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Preamble 

This agreement is made and entered into by and between Neighborcare Health, Seattle, Vashon 
Island and Olympia Washington, hereinafter referred to as the “Employer” or “Neighborcare” 
and the Service Employees International Union Healthcare 1199NW hereinafter referred to as 
the “Union” or “SEIU Healthcare 1199NW”. 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 for employees of the Employer who are represented by the union as 
set forth in Article 1. 

ARTICLE 1 – RECOGNITION 

 
1.1 Recognition. 
The Employer recognizes the Union as the sole and exclusive bargaining representative for all 
regular full time, regular part time, and per diem employees as described in the National Labor 
Relations Board Certification in case 19-RC-228621 (Clinic) and as listed in Appendix A of this 
Agreement, who are employed by the Employer at all of the Employer's locations In Seattle, 
Vashon Island and Olympia 

 
Recognition is specifically excluded for: (1) all other employees employed at the above- 
described clinics, including but not limited to, managerial employees, confidential employees, 
guards and supervisors as defined in the Act, and (2) employees employed in a separate 
bargaining unit. 

 
1.2 New Classifications. 
If the Employer creates any new classifications that have a community of interest with any of 
the job classifications included in the Certifications listed in, in case 19-RC-228621 (Clinic) then 
all employees in such classifications shall be included in the bargaining unit. The parties shall 
bargain regarding the terms and conditions of unit employees. 

 
1.3 Supervisor Defined. 
The term "supervisor" means any individual having authority, in the interest of the Employer, to 
hire, transfer, suspend, lay off, recall, promote, discharge, assign, reward or discipline other 
employees, or responsibility to direct them, or to adjust their grievances, or effectively to 
recommend such action, if in connection with the foregoing the exercise of such authority is not 
of a merely routine or clerical nature, but requires the use of independent judgment. 

 

ARTICLE 2 – MANAGEMENT RIGHTS 
 

The Union recognizes that the Employer has the obligation of serving the public with the 
highest quality of care, efficiently and economically. Except as modified elsewhere in this 
Agreement, the Union recognizes the right of the Employer to operate and manage 
Neighborcare Health including but not limited to the right to require standards of performance 
and to maintain order and efficiency; to direct employees and to determine job assignments 
and working schedules; to determine the materials and equipment to be used; to implement 
improved operational methods and procedures; to determine staffing requirements; to 
determine the kind and location of facilities; to determine whether the whole or any part of the 
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operation shall continue to operate; to contract or subcontract for goods and services; to select 
and hire employees; to promote and transfer employees; to discipline, demote or discharge 
employees for just cause; to layoff employees for lack of work; to recall employees; to require 
reasonable overtime work of employees; and to promulgate rules, regulations and personnel 
policies, provided that such 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 
responsibilities is for illustrative purposes only and should not be construed as restrictive or 
interpreted so as to exclude those 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 – AUTHORIZED DEDUCTIONS 
 

3.1 Membership. 
All employees working under this Agreement shall become and remain members of the Union. 
Newly hired full-time, part-time locum/per diem and on-call employees shall, as a condition of 
continued employment, become members of the Union within thirty (30) calendar days after 
the date of hire. The Employer shall make newly hired employees aware of this requirement at 
the time of hire. Employees who fail to comply with this requirement shall be discharged by the 
Employer within thirty (30) calendar days after the receipt of written notice to the Employer 
from the Union, unless the employee fulfills the membership obligation set forth in this 
Agreement. Newly hired employees shall not be required to pay the Union's initiation fee until 
after ninety (90) days of employment. 

 

Failure to comply with the above conditions shall, upon written request of the Union, result in 
the discharge of the employee in accordance with the provisions of this Agreement. Nothing in 
this Article shall render the Employer liable for payment of any dues or fees to the Union, and 
the Union's sole recourse for a violation of this Article by an employee is to request termination 
of such employee. 

 

 
3.2 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 a labor organization shall not be required to join 
or financially support the Union but, in the alternative, shall be required to pay a monthly 
amount equal to the monthly dues of the Union, to a non-religious charitable fund exempt from 
taxation under Section 501(c)(3) of the Internal Revenue Code. These religious objections and 
decisions as to which fund will be used must be documented and declared in writing. 

 
3.3 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. 
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3.4 Dues Deduction. 
During the term of this Agreement, the Employer shall deduct an amount equal to the Union's 
uniform monthly dues or agency fees from the pay of each member of the Union who 
voluntarily executes a lawful wage assignment authorization form. Upon request, the Employer 
shall deduct an initiation fee and any additional dues amounts as specified by the Union and 
authorized by the employee. When filed with the Employer, the authorization form will be 
honored in accordance with its terms. Deductions will be promptly transmitted to the Union by 
electronic transfer. 

 

Upon electronic transfer of funds 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 and other forms of liability that may arise against the 
Employer for or on account of any deduction made from the wages of such employee. 

 
3.5 Employee Rosters. 
Upon the signing of this Agreement and monthly thereafter, the Employer shall supply the 
Union with a roster containing the names, addresses, primary telephone number, 
department/clinic/program, classification, employee status, date of hire, rate of pay, gross 
earnings, FTE, and employee identification number for all employees covered by this 
Agreement. The list will be submitted electronically in Excel format. 

 
3.6 Voluntary Political Action Fund Deduction. 
The Employer agrees to deduct from the paycheck of each employee who has authorized it, an 
amount the employee voluntarily authorizes for political reasons. The amounts deducted shall 
be transmitted monthly to the Union on behalf of the employees involved. Authorization by the 
employees shall be on a form approved by the parties hereto and may be revoked by the 
employee upon written request. The deduction shall begin the first payroll period following 
Employer's receipt of the authorization. Upon issuance and transmission of a check to the 
Union, the Employer's responsibility shall cease with respect to such deduction. The Union and 
each employee authorizing the assignment of wages for the contribution to the Healthcare 
Leadership Fund hereby undertake to indemnify and hold the Employer harmless from all 
claims, demands, suits, or other forms of liability that shall arise against the Employer for or on 
account of any deduction made from the wages of such employee. 

 

ARTICLE 4 – UNION REPRESENTATIVES 
 

4.1 Union Access. 
The Union's authorized staff representatives may have access to the Employer's premises 
where employees covered by this Agreement are working, excluding direct patient care areas 
or non-public areas where patient interactions occur. The Union will make a good faith effort to 
notify the Employer when authorized staff intend to access the Employer’s premises. Access 
for other purposes shall not be unreasonably denied by the Employer. Such visits shall not 
interfere with or disturb employees in the performance of their work during working hours and 
shall not interfere with patient care. 
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4.1.1 New Employee Orientation. 
The Delegate/Officer/Union Organizer (or designee) will be given up to one-half (1/2) hour 
to introduce the Union and Union Contract to newly employed members of the bargaining 
unit. 
The Union shall provide a copy of the Collective Bargaining Agreement to the employee. 
Orientation shall be on paid time for the new employee and one delegate/officer who are 
released to attend. Employer representatives shall not be present during the Union 
presentation. The Union will be provided with a copy of the orientation calendar each 
quarter. By the end of the week prior to each new employee orientation, the Employer shall 
provide the Union with a list of all employees scheduled for the orientation including the 
name, FTE, job classification, start date, shift, department, unit and clinic of each new 
employee attending the orientation. 

 
4.2 Facility Use. 

In accordance with the Employer’s practice, the Union shall be permitted to use designated 
rooms of the Employer for meetings of the local unit, with or without Union staff present, 
provided space is available. Requests will be made to the site administrator. The Union will 
make a good faith effort to request rooms with as much notice as possible. 

 
4.3 Union Delegates. 
The Union shall designate Union delegates from among employees in the bargaining unit, 
elected in accordance with union bylaws. Such delegates may be authorized to serve as the 
representatives in Steps 1, 2 and 3 of the Grievance Procedure as provided in this Agreement. 
The parties acknowledge the general proposition that Union work performed by Union 
delegates, including the investigation of grievances, will be conducted during non-working 
hours (e.g. rest breaks, lunch periods, and before and after shift). Subject to patient care needs, 
meetings and discussions on the grievance held with the Employer in connection with the 
grievance procedure shall normally be held during the regular business hours, or as mutually 
agreeable, and no deduction in pay status shall be made for the grievant or delegate for 
reasonable time spent in meetings or discussions during the employee’s scheduled work hours. 

 
4.4 Bulletin Boards. 
Bulletin boards in each staff breakroom area in each clinic, shall be designated for the Union's 
use. Posting of union related matters will be limited to the designated bulletin boards. Bulletin 
boards will be as large as possible for the space but no larger than 24” x 36” and provided by 
the Employer. 

 
4.5 Employee Participation in Union Activities. 
Effective the first of the month following the date of ratification and subject to thirty (30) days 
advance notice, up to twenty (20) employees (Union officers, executive board members, 
delegates and members of contract committees) may use eight (8) hours of paid time per 
calendar year to attend union-sponsored training in leadership representation and dispute 
resolution. The Union must provide written notification to the Employer's Human Resources 
Department yearly of the names of union officers, executive board members, delegates and 
members of the contract committees. Effective on each anniversary date of the first of the 
month following ratification and for the following twelve (12) months and every year 
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thereafter, the number of employees who may use such leave will be ten (10) per calendar 
year. 

 
Union officers, delegates and committee members will be provided time off without pay to 
attend meetings and activities sponsored by the Union. The parties recognize that patient care 
and operational needs must be given first priority when requests for leave are considered 
under this section Employees requesting leave under this section must submit a request for 
leave to the Senior Leadership Team at least thirty (30) days in advance of the leave date. The 
determination of whether to grant or deny such requests shall be based on patient care and 
staffing needs. 

 
Subject to patient care and staffing needs, an employee may be granted an unpaid leave of 
absence for up to twelve (12) weeks, dependent on Senior Leadership approval, to assume a 
position with the Union and the employee shall be entitled to return to his/her former position 
or equivalent position. The decision to grant or deny the request shall be based on patient 
care and staffing needs. 
 
4.6  Contract-based Meetings 
Meeting organizers will make a good faith effort to consider the type of meeting, who will be 
involved, number of participants, duration of the meeting, the time the meeting is scheduled, 
and the location to determine if a meeting should be virtual, in-person, or a hybrid, with a 
focus on flexibility. The meeting organizer will facilitate participation in virtual, in-person, or 
hybrid meetings by providing proper advance notice and links to online meetings at least 24 
hours in advance. If needed, the employer will provide appropriate private meeting space and 
will ensure that attendees are set up to be able to participate in a virtual meeting by providing 
telephone or company technology, as allowed by the available infrastructure. 
 

 

ARTICLE 5 – DEFINITIONS 
 

5.1 Full-Time Employee. 
An employee who works on a regularly scheduled basis at least thirty (30) hours per week and 
who has successfully completed the required initial review period. 

 
5.2 Part-Time Employee. 
An employee who is regularly scheduled to work on a continuing basis less than thirty (30) 
hours per week, and who has successfully completed the required initial review period. 

 
5.3 Introductory 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 ninety (90) days. After ninety (90) 
calendar days of continuous employment with the Employer, the employee shall attain regular 
status unless specifically advised by the Employer of an extended introductory period not to 
exceed ninety (90) days, the conditions of which shall be specified in writing. During the 
introductory period, an employee may be terminated without notice and without recourse to 
the grievance procedure. 
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5.4 Casual Employees. 
An employee hired to work on an intermittent basis during any period when additional work 
requires a temporarily augmented work force (e.g., per diem and locum tenens). Casual 
employees (with the exception of locum tenens) shall be paid a one dollar twenty-five cents 
($1.25) wage differential. Casual employees shall not accrue seniority or any benefit 
compensation. A full-time or part-time employee who changes to Casual status shall retain 
seniority and benefits for up to six (6) months, pending return to regular status. Seniority shall 
not apply while on casual per diem status. After return to full-time or part-time status within 
six (6) months, previously accrued seniority and benefit accruals shall be reinstated for wage 
and benefit eligibility purposes. Casual employees will not be regularly utilized in lieu of filling 
or creating regular full-time and part-time positions. 
 

5.5 Non-Exempt Staff. 
Employees in positions that are subject to minimum wage provisions and eligible for overtime 
pay according to federal and state law. 

 
5.6 Exempt Staff. 
Employees in positions that are not subject to minimum wage provisions and overtime pay 
according to federal and state law. Employees in an exempt position are paid on a salary basis. 

 

ARTICLE 6 – EMPLOYMENT PRACTICES 
 

6.1 Notice of Termination. 
Providers shall be entitled to sixty (60) days written notice of termination or pay in lieu thereof, 
as outlined in their Provider Agreement with Neighborcare Health, unless discharged for just 
cause. All other Full time and Part Time employees who have completed the required initial 
review period shall be entitled to fourteen (14) days' notice of termination or pay in lieu 
thereof, including any accrued Paid Time Off pay, unless discharged for just cause. Any 
compensation paid based on this Section shall be prorated for part-time employees. 

 
6.2 Notice of Resignation. 
Providers shall be required to give 60 days written notice of resignation as outlined in their 
Provider Agreement with Neighborcare Health. All other Regular employees shall be required 
to give at least fourteen (14) days' written notice of resignation. Employees may not use PTO 
for non-illness related leaves during the last fourteen (14) days of employment or use PTO to 
extend the last day of employment beyond the actual last day worked. Failure to give such 
notice shall result in loss of accrued Paid Time Off. The Employer will give consideration to 
situations that would make such notice by the employee impossible. 

 
6.3 Discipline and Discharge. 
No full-time, part-time or casual employee shall be disciplined or discharged except for just 
cause. ”Just cause” is a fair and honest cause or reason, regulated by good faith on the part of 
the Employer, which is not for any arbitrary, capricious or illegal reason and which is based on 
facts (1) supported by substantial evidence and (2) reasonably believed by the employer to be 
true. This will include the concept of progressive discipline (such as verbal and written 
reprimands and the possibility of suspension without pay). A copy of all written disciplinary 
actions shall be given to the employee. Upon request, employees shall be required to sign the 
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written disciplinary action for the purpose of acknowledging receipt thereof. Progressive 
discipline may not be applied when the nature of the offense requires immediate suspension or 
discharge. An employee may request the attendance of a union representative and/or a third 
party certified interpreter during any disciplinary meeting or investigatory meeting which may 
lead to disciplinary action. An employee may make a written request to the Human Resources 
Department for removal of any record of discipline from his or her personnel file if the record is 
dated more than twenty-four (24) months prior to the employee’s request. Human Resources 
retains the right to grant or deny the request but in doing so will not exercise this right in an 
arbitrary or capricious manner. If the Employer chooses to not remove a disciplinary action as 
requested by an employee, then the Employer shall inform the employee in writing the 
reason(s) for declining to remove the discipline. 
 

6.4 Personnel File. 
Employees shall have access to their personnel file as required by State Law. Employees shall 
have access to their personnel file and be given the opportunity to provide a written response 
to any written evaluations, disciplinary actions or other materials included in the personnel file 
and such comments shall be included in the employee’s file. 

 
6.5 Floating. 
The Employer retains the right to float employees on a shift by shift basis to meet patient care 
and departmental needs. 

 
6.5.1 Floating Definition. 
Floating is defined as: 

 
A change in the work unit/department for a shift or partial shift. 

 
In the case of float pool employees, it is defined as the compensated flexibility of an 
employee who is assigned daily to various units/departments based on the staffing 
needs of the clinic. 

 
6.5.2 Floating Qualification. 
Employees will be expected to perform all basic functions of their classifications but will not 
be required to perform tasks or procedures specifically applicable to the work unit for which 
they are not qualified or trained to perform. Employees required to float within the system 
will receive orientation appropriate to the assignment. Orientation will be dependent upon 
the employee’s previous experience and familiarity with the work unit to which the 
employee is assigned. 

 
6.5.3 Floating Rotation for Non-Float Pool. 
Volunteers, within the job classification at the clinic, will be sought first when floating is 
necessary. Floating assignments by classification within a clinic will be rotated equitably 
with the least senior employee floated first, subject to skill, competence, ability and other 
patient care or departmental considerations, in the opinion of the Employer. Equitable 
rotation will be applied even in the event of provider absence. 
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6.6 Evaluations. 
All new employees will be formally evaluated prior to completion of the initial review period. 
Written performance evaluations shall occur on an annual basis thereafter. Interim evaluations 
may be conducted. The annual evaluation is a tool for assessing the skills of the employee and 
for improving and recognizing the employee’s performance. As determined by the employee’s 
supervisor, the employee’s participation, including self-evaluation, is an integral part of the 
evaluation process. The employee will be given a copy of the evaluation. Employees are 
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. Work time will be provided for evaluations. 

 

6.7 Job Openings. 
Notices of vacancies shall be posted for seven (7) calendar days in advance of filling the 
position. Notice of vacant positions will be posted on the Neighborcare Health website. When 
a regular job opening occurs within the bargaining unit, union seniority shall be the determining 
factor in filling such vacancy providing skill, competence, ability and prior job performance are 
considered equal in the judgement of the Employer. To be considered for such job opening, an 
employee must complete and submit an application through the Neighborcare Health website. 
Internal applicants will be notified when the job has been filled. If the Employer is unable to 
place the selected employee in the vacant position immediately due to departmental or unit 
considerations, the position may be filled on a temporary basis and the employee will be 
notified in writing as to when they will be placed in the position. In any event, the selected 
employee will be placed in the position within ninety (90) days. 

 

If an employee is accepted for a new bargaining unit position, the employee will be ineligible to 
apply for another position for a five (5) month period unless agreed to by the employee’s 
supervisor. The five (5) month requirement shall not apply to employees unable to perform a 
bargaining unit job due to an injury, illness or disability certified by a provider. 

 

 
6.7.1 Trial Period. 
When an employee, who has successfully completed the new employee introductory 
period, obtains a position in a new classification shall serve a ninety (90) day trial period in 
their new assignment. If at the end of the trial period the employee is unable to perform 
satisfactorily in the opinion of the Employer or if the employee so chooses, the employee 
shall be returned to the employee’s prior position if it is still vacant. If the prior position is 
not vacant, the employee will be eligible for other vacant positions for which the employee 
is qualified under Article 6.8- Job Openings or the employee shall be laid off and placed on 
the recall roster under Article 7 

 
6.8 Additional Hours. 
Employees desiring to work additional shifts may notify the department manager or designee 
of their availability in writing or by email. Part-time employees will be given priority for 
additional shift assignments, unless it puts the employee in an overtime position. 

 
6.9 Travel, Mass Transit and Parking. 
Employees who travel between works sites and assignments at the request of the Employer 
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during the work day shall be considered “on duty” and shall be paid for miles at the current IRS 
reimbursement rate and covered under the same Employer insurances as if at work inside the 
clinic. 

 
Reasonable parking expenses will be reimbursed when free on-street parking is not offered 
within proximity of the worksite or assignment (e.g. Pike Place Market). 

 
Employees may elect to receive an ORCA card from the Employer. In the event that they elect 
to receive an ORCA card from the Employer, the Employer will deduct what is allowed under 
the ORCA program, and the deduction will occur the first pay period of the month for every 

month they elect to receive the ORCA card. In the event the employee costs for the ORCA card 
are scheduled to increase, the Employer will notify the Joint Labor Management Committee. 

 
6.10 Locum, Float and Per Diem Employees. 
Upon request, but no more frequently than quarterly, the Employer will provide to the Union a 
list of casual employees including their job classification, clinic or program and their hours 
worked, by pay period. When the union believes an employee classified as reserve has been 
working at least twenty (20) hours per week for a period of over three (3) months, the Union 
can submit a request to post a regular position to the clinic director for justification and 
approval. The director’s review will take into account whether the casual employee was 
covering vacations, sick calls or leaves of absence or to cover posted, but vacant, positions. All 
approved positions will be posted according to Article 6.7 no later than forty-five (45) days of 
the Union’s submission. In the event the casual employee has applied for and receives a full or 
part time position in the same job classification, and has worked an average of twenty (20) 
hours per week in a ninety (90) day period, the Employer will either waive their introductory 
period or require a ninety (90) day introductory period. 

 
6.11 Job Description. 
Upon request, the Employer shall provide job descriptions for all classifications covered by this 
Agreement. The Employer shall keep these job descriptions current and shall forward significant 
modifications and revisions to the Union. Employees can request a copy of a job description 
from Human Resources or their manager. 

 
6.12 Regular Rate of Pay. 
A non-exempt employee’s regular rate of pay is the hourly rate an employee is paid for all non- 
overtime hours worked in a workweek. “Regular hourly rate” includes wages and other forms 
of compensation as applied in this Agreement, including applicable shift differentials and 
weekend premium. 

 
6.13 Preceptor. 
A preceptor is an experienced Provider or Registered Nurse proficient in clinical teaching and 
communication skills who is assigned specific responsibility for planning, organizing and 
evaluating the new skill development of a new Provider or Registered Nurse who has been 
placed in a defined preceptor program, the parameters of which have been set forth in writing 
by the Employer. A preceptor may be assigned to a student when it is determined to be 
appropriate by the Employer. A preceptor premium of one dollar ($1.00) per hour shall be paid 
to a designated preceptor for all hours precepting. This is in addition to any and all other 
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premiums. 
 

6.14 Practice Management Time. 
The Employer and the Union recognize the importance of Practice Management Time (PMT). 
PMT is an essential component of providing quality patient care and the employee's work day. 
PMT is non direct patient care time used for charting, paperwork, documentation, tasking, 
huddles, care coordination etc. Employees who currently have Practice Management Time shall 
maintain it according the PMT Schedule or the current practice, whichever is greater. 
Employees shall maintain PMT according to the following schedule and prorated based on FTE. 
 

Job Classification Practice Management Time 
(based on 1.0. FTE) 

Physician 0.125 FTE 

ARNP and Physician Assistant 0.2 FTE 

Mental Health Therapists / 
Behavior Health Counselors 

0.25 FTE 

Social Workers 0.31 FTE 

Dietitian / Nutritionist and 
Certified Diabetes Educator 

0.2 FTE 

HHOT / Reach Team /SHA 
(All Job Classifications) 

40% of shift 

 

Time spent in mandatory or staff meetings will be considered as additional non patient care 
time and will not be subtracted from the employee’s Practice Management Time. 

 
An employee’s Practice Management Time (PMT) will be calculated as a portion of FTE based 
on the table above. PMT should be spread across the work week in a consistent way, with 
minimal variation from week to week. For time increments that are less than fifteen (15) 
minutes due to an employee’s FTE is that is less than 1.0, the employee can round up to the 
nearest fifteen (15) minutes. 

 
PMT cannot impact clinic operating hours and productivity standards for each employee will be 
maintained. 

 
Within ninety (90) days of ratification of the collective bargaining agreement, the parties will 
convene a Practice Management Time Committee to review and provide input on the 
implementation of an FTE-based PMT schedule, and how best to schedule PMT within the 
employee workday. The committee will be made up of three (3) members selected by the 
union and three (3) members selected by the employer. Union staff representative(s) will 
attend the meeting(s). Committee members will be released on paid time to attend committee 
meetings. The Practice Management Time Committee will determine its own schedule, will be 
time limited and will disband following the successful implementation of the PMT schedule, or 
three (3) months, whichever occurs first. 
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6.15 Promotion 
 
6.15.1 Promotion Defined 
A promotion shall be defined as a move into a higher job classification where increased skills 
and responsibilities trigger a higher base rate of pay.  When an employee is promoted, they 
will be given a standard job description with all the listed duties.  This will be signed by both 
the employee and HR to indicate that it has been reviewed and understood. 
 
6.15.2 Pay on Promotion 
Employees promoted to a higher classification shall be placed at the step in the new scale 
based on their total credit for past experience using the criteria describe in Article 9.4 – Credit 
for Past Experience. In the event that this placement on the scale doesn’t provide at least a 
three percent (3%) increase in rate of pay, they will be placed at the step that provides at least 
a three percent (3%) increase, up to the maximum rate of pay for the new classification.  If the 
new wage rate falls between two steps, employees will be placed on the higher wage step.  
 
When calculating an employee’s credit for past experience when placing them on the correct 
step, there will be a cap on indirect and unrelated or NCH credit. The maximum total credit 
that can be received for indirect and unrelated or NCH experience combined is five (5) years. 
 
If an employee is transferred to a lower paying classification or a different classification in the 
same pay range, there shall be no change in the employee’s step. 
 
6.16 Hiring and Interviewing 
More than one leader/staff member should participate in interviews for all positions at 
Neighborcare.  When possible, staff will be given opportunities to be involved in these roles 
and will share input on the candidates for hire with the appropriate hiring manager.  
Ultimately, the hiring manager makes the final decision on hire. Transparency and 
communication with staff participating in the hiring process will be utilized. Every individual 
interviewed will use the same standard questions. 
 
6.17 Posting Period and Internal Candidates 
All vacant jobs shall be posted for a minimum of seven (7) calendar days prior to any job offer 
being made.  Qualified internal candidates who submit an application within the first seven (7) 
days of the job being posted will be guaranteed an interview. 
 
Hiring managers will utilize a standard and equitable interview process for every applicant 
interviewed for the same job posting. Internal candidates will be given hiring preference, by 
seniority, when skills, experience, and knowledge are comparable. 
 

 

ARTICLE 7 – SENIORITY-LAYOFF-RESTRUCTURE 
 

7.1 Definition. 
Seniority shall be defined as a full-time or part-time employee’s continuous length of service at 
Neighborcare Health from most recent date of hire. Seniority shall not apply to an employee 
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until completion of the required introductory period. Upon satisfactory completion of this 
introductory period, the employee shall be credited with seniority from most recent date of 
hire. Length of service as an employee of the Employer shall be used to determine PTO and 
benefit accruals 

7.1.1 Re-Hire. 
An employee who is re-hired by the Employer within six (6) months after having terminated 
employment will be allowed to have his or her former seniority restored with an adjusted 
hire date 

 
7.2 Layoff Defined 
A layoff is defined as a permanent or prolonged reduction in the number of employees 
employed by the Employer. Thirty (30) days’ advance notice of layoff will be given to the Union 
and to employees subject to layoff except for unforeseeable conditions preventing such notice 
which are beyond the Employer’s control. If such unforeseen conditions prevent such notice, 
the Employer will provide at least fourteen (14) days’ notice or pay in lieu thereof. Pay will be 
based on scheduled hours missed prior to the layoff. Upon request, the parties will meet for 
the purpose of reviewing the layoff as well as possible alternatives to layoffs. Prior to 
implementing a layoff, the Employer will seek volunteers for layoff from among employees in 
those job classification(s), clinic(s) or program(s) affected by the layoff in the bargaining unit. 
Agency staff and introductory employees within the affected worksite will be released prior to 
laying off regular employees. Open (vacant) positions within the classification affected by a 
layoff will not be filled during the period beginning with the notice of layoff to the date of the 
layoff. Employees notified of layoff will be provided a ballot and given the opportunity to select 
vacant positions, ranking them in order of preference, in accordance with Article 6.7. If there 
are more employees than positions, layoffs will be based on seniority provided skill, 
competency, and ability are considered substantially equal in the opinion of the employer. 

 
7.2.1 Worksite Layoff. 
If a worksite layoff is determined by the Employer to be necessary, employees will first be 
designated for layoff by job classification within a clinic or program or if the clinic is divided 
into departments, within the department. Employee(s) with the least amount of seniority 
shall be laid off first providing skill, competence, and ability are considered substantially 
equal in the opinion of the Employer. 

 
7.2.1.1 Rosters. 
If a layoff is announced, a current seniority roster will be available at the Human 
Resources Department with a copy provided to the Union, together with a listing of any 
vacant positions. The vacant position listing shall include worksite, FTE and shift. 

 
7.2.2 Displacement Options. 

An employee subject to layoff may apply for a vacant position pursuant to Article 6.7 – Job 
Openings, or, if not the least senior employee, the employee may displace the least senior 
employee in the classification in the bargaining unit or may displace the least senior 
employee in a less paid classification in the bargaining unit, providing skill, competency and 
ability are considered substantially equal in the opinion of the Employer. If the employee 
takes none of these option, the employee shall be subject to immediate layoff and 
placement on the reinstatement roster (article 7.3 –recall) 
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7.3 Recall. 
Employees on layoff status shall be placed on a reinstatement roster for a period of twelve (12) 
months from the date of layoff. New job postings will be available on the Neighborcare website. 
To be considered for the open positions, the employee must notify the Employer by the date 
and time specified on the notice. When vacancies occur within their job classification, 
employees will be reinstated in the reverse order of the layoff providing skill, competence and 
ability are considered substantially equal in the opinion of the Employer. If an employee is 
offered recall to any position which is not comparable, the employee may decline recall without 
loss of seniority or position on the reinstatement roster. 

 
7.3.1 Comparable Definition. 
Comparable for purpose of this Article 7 shall mean the same classification, geographic 
region of clinic, program or department, shift and no greater than a .2 FTE lower than the 
employee’s FTE at the time of layoff and same benefit status. 

 
7.4 Notification to Employer. 
Employees on layoff are responsible for informing the Human Resources Department of 
changes in address or availability. 

 
7.4.1 Per Diem / Locum / Float Work. 
An employee on the reinstatement roster shall be eligible for per diem / locum / float work. 
Acceptance of per diem / locum / float work while on layoff shall not affect the employee’s 
placement on the reinstatement roster. 

 
7.4.2 Vacant Positions. 
An employee on the reinstatement roster may bid on a vacant position in a different 
classification in the same manner as any other regular employee, pursuant to Section 6.7 – 
Job Openings. 

 
7.4.3 Employment Status During Layoff. 
Subject to Article 7.5- Termination of Seniority, an employee on layoff shall retain 
employment status and benefits accrued to the date of commencement of layoff, but that 
employee shall not accrue seniority and benefits while on layoff. Upon reinstatement, the 
employee shall have previously accrued seniority and eligible benefits restored and the 
employee shall again commence accruing seniority and benefits. 

 
7.5 Termination of Seniority 
Seniority shall terminate upon cessation of the employment relationship; for example, 
discharge, resignation, retirement, refusal to accept a comparable position while on layoff and 
return to work within twelve (12) months, after twelve (12) consecutive months of layoff, or 
failure to comply with specified recall procedures. 

 
7.6 Department/Unit Restructure. 
In the event of a merger of two (2) or more clinics, programs or departments into a single clinic, 
program or department or a restructuring of an existing clinic, program or department, the 
Employer will determine the number of full-time and part-time FTEs by shift required for the 
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new or restructured department, program or department. The Employer will provide thirty (30) 
days notice to the Union of a restructure and the parties will meet with seven (7) days of notice. 
Prior to implementation of the schedule, the Employer will meet with the employees of the 
affected area to discuss the reconfiguration of the FTEs in the clinics(s), program(s) or 
departments(s) and the new work schedules. A listing of the FTEs for each shift on the 
new/restructured department(s) or unit(s), including any qualification requirements, shall be 
posted on the department(s) or unit(s) for at least ten (10) days. Other vacant bargaining unit 
positions will also be posted on the department(s) or unit(s) at that time. By the end of the 
posting period, each employee shall have submitted to the Employer a written ballot which 
identifies and ranks the employee’s preferences for all available positions (first to last). Based 
upon these preference lists, the Employer will assign employees to positions on the 
new/restructured department(s) or unit(s) based upon seniority, providing skill, competence, 
and ability are considered substantially equal in the opinion of the Employer. 

 
7.6.1 Displacement Options. 

If an employee is not assigned a position on the new or restructured department or unit, 
the employee may apply for a vacant position pursuant to Article 6.7 – Job Openings, or, if 
not the least senior employee, the employee may displace the least senior employee in the 
classification in the bargaining unit or may displace the least senior employee in a less paid 
classification in the bargaining unit, providing skill, competency and ability are considered 
substantially equal in the opinion of the Employer. If the employee takes none of these 
option, the employee shall be subject to immediate layoff and placement on the 
reinstatement roster (article 7.3 –recall) 

 
7.7 Use of Paid Leave. 
Except in cases of reduced FTE or shift change, all accrued paid time off and Extended PTO will 
be paid out in a lump sum in the first full pay period following the layoff, in accord with 
Employer policy for the return of Employer property. 

 

ARTICLE 8 – HOURS OF WORK AND OVERTIME 
 

 
8.1     Work Day.  
The normal workday shall consist of a specific number of hours, not to exceed twelve work hours, 
with a meal period of between 30 and 60 minutes for every five hours worked. At the request of 
an Employee, a longer meal period may be mutually agreed upon between the Employee and 
the Employer, provided that this agreement does not impact the schedule of other employees, 
clinic operating hours, or appointment access to patients. Employees can revert back to a 
standard schedule with a 30 to 60 minute meal period by providing at least sixty (60) days 
advance notice to the Employer.  
 
8.2   Work Week. 
The normal work week shall consist of forty (40) hours of work within a seven (7) day period or 
as otherwise determined by an employee’s FTE.(beginning Monday and ending Sunday). 
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8.3    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. Innovative work schedules may be 
established by mutual agreement between the Employee and the Employer with notification to 
the Union. Employees shall have the right to have a union delegate present during discussions 
around innovative schedules. Human Resources will be responsible for reviewing all innovative 
work schedule requests to ensure that they are centered in EDI concepts and that there is an 
equity of opportunity to participate in innovative scheduling. The Employer retains the right to 
revert back to a standard work schedule, after at least sixty (60) days advance notice to the 
employee.  

 
8.4 Flex Time 
Flex time will be administered according to Neighborcare policy 

 
8.5 Overtime 

For non-exempt employees, overtime shall be compensated at the rate of one and one-half (1 
½) times the regular rate of pay for all hours worked beyond forty (40) in a work week. All 
overtime must be approved in advance by the employee’s supervisor. Hours paid but not 
worked shall not count as time worked for purposes of computing overtime. 

 

8.6 Weekend Work. 
Employees covered by this Agreement may be required to work weekends. The Employer will 
make a good faith effort to rotate weekend work in a fair and equitable way and to schedule all 
full-time and part-time employees, no more than two (2) out of each four (4) successive 
weekends. Nothing in this section shall preclude employees from volunteering to work 
consecutive weekends. This section shall not apply to employees who are hired into positions 
requiring regular weekend work. 

 
8.7 Work Schedule Posting. 

The Employer shall determine and post work schedules covering a four week period at least 
fourteen (14) calendar days immediately preceding the date on which the schedule is effective. 

The Employer retains the right to adjust work schedules and maintain an orderly operation, but 
in doing so will make a good faith effort to maintain scheduling patterns from schedule to 
schedule. Except in the cases of emergency conditions involving patient care, there shall be no 
changes to a posted schedule without mutual agreement. Management will put forth a good 
faith effort to locate coverage when an employee requests time off. 

 
8.8 Meal and Rest Periods. 
Nonexempt employees shall receive an unpaid meal period of at least one-half (½) hour during 
each regular workday. If an employee is required by the Employer to remain on duty or is 
called back to work during a meal period such time shall be considered as time worked for pay 
purposes. Non exempt employees shall be allowed one (1) paid rest periods of fifteen (15) 
minutes during each four (4) hour period. Breaks may be taken intermittently. The employee 
shall have the obligation of requesting relief on a timely basis. Exempt employees are 
encouraged to take similar meal and rest periods. The application and administration of this 
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section shall be consistent with State law. 

 
8.9 Lactation Breaks 
Neighborcare Health will accommodate nursing mothers with sufficient work shift modification 

and reasonable amount of paid break time, in addition to the rest breaks outlined in Article 8.8, 

and a private space to express milk. “Private space” shall be a place, other than a bathroom, 

that is clean, shielded from view, and free from intrusion from coworkers and the public. The 

Employer shall ensure that employees have access to adequate space to store a pump and 

access to a refrigerator for milk storage. The Employer shall identify and notify employees of 

private spaces in each clinic and work location. 
 

ARTICLE 9 – COMPENSATION 
 

9.1 Wage Rates. 
The Employer strives to attract and retain highly qualified staff by offering pay that is 
competitive with the community-based health care market and equitable to all staff members. 
Employees covered by this Agreement shall be paid in accordance with the provisions 
contained herein 

 
9.2. Wage Scale  
The wage scale and the methodology used to determine placement on the scale will be posted on the 
internal NCH portal, the external NCH website, and on each NCH job positing. The wage scale and 
progression on it is always reviewed at the time of an employee’s job offer. 
 
Within one (1) year of contract ratification, all represented employees will be evaluated and the 
employer will create and implement a plan for placement on the correct wage step. The Joint Labor 
Management Committee will provide oversight in this process and will be partnering on the discussion 
for credit for past experience criteria as detailed in Article 9.4 - Credit for Past Experience.  
 
Employees will advance to the next step on the wage scale on the first full pay period following the 
anniversary of their hire date into their current job. 
 
Annual across the board increases of one (1) percent to the wage scale will be effective the first full pay 
period that contains January 1st. 
 
9.2.1  Bonuses 
If NCH decides to provide discretionary bonuses based on its financial health, NCH will notify the Union. 
SEIU members will be eligible to receive those discretionary bonuses. The bonuses will be provided for 
in a consistent manner, using the same criteria for all employees. These bonuses will not be based on 
performance. The Union may request to bargain over the impact if there is concern about the criteria 
being used. 

 

9.3 New and Modified Positions. 
If the Employer creates a new classification or substantially changes the requirements, 
responsibilities and duties of an existing classification, the Employer shall provide written notice 
to the Union, including the position description and a proposed rate of pay, at least thirty (30) 
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days prior to the implementation of the new or revised position. If the Union requests, within 
fourteen (14) days after receipt of notice, the parties shall meet to bargain the rate of pay. The 
Employer’s proposed rate shall be paid while negotiations proceed. 
 
9.4  Credit for Past Experience 
Employees hired during the term of this Agreement shall be given credit for past experience 
when placed on the wage scale. Within 90 days after ratification, the Joint Labor Management 
Committee will meet together with support from Equity facilitators that the parties jointly 
agree to in order to define the criteria and examples for the three (3) defined categories of 
experience that define credit for past experience.  
 
The three types of past experience that will be considered when placing employees on the 
wage scale are: 1) Directly related experience 2) Indirectly related experience 3) Relevant but 
not related experience, including Neighborcare experience. 
 
Direct experience is defined as work in the same or comparable job or similar job duties with 
higher level of training or expertise. Comparable job duties mean substantially equivalent and 
directly transferable to the job duties of the job classification being evaluated, for example 
international work experience in a comparable role, will be credited at one (1) year for every 
year of experience.  If the most recent direct experience is more than seven (7) years old, it will 
be counted as indirect experience. Indirect experience is similar work in a different or lower-
level job that is related to the current job. Indirect experience will be credited at one (1) year 
for every two (2) years of experience. Unrelated but relevant experience is work that can be 
applied to the new job but isn't healthcare related or comparable to the new job. This includes 
any previous Neighborcare experience that isn’t directly or indirectly related as outlined above. 
Unrelated/NCH experience will be credited at one (1) year for every four (4) years of 
experience. 
 
The maximum total credit that can be received for indirect and unrelated/NCH experience 
combined is five (5) years. 
 
The Joint Labor/Management process will refine the standard criteria for experience and will 
consider the following when determining credit: 1) tasks, duties, competencies gained from 
previous job 2) volunteer/fellowship/internship/community experience 3) previous customer 
service work and retail experience.  This process will also determine the list of jobs to be 
credited, both within healthcare and nonhealthcare settings and will determine for each job 
classification, similar job duties that will be credited.  This process may use job descriptions to 
help shape the criteria. 
 
Once the criteria are finalized, existing staff will have their years of experience reviewed and 
redefined based on this new criteria and they will be placed on the appropriate step on the 
wage scale. In the event that this step is lower than their current wage, they will maintain their 
current rate of pay 
 
 An appeal process will be created for staff to request that management reconsider how their 
credit for past experience was calculated. 
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ARTICLE 10 – OTHER COMPENSATION 
 

10.1 Lead Pay. 
Effective the first pay period following ratification, an employee temporarily assigned by the 
Employer to fill in for a lead employee or supervisor shall receive two dollars ($2.00) per hour 
while working as a lead. 

 
10.2 Weekend Premium. 
Effective the first pay period following ratification, a non-exempt employee who works on a 
weekend shall receive one dollar and fifty cents ($1.50) per hour premium pay for each hour 
worked on the weekend in addition to the employee’s regular rate of pay. The weekend shall 
be defined as all hours between 12:01am Saturday and 11:59 p.m. Sunday. 

 
10.3 Preceptor Premium. 
Effective the first full pay period following ratification, all employees who work as preceptors as 
defined in Article 6.13 shall receive one dollar ($1.00) per hour premium pay for each hour they 
precept. This is in addition to any and all other premiums. 

 
10.4 Certification Pay Professional/Technical Classifications. 
Registered nurse wound care certification will be compensated at a premium of one dollar 
($1.00) per hour. 

 
 

10.5  Bilingual Premium. 
Effective the first full pay period following ratification, the Employer will pay a Bilingual 
Premium of fifty cents ($0.50) to all represented employees who speak an eligible language, 
as defined below, provided the employee has passed a language assessment examination as 
determined by the Employer. 
  
JLMC committee will address the bilingual assessment preparedness. 
 
The Employer will pay the cost of the first attempt at passing the assessment as well as one 
additional attempt, provided the employee submits a request to retest within ninety (90) 
days of the date of the first assessment. Any additional assessment attempts will be 
scheduled once the employee has paid for the cost of the assessment. 
 
Eligible languages are determined by the most requested languages based on patient visit 
demographic data. This data will be reviewed annually and the list of eligible languages will 
be updated, if necessary, based on this review. Once an employee becomes eligible for the 
bilingual premium, they will maintain the premium even if their language is no longer an 
eligible language. 
 
Eligible language are as follows: 
 
A.     The top three languages system-wide AND 
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B.     The top four languages each clinic 
 

 
10.6 Float Pool Premium. 
Effective the first full pay period following ratification, Medical Assistants, Dental Assistants, 
Patient Service Representatives and Registered Nurses assigned to the Float Pool shall receive a 
one dollar twenty-five cents ($1.25) per hour for hours worked in the Float Pool. 
 
10.7     Training and Training Pay Premium 
Neighborcare is committed to providing new hires and when appropriate, incumbent 
employees, adequate training to support their role within the Neighborcare team.  When a new 
employee begins working at NCH they can expect to be onboarded to both the organization at 
large as well as to their specific job site. 
 
Training Defined: Training should occur as part of onboarding employees to a new role or new 
clinic.  On the job training should happen when someone is a new hire, a promotion, a transfer, 
or upon request from an incumbent employee or their supervisor.  Training includes but is not 
limited to assessment of skills, goal directed education and training for a specific period of 
time, written goals, progress, and assessment of skills completed by trainer, trainee and 
supervisor together. The training timeline will be developed by the trainer, trainee, and 
supervisor accounting for job role as well as experience of trainer and trainee.  
 
The supervisor is ultimately responsible for the training of their direct reports, training should 
be a delegation (trainer assigned by supervisor), with both trainer and supervisor signing off at 
the end of training.  The supervisor's role is to assign a trainer to trainee, check in on progress, 
sign off on competencies, support challenges, solicit feedback from trainer and then provide 
that feedback to trainee.  A skills competency checklist will be created for use by trainee, 
trainer and supervisor. 
 
Trainer Defined:  A trainer is an employee proficient in their work and communication skills 
who indicates interest and is assigned by the Employer to participate in training, transference 
of skill development and proficiency of new employees, and/or current employees. Anyone can 
be a trainer. Training may or may not be performed by leads or job roles whose descriptions 
specifically speak to training. A trainer will be provided with a reduced workload and be given 
support and time to fulfill the training responsibilities. This will be addressed through the 
development of the training plan with the supervisor. 
 
Training Program:  Neighborcare will explore the creation of a program to train trainers that 
includes teaching, leadership skills, communication skills and providing feedback through the 
use of an equity/racial justice lens.  The training programs may include rotating to different 
clinics to get different experiences. The Joint Labor Management Committee will play an 
advisory role in the training program process and will provide input on the customization 
needed for each job class.  The timeline for this work will be identified in the larger JLMC 
workplan. 
 
Training Pay Premium:  A training pay premium of one dollar ($1.00) per hour is triggered 
when a staff member is asked to participate in a staff member’s training period.   Employees 
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who have training as a regular part of their job description will not qualify for this premium 
(leads, MAII, RNII). 
 

 

ARTICLE 11 – PAID TIME OFF 
 

11.1 Purpose. 
The Parties believe in the importance of maintaining a successful work/life balance. Taking time 
off to care for personal or family needs is essential to employee well-being. Paid Time Off (PTO) 
is intended to provide employees with paid time to cover needs for vacation, personal and 
family illness in addition to other needs or uses as defined by the employee and to encourage 
use of such time on a scheduled basis. PTO is paid at the employee’s regular rate of pay in 
Accordance with Article 6.12 

 
11.2 Sick Leave for Casual and Temporary Employees. 
Part-Time and Temporary employees will accrue sick leave at a rate of one hour of sick leave for 
every thirty (30) hours of work each calendar year, beginning with the employee’s first day of 
employment. These employees may carry over up to seventy-two (72) hours of unused Sick 
Leave benefits each year. Accrued leave may be taken after ninety (90) calendar days of 
employment. Upon termination of employment, all unused Sick Leave is forfeited. 

 
11.3 Use of PTO. 
To ensure adequate staffing to cover all operations, PTO for planned absences must be 
requested 30 days in advance using the Scheduler Request in UltiPro. Providers may need to 
submit their request further in advance to avoid impacting patient care. 

 
11.3.1 Approval 
PTO use is contingent upon management approval and the employee having sufficient 
PTO to cover the entire requested time off. Approvals may be modified as necessary to 
ensure that staff members absences do not result in unpaid leaves. Employees may not 
take time off without sufficient PTO to cover their absence. Exceptions may be made at 
the discretion of the Senior Leadership Team member under which the staff member 
reports. 

 
11.3.2 Introductory Period 
Taking PTO within a staff member’s introductory period will extend the length of the 
initial review period by the length of the absence. 

 
11.3.3 Non Exempt Employees 
Nonexempt staff members may take PTO in as little as fifteen (15) minute increments. 

 
11.3.4 Unpaid Time Off 
Employees may not take unpaid days off instead of using PTO if they have PTO available. 

 

11.3.5 Cancelling PTO 
If PTO has been approved and arrangements for coverage have been made, a staff 
member will not be permitted to cancel the PTO request without prior approval from 
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their supervisor. 
 

11.3.6 PTO and Overtime 
PTO hours do not apply in the calculation of overtime hours. 
 

11.4 Use of PTO for Illness. 
Employees must provide their supervisor with documentation from a healthcare provider for 

absences of more than three days due to illness. If staff member is unable to produce such 
certification, the absence may be classified as unexcused. The Employer reserves the right to 
require documentation from a healthcare provider for absences due to illness in other 
situations at the discretion of the supervisor, consistent with federal, state and local law. 
Employees with a communicable disease of public health importance in an infectious stage are 
not allowed on duty and must use PTO, if available. Unexcused absences may result in 
disciplinary action up to and including termination of employment. Absence due to illness 
without PTO is considered unexcused unless covered under a government-mandated leave. 
Unexcused absences may result in disciplinary action up to and including termination of 
employment. 

 

11.4.1 Absence Without Notice. 
Absence from work for three consecutive days without notification to the employee’s 
immediate supervisor will be considered job abandonment. The Employer will record 
the employee’s job abandonment as a voluntary resignation without proper notice. 

 
11.5 Year End Carryover and Maximum Accrual 
A maximum of two hundred forty (240) hours of PTO can be carried from one calendar year to 
the next. PTO carryover will be pro-rated by an employee’s FTE at the end of the year. If an 
employee transfers to a position with fewer regularly scheduled hours, the difference between 
the maximum PTO accrual for the employee’s new FTE and old FTE will be cashed out. 

 
For administrative purposes, the end of the calendar year is considered the last day of the pay 
period that includes December 31. Processing of excess PTO at year-end will happen on the 
payroll following the pay period that includes December 31st. 

 
11.6 Extended PTO Bank/Paid Family and Medical Leave. 
Beginning January 1, 2020, the Employer will provide paid family and medical leave as required 
under Washington law. Effective the date of ratification, the Employer will discontinue the 
Extended PTO bank. Any employee with a positive balance will have access to the balance 
under the current policy. There will be no additional hours added to the Extended PTO bank. 

 
11.7 Payment of PTO at Change in Status. 
When an employee’s status changes from benefited status to non-benefited status, his or her 
PTO will be cashed out subject to the same limitations as Payment of PTO at termination of 
employment. 

 
11.8 Payment of PTO at Termination 

 
11.8.1 Voluntary Resignation: The maximum PTO cash out will be pro-rated by FTE at 
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the time of separation from Neighborcare Health. 
 

A maximum of two hundred forty (240) hours accrued PTO may be cashed out upon 
resignation when an Employee has provided a written notice of resignation 

with sufficient notice. For employees other than Providers, sufficient notice is 
considered a minimum of two (2) weeks’ notice. Providers must give notice as outlined 
in their Neighborcare Health Provider Agreement. Employees who voluntarily leave the 
Employer without providing two weeks’ notice or the amount of notice outlined in an 
employment agreement, will not be paid unused PTO. 

 
11.8 /.2 Staff members resigning during the Introductory Period cannot cash-out PTO. 

 
11.8.3 Staff members may not use PTO for vacation during their final two weeks of 
employment or use PTO to extend the term of employment beyond the actual last day 
worked. 

 

11.8.4 Involuntary Termination. 
Staff members whose employment is involuntarily terminated will not be paid unused 
PTO. 

 
11.8.5 Reduction in Work Force. 
Staff members who are dismissed due to a reduction in work force may cash out PTO 
even if they have not completed the introductory period. 

 

11.8.6 There is no limit on PTO cash out for those staff members who are dismissed as a 
result of a reduction in work force. 

 
11.9 Accrual Schedule. 
The combined accrual schedule is as follows: 

 

Length of Service PTO Hours Accrued Per Pay 
Period* 

Annualized Rate 

0 – 36 months 5.81 hours 151 hours 

37 – 60 months 7.31 hours 190 hours 

61 months and thereafter 8.31 hours 216 hours 

 
*This amount reflects accrual for staff members working an average of 40 hours per week. It 
will be prorated based on FTE status for staff members who work less than 40 hours per week. 

 
11.10 Paid Sick Time Laws. 
To the extent permitted by applicable law, the provision of any law, regulation or ordinance 
establishing minimum standards for the provision of paid sick and/or safe time that is enacted, 
or has been enacted by, the United States, the State of Washington or any political subdivision 
thereof (including but not limited to the City of Seattle (Seattle Municipal Code Ch. 14.16) shall 
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not apply to any employees covered by this Collective Bargaining Agreement. The requirement 
of such laws, regulations and ordinances are expressly waived. 
 

Article 12 – Holidays 
 

12.1 Holiday Leave Eligibility. 
Full-Time employees are eligible for up to nine (9) days of paid Holiday Leave when the 
employee’s regular work schedule falls on one of the holidays listed below. Part-Time 
employees are eligible for Holiday Leave when the holiday falls on a day the employee is 
regularly scheduled to work. Employees who are less than 0.50 FTE or twenty (20) hours each 
week are not eligible for paid Holiday Leave. 

 
12.2 
The following days shall be recognized as Holidays: 

 
New Year’s Day 
Martin Luther King Jr.’s Birthday  
President’s Day - Effective January 1, 2023 President’s Day will no longer be a recognized holiday 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 
The Day after Thanksgiving 
Christmas Day 
 

 12.2.1 Floating Holidays 

To begin acknowledging that there are many different and diverse holidays and traditions 
celebrated within the staff and culture at Neighborcare, effective January 1, 2023, President’s 
Day will no longer be observed as an organizational holiday.  President’s Day will now be a 
regular workday and will be replaced with one working day of "Floating Holiday Pay” for each 
employee.   All employee requests for time off utilizing Floating Holiday Pay will be guaranteed 
and prioritized over other PTO requests, provided that the process outlined below is 
followed.  Floating Holiday Pay will not be a set or standard number of hours for each 
employee across the organization, but will instead pay for the total hours scheduled that an 
employee is scheduled to work on their requested day and will not be pro-rated by FTE. 
Unused floating holidays will have eight (8) hours converted to PTO on a pro-rated basis based 
on FTE at the end of the year 

A request to use your Floating Holiday Pay must be submitted by: 

·       January 2 for Quarters 1 & 2 of the year 

·       July 1 for Quarters 3 & 4 of the year  

Floating Holiday Pay requests must be submitted a minimum of four months prior to the requested 
date in order to have guaranteed approval.    
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*For holidays with dates that are not set in the calendar within this timeline or 4 months in advance, 
staff should inform management as early as possible of the holiday and general timeframe that it is 
expected to fall. Management will work directly with those staff members impacted and make every 
effort to accommodate these requests as soon as dates are known. 

The Joint Labor Management Committee will assess the impact of this change by reviewing data on 
utilization, and other identified useful data. Subject to mutual agreement, the parties may determine to 
adjust the process for requesting a Floating Holiday based on what is learned on the implementation of 
Floating Holidays. 

 
12.3 
Holidays that fall on a Sunday will be observed on the following Monday. Holidays that fall on a 
Saturday will be observed, at the Employer’s discretion, on the Friday preceding or the 
Monday following the holiday. 

 
12.4 
If an employee’s regular work schedule falls on an observed holiday, the employee will be given 
the day off and will be paid for the number of hours the employee was normally scheduled to 
work. 

 
12.5 
Full-Benefit staff members whose regular work schedule does not include the observed holiday 
will receive additional Paid Time Off (PTO) based on the FTE hours multiplied by 8 hours. This 
will be added to his/her PTO balance after the close of the pay period that includes the holiday. 

 
12.6 Holiday Pay/Non-Exempt Employees. 
To receive holiday pay, eligible non-exempt employees must work the regularly scheduled work 
day before and after the holiday, or be on PTO or other paid leave on those days. PTO must 
account for the full day. Partially-paid absences because of insufficient PTO will result in the 
holiday not being paid. 

 
12.7 Holiday Pay/Exempt Employees. 
Exempt staff members receive holiday pay. 
 
12.8 
Holiday hours are not used in the calculation of overtime pay. 

 
12.9 
Employees who are on unpaid status are not eligible for holiday pay. 

 
 

Article 13 – MEDICAL AND INSURANCE BENEFITS 
 
 

13.1 
All benefited employees are eligible to enroll in the Employer's benefit program on the first of 
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the month following or coincident with thirty (30) days of continuous employment. Benefits 
and employee contributions shall be defined by the Employer’s plan. 

 
13.2 Non-Benefit Status. 
Employees who are less than 0.50 FTE or twenty (20) hours each week are not eligible for the 
Employer’s benefit program. 

 
13.3 Health Benefits 
The Employer’s insurance benefit plans provide medical, dental, vision, disability, and life 
insurance benefits. The Employer offers a base HMO plan and a buy-up PPO plan. 

 
13.3.1 Premiums. The premium costs will be paid by the employer and employee as 
follows: 

 
HMO Medical Plan 

 

 

Coverage Tier 
Full-time EE Part-time EE 

Employer Employee Employer Employee 

Employee Only 95% 5% 70% 30% 

Employee + Spouse 70% 30% 45% 55% 

Employee + 
Child(ren) 

80% 20% 55% 45% 

Employee + Family 65% 35% 40% 60% 

 
PPO Medical Plan 

The PPO Medical Plan is a buy-up plan. The Employer will pay an equal amount of 
dollars (not percentage) per coverage tier as with the base HMO Medical Plan. 

 

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

 

Article 14 – RETIREMENT 
 

14.1 Retirement Plan and Eligibility 
The Employer will provide a retirement plan for employees. Retirement benefits and eligibility 
requirements for participation shall be defined by the Employer’s plan and shall not change 
during the term of this Agreement. Plan participation begins upon an employee reaching 
eligibility. All employee contributions and Employer base and matching contributions shall be 
made each pay period and are vested immediately. 

 
14.2 Employer Base and Matching Contribution 
Eligible employees shall be enrolled for a 3.0% base Employer contribution beginning the pay 
period in which they meet eligibility. The Employer shall match fifty percent (50%) of employee 
contributions up to four percent (4.0%) of compensation 
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14.3 Maintenance of Retirement 
Neighborcare Health agrees to continue to offer the current 403(b) plan in full force and effect 
based on existing eligibility requirements and will not reduce or diminish in any way the 
benefits, eligibility requirement and the rights of employees thereunder. 

 
 

Article 15 – LOA 
 

15.1 
All leaves are to be requested from the Employer in writing as far in advance as possible, stating 
all pertinent details 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. All leaves of absence shall be 
without pay, unless specifically provided for herein. 

 
15.2 Non-FMLA Medical Leave. 
A leave of absence for medical reasons shall be granted upon the recommendation of a 
physician for the period of disability, up to six (6) months. A medical leave related to pregnancy 
shall be granted for the period of temporary physical disability, regardless of the employee’s 
length of service. 

 
15.3 FMLA Leave. 
The Employer will follow applicable state and federal laws regarding family and medical leave. 

 
As required by the Family Medical Leave Act of 1993 (FMLA), upon completion of one (1) year 
of continuous employment, any employee who has worked at least 1250 hours during the prior 
twelve (12) months shall be entitled to up to twelve (12) weeks of unpaid leave per year for the 
birth, adoption or placement of a foster child; to care for a spouse or immediate family member 
with a serious health condition; or for any other purpose provided for under the FMLA. The 
Employer shall maintain the employee’s health benefits during this leave, as long as the 
employee continues to pay their share of insurance premiums. 

 
If a particular period of leave qualifies under the FMLA and/or state law and this Agreement, 
the leaves shall run concurrently. This leave shall be interpreted consistently with the rights, 
requirements, limitation and conditions set forth in the federal and state law and shall not be 
more broadly construed. The confidentiality of employee medical information acquired by the 
Employer through FMLA processes will be protected under applicable law including HIPAA. 

The employee is required to use any accrued paid time off for which the employee is eligible 
during the leave of absence prior to taking unpaid time off. Generally, employees must give at 
least thirty (30) days’ advance notice to the Employer of the request for leave. 

 
15.4 Military Leave. 
Any employee serving in the U.S. Armed Forces will be granted leave in accordance with federal 
and state laws to attend required training as a reservist or guard member, or when called to 
active duty. Procedures for accessing said leave are detailed in the Military Leave policy. 

 
15.5 Jury Duty. 
Regular status full-time and part-time employees will be granted time off with pay for jury duty 
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and when called to be a witness on behalf of the Employer in any judicial proceeding for up to 
two (2) weeks. The employee shall be paid the amount of straight-time earnings (at the regular 
rate) lost in accordance with the employee's regularly scheduled hours of work. In order to be 
eligible for such payments, the employee must furnish a written statement from the 
appropriate public official showing the date and time served. Reimbursement paid by the court 
system must be paid to Neighborcare Health. The employee must give the Employer 
immediate notice of the call for jury duty and provide the Employer with a copy of the 
summons. Employees subpoenaed for proceedings not involving the Employer will be required 
to use PTO or take time off without pay if PTO is not available. 

 
15.6 Washington Paid Family and Medical Leave. 
The Employer will provide Paid Family and Medical Leave benefits through the state-run 
insurance program and in accordance with the laws of the State of Washington. The Employer 
and employees will allocate the premium share as set forth in the law. When an employee is 
eligible to receive payments under Paid Family and Medical Leave program, the employee shall 
be permitted to supplement such payments with accrued sick leave and/or annual leave to 
make up the difference between compensation received under Paid Family and Medical Leave 
and the employee’s regular pay, but not to exceed the net earnings the employee would have 
normally received during a normal work week. 

 
15.7 Reinstatement from Leave. 
An employee will be entitled to reinstatement from a leave of absence as follows: 

 
a. FMLA Leave: The Employer shall reinstate the employee to the employee's 

former or equivalent position at the conclusion of the leave, in accordance with 
the requirements of the FMLA. 

 

b. Non-FMLA Medical Leave: The Employer shall reinstate the employee to the 
employee's former or equivalent position at the conclusion of the leave, though if 
a position is not available, the employee will be offered the first available 
opening for which the employee is qualified, unless otherwise required by law. 

 
c. Military Leave: An employee returning from a military leave will be reinstated as 

required by law. 
 

d. Jury Duty Leave: An employee will be reinstated to their prior position following 
jury duty. 

 
15.8 Federal and State Law. 
In the event the federal Family and Medical Leave Act (FMLA) or state Family Leave Act (FLA) 
and Family Care Act (FCA) provide rights or benefits that exceed those provided in Sections 15.2 
and 15.3, the appropriate provisions of those laws shall prevail. 

 
15.9 Bereavement Leave. 
Employees with an FTE of .75 and greater shall receive up to three (3) scheduled workdays. for 
bereavement in the event of a death in the immediate family. Employees with an FTE of .5 to 
.75 shall receive up to two (2) days. One (1) additional day off with pay will be granted when an 
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employee is required to travel more than five hundred (500) miles in any one direction to 
attend the funeral. The term "immediate family" includes: 

Spouse/domestic partner 

Parent or Step-parent 

Parent or Step-parent of spouse/domestic partner (Parent-in-law) 

Child (includes children by birth, adoption, spouse or domestic partner’s children 
and foster children living in your household) 

Daughter-in-law 

Son-in-law 

Sibling 

Sibling of spouse/domestic partner 

Grandparent 

Grandparent of spouse/domestic partner 

Grandchild 

Grandchild of spouse/domestic partner 
 

If additional time away from work is needed, the employee must submit a request to their 
supervisor. The supervisor shall make a good faith effort to approve such requests. 

 
15.10 Leave Related to Domestic Violence, Sexual Assault or Stalking. 
As required by state law, the Employer will grant time off to an employee who is a victim of 
domestic violence, sexual assault, or stalking or to an employee who has to assist a family 
member who is a victim of domestic violence, sexual assault or stalking. 

 
 

ARTICLE 16 – JOINT LABOR MANAGEMENT COMMITTEE 
 
 

16.1 Joint Labor Management Committee.  

We are jointly committed to working in partnership that is grounded in trust, transparency, 
openness, collaboration and creativity where we work toward shared objectives with a 
commitment to growth and learning for the long-term success of the Neighborcare team and 
the communities that we serve. We strive to elevate the voices and strengths of the team, to 
implement shared knowledge to tackle challenges together to strengthen the foundation of our 
partnership. We seek to center equity, diversity; inclusion; all of which is in service to making 
NCH a place where we all belong and to support our teams and serve our community. 

Employer management, jointly with the elected representatives of the employees, shall 
establish a Joint Labor-Management Committee (JLMC) to assist with staffing issues, to provide 
improved communication and to provide information on organizational changes and initiatives 
to bargaining unit members. The purpose of the JLMC is to foster improved communications 
between the Employer and the employees as opposed to individual complaints.  The function of 
the Committee shall be limited to an advisory capacity rather than a decision making capacity 
and shall have no bargaining authority.  The JLMC Labor-Management Committee shall be 
composed of up to eight (8) employees appointed by the Union and up to eight (8) managerial 
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employees designated by the Employer.  All members of the JLMC shall be employees of the 
Employer.  A union representative may be invited to attend JLMC meetings but shall not be a 
member of the Committee.  One union employee and one managerial employee shall be 
designated as co-chairs of the Committee. The Committee shall meet monthly or as often as 
mutually agreed. The co-chairs will be responsible for creating the meeting agenda and will 
forward it to the JLMC one week in advance of the scheduled meeting. By mutual agreement, 
the co-chairs can cancel a scheduled meeting based on not having sufficient agenda items to 
discuss. Some items of discussion may be more appropriate for specific units rather than the 
JLMC as a whole.  In such instance, a temporary subcommittee of the JLMC may be 
formed.  Paid time will apply for meetings that occur during scheduled work days and during 
time off and for site-to-site travel to attend meetings.    

Upon ratification the JLMC will begin the process of identifying equity facilitators chosen by 
mutual agreement to assist in the creation of two workplans: 1) an overall workplan for the 
JLMC and 2) a Racial Justice, equity, inclusion, and diversity workplan. The intent of involving 
equity facilitators is to support and strengthen the overall partnership work of labor and 
management with the goal of increasing the Racial Justice skills and analysis of the partners to 
implement the identified work plans.  The work plans will ensure that equity, diversity and 
inclusion is a regular agenda item for JLMC. The work plan of the JLMC will include items 
identified in this agreement including but not limited to Bi-lingual assessment/support, Racial 
Justice, equity, inclusion, and diversity work, credit for past experience, floating holidays, and 
training program process.   

In order to create and implement the goals of our joint work and partnership, the Joint Labor 
Management Committee will have annual facilitated planning, strategizing and prioritizing 
meeting time where we co-create the goals and annual plan using an equity and Racial Justice 
focus.  Because this is high-level strategizing and planning, the JLMC will identify the 
appropriate decision makers to participate from both organizations which may include the NCH 
CEO, CFO, COO, Senior Leadership Team and SEIU 1199NW appointed representatives.  The 
parties commit to measure the impact of our work from year to year.   
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16.2  Advocacy 

The parties have a shared interest in partnering together for the financial stability of 
Neighborcare Health. The JLMC will work together to identify additional potential resources for 
NCH in its annual strategizing and planning including public and political arenas and 
organizations. 

Through annual JLMC planning, the partnership will create a shared communication plan to 
staff about organizational goals and stewardship strategies. JLMC will consider forums for staff 
to participate in education and provide input on priorities, including information that the group 
might want from staff, the community at large, and engagement opportunities. 

The JLMC will work to provide frontline staff opportunities to speak directly with law makers, 
recognizing that healthcare workers at Neighborcare can speak powerfully about the issues that 
impact the communities we serve. The JLMC will ensure communication across the organization 
regarding opportunities for staff to participate in shared advocacy efforts.  

16.3 Healthcare 

NCH and the Union share a mutual interest in working together through the Joint Labor 
Management Committee to discuss best practices and to ensure greater transparency and 
communication around health benefits and the wellness (EAP) program. To address this 
interest, there will be designated time identified in the strategic work plan created by the 
parties at JLMC to discuss, understand and partner on health insurance and the wellness 
program. The parties will seek and share data, subject to any limitations imposed by HIPAA or 
other applicable law(s), the committee may review healthcare and wellness utilization data. 
The parties will work together to explore strategies on cost-containment and affordability—this 
will include meeting with the Broker and other individuals and/or groups as identified by the 
committee. 

The JLMC will partner together on drafting and executing an equity-centered and timely 
communication plan at least yearly around open enrollment. The parties will explore 
communication strategies like town halls and information sessions to work together to increase 
transparency, understanding, and accessibility around health insurance and the wellness 
program. 

In an effort to better understand the financial impact and any potential barriers to accessing 
health insurance and/or utilizing the wellness program, the JLMC will survey NCH staff, at least 
yearly, to seek information. If the Committee mutually identifies recommendations for changes, 
the committee will present this information for consideration in early June or prior to open 
enrollment to the Senior Leadership Team. 
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ARTICLE 17 – HEALTH AND SAFETY 
 

17.1 Employee Health and Safety Committee. 
The Employer will continue the operation of its Safety Committee in adherence to all State and 
Federal regulations. This Committee shall investigate and make recommendations of 
education and preventative health and safety measures for the work place and its employees, 
with recognition of security and safety issues as set forth under Washington Law. The Union 
shall appoint two (2) employees from each of its bargaining units to be placed on this 
Committee. All time on this Committee shall be paid at the employee’s regular rate of pay. 

 
17.2 Health and Safety. 
Neighborcare remains committed to providing a workplace free from recognized hazards that 
cause, or are likely to cause, death or injury to staff. 

 
17.3 Prevention of Workplace Violence. 

The Safety Committee shall make recommendations to Joint Labor Management Committee on 
hazards and risk factors including training, reporting, and incident response and program 
evaluation. 

 
17.4 Health Accommodation. 
The Employer will provide reasonable accommodations to employees with disabilities who are 
unable to perform the essential functions of the job, unless the accommodation would cause an 
undue hardship to the Employer or the employee’s disability poses a direct threat to the health 
and safety of others. 

 
 

ARTICLE 18 – ORGANIZATIONAL EQUITY AND INCLUSION 
 
 

18.1         Equal Opportunity and Nondiscrimination. 
The Employer and the Union are committed to a policy of equal employment opportunity. All 
staff members will be treated fairly at all times and without regard to race, color, religion, sex, 
age, national origin, military or marital status, sexual orientation, gender identity, political 
ideology, genetic information or disability, and any other basis protected by local, state, or 
federal law. This applies to all personnel actions including recruitment, hiring, training, transfer, 
promotion and demotion, layoff and recall, compensation and benefits, discipline, termination 
and all other conditions or privileges of employment. 
  
18.2         Harassment. 
As stated in the current Neighborcare Employee Handbook, the Employer is committed to 
providing a professional, productive and inclusive workplace, which is free of verbal, physical 
and visual forms of harassment. Harassment based on race, color, religion, sex, age, national 
origin, military or marital status, sexual orientation, gender identity, political ideology, genetic 
information or disability, or any other basis protected by local, state or federal law is strictly 
prohibited. 
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18.3         Equity, Diversity and Inclusion in the Joint Labor Management Committee. 
Both SEIU 1199NW and Neighborcare Health are committed to Racial Justice, equity and 
inclusion as core values within our respective organizations.  As such, the union and NCH will 
begin a joint organizational culture change process together through our Joint Labor 
Management Committee and more broadly with relationships being created between the 
leadership - organization to organization.  This organizational relationship will be built by 
creating opportunities to bring NCH leaders together with leadership from the union quarterly. 
 
The Joint Labor Management Committee Racial Justice, equity, inclusion, and diversity 
workplan, which is separate from the NCH EDI workplan, will outline priorities, projects and 
focus areas for the group.  This will create two-way accountability and inclusion in the work 
being done. The creation of this workplan will be supported by equity facilitators and the 
facilitators will be chosen by mutual agreement. The intent of involving equity facilitators is to 
support and strengthen the overall partnership work of labor and management with the goal of 
increasing the Racial Justice skills and analysis of the partners to implement the identified work 
plan.  The work plan will ensure that equity, diversity and inclusion is a regular agenda item for 
JLMC.  The JLMC will include practices that uplift Racial Justice including centering the 
partnership statement.  The workplan will be evaluated every six (6) months including feedback 
within the committee and organizationally (two-way accountability).  Data gathering may be an 
identified strategy to support this evaluation. 
 
The Joint Labor Management Committee will be an integral partner in promoting a workplace 
where each employee is part of a just work environment where, the value of diversity and 
inclusion are understood and advanced, to include the impact of biases in the workplace. As a 
part of an overarching equity, diversity and inclusion plan for Neighborcare Health the 
workshops described in Article 18.4 may be one part of this organizational strategic plan.  
 
18.3.1   The NCH EDI Initiative 
 The JLMC will begin to work with components of the NCH EDI Initiative.  There will be 
organizational check-ins on the partnership and EDI work happening across NCH as well as 
pieces of the NCH EDI initiative that touch and involve union members in order for union/JLMC 
leaders to have the opportunity to give input and/or the opportunity for potential 
collaboration. Staff trainings that are a part of the  Neighborcare EDI initiative will be a topic of 
discussion. 
 
The JLMC will receive an annual update from NCH on the previous year’s EDI work and will be 
provided an opportunity to provide input on the plans for the upcoming year. 
 
The union will advise which of their JLMC members will be part of the EDI committee. 
 
The organizational work plan can be presented to JLMC which may include opportunities for 
improvement on issues regarding discrimination, harassment, bias and/or prejudice and 
additional areas of improvement. 
  
This work would review data and request Business Intelligence to conduct relevant data 
analysis to assist in identifying opportunities for improvement with the intent to create 
solutions for which the organization has the means to address as part of its workplace 
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environment. Such data could include, but is not limited to, Employer EEO-1 demographic 
reports, data regarding work status changes for bargaining unit members and all employees 
(subject to employee confidentiality accommodations), and employer policies relating to 
equity, diversity and inclusion: 
 
1.  Review all Neighborcare policies that pertain to discrimination, harassment, equity and 
inclusion. 
  
2.  Provide input on existing educational modules and recommendations for future workshops 
related to diversity, equity, inclusion, discrimination sexual harassment and harassment 
including but not limited to the following examples: Diversity and Inclusion and Preventing 
Workplace Discrimination and Harassment. The committee will also receive a report on the 
trainings. 
  
18.4         Workshops.  
JLMC will have facilitated racial justice, inclusion, diversity workshops to support the 
partnership that brings greater skills and analysis to apply to the overall labor management 
relationship and workplan. 
 
Upon ratification of the contract the parties will utilize equity facilitators to support contract 
implementation, restarting the JLMC, planning, and skill development with a goal of bi-monthly 
facilitated workshops and a minimum of quarterly workshops with paid time for the JLMC 
committee members. The number of hours for workshops will be mutually agreed upon by the 
JLMC. The facilitators will be paid for by the Employer and all time for the committee will be on 
paid time. 
 
 
18.5         Complaints and Commitment to No Retaliation. 
There will be no retaliation to any employee for raising complaints of discrimination or bringing 
discrimination concerns to the Joint Labor Management Committee. In a circumstance where 
an individual or group of individuals have concerns related to discrimination, Human Resources 
will investigate. 
  
 
18.6         Religious accommodation. 
The Employer shall provide reasonable accommodation to employees’ bona fide religious 
practices provided such accommodations do not pose an undue hardship as defined under 
Federal and State law. 
  

 

ARTICLE 19 – GRIEVANCE PROCEDURE 
 

19.1 Grievance Defined. 
A grievance is defined as an alleged breach of the terms and conditions of this Agreement. If 
any such grievance arises, it shall be submitted to the following grievance procedure. It is the 
desire of the parties to this Agreement that grievances be adjusted informally wherever 
possible and at the first level of supervision. 
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19.2 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 
paragraph 12.2 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 of the grievance. 
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, provided that the Union must specifically request arbitration as provided 
in Step 4. 

 
19.3 Grievance Procedure. 
A grievance shall be submitted in accordance with the following procedure: 

Step 1. Employee and Immediate Supervisor 

If an employee has a grievance, the employee must first present the grievance in 
writing to the employee’s immediate supervisor or designee within fourteen (14) 
calendar days from the date the employee knew or should have been aware of 
the facts giving rise to the grievance. A Union Delegate shall be present if 
requested by the employee. Upon receipt thereof, the supervisor shall meet with 
the employee and attempt to resolve the problem within fourteen (14) calendar 
day. The supervisor shall respond in writing to the employee within fourteen (14) 
calendar days following the meeting between the supervisor and the grievant. 

Step 2. Employee, Union Delegate/Representative and Senior Director of Human 
Resources 

 

If the matter is not resolved to the employee’s satisfaction at Step 1, the 
employee shall present the grievance in writing to the Senior Director of Human 
Resources and/or designee within fourteen (14) calendar days of the immediate 
supervisor’s decision. The Senior Director of Human Resources and/or designee 
shall meet with the parties within ten (10) days for the purpose of resolving the 
grievance. The Senior Director of Human Resources, or designee, shall issue a 
written reply within seven (7) calendar days following the grievance meeting. 

 
Step 3. Employee, Union Delegate/Representative and Chief Operating Officer 

 

If the matter is not resolved at Step 2 to the employee’s satisfaction, the 
grievance shall be referred in writing to the Chief Operating Officer (or designee) 
within fourteen (14) calendar days of receipt of the Step 2 decision. The Chief 
Operating Officer (and/or designee) shall meet with the employee and the Union 
Delegate/Representative within ten (10) calendar days of receipt of the Step 3 
grievance for the purpose of resolving the grievance. The Chief Operating Officer 
(or designee) shall issue a written response within fourteen (14) calendar days 
following the meeting. 
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Step 4. Arbitration 
 

If the grievance is not settled on the basis of the foregoing procedures, , the 
Union may submit the issue in writing to arbitration within fourteen (14) 
calendar days following the written reply from the Chief Operating Officer or 
designee. Within seven (7) days of the notification that the dispute is submitted 
for arbitration, the Employer and the Union shall attempt to agree on an 
arbitrator. If the Employer and the Union fail to agree on an arbitrator, a list of 
nine (9) arbitrators with offices in Oregon or Washington 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. Any arbitrator accepting an 
assignment under this Article agrees to make every effort to issue an award 
within sixty (60) calendar days of the close of the hearing or the receipt of post- 
hearing briefs, whichever is later. The arbitrator’s decision shall be final and 
binding on all parties. The arbitrator shall confine herself/himself to the issue(s) 
submitted for arbitration and 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’s fees and costs 
shall be shared equally (50/50) between the parties. All other expenses, 
including attorney’s fees, shall be borne by the party incurring them , and 
neither party shall be responsible for the expenses of witnesses called by the 
other party. 

 

19.4 Union Grievance. 
The Union may initiate a grievance if the grievance involves a defined group of employees and if 
the grievance is submitted in writing, specifying one or more employee representatives within 
fourteen (14) calendar days from the date the employees were or should have been aware that 
the grievance existed. 

 
19.5 Mutually Agreed Mediation. 
The parties may agree to use mediation in an attempt to resolve the grievance. Both parties 
must mutually agree to use mediation and neither party may require that any grievance be sent 
to mediation. Mediation shall not be considered a step in the grievance process and may be 
pursued concurrently with the filing, selection and processing of an arbitration submission. 

 
19.6 Termination. 
Step 4 of 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 (including Step 4) regardless of the 
expiration date of this Agreement. Grievances arising after the expiration date of this Contract 
may be pursued through 
Step 3 only. 
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ARTICLE 20 – TRAINING AND EDUCTION 

 

20.1 Continuing Education. 
Neighborcare Health recognizes the need for ongoing training and development to maintain 
licensure and/or certification required for your position. Continuing Education (CE) dollars 
and hours are determined annually and available for use each calendar year. 

 

Provisions 

20.2 Eligible Positions (regular benefited employee) 

Tier I 
▪ Certified Nurse Midwife 
▪ Dentist 
▪ Nurse Practitioner 
▪ Physician Assistant 
▪ Pharmacist 
▪ Physician/Doctor of Osteopathic Medicine 
▪ Psychologist 
▪ Psychiatrist 

Tier II 
▪ Dental Hygienist 
▪ Licensed Clinical Social Worker 
▪ Licensed Mental Health Therapist/Counselor 
▪ Nutritionist/Registered Dietitian 
▪ Registered Nurse 

Tier III 
▪ Coding Specialist 
▪ Pharmacy Technician 

Tier IV 
▪ Medical Assistant 
▪ Medical Assistant II 
▪ Non-Licensed Social Workers 

 

20.3 
CE dollars are allocated beginning on your position start date. 

 

20.4 
CE dollars and hours are pro-rated by FTE. Annual CE dollars and hours can be found in the 
guidelines to follow. 

 
A. For new employees, CE dollars and hours may be requested for use after 

completion of the Initial Review Period. Reimbursements are only valid for 
dates following the review period. 

B. Employees starting on or after September 1st will not be eligible to use CE 
dollars or hours in the current year. 

C. CE dollars and days DO NOT rollover into the following calendar year and 
cannot be “banked” for use in the following year. 
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D. If the employee changes FTE in the year, the allotted CE dollars and hours will 
be adjusted and prorated to reflect most recent FTE. 

E. All CE requests must be pre-approved by: 
▪ Direct Supervisor (All CE Requests), AND 
▪ Clinical Supervisor (Clinical CE Requests) OR Clinic Administrator 

(Clinical CE Requests) 
F. CE dollars are reimbursed upon completion of activity and submission of 

required documentation. Requirements can be found in the guidelines 
below. 

 

Guidelines 

 
20.5 Continuing Education Dollars and Hours 

 
Positions Dollars Hours 

Tier I at 1.00 FTE $3,000 40.00 

Tier II at 1.00 FTE $1,500 40.00 

Tier III at 1.00 FTE $750 40.00 

Tier IV at 1.00 FTE $375 20.00 
 

Example: calculations based on FTE 
0.75 FTE × $3,000 = $2,250 & 0.75 FTE × 40.00 = 30.00 Hours 

 
20.6 Qualifying Activities 

 
1. All Continuing Education activities must result in CE credits relevant to scope of 

practice at Neighborcare Health. 

2. Categories 
a. Category I – Courses, seminars and workshops 

i. Programs having a featured instructor, speaker or panel 
ii. Distance learning programs, approved by an industry recognized 

local, state, national or international organization or institution of 
higher learning 

b. Category II – Self Study 
i. Books, papers, publications or periodicals that are not covered by 

a covered membership. 
ii. Internet or independent reading, where an assessment is required 

upon completion 
iii. Category III- Professional Memberships, Dues, and Certification Exams 

1. National, state, or local professional memberships 
2. Study club dues where CE credit results and topics are relevant to 

scope of practice at Neighborcare Health (example: Greater 
Seattle Multidisciplinary Club). 

3. Exams that are required to maintain minimum requirements for 
Neighborcare employment (example: board certification 
examination). 

 

3. Travel Costs: Reasonable lodging and transportation costs may be eligible for 
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reimbursement. 

 
20.7 
Procedures for utilizing continuing education dollars and time can be found in the employee 
handbook. 
 
 
20.8  Training and Upgrading Fund 
A Training and Upgrading Fund, known as the SEIU Healthcare 1199NW Multi-Employer 
Training and Education Fund (the “Fund”) has been established for the purpose of creating 
a program for addressing the workforce needs of participating employers (collectively 
“Participating Employers”) as well as the career, knowledge and skill aspirations of SEIU 
Healthcare 1199NW bargaining unit employees. 
 
20.8.1 Contribution Rate   
The Employer agrees to become a Participating Employer in the Fund, which will be 
established by an Agreement and Declaration of Trust (“Trust Agreement”). The 
contribution to the Fund shall be an amount equal to one percent (1%) of the gross payroll 
of the Medical Assistants in the Service/LPN bargaining unit. Gross payroll shall be defined 
as the amount included on Box 5 of the W-2 form report of the Employer, excluding per 
diem / casual employees. 
 
20.8.2 Fund Trustees, Programs, Staff 
The Trustees of the Fund are composed of an equal number of representatives designated 
by the Union and by the employers contributing to the Fund. While acting in a manner 
consistent with the Fund Principles established between the Union and Participating 
Employers, the Trustees will determine the overall parameters for these programs, and the 
staffing needed to carry out the purposes of the Fund. The Trustees of the Fund determine 
the size of the board. 
 
20.8.3 Trust Agreement 
The Employer and Union agree to abide by the Trust Agreement. 
 
20.8.4 Availability of Onsite Rooms 
In order to facilitate Employees’ access to education and training, the Employer will make a 
good faith effort to make rooms available on-site for conducting training, counseling and 
other activities of the Fund. 
 
20.8.5 Fund Contributions, Records, and Collections 
The Employer shall remit the Fund contributions required under this Article on either a 
monthly or pay period basis, based upon the payroll for the previous month or pay period. 
Payments shall be due no later than thirty (30) days following the end of the month or pay 
period on which they are based. The Employer shall submit regular reports with its 
contributions in such form as may be necessary for the sound and efficient administration 
of the Fund and/or to enable the Fund to comply with the requirements of Federal and 
applicable State law and for the collection of payments due pursuant to the Fund. 
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The Employer agrees to make available to the Fund, in accordance with Fund policy, such 
records of Employees which the Fund may require in connection with the sound and 
efficient operation of the Fund or that may be so required in order to determine the 
eligibility of Employees for Fund benefits. 
 
The Employer agrees that the collection of delinquent Employer contributions shall be 
subject to the collection policy established by the Trustees of the Fund. 
 
20.8.6 Employee Contact Information 
The Employer shall provide the Fund with monthly electronic reports that include employee 
name, job title, bargaining unit, shift, FTE, date of hire, work email, work telephone, 
personal telephone, and home mailing address.  The Employer shall provide the Fund with 
biweekly electronic reports that include employee name, job title, date of hire, bargaining 
unit, wages, and FTE. 
 
20.8.7  
Neighborcare Health agrees to enroll Medical Assistants in the SEIU Training Fund on 
September 1, 2022, for the benefit of ongoing education, training, and career growth for 
this job class.  The employer will continue to explore participation in the MA apprenticeship 
program.  The JLMC will revisit SEIU Training Fund participation for the Medical Assistant 
job class annually and will consider data including but not limited to training fund 
utilization, employee satisfaction, and financial sustainability of participation. 
 
Article 20.9 
Upon ratification, Continuing Education Funds will no longer be available to employees in 
the Medical Assistant and Medical Assistant II job classifications, however they will maintain 
their Continuing Education hours. 
 

 
 

ARTICLE 21 – CLINIC CLOSURE 
 

21.1 Clinic Closure. 
When a clinic or department thereof (hereafter collectively referred to as clinic) is closed due to 
inclement weather, management will communicate with employees by phone and using the 
Employer’s Inclement Weather Voice-Mail System. 

 

21.1.1 If a clinic closes early/opens late: All staff will be paid their regular rate of pay for 
the hours they otherwise would have worked had the clinic maintained its regular hours. 

 
21.1.2 If a clinic does not open : All staff will be paid their regular rate of pay for the 
hours they otherwise would have worked had the clinic remained open. Staff member may 
be reassigned to another clinic that is open. Employees may decline the reassignment and 
use PTO, or accept the assignment. Management will make accommodations for increased 
commute time. 

 

21.1.3 If a clinic closes before a scheduled workday begins and the employee works at 
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another clinic, the hourly employee will be paid for either the hours they worked or their 

regularly scheduled hours – whichever is greater. Salaried employees will be paid for their 
regular hours. 

 
21.1.4 If an employee cannot travel but clinic is open: if a work location remains fully 
operational but an employee is unable to report to work or to remain at work because of 
severe inclement weather or a natural disaster, the employee may use paid or unpaid time. 

 
 

ARTICLE 22 – NO STRIKE / NO LOCKOUT 
 

22.1 No Strike. 
During the term of this Agreement, neither the Union nor its members, agents, representatives, 
employees or persons acting in concert with them, shall incite, encourage or participate in any 
strike, sympathy strike, walkout, slowdown or other work stoppage of any nature whatsoever. 
In the event of any strike, sympathy strike, walkout, slowdown or work stoppage or threat 
thereof, the Union and its officers will do everything within their power to end or avert the 
same during the term of this Agreement. 

 
22.2 Discharge. 
Any employee participating in any strike, sympathy strike, walkout, slowdown or work 
stoppage, shall be subject to immediate dismissal or such lesser discipline as the Employer shall 
determine. 

 
22.3 No Lockout. 
The Employer shall not cause or engage in any lockout of its employees during the term of this 
Agreement. 

 
 

ARTICLE 23 – GENERAL PROVISIONS 
 

23.1 State and Federal Laws. 
It is the belief of both parties of this agreement that all provisions are lawful. If any section of 
this Agreement should be found contrary to existing law, or should any new law or ordinance 
be passed which makes any provision of this Agreement unlawful, the remainder of the 
Agreement shall remain in full force and effect and the parties shall enter into collective 
bargaining negotiations for the purpose of arriving at a mutually satisfactory replacement of 
such provision. 

 

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

 
23.3 Past Practices. 
Any and all agreements, written and verbal, previously entered into between the parties hereto 
are mutually cancelled and superseded by this Agreement. Unless specifically provided herein 
to the contrary, past practices shall not be binding on the Employer. The Employer agrees that 
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it will not make any changes in past practices or employee benefit that would have the effect of 

discriminating solely against members of the bargaining unit. The Employer will communicate 
any changes in past practices, or employee benefit to the staff in advance of the change. 

 
23.4 Complete Understanding. 
The parties acknowledge that each has had the unlimited right and opportunity to make 
demands and proposals with respect to any matter deemed subject for collective bargaining. 
The results of 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 to oblige the other party to bargain with respect to any subject or 
matter specifically discussed during negotiations or covered in this Agreement, unless mutually 
agreed to otherwise. 

 
 
 

ARTICLE 24.  NEGOTIATION AND BARGAINING PROCESS 
 
24.1  Negotiations and Bargaining Process 
The parties will meet five months before the contract expiration date to discuss and agree 
upon the bargaining process.  The parties agree that bargaining is a priority and commit to 
exploring scheduling strategies that ensure full union participation and minimize impact to 
patient care.  The parties will explore scheduling and will identify meeting times during work 
hours, evening, and weekend hours. This discussion will include a plan for PTO donations to 
begin prior to the start of bargaining. 
 
24.2  Paid Bargaining Time 
The Union’s bargaining team are eligible for compensation for bargaining time through PTO 
donations from both represented and non-represented Neighborcare employees. In order to 
utilize these donated dollars, the union will provide names, dates and hours bargained to 
management for direct payment for time at the bargaining table or traveling to bargaining 
sessions.  In addition to the option above, staff will have the opportunity to flex their schedule 
(with approval from their supervisor and in line with role need), use personal PTO, or take 
unpaid time before using PTO hours in order to attend bargaining sessions.  
 
24.3  Release for Bargaining Time 
Staff who participate on the Union’s Bargaining Team will coordinate with their supervisor to 
be released with enough time to either travel to the meeting location or home for virtual 
bargaining. This communication should occur as soon as the staff member is aware of the 
bargaining date to minimize impact on patient care. Travel time will be compensated the same 
as other bargaining time which may include but is not limited to, PTO, flex time or unpaid 
time.  
 
24.4  PTO Donations for Bargaining 
As referenced in Article 24.1 Negotiation and Bargaining Process-the parties will meet five 
months prior to bargaining and will discuss a joint promotion of PTO donations.  This will 
include rolling out a donation form and a process that will optimize a PTO donation form and 
create tools to allow for low barrier usage and access, including an option for an electronic 
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form.  The plan will include communication and operationalizing all the ability for all 
employees to donate. This will be finalized in the JLMC workplan that will be developed. 
PTO donations must be in full hour increments, with a minimum of one hour.  To donate PTO, 
employees must maintain at least 40 hours in their PTO bank after accounting for any PTO 
hours being donated. PTO donations will happen on a quarterly basis.  Donations will be 
converted to money at the donor’s rate of pay (this is taxable to the donor) and paid to 
Union’s Bargaining Team.  There may be additional processing of PTO donations with mutual 
agreement 
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APPENDIX A 
 

Recognition: (Case Numbers 19-RC-229196 and 19-RC-228621) 
 

Clinic Unit 
Administrative Assistant I 
Call Center Representative 
Cash Poster 
Clinic Coordinator 
Clinic Unit Continued 
Coder 

Coder – Dental 
Community Health Educators 
Community Health Worker 
Dental Assistant 
Dental Hygienists 
Certified Diabetes Educators 
Dietitians 

Eligibility Specialist* 
Expanded Function Dental Auxiliary 
Financial Counselor 
Health Educators 
Interpreters 
Lead Dental Coder  
Lead Eligibility Specialist 
Medical Assistant-Registered 
Medical Assistants Medical 
Assistants II Medical Clerks 
Medical Doctor 
Mental Health Therapists/Behavior Health 
Counselors 
Nurse Technician 
Nurse Practitioner  
Nutritionists 
Patient Services Representatives 
Perinatal Coordinators 

 
Pharmacists 
Pharmacy Technicians 
Physician Assistant 
Psychologist 
Referral Coordinator 
Registered Nurse 
Registered Nurse II 
Social Workers 
WIC Certifier 
WIC Clerk 
X-Ray Technician 
Insurance Coordinator 
Insurance Reimbursement Specialist 
Patient Outreach & Engagement 
Patient Outreach & Engagement-Interpreter 
 

 
 
 

*The parties agree that all eligibility 
specialists that were considered part of the 
school based unit in the NLRB certification 
are recognized as part of the clinic 
bargaining unit. 



 

 

 

LETTER OF UNDERSTANDING 

Subcontracting 

 
This Letter of Understanding ("LOU") is hereby entered into between Neighborcare Health ("the 

Employer") and SEIU Healthcare 1199NW ("the Union") to memorialize the mutual understanding that 

as of the date of execution of this LOU, the Employer does not plan, expect or anticipate to subcontract 

any work currently performed by its employees in the Union's bargaining unit. 

 
NEIGHBORCARE HEALTH SEIU HEALTHCARE 1199NW 

 

 

Michael Erikson, Chief Executive Officer Diane Sosne, President 



Salary Grade Job Classification 0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22
Hourly 

Midpoint
Hourly 

Maximum
Medical Records Coordinator
Financial Counselor
Medical Clerk
Billing/Posting Clerk
Patient Services Rep/CCR
Administrative Assistant I
Medical Assistant - Registered
Nurse Technician
Certified Interpreter
Clinical Coordinator
Insurance Coordinator
Non Certified Interpreter
Patient Navigator
Patient Outreach & Engagement
Patient Services Rep II/CCRII
Perinatal Coordinator
Referral Specialist
Eligibility Specialist
Medical Assistant - Phlebotomist
Pharmacy Technician
Spec-Dental BillingCoding
Dental Assistant
Medical Assistant

6 Insurance Reimbursement Specialist $22.50 $22.87 $23.24 $23.61 $24.00 $24.39 $24.78 $25.19 $25.60 $26.01 $26.44 $26.87 $27.30 $27.75 $28.20 $28.65 $29.12 $29.59 $30.07 $30.56 $31.06 $31.06 $31.21 $26.78 $31.21
Expand Function Dental Auxiliary
Medical Assistant II

8 Spec-Billing/Coding $25.00 $25.41 $25.82 $26.24 $26.67 $27.10 $27.54 $27.99 $28.44 $28.90 $29.37 $29.85 $30.34 $30.83 $31.33 $31.84 $32.36 $32.88 $33.42 $33.96 $34.51 $34.51 $34.68 $29.76 $34.68
9 Social Worker $28.25 $28.71 $29.18 $29.65 $30.13 $30.62 $31.12 $31.62 $32.14 $32.66 $33.19 $33.73 $34.28 $34.84 $35.40 $35.98 $36.56 $37.16 $37.76 $38.37 $39.00 $39.00 $39.19 $33.62 $39.19

Certified Diabetes Educator
Mental Health Therapist
Registered Nurse

11 Registered Nurse II $38.25 $38.87 $39.50 $40.15 $40.80 $41.46 $42.13 $42.82 $43.51 $44.22 $44.94 $45.67 $46.41 $47.17 $47.93 $48.71 $49.50 $50.31 $51.13 $51.96 $52.80 $52.80 $53.07 $45.53 $53.07
12 Dental Hygienist $44.00 $44.72 $45.44 $46.18 $46.93 $47.69 $48.47 $49.26 $50.06 $50.87 $51.70 $52.54 $53.39 $54.26 $55.14 $56.04 $56.95 $57.87 $58.81 $59.77 $60.74 $60.74 $61.04 $52.37 $61.04
13 Psychologist $47.25 $48.02 $48.80 $49.59 $50.40 $51.22 $52.05 $52.89 $53.75 $54.63 $55.51 $56.42 $57.33 $58.27 $59.21 $60.17 $61.15 $62.15 $63.16 $64.18 $65.22 $65.22 $65.55 $56.24 $65.55
14 Locum Dental Hygienist $50.60 $51.42 $52.26 $53.11 $53.97 $54.85 $55.74 $56.64 $57.56 $58.50 $59.45 $60.42 $61.40 $62.40 $63.41 $64.44 $65.49 $66.55 $67.63 $68.73 $69.85 $69.85 $70.20 $60.22 $70.20

Nurse Practitioner
Pharmacist
Physician Assistant
Locum Nurse Practitioner Casual
Locum Physician Assistant
Pharmacist-HR

17 Physician $85.00 $86.38 $87.78 $89.21 $90.66 $92.13 $93.63 $95.15 $96.70 $98.27 $99.87 $101.49 $103.14 $104.82 $106.52 $108.25 $110.01 $111.80 $113.61 $115.46 $117.34 $117.34 $117.92 $101.17 $117.92
18 Locum Physician $97.75 $99.34 $100.95 $102.59 $104.26 $105.95 $107.68 $109.43 $111.20 $113.01 $114.85 $116.71 $118.61 $120.54 $122.50 $124.49 $126.51 $128.57 $130.66 $132.78 $134.94 $134.94 $135.61 $116.34 $135.61

$87.75 $75.28 $87.75$81.86 $83.19 $84.54 $85.92 $87.31 $87.31$76.75 $78.00 $79.26 $80.55$67.46 $68.56 $69.67 $70.81 $71.96 $73.12

$75.92 $75.92 $76.30 $65.46 $76.30

16 $63.25 $64.28 $65.32 $66.38

$68.92 $70.04 $71.18 $72.34 $73.51 $74.71$62.57 $63.59 $64.62 $65.67 $66.74 $67.82

$74.31 $75.52

$46.24 $46.48 $39.87$40.65 $41.31 $41.98 $42.66 $43.36 $44.06

15 $55.00 $55.89 $56.80 $57.73 $58.66 $59.62 $60.59 $61.57

$32.60 $27.97 $32.60

10 $33.50 $34.04 $34.60 $35.16 $35.73 $36.31

$30.41 $30.91 $31.41 $31.92 $32.44 $32.44$27.61 $28.06 $28.52 $28.98

$46.48$44.78 $45.50 $46.24

$25.47 $25.89 $26.31 $26.73 $27.17

$28.99

$38.11 $38.73 $39.36 $40.00$36.90 $37.50

$28.99 $29.13 $24.99 $29.13

7 $23.50 $23.88 $24.27 $24.66

$26.32 $26.74 $27.18 $27.62 $28.07 $28.53$23.89 $24.28 $24.67 $25.07 $25.48 $25.90

$29.45 $29.93$25.07

5 $21.00 $21.34 $21.69 $22.04 $22.40 $22.76 $23.13 $23.51

$26.71 $22.91 $26.71$24.91 $25.32 $25.73 $26.15 $26.57 $26.57$24.12 $24.52$20.87 $21.20 $21.55 $21.90 $22.263 $19.25 $19.56 $19.88 $20.20 $20.53 $22.62 $22.98 $23.36 $23.74

$25.54 $25.67 $22.02 $25.67$18.80$18.50 $23.56 $23.94 $24.33 $24.73 $25.13 $25.54$21.39 $21.74 $22.09 $22.45 $22.81 $23.18

$20.83 $24.28

2 $19.11 $19.42 $19.73 $20.05 $20.38 $20.71 $21.05

$23.02 $23.39 $23.77 $24.16 $24.16 $24.28$20.90 $21.23 $21.58 $21.93 $22.29 $22.65$18.97 $19.28 $19.59 $19.91 $20.23 $20.561 $17.50 $17.78 $18.07 $18.37 $18.67

4 $20.00 $20.33 $20.66 $20.99 $21.33 $21.68 $22.03 $22.39 $26.31 $26.73 $27.17 $27.61 $27.61 $27.75 $23.80 $27.75$22.75 $23.12 $23.50 $23.88 $24.27 $24.66 $25.06 $25.47 $25.88

2022 Wage Scale



Salary Grade Job Classification 0 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22
Hourly 

Midpoint
Hourly 

Maximum
Medical Records Coordinator
Financial Counselor
Medical Clerk
Billing/Posting Clerk
Patient Services Rep/CCR
Administrative Assistant I
Medical Assistant - Registered
Nurse Technician
Certified Interpreter
Clinical Coordinator
Insurance Coordinator
Non Certified Interpreter
Patient Navigator
Patient Outreach & Engagement
Patient Services Rep II/CCRII
Perinatal Coordinator
Referral Specialist
Eligibility Specialist
Medical Assistant - Phlebotomist
Spec-Dental BillingCoding

5 Pharmacy Technician $21.21 $21.55 $21.90 $22.26 $22.62 $22.99 $23.36 $23.74 $24.13 $24.52 $24.92 $25.32 $25.74 $26.15 $26.58 $27.01 $27.45 $27.90 $28.35 $28.81 $29.28 $29.28 $29.43 $25.24 $29.43
Dental Assistant
Medical Assistant
Insurance Reimbursement Specialist

7 Expand Function Dental Auxiliary $23.74 $24.12 $24.51 $24.91 $25.32 $25.73 $26.15 $26.57 $27.00 $27.44 $27.89 $28.34 $28.80 $29.27 $29.74 $30.23 $30.72 $31.22 $31.72 $32.24 $32.76 $32.76 $32.93 $28.25 $32.93
Medical Assistant II
Spec-Billing/Coding
Behavioral Health Care Manager
Dietitian Nutritionist
Social Worker
Certified Diabetes Educator
Behavioral Health Care Manager II
Social Worker II
Registered Nurse

11 Registered Nurse II $38.63 $39.26 $39.90 $40.55 $41.21 $41.88 $42.56 $43.25 $43.95 $44.66 $45.39 $46.13 $46.88 $47.64 $48.41 $49.20 $50.00 $50.81 $51.64 $52.48 $53.33 $53.33 $53.60 $45.98 $53.60
Dental Hygienist
Mental Health Therapist

13 Psychologist $47.72 $48.50 $49.29 $50.09 $50.90 $51.73 $52.57 $53.42 $54.29 $55.17 $56.07 $56.98 $57.91 $58.85 $59.80 $60.78 $61.76 $62.77 $63.79 $64.82 $65.88 $65.88 $66.21 $56.80 $66.21
14 Locum Dental Hygienist $51.11 $51.94 $52.78 $53.64 $54.51 $55.40 $56.30 $57.21 $58.14 $59.08 $60.05 $61.02 $62.01 $63.02 $64.04 $65.08 $66.14 $67.22 $68.31 $69.42 $70.55 $70.55 $70.90 $60.83 $70.90

Nurse Practitioner
Pharmacist
Physician Assistant
Locum Nurse Practitioner Casual
Locum Physician Assistant
Pharmacist-HR

17 Physician $85.85 $87.25 $88.66 $90.10 $91.57 $93.06 $94.57 $96.10 $97.67 $99.25 $100.87 $102.51 $104.17 $105.86 $107.58 $109.33 $111.11 $112.91 $114.75 $116.61 $118.51 $118.51 $119.10 $102.18 $119.10
18 Locum Physician $98.73 $100.33 $101.96 $103.62 $105.30 $107.01 $108.75 $110.52 $112.32 $114.14 $116.00 $117.88 $119.80 $121.74 $123.72 $125.73 $127.78 $129.85 $131.96 $134.11 $136.29 $136.29 $136.97 $117.51 $136.97

$61.65 $52.89 $61.65$54.80 $55.69 $56.60 $57.52 $58.45 $59.40 $60.36 $61.35 $61.3512 $44.44 $45.16 $45.90 $46.64 $47.40 $48.17 $48.95 $49.75

$72.68 $73.86

$38.14 $38.76 $39.39 $39.39 $39.58 $33.96 $39.58$37.53$32.99 $33.52 $34.07 $34.62 $35.18 $35.76 $36.34 $36.93$32.46

$50.56 $51.38 $52.21 $53.06 $53.92

$76.03 $88.63$84.02 $85.39 $86.77 $88.18 $88.18 $88.63$76.28 $77.52 $78.78 $80.06 $81.36 $82.68

$65.27 $66.33 $67.40

$75.0616 $63.88 $64.92 $65.98 $67.05 $68.14

15 $55.55 $56.45 $57.37 $58.30 $59.25 $60.21 $61.19 $62.19 $63.20 $64.22

$69.24 $70.37 $71.51

$75.46 $76.68 $76.68 $77.07 $66.12 $77.07$74.25

$33.84 $34.38 $34.94 $35.51 $36.09 $41.72 $42.40 $43.09 $43.79 $44.50$40.40 $41.06

$68.50 $69.61 $70.74 $71.89 $73.06

$31.94

10 $40.27 $46.94$45.22 $45.96 $46.71 $46.71 $46.94$39.75

9 $28.53 $29.00 $29.47 $29.95 $30.43 $30.93 $31.43

$36.67 $37.27 $37.88 $38.49 $39.12

$26.57 $27.00 $27.44 $27.88 $27.88 $28.02 $24.04 $28.02$22.98 $23.35 $23.73 $24.12 $24.51 $24.91 $25.31 $25.73

$22.84 $23.14 $26.97$25.57 $25.99 $26.41 $26.84 $26.84 $26.97$23.21 $23.593 $19.44 $19.76 $20.08 $20.41 $20.74

$25.38 $25.79 $25.79$20.92 $21.26 $21.60 $21.95 $22.31 $22.67

$23.98 $24.36 $24.76 $25.16$21.07 $21.42 $21.76 $22.12 $22.48

$25.92 $22.24 $25.92$23.04 $23.42 $23.80 $24.18 $24.58 $24.97

$21.04 $24.52

2 $18.69 $18.99 $19.30 $19.61 $19.93 $20.25 $20.58

$23.25 $23.62 $24.01 $24.40 $24.40 $24.52$21.10 $21.45 $21.80 $22.15 $22.51 $22.88$19.16 $19.47 $19.79 $20.11 $20.43 $20.771 $17.68 $17.96 $18.25 $18.55 $18.85

$26.144 $20.20 $20.53 $20.86 $21.20 $21.55 $21.90 $22.25 $22.61

6 $22.73 $23.09 $23.47 $23.85 $24.24 $24.63 $25.03 $25.44 $25.85 $26.27 $26.70 $27.13 $27.57 $28.02 $28.48 $28.94 $29.41 $29.89 $30.37 $30.87 $31.37 $31.37 $31.53 $27.05 $31.53

8 $25.25 $25.66 $26.08 $26.50 $26.93 $27.37 $27.81 $28.27 $28.73 $29.19 $29.67 $30.15 $30.64 $31.14 $31.64 $35.03$32.16 $32.68 $33.21 $33.75 $34.30 $34.86 $34.86 $35.03 $30.05

2023 Wage Scale



2024 Wage Scale updated 4.8.24 after minimum wage bargaining 
 

 

 

Salary Grade 
 

Job Classification 
 

0-3 
 

4 
 

5 
 

6 
 

7 
 

8 
 

9 
 

10 
 

11 
 

12 
 

13 
 

14 
 

15 
 

16 
 

17 
 

18 
 

19 
 

20 
 

21 
 

22 

Hourly 

Midpoint 

Hourly 

Maximum 

2 
Billing/Posting Clerk 

Patient Services Rep/CCR 

Medical Records Coordinator 

Financial Counselor 

Medical Clerk 

$19.97 $20.13 $20.46 $20.79 $21.13 $21.47 $21.82 $22.17 $22.53 $22.90 $23.27 $23.65 $24.03 $24.42 $24.82 $25.22 $25.63 $26.05 $26.05 $26.18 $22.46 $26.18 

                           

 
Salary Grade 

 
Job Classification 

 
0-1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
21 

 
22 

Hourly 
Midpoint 

Hourly 
Maximum 

 
 
 
 
 

 
3 

Administrative Assistant I 

Medical Assistant - Registered 

Nurse Technician 

Certified Interpreter 

Clinical Coordinator 

Insurance Coordinator 

Non Certified Interpreter 

Patient Navigator 

Patient Outreach & Engagement 

Patient Services Rep II/CCRII 

Perinatal Coordinator 

Referral Specialist 

 
 
 
 
 

 
$19.97 

 
 
 
 
 

 
$20.28 

 
 
 
 
 

 
$20.61 

 
 
 
 
 

 
$20.95 

 
 
 
 
 

 
$21.29 

 
 
 
 
 

 
$21.63 

 
 
 
 
 

 
$21.99 

 
 
 
 
 

 
$22.34 

 
 
 
 
 

 
$22.71 

 
 
 
 
 

 
$23.08 

 
 
 
 
 

 
$23.45 

 
 
 
 
 

 
$23.83 

 
 
 
 
 

 
$24.22 

 
 
 
 
 

 
$24.61 

 
 
 
 
 

 
$25.01 

 
 
 
 
 

 
$25.42 

 
 
 
 
 

 
$25.83 

 
 
 
 
 

 
$26.25 

 
 
 
 
 

 
$26.68 

 
 
 
 
 

 
$27.11 

 
 
 
 
 

 
$27.11 

 
 
 
 
 

 
$27.25 

 
 
 
 
 

 
$23.38 

 
 
 
 
 

 
$27.25 

                           

 
Salary Grade 

 
Job Classification 

 
0 

 
1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
21 

 
22 

Hourly 

Midpoint 

Hourly 

Maximum 

 
4 

Eligibility Specialist 

Medical Assistant - Phlebotomist 

Spec-Dental BillingCoding 

 
$20.40 

 
$20.73 

 
$21.07 

 
$21.41 

 
$21.76 

 
$22.11 

 
$22.47 

 
$22.84 

 
$23.21 

 
$23.59 

 
$23.97 

 
$24.36 

 
$24.76 

 
$25.16 

 
$25.57 

 
$25.98 

 
$26.40 

 
$26.83 

 
$27.27 

 
$27.71 

 
$28.16 

 
$28.16 

 
$28.30 

 
$24.28 

 
$28.30 

5 Pharmacy Technician $21.42 $21.77 $22.12 $22.48 $22.85 $23.22 $23.60 $23.98 $24.37 $24.77 $25.17 $25.58 $25.99 $26.42 $26.85 $27.28 $27.72 $28.18 $28.63 $29.10 $29.57 $29.57 $29.72 $25.50 $29.72 

 

6 

Dental Assistant 

Medical Assistant 

Insurance Reimbursement Specialist 

 

$22.95 
 

$23.33 
 

$23.70 
 

$24.09 
 

$24.48 
 

$24.88 
 

$25.28 
 

$25.69 
 

$26.11 
 

$26.54 
 

$26.97 
 

$27.41 
 

$27.85 
 

$28.30 
 

$28.76 
 

$29.23 
 

$29.71 
 

$30.19 
 

$30.68 
 

$31.18 
 

$31.68 
 

$31.68 
 

$31.84 
 

$27.32 
 

$31.84 

7  $23.97 $24.36 $24.76 $25.16 $25.57 $25.98 $26.41 $26.84 $27.27 $27.72 $28.17 $28.62 $29.09 $29.56 $30.04 $30.53 $31.03 $31.53 $32.04 $32.56 $33.09 $33.09 $33.26 $28.53 $33.26 

8 
Medical Assistant II 

Spec-Billing/Coding 

Expand Function Dental Auxiliary 

$25.50 $25.92 $26.34 $26.77 $27.20 $27.64 $28.09 $28.55 $29.01 $29.48 $29.96 $30.45 $30.94 $31.45 $31.96 $32.48 $33.01 $33.54 $34.09 $34.64 $35.20 $35.20 $35.38 $30.35 $35.38 

 
9 

Behavioral Health Care Manager 

Dietitian Nutritionist 

Social Worker 

 
$28.82 

 
$29.29 

 
$29.76 

 
$30.25 

 
$30.74 

 
$31.24 

 
$31.74 

 
$32.26 

 
$32.78 

 
$33.32 

 
$33.86 

 
$34.41 

 
$34.97 

 
$35.54 

 
$36.11 

 
$36.70 

 
$37.30 

 
$37.90 

 
$38.52 

 
$39.14 

 
$39.78 

 
$39.78 

 

$39.98 
 

$34.30 
 

$39.98 

 
10 

Certified Diabetes Educator 

Behavioral Health Care Manager II 

Social Worker II 

Registered Nurse 

 
$34.17 

 
$34.73 

 
$35.29 

 
$35.87 

 
$36.45 

 
$37.04 

 
$37.64 

 
$38.26 

 
$38.88 

 
$39.51 

 
$40.15 

 
$40.80 

 
$41.47 

 
$42.14 

 
$42.82 

 
$43.52 

 
$44.23 

 
$44.95 

 
$45.68 

 
$46.42 

 
$47.17 

 
$47.17 

 
$47.41 

 
$40.67 

 
$47.41 

11 Registered Nurse II $39.02 $39.65 $40.30 $40.95 $41.62 $42.29 $42.98 $43.68 $44.39 $45.11 $45.84 $46.59 $47.35 $48.12 $48.90 $49.69 $50.50 $51.32 $52.15 $53.00 $53.86 $53.86 $54.13 $46.44 $54.13 

12 
Dental Hygienist 

Mental Health Therapist 
$44.88 $45.61 $46.35 $47.11 $47.87 $48.65 $49.44 $50.25 $51.06 $51.89 $52.74 $53.59 $54.46 $55.35 $56.25 $57.16 $58.09 $59.03 $59.99 $60.97 $61.96 $61.96 $62.27 $53.42 $62.27 

13 Psychologist $48.20 $48.98 $49.78 $50.59 $51.41 $52.25 $53.09 $53.96 $54.83 $55.72 $56.63 $57.55 $58.49 $59.44 $60.40 $61.38 $62.38 $63.39 $64.43 $65.47 $66.54 $66.54 $66.87 $57.37 $66.87 

14 Locum Dental Hygienist $51.62 $52.46 $53.31 $54.17 $55.05 $55.95 $56.86 $57.78 $58.72 $59.68 $60.65 $61.63 $62.63 $63.65 $64.68 $65.74 $66.80 $67.89 $68.99 $70.11 $71.25 $71.25 $71.61 $61.44 $71.61 

 
15 

Nurse Practitioner 

Pharmacist 

Physician Assistant 

 
$56.11 

 
$57.02 

 
$57.94 

 
$58.89 

 
$59.84 

 
$60.81 

 
$61.80 

 
$62.81 

 
$63.83 

 
$64.87 

 
$65.92 

 
$66.99 

 
$68.08 

 
$69.19 

 
$70.31 

 
$71.45 

 
$72.61 

 
$73.79 

 
$74.99 

 
$76.21 

 
$77.45 

 
$77.45 

 
$77.84 

 
$66.78 

 
$77.84 

 

16 

Locum Nurse Practitioner Casual 

Locum Physician Assistant 

Pharmacist-HR 

 

$64.52 
 

$65.57 
 

$66.64 
 

$67.72 
 

$68.82 
 

$69.94 
 

$71.07 
 

$72.23 
 

$73.40 
 

$74.59 
 

$75.81 
 

$77.04 
 

$78.29 
 

$79.56 
 

$80.86 
 

$82.17 
 

$83.50 
 

$84.86 
 

$86.24 
 

$87.64 
 

$89.07 
 

$89.07 
 

$89.51 
 

$76.79 
 

$89.51 

17 Physician $86.71 $88.12 $89.55 $91.00 $92.48 $93.99 $95.51 $97.07 $98.64 $100.25 $101.87 $103.53 $105.21 $106.92 $108.66 $110.43 $112.22 $114.04 $115.90 $117.78 $119.69 $119.69 $120.29 $103.20 $120.29 

18 Locum Physician $99.71 $101.34 $102.98 $104.66 $106.36 $108.08 $109.84 $111.63 $113.44 $115.28 $117.16 $119.06 $120.99 $122.96 $124.96 $126.99 $129.05 $131.15 $133.28 $135.45 $137.65 $137.65 $138.34 $118.68 $138.34 



2025 Wage Scale updated 4.8.24 after minimum wage bargaining 
 

 
Salary Grade 

 
Job Classification 

 
0-3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
21 

 
22 

Hourly 

Midpoint 

Hourly 

Maximum 

2 
Billing/Posting Clerk 

Patient Services Rep/CCR 
Medical Records Coordinator 

Financial Counselor 

Medical Clerk 

$20.17 $20.33 $20.66 $21.00 $21.34 $21.68 $22.04 $22.39 $22.76 $23.13 $23.50 $23.89 $24.27 $24.67 $25.07 $25.48 $25.89 $26.31 $26.31 $26.44 $22.69 $26.44 

                           

 
Salary Grade 

 
Job Classification 

 
0-1 

 
2 

 
3 

 
4 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
21 

 
22 

Hourly 
Midpoint 

Hourly 
Maximum 

 
 
 
 
 

 
3 

Administrative Assistant I 

Medical Assistant - Registered 

Nurse Technician 

Certified Interpreter 

Clinical Coordinator 

Insurance Coordinator 

Non Certified Interpreter 

Patient Navigator 

Patient Outreach & Engagement 

Patient Services Rep II/CCRII 

Perinatal Coordinator 

Referral Specialist 

 
 
 
 
 

 
$20.17 

 
 
 
 
 

 
$20.48 

 
 
 
 
 

 
$20.82 

 
 
 
 
 

 
$21.15 

 
 
 
 
 

 
$21.50 

 
 
 
 
 

 
$21.85 

 
 
 
 
 

 
$22.20 

 
 
 
 
 

 
$22.56 

 
 
 
 
 

 
$22.93 

 
 
 
 
 

 
$23.30 

 
 
 
 
 

 
$23.68 

 
 
 
 
 

 
$24.07 

 
 
 
 
 

 
$24.46 

 
 
 
 
 

 
$24.85 

 
 
 
 
 

 
$25.26 

 
 
 
 
 

 
$25.67 

 
 
 
 
 

 
$26.09 

 
 
 
 
 

 
$26.51 

 
 
 
 
 

 
$26.94 

 
 
 
 
 

 
$27.38 

 
 
 
 
 

 
$27.38 

 
 
 
 
 

 
$27.52 

 
 
 
 
 

 
$23.61 

 
 
 
 
 

 
$27.52 

                           

 

Salary Grade 

 
Job Classification 

 

0 
 

1 
 

2 
 

3 
 

4 
 

5 
 

6 
 

7 
 

8 
 

9 
 

10 
 

11 
 

12 
 

13 
 

14 
 

15 
 

16 
 

17 
 

18 
 

19 
 

20 
 

21 
 

22 

Hourly 

Midpoint 

Hourly 

Maximum 

 

4 

Eligibility Specialist 

Medical Assistant - Phlebotomist 

Spec-Dental BillingCoding 

 

$20.61 
 

$20.94 
 

$21.28 
 

$21.63 
 

$21.98 
 

$22.34 
 

$22.70 
 

$23.07 
 

$23.44 
 

$23.82 
 

$24.21 
 

$24.60 
 

$25.00 
 

$25.41 
 

$25.82 
 

$26.24 
 

$26.67 
 

$27.10 
 

$27.54 
 

$27.99 
 

$28.44 
 

$28.44 
 

$28.59 
 

$24.53 
 

$28.59 

5 Pharmacy Technician $21.64 $21.99 $22.35 $22.71 $23.08 $23.45 $23.83 $24.22 $24.61 $25.01 $25.42 $25.83 $26.25 $26.68 $27.11 $27.55 $28.00 $28.46 $28.92 $29.39 $29.87 $29.87 $30.02 $25.75 $30.02 

 

6 

Dental Assistant 

Medical Assistant 

Insurance Reimbursement Specialist 

 

$23.18 
 

$23.56 
 

$23.94 
 

$24.33 
 

$24.73 
 

$25.13 
 

$25.54 
 

$25.95 
 

$26.37 
 

$26.80 
 

$27.24 
 

$27.68 
 

$28.13 
 

$28.59 
 

$29.05 
 

$29.52 
 

$30.00 
 

$30.49 
 

$30.99 
 

$31.49 
 

$32.00 
 

$32.00 
 

$32.16 
 

$27.59 
 

$32.16 

7  $24.21 $24.61 $25.01 $25.41 $25.82 $26.24 $26.67 $27.10 $27.54 $27.99 $28.45 $28.91 $29.38 $29.86 $30.34 $30.83 $31.34 $31.85 $32.36 $32.89 $33.42 $33.42 $33.59 $28.82 $33.59 

 

8 
Medical Assistant II 

Spec-Billing/Coding 

Expand Function Dental Auxiliary 

$25.76 $26.18 $26.60 $27.03 $27.47 $27.92 $28.37 $28.83 $29.30 $29.78 $30.26 $30.75 $31.25 $31.76 $32.28 $32.80 $33.34 $33.88 $34.43 $34.99 $35.56 $35.56 $35.73 $30.66 $35.73 

 

9 

Behavioral Health Care Manager 

Dietitian Nutritionist 

Social Worker 

 

$29.11 
 

$29.58 
 

$30.06 
 

$30.55 
 

$31.04 
 

$31.55 
 

$32.06 
 

$32.58 
 

$33.11 
 

$33.65 
 

$34.20 
 

$34.75 
 

$35.32 
 

$35.89 
 

$36.47 
 

$37.07 
 

$37.67 
 

$38.28 
 

$38.90 
 

$39.54 
 

$40.18 
 

$40.18 
 

$40.38 
 

$34.64 
 

$40.38 

 
10 

Certified Diabetes Educator 

Behavioral Health Care Manager II 

Social Worker II 

Registered Nurse 

 
$34.52 

 
$35.08 

 
$35.65 

 
$36.23 

 
$36.81 

 
$37.41 

 
$38.02 

 
$38.64 

 
$39.27 

 
$39.90 

 
$40.55 

 
$41.21 

 
$41.88 

 
$42.56 

 
$43.25 

 
$43.96 

 
$44.67 

 
$45.40 

 
$46.13 

 
$46.88 

 
$47.65 

 
$47.65 

 
$47.88 

 
$41.08 

 
$47.88 

11 Registered Nurse II $39.41 $40.05 $40.70 $41.36 $42.03 $42.72 $43.41 $44.12 $44.83 $45.56 $46.30 $47.05 $47.82 $48.60 $49.39 $50.19 $51.00 $51.83 $52.68 $53.53 $54.40 $54.40 $54.67 $46.90 $54.67 

12 
Dental Hygienist 

Mental Healht Therapist 
$45.33 $46.07 $46.82 $47.58 $48.35 $49.14 $49.94 $50.75 $51.57 $52.41 $53.26 $54.13 $55.01 $55.90 $56.81 $57.73 $58.67 $59.62 $60.59 $61.58 $62.58 $62.58 $62.89 $53.96 $62.89 

13 Psychologist $48.68 $49.47 $50.28 $51.09 $51.92 $52.77 $53.63 $54.50 $55.38 $56.28 $57.20 $58.13 $59.07 $60.03 $61.01 $62.00 $63.00 $64.03 $65.07 $66.13 $67.20 $67.20 $67.54 $57.94 $67.54 

14 Locum Dental Hygienist $52.13 $52.98 $53.84 $54.72 $55.61 $56.51 $57.43 $58.36 $59.31 $60.27 $61.25 $62.25 $63.26 $64.29 $65.33 $66.39 $67.47 $68.57 $69.68 $70.81 $71.97 $71.97 $72.33 $62.05 $72.33 

 

15 

Nurse Practitioner 

Pharmacist 

Physician Assistant 

 

$56.67 
 

$57.59 
 

$58.52 
 

$59.47 
 

$60.44 
 

$61.42 
 

$62.42 
 

$63.44 
 

$64.47 
 

$65.51 
 

$66.58 
 

$67.66 
 

$68.76 
 

$69.88 
 

$71.01 
 

$72.17 
 

$73.34 
 

$74.53 
 

$75.74 
 

$76.97 
 

$78.22 
 

$78.22 
 

$78.61 
 

$67.45 
 

$78.61 

 

16 

Locum Nurse Practitioner Casual 

Locum Physician Assistant 

Pharmacist-HR 

 

$65.17 
 

$66.23 
 

$67.30 
 

$68.40 
 

$69.51 
 

$70.64 
 

$71.78 
 

$72.95 
 

$74.14 
 

$75.34 
 

$76.56 
 

$77.81 
 

$79.07 
 

$80.36 
 

$81.66 
 

$82.99 
 

$84.34 
 

$85.71 
 

$87.10 
 

$88.52 
 

$89.96 
 

$89.96 
 

$90.41 
 

$77.56 
 

$90.41 

17 Physician $87.58 $89.00 $90.44 $91.91 $93.41 $94.93 $96.47 $98.04 $99.63 $101.25 $102.89 $104.57 $106.26 $107.99 $109.75 $111.53 $113.34 $115.18 $117.06 $118.96 $120.89 $120.89 $121.50 $104.23 $121.50 

18 Locum Physician $100.71 $102.35 $104.01 $105.70 $107.42 $109.17 $110.94 $112.74 $114.57 $116.44 $118.33 $120.25 $122.20 $124.19 $126.21 $128.26 $130.34 $132.46 $134.61 $136.80 $139.02 $139.02 $139.72 $119.87 $139.72 
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