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Article 9 — Hours of Work and Overtime

9.1 Work Shift. The normal work shift shall consist of eight (8) hours, ten (10 hours, or twelve

(12) hours (not to mclude scheduled meal perlods) we#k—te—beeempleted—wﬁhmre@%and—ene—

The provisions of section 9.1 and Side Letters B and C are agreed upon pursuant to RCW
49.12.187. To the extent these provisions differ from any statutes and regulations relating to rest
and meal breaks, and the right to wages and overtime for missed rest and meal breaks
(including but not limited to RCW 49.12.480, 49.46.020I, 49.46.090 and 49.52.050, and WAC
296-126-092), the provisions of section 9.1 and Side Letter B and C vary and supersede such
statutes and regulations. These policies will follow the minimum standards for working
conditions of RCW 49.12 and WAC 296-126-092, unless such rights are waived by the
employee.

Employee health and safety will be considered when scheduling rest and meal periods.
Employees may not alter their scheduled rest or meal periods without prior supervisor approval.
Employees who are unable to take scheduled rest or meal periods must report to their shift
supervisor or designee (eg Charge RN, Charge RT, etc) as soon as possible, but no later than
the end of the shift in which they missed their rest or meal period. Additionally, the Employee
must document the missed rest or meal break during the actual shift the rest or meal period was
missed. A missed rest break or meal period that is not documented will be considered as taken
for the purposes of this section.

A. Rest Periods. Employees will be provided with paid 15-minute rest periods for every
four (4) hours worked. Employees must take scheduled rest periods, and it is the
employer’s responsibility to provide uninterrupted rest periods. In the event the
employee is unable to complete the 15-minute paid rest period because they are
required to remain on duty, including as defined in Side Letter B, are required to remain
on-call on the premises, or if they’re called back to work thus interrupting the rest period.
The employee shall be entitled to complete their uninterrupted rest period as soon as
possible. If a full rest period is unable to be completed when scheduled, they will be
appropriately compensated for the entire rest period, unless the timing is waived. Rest
periods may not be used for late arrival or early departure from work.

B. Unpaid Meal Period. Employees will be provided with one unpaid meal period of at
least 30 minutes during any shift that exceeds five hours in length. When an employee’s
unpaid meal period is interrupted by work duties, the employee will be allowed to resume
their unpaid meal period following the interruption, if possible, and to complete the 30-
minute unpaid meal period. In the event the employee is unable to complete the 30-
minute unpaid meal period because they are required to remain on duty, including as
defined in Side Letter B, are required to remain on-call on the premises, or if they’re
called back to work thus interrupting the meal period, the employee shall be entitled to
appropriate compensation for the entire 30-minute unpaid meal period.

An employee whose shift exceeds ten (10) hours (excluding unpaid meal periods) or is
extended at least three (3) hours beyond their scheduled shift will be entitled to a second
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30-minute unpaid meal period. If the Employee chooses to waive the second meal
period requirement, they are responsible for initiating and submitting a waiver. It must be
documented that the waiver was completed prior to waiving the meal period.

C. Paid Meal Period. Employees who are required to work or remain on duty during a
meal period must be paid for the entire meal period, regardless of the number of
interruptions. Employees must be paid for meal periods if:

They are required to remain on duty, including as defined in Side Letter B if they are
instructed and/or required to carry a pager or answer a phone during their meal period.

The employer requires them to remain on-call on the premises or work site in the interest
of the employer, even if they are not called back to duty.

They are called back to work, interrupting the meal period.

D. Combining Rest and Meal Periods: For any work period for which an employee is
entitled to one or more meal periods and more than one rest period, the employee and
the employer may agree that meal and rest periods may be combined. This agreement
may be revoked at any time by the employee. If the employee is required to remain on
duty during the combined meal and rest period, the time shall be paid. If the employee is
released from duty for an uninterrupted combined meal and rest period, the time
corresponding to the meal period shall be unpaid, but the time corresponding to the rest
period shall be paid.

E. Timing: Hospital employees subject to RCW 49.12.480 may also choose to waive the
timing of their rest and meal periods if combining. If the Employee chooses to combine
rest and meal periods, they are responsible for initiating and submitting an agreement to
waive the timing of their meal and rest periods for management’s approval. It must be
documented that the waiver was completed prior to combining the rest and meal
periods. Absent documentation of a waiver, it is deemed that the Employee took their
meal period as required unless otherwise documented in KRONOS. When combining
rest and meal periods, the break period is deemed in order of when the rest or meal
period would have occurred. Example, if a meal period is combined with a later rest
period, the meal period is first, and then the rest period.

Health care workers have specific meal and rest period requirements. UW Medicine has
a Meal & Rest Breaks Policy for Covered Health Care Workers who Provide Direct
Patient Care which is located at the following link: UWM Meal and Rest Break Policy

F. Committee Work: In recognition that meal and rest breaks are an important part of a
healthy and safe work environment and in order to fully implement the provisions of
RCW 49.12, WAC 296-126-092, and this agreement, SEIU Healthcare 1199NW and
Harborview Medical Center agree to the establishment of a Harborview-wide Joint Labor
Management Committee to meet at least on a monthly basis from January 1, 2025
through July 1, 2025 and on a quarterly basis thereafter until July 1, 2026 for one hour.
With mutual agreement, monthly committee meetings may be extended past July 1,
2025. This committee will consist of at least seven (7) members designated by the
Union and at least seven (7) Management representatives. The committee will be co-
chaired by an ACNO and a member designated by the Union. The Employer will provide
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paid release for members to attend the meetings of the committee, including a half hour
pre-caucus and a half hour post-caucus.

9.2 Work Week/Period. A standard work week shall consist of forty (40) hours of work within
seven (7) days, or eight/eighty (8/80) hours within a fourteen (14) day period according to
mutual agreement between the Employer and individual employee.

9.3 Overtime. Both the Employer and Union concur that overtime shall be minimized. In case
overtime is required by supervision, volunteers will be sought first when practicable. Overtime
can be accrued as follows:

e Time worked beyond the regularly scheduled shift in one day,

e Time worked beyond 40 hours in the standard defined work week of Monday through
Sundayin-ene-seven{/)-day-period;

e Time worked beyond 8 hours within a day or eighty (80) hours within a fourteen (14) day
period for employees in an 8/80 schedule. as-defined-above-shall-be-considered
overtime:

Sick leave paid for will not count toward the calculation of overtime. For Respiratory Care
Specialists, only time worked over forty (40) hours in the defined workweek of Monday through
Sunday will be paid at the overtime rate.

All time which is compensated at a rate of time and a half (1 '2) the rate of pay will be
considered overtime whether or not such compensation is characterized as overtime or
premium pay. There shall be no pyramiding or duplication of overtime pay or premium pay paid
at the rate of time and one-half (1 7%).

Overtime work must be approved in advance by the Employer and shall be paid at the rate of
one and one-half times the employee’s straight time hourly rate, or double time for registered
nurses as appropriate.

The straight-time-hourly-reqular rate of pay shall include shift differential.

A. Compensatory Time. As an option to wage payment above, an employee may request to
accrue compensatory time on the basis of one and one-half the amount of overtime
worked, or double time as appropriate. Accrued compensatory time will be scheduled off
in @ manner similar to the scheduling of vacation days requested off.

B. Compensatory Time Cash Out. If compensation is paid to an employee for accrued
compensatory time, such compensation shall be paid at the regular rate earned by the
employee at the time the employee receives such payment.

All compensatory time must be used by June 30th of each year, however if the balance
exceeds 240 hours prior to June 30th, the excess amount will be cashed out to bring the
balance back to 240 hours. The employee’s compensatory time balance will be cashed
out to zero every June 30th or when the employee leaves University employment for any
reason. The employee’s compensatory time balance may be cashed out when the
employee:

1. Transfers to a position in their department with different budget or funding

sources of,
2. Transfers to a position in another department.
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The Employer will maintain its current practices and policies around attendance and discipline.
There will be no disciplinary action related to incremental overtime or related to clocking in/out
without just cause per Article 36.

PA-ARNPs-and-Social Werkers. PA-ARNPs and-socialworkers-may select one of two
methods for the purpose of calculating overtime payment.

Option 1: Fixed scheduled shift and hours. Employee will accrue overtime for hours worked
in excess of scheduled shift. The employee is eligible for daily OT or comp time at one and one-
half (1 72) accrual rate. Employee cannot adjust scheduled hours without approval of HMC
supervisor.

Option 2: Adjustable shift. Employee will accrue overtime for hours worked in excess of eighty
(80) hours in the eighty (80) hour work period. The employee is not eligible for daily OT or comp
time at one and one-half (1 '2) accrual rate unless hours worked exceed eighty (80) hours in an

eighty (80) hour work period. Employee may adjust scheduled hours within the eighty (80) hour

work period in accordance with patient and departmental needs.

The employee may change from one option to the other with written notice to the
manager/supervisor and the payroll coordinator at least four (4) weeks before the beginning of
the next payroll pay period.

Social Workers/Dietitians/Speech Lanquage Pathologists. Social Workers, Dietitians, and
Speech Language Pathologists may select one of two methods for the purpose of calculating
overtime payment.

Option 1: Fixed scheduled shift and hours. Employee will accrue overtime for hours worked
in excess of scheduled shift. The employee is eligible for daily OT or comp time at one and one-
half (1 %2) accrual rate. Employee cannot adjust scheduled hours without approval of HMC

supervisor.

Option 2: Adjustable shift. Employee will accrue overtime for hours worked in excess of forty
(40) hours in the forty (40) hour work period. The employee is not eligible for daily OT or comp
time at one and one-half (1 ¥2) accrual rate unless hours worked exceed forty (40) hours in an
forty (40) hour work period. Employee may adjust scheduled hours within the forty (40) hour
work period in accordance with patient and departmental needs.

The employee may change from one option to the other with written notice to the
manager/supervisor and the payroll coordinator at least four (4) weeks before the beginning of
the next payroll pay period.

The Social Work Department will maintain its practice of allowing 30 minutes of flex time before
and after the scheduled shift start and end times.

9.4 Work Schedules. Unlessprevieushyestablished department practiceis otherwisetThe
Employer shall plan and post a four (4) week schedule at least two-{2)}-weeks sixteen (16) days
prior to the beginning of that four (4) week schedule. Schedule requests shall be submitted to
the Nurse/Department Manager no later than three (3) weeks before the schedule is posted.
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Prior to the schedule being posted, factors such as staff requests, unexpected leaves of
absence or terminations may affect the approval of schedule requests. After the schedule is
posted, an individual employee’s schedule may be changed only by mutual agreement between
the supervisor and employee concerned. This section does not apply to standby, Article 45.6.

The Employer will maintain the existing schedule posting process. Any changes to the schedule
posting process will be made in accordance with Article 40 Mandatory Subjects.

9.5 Weekends — Registered Nurses/Social Workers/PA-ARNPs/Leads: Employer will make
a good faith effort to schedule all employees to every other weekend off, or to two weekends off
out of four successive weekends. Any employee who works more than four (4) weekend shifts
within a four (4) week schedule block shall be paid at the rate of time and one-half (1 V%) the
regular rate of pay for all actual weekend hours worked after four (4) shifts within the scheduled
block. The weekend shall be defined for first (day) and second (evening) shift personnel as
Saturday and Sunday. For third (night) shift personnel, the weekend shall be defined as Friday
night and Saturday night. This section shall not apply to employees who request more frequent
weekend duty or who request weekend work on a continuous basis, or who trade single or
double days on the weekend. This shall not apply to work time spent for educational purposes.
For purposes of this section, time spent on paid time off (sick time off, vacation time off,
compensatory time off), does not count as a weekend shift worked. Stand by shifts and hours
worked when on standby do not count as a weekend shift worked.

9.6 Shift Rotation. Required scheduled shift changes shall be limited to three (3) per four (4)
week schedule period with at least twenty-four (24) hours off between changes. The Employer
will make a good faith effort to limit required shift changes to two (2) per four (4) week schedule
period. A scheduled shift change shall be defined as a change of working hours in which a
majority of working time occurs in a different shift. For purposes of this section, shifts are
defined as days, evenings or nights. Management will make a good faith effort not to create new
rotating shift positions.

Article 9.6 does not apply to Imaging Technologist Supervisors or employee initiated or
requested rotating shift schedules.

9.7 Double Shifts. In the event double shifting is necessary, it will occur through mutual
agreement between the employee and supervision.

9.8 Work in Advance of Shift. When an employee at the request of the Employer, reports for
work in advance of the assigned shift and continues working through the scheduled shift, all
hours worked prior to the scheduled shift shall be paid at one and one-half (1-1/2) times the
employee’s regular rate.

9.9 Rest Between Shifts — Registered Nurses. A good faith effort shall be made to provide an
unbroken period of at least twelve (12) hours off work between scheduled shifts, unless an
individual nurse’s request for variation to this is approved by supervision. Nurse(s) regularly
scheduled to work eight (8) or nine (9) hour shifts will qualify for Rest Period Premium Pay if
they do not receive an unbroken rest period of twelve (12) hours between scheduled shifts.
Nurses regularly scheduled to work ten (10) or twelve (12) hour shifts will qualify for Rest Period
Premium Pay if they do not receive an unbroken rest period of ten and one-half (10-1/2) hours
between scheduled shifts.
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Social Workers/ PA-ARNPs/ Electroneurodiagnostic Technologists/ Respiratory Care and
All Other Employees Excluding Employees Listed in 9.10. A good faith effort shall be made
to provide an unbroken period of at least twelve (12) hours off work between scheduled shifts,
unless an individual employee request for variation to this is approved by supervision.
Employees regularly scheduled to work eight (8) or nine (9) hour shifts will qualify for Rest
Period Premium Pay if they do not receive an unbroken rest period of twelve (12) hours
between scheduled shifts. Employees regularly scheduled to work ten (10) or twelve (12) hour
shifts will qualify for Rest Period Premium Pay if they do not receive an unbroken rest period of
ten and one-half (10-1/2) hours between scheduled shifts. In the event an employee is
scheduled without the appropriate rest between shifts as specified above, all time worked within
the specified rest period (twelve [12] hours or ten and one-half [10-1/2 hours]) shall be paid at
time and one-half (1-1/2).

Tentatively Agreed To:

For the Union: For the Employer:
DocuSigned by: DocuSigned by:
Lolin Wyx« @wdb Jbera el
Date 1 2/6/2025 L9A736501FAAE4A8..._ Date 1 2/3/2025 LED5380DB1 72F42B...
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Article 14 — Employment Practices

14.1 Re-employment. For purposes of accrual of benefits, employees covered by this
agreement who are re-employed will be treated as newly hired except that an employee who
has been laid off because of lack of funds or curtailment of work and who is re-employed within
twenty-four (24) months (plus a twelve [12] month extension if requested) shall be entitled to
previously accrued benefits and placement on the salary schedule which the employee had at
the time of layoff.

14.2 Personnel File. An employee shall have access to their own personnel file for review in
the office upon written request to the Associate Administrator for Patient Care Services or Clinic
Administrator or designee or appropriate Department Director or designee. The Employer may
remove any documents in a probationary employee’s file which were obtained through
assurances of confidentiality to a third party at the time of original appointment.

Upon request of an employee who has achieved permanent status, the Employer or designee
will remove pre-employment reference statements from the employee’s personnel file(s).

The employee shall be sent a copy of any adverse material placed in the official or departmental
file. Notes or files kept by managers regarding staff shall not be shared with others unless
shared with the employee first and shall not be kept more than three years. The employee shall
have the right to have placed in any of the above files a statement of rebuttal or correction of
information contained in the file within a reasonable period of time after the employee becomes
aware that the information is in the file. Performance evaluations will be removed from the
departmental file three years after the date of completion.

A. Removal of Documents. After two (2) years from the date of issue, employees may
request the removal of Formal Counseling documents in their personnel file. After three
(3) years from the date of issue, employees may request the removal of Final
Counseling documents in their personnel file. If a request for removal of documents is
denied, employees will be given a written reason for the denial. The Employer may
retain this information in a legal defense file in accordance with the prevailing
Washington State law.

14.3 Liability Insurance. The Employer shall provide appropriate liability insurance for all
employees in the bargaining unit and shall provide upon request a summary of the policy or
statement of coverage.

14.4 Performance Evaluations. It is the intention of hospital management during the
probationary period and thereafter to give bargaining unit employees a performance evaluation
in accordance with the hospital’s evaluation procedure. Further, it is the intention of hospital
management to advise each employee of the status of their work performance in accordance
with appropriate standards of practice as needed or through the performance evaluation
mechanism.

A copy of the evaluation shall be given to the employee.

14.5 No Work Off the Clock. There will be no charting or performance of other work duties
while clocked out.
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14.65 Uniforms/Clothing Damage. The Employer will reimburse employees for personal
uniforms or work clothing irreparably damaged or torn by patients. Such reimbursement shall be
based on estimated current value of clothing damaged.

Prior to any decisions by a department head to change the policy on uniforms, employees in the
department shall have an opportunity to consult with the department head regarding the policy.
The department head will give serious consideration to the wishes of the employees in making a
decision.

14.76 Employee Assistance. The Employer and the Union recognize that alcoholism and
chemical dependency are chronic and treatable conditions. Efforts should be made to identify
these conditions and treatment options established at an early stage to prevent or minimize
erosion in work performance. The Employer and the Union will encourage and support
employees’ participation in appropriate programs including the Washington State Employee
Assistance Program (WA EAP) through which employees may seek confidential assistance in
the resolution of chemical dependency or other problems which may impact job performance,
and the WA State Paid Family & Medical Leave Program.

No employee’s job security will be placed in jeopardy as a result of seeking and following
through with corrective treatment, counseling or advice providing that the employee’s job
performance meets supervisory expectations.

14.87 Floating. Employees required to float within the hospital inpatient or outpatient settings
will receive adequate orientation. Appropriate resources will be available as follows:

A. introduction to the charge nurse and/or employee resource for the shift;
B. review of emergency procedures for that unit;

C. tour of the physical environment and location of supplies and equipment;
D. review of the patient assignment and unit routine.

Employees shall not be required to perform new procedures without appropriate supervision.
Employees shall seek supervisory guidance for those tasks or procedures for which they have
not been trained. Employees who encounter difficulties related to floating should report these to
the appropriate supervisor/manager.

There will be no adverse consequences for an employee filing a concern.

See also Article 45.13 regarding charge nurse duties when floating. New Graduate/Returning
employees will normally not be floated unless their unit is closed. In this case they will be
assigned a specific preceptor or resource employee to provide close and direct supervision. A
record of the order of floating will be maintained on the unit for a reasonable period of time.

Employees accepting or requesting employment of either separate part-time positions or
assignment in specific multiple departments will be notified in writing in their appointment letters
that they are not eligible for float pay for this assignment. It is not the employer’s intent to create
split positions for the purpose of minimizing part-time employment or float pay.
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14.98 Float Pools — Nurses. The Union and the Employer recognize the value of trained float

pools to assist in providing the additional RN staff required to meet the acuity of the patients on
the unit, the census/volume and to cover vacations, continuing education contract committees

and unscheduled absences.

14.109 Travel Pay. Any employee required by the Employer to travel to a place of work other
than their regular official duty station shall be reimbursed for travel costs, if eligible, in
accordance with University policy.

14.110 Employment Information. The Employer will inform in writing the initial conditions of
hiring, including number of hours to be worked, rate of pay, unit and shift in accordance with
University of Washington policy.

Records shall be readily available for employees to determine their number of hours worked,
rate of pay, and time off balance.

14.124 Staff Meetings. Staff meetings normally will take place on a regular basis. Minutes will
be shared with staff. All employees required to attend these meetings will do so on paid time.
Employees will be provided at least two weeks’ notice of meetings that are pre-planned.

14.132 Delegation of Nursing Care. The Union and the Employer acknowledge that the
professional nurse is responsible for determining the competency and skill of all persons to
whom they delegate a task. The nurse may determine not to delegate such tasks in accordance
with the Nurse Practice Act.

14.143 Staffing Practices. The Employer and the Union recognize that implementing a joint
labor/management partnership for determining staffing produces a more satisfying work
environment that ensures that patients receive quality care and that there is recruitment and
retention of registered nurses. The use of evidence-based nurse staffing can help achieve that
outcome.

RN and other patient care staffing levels for each department/ unit/clinic/work area, including
overflow areas, shall be based on the acuity of the patients on the unit, the Hospital and the
unit’s census/volume, the skill of the personnel on the unit, and the magnitude/variety of the
activities needed that shift, including but not limited to discharges, admissions, transfers, patient
and family education/teaching, patient transports and use of restraints.

These criteria will be applied on a consistent basis throughout the patient care areas including
inpatient, outpatient and overflow areas. Evaluation of staffing needs will be done on a shift-by-
shift basis and communicated by the unit charge nurse to the staffing census office.

The employer will collect data surrounding effectiveness indicators and share the data quarterly
at the Joint Labor Management committee. Examples of indicators may include: patient falls,
workplace injuries, patient complaints, percentage of shifts below matrix, numbers of new
orientees including students, sick time usages, float pool hours utilized, overtime hours utilized,
etc. In addition, for PA-ARNPs collection of available data regarding RVU’s (which incorporate



Docusign Envelope ID: DFD09849-B336-453B-998D-3C1C4C2C4DEE

o] N o O A WODN-=-

-
N = O O©

[ O Gy
[e2 26 IR NN OV)

| 17
18
19
20
21
22
23

24
25
26
27

28
29
30
31
32
33

34

35
36

37
38
39

40
41

SEIU1199NW HMC/ALNW
Tentative Agreement
Page 4 of 6

the prowder FTE, patlent compIeX|ty, number of patlent visits, etc.) will be dlscussed at JLM

Employees, individually or as a group, believing there is an immediate, continuous or potential
workload/staffing problem are encouraged to document the problem and bring that problem to
the attention of the supervisor or nurse manager at any time throughout the fiscal year.

If concerns related to staffing or workload are not resolved through normal administrative
channels and there are consistent and persistent concerns raised by staff or unit based
indicators or trends reflect opportunities for improvement, a Joint Staffing Work Team will be
convened to conduct a focused staffing review. The work team will be convened within thirty
(30) days of the issue being presented at the Joint Labor Management Committee.

Management and the Union will solicit volunteers to participate on the work team.
Representatives will include staff from all shifts appropriate to the issue(s) raised and include a
charge nurse. There will be Union and Employer co-chairs for each unit committee. All
issues/reviews will be shared at the Joint Labor Management committee and are not grievable.

14.154 Compliance With RCW 70.41.410-420 — Washington State Nurse Staffing
Committee Law. The Union and Employer agree to comply with all relevant provisions of RCW
70.41.410- 420 — Washington State Nurse Staffing Committee Law and have negotiated a
process to achieve and maintain that compliance. A Nurse Staffing Committee will be composed
of sixteen (16) voting members. Eight (8) will be appointed by the union, and eight (8) appointed
by the employer. Additional ad-hoc members will be at the discretion of the co-chairs and will be
non- voting.

A. Committee work will be considered work time. If determined appropriate by the
Staffing Committee, paid time in addition to Committee meeting time may be provided
for Staffing Committee members to complete their work and/or meet with clinical
subgroups (units).

B. The Committee will be given all data required under RCW 70.41.410-420 as well as
any other data that has been contractually agreed to that may not be covered by the law.
The Committee may ask for additional data which, if available, will be provided. The
Committee may also ask for specific individuals to attend for explanations regarding
data. The Committee will consider these data in its development and evaluation of the
staffing plan(s).

C. The Committee will determine its chair and the quorum needed to have meetings.

D. The daily matrix and actual staffing postings will be collected and delivered to the
Committee for review.

E. The employer will make a good faith effort to make available an electronic short
staffing form that can be used by the Committee to evaluate staffing and make
recommendations for the annual staffing plans.

F. Annually the Committee will target the late winter/early spring to complete its work
regarding the development of the staffing plans and it will regularly review and evaluate
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the staffing plans which will be used by the employer in the budget development
process.

G. The Committee will produce the hospital’s annual nurse staffing plan. If this staffing
plan is not adopted by the hospital, the chief executive officer shall provide a written
explanation of the reasons why to the Committee.

H. The Committee’s work will include overseeing the posting of the staffing plans in
accordance with the law.

I. The employer may not retaliate against or engage in any form of intimidation of an
employee for performing any duties or responsibilities in connection with the Committee;
or an employee, patient, or other individual who notifies the Committee or the hospital
administration of concerns on nurse staffing.

J. The primary responsibility of the Committee shall include:

1. Development and oversight of an annual patient care unit and shift-based
nurse staffing plan, based on the needs of patients, to be used as the primary
component of the staffing budget. Factors to be considered in the development of
the plan should include, but are not limited to:

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 of all patients and nature of the care to be delivered
on each shift;

c. Skill mix;

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

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 areas, nursing
stations, medication preparation areas, and equipment; and

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

h. Hospital finances and resources may be taken into account in the
development of the nurse staffing plan.

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

3. Review, assessment, and response to staffing concerns presented to the
committee.
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14.165 Payroll Errors. Recognizing the importance of employees receiving correct pay, once a
payroll underpayment is identified and confirmed, the Employer will correct any errors on the
employee’s subsequent available pay check, unless an on demand check is requested.

14.176 Contracting Out. The University will not contract out work which results in the layoff of
bargaining unit employees who are employed prior to the time of the execution or renewal of the
contract. It is the intent of the Medical Center to minimize the employment of agency and
traveler personnel. The Medical Center will continue its efforts to recruit and retain a broad base
of regular full-time and part-time employees.

Tentatively Agreed To:
For the Union: For the Employer:
DocuSigned by: DocuSigned by:
Lolin Wyx« @wdb Jbera el
Date 12/6/2025 \—oAT36501FAAERS... Date 12/3/2025 \—Eps3scoB172F428..
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17.1 Vacation Leave. The current accrual schedule for full-time employees is as follows:

During

1st year

2nd year

3rd year

4th year

5th year

6th year

7th year

8th year

9th year

10th year

11th year

12th — 19th year
20th — 24th year
25th year or more

17.2 Vacation Time Off — Use.

Paid Vacation Days/Hours
Per Year

12/96

13/104
14/112
15/120
16/128
17/136
18/144
19/152
20/160
21/168
22/176
23/184
24/192
25/200

Per Month

8.00

8.67

9.33

10.00
10.67
11.33
12.00
12.67
13.33
14.00
14.67
15.33
16.00
16.67

A. An employee bringing an accrued balance from another state agency may use the
previously accrued vacation time off during the institutional probationary or trial service

period.

B. All requests for vacation time off must be approved by the employing official or
designee in advance of the effective date unless used for emergency child care as

provided in Article 25.

C. Vacation time off shall be scheduled by the employing department at a time most
convenient to the work of the department, the determination of which shall rest with the
employing official. As far as possible, absences will be scheduled in accordance with the
wishes of the employee in any amount up to the balance of the employee’s accrued time

off.

D. Paid vacation time off may not be used in advance of its accrual. Scheduling of
vacations shall be the responsibility of supervision. However, supervision shall receive
input from the local units before making major changes to established department
policies on vacation leave.

E. All requests for vacation leave will receive a response from the employing department
within four (4) weeks or less of the request.

F. The Employer will make a good faith effort to accommodate vacation requests. WWhen

an employee’s vacation cannot be approved, the supervisor shall schedule the

employee’s vacation at the next earliest date requested by the employee and deemed

possible by the supervisor. If an employee’s request for vacation leave is denied, the
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Employer, upon request, must provide the reason for denying vacation leave
electronically or in writing.

G. The Employer will make a good faith effort to accommodate all requests for extended
leaves and will collaborate with employees in accommodating those requests.
Exceptions may be granted for approval of extended leaves beyond those outlined by
Employer policy at management discretion.

17.3 Vacation Time Off — Use — Accumulation-Excess. Vacation time off credits may be
accumulated to a maximum of thirty five (35) working days (two hundred and eighty [280]
hours). However, there are two (2) methods which allow vacation leave to be accumulated
above the maximum:

A. If an employee’s request for vacation leave is denied by the employing official, then
the maximum of thirty five (35) working days accrual shall be extended for each month
that the leave is deferred provided a statement of necessity justifying the denial is
approved by the Personnel Officer.

B. As an alternative to subsection (A) of this section, employees may also accumulate
vacation leave in excess of thirty days as follows:

1. An employee may accumulate the vacation time off days between the time
thirty five (35) days is accrued and their Time Off Service Date (anniversary date
of state employment).

2. Such accumulated time off shall be used by the anniversary date and at a time
convenient to the employing institution/agency. If such leave is not used prior to
the employee’s anniversary date, such leave shall be automatically extinguished
and considered to have never existed.

3. Such leave credit accumulated shall never, regardless of circumstances, be
deferred by the employing institution/agency by filing a statement of necessity
described in subsection (A) of this section.

17.4 Vacation Time Off — Use — Cash Payment. Bargaining unit members who have
completed six (6) continuous months of employment and who separate from service by
resignation, layoff, dismissal, retirement or death are entitled to a lump sum cash payment for all
unused vacation time off. Vacation time off payable under this section shall be computed and
paid as prescribed by the Office of Financial Management. No contributions are to be made to
the Department of Retirement Systems for lump sum payment of excess vacation leave
accumulated nor shall such payment be reported to the Department of Retirement Systems as
compensation.

17.5 Vacation Leave Maximum. Employees may accumulate maximum vacation balances not
to exceed the statutory limits in accordance with RCW 43.01.040 (currently two hundred eighty
[280] hours). However, there are two (2) exceptions that allow vacation leave to accumulate
above the maximum:

A. If an employee’s request for vacation leave is denied and the employee has not
exceeded the vacation leave maximum (currently two hundred eighty [280] hours), the
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appointing authority or designee shall grant an extension for each month that the
employee’s request for vacation leave is deferred.

B. An employee may also accumulate vacation leave days in excess of the statutory limit
(currently two hundred eighty [280] hours) as long as the employee uses the excess
balance prior to their anniversary date. Any leave in excess of the maximum that is not
deferred in advance of its accrual as described above, shall be lost on the employee’s
anniversary date.

Tentatively Agreed To:
For the Union: For the Employer:
DocuSigned by: DocuSigned by:
Lolin Wyx« @wdb Jbera el
Date 12/6/2025 L9A736501FAAE4A8...- Date 12/3/2025 LED5380DB172F4ZB...
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MEMORANDUM OF UNDERSTANDING
BETWEEN
THE UNIVERSITY OF WASHINGTON (UNIVERSITY)
AND
SEIU 1199NW HMC (UNION)

MOU - ATR Transition and Rounding Practice

The Parties agree to the following terms regarding the transition to the Actual Time
Reporting (ATR) pay model and elimination of the rounding practice at Harborview
Medical Center:

A. The parties agree that as of February 16, 2026, the Employer will eliminate its
rounding practice and will transition Harborview Medical Center from a salary
model to Actual Time Reporting (ATR).

B. As part of this transition, the following classifications will be moved from exempt
to non-exempt status:

Registered Nurse 2

Registered Nurse 3

Social Worker

Speech Language Pathologist 1
Speech Language Pathologist 2
Speech Language Pathologist 3
Dietitian 1

Dietitian 2

Imaging Technologist Supervisor

©CONOO AWM=

C. Effective February 16, 2026, the following articles of the SEIU 1199NW HMC
CBA will be amended as set forth in this package proposal:

1. Article 9 — Hours of Work and Overtime
2. Article 14 — Employment Practices
3. Article 17 — Vacation Schedule

D. Unit/Department Meetings

1. Each unit/department that includes affected bargaining unit members
outlined in section B above will hold at least one (1) all staff meeting, on
paid time, at least 30 days prior to implementation in order to discuss and
consider unit/department input on the implementation of the changes. The
meeting will include unit/department level management.

A. As part of these meetings, departments agree to discuss
challenges and employee concerns relating to vacation time off

approval.
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47 2. These units/departments will hold at least one (1) follow-up all staff
48 meeting, on paid time, within one month of the initial meeting. The meeting
49 will include unit/department level management.
50 3. Additional follow-up unit/department meetings may be requested by either
51 the union or management.
52
53 E. Impacted members of the RN Bargaining Unit who work a 1.0 FTE and work a
54 majority of 12-hour shifts as of the date of this agreement will be permitted to
55 schedule themselves for up to forty-four (44) hours in a calendar week twice per
56 four-week schedule period. Eight (8) hours of this time will be paid at the
57 applicable overtime rate.
58
59 F. _In addition, the following will apply between Effective-February 16, 2026 _through
60 June-# July 5, 2026 only:
61
62 1. ilmpacted members of the RN Bargaining Unit who work a 0.9 FTE and
63 above and work a majority of 12-hour shifts will be permitted to schedule
64 themselves up to forty-eight (48) hours in a calendar week once per four-
65 week schedule period-threugh-Aprit12,-2026. Eight (8) hours of this time
66 will be paid at the applicable overtime rate.
67 4.2. Impacted members of the Social Work/Dietitian/Speech Language
68 Pathologist Bargaining Unit who work a 1.0 FTE and work a maijority of
69 shifts longer than 8 hours will be permitted to schedule themselves up to
70 forty-four (44) hours in a calendar week twice per four-week schedule
71 period. Eight (8) hours of this time will be paid at the applicable overtime
72 rate.
73
74
75
76
77
78
79
80 EH. The Union and the Employer will schedule a hospital-wide JLM meeting
81 between February 1, 2027 and April 15, 2027 to discuss vacation requests,
82 vacation balances, and extended leave. The Union may submit an information
83 request prior to the JLM regarding vacation requests and denials.
84
85 G-l This MOU will expire on June 30, 2027.
86
87
88

89
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Tentatively Agreed To:

For the Union: _ For the Employer:
DocuSigned by:

Robin Wgss @mgw

Date 12/6/2025 L9A736501FAAE4A8... Date 12/3/2025 LEDSSSCDB172F4ZB___
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