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AGREEMENT
ARTICLE | - PREAMBLE

1.1 This AGREEMENT is made and entered into by and between COMMUNITY HEALTH
CARE, (hereinafter referred to as the "Employer") and SEIU HEALTHCARE 1199NW
(hereinafter referred to as the "Union").

1.2 The purpose of this Agreement is to set forth the understanding reached between the
parties with respect to wages, hours of work, and conditions of employment for employees of
the Employer who are represented by the Union as set forth in Article 1.

ARTICLE Il - RECOGNITION

21 The Employer recognizes the Union as the sole and exclusive bargaining representative
for all employees performing work in the classifications of work set forth in Appendix "A", "B",
and "C" of the Agreement. This recognition extends to all employees who are employed at all
of the Employer's existing and future facilities, to the extent permitted by law. Expressly
excluded are all managerial employees, supervisory employees, guards, confidential
employees as defined by the National Labor Relations Act and other classifications of
employees heretofore not represented by the Union.

ARTICLE [ll - UNION SECURITY

3.1 It shall be a condition of employment that all current employees covered by this
Agreement and all employees hired on or after its effective date shall, on the thirtieth (30thy
day following the beginning of such employment, become and remain members of the Union
or tender to the Union the initiation fees and periodic dues that are the obligations of members.

3.2 All employees who become members of the Union shall as a condition of employment,
maintain their membership in the Local Union in good standing for the duration of the
Agreement.

3.3 Payment or tender of payment of initiation fees and dues uniformly required as a
condition of membership shall constitute membership in good standing.

3.4 The employee may authorize assignment of wages for Union dues to be deducted by
signing a dues authorization form. The Union agrees to indemnify and hold harmless, the
Employer, its officers, employees and agents from all claims, demands, suits, or other forms
of liability that may arise against the Employer for or on account of any monthly deduction
made from wages of such employees for Union dues.

3.5 Upon the signing of this Agreement and monthly thereafter, the Employer agrees to
make available to the Union an employee list reporting name, job title, work site, date of hire,



rate of pay, gross earnings, FTE status, address, home telephone number and Employee ID
number. New and terminated employees will be highlighted. The list will be submitted
electronically or on disc in Excel format.

3.6 The Employer agrees to make bulletin board space available to the Union in every work
site where the employer displays a bulletin board; provided such space shall not include
bulletin boards generally accessible to the public.

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

3.8 New Employee Orientation. A delegate or designee may meet with new employees
following orientation to introduce employees to the Union and the Union contract. The
meeting shall not exceed one-half (1/2) hour in duration; it shall be voluntary and shall be on
paid time for both the delegate and the new employee. Union delegates are invited to attend
the monthly Rookie orientation on unpaid time. A Union delegate may travel to and attend
New Employee Orientation for up to thirty (30) minutes of total paid time only when
operational, staffing, and patient care needs permit. Delegate attendance shall be subject to
supervisory approval.

3.9 Negotiations Release Time. Subject to patient care requirements or operational
needs, the Employer will make a good faith effort to assist in providing unpaid release time
for employees participating in contract negotiations. This is not to exceed one (1) bargaining
unit employee from each work area, plus one employee at large, providing the employee(s)
notify the manager as soon as the employee(s) has knowledge of future meeting dates.

310 Definitions Work Area. Each of the following will constitute one "work area” as that
term is used in this Agreement. A "work area” will be defined as a clinic. When multiple clinics
exist in a single facility, each clinic within the facility will be considered a "work area". The
Administration building will be considered one "work area".

311 Leave For Union Sponsored Activities. Union officers, delegates and committee
members will be provided time off without pay to attend activities sponsored by the Union.
The parties recognize that patient care and operational needs must be given first priority when
requests for leave are considered under this section, and approval of leave will be contingent
on the ability to safeguard patient care and operational activities. Employees requesting leave
under this section must submit a request for leave to the department manager at least thirty
(30) days in advance of the leave date. Subject to patient care and staffing needs, an
employee may be granted an unpaid leave of absence for up to twelve (12) weeks to assume
a position with the Union and the employee
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shall be entitled to return to his/her former position. The leave of absence may not exceed
twelve (12) weeks.

312 Access to Premises. Duly authorized representatives of the Union may have
access at reasonable times to those areas of the Employer's premises which are open to the
general public for the purpose of investigating grievances and contract compliance. Union
representatives shall not have access to employees' lounges (break areas) or patient care
areas unless advance approval has been obtained from the Employer, which will not be
unreasonably withheld. Access to the Employer's premises shall be subject to the same
general rules applicable to other non- employees and shall not interfere with or disturb
employees in the performance of their work during working hours and shall not interfere with
patient care or the normal operation of a clinic or other employer operations.

313 Delegates. The Union may select up to 10% of the total bargaining unit for
employee(s) to function as a delegate. Delegates shall not be recognized by the Employer
until the Union has given the Employer written notice of the selection and their scope of
authority. Unless otherwise agreed to by the Employer, the investigation of grievances and
other Union business shall be conducted only during the non-working time of the delegate and
the individual employee and shall not interfere with the work of other employees. The Union
shall select delegates in accordance with the Union’s bylaws in effect as of the date of this
Agreement. Delegate representation in LMC will follow positions outlined in Appendix D.

3.14 Employee Participation in Union Training. Subject to appropriate advance notice and
scheduling/staffing requirements, Union officers, delegates and members of contract
committees may, at maximum, use the equivalent hours totaling one regular working shift of
their continuing education leave/time per calendar year to attend union-sponsored training in
leadership, representation, dispute resolution, and attend the Union’s Annual Lobby Day. The
Union must provide written notification to the Employer's Human Resources Division yearly of
the names of Union officers, delegates and members of contract committees in order for those
individuals to be eligible to access their continuing education leave/time under this provision.
In any given year, the number of individuals in any given Work Area who may use continuing
education leave/time for this purpose shall be limited to two (2).

3.15 Meeting Rooms. In accordance with the CHC policy, the Union may use designated
meeting rooms of CHC for meetings of the bargaining unit, provided sufficient advance
request for meeting facilities is made to and confirmed by the Human Resource Director or
designee and space is available.

ARTICLE IV - MANAGEMENT RIGHTS

4.1 The Union recognizes the Employer's interest in serving the public with the highest
quality of medical care. The Union further recognizes the rights of the Employer include but
are not limited to the right to operate and manage its clinics, including the right to require
standards of performance; to direct employees and to determine working schedules; hours
and days of operation and job assignments; to determine the materials and equipment to be
used; to implement improved operational methods and procedures; to determine staffing
requirements; to discontinue work for economic, medical or operations reasons; to hire
employees; to promote employees; to discipline or discharge employees for just cause; to lay
off employees; to recall employees; to require overtime work, and to promulgate rules,
regulations and personnel policies, provided that the exercise of any such rights shall not
5



violate any of the provisions of this Agreement.
ARTICLE V - HOURS OF WORK AND OVERTIME

5.1 Workday. A normal workday shall consist of eight (8) hours work to be completed
within nine (9) consecutive hours OR ten (10) hours of work to be completed within eleven
(11) consecutive hours with a one (1) hour meal period on the employee's own time. Should
an employee be required by the employee's immediate supervisor to be on call or work during
his/her lunch period, such time shall be considered as time worked for pay purposes in
computing pay for overtime. There is no guarantee of employment for any particular number
of hours per day.

52 Workweek. The normal workweek shall consist of forty (40) hours of work within a
seven (7) consecutive day pay period or eighty (80) hours within a fourteen (14) consecutive
day pay period. The workdays and workweeks as specified in this article shall not constitute
guaranteed hours of work. There is no guarantee of employment for any particular number of
hours per week.

(a) An employee regularly scheduled to work ten (10) hours per day for four (4)
consecutive days; two (2) twelve (12) hour days and two (2) eight (8) hour days
or other configurations of forty (40) hours in a workweek shall be considered a
regular full-time employee

53 Overtime. Overtime shall be compensated at the rate of one and one-half (1 %)
times the regular rate of pay beyond forty (40) hours in a work week. All overtime must be
approved in accordance with personnel policies. For purposes of computing overtime pay,
the regular rate of pay shall include any applicable shift differential.

Schedules shall not be changed during the workweek for the purpose of avoiding overtime
unless changed by mutual consent between the employee and the Employer. There shall be
no pyramiding of overtime.

(a) If a supervisor or provider requires that the employee remain at their post longer
than the regular eight (8) or ten (10) hour shift, this time will automatically be
counted as being approved as overtime, if the employee works over forty (40)
hours in a workweek.

54 Rest Periods. Employees shall receive one (1) fifteen (15) minute rest period during
each four (4) hours worked. Employees shall not leave work early instead of taking their
fiteen (15) minute breaks.

5.5 Rest Between Shifts. Each employee shall have an unbroken rest period of at least
twelve (12) hours between shifts. In the event that an employee is required to report to work
in less than twelve (12) hours following completion of the previous day's work, whether due
to call-back or normal scheduling, the first two (2) hours of the subsequent shift shall be
compensated at the regular rate of pay plus one-half.



Schedules shall not be changed during the workweek for the purpose of avoiding premium
pay provided by this article unless changed by mutual consent between the employee and the
Employer.

56 There will be no scheduling of split shifts unless mutually agreed to between the
employee and the supervisor.

57 Work On Day Off. Full-time employees called in on their regularly scheduled day off shall
be paid at the rate of one and one-half (1 %) times the regular rate of pay for the hours worked.

5.8 Lunch Break. Lunch breaks are to be observed in accordance with state laws. Each
employee shall be scheduled for an unpaid lunch period of one (1) hour. Lunch periods shall
be scheduled not earlier than three (3) hours nor later than five (5) hours from the beginning
of the shift unless otherwise mutually agreed to by the employee and the Employer.

5.9 Inclement Weather. The Employer is a health service organization and therefore will
attempt to remain open for those employees who can get to work during periods of inclement
weather. Attimes, however, severe weather (snow, ice storms or emergencies, such as fire,
power failures and earthquakes), or other "acts of God," may disrupt normal operations and
work schedules. The Employer will make decisions on closings based upon the best
information available and notify employees by 5:00 a.m. of any closure or delayed opening.
The President/CEO is responsible to make the determination and communicate the
information through reliable methods. Weather conditions can change throughout the day
and closure/delay decisions will be made with the best information available at the time. If
conditions worsen after 5:00 am the decisions to close/delay may be updated and will be
communicated via the inclement weather line.

Employees are expected to report to work at their usual report times unless specifically
notified by the Employer that a clinic/office is either closed or the opening will be delayed.

Employees whose facility has been officially closed by the CEO, or designee, will be paid for
the hours that they were scheduled to work. Employees whose facility has been officially
closed may be assigned to another facility at the discretion of the Employer. Employees whose
facility is officially open will not be paid if they do not show up for work. Employees are
ultimately responsible for their own safety. Therefore, scheduled employees who choose not
to come in may take unpaid time, vacation or sick leave for hours that they would have worked
without being subject to disciplinary action. Those employees who cannot come in will call into
their supervisors one hour prior to the scheduled (or rescheduled) opening time, unless their
travel time is greater than one hour and this has been previously understood between the
Employer and the employee. In that case, the employee will call in two (2) hours before the
scheduled (or re-scheduled) opening time. Days missed due to bad weather will not be
subject to the absenteeism policy. Employees that are redirected or temporarily assigned to
another geographic location will receive temporary Float Pay at $3.50/hr for the assigned
shift.

Employees that have pre-approved floating holiday, vacation or sick leave on a day in which
the Employer has to close or delay operations for inclement weather purposes will not be
eligible for inclement weather pay.



510 Unsafe Condition. Ifthe Employer determines that an unsafe condition exists at any
clinic, employees may be transferred temporarily to another clinic at the Employer's option
unless the employee can demonstrate the transfer would cause undue hardship. A
redirected or transferred employee who demonstrates undue hardship may use vacation or
sick hours (if eligible and available) or take the hours unpaid without being subject to
disciplinary action. Employees that are redirected or transferred to another geographic
location will receive temporary Float Pay at $3.50/hr for the assigned shift.

511 Low Census. Low census is defined as a decline in patient care requirements or
workload in a particular department or clinic resulting in the need for a temporary staff
decrease. When the Employer determines that low census applies, the Employer will send
employee(s) home or, at its option, temporarily reassign employees to another clinic, unless
the employee can demonstrate that the transfer would cause undue hardship. An employee
who is sent home by the Employer or a reassigned employee who demonstrates undue
hardship may use vacation hours (if eligible and available) or take the hours unpaid without
being subject to disciplinary action.

The Employer willimplement the assignment of low census using the following order:

A Per diem employees and/or Agency Employees
B. Employees scheduled for an overtime shift

C. Volunteers to go home on low census

D Regular scheduled employees in rotation

In the event there are no volunteers, the Employer will reasonably attempt to rotate low census
equitably among employees, starting with the least senior employee first, provided skills,
competence, ability and availability are considered equal, as determined by the Employer.
Employees that are redirected or temporarily assigned to another geographic location will
receive temporary Float Pay at $3.50/hr for the assigned shift.

512 Posting of Schedules. The employer shall determine and post work schedules fourteen
(14) calendar days immediately preceding the date on which the schedule is effective. Except
for emergency conditions involving patient care, low census conditions and other
unforeseeable conditions beyond the Employer's control, individual scheduled hours of work
set forth on the posted work schedule may only be changed by mutual consent. In all cases,
reasonable good faith efforts will be made to notify all affected parties when a change is
made.

513 Grace Period. Community Health Care relies on the timely arrival of employees to
ensure clinics are adequately staffed to provide patient care. Employees are expected to report
to work on time and clock in at their scheduled shift start time. Employees are provided a five (5)
minute grace period to clock in up to five (5) minutes before or after their scheduled shift start
time without penalty.

The grace period is intended to account for rare or infrequent circumstances that result in minor
tardiness. Employees who arrive to work early for their scheduled shift may only clock in and
begin work up to five (5) minutes before their shift begins. If an employee clocks in early within
the grace period, the employee is expected to work their full scheduled shift.
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The grace period may not be used in excess. For purposes of this Article, “excess use” is defined
as utilizing the grace period on more than four (4) workdays within a single pay period to clock
in after an employee’s scheduled shift start time. Excess use of the grace period will result in an
attendance occurrence.

An attendance occurrence will be issued when an employee:

« Clocks in more than five (5) minutes before or after their scheduled shift start time; or
» Engages in excess use of the grace period as defined above.

Occurrences issued for clocking in more than five (5) minutes late are separate from and
cumulative to occurrences issued for excess use of the grace period. For example, if an
employee arrives to work 6 minutes late 3 times, they will accumulate 3 attendance occurrences.
If they also arrive to work 4 minutes late 5 times in the same pay period, they will accumulate an
additional attendance occurrence, for a total of 4 attendance occurrences. After five (5)
attendance occurrences within a rolling six (6) month period, an employee may receive a
coaching conversation to discuss attendance expectations. if an employee accumulates a sixth
attendance occurrence within the rolling six (6) month period, they will be subject to formal
discipline under the HR Attendance Policy.

For each attendance occurrence accumulated after the sixth, the employee’s disciplinary status
will be escalated according to progressive discipline. Employees who arrive more than fifteen
(15) minutes late and fail to notify their manager or supervisor in accordance with CHC policy
will be considered a no-call, no-show (unexcused absence) for that scheduled shift. Employees
will be paid only for hours actually worked; no rounding of time is permitted. If a clock-in or clock-
out is missed due to unforeseen or extenuating circumstance, the Employee must notify their
manager so a timekeeping adjustment may be reviewed.

ARTICLE VI - SENIORITY

6.1 Agency seniority shall mean an employee's continuous length of service with the
Employer from his or her most recent date of hire. This date shall not be changed except as
otherwise specified in Article VI. Classification seniority shall be defined as length of
continuous employment from the date of hire or transfer into a job classification listed in
Appendix "A".

6.2 No seniority shall apply to an employee until he or she has completed the required
probationary period of six (6) continuous months of service. Upon satisfactory completion of
the probationary period, the employee shall be credited with seniority back to his or her
most recent date of hire.

Per Diem employees that convert to regular status will be subject to a probationary period
of 90 days if they have been employed in the same department and the same job
classification for 90 (ninety) calendar days and worked an average of sixty-four (64) hours
per pay period.

6.3  Agency seniority shall be the governing factor in transfer and shift changes when
factors such as skill, competence, and ability are equal. Such factors shall be related only
to job criteria and shall be applied in a fair and reasonable manner. The Employer shall be
the judge as to the qualifications and competence of its employees.
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6.4 (a) In the event of a layoff or a reduction in hours, the Employer shall give the
Union and any employee involved not less than twenty-one (21) calendar days prior
notice, except for emergencies and other unforeseeable conditions beyond the
Employer's control (i.e. pandemic, epidemic, earthquake, emergency orders from
government officials, etc.). In the event of a layoff or a reduction in hours as a result of an
emergency or other unforeseeable condition, the Employer shall provide not less than
seven (7) calendar days prior notice.

For purposes of layoff and recall, an employee shall retain seniority in each job
classification previously worked. In the event of a layoff or reduction of hours, classification
seniority shall be the determining factor provided the remaining employees are qualified to
perform the duties as determined by the Employer. An employee may bump into a job
classification in which seniority has previously accrued. Upon layoff, the employee shall be
placed on a recall roster and shall be eligible for recall for a period of up to one (1) year
from the date of layoff. The Union and the Employer will meet within five (5) days from the
date of the notice of layoff or reduction in hours is given.

(b) Recall of employees from layoff shall be in the reverse order of the layoff by
seniority to job classifications in which seniority has been accrued and for which the
employee is qualified. Employees shall not accrue either agency or classification seniority
while on layoff but shall retain both agency and classification seniority accrued up to the time
of layoff. Upon recall, an employee shall again accrue seniority. The Employer shall notify
an employee of his/her recall to work by certified mail to the employee's last address on file
with the personnel department. Failure of an employee to report to work upon recall within
five (5) working days from the date of delivery of the recall notice shall be cause for seniority
rights to be broken.

(c) A seniority roster based on length of service within each classification shali
be available for inspection.

(d) In the event of a layoff, the Employer shall pay the Employee involved
severance pay in the equivalent of minimum one week of pay at the Employee’s regular
rate of pay. The Employer shall also pay the Employer's portion of the premium for the
Employee’s medical coverage for a minimum of 30 days from the Employee’s last day
worked.

6.5 For employees placed on layoff, efforts will be made to utilize them first when on-
call hours become available. The Employer shall notify employees on the recall roster by
certified mail of bargaining unit openings, and those employees will be given consideration
for cross- training opportunities within the bargaining unit.

While on the recall roster, employees shall keep the Employer aware of their status, if
requested by the Employer, but not more than monthly. Failure by an employee to do so
when requested by the Employer shall cause seniority rights to be broken.

6.6 Seniority rights shall be broken for the following:

a. Termination or discharge

b Resignation

C. Retirement

d Layoff of twelve (12) consecutive months
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e. Failure to return in accordance with terms of a leave of absence or
when recalled from layoff
f. Off work due to illness or injury as certified by a physician for twelve
(12) consecutive months
ARTICLE Vil - HOLIDAYS
71 Regular employees whether full-time or part-time (pro-rated based on FTE) shall qualify

for holiday pay when they are in a paid status both on their last scheduled workday before
the holiday and their regularly scheduled workday following the holiday.

N ALDN =

9.

10.
11.
12.

New Year's Day (January 1)

Martin Luther King Day (third Monday in January)
President's Day (third Monday in February)
Memorial Day (last Monday in May)

Juneteenth (June 19th)

Independence Day (July 4)

Labor Day (first Monday in September)

Veteran's Day (November 11)

Thanksgiving Day (fourth Thursday in November)
The day immediately following Thanksgiving Day
Christmas Day (December 25)

Floating Holiday

72 Work on Holidays. Full-time and part-time employees required to work on the
observed holidays shall be paid regular straight time pay plus up to eight (8) hours holiday pay
at straight time provided that:

(a

All full-time and part-time employees required to work on Memorial Day,
Independence Day, Labor Day, Thanksgiving Day, Christmas Day or New
Year's Day shall be paid one and one-half (1-1/2) times their regular rate of
pay for hours worked on such holidays, plus eight (8) hours holiday pay or a
pro-rata portion thereof.

Work on holiday weekends. Full-time and part-time employees required to
work any hours on the weekends of the Thanksgiving holiday and holidays
occurring on Monday or Friday, shall be paid at one and one-half times (1-
1/2) their regular rate of pay for all hours worked.

73 Part-time employees placed on a fuli-time schedule at least two (2) weeks prior to
a holiday and working full-time at least two (2) weeks following the holiday shall be
compensated a full eight (8) hours for the holiday.

74 Holidays on Regularly Scheduled Work Days. If a holiday falls on a full-time or part-
time employee's regularly scheduled workday, the employee shall receive straight-time pay
for the hours they would have normally worked. Part-time employees shall receive pro-rated
pay calculated by multiplying their assigned FTE times the number of hours worked in their
normal workday.

15



ARTICLE VIIl - VACATIONS

81 (a) Regular employees whether full or part-time, shall qualify for vacation accrual
from their most recent date of hire. Vacation shall be credited to employees each pay period.
Provided the requirements of Section 8.2, Vacation Scheduling, have been met, non-
probationary employees shall be eligible to use credited vacation upon receipt.

(b) Employees hired on or before June 2, 2000, shall accrue vacation accordingly:

Years Days
1 12
2 13
3 14
4 14
5 15

For each completed year of employment after the fifth (51 year, one (1)
additional day of vacation leave with pay is earned up to a maximum of thirty
(30) days.

(c) Employees hired after June 2, 2000 shall accrue vacation accordingly:

Years Days Years Days
1 10 11 16
2 10 12 17
3 11 13 18
4 11 14 19
5 12 15 20
6 12 16 21
7 13 17 22
8 13 18 23
9 14 19 24
10 15 20 25

(d) Vacation accrual rates based on length of service shall be credited on the
employee's anniversary date of hire.

16



(e) Part-time employees will accrue time in direct ratio to the number of hours
worked compared to 40 hours.

N Probationary employees will accrue vacation from their date of employment
but will not be eligible to use the time until successful completion of the
probationary period.

(@) The maximum number of accumulated vacation time which can be carried
from one year to another is two-hundred (200) hours.

82  Vacation Scheduling. By March 1 of each year, employees will notify the Employer of
their proposed vacation time. Each area supervisor will post a sign-up sheet not later than
February 1 of each year to allow employees to make known their vacation preference. This
process shall be completed by March 1. Confirmation of scheduling of those dates chosen
and acceptable shall take place no later than March 15%. Conflicts in scheduling vacation
shall be resolved on the basis of accumulated agency seniority.

Vacation requests will be considered based on operational and staffing needs and will not be
unreasonably denied when advance notice is given. If an Employee feels vacation requests
and prior approval are not being reviewed for accuracy and changes on a regular basis, they
may raise their concerns to the Assistant Operations Director, their HR Business Partner, or
utilize the Compliance line. Managers will also make a good faith effort to review time off
requests the second week of October to ensure advanced notice for new approvals.

ARTICLE IX - AMERICANS DISABILITY ACT

9.1 The parties agree and support the policy to employ, evaluate, compensate, promote
and retain individuals on the basis of qualifications, ability, and performance regardless of
race, creed, color, national origin, sex, sexual orientation, marital status, age, or the presence
of any sensory, mental or physical disability unless the disability precludes the person from
performing the essential functions of the employment position, with or without reasonable
accommodations. The seniority provisions of this Agreement apply as indicated, except in the
instance of actions necessary to comply with federal or state legislation regarding mental,
physical or sensory disability.

92  Allpolicies and rules promulgated by the Employer, as well as its contractual obligations
shall be enforced consistently and uniformly by management.

ARTICLE X - HEALTH & WELFARE

10.1 The Employer agrees to provide medical/vision and dental benefits for all part-time
and full-time employees. Coverage shall commence on the first of the month following thirty
(30) days of continuous employment.

Employee medical coverage:
Effective the 15t of the month following the month in which this Agreement is ratified:

(1) 90% Employer/10% Employee cost share for Access PPO Plan
17



(2) Dependent coverage will be covered 53% Employer/47% Employee for
Access PPO Plan

(3) 95% Employer/5% Employee cost share for Core HMO Plan.

4) Dependent coverage will be covered 75% Employer/25% Employee for
Core HMO Plan

Employee dental coverage:

M 95% Employer/5% Employee cost share
(2) Dependent coverage will be covered 53% Employer/47% Employee

If the premium increase is more than 12% in any given year, Employer and/or Union
reserves the right to reopen negotiations for health and welfare. Any reopener for health and
welfare must not interfere with the Employer's ability to hold annual open enroliment
(usually occurs in November) and implement coverage effective January 1st. Before any
changes are made to the medical and/or dental carriers, the Employer agrees to notify the
Union 45 days in advance, unless unforeseen circumstances occur.

10.2 Disability. The Employer will pay 85% of employee coverage under the
Employer's Disability Policies.

10.3 Life Insurance. The Employer agrees to continue to provide voluntary
whole life insurance in accordance with the policy existing prior to the Agreement.

ARTICLE Xi- EDUCATION AND TRAINING

11.1 With prior approval from the Employer, an employee desiring additional
courses of study, workshops or training sessions, will receive registration and travel
expenses in accordance with the following. Examples of reimbursable expenses include but
are not limited to tuition, certification preparation course fees, testing fees,
training/education application and enroliment fees, pre-requisite course fees, training
registration fees, conference costs and license/certification fees. This money and time is not
transferable into the next calendar year. Employees who wish to have prepayment must
sign a waiver on CE (Continuing Education) form stating that they will have the amount
advanced, payroll deducted. Also, a payment voucher must be signed by employee and
supervisor and submitted with CE form to ensure payment. Finally, all forms must be
submitted at least four (4) weeks in advance of the training. Requests under this Article
will not be unreasonably denied. Employees will receive approved CE monies within thirty
(30) days of reimbursement request.

11.2 An annual continuing education fund of five hundred dollars ($500) per employee
will be available in accordance with Section 11.1. An Employee may rollover education funds
for one calendar year (example: 2023 funds can rollover to 2024), maximum continuing
education fund balance of $1000 including rollover funds. This section does not apply to
probationary employees or employees who have given notice of intent to terminate their
employment.

ARTICLE XIl - LEAVE OF ABSENCE

12.1 Leaves of absence shall be granted pursuant to federal, state and/or local leave
laws. If a particular period of leave qualified under both the Family and Medical Leave Act of
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1993 (FMLA) as amended and/or state and local law, the leaves shall run concurrently as
permitted by law. The Employer may require or the employee may elect to use any accrued
paid leave time, in accordance with the law, for which the employee is eligible during the
leave of absence. Alleged violation of the Family Leave provisions shall be submitted to the
grievance procedure set forth herein in accordance with the Family Leave law. Details of
both federal and state leave laws shall be available for employees to review.

12.2 Washington Paid Family Medical Leave Premiums. Employer will split the cost of
the program with employees. The split will be 63.3333% employee paid and 36.667% employer
paid. The 63.333% of the premium will be withheld from employee paychecks.

12.3 Sick Leave. Full-time, regular employees shall accrue 3.69 hours of sick leave
per pay period to a maximum accrual of five hundred twenty-eight (528) hours. Part-time,
regular employees shall earn and accrue sick leave proportionate to the number of hours
worked. Hours of sick leave accrued in excess of five hundred twenty-eight (528) hours shall
be paid to the employee on the basis of one (1) hour of pay for each four (4) hours of accrued
sick leave. An employee may convert four (4x) days accrued sick leave to one (ix) day of
paid vacation provided the employee maintains not less than one hundred sixty (160) hours
of accrued sick leave. The Employer may pay excess accrued sick leave at least twice
annually at a time determined by the Employer if requested by the employee.

All accrued sick leave may be used in accordance with the law.

Employees who are not otherwise eligible for the sick leave above (i.e. per diem, temporary
employees) shall be given sick leave in accordance with federal, state and local law.

12.4 Jury Duty. Employees on jury duty will be paid their regular pay to a
maximum of twenty-three (23) days' pay within a twelve (12) month period.

ARTICLE Xill - BEREAVEMENT LEAVE

13. Bereavement Leave. Employer to provide three (3) days of paid funeral leave to
non- probationary employees in the event of a death in the immediate family. Additional time
off for bereavement may be scheduled as either sick leave or vacation time. Immediate family
shall mean spouse, children, stepchildren, your child's spouse, parents, grandparents,
mother/father-in-law, siblings, nieces/nephews, aunts/uncles, and registered domestic
partner. Special consideration will also be given to any other person whose association is
similar to any of the above relationships.

ARTICLE XIV - GENERAL RULES

14.1 Mileage and Tolls. Mileage payments for the use of personal vehicles will be
reimbursed by the Employer at the current Internal Revenue Service (IRS) rate. Mileage
reimbursement requests must be provided within sixty (60) days of occurrence. Mileage
reimbursement applies only to travel required outside of an employee’s normal commute to
and from their regularly assigned home location. Any tolls incurred for travel to a facility other
than an employee's home location will also be fully reimbursable. Employees are responsible
for submitting mileage and toll information in accordance with Employer policies and

standards.
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14.2 Compensation Employment Termination. An employee who is
terminated, laid off, retires or resigns, will receive all wages and vacation pay at the next
scheduled payday. Probationary employees are not entitled to vacation pay. Exiting
employees are not permitted to use sick and/or vacation leave to extend their separation
date except as permitted by state, local and federal leave laws. Last day worked will be
considered termination date. Exiting employees will maintain any applicable health
insurance coverage through the last day of the calendar month in which they terminate
employment.

Vacation pay consists of all accrued vacation hours as of the termination date less
any vacation taken during the last pay period.

14.3 Non-Discrimination. The Employer and the Union agree that employment
shall be consistent with applicable State and Federal laws regarding discrimination.
Consistent with those laws, there will be no retaliation to any employee for raising
complaints of discrimination or bringing discrimination concerns forward. The employer will
share the annual EEO-1 reports with the Labor Management Committee. Upon request,
EEO summary data will be provided for physicians, mid-levels and registered nurses.

14.3.1 Language Protection. The Employer commits to annual training for
managers that includes standards and requirements set out by the Equal Employment
Opportunity Commission (EEOC) and the Washington State Human Rights Commission
(WSHRC); the trainings will also include a section on respect for all employees in the
workplace. The Employer will send communications clarifying CHC's official standard
that clearly states the EEOC and WSHRC requirements for language protection in the
workplace.

14.4 Clinical Attire. The Employer will reimburse direct patient care staff up to
$150/year for purchase of professional clinical attire. Non-patient care staff in the clinics
will be reimbursed up to $75/year for the purchase of professional medical attire.

14.5 Floating. Floating is defined as follows:

A change in home location, as assigned when hired, transferred, or promoted, for a shift
or partial shift that requires travel to another physical building location. Job
classifications that require travel to community events, including but not limited to health
fairs, insurance enrollment events, and other such events will not be considered
“floating" when attending those types of events. Employees that are split between two
home locations will not be considered "floating” when working in either of their home
locations.

14.5 .1 Designated Float Positions.

The Employer shall make reasonable efforts to maintain a float pool of Medical
Assistants, Dental Assistants, Pharmacy Technicians and Patient Services
Representatives that represents 10% of the total number of regular, non-float, Medical
Assistants, Dental Assistants, Pharmacy Technicians and Patient Services Representatives
(based on budgeted FTE). The Employer shall employ other float(s) as the Employer
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determines. They shall be considered as regular employees and eligible for all benefits
provided by the Labor Agreement.

14.5.2 Non-designated Float Pool Staff.

Non-Designated Float Pool staff shall be floated to another location if a column will be
closed due to short staffing, patient care will have to be cancelled or rescheduled due
to a staff shortage, or if the staff voluntarily choses to float. Managers will create a
rotation list, and an Employee who can demonstrate that floating would cause undue
hardship can request to be placed at the bottom of the list without being subject to
disciplinary action. The Employer will make reasonable effort to limit the floating of
Non-Designated Float Pool staff as outlined in this paragraph; however, the Employer
reserves the right to float staff as needed in emergent conditions that may arise.
Employees that are redirected or temporarily assigned to another geographic location
will receive temporary Float Pay at $3.50/hr for the assigned shift.

14.5.3 Floating Limits and Notification
Non-designated float pool staff member shall not be floated out more than once per

shift. If an Employee begins at one campus, and is floated to another campus, that
counts as one floating assignment. The Employer will make reasonable efforts to
provide as much advanced notice as possible to Employees ahead of their shift start
so that they may avoid additional unnecessary travel. The Employer will make
reasonable effort to limit the floating of non-designated float pool staff as outlined in
this paragraph, however, reserves the right to float staff as needed in emergent
conditions that may arise.

14.5.4 Floating Coordination and Communication

Within 90 days of ratification, the Employer shall designate Float Coordinators who will
be assigned to oversee the assignments of floating needs. The Employer will make
reasonable efforts to provide as much advanced notice if an employee is required to
float in order to meet patient care needs in a timely manner. Any change of assignment
within 12 hours of shift start time shall be communicated directly to the employee via
call or text to ensure clear communication.

14.6 On-Call Employees. On-Call employees shall be defined as employees
hired to supplement the regular work force to provide coverage for emergencies, illness,
vacations or other employee absences. Any employee designated as an On-Call or Per Diem
employee shall be paid a salary differential of 10%. No regular part-time or full-time employee
shall be laid off because of the use of any on-call employee. No on-call employee shall
work if a regular employee is available and willing to work a shift. On-call employees
shall not receive any benefits. Upon request from the Union, the Employer will meet with
the Union to review the status of any on- call employee who the Union believes may be
inappropriately classified (working the equivalent of a part-time or full-time position). If
the employee has been inappropriately classified, a new regular status position shall be
created and posted in accordance with regular job posting procedures.
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14.7 Privacy & Confidentiality. All employees will be cognizant of privacy and
confidentiality as it relates to patient records or conversations which may be overheard
by non-staff. Management shall promulgate policies which help staff to attain this
standard.

14.8 Break/Rest Area. The Employer will provide a break/rest area for
employees to use at each of its facilities. 1n no case shall employees eat in patient care
areas (i.e., examination room, dental areas). In the event that no space is available to
be used in this capacity, the employee may choose to eat off the premises or at their
desk.

14.9 Company Vehicles - Servicing. The Employer shall provide regular safety
and maintenance inspections and/or service for all company vehicles used by staff. Staff
will immediately report any concerns of same to the Employer for correction. The
Employer and affected staff will meet and arrive at a mutually agreeable regular
maintenance schedule for the vehicle.

14.10 Multi-Lingual Employees. Employees who are used as interpreters shall
receive a$1.00 (one dollar) an hour differential, as provided in the Section 14.10. In order
to be used as an interpreter and qualify the differential:

(a) The Employer will require such employees to demonstrate their competency
by passing an exam as determined by the Employer.

(b) All multi-lingual employees used as interpreters must be fluent in a
language spoken by at least 5% of the patient population in their location.

(c) In locations where 5% of the patient population does not speak a
particular language, employees who are called upon to provide translations
services from time to time may apply to Employer to receive the multi-lingual
differential on a case by case, hourly basis.

ARTICLE XV - DISCIPLINE AND DISCHARGE

15.1 The Employer shall have the right to discipline or discharge any employee
for just cause. Probationary employees may not file a grievance contesting any
discipline or their discharge. A copy of all written disciplinary actions shall be given to
employees who may place in their personnel file a written rebuttal to any disciplinary
document. Employees that are removed from the workplace by the Employer due to a
workplace investigation will be placed on paid administrative leave pending the outcome
of the investigation. The employee must remain available and participate in investigatory
meetings. Any disciplinary action in an employee’s personnel file shall not be considered
for purposes of progressive discipline after 9 months and shall be archived at an
employee’s request upon expiration.
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ARTICLE XVI - GRIEVANCE PROCEDURE

16.1 A grievance is defined as a dispute involving the interpretation or application
of the provisions of this Agreement that arises during the term of the Agreement. Itisthe
intent of the parties that the following procedure shall be the exclusive remedy for
resolving disputes as herein defined. Grievances may be filed by the Union or
employees. The Employer shall make a good faith effort to accommodate grievance
meetings during Employee lunch breaks or after working hours. Probationary
employees may not use this Article to contest their discipline or discharge.

16.2 The Union shall be the exclusive representative of the employee with
respect to the processing disposition and/or settlement of any grievance, including
hearings and final decisions of arbitrators.

16.3 Itis the intent of the parties that time limits referred to in this Article be strictly
adhered to. However, they may be waived or extended by written mutual agreement
between the Union and Employer. If the Employer fails to answer a grievance within the
next time specified, the grievance shall automatically advance to the next step in the
grievance procedure. If the employee or Union fail to file or advance a grievance within
the time specified, the grievance shall be considered waived.

16.4 Step One. The employee, with or without the presence of a delegate, shall first
submit the grievance (except suspension or discharge) in writing to the employee's
immediate supervisor within fourteen (14) calendar days from the date of occurrence.
The supervisor shall meet with the grievant and/or delegate within fourteen (14) calendar
days and shall provide the employee with a written answer within fourteen (14) calendar
days. All grievances shall be in writing and shall include:

(a) The specific Article(s) and Section(s) of this Labor Agreement alleged to
have been violated, with a summary outline stating facts supporting the
allegation; and

(b) The specific remedy sought to redress the grievance

Grievances that do not include the required information in subsections (a) through (b) may
be considered incomplete and shall be returned to the Union or employee for clarification
prior to being processed. The Employer’s response time shall not begin until a complete
grievance is received.

Suspension and discharge grievances shall be submitted directly to Step Two:

16.5 Step Two. In the event the matter is not resolved in the preceding step, it
shall be referred to the Department Director, or his/her designee, and the Union's
organizer or delegate, within fourteen (14) calendar days of the supervisor's answer.
Grievances involving suspension or discharge must be initiated at this step in the
grievance procedure within fourteen (14) calendar days from the date of occurrence. A
conference between the employee and Department Director or his/her designee, shall
take place within ten (10) calendar days from the date the grievance was submitted to
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the Department Director. The Department Director shall provide a written response
within fourteen (14) calendar days from the date of the meeting.

16.6 Step Three. If the grievance is not settled on the basis of the foregoing
procedures, the employee with the assistance of the Union may submit the issue in
writing to the President/CEO or their designee within fourteen (14) calendar days after
receiving the response from the Department Director. The President/CEQO or their
designee shall schedule a meeting with the grievant and a Union delegate or organizer
within fourteen (14) calendar days to hear the grievance.

When an employee advances their grievance to Step Three of this procedure, the
Employer invites the employee to provide a written or oral statement explaining why
they chose to make the advancement. The President/CEOQ or their designee shall issue
a written reply as soon as possible but not to exceed twenty-one (21) calendar days
following the meeting, unless mutually agreed otherwise.

16.7 If the grievance is not settled on the basis of the foregoing procedures,
and if the grievant and the Union have complied with the specified procedures,
requirements, and time limitations specified herein, the Union may submit the issue in
writing to final and binding arbitration within ten (10) calendar days following
receipt of the answer from the President/CEO. Within seven (7) calendar days of
notification that the dispute is submitted for arbitration, the Employer and the Union shall
attempt to agree on an arbitrator. If the Employer and the Union fail to agree on the
arbitrator, a panel of seven (7) arbitrators shall be requested from the Federal Mediation
and Conciliation Service. The parties shall thereupon alternate in striking a name from
the panel until one name remains. The person whose name remains shall be final and
binding on all parties. The arbitrator shall have no authority to add to, subtract from, or
otherwise change or modify the provisions of this Agreement, but shall be authorized
only to interpret existing provisions of this Agreement, as they may apply to the specific
facts of the issue in dispute. Furthermore, the arbitrator shall have no authority to
substitute his/her judgment for that of the Employer, so long as the Employer's judgment
is exercised in good faith and objectively made based upon established criteria. Each
party shall bear one-half (1/2) of the fee of the arbitrator and any other expense jointly
incurred incident to the arbitration hearing. All other expenses shall be borne by the
party incurring them, and neither party shall be responsible for the expenses of
witnesses called by the other party.

16.8 Any dispute as to procedure shall be heard and decided by the arbitrator ina
separate proceeding prior to any hearing on the merits of a grievance. Any dismissal of
a grievance by the arbitrator, whether on the merits or on procedural grounds, shall bar
any further arbitration.

16.9 The Union agrees not to request arbitration of any grievance alleging a
violation of Article IX, Article XXIlI, Sections 12.1, 12.3, 12.4, 12.5 and Article X1V,
Section 14.3, unless the grievant accepts the Arbitrator's decision as final and binding
and in lieu of any other procedure that might be available to the grievant.
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ARTICLE XVil - JOB OPPORTUNITIES

17.1 Employee Transfers. Vacant positions shall be posted for internal
applicants exclusively for five (5) calendar days (excluding the day it is posted) before
being made available to non-CHC employees. Eligible staff members may apply and be
considered for positions for which they are qualified. To be eligible to apply for a posted
job, staff members must have performed competently in their current position for at least
3 months, and staff members may not transfer more than once within a 9-month period.
Disciplinary action alone may not constitute a limiting or disqualifying factor for employee
transfers. All transfers shall be subject to approval by Human Resources or the
Department Director or their designee.

17.2 New or Modified Positions. If the Employer creates a new classification or
substantially changes the requirements, responsibilities or duties of an existing
classification, the Employer shall provide electronic notification to the Union, including
the position description and proposed rate of pay, at least thirty (30) days prior to the
implementation of the new or revised position. If the Union requests, the parties shall
meet to bargain the rate of pay, but such request shall not delay the implementation of
the new or revised position, including the proposed rate of pay.

17.3 Job Description. The Employer will furnish the Union with job descriptions
for all classifications in the bargaining unit including modifications and revisions thereto.
Upon request to the immediate supervisor, the Employer will provide employees with a
current job description.

ARTICLE XVIIIl - LABOR MANAGEMENT COMMITTEE

18.1 Staffing. The Employer will make every good faith effort, within
reasonable fiscal practice, to adequately staff positions covered by this Agreement and
provide appropriate and reasonable relief coverage.

18.2 The parties agree that working in partnership with one another while
centering diversity, equity and inclusion; all of which is in service to making CHC a place
where we all belong is critical to the success of the Labor Management Committee (LMC).
The parties agree that to assist this effort, a Labor Management Committee shall be
convened at a minimum on a monthly basis unless mutually agreed otherwise, to review
staffing, scheduling and healthcare and wellness issues, and provide notification of
new/changes to policy, workflow, or documentation required by employees. The Labor
Management Committee shall be composed of up to (1) employee per work area, (please
see Appendix D), appointed by the Union, one (1) union organizer or representative, and
up to five (5) managerial employees designated by the Employer. All members of the LMC
shall be employees of the Employer. A union member may be invited to attend LMC
meeting as a guest but shall not be a member of the Committee. The function of this
Committee shall be limited to an advisory rather than a decision-making capacity.
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18.2.1 Health Benefits. The committee meeting[s] to discuss healthcare and
wellness issues will consist of six (6) representatives from the bargaining unit including
one (1) organizer and two representatives from the employer plus the broker as a non-
member participant if applicable. The parties may invite other participants to the meeting
as may be mutually agreed. Subject to any limitations imposed by HIPAA or other applicable
law, the committee may review utilization data, wellness options, disease management and
pharmacy costs. The committee will submit its joint recommendation (if any) to
management in early June prior to open enrollment. The function of this Committee shall
be limited to an advisory rather than a decision-making capacity.

18.2.2 Organizational Diversity, Equity, Inclusion and Belonging. Issues regarding
equity and inclusion may be a Labor Management Committee agenda item, and the
Committee may identify and develop applicable data to perform its advisory role. Such
data could include but is not limited to the Employer EEO-1 demographic reports and
employer policies relating to discrimination and equity and inclusion. The Labor
Management Committee will attend a one-day training intended to increase skill and
awareness on hidden bias and cultural competency and to promote a better
understanding of bias concerns that arise during the course of the Committee's work. The
Committee will jointly select an independent facilitator. This training will take place on
paid time in at least one of the years of this contract. The Employer will pay for any costs
associated with the facilitator. One LMC CHC/SEIU team member will be selected by LMC
to serve on the CHC Diversity, Equity, and Inclusion (DEI) Council.

18.2.3 Joint Advocacy. The parties are aligned in their mission to ensure good
jobs and access to care at FQHC's.

ARTICLE XIX - RETIREMENT PLAN

19.1 The Retirement plan will be maintained at the contribution rate set by the
Board of Directors as long as it is set the same for non-union employees as Union
employees. There shall be no reduction in Employer contributions for retirement benefits
for the term of this Agreement. On December 1, 2026, all employees shall receive a
one-time lump sum contribution to their retirement account of $500.

ARTICLE XX - SAFETY AND HEALTH

20.1 The Employer agrees to provide a safe and healthful workplace and will adhere
to all State and Federal safety and health statutes. The Employer shall provide, at no cost
to the employee, immediate medical evaluation, testing, and post exposure prophylaxis in
accordance with OSHA Bloodborne Pathogen standard (29 C.F.R. 1910.1030).

ARTICLE XXI - WAGES
21.1 "Appendix A (12/1/25 start)" is the salary scale in use at the time this

Agreement is Ratified.
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All employees will receive a 3.5% across the board wage increase for Year 1 of this
Agreement, applied to the wage scale. This wage increase will be effective 12/1/25, and
will be paid retroactively to employees in two equal installments — one made upon
ratification of this Agreement and the other one month after.

Between December 1, 2025 and November 30, 2026, employees will receive a step
increase on their anniversary date. Employees at step 20 will receive a 2% one-time lump
sum payment of their annual salary on their anniversary date.

On 12/1/26, all employees will receive a 3% across the board wage increase, applied to
the wage scale.

Between December 1, 2026 and November 30, 2027, employees will receive a step
increase on their anniversary date. Employees at step 20 will receive a 2% one-time
lump sum payment of their annual salary on their anniversary date.

On 12/1/27, all employees will receive a 2% across the board wage increase, applied to
the wage scale; subject to the reopener referenced in paragraph 24.2.

Effective 12/1/25, "Sterilization Technician" to be placed on grade 6.

Effective upon ratification of this contract, Grade 1 and Grade 2 will be moved to Grade
3.

Effective upon ratification of this contract, Grade 3 starting wage will be $20.82/hr (step
1).

As of November 30, 2028, employees will not receive a step increase on their
anniversary date and employees at step 20 will not receive a 2% one-time lump sum
payment of their annual salary on their anniversary date unless negotiated in
subsequent collective bargaining agreements between the parties.

21.2 When an employee works temporarily in a different classification, he/she
shall receive the rate of pay of the step in the new classification, which is closest to
his/her current pay. In no event shall the employee be paid less than his/her current
rate of pay. All employees shall be placed at their current pay scales as described
herein.

21.3 Weekend Work. Employees who are scheduled to work Saturdays shall get
two dollars ($2.00) per hour in addition to their regular rate of pay. Employees working
Sundays shall get three dollars ($3.00) per hour in addition to their regular rate of pay.

21.4 Report Pay. Full-time and part-time employees who report for work as
scheduled (unless otherwise notified in advance) and are released from duty by the
Employer because of low need shall receive a minimum of four (4) hours’ pay at the
regular rate of pay. This commitment shall not apply when the Employer has called to
notify the employee at least one (1) hour before the scheduled start of the employee’s
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shift, unless normal travel time is greater than one (1) hour and this has been previously
understood between the Employer and the employee. It shall be the responsibility of the
employee to notify the Employer of the employee’s current address and telephone
number.

21.5 Lead pay. At such times as it sees fit in its sole discretion, CHC may
designate (or withdraw designation of) Lead assignments. Any employee designated
as a Lead will be paid a differential of $2.00 per hour for all hours of service as a Lead.
The parties recognize that the employer may need Lead positions for a temporary
period, and that the employer may withdraw Lead designation as it deems appropriate
for operation of its business. The parties recognize that the employer may need lead
positions to change and these changes will be discussed in the Labor Management
Committee. Lead pay will be included in the regular rate of pay used for vacation,
holidays and sick leave.

21.6 Training Pay. At such times as it sees fit in its sole discretion, CHC may
designate (or withdraw designation of) Trainer assignments. Any employee designated as
a Trainer will be paid a differential of $2.00 per hour for all hours of service as a Trainer.
The parties recognize that the employer may need Trainer positions for a temporary
period, and that the employer may withdraw Trainer designation as it deems appropriate
for operation of its business. It is understood that employees in the ordinary course of
their responsibilities are expected to participate in orienting the employee to department
operations, procedures and processes, including providing informational assistance,
support, guidance, audit and feedback to employees, and that employees will not be paid
as Trainers. The parties recognize that the employer may need trainer positions to change
and these changes will be discussed in the Labor Management Committee.

21.7 Float Pay. Employees hired in a designated “floating” capacity under Article
14.5 shall be paid a $3.50 (three dollars and fifty cents) an hour differential. Staff who are
temporarily redirected or temporarily assigned to a different geographic location pursuant
to Article 14.5.2 (Non-Designated Float Pool Staff) will receive the $3.50 (three dollars
and fifty cents) per hour differential for the hours they are floated.

21.8 Multi-Lingual Pay. Employees hired in a designated ‘interpreter” capacity
under Article 14.10 shall be paid a $1.00 (one dollar) an hour differential.

ARTICLE XXIl - SEPARABILITY

221 In the event that any provisions of this Agreement shall, at anytime, be
declared invalid or void by a court of competent jurisdiction, Legislative enactment, or
Federal or State statute, it shall not invalidate the entire Agreement, it being the express
intention of the parties hereto that all other provisions not declared invalid or void shall
remain in full force and effect.

22.2 In the event that any decision, Legislative enactment or statute shall have
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effect of invalidating or voiding any provision of this Agreement, the parties hereto shall
meet solely for the purpose of negotiating with respect to the matter covered by the
provision which may have been so declared invalid or void.

ARTICLE XXl — NO STRIKE — NO LOCKOUT

23.1 During the term of this Agreement, neither the Union, nor its members,
agents, representative, employees or persons acting in concert with them shall incite,
encourage or participate in any strike, sympathy strike, picketing, walkout, slowdown or
work stoppage or a threat thereof, the Union and its officers will do everything within their
power to end or avert the same. Any employee participating in any strike, sympathy
strike, walkout, slowdown or work stoppage will be subject to immediate disciplinary
action up to and inciuding termination. The Employer agrees that in consideration of the
above, it will not lock out employees during the term of this Agreement.

ARTICLE XXIV — LENGTH OF AGREEMENT

24 1 This Agreement shall be in full force and effect from the 1=t day of December
2025, to and including the 30" day of November, 2028, and thereafter from year to year,
unless either party gives notice in writing at least one hundred twenty (120) days prior to
the expiration date or any subsequent year of its intention to cancel or modify same.

24.2 Reopener. The Parties agree to a reopener in Fall of 2027 for the limited
purpose of negotiating a potential increase to the agreed upon 2% across the board wage
increase referenced in paragraph 21.1 for year three of this CBA (12/1/2027 to
11/30/2028). The wage reopener will be inclusive of discussions of potential across-the-
board adjustments to the wage scale and step increases.

COMMUNITY HEALTH CARE SEIU HEALTHCARE 1199NW
OV s 1y
David Flentge, Chief Executive Officer Jane Hopkins, President
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Michelle Melendez
Medical Receptionist, Spanaway
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Mia Ragozino
Lead Negotiator, SEIU Healthcare 1199NW

Dena Nolan
Medical Assistant, Eastside

Dorothy Challenger
Dental Assistant Lead, Spanaway

Travis Stein
LPN, Hilltop
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Patient Services Re&p, Llakewood
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LETTER OF UNDERSTANDING

Credit for Past Experience: CHC is committed to a fair and equitable process for placing new employees
on the union wage scale based on prior work experience. A new employee who wishes to submit a one-
time review to the HR Director of their placement on the wage scale may do so by submitting a written
notification to Human Resources within 10 calendar days of attending new employee orientation. The
HR Director will issue the final determination within 30 days of the written review request. This review
process is not subject to this Agreement’s Grievance Procedure.

Signed and dated this4 8 day of April, 2026

COMMUNITY HEALTH CARE SEIU HEALTHCARE 1199NW
/W gé-ﬂéf/
David Flentge, Chief Executive Officer Jane Hopkins, President

30



LETTER OF UNDERSTANDING

The Employer agrees to notify the Union of any changes to its employment policles that
affoct employees represented by the Union. Upon request by the Union, the Employer
agrees to meet and negotlate with the Unlon over the effect of changes to its employment

policies.
-«"{ 1
Signed and dated this 24 “day of _feDeveary 2034, R017  DPF

COMMUNITY HEALTH CARE SE|U HEALTHCARE 119SNW
/= / - :
/@/-' ZQ A [/ L I\D_,L,évw-—L R
David Flentga, Chlsf Eggéc. Officar Diane Sosns, President
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APPENDIX D

LMC Work Areas- one LMC representative per work area unless otherwise noted

e Administration

- Eastside Medical (2 LMC representatives)

= Eastside Dental

«  Pharmacy

«  Hilltop Medical (2 LMC representatives)

» Hilltop Dental

« Lakewood Medical

= Lakewood Dental

= Parkiand

-« Spanaway Dental

» Spanaway Medical

= Key Center

«  Other Services/Clinics: School Based, CLR, Sealant Program, Community Health Workers,
Women's Health

+  Puyallup Medical

e Puyallup Dental

Total: 15 work areas, 17 LMC representatives.
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