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WEINGARTEN RIGHTS

Your Right to Union Representation

You have the right to union representation if you are called to a meeting with management that
could lead to discipline.

“I understand that this proceeding is for the purpose of investigating whether | may receive
discipline. Therefore, | request that a union representative be present on my behalf before this
proceeding continues. If you insist that the proceeding continue without allowing me union
representation, | hereby protest your denial of rights guaranteed to me under federal labor law.”

Weingarten rights were won in a 1975 Supreme Court decision with these
basic guidelines:

You must make a clear request for union representation either before or
during the interview. Managers do not have to inform employees of their
rights.

Management cannot retaliate against an employee requesting
representation.
Management must delay questioning until the union steward arrives.

It is against Federal Law for management to deny an employee’s request
for a steward and continue with an interrogation. In this case, an
employee can refuse to answer management’s questions.

Discipling? Contract violations?
Call the Member Resource Center

If you or a coworker need help regarding an Investigatory Meeting, are facing
Discipline or Corrective Action, or need to report Contract Violations our MRC
Representatives will work with you on a plan of action.
Call the Member Resource Center at: 206-436-6570
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2.2

ARTICLE 1 - RECOGNITION

Bargaining Unit: The Employer recognizes the Union as the sole and exclusive
bargaining representative for all registered nurses employed by the Employer,
excluding supervisors, nurse practitioners, and all other employees of the
Employer.

New Positions: New job classifications which require an RN license as a condition
of employment which are established during the term of this Agreement shall be
covered by this Agreement unless they are bona fide supervisory or
administrative/management positions. The Union will be notified of any new
bargaining unit positions established by the Employer.

ARTICLE 2 - MEMBERSHIP

Membership: All employees covered by this Agreement may elect, but shall not
be required, to become members of the Union and pay periodic dues or other
assessments uniformly required as a condition of Union membership. The
determination to join the Union or to resign from Union membership may be
made by Employees by giving notice of such determination in writing to the
Union and the Employer. Union membership applications and payroll deduction
forms will be distributed to each new employee during orientation. The Employer
will notify employees of their membership rights and responsibilities upon
acceptance of the job offer. The Union will indemnify and hold the Employer
harmless from all claims, demands, suits or other forms of liability that shall arise
against the Employer as a result of the provisions of this Section.

Dues Deduction: During the term of this Agreement, the Employer shall deduct
dues from the pay of each bargaining unit member who under Section 2.1 has
elected to become and remain a Union member and who voluntarily executes a
wage assignment authorization form. When filed with the Employer, the
authorization form will be honored in accordance with its terms, unless a nurse
requests that the Employer stop deducting dues, in which case the Employer will
notify the Union and will honor the nurse’s request except as otherwise specified
in this Section 2.2. If the Union notifies the Employer that the nurse has agreed in
an authorization form signed after June 27, 2018 to authorize the deduction of dues
for a fixed period of time, not to exceed one year or the expiration of this
Agreement (whichever occurs first), and if the Union provides a copy of the
authorization form upon the Employer’s request, the Employer will then continue
deducting dues from that nurse’s pay for the remainder of that fixed period of
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time, at which point the Employer will then automatically stop deducting dues.
The Employer shall not be required to honor any agreement by a nurse to the
automatic extension or renewal of an authorization to deduct dues for a fixed
period of time after the nurse has requested that the Employer stop deducting
dues.

Union dues and a roster of those nurses using payroll deduction will be promptly
transmitted to the Union by check payable to its order. Upon issuance and
transmission of a check to the Union, the Employer’s responsibility shall cease
with respect to such deductions. The Union and each nurse authorizing the
assignment of wages for the payment of Union dues hereby undertakes to
indemnify and hold the Employer harmless from all claims, demands, suits or
other forms of liability that shall arise against the Employer for or on account of
any deduction made from the wages of such nurse.

Employer Roster: Upon written request, but not more frequently than every three
(3) months, the Employer shall provide the Union with a list of names, addresses,
employee number, unit worked, date of hire, and the base wage rate of those
nurses covered by this Agreement. The Employer will provide the Union with a
list of names, employee numbers and addresses of new hires and terminations on
a monthly basis.

Voluntary Political Action Fund: During the term of this Agreement, Employer
shall deduct a sum specified from the pay of each member of Union who
voluntarily executes a political action contribution wage assignment authorization
form, provided that six (6) or more employees execute a wage assignment for
political action contributions. When filed with Employer, the authorization form
will be honored in accordance with its terms. The amount deducted and a roster
of all employees using the payroll deduction for voluntary political action
contributions will be promptly transmitted to the Union by separate check
payable to its order. Upon issuance of and transmission of a check to Union,
Employer’s responsibility ceases with respect to such deductions. Union and the
employee authorizing assignment of wages for payment of voluntary political
action contributions hereby undertakes to indemnify and hold Employer harmless
from all claims, demands, lawsuits or other forms of liability that may arise against
Employer for or on account of any deduction made from the wage of such
employee.

The parties recognize that Union is obligated under the Federal Election
Campaign Act (FECA) to reimburse Employer for its reasonable costs of
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administering the Political Action Fund deduction. Union shall pay Employer’s
reasonable set up costs for administering the deduction. Thereafter Employer and
Union agree that one quarter of one percent (.25%) of all amounts collected for this
fund is a reasonable amount to cover the costs of Employer administering this
deduction.

ARTICLE 3 - UNION REPRESENTATION

Access to Premises: Duly authorized representatives of the Union may have
access at reasonable times to those areas of the Employer’s premises which are
open to the general public for the purpose of investigating grievances and
Contract compliance however, caution must be exercised when discussing issues
within close proximity of the general public. Union representatives shall not have
access to nurses’ lounges, nursing units or other patient care areas unless advance
approval has been obtained from the Employer. Access to the Employer’s
premises shall be subject to the same general rules applicable to other non-
employees and shall not interfere with or disturb nurses in the performance of
their work during working hours and shall not interfere with patient care or the
normal operation of the Hospital.

Bargaining Unit Representatives: The Union shall select nurses from the
bargaining unit to function as Bargaining Unit Representatives. The bargaining
unit representatives shall not be recognized by the Employer until the Union has
given the Employer written notice of the selection and their scope of authority.
Unless otherwise agreed to by the Employer, the investigation of grievances and
other Union business shall be conducted only during non-working times, and
shall not interfere with the work of other employees.

Bulletin Board: The Employer shall furnish a bulletin board at a location
designated by the Employer for the use of the local unit. Such board shall be used
for announcements and notification of professional activity.

Contract and Job Description: The Employer will give each newly hired nurse a
copy of this Agreement and the nurse’s job description. Each nurse shall sign their

individual job description to acknowledge receipt thereof. The Union will provide
copies of the Agreement to the Employer. Additional copies of this Agreement
provided by the Union shall be available in the Department of Human Resources.
The Agreement will be available for viewing in a password protected read only
file within Mid-Valley Hospital’s electronic file system.
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Meeting Rooms: The Union shall be permitted to use designated premises of the
Employer for meetings of the bargaining unit, with or without Union staff present,
provided sufficient advance request for meeting facilities is made to the
designated administrator and space is available.

New Hire Orientation: A bargaining unit representative will be provided the
opportunity to meet with newly employed nurses for up to one-half (2) hour on
a date regularly established by Human Resources for new employee orientation
or at another time mutually agreed to between the Employer and the bargaining
unit representative, within 90 days of a new nurse’s date of hire. Such meeting
will be on paid time, but voluntary, for the newly employed nurse and will be on
the representative’s non-paid time.

ARTICLE 4 - DEFINITIONS

Graduate Nurse: A nurse whose clinical experience after graduation from an
accredited RN program, is less than six (6) months. A Graduate Nurse shali be
assigned under the supervision of more experienced nurses and the guidance of a
designated preceptor. A Nurse operating on a current LPN license will not be
assigned duties that exceed the LPN scope of practice.

A Nurse is expected to perform tasks learned in a basic nursing program and the
Nurse will be orientated to any new policies, procedures and tasks unique to the
Hospital or those that the nurse has not obtained competency per orientation
packet. The Nurse will be given a patient assighment commensurate with their
ability and experience under direct supervision or license held, and count as a
percentage of the staffing compliment appropriate to their ability and experience.
Graduate Nurses will not be assigned Charge Nurse responsibilities.

It is an expectation that the period of graduate work time not exceed three (3)
months but at the end of (3) three months the graduate work time may be
extended up to six (6) months, if the evaluation indicates the orientation has not
been successfully completed at the discretion of the employer. Each nurse shall
receive a copy of the evaluation.

A Graduate Nurse will be promoted to a Staff Nurse when he/she has obtained
RN licensure.

Staff Nurse: A registered nurse who is responsible for the direct and/or indirect
nursing care of the patient.
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4.5

4.6

Full-Time Nurse: A full-time nurse is a nurse who is regularly scheduled to work
thirty-six (36) hours per week or seventy-two (72) hours in any fourteen (14)-day
period and who has successfully completed the required probationary period.

Part-Time Nurse: A nurse who is regularly scheduled to work on a continuing
basis less than thirty-six (36) hours per week or seventy-two (72) hours in any
fourteen (14) day period, and who has successfully completed the required
probationary period.

Probationary Nurse: A probationary nurse is a nurse who has been hired by the
Employer and who has been continuously employed by the Employer for less than
ninety (90) calendar days. The probationary period may be extended by written
mutual consent for a stipulated time period. All nurses shall be evaluated prior
to or upon the completion of any probationary period. During the probationary
period, a nurse may be discharged without just cause and without recourse to the
grievance procedure. Probationary nurses shall be required to give 14 calendar
day notice of intention to terminate. Probationary nurses shall not receive any
fringe benefit compensation during the probationary period, except for holiday
pay, providing the nurse works on the holiday. Upon completion of the
probationary period, all benefits shall accrue from date of employment based
upon paid hours.

4.5.1 Full-time or part-time nurses who change to per diem status and
then return to full-time or part-time status within one (1) year shall
not be subject to the probationary period.

Per Diem Nurse: A per diem nurse works on an unscheduled or intermittent basis
or on a regularly scheduled basis as a temporary employee for a limited period of
time (normally never to exceed one six (6)-month interval). Per diem nurses
accrue seniority at the regular rate and do not receive any benefits, but do receive
sick leave accrued at the per diem rate. Per diem nurses are paid ten percent (10%)
above the nurse’s appropriate placement on the wage scale. Per diem nurses are
eligible to advance on the wage scale pursuant to Section 8.3 and are eligible to
receive shift differential, standby pay, and holiday premium pay, if applicable.
Per diem nurses are subject to the Hospital’s Per Diem Guidelines. Regular status
nurses interested in working on a per diem status should make such request
known to the Director of Patient Care Services. Such request is subject to the
decision of the Director of Patient Care Services. The Employer determines the
number of per diem nurses.
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Preceptor: A preceptor is an experienced nurse appointed by the Employer who
assists the Employer with the planning, organizing, evaluating and training of the
new skill development of a nurse enrolled in a defined program, the parameters
of which have been set forth in writing by the Employer. Inherent in the preceptor
role is the accountability for specific, criteria-based and goal-directed education
and training, established by the Employer, for a specified training period.
Nursing management will determine the need for preceptor assignments. It is
understood that staff nurses in the ordinary course of their responsibilities will be
expected to participate in the general orientation process of new nurses. This
would include the providing of informational assistance, support, and guidance
to new nurses. Payment for preceptor activities will be in accordance with Section
9.5.

Seniority and Benefit Accrual: For purposes of this Agreement and the method of
computing benefits and conditions of employment provided herein, a “month”
shall be defined as one hundred seventy three point three (173.3) hours of pay and
a “year” shall be defined as two thousand eighty (2,080) hours of pay, not to
exceed a maximum of two thousand eighty (2,080) hours in any twelve (12)-month
period. Nurses accrue annual leave pursuant to the Annual Leave Schedule in
Section 10.1 based on the number of years the nurse has worked for Employer
based on the most recent date of hire as a full-time or part-time employee. A year
for purposes of the Annual Leave Accrual Rate Schedule is the completion of
twelve (12) months or one thousand six hundred sixty four (1,664) hours of work,
whichever comes last.

4.8.1 “Hours of pay” shall be defined as hours worked, sick leave, annual
leave, paid leave of absence, callback and overtime hours worked.

4.8.2 Paid leave (excluding standby pay) and low census time off shall be
regarded as time worked for purposes of seniority, advancement on
the wage scale and the accrual of benefits.

Regular Rate of Pay: Unless otherwise required by the Fair Labor Standards Act,
the regular rate of pay includes the base wage rate (Sections 8.1 & 8.2); shift
differential when applicable (Section 9.1); weekend premium pay when applicable
(Section 9.4); preceptor pay if nurse is specifically assigned and actually working
as preceptor (Section 9.5); unit coordinator pay if nurse is regularly designated as
unit coordinator (Section 9.6); charge nurse pay for any shift in which nurse is
designated in charge (Section 9.7); certification pay if applicable (Section 9.8); and
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BSN/MSN pay if applicable (Sections 9.9 & 9.10); provided however, that weekend
premium, preceptor pay, unit coordinator pay, and charge nurse pay {except for
nurses designated in charge for their entire FTE) is not included in the regular rate
of pay for hours paid for, but not worked and training hours under Section 14.2.

ARTICLE 5 - EMPLOYMENT PRACTICES

Equal Opportunity: The Employer and the Union agree that conditions of
employment shall be consistent with applicable state and federal laws regarding
nondiscrimination.

Notice of Termination: Nurses who have completed the required probationary
period shall receive at least fourteen (14) calendar days’ notice of termination or
two (2) weeks’ pay in lieu thereof (prorated for part-time nurses), except in cases
of discharge for just cause.

Notice of Resignation: Nurses shall be required to give at least twenty-one (21)
calendar days’ written notice of resignation. Failure to give notice shall result in
loss of accrued annual leave. The Employer will give consideration to
circumstances, which would make such notice impossible. The Employer’s
decision shall be final and binding on all parties. The employee shall have no
contractual recourse whatsoever.

Discipline and Discharge: No non-probationary full-time or part-time nurse shall
be disciplined or discharged except for just cause. For violations and/or
misconduct, the Employer will administer discipline on a progressive basis. The
disciplinary actions available to the Employer are as follows:

1. Verbal reprimand;

2. Written reprimand;

3. Suspension without pay;
4, Termination.

Notwithstanding the above reference to progressive discipline, if the Employer
determines that the violation(s) and/or misconduct(s) is (are) serious, the
Employer has the right to proceed directly with a suspension without pay or
discharge/termination.

Any employee who is charged with a crime, misdemeanor or felony, may, at the
employer’s election, be subject to immediate suspension without pay pending a
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pre-disciplinary action meeting. The pre-disciplinary action meeting shall be held
no later than 6 (six} weeks from the date of the suspension.

Any employee who engages in misconduct or violations which is cause for
mandatory reporting under WAC 246-16-200 to 246-16-270, WAC 246-840-730,
and rules referenced therein may, at the Employer’s election, be subject to
immediate suspension without pay pending a pre-disciplinary action meeting.
The pre-disciplinary action meeting shall be held no later than six (6} weeks from
the date of the suspension. If, after the pre-disciplinary action meeting, it is
determined there is no cause for disciplinary action, the employee will be
reinstated and receive back pay for time loss. If after the pre-disciplinary action
meeting, the Employer determines there is just cause for disciplinary action, the
discipline and/or grievance shall not interfere with the Employer complying with
mandatory reporting per WAC 246-16-200 to 246-16-270, WAC 246-840-730, and
rules referenced therein.

Copies of disciplinary actions shall be provided to the nurse and the Union.
Nurses are hereby required to sign all disciplinary actions for the purpose of
acknowledging receipt thereof. Nurses shall be given the opportunity to provide
a written response to any disciplinary action, which shall be retained with the
disciplinary action in the nurse’s personnel file.

Nurses may be subject to disciplinary action for unsatisfactory job performance,
attendance problems, and/or failure to comply with the Employer’s policies and
procedures.

5.4.1 Representation: Any nurse may request the presence of an authorized
Union representative during any fact-finding meeting with management
which may lead to the discipline or discharge of the nurse, providing the
Union representative’s attendance will not cause any unreasonable delay.
This provision shall not apply to supervisory counseling of a nurse where
no disciplinary action is intended, nor to meetings held for the sole purpose
of communicating to the nurse the disciplinary action being taken by the
Employer against the nurse.

Evaluations: The Employer shall use criteria based job descriptions to evaluate
nurses. The Employer shall retain a signed copy of the evaluation for each nurse.
Nurses will be evaluated in writing prior to completion of the residency or
probationary period and annually thereafter. Interim evaluations may be
conducted as may be required by the Employer. The evaluation is a tool for



56

5.7

assessing the professional skills of the nurse and for improving and recognizing
the nurse’s performance. Evaluations may be used in conjunction with
progressive disciplinary actions and/or in combination with a serious single
violation and/or misconduct. The nurse will be given a copy of the evaluation.
Nurses shall sign the evaluation acknowledging receipt thereof. Nurses will be
given the opportunity to provide a written response to the evaluation, which will
be retained with the evaluation in the nurse’s personnel file. Any change to the
current evaluation form or procedure shall be brought to the Union’s attention
prior to any change implementation.

5.5.1 Negative Evaluation: A negative evaluation is one where performance is
measured on a three-category scale, and scores of “does not achieve
expectations” equals forty (40%) percent or more of the total ratings. A
negative evaluation will result in the development of a mutually agreed to
plan for corrective action, which will be based on the applicable job
description and reasonable measurable criteria. The negative evaluation
may also serve as a basis for progressive disciplinary action or serious
disciplinary action based on a single performance problem of a significant
nature.

Job Description: The Employer has the right to modify the job description, from
time to time, based on a change in work requirements or reorganization. If the
Employer modifies the job description, the Employer will provide the Union and
affected nurses sixty (60) calendar days’ written notification of the job description
changes with the implementation date in the notification, except in the event of an
emergency. If there is an emergency, then the Employer will provide as much
notice to the Union and the affected nurses as is reasonable based on the
emergency circumstances. During the period of notification, the Union shall (1)
provide the Employer with input regarding the changes for the Employer’s
consideration; and (2) bargain over the effects of any changes implemented by the
Employer.

Personnel Files: Nurses shall have access to their personmnel files under
supervision of the Department of Human Resources. Written personnel action
forms and duplicates will be used to specify conditions of hiring, change in status,
pay, shift or leave of absence. The nurse will be given a copy of this form. Except
for references from previous Employers, nurses may receive copies of other
materials in their personnel file.
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Verbal reprimands, written reprimands, suspensions without pay and discharges
shall be maintained in each employee’s personnel file. Verbal reprimand shall
remain in effect in the file for a period of one (1) year from the date of issuance (or
until one (1) year after any comparable verbal or written reprimand issued during
this period, whichever is later), written reprimand shall remain in effect in the
personnel file for a period of two (2) years from the date of issuance (or until two
(2) years after any comparable written reprimand issued during this period,
whichever is later), and suspensions without pay, as well as discharges, shall
remain permanently in effect in the personnel file. Nurses shall have the right to
comment on disciplinary actions and performance evaluations in their personnel
file.

A nurse may review their personnel file and request removal of verbal and written
reprimand after the effective date has expired. Copies of documents from
personnel files are available to an employee or others if the employee signs a
written release before copies are made. Human Resources will provide up to
twenty (20) pages free, but charge twenty-five cents ($.25) per page for Union
requests in excess of twenty (20) pages. The Union may request documents from
personnel files provided the Union’s request is reasonable in scope and does not
violate right to privacy laws and regulations.

Administrative personnel have the right to review and use personnel documents
for discipline, evaluating, and/or grievance purposes as examples, but not limited
thereto.

Travel: If a nurse is required by the Employer to accompany a Hospital patient
off Hospital premises, the nurse shall be considered in the employ of the
Employer. The Employer shall compensate the nurse for all necessary travel
expenses incurred by the nurse under such circumstances in accordance with
Hospital policies.

Mileage: Subject to prior approval, nurses required to use their personally owned
automobile on Hospital business will be reimbursed for their mileage in
accordance with Hospital policy.

Floating: The Employer retains the right to change the nurse’s daily work
assignment to meet patient care needs. Nurses will be expected to perform all
basic nursing functions but will not be required to perform tasks or procedures
specifically applicable to the nursing unit for which they are not qualified or
trained to perform. Nurses required to float within the Hospital will receive
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orientation appropriate to the assignment. Orientation may vary depending upon
the nurse’s previous experience and familiarity with the nursing unit to which the
nurse is assigned. Cross training to other departments may be made available at
a nurse’s request and at the discretion of the employer.

Safety Procedures: Appropriate safety equipment and procedures will be
provided for nurses who deal with infectious or contagious patients. Nurses are
encouraged to bring their safety concerns to the appropriate Safety Committee.

Substance Abuse: The Employer, the nurses, and the Union have a joint interest
in work place safety and in job performance. The Employer and the Union
recognizes that drug and alcohol abuse is treatable illnesses. The Employer will
establish a work place policy offering education, treatment, and support for an
employee’s efforts to seek rehabilitation. The Employer and the Union support
efforts, which will enable the chemically impaired nurse to remain in professional
nursing practice after rehabilitation. Employees needing help in dealing with
drug and alcohol problems are strongly encouraged to voluntarily seek
rehabilitation referral through the employee health service and to use their health
insurance as appropriate. Employees voluntarily requesting assistance prior to
detection will not be subject to disciplinary action and will be given a medical
leave of absence by the Hospital; provided, however, the Employer is not
obligated to maintain an open position for such employee(s) if keeping the
position open would result in additional costs and/or inefficiencies to the
Employer. The Employer and the Union will encourage and support employee
participation in the State substance abuse monitoring program for registered
nurses, including individually tailored return to work agreements, through which
employees may seek confidential assistance in the resolution of chemical
dependency or other problems which may impact job performance. The
Employer further acknowledges that alcoholism and chemical dependency are
health conditions for which the employee is eligible to use sick leave and/or
medical leave of absence under the same terms as other health conditions. The
Employer, subject to its determinations as to work requirements and services, will
make a reasonable effort to work with an employee to adjust their work schedule
on a temporary basis to support the chemically dependent employee’s
participation in prescribed treatment programs; provided, however, this shall not
require other nurses to change their work schedules or require the Hospital to
assume extra costs to accomplish this objective. The Employer and the Union and
the employees acknowledge and agree that nurses continue to be responsible for
maintaining satisfactory job performance and attendance and for compliance with
the Employer’s policies and procedures. The provisions of this Section are subject
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to the language set forth in Section 5.4 above. The employer has the right to
request drug screening of any employee based on reasonable suspicion. The
Union and nurses agree that nurses who are discovered to have a substance abuse
problem, or who voluntarily seek assistance for substance abuse problem, will be
subject to entering into a return to work/last chance agreement, which will include
terms and conditions as determined jointly by the Washington Health
Professionals Services, the Employer and the employee. The provisions of this
Section shall not preclude the Employer from immediately reporting an employee
to the appropriate State Licensing and/or accreditation authorities.

ARTICLE 6 - SENIORITY

Definition: Seniority is defined as a full-time or part-time nurse’s continuous
length of service based upon compensatory hours as a registered nurse with the
Employer from most recent date of hire. Seniority shall not apply to a nurse until
completion of the required probationary period. Upon satisfactory completion of
this probationary period, the nurse shall be credited with seniority from most
recent date of hire. Regular status nurses who (1) take a position outside of the
bargaining unit or (2) change to per diem status, and subsequently return without
a break in employment, shall upon return to regular status, have previous
seniority and benefit accruals reinstated excluding the time spent on per diem
status or in a non-bargaining unit position. Per diem nurses shall accrue seniority
at the regular rate and shall not receive any benefits.

Layoff Defined: The Employer, in its sole discretion, has the right to determine
the necessity of layoffs inclusive of, but not limited to, lack of work, lack of funds,
reorganization, and/or a combination thereof as determined by the Employer. It
is the Employer’'s sole discretion to determine which unit(s) and/or which
department(s) will be affected by the layoff. A layoff is defined as a permanent or
prolonged reduction in the number of nurses employed by the Hospital as
determined by the Employer. Twenty-one (21) days advanced notice of layoff (or
pay in lieu thereof to the nurse) will be provided to the Union and to nurses subject
to potential layoff. Upon request, the parties will meet for the purpose of
reviewing the order of layoff. Subject to the Employer’s determination as to skill
requirements and service requirements, agency nurses and probationary nurses
in the affected department(s) and unit(s) will be the first to be laid off. If the
Employer determines, based on objective unit-specific criteria and job
descriptions, that because of skill and service requirements, agency nurses and
probationary nurses must be kept, the Employer has the right to layoff regular
full-time and/or part-time nurses first.

12



6.2.1 Department Layoff: If a department layoff is determined by the Employer
to be necessary, nurses will first be designated for layoff on the shift in the
department affected by the reduction with the least senior nurse(s) on the
shift being designated for layoff, providing skill, competence, experience
and ability to perform the required work is considered substantially equal
in the opinion of the Employer. The nurse(s) designated for layoff on that
shift may displace the position (FTE) of the least senior nurse(s) on another
shift in that department, providing the nurse displaced on the other shift
has less seniority. Any nurse subject to layoff, if eligible, may select a
position from the Low Seniority Roster (Section 6.3), providing the nurse is
qualified for the position in the opinion of the Employer.

6.2.2 Department Merger and/or Restructure: In the event of a merger of two or
more departments into a single department, a division of a department into
two or more departments, or a restructuring of one or more existing
department(s), the Employer shall provide a thirty (30)-day written notice
to affected nurses, except in emergencies where the Employer shall provide
as much notice as circumstances permit. The Employer will determine the
number of full-time and part-time FTEs by shift required for the new or
restructured department(s). A listing of the FTEs for each shift on the
new/restructured department(s), including qualification requirements,
shall be posted in the department(s) for at least seven (7) days. By the end
of the posting period, each nurse shall have submitted to the Employer a
written list, which identifies and ranks the nurse’s preferences for all
available positions (first to last). Based upon these preference lists, the
Employer will assign nurses to positions in the new/restructured
department(s) based upon seniority, providing skill, competence, ability
and experience are considered equal in the opinion of the Employer;
provided however that if in the opinion of the Employer an assignment
would result in nurses with less than one year of clinical nursing experience
and/or who have not completed the probationary period filling too high a
proportion of the positions on a particular shift of the new/restructured
department(s), the Employer may give notice to the Union and request a
different assignment, which request will not be unreasonably denied.
Nurses who are not assigned a position in the new/restructured
department(s) may select a position from the “Low Seniority Roster”
(Section 6.3), if eligible, providing the nurse is qualified for the position in
the opinion of the Employer. As a result of this process, a nurse’s shift, FTE
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status, hours per day and/or days per week may be changed to reflect the
new job requirements.

6.2.3 Nurses who are on annual leave, approved leave of absence or sick leave,
and who are unable to be reached by telephone within the first twenty-four
(24) hours of the notice of layoff, merger or restructure, will be sent notice
by certified mail, return receipt requested, to their home address. If a nurse
has not contacted the Employer regarding their preferences, as provided
for in this Agreement, the Employer will assign the nurse any available
position as appears to be appropriate based upon the nurse’s seniority,
subject to skill, competence, ability and experience in the opinion of the
Employer. The process for assignment to available positions will not be
delayed due to the absence of the nurse.

Low Seniority Roster: The “Low Seniority Roster” shall be a listing of nurses most
recently hired into full-time or part-time positions by the Hospital, and will
represent a number equivalent to thirty percent (30%) of the total regular full-time
and part-time nurses in the bargaining unit. This listing shall include department,
employment status (FTE) and shift. Any nurse identified for layoff whose name
already appears on the Low Seniority Roster, and any nurse on the Low Seniority
Roster whose position has been assumed as a result of the selection process
specified above, shall be subject to immediate layoff. The low seniority roster will
be posted in Human Resources, Nursing Services and Nurses lounges.

Orientation: A nurse will be considered eligible for a position from the Low
Seniority Roster if, in the Employer’s opinion, the nurse can become oriented to
the position within four (4) weeks. If the nurse has not achieved a satisfactory
level of performance in the judgment of the Employer within four (4) weeks, the
nurse will be laid off without further notice.

Per Diem Work: Nurses subject to layoff or an involuntary reduction in their FTE
may request per diem work by providing the Employer with a written request,
which includes the employee’s specific availability. The Employer will make a
good faith effort to give the employee subject to layoff or FTE reduction preference
for the per diem requested. If the nurse declines per diem work previously
requested on more than three (3) occasions, the employee will lose the preferred
status for per diem work.

Recall: Nurses on layoff status shall be placed on a reinstatement roster for a
period of twelve (12) months from date of layoff. When a vacancy occurs, nurses
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will be reinstated in the reverse order of the layoff, providing skill, competence,
ability and experience are considered substantially equal in the opinion of the
Employer. A nurse shall not accrue seniority while on layoff status. Upon
reinstatement, the nurse shall begin to accrue seniority and other benefits (subject
to any plan eligibility requirements) and shall have previously accrued seniority
and benefits restored.

Termination: Seniority shall cease upon termination of employment; for example:
discharge, resignation, retirement, failure to return to work on a timely basis from
an approved leave of absence, refusal to accept a comparable job opening (same
FTE status and shift) offered by the Employer while on layoff status, after twelve
(12) consecutive months of layoff, or failure to comply with specified recall
procedures established by the Department of Human Resources. The Employer
will notify the Union of any recall procedures prior to the recall. Nurses on layoff
shall be responsible for maintaining current addresses and telephone numbers
with the Employer. Failure to comply with the notification and reporting
requirements contained herein shall result in termination.

Seniority Roster: A seniority roster will be available in the Department of Human
Resources at least fourteen (14) days in advance of a layoff.

Low Census: Low census is defined as a decline in patient care requirements
resulting in a temporary staff decrease. In the event of a low census condition, the
Employer will seek out volunteers to take time off before determining and
implementing the reduced staffing schedule required. If a full-time or part-time
staff nurse requests or volunteers for low census, a scheduled per diem nurse may
be allowed to work that shift. In all other low census conditions, per diem nurses
will be released from scheduled duty prior to regular status nurses. If there are
insufficient volunteers, the Employer will endeavor to rotate low census
equitably. Nurses working in ED Float, ER, OR, OB and as a Charge Nurse are
expected to be on standby if placed on low census (see Section 9.3.3.). Should
additional hours become available, such hours will be offered to full-time and
part-time nurses who have been placed on low census. Such additional hours
shall be allocated as mutually agreed to by the Employer and employee so as not
to place a nurse in overtime status, as provided in Section 7.4 of this Agreement.
Low census days shall not be deducted from the nurse’s anniversary date for
purpose of accrual of benefits and seniority.

Job Posting: When a nurse opening occurs, the Employer has the right to
concurrently advertise for outside applicants. If the Employer determines that
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more than one applicants meets posted job qualifications, the current employee
with the greatest seniority will be awarded the position, provided skills,
competency, abilities and experience are considered substantially equal in the
opinion of the Employer. Notice of job openings shall be posted seven (7) days in
advance of their being filled except under unusual circumstances that required
more immediate action on the part of the Employer. Vacancy announcements will
indicate if applicants may apply to fill only part of a position. Preference will be
given to applicants who apply for the full position. To be considered for such job
opening, a nurse must indicate such interest to the Human Resources Department
through the electronic job application system required by the Employer. Effective
January 1, 2011, written application for position, unit and shift changes may be
submitted in advance in January, February and March of each calendar year and
be in effect until December 31 of year submitted, to the Human Resources
Department. Such advance applications shall not apply where a temporary
reassignment is necessary to provide quality patient care, nor will they apply
when a position is being filled on a temporary basis by a nurse for orientation and
training. When the Employer is unable to transfer a qualified nurse to a vacant
position, and the nurse remains in her/his current position on a temporary basis,
the nurse will be notified as to when the transfer may be expected to take place in
the future. Absent unusual circumstances beyond the Employer’s control, it
would be the intent of the parties that the term “temporary basis” would mean a
period of time not to exceed sixty (60) days.

ARTICLE 7 - HOURS OF WORK AND OVERTIME

Work Day:

7.1.1 The normal eight (8)-hour workday shall consist of eight (8) hours of work
to be completed within eight-and-one-half (8'2) consecutive hours.

7.1.2 The normal ten (10)-hour workday shall consist of ten (10) hours of work
to be completed within ten-and-one-half (10%2) consecutive hours.

7.1.3 The normal twelve (12)-hour workday shall consist of twelve (12) hours of
work to be completed within twelve-and-one-half (12}2) consecutive hours.

Work Period: The normal work period shall consist of forty (40) hours of work
within a seven (7)-day period or eighty (80) hours of work within a fourteen (14)-
day period. The work period begins and ends with the start of the first shift of
eight (8) or more hours on Monday morning. If the majority of a twelve (12) hours
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shift is on Monday but began on Sunday (such as 7 p.m. to 7 am.), then it is
included in the next work period, Nurses shall not normally be scheduled for
more than three (3} consecutive twelve (12) hours shifts.

Other Work Schedules: The Employer has the right to implement and change
shifts in accordance with the provision of Section 7.1 above. This right to
implement and change shifts pertains to shifts of eight (8), ten (10) and twelve (12)
hours and/or a combination thereof.

7.3.1 If the Employer intends to change any nurse(s) shift(s) to a shift other than
an eight (8), ten (10) or twelve (12)-hour shift, then this will be considered
an innovative shift and will require the Employer to provide the Union
with written notification. Upon request of the Union, parties must meet to
negotiate terms and conditions of such a new schedule.

7.3.2  If the Employer changes shifts within an entire department, then the nurses
will have the opportunity to bid on the new shifts by seniority within the
department, subject to the necessary skills, competency, abilities, training
and experience being available on applicable shifts as determined by the
Employer.

Overtime: For eight (8) hour shifts, overtime shall be compensated for at the rate
of one-and-one-half (1'4) times the regular rate of pay for time worked beyond the
normal eight (8) hour workday or work period (over forty (40) in a seven (7) day
period or over eighty (80) in a fourteen (14) day work period). If a nurse works
more than four (4) consecutive hours beyond the scheduled full-time work shift,
all additional hours following the first four (4) hours of overtime shall be paid at
the rate of double (2x) the nurse’s regular rate of pay.

For ten (10) hour shifts, overtime shall be compensated at the rate of one and one-
half (1'2) times the regular rate of pay for time worked beyond the normal ten (10)
hour work day or beyond the normal work period (forty (40) hours within a seven
(7) day period). Ten (10) hour shift nurses who work over fourteen (14) hours
shall receive double (2x) the nurse’s regular rate of pay beginning with the 15th
hour.

For twelve (12} hour shifts, overtime shall be compensated at the rate of one and
one-half (1%2) times the regular rate of pay for time worked beyond the normal
twelve (12) hour work day or beyond the normal work period (forty (40) hours
within a seven (7) day period). Twelve (12) hour shift nurses who work over
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sixteen (16) hours shall receive double (2x) the nurse’s regular rate of pay
beginning with the 17th hour.

Overtime is calculated to the nearest fifteen (15) minutes. Time paid for but not
worked does not count as time worked for purposes of computing overtime pay.
All overtime is subject to approval in advance by Employer, except in extenuating
circumstances. “Hours of work” includes only hours actually worked and does
not include sick leave, annual leave, paid or unpaid leaves of absence.

No Pyramiding: There shall be no duplicating or pyramiding of overtime or other
compensation paid at the rate of time and one half (1'2) or double time (2x) for the
same hours worked. When a nurse is eligible for both time and one half (1'%)
and/or double time (2x) and/or premium pays, the nurse shall not be entitled to
both types of compensation, but shall be eligible to receive only the higher of the
rates of pay or applicable premiums.

Meal/Rest Periods: All nurses shall receive an unpaid meal period of one-half (14}
hour. Nurses required to remain on duty or return to their nursing unit to perform
nursing duties during their meal period shall be compensated for such time at the
appropriate rate of pay. All nurses shall be allowed two (2) paid rest periods of
fifteen (15) minutes each during each shift of eight (8) hours or more in duration.
For twelve-hour shifts only, employees will be entitled to three (3) fifteen (15)
minute breaks. The application of this Section shall be consistent with state law.
Effective July 1, 2021, the rest periods will generally incorporate a period of ten
(10) uninterrupted minutes when and to the extent required by state law, provided
that such an uninterrupted period is and remains a requirement of state law.

Weekends Off: The Employer will make a good faith effort to schedule all full-
time and part-time nurses to every other weekend off. In the event a full-time or
part-time nurse is required to work on that nurse’s scheduled weekend off, all
time worked on that weekend off shall be paid for at the rate of one and one half
(1¥2) times the regular rate of pay. This Section shall not apply to nurses who
request more frequent weekend duty. Nurses who wish to trade weekends with
the approval of supervision shall not be entitled to the time and one-half
provision. Weekends shall be defined as Saturday and/or Sunday for day and
evening shift nurses and Friday and/or Saturday for night shift nurses. Standby
(and callback) on scheduled weekends off shall be paid pursuant to Sections 9.2
and 9.3 and shall not be regarded as a weekend worked for purposes of this
Section 7.7.
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Time Off Between Shifts: Each nurse shall normally have an unbroken rest period
between shifts as indicated below, unless emergency conditions require such
nurse to work longer periods to meet nursing care requirements. This provision
may be waived by mutual consent between the nurse and Employer.

7.8.1

7.8.2

7.8.3

7.8.4

Eight (8)-Hour Shift Rest Between Shifts: Each nurse assigned to work an
eight (8)-hour shift will normally receive an unbroken rest period of at least
ten (10) hours between shifts, unless emergency conditions require such
nurse to work longer periods to meet nursing care requirements. Nurses
who work without ten (10) hours off between regularly scheduled eight (8)-
hour shifts will be entitled to be paid at time and one half (11%) for the hours
worked within the ten (10)-hour period. This provision shall not apply to
nurses assigned to stand-by and callback.

Twelve (12)-Hour Shift Rest Between Shifts: Each nurse assigned to work

a twelve (12)-hour shift will normally receive an unbroken rest period of at
least nine-and-one-half (9%2) hours between shifts, unless emergency
conditions require such nurse to work longer periods to meet nursing care
requirements. Nurses who work without nine-and-one-half (9%2) hours off
between regularly scheduled twelve (12)-hour shifts will be entitled to be
paid at time and one half (1'%) for the hours worked within the nine-and-
one-half (9'2) hour period. If an employee works four (4) hours past the
regular shift, then the next shift will be paid at time and one-half (1%2). This
provision shall not apply to nurses assigned to stand-by and callback.

Ten (10)-Hour Shift Rest Between Shifts: Each nurse assigned to work a ten
(10)-hour shift will normally receive an unbroken rest period of at least ten
(10) hours between shifts, unless emergency conditions require such nurse
to work longer periods to meet nursing care requirements. Nurses who
work without ten (10) hours off between regularly scheduled ten (10)-hour
shifts will be entitled to be paid at time and one half (1'4) for the hours
worked within the ten (10)-hour period. This provision shall not apply to
nurses assigned to stand-by and callback.

Waiver by Mutual Consent: Provisions contained in Sections 7.8.1 through
Section 7.8.3 above, regarding the amount of rest between shifts, may be
waived by mutual agreement between the nurse and the Employer.

Monthly Work Schedules: Subject to the provisions of Section 7.3 above, monthly
work schedules will be posted by the twentieth (20") day of the preceding month.
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In emergency and/or unforeseeable conditions (included but not limited to low
census and illness) where patient care services needs are not being met, the
Employer has the right to change individual hours of work. In other situations,
individual hours of work may change if such change is agreeable to both parties;
provided, however, this provision does not alter the Employer’s rights under the
provisions of Section 7.3 above. Four (4) week work schedules will be adjusted to
be in conformance with the nurse’s time card.

The Hospital will make a reasonable effort to accommodate requested schedule
changes and requested exchange of days between nurses, providing the nurses
who are trading days have the nursing skills to perform the required nursing care
and the change is mutually agreeable to the nurses and the Employer.

Employee initiated schedule changes and/or trades shall not result in overtime or
premium pay obligations being incurred by the Employer. Nurses will be
informed subject to timing and practical considerations of any changes to the
posted monthly work schedule.

Shift Rotation: Except for emergency conditions involving patient care there shall
be no shift rotation for present nurses except by mutual agreement. The Union
shall be notified of any shift rotations posted. If shift rotation is required,
volunteers will be sought first. If there are insufficient volunteers, the Employer
will first rotate nurses hired specifically with a shift rotation requirement and then
make rotation assignments based on seniority, providing skill, competence, ability
and availability are equal in the opinion of the Employer. Itis the expectation that
an “emergency condition” will not exceed (3) three months. Shift rotation
positions will be reviewed quarterly for safety by the staffing committee.

Report Pay: Any nurse who is scheduled to work and comes to work without
receiving prior notice not to report to work (i.e., low census), shall receive four (4)
hours of work at the regular rate of pay. Should the Employer make a bona fide
attempt to notify the nurse of a cancellation of shift but be unsuccessful in doing
so, this provision shall not apply. It shall be the responsibility of the nurse to
maintain a current address and telephone number listing with the Human
Resources Department. Failure to do so shall excuse the Employer from the
notification requirements provided herein.

Change in FTE Status: If the Employer determines a reduction in FTE is necessary,

the Employer will first seek volunteers from the department and shift to
accomplish these changes. If no volunteer is found the least senior nurse(s) on the
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shift in that department will receive the FTE reduction. Any nurse subject to an
involuntary reduction in their FTE will be given preference up to their prior
position (FTE) if the Employer seeks to expand the hours of an existing FTE on the
nurse’s department and shift.

Number of Positions and Schedules: The Employer has the exclusive right to
determine and change the number of forty (40) hour, thirty-six (36) hour, thirty-
two (32) hour, thirty (30) hour, twenty-four (24) hour, twenty (20) hour, sixteen
(16) hour and twelve (12) hour per week positions, as well as the right to schedule
these positions in accordance with the provisions of Section 7.1 above.

ARTICLE 8 - COMPENSATION

Wage Rates: The schedule of wages is attached and incorporated herein by
reference as Appendix A and Appendix B. All calculations, placements,
progressions and recognition for past experience shall be determined by the
Employer. If there is an alleged payroll error involving a nurse’s placement or
progression, the question may be referred to the Nurse Practice/Conference
Committee (Section 14.3). Nothing in this Agreement shall prohibit the Employer,
at its sole discretion, from paying wages for the Appendix A or Appendix B job
classification in excess of the wage schedule provided for in Appendix A or
Appendix B, with notice to the Union.

Graduate RN shall receive $1 less per hour than the staff RN rate of pay described
in Appendix A as “Less than one year.” Upon completion of the graduate nurse
period, a nurse shall move to the RN “Less than one year” rate of pay. Thereafter,
the RN would move from the “Less than one year” rate of pay to the first year
increment as provided for in Section 8.3 of this Agreement.

Compensation: Effective the first full pay period following ratification of this
agreement, Appendix A (hospital nurses) shall be modified as indicated in the
Appendix. Effective the first full pay period following ratification of this
agreement, Appendix B (clinic nurses) shall be modified to reflect a four percent
(4.0%) increase in nurse’s base wage rate.

Appendix A and Appendix B shall be modified effective May 1, 2023 to reflect a
four percent (4.0%) general increase nurse’s base wage rate. Appendix A and
Appendix B shall be modified effective May 1, 2024 to reflect a four percent (4.0%)
general increase for nurse’s base wage rate.
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All changes in compensation set forth in this Agreement shall become effective the
first full payroll period on or after the date designated. All calculations, initial
step placements, and progression are determined by Employer and are not subject
to the grievance procedure.

Advancement on the Wage Scale: Advancement from one wage step to the next
is based upon time worked at that step rather than time employed by the Hospital.
Advancement from one step to the next on the wage scale will occur upon
completion of each twelve (12) months or one thousand six hundred sixty four
(1,664) hours of work, whichever comes last.

Recognition of Past Experience: Nurses hired during the term of this Agreement
shall be placed at a wage level that reflects at least the following crediting of the
employee’s continuous recent experience:

a. Nurses with continuous recent inpatient acute care experience will receive
one (1) year for one (1) year credit subject to (d) below.

b. Nurses with continuous recent home health, nursing home, rehabilitation,
clinic or public health experience will receive full or partial experience
credit for such continuous recent experience as is determined relevant in
the judgement of the Employer.

C. If a newly hired nurse is placed at a wage step higher than an existing nurse
who believes he or she has the same or a greater number of years of
continuous recent experience, then the existing nurse may request a review
of his or her continuous recent experience based on documentation in the
employee’s personnel file. If the Employer determines that the existing
nurse has the same or greater experience due to continuous recent
experience for which the nurse has not received credit, such credit will be
applied on a prospective basis.

d. For purposes of subsections a - c above, continuous recent experience shall
be defined as clinical nursing experience as a registered nurse or experience
as a nurse practitioner without a break in nursing experience which would
reduce the level of nursing skills in the opinion of the Employer. A year of
continuous recent experience will consist of at least one thousand six
hundred sixty-four (1664) hours per year. Fewer hours will be considered
a partial year of continuous recent experience based on proration from one
thousand six hundred sixty four (1664) hours per year. No year will be
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considered more than one year of continuous recent experience no matter
how many hours worked. Per diem experience at MVH or other employers
will be considered continuous recent experience in the judgment of the
Employer. This credit is only for experience prior to the original date of
hire at Mid-Valley Hospital. It is the exclusive prerogative of the Employer
to determine how much credit/recognition for past continuous recent
experience an employee shall receive and to determine at which step in the
pay schedule to place an employee in all circumstances. The Employer’s
determination is final and binding on all parties and employees. The
Employer’s determinations are not subject to the grievance procedures.

ARTICLE 9 - PREMIUM PAY

Shift Differential: Nurses who are assigned to work four (4) or more hours in the

second shift as defined below, shall be paid a shift differential of three dollars and
twenty five cents ($3.25) per hour over the base wage rate, for only those hours
worked in the second shift.

First Shift:  7:00 a.m. - 7:00 p.m., all departments except Surgical Services.
Second Shift: 7:00 p.m. - 7:00 a.m., all departments except Surgical Services.

Third Shift:  If the employer elects to create a Swing Shift, the normal hours for
such a shift are 2:00 p.m. - 11:00 p.m. In addition, nurses who are
assigned to work four (4) or more hours within this shift and who
start at 10:45 a.m. or thereafter will receive the applicable shift
differential. The third shift differential will be one dollar and
seventy-five cents ($1.75) per hour over the base wage rate subject
to the above provisions. This differential is not applicable to nurses
who work the First Shift or Second Shift as described above.

Standby: All nurses scheduled or asked by the Employer to “stand by” awaiting
call to work shall be paid standby pay at the rate of ($3.50) per hour.

Callback: If a nurse is called back to work while on standby status, the nurse shall
be paid for all hours worked at the rate of one and one-half (114) times the regular
rate of pay, with a minimum guarantee of two {2) hours of work, but not to exceed
the amount of pay the nurse would receive had the nurse worked the total number
of hours of scheduled standby. All hours worked while on callback from standby
status shall count toward the nurse’s accrual of benefits, not to exceed two
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thousand eighty (2,080) hours in a calendar year. Shift differential shall not be
paid when a nurse is working on callback status pursuant to this Section. This
Section shall not apply to per diem employees.

9.3.1 Weekend Callback: If a nurse actually works more than sixteen (16) hours
while on callback status between 11:00 p.m. Friday and 11:00 p.m. Sunday,
all hours worked in excess of sixteen (16) hours shall be paid at the rate of
double time (2x).

9.3.2 Short Notice Pay: When a nurse who is not scheduled, on call, or on
standby status for a specified shift is called in to assist in Surgery,
Emergency, Labor and Delivery or Acute Care with less than four (4)-
hours’ notice, the nurse shall receive time and one half (1'4) pay as specified
above; however, the nurse will not receive standby pay.

9.3.3 Any nurse who is on call for the Operating Room or OB ICU, ER, for a
specified shift will be expected to be within the vicinity of Mid-Valley
Hospital. Maximum response time for nurses placed on call should not
exceed thirty (30) minutes. Maximum time to respond to Trauma Call
should not exceed twenty (20) minutes.

9.34 If a nurse on low census standby is called into work prior to the start of
their shift or before, they will receive straight time pay for the entire shift
they are scheduled. An allowance of one (1) hour to travel to work will be
given to any nurse form the time they are called until they clock in at the
hospital.

Weekend Premium Pay: Any nurse who works on a weekend shall receive
premium pay per hour for each hour worked on the weekend in addition to the
nurse’s base wage rate. For premium pay purposes, the weekend shall be defined
as a forty-eight (48)-hour period beginning on or after 7:00 p.m. Friday and ending
on or before 7:00 p.m. Sunday. Weekend premium pay will be two dollars and
tifty cents ($2.50) per hour subject to the above provisions.

Preceptor Pay: Any nurse specifically assigned by the Employer as a preceptor
shall receive premium pay per hour while actually working with a transitioning

nurse as follows: The preceptor pay will be one dollar and seventy five cents
($1.75) per hour.
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Unit Coordinator: A nurse who is assigned by the Employer unit coordinator
responsibilities shall receive an additional seven percent (7%) per hour over the
nurse’s base wage rate.

Charge Nurse: A nurse who is assigned by the Employer (non-supervisory)
charge nurse responsibility shall receive an additional seven percent (7%) per hour
over the nurse’s base wage rate.

Certification Pay: Nurses who become certified (National Certifications) shall
receive one dollar ($1.00) per hour premium for each certification added to their
base wage rate up to a maximum of three dollars ($3.00) per hour for three
certifications. National Certifications must be obtained through one of the
National Nursing Certification Boards, e.g. Board of Certification for Emergency
Nursing. For any new National Certifications that become available the Nurse
Staffing Committee will review and advise regarding these new certifications with
management reserving the right to accept these certifications. To receive the
additional one dollar ($1.00) per hour maximum of three (3) certifications the
National Certification must be directly related to the work that is normally
performed at Mid-Valley Hospital.

BSN Pay: Nurses eligible for BSN pay shall receive one dollar ($1.00) per hour.
The Employer shall determine eligibility.

MGSN Pay: Nurses eligible for MSN pay shall receive one dollar and twenty five
cents ($1.25) per hour. The Employer shall determine eligibility.

Registered Nurse First Assist (RNFA): A RNFA shall receive an additional seven

percent (7%) per hour over the nurse’s base wage rate.

Bilingual Premium: When an employee is certified to provide medical translation
services, such individual shall receive a premium of one dollar ($1.00) per hour as
a premium on their regular rate of pay. Management shall retain the right to
designate translators and to establish testing requirements to certify translators.
Employees not so designated shall have the right to decline requests to provide
medical translation services.

ARTICLE 10 - ANNUAL LEAVE
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10.2

10.3

Annual Leave: Full-time and part-time employees shall accrue annual leave based
upon hours of pay as defined in Section 4.8.1 in accordance with the following
schedule:

Annual Leave Accrual Rate Schedule

Description Hourly Accrual Rate | Example: Assuming Nurse
Works Full Time
0 to 5 years 07692 20 days (160 hours)
5to 12 years 09615 25 days (200 hours)
12 to 15 years 10384 27 days (216 hours)
15 or more years 11538 30 days (240 hours)

Annual leave begins accruing the first day of employment. During the
probationary period, an employee is not eligible to receive compensation from the
annual leave account. Upon satisfactory completion of the required probationary
period, an employee is eligible to take any annual leave, which has accrued.

Note: Above schedule includes recognition of nine (9) paid holidays which
includes one eight (8)-hour floating holiday.

Scheduling: The Employer retains the right to schedule annual leave in such a
way as will least interfere with patient care and work load requirements of the
Employer. All requests for annual leave will be processed electronically.
Consideration for time off for annual leave purposes shall be granted to nurses
based on seniority. A nurse desiring annual leave shall submit to their manager,
as far in advance as is reasonable, but not less than two (2) weeks before the
schedule is posted. The nurse will be notified in a reasonable time before the
requested annual leave whether the annual leave is approved. A nurse will be
paid no more than the nurse’s accrued annual leave. In the case of conflicting
requests for annual leave, seniority shall prevail. Seniority shall not affect
approved annual leaves. Nurses will not be required to obtain their own annual
leave relief. Nurses requesting annual leave over sixty (60) days in advance will
be notified at least twenty-one (21) days from submission in advance of the
requested annual leave as to whether or not their request will be approved.

Payment at Year-End: Annual leave which has accrued in a prior calendar year
but has not been scheduled off during a subsequent calendar year shall be paid to
the nurse in a lump sum as of December 31 of that year; payment to be made
during the month of January. If employee chooses to defer year-end annual leave
payout, they may do so by submitting a written request by December 15* to
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Human Resources, with a maximum deferral time of six months ending June 30t
Employees accepting annual leave in the form of direct compensation rather than
paid time off shall not be eligible to later schedule time off without pay.

Work on Holidays: Nurses who work on New Year’s Day, Martin Luther King
Day, President’'s Day, Memorial Day, Independence Day, Labor Day,
Thanksgiving Day or Christmas Day shall be paid at time and one half (1%) the
nurse’s regular rate of pay. Holiday will begin at 0001 to 2400 hours of the actual
date of the Holiday. The nurse will also receive annual leave pay to the extent
accrued for the regular hours worked on the holiday, upon written request by the
nurse. Holiday work shall be rotated among nurses by the Employer to the extent
possible. Calendar dates to be observed as holidays shall be specified by the
Employer by January 31 of the new year.

Payment at Termination: After completion of the probationary period, a nurse
who has provided the required twenty-one (21) day written notice of resignation
shall be paid upon termination of employment for all annual leave earned.

Pay Rate: Annual leave will be paid at the regular rate of pay in effect at the time
the annual leave pay is received by the nurse.

ARTICLE 11 - SICK LEAVE

Accrual: Regular full-time and part-time nurses shall accumulate sick leave
benefits at the rate of .04615 hours per each one (1) hour worked (eight (8) hours
for each one hundred seventy three point three (173.3) hours worked). At the end
of each calendar year, regular full-time and part-time nurses may carry over up to
a maximum of four hundred eighty (480) hours of unused sick leave benefits per
nurse into the next calendar year. Hours not carried over shall be removed from
the nurse’s account.

Any nurse who at the end of the last full pay period in December, 2019 has
accumulated more than 500 hours of unused sick leave benefits shall retain and
be entitled to use that accumulated amount and shall be permitted to carry over
unused sick leave benefits up to that grandfathered maximum accumulation
amount at the end of each calendar year. However, if at the end of any calendar
year any such nurse has fewer hours of unused sick leave benefits than the nurse’s
grandfathered maximum accumulation amount (for example due to use or
conversion), the nurse’s grandfathered maximum accumulation amount will be
permanently reduced to that lower amount of unused sick leave benefit hours, but
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will in no case be reduced below the contractual maximum accumulation amount
of 480 hours.

Per diem nurses shall accumulate sick leave benefits at the rate of .025 hours per
each one (1) hour worked (four and one third (4 1/3) hours for each one hundred
seventy three point three (173.3) hours worked). At the end of each calendar year,
per diem nurses may carry over up to a maximum of forty (40} hours of unused
sick leave benefits per nurse into the next calendar year. Hours not carried over
shall be removed from the nurse’s account.

Use and Compensation: Sick leave benefits may be used, to the extent accrued
and unused, beginning on the 90th day of employment. Sick leave benefits may
be used for the purposes allowed under the Washington State Paid Sick Leave
Law, RCW 49.46.200 et seq., and for any purpose required by applicable law.
When used, sick leave benefits are paid at the nurse’s regular rate of pay.

Notification: The Employer may require notice in advance of the nurse’s use of
sick leave benefits as allowed under the Washington State Paid Sick Leave Law,
RCW 49.46.200 et seq. For unplanned use of sick leave benefits, the nurse should
notify the Employer, if possible, at least eight (8) hours in advance of the nurse’s
scheduled shift if the nurse is unable to report for duty as scheduled. Failure to
do so may result in loss of paid sick leave for that day. Prior to payment for sick
leave, reasonable proof of illness may be required. Proven abuse of sick leave will
be grounds for discharge.

Conversion of Sick Leave to Vacation: Upon completion of one (1) full year of
employment, in December of each year a nurse may elect to convert sick leave
hours to vacation leave hours subject to the formula of three (3) hours of sick leave
for each single hour of annual leave, up to a maximum of thirty-two (32) hours of
annual leave per year, with ninety-six (96) hours of sick leave to be deducted from
the sick leave accumulation. No nurse will be eligible for this conversion benefit
uniess they have at least four hundred forty (440) hours of sick leave accumulated
in any given year that they may seek conversion. The eligible nurse must notify
the Employer by December 10 of each year regarding the nurse’s desire to convert
sick leave.

ARTICLE 12 - LEAVES OF ABSENCE

In General: A leave of absence is a period of time during which a person
temporarily leaves the active employment of the Employer with the intention of
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resuming employment on a definite, stated date, and during which time the nurse
receives no pay or benefits, unless the nurse elects to take annual leave or accrued
sick leave benefits in the appropriate case. Subject to the provisions of this Article,
Nurses(s) shall retain their placement on the wage scale, step placement for
purposes of annual leave accrual, seniority and benefits accrued at the time of
taking a leave of absence. The leave of absence shall commence beginning on the
first day of absence from work.

Request for Leave: All leaves of absence are to be requested from the Human
Resources Department in writing as far in advance as possible, stating the reason
for the leave and the amount of time requested. The Director of Human Resources
or designee will issue a written reply within ten (10) days of the leave request
submittal date to grant or deny the leave. If denied, the written reply will state
the reason for such denial.

Health Leave: After one (1) year of continuous employment, leave without pay
shall be granted upon request of a nurse for a period of up to six (6) months for
health reasons upon the recommendation of a physician without loss of benefits
or seniority accrued to the date such leave commences. Health leave runs
concurrently with any leave taken under the Family Medical Leave Act (FMLA),
Washington Paid Family & Medical Leave, or other available paid or unpaid leave
taken for a health-related purpose. Nurses returning from leave before exhausting
their FMLA entitlement or the amount of available accrued annual leave or sick
leave benefits, whichever is greater, shall be reassigned to their former position or
an equivalent position. Nurses returning beyond their FMLA entitlement period
and after exhausting their available accrued annual leave or sick leave benefits
shall be reassigned to their former or equivalent position whenever possible.
Health leaves begin from the date of first absence from work.

Maternity Leave: A nurse may take an unpaid leave of absence (or nurse may use
available sick leave benefits or annual leave) for the entire period of time she is
sick or temporarily disabled because of pregnancy or childbirth, without loss of
benefits accrued to the date such leave commences. Except as provided in Section
12.5.1, Maternity leave runs concurrently with any leave taken under the Family
Medical Leave Act (FMLA), Washington Paid Family & Medical Leave, or other
available paid or unpaid leave taken for a pregnancy- or childbirth-related
purpose. If the nurse’s absence from work for maternity reasons does not exceed
the period of physical disability and any parental leave nurse is entitled to, the
nurse shall return to work to her original or equivalent position with equivalent
pay, benefits, and other employment terms. Prior to the nurse returning from a
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leave of absence, the Employer may require a statement from a physician verifying
the period of physical disability and attesting to the nurse’s capability to perform
the work required of the position.

Parental Leave: After completion of one (1) year of employment, a leave of
absence without pay shall be granted upon request of the nurse for a period of up
to six (6) months for the care of a new born natural or adopted child or to care for
a terminally ill child, without loss of benefits accrued to the date such leave
commences. Parental leave runs concurrently with any leave taken under the
Family Medical Leave Act (FMLA), Washington Paid Family & Medical Leave, or
other available paid or unpaid leave taken for a parental purpose. Except in
special circumstances, employees must give at least thirty (30) days advance
written notice of parental leave. The Employer shall guarantee the nurse’s
position if the nurse returns from leave on or before the nurse exhausts their
FMLA entitlement or the amount of available accrued annual leave or sick leave
benefits. If the nurse elects not to return to work at that time, the nurse when
returning from the leave of absence will then be offered the first available opening
consistent with the job description held by the nurse prior to the leave of absence.
Parental leave shall be administered by the Hospital consistent with and subject
to the conditions and limitations set forth by state law.

12.5.1 Leave Combined: A nurse may guarantee her position for a period of up
to the period of disability plus twelve (12) weeks by combining her
maternity and parental leave. The total amount of combined maternity and
parental leave cannot exceed the longer of six (6) months or the period of
disability plus twelve (12) weeks.

Personal Leave: After one (1) year of continuous employment, an unpaid leave of
absence for personal reasons may be granted at the discretion of the Employer.

12.6.1 Subject to staffing considerations and prior approval, full-time employees
shall be allowed up to three (3) days off per year without pay for personal
reasons. Part-time employees shall be allowed one (1) day off per year
without pay subject to the same conditions. Each occurrence of time off
shall constitute one (1) day.

Military Leave: Leave required in order for a nurse to maintain status in the
military reserve of the United States shail be granted without pay and without loss
of benefits accrued to the date such leave commences.
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[ury Duty: Regular nurses who serve on jury duty shall be compensated by the
Employer for the difference between their jury duty pay and their regular rate of
pay for the days that the nurse is scheduled to work. A nurse shall be required to
give the Employer prompt notice of call for jury duty and must provide
satisfactory evidence of jury duty and payment received for jury duty. To be
eligible for jury duty pay, a nurse who reports for jury duty and is excused must
immediately report back to the Employer indicating the nurse’s availability for
work. Nurses who serve as a witness on behalf of the Employer or who serve as
a juror will be administratively assigned to the day shift Monday through Friday
until released as a witness or juror. Nurses subpoenaed for proceedings not
involving the Employer will be given unpaid release time.

Return from Leave: Except as otherwise provided for herein, nurses returning
from an approved leave of absence shall be entitled to the first available job
opening consistent with the job description held by the nurse immediately prior
to the leave of absence. This commitment shall supersede the job posting
procedure specified in Section 6.10 of this Agreement. When ready to return from
a leave of absence, the nurse must submit a letter to the Director of Human
Resources in advance, stating the nurse’s availability and interest in returning to
work. Failure to notify the Hospital of the employee’s interest in returning to
work by the expiration date of the leave shall result in the employee’s termination,
unless the leave is extended at the sole discretion of the Employer. If more than
one nurse is on a leave of absence, the first nurse indicating their interest and
availability in returning to work in a job classification will be considered first for
reinstatement. In the event that a nurse on a leave of absence is not returned to
work within six (6) months from the date the nurse was expected to return from
the leave of absence, the nurse will be terminated.

Leave with Pay: Leave with pay through the use of available accrued annual or
sick leave benefits shall not alter a nurse’s anniversary date of employment or
otherwise affect compensation or status with the Employer.

Leave without Pay: Nurses on a leave without pay for six (6) months or less shall
not accrue nor lose any time during the leaves of absence for purposes of
placement on the wage scale or accrual of benefits.

Emergency Leave: Upon completion of the probationary period, paid emergency
leave (prorated for part-time nurses) up to a total of forty (40) hours per year may
be allowed for critical illness or death in the immediate family. Immediate family
shall be defined as those persons related by blood, marriage or legal adoption as
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follows: grandparent, parent, wife, husband, brother, sister, child, grandchild,
mother-in-law, father-in-law or any relative living at the nurse’s residence on a
permanent basis. Emergency leave shall only apply to regularly scheduled shifts
and shall not be applicable to scheduled days off. Additional unpaid leave may
be granted where extensive travel is required.

Job Related Study: After one (1) year of continuous employment, permission may
be granted for leave of absence for up to one (1) year without pay for job-related
study (e.g., full-time academic study, participation in research projects, foreign
travel to examine alternative health care options, providing health care in
underserved areas and publishing), without loss of accrued benefits, providing
such leave does not jeopardize Hospital services. The final decision to grant or
deny a leave will be made by the Employer.

Professional Leave: Up to five (5) paid “Educational Leave Days” per calendar
year per year of leave with pay may be granted for attending professional
meetings, such as workshops, seminars and educational programs, provided such
leave shall be subject to budgetary considerations and scheduling requirements of
the Employer. The term “professional meetings” is defined as meetings
conducted to develop the skills and qualifications of nurses for the purposes of
enhancing and upgrading the quality of patient care and shall not include any
meetings conducted for other purposes including purposes relating to labor
relations or collective bargaining activities. Part-time nurses shall be paid on a
pro rata basis for attending professional meetings. Part-time nurses shall be paid
on the same basis as full-time nurses when attendance at such meetings is required
by the Employer. When the Employer requests that a nurse participate in a
specified educational program, the Employer will pay all reasonable expenses,
including one hundred percent (100%) tuition and fees associated with such
program.

Union Leave: Nurses who are Union board members, stewards, or labor-
management committee members, not to exceed six (6) persons in any calendar
year, may be provided unpaid release from up to one (1) shift per calendar year
for the purpose of attending a Union-sponsored training in leadership,
representation and dispute resolution. Nurses must make a request for the time
off at least ten (10) days prior to the posting of their work schedule and the time
off shall be subject to the scheduling requirements of their Department.

Union Steward Paid Time: If the Employer, in its sole discretion, requests that a
nurse who is a Union Steward participate in a representative capacity in an
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investigation, disciplinary, or grievance proceeding on behalf of another
employee on a day the Steward is not scheduled to work, the Steward will be paid
at the Steward’s base rate of pay for the actual time spent in this capacity, exclusive
of any travel time, with a minimum of one (1) hour. Such time will not be
considered time worked.

ARTICLE 13 - HEAL.TH AND WELFARE —~ RETIREMENT

Medical and Dental Insurance: Subject to Section 13.5, the Employer and the

Union agree to be bound by the terms of the Trust Agreements, which created the
Sound Health and Wellness Trust, as initially executed on June 18, 1957, or the
Trust Agreement which established the Sound Health and Wellness Trust, initially
adopted December 3, 1998, as applicable, by all subsequent revisions or
amendments thereto, and by all policies and other conditions of participation and
eligibility, which may be established from time to time by the Plan Document, the
Trusts’ Rules and Regulations, the Summary Plan Description, and other pertinent
procedures, practices, and Trustee actions. The Employer accepts the Employer
Trustee members of the Board of Trustees, and their duly appointed successors,
as its representatives for purposes of managing the Trust. The Union accepts the
Labor Organization Trustee members of the Board of Trustees, and their duly
appointed successors, as its representatives for purposes of managing the Trust.

Adoption of Health and Welfare Labor Agreement: Subject to Section 13.5, the
Employer and the Union agree to be bound by the Health and Welfare Labor
Agreement, effective May 2007, by and between Allied Employers, Inc. and
UFCW Union Locals 21, 44, 81, 367, 1439, UFCW International, and Teamsters
Union Local 38, and by all subsequent revisions or amendments thereto.

Employers party to this Agreement shall continue to pay on a per compensable
hour basis (maximum of one hundred and seventy-three (173) hours per calendar
month per employee) into the Sound Health and Wellness Trust for the purpose
of providing the employees with hospital, medical, surgical, vision, group life,
accidental death and dismemberment, weekly indemnity benefits and dental
benefits in accordance with the contribution rates and related provisions
established by the separate Health and Welfare Agreement between Allied
Employers, Inc, and various Local Unions dated April 1, 1977 and as
subsequently amended, including the revision dated May 8, 2016.

The details of the benefit programs including a description of exact benefits to be
provided and the rules under which employees and their dependents shall be
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eligible for such benefits, shall be determined by the Trustees of the Retail Clerks
Welfare Trust in accordance with the terms and provisions of the Trust Agreement
creating the Retail Clerks Welfare Trust, dated June 18, 1957, and may be
subsequently amended.

The term “compensable hour” shall mean any hour for which any employee
receives compensation required by this Agreement.

The contribution referred to shall be computed monthly and the total amount due
for each calendar month shall be remitted in a lump sum not later than twenty (20)
days after the last day of the month in which the contributions were earned.

Notwithstanding the forgoing Section, the Board of Trustees of the Retail Clerks
Welfare Trust shall have the authority to establish and enforce a method for
reporting contributions on an accounting period basis, rather than a calendar
month basis. In such case, the one hundred seventy-three (173) hour maximum
shall be appropriately adjusted, as directed by the Trustees, provided that in no
event shall the Employer’s total obligation be different than what it would have
been on a calendar basis. Further, the total contributions due for each approved
accounting period shall be remitted in a lump sum not later than twenty (20) days
after the end of the accounting period.

13.1.1 Effective in the payroll period following signature by the last signing party,
the Employee shall pay one-hundred dollars ($100) per month toward the
premium for employee only to the Sound Health and Wellness Trust.
Employees shall pay their portion of the premium by payroll deduction.
The employee shall pay one hundred percent (100%) of dependent
premiums by payroll deduction. In addition, the Employee will pay
twenty nine cents per compensable hour through the life of the contract.
(Please refer to LOU number 1 located on the last page of the contract). The
additional weekly amount charged by the Sound Health and Wellness to
the employee based on the coverage selected will continue to be paid by
the employee.

Eligible employees are those employees who work sixty (60) hours, or
more, per month for employee only coverage and eighty (80) hours, or
more per month, for employees who select dependent coverage, up to a
maximum of one hundred seventy three (173) hours per month based upon
the number of hours actually worked by an employee. Sick leave and
annual leave count towards the one hundred and seventy three hours per

34



13.2

13.3

13.4

13.5

month maximum. Standby hours shall not count toward the one hundred
seventy three (173) hour per month maximum.

The Employer is not responsible for any tax liability and/or responsibility
on the part of the employee(s) which may result from a non-pretax status
deduction.

The Sound Health and Wellness Trust shall be solely responsible for the
payment of coverage’s and benefits provided by the Trust Fund Health and
Welfare Program(s). The employer agrees to abide by the rules of the
Sound Health and Welfare Trust.

Health Tests: At the time of employment and thereafter, all nurses shall receive a
tuberculin test or chest X-ray as required by the State Department of Health. Upon
request by a physician, a CBC, basic metabolic panel and routine urinalysis will
be provided at no cost to the nurse once each year.

Other Insurance: The Employer will provide worker’s compensation insurance
and unemployment compensation insurance in accordance with the laws of the
State of Washington.

Retirement Plan: A retirement plan shall be provided by the Employer.
Retirement benefits and eligibility requirements for participation shall be defined
by the plan.

Plan Changes: The Employer will make all determinations with regard to plans,
plan design, policies, carriers, coverages, benefits and premiums. If the Employer
decides to adopt a new medical plan or change a medical plan resulting in material
changes in premium costs or benefit coverage, the Employer and the Union may
establish an insurance committee which includes two representatives from each
bargaining unit, two non-represented employees, and two from management.
The committee will review policies, benefits and premiums, and make
recommendations to the Employer. The Employer will consider the
recommendations but reserves the right to make the final determination with
regard to plans, plan design, policies, carriers, coverages, benefits and premiums.
The Employer will notify the Union, in writing, of the Employer’s determinations.
Upon request by the Union, during the ninety (90) calendar day period following
notification, the Union and Employer will negotiate about the Employer’s medical
plan determinations, but the obligation to bargain about the changes ceases after
the ninety (90) calendar day period. Thereafter, Employer has the right to
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implement its determinations regarding new or changed plans, plan design,
policies, carriers, coverages, benefits and premiums. Employer’s determinations
are not subject to the grievance procedures.

ARTICLE 14 - NURSING PRACTICE AND EDUCATION

Orientation: The objectives of orientation shall be to familiarize nursing staff with
the objectives and philosophy of the Hospital and nursing services, to orient
nursing staff to Hospital policies and procedures, and to instruct nursing staff as
to their functions and responsibilities to enable them to practice independently.
Nursing staff will be oriented through a combination of instructional conferences,
floor and/or shift work. It is understood that staff nurses in the ordinary course
of their responsibilities will be expected to participate in the general orientation
process of new nurses. This would include the providing of informational
assistance, support and guidance to new nurses.

In-Service Education: A regular and ongoing in-service education program shall
be maintained. The objectives of in-service education shall be to review the
philosophy, objectives and functions of in-service education in light of needs of
personnel, nursing department and nursing care; to provide ongoing education
programs which will enhance patient care; to review current nursing care trends.
The functions of in-service education shall be to promote the safe and intelligent
care of the patient; to develop staff potential; to create an environment that
stimulates learning creativity, and personal satisfaction; and to facilitate cross-
orientation. Nurses who are required to attend in-service education meetings or
staff meetings shall be paid at the applicable rate of pay.

Nursing Practice/Staffing Committee: The Employer, jointly with elected

representatives of the bargaining unit, shall select a committee, consisting of eight
(8) members, with the functions of:

¢ To assist with personnel and other mutual problems.

* To foster improved communication between the Employer and the nurses.

¢ To consider constructively staffing and scheduling issues and the productive
and efficient use of nursing personnel.

The function of the committee shall be limited to an advisory rather than a
decision-making capacity. Four(4) members of the Committee shall be selected by
the Union and Four (4) members shall be selected by management. One of the
management representatives shall be the Director of Patient Care Services or
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15.1

designee. All members of the committee shall be employees of the Hospital.
Appropriate resource persons may be invited to participate. The committee shall
meet quarterly with additional meetings to be requested by either party upon
submittal of a written agenda.

ARTICLE 15 - GRIEVANCE PROCEDURE

Grievance Defined: A grievance is defined as an alleged violation of the terms
and conditions of this Agreement. If a grievance arises, the nurse shall utilize the
following grievance procedure.

Step 1 - Department Manager:

If a nurse has a grievance, the nurse shall present the grievance in writing to the
nurse’s Department Manager within fourteen (14) calendar days from the date
when the nurse became aware of the facts that constitute the grievance. Upon
receipt thereof, the Department Manager shall attempt to resolve the problem and
shall respond in writing within fourteen (14) calendar days following receipt of
the written grievance.

Step 2 - Director of Patient Care Services and Director of Human Resources:

If the matter is not resolved at Step 1, the nurse shall present the written grievance
within seven (7) calendar days of the immediate supervisor’s decision to the
Director of Patient Care Services. The Director of Patient Care Services, the
Director of Human Resources and the nurse shall confer within fourteen (14)
calendar days in an attempt to resolve the grievance. The Bargaining Unit
Representative may be present, if requested by the nurse. The Director of Patient
Care Services shall then issue a written reply within seven (7) calendar days
following the meeting.

Step 3 - Hospital Administrator:

If the matter is not resolved at Step 2, the nurse shall present the written grievance
within seven (7) calendar days of the Step 2 response to the Hospital
Administrator or designee. Within fourteen (14) calendar days thereafter, there
shall be a meeting with the Hospital Administrator, or designee, the nurse and/or
the Bargaining Unit Representative and/or a Union Representative. The
Administrator, or designee, will issue a response within fourteen (14) calendar
days following the meeting.
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Step 4 - Arbitration:

If the grievance is not settled on the basis of the foregoing procedures, the Union
may submit the issue in writing for arbitration within ten (10) calendar days
following the Step 3 decision. Within five (5) calendar days of notification that the
dispute is submitted for arbitration, the Hospital and the Union shall attempt to
agree on an arbitrator. If the Hospital and the Union fail to agree on an arbitrator,
a list of eleven (11) arbitrators shall be requested from the Federal Mediation and
Conciliation Service. The parties shall thereupon alternate in striking a name from
the panel until one name remains. The person whose name remains shall be the
arbitrator. The arbitrator’s decision shall be final and binding on all parties. The
arbitrator shall have no authority to add to, subtract from, or otherwise change or
modify the provisions of this Agreement as they may apply to the specific facts of
the issue in dispute. The arbitrator shall have no authority to substitute his
judgment for that of the Employer or reverse the Employer’s exercise of discretion
in management decisions involving patient care. Each party shall pay one-half
(2) of the arbitrator’'s fees and expenses associated with and/or involving
arbitration proceedings. Each party shall pay their own attorneys’ fees,
representative fees, witness fees and any other expenses, as well as costs,
associated with presentation of their side of the case. Any arbitrator accepting an
assignment under this Article agrees to issue an award within forty-five (45)
calendar days of the close of the hearing or the receipt of post-hearing briefs,
whichever is later.

The time limits set forth in the grievance procedure may only be extended by
mutual agreement of the Union and the Hospital, and shall be confirmed in
writing by the parties.

Any disposition of a grievance from which no appeal is taken within the time
limits specified herein shall be deemed withdrawn and shall not thereafter be
subject to the grievance procedure.

ARTICLE 16 - UNINTERRUPTED PATIENT CARE

No Strike: It is recognized that the Employer is engaged in a vital public service
requiring continuous operation, and it is agreed that recognition of such
obligation of continuous service is imposed upon both the nurse and the Union.
Neither the Union nor its member, agents, representatives, nurses or persons
acting in concert with them, shall incite, encourage or participate in any strike,
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walkout, slowdown or other work stoppage of any nature whatsoever during the
life of this Agreement for any cause whatsoever.

No Lockout: The Employer agrees not to engage in any lockout during the life of

this Agreement.
ARTICLE 17 - MANAGEMENT RIGHTS

The Union and the employees agree that the Employer has certain core
management rights which the Employer has the right to decide and to implement,
without negotiations. If effects bargaining is applicable, the parties agree to
adhere to the provisions of Section 17.3 below.

Employer core management rights referenced in Section 17.1 above are inclusive
of, but not limited to, the following:

17.2.1 The right to establish and modify reasonable work rules and procedures.

17.2.2 The right to schedule any and all work and overtime work, and the
methods and process by which said work is to be performed in a manner
most advantageous to the Employer and consistent with the Employer’s
assessment of the public interest and patients’ needs.

17.2.3 The right to hire and lay off employees as deemed necessary by the
Employer.

17.2.4 The right to discipline an employee for just cause as indicated in Sections
5.4 and 5.5.

17.2.5 The right to make any and all determinations as to size and composition of
the work force.

17.2.6 The right to direct employees to carry out duties connected with operations
not enumerated in job descriptions.

17.2.7 The right to take whatever actions the Employer deems necessary to carry

out services in an emergency. The Employer shall be the sole determiner
as to the existence of an emergency.
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17.2.8 The right to modify and/or restructure any and all operations and any and
all services in order to more effectively and efficiently carry out patient care
and services on a cost-effective basis as determined by the Employer.

17.2.9 The right to introduce new improved and automatic methods and
equipment to improve efficiency and reduce costs.

17.2.10 The right to close or liquidate, combine, locate, relocate, and/or reorganize
divisions, offices, branches, operations, clinics, units, and/or facilities.

17.2.11 The right, at all times, to determine the budget provided that such rights
shall not be exercised so as to violate any of the specific provisions of this
Agreement.

The Union has the right to request to bargain about the effects of an Employer
decision(s) when the effects are not already addressed in this Agreement. In order
for the Union to activate its right to bargain about the effects of an Employer
decision(s), the Union must provide notification of its desire to bargain about the
effects within ten (10) calendar days of the Employer’s notice to the Union of its
decision(s). Examples of where effects may already be addressed and about which
no negotiations may be necessary are inclusive of, but not limited to, low census,
job posting, layoffs, hours of work, discipline, health insurance plans, etc. The
Employer reserves the right to implement following an impasse of effects
bargaining. If there is an emergency, timelines for effects bargaining are not
applicable.

All matters not covered by the language of this Agreement shall be administered
by the Hospital on a unilateral basis in accordance with such policies and

procedures as the Employer, from time to time, shall determine.

ARTICLE 18 - GENERAL PROVISIONS

State and Federal Laws: This Agreement shall be subject to all present and future
applicable federal and state laws, executive orders of the President of the United
States or the Governor of the State of Washington, and rules and regulations of
governmental authority. Should any provision or provisions become unlawful by
virtue of the above or by declaration of any court of competent jurisdiction, such
action shall not invalidate the entire Agreement. Any provisions of this
Agreement not declared invalid shall remain in full force and effect for the term
of the Agreement. If any provision is held invalid, the Employer and the Union
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shall enter into immediate negotiations for the purpose, and solely for the
purpose, of arriving at a mutually satisfactory replacement for such provision.

Amendments: Any changes or amendments to this Agreement shall be in writing
and duly executed by the parties hereto.

Past Practices: Any and all agreements, written and verbal, previously entered
into between the parties hereto are mutually cancelled and superseded by this
Agreement. Unless specifically provided herein to the contrary, past practice shail
not be binding on the Employer.

Successorship: This Agreement shall be binding upon any successor Employer.

The Employer shall have the affirmative duty to call this provision to the attention
of any successor organization.

ARTICLE 19 - DURATION AND TERMINATION

This Agreement shall be effective upon ratification, except as otherwise indicated, and
shall remain in full force and effect until April 30, 2025. Either party wishing to amend
the terms of the Agreement or to terminate the Agreement may do so by giving written
notice to the other party not less than ninety (90) calendar days in advance of the
expiration date.

IN WITNESS WHEREOF, the parties have signed of Agreement this _36 ﬂ'day of

Tuwne-2022,

OKANOGAN COUNTY PUBLIC UNITED FOOD & COMMERICAL
HOSPITAL DISTRICT NO. 3 d/b/a WORKERS UNION 3000

MID VALLEY HOSPTIAL {: J

WINNIE ADAMS FAYE GUENTHER
Interim CEO President
RANDY COFFELL

Director of Human Resources
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MEMORANDUM OF UNDERSTANDING ONE
Regarding Conditional Amendment of Article 2, Section 2.2

This memorandum of understanding is agreed upon between Mid-Valley Hospital and
United Food and Commercial Workers Union 3000 to address in advance the possibility
that certain language in Article 2, Section 2.2 might be determined to be unlawful, and to
provide for specific replacement language that will be automatically implemented in that
event, in lieu of bargaining.

Article 2, Section 2.2 contains a clause which begins “When filed with the Employer, the
authorization form will be honored in accordance with its terms, unless a nurse requests
that the Employer stop deducting dues, in which case the Employer will notify the Union
and will honor the nurse’s request . . .” and then continues with the following language
that is the subject of this MOU:

. . except as otherwise specified in this Section 2.2. If the Union notifies the
Employer that the nurse has agreed in an authorization form signed after June 27,
2018 to authorize the deduction of dues for a fixed period of time, not to exceed
one year or the expiration of this Agreement (whichever occurs first), and if the
Union provides a copy of the authorization form upon the Employer’s request, the
Employer will then continue deducting dues from that nurse’s pay for the
remainder of that fixed period of time, at which point the Employer will then
automatically stop deducting dues. The Employer shall not be required to honor
any agreement by a nurse to the automatic extension or renewal of an
authorization to deduct dues for a fixed period of time after the nurse has
requested that the Employer stop deducting dues.

If all or any part of the language that is the subject of this MOU as stated in the block
quotation above is determined by the courts or proper government agencies to be in
contradiction to any state or federal law, that language shall be stricken from the contract
and the remainder of Article 2, Section 2.2 shall remain intact and in full force and effect.
Such a determination will not create any duty for the Employer or the Union

42



to bargain over replacing this language, over Article 2, Section 2.2, or over any other term
of the contract, whether under Section 18.1 or any other bargaining obligation.

OKANOGAN COUNTY PUBLIC UNITED FOOD & COMMERICAL
HOSPITAL DISTRICT NO. 3 d/b/a  WORKERS UNION 3000
MID VALLEY HOSPTIAL

Is/ Jackie Williams
Randy Cgfelln o Jackie Williams

Director of Human Resources Negotiator
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LETTER OF UNDERSTANDING #1

This is a Letter of Understanding (“LOU”) by and between UFCW 3000 and Mid-Valley
Hospital, collectively referred to herein as “the Parties”.

By this LOU, the Parties seek to agree upon an understanding to Section 13.1.1 of the
Collective Bargaining Agreement for the period of May 1, 2022 through April 30, 2025.

By this LOU, the Parties acknowledge and represent that they each are entering into this
LOU in good faith and with full intention of complying with the provision set forth
below.

Both parties agree that for the time period May 1, 2022 to April 30, 2025 the Employer
will pay any increase premium costs up to ten percent (10%) and any additional cost will
be equally split by the employer and employee.

/s/ Jackie Williams 6/28/2022
Jackie Williams Date
UFCW 3000, Negotiator
WW _Cl2e/rn
Randy Coftell Date

Mid-Valley Hospital, Director of Human Resources
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APPENDIX A - RN WAGE SCALE - HOSPITAL

RN Wage Scale - Hospital

JRevised Scale 4% 4%
First Full PP
Following
|Description Ratification § May 1, 2023 | May 1, 2024
[Lessthanyear [$ 3413(|$  3550]|% 3692
1 year $ 34811% 3621]1% 37.66
2 year $ 35511% 3693]% 38.41
3 year $ 3622]% 3767]1% 39.18
4 year $ 369418 384218 39.96 |
[5 year $ 3768[$ 3919[$ 40.76
|6 year $ 38441 % 38971% 41.57
{7 year $ 39201% 07718 42.40 |
I8 year $ 39991% 41.591% 43.25
19 year $ 40791% 4242 1% 4412
10 year $ 4160]% 432718 45.00
11 year $ 42441% 41313 45.90
12 year $ 43201]% 450219 46.82
13 year $ 4415(% 4592 |% 47.76 |
14 year $ 4503]% 4684 | $ 48.71
15 year $ 459313 477718 49.68
16 year $ 4685]% 4873% 50.68
17 year $ 47791% 40701 % 5§1.69
18 year $ 48751 % S0.701 % 5273
19 vear $ 49721% 5171 % 53.78
20 year $ 507219 5274 | % 54.85
21 year $ 51731% 5380]8% 55.95
22 year $ 527619 54871% 57.06
23year $ 53821% 5597 1% 58.21
24 year $ 5490]19% ST09 LS 59.37
25 year $ 55909]1% 5823193 60.56 |
26 year $ S5711]1% 59401 % 61.78
27 year $ 58261% 6059 | $ 63.01 |
28 year $ 58421% 61801 % 64.27
29 year $ 60611% 63.03]% 65.55
30 year $§ 61828 6429 ] % 66.86
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APPENDIX B - RN WAGE SCALE — CLINIC

RN Wage Scale - Clinic

4% 4% 4%
First Full PP
Following

Description Ratification | May 1, 2023 | May 1, 2024
Lessthantyear {$ 2857 $% 2718 30.90
1 year $ 2047|% 3065]1% 31.88
2 year $ 3032]% 3153|8 32.79
3 year $ 3112]1% 32368 33.65
4 year $ 318419 3BI1]$ 34.43
I5 year $ 3271]1% 340218 35.38
[6 year $ 3351195 3485] % 36.24
|7 year $ 34313 3568|183 37.11
I8 year $ 3509]S 3649 (8% 37.95
IS year § 359518 373918 38.89
10 year $ 3693)% 384118 39.95
11 year $§ 3745]1% 38951% 40.51
12 year $ 3828]% 3981[% 41.40
13 year $ 3878]% 40331% 41.94
14 year $ 3928$S 4085]% 42.48
15 year $ 3075}% 4M134]8% 42,99 |
16 year $ 40418 4203]% 43,71
17 year $ 4089]% 4253 % 44 23
18 year $ 4137]% 43.021% 44.74
19 year $ 4185]% 43521% 45,26
20 year $ 42368 44051% 45.81
22 year $ 4285(% 4456 | $ 46.34 |
24 year $ 433213 450519 48.85 |
26 year $ 4383]1% 45581 % 47.40
28 year $ 4457]% 46.35] % 48,20
30 year $§ 454819 47.251% 49.14
32 year $ 4803]% 478713 49.78
33 year $ 465113 48371 % 50.30
35 year $ 47013 48891% 50.85
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THE UNION DIFFERENCE

As a union member, you have certain rights at your workplace:

A Voice at Work

Because you have a union, you have a voice at work. A negotiating committee of union
members and staff negotiate with management—as equals—over wages, benefits, working
conditions, and other issues. The union committee pushes for the issues that union members
choose. The result of negotiations is a proposed contract which members vote on before it
takes effect.

Right to Union Representation

Every union member has the right to union representation during an investigatory interview
that could lead to discipline. This is called your “Weingarten” right, after a Supreme Court
case which established the right to representation.

Just Cause for Discipline

The just cause provision in your union contract ensures you have due process in cases of
discipline. The just cause standard is a well-defined set of legal rules that involve several
different “tests” of a disciplinary action. The tests of just cause provide considerable
protection against retaliation, discrimination, or other unfair actions.

The Security of a Union Contract

As a union member, your wages and working conditions are spelled out in writing in a legally-
binding union contract. You are not alone at the workplace—instead, you have the security of
knowing that your rights are protected by your union contract and backed up by the 50,000
other members of UFCW 3000.

Union Leadership

UFCW 3000 leadership is provided by the member-elected Executive Board. The Executive
Board is made of rank-and-file UFCW 3000 members from diverse workplaces, income levels
and backgrounds.




My Shop Steward is:

My Union Rep Is:

Building a powerful Union that fights for economic,
political and social justice in our workplaces
and in our communities.

Seattle: 5030 First Ave S, Suite 200, Seattle, WA 98134-2438
Mt. Vernon: 1510 N 18th St, Mt Vernon, WA 98273-2604
Des Moines: 23040 Pacific Hwy S, Des Moines, WA 98198-7268
Silverdale: 3888 NW Randall Way, Suite 105, Silverdale, WA 98383-7847
Spokane: 2805 N Market St, Spokane, WA 99207-5553
Spokane: 1719 N Atlantic St., Spokane, WA 99205
Tri-Cities: 2505 Duportail St, Suite D, Richland, WA 99352-4079
Wenatchee: 330 King St, Suite 4, Wenatchee, WA 98801-2857
Yakima: 507 S 3rd St, Yakima, WA 98901-3219

WWW.UFCW3000.0RG | UFCW3000 Hﬂ UFCW@@@@

1-800-732-1188 | MEMBER RESOURCE CENTER 206-436-6570 ks/opeius





