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WASHINGTON STATE
(HILD CARE ISSUES STUDY

In its 1986 regular session, the Washington State Legislature passed
EHB 1656 (codified as RCW 41.04.385 RCW relating to day care needs of
State employees. This legislation required the Higher Education and
State Personnel Boards to study their governing statutes and adminis-
trative rules and to coordinate and submit a joint report to the
Legislature containing the results of these studies. This report is
submitted to the Legislature to satisfy that legislative requirement.

Questions or comments regarding this report may be directed to any of
the individuals listed on the reverse of this par
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ENGROSSED NOUSE BILL NO. 1436
State of Yashington 40th Legisisture 1986 Regulsr Session
by Representstives Unsoeld. Mankins. Selcher. O°'Brien, Nine,
Jscebsen. Cele. Brekie, Miller. long, Allen, Dey. Dellwo. Weng.

Lesnsrg, Winsley. R. King. Loche. Lux. Wineberry ond Todd: by
request of Geverser Gerdner

fead first time 1/21/88 sad referred to Committee ON Stete
Gevermment.

AN ACT Releting to @ay care for siste enployees: sdding » new
section te chapter 41.04 RCVW: and cresting & aew sectionm.

BE 1T DWCTED BY THE LEGISLATURE OF THE STATE OF WASHINGTON:

MENM SECTION. Sec. ). A Sew section is added to chepter 41.04
ACY to resd as follows:

The legisliature finds that (1) demogrephic. economic. and c?cul
trends waderiie o criticsl and incressing demsnd for child dsy core
is the Stete of Neshingtom: (2) nnln'. perents ond their childrea
bemefit when the employees® child Care Aeeds have dees resolved: and
(3; the state of Weshington shovld serve as & sode] empleyer by
cresting o suppertive otmesphers. to the extent fessidle. i which
its eapleyses @ay seet their child day care needs. The legiblature
findc further that reselving ssployee child €8y csre comceras aot
only Obesefits the smployees saéd their children. bBut may benefit the
employer by reducing bessteeiss. iacressing enployee productivity.
improving sorale. end eshancing the eaployer's positien ia recruiting
snd retaining empleyess. Therefore. the legislsture declsres that it
is the policy of the state of Vashington to sssist state enployees by
eresting o ouppertive stmesphere in which they msy aeet their Child
day care seeds. )

MV SICTION. Sec. 2. (1) The atste persomnel besrd Crested
wnder chapter 41.06 RCY shall study chapter 41.08 RCY and other
spprepriste stetutes snd the ruies sdopted to inplement them in order
te identify srees where state low and sdninistrative revle could be
asdified te recognize the jmportance of child dsy care snd to creste
s suppertive staesphers I8 which stste teployees 88y meet their needs
for chi)éd doy care. Weere appropriste. the voard shsl) sdopt or
smend 15 rules Ia order te persit srd EncouTsge agency heads to
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Sec. 2

carry out the purposes of thig asct.

(2) The bigher educstion personnel doerd crested under Chapter
288.18 ROV ehel) study chapter 288.18 RCYW end other sppropriste
stetutes 8nd the rries adopted to implement them is order to identify
oress where stete lew ong administrstive rules tould be wodified to
recogsize the importisnce of child day csre snd to creste 8 supportive
stuosphere is which state smployees may seet their needs for child
day csre. Where sppropriste, the board shal]l adopt or amend its
rules i erder to permil end encoursge sgIncy hesds t0 corry out the
purposes of this act.

(3) The studies required under subsections (1) snd (2) of 1this
section oball include. Dut mot e limited o, considerstiom of jod
sharing snd pert-time employment, flex-tiue and other slterastive
work schedules. flex-workplete opportunities. lesve pelicies.
orientstion gnd treising resarding personnel practices relsting to
working pereat coaceras. Sad the potentis]l for developing stste
jaformstion snd referrs) services.

(4) The state personnel bosré snd the bhigher education personnel
board shall coerdisste ond gudmit 8 joist report com:siming the
results of the sindies required uu:r this sectizan. The report shall
inciude 8 description of the rules that have desn 3dopted or modified
or those proposed [for adoption or sodificstion., end recommended
changes or additions 10 stete law neCesssry to Carry out the purposes
of this act. The report shall de submitted 80 lster than October 30.
1906. to (s) the governor. and (B) the chief clerk of the bouse of
represantstives snd the secretary of the senate f«( subtmitts! to end
review by the sppropriste standing committees of the legisisture.




BACKGROUND

Legislation

The Legislature, in its 1986 regular session, passed EHB 1656 (codified
as 41.04.385 RCW) dealing with state employee child care issues. In
that legislation, the Legislature stated that:

(1) demographic, economic, and social trends underl fe a critical
and increasing demand for child day care in the State of Washington;
(2) working parents and their children benefit when the employees'
child care needs have been resolved; and (3) the State of Washington
should serve as a model employer by creating a supportive atmosphere,
to the extent feasible, in vnich its employees may meet their child
d1y care needs. The Legislature finds further that resolving
employee child day care concerns not only benefits the employees
and their children, but may bene,it the employer by reducing absen-
teeism, increasing employee productivity, improving morale, and
enhancing the employer's position in recruiting and retaining
employees. Therefore, the Legislature declares that it is the
nolicy of the State of Washington to 2ssist state employees by
creating a suppurtive atmosphere in which they may meet their child
day care needs.”

This legislation required the Higher Educatfon and State Personnel
Boards to study their appropriate statutes and the rules adopted to
implement them in order to fdentify areas where state law and adminis-
trative rule could be modified to recognize the importance of child day
care and to create a supportive atmosphere in which state employees may
meet their child day care needs.

Mathodology

1. Higher Education Pe~sonnel B3oard

The Higher Education Personnel Board's (HEPB) study involved a
two-fold approach. The state's twenty-nine higher education insti-
tutions provided input relative to current practices and potential
rule revisions through their responses to the child care issues
survey questionnaire. A meeting betwean HEPB staff and interested
parties provided employees with an opoortunity to express their
concerns.

2. State Personnel Board

To carry oui the legiclative mancate, the State Department of
Personnel also used a two-fold approach. (1) An extensive chid
care issues survey questionnaire was mafled to fcrty Civil Service
agencies for their perspec’ive and input; and (2) "brown-bag”
discussion sessions were held with state anployees on Capitol
Campus in order to gain employee input.

7
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SUMMARY OF FINDINGS AND RECOMMENDATIONS

The following 1is a brief summary of the legal provisions, institutions’
practices, and employee considerations relating to accommodation of state
employees’ child day care needs. Proposed modifications to Higher Education
Personnel Board (HEPB) rules and other recommendations are also includsd. The
rule modificaticns are covered in greater detail in the Conclusions and
Recommondations section of this report. This sumary pertains only to those
institutions and employees under the jurisdiction of the Higher Education
Personnel Board as suthorized in state higher education persomnnel law, Chapter
28B.16 RCW.

LEAYE FOR PURPOSES RELATING TO CHILD CARE

HEPB rules contain provisions which gallow emplovees to use vacation leave,
sick leave, and leavs of asbsence without pay for child care purposss. As
written, the current rules allow the institutions a substantial degree of
independence in the administration of rules. In practice, some {institutions
are more flexible than others in rule interpretation and application. It is
progosed that rules be modified to ensure more equitable and consistent
treatment of employecs.

Seniority does not continus to accfuc during a leave of absence without pay
for maternity/child care purposes. Most institutions are opposed to auy
changes in the current provision for seniority accrual.

The economic situations of many institutions preclude allowing ell employees
to irtersperse a leave of absence w’ thout pay with vacation leave and sick
leave in order to remain in pay status and therefore continue health care
coverage. It is recommended that the Legislature provide funding to allow
health care coverage to continue at the institutions’ expense for all
employees on unpaid leave for maternity/child care purposes.

REEMPLOYMENT OF PERSONS WHO RFSIGN FOR CHILD CARE REASONS

All former employees who have terminated for any reason are treated the same.
Rules do not provide for a special reemployment eligible 1list, and if
reemployed, seniority is not reinstated for individuals vho have terninated
enployment for child care reasons. Most institutions supjort existing rules.
Changes to the current provisions are not proposed.

JOB SHARING AND PART-TIME EMPLOYMENT

HEPB rulas contain provisions for part-time employment but do not explicitly
address job sharing arrangements. Both part-time and shared positions do
exist among classified employees. Part-time positions and job sharing
arrangesaats result in increased costs to the institutions. The cost of
employer paid insurance benefits remains constant whether an employee works
twenty or forty hours per week; i.e. each twenty hour employee receives full
benefits, thereby raising the institutions’ expenses. Therefora, institutions
are less likely to approve of such positions. staff will propose rules to
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address job sharing. It {is recommanded that the Legislature provide funding
to institutions to provide for the incrsase in costs.

FLEX-TIME AND FLEXIBLE WORK PLACE OPPORTUNITIES

41.04 RCW dirscts ctate agencies to utilize flex-time schedules to the maximum
extant possible. Several institutions have established policies and
{mplemerited flex-time schedules whére feasible. Flaxible work place options
are not currently offered to employees. However, some institutions did
indicate thst such a concept may be applicable to a limited number of
positions. Further study of the feasibility of flexible work place cptions
may be appropriate at those institutions. Staff will propose that flex-time
schedules and flexible work place opportunities be addressed in the rules to
encourage greater utilization.

INFORMATION AND REFERRAL SERVICES

Some institutions ate able to provide child day car: information and referral
on sn informal basis. Other institutions indicate that community sources
appeared to be adequate in meering employee needs. Institutions do not have
the neceéssary resources available to develop information and referral
sexrvices. . :

CHILD DAY CARE CENTERS

Twenty-five child care centers are located on state university and college
campuses. Approximately fourteen of these centers offer services to employees
on a space-available basis. It is recommended that where appropriate,
facilities be expanded to allow for more employee utilization.

COMMUNICATION CF PROVISIONS

There i3 no uniform methud used to ensure that all employees and management
personnel are fully informed of rule provisions and policies which relate to
working parsnt concerns. HEPB staff will eusurs that pertinent rules are
identified as such in the HEPB rules index.

Good persomnel practices would indicate the need for institutions to
methodically disseminate all applicable information to personmel through
written materials and ({nformational seminars where appropriate. This
information might alsc include a 1listing of any community child care
information and referral services available.

10
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SUMMARY OF FINDINGS AND RECOMMENDATIONS

The following is a brief summary of the legal provisions, agency practices,
and employee considerations relating to accommodation of state employees'
child day care needs. Suggestions for further action are also included.
This summary pertains only to those state agencies and employees under

the jurisdiction of the State Personnel Board as authorized ir 41.06 RCW
and Chapter 356 WAC (the Merit System Rules). These cunclusions are
discussed in greater detail ia the Conclusions and Recommendations Section
of this report.

A. LEAVE FOR PURPOSES RELATING TO CHILD CARE

The Merit System Rules contain several provisions allowing paid and
unpaid leave to be taken by employees for child care reasons. As
employers, agencies tend to be quite permissive in granting leave-
wi thout-pay (LWOP) for child care reasons. However, there is
considerable inconsistency among agencies in the granting of paid
sick leave for child care purposes, particularly when used in
conjunction with LW~

It is reconmended that the Merit System Rules be revised to clarify
the conditions under which paid sick leave may be used for child
care reasons, particularly for use in conjunction with child care
LYOF. Such a change should reduce the potential of irequitable
treatment of employees across ageacy lines.

Other findings show that employees on LWOP for child care reasons
(1.e., maternity/paternity leave) do not necessarily receive insurance
benefits nor do they accrue senfority credits. Almost all agenctes
allow employees to use at least one day of paid leave per month
during LWOP in order to retain {nsurance benefits. Agencies are
divided on the questfon of whether senfority should continue to
accrue during such LWOP.

8. REZMPLOYMENT OF EMPLOYEES WHO RESIGN FuR CHILD CARE REASONS

Employees seeking reemployment with the state after resigning for
child care reasuns are treated no differently than others who seek
reemployment. Also, if such employees are reemployed, their senfority
is not reinstated. Most surveyed agencies voted against the establish-
ment of priority reemployment rights for former enployees who

resigned for child care reasons. Approximately one-half felt that
senfority should pot be reinstated 1f the employee returns to work.

C. PART-TIME EMPLOYMENT AND TANDEM EMPLOYMENT (J0B=-SHARING)

The Merit System Rules clearly allow for part-time and tandem
employment. Most agencies indicate flexibility fn allowing such
working arrangements, but have no formal policies concerning such
use. The use of tandem employment is not nearly as widespread as
part-time employment.

Q {

ERIC 1




FLEXIBLE WORK SCHEDULES (FLEX-TIME)

The Merit System Rules and RCW 41.04 require agencies to develop
appropriate flex-time work schedules. Most agencies have such
policies and a large number of employees use flex-time. No change
in current provisions is recommended.

FLEXIBLE WORKPLACE

There is no specific mention of flexible workplace in the Merit
Syste Rules. The few agencies using such an option do so on a
very 1imited basis.

Specific provisions in the Merit System Rules for flexible workplace
might encourage creative and increased use. Also recommend that
the viability and cost/benefit of flexible workplace utilfzatfon be
further studied.

COMMUNICATION OF PROVISIONS AND POLICIES

There are no unfiform, regular means by which all employees and
supervisors are fully informed of the provisions existing in statute
and rules for accommodating working parents' child care concerns.
Recommend that the Department of Pesonnel design explanatory brochures
or other written material to he shared with all employees on 2
routine basfs. These might be supplemented by informatfonal seminars
as appropriate.

INFORMATION AND REFERRAL SERVICES

There are no provisions in the current system for referral services
for employees looking for day care providers. This fssue was nct
specifically addressed by the agencies nor employees responding in
this report. More thorough research {s recommended.

EMPLOYER-SPONSGRED DAY CARE FACILITIES OR DAY CARE SUBSIDIES

A self-supporting day care center for children of state employees
was established in RCW 41.04 as a pilot project. The cente- {s
located on the capitol campus with a very limited capacity of 29
children. Recammend expansion of center.

Agencies and employees offered comments in support of providing
more day care facilities for employees' children and/or subsidizing
day care costs, perhaps in the form of a cafeteria benefit. Payroll
deductfons for day care costs was also mentioned.

Thorough research of this issue was beyond the scope of this study.
However, the camments received are included in the main bcdy of

this report.
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" FINDINGS

PROVISIONS/PRACTICES/PROPOSALS - - SURVEY

-

All twenty-nine state higher education institutions responded to a su vay
questionnaire which requested input on several Higher Education Personnel
Board (HEPB) iules related to .orking parent concerns. The level of top
uanagement Involved in the preparation of survey responses varied from
institution to irstitution.

The following summarizes tha current provisions of applicable HEPB rules
(Title 251 WAC); the institutions’ practices in administering these rules; and
the institutions’ responses to proposals for rule modifications. A
representative sampling of the institutions’ comments are fncluued where
appropriate.

MATERNITY LEAVE
Rules

251-22-070 VACATION LEAVE--USE.

(1) Vacation leave may not be taken until an employee has completed six months
of continuous employment. An employee bringing an accrued balance from
another state agency may use the previously accrued vacation leave durirg
the institutional probationary or trial service period.

(2) All requests for vacation leave must be approved by the employing official
or designee in advance of the effective date.

(3) Vacation leave shall be scheduled by the employing department at a time
most convenient to the work of the department, the deternmination of which
shall rest with the employing official. As far as possible, leave will be
scheduled in accordance with the wishes of the employee in any amount of
the total of his/her earned leave credits.

(4) Paid vacation leave may not be used in advance of its accrual.

251-22-110 SICK LEAVE.-USE.
(1) Sick leave shall be allowed an employee under the following conditions:

(a) Because of and during illness, disability or injury which has
incapacitated the employee from performing required duties.

(b) By reason of exposure of the employee to a contagious disease during
such period as attendance on duty would jeopardize the health of
fellow employees or the public.

(c) Because of emergencies caused by serious illness in the immeriate
family that require the employee to provide immediate necessa:y care
of the patient or to make arrangements for extended care. Immediate
family shall be as defined in WAC 251-22-112. The personnel officer
may suthorize sick leave use as provided in this subsection for other
than immediate fanily. The applicability of "emergency,” "necessary
care” and "extended care” shall be mads by the personnel officer.

(d) Becsuse of a death in the {nmediate family of the employee that
requires the s-sistance of the employee in making arrangements for
interment of ‘he deceased.

(e) For the purp.se of medical, dental, or optical appointments, if

1
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arranged in advanced with the employing official or designee.

(2) Sick leave miy be grantid for condolence or bereavement.

251-22-111 SICK LEAVE--REPORTING--VERIFICATION.

(1) Employees shall report illness or disability to the immediate supervisor
at the begimning of any period of sick leave and daily thereaftsr unless
prearranged.

(2) Upon returning to work, the enployse may be required by the employing
official to subnit a written statement or medical certificate explaining
the nature of the disability.

251-22-115 MATERNITY LPAVE.

Maternity leave shall be granted for the period of time that a woman is sick
or temporarily disabled because of pregnancy or childbirth. Accrued sick
leave may “e used during the temporary disability resulting from pregnancy.

251-22-200 LEAVE OF ABSENCE WITHOUT PAY.
(1) Leave of absence without pay may be allowed for any of the foliowing
reasoas: i
{3} Conditions applicable for leave with pay;
(b) Maternity leavs;
(c) Educational leavs;
(d) Leave for govermment service in the public interest;
(¢) To accommodate annual work schedules of employees occupying cyeclic
year positions as specified in WAC 251-18-381.

(2) Requests for leava of sbsencs without pay must be submitted in writing to
the employing official or designes and must receive the approval of both
the employing official and the personnsl officer.

(3) Leave of sbsence without pay extends from the time an employee’s leave
commences until he/she 1is scheduled to return to continuous service,
unless at the employee’s request ('3 employing official and the personnel
officer agree to an earlier date.

(4) Vacation leave and sick leave credits will not accrue during a leave of
absence without pay which exceeds ten working days in any calendar month.

(3) A classified employes taking an appointment to an exempt position shall be
granted a leave of absence without pay, with the right to return to
his/her regular positiom, or to a like position at the conclusion of the
exempt appointment; provided application for raturn to classified status
must be mads not more than thirty calendar days following the conclusion
of the exempt appointment.

:51-22-210 LEAVE OF ABSENCE--DURATION.
Leave of sbsence without pay shall not exceed twelve months except for
educational lesve which may be allowed for the duration of actual attendance
and leave for government service in ths public interest. Lsave of absence
without pay nmay be extended for an additional twelve months upon signed
request of the employse and signed spproval of the employing official or
designee and the personnsl officer. Additional leave of absence without pay
may be approved by the persomnsl officer.

14




251-22-220 LEAVE OF ABSENCE--EMPLOYEE RIGHTS.
Employees returning from an authorized leave of absence shall be employed in

the saxs position or in another position in the same class in the same
geographical area and organizational unit, providing that such reemployment is
not in conflict with rules relating to reduction in force.

Summary of Institutions’ Practices

In accordance with WAC 251-22-115, institutions grant maternity leave for the
time period that a female employee is sick or temporarily disabled due to
pregnancy or childbirth. Use of accrued sick leave 1is authorized £for the
duration of the disability period. If <n eumployee has not accrued sufficient
sick leave, vacation leave and leave of absence without pay may be authorized
for maternity leave. If an employee desires additional time off beyond the
peziod of disability, use of accrued vacation leave or leave of absence
vithout pay may be granted on the basis of ths employing department’s ability
to maintain effective operations during the employee’s absence.

With one exception, survey responses indicate that institutions limit the
duration of sick leave use for maternity leave only by the amount of sick
leave accrued; according to the attending physician’s written recommendation;
or to six weeks, unless the attending physicisn certifies that additional time
is required for recovery. One institution stated that sick leave wuse is
normally limited to two weeks. However, if the employee belisves this to be
an inadequate time period for recovery, additional sick leave usage is
authorized.

Surve stion

Would your institution support & rule change to allow employees to use all
accrued sick leave during naternity leave absent any disability or illness?

fadad No Yes No position
UW & WSU 2

Other 4 Year Institutions 3 1
Community Colleges 17 3

A sampling of the institutions’ comments follow:

- Sick leave is intended to provide a protection against illness, injury,
and/or other disabling conditions. To expand {its usage to cover
non-disabling situations may leave its intended purpose uncovered. Also,
lengthened sick leave usage extends the period of time the college must
either: (1) make-do with temporary help (normally there are no funds for
this), (2) put extra loaZ on other employees (although glad to help out

ke
Approximately 668 of all classified staff are employees at the UW and WSU.
The balance are roughly equally divided between the other 4 year institutions
and community colleges.
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for the snprt run, they begin to resent it over time), or (3) curtail
gervices unti] th¢ employee on maternity leave returns. None of these are
desirable alternatives,

Allowing & cuytain class of emplayees to use sick leave absent any
‘isadilicy or {llness {3 discriminatary.

This wauld pecessitate s policy which would allow fathers tgo use accrued
sick legva in paternity leave situations.

Yes, but the length of time away from the job should he a consideration.
Just because somsons has 120 days of sick leave doesn’t mean a leave of

that length 15 justified.




SENIORITY ACCRUAL DURING UNPAID LEAVE

Rules

None applicable. However, HEPB rules provide that leaves of abseuce without
pay scheduled for cyclic year positions shall be included when calculating
layoff seniority for these employees. That time spent on a leave of absence

without pay for maternity/child care purposes {is not credited towards
seniority accrual.

Summary of Institutions’ Practices

Not currently an institutional practice.

Survey stion

Would your institution support a rule change to allow accrual of seniority
during unpaid maternity leave?

No Yes No position
W & WsU 2
Other 4 Year Institutions 4
Community Colleges 13 6 4

A sampling of the institutions’ comments follow:

-  Before ve add or modify rules to provide additional benefits to maternity
situations, the entire paid leave and leave without pay philosophy and
concept should be reviewed.

- No. Failure to provide all employees with such an opportunity would be
tantamount to discrimination.

- No. All leaves of absence without pay should be treated the sane.

- If seniority were allowed to accrue during maternity leave, a maximum of
three months leave without pay would need to be established as a limic.
An analysis of the impact of child care on retirement credit would need to
be completed. Changes in the retirement rules to allow for child care
credit would be needed.

-  Yes, if there is a reasonable limitation on the length of maternity leave.
I would think for someone who intends to maintain empioyment with an
agency that 90 to 120 days should be sufficient for maternicy leave. I
probably wouldn’t quibble over six months. Under these circumstances the
accrual of seniority is acceprable.

17




SICK LEAVE USE FOR CHILD CARE EMERGENCIES
Rules

251-22-116_SICK LEAVE--USE. _ _
(1) Sick leave shall be allowed an employee under ;he following conditions:

(a) Becaiise of arnd diring' illness, disability or injury which has
ificapicitated the employeeé from performiing required duties.

(b) By reastt of exposuré of the employee to a contagious diséase during
such peri¢d as attendancé on duty would Jeopardizé the health of
Zellow smployees dr the public. _ y o

{c) Bicaise of enérgeiiciés cduséd by serldus iliness in the {mmediate
finr{ly that rejuirs the employee to provide Iimmediaté hecessary care
of the patiént or to make arrarigesents fir exterded care. Immediate
Tidily dhiall be as dafined in WAC 251-22-112. Theé personnel officer
bay autliotize sick leave usé as ptuvided in this subsection for other
than immediate family. THe applicability of “emergédcy,” "hecessary
caré" ind “¥xtended céare® shdill be mide by the personnel officer.

(d) Becausé of a death i the immediaté fanily of tHe employee that
fequires thé assistaricé of the employee in making arrangements for
intarent of the dacsased. . _

(e) Por the pitpose of medical, dental, or opticil appdintments, 1if
arraniged in advanced with the employing official or designee.

251-22-11i SICK LEAVE--REFORTING--VERIFICATION.

(1) Employees shall report illness or disability to the immediate supervisor
at the begimming of dény period of sick leavs and daily thersafter unless
predrranged. ‘

(2) Upori retirning to work; the employee may be required by the employing
official to submit & written statement or medical certificate explaining
the nature of the disability.

251-23-112 BERPAVEMENT.LFPAVE.

Sick leave in additioii to that as provided in WAC 251-22:100 shall be granted
for Berdavemént as follows: _

(1) One day of bersavemsrnt ledve shall be granted for each death in the
immediats family. Bersavement lsave may be extended to 4 maximum of
three diys with the approval of the employing official and the
perscnriel officer: )

(2) For the purposes of this rule, the i{mmediate faniily is defined as
mother, fither; sister, brotHer, mother-in-law, father-in-law;
hiisband, wife, childrén, grandparents, and grandchildren,

Summary of liistitutions’ Prictices

In accordafite with WAC 251-22-110(1)(c); institutions allow employees to use
sick leavs when a child’'s serictis illhess causes the employee's absence from
work. iHesponsas to the following mirvey quastion indicats that some
institutions are mbre Flexible in the application of thils rule than others;
i.e: the conditiohdé under which ledve is grarted and/or the peridd of time for
wiiich it is granted Varies between institutions.
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stion

Surve

How does your institution spply WAC 251-22-110(1)(c) to allow sick leave use
for child care emergencies?

A sanpling of the institutions’ comments follow:

- The interpretation and application of WAC 251-22-110(1)(c) at the present
time is a judgment of the employee’s supervisor. Since these are very
short term absences, they ars handled by supervisors as other requests for
sick leave. We do not currently have an institutional policy as to what
constitutes "emergencies.”

- Frankly, we sometimes turn our heads to what we Lknow to be infractions of
the rule’s stated provisions. The rule says sick leave may be used for
"emergencies caused by serious illness in the immediate family that
require the employse to provide immediate necessary care cf the patient or
to make arrangements for extended care.” There is no real way to police
vhether we are dealing with emergencies.

-  Such use of sick leave is limited to one day per occurrence of a child’'s
1illness. If an employee requires mor- time off, vacation leave may be
used. )

- Employing officials are given leeway to determine when an employee will be
granted sick leave to care for an ill child. We have not encountered any
abuse of this practice.

- After the employee informs his/her supervisor of the nature of the
emsrgency, he/she is usually granted from chree to five days of sick
leave.

- If the request is for an extended period of time, a physician’s statement
is required.

-  Permits the employee to use sick leave for child care emergencies for
short period of time only. Maximum of two days.

-  VWhen a child is sick or has a physician’s appointment, verification is not
alvays required but may be.

- Sick leave usage is alloved when an employee’s child is ill -- does not
allow sick leave for child care unless child is {ll.

-  Use of sick leave is not permitted for child care emergencies (such as a
babysitter’s not showing up). This must be charged as annual leave,
subject to the department head’s approval, or as LWOP. An employee may,
however, use his or her sick leave for sick child care emergencies.




Survey Question
Should WAC 251-22-110 be revised? If so, in what way?

No Yes No position
UW & WSU 1 1
Other 4 Year Institutions 2 1 ) §
Comgunity Colleges 16 5 2

A sampling of the institutions’ comments follow:

As it now reads, the rule has been both general enough and specific enough
to allow administration to treat employees fairly.

We do nox see the necessity for a revision. It seems to have enough
flexibility to meet the employea'!s and the institution’s needs.

No. The rule accommadaces the needs of employees and f£slls within
guidelines for sound and reasonsble personnel miunagerment practices.

Yes. To allow for the use of sick leave Jor non-illness reslated
emsrgencies, including child care emergencies.

Yes. The language has the potential for presenting problems in equity
from unit to unit or college to college.

Yes. Need to clearly define use of sick leave for other family members’
illness.

It could state more clesrly whether and/or to what extent an employee may
use sick leave to stay home with a non-serfously i1l child.

The current amnnual and sick leave provisions could be abolished and
replaced with a Personal Leave concept which does not differentiate
between absences for illness or vacation, but instead accepts the fact
that smployees have a right to be away from their jobs for a given amount
of time {f they have secured advance appraval (except in the case of
emergency). Those hlessed with good health may have more vacation time
available. Those with sick children need not be tempted to claim personal
illness in order to qualify for sick leave; it wouldn't matter who was
sick - Personal Leave would simply be charged and the accrual reduced
accordingly. Distinctions betwsen the proper use of sick or annual leave
would become unnecessary. The total leave accrued under such a plan
should probably be less than the total available now because there would
be mqare ready access to it.




CONTINUATION OF SEIB BENEFITS
Rules

251-22-200 LEAVE OF ABSENCE WITHOUT PAY.
(1) Leave of absence without pay may be allowed for any of the following
reacons:
(a) Conditions applicable for leave with pay;
(b) Maternity leave;
(¢) Educational leave;
(d) Leave for govermment service in the public interest;
(e) To accommodate annual work schedules of employees occupying cyclic
year positions as specified in WAC 251-18-381.

(2} Requests for leave of absence without pay must be submitted in writing to
the employing official or designee and must receive the approvol of both
the employing official and the personnsel officer.

(3) Leave of absence without pay extends from the time an employee's leave
commences until he/she 1is scheduleé to return to continuous service,
unless at the employee’s request the employing official and the pessmnel
officer agree to an earlier date.

(4) Vacation leave and sick leave credits will not accrue during a leave of
absence without pay which exceeds ten working days in any calendar month.

(5) A classified employes taking an appointment to an exempt position shall be
granted a leave of absence without p.y, with the right to return to
his/her regular position, or to a like position at the conclusion of the
exempt appointment; provided application for return to classified status
msust be made not more than thirty calendar days following tha conclusion
of the exempt appointment.

Summary of Institutions’ Practices

There {s considerable inconsistency among institutions in allowing use of
vacation leave and sick leave ia conjunction with & leave of absence without

pay.

Surve stion

While on leave without pay for family medical situations, are employees
alloved to intersperse vacation leave or sick leave to be in pay status and
therefore continue SEIB benefits?

No Yes No position
U¥ & WSU 2
Other 4 Year Institutions 3 1
Community Colleges 7 15 1




A sampling of the institutions’ comments follow:

&

Eaployees are allowed Lo be 1in pay status to contiue SEIB benefit while
on leave without pay.

We have done this in a number of instances where we felt 1t was
appropriate.

Vs have dsalt with cases on an ad hoc basis to provide SEIB benefits.

In some situations, this may occur. 1f the leave without pay is for a
lengthy period, self-pay requirements may ba imposed.

Yes, employees are allowed to use vacation leave for a maximum of three
months for a period of leave without pay with a specifi anding date.

Only personal holiday may be interspersed.

It has been the unofficizl policy to allovw this practice under extenuating
circumstances as determined by the Persomnel Officer. Obviously, we would
vwant to be reasonable in providing an opportunity for employees to
vontinue SEIB benefits.

No. As much as possible manipulation of leave to obtain employee benefits
such as SEIB benefits, leave credits, holiday pay, and the like 1is not
permitted and is controlled by 1) not granting leave without pay if an
employee has applicable accrued paid leave available and/or 2) defining a
period of leave without pay as the time the employee leaves work (or the
enployee’s paid leave is exhausted) until the employee returns to work.

No. It is a frequently recurring request, but we believe it is an
unvarranted exploitacion of SEIB rule which says that if an employee is on
pay status for one day in the month, the institution must pay the premium.
It is also a violation of HEPB rules. In addition, it would take a
hundred dollars of paperwork and administrative time to process the
changes of status for each transaction.

No. 1In 1985, an employee requestzd to be on leave without pay status,
except for the usage of one day per month to maintain {zsurance benefit
coverage. Ac that time we called the SEIB office for a determination and
Ve wers advised that employees could not intersperse leave accrual for
this purpose.

No. Employees always make the request but the best deal we give them is
to structure their leave of absence in such a manner that they get
coverage on their first and last month of leave.
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REEMPLOYMENT OPPORTUNITIES FOR FORMER EMPLOYEES

Rules

None applicable. However, HEPB rules provide that eligible lists be used for
£fi1ling classified position vacancies in the order of priority as listed
below:

Institution-wide layoff list

Organizational unit promotional list

Institution-wide promotional list

Special employment program layoff list

State-wvide layoff list

Interinstitutional employee list

Intersystea ezployee list

Open competitive list

Summary of Institutions’ Practices

A Teemployment eligible list does not exist for persons who have terninated
from service. Open competitive examinations are open to all persons who meet
the minimum qualifications for the class. Persons previously enployed would
clearly have a distinct advantage ovew other open competitive candidates due
to their on-ths-job experience.

Survey Question--Would your institution support creation of a new eligible
1ist designation for employees who resign for child care reasons to allow them
priority reemployment opportunities? If so, over what existing eligible lists
should this list be placed? Under what conditions should former employees
have access to this registcr?

No - Yes No position
W & WSU 2
Other 4 Year Institutions 2 2
Community Colleges 14 6 3

Positive responses varied considerably, from placing such a list immediately
above the open competitive list to immediately below the institution-wide
layoff list and providing from one to three years access to the list.

Negative comments included but were not limited to the following:

- Competent employees who resign and want to be reemployed do not need
preferential treatment. They would have the greatest chance of returning
to employment because of their excellent previous service. Those without
such a work history should not have preferential treatment, whether it’'s
for child care or any other such reason.

- Why would those leaving for child care reasons be treated any differently
from those who leave for other positive reasons (getting additional

training, etc.)?




- Employses resign for many reagons, child care being only one. Employees
choosing to resign from an organization need to consider the many
ramifications of resignation.

Survey Question

Should individuals reemployed through the above conditions be allowed to
reinstate their former se..lority (or some portion thereof) upon return?

No Yes No position
¥ & wsu 2
Other 4 Year Institutions 4
Community Callages 12 7 4

A sampling of the institutions’ comments follow:

= No. People terminate for all sorts of good reasons. If seniority is
reszared for "maternal terminations”, it should be restored to others who
terminated in good standing.

= All seniority reinstatement should be consisctent for all employses.

- No. The current rules provide for a returning employee .u reinstate all
of their sick leave balance within three years and to utilize previous
service towards future vacation leave accrual.

= It would seem that criteria for implementation would be a problem.
Questions of how it could be fairly applied where rights to retain jobs
are involved would be & major concern.

= If the previous employee is re-employed, there could be some seniority
privileges, perhaps on a 1-for-2 basis, but I would object to giving full
senlority rights to any {.dividual who quit work for any reason.

= Perhaps, but anly after the employee satisfactorily ccmpletes a six-month
probationary period.

= Yes. Pick up all seniority for time worked during employment (but not
include the leave without pay time).
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JOB SHAR.NG AND PART-TIME E{PLOYMENT

Rules

251-01-270 PART-TIME EMPLOYMENT.
Work of twenty or more hours per week but less than full time employment with
an understanding of continuing employment for six months or more.

Summary of Institutions’ Practices

Job sharing arrangements and part-time positions result in an increased cost
of employer paid benefits. The cost of insurance benefits is the same for
both part-time and full time positions.A drawback for employees is the
requirement to work at least ninety hours a month to receive rstirement credit
under PERS Plen 2.

Dats was unavailable for the number of employees working in part-time
classified positions. A limited number of job sharing situations exist among
classified employees.

The following were included in the institutions’ comments on job sharing
arrangements:

- No separate records of job sharing arrangements are maintained. There are
probably no more than thirty such arrangements throughout the campus.

- Ve have no positions that are assigned as "shared positions”; we have
people who have requested the opportunity to "job share” and in those
cases we have accommodated the requests. All employees were making the
request because of child rearing considerations.

The institution is less likely to approve of shared jobs because of the
additional cost 1in benefits. The benefits can, in lower payiag jobs,
amount to 258 of the salary received. The benefits must come from some
place. The usual place has been from student work study hours or
temporary employee’s positions.

- Job sharing is a fine concept for employees, and in some cases, for an
employing official. It is expensive since half-time employees receive the
same medical and hospitalization program benefits as full-time employees.
It is difficult to find, at least in our budgets, an additional $167.00
per month for each "job-sharing" position. Job sharing also can be
difficult because of "continuity” and "coordinstion” problems, especially
in small offices or units.

- Our institution would be more supportive if (1) the additional employee
benefit costs (e.g., insurance contribution, industrial insurance and
unemployment taxes) were recognized and funded at the state lovel and (2)
classified personnel rules (e.g., in selection, scheduling, layoff) were
revised to allow the flexibility required of such arrangements.
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FLEXIBLE WORK SCHEDULES AND WORK PLACE OPPORTUNITIES
Rules

None applicable.

Summary of Inst{tutions’ Practices

Twenty-five f{nstitutions allow flex-*ime schedules to be implemented where
department operations permit. Flaxible work schedules seem feasible for some
saall institutions ¢nly during the summer months when campus activity {s at
its lowest.

Survey Questicn

What problems, if any, have these flexible work schedules created for your
institution?

Comments from those institutions identifying probiems were:

- The single minor problem is that occasionally units have too few -mployees
available for efficient office coverage.

= The problem faced with the summer flex hours is that staff in some areas
are not available vhen the need arises.

= Ws are a small place and often we have some units with oniy one employee.
That employee cannot receive the same treatment and flexibility as can an
etiployee who is working in an office with several people to handle the
public tzaffi¢. This has caused some resentment in some offices. On the
other hand, in offices where there is only one employse and the
supervisor, euployees have been permitted to bring newborns to work. This
has caused resentment in the large offices that cannot permit such to
ocgur.

= The problems that have surfaced are several:
8) FLSA requiros gccurate record keeping of hours worked. A true
flextime schedule in single shift work unhits with one supervisor makes it
difficult to monitor an employee’s work activities.
b) It is difficult to cover responsibilities and duties requiread of an
office when it is not known vhen an employee will report to work or leave
the workplace.
c) FLSA's “tacit® approval of overtime worked when an employee works
overtime on his or her own initiative.
d) Security problems.
e) Allocation problenms.

- Soms cypes of problems are: (1) Some jobs simply do not lend themselves
to a flexible work schedule because it is necessary to cover a particular
vork station for a period of time, a.g., switchboard, registr tion desk,
etc. (2) Other emplcyees resent having to accept less desirable schedules
te accommodate the nueds of the employee with child care concerns. (3)
The greatest generzi problem is matching institutional needs with
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individual worke: needs.

- The primary problems have been in the area of record keeping and
reporting. However, these have not been significant.

There are no instances of classified employees utilizing f£lexible work place

options. However, several institutions believed that such options might be
feasible for positions requiring extensive computer interaction.
f
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CHILD GARF CERTERS AND INFORMATION/HEFERRAL SERVICES
Hulés
Norie dpplicable.

Sutindry of Instittitions’ Practides

Thete aire twenty-five child cate fae¢ilities located on state university and
college campuses. Although these child care centers were established
primarily fof studénit use, approxinmstely fourteen centers enroil a limited
tivnbet 6f employees’ children as space permits (in some cases this 1is only
during susser months).

Survey Questiof
WVhat 18 the potentidl for developing & child care information/referral service
at your inatitution? )

Siz instititions  repotrted that  employees requiring  child care
Inforsation/referril may be agsisted by child care staff or individual
depaztilents, suth as Child and Family Sctudies [Ivjartment. Several
institutidnd stited thit comttinity sources appedred to be adequate in meeting
smpioyee rideds. Other comments included the following:

- We'd be glad to make thé information available to employees if it were
providad ti:- us: We do not have staff available to develop such a resource
at this €ime.

- 1he potetitial wxists if there is funding available. The present funding
models fros the state for regular operational necessities do not allow for
this type of full eitloyee service without additional state funding.

: We fdel the {nfdimal aevailability of infotrmation from Esrly Childhood
Eduddtion prograsl staff is adequate for our employee needs. Because of
the staff time needsd to develdp and keep up-to-date a formal referral
setvice, we wolld hot ses that a3 feasible or nesded for this campus.

- This does not geem td be 6f & critical nature with our employees. After
raviewing the data available to us, out of approximately 170 full time
smployess; we actoutited f6r 12 children under the age of five.

- Employeés have a daycars committee seeking to dasteriine their daycare
dpeions and ty detetnine the fouﬂgiu:y of beginning their own center.
An jafornacion/refertal service would be a part of their daliberatioms.

» A codlitiodl of concerned local organizatiops, including the City of Tacoma
and Plarce County govetimments, have been meetihg with a long-range goal of
sstablishitig & Child Services Nétwork. As a first step, their September,
1986 mesting agenda will focus on developing a funding strategy to obtain
the $25,000 tuv $30,000 needsd to initiate a one-year information and
refertal project, with a proposed starting date of January 1, 1987.
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COMMUNICATION OF PROVISIONS
Rules

None applicable.

Summary of Institutions’ Practices

Institutions were asked how employees, managers, and supervisors are made
avare of provisions that relate to parenting concerns. Institutions indicated
that a .ombination of various methods are used. These include communication
wvith the Personnel Office, policies mar als, handbooks, rule distributions,
staff meetings, staff newsletters, :raining sessions, memoranda, and
individual contact with supervisors. Responses which deviated from the norm
follow:

- No special effort is made to make employees aware of rules that would
effect them as parents. We attempt to make our employees aware of rules
vhich sffect them on all subjects, but no special effort is given to this
topic.

-  Managers/supervisors are encouraged to talk to employees about their
personal concerns. Personmel Officer is consulted where rules affect work
schedules and the liks.

- We have not adequately communicated the existing provisions. More needs
to be done to inform managers and supervisors of current provisions
available.

- Employees receive basic information about all types of benefits. They may
also contact the personnel officer and simply ask about what is available.
Many employees have done that and I assume will continue to do so. There
are also many informal contacts with supervisors, counselors or others who
are sware of what provisions are available. When the questions of
maternity leave arise, most managers contact the personnel office for
additional informatio~ to give to employees. All managers/supervisors
receive information regarding leave policies and practices through
meetings and written information. How "informed” all managers/supervisors
are is more difficult to say. These issues have been discussed in a
number of Aifferent types of managers’ meetings.

However, how well informed an individual manager or supervisor is may

depend on whether or not there is an employee in the group who has needed
the information and the supervisor has pursued the issue in greater depth.
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GENERAL OPINION

furvey Question

Doee your {institution beliave that existing rules provide adequate
accommodation to working parents to meet their child care needs?

Yes No position

Ne
UW & WSU 1
Other & Year Institutions 3 -1
Community Colleges 2 19 2

A sampling of the institutions’ comments follow:

Yés, adulte have a host of responsibilities when they choose to be
parents:. Many of thess responsibilities are difficult, but I believe
current stats Yules are reasonable, and that parents who want ¢to find
reasonable solutions for child care and related {ssues, can do so.
Obviously, it ceuld be made easier if the atate were to take over many of
thesé burders and pick up the cost. This would seem to me to be a
relatively low priority in view of all the important human needs that are
éurrently unmet.

Existihg rules Provide adequate secommodation to working parents’ needs,
other than providing for the funding of an adequate child care facility.

I sincersly belisve that existing HEPB rules provide adequate
accomodations to working parents to meet their child care needs. Since
coitif to work for the c¢olluge 13 years ago I have had 3 maternity leaves
and have had to take off time from work to accommodate children’s
ilinesses and hespitalizatiors and feel the State has provided more than
adsquates bensfits to cover this. Possibly what has made it easier for me
is that our sollege is liberal and caring when it comes to taking care of
the nheeds of an employee’s family. Perhaps this {s not so at other
insctitutions.

Generdlly, yes. We suggest, howsver, that the term "vacation leave" be
changed to "annual leave® or "personal lsave® and child care emergencies
be 1listed as a use appropriats to this leave class, or that sick leave be
expanded to provide for child care emergencies or that & provision be made
allowing conversion of aceumulated sick leave into “child care leave® upon
request and approval of sppropriate individuals.

Yes, when such teds ars balanced against the college’'s (taxpayer’'s
nseds). the mission of our colleges is to educate our students. If these
special employee bensfits can be provided without impeding that mission,
that's vonderful; but the education of our students must remain the
collage’s first priority so long as that is our mandatsd mission.

Today’s fules are hot structured: to fprovide adsquate accommodation.
Institutions can find ways to provids adequate accommodation; hcwever, the
rules vers developed following old and so-called traditional patterns.
Car current work force is different, i{.e., we have more single parents or
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houssholds with both parents working. Pressures of the work place and
pressures of family life stretch some employees pretty thin, resulting in
poor work in some cases and increased emotional stress in most all cases.

This university supports the creation of an environment where the needs of
working mothers are taken into account. However, in general, we believe
the present rules are broad enough to accommodate the flexibility needed,
so long as management is sensitive to the problem.

It {s possible that no institution ever gives enough accommodation to
vorking parents. However, in comparison with many business organizationms,
I believe that we do a great deal more than most organizations to
accommodats employees both with sick leave, other kinds of 1leave, and
other ways of working out schedules and accommodations. In order to
seriously provide "adequate® accommodation this would appear to require
considerably enhanced states and/or federal support.

No, the existing rules do not provide adequate accommodation to working
parents to mest their child care needs. The current emphasis is on
illness (of the child) and disability (of the mother due to
pregnancy/childbirth). No 1leave policy specifically addresses the
day-to-day parenting concerns of our employees.

No. We believe that WAC 251-22-110(c) is an example of a rule that
parents may frel does not adequately accommodate their child care needs.
We feel there may be other such restrictions that merit exploring, but
recognize such a study would involve greater detail and input from other
sources than can be addressed in this questionnaire.

No. Women are often threatened with disciplinary action because of
excessive absenteeism. Because of the rules that don’t provide for taking
sick leave to stay homs with sick children, women must say they are ill.
Since we provide a finite number of hours per year for sick leave now,
changing the name of it to "personal leave” will not create nev costs for
state funded institutions but will Le a cost item for self-supporting
organizations. Since both the University of Washington and Washington
State University are more than 50% nonstate funded it is accurate to state
that any change to the current policy will be a sizable cost to Higher
Education.

Survey Question

Are there any other additional suggestions or concerns your institution would
1ike to have conveyed to the Legislature?

Main problem of not having day care centers for shift work. Need to
establish consortium agreements with other state and private agencies to
establish child care centers for all three shifts. Example: Consortium
of the hospitals, schools, industry, in each community of 100,000 and
over.

Many lower paid employees find it increasingly difficult to fund
affordable day care facilities that are conducive to child development.
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Some employers have found it necessary to add day care facilities for use
by their employees. Other employers may not be able to offer such
facilities because of costs, including liability for safety. The
Legislature may wish to consider the development of community day care
facllities paid for by a combination of employer, labor and employee
contributions. Unt{l our socio-economic condition changes, there will be
an increasing need for day care facilities.

- Since HEPB and DOP are surveying institutional practices for potential
revision to Civil Service Law, comments have generally been restricted to
that employee constitusncy. However, if revisions are made to Civil
Service Law which address child care needs, it is hoped that care will be
taken to insure that other employee groups will be afforded the same
benefits.

If more paid time off or other additional benefits are going to be given
to higher education employees, then more funding should be given to cover
the additional staffing it will take to accommodate the work loads. There
are other issuss which are of a higher importance to a larger percenczge
of employees where more state dollars can be placed than child care.

We certainly support the Legislature’s recognition of creating a model
envirorment for meeting employee’s  child care needs. It is tremendously
important, however, from the institution’s perspective that these needs
not be met simply by creating new rules that leave programs unfunded but
require employers to sccommodate.

I have great concern about the . implications of this survey. As an
eaployer, I want to be sensitive and understanding to the personal needs
of our employees, including those have to do with child care. For several
{urs. however, our institutions have struggled to continue to provide the
kinds of services expected with resources which have declined and have not
kept up with inflation. I certainly hope the Legislature dces not
authorize extensive child caye services for employees when thers =re so
many isportant humsn needs that are being less well met than they should
be for thasa already enrolled in our institutions. Even if the
Legislaturs were to appropriate some monsy for some of these services,
history would suggest that there would not be enough to carry out all of
the functions required. The institution would have to absorb some of
these costs. I certainly hepe this does not happen.

This institution believes its primary mission i{s tc educate students. We
hire employees (faculty, administrative, and classified staff) to support
that primary mission. State employees, particularly faculty and
classifisd staff, have a1 outstanding fringe benefit program, which
includes gsnerous sick and vacation leave policies, leave without pay
policies, job security, paid health and dental care programs, holiday
schedules and salary schedules that aren’t too bad, all things considered.
Perhaps the wvhole benefit package should be revieved and a new program
developed. Such a program might offer "paid personal leave" as an
alternative to discrete sick and vacation leave accrual programs. This
would have implications regarding the current employee attendance
incentive program and the annual leave cash-out programs. It may be that
ve are spending too muck on certain, current programs and not enough on
others.
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I object to this emphasis being placed on one social issue. If we want to
change our system we need to realize that some of our employees are
parents of young children. Much more of a concern as evidenced by Olympic
College employees’ situations is the 1ssue of the care of aging parents.
Let’'s support a fringe benefit package that gives choices to all

eaployees.

The birth rate is not significantly increasing in Washington State and the
majority of employees are not involved with the issue of daycare, rhild
care, etc. If we were to give women enough money in their pay checks they
could f£ind a day care situation to accommodate their job responsibilities.

The issus that is sxtremely important is that of women working part time
and not receiving any retirement benefits unless they are working more
than 90 hours per menth. Most of the people who work for higher education
in staff positions are women. This is a larger group to serve than just
those needing child cars.

We would not like to suggest by any of these responses that this is the
primary goal of higher education for any new money that may come from the
legislature. All of higher educatior. has funding probleas and the lag of
salaries behind the privats sector is a continuing problem for all of us.
Therefore we should not lose sight of the small mumbers of people to be
served by a changse in rules and regulations for daycare purposes. If no
addicional funding accompanied the change in rules and regulations, I

would be against any change at this timse.

It i{s our belfsf that child care requirements may differ significantly
from the urtan to the rural location. If a program 1is structured either
by legislation or regulation, it should be cognizant of this factor and
have surficient flexibility that it works in Pullman as well as Olympia.

We arc concerned about the very minimum standards vhich are observed by
the stats for licensing day care centers and the lack of adequate
educational standards for the training of day care workers. As a
consequence, we would view without enthusiasm a move by the legislature to
establish day care benefits for state employees without the establishment
of acceptable standards for their care. We believe particularly that the
establishment of a “voucher® system under such conditions would be a gross
miscarriage of good intent should day care assistance be mandated. We
suggest that certain state institutions which have the necessary expertise
and experience be designated as providers for state employees in those
areas where it is practicable. We believe that only in this way can we
guarantee the proper utilization of state resources.

Paternity leave and adoptive care leave shouid also be considered as one
issus.

The legislature should be aware of the replacement costs for people on
extended paid leave and the cost of hiring replacemsnts. The community
colleges have the mission of providing education; child care costs should
not further erods our ability to accomplish our primary mission. Since
the majority of the employees could not afford leave without pay, the
legislature should consider funding the cost of establishing high quality
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caxe facilities. Students and employees could share greater benefits at a
lesser total investment.

Lenient granting of sick leave can be more of a disservice to employees
than a berefit, Child care sick leave coupled with a major illness could
neceasitate taking leave without pay. For single parents this 1is more
likely to happen. A minimum balance (perhaps 20 days) should he kept on
the books, rather than let an emplayee exhaust all sick leave foxr -hild
cara/maternity leave,

If benefits are expanded they must be funded by additioual state

appropriations, There is ne money within existing budgets to cove: any
facreasad costs,
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EMPLOYEE INPUT

Employees and labor organization representatives expressed their concerns
relative to EHB 1656 during a meeting with HEPB staff on July 15, 1986 at
Harborview Medical Center, Seattle. These concerns are grouped into four
categories according to the type of action appropriate for resolution.

Rule Change

Absenteeism resulting from parenting responsibilities may be viewed as
being excessive or an abuse of sick leave and therefore, cause for
disciplinary action.

Management 1is too restrictive 1in authorizing sick leave use for
emergencies involving dependents. An employee’s perception may differ
considerably from management’s as to what situations warrant sick leave
use and duration of the time period necessary to deal with such
situations.

Locating a care provider for a sick child is not always possible. An
employee should be allowed to use sick leave to care for a sick child
regardless of how "seriously” 1ill the child may be.

Seniority should contimue to accrue during a leave of absence without pay.

Today, male parants are taking & more active role in parenting. ieave
policies should reflect this.

Management Sensitivity

Several members of the University of Washington’s health care staff must
wvork rotating shifts, extended shifts, and sporadic weekends. This
situation increases the difficulty of locating child care, especially "off
hours” child cars.

Short notice of schedule changes precludes many employees from making
adequate child care arrangements. These parents are forced to choose
between reporting to work or leaving children unattended.

Management could be more understanding when an employee’s absence is due
to parenting responsibilicies.

Employees on leave should have access to training/skills building
seainars.

Additional problems confront working parents when school age children are
on vacation during the school year and summer.

Additional Funding

Other Seattle area hospitals currently provide, or are planning to provide
on-site child care facilities for staff use. The University of Washington
hospitals should also establish such facilities. Problems m ght othervise
arise with recruitment and retention of qualified nursing staff.
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b

Buployér paid health éare benefits should continue during a leave of
absence Without pay for risternity/child caré purposes.

Some woment would return to work soorier after childbirth if given the
opportunity td work i{r & cowparable position either part-time or in a job
shivihg axrahgésiernt. , '

< MAécésé to ani up to date informstion/referral service would benefit many
etployess.

Semingrs ditected st sssisting employees with parenting coircerns would be
of value.

Legisiative Action

- Availabiiity of affordable, quality child care has decressed as a result
of state insurstice tequirements,

“e Sick leave ¢ould be ¢liwinated and replaced with personal leave.

Employees would theri not teed “o claim fersonal illness when other reasons
csuse their ibserice fros work; e.g. hornsériously {11 children or the
absence of & cliftld care pro/ider.

- A trade-off il benefits for low cost on-site child care or vouchers would
afd in allevidting what are for many employees prohibitive costs of
quality chitld éare.
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PROVISIONS/PRACTICES/PROPOSALS-~SURVEY

A survev questionnaire was mailed to 40 state agencies requesting their
input on a multitude of child care-related portions of the Merit System
Rules; 32 responses were returned. The responding agencies represent
both the very small (e.g., Hospital Comissfon) and the very large
(e.g., Social and Health Services); with many medium-sized agencies.

The following summarizes the current provisions of the Merit System
Rules (Chapter 356 WAC); the agencies' practices in administering those
rules; and the responses to proposals for revising the rules.

1.  NENBORN-ADOPTIVE CHILD CARE LEAVE

Merit System Rules

356-18-140 Leave Without Pay

(1) Leave without pay may be allowed when such leave will not
operate to the detriment of the State service.

(2) Leave without pay may be authorized for any reasans applicable
to:

A. Leave with pay . . .

C. Newborn or adoptive child care leave as provided in
BR 356‘18-150 o o o

(3) Authorized leave without pay shall be 1imited to not more than
12 months in any consacutive five-year period, except for: . . .

E. Newborn or adoptive child care 1eave under provisions of
ma 356‘18"1;0; or . « .

356-18-150 Leave - Newborn or Adoptive Child Care - Provisions

Child care leave without pay may be authorized to a permanent
employee who is the parent of a newborn child or is the adoptive
parent of a child if the leave is requested in advance by the
employee (leave must be requested within 60 days of adoption). The
duration of the leave shall be no more than six months. Prior to
taking child care leave, q?loy«s shall indicate in writing the
duration of the leave. Employees shall be allowed to use their
accrued vacation leave, or any portion thereof, in conjunction with
unpaid child care leave granted in accordance with this Rule.
Because of operational necessity, an agency may deny child care
leave. In such cases, emplcyees shall be informed of their right
to petition this decision to the Director of Personnel. The Director
may require that child care leave be granted by the agency upon
petition by the employee. When an agency denies child care leav2
under this Rule, and the Director of Personnel does not require it,
an employee who vacates her/his position for the purpose of child

1. 37




2,

care may request re-employment at any time within a six-month
B:riod after vacating the position, and after such request to the

partment of Personnel shall be offered the first opening in the
former class and work location. This offer of employment shall
take preécedence over al] registers except the reduction-in-force
register,

ency Survey Qgestionmire—-'uhat is your agency's policy regarding
yorn=Adoptive Ch are Leave Without Pay?

nost quneus have no formal written policy on this type of leave,
but Indicited they faollow Merit System Rule 356-18-150. Several
agencie; explain that they have never denied a request for such
Teave and that tm ttempt to be as flexible as possible in meeting
eaployee nesds.

PAID SICK LEAVE USE IN CONJUNCTION WITH NEWBORN-ADOPTIVE CHILD CARE
LEAVE WITHOUT PAY

Merit System Rules

356-18-060 Paid Sick Leave - Use

(1) Personal I1Iness: Accumulated sick leave shall be granted
when an employee is required to be absent from work for any of
the follawing reasons:

A. Illness or injury of the employee or for preventative
hegith care. -

B. Exposure of the employee to contagious disease w'en
attendance at work would jeopardize the health of others.

C. Disability of the employee due to pregnancy or childbirth.

(2) Illness of Relatives or Household Members: Accumulated sick
lTeave shall ba granted up to five days for each occurrence or
as extended by the agency when an employee is required to be
absent from wark for any of the following reasons.

A. Illness, 1n:lurx or preventative health care of members of
the employee's household or relatives of the employee
that requires the employee's attendance. . .

356-18-070 §ick Leave - Reporting - Payment

{2). . .A medical cer;iﬂcate must be required if the reason was
persona] 11Tness as cited {n MSR 356-°" - “3(1) A., B., or C., and
continued for more than ten continuous wark days.*

enc rv estion jre--"0oes your agency allow pafd sick

eyve us upction with Newbarn-Adoptive Child Care
Ledve Without Pay‘a If sa, uynder what conditions?*

.z.
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Most agencies limit sick leave use to periods of disability or
{11ness, injury, or preventative health care of the ennloyee or
household members; with many of these indicating doctor's statements
would most probably be required. However, some of the azencies
indicated they automatically allow up to ten working days, but
would require a doctor's statement for sick leave use beyond that
amount.

Five agencies allow unlimited use of any or all accrued sick leave.

One agency does not allow use of sick leave during leave without
pay.

Aﬂenc! Survey Questionna ire--"Would your agency support a rule
change to allow employaes to utilize all accrued sick leave during
th:ir N;uborn-Adoptive Child Care Leave absent any disability or
{11ness

15 = Yes

11 = No

3 = With limit
3 = (QOther

A sampling of the agencies' camments supporting such a change
follows:

- Current and past practice has been to allow the use cf any or
a}l accrued leaves whether it be sick, annual, or compensatory
time.

- Have tried this in individual cases and it seems to work well. i

- Some doctors do issue medical leave statements for natural
mothers of newborns; while others do not. In ordar to apply
a consistent policy, fair to all employees in similar circum-
stances, would support a rule change.

- The decisfon of what kind of leave to use and how much should
rest with the employee.

- Employee is entitled to it and should be able to use it.
Those agencies opposing such a change offered the following rationale.

- Cost impact in fee for service programs. Also, such an employee
upon return, would have zero sick leave.

- This could be abused, especially if a person did not really
intend to return to work at all. Sick leave is an "insurance
policy” against serfous i11ness or accidents and should be
used prudently in order to aveid financial difficulties should
this occur.




3.

= Newborn-Adoptive child care is a product of fndividual choices.
Sick leave 1is in concept a form of leave to deal with sftuations
that are not a matter of choice.

- To allow sick Teave to be used beyond the pericd of actual
disability (generally 6-8 weeks) is not appropriate and could
lead to other problems. Also, would encourage employees to
use their sick leave so when they return to work they would
have no sick leave in case they or their children became 111.

- Feel sick 1eave should only be taken for those purposes as
1isted in MSR 356-18-060.

- Prc;ent rules adequately provide for leave (pafd and without
pay).

= Child care leave is not an f1lness. We feel employees are not
entitled to use sick leave when they are not {11.

= Such proposal would raise the possibility of a legal challenge
based on Title VII, the 1964 Civil Rights Act, as amended. An
alternative may be a cafeteria-style benefit package. Such
arrangements could not only answer the legal question, but
also address concerns fram other groups with special needs;
f.e., the disabled.

Three agencies would support a change to allow use of sick leave
beyond just vhe actual period of disability, but with a 1imit; two
agencies indicated a need for further information and clarification
in order to reach a decision; and one agency suggested a study of
the costs and impacts before such a rule is proposed and further
indicated that such a change should permit sicx leave use, but not

»#andate that the agencies grant it.

PAID LEAVE TO PROVIDE FOR INSURANCE BENEFIT PAYMENT

ﬂgenCﬁ Survey Questionna.. e--"Does your agency allow employees who
take Newborn-Adoptive Child Care Leave to use paid leave, at least
ane day per month, for purposes of insurance benefit payment?"

31 = Yes
1 = No

MAXIMUM DURATION OF NEWBORN-ADOPTIVE CHILD CARE LEAVE WITHOUT PAY

A Survey Questionnaire--"Would your agency support a rule
change to Tengthen the maximum duration of Newborn-Adoptive Child
Care Leave Without Pay from the present six months? If so, to what
1imit? If not, cxplain why."

29 = ;es
1 = No
2 = QOther 40




The following is a sampling of the comments from those agencies
opposing such a change.

- Uncertainty of return limits ability to refil} pcsitions and
manage programs, lengthening it would be worse.

- Given the difficulty in fi11{ag short-term positions and
try:ng to manage the workload, feel six months is a reasonatle
maximum,

- Based on informal poll of female employees, six months i<
encugh. A1s0, beyond six months causes problems for employees
£111ing vacant job while employee is gone.

- Six months is adequate for mother to regain her strength and
stay at home. It's long enough for an agency to have to hold
a position ~pen. The only exception to this would be for
serious medical or health complications accompanying the
pregnancy or birth.

- This is adequate time for the parents to arrange for ‘child
care and for the mother to determine whether or not she wishas
to return to work. Further extension is Coo disruptive to

agency operations due to the need to backf{1l positions.

- Employees on leave v:thout pay are replaced with temporary
employees. For many of our career positions, it {s hard t0
recruit for a temporary appointment. Also, temporary appoint-
ments in excess of six months require the agency tc pay benefits
which, in many cases, the agency is not budgeted to handle.

- Present six-month rule is adequate. Agancies have discretion
to grant an additional twelve months of leave witnout pay (MSR
356-18-140(3)).

- Most employees limit their leave without pay request to two to
three months. If they desire or require time in excess of six
months, they may apply for a stindard leave of absence.

- It is difficult to keep a position open for more than six
months or to cover it with existing staff. Could cause severe

management problems.

The nine agencies supporting such a change did so with conditions
placed on such extensions. The following sumarizes their ideas:

2 = one-year limit .

1 = one-year 1imit with employee paying benefits after six months

2 = pine=month limit

1 1 = twelve months in any consecutive five-year period (as for

3 other ‘leavas without pay)

i 1 = increase 1imit as long as approval remains discretionary

t 1 = provided that beyond six months is subject to director-level
approval with no appeal for denials

1 = no limit indicated

5e
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One agency indicated they would consider such a changc, but felt a
review of specific rule changes, as well as any attendant rule
changes regarding types of leave to be used and the operatfonal
impacts of extending child care leave, would be required. One
agency indicated mixed support for such a rule change.

gENIORITY ACCRUAL DURING NEWBORN-ADOPTIVE CHILD CARE LEAVE WITHOUT
AY

Merit System Rule

356-05-390 Senfority

A measure of the last period of unbroten time served in positions

in the classified service under the ji.risdiction of the State
Personnel Board . . . Leaves of absence granted by agencies and
separations due to reduction-in-force are not considered a break in
ser ice. Time spent on leaves of absence without pay is not credited
unless it is taken for educational leaves, or statutes require it

to be credited; or it is taken at the specific request of an agency
so employees may perform work specifically related to state work.
Time spent off the state payroll due to reduction-in-force will be
credited for that period of time the employee is eligible to be
placed on the reduction-in-force register. Leaves without pay
granted to directly or indirectly reduce the possible effect of
reduction-in-force will be credited in accordance with MSR 356-18-140
and 356-18-220. Leaves of absence without pay granted to employees
who are drawing worker's compensation because of injury or {llness
while employed by the state will be credited. Time spent in exemp:
appointmeiis 1isted in RCW 41.06.070 will be credited and the

service will not be regarded as broken when the employees return
from exempt service in accordance to RCW 41.06.070(26), MSR 356-06-055
and MSR 356-30-330 . . .

Q_gency Survey Questionnaire--"The Merit System Rules provide for
foss of seniority for employees who take Newborn-Adoptive Child
Care Leave Without Pay, while senfority is not lost for time spent
on a RIF register, an educational leave of absence, during exempt
appointments, etc. Would your agency support a change to allow
senfority to continue to accrue during Newborn-Adoptive Child Care
Leave? With a 1imit? Please explain.”

16 = Yes
14 = No
2 = (ther

Of the 16 supporting this change: Seven agencies indicated the
six-month maximun should remain; one suggested the leave should

be reasonable; one indicated the maximum should be as allowed at
agency discretion; and one felt the 1imit should be the same as the
two-year educational leave rule. Additionally, one agency supporting
“*he change explained that such accrual should also apply to persons
who, due to extended illness or disability, must utilize leave

without pay.

.6.
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Comments offered in support of this change follow:

- Support on the basis that child care leave is on an equal
footing with educational leave, exempt appointments, etc., and
feel it is beneficial to have experienced employees return.
Therefore, it seems fair to allow them to continue accruing

senfority during leave.

- Although leave without pay is optional, there are many factors
involved when a couple or individual decides to have a child.
The agency recognizes this and feels the rules are somewhat
discriminatory when they allow for continuation of senfority

for educational leaves, etc.

- Since we do not deny time or seniority due to disciplinary i
suspensions, it seems unfair to penalize enployees for leave
to add to their family.

- This would address possible disparate impact between men and
women on the assumption that mothers use significantly more
newborn-adoptive child care leave than fathers.

- Would not onl;} be fair to the employee it would also simplify
matters for agency personnel staff.

The agencies opposing such a rule change made the following comments.

- Would create morale problems in subsequent RIF's, which we
experience fairly frequently.

- Time is not worked; therefore, senfority should not accrue.

- Such a change appears inequitable.

- Nonwork related leave without pay for child care or other
reasons should not merit the same benefit (as those cited).

- Continuad efforts to dilute the seniority provisions are
making the determination of accurate senfority a nightmare
further increasing the chances of errors in adjustments, and
subjecting agencies to a vulnerahle position during RIF's.

- Employees would have a genuine concern if they had never taken
any leave without pay and then were bumped by someone who had
taken or was currently on leave without pay.

- The categories of leave without pay where there is no loss of
senfority are those where the employee had no choice but to be
in a nonpay status (RIF) or where the st.te would benefit
from, and the employees are encouraged to take leave (educational
leave). Newborn-Adoptive Child Care Leave Without Pay does

not fit these categories.
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6.

- Having or adopting a baby is a personal choice and of 1{ttle
(1f any) benefit to the agency. A1l those allowances to
accrue senfority while on leave without pay are either to
potentially benefit the agency and/or the state as an employer.

- Newborn Child Care Leave and educational leave are the chofce
of the employee and senfority should not continue.

- Don't think it is fair to those who take regular leave without
pay.

- Department believes senfority should be a reflection of time
the employee remains in pay status. While the Personnel Board
has approved some exceptions to this policy (seniority credits
for employees receiving time 1oss compensation), these are
being granted for leaves over which the State has some
responsibiiity.

One agency indicated they wou:d consider such a rule change.

Another agency indicated that such a change could be viewed as
discriminatory by other individuals who must utilize leave without
pay for a serjous illness or injury to themselves or a relative and
who are not allowed te accrue; they cannot support or oppose without
further clarification.

SICK LEAVE USE FOR EMERGENCY CHILD CARE
356-13-060 Paid Sick Leave - Use

{5) In addition to the reasons 1isted above, emergency care of a
¢child in the custody of and residing in the home of an employee.
(Such use of sick Teave s..311 normally be limited to a maximum
of one day per incident, and to three days in any calendar
year, unless extended by the appointing authority, and shall
be used only as specified in MSR 356-18-116.)

350-18~-116 Lezve Due to Child Care Eiergencies

Absence due to an employee's inability to report for scheduled
work because of emergency child care requirements shall be authorfzed
;n :ny of the leave categories 1icted below at the employee's

esfre:

1) Compensatory time

2) Vacation leave

3) Accrued sick leave
4) Leave without pay

Agency Survg; ggestionnaire--'ln applying the provisions of Merit
ystem Kuie 90(5) - Use of Sick Leave For Emergency Child
Care--is your agency flexible in allowing extensions of the one-day

per incident language?"

26 = Yes
2 = No
4 s (ther
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The “Other® category includes two agencies who indicated the issue
has not specifically come up in their agency; one agency did not
provide a response; and one indicated they have no fnformation on
why supervisors have approved sick leave so they do not know the
answer,

Aﬂ%"‘! Survei Q_fgestionnaire—-'uould your agency support a rule
change co Ity this provision? If so, how should the rule be
revised?”

12 = Yes

16 = No
4 = Other

Those agencies supporting a rule change offered the following.

- Should be increased to two days per incident and up to ten
days par year, but limit to that. Take out the word "normally”;
it's too ambiguous and interpreted differently by agencies.

- Allow appointing authority to determine appropriateness of
such requests, within 2 maximum of five days.

- Up to three days per incident and up to 15 days in calendar
ysar.

- Perhaps we do nct need a limit.

- Support a rule change which would aliow equal flexibility to
all state employees.

- The two rulec should be integrated and some method of control,
monitoring or discretion given back to the agencies to allow
us to minimize abuse.

- Normally be 1imited to a maximum of two days per incident, six
days in any calendar year, unless extended by appointing
authority.

- No more than three days per incident and no calendar year
1imit.

- Ten days per year without 1imitation on use; or nine days per
year with three days per incident 1imitation.

The agencies opposing the rule change indicated the following.

- Current rule provides the flexibility to address emergency
child care issues.

- Current rule is flexible enough to allow exceptions to be
granted by appointing authority.

- gger;cies should be allowed to manage this on a case-by-case

sis.
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« Since this rule is discretfonary and pemmits exception, do not
cons{der revision to be of major importance.

- Don't believe this rule is appropriate for use of sick leave.
Would rather see employees use leave in the same fashfon as
*inclement weather" rule.

Other responses to this question by agencies were:

- Rather than revising the rule, we should ensure the State day
care center is avaflable on i reasonable fee basfs to drop-ins
when the "usual® day care arrangements fall through.

« Neither pro nor con.

« Would consider such a rule change.

7. NEMBORN-ADOPTIVE CHILD CARE LEAVE--STATISTICS
Agencies were asked to provide :statistics, for the last year,
on the use of newborn-adoptive ct.ild care leave and the sick leave
used with such leave.

Of the 32 responding agencies, all except four (large agencies) were able
to provide the requested statistics.

A summary of the statistics, as provided, follows.
A. Nunber of Newborn-Adoptive Child Care Leave Without Pay Requests:

0 = 4 agencies
1 = 6 agencies
2 = 2 agencies
3 = 2 agencies
4 = 1 agency
5 = 2 agencies
6 = 4 agencies
7 = 2 agencies
8 = 2 agencies
18 = 1 agency
27 = 1 agency
29 = 1 agency

B. lumber of requests approved:
The agencies approved all requests.
C. Length of Each Leave Without Pay Approved:
The length of leave varied from as 1ittle as one workday up to

six months. While there were many that lasted six months;
many also ranged from two to four months.
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D. Number of Paid Sick Leave Days Used in Conjunction With Newborn-
Adoptive Child Care Leave Without Pay:

Again, these answers varied widely--with some employees using
no sick leave and one using as much as 39.5 days.

Some examples of duration of leave with amount of sick leave
used are shown below for display purposes.

Duration of Sick Leave
Leave Days Used
3 months 2
6 months 2
6 months 23
6 months 39.5
23 days 1.5
3 months; 5 days 8
3 months; 3 days 0
2 months; 9 days 0
3 months; 26 days 21
14 weeks 10
9 weeks 0
13 weeks 15
19 weeks 15

REEMPLOYMENT PRIORITY
Merit System Rule

356-26-030 Register Designation

This rule outlines the 1ist of registers and their order of use
The Reesployment register falls in order as shown below:

- Agency Reduction-in-Force

- Service-Wide Reduction-in-Force
- Dual-Agency Reversion

- Agency Pramotional

- Service-Wide Reversion

- Transfer

- Yoluntary Demotion -

- Service=Wide Pramotionai

-?%lg%
« Tnter-System Employment

- Open Competitive
356-30-220 Reemployment - Status

Any person who has rereived permanent appointment to a position in
the State service and +ho has separated therefrom, may be reemployed
to a positiun with the same or similar duties to those previously
performed, provided he/she has been certified from the reemployment

register.
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Agency Survey gaestionnaire--'uould your agency suppo~t creation of
a new register designation for employees who resign fur child care
reasons to allow them priority reemployment opportunit'es? If so,
over what existing registers should such a register be placed?
Under what conditions should former employees have access to this

register?”

9 = Yes
19 = No
4 = (Qther

The following specifics were provided by the agencies supporting
this change:

- Register should be placed after service-wide RIF; agency
reemployment rather than service-wide. Recommend a 1imit of
12-18 months for amount of time a person could be on register.

- Register should take precedence over all except RIF registers.

« Placed over Reemployment, Inter-System Employment, aid Open
Competitive registers. Time 1imit to get on register should
be not more than five years from date of child's birth.

= Placement should not be higher than current reemployment
register. Current register camposition would work if the rule
were changed to increase application time from 5 to 10 years
for those who resigned for newborn-adoptive child care reasons.

« Unranked reg;ster between service-wide reversion and transfer
register. ployees would be referred to all agencies statewide.

- Propose it be placed between service-wide promotional and
reenployment. Former employees should be 2l1lowed access to it
within five years from date of separation.

- Everyone who resigns due to child care leave could be placed
on reemployment register after agency promotional; up to two
years to reapply.

« Should be located between the service-wide reversion and
transfer registers and unranked; two-year period to get on and
two years to stay on.

The agencies opposing creation of a new register supplied the
following comments.

« Current rule is fair and adequate.

- Current reemployment register is appropriate for all employees
who have previously resigned.

- Resigning a position is strictly voluntary and existing rules
adequately address issue of reemployment.
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- Don't feel a new designation is nocessary. In most cases,
reemployment names are reachable.

- Resigning for child care reasons should be treated the same as
any other resignation.

- Creation of a nes register desicnation for employees who
resian for child care reasons appears unfair to other job
candidates.

- Already an excessive number of registers. This aspect of the
personnei system is very complicated and difficult for anyone
to fully understand. The system of registers should te
simplified.

- Employees who resign for child care reasons should continue to
be eligible for the reemployment register. A special designa-
tion could be made to distinguish between those who resign for
oarild care versus other reasons. This designation shouid be
evident during browse to encourage agencies to use the reemploy-
ment register.

- It would be difficult to show that a person who had resigned
for child care reasons had a more critical need for emplayment
than other persons sceking employment with the state.

- Having two separate reemployment registers would increase
personnel costs and would not serve 2 useful purpose. Do not
believe employees who resign for child care purposes should
have priority over employees who resign for other personal

purposes.
The following suggestions were also received.

- Difficult to address as it doesn't define "child care" reasons;
i.e., due to serious 11lness or injury of child, fnability to
obtain baby sitter, or simply to stay at home with child.
Creation for those required to resign due to serious injury or
{11ness of child would possibly receive support of agencies/
unions. Would suggest eligibility be expanded to individuals
who resign due to their own serious illness/injury (should be
doctor-documented). Would suggest placement as register #5,
over transfer, voluntary demotion, service-wide promotional,
reamployment, inter-system employment, and open campetitive.

Employees resign every day for reasons just as compelling as
this, 1.e., to care for a dying parent. Rather than give this
group preference, why not move the reemployment register
directly under agency pramotional. Would give all employees
whose 1ife ~ircumstances forced them to resign a much better
chance to rejain employment.

Do not believe employees who resign for child care reasons
should be treated differently than other employees who resign
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for legitimate reasons and later seek reemployment. However,
have in the past and would now support a change to allow
agencies to reach candidates on reamployment registers without
first exhausting promotional registers.

9. REINSTATEMENT OF <INIORITY UPON REEMPLOYMENT

Agency Survey Questionnaire--"Should individuals reemployed through
such conditions al to reinstate their former seniority (or
some portion thereof) upon return?”

11 = Yes
16 = No
5 = QOther

From those that supported such a change, the following was offered.

- Tw, indicated they would support this change if 1t applied to
all other categories of reemployment.

A1l of the senfority should be reinstated.

Everyone should get senfority returned, if return to employment
within two years from date of resignation.

If return within two years, they may reinstate thefr seniority;
after two years, treated as a regular reemployment.

Female employees should not be penalized for assuming the bulk
of child care responsibility. The majority of women in today's
society need employment and yet are still considered to be the
primary child care provider. Child care for {nfants and
toddlers is 1imited and often expensive, and that coupled with
1ow wages frequently forces women to remain in the home during
their children's early stages of development. Department
would consider a rule change that enabled employees to recover
their seniority provided they return to employment within two
years following a child care related termination.

If return is within two years, full senfority should be
reinstated.

Comments fram the agencies who opposed such a change follow.

- It may be difficult to justify, and even discriminatory, to
reinstate senfority upon return since the employee chose to

terminate employment (resign).

- This would tend to penalize parents who choose to work. Those
who stay would have the same senfority as those who resign.

- Resignation motivated by child care needs is only one of many

sfituations for which an argument for special consideration
could be made. Resignation motivated by needs for the care of

-14-
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10.

elderly parents could deserve as much or more consideration in
the future. Existing reemployment provisions are probably the
fairest accommodations.

- Present rules allow for up to 18 months of leave without pay
from which employees can return with their senfority. This
seems adequate.

Three agencies offered no response to this question. One suggested
that {f the requested “eave is denied, the former employee's senior-
ity should be reinstated, adjusted by actual time of f the payroll.
The final response indicated that allowing reinstatement of senioricy
may be an option depending on circumstances, 1.e., basis for estab-
lishment of register, eligibility criteria utilized, time 1imit
established, etc. Other individuals who quit and then reemploy

who are not granted the same right could view such as discrimination.

TANDEM/PART-TIME EMPLOYMENT

Merit System Rules

356-05-235 Part-Time Employment

Work of less than 40 hours per week. However, for certifica-
tion fram registers, work of less than 32 hours per week shall
be considered part-time.

356-05-410 Tandem Employment

Any position filled by more than one employee as volunaarily
agreed between management and employee(s) who Jointly fulfill
the responsibilities and duties of the position(s).

?e_ng Survey Quescionnaire--“What is your agency's policy on
andem employment

Most agencies indicate they have no formal written policy regarding
tandem employment, but they do allow such employment upon employee
request. Several agencies indicated they do not use tandem employment;
with one indicating it is not allowed.

Agency Survey Questionnaire--"If possible, please provide the
nunber of employees presently sharing jobs?*

0 = 17 agencies
Less than 10 = 12 agencies
10-20 = 2 agencies

No Data = 1 agency

Agency Survey Questionnaire--“What is your agency's policy on
part-time empioyment

Most of the agencies allow part-time empioyment, but do not have a
formal written policy. Some indicated very strong support for the
use of part-time employment. A sampling of agency comments follow.

]S«
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- Use when budget or program needs raquire.

- As needed for our agency purposes, rather than as an accommoda-
tion to employees.

- In most cases, it is approved whenever employee requests.

- It is utilized when part-time work meets the needs of the
agency and employee.

- Agency utilizes a substantial number of part-time employees.
Benefits to the %ge_ng are so great have more part-time employees
now than ever before. Employees (although initially will’ng
to accept fewer hours to avoid a RIF) have since indicated a
preference for part-time, and generally get the same performance
levels in tems of measurable output in a 6-hour day as were
getting in an 8-hour day.

- In those cases where an employee requests part-time employment,
generally due to medically related problems of either themselves
or a family member, the agency attempts to accommodate the
request.

- It 1s up to each division to determine if part-time employment
best suits the needs of the agency and the work to be
accamplished.

- Consider each request individually based on the fmpact of the
enployee's request upon their section and the agency.

Agency Survey Quest‘onnaire--"If possible, please provide the
number of agency employees presently working part-time on other
than a tandem/job-sharing arrangement.*

0 = 3 agencies
Less than 10 = 11 agencies
10-19 = 5 agencies
20-29 = 1 agency
30-39 = 0 agencies
40-49 = 1 agency
50-100 = 2 agencies
100-500 = 1 agency
Over 500 = 2 agencies
No Data = 1 agency

Agency Survey Questionnaire--"If possible, please estimate the

number of employees who work on either a tandem or part-time basis
im order to accommodate their child care needs.”




For those that had the data available, the fol lowing shows the
number who work part-time to accommodate their child care needs
compared to the total number who work part-time.

Part-Time For Total Number
Child Care Needs Part-Times/vandems

5
24
14
3
21
5
120 (int2rmittents)

~

Swowmwnowwo&boo&mnamo
—
oW

—
Q0 = 5 =t P On

e )
~ D =
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Agency Survey Q-inestionnaire--'Are there types of positions in your
agency t could concelvably be performed on 2 job-sharing, tandem
arrangement that are not now?®

26 = Yes

3 = No

3 = Unknown

Many of the agencies fndicated that nonmanagement/supervisory and
clerical positions would be the most 1ikely to be appropriate for

job-sharing/tandem assignments.

A’g(encv Suwe; Questionnaire #Are there positions that could not?
plain why.

Almost all agencies indicated there were positions that could not.

be performed on a job-sharing/tandem arrangement. The most frequently
given response was management/supervisory positions as it is felt
these require continuity and effectiveness would be reduced.

11. FLEXIBLE WORK SCHEDULES
Merit System Rules

356-15-095 Flexible Time Scnedules

Each agency shall develop one or more flex-time schedules, all of
which contain required fixed core hours of work, and each of which
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requires regular starting and quitting times other than 8 a.m. to
5 p.m., subject to the following conditions:

(1) No such schedules need be established {f the agency head
detemines that such schedules would impede service to the
public or impede the cgency in accomplishing its mission.

(2) The agency may assign or reassign any employee or group of
ggglggfgs to any such schedule, subject to provisions of MSR
- 90.

(3) Employees may request assigmment to flex-time schedules and
the employing agency may yrant or deny such assignment.

(4) Flex-time schedules arfecting employees in a certified bargaining
unit must be negotiated with the exclusive representative.

Agency Survsz Questionnaire--"Has your agency astablisned flexible

work scheduies under the provisions of MSR 356-15-095? If so,
please 1ist them and provide the approximate number of employees
using them?"

27 = Yes
3 = No
2 = Developing policy

Not all of the agencies provided the actual work schedules and
statistics on their use. However, the following work schedules
were given.

6:30 a.m. - 3:30 p.m. (1 hr. lunch)
7:00 a.m. - 3:30 p.m. (1/2 hr. lunch)
7:00 a.m. - 4:00 p.m. (1 hr. lunch)
7:30 a.m. - 4:00 p.m. (1/2 hr. lunch)
7:30 a.m. - 4:30 p.m. (1 hr. lunch)
8:00 a.m. -~ 4:30 p.m. (1/2 hr. lunch
8:30 a.m. -~ 5:00 p.m. (1/2 hr. lunch
8:30 a.m. -~ 5:30 p.m. (1 hr. lunch)
9:00 a.m. -~ 5:00 p.m. (no lunch)
9:00 a.m. - 6:00 p.m. (1 hr. lunch)

Statistics on use, where provided, range from just a handful of
employees using flexible schedules to over 500 employees in one
agency. Mast agencies appear to have a wide representation of
staff utilizing such schedules; with one agency indicating that 90%
of their employees work a schedule other than 8:00 a.m. - 5:00 p.m.

Agency Survey Questionnaire--"If posiible, please estimate the
number employees who work flexible work schedules to accommodate
their child care needs "

Most agencies were unable to determine the number of employees who
work a flexible schedule in order to meet their child care needs.

-18-
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The following shows the number of those who could make an estimation.

Estimated Number
of Employees Using
Flex-Time for Child Total Employees

Care Reasons Using Flex-Time
14 72
32 214

1 8
1 5
6 15
1 4
10 37
19 132
2 47
22 62

ﬁenc; Sur;a* Questionnaire--"What problems, if any, have these
exible ' .-k schedules created for your agency?"

Sixteen agencies using flexible work schedules report no problems.
The following outlines the problems four ~ in the other agencies.

- Need for supervision at other than 8 to 5 huurs of employment
and more difficult to provide 8 to 5 coverage all the time.

- Coverage and client contact. This is particularly true when
we provide seriices to other agencies or interface with private
sector entitie; who work “regular” hours.

- Problems include questions which arise concerning specific
work one person may be assigned or requests for information
from the public. Problems also arise when an employee calls
in sick or takes annual leave, with the remaining employees in
that section being flexible work schodule employees. For the
most part, those problems are minimal.

- Some problems in regard to lack of supervision in the early
morning hours preceding 8:00 a.m.

- In large units, it is hard to keep track of staff, especially
to ensure no unauthorized overtime (an issue with the Fair
Labor Standards Act). Also, when the workday extends more
then efght hours, there isn't adequate supervisory coverage
during all non-core hours. Finall -, manv employses may work
the same schedule (i.e., early schedule ror summer months)
which would 1imit availability to serve the public during some
business hours (e.g., late afternoon).

- One section had a probless with a lack of supervisory coverage
during early flex~time hours. AdJustment of schedules resolved
this problem. Anuther problem involved employees who came to
work at different scheduies, and tended to disturb others who
were working. This has also been resolved.

-19-
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- Some problems experienced are: difficulty in locating informa-
tion after 3:30 p.m.; arranging meetings; inability to prove
tardiness or nonproductivity for those employees on early
schedules; poo: use of supervisory time needed to ha~dle
nonsupervisory duties vhen subordinate staff are not there;
and the assumption by employees that 2 flex-time schedule is a
right rather than a privilege.

- Minor supervision hassles, recordkeeping, and public telephone
coverage can be difficult.

= In a high=volume office, tnose working the 8 to 5 schedule
assume tie workload of flex-time employees in their absence.

- Problems arise where employees in the same office arrive and
depart from work at d.fferent times. Such arrangements make
it difficult For supervisors to ensure punctuality and also
detract from productivity by increasing the length of the
greeting/coffee perfod at the start of the work shift.

- Employees who develop poor work habits may be required to work
an 8-5 workweek while closer supervision is needed.

FLEXIBLE WORKPLACE/LOCATIONS

Agency Survey Questionnaire--"Does your agency utilize any flexible
workplace/jocation optionst If so, please describe them and provide

statistics on their use."”

6 = Ya3s
26 = Mo

The following caments were provided by the agencies that have
utilized flexible workplace/locatfon options.

- Nearly all of our field employees work out of their “omes and
set their own schedules. With the increased use of PC's that
can tie into the Prime, our biologists are finding their
required time in the office reduced, and their location options
inCreased.

- Have had several cases where, aue t2 i1lness, disability, or
childbirth, the employee took a personal computer home and did
work there. This will probably increase in the future as the
technology improves. We also have “dial up" terminals which
allow the user to dfal into the mainframe and access these
applications which he/she would normally use in the office.

- One employee works out of home on a re~ular basis. Other
employees may also work out of their homes on an intermittent
basis.

- By the nature of our field operations, many employees have a
geographic area as their workplace rather than an office or
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agency facility. They begin their workday by getting into an
agency vehicle parked outside their home. Have no flexible
workplace/location options for empioyees who are not part of
our field operatfon.

Employees may be allowed to work at home. Have several data
processing personnel with computer terminals in their homes,
and one professional who reports to the office once a week to
pick up materfals. Also, employees recovering from surgery or
a major i11ness may be allowed to work at home, provided they
are dependable employees. All are required to maintain time
sheets to record hours of work.

- Half-time works out of home. This employee has everything at
home--personal camputer, files, phone. Works from 8 a.m. to
noon, calls in every day. If leaves, phone calls are forwarded
to office. Requires increased coordination and planning with
office.

Agency Survg* ggestionnaire--'lf your agency has not considered
Tiexibie workpiace/locations, are there types of positions that
might be able to utilize such a concept? Please describe.”

Most agencies indfcated that, for the most part, they could not
utilize the flexible workplace/location option. Rationale provided
follows.

- Mission of the agency does not lend ftself to flexible workplace/
locations since a large majority of employees work within
correctional facilities/institutions.

- Have not considered this concept as most positions provide
direct service to clients/public.

- Due to the high use of personal computers and reference to
data on file in the Comissioner's Office, flexible workplace/
locations are not feasible.

- Because of the nature of the department's responsibilities,
flexible workplace/locations would not be applicable.

- The number of agency pe-.onnel and the mandated operaticnal
requirements placed on agency preclude such options.

The few that felt this option might be possible primarily indicated
that 1t could conceivably only be used by clerical, word processing
and data processing.

AGENCY OPINION OF ACCOMMODATION OF CURRENT RULES

Ag;ggz Survey Questionnaire--"Does your agency believe the existing
K's provide adequate accommodation to working parents to meet
their child care needs?”

20 = Yes
12 = No




14.

Of the twelve who believe the MSR's do not provide adequate accommo-
dation, many indicated they had supported previously suggested rule
changes. In additfon, the following input was provided.

- Paternity care should be allowed, maximum 7 days.

- They are particularly restrictive with respect to the husband's
sick leave for the wife's moternity and childbirth.

- Belfeve that a rule to allow employees one day a month leave
for insurance coverage is desirabTe. At present, this is left
%0 the discretion of the agency.

COMMUNICATION OF PERSONNEL RULES

Agenc* Survey glfest‘lonnaf" -="How are your employees informed about
existing provisions in R's?"

There were as many varied answers to this question as there are
agencies. Each agency approaches this in its own particular fashion.
A sampling of varfous methods used 1s given below: some agencies
indicated they utilize more than one of the methods.

- "Welcome to State Service® booklet

- Upon request for information

- New enployee orientation program

- Employee/staff handbook (agency unique)

- Agency newsletter

- Memorandums/correspondence to staff

- Meetings

- Employees encouraged to ask specific questions of supervisors,
personnel and payroll officers

- Distribution of Merit System Rules

- Agency policies/procedures manuals

- Provide supervisory training

- Through union representatives

- Managem. .it meetings; managers then relate informatfon to
anployees

- Training workshops

- Copies of MSR's available for review throughout agency

- Changes posted on agency bulletin boards

Agency Surv% ggest‘lonnaire-')\re all of your agency managers/
supervisors informed of these provisions? How?*

A11 agencies indicate their managers/supervisors are informed of
the provisions. Examples of the methods given are 1isted below.

- Same fashion as employees are informed

- Annual meetings with all supervisors

- A1l currently employed managers have been in system long
enough to have encountered Newborn-Adoptive Child Care sftu-
ation; they check with personnel officer when an employee
approaches them
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3 - Top and mid-level managers have copies of MSR's
- Personnel Manmagers Handbook
- Written guidance on MSR interpretations

* 15. ADDITIONAL AGENCY SUGGESTIONS/CONCERNS FOR LEGISLATU'c

Agency Survey Questionnaire--"Are there any additional suggestions
or concerns your agency would 1i%e to have conveyed to the legislature
through this study?®

Additional information provided by the agencies 15 given below.

- Like to emphasize that we strongly believe some provisions
should be made whereby an employee who must have a break in
service to accommodate child care situations has acress to
reenter the system with as 1ittle disruption to their career
as possible. We believe the establishme .t of a separate
register and the continuation of senfority would be two steps
toward correcting this situation. Since quite frequently the
general reemployment register is not used by agencies when
hiring, someone who has had to terminate due to child care
frequently has to attempt to reenter state service through an
entry level position. This results in many over-qualified
people campeting for entry-level positions which in turn
results in a high turnover rate. Therefore, we feel it 1s
approp:iate to make whatever changes possible to correct this
situation.

- Flex-time should be a mandatory offering to staff.

- Perhaps additional assistance in providing day care facilities
or financial assistance for day care.

- Employee child care centers should be astablished in locations
where mil tiple state agency operations exist if there is a
demand for such services. Child care centers having 24-hour
schedule should also be considered to accommodate working
parents/single parents who are working or may wish to work on
a shift other than the 8:00 ¢.m. to 5:00 p.m. day shift. If
state goverment wants to attract and retain qualified employees,
it must consider workforce trends that clearly indicate competi-

ive amployers are addressing child care needs.

- More child care centers for state employees should be established
in locations convenient to the work locatfons. Costs should
be borne by the people who use them.

- Encourage more information/availability of a state-sponsored
day care center at reasonable fees based on the incame of the
parent(s). Stress belief that the besct resolution to the
problem of child day care {s to support a state-sponsoied day
care center that is reliable, reasonable, and that parents - an
have confidence in the quality of care provided for each

child.
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= This survey does not address all of the child care needs of
full-time employees. Some may be addressed as a followup to
the ch1ld care center demonstration project. However, child
care in the workplace may become an fssue. We had one request
by a mother to take care of a young infant in the workplace.

A young infant sleeps a good part of the time. In one office,
school -age children use a conference roum as a study hall while
waiting for their parents to finish the workday and then take
them home.

State-sponsored chfld care should not be mandated unless the
legislature is willing toc subsidize it, Such child care
should be administered only with stringent controls, monitoring
and extensive background investigation of child care staff.
Continue to study and subsequently impl-ment state "supported”
day care centers. Parents/guardfans should be charged a
monthly fee relative to the total family income.

= Child care subsidy.

= Child care centers more strategically located, especially
for children under two years of age.

60
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LOYEE INPUT

As part of the study, in order to gain employee fnput, the depa tment
held three *brown-bag® discussion sessions on Capitol Campus. These
sessions were intended to provide employees an opportunity to share
their ideas, concerns, and suggestions with the Legislature.

The following summarizes the comments and questions as they were presenteu
in those sessions. This section also includes comments received through
;ndmtlluals contacting the department's Special Prog.sams Coordinator

ir Y.

Agency Application of Merit System Rules

- While the Merit System Rules (MSR's) may be somewhat flexible, some
individual agencies/offices may be applying them too stringently.

- The agsncies are not applying the MSR's in a consistent fashion.
An example cited is that many agencies allow exhaustion of all
accrued sick leave during Newborn-Adoptive Child Care Leave Without
Pay; while others do not. Even within some agencies this particular
rule is applied inconsistently by different offices. Manv employees
felt this inequity should be eliminated through a rule cuange to
allow total use of accumulated sick leave by all agencies. (Some
employees felt that if parent employees are allowed to use all sick
leave during Newborn-Adoptive Child Care Leave Without Pay, perhaps
all other employees who take Leave Without Pay absences should also
be allowed unlimited sick leave usage.)

- Some agencies ensure that employees who take Newborn-Adoptive Child
Care Leave Without Pay return to the same job, others do not.
Employees felt this should be an absolute right of return.

- Employees question ¥ all agencies are aware uf exactly what is
available and allowable by the MSR's.

- It is felt that there really is no cartain way for employees to
£ind out what is available or allowable by the MSR's. In some
agencies you ask around; you may get inaccurate information from
supervisors/managers; and when you continue to "dig" into it further
other possibilitias may come to your attention.

Child Care Leave

- When an employee resigns to care for young children, seniority
should be reinstated when they become reemployed with the State or,
perhaps, after a certain period of reemployment. There should be a
1imit on the length of resignation in order to gafn seniority
credit, but no length of time was defined.

- A suggestion was made to allow employues who have taken Newborn-
Adoptive Child Care Leave Without Pay to voluntarily pay into the

Retirement System for such leave and have it count toward their
retirement time.
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Tandem/Part-Time Employment

- It was pointed out that tandem/part-time employment presents a
unique problem in that PERS Plan 2 (Retirement System) employees
must work at least 90 hours a month to receive retirement credit.
Since most tandem arrangements are a 50-50 split, which normally
amounts to about 80 hours per .ionth, this may be a disincentive to
employees. Legislative change was recommended.

- Some employees felt the State should offer an automatic option
after six months of Newborn-Adoptive Child Care Leave Without Pay
for employees to return to part-time employment (up to 80%).

- Tandem employment costs an agency twice the amount for employee
benefits. Many agencies, who might otherwise be willing to offer
such arranjements to their employees, simply cannot afford to. Is
there some way to give agencies a break so they would be better
able to offer tandem employment arrangements?

Flexible Work Schedules

= There {s a need for more flexible work hours. While some agencies
may have several different start-end times, they don't allow for
flexible schedules where employees work 40 hours per week, but on
their own schedule. "Let me work as I need to so long as I put in
40 hours." Agencies don't seem to be allowing this, even for
Exception work period employees. This kind of real flex-time would
be an advantage to the employees.

- Many agencies have not even implemented staggered start-end times;
or certain parts of some agencies don't offer this option.

- The suggestion was made that the State (and 111 other employing
entities) should consider the 35-hour work week; King County has
gone to this with good results.

Leave Provisiuns

- Parents of young children need more sick leave. Perhaps the State
should allow parents .0 accrue sick leave at an accelerated rate;
to "buy" sick leave on future work time; to transfer sick leave
from one parent to another?

- Suggestion that perhaps the system should provide a new kind of
leave 21together; not sick or annual. This raised many questions
in a group discussion--what about other employee groups who neea
additional leave (e.g.. disabled persons)? At what age do you stop
giving this leave? Is it discriminatory against persons without
children? (Some persons felt strongly that the State should be
able to give additional benefits to women for child care reasons
reqardless of whether it appears discriminatory or not. Our future
is our children and we need to recognize that and make provisions
as a society.)
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- A suggestion was made to give six +eeks of paid leave for Newborn-

Adoptive Child Care. (Group indicated this couldn't just be provided
to women, however, that it would have to be for both parentszs)

- Employees who have only temporary/emergency appointments do not
accrue vacation leave; suggestion was made that they should.

- A suggestion was made that the system should provide more sick
leave for all employees on the same basis as employees accrue
annual leave; the amount earned grows based on length of service.

Eonefits

- Various benefits options could be offered (cafeterfa-style benefits)
where amployees choose frua a list of benefits those they want. An
option could be additional sick leave--some might choose that for
child care purposes, others might choose it for totally different
reasons (e.g., personal illness, care of aging parent); but that
way the State would not be discriminating.

Idea of offering day care "chits"--in various amounts, 1ike tuition
reimbursement, paid back by the State.

- Deduction of day care expenses from salaries so the employee won't
have to pay taxes on that amount.

- Need a way to guarantee continuing benefits (medical fnsurance,
1ife insurance, long-term disability, etc.), during Leave Without

Pay without the need to came back into pay status. A suggestion
- made that deductions be taken out in advance, since one day per
wonth back in pay status may not cover all benefits depending on

the employee's voluntary deductions.

Agency Support

- Some agencies are simply not as supportive as others. Some agencies
demonstrate 1ittle flexibility and seem to penalize employees for
their child care needs; while others are very helpful and accammodating.

- With budget and administrative concerns, etc., it seems that accommo-
dating employee child care needs are a very low priority for most

agencies.

- Employees are encouraged that Governor Gardner requested this
legislation, and they are encouraged by his covening of the Day
Care Task Force; however, ihe general feeling expressed was the
Governor's support needs to be better communicated to agency directors.

- Top agency management must be educated regarding the child care
dilemma facing working parenti. Managers are unwilling to pay for
what isn't needed; therefore, they must be convinced that it is

needed.
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" = Ther2 does not appear to be an adequate sharing of informatfon
between agencies. Some agencies who have successfully used, say,
part-time/tandem employment, should be sharing this so others might
be encouraged to do so.

Day Care--Provision

- The State's day care oilot project is too small. It does not
accommodate enough State employees' children.

- Many questions were rafsed regarding the site selection for the day
care pilot project and why there aren't more such projects. There
were canments made that when the State leased all the Plum Street
wh;ldings (Olympia), a child care facility should have been placed
t re.

- - Rates at the pilot project center are prohibitive; many State
% employees cannot afford the fees.

- Svggestion made to run the pilot project center as a nonprofit
organization to enable it to charge lower rates.

- There was a general feeling expressed that the legislation requiring
the Department of General Administration to conduct a feasibility
study of providing space for day care in or near state-owned or
leased facilities (HB 1635) was a positive step by the Legislature.

- For persons desirinc part-time employment, the cost of day care can
be prohibitive. Most day care providers (including the State's
pilot project) will accept children on a part-time basis, but
charge at the full-time rate. Employees expressed a concern that
the State is supporting the pilot project and yet it will not take
part-time children without charging full rates.

- Problems were noted in finding quality child care at reasonable
prices--and in getting children into such programs due to the
waiting 1{sts.

- Suggastion that perhaps the State shouid have a program to subsidize
the cost of child care. The State, in effect, subsidizes other
kirds of benefits (e.g., employee parking), so why not child care?

- One employee provided an example of a working parent’'s income less
rent and daycare costs, along with what this individual would
receive on public assistance and with food stamps. In the example
provided, the individual would have more money each month on assist-
ance by not having to pay child care costs. The employee brings up
the question, “Why work when one would be almost better off not?",
and noted that anything that can be done for single working parents,
State employees or otherwise, would be a vast improvement.

- Given the low rates paid to child care providers, suggested that
perhaps the State should operate its own child care program and

hire State employees at more reasonable salarfes to administer
quality child care.

~28- 6 4




- A question was raised as to wiy the public schools aren't being

used for school age children for before and after school and summer
vacation care.

Sone employees feel that the Department of Socfal and Health Services
(DSHS) should be made aware of how many day care alternatives they
are eliminating due to their licensing regulations. It was noted
that due to the stringency of these regulations, many potential
providers cannot afford to ready a facility, and there was some
feeling that these regulations are too stringent.

DSHS inspections of day care facilities are not as ofiten as they
should be which contributes to a lesser quality of day care being
offered in some licensed facilities.

M1 scellaneous

- Feeling that the State must be careful not to refer to pregnancy as

a "disability;* that this term may have negative connotations and
we need to be as positive as possible, to change attitudes to a
positive way of thinking.
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CONCLUSIONS AND RECOMMENDATIONS

Employee input indicates that there are areas where rule modifications would
serve to cCreate a more supportive atmosphere in which employees could meet
their child day care needs.

Based on the institutions’ responses to the survey questionnaire, it is
apparent that the majority opinion of those institutions is that the current
rules and practices adequately accommodate working parent concerns.

In order to carry out the directive of EHB 1656, and to ensure grerater
consistency in the application of rules pertinent to working parent concerns,
staff will propose to the Higher Education Persomnel Board that rules te
modified to include the following concepts:

Allow sick leave use to care for an 1ll ch’ld; {i.e. beyond providing
immediate necessary care in an emergency situacion.

Allow sick leave use for non-illness related child care emergencies; {.e.
absence of regular care provider.

An sbsence resulting from a child care emergency may be charged to accrued
sick leave, vacation leave, compensatory time, or leave of absence without
pay. Such use of vacation leave, leave of absence without pay, and
co:pmat:ory time will not require prior approval by the employing
official.

Leave of absence without pay may .d to either parent for newborn
and adoptive child care.

For purposes of mate.rnity leave, use of accrued vacation leave and leave
of absence witiout pay shall be granted for the duration of the disability
per.>d if the employee has not accrued sufficient sick leave. The length
of the disebility period shall be defined.

Establish flex-time schedules and offer schedule options to employees
where feasible.
;"ﬁdrou flexible work place opportunites. This may encourage greater
. utilization of such optionc,

Defins job sharing arrangements. This will serve to increase employee
avareness of a possible alternative to full-time employment.

State higher education personnel law, RCW 28B.16.090, states that rules "shall
be acted on only after the board has given twenty days’ mnotice to, and
cousidersd proposals from, employee representatives and institutions or
related boards affected.” The Higher Education Personnel Board is thus
precluded by law from adopting rules of its own volition without considering
system input. Therefore, the final outcoms of the above proposals will
reflect this participatory style of rule development. !

A more supportive atmosphere for working parents could be further enhanced
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through the establishment of institutional policies which allow parents to
make and receive phone calls for family problems (not just dire emergencies).
Such telephone access may well reduce stress caused by parental concerns.

The following innovations in employer provided child care benefits may be
worthy of the Legislature’s consideration:

Parent Seminars :

Seninars which focus on spending quality time with one’'s family, managing work
and ramily responsibilities, locating quality child care, and identifying
community resources for working parents could be held on-site during
enployees’ lunch breaks,

Child Care Information/Referral Service
The day care licensing agency could publish a booklet 1listing and describing

services available in commmities. Personnel offices could then provide chis
information to intsrested employees.In addition to providing employees with a
listing of child care providers, a referral service could also screen child
care options in order to tailor the options to the needs of the employee; i.e.
fees, hours, type of care, etc.

Vouchers

Soas parenfs are most in need of financial assistance to aid in paying for
dependable services. The cost of child care could be subsidized by providing
vouchers for partial payment to a licensed care provider. Vouchers could be &
component of a flexible benefits plan.

Flexible Benefits

Flexible benefit plans allow employees to choose fron among various benefit
options, allowing employees to design a package which better serves individual
needs. Benefit options could include child care services or vouchers.
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CONCLUSIONS AND RECOMMENDATIONS

Based on review of the statutes and rules, responses to the agency
survey questionnaire, and the input from State employees, we have reached
some conclusions and, where appropriate, have made recommendations.

It should be noted that while the data from the agencies represents a
large proportion of the employers, the employee input portion includes
only a minute percentage of the State employee population.

Additionally, while we have attempted to outline the major items/issues
of concern in this portion of the report, the entire input as provided
should be closely examined for other issues, concerns, practices, etc.

LEAVE FOR CHILD CARE REASONS

~The Civil Service Law, 41.06 RCW, authorizes the State Personnel
Board to adopt rules concerning leave; it doe< not specifically
address leave for child care reasons. The Board has adopted several

Merit System Rules pertaining to the use of paid and unpaid leave
for child care.

-The Rules allow agencies to grant up to six months unpaid leave for
Newborn-Adoptive Child Care ?MSR 356-18-150). The Rules also allow
a general twelve-month leave without pay (MSR 356-18-140) that
could be used in ad”ition to the specific six-month Newborn-Adoptive
Child Care leave. Potentially, then, an employee could use 18
months of unpaid leave to care for his/her child.

-Most agencies are flexible in granting employees the amount of
leave requested. The length of leave has variec from as little as

one work day to six months.

-Most agencies and employees are not aware of the additional twelve-
month leave without pay option permitted by the Rules. This could
conceivably have caused employees to resign to stay at home with
their children beyond six months, thereby losing their former
senfority umn resignation.

-Many requests for child care leave without pay are for less than
the six-month maximum (most probably due to economic reasons).

Recommendation: The Rules appear to be adequate in this area; however,
the data suggests the agencies and employees need to be
better informed of the option available to request/grant
an additional leave without pay beyond the six-month




child care l.ave, thereby potentially allowing employees
an 18-month leave without loss of previous senfority.
Recommend the Department of Personnel take steps to
ensure this provision is understood by agencies/employees.

PAID SICK LEAVE USE IN CONJUNCTION WITH LEAVE WITHOUT PAY
~the Rules allow the use of paid sick leave for disability due to

pregnancy/childbirth, & 1 for the {llness, injury, or preventative
health care of the employee and members of ..e employee's household.

-Some agencies allow unlimited use of sick leave in conjunction with
Newborn-Adoptive Child Care leave without pay.

~Most agenciés allow use of sick leave only during periods of actual
disability, 11lness, atc.

-Agencies have differing views of what constitutes *disability" due
to childbirth (e.g., 4-6 weeks, only the time in hospital, etc.).

-Some physicians issue medical statements for natural mothers of
newborns, while others do not; this results in obvious inco- ‘en-
cies in use of sick leave.

-There 1s a mixed response from the agencies as to whether employees
shoula .e able to utilize accrued sick leave in conjunction with
Newborn-Adoptive Child Care leave absent any disability or 11lness.

-Discrimination {ssues may be raised by allowing such unlimited use
of sick leave to only one group of employees.

Recommendation: There are obvious discrepancies in the allowance of paid
sick leave use in conjunction with leave without pay.
The Department of Personr2l interds to propose a revision
to the Merit System Rules to clarify the conditfons under -
which sick leave currently can and cannot be used.

PAId LEAVE TO PROVIDE FOR INSURANCE BENEFIT PAYMENT

-Employees on leave without pay (regardless of the reason for the
leave) do not receive: State-pafd 1nsurance benefits.

-Almost all agencies allow employees on New“srn-Adoptive Child Care

leave without pay to return to paid leave, at least one day per
month, to ensure their employee insurance benefits are paid by the

employer.

~The existing provisfons allow emplovees to use their accrued vaca-
tion leave in conju..ction with unpafd child care leave.

-Some employees believe benefits should be pafd during leaves without
pay without the employee returning to pafd leave.
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Recommendation: Recos. “nd no change to current provisions; nowever, the
Department will take action to ensure this pravision {s
communicated to all agencies and employees.

SENIORITY ACCRUAL DURING NEWBORN-ADOPTIVE CHILD CARE LEAVE

-The Rules do not allow employees to accrue senfority while on
Newborn-Adoptive Child Care leave. Senfority continues to accrue
on certain other types of leave without pay such as educatfional

leave.

-Approximately one-half of the responding agencies favor seniority
accrual during Newborn-Adoptive Child Care Leave and belfeve such
leave is as important to the State as the other types of leave

tnat do allow senfority credit accrual.

-Agencies opposing this a-~rual have legitimate easons for their
opposition (e.?., inequal treatment for others who take leaves,
seniority should reflect time worked, etc.).

Reconmendation: A study of other public and private employers' practices
should be conducted to determine how the State compares.

SICK LEAVE USE FOR EMERGENCY CHILD CARE

<The Rules allow the granting of paid sick leave for emeryency care
of a child in the custody of and residing in the home of an employee.
The Rule indicates such leave will "normally® be limited to one day
per incident and th-ee days per calendar year, unless extended by

the appointing authority.
-Most agencies are flexible in administering this provision.
-Employee input does not suggest a probiem with the Rule.

Reconmendation: There does not appear to be any substantial reason to
propose changes to the current Rules. Recommend no

change.
PRIORITY REEMPLOYMENT OF EMPLOYEES WHO RESIGN FOR CHILD CARE REASONS
~The Rules do not provide for priority reemployment of those who
resigned from State service for child care purposes and now wish to

return. Such persons are treated equally to those who resigned for
reasons other than child care.

-A majority of the agencies oppose creatfon of a new register to
allow such employees priority reemployment opportunities.
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-Many agencies feel all employees who resign should be treated
equally for reemployment.

=Employee input did not suggest a need for priority reemployment.

Recommendation: There does not appear to be substantial rationale to
provide priority reemployment opportunities for emp.uyees
who resign fo child care reasors. Many cmnloyees have
other compel.ing reasc:..s to resign (e.g., care for dying
parent, critical i1lness of family members, etc.), and
should have equal access back to State employment.

REINSTATEMENT OF SENIORITY UPON REEMPI.OYMENT

-The rules currently do not allow for the refnstatement of seniority
when a former employee re-enters State service.

=Approximately one-half of the respondiig agencies oppose reinstatement
of senfority upon reemployment.

-Many of the agencies supporting this cor.cept feel that .11 persons
who are reempioyed siiould have their senfority reinstated.

Recommendation: Recommend no change to the current provisions. While
reinstatement of senfority upon reemployment would be
of benefit to employees who -esign for child care
reasons. there are many other compelling reasons for
resignation. Additionally, such reinstatement could
cause problems in a reduction-in-force sftuation.

TANDEM/PART-TIME EMPLOYMENT

-The Rules clearly aliow for part-time employment (i.e., less than
40 hours/week) and tandem employment (job-sharing).

-Agencies appear to be flexible in arranging for part-time employment;
there are hundreds of pari-time employees in the Merit System.

-Tandem employment is rot in widespread use among agencies. Many
indicated that only 1imited kinds of positions lended themselves to
tandem employment.

-Tandem employment may create fiscal problems for agencies due to
the need to.pay full employee benefits for each employee. The
Departmenrt of Personnel has considered the notion of a prorated
insurance system for employees who work other than full-time.
Such an approach would cause multiple insurance packages bas<c
on the amount of time woried. It is felt such a system would
require a change in law, would be quite costly to administer,
ani may have an adverse effect on premiun rates.
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-Tandem employment creates a problem for employees due to a Retirement
System (PERS Plan 2) requirement to work at least 90 hours a month
to receive retirement credit. The Department of Retirement System
notes that changing this requirement would require a statutory revi-
sion and would mean increased costs to the State as it would be
making contributions to the retirenent system for employees not
currently covered.

Recommendation: Recomnend no change to existing provisions.

FLEXIBLE WORK SCHEDULES

T ——— S ——

~RCW 41.04 and the Merit System Rules require agencies to adopt
policies providing for the use of flex-time. The Rules reauire
that the flex-time schedules contain mandatory core work hours and
starting and quitting times of other than the normal 8 a.m. to

5 p.m. Empl~ring agencies have the discretion to grant or deny
employees' requests for flex=time.

-Most agencies have developed flex-time schedules with various
combinations of start-end times, ranging from 6:30 a.m. = 3:30 p.m.
o 9:00 a.m. - 6:00 p.m. A large number of employees presently use
such flex-time schedules.

-Some agencies experience various difficulties with the flex-time
concept; commonly concerning supervisory coverage.

<The use of “"opure® flexible work schedules, where employees work 40
hours per week in any fashion that meets their needs, does not
appear to be offered Dy the agencies. Pure flex-time might better
accommodate employees' child care needs.

Recommendation: The Federal Fair Labor Standards Act, and the Merit
System Rules governing employee work schedules, would
make the use of "pure® flexible work schedules virtually
impossible for all but *Exception® work period employees.
In addition, agencies would experience greater di fficulty
in managing orograms and delivering services with such
scheduling fl2:ibility. Recommend no change to the
current provisions.

FLEXIBLE WORKPLACE/LOCATIONS

-The Rules are silent on tha istue of flexible workplace. Therefore,

the employing agency has the discretion to allow an employee to
work at home rather than in the office (or some other flex-place

arrangement).

-Few agencies utilize such options. Most agencies do not feel such
options are workable or feasible.
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-The agencies that have utilized flexible workplace/locations have
done so on a 1imited basis, e.g., field employees who have few
office duties work out of their homes; data prccessing personnel
who have computer terminals in their homes.

-Employee input did not suggest a demand for such cptions.

Recommendation: It appears that, where they can, agencie. have attempted
to accommodate employee needs. However, many functions
cannot be performed away from the usual desfignated work
site. Tnere is an expressed feeling that with the in-
creased use of personal computers, such options may
become more prevalent.

The~e is currently no specific mention of flexible work-
place/locations in the Merit System Rules. The Department
of Personnel will propose addition of a definftion in the
Merit System Rules to encouraye more agencies to consider
these options where apf~opriate.

COMMUNICATION OF PERSONNEL RULES TO EMPLOYEES/MANAGERS

-At present, there is no centralized on-going effort to inform/
educate employecs and managers of the provisions in the Merit
System Rules that specifically address working parents’ child care
concerns.

-Agencies utilize a variety of methods to inform their employees and
supervisors/managers of the personnel rules.

-Some agencies have no consistent process for informing staff, but
rely on the employees to request specific information.

-Employee input suggests that employees have no guaranteed way of
knowing what options are available to them under the Merit System

Rules.

Recommendation: There is a need to ensure all employees, supervisors,

and managers are aware of the provisfons of the Merit
. System Rules. While agency discretion is normally

authorized, employees should still be aware of the
options avaflable to them under the Rules so they may
present requests to their agency management. Recommend
a brochure or other written material be designed by the
Department of Personnel to be share with all empioyees
on a routine basis. Also, recommend that D0P, in consul-
tation with the other agencies, offer short courses to
educate enployees of their “child care” options under
the Rules.
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INFORMATION AND REFERRAL SERVICES

-Currently, there are community-based organizations in various
locations throughout the State that offer information and referral
services within their commnitifes. A plan for a network of day
care resource aid refei ral services was included in the Department
of Social and Health Services' application for Federal funds avail-
able through PL 98-558. The plan includes creation of a day care
network and small seed gra~ts to community-based resource and

referral programs.

-The need for information and referral services ~id not surface
through employee input. Rather, the need for quality care at
reasonable rates was a key issue raised.

-A report from the Institute for Public Policy (see "Other Related
Studies® on page 37) will more completely address Information and
Referral Services and their benefits to both employees and employers.

Recommendation: Recommend any statute or rule changes be pended for
further study of the DSHS resource and referral network
plan and the report of the literature review by the

Institute for Public Policy.

DAY CARE--FACILITIES/SUBSIDIES

Since the legislation required a study of pertinent statutes and rules
of our sy.tem, the Department of Personnel did not specifically address
the provisicn of day care in its study. However, many concerns and
suggestions were expressed by both the agencies and employees in relation
to the State's involvement in day care. While the complete information
supplied is included in the text of the study, the following summarizes

the key ideas expressed.

-Suggestions were made that employee child care centers should be
established in locations where State agency operations exist if
there is a demand for such services. Such centers should nave

24-hour schedulec to accommodate all shifts rather than just
8:00 a.m. - 5:00 p.m. and rates should be hased on family income.

-Due to the low rates currently paid to child care providers, suy-
gestions were made that perhaps the State should operate its own
child care program and hire State employees at more reasonable
salaries to adminis.er quality child care.

<[t was suggested that the State should subsidize the cost of child
care for its employees.

-Public schools should be used to provide before and after school
and vacation care for school-age children.




OTHER RELATEL STUDIES

While the scope of this study did not include an extensive review of
Titcrature relating to employer-provided child care benefits, a report
is available from the Inst’:ute for Public Policy of The Evergreen
State College.

Additionally, the six-month evaluation report of the Washington State
Employees Child Care Demonstration Project, as established in RCW 41.04,
was campleted by the Departmenc of Personnel in September. This report
i has been shared with the Legislature. Additional copies are available
b¥ gonucti?g Lou Ann Dunlap, Special Projects Coordinator, Department
of Personnel.

SUMMARY

While there are some revisions that can be made to the existing Merit
System Rules, tne system does have a great deal of flexibility in dealing
with employee child care concerns. Perhaps the most apparent result of
the study is the need to gain a greater consistency in agency adminis-
tration of the Rules. Some agencies appear to demonstrate great flexi-
bility in administerinyg the Rules; others demonstrate little.

Agencies could be further encouraged by the Legislature, the Governor,
an : through any other appropriate means, to consider amployee needs to
the extent possible. Certainly this legislatively-mandated study, in
large part, has provided some encouragement toward that end.




