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COLLECTIVE BARGAINING AGREEMENT
VALLEY MEDICAL CENTER and OPEiU Local 8

January 15, 2021 — October 31, 2024

This Agreement is made and entered into by and between Valley Medical Center,
hereinafter referred to as either the “Hospital” or the “Employer,” and the Office and
Professional Employees Internationat Union, AFL-CIO, Local No. 8, hereinafter referred
to as the “Union® for the purpose of governing their mutual relations by fixing the
following scale of wages, schedules of hours, working conditions and regulations
affecting the employees of the Employer who are represented by the Union as set forth
in Articie 1.

ARTICLE 1

UNION RECOGNITION

Section 1.1. The Employer hereby recognizes the Office and Professional Employees
International Union Local 8 as the exclusive bargaining representative for those office
and clerical nonprofessional employees, including on-call and temporary, whose job
classifications are set forth in Appendix — "A” attached hereto and made part of the
Agreement excluding supervisory, professional, and student employees who are
employed fess than ninety (90) days annually and trainees subsidized through
government or social service agencies.

Section 1.2. The Employer recognizes the fact that bona fide supervisory employees
are only those who have the authority to hire, promote, discipline, discharge or
otherwise change status or effectively recommend the above personnel actions, and it
is not the Employer's policy to establish jobs or job titles for the purpose of excluding
such employees from the unit.

Section 1.3 New Employvee Orientation. The Employer shall make newly hired
employees aware of their membership rights and responsibilities at the time of hire. The
Employer shall also provide a copy of this Agreement to each employee upon entering
the bargaining unit. The Empioyer will provide a list to the Union via electronic mail of
new employees (including their name, job classification, FTE, department, and work
jocation) on the Friday before the orientation sessjon. A representative of the Union will
be permitied up to thirty (30) minutes to meet with new employees during each
employment orientation.

Section 1.4. The Employer will deduct an amount equal to the Union's uniform monthly
dues from the pay of each employee who has elected to be a member of the Union, and
who voluntarily executes a wage assignment autharization form. When filed with the
Employer, the authorization form will be honored in accordance with its terms unless an
employee requests that the Hospital to stop deducting dues, in which case the Hospital
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will honor the request and will notify the Union in writing within seventy-two (72) hours of
the employee's request. This Agreement shall apply to dues deductions only and shall
not inciude deductions for other Union fees. Deductions will be transmitted to the Union
by check payable to its order on or before the twentieth (20th) day of each month. Upon
issuance and transmission of a check to the Union, the Empioyer's responsibility shall
cease with respect to deductions covered thereby. The Union and each employee
authorizing the assignment of wages for the payment of Union dues hereby undertake
to indemnify and hold the Employer harmless from all claims, demands, suits or other
forms of liabiiity that may arise against the Employer for or an account of any deduction
made from the wages of such employee.

Section 1.5 Access. The Union representative of the Local shall be allowed admission
to the Hospital and other Employer facilities at any reasonable time providing the
Employer is notified upon arrival of the Representative. Such authorized Union
representative shall confine the Representative’s activities fo matters related to this
Agreement and shall not interfere with the work of the employees, nor with patient care
or the function and operation of the Employer.

Section 1.6 Bulletin Boards & Union Communication. The Employer shall furnish a
bulletin board for the purpose of the Union, including one in each clinic, and offsite
department, as well as one in the main hospital. All materials posted on such board
must, at the time of posting, be provided to the Vice President, Human Resources.

Section 1.7. The Employer agrees to supply the Union each month with a list of new
hires and terminations and a separate list of current employees, showing the full,
part-time, or on-call status of each such employee. The list of new hires shall include
each employee’s name, department, cost center, job classification, date of hire, FTE
status, base rate of pay, and address. The list of current employees will include name,
position, cost center, department, FTE status, date of hire, base rate of pay, life hours,
year-to-date hours, and address.

Section 1.8 Union Stewards. The Union shall have the right to designate Union
stewards. The Union shall notify the Human Resources Department of the names of
Union stewards as they become available for the role. The parties acknowledge that the
investigation of complaints and grievances by Union stewards will be conducted during
non-working hours (e.g., coffee breaks, lunch periods and before and after shift). Union
stewards representing an employee in a formal investigatory meeting with the Employer,
or a formal disciplinary meeting or grievance meeting (not to exceed one (1) Union
steward in attendance) shall attend on paid release-from-work time or, if outside their
scheduled work shift, be paid at straight base rate for the actual meeting plus one (1)
hour total pre and/or post-meeting preparation time. The Union steward will obtain prior
permission to leave their department or alter their shift to attend any union
representation mafter. Such management permission shall not be unreasonably denied,
although the parties agree that patient care and critical job duties take precedence.

Page 2 of 58
Valley Medical Center / OPEIU LOCAL 8
2021-2024 Contract



Section 1.8 Meeting Rooms. The Employer shall allow the union to use Employer
meeting rooms for union meetings subject to their availability. Hospital meeting rooms
will be reserved through the Human Resources office. Clinic meeting areas will be
reserved through the applicabie clinic manager.

Section 1.10 OPEIU Local 8 PAC Check-off. The Employer shall deduct the sum
specified from the pay of each member of the Union who voluntarily executes a political
action contribution authorization form. The amount deducied, payable to OPEIU Local
#8 PAC, and a roster of each employee authorizing assignment of wages will be
transmitted to the Union. The Union and each employee authorizing the assignment of
wages for payment of the voluntary political action contributions hereby undertakes to
indemnify and hold the employer harmless from all claims, demands, suits and other
liability that may arise against the employer for or on account of any deduction made
from the wages of such employee.

Section 1.11 OPEIU Local 8 Hardship Fund Check-off. The Employer shall deduct
the sum specified from the pay of each member of the Union who voluntarily executes a
Hardship Fund contribution authorization. The amount deducted, payable to OPEIU
Local #8 Hardship Fund, and a roster of each employee authorizing assignment of
wages will be transmitted to the Union. The Union and each employee authorizing the
assignment of wages for payment to the OPEIU Local 8 Hardship Fund hereby
undertakes to indemnify and hold the employer harmless from all claims, demands,
suits and other liability that may arise against the employer for or on account of any
deduction made from the wages of such employee.

Section 1.12 Negotiations. The Union and VMC are committed to handling
negotiations in a collaborative manner including patient care considerations and as
expeditiously as practical. The Parties agree that during negotiations for a renewal
agreement, VMC will provide paid release time to up to four bargaining unit members to
attend scheduled joint negotiation sessions, with each designated bargaining unit
member receiving up to 20 hours of paid release time. Such compensation will be paid
at the employee’s base rate of pay. For purposes of calculation of accrual hours for sick,
vacation and life hours, hours spent by designated bargaining unit members will be
included in these benefit hours calculations.

ARTICLE 2
DEFINITIONS

The foliowing definitions are applicable to the interpretation and administration of the
specific provisions of this Agreement.

Section 2.1 Regular Employee. A regular employee, so classified on the Employer’s
payroll records, is one who has completed the probationary period and is assigned
duties associated with a position recognized and idenfified with the Employer's
organization.
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In order to maintain status as a Regular employee, the employee must fulfil the
employee's assigned FTE through either paid time worked, paid accrued vacation or
sick leave, paid holiday, or approved Leave of Absence as described in Article 11. This
requirement precludes low census leave without pay.

Section 2.2 Reqular Full-Time Employee. A regular full-time employee is one who is
regularly scheduled to work forty (40) hours per week or eighty (80) hours per fourteen
(14) day period and who has successfully completed the required probationary period.

The employee must maintain their status in @ scheduled FTE as described in Section
2.4. Failure to maintain their scheduled FTE will result in due process prescribed in
Section 4.5.

Section 2.3 Reqular Part-Time Employee. An employee who is reqularly scheduled
for less than forty (40) hours per week and who has successfully completed the required
probationary period.

A regular part-time employee working twenty-four (24) or more hours per week shall
share in fringe benefits on a pro rata basis in accordance with hours actually worked.

The employee must maintain their status in a scheduled FTE as described in Section
2 1. Failure to maintain their scheduled FTE will result in due process prescribed in
Section 4.5,

Section 2.4 Temporary Employee. A temporary employee is one who is hired as an
interim replacement or for temporary work on a predetermined work schedule which
does not extend beyond one hundred eighty (180) consecufive days. Temporary
employees shall be ineligible for fringe benefits and longevity increments. The Union will
be notified in writing of the hiring of a temporary employee and their anticipated
employment duration.

Section 2.5 On-Call Employees. Employees who work at the convenience of the
Employer to cover workload fiuctuations, emergency situations, or employee absences.
On-cail employeses are eligible for longevity increments.

On-call employees must work the number of open shifts required by their depariment,
provided that they will not be required to work more than two shifts per week, and
provided that a sufficient number of open shifts are posted or offered to the employee to
meet the required amount. On-call employees may be offered and may except shifts
beyond their department’'s requirement. Employees who for a period of six (6) months
have worked an average of twenty-four (24) hours or more per week, except to cover for
absences shall, at the request of the employee be reclassified fo a regular position at
the appropriate FTE level for that department so long as they meet the minimum
qualifications of the job as listed in the job description.
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Section 2.6 Probationary Employees. An employee shall be considered a
probationary employee during the first ninety (90) days of regular employment. It is
agreed that empioyees’ probation starts with the first day of employment in any capacity
except temporary employee. The Employer agrees to provide each probationary
employee with a written evaluation on or before the seventy-fifth (75" day of the
probationary period. The Employer, with the consent of the employee, may extend the
initial probationary period for up to sixty (60) days. During this probationary period,
employees may be discharged without recourse to the grievance procedure. All benefits
provided herein will accrue during the probationary period, however, employees will not
be eligible for time off benefits until satisfactory completion of the probationary period,
unless reguired by law. :

Section 2.7 Trainee Employees. Employees who lack the qualifications or skills for a
particular job may be employed up te ninety (90) calendar days as a trainee in either a
full or part-time status at which time they will either be promoted to the position for
which they are being trained or terminated based on their ability to meet the standards
set for the job. If the employee is a new employee, the wage rate for such irainee may
be ten percent (10%) below the base rate of pay for the job classification.

Section 2.8. Volunteer or special employment program personnel shall not perform
functions performed by bargaining unit members if such activity results in a reduction of
regularly scheduled employee hours worked.

Section 2.9 Lead Assignment Lead assignment is an extra responsibility level
assigned by the manager of a department. Assigned lead responsibilities wili vary from
department to department as defined by management and shall not include supervisory
duties such as hiring, firing, disciplining, promoting, demoting, evaluating personnei or
approving leave requests.

Section 2.10 Patient Resource Float Employees. Patient Resource Float employees
are employees cross-trained as Patient Service Representatives (PSR) and Patient
Resource Representatives (PRR) who are regularly assigned to the Clinic Nefwork
Float Pool, and whose assigned schedules are determined by the Manager of the Clinic
Network Fioat Pool to best accommodate the varying PSR and PRR needs of each
VMC Clinic Network location, including the Patient Resource Center. Specific
expectations are enumerated in Addendum “B.”

Section 2.11. Preceptor. Preceptor assignment is an additional responsibility level
assigned by the manager of a department. A Preceptor is an employee who has
completed an employer-designated preceptor in-service program and who is assigned
by the employer responsibility as a preceptor to plan, organize, and provide training to
employees. Preceptors do not include employees performing training duties that are
required as part of the employee’s job classification or employees performing training
duties as part of a lead assignment. Employees interested in becoming a preceptor and
being assigned preceptor duties may notify their manager in writing of such interest.
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It is understood that employees in the ordinary course of their responsibility will be
expected to participate in the general assistance, support and guidance and orientation
for new employees.

ARTICLE 3
NON-DISCRIMINATION

Secfion 3.1. The Employer and the Union agree not to discriminate in any manner
whatsoever in conformance with applicable federal and state laws, against any
employee or applicant for employment on the basis of race; color; religion; creed; sex;
gender expression or identity; marital status; national origin; age; or sensory, mental
physical disability, etc., subject to occupational requirements and ability to perform the
job requirements.

Section 3.2. No employee covered by this Agreement shall be discriminated against
because of membership in the Union or lawful Union activities.

Section 3.3. Where the masculine or feminine gender has been applied in any job
classification or in any provision of this Agreement, it is applied solely for the purpose of
filustration and shall not in any way be used to designate the sex or gender of the
employee eligible for the position or the benefits or any other provisions.

Section 3.4. This provision shall be interpreted consistent with the obligations of the
Empioyer that have been established under Washington State or federal law.

ARTICLE 4

EMPLOYMENT PRACTICES

Section 4.1 Hiring. The Employer agrees to notify the Union of vacancies occurring in
the classifications covered by this Agreement by electronic mail once a week. if calied
upon to supply applicants, the Union agrees to recommend only those applicants that
are fully qualified to perform the work involved. The parlies agree that the hiring
decision remains exciusively an Employer responsibility, and the Employer shall be free
to hire from any source whatsoever.

Section 4.2 Job Posting. Notice of vacant bargaining unit positions shall be sent
through VMC electronic-mail broadcast at least three (3) business days in advance of
filing in order to afford presently empioyed employees the first opportunity to apply.
Employees of the posting depariment who apply will be afforded the first opportunity to
fill the vacant position if qualified. in the event filling the position creates a vacant
position, this position and any subsequent vacant positions created by the posting will
be posted for at jeast two (2) business days in the department in advance of filling. To
be considered for such job opening, an employee must indicate such interest in writing
to the Employer.
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The successful applicant will be transferred no later than six (6) weeks after accepting
the new position, uniess mutually agreed otherwise between the Employer and the
employee. The Employer shali inform the employee of the date the transfer will take
effect within three (3) to five (5) business days of the date notified of the awarded
position.

When a permanent job opening occurs within the bargaining unit, the employer shall
award the position to the most senior qualified employee, provided skill, competency,
and ability are considered equal to that of other applicants, as determined by the
Employer. The Employer will review and forward all applications within the bargaining
unit who meet the minimum qualifications for the job as listed in the job description to
the hiring manager. The hiring manager will interview the top three (3) most senior
employess that are qualified for the position.

An employee who applies for a position and is not selected for an interview or is
selected for an interview but is not hired for the position may contact the manager
and/ar Human Resources to discuss why the employee was not selected and what skilis
the employee needs to be a successful applicant in the future. The Employer will notify
ali unsuccessful intemnal applicants within three (3) to five (5) business days of filling the
vacancy by notice through email. The Employer is committed to upgrading, promoting
and transferring bargaining unit employees where appropriate.

Section 4.3 Notice of Termination. Employees shall be entitled to two (2) calendar
weeks notice of termination or pay in lieu thereof pius any accrued vacation and vested
sick leave if they have passed their probationary period, except the Eroployer shall not
be required to comply with the provisions of this Section in cases of discharge for just
cause. It is understood, however, that where an entire classification is eliminated, or
department or clinic is substantially closed, or where jobs are eliminated due fo
outsourcing or subcontracting, Article 13 wili be invoked.

Regular employees shall be required to give two (2) weeks written notice of resignation.
Failure to give such notice shall result in loss of termination benefits including loss of
payment for any accrued vacation and vested sick leave.

Section 4.4 Discipline/Discharge for Cause. No employee who has successfully
completed the probationary period shall be disciplined or discharged except for just
cause.

All notices for corrective action and/or discharge will be provided in writing to the
affected employee(s) with a copy to the Union within thirty (30} calendar days from the
date the Employer became aware of the event or incident that gave rise to the discipline.
If a Union steward or Union representative is not available during this thirty (30)
calendar day period, the time pericd will be extended until Union representation is
available for the investigatory or discipline meeting. This time period may also be
extended by mutua! agreement between the Employer and the Union.
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An employee who has been discipiined or discharged by the Employer shall be given a
written statement of cause of discipline or discharge with a copy to the Union at the time
of discipline or discharge or within seven (7) calendar days thereafter with the exception
of probationary employees.

Section 4.5 Discipiine. The Employer shall use a uniform system of written warning
notices for poor work performance, formal reprimands, demotions and suspensions,
except wherein immediate discharge is applied. Copies of these notices shall be
provided to the employee at the time formal disciplinary action is taken or shortly
thereafter. The employee shall be requested to sign the written waming notice. The
employee’s signature thereon shall not be construed as admission of guilt or
concurrence with the reprimand, but rather shall be requested as an indication that the
employee has seen and comprehends the gravity of the disciplinary action. Whenever it
becomes necessary to discipline an individual employee, the supervisor vested with
said responsibility shall undertake said talks in a respectful manner. Discipline shall be
conducted in a setting that ensures the privacy of the employees and those directly
involved in the incident or investigation.

Section 4.5(a} Weingarten Rights. An employee may, upeon request, have a Union
representative of the employee’s choice present at a disciplinary meeting or an
investigatory meeting with the Employer that could reasonably lead to the employee’s
discipline. If the employee requests union representation at such a meeting, the
employee shall notify the Employer and shall be provided reasonable time to arrange for
Union representation at the meeting. If the Employer has not informed the employee
prior to the meeting of the meeting’s investigatory purpose, the employee may request
adjournment so as to enable the employee to secure Union representation. Notice of an
investigatory and discipline meeting shall normally be provided directly to the employee
while at work, unless the employee is out on leave and circumstances require more
immediate notification.

Section 4.5(b} Labor Management Relations. Both parties agree that on-going
effective and professional communication between staff and management is the desired
goal. Efforts to resolve lack of clarity or day-to-day concerns should be made by utilizing
Union representatives, management chain of command or HR representatives.

The parties will attempt to resolve issues at the lowest possible level within the
management and labor structure,

Section 4.6 Personnel File. The employee or Union representative, if the employee so
authorizes in writing, may examine the employee's personnel file. Warning letters or
performance evaluations placed into the employee's personnel file shall be brought to
the employee's attention, Employees shall have the right to review and comment on
warning lefters and performance evaiuations, including any reference to job
performance or personal character. Such comments shall be included in the employee's
personnel file,
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Section 4.7(a) Training and Education. On a calendar quarter basis, if requested by
the Union, there will be a meeting of the training and education commitiee, The
committee will consist of no more than four {4) representatives of the Employer and four
(4) representatives of the Union and will review issues of training and education of
employees under this Agreement. Employees who serve on the committee during their
regular work hours will not lose work time for attending the meeting. Employees
attending outside their reguiar work hours shall be compensated at the straight time rate
under Section 7.5.

Section 4.7(b). An Education Fund will be established allocating $100.00 per calendar
year per ful-ime employee (prorated for FTE on January 1). Education funds are
intended to cover courses/seminars that fulfill licensing and certification requirements or
enhance the employee’s function within the job classification. Release time to attend
class and/or seminar will be subject to scheduling needs. Such courses and seminars
may be by correspondence or in person. The employee’s Manager will apprise the
employee of the approval status of each written request in a timely manner.

Section 4.7{c). The Employer wiil continue reimbursement of costs specific to
ceriification requirements which are mandated by the job. The Employer will require that
the most cost-effective course will be utilized.

Section 4.8. No employee shall be required to furnish any equipment to perform the
employee's duties unless herein provided.

Section 4.9. Where Employees who are required fo wear Hospital specific uniforms (as
distinguished from requiring adherence to a specified dress code) the uniforms will be
paid for by the Employer, up to four (4) per year. Further, any employee required to
wear a uniform who, while in the performance of the employee's job, ruins or destroys
the uniform in part or fotally shail be entitled to replacement of said uniform.

Section 4.10 Occupational Heaith and Safety. The Employer will provide safe

working facilities and agrees to maintain such conditions in accordance with state and
federal safety regulations. The Employer reserves the right to post and enforce safe
practice rules and amend them from time {o time as permitted or required by state and
federal law. Infractions of a valid safe practice rule by an employee may be grounds for
discipline or discharge. Employees are encouraged to report unsafe and/or unhealthy
conditions to their supervisor and shall not be disciplined for making these reports.

The Employer has a responsibility to provide for the physical safety of employees on the
Employers premises and walking to and from employees’ cars. The Employer shall
conduct an ongoing security and safety assessment and develop a security plan with
measures fo protect employees, patients and visitors from physical and property harm.
The security plan shall include, but not be limited to, security considerations relating to
the following:
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1) Physical layout;
2) Staffing after hours and single incumbent depariments;
3) Security personnel availability;

4) Lighting and adeguate patrol on the grounds and parking areas;

5) Policy and training related to appropriate responses to aggressive or violent
behavior.

Section 4.11. Where issues of continued excessive work load or issues with staffing
fevels have not been resolved between the employees and their manager, working with
or without their union representative, the VP of Human Resources or designee shall
meet and confer with the Union Representative and Manager involved fo seek a
resoiution of the issue. The problem-solvers will take into account changing technology,
organizational priority changes, afirition rates and timelines to fill and/or create positions.
The matters growing out of this provision are not subject to Article 5, Grievance and
Arbitration.

Section 4.12 Inclement Weather. [n the event of inclement weather as identified by the
Employer and if the Employer decides to close the department or facility the employee
may use the following to cover time loss due to Inclement Weather: accrued vacation,
floating holiday, or may take the time as leave no pay, and will not be considered an
absence or occurrence.

If a decision has been made to not close the department or facility, but an employee
believes that coming to work or remaining at work would be a risk to personal safety,
the employee may use the following to cover time loss due to inclement weather:
accrued vacation, floating holiday, or may take the time as leave no pay, and will not be
considered an absence or occurrence.

If the facility or department is closed after the employee has reported to work, the
provisions of Section 7.5 Report Pay will be followed.

ARTICLE

GRIEVANCES AND ARBITRATION

Section 5.1 Grievance Defined. A arievance is defined as an alleged violation of the
terms and conditions of this Agreement. If any such grievance arises, it shall be
submitted to the following grievance procedure. A grievance may be filed above Step 1
upon mutual consent between the Union and Employer. No employee(s) pursuing a
grievance will suffer a loss of pay for attendance at a grievance meeting scheduled-
during the employee’s or employees’ normal working hours.

Time limits set forth in the foliowing steps may only be extended by mutual consent of
the parties hereto.
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Step 1 - Immediate Supervisor

The employee and the Union steward or the Union Representative shall first
attempt to resolve the problem promptly with the employee's immediate
supervisor and bring forth notice of the grievance in writing in no event later than
fourteen (14) calendar days of the employee’s knowledge of the facts that
constitute the grievance. A conference will be scheduled with the employee,
employee representative, immediate manager/supervisor and HR representative.
The immediate supervisor shall be given seven (7) calendar days to resolve the
problem. Grievances resolved at the first step of this grievance procedure shall
not be considered as setting precedent for the interpretation of the terms and
conditions of this Agreement

Step 2 - Department Director

If the matter is not resolved io the employee’s satisfaction in Step 1, the
employee (and the Union steward and/or Union Representative) shall reduce the
grievance to writing and present the grievance to the Human Resources
Business Partner, or designee, within fourteen (14) calendar days of the
immediate supervisor's decision. A conference between the empioyee and Union
steward and/or Union Representative and the Department Director and the VP of
Human Resources (or designee) shall be held within fourteen (14) calendar days
following receipt of the written grievance. The Department Head or designes
shall reply within fourteen (14} calendar days following the grievance conference.

Step 3 - Appropriate Administrator and Union Representative

If the matier is not resolved in Step 2 to the employee's satisfaction, the
grievance shall be referred in writing within fourteen (14) calendar days of receipt
of the written answer in Step 2 to the Human Resources Business Partner by the
employee and authorized Union Representative. Within fourteen {14) calendar
days a conference will be held between the employee, Union Representative, the
appropriate Administrator and the VP of Human Resources for the purpose of
resolving the grievance. Within fourteen (14) calendar days after such meeting,
the appropriate Administrator or designee shall send the Union a written answer
stating the Employer’s decision concerning the grievance.

Step 4 - Optional Grievance Mediation

Within fourteen (14) calendar days after receipt of the Step 3 response VMC and
the Union may mutually agree in writing to submit any unresolved grievance to
mediation. A Public Employment Relations Commission Mediator will be
requested through the PERC process. At any time during the mediation process
either party, through written notice fo the other, can terminate the mediation
process. If the mediation is terminated the Union has fourteen (14) calendar days
to refer the matter to Arbitration from date of termination of the mediation.
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Step 5 - Arbifration

if the grievance is not settled in Step 3 and/or the parties do not elect grievance
mediation or the mediation is not successful, either the Employer or the Union
may submit the issue in writing to arbitration within fourteen (14) calendar days.
The Employer and the Union shall attempt to select an arbitrator. If the Employer
and the Union fail to agree on an arbitrator a list of seven (7) arbitrators shall be
requested from the Federal Mediation and Conciliation Service. The parties shall
thereupon aiternate in striking a name from the panel untif one remains. The
person whose name remains shall be the arbitrator. The arbitrator shall render a
decision as promptly as possible. The arbitrator shall be confined to the issues
submitted for arbitration and shall have no authority to determine any other
issues not so submitted to the arbitrator. The arbitrator shall have jurisdiction and
authority only fo interpret, apply or determine compliance with the specific terms
of the Agreement and shall not have jurisdiction to add to, detract from or alter in
any way the provisions of this Agreement. The decision within the jurisdiction of
the arbitrator shali be final and binding upon both parties. The expenses and fees
incumbent to the services of the arbitrator shall be borne equally by the Employer
and the Union.

ARTICLE 6

HOURS OF WORK - OVERTIME

Section 6.1 Workday. A normal workday shall consist of eight (8) hours of work to be
completed within eight and one-haif (8%2) consecutive hours with a thirty (30) minute
unpaid meal period, or ten (10) hours work to be completed within ten and one-half
(10%) consecutive hours with a thirty (30) minute unpaid meal period, or twelve (12)
hours work to be completed within twelve and one-halif (12%) consecutive hours with a
thirty (30) minute unpaid meal period.

Section 6.1{a). The Employer may newly establish a shift of four (4) ten (10} hour days
upon giving at least twenty-eight (28) days or one full scheduling period notice. An
employee who cannot work ten {10) or twelve (12) hour shifts because of extenuating
personal circumstance, such as the employee's own heatth or the heaith of a family
member in the home, will be reasonably accommodated. The employee may be given
seniority preference for an open eight (8) hour shift position for which the employee is
qualified.

Section 6.1{b). Flexiility in scheduling will be encouraged, and newly created
{innovative) work schedules and shifts may be established by agreement between the
Employer, employees and Union. An innovative work schedule for an individual may be
established as long as such schedule does not displace an established shift of another
employee without the consent of the employee displaced. Where more than two
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employees are involved, the innovative schedule or shift may be established when a
majority of the employees affected consent and such work schedule agreement shail be
set forth in writing with a copy provided to the Union.

Section B.1({c). The Employer has established various work schedules and shifts for
employees which vary from the terms of this Agreement. Such schedules/shifts may be
continued and requests by employee(s) for flexibiliy with an employee’s schedule or
shift may be established with the agreement of the Employer. When an employee
requests a work schedule change, the Employer may agree with the request as long as
such schedute does not displace an established shift of another empioyee without the
consent of the employee displaced. Where more than two employees are involved, the
employee requested schedule change may be established when a majority of the
employees affected consent and such schedule is approved by the Empioyer. Such
schedule agreements shall be set forth in writing with a copy provided to the Union. The
Employer shall consider all requests to work innovative schedules or shifts. Employees
who bid a flexibie work schedule position shall be considered to have agreed to the
schedule posted with the position.

Section 6.2 Work Period. The normal workweek shall consist of forty (40) hours of
work within a seven (7) day workweek. A work period of eighty (80) hours within a
fourieen (14) day period may be utilized by mutual consent with the employee. The
Employer will not require an employee to work more than two (2) weekends out of four
{4) consecutive weekends, unless theé employee has accepted a position that requires
working weekends. Employees may work extra weekends by mutual consent.

Section 6.3 Overtime. Employees who have actually worked their normal workday of at
least eight (8) hours, or normal work week of at least forty (40) straight-time hours, shall
be compensated at the overtime rate of one and one-half (1%2) times their regular rate of
pay for all hours actually worked in excess of those periods; for example, hours actually
worked in excess of eight (8) or ten (10) or twelve (12) straight-time hours actually
worked in a workday or forty (40) straight-time hours acfually worked in a work week or
eighty (80) straight-time hours actually worked in a fourteen (14) day work period,
providing that all consecutive hours worked in excess of twelve (12) hours in a workday
(excluding on call shifts and hours worked after reguiarly scheduled tweive (12) hour
shifts) shafl be paid at two (2) times the employee’s regular rate of pay. Only by mutual
agreement, employees may on occasion work a forty (40) hour work week with varying
hours of work on various days and only incur overtime for hours worked over forty (40)
hours in the work week.

Time that is paid for but not actually worked will not count toward either daily or weekly
overtime. Hours worked on a holiday will count as normal worked hours for the purpose
of overtime calculations. All overtime must be approved by the supervisor. Overtime
shall be paid in accordance with the actual time worked.

Except by mutual agreement, the Employer shall not change posted scheduled hours of
work for the purpose of avoiding overtime.

Page 13 of 58
Valley Medical Center / OPEIV LOCAL 8§
2021-2024 Contract



Section 6.3(a). Overtime will normally be assigned to employees within the
classification in the cost center where the overtime is required. The Employer will first
altempt to meet unanticipated or increased workload requirements by utilizing on-call
staff assigned to the cost center. If additional workload requires overtime by the regular
full-ime or parttime staff, the Employer will aitempt to meet requirements on a
voluntary basis of the staff on the current schedule by order of seniority in the cost
center. When there are no qualified volunteers to meet workioad requirements,
assignment of overtime shall be on a reverse seniority rotation basis within the cost
center.

in 2 circumstance in which employees are not available within the cost center,
employees in the same job classification(s) from other cost centers may volunteer for
the overtime work by electronic mail.

Section 6.4. !t is recognized and understood that deviations from the foregoing normal
hours of work will occur from fime to time, resulting from several causes such as, but
not limited to, vacations, leaves of absence, weekend and holiday duty, absenteeism,
employee requests, temporary shortage of personnel, and emergencies. No such
deviations shall be considered a violation of this contract. An employee whose work
schedule is to be changed shall be nofified as scon as possible of such change.
Monthly work schedules shall be posted as directed by Section 6.6.

Section 6.5 Rest Periods. Employees shall receive a rest period of fifteen (15) minutes
including time to and from their assigned piace of work during each four (4) hour period
of work. Such rest period shall be scheduled as nearly as practical during the midpoint
of each four {4) hour period, taking into consideration the primary concern of adequate
department coverage. Employees may request to occasionally combine rest and meal
periods and such requests shall not be unreasonably denied by the Employer.

Section 6.5(a). Any employee working more than (2) hours of overtime shall receive a
fifteen (15) minute rest period at the end of such two (2) hour period and an unpaid
uninterrupted thirty (30} minute meal period at the end of four (4) hours. if the overtime
assignment continues beyond the meal period for a period of more than two (2)
additional hours, the employee shall receive another fifteen (15) minute rest pericd at
the end of that two (2) hour period.

Section 6.6 Work Schedules. Monthly or twenty-eight (28) days work schedules will be
posted at least ten (10} days in advance of the scheduie. Except for compeliing
business conditions beyond the control of the Employer and as provided by Section 6.8,
individual assignment of hours of work may be changed only by mutual consent.

Section 6.6(a). Subject to scheduiing requirements and the qualifications required of
the tasks to be performed, regular part-time employees who notify their depariment
manager in writing prior to the posting of their schedule that they wish extra shifts for
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that schedule shall be given an opportunity to work exira available shifts prior to calling
in on-call employees.

Section 6.6{b) Changes in Work Schedules and Shifts. A change in shift shall be
defined as any extended change in work schedules or shifts of one (1) or more hours
from the beginning or end of an employee’s current shift. This Section does not apply to
rebids or employees who have flexible schedules, including variable start and stop
fimes.

The Employer will notify the employee(s) at least twenty-eight (28) days in advance of
any extended change in work schedules or shifts and shall post the updated work
schedule at least ten {(10) days in advance of the schedule implementation date.

Section_6.6(c) On-Call Employee Scheduling. On-cail employees, as defined in
Section 2.5, will review open shift schedules when posted. Employees must promptly
identify the posted available shifts on the open shift schedule that they are available fo
work and any periods of time they are not available to work. If such availability is
identified in a timely manner, for open shifts that are known on or before a work
schedule is posted, the Employer will notify the employee of assignment to such shifts
no less than seven (7) calendar days in advance of the assigned shift. For shifts that
open after a work schedule is posted, on-call employees will promptly respond to
notices of such openings and will accept such shifts if the employee is available. Partial
open shifts may be offered and assigned at the discretion of the department Manager.
Additional procedures relating to on-call employee scheduling may be established by
the department Manager. ‘

Section 6.7 Rest Between Shifts. Each employee shall have an unbroken rest period
of at least ten (10) hours between shifts unless mufually agreed o between the
employee and the Employer. All time worked within the ten (10} hour requirement shalil
be paid at time and one-half (1%).

Section 6.8 Low Census. Low census is a temporary condition caused by reduced
patient utilization or reduced workload which significantly reduces the need for staff. A
temporary reduced work schedule because of low census as requested by the
Employer shall not alter accrued hours of employment for seniority purposes or accrual
of vacation or sick leave credits and other benefits which would otherwise be earned by
a regularly scheduled employee. During the period of temporary low census of low need,
the Employer will seek volunteers before implementing a reduced stafling schedule.
When not enough volunteers are available, the necessary involuntary staff reduction will
be scheduled on a seniority basis by classification and shift, providing the skill,
competence and ability of employees within that cost center are substantially equal.
Low census release will be in the following order:

Employees on overtime.
Temporary employees.
On-call employees.
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Pari-time employees working cver their scheduled FTE.
Fuliime and part-time employees in accordance with reverse seniority on a
rotational basis.

Employees will be allowed the option to use accrued vacation, or their fioating holiday,
or leave without pay to cover their reduced hours. The Employer wili not require that -
employees use accrued time to cover for low census.

in the event of predetermined low census, for example prior to or following a holiday,
which the Employer requires a department to schedule a partial up to a full day closure,
impacted employees within that department shall be provided nolice as soon as
practical, but not less than seventy-two (72) hours. The seventy-two (72) hour
notification wouid not apply to situations that result from a business emergency.

In the event low census periods extend on a regular basis for six (6) consecutive weeks,
the Employer will meet with the Union to review the application of this Section for low
census conditions.

Empioyees who report for work as scheduled and low census is declared will be
guaranteed Report Pay pursuant to Section 7.5.

Section 6.8. With the sole exception of premium hours paid for hours worked on a
holiday, under no circumstances shall there be pyramiding of overtime or premium pay.
Only those hours paid at straight time rates of pay shall be considered in determining if
the employees are entitied to overtime pay. All time paid at time and cne-half (1 %) or
double time (2X) is overtime whether called premium or overtime pay.

Section 6.10. The Employer's present practices of not regularly rotating shifts (i.e., days,
evenings, and nights) shall be maintained. This provision does not affect the changing
of starting times within a shift.

Section 6,11 Rebids for Reconfigured Work Schedules or Shifts. In the event the
Employer determines to reconfigure the work schedules or shifts without reducing
current FTEs in the affected work area of an employee, employees will bid on the open
positions within that area in their classification. Successful bidders shall be determined
by seniority provided that the qualifications to perform the required competencies, as
determined by the Employer, are substantially equal. Prior to any rebid, the Employer
shall provide the Union and affected employees with at least two (2) weeks’ advance
notice in writing and a written description of the positions which will be available for bid.
Such description shall include the positions’ FTE, shift, and work schedule.
Reconfiguring work schedules or shifts will occur when the Employer determines
legitimate business needs or scheduling needs require the change. The reconfigured
work schedules or shifts shall not be implemented for at least fwo (2) weeks following
the re-bid.
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ARTICLE 7
CLASSIFICATION AND RATES OF PAY

Section 7.1 Wage Scheduie. Exhibit “A” attached hereto and made a part of this
Agreement is the schedule of job classifications and rates of pay which shall be
applicable during the term of this Agreement. Nothing in this Agreement shali prohibit
the Employer, at its sole discretion, from paying more than the contract rate of pay for
any job classification identified in Exhibit “A”".

Effective the first full pay period following ratification of this agreement, pay bands "A,"
"B," "C,"” and "K-1" will be eliminated from the Exhibit "A"” Wage Schedule, and a pay
band "O" will be added to the Exhibit "A" Wage Schedule with step wage rates that are
three percent (3%) higher than the respective step wage raies of pay band "N."

Effective the first full pay period following ratification of this agreement, the job
classifications identified below will be placed on Exhibit "A" Wage Schedule pay bands
as follows: _

{a) Accounts Payable Representative will be placed on Pay Band "H";
{b) Coder/Abstractor 11! will be placed on Pay Band "O";

(c) Financial Advocate will be placed on Pay Band "M";

(d) Imaging Service Representative will be placed on Pay Band "H",
(e) Patient Access Associate | will be placed on Pay Band "H";

(f) Patient Access Associate 11 will be placed on Pay Band "J",

(g) Patient Account Representative 1i will be placed on Pay Band "K";
(h) Patient Resource Fioat will be ptaced on Pay Band "H";

(i) Patient Resource Representative | will be placed on Pay Band "H";
(i) Patient Resource Representative Ii will be placed on Pay Band "J",
(k) Patient Resource Representative Il will be placed on Pay Band "K";
{) Patient Service Representative will be placed on Pay Band "H".

Effective the first full pay period following ratification of this agreement, the current wage
rate in effect for each bargaining unit employee shall be increased as foliows:

{(a) The wage rates of the Base step through and including Step 5 of each
Exhibit "A" Wage Schedule pay band will be increased by three percent
(3.0%); ‘

(b) The wage rates of Step 6 through and including Step 10 of each Exhibit
"A" Wage Schedule pay band wili be increased by two and one half
percent (2.5%);

(¢) The wage rates of Step 11 through and including Step 15 of each Exhibit
"A" Wage Schedule pay band will be increased by two percent (2.0%);
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(d) The wage rates of Step 16 through and including Step 22 of each Exhibit
"A" Wage Schedule pay band will be increased by one and one half
percent (1.5%).

Effective the first full pay period following October 31, 2021, the current wage rate in
effect for each bargaining unit employee shall be increased by two percent (2.0%).

Effective the first full pay period following October 31, 2022, the current wage rate in

effect for each bargaining unit employee shall be increased by two and one half percent
(2.5%).

Effective the first full pay period following October 31, 2023, the current wage rate in

effect for each bargaining unit employee shall be increased by two and one-half percent
{2.5%).

Section 7.2. Employees shall receive a step increase for each year of service defined
as the accumulation of 2,080 hours compensated time. Step increases are specified in
the Wage Schedule, Exhibit “A”.

Section 7.3 Shift Differential. Employees assigned to the second shift (3:00 pm —
11:00 pm) shall be paid a shift differential of one doliar and fifty cents ($1.50) per hour
over the straight time hourly rate of pay. Employees assigned to work the third shift
(11:00 pm — 7:00 am) shall be paid a differential of two dollars ($2.00) per hour over the
straight time hourly rate of pay. An employee’s shift that overlaps the standard shifts
shall be paid shift differential when a majority of hours fali within the standard second or
third shift.

Employees employed in clinics shall receive shift differential at the second shift rate only
for hours worked at or after 3:00 p.m. and which continue for a period of at least five (3)
hours. In such case the differential shall apply to hours worked after 3:00pm. The
parties will meet to negotiate differential rates in the event a Clinic is operated on a
24-hour per day schedule.

Section 7.4 Job Descriptions. The Employer, upon request, will furnish the Union with
job descriptions for all classifications in the bargaining unit. Employees will perform work
assigned. The Employer will review and update job descriptions periodically so that the
descriptions accurately reflect the work being performed. The Employer agrees to notify
the Union of any new classifications covered by this Agreement. The Employer wiil
provide copies of all new and/or revised job descriptions to the Union. Upon hiring or
transferring into a new position, employees shall be given a copy of their current job
description by their manager and whenever the job description changes.

Section 7.5 Report Pay. Except for those employees who were hired for or who have
bid a job with a regular schedule of less than four (4) hours, any employee who is
ordered to report to work, er who is scheduled to work and is permitted to come to work
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without receiving prior notice that no work is available, shall receive pay for four (4)
hours’ work at the regular rate of pay, with the exception of required meetings which wilt
be paid at the appropriate rate of actual meeting time. Employees with a schedule of
less than four (4) hours will be guaranteed reporting pay of the hours of their scheduie.
Effort will be made to schedule meetings consecutive with the employee’s shift. In the
event that meeting times are not consecutive with the employee’s shift, the employee
will be guaranteed two (2) hours pay. This guaranteed meeting pay will not apply to
meetings that an employee attends remotely through telephonic or video conferencing
on days when the employee has scheduled work hours.

It shall be the responsibility of each employee to notify the Employer of the empioyee's
current address and telephone number. Failure to do so shall excuse the employer from
these notification requirements.

Full-time employees called in on their scheduled day off will be compensated for all
hours worked on such a day at one and one-half (1%%) times their regular rate of pay,
except for meetings as specified above. This provision shall not apply to an employee
who has actually worked less than forty (40} hours in the work week, or eighty (80}
hours in their regular work period, and who volunteers to work on their scheduled day
off. ;

Section 7.6 Work in Higher Classification. Any employee who Is assigned by the
appropriate authority to perform the work of a higher classification for more than two (2)
consecutive hours shall be paid at the higher classification rate of pay for the entire shift
provided the employee has demonsirated competence in the essential functions of the
higher classification. An employee assigned lead duties will not be considered to be
performing the work of a higher ciassification by virtue of performing such lead duties.
This shall not apply to employees who are double-rated because they are regularly
assigned to two different roles.

Section 7.7 Standby. Where there is a low census, employees may be reguired to be
on standby during the hours they are regularfy scheduled to work. In addition,
employees may, at the request of the hospital, volunteer for standby cutside the hours
of their schedule. The employee shall be advised of the number of hours the employee
is required to be on standby and will be compensated $3.00 for each hour the employee
is not working. If the employee is called in from standby, the employee will be
guaranteed a minimum of four (4) hours pay at the employee's straight time rate of pay.

Section 7.8 On-Cali. Employees may be required to be on-call during the hours outside
of the employee’s regularly scheduled shift in accord with the on-call procedures for
their department. The employee shall be paid $3.00 per hour for the number of hours
designated on-call which the employee does not work. If the employee is calied to work,
the employee shall be guaranteed a minimum of three (3) hours pay at the overtime rate,
the first time the employee is called in during an eight (8) hour shift. Subsequent calls
during this period shall be at the overtime rate only if otherwise applicabie and there
shall be no minimum hours guaranteed. The minimum call hours shall not apply when
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the employee reports for work in advance of the assigned shift. Travel time to and from
the Medical Center will not be considered time worked. Actual time worked on call-back
shall count as straight time worked for purposes of computing vacation, sick ieave
benefits, and salary increments.

Section 7.9 Callback. If a regularly scheduled full-time or pari-time employee is called
back to work after leaving the hospital's premises, such employee shall be paid for all
hours worked at the rate of one and one-half (1%%) times the regular rate of pay with a
minimum guarantee of three (3) hours per callback.

Section 7.10. All bona fide lead personnel shall receive a wage differential of one dollar
and fifty cents ($1.50) per hour in recognition of such additional responsibility.

Section 7.11_Preceptor Pay. Employees who are assigned preceptor duties under
Section 2.11 shall receive a pay differential of one dollar ($1.00) per hour for time
actually involved in precepting.

Section 7.12. The Employer shall notify the Union of any new job classification(s)
appropriate to the bargaining unit. Should new jobs be created or the job descripfion of
present classifications substantially change, the Employer and the Union shall negotiate
the classification of such new jobs and place such jobs in the appropriate pay ranges.
An employee may request of the supervisor a classification review wherein the job
duties have substantially changed. Employees who wish to grieve a supervisor's
decision must do so within fourteen (14) days of the supervisor’s decision.

Section 7.13 Wage Schedule Placement

Section 7.13(a) Promotions within the Bargaining Unit. An employee promoted fo a
position in a higher paid classification will be placed at the step of the new wage scale
that provides the employee with a minimum wage increase of two and one-half percent
(25%), not to exceed the maximum with the new classification. Salary progression
within the classification to which the employee is promoted shall continue as per Section
7.2 based on accumulated hours since the employee’s last step increase.

Section 7.13(b) Promotion Into Bargaining Unit. When a current employee of the
Employer who is not covered by this Agreement applies for and is awarded a
higher-graded position covered by this Agreement, that employee will suffer no loss of
pay in that promotion. Accordingly, the parties agree that when an employee is
promoted to a higher-graded position, regardless of the tenure, seniority, department, or
the Employment Agreement applicable in their current position, the employee will be
placed on the new wage scale at the pay Step that is the closest to, but not lower than,
their current actual base pay at the time of promotion.

This agreement is not applicable to instances of movement to another position that is in
a lower or lateral pay grade. This agreement is not applicable to new hires or rehires,
but specifically addresses instances of promotion of current employees of the Employer.
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Section 7.13(c). Should an employee elect to take a position in the same or lower paid
or graded classification, such employee may be placed at the base rate of the same or
lower paid classification during the orientation and training period as established by the
Employer. The employee shall be advanced to the employee's aciua! step placement,
based upon life hours, or to the previous step placement if the move is to a job
classification within the employee's same pay grade, at the conclusion of this period. It
shall be at the discretion of the Employer, however, to pay at a higher step.

Section 7.13(d) Hire in Rates Versus incumbents. if at any time an employee is hired
into a position at a rate higher than that of a current employee(s) with the same or
greater experience, that current employee(s) shall be moved to the same step on the
wage scale as the newly hired employee, effective the hire date of the new employee
including pay that is retroactive to the new employee's hire date.

Section_7.14 Weekend Differential. Any employee who works on a weekend shall
receive one dollar and fifty cents ($1.50) an hour in addition to the employee’s regular
rate of pay. Weekend premium pay shall not be included in the employee’s regular rate
of pay for overtime pay calculations unless required by the Fair Labor Standards Act.
The weekend shall be defined as 11:00 p.m. Friday to 11:00 p.m. Sunday, forty-eight
(43) hours. Weekend differential provided for in this section shall not apply to time spent
for educational purposes or non-productive time.

Section_7.15 Patient Resource Float Pool Premium. Patient Resource Float
employees as defined in Section 2.10 will be compensated at $2.50 per hour above
their regular rate of pay.

"ARTICLE 8
HOLIDAYS

Section 8.1. Regular full-time employees shall be granted the following holidays with
holiday pay: :

New Year's Day Labor Day
Memorial Day Thanksgiving Day
Independence Day Christmas Day
Two Floating Helidays Christmas Eve

These holidays will be observed on the calendar date of the holiday or on an alternate
date determined by the Employer. A regular part-time employee will be eligible for
prorated holiday pay based on the employee's budgeted FTE.

To be eligible to receive holiday pay for a holiday not worked, an employee must work
the last regularly scheduled day prior to the holiday and the first regularly scheduled day
after the holiday, except if the employee uses paid benefit time (sick, vacation, floating
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poliday, as available) during an approved FMLA leave of absence or for their own
ilness or a family iliness purpose, for all scheduled hours on the regularly scheduled
day before and/or after the holiday, or has approval of such absence for other reasons.

Section 8.2. All regular employees required to work a majority of their shift hours on the
holiday shall be paid at the premium rate of one and one-half (174) times the regular rate
of pay for all time worked on that shift, and at the premium rate of two (2) times the
regular rate of pay for any hours required or authorized to be worked on that shift in
excess of their nomal shift length. in addition to the premium pay, regular employees
will receive up to eight (8) hours holiday pay at the base rate of pay.

Section 8.3. If a holiday falls on a regular employee’s regularly scheduled workday and
the employee does not work, the employee shall receive holiday pay at the base rate of
pay for up to the length of the employee's regularly scheduled shift, except that
employees shall receive up to eight (8) hours holiday pay for floating holidays.

Section 8.4. If a holiday falis on a reguiar employee's regularly scheduled day off, said
Employee shali receive up to eight (8) hours holiday pay at the base rate of pay.

Section 8.5. if a holiday occurs during a scheduled and paid vacation, it will not be
charged as a vacation day.

Secticn 8.6. To be eligible for the Floating Holidays, an employee must have completed
six (6) months of continuous service. An employee must notify the Department Head, or
designee, in writing ten (10) days prior o the posting of the monthly work schedule in
advance of the date requested for the Floating Holiday. Upon such notification, the
Department Head, or designee, shall schedule the Floating Holiday, or reschedule it to
a time that is mutually agreeable to the Employer and the employee.

Section 8.7. Holiday pay for employees working the night shift shall be given for the
shift when the majority of the shift hours are on the designated calendar date for the
holiday.

ARTICLE 9
VACATIONS

Section 9.1. Vacation accrual shall begin with the date of hire for the purpose of
applying vacation policies. An employee is entitied to take vacation after completing
1,040 hours of work. Vacations may be taken at any time during the year mutually
agreeable to the Employer and the employee. '

Section 9.2(a). Vacation hours may be requested in half hour, hourly, daily or weekly
increments. Submitting vacation preferences and granting vacations may be conducied
through an electronic system specified by the Medical Center. An employee may cancel
an approved leave with twenty-eight (28) days notice. Within the sole discretion of the
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manager an employee may cancel an approved vacafion leave with less than
twenty-eight (28) days notice.

Section 9.2{h). The vacation approval year begins each March 1 and runs until the last
day of February of the following year. Vacations shall be scheduled by the Employer in
such a way as will least interfere with the function and workload of a particular
department. Seniority, in accordance with Sections 12.1 and 12.3, shall prevail on
vacation selections provided that vacation for the upcoming approval year has been
requested prior to January 31. The Employer will notify employees of their vacation
dates by March 1.

Section 9.2{c). Vacation requests made after January 31 may be scheduled at & time
mutually agreeabie io the employee and the Employer on a first come, first served basis.
Requested vacation dates will be approved or denied as soon as possible but not more
than two (2) weeks following the request.

Section 9.2(d). Vacation requests for time off during holiday periods (defined as the
week of Christmas, the week after Christmas, and the week of Thanksgiving) shall be
assigned on an equitable rotational basis as defined by the depariment. Vacation time
off during holiday periods and the normal summer vacation season, May 15 fo
September 15, may be limited by the manager to fwo (2) weeks.

Section 8.3. All employees are encouraged to and may be scheduled to take vacation
time off for at least one-half (1/2) of the accrued hours earned on a yearly basis. In the
event an employee has accumulated more than two hundred and forty (240) hours of
accrued vacation time as of December 31 of any year, the Employer may, at its option,
pay the employee for the excess hours. The employees may sell back to the Employer
accrued vacation in excess of one-half of the hours accrued each year. Payment shall
be at the employee’s reguiar rate of pay.

Terminal vacation pay is authorized providing at least 1,040 hours have been worked,
required conditions of severance have been complied with, and termination is not due to
discharge for just cause.

Section 9.4. The rate of vacation accrual shall be based on compensable hours
exclusive of overtime premium and on-call pay as foliows:

Column/|

During the Vacation Earned Per Hour
1st and 2™ year .0385

34 year 0462

4% and 51 years 0692

6% and 7" years 0731

8" and 9t years .0769
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10" and 11t years .0808
12t through 14 years  .0885
45" year and more .0962

Column 2

Equivalent Annual Vacation for full-time employees:

During the Working Days Per Year
18t year 10

3¢ year 12

4 and 5P years 18s

6™ and 7t years 19

8" and 9t years 20

10" and 11" years 21

12t through 14Y years 23

15! year and more 25

Years of service shall be calculated on the basis of compensated hours with 2,080
hours being equal fo one (1) year of service.

Vacation pay shall be at the rate as if the employee has continued to work during the
fime of vacation.

Section 9.5. Part-time employees shall accrue and take pro rata portion of vacation
days based on hours compensated exclusive of overtime premium and on-call pay.

Section 9.8. On-call employees shall be entitled to accrue vacation on a pro-rata basis.
On-cali employees shall be eligible to use vacation and have rights {o vesting upon
appointment to a regular full-time or part-time position.

ARTICLE 10
SICK LEAVE

Section 10.1. Regular full-time, reguiar part-time, and on-cail employees shall eam sick
leave credits at the combined rate of .03654 hours for each hour compensated,
exclusive of overtime premium, on-call pay, and standby pay. Compensable hours for
this accrual will include call back hours worked and hours worked when called in from
standby. There will be no limit as to maximum accumulation except as set forth in
Sections 10.2 and 10.3. _

Sick leave accumulates from date of hire but is not payable for time of illness or injury
prior to end of the ninety (90) day probationary period.
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There shall be no discipline for legitimate use of sick leave. Abuse of sick leave may be
grounds for discharge.

Section 10.2 Vested Sick Leave. A portion of sick leave credits shall be accumulated
as vested sick leave at the rate of .025 hours for each hour compensated, exclusive of

- overtime premium, on-call pay, and standby pay. The vested portion of sick leave is
payable at the regular rate of pay on the first day of a bona fide iliness, injury, disability
due to preghancy or for other purposes specified in Medical Center policy or required by
applicable law. The Employer may require employees to provide two (2) hours advance
notice of iliness before a shift, unless the onset of illness is unforeseen during the notice
period.

If, as of December 31 of any year, an employee hereunder has accumutated more than
240 hours of vested sick ieave, the Employer shall have the right to purchase the
excess above 240 hours at fifty percent (50%) of the value of the hours on December
31 based upon the employee’s regular rate of pay. Payment shall be made on the first
pay period immediately following February 15 of each year.

Section 10.3 Catastrophic Sick Leave. A porfion of sick leave credits shall be
accumulated as catastrophic sick leave at the rate of .01154 hours for each hour
compensated, exclusive of overtime premium and on-call pay, up to a maximum of 240
hours of catastrophic sick leave credits, at which point no further catastrophic sick leave
will be credited. Catastrophic sick leave shall be payable only after all vested sick leave
has been used and/or for an illness or injury that completely disables an employee from
performing the employee's work for fourieen (14) consecutive calendar days. The
employee may be required to obtain a statement from a physician or be screened by the
Employer's health service facility before such catastrophic sick leave is paid. When
such disability exceeds fourteen (14) consecutive calendar days, then accumulated
unused catastrophic sick leave shall be paid commencing with the first day of illness or
injury. Any vested sick leave credits applied during such period of disability shall be
reinstated to the employee’s vested sick leave account after the catastrophic sick leave
has been paid.

Section 10.3(a). Employees who on October 31, 2020 had accumulated more than 240
hours of catastrophic sick leave credits shall retain and be entitled to use such credits,
but shall not be credited with additional catastrophic leave credits until the employee's
accumulated balance falls below 240 hours.

Section 10.4. An eligible employee shall have the option of designating on a form
furnished by the Employer by a date to be designated each year one of the following
options to be applied to accumulated, unused, vested sick leave hours that exceed
seventy-two (72) hours:

(a) Apply one-half (1/2) of the vested, unused sick leave hours that exceed
seventy-two (72) hours or portion thereof to additional vacation days to be
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scheduled in the subsequent year. The scheduling of such vacation shall be
subject to approvai by the Employer, or

(b) Apply one-half (1/2) of the vested, unused sick Jeave hours that exceed
seventy-two (72) hours or portion thereof to be paid the eligible employee at the
employee's regular rate of pay in lieu thereof on the first pay period immediately
following January 1 of each year, or

(c) Continue the accumulation of vested sick leave hours toward the employee's
vested sick leave credits.

Section 10.5. Regular full-time and regular part-time employees who retire or terminate
employment with the Employer in good standing after completion of their probationary
period shall receive payment for all accrued, unused, vested sick leave at the time of
retirement or termination. Good standing is defined as termination with appropriate
notice and not discharge for cause.

ARTICLE 11
LEAVES OF ABSENCE

Section 11.1. All leaves of absence without pay shall be requested by the employee in
writing to their direct Supervisor/Manager as far in advance as possible, stating the
reason for the leave and the amount of time requested. A written reply to grant or deny
the request shall be given by the Employer as soon as possible but no later than thirty
(30) calendar days. When more than one paid or unpaid leave type available in this
Agreement or by law applies to a period of approved fime off, all such leave types,
including FMLA leave and Washington Paid Family & Medical Leave, shall be used
concurrently to the maximum extent allowed by law.

Section 11.2 Leaves With Pay. A leave with pay shall not aiter an employee's
anniversary date or employment or otherwise affect the employee’s benefit or wage
status with the Employer.

Section 11.3 Personal Hliness, Injury, or Maternity Leave. A [eave of absence up to

nine (9) consecutive months annually will be granted to employees for maternity or
health reasons, iliness or injury. The Employer may request certification of the period of
disability from the employee's physician.

Section 11.3{a). Subject to Sections 11.9 and 11.10, a paid or unpaid leave, not to
exceed sixty (60) days within a rolling twelve (12) month period, inciuding vacation, sick
leave, and holiday if applied by the employee during such leave, shall not alter an
employee's anniversary date of employment or the amount of accrual of vacation
benefits or sick leave credits which would otherwise be earned by the employee. The
same position and shift shall be available to the employee upon return from such leave.
This section shall apply to leaves for health reasons, maternity or family leave, up to a
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period of ninety (90) days and pregnancy disability leave, up to a period of the disability.
Within a rolling twelve (12) month period of time the combination of matemity,
pregnancy medical or pregnancy disability leave and family leave (including FMLA leave
and Washington Paid Family & Medical Leave) when taken together shall not exceed
one hundred eighty (180) days or ninety (90} days, plus the period of disability,
whichever is the longer. Other leaves may not be combined.

Section 11.3(b). Authorized leaves for a period in excess of leave granted pursuant to
Section 11.3(a), within an anniversary year shall not alter the employee's anniversary
date. Vacation benefits or sick leave credits shall not accrue during such leave uniess
specifically agreed to by the Employer. Upon return from an authorized leave of
absence in excess of the leave granted under Section 11.3(a), the job to be offered is
subject to the circumstances existing at the time of return to work and may not be the
same position or shift as the job vacated at the time such leave commenced. If the job
offered is at the employee's comparable rate of pay and number of hours worked, the
employee shall accept the offer to return to work unless, in the Hospital's judgment,
extenuating circumstances exist.

Section 11.4 Educational Leave. After one (1) year of continuous employment, up 1o
one (1) year of leave without pay may be granted for approved educational purposes,
provided patient care will not be jeopardized, without loss of seniority or accrued
benefits, subject to the Employer’s policy on vacation and sick leave carry over. There
shall be no paid educational leave unless agreed in writing between the Employer and
employee with the amount of pay being specified in this written agreement.

Section 11.5. Leave required in order for an employee to maintain status in a military
reserve of the United States shall be granted without pay, as may be aliowed under
applicable law, without loss of benefits accrued to the date such leave commences and
shall not be considered part of the earned annual vacation time. Employees will give
notice of known military leave ten (10) days prior to the posting of the monthly work
schedule in which the military leave will occur.

Section 11.6 Insurance Coverage. The Employer will extend COBRA rights to
employees on an approved leave of absence.

Section 11.7 Jury Duty. Regular fuil-time and part-time employees who are called to
serve jury duty will be paid the difference between the employee's regularly scheduled
rate of pay and pay received from jury duty, with the exception of mileage payments
from the court, for actual time spent in jury duty, or when serving as a witness on behalf
of the Hospital, on a day the empioyee would have been scheduled to work.

Section 11.8 Bereavement Leave. Regular full-time and part-time employees shall be
aliowed up to a maximum of three (3) days off with pay for actual scheduled regular
work hours lost up to twenty-four (24) hours during the three (3) day period, by reason
of a death in the employee’s immediate family. The term "immediate family" includes
husband, wife, domestic pariner, mother, father, son, daughter, sister, brother,
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mother-indaw, father-in-law, son or daughter-in-law, sister or brother-in-law,
grandparents, grandchildren step-parents, step-children or father, mother, son, daughter
of a previously designated domestic partner. Bereavement leave will apply when an
employee or an employee's spouse or domestic partner experiences a spontaneous
miscarriage or stillbirth. Two {2) days of unpaid bereavement leave may be granted for
extended travel upon the approval of the depariment head or designee. The employee
may request additional time off which may be taken as unpaid time or vacation or
holiday time coming to the extent of the employee's accrual. Bereavement leave must
be taken within ten {(10) calendar days of the death of a family member, or the funerai of
a family member. The Hospital may extend the time frames for the use of bereavement
leave when appropriate, based on unusual circumstances relating to the death of the
employee’s family member. The Hospital may require such written proof of death as it
may consider appropriate. Domestic partners shall be defined and implemented as set
out in the Seattle Municipal Code, Section 4.30.020.

Section 11.9 Family Leave. Upon completion of six (6) calendar months, employees
who regularly work at ieast twenty-four (24) hours per week shall be granted family
leave for a period of up to fourteen (14) weeks without loss of accrued unused benefits
to the date of commencement of such leave with return to the employee’s position as
provided in 11.3(a).

This leave of absence shall be granted to: (&) care for a hewborn or newly adopted chiid
of the employee under the age of six (6) at the time of placement or adoption or (b} care
for a child of the employee under the age of eighteen (18) years who has a terminal
health condition. A leave of absence begins on the first absence from work or, in the
case of childbirth, on the first day after the mother's temporary medical disability from
childbirth has ended. Family leave shall be unpaid except: (a) an employee may use
accrued paid time off as available and (b) an employee on leave to care for a terminally
ilt child may use accrued sick leave at the beginning of the leave as permiited by state
law and thereafter use accrued vacation. Family leave must be completed within twelve
(12) months after the birth or placement for adoption.

An employee on family leave not exceeding ninety (20) days from the date of the first
absence from work shali be entitled to return to the employee's prior position. Thereafter,
the employee shall be entitled to the first available position for which the empioyee is
qualified. There shall be no loss of accrued unused benefits from the date of
commencement of such leave. If both parents of the newborn or newly adopted child
are employees, they shail be entifled to a total, in combination, of ninety (90) days of
family leave, to be granfed to only one employee parent at a fime.

Alleged violation of the family leave provision shall be submitted to the grievance
procedure as set forth in Article 5 in accordance with the Family Leave Law.

Section 11.10 FMLA Leave. The Employer will provide FMLA Leave according to
Federal requirements.
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Section 11.11 Washington Family Care Act. In accordance with State requirements
employees can use accrued sick, vacation or floating holiday leave to care for 2 child,
spouse, parent, parent-in-law or grandparent of the employee who has a serious health
condition or an emergency condition. "Child” means a biclogical, adopted or foster child,
a stepchild, a legal ward or a child of a person standing in loco parentis who is: (a)
under eighteen (18) years of age; or (b) eighteen (18) vears of age or oider and
incapable of self-care because of a mental or physical disability.

Section 11.12 Child Care Leave. After one year of continuous employment, an unpaid
leave may be granted to an employee to care for a dependent child who resides with
the employee for conditions other than those set forth in Section 11.9 (Family Leave)
without loss of seniority or accrued benefits, subject to the Employer's policy on
vacation and sick leave carry over. An employee on chiid care leave shall be entitled {o
the first available position for which the employee is qualified upon return from unpaid
child care leave. Such leave shall not exceed one year.

Section 11.13 Washington Paid Family & Medical Leave Act. The Washington Paid
Family & Medical Leave Act establishes a state program that generally allows eligible
employees fo apply for State-provided income replacement benefits during a leave of up
to 12 weeks (or under certain circumstances up to 18 weeks) for qualifying reasons.
Leave that is compensated under the PFML program will run concurrently with all other
applicable paid or unpaid leave types available in this Agreement or by law, including
FMLA ieave, to the maximum extent aliowed by law. Employees will be responsible for
the full employee premium share allowed by law, paid through payroll deduction. VMC
will pay the remaining portion of the premium. Employees who receive state benefits
under the PFML program will be allowed to use accrued sick leave credits and/or
vacation benefits o supplement State payments, up to the employee's net weekly
earnings based on the employee's budgeted FTE and regular rate of pay. Available
accrued sick leave credits must be used before available vacation benefits. Employees
must request supplemental use of sick leave credits and/or vacation benefits in writing
through a process established by the Medical Center and provide appropriate
information, including the date the employee became eligible for PFML benefits and
documentation of the receipt of PFML payments and the weekly benefit amount
received. Supplemental sick leave credits and/or vacation benefits will generally be paid
within two pay periods of the employee's request and submission of required
information and decumentation.

ARTICLE 12
SENIORITY

Section 12.1 Seniority. Seniority is defined as employee's continuous length of service
from most recent date of hire measured by compensable hours (herein sometimes
referred to as life hours). Seniority shall not apply to an employee until the employee
has completed the required prohationary period. Upon satisfactory completion of this
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probationary period, the employee shall be credited with seniority from the most recent
date of hire.

Section 12.2, Seniority shall be broken only by the following:

a) Resignation

b) Discharge

¢} Retirement

d} Layoff of more than twelve (12) months

e) Failure to retum in accordance with the term of a leave of absence or failure
to respond within three (3) days of written notice of recall from layoff as
provided in 13.8(a).

Section 12.3. Life hours among employees shall be the determining factor in shift
changes, overtime assignments, rebids, vacation and schedule changes. Life hours
shall, except as may be provided in Article 13, be the determining factor in promotions
and job vacancies when the Employer determines that qualifications to meet the
required competencies of the position are substantially equal. In the event that two (2)
or more employees have the same number of Life hours, the employee with the oldest
continuous hire date shall prevail. :

Section 12.4. Employees will be considered for job openings in accordance with
Section 4.2, in the following order:

a) Employees in a department shall be considered first for job openings in their
department

b) Employees eligible for recall under Section 13.8

¢} Employees who are on an approved contractual leave of absence under
Article 11, but who are not eligible to return to their pre-leave position, will be
considered for job openings that are in the same job classification and
department from which the employee took leave, that have an FTE within .1
of the employee's pre-leave FTE, and for which the employee is qualified and
able to perform all the required competencies of the open position. Such
consideration will be given for up to twelve (12} months from the
commencement of the employee’s leave of absence. If a position is offered to
the employee and not taken, the employee will have no further right to
consideration before other employees and external applicants. If a position is
accepted the employee will be subject to such performance and discipline
conditions as would have existed had the employee not taken any leave.

d)} Ali other employees and external applicants.

Employees shall not be eligible for transfers or promotions without the consent of their
department manager during their first six (6) months in a new position. When job
vacancies are open to bid to employees ocutside the department, the job shail be
awarded to the bidder with the greatest lifetime hours providing their qualifications to
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perform the required competencies are determined by the Employer to be substantially
equal to those of other applicants.

Section 12.5. Length of service with the Employer shall be a primary consideration
when temporary employees apply for permanent positions providing their qualifications
to perform the required competencies are determined by the Employer to be
substantially equal to those of other applicants.

Section 12.6. Employees who accept positions with the Employer which, are not
covered by this Agreement, shall not have any rights under this Agreement during such
period of employment. If the employee returns fo a bargaining unit position, the
employees seniority rights shall be reinstated and shall be as defined in Section 12.1.

ARTICLE 13
LAY OFF

Section 13.1 General Conditions. It is the intent of the parties to administer this
Agreement as to minimize the impact of layoff, hours reductions or displacement of
senior qualified employees. None of the provisions of this Article shall be construed to
allow a less senior employee to displace a more senior employee, where the senior
employee has substantially equal qualifications as determined by the Employer fo
perform the competencies of the position.

Section 13.2 Layoff. Layoff shall be defined as any loss of active employment due to a
reduction in force or elimination of position.

Section 13.3 Reduction in Hours. Reduction in hours shall be defined as a permanent
reduction of an employee’s FTE level. Where there is such a reduction in hours to be
implemented in a work area, the ieast senior employee in the classification and on the
affected shift shall have their hours mandatorily reduced, as may be consistent with
scheduling and staffing requirements.

Section 13.4 Layoff Procedure. When the Employer determines that the number of
employees will be reduced and a layoff will be impiemented, the Employer shall first
seek volunteers from the affected classifications. Temporary and on-call pesitions within
the classification will be eliminated prior to any lay-off. If the reduction need is not met
by volunteers, then seniority life hours (per Section 12:1) among employees in the same
department in the affected classifications will be the determining factor, provided that
qualifications, including. experience, to perform the required competencies are
determined by the Empioyer to be substantially equal.

All employees will be assigned a home work area; this will be the cost center fo which
their FTE will be assigned. Employees shall be advised of their cost center. Work area
assignment information will be provided to the Union under Section 1.8. The Union shall
also be advised of any changes in the cost center designations.
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Section 13.4{a). Positions within a classification which are vacated by a layoff will on
the basis of seniority be offered to the employees in the classification who have been
displaced from their work area but had the seniority, qualifications and experience to
retain employment. Employees shall be considered involuntarily laid off if ‘displaced

eITponees cannot be assigned to positions with a comparable FTE and comparable
shift.

Section 13.4(b) Disblacement Rights for Employees Subject to Layoff or
Mandatory Hours Reduction. Employees subject to layoff or whose hours have been
reduced as per Section 13.2 and Section 13.3, above, may take the position of the least
senior employee whose position is at a comparable FTE in their classification and work
area on another shift. If there is no such position in the work area, the employee may
elect one of the following options:

1) Accept the layoff or hours reduction.

2) Accept the layoff or hours reduction but elect to be placed on the recall list for a
comparable position and FTE status that the employee held immediately prior to
the layoff or reduction.

3) Bump the position of the least senior empioyee in their classification with a
comparable FTE level and comparable shift to that which they were assighed
prior to layoff or the mandatory hours reduction, subject to Section 13.6.

Section 13.5. An employee who is offered a transfer to a different position within their
classification as a result of a layoff or to a new position as a result of work redesign,
may, at the time of the offer elect voluntary layoff. An employee who is offered the
position as a part of a layoff, may alternatively elect resignation and severance pay in
accord with Employer policy.

Section 13.6. For all purposes under this Article:

a) An employee shall be qualified to perform the required competencies of a
position if the employee can perform the essential functions of the position
with no more than forty (40) hours of orientation. In the event an entire
classification is to be eliminated, the Employer and the Union shail meet to
determine which related classification(s) Impacted employees may be
considered quailified to perform.

b) Shift shall mean days, evenings, nights, weekends, and/or variable shifts
(rotating days, evenings, and nights);

¢) Comparable FTE shall be an FTE within .1 of the employee’s pre-layoff or
pre-hours-reduction FTE;

d) Experience shall mean experience at Valley Medical Center.
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e) Comparable shift shall be defined as a change in two (2) hours or less from
the employee’s previous starting time.

Section 13.7 Layoff or Hours Reduction Nofice. Employees shall be entitied to at
least two (2) calendar weeks notice of layoff or hours reduction or pay in lieu thereof
plus any accrued vacation and retention of accrued vested sick leave, as provided in
this agreement. The Employer shall make its best effort to provide more than two (2)
weeks notice whenever possible. Notwithstanding the above, where an entire work area
is closed or where jobs are eliminated due to outsourcing or subcontracting, employees
shall be provided with four (4) weeks notice or two {2) weeks notice and two {2) weeks
pay in liey of additional notice. Notice shall be given concurrently to affected employees
and to the Union. Upon notification, the Union will be provided with the following
information:

a) the implementation date of any layoff,

b) a description of the FTEs to be reduced, eliminated and/or moved to another
location, including cost center and manager,

c) & roster of impacted classification(s} that includes each employee’s name,
FTE, cost center, shift, hire date and lifetime hours, and

d) a list of the classifications that will be remaining in the cost center after layoffs
and/or hour reductions, including the FTE and shift hours of each remaining
position.

During this nofice period, the Empioyer and the Union shall meet to discuss and
consider altematives to layoff. The Union will receive copies of all notices provided
employees.

Section 13.8 Recall From Layoff. Employees who are eligible for recall from layoff
shall be recalled in reverse order of layoff or reduction of FTE status to job openings in
classifications from which the employee was laid off and for which the laid off employee
is qualified to perform all the essential functions required in the open position. Recall to
such openings will occur after employees in a department are considered for such
openings and before such openings are open to bid to employees outside the
department. Employees will remain eligible for recall for up to tweive (12) months
following the employee’s layoff, provided that refusal to accept recaii to a position in the
employee's former classification at a same shift and a comparable FTE shall result in
termination, except in cases of extenuating circumstances. Employees eligible for recail
may return to work by bid to newly created or vacant positions for which they are
qualified and willing to accept. Employees on layoff shall not accrue, but upon recall,
shall retain past service credits for seniority, wage and benefit purposes. In each quarter
in which one or more employees are efigible for recall, the Employer will provide a fist of
all employees eligible for recall to the Union. The list shail inciude each such
employee’s name, job ciassification, date of layoff, life hours, shiit, and FTE prior to
layoff. ;
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Section 13.8(2). Employees shall be notified by certified mail at the employee’s address
on file in the Department of Human Resources of the dale fo return to work on recall.
Failure of an employee to respond within (3) days of the date specified by the Employer
shall result in termination. It is the employee's responsibiiity to keep the Employer
informed as o current address.

Section 13.9 Severance Pay. Employees employed in a classification subject to a
layoff may elect to be terminated and be eligible for severance payments according fo
the schedule below. Employees who choose fermination with severance shalt be
ineligible for recall rights specified in Section 13.8 above and shall be considered to
have terminated their employment. The number of employees electing severance pay
will not exceed the number of employees laid off. In the event more employees request
severance, seniority shall control. Weeks of severance pay shall be paid at the
employee's regular rate of pay at the time severance is elected and at forty (40} hours
pay per week prorated for part time employees based upon their assigned FTE at the
time of severance. Years of service for purposes of this section shait be defined as 2080
paid hours.

YEARS OF SERVICE WEEKS OF PAY
2-3 1 weeks pay
4 2 weeks pay
5-6 3 weeks pay
7-8 4 weeks pay
9-10 6 weeks pay
11-12 8 weeks pay
13-14 10 weeks pay
15 or more 12 weeks pay

Section 13.10. An employee whose hours have been pemmanently mandatorily reduced
of has been laid off shall retain any prior eligibility for medical and dental insurance
benefits for themselves and their dependents through the end of the month in which the
permanent mandatory reduction or layoff occurred.

Section 13.11 Restoration of Hours. in the event the Employer increases the number
of FTE's in a work area on other than a temporary basis, employees working in that
classification in the work area, at a reduced FTE under Section 13.3, shall, in order of
seniority be assigned the additional FTE hours up to their FTE before the reduction, if
the employee is working on the same shiit as the additional hours and the assignment is
consistent with scheduling requirements. If the employee rejects the assignment, the
employee will not be entitied to the benefit of this provision thereafter.

Open positions occasioned by, e.g. termination or transfer, shail be posted for bid under
Section 4.2.

Section 13.11(a)} Temporary Hours. Employees whose hours have been mandatorily
reduced or who have been laid off may notify the Empioyer in writing of their availability
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to work temporarily available extra hours. In order of seniority and subject to the
employees' availability and competence to perform the work, they shall be utilized
before other employees or services (including temporary and/or on-call) up to the level
of their FTE prior to the reduction, provided written notice is given prior {o each
schedule posting by the time required in work area. Priority shall be given first o
employees who have been laid off or reduced from the work area requiring additional
hours.

Section 13.12 Restructure/Rebid. in the event the Employer determines to reconfigure
the FT1Es in the affected work area of an employee, employees will bid for the open
positions within that area in their classification. Successful bidders shall be determined
by seniority provided that the qualifications to perform the required competencies, as
determined by the Employer, are substantially equal. Prior fo any bid, the Employer
shall provide the Union and affected employees with at least two (2) weeks’ advance
notice in writing a written description of the positions which will be available for bid and
a seniority roster for the affected employees. Such description shall include the
positions’ FTE, shift, and work schedule. Reconfiguring FTEs will occur when the
Employer determines legitimate business needs or scheduling needs require the
change. Reconfigured FTEs shall not be implemented for at ieast two (2) weeks
foliowing the re-bid.

Section 13.13 Subcontracting. Employer agrees to give the Union at least ninety (90)
days written notice prior to any subcontracting.

ARTICLE 14

MEDICAL AND OTHER INSURANCE

Section 14.1 Healthcare Pian.

Section 14.1(a). Participation in medical, dental and any other insurance benefit shall
be subject to the specific plan eligibility requirements.

Section 14.1(b). Beginning the first of the month following thirty (30) days of continuous
employment, all full-time and afl pari-time employees regularly scheduled to work
twenty-four (24) or more hours per week shall be eligibie for a house-wide Employer's
Healthcare Plan which includes medical and dental coverage componenis. Medical
benefits will begin the first of the month following a status change to 0.6 FTE or more, or
return from leave of absence, provided the employee has been actively employed thirty
(30) or more days.

Section 14.1(c). Employess are encouraged to fully parficipate in the VMC Wellness
Incentive Program (“Program”). The minimum $20.00 weliness incentive amount tied to
participation in the Program will remain for the term of the Agreement. VMC may
change or modify its Weliness Incentive Program design based upon the
recommendation(s) from the Labor Management Healthcare Benefits Committee (see
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MQU FOUR). VMC may change or modify or delete its Wellness Incentive Program
design and incentive however must provide the Union with notice of any proposed
deletion of the Wellness Incentive Program and will, upon request by the Union within
fourteen (14) calendar days of notification, bargain with the Union over effects of the
deletion of the Wellness Plan.

Section 14.1{d). VMC retains the right to change plan design, cost structure, insurance
carriers, network provider panels, preferred providers, third-party payors, and all other
administrative elements throughout the course of this Agreement as a means to control
costs to the medical plans. However such changes must also be made to the
non-represented employee healthcare plans. In addition if such changes result in
increased empioyee premium costs, VMC will notify the Union of the proposed
increased premium changes and will, upon request by the Union within fourteen
calendar days of notification, bargain with the Union over the effects of the proposed
employee premium increases.

Section 14.2 Dental Insurance. Dental insurance benefits shall be provided by the
Employer for regular full-time and regular part-time employees who are classified as 0.6
FTE or more {24 hours per week or more) beginning on the first of the month following
thirty (30) days of employment. Dental insurance benefits will begin on the first of the
month following a status change to 0.6 FTE or more, or return from leave of absence,
provided the employee has been actively employed thirty (30} or more days.
Participants in dental insurance benefits shall be subject to specific plan eligibility
requirements.

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

Section 14.3 Life Insurance. All regular empioyees consistently working twenty-four
{24) hours or more per week shall be eligible for group life insurance, paid for by the
Employer.

Life Insurance $15,000
Accidental Death & Dismemberment  $15,000

Section 14.4 Worker's Compensation. All employees shall be covered under
Washington Worker's Industrial Accident Compensation or equal coverage. Employees
will be given the option to supplement any approved time loss compensation benefits
with paid time off under this Agreement, beginning with accrued sick leave time, not
exceeding in total the employee's regular rate of pay and FTE.

Section_14.5_Liability Insurance. The Employer will provide an insurance policy
equivalent to the amount of one million dollars ($1,000,000) for each person in each
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accident and in the aggregate five million dollars ($5,000,000) per twelve {12) month

period in order fo protect the employee acting within the capacily and scope of the
employee's duties.

Section_14.6 Conversion Privileges. Upon termination or leave of absence, an
employee may convert {up to an amount equal to the employee’s life coverage) without
medical examination {o a personat life insurance policy.

Section 14.7 Short-term Disability. The Employer shall offer a shori-term disability
plan for employees to purchase either using available flex credits or at their own
expense,

ARTICLE 15

CONFERENCE COMMITTEES AND EDUCATION/TRAINING

Section 15.1. The Employer, jointly with the elected representatives of the Union of the
Hospital, shall establish a Conference Committee to assist with personnel and other
mutual problems. The purpose of the Conference Committee is o foster improved
communications between the Employer and the employees including but not limited to,
development of forms and/or procedural clarifications intended to clarify provisions of
the Collective Bargaining Agreement and the Employer's policies. The function of the
Committee shall be advisory. The Commitiee shall consist of four (4) representatives of
each party. The Employer representatives will be appointed by the Employer and the
Union representatives appointed by the Union. Each party shall designate a Co-Chair.
The Co-Chairs shall mutually establish the particular date for the Conference meetings
not to exceed one per month. The Co-Chairs will develop an agenda for each meeting
to be sent to all representatives seven days before the meeting. The meeting length
may be one hour. The Co-Chairs may mutually agree to extend the length of any
meeting not to exceed two hours. Committee members shall suffer no loss of pay if they
attend Conference Committee meetings with Employer representatives while on duty
status.

Section 15.2. Where attendance at any meeting is mandatory, the meeting time shall
be considered work time.

Section 15.3. For the term of this Agreement, the Employer shall continue any existing
practices regarding education/training of bargaining unit employees; if the Employer
decides to change any practice(s) regarding education/training, the Union shall be
notified prior to the change and provided the opportunity to exercise any bargaining
rights.
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ARTICLE 16
PARKING
The Employer will confinue to offer employee parking in the parking garages during the
term of this Agreement. Securify escorts for the evening shift wili be provided if
requested.
ARTICLE 17

RETIREMENT PLAN PROGRAM

The Employer for the term of this Agreement shall maintain a house-wide Retirement
Program. However, if significant non-administrative (e.g. vesting, eligibility, VMC
contribution level) changes to the Retirement Plan Program are proposed during the
term of this Agreement, VMC will notify the Union of the proposed changes and will,
upon request by the Union within ten days of notification, bargain over the effects with
the Union over the proposed changes.

ARTICLE 18
MANAGEMENT RIGHTS

Subject to the express terms and conditions of this Agreement, the management of the
hospital and the direction of the work force including the right to hire, assign, suspend,
transfer, promote, discharge or discipline for just cause, and to maintain discipline and
efficiency of its employees and the right to relieve employees from their duty because of
lack of work or for other reasons; the right to require reasonable overtime work by
employees; the right to establish standards of performance and staffing requirements;
the right to promulgate rules, regulations and personnel policies; the right to determine
the extent to which the hospital shall be operated and to change such methods or
processes or to use new equipment or facilities; the right to establish work schedules, to
subcontract out work and to extend, limit or curtail its operations is vested exclusively in
the Employer. The parties recognize that the above statement of management
responsibilities is for illustrative purposes only and should not be construed as
restrictive or interpreted so as to exclude those prerogatives not mentioned which are
inherent to the management function. All matters not covered by this Agreement shall
be administered by the Employer on a unilateral basis in accordance with such policies
and procedures as it from time to time shall determine.

ARTICLE 19
STRIKES AND LOCKOUTS

There shall be no strikes, sympathy strikes, slow downs or stoppages of work by the
employees, and nothing contained in this contract shall be construed to grant any
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employee the right to strike or refuse to perform the employee’s duties. Further, there
" shail be no lockouts by the Employer.

ARTICLE 20
SUCCESSOR EMPLOYERS

If, during the term of this Agreement, the Employer is purchased by a successor
employer, the Employer will inform the purchaser of the existence of this Agreement. if
the purchaser is a successor employer, it will assume the terms of this Agreement and
the Union agrees to be bound to the Agreement. An alleged violation of this provision is
subject to the Agreement’s grievance procedure.

ARTICLE 21
SEPARABILITY

In the event that any provision of this Agreement shall at any time be declared invalid by
any court of competent jurisdiction or through government regulations or decrees, such
decisions, regulations or decrees shall not invalidate the entire Agreement, it being the
express intention of the parties hereta that all other provisions not declared invalid shall
remain in full force and effect.

ARTICLE 22

COMPLETE AGREEMENT

This Agreement cancels and supersedes all previous agreements between the parties,
whether written or oral, express or implied. Past practice shall not be binding upon
either the Union or the Employer.

ARTICLE 23
DURATION

This Agreement shall be in full force upon ratification of this Agreement (wage increases
will be effective in accordance with specific effective dates) through October 31, 2024.
Should either party desire to modify or terminate this Agreement on October 31, 2024,
shail serve writien notice upon the other one hundred twenty (120) days but no less
than ninety (80) days prior o that date.
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DATED this __ 15th _day of __January

, 2021,

VALLEY MEDICAL CENTER

OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION
LOCAL 8, AFL-CIO

Interim CEO

T dng)

Erin Adamson, Union Representative

ol

Katina Maier
Vice President, Human Resources

Busineés Manager

Suzanne:We,

%«w DW&D

Homy Donfjngo, Bargaining/Gommittee

e

Bfenda Larson, Bargaining Committee

) o
A .
firagy Speights, Bdrgaining Committee
" ‘

. S

Kathleen .%ur, Bargaining Committee
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EXHIBIT A —~ WAGE SCHEDULE

Position Increase Step | Step | Stop | Step | Step | Step | Step | Step | Stop | Step | Step | Step | Step | Step [ Step | Step | Stop | Step { Step Stap | Step | Step

Date-13tPP | DBase

after: 1 2 3 4 5 § 7 8 L] 10 1 12 13 19 18 16 11 18 13 il H 2

D | Mail Room Clerk Raflfieation 16.00 1644 | 1893 | 1746 | 1797 | 1053 | 1095 | 1986 | 2043 | 0.7 | N3 o151 | 83 | 2246 | 2242 | 2379 | 2436 | 2470 | 26.08 | 2342 | 2579 | 2653 | 2693
101311201 16.32 1677 | 1727 | 1781 | 1833 | 18.90 | 1997 | 1956 | 2053 | 213 | A4 2195 | 2297 | 2291 | 2358 | 2426 | 2484 | 2520 | 2557 | 2593 | 2630 | 2706 | 2747
103112022 1673 149 | 177 | 1825 1 1879 | 19.97 | 10.85 | 2045 | 2104 | 2166 | 2225 | 2249 2083 | 2349 { 2447 | ME7 | 2546 | 2681 { 2620 | 2658 | 2696 | 2074 | 2815
10i3112023 148 1762 | 1845 | 187 | 1926 | 19.86 § 2035 | 2088 ; 2157 | 2220 | 224 | 2008 2340 1 2447 | 2477 | 2549 | 2640 | 2647 | 2686 | 2T24 | 2763 | 2843 | 2846
E | Medical Recorde Scannct Rafification 1653 q7oe | 1153 | 1807 | 1883 | 1946 | 19.65 | 2023 | 2081 | 2443 | 2205 | 2328 | 2087 23921 2080 | 2489 | 548 | 2655 | 2691 | 2628 | 2668 | 2743 | 2784
Telecsm Operator 1013112001 16,86 1236 | 1749 | 1843 | 10,00 | 1935 | 2004 2064 | 21,23 | 2986 | 2249 2070 | 2302 | 2389 | 2437 | 2608 | 2568 | 26.06 | 2642 | 2681 | 2749 | 27.98 | 2840
1013112022 17.28 779 | 1833 | 19.89 | {948 | 2004 | 2054 | 2098 | 2076 | 240 | 2308 | BA 2359 | 2428 | 2498 | 2574 | 2633 | 2671 | 2700 | 2749 | 27.87 | 248 | 2041
1013312023 ki 1824 1 1879 | 1937 | 19.96 | 2054 | 21,05 | 2169 | 2230 | 2256 | 2363 2085 | 2418 | 2409 | 2560 | 2635 | 2698 | 2738 | 27.76 | 2847 ¢ 2657 | 2939 | 2984
E | BirthRegisiry Rep Ratification 1742 | 47ee | 1848 | 1870 | 4807 | 1940 | 2033 | 2004 | 2055 | 2246 | 2281 | 2803 2036 | 2400 | 2473 | 2545 | 26,06 | 2644 | 2687 | 2124 | 2189 | 28.30 { 20.82
Glient Services Rep {03120 1746 | 1799|1652 | 19,08 | 1935 | 2023 | 204 | 2136 | 2198 | 2261 | 247 2349 [ 2383 | 2451 | 2529 | 2596 | 2658 | 2697 | 27.35 | 2095 | 2844 | 2096 | 2039
Medical Records Tech 1013112022 1730 1644 | 1898 | 1955 | 19,89 | 2073 | 2125 | 2180 | 2253 | 2317 | 2385 | 24.08 | 42 9642 | 2508 | 2681 | 2704 | 2764 | 2004 | 2345 | 26.84 | 2568 | 3013
1073412023 1834 | 1899 | 1945 | 20,04 | 2033 | 21.26 | 2079 | 2244 | 2008 | 0I5 | 245 2450 | 25.04 | 2575 | 2660 | 2728 | 2oz | 2833 | 2074 | 2016 | 2856 | 3042 | 3088
G | Scheduler Tech Refliication 1M 8.0 | 1e97 | 1071 | 2084 | 2022 | 2995 | 2278 | 2342 | 24.09 | 2480 | 2604 | 2540 2643 | 2680 | 2v67 | 2034 | 20.74 | 2945 | 2857 | 3000 | .87 | 1133
J0i31£2021 10.08 1868 | 1995 | 2090 | 2085 | 2165 | 2239 | 23,22 | 2389 | 2458 | 25.29 | 2544 2590 | 2685 | a2 | 2822 | 890 | 2631 | 2073 | 3047 | 3060 | 340 | 356
103472022 1951 1942 11903 | 2081 | 437 | 2219 | 2285 | 2060 | 2448 | 2509 | 2593 %48 | 2686 | 2792 | 2844 | 2893 | 20483 | 3005 | 3040 | 3092 | 2136 | 3228 | 3276

10302023
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Accounts Payable Rep Ratification 2010 | 2052 | 2954 | 30.38 | 3.6 | M2
Admitiing Registrar 10/3412024 1880 | 1626 | 9908 | 2043 | 2.2 | 2189 | 2261 | 2351 | 2420 1 2489 | 2661 [ 2685 | 2622 | 2699 | 2777 | 2857 | 20.26 | 2068 | 3011 | 3054 § Jose e8| w35
Imaglng Servica Rep 10/3412022 1948 | 1874 | 2023 | 2084 | 2465 | 2243 | 2347 | 2440 | 2480 | 2851 | 2625 | 2850 | 26.89 | 2766 | 2845 | 2929 | 2089 | 3042 | 3066 | 3.4 | .76 | J268 kxR [
Patient Access Assoclate | | 1843172023 1964 | 2024 | 2084 [ 2147 | 224 | 2298 | 2375 | 2470 | 2542 [ 2645 [ 2601 | 2746 | 7.55 | 2036 | 2019 | 3002 | 3074 | 318 | 3164 | 3200 | 3268 N4 | v
Patlent Resourse Float
Pationt Resource Rep!
Patlent Servipe Rep
Perioperative Services

Schedukar |
TranscriptlonistiSecratary




Position Ingrease Sip | Step | Stop | Stop | Step | Step | Step | Step | Step | Step | Step | Step Step | Step | Step | Step | Step ] Step | Step | Step | Step | Step
Date-1stPP | Base

afer: s talslalsle s lslolo|n)]nw|n|w]|s|®]ao]e(w]|n]|axd]|z

J 2;“;33'}?:?""""““ Ratfcation | 1897 | 195 | 20t | 2070 | 217 | 2000 | 2268 | 2022 | 289 | 2as0 | 2520 | 26se | 259t | 2666 | 2243 | 2822 | 2890 | 2832 | 2874 [ 3048 | 3080 | 3149 | N6

balnt Accesg Associatell | TUBZIE | 1035 | 882 | 2054 | 2146 | 7180 | 2242 | 7a00 | 20aa | 2430 | 2500 | 2680 | 2606 | 2845 [ 2020 [ 708 | 2079 | 248 | 200 | 034 | 3078 | 24 | 3242 | 3260

PlontRasoureRop | | 1US0Z2 | 1eE | 2042 | ZMI6 | 7100 | 20 | 2288 | 2087 | 247 | 2488 | 3570 | a4 | 2670 | 2709 | e | 767 | 2081 | 304 | 9045 | 0 | 3156 | 9098 | 822 | 9042

s | s T8 | 2068 | 220 | 2200 | A6 | 216 | 2488 | 2660 | 2636 | 2710 | zza7 |z | 2as | 2030 | 3024 | 307 [ 3ta2 | 347 [ 5234 [ 5218 } 34 | 325

K | Patient Account Rep I Raffeaton | 1945 | 021 | 2083 | 2046 | 2209 | 2277 | 2332 | 2403 | 2472 | 2645 | 2647 | 2649 [ 2681 | 270 | 2.9 | 202 | 2082 | 3036 | 300 | 3128 | 3160 | 3289 | 3348

PatintResource Repll | 10612021 | 7004 | 2062 | 24 | 2149 | 2250 | 722 | 478 | M | 2620 | %85 | 2670 | 2636 | 2195 | 2815 | 26 [ 2081 | 3052 | 3036 | 3140 | 346 | 3201 | 3025 | S04

sn | aw |20 | 2077 | 2 | 230 | 00 | 2430 | 2512 | 2685 | 2 | 2037 | 7768 | 2603 | 2065 | 2068 | 3056 | 3028 | 3014 | 3249 | 3265 | 3342 | 3408 | 4S8

ot | ges | 28 | 200 | 2ae0 | Bar | 240 | 2488 | 2675 | 2680 | 271 | 2806 | 2842 | 2879 [ 2687 [anaa | a1t [ aaer | dass | 3209 | 2047 | 3094 | 3483 | 3546

L Raificaflon | 203 | 209 | 2065 | 2222 | 2286 | 2356 | 2412 | 2488 | 2561 | 2696 | 2041 | 2038 | 2078 | 2868 | 241 | 306 | 3089 | 34 | 386 | 3235 | 3241 | 3076 | 20

it | o 2a3 | 2108 | s | 2032 | 408 | 2480 | 2538 | 262 | 87 | 276 | 2098 | 2633 | 2046 | 000 | 3087 | 31 | G206 | 3252 | 3300 | 3346 | a3 | 85

o\ fz |28 | 2080 | 220 | 290 | 2488 | 2521 | 262 | 277 | 2154 | 2835 | 2863 | 2804 | 2088 | 3075 | 3164 | 340 | 246 | 34 | 3362 | 3430 | %29 | %43

s 1 an 24l | 240 | 28 | 250 | B2 | 204 | B4 | 2144 | 20 | 2008 | 2836 | 2877 | 063 | s | 3243 | asan | a6 | aad7 | 3467 | 366 | 3647 | 2

M | Buyer Ratficaon | 2077 | 2241 | 2008 | 2877 | 244b | 264 | 2585 | %63 | 2040 | 2649 | 2002 | 2026 | 2072 | 3088 | 346 | 9230 [ 345 | 3363 | 342 | %468 | M | %42 | 3646

CoderiAbstractor | wmEn | B2 | 2 | 258 | %25 | 247 | 575 | 2837 | 217 | 2195 | 2875 | 2960 | 2988 | 31 | 319 | 3209 | 3002 | 3862 | 3030 | 3480 | 3630 { 360t | 3684 [ 40

Financial Advocate a2 24 | 248 | 2085 | 2589 | 2639 | 2703 | 216 | 2865 | 2847 | 3034 | 3083 | 3107 | 5197 | sews | 4386 | 3as8 | 3646 | 3667 | 3649 | 3671 | 3177 | 333

e | am e | s | e | 3z | 208 | 2t | 2osh | 2836 | s | 3o | atae [anas | sary [ aart [ sess | 3653 | se0s [ 3686 | 3re | a2 | a7t | 0

N | CoderiAbstractor Railication | 2242 | 308 | 2070 | 2448 | 62 | 2600 | 2663 | 2743 | 7622 | 290¢ | 2059 | 3048 | 3060 | 340 | 3240 | 3034 | 34t | 463 | 3843 | 364 | 346 | 300 | 076

s i | 25 | iz | 2697 | 2672 | 22 | A7 | 2188 | 2679 | 252 | W48 | %078 | onn [ a4z | 3005 | 3401 | 3482 | 3630 | 3689 | 3635 | 3688 | 3784 | 3851

wovmi | mas | 214 | 2407 | %50 | 7 | 214 | 7765 | 20aB | a0 | 305 | .25 | 3165 | .90 | 3202 | 548 | 3486 | 3689 [ 360 | 3673 | 3026 | 080 | 849 | 20

s | s | 2470 | Zds | 2520 | 270 | 218 | 2854 | 2040 | 3024 | Mz | %203 | 5234 | %278 | 3075 | 473 | 3673 | 3648 | anae | ans6 | 9849 ) 34 | 2086 § 4046

0 | Codarbstractorll Ralficaion. | 2040 | 2078 | 2480 | 2524 | 268 | 2678 | 2748 | 2826 | 2007 | 2082 | 3u7p | 3108 | 3152 | 3244 | 3038 | 3634 | 3546 | 3667 | 3810 | 367t [ 3724 | 3032 | 3089

S | B ]z | 2499 | 2672 | 2580 | 22 | 2298 | 22 | 2085 | 302 | ata0 | #170 [ 2215 | 339 | sa0e | 3509 | 3686 | 339 | 3691 | 3044 | 5798 | 3008 | 387

i | s | Za88 | 2561 | 2636 | 2146 | 2800 | 2860 | 2854 | 39 | 912b | 5248 | 3260 | %26 | 3a91 | 940 | 3690 | 3676 | ana0 | 3183 | 3830 | 3093 | 4006 | 4046

wrmon | s | 246 | 2625 | 20z | 2184 | 2070 | 2840 | 3028 | 3146 | 3208 | 209 | 5ot | sa7e | aavs | 3577 | 3660 { 368 | 3623 | 3078 | 3038 | 3981 | 4106 | atse
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ADDENDUM A
OPEIU PAC SOLICITATION/REIMBURSEMENT

In consideration for the Employer's Agreement regarding voluntary PAC Fund
deductions, the Union agrees that neither bargaining unit employees nor Union
representatives will solicit for political action fund deductions in work areas nor will there
otherwise be any disruption to patient care or business operations.

The parties recognize that the Union is obligated under the Federal Election
Campaign Act (FECA) to reimburse VMC for its reasonable cost of administering the
PAC check off in the parties’ Collective Bargaining Agreement. VMC and the Union
agree that one-quarter of one percent (.25%) of all amounts checked off is a reasonable
amount to cover VMC costs of administering this check off. Accordingly, the parties
agree that VMC will retain one-quarter of one percent {.25%}) of all amounts deducted
pursuant to the PAC check off provision in the parties’ Collective Bargaining Agreement
to reimburse VMC for its reasonable costs of administering the check off.
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ADDENDUM B

REGARDING CLINIC NETWORK FLOAT POOL

. It is recognized that Patient Resource Fioat employees as defined in Section 2.10

serve to accommodate the need for additional or replacement clinic network
personnel, including in the Patient Resource Center, due to absenteeism/vacancies
or high volume needs. The decision to assign these float pool employees in a
floating capacity from one clinic network location to another, including the Patient
Resource Center, will be determined by the Manager of the Clinic Network Float
Pool or designee.

Monthly schedules will be established through the centralized Clinic Network Float
Pool pursuant to Section 6.6 of the contract. The Manager of the Clinic Network
Float Pool or designee wili determine scheduling and assign shifts at the Patient
Resource Center equitably to float pool employees. The Union agrees and these
float pool employees understand that daily or emergency changes may occur at
clinic network sites. Float pool employees will cooperate with all emergency changes
unless a prior personal emergent commitment exists.

Should designated float poo! employees be required to travel to more than one
location on the same day, travel time between locations shall be regarded as time
worked. Allowable travel expenses shall be reimbursed at the current Vailey Medical
Center travel policy rate.

Flexibility and adaptability is the expectation of float pool employees in the Clinic
Network Float Pool. The position requires necessary fravel utilizing personal
vehicles, monthly adjustments to work schedules and work assignments within the
Valley Medical Center Clinic Network including the Patient Resource Center, and the
need to quickly adapt and assimilate to different clinics’ processes and procedures.
Designated float pool employees in the Clinic Network Float Pool will be
compensated at $2.50 per hour above their regular rate of pay.

Before being assigned to work at the Patient Resource Center, Patient Resource
Float Pool employees who are curmrently classified as Patient Service
Representatives when this agreement is ratified will be provided and must complete
the Employer's training program for Patient Resource Representatives. Upon
commencement of the training program, those employees will be reclassified as
Patient Resource Float employees. Upon compiletion of the training program, those
employees may be assigned to work at the Patient Resource Center. Within sixly
(60) days of the ratification of this Agreement, the Employer will create and provide
to the Union a job description for Patient Resource Float employees appropriate to
the PSR and PRR duties that will be required. Within thirty (30} days after receipt of
the job description the Union may request to meet and confer with the Employer
about the job description.
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For purposes of Aricle 13, Patient Resource Float empioyees will be considered as
within the Patient Service Representative and Patient Resource Representative job
classifications.
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ADDENDUWM C

APPLICATION OF LAYOFF RIGHTS TO TIERED POSITIONS

For the purposes of applying "bumping" rights under Section 13.4(b), Displacement
Rights for Emplovees Subiject to Layoff or Mandatory Hours Reduction, and "recall”
rights under Section 13.8, Recall From Layoff, the parties agree that employees in the
group of Patient Access Associate job classifications or the group of Patient Resource
Representative job classifications will be able to apply those rights based on their job
classification's tier, as follows, subject to Section 13.6:

Where these contract Sections provide for bumping rights, a higher tier job classification
will first be able to exercise a bumping opportunity within that job classification and, if no
such opportunity exists, within lower tier job classifications in the same job group. Lower
tier job classifications will not be able to exercise a bumping opportunity within a higher
tier job classification. For example, if a Patient Resource Representative [l has
bumping rights under these contract Sections, they would first be applied to the
applicable least senior employee within that job classification and, if no such bumping
opportunity exists, to the least senior employee within the Patient Resource
Representative Il job classification and, if necessary thereafter, to the least senior
employee within the Patient Resource Representative | job classification. This
agreement does not otherwise alter the application of Section 13.4(b) or any bumping
rights defined therein.

Where these contract Sections provide for recall rights, an employee in a higher tier job
classification may be recalled to an opening in their job classification or in a lower fier
job classification. An employee will not be removed from the recall list or face
termination by refusing recall to a lower tier position. Employees in lower tier job
classifications will not be recalled to openings in a higher tier job classification. For
example, an employee laid off from the Patient Access Associate il job classification will
be recalied to available Patient Access Associate |l and Patient Access Associate |
openings, but shall not be removed from the recall fist or face termination for refusing
recall to a Patient Access Associate | opening. This agreement does not otherwise alter
the application of Section 13.8 or any recall rights defined therein.
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MEMORANDUNM OF UNDERSTANDING — ONE
PSR Clinic Assignments involving Travel

If during & work day VMC assigns a Patient Service Representative to work at a
different Clinic Network location which involves travel {not in the same building), VMC
may assign a PSR in a position that requires regularly scheduled work at that Clinic
Network location or VMC may ask for volunteers from the impacted location and the
most senior volunteer will be assigned. if there are no volunteers, VMC will assign
based on lowest seniority (lifetime hours) on a rotational basis.

The PSR assigned under this Memorandum of Understanding will be paid:
1. Mileage at the current IRS r'ate if the PSR uses their own car, and

2. Two doliars and twenty-five ($2.25) an hour premium for hours worked from
the time the employee leaves the first Clinic Network location through the time
worked at the second Clinic Network location.

This Memorandum of Understanding does not apply to Patient Resource Float Pool
employees.

This Memorandum of Understanding will apply to all current PSRs in positions that
require regular scheduled work at more than one Clinic Network Location.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION
LOCAL 8, AFL-CIO

(A7

Jednnine Grinnell Erin Adamson, Union Representative
Intérim CEQ

T Anpy)

Katina Maier
Vice President, Human Resources
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MEMORANDUM OF UNDERSTANDING — TWO
PRR Performance Incentive Program

This is a Memorandum of Understanding between Valley Medical Center (“VMC®} and
the Office and Professional Employees International Union Local 8 (OPEIU)} regarding
an incentive program for Patient Resource Representatives who work at the Patient
Resource Center.

Effective January 1, 2018, VMC will provide an incentive program for regular Patient
Resource Representatives (PRR) who work at the Patient Resource Center, as
described in this MOU and in any additional program guidelines or materials created by
VMC, called the PRR Performance Incentive Program. VMC may terminate, alter, or
amend the PRR Performance Incentive Program at any time at its sole discretion. VMC
shall notify the Union of any modifications to the PRR Performance Incentive Program
that alter the terms of this MOU. If VMC decides to terminate the PRR Performance
Incentive Program, it shall provide thirty (30) days’ written notice to the Union and {o
affected employees before implementing that decision.

The PRR Performance Incentive Program will provide regular PRRs two opportunities
per year to eam $500 (pro-rated for pari-time employees), less ordinary taxes,
deductions and withholdings, for meeting certain performance criteria during a six (6}
month review period. The two six (8) month review periods are July 1 to December 31
{(with earned performance incentives paid on the regular pay day following the first full
pay period in January) and January 1 to June 30 (with eamed performance incentives
paid on the regular pay day following the first fuli pay period in July).

To be eligible for and earn a performance incentive a PRR must meet each of the
following criteria:

« Must be employed by VMC on the date the incentive is paid

« Must have been employed as a non-probationary PRR in the Patient Resource -
Center for the full six (6) month review period

« Must achieve an average monthly performance score of 85% or greater during
the six (6) month review period, where monthly performance scores are based on
call review score cards and performance score cards as determined by the
Patient Resource Center manager or designee

o Must have no more than three unexcused/unscheduled absences during the six
(6) month review period

e Must not have received more than one verbal warning or any higher level
corrective action, including a written waming or final warmning, within the tweive
(12) months before the end of the six (6) month review period

If an employee does not earn a performance incentive due fo not achieving an average
monthly performance score of 85% or greater during the six (6) month review period,
within two weeks of the end of the six (8) month review period the employee may
request a meeting fo discuss the average monthly performance score with the
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employee’s supervisor. If the matter is not resolved in discussion with the supervisor,
the employee may appeal to the Patient Resource Director or designee to review the
- average monthly performance score and the Director’s decision will be final.

Within thirty (30) days after January 1, 2019, either party may request to meet to
discuss the incentive program, the results of the first two six (6) month review periods,
and possible modifications to the incentive program. If the parties jointly agree in writing
on modifications to the incentive program, VMC will implement those agreed
modifications, provided that VMC retains the right to terminate, alter, or amend the PRR
Performance incentive Program at any time at its sole discretion.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL

EMPLOYEES INTERNATIONAL UNION
LOCAL 8, AFL-CIO

Erin Adamson, Union Representative

Inférim CEO

T hing)

Katina Maier
Vice President, Human Resources
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MEMORANDUM OF UNDERSTANDING —~ THREE
Interpretation of Term of the Contract

This is a Memorandum of Understanding befween Valley Medical Center ("VMC’) and
the Office and Professional Employees International Union Local 8 (OPEIU). VMC and
OPEIU agree that as of the ratification of this collective bargaining agreement that the
parties maintain their prior positions and remain in disagreement over the interpretation
of the sentence under Article 10, Section 10.1 “There shail be no discipline for legitimate
use of sick leave.” Nothing in this MOU will preclude the parties during the term of this
agreement from reaching consensus on the interpretation of this sentence.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION
LOCAL &, AFL-CIO

Jean%rﬂ;‘MM Erin Adamson, Union Representative

Interim CEO

o lnpy/ L

Katina Maier
Vice President, Human Resources
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MEMORANDUNM OF UNDERSTANDING — FOUR
Labor-Management Healthcare Benefits Committee

This is a Memorandum of Understanding (“MOU") between VALLEY MEDICAL
CENTER (*VMC") and the following unions: SEIU HEALTHCARE 1198NW (*SEIU")
representing its RN, Service, LPN, and Case Management bargaining units; the
UNITED FOOD AND COMMERCIAL WORKERS LOCAL 21 (*UFCW’) representing its
Professional Technical and Pharmacy bargaining units; the INTERNATIONAL UNION
OF OPERATING ENGINEERS, LOCAL 302 (“IUCE"™ representing its Operating
Engineer Bargaining Unit; and the OFFICE AND PROFESSIONAL EMPLOYEES
INTERNATIONAL UNION LOCAL 8 ("OPEIU") representing its Office and Professional
Services bargaining unit {the Unions); collectively the “Parties”.

The Parties have been invoived in discussions regarding healthcare benefits through a
Labor-Management Healthcare Benefits Committee (“Committee”). This Committee has
produced recommendations designed to result in a better heaithcare program tfo
encourage overall employee wellness. The Parties wish to continue such Committee
meetings and continue to develop jointly agreed upon recommendations. VMC and
each Union member agrees as follows:

1. The Parties will continue to meet at least quarterly through December 31, 2024 or
untif such time as any Party withdraws from participation whichever occurs first.
Withdrawal by any of the Union participants or VMC must be in writing and shall
automatically terminate this MOU.

2. There will be no more than thirteen participants on the Committee - four from VMC
and nine total from all four Unions unless otherwise agreed to by each of the Parties.
There wili be two Co-Chairs, one chosen by VMC and one by the Union participants.
Outside experts may be requested to attend by agreement of the Parties.

3. The intent of the Committee is to reach a joint recommendation on a comprehensive
plan for the medical benefits and wellness program for the 2021, 2022, 2023, and
2024 plans which may include but is not limited to, changes resuiting in cost
management, lower utilization, better benefit coverage, and chronic disease
management. The Parties agree that any joint recommendation regarding the
weliness components of the healthcare plan will include consideration of increasing
weliness activities in order to qualify for better participant plan components.

4. By August 31 of each calendar year the Parties will reduce to writing any proposed
joint Committee recommendation for changes to VMC’s medical benefits and
wellness program for {he subsequent year. Upon mutual agreement by each of the
Parties, the deadline for recommendations may be extended to no later than
September 30" of the calendar year. To become a formal recommendation that can
be acted upon, the recommendation must be signed by each of the Parties and the
written document must be titled “Yearly Recommendation(s) For Year _[add specific
year]l_" (“Yearly Recommendation”). The Parties may seek approval from their
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respective memberships or executives before determining if that Party will sign the
proposed joint Committee recommendation.

. VMC will implement any written and signed Yearly Recommendation for a specific
year produced by the Committee by August 31% of the prior year.

If the Parties cannot reach agreement on a Yearly Recommendation by August 315t
for any year, the terms of each Union member's collective bargaining agreement, in
effect during the year for which there is no agreed upon implemented Yearly
Recommendation, will dictate the terms of the medical benefits and wellness
program for those bargaining unit members.

. Nothing in this MOU will supersede agreed upon terms in each Union’s current
collective bargaining agreement with VMC however VMC and each individual Union
agree that the terms of any implemented Yearly Recommendation will not be subject
to bargaining during any successor collective bargaining contract negotiations with
an individual Union uniess VMC and the individual Union agree in writing to open the
impiemented Yearly Recommendation to bargaining.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION
LOCAL 8, AFL-CIO

I N IR

Jeannine Grinn{!y ’ Erin Adamson, Union Representative
Interim CEO

T lingy)

Katina Maier .
Vice President, Human Resources
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MEMORANDUNM OF UNDERSTANDING — FIVE
Telecommuting

This is a Memorandum of Understanding between Valley Medical Center (YMC”) and
the Office and Professional Employees International Union Local 8 (OPEIU or "the
Union™ regarding telecommuting by bargaining unit employees. This Memorandum of
Understanding will supersede and replace all prior agreements between the parties
concerning Telecommuting bargaining unit employees.

1. Eligibility

VMC will defermine those positions that are available for telecommuting within
designated departments and job classifications, including initially Health information
Management Coder [, Coder Il and Medical Record Technician positions, Patient
Resource Center Patient Resource Representaiive positions, VDI maging Services
Representative positions, and Patient Financial Services non-customer service Patient
Account Representative positions. VMC will determine the number of available
telecommuting positions for each department and job ciassification. In certain areas
VMC may also determine that most or ali positions will become telecommuting positions,
including for example HIM Coder | and Goder H positions and Patient Financial Services
non-customer service Patient Account Representative positions.

VMC will determine the employees who are eligible to telecommute based on the
following non-exclusive eligibility guidelines:

» Regular full-ime or part-time employee who has successfully completed the
probationary period. On-call employees may also be deemed eligible based on
other eligibility criteria.

« No more than one (1) corrective action in the prior 8-month period

« Meets required performance metrics and standards set by the department and/or
most recent performance evaluation documents meets expectations in alf areas

o Availability of dedicated, private home work area allowing for secure and
confidential work '

o Ability to work independently and productively in home work environment,
including ability to maintain home internet connectivity and proficiency with
necessary technology.

In certain areas VMC may also determine that most or all employees in a department or
job classification will be eligible, including for example HIM Coder | and Coder I
positions and Patient Financial Services non-customer service Patient Account
Representiative positions.

Eligible employees will first be awarded available telecommuting positions in the
employees’ depariment and job classification on a volunteer basis. In circumstances
where the number of eligible employees who volunteer is greater than the number of
available telecommuting positions in the relevant department and job classification, life
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hour seniority among the eligible volunteering employees wilt control.

in the event there are fewer eligible employee volunteers than the number of available
telecommuting positions in the relevant department, job classification and shift, VMC
may assigh eligible employees to available telecommuting positions on a
reverse-seniority basis. If a regular, non-probationary employee who is assigned to a
telecommuting position on this basis is unable to telecommute due to an inability to
obtain necessary internet connectivify or the lack of a dedicated, private work area, the
employee may be returned to on-site status or will be laid off in accordance with Article
13 of the parties' Agreement.

In circumstances where telecommuting is required for most or all positions in a
department or job classification, the ability to telecommute under this MOU will be a job
requirement. In addition fo the assignment procedures above, to facilitate a transition to
required telecommuting, VMC may ufifize a rebid process under the collective
bargaining agreement to assign employees to telecommuting positions.

If VMC determines that the number of available telecommuting positions in a
department or job classification will be reduced, VMC will provide ten (10) days written
nofice to the Union. If as a result of a reduction in available telecommuting positions ora
determination of ineligibility a telecommuting employee is retumed fo an on-site status,
VMC will provide notice to the employee in accordance the terms of this MOU.

Telecommuting employses may be required to sign a telecommuting agreement
consistent with this MOU.

2. Workspace, Technolegy and Refmbursement

Telecommuting empioyees will maintain a dedicated, private work area where the
employee can be free of noise and other distractions and the employees work, including
computer screen, will be out of view of other household members to protect
confidentiality. The work area must allow adequate room for the computer, monitors,
keyboard and mouse in an ergonomically correct manner and have lighting adequate for
reading, wriling and computer use. VMC will provide telecommuting employees with
materials about creating an ergonomically correct work space. Telecommuting
employees may request an ergenomic consuitation with VMC's "Lift Team,” to be
conducted at VMC's main campus, virtually or telephonically, subject to the ordinary
allocation of Lift Team resources. Telecommuting employees will be paid for up to one
hour of time to set up their home work area.

VMC will develop and provide fo a telecommuting employee a technology package
consisting of computer hardware and software required fo perform the employee's job
duties. Telecommuting employees will take reasonable steps to protect VMC property
from theft, damage, loss or misuse. Telecommuting employees will comply with all
icensing agreements for the instaliation and use of VMG owned software,
Telecommuting employees who are directed by VMC fo bring VMC technology on site
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for inspection, updating, repair or replacement will receive pay for their actual working
time.

VMC will not provide office furniture to telecommuting employees except as part of an
approved reasonable accommodation for disability. Telecommuting empioyees can
request office supplies necessary to complete their assigned work through regular
department procedures.

Employees are respensible for obtaining and maintaining all services, hardware and
software necessary to establish or maintain internet connectivity that is sufficient to
perform required job duties at the expected productivity level. It is the telecommuting
employee's responsibility to make arrangements for the installation and maintenance of
a working internet connection, and to immediately report to the empioyee's supervisor
any disruptions to such connection. Telecommuting employees must have a hard-wired
internet connection to their home work station, and may not rely on a wi-fi connection.

f VMC determines that a high-speed internet connection is required to effectively use
computing technology or hospital systems to complete job duties, VMC will provide a
regular employee with a gross monthly internet subsidy of fifty dolars ($50.00) (less
applicable taxes and withholdings). (HIM telecommuting employees who received a
gross monthly internet subsidy of seventy-two dollars and three cents ($72.03) as of
January 7, 2021 will instead continue to receive that subsidy through December 31,
2022, after which those employees will receive the standard gross monthly internet
subsidy of fifty dollars.) VMC’s Information Technology department will determine when
a high-speed internet connection is necessary and the connectivity speed required
(currently, high-speed connectivity consists of 25 megabits per second (Mbps)
downstream and 1 Mbps upstream). It is the telecommuting employee's responsibility to
make arrangements for the installation and maintenance of a working high-speed
internet connection, and to immediately report to the employee’s supervisor any
disruptions to such connection.

All technology, software and systems provided by VMC, or to which access is provided
by VMC, all user account passwords, and all data created or stored on such technology,
software and systems are the property of VMC and upon termination of telecommuting
status, termination of employment, or upon request of VMC will be returned by the
employee within five (5) business days. Telecommuting employees are responsible for
the failure fo retum provided technology and for any willful damage to such fechnology
by the employee or household members or guests.

All technology, software and systems provided by VMC are for business use, should not
be used for personal reasons outside the employee’s scheduled hours of work, and any
personal use during scheduled hours of work should be brief, appropriate, and during
non-working time such as meal and rest periods.

All technology, software and systems provided by VMC are subject o inspection,
monitoring, auditing and access by VMC for any purpose without notice, including but
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not limited to monitoring the use of computers, applications, networks, and email.
Telecommuting employees agree that they have no expectation of privacy in the use of
such technology, software or systems and will submit to requests for inspection and
monitoring.

3. Security and Confidentiali

Al technology, software and systems provided by VMC are subject to and must be used
in accordance with VMC's Information Security Policies and other VMC poiicies.
Employees with questions about the requirements of these pelicies should contact their
manager or VMC's Information Technology or Human Resources departmenis.

Telecommuting employees must keep user account passwords private and not disclose
them to anyone. All technology, software and systems used in the performance of job
duties must be secured against unauthorized use when left unattended.

Telecommuting employees must comply with all VMC and department policies and
procedures for the protection and security of confidential information, including ali
protected health information. Telecommuting employees must take reasonable steps to
prevent access, accidental or not, to all such confidential information while working in
the home work environment. Telecommuting employees must immediately log off, lock
their screen, or change to a non-patient information screen if anyone enters the work
area.

Telecommuting employees may not print or store hard copy documents or files at their
home work location. No electronic files or data may be copied to a personal computer or
device.

Telecommuting employees are responsible for maintaining the safety of their home
work area for themselves and household members and guests. All work related injuries
must be promptly reported to a supervisor for referral to workers compensation. VMC is
not responsible for non-work related injuries in the home work area, injuries outside of
the home work area, or for any injuries to household members or guests.

4, Schedule. Availability

Telecommuting employees will be assigned scheduled days and hours of work in
accordance with the collective bargaining agreement. Telecommuting employees will be
accountable for working their full scheduled hours of work, providing for breaks and
meal periods in accordance with the collective bargaining agreement. As with on-site
work, employees may not work hours in excess of their scheduled hours of work without
prior approval from the employee'’s supervisor or manager.

Telecommuting employees are subject to low census reduction in hours on the same
basis as on-site employees in accordance with the collective bargaining agreement.
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Telecommuting employees remain accountable for accurately recording their hours of
work through VMC's electronic timekeeping system.

Telecommuting employees must be available to communicate with managers,
supervisors, and co-workers during all scheduled working time by phone, email, or other
means of communication customarily used in the employee's department.

In the event an employee's ability to work from home on any scheduled shift or any
portion thereof is disrupted for any reason, for example due o a loss of power or
infernet connectivity, the employee must immediately contact the employee's supervisor.
in this circumstance several outcomes may apply: (1) may direct the employee to
commute to the on-site work location for the duration of the scheduled shift, giving
consideration to the distance an employee would be required to travel; (2) the employee
may, upon request and approval by the employee's supervisor, make-up the remaining
scheduled work hours at an alternate time during the same work week; or (3} the
employee may with their supervisor's approval take paid or unpaid time off as provided
for in this MOU.

if the employee provides prompt notice, travels to the on-site location when directed,
and completes the employee's full scheduled shift onsite, the employee will not suffer
any loss of pay due to the work disruption (i.e. will receive pay for the full scheduied
shift including travel time falling within the scheduled shift hours).

If an employee's ability to work from home is disrupted for a reason beyond the
employee's control and the employee is instructed not to continue working on site, the
employee will be paid for the employee's actual time worked on the date of the
disruption or for two (2) hours, whichever is greater. [f it is determined that the work
distuption was due to the failure or unavailability of an VMC computer system, the
employee will be paid for the employee's actual time worked on the date of the
disruption plus one hour or for three (3) hours, whichever is greater. An employee may
elect to use available vacation or floating holiday time fo cover any scheduled work time
that is not compensated under this Paragraph or may take leave without pay.

VMC may establish a scheduie of on-site working days (including for purposes of
meetings and training) for a telecommuting employee. in addition, VMC may require a
telecommuting employee to provide no more than five (5) additional on-site working
days per month. These additional on-site working days will either be scheduled with
forty-eight (48) hours notice to the employee or, in the event unplanned on-site work is
required by VMC, VMC will seek volunteers to work on-site and, i no volunteers are
available, will provide as much notice as possible and rotate the assignment of
unplanned on-site work on an equitable basis among telecommuting employees in the
relevant depariment and shift.

Unless otherwise specified or required by law, Telecommuting employees will not
receive pay or mileage reimbursement for travel between home and an on-site work
location.
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a. Performance and Evaluation

Telecommuting employees are expected to perform all job duties and meet the same
standards and expectations of productivity and performance as on-site employees.
Telecommuting employees must foliow all VMC and department policies, procedures
and meet the same standards of conduct and behavior as on-site employees.

Telecommuting employees must maintain a personal schedule that is free from family or
dependent care responsibilities during scheduled hours of work.

Telecommuting employees will participate in normal processes of informal and formal
review and evaluation of work productivity and performance, including annual
performance evaluations.

6. Termination and Noiice

While it is VMC's intention to provide reasonable stability in employees' work location
status, VMC may end the telecommuting status of any employee in its sole discretion,
provided the decision to end the telecommuting status of an employee is not arbitrary or
capricious. Valley will provide employees at least fourteen (14) calendar days' notice of
the termination of telecommuting status, unless the decision is based on disciplinary
circumstances requiring immediate action.

VMC will be solely responsible for developing, implementing and administering
telecommuting programs consistent with this MOU. VMC will provide the Union with ten
{10) days notice prior to implementing a telecommuting program under this MOU in a
new department or job classification. This Memorandum of Understanding will remain in
effect unti! forty-five (45) days following notice to the Union of VMC’s intent to terminate
this MOU. The Union retains its right to request negotiation over the effects of the
termination of this MOU.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION
LOCAL 8, AFL-CIO

oo oo | %:b

Interim CEO Erin Adamson, Union Representative

/ﬁ
Katina Maijer
Vice President, Hurman Resources
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MEMORANDUM OF UNDERSTANDING
Between
OFFICE AND PROFESSIONAL EMPLOYEES INTERNATIONAL UNION LOCAL 8 and
INTERNATIONAL UNION OF OPERATING ENGINEERS LOCAL 302
And
VALLEY MEDICAL CENTER
REGARDING

Temporary Measures in Response to Novel Coronavirus (COVID-19) and 403(b) Employer Contribution
and Matching Contribution Temporary Suspension

Valley Medical Center (hereafter “VMC” or "Employer") and the Office of Professional Employees
International Union Local 8 (hereafter "OPEIU") are signatory to a 2021 - 2024 Collective Bargaining
Agreement ("OPEIU CBA") while VMC and IUOE Local 302 (hereafter "IlUOE") are signatory to a separate
2020 - 2024 Collective Bargaining Agreement ("ITUOE CBA").

VMC maintains a 403(b) retirement plan (the "Plan"). Beginning with the pay period that began on July 12,
2020, certain Employer contributions and matching contributions under the Plan were suspended until
December 18, 2020 (the "Suspension Period"). Specifically, for that Suspension Period VMC suspended
its 5% contribution to the Plan for eligible employees with three or more years of service and its up to 2%
matching contribution to the Plan for eligible employees, as such contributions are defined in the Plan, for
employees in the bargaining units represented by OPEIU and IUOE (the "Suspended Contributions”). VMC
did not suspend its 10% contribution to the Plan for eligible employees with 20 or more years of service to
VMC. If during the Suspension Period an eligible OPEIU or IUOE bargaining unit employee graduated
from year 19 to year 20, then that employee began receiving the 20+ year employee 10% Employer
contribution the next pay period following the employee’s graduation from year 19 to 20.

VMC and OPEIU and IUOE share a mutual interest in establishing a program to restore the Suspended
Contributions. On October 19, 2020, VMC and OPEIU and IUOE entered into a memorandum of
understanding providing for certain terms for the restoration of the Suspended Contributions. However,
VMC and OPEIU and IUOE now mutually desire to terminate that prior memorandum of understanding in
full and in its place establish new terms for the restoration of the Suspended Contributions. VMC and
OPEIU and IUOE (together, the "Parties”), therefore, enter into this Memorandum of Understanding
("MOuUM.

The Parties agree to the following:

1. In the event VMC reaches either of the days cash on hand targets specified in this section, VMC
will restore fifty percent (50%) of the Suspended Contributions as described herein. This restoration
will occur if and only if VMC reaches one hundred (100) days cash on hand when the "days cash
on hand” is measured excluding any COVID financial assistance program funds and excluding any
funds from bonds OR if and only if VMC reaches one hundred twenty-two (122) days cash on hand
when the "days cash on hand" is measured including any COVID financial assistance program
funds but excluding any funds from bonds. The determination of days cash on hand as defined in
this MOU will be made monthly under VMC's standard financial and accounting practices and wili
be the sole responsibility of VMC. VMC will inform OPEIU and IUOE of its days cash on hand
determinations on a monthly basis following final determination. In the event that one of the defined
days cash on hand targets is reached, within thirty (30) days of the determination that the target is
reached, VMC will contribute to the 403(b) account of each eligible employee in the OPEIU and
IUOE bargaining units fifty percent (50%) of those Suspended Contributions that apply to that
employee based on the terms of the Plan, the employee's years of service, and the employee's
voluntary contribution election in place on July 12, 2020. Employees must be employed by VMC at
the time of this contribution to be eligible. For the avoidance of doubt, no employee will receive a
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contribution that the employee would not have otherwise received during the Suspension Period
had Employer contributions not been suspended.

2. In the event VMC reaches either of the days cash on hand targets specified in this section, VMC
will restore fifty percent (50%) of the Suspended Contributions as described herein. This restoration
will occur if and only if VMC reaches 108 days cash on hand when the "days cash on hand" is
measured excluding any COVID financial assistance program funds and excluding any funds from
bonds OR if and only if VMC reaches 130 days cash on hand when the "days cash on hand" is
measured including any COVID financial assistance program funds but excluding any funds from
bonds. The determination of days cash on hand as defined in this MOU will be made monthly under
VMC's standard financial and accounting practices and will be the sole responsibility of VMC. VMC
will inform OPEIU and IUOE of its days cash on hand determinations on a monthly basis following
final determination. In the event that one of the defined days cash on hand targets is reached,
within thirty (30) days of the determination that the target is reached, VMC will contribute to the
403(b) account of each eligible employee in the OPEIU and IUOE bargaining units fifty percent
(50%) of those Suspended Contributions that apply to that employee based on the terms of the
Plan, the employee's years of service, and the employee's voluntary contribution election in place
on July 12, 2020. Employees must be employed by VMC at the time of this contribution to be
eligible. For the avoidance of doubt, no employee will receive a contribution that the employee
would not have otherwise received during the Suspension Period had Employer contributions not
been suspended.

3. In the event that one or both of the days cash on hand targets set forth in Paragraphs 1 and 2,
above, have not been reached by December 31, 2024, VMC will restore Suspended Contributions
that had not yet been restored under Paragraphs 1 and 2, as described herein. In the event that
December 31, 2024 occurs before either of the days cash on hand targets set forth in Paragraphs
1 and 2 have been reached, within thirty (30) days of that date VMC will contribute to the 403(b)
account of each eligible employee in the OPEIU and IUOE bargaining units one hundred percent
(100%) of those Suspended Contributions that apply to that employee based on the terms of the
Plan, the employee's years of service, and the employee's voluntary contribution election in place
on July 12, 2020. In the event that December 31, 2024 occurs after the days cash on hand target
set forth in Paragraph 1 has been reached, but before the days cash on hand target set forth in
Paragraph 2 has been reached, within thirty (30) days of that date VMC will contribute to the 403(b)
account of each eligible employee in the OPEIU and IUOE bargaining units fifty percent (50%) of
those Suspended Contributions that apply to that employee based on the terms of the Plan, the

employee's years of service, and the employee's voluntary contribution election in place on July
12, 2020. Employees must be employed by VMC at the time of this contribution to be eligible. For

the avoidance of doubt, no employee will receive a contribution that the employee would not have
otherwise received during the Suspension Period had Employer contributions not been suspended.

4. In the event an eligible employee in the OPEIU or IUOE bargaining unit elects to end their
employment with VMC through retirement from work before both days cash on hand targets set
forth in Paragraphs 1 and 2, above, have been reached or, alternatively, before December 31, 2024
as set forth in Paragraph 3, above, VMC will restore Suspended Contributions to that Retiring
Employee that had not yet been restored, as described herein. To receive any contribution under
this Paragraph, an eligible employee in the OPEIU or IUOE bargaining unit who is electing to end
employment with VMC through retirement from work (a "Retiring Employee") must give advance
written notice to VMC's Human Resources Department that the Retiring Employee's departure from
VMC is due to retirement from work no less than thirty (30) days prior to the employee’s last day of
employment with VMC. Timely and complete notice is essential and cannot be waived. In the event
that a Retiring Employee has given timely and complete notice of retirement with departure from
VMC before either of the days cash on hand targets set forth in Paragraphs 1 and 2 have been
reached or, alternatively, before December 31, 2024, on or before the Retiring Employee's last day
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of employment with VMC, VMC will contribute to the 403(b) account of the Retiring Employee one
hundred percent (100%) of those Suspended Contributions that apply to that employee based on
the terms of the Plan, the employee's years of service, and the employee's voluntary contribution
election in place on July 12, 2020. In the event that a Retiring Employee has given timely and
complete notice of retirement effective after the days cash on hand target set forth in Paragraph 1
has been reached, but before the days cash on hand target set forth in Paragraph 2 has been
reached or, alternatively, before December 31, 2024, on or before the Retiring Employee's last day
of employment with VMC, VMC will contribute to the 403(b) account of the Retiring Employee fifty
percent (50%) of those Suspended Contributions that apply to that employee based on the terms
of the Plan, the employee's years of service, and the employee's voluntary contribution election in
place on July 12, 2020. For the avoidance of doubt, no Retiring Employee will receive a contribution
that the employee would not have otherwise received during the Suspension Period had Employer
contributions not been suspended.

5. At the time VMC makes its final contribution of Suspended Contributions, whether based on
reaching the second days cash on hand target as set forth in Paragraph 2, above, based upon
reaching December 31, 2024 as set forth in Paragraph 3, above, or based on individual bargaining
unit employee retirement as set forth in Paragraph 4, above, VMC will also contribute to the 403(b)
account of each eligible employee in the OPEIU or IUOE bargaining units (or of the eligible Retiring
Employee) an additional six percent (6%) of those Suspended Contributions that apply to that
employee based on the terms of the Plan, the employee's years of service, and the employee's
voluntary contribution election in place on July 12, 2020.

6. VMC agrees that no additional suspension of employer 403(b) Plan contributions or matching
contributions will be made through the end of FY2025 (June 30, 2028), unless as a result of a
written agreement between VMC and IUOE or VMC and OPEIU.

7. This MOU shall not constitute an admission of wrongdoing by any Party. The Parties agree that
this MOU fully and finally resolves any and all disputes between the Parties and represented
bargaining unit employees concerning the temporary suspension, the Suspended Contributions,
and any and all claims that could have been asserted by [UOE or OPEIU in a grievance, unfair
labor practice charge or under charge or action. OPEIU and IUOE waive and agree not to file any
grievance, charge, claim or pursue any other remedy related to the temporary suspension or
Suspended Contributions other than that provided under the terms of this MOU.

8. This MOU shall remain in effect until June 30, 2026 unless otherwise mutually agreed by the Parties
in writing. For the term of this MOU, alleged violations of this MOU between VMC and OPEIU shall

be resolved through the grievance procedure set forth in Article 5 of the 2021-2024 OPEIU CBA,
except that upon advancement of any such grievance to Step 5 — Arbitration, the Parties shall
engage in mediation of the dispute before selecting an arbitrator (with a mutual preference for
PERC mediator Jamie Siegel if she is available and willing). For the term of this MOU, alleged
violations of this MOU between VMC and IUOE shall be resolved through the grievance procedure
set forth in Article 14 of the 2020-2024 IUOE CBA, except that upon advancement of any such
grievance to Step 4 — Arbitration, the Parties shall engage in mediation of the dispute before
selecting an arbitrator (with a mutual preference for PERC mediator Jamie Siegel if she is available
and willing). For the sole purpose of resolving alleged violations of this MOU, the 2021-2024 OPEIU
CBA grievance procedures and 2020-2024 [UOE CBA grievance procedures will apply for the term
of this MOU regardless of the expiration of those CBAs.

9. Effective upon the signature of all Parties below, the Parties mutually agree that their prior October

19, 2020 memorandum of understanding is terminated, void, of no further force and effect, and
superseded in full by the terms of this MOU.
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The terms of this MOU shall become effective upon signature by all Parties below.

All other terms and provisions of the Parties respective Collective Bargaining Agreements shall
remain in full force and effect.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION LOCAL 8

27 = &)y /2]

Katina Maier Date Erin Adarmsern D te

INTERNATIONAL UNION OF OPERATING
ENGINEERS LOCAL 302

LarryKatz Date
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MEMORANDUM OF UNDERSTANDING

COVID-19 Vaccination Mandate Policy

As a result of WA Proclamation 21-14 first issued on August 9, 2021 and subsequently amended (the
“Proclamation”), which mandates that healthcare workers in the State of Washington be fully
vaccinated against COVID-19 by October 18, 2021 as a condition of employment, Valley Medical
Center (VMC) and SEIU Healthcare 1199NW, UFCW 21, OPEIU 8 and IUOE 302 (together the “Unions”)
have entered into the following non-precedent setting agreements.

1.

All Union represented employees will comply with the requirement to receive COVID-19
vaccination(s) and be fully vaccinated (as defined by the Proclamation) by October 18, 2021.
Employees seeking a reasonable accommodation from the vaccination requirement will follow
VMC's medical and religious accommodation process to request exemption from the
vaccination requirement. All requests for religious accommodation must have been received
in HR by September 20, 2021.

a.

VMC will consider and respond to requests for reasonable accommodation due to
disability or sincerely held religious belief in accordance with the Americans with
Disabilities Act (ADA), Title Vil of the Civil Rights Act, the Proclamation, or other
applicable law. An approved reasonable accommodation will permit the employee to
remain unvaccinated and may also include, without limitation, special screening
requirements, special PPE requirements, and/or COVID testing, Employees shall strictly
adhere to state, federal or OSHA standards. Employee who fails to comply. with
accommodation requirements may be subject to discipline. VMC is not required to
provide an accommodation that would pose an undue hardship or a direct threat to
the employee or others, in accordance with applicable law.

In the event a medical or religious accommodation is not approved, employees will
have seven (7) calendar days after denial to file an appeal for their accommodation
request to be reviewed. The Chief Human Resource Officer or designee shall process
all requests for appeals within fourteen (14) calendar days of receipt to make a final
determination. Employees are entitled to a delegate or union representative(s) at any
appeal meeting.

The employer will provide on-site covid 19 vaccines in accordance with the hours of
the VMC Vaccine Clinic.

2. Any bargaining unit member who experiences negative symptoms as a result of receiving the

vaccination(s), shall follow the current practice of notifying Employee Health and will be
evaluated for appropriate care, which may include testing for COVID-19. Employees who notify

Employee Health at the onset of vaccination-caused symptoms shall be compensated by VMC

through paid administrative leave for missed regularly scheduled workdays at the employee’s
regular rate of pay for the duration of such symptoms as deemed appropriate by Employee
Health.



MEMORANDUM OF UNDERSTANDING
COVID-19 Vaccination Mandate Policy

3. Should a holiday, as defined in the applicable collective bargaining agreement, occur while a
bargaining unit member is recovering from the negative symptoms caused by a mandated
COVID-19 vaccine, the employee will receive straight time holiday pay in lieu of paid
administrative leave.

4. VMC will continue to provide FDA-approved masks to all employees and will provide N-95
masks to employees who need them for established safety reasons. VMC will continue to
review its mask requirements and availability and identify opportunities to provide or require
masks affording greater levels of protection based on availability and medical or public health
guidance.

5. VMC is committed to proactively communicating COVID-19 related information to promote
evidence-based COVID-19 vaccine competency.

a. VMC will send communication to all bargaining unit members detailing the COVID-19
vaccine policy, the process for requesting a medical or religious accommodation by
September 20, 2021, and the appeals process for a denied accommodation request.

b. Upon request by an employee, VMC will make a good faith effort to provide
communications about the COVID-19 vaccine policy and the accommodation process
or substantially similar information in the employee’s preferred language.

6. The parties will work jointly in the labor management committee to develop a communication
plan to educate all bargaining unit members about COVID-19 vaccines.

7. An employee who does not adhere to the vaccine mandate or does not have an approved
accommodation will be dismissed from employment. VMC may at its sole discretion instead
provide a temporary unpaid grace period for compliance beyond October 18, 2021.

Employees given a grace period will not be permitted to engage in work unless they comply
with the vaccination mandate. If an employee is dismissed, the employee may be entitled to

payment of accrued paid time in accordance with the applicable CBA. Employees who are
dismissed may apply and are eligible to be rehired to an open position upon becoming fully
vaccinated or receiving an approved accommodation during the hiring process.

8. The Employer will make every effort to immediately post vacated positions upon termination
of any employee as a result of non-adherence to the vaccine mandate. VMC commits to make
every effort to staff to agreed-upon staffing levels, staffing plans, and matrices. Every effort
includes but is not limited to offering overtime, extra shift pay, and utilizing agency and
travelers to fill staffing needs. VMC will offer referral and hiring bonuses in order to quickly
fill vacancies.

9. If a member is terminated and a grievance is filed, the grievance will be expedited by both
parties for hearing and resolution. VMC’s decisions regarding requested accommodations are
not subject to grievance and arbitration.
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No agreements made within this Memorandum of Understanding are meant to alter any other term
or condition included in the Collective Bargaining Agreement(s) beyond any specific agreement

entered into here. This is a non-precedent setting agreement. Nothing in this agreement prevents the
parties from entering into negotiations about additional and unforeseen impacts of the COVID-19

pandemic.

This agreement shall be effective upon signature and shall continue through the end of the officially
declared State of Emergency by the Governor of Washington State, or until the Proclamation is
revoked.

VALLEY MEDICAL CENTER
o oty
Katina Maier Date

IUOE LOCAL 302

[ -l -2/

Larry*ﬁatz Date

SEIU HEALTHCARE 1199NW

-

U 10/12/2021

Jane Hopkins Date

prcontract/MOU/VMC MOU re COVID-10 Vaccination Mandate Policy 10.08.21.doc
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MEMORANDUM OF UNDERSTANDING
Employee Retention Incentives 3/3/2022

This is a Memorandum of Understanding (“MOU”) between VALLEY MEDICAL CENTER (“VMC”) and the
following unions: SEIU HEALTHCARE 1199NW (“SEIU”) representing its RN, Service, LPN, and Case
Management bargaining units; UNITED FOOD AND COMMERCIAL WORKERS LOCAL 21 (“UFCW”)
representing its Professional Technical and Pharmacy bargaining units; INTERNATIONAL UNION OF
OPERATING ENGINEERS, LOCAL 302 (“IUOE") representing its Operating Engineer Bargaining Unit; and
OFFICE AND PROFESSIONAL EMPLOYEES INTERNATIONAL UNION LOCAL 8 ("OPEIU") representing its
Office and Professional Services bargaining unit (the Unions); collectively the “Parties”.

® RNs with greater than a 0.4 FTE will receive a payment of $3,000 on June 17, 2022, and a
payment of $4000 on April 21, 2023 (subject to taxes and withholdings).

® RNs with less than a 0.4 FTE (includes per diems) will receive a payment of $1,000 on June 17,
2022, and a payment of $2,000 on April 21, 2023 (subject to taxes and withholdings).

* All other bargaining unit employees with greater than a 0.4 FTE will receive a payment of $2,000
on June 17, 2022, and a payment of $2,500 on April 21, 2023 (subject to taxes and
withholdings).

¢ All other bargaining unit employees with less than a 0.4 FTE (includes per diems and on calls)
will receive a payment of $500 on June 17, 2022, and a payment of $1,500 on April 21, 2023
(subject to taxes and withholdings).

Employees will be paid in accordance with their FTE at the time of each payout.

* Bargaining unit employees who have an active retention agreement or sigh on incentive who are
in their commitment period per these agreements with amounts greater than the amounts

indicated in this MOU are not eligible for these retention incentives. If the active
retention/separation agreement Is less than the amounts in the MOU the employee will receive

the difference as defined by job classification and FTE.

* Employees must be employed and NOT HAVE GIVEN NOTICE at the time of each payout to be
eligible to receive the retention incentive.

The Parties agree that VMC will agree to payment of retention incentives to bargaining unit employees
represented by the Unions consistent with the terms of this MOU. The Parties agree that these incentives
are offered on a one-time basis, will establish no grounds for any claim or right to similar benefits or other
incentives by any employee at any future time or under any future program, and agree that this MOU is
not precedent setting, does not alter or affect the interpretation or meaning of any term of the Parties'
respective collective bargaining agreements, does not establish any past or future practice and does not
alter or affect the interpretation of any existing practice. This MOU will not be used by any Party to argue
for or against any past or future practice, any interpretation or application of a practice or collective




bargaining agreement term, or for the adoption of any future collective bargaining agreement term,.
memorandum of understanding, or other agreement between YMC and one or more Unions,

Valley Medical Center

<= 41|y

Date

Katina Maier
Valley Medical Center

IUQE Local 302

Xo/22
Larry Kratz Date
Representative IUOE Lacal 302
On behalf of
UFCW Local 21

4/8/2022

Representative UFCW Local 21 Date

SEIU Healthcare 1199NW
j‘ 3/10/2022

Jane I-‘l’op!irins Date

Executive Vice President SEIU 1199NW

Erin Adamson
Representative OPEIU Local 8
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MEMORANDUM OF UNDERSTANDING
Between
VALLEY MEDICAL CENTER
and
Office and Professional Employees International Union, Local 8

Integration of Procedure Coordinators and Surgery & Procedure Coordinators

This is a Memorandum of Understanding (“MOU”) between Valley Medical Center (“VMC”) and
the Office and Professional Employees International Union Local 8 (“OPEIU”) (together, the
“Parties). On October 4, 2022, the bargaining unit represented by OPEIU was modified to include
Procedure Coordinators and Surgery & Procedure Operations Coordinators (together, “Procedure
Coordinators™) in Valley Medical Center, Decision 13571 (PECB, 2022). The Parties have
engaged in good faith collective bargaining over the Procedure Coordinators’ terms and conditions
of work and now desire to enter into this MOU to integrate the Procedure Coordinators into the
existing 2021-2024 VMC-OPEIU CBA (“2021-2024 CBA”) and to establish the Procedure
Coordinators’ terms and conditions of work under that CBA, as expressly modified by this MOU.
Except as expressly modified by this MOU, all terms and conditions of the 2021-2024 CBA remain
in effect and apply to the Procedure Coordinators. Therefore, the Parties agree as follows:

1. Article 1, Section 1.1 of the 2021-2024 CBA is replaced with the following language:

The Employer hereby recognizes the Office and Professional Employees
International Union Local 8 as the exclusive bargaining representative
for all regular full-time, regular part-time, and on-call clerical
nonprofessional employees of Valley Medical Center in the following
job classifications: = Accounts Payable Representative; Admitting
Registrar; Birth Registry Representative; Buyer; Client Services
Representative; Coder/Abstractor; Financial Advocate; HIM Charge
Capture Specialist; Imaging Services Representative; Mail Room Clerk;
Medical Records Scanner; Medical Records Technician; Patient Access

Associate; Patient Account Representative; Patient Resource Float;
Patient Resource Representative; Patient Service Representative;

Perioperative Services Scheduler; Procedure Coordinator; Scheduler
Technician; Surgery & Procedure Operations Coordinator; Telecom
Operator; and Transcriptionist/Secretary; excluding supervisors,
confidential employees, students, trainees, and all other employees.
Represented job classifications and position titles assigned by the
Employer are set forth in Appendix “A”.

As a result, the Procedure Coordinators are covered by the 2021-2024 CBA, as expressly
modified by this MOU.

2. The Procedure Coordinator and Surgery & Procedure Operations Coordinator job
classifications are placed on Pay Grade M of Appendix “A” of the 2021-2024 CBA.
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Effective the first full pay period following the full execution of this MOU, each Procedure
Coordinator then employed by VMC will transition to a step on the current Pay Grade M
“10/31/22” pay scale in accordance with the following steps: (1) Each Procedure
Coordinator’s existing straight-time base rate of pay will initially be adjusted upward by
two and one-half percent (2.5%); (2) Thereafter, each Procedure Coordinator will have
their placement step determined by being placed at the first Step of the Pay Grade M
“10/31/21” pay scale that is at or immediately greater than their adjusted straight-time base
rate of pay; and (3) Thereafter, Procedure Coordinators’ will be placed at the same step on
the Pay Grade M “10/31/22” pay scale and will receive the corresponding straight-time
base rate of pay.

For purposes of applying Section 7.2 of the 2021-2024 CBA to the Procedure Coordinators,
effective the first full pay period following the full execution of this MOU each Procedure
Coordinator shall be assigned zero accumulated hours of compensated time towards the
next service year of 2,080 compensated hours. Procedure Coordinators will receive a step
increase under Section 7.2 upon accumulation of 2,080 hours of compensated time.

. By the regular pay day for the first full pay period following full execution of this MOU

by the Parties, all Procedure Coordinators employed on that date will receive a one-time
signing bonus of three hundred and seventy-five dollars ($375), less legal taxes and
withholdings.

The Parties have each had a full and fair opportunity to bargain collectively over any and
all terms and conditions of work applicable to the Procedure Coordinators and the complete
results of that negotiation are set forth in the 2021-2024 CBA, as expressly modified by
this MOU. The Parties, therefore, each waive the right to bargain over any term or condition
of work that is discussed in or covered by the 2021-2024 CBA, as expressly modified by
this MOU, for the term of the 2021-2024 CBA.

This MOU will become effective the first day of the full pay period following the full execution
of this MOU by both Parties.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL EMPLOYEES

INTERNATIONAL UNION, LOCAL 8

uuuuuuuuuuuuuuuuuu

Jeannine Grinnell Erin Adamson
Chief Executive Officer Union Representative
1/6/2023
pate: ¥ DATE:__| { sl23
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MEMORANDUM OF UNDERSTANDING
Between
VALLEY MEDICAL CENTER
and
Office and Professional Employees International Union, Local 8

Integration of Oncology Treatment Coordinators

This is a Memorandum of Understanding (“MOU”) between Valley Medical Center (“VMC™) and
the Office and Professional Employees International Union TLocal 8 (“OPEIU”) (together, the
“Parties). On March 12, 2024, the bargaining unit represented by OPEIU was modified to include
Oncology Treatment Coordinators in Valley Medical Center, Decision 13800 (PECB, 2024). The
Parties have engaged in good faith collective bargaining over the Oncology Treatment
Coordinators’ terms and conditions of work and now desire to enter into this MOU to integrate the
Oncology Treatment Coordinators into the existing 2021-2024 VMC-OPEIU CBA (“2021-2024
CBA™) and to establish the Oncology Treatment Coordinators’ terms and conditions of work under
that CBA, as expressly modified by this MOU. Except as expressly modified by this MOU, all
terms and conditions of the 2021-2024 CBA remain in effect and apply to the Oncology Treatment
Coordinators. Therefore, the Parties agree as follows:

1. Article 1, Section 1.1 of the 2021-2024 CBA is replaced with the following language:

The Employer hereby recognizes the Office and Professional Employees
International Union Local 8 as the exclusive bargaining representative
for all regular full-time, regular part-time, and on-call clerical
nonprofessional employees of Valley Medical Center in the following
job classifications:  Accounts Payable Representative; Admitting
Registrar; Birth Registry Representative; Buyer; Client Services
Representative, Coder/Abstractor; Financial Advocate; HIM Charge
Capture Specialist; Imaging Services Representative; Mail Room Clerk;
Medical Records Scanner; Medical Records Technician; Oncology
Treatment Coordinator; Patient Access Associate; Patient Account
Representative;  Patient  Resource  Float;  Patient  Resource
Representative; Patient Service Representative; Perioperative Services
Scheduler; Procedure Coordinator; Scheduler Technician, Surgery &
Procedure  Operations  Coordinator; Telecom  Operator; and
Transcriptionist/Secretary;,  excluding  supervisors,  confidential
employees, students, trainees, and all other employees. Represented job
classifications and position titles assigned by the Employer are set forth
in Appendix “A”.

As a result, the Oncology Treatment Coordinators are covered by the 2021-2024 CBA, as
expressly modified by this MOU.

2. The Oncology Treatment Coordinator job classification is placed on Pay Grade M of
Appendix “A” of the 2021-2024 CBA.
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3.

Effective the first full pay period following the full execution of this MOU, each Oncology
Treatment Coordinator then emploved by VMC will transition to a step on the current Pay
Grade M “10/31/23” pay scale in accordance with the following steps: (1) VMC will
review each Oncology Treatment Coordinator’s personnel file and determine in its
judgment an appropriate placement step based on documented prior relevant experience;
(2) Thereafter, each Oncology Treatment Coordinator will be placed on the Pay Grade M
“10/31/23” pay scale at the placement step determined by VMC’s prior relevant experience
review or at the first step of that is at or immediately greater than their current straight-time
base rate of pay, whichever is higher.

For purposes of applying Section 7.2 of the 2021-2024 CBA to the Oncology Treatment
Coordinators, effective the first full pay period following the full execution of this MOU
each Oncology Treatment Coordinator shall be assigned zero accumulated hours of
compensated time towards the next service year of 2,080 compensated hours. Oncology
Treatment Coordinators will receive a step increase under Section 7.2 upon accumulation
of 2,080 hours of compensated time.

The Parties have each had a full and fair opportunity to bargain collectively over any and
all terms and conditions of work applicable to the Oncology Treatment Coordinators and
the complete results of that negotiation are set forth in the 2021-2024 CBA, as expressly
modified by this MOU. The Parties, therefore, each waive the right to bargain over any
term or condition of work that is discussed in or covered by the 2021-2024 CBA, as
expressly modified by this MOU, for the term of the 2021-2024 CBA.

This MOU will become effective the first day of the full pay period following the full execution
of this MOU by both Parties.

VALLEY MEDICAL CENTER OFFICE AND PROFESSIONAL EMPLOYEES

INTERNATIONAL UNION, LOCAL 8

M 2 (\, g:} i, /\
e Youngblood (Aug 29,2024 13:42 FDT) BY: T s ﬂ/\'-k )

BY: Carr
Carrie Youngblood Erin Adamson
Senior Vice President, Director of Contract Administration

Human Resources

DATE:
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