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This Agreement is by and between the FORT VANCOUVER REGIONAL LIBRARY 
DISTRICT, hereinafter referred to as the “Employer,” and the WASHINGTON PUBLIC 
EMPLOYEES ASSOCIATION, UFCW Local 365 hereinafter referred to as the “Union.”

	 PREAMBLE

The Employer and the Union agree that efficient, effective and uninterrupted 
library service is a primary purpose of both Parties.  The wages, hours and 
conditions of employment for employees covered by the Agreement and the 
procedures, which it establishes, are intended to contribute to the continuation 
of positive employee relations and to be, in all respects, in the public interest. 

The Union as to its obligations shall share equally with the Employer the 
responsibility for administering the provisions of the Agreement.  

ARTICLE 1	 RECOGNITION

Section 1
The Employer recognizes the Union as the exclusive collective bargaining 
representative for the unit as described in the Washington Public Employment 
Relations Commission Decision No. 2124; namely, regular full-time and regular 
part-time office, clerical and nonprofessional employees, hereinafter referred 
to as “employees.”  Excluded:  All supervisors, professional librarians, and 
confidential employees as defined by law, provisional part-time, substitute, 
and temporary employees as permitted by law and as defined below.

Section 2	 Definitions
A.	 Bargaining Unit Employees (Regular employees)

1.	 Regular full-time employee:  An employee working 
a schedule of forty (40) hours per week.

2.	 Regular part-time employee:  An employee working a schedule of 
at least seven (7) but less than forty (40) hours per week.

3.	 Floater employee is a regular full-time or part time employee who 
may be assigned to multiple locations and a variable schedule.

B.	 Other Employees

1.	 Provisional part-time employee:  An employee working a regular 
schedule of less than seven (7) hours per week or an irregular 
schedule of less than fifteen (15) days per calendar quarter.

2.	 Substitute employee:  An employee hired into a position created to fill 
the need to replace an absent regular full-time or regular part-time 
employee, the need for which will be determined solely by the Employer.  

3.	 Temporary employee:  An employee hired to work a full- or part-
time schedule for a period of up to six (6) months, who has 
no reasonable assurance of year-to-year employment.
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Section 3
The Employer agrees to provide each new employee entering the unit with an 
informational packet provided by the Union, which includes a description of its 
representation programs, a membership application, and a copy of this Agreement.

Section 4
The employee has a right to a union representative at any investigatory interview that 
the employee reasonably believes might result in disciplinary action to the employee, 
as provided by law.  The role of the union representative is to provide assistance and 
counsel to the employee, but the representative may not disrupt nor obstruct the 
interview nor bargain with the employer about the substance of the interview.

ARTICLE 2	 UNION SECURITY - RECOGNITION 
OF BARGAINING AGENT

Section 1
A.	 The Employer agrees that all employees who are covered under this 

Agreement shall, as a condition of employment, within thirty-one (31) 
days from the date of the signing of this Agreement, become and remain 
members of the Union in good standing, except as provided below.

B.	 In order to provide employees the right of nonassociation with the Union 
because of the employee’s bona fide religious tenets or teachings of a church 
or religious body of which the employee is a member, such employees shall 
pay an amount of money equivalent to regular monthly Union dues and fees 
to a nonreligious charity, which is mutually acceptable to the employee and 
the Union.  In the event the employee and the Union disagree on either the 
eligibility for nonassociation payments, or the charity to which the equivalent 
fees are to be paid, either Party may petition the Public Employment Relations 
Commission for a decision, which shall be binding on both Parties.  In all 
cases of nonassociation, the employee shall furnish written proof on a 
monthly basis that such dues equivalent payments have been made.

C.	 In the event an employee fails to maintain his/her Union security obligation 
by the payment of nonassociation fees or the regular payment of dues, the 
Union will notify the Employer, in writing, of such employee’s delinquency.  
The Employer agrees to advise the employee that his/her employment status 
with the Employer is in jeopardy, and that failure to meet such membership 
obligation will result in termination of employment within five (5) days.

Section 2
The Employer will furnish the Union on a monthly basis a notice of all 
unit employees who have been hired, rehired, laid-off, terminated or 
promoted to a job not included in the bargaining unit, including their 
home addresses, job classification(s) and work location(s).
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Section 3	 Dues Check Off
At the option of any unit employee upon his/her written authorization submitted 
by the Employee, the Employer will deduct from the pay of such employee the 
monthly amount of union dues, as certified by the Union, and will forward such 
dues monthly to the main office of the Union.  Such written authorization may 
be revoked by the employee at any time by written notice to the Employer 
and the Union.  Should an employee have no earnings in a pay period when 
dues are normally deducted, the Union shall be responsible for collecting dues 
from that person.  The Union shall give the Employer thirty (30) days advance 
notice of any change in the amount of dues or fees to be deducted.

Section 4	 Bulletin Board
The Employer shall provide a bulletin board at each Library Branch or building for 
the Union’s use in an area conveniently accessible to bargaining unit employees.  
The Union will maintain the board for the purpose of notifying employees of 
matters pertaining to Union business.  All notices shall be signed by a representative 
of the Union who is authorized by the Union to approve Union notices.

ARTICLE 2-A	 NON-DISCRIMINATION

Section 1	 Union Activity
There shall be no discrimination by the Employer or the Union against any 
employee for belonging to the Union or engaging in legitimate Union activity.

Section 2	 Non-Discrimination
Neither Party shall discriminate in matters of hiring, training, promotion, transfer, layoff, 
discipline, dismissal or otherwise because of age, sex, marital status, race, creed, color, 
religion, national origin, political affiliations, sexual orientation or perceived sexual 
orientation, place of residence, the presence of any sensory, mental or physical disability, 
obligation for service in the Armed Forces, or whether a disabled or Vietnam Era or 
other protected veteran, or any other status protected under applicable local, state 
or federal law, unless based on a bona fide occupational qualification in accordance 
with the provisions of RCW 49.60.180 and Title VII of the Civil Rights Act of 1964.

The Operations Director has been appointed the Equal Opportunity 
Officer and will be responsible for monitoring employment practices.

Section 3	 Harassment
A.	 It is the intent of the Parties that all employees work in an environment where 

the dignity of each individual is respected.  Harassment because of an individual’s 
age, sex, marital status, race, creed, color, religion, national origin, political 
affiliations, perceived sexual orientation, place of residence, the presence of any 
sensory, mental or physical disability, obligation for service in the Armed Forces, 
or whether a disabled or Vietnam Era or other protected veteran, or other 
status protected under applicable local, state or federal law is unacceptable.

B.	 The Employer agrees to include coverage of sexual and other forms 
of harassment in its training and employee orientation programs.
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ARTICLE 2-B	 UNION REPRESENTATIVES

Section 1	 Union Representatives
A.	 Shop Steward duties may include investigation of grievances, or complaints 

which might become grievances; serving as a third-party witness on behalf of 
unit employee(s) in grievance meetings with the Employer; communication 
with the Employer’s representatives on behalf of unit employees when 
requested by the employee.  Such activities can be carried out on work 
time with a limit of three (3) hours per week per Shop Steward, with 
an aggregate of nine (9) hours per week at reasonable hours upon first 
notifying the Employer and without unduly interfering with the progress of 
work.  Time not used by Shop Steward each week will not accumulate. 

B.	 An authorized representative of the Union, other than Shop Steward, shall 
have the right to investigate concerns with unit employees at reasonable hours 
upon first notifying the Library’s Executive Director or his/her designee for 
approval purposes, without unduly interfering with the progress of work. 

C.	 The Union shall advise the Employer, in writing, of the names of 
their authorized staff representative and Shop Steward.

Section 2.	 New Member Orientation
The Union Staff Representative will be provided a list of all new employees coming 
into the bargaining unit each month.  An hour will be allocated as part of the new hire 
orientation for a Union representative to meet with new bargaining unit employees.  
This hour may occur during the employee’s and the Union representative’s work time.

ARTICLE 3	 HEALTH AND SAFETY 

Section 1
The work place shall be in compliance with the Washington 
State rules and regulations covering health and safety.  
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Section 2 
The Employer acknowledges its obligation to strive to provide a work environment 
that is safe, free from hazards, and environmentally responsible.  The Employees have 
a duty to work in a safe manner, follow the Employers’ safety rules and procedures 
and to report unsafe conditions or acts to their supervisor or another supervisor 
if their own is not available.  The Employer has the responsibility to investigate as 
promptly as possible the condition or act and to take any necessary corrective action.

Within ten (10) days of when the unsafe condition or act is reported to the 
supervisor, the Employer will either take any necessary action to correct 
the unsafe condition or inform the employee what steps are being taken to 
investigate and determine what action, if any is necessary to correct the unsafe 
condition.  If the employee believes, in good faith, that the situation is not 
being adequately addressed in that time period, the employee may contact the 
Library Safety Officer and WPEA.  All grievances under this article shall begin 
at Step 2 of Article 15, but will be held in abeyance pending the outcome of any 
complaint filed with the Washington Department of Labor and Industries.

When an employee believes, in good faith, that circumstances exist that constitute 
recognized hazards that are causing or are likely to cause death or serious injury, the 
employee shall report the circumstances immediately to their supervisor or, in the 
supervisor’s absence, to the Library Safety Officer.  No employee shall be required 
to continue working under such circumstances and, if other suitable work in the 
employee’s job classification is available, the employee will be assigned other duties 
no later than the beginning of the next workday and continuing until such time as 
the safety hazard is investigated and necessary corrective action is taken.  If no other 
suitable work is available in the employee’s job classification, the employee may be 
reassigned to other available duties, provided that the employee shall be paid at 
the higher of his/her regular rate or the rate appropriate to the assigned duties.

There will be no retaliation against an employee who, in good faith, 
refuses to work or files a grievance pursuant to this article.
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ARTICLE 4	 SENIORITY

A.	 Seniority is the length of continuous employment of an employee with the 
Employer.  Where job classification and ability to do the work are equal, 
seniority shall be observed with respect to promotions or transfers.

B.	 Seniority shall be terminated on resignation, discharge, retirement, layoff (of 
more than six (6) months), or failure to return to work in accordance with 
the terms of a leave of absence, or failure to return to work when recalled 
from a layoff.  Seniority will resume if the employee is reemployed in a regular 
position within three (3) weeks after resignation, discharge or retirement.

C.	 Seniority shall be determined based on actual straight time hours compensated.

D.	 The Employer shall post a current seniority list of unit employees each 
January and July and will send a copy to the Union’s Headquarters office.

E.	 Employees who are separated due to layoff and who are reemployed 
within one (1) year of separation shall have their seniority reinstated.

F.	 Bargaining unit employees who promote out of the bargaining unit 
shall have one (1) year from promotion to revert back into the 
bargaining unit and shall have their seniority reinstated.

ARTICLE 5	 HIRING AND PROMOTION

Section 1
The Employer will fill position vacancies in the bargaining unit from regular employees 
within the Library before hiring new employees, provided that present employees 
have the necessary qualifications, and are demonstrably trainable for the basic tasks 
and duties; demonstrate the capacity to learn the new basic tasks and duties.

Section 2
All position vacancies shall be posted for a minimum of seven (7) calendar days at all 
facilities operated by the Employer.  The notice will include position title, pay range, 
and a brief description of the position duties, including qualifications and necessary 
skills.  Only those employees who make application during the posting period will 
be considered for the position.  All bidders, whether successful or unsuccessful, will 
be notified of the outcome of their bid within a reasonable time upon award of the 
position.  If an employee is on vacation or other approved leave those employees 
shall have an opportunity to bid on the job.  An employee must notify HR prior to 
leaving on vacation or approved leave if the employee wants to receive notice of open 
positions while on vacation or approved leave.  HR will send notice to the employee 
to enable those employees to bid on the position before the posted closing date.



WPEA-FVRL Contract 2010-2013	
Contract effective September 1, 2010 through August 31, 2013	 9

Section 3
The Employer agrees that the goal when hiring and promoting is to be fair and 
equitable to those bidding and to the organization.  In order to achieve this 
goal it is important to have consistent hiring and promotion practices that are 
known to all.  The Employer and WPEA will jointly work on hiring and promotion 
procedures that include overall scoring and seniority recognition.  These 
procedures will then be reviewed at least annually through Labor/Management.

Section 4
Promotion is defined as a move from a lower classification to a higher classification.

Section 5
A regular employee who is not on probation or in trial period and not in discipline, 
is eligible to transfer laterally to a posted position of the same classification, 
doing the same work, and having the same number of hours, without requiring 
testing.  When more than one employee is eligible to transfer under this Section, 
the employee with the most seniority in the classification will be the successful 
bidder.  This section applies to an employee’s current regular job only.

If an employee in trial period is the only internal candidate for a lateral transfer 
or an open posted position at the same level, they will be allowed to transfer.

Employees who have successfully tested within a job classification at 
a less-than-100% position will not have to re-test when bidding on 
an open posted 100% position of the same job classification.

Section 6
All promotional bid applications submitted to a hiring supervisor shall include the 
unit employee’s last annual performance appraisal, and any test scores, applicable to 
the job, that indicate an ability to meet the minimum requirement of the job.  The 
Employer will have hiring procedures and will administer them fairly and equitably.
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Section 7
An employee promoted to a higher classification shall work in the position for a trial 
period of up to six (6) months.  During this trial period, should the Employer decide 
the employee is not performing satisfactorily, he/she shall be reinstated as follows:

A.	 By mutual agreement between the employee and Employer, reinstate to a 
vacant position of the same classification and number of hours within the 
employee’s former administrative unit or community branch, which he/she has 
the skill and ability to perform.  If no such agreement can be reached, then,

B.	 By mutual agreement between the employee and Employer, reinstate 
to a vacant position of the same classification and number of hours, 
which the employee has the skill and ability to perform, within the 
organization as a whole.  If no such agreement can be reached, then,

C.	 Bump to the employee’s former position.  If it has been abolished, the hours 
have been reduced, it has been reclassified, or the reverting employee does 
not have the skill and ability currently required by the position, then,

D.	 Bump into the position of the same classification and number of hours 
within the employee’s former administrative unit or community branch, 
which the employee has the skill and ability to perform, occupied by the 
least senior employee, provided that the employee reverting is more senior 
than the employee being bumped.  If this situation does not exist, then,

E.	 Bump into the position of the same classification and number of hours, which 
the employee has the skill and ability to perform, occupied by the least senior 
employee within the organization as a whole (meeting the existing distance 
requirements as stated in Section 9 of this Article).  If no position exists which 
is occupied by an employee less senior than the reverting employee, then, 

F.	 Apply the terms of this section, beginning with step 1 for the next lower 
classification in which the employee previously has held status.

In the above procedure, skill and ability will be 
determined in a fair and equitable manner.

Employees being bumped according to this article shall 
have bumping rights as outlined above.
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Section 8	 New Hires
New regular employees shall serve a probationary period of six (6) 
months from their regular status date of hire.  During this initial six 
(6) month period, the employee is not eligible to apply for a transfer 
or to bid for a higher classification, except as stated below.

In the event that an employee does not successfully complete the probationary 
period, as determined solely by the Employer, such employee may be terminated, 
generally without recourse to the grievance procedures in Article 15.

If an open position has been posted and no bids have been received, a probationary 
employee may apply on the same basis as an outside candidate.  If the probationary 
employee is the successful candidate, the employee will receive credit for their 
probationary time already served.  No employee will serve more than six (6) months 
probation.  The new position’s six (6) month trial period will run concurrently 
with the remaining probationary time.  If the employee successfully completes the 
probationary period, but fails to perform the duties of the new position satisfactorily, 
the employee shall be reinstated under the provision of Section 7 of this Article.  

Section 9
The Employer agrees not to transfer unit employee(s) beyond a reasonable 
commuting distance of twenty-two (22) miles unless agreed to by the employee.

Section 10
When a position is reclassified to a higher classification based on the incumbent 
working at the higher class for at least six (6) months no trial period will be required.

ARTICLE 6	 COMPENSATION

Section 1
There will be no increase in wages in 2011.  However, if non-
union staff receive any compensation increase, then all regular union 
employees will receive the same compensation increase. There will 
be no lay-offs of union members through April 30, 2012.

Section 2
2012 wages will be negotiated in 2011.

Section 3
Employees covered by this Agreement shall be compensated at an hourly rate 
in accordance with the wage schedules and classification descriptions contained 
in Appendix A.  Compensation will be for hours authorized and actually 
worked or for authorized compensated leave under terms of this Agreement.  
Appendix A is attached to and is considered a part of this Agreement. 

Section 4
An employee authorized to perform the job functions of a higher 
classification for one (1) hour or more in their shift shall receive the 
beginning rate of pay for that classification or five percent (5%), whichever 
is greater, for the time worked at the higher classification.
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Section 5
Employees promoting to a higher classification will receive the beginning 
rate of the new classification or five percent (5%), whichever is greater.

Section 6	 Health Benefits
Clark County and Woodland based employees will be provided health insurance 
through the Kaiser Permanente Core Plan.   Library will pay the lower Core 
HMO premium based on not having the Optional Added Choice, less seven and 
a half percent (7.5%) per month for employee only, premium less ten percent 
(10%) per month for employee plus first dependent, and premium less ten 
percent (10%) per month for employee plus two or more dependents.

Skamania and Klickitat based employees will be provided health insurance through 
Kaiser Permanente Out of Area Added Choice at the same level offered in 2010.  The 
employee will pay seven and a half percent (7.5%) per month of the lower Core HMO 
premium for employee only, and ten percent (10%) per month for employee plus 
first dependent, and ten percent (10%) per month for employee plus two or more 
dependents.  The Library will pay the remaining Out of Area Added Choice premium.

The Employer will continue to provide dental, vision, long-term disability, short-term 
disability and life insurance on the same level and terms as of January 1, 2010.

A Section 125 tax deferred flex benefit will continue to be in place 
to allow premium contributions to be on a pre-tax basis.

Section 7
The employer will provide regular employees with a 
wellness program administered by a third party.
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ARTICLE 7	 HOURS OF WORK AND OVERTIME

Section 1
The Employer intends to maintain a regular and constant work schedule.  
For scheduling and payroll purposes, the workweek is defined as Sunday 
through Saturday.  Employees, not designated “floater,” shall receive seven (7) 
calendar days advance notice of a change in their regular work schedule.  This 
provision shall not apply for short-term work schedule changes such as for the 
replacement of absent employees or for uncommon work requirements.

Floater employees will be generally scheduled on the same days of the week each 
week but not necessarily on the same shifts nor at a single location.  By Friday, the 
scheduled shifts for the following week will be given to floater employees.  Floater 
employees may be assigned to work different shifts and at different locations if 
an unanticipated situation occurs after the scheduled shift has been given.

Bargaining Unit positions at the signing of this contract will not 
be converted to floaters without the Union’s approval.

The Employer will provide information to WPEA quarterly on the number of 
substitute hours and floater hours used, the locations, and need for use.

The Labor Management Committee will address concerns 
regarding the use of Floaters and Substitutes.

Eight (8) consecutive hours, excluding the scheduled lunch period, shall constitute 
a normal full-time workday, and five (5) consecutive days of eight (8) hours 
shall constitute a normal full-time workweek.  The normal lunch period shall 
be one (1) hour with a minimum of ½ hour.  Other work schedules may be 
established by mutual agreement between the Employer and the employee.

Section 2
Each regular full-time employee shall receive a meal break of at least thirty (30) 
minutes and two (2) fifteen (15) minute, relief periods in each day’s work schedule 
except in cases of emergency or special assignment that prevents the taking of 
such relief periods.  No employee shall be scheduled to work more than five (5) 
consecutive hours without a meal period.  Relief periods shall occur approximately 
midway during each of the first and second half of the shift and will be scheduled 
so that service will not be impaired.  Regular part-time employees are entitled 
to one (1) fifteen (15) minute relief period for each four (4) consecutive hours 
worked, to be observed approximately midway in each half shift.  When an 
employee works three (3) or more consecutive hours, the employee shall be 
entitled to one (1) fifteen (15) minute relief period for each such work period.  

Relief periods normally shall not be added to the normal lunch period or taken 
at the beginning or end of a work shift.  In the event an employee cannot be 
granted a relief period because of an emergency or special assignment the 
employee may add that period to the lunch hour, second relief period, or end 
of the work shift with the approval of the supervisor, if scheduling permits.
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Section 3
All time worked or compensated for by the Employer and performed by the employee 
in excess of eight (8) hours straight time per day or forty (40) straight time hours per 
week shall be paid at the rate of one and one-half (1 ½) times the employee’s regular 
straight time rate of pay.  Time compensated for, but not worked, includes paid holidays, 
sick leave, vacation leave, or other compensated leave, provided that any vacation leave 
taken and compensated in the week was approved prior to accepting overtime work.

Employees working a four (4) day, ten (10) hour shift, or a 
mutually agreed shift adjustment, will be eligible for overtime 
after working in excess of forty (40) hours per week.

In lieu of overtime pay, an employee may request compensating time off 
equivalent to one and one-half (1 ½) times the actual overtime hours worked.  
When compensating time is granted by the Library, compensating time may be 
accrued to a maximum of twelve (12) hours.  Scheduling of compensating time 
off will be by mutual agreement between the Library and the employee.

Section 4
The Employer shall offer regular part-time employees extra hours, 
on the basis of skill, ability, availability and seniority prior to hiring 
a substitute employee from outside the bargaining unit.

On a monthly basis, the Chief Shop Steward(s) shall receive a report 
that shows the requests for substitutes by branch, classification, 
date, number of hours and rationale for the request.

Section 5
Scheduled non-emergency overtime shall be distributed on the basis of classification 
and seniority.  The Employer shall make a reasonable effort to offer such overtime to 
the most senior eligible employee within the branch or work unit.  When the employee 
chooses not to work overtime, the Employer shall make a reasonable effort to offer 
the overtime work in descending seniority to other unit employees.  In the event there 
are no volunteers, the least senior employee(s) shall be required to work the overtime.

Section 6
Overtime shall not be compounded, added together 
or paid twice for the same time worked.

Section 7
Employees traveling to and attending a training session or school, 
in or out of the Library district, at the direction of the Employer, 
shall be considered to be working a normal workday.  

Section 8
Employees required to work on a Sunday will receive an additional ten 
percent (10%) wage differential.  This differential will apply in cases where 
the overtime rate is applicable under Section 3 of this article.
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Section 9
Except in emergencies or for training sessions that have been previously 
scheduled, no unit employee shall be required to work on a scheduled day off.

Section 10
Split shifts shall not have a split between working hours of longer 
than one and one-half hours except by mutual agreement.

ARTICLE 8	 EMPLOYEE DISCIPLINE AND DISMISSAL

Section 1
The Employer may discipline an employee for reasonable and just cause in a manner 
appropriate to the nature and severity of the problem and designed to achieve 
correction and avoid recurrence.  In cases where the Employer’s investigation of a 
possible disciplinary action involves interviewing an employee whose status may be 
affected, the employee shall first be advised of the right to have a Union representative 
present.  In such cases, the employee shall be allowed reasonable time to arrange 
for Union representation prior to the interview being initiated by the Employer.  

If after an employee has been forewarned of the possible consequences 
of his/her conduct or performance and the problem still exists, 
the following shall be followed in a progressive manner. 

A.	 Written notification.  A written notice shall be issued to the employee by his/
her supervisor when an employee demonstrates an undesirable trend in 
performance or conduct which requires corrective action.  A copy of such 
notice shall be placed in the employee’s Personnel file, and a copy sent 
to the Union.  In the event an employee’s performance or conduct has 
been maintained at an acceptable level for one (1) year following the date 
the written notification was issued, the written documentation shall be 
automatically removed from the employee’s Personnel file and destroyed.  

B.	 Suspension without pay.  Suspension without pay may 
not be for more than five (5) working days.

C.	 Dismissal.  It is recognized and agreed that the Employer has the right to 
dismiss an employee for just cause.  Should an employee fail to correct the 
undesirable performance or conduct or in the event of a serious offense 
as enumerated in Section 4 below, the employee may be dismissed.
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Section 2
To the extent possible at least six (6) calendar days in advance of any interview 
or hearing related to potential discipline under subsection A, B, or C above, the 
employee or the Union representative shall be given a description of the problem 
and copies of any documents the Employer will use in the interview or hearing.  To 
the extent possible prior to the interview or hearing the employee or the Union 
representative will give the Employer copies of any documents the employee or the 
Union representative will use in the interview or hearing.  This does not preclude a 
meeting with the employee and/or the Union representative for the purpose of sharing 
such information.  The Employer and the Union recognize that it may be necessary 
to withhold certain information under circumstances where the maintenance of 
the safety of persons and/or the preservation of the integrity of the investigation 
requires withholding certain information unless adequate protections are assured.

Section 3
The criteria for determining standards for just-cause discipline 
and dismissal shall include the following considerations:

A.	 That the employee was forewarned of the possible 
consequences of his/her conduct or performance.

B.	 That the rule or order related to the proper operation of the Library and to the 
performance or conduct the Employer might properly expect of an employee.

C.	 That efforts were made to determine if the employee disobeyed a rule or order.

D.	 That the investigation was fair and objective.

E.	 That there was satisfactory proof of misconduct.

F.	 That the rules were applied without discrimination.

Section 4
No prior warning, written notification, and/or suspension, shall be necessary if 
the cause for dismissal is dishonesty, gross insubordination, criminal conduct, 
unfitness to work as a result of consumption of alcoholic beverages or narcotics 
(including hallucinatory drugs or other drugs when not approved by a medical 
doctor), possession of narcotics or open containers of alcohol (other than 
alcohol served at Library-sponsored events, if any), possession or use of 
weapons, or serious violation of the Employer’s non-discrimination or non-
harassment policy, or other causes of similar magnitude when on the job.
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ARTICLE 9	 LAYOFF AND RECALL

Section 1
A layoff is an Employer-initiated action that results in separation from service, 
reassignment to a lower classification, or reduction in number of hours. 

Recall is the action of re-employment with FVRL from the recall pool after a layoff.

For the purpose of layoff and recall, seniority is defined as the length of continuous 
employment time (based on actual straight time hours compensated).

Bumping is the action of taking a position from another union employee 
with less seniority in the same or lower classification provided 
that the employee has the skill and ability to do the work.

Section 2
Application of the principle of seniority shall apply in the case of 
layoff, or recall, provided that the employee has the skill and ability 
to do the work as determined in a fair and equitable manner. 

Section 3
In the event of layoff, the least senior employee within the classification 
to be reduced, as defined above, shall be the first laid off.  Temporary 
employees and probationary employees will be laid off before regular.

Employees who are laid off or bumped from their positions shall 
be provided the following employment options, in descending 
order, one progressively lower level at a time:

A.	 A vacant position of the same classification and number of hours within the 
employee’s current location, which he/she has the skill and ability to perform.  

B.	 A vacant position of the same classification and number of hours, 
which the employee has the skill and ability to perform, within 
the organization as a whole, provided the location is within 
Clark or Cowlitz counties, unless mutually agreed upon. 

C.	 An occupied position of the same classification and number of hours, which 
the employee has the skill and ability to perform, within the organization as 
a whole, occupied by the least senior employee being bumped, provided the 
location is within Clark or Cowlitz counties, unless mutually agreed upon.

D.	 Repeat steps A through C for the next lower classification.

E.	 The lay off process for employees in Skamania and Klickitat counties 
will be established at the time of the layoff.  Such process will meet 
operational needs, respect seniority and be as equitable as possible. 

In the above procedures, skill and ability will be 
determined in a fair and equitable manner.
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Section 4
The employee in the recall pool with the most seniority shall be given the first 
opportunity to be recalled; provided, however, that such employee has the qualification 
and ability for the position to which he/she is to be re-employed.  Any notice of 
re-employment to an employee who has been laid off shall be made by telephone, 
hand-delivery, return receipt email, or certified mail.  The employee is required to keep 
the Employer advised of his/her current address.  Failure to respond within three (3) 
working days or to report within ten (10) working days of notification to report for re-
employment shall result in removal from the recall pool.  A reporting date in excess of 
ten (10) working days may be mutually agreed upon by the Employer and the employee.

Section 5
Notice of layoff shall be given to the employee and the Union no less than 
thirty (30) days before the scheduled layoff, except in case of emergency.  If the 
employer fails to provide thirty (30) days calendar notice, the employee will be 
paid his/her salary for the days normally worked had full notice been given.

Section 6
Any laid-off employee shall remain in the recall pool for a period of twelve 
(12) months except if removed as noted in Section 4 of this Article.

Section 7
Employees moving to a lower classification via the layoff 
procedure will be assigned to the highest wage rate of the lower 
classification equal to or below their present wage rate.

ARTICLE 10	 COMPENSATED LEAVE

Section 1	 Holidays
A.	 Definition:  The term “holidays” as used in this Agreement 

shall mean only those days specified below.

B.	 Paid Holidays

New Year’s Day			   January 1

Martin Luther King’s Birthday		  Third Monday in January

President’s Day			   Third Monday in February

Memorial Day				   Last Monday in May

Independence Day			   July 4

Labor Day				    First Monday in September

Veteran’s Day				   November 11

Thanksgiving Day			   Fourth Thursday in November

Day before Christmas			   December 24

Christmas				    December 25

C.	 Eligibility:  All regular employees shall be eligible for the paid holidays.



WPEA-FVRL Contract 2010-2013	
Contract effective September 1, 2010 through August 31, 2013	 19

D.	 Holidays compensated but not worked will be paid at regular 
straight time rates.  Eligible part-time employees shall receive holiday 
pay pro-rated on the basis of their regular work schedule.

1.	 Holidays falling on a scheduled workday paid for but not worked 
shall be recognized as a shift worked for the purposes of determining 
weekly overtime.  Employees who work on a holiday shall be paid 
at the rate of one and one-half (1½) times their regular rate of 
pay for each hour worked in addition to the holiday pay.

2.	 Should a holiday fall on a Sunday, employees normally scheduled to work on 
that Sunday holiday as part of their regular schedule shall receive the wage 
differential applicable under Article 7, Section 8, as part of their holiday pay.

3.	 Should a holiday fall on an employee’s scheduled day 
off, the employee shall have the option to:

a.	 receive pay for the holiday at straight time in addition to the 
regularly scheduled workweek.  The compensated holiday hours 
will not be used for computing overtime for the week.

			   or

b.	 take a scheduled work day off within the same or the immediately 
succeeding pay period.  When the day off option is chosen by the 
employee, the day off taken during the regularly scheduled workweek 
shall be counted as time worked for purposes of overtime calculation.

4.	 Should a holiday fall within an employee’s scheduled vacation 
period, the holiday shall not be charged as vacation leave.

5.	 When specifically requested by an employee, time off with pay for religious 
holidays may be authorized by the Employer provided that such leave time 
is made up at the straight time rate within the same workweek as long as it 
does not conflict with the law.  In the event the employee cannot make up 
the time within the same workweek, the employee may use annual leave.
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Section 2	 Sick Leave
A.	 An employee will earn sick leave credits to provide income protection 

for the employee during periods of illness, injury, or incapacitation.  
Earned sick credits will be maintained in one (1) sick leave account 
per employee to be used as described in Section 2 D below.

B.	 Eligibility:  All regular full-time and regular part-time 
employees shall earn sick leave credits as follows:

1.	 Regular full-time employees will earn at a rate of eight (8) hours per month.

2.	 Regular part-time employees shall earn sick leave credits at the same 
rate as full-time employees in proportion to their work schedule.

C.	 Sick leave credits:

1.	 Earned sick leave shall be credited to the employee on a pro-
rated basis commencing on the first day of work.  Sick leave credit 
shall be earned on all paid regular hours including vacation and 
sick leave except during periods of layoff or any unpaid leave.

2.	 An employee who has not earned sufficient sick leave may charge sick 
leave against vacation leave unless make up time is authorized.  Such 
make up time may not be authorized if it results in overtime pay.

3.	 Unused sick leave accumulated in one (1) calendar year 
may be “carried over” to succeeding years.

D.	 Use of sick leave includes the following:

1.	 Injury or illness or medical disability of employee that prevents 
the employee from performing his/her job or constitutes a hazard 
to the safety or health of him/herself or other employees.

2.	 Medical, dental, or optical care of the employee and the employee’s 
immediate family (as defined in Section 2 D4 below).  All such leave 
must be scheduled and authorized in advance whenever possible.  
Approval of such leave shall not be unreasonably withheld.

3.	 Care of family members in accordance with the Family Care Act, WAC 296-130. 

4.	 Death of a member of the employee’s immediate family, provided that 
such leave shall be limited to five (5) working days per incident.   

	 Immediate family is defined as the employee’s spouse, domestic partner, 
son, daughter, stepchildren, foster children, grandchildren, parent, parent-
in-law, grandparent, grandparent-in-law, brother, sister, guardian or other 
person residing with or legally dependent upon the employee.

5.	 Leave will be provided in accordance with the requirements 
of the Family Leave Law as defined in RCW 49.78 or 
other applicable law for care of immediate family.
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E.	 Sick leave shall be paid at the regular rate of pay.

1.	 Should an employee become ill while on the job and wish to go on sick leave, 
he/she shall notify his/her supervisor, the Business Office, or the Community 
Librarian except in cases of emergency.  Failure to do so may result in discipline. 

2.	 Should an employee be unable to report for his/her shift because of illness or 
injury he/she shall notify, as applicable, his/her supervisor, the Business Office, or 
the Community Librarian prior to his/her scheduled work shift or as soon as 
possible after the scheduled shift begins.  Failure to do so may result in discipline.

3.	 The Employer may require an employee to provide, upon return to work, 
written certification from a physician confirming that the employee has been 
incapacitated for work for the period of absence and is again physically able to 
perform his/her duties.  In addition, certification may be required where the 
employee has been absent from work for three (3) or more consecutive days 
or where sick leave abuse can be documented.  Sick leave abuse may include:

a.	 Sick leave is consistently used before and/or after paydays, holidays, days off; or

b.	When an employee consistently uses all monthly-accrued sick leave 
balance unless such definition is prohibited by Federal and State laws.

c.	 In instances of suspected sick leave abuse, Employer will give the 
employee an opportunity to explain the reason for the absences and 
to demonstrate that no abuse occurred before requiring the employee 
to provide certification pursuant to Section 2 E3 of this Article.

d.	Sick leave will be granted in increments of not 
less than one-quarter (1/4) hour.

e.	 In the event of an employee accident on the job that qualified for 
payment under Industrial Insurance - Medical Aid (Workmen’s 
Compensation), earned sick leave may, at the employee’s discretion, be 
paid equal to the difference between the Workmen’s Compensation 
payment and the employee’s regular salary until the employee returns 
to work or the employee’s earned sick leave has been exhausted.

	 WPEA will be sent one copy of the Occupational Injury and Illness report 
form whenever a unit employee becomes ill or injured on the job.

f.	 The Employer shall notify a unit employee in writing prior to requiring a 
physician’s written certification unless certification is needed to assure 
the Employer that the employee is able to perform his/her duties.
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Section 3	 Vacation
A.	 Eligible employees will earn vacation credits as part of compensation for 

work performed for use following the successful completion of probation.

B.	 Vacation Credits:

1.	 Vacation credit schedule for regular full-time employees:

Months		  Hours per Month

0-12			     8.00

13-36			   11.00

37-72			   13.00

73-108			   15.00

109-180			   17.00

181 +			   19.00

	 New employees will take no earned vacation during 
the first six (6) months of employment.

2.	 Regular part-time employees working twenty (20) or more hours 
per week shall earn at the same rate as full-time employees 
pro-rated on the basis of their regular work schedule.

3.	 Earned vacation leave shall be credited to the employee on a pro-
rated basis commencing on the first day of work.  Vacation leave 
credit shall be earned on all paid regular hours including vacation and 
sick leave except during periods of layoff or any unpaid leave.

4.	 Unused vacation credits may be accumulated for future use not to 
exceed two hundred forty (240) hours for regular full-time employees 
or pro-rated on the basis of an employee’s regular work schedule.

5.	 After completion of six (6) months’ continuous employment, employees shall 
be paid any earned but unused vacation credits at the time of termination.

C.	 Vacation leave shall be paid at the regular rate of pay.

1.	 Should an employee on paid vacation suffer a disability or illness which 
requires confinement in a hospital or confinement at home under the care of 
a physician, he/she may apply in writing for sick leave to begin the day following 
confinement.  Written certification from the attending physician will be required.  
Vacation pay and sick leave shall not be paid for the same period of time.

2.	 Vacations shall be mutually scheduled by the Employer and the employee 
at times which constitute minimum conflict with the work schedule on 
a first-come, first-served basis, except that if conflicting requests are 
received before approval but within the same month, the employee with 
the greater seniority shall have priority.  All requests must be in writing.
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D.	 The Employer will establish a procedure for requesting and approving vacation 
leave.  Requests for vacation leave shall be responded to within fourteen (14) days 
of the request if the specific dates are within forty-five (45) days of the request.

Approved leave shall not be superseded by a more senior employee.

Section 4	 Military Leave
Any employee subject to the terms of this Agreement who volunteers for or is called 
into service in the uniformed services shall be given a leave of absence in accordance 
with applicable state and federal laws affecting military leave.  An employee who is 
eligible for leave pursuant to RCW 38.40.060 for active duty or active training duty 
shall be paid his or her regular pay for up to fifteen (15) days per year of such duty.

Employees may also take military leave for military training and service, 
including active duty, active or inactive duty for training, federal National Guard 
duty, some FEMA disaster response activities, and any absence necessary for 
fitness for duty examinations for such service.  The Employer will pay the 
difference between military compensation and the employee’s salary for a 
period not to exceed fifteen (15) calendar days in any one (1) calendar year.  

When an employee participates in military leave in excess of the fifteen 
(15) calendar day leave period, the employee will be granted military leave 
without pay.  An employee may use accrued vacation during military leave.  

Upon return from military leave, an employee will be reinstated 
with seniority rights as required by state and federal law.

Employees must give the Employer notice of their need for leave 
as far in advance as is reasonable under the circumstances.  

Section 5	 Jury Duty Leave
Necessary leave is allowed for jury duty for employees.  The Employer shall pay 
the difference between the statutory jury fee and the employee’s regular pay.

Section 6	 Inclement Weather
A.	 If an employee is unable to report for work because of hazardous 

weather conditions, the employee may charge the lost time to available 
earned vacation leave or elect to be on leave without pay.

B.	 Employees who report to work as scheduled and who due to inclement weather 
elect to leave early, shall have the option of using vacation leave, or leave without 
pay, or making up the time within the same work week if make up time can be 
scheduled without invoking overtime.  It is the intent of the Library to keep facilities 
open wherever possible.  If, however, Management decides to close, bargaining 
unit employees shall receive pay in the same manner as other employees.
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ARTICLE 11	 TIME OFF WITHOUT PAY

Section 1
All requests for leaves of absence without pay will be considered 
on a case-by-case basis.  Leaves of absence without pay may be 
granted by the Employer for any of the following reasons:

A.	 Temporary Disability:  The actual period of a planned or unplanned 
temporary disability suffered by the employee and associated periods of 
recovery.  A medical doctor’s statement will be required regarding such 
factors as need for leave, estimated duration of leave and that the employee 
is capable of performing the work to which assigned upon return.

B.	 Extended vacation.

C.	 Educational or personal leave, provided such requests 
are submitted thirty (30) days in advance.

	 Requests for educational or personal leave shall be responded 
to within fourteen (14) days of the request.

D.	 Emergency issues resulting from personal tragedies, 
disasters or for victims of violent crime.

Section 2 
An employee returning from a leave of absence shall be reinstated to his/her original 
job, or one equivalent for which he/she is qualified by reason of skill, experience, 
ability and physical capacity, unless business necessity dictates otherwise.

Section 3 
An employee who fails to return from a leave of absence by the end of the 
authorized period, or who accepts other full-time employment while on leave, shall 
be considered to have resigned and thereby forfeits his/her reinstatement rights.

ARTICLE 12	 HEALTH INSURANCE

Section 1
The Employer shall continue to offer group medical insurance 
coverage according to the following eligibility provisions:

A.	 Employee-only coverage to regular employees working 
twenty (20) or more hours per week; and

B.	 Full-family coverage to regular employees working 
thirty (30) or more hours per week.

Section 2
The Employer shall continue to offer group dental insurance coverage according 
to the following eligibility provisions:  employee-only and full family coverage 
to regular employees working thirty (30) or more hours per week.
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Section 3
The Employer shall continue to offer employee-only group optical insurance 
coverage to regular employees working twenty (20) or more hours per week.

Section 4
Extended coverage:  if the insurance carrier will allow it, ineligible employees wishing 
to extend medical coverage to themselves or other family members may do so by 
authorizing payroll deductions for the full cost (100%) of the additional premium.

Section 5
Prior to changing insurance carriers or accepting any substantial changes in the 
existing package from the current carrier, the Employer will notify the Union of 
potential changes at least one hundred twenty (120) days in advance of the deadline 
for its decision (or within five (5) business days if the Employer receives less than 
one hundred twenty (120) days’ notice from the carrier) and begin negotiations if the 
Union so requests.  If the Union has not agreed to keep Union-represented employees 
in the same program as other employees no later than thirty (30) days prior to the 
Employer’s deadline for signing the new contract(s) for benefits, the Employer and the 
Union shall negotiate separate benefit contract(s) for Union-represented employees.

ARTICLE 13	 RETIREMENT BENEFITS

Section 1
The Employer shall make Employer pension contributions to the 
Public Employees Retirement System for all eligible employees.

Section 2
Employee eligibility is determined by the requirements 
of the Public Employees Retirement System.

Section 3
Employee contributions to the Public Employees Retirement 
System are considered deferred compensation.

ARTICLE 14	 MANAGEMENT RIGHTS

The management of the Library and the direction of the workforce are vested 
exclusively in the Employer except as modified by the terms of this Agreement.  All 
matters not specifically or expressly covered or treated by the language of this 
Agreement shall be administered by the Employer in accordance with such policy and 
procedure as the Employer shall from time to time determine.  Substantial changes 
in working conditions will be bargained with the Union prior to implementation.  
Management rights will be implemented in a fair and equitable manner.  
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ARTICLE 15	 GRIEVANCE, CONCILIATION AND 
ARBITRATION PROCEDURE

The intent of the Employer and WPEA is to resolve disputes at 
the lowest possible level before it becomes a grievance.

Section 1
The purpose of this procedure is to provide an orderly method of settling disputes or 
grievances arising out of the interpretation or application of this agreement.  WPEA, 
on behalf of a bargaining unit member, or the Employer may initiate action under 
this procedure.  To be valid, grievances must be submitted as soon as possible within 
fifteen (15) working days from the date the incident leading to the grievance was 
known or could reasonably have been known.  An employee returning from leave 
shall be allowed fifteen (15) working days after returning to submit a grievance.

The following steps shall be followed and exhausted before resorting to the next:

Step 1	 WPEA shall initiate the grievance procedure by making 
the grievance known in writing to the Human Resource 
Director.  For this purpose the grievance must:

1.	be in written form and signed by WPEA representative;

2.	 state the reason for the grievance;

3.	 indicate the date upon which the incident giving 
rise to the grievance occurred;

4.	 indicate the relief sought;

5.	cite the section of the agreement which WPEA 
considers to be misinterpreted or violated. 

	 The Human Resource Director shall assign the grievance to an appropriate 
manager above the level of immediate supervisor of the aggrieved employee.  
A meeting to discuss the grievance shall be held within fifteen (15) working 
days following receipt of the Step 1 request.  The manager shall have fifteen 
(15) working days from the date of the meeting in which to respond in writing. 

Step 2	 If at the end of the Step 1 period, the grievance remains unresolved, WPEA 
has fifteen (15) working days in which to initiate the second step of this 
procedure by presenting the grievance in writing to the Library Executive 
Director or the Library Executive Director’s designated representative.  A 
meeting to discuss the grievance shall be held within fifteen (15) working 
days following receipt of the Step 2 request, and the Library Executive 
Director (or representative) shall be allowed fifteen (15) working 
days from the date of the meeting in which to respond in writing. 
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Step 3	 If the grievance is not then settled by agreement between the Employer 
and the Union, arbitration shall be initiated, provided the Union requests 
such action in writing not more than thirty (30) calendar days after it 
has received the Employer’s written response in Step 2.  The Employer 
and the Union shall attempt to mutually agree on an Arbitrator within 
fifteen (15) working days from filing, and failing to do so the Arbitrator 
shall be provided by the Public Employment Relations Commission.

The arbitrator shall have jurisdiction and authority only to interpret, 
apply or determine compliance with the terms of the agreement and 
shall not have jurisdiction to add to, detract from or alter in any way the 
provisions of this agreement.  The decision of the arbitrator shall be final 
and binding upon both Parties.  Any expenses and fees incumbent to the 
arbitrator shall be borne by the loser as determined by the arbitrator.

Any employee, when reinstated after a grievance, shall be guaranteed 
such employee rights, benefits, and credits including back pay, leave 
accrual and retirement as determined by the arbitrator.

Section 2
Step 1 may be bypassed in any grievance by mutual agreement of WPEA and 
the Employer.  Grievances initiated by the Employer shall begin at Step 2.  

ARTICLE 16	 STRIKES AND LOCKOUTS

The Employer and the Union recognize that the public interest requires the 
efficient and uninterrupted performance of all library services and to this 
end pledge their best efforts to avoid or eliminate any conduct contrary to 
this objective.  During the term of this Agreement, neither the Union nor the 
Employer shall cause, engage in or sanction any work stoppage, strike, slowdown, 
or other interference with library functions.  Employees who engage in any of 
the foregoing actions shall be subject to disciplinary action.  The Employer shall 
not institute any lockout of its employees during the term of the Agreement.
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ARTICLE 17	 PERFORMANCE APPRAISALS

Section 1 
Employees will receive annual performance appraisals.  The employee 
may grieve appraisals only under the following circumstances:

A.	 The content is outside the scope of the position.

B.	 Confidentiality beyond the supervisory chain and 
Personnel Department has been breached.

C.	 Ratings are for other than the current appraisal period.

D.	 The employee is not given a copy of his/her appraisal form.

Section 2
An employee comment sheet will be included with each appraisal 
form.  The comment sheet will be attached to the appraisal 
form when completed and returned by the employee.

Section 3
All current, promotional, transferred or new employees shall receive a copy of 
the new class specifications and updated job description for their specific position 
thirty (30) days after entering the position or thirty (30) days after the date of 
final adoption of new specifications and job description, whichever is later.

Employees in probation or trial service will receive a minimum of two 
(2) appraisals during the probation or trial service period which shall be 
conducted no later than before the end of the fourth and sixth months.

Section 4
Once the grievance is resolved, the grieved appraisal shall be removed 
and replaced by the agreed upon new performance appraisal.

ARTICLE 18	 REVERSION RIGHTS

Section 1
The Employer agrees that no employee may revert into a 
bargaining unit without previous regular status in the unit.

Section 2
Employees who revert into the bargaining unit because of elimination of position or 
reclassification of position downward shall be offered bumping rights based on seniority 
and ability to do the work.  The reversion procedure shall be the same as for layoff.

Section 3
An employee may voluntarily revert within thirty (30) days of appointment 
as long as an appointment has not been made to the previous position.



WPEA-FVRL Contract 2010-2013	
Contract effective September 1, 2010 through August 31, 2013	 29

ARTICLE 19	 PERSONNEL FILES

Section 1
The Employer shall maintain only one (1) official Personnel file for proper 
employment purposes for each employee.  Employees shall have the right 
to review the entire contents of their Personnel file upon prior notification 
to the Human Resource Office.  An employee’s representative may review 
an employee’s file upon written authorization from the employee.

Section 2
Use of or access to an individual employee’s Personnel file shall be 
restricted to the employee, his/her representative as authorized above, the 
employee’s supervisory chain and the Library Human Resource Director 
or other Party responsible for the maintenance of employment records.  
The employee’s Personnel file will be kept in a confidential manner.  

Health and medical information obtained by the Employer will be maintained in 
a separate, confidential file and access to this information by the Employer will 
be limited to those persons with a legitimate business or legal need to know. 

Section 3
Material of a disciplinary or derogatory nature concerning any employee may be placed 
in his/her Personnel file only if the employee has been notified of the intent to place 
the material in the file, given a copy of the material, and allowed to append to it his/
her answers to any charges, complaints, or statements involved.  His/her signature 
shall not necessarily imply agreement with any statement contained in the material.

Section 4
When documents contained in a unit employee’s Personnel file or 
department file are subject to a public disclosure request by the 
general public, other governmental agencies, or any other person under 
RCW 42.17, the Employer shall take the following actions:

1.	 Promptly notify WPEA and all affected employees of 
the request and provide them a copy.

2.	 Provide an opportunity to the affected employee, within forty-eight (48) hours 
of notification by the Employer, to consult on the public disclosure request.

3.	 Provide each affected employee with a copy of the documents/information 
from the Personnel file to be disclosed, reasonably in advance of its 
disclosure to the requesting Party, so that an employee may seek a protective 
order for the information, where warranted under RCW 42.17.330.
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ARTICLE 20	 LABOR MANAGEMENT COMMITTEE

Within thirty (30) days subsequent to the signing of this Agreement, the Parties 
shall each designate up to four (4) representatives to serve on a permanent 
Labor/Management Standing Committee.  The Union designees shall include 
a WPEA staff person and up to three (3) unit representatives who shall be 
allowed reasonable work time to participate in Committee activities.

Employer shall pay the regular salary and mileage reimbursement of the employees 
who participate in this meeting as designated representatives of WPEA; provided 
that no overtime or payments other than mileage reimbursement will be 
authorized or be paid to such employees as a result of participation or travel 
related to the meeting.  If a meeting is held outside regular working hours of the 
participating employees, the employee’s normal work shift shall be rescheduled.

The Labor Management Committee shall meet four times a year or when requested 
by either side to facilitate cooperation between labor and management.

Topics to be discussed will include but not be limited to concerns about safety, in-house 
training, communications and employment matters as they pertain to unit members.

ARTICLE 21	 NEGOTIATION TEAM

Section 1
The Employer agrees to allow three (3) unit employees to participate on the 
WPEA negotiating team and to grant release time for that part of the meeting 
that falls in their regularly scheduled hours without loss of pay or benefits.

Section 2
Total cumulative paid hours for all three (3) employees will not exceed an aggregate 
total of one hundred twenty (120) hours when negotiating the entire contract and 
one hundred (100) hours when negotiating a mid-contract compensation adjustment, 
excluding paid travel time for unit employees who regularly work in branches located in 
Klickitat and Skamania counties.  Use of release time shall be determined by the Union.

ARTICLE 22	 STANDARDS FOR WORK PRODUCTION

Section 1
Standards for work production within a work unit or location, if 
established, shall be in writing, provided to all affected unit employees, 
and applied in a consistent manner.  Standards may be modified to 
accommodate individual needs of employees with disabilities.
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ARTICLE 23 	 TRAINING COMMITTEE

Section 1
The Employer agrees to establish a Training Committee to 
recommend training programs for unit members.  

Section 2
The Training Committee shall be chaired by the Operations Director, and 
shall include no less than three (3) unit employees selected by the WPEA 
in a manner to ensure geographic representation.  The Library Executive 
Director will determine the budget amount for the Training Committee.  

Section 3
The Training Committee will meet at least twice a year.

Section 4
The Training Committee will contribute to FVRL’s yearly Training 
Plan including exploration of cross-training opportunities.

ARTICLE 24	 AMENDMENT OF AGREEMENT

This agreement may be amended at any time during its term, provided both the 
Union and Employer so consent and specify such amendments in writing.

ARTICLE 25	 SAVINGS CLAUSE

In the event that any provision of this Agreement shall at any time be declared 
invalid by a final judgment of any court of competent jurisdiction or through 
a final decree of a government, state or local body, such decision shall not 
invalidate the entire Agreement, it being the expressed intention of the Parties 
hereto that all other provisions not declared invalid shall remain in full force 
and effect.  The Parties agree that any invalid provision of this Agreement 
shall be modified to comply with the existing regulations or laws.

ARTICLE 26	 ENTIRE AGREEMENT

Section 1
The Agreement expressed herein in writing constitutes the entire agreement 
between the Parties, and no expressed or implied statement or previously 
written or oral statements shall add to or supersede any of its provisions.

Section 2
It is recognized that management is authorized to make and to “post” 
reasonable Personnel rules of conduct that are not inconsistent with this 
collective bargaining agreement.  These “rules” must be applied uniformly but 
may be challenged by the Union through the grievance procedure if contrary 
to this agreement or if they are considered arbitrary, unfair or discriminatory.  
Personnel rules of conduct will be made available to all employees.
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ARTICLE 27	 TERMINATION AND RENEWAL

This agreement shall be in full force and effect from the date signed to, and 
including, August 31, 2013, with an opener in July 2011 for 2012 wages and 
insurance benefits and July 2012 for 2013 wages and insurance benefits.

Either party may call for a re-negotiation of any and all parts of the Agreement no 
sooner than ninety (90) days and no later than sixty (60) days prior to the termination 
date of this agreement by submission of such request in writing to the other 
party.  Upon such notice being given, negotiations shall begin as soon as practical.

ARTICLE 28	 UNION-RELATED ELECTRONIC COMMUNICATIONS

Section 1
The Employer and the Union acknowledge that the expansion of electronic 
communications capability and capacity creates new opportunities and issues 
regarding communications related to their labor/management relationship.

Section 2
The Employer and the Union agree upon the following regarding use of Employer-
owned electronic communications equipment by Union-represented employees:

A.	 Union-represented employees may use the Employer’s telephones and email 
systems for communications with WPEA representatives or WPEA officials for 
communications related to the administration of the Agreement as follows:

1.	 WPEA representatives shall have the right to use telephones or email 
for communications sent to Union-represented employees provided that 
the communications are related to administration of this Agreement.  
Mass distribution is limited to emails to unionstaff@fvrl.org. 

2.	 Such use must not interfere with use of the 
equipment for library business purposes.

B.	 Union-related electronic communications must comply 
with the Employer’s policies and guidelines. 

C.	 Such use must not represent or suggest in any way that the 
communication is a library business communication.

D.	 Any WPEA website or other union Internet access site 
will be the sole responsibility of WPEA.

E.	 The Employer is not required to ensure that Union-represented employees 
have access to library electronic communications equipment or services.
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