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WWU Proposal 6.15.26 

ARTICLE 7  

HOURS OF WORK 

 

7.1  Definitions  

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

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

C. Work Schedules.  Workweeks and work shifts of different numbers of hours may be 
established by the University in order to meet business and customer service 
needs, as long as the work schedules meet federal and state laws.  

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

E. Workday.  One (1) of seven (7) consecutive, twenty-four (24) hour periods in a 
workweek.  

F. Workweek.  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 12:01 a.m. on Monday and end at 12:00 midnight the following 
Sunday or as otherwise designated by the appointing authority.  If there is a change 
in their workweek, employees will be given written notification by the appointing 
authority or their designee.  

7.2  Determination   

The University will continue to designate all bargaining unit A, B, and E positions as 
overtime-eligible.  If there is a change in the overtime eligibility designation for an 
employee’s position, the University will provide the Union and the employee with 
written notification of the change.  

7.3   Work Schedules  

A. Work Schedules  
 

1. Regular Work Schedules.  The regular work schedule for full-time 
overtime-eligible employees will consist of five (5) consecutive and 
uniformly scheduled days of eight (8) hours of work in a seven (7) day 
period.  Uniformly scheduled means a daily repetition of the same 
working hours and weekly repetition of the same working days.  The 
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University will determine the starting and ending times and work days 
based on the requirements of the position and operational needs.  The 
University may change the regular work schedule with prior notice to the 
employee as described in Sub-section B below.  
 

2. Alternate Work Schedules.  Employees may be assigned by supervisors to 
workweeks and work shifts of different lengths in order to meet business 
and customer service needs, as part of WWU’s sustainability initiative or 
in response to an employee request as long as the work schedules 
comply with federal and state law.  Alternate schedules will be 
documented in writing. For full-time employees, alternate work 
schedules will contain two (2) consecutive days off unless the University 
and the employee mutually agree to an alternate schedule without two 
consecutive days off.  The University may change the alternate work 
schedule in accordance with Article 7.3B.  When there is a holiday, 
employees may be required to switch from their alternate work schedules 
to regular work schedules.  

 
3. Flex Schedules. Employees whose overtime is compensated at the rate of 

one and one-half (1-1/2) times the employee’s regular rate of pay for all 

hours worked beyond forty (40) in a workweek may work a flexible schedule 

by prior mutual written agreement with their supervisor.  Flexible schedules 

include variable daily starting and ending times based on operational need or 

by agreement between the employee and their supervisor. 
 

B. Schedule Changes  
 

1. Temporary Schedule Changes. Employees’ workweeks and/or work 
schedules may be temporarily changed with prior notice from the University.  
A temporary schedule change is defined as a change lasting twenty-one (21) 
calendar days or less.  Overtime-eligible employees will receive five (5) 
calendar days’ written and verbal notice of any temporary schedule change.  
The day that notification is given is considered the first day of notice.  Notice 
will normally be given to the affected employees during their scheduled 
working hours.  If an affected employee is on extended leave, notice may be 
sent to the employee’s last known address.  In the event a scheduled 
employee is assigned a temporary schedule change with less than five (5) 
calendar days’ notice for reasons other than the employee’s request, the 
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employee will be given the option to work their regular schedule in addition 
to the modified schedule.  
 

2. Permanent Schedule Changes.  Employees’ workweeks and work schedules 
may be permanently changed with prior notice from the Employer.  
Employees will receive ten (10) calendar days’ written notice of a permanent 
schedule change.  The day notification is given is considered the first day of 
notice.  Notice will normally be given to the affected employees during their 
scheduled working hours.  If an affected employee is on extended leave, 
notice may be sent to the employee’s last known address.  

 
3. Emergency Schedule Changes.  The Employer may adjust an employee’s 

workweek and work schedule without prior notice in emergencies or 
unforeseen operational needs.  

 
4. Employee-Requested Schedule Changes.  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.  The Employer 
will inform the employee in writing of the reason(s) for any denied request. 

 
C. Work Interruptions During Off-Duty Time.  Time spent responding to work-related 

telephone calls or texts that are received during non-work time and require a 
response that takes five (5) minutes or more to complete per occurrence will be 
considered time worked.  Employees are expected to avoid calls or texts to off-duty 
personnel that are not authorized by a supervisor or required by a time-sensitive 
work matter.  

7.4  Overtime-Eligible Employees Unpaid Meal Periods  

The Employer and the Union agree to unpaid meal periods that vary from and 
supersede the unpaid meal period requirements required by 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, taking into account the Employer’s work 
requirements and the employee’s wishes.  Employees may request a one-hour (1) 
meal period for Wellness activities or other employee needs. Such requests will be 
granted, provided the University’s business and customer service needs are met 
and no overtime expenses are incurred. Employees working three (3) or more hours 
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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 periods will not be combined.  

7.5  Overtime-Eligible Employees 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 during their shifts while remaining on duty.  Meal periods for 
employees on straight shifts do not require relief from duty.  

7.6  Overtime-Eligible Employees 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 rest periods of fifteen (15) minutes for each one half 
(1/2) shift of four (4) or more hours worked at or near the middle of each one half 
(1/2) shift of four (4) or more hours.  Rest periods do not require relief from duty.  
Where the nature of the work 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.  

7.7 Overtime-Eligible Employees - Positive Time Reporting Overtime-eligible employees 
will accurately report time worked in accordance with a positive time reporting 
process as determined by the University. 
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Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 10 1 
TRAINING AND EMPLOYEE DEVELOPMENT 2 

10.1 The Employer and the Union recognize the value and benefit of education 3 
and training designed to enhance an employee’s ability to perform their job 4 
duties. Training and employee development opportunities will be provided 5 
to employees in accordance with University policies and available 6 
resources. 7 

10.2 Attendance at employer-required training will be considered time worked. 8 
The Employer will make reasonable attempts to schedule employer-9 
required training during an employee’s regular work shift. The Employer 10 
will pay the registration, and associated travel costs in accordance with 11 
Article 24, for employer-required training. 12 

10.3 Master Agreement Training 13 

A. The Employer and the Union agree that training for managers, 14 
supervisors and union stewards responsible for the day-to-day 15 
administration of this Agreement is important. The Union will 16 
provide training to current union stewards, and the Employer will 17 
provide training to managers and supervisors on this Agreement. 18 

B. The Union will present the training to current union stewards within 19 
each bargaining unit. Union stewards will be released with pay on 20 
one (1) occasion during the term of this Agreement for up to six 21 
twelve four (6 12 4) hours to attend the training. Union stewards who 22 
attend the training during their non-work hours will not be 23 
compensated for training. The parties will agree on the date, time, 24 
number and names of stewards attending each session. 25 

Additional release time may be provided in accordance with Article 41.8. 26 

C. The Employer will arrange training on this Agreement for all 27 
bargaining unit employees. The Employer and the Union recognize 28 
the value of and encourage joint training. 29 

10.4 Employees may communicate their education and skill development training 30 
desires at any time, including through the annual performance evaluation 31 
process. 32 

10.5 Employees who wish to use the tuition fee waiver program will be allowed 33 
to do so in accordance with the Employer’s current practice or policy, 34 
provided it allows employees to register no later than the sixth class day. 35 
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10.6 New Employee Orientation 1 

A. When the Employer provides a formal new employee orientation 2 
program, the Union will be given an opportunity to have a Union 3 
representative speak to the new employees who will be placed in 4 
bargaining unit positions within the jurisdiction of WFSE, and being 5 
oriented for not more than thirty (30) minutes to provide 6 
information about the Union and this Agreement. 7 

B. For new employees who do not complete a formal orientation, the 8 
Union will be given an opportunity to have a Union representative 9 
speak to the new employees who will be placed in bargaining unit 10 
positions within the jurisdiction of WFSE for not more than thirty 11 
(30) minutes to provide information about the Union and this 12 
Agreement. 13 

C. When the Employer provides new employee orientation on-line, the 14 
Employer agrees to provide each new employee with an orientation 15 
package provided by the Union. 16 

D. The University will notify the Union, at the email address 17 
NEO@wfse.org, at least one (1) week prior to an orientation process 18 
as described above. This notification will include a list of 19 
appointment letters for all WFSE-represented employees who will 20 
be included in the orientation session. The University will notify the 21 
Union at least forty-eight (48) hours prior to the orientation if 22 
employees who will be placed in bargaining unit positions within 23 
the jurisdiction of WFSE have registered. 24 

 25 

 26 

Tentative Agreement Reached 27 

An electronic signature to this Agreement shall be given effect as if it were an original 28 

signature. 29 

For the Employer For the Union 

  

Tim Reynolds  Richard Becker, Labor Negotiator 

Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 11 1 
HOLIDAYS 2 

11.1 Paid Holidays 3 

The following days are paid holidays for all eligible employees: 4 
 5 

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 June 19 

Independence Day July 4 

Labor Day First Monday in September 

Veterans’ Day November 11 

Thanksgiving Day Fourth Thursday in November 

Native American Heritage Day Day after Thanksgiving 
Christmas Day December 25 

 6 
Winter Break Day To be used between the end of Fall 

Quarter and the beginning of Winter 

Quarter 

Summer Break Day To be used between the end of 
Spring Quarter and the beginning of 
Fall Quarter. 

Personal Holiday To be used during the calendar year 

 7 
11.2 Observance of Holidays 8 

The Board of Trustees may establish calendars that observe holidays on dates other than 9 
those listed above, or as modified by current institutional practices. 10 

11.3 Holiday Rules 11 

The following rules apply to all holidays except the personal holiday and Winter Break 12 
Day: 13 

A. Employees will be paid at a straight-time rate even though they do not work. 14 

B. In addition to Subsection A above, employees will be paid for the hours actually 15 
worked on a holiday at the overtime rate. 16 

C. Permanent and probationary employees working twelve (12) month schedules or 17 
cyclic year employees who work full monthly schedules throughout their work year 18 
will receive holiday pay if they were in pay status on their last scheduled workday 19 
preceding the holiday. 20 

D. Cyclic year and alternate schedule employees scheduled to work less than full 21 
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monthly schedules throughout their work year qualify for holiday compensation if 1 
they work or are in pay status during the month containing the holiday and on their 2 
last regularly scheduled working day preceding the holiday(s). Cyclic year and 3 
alternate schedule employees will be entitled to the number of paid hours on a 4 
holiday in an amount proportionate to the time in pay status during the month to 5 
that required for full-time employment. 6 

E. Holiday Pay. Full-time permanent and probationary employees will receive eight 7 
(8) hours of regular holiday pay per holiday. Any differences between the 8 
scheduled shift for the day and eight (8) hours may be adjusted by the use of 9 
vacation leave, compensatory time or leave without pay. Part-time employees will 10 
be entitled to a pro-rated number of paid hours on a holiday based on their 11 
appointment percentage. 12 

F. Nothing precludes the Employer, with prior notice, from switching an employee 13 
from an alternate work schedule to a regular work schedule during the week of a 14 
holiday. 15 

G. When a holiday falls on the employee’s scheduled workday, that day will be 16 
considered the holiday. 17 

H. Holidays That Fall on the Employee’s Day Off. When a holiday falls on the 18 
employee’s scheduled day off the Employer will provide an alternate day off or, by 19 
agreement between the employee and the appointing authority or designee, the 20 
Employer will pay the employee for the number of holiday hours he or she is 21 
entitled to. 22 

I. When a holiday falls on a Saturday, the Friday before will be the holiday. When a 23 
holiday falls on a Sunday, the following Monday will be the holiday. 24 

J. The holiday for night shift employees whose schedule begins on one calendar day 25 
and ends on the next calendar day will start at the beginning of the scheduled night 26 
shift that begins on the holiday. 27 

11.4 Personal Holidays 28 

An employee may choose one (1) workday as a personal holiday during each calendar year 29 
if the employee has been continuously employed by the State of Washington and/or 30 
University for more than four (4) months. 31 

A. An employee who is scheduled to work less than six (6) continuous months over a 32 
period covering two (2) calendar years will receive only one (1) personal holiday 33 
during this period. 34 

B. The Employer will release the employee from work on the day selected as the 35 
personal holiday if: 36 
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1. The employee has given at least fourteen (14) calendar days’ written notice 1 
to the supervisor. However, the supervisor has the discretion to allow a 2 
shorter notice period. 3 

2. The number of employees choosing a specific day off allows an Employer 4 
to continue its work efficiently and not incur overtime. 5 

C. Personal holidays may not be carried over to the next calendar year except when an 6 
eligible employee’s request to take their personal holiday has been denied or 7 
canceled. The employee will attempt to reschedule their personal holiday during 8 
the balance of the calendar year. If they are unable to reschedule the day, it will be 9 
carried over to the next calendar year. 10 

D. Personal holidays are pro-rated for part-time employees based on their appointment 11 
percentage. 12 

E. The pay for a full-time employee’s personal holiday is eight (8) hours. 13 

F. Part or all of a personal holiday may be donated to another employee for shared 14 
leave as provided in RCW 41.04.665. 15 

G. Part or all of a personal holiday may be used for: 16 

1. The care of family members as required by the Family Care Act, WAC 296-17 
130; 18 

2. Leave as required by the Military Family Leave Act, RCW 49.77 and in 19 
accordance with Article 20.13; or 20 

3. Leave as required by the Domestic Violence Leave Act, RCW 49.76. 21 

H. The Employer may allow an employee who has used all of their sick leave to use 22 
all of a personal holiday for sick leave purposes as provided in Article 13.2 A. An 23 
employee who has used all of their sick leave may use all of a personal holiday for 24 
sick leave purposes as provided in Article 13.2 B – H. 25 

11.5 Winter and Summer Break Days 26 

A. Employees are entitled to one (1) Winter Break Day and one (1) Summer Break 27 
Day if the employee has been continuously employed by the University for more 28 
than four (4) months. Winter Break Day is to be used between the end of Fall Quarter 29 
and the beginning of Winter Quarter; Summer Break Day is to be used between the 30 
end of Spring Quarter and the beginning of Fall Quarter. The day may not be carried 31 
forward or paid out at separation. 32 

B. Employees will be permitted to take their selected day as a Winter/Summer Break 33 
Day if the number of employees choosing a specific day off does not interfere with 34 
University operations or require the University to incur overtime. 35 
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C. The pay for a full-time employee’s Winter/Summer Break Day is eight (8) hours. 1 

D. The Winter/Summer Break Day is pro-rated for part-time employees based on 2 
their appointment percentage. 3 

E. The Winter/Summer Break Day may not be donated to Shared Leave. 4 

F. Upon request, employees will be approved to use part or all of their Winter/Summer 5 
Break day during the period that they are eligible for the Winter/Summer Break 6 
Day when they qualify for leave under the following circumstances: 7 

1. The care of family members as required by the Family Care Act, WAC 296-8 
130; 9 

2. Leave as required by the Military Family Leave Act, RCW 49.77 and in 10 
accordance with Article 19.13; or 11 

3. Leave as required by the Domestic Violence Leave Act, RCW 49.76. 12 

4. Any remaining portion of the Winter/Summer Break Day must be 13 
taken as one occurrence, not to exceed the work shift on the day of 14 
occurrence 15 

 16 
Tentative Agreement Reached 17 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 18 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 19 
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ARTI

CLE 

12 

VACA

TION 

LEAV

E 

12.1 Employees will retain and carry forward any eligible and unused 

vacation leave that was accrued prior to the effective date of this 

Agreement. 

12.2 Vacation Leave Credits 

Employees will be credited with vacation leave accrued monthly, 

according to the rate schedule and vacation leave accrual below. 

12.3 Vacation Leave Accrual 

A. Full-time employees will accrue vacation leave at the rates set forth 

below. Part-time employees shall accrue vacation on a prorated 

basis according to the employee’s appointment percentage. 

B. Accrual rates below shall be based on the employee’s total years of 

state employment; provided that, in order to receive credit for prior 

state employment, employees must notify Human Resources within 

thirty (30) calendar days of their initial appointment of any prior 

work experience for which they seek credit. 
 

Completed Years of Service Annual Hours of Vacation Accrual 

0 Year 120 128 

1 Years 128 136 

2 Years 136 144  

3 years 144 152  

4 Years 152 160 

5 Years 156 168 

6 Years 160 176 

7 Years 164 184 

8 Years 168 184 

9 Years 172 184  

10 Years 176 184 

11 Years 180 184 

12 years 184 192 

13 Years 188 192 
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14 Years 192  

15 Years 192 

16 Years 192 

17 Years 192 

18 Years 192 

19 Years 192 

20 Years 192 

21 Years 192 

22 Years 192 

23 Years 192 

24 Years 200 

25+ Years 200 

C. Vacation leave will not accrue during leave without pay that 

exceeds ten (10) working days in any calendar month, including but 

not limited to periods of FMLA leave and disability leave when 

employees are not being paid by the Employer, nor will credit be 

given toward the rate of vacation leave accrual except during military 

leave without pay. 

D. The scheduled period of cyclic year position leave without pay will 

not be deducted for purposes of computing the rate of vacation leave 

accrual for cyclic year employees. 

E. Vacation leave accruals for the prior calendar month will be credited 

and available for employee use the first of the next calendar month. 

12.4 Vacation Scheduling for 24/7 Operations 

Vacation requests will be considered on a first come, first served basis. In 

the event that two (2) or more employees request the same vacation period, 

the supervisor may limit the number of people who may take vacation leave 

at one time due to business needs and work requirements. 

12.5 Vacation Scheduling for All Employees 

A. Vacation leave will be charged in the amount actually used by the 

employee. 

B. When considering requests for vacation leave, the University will 

take into account the desires of the employee but leave will be 

approved based on business needs and work requirements of the 

University. 

C. An employee will not request or be authorized to take scheduled 

vacation leave if they will not have sufficient vacation leave to cover 
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such absence at the time the leave will commence. 

D. Vacation leave will be approved or denied within ten (10) calendar 

days of the request. If the leave is denied, a reason will be provided 

in writing. 

12.6 Family Care 

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

by the Family Care Act, RCW 49.12.265 et seq., and WAC 296-130. 

12.7 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 Article 20.13. 

12.8 Domestic Violence Leave 

Employees may use vacation leave for leave as required by the Domestic 

Violence Leave Act, RCW 49.76. 

12.9 Use of Vacation Leave for Sick Leave Purposes 

The Employer may allow an employee who has used all of their sick leave 

to use vacation leave for sick leave purposes as provided in Article 13.2 A. 

An employee who has used all of their sick leave may use vacation leave for 

sick leave purposes as provided in Article 

13.2 B – H. 

12.10 Emergency Childcare 

Employees may use vacation leave for childcare emergencies after the 

employee has exhausted all of their accrued compensatory time. 

12.11 Vacation Cancellation 

Should the University 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 the event the affected 

employee has incurred non-refundable, out-of-pocket vacation expense(s), 

penalties and/or fees, the employee may be reimbursed by the Employer. 

12.12 Vacation Leave Maximum 

Employees may accumulate maximum vacation leave balances not to 

exceed two hundred and forty (280) hours in accordance with RCW 

43.01.040. However, there are two (2) exceptions that allow vacation leave 

to accumulate above the maximum: 
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A. If an employee’s request for vacation leave is denied by the 

Employer, and the employee is close to the vacation leave 

maximum, the Employer will grant an extension for each month that 

the Employer must defer the employee’s request for vacation leave. 

B. An employee may also accumulate vacation leave days in excess of 

two hundred and forty (280) 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. 

12.13 Separation 

Any employee, who has successfully completed their probation period, who 

either resigns with adequate notice or retires, is laid off or is terminated by 

the Employer, will be entitled to be paid for vacation leave credits. In 

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

vacation leave credits.  

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 

signature. 

For the Employer For the Union 

  

Tim Reynolds  Richard Becker, Labor Negotiator 

Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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Article 14 Shared Leave 

14.1 Applicable Law 

 

The benefits described in this Article are conferred by State statute and 

further explained in University policies. To the extent there is a conflict 

between the provisions of this Article and applicable law, the University will 

apply shared leave in compliance with State law. 

 

14.2 Shared Leave 

The purpose of the leave sharing program is to permit state employees, to 

donate leave to come to the aid of another state employee who has been 

called to service in the uniformed services, who is responding to a state of 

emergency anywhere within the United States declared by the federal or 

state government, who is a victim of domestic violence, sexual assault, or 

stalking, or a hate crime or who is suffering from or has a relative or 

household member suffering from an extraordinary or severe illness, injury, 

impairment, or physical or mental condition, which has caused or is likely 

to cause the employee to take leave without pay or terminate their 

employment; or a fellow state employee whose absence from work is due 

to the involvement of the employee or employee's relative or household 

member in an immigration enforcement action. For purposes of the leave 

sharing program, the following definitions apply: 

 

A. “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 10.99.020; 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. 

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

leave or vacation leave and for whom accurate leave records are 

maintained. 

C. Employee’s relative” normally 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 
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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; 

3. Spouse; 

 

4. Registered domestic partner as defined by RCW 26.60; 

 

5. Grandparent; 

 

6. Grandchild; or 

 

7. Sibling. 

 

D.  “Household members” is 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, but is not limited 

to, foster children and legal wards. The term does not include 

persons sharing the same general house when the living style is 

primarily that of a dormitory or commune. 

E.  “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. 

 

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

extreme and/or life threatening. 

 

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

 

H. “Stalking” has the same meaning as in RCW 9A.46.110. 
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I. "Hate crime" has the same meaning as in RCW 49.76.020. 

 

J. “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, or 

state active duty, the commissioned corps of the public health 

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. 

 

K. “Victim” means a person that domestic violence, sexual assault, 

stalking, or a hate crime has been committed against as defined in 

this Article. 

14.3 Shared Leave Receipt 

 

A. An employee may be eligible to receive shared leave if the 

Employer has determined the employee meets any of the following 

criteria: 

1. The employee 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; 

2. The employee has been called to service in the uniformed services; 

 

3. A state of emergency has been declared anywhere within the 

United States by the federal or any state government and the 

employee 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; or 

4. The employee is a victim of domestic violence, sexual assault, 

stalking, or a hate crime. 
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5. Is legally authorized to work in the United States under federal law 

and the employee’s absence from work is due to the involvement of 

the employee or employee’s relative or household member in an 

immigration enforcement action. 

A. The illness, injury, impairment, condition, call to service, 

emergency volunteer service, or consequence of domestic violence, 

sexual assault, stalking, hate crime, or immigration enforcement 

action has caused, or is likely to cause, the employee to: 

1. Go on leave without pay status; or 

 

2. Terminate state employment. 

 

B. The employee’s absence and the use of shared leave are justified. 

 

C. The employee has depleted or will shortly deplete their: 

 

3. Vacation leave, sick leave and personal holiday if the 

employee qualifies under 13.2 A.1; 

4. Vacation leave and paid military leave allowed under RCW 

38.40.060 if the employee qualifies under 13.2 A.2; or 

5. Vacation leave or personal holiday if the employee qualifies 

under 13.2 A.3 or 13.2 A.4. 

D. The employee has abided by the Employer’s policy regarding: 

 

6. Sick leave use if the employee qualifies under 13.2 A.1 and 13.2 

A.4; or 

 

7. Military leave if the employee qualifies under 13.2 A.2. 

 

E. The employee has diligently pursued and been found to be ineligible 

for benefits under RCW 51.32 if the employee qualifies under 13.2 

A.1. 

14.2 Shared Leave Use 

 

A. The Employer will determine the amount of leave, if any, which an 

employee may receive. However, an employee will not receive 

more than five hundred twenty-two (522) days of shared leave 
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during their entire duration of state employment, except that, the 

Employer may authorize shared leave in excess of five hundred 

twenty-two (522) days in extraordinary circumstances for an 

employee qualifying for the shared leave program because he or she 

is suffering from an illness, injury, impairment or physical or mental 

condition that is of an extraordinary nature. 

B. The Employer will require the employee to submit, prior to approval 

or disapproval: 

 

1. A medical certificate from a licensed physician or health 

care practitioner verifying the employee’s required 

absence, the description of the medical problem, and 

expected date of return-to-work status for shared leave 

under 14.2 A.1; 

 

2. A copy of the military orders verifying the employee’s 

required absence for shared leave under 14.2 A.2; or 

3. Proof of acceptance of an employee’s offer to volunteer for 

either a governmental agency or a nonprofit organization 

during a declared state of emergency for shared leave under 

14.2 A.3. 

E. The Employer may require the employee to submit, prior to 

approval or disapproval, verification of the employee’s status as a 

victim of domestic violence, sexual assault, stalking or a hate crime 

for shared leave under 14.2 A.4. Such verification will be in 

accordance with the Domestic Violence Leave Act, RCW 49.76 and 

may be one or more of the following: 

1. An employee’s own written statement; 

 

2. A statement from an attorney or advocate, member of the 

clergy, or medical or other professional; and/or 

3. A court order or police report documenting the employee is 

a victim of domestic violence, sexual assault or stalking. 

F. The Employer should consider other methods of accommodating 

the employee’s needs, such as modified duty, modified hours, flex-
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time or special assignments in lieu of shared leave usage. 

G. Leave transferred may be transferred from employees of WWU to 

another employee of WWU or, with the approval of the heads of both 

state agencies, higher education institutions, school district, or 

educational service districts, to an employee of another state agency, 

higher education institution, school district or educational service 

district. 

H. Vacation leave, sick leave, or all or part of a personal holiday 

transferred from a donating employee will be used solely for the 

purpose stated in this Article. 

I. The receiving employee will be paid their regular rate of pay; 

therefore, the value of one (1) hour of shared leave may cover more 

or less than one (1) hour of the recipient’s salary. 

J. Eight (8) hours a month of accrued and/or shared leave may be used 

to provide for the continuation of benefits as provided for by the 

Public Employee’s Benefit Board. 

K. The Employer will respond in writing to shared leave requests within 

fourteen (14) calendar days of receipt of a properly completed 

request. 

14.3 Leave Donation 

 

An employee may donate vacation leave, sick leave, or personal 

holiday to another employee for purposes of the leave sharing program 

under the following conditions: 

A. The Employer approves the employee’s request to donate a 

specified amount of vacation leave to an employee authorized to 

receive shared leave and the full-time employee’s request to donate 

leave will not cause their vacation leave balance to fall below eighty 

(80) hours. For part-time employees, requirements for vacation 

leave balances will be prorated. 

B. The Employer approves the employee’s request to donate a 

specified amount of sick leave to an employee authorized to receive 

shared leave. The employee’s request to donate leave will not cause 
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their sick leave balance to fall below one hundred seventy-six (176) 

hours after the transfer. 

C. The Employer approves the employee’s request to donate all or part 

of their personal holiday to an employee authorized to receive 

shared leave. 

1. That portion of a personal holiday that is accrued, donated 

as shared leave, and then returned during the same calendar 

year to the donating employee, may be taken by the donating 

employee. 

2. An employee will be allowed to split the personal holiday 

only when donating a portion of the personal holiday to the 

shared leave program. 

D. No employee may be intimidated, threatened, or coerced into 

donating leave for purposes of this program. 

14.4 Shared Leave Administration 

 

A. The calculation of the recipient’s leave value will be in accordance 

with applicable Office of Financial Management policies, 

regulations, and procedures. The leave received will be coded as 

shared leave and be maintained separately from all other leave 

balances. All paid leave accrued must be used prior to using shared 

leave when the employee qualifies for shared leave under 14.2 A.1. 

Accrued vacation leave and paid military leave allowed under RCW 

38.40.060 must be used prior to using shared leave for employees 

qualified under 14.2 A.2. All paid leave, except sick leave, must be 

used prior to using shared leave when the employee qualifies for 

shared leave under 14.2 A.3 and 14.2 A.4. 

L. An employee on leave transferred under these rules will continue to 

be classified as a state employee and will receive the same treatment 

in respect to salary, wages, and employee benefits as the employee 

would normally receive if using accrued vacation leave or sick 

leave. 

M. All salary and wage payments made to employees of the Employer 

while on leave transferred under these rules will be made by the 
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Employer. 

N. Where Employers have approved the transfer of leave by an 

employee of one (1) state agency/higher education institution, 

school district or educational service district to an employee of 

another state agency/higher education institution, school district, or 

educational service district, the state agencies/higher education 

institutions, school district, or educational service district involved 

will arrange for the transfer of funds and credit for the appropriate 

value of leave in accordance with Office of Financial Management 

policies, regulations, and procedures. 

O. Leave transferred under this Section will not be used in any 

calculation to determine the Employer’s allocation of full-time 

equivalent staff positions. 

P. Any shared leave not used by the recipient will be returned to the 

donor(s). Before returning unused leave, the Employer will obtain 

a statement from the receiving employee’s doctor verifying whether 

the employee’s injury or illness is resolved. The remaining shared 

leave is to be divided on a pro rata basis among the donors and 

reinstated to the respective donors’ appropriate leave balances based 

upon each employee’s current salary rate at the time of the 

reversion. The shared leave returned will be prorated back based on 

the donor’s original donation. 

Q. Unused shared leave may not be cashed out but will be returned to 

the donors per Subsection F, above. 

R. Employees who use leave that is transferred under this Section will 

not be required to repay the value of the leave that they used. 

S. Shared leave will not be denied solely based on administrative or 

budgetary issues related to the transfer or non-transfer of funds. 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 

signature. 

For the Employer For the Union 
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Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 19 MISCELLANEOUS PAID LEAVES 1 

19.1 Bereavement Leave 2 

Up to five seven (57)days of paid bereavement leave will be granted for the 3 
death of any family member or household member that requires the 4 
employee’s absence from work. Bereavement leave must be used in full 5 
day increments, but do not need to be used consecutively. Bereavement 6 
leave must be used within twelve (12) months of the qualifying event. 7 
Family members are defined for this purpose in article 13.2. In addition, 8 
sick leave may be used for the death of a relative listed in Article 13.2.A.8. 9 
or to extend bereavement leave provided by this section. 10 

19.2 Jury Duty Leave 11 

Leave of absence with pay will be granted to employees for jury duty. An 12 
employee will be allowed to retain any compensation paid to the employee 13 
for jury duty service. An employee will inform the Employer when notified 14 
of a jury summons and will cooperate in requesting a postponement of 15 
service if warranted by business demands. An employee whose work shift 16 
is other than a day shift will be considered to have worked a full work shift 17 
for each workday during the period of jury duty. If a day shift employee is 18 
released from jury duty and there are more than two (2) hours remaining on 19 
their work shift, the employee will call their supervisor and may be required 20 
to return to work. 21 

19.3 Witness/Subpoena 22 

Employees will promptly inform the Employer when they receive a 23 
subpoena. A subpoenaed employee will receive paid release time during 24 
scheduled work time to appear as a witness in court or an administrative 25 
hearing, except as provided in Article 41.4, for work-related cases, unless 26 
they: 27 

A. Are a party to the matter and is not represented by the Attorney 28 
General’s Office of the State of Washington, or 29 

B. Have an economic interest in the matter. 30 

Nothing in this Section will preclude an employee from receiving paid 31 
release time to appear in court or an administrative hearing on behalf of the 32 
Employer. 33 

19.4 Interviews 34 

A. Positions with the University. With prior notice, paid release time 35 
will be granted for the purposes of taking an examination or 36 
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interviewing for positions with the University. Employee-1 
requested schedule changes may be granted in accordance with 2 
Article 7, Hours of Work, when taking an examination or 3 
interviewing. 4 

B. Positions with other State Higher Education Institutions or State 5 
Agencies. With prior notice, paid release time of up to four (4) 6 
hours per fiscal year will be granted for travel, taking an 7 
examination and interviews with other state higher education 8 
institutions or state agencies provided the absence of the employee 9 
does not create significant or unusual coverage issues. Employee-10 
requested schedule changes may be granted in accordance with 11 
Article 7, Hours of Work, when traveling, taking an examination 12 
or interviewing. 13 

19.5 Life-Giving Procedures 14 

Employees will be granted paid leave, not to exceed five (5) working days in 15 
a two (2) year period, as needed for the purpose of participating in life-giving 16 
procedures. A “life-giving procedure” is defined as a medically-supervised 17 
procedure involving the testing, sampling, or donation of blood, platelets, 18 
organs, fluids, tissues, and other human body components for the purposes 19 
of donation, without compensation, to a person or organization for 20 
medically necessary treatments. Employees will provide reasonable 21 
advance notice before taking such leave and will provide written proof from 22 
an accredited medical institution, physician or other medical professional 23 
that the employee participated in a life-giving procedure. 24 

19.6 Personal Leave 25 

A. An employee may choose two three (23)workdays as personal leave 26 
days each fiscal year during the life of this Agreement if the 27 
employee has been continuously employed by the University for 28 
more than four (4) months. 29 

B. The University will release the employee from work on the day 30 
selected for personal leave if: 31 

1. The employee has given at least fourteen (14) calendar days’ 32 
written notice to the supervisor. However, the supervisor 33 
has the discretion to allow a shorter notice period. 34 

2. The number of employees choosing a specific day off allows 35 
the University to continue its work efficiently and not incur 36 
overtime. 37 

3. For positions requiring backfill, the release from duty will 38 
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not cause an increase in costs due to the need to provide 1 
coverage for the employee’s absence. 2 

C. Personal leave may not be carried over from one fiscal year to the next. 3 

D. Personal leave is pro-rated for part-time employees based on the 4 
employee’s appointment percentage. 5 

E. The pay for a full-time employee’s personal leave day is eight (8) hours. 6 

F. Upon request, employees will be approved to use part or all of their 7 
personal leave day for: 8 

1. The care of family members as required by the Family Care 9 
Act, WAC 296-130; 10 

2. Leave as required by the Military Family Leave Act, RCW 11 
49.77 and in accordance with Article 19.13; or 12 

3. Leave as required by the Domestic Violence Leave Act, RCW 13 
49.76. 14 

4. Any remaining portions of personal leave day must be 15 
taken as one (1) absence, not to exceed the work shift on 16 
the day of the absence. 17 

19.7 Military Leave 18 

Employees will be entitled to military leave with pay not to exceed twenty-19 
one (21) working days during each year, beginning October 1st and ending 20 
the following September 30th, in order to report for required military duty, 21 
when called, or to take part in training or drills including those in the 22 
National Guard or state active status. 23 

19.8 Community Service Leave Day 24 

Employees covered by this Agreement may request and be granted one two 25 
(21) day of paid community service leave per fiscal year to participate in 26 
community service, including volunteer work on behalf of schools, 27 
community or charitable organizations, and organized volunteer events. The 28 
pay for a full-time employee’s community service day is eight (8) hours. 29 
Community service leave is pro-rated for part-time employees based on the 30 
employee’s appointment percentage. This leave may also be taken in half-31 
day increments. Employees wishing to engage in community service will 32 
provide a written request in advance and may be required to provide proof 33 
that the employee participated in the service or event. 34 
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19.9 Except for paid release time under Article 19.3, the University will not be 1 
responsible for per diem, travel expenses or overtime under this Article. 2 

19.10 Compassionate Leave 3 

A. At the discretion of the department director or designee, an employee may 4 
be granted a paid compassionate leave of up to one (1) month to allow the 5 
employee to attend to family matters. This leave may be taken for the care 6 
of a family member. 7 

B. For the purposes of this Article, “family” shall be defined as in Article 8 
13.2. 9 

C. Employees on compassionate leave will continue to receive all benefits. 10 

 11 

19.11 Winter and Summer Break Days 12 
 13 

A. Employees are entitled to one (1) Winter Break Day and one (1) Summer 14 
Break Day if the employee has been continuously employed by the 15 
University for more than four (4) months. Winter Break Day is to be used 16 
between the end of Fall Quarter and the beginning of Winter Quarter; 17 
Summer Break Day is to be used between the end of Spring Quarter and 18 
the beginning of Fall Quarter. The day may not be carried forward or paid 19 
out at separation. 20 

B. Employees will be permitted to take their selected day as a Winter/Summer 21 
Break Day if the number of employees choosing a specific day off does not 22 
interfere with University operations or require the University to incur 23 
overtime. 24 

C. The pay for a full-time employee’s Winter/Summer Break Day is eight (8) 25 
hours. 26 

D. The Winter/Summer Break Day is pro-rated for part-time employees 27 
based on their appointment percentage. 28 

E. The Winter/Summer Break Day may not be donated to Shared Leave. 29 

F. Upon request, employees will be approved to use part or all of their 30 
Winter/Summer Break day during the period that they are eligible for the 31 
Winter/Summer Break Day when they qualify for leave under the following 32 
circumstances: 33 

1. The care of family members as required by the Family Care Act, WAC 34 
296-130; 35 
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2. Leave as required by the Military Family Leave Act, RCW 49.77 and 1 
in accordance with Article 19.13; or 2 

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

4. Any remaining portion of the Winter/Summer Break Day must be 4 
taken as one occurrence, not to exceed the work shift on the day of 5 
occurrence. 6 

 7 

Tentative Agreement Reached 8 

An electronic signature to this Agreement shall be given effect as if it were an original 9 

signature. 10 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 

 11 
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ARTICLE 20 

LEAVE WITHOUT PAY 
 

20.16 Request – Approval/Denial 

When foreseeable, rRequests for leave without pay will be submitted in writing with 
advance notice of fourteen (14) calendar days. The Employer will approve or deny 
leave without pay requests, in writing, within fourteen (14) calendar days when 
practicable and will include the reason for denial. 

20.21  Leave without pay will be granted for the following reasons:  

A. When required to comply with legal requirements associated with the provisions 
of Family and Medical, Parental, Pregnancy Disability and Paid Family and 
Medical Leaves (Article 15); 

B. Compensable work-related injury or illness leave (Article 17);  
C. Military leave;  
D. Cyclic employment;  
E. Volunteer firefighting leave;  
F. Military family leave;   
G. Domestic violence leave; or  
H. Holidays for a Reason of Faith or Conscience; 

20.32  Leave without pay may be granted for the following reasons: 

A. Educational leave;  
B. Child or elder care emergencies;  
C. Governmental service leave;  
D. Citizen volunteer or community service leave;  
E. Conditions applicable for leave with pay;  
F. Union Activities (Article 41); 
G. Formal collective bargaining leave or; 
H. As otherwise provided for in this Agreement.  

20.43  Limitations  

Except as otherwise provided for in this Agreement, employees will use appropriate 
accrued paid leave balances including compensatory time prior to going into a leave 
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without pay status as outlined in Section 20.3; the Associate Vice President of Human 
Resources or their designee may waive this requirement. Employees will be permitted 
to use eight (8) hours a month of accrued leave during each month to provide for the 
continuation of benefits when on an approved leave of absence.  Leave without pay will 
be no more than twelve (12) months in any consecutive five (5) year period, except for:  

A. Compensable work-related injury or illness leave;  
B. Educational leave; 
C. Governmental service leave;  
D. Military leave;  
E. Cyclic employment leave;  
F. Leave for serious health condition taken under the provisions of Article 16, Family 

and Medical Leave;  
G. Leave taken voluntarily to reduce the effect of a layoff;  
H. Leave authorized in advance by an appointing authority as part of a plan to 

reasonably accommodate a person of disability;  
I. Leave to participate in union activities; Volunteer firefighting leave;   
J. Domestic violence leave; or Holidays for a Reason of Faith or Conscience.  

20.54  Returning Employee Rights 

Employees returning from authorized leave without pay will be employed in the 
same position or in another position in the same job classification, as determined 
by the Employer, provided that such reemployment is not in conflict with other 
articles in this Agreement.  The employee and the Employer may enter into a written 
agreement regarding return rights at the commencement of the leave.  

20.65 Military Leave  

In addition to twenty-one (21) working days of paid leave granted to employees for 
required military duty or to take part in training, or drills including those in the 
National Guard or active status, unpaid military leave will be granted in accordance 
with RCW 38.40.060 and applicable federal law.  Employees on military leave will be 
reinstated as provided in RCW 73.16 and applicable federal law.  

20.76 Educational Leave  

Leave without pay may be granted for educational leave for the duration of actual 
attendance in an educational program.  
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20.87 Child or Elder Care Emergencies 

Leave without pay, compensatory time or paid leave may be granted for child or 
elder care emergencies.  

20.98 Cyclic Employment Leave  

Leave without pay will be granted to cyclic year employees during their off-season.  

20.109 Governmental Service Leave 

Leave without pay may be granted for government service in the public interest, 
including but not limited to the U.S. Public Health Service or Peace Corps leave.  

20.110 Citizen Volunteer or Community Service Leave  

Leave without pay may be granted for community volunteerism or service.  

20.121 Formal Collective Bargaining Leave  

Leave without pay may be granted to participate in formal collective bargaining 
sessions authorized by RCW 41.80.  

20.132 Volunteer Firefighting Leave  

Leave without pay will be granted when an employee who is a volunteer firefighter is 
called to duty to respond to a fire, natural disaster or medical emergency.  

20.143 Military Family Leave 

In accordance with the Military Family Leave Act, RCW 49.77, leave without pay will 
be granted to an employee whose spouse or state registered domestic partner as 
defined by RCW 26.60.020 and 26.60.030 is on leave from deployment or before and 
up to deployment, during a period of military conflict.  Use of leave without pay, 
compensatory time, vacation leave, sick leave, personal leave and all or part of a 
personal holiday is limited to a combined maximum of fifteen (15) working days per 
deployment.  Employees must provide the Employer with five (5) business days’ 
notice after receipt of official notice that the employee’s spouse or state registered 
domestic partner as defined by RCW 26.60.020 and 26.60.030 will be on leave or of 
an impending call to active duty.  

20.154 Domestic Violence Leave  
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In accordance with the Domestic Violence Leave Act, RCW 49.76, leave without 
pay, including intermittent leave, will be granted to an employee who is a victim of 
domestic violence, sexual assault or stalking.  Family members of a victim of 
domestic violence, sexual assault or stalking will be granted leave without pay to 
help the victim obtain treatment or seek help.  Family member for the purpose of 
domestic violence leave includes child, spouse, state registered domestic partner 
as defined by RCW 26.60.020 and 26.60.030, parent, parent-in law, grandparent or a 
person the employee is dating.  The Employer may require verification from the 
employee requesting leave.  

20.165 Unpaid Holidays for a Reason of Faith or Conscience  

A. Leave without pay will be granted for up to two (2) workdays per calendar year for a 
reason of faith or conscience or an organized activity conducted under the auspices 
of a religious denomination, church or religious organization.  Leave without pay 
may only be denied if the employee’s absence would impose an undue hardship on 
the Employer as defined by Chapter 82-56 WAC or the employee is necessary to 
maintain public safety.  

B. The Employer will allow an employee to use compensatory time, personal holiday or 
vacation leave in lieu of leave without pay.  All requests to use compensatory time, 
personal holiday or vacation leave indicate the leave is being used in lieu of leave 
without pay for reason of faith or conscience.  

C. A permanent or probationary employee who is on an unpaid holiday for reasons of 
faith or conscience on a work shift preceding a paid holiday, as designated in Article 
10.1, will receive holiday pay for the designated holiday.  

D. An employee’s seniority date, probationary period or trial service period will not be 
affected by leave without pay taken for a reason of faith or conscience.  

E. Employees will only be required to identify that the request for leave is for a reason 
of faith or conscience or an organized activity conducted under the auspices of a 
religious denomination, church, or religious organization. 

20.17 Elected Office 

With advance notice, lLeave without pay may will be granted to provide employees 
the opportunity to campaign for and/or serve in elected office. To qualify for this 
leave, the employee must provide evidence of candidacy for elected office. 
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Employees approved for such leave must reapply each quarter. 
 

20.16  Request – Approval/Denial 

Requests for leave without pay will be submitted in writing.  The Employer will 
approve or deny leave without pay requests, in writing, within fourteen (14) calendar 
days when practicable and will include the reason for denial. 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 22  

UNIFORMS, TOOLS AND EQUIPMENT 
22.1  Uniforms  

The University may require employees to wear uniforms or specialized clothing.  
Where required, the University will determine and provide the uniform or specialized 
clothing.  The University will repair or replace Employer-provided uniforms or 
specialized clothing if damaged or worn out beyond usefulness in the normal course 
of business.  

A. The University will provide, replace, and launder work shirts and pants for 
employees who work in a custodial trade capacity.  

B. The University will continue the practice of providing, replacing, and 
laundering work shirts and bib-type coveralls to employees in the Facilities 
Management Paint and Plumbing shops.  

C. The University will reimburse Facilities Management employees that function 
in a building trades capacity for work clothing up to $200 per fiscal year.  

D. The University will continue its current practice of providing rain/foul weather 
gear. 

22.2  Specialized Footwear Reimbursement  

Permanent and project employees meeting one or more of the criteria below will be 
reimbursed up to $250 for the purchase of appropriate foot protection that meets 
ANSI/ATSM standards according to OSHA/WAC (where applicable) and will include 
but not limited to laces, toe-guards, insoles, and waterproofing, which will be 
replaced on a fair wear- and-tear basis, not to exceed $250 per year:  

A. Employees who are required by the University to wear footwear with safety 
toes;   

B. Employees who are required by the University to wear footwear rated for 
electrical hazards (EH);  

C. Employees required to wear specialty footwear based on the University’s job 
hazard assessment (if the footwear is not otherwise provided);  

D. Environmental Health and Safety Technicians; and/or 
E. Custodians, Warehouse Operators, and Mail Room Workers.  

22.3  Work Clothing Allowance  

Docusign Envelope ID: 38C05A1A-39C6-82DD-836B-F8BB2B3F75F6



WFSE/WWU 2027-2029 Negotiations 

  WWU Counter Proposal 

2026-08-06 

Page 2 of 2 

 
The University will reimburse employees that function in a building trades or 
custodial capacity up to $225 per fiscal year for work clothing  

22.4  Tools and Equipment  

As established by current practices, the University may determine and provide   
tools and equipment.  The University 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.  

22.5  The Employer will make a reasonable effort to provide prior notice to employees 
when assigning tasks that require clothing other than normal attire. 

 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 25 1 

COMMUTE TRIP REDUCTION AND PARKING 2 

25.1 The Employer will continue to encourage but not require employees to use 3 

alternate means of transportation to commute to and from work consistent 4 

with the Commute Trip Reduction (CTR) law and the needs of the 5 

University. The Employer will cover the costs for employees to ride 6 

Whatcom Transportation Authority and Skagit Transit buses using their 7 

Western card. 8 

25.2 The Employer and the Union recognize the value of compressed 9 

workweeks, flextime arrangements and telecommuting/telework (see RCW 10 

70.94.547, and the Governor’s Executive Order 16-07). 11 

25.3 Employees will continue to be eligible to park in designated college parking 12 

areas in accordance with Employer policies. The Employer may establish 13 

and charge parking fees, assess fines for violations of motor vehicle and 14 

parking regulations, order the removal of vehicles parked in violation of 15 

regulations at the expense of the violator, and seek collection of any unpaid 16 

fines; provided that any collections actions will not be reported to any credit 17 

agency. 18 

25.4 Except for moves initiated by an employee’s request, such as employee 19 

requested transfers or promotions, employees subject to a change of 20 

workstation, which reasonably requires a move to a different campus 21 

parking lot, will either be reimbursed for the cost of transferring the 22 

employee’s parking permit to the new lot or the transfer fee will be paid 23 

directly by the department. 24 

25.5 In the event another group of University employees, not covered by this 25 

Agreement, is permitted to purchase employee-parking permits at a lower 26 

rate, the lower rate will automatically be applied to employees covered by 27 

this Agreement at the University. 28 

25.6 The Employer’s parking rates for bargaining unit members will be as 29 

provided in Appendix B. During the term of this Agreement, if the 30 

University proposes to raise rates beyond those included in Appendix B, or 31 

otherwise make changes to mandatory subjects of bargaining related to 32 

parking (e.g., add/remove lots, change lot designations, etc.), the 33 

University will first comply with its obligations under Article 37. In the 34 

event that a committee of representatives from the University’s unions 35 

(consisting of appointed delegates, up to two (2) each selected by WFSE, 36 

PSE, and UFWWU, with each union casting a single vote) is formed for the 37 

purposes of bargaining over parking issues, WFSE will delegate its 38 
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authority to bargain any such issues to the committee. 1 

25.7 Night shift employees (i.e., custodians, steam plant engineers and 2 

librarians) whose shifts are majority outside of 7 am – 4:30 pm hours shall 3 

have the opportunity to purchase parking permits at half price. Parking is 4 

available in the C and 12A lots with no permit needed after 4:30 pm and on 5 

weekends. Parking lot 24G will not be enforced after 5 pm. 6 

25.8 The University will continue to offer pretax parking, bus passes and other 7 

commute trip reduction options via payroll deduction. 8 

25.9 Employees who are required to report to campus to work on a day when the 9 

University is in Suspended Operations, will be permitted to park in the 10 

assigned lot for staff that are required to work regardless of where they have 11 

previously purchased a parking permit. 12 

 13 

 14 

Tentative Agreement Reached 15 

An electronic signature to this Agreement shall be given effect as if it were an original 16 

signature. 17 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 18 
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ARTICLE 30  
DISCIPLINE 

 
30.1  The Employer will not discipline any permanent employee without just cause. 

30.2  Discipline includes oral and written reprimands, reductions in pay, suspensions, 
demotions, and discharges.  Oral reprimands will be identified as such and, if 
documented, will not be placed in the official personnel file.  

30.3  When disciplining an employee, the Employer will protect the privacy of employees 
as required by state and federal law and ensure that supervisors/managers 
understand the importance of protecting employee privacy.  

30.4  Except for oral reprimands, the Employer will inform an employee of their right to 
union representation prior to being subject to disciplinary action. An employee may 
also have a union representative at a pre-disciplinary meeting. 

30.5  The Employer has the authority to conduct investigations.  

30.6  Union Representation Investigations 
A. Union Representation. Upon request, an employee has the right to a union 

representative at an investigatory interview called by the Employer, if the employee 
reasonably believes discipline could result.  An employee may also have a union 
representative at a pre-disciplinary meeting.  If the requested representative is not 
reasonably available, the employee will select another representative who is 
available.  An employee seeking representation is responsible for contacting their 
representative.  

B. 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.  

C. Duty to Cooperate. Employees have an obligation to cooperate with investigations 
conducted by the Employer. Failure to do so may be considered insubordination and 
may be independent grounds for discipline. An employee’s refusal to engage in self-
incrimination that would be a violation of the employee’s Garrity rights will not be 
considered a breach of this subsection.  

30.7  Employees placed on an alternate assignment during an investigation will not be 
prohibited from contacting their union steward unless there is a conflict of interest, 
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in which case the employee may contact another union steward.  This does not 
preclude the Employer from restricting an employee’s access to the Employer’s 
premises.  

30.8  Prior to imposing an oral or written reprimand, the supervisor will make a 
reasonable effort to discuss the concerns with the employee.  

Prior to imposing discipline, except oral or written reprimands, the Employer will 
inform the employee, the bargaining unit representative, and the union staff 
representative in writing of the reasons for the contemplated discipline and an 
explanation of the evidence, copies of written documents relied upon to take the 
action and the opportunity to view other evidence, if any.  This information will be 
sent to the union staff representative on the same day it is provided to the 
employee.  The employee will be provided an opportunity to respond either at a 
meeting scheduled by the Employer, or in writing if the employee prefers.  A pre-
disciplinary meeting with the Employer will be considered time worked.  

30.9  The Employer will provide an employee with fifteen (15) calendar days’ written 
notice prior to the effective date of a reduction in pay or demotion.  

30.10  The Employer will provide the Union with a copy of any disciplinary letters.  

30.11  The Employer has the authority to impose discipline, which is then subject to the 
grievance procedure set forth in Article 31.  Oral reprimands, however, may be 
processed only through the top internal step of the grievance procedure and cannot 
be arbitrated. 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: 38C05A1A-39C6-82DD-836B-F8BB2B3F75F6



 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

 

 

 

 

 

 

 

 

 

 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 
An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 
 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 
 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

 

 
An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



 
 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 

Docusign Envelope ID: B3F180D0-0717-8CB2-83F2-FBB5313092DA



WFSE/WWU 2027-2029 Negotiations 
  WWU Counter Proposal 

2026-09-21 
Page 1 of 9 

 
ARTICLE 36 LAYOFF AND RECALL 1 

36.1 Layoffs 2 

A. The University will determine the basis for, extent, effective date 3 
and the length of layoffs in accordance with the provisions of this 4 

Article. A layoff is an employer−initiated action that results in; 5 

1. Separation from service; 6 

2. Employment in a class with a lower salary range maximum; 7 

3. Reduction in the work year; or 8 

4. Reduction in the number of work hours. 9 

B. When it is determined that layoffs, other than a temporary layoff, 10 
will occur within a layoff unit, the Employer will provide the Union 11 
with: 12 

1. As much advance notice as possible, but not less than thirty 13 
(30) calendar days’ notice; 14 

2. Opportunity to meet with affected employees prior to the 15 
implementation of the layoff; and 16 

3. An invitation to meet under the provisions of Article 17 
39, Joint Labor Management Committee, of this 18 
Agreement. 19 

The Employer will explore options including reduction of hourly employees. 20 

36.2 Basis for Layoff 21 

A. The reasons for layoffs include, but are not limited to, the following: 22 

1. Lack of funds; 23 

2. Lack of work; or 24 

3. Good faith organizational change. 25 

B. Examples of layoff actions due to lack of work include, but are not limited 26 
to: 27 

1. Termination of a project or special employment; 28 
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2. Availability of fewer positions than there are employees 1 

entitled to such positions; 2 

3. Employee’s ineligibility to continue in a position following 3 
its reallocation to a class with a higher salary maximum; or 4 

4. Employee’s ineligibility to continue, or choice not to 5 
continue, in a position following its reallocation to a class 6 
with a lower salary range maximum. 7 

36.3 Voluntary Layoff, Leave of Absence or Reduction in Hours 8 

An employee may volunteer to be laid off, take an unpaid leave of absence 9 
or reduce their hours of work in order to reduce layoffs. If it is necessary to 10 
limit the number of employees in the University on unpaid leave at the same 11 
time, the Employer will determine who will be granted a leave of absence 12 
and/or reduction in hours based upon staffing needs. Employees who 13 
volunteer to be laid off may request to have their names placed on the 14 
appropriate layoff list for the job classifications in which they held 15 
permanent status. 16 

36.4 Probationary Employees 17 

Employees with permanent status will not be separated from state service 18 
through a layoff action without first being offered positions they have the 19 
skills and abilities to perform within their current job classification within 20 
the layoff unit currently held by probationary employees. Probationary 21 
employees will be separated from employment before permanent employees. 22 

36.5 Temporary Layoff – Employer Option 23 

A. The Employer may temporarily reduce the work hours of an 24 
employee to no less than twenty (20) per week due to an 25 
unanticipated loss of funding, revenue shortfall, lack of work, 26 
shortage of material or equipment, or other unexpected or unusual 27 
reasons. Employees will normally receive seven (7) calendar days’ 28 
notice of a temporary reduction of work hours. A temporary 29 
reduction in hours may not be for more than sixty (60) calendar days 30 
in a fiscal year unless the Union and the Employer mutually agree 31 
to a longer duration. 32 

B. The Employer may temporarily lay off an employee for up to thirty 33 
(30) calendar days in a fiscal year due to an unanticipated loss of 34 
funding, revenue shortfall, lack of work, shortage of material or 35 
equipment, or other unexpected or unusual reasons. Employees will 36 
normally receive seven (7) calendar days’ notice of a temporary 37 

Docusign Envelope ID: 38C05A1A-39C6-82DD-836B-F8BB2B3F75F6



WFSE/WWU 2027-2029 Negotiations 
  WWU Counter Proposal 

2026-09-21 
Page 3 of 9 

 
layoff. The notification will specify the nature and duration of the 1 
temporary layoff. 2 

C. The following applies during a temporary layoff: 3 

1. An employee’s adjusted service date, seniority, unbroken 4 
service date, and periodic increment date will not be 5 
adjusted for periods of time spend on temporary layoff; 6 

2. An employee’s vacation and sick leave accruals will not be 7 
impacted by periods of time spent on temporary layoff; 8 

3. An employee’s holiday compensation will not be impacted 9 
by periods of time spent on temporary layoff; and 10 

4. The duration of an employees’ probationary period or trial 11 
service period shall not be extended for periods of time spent 12 
on temporary layoff. 13 

5. The opportunity to apply for any internal job opportunities. 14 

D. An employee who is temporarily laid off will not be entitled to: 15 

1. Be paid any leave balance; except, if the layoff is not due to 16 
loss of funding or revenue shortfall, upon request, an 17 
employee will be paid for accrued vacation leave up to the 18 
equivalent of their regular work schedule for the duration of 19 
the layoff; 20 

2. Bump to any other position; or 21 

3. Be placed on a layoff register. 22 

E. A temporary reduction of work hours or layoff being implemented 23 
as a result of lack of work, shortage of material or equipment, or 24 
other unexpected or unusual reason will be in accordance with 25 
seniority, as defined by Article 39, Seniority, among the group of 26 
employees with the required skills and abilities as defined in Section 27 
36.6 in the job classification at the location where the temporary 28 
reduction in hours or layoff will occur. 29 

36.6 Layoff Units 30 

A. A layoff unit is defined as the entity or administrative/organizational 31 
unit within the University used for determining the available 32 
options for employees who are being laid off. 33 
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B. The layoff unit(s) are: 1 

1. All employees covered by this Agreement in bargaining 2 
units A, B, and E; and 3 

2. Project employment. 4 

36.7 Skills and Abilities 5 

Skill and abilities are documented criteria found in license/certification 6 
requirements, federal and/or state requirements, position descriptions, bona 7 
fide occupational qualifications approved by the Human Rights 8 
Commission, recruitment announcements or other Employer documents 9 
that reference position requirements. No formal changes to position 10 
descriptions will occur upon notification to the Union, as per Section 11 
36.1.B, that a layoff will occur. 12 

An employee may provide documentation of their skills and abilities on a 13 
resume, job application, and/or other documentation showing paid or 14 
volunteer work experience. 15 

36.8 Comparable Positions 16 

For the purposes of layoff and recall, a comparable position is one which 17 
has the same annual full time equivalent (FTE), appointment percentage, job 18 
classification, salary range, and geographic location as the position held by 19 
the employee subject to a layoff. 20 

A less than comparable position, in total, has; a lower percentage of annual 21 
FTE, lower appointment percentage, lower paid job classification, lower 22 
salary range, and/or different geographic location. 23 

36.9 Options within the Layoff Unit 24 

A. Employees will be laid off in accordance with seniority, as defined 25 
in Article 40, Seniority. The Employer will determine if the 26 
employee possesses the required skills and abilities for the position 27 
and the comparability of the position. The Employer may require 28 
updated information from the employee regarding their current 29 
skills and abilities. Employees being laid off will be provided one (1) 30 
option within the layoff unit: 31 

1. A funded, vacant, comparable position for which the 32 
employee has the skills and abilities, within their current job 33 
classification. 34 
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2. A funded, filled, comparable position held by the least senior 1 

employee for which the employee has the skills and abilities, 2 
within their current job classification. The search for a layoff 3 
option under this section will end when an option is found 4 
or when the search reaches a position occupied by an 5 
employee with equal or greater seniority than that of the laid 6 
off employee. 7 

3. A funded vacant position that is less than comparable in one 8 
or more aspects, for which the employee has the skills and 9 
abilities, at the same or lower salary range as their current 10 
permanent position, within a job class series in which the 11 
employee has held permanent status. 12 

4. A funded filled position that is less than comparable in total, 13 
held by the least senior employee for which the employee 14 
has the skills and abilities, at the same or lower salary range 15 
as their current permanent position, within a job class series 16 
in which the employee has held permanent status. 17 

B. The option will be determined, as specified above, in descending 18 
order of comparability to the position from which the employee is 19 
being laid off one (1) progressively lower level at a time. 20 

C. If a job classification in which an employee previously held status 21 
has been abolished or revised, a crosswalk to the class series will be 22 
used to identify any layoff options. 23 

D. An employee in a position that is reduced in work year or work hours 24 
will have the choice of remaining in the reduced position. If the 25 
employee declines, the layoff process will be applied. 26 

36.10 Outplacement Services 27 

The University will continue to offer outplacement services for employees 28 
who are laid off or at risk for layoff. 29 

36.11 Notification to Permanent Employees 30 

A. Except for temporary reduction in work hours and temporary layoffs 31 
as provided in Section 36.5, permanent employees will receive 32 
written notice at least thirty (30) calendar days before the effective 33 
layoff date. The notice will include: 34 

1. The basis for the layoff; 35 
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2. The employee’s layoff option(s) including any requirement 1 

for the employee to serve a transition review period; 2 

3. The specific layoff lists for which the employee is entitled 3 
to placement; and 4 

4. The date by when an employee must select a layoff option 5 
and the employee’s right to grieve the layoff. 6 

The Union will be provided with a copy of the notice. 7 

B. Except for temporary reduction in work hours and temporary layoffs 8 
as provided in Section 36.5, if the Employer chooses to implement 9 
a layoff action without providing thirty (30) calendar days’ notice, 10 
the employee will be paid their salary for the days that they would 11 
have worked had full notice been given. 12 

C. Employees may request, and the University may agree, to a layoff 13 
action prior to the expiration of the thirty (30) calendar day 14 
minimum notice if a vacant funded option is available. 15 

D. Employees will be provided five (5) calendar days to accept or 16 
decline, in writing, any option provided to them. This time period 17 
will run concurrent with the thirty 18 
(30) calendar days’ notice provided by the Employer to the employee. 19 

E. Days are calendar days, and will be counted by excluding the first day 20 
and including the last day of timelines. When the last day falls on a 21 
Saturday, Sunday or holiday, the last day will be the next day which 22 
is not a Saturday, Sunday or holiday. 23 

36.12 Salary 24 

Employees appointed to a position as a result of a layoff action will have their 25 
salary determined as follows: 26 

A. Current Salary Level 27 

Employees who accept another position with their current salary 28 
range will retain their current salary. 29 

B. Lower Salary Level 30 

An employee who accepts another position with a lower salary 31 
range will be paid an amount equal to their current salary, provided 32 
it is within the salary range of the new position. In those cases where 33 
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the employee’s current salary exceeds the maximum amount of the 1 
salary range for the new position, the employee will be compensated 2 
at the maximum salary of the new salary range. 3 

C. Appointment from a Layoff List 4 

1. Employees who are appointed from a layoff list to a position 5 
with the same salary range from which they were laid off 6 
will be paid the amount for which they were compensated 7 
when laid off plus any across the board adjustments, 8 
including salary survey adjustments that occurred during the 9 
time they were laid off. 10 

2. Employees who are appointed from a layoff list to a position 11 
with a lower salary range than the position from which they 12 
were laid off will be paid an amount equal to the salary they 13 
were receiving at the time they were laid off, provided it is 14 
within the salary range of the new position. In those cases 15 
where the employee’s prior salary exceeds the maximum 16 
amount of the salary range for the new position, the 17 
employee will be compensated at the maximum salary of the 18 
new salary range. 19 

36.13 Transition Review Period 20 

A. The Employer will require employees to complete a six (6) month 21 
transition review period when the employees accept a layoff option 22 
to a job classification in which they have not held permanent status 23 
or have been appointed from a layoff list. The Employer may extend 24 
the transition review period for an individual employee as long as 25 
the extension does not cause the total period to exceed twelve (12) 26 
months. 27 

B. The Employer will have the authority to shorten an employee’s 28 
transition review period. Employees will receive a permanent 29 
appointment to the position upon successful completion of the 30 
transition review period. 31 

C. The Employer may separate an employee or an employee may 32 
voluntarily separate during the transition review period. Upon 33 
separation, and at the employee’s request, the employee’s name will 34 
be placed on or returned to the appropriate layoff list. The employee 35 
will remain on the list until such time as their eligibility expires or 36 
they have been rehired. Separation during the transition review 37 
period will be subject to the grievance procedure in Article 30, up 38 
to the top internal step. 39 
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36.14 Recall 1 

A. The Employer will maintain a layoff list for each job classification. 2 
Permanent employees who are laid off may have their names placed 3 
on the layoff list for the job classification from which they were laid 4 
off or bumped, even if they refused a comparable layoff option. 5 
Additionally, employees may request to have their names placed on 6 
the appropriate layoff list for other job classifications in which they 7 
have held permanent status and all lower classification in these class 8 
series, provided they were not demoted for cause from the 9 
classification in the last six (6) years. An employee’s name will 10 
remain on the layoff list for three (3) years from the effective date 11 
of their layoff. 12 

B. When a vacancy occurs within the University and where there are 13 
names on a layoff list, the Employer will consider all of the laid-off 14 
employees in accordance with Article 4, Hiring and Appointments, 15 
who have the skills and abilities to perform the duties of the position 16 
to be filled. An employee who is offered a comparable position and 17 
refuses the offer, including the refusal of a formal comparable layoff 18 
option, will have their name removed from the appropriate layoff list 19 
after three (3) refusals. 20 

36.15 Project Employment 21 

A. Permanent project employees have layoff rights. Options will be 22 
determined using the procedure outlined in Sections 36.8 and 36.9, 23 
above. 24 

B. Permanent status employees who left regular classified positions to 25 
accept project employment without a break in service have layoff 26 
rights within the job classification they held immediately prior to 27 
accepting project employment. 28 

 29 

Tentative Agreement Reached 30 

An electronic signature to this Agreement shall be given effect as if it were an original 31 

signature. 32 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
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Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 1 
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ARTICLE 44 COMPENSATION 

44.1 General Wage Increases 

A. Effective July 1, 2027, all salary ranges and steps of the 

Salary Schedule in effect on June 30, 2026, will be increased 

by six zero percent (06%). In lieu of a general wage 

increase, the University will pay all WFSE-represented 

employees a one-time lump sum in the amount of two 

thousand-five dollars ($2,500). 

B. Effective Beginning July 1, 20287, all salary ranges and 

steps of the Salary Schedule in effect on June 30, 202746, 

will be increased by) two zero percent (02%). the parties will 

meet to conduct wage reopener negotiations for the fiscal 

year beginning July 1, 2028. The parties will conclude these 

negotiations no later than September 30, 2027.Should 

classified general state government employees represented 

by WFSE (GG) and/or University employees represented by 

the Public School Employees (PSE) receive a package of 

general salary increases different than the package described 

in paragraphs A and B above. WFSE may, at its option, 

substitute the package of general salary increases included in 

the GG or PSE agreements for the package described in 

Paragraphs A and B above. 

 

If the State of Washington, through the Office of Financial 

Management, agrees to more favorable economic terms with 

respect to any general government bargaining or higher 

education bargaining unit, or if the Employer agrees to more 

favorable economic terms with respect to any other 

bargaining unit employed by the Employer, those terms shall 

automatically apply to employees covered by this 

Agreement.  
 

44.1 Pay Range Assignments 

Except as provided by Section 44.3 below, effective July 1, 2023, each 

classification represented by the Union will continue to be assigned to the 

same salary range to which it was assigned on June 30, 2023. 

44.2 Minimum Wage Guarantee 

A. To reflect the University’s and WFSE’s shared values, the base 

salary for represented permanent employees in salary ranges with 

steps below twenty-three seven dollars ($2573) per hour, 
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probationary employees will be placed two (2) steps below the 

salary step that most closely approximates) twenty-three seven 

five dollars ($2573) per hour. Following successful completion 

of probation, the employee will be set at the step in the range that 

most closely approximates twenty-three seven five  seven dollars 

($273) per hour, not to exceed Step M. 

 

B. 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 Agreement, will be paid no less than the 

minimum wage directed by the local ordinance. The University 

will place the employee on a step in the assigned salary range 

that is equal to or more than the wage requirement of the local 

ordinance. 

44.4 State Salary Survey and Other Range Changes 

In the event that a classification range assignment used by State general 

government is adjusted to a range higher than that in effect at the 

University due to the State’s implementation of the 2022 Washington State 

Employee Compensation Survey, the State’s evaluation of recruitment or 

retention data, or through the State’s negotiations with represented 

employees of general government, the University will change the 

classification’s range assignment to match the State assignment. This 

section will be implemented only to the extent such salary range or locality 

pay adjustments are fully funded by the State. 

44.5 Pay for Performing the Duties of a Higher Classification 

Employees who are temporarily assigned the majority of duties and 

responsibilities of a higher-level classification will be notified in writing, 

with the bargaining unit representative having training on and access to 

a report providing a Higher Level Duty summary, 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 their current step. The University may grant a 

higher salary increase as provided in Section 44.9. The increase will 

become effective on the first day the employee is assigned the higher-

level duties. Unless otherwise agreed, temporary duty assignments to a 

higher-level classification will not exceed six 

(6) continuous months. 

Temporary duty assignments detailed above are excluded from the 

position review process in Article 43, Section 43.2. 
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44.6 Establishing Salaries for New Employees and New Classifications 

A. The Employer will assign newly hired employees to the 

appropriate range and step of the appropriate State Salary 

Schedules. 

B. Upon request of the Union, the Employer will bargain the effects 

of a change to an existing class or newly proposed classification. 

44.7 Periodic Increases 

Periodic increases are provided as follows: 

A. Employees who are hired at the minimum step of the pay range 

will receive a two (2) step increase to base salary following 

completion of six (6) months of service, and an additional two (2) 

step increase annually thereafter, until they reach the top of the 

pay range. 

B. Employees who are hired above the minimum step of the salary 

range will receive a two (2) step increase to base salary following 

completion of twelve (12) months of service, and an additional 

two (2) step increase annually thereafter until they reach the top 

of the pay range. 

Employees, as of July 1, 20235, have been at Step L for twelve 

(12) months or longer will progress to Step M on July 1, 20235, 

and annually thereafter. 

C. Employees in classes that have pay ranges shorter than a standard 

range will receive their periodic increases at the same intervals as 

employees in classes with standard ranges in accordance with 

Subsection A and B, above. 

D. The effective date of the periodic increase will be the first day of 

the month it is due. 

E. Employees hired before July 1, 2009, will retain their periodic 

increment date as of June 30, 2008. 

44.8 Salary Assignment Upon Promotion 

A. Employees promoted to a position in a class whose range is less than 

six (6) ranges higher than the range 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. 
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B. Employees promoted to a position in a class whose range is six (6) 

or more ranges higher than the range 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 

44.9 Salary Adjustments 

The University may increase an employee’s step within the assigned 

salary range to address issues related to recruitment, retention or other 

business needs. Such an increase may not result in a salary greater than 

the range maximum. 

44.10 Demotion 

An employee who voluntarily demotes to another position with a lower 

salary range maximum 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. 

44.11 Transfer 

A transfer is defined as an employee-initiated move of an employee from 

one position to another position within the University in the same class 

or a different class with the same salary range maximum. Transferred 

employees will retain their current base salary. 

44.12 Reassignment 

Reassignment is defined as an employer–initiated move of a permanent 

employee within the University 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. 

44.13 Reversion 

Reversion is defined as voluntary or involuntary movement of an 

employee during the trial service period to the class in which the 

employee most recently held permanent status, or movement to a class in 

the same or lower salary range. Upon reversion, the base salary the 

employee was receiving prior to promotion will be reinstated. 

44.14 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 
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the employee was demoted. Upon elevation, an employee’s salary will 

be determined in the same manner that is provided for promotion in 

Section 44.7, above. 

44.15 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. 

44.16 Callback 

When an overtime-eligible employee’s shift has ended and the employee 

is called to return to work outside of their regularly scheduled hours to 

handle emergency situations that could not be anticipated, they will 

receive three (3) hours regular penalty pay plus time actually worked. 

The penalty pay will be compensated at the regular rate. Time worked 

will be in accordance with Article 7, Hours of Work, and Article 8, 

Overtime. Employees may opt to receive the three (3) hours regular 

penalty pay in the form of compensatory time. 

44.17 Shift Premium 

A. Shift premium for employees assigned to a shift in which a 

majority of time worked daily or weekly is between 5:00 p.m. and 

7:00 a.m. and or who are required to work on Saturday or Sunday 

will be two dollars and fifty cents ($3.00 2.00) per hour. 

B. Shift premium will be paid for the entire daily or weekly shift, 

which qualifies under Subsection A, above. Shift premium may 

also be computed and paid at the above monthly rate for employees 

permanently assigned to a qualifying afternoon or night shift. 

C. An employee assigned to a shift that qualifies for shift premium 

pay will receive the same shift premium for authorized periods of 

paid leave. 

D. When an employee is regularly assigned to an afternoon or 

evening shift that qualifies for shift differential, the employee will 

receive shift differential pay during temporary assignment, not to 

exceed five (5) working days, to a shift that does not qualify for 

shift premium. 

44.18 Salary Overpayment Recovery 

A. When the University has determined that an employee has been 

overpaid wages, the University will provide written notice to the 
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employee that 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. The employee must choose one (1) of the 

following options for paying back the overpayment: 

1. Voluntary wage deduction; 

2. Cash, credit/debit card; or 

3. E-check/Check. 

4. Vacation Leave (up to 280 hours)  or Comp Time (up 160 hours) 

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. The employee and the University 

may agree to make other repayment arrangements. The payroll 

deduction to repay the overpayment will not exceed five percent 

(5.0%) of the employee’s disposable earnings in a pay period. 

However, the University and the employee may agree to an 

amount that is more than five percent (5.0%). 

If the employee fails to choose one of the three (3) options described 

above within the timeframe specified in the University’s written 

notice of overpayment, the University will deduct the 

overpayment owed from the employee’s wages over a period of 

time equal to the number of pay periods during which the 

overpayment was made. 

Any overpayment amount still outstanding at separation of 

employment will be deducted from the earnings of the final pay 

period. 

C. Appeal Rights. Any dispute concerning the occurrence or amount 

of the overpayment will be resolved through the grievance 

procedure in Article 31 of this Agreement. 

44.19 Special Pay Salary Ranges 

The State Human Resources Director, Department of Enterprise 

Services, may adopt special pay salary ranges for positions based upon 

Docusign Envelope ID: 38C05A1A-39C6-82DD-836B-F8BB2B3F75F6



WFSE/WWU 2027-2029 Negotiations 
  WWU Counterproposal 

2026-09-22 

Page 7 of 9 

 

pay practices found in private industry or other governmental units. The 

current special pay practices at the University will continue. 

44.20 Assignment Pay 

Assignment pay (AP) 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 University may grant assignment pay to a 

position to recognize specialized skills, assigned duties, and/or unique 

circumstances that exceed the ordinary. The “premium” is stated in 

ranges. The number of ranges is added to the base range of the class. The 

“reference number” indicates the specific conditions for which AP is to 

be paid. Group B indicates those assigned duties granted assignment pay 

which are not class specific as defined by the Washington Compensation 

Plan. The University determines which positions qualify for premiums, 

shown below: 

 
GROUP B 

Assigned Duty  Premium Reference# 

Dual Language Requirement  2 ranges 18 

Certified Arborist Work  8 ranges 21 

Snow removal  2 ranges TBD 

 

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 (1) or more foreign languages, 

American Sign Language or Braille, provided that proficiency or formal 

training in such additional language is not required in the specifications 

for the job class. Basic salary plus two (2) additional ranges. 

REFERENCE #21: Basic salary plus eight (8) ranges for certified 

arborists while they are required to perform work of a technical nature, 

including: 

Controlled felling of large and hazardous trees; climbing; rigging; 

manlift operation; aerial work and directional topping; limbing; or 

lowering of tree material. 

Skilled tree service work in technical tree climbing; controlled topping; 

and directional falling of large trees and snags; ornamental pruning. 

REFERENCE # xx  : Basic salary plus two (2) ranges for Facilities 

employees while they are required to perform snow removal work by their 

supervisor. This time will be rounded up to the nearest quarter hour abd 

based on the time spent actively engaging in snow removal. 
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44.21 Regional Compensation 

To compensate for local cost-of-living factors, the University will 

provide regional pay to its employees as follows: 

A. All employees whose primary reporting location is in Whatcom 

County or Skagit County will receive fivethree percent (3%) 

premium pay calculated from their base salary; provided that in 

the event the State implements regional compensation for 

employees whose primary reporting location is in Whatcom or 

Skagit County that exceeds three five percent (3%), the 

University will increase its premium pay to the amount provided 

by the State. 

B. In the event the State implements regional compensation for 

employees whose primary reporting location is in a county other 

than Whatcom or Skagit Counties in which the University has 

employee primary reporting locations, the University will provide 

regional pay to its employees on the same basis and in the same 

amount provided by the State. 

44.22 Dependent Care Salary Reduction Plan 

The University 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 pretax basis as 

permitted by Federal tax law or regulation. 

44.23 Pretax Health Care Premiums 

The University agrees to provide eligible employees with the option to 

pay for the employee portion of health premiums on a pretax basis as 

permitted by Federal tax law or regulation. 

44.24 Medical/Dental Expense Account 

The University 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 employees have such costs, or expenses 

for services not covered by health or dental insurance on a pretax basis as 

permitted by Federal tax law or regulation. 

44.25 Voluntary Separation Incentives – Voluntary Retirement Incentives 

The University will have the discretion to participate in a Voluntary 
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Separation Incentive Program or a Voluntary Retirement Incentive 

Program, if such programs are provided for in the 2025-2027 operating 

budget. Such participation must be in accordance with the program 

guidelines adopted by the Department of Enterprise Services and the 

Department of Retirement Systems, following consultation with the 

Office of Financial Management. 

Program incentives or offering of such incentives are not subject to the 

grievance procedure. 

44.26 Reopener 

Compensation increases described in Sections 44.1, 44.4, and 44.20 above 

will take effect only if they are deemed feasible by the Director of OFM, 

approved by the Legislature as provided in RCW 41.80, and fully funded 

by the State appropriations to the University. In the event that some or all 

of the compensation increases described in Sections 44.1, 44.4, and 44.20 

are not approved or fully funded, the parties will reopen negotiations to 

bargain a replacement provision. Nothing in this paragraph obligates either 

party to agree to any proposal. 

44.27 Longevity Steps 
All employees who reach twenty (20) years of service with the state of Washington shall 

receive a one (1%) longevity increase. All employees who reach twenty-five (25) years of 
service with the state of Washington shall receive an additional one (1%) longevity 

increase. 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE 51  1 

INCLEMENT WEATHER 2 

51.1 Bargaining unit employees who are unable to report to work or remain at 3 
their work site for all or part of their workday because of inclement weather 4 
may work remotely, if permitted by University policy, or may charge their 5 
missed time to vacation, personal holiday, accrued compensatory time,  6 
leave without pay, or any accrued sick leave up to a maximum of three (3) 7 
days in any calendar year. 8 

51.2 Employees who take leave without pay on their last workday preceding a 9 
holiday due to inclement weather will not be deemed ineligible for holiday 10 
pay because of such leave. 11 

51.3 The University agrees to comply with outdoor heat exposure rules laid out 12 
in WAC 296-62-095. Additionally, should the State of Washington adopt 13 
similar rules for indoor heat exposure, the University agrees to comply 14 
with those rules. 15 

 16 

 17 

 18 

Tentative Agreement Reached 19 

An electronic signature to this Agreement shall be given effect as if it were an original 20 

signature. 21 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 22 
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ARTICLE 56 

TERM OF AGREEMENT 

56.1 All provisions of this Agreement will become effective July 1, 2027, and will remain in 

full force and effect through June 30, 2029; however, in accordance with RCW 41.80.090, 

if this Agreement expires while negotiations between the Union and the Employer are 

underway for a successor Agreement, the terms and conditions of this Agreement will 

remain in effect for a period not to exceed one (1) year from the expiration date.  Thereafter, 

the Employer may unilaterally implement according to law. 

56.2 Either party may request negotiations of a successor Agreement by notifying the other party 

in writing no sooner than January 1, 2027 and no later than January 31, 2027.  In the event 

that such notice is given, negotiations will begin at a time agreed upon by the parties. 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 

 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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ARTICLE X 1 

HEALTH CARE BENEFITS AMOUNTS 2 

X.1 A. For benefits during the plan years beginning January 1, 2028 and January 3 

1, 2029, For the 2025-2027  biennium, the Employer Medical Contribution 4 

(EMC) will be an amount equal to eighty-five percent (85%) of the monthly 5 

premium for the self-insured Uniform Medical Plan (UMP) Classic for each 6 

bargaining unit employee eligible for insurance each month, as determined 7 

by the Public Employees Benefits Board (PEBB). In no instance will the 8 

employee contribution be less than two percent (2%) of the EMC per month.  9 

B. The point-of-service costs of the Classic Uniform Medical Plan (deductible, 10 

out-of-pocket maximums and co-insurance/co-payment) may not be 11 

changed for the purpose of shifting health care costs to plan participants, 12 

but may be changed from the 2014 plan under two (2) circumstances: 13 

1. In ways to support value-based benefits designs; and 14 

2. To comply with or manage the impacts of federal mandates. 15 

C. Value-based benefits designs will: 16 

1. Be designed to achieve higher quality, lower aggregate health care 17 

services cost (as opposed to plan costs);  18 

2. Use clinical evidence; and 19 

3. Be the decision of the PEBB. 20 

D. Article X.1 (B) and (C) will expire June 30, 20279. 21 

X.2  The Employer will pay the entire premium costs for each bargaining unit 22 

employee for dental, stand-alone vision, basic life, and any offered basic 23 

long-term disability insurance coverage.  If changes to the long-term 24 

disability benefit structure occur during the life of this Agreement, the 25 
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Employer recognizes its obligation to bargain with the Coalition over 1 

impacts of those changes within the scope of bargaining. 2 

 X.3 Wellness 3 

A. To support the statewide goal for a healthy and productive workforce, 4 

employees are encouraged to participate in a Well-Being Assessment 5 

survey. Employees will be granted work time and may use a state computer 6 

to complete the survey. 7 

B. The Coalition of Unions agrees to partner with the Employer to educate 8 

their members on the wellness program and encourage participation. 9 

Eligible, enrolled subscribers shall have the option to earn an annual one 10 

hundred twenty-five dollars ($125.00) or more wellness incentive in the 11 

form of reduction in deductible or deposit into the Health Savings Account 12 

upon successful completion of required Smart Health Program activities. 13 

During the term of this Agreement, the Steering Committee created by 14 

Executive Order 13-06 shall make recommendations to the PEBB regarding 15 

changes to the wellness incentive or the elements of the Smart Health 16 

Program. 17 

X.4 The PEBB Program shall provide information on the Employer Sponsored 18 

Insurance Premium Payment Program on its website and in an open enrollment 19 

publication annually. 20 

 As of January 1, 2028, the SmartHealth program will no longer be offered, which 21 

includes the wellness incentive and the SmartHealth online portal. 22 

 Employees who have met the eligibility requirements to receive a wellness 23 

incentive by December 31, 2027, will still receive the wellness incentive in plan 24 

year 2028. 25 

 Employees are not eligible to earn a wellness incentive as of January 1, 2028. 26 
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X.5 Flexible Spending Arrangement 1 

A. During January 20268 and again in January 20279, the Employer will make 2 

available  three hundred dollars ($300 ) in a Flexible Spending Arrangement 3 

(FSA) account for each bargaining unit member represented by a Union in 4 

the Coalition described in RCW 41.80.020(3), who meets the criteria in 5 

Subsection X.5 B below. 6 

B. In accordance with IRS regulations and guidance, the Employer FSA funds 7 

will be made available for a Coalition bargaining unit employee who:  8 

1. Is occupying a position that has an annual full-time equivalent base 9 

salary of sixty-eight thousand and four dollars ($68,004.00) or less 10 

on November 1 of the year prior to the year the Employer FSA funds 11 

are being made available; and 12 

2. Meets PEBB program eligibility requirements to receive the 13 

Employer contribution for PEBB medical benefits on January 1 of 14 

the plan year in which the Employer FSA funds are made available, 15 

is not enrolled in a high-deductible health plan, and does not waive 16 

enrollment in a PEBB medical plan except to be covered as a 17 

dependent on another PEBB non-high deductible health plan. 18 

3. Hourly employees’ annual base salary shall be the base hourly rate 19 

multiplied by two thousand, eighty-eight (2,088). 20 

4. Base salary excludes overtime, shift differential and all other 21 

premiums or payments. 22 

C. An  FSA will be established for all employees eligible under this Section 23 

who do not otherwise have one. An employee who is eligible for Employer 24 

FSA funds may decline this benefit but cannot receive cash in lieu of this 25 

benefit. 26 
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D. The provisions of the State’s salary reduction plan will apply. In the event 1 

that a federal tax that takes into account contributions to an FSA is imposed 2 

on PEBB health plans, this provision will automatically terminate. The 3 

parties agree to meet and negotiate over the termination of this benefit. 4 

 5 

TENTATIVE AGREEMENT REACHED 

August 26, 2026 

 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 

 

For the Employer  For the Union 

 

 
   

 Date 
 

 Date 8/27/26 

Tanya Aho, Interim Director,    

OFM/SHR Labor Relations & Compensation 

Policy Section 

 Kurt Spiegel, WFSE Executive Director  

Union Coalition Lead Negotiator   

 6 
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MEMORANDUM OF UNDERSTANDING 1 

BETWEEN  2 

WESTERN WASHINGTON UNIVERSITY 3 

AND 4 

WASHINGTON FEDERATION OF STATE EMPLOYEES 5 

The Union and the University agree that employee development and retention are important. The 6 

parties will meet at least twice annually to discuss the potential creation of an apprenticeship 7 

program.  8 

Provisions: 9 

• The Union will be permitted to have up to three (3) bargaining unit employees in 10 

attendance, and such attendance will be on work time. 11 

• Meetings will be considered informal discussion, not formal bargaining. 12 

• Neither party shall be obligated to agree to anything during or as a result of these 13 

meetings. 14 

• The parties will be responsible for ensuring that their respective representatives are 15 

knowledgeable about the topic and empowered to speak about the topic. 16 

 17 

 18 

Tentative Agreement Reached 19 

An electronic signature to this Agreement shall be given effect as if it were an original signature. 20 

For the Employer For the Union 

  

Tim Reynolds  Richard Becker, Labor Negotiator 

Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 

 21 
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MEMORANDUM OF UNDERSTANDING  1 

BETWEEN 2 

WESTERN WASHINGTON UNIVERSITY 3 

AND 4 

WASHINGTON FEDERATION OF STATE EMPLOYEES 5 

Generative Artificial Intelligence 6 

The parties agree to the following:  7 

Beginning July 1, 2027, The Employer will not rely exclusively on generative artificial 8 

intelligence (GenAI) when making final employment-related decisions. For purposes of this 9 

MOU, employment-related decisions include those related to hiring, promotion, disciplinary 10 

actions, or any other decision regarding a bargaining unit member’s work performance. Use of 11 

GenAI decision making system(s) in relation to bargaining unit members must ensure that the 12 

system’s outputs — such as recommendations, evaluations, or other determinations — are 13 

routinely reviewed and validated through direct human oversight. In the event that GenAI is used 14 

in such decision-making, the use will be disclosed. In addition, the use of GenAI will not result 15 

in the layoff of any represented employees. 16 

Additionally, the Washington Federation of State Employees will be guaranteed a seat on any 17 

university-sponsored workgroup related to Artificial Intelligence, with equal standing to other 18 

members of the workgroup. 19 

Both parties agree that this memorandum of understanding will expire on June 30th, 2028.  20 

Both parties agree that this memorandum of understanding is not precedent setting and shall not 21 

be used to establish a past practice. 22 

 23 

Tentative Agreement Reached 24 

An electronic signature to this Agreement shall be given effect as if it were an original 25 

signature. 26 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 

 
 27 
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MEMORANDUM OF UNDERSTANDING  

BETWEEN 

WESTERN WASHINGTON UNIVERSITY 

AND 

WASHINGTON FEDERATION OF STATE EMPLOYEES 

 

Should there be zero percent state funding for General Government employee wage 
increases in FY29 following General Government wage reopener negotiations, an additional 
one-time retention incentive payment of $1,000 will be paid on December1, 2027. For 
employees that are less than full-time, the retention incentive will be prorated based on the 
following schedule: 

  
FTE Amount 

Below .25 $0 
.25 – .5 $500 

Above .5 – .75 $750 
Above .75 $1,000 

 

Tentative Agreement Reached 

An electronic signature to this Agreement shall be given effect as if it were an original 
signature. 

For the Employer For the Union 
  

Tim Reynolds  Richard Becker, Labor Negotiator 
Partner, Summit Law Group, PLLC Washington Federation of State Employees 
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MEMORANDUM OF UNDERSTANDING 1 

BETWEEN 2 

WESTERN WASHINGTON UNIVERSITY 3 

AND 4 

THE WASHINGTON FEDERATION OF STATE EMPLOYEES 5 

Personal Leave Day 6 

All WFSE-represented employees shall receive one (1) personal leave day to be used during the 7 

life of the 2027-2029 agreement. This is not precedent-setting. 8 

This MOU expires June 29, 2029. 9 

 

An electronic signature to this Agreement shall be given effect as if it were an original 

signature. 

For the Employer  For the Union 

   

    
 Richard Becker, Labor Negotiator 

WFSE/AFSCME Council 28  
 10 
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