COLLECTIVE BARGAINING AGREEMENT
BY AND BETWEEN

WASHINGTON STATE UNIVERSITY
AND THE

UNITED AUTOMOBILE, AEROSPACE, AND AGRICULTURAL
IMPLEMENT WORKERS OF AMERICA

EFFECTIVE
February 1, 2024 through August 15, 2026



TABLE OF CONTENTS

ARTICLE 1 SCOPE AND INTERPRETATION 7

1.1 AUTHORITY OF THE AGREEMENT ...uuuiiiiitiaeeiettiaeaeetiaaaeeestinaaeeessnnaaeeeennnaeeeennnnnns
1.2 UNIVERSITY POLICY AND REGULATION....cuuuiiiiitieeeeetiaaeeeetieeeeeeii e e e eeeinn e eeeeennn s
1.3 SEVERABILITY/SAVINGS CLAUSE ....cciiiiiieiiiiiiieeeeeeeeeeeeiiiiaseeeeeeeeeesasssnnneeaeeseeensnns
1.4  COLLECTIVE BARGAINING — MANDATORY SUBJECTS ...uuvvviiiiireeeeesssinnnrnnereeeaeeessnnns
ARTICLE 2 RECOGNITION. .. ..uiiiiiiiiiieee ittt st e e e e e e e e s ee e e e e e e e s e nnnnneees
ARTICLE 3 ANTI-DISCRIMINATION AND HARASSMENT ......cccoiiiiiiiiiiiiieee e
3.1 NON-DISCRIMINATION ....cctttueetituunaee ettt e e eeeti e eeeeti e eeeesa s e eeessan e aaeessaaaaeesnnaaaeees
3.2 SEXUAL HARASSMENT ..utttiiiiitieeeessiiitttteeeeeeeeesssssasseeeeeeeaesessssssssaneeeeaeeeessnnnnnenes

I B = 7Y 7 T N S ESUTR P
K o | [ |1 P SEUTR P
3.5 MICRO-AGGRESSIONS ...uttiviiiteeeessiiitstteeeeeeaeesssasssssseseeeeaesassassssssseeeeseessssnnnsssnes
3.6  RESOLUTION PROCEDURES......cccuuuiiiiittiiaeieeti e e eeei e e e eeti e e e e eeni e e e eeai e e e eesnaaaeeees
3.7  GRIEVANCE PROCEDURE ......iiittiiiieiiiiia ettt e ettt e e et e e et e e e e e e e e e eenna e aeees
0t R 10 =11 =
3.7.2 Interim Measures & REMEIES ........ccovvviiiiiiiiiee e
3.7.3  REPIESENIALION .....ceiiiiiiiiiiiiie it
3.7.4  GrievancCe ProCEUUIE .......ooeeiiiiiie ettt e e
3.8 EDUCATIONAL AND TRAINING RESOURCES ......uiiiiiiiiiieeiiiiieeeeeiiieeeeeeiieeeeeannnnaeeens
3.9 EQUITY SURVEY ..ottt ettt ettt e e et e e e e e et e et e et e et e et e e eaeeeaneeanns
3.10  ALL-GENDER RESTROOMS ...ccuuuiiiiiiiiiieeieitiaeeeeeiiaeeeeeti s eeeeasan s aeeeesnseaeesnnnaeaeens
ARTICLE 4 RESPECTFUL WORK ENVIRONMENT .......outiiiiiiiieeiiiiiiieeeeeee e
4.1  GENERAL CONDITIONS. ...uuutttttuueeeettiaeeeettaaeeeeta e eeeest e e eesana e eeessan e eeesaanaeeeesnnns
4.2 DEFINITIONS ...ttt ettt e e et e ettt e e e et et e e e ettt e e e eeea e e e e ee s e e e e esba e e e eenann e eeeennnns
4.3 EXAMPLES OF ABUSIVE CONDUCT ..ccutuiiiiiiitiaeeeetiaaeeeesiaeeeeeti e e eeennnaeeeesnnnaaeeennnns
4.4  REPORTING COMPLAINTS. .. ittttuaaeettiaaaeettaeaeetuaaaeeesaaaaeessnaaaaeessnnaaaeesnnaaaeesnnns
4.5 INTERIM MEASURES AND REMEDIES ......ciuuuiiiiiiiiiieeeie e eei e eei e ee e eai e eai e enna e

Page 2 of 82



ARTICLE 5 HEALTH AND SAFETY ..oiiiiiiiiiiiiii e 20

ARTICLE 6 MANAGEMENT RIGHTS .. ..o 22
ARTICLE 7 UNION RIGHTS ...t 23
7.1  ASE STATUS REPORTS ...etiiitiiieiiiieesiteeeasiteeestteeesnteeesibeessnteeessnbeessnseessnneessnnneas 23
7.2 UNION USE OF UNIVERSITY RESOURCES AND FACILITIES....cciuveeiiiiieeiiieeesiieee s 23
7.2.1 Meeting Space and FaCilitieS...........ccoovrvruiiiiiii e 23
7.2.2 Supplies and EQUIPMENT .........uiiiiii e 23

7.3 UNION ORIENTATION FOR NEW BARGAINING UNIT MEMBERS.......ccvveeiiiieeiiieeeannee 23
T4 UNION MATERIALS. ...etteiuttieeitieeeaiteeesiteeeastteeeasteeeasnteeeatbeesanteeeeanbeeesnseeesanneeesnneas 24
48 T 1 [P 24
7.6 CONTRACT TRAINING ...ccttttttiiteeeeeteeeetiii e e e ettt e e e e e e e e e e e e e e e e e e eennnnn s 24
7.7  UNION REPRESENTATION AND STEWARDS .....ccctttiiituniiieaeeeeieemniininnaeeeeeeeeennnnannns 24
7.8 RELEASE TIME ...uiiiieiiiiiietit ettt e e e e et e e e e e e e e e e e e nnnn s 25
ARTICLE 8 UNION DUES DEDUCTIONS ... .ottt 26
ARTICLE Q JOB TITLES ... .t e e e e e e eeaa s 26
ARTICLE 10 JOB POSTINGS ...ttt e e e s 29
ARTICLE 11 APPOINTMENT, REAPPOINTMENT AND JOB DESCRIPTIONS.......... 31
11.1  APPOINTMENT NOTIFICATIONS ..cotiiiiiieitieeeeeeteeeeeenie e e een e e e enn e e ennn e e ennn s 31
11.2  EXCEPTIONAL SITUATIONS ...utuuuieeeetteeentutis e e e eeeeeesssnnsssaaeeseeeesssnnnnnaeeeeseeennnns 31
11.3  LETTER OFFERING APPOINTMENT OR REAPPOINTMENT ....uuiieeiiiiirnriiiineeeeeeeeennnns 31
ARTICLE 12 SUMMER SESSION ...t 34
12.1  NON-REGISTERED ASE’S .....uuttiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiiibbbbiebb e 34
12.2  SUMMER FUNDING OPPORTUNITIES ...ccctttutuuaaeeeeeetrenitiisaeeeeeeeessnninnnnaaeeseeenenns 34
12.3 INTERNATIONAL STUDENT SUMMER FUNDING .....ccoiiiiiiiiiiiiiieeceeieeiii e 34
ARTICLE 13 WORKLOAD .....ee ettt e e e e e s 35
13,2 ASSISTANTSHIP ...t ettt e ettt e e ettt e e e e et e e e e a e n e e e e e eeennnns 35
13.3  HOURLY Lottt e e e en e 35
ARTICLE 14 WORKSPACE/MATERIALS ...t 36
ARTICLE 15 INTELLECTUAL PROPERTY ...t 37
ARTICLE 16 DISCIPLINE ... e e e e e 38

Page 3 of 82



16.1 DISCIPLINE ..ttt ettt e et e e e e et e e et e e e e e e e e e e eaa s 38

16.2  INVESTIGATIONS. ...etittteeiutreeasiteeestteeassteeestseesssseeeaseeesssseesaasbeeesnsneessnbeeesnnneeans 38
16.2.1 UNion RePreSentation ...........coovvvuuiiiiiiie e eeeeeeiiee e e e e e e e e eeeenns 38
16.2.2 Home Assignment/Administrative Leave...........cccooeeeevvvvvevviiiiiieeeeeeeeennns 38

16.3  PRE-DISCIPLINARY PROCEDURE ......cccvtttttiiiiieeeeiieiniiiinsseeeeeeeennnnnin e e eeeseennnns 39
16.3.1 Notice of Intent t0 DISCIPIINE..........uuiiiiiiiiiiiiiiiiiiiee 39
16.3.2 Pre-Disciplinary MEetiNg .........ccuuuuuiiiiiiieiiiiieiiiie e 39

ARTICLE 17 LAYOFFES ..ottt et e e s 40
ARTICLE 18 PERSONNEL FILES ... ..o 41
ARTICLE 19 RETIREMENT BENEFITS ... 42
ARTICLE 20 HEALTH INSURANCGE.... ..o 43
ARTICLE 21 CHILD AND DEPENDENT CARE.......coi i 45
ARTICLE 22 FEES AND TUITION WAIVER.......cooi e 46
ARTICLE 23 VOLUNTARY COMMUNITY ACTION PROGRAM (VCAP)....ccccuvvvvvrreenn. 47
ARTICLE 24 IMMIGRATION . ...t 48

24.1 IMMIGRATION SUPPORT ...cviititiiiiieeeeetiietsii e e et eeeas e e e s e e e e s e e e e e e eenanes 48

24.2  WORK AUTHORIZATION . ...uiitiiiiiititiiiiae e e et eeeessis e e e e s e e e e e e e e e s e e e s e e e 48

24.3  ENGLISH PROFICIENCY ...uiieiiiiiiiiiiia e e ettt e et e e e e e e e e e e e 49

244  HOUSING SUPPORT ...tttiitteeeteeeetstis s e e e et e eeesssi s e e e e e e e e e esnas e n e e e e e e e eensnn e n e e e e e 49

ARTICLE 25 HOUSING .....cooumiimiiniiiisiseisssense et 50
25.2  HOUSING COMMITTEE ..uuuiieieiiieetttiieeeeeeeeeeesntis s e e e e e e e eeesnnsn e e e e e s e eennnna e eeees 50
25.3  HOUSING SAFETY NOTIFICATION ..etuuuiieeiiiiiiiiiiiaee e e e e eeeeensiis e e e e e eeeennnn e e e 50

ARTICLE 26 PARKING AND TRANSIT ......ooiviiiiieiieeieee e ees e 51

26.1  GENERAL CONDITIONS ...uuiiiiiiiiiiitiiie e e eeeeeeeensiis e e e e e e e eeessss s e e e e e e e e ennnan e e e e 51

26.2  PARKING ..ttt ettt ettt ettt e e e e e e 51
26.2.1 Parking and Transit Change NOLICE ..............uuuuiiiiiiiiiiiiiiiiiiienae 51
26.2.2 Event Parking and NOUIfICAtION ............uuuuviimiiiiiiiiiiiiiiiiiiiiiiiiiiieaeee 51

26.3  UNIVERSITY TRANSPORTATION AND PARKING TASK FORCE .........cccvvvriiiiiinneeenn, 51

ARTICLE 27 TRAVEL ... e e e 53

ARTICLE 28 VACATION. ..ttt e e et e e e e e e e e eeaa s 54

Page 4 of 82



28.1  VACATION TIME OFF ...utiiiiiiiiieiiiieesitie ettt ettt ettt et e e bbb e e s nnaeas 54
28.2  VACATION USAGE ...ciiiuiiieiiiieeiiiee e sitee e ettt e sstee ettt et e et e e e snbe e e e nbeeesnneeesnaees 54
ARTICLE 29 HOLIDAY S ...ttt e e e e e e e e e e e s 55
ARTICLE 30 LEAVES ... e e e e e e e s 56
30.1 SICK LEAVE ..ttt e e et e e e e e e e e e e nn e e e e e nnn e eeee 56
30.2  SHORT-TERM PREGNANCY/PARENTAL LEAVE ....cccviiiiiiiieiiiie e 57
30.3  LEAVE WITHOUT PAY L.oiiiiiiiiii ittt ettt ettt ettt et nnaeas 58
0.4 MILITARY LEAVE ...ooitiiiiiie e ee ettt ettt sttt e e e e e e e e 58
0.5 JURY DUTY Lttt e e 58
30.6  CHILD CARE EMERGENCY ....ciiiiiiiiiiiiiee e e eeeeeits ettt e e e e e e 58
30.7 REQUEST FOR LEAVE AND COVERAGE .....uuiiitiiiiieiieeeiieeiee e e eae e e et e eaeeaneeenns 58
30.8  LEAVE WITHOUT PAY FOR REASONS OF FAITH OR CONSCIENCE .......cccvvvuuiieennn. 59
ARTICLE 31 ACCOMMODATIONS ... . 60
31.1  GENERAL PROVISIONS .....iiiiiiiiiiiiiiie e ettt e e e e e e e 60
31.2 INTERACTIVE PROCESS OF ACCOMMODATIONS ....ccvvvrrriinnieeeeeeeeennnninseeeeeeeennnns 60
31.3  TEMPORARY WORK ADJUSTMENT ..euuiiiiiiiiiiiiiriiiiee e e eeeeesnni e e e s e eensnnn e 61
31.4  DISABILITY-RELATED ACCOMMODATIONS ....ccvvrriiiiiieeeiiiinriiinne e e e e reeessniin e 61
31.5 PREGNANCY AND POSTNATAL ACCOMMODATIONS ......cctvrurriiiiiieeeeiieenriiinneeeeens 62
31.6  DOMESTIC VIOLENCE, SEXUAL ASSAULT, AND STALKING SAFETY ACCOMMODATIONS
ARTICLE 32 TRAINING ... et e e e e e e e s 64
ARTICLE 33 PROFESSIONAL DEVELOPMENT AND CAREER COUNSELING........ 65
33.2  EMPLOYMENT MENTORSHIP COMPACTS ...ccttvirriiiiiieeeeieeeeniiin e e e e neeennniin e 66
33.3  PROGRESS ASSESSMENTS ...itiititttiiiiieeeitierttiiisaaeesteeessnsi e e e s seeessnnan e eeees 67
33.4  MENTORSHIP TASKFORCE ....ccctititiuiiiiiieeeiiiieiiiias s e e e e e eeeesssii e e e e s e eee e 67
ARTICLE 34 TITLE DXttt e e e e e e e e e e e e eaa s 68
ARTICLE 35 WAGES ..ot 69
35.1  ASSISTANTSHIP SALARY TABLES ....uuuiiiiiiiiiiiiiiiii et e e 69
35.2  ASSISTANTSHIP STANDARD QUALIFICATION LEVELS ...vuiiiiieiiii e 69
35.3  HOURLY RATES ...uttiiiiiiiie ittt ettt ettt et e et e e e e naees 70

63

Page 5 of 82



35.5  YEARLY WAGE INCREASES ...ceiiuttiiiiiieeitiiessiteeesitee s sitee e sttt e snbee e nneessnneeesnnaeas 70
ARTICLE 36 UNION - MANAGEMENT COMMITTEE ... 12
ARTICLE 37 GRIEVANCE AND ARBITRATION ....couiiiiiiiieeeee e 73

B7.3  TIME LIMITS . titieiiiie ettt ettt ettt ettt et e e nb e e e nnbe e e e naeas 73

37.4  INFORMAL RESOLUTION ..ceuttiieiuitieeitieesnteeeessteeesieeessnteesssseessnseessnsseessnneessnnnens 73

37.5  SUBMISSION OF GRIEVANCES AND RESPONSES......ccciititeiiiiieaiiiieeaiieeesieeesnneeas 74

37.6 P ROCESS ..ttt nn e 74

37.6.2 SEEP OB 74
37.6.3 SEEP TWO .. 74
37.6.4  SEP TRICE oo 74
37.6.5 SEEP FOUN e 75

Q. MEAIALION. ... 75

37.7  SELECTION OF AN ARBITRATOR ...tttuuiteeetteeettiiisaeeeeeeesssssnn e e e eeeeeesnnnnnn e aeees 75

7.8 AUTHORITY .ottt ettt e e et et e s e e e e e et et e e b e e e e e e e e e ennnnn e e e e e 75

37.9  ARBITRATION COST ittt ittt e 76
ARTICLE 38 NO STRIKE NO LOCKOUT ...ttt 77
ARTICLE 39 DURATION ...ttt e et e e e e e s 78
APPENDIX A HEALTH INSURANCE ... 79
APPENDIX B MEMORANDUM OF UNDERSTANDING: EMPOWERING PREVENTION AND
INCLUSIVE COMMUNITIES (EPIC) ccciiiiiiiiiiiiiieeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeee et 80

B.1 EMPOWERING PREVENTION AND INCLUSIVE COMMUNITIES (EPIC) .....cccvviiiiiinnnnnn. 80

B.2 CONTENT OF EPIC TRAININGS ...ttt e e 80

B.3  INITIAL PROGRAM DEVELOPMENT ...ciiiiiiititiiiiiseeeeeeeeeesniis s e e e e e eeesnnnsi s e e e s seennnns 80

B.4  ASE HIRING AND SUPERVISION .....iiiiiiiiiiiiitiiseeeeeeeesssniin s e e e e s eeesnsnsi s e e eseeennnns 81

B.5  JOINT TRAINING INITIATIVE ..eettiiiiiiieeeeiiiiiiiiiie e e e et esesii s e e e e e e e esnnsa e e e e e eeennnns 81

B.6  DELIVERY OF TRAINING .....cctttttttuiiieeeeiiiinitiia e e e e et e esssbs s e e e e e e e e e e e e e e eeennnns 82

B.7  TRAINING SIZE ..iiiitiieiiiie ettt ettt ettt et e ettt e et e e nnbe e e abnee e 82

Page 6 of 82



11

1.2

1.3

1.4

ARTICLE 1
SCOPE AND INTERPRETATION

AUTHORITY OF THE AGREEMENT

It is the purpose of this Agreement to provide for the wages, hours and terms and conditions of
employment of the employees covered by this Agreement.

UNIVERSITY PoLICY AND REGULATION

This Agreement supersedes specific provisions of University policies with which it conflicts.
Unless superseded by a specific provision of this Agreement the University’s policies, rules,
regulations and procedures, as currently written or amended will apply to all employees. The
University will notify the Union of any newly created or revised policies.

SEVERABILITY/SAVINGS CLAUSE

This Agreement is subject to the law as it currently exists or is hereafter amended. If any term
or provision of this Agreement is, at any time during the life of this Agreement, adjudged by a
court or administrative body of competent jurisdiction to be in conflict with any law, such term or
provision will become invalid and unenforceable, but all of the remaining provisions of the
Agreement that are not rendered meaningless or inoperable as a consequence of the court’s
or administrative body’s ruling shall remain in full force and effect. The parties shall meet as
soon as practicable to negotiate in good faith with respect to any term or provision of this

Agreement found to be in contravention of the law.
COLLECTIVE BARGAINING — MANDATORY SUBJECTS

1.4.1 The University shall satisfy its collective bargaining obligation before changing a matter
that is a mandatory subject. The University will notify the Union in writing of these
changes and the Union may request discussions about and/or negotiations on the
impact of these changes on employees’ working conditions. The Union will notify the
Labor Relations Officer in writing of any demands to bargain. In the event the Union
does not request discussions and/or negotiations within fourteen (14) calendar days, the
Employer may implement the changes without further discussions and/or negotiations.
There may be emergency or mandated conditions that are outside of the Employer’s
control requiring immediate implementation, in which case the Employer shall notify the

Union as soon as possible.
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1.4.2 Unless agreed otherwise, the parties agree to begin bargaining within thirty (30)
calendar days of receipt of the request to bargain. A valid request to bargain must
include at least three (3) available dates and times to meet. Information requests made
after the request to bargain will not delay the scheduling of discussions and/or
negotiations. The parties shall agree to the location and time for the discussions and/or

negotiations.
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ARTICLE 2
RECOGNITION

In accordance with PERC Case N0.135073-E-22e, and RCW 41.56.205, Washington State
University hereby recognizes the International Union, United Automobile, Aerospace and
Agricultural Implement Workers of America (UAW), AFL-CIO and its Local Union as exclusive

bargaining representative for all employees included in the bargaining unit.
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3.1

3.2

ARTICLE 3
ANTI-DISCRIMINATION AND HARASSMENT

NON-DISCRIMINATION

3.1.1

3.1.2

3.1.3

Neither the University nor the Union shall discriminate or harass any ASE on the basis
of a protected class. The following, are considered protected classes for the purposes
of this Article: race; sex and/or gender (including pregnancy, childbirth, medical
conditions related to pregnancy and childbirth, and breastfeeding and medical
conditions related to breastfeeding); sexual orientation; gender identity or expression;
religion; age; color; creed; national or ethnic origin (including caste or ancestry);
marital status; genetic information (including family medical history); status as a
protected veteran, an honorably discharged veteran, or member of the military;
physical, mental, or sensory disability (including HIV status or other chronic health
conditions and the use of a trained service animal); immigration or citizenship status,
except as authorized by federal or state law, regulation, or government contract; or

Union activity.

Executive Policy (EP) 15 Policy Prohibiting Discrimination and Harassment is the
University’s policy that applies to discrimination and harassment. The University’s
definitions for discrimination, harassment, and sexual harassment under EP 15 is

found at policies.wsu.edu/prf/epl15/.

“Gender expression” is defined as a person’s gender-related appearance or behavior,
or the perception of such appearance or behavior, whether or not stereotypically

associated with the person’s sex assigned at birth.

“Gender identity” is defined as each person’s internal understanding of their gender,
and associated terms that communicate that understanding, which may include man,
woman, a combination of man and woman, neither man nor woman, a gender different

from the person’s sex assigned at birth, transgender, or others not described here.

SEXUAL HARASSMENT

3.2.1

The University shall respond promptly to reports of prohibited behavior and shall take
appropriate action to prevent and correct behavior that violates the law, this Article, or

University policy.
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3.3

3.4

3.2.2

3.2.3

Sexual Harassment is a form of discrimination and encompasses unwelcome conduct
on the basis of sex and/or gender when certain conditions are met, as defined in
WSU’s EP 15, in accordance with state and federal laws and regulations. Sexual
harassment also encompasses “gender-based harassment,” which means harassment
of a non-sexual nature that occurs because of a person’s sex and/or gender. It also
includes harassment based on a person’s nonconformity with sex and/or gender

stereotypes. Examples include but are not limited to those defined in EP 15 such as:

a. Egregious conduct such as sexual misconduct, sexual assault, stalking, and

intimate partner violence.

b. Quid Pro Quo: Direct or implied threats that submission to sexual advances is
a condition of employment or the basis of employment decisions, work status,
promotion, grades, academic evaluation, work references, letters of
recommendation, or other decisions affecting participation in a University

program, activity, or service.

Sexual harassment may include incidents between any members of the University
community, including: administrators, faculty and other academic appointees, staff,
student employees (including ASES), students, coaches, residents, interns, and non-
student or non-employee participants in University programs or events (e.g., vendors,
contractors, visitors, and patients); in hierarchical relationships and between peers,

and; between individuals of any gender or gender identity.

RETALIATION

The University prohibits retaliation, including but not limited to intimidation, threats, coercion, or

discrimination. For the purpose of this Article, as outlined in EP 15, retaliation may include

conduct that would discourage a reasonable person from reporting prohibited conduct or cases

when the individual has made a report or complaint, testified, assisted, or participated or

refused to participate in any manner in an investigation, proceeding, or hearing.

PoLicIEs

The University shall provide ASEs with information about its non-discrimination and

harassment policies.
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3.5 MICRO-AGGRESSIONS

Micro-aggressions are everyday exchanges - including words and actions - that denigrate and
exclude individuals based on their membership in a group or class of individuals. The Union
and University shall meet, upon request, up to three (3) times per calendar year to evaluate
progress on the joint goal of eliminating micro-aggressions against ASEs and discuss plans to
advance that goal.

3.6 RESOLUTION PROCEDURES

3.6.1 A discrimination, discriminatory or sexual harassment complaint may be filed with the
University Compliance and Civil Rights (CCR) office or other appropriate office and/or
as a grievance in accordance with Article 37 of this Agreement. ASEs may also file
discrimination complaints with appropriate state and federal agencies. The parties
agree to encourage the filing of discrimination complaints through the University CCR.

a. CCR shall notify those filing complaints that union-represented employees
may have additional rights under their respective Collective Bargaining

Agreement.
3.7 GRIEVANCE PROCEDURE

3.7.1 Timeline: An ASE shall have 120 days from an incident to submit a grievance alleging

a violation of this Article.

a. If a grievance is filed in accordance with Article 37 that includes an alleged
violation of this Article, the University shall forward the allegation(s) to the
Title IX/EEO Officer for review. If the Title IX/EEO Officer determines an
investigation is warranted, the Union and the University may agree in writing
that the grievance, or a portion thereof, specifically related to this Article will
be held in abeyance while the investigation is ongoing. While an investigation
is pending the University will implement interim measures as appropriate, per
Section 3.7.2 of this Article.

b. As soon as practicable, after the Title IX/EEO Officer receives the
grievance, they will make an initial assessment to determine whether
(a) allegations describe conduct that is prohibited under EP 15, b)

such conduct is within the University’s investigative authority or
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jurisdiction, and (c) whether the complaint can proceed or should be

dismissed pursuant to CCR’s Procedural Guidelines.

c. The Title IXJEEO Officer may implement interim measures, in accordance
with Section 3.7.2 below.

d. Inthe event that a formal investigation is conducted, the investigation shall be

conducted in accordance with the EP 15 and the CCR Procedural Guidelines.

e. When the University issues the report or otherwise concludes its
review/investigation/required disciplinary hearing process/appeal, the

abeyance shall automatically terminate, and the Step 1 process shall resume.

f. In any event, the parties recognize that having a fair investigation and
proceeding to an arbitration hearing on the merits with a completed
investigation report (report of findings) is optimal. The parties may mutually
agree to postpone the arbitration until the completed investigation report is

available.

3.7.2 Interim Measures & Remedies

a. Remedies available to ASEs are designed to be voluntary and restore or
preserve an ASE’s access to their work or education, however may be
implemented by the University as determined necessary. The University will
consider the personal preference of an ASE when implementing interim
measures and remedies. Remedies available for a grievance or complaint
alleging discrimination and harassment may include, but are not limited to:
change to a different workstation, schedule, work location, unit, department,
or position for which the ASE is qualified; training and education of the

implicated parties; no contact remedies.

b. When a grievance or complaint is filed related to harassment or
discrimination, the University will offer any of the above remedies on an
interim basis, as appropriate and available and will implement appropriate
remedies on an ongoing basis if a complaint and/or grievance is sustained.
Such measures are intended to preserve an ASE’s ability to learn and work in

an environment free from harassment and/or discrimination.
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3.8

3.9

3.7.3

3.74

Representation: The ASE (as a Complainant, Grievant, Respondent, or Witness)

shall have the right to be represented by an advocate or advisor of their choice,

including a Union representative, in the grievance, and/or complaint process.

Grievance Procedure: If an ASE files a grievance that includes an alleged violation of

this Article, the University shall forward the grievance to the campus office responsible
for reviewing allegations of discrimination and/or sexual harassment. If the campus
office determines an investigation is warranted, the Union and the University may
agree in writing that the grievance, or a portion thereof, be held in abeyance during the
time the allegations are under review. If the Union and the University do not agree in
writing to put the grievance in abeyance, the grievance shall continue pursuant to

Article 37 - Grievance and Arbitration Procedures.

EDUCATIONAL AND TRAINING RESOURCES

3.8.1

Upon written request from the UAW, the University and the UAW agree to discuss
effective training methodology for the prevention of sexual harassment and other
forms of discrimination at a system-wide joint labor management committee. The
committee shall commence its discussions within six (6) months of Contract

ratification.

EQuUITY SURVEY

3.9.1

3.9.2

The Union and the University are committed to a diverse ASE workforce. Therefore,
the parties will establish a joint committee to discuss methods of recruiting and
retaining, and encouraging career development of ASEs who belong to
underrepresented groups (e.g. minorities, women, individuals with disabilities and

veterans in accordance with EP12 - Equal Employment Opportunity and Affirmative

Action Policy). The parties will also discuss and develop ways of improving the climate
of ASE workplaces, particularly in cases when ASEs perceive disparate treatment (for

example, as a result of native language/dialect or parent/caregiver status).

Upon ratification of the Agreement and during the Fall semester of every odd-
numbered calendar year thereafter, the Union and the University shall jointly develop
an equity survey for all ASEs to be focused on ASE-specific concerns. In the Spring
Semester of even-numbered calendar years, the survey shall be distributed through an
online survey platform (e.g., Qualtrics, Survey Monkey) to all ASEs. In addition, any

department or hiring unit may decide, on a volunteer basis, to jointly develop a
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department-specific survey, with additional questions to be distributed by a
Department Chair or designee and an ASE in the Department designated by the
Union. Responses from all surveys shall be available to the Union and the University.
Once the surveys have closed and no later than the end of the Fall semester of the
following academic year, the Union and the University shall hold a Joint Labor
Management meeting to discuss results and strategize further steps for promoting

equity, inclusion, transparency, and accountability.

3.10 ALL-GENDER RESTROOMS

3.10.1

3.10.2

The University and the Union recognize the importance of having safe and accessible

campus restroom facilities.

The University shall publish the location of all all-gender restrooms on the WSU
website, as well as provide this list upon appointment and upon request. In locations
where all gender restrooms are not available, ASEs will be allowed to use the gender
segregated restroom consistent with their gender identity or expression. Within six (6)
months of ratification, the University and the Union will discuss all-gender restrooms
gap areas during Union Management meetings. Upon request, the University will
provide annual updates to the Union on progress toward increasing the number of all-

gender restrooms at WSU.
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ARTICLE 4
RESPECTFUL WORK ENVIRONMENT

4.1 GENERAL CONDITIONS

41.1

4.1.2

The Parties agree that all employees shall work in an environment that fosters mutual
respect and professionalism and is free from Abusive Conduct. All parties are
responsible for contributing to such an environment. The parties agree that Abusive
Conduct, inappropriate behavior, and bullying in the workplace does not promote the
University’s mission, employee wellbeing, or productivity. These behaviors may occur
in, but are not limited to, situations in which one person has authority over another and

situations involving peer-to-peer interactions.

Workplace Bullying and Abusive Conduct as defined in Section 4.2 and described in
Section 4.3, by ASEs, faculty, supervisors, and/or managers will not be tolerated. The

provisions of Business Policies and Procedures Manual (BPPM) 50.31 Maintaining a

Professional Workplace as written or amended additionally apply to all Employees
covered by the Agreement. The University and the Union shall strive to foster an
environment in which employees feel comfortable making reports of Workplace
Bullying or Abusive Conduct in good faith. The Parties also commit to prohibiting
retaliation against any person who reports Workplace Bullying or Abusive Conduct (as
described in Section 4.2 below) or participates in any related investigation or process
in good faith.

4.2 DEFINITIONS

42.1

4.2.2

Workplace Bullying, including bullying or nondiscriminatory harassment, refers to
repeated, unreasonable actions of individuals (or a group) directed towards an
employee or student (or a group of employees or students), which intimidate, degrade,
humiliate, or undermine; or which create a risk to the health or safety of the employee
or student. Workplace Bullying behaviors are considered as a subset of behaviors
within Abusive Conduct and therefore shall be considered as the same for the

purposes of this Article.

Abusive Conduct. Unprofessional behavior constitutes "abusive conduct” when it is
sufficiently severe, persistent, or pervasive that it: Interferes with, or has the potential

to interfere with, an individual’s ability to participate in WSU employment, education,
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programs, or activities; Adversely alters the conditions of an individual's WSU
employment, education, or participation status; or Creates an objectively hostile or

abusive employment, program, or educational environment.

4.2.3 Such conduct shall be evaluated on a case-by-case basis, taking into account the
circumstances of the parties, relationship between the parties (including power
imbalance); the frequency, nature and severity of the alleged conduct; whether the
conduct was physically threatening; and whether the conduct may be protected. A
single act may constitute Workplace Bullying or Abusive Conduct if severe or

egregious.
4.3  EXAMPLES OF ABUSIVE CONDUCT

4.3.1 Examples of Abusive Conduct may include, but are not limited to, the following types

of behavior:
a. Use of abusive, insulting, or offensive language (written, electronic, or verbal),
b. Spreading false information or malicious rumors,

c. Behavior, language, or gestures that frighten, humiliate, belittle, or degrade,
including criticism or feedback that is delivered with yelling, screaming,

threats, implicit threats, or insults,

d. Encouraging others to act, singly or in a group, to intimidate or harass other

individuals,

e. Making inappropriate comments about a person’s appearance, lifestyle,

family, or political views,
f. Teasing or making someone the brunt of pranks or practical jokes,

g. Inappropriately interfering with a person’s personal property or work

equipment,

h. Circulating photos, videos, or information via e-mail, social media, or other

means without consent,

i. Making unwanted physical contact or inappropriately encroaching on another

individual's personal space, in ways that would cause discomfort and unease,
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4.4

4.5

Purposefully excluding, isolating, or marginalizing a person from normal work

activities for non-legitimate business purposes,

Repeated demands that the individual do tasks or take actions that are
inconsistent with that individual’s job, are not that individual’s responsibility, or

for which the employee does not have authority,

Making threats to block a person’s academic advancement, opportunities, or

continued employment at the University,

m. Sabotaging or undermining a person’s work performance.

4.3.2 Abusive Conduct does not include exercising appropriate supervision of employees

conducting appropriate performance management, or providing appropriate feedback,

including but not limited to the following:

a.

b.

e.

Appropriately expressing differences of opinion,

Offering constructive feedback, guidance, or advice about work-related

behavior,

Reasonable action taken by a supervisor relating to the management of an

office,

Reasonable action taken to manage an employee’s performance, initiating

corrective action and/or disciplinary action,

Participating in a formal complaint resolution or grievance process.

REPORTING COMPLAINTS

ASEs are strongly encouraged to report any incident of Abusive Conduct to an immediate

manager or supervisor. If the immediate manager or supervisor is the perpetrator of the

bullying, the ASE should report the incident to the next level higher supervisor or directly to

Human Resource Services (HRS) through completing the form as outlined in BPPM 50.31

and/or filed as a grievance in accordance with Article 37 (Grievance and Arbitration

Procedures) of this Agreement.

INTERIM MEASURES AND REMEDIES

45.1 Remedies available for Abusive Conduct may include, but are not limited to: change to

a different workstation, schedule, work location, unit, department, or position for which

Page 18 of 82


https://policies.wsu.edu/prf/bppm-50-31/

the ASE is qualified; training and education of the implicated parties; and no contact
remedies.

4.5.2 When a complaint of Abusive Conduct is filed, the University will implement remedies
on an interim basis where appropriate. Such measures are implemented to allow the

ASE to learn and work in an environment free from Abusive Conduct.
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5.1

5.2

5.3

5.4

5.5

5.6

ARTICLE 5
HEALTH AND SAFETY

The University will provide a work environment in accordance with safety practices and
standards established by applicable federal and state governing agencies and University
policy. The University shall make reasonable efforts to maintain safe working conditions in the

workplace including equipment required to carry out assigned duties.

All ASEs are expected to perform their work in conformity with applicable safety standards.
The University will not require nor will an ASE work in an unsafe environment. Should an ASE
become aware of a condition they believe is unhealthy or dangerous, they are expected to
immediately report the condition to a supervisor and/or Environmental Health and Safety. Such

environments will be promptly investigated.

Safety committees are established and conducted in accordance with WAC 296- 800-13020.

The Union retains the right to elect ASE representatives to serve in the University-wide Safety,

Health and Security committee structure, as outlined in the Safety Policies and Procedures

Manual (SPPM) 1.35. Attendance at safety committee meetings will be considered time

worked.

The University shall assess the hazards to which ASEs are exposed and take steps to provide
a safe work environment. The University shall supply and maintain all Personal Protective
Equipment (PPE), equipment, tools, and materials needed to carry out job duties safely,
including first aid kits and hazard spill kits. ASEs are encouraged to raise questions or
concerns over necessary PPE, equipment, tools, and materials with their advisors,
supervisors, Environmental Health and Safety, or through safety processes and committees at

the work unit and/or department level.

The University will provide notice to ASEs of any known hazards in their workplace as required
by applicable law. ASEs may also subscribe to applicable campus/area facility event
notifications and alerts to receive information regarding University facilities, including issues or
projects that may impact safety and health. The University will provide as much advance
notice as possible to ASEs in the event that a university project may impact health and safety,

such as asbestos abatement.

The University shall provide applicable information and safety training for all ASEs, including
trainings regarding general safety, applicable building hazards, use of or exposure to
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hazardous materials, safety issues related to field/lab/clinical work, or work in other hazardous
environments in accordance with SPPM 2.18. Participation in preapproved safety trainings will

be considered time worked.
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6.1

6.2

6.3

6.4

6.5

6.6

6.7

6.8

6.9

6.10

6.11

6.12

6.13

ARTICLE 6
MANAGEMENT RIGHTS

Management of the University is vested exclusively in the University. Except as otherwise
provided in this Agreement, the Union agrees that the management rights of the

University include the rights to:

Establish, plan, direct and control the University’s mission, programs, objectives, activities,

budget, resources, operations and priorities;

Determine the personnel, staffing levels, methods and means, by which operations are

conducted;

Establish, revise and administer policies, procedures, reasonable rules and regulations;
Alter, extend, or discontinue existing equipment, facilities, and location of operations;
Establish, maintain, modify or enforce standards of performance, conduct, order and safety;
Discipline or terminate for just cause;

Establish or modify the academic calendars, including holidays and holiday scheduling;
Assign work and schedule hours of work;

Assign work locations;

Recruit, hire, promote based on standards established by the University;

Plan, establish, modify, and manage the University’s curriculum;

Establish and implement policies and procedures for evaluating the performance of ASEs.
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7.1

7.2

7.3

ARTICLE 7
UNION RIGHTS

ASE STATUS REPORTS

Subsection 7.1 — ASE Status Reports, has been intentionally separated per conversations
between WSU and the UAW for the purpose of a Tentative Agreement. The reports subsection
is to be reviewed separately to address content, development, implementation once agreed

upon, and frequency.
UNION USE OF UNIVERSITY RESOURCES AND FACILITIES

Representatives of the UAW shall be permitted access to employees’ work spaces for the
performance of official union business. Such visitations shall be conducted in a manner that
will not be disruptive to the operations of the University.

7.2.1 Meeting Space and Facilities

The University’s campuses and facilities may be used by the Union for meetings upon
prior request by the Union in accordance with University facilities and use policies and

availability of space.

7.2.2 Supplies and Equipment

The University will allow the Union to post notices and information on existing,
designated bulletin boards in those Departments where ASEs work. University-
purchased supplies, equipment, including but not limited to telephone, fax and email
may not be used for Union business except in de minimis uses if such use does not

disrupt University business.
UNION ORIENTATION FOR NEW BARGAINING UNIT MEMBERS

Each semester, the University will provide an employment orientation to new ASEs on a
system-wide basis. The Union shall be provided thirty (30) minutes at this and at any Hiring
Unit, Campus, Extension or Department employment orientation for new ASEs, to
communicate with bargaining unit members and discuss/distribute materials, including Union
membership application and dues deduction authorization forms. In the event a new ASE is
unable to participate in an employment orientation, the Union will be allowed a thirty (30)

minute period during the new ASE'’s first ninety (90) days to conduct an orientation meeting.
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7.4

7.5

7.6

7.7

Such orientation time shall be considered time worked for the ASE receiving the orientation.
The University will encourage new ASESs to attend these orientations. The University and the

Union will collaborate on the smooth execution of bargaining unit members’ orientations.
UNION MATERIALS

The University shall post on the Human Resource Services Labor Relations website Union-

provided electronic versions of their Union Membership Election Form and Voluntary
Community Action Program (VCAP) form and shall provide links to the forms to each new

bargaining unit member during the hiring process.
POSTING

The University will post the Agreement on the Human Resource Services Labor Relations

website.
CONTRACT TRAINING

Following ratification of this Agreement, the parties may jointly develop training for
management summarizing terms of the new collective bargaining agreement. The University
and Union may meet semi-annually to discuss any identified training needs related to Contract

administration.
UNION REPRESENTATIVES AND STEWARDS

The Union may designate a number of stewards appropriate to the size of the unit who shall be
members of the bargaining unit. The Union shall provide a list of the name of each steward
and their jurisdiction to the University. Should a designation of Union steward change, the
Union shall provide an updated list to the University within ten (10) days of the effective date of
such change. A steward who is processing a grievance in accordance with the grievance
procedure of this Agreement shall be permitted reasonable paid release time to meet with
University representatives and process the grievance during their normal working hours. Time
off for processing a grievance shall be granted to a steward by a supervisor following a
request, provided it does not interrupt time sensitive work responsibilities. A Union
representative is encour