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PREAMBLE

THIS Agreement is made and entered into between Lincoln Hospital (hereinafter referred to as the
“Employer” or “Hospital”) and SEIU Healthcare 1199NW, (hereinafter referred to as the “Union”).

ARTICLE 1 — PURPOSE

1.1 The purpose of this Agreement is to facilitate the achievement of the mutual goal of providing a
high quality of patient care by establishing an orderly and harmonious employer-employee relationship.

ARTICLE 2 — RECOGNITION

21 The Employer recognizes the Union as the exclusive representative for all full-time, regular part-
time and professional, technical, skilled maintenance, emergency medical technicians business office,
clerical and non-professional employees of the Employer, excluding managers, supervisors, confidential
employees, and casual employees of the Employer in accordance with the Public Employees Relations
Commission Case No. 9707-E-92-1596. It is not the parties’ intent to include or exclude by this Article or
any other article in this Agreement any employees not already included or excluded by the above
referenced case.

22 Lincoln Hospital acknowledges and affirms its commitment to full compliance with all applicable
provisions of the Revised Code of Washington (RCW) as they pertain to employment practices, employee
rights, and workplace standards. This includes, but is not limited to, laws governing wages, hours,
working conditions, discrimination, safety, and labor relations. Should there be any conflict between the
terms of this Agreement and the requirements of the RCW, the provisions of the RCW shall prevail.

ARTICLE 3 — DEFINITIONS

3.1 Regularly Scheduled Full Time Employees: An employee regularly scheduled not less than 36
hours per week.

3.2 Regularly Scheduled Part Time Employee: An employee who’s regularly scheduled to work a
minimum of 24 hours per week but less than 36 hours per week.

33 Benefited EMTs: An employee who, with the approval and cooperation of their Program
Supervisor, has additional responsibilities while they are at their position with the Hospital to provide
EMS coverage during normal business hours. These employees also provide Standby coverage after
normal business hours.

34 Non-Benefited EMTs: An employee who may or may not be employed by another employer and
provides EMS coverage during normal business hours and Standby coverage after normal business hours.

3.5 Temporary Employee: An employee hired to work during a period when additional work of any
nature requires a temporarily augmented work force; or in the event of an emergency; or to relieve regular
employees because of absence. Temporary employees shall be limited to periods of four months duration,
or if replacing an employee on leave of absence, for the duration of the leave of absence. If a temporary
employee is retained past four months or the duration of the leave of absence, the temporary employee
will be given credit for service rendered as a temporary and her/his seniority date and probationary period
shall be adjusted accordingly.



3.6 Supplemental Employee: An employee who has no regular schedule of employment but wishes to
work an occasional shift (or shifts) or who are regularly scheduled to work less than 24 hours per week.
The individuals who request/accept a supplemental position have the knowledge of the requirements of
the job and sufficient experience to carry out the job at a satisfactory performance level. Supplemental
staff members will not be regularly scheduled, but will be notified of the needs of the shift. An agreement
will be reached and signed by the supervisor and supplemental staff person regarding the availability of
the staff person and the expected availability of the supervisor. Any supplemental employee who is
unavailable for three consecutive calls may no longer be eligible for this position and will be notified in
writing. The supplemental employee will be subject to all personnel rights and responsibilities as set forth
in the personnel policies and this agreement. The supplemental employee will receive ten (10%) of
regular rate of pay in lieu of benefits.

3.6.1 A supplemental employee who, for a period of six (6) months or more, has worked an average of
twenty (20) hours or more per week (except for a specified project or period of time, including but not
limited to FMLA leave, sick leave, vacations or other projects of temporary duration), may request
evaluation of an FTE status different than designated. The employee’s situation will be evaluated for the
likelihood of continued scheduling at the different status. This evaluation may be initiated by the
employee, manager, or Human Resources Department. Any changes approved by the Hospital will be
documented on a payroll status change form, and will be consistent with seniority provisions of this
Agreement.

3.7 Probationary Period: The first ninety-days (90) shall be a probationary period. The Employer
shall evaluate a probationary employee prior to the end of the 90-day period. Should the Employer
determine that a probationary employee’s performance warrants, the employee may be terminated without
recourse to the grievance procedure during this first ninety (90) days. The probationary period may be
extended by mutual agreement between the Employer and the Union. Employees assigned to a secondary
job code must receive a satisfactory 90 day evaluation on the secondary job code to be eligible to receive
90 day step increase.

3.8 Month and Year: For the purpose of computing eligibility for wage increments or benefits which
depend on length of service, a month shall be defined as a calendar month and a year as a calendar year
unless specifically indicated otherwise in this Agreement.

3.9 Regular Rate of Pay: Regular rate of pay shall be defined as an employee’s straight-time hourly
rate of pay.

3.10  Weekends: EMTs, Paramedics, and Non-Medically Trained Ambulance Drivers, the weekend
begins on Friday at 6 PM (18:00) and ends on Monday morning at 6 AM (06:00). For employees who
work 8-hour shifts, or less, the Weekend begins at 10:30 pm (22:30) Friday evenings and continues for
the next 48 hours to 10:30 pm (22:30) on Sunday. For employees who work 12-hour shifts (i.e., Acute
Care) the Weekend begins at 7:00 pm (19:00) on Friday and continues for the next 48 hours ending 7:00
pm (19:00) on Sunday

ARTICLE 4 — HOURS OF WORK AND OVERTIME
4.1 Work Periods: Forty hours shall constitute a week’s work, such week to occur in a seven- day

period starting at 12:01 Sunday night and running to midnight Saturday night. It is understood that under
certain circumstances it may be advantageous to both the Hospital and an employee to work an innovative



work schedule other than the eight-hour day. Such shifts may be arranged by mutual written agreement
between the Hospital and the individual employee involved. If such agreement is made, the Union shall
be notified prior to implementation.

4.2 Overtime: Any time worked beyond forty hours in the work week shall be compensated at a rate
of time-and-one-half (1 %) the employee’s regular rate of pay. Employees who work beyond thirty six
(36) hours in a week on a twelve (12) hour a day shift schedule shall be paid overtime for any time
worked beyond thirty six (36) hours, except that time spent in in- service or department meetings will be
paid at the employee’s regular rate of pay, up to forty (40) hours per week. The Hospital will comply with
RCW 49.28.130 and 49.28.140.

42.1 Effective January 1, 2010, for RNs, LPNs and NACs, if an employee is authorized to begin work
immediately preceding or continue work immediately following a scheduled shift by more than 15
minutes, the employee will be paid one and one-half times the employee’s regular rate of pay for the time
worked in excess of the scheduled shift.

4.3 Computation of Overtime: Overtime shall be considered in effect after the employee works forty-
hours (40) in a week. There shall be no pyramiding or duplication of overtime.

43.1 Employees will not be involuntarily released from work early from their scheduled shifts, or have
their shifts involuntarily canceled, for the purpose of avoiding overtime.

4.4 Rest Periods: Rest periods of fifteen minutes’ duration for each four-hour work period shall be
provided. The Hospital will comply with RCW 49.12.480.

4.5 Meal Periods: A period of thirty (30) uninterrupted minutes within each shift shall be provided
for a meal period. Supervisors shall assign the meal breaks to meet the needs of the department. The
Employer shall provide adequate facilities for meal breaks. Employees working twelve (12) hour or
longer shifts will be provided two (2) thirty (30) minute meal periods. If an employee leaves the premises
during the meal period, he/she shall notify his/her supervisor and clock out and in while away from the
facility.

4.6 Work Schedules: The Employer shall determine and post a monthly work schedule by the 15th of
the month for the following month. After the first of the month, it will be the employee’s responsibility to
find a substitute if an employee is unable to cover an assigned shift, unless the absence is due to an
emergency, such as illness or injury to the minor children of the employee. Any substitute must be
acceptable to the employee’s department supetvisor. Also, this must not place the substitute employee in
an overtime situation. Posted schedules may be amended at any time by mutual agreement between the
Employer and the affected employee.

4.6.1 EMT Work Schedules: An open standby schedule will be made available monthly at the 1 EMT
meeting of the month. The schedule will be completed on the following basis:

1. The most senior EMT shall choose up to 10 shifts at the 1¥ EMT meeting of the month
and then the schedule will be passed to the next senior EMT present at the meeting.

2. The schedule will then be filled on a first come, first serve basis.

3. If an EMT cannot be present at the 1% EMT meeting of the month, he/she can submit
their availability to the supervisor prior to the meeting. The supervisor will then fill in the
desired shifts {per seniority rotation)

4. All shift requests are due to the supervisor on the 3™ Monday of each month.



5. A complete schedule will be posted by the last day of each month.

4.6.2 EMT Leave: Should an EMT not be able to take standby for longer than one (1) month, he/she
will be required to submit a written short term leave request to the supervisor or Human Resources. The
short term leave request shall not last longer than ninety (90) days. Leave requests that need extended
after ninety (90) days will be considered on a case by case basis by Human Resources. EMT’s on short
term leave must be able to meet their Ongoing Training and Education Program (OTEP) recertification
requirements.

4.7 Rest Between Shifts: Each employee shall normally have an unbroken rest period of at least ten
(10) hours between shifts unless emergency conditions require individual employees to work longer
periods to meet patient care requirements. If an employee is required to work, without ten (10) hours
between shifts, the employee shall be paid one and one-half (1 %2) times the employee’s regular rate of
pay for all hours worked within the ten hour period. Employees working ten (10) or twelve (12) hour
shifts shall receive at least ten (10) hours off between shifts and shall be paid one and one-half (1 %)
times the employee’s regular rate of pay for all hours worked within the ten hour period. The above
provisions do not apply to employees who voluntarily agree to work hours that result in a rest between
shifts that is less than ten (10) hours or to employees who are on the 16-hour Weekend shifts. The above
provision does not apply to employees who are “Standby By” or “Callback.”

ARTICLE 5 - SENIORITY

5.1 Seniority is defined as the duration of an employee’s employment from the date of the
employee’s last hire with the Employer. Employees who work 1000 or more hours a year, from
anniversary date to anniversary date, will earn one year of seniority. Employees who work more than
1000 hours over a two-year period (current and preceding year) will accrue one year of seniority.

5.1.1 An employee’s seniority date will be adjusted for any time he/she does not receive a paycheck for
one hundred twenty (120) or more days.

5.1.2  For the purpose of eligibility for annual wage increases, scheduling of vacations/holiday time off,
and consideration of new positions, the adjusted hire date will be recognized.

5.1.3  Effect of Probation: Seniority shall become effective after the conclusion of an employee’s
probationary period. Once an employee has completed his/her probationary period, seniority shall be
computed from the employee’s date of last hire at Lincoln Hospital District

5.2 Posting Positions: Notices of vacant bargaining unit positions shall be posted for a period of
seven (7) days on the central bulletin board and via optional email list in advance of filling the position, in
order to allow employees to apply. When a position is posted it shall state the shift, total hours, and the
schedule. Employees interested in a given position or shift may express their interest in writing in
advance of any opening. Such notices will be retained by the Personnel Department for six (6) months

and may be renewed by the employees. From among the applicants, the Hospital will consider internal
applicants prior to external applicants If two internal applicants apply for the position, and skills and
abilities are considered equal in the eyes of management, the position will be awarded to the most senior
applicant.

5.2.1 Employee’s who are promoted to a position within their same area of specialization, (i.e. nursing,
Lab, Dietary, etc.), will be moved to a step within their new pay grade that provides for at least a 2% pay



increase Upon successful completion of the probationary period the employee will be moved to the next
step on the wage scale.

5.22 Right to Return to Position: If an employee who is promoted or transfers to another department is
found unsatisfactory during the probationary period, or if the new position is eliminated or reduced in
hours during the probationary period (and the employee’s performance in the eriginal position had not
been documented as unsatisfactory at the time of the transfer), the employee shall be given any available
opening in the classification from which he/she transferred or be placed on layoff. An employee who is
laid off under these conditions will be offered supplemental work, when available, until the next position
becomes available or for a period not to exceed twelve (12) calendar months.

5.3 Layoff and Recall:

53.1 Layoff: A layoff is defined as a permanent or prolonged reduction in the number of employees or
work week hours/FTE’s. Layoffs shall be by job position within a department. The Hospital retains the
right to determine when and if layoffs are necessary as well as the number of employees who will be
affected.

53.2  Order of Layoff: Agency and temporary personnel, travelers, and probationary employees within
the affected department will be released prior to laying off supplemental, regular full-time or part-time
employees. Supplemental employees will be released next, providing that skill, competence and ability
are considered substantially equal in the opinion of the Hospital. For regular full-time and regular part-
time employees, the employee(s) with the least amount of seniority shall be laid off first, providing that
skill, competence and ability are considered substantially equal in the opinion of the Hospital. Prior to
implementing a layoff, the Hospital will seek volunteers for layoff from among regular employees in
those job codes and departments affected by the layoff. Open (vacant) positions within the job code
affected by a layoff will not be filled during the period beginning with the notice of layoff to the date of
the layoff.

533 Layoff Options: An employee who is subject to layoff has the following options:

1. Accept a comparable vacant position in accordance with this Agreement. A comparable
position means a position that has a rate of pay which is at least 90% of the employee’s
rate of pay and FTE status and is located within 25 miles of the position for which the
employee is subject to layoff;

2. Exercise the bumping rights in Section 5.6, if applicable; or

3. Be placed on the reinstatement roster for twelve (12) months in accordance with Section
5.3.6 below.

534 Notice of Layoff: Employees who are laid off will be given at least thirty (30) calendar days
notice of layoff or will receive pay in lieu of notice for all scheduled days in that thirty (30) calendar days
period except for unforeseeable conditions preventing such notice which are beyond the Hospital’s
control. Upon mutual agreement between the Hospital, employee, and the Union, the Hospital may
release employees prior to the end of the thirty (30) day period with no obligation to continue to pay
them. The Hospital will also provide the Union with at least thirty (30) calendar days notice prior to
layoff of bargaining unit employees. At the same time it provides notice of layoff, the Hospital will also
provide the Union with a list of bargaining unit employees subject to layoff, a seniority roster, and a
listing of any vacant bargaining unit positions. The listing of vacant positions shall include department
and title, and employment status (FTE and shift). Upon request, the Hospital and the Union will meet as
soon as possible after the Hospital provides notice of layoff(s) for the purpose of reviewing employees



subject to the layoff, the seniority roster, vacant bargaining unit positions, and the order of layoff,
provided that such meeting shall not delay the layoffs.

53.5 Reassignment: In the event that a layoff results in more or fewer employees being assigned to a
shift than required, the Hospital will seek volunteers to move to a different shift. If there are no
volunteers, the least senior employee on the affected shift(s) will be reassigned provided that such
reassignment does not result in an inappropriate skill mix on any particular shift in the opinion of the
Hospital. Layoff options as stated in Section 5.5.3 may be exercised.

5.3.6 Reinstatement Roster: Employees who elect to be placed on the reinstatement roster in
accordance with this will remain on the reinstatement roster for twelve (12) months. If the employee’s
original position in a department is reinstated while the employee is on the reinstatement roster, the
displaced employee on the reinstatement roster will be notified in writing by postage mail and will have
first preference in reclaiming the position. Otherwise, employees will be responsible for monitoring the
list of open positions. Employees on the reinstatement roster may apply for any open position that
becomes available. Such employees will have preference over other applicants, but will compete among
themselves for open positions based on overall qualifications for the position in accordance with this
Agreement. Notwithstanding the foregoing, transfer within a department will have preference over a
recalled employee unless the recalled employee is from the applicable unit and is more senior. If an
employee applies for and is offered an open position in the employee’s department when laid off, he/she
must accept it or he/she will be deemed to have resigned. To be considered, application must be made
within the applicable posting period in accordance with this Agreement.

5.377 Forfeiture of Reinstatement Rights: An employee shall forfeit further reinstatement rights by
failing to respond to a job offer for a position in the employee’s department when laid off from the
Hospital regarding the employee’s intent to return to work within seven (7) calendar days of the delivery
or attempted delivery of a recall notice. Recall notices shall be sent by certified mail to the employee’s
last address on record with the Hospital.

5.3.8  Supplemental Work: Any employee on the reinstatement roster shall be eligible for supplemental
work. Acceptance of supplemental work while on layoff shall not affect the employee’s placement on the
reinstatement roster.

5.3.9 Employment Status During Layoff: Any employee on the reinstatement roster shall retain
employment status and benefits accrued to the date of layoff, but shall not accrue seniority and benefits
while on layoff. If reinstated, the employee shall have previously accrued seniority and eligible benefits
restored and the employee shall again commence accruing seniority and benefits.

54 Bumping Rights: Employees shall have the following bumping rights when subject to a layoff. If
the bumping employee has an active job code in which the bumping employee has performed within the
previous six (6) months and has the required skill, ability and experience to immediately, without training
or break-in, perform the position of the least senior employee with comparable FTEs in the job code, the
employee may bump that least senior employee. The bumping employee must exercise this option within
seven (7) days of notice of layoff and shall not be eligible to bump following that time.

5.5 Loss of Seniority: Seniority shall be lost for any of the following reasons:

1. Voluntary quitting;
2. Discharge for just cause;



3. Failure to return to work after layoff, within fourteen (14) days of receipt of certified
letter sent to the employee’s last known address. It shall be the employee’s responsibility
to keep the employer informed of the employee’s current address; or

4. Abandonment of duties by absence of two (2) consecutive days without notice, providing
that an emergency situation has not prevented the employee from complying with this
requirement. Emergency is defined as those situations, outside and employee’s control,
that physically prevent the employee from giving notice or having another give notice.
Detainment by legal authorities does not satisfy the definition of an emergency situation.

ARTICLE 6 —- EMPLOYMENT PRACTICES

6.1 Discipline: Any employee who has completed his/her probationary period may be discharged,
suspended, or be subject to any other disciplinary action only for just cause. Both parties agree that
reasonable attempts should be made to counsel employees prior to any disciplinary action, and that the
principles of progressive discipline shall apply. The Employer will not be required to apply the foregoing
in instances wherein the nature of the offense is such as to justify immediate suspension or discharge.
Copies of disciplinary notices will be provided the employee on request at the time formal disciplinary
action is taken or shortly thereafter. The employee shall be required to sign the written warning or
suspension to indicate she/he has seen and comprehends the nature of the disciplinary action. Should an
employee refuse to sign the counseling, the Union Delegate if present, or the Supervisor and a second
witness if the Union Delegate is not present, will document the counseling was given to the employee and
the employee refused to sign. The employee may have access to the grievance procedure as provided
herein.

6.2 Counseling & Discipline: Verbal counseling is not discipline and is not subject to the grievance
procedure. Verbal counseling may be documented in a supervisor’s file. Written warnings are the first
step of the progressive discipline process.

6.2.1 Disciplinary records will, after twenty-four (24) months from the date of the issued discipline,
and upon the employee’s written request, be removed from the active file, unless in the intervening period
related infractions have occurred. In this case the time frame above starts over from the date of the most
recent related discipline.

6.2.2 Itis understood that records of serious offenses shall be maintained in an employee’s file for the
duration of the employee’s employment with the Employer. Serious offenses include theft, violation of
the alcohol and controlled substance policy, fighting, patient abuse, or sexual harassment. If the Hospital
agrees that an offense is serious enough to maintain in this fashion, the Hospital will specify this on the
notice of discipline. Such notice is grievable.

6.2.3 The Hospital shall administer discipline within a reasonable amount of time from the date that the
Department Supervisor or Manager became aware of the event justifying disciplinary action. This time
frame shall not normally exceed four (4) weeks from the date the Department Supervisor or Manager
became aware of the event causing the Hospital to contemplate disciplinary action unless the discipline is
related to non-routine matters requiring additional investigation by the Hospital prior to disciplinary
action. In the event that the Hospital is involved in such investigation, the employee being investigated
will be informed that the Hospital is investigating a matter that may involve disciplinary action and what
is the nature of the matter being investigated.

6.3 Personnel Files: Employees shall have reasonable access to their personnel files. The employee



may review the file with a representative of the Personnel Office in attendance. However, the employees
shall not have access to reference requests. If an employee does not feel that the contents of the file are
accurate, he/she may submit a written rebuttal, which will be placed in the file.

6.4 Floating: If an employee is required to float to an area to which the employee has not been
oriented, the employee shall receive a brief orientation to the unit routines and physical layout.
Supervision will provide support for the implementation of the employee’s assignment. Each employee
shall have the obligation of informing the appropriate supervisor of special tasks or procedures in the unit
that the employee is not qualified to perform. The duration of the orientation shall be determined by the
department supervisor with consideration of the duties to be petformed.

6.5 Low Census: Low census is defined as a decline in work requirements resulting in a decrease in
working hours for a given shift. In the event that a need for low census arises, volunteers shall be sought
first. If there are no volunteers, ot insufficient volunteers, supplemental employees shall be assigned low
census. In the event that additional low census needs to be assigned, low census shall be assigned to
regular full- time and regular part-time staff. Assignment to regular full-time or regular part-time staff
shall be off a list maintained for that purpose. Rotation shall occur among all members of a job class in all
circumstances unless legitimate occupational requirements require that an employee within a specific job
classification be retained because of specific skills needed to fill a specific position. When the need for
such specific skills occurs, the employee with the necessary specific skills shall be retained but shall
remain next in rotation for low census.

6.5.1 Low Census Hours: Low Census hours will count as hours worked for purposes of calculating an
employee’s PTO and sick accrual.

6.6 Bulletin Boards: Bulletin boards shall be designated for the use of the local unit in the Hospital in
the dining room and in all three (3) Clinics.. These bulletin boards shall be accessible to employees,
separate from other bulletin boards and may be used for posting open positions and whenever possible
shall be located in non-patient areas. The board shall be used for announcements of Union activities and
professional activities.

6.7 Conference Committee; A conference committee shall be instituted and maintained that may meet
once each quarter, or as is necessary in the opinion of either party. The purpose of this committee is to
discuss and make recommendations for the improvement of personnel and other mutual problems within
the Hospital. Such committee may develop specific recommendations to be reviewed by the Hospital
Administration, if necessary. This committee shall be advisory and will not discuss matters subject to
collective bargaining, Union matters or Hospital financial matters. Up to four members shall be selected
by the Union. Up to four representatives shall be selected by the Hospital. Each member shall be paid at
her/his regular rate of pay for attendance during the time the meeting is scheduled.

6.8 Safety: The Employer agrees to abide by applicable Federal and State safety laws. The Hospital
will evaluate the orientation and ongoing training requirements as outlined with the Department of Health
licensure and safety measures to the employees in the EMS program.,

6.9 Credit for Previous Experience: The Employer agrees to give credit on a year for year basis for
continuous recent applicable and verifiable job experience of a newly hired employee previous job
experience. Continuous recent applicable experience” shall be defined as hospital or health care
experience, or other experience deemed comparable by the Hospital in the same job the employee is
assuming. A full year’s credit will be given if there has not been a break in service of more than twenty-



four (24) months in the same or relevant job experience.

6.9.1 Returning employees shall be hired at no less than the step at which they retained at the time of
termination of employment, subject to the above limitation on break in service. The grievance procedure
shall apply for any disputes of this section.

6.9.2 New employees will have a written summary of their placement on the wage step scale prepared
by the Hospital based upon the experience provided in the employee’s application and resume which will
be placed in the employee’s personnel file. A new employee may request review of his/her placement on
the wage scale by Human Resources no later than thirty (30) calendar days following the completion of
his or her probationary period. Human Resources shall make a determination in its sole discretion but
will not do so for arbitrary or capricious reasons. An employee wishing to grieve any decision by Human
Resources must do so no later than fourteen (14) days following the Human Resources decision.

ARTICLE 7 — PAID TIME OFF

7.1 Paid Time Off Program: The purpose of the Paid Time Off Program (PTO) is to allow each
eligible employee to use PTO as the employee determines best fits the employee’s personal needs and
desires, including appointments, personal time, holidays or vacations.

7.2 Eligibility: Full-time and regularly scheduled part-time employees are eligible for PTO.

7.3 Availability to Use: PTO begins to accrue upon hire. Accruals are available for use in the pay
period following successful completion of the probationary period. PTO may not be taken, or paid, before
it actually accrues.

Accrual of PTO —

7.4 Accruals are based upon longevity and status as a full or part-time employee. PTO does not
accrue during unpaid leaves of absences greater 30 days without pay.

74.1 Accrual Chart for full-time employees earn a lump sum amount each pay period. Part-time
employees accrue on a pro rata basis, based on actual hours worked. Supplemental employees do not earn
PTO.

Dates ~ Per Hr Accrual Ter Pay Max " [Max Annual Accrual Max Bank

Hire -2 yrs 0.0692 6.0 144 288

0-24 mos. 7 - - B

3yrs-4 yrs. 25-48  (.0731 6.33 152 304

MOs.

5yrs-9yrs 1.0885 7.66 184 368

49-119 mos. |
0.1077 9.33 224 448 |

10 yrs — 19yrs

120 mos. — 239

months | - 1 | |

20 + yrs 1154 10 240 |Li48

i240 + months
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7.5 Scheduled PTO: PTO should NOT exceed 40 hours paid hours in a work week. PTO requests
should be made as far in advance as possible, but not more than twelve (12) months in advance. At the
end of each year, employees with unused hours will roll forward to the next year up to a maximum
accrual bank of 448 hours as described in the above graph.

7.6 PTO Use for Low Census and Workers’ Compensation: Employees may use PTO when they are
subject to low census. In the event of an occupational illness or injury, PTO may be used at the
employee’s request, for lost work time not covered by Workers’ Compensation Insurance. PTO can be
integrated with Workers’ Compensation to the extent available to continue normal earnings, however, its
use in this mode shall be restricted to times when an employee has exhausted accrued sick leave first.

7.7 PTO Cash Out: PTO is intended as a period of time away from work. At the discretion of the
department supervisor/manager and/or Administrator, employees who have been continuously employed
for one (1) year may request one cash-out per calendar year of up to eighty (80) hours of accrued PTO.
PTO cash-out must be made in whole hour increments and the employee must retain a minimum of eighty
(80) hours in their PTO to be eligible for cash out. PTO cash outs will be made on regularly scheduled
pay days. Requests for cash-out must be made at least one (1) week prior to the desired cash out and
submitted to Human Resources. PTO cash out shall be made at the employee’s regular rate of pay in
effect at the time the cash- out request is submitted. An employee who has been denied good faith
attempts to take PTO by the employee’s supervisor/manager and who will lose PTO if not able to be
taken in the next pay period, will be allowed to cash out accrued PTO hours that will be lost if not
immediately taken, up to a maximum of 80 hours per year, inclusive of the above cash-out provision.

7.8 Payment Upon Termination: Upon termination of employment, an employee may be eligible for
payout of PTO accrual earned but not used. PTO payout shall be made at the employee’s straight time
rate of pay at the time of termination. If the employee (1) resigns and gives fourteen (14) calendar days
written notice, or (2) is laid off from employment with the Hospital (this does not include low census
adjustments), the employee shall receive a pay-off of accrued but unused PTO. Unless the employee is on
a bona fide leave of absence at the time of notice, or has a documented illness, he/she must work all
scheduled shifts during the notice period or shall not be eligible to receive payout of PTO.

79 PTO Donation: Each employee may donate up to a maximum of eighty (80) hours per year of
PTO time, with the donation directed to a hardship leave bank for the benefit of sick/injured employees
who have exhausted their accrued PTO and sick leave, or in the alternative, the donation may be directed
to a bargaining team bank. These banks will be administered and approved by the Hospital HR
Department and a sub-committee of the conference committee pursuant to a procedure adopted by mutual
agreement of the Hospital and the sub- committee.

7.9.1 Bank Hours: The hardship leave bank and bargaining team bank will each have a maximum of
two thousand (2000) donated hours. PTO donated to the banks will remain in the applicable banks until
exhausted.

7.9.2 Eligibility: An employee must exhaust all other benefits before becoming eligible to receive
hours from the hardship leave bank, An eligible employee can choose to utilize the maximum hours
allowed in a calendar year once or intermittently throughout the calendar year.
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7.9.3 Bargaining Team Bank: An employee may request hours from the Bargaining Team Bank by
submitting a request form. The request will be reviewed and approved by the Hospital HR Department
and a sub- committee of the Conference Committee. The request may be approved with confirmed
attendance to bargaining / union events.

Unpaid Leave: See Article 10.
ARTICLE 8 — PAID TIME OFF SCHEDULING

8.1 Scheduling Annual PTO: As means of providing full and part time employees the opportunity to
schedule PTO, and the employer to assure that adequate staffing levels are maintained, annual PTO shall
be schedule in the following manner:

8.1.1 Schedule Posting: Each department will post by November 1st of each year, a twelve (12) month
schedule for the following year. Employees should refer to this schedule to determine how their
individual PTO annual vacation scheduling will be administered.

1. The department schedule will identify:

2. The minimum staffing level for the department;

3. Employee names and seniority dates.

8.1.2 Request for Time Off: Employees must submit their request in writing. Requests may be
submitted up to twelve (12) months in advance of the requested time off. The Employer will notify
employees if vacation requests made outside the scheduled posting period are approved or denied by
supervision within four (4) weeks of the request in writing. All other PTO requests must be submitted at
least 30 thirty days prior to the month the schedule is posted. For example: a request for March PTO must
be submitted no later than January 15th.

8.1.2a Employees requesting time off during the Prime Summer months (July through
September) are limited to a duration of no longer than two- consecutive weeks during that

quarter.

8.1.2.b Vacation requests outside the timelines will be given consideration on a case-by-case
basis.

8.2 Approval of PTO Request: All requests shall be considered and approved by the department
Supervisor in advance of their being scheduled or taken. Annual PTO vacation requests will be
considered and approved as follows:

1 PTO requests for Prime Time Summer months (July through September) will be considered and
awarded based on seniority. Seniority will prevail with regard to bumping rights for only one
request during Prime Summer months (July through September) each year. Additional requests
during July through September may be granted if time is available and after other seniority
vacation requests have been granted.

2. PTO requests for time off during non-prime time summer months will be considered and
approved based on the date of submission.

3. For requests to schedule PTO on a Holiday. Refer to sub section 8.4 Holiday Request.



|2

4. Employees must have adequate PTO benefit in their bank, or have sufficient time in their bank at
the time the scheduled PTO is to be taken.

5. Once a PTO vacation request has been approved, no changes can occur without mutual consent of
the Employer and the employee.

6. Requests will be granted, or denied, in their entirety.

7. Requests which exceed the usual or customary requests will be given consideration and may be
approved on a case-by-case basis.

8.3 Change to the Posted PTO Schedule: If an employee requests a change, cancels, or wishes to
extend his/her approved PTO request, the request may be denied if there are conflicts with other approved
vacation requests and or minimum staffing levels would not be maintained.

8.3.1 Inthe event of unforeseen staffing vacancies (i.e.: FMLA, work-related injuries, jury duty,
bereavement, resignations, etc.) the affected department Supervisor(s) will, prior to denying or altering an
employee’s approved PTO requests, use the following alternatives to fill the vacancy(s), including but not
limited to: requesting supplemental staff to work, requesting employees to volunteer to work, seeking
employees who may be willing to change their approved PTO requests and work, and considering the use
of agency staff when to do so would not create a unnecessary financial burden on the Hospital. In the
event the above efforts do not result in the Hospiial meeting the minimum staffing level, the Hospital may
approach all employees who have approved PTO requests during the period of a staffing shortage to
volunteer to change their vacation schedule(s). Should no employee(s) or an inadequate number of
employees volunteer to meet the staffing shortage the Hospital may then deny those approved PTO
request(s) which are necessary to assure that patient care and program production needs are met. During
prime time summer months; the Hospital shall rescind scheduled PTO of the least senior employee priot
to an employee with higher seniority. For non-prime time summer months, the date the PTO request was
submitted will be the determining factor.

8.3.2 PTO requests that are submitted after the schedule has been posted may be approved by the
department Supervisor if minimum staffing requirements are maintained. In the event that the approval of
an employee’s request would result in insufficient department staffing, the request may be approved if the
employee finds someone to cover his/her shift(s) during the requested time off and the proposed
replacement is approved by the Supervisor.

8.4 Holiday Requests: Requests will be approved on a rotating basis and in such manner as to ensure
that all employees share in the burden of working the holidays from one year to the next. Each department
that works the recognized holidays shall develop a unit specific procedure on how holidays will be
assigned. This procedure shall be developed with management and all employees on the unit. The
minimum standard will be that holidays are worked on a rotational basis and volunteers shall be sought
first. This unit specific procedure shall be reviewed with staff each yeat.

8.4.1 Reccognized holidays are:
New Years Day
President’s Day (Excluding EMTs)
Memorial Day
Labor Day
Independence Day
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Thanksgiving Day

December 24 (For the EMTs only)
December 25

New Years Eve (For the EMTs only)

8.4.2 Work Performed on a Holiday: The Holiday begins at 0:00 on 24:00 on the date of the holiday
For EMTs the Holiday begins at 6:00 am and ends at 6:00 am the following day.

ARTICLE 9 - SICK LEAVE

9.1 Eligibility: Regularly scheduled full-time and part-time employees are eligible for sick leave after
their probation period. Upon completion of their probationary period, sick leave accrual shall be
retroactive to the date of hire. Accrual shall be eight (8) hours of sick leave for each full month of
employment. Sick leave for part-time employees shall be prorated based on the actual number of hours
that the affected employee works. Maximum accrual shall be six hundred (600) hours.

8.2 Basis of pay: Sick leave shall be paid at a rate equal to the employee’s regular rate of pay.

9.3 Sick Leave Use: Accrued sick leave shall be paid for bona fide illness or injury, which includes
but is not limited to illness, injury, surgery or pregnancy of an employee or injury or illness of a minor
child. Any accrued sick leave may be used for leaves of absences covered by the Family & Medical
Leave Act.

93.1 Each calendar year, sick leave shall be payable the first day of absence. Sick leave shall then
continue each day except days off, until the employee returns to work or the accumulated sick leave credit
is exhausted. If the employee is absent 3 or more consecutive shifts or has a recent history of excessive
absenteeism, the supervisor may request verification of illness.

932 Amount: When accrued sick leave is used, it is deducted from the balance accumulated by the
employee. The number of hours deducted and paid for sick leave will be equal to the number of hours the
employee is regularly scheduled to work per day.

933 Use of Other Benefits: If an employee’s accrued sick leave bank is exhausted, the employee may
request PTO pay for their time off, or it will be unpaid. Use of PTO when sick leave is exhausted is not
required.

Reporting of Absence: To report an illness or injury, an employee will be requested to notify his/her
departmental supervisor or designee, if possible, at least two (2) hours before he/she is required to report
for duty.

94 Sick Leave Buy-Out: Employees who have worked continuously for five (5) consecutive years as
of 12/31/92 shall be eligible to participate in the Hospital Sick Leave pay-out Program if they continue to
be employed for ten (10) years. However, the maximum number of hours these employees are eligible for
at retirement will be frozen as of December 31, 1992 at their December 31, 1992 rate of pay.

9.5 Sick Leave Incentive: Full-time and part time employees that complete six months employment,
January 1 to June 30 and July 1 to December 31 and do not have any unauthorized absences (other than
scheduled holiday, vacation, or pre-approved leave) will receive 8 hours additional benefit pay.

ARTICLE 10 — UNPAID LEAVE
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10.1  Unpaid Leave allows full and part time employees the ability to take time off without pay. This
includes PTO leave or sick leave. It does not include any time taken off noted as Low Census time. From
January through December benefited employees may take up to 16 hours of unpaid leave with the
following conditions;

1. The Supervisor must approve the leave prior to the occurrence.
The employee cannot have received disciplinary action for Attendance in the prior 60
days;

3. The employee finds a replacement for his/her shift (where staffing is required) and the
replacement employee is not placed in an overtime status; and

4. The employee does not already bave a PTO balance that exceeds the maximum bank. If
the employec has the maximum bank amount, any authorized time off will be paid from
the PTO bank.

ARTICLE 11 - SALARIES

11.1  Section 1; Employees’ Compensation Rates: A schedule containing employee classification rates
of pay will be attached to and part of this contract as Appendix A.

11.2  Wage steps 1 to 20 will be applied to all job codes as of 1-1-10; employees will move every year
with the exception of steps 18 and 19 where employees will hold at steps 18 and 19 for two years each.

11.2.1 EMTs shall advance on the wage scale on their anniversary date by meeting the following
criteria: attending trainings as required by the Department of Health, meeting the annual competency’s
and fulfilling the minimum shift requirements. An EMT shall not stay on a step longer than two (2) years
unless at the top step.

11.3  Section 2: Wage increase in Contract Year One Effective the first full payroll period beginning on
or after January 1st, 2025, each employee will receive a market adjustment to the employee’s base rate of
pay. These wage increases will be reflected in Appendix A.

114  Section 3: Wage increase in Contract Year Two Effective the first full payroll period beginning
on or after January 1st, 2026, each employee will receive a market adjustment to the employee’s base rate
of pay. These wage increases will be reflected in Appendix A.

11.5  Section 4: To determine wage increases for Contract Year Three, there will be a wage reopener
negotiation between SETU1199NW and Lincoln Hospital District. A wage reopener will take place for
year 3 (January 1, 2027) of this agreement to allow for negotiations regarding potential adjustments to
wages. The wage reopener will commence no later than 90 days prior to December 31, 2026.

ARTICLE 12 - PREMIUM PAY

12.1  Shift Differential- Employees working any time between 7:00 PM and 7:00 AM shall receive an
hourly differential of $4.50/hour. EMT employees shall receive the hourly differential for all hours
worked between 6:00 PM and 6:00 AM.

122 Standby Pay:
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12.2.1 Mandatory: Employees working standby as assigned by the Department Manager shall each
receive 4.00 dollars ($4.00) per hour for time spent on mandatory standby. When called to work on an
unscheduled basis these employees shall receive time and one-half their regular rate of pay. Benefited
EMTs that are available to provide EMS services, as part of their normal job, shall receive Standby pay in
addition to their regularly hourly rate.

12.2.2 Voluntary: Employees offered and accepting voluntary standby (i.e., after being low- censused)
will be paid at the same hourly standby rates as above.

12.2.3 Holiday Standby: Employees working in departments included in 12.3.1 shall be paid a holiday
standby rate of four dollars and twenty five cents ($4.25) per hour for time spent on mandatory standby.

12.2.4 EMT Holiday Standby: All benefited and non-benefited EMTs shall be paid a holiday standby
rate of $7.50 per hour for EMS services provided on New Years Eve, New Years Day, Memorial Day,
Independence Day, Labor Day, Thanksgiving Day, Christmas Eve and Christmas Day.

12.3  Call Back Pay: Employees required to return to work after having left the premises, or before
reporting to their regularly scheduled shift, shall receive pay at the rate of onc-and- one half (1 1%) times
their regular rate of pay. Employees called back shall receive a minimum of two (2) hours of pay at the
time and one-half regular rate of pay and shall remain on the premises for a minimum of thirty (30)
minutes following being called back.

124  Report Pay: Employees who report for their posted shift and then are sent home because of low
census shall be assured of two (2) hours of work or pay at their regular rate of pay.

125  Temporary Assignment to a Higher Position: Assignment to a higher paid position will be
compensated at the rate of fifty cents per hour when assigned by management.

12.6  Preceptor Pay: New employees will be assisted by a trained preceptor who is designated by the
supervisor. The supervisor will identify the number of hours for precepting that new employee, up to a
maximum of four (4) weeks and the preceptor shall receive a premium of two dollars (2.00) per hour for
the identified hours worked in the capacity. The preceptor will be responsible for completing the assigned
preceptor duties. Precepting is defined as initial training for new employees. A brief orientation for an
existing employee, floating to another unit, shall not be eligible for preceptor pay. Orienting employees
shall be assigned to one or two bargaining unit employees to follow their rotation through the precepting
process. If that designated preceptor is absent, and there are no other bargaining unit employees available
to precept that day, an agency staff member may be assigned the preceptor role.

12.7 Weekend Premium: Employees who work during weekend hours shall be paid, in addition to
straight time and overtime pay required by the Agreement, an additional two dollars and seventy five
cents ($2.75) per hour.

12.8  Holiday Incentive Pay: Holiday incentive pay does not apply to President’s Day. For other
holidays, if an employee works more than 50% of the shift hours applicable to the employee during
holiday incentive hours as defined in Section 8.4.2, the work time will be considered work on a holiday.
All employees will receive pay at time and one-half (1 %) regular rate of pay if they work on a holiday,
except for President’s Day.

129 RN Specialty Premium: RN’s who work in a specialty role shall receive a premium of one dollar
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($1.00) per hour for all hours worked.

12.10 House Supervisor Premium: RN’s in the House Supervisor role and all other employees in a lead
role will be paid a premium of eight dollars ($8.00) per hour for all hours worked.

ARTICLE 13 - LEAVE OF ABSENCE

13.1  Tlness or Injury: After one year of employment an employee who is ill, and who has exhausted
all sick leave benefits, may apply for a continuous leave of absence of up to six months. After two years
of continuous employment an employee who is ill and who has exhausted all sick leave benefits, may
apply for a leave of absence up to one year. Such application shall be in writing, shall be submitted to the
affected employee’s supervisor and shall be granted by the Hospital upon receipt of the request and
verification of illness by the employee’s physician.

13.2  Serious Illness, Family: If a member of an employee’s immediate family becomes seriously ill
and requires constant care, and the employee has been in continuous employ of the Employer for one (1)
year, the employee may apply for a leave of absence up to six (6) months in order to care for the ill or
injured family member. The application must be in writing and be submitted in advance as soon as
practical to the employee’s supervisor. Such leave request shall be granted by the Hospital.

13.3  Pregnancy/Legal Adoption: In the event that an employee becomes pregnant or legally adopts a
child, has been continuously employed by the Hospital for at least one (1) year and is desirous or needs to
spend more time with the child, the employee may apply for a leave of absence of up to six (6) months.
The application must be in writing and be submitted in advance as soon as practical to the employee’s
supervisor, and shall be granted by the Hospital upon approval of the department supervisor. All leave
under this section shall run concurrently with Pregnancy Leave available under state law.

13.4  Leave Under the Family and Medical Leave Act:

13.4.1 Leave Entitlement; An employee who has been employed by the Hospital for twelve

months and who completed 1250 hours of work during the 12-month period immediately preceding the
commencement of this leave will be entitled to leave under the Family and Medical Leave Act in
accordance with its provisions and the federal or state laws regarding family and/or medical leave,
including the Family and Medical Leave Act, shall run concurrently with any other leave available under
this Article 12.

13.4.2 Year for Purposes of Determining Leave Entitlement: For purposes of determining an employee’s
leave entitlement under the Family and Medical leave Act, the twelve month period measured forward
from the date the employee’s first family and/or medical leave began shall be the applicable measuring
period.

13.4.3 Payment of Medical Insurance Premiums During Leave: Employees on unpaid leave under the
Family and Medical Leave Act shall remain responsible for paying the employee share of the premium,
except as provided in Article 17, Section 17.3 of this Agreement, for medical insurance coverage and
shall directly submit to the Hospital, not later than the employee’s normal payday, the amount of premium
owed by the employee. If the employee shall fail to timely remit premium payment, any premiums paid
by the Hospital on behalf of the employee shall be deducted from wages payable to the employee until the
entire amount has been repaid to the Hospital. If, upon expiration of leave under the Family and Medical
Leave Act, the employee fails to return to work because of his/her own serious health condition, the
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serious health condition of a parent, child or spouse or condition beyond the employee’s control, then
amounts paid by the Hospital toward the benefit premium cost (including the Hospital’s share of the
premium costs), shall be a legal debt due and owing from the employee to the Hospital, which the
Hospital may institute appropriate legal action to collect.

13.5  Personal Reasons/Travel: After three (3) years of continuous employment with the Hospital, an
employee may apply for leave of absence for personal reasons. The duration of the leave may not be more
than three (3) months. The application shall be in writing to the employee’s supervisor and may be
granted at the Employer’s discretion.

13.6  Educational Leave: The Employer may grant leaves of absence for education directly related to a
Hospital position for up to eighteen (18) months.

13.6.1 Position Retention: Employees retain rights to the position that they left after return from leaves
of absence of less than thirty (30) days. For leaves of absence of over thirty (30) days, employees shall be
offered the first available similar job that opens for which the employee is qualified. No benefits shall
accrue during a leave of absence. All benefits accumulated prior to the leave of absence shall remain
available, subject to eligibility, to the employee upon return from the leave of absence. If the employee
does not return to work within one (1) year from the date the leave began, employment will be terminated,
and the Employer shall have no further obligation.

13.7  Family Leave: Family leave shall follow the provisions of the Personnel Policy, Washington State
Law, and/or Federal Law.

13.8  Military Leave: The Employer agrees to abide by applicable State and Federal laws regarding
military leave of absence.

13.9  Union Leave: Subject to appropriate advance notice and patient care/scheduling needs, Union
leave without pay, stewards not to exceed 16 hours in a calendar year, one unit representative one (1) day
per month in a calendar year, to attend meetings, conventions, seminars, educational, or any other
function called by the Union shall not be unreasonably denied. Consistent with the parties interest in
developing a collaborative and supportive relationship, union representatives/delegates/stewards will
work with management to identify appropriate coverage during the leave.

ARTICLE 14- STAFF DEVELOPMENT

14.1  Paid Educational Leave: The Employer agrees to continue to offer paid educational leave based
upon the needs of the Hospital as determined by the department supervisor and authorized by the
administrator.

ARTICLE 15 — UNION SECURITY / CHECK OFF

15.1  Union Membership: Employees covered by this Agreement may become members of the Union.
You can learn more about union membership at ; nw.ore or from a Union organizer or
delegate. No employee shall be discharged or discriminated against for any lawful Union activity,
including serving on a Union committee or as a local unit chairperson outside of scheduled working
hours. The employer and all of its supervisors, agents, and assigns agree to be strictly neutral concerning
the value of union membership.
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15.1.1 The Employer will direct all questions about revocation to the Union. An employee may revoke
their authorization for payroll deduction of payments to the Union by written notice to the Employer and
the Union in accordance with the tetms and conditions of their signed membership card. Every effort will
be made to end the deduction effective on the first payroll, and not later than the second payroll, after
receipt by the Employer of confirmation from the Union that the terms of the employee’s signed
membership card regarding dues deduction revocation have been met.

152  Dues Deduction: During the term of this Agreement, the Employer shall deduct dues from the pay
of each member of the Union who voluntarily executes a wage assignment authorization form. Upon
request, the Employer shall deduct any fees, HLF/COPE contributions as specified by the Union. When
the Employer has been notified by the Union that a member has executed a wage assignment form, the
Employer will confirm receipt of the authorization and the authorization form will be honored in
accordance with its terms, The dues, and fees amount deducted will be transmitted to the Union by check
within § days of the pay date. The HLF/COPE amount will be transmitted separately to the Union by
check within 5 days of the pay date The Employer will also provide a separate electronic register for dues,
and fees and for HLF/COP in Excel or other mutually agreeable format including the hospital or clinic
name, employee name, employee ID number, the deduction amount and gross earnings for the

period. Upon transmission of the check to the Union, the Employer’s responsibility shall cease with
respect to such deductions. The Union and each employee authorizing the assignment of wages for the
payment of Union dues hereby undertakes to indemnify and hold the Employer harmless from all claims,
demands, suits, or other forms of liability that may arise against the Employer for or on account of any
deduction made from the wages of such employee.

153  Roster: The Employer will supply to the Union on a monthly basis one or more report(s) that
include(s) the following information on current employees, new hires and terminations: Name, date of
hire, address, job title, FTE status, department, pay rate, race, ethnicity, language they speak, termination
date and gross wages. Said list will be provided in an electronic form if available.

15.4  The Union Delegate, (or designee), will be afforded an opportunity to speak to new employees
during orientation and to answer any and all questions concerning the Union. The Union Delegate, (or
designee), may pass out Union literature, including membership cards, during this period. The
presentation shall be limited to thirty (30)minutes. If the union is not notified of the new employee
orientation, a Union Delegate (or designee) shall have time to meet with the new employee during the
new employee’s regular work hours within 90 days of the date of hire. Questions concerning the Union
that arise during orientation shall be referred to the Unit Delegate or designee. The hospital will provide a
list of New Employees including name, position, hire date, personal email address, and phone number at
least two days prior to New Employee Orientation.

15.5  Access to Premises: Duly authorized representatives of the Union may have access at reasonable
times to those areas of the Hospital’s premises which are open to the general public for the purpose of
investigating gtievances and contract compliance. Union representatives shall not have access to
employees’ lounges, nursing units or other patient care areas unless advance approval has been obtained
from the Human Resources Manager or designee. Transaction of any business shall be conducted in an
appropriate location subject to the general rules applicable to non-employees; shall not take place in
patient care areas; and shall not interfere with or disturb employees in the performance of their work
during working hours, with patient care or with the normal operation of the Hospital.

15.6  Meeting Space: The Union may use designated meeting rooms of the Hospital for meetings of the
local unit, provided sufficient advance request is made in accordance with District policies and
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procedures and space is available.

157  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 wage assignment authorization form that is acceptable to the Employer.
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 separate check payable to its order. Upon
issuance and transmission of a check to the Union, the Employer’s responsibility shall cease with respect
to such deductions. The Union and each employee authorizing the assignment of wages for the payment
of 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.

15.7.1 The parties recognize that the Union is obligated under the Federal Election Campaign Act
(FECA) to reimburse Lincoln Hospital (LH) for its reasonable cost of administering the COPE check off
in the parties’ collective bargaining agreement. LH and the Union agree that one- quarter of one percent
(.25%) of all amounts checked off is a reasonable amount to cover LH’s costs of administering this check
off. Accordingly, the parties agree that LH 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 LH for its reasonable costs of administering the check off.

ARTICLE 16 — GRIEVANCE PROCEDURE

16.1  Definition: A grievance shall be defined as an alleged violation of a specific term or terms of this
Agreement or a dispute regarding the interpretation or application of a specific term or terms of this
Agreement, or when a personnel policy is incorrectly applied to a member of the bargaining unit,

16.2  The time periods set forth in the grievance procedure may, by mutual written agreement, be
extended. If an employee fails to present his/her grievance at the next appropriate step within the
specified time limit, the grievance shall be considered waived and shall not be subject to consideration
under the procedure.

Grievance Procedure: Disputes or differences arising between the Employer and the Union shall be settled
in the following manner:

16.2.1 Step One: The employee, with or without Union representation, shall meet with his/her supervisor
and present his/her grievance, in writing, within fourteen (14) calendar days from the date the employee
knew or reasonably should have known of the occurrence of the matter giving rise to the grievance. The
grievance shall specify the section or sections of the Agreement which have allegedly been viclated and
the remedy requested. The supervisor shall respond, in writing, within fourteen (14) calendar days of the
meeting with the employee.

16.2.2 Step Two: If the grievance remains unresolved at Step One, the employee may, within seven

(7) calendar days of receipt of the supervisor’s written response, advance the grievance, in writing to the
director of the employee’s department. The director will schedule a meeting with the employee following
receipt of the written grievance. The director shall issue his/her written response within fourteen (14)
calendar days following the date of the meeting.

16.2.3 Step Three: If the grievance is not resolved at Step 2, the employee and/or the Union may



20

advance the grievance, within seven (7) calendar days of receipt of the department director’ response by
providing the Hospital Administrator and Union a copy of the grievance as submitted at the previous step.
The Hospital Administrator will, within fourteen (14) calendar days schedule a meeting at which the
grievance will be heard. The Hospital Administrator will, within fourteen (14) calendar days followmg
the aforementioned meeting, issue his/her written response to the employee and the Union.

16.2.4 Arbitration: If the grievance is not setiled on the basis of the foregoing procedure, and if the
grievant and/or the Union have complied with the specific time limitations specified in the previous steps
of the procedure the Union may within fourteen (14) calendar days of receipt of the response provided at
Step 3, notify the Hospital in writing (e-mail or fax) of their intent to submit the grievance to Arbitration.
As set forth in 16.4 the parties following notification of the Union to submit the matter to Arbitration,
may, by mutual agreement, elect to use mediation. If there is no agreement to mediate the matter, either
the Union or the Employer may initiate the Arbitration process by requesting the Federal Mediation and
Conciliation Service or Public Employment Relations Commission to supply a list of eleven (11)
Arbitrators. The parties shall alternately strike names from the list until one name remains and who shall
serve as the Arbitrator. The party to strike first shall be determined by coin toss.

Nothing in this provision shall be construed to prevent the parties from mutually agreeing on an
Arbitrator, with preference being given to neutral third parties in Eastern Washington.

The decision of the Arbitrator, if within the scope of this Agreement, shall be final and binding on all
parties. Each party shall be responsible for its own expenses including the time of any witnesses and
attorney fees. Each party shall bear one-half (1/2) of the fee of the Arbitrator and any other expense
jointly incurred incident to the arbitration.

16.2.5 The parties may, by mutual written agreement, use mediation in an attempt to resolve the
grievance prior to initiating the Arbitration process, including the selection of an Arbitrator. However, it
is understood and agreed that mediation shall not be considered a step in the grievance procedure, but
rather a less costly process the parties have agreed to use in an attempt to resolve the dispute prior to
pursuing Arbitration. It is further agreed that any proposed settlements, unless committed to writing and
signed by the parties, shall not be final or binding on either party. Should mediation not result in a
resolution to the dispute, the grievance may be pursued, immediately following mediation, by either party
in Arbitration.

ARTICLE 17 — UNION DELEGATES

17.1  Union Delegates: In an effort to settle complaints at the lowest possible level, the Union has
established a Union Delegate system. The Union shall designate its delegates and alternative delegates
from among employees in the bargaining unit. Union Delegates will be recognized by the Employer as
representing the Union upon receipt of written notification from the Union of the identity of the Union
Delegates.

17.2  Presence of Union Delegates in Disciplinary Action: Delegates may be present to act as observers
for employees being investigated for or receiving disciplinary action if requested by the employee.

17.2.1 Release Time: Union Delegates will be granted unpaid release time as needed to adjust
grievances.

17.2.2 Subiject to appropriate advance notice and scheduling requirements, Union Delegates and
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negotiating committee members (not to exceed six (6) total employees in any calendar year) may request
paid time off work of one (1) day (eight (8) hours) per calendar year of education leave time to attend
Union-sponsored training in leadership, representation and dispute resolution.

ARTICLE 18 - HEALTH INSURANCE

18.1  Eligibility: As a Public Employee Benefit Board (PEBB) participating employer group, the
Hospital will follow PEBB eligibility requirements to determine employee eligibility. Beginning the first
of the month following the date of hire, an employee is eligible if they are anticipated to work an average
of at least eighty hours per month and are anticipated to work for at least eight hours in each month for
more than six consecutive months (WAC 182-12- 114(1)). This plan includes major medical, prescription
drug, and dental.

18.1.1 Dependents: Eligible dependents may be included on the medical and dental insurance plan
through employee’s paid payroll deductions.

18.2  On-the-Job Injury: The Hospital will continue to pay the medical insurance premium for an
employee who is off work due to an on-the-job injury for a period of two (2) months following the loss of
eligibility due to lack of hours worked. Employees off work for more than 60 days shall be eligible for
COBRA (pre-paying their full monthly insurance premium) for a period of 18 months, If they return to
work and become eligible for group insurance coverage before the 18-month period ends, the Hospital
will again pay the Employer portion of the premium.

18.3  Carrier Alteration: In the event of cancellation or alteration by the insurance catrier, or a
substantial increase in premium, the Hospital will use its best efforts to secure another carrier to provide a
comparable level of benefits to the employees at a premium rate not to exceed that rate paid by the
Hospital in 2009 with this rate to rise by 10% per year. If Hospital is unable to secure another carrier at
this not to exceed rate, Hospital and Union will meet to negotiate the choice of either securing a different
level of benefits with the not to exceed rate or increasing the amount of the employee’s payment of
premiums to cover the difference between the not to exceed rate and the premium cost to secure a
comparable level of benefits. Within seven (7) days after Hospital receives a health insurance bid
proposal with identified rates, Hospital will provide notice to Union of receipt of the insurance bid
proposal and Hospital’s decision to either accept the initial proposal or evaluate other options.

184  Health Benefits Committee: A health benefits committee will be formed as a subcommittee of the
conference committee no later than April 30, 2010, with the purpose of reviewing and exploring health
benefit options. The committee shall include employee and employer representatives and may include a
Union representative. Available alternatives that may be considered include the current trust, self-insured
coverage, PEBB state plan and other options. After a timely review, the committee may make
recommendations to management.

ARTICLE 19 — NON DISCRIMINATION
19.1  Application: The Employer and the Union shall not discriminate on the basis of an employee’s
race, creed, color, age, sex, national origin, marital status, sexual orientation, or the presence of sensory,

physical or mental handicap, provided that bona fide occupational requirements and the ability to perform
the essential requirements of the job are not thereby waived.

19.2  Gender: Where gender has been used in any job classification or provision of this Agreement, it is
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used solely for the purpose of illustration and shall not in any way be used to designate the sex of the
employee eligible for the position or benefits contained in the provisions of this Agreement.

The Employer shall not discriminate on the basis of union membership or union activity against any
employee.

ARTICLE 20 - MANAGEMENT RESPONSIBILITY

20.1  The Union recognizes that the Employer has the obligation of serving the public with the highest
quality of medical care, efficiently and economically, and/or meeting medical emergencies. The Union
further recognizes the right of the Employer to operate and manage the Hospital, including but not limited
to the right to require standards of performance and to maintain order and efficiency, to direct employees
and to determine job assignments and working schedules; to determine the materials and equipment to be
used; to implement improved operational methods and procedures; to determine staffing requirements; to
determine the kind and location of facilities; to determine whether the whole or any part of the operation
shall continue to operate; to select and hire employees, to promote and transfer employees; to discipline,
reassign or discharge employees for just cause; to lay off employees for lack of work; to recall
employees; to require reasonable overtime work of employees; and to promulgate rules, regulations, and
personnel policies, provided that such rights shall not be exercised so as to violate any of the specific
provisions of this Agreement. The parties recognize that the above statement of management
responsibilities is for illustrative purposes only and should not be construed as restrictive or interpreted so
as to exclude those prerogatives not mentioned which are inherent to the management function. All
matters not covered by the language of this Agreement shall be administered by the Employer on a
unilateral basis in accordance with such policies and procedures as it from time to time shall determine.

ARTICLE 21 — SEPARABILITY

21.1 Tt is the belief of both parties to this Agreement that all provisions are lawful. If any Section of
this Agreement should be found to be contrary to existing law, the remainder of the Agreement shall not
be affected thereby and the parties shall enter into immediate collective bargaining to resolve the problem
with the disputed section.

ARTICLE 22 - BEREAVEMENT

22.1  An employee suffering a death in the immediate family may be granted up to three consecutive
(scheduled) workdays off with pay. If travel is required at a distance exceeding 500 miles from the
employee’s home, the employee may take an additional two (2) workdays off without pay or the
employee may use two (2) accrued PTO days if available.

A family member is defined as:

22.2  Family member means a child, grandchild, grandparent, parent, sibling, or spouse of an
employee, including in-laws family, and also includes any individual who regularly resides in the
employee’s home or where the relationship creates an expectation that the employee care for the person
and that individual depends on the employee for care. “Family member” includes any individual who
regularly resides in the employee’s home, except that it does not include an individual who simply resides
in the same home with no expectations that the employee care for the individual.

22.2.1 Child, means biological, adopted, or foster child, stepchild, grandchild, or child who the parent
stands in loco parentis, is a legal guardian or is de facto parent, regardiess of age or dependency.
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22.2.2 Parent means biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of an
employee or the employee’s spouse or registered domestic partner, or person who stood in loco parentis
when the employee was a minor child.

22.2.3 Spouse means; husband, wife or state registered domestic partner as defined by RCW 26.60.030

2224 A household member is defined as persons who reside in the same home who have reciprocal
duties to and do provide financial support for one another. This term does not include persons sharing the
same house when the living style is primarily that of a dormitory or commune.

22.3  Employees must notify their department supervisor as soon as possible of their need for leave due
to death in the immediate family. The Hospital reserves the right to require employees to provide written
evidence of death and evidence of relationship to the deceased prior to approving eligibility for payment
of leave.

ARTICLE 23 — JURY DUTY

23.1  Employees missing scheduled work periods due to required jury duty, or appearing as witness in
litigation involving the Hospital, or the employee’s work in the Hospital, will be paid an amount which,
when added to fees paid by the court or litigants, will equal the regular rate of pay exclusive of shift
differential, charge premium, call and overtime.

Employees must promptly notify their department manager when called for court service.
ARTICLE 24 - ALCOHOL AND CONTROLLED SUBSTANCES

24.1  General Principals: As an Employer, the Hospital is required to adhere to various Federal, State
and local laws and regulations regarding alcohol and substance use.

The Hospital also has a vital interest in maintaining safe, healthful and efficient working conditions for its
employees. Being under the influence of a controlled substance or.alcohol on the job potentially presents
serious safety and health risks to the user, the patient and also to all those working with the user. The
possession, use or sale of a controlled substance which may alter mental and physical abilities, or the use
of alcohol in the workplace also present an unacceptable risk to safe, healthful efficient operations.

Within the legal framework and with these basic objectives in mind, the parties hercby establish the
following policy with regard to use, possession or sale of alcohol or controlled substances that may alter
mental and/or physical abilities.

The objective of this Agreement is to ensure a safe, productive work environment for everyone. Further, it
is the Hospital’s desire to help any employee who has a substance abuse problem to resolve that problem.

The Hospital will provide adequate training to supervisors to allow these individuals to recognize the
signs of alcohol or drug abuse.

242  Resources: Professional assistance for resolving employee alcohol or substance abuse problems is
available throngh the Hospital’s medical insurance program and through the employee assistance

program. Requests for such help may be made through the supervisor. Requests for this assistance will be
treated confidentially (no entries in the employee’s file), and the employee will be directed to professional
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organizations that can provide in-patient, out-patient and post-treatment care.

Reasonable Cause: Whenever a supervisor has reasonable cause to believe that an employee is under the
influence of a controlled substance or alcohol while on duty, another supervisor shall be called to confirm
that reasonable cause exists to belicve that the employee is under the influence of a controlled substance
or alcohol. Efforts will be made to use a supervisor from another department as long as confidentiality can
be maintained. Reasonable suspicion may include, but is not limited to, the following:

Bloodshot eyes and/or large, fixed pupils
Implication of a drug activity {(possession, sale)
Suspected theft of a controlled substance from the hospital

1. Impairment of an employee’s faculties

2. Odor of alcohol on the breath

3. Slurred speech or rapid, incomprehensible speech
4. Inability to concentrate

5. Unsteady gait

6.

7.

8.

243  On the job use of alcohol or illegal possession or sale of controlled substances:

Alcohol: Consumption of alcohol by any employee while on duty is prohibited. Consumption of alcohol
in a Hospital facility or on Hospital premises is prohibited unless consumed at a private or public
function, or as authorized by a liquor catering permit valid in the State of Washington.

244  Controlled Substances: Conviction of a violation of local, State or Federal statute involving the
use, sale, purchase, transfer or possession of a controlled substance on Hospital premises by any
employee shall result in disciplinary action, up to and including termination.

When a supervisor has reasonable grounds to believe that an employee is selling, transferring or in actual
physical possession of an illegal controlled substance on Hospital premises, the Police shall be notified.

The Hospital shall adhere to all State guidelines requiring reporting of matters dealing with substance
abuse.

245  Legal Drugs and Medications: Employees who are performing their normal duties should exercise
extreme caution in the use of medication which induce drowsiness, dizziness or other side effects that
could impair the employee’s ability to function efficiently. If an employee should experience any side
effects of a potentially dangerous nature while performing his/her normal duties, he/she should
immediately cease such operations and inform his/her supervisor about the condition. Such incapacitation
shall be treated as any other illness.

24.6  If an employee appears to be under the influence of a controlled substance or alcohol, or such are
in the employee’s possession while on duty, immediate action is required. When this is the situation, the
supervisor should do the following:

24,7  Under the Influence of Drugs or Alcohol: The supervisor should evaluate whether he/she has
reasonable cause to believe that the employee is under the effects of alcohol. If so, the supervisor should
make sure that the employee does not take care of patients or operate moving vehicles or equipment. The
supervisor should ask for confirmation from another supervisor. If the other supervisor confirms the
supervisor’s belief, the employee will be given the appropriate laboratory test and be sent home. If the
employee refuses to take the test, disciplinary action related to the use of drug and alcohol on the job may
be given. Such disciplinary action may include any level of disciplinary action up to and including
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termination, but shall be subject to the grievance procedure. If the employee agrees to take the test, any
potential disciplinary action will be delayed pending test results.

24.7.1 Iftest results are negative, the employee will receive no disciplinary action and shall receive
apologies from the supervisor making the determination. If the test results are positive, the employee may
request that a second testing be done, using a portion of the sample reserved under proper conditions for
this purpose. If the second sample is positive, the employee shall be offered a chance to go into a
treatment program. If the employee refuses, he/she shall be subject to immediate action, up to and
including termination.

24.8  Supervisors should offer to arrange for a ride home for the affected employee. If the employee
refuses the ride home and the supervisor believes the employee is in no condition to operate a motor
vehicle, he/she should notify the Police.

249  Ifthe affected employee elects to take the test, the supervisor should make provisions to escort
the employee to the test site. Under no circumstances shall a supervisor allow an employee who appears
to be under the influence of alcohol or a controlled substance to drive. If the supervisor is unable to stop
the employee from driving, the supervisor shall immediately notify the Police.

24.10 Use, Possession or Sale of Illegal Controlled Substances: Use of controlled substances shall be
treated identically to procedures outlined in subsection 1 of this section dealing with alcohol. Actual
physical possession or sale of a controlled substance is a matter for the Police. The supervisor shonld call
the Police, as physical possession and/or sale are not suspicions but constitute evidence of potential
commission of a felony.

24.11 If an employee voluntarily undergoes and successfully completes all phases of the
alcohol/substance treatment plan, potential disciplinary action shall be placed in abeyance for a period of
two years. If an employee has had no additional alcohol-related problems at the end of the two years, all
record of the incident shall be removed from the employee’s file. An employee shall be able to take
advantage of this provision twice and only twice during the course of his/her employment with the
Hospital. A third incident shall result in dismissal. Such dismissal is subject to the grievance procedure.
Section C: Steps in obtaining a drug screen:

1. Contact the supervisor of laboratory or the appointed acting agent. This will eliminate any loss of
confidentiality.

2. Consent and requisition forms and full instructions are available in the Laboratory. These packets
are to be used to insure proper collection and handling procedures.

3. If the use of alcohol is suspected, the employee shall have the choice of selecting a urine or blood
analysis. Documentation of “chain of custody” must be made starting at the time the specimen i3
drawn/collected. A form entitled “Urinalysis Specimen Collection Request and Custody form™ is
included in the packet. All specimens will be sent to a mutually agrecable laboratory.

4, A signed consent form must be obtained from the employee prior to the draw/collection of the
sample. The employee’s signature must be witnessed by at least one other person. The date and

time of consent must be noted on the form.

5. Blood will be drawn by a physician, registered nurse or laboratory technologist. Urine specimens
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will be verified through temperature and pH testing.

6. If the specimen is collected outside the Laboratory, the entire specimen must be accompanied by
two people, the steward and the supervisor or person requesting the specimen. Test results will be
reported to the Personnel Manager.

7. Positive test results will be re-tested for confirmation. A new consent form will be required to
repeat the procedure. Positive results will be reported to the Laboratory Supervisor, who will then
communicate the results to the Administrator. If either the Laboratory Supervisor or the
Administrator is unavailable, the results will be reported to the Director of Personnel. The written
test results will then be placed in the employee’s personnel file. The results are confidential and
will not be released. Employees who test positive twice will be permitted to bring written
evidence to rebut the results.

8. All tests on the sample will occur in a lab certified to make such tests.

9. The accused employee may request the presence of a steward at the testing. The steward must be
available within one half-hour.

24.12 Right of Appeal:

Employees disciplined for violations of this policy shall have the right of appeal through the grievance
procedure. Guilt is not established under this policy by the mere refusal to take the urinalysis or blood
test, but must be established by the normal standards of evidence in such cases in labor relations.

2413 Supervisors and Management Personnel:

The Hospital recognizes that managerial and supervisory personnel may also engage in abuse of alcohol
and controlled substances. The Hospital has assured the Union that the same rigorous standards of
enforcement and assistance shall be used for supervisor and managerial personnel as for bargaining unit
employees. For this reason the Hospital has provided an avenue for reporting suspected managerial abuse
to the appropriate superior. In the event a manager is reasonably suspected of use of alcohol or controlled
substance on the job, an employee may report the incident to the Department Manager of his/her
department or, to the next level manager, then to the Hospital Administrator as appropriate. The Union
agrees with the Hospital that neither this procedure nor the above procedure covering bargaining unit
employees shall be used to harass or intimidate an employee or supervisor.

24.14 Screening Applicants:
It is understood between the parties that during the life of this Agreement the Hospital has the option of
initiating a program to screen applicants for drug and alcohol use prior to employment.

ARTICLE 25 - COMPLETE AGREEMENT

25.1  The parties acknowledge that each has had the unlimited right and opportunity to make demands
and proposals with respect to any matter deemed a proper subject for collective bargaining. The results of
the exercise of that right and opportunity are set forth in this Agreement. Therefore, the Employer and the
Union for the duration of this Agreement each voluntarily and unqualifiedly agree to waive the right to
oblige the other party to bargain with respect to any subject or matter specifically discussed during
negotiations or covered in this Agreement unless mutually agreed upon.

ARTICLE 26- DISASTER
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26.1  The Hospital shall be relieved of any and all obligations hereunder related to scheduling, lunch
and rest periods, job posting, shift changes and transfers, in the event of and during the term of a disaster
or catastrophe such as, but not limited to, a fire, flood, explosion, power failure, earthquake, or other act
outside the control of the Hospital and the hospital to implement an external triage and disaster and/or
internal triage and emergency response plan.

ARTICLE 27 — UNINTERRUPTED PATIENT CARE

27.1 No Strike: The parties to this Agreement realize that the Employer provides special and essential
services to the community, and that for this and other humanitarian reasons, it is the intent of the parties
to settle disputes by the grievance procedure provided for herein. It is therefore agreed that during the
term of this Agreement there shall be no strikes, including any sympathy strikes, work stoppages,
slowdowns, or any other activity that interrupts or impedes work, or the delivery of goods, services, or
patients, to the Hospital. No officers or representatives of the Union shall authorize, instigate, aid or
condone such activity. In the event of any such activity, the Union and its officers and agents shall do
everything within their power to end or avert the same. Nor shall any employee refuse to cross any other
labor organization’s picket line.

27.1.1 Any employee who is found to have violated this Article shall be subject to immediate discipline
including possible discharge. Nothing contained in this section shall prevent the affected employee from
availing herself/himself of the grievance procedure should a dispute arise over the application of this
Article.

272  No Lockout: The Employer shall not engage in any lockout during the term of this Agreement.

ARTICLE 28 — DURATION

The effective date of this Agreement shall be January 1, 2025 and shall continue in full force, and effect
through December 31, 2027. Should either party desire to amend or terminate the terms of this
Agreement, said party shall serve the other with written notice nor less than ninety (90) calendar days
prior to the expiration date of its intent to negotiate a new agreement. Should such timely notice be
served, bargaining shall commence at a date, which will be mutually agreed upon by the parities.

8/27/2025
By B . By g NLE = —
Tyson Lack, CEO Jane Hopkins, RN, Presiden
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding- Deferred Compensation Program

All employees under this CBA should be able to participate and contribute to the Deferred
Compensation program.

Profit Share Program- Full-time and Part-time employees as defined by Section 3.1 and 3.2 of
this CBA shall receive the employer match. Lincoln Hospital shall match 3% for employees
who contribute 3% to the Deferred Compensation program and match 4% for employees who
contribute a minimum of 4% to the Deferred Compensation program.

D/ % 8/27/2025
[ Ly

By _ _._.'" ~ AN - —
Tyson lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding: Weekends

The current NOC work schedule for RNs and NACs has an “island day” that often leaves little room for
rest or recovery. Both parties understand that the current weekend timeframes set for 12- hour shifts (as
defined in Article 3.10) is the primary cause of this “island day.” In an effort to remove the “island day,”
the Nurse Staffing Committee and NOC shift staff will meet to redefine the weekend hours and develop a
new NOC schedule for RN and NAC staff working Acute Cure, TCU, and ER. The weekend hours can be
set to resolve the schedule concerns of NOC shifts as long as the weekend hours paid do not exceed 48
hours. The Staffing Committee will resolve this issue no later than one hundred and eighty (180) days
after the ratification of this agreement. This timeline can be exteaded only by mutual agreement.

8/27/2025
By [/ 7 I By VYN —
Tyson Lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding: Emergency Room Staffing

Staffing concems in the ER are a concern for both parties. In an effort to resolve staffing problems in the
Emergency Room, the Staffing Committee will meet to discuss staffing in the department no later than
one hundred and twenty (120) days after the ratification of this agreement. Agenda items will include but
are not limited to nurse coverage, the number of staff assigned to the Emergéncy Room, floating policies
and practices, and the potential creation of an ER Tech or similar position. The Staffing Committee will
also meet again within the first quarter of 2024 to discuss staffing in the Emergency Room.

_/-f‘/’ -
/ 8/27/2025
By _/[~7 — By = — e
Tyson Lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding: Staffing

The Hospital strongly supports the proposition that adequate staffing is necessary to meet the needs of our
patients and provide quality care. In order to ensure that the Hospital is staffed appropriately, both with
the necessary number of registered nurses required to care for the patients’ clinical needs, as well as the
necessary number of other patient care services staff, the Hospital agrees to assess patient care
requirements which can be converted into RN and other patient care services staffing requirements, and,
where deemed necessary, adjust the baseline/core staffing for all patient care areas.

The Union and the Hospital agree to implement a joint process in compliance with Washington State law,
which covers RNs, LPNs, unlicensed and assistive personnel providing direct patient care.

Joint Staffing Committee
Such as the Hospital has established a Joint Staffing Committee, the primary responsibilities of the
committee will be:

1. Develop and provide oversight of an annual patient care unit and shift-based staffing plan, based
on the needs of the 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:

a. Census, including total numbers of patients on the unit on each shift and activity such as
patient discharges, admissions, and transfers.

b. Level of intensity, as determined by the nursing assessment of all patients, and nature of
the care to be delivered on each shift;

¢. Skill mix required;

d. Level of experience and specialty certification or training of nursing personnel providing
care of available staff;

e. The need for specialized or intensive equipment;

f. The architecture and geography of the patient care unit, including but not limited to
placement of patient rooms, treatment area, nursing stations, medication preparation
areas, and equipment;

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

h. Hospital resources and finances may be taken into account.

2. Semiannual review, or more often as indicated, of the unit based staffing plan against need and
known evidence-based staffing information, including the nursing sensitive quality indicators
collected by the Medical Center.

3. Review, assessment and response to staffing concerns presented to the Committee;

4. The Joint Staffing Commitiee will produce the hospital’s annual nurse staffing plan, and present
it to the Medical Center’s Chief Executive Officer.

5. If the staffing plan report compiled by the Joint Staffing Committee is not adopted by the Medical
Center, the CEO shall provide a written explanation of the reasons why to the Committee.

6. The Joint Staffing Committee will agree upon the format of the public posting in addition to the
components that will be reported (unit matrix, staff required, and staff available).

7. Collect and report nurse sensitive quality outcome data as re commended by the Ruckelshaus
Center Steering Committee.
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Composition

Composition of the Joint Staffing Committee shall be composed of at least 50% direct care nurses and
nursing staff (HUCS and NACS) to include nine (9) representatives, selected by the Union, and
management representatives as determined by the Hospital. Participation in the Joint Staffing Committee
by a Hospital employee shall be on scheduled work time and compensated at the appropriate rate of pay.
Joint Staffing Committee members shall be relieved of all other work duties during meetings of the
committee.

Non-retaliation

The Hospital will not retaliate against or engage in any form of intimidation of an employee for
performing any duties or responsibilities in connection with the Joint Staffing Committee, or an employee
who notifies the Joint Staffing Committee of the Hospital administration of his or her concerns about
nurse staffing.

The terms and conditions of this LOU shall not be subject to the grievance procedure and arbitration
provision of the party’s collective bargaining agreement.

7Z’ 8/27/2025
By By :

Tyson Lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding: Weekend Work

The Hospital and the Union agree that employees shall not be required to work more than two
consecutive weekends (a Saturday or a Sunday). If Hospital is unable to schedule employees in such a
way as to avoid working more than two consecutive weekends the staffing committee should be convened
to address the problem,

e 8/27/2025
By N By =
Tyson Lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW



Letter of Understanding: Meal Space and Break Locations

The parties agree that should the “old lunch box™ no longer be available for employee use, the parties will
meet and discuss alternative space/locations for employee lunch/break use; this meeting shall be
information shating and advisoty only. The Hospital reserves the exclusive right to determine appropriate
locations for employee lunch and break use.

AT 8/27/2025
f
By /7 By B _
Tyson Lacy, CEC Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Letter of Understanding: EMT Incentive

The parties have agreed to an incentive program for the EMT’s. This trial incentive program starts on
April 1,2017 and ends on December 31, 2017. If at the end of December 2017, it is determined that the
trial program is unsuccessful, the parties will meet to discuss other incentive options at that time. The
employer shall provide the Union fourteen (14) days’ notice of the termination of the pilot program. At
that time the parties will secure dates to meet and discuss other options to incentivize the needs of the
EMT schedule.

/Z 8/27/2025
By y ) B By "¢ B

Tyson Lacy, CEO Jane Hopkins, RN, President

For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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Memorandum of Understanding: Restrueture

Unit merger and/or restructure shall be defined as the combining or division of separate units or
departments, a change in department that affects FTE, pay, shift or scheduled change of more than two
hours and/or impacting more than two people. 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
a least thirty (30) days advance notice prior to ta upit merger or significant restructure. During this thirty
(30) day period, the Employer and the Union will meet to discuss the changes.

The employer shall use the established Conference Committee to address specifics of the restructure
following the description of the committee in Article 6.7.

Possible guidelines for the specifics of restructure could include:

Employees may bid for the same shift/same FTE they had prior to the restructure based on seniority,
providing skill, competence and ability are considered substantially equal. If through this bid process an
employee is unable to retrain the same shift/same FTE they had prior to the restructure, the employee may
choose to bump to other shifts/FTE based on seniority, providing skill, competence and ability are
considered substantially equal. If an employee is not assigned a position on the new or restructured
department or unit, the employee shall be considered to be laid off and shall have the options identified in
Article 5.5

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 descriptions shall include the positions ‘E{E, shift and work schedule.

7,
Tyson Lacy, CEO Jane Hopkins, RN, President
For Lincoln Hospital District #3 For SEIU Healthcare 1199NW
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LINCOLN HOSPITAL/SEIU 1199NW ACUTE/TCU SCHEDULING GRIEVANCE
SETTLEMENT

All current HUC and NAC positions will remain in a regularly rotating schedule. All positions that are
vacated will remain in a regularly rotating schedule and be posted as such. Exception: the part time float
HUC and part time float NAC positions that ware created recently as a variable float position. (Jessica N.
& Darla 1.}

Lincoln hospital may at some time in the future add FTE HUC/NAC positions that at their discretion may
be created as a variable or float position.

Lincoln Hospital has requested that two (2) DAY and two (2) NOC RN current positions are moved into a
variable schedule position. These schedules will have a guarantee of hours and shifts but will not be on a
rotating schedule. These schedules will have two (2) weekends off a month. These positions would be the
current positions filled by Colleen H. (Days), Katrina

W. (Days), Vincent (NOC) and one (1) additional posted full time (NOC) position. The two

recently created RN Day/Noc float positions will remain on a variable/float schedule. ( Michelle W. + 1
open position)

Lincoln Hospital’s rational for the four (4) additional variable positions is to have the flexibility to evenly
space out staff vacancies during times of requested vacation, education, FMLA. These types of schedules
will also assist in maintaining appropriate skill mix, such as preventing two (2) new graduates working
the same shift.

Through the staffing committee we will be working on a plan to provide variable schedule employees the
ability to request a specific number of personal days off per schedule to help accommodate scheduling
appointments and/or future obligations.

Lincoln Hospital agrees all other Nursing positions will remain in a regularly rotating schedule and when
vacated will be posted as a regularly rotating schedule shift.

Lincoln Hospital agrees that should the need arise to change scheduling practices, those proposed changes
would be brought to the staffing committee in hopes of working out a solution that meets both hospital
needs and impacted employee needs.

Lincoln Hospital has brought forward a drafted plan that would potentially change the length of posted
schedules and scheduling time frames. Lincoln Hospital’s goal is to increase scheduling transparency and
to alert staff in a more timely manner of schedule needs, with the hope that it will better help staff
determine their ability to pick up extra shifts, move scheduled shifts (if staff are able), while maintaining
appropriate staffing mix and decreasing agency use. This plan will be taken to the staffing committee to
work on details.

Lincoln Hospital agrees to identify all positions as follows: 1.Regularly Rotating Schedule, 2.Variable
Schedule or 3. Float Schedule. This will be consistently used to avoid any confusion on what type of
schedule the position falls in.

i
By / “%7 By

Tyson Laci/, CEO Jane Hopkins, RN, President

8/27/2025
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For Lincoln Hospital District #3

For SEIU Healthcare 1 199NW



LUMP SUM BONUS

The Employer will pay a lump sum stipend in January 2018 for the 2017 year actual hours worked to the
following employees. The lump sum for all employees listed will only occur one time in January 2018 for
actual hours worked in 2017,

Name Current Wage/ | Y2 Y3 TY4
Y1
Daniel Sullins | 28.24 (1.5% | 28.39 28.82 W 29.25 ‘
- (lumpsum) N | S
Robin 23.42 (1.5% 23.69 24.05 ‘ 24.41
| Costello | lump sum) | /.
Jeanne | 24.95 (1.5%
Newcomb lump sum)
. {Supp) | R ‘ |
Herbert Flier | 36.24 (1.5% 36.78 37.33 1 37.90
 (Supp)  lump sum) | | —
Jodi Devous  32.94 (1.5% | 33.44 33.94 | 3445
| lump sum) B - I
Karen 32,94 (1.5% 33.44 33.94 34.45
' Robinson lump sum) | 1
Linda Schmidt  35.53(1.5% | 36.16 36.88 ' 37.62
 lump sum) _ | ] B
A mﬁw\
, j 8/27/2025
By /=7 _ o By ;
Tyson [ acy,"fCEO Jane Hopkins, RN, President

For Lincoln Hospital District #3 For SEIU Healthcare 1199NW



Appendix A
Effective the first full payroll period beginning on each year, January 1, 2025 and January 1, 2026 each
employee in the following job classes will receive the corresponding increase in their base rate of pay.
This wage increase applies to all wage steps and job codes on the wage scale for each grade and will be
reflected in the wage tables in Appendix A.

Inactivate job codes- Effective January 1, 2025 the following job codes shall be inactivated:
e L1833 RN Clinic
e 1.187/L188 House Supervisor
e 1201 Uncertified Surgical Tech
o [.280/L281 Facilities Screener
o 1844 Self Pay Specialist
e 1845 Accounting Tech

Job Job Grade | 1/1/2025 ‘ 1/1/2026

L110 NAC 2 10.00 % {5.00 % ‘
1250 STERILE PROCESSING TECH 2 1000 % |500 %
L410  LABCLERK 2 1000 % 500 %
L111 NA C SUPPLEMENTAL 3 1000 % |500 %
L1251 SUPPLEMENTAL STERILE PROCESS 3 11000 % 500 %

1411  LAB CLERK SUPPLEMENTAL 3 1000 % 500 %
L290 EMTB 4 1000 % |500 %
1293  EMTIV 6  |1000 % |500 %
L294  EMTA 8 1000 % 500 %
L295  PARAMEDIC 10 1000 % |500 %
1425 | PHLEBOTOMIST 12 400 % 300 %
,L710 | TRANSCRIPTIONIST 1277 400 T% [3.00 %
[426 | SUPPLEMENTAL PHLEBOTOMIST |13 | 4.00 }% 3.00 %
L711 | SUPPLEMENTAL TRANSCRIPTIONIST | 13 400 [% |3.00 %
1758 | SURGICAL PRACTICE COORDIN 14 500 (% |4.00 %
1759 | SUPPLEMNTAL SURGICAL PRC 5 500 Y% 400 %
I R R D
|L160 |URCOORDINATOR ~— |16 500 % |400]%
‘LL515 OCCUPATIONAL ASST 16 500 % |4.00|%
'L8s4 | DESKTOP SUPPORT TECHNICIA |16  |5.00 % B 2T0| %
‘lfzi'é'b ET\H— 118 7 300 | % "3."0‘6“ 1%~




al

1431
L170
LA66
1468
L171

| 1467
1469
L510
LA8S
1487
LA20
L421
1473
L474
L180
L189
L192
1.202
L210
L181
L191
L203
L211
1240
1550
L604

'L650
L241
L551
L605
L651
L560

SUPPLEMENTAL MT
LPN HOSPITAL
'RAD TECHNOLOGIST R
MAMMOGRAPHY TECH
LPN HOSPITAL SUPPLEMENTAL
SUPPLEMENTAL RAD TECH REG
SUPPLEMENTAL MAMMOGRAPHY
PHYSICAL THERAPY ASST
RESPIRATORY THERAPIST
RESPIRATORY THERAPIST SUP
MLT
MLT SUPPLEMENTAL
ULTRASOUND TECH
SUPPLEMENTAL ULTRASOUND T
RN ACUTE CARE TCU
PAR NURSE
STAFF DEVELOPMENT
PAIN CLINIC RN
SURGICAL CIRCULATOR
RN ACU TCU SUPPLEMENTAL
PAR NURSE SUPPLEMENTAL
PAIN CLINIC RN SUPPLEMENT
SURGERY CIRCULATOR SUPPLE
SPD CLERK
DIETARY AIDE
ENVIRONMENTAL SERVICES TE
GROUNDSKEEPER
SUPPLEMENTAL SPD CLERK
DIETARY AIDE SUPPLEMENTAL
SUPPLEMENTAL ENVIRONMENTA
' SUPPLEMENTAL GROUNDSKEEPER
DIETARY COOK

19
20
20
20
21
21
21
22
24
25
26
26
26
26
28
28
28
28
28
29
29
29
29
32
32
32
32
33
33
33
33
34

400

3.00

10.00
l’ 10.00
| 10.00
| 10.00
10.00
10.00
5.00

1 10.00

10.00

| 3.00

[ 3.00
10.00
' 10.00
4.00
4.00
4.00
4.00
| 4.00
4.00
4.00
4.00
4.00
6.00
6.00
6.00

T 6.00
16.00

600

6.00

%
%
%
%
%
%
%
%
%
%
%

| %

i %

%

%

e
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%

3.00
7.00
7.00
7.00
7.00
7.00
7.00
i 4.00
6.00
6.00
3.00
‘ 3.00 -
1 6.00
‘ 6.00
14001
' 4.00
4.00
‘ 4.00
4.00
4.00
4.00
4.00
4.00
| 5.00
5.00
5.00
5.00
15.00
1 5.00
| 5.00
15.00
4.00

%
%
%o
%
%
%
%
%
%
%
%
%
%
%
%
%
%o
%
%
%
%
%
%
%
%
%
%
%
%
%
%
%




H2

IDELI COORDINATOR "3'71 400 % | 4.00 ] %
IJAI:II:I:E)I}_ _‘___J' 34 | fﬂo_ % |4.00 %
MAINTENANCE ASSISTANT 34 400 % |400 %
DIETARY COOK SUPPLEMENTAL 35 | 400 % | 400 %
DELI COORDINATOR SUPPLEME 35 (200 |% 400 %
ACTIVITY ASSISTANT - 36 800 % |7.00]|%
HEALTH UNIT COORDINATOR 36 | 800 % m{‘%‘
LEAD DIETARY COOK 36 800 % |7.00 %
MEDICAL RECORDS CLERK 36 800 '% |700 %
PRIOR AUTH COORDINATOR 36 | 800 % |7.00 % |
REFERRAL SPECIALIST CLINI 36 [800 % |700 %
ADMINISTRATIVE SECRETARY 36 800 % |7.00 %
RECEPTIONIST 36 800 % |7.00 %
MEDICAL SECRETARY CLINIC 36 800 % |7.00 %
BILLING CLERK 36 is.oo % | 7.00 %
SUPPLEMENTAL ACTIVITY ASSIST 37 800 % |7.00 %
"HEALTH UNIT COORDINATOR S ‘ 800 % |7.00 %
MEDICAL RECORDS CLERK SUP 37 800 % |7.00 %
"RECEPTIONIST SUPPLEMENTAL 37 500 % 1700 % |
"I BILLING CLERK SUPPLEMENTAL |37 ~ | 800 |% |7.00 % |
| BILLING CODER CLINIC CER “3’8 \ 800 % |7.00]%
'FINANCIAL SUPPORTLIASION |38 800 % [7.00|% |
“| PAINTER _Iﬁb‘"_' 1000 % |700|% |
MAINTENANCE LEVEL 1 40 1000 % |7.00 l%
' IT SUPPORT LEVEL I ' 40 10.00 | % |7.00]%
| TPN CLINIC i "Fﬁi” 1500 |% | %00 % ‘
| LPN CLINIC SUPPLEMENTAL '}“219 T 500 [% (400 % |
| MAINTANENCE LEVEL 2 | 50 1000 | % |7.00,%
REGISTERED MEDICAL ASSIST ;52 8.00 | Ff— '700”5/‘.7—!
MEDICAL ASSISTANT APPREN B 8.00 % |7001%
SURGICAL OFFICE ASST | 52 800 |% |7.00%
SURGICAL TECH CERTIFIED - } 54 1800 [% |7.00]%




43

1206
L345
1851
1870
L872
L351

L1280
L166
L751
L755
L757

SUPPLEMENTAL SURGICAL TEC 55
PHARMACY TECH 58
ACCOUNTS PAYABLE CLERK 58
ACCOUNTING CLERK 58
PAYROLL CLERK 58
SUPPLEMENTAL PHARMACY TEC 59
Transfer of Job Code from old grade to new
grade: o
NON MEDICALLY TRAINED AMB NEW
NURSETECH NEW
CLINIC LAB COORDINATOR NEW
'MEDICAL ASSISTANT CERTIFI NEW
SUPPLEMENTAL MA C NEW

1800 %

1700 %
700 %
700 %
700 %
700 %
10.00 %
1800 %
400 %
400 %
400 %

7.00
[ 6.00
6.00

1 6.00
| 6.00

‘ 5.00
‘ 7.00
\ 4.00
| 4.00
1"4.00

%
%

%

16.00!| %

%
Yo

%
%
%o
%
%




L

Appendix B Job Codes/Grades

2o Job Title Grade
L110  |NAC 2
1250 | STERILE PROCESSING TECH 2
1410 | LAB CLERK 2
L111 | NA C SUPPLEMENTAL 3
1251 | SUPPLEMENTAL STERILE PROC 3
1411 | LAB CLERK SUPPLEMENTAL B 3
1290 | EMTB 4




us

L2093 |[EMTIV 6|
L294 |EMTA : i g
L295 | PARAMEDIC - 10
‘1425 | PHLEBOTOMIST B 12
'L710 | TRANSCRIPTIONIST | 12]
L1426 | SUPPLEMENTAL PHLEBOTOMIST .1
L711 | TRANSCRIPTION SUPPLEMENTA | 13
L758 | SURGICAL PRACTICE COORDIN 14
'L160 | UR COORDINATOR 16
L515 | OTASST COTA | 16|
|L854 | DESKTOP SUPPORT TECHNICIA 16
|L421 | MLT SUPPLEMENTAL 17
'L516 | SUPPLEMENTAL COTA 17
L430  |MT i 18
1431 | SUPPLEMENTAL MT i 19 |
|L170 | LPN HOSPITAL 20 |
L466 | RAD TECHNOLOGIST R 20 |
1468 | MAMMOGRAPHY TECH ) 20 |
L171 | LPN HOSPITAL SUPPLEMENTAL 21
|L467 | SUPPLEMENTAL RAD TECH REG 21|
| L469 | SUPPLEMENTAL MAMMOGRAPHY 21|
'L510 | PHYSICAL THERAPY ASST 22
(1485 | RESPIRATORY THERAPIST 24
1487 | RESPIRATORY THERAPIST SUP |25
1473 | ULTRASOUND TECH 26
1474 | SUPPLEMENTAL ULTRASOUND T 7
'L180 | RNACUTECARETCU 28
'L189 | PAR NURSE i [ 28
'L192 | STAFF DEVELOPMENT 28
‘1202 | PAIN CLINICRN 28
1210 | SURGICAL CIRCULATOR 28
|L181 | RN ACU TCU SUPPLEMENTAL 29
'L191 | PAR NURSE SUPPLEMENTAL 29
|L203 | PAIN CLINIC RN SUPPLEMENT 29




W

'L211 | SURGERY CIRCULATOR SUPPLE | 29
L240 | SPDCLERK - 32
1550 | DIETARY AIDE B | 32
|L604 | ENVIRONMENTAL SERVICES TE | 32
|L650 | GROUNDSKEEPER | 32
|L241 | SUPPLEMENTAL SPD CLERK 33 |
(1346 | PHARMACY ASST SUPPLEMENTA 33|
|L551 | DIETARY AIDE SUPPLEMENTAL B 33 |
L605 | SUPPLEMENTAL ENVIRONMENTA 33 |
1651 | GROUNDSKEEPER SUPPLEMENTA | 33
L560 | DIETARY COOK - 34
1565 | DELI COORDINATOR - 34|
L1665 | JANITOR 34
1667 | MAINTENANCE ASSISTANT . 34
L561 | DIETARY COOK SUPPLEMENTAL .35
L566 | DELICOORDINATOR SUPPLEME 35
L140 | ACTIVITY ASSISTANT - 36
L150 | HEALTH UNIT COORDINATOR 36
1580 | LEAD DIETARY COOK 36
L700 | MEDICAL RECORDS CLERK _ 36
'L746 | PRIOR AUTH COORDINATOR : 36 |
|L749 | REFERRAL SPECIALIST CLINI 36
/1806 | ADMINISTRATIVE SECRETARY 36
/1810 | RECEPTIONIST _ 36
(1812 | MEDICAL SECRETARY CLINIC | 36
1830 | BILLING CLERK _ 36
'L141 | ACTIVITY ASSISTANT SUPPLEMENTAL 37
L151 | HEALTH UNIT COORDINATOR SUPPLEMENTAL | 37 |
|L701 | MEDICAL RECORDS CLERK SUP | 37
1811 | RECEPTIONIST SUPPLEMENTAL -
1831  BILLING CLERK SUPPLEMENTAL 3
L157 | STAFFING SCHEDULER | 38
1836 | BILLING CODER CLINIC CER _ | 38
1842 | FINANCIAL LIASION ANALYST 38




47

| L660 | PAINTER - .40
1670 | MAINTENANCE LEVEL 1 40
1856 | IT SUPPORT LEVEL 1 B 40|
L183 | RN CLINIC B 47
L185 | VISITING NURSE B 47|
L168 | LPN CLINIC ) | a8
L169 | LPN CLINIC SUPPLEMENTAL 4
L751 | CLINIC LAB COORDINATOR 50
'L755 | MEDICAL ASSISTANT CERTIFI 50
L757 | SUPPLEMENTAL MAC 51
1750 | REGISTERED MEDICAL ASSIST 52
| L752 '| MEDICAL ASSISTANT APPREN 52
| L754 [ SURGICAL OFFICE ASST 5
L753  SUPPLEMENTAL MAR ) 53 |
1205 | SURGICAL TECH CERTIFIED - 54
|L206 | SUPPLEMENTAL SURGICAL TEC 55
1420 | MLT B - 56|
1345 | PHARMACY TECH - 58 |
1851 | ACCOUNTS PAYABLE CLERK i 58
L1870 | ACCOUNTING CLERK 58
'L872 | PAYROLL CLERK 58|
L280 | NON MEDICALLY TRAINED AMB 60 |
'L675 | MAINTANENCE LEVEL2 62 |
|L166 | NURSE TECH 64 |
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