COLLECTIVE BARGAINING AGREEMENT

BY AND BETWEEN

WASHINGTON STATE NURSES ASSOCIATION

AND

VIRGINIA MASON REHABILITATION HOSPITAL

TACOMA, WASHINGTON

JANUARY 1, 2026-DECEMBER 31, 2028



TABLE OF CONTENTS

PREAMBLE ..ottt ettt sa s ss s e st e s e st e e sre s e s eeeaas 1
Article 1 = RECOGNITION ......ccioiiiiieietiietenirie ettt ent s e st e s e s e teseneennnenesseneesens 1
1.1 RECOZNITION. ...eiiiiieeiieniiiiieiet ittt et ettt et er e b sme b se s s s et se et b s onencanane 1
1.2 Statement Of PUIPOSE. ....cc...iiiiiieeieetricrtntee ettt e et e et s s e s e b e st e e e e et seeemesme e 1
1.3 SCOPE Of ABIEEIMENL. «....cviriiriiiiiriiricireeieeier ettt ereebe e e st en s saeenne st s et ssaen e saeseneesessessernns 1
Article 2 — MANAGEMENT RIGHTS .....ccoceiiiiiiiniiiinincieiei st siese s s bssiaesasanas 1
2.1 GENETAL....e ettt e e ste et ettt re e ent e r et et s a et be et e esneens 1
2.2 SUDCONETACHING. ..eevievereiereeetierieietetect ettt st sttt s e e ee s e s e et veta et e sb e s mesame et et s e eaee setseenes 2
23 HaRADOOK. ...cciiiiiiit ettt st s 2
Article 3 —MEMBERSHIP ...ttt st e e en et ae e re s 2
3.1 IMEIIIDEISRIP. c ettt see s st et st r et st en e st sne e s eaeae s ne 2
3.2 Bargaining Unit ROSEET. .....cocuieiiriiiiiiieieieitenerceesetcster sttt see st nenn e nen 2
33 DIUES DEAUCLION ....cvuvceeiiiieereeiieeieieteereten ettt s s et st e et et e st e et ar et st sssesessassens 3
3.4  Notification to Employer / Indemnification........c..eccevuereererenimminreiiienenneineceeees e sesnencesenens 3
3.5.  Voluntary WSNA Political Action Committee (PAC) Deductions. ........ccccceveeererrrererenmnecrencrnene 3
Article 4 — ASSOCIATION REPRESENTATIVES........ooicoiiiriitcrtnierieinettnresent e seseeensssnesenens 4
4.1 ACCESS 10 PIEITLISES. .....iviviiiiiriniiiircictiite sttt et eb e sr et sa e e e srne e 4
4.2 LoCal UNit OffICOIS. ...ueiiiiiiceiciitertetenieieseeretiteesectreeeeteae e st saesres et e s et s s eamtems e re e san et earsaene 4
43 OFTENEALION. e.evenviviiitiririt ettt b e st a e sa e e a b e aeshe o netabesaenesnenserenes 4
4.4 LO0] 111 ¥ 101 AT USRS OU SRR RO OOTOPOPO 4
4.5 Bulletin Board.........coiiiiiiiiiniinecneect s s en e eens 4
4.6 Conference ROOIMS. .....coiiiiviiiiiiiciiiiiiie et s e bbb sa e sn st 4
Article 5 — CLASSIFICATIONS .....coviiiiiiiiiicienteiii ittt esse e sn et en st emssms et s saen e esaesae 4
5.1 Regular Full-Time EMPIOYEE. ....c.couevueeuiiitiioetimcint st ettt ettt see b asbe s 4
5.2 Regular Part-Time EMPIOYEE. ......ccevviviiieieiieieerieinteneneieneiesesresesssessaessesssssessseasssesmessesssssncenes 5
5.3 Per Diem BMPIOYEE. ...cueiriieirteeetie ettt s e e ess s s e st e sse s e es e srensesn e 5
54  Temporary EMplOYee. ......cccoccciiiiiiniiiiiiiiiniiniiiireimnicneincns s essnsnsse s saeniens 5
Article 6 — EMPLOYMENT PRACTICES .......oocoininiiiiiineinieeiiniirtsesesensieesestssnessessessencssssessneneens 5
6.1 EQUAL OPPOTTUNILY. «.evvvieeeereeeieeeereeeeieintreeereeseseeseesessseeesassesseessaessessssneeseesssessasssassaerasessesasssesssans S

6.2 NOtiCe Of RESIZRALION. ....eeiiiceieiiiriieeieiesireererteeseretsersstesseesere st sesrsssestesssessassstsseesstemseanseseesessnsrnss 5



6.3 SEALFINE. eeiereierieeee ettt et ettt s e et s r e e e es st e s e b e st e s e e e re e tesha e basan et eana st astaerenaensas 5
Article 7 — SENIORITY ....ooiiiiiiiiiiiiiicinteenint ettt b sa e s e e bbb bbb 5
7.1 SIIOTTEY e veeveeeeerreeetrrsees e e ee e e e e eeetssaeereeesar e bt e e b tsameeasa e e nsesssssannnee st aebaaans e e s e san et sansersbeesraanstante 5
7.2 SENIOTTEY LLISE. 1eeurrrieteeceiteeietrerteee s et iaeestrstr e et asteesaesssessanae st e sesnseaseeassestabassssassansansarassonsensrnns 6
7.3 Termination Of SEMIOIIEY ... ..cvoieriertererreeerieeesrecereeeeem et reesresae st esseesaaenesresamaesaasaesresseeassesnensas 6
T4 VACANCIES.....ceeectiiiiieieriesire ittt et et e st b bbbt b e sba b eas st s abe s e s e e s b enaes 6
7.5 Probationary PEeriod. .. ..o ittt seee e et te e s e e e e set s b et se e resaserenen 6
7.6  Reduction in FOrce Procedure. ..........ccccicivinniniiinmiciiiiiniicniencctncce s seeniaieneaens 6
7T RECAI RIGNES....oiteieiceieeietet ettt sae e e e te e e e s s e et s e b e b annssa et sessnnsanssssaensesassansrans 7
7.8 ReCAll PrOCEAUIE. ....cuvieiieicieiicticcrececieiet ettt e sttt et s st 7
7.9  LowW Census (FIEXING). .....ccvvierrireniieerieeeeete et ee st seessse s esesessas e asesate e s e sessenssmssmessssessasssancas 8
Article 8 = COMPENSATION.......cooiiiiiiricnt ittt et et b s s st esie 8
8.1 Base Wage RAES. ...ccccoeuieiiiiieiecitectecie ettt sra st et e s e sa e s b e neb e s resan e saren 8
8.2 SEEP INCIBASES. <.eerveeeeeeerurierienteriee ettt rme et e e ste et e st st st e et e st sas e e e st e ses st easessaebesaesstesnensenabansere 10
8.3 Per Diem EMPIOYEES. ....ceiiiieiierrenriiinieniesierieraen et s et sanesresas e sesseesassaeseessessensesesnsesessessnssnsenses 10
8.4 EXPErience BONUS. .....ciueeuertiiiiriiereiteiee ittt et ane s s s et s s s s s as e e b e e anrens 10
8.5 DIFFEIENLIALS. c..cvueeeieeciieceie et et b 11
8.6 CRRIN BONUS. ..ottt itne ittt s sa e sttt s sasea s seene st st et a s sanosesasonoesneneasonee 11
8.7  Weekend Differential. ..........coocveeiiieiiinieniccicin ettt re e s nae 11
8.8 Preceptor DIfferential. .........covciueecirenerceiieieirre ettt ee st sne e e s sae s e s b et eneae 11
8.9 Extra Shift BONUS......ccoocviiiiieicecier et s s e sans 11
8.10  Stand-By/Call-Back Pay..........cc.ueoiriiiiicriiiiiinseenierieee ettt cse et st see e sre s mesen 12
8.11  BSN or MSN Differentials. .......coccireiirciiiniiniiciniiieieeeriiirenre st see st es 12
8.12  OVEIIME PAY. .eiiiiiciiiiiiiieeetie et ee e eee et sereat e e ent e s s ss e s e s sneemsessess e be b esaassasasasnabeesaeses 12
Article 9 — HOLIDAYS ...ttt et se e sne st sttt e vt sesas e 12
Article 10 — REST AND MEAL BREAKS ..ottt e eb e 13
101 RESE BIEAKS. c.veveeiriiiiieiieesicne sttt st e s b b e et n e s ne s nae s a e 13
J0.2  MEaAL BIEAKS. ...ttt ettt sttt nee e st sees e s s s e et e e s e sa b e b et e nebens 13
10.3  UD-IEEITUPLION. ..eiiireriieneemietiresetnic st cecsie b e s e e se s ese s sme st see e e e e sa e st b e rene e e e smesaessasasas 13
T0.4  WRIVET. oottt et sae e s et me e sae e set e et et et e e s e e re e e s s eanesesaaseasasenerasncs 13
Article 11 — LEAVES OF ABSENCE ......cucciiiiiitiieniereeeercictenss et st sneessseeens e sss b sotsn e sassnnis 13
11,1 Bereavement LEAVE. .......ccoiiviiiriiriniiiniicie it smcesses et st e st e b e s sane et snassbe st saessanaens 13
11.2  Jury Duty and Court APPEArANCES. ......ccerrivianirriereereeeeeesientriratenseseessressesssessessessessessensasnsesssans 14



113 PerSONAL LLAVE. ..o uueiiereierieiiiiiceir it ree e eisiesimt e e s esbaeeessesassteesansasessenassresssssnsesannsseessonsnnssessneessssnns 14

11.4  DiSADIlItY LEAVE..ccuiiteeiiereieiicteitenritetieseenenreessisstsaessesassessenasstesasssesassessensesssansensrassnsessessesessassens 14
11.5  Occupational Workers’ Compensation Leave. .........ccocuvviuiiiiinimiinninniinicenseesssssseneas 14
11.6  Pregnancy, Childbirth, or Related Medical Condition Leave.......c.ccccccvvcrvermnricvcnnnnnnniierennns 14
11.7  Family and Medical Leave. ........cc.ouiminiiiecuineieieiicieecieerceiesie st reseesresseseess e s e s s snesoes 15
FL8  MIlIAry LEAVE. woucoueieiiiiiiiei ettt ettt mee s eas s s e st eee s s et ebas abesresmesmesane 15
11.9  Doctor or Authorized Medical Provider Certification. ..........cccccioeiecerinmeniececicnnennineeceennnnens 15
11.10  Benefits DUring LEAVE. .....cccceuiiereriieieiiicieceteinierr et ese ettt eee e et esessaeneaens 15
11.11  Returnn from LEAVE. ......covuicviiiiiiiiiiircrcniti ettt sas s a s s s cnnsmsne s 15
11,12 Leave EXeNSIONS. ......covviiiviiniiiiciciiie ettt e ess e e esnses s sas st snsnas 15
Article 12 — PAID TIME OFF, SICK LEAVE ......ccoociiiniiiiic it tesece e sasss s ese e 15
12,1 GNEIAL..eieiieue ittt st b e et en e 15
12.2 Purpose and USE. ......cccorereianiiiiiriiieeeereerecesiste ettt tee e seeemte s e ressbe s sesaesnresa e saserensesneaene 15
12.3  BLGIDIIIEY oottt et bt e et s eaen 16
12,4 AcCruing PTO . .ottt sev e st e et e e s et s 16
12.4.1  When is PTO Earned?.........ccccccvivininiiiniiicicnciircsec e sesseesne v cneasnseseenns 16
12,42 ACCIUING BASIS. .ovriirriiceeriniieitiieiceen sttt st s e n s en s ene e enesaeamsaenns e sene 16
12.4.3  Maximum Hours ACCIUAL ........cccuiviiiiriiiiciiinrncite e e 16
12,44 USING PTO ..ottt s bbb sae st s 16
12.5  Vacation or Foreseeable Use — Request and Approval...........ccoccciiinninnincccncnnnniccnninn, 16
12.6  Unforeseeable Need for PTO — NOLICE. .....cc.coviieiiiiiiiiicr ittt s 17
12.7  PTO Use for All Scheduled and Unscheduled Absences. .........c.ccoveericicmiininnieniccncninnencnnens 17
12.8  PTO Use During Leave and Flex TIMe. ......ccccvireernienieniesecieseeerserrniestesseesasssassnesassassessnan 17
12.9  Change in SEALUS. ......coeriieccrieciiercreninent e sttt eees s ne ot sses e emasasesressiae e saesbennensesensentan 17
129.1  From PTO-Eligible to Per Diem Status. .......ccccueceviinininiicicicneerininesnee e sieceemencsvecnenes 17
12.9.2  From PTO-Eligible to Part-time..........ccoceceirireciiiiiiiiniiieicieeenieiecrecresesrecsnnerenesees s 17
12.9.3  Eligibility Change. .......c.eceeireiairiiiereiniicric it rieteseesese e seseesaseseesesesesessessreseneresessannsenea 17
12.10  PTO Payout at Termination. ......cccocceveveiiinuiiiiininn iestesienti e e resiesacstesssaessssesseneesnssess 17
12.11 PTO Cash-Out During EMPlOYMENt. ......c.ccciivieieieeeiiinnieenineitiencreeennieeeseeseeeemresnseessesessess 17
1212 Paid Sick L8aVE. ..cviiiiiiiiciiiiiiiiciticece it e s e s 17
Article 13 — HEALTH INSURANCE / DENTAL / LIFE / DISABILITY ..coovciineiieencrineenen e 18
13.1  Health INSUTANCE. ......coceviiiiiiiiiiiiici it sae e sn st enens e 18

13.2  Health SavIngs ACCOUNL. .....civierirreieeieiiiiceienenrereeiescrieeteer e ssrbes e reese s ese e s sbenseeneasreesaenresansas 18



Article 14 — RETIREMENT 40T().ocuccetrerieetereneirinietienesaencme it see s sesnessesesseseseesensessesssseensssssasses 18

Atrticle 15 — GROUP LIFE INSURANCE .......ccooiieiiiiiinientnieiee ettt essassseme e sisessissbessmssanses 18
Article 16 — SHORT-TERM AND LONG-TERM DISABILITY INSURANCE......c.cccccccevmmnennennnnns 18
Article 17 — GENERAL PROVISIONS .....uoioiiiiieiiirtnterricet st ssees s e smiese s et st sae s saese e 19
17.1 LECEISES. euveuiiueiniiicieitcetine ettt et ss st st b e et ch e b b sttt r et a e r s nb e s sae e 19
172 DIUG TESNG. c.eeeeiieeieiieieireceirtre et et st ee s e s st et ssae s e e s enteasenensannesaenre s e reneaseseases sesnses 19
17.3  Employment Bonus Programs. ......c..cccooiceerciiriiniiniineneneneeieeneesieneestesesesctssssssseeseesesaessersans 19
174 GIEES. ettt sttt a ettt st e b e st b et b e bt b e e a e et s 19
17.5  PRYSICAl EXAM. ...ocvimiiiiiiiicictie ettt ettt et e a s e e 19
17.6  Savings Clause / Separability. .......c..ccccevririieiiiciiiie et 19
177 PrIVACY LAWS. ceooeireiiiiciieiieete ettt s e e e e ste st st s e b b seass s s s bttt et e e s ntesaeesaessesaesntsnnessen 19
17.8  Off-the-Clock Work SHifts. .......ccoiiiriiientice ettt 19
17.9  Attendance and Punctuality POIICY.......cccoouireimininriieiet ettt 20
17.10 Customer Service / Patient Service INitiatives.........occevevuirermicciriiinieinecceereecccescsesecene 20
Article 18 —NURSING EDUCATION ......cecciiititiiritenieriteensestssestsee st reses e sssessestenesssssnssessssesssasassens 20
I8.1  OTIENEALION. ..cvivenriieieiritreetetei ettt sre e r et s a b st m e e e e ber e b e ae e nae s ees 20
18.2  Staff DEVEIOPIMIENL. ....cveuirieeiiniitee sttt ettt e te e sce e e s e s esesaesaenesseresrnansasensensrannes 20
18.2.1  Required EdUCAtION. ....c.ccuvuiiviiieniiiiciititeieee sttt st e 20

18.3  Tuition REIMDBUISEMENT. ....o.oceiiiiiirieiiieiei et e sne s e ren 21
184  EMPIOYEr MEEHINES. ....ccciiriiieieeriteiiceereteiesirentecreret et eieste sttt e s e ee s e b esssss st aneneseensssemsnsenans 21
18.5  Continuing EdUCAtION. .....ccccviriiiiriiiit ettt e sttt ebe e s nbe b e 21
Atticle 19 — REPRESENTATION RIGHTS .....coiiiirienieirire ettt sne e et eae st essae s e se e asene 21
Article 20 — GRIEVANCE PROCEDURE .....ccoccoimiiitiniinieciiartnnetntesecsscese sttt s st saas s sanenes 21
20,1 PUIPOSE. ..irerreeiieirtee ittt s st et s sr e b s s et e et e et b e e b e e R et et et a st eat et e eataneeeabeeraebeas 22
20.2  DEIINILION. c..vecteiticiirtctecerietitec ettt ettt se b s et ese s b e sre e e be e e s esbnas e b easssnatenenresenraenrens 22
20.3  Grievance TIMEINES. ... ..ccooiiiiaeiieieceii ettt e e s res sttt ee e s b s eae see et essns e s staes 22
2004 PrOCEAUIE. ...oureeeeeiieee ettt et cs e s e e e e b s a e s n st me s esesanaesbesse s aatent s e se et snsens 22
SEED 1. e bbb sr e n s 22

R3] (<] OO PO U U TSSO U RO U PRTSTOO 22

] 7<) 0 35C T OO OO OSSO PSR U OO PSSO UR SRR 22

20,5 ATDIETALION. «eueiiiiiiieiereie ettt et mer et e s et r et s e ene e sttt sa e nesentreae 23
20.6 Back Wages REMEdY......ccccviiiiriiiireiieiinierieiteeresire st atet st essveaseesaeasarsssesssaseessasesssessensensenss 23

20,7 MEAIALION. e ereeerectteeereeeeiesereeseesraaaeeareeseesaasansessesessteesssesssnannstessssssnsenesseeneansansensasasesesseessrene 23



Article 21 = SUCCESSORSHIP ........ccoiiiiiiiiiiiiiiimcinctn s essa s s e 23

Article 22 -LABOR MANAGEMENT COMMITTEE .........occcoimiiiniinrieieintneterae et sveens s 24
Article 23 —HOSPITAL STAFFING COMMITTEE ..........coivieieinietietieeieieceeesressisesvrereeeesaasaesennnens 24
23.1  HSC MeEMDBEISHIP. .eeviiiieriirtirieeieraeieestrsesaeesssraseereestassasasamssensassaersassssesssssssnenssssnsansansessanees 24
232  HSC Membership COMPENSAtION. ....ciccvrerrerreereienienvescersorasrmreseiseesoasassessessns sanassessesssssssssessnen 24
23.3  HSC Development of Annual Staffing Plan. .....c...ccccoveiemiiiiinninereicieecnesesrcereseereeeesiennes 24
23.4  HSC/Grievance and Arbitration ProviSions.........c.ceeeeeurertereeineeiieicseceereeneenseeseeicosseneessnens 24
23.5 Employee Complaint Procedure. ........c..coccimeririeieneniinenirinininecnetesecesesveseseensenerieensesenssses 24
23.6  Future State Law Modifications. .......cccoeueiuiiiiicieniiiiiccticicicsenenceet e ceenns e saseeaes 24
23.7  SATE SHATTINE. coeieoeeeeeiictei sttt et es st e raes s ee st sa e s e e s b e s esasaae e et erra s aaessae e asseaneeshassaenen 25
Article 24 —INO STRIKE......cciioiiiiiii ettt sttt ettt st s sse st es e s e st e seeee e sasseans 25
2| R (G5 1 s 0 MO S S S 1 e s 25
242 Statement Of PUIrPOSE. .....cvvvierriirerieciiienieeiimersnraeecaeeceennernns Hrteeuteeee i te e rese e rr e rneshaeesnta s taeseanas 25
Article 25 — SAFETY PROMOTION & WORKPLACE VIOLENCE PREVENTION.......ccccoeveneiene 25
25.1  Workplace Violence Prevention Plan. ... 25
25.2  Risk Reduction TraININg......ccocceerererieesreineisieieererieeseeserssessessessrstessesssassasssersassssersessssssersessessees 25
253  Incident Response ProcedUures ...........cverieriiiienienrenienienencenseeeteseeteseemeesssessseesneareesnsscnenaeans 25
Article 26 — DISCIPLINE AND DISCHARGE .......ccocmmmiiriinrenireenc st snesesmessesresneeseebseenensessenisens 25
26.1  JUSE CAUSE. creecrineiiiiiiiiiiiei ittt b e e b s s n e bt e s b s bbb e SR ba e e e een R b 26
26.2  Progressive DISCIPIINE. «..c.ccvivieeerisiieeereieitieieneeeentreseestessssessaensssessmeansesmsereassaasssasnssssssaessanes 26
26.3  InVeStiZatory SUSPENSION. ...cevivvieirrveireeieeriereriesteseeesessassassessentsstrasssensestesranessesassasersesssensemseassncnes 26
26.4  Written DiSCIPlINAry ACHION. ....c.iccieetieirerrertee et st cteeeessrae e eeerenreseetesssssae s besbesnsensseasnassesnasens 26
26.5 Disciplinary Notices, Rebuttal, and Inspection of Personnel File. .........cc..ccccovininievercirnennnenc 26
26.6  Patient Care COmPLaINES. ......coccvmirriiieerieneiieecere ettt st s e esseb e neseesanes 26
Article 27 — WASHINGTON CARES FUND .....ociiiiiiiieriretertnrestenerecteres e eseeseestesesstesiessssnesessssnnrane 27

Article 28 — DURATION ....c.coi ittt ettt e st sa st ser et e s enebenarens 27



PREAMBLE

This Agreement entered into by Franciscan Specialty Care, LLC, hereinafter referred to as “Hospital” or
“Employer" and Washington State Nurses Association, hereinafter referred to as the “Union™ or
“Association”, has as its purpose the promotion of harmonious relations between the Hospital and the
Association, the establishment of an equitable and peaceful procedure for the resolution of differences, and
the establishment of rates of pay, hours of work and other conditions of empioyment.

Article 1 - RECOGNITION

1.1 Recognition. The Hospital recognizes the Association as the sole and exclusive bargaining agent
for the purpose of collective bargaining with respect to rates of pay, wages, hours of employment and other
conditions of employment for all employees in the bargaining unit as described in the Certification in Case
19-RC-234135 as follows: All full-time, regular part-time and per diem Staff Registered Nurses employed
by the Employer and working at Franciscan Specialty Care, LLC, excluding all non-professional
employees, Nurse Educators/Infection Preventionist, Clinical Liaisons, the PPS Nurse, Case Managers, and
all other employees, managers, guards and supervisors as defined in the Act.

1.2 Statement of Purpose. The Hospital and the Association agree that the most critical aspect in
interpreting this Agreement is the promotion and protection of excellent patient care, the acknowledgement
of the value and contributions of Registered Nurses to the mission of the hospital, and harmonious labor
relations.

1.3 Scope of Agreement. The parties acknowledge that during the negotiations of the terms of this
Agreement, they were afforded the unrestricted right to negotiate all matters not removed by law from the
area of collective bargaining, that they shall be governed exciusively by and limited to the terms and
provisions of this Agreement and that neither shall have any other obligation or be obligated to negotiate
with respect to any addition pertaining to wages, hours, or other terms and conditions of employment,
whether or not specifically included in this Agreement or discussed during the negotiations preceding the
execution of this Agreement.

No addition to, alteration, modification, practice, or waiver of any term, provision, covenant or condition
or restriction in this Agreement shall be valid, binding, or of any force or effect unless made in writing and
executed by the Employer and the Association. Only the Employer’s Labor Relations counsel may execute
a change to this Agreement on behalf of the Employer.

Article 2 - MANAGEMENT RIGHTS

2.1 General. The Association and the Hospital agree that all rights, powers or responsibilities of the
Hospital existing before the execution of the Agreement are retained by the Hospital and that these rights,
powers and responsibilities, unless expressly modified or abridged by this Agreement, shall belong solely
and exclusively to the Hospital during the term of this Agreement. The parties agree that the inclusion of
any management rights in this Article shall serve as a knowing and unequivocal waiver of rights under the



Act. These rights include, but are not limited to, the right to manage the Hospital’s business and property,
the right to determine the standards of service to be provided and standards of productivity and performance
of its employees, the right to determine nursing, teaching and other professional standards and methods,
the right to determine the size and composition of the work force including the utilization of contract/agency
employees in accordance with applicable overtime and nurse staffing law, to determine educational
standards to decide the number and location of offices, buildings, facilities and physical plant, to decide the
quantity and type of equipment to be used in its operations, to determine and introduce patient safety
procedures, to determine the speed of such equipment and the content of job ¢lassifications, to promuigate
reasonable rules and regulations, to select supervisory and managerial employees, to contract out work, to
determine the time for work, to determine the shifts of specific employees and groups of employees
generally on a temporary or permanent basis, to determine work areas, to determine the method and place
of performing work including the introduction of improved production methods or facilities, to determine
the scheduling of work and work breaks in accordance with applicable law, to determine whether work
shall be performed by bargaining unit employees or others, to establish standards of quality and quantity
for work to be done, to determine whether any part of the whole of its operations shall continue to operate;
to establish, change or abolish any classifications or service, to maintain order and efficiency in it facilities
and operations, to discharge probationary employees for any reason whatsoever, to determine the duties of
employees, to hire, to lay off, to assign, to transfer, to determine the qualifications of employees, to promote
and demote employees, to discipline, suspend or discharge employees for just cause as defined herein, to
determine the starting and quitting times, to require overtime in accordance with applicable law, to
determine the number of hours to be worked, and to subcontract work. The Management Rights clause
shall survive the expiration of the Agreement.

2.2 Subcontracting, In the event that the Hospital determines to exercise its right to subcontract all or
any part of the work under this Agreement, the Hospital will provide the Association thirty (30) calendar
days written notice of its decision to subcontract and shall provide the Association a reasonable opportunity,
during said notice period, to meet and discuss the effects of any layoff that may result from such
subcontracting. Any such meeting need not delay the subcontracting.

2.3 Handbook. Employees shalt be given a copy of the Employee Handbook (which may be
electronically) and are expected to abide by all terms of the Hospital Employee Handbook (as may be
amended by the Hospital with notice to the Association), except to the extent they are superseded by specific
provisions of this Agreement.

Article 3 - MEMBERSHIP

3.1 Membership. All Nurses shall, as a condition of employment, become and remain members of the
Association within thirty (30) calendar days after their date of hire. Any Nurse who fails to comply with
these requirements shall be discharged upon request of the Employer by the Association, and such discharge
shall be deemed for just cause.

3.2 Bargaining Unit Roster. Twice a year (in the months of January and July) the Employer shall
provide the Association in an excel spreadsheet attached to an email with a list of those nurses covered by
this Agreement. This list will include each covered nurse's name, home mailing address, home telephone
number, Employee ID number, work status (fuil-time, part-time or on call), FTE, unit, shift, rate of pay and
most recent date of hire into a bargaining unit position.



Monthly, the Employer shall provide the Association in an excel spreadsheet attached to an email with a
list of all nurses covered by this Agreement who were hired and/or transferred into positions covered by
this Agreement during the previous month. The list shall contain each employee's name, home mailing
address, personal email address, home telephone number, personnel number, work status (full-time, part-
time or on call), FTE, unit, shift, rate of pay and most recent date of hire into a bargaining unit position.

The list also shall identify all employees who, during the previous month, transferred into positions outside
the bargaining unit or terminated their employment with the Employer.

33 Dues Deduction. During, the term of this Agreement, the Employer shall deduct dues from the pay
of each member of the Association who voluntarily executes a wage assigmmnent authorization form,
available through the Association. When filed with the Employer, the authorization form wifl be honored
in accordance with its terms. The amount deducted and a roster of all nurses using payroll deduction will
be promptly transmitted to the Association by check payable to its order. Upon issuance and transmission
of a check to the Association, the Employer's responsibility shall cease with respect to such deductions.
The Association and each nurse authorizing the assignment of wages for the payment of Association dues
hereby undertake to indemnify and hold the Employer harmless from al} claims, demands, suits or other
forms of liability (including costs and attorney’s fees as incurred) that may arise against the Employer for
or on account of any deduction made from the wages of such nurse. The Employer will have no liability to
the nurse or the Association under this provision for failure to deduct or transmit Association dues.

3.4 Notification to Employer / Indemnification. If any nurse who is a member of the Association
during the term of this Agreement ceases to be a member of the Association in good standing, the
Association shall notify the Employer in writing of such fact. The Employer will be required to terminate
that nurse within twenty (20) calendar days of actual receipt of such notice. The Association hereby
undertakes to indemnify and hold the Employer harmless from all claims, demands, suits or other forms of
liability (including costs and attorney’s fees as incurred) that may arise against the Employer for complying
with the Association's request for termination.

3.5.  Voluntary WSNA Political Action Committee (PAC) Deductions. During the term of this
Agreement, the Hospital will deduct the sum specified from the pay of each member of the Association
who voluntarily executes a Washington State Nurses Association Political Action Committee (WSNA
PAC) wage assignment authorization form that complies with WAC 390-17-100. Each such form shall be
provided to the Hospital. When submitted to the Hospital, the authorization form will be honored in
accordance with its terms, unless and until revoked. The amount deducted and a roster of alf nurses using
payroll deduction for voluntary WSNA PAC contributions will be promptly transmitted to the Association
by a separate check payable to its order. The Association will provide a monthly report of any changes to
the fixed WSNA PAC amounts, with any changes being effective the first full pay period following notice
of any changes. Upon issuance and transmission of a check to the Association, the Employer’s
responsibility shall cease with respect to such deductions. The Association represents that the WSNA PAC
does not participate in federal election campaigns. The Association and each nurse authorizing the
assignment of wages for the voluntary WSNA PAC hereby undertakes to indemnify and hold the Hospital
harmless from all claims, demands, suits or other forms of liability that shall arise against the Hospital for
or on account of any such deductions made from the wages of such nurse. In consideration for the Hospital’s
agreement regarding voluntary WSNA PAC Fund deductions, the Union agrees that neither bargaining unit
nurses nor Union representatives will solicit for political action committee fund deductions in patient care
areas.



Article 4 - ASSOCIATION REPRESENTATIVES

4.1 Access to Premises. The Hospital agrees to permit authorized representatives of the Association
to enter the premises at reasonable times for the purpose of conferring with employees in connection with
the administration of this Agreement. The Union staff person shall give the employer notification to the
employer of the planned time to be on the premises. Upon arrival at the Hospital, the Association
Representative shall follow all such procedures to register/sign-in as other visitors at the Hospital and they
shall notify the Hospital Administrator or designee upon arrival. Upon arrival at the Hospital,
Representatives are subject to the same access and rules as those applicable to other non-employees. Such
Association Representatives will not confer with employees in patient care areas. Such visits shall not
interfere with the Hospital’s operations or with the performance of duties assigned to the employees. The
Association shall not be permitted to conduct general Association business such as votes or negotiations
preparations on the Hospital’s premises unless specifically authorized by the Hospital. Any such
authorization shall not be precedent setting.

4.2 Local Unit Officers. The Association shall have the right to select local unit officers from among
nurses in the unit. The local unit officers shall not be recognized by the Employer until the Association has
given the Employer written notice of the selection. Unless otherwise agreed to by the Employer, the
investigation of grievances and other Association business shall be conducted only during nonworking
times and shall not interfere with the work of other employees.

4.3 Orientation. During orientations, a designated WSNA Representative (or their designee) shall be
given 20 minutes during orientation to meet with the new nurses for discussion and questions. Upon initial
employment, a nurse shall be given a copy of the nurse's job description from the Employer. The
Association shall present the HR person with materials it intends to hand out at the orientation for review.
The Association shall not make derogatory statements about the Employer during the session.

4.4 Contract. The hospital will provide the WSNA membership application to all newly hired nurses
during the new hire sign-up paperwork session. The WSNA/CHI Rehabilitation Hospital contract can be
found at wsna.org.

4.5 Bulletin Board. The Employer will provide a bulletin board in each break room in the hospital.
Such board(s) shall be used for official Association notices. All postings shall carry the WSNA logo or
name. The Association will provide a copy of the posted materials to the Vice President, Human Resources,
or designee, at or prior to the posting. The Association agrees to limit the posting of Association materials
to the designated bulletin boards.

4.6 Conference Rooms. The Association may have access to conference rooms at the Hospital for the
purpose of meeting with bargaining unit employees, subject to conference room availability. This access is
limited based on the availability of conference rooms.

Article 5 — CLASSIFICATIONS

5.1 Regular Full-Time Employee. Employees who have satisfactorily completed their probationary
period in a classification covered by this Agreement and who are regularly scheduled for at least thirty (30)
hours per week. Regular full-time Employees are eligible for full Employee benefits detailed in this
Agreement.



5.2 Regular Part-Time Employee. Employees who have satisfactorily completed their probationary
period in a classification covered by this Agreement and who are regularly scheduled less than 30 hours per
week. Regular part-time Employees are considered to be eligible for those pro-rated benefits specifically
provided to them in this Agreement or by law.

5.3 Per Diem Employee. Employees who have satisfactorily completed their probationary period in a
classification covered by this Agreement and who are called for work on an as needed basis. Per Diem
employees are required to be available for work at least one shift per pay period and one contractual Holiday
per year. Per Diem employees are not eligible for benefits under this Agreement, however they are covered
by all other provisions of this Agreement.

5.4 Temporary Employee. An Employee who is hired for a limited period of time not to exceed three
(3) months to fill a specific need. Such Employees are not in the Bargaining Unit and are not covered by
this Agreement. Temporary employees may only be hired in exigent circumstances (i.e., emergencies
beyond the control of the employer) where current staffing is insufficient to provide patient demand and
safe patient care.

Article 6 - EMPLOYMENT PRACTICES

6.1 Equal Opportunity. Employment and wage determination shall be based upon professional
qualifications, irrespective of race, color, creed, sex, ancestry, national origin, age, political affiliation,
marital status, religion, veteran’s status, sexual orientation, gender identity, genetic information or the
presence of sensory, mental or physical disability subject to the presence of occupational requirements, or
the lawful exercise of rights guaranteed by Section 7 of the NLRA.

6.2 Notice of Resignation. Nurses shall be required to give at least twenty-one (21) days' written notice
of resignation. This notice requirement shall not include any PTO without prior approval or prescheduled
sick leave. Failure to give notice shall result in loss of accrued Paid Time Off (PTO). The Employer will
give consideration to situations that would make such notice by the nurse impossible.

6.3 Staffing. The Hospital will strive to maintain staffing levels that provide for safe patient care, the
health and safety of nurses and provides a nurse with a reasonable opportunity to complete their assigned
tasks within the hours of the nurse’s regular shift. The Hospital’s obligations under this paragraph are not
subject to the Grievance and Arbitration provisions of this Agreement.

Article 7— SENIORITY

7.1 Seniority. Unless otherwise specified, seniority shall commence on the most recent date of hire
into the bargaining unit by the Employer as a regular full-time or regular part-time employee and shall mean
total service with the Facility thereafter, subject to termination of seniority under Section 7.3. Seniority
shall have no application during the first ninety (90) days of continuous employment. Upon the successful
completion of the Probationary Period the seniority date shall be considered as of the first date of the
employee’s most recent employment. Per diem employees shall have no seniority unless and until they fill
a part-time or full-time position which shall be considered the most recent date of hire. Should a regular
full or part-time Nurse change status to Per Diem status, all seniority accumulated as a full or part-time
Nurse shall be reinstated upon return to full or part-time status and no time as a Per Diem shall be applied
to seniority.



7.2 Seniority List. Upon a reasonable number of requests by the Association and on or before January
15 of each year and at the time of a layoff , the Hospital shall provide to the Association a seniority list
consisting of the names, titles and classification ranked in order of the employees’ seniority (by most recent
date of hire).

7.3 Termination of Seniority. An employee’s seniority shall be terminated and their rights under this
Agreement forfeited for any of the following reasons:

(A) Discharge for just cause (as defined herein), resignation or retirement;
(B) Exceeding an authorized leave of absence, unless excused by management;
(C) Failure to return to work within seven (7) caiendar days, after notification of recall from layoff;,

(D) If an employee gives a false reason for a leave of absence or engages in other employment during
such leave without prior written consent from the Employer;

(E) Two no-calls, no-show within any rolling 12-month period (first no-call no-show is a final written
warning). A failure to call in at least 2 hours prior to the beginning of a scheduled shift equals a no-
call no-show.

Notwithstanding the forgoing, there shall be no termination of seniority ot a written warning if the no-call
no-show is caused by the following:

A catastrophic event such as a flash flood, earthquake, tornado, fire or hurricane, that verifiably precludes
a telephone call to the appropriate designated Employer representative; or,

Absence from work for a continuous period of twelve (12) months or a time equal to their length of service,
whichever is less.

7.4 Vacancies. Vacancies for all bargaining unit positions and hours wiil be posted for a period of
seven (7) calendar days. An employee interested in applying for such a position must express their interest
in writing prior to the close of the posting period. These positions shall be filled on the basis of qualifications
and seniority. Where qualifications are equal, then seniority shall be the determining factor in filling such
positions. This provision shall in no way limit the hospital’s right to seek applicants from outside sources.
Present employees shall have the first opportunity to fill vacancies for which they are equally or more
qualified and on which they have bid.

7.5 Probationary Period. The probationary period for all newly hired or rehired employees or
employees who have had a break in service shall be ninety (90) days within which time they may be laid
off or terminated by the Hospital without recourse by them or the Association under this Agreement. The
Hospital has no obligation to offer hours to per diem employees.

7.6 Reduction in Force Procedure. In the event that the Hospital determines that a reduction in force
and/or reorganization is necessary (as opposed to low-census situations), the following procedure shall

apply:
(1) The Hospital shall determine how many hours need to be reduced by department, classification and
shift. At the time of notification of a layoff, the Hospital will provide the Association with notice

and a list of all employees showing the seniority and department of each employee. Notice shall be
given as soon as reasonably possible.



(2) Agency, travelers and temporary nurses in the same department, classification and unit performing
identical jobs shall be released prior to laying off any regular full-time and part-time Registered
Nurses in that department, shift and unit.

(3) Voluntary Layoff: The Hospital shall first seek volunteers for layoff and, will provide notice to all
employees in each department, classificationand on each shift in which the Hospital has determined
that a reduction in force is necessary.

(4) Involuntary Layoff: If the Hospital cannot achieve the reductions through voluntary layoffs, the
Hospital will select the least senior employees in each affected department, classification and shift
for layoff until the Hospital has achieved the necessary reductions. An employee selected for layoff
will have three (3) calendar days from receipt of notification to accept one of the following options
by providing written notice to the Hospital’s Chief Executive Officer or designee:

(a) Accept the involuntary layoff according to the terms of the current reduction in force;

(b) Electto fill any vacant posted positions for which the Hospital determines they are immediately
qualified to perform all of the duties of the new position without training or re-training;

(c) If there are no such vacant positions or hours or if a laid off employee does not elect to take
such vacant position or hours or if the Hospital determines that the employee is not qualified
for such vacant position or hours, the employee may choose to displace:

i less senior employee in their department, provided that the bumping employee is
presently qualified to fill the position, including having current certifications,
registrations, or licenses as may be required; or

ii. the least senior employee in any other department covered by this agreement if the
bumping employee has previously been a regular employee in that department within
the prior two (2) years, and is presently qualified to fill the position, including having
current certifications, registration, or licensure as may be required;

iii. All employees who choose to bump another less senior employee must accept the
complete hours and work schedule of the bumped employee.

In no event, shall there be more than two bumps for each employee who receives a notice of intention to
layoff.

The layoff notice shall include contact information for the Hospital representative.

7.7 Recall Rights. Employees who are laid off will retain their seniority and accrued sick leave (but
shall not be paid in lieu thereof or continue to accrue any benefits) and will be eligible for recall for a
continuous period not to exceed twelve (12) months from date of layoff. During the recall period, a laid off
employee will have priority for rehiring if their former position becomes vacant, defined as same shift and
number of hours, and they have maintained any required certifications, registrations or licenses. Any
employee who refuses recall will be removed from the recall list. Employees who refuse a recall to a
different shift or different number of hours shall not be removed from the recall list for this refusal.

7.8 Recall Procedure. The Hospital will notify the laid off employee of such vacancy by registered,
return receipt mail to the employee’s last known address. It shall be the laid off employee’s responsibility
to inform the Hospital of any address changes. An employee on layoff who is offered a vacant position



must notify the Hospital within five (5) calendar days of receipt of notice of recall if they accept the position
and must return to work no later than two (2) weeks from notification of acceptance. The recall notice shall
include contact information for the Hospital representative.

7.9 Low Census (Flexing). Low census is defined as a decline in patient care requirements resulting
in a temporary staff decrease. During temporary periods of low census, the Employer may implement
reduced staffing schedule and flex employees. If this should occur, Staff shall be flexed in the following
order:

a) Volunteers with requested low census within 12 hours of shift start time, following the rotation list;

b) Travelers, agency, and contract nurses (provided the Employer does not incur any cost by
cancelling this work, not to include the daily agency cancellation fee);

¢) Nurses working overtime;

d) Per Diem;

e) Supplemental part-time/seasonal;
f) Part-time working above their FTE;

g) Equitable rotation among all FTE nurses on a shift starting with the least senior nurse first,
providing skills, competence, ability and qualifications and credentials are considered equal as
determined by the Employer.

Charge nurses shall be given the relevant information to make the appropriate low-census decisions.
If an individual volunteers for low census, that day off shall be counted for purposes of the rotation list.

An updated low census list showing the names of each nurse in order of seniority showing the last person
to be low censused shall be available to the nurses at each nurse station. When a nurse is low censused, that
low census shall be for the remainder of the shift. However, should there be a need for additiona! nurses on
that same shift the low censused nurse shall be offered the remainder of the shift before anyone else.

The parties understand that executing the mandates of the above Low Census Section can be difficult at
times in a healthcare setting. Accordingly, the parties agree that there shail be the remedy for the employer
violations shall be to skip the affected employee’s next rotation. However, if the Association can
demonstrate a repeated and intentional failure of the Employer to follow the provision of these sections,
then economic remedy may be sought. Any concerns about Scheduling or Assignments should be brought
to the Labor Management Committee.

Article 8 - COMPENSATION

8.1 Base Wage Rages. Nurses covered by this Agreement shall be paid in accordance with the
following hourly wage scale:

Longevity First full pay Effective first full Effective first full pay
Step period pay period period following 1/1/2028
following following 1/1/2027 (3% increase)
ratification: {3% increase)




pay period following ratification. All such nurses will also receive another step increase on June 1, 2026,
according to the schedule below.

Effective the first full pay period following January 1, 2027, nurses covered by this agreement shall receive
a 3% across the board pay increase.

Effective the first full pay period following January 1, 2028, nurses covered by this agreement shall receive
a 3% across the board pay increase.

8.2 Step Increases. Beginning calendar year 2026, the Hospital shall begin implementing longevity
step increases for all nurses covered by this Agreement (including full-time, part-time, and per diem nurses).
All nurses shall be eligible for longevity steps upon completion of six months of continuous employment.
All longevity step increases shall be effective at the beginning of the first full pay period following June 1
of each calendar year.

Example: A nurse with 10 years of nursing experience is currently at Year 8 on the 2025 wage scale making
$46.53 per hour. Effective the first full pay period after ratification, that nurse will be placed on the new
step scale at Step 10, making $52.24 an hour. Effective the first full pay period after June 1, 2026, that nurse
will move to Step 11, making $53.29 an hour. Effective January 1, 2027, the nurse will move to $54.88 an
hour. Effective the first full pay period after June 1, 2027, the nurse will move to Step 12, making $55.98
an hour. Effective January 1, 2028, the nurse will move to $57.66 an hour. Effective the first full pay period
following June 1, 2028, the nurse will move to Step 13 making $58.82 an hour.

Example: A nurse with 25 years or more of nursing experience is currently capped at Year 20 on the 2025
wage scale making $60.00 an hour. Effective the first full pay period after ratification, that nurse will be
placed on the new step scale at Step 25, making $70.31 an hour. Effective January 1, 2027, the nurse will
be moved to $72.42 an hour. Effective the first full pay period following June 1, 2027, the nurse will be
placed at Step 26 making $73.87 an hour. Effective January 1, 2028, the nurse wilt move to $76.08 an hour.
Effective the first full pay period following June 1, 2028, the nurse will move to Step 27, making $77.61
an hour.

Example: A nurse with 18 years of nursing experience is at Wage Step 18 making $59.79 in 2025. Upon
ratification they would normally be placed onto Step 18 of the new wage scale at $61.21, but because that
would only be a wage increase of 2.37%, they would instead be placed on Step 19, making $62.43. In June
0f 2026, they would move to Step 20, making $63.68. In January 2027 they would move to $65.59. In June
of 2027 they would move to Step 21 at $66.90. In January 2028 they would move to $68.91. In June of
2028 they would move to Step 22, making $70.29.

All examples assume, for purposes of step increases, the nurse has met the eligibility requirement in Article
8.2 (completion of six months of continuous employment).

83 Per Diem Employees. All Per diem employees shall be employed at ten percent (10%) above the
rate normally paid to a nurse under the wage scale based upon years of experience. If they change to full-
or part-time, they shall be paid at the appropriate rate on the wage scale. If they change back again to a per
diem status, they shall be paid at the per diem rate. No current per diem nurse would see a decrease in their
base rate of pay as a result of their assignment on the wage scale based on years of experience.

8.4 Experience Bonus. For calendar year 2026, nurses with twenty-six (26) through twenty-nine (29)
years of nursing experience shall receive a bonus equivalent to the number of hours worked in a calendar



0 $42.86 $ 4414 | $ 45.47

1 $43.71 $ 45.02 | § 46.38
2 $44.59 $ 4593 | § 47.30
3 $45.48 $ 46.84 | § 48.25
4 $46.39 $ 47.78 | $ 49.21
5 $47.32 $ 48.74 | § 50.20
6 $48.26 $ 49.71 | $ 51.20
7 $49.23 $ 50.70 | $ 52.23
8 $50.21 $ 51.72 | § 53.27
9 $51.22 $ 5275 | § 54.34
10 $52.24 $ 5381 |9$ 55.42
11 $53.29 $ 5488 | $ 56.53
12 $54.35 $ 5598 1% 57.66
13 $55.44 $ 57.10 | $ 58.82
14 $56.55 $ 5824 | $ 59.99
15 $57.68 $ 5941 | § 61.19
16 $58.83 $ 60.60 | $ 62.41
17 $60.01 $ 61.81 | § 63.66
18 $61.21 $ 63.05 | $ 64.94
19 $62.43 $ 6431 | § 66.24
20 $63.68 $ 65.59 | $ 67.56
21 $64.96 $ 66.90 | § 68.91

22 $66.25 $ 6824 | § 70.29
23 $67.58 $ 69.61 | $ 71.70
24 $68.93 $ 71.00 | § 73.13
25 $70.31 $ 72.42 | § 74.59
26 $ 73.87 | § 76.08
27 $ 77.61

Effective the first full pay period following ratification, all nurses covered by this agreement (including
full-time, part-time, and per diem nurses) shall be transitioned to a 25-step model and receive increases
outlined in the wage scale provided. Effective the first full pay period following ratification, the Employer
will place current nurses in the wage scale based upon the nurse’s years of nursing experience. If the nurse
disagrees with the Employer’s assessment of their years of experience, within forty-five (45) days following
either the notification of placement or the first paycheck following ratification, whichever is later, the nurse
may provide additional documentation to support their position. Each year of experience as a registered
nurse will count for one year on the wage scale. Each two years as a licensed practical nurse wifl count for
one year on the wage scale.

No nurse shall see a decrease in their base rate of pay as a result of the assignment of a nurse in the wage
scale based upon the nurse’s years of experience.

If the placement of a nurse onto the new step scale at the new wage rate would result in the nurse not
receiving a 4% or higher wage increase, that nurse will be placed at the next step up, effective the first pay
period following ratification. For example: if a nurse has 15 years of nursing experience and would
otherwise be placed onto Step 15, but doing so would result in less than a 4% wage increase as of the first
full pay period following ratification, that nurse will instead be placed onto Step 16, effective the first full



year multiplied by $2.00. At thirty (30) years of experience or more, Employees shall receive a bonus
equivalent to the number of hours worked in a calendar year multiplied by $2.25.

For calendar year 2027, nurses with twenty-seven (27) through twenty-nine (29) years of nursing experience
shall receive a bonus equivalent to the number of hours worked in a calendar year multiplied by $2.00. At
thirty (30) years of experience or more, Employees shall receive a bonus equivalent to the number of hours
worked in a calendar year multiplied by $2.25.

For calendar year 2028, nurses with twenty-eight (28) through twenty-nine (29) years of nursing experience
shall receive a bonus equivalent to the number of hours worked in a calendar year multiplied by $2.00. At
thirty (30) years of experience or more, Employees shall receive a bonus equivalent to the number of hours
worked in a calendar year multiplied by $2.25.

The bonus will be paid in Januvary of each year.

8.5 Differentials. The Hospital will pay a night shift differential for nurses who work at least four (4)
hours between 6:00 PM and 6:00 AM of $3.75 per hour for the entire shift.

A charge nurse is an experienced registered nurse who is assigned by the Employer specific responsibilities
pursuant to the charge nurse job description. The charge nurse functions under the direction of management
and is accountable for coordinating activities and maintaining organization such that nursing staff are able
to provide patient care in accordance with established standards of nursing care. Charge nurses shall be
given appropriate training and resources. The Hospital will pay a nurse assigned charge a shift differential
of $4.50 per hour for the time worked as charge. For example, if someone works as a charge nurse for four
(4) hours of their twelve (12) hour shift, the nurse will receive the charge shift differential for four (4) hours.

The Hospital will pay a Certified Rehabilitation Registered Nurse (CRRN) shift differential. The CRRN
differential for full-time and part-time employees shall be $1.00 per hour. Per diems are ineligible to receive
the CRRN differential. If a per diem RN with CRRN qualification changes to a full or part-time position,
they shall receive the CRRN differential.

8.6 CRRN Bonus. The Hospital shall continue to pay the annual $500 CRRN bonus to nurses who
hold an active CRRN at the time the bonus is paid. The Hospital shall pay out the CRRN annual bonus in
the nurse’s first December paycheck of each calendar year. Per diem employees are ineligible for CRRN
bonuses.

8.7 Weekend Differential. The Hospital shall pay a weekend differential of $4.00 per hour. Subject to
existing eligibility rules, employees will receive the Weekend Differential for all hours worked between
6:00 a.m. on Saturday and 6:00 a.m. on Monday.

8.8 Preceptor Differential. Any nurse assigned as a Preceptor shall receive a shift differential of two
dollars ($2.00) per hour for all hours and partial hours spent precepting. This Preceptor differential will not
apply to precepting of students. The Employer reserves the right to determine which nurses are assigned as
Preceptors.

8.9 Extra Shift Bonus. A nurse who agrees to cover an extra shift within twelve (12) hours of the start
of the extra shift will receive a bonus. The Employer shall determine the amount of the bonus depending
on business need and the duration of the shift. The Employer will disclose the amount of the bonus to the
nurse before the nurse agrees to cover the extra shift. An extra shift for purposes of this Section is a shift
that is not a scheduled shift for the particular nurse.



8.10  Stand-By/Call-Back Pay. In the event a nurse is placed on standby due to low-census, the Hospital
has the option to place that nurse on stand-by, upon or before start of shift, for a maximum of eight (8)
hours, during which time the nurse will be paid $6/hr. Any time worked in callback from standby shall be
compensated at the rate of time and a half (1 %2) their regular rate of pay for that shift. Nurses shall report
to the Hospital within 90" minutes of being called in. Nurses can only be called back once per shift. A nurse
who is called back shall not be required to work past their scheduled shift.

8.11  BSN or MSN Differentials. Nurses who hold a Bachelor of Science in Nursing (BSN) or a Masters
of Science in Nursing (MSN) shall receive an additional $1.00 for alt compensated hours. The BSN or MSN
differential shall commence the first full pay period after the Hospital is provided confirmation the degree
has been obtained. Nurses who have both a BSN and MSN shall receive only one $1.00 premium (no
stacking of BSN and MSN differential).

8.12  Overtime Pay. Non-exempt nurses are eligible for overtime pay for all hours worked over 40 hours
per workweek. Nurses should seek approval from their manager before working overtime.

Article 9 - HOLIDAYS

The Hospital’s Holiday Benefits are set forth in this Article. Employees are eligible for holiday pay after
30 days of employment. An employee must be classified as a fuil-time 30 hour or more per week employee
to receive holiday pay under this Article.

The following are recognized holidays:
New Year’s Day
Memorial Day
Independence Day
Labor Day
Thanksgiving Day
Christmas Day

Holidays are observed on the actual holiday for purposes of holiday pay. For holiday scheduling purposes
only, if a night shift nurse is scheduled to be off on a holiday, they shall not be required to work the shift
prior, subject to patient care needs.

Eligible fuli-time employees scheduled to work 40 hours per week will receive 8.0 hours of holiday pay for
a non-worked holiday. Full-time employees regularly scheduied to work between 30-39 hours per week
will receive a pro-rated amount of holiday pay for a non-worked holiday. For example, a full-time employee
regularly scheduled to work 36 hours per week will receive 7.2 hours of holiday pay for a non-worked
holiday.

Holiday pay for a non-worked holiday is forfeited if the employee is in an unpaid status for their full
scheduled shift the day before, after or on the hofiday. An employee who uses paid sick leave for their full
scheduled shift the day before, after, or on the holiday is not on unpaid status.

A holiday-eligible employee who works a Company holiday may schedule in advance, with their
supervisor's approval, an alternate day off within the next 30 days. Holiday pay is forfeited if the employee
does not use the alternate day off within 30 days or terminates employment prior to taking the holiday.



Employees on leave of absence, excluding intermittent LOA, are not eligible for holiday pay for a non-
worked holiday, unless there are reguiar hours paid during the holiday week, including PTO, paid sick
leave, and/or hours worked.

All employees who work a holiday shall receive time and one-half for all hours worked on the holiday.

Article 10 - REST AND MEAL BREAKS

10.1  Rest Breaks. Rest breaks shall be provided according to applicable law. Nurses shall be allowed
to take an uninterrupted 15-minute rest break for every four hours worked and must not have more than
three consecutive hours without a paid 15-minute rest break. A rest break must be scheduled as near as
possible to the mid-point of the work period. If a 15-minute rest break is interrupted, the Hospital shall
schedule a full 15-minute rest break as soon as possible. An employee may not waive a paid rest break.
Rest breaks shall be paid.

10.2  Meal Breaks. Meal periods shall be provided according to applicable law.

No nurse shall be required to work more than five consecutive hours without a meal period, unless they
sign a waiver as to timing pursuant to Article 10.4.

Nurses who work a twelve-hour shift will receive two meal breaks, unless they waive the second meal
period pursuant to Article 10.4.

If the nurse is required to remain on duty at the Hospital during the meal period, the meal period shall be
paid. Otherwise, un-interrupted meal periods where the nurse is off-duty are unpaid.

10.3  Un-interruption. Pursuant to applicable law, rest and meal breaks shall be uninterrupted, except
in the case of a) an unforeseeable emergent circumstance as defined by RCW 49.28.130 or, b) an
unforeseeable clinical circumstance, as determined by the employee that may lead to a significant adverse
effect on the patient’s condition, unless the Hospital determines that the patient may suffer life-threatening
adverse effects.

10.4 Waiver. By mutual agreement, for any work period where a nurse is entitled to one or more meal
periods, the nurse and Hospital may agree to waive one or more meal periods, or waive certain timing
requirements with regards to meal periods, pursuant to applicable faw, as outlined in the waiver form
attached as Appendix A.

All waivers must be in writing and kept in applicable electronic format by the Hospital, pursuant to
applicable law.

The Hospital must notify the Association before it makes any changes to the waiver form at least 30 days
prior to the change. The Hospital will offer the Association the opportunity to bargain over the changes that
are not required by Washington law. The Association must notify the Hospital within ten (10) business days
of its intent to bargain such changes.

Article 11 — LEAVES OF ABSENCE

11.1  Bereavement Leave. After completing one (1) month of regular full-time or part-time
employment, eligible employees may receive time off due to a death in your immediate family. Immediate



family under this policy means your parents, grandparents, brothers, sisters, spouse, domestic partner,
children, grandchildren, children of domestic partner and corresponding in-law or stepfamily members.

Approved bereavement leave will be paid at the employee’s regular hourly rate, up to a maximum of twenty-
four (24) hours. Employees regularly scheduled 12 hours per shift shall receive a maximum of 12 hours
pay per day and employees regularly scheduled for 8 hours shall receive a maximum of 8 hours pay per
day. Employees may use PTO or paid sick leave for bereavement absences beyond the bereavement leave
provided in Section 11.1.

112 Jury Duty and Court Appearances. Eligible employees may receive time off to comply with a
court summons to serve as a juror or to comply with a legal subpoena to appear as a witness in a judicial
proceeding.

Unless otherwise required by state law, the Hospital will pay employees who have completed one (1) month
of continuous full-time employment the difference between the regular base rate of pay for all scheduled
work hours not worked because of jury service, and payment, not including reimbursement by the state or
federal courts, for expenses incurred as a result of jury duty, received for jury service. Payment is limited
to eight (8) hours per day (including night work schedules), forty (40) hours during any single workweek,
and a total of fifteen (15) days in any twelve (12) month period, unless otherwise required by state law.
Any payment provided for service as a juror shall be deducted from Jury Duty pay. Travel reimbursement
is not counted as Jury Service pay.

Employees are not paid for time off from work to appear in court as a witness pursuant to a subpoena or as
a party to a lawsuit, unless otherwise required by state law. The Hospital will pay for time off from work
to appear in court or as a witness on behalf of The Hospital.

Employees should devote as much time to your job as is practical and reasonable while serving as a juror
or witness.

Employees are required to provide a copy of the official jury summons or subpoena upon receipt unless
otherwise required by state law. Employees must also submit pay documentation to their supervisor.

11.3  Personal Leave. An employee who has completed ninety (90) days of continuous employment
may, for legitimate reasons, request in writing an unpaid persona} leave of absence of up to thirty (30) days.
Such leave may not be unreasonably denied. See Section 11.12 below for Leave Extensions.

11.4  Disability Leave. An employee may request an unpaid leave or leaves of absence as an
accommodation for an employee’s disability. The allowance, length and terms of this leave will be governed
by state and/or federal laws.

11.5  Occupational Workers’ Compensation Leave. An employee may request a leave of absence for
an employee’s work-related injury or illness. The allowance, length and terms of this leave will be governed
by state and/or federal laws, including workers’ compensation laws. Such leaves shall not exceed one (1)
year unless a longer period is legally required.

11.6  Pregnancy, Childbirth, or Related Medical Condition Leave. An employee may request an
unpaid leave of absence for a disability due to pregnancy, childbirth or related medical conditions. The
allowance, length and terms of this leave will be governed by state and/or federal laws. Such leave shall
not exceed four (4) months unless a longer period is legally required.



11.7  Family and Medical Leave. An employee may request an unpaid leave for the employee’s serious
medical condition, for the employee to care for a child, spouse or parent with a serious medical condition,
or for the birth, adoption or placement into foster care, of a child. The allowance, length and terms of this
leave will be governed by state and federal law. An employee must have been employed for twelve (12)
months and have worked at least twelve hundred fifty (1,250) hours in the prior twelve (12) months to be
eligible. Such leave shall not exceed twelve (12) workweeks unless a longer period is legally required.

11.8  Military Leave. The Employer will grant an unpaid military leave to employees performing service
in the uniformed services of the United States, regardless of the date of hire, for a period of up to five (5)
years of cumulative military service. The allowance, length and terms of this leave will be governed by
federal and state laws, including the Uniformed Services Employment and Reemployment Rights Act
(USERRA).

11.9  Deoctor or Authorized Medical Provider Certification. For any medical related leave, (1) the
employee must provide a proper certification from a medical doctor of the need for the leave and the
expected duration of the leave, before taking leave if possible; (2) the employee must provide a proper
certification from a medical doctor that the employee can perforn the job functions upon return from leave,
before returning from leave; and (3) the employee must provide additional medical certification of the need
for leave, upon the Employer’s reasonable request if the need for leave is or becomes uncertain.

11.10 Benefits During Leave. No seniority or other accrual benefits (such as sick or vacation time) will
accrue during a leave of absence, except if otherwise required by law and except that an employee on leave
for a workplace injury will continue to accrue seniority during any such leave, for layoff or recall purposes.

11.11 Return from Leave. An employee must provide at least two (2) weeks’ advanced notice of the
employee’s return from leave. An employee timely returning from an authorized leave of absence shall be
returned to their former position, which will include their shift, classification and days off, ualess a severe
hardship will result to the Employer.

11.12 Leave Extensions. A leave of absence may be extended at the discretion of the Employer, but such
extensions will not be precedent setting. All leaves of absence will be unpaid unless otherwise required by

law,

Article 12 — PAID TIME OFF, SICK LEAVE

12.1  General. The Hospital shall provide Paid Time Off (PTO) to members of the unit to the same
extent that PTO is provided to other non-represented and non-exempt employees as may be modified at the
discretion of the Hospital, except as specifically set forth herein.

12.2  Purpose and Use. The Hospital provides PTO to promote the wellness and well-being for
employees by enabling them to take time off from work for vacation, personal or family needs, and
activities. Eligible employees will accumulate a specified amount of PTO each pay period. It is up to the
employee to decide how to use their PTO. PTO may be used for any reason, including vacation, personal
or family illness or other family needs, medical appointments, school or business appointments, and for all
reasons allowed under any federal, state of local leave laws.



An employee must use accrued PTO for all scheduled and unscheduled full or partial day/shift absences for
the full or partial day/shift absence to be excused. An employee may use PTO only to the total of scheduled
hours worked in a workweek or workday.

PTO and all other paid hours and worked hours may not exceed a combined total of hours that are scheduled
in a workday or workweek.

12.3  Eligibility. An employee must be classified as a full-time employee scheduled to work 30 or more
hours per week, or a part-time employee scheduled to work 20 or more hours per week to be eligible for
PTO.

12.4  Accruing PTO. Eligible nurses accrue PTO based on non-overtime hours worked for the Hospital
according to the schedule below. The PTO Maximum Hours Accrual will become effective at the end of
2025.

PTO ACCRUAL
: PTO Rate PTO Maximum Hours
Years of Service .
based on 2,088 hours Accrual

Up to 5% year 0.07694
anniversary 240 hours
From 5" year to 10" 0.0962
year anniversary 300 hours
10" year anniversary

0.1154 360 hours
and thereafter

12.4.1 When is PTO Earned? An employee begins earning PTO hours immediately following
the employee’s date of hire or at the beginning of the first full pay period after the employee
transfers to a position that is PTO eligible.

12.4.2 Accruing Basis. Accrued PTO will be shown on employees' paystub each pay period.
During periods of unpaid absences, employees do not accrue any PTO hours.

12.4.3 Maximum Hours Accrual. PTO will accrue up to the PTO Maximum Accrual amount set
forth in the table above based upon the employee’s Years of Service with the Hospital. Once this
Maximum Accrual is reached, employees will not accrue additional PTO until they have taken
sufficient time off to reduce their accrual below this level. Once the employee’s accrued PTO is
below the Maximum Accrual, the employee will resume accruing PTO from that date forward.
Employees will not be given retroactive credit for any period of time in which they do not accrue
PTO because their balance was at the Maximum Accrual. Any accrued, but unused, PTO may be
carried over into a new year up to the applicable Maximum Accrual.

12.4.4 Using PTO. An employee may only use accrued PTO hours.

12.5  Vacation or Foreseeable Use — Request and Approval. An employee who is seeking to use PTO
for an event that is foreseeable or for vacation purposes must request PTO in advance and obtain supervisory
approval in accordance with PTO notice policy and procedure at the Hospital.



12.6  Unforeseeable Need for PTO — Notice. An employee who is absent due to an unforeseeable
reason, such as personal illness or emergency, must notify the employee’s supervisor as soon as possible in
accordance with the Attendance Policy notice requirements of the Hospital.

12.7  PTO Use for All Scheduled and Unscheduled Absences. An employee must use their accrued
PTO for all scheduled and unscheduled full- and partial-day/shift absences (such as leaving work for illness
or emergency), except where applicable law or other leaves of absence policies prohibit.

12.8 PTO Use During Leave and Flex Time. An employee may use PTO for reasons that qualify under
federal, state and local laws, such as the Family and Medical Leave Act. An employee using PTO and
requesting leave under FMLA, please contact the Hospital’s external leave coordinator and follow benefits
procedures. An employee may use PTO if the employee’s shift is cancelled or work hours flexed.

12.9  Change in Status.

12.9.1 From PTO-Lligible to Per Diem Status. An employee who changes status from PTO-
eligible to per diem will cease earning PTO on the date of the status change. The Hospital
will pay out the employee’s accrued (unused) current calendar year PTO time.

12.9.2 From PTO-Eligible to Part-time (Scheduled Fewer Than 20 Hours Per Week).An
employee who changes status from PTO-eligible to part-time (scheduled to work fewer
than 20 hours per week) will stop accruing PTO on the date of the status change. The
employee may use any PTO accrued during the period the employee was PTO-eligible, or
it will be paid out at the termination of employment.

12.9.3 Eligibility Change. An employee’s status will be changed from PTO-eligible to
non-eligible if the employee regularly works less than the required hours per pay period to
maintain PTO-eligible status under this Section.

12.10 PTO Payout at Termination. The Hospital will pay an employee’s accrued but unused PTO upon
termination of employment. PTO that has not yet been accrued is not paid out upon termination unless
required by state law.

12.11 PTO Cash-Out During Employment. Upon completion of twelve (12) months of continuous
service with the Hospital, eligible employees may cash-out a portion of their accrued PTO balance. Eligible
employees may elect to cash-in accrued PTO at a factor of eighty percent (80%) of their base pay rate by
using UKG self-service, when the enterprise has an open cashout window. Employees must maintain a
minimum PTO balance of forty (40) hours after any cash-in.

12.12 Paid Sick Leave. In addition to PTO, employees eligible for paid sick and safe time under
Washington’s Paid Sick Leave Law (PSLL) and Tacoma’s Paid Sick L.eave Ordinance (PSLO) will accrue
one (1) hour of paid sick leave for each forty (40) hours of work. For accrual purposes, exempt employees
are assumed to work forty (40) hours per workweek, unless their normal workweek is fewer than forty (40)
hours per week, in which case paid sick leave accrues based upon the employee’s normal workweek hours.
Nonexempt employees accrue paid sick leave based on all hours worked, including overtime. Employees
may use sick leave in accordance with the PSLL and PSLO. Employees may carry over up to forty (40)
hours of accrued and unused sick leave to the following year. The Hospital does not pay out any unused
paid sick leave at year-end in lieu of carryover or at any time, including upon separation from employment



for any reason. Paid sick leave is designed to be the exclusive process used to compensate employees who
are eligible for paid sick and safe time under the PSLL and PSLO.

Article 13- HEALTH INSURANCE / DENTAL / LIFE / DISABILITY

13.1 Health Insurance. The Hospital will extend to eligible bargaining unit member employees the
opportunity to participate in the same health and dental insurance plan(s) as it offers to its non-exempt, non-
bargaining unit employees. Eligible employees who participate in the health insurance or dental plans shall
pay the same premiums as non-exempt, non-bargaining unit employees. The Hospital reserves the right to
change, alter, amend or eliminate benefits and health and dental insurance plan(s) and costs thereof provided
any such action is consistent with changes made to non-exempt, non-bargaining unit employees in the
Hospital and provided the Hospital gives fourteen (14) days’ notice of any change to the extent reasonably
possible.

13.2  Health Savings Account. The Hospital will provide 14 days’ notice of any change to medical
insurance. The Hospital agrees that for eligible and participating employees it will continue its $520/$750
per year contribution to employee HSA accounts, or contribute pursuant to Hospital policy applicable to
other non-exempt, non-bargaining unit employees, whichever is higher, for the term of the contract.

Article 14 - RETIREMENT 401(k)

The Hospital’s 401(k) Plan shall be offered to eligible employees in the same manner and to the same extent
as offered to the Hospital’s non-exempt, non-bargaining unit employees. Any dispute involving the Plan
shall be resolved under the Plan’s dispute resolution procedure and shall be expressly excluded from the
Grievance and Arbitration procedures of this Agreement. The Employer reserves the right to change, alter,
amend or eliminate the 401(k) Plan provided (i} any such action is consistent with changes made to the Plan
for non-exempt, non-bargaining unit employees in the facility, and (ii) the Employer provides at least
fourteen (14) days’ notice to the Association regarding changes in any of the benefits provided for in this
Article to the extent reasonably possible.

Article 15 — GROUP LIFE INSURANCE

Employees covered by this Agreement shall be entitled to the life insurance and death and dismemberment
insurance program offered by the Employer. The Employer reserves the right to change, alter, amend or
eliminate its insurance plans covered by this section, including changes to the conditions or costs for
coverage, the plan choices offered, benefits provided and employee premiums, provided that any such
action is consistent with changes made to the plan for non-exempt, non-bargaining unit employees in the
facility.

Article 16 — SHORT-TERM AND LONG-TERM DISABILITY INSURANCE

Employees covered by this Agreement shall be entitled to the Short-Term and Long-Term Disability
Insurance Plans offered by the Employer. The Employer reserves the right to change, alter, amend or
eliminate its insurance plans covered by this section, including changes to the conditions or costs for
coverage, the plan choices offered, benefits provided and employee premiums, provided that any such



action is consistent with changes made to the plan for non-exempt, non-bargaining unit employees in the
facility.

Article 17 — GENERAL PROVISIONS

17.1  Licenses. Employees shall have and maintain current licenses for their positions in accordance with
the requirements of applicable law and Hospital policy. Maintenance of such licenses and provision of
documentation verifying the validity and good standing of all required licenses is the responsibility of each
employee and is a condition of continued employment. If an employee fails to maintain an active and current
license, such employee will be immediately removed from the schedule and suspended without pay until a
current license can be verified by the Hospital in a manner which complies with regulatory requirements of
the appropriate State Agency responsible for applicable licenses and any other regulatory agency or
jurisdiction in which the Hospital operates. Should the employee fail to provide verification of a valid
license upon request or expiration within thirty (30) calendar days, employment shall be terminated.
Documentation of license shall be maintained in the employee’s personnel file along with other appropriate
and required statements of competency such as BLS cards or department required verification.

17.2  Drug Testing. The Hospital may continue its post-offer/pre-employment drug testing, background
checks, and its reasonable suspicion drug testing, which shall include circumstances involving suspected
drug diversion.

17.3 Employment Bonus Programs. The Employer shall be privileged to offer sign on, refer-a-friend,
extra shift; pick up shift, and other employment bonuses in its discretion. The Hospital shall offer any such
bonuses in a fair and equitable manner and not engage in scheduling favoritism.

174  Gifts. The Employer may present employees with gifls (e.g. Holiday Turkeys) and allow them to
participate in similar employee recognition programs (e.g., years of service award programs). Any such
gifts, awards, recognition programs do not constitute a binding practice upon the Employer and may be
discontinued by the Employer at its discretion.

17.5  Physical Exam. It is and shall continue to be the practice and policy of the Employer with respect
to new employees to require a pre-employment physical examination.

17.6  Savings Clause / Separability. If any provision of this Agreement or the application of such
provision to any person or circumstances is ruled contrary to law by any Federal or State court or any other
duly authorized agency, the remainder of this Agreement or the application of such provision to other
persons or circumstances shall not be affected thereby.

17.7  Privacy Laws. The Association and all Shop Stewards agree not to violate HIPAA, and all other
laws pertaining to the privacy of patient confidential/medical information and access to medical records.
Any questions about HIPAA obligations must be brought to the CCO or CEQO in advance.

17.8  Oftf-the-Clock Work Shifts. Employees shall not be disciplined or retaliated against for accurately
recording all time worked, in compliance with this section, even in the event that work is performed before
or after a scheduled shift or during a scheduled meal period. Employees may not work “off-the-clock”
(without clocking in at the time clock or using another accepted form of recording time). Prohibited “off-
the-clock™ work includes working prior to a shift without clocking in, working following a shift after
clocking out, and working on an unpaid basis during a meal period. Employees who do not comply with
this section will be subject to progressive discipline. Should an Employee be required to perform work



before or after a shift or during a meal or break period, they shall notify a supervisor, manager or the CCO
that their assistance is required and obtain approval to perform such work.

17.9  Attendance and Punctuality Policy. The Hospital may apply its Attendance and Punctuality
Policy, consistent with the Policies and Procedures, Discipline and Discharge (including, without limitation,
the Just Cause and Progressive Discipline provisions of that Agreement), Grievance Procedure and
Arbitration Articles, and any other applicable portions in this Agreement. The parties agree that Employees
who call off work unexpecfe'd'ly can cause significant staffing problems.

17.10 Customer Service / Patient Service Initiatives. Employees shall participate in any reasonable
customer service or patient/family service initiatives of the Employer, work time permitting. The Employer
will review these initiatives with the Association upon written request.

Article 18 - NURSING EDUCATION

18.1  Orientation. The objectives of orientation shall be to familiarize new personnel with the objectives
and philosophy of the Hospital and nursing service, to orient new personnel to Hospital policies and
procedures, and to instruct new nurses as to their functions and responsibilities as defined in their job
descriptions. Orientation will consist of a basic comprehensive program in which the nurse will be oriented
through a combination of instructional conferences, floor and/or shift work, inclusive of electronic systems
(e.g., email, electronic charting, and medication dispensing systems). Through the nursing Labor
Management Committee, suggestions for additions, modifications and deletions or orientation content may
be discussed.

18.2  Staff Development. A structured staff development program will be developed by the Employer.
When attendance is mandatory, the program will be made available to all shifts. When attendance is
voluntary, the Employer, when feasible, will attempt to make the program available to all shifts. If
attendance on off-duty hours is required, a nurse shall be paid at the regular rate of pay (including shift
differential) or overtime rate, when applicable. The functions of staff development shall be:

a. to promote safe and intelligent nursing care of patients;

b. to train nursing personnel regarding Hospital procedures, safety policies/plans, and
equipment;

c. to develop staff potential;

d. to familiarize current medical/nursing care trends related to rehabilitation.

e. As part of the staff development program, the Employer will provide CPR Certification at

the Employer’s expense.

All programs will be posted in the appropriate locations in advance. For eligible programs, the Employer
may apply for continuing education units (CEU) credits.

18.2.1 Required Education. Nurses attending required education that results in a reduced
workweek may make up the hours in the same pay period (if prearranged and with manager
approval, and it does not create an overtime or premium pay situations), take low census,
or use PTO to fulfill their FTE.



18.3  Tuition Reimbursement. The Employer will provide nurses covered by this Agreement with its
Tuition Reimbursement Program as may be modified by the employer.

18.4 Employer Meetings. Nurses shall be compensated at the applicable rate of pay for all time spent
at meetings where attendance is required by the Employer. RNs will be paid a minimum of two (2) hours
when coming to the Hospital for mandatory meetings on a scheduled day off.

18.5  Continuing Education. All nutses have access at the Hospital to the Association of Rehabilitation
Nursing resources via LifePoint’s institutional membership and shall be compensated at their base hourly
rate of pay for time spent on ARN educational activities. Time spent on such educational activities shall
not be counted toward hours worked in determining eligibility for overtime.

Article 19 — REPRESENTATION RIGHTS

Pursuant to the U.S. Supreme Court in NLRB v. Weingarten, Inc., an employee, upon their request is
entitled to have an Association representative present during an investigatory interview in which the
employee is required to participate where the employee reasonably believes that such investigation will
result in disciplinary action. The right to the presence of an Association representative (Association
organizer or Association Representative) is conditioned upon a requirement that the Association
representative be available for participation in such investigatory interview as soon as possible but within
seventy-two hours, excluding Saturday, Sunday, and Holidays, of the employee’s request for their
presence.The parties may mutually agree to extend the 72-hour period to not longer than 96 hours in matters
that do not involve an investigatory or disciplinary suspension.

Representation Rules/Statement:

“I request to have an Association representative present on my behalf during the meeting
because I believe it may lead to disciplinary action being taken against me. IfI am denied
my right to have an Association representative present, I will refuse to answer accusatory
questions and any I believe may lead to discipline.”

Rule 1: The employee must make a clear request for Association representation before or during the
interview. The employee cannot be punished for making this request.

Rule 2: After the employee makes the request, the employer must choose from among three options:

1. Grant the request and delay questioning until Association representative arrives and has a
chance to consult privately with the employee;

2. Deny the request and end the interview immediately;

3. Give the employee a choice of having the interview without representation or ending the
interview.

Rule 3: If the employer denies the request for Association representation and continues to ask questions,
the employer commits an unfair labor practice and the employee has the right to refuse to answer. The
employer may not discipline the employee tor such refusal.

Article 20 —- GRIEVANCE PROCEDURE



20.1 Purpose. The purpose of this procedure is to encourage the prompt settlement of grievances that
may arise between the parties. Nothing in the grievance procedure shall prevent both parties from
informally conferring on issues.

20.2 Definition. A grievance is hereby defined as an alleged breach of the provisions of this Agreement.

20.3 Grievance Timelines. All grievances must be initiated within twenty-one (21) calendar days after
the alleged violation has occurred, or within twenty-one (21) days after the grievant or the Association
reasonably should have known unless otherwise agreed to by the parties in writing. Any grievance upon
which a disposition is not made by the Hospital within 14 days shall automatically go to the next step in the
grievance process unless the parties have mutually agreed to extend the time. If the Hospital has rendered
a timely disposition to grievance and it has not been referred to the next step within fourteen (14) calendar
days from receipt of an answer, it shall be deemed closed based upon the last answer.

In the case of an alleged grievance which affects the Bargaining Unit as a whole or in a case where the
alleged grievance results from an action above the level of the Manager, by mutual agreement, the grievance
may be filed at the appropriate level of the Grievance Procedure.

The parties may by mutual written consent extend any of the time limits provided in this Article.
204 Procedure.

Step 1. The Employee or the Association shall reduce the grievance to writing on a
standard grievance form and submit it to the Nurse Manager. Within fourteen (14) calendar days
of the initiation of the grievance, a meeting shall be held between the Employee, WSNA Nurse
Representative, and/or the WSNA Local Unit Officer and the employee’s Manager or designee to
discuss the alleged grievance. The Manager shall notify the Employee and the Association of their
decision in writing within fourteen (14) calendar days following the meeting.

Step 2. If no satisfactory settlement is reached, then within fourteen (14) calendar days of
receipt of the written decision of the Manager at Step 1, or if there is no decision within the time
frame above, the Association may appeal the grievance.

A meeting will be held within fourteen (14) calendar days between the employee, the WSNA Nurse
Representative and/or the WSNA Local Unit Officer if desired, and the Chief Clinical Officer
(CCQ), or their designee. The CCO or designee shall notify the employee and the Association of
their decision in writing within fourteen (14) calendar days after the conclusion of the meeting. If
no decision is received by the Employee and the Association, the grievance automatically goes to
Step 3.

Step 3. If no satisfactory settlement is reached at Step 2, the grievance may be appealed
to the Hospital CEO, or designee, within fourteen (14) calendar days after receiving the decision
of the CCO at Step 2. A meeting will be held with the Hospital CEO, or designee, the employee,
the WSNA Nurse Representative and/or the WSNA Local Unit Officer within fourteen (14)
calendar days. The Hospital CEO, or designee, shall answer the employee in writing with a copy
to the Association office within fourteen (14) calendar days after the conclusion of the meeting.
The decision of the Hospital CEO shall be final and binding unless the Association exercises its
right to appeal the grievance to arbitration.



20.5 Arbitration. If no satisfactory settlement is reached at Step 3, then within thirty (30) calendar days
after the written decision of the Hospital CEO, or designee, at Step 3 is issued (including by email or fax),
the Association may advance the grievance to arbitration. If the Hospital and the Association fail to agree
on an arbitrator, a list of eleven (11) arbitrators shall be requested from the Federal Mediation and
Conciliation Services. The parties shall then alternate in striking a name from the panel until one name
remains. The person whose name remains shall be the arbitrator. The party submitting the case to arbitration
shall pay the filing fee.

The parties agree that the decision of the arbitrator is final and binding on all of the parties. The expenses
of the arbitrator shall be shared equally between the Association and the Hospital. Each party shall make
arrangements for and pay for the expenses of witnesses, which are called by them. The powers of the
arbitrator ate limited as follows:

1. The arbitrator shall have no power to add or subtract or modify any of the terms of this Agreement
or any supplementary agreement. In the event the Arbitrator finds a breach of the Agreement, the
parties may ask that the arbitrator specifically state the provision violated and the evidentiary
grounds supporting their decision.

2. The arbitrator shall have no power to establish wage scale rates on new or changed jobs.

20.6 Back Wages Remedy. Recognizing that the parties and employees have an obligation to police the
Agreement, the Hospital shall not be required to pay back wages for more than 6 months prior to the date
a grievance is filed or the date of an Association request to extend the grievance filing period whichever is
earlier.

20.7 Mediation. The Parties may agree to use mediation in an attempt to resolve the grievance.
Agreement must be mutual and in writing.

Article 21 —- SUCCESSORSHIP

If the Hospital is sold or operations are otherwise transferred to another employer, the Hospital agrees to
notify the Association in writing at least sixty (60) days prior to the effective date. Upon written request of
the Association, the Hospital will meet with the Association to engage in good faith bargaining over the
impact of such changes. This will not delay the date of sale or transfer unless mutually agreed upon by the
Hospital and the Association.

Prior to the sale or transfer, the Hospital shall inform the prospective acquiring entity of the existence of
the CBA; shall provide a copy of it to the acquiring entity; and shall require as a condition of sale that the
acquiring entity hire the majority of then-current bargaining unit employees of the Hospital (provided that
the employees are qualified for the job(s)) and recognize the Association as the exclusive collective
bargaining agent of the currently represented employee(s)/employee classifications.

Employees whose employment is terminated as a result of any sale, closure, or transfer shall be assisted in
transferring to any other Kindred facilities, consistent with current practice, and receive payment for one
hundred percent (100%) of all accrued and vested, but unused, PTO. Employees who remain employed at
any Kindred facility after a sale, closure or transfer of operations shall be eligible to transfer one hundred
percent (100%) of their PTO balance.



Article 22 -LABOR MANAGEMENT COMMITTEE

A standing Labor Management Committee consisting of no more than two (2) members of management
and three (3) bargaining unit members designated by the Association shall meet upon the request of either
party for the purpose of discussing matters of mutual interest and concern. There shall be two (2) Co-Chairs
of the Committee; one each from management and the Bargaining Unit. An Association Representative and
Human Resources or Labor Relations representative may attend these meetings. Agendas for such meetings
shail be exchanged one week prior to the scheduled meeting. The meetings shall occur no less than
quarterly. The Hospital will compensate the three (3) bargaining unit members for time spent in the above-
referenced meetings up to a maximum of one (1) hour base pay. The parties shall work cooperatively to
schedule meetings at mutually convenient times. The review of ADO forms may be an agenda item at the
request of either party.

Article 23 - HOSPITAL STAFFING COMMITTEE

The Hospital shall maintain a Hospital staffing Committee (HSC) to comply with the provisions of RCW
70.41, et seq, and its successors.

23.1 HSC Membership. The HSC shall be composed of no tfewer than 10 total members, as mutually
agreed upon by the parties and as may be modified from time to time. At least one-half of the HSC voting
membership shalf be nursing staff who are nonsupervisory and nonmanagerial, currently providing direct
patient care. The nursing staff half of the committee shalf include at least three WSNA members, selected
by the nurses in the bargaining unit. The second one-half of the HSC membership shall be selected by
Hospital Administration. The WSNA Nurse Representative may attend meetings of the HSC.

23.2 HSC Membership Compensation. RNs who participate as HSC members shall receive their
regular rate of pay for time spent in the HSC meetings. RNs who participate in the HSC meetings shall be
relieved of all other duties during the HSC meetings.

23.3 HSC Development of Annual Staffing Plan. The HSC shall develop the Hospital's Annual
Staffing Plan. Changes to the Annual Staffing Plan must be approved by a 50% + 1 majority vote that
includes at least one WSNA bargaining unit nurse. If the Annual Staffing Plan by the HSC is not adopted
by the Hospital, the Hospital CEO shall provide a written explanation of why the Annual Staffing Plan was
not adopted and take other actions relative to a modified Annual Staffing Plan provided for in RCW 70.41,
ef seq. The Hospital shall submit its Annual Staffing Plan to the State and shail provide a copy to the
Association upon request. The HSC shall provide a semi-annual review of the Annual Staffing Plan. Review
of mid-year changes.

23.4  HSC/Grievance and Arbitration Provisions. This Article regarding the HSC shall be exempted
from the Grievance and Arbitration provisions of this Agreement except for any alleged violation relating
to payment of wages to HSC RN members. The Association is encouraged to discuss alleged violations
with the Hospital for remedy outside of the Grievance and Arbitration provisions of this Agreement for
mutual resolution.

23.5 Employee Complaint Procedure. The HSC shall establish procedure to receive and investigate
employee complaints relative to the Hospital’s Annual Staffing Plan consistent with the requirements of
RCW 70.41, et seq. Employees who submit complaints shall not be subject to retaliation.

23.6  Future State Law Modifications. To the extent State law is modified to lessen the Hospital’s
requirements relative to the HSC, such modifications shall become part of this Agreement.



23.7  Safe Staffing. The Employer will strive to maintain staffing levels that provide for safe patient
care, the health and safety of nurses, the opportunity for nurses to receive their meal and rest periods, and
that are consistent with the Hospital Staffing Plan and any other relevant safety requirements.

Article 24 — NO STRIKE

24.1  General. While this Agreement is in effect, the Hospital agrees that there shall be no lockouts, and
the Association and the Employees agree that there shall be no strikes, work stoppages or slowdowns of
any kind, including, without limitation, sympathy strikes, unfair labor practice strikes, sit-downs,
slowdowns, stoppages of work, boycotts, picketing, mass sick-outs, leafleting, concerted refusal to work
overtime or pick up additional work shifts, or any other direct or indirect interference with the operation of
the Hospital or the care of the residents. The Association and members of the bargaining unit also agree not
to take any action ratifying, condoning or otherwise encouraging the above-referenced prohibited actions.

24.2  Statement of Purpose. In the event that there is a breach of the foregoing provisions, the Hospital
need not resort to the grievance and arbitration provisions of this Agreement, but may pursue any legal
remedy available to it at law or equity. If there is any violation of the foregoing provisions, the Hospital
may take disciplinary action, up to and including discharge, subject to the grievance and arbitration
provisions of this Agreement. In such event, the Arbitrator shall be limited solely to the question of whether
or not the disciplined employee in fact instigated, participated in or gave leadership to any prohibited
activity. If the Arbitrator answers such question in the affirmative, the Arbitrator shall have no authority to
modify the disciplinary action.

Article 25 - SAFETY PROMOTION & WORKPLACE VIOLENCE PREVENTION

25.1 Workplace Violence Prevention Plan. The Hospital is committed to providing its employees with
a nonviolent workplace and will not tolerate workplace violence. To support this commitment, the Hospital
will maintain a Workplace Violence Prevention Plan that includes the elements of Risk Assessment and
Analysis, Risk Reduction Strategies, Incident Response Procedures and Periodic Review of the Plan. The
Safety Committee may provide input to Hospital regarding the implementation and impact of the Plan.

a) The Safety Committee shall include at least one member of the bargaining unit, selected by the
Association.

b) The Hospital shall provide the Safety Committee with all documented reports of workplace
violence.

c) The Hospital will post signs in all publicly-accessible and patient-care areas regarding the
Hospital’s no-tolerance policy towards workplace violence.

25.2  Risk Reduction Training. The Employer will provide annual training on de-escalation as a
specific Risk Reduction Strategy. This training will be provided as needed to facilitate attendance for nurses
on all shifts; nurses who attend this training will be paid for the time spent attending the training.

25.3 Incident Response Procedures. As part of its Incident Response Procedures, the Employer will
provide appropriate equipment for emergencies, including evacuation sleds in stairwells.

Article 26 — DISCIPLINE AND DISCHARGE



261 Just Cause. Except during an employee’s probationary period, the Employer shall only discipline
or terminate an employee for just cause. Any discipline or discharge shall be subject to the grievance and
arbitration procedure in this Agreement or legal remedies, if appropriate.

26.2  Progressive Discipline. Except for cases of serious misconduct or serious job performance
deficiencies, which may result in immediate separation of employment, the Employer shall take a
performance improvement and progressive corrective action approach. Progressive discipline steps include
documented verbal warning, written warning, final written warning or warnings, disciplinary suspension
without pay, and termination of employment. :

26.3 Investigatory Suspension. Employees shall be paid while on investigatory suspension for the
employees’ scheduled hours, including any differentials that would have applied if the employee had
worked such scheduled hours. ' ' :

26.4 Written Disciplinary Action. A written warning or other disciplinary notice is a document
designated as such by the Hospital. An employee who receives a written warning or other disciplinary
notice shall be given a copy of the document and may be asked to sign a receipt to acknowledge having
received the document. Acknowledging receipt of the document shall not constitute an admission of the
employee’s agreement with the substance of the warning or other disciplinary notice.

26.5 Disciplinary Notices, Rebuttal, and Inspection of Personnel File. There shall be one official
personnel file for each bargaining unit Employee. The Employee shall have the right to inspect and to be
provided, on request, with a copy of any employee signed document in the employee’s own file.

Employees will receive copies of all disciplinary notices placed in their personnel file and shall have the
right to rebut in writing any disciplinary notice. Such rebuttals, other than grievances, shall be attached to
the disciplinary notice and placed in the personnel file.

In any case where the Employer and the Association agree to revise personnel record material, the Employer
shall, upon request, provide evidence of such revision.

Use of Disciplinary Documents. No disciplinary documentation shall be utilized for progressive discipline
beyond 12 months of its issuance, provided no further occurrence of the same nature has taken place within
that time, in which case the 12-month period will start over. In the case of a final written warning or
disciplinary suspension for patient care issues, disciplinary documentation shall not be utilized for
progressive discipline beyond 24 months of its issuance, provided no finther occurrence of the same nature
has taken place within that time frame, in which case the 24-month period will start over.

26.6 Patient Care Complaints. In cases involving patient care, the Hospital may issue discipline if the
Hospital had a reasonable and good faith belief after a thorough investigation which included a fair
opportunity for the employee to tell their side of the story, that the alleged actions or failure to act occurred.
The Employer agrees to submit to the Association the substantive results pertaining to the employee against
whom discipline has been issued, of any investigation conducted by (i) the Hospital or (ii) the State of
Washington Department of Health on the incident in dispute.

The following factors will apply in determining whether the Employer’s belief was reasonable and in good
faith: (1) the strength of the Employer’s investigation; (2) the strength of the evidence supporting the
allegation; (3) the employee’s work history; (4) the patient’s complaint history; (5) the patient’s cognitive
ability; (6) physical evidence, if any; and (7) other such factors traditionally reviewed in disciplinary cases.



Employees have an affirmative duty to honestly cooperate in Employer investigations relating to employee
conduct and patient care issues. Employees have an affirmative duty to report suspected patient abuse or
violation of resident rights.

The Employer and the Association agree that, absent exceptional circumstances, patients should not be
compelled to be involved in the Grievance and Arbitration process. Therefore, the parties agree that the
arbitrator shall decide whether to admit into evidence any statements received from patients who do not
appear as witnesses at the arbitration (the arbitrator may also decide whether to admit statements from non-
testifying family members and visitors). The Arbitrator shall also determine the appropriate weight to be
given in the event of the failure of any patient, visitor, or family member to testify at arbitration, subject to
cross-examination., The parties further agree that the arbitrator may allow patients, visitors, or family
members to testify telephonically, subject to cross-examination, in cases where such persons are ready,
willing and able to do so. The Arbitrator shall determine the weight of the Association’s lack of access to
interview and/or to cross-examine the Hospital’s witness(es), if the Association lacks such access.

Article 27 - WASHINGTON CARES FUND

Washington Cares Fund contributions will be funded by Employee wage deductions. Currently,
contributions are expected to begin July 1, 2023, unless Employees obtain an exception.

Article 28 —-DURATION

Except as otherwise expressly provided herein, this Agreement shall become effective as of January 1,2026
and shall remain in full force and effect until December 31, 2028 and shall automatically be renewed from
year to year thereafter unless written notice is given by either party to the other, by registered or certified
mail, at least ninety (90) days prior to the expiration date, that termination or modification of this Agreement
is desired.
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APPENDIX A— MEAL AND REST BREAK WAIVER FORM

VOLUNTARY MEAL PERIOD WAIVER

I understand that under Washington law, WAC 296-126-092, and the collective bargaining
agreement (CBA) between VMFH Rehabilitation Hospital (the “Hospital”) and
Washington State Nurses Association:

e If I work a shift of more than 5 hours, I am entitled to receive an unpaid and
uninterrupted meal period of not less than 30 minutes during which I am relieved
of all duties, which starts no less than 2 hours and no later than 5 hours after the
start of my shift.

e | also understand that I cannot be required to work more than five consecutive
hours without a meal period and that I am entitled to an additional meal period if:
(a) I work more than 5 hours after the end of my first meal period (or if I waived
my first meal period, if I work a shift of more than 10 hours) and for each 5 hours
I work thereafter; or (b) if I work 3 or more hours longer than my normal work day
(meal period prior to or during the overtime portion of the shift).

e [ further understand that although the Hospital encourages me to take my meal
periods, I have the right under Washington law, RCW 49.12.480, and the CBA to
voluntarily waive taking my meal periods pursuant to this Waiver.

e [ understand I may voluntarily agree to waive the meal period for shifts less than
eight hours, and for shifts of eight hours or longer, I may voluntarily agree to waive
the second and/or third meal period, provided I still receive at least one meal period
during the shift.

e [ may also agree to adjust the timing of my meal periods, provided that at least one
meal period begins no earlier than the third hour worked and no later than the
second-to-last hour of the shift.

e [ understand the waiver may be revoked at any time, for any reason, using this
form.

Please check the box(es) below that apply (note: do not complete this form if you want to
maintain all your meal periods):

[] (For Shifts Under 8 Hours) I voluntarily choose to waive my 30-minute unpaid meal
period on [DATE].




[J (For Shifts Under 8 Hours) I voluntarily choose to waive all my meal periods until
further notice. (This would be a leadership dialogue due to well-being concern)

Ll (For Shifts 8 Hours or Longer) I voluntarily choose to waive (second / third) (CIRCLE
ALL THAT APPLY) 30-minute unpaid meal period on
[DATE]. 1 understand that I must take at least one 30-minute unpaid meal period for each
shift that is 8 hours or longer.

[l (For Shifts 8 Hours or Longer) I voluntarily choose to waive (second / third)
(CIRCLE ALL THAT APPLY) 30-minute unpaid meal period(s) until further notice. I
understand that I must take at least one 30-minute unpaid meal period for each shift that is 8
hours or longer.

L] I voluntarily choose to waive the timing of my meal periods until further notice so that
I may take my meal periods outside the timeframes stated above. I understand that at least
one meal petiod must begin no earlier than the third hour worked and no later than the
second-to-last hour of the shift. Nurses scheduled for ten (10) and twelve (12) hour shifts
shall start their meal period no earlier than three (3) hours after their shift begins and no
later than seven (7) hours from the start of their shift.

I acknowledge that I have read this Voluntary Meal Period Waiver and understand
it. I am signing this freely and voluntarily. I understand that this waiver can be
revoked in writing by either me or my employer at any time and for any reason. I
agree to follow the Company’s policy regarding meal periods and rest periods. I
acknowledge that I have received a copy of the CBA, and reviewed Article 10, Rest
and Meal Periods, before signing this waiver. I certify that I am over the age of
eighteen and legally competent to request a waiver of my meal periods.

Employee Name: Employee Signature: Date:

Manager /Director Name: Managet/Director Signature: Date:

L] I hereby revoke my Meal Period Waiver as of [DATE].






