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PREAMBLE

This Agreement is made and entered into by and between the Chelan-Douglas Health District, hereinafter
referred to as the District, and PROTEC17 hereinafter referred to as PROTEC17, and becomes effective on
the first of the month in which ratified by the bargaining units.

It is the intent and purpose of the District and PROTEC17 to set forth herein their entire Agreement
covering rates of pay, wages, hours of work, and other conditions of employment, and to provide for

prompt and fair settlement of grievances without any interruption of or other interference with the
operation of the District.

Both parties mutually agree that their objective is for the good and welfare of the District and PROTEC17
members alike. Both parties further agree that in the interest of collective bargaining and harmonious
relations they will at all times abide by the terms and conditions as hereinafter set forth and agreed upon.
In consideration of these mutual covenants, the parties hereto agree as follows:

ARTICLE 1 - RECOGNITION

Section 1.1: The District recognizes PROTEC17 as the exclusive bargaining representative for all regular
full time and part time working in the collective bargaining unit certified by the Public
Employment Relations Commission in Case No 15428-E-00-2568, and in a separately certified
unit Case No. 15460-E-00-2578, all supervisory staff in those job classifications listed in
Appendix A as they currently exist or as they may be amended during the life of this
Agreement. Excluded from the bargaining unit are supervisory staff, casual and confidential
employees, or employees otherwise excluded from membership by other sections of this
agreement; not otherwise excluded as confidential or otherwise excluded from collective
bargaining units under RCW 41.56, or otherwise excluded from membership by other
sections of this agreement. Any subsequent exclusion is subject to mutual agreement. Disputes
regarding recognition will be resolved by the Public Employment Relations Commission.

ARTICLE 2 - MANAGEMENT RIGHTS

Section 2.1: It is understood and agreed that the District possesses the sole right and authority to operate
the affairs of the District and direct the employees of the District except as limited by the
terms of this Agreement. The District's rights include, but are not limited to:

2.1.1: The right to determine its mission, policies, and to set forth all standards of service offered to
the public;

2.1.2: The right to plan, direct, control and determine the operations or services to be conducted
by the employees of the District;

2.1.3: The right to determine the methods, means, number and kind of personnel needed to carry

out the operations of the District and the work undertaken by its employees who are covered
by this Agreement;



2.1.4: The right to direct the employees covered by this Agreement;
2.1.5: The right to hire, promote, assign, transfer, reclassify, or retain employees;
2.1.6: The right to demote, suspend, discipline, or discharge employees for just cause;

2.1.7: The right to layoff or relieve employees due to lack of work or funds or for other legitimate
reasons;

2.1.8: The right to make, publish and enforce rules and regulations;
2.1.9: The right to introduce new or improved methods, equipment or facilities;

2.1.10: The right to contract out for goods and services. Contracting out of work normally

performed by employees covered by this agreement shall not lead to the layoff of any
employee covered by this agreement.

2.1.11: The right to take any and all actions as may be necessary to carry out the mission of the

District in situations of emergency as may be declared by the Health Officer and/or the Board
of Health.

Section 2.2: The Administrator and the Board of Health have the sole authority to determine the purpose
and mission of the District and the amount of budget to be adopted thereto.

Section 2.3: The classifications for the various authorized District positions are those adopted by the Board
of Health.

ARTICLE 3 - EMPLOYEE RIGHTS

Section 3.1: PROTEC17 shall have the right to appoint one steward for each of four sections in the non-
supervisory bargaining unit, and one from the supervisory bargaining unit. PROTEC17 shall
notify the District in writing of the names of the stewards and alternates so designated and
the Union Representative assigned to represent the bargaining units. This list of
representatives shall be kept up to date by PROTEC17 at all times. Only persons so designated
will be accepted by the District as representatives of PROTEC17 and the bargaining units.

Section 3.2: The designated stewards shall see that the provisions of the Agreement are observed and
shall be allowed reasonable time to perform these duties during regular working hours

without suffering a loss in pay. This shall not include processing grievances at Step 3 of the
grievance procedure.

Section 3.3: Union business activities shall not be carried on during working hours except as provided for
by this Agreement. The District has the right to require that stewards refrain from excessive
union business activities that result in a neglect of work. PROTEC17 and the District agree to
jointly correct situations where the District management believes a steward is spending
unreasonable amounts of time in this capacity.



Section 3.4: The PROTEC17 representative shall have access to work areas during business hours but shall
not interfere with or cause employees to neglect their work. Prior approval by the District
Administrator or designee is required, which shall not be unreasonably denied.

Section 3.5: The elected bargaining team, up to a maximum of four employees, shall be allowed time off
for contract negotiations which occur during normal business hours without suffering a loss
in pay or benefits for up to six bargaining sessions per year. The elected bargaining team may
elect to bring up to six team members but any of those individuals over four employees shall
use either accrued time off or shall not otherwise be paid by the District to participate.
Employees on the bargaining team shail use accrued time off or shall otherwise take unpaid
leave for any bargaining session after the fourth bargaining session in a calendar year.

Section 3.6: PROTEC17 will provide copies of this Agreement to all covered employees and to all new
employees hired into covered positions.

Section 3.7: The District will allow posting space on each floor for the use of PROTEC17.

Section 3.8: The District will make available to PROTEC17 meeting space for the purpose of conducting

union business, where such activities will not interfere with the normal work of the District
or other scheduled meetings.

Section 3.9: Stewards shall be permitted reasonable use of office and communication equipment,

including the use of e-mail for the purpose of communicating with staff and management
regarding administration of this agreement.

ARTICLE 4 - UNION MEMBERSHIP

Section 4.1: The District agrees to deduct from the paycheck of each employee monthly dues if the
employee has signed a dues deduction authorization card. The amount deducted shall be
transmitted monthly to the Union on behalf of the employees who authorized the deduction.
The District shall continue to deduct dues at rates specified by the Union. The employee’s
authorization remains in effect until expressly revoked by the employee in accordance with
the terms and conditions of the authorization. Every reasonable effort will be made to start
or end the deduction effective on the written authorization or cancellation notice. The

District shall rely on information provided by the Union regarding the authorization and
revocation of dues deduction.

Section 4.2: The Union agrees to indemnify, defend and hold harmless the District from any and ali claims,
lawsuits, issues, ULPs, grievances, arbitrations and any as well as all liability resulting from
the administration of the provisions of this Article including issues with dues deduction,

attorney’s fees, etc. If an improper deduction is made, the Union shall immediately refund
said deduction directly to said employee.

Section 4.3: The Employer agrees to supply the Union with the names of all new hires, persons entering
the bargaining unit and/or performing work covered by this agreement at the time of hire.



Information should include the individual’s name, start date, job classification and work
email.

ARTICLE 5 - NO STRIKE CLAUSE

Section 5.1: During the term of this Agreement, PROTEC17 shall not allow, cause, or counse! its members
to participate in a strike, nor shall it in any manner cause or allow them to either directly or

indirectly commit any acts of work stoppage, slowdown, or refusal to perform any and all
assigned duties.

ARTICLE 6 - HOURS OF WORK/WORK ASSIGNMENTS

Section 6.1: The basic workweek is 40 hours. Beginning the first full pay period of 2026, the work week

will consist of seven (7) consecutive days, commencing at 12 AM Saturday and concluding at
11:59 PM Friday.

Section 6.2: Non-emergency changes in hours of work and work assignments shall be made by mutual
agreement.

Section 6.3: All work in excess of the basic workweek must be properly authorized.
Section 6.4: Rest periods will be granted in accordance with WAC 296-126.

Section 6.5: An employee or the District may request consideration of a flex-shift schedule and both

parties will investigate the feasibility of the request. Flex-time shifts will be allowed only
where mutually agreed to by both parties.

6.5.1: Regarding 4-10 Work Week Schedules The Health District may permit employees to work four

ten-hour days per week (a 4-10s schedule), instead of the usual five eight-hour day schedule,
on the following basis:

A. Employee participation shall be on a voluntary basis; no employee will be required to
adopt a 4-10s schedule. The Health District may decline to allow an employee to adopt a
4-10s schedule if such a schedule would interfere with effective functioning of the District.
In such cases the Administrator will explain in writing the reasons for refusal, and such
denial shall not be arbitrary or capricious.

B. Vacation benefits shall be accrued and expended on an hourly basis.
C. Sick leave benefits shall be accrued and expended on an hourly basis.

D. One (1) hour will be provided in the middle of the day for lunch or with supervisor
approval, the lunch break can be reduced to one-half (1/2) hour.

E. Holidays shall be granted in accordance with Article 11 of the collective bargaining
agreement.



F. If a holiday falls on the normal day off of a person working a 4-10s schedule, that
employee will be credited with 8 hours of Rescheduled Holiday Time. The employee will

take that time off with pay, at a time approved by the supervisor, no later than the end
of the following month.

G. Employees on alternate work schedules working 40 hours per week shall receive 8 hours
pay per holiday.

Employees working a 4-10s schedule will be two hours short of a full day off when
receiving 8 hours of paid leave on a holiday. Employees on a 4-10s schedule who wish to

take the entire day of the holiday as leave are permitted to make scheduling or pay status
adjustments as follows:

1. Employees may use two hours of vacation, personal holiday or compensatory time to
supplement the 8-hour holiday pay to achieve full pay for the work week without
making other scheduling adjustments. Or, at the employees’ discretion, two hours of
unpaid leave may be used.

2. By mutual agreement, pre-arranged between the employee and his or her supervisor,
employees may deviate from their normal scheduled workday hours to make up the
additional two hours needed. These holiday make-up hours will not be counted as
overtime and must be worked during the workweek in which the holiday falls. In the
event that a request for a modified holiday work week schedule cannot be
accommodated, such denial shall not be arbitrary or capricious.

Section 6.6: Job sharing may be implemented with the following conditions when it benefits the District
and at the discretion of the Administrator:

6.6.1: Each partner agrees to work in the absence of the other partner during planned and
unplanned general leaves and other leaves whenever possible at the request of the District.

6.6.2: Each partner will arrange his/her schedule as needed to attend staff and other meetings that
are required by the District without increasing his/her normal weekly hours.

6.6.3: Compensation and benefits will be prorated according to hours worked in accordance with

this Agreement except that in no event will benefits be greater than those provided to one
(1) full-time equivalent employee.

6.6.4: If one partner terminates the partnership for any reason, or is terminated by the District, the
remaining partner will immediately fill the position with applicable compensation and
benefits. By the end of the thirty (30) calendar day period, one of the following options must
be elected by the remaining partner with the agreement of the District:

- Continue in the position.

- Begin a new job share partnership according to the hiring requirements of the District.



- Resign giving fifteen (15) calendar days’ notice.

In no event is the District obligated to hire another job sharing partner or to continue the
remaining partner as indicated in this section.

6.6.5:

The District may terminate this job-sharing agreement with thirty (30) calendar days written
notice to both partners.

ARTICLE 7 - COMPENSATION AND RATES OF PAY

Section 7.1:

Section 7.2:

Section 7.3:

7.3.1:

7.3.2

7.3.3;

7.3.4:

7.3.5:

Section 7.4:

Base Rates and Cost of Living Increases. The base pay rates for 2026, reflecting a 2.5% cost-

of-living (COLA) increase from the 2025 base pay rates, are shown in the 2026 Wage Scale
included as Appendix A to this Agreement. Included in that 2026 Wage Scale is a market
adjustment for PHN Il & Il reflecting a 5.6% increase from 2025 base wage scale for those
positions. On January 1, 2027, a general wage (COLA) increase of 2.75% will be applied to the
base wages of represented employees. On January 1, 2028, a general wage (COLA) increase
of 2.75% will be applied to the base wages of represented employees.

Step Progression. Usually, new employees will start their employment at the first step of the
salary range for their classification. However, a new employee may be employed at a higher
step when the employee's experience, training or proven capability warrant, or when
prevailing market conditions require a higher level. Such a variance should not exceed the
mid-level for the position without prior written approval from the Administrator.

Step Placement on Promotion. If an employee is temporarily assigned to a new position with
a higher salary range, the employee is entitled to the higher of:

The first step of the range for the new position; or

Advancement to the step of the range of the new position which usually equals at least 5%
more than the employee's previous salary.

A new employee is usually eligible for a step increase upon successful completion of the
employee's trial period.

Step increases are contingent on satisfactory performance. If an employee's performance is
consistently unsatisfactory, the supervisor may defer a scheduled step increase for a
stipulated period of time or until the employee's job performance is satisfactory.

Across the board pay adjustments do not change the date of an employee's eligibility for a
regularly scheduled step increase.

Bilingual Pay. Employees who are eligible to provide bilingual, interpreter, and/or translation
services to the District shall receive pay differential above their base rate of pay consistent
with District policies on actual hours worked. Eligible employees are those employees that
require bilingual skills as part of their job duties and who successfully complete either or both



of the Oral Assessment for Interpreters and the Reading and Writing Assessment for
Translators. Employees who successfully complete the Oral Assessment shall receive a $1.00
per hour differential and employees who successfully complete both the Oral and Reading
and Writing Assessments shall receive a $2.00 per hour differential. In addition, employees
who possess a Translation & Interpretation Certificate from Central Washington University
shall receive a $3.00 per hour differential. Employees who are currently receiving the $1.00
per hour bilingual differential shall continue to do so until December 31, 2026. All Employees
must successfully complete Assessments on or before January 1, 2027 to avoid a lapse in
eligibility for the bilingual differential.

Section 7.5: Reimbursement for professional registrations. The District agrees to reimburse the cost of

Section 7.6:

acquiring and renewing annual state licenses for those positions requiring a license.
Acquisition reimbursements will occur only if the license was acquired during employment
with the District if the license is required for a particular position, as determined by the
Administrator. Renewal reimbursements will occur only if the license is required for a
particular position, as determined by the Administrator.

Mileage Reimbursement. Employees driving their own vehicle on District business with
District approval shall be compensated at the IRS rate for all business miles driven.
Employees will adhere to IRS rules as they pertain to Business Use of Privately Owned
Vehicles. Also, see Article 15.

Section 7.7: Cellular Phone Policy: The District will reimburse employees for any additional costs created

by work-related use of their personal cell phones. CDHD will not routinely purchase cell
phones or related contracts for employees. Exceptions must be approved in advance by the
Administrator and must be in the interest of the Health District.

Employees with personal cell phones must inform the District of their cell numbers, and must
be available via their cell phone during working hours for work-related calls.

Section 7.8: Compensatory Time. Non-exempt Employees entitled to overtime pay may elect to receive

compensatory time off in lieu of overtime pay. The maximum accrual of compensatory time
is limited to seventy (70) hours at any one time. If the compensatory time option is approved,
the employee will be credited with one and one-half times the actual hours worked in excess
of forty hours in a given work week, and double times the actual hours worked on holidays.
If an employee accrues the maximum of seventy (70) hours of compensatory time, all
additional overtime worked will be paid. Compensatory time must be taken during the
calendar year it is earned. If an employee has accumulated compensatory time and has not
used it, all compensatory time shall be paid out during the final pay period of the calendar
year. If compensatory time is earned during the final pay period of the calendar year, that
compensatory time shall roll over to the next calendar year. Compensatory time may be used
for absences from work and in conjunction with vacation or sick leave.



Section 7.9: Clothing Allowance.

7.9.1: Employees will receive two t-shirts and either a polo or a long-sleeved District shirt per year
and a fleece or other outerwear that identifies employees as employees of the District to the

public. Employees primarily dedicated to outreach work in the community may receive an
additional two long-sleeved shirts or polos per year.

7.9.2: All EHS field staff will receiveagreed upon District identifying apparel on an annual basis..

7.9.3: EHS field staff will also be reimbursed up to $250 for the purchase of appropriate work
apparel, as determined by the District, every other year.

7.9.4: All Public Health Nurses, Clinical Public Health Program Specialists, and WIC Staff shall receive

four sets of District scrubs or other agreed upon District identifying apparel on an annual
basis.

7.9.5: Employees shall be required to wear District identifying apparel as provided by the District
when conducting any field work, inspections, clinical activities, or other outreach. Employees
who will solely be in the office may wear business casual or professional attire as appropriate.
The District will develop policies for exchange and/or replacement of District-related
clothing. Upon termination, employees will return all district apparel. The District will
assemble an employee committee, representative of all District programs, to review District
identifying apparel options on a basis of functionality for each program.

Section 7.10: Payroll Deductions for Washington State Paid Family Medical Leave and Long-Term Care
Insurance. The District will deduct and submit premiums or payroll tax amounts from the
wages of each employee in accordance with current Washington state law for Paid Family
Medical Leave (PFML) and Long-Term Care. The District will not pay any portion of the
employee’s contributory share of the premiums for PFML (for family leave benefits or
medical leave benefits) or long-term care tax. Contribution amounts and the percentage split
of contributions between the Employee and the District will be adjusted to the current

amount per State law, should they change, without the need to bargain over the change or
any impacts associated with the change.

Section 7.11: Supervisory Premium Pay. Employees working in a position that includes supervision of
other District employees shall receive a 5% premium to their base wage. Positions that are
classified as supervisory but that do not have actual supervisory duties are not eligible for

the Supervisory Premium until such time as the employee actually performs supervisory
duties.

Section 7.12: Longevity Pay. The District agrees to provide a longevity premium to employees who have
been continuously employed by the District for an aggregate number of years as follows:

Beginning year 6 of continuous aggregate service $100 per month
Beginning year 11 of continuous aggregate service $150 per month
Beginning year 16 of continuous aggregate service $200 per month
Beginning year 21 of continuous aggregate service $250 per month



Employees who leave employment with the District and later return to District service shall
not have previous years of service recognized to be eligible for longevity pay regardless of
the seniority status conferred upon their return to work. Employees who work less than full-

time shall who are otherwise eligible for longevity pay shall be paid the longevity pay on a
pro-rated basis.

Section 7.13: Modification to Wage Scale Steps. Beginning January 1, 2026, Step 7 in the wage matrix
for all employees will be modified to reflect a five percent (5.0%) increase from Step 6.
Movement from Step 6 to Step 7 will occur after two (2) years of service at Step 6.

Beginning January 1, 2026 or the effective date of the new CBA, whichever is later, Step 8 in
the wage matrix for all employees will be implemented to reflect a two and one-half (2.5%)

percent increase from Step 7. Movement from Step 7 to Step 8 will occur after two (2) years
of service at Step 7.

Beginning January 1, 2026 or the effective date of the new CBA, whichever is later, Step 9 in
the wage matrix for all employees will be implemented to reflect a two and one-half (2.5%)

percent increase from Step 8. Movement from Step 8 to Step 9 will occur after two (2) years
of service at Step 8.

ARTICLE 8 - PERSONNEL FILES

Section 8.1: The District shall keep a central personnel file for each employee. Supervisors may keep
working files for the purpose of monitoring performance during the evaluation period. Such
files shall be purged annually at the end of the evaluation period.

Section 8.2: Employees covered by this agreement shall have the right to examine their personnel file
within two (2) working days, or as otherwise agreed.

Section 8.3: Materials to be placed into an employee's personnel file relating to job performance or
conduct or any other material that may have an adverse effect on the employee's
employment shall be reasonable and accurate and brought to the employee's attention with

copies provided to the employee. Such material shall include a space for employee
acknowledgement.

Section 8.4: Employees who challenge material included in their personnel file are permitted to attach a
rebuttal.

ARTICLE 9 — VACATION AND SICK LEAVE

Section 9.1: Vacation.

9.1.1: Regular full-time employees, and regular part-time employees working at least 20 but less
than 32 hours a week, will earn vacation leave. For part time employees, vacation will be pro-
rated on the basis of their FTE, such that a person working 0.6FTE (24 hours a week) would



9.1.2:

9.1.3:

9.1.4:

9.1.5:

9.1.6:

earn 60% of the vacation leave each month that would be earned by an otherwise similar full

time employee. Annual leave earned by full-time employees is set forth in the following chart
and shall be credited at the end of the month.

Years of Service Annual Vacation Days Hours
earned per
month

1 year 12 days 8

2 years 13 days 8.67

3 years 14 days 9.33

5 years 15 days 10

7 years 16 days 10.67

10 years 18 days 12

12 years 19 days 12.67

15 years 22 days 14.67

17 years 23 days 15.33

20 years 24 days 16

22 years 25 days 16.67

25 years 26 days 17.33

Permanent part-time employees shall accrue general leave based on the above schedule
prorated to their full-time equivalency. Part-time employees work at least 0.5 FTE.

Vacation leave accrues from the date of hire and may be used after completion of the
probationary period without extending the probationary period. Employees who are meeting
expectations during the probationary period may be approved for vacation leave not to
exceed five working days during the probationary period; however the probationary period
shall be extended commensurate with the length of vacation time used. Longevity days are

credited on the employee's anniversary date. Employees do not accrue vacation leave
benefits during a leave without pay.

Scheduled requests for leave shall be approved by the supervisor. In the event of a conflict
between two employees, the employee making the first request shall prevail. Should the

sequence of conflicting requests be unknown, the employee having greater seniority shall
prevail.

If an employee is prevented from taking requested general leave by the employee's
supervisor, and if, as a result of such, the employee has more than the maximum allowable
amount of leave accrued for the year on December 31, the employee may carry-over the
accumulated leave into the next year, with Administrator approval.

Upon separation of an employee by retirement, resignation, layoff, voluntary dismissal, or
death, the employee or beneficiary thereof shall be paid for the unused vacation leave at the
rate the employee was being paid at the time of separation. Accrued vacation leave shall not
be paid out if an employee is terminated during the probationary period. If an employee is

10



9.1.7:

9.1.8:

Section 9.2:

9.2.1:

9.2.2:

9.2.3:

9.2.4:

9.2.5:

9.2.6:

terminated for cause, the employee shall be paid for their unused vacation leave up to a
maximum of 240 hours at the rate the employee was being paid at the time of separation.

The District shall inform employees of their accrued vacation leave on a monthly basis.
A maximum of 240 hours of vacation leave may be carried over to the next year.

Sick Leave.

All regular full-time employees accrue sick leave benefits at the rate of one normal workday
for each calendar month of continuous employment. Regular half-time employees may
accrue sick leave benefits on a pro-rata basis according to hours worked.

Employees accrue and may use sick leave from their date of hire. Employees do not accrue
sick leave benefits during a leave without pay.

Sick leave covers those situations in which an employee is absent from work due to:

A. Physical injury or iliness to the employee;

B. The need to care for the employee's immediate family;

C. Medical, chiropractic, psychiatric, or dental appointments for the employee's immediate
family provided that the employee makes a reasonable effort to schedule such

appointments at times which have the least interference with the work day;

D. Exposure to a contagious disease where on-the-job presence of the employee would
jeopardize the health of others;

E. Use of a prescription drug which impairs job performance or safety;

F. Actual periods of temporary disability associated with pregnancy or childbirth;

Immediate Family: An employee's immediate family includes the employee's spouse, children
(including step and foster children), parents, brother or sister, grandparents, grandchildren,
mother or father-in-law, son or daughter-in-law.

A doctor's certificate may be required when an employee is absent for a period in excess of
three (3) days. The Health District may also request the opinion of a second doctor, at the
Health District's expense, to determine whether the employee is eligible for Family and
Medical Leave or suffers from a physical or mental condition which impairs his/her ability to
perform the essential functions of his/her job.

Employees who are habitually absent may be terminated if the employee's absenteeism
prevents the orderly and efficient provision of services to the public.

11



9.2.7: Employees who use all their accumulated sick leave and require more time off work due to
iliness or injury may, at the Health District's discretion, be allowed, with their supervisor's
and the Administrator's prior approval, to take leave without pay.

9.2.8: An employee with three (3) or more years of service will receive twenty-five percent (25%) of
accumulated sick leave based upon the rate of pay at the time of termination or retirement.
Sick leave cash out shall be paid based upon a maximum of 240 hours. Employees terminated
for cause shall not receive any pay for accumulated sick leave.

9.2.9: Leave and benefits for pregnancy are applied in the same way as leave for temporary
disabilities.

9.2.10: Parenting leave granted to employees upon the birth/adoption of a child is the same for
male or female employees. Employees may use accrued sick leave beyond the period of
actual disability following childbirth. Employees may take off additional time following the
birth/adoption of a child as either vacation time, compensatory time or leave without pay.

9.2.11: On an exceptional basis, employees may pledge vacation or sick leave to others for unusual
or emergency circumstances. Such exceptions will be considered on individual merit and
approved by the Administrator or his/her designee. Pledges are confidential and considered
to be compassionate bequests and will not be sold, bartered, or influenced.

ARTICLE 10 — OTHER LEAVES OF ABSENCE
Section 10.1: Leave with pay shall be allowed for the following purposes:

10.1.1: Jury Duty. Civil leave will be authorized to permit an employee to serve as a juror for a
period of up to two weeks with pay. Additional jury service time will be allowed; however,
the employee must use accrued vacation leave or comp time or serve on a leave without pay
basis. The employee must notify the employee's immediate supervisor prior to using this
leave and must show proof of being called as a juror. If an employee summoned for jury duty
is excused during any portion of the workday, that employee must report to work for the
duration of that day. When an employee receives any payment for serving as a juror, the

amount or payment shall be reimbursed to the District (excluding mileage and meals
reimbursement).

10.1.2: Testifying in Court. Any employee subpoenaed by another governmental agency to testify
in court may be granted civil leave if that employee is not a plaintiff or defendant in such
legal action.

10.1.3: Military Leave. The Health District provides military leave for employees while performing
military service in accordance with federal and state law. Military service includes active
military duty and reserve or national guard training. An employee must provide his/her
supervisor with copies of his/her military orders as soon as possible after he/she receives
those orders. Reinstatement upon return from military service is determined in accordance
with applicable federal and state law.
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10.1.4: Administrative Leave. On a case-by-case basis, the Health District may place an employee
on administrative leave with or without pay for an indefinite period of time, as determined
by the Administrator to be in the best interests of the Health District, pending an
investigation or other administrative proceeding. The Administrator may grant leaves of
absence without pay for absence from work not covered by any other type of leave or if other
leave balances are exhausted. Examples of situations for which leave without pay may be
granted include time off work for personal reasons, such as prolonged illness, caring for an

ill relative, pursuing an education, or fulfilling a military obligation in excess of fifteen (15)
days per year.

10.1.5 Bereavement Leave. Employees covered by this agreement shall be allowed up to three (3)
days off with pay, not chargeable to the employee's sick leave account or vacation leave, for
bereavement purposes in the event of the death of an immediate family member as defined
in Section 9.2.4. Upon request, managers may approve bereavement leave for individuals
outside of the definition of immediate family member on a case by case basis if the
relationship with the employee is substantially similar to that of an immediate family
member. Any such approval shall not create precedent for future requests. Additional leave
may be authorized by the supervisor for special needs up to one (1) additional week, which
may be used from the sick leave or vacation leave account of the employee. In instances
where distance is an issue one (1) additional week from the employee’s sick leave or vacation
leave account may be approved by the supervisor.

ARTICLE 11 - HOLIDAYS

Section 11.1: The following paid holidays are recognized by the Health District. Regular employees
working less than one (1) FTE will be paid Holiday time on a pro-rata basis:

New Year's Day - January 1%

Martin Luther King Day - 3rd Monday of January
Presidents' Day - 3rd Monday in February
Memorial Day - Last Monday of May
Juneteenth —June 19

Independence Day - July 4th

Labor Day - 1* Monday of September
Veteran's Day - November 11th

Thanksgiving Day - 4th Thursday in November
The Friday after Thanksgiving Day

Christmas Day - December 25th

16 Hours Annually of Personal Holiday

Section 11.2: Any holiday falling on Saturday will be celebrated on the preceding Friday. Any holiday falling
on Sunday will be celebrated on the following Monday.

Section 11.3: Non-exempt regular full-time or part-time employees will be paid at twice their regular rate of

pay for any time worked on the holiday. Such time must be pre-authorized by the employee's
supervisor.
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Section 11.4: Temporary employees will be paid at their regular straight-time rate for hours worked on a
holiday.

Section 11.5: Exempt employees will be paid at their regular rate.

Section 11.6: If a holiday recognized under this Agreement falls on a normal working day during which the

employee is on paid leave, the holiday should not be counted against the employee's general
leave account.

Section 11.7: Personal Holiday.

11.7.1: Only regular full-time and regular half-time employees who are hired before July 1in any given
calendar year and who have satisfactorily completed their probationary period are eligible for
Personal Holiday time, which must be taken within the current calendar year.

11.7.2: Personal Holiday hours cannot be carried over from year to year and will be lost if not used by
December 31 of each year.

11.7.3: Use of Personal Holiday hours will be scheduled at the convenience of the Health District and
the employee.

Section 11.8: Religious Holidays. If an employee's religious beliefs require observance of a holiday not
included in the basic holiday schedule, the employee may, with the approval of the employee's

supervisor, take the day off using their floating holiday, vacation, compensatory time or leave
without pay.

ARTICLE 12 - HEALTH PROGRAM

Section 12.1: Any tuberculosis testing or chest x-ray required by the District will be provided by the
District. COVID-19 tests are available without cost to the employee. Hepatitis B vaccine will
be available to covered employees who are at risk as determined by the Administrator.

Section 12.2: The District agrees to pay the employee’s dental and basic life insurance premiums for each
full-time employee.

Section 12.3: The District will contribute the following percentages of the employee medical insurance
premiums for each participating employee:

Employees: 100%
Employee + Spouse: 50%
Employee + Children: 50%
Full Family: 50%

Section 12.4: The above benefits are for full-time employees and employees that work 30 or more hours
a week. Part-time employees under 30 hours are prorated based upon their FTE for individual
health insurance and do not qualify for 50% coverages of children, spouses, or full family.
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Section 12.5: The District will provide flu and COVID-19 shots for all members of the employee’s household
at no cost.

Section 12.6: The District agrees to provide an employee assistance program.

ARTICLE 13 — RETIREMENT AND SOCIAL SECURITY

Section 13.1: During the term of this Agreement, all eligible employees shall continue to participate in the
Washington State Public Employees Retirement System (PERS) in accordance with and
subject to the provisions of the statutes of the State of Washington now applicable or as they
may hereafter be amended.

Section 13.2: During the term of this Agreement, all eligible employees shall continue to participate in the
Federal Social Security/Medicare programs in accordance with and as provided for by the
United States.

ARTICLE 14 -TRAVEL ALLOWANCE

Section 14.1: Travel Reimbursement Procedures.

14.1.1: Travel expenses incurred while conducting Health District business are usually reimbursable,
subject to the limitations set out in this chapter. Accurate accounting of travel expenses is the
responsibility of each supervisor. Fraud, waste and abuse of public funds must be guarded
against at all times.

14.1.2: The Chelan-Douglas Health District consists of all the area encompassed by Chelan and Douglas
Counties.

Section 14.2: Meeting/Workshop Attendance.

14.2.1: Time spent for attendance of meetings and associated travel may be compensated when such
attendance is determined beneficial to the Health District by the employee's supervisor.
Employees must obtain prior approval from their supervisor before attending such meetings or
workshops.

14.2.2: Reimbursable expenses may include registration fees and meals which are made part of such
registration fee. Registrations may be paid in advance through the regular voucher process or
by personal check/credit card or by Health District credit cards.

Section 14.3: Travel Expense Reimbursement.
14.3.1: When approved, the actual costs of travel, meals, lodging and other expenses, excluding any
expenses for personal phone calls and alcoholic beverages, directly related to accomplishing

Health District objectives are usually reimbursed by the Health District. Employees are expected
to limit expenses to reasonable amounts. Tips, not to exceed 15%, for meals, taxis, or baggage
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handling are reimbursable. Tips of 18% for group meals are acceptable. The Health District
usually pays for actual authorized expenses when original receipts are submitted.

14.3.2: Requests for reimbursement, including receipts, should be submitted on an expense report
form signed by the employee and the employee's supervisor.

14.3.3: Employees who are involved in an accident while traveling on business must promptly report
the incident to their immediate supervisor. Vehicles owned, leased or rented by the Health
District may not be used for personal use without prior approval.

14.3.4: Falsifying expense reports to reflect costs not incurred by the employee is grounds for
disciplinary action, including termination.

Section 14.4: Guidance for meals will be based on the current Washington state per diem rates for the
area in which the meals are eaten. Tips will be reimbursed up to a maximum of 15% for an
individual meal and 18% for group meals. Employees shall be reimbursed for the cost of
meals consumed during the travel period (breakfast, lunch, and dinner), except for meals
provided as part of a conference or event consistent with the District travel policy. Employees
shall be reimbursed only for meals that fall within their actual travel period; meal
reimbursement shall not apply for meals occurring prior to departure or after return.

Section 14.5: Travel. Travel expenses are incurred when an employee must travel away from Health District
offices to conduct Health District business. The employee's supervisor must authorize travel
and review travel claims upon the employee's return. Actual costs of air travel, bus travel, ferry
rides, taxi, limousine, parking or train travel in connection with District business is usually
reimbursable. Receipts are expected as a condition of reimbursement.

Section 14.6: Use of Health District Vehicles for Travel.

14.6.1: Use of a Health District vehicle is the most cost effective method of travel. Thus, Health District
vehicles should be used for any Health District business that requires driving.

14.6.2: If a Health District vehicle is unavailable, employees who have received prior permission from
their supervisor to use a personally owned vehicle for Health District business may be
reimbursed at the current IRS rate for business travel.

14.6.3: If a District vehicle is available, or multiple personnel are traveling to the same general location,
or a location that is en route to a final destination, and a Health District vehicle is being used to
provide transportation to one of the locations, then all personnel traveling to that general area
should ride in the Health District vehicle. In any case, where a Health District vehicle is available
and the employee chooses their private vehicle, with pre-approval from their supervisor, the

Health District may reimburse the employee at one-half (1/2) the current IRS rate for business
travel.

14.6.4: The Health District will reimburse travel mileage out of the District from East Wenatchee or the
employee's residence, whichever is less. Mileage will be determined by applicable mileage
charts. Example: 1) A person living in Cashmere must travel to Seattle on Health District
business. They would claim mileage from Cashmere to Seattle and Seattle to Cashmere.
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Section 14.7:

14.7.1:

14.7.2:

Section 14.8:

Section 14.9:

Mileage around Seattle will be claimed on a separate accounting line on the Expense Claim. 2)
The same person living in Cashmere must travel to Spokane on Health District business. They
would claim mileage from East Wenatchee (place of work) to Spokane and Spokane to East
Wenatchee. The mileage from Cashmere to East Wenatchee and return is considered
commuting to and from place of work and is not reimbursable.

Travel Within the District.

Use of private vehicles to conduct Health District business within the boundaries of the Health
District must be approved in advance by the employee's supervisor. Where possible,
consideration should be given to use of District vehicles, especially for non-regular trips.

Normally, travel from home to place of work is not a reimbursable expense. On occasion, when
an employee has an early morning or late afternoon appointment, reimbursement may be
made, subject to approval by the employee's supervisor. Example: 1) An employee lives in
Cashmere and has scheduled a home visit in Sunnyslope. The supervisor may allow use of a
private vehicle to conduct business.

Lodging. Reasonable expenses for overnight lodging are usually reimbursable by the District,
provided a proper receipt or invoice is submitted with the expense voucher. If more than one
employee occupies the same room, the District will reimburse each employee proportionately.
If one employee paid for the entire room, both employees should sign the receipt. If an
employee and his/her spouse occupy a room, the District will reimburse the employee only for
the amount of the room at the single rate.

Out of State Travel. Out of state travel must be authorized by the employee's supervisor and
the Administrator or his/her designee.

Section 14.10: Expense Claims. Expense claims should be turned in as soon as practicable after completion

of travel. If a Health District Credit Card was used, an expense claim with VISA in the CLAIMANT
line will accompany any personal expense claims. Employees should not save travel miles and
then turn in one big claim. Expenses need to be divided among the District's programs. Program
managers must be able to track expenses monthly; therefore, expense claims should be
submitted for reimbursement on a monthly basis. End-of-year claims must be in by the cut-off
date announced by the Chelan County Auditor's Office, or they may not be honored.

ARTICLE 15 - EQUAL EMPLOYMENT OPPORTUNITY

Section 15.1: The District and Union agree that they will not discriminate against any employee by reason of

race, color, age, sex, marital status, sexual orientation, creed, religion, ancestry, or national
origin; or the presence of any sensory, mental or physical disability, unless based on a bona fide
occupational qualification reasonably necessary to the normal operation of the District.

ARTICLE 16 - LABOR MANAGEMENT COMMITTEE
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Section 16.1: A joint labor/management committee (LMC) shall be established to discuss issues of
concern. The committee will be composed of up to five (5) Union member leaders, a union
representative, and a similar number of representatives of the District to meet quarterly or
on a mutually agreeable basis to discuss areas of concern. Either party may initiate the
scheduling of a meeting with five (5) days’ notice and a proposed agenda.

ARTICLE 17 - DISCIPLINARY ACTION
Section 17.1: Employees may be disciplined or discharged only for just cause.

Section 17.2: Union Representation. Employees shall have the right of PROTEC17 representation in any
meeting regarding the discussion of possible discharge, suspension without pay, demotion,
set back to a lower step within their salary range, or other disciplinary action. If an employee
desires PROTEC17 representation, said employee shall be provided reasonable time to
arrange PROTEC17 representation. Such representation may include a steward or union
business representative as is appropriate and timely to the situation. Prior to such a meeting,
the supervisor involved shall notify the employee of the employee's right to such
representation. However, failure to provide such notice of the right to representation shall
not constitute a grievance under this contract.

Section 17.3: Any performance standards used to measure performance of employees shall be fair, just,
reasonable, and uniformly applied throughout the District.

ARTICLE 18 - GRIEVANCE PROCEDURE

Section 18.1: A grievance shall be defined as a question concerning the application of this Agreement.
The parties mutually agree to attempt to resolve grievances at the lowest level and
encourage open sharing of information prior to entering a formal grievance. If a grievance
does not resolve at the initial, informal stage the following step process shall apply. The
following timelines may be adjusted by mutual agreement. In order to expedite the process,
the parties may agree to enter a grievance at the Step at which the named decision-maker
has the authority to adjust the grievance.

Step 1. Either an employee or PROTEC17 may bring a grievance at Step 1. The grievance shall be
submitted in writing to the Associate Administrator within ten (10) working days of the event
or knowledge of occurrence giving rise to the grievance. The Associate Administrator shall

have ten (10) working days to arrange to meet the employee and representative and
respond.

Step 2. If the grievance does not resolve at Stepl, a copy of the grievance shall be submitted to
the District's Administrator within ten (10) working days of the response at Stepl by either
the employee or PROTEC17. The District's Administrator shall have fifteen (15) working days
to arrange to meet with the employee and representative and respond.



Step 3. Mediation - Arbitration. A grievance not resolved at Step 2 must be submitted by
PROTEC17 or the District to arbitration or mediation within 20 working days. Grievances may
be forwarded to mediation at any stage of the grievance process by mutual agreement
between PROTEC17 and the District to assist in settlement.

Mediation. If mutually agreed the parties shall agree on a mediator in an attempt to resolve the
grievance. The mediator shall have no authority to resolve the grievance except by
agreement of PROTEC17 and the District. In the event the grievance is not resolved, evidence
or concessions agreed to or offered by the opposing party during mediation shall not be
admissible at the subsequent hearing, unless such admission is agreed to by both parties. If

mediation does not result in settlement, PROTEC17 will notify the District of its intent to
proceed to arbitration.

Arbitration. Upon request of either party, PROTEC17 and the District will mutually select an
arbitrator. The arbitrator shall have no power to change, alter, detract from, or add to the
provisions of this Agreement, but shall have the power only to apply and interpret the
provisions of this Agreement in reaching a decision. The arbitrator's fees and expenses and

any court reporter's fee and expense shall be borne equally by both parties. The decision of
the arbitrator shall be final and binding.

ARTICLE 19 - LAYOFF AND RECALL

Section 19.1: The Administrator may lay off employees whenever such action is made necessary by reason
of shortage of work, budget adjustments, or as directed by the Board of Health.

Section 19.2: The District shall give thirty (30) days’ notice to designated employees during which time the
employee and PROTEC17 may suggest alternatives to the layoff action.

Section 19.3: In determining who is laid off, consideration should be given to seniority (date of hire) and
the qualifications required for remaining jobs. Seniority will be the deciding factor in the
absence of qualification factors that override seniority. In cases where seniority is not the
deciding factor, management will document the qualification factors involved. Seniority will
not be the deciding factor if an employee is not currently in good standing, has been issued
written discipline within the prior calendar year, has had two consecutive performance
evaluations rating the employee below expectations in forty percent (40%) or more
categories, or is currently on a performance improvement plan.

Section 19.4: No new employee shall be hired by the District into the same job classifications that have
been held by employees on layoff until all available laid off employees who held such job
classifications have been offered reemployment, provided the layoff period does not exceed
twelve (12) months, and the affected employees keep the District advised of their current
addresses. An offer of reemployment into the employee's previous job classification shall be
made in writing and sent by registered or certified mail to the employee. An employee so
notified must indicate acceptance of said reemployment within five {5) working days of
receipt of such notice, and shall be back on the job within fourteen (14) calendar days of
acceptance of the offer, or forfeit all callback rights under this Article.
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Section 19.5: Employees recalled from layoff shall not lose previously accumulated seniority or time in
service, accrued general leave or sick leave.

ARTICLE 20 - POSITION PLACEMENT

Section 20.1: Whenever filing a represented position, the following procedures shall be followed:

20.1.1: The District encourages current employees to apply for vacant positions for which they are
qualified. Promotions and transfers are based on the supervisor's recommendation, work
force requirements, performance evaluations, job descriptions and related requirements.

For two equally qualified candidates (one internal and one external) preference would be
given to the internal candidate.

20.1.2: Posting Procedure:

A.

Prior to positions in the bargaining unit being advertised on the outside; a description of
the vacancy shall be posted a minimum of five (5) working days in a place conspicuous to

employees in the bargaining unit on each floor. Notice shall be provided to staff on leave
of the posting.

Such description shall have additional information describing the position and the desired

qualifications for it, the union affiliation and requirements, for the information of the
applicants.

A separate application must be made for each position and submitted to the appropriate
Associate Administrator.

An employee who is on paid leave during the posting period shall be permitted to make

application within three (3) days after returning to work, unless the position has already
been filled.

When feasible, the candidates will be considered by an interview panel which would
include the direct supervisor, a senior staff member from the program, and if determined
by the direct supervisor, a staff member from a different program.

For two equally qualified candidates, one internal and one external, preference will be
given to the internal candidate.

In the case of two equally qualified internal candidates, the candidate with the most
seniority shall be selected.

20.1.3: An employee temporarily assigned to a higher position will be paid in the same manner as if
promoted to that position. Should the employee be subsequently promoted to the position,
the time previously served in the position will be considered part of the employee's probation
period in the new position. The District commits to have draft changes to policy in the first
quarter of 2023 to address issues with employees working outside of their classification.
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20.1.4: A newly promoted/transferred employee is required to demonstrate suitability for the position
through actual work performance and will be evaluated at six (6) and twelve (12) months.

20.1.5: Employees who are rehired by the Health District within one year of termination may be
granted longevity credit following successful completion of the probation period.

20.1.6: Employees rehired after one year lose any previously accrued longevity and establish a new hire
and anniversary date.

20.1.7: Upon mutual agreement, an employee may be returned to a previously held classification which
may result in the employee receiving a lower wage rate.

20.1.8: The District shall inform PROTEC17 of any plan to create a new represented position or
positions. PROTEC17 shall, within ten (10) working days, tender a demand to bargain regarding
the new represented position. If PROTEC17 does not make such demand within ten (10) working
days, the District may move forward with the position. If the Parties cannot reach agreement

within ten (10) working days after PROTEC17 demands to bargain, the District may move
forward with the position.

ARTICLE 21 - PROBATION PERIOD

Section 21.1: All newly hired employees or former employees who have been rehired enter a probationary
period which is considered an integral part of the selection and evaluation process. During the

probationary period an employee is required to demonstrate suitability for the position through
actual work performance.

Section 21.2: The normal probationary period is six months from the employee's date of hire or rehire.
However, longer periods may be established for positions requiring technical, professional,
specialized, unusual or unique skills or qualifications.

Section 21.3: An employee's probationary period may be extended for up to an additional six months (when
needed due to circumstances such as extended iliness or a need to continue to evaluate

marginal performance) to properly evaluate the employee's performance. The probationary
period will not be shortened for any reason.

Section 21.4: New employees starting on or before the fifteenth day of the month begin earning vacation and
sick leave effective the first day of the month in which they begin. Those starting after the 15th

begin earning vacation effective the first of the following month.

Section 21.5: During the probationary period, or any extension of the probationary period, an employee may
be terminated at any time with or without cause.

Section 21.6: When a supervisor determines an employee has satisfactorily completed the probationary
period, the employee may be converted to regular employment status.
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ARTICLE 22 - HEALTH AND SAFETY

Section 22.1: The Heatth District endeavors to use reasonable efforts to provide a safe working environment,
which protects employees and the public from injury. Every employee is responsible for
maintaining a safe work environment and following the Health District's safety rules. Each
employee is expected to promptly report all unsafe or potentially hazardous conditions to
his/her supervisor. The Health District will endeavor to remedy problems as quickly as possible.

Section 22.2: Employees should exercise caution in the performance of duties and shall follow and adhere to
published safety regulations and controls. If a Health District vehicle or mobile equipment is
involved in an accident, the employee's supervisor should be promptly notified, and an accident
report form should be completed.

Section 22.3: In case of an accident involving a personal injury, regardless of how serious, employees need to
immediately notify their supervisor.

Section 22.4: The District agrees to provide reasonable and appropriate safety equipment and protective gear
required for performance of certain jobs.

ARTICLE 23 - ENTIRE AGREEMENT

Section 23.1: The agreement expressed herein constitutes the entire agreement between PROTEC17 and
the District, and no agreement whether oral or in writing, nor any representation heretofore
or hereafter made by either party to this Agreement, shall add to, delete from, or supersede

any of its provision, unless made in writing and executed by the parties hereto as a
supplement of this Agreement.

ARTICLE 24 - SAVINGS CLAUSE

Section 24.1: If any provision of this Agreement is subsequently declared by legislative or judicial authority
to be unlawful, unenforceable, or not in accordance with the applicable statutes of the
United States of America or the State of Washington, all other provisions of this Agreement
shall remain in full force and effect for the duration of this Agreement and the parties shall
meet as soon as possible to agree on a substitute provision.

Section 24.2: The District agrees to maintain working conditions except as modified by this agreement for
the duration of the contract unless as mutually agreed by the parties otherwise.

ARTICLE 25 - SUBORDINATION OF THE AGREEMENT

Section 25.1: It is understood that the parties hereto and the employees of the District are governed by
the provisions of applicable federal and state law. When any provisions thereof are in conflict

with the provisions of this Agreement, the provisions of said federal or state law are
paramount and shall prevail.
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ARTICLE 26 - EFFECTIVE DATE AND DURATION OF THIS AGREEMENT

Section 26.1: This agreement shall be effective January 1, 2026 and shall remain in full force and effect

until the 31* day of December 2028. The Agreement may be opened for changes by consent
of both parties.

Dated this /(;’day of D—CC—MW , 2025.

Professional & Technical Employees, PROTEC17

PROTEC17 Executive Director

PROTEC17 Union Representative

Negotiating Team Member

Negotiating Team Member

Negotiating Team Member

Negotiating Team Member

Chelan-Douglas Health District

oS

Chair, Board of Health

Ad?ﬁtﬁ’&n%(or \Vj —
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