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This Agreement is made and entered into by the State of Washington, referred to as the
“State,” on behalf of each separate institution of higher education, referred to as the
“Employer,” and the Washington Federation of State Employees (WFSE), AFSCME

PREAMBLE

Council 28, AFL-CIO, referred to as the “Union.”

It is the intent of the parties to establish harmonious employment relations through
mutual cooperation, provide fair treatment to all employees, promote the mission of the
institutions, recognize the value of all employees and the necessary work they perform, to
determine wages, hours and other terms and conditions of employment, and provide
methods for prompt resolution of disputes. The Preamble is not subject to the grievance

procedure in Article 30.

The following are the Institutions of Higher Education:

District

College

8
12
17
5
10

13

24
22

21

Bellevue College

Centralia College

Community Colleges of Spokane
Everett Community College

Green River Community College
Lower Columbia College

Peninsula College

Seattle Community College District
Shoreline Community College
South Puget Sound Community College
Tacoma Community College

Whatcom Community College






11

1.2

1.3

2.1

2.2

2.3

2.4

2.5

ARTICLE 1
UNION RECOGNITION

The State and the Employer recognize the Union as the exclusive bargaining
representative for the employees described in Appendix A.

This Agreement covers the employees in the bargaining units described in
Appendix A, entitled “Bargaining Units Represented by the Washington
Federation of State Employees — Community Colleges,” but does not cover any
statutorily-excluded positions, or any positions excluded in Appendix A. The
titles of the jobs listed in Appendix A are listed for descriptive purposes only.

If the Public Employment Relations Commission (PERC) certifies the Union as
the exclusive bargaining representative during the term of this Agreement for a
bargaining unit in any of the Employer’s institutions of higher education, the
terms of this Agreement will apply.

ARTICLE 2
NON-DISCRIMINATION

Under this Agreement, neither party will discriminate against employees on the
basis of religion, age, sex, marital status, race, color, creed, national origin,
political affiliation, military status, status as an honorably discharged veteran, a
disabled veteran or Vietnam era veteran, sexual orientation, any real or perceived
sensory, mental or physical disability, genetic information, or because of the
participation or lack of participation in union activities. Bona fide occupational
qualifications based on the above traits do not violate this Section.

Employees who feel they have been the subjects of discrimination are encouraged
to discuss such issues with their supervisor or other management staff, or file a
complaint in accordance with the Employer’s policy. In cases where an employee
files both a grievance and an internal complaint regarding the same alleged
discrimination, the grievance will be suspended until the internal complaint
process has been completed.

Both parties agree that unlawful harassment will not be tolerated.

Both parties agree that nothing in this Agreement will prevent the implementation
of an approved affirmative action plan.

Both parties agree that nothing in this Agreement will prevent an employee from
filing a complaint with the Washington State Human Rights Commission, Office
of Civil Rights, or the Equal Employment Opportunities Commission.

WFSE HE CC 2012-13
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3.1

3.2

3.3

3.4

3.5

4.1

ARTICLE 3
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 promote a
college’s/district’s business, 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 and/or the employee’s union representative
believes the employee has been subjected to inappropriate workplace behavior,
the employee and/or the employee’s representative is encouraged to report this
behavior to the employee’s supervisor, a manager in the employee’s chain of
command and/or the Human Resources Office. An employee or the employee’s
representative should identify complaints as inappropriate workplace behavior.
The Employer will investigate the reported behavior and take appropriate action
as necessary. The employee and/or union representative will be notified upon
conclusion of the investigation. Upon request, the Employer will provide the
employee and the union representative with a copy of the investigation report.

Retaliation against employees who make a workplace behavior complaint will not
be tolerated.

Supervisors, managers and Human Resource Office staff will be trained on
Article 3, Workplace Behavior. The Employer and the Union may agree to joint
training on workplace behavior for all employees.

The procedural aspects of this Article are subject to Step 3 of the grievance
procedure only. No other grievance steps apply.

ARTICLE 4
HIRING AND APPOINTMENTS

Filling Positions

A. The Employer will determine when a position will be filled, the type of
appointment to be used when filling the position, and the skills and
abilities necessary to perform the duties of the specific position within a
job classification. The Employer can fill a position on a full-time or part-
time basis. Consideration will be limited to employees who have the skills
and abilities required for the position. Positions will be posted for at least
ten (10) calendar days.

When filling positions, the Employer will consider employees on the
appropriate layoff list and the most senior candidate on the internal layoff
list with the required skills and abilities who had indicated an appropriate

WFSE HE CC 2012-13
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4.2

geographic availability will be appointed to the position. If there are no
names on the internal layoff list, the Employer will consider internal
promotional candidates and employees who are requesting a transfer or
voluntary demotion prior to considering other candidates. The Employer
will offer an interview to at least two (2) transfer or voluntary demotion
candidates with the skills and abilities required for the position.

An internal promotional candidate is an employee who applies for
appointment with his or her college/district to a class with a higher salary
range maximum.

A transfer candidate is an employee who applies for appointment with his
or her college/district to a position in the same class, same class on a
different shift or to a different class with the same salary range maximum.

A voluntary demotion candidate is an employee who applies for
appointment with his or her college/district to a class with a lower salary
range maximum.

Each Employer will establish an application process for internal
promotions, transfers and voluntary demotions. Consideration will be
limited to employees who have the skills and abilities required for a
position.

Each Employer will establish a posting process that takes into
consideration employee accessibility issues to electronic and hard copy
notifications, as well as geographical issues.

Types of Appointment

A.

Regular Employment
The Employer may fill a position with a regular employment appointment
for positions scheduled to work twelve (12) months per year.

Cyclic Year Employment

The Employer may fill a position with a cyclic year appointment for
positions scheduled to work less than twelve (12) full months each year,
due to known, recurring periods in the annual cycle when the position is
not needed. At least fifteen (15) days before the start of each annual cycle,
incumbents of cyclic year positions will be informed, in writing, of their
scheduled periods of leave without pay in the ensuing cycle. Such periods
of leave without pay will not constitute a break in service.

When additional work is required of a cyclic position during a period for
which the position was scheduled for leave without pay, the temporary
work will be offered to the incumbent. The incumbent will be allowed at
least three (3) working days in which to accept or decline the offer.
Should the incumbent decline the work, it will be offered to other cyclic

WFSE HE CC 2012-13
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employees, in the same classification, with the necessary skills and
abilities, in order of seniority, before being filled by other means.

Project Employment

1.

The Employer may appoint employees into project positions for
which employment is contingent upon state, federal, local, grant,
or other special funding of specific and of time-limited duration.
The 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 attaining 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 for transfer, voluntary demotion, or promotion to
non-project positions. Employees will serve a trial service period
upon transfer, voluntary demotion, or promotion to a non-project
position.

When the Employer converts a project appointment into a
permanent appointment, the employee will serve a probationary or
trial service period.

The layoff and recall rights of project employees will be in
accordance with the provisions in Article 35, Layoff and Recall.

In-Training Employment

1.

The Employer may designate specific positions, groups of
positions, or all positions in a job classification or series as in-
training. The Employer will document the training program,
including a description and length of the program. The Employer
will discuss any proposed in-training series at a Union-
Management Communication Committee meeting prior to
implementation.

WEFSE HE CC 2012-13
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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 classified service any employee
who has completed the probationary period for an in-training
appointment but does not successfully complete the subsequent
trial service periods required by the in-training program.
Employees who are not successful may be separated at any time
with three (3) working days’ notice from the Employer.

If the Employer fails to provide three (3) working days’ notice, the
separation will stand and the employee will be entitled to payment
of salary for up to three (3) working days, which the employee
would have worked had notice been given. Under no
circumstances will notice deficiencies result in an employee
gaining status in the in-training position. The separation of an
employee will not be subject to the grievance procedure in Article
30.

An employee with permanent status who accepts an in-training
appointment will serve a trial service period or periods, depending
on the requirements of the in-training program. The Employer
may revert an employee who does not successfully complete the
trial service period or periods at any time with three (3) working
days’ notice.

If the Employer fails to provide three (3) working days’ notice, the
reversion will stand and the employee will be entitled to payment
of the difference in salary for up to three (3) working days, which
the employee would have worked at the higher level if notice had
been given. Under no circumstances will notice deficiencies result
in an employee gaining permanent status in the in-training
position.

The employee’s reversion right will be to the job classification that
the employee held permanent status in prior to his or her 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. The Employer will
determine the length of the trial service period or periods to be
served by an employee in an in-training appointment.

If a trial service period is required for each level of the in-training
appointment, the employee will attain permanent status upon
successful completion of the training program at each level.

WFSE HE CC 2012-13
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6. If the entire in-training program—meaning all levels within the in-
training appointment—is designated as a trial service period, the
employee will attain permanent status upon successful completion
of the training requirements for the entire in-training program.

4.3 Internal Seniority Transfer Within a College

A.

Prior to certifying candidates in accordance with Article 4.1, the College
will consider all employees requesting an internal seniority transfer. The
supervisor of the vacant position will be given the names of up to three (3)
most senior internal seniority transfer applicants provided:

1. The employee holds permanent status in the job classification and
the position is comparable or less than comparable;

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 his/her 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 seniority
transfer within the past twelve (12) months;

6. There are no current performance issues being addressed, as
documented in the employee’s supervisory file or most recent
performance evaluation;

7. The appointment will not create a violation of college/district
policy;
8. It meets the needs of the work units.

Internal seniority transfer requests under this sub-article must be made in
writing and submitted to the designated human resources office within
seven (7) calendar days of the posting. If two (2) or more employees
request an internal seniority transfer to the same position and they meet
the above criteria, up to three (3) of the most senior employees will be
interviewed and the most qualified for the vacancy will be selected.

Employees who are appointed using the internal seniority transfer process
may serve a trial service period of three (3) consecutive months. The
internal seniority trial service period will be governed by 4.6 B.2, 3, 4,
and 5.

WFSE HE CC 2012-13
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4.4

4.5

H.

If an employee is offered an internal seniority transfer and refuses the
offer, the employee will not be allowed to request another internal
seniority transfer for twelve (12) months.

If an employee requests an internal seniority transfer and does not meet
the criteria listed above, the employee may compete for the position if the
position is filled in accordance with 4.1.

The offering of a formal layoff option in accordance with Article 35,
Layoff and Recall, prior to granting an internal seniority transfer request
under this sub-article, is not a violation of this sub-article.

This sub-article is not subject to the grievance procedure in accordance
with Article 30. If an employee requests an internal seniority transfer and
it is denied, the employee may request a review by the President or
designee (the designee will not be in the employee’s chain of command)
within twenty-one (21) days from the date the employee was notified in
writing that he/she would not be transferred to the vacant position. The
request for review must be filed with the designated human resources
office. The President or designee will respond in writing within thirty (30)
days of receipt of the request for review.

This section does not apply to filling temporary or project positions.

This section will expire on June 30, 2013.

Employee Status

A.

Classified Service

An employee will attain permanent status in the classified service upon
completion of a probationary review period. For positions designated in-
training, Article 4.2 D will govern when permanent status is attained.

Job Classification

An employee will attain permanent status in a job classification upon his
or her successful completion of a probationary, trial service, or transition
review period.

Certification of Applicants

The Employer will determine the number of applicants to be certified to the hiring
official for consideration. All employees on the internal layoff list for the
classification, and all promotional, transfer and voluntary demotion candidates,
who have the skills and abilities to perform the duties of the position will be
certified and will be considered by the Employer, prior to consideration of other
candidates.

WFSE HE CC 2012-13
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4.6

Review Periods
A. Probationary Period

1.

Every permanent employee, whether part-time or full-time,
following his or her initial appointment to a permanent position,
will serve a probationary period of six (6) consecutive months.
The Employer may extend the probationary period for an
individual employee or for all employees in a class as long as the
extension does not cause the total period to exceed twelve (12)
consecutive months.

The Employer may separate a probationary employee at any time
during the probationary period, whether or not the Employer has
evaluated the probationary employee. The Employer will provide
the employee one (1) working days’ written notice prior to the
effective date of the separation.

If the Employer fails to provide one (1) working days’ notice, the
separation will stand and the employee will be entitled to payment
of salary for up to one (1) working day, which the employee would
have worked had notice been given. Under no circumstances will
notice deficiencies result in an employee gaining permanent status.
The separation of a probationary employee will not be subject to
the grievance procedure in Article 30.

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.

An employee who transfers, promotes or voluntarily demotes prior
to completing his or her initial probationary period will serve a
new probationary period. The length of the new probationary
period will be in accordance with Subsection 4.6 A.l, unless
adjusted by the Employer for time already served in probationary
status. In no case, however, will the total probationary period be
less than six (6) consecutive months.

B. Trial Service Period

1.

Except for those employees in an in-training appointment, all other
employees with permanent status who are promoted, or who
voluntarily accept a transfer or demotion into a job classification
for which they have not previously attained permanent status, will
serve a trial service period of six (6) consecutive months. The
Employer may extend the trial service period for an individual
employee or for all employees in a class as long as the extension
does not cause the total trial service period to exceed twelve (12)
consecutive months. If the Employer extends an individual
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employee’s trial service period, the Employer will provide the
employee with written reasons for the extension. Employees in an
in-training appointment will follow the provisions outlined in
Article 4.2 D.

Any employee serving a trial service period will have his or her
trial service period extended, 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.

With three (3) working days’ written notice by the Employer, an
employee who does not successfully complete his or her trial
service period will be offered a funded position in the same
college/district that is:

a. Vacant and is within the trial service employee’s previously
held job classification; or

b. Vacant at or below the employee’s previous salary range.

In either case, the employee being reverted must have the skills
and abilities required for the vacant position. If the employee has
not attained permanent status in the vacant position, the employee
will be required to complete a trial service period.

If the Employer fails to provide three (3) working days’ notice, the
reversion will stand and the employee will be entitled to payment
of the difference in the salary for up to three (3) working days,
which the employee would have worked at the higher level if
notice had been given. Under no circumstances will notice
deficiencies result in an employee gaining permanent status in the
higher classification.

An employee who has no reversion options or does not revert to
the classification he or she held prior to the trial service period may
request the Human Resources Office to place his or her name on
the layoff list for positions in job classifications where he or she
had previously attained permanent status.

An employee serving a trial service period may voluntarily revert
to his or her former position within fifteen (15) calendar days after
the appointment, provided that the position has not been filled or
an offer has not been made to an applicant. The Employer may
consider requests after the fifteen (15) day period. After fifteen
(15) days, an employee serving a trial service period may
voluntarily revert at any time to a vacant position in the same
college/district that is:
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5.1

C.

a. Within the employee’s previously held job classification; or
b. At or below the employee’s previous salary range.

If the employee has not attained permanent status in the job
classification, the employee will be required to complete a trial
service period.

Neither the extension of a trial service period nor the reversion of
an employee who is unsuccessful during his or her trial service
period are subject to the grievance procedure in Article 30. An
employee may request a review by the President or designee within
twenty-one (21) days of the effective date of the extension or
reversion.

Transition Review Period
In accordance with Article 35, Layoff and Recall, the Employer may
require an employee to complete a transition review period.

ARTICLES
TEMPORARY APPOINTMENTS

Temporary Appointments

The Employer may make temporary appointments. Individuals in temporary
appointments are limited to one thousand fifty (1,050) hours of work in a twelve
(12) consecutive month period from the individual’s original date of hire. For the
purposes of counting the one thousand fifty (1,050) hours, the twelve (12) month
period will begin on the employee’s original date of hire. The next twelve (12)
month period will repeat accordingly and this pattern will continue.

A

Represented Individuals

Excluding students, individuals in temporary appointments who work
between three hundred fifty (350) hours and one thousand fifty (1,050)
hours in a twelve (12) consecutive month period from the original date of
hire who are members of the bargaining units identified in Appendix A
represented by the Union, are governed by the specific terms of this
Article. Once the employee works at least three hundred fifty (350) hours
the employee remains a represented individual until the end of the first
twelve-month period in which the employee does not work at least three
hundred fifty (350) hours in a twelve (12) consecutive month period from
the date of hire. An employee who has not worked sufficient hours to
remain a represented individual is excluded from the bargaining unit until
the employee again works at least three hundred fifty (350) hours in a
twelve (12) month period from the original date of hire.
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5.2

5.3

If the Employer deducts fees from a temporary employee’s paycheck and
the employee is later determined to not be a represented individual by a
court or an administrative agency of competent jurisdiction, the Union will
reimburse the employee for the fees deducted. In addition, the Union and
the employee will indemnify the State, the Employer and the State Board
for Community and Technical Colleges for all costs associated with
grievances, unfair labor practices and/or law suits associated with the
deduction of dues/fees from a temporary employee’s paycheck and the
employee is later determined to not be a represented individual by a court
or an administrative agency of competent jurisdiction.

Unless identified in Sections 5.8, 5.10 and 5.11, below, no other Articles
in this Agreement apply to represented individuals.

The Employer may petition the Director of the Office of the State HR
Director for approval of exceptions to the one thousand fifty (1,050) hour
threshold specified above. The Employer will provide the Union with a
copy of the petition.

Appointment Notice

Prior to the start of a temporary appointment, the temporary appointee must be
notified in writing of the conditions of the appointment. The written notification
must contain the following information regarding the appointment:

1.

2.

8.

The reason for the temporary appointment;

The hours of work and the hourly rate of pay;

The anticipated duration of the appointment;

A statement regarding the receipt or non-receipt of benefits;

The employee’s original date of hire in a temporary appointment;

A description of when they may become a represented individual,
included in the bargaining unit and covered by this Agreement;

A statement of the Union’s exclusive recognition and union security
provision; and

The right to request remedial action as provided in 5.7 below.

Compensation

A.

The Employer will continue current practices regarding salary assignments
for represented individuals.

WFSE HE CC 2012-13
11



5.4

5.5

5.6

B. Effective July 1, 2012, all salaries for represented individuals will be
reduced by three percent (3.0%) and will remain at the reduced amount
until June 29, 2013. Effective June 30, 2013, all salaries for represented
individuals will be reinstated to the amounts in effect for 2009-2011.

C. Employees making less than two thousand five hundred dollars ($2,500) a
month full-time equivalent salary as of June 30, 2012 will not be subject to
the three percent (3.0%) salary reduction. If the employee’s base salary is
increased above two thousand and five hundred dollars ($2,500) a month
full-time equivalent salary during the time period of July 1, 2012 through
June 29, 2013, the employee will be subject to the three percent (3.0%)
salary reduction.

D. All represented individuals earning a salary that is equal to the state
minimum wage, will have their salaries adjusted each January in
accordance with the state minimum wage act.

Hours of Work and Overtime

The Employer will assign the hours of work for represented individuals. All
hours worked in excess of forty (40) hours in a seven (7) day workweek
constitutes overtime. Overtime hours will be compensated at a rate of one and
one-half (1-1/2) times the represented individual’s regular rate of pay.

Release Time for Interviews
Release time will be granted to represented individuals for the purposes of
interviewing for positions within the employee’s college.

Suspended Operations

If the Chief Executive Officer or designee of the college/district determines that
the public health, property or safety is jeopardized and it is advisable due to
emergency conditions to suspend the operation of all or any portion of the
college/district, the following will govern represented individuals:

A. When prior notice has not been given, represented individuals released
until further notice after reporting to work will be compensated for hours
worked on the first day of suspended operations.

B. Represented individuals who are not required to work during suspended
operations may request and may be granted a schedule change during his
or her workweek.

C. Represented individuals who are required to work during suspended
operations will receive their regular hourly rate for work performed during
the period of suspended operation. Overtime worked during suspended
operations will be compensated in accordance with Section 5.4, above.
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5.7

5.8

5.9

5.10

5.11

Remedial Action

A. If a represented individual has worked more than one thousand fifty
(1,050) hours in a twelve (12) month period from the individual’s original
date of hire, he or she may request remedial action from the Director of
the Office of the State HR Director in accordance with WAC 357-49.
Following the Director’s review of the remedial action request, an
individual may file exceptions to the Director’s decision in accordance
with WAC 357.

B. Remedial action is not subject to the provisions of the grievance procedure
specified in Section 5.12, below.

Training and Employee Development
Sections 9.2 and 9.3 of Article 9, Training and Employee Development, apply to
represented individuals.

Privacy and Off-Duty Conduct

A. Employees have the right to confidentiality related to personal information
and personnel issues to the extent provided/allowed by law. The
Employer, the Union and the employees will take appropriate steps to
maintain such confidentiality.

B. An employee will report all arrests and any court-imposed sanctions or
conditions that affect his or her ability to perform assigned duties to the
Human Resources Office or appointing authority within twenty-four (24)
hours or prior to his or her scheduled work shift, whichever occurs first.

Reasonable Accommodation
Sections 34.1 through 34.4 of Article 34, Reasonable Accommodation and
Disability Separation, apply to represented individuals.

Other Provisions
The following Articles in this Agreement apply to represented individuals:

Article 1 Union Recognition

Article 2 Non-Discrimination

Article 3 Workplace Behavior

Article 20 Safety and Health

Article 21 Uniforms, Tools and Equipment
Article 22 Drug and Alcohol Free Workplace
Article 23 Travel

Article 24 Commute Trip Reduction and Parking
Article 25 Licensure and Certification
Article 26 Volunteers and Student Workers
Article 31 Legal Defense

Article 32 Employee Assistance Program
Article 33 Employee Files
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5.12

Article 36
Acrticle 37
Article 38
Acrticle 40
Article 41
Article 44
Article 46
Article 47
Article 48
Article 51
Article 52
Article 53
Article 54

Grievance

Management Rights

Mandatory Subjects

Union-Management Communication Committee
Union Activities

Dues/Fees Deduction and Status Reports
Healthcare Benefit Amounts (if qualified per PEBB)
Childcare Centers

Employee Lounge Facilities

Strikes

Entire Agreement

Savings Clause

Distribution of Agreement

Term of Agreement

For the purposes of this Section, a grievance is defined as an allegation by a
represented individual or group of represented individuals that there has been a
violation, misapplication, or misinterpretation, of a provision of this Agreement
that is applicable to represented individuals.

The provisions of Article 30, Grievance Procedure, apply to represented
individuals as follows:

30.1
30.2
30.2
30.3
30.3
30.3
30.3
30.3
30.3

Applies in its entirety.

A does not apply.

B-O apply in their entirety.

A applies in its entirety.

B does not apply.

C, Step 1 applies in its entirety.

C, Step 2 applies in its entirety.

C, Step 3 applies in its entirety.

C, Step 4 applies only for the Pre-Arbitration Review Meeting for non-

disciplinary grievances.

30.3
30.4

C, Step 5 applies only for non-disciplinary grievances.
Applies in its entirety.

The remainder of Article 30, Grievance Procedure, does not apply.
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6.1

6.2

ARTICLE 6
PERFORMANCE EVALUATION

Objective

The performance evaluation process gives a supervisor an opportunity to discuss
performance goals with their employee and assess and review his or her
performance with regard to those goals. Supervisors can then provide support to
the employee in his or her professional development, so that skills and abilities
can be aligned with college/district mission and goals. Performance problems
should be brought to the attention of the employee at the time of the occurrence to
give him or her an opportunity to address the issue.

Evaluation Process

A

The immediate supervisor will meet with an employee at the start of his or
her review period to discuss performance expectations. The employee
will receive copies of his or her performance expectations as well as
notification of any modifications made during the review period.
Employee work performance will be evaluated during probationary, trial
service and transition review periods and at least annually thereafter.
Notification will be given to a probationary or trial service employee
whose work performance is determined to be unsatisfactory.

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:

1. Reviewing the employee’s performance;

2. Identifying ways the employee may improve his or her
performance;

3. Updating the employee’s position description, if necessary;

4. Identifying performance goals and expectations for the next

appraisal period; and
5. Identifying employee training and development needs.

The performance evaluation process will include, but not be limited to, a
written performance evaluation on forms used by the Employer, the
employee’s signature acknowledging receipt of the forms, and any
comments by the employee. A copy of the performance evaluation will be
provided to the employee at the time of the review. A copy of the final
performance evaluation, including any employee or reviewer comments,
will be provided to the employee. The original performance evaluation
forms, including the employee’s comments, will be maintained in the
employee’s personnel file.
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6.3

7.1

If an employee disagrees with his or her performance evaluation, the
employee has the right to attach a rebuttal.

The performance evaluation process is subject to the grievance procedure
in Article 30. The specific content of a performance evaluation is not
subject to the grievance procedure.

Performance evaluations will not be used to initiate personnel actions such
as transfer, promotion, or discipline.

Training on performance evaluations will be offered to all bargaining unit
employees.

ARTICLE 7
HoOURS OF WORK

Definitions

A.

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

Overtime-Eligible Employees
Employees who are covered by the overtime provisions of state and
federal law.

Overtime-Exempt Employees
Employees who are not covered by the overtime provisions of state and
federal law.

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

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.

Work Shift
The hours an employee is 