—)‘
AdfthatePsvehology AssociatePoyehologist 3-and Psyehologist 4—The Psyehologist
elasstfieations-are-eritical- to-meet the standard of eare within the BHA and DDA faeilities.
t—w-eHor—to—atiractappheats—to—vacancies—within-DBAsnd-BHA—and-be more

eopetitive-with-other-emplovers—the parties-asree to-the tollowing:
Assignment Pay for Psychologist:
4y {M@mmny—(—rmup-t— Aﬁ-ﬂgnmem—llwa#mﬁewem—%ﬁ—m

Z—FHhe—Group—C—assigament pay—outhaed—n-MOE-—T “Appendin 0" for Fot
Stetlaconm-Competeney-Restoration Program (ESCRP) Psyehologist 4 5-0f 7.5%
m#b&dﬂe&nﬂﬂﬁdw&h&eﬁbeh%dﬂ#&ﬂﬂhm—%m&bﬂepl&eedbﬁhem
antilired insechentof this MO
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
= a
; g?'f; 09/12/2022 o }-E-\.(_"J "I_/E.J- 22
Scott Lyders, OFM Date Chris Fox f Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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~ ‘-' oy 3 NN a ok < " rar Y £ % sgspdan r‘iﬂﬂ.‘
T 123 o [=) & N
serviee-dehiveryand-ensuring-staflFand-resident/participant-satety-—247 StafFare

&y

r=) v

hours-they -are-working-in-order-to-meet-operational, patient. resident‘participant—and

and-helpreducestafi-tive—the Departmentof- VeteranA ffatrBVAY has-implemented
L - ‘.l .1 Is ‘- Il M I. f,—‘|-|i|i|ii3“.;

. 4 5 5
patient/resident-care—tood-serviee—eustodial-and laundry-serviees:

The-Employer-and-Union-agree-to-thefollowing:

2Hhe-AppemtneAnthorty-wit-detesminewhen-employee-volunteersarc-needed-to

= o -

assipned-to-the avolunteeranderthis MOU—This-includes

=
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Ccontactng MW&%%H—HH&H&—&H—&H#H&H and- WESE represented overtime eligible

sl receive hour-for-hour straieaht
mmmmmmmmmmm
wite-witlenrby-apply-to-houts speit performing-the duties oL the job-for- which-they-are
mlmﬂ&mgdum;g%ﬁﬁng—emﬁmey%uwk—dﬂmmﬂudﬂm stek,

S—Adlemployees-whevelunteer and-ure upproved-to-perform work outside their-resvlar
job-duties-will-be provided-training-and-oversightto-allow then-to-perform salely the
eates-they are voliteering o cover.

Effeetives July 1.2022

Dated:-Juneld; 2022

TENTATIVE AGREEMENT REACHED
For the Employer: For the Union;

*7%4 09/12/2022 L R S Q///)./))_
Scott Lyders, OFM Date Chris Fox 4 Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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Bue-to-staffing shorlages-the Department of Social and-Health Services hsHsy
(DDA} is-having-ohallenges-attracting and retaining licensed healtheare workers i the
Lieensed Practical Nusse 2(1LPN2) and Licensed Practical Nurse 4 {EPN4}and Psyshiatrie
b Reeruitment Incentive:
permatent fl-time-or permanent-par-time LPN2 oe-LPMNY positions-wil)
fecetve ¢ $1700:00-reeruitment incentive-to-be paid-as follows:
Hpo-completion-of

eompletion-of one{H)-calendaryear of emplevment-following
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eempletionof their probationary-period.
H—Fer“_ Ba=i BRRtanfiers Fisam [ -Iw'l.'-l'l_he

one-thealendarvearof emplovmentfoHowine completion-of their
probationary-period) and prorated based-on-the percentave of time
they-have been-permanenth-scheduled-to-work.
ti——Currentstafl ineluding those in-en-eall positionswill receive the
they-aeeepta-pennanent-full-timeoF permunent part-time LEN
b New-employees hired-from-ouside ol state service into-permanent-fubl-time
t———For permanent-full-time employees: $850.00-upon-completion of
o, Bisidsad F o collowi
:  th AT
paid-on-thesame-schedule-and-proportions-as-above {2 upon
eompleton-of the- probationary perlod-und 2 upon-completion-of
ene-threslendar year ol employment following completion of their
probationary-periodand protated based-on-the-percentage of time
t——Currentstaft neluding those-in-on-call-positions with receive the
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1 sime-eentives us-deseribedabove i Parts Hb)and-Hb Wi, if
2 they-aceepta pernanentfull-time or permanent part-lime PSN
3 position
4 e—Psyehology Affiliate and Psychology-Assoeiate: New-employees hired from
5 ottside ofstate-service to-apermanent Tull time oF permanent par-time
6 Psychologist AffiHate Associate position-will receive a $1700.00
7 Feerdiinentrecntiveto-hepatdasfolows:
8 | t——For permanent-full-Hime employees: S¥50:00-upon-completion-of
9 theirprobationary period-andthe remaining $RS0.00-upon
e completion-ofene tH-calendur year of ermployment folowing
11 ' eoimpletion-of theiprobationary peried:
12 #——Hor-permanent par-time employees: The above amountwilb-be
13 piid-on-the same-schedule snd-propertionsasabove (1.2 upon
14 : eorpletion-ofthe probationary-period-and-H2 upon-complation-of
15 ane( 1) calendar year of employment following completion of their
16 prebationary-period)and prorated based-on-the percentuge-of time
17 they have been-permanently scheduled to werk:
18 HE——Currentstatl-including those-n-on-ealbpesitions—will receivethe
20 they-aeeepta-permanenttull-thne o permanent part-time
22 d—— New employees whe are hited from-outside of stale service into-a pernianent
23 Ffirt-time-of permanent par-time Psvchelogists3-or-4-position witlreeeive
25 e peratanent-tabrmecmployees:
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+——82500.00-upon-hire and sueeessful completion of New
Employee Orientation; and,
- 2——32300-00-upon-completion-ofthel-probationaery-periodand.

probationary period.
o permanent pari-ime employees:
+—— The-above wmounts under tull-tirme employees-will-be paid

on-the same-scheduwle-and proportions-as-above {13 upon
hireH3-upencompletion-of the- probationary-period. and-the
ompining_t4a Lot : i ontondns :
emplovinent-tollowinecompletion-of their probationary
period)-and-prorated-based ot the-percentage of time they
it Current staff, ineluding these-in-on-call positions, will receive the
serviee-hired after theeffeetive date of this MOU-Fermeremployees
rettFitE-to-state service and-hired-into-these positionsmst-have at-Jeasta
- si-{6-month-break in-service to-qualify for the ineentive.

a——EPNZ and LPNA PN and LN s hived-into-permanent fab-time and
peranent-par-time posttionsatier-fby 4 2024 throuph July 1. 2022 il
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1 reeetve-a-51-700.00-retention-theentive-The-retention-incentivewill-be-paid
2 : s : -00: ; 5 ;
3 2623
4
5
6
7 ¥=20:=2022;
8 e—Psychology-Affiiate-and-Psychology-Associater Psycholosy-Affiliate-and
9 Psyehology—Assoeiates—hired—into—permanent—tul-time—or—permanent
11
12
13
15 agreement-witl-receive-a-$7500-incentive-Theretention-incentive-will be
16
17
18
19
20 status--proportion-to-that-requiredHor- full-Hme-employment.
21 |
22 ineentives-are-enly-entitled-to-ene-incentive-under-the-terms-of this- MOU.
23 s——HEmplovees-wholeave state-employment-during-the-Hife-of this MO will
24 not-be-entitled-to-the-second-installment-of the retention-incentive-
25 3 Referrallnecntives:
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1 Ay-permanentiv-appointed stal of DSHS employed withinthe BHA or DB A
4 positionsin-the-following-classifieation’s, LPN2 or LPN4. PSN, Psyehology
6 receive-a-52000.00-incentive payment. The criteria-are-as follows:
8 ehigible to reeere payvient,
10 appHition oF oabetrdie-process.
11 e—Payient-willbe-madein-two-instalbments-SH0000-once-the referred
12 ' employes-besins-employmentand successfully completes New-Employee
13 Orientationwith BHA or DBBAand 3H000:.00-upon-thereferred emploves’s
14
15 - & Should the candidate leave stale service prior-to-eampletion-of their
16
17
18 :
19 ity etk
20 mandatory-deductions—Payments-under-this- MOU-will-be-paid- within4wo
21 Pratv-perteds
22 following-the-aeney sverification-that the eriterinunderthe MOU-have
23 been met. This-verification process-may result-in-a delayed payment under
24 Hus-parasraph.

25 FhisMOU-and-all-elthe provisions-contained within-will expire on-June 30,
26 20232025

27
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TENTATIVE AGREEMENT REACHED
For the Employer: For the Union:
_ 0911212022 on ’3?,52 Y12/
Scott Lyders, OFM Date Chris Fox Date
Labor Negotiator WFSE/AFSME Council 28

Chief Negotiator
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