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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: 1-866-210-3000
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This Agreement is made and entered into by and between Seattle Children’s (hereinafter referred
to as the “Employer” ) and the United Food and Commercial Workers Union, Local 3000
(hereinafter referred to as the “Union”), in furtherance of their shared goal of maintaining a
world class pediatric hospital that manifests the values of compassion, excellence, integrity,
collaboration, equity and innovation. The purpose of this Agreement is to set forth the
understanding reached between the parties with respect to wages, hours of work and conditions
of employment.

ARTICLE 1 — RECOGNITION

The Employer recognizes the Union as the exclusive bargaining representative for all technical
employees (including per diem employees) in the classifications set forth in the attached wage
schedules, as certified by the National Labor Relations Board in Case No. 19-RC-13936, dated
May 25, 2000, all Home Care Respiratory Educators, as certified by the National Labor
Relations Board in Case No. 19-RC-183402 dated October 26, 2016, as corrected on

February 14, 2017, and Electroneurodiagnostic (“END”’) employees certified by the National
Labor Relations Board in Case No. 19-RC-241205 on June 17, 2019 who are employed by the
Employer at (a) its acute care hospital at 4800 Sand Point Way NE, Seattle, Washington; and
(b) the following locations:

Seattle Children’s Bellevue Clinic and Surgery Center
1500 116™ Ave. NE
Bellevue, WA 98004

Seattle Children’s at Overlake
1135 116™ Ave. NE, Suite 400
Bellevue, WA 98004

Seattle Children’s Home Care Services
2525 220™ St. SE, Suite 101
Bothell, WA 98021-4440

Seattle Children’s South Clinic in Federal Way (formerly “South Clinic”)
34920 Enchanted Pkwy. S.
Federal Way, WA 98003

Seattle Children’s South Sound Cardiology Clinic
1901 S. Cedar Street, Suite 103
Tacoma, WA 98405

Seattle Children’s North Clinic in Everett (formerly “North Clinic”)
1815 13th Street
Everett, WA 98201

Odessa Brown Children’s Clinic Othello
3939 S. Othello St.
Seattle, WA 98118



excluding all guards, supervisors, managers, confidential employees, temporary and casual
employees and all other employees.

New Job Classifications: The Employer will notify the Union if it establishes any new job
classification appropriate to the bargaining unit. In the event any such job classifications are
implemented by the Employer, the parties shall promptly bargain regarding such new job
classification(s), including which terms and conditions of this Agreement the new job
classification(s) shall come under.

ARTICLE 2 - MANAGEMENT RIGHTS

The Union recognizes the Employer’s commitment to serve the community with the highest
quality of patient care efficiently and economically, and/or meeting medical emergencies. The
Union further recognizes the right of the Employer to operate and manage its business and
facilities including but not limited to the right to require standards of performance and to
maintain order and efficiency; to direct employees and to establish and change job assignments,
working schedules and standards of performance; to determine the materials and equipment to be
used; to implement improved operational methods and procedures; to determine staffing
requirements and staff ratios; to determine the kind and location of facilities; to determine the
location in which services are to be provided; to determine the hours of operation; to determine
whether the whole or any part of the Employer’s business or facilities shall continue to operate;
to extend, limit, curtail or contract out its operations in whole or in part, including the right to
utilize the services of registry/agency personnel and travelers; to select and hire employees; to
promote and transfer employees; to discipline, demote or discharge employees for just cause,
provided, however, the Employer reserves the right to discharge any employee deemed to be
incompetent based upon established job criteria and exercised in good faith; to lay off employees
due to lack of work, low census conditions or for other reasons; to recall employees; to require
overtime work of its employees; and to promulgate rules, regulations and personnel policies,
provided that these management rights shall not be exercised so as to violate any of the specific
provisions of this Agreement. The parties recognize that the above statement of management
rights is for illustrative purposes only and should not be construed as restrictive or interpreted so
as to exclude those rights and prerogatives not mentioned which are inherent to the management
function. All matters not covered by the language of this Agreement shall be administered by
the Employer on a unilateral basis in accordance with such policies and procedures as it from
time to time shall determine.

ARTICLE 3 — UNION MEMBERSHIP; DUES DEDUCTION

3.1 Union Membership - Current Employees. Membership in the Union for employees hired
prior to January 8, 2001 is voluntary. All employees covered by this Agreement, who are now
members or who voluntarily become members of the Union shall, as a condition of employment,
upon the effective date, remain members in good standing in the Union or agree to pay the Union
a fair share/representation fee. “In good standing,” for the purposes of this Agreement, is
defined as the tendering of Union dues, initiation fees, or a fair share/representation fee on a
timely basis.




3.1.1 Union Membership - New Hires. It shall be a condition of employment that all
employees covered by this Agreement who are hired on or after January 8, 2001 shall, on
the thirtieth (30th) day following the beginning of such employment, become and remain
members in good standing in the Union or agree to pay the Union a fair
share/representation fee.

3.1.2  Religious Objection. Any employee who is a member of and adheres to
established and traditional tenets or teachings of a bona fide religion, body, or sect which
has historically held conscientious objections to joining or financially supporting labor
organizations shall not be required to join or financially support the Union as a condition
of employment. Such an employee shall, in lieu of dues and fees, pay sums equal to such
dues and fees to a non-religious charitable fund. These religious objections and decisions
as to which fund will be used must be documented and declared in writing to the Union.
Any employee exercising their right of religious objection must provide the Union with a
receipt of payment to an appropriate charity on a monthly basis.

3.2 Failure to Comply. Employees who fail to comply with this requirement shall be
discharged by the Employer within thirty (30) days after receipt of written notice to the
Employer from the Union, unless the employee fulfills the membership obligations set forth in
this Agreement.

33 Hold Harmless. The Union will indemnify and hold the Employer harmless from all
claims, demands, suits or other forms of liability that may arise against the Employer for or on
account of any action taken by the Employer to terminate an employee’s employment pursuant to
this Article.

3.4  Notification. The Employer and Union shall make newly hired employees aware of the
representation fee/membership conditions of employment at the time of hire.

3.5 Dues Deduction. During the term of this Agreement, the Employer shall deduct dues and
initiation fees from the pay of each member of the Union who voluntarily executes a wage
assignment authorization form. When filed with the Employer, the authorization form will be
honored in accordance with its terms; provided, however, this authorization form may be
rescinded and canceled by the employee at any time by written notice to the Employer with a
copy to the Union. The amount deducted and a roster of all employees 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 employee 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 may arise against the Employer for or on
account of any deduction made from the wages of such employee, including the use and security
of the Social Security numbers provided pursuant to Section 4.5 below.

3.6  Voluntary Political Action Fund Deduction. The Employer shall deduct the sum
specified from the pay of each member of the Union who voluntarily executes a political action
contribution authorization form (UFCW Active Ballot Club). The amount deducted and a roster
of all employees using payroll deduction for voluntary political action contributions will be
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promptly transmitted to the Union. The Union and each employee authorizing the assignment of
wages for the payment of voluntary political action contributions hereby undertakes to indemnify
and hold harmless from all claims, demands, suits and other liability that may arise against the
Employer for or on account of any deduction made from the wages of said employee. Voluntary
Political Action Fund contributions shall be a minimum of two dollars ($2.00) per pay period.

3.7  Contract. The Employer will make this Agreement available on its intranet and shall
inform employees that it is available for review/printing there. The Union will provide copies of
this Agreement to employees.

ARTICLE 4 — RIGHT OF ACCESS/UNION BUSINESS

4.1 Access to Premises-Union Staff. Authorized staff of the Union shall have access at
reasonable times to Employer’s premises, with the exception that Union staff shall not have
access to employee lounges, nursing units, work areas or other patient care areas unless advance
approval of the time and area the Union wishes to visit has been obtained from the Employer.
Requests will be sent to HR Consulting@seattlechildrens.org and the Director of Human
Resources at least twenty-four (24) hours in advance of the intended visit time and will not be
unreasonably denied. If the employer fails to respond to the request before the intended visit
time, it will be considered approved. When such a request is approved, at the employer’s request
a representative from the area where the union is visiting will escort the Union representative
through non-public areas if applicable. The Union agrees that this right of access to the
Employer’s premises shall be subject to the same general policies and procedures applicable to
vendors and such access shall not interfere with or disturb employees in the performance of their
work during working hours, and shall not interfere with or provide any distraction to patient care,
patient families or the normal operation of the Employer’s business.

4.2 Unit Representative/Shop Steward. The Union may designate Unit Representatives
(Shop Stewards) for each department of the Employer. The Unit Representatives shall not be
recognized by the Employer until the Union has given the Employer written notice of the
selection. A Chief Steward will be identified as the primary contact point for communication
between the Employer and the bargaining unit. Unless otherwise agreed to by the Employer, the
investigation of grievances and other Union business shall be conducted only during non-
working times, (e.g., breaks, meal periods and before or after shift) and shall not interfere with
the work of other employees, or provide any distraction to patient care, patient families or the
normal operations of the Employer’s business. This section is not intended to prevent employees
from engaging in their rights under Section 7 of the National Labor Relations Act.

4.3 Job Descriptions. The Employer will provide the Union with a copy of job descriptions
and subsequent material revisions (i.e., more than grammatical or formatting) for employees
covered by this Agreement. Upon written request by the Union, the Employer and Union will
meet within fourteen (14) days of the request to review any revised job descriptions for
bargaining unit classifications.

4.4  Bulletin Boards. The Union will be permitted the use of bulletin board space designated
by the Employer in at least the number of locations as currently exist on main campus, plus in
each satellite facility (including clinics) or any new work locations opened on the main campus
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where employees covered by this agreement work, for the purpose of posting Union notices.
Each employee must have access to at least one bulletin board. All materials posted on the
bulletin boards must, prior to posting, be approved by the Director of Human Resources or an
on-site designee. Such requests shall not be unreasonably denied. If the employer fails to
respond to the request within twenty-four (24) hours (excluding holidays and weekends), it will
be considered approved. The Union and each bargaining unit employee agrees to limit the
posting of Union materials to these designated bulletin boards.

4.5  Bargaining Unit Roster. Quarterly, the Employer shall electronically provide the Union
with a list of all employees covered by this Agreement including their name, address, phone
number, personal email address (if provided by the employee), last four digits of social security
number, department, classification, FTE status, gross monthly pay for the past three (3) months,
and date of hire. Monthly, the Employer shall provide a list of new hires (including the above
referenced information with the exception that full social security numbers shall be provided for
all new hires) and a listing of names and last four digits of social security numbers of all
terminations during the month.

The Union will indemnify and hold the Employer harmless from all claims, demands, suits or
other forms of liability that may arise against the Employer for providing any information to the
Union under this section.

4.6  New Employee Orientation. A designated bargaining unit representative may meet with
new hires for a period of up to thirty (30) minutes at the end of the Employer’s orientation.
Attendance shall be voluntary and shall be on the unpaid time of the bargaining unit
representative. The new employee will be paid for this time. The Employer agrees to send the
designated bargaining unit representative a list of employees expected to attend this orientation
at least seventy-two (72) calendar hours prior to the meeting.

4.7 Collective Bargaining. The Employer will make a good faith effort to release the
members of the Union’s designated bargaining committee (up to nine employees, with no more
than two (2) employees from each job classification and no more than one (1) from each clinic)
from work to attend Collective Bargaining Sessions when scheduled. Prior to the start of
Collective Bargaining, the designated employees shall identify whether they wish to use
vacation, personal time, or holiday time for the dates of the bargaining sessions they attend. If
they choose not to use vacation, personal time, or holiday time, the days of the bargaining
sessions shall be treated as “no pay” days, but shall not alter accrual of benefits (including
seniority) that would otherwise be earned by the employee.

ARTICLE 5 — DEFINITIONS

5.1 Probationary Employee. An employee who has been hired by the Employer on a
full-time or part-time basis and who has been continuously employed by the Employer for less
than one hundred and fifty (150) calendar days. After one hundred and fifty (150) calendar days
of continuous employment, the employee shall attain regular status. During the probationary
period, an employee may be terminated without notice or cause, and without recourse to the
grievance procedure. All benefits provided herein will accrue during the probationary period.




5.2 Full-Time Employee. An employee classified as such on the Employer’s personnel
records who works on a regularly scheduled and continuing basis at least forty (40) hours per
week or eighty (80) hours in a fourteen (14) day period and who has successfully completed the
required probationary period.

53 Part-Time Employee. An employee classified as such on the Employer’s personnel
records who is regularly scheduled to work on a continuing basis at least thirty-two (32) hours
per two week pay period, but less than eighty (80) hours per pay period, and who has
successfully completed the required probationary period.

54  Per Diem Employee. An employee classified as such on the Employer’s personnel
records who is regularly scheduled to work on a continuing basis less than thirty-two (32) hours
per two week pay period or hired to work on a scheduled or intermittent basis during any period
when additional work of any nature requires a temporarily augmented work force or in the event
of an emergency or employee absenteeism. Per diem employees shall not accrue seniority nor
are they eligible for any benefits provided for in this Agreement. A per diem employee shall
receive a fifteen percent (15%) per diem premium in addition to the regular rate of pay while
working in that capacity. A full-time or part-time employee who changes to per diem status shall
retain previously accrued seniority and benefits (frozen) pending return to regular status.
Seniority shall not accrue nor apply while on per diem status. After return to full-time or
part-time status, previously accrued seniority and benefit accruals shall be reinstated for wage
and benefit eligibility purposes.

54.1 If a per diem employee is regularly scheduled to work more than thirty-two (32)
hours per two (2) week pay period for a four (4) month period, a bargaining unit
employee working in the same unit or department may request a position be posted;
provided, however, this shall not apply to a per diem employee who is replacing a person
who is out on approved leave of absence or persons out on Paid Time Off.

5.5  Temporary Employee. An employee hired to perform a specific need or work situation
strictly temporary in nature or to perform temporary work on a pre-determined work schedule.
In all cases, the temporary position shall be for no more than six (6) months in duration. Any
extension beyond six (6) months shall require the consent of the Union. Any such extension
shall be in writing. Temporary employees are not included in the bargaining unit nor covered by
the terms of this Agreement.

5.6  Regular Rate of Pay. The regular rate of pay shall be defined to include the employee’s
hourly wage rate (including the wage premium in lieu of benefits, if applicable), plus shift
differential; the premium for Respiratory Care Therapists II Transport Team; and lead pay when
the employee has a regular (designated) lead assignment.

5.7  Length of Service. For purposes of this Agreement and the method of computing paid
time off, seniority, and other conditions of employment, a “month” shall be defined as 173.3
hours of work, and a “year” shall be defined as 2080 hours of work. For purposes of computing
longevity (wage) steps and annual leave progression steps, a “year” shall be defined as 1664
hours of work or twelve (12) months, whichever comes last. Time paid for but not worked
(excluding standby pay) shall be regarded as time worked for purposes of computing wages and
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benefits. Time worked which is paid on an overtime basis shall count as time worked for
purposes of computing vacation accruals not to exceed 80 hours per pay period. Sick leave and
longevity step accrual shall not be limited by the maximum of 80 hours per pay period.

ARTICLE 6 — EMPLOYMENT PRACTICES

6.1 Job Posting. Regular job openings in the bargaining unit shall be posted electronically
for seven (7) days. The Employer will inform employees how they can set up an automatic
email notification regarding positions for which they want to apply in the Employer’s applicant
tracking system. The requirements for the job (including any required registrations, licenses,
certifications, etc.) shall be included in the posting. In the selection process (including Employer
pre-requisites for promotions), the Employer will select the most highly qualified applicant for
the position. Where qualifications are considered by the Employer to be equal, the senior
employee applying for such job will be given preference. For purposes of this contract, the term
“qualified” is herein defined to include such factors as skill, competence, ability, experience, and
past performance, in the opinion of the Employer. Absent exceptional circumstances, the
selected employee will be placed in the new position within three (3) months of acceptance.
Subject to the above provisions, per diem employees applying for a position will be considered
before outside applicants.

6.1.1 Any employee selected for a new position will be subject to a ninety (90) day
trial period. If the employee is unable to successfully perform the duties of the position
during the trial period in management’s opinion based on established job criteria and, if
the employee is otherwise in good standing, the employee will be returned to the
employee’s prior position if the employee’s former position is still vacant; otherwise the
employee will be laid off and will be eligible for recall to the employee’s prior position,
or similar classification if qualified at the first available opening, or in the alternative, the
employee may elect to terminate with severance pay (7.3.2).

6.1.2  Upon being selected for a new position, an employee shall be ineligible for
other job openings for a period of six (6) months, unless otherwise agreed to by the
Employer.

6.2  Notice of Resignation. Employees are encouraged to give at least twenty-one (21) days’
advance notice of resignation and shall be required to give at least fourteen (14) days’ written
notice of resignation. Failure to give the required fourteen (14) day notice may, in the
Employer’s discretion, result in loss of accrued vacation and the employee may not be eligible
for rehire. The Employer will give consideration to situations that would make such notice by
the employee impossible.

6.3 Discipline and Discharge. No employee shall be disciplined or discharged except for just
cause. “Just cause” shall be defined to include the concept of appropriate performance
improvement activities and corrective action administered with “due process”, which may
include coaching, counseling, a written performance improvement plan, or suspension with or
without pay. Coaching and “verbal warning/counseling” are not part of the corrective action
process. However, employees may submit a rebuttal to a coaching or verbal warning/counseling
within fourteen (14) days. All disciplinary and “corrective” actions shall be described in writing,
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and a copy shall be given to the employee. Employees shall be required to sign the written
document for the purpose of acknowledging receipt. The employee’s signature shall not be
construed as admission of guilt or concurrence with the corrective action, but rather shall only be
an acknowledgment that the employee has seen and comprehends the gravity of the disciplinary
action taken. Corrective action and performance improvement processes shall not be applied
when the nature of the offense requires immediate suspension or discharge. An employee may
request the attendance of a Union representative or a Steward (who has obtained permission to
be released from their regular work duties from the employee’s manager) during any
investigatory meeting which may lead to disciplinary action or grievance meeting. This section
shall apply to any per diem employee who has worked four hundred and sixteen (416) or more
hours within the last rolling twelve (12) months or one hundred and four (104) or more hours
within the last rolling three (3) months.

6.4  Personnel File. By appointment, employees may have access to their personnel files
during normal Human Resources Department hours. Such files will be reviewed by the
employee with a representative of the Human Resources Department or the department manager
or designee in attendance. Written disciplinary action shall not be used to affect any subsequent
discipline after two years from the date of the disciplinary action and shall be removed from the
employee’s file upon the employee’s request, unless other discipline has been issued prior to the
expiration of the two years.

6.5  Performance Evaluations. All employees will be formally evaluated in writing prior to
completion of the probationary period, and annually thereafter. Additional evaluations may
occur as determined to be necessary or requested. The evaluation is a tool for assessing the
professional skills of the employee and for improving and recognizing the employee’s
performance. Completion of annual department specific competencies will be required. The
employee’s participation, including a self-evaluation, is an integral part of the evaluation
process. The employee will be given a copy of the evaluation, if requested. Employees will be
required to sign the evaluation acknowledging receipt thereof. Employees will be given the
opportunity to provide a written response to the evaluation which will be retained with the
evaluation in the employee’s personnel file.

6.6  Health Tests. The Employer will address occupational health needs (including
immunization and health screening) consistent with state and federal requirements and as
appropriate with national recommendations and guidelines (e.g., Center for Disease Control),
local and state health departments and community standards. The Employer will provide
vaccines and titers consistent with CDC guidelines and/or OSHA regulations without cost to any
employee.

6.7  Public Health Crisis. In the case of a public health crisis, which is declared as an official
state of emergency by an applicable government body/public official, creating special
circumstances affecting the operations of the Employer’s business, the Employer and Union,
upon request, will meet regularly, but not less than monthly, to discuss and bargain effects
regarding safety measures, i.e., location for donning and doffing gowns, PPE, equipment,
training, competency validations, standards, and procedures. The Employer, within its ability in
light of supply and priority, shall be responsible for providing all employees with personal
protective equipment suitable for their job duties under the conditions existing at the time.
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6.8  Availability of Scrubs. Employees who routinely are exposed to contact with patient
bodily fluids will have access to impervious gowns. Each department will have access to scrubs
to provide a change of clothing to an employee whose work clothes become contaminated with
bodily fluids.

6.9  Parking. Parking and transit benefits shall be in accordance with Employer policies
except that on call employees who are called back shall be provided parking on campus
(including clinic campuses) at no cost to the employee. In the event the Employer substantively
(i.e., more than grammatical, formatting, or title changes) intends to modify its current parking
and transit policies or rates (other than the limitations discussed below), the Employer will notify
the Union and, upon request, meet and review the changes with the Union prior to
implementation. The Employer will notify the Union at least thirty (30) days prior to the
intended implementation date. For the duration of the 2022-2025 Agreement, the Employer will
not increase any individual standard parking rate by more than $3/day any one year, or a
cumulative total of $6/day over the duration of the contract.

6.10  Equal Opportunity and Equity. The Employer and the Union agree that conditions of
employment (including but not limited to hiring, evaluation, compensation, and promotion) shall
be consistent with applicable city, state and federal laws regarding nondiscrimination in effect at
the time or as of the date of ratification of the 2022-2025 collective bargaining agreement,
whichever is more protective.

The Employer further agrees to enact policies and practices that promote equity, diversity,
inclusion, and Anti-Racism in the workplace, which aspire to actively build an organizational
culture and inclusive work environment where everyone feels heard, respected and engaged.
These shall include developing inclusionary practices, training to them, and identifying new and
emerging best practices that further these goals.

6.10.1 The Employer invites the Union and bargaining unit employees to meaningfully
participate in the Employer’s equity work. Equity will be a standing agenda item for the
parties’ Conference Committee, and the Employer will share updates at least quarterly on
progress toward its equity goals.

6.10.2  Alleged violation of this section may be addressed through the grievance
procedure. However, prior to referral to arbitration, an employee must decide with the
Union whether to continue to use the grievance procedure or the procedure established by
applicable regulatory agencies. The Employer shall be notified of this decision in
writing. The employee’s choice of one (1) procedure shall preclude the utilization of the
other.

6.11 Travel. An employee who accompanies a patient traveling shall be on paid time. Travel
time between worksites, when necessary, shall also be on paid time. Employee commute time to
and from a worksite shall not be paid time. If an employee uses the employee’s personal vehicle
for travel on paid time, the Employer shall reimburse the employee at the IRS standard rate
based on submission of mileage reimbursement in accordance with Seattle Children’s policies.



6.11.1 Respiratory Educators generally are expected to start and end their workdays at
Home Care Services in Bothell. With prior authorization, Respiratory Educators may
drive directly to or from their home and a patient’s home at the start of the day; in such
case, the Respiratory Educator may request mileage reimbursement for the distance
between their home and the patient’s home less the distance between the Respiratory
Educator’s home and Home Care Services in Bothell.

ARTICLE 7— SENIORITY

7.1 Seniority Definition. Seniority is defined as a full-time or part-time employee’s
continuous length of service based on hours compensated (excluding standby hours) within a job
group (7.1.1) within the bargaining unit from the most recent date of hire. Seniority shall not
apply until an employee has completed the required probationary period. Upon satisfactory
completion of the probationary period, the employee will be credited with seniority from most
recent date of hire. Time spent on a leave of absence without pay shall not be counted.

7.1.1 Job Groups. For purposes of this Article, the following job groups shall be
recognized:

a.  Orthopedic
Orthopedic Technician
Orthopedic Technologist (Ortho Tech II)
b.  Respiratory Care
Respiratory Care Therapist [
Respiratory Care Therapist 11
Respiratory Care Therapist II, Transport Team
Respiratory Care Therapist 111
c.  Pharmacy Techs
Pharmacy Technician I
Pharmacy Technician II
d.  Licensed Practical Nurse
e.  Surgical Technologist I
Surgical Technologist I1
f.  Anesthesia Technician
g.  Radiology/Imaging
Radiology Technologist
Interventional Radiology Technologist
Nuclear Medicine Technologist
Ultrasonographer
CT Technologist
MRI Technologist
Radiology Clinical Research Imaging Core (RCRIC) Senior Technologist
h.  Cardiology
Cardiac Cath Lab Technologist
Cardiac Cath Lab Cardiovascular Technologist/CVT
Ultrasonographer (ECHO)

10



i.  Polysomnography
Polysomnography Technician I
Polysomnography Technician II

j. Home Care Respiratory Educator I
Home Care Respiratory Educator II

k.  Electroneurodiagnostic
Electroneurodiagnostic Technologist [
Electroneurodiagnostic Technologist 11
Electroneurodiagnostic Technologist 111
Electroneurodiagnostic Technologist I1I, Educator

7.2 Reallocation of Staff. Reallocation of staff may occur when restructuring of the FTE
compliment on an existing unit or department occurs, when a unit or department changes clinical
focus, when two or more units or departments merge, or when the staff mix ratio of a unit or
department is restructured. The Employer will determine the number of full-time and part-time
FTEs by shift required for the new or restructured unit or department. A listing of the FTEs for
each shift on the new/restructured unit or department, including any qualification requirements,
shall be posted on the unit or department for at least fourteen (14) days. By the end of the
posting period, each employee shall have submitted to the Employer a written list which
identifies and ranks the employee’s preferences for all available positions (first to last). Based
on these preference lists, the Employer will assign employees to positions on the
new/restructured unit or department based on seniority, providing skill, competence, ability, and
experience are considered equal in the opinion of the Employer. Employees who are not
assigned a position in the new or restructured unit or department may take voluntary layoff with
recall rights (7.4), apply for another vacant position for which the employee is qualified, or the
employee may elect to terminate with severance pay.

Note: A mandatory reduction in an employee’s position/hours (FTE) shall be
implemented by using the provisions of this Section 7.2.

7.3 Layoff. Layoff is defined as a permanent or prolonged reduction in the number of
employees employed by the Employer. Layoffs shall be by job group within a department and
shift. In the event of a layoff, seniority within the job group shall be the determining factor when
such factors as skill, competency, ability, experience, and past performance (within the last
twelve [12] months) are considered to be equal in the opinion of the Employer. Employees shall
receive at least fourteen (14) days’ notice of the impending layoff or pay in lieu plus any accrued
vacation.

An employee who has been displaced due to a layoff may accept the layoff, accept a vacant
position for which they are qualified, or may displace the position of any employee on the low
seniority list for the employee’s job group, provided the employees’ qualifications, competence,
experience and past performance are considered to be equal in the opinion of the Employer, and
provided further that the employee who was initially displaced is not on the low seniority list.

The low seniority list consists of the least senior employees in a job group who comprise twenty
percent (20%) of the job group. Any employee identified for layoff who is not on the low
seniority list and any employee who has been displaced by another employee pursuant to the
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above process (other than employees on the low seniority list) may displace the position of the
least senior employee on the low seniority list provided the employees possess equal
qualifications, competence and efficiency in the opinion of the Employer.

7.3.1 Roster. In the event of a layoff, a seniority roster will be given to the Union and
made available to employees.

7.3.2 Severance Pay. Employees subject to a layoff may elect to be terminated and be
eligible for severance pay. Severance pay shall be one (1) week’s pay for every one (1)
year of work in the bargaining unit, up to a maximum of sixteen (16) weeks’ severance
pay. Employees who choose termination with severance shall be ineligible for recall
rights and shall be considered to have terminated their employment.

7.4  Recall. Employees on layoff status shall be placed on a reinstatement roster for a period
of twelve (12) months from the date of layoff. When vacancies occur, the positions will be
posted house-wide pursuant to Section 6.1, Job Posting. Employees on the reinstatement roster
shall be regarded as applicants for the open position, together with other internal applicants. The
position will be filled in accordance with the provisions of Section 6.1.

7.4.1  Notification of Recall. When subject to recall, the Employer will notify the
employee on the recall roster by personal email or, if no email is available, by certified
mail. If the employee does not respond to the recall notice sent by certified mail or
receipted email within seven (7) days, the employee will be removed from the recall
roster and the personnel records shall be adjusted to reflect the employee’s termination.
The employee shall notify the Employer by email to HRconsulting@seattlechildrens.org
of any change in the employee’s current mailing address. If the employee fails to provide
this notification, the employee’s name shall be eliminated from the recall list and the
Employer’s recall commitments shall terminate.

7.5 Furlough. In case of a voluntary or mandatory furlough as a result of an unexpected
emergent event (e.g., infectious disease outbreak, natural disaster), the Employer shall notify the
Union thirty (30) days in advance of the start date of the furlough and, upon request from the
Union, shall meet and effect bargain with the Union over the furlough process.

7.6 Termination. Seniority shall terminate upon cessation of the employment relationship;
for example, discharge, resignation, retirement, failure to return from an approved leave of
absence, refusal to accept full-time or part time work (i.e., not temporary or per diem work) on
the same shift formerly worked when offered by the Employer while on layoff, after twelve (12)
consecutive months of layoff, or failure to comply with specified recall procedures.

7.7  Low Census (Low Need). Subject to employee qualifications and patient considerations,
the Employer shall make a good faith effort to rotate low census equitably on each shift within a
department. During periods of low census, the Employer will assign low census in the following
order:

a. Employees working in an overtime condition
b. Volunteers
c. Employees working extra shifts over their FTE
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d. Local agency personnel and Travelers
e. Per Diem employees
f. Full-time or part-time employees in accordance with the low census rotation

Where the necessity for releasing employees because of low census is determined prior to
beginning of the shift, volunteers will be determined by reference to a volunteer sign up list.
Regular full-time and eligible part-time employees who work reduced schedules at the request of
the Employer shall continue to accrue all benefits as if they had worked a normal schedule;
provided, however, that under no circumstances shall an employee be credited with more than
2080 hours of work for purposes of benefit accrual during any one (1) twelve (12) calendar
month period. A temporarily reduced work schedule because of low census (low need) shall not
alter accrued hours of employment for seniority or the accrual of benefits which would otherwise
be earned by the employee. An employee may elect to use accrued vacation, holiday, or
personal time to receive compensation for low census hours up to the actual hours scheduled.
Inadvertent or mistaken application of this provision does not entitle the employee to backpay;
rather, the employee will be entitled to skip their next turn in the rotation.

ARTICLE 8 — HOURS OF WORK AND OVERTIME

8.1 Work Day. The normal work day shall consist of eight (8) hours’ work to be completed
within eight and one-half (8 1/2) hours, ten (10) hours’ work to be completed within ten and one-
half (10 }%) consecutive hours, or twelve (12) hours’ work to be completed within twelve and
one-half (12 '2) consecutive hours.

With no less than six (6) months’ notice, the Employer will notify the Union of its intent to
establish normal work days between 4 and 12 hours’ work, to be completed within one half hour
longer than the durations above. If requested, the Employer will meet with the Union to bargain
the effects of the implementation of new normal work day. In no case shall existing employees
be required to move into any new normal work day nor shall their FTE or normal work day be
altered as a result of the establishment of a new normal work day through this process. The prior
sentence shall not impact the Employer’s ability to utilize negotiated rights to alter FTE or
normal work day found elsewhere in this Agreement (e.g., reallocation).

8.2  Work Week. The normal work week shall consist of forty (40) hours worked within a
seven (7) day period or eighty (80) hours worked within a fourteen (14) day period.

8.3  No Guarantee. Work days, work weeks and work schedules shall not constitute
guaranteed hours of work.

8.4  Innovative Work Schedules. An innovative schedule is defined as a work schedule that
requires a change, modification or waiver of any provisions of this Employment Agreement.
Written innovative work schedules may be established by mutual agreement between the
“Employer” and the employee involved. Prior to the implementation of a new innovative work
schedule, the Employer and the Union will review and determine conditions of employment
relating to that work schedule. Where innovative schedules are utilized, the Employer retains the
right to revert back to the eight (8) hour day schedule or the work schedule which was in effect
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immediately prior to the innovative work schedule, after at least twenty-eight (28) days’ advance
notice to the employee.

8.5 Overtime. Overtime shall be compensated for at the rate of one and one-half (1 1/2)
times the regular rate of pay for time worked in excess of the employee’s normal work day or
normal full-time work period. All additional overtime hours after twelve (12) hours of work
within the twenty-four (24) hour period shall be paid at the rate of double (2x) the employee’s
regular rate of pay, providing the employee works the scheduled shifts for the remainder of the
pay period, excluding low census conditions and use of accrued paid sick time. When an
employee has worked more than sixteen (16) hours within a defined twenty-four (24) hour period
without condition, double time (2x) for any overtime hours worked during that shift shall be paid.
Time paid for but not worked shall not count as time worked for purposes of computing overtime
pay. All overtime must be pursuant to law and approved by the Employer. Employee initiated
schedule changes shall not result in additional contract overtime or premium pay obligations
being incurred by the Employer.

8.5.1 10-Hour Day. Employees working this ten (10) hour shift schedule shall be
paid overtime compensation at the rate of one and one-half (1-1/2) times the regular rate
of pay for hours worked in excess of the ten (10) hour shift and for hours worked in
excess of forty (40) hours per week. If an employee works more than twelve (12) hours
within a defined twenty-four (24) hour period, the time worked over twelve (12) hours
during that shift shall be paid at the rate of double (2x) the employee’s regular rate of
pay, providing the employee gets overtime authorization and works the scheduled shifts
for the remainder of the pay period, excluding low census conditions, use of accrued paid
sick time, and situations where an employee had worked more than sixteen (16) hours
within a defined twenty-four (24) hour period. Without condition, double time (2x) for
overtime hours worked shall be paid to an employee who works two (2) sixteen (16) hour
shifts in a pay period but only for the overtime hours during those two shifts.

8.5.2 12-Hour Day. Employees working this twelve (12) hour shift schedule shall be
paid overtime compensation at the rate of one and one-half (1-1/2) times the regular rate
of pay for hours worked in excess of the twelve (12) hour shift and for hours worked in
excess of forty (40) hours per week. If an employee works more than fourteen (14) hours
within a defined twenty-four (24) hour period, all overtime hours worked during that shift
shall be paid at the rate of double (2x) the employee’s regular rate of pay, providing the
employee gets overtime authorization and works the scheduled shifts for the remainder of
the pay period, excluding low census conditions, use of accrued paid sick time, and
situations where an employee had worked more than sixteen (16) hours within a defined
twenty-four (24) hour period. Without condition, double time (2x) for overtime hours
worked shall be paid to an employee who works two (2) sixteen (16) hour shifts in a pay
period but only for the overtime hours during those two shifts.

8.6  No Pyramiding. There shall be no pyramiding or duplication of overtime pay or
premium pay paid at the rate of time and one-half (1 1/2) or double time (2x). When an
employee is eligible for both time and one-half (1 1/2) and double time (2x) pay, the employee
will receive the highest pay rate.
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8.7  Meal/Rest Periods. Meal and rest periods shall be administered as provided by state law
(WAC 296-126-092) and, as applicable, RCW 49.12.480. All rest breaks shall be fifteen (15)
minutes in length. Employees shall be allowed two (2) paid fifteen (15) minute rest periods
during each eight hour normal work day and a thirty (30) minute unpaid meal period during each
normal work day. Employees will be provided one additional paid fifteen (15) minute rest
period for every four (4) hours of work above eight (8) hours (i.e., an employee working a twelve
(12) hour shift will receive three (3) fifteen (15) minute breaks). Meal and rest periods will be a
standing agenda item at Conference Committee.

8.8  Rest Between Shifts. In scheduling work assignments, the Employer will make a good
faith effort to provide each employee with at least twelve (12) hours off duty between shifts. In
the event an employee is required to work with less than twelve (12) hours off duty between
shifts, all time worked within this twelve (12) hour period shall be at time and one-half (1 1/2).
This section shall not apply to standby and callback assignments, in-service, education or
training, committee meetings or staff meetings.

8.8.1 10- and 12-hour Shifts. For ten (10) and twelve (12) hour shifts, the rest
between shifts commitment will be ten (10) hours; otherwise, the commitments in
Section 8.8 shall apply.

8.8.2  When an employee has worked in addition to the employee’s scheduled shift
and such additional work does not allow at least twelve (12) hours rest (or ten (10) hours
for ten and twelve hour shift employees) before the start of the employee’s next
scheduled shift, the employee may request supervisory approval in advance to not start
that next scheduled shift on time. If such supervisory approval is granted and, as a result,
the employee does not meet the employee’s full FTE, the employee may choose to
supplement with vacation, holiday, or personal time or take no pay for the portion of the
FTE not worked. This paragraph 8.8.2 includes callback assignments.

8.9  Posting of Schedules. The Employer’s departments shall determine and post work
schedules for at least twenty-eight-day periods (28) at least fourteen (14) days immediately
preceding the effective date of the schedule. If a department intends to implement scheduling for
a shorter period, it shall notify the Union. Within ten (10) days of the notification, the Union
shall advise the Employer if it objects to the proposed format. If it objects, the format shall not
be implemented until an agreement is reached. Except for emergency conditions involving
patient care, reduced work load conditions (Section 7.6), and unplanned leaves three days or
longer, posted schedules may be amended only by mutual agreement. Any increase in scheduled
hours of work for part-time employees will be discussed and mutually agreed to prior to posting
the work schedule, except for holiday coverage. Employee initiated schedule changes shall not
result in additional contract overtime or premium pay obligations being incurred by the
Employer. Schedule changes after posting shall be communicated to involved employees in
writing or by email.

8.10 Weekends. The Employer will make a good faith effort to rotate any weekend work in a
fair and equitable manner consistent with departmental needs. This shall not apply to employees
hired into work schedules that specifically include weekend work at a greater frequency. The
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weekend shall be defined as Saturday and Sunday for day and evening shift employees, and
Friday night and Saturday night for night shift employees.

a.

“Modified Baylor” Positions: For those units where employees covered by the
Agreement work in the same department with Registered Nurses who are on a
modified Baylor schedule, the Employer may post positions that are expected to
work every weekend. When the Employer chooses to post such positions,
premiums shall be paid on alternate weekends, as follows:

(1) The first weekend shall be a “straight time weekend” and the following
weekend shall be the “Baylor” weekend. These two shall continue to alternate as
long as the employee remains in the position, and shall not be switched.

(i1) The employee shall receive straight time pay for the straight time
weekend.

(iii)  If the employee works the straight time weekend or is in paid status (such
as vacation, personal, sick leave, bereavement) or in a low census no pay status
for the straight time weekend, the employee shall receive time and one-half the
regular rate of pay for hours worked on the following Baylor weekend. If the
employee does not have any paid time for the straight time weekend, hours
worked on the following Baylor weekend shall be paid at straight time.

(iv)  Pay for hours not worked (vacation, personal, sick leave, bereavement,
etc.) on the Baylor weekend shall be paid at straight time.

8.11 Premium in Lieu of Benefits. Benefit eligible employees may elect to receive a fifteen

percent (15%) wage premium in lieu of all benefits. This election must occur within the first ten
(10) days of employment or within ten (10) days of the signing of this Agreement, whichever is
later, or annually on dates designated in advance by the Employer, providing the employee
presents the Employer with written evidence that the employee is covered by health insurance
elsewhere, and providing the application for enrollment is approved by the insurance carrier.
Employees will be given advance notice of enrollment dates. After the decision to receive either
compensation plus benefits or compensation plus premium pay in lieu of benefits has been made
by the employee, no change in that compensation status will be allowed except as provided

herein.

8.12  Report Pay. Employees who report for work as scheduled (unless otherwise notified in
advance) and are released from duty by the Employer because of low census shall receive a
minimum of four (4) hours’ work or four (4) hours’ pay at the regular rate of pay. This
commitment shall not apply when the Employer has made a good faith effort to notify the
employee at least one and one half (1 %2) hours in advance of shift cancellation. It shall be the
responsibility of each employee to notify the Employer of the employee’s current address and
telephone number. Failure to do so shall excuse the Employer from these minimum pay

requirements.
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ARTICLE 9 — COMPENSATION

9.1 Hourly Wage Rates. Employees will be paid in accordance with the hourly wage
schedule set forth in Appendix A.

9.2  Effective Date. Wage rates, longevity steps and any other changes in compensation set
forth in this Agreement shall become effective at the beginning of the first full payroll period on
or after the date designated.

9.3 Recognition for Past Experience - New Hires. Employees hired during the term of this
Agreement shall receive one step on the wage scale for each full year (Section 5.7) of prior
experience in the job classification to which the employee has been employed. For purposes of
this section, “experience” shall be defined as recent, relevant, continuous experience in that job
classification in the opinion of the Employer.

9.3.1 If a new employee is hired above the minimum longevity step set forth in
Section 9.3, any current employee in that job classification with the same or greater years
of experience paid at a lower pay step will be brought up to the new employee’s pay step
(longevity step).

9.4  Placement for Promotions. An employee promoted to a higher paid job classification
shall be placed on the new scale at the step which gives the employee a minimum of a four
percent ( 4%) increase. With the exception of Polysomnigraphic Techs, any employee moved up
a level within the same job classification (e.g., Surgical Tech I promoted to Surgical Tech II,
Respiratory Therapist I who is promoted to a Respiratory Therapist II or Respiratory Therapist
IIT) shall be placed on the new scale at the same step which they were previously on.

9.5  No Advancement in Step. An employee shall not be advanced a step on the wage scale
if, at the time the advancement would otherwise be due, the employee has a performance rating
of “non-performer.” The employee shall be placed on a Performance Improvement Plan. An
employee who was not previously advanced shall be advanced upon satisfactorily completing the
Performance Improvement Plan, and the time calculation for the employee’s next advancement
shall be reset to that new date. If an employee fails to satisfactorily complete the Performance
Improvement Plan, the employee will continue in the progressive disciplinary process without a
step increase until the employee thereafter satisfactorily completes a Performance Improvement
Plan or achieves a rating above “non-performer.”

ARTICLE 10 — PREMIUM PAY

10.1  Shift Differential. Employees assigned to work the second (3:00 p.m. - 11:30 p.m.) shift
shall be paid a shift differential of two dollars ($2.00) per hour over the hourly contract rates of
pay. Employees assigned to work the third (11:00 p.m. - 7:30 a.m.) shift shall be paid a shift
differential of three dollars and twenty-five cents ($3.25) per hour over the hourly contract rates
of pay. When an employee works a shift of less than twelve (12) hours, and the hours overlap
two shift periods, the employee will be paid the shift differential rate covering the majority of
hours worked, excluding meal period. In the event of a 50-50 split shift, the employee will be
paid at the higher shift differential.
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10.1.1  12-Hour Shifts. Shift differential shall be paid for those hours worked on an
evening (3:00 p.m. - 11:30 p.m.) or night (11:00 p.m. - 7:30 a.m.) shift. If an employee
on a 12-hour shift is involuntarily released from duty prior to the end of the employee’s
scheduled shift, the employee shall receive shift differential for all hours worked when
shift differential is applicable.

10.2  Standby Pay. Employees placed on standby status off the Employer’s premises shall be
compensated at the rate of four dollars ($4.00) per hour. Employees shall continue to receive
standby pay for the duration of the standby assignment even if called in to work.

Once an employee has been on standby status for forty (40) hours in a week, all further standby
pay during the week shall be paid at five dollars ($5.00) per hour.

10.3  Callback Pay. If an employee on standby status has left the Employer’s premises or their
alternative site of care and is called back to work, any time worked during the callback shall be
compensated at the rate of one and one-half (1 %) times the regular rate of pay for a minimum of
three (3) hours. The Employer reserves the right to require the employee to work or remain on
the premises for the three (3) hour minimum callback period if the Employer has reason to
believe the employee’s services will be needed. Travel time to and from the Employer’s
facilities shall not be considered time worked. In no event shall an employee be paid for more
callback hours than the number of assigned standby hours. The minimum callback hours shall
not apply when the employee reports for work in advance of the assigned shift or continues
working in an overtime status after the end of the scheduled shift.

10.3.1  Subject to patient care considerations, the Employer will make a good faith
effort to provide relief for an employee who requests a change in the employee’s start
time the following day where the employee has been called back and works a minimum
of four (4) cumulative hours that ends after midnight. To be considered, the employee
must notify the Employer not later than two (2) hours in advance of the employee’s
scheduled shift if making such a request. If released from duty, the supervisor will assign
a later start time. An employee whose schedule is adjusted by the Employer pursuant to
this subsection shall not receive discipline under the Employer’s attendance/tardy policy
for this absence.

10.3.2  Call Back — Not From Standby: When a regular employee has left the
Employer’s premises or their alternative site of care and is called to return to work
outside of regularly scheduled hours for work and not adjacent to regularly scheduled
hours and is not on standby status, any time worked during the callback shall be
compensated at the rate of one and one-half (1 ’2) times the regular rate of pay for a
minimum of three (3) hours. This paragraph shall not apply to per diem or temporary
employees.

10.3.3  Sleeping on Premises: Employees who are on standby who sleep in the
Employer’s facilities shall be considered to be off the Employer’s premises for the
purposes of Sections 10.2 and 10.3 when not actually working.
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10.4 Lead Pay. Employees assigned to lead roles shall be paid two dollars ($2.00) per hour
above the employee’s regular rate of pay.

10.5 Weekend Premium Pay. Any employee who works on a weekend shall receive two
dollars and fifty cents ($2.50) per hour as a premium. Weekend premium pay shall not be
included in the regular rate of pay for overtime pay calculations, unless required by the Fair
Labor Standards Act. The weekend shall be defined as all hours between 11:00 p.m. Friday and
11:30 p.m. Sunday.

10.6  Phone Consultations Outside Scheduled Hours. Phone calls received by employees
requiring the employee’s clinical or technical expertise shall be logged and paid for at time and
one-half (1 '%) the regular rate of pay for all time worked in fifteen (15) minute increments. If an
employee receives more than four such calls during the period between 11:00 p.m. and 7:30 a.m.,
the employee will receive at least three hours of pay at time and one-half (1 1/2) for that time
period. If an employee gets called back to the hospital premises or alternate site of care, the
callback pay in Section 10.3 shall apply.

10.7  Certification Pay. An employee who obtains one or more specialty certifications relevant
to the employee’s current responsibilities will be paid a premium of one dollar ($1.00) per hour,
provided that the particular certification has been approved by the applicable Vice President or
designee and the employee keeps the certification current and in good standing. This premium
shall not be paid when the certification is required for the employee’s position or when an
employee is in an upper level of the classification and the certification contributed to the
promotion to the upper level of the classification. The premium of $1.00 per hour shall be the
same regardless of the number of eligible certifications possessed by the employee. A full list of
eligible certifications shall be made available on the HR web page on CHILD or by contacting
Human Resources.

10.8  Preceptor. A preceptor is an experienced employee assigned specific responsibility for
planning, organizing, teaching, and evaluating the skill development of a new employee or an
employee who has transferred to a new classification unrelated to the employee’s prior
classification. A new or transferred employee may be enrolled in a defined preceptor program,
the parameters of which have been set forth in writing by the Employer. Inherent in the
preceptor role is the responsibility for specific, criteria-based and goal-directed education,
training and documentation of the trainee’s progress for a specific training period. The period in
which the new staff member is “precepted” is defined as the identified period of time for planned
and guided learning experiences in which the new employee is not expected to perform
independently. During the precepting period, the preceptor evaluates the new employee’s
competence in critical thinking ability as well as assessment and technical skills.

Department management will determine the need for a preceptor program, the length of the
precepting period, and the selection of the preceptors. If the department decides to have a
precepting program, managers and staff of the department will collaborate to develop the criteria
for the preceptor program. Preceptors will be assigned on a voluntary basis to the extent
possible. Preceptor pay will be paid during the initial training period for precepting a new staff
member or for the cross training or specialty skill training of another staff member for training
other employees as designated by management. When assigning responsibilities requiring the
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preceptor role and functions, the Employer will only assign a staff member who has completed
preceptor training unless no preceptor-trained employee is available. It is understood that all
employees in the ordinary course of their responsibilities will be expected to participate in the
general orientation process of new employees. This would include the providing of
informational assistance, support, task instruction, and guidance to new employees.

The Employer shall work to ensure that each department maintains guidelines on when
employees may expect to receive preceptor pay. Employees may bring concerns regarding
application of preceptor pay pursuant to this section to conference committee.

10.8.1 Preceptor Pay. Any employee assigned as a preceptor shall receive one dollar
and twenty-five cents ($1.25) per hour over the regular rate of pay for all hours when
acting as a preceptor. However, a preceptor shall not receive this differential if the
employee is in a higher paid job classification that contemplates training and education as
job responsibilities.

10.9 Work on Day Off. An off-duty employee not on call (standby) who is asked and agrees
to work in a patient care capacity shall be compensated at the rate of time and one-half (1 }%) the
regular rate of pay for a minimum of three (3) hours. Travel time to and from the Employer’s
facilities shall not be considered time worked. The minimum hours shall not apply if the work is
contiguous with a scheduled shift. An employee on the Employer’s premises for training or a
staff meeting who is asked to provide patient care instead of the training or staff meeting shall
not be covered by this paragraph. An employee on the Employer’s premises for training or a
staff meeting who is asked to provide patient care for the time periods after the end of the
training or staff meeting shall be covered by this paragraph. This paragraph shall not apply to
those employees doing telephone consultations and related work from home.

10.10 Transport Team Premium. All Respiratory Care Therapists II, Transport Team who are
members of the Independent Transport Team shall receive a premium of $4.00 per hour.

10.11 Professional Career Ladder. Employees may voluntarily apply and, if selected, will
participate in a career ladder program, if one exists for their position, pursuant to the terms of
that program. The Employer must reasonably apply the criteria of the career ladder program in
selecting among applicants. The Employer may modify or delete the career ladder in its sole
discretion, without the necessity of bargaining except that the Employer will bargain the effects
if an employee loses compensation as a result of such modification or deletion of the career
ladder. Compensation provided under a career ladder program will be additional and not replace
any premiums or differentials outlined in this Agreement.

ARTICLE 11 — TIME AWAY PLAN/HOLIDAY

11.1  Accrual. Full-time and part-time employees shall receive vacation time, holiday time,
sick time, and personal time (together, “Time Away”) in accordance with Children’s Time Away
Plan.

11.2  Scheduling. Vacation, holiday, and sick time shall begin accruing the first day of
employment. All paid time off, other than sick time, must be scheduled in advance and in
accordance with Employer policies and with approval by supervision whenever possible. The
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Employer shall have the right to schedule time off in such a way as will least interfere with
patient care and work load requirements of the Employer. Patient care needs will take
precedence over individual requests.

11.2.1  Vacation/Personal Request Procedure. Vacation requests submitted between
December 1 and January 15 for time off beginning March 1 and ending February 28 (29)
of the following calendar year shall be granted by seniority. Notification of approval or
denial shall be given to the employee no later than February 10. Vacation requests
submitted after January 15 shall be granted based on the date of submission. Employees
shall be notified of approval or disapproval within thirty (30) days. The prime time
vacation period shall be from June 15 through September 15 and December 24 through
January 2. Employees who are denied prime time leave in one year shall have priority
over the least senior employee whose request would have otherwise been granted for
prime time in the next year. A vacation and holiday calendar shall be posted in each
department. Scheduled vacation can be requested in daily or hourly increments. UFCW-
represented members of the Unit-Based Committees may agree on a different
vacation/personal request procedure if also approved by the respective department/unit’s
management and by a majority vote of the affected UFCW-represented employees in the
department/unit.

11.3  Holidays. Employees eligible for holidays under the Employer’s policy will receive
eleven paid holidays per year. They are:

New Year’s Day Labor Day

Martin Luther King, Jr. Day Veterans’ Day
President’s Day Thanksgiving Day
Memorial Day Christmas Day
Juneteenth Floating Holiday
Independence Day

11.3.1 The Time Away Plan in Section 11.1 above includes the Service Recognition
Award day.

11.4 Work on Holidays. All full-time, part-time and per diem employees who work on the
following holidays, New Year’s Day, Martin Luther King Day, President’s Day, Memorial Day,
Juneteenth, Independence Day, Labor Day, Veterans’ Day, Thanksgiving Day and Christmas
Day shall be paid at the rate of one and one-half (1 ’2) times the employee’s regular rate of pay
for all hours worked on the holiday. Exception: An employee shall receive double time (2x) for
all overtime hours worked on one of the above specified holidays, providing the employee works
four (4) or more hours beyond the end of the normal full-time work day.

(a) When a scheduled holiday falls on a Sunday, it will be observed on the
following Monday.

(b) When a scheduled holiday falls on a Saturday, it will be observed on the
preceding Friday.
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(c) Non-exempt employees required to work on an actual or observed
Children’s premium pay holiday for patient care or business necessity
reasons, and who work the majority of their assigned hours on the actual
or observed holiday, shall be paid time and one-half their regular rate for
all hours worked.

(d) Non-exempt employees who are required to work both the actual
holiday and the observed premium pay holiday will receive premium
pay for the actual holiday.

(e) Under no circumstances will a staff member receive holiday premium
pay for both days.

® All holidays will be rotated equitably among staff within each
department.

(2) If a holiday falls on a normally scheduled workday for an employee, and
the employee does not work on that holiday but works sufficient hours
during the week to fulfill the employee’s FTE, the employee may opt not
to use paid Time Away for the holiday, subject to manager approval.

11.4.1 Employees at 0.87 or greater FTE, with ten (10) or more years of continuous
service at Children’s and who are required to work more than three (3) holiday shifts per
calendar year will receive one holiday option per year. The holiday option given to such
an employee includes either receiving double time (2x) pay on the third such holiday shift
of the year or the opportunity to offer the double time (2x) premium to another employee
willing to work the holiday, thus providing this employee with the opportunity to not
work one (1) scheduled holiday each year, provided this employee finds a qualified
replacement.

11.5 Pay Rate. Paid Time Away and holidays shall be paid at the employee’s regular rate of
pay. Accrued holiday hours and holiday pay shall be prorated for part-time employees. Any
payment of vacation time upon separation shall be at the base rate of pay, without premiums or
differentials.

11.6  Notification. Employees shall notify the Employer at least two (2) hours in advance of
the employee’s scheduled shift if the employee is unable to report for duty as scheduled. The
employee must notify the Employer each day of absence if the employee is unable to work
unless prior arrangements have been made with supervision.

ARTICLE 12 — BENEFITS

12.1 Flexible Benefits Plan. Beginning the first of the month following thirty (30) days of
continuous employment, all full-time employees and all part-time employees regularly scheduled
to work twenty-four (24) or more hours each week shall be included under and covered by the
Employer’s Flexible Benefits Plan. The employee may elect to cover dependents at the
employee’s expense pursuant to the terms of the plan.
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12.2  Eligibility Requirements. Participation in medical, dental and any other insurance
benefits provided by the Flexible Benefits Plan shall be subject to specific plan eligibility
requirements.

12.3  Other Insurance. The Employer will provide Workers’ Compensation Insurance and
Unemployment Compensation Insurance in accordance with the State of Washington.

12.4  Retirement Plan. The Employer will provide a retirement plan for regular status
employees. Retirement benefits and eligibility requirements for participation shall be defined by
the Employer’s plan.

12.5 Plan Changes. In the event the Employer intends to modify its current plans, costs, or
provides an alternative plan(s), the Employer will notify and, upon request, meet and review the
plan changes with the Union prior to implementation. The Employer will notify the Union at
least thirty (30) days prior to the start of the open enrollment period or the implementation of the
plan changes, whichever is sooner.

ARTICLE 13 - LEAVES OF ABSENCE

13.1 In General. All leaves of absence are to be requested from the Employer in writing as far
in advance as possible, stating the reason for the leave and the amount of time requested. A
written reply to grant or deny the request shall be given by the Employer within thirty (30) days.
Unless otherwise required by law, a leave of absence shall commence the first day of absence
from work.

13.2  Birth of a Child Leave. Upon completion of the probationary period, a leave of absence
shall be granted upon request of the employee for a period of up to six (6) months for birth of a
child purposes, without loss of benefits accrued to the date such leave commences. This leave
runs concurrently with FMLA, Washington PFMLA, and with Health Leave as described in
Section 13.3, if the employee is eligible. If the employee’s absence from work for birth of a
child reasons does not exceed twelve (12) weeks, the employee shall return to work on the same
unit, shift and former full-time or part-time status. The employee shall provide fourteen (14)
days’ notification if the employee does not wish to return to work on the same unit, shift and
former full-time or part-time status. Thereafter for the duration of the six (6) month leave, upon
requesting return to work, the employee shall be offered the first available opening for which the
employee is qualified. The employee must use previously accrued eligible Time Away to the
extent available during the period of disability during the birth of a child leave. Prior to the
employee returning from a leave of absence, the Employer may require a statement from a
licensed medical practitioner verifying the period of physical disability and attesting to the
employee’s capability to perform the work required of the position. The Employer shall apply
the Washington State maternity disability leave regulation consistent with law.

13.3 Health Leave. After one (1) year of continuous employment, a leave of absence may be
granted for health reasons upon the recommendation of a physician for a period of up to six (6)
months, without loss of benefits accrued to the date such leave commences. This leave runs
concurrently with FMLA, Washington PFMLA, and with Birth of a Child Leave as described in
Section 13.2, if the employee is eligible. If the employee’s absence from work for health reasons
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does not exceed twelve (12) weeks, the employee shall return to work on the same unit, shift and
former full time or part time status. Thereafter for the duration of the six (6) month leave, upon
requesting return to work, the employee shall be offered the first available opening for which the
employee is qualified. The employee must use previously accrued eligible Time Away to the
extent available. Prior to the employee returning from a leave of absence, the Employer may
require a statement from a licensed physician attesting to the employee’s capability to perform
the work required of the position. A second opinion may be requested at the Employer’s option
and expense.

13.4 Welcoming Leave. After completion of the probationary period, a leave of absence
without pay shall be granted upon request of the employee for a period of up to six (6) months
for paternity or legal adoption without loss of benefits accrued to the date such leave
commences. The leave must be used within a year after birth or legal adoption of the child that
is the subject of the year. This leave runs concurrently with FMLA, Washington PFMLA, and
with Birth of a Child Leave as described in Section 13.2, if the employee is eligible. The
employee must use eligible Time Away to the extent accrued during the parenting leave. The
Employer will make a good faith effort to hold a position open for a period of six (6) weeks. In
the event the Employer is required to fill the position due to business necessity, the employee
will be notified and given the opportunity to return to work. If the employee elects not to return
to work at that time, the employee when returning from the leave of absence will then be offered
the first available opening consistent with the job description held by the employee prior to the
leave of absence. The above commitment shall not require the Employer to employ temporary
agency personnel or place the Employer in an overtime condition in order to properly staff the
Employer’s business.

13.5 Military Leave. Leave required in order for an employee to maintain status in a military
reserve of the United States shall be granted without pay, without loss of benefits accrued to the
date such leave commences, and shall not be considered part of the employee’s earned paid leave
time.

13.6  Education Leave. After one (1) year of continuous employment, permission may be
granted for a leave of absence without pay for job-related study at the discretion of the
Employer. After one (1) year of continuous employment, employees assigned at least a .6 FTE
may be allowed up to twenty-four (24) hours of paid educational leave per year. Employees
assigned an FTE of less than .6 FTE may be allowed up to eight (8) hours of paid educational
leave per year. Educational leave shall be subject to budgetary and staffing considerations,
scheduling requirements, and approval by the Employer of the subject matter to be studied.

13.6.1 Required Attendance. If the Employer requires an employee to attend an
outside workshop or institute, the employee’s regular rate of pay, tuition and approved
expenses shall be paid by the Employer.

13.6.2 Education Fund. After one (1) year of continuous employment and subject to
scheduling requirements and prior approval of the subject matter by the Department
Director, full-time employees shall receive up to five hundred dollars ($500) per fiscal
year (prorated for part-time employees) for registration fees and related travel expenses.
Upon Director advance approval, the Education Fund may be used to provide
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reimbursement of testing fees and recertification fees to employees who have
successfully completed certifications administered by an industry-recognized third party,
provided that the certification is not required for the employee’s current position but is
directly related to the employee’s responsibilities. Unused amounts shall not be carried
over from one fiscal year to the next. The Employer will publicize the Education Fund to
bargaining unit employees, including the process for accessing the Education Fund by
placing relevant information and this provision of the Agreement on CHILD, and by
advising managers over bargaining unit employees where the information is located.

13.6.3  After Hire Required Certification. In the event the Employer requires a new
certification for a position, and existing employees are therefore required to obtain the
certification, the Employer will reimburse those existing employees who obtain the
certification for the fees of manager-approved coursework and for testing fees.

Note: Education fund dollars shall not be used to pay for membership in professional
associations.

13.7 Leave Without Pay. Employees on a leave without pay for twelve (12) months or less
shall not accrue nor lose seniority during the leave of absence.

13.8 Leave With Pay. Leave with pay shall not affect an employee’s compensation, accrued
hours, benefits or status with the Employer.

13.9 Return From Leave. Unless otherwise provided for herein, employees who return to
work on a timely basis in accordance with an approved leave of absence agreement shall be
entitled to the first available opening for which the employee is qualified.

13.10 Jury Duty. All full-time and part-time employees who are required to serve on jury duty
or who are called to appear in court, and/or to provide a deposition on behalf of the Employer in
any judicial proceeding, shall be compensated by the Employer at their regular rate of pay for
scheduled work days or FTE for unscheduled days. Employees subpoenaed for proceedings not
involving the Employer will be given unpaid release time.

13.11 Bereavement Leave. Up to twenty-four (24) hours of paid leave in lieu of regularly
scheduled work days shall be allowed for a death in the immediate family. Once started, the paid
leave must be used within the following seven (7) days. An additional sixteen (16) hours of
leave may, at the discretion of the Employer, be granted up to a maximum of forty (40) hours.
These additional hours over twenty-four (24) will be considered vacation, personal time or
holiday time if accrued or no pay if no vacation, personal time or holiday time is accrued.
Requests for additional hours will not be unreasonably denied. Immediate family shall be
defined as grandparent, parent, spouse, registered domestic partner, step persons, siblings, child,
grandchild, parent-in-law, or sibling-in-law.

13.12 Personal Leave. Bargaining unit benefits-eligible employees shall be eligible for
Personal Leave as the Employer provides to non-unit employees of the Employer, under the
same terms and conditions as now or hereafter established.

25



13.13 Union Leave. Up to one employee each calendar year will be allowed up to a maximum
of ninety (90) calendar days of unpaid leave per calendar year to perform union business
provided that, as solely determined by the Employer, it does not conflict with patient care or
staffing considerations, the employee and Union requesting such leave submit a written leave
request at least forty-five (45) days in advance, and the leave is continuous. Requests for Union
Leave will not be unreasonably denied. With agreement of the employee and the employee’s
manager, Union leave in excess of amount discussed above may be permitted, including the
release of more than one employee each calendar year.

ARTICLE 14 — CONFERENCE COMMITTEE

14.1 A Conference Committee consisting of four (4) persons appointed by the Employer and
four (4) persons selected by the members of the unit shall be established to assist with personnel
and other mutual problems. Additionally, one (1) staff representative of the Union will be
allowed to attend. The purpose of the Conference Committee shall be to foster improved
communications between the Employer and the bargaining unit. The function of the committee
shall be limited to an advisory rather than a decision-making capacity. The Committee shall
meet upon request but not more frequently than quarterly, unless mutually agreed upon by both
parties. Such meetings shall not exceed one (1) hour in duration unless extended by mutual
consent.

14.2  Unit Based Committees. It is the intent of the parties to increase involvement of staff in
matters of scheduling, staffing decisions and periodic evaluation of patient care models. This
will be achieved through a Unit Based Committee (“UBC”) structure which will receive
direction from the manager and provide input to the manager and unit staff. Managers are
responsible for making the decisions for department-based outcomes and the overall direction of
the unit. The Unit Based Committees will operate under the following guidelines:

a. A department, through its staff, may choose not to participate in this program.
Moreover, where feasible, this program may be coordinated with existing
programs for staff input.

b. While significant census fluctuations characterize the Employer’s business, it is
anticipated that collaboration will improve the ability to manage response to these
fluctuations in a manner that supports the care of the patients and improve
working situations, while promoting collaboration between staff and management.
Toward this end, the UBC will make recommendations to management. The
UBC will determine its schedule for meeting including frequency and length. The
UBC will be responsible for reviewing outcomes to measure success.

c. There will be between three (3) and six (6) staff members on the UBC, except for
the END UBC, which will have between two (2) and three (3) staff members.
Volunteers will be sought for the UBC. If appropriate, the manager may request
that other staff members participate to provide demographic diversity on the
UBC. The UBC will keep minutes describing the topics discussed at each
meeting.
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d. The UBC may be comprised of different job classifications and/or modalities (i.e.,
CT and MRI), as such, all participants recognize position/modality needs may
vary. Recommendations from the committee may be position specific.

e. Where a unit has a staffing committee containing members of other bargaining
units, management may coordinate meetings for discussion of common issues,
provided that the UBC members of the bargaining unit do not lose their
opportunity to participate and provide input.

f. The Employer will provide training, on paid release time, for the UBC members
to allow them to fulfill their responsibilities successfully.

The parties agree the UBC shall align with the values of compassion, excellence, integrity,
collaboration, equity and innovation as it pertains to both staff and management participation.

ARTICLE 15 - GRIEVANCE PROCEDURE

15.1 Grievance Defined. A grievance is defined as an alleged breach of the express terms and
conditions of this Agreement. It is the desire of the parties to this Agreement that grievances be
adjusted informally wherever possible and at the first level of supervision.

15.2 Time Limits. Time limits set forth in the following steps may only be extended by
mutual written consent of the parties hereto. A time limit which ends on a Saturday, Sunday or a
holiday designated in Section 11.3 hereof shall be deemed to end at 4:30 p.m. on the next
following business day. Failure of an employee to file a grievance on a timely basis or to timely
advance a grievance in accordance with the time limits set forth below will constitute withdrawal
and waiver of the grievance by the aggrieved party. Failure of the Employer to comply with the
time limits set forth below shall result in the grievance being automatically elevated to the next
step without any action necessary on the part of the employee.

15.3  Grievance Procedure. All grievances shall be submitted to the following grievance
procedure, except terminations which shall be submitted at Step 2 within thirty (30) calendar
days of the date the employee was terminated and wage claims which shall be submitted at
Step 1 within sixty (60) calendar days of the pay date in question.

Step 1. Employee and Immediate Supervisor.

If any employee has a grievance, the employee shall first present the grievance
electronically in writing to HRConsulting@seattlechildrens.org and to the employee’s
immediate supervisor (or designee) within thirty (30) calendar days from the date the
employee was or should have been aware that the grievance existed. Upon receipt
thereof, the immediate supervisor (or designee) shall attempt to resolve the problem and
shall respond in writing to the employee within thirty (30) calendar days following
receipt of the written grievance or any meeting held to discuss the grievance, whichever
is later. Should the supervisor (or designee) and the employee meet to resolve the
grievance, a Unit Representative may attend the meeting at the employee’s request.
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Step 2. Employee and Manager or Director.

If the matter is not resolved to the employee’s satisfaction at Step 1, the employee (or the
Union at the request of the employee) shall present the grievance electronically in writing
to HRConsulting@seattlechildrens.org and to the Manager or Director (and/or designee)
within twenty-one (21) calendar days of the immediate supervisor’s decision. If an
employee does not report to both an immediate supervisor and a different Manager or
Director the employee may skip Step 2 and proceed directly to Step 3 below. A meeting
between the employee (and the Unit or Union Representative, if requested by the
employee) and the Manager or Director (and/or designee) shall be offered within twenty-
one (21) calendar days, or other mutually acceptable date, following the presentation of
the Step 2 grievance for the purpose of resolving the grievance. The Manager or Director
(or designee) shall issue a written reply within twenty-one (21) calendar days following
the grievance meeting.

Step 3. Employee and Vice President, Human Resources.

If the matter is not resolved at Step 2 to the employee’s satisfaction, the grievance shall
be referred electronically in writing to HR Consulting@seattlechildrens.org and to the
Vice President, Human Resources (and/or designee) within fourteen (14) calendar days of
the Step 2 decision. The Vice President, Human Resources (and/or designee) shall offer
to meet with the employee and the Union Representative within fourteen (14) calendar
days, or other mutually acceptable date, of receipt of the Step 3 grievance for the purpose
of resolving the grievance. The Vice President (or designee) shall issue a written
response within fourteen (14) calendar days following the meeting.

Step 4. Arbitration.

If the grievance is not settled on the basis of the foregoing procedures, and if the grievant
and the Union have complied with the specific time limitations specified in Steps 1, 2, 3
and 4 herein, the Union may submit the issue in writing to arbitration electronically to
HRConsulting@seattlechildrens.org within fourteen (14) calendar days following the
receipt of the written reply from the applicable Vice President or designee. If the
Employer 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, subject to the following terms and conditions. The
arbitrator shall have no authority to add to, subtract from, or otherwise change or modify
the provisions of this Agreement, but shall be authorized only to interpret existing
provisions of this Agreement as they may apply to the specific facts of the issue in
dispute. The arbitrator shall not substitute the arbitrator’s judgment for that of the
Employer in matters involving employee competency or ability, or in patient care issues
where the Employer’s judgment is based upon established job criteria and exercised in
good faith. Any dismissal of a grievance by the arbitrator, whether on the merits or on
procedural grounds, shall bar any further arbitration of the issue in dispute. The
Arbitrator shall have no authority to award punitive damages or interest. Each party shall
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bear one-half (1/2) of the fee of the arbitrator and any other expense jointly incurred
incident to the arbitration hearing. All other expenses, including but not limited to legal
fees, deposition costs, witness fees, and any and every other cost related to the
presentation of a party’s case in this or any other forum, shall be borne by the party
incurring them, and neither party shall be responsible for the expenses of witnesses called
by the other party. Except where specifically provided elsewhere in this Agreement,
neither party shall be required during the term of this Agreement to provide the other
party with any data, documents or information in its possession or under its control for
any purpose except insofar as it may be relevant to a pending grievance or to pending
negotiations for a renewal collective bargaining agreement; provided that appropriate
notice has been given as required by Article 17. If necessary, the Arbitrator shall resolve
discovery rights of the parties as to grievances submitted to arbitration.

15.4 Termination. This grievance procedure shall terminate on the expiration date of this
Contract unless the Contract is extended by the mutual written consent of the parties. Grievances
arising during the term of the Contract shall proceed to resolution regardless of the expiration
date. Grievances arising after the expiration date of this Contract shall be null and void, and
shall not be subject to this grievance procedure.

ARTICLE 16 — UNINTERRUPTED PATIENT CARE

It is recognized that the Employer is engaged in a public service requiring continuous operation
and it is agreed that recognition of such obligation of continuous service is imposed upon both
the employee and the Union. During the term of this Agreement, 1) the Employer shall not lock
out its employees, and 2) neither the Union nor its members, agents, representatives, employees
or persons acting in concert with them shall incite, encourage or participate in a strike, walkout,
slowdown or any other activity that interrupts, impedes or disrupts work, or the delivery of
goods, services or patients/families to the Employer. In the event of any strike, picketing,
walkout, slowdown or work stoppage, or a threat thereof, the Union and its officers will do
everything within their power to end or avert same. Any employee participating in any strike,
picketing, walkout, slowdown or work stoppage will be subject to immediate dismissal. This
provision shall not be interpreted to prohibit an individual employee from participating in a
strike, picket, or other public activity for another bargaining unit, so long as the employee is off
work and on their own time.

ARTICLE 17 — GENERAL PROVISIONS

17.1  State and Federal Laws. This Agreement shall be subject to all present and future
applicable city, state, and federal laws. Should any provision or provisions become unlawful or
require modification 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 Union shall enter into
negotiations for the purpose, and solely for the purpose, of arriving at a mutually satisfactory
replacement for such provision.

29



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

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

17.4  Unilateral Increases. Nothing contained herein shall prohibit the Employer at its sole
discretion from paying wages and/or benefits in excess of those provided for herein; provided,
however, that the Employer shall notify and, upon request, meet and review the changes with the
Union prior to their implementation.

17.5 Complete Understanding. The parties acknowledge that during the negotiations which
resulted in this Agreement each party had the unlimited right and opportunity to make demands
and proposals with respect to any subject or matter not removed by law from the area of
collective bargaining, and that the understandings and agreements arrived at by the parties after
the exercise of that right and opportunity are set forth in this Agreement. Therefore, the
Employer and the Union, for the term of this Agreement, each voluntarily and unqualifiedly
waives the right, and each agrees that the other shall not be obligated to bargain collectively with
respect to any subject or matter not specifically discussed during negotiations or covered in this
Agreement. The parties further agree, however, that this Agreement may be amended by the
mutual consent of the parties in writing at any time during its term.

ARTICLE 18 — DURATION

This Agreement shall become effective the first full pay period after ratification and shall remain
in full force and effect to and including January 31, 2025, unless changed by mutual consent.
Should the Union desire to change, modify or renew the Agreement upon the expiration date,
written notice must be given to the Employer at least ninety (90) days prior to the expiration
date. Upon receipt of such notice, negotiations shall commence. In the event negotiations do not
result in a new Agreement on or before the expiration date, this Agreement shall terminate unless
both parties mutually agree to extend the Contract.
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IN WITNESS WHEREOF, the parties hereto have executed this Agreement this

7/16/2023 | 3:54,PM) DT

SEATTLE CHILDREN’S HOSPITAL

DocuSigned by:
Jamie Pluillips
65CA092C429...

Jamie C. Phillips, Senior Vice President &
Chief Operating Officer

DocuSigned by:

JAM\ S-\qvealr-\

E:

John Saavég}faf%ggaPresident HR/
People Operations
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UFCW 3000 - Seattle Children's Hospital

Effective February 1, 2022

Market Increases

APPENDIX A WAGES

% increase betw een steps: 4.50% 4.50% 3.50% 3.00% 3.00% 2.50% 2.50% 2.50% 2.50% 2.25% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 2.25%
Lawson System Steps: Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15 Step 16 Step 17 Step 18 Step 19 Step 20 Step 21 Step 22 Step 23 Step 24 Step 25 Step 26
Job Title Base Year 1 Year 2 Year 3 Year 4 Year 5 Year 6 Year 7 Year 8 Year 9 Year 10 Year 11 Year 12 Year 13 Year 14 | Year 15 Year 16 | Year 17 Year 18 Year19 | Year20 Year 21 Year 22 Year 23 Year 24 Year 25
Anesthesia Tech $ 2749 |$ 2872 | $ 3002 |$ 3107 | $ 3200|$% 3296 | $ 3378 $ 3463 | $ 3549|$ 3638 | $ 3720 $ 3762 |$ 3804 (% 3847 | $ 3890|$ 3934 |$ 3978 |$ 4023 |[$ 4068 | $ 4114 |$ 4160 | $ 4207 |$ 4254 | $ 43.02|$ 4351 | $ 4449
Ortho Tech $ 2408 |% 2516 | $ 2629 $ 2721 | $ 2803|$ 2887 | $ 2959 |$ 3033 $ 31.09|$ 3187 | $ 3258 $ 3295|$ 3332 |$ 3370 | $ 3407|$ 3446 | $ 3485 |$ 3524 [$ 3563 | $§ 3603|$ 3644 |$ 3685 |$ 3726 [ $ 3768|$ 3811 | $ 3897
Ortho Tech Il $ 2666 |% 2786 | $ 2911 $ 3013 | $ 3103|$ 3197 | $ 3276 | $ 3358 $ 3442|$ 3528 | $ 36.08| $ 3648 |$ 36.89 % 37.31 $ 3773 $ 3815 | $ 3858 |$ 3902 |$ 3946 | $ 3990 $ 4035 | % 4080 |$ 4126 | $ 41.73|$ 4219 | $ 4314
CT Tech $ 3988 |$ 4167 | $ 4355 | % 4507 | $ 4642|$ 4782 | $ 4901 $ 5024 | $ 5149|$ 5278 | $ 5397|$ 5458 | $ 5519 |$ 5581 $ 5644 | $ 5707 | $ 5772 $ 5836 |$ 5902 | $ 5969 |$ 6036 |$ 6104 [$ 6172 | $ 6242| $ 6312 | $ 6454
Cardiac Cath Lab Tech $ 4540 |$ 4744 | $ 4957 | $ 5131 | $ 5285|% 5443 | $ 5580 $ 5719 | $ 5862|$ 6009 | $ 6144 $ 6213 |$ 6283 % 6353 | $ 6425| % 6497 | $ 6570 |$ 6644 [$ 6719 | $ 6795|% 6871 |$ 6948 |$ 7026 | $ 71.06 | $ 7185 | $ 7347
Cardiac Cath Lab Tech/CVT $ 4540 | $ 4744 | $ 4957 | $ 5131 | $ 5285|% 5443 | $ 5580 | $ 5719 $ 5862|$ 6009 | $ 6144 $ 6213 | $ 6283 |$ 6353 | $ 6425| % 6497 | $ 6570 |$ 6644 [$ 6719 | $ 6795| % 6871 |$ 6948 |$ 7026 [ $ 71.06|$ 7185 | $ 7347
IR Tech $ 4540 | $ 4744 | $ 4957 | $ 5131 | $ 5285|$ 5443 | $ 5580 | $ 5719 $ 5862|$ 6009 | $ 6144 $ 6213 | $ 6283 |$ 6353 | $ 6425|$ 6497 | $ 6570 |$ 6644 [$ 6719 | $ 6795|$% 6871 |$ 6948 |$ 7026 [ $ 71.06|$ 7185 | $ 7347
LPN $ 2495|% 2607 | $ 2725 | % 2820 | $ 2905|% 2992 | $ 3067 ($ 3143 | $ 3222|$ 3302 | $ 3377|$ 3415 |$ 3453 (% 3492 | $ 3531|$ 3571 |$ 3611 |$ 3652 [$ 3693 | $ 3734 |$ 3776 | $ 3819 |$ 3862 | $ 3905 % 3949 | $ 4038
MRI Tech $ 4338 | % 4533 | $ 4737 | $ 4903 $ 5050($ 5202 | $ 5332 | % 5465 | $ 5602|$ 5742 | $ 5871 $ 5937 [ $ 6004 [$ 60.71 $ 6140 $ 6209 | $ 6279 [$ 6349 |$ 64.21 $ 6493|$ 6566 |$ 6640 |$ 6715 | $ 6790 $ 6866 | $ 70.21
?;g;g;’ég:’;ﬁ:::z::::;:" aging Core $ 4338 | 4533 | $ 4737 | 4903 | $ 5050|$ 5202 | § 5332 (S 5465 | $ 5602[$ 5742 | § 5871|$ 5037 [$ 6004 |$ 6071 | $ 6140($ 6200 |$ 6279 |$ 6349 |$ 6421 | $ 6493|$ 6566 |$ 6640 |$ 6715 [ $ 67.00 | 6866 | S 70.21
Nuclear Med Tech $ 4447 |$ 4647 | $ 4856 | $ 5026 | $ 51.77|$ 5332 | $ 5466 ($ 5602 | $ 5742|$ 5886 | $ 6018 $ 6086 |$ 6154 % 6224 | $§ 6294|$ 6365|% 6436 |$ 6509 [$ 6582 | $ 6656|% 6731 |$ 6806 |$ 6883 | $ 6960 % 7039 |$ 7197
Pharmacy Tech | $ 2336 |$ 2442 | $ 2551 (% 2641 | $ 2720|$ 2802 | $ 2872 |$ 2943 $ 3017|$ 3092 | $ 3162 $ 3198 |$ 3234 |$ 3270 | $ 3307|$ 3344 | $ 3381 |$ 3420 [$ 3458 | $ 3497 |$ 3536 ($ 3576 |$ 3616 | $ 3657|$ 3698 | $ 37.81
Pharmacy Tech Il $ 2425 |% 2534 | $ 2648 | $ 2741 | $ 2823|$ 2908 | $ 2981 $ 3055| $ 3132|$ 3210 | $ 3282|$ 3319 |$ 3356 (% 3394 | $§ 3432|$ 3471 |$ 3510 (|$ 3550 [$ 3589 | $ 3630|% 3671 |$ 3712 |$ 3754 | $ 3796 $ 3839 |$ 3925
Polysomnographic Tech | $ 3135|$ 3276 | $ 3424 | $ 3544 | $ 3650|% 3759 | $ 3853 $ 3950 | $ 4049|$ 4150 | $ 4243 $ 4291 |$ 4339 (% 4388 | $ 4437 | $ 4487 | $ 4538 |$ 4589 [$ 4640 | $ 4693 |$ 4745 |$ 4799 |$ 4853 | $ 49.07 | $ 4963 | $ 5074
Polysomnographic Tech Il $ 3704 |$ 3871 | $ 4045 $ 4186 | $ 4312|$ 4441 | $ 4552 | $ 4666 | $ 4783|$ 4902 | $ 5013|$ 5069 |$ 5126 |$ 5184 | $ 5242 $ 5301 | $ 5361 |$ 5421 [$ 5482 | $ 5544 | $ 5606 [$ 5669 |$ 5733 | $ 5797 | $ 5862 | $§ 5994
Rad Tech $ 3565|% 3726 | $ 3893 | % 4030 | $ 4150|$ 4275 | $ 4382 $ 4491 | $ 4604|$ 4719 | $ 4825 % 4879 | $ 4934 (% 4990 | $ 5046| % 5103 |$ 5160 [$ 5218 |[$ 5277 | $ 5336|$ 539 | $ 5457 |$ 5518 | $ 5580 $ 5643 | $ 57.70
Respiratory Educator | $ 3434 |$ 3588 |$ 3749 | $ 3881 | $ 3997|$ 4117 | $ 4220 ($ 4325 | $ 4434|$ 4544 | $ 4647 $ 4699 | $ 4752 (% 4805 | $ 4859|$ 4914 | $ 4969 [$ 5025 [$ 5082 | $ 5139|$ 5197 |$ 5255 |$ 5314 | $ 5374 $ 5435 | $ 5557
Respiratory Educator Il $ 3743 | $ 39.11 $ 4087 | $ 4230 | $ 4357 |$ 448 | $ 4600 $ 4715 | $ 4833| $ 4953 $ 5065| $ 5122 | $ 5179 | $ 5238 $ 5297 $ 5356 | $ 5417 | $ 5477 | $ 5539 $ 5601 |$ 5664 | $ 5728 [$ 57.93 $ 5858 | $ 5924 | $ 6057
Respiratory Care Therapist | $ 3528|3687 |$ 3853 (% 3988 | $ 4107|$ 4230 | $ 4336 |$ 4445 $ 4556|$ 4670 | $ 4775|$ 4828 | $ 4883 |$ 4938 | $ 4993|$ 5049 [ $ 5106 |$ 5164 [$ 5222 | $§ 5280|$ 5340 [ $ 54.00 | $ 54.61 $ 5522|$ 5584 |$ 5710
Respiratory Care Therapist Il $ 3901 |$ 4077 | $ 4260 | $ 4409 | $ 4541|$ 4678 | $ 4794 | $ 4914 $ 5037|$ 5163 | $ 5279 $ 5339 |$ 5399 |$ 5460 | $ 5521 | $ 5583 | $ 5646 |$ 5709 [$ 5774 | $ 5839|$ 5904 [$ 5971 |$ 6038 [ $ 61.06|$ 6174 | $§ 6313
Respiratory Care Therapist lll $ 4311 | $ 4505 | $ 4707 | $ 4872 | $ 5018|$ 5169 | $ 5298 | $ 5430 | $ 5566 $ 57.05 $ 5834 $ 5899 | $ 5966 | $ 60.33 $ 6101 $ 6169 | $ 6239 | $ 6309 | $ 63.80 $ 6452 $ 6524 | $ 6598 [$ 6672 | $ 6747 | $ 6823 | $ 69.76
Surgical Tech | $ 2914 |$ 3045 | $ 3182 $ 3293 | $ 3392|% 3494 | $ 3581 |$ 3671 $ 3763|$ 3857 | $ 3944 $ 3988 |$ 4033 |$ 4078 | $ 4124 | $ 4170 | $ 4217 |$ 4265 [$ 4313 | $ 4361|$ 4410 | $ 4460 |$ 4510 | $ 4561 | $ 4612 | $ 4716
Surgical Tech Il $ 3176 |$ 3318 | $ 3468 | $ 3589 | $ 3697|$ 3808 |$ 3903 ($ 4000 | $ 4100|$ 4203 | $ 4298 | $ 4346 | $ 4395 (% 4444 | $ 4494 | $ 4545 | % 4596 |$ 4648 |$ 4700 | $ 4753 | $ 4806 | $ 4860 |[$ 4915 | $ 4970 $ 5026 | $ 51.39
Echo Sonographer $ 4418 | $ 4617 | $ 4824 | $ 4993 | $ 5143|$ 5297 | $ 5430 | $ 5566 | $ 57.05|$ 5847 | $ 5979 $ 6046 | $ 6114 |$ 6183 | $ 6253|$ 6323 |$ 6394 |$ 6466 [$ 6539 | $ 6612|$ 6687 [ $ 6762 |$ 6838 [ $ 69.15|$ 6993 | § 71.50
Ultrasonographer $ 4418 |$ 4617 | $ 4824 | $ 4993 | $ 5143 |$ 5297 | $ 5430 $ 5566 | $ 5705|$ 5847 | $ 5979 $ 6046 | $ 6114 $ 6183 | $§ 6253|$ 6323 |$ 6394 |$ 6466 |[$ 6539 | $ 6612|$ 6687 | $ 6762 |$ 6838 | $ 6915 % 6993 [ $ 71.50
END Technologist | $ 2710 $ 2832 | $ 2960
END Technologist Il $ 3262 |$ 3408 | $ 3562 | % 368 | $ 3797|$ 3911 | $ 4009 ($ 4109 | $ 4212|$ 4317 | $ 4414 | $ 4464 | $ 4514 ($ 4565 | $ 4616 | $ 4668 | $ 4720 |$ 4774 |$ 4827 | $ 4882|$ 4937 | $ 4992 |$ 5048 | $ 51.05|$ 5162 | $ 5279
END Technologist Il $ 3471 %3627 |$ 3790 | $ 3923 | $ 4040|$ 4161 | $ 4265 $ 4372 | $ 4481|$ 4593 | $ 4697 $ 4750 | $ 4803 ($ 4857 | $ 4912|$ 4967 | $ 5023 [$ 5079 |[$ 5136 | $ 51.94|$ 5253 | $ 5312 |$ 5372 | $ 5432 $ 5493 |$ 5617
END Technologist lll- Educator $ 3571 |$ 3727 | $ 3890 | $ 4023| $ 4140|$ 4261 | $ 4365|$ 4472 $ 4581|$ 4693 | $ 4797|$ 4850 | $ 49.03 |$ 4957 | $ 5012 $ 5067 | $ 5123 |$ 5179 [$ 5236 | $ 5294 | $ 5353 |$ 5412 |$ 5472 [ $ 5532|$ 5593 |$ 5717
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Effective first pay period after January 31, 2023

3.00% Increase

% increase between steps:

4.50%

4.50%

3.50%

3.00%

3.00%

2.50%

2.50%

2.50%

2.50%

2.25%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

1.125%

2.25%

Lawson System Steps: Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15 Step 16 Step 17 Step 18 Step 19 Step 20 Step 21 Step 22 Step 23 Step 24 Step 25 Step 26
Job Title Base Year1 Year 2 Year 3 Year 4 Year 5 Year 6 Year7 Year 8 Year9 Year10 | Year11 Year 12 Year13 | Year14 Year15 | Year16 | Year17 Year18 | Year19 | Year20 Year 21 Year22 | Year23 Year24 | Year25
Anesthesia Tech $ 2831 | $ 2959|$ 3092 |$ 3200 % 3296 | $ 3395|% 3480 |$ 3567 |$ 3656 |F 3747 |$ 3832 (% 3875 |% 3918 |$ 3962 |$ 4007 | $ 4052($ 4098 |$ 4144 | $ 4190| $ 4237 |$ 4285 | $ 4333|$ 4382 |$ 4431 | $ 4481 |$ 4582
Ortho Tech $ 2480 | $ 2591|$ 2708 |$ 2803 |$ 2887 | $ 2974|$ 3048 |$ 3124 |$ 3202 % 3282 |$ 3356 [$ 3394 |$ 3432 |$ 3471 (% 3510 | $ 3549($ 3589 |% 3629 |$ 3670| % 3712 |$ 3753 | $ 3796|$ 3838 |$ 3881 | $ 3925($ 4013
Ortho Tech Il $ 2746 | % 2869| % 2998 |$ 3103 ($ 3197 | $ 3292|$ 3375|$ 3459 |$ 3546 |$ 3634 |$ 3716 |$ 3758 [ $ 3800 |$ 3843 |$ 3886 | $ 3930|$ 3974 |$ 4019 | $ 4064 | $ 4110 ($ 4156 | $ 42.03|$ 4250 |$ 4298 | $ 4346 | $ 4444
CT Tech $ 4107 | $ 4292|$ 4485 |$ 4642 $ 4782 | $ 4925|$% 5048 |$ 5174 |$ 53.04|$ 5436 |$ 5559 (% 5621 |$ 5685 |$ 5748 |$ 5813 | $§ 5879 ($ 5945 |% 6012 | $ 60.79|$ 6148 |$ 6217 | $ 6287 |$ 6357 |[$ 6429 | $ 6501 |$ 6648
Cardiac Cath Lab Tech $ 4676 | $ 4886|$ 5106 | $ 5285 |$ 5443 | $ 5607 |$ 5747 | % 5891 |$ 6038|3% 6189 |$ 6328 |$ 6399 |$ 6471 |$ 6544 |$ 6618 | $§ 6692 $ 6767 |$ 6844 | $ 6921| % 6998 |$ 7077 | $ 7157 |$ 7237 |$ 7319 | $ 7401 |$ 7568
Cardiac Cath Lab Tech/CVT $ 4676 | $ 4886|$ 5106 | $ 5285 (% 5443 | $ 5607|$ 5747 |$ 5891 |$ 6038|$ 6189 |$ 6328 |$ 6399 [$ 6471 |$ 6544 |$ 6618 | $ 6692|$ 6767 |$ 6844 | $ 6921|$ 6998 ($ 7077 [ $ 7157 |$ 7237 |$ 7319 | $ 7401 |$ 7568
IR Tech $ 4676 | $ 4886| % 5106 | $ 5285 (% 5443 | $ 5607 |$ 5747 |$ 5891 |$ 6038|$ 6189 | 3% 6328 |$ 6399 [$ 6471 |$ 6544 |$ 6618 | $ 6692|$ 6767 |$ 6844 | $ 6921|$ 6998 ($ 7077 | $ 7157 |$ 7237 |$ 7319 | $ 7401 |$ 7568
LPN $ 2570 | $ 26.86|$ 2807 |$ 29.05| % 2992 | $ 3082|$% 3159 | % 3238 |$ 3319 $ 3402 |$ 3478 (% 3517 | $ 3557 |$ 3597 |$ 3637 | $ 3678($ 3720 |$ 3761 | $ 3804| % 3847 |$ 3890 | $ 3934|$ 3978 |$ 4023 | $ 4068 $ 4159
MRI Tech $ 4468 | $ 4669|$ 4880 $ 5050 $ 5202 | $ 5358|$ 5492|$ 5629 |$ 5770 $ 5914 | $ 6047 |$ 6115 $ 6184 | $ 6254 |$ 6324 | $ 6395|$% 6467 |$ 6540 | $ 6613|$ 6688 [$ 6763 | $ 6839|$ 69.16 |[$ 69.94 | $ 7072 | $ 7232
::::zlf’fgcmﬁ, a;i':fsemh Imaging Core (RCRIC) | ¢ 4468 | § 4669|$ 4880 |5 5050 [§ 5202 | s 5358|$ 5492 |5 5629 s 5770 | s 5914 | $ 6047 |$ 6115 |$ 6184 |$ 6254 |5 6324 | 5 6395|$ 6467 |5 6540 | § 6613 |$ 6688 |$ 6763 | $ 68395 6916 [$ 6994 | § 7072|§ 7232
Nuclear Med Tech $ 4580 | $ 4787|$ 5002 |$ 5177 $ 5332| $ 5492|$ 5630|% 5770 |$ 5915 % 6062 |$ 6199 [$ 6269 |$ 6339 |$ 6410 |$ 6483 | $§ 6555(% 6629 |$ 6704 | $ 67.79| % 6855 |% 6933 [ $ 7011 |$ 7089 [$ 7169 | $ 7250 $ 74.13
Pharmacy Tech | $ 2407 | $ 2515|$ 2628 |$ 2720 $ 2802 | $ 2886 | % 2958 | % 3032|$ 3107 |$ 3185 |$ 3257 [$ 3293 |$ 3331 |$ 3368 |$ 3406 | $ 3444 ($ 3483 |$ 3522 | $ 3562| 3% 3602 |$ 3642 | $ 36.83|$ 3725 |$ 3767 | $ 3809|$ 3895
Pharmacy Tech Il $ 2498 | % 2610|$ 2728 | $ 2823 $ 2908 | $ 2995($ 3070 |$ 3147 |$ 3226 |$ 3306 |$ 3381 |$ 3419 $ 3457 |$ 349 |$ 3535 | $ 3575|% 3615 |% 3656 | $ 3697 |$ 3739 ($ 3781 [ $ 3823|$ 3866 |$ 3910 | $ 3954 | $ 4043
Polysomnographic Tech | $ 3229 $ 3375|$ 3527 |$ 3650|$ 3759 | $ 3872|$ 3969|$ 4068 |$ 4170 $ 4274 |$ 4370 ($ 4420 | $ 4469 |$ 4520 |$ 4570 | $ 4622 $ 4674 |$ 4726 | $ 4780|$ 4833 |$ 4888 | $ 4943 |$ 4998 |$ 5055 | % 5111 |$ 5226
Polysomnographic Tech Il $ 3815 | $ 3987|$ 4166 |$ 4312 $ 4441 | $ 4574|$ 4689 | $ 4806 | $ 4926 | $ 5049 | $ 5163 [$ 5221 |$ 5280 |$ 5339 |$% 5399 | $§ 5460 ($ 5521 |% 5584 | $ 5646| % 5710 |$ 5774 | $ 5839|$ 5905 |$ 59.71 | $ 6038|$ 6174
Rad Tech $ 3672 $ 3837|$ 4010 $ 4150 $ 4275 $ 4403|$ 4513 |$ 4626 | $ 4742 |$ 4860 | $ 4970 |$ 5026 [ $ 5082 $ 5139 |$ 5197 | $ 5256 |$ 5315 |$ 5375 | $ 5435|$% 5496 [$ 5558 | $ 5621 |$ 5684 |$ 5748 | $ 5812 | $ 5943
Respiratory Educator | $ 3537 | % 3696 |% 3862|% 3997 ($ 4117 | $ 4241|$ 4347 |$ 4455 | % 4567 |$ 4681 |$ 4786 |$ 4840 [ $ 4894 [ $ 4949 |$ 5005 | $ 5061|$% 5118 |$ 5176 | $ 5234 | $ 5293 [$ 5353 | $§ 54.13|$ 5474 |$ 5535 | $ 5598| % 57.24
Respiratory Educator Il $ 3855 | % 4028|$ 4210 | $ 4357 | $ 4483 | $ 4622|$ 4738 |$ 4856 |$ 4978 $ 51.02|$ 5217 [$ 5276 | $ 5335 |$ 5395|% 5456 | $ 5517 ($ 5579 |$ 5642 | $ 57.05| % 5769 |$ 5834 [ $ 59.00| $ 5966 [$ 6033 | $ 61.01|$ 6239
Respiratory Care Therapist | $ 3634 | % 3797|$ 3968 |$ 4107 $ 4230 $ 4357|$ 4466 |$ 4578 | $ 4692 |$ 4810 |$ 4918 [$ 4973 [ $ 5029 |$ 5086 |$ 5143 | $ 5201 |$ 5259 |$ 5318 | $ 5378 $ 5439 |$ 5500 | $ 5562 |$ 5624 |$ 5688 | $ 5752 | $ 5881
Respiratory Care Therapist Il $ 4018 | $ 4199|$ 4383 |$ 4541 (% 4678 | $ 4818 $ 4938 | $ 5062 | % 5188 |$ 5318 |$ 5438 |$ 5499 [ $ 5561 $ 5623 |$ 5687 | $ 5751 |$ 5815 |% 5881 | $ 5947 | $ 6014 [$ 6081 [ $ 6150 $ 6219 |$ 6289 | $ 6360|$ 6503
Respiratory Care Therapist lll $ 4440 | $ 4640| $ 4848 |$ 5018 $ 5169 | $ 5324 |$ 5457 |$ 5593 |$ 5733 |% 5876 |$ 6009 [$ 6076 | $ 6145 |$ 6214 |$ 6284 | $ 6354 ($ 6426 |$ 6498 | $ 6571| % 6645 |$ 6720 | $ 6795|$ 6872 |$ 6949 | $ 7027 |$ 7186
Surgical Tech | $ 3001 % 3136|$ 3278 $ 3392($ 3494 | $ 359 |$ 3689 |$ 3781 |$ 3876|$ 3972 |$ 4062 |$ 4108 [$ 4154 [ $ 42.00 [$ 4248 | $ 4296 |$ 4344 |$ 4393 | $ 4442|$ 4492 ($ 4543 | $ 4594 | $ 4645 |$ 4698 | $ 4751 | $ 4857
Surgical Tech Il $ 3271 | $ 3418|$ 3572 |$ 3697 |$ 3808| $ 3922|$ 4020 |$ 4120 |$ 4223 |$ 4329 |$ 4426 |$ 4476 |$ 4527 |$ 4578 |$ 4629 | $ 4681 ($ 4734 |$ 4787 | $ 4841|$ 4895 |$ 4950 | $ 50.06|$ 5062 $ 5119 | $ 51.77|$ 5293
Echo Sonographer $ 4550 | $ 4755| % 4969 |$ 5143 | $ 5297 | $ 5456 | % 5593 |$ 5733 |$ 5876 % 6023 |$ 6158 % 6228 |$ 6298 |$ 6368 |$ 6440 | $ 6513 $ 6586 |$ 6660 | $ 67.35| % 6811 |$ 6887 | $ 6965|$ 7043 [$ 7122 | $ 7202|$ 7364
Ultrasonographer $ 4550 | $ 4755| % 4969 |$ 5143 ($ 5297 | $ 5456 $ 5593 |$ 5733 | % 5876 |$ 6023 |$ 6158 |$ 6228 [$ 6298 |$ 6368 |$ 6440 | $ 6513 |$ 6586 |$ 6660 | $ 67.35| % 6811 [$ 6887 | $ 6965|$ 7043 |$ 7122 | $ 7202|$ 7364
END Technologist | (stops after Step 3) $ 2791 % 2917| $ 3048
END Technologist Il $ 3359 | % 3511|$ 3669 |$ 3797 % 3911 | $ 4028|$ 4129 | $ 4232 | $ 4338 $ 4446 | $ 4546 ([$ 4598 | $ 4649 | $ 4702 |$ 4755 | $ 4808 | $ 4862 |$ 4917 | $ 49.72| $ 5028 |$ 5085 | $ 5142|$ 5200 [$ 5258 | $ 5317 |$ 54.37
END Technologist lll $ 3575 % 3735| % 3904 |$ 4040 ($ 4161 | $ 4286|$ 4393 |$ 4503 |$ 4616 | $ 4731 | $ 4838 |$ 4892 $ 4947 |$ 5003 |$ 5059 | $ 5116 |$ 5174 |$ 5232 | $ 5291 |$ 5350 [$ 5410 [ $ 54.71|$ 5533 |$ 5595 | $ 5658 |$ 57.85
END Technologist lll- Educator (+$1 Lvl lll) $ 3675| % 3835| % 4004 |$ 4140 ($ 4261 $ 4386|$ 4493 |$ 4603 |$ 4716 | $ 4831 |$ 4938 |$ 4992 ($ 5047 [$ 51.03|$ 5159 | $ 5216 |$ 5274 |$ 5332 | $ 5391|$ 5450 ($ 5510 [ $ 5571 $ 5633 |$ 5695 | $ 5758 | $ 5885
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Effective first pay period after January 31, 2024

3.00% Increase

% increase betw een steps: 4.50% 4.50% 3.50% 3.00% 3.00% 2.50% 2.50% 2.50% 2.50% 2.25% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 1.125% 2.25%
Lawson System Steps: | Step 1 Step 2 Step3 | Step4 Step5 | Step6 Step 7 Step 8 Step9 | Step10 | Step 11 | Step12 | Step 13 | Step 14 | Step15 | Step16 | Step17 | Step18 | Step 19 | Step 20 | Step 21 | Step22 | Step 23 | Step 24 | Step 25| Step 26
Job Title Base Year1 Year 2 Year 3 Year 4 Year 5 Year 6 Year 7 Year 8 Year9 Year 10 Year 11 Year 12 Year13 | Year 14 Year 15 Year 16 Year 17 Year 18 Year 19 Year 20 Year 21 Year 22 Year 23 Year 24 Year 25
Anesthesia Tech $ 2016 | $ 3047| $ 3184|$ 32065 3395| $ 3497 $ 3584 | S 3674 5 37.66| $ 3860 $ 3947 | S 30915 4036 | $ 40815 4127|5 4174 5 4221 $ 42685 4316| $ 43655 4414 | $ 4463 5 45145 4564 | 5 46.16| § 47.20
Ortho Tech $ 2554 | % 2669| $ 27.80| $ 2887 S 2974 | $ 3063| 5 3130| s 3218 3208| $ 33815 34575 3496|$ 3535 5 3575| 5 3615|5 3656 5 3697| $ 37385 37.80| § 38235 3866 | $ 3000 5 3053| 5 3098| 5 4043| § 4134
Ortho Tech I $ 2828 | $ 2055| § 3088| $ 3197 S 3202| $ 3391| 5 3476| S 35635 3652| § 3743| 5 3827 S 38715 3014 | $ 3058[ 5 4003[ 5 4048 5 4093 § 41305 4186 § 42335 4281 $ 4320 5 43775 4427 | 5 a476| 5 4577
CT Tech § 4231 $ 4421 $ 4620| $ 47825 4925| $ 5073| 5 5200( s 53305 5463 5 s6.00| 5 5726[ 5 57905 ses5| 5 s021| 5 s088|5 6055 5 6123 § 61925 6262| 5 63325 6403 | 5 6475 5 e548| 5 e622| 5 e6.96| § 6847
Cardiac Cath Lab Tech $ 4816 $ 5033| § 5259 $ 5443 $ 5607| $ 5775 $ 5919 6067 | S 6219 $ 6375| $ 6518 $ 6591 |$ 6665 $ 6740| § e816| 5 6893 | § 6970 § 7049| $ 7128| s 7208[$ 7280 s 7371 s 74sa|s 7538| 5 7623 § 7795
Cardiac Cath Lab Tech/CVT $ 4816 | $ 5033| § 5250| $ 5443 S 5607 | $ 5775| 5 5919| $ 6067 |5 6219 $ 6375| 5 6518| S 65915 e665| $ 67.40| 5 6816| 5 6893 5 6970 $ 7040 s 7128| § 7208|s 7280 |$ 7371| s 7454|s 7538| 5 7623| § 77.95
IR Tech $ 4816 | $ 5033| § 5250| $ 54435 5607 | $ 5775| 5 5919| s e067 |5 6219 $ 6375| 5 6518| 5 65915 e665| 5 67.40| 5 6816|5 6893 5 6970 $ 70405 7128| 5 7208|s 7280 | s 7371| s 7454|s 7538| 5 7623| § 7795
LPN $ 2647 | $ 2766 $ 2891 $ 20025 3082| $ 3174 3253($ 3335| 5 3418| $ 3504| 5 3582( 5 36235 3663| 5 3705| 5 3746|5 3789 | 5 3831| s 38745 3018| 5 39625 4006 | $ 4052| 5 4007 5 4143| 5 4100| § 4284
MRI Tech $ 4602 | $ 4809| $ 5026| $ 52025 5358 | $ 5519 5 5657 | 57985 5943| $ e092| 5 62205 62995 €369 5 64415 65145 6587 5 e661| 5 67365 6812| 5 68885 6066 |5 7044| 5 7123| 5 7204 | 5 7285) § 7440
2::;2':’?:6‘;'L':f:;2fsear°h'magingcm(RCR'C) $ 4602 | $ 4809| $ 5026| $ 5202|$ 5358 | $ 5519 § 5657 | $ 5798 |5 5943| § 6092| § 6220| S 62995 6369 | $ 64.41| 5 6514| 5 6587 | 5 6661 $ 67365 6812| $ 68885 6966 | $ 7044| S 7123| 5 7204| § 7285 § 7449
Nuclear Med Tech $ 4718 | $ 4930| § 5152| $ 53325 5492| $ 5657| 5 57.98| $ 59435 6092| $ 62445 6385| 5 64575 €520 s e6.03| 5 e677|5 6752 5 6828 § 69.05| 5 6983| 5 70615 7141|$ 72215 7302|5 7384| 5 7467| 5 7635
Pharmacy Tech | § 2479 $ 2500 § 27.07| $ 28025 2886| $ 2072| 5 3046| s 31235 3201 5 32815 3355| 5 33925 3430 5 3460| 5 3508|5 3548 5 3587 5 36285 3e69| 5 37105 3vs2| S 3794] 5 3836|5 80| 5 3023) § 4012
Pharmacy Tech Il § 2573 | $ 2689| $ 2810 $ 20085 2095| $ 30855 3162 32415 3322 5 3405[ 5 3482[$ 35215 3561 5 3601| 5 36415 3682 5 3724| § 3766| $ 3808| $ 38515 3894| § 3038 5 3082 s 4027| 5 4072| § 4164
Polysomnographic Tech | $ 3326| % 3476| $ 3632| $ 37595 3872| $ 30885 4088| S 41905 4205| s 4402| 5 4502| s 45525 4603 s 4655[ 5 4a708|5 4761 5 481a| $ 4ses| s 4023| 5 4978 s 5034 s s091| 5 5148| 5 5206 5 5265 § 5383
Polysomnographic Tech I $ 3920 $ 4106| $ 4291|$ 44415 4574| $ 4712| 5 4830| s 4950 5074 $ 5201| 5 5318| s 53785 s438| 5 s499| 5 s561|5 5624 5 5687 $ 57515 s816| 5 58815 5047 | 5 e0.14] 5 e082| 5 6150| 5 6220 § 6359
Rad Tech § 3782 | $ 3053 § 4130| $ 4275| S 4403 | $ 4535| S 4649 | $ 47655 4884| $ 5006| S 5119| $ 5176|$ 5235| $ 5294| $ 5353| S 5413 | S 5474| $ 5536| $ 5598| § 5661|$ 5725| § 5780 $ 5854| $ 5920 $ 5087[ 5 6121
Respiratory Educator | S 3643 | $ 3807| $ 3078| S 4117 |S 4241| $ 43685 4477| S 45805 47.04| $ 48215 4930 s 40855 5041 | 5 s098[ s s5155]5 5213 5 5272 § 53315 5391 § 5452 s 5513 $ 5575 5 56385 57.01| § 57.66) § 5895
Respiratory Educator I $ 3070 | $ 4149| § 4336|$ 4488 |5 4622| $ 4761| 5 4880| S 50025 5127 5 5255| 5 5373 | S 54345 5495| 5 5557| 5 s619| 5 5682 § 5746 $ 58115 5876| 5 5943 S 6009 | $ 6077| S 6145(5 6214| $ 6284 § 64.26
Respiratory Care Therapist | $ 3743 $ 3011| § 4087|$ 4230 S 4357 | $ 44835 4600| S 4715 4833| $ 4054 5 5065| S 51225 5180 | $ 5238[ 5 5207| 5 5357 5 5447 $ 5478 5 5540 § 5602 S 5665| $ 5720 5 s5793| 5 s858| § 5924 § 6057
Respiratory Care Therapist $ 4139 | $ 4325| $ 4519| $ 46785 4818 | $ 4962| 5 5086 | $ 5214 5344 § s478| 5 5601| S s664|$ 5728 5 s5792| 5 s857| 5 5023 5 5000 $ 60575 6125 5 61945 6264 | $ 6334 5 6406|5 6478| 5 6550 § 66.98
Respiratory Care Therapist Il $ 4573 | $ 4779 $ 4994|$ 5160 |5 5324| $ 54835 5621| S 57615 5905| 5 6053| 5 6189 S 62505 6320 $ 6400| 5 €472| 5 6545| 5 €619 $ 6693| 5 67.68| § 6844|$ 6921 |5 6999| 5 7078|s 7158| § 7238 5 7401
Surgical Tech | $ 3091 $ 3230 $ 3376| $ 34945 3509| $ 3707| 5 37.09| s 38945 3002| 5 4092| 5 41845 42315 4278 s 4326[ 5 4375|5 4424 5 a47a| s 45245 4a575| s 46275 4679 4732] s a7ss5|s 4830| 5 4803[ § 5003
Surgical Tech I $ 3360 | 5 3521| $ 3679| $ 38085 3922| $ 4040[ S 4141|$ 42445 4350| $ 4450 § 4550 46115 4662 | $ 4715| s 4768| 5 4822 § 4876| $ 4931 S 4986| $ 5042 s 5099 | $ 5156| § 5214 $ 5273| § 5332| § 5452
Echo Sonographer $ 4687 | $ 4898| § 5118| $ 5207 S 5456 | $ 5620[ § 5760 $ 5004 | $ 6052| $ 6203| 5 6343| S 64145 e487| s e559[ 5 6633]5 6708 5 67.83| $ 6860 5 6937| $ 7045|$ 7094 | $ 7174| s 7254 7336| 5 74.18] § 7585
Ultrasonographer $ 4687 | $ 4898 $ 5118| $ 5207 S 5456 | $ 5620[ $ 5760 | $ 5904 $ 6052| $ 6203|$ 6343| 5 64145 6487 5 e550| 5 6633|5 6708 5 67.83| $ 6860 5 6937| $ 7015|$ 7094 | $ 7174 s 7254 7336| $ 7418] § 7585
END Technologist | (stops after Step 3) $ 2875| $ 3005( $ 3140
END Technologist $ 3460 | $ 3616| $ 3779| $ 3011 S 4028 | $ 4149 § 4253 | $ 4350 § 4468| $ 4580 5 4683 | 47365 4789 | 5 4843| s 4807|5 4952 5 5008 $ 50645 5121 5 5179 s 5237 5 5296 5 53565 5416| 5 5477 § 56.00
END Technologist Il $ 3682 | $ 3848 § 4021|$ 41615 4286| $ 4415| 5 4525| 5 4638 $ 4754 $ 4873| 5 4983 | s 5039 s 5096 5 5153| 5 5211 |5 5200 5 5320| § 5380 5 5449| 5 55115 5573 | 5 5635 5 s699| 5 5763| 5 s828) § 5950
END Technologist lll- Educator (+$1 Lvl Ill $ 3782 $ 3948| S 4121|$ 42615 4386| $ 45155 4625| 5 4738|$ 4854 § 4973| $ 5083 | $ 5139($ 5196 | § 5253| § 5311 | 5369 | § 5420| § 5489 $ 5549 $ 5611|$ 5673 | $ 5735|$ 5709 s863| § 5928 § e059
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APPENDIX B
16-HOUR WEEKEND WORK SCHEDULE - RADIOLOGY

It is understood the following terms and conditions apply to the above-referenced employees.

1.

General. Employees working the 16-hour shift shall do so voluntarily, unless it is a
condition of hire.

Work Day. Employees assigned to work the 16-hour weekend schedule are utilized to
work one (1) or two (2) consecutive sixteen (16) hour weekend shifts within each seven
(7) day period exclusive of meal periods. Two (2) unpaid thirty (30) minute meal periods
shall be provided and four (4) fifteen (16) minute paid breaks shall be provided. By
mutual agreement, if the employee is working a shift without another technologist on site,
the employee may waive the unpaid meal period and work the sixteen (16) hour shift
without interruption. Shift start times shall be determined by the Employer.

Compensation. Employees who work a 16-hour weekend shift shall be paid at the
regular rate of pay for the first twelve (12) hours and double time (2x) for the last four (4)
hours of work.

Overtime. Employees who work in excess of sixteen (16) hours in any day will be paid
for the excess hours at the rate of double (2x) their regular pay rate. Employees who
work in excess of forty (40) hours within a work week will be paid at one and one-half
(1 1/2) times the regular hourly rate of pay.

Shift Differential. Shift differential shall be paid for those hours worked on an evening
(3:00 p.m. - 11:30 p.m.) or night (11:00 p.m. - 7:30 a.m.) shift.

Work on Holidays. 16-hour shift employees required to work on a holiday specified in
11.4 shall be paid one and one-half (1 1/2) times the regular rate of pay for the first
twelve (12) hours of the 16-hour shift and double time (2x) thereafter.

Sick /Personal /Vacation Time. For purposes of sick leave, personal and vacation time,
sixteen (16) hours constitutes one (1) workday.

Rest Between Shifts. Section 8.8 of the Employment Agreement shall not apply to this
work schedule.

Notification. 16-hour shift employees unable to continue this innovative shift should
notify the supervisor as soon in advance as possible, but in any event with no less than
fourteen (14) days’ notice. Reassignment is contingent upon an appropriate shift
schedule vacancy being available.
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APPENDIX B - cont’d page 2

10.

11.

Change in Schedule. The Employer retains the right to revert back to the eight (8), ten
(10), or twelve (12) hour schedule, or the work schedule which was in effect immediately
prior to the sixteen (16) hour shift schedule, after at least sixty (60) days’ advance notice
to the employees.

Weekend Premium Not Applicable. Weekend premium set forth in Section 10.5 shall not
apply to this 16-hour weekend work schedule.




APPENDIX C
14-HOUR WEEKEND WORK SCHEDULE - RADIOLOGY

It is understood the following terms and conditions apply to the above-referenced employees.

1.

General. Employees working the 14-hour shift shall do so voluntarily, unless it is a
condition of hire.

Work Day. Employees assigned to work the 14-hour weekend schedule are utilized to
work one (1) or two (2) consecutive fourteen (14) hour weekend shifts within each seven
(7) day period exclusive of meal periods. Two (2) unpaid thirty (30) minute meal periods
shall be provided and four (4) fifteen (15) minute paid breaks shall be provided. By
mutual agreement, if the employee is working a shift without another technologist on site,
the employee may waive the unpaid meal period and work the fourteen (14) hour shift
without interruption. Shift start times shall be determined by the Employer.

Compensation. Employees who work a 14-hour weekend shift shall be paid at the
regular rate of pay for the first twelve (12) hours and double time (2x) for the last two (2)
hours of work.

Overtime. Employees who work in excess of fourteen (14) hours in any day will be paid
for the excess hours at the rate of double (2x) their regular pay rate. Employees who
work in excess of forty (40) hours within a work week will be paid at one and one-half
(1 1/2) times the regular hourly rate of pay.

Shift Differential. Shift differential shall be paid for those hours worked on an evening
(3:00 p.m. - 11:30 p.m.) or night (11:00 p.m. - 7:30 a.m.) shift.

Work on Holidays. 14-hour shift employees required to work on a holiday specified in
11.4 shall be paid one and one-half (1 1/2) times the regular rate of pay for the first
twelve (12) hours of the 14-hour shift and double time (2x) thereafter.

Sick /Personal /Vacation Time. For purposes of sick leave, personal and vacation time,
fourteen (14) hours constitutes one (1) workday.

Rest Between Shifts. Section 8.8 of the Employment Agreement shall not apply to this
work schedule.

Notification. 14-hour shift employees unable to continue this innovative shift should
notify the supervisor as soon in advance as possible, but in any event with no less than
fourteen (14) days’ notice. Reassignment is contingent upon an appropriate shift
schedule vacancy being available.
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APPENDIX C - cont’d page 2

10.

11.

Change in Schedule. The Employer retains the right to revert back to the eight (8), ten
(10), or twelve (12) hour schedule, or the work schedule which was in effect immediately
prior to the fourteen (14) hour shift schedule, after at least sixty (60) days’ advance notice
to the employees.

Weekend Premium Not Applicable. Weekend premium set forth in Section 10.5 shall not
apply to this 14-hour weekend work schedule.




ADDENDUM D
OUTPATIENT CLINICS

The Employer and Local 3000 agree that employees with a primary assignment in an Outpatient
facility will be employed in accordance with the following work schedule. All existing
contractual provisions of the Employment Agreement shall apply unless otherwise provided
herein.

1. Work Period; Overtime Pay. The work period for overtime computation purposes
shall be a defined seven (7) day period. Employees who work in excess of forty
(40) hours during this seven (7) day work period will be paid for the excess work
hours at the rate of one and one-half (1 1/2) times their regular pay rate. Overtime
will not be paid on a daily basis.

2. Addendum Not Applicable. This Addendum will not apply to employees who are
regularly assigned to inpatient duties, even when working in an Outpatient
facility.
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ADDENDUM E
PHARMACY

Pharmacy Technician I employees will be paid a premium of one dollar ($1.00) per hour for all
hours performing compounding assignments.

Pharmacy Technician IT employees will be paid a premium of one dollar ($1.00) per hour for all
hours performing tech-check-tech assignments.



LETTERS OF UNDERSTANDING

Letter of Understanding re Section 8.5. Overtime:

Children’s intention is to have employees appropriately relieved by alternative staff in excessive
hour situations resulting from emergent or otherwise unexpected staffing conditions.
Management, at its discretion, may make exceptions to the defined 24-hour work period and pay

double time (2X) to employees due to excessive length of work.

Letter of Understanding re Non-Unit Functions:

The employer may assign Bargaining Unit employees to perform non-bargaining unit work of an

equal or lower rate of pay provided:

1. The employee is competent in the judgment of the Employer to perform the work and the

work is similar, or related to, the bargaining unit work normally performed by the employee.

2. The employee maintains the employee’s hourly rate and applicable differential pay when

performing this work.

3. No bargaining unit employee is laid off, low censused, or otherwise displaced as a result

of the assignment.

4. When more than one bargaining unit employee is capable and available and on shift to
perform the functions to be assigned, the Employer will first solicit volunteers for the
assignment. If there are more volunteers than needed, the Employer will attempt to distribute the

work on an equitable basis.

5. This Letter of Understanding is not intended to provide long term staffing solutions. The
Union may raise concerns about the implementation of this Letter of Understanding in

Conference Committee for full discussion.



Letter of Understanding re Past Promotions:

Any employee who was promoted to a higher-level position within the same job classification
(e.g., Respiratory Therapist I to Respiratory Therapist II or III, Surgical Tech I promoted to
Surgical Tech IT) between February 1, 2019 and the effective date of this successor agreement
shall have their current step reviewed and adjusted in accordance with Article 9.4 (Placement for
Promotions) as if the amended Article was in effect at the time of promotion. Any resulting
wage increases will be handled consistently with the Contract Extension Agreement dated

February 28, 2022.

Letter of Understanding re Pharmacy Technicians:

The parties recognize that some Pharmacy Techs on the night shift currently work a 7/70
schedule. It is the Employer’s decision whether to maintain that 7/70 arrangement, but the
Employer will not alter the current pay practices and holiday scheduling for employees on that

schedule without providing advance notice to the Union and bargaining about such changes.

Letter of Understanding re Promotion to Pharmacy Tech 1I:

All existing Pharmacy Tech I employees who have comprehensive sterile products training
(including technicians in outpatient settings with this training) and are regularly performing
compounding will be promoted to Pharmacy Tech II the second full pay period after the effective

date of this Agreement.

Memorandum of Understanding re Transport Team:

This Memorandum of Understanding (“MOU”) is entered into by and between SEATTLE
CHILDREN’S HOSPITAL (“Employer”) and United Food and Commercial Workers Union
Local 3000 (“Union”) regarding the RT II Transport RC Specialists. All existing contractual

provisions shall apply unless otherwise provided for herein.

1. Any equipment Seattle Children’s requires for RT II Transport RC Specialists will be
reimbursed or provided by the Employer.



2. RT II Transport RC Specialists will receive training so that they are able to perform the
assigned duties safely and independently. Typically, orientation and training for new RT II
Transport RC Specialists will last for twelve (12) weeks, but in no case less than six (6) weeks,
and will be consistent with the Employer’s “Orientation Process Outline” as updated

periodically.
Memorandum of Understanding re Student rdinators:

If an employee is assigned to manage a student’s overall clinical training methodology and
serves as the liaison with the student program coordinator, they will be assigned to a lead role.
An employee assigned to the Student Coordinator lead role shall receive lead pay pursuant to
Section 10.5 for all hours in the role. The Student Coordinator lead role shall not replace the

Operation lead role.

MEMORANDUM OF UNDERSTANDING

UFCW Local 21 (“Union”) and Seattle Children’s Hospital (“Employer”) agree to the following
replacement of the Respiratory Educator Grievance Settlement Agreement dated January 24,
2019. The purpose of this replacement is to account for the new Respiratory Educator II role
while respecting the prior Grievance Settlement Agreement.

1. When this contract became effective, there were the following Respiratory Educator
(“RE”) leads:
a. Joseph “Matt” Brabant
b. Amy Kennedy
c. Denis Torchilo
2. While any of the prior employees remain employed with SCH as an RE 1, SCH will
assign at least one RE 1 to a Lead role during Home Medical Equipment operating hours.
The assignment shall rotate among all qualified RE 1s, and shall be limited to volunteers.
Lead REs shall be responsible for scheduling tasks, communicating instructions, and
following up on work to ensure tasks are completed; providing general orientation and
training; identifying and addressing day-to-day workflow issues; and modeling and
guiding Our Values behavior for team members. Lead REs shall also be expected to
participate in continuous improvement and innovation projects. Lead REs shall continue
to report to the supervisor and manager and shall be expected to refer questionable/non-
routine items to the supervisor and/or manager. Lead REs shall also be expected to
continue to spend a majority of work time performing the same or similar work as other
team members.
3. Lead REs shall receive the Lead Pay premium specified in the Collective Bargaining
Agreement.



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 1-866-210-3000 ks/opeius





