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ARTICLE 1  

Recognition and Classifications 

Section 1.1 Recognition: This Agreement shall be between the Pacific Northwest Staff Union herein called “the 

Union” and SEIU Local 2015 herein called “the Employer”. 

Pursuant to the National Labor Relations Board election certification in case no. 32-RC-210104 on December 29, 

2017, the Employer recognizes the Union as the sole and exclusive bargaining representative for employees, listed in 

Appendix A.  

Excluded are: Managerial employees, supervisors, confidential employees and all other employees not included 

above. Also excluded are members of the Employer on release time or otherwise participating in paid programs. 

 

Section 1.2 New Classification and Reclassification:  

1.2.1 New Classifications: The Employer agrees to advise the Union in writing of the establishment of all new non-

supervisory, non-confidential, employee classifications not currently covered under this Agreement. The Employer 

further agrees to negotiate with the Union all wages and hours of the new classification prior to posting the position. 

The Employer agrees to fill the new classifications according to Article 18 Job Openings contained in this Agreement.  

1.2.2 Reclassifications: Employee(s) may request to have their classification reviewed if they believe  that 

significant changes in their duties have taken place that affect  (a) the relative level of skill, responsibility, and 

experience needed for the job, or, the duties which they currently perform are significantly different from those for 

which they were hired, and (b) the new level of skill, responsibility and experience is comparable to that required of 

other job titles in the requested new grade level. 

Employees  shall  submit   their  request  in  writing  to  the   Human  Resources  Department  and the Union, with 

copies to their supervisor. A period to investigate and conduct a desk audit shall begin with the receipt of the request 

by the Human Resources Department and shall take no longer than thirty (30) days. Employees may grieve the 

denial of a request or may grieve that they are working out of classification if there is no answer by the end of the 

thirty (30) calendar day period.  

Any such change in salary placement shall be effective on the first date that it was requested. 

1.2.3 Job Descriptions: Management agrees to consult with the union when creating and/or modifying job 

descriptions. 

 

Article 2 

Staff Commitment to Organizational Health 

In the spirit of mutual collaboration and in the interest of growing SEIU Local 2015, the Pacific Northwest Staff Union-

SEIU Local 2015 Chapter, and the Employer, agree to the following principles outlined herein. Both the Union and 

Employer understand the unique and shifting dynamics we face as a 21st Century labor organization. As such, a 
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priority of the Union and Employer is to establish a subcommittee of the Labor-Management Committee (as 

described in Article 6), which will have the goal of reaching 80% membership and maintaining a healthy organization.  

The committee will be structured in the following manner: 

1. The subcommittee shall meet one time per month until 80% membership is achieved 

2. The Labor-Management Committee shall determine the structure of the subcommittee at its 

first meeting – to take place no later than one month following the ratification date of this 

Agreement 

a. The subcommittee will reflect the dedication and diversity of our Local by including 

members from across departments and regions 

3. The subcommittee’s sole intent will be to explore organizational health and membership 

growth vis a vis established and innovative practices – suggested topics of discussion are: 

a. Streamlining the process of dues collection and data entry 

b. Periodic membership audits 

c. Developing healthy chapter contract standards 

d. Closing open contracts 

e. Periodic blitzes and training related to membership sign-ups, COPE, and data entry 

f. Residual and new organizing opportunities 

g. New employee orientations 

h. Developing a structured member-intern program 

i. Creating standardized processes and policies related to the topics mentioned above 

 

ARTICLE 3 
Union Security 

 
Section 3.1 Union Membership and Status: 

3.1.1 Membership: It shall be a condition of employment that all employees covered by this Agreement who are 

members of the Union in good standing on the effective date of this Agreement shall remain members in good 

standing, and those who are not members on the effective date of this Agreement shall, on or before the thirty-first 

(31st) day following the effective date of this Agreement, become and remain members in good standing in the 

Union.  

It shall also be a condition of employment that all employees covered by this Agreement who are hired after its 

effective date shall, not later than the thirty-first (31st) day following the beginning of such employment, become and 

remain members in good standing in the Union. All of the foregoing provisions shall be implemented in accordance 

with, and consistent with, applicable federal and state laws. 

3.1.2 Fair Share Dissenter: The parties recognize that an employee will have the option of declining to 

participate as a member in the Union yet contribute financially to the activities of the Union in representing such 

employee as a member of the bargaining unit. Therefore, as an alternative to and in lieu of the membership 

requirements of the previous section (section 1 of this Article), an employee who declines membership in the Union 

shall pay to the Union each month a representation fee in an amount identified by the Union, but which shall not be 
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higher than full membership dues. The representation fee shall be collected by the Employer in the same manner as 

monthly membership dues. 

3.1.3 Religious Objector: A bargaining unit employee who demonstrates a bona fide religious belief or tenet as 
determined by the established application and determination procedures of the Union, consistent with applicable 
state and federal statute, rules and regulations, and such employee is prohibited from becoming a member of the 
Union by such belief, such employee shall pay to the Union each month an amount of money equivalent to such 
regular current union dues to the Union, who shall then transmit that amount to a non-religious charity of the 
employee’s choice from a list of non-religious based charities provided by the Union. Receipt of such transmittal to 
the charity organization shall be provided to the employee on an annual basis. The Union will inform the Employer 
when an employee objects in the fashion described above, and the charity to which the payment will be transmitted. 
 
Section 3.2 Maintenance of Membership: Employees who are required hereunder to maintain membership in the 
Union and pay union dues, or maintain non-member status and pay representation fees, and fail to do so shall, upon 
notice of such fact in writing from the Union to the Employer, be terminated thirty (30) days after receipt of said 
written notice to the Employer, unless such action conflicts with State or Federal law. 

Section 3.3 Deductions: Upon submission of a signed dues authorization, the Employer agrees to deduct the 

Union dues or representation fee from the wages of each employee each pay period, consistent with the terms of 

the dues authorization. The Employer agrees to forward such to the Treasurer of the Union monthly along with 

necessary employee information required to process dues effectively. The Employer will work with the Union to 

provide necessary information, which will include full name, employee identification number, gross pay upon which 

the dues are based, the amount of dues, and any changes to employee status.  

Section 3.4 Hold Harmless: The Union shall indemnify and hold the Employer harmless against any and all claims, 

suits, or other forms of liability that may arise out of the Employer's compliance with any of the provisions of this 

Article. 

Section 3.5 Access to Records: An employee shall be permitted to review their own personnel record once a year 

and when discipline or other employment changes to the record are initiated. The Union representatives shall be 

permitted to review employee's records upon presentation of a written authorization signed by the employee. The 

employee or the Union representative upon presentation of a written authorization signed by the employee may 

request a copy of the employee's personnel record. The Employer may verify any written authorization. Third party 

reference material shall not be made available. 

All requests for access to personnel records must be presented in writing to the Employer using the 

Employer provided form. All requests are good for ten (10) working days. 

 
Section 3.6 Bulletin Board: The Employer agrees to provide space for a Union bulletin board in all work locations. 

Offensive materials or materials derogatory to SEIU or the Employer are not permitted. It is understood that the size 

of the bulletin boards shall be no smaller than thirty inches by forty inches and the location shall be such as to 

provide bargaining unit members free and unfettered access to it. 
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ARTICLE 4 

Management Rights 

 

The sole and exclusive rights of management which are not limited by this Agreement include, but are not limited to, 

these rights: to determine, and from time to time to re-determine, the number and locations of its offices, and the 

methods, processes, staffing arrangements, equipment, programs, and materials to be employed; to discontinue the 

use of any processes, operations, staffing arrangements, equipment, or programs; to determine the number of hours 

per day or per week operations shall be carried on; to select and determine the number, qualifications, and types of 

employees required; and to assign duties to such employees. 

 

ARTICLE 5 

Non-Discrimination 

Section 5.1 Non-Discrimination Neither the Employer nor the Union shall discriminate against any employee 

because of race, color, religion, creed, sex, national origin, sexual orientation, gender identity/expression, union 

activity, political affiliation, marital status, age, genetic information, or disability in accordance with applicable 

public law. 

 

ARTICLE 6 

Labor-Management Committee 
 
The Union and the Employer agree to establish and co-chair a Labor Management Committee (LMC) to discuss 

shared workplace concerns with the purpose of promoting good communications and problem solving at the lowest 

appropriate organizational level.  

The Labor Management Committee will consist of representative members of the Union and the Employer. The 

Employer may have at least three (3), and not more than six (6) representatives, and the Union may have at least six 

(6), but not more than twelve (12) representatives. 

The Labor Management Committee shall meet at least quarterly, and as often as needed in the interim. 

The parties shall inform one another of agenda items at least forty-eight (48) hours prior to a scheduled meeting. 

The location for labor management meetings may rotate to different locations in the State. Preference may be given if 

an agenda contains issues specific to a geographic location.  

Union employees shall be excused with pay in order to attend labor management committee meetings. When ad hoc 

meetings are requested by management, reimbursement for travel expenses may be authorized by the Employer. 

The committee is not intended to interfere with the grievance process, but may resolve issues that might otherwise 

come forward as grievances.  

 

DocuSign Envelope ID: FCF28C27-71F0-48FA-8A91-5A6D7E5AEDDF



8 
 

ARTICLE 7 

Grievance and Arbitration Procedure 

Section 7.1 Definition: A grievance is defined as any dispute concerning the interpretation or application of the 

express terms of this contract. 

Section 7.2 Responsibilities and Rights: 

7.2.1 No employee shall lose their right to process their grievance because of the Employer imposed limitations in 

scheduling meetings. 

7.2.2: The employee may request to discuss their grievance informally with their immediate supervisor. The 

immediate supervisor will, upon the request of the employee, discuss the grievance with them within seven (7) 

working days of the request, at a mutually satisfactory time. 

7.2.3: The time between steps of the grievance procedure provided herein may be extended by mutual agreement. 

By mutual agreement, the parties may waive any of the levels of review in the grievance procedure. 

7.2.4: The Employer shall notify the Union of any formal grievance filed that involves the interpretation, and/or 

application of the provisions of this contract, and a Union Representative shall have the right to be present at any 

grievance meeting concerning such a grievance. 

Section 7.3 Procedure: The grievance procedure for employees covered by this contract shall be as follows: 

7.3.1 Step 1 - First Level of Review: If the informal discussion between the employee and their immediate 

supervisor has concluded without resolution, or if the supervisor fails to respond to the request for discussion within 

the allotted time, the Union (shop steward or the Union designee) will present the grievance in writing either in person 

or by email to the appropriate Department Director, and copy the Director of Human Resources. Any grievance will 

be timely only if presented to the appropriate Departmental Director within fifteen (15) working days of when the 

employee or the Union learned or may reasonably have learned of its cause. Failure of the Union to serve such 

written notice shall constitute a waiver of the grievance. If such written notice is served, the Respective Department 

Director or designee shall meet with the Union and a written decision or statement of the facts and issues shall be 

furnished to the Union within (10) working days from the date of service. Failure of the Employer designee to respond 

within such time limits shall entitle the Union to process their grievance to Step 2. 

7.3.2 Step 2 - Second level of Review: If the grievance is not resolved at Step 1, the Union may appeal to the 

Human Resource Director or Chief of Staff within ten (10) working days of receipt of the Step 1 response or within ten 

(10) working days of expiration of the Employer's ten (10) day period to respond, whichever is sooner. Failure of the 

Union to serve such written appeal shall constitute a waiver of the grievance. 

If such written appeal is timely served, the Human Resource Director or Chief of Staff shall confer with the Union and 

a written decision or statement of the facts and issues shall be furnished to the Union within ten (10) working days. 

This meeting may be waived by mutual agreement of the parties. Failure of the Employer to respond within such time 

limit shall entitle the Union to process the grievance at the next Step. 

 

DocuSign Envelope ID: FCF28C27-71F0-48FA-8A91-5A6D7E5AEDDF



9 
 

7.3.3 Step 3 – Mediation (Optional): If the grievance is not resolved at Step 2, the Union may, within 10 (ten) 

working days following receipt of the Employer's response at Step 2, request that the grievance be submitted to 

mediation prior to proceeding to arbitration. This step is optional and requires the concurrence of the Employer and 

the Union. The fees for mediation shall be shared equally by the Union and the Employer. 

A request for mediation must be in writing and must be submitted to the Human Resource Director or Chief of Staff. 

After submission of the written request, the Employer shall attempt to obtain the services of a mediator from the State 

Mediation and Conciliation Services. 

The Mediation procedure shall be informal. The primary effort will be to assist the parties in settling the grievance. 

Court reporters shall not be used, the rules of evidence will not apply, and no record shall be made. The mediator will 

determine whether witnesses are necessary. 

If the grievance is resolved through mediation, the parties may agree to accept the results of the mediation as 

binding. 

If the grievance is not resolved in mediation, the mediator may be requested to provide an immediate oral opinion as 

to how the grievance would be decided if it went to arbitration. Such opinion shall be advisory only. However upon 

mutual agreement of the parties, the mediator may be requested to furnish such opinion in writing, including a brief 

statement of the reasons for the opinion. Such opinion, as well as confidential discussions by the parties in 

mediation, shall not be used during any subsequent arbitration. 

7.3.4 Step 4 – Arbitration: If the written decision at Step 3 does not settle the grievance; or if no written decision is 

rendered within the time limits set forth at Step 3 and if mediation, as provided in Step 4, is not requested; or if 

mediation is not agreed to; or if mediation does not resolve the grievance; the aggrieved party may serve upon the 

other parties designee a request for arbitration. The request for arbitration must be filed within ten (10) working days 

following the date of any of the above qualifying events. Failure of the aggrieved party to serve such written request 

within said period shall constitute a waiver of the grievance. 

7.3.4.1 Arbitration Panel: If such written notice is served, the parties agree to use the American Arbitration 

Association (AAA) for a panel of arbitrators for consideration. The selection shall be made by each Party alternately 

striking from the list until one name remains. The striking shall occur within ten (10) working days of receipt. 

7.3.4.2 Arbitration Scope of Grievance: Arbitration of a grievance hereunder shall be limited to the formal 

grievance as originally filed by the employee to the extent that said grievance has not been satisfactorily resolved. 

7.3.4.3 Arbitration Fees and Expenses: The fees and expenses of the arbitrator shall be borne equally by both 

parties, it being mutually agreed that all other expenses including, but not limited to, fees for witnesses, transcripts, 

and similar costs incurred during such arbitration will be borne by party incurring them. The decision of an arbitrator 

resulting from any arbitration of a grievance hereunder shall be final and binding upon the parties. 

7.3.4.4 Arbitration Scope of Arbitrator: The decision of an arbitrator resulting from any arbitration of grievance 

hereunder shall not add to, subtract from, or otherwise modify the terms and conditions of this contract. 
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ARTICLE 8 
Union Stewards and New Employee Orientation 

 
Section 8.1 Union Stewards: Union Stewards shall be designated by Union. The Union will provide Employer 

with written notification of up to fifteen (15) designated Stewards. Stewards will be granted reasonable release, 

upon approval of their immediate supervisor, time to attend joint meetings with the Employer for purposes of 

administering the contract, including grievances and investigatory meetings subject to their work responsibilities 

and will suffer no loss of seniority or pay for that time. In case of a conflict between their work assignments and 

steward responsibilities, the Union and the Employer collaboratively work to schedule such meetings at a time 

that are mutually agreeable, or if not possible, shall designate an alternate steward. 

Section 8.2 New Employee Orientation:  

8.2.1 Member Data: The name, address, phone number, email address, job title, work location(s), seniority date, 

wage rate, for each bargaining unit employee shall be provided to the Union annually, and supplemented at least 

monthly as new employees transfer work locations or terminate employment. Such information shall be provided to 

the Union in electronic format, preferably in Excel TM format. 

8.2.2 Orientation Representation: As the Employer develops its new employee orientation and onboarding 

program, the Employer shall allow the Union to participate in the onboarding program. Such participation shall be 

open for discussion in subsequent labor management discussions. 

8.2.3 Staff Meetings & Staff Retreats: During staff meetings or staff retreats, and where possible, Union 

representatives shall be provided with meeting space during a break period upon request for staff union only 

meetings. 

8.2.4 Union Orientation: The Human Resources Department, or hiring manager, shall notify the designated union 

representative(s) of the new employee’s name and start date within five (5) working days of the job offer or hiring 

notification.  

The Employer will provide thirty (30) paid minutes to each new hire for new employee orientation. Designated union 

leaders conducting orientations shall be paid thirty (30) minutes at no loss of pay. 

 

ARTICLE 9 

New Employees and Probationary Period 

Section 9.1 Duration of Probation: All new employees shall serve a probationary period; nine (9) months for 

exempt staff and six (6) months for non- exempt staff. Leave periods during this time extend the dates of the 

probationary period. 

Section 9.2 Extension of Probation: Prior to the conclusion of the probationary period, the Employer may extend 

the probation period for up to an additional three (3) months, provided an evaluation has been completed that 

expresses performance concerns that have been clearly communicated during the term of the employees 

probationary period and a developed performance improvement plan has been completed in consultation with the 

Union. Each employee who successfully passes probation shall receive a written notice from the Employer. In the 

event an employee's probationary period expires without receiving written notice, the Union may demand the 
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Employer shall issue the passing notice. 

Section 9.3 Grievances for Probationary Employees: During their probationary period employees shall not 

have access to the Grievance procedure for disputes arising from discipline or discharge. 

Section 9.4 Probation after Temporary Employment: If a temporary worker who has been performing the full 

spectrum of work becomes probationary, the probationary period shall be shortened by the period of time worked as 

temporary. 

Section 9.5 At-Will Status during Probation: Probationary employees shall be at-will employees for the duration of 

their probationary period. 

 

ARTICLE 10 

Temporary Employees 

 

Section 10.1 Assignment of Temporary Employees and Notification: Temporary employees performing 

bargaining unit work will be used only for temporary assignments. Under no circumstances will the use of any 

temporary employees, paid or unpaid, be allowed to erode the bargaining unit of employees covered by this 

Agreement. Management shall notify the Union in writing prior to assignment of any bargaining unit work to 

temporary workers. Temporary paid work assignments will last no longer than one hundred and eighty (180) calendar 

days unless extended by mutual written agreement between the Union and the employer.  

Section 10.2 Temporary Employees Under Collective Bargaining Agreement:  

10.2.1 Fixed Duration Employees: Temporary employees, not including member interns, hired to fill a temporary 

vacancy due to temporary project work of limited duration and assigned bargaining unit work will be covered by all 

contract provisions, except that temporary employees shall not enjoy seniority rights throughout the term of their 

temporary employment. The layoff or termination of temporary employees shall not be subject to the grievance 

procedure of this Agreement. Member interns are only excluded for the purposes of this section. 

10.2.2 Temporary Agency Employees: Employees of temporary employment agencies may be employed to fulfill 

unexpected, short term vacancies, or to supplement the work assignment, but not replace bargaining unit employees. 

The Employer agrees to make best efforts to ensure employees of temporary agencies who are assigned to perform 

work for the Employer shall be paid a living wage, and that temporary agency employees are treated in a manner that 

aligns with the values of SEIU Local 2015. 

Section 10.3 Temporary Assignment Experience Recognized: All time worked as a temporary worker shall be 

credited towards both probation and the appropriate salary step advancement if an employee is hired to a permanent 

position performing the same or similar work as they were performing as the temporary worker. This will apply to 

international staff temporarily assigned to and then hired in a permanent position by the employer. 

Section 10.4 No Erosion of the Bargaining Unit: The Employer will not use temporary employees, contract 

employees or consultants to erode the bargaining unit. The goal of the Employer is to increase the capacity of staff 

and member leadership and, therefore to minimize the use of temporary workers, contract employees, and 

consultants, where there is an opportunity to effectively perform the work internally. 
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The Employer will provide the Union with a quarterly report indicating the consultants or temporary agency workers 

used for work that might otherwise be performed by members of the bargaining unit, the nature of the work 

performed and the expected duration of the work. 

 

ARTICLE 11 

Hours of Work 

 

 
Section 11.1 Non-Exempt Employees: 

11.1.1 Work Week: The regular workweek for staff shall consist of five (5) eight (8) hour days Monday through 

Friday, exclusive of lunch periods. 

11.1.2 Overtime: Overtime shall be paid at the rate of time and one half for required hours worked in excess of eight 

(8) hours in a day or forty (40) hours in a week. 

Double-time shall be paid at the rate of two (2) times the hourly rate for each hour worked in excess of twelve (12) 

hours in a day or in excess of eight (8) hours on the seventh consecutive day. 

All overtime hours must be approved in writing in advance by the Employee's supervisor. 

11.1.3 Meal Period: Non-exempt employees shall be required to take a one (1) hour lunch period. In rare 

circumstances and upon approval by their supervisor, employees may be allowed to take a thirty (30) minute lunch. 

11.1.4 Off Duty Work: Any hourly employee asked to attend or participate in a conference call, webinar, or 

teleconference or other required staff meetings during off-duty time shall be compensated at their regular rate for all 

time involved.  This assignment may qualify as overtime. 

Section 11.2: Exempt Employees 

11.2.1 Professional Nature of the Job: The Union and the Employer recognize the professional nature of the job. 

The parties acknowledge that the employees covered by this Agreement may be required to work long and irregular 

hours including work on weekends and holidays. 

It is understood by the parties that staff is responsible for managing their workflow and planning their schedule 

accordingly in consultation with their supervisor. 

11.2.2 Compensatory Time: Employees shall receive four (4) days per calendar year compensatory time off. 

Compensatory time off will be credited annually effective January 1 of each year and may not be carried over to the 

succeeding year or cashed out. Employees whose start dates are other than January 1st, shall receive a pro-rated 

amount of compensatory time for the remainder of the year. Use of compensatory time must be approved in writing in 

advance by their supervisor. 

Employees must submit a request for time off in the current recording system. Such request must be approved in 

advance by the requesting employee’s supervisor and may not be unreasonably denied. Employees who feel that 

their request for compensatory time off is unreasonably denied may escalate their request to the appropriate 
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Departmental Director and/or Human Resources Director. Compensatory time may not be cashed out at any time, 

including at separation from employment. 

11.2.3 Weekend Work and Additional Compensatory Time: The Employer shall ensure employees receive a 

minimum of two (2) full weekends off per month. However, during a strike, campaign, or large mobilization the 

Employer may request employees work more than two (2) weekends in one month. In those instances, and upon 

supervisory approval, employees may alter their regular work week schedules. 

Notification: Except in cases of emergencies, or instances in which the employer could not reasonably be 

expected to plan far enough ahead, an employee, and the Union, shall be given at least five (5) work days’ 

written notice for any assignment which requires weekend work. 

Additional Accrual: The Employer may authorize additional compensatory days in extraordinary 

circumstances, at the request of the employee or the Union. Such earned compensatory time must be 

scheduled and used within one hundred twenty (120) calendar days of accrual.  

11.2.4 Compensatory Time and State Disability Insurance (SDI): If an employee is eligible for SDI, compensatory 

time shall be reduced by the amount of SDI benefit the employee is eligible to receive. The reduced amount of 

compensatory time payment shall then be charged against the employee’s compensatory time. If an employee is 

eligible for Workers’ Compensation insurance or Paid Family Leave payments, the same method of integration with 

the compensatory shall apply. 

Section 11.3 Workload: The Union and the Employer agree that employee workload, including reasonable 

workload standards, is an appropriate issue for discussion through the Labor Management Committee. The 

Employer appreciates and commits to the goal of making each employee’s workload manageable and sustainable. 

 

Any employee who believes their workload is not reasonable, unmanageable and/or not sustainable, shall first 

discuss their concern with their immediate supervisor. Should the employee not be satisfied, and the workload 

issue not resolved with the immediate supervisor, the employee may address the issue to a higher level of 

management and/or ask that the issue be addressed at the Labor Management Committee. 

 

Section 11.4 Office Closures, Acts of Nature, and Inclement Weather: In the event that the Employer is forced to 

close one or more offices due to acts of nature, public health and safety concerns and/or to comply with state/federal 

mandates, the Employer will seek all available opportunities to avoid employees suffering from any loss of pay or 

benefits due to the closure.  To that end, employees may be authorized to work from their home or shelter or to 

shelter in place with no loss of pay. Employees may be expected to perform their regular or modified duties, or under 

certain circumstances employees may be asked to perform duties for which they are qualified that are outside of their 

job description. Refusal to perform alternate work will not result in disciplinary action but may result in the employee 

being required to use a paid leave balance or leave without pay. 

If employees are asked to perform work outside of their job description due to an environmental event or office 
closure, the Employer will notify the Union as soon as practicable and meet with the Union upon request. 
 
An employee should notify their supervisor as soon as possible in case they are unable to safely go to work due to an 
act of nature, or if doing so would create an unusual hardship. Depending upon the circumstances, the employee 
may work remotely, perform alternative work or take time off with or without the requirement to use accrued paid time 
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off. 
 
The Employer may also send staff home early if unsafe conditions develop during the workday. 
 

Section 11.5 Remote Work: Under certain circumstances remote work may provide opportunities to achieve 

organizational goals while balanced with continuing to build a member centered organizational culture.  Bargaining 

unit employees may request and be approved to work remotely in instances when working remotely results in an 

increased ability to reach organizational outcomes or as a short term accommodation to allow for personal necessity. 

 
Bargaining unit members will work with their supervisors to ensure that remote work does not interfere with meeting 
individual and organizational goals. 
 

ARTICLE 12 

Discipline and Discharge 

Section 12.1 Just Cause Employees may be disciplined up to and including discharge for Just Cause. 

Section 12.2 Progressive Discipline The Employer agrees to the concept of progressive discipline when 

appropriate. Progressive discipline will be considered appropriate when an employee has failed to improve or 

correct a problem with regard to performance issues after being given a reasonable opportunity to do so with 

counseling and/or training. The Employer and Union agree that performance evaluations, counseling, and 

training shall not constitute disciplinary action. The regular progression of progressive discipline depending on 

the circumstances of each individual case, includes: verbal warning, written warning, suspension without pay or 

termination. It is understood that the level and type of discipline imposed depends upon the nature and severity 

of the case. 

Section 12.3 Representation Employees may request and will be granted Union representation during 

investigatory or disciplinary meetings. Employees shall be granted a reasonable amount of time to consult with 

their Steward in conjunction with such meetings. The Employer will notify the employee of their right to 

representation. The employer will notify the Union of any disciplinary action no later than the work day following 

notice to the employee. The Union shall designate a union representative to be notified of all disciplinary 

actions. 

Section 12.4 Timeliness of Discipline The Employer will effect disciplinary action or provide notice of an 

investigation no later than ten (10) work days from the date of an offense or when they became aware of such 

offense. Following a notice of investigation, the Employer will effect disciplinary action no later than five (5) work 

days from the date of conclusion of the investigation. The Employer will attempt to complete most investigations 

within ten (10) work days.  

Section 12.5 Disciplinary Notices During a disciplinary meeting, the Employer shall furnish a copy of the 

disciplinary notice to the employee and Shop Steward. The employee shall indicate on the face of any 

disciplinary notice received an acknowledgement by their signature that they have received such copy and 

understands the charge; however, in so signing, no implication of admission to facts of the offense or guilt may 

be drawn. 
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Section 12.6 Removal of Disciplinary Notices Disciplinary notices shall remain active in an employee’s 

record (file) for twelve (12) months from the date of issuance, barring a related occurrence during the twelve 

(12) month period. Any disciplinary notices older than twelve (12) months, where there has been no such 

occurrence, shall be removed from employee’s file and shall not be used in future progressive disciplinary 

actions, or grievance or arbitration proceedings.  

 

 

ARTICLE 13 

Wages 

Section 13.1 Wage Rates: The wage and salary rates for positions covered by this Collective Bargaining Agreement 

shall be shown on Appendix A, Wage and Salary Schedule, at the end of this Agreement. 

Section 13.2 Longevity Steps: The longevity scale contained in the Wage and Salary Schedule in Appendix A, shall 

be determined by years of service with the employer such that the scale reflects steps in the following configuration, 

beginning year 1, beginning year 2, 3, 5, beginning year 7, beginning year 10, beginning year 15, beginning year 20, 

beginning year 25, and beginning year 30. Employees shall be granted a longevity step on the anniversary date of 

their employment in the bargaining unit with the Employer. 

Section 13.3 New Employees and Placement on the Wage and Salary Schedule: Normally, new employees shall 

be placed at Step 1 on the Wage and Salary Schedule in Appendix A. However, a new employee may be given credit 

for equivalent years of service experience for placement on the wage and salary schedule when appropriate. The 

designated representative of the Union shall be notified of all placements on the wage schedule. 

Section 13.4 Across the Board Adjustment: Appendix A, Wage and Salary Schedule, shall be adjusted on all 

steps for all positions: 

January 1st, 2021:  Across the board increase of ten percent (10%) 
 

In the event any wage rate would otherwise fall below any minimum required by law, the Employer will adjust that 
wage rate and, upon request, meet and confer with the Union over the impact of that change. 
 

Section 13.5 Migration of Existing Employees on the Wage and Salary Schedule: On the effective date of this 

Agreement, existing employees shall be placed on the wage and salary schedule in their appropriate position on the 

step that provides them with at least the base wage adjustment as determined by the Employer and the Union during 

negotiation of this Agreement (8%). Employees shall migrate to the next step the following year on their anniversary 

date and each year thereafter, providing they have years of service credited beyond the step in which they have been 

placed for the 2018 contract year. During the term of this Agreement and while senior employees are migrating on 

the new schedule, no new employees shall be placed at a step higher than an existing employee (within the same 

classification). 

13.6 Promotional Step Placement on the Wage and Salary Schedule: Employees who promote to a new wage 

range shall be placed on the wage and salary schedule at the same step in which they were on in their previous 

classification, provided such results in at least a five (5%) increase. 
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13.7 Language Differential: The Employer shall offer a language differential of $50 per pay period ($1,300 a year) 

to any employee who utilizes a language other than English in their daily work. Employees not receiving the language 

differential but assigned to temporary projects or campaigns in which they utilize a language other than English on a 

daily basis, shall be paid the language differential for pay periods for the duration of the assignment. 

Staff may request in writing a language differential to the Director of Human Resources. Requests shall not be 

unreasonably denied. 

Section 13.8 Out of Class Pay: In the event an employee is temporarily assigned to work five (5) working days or 
more in a position that is in a higher classification, the employee’s supervisor shall review with the employee the 
specific duties and responsibilities required to perform at that higher classification and the development 
opportunities inherent in performing said new duties and responsibilities. Such employee shall be paid at the higher 
rate of pay from the first day of the assignment and such pay increase shall be to the appropriate longevity step for 
that employee or the step which provides a minimum increase of five percent (5%), whichever is higher. Such 
increase will remain in effect for the duration of that assignment. 
 

 

ARTICLE 14 

Direct Deposit 

New employees may have access to direct deposit within thirty (30) calendar days of employment. The Employer will 

automatically deposit any pro-rated check amount into a designated account defined by the worker but if the amount 

deposited is insufficient to cover the automatic payments set up by the employee, the Employer has no responsibility 

for bank overdrafts. 

 

 

ARTICLE 15 

Seniority 

Seniority is defined as the length of active service of permanent employees with the Employer. If an employee 

hired into the bargaining unit from another SEIU Local or SEIU International, the Employer reserves the right to 

hire them with all of their seniority intact for purposes of benefits and accrual. Seniority for the purposes of 

layoff shall be based on the date of hire with the Employer. 

 

ARTICLE 16 

Performance Appraisals 

The Employer may conduct performance appraisals for employees within the probationary period and periodically 

thereafter. 
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ARTICLE 17 

Job Openings 

 
Section 17.1 Notification and Posting: Current employees shall be notified of any promotional opportunities 

or vacancies via email and allowed to apply for these positions five (5) working days prior to any external 

advertising of vacant positions. 

Section 17.2 Award of Position: First consideration shall be given to senior and qualified employees who wish 

to transfer to a vacancy of their current job in a different location. 

17.2.1 Qualified: We define qualified employees as: 

1. For a lateral open position, an employee shall be deemed to be qualified for a classification in which they are 

already working, or have previously worked, if they are not currently on a performance improvement plan. 

2. For a promotional position or classification different from the one in which an employee is working, an 

employee shall be deemed to be qualified if they meet the experience, knowledge, skill, and ability 

requirements (KSAs) for the essential functions of the position and they are not currently on a performance 

improvement plan. 

Section 17.3 Trial Service Period: Employees who are promoted to a new wage grade or title shall serve a trial 

service period of ninety (90) calendar days. An employee who has been promoted or transferred and fails to 

complete the trial service period may return to their former or similar position. If no such position exists he or she may 

go on the recall list as described in Article 19 Layoff below. 

 

ARTICLE 18 

Involuntary Transfers 

Section 18.1 Involuntary Transfer: In its exclusive judgment if the Employer determines that it is necessary or 

desirable to relocate one or more employees, management will meet with the appropriate designated Union 

representative to discuss the need for such reassignment to explore alternatives that meet the needs of both the 

Employer and affected employee(s). In the event no agreement can be reached; the Employer will administer the 

reassignment using the following procedures: 

18.1.1 Involuntary transfers shall be for organizationally necessary purposes. 

18.1.2  An employee shall be selected for involuntary transfer respecting seniority, such that senior 

employees shall be asked first if they accept the transfer. If not, the most junior employee shall be selected. 
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Such employee shall have recall rights to their previous assignment consistent with Recall provisions 

contained in Article 19, Layoff. 

18.1.3 For relocated employees whose move is more than (100) miles from their current office location 

and where the employee will be required to work more than 39 weeks at the new job in the ensuing 12 

month period. 

18.1.4 Location and assignment are not subject to the grievance procedure. 

Section 18.2 Relocation Expenses: The Employer will reimburse reasonable relocation and home-related costs 

(one family vehicle, breaking a lease, real estate broker's commission, attorney's fees, escrow fees, title costs and 

points on a mortgage loan) up to the following limits: 

NUMBER IN HOUSEHOLD TAXABLE REIMBURSEMENT 

Employee $2,500 

Employee +1 $3,000 

Employee +2 $3,500 

Employee +3 or more $3,800 

 

 

ARTICLE 19 

Layoffs 

 
Section 19.1 Notification: In the event the Employer anticipates that a reduction in force may be necessary, 

the Employer shall inform the Union at least sixty (60) calendar days with a minimum of thirty (30) calendar days 

prior to the effective date of the proposed layoff(s). Upon request of the Union, the Employer will meet to discuss 

ways to reduce the impact of the reduction in force on the affected staff, including any discussion on severance.  

 
 
Section 19.2 Implementation: 
 
19.2.1 Process: In the event that the Employer proceeds with layoffs, the Employer will 

implement the layoff for the affected employees as follows: 

 
First to be identified for layoff: 

A. Temporary employees 
B. Full-time and part-time probationary employees in 

inverse order of seniority within the affected positions. 
C. Full-time and part time non-probationary employees in inverse 

order of seniority within the affected positions. 

 

19.2.2 Bumping: Employees within a classification shall have the right to bump into any position for which they are 

qualified and is currently held by an employee with less seniority. Employees who have exhausted their ability to 

bump within their classification, may elect to bump into only one classification under their current range for which they 
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are qualified, provided that no employee may promote to a higher paid classification through a layoff/bump 

procedure. 

Section 19.3 Recall: 

Employees who are laid off will be placed on the recall list for a period equal to their term of 

service, not to exceed one (1) year, following the layoff date. 

 

Permanent, full-time and part-time staff will be placed on a recall list in the inverse order of 

layoff. Laid off probationary employees shall be placed on the recall list following any 

permanent, full-time and part-time staff on the list. It is the responsibility of the laid-off 

employee to provide the Employer with up to date contact information in writing. 

 

In the event an employee is recalled, their recall date will be used in calculating any future 

severance pay. Seniority shall not accrue during the lay-off period. 

 
Section 19.4 Vacancies: Vacancies for which the employee is qualified shall be offered to persons on the 

recall list in the order of layoff. Refusal of an offer of employment shall only result in removal of that name from 

the recall list in cases where a recall offer is made of the same job title and region. In cases where a 

probationary employee is recalled from the list in a different job title, they will serve a new probationary period, 

but otherwise shall have previous time in service credited toward completion of their initial probationary period.  

 

ARTICLE 20 

Leave 

Section 20.1 Holidays: 

20.1.1 Paid Holidays: 

New Year's Eve  

New Year's Day  

Martin Luther King, Jr. Day  

President's Day 

Cesar Chavez Day (As observed by State Government) 

Employee's Birthday  (May be used within 12 months from the actual birth date)  

Memorial Day  

Independence Day  

Labor Day  

Veterans Day  

Thanksgiving Day 

Day after Thanksgiving  

Christmas Eve  

Christmas Day 
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20.1.2 Holiday Observance: 

A. In the event a holiday falls on a Saturday, the preceding Friday shall be observed. In the event a 

holiday falls on a Sunday, the following Monday shall be observed. 

B. If a recognized holiday falls during an eligible employee's vacation that day shall not be counted as 

a vacation day. 

C. If a holiday occurs while an employee is on unpaid status due to illness or injury, on personal leave 

of absence or on family and medical leave, the employee will not be paid for that holiday. 

D. An employee may request time off for religious or cultural purposes.  To do so, that Employee 

should notify their supervisor no later than sixty (60) days prior to the date requested for religious or cultural 

observance. The Employer will allow the Employee to use vacation days for these observances. In the event 

that these requests cause a problem with workflow, requests will be granted in order of seniority. 

20.1.3 Working on Holidays: When work assignments require that an employee work on a scheduled holiday, the 

employee shall arrange with the immediate supervisor to take an alternative day off within thirty (30) calendar days. 

Prior approval from the immediate supervisor is required for any employee to work on a scheduled holiday. 

20.1.4 Pay Treatment for Non-Exempt Employees: Employees not working on a holiday shall receive one (1) day's 

pay at her/his normal straight time rate. 

Employees who work on a holiday shall be compensated for eight (8) hours at regular rate and time and a half for 

any hours worked beyond that. In addition, employees will receive a compensatory day to be used within thirty (30) 

days.  

Section 20.2 Bereavement: In the event of the death of a member of the employee's immediate family or domestic 

partner, bereavement leave of four (4) workdays shall be granted without loss of pay. A prorated amount for part-time 

employees shall be granted. With prior approval of their supervisor staff may take up to an additional five (5) 

workdays of vacation, comp days, or voluntary unpaid leave for bereavement purposes. The immediate family is the 

employee's parents, spouse/domestic partner, child, foster child, sibling, grandparents, grandchildren, 

spouse's/domestic partner's parents, stepparents and stepchildren. Staff shall be allowed one (1) work day of 

bereavement leave without loss of pay in the event of the death of an aunt or uncle. 

Section 20.3 Sick Leave: 

20.3.1 Accrual and Use: Each employee shall accrue one (1) day of paid sick leave per month. Employees can 

accumulate a maximum of fifty (50) sick days. Sick days are not subject to cash out except upon retirement. 

Payment of sick leave shall not affect and shall be supplementary to Disability or Worker's Compensation benefits. 

An employee entitled to Disability or Worker's Compensation benefits shall receive, in addition thereto, such portion 

of their accrued sick leave as will meet, but not exceed their regular wages. 

Sick days may be used to care for ill immediate family members including a domestic partner. 

20.3.2 Cash-Out Upon Retirement: Employees shall be entitled to cash-out their unused leave accrual upon 

retirement at twenty-five (25%) percent of their total accumulated accrual. 
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20.3.3 Leave Donations: Please refer to Appendix B, Leave Donation Policy. Such leave policy shall be subject to 

periodic evaluation and further development in labor management discussions. 

20.3.4 Sick Leave and State Disability Insurance (SDI): If an employee is eligible for SDI, Employer-paid sick 

leave shall be reduced by the amount of SDI benefit the employee is eligible to receive. The reduced amount of sick 

leave payment shall then be charged against the employee’s earned sick leave. If an employee is eligible for 

Workers’ Compensation insurance or Paid Family Leave payments, the same method of integration with the 

Employer-paid sick leave shall apply. 

Section 20.4 Vacations:  

20.4.1 Accrual Schedule: Employees are expected to take advantage of their vacation days and shall be entitled to 

vacations with pay on the following basis:  

Beginning Year Days of Vacation 

First Year 10 days vacation 

2nd Year 12 days vacation 

3 to 4 years 15 days vacation 

5 to 9 years 18 days vacation 

10 to 14 years 20 days vacation 

15 or more years 25 days vacation 

 

Vacation days shall be accrued monthly. Requests for vacation must be submitted in advance and are subject to 

approval by the immediate supervisor. Employees will be eligible for their first vacation 6 months after their hire date. 

20.4.2 An employee who is terminated shall be paid unused accrued vacation pay. 

20.4.3 Vacation denials may be appealed to the Employer’s designated manager. No such denials will result in the 

loss of vacation time or its cash equivalent. 

20.4.4 Vacation Banking and Cash-Out: Employees may carry over vacation time from year to year up to a 

maximum of eighty (80) hours (ten days). At the end of each year, employees’ unused vacation time shall 

automatically be carried over to the next year unless the employee requests to cash out their unused vacation time. 

Employees may cash out up to eighty (80) hours of vacation during the course of the year. 

An Employee who wishes to take vacation during the first quarter of the calendar year, who would not otherwise 

accumulate sufficient time, may carry over an additional sixty (60) hours of accrued vacation time. The employee 

must schedule such vacation time during the previous calendar year, subject to approval by their supervisor and 

notice to the Human Resources department.  

20.4.5 Vacation Approval:  Employees may submit vacation requests at any time and shall generally be approved, 

provided operational needs can be met. Seniority shall be the first consideration when approving vacation, in the 

event multiple requests cannot be accommodated due to operational requirements, which may be subject to labor 

management discussion. Otherwise, vacation requests shall be approved on a first come, first served basis. 

Employees may submit requests for unpaid time off in lieu of vacation in order to allow vacation arrangements to be 

made in advance of projected accruals. Unpaid time off requested for this purpose will be converted to paid vacation, 

provided it is accrued prior to its intended use. 
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Employees may submit vacation requests any time but are encouraged to submit requests as soon as possible. The 

supervisor shall respond to any vacation requests as soon as possible, but not longer than ten (10) workdays. Should 

a vacation request be denied, a reason will be included with the denial. 

20.4.6 Vacation and State Disability Insurance (SDI): If an employee is eligible for SDI, vacation leave shall be 

reduced by the amount of SDI benefit the employee is eligible to receive. The reduced amount of vacation payment 

shall then be charged against the employee’s accrued vacation leave. If an employee is eligible for Workers’ 

Compensation insurance or Paid Family Leave payments, the same method of integration with the vacation leave 

shall apply. 

Section 20.5 Jury Duty: Employees called for Jury Duty will be granted release for up to ten (10) workdays with no 

loss of pay. Proof of jury service is required. Employees shall fully cooperate with any the Employer requests 

regarding scheduling of Jury service. 

Section 20.6 Union Leave of Absence: An employee who is an authorized representative of the Union and who is 

covered by this Collective Bargaining Agreement may be given an approved absence without pay, provided such 

absence does not disrupt or interfere with organizational needs, subject to the following limitations: 

20.6.1 Union Leave Purpose: The period of approved absence will be used solely for the purpose of enabling 

authorized representatives of the Union to carry on union duties. The period of the absence may be used to attend 

national or regional conventions and meetings of the Union. 

20.6.2 Such leave shall be for a maximum of three (3) employees for up to one (1) week each in any given year. 

20.6.3 The Union shall request the leave in writing at least two (2) weeks in advance. 

20.6.4 Exceptions: Exceptions to this policy can only be granted by mutual agreement between the Union and the 

Employer. 

Section 20.7 Leaves of Absences:  

Section 20.7 Leaves of Absences: Any application for leave of absence whether paid or unpaid shall be made in 

writing by the employee requesting the leave. During a leave of absence, seniority will continue to accrue for up to 

12 weeks. The Employer will grant Family and Medical leaves of absence in compliance with federal and state law 

for eligible employees. Employees may request to retain certain paid leave balances during an unpaid leave of 

absence, subject to legal requirements and Employer policies and procedures. Such request will not be 

unreasonably denied. 

 

Section 20.8 Orientation Regarding Leaves: The Employer will provide orientation and information regarding 

worker rights under federal and state laws, including but not limited to FMLA, CA Paid Family Leave, State 

Disability Insurance, Workers’ Compensation and other applicable laws. 

Section 20.9 Election, Strikes and Large Mobilizations: The Employer reserves the right to refuse or to cancel 

leave within 30 calendar days of an election, strike or large mobilization. 
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ARTICLE 21 

Expense Reimbursement 

The Union acknowledges that the Employer is working on a revised travel and expense reimbursement policy. Any 

revisions shall be discussed with the Union prior to implementation. The submission of fraudulent expense claims is 

grounds for immediate discharge. The Union may initiate impact bargaining in the event of a diminishment in 

benefits. 

Section 21.1 Business Expenses: Employees shall be compensated for all necessary and appropriate expenses 

incurred while conducting authorized the Employer business. There shall be a uniform procedure for reimbursement 

of incidental expenses. Authorized and properly documented expenses shall be reimbursed within ten (10) working 

days of submission. Expense reimbursement claims shall be submitted with valid documentation within thirty (30) 

calendar days of the date for which reimbursement is claimed. Untimely claims may not be paid. 

Section 21.2 Meal Allowances:  

21.2.1 Out of Town Assignment: Employees who are authorized to travel and stay out of town overnight on 

business are allowed a daily meal and incidentals allowance of fifty dollars ($50) per day during the period of the 

assignment.  

If a staff member is attending a conference, convention or meeting where meals are provided, the Employer will only 

pay for meals that are not provided, unless the Employer, or meeting host, could not adequately accommodate the 

dietary restrictions of an employee. 

Meal allowance (per diem) will be paid at the rate of 75% ($37.50) on travel days and full per diem on days in 

between. 

Individual meals will be paid for at the following per diem rate: 

Breakfast $10 

Lunch $15 

Dinner $20 

Incidentals $5 

If you are traveling with the requirement of a flight, and do not have an overnight stay, you must submit actual 

receipts for meals and incidentals. Regardless of the amount of each meal and/or incidentals, the Employer will pay a 

maximum of fifty dollars ($50) for a day of meals and incidentals. 

Section 21.3 Accommodations: When assignments create the necessity to have staff stay overnight in the field or 

by any other directive of the Employer to stay in a hotel, the Employer shall establish either a direct bill or use the 

Employer’s credit card as a payment method, including, but not limited to, room cost and work-related incidental 

expenses. Should an employee incur non-work-related incidental expenses, the employee shall reconcile such 

expenses at the time of check-out or reimburse such expenses prior to the next full pay period (if reconciliation is not 

possible at the time of check-out). 

Section 21.4 Equipment: The Employer shall provide the equipment it deems necessary for the job. Employees 

shall be responsible to take good care of all property issued to them by the Employer. An employee shall not be 
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responsible for the replacement of defective or broken (or lost) equipment unless the Employer can prove dishonesty, 

willfulness, and/or gross neglect. 

Under no circumstance shall the Employer be responsible for personal property of an employee. 

Upon resignation or termination, all equipment issued to employees must be returned within five (5) calendar days or 

may be considered theft of equipment. 

Section 21.5 Cell Phones: By virtue of the nature of the work performed by certain employees, it may be necessary 

to equip employees with an Employer sponsored cell phone for business calls. The Employer shall be responsible for 

all costs of calling-plans, warrantee repairs, and necessary accessories such as a charger and a hands-free 

earpiece. Employees shall be responsible for proper care of their equipment and proper usage within the calling plan.  

An employee shall not be responsible for the replacement of defective or broken (or lost) equipment unless the 

Employer can prove dishonesty, willfulness, and/or gross neglect. 

Section 21.6 Transportation and Mileage:  

21.6.1 Drivers License Required: Field staff is required to have and maintain a driver's license as a condition of 

employment. 

21.6.2 Mileage Reimbursement Non-Car-Allowance Staff: For staff without a car allowance, mileage incurred 

while conducting SEIU Local 2015 business outside of the normal day-to-day commute to her/his designated office 

will be reimbursed at the IRS rate for appropriately substantiated miles. 

21.6.3 Auto Insurance Minimum Coverage: Employees required to own and operate a motor vehicle, as a 

condition of employment shall maintain adequate insurance coverage and a good motor vehicle record to protect the 

interest of SEIU Local 2015 against third parties. The minimum level of coverage shall be one hundred thousand 

dollars ($100,000) per person and three hundred thousand dollars ($300,000) per accident. Failure to maintain this 

level of coverage shall constitute grounds for discipline, including dismissal. The employee will provide proof of 

insurance coverage when required by the Employer at the time of renewal. 

21.6.4 Car Allowance and Mileage Reimbursement: For staff required to own and operate a motor vehicle as a 

condition of employment, the Employer will provide a car allowance of $650/month. This amount is intended to offset 

the costs of owning, maintaining and using the vehicle and includes gas. If an employee is required to drive 

extensively, he/she will be reimbursed at the IRS rate for any business miles exceeding one thousand (1,000) in a 

calendar month. In those instances, in order to be reimbursed, employees must submit their daily business mileage 

tracker on no later than the last day of the following calendar month to Finance. 

Staff receiving a car allowance shall be required to use their vehicle when they participate in any Employer activity 

that requires less than six (6) hours round-trip from their assigned office. For any use of an employee’s vehicle for 

longer than 6 hours round trip, the employee will receive mileage reimbursement at the IRS mileage rate for 

appropriate substantiated miles.  

Car allowances are a fully taxable benefit and are paid at the last pay period of every month for the following month. 

Car allowances will be issued as a separate check. Car allowances may be prorated in the event that a unit 

employee is discharged or resigns. 

DocuSign Envelope ID: FCF28C27-71F0-48FA-8A91-5A6D7E5AEDDF



25 
 

 

21.7 Fuel Expense: Employees shall not be required to pay fuel or maintenance costs associated with the Employer 

vans. 

 

ARTICLE 22 

Retirement Benefits 

Section 22.1 Pension: The Employer will participate in the SEIU Affiliates’ Officers and Employees Pension Fund in 

accordance with the rules of the plan. 

Section 22.2 401(K): All eligible employees covered by this agreement shall be eligible to participate, at their 

discretion, in the SEIU Affiliates' Officers and Employees Supplemental Retirement Savings 401(k) Plan in 

accordance with the rules of the plan. 

 

ARTICLE 23 

Health and Welfare Benefits 

Section 23.1 Health Insurance: The Employer will continue to provide health insurance, dental insurance and vision 

coverage for each eligible employee and her/his dependent, spouse/domestic partner to any employee who elects 

such coverage. 

Section 23.2 Health Insurance Evaluation and Bargaining Reopener: The Employer and the Union understand 

and appreciate that medical offerings are limited and problematic in remote regions of the State. Therefore, beginning 

the first month of the execution of this Agreement, the Employer and the Union shall meet as a subcommittee of the 

Labor Management Committee to discuss and explore changing employer provided health insurance and optional 

medical benefits (dental, vision, long term disability, life insurance, health reimbursement arrangements (HRAs), 

etc.). The Employer and the Union shall complete such exploration and bargain the medical insurance and optional 

medical related benefits with the goal of completing such negotiation within six months (6) of the execution of this 

Agreement, but not later than the next open enrollment period. 

 

ARTICLE 24 

NON-DISPARAGEMENT OF EMPLOYER 

The employer maintains a high public profile and duties of many employees will often include tasks sensitive to the 

Employer. Employees are responsible for any public statements relating to SEIU 2015, SEIU, or SEIU partner 

organizations. This article is not intended to restrict the political speech of employees while off duty, but instead to 

expressly prohibit public disparagement of the employer. Violations of this article may result in discipline, up to and 

including termination, consistent with Just Cause and Progressive Discipline principles contained in this Agreement, 

Article 12 Discipline and Discharge. 
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ARTICLE 25 

No Strikes-No Lockouts 

Section 25.1 Interruption of the Employer Functions: During the term of this agreement, or any period of 

extension, neither the Union, its members or any employee covered by this Agreement will call, sanction or 

participate in any strike, stoppage of work, slowdown, sympathy strike or concerted interruption of any function of the 

Employer, whether or not the cause was subject to arbitration. If such action occurs, the Union will make every 

reasonable effort to terminate the action. Nor will the Union, its members, or any employee engage in a boycott 

against SEIU or the Employer at any entity under contract with the Employer. An employee engaging in such action 

will not be entitled to any benefit that occurs or accrues during that time, and will be subject to discharge or other 

discipline. 

Section 25.2 Lockouts: During the term of this Agreement, or any period of extension, the Employer will not 

commence nor continue a lockout of its employees. 

Section 25.3 Relief: The Employer and the Union shall have the right to full judicial relief, including injunctive relief, 

for the violation of this article. 

 

ARTICLE 26 

Professional Development 

Section 26.1 Joint Staff Development Committee: The Employer and the Union will establish a Joint Staff 

Development Committee formed by equal number of managers and union representatives. The Joint Staff 

Development Committee, made up of Labor/Management Committee participants, shall discuss, design, and 

recommend professional development that is in the interest and in service to the mission, vision, and values of the 

organization. The committee shall provide budget recommendations prior to the budget adoption process each year. 

Any program developed involving an unbudgeted expenditure must be submitted to the officers for approval. 

Section 26.2 Development Opportunities 

26.2.1 Staff Development Plans: Each employee and their supervisor shall jointly identify opportunities for 

development through an individual Staff Development Plan. An employee may request or a supervisor may 

recommend or assign development opportunities which subsequently arise. 

26.2.2 Special Projects:  As a component of professional development, the Employer may identify opportunities for 

Employees to take on additional responsibilities through special projects, typically temporary in nature. Due to the 

nature of the potential project, the Employer shall have the discretion to determine who to assign. The Employer 

commits to assign employees to projects with their professional development in mind, and will review and consider 

rotating assignments based on interest, on development goals, and in line with equity considerations and becoming 

an anti-racist organization. 

Section 26.3 Mentoring/Shadowing Program: The staff development committee shall discuss and explore 

the development of a mentoring/shadowing program. 
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ARTICLE 27 

Dependent Care Flexible Spending Account 

Section 27.1 Dependent Care Flexible Spending Account: The Employer will maintain a Dependent Care Flex 

Spending Account (compliant to IRS Section 125) to enable regular employees the option to pay for dependent care 

expenses with pretax dollars. 

 

ARTICLE 28 

Agreement, Terms and Renegotiations 

The parties acknowledge that during the negotiations which resulted in this Agreement, each had the unlimited right 

and opportunity to make demands and proposals with respect to any subject or matter not removed by law from the 

area of collective bargaining, and that the understanding and agreements arrived at by the parties after the exercise 

of that right and opportunity are set forth in this agreement. Therefore, the Employer and the Union, for the life of this 

Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be obligated 

to bargain collectively with respect to any subject or matter referred to, or covered in this Agreement, or with respect 

to any subject or matter not specifically referred to or covered by this Agreement even though such subject or matter 

may not have been within the knowledge or contemplation of either or both of the parties at the time they negotiated 

or signed this Agreement. Should any valid Federal or State law or final determination of any board or court of 

competent jurisdiction negatively impact the Employer's operation and/or finances, the economic provisions of this 

agreement shall be reopened and the Parties shall meet to negotiate appropriate changes to those provisions, taking 

into account the newly arisen circumstances. 

Should any valid Federal or State law or final determination of any board or court of competent jurisdiction affect any 

provision of this Agreement, the provision or provisions so affected shall be made to conform to the law or 

determination and otherwise this Agreement shall continue in full force and effect. 

In the event that the Employer wishes to make a change to terms and conditions of employment not contained in this 

Agreement, or to policies and procedures, the Chief of Staff or their designee shall notify the Union no less than thirty 

(30) days prior to the proposed change. The Union, PNWSU, shall have ten (10) days in which to respond and 

request to bargain. In the event the Union requests to bargain, the Employer shall cease implementation of any 

proposed changes until the parties have reached an Agreement. In the case that negotiations are stalled for more 

than forty-five (45) days the matter shall be submitted to FMCS for mediation. 

The parties agree to re-open the negotiations for wages and compensation, with changes to be effective on January 

1, 2022. 

 

This Agreement shall remain in full force and effect from the ratification date (January 21, 2021) through December 

31, 2022. The Employer agrees to pay retroactive wages to the Union as of January 1st, 2021. If either party to this 

agreement wishes to negotiate a successor agreement, that party will serve a request for negotiations on the other 

party not more than sixty (60) calendar days, nor less than (30) calendar days prior to the above mentioned 

expiration date, or as otherwise agreed between the parties. 
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AGREEMENT 

IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be executed in their names by their duty 

authorized representative effective on the __21st__ day of _January_ 2021. 

 

For Employer:      For Union: 

_____________________________   _____________________________ 

April Verrett, Local 2015 President    Brandon D Tippy, PNWSU President 

_____________________________   _____________________________ 

Faith Culbreath, Chief Operations Officer   Jeff Armstrong, PNWSU Chapter President 

 

_____________________________   _____________________________ 

David Werlin, Lead Negotiator    Hayat Dobashi, Bargaining Vice Chair 

_____________________________   _____________________________ 

Jennifer Busch, Bargaining Team    Amber Avines, Bargaining Team 

_____________________________   _____________________________ 

Alexia Peebles, Bargaining Team    Cesar Alvarado, Bargaining Team 

_____________________________   _____________________________ 

Leticia Acosta, Bargaining Team    Isis Vasquez, Bargaining Team 

       _____________________________  

       Manuel Lares, Bargaining Team 

       _____________________________  

       Michael Thompson, Bargaining Team 

       _____________________________  

       Nancy Haro, Bargaining Team 

       _____________________________  

       Pauline Grant, Bargaining Team 

       _____________________________  

       Sadi Perales, Bargaining Team 

       _____________________________  

       Sergio Barahona, Bargaining Team 

       _____________________________  

       Shemiaka Marshall, Bargaining Team 
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       _____________________________  

       Stasha Lampert, Bargaining Team 

       _____________________________  

       Tomas Castro, Bargaining Team 

       _____________________________  

       Werner Marroquin, Bargaining Team 
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Appendix A 

Job Classifications and Salary Schedule  

 

Hourly Job Titles Salaried Job Titles 

Range 1 Security Range 9 Communication Specialist 1 
Organizer 1 

 Member Services 

 Internal/Growth 

 Political  
 

Range 2 Accounts Receivable/Payable 
Clerk 

Range 10 Communication Specialist 2 
Organizer 2 

 Member Services 

 Internal/Growth 

 Political 
Policy Analyst 
Research Analyst 

 

Range 3 Administrative Assistant 1 
Education/Training Coordinator 
Facilities Coordinator 
Membership Associate 1 
MAC Organizer 

Range 11 Communication Specialist 3 
Leadership Empowerment Specialist  

Range 4 Accountant 1 

 Accounts Receivable 

 Accounts Payable 
Travel Coordinator 

Range 12 Senior Contracts Specialist 
Senior Policy Analyst 
Senior Research Analyst 
Senior Organizer 
 

Range 5 Accountant 2 

 Staff Accountant 

 General Ledger 

  

Range 6 Information Technology Support 
Specialist 

  

Range 7 Accountant 3 – Senior 
Accountant 
System Administrator 

  

Range 8 Database Manager 
Database Program Coordinator 
Network Administrator 
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Appendix A 

Job Classifications and Salary Schedule  

Effective January 1, 2021 

 

 

 

 

 

  

1 2 3 5 7 10 15 20 25 30

Range 1 50,766.20 52,035.35 53,336.24 56,003.05 58,803.20 61,743.36 64,830.53 68,072.06 71,475.66 75,049.44

Range 2 53,438.10 54,774.06 56,143.41 58,950.58 61,898.11 64,993.01 68,242.66 71,654.80 75,237.54 78,999.41

Range 3 56,250.64 57,656.90 59,098.32 62,053.24 65,155.90 68,413.70 71,834.38 75,426.10 79,197.41 83,157.28

Range 4 59,063.17 60,539.75 62,053.24 65,155.90 68,413.70 71,834.38 75,426.10 79,197.41 83,157.28 87,315.14

Range 5 62,016.33 63,566.73 65,155.90 68,413.70 71,834.38 75,426.10 79,197.41 83,157.28 87,315.14 91,680.90

Range 6 65,117.14 66,745.07 68,413.70 71,834.38 75,426.10 79,197.41 83,157.28 87,315.14 91,680.90 96,264.94

Range 7 68,373.00 70,082.32 71,834.38 75,426.10 79,197.41 83,157.28 87,315.14 91,680.90 96,264.94 101,078.19

Range 8 71,791.65 73,586.44 75,426.10 79,197.41 83,157.28 87,315.14 91,680.90 96,264.94 101,078.19 106,132.10

1 2 3 5 7 10 15 20 25 30

Range 9 62,657.85 64,224.29 65,829.90 69,121.39 72,577.46 76,206.34 80,016.65 84,017.49 88,218.36 92,629.28

Range 10 67,146.50 68,825.16 70,545.79 74,073.08 77,776.73 81,665.57 85,748.85 90,036.29 94,538.10 99,265.01

Range 11 74,073.08 75,924.91 77,823.03 81,714.18 85,799.89 90,089.88 94,594.38 99,324.10 104,290.30 109,504.82

Range 12 81,714.18 83,757.03 85,850.96 90,143.51 94,650.68 99,383.22 104,352.38 109,570.00 115,048.50 120,800.92

Hourly Ranges
Years

Salaried Ranges
Years
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Appendix B 

Leave Donation Policy 

Leave Donation Policy 

Policy Statement 

SEIU Local 2015 and the staff union recognizes that employees may have a family emergency or a personal crisis 

that causes a severe impact to them resulting in a need for additional time off in excess of their available 

sick/comp/vacation time. To address this need all eligible employees will be allowed to donate sick/comp/vacation 

time from their unused balance to their co-workers in need in accordance with the policy outlined below. This policy is 

strictly voluntary. 

Eligibility 

Employees who donate sick/comp/vacation time must be employed with Local 2015 for a minimum of 1 year and 

have successfully passed their probation.   

Guidelines 

Employees who would like to make a request to receive donated sick/comp/vacation time from their co-workers must 

have a situation that meets the following criteria: 

Family Health Related Emergency- Critical or catastrophic illness or injury of the employee or an immediate family 

member that poses a threat to life and/or requires inpatient or hospice health care and employee qualify for FMLA. 

Immediate family member is defined as spouse, domestic partner, child, parent or other relationship in which the 

employee is the legal guardian or sole caretaker. 

Employees who donate sick/comp/vacation time from their unused balance must adhere to the following 

requirements: 

Donation minimum- 8 hours of sick/comp/vacation time 

Donation maximum - 40 hours (1 week) or no more than 50% of your current balance of sick time and 120 hours (3 

weeks) or no more than 50% of your current balance of vacation time, 16 hours (2 days) or no more than 50% of your 

current comp time balance. 

Note: Employees who donate time must have sufficient time in their balance and will not be permitted to exhaust 

their balances due to the fact that they may experience their own personal need for time off.  Employees cannot 

borrow against future sick/comp/vacation time to donate. 
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Employees who receive donated sick/comp/vacation time may receive no more than 160 hours (4 weeks) of 

combined sick or vacation time within a rolling 12 month period. 

Employees who are currently on an approved leave of absence cannot donate sick or vacation time. 

Donated sick/comp/vacation time cannot be used to additionally compensate employees on workers’ compensation 

leave, and is not to be used in lieu of short term disability insurance (STD) or long term disability insurance (LTD).  

However donated sick/comp/vacation time may be used to raise the employee’s income to 100% of their regular rate 

while using STD or LTD. 

Procedure 

Employees who would like to make a request to receive donated sick/comp/vacation time are required to complete a 

Donation of Sick/Comp/Vacation Time Request Form which includes authorization for the Human Resources Director 

and/or designee to present the request to the employees of Local 2015 for the sole purpose of soliciting donations.  

Employees are not allowed to solicit for donation of sick/comp/vacation time directly from their co-workers. 

Employees who wish to donate sick/comp/vacation time to a co-worker in need must complete a Donation of 

Sick/Personal Time Form. 

All forms should be returned to the Human Resources Director. 

Approval 

Requests for donations of sick/comp/vacation time must be approved by Human Resources and/or a designated 

Senior Leader of Local 2015 (i.e. President, Officer). 

If the recipient employee has available sick/comp/vacation time in their balance, this time will be used prior to any 

donated sick/comp/vacation time. Donated sick/comp/ vacation time may only be used for time off related to the 

approved request. Sick/Comp/Vacation time donated that is in excess of the time off needed will be returned to the 

donor. 
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Appendix C 

Policy Analyst 1 and Research Analyst 1 Salary Step Placement for New Hires 

 

The starting salary for newly hired employees working in the Policy Analyst 1 and Research Analyst 1 positions shall 

be year 2. 
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Appendix D 

Transition of Organizer-in-Training (OIT) to Organizer I and Senior-in-Training (SIT) to Senior Organizer 

On the effective date of this Agreement all individuals classified as Organizer-in-Training will be reclassified as 

Organizer I, at the step that is consistent with their years of service with SEIU Local 2015, provided that they receive 

no less than the percentage increase provided in Article 13 Wages. Such change will not impact the probationary 

period of any worker. OITs placed on the Organizer 1 scale through this process will migrate to the next step on the 

wage and salary schedule in Appendix A consistent with 13.5 Migration of Existing Employees on the Wage and 

Salary Schedule. 

On the effective date of this Agreement all individuals classified as Senior-in-Training will be reclassified as Senior 

Organizer, at the step that is consistent with their years of service with SEIU Local 2015, provided that they receive 

no less than the percentage increase provided in Article 13 Wages. SITs placed on the Senior Organizer scale 

through this process will migrate to the next step on the wage and salary schedule in Appendix A consistent with 13.5 

Migration of Existing Employees on the Wage and Salary Schedule. 

The OIT and SIT pay ranges shall be deleted from the wage and salary schedule and the remaining ranges 

renumbered. 
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Appendix E  

Employer Contributions to Medical FSA plans 

For Calendar Year 2021, the Employer will match the first three hundred fifty dollars ($350) that any Employee 

contributes to the Medical FSA plan provided by the Employer. 

As soon as practicable following adoption of this collective bargaining agreement, the Employer will create a new 

open enrollment period for one work week during which Employees may choose to contribute to the Medical FSA 

plan or modify their current contribution. 

Any agreement regarding future year contributions will be part of negotiations with regard to modifications to existing 

benefits to take place during Calendar Year 2021. 
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Sideletter Agreement 

Lead Organizers and Senior Organizers 

 

 

On the effective date of this Agreement there shall become defined by this Agreement a Senior Organizer placed on 

the same pay range on the salary schedule as Senior Contracts Specialist, Senior Policy Analyst, and Senior 

Research Analyst.  

Employees currently classified as non-represented Lead Organizers shall be provided the option to be reclassified as 

a Senior Organizer within the bargaining unit or remain a Lead Organizer, not within the bargaining unit. Employees 

shall notify Human Resources of their decision by no later than 5PM PST fifteen (15) work days after the date this 

Agreement is ratified by the Union. 

 

For PNWSU,  For SEIU Local 2015, 
 
 
 

  

Brandon Tippy  David Werlin 
 
 
Date:     _________________________ 

  
 
Date:     _________________________ 
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Sideletter Agreement 

Interest-Based Bargaining  

 

The parties hereby agree and commit to use an Interest-Based Bargaining (IBB) process to discuss certain topics, 

specified below, through the Labor Management Committee (LMC) established under Article 6 of the CBA.   

IBB is a collaborative approach to resolving labor and management disputes. Through the process, parties proactively 

identify durable solutions to outcomes at the bargaining table. Agreements are based on mutual and individual interests 

rather than positions. This approach emphasizes problem solving and enables mutual gain outcomes.  

Within forty-five (45) calendar days of the adoption of this Agreement, the parties will meet to determine a mutually agreed 

third party to provide training and other facilitation services for the IBB process. By mutual agreement, the parties may 

choose a process that is different from “Interest Based Bargaining.” If the parties are unable to reach a mutual agreement 

on an alternate third party or an alternate process, the parties will use the IBB program of the Federal Mediation and 

Conciliation Service (FMCS). 

The issues to be discussed by through this process are: 

1. Alternative health plans or programs, including exploring the possibility of a VEBA HRA, 

to be implemented 1/1/2022. 

2. Professional Development 

3. Staff Workload Issues, including complexity of assignments 

4. Membership Growth and the Health of the Organization 

5. Other issues that may be mutually agreed upon between the parties. 

The parties intend to use this process to mutually assess the value of IBB or other alternative process with regard to future 

negotiations. 

Should the parties not successfully conclude negotiation of any issue above, either party may include that issue with the 

wage reopener for the 2022 contract year. 

The parties understand that the heart of the IBB process is a trust relationship dependent upon transparency, and a shared 

commitment to the overall success of each organization, along with a commitment to explore the interests and issues of 

both parties with an effort to find win-win solutions. The parties commit to engage in good-faith to develop and sustain a 

more collaborative labor management relationship, required for an IBB process to be successful. 

The parties may, by mutual agreement, determine that any issue above will instead be addressed through traditional 

negotiations. 

 

For PNWSU,  For SEIU Local 2015, 
 
 
 

  

Brandon Tippy  David Werlin 
 
 
Date:     _________________________ 

  
 
Date:     _________________________ 
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