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GENERAL PROVISIONS

Article 1: Preamble

This Agreement is entered into by and between the County of Fairfax, Virginia (the "County") and
the Service Employees Intl. Union, Service Employees Intl. Union Virginia 512, Fairfax County
General Employees Union (FCGEU) (“SEIU VA 512” or the "Union"), and collectively known as
the "Parties"). This Agreement is authorized under Chapter 3 of the Code of the County of Fairfax
Virginia, Article 10 Collective Bargaining, Sections 3-10-1 through 3-10-18 (the "CBO" or the
"Ordinance™). It is the purpose of this Agreement to achieve and maintain a harmonious and
cooperative relationship between the County and SEIU VA 512; to provide for the equitable and
peaceful adjustment of differences which may arise, and to include the parties' agreement on wages,
hours, benefits, and other conditions of employment for the employees covered hereunder as set
forth in the County's CBO.

Article 2: Definitions

Unless the context in which they are used clearly requires otherwise, when used in this Agreement:
A. The term “Agreement” shall mean this entire Collective Bargaining Agreement.

B. The term “business day” shall mean any Monday through Friday that is not a County
holiday. The County’s typical business hours are 8:00 a.m. to 4:30 p.m. each day. Close of
business is 4:30 p.m.

C. The term “County” shall mean the Fairfax County Government.

D. The term “day” shall mean calendar days unless otherwise specifically defined in this
Agreement.

E. The term “Department ” shall mean a major functional division of County government,
whether formally known as a department or not.

F. The term “Parties” shall mean the County and the Union, the two parties to this Collective
Bargaining Agreement.

G. The term “Union” shall refer to SEIU VA 512, the exclusive bargaining representative for
the General Government Bargaining Unit.

Article 3: Recognition

The County recognizes SEIU VA 512 as the exclusive bargaining representative for the General
Government Bargaining Unit (“Bargaining Unit” or “Unit”), which is defined in CBO Section 3-
10-6(c) to consist of all County employees, except those excluded by definition in CBO Section 3-
10-2, or those included in the Police or Fire and Emergency Medical Services Bargaining Units as
defined in CBO Section 3-10-6(a) and (b), respectively.



Article 4: Management Rights

The provisions of the CBO Sec. 3-10-4 prescribe the rights reserved by management. This
Agreement is not intended to, and does not, waive the Union’s rights to negotiate topics listed as
negotiable in Section 3-10-4(a), subsections 3, 4, 5, and (b).

Article 5: Non-Discrimination

Section 5.1: No Unlawful Harassment, Retaliation, or Discrimination.

A.

The County is committed to providing equal opportunity to all employees and applicants. The
County agrees that it shall not permit unlawful harassment, retaliation, or discrimination against
any employee or applicant with regard to recruitment, application, testing, certification,
appointment, assignment, performance evaluation, training, working conditions, promotion,
demotion, discipline, lay-off, discharge, retirement, or any other aspect of employment on the
basis of race; color; creed; national origin; age; religion; disability; sex; pregnancy, childbirth,
or related medical conditions; gender identity; sexual orientation; genetic information; marital
status; military or veteran status; or political affiliation. Any claimed violation of this section
shall be filed in accordance with the County grievance procedure; Procedural Memorandum
(“PM”) 39-06, Policy and Procedure on Discrimination, Harassment, and Retaliation, dated
October 15, 2021; or the Equal Employment Opportunity Commission.

The County further agrees that, pursuant to the CBO, it prohibits discrimination against
employees and applicants based on labor organization status. Any claimed violation of this
section shall be filed pursuant to the CBO, or this Agreement’s contract dispute resolution
procedure, and in accordance with the Labor Relations Administrator’s Procedures and Rules.

The County agrees that it shall not retaliate against any employee with regard to recruitment,
application, testing, certification, appointment, assignment, performance evaluation, training,
working conditions, promotion, demotion, discipline, lay-off, discharge, retirement, or any
other aspect of employment because the employee has used or participated in the County’s
grievance procedure and/or the negotiated dispute resolution procedure; complied with any law
of the United States or of the Commonwealth, reported any violation of such law to a
governmental authority, or sought any change in law before the Congress of the United States
or the General Assembly of Virginia; or reported an incidence of fraud, abuse, or gross
mismanagement to the Board of Supervisors, the County Executive, or other governmental
authority.

The County agrees that when making hiring decisions it shall take into consideration or give
preference to an applicant’s status as an honorably discharged veteran of the armed forces of
the United States. Additional consideration will be given to veterans who have a service-
connected disability rating fixed by the United States Department of Veteran Affairs. The
County agrees that when making hiring decisions it shall take into consideration or give
preference to an applicant’s status as a person with a disability.

Considerations or preferences identified in this section shall be limited to initial appointments
to County service, provided that such person meets all the knowledge, skills, and eligibility



requirements for the applied for position, and shall not be required in demotions, promotions,
or transfers.

F. The Union is committed to supporting a work environment free of discrimination. Accordingly,
the Union affirms its policy to not discriminate against any Bargaining Unit employee or cause
or attempt to cause the County to discriminate against any employee on the basis of race; color;
creed; national origin; age; religion; disability; sex; pregnancy; childbirth; or related medical
conditions; gender identity; sexual orientation; genetic information; marital status; military or
veteran status; political affiliation; or labor organization status.

The parties agree that the provisions of this Agreement shall be applied equally to employees
without discrimination on the basis of the protected statuses listed in Section A.

Article 6: Prevailing Rights & Work Rules

A. The County and the Union agree that, to the extent they impact Bargaining Unit employees’
terms and conditions of employment as defined in the CBO, all applicable County or
Department rules, regulations, and policies (excluding Personnel Regulations) will remain in
place and will be followed during the term of this Agreement, to the extent not inconsistent
with this Agreement. To the extent there is a conflict or inconsistency between this Agreement
and any County or Department rules, regulations, or policies, the terms of this Agreement shall
prevail.

B. Nothing in this article shall be construed to limit the County’s right to exercise its management
rights as set forth in the CBO and this Agreement. The County agrees that the revision of
existing documents delineated in Section (A) above that directly impact Bargaining Unit
employees’ terms and conditions of employment shall be subject to notice and impact
bargaining with the Union. The County shall notify SEIU Virginia 512 at least fourteen (14)
calendar days in advance of any change that directly impacts Bargaining Unit employees’ terms
and conditions of employment, unless the County’s operational demands require otherwise.
The Union has seven (7) calendar days after the receipt of notice to request in writing to bargain
over the impacts of the change. If the Union does not notify the County in writing within seven
(7) calendar days of its intent to impact bargain, the Union waives its right to bargain over the
impacts, and the County may implement the change without bargaining. If the Union requests
to bargain within seven (7) calendar days, the parties will proceed with impact bargaining.

C. The provisions of this Article shall not be construed to place any obligations upon the County
with respect to any change in the above written documents that is encompassed by management
rights or that does not impact Bargaining Unit employees' terms and conditions of employment,
as defined in the CBO and this Agreement.

Article 7: Rules & Regulations

All Bargaining Unit members shall comply with all terms and provisions of all applicable County
rules, policies, procedures, and regulations, including but not limited to those related to conduct
and work performance, unless explicitly modified by this Agreement.



Article 8: Probation And Promotional Probationary Period

Section 8.1: Initial Probationary Period.

A. All merit employees will serve an initial probationary period, which is defined as the first
twelve (12) months after their original appointment in the merit position, commencing on the
effective date of their employment. Employees are constdered at-will during their initial
probationary period. The County shall have the sole right to discipline, separate, dismiss,
terminate, or lay off employees during their initial probationary period without any reason or
notice.

B. Employees in their initial probationary period shall not have access to either the dispute
resolution procedure contained in this Agreement or Chapter 17 under the Personnel
Regulations, except for allegations of discrimination as defined in Personnel Regulations
Sections 17.3-2d and 17.3-2e, as may be amended; allegations of violation of County Code
Section 3-10-16(c), as may be amended; or as provided for in Article 5 of this Agreement—
Non-Discrimination.

C. The County may extend an employee’s initial probationary period in accordance with the
procedures set forth in Chapter 7 of the Personnel Regulations.

Section 8.2: Promotional Probationary Period.

A. All employees transferred to a position in a class with a higher pay grade will serve a
promotional probationary period of twelve (12) months in active service following their
promotion, commencing on the effective date of their service in the new position. During this
period, the employee shall maintain all other rights, privileges, and responsibilities of this
Agreement except that the employee may be returned to their prior position as set forth in
Chapter 4 and Chapter 8 of the Personnel Regulations.

B. The County may extend an employee’s promotional probationary period in accordance with
the procedures set forth in Chapter 7 of the Personnel Regulations.

Section 8.3: Non-Merit Employees.

This article by its express terms applies only to merit employees as defined in the Personnel
Regulations.

Article 9: Contracting Qut

The County retains the right to contract for General County operations, pursuant to CBO Sec. 3-
10-4(a)(4). If the County elects to contract out work that will impact the terms and conditions of
Bargaining Unit employees, the County will provide a sixty (60)-day notice to SEIU VA 512.
When sixty (60) days’ notice is not possible, the County will provide notice to SEIU as soon as
practicable. The Union may seek to negotiate alternatives to and the impact of the County's
decision. Nothing in this Article shall delay or prevent the County from moving forward with the
procurement process and/or implementation of a third-party contract. The parties understand that



continued use of volunteers within the County is not a form of contracting out or reassignment of
Bargaining Unit work and is within the exclusive discretion of the County.

Article 10: Reduction In Force

A. The County retains the right to implement a Reduction In Force (“RIF”) as delineated in CBO
Sec. 3-10-4(a)(3). RIFs and reemployment after separation due to a RIF will be handled in
accordance with Chapter 9 of the Personnel Regulations.

B. The County shall notify the Union of any proposed RIF of positions encumbered, at the time
of the notice, by Bargaining Unit employees. Such notice shall be made as soon as practicable,
but no less than thirty (30) calendar days prior to the anticipated effective date of the separation
of impacted employees.

C. In addition to its ability to bargain impacts of a RIF on Bargaining Unit employees in positions
encumbered on the effective date of the separation of impacted employees, the Union may
make recommendations to the County, consistent with this Agreement and Section 3-10-4 of
the CBO, for alternative solutions to avoid a RIF, no later than fourteen (14) calendar days
after the notification of the RIF made pursuant to subsection (B) of this Article.

D. The terms of this Article are only applicable to merit employees.

Article 11: Study on Non-Merit Emplovees

The County will conduct a study of Non-Merit positions to determine possible:

A. Conversion to Merit status;
B. Conversion to Temporary status; or
C. Abolishment.

The study will include the associated cost estimates, including a multi-year implementation plan,

and will be concluded by October 1, 2026. A report shall be created and shared with the Union
President and the County Executive.

ORGANIZATIONAL SECURITY PROVISIONS

Article 12: Union Security

Section 12.1: Dues Deductions.
A. County’s Obligation:

The County agrees to deduct Union dues with each paycheck from the pay of employees who
voluntarily authorize such deductions provided that at the time of the deduction, the County
possesses a current, unrevoked written authorization, executed by the employee.



The Union shall submit the list of names and their corresponding signed authorization form to
the County of those in the Bargaining Unit who have authorized such deductions. Deductions
shall be made at an amount certified by the Union as those uniformly required as a condition
of acquiring or maintaining membership and shall be made in accordance with the terms of said
authorization. There will be a reasonable processing fee (which is currently $0.25 per employee
per pay period) set by the County deducted from each employee’s dues deductions. Such fee
will be the same as the fee charged to any other labor organization per pay period per employee.
The County shall provide sixty (60) days’ notice and the opportunity for the Union to comment
on any proposed rate change.

The County agrees to remit to the Secretary-Treasurer of the Union all such authorized
deductions no later than the end of the calendar month following the month in which the
deductions were made. At the time of remittance, the County will provide to the Union a list
of each employee who had dues deducted for the Union. The list shall contain the following
information:

» Name (First, Middle, Last, Suffix)

* PersonID

* Department

* Base pay subject to dues (in the event the Union moves to a percentage basis for dues
deduction)

* Pay date

* Net amount of dues deducted (dues less processing fee) to be remitted.

This information shall be provided electronically, in a password-protected Microsoft Excel
spreadsheet. The information will be sent to info@seiuva.org with the subject line “DUES
REPORT” and the date of the report.

. Revocation of Authorization:

The deduction authorization may only be revoked in writing by the employee. The revocation
shall be on a form mutually agreed upon by the Union and the County. Upon processing of the
Revocation of Authorization form, the County will notify the Union of the revocation as soon
as practicable. Revocations received too late to be processed for a given pay period will be
made effective for the next pay period.

Section 12.2: New Hires.

A. The County shall post a notice on the Fairfax County intranet that SEIU VA 512 is the exclusive

bargaining agent for General Government Bargaining Unit members.

B. The County shall also notify the Union of each new employee on a monthly basis, including

the following information:

« Name (First, Middle, Last, Suffix)
¢«  PersonID
*  Work Email



*  Department

« Job Title

e Hire Date

*  Work Location
* Pay Grade

This information shall be provided electronically, in a password-protected Microsoft Excel
spreadsheet. The information will be sent to info@seiuva.org with the subject line “NEW HIRE
REPORT” and the date of the report.

Section 12.3: Quarterly Reports.

The County will also provide the Union with the following information regarding all Bargaining
Unit members on a quarterly basis:

« Name (First, Middle, Last, Suffix)
= Person ID Work Email
*  Department

« Job Title
+  Work Location
» Pay Grade

+ Date of separation (if applicable)

This information shall be provided electronically, in a password-protected Microsoft Excel
spreadsheet. The information will be sent to info@seiuva.org with the subject line “BARGAINING
UNIT LIST REPORT” and the date of the report.

Section 12.4: Indemnification.

The Union shall defend, indemnify, and hold harmless the County, its officers, and employees
from/for (a) any and all claims, demands, suits, or any other cause of action made by any third
party, including employees, arising from deductions made based on representations by the Union;
and (b) any and all claims, demands, suits, or any other cause of action by an employee for
deductions made based on representations of the Union regarding changes or cancellations to the
deduction authorization.

Section 12.5: Settlement or Arbitration Awards.

When, as the result of the settlement of a Contract Dispute or arbitration award the County is
directed to pay back pay to an employee, dues shall be deducted from the backpay payment only
if the employee was in a non-pay status during the pendency of the Dispute and as a result of the
Dispute. To process deductions under this Section, the County must have a valid dues deduction
authorization form from the employee covering the time period at issue.

Section 12.6: Union Member Products and Services.

Should the Union choose to offer exclusive member products and services that require payment
from members, the County shall allow members to pay for these products and services from payroll
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deductions authorized by the member. If the cost to members for these products and services should
change (such as due to a change of premium, or if the member selects an additional product or
cancels a product or service) the Union must submit to the County a) a valid dues deduction
authorization form signed by the employee with the updated deduction amount, or b) when more
than fifteen (15) employees are affected, submit a batch change request using a format/template
provided by the County along with evidence that the Union has notified affected employees at least
30 days in advance of the change.

Article 13: Union Business

Section 13.1: Employee Rights.

Each employee of the Bargaining Unit shall have the rights guaranteed under CBO Sec. 3-10-3(a).
The County agrees not to enter into any other agreement, written or verbal, with any employee
organization which conflicts with the provisions of this Agreement.

Section 13.2: Voluntary Membership.

Nothing in this Agreement shall require an employee to become or to remain a member of a labor
organization, or to pay money to the organization except pursuant to a voluntary, written
authorization by a member for the payment of dues through payroll deductions. Membership in an
organization shall not be a condition of employment with the County.

Section 13.3: Union Representation.

Union officials, including Stewards or Worksite Leaders (as defined in Sec. 13.4 below), will be
permitted access to the non-secure premises of the County for the performance of official Union
business. Access to secure premises of the County will be permitted in accordance with the
location’s applicable procedures. The Union shall notify a supervisor or manager upon arrival at
the worksite. The timing of such visits is subject to the demands of work responsibilities and shall
not interfere with operations of the County, but the right to ultimately be allowed such visits shall
not be denied.

Section 13.4: SEIU Representatives.

On a quarterly basis, the Union will provide the County Labor Relations Division with the
following:

+ A list of County employees representing individual employees in the dispute resolution
procedure in Article 11 (“Stewards”)

e Alist of elected executive board members, and

» Alist of County employees authorized and appointed by the executive board to represent
the Union or do work on behalf of the Union (“Worksite Leader™)

The Union may choose to use SEIU VA 512 staff for representation at any step of the dispute
resolution procedure in Article 22. If the Union elects to have an attorney present, they shall give
the County at least forty-eight (48) hours’ notice.



Section 13.5: Union Representation.

The Union recognizes its responsibility to represent the interests of all Bargaining Unit employees
with respect to bargaining and disputes related to this Agreement, personnel policies and working
conditions, without discrimination and without regard to Union membership.

Section 13.6: Official Time for Representative Work.

The Union shall have available 2,500 maximum hours per fiscal year of this Agreement for the
purpose of representing the concerns of Bargaining Unit employees, including representing the
Bargaining Unit by bargaining with the County, handling labor-management disputes, representing
an employee in a disciplinary matter, or investigating, processing, and assisting in the settlement
of grievances filed by Bargaining Unit employees. Time spent on matters representing Bargaining
Unit employees shall not be subtracted from the time bank in Sec. 13.7. Unused time will not carry
over to the following fiscal year.

Section 13.7: Paid Leave for Union Business.

A. The Union shall have available a bank of 1,200 hours maximum per fiscal year to conduct
union business (including but not limited to attending, preparing for, or traveling to meetings,
training, conventions, or seminars) which is not covered by or in excess of that which is
provided for in Sec. 13.6 or elsewhere in this Agreement. Once such leave is exceeded,
Stewards/Worksite Leaders may request to use, pursuant to County policies, annual leave,
compensatory leave, or leave without pay for such purposes. De minimis actions (less than 15
minutes) will not be required to be logged or be counted against the time bank. This time bank
shall replace the pre-bargaining 240-hour administrative leave bank.

B. Any unused hours from this bank will not carry over to the following fiscal year. All requests
for official time pursuant to Sec. 13.7(A) are subject to the approval of the employee’s
supervisor. Employees who wish to participate in Union activities listed in Sec. 13.7(A) shall
submit a request to their supervisor, in advance, using established Department procedures. The
request shall include the date, time, general purpose, and estimated length of absence. Every
effort shall be made to minimize disruption of the work schedule. Supervisors shall
accommodate requests whenever possible. If a supervisor feels such employee absences exceed
what is reasonable, he or she should contact the Labor Relations Division for consultation.
Written confirmation of the Union activity may be requested by the supervisor to substantiate
the absence(s).

Section 13.8: Full-time Position.

A. The President of the Union shall be granted a full-time position to conduct Union business but
shall remain on the payroll of the County for the purposes of performing full-time duties as
Union President. During such special assignment, the President shall continue to receive all
benefits as if they were fully on duty.

B. If the Union President is absent from normal duties on approved leave for a period of more
than five (5) consecutive days, the Union President may designate in writing to the County a



Union Board Member or Representative who shall act as Union President and/or who shall
fulfill other duties in their absence.

Section 13.9: Paid Union Leave of Absence.

A. The Union may request up to six (6) additional members for paid union leave with continued
benefits to perform official full-time duties for up to one (1) calendar year and may be extended
on a six (6) month basis after the first year. Such requests for extensions will be at the discretion
of the County. No more than one member per Department may take paid union leave at a time.
Employees on paid union leave shall be compensated and receive benefits commensurate with
the scheduled hours of the County position held at the time they take paid union leave. At the
end of a paid union leave of absence, members will be returned to their same position, if it
exists, or a vacant position with the same grade and same or similar classification, provided
they meet the minimum qualifications.

Section 13.10: Union Use of Premises.

A. In accordance with CBO Sec. 3-10-5(a), employees shall have the right to hold informal
conversations and interactions with one another to discuss workplace and employee
organization issues while on duty, provided that such conversations do not interfere with the
employee’s job duties.

B. The Union may reserve County-owned space at no cost to the Union, subject to availability and
on the same terms and conditions as access granted to other County employees and
organizations, to hold meetings with Bargaining Unit members for representational purposes.
Requests to reserve space for meetings must be in accordance with any applicable policies,
including but not limited to PM No. 04-11, Public Use of Facilities and Grounds at the Fairfax
County Government Center Complex, implemented November 18, 1996, and amended March
24, 2022, and PM No. 04-15, Regulations for the Governmental Use of Government Center
Conference Rooms 11 and 232, implemented December 1, 2020, and will not be unreasonably
denied by the County.

C. Union representatives shall comply with all County policies, procedures, and applicable law
regarding visitor access and conduct while on County premises.

Section 13.11: Union Communications.

In accordance with CBO Sec. 3-10-5(b), employees are permitted to use County electronic
communication systems and interoffice mail systems to discuss employee organization business or
activities or employee organizing activities; however, the County remains the owner of such
communication systems, and no employee shall have any expectation of privacy in the use of such
a communication system. The use of the County’s communications systems must be in accordance
with applicable County policies and procedures, including the Department of Information
Technology’s policies and procedures. Where there is a County bulletin board available to
employees, the Union is permitted to use a portion of it.
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Section 13.12: Orientation.

A.

In accordance with CBO Sec. 3-10-11(f), the Union shall be able to meet with newly hired
employees, in person or virtual, without charge to the pay or leave time of any of the employees
for a maximum of thirty (30) minutes, within 30 (thirty) calendar days from the date of hire,
during new employee orientations conducted by the County and in the same County location
or, if the County fails to conduct an in-person new employee orientation, during other group or
individual meetings of new hires on County premises. The Union orientation shall be
considered a part of any required new County employee orientation, in the sequence described
above. The County shall provide the Union with ten (10) days’ advance notice of the time and
place of new employee orientations, except a shorter notice may be provided in any instances
where there is an urgent need critical to the employer’s operations that was not reasonably
foreseeable to the County, a list of expected participants, to include their job titles and work
locations, and the opportunity to provide materials for distribution.

The County shall provide the Union on a quarterly basis, with a list of bargaining unit members.
The list shall include the individual’s name, work email address, job title, department, and work
location.

GENERAL EMPLOYMENT PROVISIONS

Article 14: Personnel Files

An employee shall have access to their personnel file. The personnel file includes only the files
kept about an employee by the Department of Human Resources (DHR) (the official personnel
file). Employees may obtain copies of the materials in their personnel file. Employees shall
submit a written request to DHR following the applicable DHR procedure. The County shall
not unreasonably delay an employee’s examination of their file. A delay of more than fourteen
(14) days shall be considered unreasonable absent extenuating circumstances.

Hiring background investigation files are not subject to review by employees except when
required by applicable law.

An employee may elect to submit a rebuttal, if desired, to any contents of their official
personnel file that were added on or after July 1, 2026.

The Union shall have access to an employee's personnel file upon written authorization by the
employee involved.

Article 15: Job Descriptions

Fairfax County will notify the Union of any changes to encumbered Bargaining Unit class
specifications that impact the terms and conditions of employment at least 10 business days
prior to implementation or as soon as administratively practicable. This does not remove the
County’s obligation to engage in effects bargaining.

Employees shall have access to their own position description and as all County class
specifications.
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C. Classification/reclassification of positions, position descriptions, and class specifications are
exclusively management rights.

Article 16: Emplovee Expenses

Section 16.1: Reimbursement of Expenses

Employees are entitled to travel expense, reimbursement, and County-provided uniforms in
accordance with applicable County and/or Department policies or procedures. Employees shall
receive expense reimbursements within thirty (30) days after approval by the Department of
Finance.

Section 16.2: Use of County Vehicles.

Employees are encouraged to use County vehicles for conducting local and non-local travel while
conducting County business in accordance with applicable policies. Online reservations for these
vehicles may be made through the County’s intranet and in accordance with applicable policies.

Section 16.3: Authorization for Use of Personal Vehicles.

A. If an employee chooses to use a personal vehicle for conducting County business, it is the
employee’s responsibility to ensure that they have adequate insurance coverage.

B. Employees who choose to use their personal vehicle while on duty and while providing County
services will be reimbursed in accordance with applicable policies.

C. Employees shall be entitled to mileage reimbursement in accordance with PM 06-03, Fairfax
County Travel Policies and Procedures, effective March 1, 2007.

Section 16.4: Cell Phones.

A. Inaccordance with current practice, cell phones will be provided to employees who are required
to use them for County business as determined by the employee’s Department Director.

B. Any use of a personal cell phone for County business shall be in accordance with County
Policy.

C. While employees are discouraged from using personal electronic devices to carry out County
business, employees who choose to use such devices are encouraged to transmit written
communication through County e-mail and messaging systems only.

D. Bargaining Unit employees acknowledge that public records on personal electronic devices
may be subject to public disclosure pursuant to the Virginia Freedom of Information Act.

Article 17: Technology & Artificial Intelligence

A. Inthe event the County elects to implement artificial intelligence and other emerging generative
technologies in a manner that will directly impact the terms and conditions of Bargaining Unit
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employees, the Union and the County, prior to implementation, will meet to collaboratively
explore and discuss potential impacts of artificial intelligence and other emerging generative
technologies on the Bargaining Unit.

B. The Parties recognize that during the life of this Agreement, there may be improvements or
advancements in technology that may impact Bargaining Unit members. If the technology is to
be used by employees to perform their job functions, the County will proactively train current
members of the Bargaining Unit on the new technology or new implementation at least thirty
(30) calendar days prior to implementation when practicable.

C. If the County's final adoption of such technological advances will result in a decrease in size
or composition of the Bargaining Unit, that results in a layoff or a reduction in force of
employees, the County will follow the layoff procedures set forth in Article 10 of this
Agreement — Reduction in Force.

D. Nothing in this Article shall serve as the basis, in whole or in part, for a Contract Dispute
pursuant to the procedure set forth in Article 24 of this Agreement — Contract Dispute
Resolution. Nothing in this Article shall delay or prevent the County from implementing
artificial intelligence and/or any other technological changes.

Article 18: Work Week & Work Schedules
Section 18.1: Work Week.

The County will continue to adhere to all applicable federal and state wage and hour laws with
respect to the payment of wages. The work period, workdays, and work schedules are determined
by the Department Director or their designee.

Section 18.2: Overtime.

Under the Federal Labor Standards Act (“FLSA”), non-exempt employees who work in excess of
the federal FLSA threshold will be paid overtime in accordance with the provisions of that law.

Section 18.3: Breaks.

A. If the employees' hours are scheduled with a meal period of thirty (30) or more minutes, they
are to have an uninterrupted meal period and will not be paid for this time.

B. If the employees' hours are scheduled with a break period of fifteen (15) minutes or less, then
the employee will be paid for such a break.

C. When staffing is such that breaks must be shortened or eliminated, the Department(s) will make
reasonable efforts to restore breaks as soon as practicable.

Section 18.4: Call Back Pay.

The County will continue to administer on-call and call-back pay in accordance with Personnel
Payroll Administration Policies and Procedures (“PPAPP”) 13, Attendance/Absence Reporting for

13



All Employees Except 24-Hour Shift Fire Protection and Law Enforcement Personnel, dated
September 26, 2024; and PPAPP 49, On-Call Compensation, dated June 20, 2012,

Section 18.5: Shift Differentials.

Shift differentials shall continue to be administered in accordance with PPAPP 13,
Attendance/Absence Reporting for All Employees Except 24-Hour Shift Fire Protection and Law
Enforcement Personnel, dated September 26, 2024.

a. The Evening Shift Differential shall be $1.00 per hour.
b. The Night Shift Differential shall be $1.50 per hour.

Section 18.6: Inclement Weather Leave.

Leave and compensation during inclement weather will be administered in accordance with PPAPP
31, Leave for Inclement Weather or Other Emergencies, dated February 2, 2024; PPAPP 13,
Attendance/Absence Reporting for All Employees Except 24-Hour Shift Fire Protection and Law
Enforcement Personnel, dated September 26, 2024; and all applicable Personnel Regulations.

Article 19: Discipline

A. This Article applies only to merit employees who have completed their initial probationary
period, including any extensions of the probationary period in accordance with Chapter 7 of
the Personnel Regulations and Article 8 of this Agreement — Probation and Promotional
Probationary Period. Both merit employees who have not completed their initial probationary
period and non-merit employees are not covered by the rules of progressive discipline and are
at-will employees.

B. Employees covered by this Article are subject to the policies and procedures outlining
progressive discipline as stated in the County Personnel Regulations Chapter 16, Conduct and
Discipline, which includes Addendum No. 1, Standards of Conduct, and Addendum No. 2,
Code of Ethics for the Merit Service of Fairfax County, Virginia.

C. Employees covered by this Article shall only be disciplined for just cause. The severity of
disciplinary action taken shall be determined by the severity of the employee’s misconduct and
review of the employee’s work record. Furthermore, nothing in this Article requires the County
to apply the least severe or a less severe form of disciplinary action to a first-time offense, if
the nature of the misconduct warrants more severe discipline.

D. Consistent with Chapter 16 of the Personnel Regulations, Written reprimands are considered
Formal Warnings. Suspensions without pay, disciplinary demotions, and dismissals are
considered Formal Disciplinary Actions. Documentation of Formal Warnings and Formal
Disciplinary Actions will be retained consistent with Chapter 16 and Article 14 of this
Agreement — Personnel Files. Coaching and counseling shall not be considered discipline.

E. Whenever the County proposes to impose a Formal Disciplinary Action on an employee, the
County shall comply with the provisions of County Personnel Regulations 16.6, Criteria for
Advance Notice Letter.
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Article 20: Health & Safety

The County is committed to providing a safe workplace for its employees at County-owned and
County-maintained locations and all employees have a responsibility to share in this commitment.
The County and all employees will continue to comply with all applicable federal, state, and local
statutes and regulations to include County safety procedures that apply to workplace conditions.

The Union and the County shall meet to establish a Labor Management Committee (LMC) for the
sole purpose of addressing safety in the workplace, within sixty (60) days following the effective
date of this Agreement (July 1, 2026).

A. Assessment & Reporting of Hazards

1.

Should the County determine that a health or safety hazard exists, the County shall notify
affected employees and take appropriate action to mitigate or correct the issue as soon as
practicable.

Should an employee determine that a health or safety hazard exists, the employee shall
report the hazard to the appropriate personnel as soon as practicable.

. Employees who are injured on the job, however minor, will immediately report such injury

to the appropriate supervisor.

B. Climate Control & Air Quality

1.

Temperature within County-owned facilities, or County maintained HVAC systems, will
be maintained in accordance with PM 25-29, Energy Policy, dated March 12, 2010.

When the local Air Quality Index (AQI) exceeds one hundred-fifty (150) as determined by
AirNow.gov, supervisors will work in conjunction with the appropriate Department
leadership to determine what type of work can be performed during these air quality events.
When the AQI is greater than one hundred-fifty (150), employees may be provided with
respirators and shall be required to comply with PPE requirements to include fit testing.

C. County Vehicles & Equipment

1.

All County vehicles and equipment in service used on public roads and highways shall meet
state inspection requirements.

Employees are required to follow all County safe driving policy and procedures including
PM 10-01, County Vehicle Use and Assignment Policies, Criteria and Procedures, first
implemented December 5, 1995, amended version approved by County Executive May 29,
2025, and Risk Management Policy Statement 02-022, Distracted Driving, issued January
2021.

D. Worksite Safety

All electrical, plumbing, sanitary, heating, ventilating, air-conditioning, and other facilities, and
appliances, including elevators will be maintained in good and safe working order.
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E. Conduct of Fire and Evacuation Drills

Fire and evacuation drills shall be conducted in accordance with PM 06-51, dated August 20,
2021.

Article 21: Performance Planning

A. Fairfax County is committed to fostering employee excellence and a high-performance
workplace. Bargaining Unit employees covered by Chapter 12 of the Personnel Regulations
shall be evaluated on their performance of job duties/competencies and the demonstration of
skills in the County's core competencies, in accordance with Chapter 12, Performance
Management.

B. Bargaining Unit employees covered by Chapter 12 of the Personnel Regulations shall have
access to their own evaluations and are authorized to print copies on County printers. All
employees shall have the option of entering their own comments on their evaluation form.

C. Bargaining Unit employees covered by Chapter 12 shall have access to the Performance
Appraisal appeal process.

Article 22: Telework

Telework policies shall be in accordance with PPAPP 62, Telework, dated January 19, 2024.

Article 23: Promotions

Positions shall be filled at the discretion of County management. The County shall adhere to PM
39-06, Policy and Procedure on Discrimination, Harassment, and Retaliation, dated October 15,
2021.

DISPUTE RESOLUTION AND ARBITRATION

Article 24: Contract Dispute Resolution

Section 24.1: Dispute Resolution.
The parties agree to use the process outlined in this Article to resolve Contract Disputes.
A. The term “Contract Dispute” (“Dispute”) means any disagreement concerning:

1. The administration or interpretation of the terms of this Agreement, including discipline
issued pursuant to Article 19 of this Agreement — Discipline; or
2. Any action by the County or by SEIU that violates the language of this Agreement.

B. A Dispute affecting multiple Bargaining Unit members and involving the administration,

interpretation, or application of the terms of this Agreement may only be filed by the Union as
a Dispute and must be addressed using the procedure outlined in this Article beginning at Step
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3. The County may initiate a Dispute by submitting it to the Union President, which will be
considered Step 3 of the Dispute Resolution Procedure outlined in Section 24.2 of this Article.

C. When filing a Dispute, the filing party at each step must include, in writing, the following

information:

1. A statement of facts giving rise to the Dispute, including the date of the alleged event(s);
2. Contentions of the filing party;

3. The specific provision(s) of this Agreement allegedly violated,

4. The remedy sought; and

5. If applicable, the extent to which the filing party has sought a settlement of the Dispute.

If a Bargaining Unit employee files a dispute without a Union signature, the County shall notify
the Union.

After a Dispute is filed at Step 1 of the procedure set forth in Section 24.3 of this Article, the
filing party may only supplement the Dispute with additional facts and/or contentions if
information regarding such facts and/or contentions were not readily available to the filing

party.

Allegations of retaliation for filing a Dispute may be included by the filing party as an
addendum to the original Dispute at any point in the process.

D. Either party may be represented by counsel at any step of a Dispute, regardless of whether the
other party is so represented. If the employee or the Union elects to have an attorney present at
any step of this dispute resolution procedure, they shall provide the County with notice 48 hours
in advance of the meeting at which the attorney intends to appear.

Section 24.2: Election of Remedies.

If a Dispute filed by or on behalf of a merit employee also meets the definition of “grievance”
under Va. Code § 15.2-1507, the employee must elect to file their claim under either the County
Personnel Regulations Chapter 17, Grievance Procedure, if covered, or in accordance with the
procedure outlined in this Article. An employee’s initial election to file a Dispute or grievance shall
be binding and irrevocable at the time of the initial filing of the Dispute or grievance. That is, when
an employee elects to file a Dispute under this Article, the employee waives any right to pursue the
matter under County Personnel Regulations Chapter 17; and when an employee elects to file a
grievance pursuant to Chapter 17 of the Personnel Regulations, the employee waives any right to
pursue the matter under the Dispute Resolution Procedure in this Article.

Section 24.3: Dispute Resolution Procedure.
Step 1

An employee, or the Union on behalf of an employee, shall submit a Dispute to the employee’s
immediate supervisor within twenty (20) business days of the date the employee knew or
reasonably should have known of the facts giving rise to the Dispute. The Dispute shall be in
writing and conform with the requirements set forth in Section 24.1(C) of this Article. The
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supervisor or their designee shall meet with the filing party within thirty (30) calendar days of
receipt of the Dispute. The supervisor shall respond orally or in writing within seven (7) calendar
days of the Step 1 meeting. Any settlement or withdrawal of a Dispute at Step 1 shall not serve as
a precedent for any other Disputes. Any settlement or withdrawal of a Dispute at Step 1 must be in
writing.

Step 2

If a Dispute is not resolved at Step 1, the filing party may submit a Step 1 Appeal to the employee’s
Department Director within fourteen (14) calendar days of the issuance of the Step 1 decision. The
Step 1 Appeal shall be in writing. The filing party shall send a copy of the Dispute and Step 1
Appeal to the County Labor Relations Division at hrlaborrelations@fairfaxcounty.gov. The
Department Director or their designee shall meet with the filing party within fourteen (14) calendar
days after receipt of the Step 1 Appeal. The Department Director or their designee shall render a
written decision within fourteen (14) calendar days after the Step 2 meeting. Any settlement or
withdrawal of a Dispute at Step 2 shall not serve as a precedent for any other Disputes. Any
settlement or withdrawal of a Dispute at Step 2 shall be in writing.

Step 3

If the Dispute is not resolved at Step 2, the filing party may submit a Step 2 Appeal to the Deputy
County Executive to whom the Department Director deciding Step 2 reports, within fourteen (14)
calendar days of issuance of the Step 2 decision. The Step 2 Appeal shall be in writing. The filing
party shall send a copy of the Step 2 Appeal to the County Labor Relations Division at
hrlaborrelations@fairfaxcounty.gov. The Deputy County Executive or their designee shall meet
with the filing party within fourteen (14) calendar days after receipt of the filing party’s Step 2
Appeal. The Deputy County Executive or their designee shall render a written decision within
fourteen (14) calendar days after the Step 3 meeting. Any settlement or withdrawal of a Dispute at
Step 3 shall not serve as a precedent for any other Disputes. Any settlement or withdrawal of a
Dispute at Step 3 shall be in writing.

Step 4

If the Dispute is not resolved at Step 3, the Union or the County may submit the Dispute to a Step
4 Arbitration Hearing by providing written notice to the other party within ten (10) calendar days
of the issuance of the Step 3 decision. Only the Union can invoke a Step 4 Arbitration Hearing on
Disputes initiated by an employee or the Union. Only the County can invoke a Step 4 Arbitration
Hearing on Disputes initiated by the County.

Meetings at all steps of the Dispute Resolution Procedure may be held in-person or virtually by
mutual agreement of the Parties.

Section 24.4: Consolidation of Claims

If multiple employees file identical Disputes, the County, at its election, may consolidate the
Disputes for presentation and representation by the Union at any step in this process.
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Section 24.5: Timelines.

A.

Under no circumstances shall the County waive or extend the requirements regarding the initial
written filing of the Dispute by the employee or the Union.

The parties to the Dispute may by mutual agreement waive Step 1 and/or Step 2 of this Dispute
Resolution Procedure. In cases of dismissal, suspension, or demotion, the County shall waive
Step 1 and Step 2 of this Dispute Resolution Procedure upon written request from the filing
party to the Department Director.

Time periods for filing an Appeal at any step may be extended by written agreement between
the filing party and the County. Failure of the Union or the employee to file a Step 2, 3, or 4
Appeal within the time prescribed in Section 24.3 of this Article will result in the Dispute being
resolved based upon the County’s last written response. Failure of the County to respond
within the time prescribed in Section 24.3 of this Article may be treated by the Union or an
employee as a denial of the Dispute or Appeal at the applicable step, and the Union or an
employee may invoke the next step in the procedure.

Only the Union or the County may appeal a Step 3 decision to Step 4 Arbitration Hearing. At
Step 4, the arbitrator may, with good cause, extend the time periods applicable to Step 4
arbitration.

Section 24.6: Finality of Settlements.

If at any time during the CBA Dispute Resolution Procedure, the County grants in full the remedy
sought in the Dispute, the Dispute shall be considered resolved.

Section 24.7: Availability of Mediation.

By mutual agreement, the parties may opt to engage in mediation prior to the initiation of Step 4
Arbitration. Costs for mediation are equally shared by the parties. In the event the parties agree to
mediation, the time periods set forth in Sections 24.8 and 24.9 below will be stayed until the
conclusion of the mediation.

Section 24.8: Arbitrator Panels.

A.

A request for Step 4 Arbitration shall be submitted within the time period prescribed in Section
24.3 of this Article. If a Dispute is submitted to arbitration, the arbitrator will be selected from
a standing panel composed of persons agreed upon by the Parties using a strikethrough method.
Within 30 business days of approval of the tentative agreement in accordance with CBO Sec.
3-10-13, the Union and the County will each submit the names of 12 members of the National
Academy of Arbitrators who have a business address within a 300-mile radius of the Fairfax
County Government Center for the panel. The Parties will alternate strikes until there are 12
remaining panel members. Once the final panel is determined, arbitrators will be placed on the
panel by the Parties with the parties alternating placement on the panel.

At least 60 calendar days prior to the expiration of this Agreement, either party may provide
written notice to the other that it no longer consents to retaining a particular member(s) of the
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G.

arbitration panel. Any time there is a vacancy, the Parties shall fill the vacancy by mutual
consent. If the Parties are unable to agree on a replacement arbitrator, they shall request a list
of seven arbitrators who are members of the National Academy of Arbitrators from the Federal
Mediation and Conciliation Service or the American Arbitration Association and shall select a
replacement through the process of alternating strikes. Panel members cannot be removed by
the Parties if they are actively involved in an arbitration. Whenever an arbitrator is replaced or
otherwise becomes unable to continue serving, the newly added arbitrator will take the same
spot on the rotation as the arbitrator they are replacing.

All arbitrators shall serve for the term of this Agreement and shall continue to serve for up to
six months thereafter unless the Parties otherwise mutually agree.

In the event that either party withdraws a case or requests to postpone a hearing on a date that
would incur an arbitrator’s cancellation fee, the withdrawing/postponing party shall pay the
full cancellation fee for that date. In the event that the Parties settle a case close enough to
arbitration that it would incur an arbitrator’s cancellation fee, the Parties shall share the
cancellation fee equally.

Arbitrator assignments will be made upon the written notice of submission of the Step 4
Arbitration. Arbitrator assignments will cycle through the panel in the established order, unless
otherwise agreed to by the Parties. The County, in consultation with the Union, will be
responsible for maintaining appropriate dockets of Disputes, as appealed, and for
administrative functions necessary to ensure efficient scheduling and hearing of cases by
arbitrators.

The County will establish a numbering system for Disputes for which a Step 2 Appeal is filed,
and such number will identify the Dispute beginning at the Step 2 Appeal through arbitration.

The arbitrator in any given case should render an award no later than 45 calendar days after the
close of the record in the case.

Section 24.9: Arbitration Procedures.

A.

Scope of Arbitrator Authority.

Arbitrators shall have no authority to add to, detract from, or alter in any way the provisions of
this Agreement, the County Code, the County’s Personnel Regulations, or any written policy
affecting the terms and conditions of Bargaining Unit members’ employment. The Arbitrator
shall only consider and render a decision on the specific Dispute at issue and shall have no
authority to decide issues or matters outside the scope of those set forth in the Dispute.

The Arbitrator will not have the authority to issue subpoenas or order any discovery outside of
what is provided for in this Article. The arbitrator shall have no power to award fees, costs,
expenses, interest, or damages, including attorneys’ fees.

The arbitrator shall have the authority to make all arbitrability determinations and shall make
all arbitrability determinations prior to addressing the merits of the original Dispute. In order
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to avoid unnecessary delay, arbitrability and merits issues shall be presented as part of a single
hearing.

. Scheduling of Hearings, Location.

The Parties shall make every effort to schedule the Step 4 Arbitration Hearing as expeditiously
as possible. The Step 4 Arbitration Hearing will be held, if possible, at the Fairfax County
Government Center during regular business hours on a regular business day. The arbitrator and
Parties may, by mutual agreement, use electronic video conferencing as an alternative to in-
person hearings.

. Arbitration Decisions.

All arbitrator opinions, decisions, and fact-finding reports are to be provided in writing to both
Parties. In rendering their decision, the arbitrator will state which provisions of the Agreement
formed the basis of the decision.

The decision of the arbitrator shall be considered an award pursuant to the Virginia Uniform
Arbitration Act. The arbitrator’s decision shall be final and binding on all Parties, except as
provided for in Virginia Code §§ 8.01-581.010 and 8.01-581.011.

. Arbitration Expenses.

Each party shall bear the expense of preparing and presenting its own case. The Parties will
equally split the expense of the arbitrator and all the costs associated with a court reporter to
attend the Step 4 Arbitration Hearing, including any cancellation fees. Each party is responsible
for the cost of the hearing transcript fee if they order a copy of it.

. Order of Proceedings.

The moving party shall proceed first in Step 4 Arbitration Hearings. The County is considered
the moving party in Disputes appealing disciplinary action taken by the County. The County is
also considered the moving party in Disputes appealing unsatisfactory service separations. In
all other cases, the filing party shall be considered the moving party.

In Disputes involving discipline, the County shall have the burden to establish, by a
preponderance of the evidence, that the employee committed the alleged misconduct or violated
the alleged standard(s). When the County establishes that the employee committed the alleged
misconduct or violated the alleged standard(s), the filing party has the burden to show by a
preponderance of the evidence that the County did not have just cause to issue the discipline.

In Disputes that do not involve discipline, the filing party shall have the burden of proof by
preponderance of the evidence.

. Union Official Time.

1. The County may adjust the regular work schedules of witnesses and representatives so that
the employees’ regularly scheduled hours coincide with the hearing schedule. Time spent
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by Union officers at hearings will be deducted from the Representational Work time bank
established in Article 13 of this Agreement — Union Business.

2. The County shall allow a reasonable number of witnesses and representatives to attend the
Step 4 Arbitration based on operational necessity.

G. Witnesses.

The Parties are responsible for securing the attendance of their witnesses at the Step 4
Arbitration Hearing. The Parties are required to disclose the witnesses they may call during the
Step 4 Arbitration Hearing at least 5 business days prior to the hearing date.

H. Remedies.

Employees awarded back pay by an arbitrator or granted back pay pursuant to a settlement
agreement executed by the Parties are required to present to the County evidence of any
earnings they received during the time for which back pay is awarded. The County will not be
liable for backpay for any period more than 90 days before the date the Dispute Resolution
Process is initiated.

Section 24.10: Exclusions.

A. Neither the Union nor an employee may file a Dispute over the items listed in County Personnel
Regulations Chapter 17.3-3 and 17.4.

B. Neither non-merit employees nor probationary employees have access to the Dispute
Resolution Procedure set forth in this Article.

C. An employee who has resigned or retires may not file a Dispute challenging their separation
from County employment.

Article 25: Alternative Dispute Resolution

A. The County’s Alternative Dispute Resolution Program (ADR) provides Fairfax County
Government employees with information, training, and neutral third-party services to prevent,
address and resolve workplace conflicts. Available services include consultations, conflict
coaching, mediation, facilitated conversations, and team processes. ADR services are
completely voluntary and confidential. Exceptions to confidentiality are allegations of abuse
or neglect of children or other vulnerable individuals, criminal activity, gross violation of
County policies (including allegations of discrimination, harassment, and/or retaliation), and
threats of future harm to self or others.

B. Bargaining Unit employees covered by this Agreement may request ADR services, subject to
ADR’s established policies and practices, as may be amended by the ADR program. ADR staff
retain the right to determine the appropriateness and availability of ADR Services. Such ADR
services are not intended to be the exclusive method of mediation between the Union or its
Bargaining Unit employees and the County.
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C. Confidentiality is a core principle of the ADR program. In order to maintain ADR’s
confidentiality mandates, ADR staff and practitioners shall not notify the County or Union of
a member’s request for or participation in ADR services nor divulge any matters discussed
during any ADR service.

D. The ADR staff and practitioners are not an investigative body, do not make findings of fact, do
not assess discipline, and will not determine the outcome of any Dispute, as defined under the
Dispute Resolution Procedure provision of this Agreement. ADR staff and practitioners will
not provide neutral third-party services in any cases where a Dispute or prohibited practice
charge is currently pending. Therefore, ADR staff and practitioners are not required to provide
the Notice of Right to Union Representation Form to employees who request or participate in
ADR services.

E. ADR staff and practitioners cannot be called as witnesses or compelled to testify in any
proceeding regarding the request for or receipt of ADR services, nor the matters discussed
during any ADR service, except as required by law.

Article 26: Joint Labor-Management Committee

Section 26.1: Joint Labor-Management Committee.

The Parties agree that it is often advantageous to the Union and the County to address issues
directly and as they arise in less formal ways. Towards this end, the Parties agree to establish the
following Labor-Management Committee (LMC):

A. Representation.

There shall be a County-wide LMC, made up of eight (8) representatives from the Union and
eight (8) representatives from the County to meet, confer, and discuss issues related to overall
working conditions in the County across departments. The LMC will meet a minimum of four
times per year.

1. SEIU or the County may substitute members where necessary, but it is recognized that
continuity of membership is preferred. Members may serve for the term of this Agreement,
unless substitution is necessary.

2. A majority of members of the LMC in attendance at a meeting must agree on a
recommendation in order for it to be made to the County or the Union.

3. For any portion of the LMC meeting that the member is scheduled to work, attendance will
be considered paid time with no leave charged. For any portion of the LMC meeting that
the member is not scheduled to work, they will not be compensated for their time.

4. The responsibility for chairing meetings shall alternate each meeting between SEIU and the
County. Each party will determine whether their chair assignment will be permanent or will
rotate among their members.
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B. Authority of the LMC.

The LMC shall have the authority to make nonbinding recommendations to SEIU and the
appropriate Deputy County Executive(s) or their designees regarding matters of mutual
concern. The LMC shall have no power to add to or amend any applicable collective bargaining
agreement or any County policies, procedures, or regulations or to discuss or adjust any
grievances or contract disputes. The LMC may establish sub-committees for specific subject
matters with mutual agreement of the Parties.

C. Reporting.

Topics will be documented as they are discussed. The method of documentation shall be
approved by both Parties.

D. Date and Time of Meetings.

Meetings will be held once a quarter, and they shall be limited to no more than four (4) hours.
At the first meeting, a specific day and time shall be selected for future meetings. Every attempt
shall be made to keep to such a schedule, realizing that some flexibility is necessary.

E. Agenda.

An agenda shall be provided to members at least seven (7) days prior to the meeting. The party
chairing the meeting, or their designee, shall be responsible for creating and distributing the
agenda. Non-emergency topics not on the agenda shall not be discussed but rather shall be
placed on the agenda for the next meeting. The agenda shall include a brief description of each
item to be discussed. Emergency items may be added to the agenda by mutual consent. The
party chairing the meeting shall exercise the right to designate the first agenda topic and the
parties will alternate designating subsequent agenda topics.

Section 26.2: Departmental Labor-Management Committees.

A. For each Departmental Labor-Management Committee (DLMC), each side will have an equal
number of representatives as determined by the County-wide LMC.

B. Should the Union believe that issues are not adequately addressed in said DLMC, the Union
may bring these issues to the LMC noted in Section 26.1(A) above. No more than four (4)
DLMCs may be established in Year 1 of the Agreement. Up to an additional four (4) DLMCs
shall be established in Year 2, for a total of eight (8). Up to an additional four (4) DLMCs shall
be established in Year 3, resulting in a total of up to twelve (12) DLMCs operating by the end
of the contract term. The Union and the County shall mutually agree on the order of DLMC
rollout.

C. Each established DLMC shall meet four (4) times per year, approximately once per quarter.
The Union and County shall mutually establish the annual meeting schedule in coordination
with each Department. Meeting dates shall be confirmed at least thirty (30) days in advance
unless otherwise mutually agreed. Meetings may be rescheduled by mutual agreement.
Meetings may be canceled if both the County and Union have no topics to discuss.
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Section 26.3: General.

A. This Article applies only to the LMC and DLMCs (as applicable) as created herein. Nothing in
this Article shall be interpreted to impact any other County or Departmental committees.

B. The Union retains all of its rights and privileges afforded elsewhere in this Agreement and
under applicable federal, Virginia and local statute, regardless of what issues are brought to the
LMC and/or DLMC(s).

C. Representatives are responsible for notifying their supervisors of their attendance at LMC or
DLMC meeting, and the County shall inform representatives' supervisors of their approved
attendance at LMC or DLMC meetings. Attendance is subject to providing sufficient advance
notice to the employee's supervisor and that there is no disruption to the County’s operations.

LEAVE PROVISIONS

Article 27: Leave

Section 27.1: Leave for Merit Employees.

All merit employees covered by the Agreement shall be entitled to leave as outlined below and in
Chapter 10 of the Personnel Regulations.

Section 27.2: Sick Leave Usage for Family Event.

Birthing parents (natural delivery) and non-birthing parents may use up to six (6) weeks of sick
leave for the birth of a child or for the placement of a child for adoption or foster care. Birthing and
non-birthing parents who deliver by cesarean section may use up to eight (8) weeks of sick leave
for the birth of the child. Use of additional sick leave requires medical certification.

Section 27.3: Paid Family Leave.

All employees, including those in their initial probationary period, are eligible for Paid Family
Leave (PFL). Employees in their initial probationary period become eligible for PFL on the first
day of the month following the employee’s date of original appointment.

Section 27.4: Bereavement Leave.

Full-time employees shall be eligible to use up to 24 hours of bereavement leave per calendar year.
Employees scheduled to work less than 80 hours per pay period shall be eligible for bereavement
leave on a pro-rated basis. This will be effective January 1, 2027.

Section 27.5: Leave for Inclement Weather or Other Emergencies.

The County Executive may grant either Unscheduled leave or Emergency Administrative Leave,
as defined in Chapter 10 of the Personnel Regulations. Such leave may be limited to specific shifts,
time periods or groups of employees. The policy applies on business days, holidays, and weekends.
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In addition, Department Heads may grant Administrative Leave when it is necessary to close
individual Department locations due to breakdowns in essential facility services or equipment
failures making it impossible to accomplish work tasks at the site. Emergency Administrative
Leave may be granted to non-merit and temporary staff in the Bargaining Unit at the discretion of
the Department Head.

Section 27.6: Military Leave.

Employees covered under this Agreement shall be covered by the provisions of the Uniformed
Services Employment and Reemployment Rights Act; Virginia Code Section 44-93; Fairfax
County Code Section 3-1-21; County Personnel Regulations Chapter 1, Equal Employment
Opportunity; PPAPP 17, Military Leave, dated July 1, 2022; Fairfax County Fire and Rescue
Department Standard Operating Procedure 02.01.04, Military Reservist, effective August 1, 2004,
revised November 10, 2022; and the County's Military Pay Differential Program, as applicable.

Article 28: Holidays

A. The County will follow PPAPP 13, Attendance/Absence Reporting for All Employees Except
24-Hour Shift Fire Protection and Law Enforcement Personnel, dated September 26, 2024, and
all applicable Personnel Regulations with respect to holiday pay.

B. The County will observe the following holidays:

New Year’s Day

MLK Day

Inauguration Day (every fourth year when it falls on a business day)
Presidents’ Day

Memorial Day

Juneteenth

July 4

Labor Day

Election Day

Veterans Day

Thanksgiving (including the day after)
Christmas Eve

Christmas Day

C. The County will provide two floating holidays for merit employees per calendar year beginning
January 1, 2027. Employees must provide sufficient advance notice and obtain their
supervisor’s approval to use such holidays. Floating holidays will not be cashed out and will
not carry over from year to year.
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BENEFIT PROVISIONS

Article 29: Insurance

Section 29.1: Medical, Dental, and Vision Insurance.

A.

The County shall continue to provide each eligible employee (as defined in the benefits
eligibility chart, DHR Benefits Division) with the option to participate in the County's medical,
dental, and vision insurance plans with the same plan design, premiums, and other terms and
conditions as other County employees, unless contrary to this Agreement. The details of the
current plans are available online in the Fairfax County Active Employee Benefit Guide.

Any change, elimination, or modification to any of the insurance plans and/or coverages
provided by the County shall require written notice to the Union at least 45 calendar days prior
to the implementation of the changes. The Union may request to bargain over the effects of any
change, elimination, or modification of coverage.

The County shall contribute to each eligible employee's County medical, dental, and vision
plan at the contribution percentages in effect as of May 31, 2023.

Relevant benefit information will be available via the County Intranet in advance of each
annual Open Enrollment period.

The County shall offer a Flexible Spending Account (FSA) and Health Savings Account (HSA)
option to eligible employees.

Section 29.2: Life Insurance.

A.

The County shall continue to provide eligible employees with the option to participate in the
County's life insurance and accidental death and dismemberment insurance ("AD&D") plans
under the same terms and conditions as all other eligible employees. The County shall continue
to offer basic life insurance at the level of at least one time the employee's salary (rounded up
to the nearest thousand) at no cost to the employee.

. The County shall continue to provide an option for eligible employees to obtain supplemental

employee life insurance and AD&D with employees paying 100% of the required premium.
The County may amend the structure of such plans from time to time. The County will present
any change(s) to the Union prior to implementation. Eligible employees will be provided
information via the County intranet in advance of each annual Open Enrollment period.

Section 29.3: Insurance Committee.

SEIU VA 512 shall have the right to establish an Insurance Committee. The Insurance Committee
may review insurance-related documents and present recommendations to the County with regards
to coverage. Any action on these recommendations must be in compliance with Virginia and
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federal law and regulations and is subject to County approval, which may include a fiscal impact
study.

Section 29.4: Disability Benefits.

The County shall continue to provide each eligible employee with the option to participate in the
County's voluntary Long-Term Disability insurance plan. Eligible employees will be provided
information on the County's Intranet in advance of each annual Open Enrollment period.

Section 29.5: Selection Advisory Committee.

One Bargaining Unit member, selected by the Union President, shall serve on the Selection
Advisory Committees when the County distributes Request for Proposals ("RFP") related to
County Benefit Plans (specific RFPs for medical plans, HSA, FSA, Medicare Advantage plans,
dental plans, vision plans, Group Life Insurance, LTD, and deferred compensation plan record
keeper). Representation on this Committee does not negate the County’s obligation to negotiate
impacts of changes to insurance benefits by the County.

Section 29.6: Flexible Spending.

The FSA and HSA benefits shall be greater than, or equal to, those benefits as in effect on
November 15, 2022.

If at any point during the term of this Agreement the IRS increases the maximum annual amount
that may be allocated to any of the County provided FSAs or HSAs, Bargaining Unit members
shall be eligible to contribute up to that new maximum at the start of the succeeding plan year (e.g.,
if the IRS maximum increases in calendar year 2025, Bargaining Unit members will receive the
appropriate increase effective on January 1, 2027.

Article 30: Deferred Compensation

The County shall maintain a deferred compensation plan in accordance with the Fairfax County
Deferred Compensation Plan, effective January 1, 2009.

Article 31: Defined Benefit Plans

Section 31.1: Benefits.

A. Except as provided for in Section 31.2 and 31.3 of this Article, all defined benefits will remain
the same.

B. The County is able to make changes to the retirement and pension plans when required by
applicable law or regulation. In addition, the County can make administrative changes,
such as changing third-party vendors, at the County's discretion.
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Section 31.2: Service Credit for Prior Military Service.

A.

Subject to the approval of the Board of Supervisors, the County agrees to amend the
Employees’ Retirement System (“ERS”) ordinance effective July 1, 2026, to provide that
any ERS member in active service who is also a member of the Bargaining Unit may purchase
service credit for prior active-duty military service in the armed forces of the United States,
provided that the discharge from a period of active-duty status with the armed forces was
not dishonorable. For purposes of this Article, such an amendment shall be referred to as
the "Amendment."

Under the Amendment, no member in service will be allowed to purchase more than a total of
four years of service credit. Nor will any member in service be allowed to purchase service
credit included in the calculation of any retirement allowance received or to be received by the
member from the ERS or other retirement system, or if there is a balance in a defined
contribution account that serves as a primary retirement account related to such service, except
as otherwise required by Chapter 1223 of Title 10 of the United States Code, as amended. The
Amendment will also provide that service credit purchased pursuant to its provisions applies to
the calculation of the member's retirement allowance and the calculation of the member's
retirement eligibility but does not apply to the vesting requirements of the ERS.

Service credit purchased pursuant to the Amendment will be credited to a member only for each
full month of service, as indicated on the member's DD-214 or NGB Form 22 submitted to the
Fairfax County Retirement Administration Agency ("RAA").

. For purposes of the Amendment, "active-duty military service" means full-time service of at least

180 consecutive days in the United States Army, Marine Corps, Navy, Air Force, Space Force,
Coast Guard, or reserve components thereof (including the National Guard). "State" shall
include the District of Columbia and any territory of the United States.

The Amendment will allow the member to make payment for covered service credits in a lump
sum at the time of purchase, through the transfer of funds from another retirement account, as
permitted by and consistent with federal and state law, or by a payment plan with a maximum
duration of 48 months, or any combination thereof. Regardless of the method of payment, the
member is responsible for paying the full costs of the service credits, including any increase in
cost due to the timing of payments. In addition, any member who chooses a payment plan must
enter into a contract with the RAA, which will be responsible for calculating the total cost of the
purchase, including any applicable interest. The contract will provide that, in the event the
member terminates the payment plan prior to making full payment, the member will only be
credited service credits equivalent to the total amount of the payments made prior to the
termination.

Section 31.3: Service Credit for Prior Public Employment.

A.

Subject to the approval of the Board of Supervisors, the County also agrees to amend the ERS
ordinance effective July 1, 2026, to provide that any ERS member in active service who is also
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a member of the Bargaining Unit may purchase service credit for time worked for qualifying
service for a public employer. The member’s prior employment:

1. must have been with a federal, state, or local government entity. “State” shall include
the District of Columbia and any territory of the United States must not be used in the
calculation of a retirement benefit that the employee is currently receiving or is eligible
to receive; and

2. must be verified through certification confirming their total months of creditable service
with the employer.

B. For purposes of the Amendment, “qualifying service for a public employer” means (1) service
that would have otherwise been creditable under the ERS had it been performed under the
jurisdiction of the County, and (2) performed in a position that met the eligibility requirements
for participation in the employee’s prior defined benefit plan.

C. Under the Amendment, no member in service shall be allowed to purchase more than a total of
four years of service credit. Nor shall any member in service be allowed to purchase service
credit included in the calculation of any retirement allowance received or to be received by the
member from the ERS or other retirement system, or if there is a balance in a defined
contribution account that serves as a primary retirement account related to such service, except
as otherwise required by Chapter 1223 of Title 10 of the United States Code, as amended. The
Amendment shall also provide that service credit purchased pursuant to its provisions shall
apply to the calculation of the member's retirement allowance and the calculation of the
member's retirement eligibility but shall not apply to the vesting requirements of the ERS.

D. The Amendment shall allow the member to make payment for covered service credits in a lump
sum at the time of purchase, through the transfer of funds from another retirement account, as
permitted by and consistent with federal and state law, or by a payment plan with a maximum
duration of 48 months, or any combination thereof. Regardless of the method of payment, the
member shall be responsible for paying the full costs of the service credits, including any
increase in cost due to the timing of payments. In addition, any member who chooses a payment
plan shall enter into a contract with the RAA, which shall be responsible for calculating the
total cost of the purchase, including any applicable interest. The contract shall provide that, in
the event the member terminates the payment plan prior to making full payment, the member
shall only be credited service credits equivalent to the total amount of the payments made prior
to the termination.

Article 32: Childcare

All employees covered by this Agreement shall pay the Fairfax County resident rate for childcare
programs managed by Neighborhood and Community Services (NCS) for school-age children ages
5-17 with fee structures under the direct control of the Fairfax County Board of Supervisors.
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WAGE PROVISIONS

Article 33: Salary Rates

Section 33.1: Cost of Living Adjustment.

A. On the first full pay period of FY 2027, all employees covered by the Agreement shall receive
a Cost of Living Adjustment (COLA) of 2%.

B. On the first full pay period of FY 2028, all employees covered by the Agreement shall receive
a COLA of 2%.

C. On the first full pay period of FY 2029, all employees covered by the Agreement shall receive
a COLA of 2%.

Section 33.2: Performance Increases or Longevity Pay for Merit Employees.

For the term of this Agreement, eligible merit employees on the S-scale will receive either
Performance Increases or Longevity pay in accordance with the County’s pay structure and Chapter
12 and Chapter 4 of the Personnel Regulations and will be effective the first full pay period of each
fiscal year of this Agreement.

A. Effective the first full pay period after the start of each fiscal year of this Agreement, all merit
employees covered by the Agreement shall receive a scaled Performance Increase according to
the chart below.

Position in Pay Range

Greater than of Increase Eligible
Less Than

equal to

0% 15% 3.50%

15% 30% 3.00%

30% 45% 2.50%

45% 60% 2.00%

60% 75% 1.50%

75% 100% 1.25% (until max pay scale

achieved)

31



Effective the first full pay period after the start of Fiscal Year 2027, the County will increase
the range spread of the S-scale by adjusting the maximum pay to a minimum of 75% above the
minimum pay rate.

Employees who have reached their 20" and 25" year with the County shall receive a longevity
pay increase of 5%, up to a max of the pay range in accordance with County policy.

Section 33.3: Benchmarking.

The County will no longer conduct an annual benchmark review. However, the County retains the
right, in its sole discretion, to make adjustments to the compensation of any job classification(s)
based on market conditions.

Section 33.4: General.

A.

The living wage policy shall apply to all bargaining unit employees who are scheduled to work
1,039 hours or more per year. The County’s living wage shall be increased to $20 per hour in
accordance with the following schedule:

1. On the first full pay period of fiscal year 2027, $18.50
2. On the first full pay period of fiscal year 2028, $19.25
3. On the first full pay period of fiscal year 2029, $20.00

An employee’s hourly wage will be increased to the County’s living wage, in accordance with
General, Al, 2, and 3 of this Section, only if the employee's hourly wage is below the living
wage for that fiscal year after the applicable fiscal year COLA, Performance Increase, and/or
Longevity has been applied.

The County will continue to follow PPAPP 52, Foreign Language Skills Compensation, dated
July 12, 2025, for the administration of the language skills stipend.

1. Full-time employees authorized to provide language services, including ASL, as a
component of their job shall receive a stipend in accordance with the following schedule.

a. On the first full pay period of fiscal year 2027, $1600
b. On the first full pay period of fiscal year 2028, $1800
¢. On the first full pay period of fiscal year 2029, $2000

2. Part-time employees as defined in PPAPP 52, Foreign Language Skills Compensation,
dated July 12, 2025, authorized to provide language services, including ASL, as a
component of their job shall receive a stipend in accordance with the following schedule.

a.  On the first full pay period of fiscal year 2027, $800
b.  On the first full pay period of fiscal year 2028, $900
c.  On the first full pay period of fiscal year 2029, $1000
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D. Effective the first full pay period in FY 2027, the County will move all P-scale bargaining unit
employees to the S-scale.

E. Bargaining Unit employees who are on the L-scale and X-scale will continue to receive
increases at the discretion of the County.

MISCELLANEOUS PROVISIONS

Article 34: Successor Agreements

A. As provided in VA Code § 40.1-57.2(B), nothing in this Agreement shall be construed or
interpreted as restricting the Board of Supervisors’ authority to establish a budget or appropriate
funds.

B. This Agreement shall be binding upon the Parties and no provisions, terms, or obligations
herein contained shall be affected, modified, altered, or changed unless mutually agreed to in
writing by both Parties.

C. If SEIU VA 512 is replaced as the exclusive bargaining representative for the Bargaining Unit,
the County will negotiate with the successor in accordance with the provisions of the CBO.

Article 35: Effect Of Agreement

Section 35.1: Entire Agreement.

This instrument constitutes the entire Agreement between the County and SEIU VA 512 on the
provisions covered herein, and may be amended only by mutual consent, which shall be reduced
to writing and signed by named, authorized representatives of the County and SEIU VA 512.

Section 35.2: Separability.

If any term or provision of this Agreement is, at any time during the life of this Agreement, in
conflict with any binding law or court decision, such term or provision shall continue in effect only
to the extent permitted by such law or court decision. If any term or provision of this Agreement
1s or becomes invalid or unenforceable, such invalidity or unenforceability shall not affect or impair
any portion of that term of provision, or any other term or provision of this Agreement, not deemed
invalid by the law or court decision.

Article 36: Duration

A. This Agreement shall be effective for the three-year period from July 1, 2026, through June 30,
2029, and the terms contained herein shall become effective July 1, 2026, unless otherwise
specified herein. It is expressly understood and agreed that this Agreement is effective and
enforceable only upon approval by the County Board of Supervisors and the exclusive
bargaining agent as specified in CBO 3-10-13.
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B. This Agreement shall remain in full force and effect unless and until a successor Agreement is
executed. Either party may notify the other in writing no later than March 1, 2028 (or March 1
of any subsequent year thereafter in the case of an automatic renewal) that it desires to
terminate, modify, or amend this Agreement, and negotiations for a subsequent Agreement shall
be commenced on or before July 1, 2028 (or July 1 of any subsequent year thereafter in the
case of an automatic renewal).

IN WITNESS WHEREQF, the Parties to this Agreement have cause their names to be subscribed
below by their duly authorized officers and representatives on this oond day of pecembes 2025.

Fairfax County, ¥irginia SEIU VA 5)2
.'II ; .-".._' .'f -';r'_li
\\ rl"‘-/ |II |;..I';,'. -' f /
7. "--.,_r_,.r1.\_‘_.__||.;;_:_'_____ -

Bryan {;]i]l i
COUTJ[I}!::' Executive
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