
Green River College PRFR Report Appendix 2.D.2 
2.D.2 The institution advocates, subscribes to, and exemplifies high ethical
standards in its management and operations, including in its dealings with the
public, NWCCU, and external organizations, including the fair and equitable
treatment of students, faculty, administrators, staff, and other stakeholders and
constituencies. The institution ensures that complaints and grievances are
addressed in a fair, equitable, and timely manner.
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Section 1: Policies and procedures for reviewing internal complaints, including: 

·   Student academic-related grievances 

·   Discrimination 

·   Title IX 

·   Evidence that complaint information is provided to students and prospective students with 
contact information for filing complaints with its accreditor and with state approval or 
licensing entity that would appropriately handle a student’s complaint 

·   Description of process for maintaining a record of qualifying student complaints for seven 
years or longer and the processing of such complaints 

o RCW 42.52 Ethics in Public Service 
o Washington State Executive Ethics Board training 
o Americans With Disabilities Act, ADA  
o Section 504 of the Rehabilitation Act of 1973  
o Students with Disabilities Core Services, RCW 28B.10.912   
o Students with Disabilities Accommodation, RCW 28B.10.914  
o Family Educational Rights and Privacy Act, FERPA  
o WAC 132J-126-300 Recordkeeping 
o GP-6 Board Code of Ethics - 10/17/2013 
o GA-23 Ethics – 6/18/2013 
o HR-22 Nondiscrimination and Harassment policy. - 8/14/2020 
o GA-11 Sex Discrimination Grievance Procedure - 8/14/2020 
o Title IX reporting guidance 
o Discrimination/Harassment Formal Complaint Form 
o Reporting Incidents 
o Non-Discrimination & Accessibility 
o IN-5 Student Complaint Regarding Instruction – 5/22/2019 
o Consumer Protection Student Complaint Process 
o Instruction Student Complaint Process 
o 2025-28 CBA_ article V: Terms of Employment Section S Complain (page 36)  
o 2025-2027 Washington Federal State Employees - Higher Education 

o article 2 Non-Discrimination (page 1);   
o article 3 Workplace Behavior (page 2); 
o article 29 Discipline (page 62); 
o article 30 Grievance Procedure (pp. 64-69); 
o appendix K TITLE IX (page A-31) 
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Section 2: Policies and procedures for reviewing external complaints and grievances 

o GA-11 Sex Discrimination Grievance Procedure

Section 3: Additional Evidences 

o Learning & Innovation: Training for Existing Employees
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2.D.2 EV.#1 / Section 1 
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RCW 42.52 Ethics in Public Service 

The following pages show only section titles of this 
evidence. To view the full file, please refer to the 

hyperlink

Appendix 2.D.2   Page 6 of 109

https://app.leg.wa.gov/RCW/default.aspx?cite=42.52


Appendix 2.D.2   Page 7 of 109



Appendix 2.D.2   Page 8 of 109



Washington State Executive Ethics Board training 
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Americans With Disabilities Act, ADA 

The following pages show only first page of this 
evidence. To view the full file, please refer to 

the hyperlink
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Section 504 of the Rehabilitation Act of 1973 
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Students with Disabilities Core Services, RCW 
28B.10.912  
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Students with Disabilities Accommodation, RCW 
28B.10.914  
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Family Educational Rights and Privacy Act, FERPA 

The following pages show only table of 
contents of this evidence. To view the full file, 

please refer to the hyperlink
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WAC 132J-126-300 Recordkeeping 
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GP-6 Board Code of Ethics - 10/17/2013 
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GA-23 Ethics – 6/18/2013 
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HR-22 Nondiscrimination and Harassment policy. - 
8/14/2020 
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GA-11 Sex Discrimination Grievance Procedure - 
8/14/2020 
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Title IX reporting guidance 
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Discrimination/Harassment Formal Complaint Form 
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Reporting Incidents 
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Non-Discrimination & Accessibility 
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IN-5 Student Complaint Regarding Instruction – 
5/22/2019 
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Consumer Protection Student Complaint Process 
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Instruction Student Complaint Process 
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2025-28 CBA_ article V: Terms of Employment 
Section S Complain (page 36) 
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Section S: Complaints 

1. Source of Complaint

a. When the College receives a substantive complaint about a faculty member, the

resolution process will depend on the source and nature of the complaint.

b. Complaints from a student shall begin with the Informal Complaint Resolution

Process.

c. Complaints from anyone other than a student shall follow the Formal Complaint

Process.

d. If the complaint is of a nature requiring the College to respond (e.g., Title IX,

discrimination complaint including sexual harassment, hostile work environment,

ethics, and other complaints that the Employer believes requires immediate

action), the complaint will be directed to the appropriate College office (e.g.,

Equity Compliance Manager, Title IX Coordinator, Human Resources, etc.) for

timely handling under the College’s policies and processes.

i. If the College office determines that the complaint does not require a

response from the College, the complaint will be referred back to the

faculty complaint process with an explanation of its decision.

ii. The College office shall notify the faculty member and the Agent within

fourteen (14) calendar days of the date the complaint was received.

2. Categories and Applicable Resolution Processes

a. Complaints shall follow the process outlined in Subsections 3 and 4 below.

b. Complaints raising issues requiring a response by the College will follow the

process outlined in Subsection 5 below.

3. Informal Complaint Resolution

a. The College shall refer the complaint to the faculty member and the faculty

member's division chairperson for informal handling.

i. If a complaint is received about a division chair, the complaint shall be

referred to another division chair who, when possible, is under the same

instructional dean.

b. If informal resolution between parties is not possible, the complaint shall be

referred to the division chair of the faculty member the complaint is being lodged

against for informal handling.

i. If the complaint is about a division chair, that complaint shall be referred to

another division chair who, when possible, is under the same instructional

dean.

c. If the division chair or the faculty member bringing the complaint does not feel

that it is appropriate to have the division chair informally handle the complaint, or

the division chair is unable to resolve the complaint, the complaint will move to

Formal Resolution.

d. In the event the complaint cannot be resolved by the faculty member or division

chair, or has not been resolved within ten (10) contractual days from the date the

complaint is presented to the division (of the division of the faculty member

against whom the complaint was lodged, when possible).

4. Formal Complaint Resolution

a. Formal Complaint Process

i. The complaint shall be reduced to writing.

ii. The appropriate instructional dean shall meet with the faculty member and

Appendix 2.D.2   Page 76 of 109



   

 

37 

 

the division chair within ten (10) contractual days after their receipt of the 

complaint to discuss the complaint informally and, if possible, to resolve it. 

1. At the discretion of the faculty member and the Dean, this 

process may move forward outside of the 10 contractual day 

timeline if the complaint was filed within 10 contractual days of 

the end of the quarter and there are more than 14 calendar 

days between contractual days. 

iii. Such meeting shall normally take place during the faculty member’s 

assignment span and shall ordinarily be made in conjunction with any 

investigation of the complaint. 

iv. The faculty member shall be given the opportunity to provide a written 

response to the Formal Complaint. 

v. Except in the case of a Title IX and/or whistleblower complaint, no 

disciplinary action of any type shall be considered as a result of the 

complaint unless it has been reduced to writing, dated, and signed by the 

complainant (as noted in Article V, Section S (3)(a) above) and presented 

to the affected employee by the appropriate instructional dean prior to any 

such disciplinary action. 

vi. If written disciplinary action is deemed necessary by the appropriate 

instructional dean following such meeting(s), the Dean shall proceed in 

accordance with Article IV, Section I regarding personnel records. 

b. Non-Resolution 

i. In the event the complaint cannot be resolved by the appropriate 

instructional dean or conditions of the written disciplinary action are not 

met, the complaint shall be directed to the Vice President of Instruction. 

ii. The Vice President of Instruction shall review the Formal Written 

Complaint submitted, the written response from the faculty member (as 

allowed in iv. above), and a written record of the attempts at resolution 

prepared by the Division Chairperson, if applicable, in coordination with 

the Dean. 

iii. If written disciplinary action is deemed necessary by the Vice President of 

Instruction, following such meeting(s), the Vice President of Instruction 

shall proceed in accordance with Article IV, Section I regarding personnel 

records and Article V, Section T regarding Progressive Discipline. 

iv. If no written disciplinary action is deemed necessary, the Vice President of 

Instruction shall document the complaint for compliance purposes and 

dispose of the record at the conclusion of the quarter in which the college 

believes the complaint has been resolved. 

5. Disciplinary Action 

a. Except in the case of a Title IX and/or whistleblower complaint, no disciplinary 

action of any type shall result from a complaint unless the complaint has been 

reduced to writing, dated and signed by the complainant, and presented to the 

affected employee by the appropriate instructional dean prior to any such 

disciplinary action. 

6. Union Representation 

a. It is understood that any faculty member may request the presence and 

consultation of a representative of the Union at any and all meetings regarding 

complaints, remediation, and/or discipline. 
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7. Exemptions 

a. Exempted from these provisions shall be applications of the college's 

Nondiscrimination Policies, which will be referred directly to the Executive 

Director of Human Resources. 

Section T: Progressive Discipline 

1. Purpose and Principles 

a. Faculty are expected to adhere to this Agreement; fulfill their assigned duties in 

good faith as detailed in Article V; comply with all published College bylaws, 

policies, and procedures; and obey city, state, and federal laws. 

b. Progressive discipline is a corrective and graduated process for addressing 

employee misconduct or performance deficiencies. Its goal is to correct behavior 

and improve performance. 

c. Progressive discipline applies to violations of college policies, state, and federal 

laws, refusal or unsatisfactory completion of corrective plans, and severe 

misconduct. This list is not exhaustive.  

2. Just Cause: No faculty member shall be disciplined during the term of their appointment 

without just cause. Discipline may be applied for legitimate, work-related reasons, 

supported by evidence and applied fairly to the process outlined in the progressive 

discipline and termination sections.  

3. Progressive Discipline Steps 

a. The College retains the right to administer discipline at any appropriate step, 

depending on the severity and nature of the issue. It is not required to apply 

progressive discipline where the severity of the offense calls for immediate 

discharge or a more advanced disciplinary step. Unless specified otherwise, all 

steps remain active for the purpose of determining disciplinary actions. 

b. The steps are:  

i. Documented Verbal Warning: An initial discussion and written record of 

the concern and expected improvement.  

ii. Written Warning & Correction Plan: A formal written notice outlining the 

problem, required actions, and completion timeline.  

iii. Suspension (with or without pay): Temporary leave from duties, with or 

without compensation. 

iv. Termination as outlined in Article XII. 

c. Verbal and written warnings must be clearly identified as such and be 

documented in the faculty member’s personnel file and retained as outlined in 

Article IV, Section I: Personnel Records.  

4. Active Period  

a. Verbal and written warnings shall be inactive after four (4) years from the date of 

the notice of infraction with demonstrated sustained improvement. If other 

infractions occur within that four-year period, the active period resets.  

5. Notice of Intent to Discipline 

a. If the College intends to impose discipline that involves a loss of pay or 

termination of employment, the College shall inform the faculty member of the 

proposed discipline in writing.  

b. The written notice shall describe the event or conduct with sufficient particularity 

to permit the faculty member to understand the reason for the proposed discipline.  

6. Pre-Disciplinary Meeting 
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2025-2027 Washington Federal State Employees - 
Higher Educationarticle 2 Non-Discrimination (page 

1); 

article 3 Workplace Behavior (page 2); 

article 29 Discipline (page 62); 

article 30 Grievance Procedure (pp. 64-69); 

appendix K TITLE IX (page A-31) 
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ARTICLE 3 
WORKPLACE BEHAVIOR 

3.1 The Employer and the Union agree that all employees should work in an environment that 
fosters mutual respect and professionalism. The parties agree that inappropriate behavior 
in the workplace does not promote a college’s/district’s business, employee well-being, or 
productivity. All employees are responsible for contributing to such an environment and 
are expected to treat others with courtesy and respect. 

3.2 Inappropriate workplace behavior by employees, supervisors and/or managers will not be 
tolerated. If an employee and/or the employee’s union representative believes the employee 
has been subjected to inappropriate workplace behavior, the employee and/or the 
employee’s representative is encouraged to report this behavior to the employee’s 
supervisor, a manager in the employee’s chain of command and/or the Human Resources 
Office. An employee or the employee’s representative should identify complaints as 
inappropriate workplace behavior. The Employer will investigate the reported behavior 
and take appropriate action as necessary. The employee and/or union representative will 
be notified upon conclusion of the investigation. Upon request, the Employer will provide 
the employee and the union representative with a copy of the investigation report. 

3.3 Retaliation against employees who make a workplace behavior complaint will not be 
tolerated. 

3.4 Supervisors, managers and Human Resource Office staff will be trained on Article 3, 
Workplace Behavior. The Employer and the Union agree to prepare and make available 
online a 15-minute joint training online presentation on workplace behavior for all 
employees covered by this CBA and their supervisors, managers and Human Resources 
staff. 

3.5 Grievances related to this Article may be processed through Step 3 of the Grievance 
Procedure. 

ARTICLE 4 
HIRING AND APPOINTMENTS 

4.1 Filling Positions 
The Employer will determine when a position will be filled, the type of appointment to be 
used when filling the position, and the skills and abilities necessary to perform the duties 
of the specific position within a job classification. The Employer can fill a position on a 
full-time or part-time basis. Consideration will be limited to employees who have the skills 
and abilities required for the position. Positions will be posted for at least ten (10) calendar 
days. 

4.2 Certification of Applicants 
A. The Employer will determine the number of applicants to be certified to the hiring 

official for consideration. When filling the positions, the Employer will appoint the 
most senior employee on the appropriate internal layoff list with the required skills 
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ARTICLE 29 
DISCIPLINE 

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

29.2 Discipline includes oral and written reprimands, reductions in pay, suspensions, demotions, 
and discharges. Oral reprimands will be identified as such and, if documented, such 
documentation will be placed in the supervisor’s file only, subject to removal in accordance 
with Section 33.11. 

29.3 When disciplining an employee, the Employer will make a reasonable effort to protect the 
privacy of the employee. 

29.4 The Employer has the authority to conduct investigations. 

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

B. During an investigation, employees will answer all appropriate questions truthfully 
and to the best of the employee’s knowledge. 

C. The role of the union representative in regard to Employer-initiated investigations 
is to provide assistance and counsel to the employee and not interfere with the 
Employer’s right to conduct the investigation. Every effort will be made to 
cooperate in the investigation. 

D. The Employer will notify and advise the employee with updates of the status of the 
investigation every thirty (30) days until the investigation is complete. Upon 
notification that the Union is representing the employee for purposes of the 
investigation, the Employer will provide simultaneous notification to the Union. 

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

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

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

29.9 The Employer will normally provide an employee with seven (7) calendar days’ written 
notice prior to the effective date of a discharge. If the Employer fails to provide seven (7) 
calendar days’ notice, the discharge will stand and the employee will be entitled to payment 
of salary for time the employee would otherwise have been scheduled to work had seven 
(7) calendar days’ notice been given. 

However, the Employer may discharge an employee immediately without pay in lieu of 
the seven (7) calendar days’ notice period if, in the Employer’s determination, the 
continued employment of the employee during the notice period would jeopardize the good 
of the college/district. The Employer will provide the reasons immediate action is 
necessary in the written notice. 

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

29.11 The Employer has the authority to impose discipline, which is then subject to the grievance 
procedure set forth in Article 30. Oral reprimands, however, may be processed only 
through the top internal step of the grievance procedure and cannot be arbitrated. 

ARTICLE 30 
GRIEVANCE PROCEDURE 

30.1 The Union and the Employer agree that it is in their best interest to resolve disputes at the 
earliest opportunity and at the lowest level. Whenever possible, disputes should be resolved 
informally prior to filing a formal written grievance. To that end, all supervisors and 
employees are encouraged to engage in free and open discussions about disputes. 

30.2 Terms and Requirements 
A. Grievance Definition 

A grievance is an allegation by an employee or a group of employees that there has 
been a violation, misapplication, or misinterpretation of this Agreement, which 
occurred during the term of this Agreement. Disciplinary action may be grieved, 
subject to the provisions of Section 29.11 of Article 29, Discipline. The term 
“grievant” as used in this Article includes the term “grievants.” 

B. Filing a Grievance 
Grievances may be filed by the Union on behalf of an employee or on behalf of a 
group of employees. The grievance will state the name of the employee or the 
names of the group of employees. The Union, as exclusive representative, is 
considered the only representative of the employee in grievance matters and has the 
right in a grievance to designate the person who will represent the employee on 
behalf of the Union. 
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C. Computation of Time 
Days are calendar days, and will be counted by excluding the first day and including 
the last day of timelines. When the last day falls on a Saturday, Sunday or holiday, 
the last day will be the next day which is not a Saturday, Sunday or holiday. 
Transmittal of grievances, appeals and responses will be in writing, and timelines 
will apply to the date of receipt. Documents filed after 5 p.m. on a standard business 
day, or on a Saturday, Sunday or holiday will be considered received on the next 
business day.  

D. Failure to Meet Timelines 
The time limits in this Article must be strictly adhered to unless mutually modified 
in writing. Failure by the Union to comply with the timelines will result in the 
automatic withdrawal of the grievance. Failure by the Employer to comply with the 
timelines will entitle the Union to move the grievance to the next step of the 
procedure. 

E. Contents 
The written grievance must include the following information or it will not be 
processed: 

1. The date of the occurrence giving rise to the grievance or the date the 
grievant knew or could reasonably have known of the occurrence; 

2. The nature of the grievance; 

3. The facts upon which it is based; 

4. The specific Article and Section of the Agreement violated; 

5. The specific remedy requested; 

6. The steps taken to informally resolve the grievance; and 

7. The name and signature of the union representative. 

F. Modifications 
No newly alleged violations may be made after the initial written grievance is filed, 
except by written mutual agreement. 

G. Resolution 
If the Employer provides the requested remedy or a mutually agreed-upon 
alternative, the grievance will be considered resolved and may not be moved to the 
next step. 

H. Withdrawal 
A grievance may be withdrawn at any time. 
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I. Resubmission 
If terminated, resolved or withdrawn, a grievance cannot be resubmitted. 

J. Pay 
Paid release time will be provided to employees, grievants and union stewards in 
accordance with Article 40, Union Rights and Activities. 

K. Group Grievances 
No more than five (5) grievants will be permitted to attend grievance meetings. 

L. Consolidation 
Grievances arising out of the same set of facts may be consolidated by written 
agreement. 

M. Bypass 
Any of the steps in this procedure may be bypassed with mutual written consent of 
the parties involved at the time the bypass is sought. 

N. Discipline 
Disciplinary grievances will be initiated at the level at which the disputed action 
was taken. 

O. Grievance Files 
Written grievances and responses will be maintained separately from the 
employee’s personnel file. 

30.3 Filing and Processing 
A. Filing 

A grievance must be filed within twenty-eight (28) days of the occurrence giving 
rise to the grievance, or the date the grievant knew or could reasonably have known 
of the occurrence.  

The twenty-eight (28) day period above should be used to attempt to informally 
resolve the dispute. The union steward or staff representative will indicate when a 
discussion with the Employer is an attempt to informally resolve a dispute. 

B. Alternative Resolution Methods 
Any time during the grievance process, by mutual consent, the parties may use 
alternative methods to resolve the dispute. If the parties agree to use alternative 
methods, the time frames in this Article are suspended. If the selected alternative 
method does not result in a resolution, the Union may return to the grievance 
process and the time frames resume. Any expenses and fees of alternative methods 
will be shared equally by the parties. 

C. Processing 
The Union and the Employer agree that in-person meetings are preferred at all steps 
of the grievance process and will make efforts to schedule in-person meetings, if 
possible. 
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Step 1: Human Resources Designee 
If the issue is not resolved informally, the Union may file a written grievance to the 
Human Resources Office, within the twenty-eight (28) day period described in 
Subsection 30.3 A. The Employer will designate a designee who will meet in person 
or confer by telephone with a union steward and/or staff representative and the 
grievant within fourteen (14) days of receipt of the grievance, and will respond in 
writing to the Union within fourteen (14) days after the meeting. A supervisor or 
manager, who is within a grievant’s organizational structure, may accompany the 
Human Resources Office Designee to the meeting. 

Step 2: President/Chancellor or Designee (who has not been a party to the Step 
1 grievance meeting) 
If the issue is not resolved at Step 1, the Union may move it to Step 2 by filing the 
written grievance, including a copy of the Step 1 decision, with the 
President/Chancellor, with a copy of the grievance, Step 2 request and Step 1 
decision to the Human Resources Office, within fourteen (14) days of the Union’s 
receipt of the Step 1 decision. The President/Chancellor or designee will designate 
who will hear the grievance at Step 2. The designee will meet in person or confer 
by telephone with a union steward or staff representative and the grievant within 
fourteen (14) calendar days of receipt of the appeal, and will respond in writing to 
the Union within fourteen (14) calendar days after the meeting. A supervisor or 
manager, who is within a grievant’s organizational structure, may accompany the 
President/Chancellor or designee to the meeting. 

Step 3: Mediation or Pre-Arbitration Review Meetings (PARM) 
1. Disciplinary and Disability Separation Grievances (excluding written 

reprimands) 
If the grievance is not resolved at Step 2, the Union may file a request for 
mediation with the Public Employment Relations Commission (PERC) in 
accordance with WAC 391-55-020, with a copy to the OFM/State Human 
Resources (SHR)/Labor Relations & Compensation Policy Section 
(LR&CP) and the college’s/district’s Human Resources Office within thirty 
(30) days of receipt of the Step 2 decision. In addition to all other filing 
requirements, the request must include a copy of the grievance and all 
previous responses. 

2. Non-Disciplinary and Written Reprimand Grievances (excluding disability 
separations) 
If the grievance is not resolved at Step 2, the Union may request a PARM 
by filing the written grievance including a copy of all previous responses 
with the Director of the LR&CP and the college’s/district’s Human 
Resources Office within thirty (30) days of receipt of the Step 2 decision. 
Within fifteen (15) days of the receipt of all the required information, the 
LR&CP will either: 

a. Notify the Union in writing that a PARM will be scheduled with the 
LR&CP designee, the college’s/district’s Human Resources Office 
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representative, and the Union’s staff representative to review and 
attempt to settle the dispute; or 

b. Notify the Union in writing that no PARM will be scheduled. 

Within thirty (30) days of the request, a PARM will be scheduled. The 
meeting will be conducted at a mutually agreeable time. 

The proceedings of any mediation or PARM will not be reported or 
recorded in any manner, except for written agreements reached by the 
parties during the course of the mediation or PARM. Unless they are 
independently admissible, statements made by or to the mediator, or by or 
to any party or other participant in the mediation or PARM, may not be: 

a. Later introduced as evidence; 

b. Made known to an arbitrator or hearings examiner at a hearing; 
and/or 

c. Construed for any purpose as an admission against interest. 

Step 4: Arbitration 
If the grievance is not resolved at mediation or a PARM, or the OFM/SHR/LR&CP 
designee notifies the Union in writing that no PARM will be scheduled, the Union 
may file a demand for arbitration. The demand to arbitrate the dispute must be filed 
with the American Arbitration Association (AAA) within thirty (30) days of the 
mediation session, PARM or receipt of the notice that no PARM will be scheduled. 
Simultaneous with filing, copies of the demand for arbitration will be provided to 
the Human Resources Office and LR&CP. 

D. Selecting an Arbitrator 
The parties will select an arbitrator by mutual agreement or by alternately striking 
names supplied by the AAA, and will follow the Labor Arbitration Rules of the 
AAA unless they agree otherwise in writing. 

E. Authority of the Arbitrator 
1. The arbitrator will: 

a. Have no authority to rule contrary to, add to, subtract from, or 
modify any of the provisions of this Agreement; 

b. Be limited in their decision to the grievance issue(s) set forth in the 
original written grievance unless the parties agree to modify it; 

c. Not make any award that provides an employee with compensation 
greater than would have resulted had there been no violation of this 
Agreement; 
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d. Not have the authority to order the Employer to modify staffing 
levels or to direct staff to work overtime. 

2. The arbitrator will hear arguments on and decide issues of arbitrability 
before the first day of arbitration at a time convenient for the parties, 
immediately prior to hearing the case on its merits, or as part of the entire 
hearing and decision making process. If the issue of arbitrability is argued 
prior to the first day of arbitration, it may be argued in writing or by 
telephone at the discretion of the arbitrator. Although the decision may be 
made orally, it will be put in writing and provided to the parties. 

3. The decision of the arbitrator will be final and binding upon the Union, the 
Employer and the grievant. 

F. Arbitration Costs 
1. The expenses and fees of the arbitrator, and the cost (if any) of the hearing 

room(s), will be shared equally by the parties. 

2. If the arbitration hearing is postponed or canceled because of one party, that 
party will bear the cost of the postponement or cancellation. The costs of 
any mutually agreed upon postponements or cancellations will be shared 
equally by the parties. 

3. If either party desires a record of the arbitration, a court reporter may be 
used. The requesting party will pay the cost of the court reporter. If that 
party purchases a transcript, a copy will be provided to the arbitrator free of 
charge. If the other party desires a copy of the transcript, it will pay for half 
of the costs of the fee for the court reporter, the original transcript and a 
copy. 

4. Each party is responsible for the costs of its attorneys, representatives, 
witnesses, travel expenses, and any fees. Every effort will be made to avoid 
the presentation of repetitive witnesses. The Union is responsible for paying 
any travel or per diem expenses for its witnesses, the grievant and the union 
steward. 

5. If, after the arbitrator issues their award, either party files a motion with the 
arbitrator for reconsideration, the moving party will bear the additional 
expenses of the arbitrator. 

30.4 Successor Clause 
All grievances will be processed to completion in accordance with the provisions set forth in the 
contract term in which the grievance was filed. 
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APPENDIX K 
TITLE IX 

L.1 Each college district is required to comply with the Violence Against Women
Reauthorization Act, the Campus SaVE Act, and Title IX of the Education Amendments 
of 1972. Compliance with these federal laws and associated regulations requires 
institutions of higher education to adopt and implement programs designed to prevent and 
respond to domestic violence, dating violence, sexual assault, sexual harassment, and 
stalking. This program is typically referred to as “Title IX.” 

L.2 Pursuant to these federal laws, institutions of higher education are required to develop
policies and procedures to prevent and respond to sexual violence and to train, properly 
process, investigate, and adjudicate sexual violence allegations. The Employer’s policies 
and procedures will incorporate specific requirements of the federal law and regulations 
governing processing of complaints conducting investigations and adjudications, imposing 
sanctions, and conducting appeals. In some areas these federal laws and regulations require 
additional procedural elements that will be adhered to, in addition to and in conjunction 
with, other Articles within this collective bargaining agreement. In instances where Articles 
within the collective bargaining agreement may conflict with policies and procedures 
required by these federal laws, the federal laws will take precedent. 

L.3 Consistent with their Title IX policies required by the federal regulations, community
colleges will be utilizing a third-party (outside firm or Administrative Law Judges) to 
conduct Title IX hearings. The colleges will utilize impartial investigators for Title IX 
investigations who have been trained specifically for Title IX investigations. 

L.4 In the event that Title IX federal regulations are modified requiring current policies to be
modified, the State will provide notice of the change and an opportunity to bargain 
consistent with Article 37. 

L.5 At any time during the process, regardless of the investigation, or outcome(s), employees
retain the right to file a formal complaint with government authorities, including but not 
limited to: 

U.S. Department of Education 
Office for Civil Rights-- Seattle Office 
915 Second Avenue Room 3310 
Seattle, WA 98174-1099 
Email: OCR.Seattle@ed.gov 
Telephone: 206-607-1600 

U.S. Department of Justice Civil Rights Division 
950 Pennsylvania Avenue, N.W. 
Educational Opportunities Section, PHB 
Washington, D.C. 20530 
Email: education@usdoj.gov 
Telephone: (202) 514-4092 or 1-877-292-3804 (toll-free) 
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2.D.2 EV.#2 / Section 2 

  

Appendix 2.D.2   Page 89 of 109



GA-11 Sex Discrimination Grievance Procedure 
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Additional Evidences / Section 3 
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Learning & Innovation: Training for Existing 
Employees 
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