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This Agreement is made and entered into by and between Valley Medical Center, hereinafter referred to as 
the “Employer,” and Service Employees International Union District 1199NW, hereinafter referred to as 
the “Union” for the purpose of governing their mutual relations by fixing the following scale of wages, 
schedules of hours, working conditions and regulations affecting the employees of the Employer who are 
represented by the Union as set forth in Article 1. 
 
This Agreement shall be binding upon Valley Medical Center and any successor employer. 
 

ARTICLE 1 – RECOGNITION 
 
1.1 The Employer recognizes the Union as the sole and exclusive bargaining representative for all full-
time, part-time, and per diem licensed practical nurses and graduate practical nurses employed by the 
Employer as licensed practical nurses pursuant to the Employer’s licensed practical nurse job description, 
as amended from time to time, excluding supervisors and temporary employees and all other employees 
(including Birth Center Instructors and employees possessing an LPN license but who are not performing 
duties pursuant to the Employer’s licensed practical nurse job description). 
 

ARTICLE 2 - UNION MEMBERSHIP; DUES DEDUCTION 
 
2.1 All employees covered by this Agreement may elect, but shall not be required, to become or remain 
members of the Union. 
 
2.2 Dues Deduction. The Employer will deduct an amount equal to the Union’s uniform monthly dues 
from the pay of each employee who under Section 2.1 has elected to be a member of the Union, and who 
also voluntarily executes a wage assignment authorization form or who otherwise voluntarily authorizes 
deduction of dues in accordance with state law. Obtaining valid and lawful deduction authorization from 
employees who elect to be members of the Union, giving notice of such authorizations to the Employer, 
lawfully implementing employee requests to revoke deduction authorizations, and confirming revocations 
of authorization to the Employer is the exclusive responsibility of the Union. The Employer will begin 
deducting dues after receiving notice of authorization from the Union and will cease dues deductions as 
soon as administratively possible and no later than within two pay periods of receiving confirmation of a 
revocation of authorization. Dues deductions in a roster in Excel format including the employee name, 
employee identification number, the deduction amount and earnings for the period will be transmitted to 
the Union for each pay period in which dues are deducted. Upon transmission of deducted dues to the Union 
via ACH deposit, the Employer’s responsibility shall cease with respect to deductions covered thereby. The 
Union and each employee authorizing the assignment of wages for the payment of Union dues hereby 
undertake to indemnify and hold the Employer harmless from all claims, demands, suits or other forms of 
liability that may arise against the Employer for or on account of any deduction made from the wages of 
such employee. 
 
2.3 Rosters. At least every 120 business days, the Employer shall supply to the Union an alphabetical 
roster of all employees covered by this Agreement. The roster shall include for each employee their: name, 
current home or personal mailing address, phone numbers and email addresses, employee identification 
number, date of hire, rehire date (if applicable), date of transfer since prior roster, date of termination since 
prior roster, shift, FTE, job classification, division cost center, unit, and base hourly rate of pay.  
 
By the end of the week prior to each scheduled new employee orientation, and no less than monthly, the 
Employer will provide the Union with a roster of all employees who were newly hired into or who have 
transferred into the bargaining unit, including all bargaining unit employees scheduled to attend the 
orientation. The roster shall include for each employee the same information fields as the 90-day roster. 
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2.4 Voluntary Political Action Fund Deduction. During the term of this Agreement, the Employer 
shall deduct the sum specified from the pay of each member of the Union who voluntarily executes a 
political action contribution (COPE) wage assignment authorization form (see Exhibit A). When filed with 
the Employer, the authorization form will be honored in accordance with its terms. The amount deducted 
and a roster of all employees using payroll deduction for voluntary political action contributions will be 
promptly transmitted to the Union by ACH deposit. Upon transmission 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 voluntary political action contributions hereby undertakes to 
indemnify and hold the Employer harmless from all claims, demands, suits or other forms of liability that 
may arise against the Employer for or on account of any deduction made from the wages of such employee. 
 

2.4.1 In consideration for the Employer’s Agreement regarding voluntary PAC Fund deductions, 
the Union agrees that neither bargaining unit employees nor Union representatives will solicit for 
political action fund deductions in work areas nor will there otherwise be any disruption to patient 
care or business operations. 
 
The parties recognize that the Union is obligated under the Federal Election Campaign Act (FECA) 
to reimburse The Employer for its reasonable cost of administering the COPE check off in the 
parties’ Collective Bargaining Agreement. The Employer and the Union agree that one-quarter of 
one percent (.25%) of all amounts checked off is a reasonable amount to cover The Employer’s 
costs of administering this check off. Accordingly, the parties agree that The Employer will retain 
one-quarter of one percent (.25%) of all amounts deducted pursuant to the COPE check off 
provision in the parties’ Collective Bargaining Agreement to reimburse The Employer for its 
reasonable costs of administering the check off. 

 
ARTICLE 3 - UNION REPRESENTATIVES 

 
3.1 Union (Non-Employee) Access. The Union’s authorized staff representatives may have access to 
the public areas of the Employer’s premises for the purpose of investigating grievances and contract 
compliance at reasonable times, after notifying the Employer. Access for other purposes and to other places 
shall not be unreasonably denied by the Employer. The Union’s representatives shall advise the Employer 
as to which department or area the staff representative wishes to visit, and will confine such visits to the 
department or areas agreed upon. 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. 
 
3.2 Meeting Rooms. The Union will be permitted to use Employer facilities for union meetings with 
or without the Union representative being present, provided that sufficient advance request for the meeting 
facility is made to the Employer’s Human Resources Office and space is available. This shall be subject to 
the Employer’s written policy. 
 
3.3 Employee Union Delegates. The Union shall have the right to designate Union Delegates from 
among employees in the unit. These delegates are authorized to investigate and process grievances and 
carry out representational responsibilities. The Union shall notify the Employer’s Human Resources Office 
of the names of Delegates. The parties acknowledge the general proposition that the investigation of 
complaints and grievances by Union Delegates will be conducted during non-working hours (e.g., breaks, 
meal periods and before and after shift). When it is not practical or reasonable to transact such business 
during non-working periods, the Delegates will be allowed a reasonable amount of time during working 
hours to perform such functions except that such activity shall not take precedence over the requirements 
of patient care or emergent business needs. The delegate will, however, obtain permission from the 
supervisor/manager or designee before leaving the unit. 
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3.4 Bulletin Boards. The Employer shall furnish bulletin boards for the purpose of the Union. Space 
will be made available on one (1) bulletin board in each department and in each clinic in which employees 
represented by the Union regularly work. Such bulletin boards may be shared with other Union groups. All 
materials posted on such boards must, at the time of posting be provided to the Employer’s Human 
Resources Office. 
 
3.5 New Employee Orientation. A Union Staff Representative or Delegate may meet with new 
bargaining unit employees during the scheduled hours of the new employee orientation session to introduce 
the employees to the Union and the Union contract. The Union meeting during the hours of the new 
employee orientation session will be included on any written agenda for the new employee orientation. The 
Union shall provide a copy of the Collective Bargaining Agreement to the employee. The meeting shall not 
exceed thirty (30) minutes in duration and shall be on paid time for the new employees. The Union Delegate 
will be released from work on thirty (30) minutes of paid time to attend the meeting, subject to the 
requirements of patient care. Employer representatives shall not be present during the meeting. If the 
Employer conducts a new employee orientation virtually or on demand, the Union meeting may also be 
conducted virtually at a mutually agreeable time, in which case the Union will provide an access link for 
its meeting to the Employer and the Employer will then provide the link to the new bargaining unit 
employees. For any new bargaining unit employee who is not required to attend a new employee orientation 
session, the Employer will release the new employee on paid time to attend the Union portion of a new 
employee orientation session within the first thirty (30) days of hire. 
 

ARTICLE 4 – NONDISCRIMINATION 
 
4.1 The Employer and the Union agree not to discriminate in any manner whatsoever, in conformance 
with applicable federal and state laws, against any employee or applicant for employment on the basis of 
race; color; religion; creed; sex; marital status; national origin; age; sexual orientation, gender identity; or 
sensory, mental physical disabilities, etc., subject to occupational requirements and ability to perform the 
job requirements. 
 
4.2 No employee covered by this Agreement shall be discriminated against because of membership in 
the Union or lawful Union activities. 
 
4.3 This Article shall be interpreted consistent with the obligations of the Employer and Union that 
have been established under Washington State or federal law. 
 

ARTICLE 5 - EMPLOYMENT PRACTICES 
 
5.1 Employees who have completed the required probationary period shall receive fourteen (14) 
calendar days’ notice of termination or the equivalent of two (2) workweeks’ pay in lieu thereof, unless 
they are discharged for just cause or are covered by provisions of Section 16.2. 
 
5.2 Employees shall be required to give at least fourteen (14) calendar days’ written notice of 
resignation. Failure to give notice shall result in loss of earned vacation benefits. 
 
5.3 Low Census. At a time of low census, employees will be worked or released from work on a 
rotation basis, provided skill, competency and ability are considered equal as determined by nursing 
administration. Such low census will be applied in the following order: 
 

(a) Agency and overtime (if an agency or traveler has reached the low census limit per their 
contract and would be paid to be on low census and not working, volunteers will be allowed to low 
census); 
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(b) Requested cuts, i.e., volunteers; 
(c) Per diem employees and any employee working beyond FTE, including without limitation 

part-time employees on additional shifts; and 
(d) Unrequested cuts by work area/shift in accordance with seniority on a rotation basis. 

 
Regularly scheduled full-time and part-time employees who are placed on such reduced staffing schedule 
by the Employer shall continue to accrue hours for purposes of seniority and benefit accrual based on the 
regularly scheduled hours that such employee would have normally worked had the employee not been 
placed on low census status. 
 
5.4 Except for such reasons as reduction in operations or changes in service, discipline and/or discharge 
shall be only for just cause. The Employer will maintain its present plan of progressive discipline which 
encourages informal counseling prior to formal discipline or discharge for just cause. Regularly scheduled 
nurses who have satisfactorily completed the probationary period who are disciplined or discharged for just 
cause shall be entitled to utilize the provisions of the grievance procedure outlined in Article 22 of this 
Agreement. If just cause is not proved, personnel records shall be cleared of reference to this matter. Nurses 
shall have the right to representation upon request at all levels on any matter adversely affecting their 
conditions of employment. 
 
The Employer will apply the principle of corrective discipline which may include performance evaluations, 
verbal warning, written warning, suspension, and discharge for poor work performance, absenteeism and 
policy infractions. An investigation will be conducted prior to formal discipline or discharge for just cause. 
The employee shall have the right to choose the presence of a Union delegate during any disciplinary 
meeting, or investigatory meeting which may lead to discipline. The Union will provide and regularly 
update its list of Union Delegates to Human Resources. If the delegate of choice is not readily available, 
the employee will be asked to choose another Delegate who is available. All parties agree to make all 
reasonable efforts to meet, investigate, and to complete and provide any subsequent written notices for 
corrective action to the affected employee within twenty (20) calendar days from the date the Employer 
became aware of the event or incident or practice that gave rise to the discipline. The employee and delegate, 
if requested, will be notified of the purpose of the investigative corrective discipline meeting. The Employer 
will not be required to apply the foregoing in instances wherein the nature of the offense is such as to apply 
suspension or immediate discharge. Copies of such notices will be provided to the nurse on request at the 
time formal disciplinary action is taken or shortly thereafter. The nurse shall be requested to sign the written 
warning or suspension to indicate that the nurse has seen and comprehends the nature of the disciplinary 
action. Verbal and written warnings shall be removed from the nurse’s personnel file after one (1) year if 
no. further corrective action regarding similar matters is taken during such one (1) year period. 
 
5.5 Personnel File. Employees may review the content of their personnel file with a Representative of 
Human Resources no later than the next regular business day following their request for the file, even after 
termination if the files are available. The employee or Union representative, if the employee so authorizes 
in writing, may examine the employee’s personnel file. Warning letters or performance evaluations placed 
into the employee’s personnel file shall be brought to the employee’s attention. Employees shall have the 
right to review and comment on warning letters and performance evaluations, including any reference to 
job performance or personal character. Such comments shall be included in the employee’s personnel file. 
Material kept in Departmental files shall be available for inspection with the Departmental Manager upon 
request by the employee, no later than the next business day following the request. 
 
5.6 Employees shall be paid for all hours in attendance of mandatory in-service at the appropriate rate 
of pay. Attendance of voluntary in-service or committee meetings will be paid at straight-time rates, if paid 
at all. 
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5.7 Notice of vacant bargaining unit positions shall be posted on the VMC Employment Center website 
at least three (3) full business days in advance of filling the position. Vacant positions will be communicated 
to employees via email on a weekly basis. Business days shall include Monday-Friday, excluding holidays 
and weekends. In the event filling the position creates a vacant position, this position and any subsequent 
vacant positions created by the posting may be posted for only two (2) full business days in advance of 
filling. Employees in a cost center shall be considered for job openings in their cost center before employees 
outside the cost center. Seniority shall be the determining factor in filling open positions provided skill, 
competency, and ability are considered equal in the opinion of the Administrator for Patient Care Services. 
To be considered for an open position, an employee must indicate such interest by applying on-line via the 
VMC Employment Center website.  
 
Employees shall not be eligible for transfers or promotions without the consent of their manager during 
their first six (6) months in a new cost center. Employer shall transfer employees into open positions in a 
timely manner. An employee will not wait more than four (4) weeks to transfer into a new position, unless 
mutually agreeable between the employee and the current manager. The Employer shall inform the 
employee of the date the transfer will take effect. 
 

5.7.1 A change in FTE will have no impact on an employee’s ability to bid on a position as long 
as such bid is consistent with the requirement that an employee remain in a unit /department for not 
less than six (6) months. 
 
5.7.2 Transfer or Promotion. On being transferred or promoted to a different position, an 
employee may have up to ninety (90) days to show that they can perform the duties of the position. 
 
 a. During the ninety (90) day period, the Employer will make reasonable efforts to 
ensure that the employee is properly oriented to the requirements of the position. 
 
 b. During the qualifying period, if the Employer or the employee decides to cease 
orientation to the new position, the Employer will use its best efforts to return the employee to the 
former position, shift and unit if available. 
 
 c. If such a position is not available, the employee will have thirty (30) days to accept 
a posted position. 

 
5.8 There shall be no regular rotation of shifts without the consent of the individual employee involved. 
 
5.9 In the event the Employer requires employees under this Agreement to wear hospital specific 
uniforms (as distinguished from requiring adherence to a specific dress code), the uniforms will be paid for 
by the Employer, up to three (3) per year. As an alternative to being provided uniforms by the Employer, 
at the employee’s option, the employee may purchase their own uniforms and shall be reimbursed for 
uniform expenses. An employee holding a .8 or more FTE position shall be reimbursed for uniform 
expenses up to $100 per calendar year. An employee holding a .6 to .79 FTE position shall be reimbursed 
for uniform expenses up to $75 per calendar year. An employee holding a position of less than .6 FTE shall 
be reimbursed for uniform expenses up to $50 per calendar year. The employee must notify the Employer 
in writing by January 1 of each year if their intention will be to purchase their own uniforms that year. If 
the employee elects to purchase their own uniforms, the color and style must be in compliance with the 
dress code as established by the Employer. Further, any employee required to wear any special dress or 
uniform who, while in the performance of their job, ruins or destroys the uniform in part or totally, shall be 
entitled to compensation for such loss, taking into consideration depreciation of said uniform. 
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5.10  Paycheck Errors. When an error is made by the Employer in an employee’s pay, the corrected 
amount will be given to the employee in a separate paycheck within three (3) days of the authorizing “Time 
Record Correction Form” being received by the payroll department if the corrected amount is 25% or more 
of the pay the employee should have received. All other corrections will be made on the next regular pay 
day. 
 

ARTICLE 6 – DEFINITIONS 
 
6.1 Full-time Employee. An employee who is hired to fill a budgeted 1.0 FTE position and who has 
successfully completed the required probationary period. 
 
6.2 Part-time Employee. An employee who is hired to fill a less than 1.0 budgeted FTE position and 
who has successfully completed the required probationary period. A regular part-time employee working 
twenty-four (24) or more hours per week shall share in fringe benefits on a pro rata basis in accordance 
with hours actually worked. In lieu of health insurance, dental insurance, life insurance, vacation, holiday 
pay when not worked, jury duty and bereavement leave, a part-time employee may elect a fifteen percent 
(15%) salary differential, provided the election not to participate in health insurance is in accord with any 
applicable state or federal law. The election must occur within the first ten (10) days of employment or 
within ten (10) days of signing of this Agreement, whichever is later. Thereafter, a change in this option 
may be made by the employee during the month of June. 
 
6.3 Per Diem Employee. A Per Diem Employee is an employee who is classified as Per Diem, whether 
or not the employee is regularly scheduled or irregularly scheduled, or irregularly called in. Per diem 
employees will not hold budgeted FTE and shall be compensated fifteen percent (15%) above the applicable 
base rate of pay. Per Diem employees shall not receive any other benefits, with the exception of shift 
differential, call-back pay, standby pay, and sick leave. The per diem employee shall be paid at one and 
one-half (1 ½) the regular per diem rate of pay for all hours worked over eight (8) in one day, or beyond 
forty (40) in the standard work week. Compensated hours as a per diem employee shall count toward accrual 
of benefits, and salary increments if the employee changes to part-time or full-time status. 
 
When hired as a per diem employee, employees agree to be available for two (2) of the three (3) shifts or 
may select a permanent evening or permanent night shift position. Per diem employees are required to 
provide availability to work at least three (3) shifts (of eight (8), ten (10), or twelve (12) hours) per four (4) 
week schedule period (or a proportional amount for longer schedule periods), including at least one (1) 
weekend shift per schedule period. Per diem employees are required to work at least two shifts (of eight 
(8), ten (10) or twelve (12) hours) per four (4) week schedule period (or a proportional amount for longer 
schedule periods), provided that a sufficient number of open shifts are posted or offered to the per diem 
during the schedule period to meet this minimum worked shift requirement. In each calendar year at least 
two (2) of these worked days must be on a holiday recognized by the Employer, one of which will be 
Thanksgiving, Christmas Eve, Christmas or New Year’s Day. Per diem employees shall be paid at the rate 
of one and one-half (1 ½) times the regular rate of pay for hours worked on a holiday, as defined in Section 
9.3. 
 
If a shift that a per diem employee has signed up for and been scheduled to work is not worked due to low 
census, or if the employee is unable to work the shift due to illness and uses accrued sick leave for the 
unworked time, that shift will count towards the minimum worked shift requirement.  
 
Individual departments or units of the Employer may from time to time establish alternative per diem work 
requirements that are not greater than those set forth in this Section. 
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Per Diem employees will be evaluated on a quarterly basis (January, April, July, October), to determine 
their continued availability to work minimum staffing requirements. 
 
No employee will be classified as both a part-time employee and a per diem employee. 
 
Any employee may request a per diem employee to work for the employee if the per diem employee is 
experienced in the work and qualified to work with the mix of employees on the unit at the time of the 
assignment in the judgment of the Nurse Manager, and is not already on the schedule for that day as of the 
posting of the work schedule. It is intended that the Nurse Manager shall determine the appropriate mix of 
regular staff and per diem employees on any shift. 
 
6.4 Probationary Employee. An employee shall be considered a probationary employee during the 
first ninety (90) days of continuous employment under this Agreement. The Employer, with the consent of 
the employee may extend the initial probationary period for up to sixty (60) days. During the probationary 
period an employee may be discharged without notice and without recourse to the grievance procedure. In 
the instance that performance issues arise prior to the ninety (90) days that could affect the employee not 
passing probation, then the employee shall be notified of the needed performance improvement in writing. 
Probationary employees shall not be required to give fourteen (14) days’ notice of intention to terminate. 
 
6.5 Preceptor At the time a new employee is hired, transferred, or promoted into a represented position 
in a department, the manager at their discretion may assign a preceptor. A preceptor is an employee 
experienced and proficient in clinical teaching and communication skills, who has completed the 
appropriate in-service program and is assigned by the Employer the responsibility for planning, organizing 
and evaluating the training of newly hired employees. Based on new employee’s prior experience, a 
decision will be made as to whether an assignment of preceptor(s) or a general orientation will be applicable. 
Inherent in the preceptor role is the responsibility for specific criteria, based on goals directed by education 
and training for specific criteria-based and goal-directed education and training for a specific period. 
Experienced employees may not be assigned a preceptor based on their knowledge, skills, competence and 
ability or previous orientation to the department. Preceptors will be assigned by the Employer, however at 
the time the assignment is made an employee may refuse preceptor duties however the nurse and manager 
may at any time mutually agree to change the employee’s preceptor assignment. A preceptor may be 
assigned to a student when it is determined to be appropriate by the Employer. An employee who does not 
wish to participate as a preceptor will not be penalized for that decision, provided there are qualified 
employees, willing and available to precept to meet the Employer’s requirements. It is understood that 
employees in the ordinary course of their responsibility will be expected to participate in the general 
assistance, support, guidance, and orientation for new employees. 
 
6.6 Month and Year. For purposes of this Agreement and the method of computing wages, longevity 
increments and benefits provided herein, a “month” shall be defined at 173.3 hours of work, and a “year” 
shall be defined as 2,080 hours of work. 
 

ARTICLE 7 - HOURS OF WORK AND OVERTIME 
 
7.1 The normal workday shall consist of eight (8) hours, work to be completed within eight and one-
half (8 1/2) consecutive hours or ten (10) hours, work to be completed within ten and one-half consecutive 
hours or twelve (12) hours, work to be complete within twelve and one half consecutive hours. (See 
Appendix A – Ten Hours Shifts and Appendix B – Twelve Hour Shifts.) 
 
7.2 The normal work period shall consist of forty (40) hours of work within a seven (7) day period, or 
eighty (80) hours of work within a fourteen (14) day period. The workday and work periods as specified in 
this Article shall not constitute guaranteed work hours. 
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7.3 Innovative work schedules may be established by the Employer with the consent of the employee 
involved. Such innovative schedule agreements shall be set forth in writing with a copy made available to 
the Union. The Employer shall consider all requests to work innovative schedules or shifts. If the shift or 
schedule would violate any of the provisions of the Agreement, the approval of the Union shall be required. 
 
7.4 It is recognized and understood that deviations from the foregoing normal hours of work will occur 
from time to time, resulting from several causes such as, but not limited to, vacations, leaves of absence, 
weekend and holiday duty, absenteeism, employee requests, temporary shortage of personnel, and 
emergencies. No such deviations shall be considered a violation of this contract. An employee whose work 
schedule is to be changed shall be notified as soon as possible of such change. Work schedules will be for 
a four (4) week, six (6) week, or eight (8) week cycle and shall be posted at least ten (10) days in advance 
of the schedule. Except for compelling business conditions beyond the control of the Employer, individual 
assignments of hours of work may be changed only by mutual consent. 
 

7.4.1 When creating a four (4) week, six (6) week, or eight (8) week schedule, the Employer will 
first schedule regular full-time and regular part-time employees up to their budgeted FTE, per diem 
employees up to their minimum worked shift requirement, and contracted temporary agency 
employees who have a minimum schedule or work requirement, up to that requirement. 
 
Part-time employees who desire to be scheduled for shifts above their regular part-time FTE, up to 
full-time, and per diem employees who desire to be scheduled for shifts in addition to their 
minimum worked shift requirement, shall notify the unit leadership in writing, advising of the shifts 
they wish to be scheduled for.  
 
Part-time employees providing such notice before the work schedule is posted shall be scheduled 
for available straight time shifts prior to per diem nurses. Any conflicting requests for straight-time 
shifts between part-time employees or between per diem employees will be resolved on the basis 
of seniority. 
 
After a work schedule is posted, part time and per diem employees will be scheduled for available 
shifts on a first request, first assignment basis. The Employer will schedule such employees prior 
to scheduling agency employees or assigning overtime, other than scheduled overtime, provided at 
least four (4) hours advance notice is given. 

 
7.5 Overtime. Employees who have actually worked their normal work day, of at least eight (8) hours, 
or normal work week, of at least forty (40) straight-time hours, shall be compensated at the overtime rate 
of one and one-half (1-1/2) times their regular rate of pay for all time worked beyond the normal workday 
or normal work period, provided that all consecutive hours actually worked in excess of twelve (12) hours 
in a work day (excluding on call shifts and regularly scheduled twelve (12) hour shifts) shall be paid at 
double time (2X) the employee’s regular rate of pay. Time paid for but not worked shall not count as time 
worked for purposes of computing overtime pay. All overtime must be approved by supervision. Time paid 
for on an overtime basis shall count as time worked for purposes of computing wages and benefits. 
 

7.5.1 There shall be no duplication or pyramiding of overtime pay. All time compensated at the 
rate of one and one-half (1 1/2) times the employee’s regular rate of pay or higher shall be 
considered overtime for all purposes under this Agreement. Only those hours paid at straight time 
rates of pay shall be considered in determining if the employees are entitled to overtime pay. All 
time paid at time and one-half (1 1/2) or double time (2X) is overtime, whether called premium or 
overtime pay. 
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7.5.2 Overtime within a department shall be made available to employees on an equitable basis 
and rotated among volunteers based on seniority. Preference shall be given to employees of Valley 
Medical Center volunteering for overtime over agency employees. 
 
7.5.3 Prohibition of Mandatory Overtime 

 
1. Preamble. The legislature of the State of Washington passed a law (SB6675) 
which states as follows: “Washington State is experiencing a critical shortage of qualified, 
competent health care workers. To safeguard the health, efficiency, and general well-being 
of health care workers and promote patient safety and quality of care, the legislature finds, 
as a matter of public policy, that required overtime work should be limited with reasonable 
safeguards in order to ensure that the public will continue to receive safe, quality care.” 
 
2. Mandatory overtime prohibited. No nurse covered by this collective bargaining 
agreement may be required to work overtime. Any attempt to compel or force nurses to 
work overtime is contrary to public policy and this agreement. The acceptance by any nurse 
of overtime is strictly voluntary, and the refusal of a nurse to accept overtime work is not 
grounds for discrimination, dismissal, discharge, or any other penalty, threat of reports for 
discipline, or employment decision adverse to the employee. 
 
3. Exceptions. This Section does not apply to overtime work that occurs: (a) Because 
of any unforeseeable emergent circumstance; (b) Because of prescheduled on-call time; (c) 
When the Employer documents that the Employer has used reasonable efforts to obtain 
staffing. An Employer has not used reasonable efforts if overtime work is used to fill 
vacancies resulting from chronic staff shortages; or (d) When a nurse is required to work 
overtime to complete a patient care procedure already in progress where the absence of the 
nurse could have an adverse effect on the patient. 
 
4. Definitions: 
 

a) “Overtime” means the hours worked in excess of an agreed upon, 
predetermined, regularly scheduled shift within a twenty-four hour period not to 
exceed twelve hours in a twenty-four hour period or eighty hours in a consecutive 
fourteen-day period. 
 
b) “On-Call time” means time spent by an employee who is not working on 
the premises of the place of employment but who is compensated for availability 
or who, as a condition of employment, has agreed to be available to return to the 
premises of the place of employment on short notice if the need arises. 
 
c) “Reasonable efforts” means that the employer, to the extent reasonably 
possible, does all of the following but is unable to obtain staffing coverage: 
 

• Seeks individuals to volunteer to work extra time from all available qualified 
staff who are working; 
• Contacts qualified employees who have made themselves available to work 
extra time; 
• Seeks the use of per diem staff; and 
• Seeks personnel from a contracted temporary agency when such staffing is 
permitted by law or an applicable collective bargaining agreement, and when 
the employer regularly uses a contracted temporary agency. 
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d) “Unforeseeable emergent circumstances” means: 

• Any unforeseen declared national, state, or municipal emergency; 
• When a health care facility disaster plan is activated; or 
• Any unforeseen disaster or other catastrophic event which substantially 
affects or increases the need for health care services. 

 
5. Record Keeping. It is the Employer’s responsibility to maintain documentation 
regarding compliance with Section 7.5.3. 
 
6. Education and Training. Consistent with Section 18.1, the Joint Labor 
Management Committee will address any issue that arises from the implementation from 
this Article. 

 
7.6 Nurses shall receive a single uninterrupted unpaid meal period of thirty (30) minutes during each 
shift that is longer than five (5) hours, including normal eight (8), ten (10), and twelve (12) hour shifts. The 
meal period shall be scheduled no earlier than two hours after the start of the shift and no later than two 
hours before the end of the shift. Employees who work three (3) or more hours longer than their normal 
shift shall receive another thirty (30) minute unpaid meal period prior to or during the additional period of 
work. Employees required to work during their meal period shall be compensated for such work at the 
appropriate rate of pay. Nurses shall be allowed an uninterrupted paid rest period of fifteen (15) minutes 
during each four (4) hour period of work. Employees can provide input to department management 
regarding the scheduling of rest breaks.  
 
Rest breaks and meal periods should generally be uninterrupted, but may be interrupted for patient care 
needs. If a rest break or meal period is interrupted, the employee will receive the remainder of the rest break 
or meal period within the applicable time period, and as early as reasonably possible after the interruption. 
For all employees who are involved in direct patient care activities or clinical services, the parties agree 
that rest breaks will be scheduled and meal periods and rest breaks will be provided consistently with RCW 
49.12.480(1).  
 
Nurses who anticipate or encounter difficulty in taking any rest break or meal period, as scheduled or in a 
timely manner, must immediately notify the charge nurse or shift supervisor who will endeavor to ensure 
the break or meal time is made available. All Employees are responsible for accurately reporting all rest 
breaks and meal periods that are taken, interrupted, or missed in accordance with Employer-established 
protocols. If an employee reports an interrupted rest break or meal period that is not completed or a rest 
break or meal period is missed, the employee will be compensated at the appropriate rate of pay. Employees 
will not be disciplined or receive any recrimination for reporting missed meal periods or rest breaks. 
 
Pursuant to RCW 49.12.187, the provisions of this Section shall apply to the extent they vary from or 
supersede, in part or in total, administrative rules adopted under 49.12 RCW regarding appropriate rest 
breaks and meal periods. 
 
7.7 Employees who report for work as scheduled (unless notified at least one and one half (1 1/2) hours 
in advance) and are released from duty by the Employer because of low census shall receive a minimum of 
four (4) hours’ work or four (4) hours’ pay at the straight-time rate of pay. 
 
7.8 Weekends. The Employer will schedule all full-time and part-time employees two weekends off 
in each four (4) successive weekends. Weekend work in excess of the above shall be at the rate of two (2) 
times the regular rate of pay for the employee concerned for the shift worked unless mutually agreed to 
between the employee and the Employer. The weekend shall be defined as 1900 Friday to 1900 Sunday, 
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forty-eight (48) hours. Any time worked within the scheduled weekend off shall be paid for at a rate of two 
(2) times the regular pay. Employees who wish to trade weekends must submit such request in writing to 
Nursing Administration for approval.· This Section shall not apply to employees who work weekends at 
their own request, provided such request has been submitted and approved in writing by Nursing 
Administration. 
 
7.9 Rest Between Shifts. In scheduling work assignments, the Employer will make a good faith effort 
to provide each employee with at least ten (10) hours off duty between shifts. In the event an employee is 
required to work with less than ten (10) hours off duty between shifts, all time worked within this ten (10) 
hour period shall be paid at time and one-half (1 1/2) the employee’s regular rate of pay. Employees who 
have a regular assignment of a twelve (12) hour shift shall have an unbroken rest period of at least ten (10) 
hours between shifts unless mutually agreed between the employee and the Employer. 
 
7.10 Under no circumstances shall there by pyramiding of overtime or premium pay. 
 

ARTICLE 8 – COMPENSATION 
 

8.1 Appendix C attached hereto and made a part of this Agreement is the schedule of job classifications 
and hourly base wage rates of pay which shall be applicable during the term of this Agreement. Licensed 
Practice Nurses covered by this Agreement shall be paid in accordance with the hourly base wage schedule 
in Appendix C with the following base wage increases on the designated dates: Second full pay period 
following ratification – 6.0%; First full pay period following 7/1/2025 – 4.0%; First full pay period 
following 7/1/2026 – 4.0%. 
 

8.1.1 Effective the first full pay period following July 1, 2025, the Employer will adjust the 
Appendix C wage scales at any wage scale step with an hourly base wage rate that is the same as 
the immediately preceding wage scale step. The adjustment will be made by increasing the wage 
scale step halfway to the value of the immediately following wage scale step. For example, if wage 
scale Step 14 is $40.00, Step 15 is also $40.00 and Step 16 is $42.00, then wage scale Step 15 will 
be adjusted to $41.00. 

 
8.2 Employees shall receive a step increase for each year of service defined as the accumulation of 
2080 hours compensated time. 
 
8.3 Employees hired during the term of this Agreement shall be compensated at a salary level in 
accordance with the following understanding: 
 

a. Employees with two (2) through four (4) years of continuous recent experience in nursing 
shall be employed at not less than the first increment level. 
 
b. Employees with five (5) to ten (10) years of continuous recent experience in nursing shall 
be employed at not less than the second increment level. 
 
c. Employees with ten (10) or more years of continuous recent experience in nursing shall be 
employed at not less than the third increment level. 
 
d. For purposes of this Section, continuous recent experience shall be defined as clinical 
nursing experience in an acute care hospital without a break in nursing experience which would 
reduce the level of nursing skills in the opinion of the Director of Nursing Services. 
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8.3.1 Hire in Rates Versus Incumbents. If at any time an employee is hired into a position at a 
rate higher than that of a current employee(s) with the same or greater experience, that current 
employee(s) shall be moved to the same step on the wage scale as the newly hired employee, 
effective the hire date of the new employee. This provision shall not apply to promotions under 
8.3.2. 
 
8.3.2 Promotion into Bargaining Unit. When a current employee of the Employer who is not 
covered by this Agreement applies for and is accepted into a position represented in this Agreement, 
that employee will suffer no loss of pay in that promotion transfer. Accordingly, the parties agree 
that when an employee is promoted to a higher-graded position, regardless of the tenure, seniority, 
department, or the Employment Agreement applicable in their current position, the employee will 
be slotted on the new pay scale at the pay Step that is the closest to their current actual base pay 
providing no less base pay than that base pay they were earning at the time of promotion. 
 
This agreement is not applicable to instances of movement to another position that is in a lower or 
lateral pay grade. This agreement is not applicable to new hires or rehires, but specifically addresses 
instances of promotion of current employees of the Employer. 

 
8.4 Standby. Where there is a low census, employees may be required to be on standby during the 
hours they are regularly scheduled to work. In addition, employees may at the request of the Employer 
volunteer for standby outside the hours of their schedule. The employee shall be advised of the number of 
hours the employee is required to be on standby and will be compensated $3.00 for each hour on standby 
which the employee does not work. If the employee is called in from standby, the employee will be 
guaranteed a minimum of four (4) hours pay at the employee’s straight time rate of pay. 
 
8.5 On Call. Employees may be required to be on-call during the hours outside of the employee’s 
regularly schedule shift in accord with the on-call ‘procedures for their unit.’ The employee shall be paid 
$3.00 per hour for the number of hours designated on-call which the employee does not work. If the 
employee is called to work, the employee shall be guaranteed a minimum of three (3) hours pay at the 
overtime rate, the first time the employee is called in during an eight (8) hour shift. Subsequent calls during 
this period shall be at the overtime rate only if otherwise applicable and there shall be no minimum hours 
guaranteed. The minimum call hours shall not apply when the employee reports for work in advance of the 
assigned shift. Travel time to and from Employer will not be considered time worked. Actual time worked 
on call-back shall count as straight-time worked for purposes of computing vacation, sick leave benefits, 
and salary increments. 
 
In an emergency which activates a disaster plan, all employees may be required to be on-call. 
 
8.6 Call-Back. An employee who is called back to work following the completion of the employee’s 
normal work day and departure from the Employer, shall be guaranteed a minimum of three (3) hours at 
the overtime rate. The current assignment practice will be continued. 
 
8.7 The minimum hours guarantee of 8.4 and 8.5 shall not apply if the employee is called within three 
(3) hours of the employee’s regular starting time and works through at least the first four (4) hours of the 
employee’s shift or is compensated for those hours of the shift. In such case, the employee shall be paid 
overtime for only the actual hours worked outside the employee’s normal schedule. Travel time to and from 
the Employer will not be considered time worked. Actual time worked in on-call or in call-back shall count 
as straight-time worked for purposes of computing vacation, sick leave benefits, and salary increments. 
 
8.8 Shift Differential. Employees assigned to the second (3:00 P.M. – 11:00 P.M.) shift shall be paid 
a shift differential of one dollar and seventy-five cents ($1.75) per hour over the straight-time hourly rate 
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of pay. Employees assigned to work the third (11:00 P.M. – 7:00 A.M.) shift shall be paid a differential of 
three dollars ($3.00) per hour over the straight-time hourly rate of pay. 
 
Employees shall be paid the shift differential applicable to the shift in which the employee is scheduled to 
work a majority of the employee’s hours. Employees whose straight time shift hours are evenly divided 
between two shifts shall receive the higher shift differential. The shift differential for an employee’s 
assigned shift will apply to compensated, non-productive time. 
 
LPNs working shifts longer than eight (8) hours shall be paid the evening shift differential for all hours 
worked between 3 p.m. and 11 p.m., and the night shift differential for all hours worked between 11 p.m. 
and 7 a.m. 
 
The shift differential, if any, which is in effect at the end of an employee's regular shift will be paid for the 
hours worked after that shift, except that employees who work beyond their scheduled shift ending time for 
more than three (3) hours into another shift shall receive the shift differential of that shift for all such hours 
worked, if it is higher. 
 
8.9 Weekend Differential. Any employee who works on a weekend shall receive two dollars and 
twenty-five cents ($2.25) an hour in addition to the employee’s regular rate of pay. The weekend shall be 
defined as 2300 Friday to 2300 Sunday, forty-eight (48) hours. Weekend differential provided for in this 
Section shall not apply to time spent for educational purposes or non-productive time. 
 
8.10 Preceptor Pay. Those employees assigned as preceptor under Section 6.5 will be paid one dollar 
and fifty cents ($1.50) per hour differential for those hours of assignment. 
 
8.11 Float Pool Premium. Employees regularly assigned to the Float Pool cost center will be paid two 
dollars and eighty-five cents ($2.85) per hour for hours worked. 
 

ARTICLE 9 – HOLIDAYS 
 
9.1 The following listed days are designated holidays. 
 

New Year’s Day  Labor Day 
Memorial Day   Thanksgiving Day 
Fourth of July   Christmas Eve Day 
(2) Floating Holidays  Christmas Day 

 
9.2 Holiday Pay. If a holiday falls on an employee’s scheduled day off or vacation, the employee shall 
receive straight-time pay for the holiday with pro rata pay for part-time employees based on FTE. For the 
purpose of holiday pay a .9 FTE will be considered as a full-time employee. (See Appendix A and B for 
holiday pay for ten and twelve hour shifts.) 
 
9.3 Work on a Holiday. Full-time and part-time employees required to work on a holiday shall be 
paid at one and one-half (1 1/2) times the regular rate of pay plus the hours of the employee’s regular shift 
as holiday pay at straight-time. Hours worked in excess of eight (8) shall be paid at double time, unless the 
employee’s regular shift is longer than eight (8) hours in which case the employee shall be compensated at 
two and one-half (2 1/2) times the regular rate for such hours worked in excess of the regular shift. (See 
Appendix A and B for ten and twelve hour shift pay for work on a holiday.) 
 
9.4 Floating Holidays shall be scheduled by mutual consent. New employees shall be eligible to receive 
a floating holiday after six (6) months of employment. To be eligible for floating holidays, an employee 
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must notify the Department Head, or designee, in writing ten (10) days prior to the posting of the monthly 
work schedule in advance of the date requested for the floating holiday. Upon such notice, the Department 
Head, or designee, shall schedule the floating holiday or reschedule it to a time that is mutually agreeable 
to the employee and the Employer. 
 
9.5 Holiday pay for employees working the night shift shall be given for hours worked between 11:00 
p.m. the night preceding the designated calendar date for the holiday and 11:00 p.m. on the designated 
calendar date for the holiday. 
 

(Examples (1/2 hr. unpaid meal periods not included):  
 If you work July 3rd 3:00 p.m. to 11:30 p.m. – no Holiday pay 
 If you work July 3rd 7:00 p.m. to 7:30 a.m. on July 4th – paid 8.0 hours Holiday pay 
 If you work July 4th 3:00 p.m. to 11:30 p.m. – paid 8 hours Holiday pay 
 If you work July 3rd 11:00 p.m. to 7:30 a.m. on July 4th - paid 8 hours Holiday pay 
 If you work on July 4th 7:00 p.m. to 7:30 a.m. on July 5th – paid 4 hours Holiday pay 

 
ARTICLE 10 – VACATIONS 

 
10.1 All full-time and part-time employees shall earn vacation time off in accordance with the following 
schedule: 
 

Years of 
Employment 

Vacation Earned 
Per Hour 

Hours (2080 
paid hours) 

Working 
Days (8 hour shift) 

0-3 Years .0462 96 12 
4-5 Years .0692 144 18 
6-7 Years .0731 152 19 
8-9 Years .0769 160 20 

10-11 Years .0808 168 21 
12-14 Years .0885 184 23 
15 Years + .0962 200 25 

 
10.2 All full-time and part-time employees shall be eligible to request earned vacation time off only 
after completing six (6) calendar months of work. A week of vacation shall, if so requested, include the 
weekend preceding and following the vacation week. Accrued vacation may, if so requested, be granted in 
single day increments either during the week or on the weekends; however a request for one week or more 
shall have preference over these requests. When the request is made after the vacation schedule is posted, 
the request shall not be routinely denied, when scheduling permits. 
 
10.3  Vacation approval will be granted based on staffing levels and seniority. Submitting vacation 
preferences and granting vacations may be conducted through an electronic system specified by the 
Employer. Even if an electronic system is used, units will continue to post hard copy preference sheets to 
facilitate nurses’ evaluation of preferred vacation dates. From January 1 through January 31 employees will 
submit their vacation preference for the period of the prospective 15-month period (January through March 
of the following year). 
 
A request for vacation form must be submitted to the supervisor or manager in writing, or if required by the 
Employer through the specified electronic system, by January 31 to be considered for the March 1 schedule 
posting. 
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Approval of these requests will be posted on a vacation schedule on each unit and in each department by 
March 1. 
 
Priority for requests received after February 1 will be based on the date of the request, seniority and staffing 
levels. Response to all subsequent requests will occur within two weeks of receipt of request after the March 
1 posting. 
 
In the event of conflicting requests by employees for vacation time, seniority shall prevail. Seniority shall 
not affect approved vacations. Vacation requests for time during 1) the generally recognized two week 
spring break period which will be determined by the Labor/Management Committee by October 1 of the 
preceding year and 2) during Christmas and New Year’s holiday period shall be assigned on a rotational 
basis. Rotations shall be separate for spring and Christmas. There shall be no limit on the number of weeks 
of vacation an employee may take at any time, if eligible and subject to scheduling requirements. If, 
however, the employee takes more than two weeks during the period June 15 through September 1, then 
the employee will be placed at the bottom of the seniority list for vacation selection for this period for the 
following two calendar years. 
 
10.4 After completion of 1,040 hours of employment, employees shall be paid upon termination of 
employment for any vacation earned; provided, however, this provision shall not apply to those employees 
who leave the employ of the Employer without giving fourteen (14) days’ written notice or to those 
employees who are discharged for cause. 
 
10.5  If one of the holidays recognized in this Agreement occurs during a full-time employee’s vacation, 
it will not be charged as a vacation day. 
 
10.6 Vacation Donation. The Employer will maintain its “Emergency Transfer of Vacation Leave” 
policy for the duration of this Agreement. 
 

ARTICLE 11 – SICK LEAVE 
 
11.1 Regularly scheduled full-time, regularly scheduled part-time, and per diem employees shall accrue 
sick leave hours at the rate of .04615 hours for each hour compensated exclusive of overtime premium, 
standby pay, and on call pay.  
 
Sick leave accumulates from date of hire but may not be used prior to the end of the ninety (90) day 
probationary period.  
 
Employees may carry over up to 480 hours of sick leave accrued as of December 31 of any year into the 
following calendar year. Any hours of accrued sick leave in excess of 480 hours as of December 31 of any 
year will not be carried over and will be removed from the employee’s account.  
 
11.2 Use of Sick Leave. Sick leave hours are payable at the employee’s regular rate of pay and may be 
used for the following reasons and as otherwise allowed by Employer policy or required by law: 
 

a. An employee's mental or physical illness, injury, or health condition 
b. An employee's need for medical diagnosis, care, or treatment of a mental or physical 

illness, injury, or health condition 
c. An employee's need for preventive medical care 
d. To provide care for an employee’s family member with a mental or physical illness, injury, 

or health condition 
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e. To provide care for an employee’s family member who needs medical diagnosis, care, or 
treatment of a mental or physical illness, injury, or health condition 

f. To provide care for an employee’s family member who needs preventive medical care, or 
who requires the presence of the employee to make arrangements for extended care 

g. When an employee's workplace has been closed by order of a public official for any health-
related reason 

h. When an employee's child's school or place of care has been closed by order of a public 
official for any health-related reason or after an emergency declaration by a governmental 
agency. 

i. To provide emergency child care for the employee’s child when planned care is 
unforeseeably lost 

j. For absences that qualify for leave under the domestic violence leave act, chapter 49.76 
RCW 

k. For bereavement in accordance with Section 12.9 
 

There shall be no discipline for the legitimate use of sick leave for these purposes. 
 
11.2.1 Family Member. For purposes of sick leave usage under this Section, family member 
means the employee’s spouse, registered domestic partner, child, grandchild, parent, grandparent, 
and sibling. “Child” means a biological, adopted or foster child, stepchild, and a child to whom the 
employee stands in loco parentis, is a legal guardian or is a de facto parent, regardless of age or 
dependency status. “Parent” means a biological, adoptive, de facto, or foster parent, stepparent, or 
legal guardian of an employee or the employee's spouse or registered domestic partner, or a person 
who stood in loco parentis when the employee was a minor child. “Grandparent” and “sibling” 
include the grandparent and sibling of an employee’s spouse or registered domestic partner. 

 
11.2.2 Notice. Employees must provide notice of a need to use sick leave in accordance with 
Employer policy and unit or department requirements. For a need that is foreseeable, employees 
must provide notice at least ten days, or as early as practicable, in advance of the sick leave use. 
For a need that is unforeseeable, employees or another person on their behalf must provide notice 
as soon as possible before a shift, generally at least two (2) hours before a shift, unless it is not 
practicable to do so. 
 
11.2.3 Verification. For absences from work greater than three days, the Employer may require 
verification of an employee’s use of sick leave in accordance with Employer policy and applicable 
law. When requested by the Employer, verification must be provided within a reasonable period of 
time. 

 
11.3 Payment Upon Retirement. Employees who have been employed as a regular full-time or regular 
part-time employee for at least three continuous years at the time of retirement from the Employer, and who 
have followed the Employer’s policies and procedures for notice of retirement, shall receive payment at the 
regular rate of pay for up to 240 hours of accrued and unused sick leave at the time of retirement. Retirement 
shall not include resignation or discharge. 
 
11.4 One-Time 2025 Transition. The Employer’s prior “vested” and “catastrophic” sick leave 
programs as set forth in the parties’ 2019-2024 CBA will continue until at least January 1, 2025, and until 
the Sick Leave benefit described in this Article is implemented by the Employer. Upon implementation by 
the Employer of the Sick Leave benefit described in this Article, replacing in full the Employer’s prior 
“vested” and “catastrophic” sick leave programs, employees employed at the time of implementation will 
have their accrued and unused “vested” and “catastrophic” sick leave balances transitioned as follows:  (1) 
accrued and unused “vested” and “catastrophic” sick leave will be combined; (2) up to 480 hours of the 
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combined sick leave will be transitioned to Sick Leave under this Article; and (3) combined sick leave in 
excess of 480 hours, if any, will be cashed out at the employee’s regular rate of pay and canceled. 
 

ARTICLE 12 – LEAVES OF ABSENCE 
 
12.1 All leaves of absence without pay are to be requested from the Employer in writing as far in advance 
as possible, stating the reason for the leave and the amount of time requested. A written reply to grant or 
deny the request shall be given by the Employer within thirty (30) days. When more than one paid or unpaid 
leave type available in this Agreement or by law applies to a period of approved time off, all such leave 
types, including FMLA leave and Washington Paid Family & Medical Leave, shall be used concurrently 
to the maximum extent allowed by law. 
 
12.2 Leaves With Pay. A leave with pay shall not alter an employee’s anniversary date of employment 
or otherwise affect the employee’s benefit or wage status with the Employer. 
 
12.3 Leaves Without Pay. 
 

12.3.1 Subject to Sections 12.10 and 12.12, a paid or unpaid leave, not to exceed sixty (60) days 
including vacation, sick leave, and holiday if applied by the employee during such leave, within a 
rolling twelve (12) month period, shall not alter an employee’s anniversary date of employment or 
the amount of vacation benefits or sick leave which would otherwise be earned by the employee. 
The same position and shift shall be available to the employee upon return from such leave. This 
Section shall apply to leaves for health reasons, maternity or family leave, up to a period of ninety 
(90) days and pregnancy disability leaves for the period of the disability. Within a rolling twelve 
(12) month period of time the combination of maternity, pregnancy medical or pregnancy disability 
leave and family leave (including FMLA leave and Washington Paid Family & Medical Leave) 
when taken together shall not exceed one hundred eighty (180) days or ninety (90) days, plus the 
period of disability, whichever is the longer. Other leaves may not be combined. 
 
12.3.2 Authorized leaves for a period in excess of leave granted pursuant to Section 12.3.1 within 
an anniversary year will result in the employee’s anniversary date of employment being adjusted 
to reflect the period of leave, and no benefits shall accrue during such leave unless specifically 
agreed to by the Employer. Upon return from an authorized leave of absence in excess of the leave 
granted under Section 12.3.1, the job to be offered is subject to the circumstances existing at the 
time of return to work and may not be the same position or shift as the job vacated at the time such 
leave commenced. If the job offered is at the employee’s comparable rate of pay and number of 
hours worked, the employee shall accept the offer to return to work unless, in the Employer’s 
judgment, extenuating circumstance exist. 

 
12.4 Maternity Leave. Leave without pay shall be granted upon request of an employee for a period of 
up to nine (9) months for maternity or health reasons upon the recommendation of physician without loss 
of benefits accrued to the date such leave commences. 
 
12.5 Leave required in order for an employee to maintain status in a military reserve of the United States 
shall be granted without pay, to the extent permitted by applicable law, without loss of benefits accrued to 
the date such leave commences and shall not be considered part of the earned annual vacation time. 
Employees will give notice of known military leave ten (10) days prior to the posting of the monthly work 
schedule in which the military leave will occur. 
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12.6 After one year of continuous employment, permission may be granted for leave of absence without 
pay for job-related study, without loss of accrued benefits, providing such leave does not jeopardize 
Employer services. 
 
12.7  Up to four hundred ($400.00) dollars annually per employee may be granted by the Employer for 
attending professional meetings, such as workshops, seminars and educational programs, provided such 
leave shall be subject to budgetary considerations, approval of the subject matter to be studied, and 
scheduling requirements of the Employer. Part-time employees will receive a proration of the annual 
allowance based upon the employee’s assigned FTE at the time of the request. The term “professional 
meetings” is defined as meetings conducted to develop the skills and qualifications of employees for the 
purpose of enhancing and upgrading the quality of patient care and shall not include any meetings conducted 
for other purposes including purposes related to labor relations or collective bargaining activities. Hospital 
based training, whether required or voluntary, may be charged against unused education allotments, if any. 
Where approval for use of the allowance has been given prior to the required training, the approval will not 
be withdrawn because of the required training. 
 
At the end of November of each year, the Employer shall notify each nurse of the amount of the nurse’s 
unused education funds for the year. Upon written request of the nurse to the Employer received by 
December 15th, up to thirty-five percent (35%) of their total amount available for that year shall be rolled 
over into the nurse’s education fund allotment for the following year, up to a maximum of $1,000. 
 
The Employer agrees that Union delegates in a number not to exceed ten (10) total between the Service 
Unit and the LPN Unit, in anyone year shall be reimbursed at their base straight time rate for one day (8 
hours) of training provided by the Union. For LPNs this cost shall come from their annual CE fund. Training 
shall occur only on employee’s scheduled day off. 
 
12.8 Jury Duty. A regular full-time or part-time employee who is called to serve jury duty will be paid 
the difference between the employee’s regularly scheduled rate of pay and pay received from jury duty, 
with the exception of mileage payments from the court, for actual time spent injury duty, or when serving 
as a witness on behalf of the Employer, on a day the employee would have been scheduled to work. 
 
12.9 Bereavement Leave. Regular full-time and part-time employees shall be allowed up to a maximum 
of three (3) days off with pay for scheduled work hours lost up to twelve (12) hours per day during the three 
(3) day period, by reason of a death in the employee’s immediate family. The three (3) days of paid 
bereavement leave may be taken non-consecutively if taken within three months of the bereavement event. 
In any event, bereavement leave must be used within one year of the bereavement event. The term 
“immediate family” includes spouse, domestic partner, parent, child, sibling, parent-in-law, child-in-law, 
sibling-in-law, grandparents, grandchildren, or parent or child of the domestic partner. For purposes of this 
Section, "child" includes an adopted or foster child, stepchild, or a child to whom the employee stands in 
loco parentis, is a legal guardian, or is a de facto parent, regardless of age or dependency status and “parent” 
and “parent-in-law” includes an adoptive, de facto, or foster parent, stepparent, or legal guardian.  
 
Two (2) days of unpaid bereavement leave per bereavement event may be granted for extended travel. The 
employee may request additional time off which may be taken as unpaid time, sick leave, vacation, or 
floating holiday to the extent of the employee’s accrual.  
 
The Employer may extend the time frames for the use of bereavement leave when appropriate, based on 
unusual circumstances relating to the death of the employee’s family member. The Employer may require 
such written proof of death as it may consider appropriate.  
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Domestic partners shall be defined and implemented as set out in the Seattle Municipal Code, Section 
4.30.020. 
 
12.10 Family Leave. Upon completion of six (6) calendar months, employees who regularly work at least 
twenty-four (24) hours per week shall be granted family leave for a period of up to fourteen (14) weeks 
without loss of accrued unused benefits to the date of commencement of such leave with return to the 
employee’s position as provided in 12.3.l. This leave of absence shall be granted to: (a) care for a newborn 
or newly adopted child of the employee under the age of six (6) at the time of placement or adoption or (b) 
care for a child of the employee under the age of eighteen (18) years who has a terminal health condition. 
A leave of absence begins on the first absence from work or, in the case of childbirth, on the first day after 
the mother’s temporary medical disability from childbirth has ended. Family leave shall be unpaid except: 
(a) an employee may use accrued paid time off at the beginning of the leave and (b) an employee on leave 
to care for a terminally ill child may use accrued sick leave at the beginning of the leave as permitted by 
state law and thereafter use accrued vacation. Family leave must be completed within twelve (12) months 
after the birth or placement for adoption. 
 
An employee on family leave not exceeding ninety (90) days from date of first absence from work (except 
as provided in Section 12.3.1) shall be entitled to return to the employee’s prior position. Thereafter, the 
employee shall be entitled to the first available position for which the employee is qualified. There shall be 
no loss of accrued unused benefits from the date of commencement of such leave. If both parents of the 
newborn or newly adopted child are employees, they shall be entitled to a total, in combination, of ninety 
(90) days of family leave, to be granted to only one employee parent at a time. 
 
Alleged violation of the family leave provision shall be submitted to the grievance procedure as set forth in 
Article 22 in accordance with the Family Leave Law. 
 
12.11 Child Care Leave. After one year of continuous employment, an unpaid leave may be granted to 
an employee to care for a dependent child who resides with the employee for conditions other than those 
set forth in Section 12.10 (family leave) without loss of seniority or accrued benefits, subject to the 
Employer’s policy on vacation carryover. An employee on child care leave shall be entitled to the first 
available position for which the employee is qualified. Such leave shall not exceed one year. 
 
12.12 FMLA Leave. After an employee has worked for the Employer for at least one year and for 1,250 
hours over the previous 12 months, the employee shall be entitled to up to a total of 12 weeks unpaid leave 
over a twelve-month period, measured backward from the date the employee used any FMLA leave. 
Reasons FMLA leave can be taken: 
 

a. To care for an employee’s child after birth, or placement for adoption or foster care, 
including the child of a domestic partner; 
 
b. To care for the spouse, domestic partner, son or daughter or parent of an employee if the 
family member has a serious health condition; 
 
c. If an employee is unable to work because of the employee’s own serious health condition 
(includes pregnancy-related condition). 

 
For the duration of any approved FMLA leave, the Employer will maintain the employee’s health and dental 
care coverage under the same conditions as coverage would be provided if the employee were not on leave. 
Upon returning from FMLA leave, an employee will return to the employee’s original or equivalent 
position, same FTE and shift. The use of FMLA leave will not result in the loss of any employee benefit 
that accrued prior to the start of the leave. 
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Intermittent leaves may be taken when consistent with the requirements and limits of the FMLA. The 
employee may elect to, or the Employer may require, that the employee utilize accrued vacation, sick leave 
and floating holiday while on FMLA leave for the employee’s illness or illness of the employee’s minor 
child. In all other FMLA situations, the employee may elect or the Employer may require the employee to 
utilize accrued vacation, floating holiday, and sick leave up to policy limits. 
 
FMLA leave shall be coordinated with, but shall not be in addition to, other leave policies of this Agreement 
unless otherwise required by law. 
 
This FMLA provision shall be applied according to federal requirements. 
 
12.13 Union Leave. Employees who wish a leave for the purpose of attending .and participation in Union 
functions or programs, such as meetings, conventions, seminars or other meetings called by the Union may 
request such leave under the following conditions: 
 

(a) Use of accrued vacation leave; 
 
(b) Take leave without pay; 
 
(c) Use unused floating holidays. 

 
Subject to appropriate advance notice and scheduling requirements, employees will be granted an unpaid 
leave of absence up to twelve (12) weeks with guaranteed same job back without loss of benefits/seniority 
accrued to the date such leave commences. A maximum of one employee from the bargaining unit will be 
approved to be on leave at any one time. 
 
12.14 Use of Paid Leave to Care for Family Members. Employees can use accrued sick, vacation or 
floating holiday leave to care for a child, spouse, parent, parent-in-law, or grandparent of the employee who 
has a serious health condition or an emergency condition. “Child” means a biological, adopted, or foster 
child, a stepchild, a legal ward, or a child of a person standing in loco parentis who is: (a) under eighteen 
(18) years of age; or (b) eighteen (18) years of age or older and incapable of self-care because of a mental 
or physical disability. 
 
12.15 Workers Compensation Leave. Employees who suffer a work related injury or illness that is 
compensable under the State Worker’s Compensation law may select time loss compensation under 
worker’s compensation exclusively, or use a combination of accrued paid leave to supplement worker’s 
compensation up to the total amount of their wages as may be permitted under Washington State law for 
public employers. 
 
12.16 Washington Paid Family & Medical Leave. The Washington Paid Family & Medical Leave 
(PFML) Act establishes a State program that generally allows eligible employees to apply for State-
provided income replacement benefits during a leave of up to 12 weeks (or under certain circumstances up 
to 18 weeks) for qualifying reasons. Leave that is compensated under the PFML program will run 
concurrently with all other applicable paid or unpaid leave types available in this Agreement or by law, 
including FMLA leave, to the maximum extent allowed by law. Employees will be responsible for the full 
employee premium share allowed by law, paid through payroll deduction. The Employer will pay the 
remaining portion of the premium. Employees who receive State benefits under the PFML program will be 
allowed to use accrued sick leave and/or vacation benefits to supplement State payments, up to the 
employee’s net weekly earnings based on the employee’s budgeted FTE and regular rate of pay. Available 
accrued sick leave must be used before available vacation benefits. Employees must request supplemental 
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use of sick leave and/or vacation benefits in writing through a process established by the Employer and 
provide appropriate information, including the date the employee became eligible for PFML benefits and 
documentation of the receipt of PFML payments and the weekly benefit amount received. Supplemental 
sick leave and/or vacation benefits will generally be paid within two pay periods of the employee’s request 
and submission of required information and documentation. 
 

ARTICLE 13 - MEDICAL AND INSURANCE BENEFITS 
 
13.1 Medical Plan. Medical benefits shall be provided by the Employer for regular full time and regular 
part time employees who are classified as 0.6 FTE or more (24 hours per week or more) beginning on the 
first of the month following thirty (30) days of employment. Medical benefits will begin the first of the 
month following a status change to 0.6 FTE or more, or return from leave of absence, provided the employee 
has been actively employed thirty (30) or more days. Participation in medical benefits shall be subject to 
specific plan eligibility requirements. 
 

13.1.1 For plan years 2024 and 2025, eligible Employees covered by this Agreement who elect 
coverage under a current Employer medical plan will pay the employee percentage share of the 
medical plan premiums as set forth below, depending on the medical plan and coverage elected, 
employee income tier, and whether the employee completed the requirements of the legacy 2024 
Wellness Incentive Program: 
 

 
 
13.1.2 Effective plan year 2026, eligible Employees covered by this Agreement who elect 
coverage under a current Employer medical plan will pay the employee percentage share of the 
medical plan premiums as set forth below, depending on the medical plan and coverage elected and 
employee income tier: 
 

MyValley Plan / Non-Wellness EE % ER % EE % ER % EE % ER % EE % ER %
Employee 3.66% 96.34% 5.49% 94.51% 7.32% 92.68% 10.98% 89.02%
Employee & Spouse/DP 3.83% 96.17% 5.75% 94.25% 7.67% 92.33% 11.50% 88.50%
Employee & Children/DP Children 2.85% 97.15% 4.27% 95.73% 5.69% 94.31% 8.54% 91.46%
Employee & Family/DP Family 4.27% 95.73% 6.40% 93.60% 8.54% 91.46% 12.81% 87.19%
MyValley Plan / Wellness EE % ER % EE % ER % EE % ER % EE % ER %
Employee 0.00% 100.00% 0.00% 100.00% 0.00% 100.00% 0.00% 100.00%
Employee & Spouse/DP 0.18% 99.82% 2.09% 97.91% 4.01% 95.99% 7.84% 92.16%
Employee & Children/DP Children 0.00% 100.00% 0.00% 100.00% 1.43% 98.57% 4.27% 95.73%
Employee & Family/DP Family 1.71% 98.29% 3.84% 96.16% 5.98% 94.02% 10.25% 89.75%
Choice Plan / Non-Wellness EE % ER % EE % ER % EE % ER % EE % ER %
Employee 4.18% 95.82% 6.26% 93.74% 8.35% 91.65% 12.53% 87.47%
Employee & Spouse/DP 4.38% 95.62% 6.56% 93.44% 8.75% 91.25% 13.13% 86.87%
Employee & Children/DP Children 3.25% 96.75% 4.87% 95.13% 6.50% 93.50% 9.75% 90.25%
Employee & Family/DP Family 4.87% 95.13% 7.31% 92.69% 9.75% 90.25% 14.62% 85.38%
Choice Plan / Wellness EE % ER % EE % ER % EE % ER % EE % ER %
Employee 0.00% 100.00% 0.00% 100.00% 0.00% 100.00% 0.00% 100.00%
Employee & Spouse/DP 0.86% 99.14% 3.05% 96.95% 5.24% 94.76% 9.61% 90.39%
Employee & Children/DP Children 0.29% 99.71% 0.78% 99.22% 2.40% 97.60% 5.65% 94.35%
Employee & Family/DP Family 2.41% 97.59% 4.85% 95.15% 7.29% 92.71% 12.16% 87.84%

PY2024-PY2025 Medical Insurance Premium Sharing Plan, Coverage & Tier
Tier 1 <$50K Tier 2 $50K- <$100K Tier 3 $100K-$150K Tier 4 >$150K
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13.1.3 If the total premium cost of the medical plans increases by more than 10% from one plan 
year to the next plan year, such increases shall not cause the employee premium cost for each of 
the plan’s coverage categories and income tiers to increase by more than 10%. 

 
13.1.4 The Employer retains the right to change plan design, cost structure, insurance carriers, 
network provider panels, preferred providers, third-party payors, and all other administrative 
elements throughout the course of this Agreement as a means to control costs to the medical plans. 
However such changes must also be made to the non-represented employee healthcare plans. In 
addition if such changes result in increased employee premium costs, the Employer will notify the 
Union of the proposed increased premium changes by no later than September 15 and will, upon 
request by the Union within fourteen calendar days of notification, bargain with the Union over the 
effects of the proposed employee premium increases. Any effects bargaining will be concluded by 
October 31. 
 
13.1.5 Labor Management Medical Benefits Committee. The parties recognize the importance 
of undertaking joint efforts to promote access to cost effective, quality medical care and insurance 
coverage. The parties share a mutual interest in researching best practices in cost containment 
features and benefits that ensure quality but also address increasing costs. 
 
To address these issues, the parties will maintain a Labor Management Medical Benefits 
Committee with representatives from the bargaining units represented by the Union. The Union 
will appoint up to five (5) representatives from the bargaining units represented by the Union. The 
Employer will appoint up to five (5) management representatives. The Committee shall be advisory 
and shall not engage in bargaining. The Committee shall meet quarterly and more often as mutually 
agreed. All employee representatives on the Committee will be on paid release time for the 
meetings. In guiding the Committee’s work, utilization data and cost information, among other 
data, shall be reviewed. If the Committee produces mutually agreed upon recommendations for any 
changes, the Union and the Employer shall convene a meeting to review the recommendations. 

 
13.2 Life Insurance. All regular employees consistently working twenty-four (24) hours or more per 
week shall be eligible for group life insurance, paid by the Employer. 
 
 Life Insurance       $15,000 
 Accidental Death and Dismemberment   $15,000 
 

MyValley Plan EE % ER % EE % ER % EE % ER % EE % ER %
Employee 0.00% 100.00% 0.00% 100.00% 6.00% 94.00% 9.00% 91.00% 
Employee & Spouse/DP 3.00% 97.00% 5.00% 95.00% 8.00% 92.00% 11.00% 89.00% 
Employee & Children/DP Children 2.00% 98.00% 4.00% 96.00% 7.00% 93.00% 10.00% 90.00% 
Employee & Family/DP Family 3.00% 97.00% 5.00% 95.00% 8.00% 92.00% 11.00% 89.00% 
Choice Plan EE % ER % EE % ER % EE % ER % EE % ER %
Employee 5.00% 95.00% 7.00% 93.00% 9.00% 91.00% 11.00% 89.00% 
Employee & Spouse/DP 7.00% 93.00% 10.00% 90.00% 13.00% 87.00% 15.00% 85.00% 
Employee & Children/DP Children 6.00% 94.00% 8.00% 92.00% 11.00% 89.00% 13.00% 87.00% 
Employee & Family/DP Family 7.00% 93.00% 10.00% 90.00% 13.00% 87.00% 15.00% 85.00% 

PY2026-PY2027 Medical Insurance Premium Sharing Plan, Coverage & Tier 
Tier 1 <$60K Tier 2 $60K- <$110K Tier 3 $110K-$160K Tier 4 >$160K
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13.3 Conversion Privileges. Upon termination or leave of absence, an employee may convert (up to an 
amount equal to the employee’s life coverage) without medical examination to a personal life insurance 
policy. 
 
13.4 Worker’s Compensation. All employees shall be covered under Washington Worker’s Industrial 
Accident Compensation or equal coverage. 
 
13.5 Dental Insurance. Dental insurance benefits shall be provided by the Employer for regular full 
time and regular part time employees who are classified as 0.6 FTE or more (24 hours per week or more) 
beginning on the first of the month following thirty (30) days of employment. Dental insurance benefits 
will begin on the first of the month following a status change to 0.6 FTE or more, or return from leave of 
absence, provided the employee has been actively employed thirty (30) or more days. Participation in dental 
insurance benefits shall be subject to specific plan eligibility requirements. 
 

13.5.1 The Employer agrees not to reduce the current level of dental plan coverage during the 
term of this agreement. The Employer retains the right to change insurance carriers, network 
provider panels, third party payers and all other administrative elements throughout the course of 
this agreement as a means to control costs and services to the dental plans. 

 
13.6 Short-term disability. The employer shall offer a short-term disability plan for employees to 
purchase either using available flex credits or at their own expense. 
 

ARTICLE 14 – PARKING 
 
14.1 The Employer will continue to offer employee parking free of charge during the term of this 
Agreement. This parking may be off the main campus. Night shift employees will be able to park on the 
main campus free of charge. Security escorts for the evening shift will be provided if requested. 
 

ARTICLE 15  RETIREMENT PLAN  
 
15.1 The Employer for the term of this Agreement shall maintain a 403B Retirement Plan for bargaining 
units represented by the Union (“Plan”). 
 

15.1.1 The Plan will include a provision that participants in the Plan who have twenty or more 
years of service at the Employer will receive a ten percent employer contribution to their Plan. 
 
15.1.2 For the term of the parties’ 2024-2027 collective bargaining agreement the Employer will 
not reduce the Employer’s contribution rates or make other changes to the Plan that would reduce 
the retirement benefit to bargaining unit employees. 
 
15.1.3 The Employer will automatically enroll new bargaining unit employees into the Plan at an 
initial employee contribution level of 2% of eligible compensation in accordance with the terms of 
the Plan. New employees will be provided with notice of the automatic enrollment at the time of 
hire and will be given an opportunity to opt out of enrollment. Any employee who is automatically 
enrolled may at any time change the employee’s contribution rate or choose to opt out of 
enrollment, in accordance with the terms of the Plan. Automatic enrollment of new employees is 
an initial enrollment only, and in all other respects the terms of the Plan shall govern. 

 
15.2 Employer shall make available on site, Plan Representatives at least two times a year along with 
maintaining on-line access to Plan representatives. Employer will notify the Labor Management Committee 
of the scheduled dates at the meeting occurring the month before the scheduled date of the visit. 
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15.3 The Employer agrees that one employee total from the bargaining units represented by the Union 
who is a current participant in the terminated VMC Pension Plan shall be selected by the Union to serve as 
a member of the VMC Pension Committee. 
 

ARTICLE 16 – SENIORITY 
 
16.1 Seniority shall mean an employee’s continuous length of service based upon actual hours worked 
with the Employer from most recent day of hire. Seniority benefits shall not apply to an employee until 
completion of the probationary period. Upon satisfactory completion of this probationary period, the 
employee shall be credited with seniority from most recent date of hire. 
 
16.2 Layoff. In the event a permanent or prolonged reduction in personnel is determined to be necessary, 
length of service shall be the determining factor in such layoff (and any subsequent recall from layoff) 
providing skill, competency, and ability are considered equal in the opinion of the Employer. In all instances 
of layoff, at least two (2) weeks advance notice of layoff or pay in lieu thereof will be given except where 
an entire department or nursing unit is to be closed in which case four (4) weeks advance notice shall be 
given or two (2) weeks’ notice and two (2) weeks’ pay in lieu thereof. Notice shall be given concurrently 
to affected employees and to the Union. During this notice period, the Employer and the Union shall meet 
to discuss and consider alternatives to layoff. 
 

16.2.1 For purposes of this agreement it shall be understood that a nurse who can demonstrate 
competency in all of the required functions of a position with up to forty (40) work hours of 
orientation will be considered by the Employer to be competent in that position. 
 
16.2.2 It is the intent of the parties, to administer this Agreement so as to minimize the impact of 
layoff, hours reduction, or displacement of senior employees. None of the provisions of this Article 
shall be construed to allow a less senior employee to displace a more senior employee where the 
senior employee has substantially equal qualifications as determined by the Employer to perform 
the competencies of the position in the work required. 
 
16.2.3 For all purposes under this Article: 

 
a) An employee shall be qualified to perform the required competencies of a position 
if the employee can perform the essential functions of the position with no more than forty 
(40) hours of orientation. 
 
b) Shift shall mean days, evenings or nights. 
 
c) Comparable FTE shall be an FTE within .1 of the employee’s pre-layoff or pre-
hours reduction FTE. 
 
d) Experience shall mean experience at Valley Medical Center. 

 
16.3 Seniority shall terminate upon discharge, resignation, retirement, accepting permanent employment 
with another hospital, refusal to accept a permanent job opening offered by the Employer, after twelve (12) 
consecutive months of layoff, or failure to comply with specified recall procedures. 
 
16.4 In the event of a layoff, a seniority roster will be available at the Human Resources Department. 
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16.5 Notwithstanding the rights hereunder, the Employer may exempt the most senior position on each 
shift in each work area from displacement. 
 
16.6 Severance. Employees employed in a classification subject to a layoff may elect to be terminated 
and be eligible for severance payments according to the schedule below. Employees who choose 
termination with severance shall be ineligible for recall rights specified in Section 16.2, above and shall be 
considered to have terminated their employment. The number of employees electing severance pay will not 
exceed the number of employees laid off. In the event more employees request severance, seniority shall 
control. Weeks of severance pay shall be paid at the employee’s regular rate of pay at the time severance is 
elected and at forty (40) hours per pay week. Years of service for purposes of this Section shall be defined 
as 2080 paid hours. 
 

YEARS OF SERVICE   WEEKS PAY 
5- 6    3 weeks’ pay 
7- 8    4 weeks’ pay 
9-10    6 weeks’ pay 
11-12    8 weeks’ pay 
13-14    10 weeks’ pay 
15 or more   12 weeks’ pay 

 
16.7 Reduction in Hours. Reduction in hours shall be defined as a permanent reduction of an 
employee’s FTE level. Where there is a permanent reduction of hours to be implemented in a work area, 
the least senior employee in the classification and on the affected shift shall have their hours mandatorily 
reduced, as may be consistent with scheduling and staffing requirements. 
 
16.8 An employee whose hours have been mandatorily reduced shall retain any prior eligibility for 
medical and dental insurance benefits for themselves and their dependents for one (1) month following the 
reduction in hours. 
 

16.8.1 An employee whose hours are to be reduced shall receive a minimum of two (2) weeks’ 
advance notice of the reduction in hours. 

 
16.9 Displacement Rights for Employees Subject to Mandatory Hours Reduction. Employees 
whose hours have been mandatorily permanently reduced as per Section 16.7 above, may take the position 
of the least senior employee whose position is at a comparable FTE and same shift where the employee is 
competent to perform the same work. If no such position is available the employee may take the position 
of the least senior employee in their classification and work area who has less seniority and whose position 
is at a higher FTE level. 
 

16.9.1 If there is no position at a same shift or comparable FTE, the employee may elect on of the 
following options: 
 

1) Accept the reduction in hours; 
2) Take the position of the least senior employee on another shift with a comparable 
FTE level to that which they were assigned prior to the mandatory hours reduction, where 
the nurse is qualified to perform the required competencies of the position. 

 
16.10 Temporary Hours. Employees whose hours have been mandatorily permanently reduced or who 
have been laid off may notify the Employer in writing of their availability to work temporarily available 
extra hours. Subject to the employees’ availability and competence to perform the work, they shall be 
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utilized before other employees or services provided the employee gives written notice prior to each 
schedule as provided for per diem employees in Section 7.4.1. 
 

16.10.1 Restoration of Hours. In the event the Employer increases the number FTEs in a work 
area on other than a temporary basis, employees working in that classification in the work area, at 
a reduced FTE under Section 16.7, shall, in the order of seniority be assigned the additional FTE 
hours up to their FTE before the reduction, if the employee is working on the same shift as the 
additional hours and the assignment is consistent with scheduling requirements. If the employee 
rejects the assignment, the employee will not be entitled to the benefit of this provision thereafter. 
 
Open positions occasioned by, e.g. termination or transfer, shall be posted for bid under Section 
5.7. 

 
16.11 Unit Merger/Restructure. Unit merger and/or restructure shall be defined as the combining or 
division of separate units or departments or reallocation or reorganization of employees within a unit 
resulting in a mandatory shift change, a mandatory unit change and/or an increase/decrease in FTE status. 
The Employer will notify the Union of proposals to merge or restructure units prior to making a final 
decision, and shall, upon request of the Union, meet to address concerns and consider any alternatives 
proposed by the Union. The Employer will provide the Union with at least thirty (30) days advance notice 
prior to a unit merger or significant restructure. During this thirty (30) day period, the Employer and the 
Union will meet to discuss the changes through the Change Team process described in Section 16.11.1. 
 
In the event the Employer determines to reconfigure the FTEs in the affected work area of an employee, 
then employees will bid for the positions within that area in their classification. In the event of a 
merger/restructure, employees from the affected units will have the option to bid for positions in the 
merged/restructured units) before employees outside of the affected units, based on seniority, provided the 
employee is qualified to work or could be qualified to work with up to six (6) weeks of training as assessed 
by the skills competency checklist for that position. 
 
Successful bidders shall be determined by seniority provided that the qualifications to perform the required 
competencies, as determined by the Employer, are substantially equal. If, after the bidding process, the 
employee’s FTE and shift are not available, the employee may proceed to Article 16. 
 
Prior to any bid, the Employer shall provide the Union and affected employees with at least two (2) weeks’ 
advance notice in writing. In addition, the Employer shall, at least one (1) week prior to the bid, make 
available to the Union and affected employees a written description of the positions which will be available 
for bid. Such description shall include the positions’ FTE, shift, and work schedule. 
 

16.11.1 Change teams. In order to facilitate Union participation in unit mergers and/or restructures 
(as defined in 16.11) and to ensure an efficient transition process to promote quality patient care 
and services and a quality work environment for employees, the parties agree to establish Change 
Teams for mergers and/or restructures that may result in displaced or laid-off employees. These 
teams shall consist of representatives of management and the Union and shall have the authority to 
recommend appropriate practices for conducting unit mergers and/or restructures. 
 
The Change Teams shall not have the authority to change or modify any terms and conditions of 
the collective bargaining agreement. Union representatives on these teams shall be appointed by 
the Union in sufficient numbers to ensure an adequate representation of appropriate work areas and 
shifts. These teams shall be created as soon as possible after the decision to merge or restructure a 
unit has been made, and in no event less than thirty (30) days prior to the effective date of the 
merger or restructure. In the case of any merger or restructure of a unit that does not involve lay-
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off or displacement, the Employer will meet with the Union, including representatives of the staff 
to address staff concerns. A task force may be convened by mutual agreement to facilitate Union 
participation, ensure an efficient transition process and to promote quality care and services and a 
quality work environment in the merged or restructured unit. 

 
16.12 Subcontracting 
 

16.12.1 At the time of ratification of this Agreement it is understood that the Employer has no plan 
or pending plan to subcontract any bargaining unit work. 
 
16.12.2 The Employer agrees to give the Union at least one hundred and eighty days (180) advance 
written notice prior to any decision to subcontract. The Employer will meet with the Union within 
three (3) weeks of the written notice to begin good faith discussions related to the potential 
subcontracting. 
 
16.12.3 The Employer shall meet and confer with the Union, and will provide the Union with 
complete information concerning the proposed subcontracting, including but not limited to, the 
reason, need, financial impact, affected work and employees, alternatives considered, and other 
factors as may be requested by the Union. 
 
16.12.4 These good faith discussions of options and needs will include but are not limited to: 
 
• Union proposed options and reasonable alternatives that could meet the Employer’s primary 

business needs; 
• Potential options with subcontractor that could enable hiring of affected Valley Medical Center 

employees in order of seniority to perform the work; 
• Potential options with subcontractor related to union recognition. 
 
16.12.5 Conclude the discussions regarding this subcontracting within one hundred twenty (120) 
days from the date the Employer provided advance written notice of the proposed subcontracting. 
 
16.12.6 The Employer agrees to bargain with the Union any and all effects of its subcontracting 
decision to the employees including but not limited to severance benefits. 

 
ARTICLE 17 - MANAGEMENT RIGHTS 

 
17.1 Subject to the express terms and conditions of this Agreement, the management of the Employer 
and the direction of the work force including the right to hire, assign, suspend, transfer, promote, discharge 
or discipline for just cause, and to maintain discipline and efficiency of its employees and the right to relieve 
employees from duty because of lack of work or for other reasons; the right to require reasonable overtime 
work by employees; the right to establish standards of performance and staffing requirements; the right to 
promulgate rules, regulations and personnel policies; the right to determine the extent to which the 
Employer shall be operated and to change such methods or processes or to use new equipment or facilities; 
the right to establish work schedules, to subcontract out work and to extend, limit or curtail its operations 
is vested exclusively in the Employer. 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 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. 
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ARTICLE 18 - CONFERENCE COMMITTEES AND EDUCATION/TRAINING 
 
18.1 Labor/Management Committee. The Employer, jointly with the elected representatives of the 
LPN Unit, shall establish a Labor/Management Committee to assist with personnel and other mutual 
problems. The purpose of the Labor/Management Committee is to foster improved communications 
between the Employer and the employees including discussions of staffing, training and education. The 
function of the Committee shall be limited to an advisory rather than a decision making capacity. The 
Committee shall consist of four (4) representatives of the Employer and four (4) representatives of the 
Union. All members of the committee shall be employees of the Hospital. The Labor/Management 
Committee shall establish a mutually agreeable meeting schedule. Meetings will be scheduled in off-duty 
hours whenever possible. Each Committee member shall be given release time or be compensated at the 
appropriate hourly rate for the time spent attending Committee meetings and for up to one-half hour caucus 
time prior to a Committee meeting. The Employer may require compensated Committee meeting and prior 
caucus time to be recorded using a designated pay code. 
 

18.1.1 Joint Labor/Management Committee Meetings. Joint sessions of the SEIU 
Labor/Management Committees (RN, Service, LPN, Case Management, Technical, Pharmacist) 
may meet through appointed representatives up to once per quarter to address an agenda of issues 
of common interest. While the function of the Committees meeting in joint session shall be limited 
to an advisory rather than decision-making capacity, through the Interest based process the parties 
agree to attempt to reach consensus on decisions to be implemented by the Employer. 
 
Up to ten (10) employee representatives drawn from the SEIU Labor/Management Committees 
(but at least one employee representative from each Labor/Management Committee) will be 
appointed by the Union to attend the joint sessions. An equal number of Employer representatives 
will also attend the joint sessions. At least five (5) representatives from each side will be required 
for any meeting to occur. Each appointed representative will be given release time or be 
compensated at the appropriate hourly rate for the time spent attending joint sessions and for up to 
one-half hour caucus time prior to a joint meeting of Committees. The Employer may require 
compensated joint meeting and prior caucus time to be recorded using a designated pay code. The 
Union and the Employer will each select one appointed representative to serve as co-Chair of the 
joint sessions. 
 
The co-Chairs will schedule joint sessions and prepare a written agenda of issues of common 
interest between the Labor/Management Committees to be distributed at least one (1) week in 
advance of each scheduled joint session. Minutes will be taken of the joint sessions and, once 
approved by the co-Chairs, will be made accessible in the same manner as minutes of individual 
Labor/Management Committee meetings. A scheduled joint session may be canceled if the co-
Chairs determine the meeting is not necessary. Joint sessions of the Labor/Management 
Committees will take the place of individual Labor/Management Committee meetings in the same 
month, unless mutually agreed otherwise by the co-Chairs of an individual Labor/Management 
Committee. 

 
18.2 On a calendar quarter basis, if requested by the Union, there will be a meeting of a committee of 
no more than four (4) representatives of the Employer and four (4) representatives of the Union to consider 
issues of the training and education of employees. Employees attending during their regular work hours 
will not lose work time for attending the meeting. Employees attending outside their regular work hours 
shall be compensated at the straight time rate under Section 7.5. 
 
18.3 Mandatory meetings and mandatory training programs will be compensated as work time. 
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18.4 Hospital Staffing Committee. 
 
I. PURPOSE 

 
Evidence-based staffing can help ensure quality and safe patient care while increasing nursing staff 
satisfaction in the work. The Employer and the Union recognize a mutual interest in patient safety 
initiatives that create a healthy environment for nursing staff and safe care for patients. 
 
In order to protect patients and to support greater retention of nursing staff, and to promote 
evidence-based staffing, a Hospital Staffing Committee (HSC) is established whereby direct care 
nursing staff and hospital management shall participate in a joint process regarding decisions about 
staffing on patient care units where care is provided by registered nurses. 

 
II. SCOPE 

 
a) Development and oversight of an annual patient care unit and shift-based staffing plan and 

staffing plan modifications based on the needs of patients, to be used as the primary 
component of the staffing budget. Factors to be considered in the development of the plan 
should include, but are not limited to: 
 
1. Census, including total numbers of patients on the unit on each shift and activity 

such as patient discharges, admissions, and transfers; 
2. Level of intensity of all patients and nature of the care to be delivered on each shift; 
3. Skill mix; 
4. Level of experience and specialty certification or training of nursing personnel 

providing care; 
5. The need for specialized or intensive equipment; 
6. The architecture and geography of the patient care unit, including but not limited 

to placement of patient rooms, treatment areas, nursing stations, medication 
preparation areas, and equipment; 

7. Staffing guidelines adopted or published by national nursing professional 
associations, specialty nursing organizations, and other health professional 
organizations; 

8. Charge nurse shall be unassigned to patients with use of charge nurse’s 
professional judgment to determine when it is necessary to take a patient 
assignment; 

9. The assignment of patients requiring continuous or close observation shall not be 
part of the staffing plan; 

10. Availability of other personnel supporting nursing services on the unit; 
11. Strategies to enable nursing staff to take meal and rest breaks as required by law 

or this Agreement; and 
12. Employer finances and resources as well as defined budget cycle must be taken 

into account in the development of the staffing plan. 
 

b) Semiannual review of the staffing plan against patient need and known evidence-based 
staffing information, including the nursing sensitive quality indicators collected by the 
hospital; 

 
c) Develop a rapid response plan to address immediate staffing concerns raised by the charge 

nurse in the event that additional nurses or other staffing resources are not readily available. 
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Develop training for charge nurses on the process for requesting staff resources due to 
patient acuity (to be completed within six months of ratification). 

 
d) Monitor monthly patient acuity, census, changes in patient population, work schedules, 

throughput, etc., to identify trends requiring potential changes in nurse staffing. 
 
e) Review, assessment, and response to staffing variations or concerns presented to the 

committee, including developing and implementing a process to examine and respond to 
variations or complaints submitted by a nurse and making a determination that a complaint 
is resolved or dismissed based on unsubstantiated data. 

 
f) Devise and implement the mechanism to post, in a public area on each patient care unit, 

the nurse staffing plan and the nurse staffing schedule for that shift on that unit, as well as 
the relevant clinical staffing for that shift. The mechanism must include a method to make 
available to patients and visitors upon request the staffing plan and current staffing levels. 

 
g) Communicate committee activities; minutes and related materials will be distributed  

to all areas where nursing is practiced in the hospital. 
 
III. REPORTING & DATA COLLECTION 
 
For every unit and shift, the hospital will collect the following data, and provide such data on a monthly 
basis to the HSC:  Reports on compliance with Staffing Matrices, including overtime, extra shifts, double 
shifts, agency, travelers, floats, per diem, assignment of five patients to nurses on Medical/Surgical units, 
charge nurse requests for staff resources due to patient acuity and the outcome of such requests, unmet 
breaks or meals, planned or unplanned absences, vacancies and any nurse sensitive quality indicators 
currently collected by the hospital. 
 
IV. MEMBERSHIP 
 

a) The total number of HSC voting members will be determined by the Committee in its 
adopted charter. Fifty percent (50%) of the voting members of the Committee shall be 
registered nurses, licensed practical nurses, nursing assistants-certified, and/or unlicensed 
assistive nursing personnel providing direct patient care who will be appointed by the 
Union. Fifty percent (50%) of the voting members of the Committee shall be appointed by 
the Employer.  

b) Committee members will work through the interest-based problem solving process to 
attempt to reach consensus where appropriate. Any voting by the Committee shall be 
through procedures determined by the Committee in its adopted charter, and consistent 
with applicable law; except that when voting on a hospital staffing plan a vote of at least 
fifty percent (50%) plus one of the Committee members must be obtained (e.g. if there are 
sixteen voting members of the Committee, a vote of at least nine Committee members is 
required). 

c) Additional ad-hoc members will be at the discretion of the co-chairs, but will be nonvoting. 
Ad-hoc members may include the Director of Human Resources and the Nursing Resource 
Management Coordinator. 

 
V. MEETING FREQUENCY 
 
The Committee shall meet monthly for two (2) hours unless the parties agree otherwise. Each Committee 
member shall be given release time as needed. Attendance at the Committee meetings by members will be 
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at the base rate of pay plus any shift differential, excluding premiums other than overtime pay when 
applicable. 

 
a) The HSC will meet monthly at a mutually agreed upon time (between the Union and 

Employer). The annual staffing plan will be completed no later than March 31 of each year. 
b) Minutes shall be taken at the HSC and shall be posted on the HSC sharepoint site once 

approved by the committee co-chairs. 
 
VI. Commitment to Staff Consistent with Staffing Plans. The hospital commits to follow the 
determined staffing plans in accordance with the processes set forth in this Section and in the law applicable 
to hospital staffing plans. 
 
VII. The Employer will not retaliate against any employee performing any duties or 
responsibilities in connection with the HSC.  
 
18.5 Unit Based Committees 
 
I. PURPOSE 
 
Provide initial draft of the patient care unit’s staffing plan to the Hospital Staffing Committee. 

 
a) Assess and problem solve the workload and flow of the unit including review of any unit-

based staffing concern forms and make any recommendations accordingly. 
 
b) Improve the quality and effectiveness of nursing care delivered at the unit level. 
 
c) Provide feedback to, and receive feedback from, the Professional Practice Committee, the 

Hospital Staffing Committee, and the Education and Professional Development Committee 
as needed. 

 
d) All organized nursing units will have a unit-based committee. In the event that any Unit 

Based Committee in unable to adequately address all Professional and Conditions of work 
issues, they may agree that a separate committee be convened to deal with Professional 
Practice issues. Any such additional committee will report their findings to the Professional 
Practice Committee.  

 
II. SCOPE 
 
Authorized to implement changes that affect core processes at the unit level, but do not extend beyond unit 
level. 

 
a) Recommend change that impacts processes beyond the unit level. 
 
b) Identify trends in acuity, census, patient population and other factors that may affect 

staffing workload and submit to Hospital Staffing Committee for consideration of changes 
to the staffing plan.  

 
III. MEMBERSHIP 
 

a) The unit-based committees shall be co-chaired by a Union-designated unit representative, 
and a management representative. 
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b) Each shift will have a staff nurse, a PCA, and another patient care employee representative 

appointed by the Union. 
 
c) Input from staff nurses and other patient care staff in each unit will be sought. 
 
d) Additional participants may be invited for specific topics where expertise and background 

are needed. 
 

IV. MEETING FREQUENCY 
 
The Committee will meet monthly unless the members of the Committee agree to more or less frequent 
meetings. Each Committee member shall be given release time as needed. Attendance at the Committee 
meetings by members will be at the base rate of pay plus any shift differential, excluding premiums other 
than overtime pay when applicable. Minutes shall be taken at the Unit Based Committee and shall be posted 
by committee members on all nursing units once approved by the committee co-chairs. 
 
V. The Employer will not retaliate against any employee performing any duties or 
responsibilities in connection with the Unit Based Committees. 
 
18.6 Training and Upgrading Fund 
 

18.6.1 Establishment of Fund and Contribution Rate. The Employer is a Participating 
Employer in the Fund, which is established by an Agreement and Declaration of Trust (“Trust 
Agreement”). “Participating Employers” are those employers who contribute financially to the 
Fund as of June 30, 2019, and all employers who may thereafter begin contributing financially to 
the Fund. 
 
The contribution to the Fund shall be an amount equal to one percent (1%) of the gross payroll of 
the LPN Unit employees. Gross payroll shall be defined as the amount included on Box 5 of the 
W-2 form report of the Employer, excluding on-call, per diem and temporary employees. 

 
18.6.2 Fund Trustees, Programs, Staff. The Trustees of the Fund shall be 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. 
 
18.6.3 Trust Agreement. The Employer and Union agree to abide by the Trust Agreement. 
 
18.6.4 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. 
 
18.6.5 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. 

 
ARTICLE 19 - STAFFING 

 
19.1 Staffing for Quality Care and Services. Recognizing the importance of adequate staffing to the 
provision of quality patient care and services, the Employer agrees that there should be an adequate number 
of staff in all departments on each shift. Staffing levels shall be determined by management for each 
department, work area, or unit (to be determined based on the specific title of the area for which staffing is 
determined; referred to as “Department” or “Area”). Staffing levels shall be based on the workload of the 
department and/or area and shall be sufficient in number to allow for a high quality of patient care and 
services. 
 

1. Employee(s) who have ongoing concerns about staffing shortages or excessive workloads 
(hereafter referred to as “staffing concerns”) are encouraged to document their concern and 
address the issues directly with their supervisor. 

 
2. If the supervisor has not addressed a documented concern within fourteen (14) calendar 

days the employee(s) involved in the staffing concern may present the concern to the 
Service Labor Management Committee for a collaborative review. Any recommendations 
coming out of Labor Management will be forwarded to the appropriate manager(s). 

 
3. If the Union believes that a staffing concern is broad based and ongoing, it may submit the 

matter in writing to the Service Labor Management Committee for a collaborative review. 
 
4. The employee(s) and the manager of the department will be invited to attend the Labor 

Management Committee for discussing the staffing concern. 
 
5. The Labor Management Committee shall review and make such recommendations as it 

deems advisable and submit a final report to the VP for the area within ten (10) days of 
receipt of the report of the Labor Management Committee. The VP/designee shall make 
their final decision known to the Labor Management Committee within twenty-one (21) 
days of receipt of the final staffing plan report by sending a response to the manager and 
Labor Management Committee co-chairs. 

 
6. The Employer may not retaliate against or engage in any form of intimidation of an 

employee for performing any duties or responsibilities in connection with the Labor 
Management Committee; or an employee who notifies the Labor Management Committee 
or the Employer administration of the employee’s concerns about staffing. 

 
19.2 Floating. Employees will not be routinely floated outside of their department except in short 
staffing or emergent conditions or by mutual agreement. 
 
Upon reassignment, the employee shall receive adequate orientation to the department. 
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Employees will not be required to float out of their department when there is an agency employee in the 
same job classification assigned to their department. 
 
If floating becomes a chronic significant problem for a period of six (6) months, then the 
Labor/Management Committee may be requested to review and make recommendations for other 
alternatives. 
 

19.2.1 Floating out of the maternal/child health services area shall be on a volunteer basis or those 
nurses may elect to be called off. 

 
ARTICLE 20 - HEALTH AND SAFETY 

 
20.1 Occupational Health and Safety. The Employer will provide safe working facilities and agrees 
to maintain such conditions in accordance with state and federal safety regulations. The Employer reserves 
the right to post and enforce safe practice rules and amend them from time to time as permitted or required 
by state and federal law. Infractions of a valid safe practice rule by an employee may be grounds for 
discipline or discharge. Employees are encouraged to report unsafe and/or unhealthy conditions to their 
supervisor and shall not be disciplined for making these reports. 
 
20.2 Safety Committee. The Employer maintains a Safety Committee composed of Employer 
representatives and at least one (1) Representative appointed by the Union. 
 
20.3 Security. The Employer has a responsibility to provide for the physical safety of employees on the 
Employer’s premises and walking to and from employees’ cars. The Employer shall conduct an ongoing 
security and safety assessment and develop a security plan with measures to protect employees, patients 
and visitors from physical and property harm. A security plan shall include, but not be limited to, security 
considerations relating to the following: 

 
1. Physical layout; 
 
2. Staffing; 
 
3. Security personnel availability and assigning additional personnel if needed; 
 
4. Lighting and adequate patrol on the grounds and parking areas; 
 
5. Policy and training related to appropriate responses to aggressive or violent behavior (this 
is not a change in current policy but is an embodiment into the contract.) 

 
20.4 Prevention of Back Injuries. Since back and musculoskeletal injuries are the major occupational 
hazard to healthcare employees, in the interest of prevention, both employees and the Employer commit to 
working together to study, evaluate, trial and review the work site practices and equipment that have the 
potential of preventing such injuries. Particular focus will be made of the lift team and mechanical lifting 
and transfer devices. 
 

ARTICLE 21 - UNINTERRUPTED PATIENT CARE 
 
There shall be no strikes, sympathy strikes, slow downs or stoppages of work by the employees, and nothing 
contained in this contract shall be construed to grant any employee the right to strike or refuse to perform 
the employee’s duties. It is recognized that the Employer is engaged in a public service requiring continuous 
operations and it is agreed that recognition of such obligation of continuous service is imposed upon both 
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the employees and the Union 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, walk-out, sympathy strike, slow-down, or other work stoppage of any nature whatsoever. In the 
event of any strike, walk-out, sympathy strike, slow-down, or work stoppage, or a threat thereof the Union 
and its officers will do everything within their power to end or avert same. An employee participating in 
any strike, walkout, sympathy strike, slow-down, or work stoppage will be subject to immediate dismissal. 
Employer agrees that during this same period there shall be no lock-outs. In the event of a strike by 
employees in another bargaining unit, employees shall not be required to perform other than usual duties. 
 

ARTICLE 22 - GRIEVANCE PROCEDURE 
 
22.1 For the purpose of this Agreement, the term “grievance” means a dispute between the Employer 
and the Union and/or employee who has completed the employee’s probationary period concerning an 
alleged breach or violation of the terms and conditions of this Agreement. If any such grievance arises, it 
shall be submitted to the following procedure with the parties making every effort to settle the grievance at 
the lowest possible step. It is understood by both parties that there shall be no suspension of work or 
interference with the operation of the Employer during the processing of a grievance. 
 
Time limits set forth in the following steps may be extended only by mutual written consent of the parties 
hereto. 
 
Step 1 - Employee and Immediate Supervisor. The employee shall first attempt to resolve the problem 
immediately with the employee’s immediate supervisor and in no event later than (14) calendar days of the 
employee’s knowledge that a grievance exists. The immediate supervisor shall be given seven (7) calendar 
days to resolve the problem. 
 
Step 2 - Employee, Local Unit Chairperson, Department Head and Vice President of Human Resources. If 
the matter is not resolved to the employee’s satisfaction at Step 1, the employee shall reduce the grievance 
to writing and shall present same to the Department Head within (7) calendar days of the immediate 
supervisor’s decision. The written grievance shall contain a description of the alleged problem, the specific 
section of the contract that has been alleged breached, the date it occurred and the corrective action the 
grievant is requesting. A conference between the employee (and the Local Unit Chairperson, if requested 
by the employee) and the Department Head and the Vice President of Human Resources, or designee shall 
be held within seven (7) days of the receipt of grievance. The Department Head shall issue a written reply 
within seven (7) calendar days following receipt of the grievance. 
 
Step 3 - Senior Vice President, Patient Care Services and Union Representative. If the matter is not resolved 
at Step 2 to the employee’s satisfaction, the grievance shall be referred in writing to the Senior Vice 
President, Patient Care Services (and/or designated representatives) by the employee (and authorized 
representative) who shall meet within fourteen (14) calendar days for the purpose of resolving the 
grievance. The Vice President of Human Resources or designee will attend this conference. 
 
Step 4 - Arbitration. If the grievance is not settled on the basis of the foregoing procedures, and if the 
grievant and the Union have complied with the specific procedures, requirements, and time limitations 
specified in Steps 1, 2, 3 and 4 specified herein, either party may request in writing that the issue be 
submitted within fourteen (14) calendar days following the date of issuance of the written reply in Step 3 
by the Senior Vice President, Patient Care Services to final and binding 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 eleven (11) arbitrators shall be requested from the Federal Mediation and 
Conciliation Service. 
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The parties shall thereupon alternate in striking a name from the panel until one remains. The person whose 
name remains shall be the arbitrator. 

The arbitrator shall render a decision as promptly as possible. The arbitrator shall be confined to the issue 
submitted for arbitration and shall have no authority to determine any other issue not so submitted to the 
arbitrator. The arbitrator shall have no authority to add to, subtract from, or otherwise change or modify the 
provisions of this Agreement, but shall be authorized only to interpret existing provisions of this Agreement 
as they may apply to the specific facts of the issue in dispute. Furthermore, the arbitrator shall have no 
authority to substitute arbitrator’s judgment for that of the Employer, so long as the Employer’s judgment 
is exercised in good faith and objectively made based upon established criteria. 

Each party shall bear one-half of the fee of the arbitrator and any other expenses jointly incurred incident 
to the arbitration hearing. All other expenses shall be borne by the party incurring them, and neither party 
shall be responsible for the expenses of witnesses called by the other party. 

22.2 Charges of alleged discriminatory incidents may be introduced at the second step of the grievance 
procedure contained herein. 

22.3 Termination Grievance. An employee may initially present a grievance alleging that the 
employee’s employment was terminated in breach of the terms and conditions of the Agreement to the 
Department Head, or designee, with a copy to the Vice President of Human Resources within fourteen (14) 
calendar days of the employee’s knowledge that the grievance exists, provided that the employee does so 
in writing stating the facts concerning the nature of the grievance, the contractual provisions allegedly 
violated, and the remedy sought. A grievance under this Section may not be combined with any other 
grievance that must be submitted in accordance with the standard grievance procedure. All other provisions 
of the standard grievance procedure will apply to a grievance submitted under this Section. 

ARTICLE 23 - GENERAL PROVISIONS 

23.1 If any provision of this Agreement is held unlawful or invalid by any court of competent jurisdiction 
or through governmental regulation or decree, the Employer and the Union shall enter into immediate 
collective bargaining negotiations for the purpose, and solely for the purpose, of arriving at a mutually 
satisfactory replacement for such provision. Any provision of this Agreement not declared invalid shall 
remain in full force and effect for the term of the Agreement. 

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

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

23.4 The parties acknowledge that during the negotiations which resulted in this Agreement all had the 
unlimited right and opportunity to make demands and proposals with respect to any subject or matter not 
removed by law from the area of collective bargaining, and that the understandings and agreements arrived 
at by the parties after the exercise of that right and opportunity are set forth in this Agreement. Therefore, 
the Employer and the Union, for the term of this Agreement, each voluntarily and unqualifiedly waives the 
right, and each agrees that the other shall not be obligated to bargain collectively with respect to any subject 
or matter not specifically referred to or covered in this Agreement even though such subjects or matters 
may not have been within the knowledge or contemplation of any or all of the parties at the time they 
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negotiated or signed this Agreement. The parties further agree, however, that this Agreement may be 
amended by the mutual consent of the parties in writing at any time during its term. 

ARTICLE 24 - TERM OF AGREEMENT 

This Agreement shall become effective upon ratification by the membership of the bargaining unit and shall 
remain in full force and effect to and including the 30th day of June, 2027, unless either Party gives the 
other written notice by April 1, 2027of its desire to change or modify the Agreement. After receipt of such 
notice, negotiations shall commence. In the event negotiations do not result in a new Agreement on or 
before the designated expiration date, this Agreement shall terminate unless both Parties mutually agree to 
extend the Agreement. 

IN WITNESS WHEREOF, the parties hereto have executed this Agreement effective November 23, 2024, 
the date of ratification. 

VALLEY MEDICAL CENTER 

_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 

_______________________________________ 
Jane Hopkins, President 

SEIU HEALTHCARE 1199NW 

_______________________________________ 
Amber Smith, Member Program Director 



 
Aaron Dragavon 
RN, CAR 
 
 
Abduallahi Jibril 
PCA, Float Pool 
 
 
Adrienne Nixon 
Medical Technologist, Laboratory 
 
 
Birpal Bhangu 
PCA, Cardiac Telemetry 
 
 
Caesar Tuguinay 
RN, Float Pool 
 
 
Cori Lucas 
RN, CCU/ED Float 
 
 
Cynthia Benion 
PCA, Float Pool 
 
 
Dawn Seltz 
RN, Pediatrics 
 
 
Jacqueline Taylor 
RN, CAR 
 
 
Jake McMurray 
IR, Intervention Radiology 
 

 
Jill Theofelis 
Ultrasound, Breath Health 
 
 
John Chan 
Pharmacist, Pharmacy 
 
 
Jordan Middleton 
RN, Birth Center 
 
 
Julie Wise 
MA, Oncology Clinic 
 
 
Lena Martin 
RN, ED 
 
 
Lisa Dyrdahl 
RN, Employee Health 
 
 
Liz Dryfoos 
RN, Birth Center 
 
 
Lynda Roberson 
Sonographer, Radiology 
 
 
Mary Ann Gibbs 
Housekeeper, EVS 
 
 
Michelle Dunn 
Surg Tech, Birth Center 
 



Nakia Dowell 
Anesthesia Tech, OR 

Robin Snider 
RN, CAR 

Samantha Walter 
MA, Maple Valley Dermatology 

Sarah Snyder 
Case Manager, CM 

Serena Le 
Pharmacist, Pharmacy 

Sonja St John 
RN, OR 

Susan Bagley 
Housekeeper, EVS 

Bettina Cerean 
RN, CAR 

Vivian Nguyen 
Pharmacist, Pharmacy 

Michele Skinner 
Medical Technologist, Laboratory 
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APPENDIX A 
TEN HOUR SHIFTS 

 
1. These terms apply to employees scheduled to work a ten hour shift (this Appendix does not apply 

to employees working shifts of other lengths who work a combined 10 hours). 
 
2. Work Day. The ten (10) hour shift schedule shall provide for a ten (10) hour work day consisting 

of ten and one-half (10 1/2 ) hours to include one (1) thirty (30) minute unpaid meal period and two 
(2) fifteen (15) minute paid rest breaks. 

 
3. Work Period Overtime Pay. Employees who work in excess of ten (10) hours in any day or in 

excess of (40) hours during a seven (7) day work week period will be paid for the excess work 
hours at the rate of one and one-half (1 1/2) times their regular pay rate. If an employee works more 
than three (3) hours beyond the end of a ten (10) hour shift, all overtime hours after completion of 
the 10th hour will be paid at the rate of two times (2x) the regular rate of pay. 

 
4. Holiday Pay. When a holiday falls on a scheduled day off due to a unit or clinic closure or rotation 

of holiday schedule, full-time ten (10) hour shift employees shall receive straight time pay for a ten 
(10) hour shift. A .9 FTE will be considered as a full-time employee. Holiday pay for part-time 
employees will be prorated based on FTE and being scheduled to work a ten hour shift. 

 
5. Pay for Holiday Worked for 10 hour Shifts. 
 

5.1 Employees working on a holiday will be paid one and one-half (1 1/2) times the regular 
rate of pay for hours worked during a 10 hour shift; two (2) times the regular rate of pay for any 
hours worked in excess of the employee’s 10 hour shift; and holiday pay at straight time for the 10 
hour shift.  
 
5.2 Holiday pay for employees working the night shift shall be given for hours worked between 
11:00 p.m. the night preceding the designated calendar date for the holiday and 11:00 p.m. on the 
designated calendar date for the holiday. (See examples under Section 9.5.) 
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APPENDIX B 
TWELVE HOUR SHIFTS 

 
1. These terms apply to employees scheduled to work a twelve hour shift (this Appendix does not 

apply to employees working shifts of other lengths who work a combined 12 hours). 
 
2. Work Day. The twelve (12) hour shift schedule shall provide for a twelve (12) hour work day 

consisting of twelve and one-half (10 1/2) hours to include one (1) thirty (30) minute unpaid meal 
period and three (3) fifteen (15) minute paid rest breaks. 

 
3. Work Period Overtime Pay. Employees who work in excess of twelve (12) hours in any day or in 

excess of (40) hours during a seven (7) day work week period will be paid for the excess work 
hours at the rate of one and one-half (1 1/2) times their regular pay rate. If an employee works more 
than one (1) hour beyond the end of a twelve (12) hour shift, all overtime hours after completion 
of the 12th hour will be paid at the rate of two times (2x) the regular rate of pay. 

 
4. Holiday Pay. When a holiday falls on a scheduled day off due to a unit or clinic closure or rotation 

of holiday schedule, full-time ten (10) hour shift employees shall receive straight time pay for a 
twelve (12) hour shift. A .9 FTE will be considered as a full-time employee. Holiday pay for part-
time employees will be prorated based on FTE and being scheduled to work a twelve hour shift. 

 
5. Pay for Holiday Worked for 12 hour Shifts. 
 

5.1 Employees working on a holiday will be paid one and one-half (1 1/2) times the regular 
rate of pay for hours worked during a 12 hour shift; two (2) times the regular rate of pay for any 
hours worked in excess of the employee’s 12 hour shift; and holiday pay at straight time for the 12 
hour shift. 
 
5.2 Holiday pay for employees working the night shift shall be given for hours worked between 
11:00 p.m. the night preceding the designated calendar date for the holiday and 11:00 p.m. on the 
designated calendar date for the holiday. (See examples under Section 9.5.) 
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APPENDIX C 
BASE WAGE RATES 

 
Base Wage Rates Effective Second Full Pay Period After Ratification: 
 
Job Classification Base Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Step 11 Step 12 Step 13 Step 14 Step 15 Step 16 Step 17 Step 18 Step 19 Step 20 Step 21 Step 22 
Licensed Practical Nurse 28.65 29.49 30.33 31.24 32.15 33.02 33.97 35.01 36.02 37.07 38.09 38.71 39.28 39.88 40.45 40.45 41.67 41.67 42.92 42.92 44.19 45.30 46.44 
LPN Clinic 28.65 29.49 30.33 31.24 32.15 33.02 33.97 35.01 36.02 37.07 38.09 38.71 39.28 39.88 40.45 40.45 41.67 41.67 42.92 42.92 44.19 45.30 46.44 
Licensed Practical Nurse II 31.51 32.41 33.37 34.37 35.34 36.32 37.39 38.51 39.61 40.76 41.89 42.55 43.18 43.84 44.48 44.48 45.80 45.80 47.19 47.19 48.61 49.82 51.07 
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MEMORANDUM OF UNDERSTANDING – ONE 
BARGAINING TEAM – PAID RELEASE TIME 

 
The Employer agrees to provide a maximum of ten (10) hours of paid release time to employees on the 
Union bargaining team for negotiations for a successor collective bargaining agreement This paid release 
time may be aggregated with other paid release time provided to other SEIU-represented bargaining units 
in the event of consolidated negotiations for successor collective bargaining agreements. Compensated 
release time shall be for regular straight time hours. 
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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MEMORANDUM OF UNDERSTANDING TWO 
VACATION REQUESTS 

 
The Employer shall make all reasonable efforts to approve the maximum number of vacation requests by 
employees. If the Employer denies a vacation request, the Employer will notify the employee of the denial 
and the reasons for the denial, in writing. Proposed mitigations brought forward by the employee will be 
given full consideration by the department manager. If at any time employees in a department believe 
vacation requests are being unreasonably denied, employees should utilize the unit-based committee or 
Labor/Management Committee for assistance in process improvement. 
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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MEMORANDUM OF UNDERSTANDING THREE 
UNION RECOGNITION  

 
1. Under the following terms and conditions the Employer agrees to accrete to the LPN bargaining 
unit any non-supervisory and non-managerial registered licensed practical nurses in job titles requiring an 
LPN license currently not included in the bargaining unit at facilities owned and operated by the Employer. 
 
2. The accretion of LPNs in each job title will occur when the union obtains and demonstrates that it 
has authorization cards from a majority of nurses in that job title. Proof of majority status shall be based on 
signed authorization cards or petitions verified, if requested by either party, by a mutually agreeable third 
party. Such third party will also be empowered to resolve any disputes that may arise concerning the signed 
cards. If the third party determines that a majority of the affected nurses wish to be represented by the 
Union, the Employer will immediately recognize the Union as the representative of the designated LPNs , 
accrete the LPNs to the current bargaining unit. The designated LPNs will be covered by the terms and 
conditions of the current Agreement however upon request by either Party, the parties will promptly meet 
and discuss mutually agreeable operational changes to transition the designated LPNs to the Agreement. 
 
3. Upon notification by the Union of its intent to accrete non-represented LPNs, the Employer will 
provide the Union with a list of names, home addresses, hours of work, job classifications and work 
locations of all affected nurses in the job title. In accordance with the Union Access terms of this Agreement, 
the Union will be allowed access to the facilities of the employer for the purpose of meeting with and 
distributing literature to the designated non-represented LPNs. The Union agrees that it will not disrupt the 
normal business and patient care of the facility. 
 
4. The Employer will not oppose efforts by the LPNs to organize. The Employer (and its supervisors 
and agents) will not take any action or make any statement that will directly or indirectly state or imply any 
opposition by the employer to the selection by the LPNs of a collective bargaining agent. 
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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MEMORANDUM OF UNDERSTANDING FOUR 
EQUITY, DIVERSITY & INCLUSION COMMITTEE 

 
This is a Memorandum of Understanding between Public Hospital District No. 1 of King County, d/b/a/ 
Valley Medical Center (“VMC”) and SEIU Healthcare 1199NW (“SEIU” or “Union”); collectively the 
“parties”. 
 
VMC and SEIU have a shared interest in an increased focus on solutions of issues related to equity, diversity 
and inclusion in the workplace. VMC, in collaboration with the other UW Medicine entities is committed 
to the execution of the UW Medicine Healthcare Equity, Diversity and Inclusion (EDI) Blueprint. The 
2017-2021 UW Medicine Healthcare EDI Blueprint has three Strategic Objectives: 
 

 Increase diversity, increase cultural humility, and reduce implicit bias in the healthcare workforce. 
 Engage the communities we serve as partners in assessing and addressing healthcare equity. 
 Deploy targeted quality improvement and healthcare services to meet the needs of marginalized 

populations. 
 
In June 2019, VMC launched the VMC EDI Committee, with the purpose of focusing on the first of the 
three strategic objectives. Several SEIU members are already members of the committee. In addition, VMC 
and SEIU agree to further collaborate to meet our shared interests in this work as set forth in this MOU. 
 
For the duration of the collective bargaining agreement VMC and SEIU agree to the following: 
 

1) Effective upon execution of this MOU, SEIU will appoint one (1) additional SEIU 
bargaining unit member to the VMC EDI Committee and may appoint a second additional 
SEIU bargaining unit member to the VMC EDI Committee provided that the total number 
of Committee members from SEIU bargaining units does not exceed seven. 

 
2) All VMC EDI Committee members will receive 8 hours (1 full day or 2 half days) of 

training on increasing skills of cultural awareness and recognizing implicit bias. Such 
training will be on paid time for the Committee members. 

 
3) Human Resources, in consultation with the VMC EDI Committee, will report to SEIU 

bargaining unit Labor Management Committees on the work of the VMC EDI Committee. 
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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MEMORANDUM OF UNDERSTANDING FIVE 
PREMIUM PAY FOR EMPLOYER DESIGNATED EXTRA SHIFTS - PREMIUM PAY 

ELIGIBILITY AND SCHEDULING  
 
I. EXTRA SHIFT PREMIUM PAY ELIGIBILITY 
 

1. LPNs who occupy a budgeted position of 0.6 FTE or greater. Per diem employees are not 
eligible for extra-shift pay.  

 
2. The LPN must also have fulfilled their normal FTE before the LPN can be eligible. An FTE is 

considered fulfilled if the time is covered by:  
 

a) Actual hours worked  
b) Mandatory low census  
c) Mandatory CE  
d) Approved and pre-scheduled vacation  

 
3. Extra shifts will be used to cover any unit within a clinical grouping.  

 
4. Subject to Paragraph IV(2), below, regarding premium pay at the double time rate, extra shift 

premium pay may only be given for Employer designated:  
 

a) Pre-scheduled extra shifts  
b) Staffing Office extra shifts  
c) Call-in extra shifts  
d) Live Process extra shifts  
 

II. PROCESS  
 
A. PRE-SCHEDULED EXTRA SHIFT - SCHEDULING PROCESS  
 

1. Pre-scheduled extra shifts are those shifts that are designated as such by the Employer. 
Such Pre-scheduled extra shifts will be scheduled by seniority on a rotational basis, with 
seniority determined at the time the schedule is being posted.  
 
a) Most senior LPN has first choice for a pre-scheduled extra shift.  
b) All remaining extra shifts will then be offered by seniority in rotation of all those 
interested at the unit level.  
c) When the final schedule is posted, all remaining extra shifts will be on a first come, first 
serve basis. 
 

2. At the unit level the Employer may designate certain pre-scheduled shifts as extra shifts 
eligible for extra shift premium pay.  
 

B. STAFFING OFFICE EXTRA SHIFT - SCHEDULING PROCESS  
 

1. Staffing office extra shifts are those shifts that are designated as such by the Employer through the 
Staffing Office. LPNs who want to work an Employer designated extra shift and be eligible for 
extra shift premium pay must sign up on a list in the Staffing Office indicating the shifts that the 
LPN is available for Staffing Office Extra Shift assignment. Staffing Office Extra Shifts will be 
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assigned to LPNs indicating that they are available for the designated shift on a first come, first 
sign-up basis.  

 
2. Double-back extra shifts shall be scheduled in the book in the Staffing Office. Preference for extra 

shifts will always be given to those not requiring double-back. Sign up for extra shifts will be dated 
and will be assigned to LPNs indicating that they are available for the designated shift on a first-
come first-served basis.  

 
3. The staffing office of the Employer may designate certain staffing office extra shifts as extra shifts 

eligible for extra shift premium pay.  
 
C. CALL-IN EXTRA SHIFT – SCHEDULING PROCESS  
 

1. Call-in extra shifts are those shifts that are designated by the Employer in a call or text seeking 
LPNs to fill an open shift. LPNs who are not scheduled to work but get a call/text from management 
to see if they can work an Employer designated extra shift, will receive extra shift premium pay for 
hours worked.  

 
2. The Employer may designate certain call-in extra shifts as extra shifts eligible for extra shift 

premium pay.  
 
D. LIVE PROCESS EXTRA SHIFT - SCHEDULING PROCESS  
 

1. Live Process Extra Shifts are those shifts that are designated by the Employer through a Live 
Process notification sent by the Staffing Office to fill an open shift. Live Process Extra Shift 
premium pay will be paid to an LPN responding to a Live Process notification from the staffing 
office based on a “first come first served” basis.  

 
2. When responding to a Live Process notification, the LPN must make verbal contact (no voicemail) 

with a staffing coordinator to receive Live Process Extra Shift premium pay.  
 

3. All Live Process Extra Shifts will receive Extra Shift premium pay.  
 
III. CANCELLATION OF EXTRA SHIFTS  
 

1. In periods of low census reduction of staff, the extra shifts will be cancelled after agency 
and overtime cancellations, and before volunteers or float pool staff.  

 
2. In lieu of low census cancellations, an employee may volunteer or agree to float.  
 
3. The Staffing Office will maintain a priority list of those employees who in lieu of low 

census are willing to float.  
 
4.  In situations of multiple extra shifts on one unit, cancellations will be in reverse order of 

sign up.  
 
5. LPNs shall be advised no less than ninety (90) minutes prior to the commencement of their 

extra shift if their extra shift is to be canceled. If the LPN is not notified in a timely fashion 
and reports to work, then the LPN will be guaranteed a minimum of four (4) hours pay at 
the LPNs straight-time base rate of pay.  
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IV. EXTRA SHIFT PREMIUM PAY RATES  
 

1. Time and one-half (1.5X) for part-time employees  
 

2. Double time (2X) for full-time employees (for purposes of this pay rate, 0.9 FTE and above will be 
considered full-time), in accordance with the following time period designations:  

 
2.a During the five (5) month period designated for the LPNs unit as the “high census” 
period (measured from the first full pay period in the first month to the last pay period that 
begins in the last month), eligible full-time employees will receive double time (2X) for 
the first extra shift worked in a pay period of any type under Paragraph II(A)-(D), above, 
whether or not specifically designated by the Employer as eligible for extra shift premium 
pay. The “high census” periods are designated as June through October for the Birth Center 
and October through February for all other units. These “high census” periods will be 
reviewed annually through the Labor/Management Committee.  
 
2.b At all other times, double time (2X) will be paid to eligible full-time employees 
only when an extra shift is specifically designated by the Employer as eligible for double 
time extra shift premium pay. Time and one-half (1.5X) premium pay will apply to other 
extra shifts designated by the Employer as eligible for extra shift premium pay outside the 
“high census” periods.  
 

3. Full time employees are eligible for not more than one (1) extra-shift at double time rate of pay per 
pay period. Thereafter, full time employees who work additional hours will be paid per current 
contract.  

 
 There may be situations where an extra shift is designated by the Employer as eligible for premium 

pay beyond these guidelines, such as double time shifts that are open to per diems. The shifts will 
be communicated via Live Process. 

 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 

 
 
  



 

Page 48 of 49 

MEMORANDUM OF UNDERSTANDING SIX 
CORRECTIVE ACTION POLICIES 

 
In the first year of the parties’ 2024-2027 contract, at one of the quarterly Joint sessions of the 
Labor/Management Committees, the parties will discuss systems and structures related to corrective action. 
These conversations will be confidential. The goal of these discussions is to provide clarity between the 
parties on the processes used by management and Human Resources when implementing corrective action. 
This could include education regarding how managers are prepared for their role in the corrective action 
process, how feedback is intended to provide opportunities for improvement prior to corrective action, and 
the practices used when making decisions related to corrective action.  
 
Union members who are appointed to the Joint sessions of the Labor/Management Committees will have 
an opportunity to bring ideas to improve the corrective action process and ask questions to inform their 
work as delegates representing their coworkers in the corrective action process. The parties may agree to 
continue the discussion in future joint sessions of the Labor/Management Committees or for periodic 
reporting of aggregate anonymized data regarding corrective action. 
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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MEMORANDUM OF UNDERSTANDING SEVEN 
2024 RATIFICATION AND SETTLEMENT BONUS  

 
Conditional upon ratification of this Agreement by the employee members of this bargaining unit by no 
later than November 27, 2024 and settlement of the unfair labor practice charges identified below, all full 
and part time employees employed on the date of ratification shall be eligible for a one-time bonus payment 
of one thousand dollars ($1,000) pro-rated based on FTE and less legal taxes, withholdings, and deductions. 
For purposes of this bonus payment, (1) a .9 FTE will be considered a full-time 1.0 FTE and, (2) a Per Diem 
employee will be considered as having a .2 FTE.  
 
In recognition of their service, and subject to the same foregoing conditions, members of the Union’s 
bargaining table team will also be eligible for a one-time bonus payment of five hundred dollars ($500) 
pro-rated based on FTE and less legal taxes, withholdings, and deductions. For purposes of this bonus 
payment, (1) a .9 FTE will be considered a full-time 1.0 FTE and, (2) a Per Diem employee will be 
considered as having a .2 FTE. In addition, members of the Union’s bargaining table team may elect to use 
current accrued and unused catastrophic sick leave hours to provide compensation for uncompensated 
release time to attend bargaining days. 
 
The parties agree to settle in full, and as a condition of making the bonus payments the Union agrees to 
withdraw with prejudice and agrees not to refile, unfair labor practice charges No. 141301-U-24c (and 
consolidated cases thereunder) and No. 141267-U-24.  
 
If the above conditions are met, the Employer will make these bonus payments to employees by January 
10, 2025, or the pay date of the second full pay period following full ratification of the contract, whichever 
comes later.  
 
VALLEY MEDICAL CENTER 
 
 
 
_______________________________________ 
Jeannine Grinnell, CEO  

SEIU HEALTHCARE 1199NW 
 
 
 
_______________________________________ 
Jane Hopkins, President 
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