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Weingarten rights were won in a 1975 Supreme Court decision with these 
basic guidelines:

You must make a clear request for union representation either before or 
during the interview. Managers do not have to inform employees of their 
rights.

Management cannot retaliate against an employee requesting 
representation.

Management must delay questioning until the union steward arrives.

It is against Federal Law for management to deny an employee’s request 
for a steward and continue with an interrogation. In this case, an 
employee can refuse to answer management’s questions.

You have the right to union representation if you are called to a meeting with management that 
could lead to discipline. 

“I understand that this proceeding is for the purpose of investigating whether I may receive 
discipline. Therefore, I request that a union representative be present on my behalf before this 
proceeding continues. If you insist that the proceeding continue without allowing me union 
representation, I hereby protest your denial of rights guaranteed to me under federal labor law.”

WEINGARTEN RIGHTS
Your Right to Union Representation

Discipline? Contract violations? 
Call the Member Resource Center
If you or a coworker need help regarding an Investigatory Meeting, are facing 
Discipline or Corrective Action, or need to report Contract Violations our MRC 
Representatives will work with you on a plan of action.  
Call the Member Resource Center at: 1-866-210-3000

✔

✔
✔
✔
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COLLECTIVE BARGAINING AGREEMENT 

By and Between 

WHIDBEYHEALTH 
(Service/Support Unit) 

And 

UNITED FOOD & COMMERCIAL WORKERS INTERNATIONAL UNION, LOCAL 21 
 

This Agreement is made and entered into by and between Whidbey Island Public 
Hospital District d/b/a WhidbeyHealth (hereinafter referred to as the “Employer”) and United 
Food & Commercial Workers International Union, Local 21 (hereinafter referred to as the 
“Union”). 

 
PREAMBLE 

 

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

 
ARTICLE 1 

RECOGNITION 

1.1 Unit Inclusions. The Employer recognizes the Union as the exclusive bargaining 
representative for this service and support unit (the residual unit as certified in PERC Case No. 
10969-E-94-1813), and this Agreement shall cover, all full-time and part-time service- 
maintenance, business office, medical records, and clerical employees, including those listed on 
the wage scales for Appendix B. 

 
1.2 Unit Exclusions. Excluded from the bargaining unit and not covered by this 

contract are: all registered nurses, licensed practical nurses, professional/technical employees 
(also including Emergency Medical Dept.), temporary employees, per diem employees, guards, 
confidential employees, managers, supervisors, and all other employees. 

 
ARTICLE 2 

DEFINITIONS 

2.1 Full-time Employees. Employees who are regularly scheduled to work forty (40) 
hours within a seven (7) day period or eighty (80) hours within a fourteen (14) day period. 

 
2.2 Part-time Employees. Employees who are regularly scheduled to work less than 

forty (40) hours within a seven (7) day period or less than eighty (80) hours within a fourteen 
(14) day period. Except where otherwise specified herein, such employees shall receive benefits 
on a pro rata basis according to the number of regularly scheduled, non-overtime hours actually 
worked. 
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2.3 Temporary Employees. Employees who are hired to work during a period when 
additional work of any nature requires a temporarily augmented force, or in the event of an 
emergency, or to relieve regular employees because of illness, or to work during vacation 
periods. No employee in this category shall be regularly scheduled for more than ninety (90) 
consecutive calendar days, except for extensions of up to six (6) months for approved leaves or 
other situations mutually agreed upon between the Employer and the Union, and except when the 
temporary employee is filling a position that has been posted that the Employer is affirmatively 
seeking to fill. 

 
2.4 Per Diem Employees. Employees who are scheduled to work as needed on an 

irregular or casual basis, working intermittently according to Employer-determined notice and 
policies. (Temporary employees are not per diem employees.) 

 
2.5 Month and Year. For purposes of this Agreement and the method of computing 

paid time off (PTO), extended illness bank (EIB) time, and other conditions of employment 
(except as otherwise provided herein), one (1) month’s employment shall consist of 173.3 
hours/month regular paid hours, and one (1) year of employment shall consist of twelve (12) 
months of continuous employment. However, for purposes of computing longevity (wage 
increments), a “year” shall be defined as one thousand six hundred and sixty-four (1664) hours 
of bargaining unit work or twelve (12) months, whichever comes last. [Actual time worked, 
which is paid on an overtime (or call-back) basis, shall also count as time worked for purposes of 
computing wages and benefits, so long as the total hours worked do not exceed two thousand and 
eighty (2080) hours within a twelve (12) month period. 

 
2.5.1 Low Workload Release. When an employee is released by the Employer 

before the end of the employee’s regularly scheduled shift due to low workload, the hours such 
employee was originally scheduled to work will be counted by the Employer only for the 
purpose of computing the month and year totals stated in Section 2.5, up to a maximum during 
any calendar year of two thousand and eighty (2080) total hours. 

 
2.6 Domestic Partner. A domestic partner is defined as a person in a state- 

registered domestic partnership. 
 

2.7 Lead. An experienced employee who is assigned by the Employer in 
writing to act as lead and given specific responsibilities for a defined work unit. The lead 
functions under the direction of the Supervisor, Manager or Director and is accountable to 
coordinate activities and maintain organization. All assigned lead hours will be paid at the lead 
premium rate. Employees assigned lead responsibilities will have these responsibilities 
considered in their assignments. 

 
ARTICLE 3 

MANAGEMENT RIGHTS 

3.1 Management Rights. The Union recognizes the right of the Employer to operate 
and manage the Hospital, including but not limited to the right to establish and require standards 
of performance; to maintain order and efficiency; to direct employees; to determine job 
assignments and working schedules; to determine the materials and equipment to be used; to 
implement new and different operational methods and procedures; to determine staffing levels 
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and requirements; to determine the kind, type and location of facilities; to introduce new or 
different services, products, methods or facilities; to extend, limit, or curtail the whole or any 
part of the operation; to subcontract work; to select, hire, classify, assign, promote, transfer, 
discipline, demote, or discharge employees; to lay off and recall employees; to require overtime 
work of employees; and to promulgate and enforce rules, regulations and personnel policies and 
procedures; provided that such rights, which are vested solely and exclusively in the Employer, 
shall not be exercised so as to violate any of the specific provisions of this Agreement. The 
parties recognize that the above statement of management rights is for illustrative purposes only 
and cannot be construed as restrictive or interpreted so as to exclude management prerogatives 
not mentioned. All matters not covered by the language of this Agreement may be administered 
by the Employer in accordance with such policies and procedures as it from time to time shall 
determine. 

 
ARTICLE 4 

 
UNION SECURITY, DUES DEDUCTION, POLITICAL ACTION FUND AND RIGHTS 

 

4.1 Employee Rights Regarding Union Membership. The Employer will not 
advise employees regarding Union membership and will refer any questions in this regard to the 
Union. The Employer may inform employees of their rights regarding whether or not to pay dues 
or fees to the Union, but will remain neutral. 

 
 

4.2 Dues Deduction. During the term of this Agreement, the Employer shall deduct 
dues and fees from the pay of each member of the Union who voluntarily executes a wage 
assignment authorization form. When filed with the Employer, the authorization form will be 
honored in accordance with its terms. Deductions will be promptly transmitted to the Union 
within five (5) business days after payroll by check payable to its order. Upon issuance and 
transmission of a check to the Union, the Employer’s responsibility shall cease with respect to 
such deductions. Included with the check the Employer shall provide the Union a separate list of 
all employees using payroll deduction. The list shall be transmitted electronically and shall 
include employee’s name, FTE, social security number, and dollar amount deducted by pay 
period. The Union and each employee authorizing the assignment of wages for the payment of 
Union dues and fees hereby undertakes to indemnify and hold the Employer harmless from all 
claims, demands, suits or other forms of liability that shall arise against the Employer for or on 
account of any deduction made from the wages of such employee or on account of sharing an 
employee Social Security Number with the Union. 

 
4.3 Master Lists/Status Reports. Each month, the Employer shall provide an 

electronic report of all employees covered under the current bargaining agreement. Such report 
shall include the employees’ first name, middle initial and last name, social security number, 
address (including city, state and zip), home phone number, date of birth, gender, work location, 
department, job classification, wage rate, FTE status (or hours per week), bargaining unit/union 
contract, Employee number, shift, current status (active, leave of absence, L&I, etc.), gross 
earnings or total hours worked in the month, and date of hire into the bargaining unit. 

 
4.4 Visitation. Duly authorized representatives of the Union shall be permitted to 

enter upon the Employer’s premises at reasonable times for the purpose of transacting Union 



DocuSign Envelope ID: 8B37F1FA-E93B-4E92-B653-3626A605F867 

WH-UFCW (Service/Support) 
Collective Bargaining Agreement 

- 4 - 

 

 

business that cannot be transacted elsewhere; provided, however, that the representative first 
notifies the Human Resource Department Head (or designee) of the representative’s presence, 
and that no interference with the work of the employees or the proper operation of the Employer 
shall result and all contact with employees occurs in non-work, non-patient areas. Any employee 
attendance at such a meeting shall be non-compensated time. 

 
4. 5 Stewards. The Union may designate a reasonable number of Stewards for the 

employees covered by this Agreement. The Union shall notify the Employer in writing of the 
names of the Stewards. The investigation of complaints and grievances by the Stewards will be 
conducted during non-working hours (e.g., coffee breaks, lunch periods, and before or after shift) 
for the Stewards and any employees. The unavailability of a Steward shall cause no 
unreasonable delays of meeting in which the Steward has been requested by an employee to 
attend, and the Employer may proceed with such meeting should an unreasonable delay result 
from the Steward’s unavailability. “Unreasonable delay” for purposes of this Section, means a 
delay of more than five (5) business days. Delays as a result of management’s unavailability 
shall not apply to the five (5) business day limitation. 

 
4.6 Bargaining for New Collective Bargaining Agreement & Unpaid Time off 

(UTO). Employees who attend collective bargaining shall have such time charged as unpaid 
time off (UTO), but shall not have such bargaining session days count as personal leave days 
under Section 13.7, Personal Leave, of the Agreement. 

 
4.7 Meeting Rooms. The Union shall be permitted to use designated premises of the 

Employer for meetings of the local unit for professional/educational purposes only, so long as 
the Employer has received sufficient notice and determines that a room is available. 

 
4.8 New Employee Orientation and Agreement. The Employer will allow the 

Union a thirty (30) minute meeting with new employees at the end of hospital orientation 
(typically at 3:30 p.m.). The meeting will be on the new employee’s paid time. Hospital 
employees serving as a Union representative during this meeting will be on unpaid time. The 
Employer shall provide the newly hired employee a copy of the contract and a link to the 
Union’s new employee orientation page: https: www.ufcw21.org/new-members. 

 
4.9 Bulletin Board. The Employer shall furnish a designated space on one (1) 

bulletin board in the Hospital for the use of the Union pursuant to this Section. A copy of any 
materials to be posted on such designated space must at time of posting be submitted to the 
Employer’s Human Resources Department Head or designee for approval and be reviewed and 
signed by a Steward. A date shall be listed as to when the information is to be removed. The 
only materials that may be posted include training and educational information, legislative 
information, and other health-care related information. 

 
4.10 Job Descriptions. The Employer shall provide a job description to newly hired 

employees of the Employer and shall provide current employees with updated job descriptions in 
the event there are changes to the job description. 

 
4.11 Political Action Fund Deductions. 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, provided that the minimum contribution shall be at least Two 
Dollars ($2.00) per month. Deductions will be transmitted to the Union at the same times as 
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dues deductions by check payable to its order. Included with the check the Employer shall 
provide the Union a separate list of all employees using payroll deduction. The list shall be 
transmitted electronically and shall include employee’s name, social security number, and dollar 
amount deducted by pay period. 

 
The Union and each employee authorizing the assignment of wages for the payment of 

voluntary political action contributions hereby undertakes to indemnify and hold the Employer 
harmless from all claims, demands, suits or other forms of liability that shall arise against the 
Employer for or on account of any deduction made from the wage of such employee. 

 
The parties recognize that the Union is obligated under the Federal Election Campaign 

Act (FECA) to reimburse the Hospital for its reasonable cost of administering the Political 
Action Fund deduction provided for in this Memorandum of Understanding. The Hospital and 
Union agree that one quarter of one percent (.25%) of all amounts collected for this fund is a 
reasonable amount to cover Hospital costs of administering this bi-weekly deduction. 
Accordingly, the parties agree that the Hospital will retain one quarter of one percent (.25%) of 
all amounts deducted for the Voluntary Political Action fund to reimburse the Hospital for its 
reasonable costs of administering the deductions. 

 
ARTICLE 5 

PROBATION AND TERMINATION 

5.1 Introductory Period. The first three (3) months [or five hundred and twenty 
(520) paid hours, whichever is greater, of most recent, continuous employment in a specific job 
classification in the bargaining unit] shall be considered an introductory period. Subject to 
notification to the Union, the Employer may extend the introductory period up to an additional 
three (3) months or five hundred and twenty (520) hours, whichever is greater, upon written 
notice to the employee. Introductory employees shall not enjoy the benefits accruing from this 
Agreement, except as expressly provided for herein. 

 
5.2 Regular Employees. An employee shall attain regular employee status upon 

successful completion of the introductory period. 
 

5.2.1 Termination Notice. Regular employees shall give not less than twenty- 
one (21) calendar days’ prior written notice of intended resignation. Regular employees shall 
receive at least fourteen (14) calendar days’ prior written notice of termination or pay in lieu 
thereof for previously scheduled work days, unless discharged for cause. 

 
5.3 Discipline or Discharge. No regular employee shall be disciplined or discharged 

except for cause. Discipline shall be administered on a progressive and corrective basis. 
Disciplinary steps prior to discharge may be bypassed in appropriate cases. The employee will be 
given a copy of all written discipline. The employee may request the attendance of the Steward 
or Union Representative at disciplinary meetings. 

 
5.3.1 Warning Notices. Because the Employer applies the general principle of 

progressive discipline, except for gross infractions of Hospital policies and/or procedures (as 
determined by the Employer), no employee shall be discharged before having received at least 
one (1) written warning notice. 
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5.3.2 Pre-Termination Proceedings. Prior to implementation of an unpaid 
suspension of more than one (1) day or a discharge decision, a regular employee shall receive 
written notice of the pending discipline or discharge, be given its basic reason(s) and be allowed 
an opportunity to respond to the notice, if so desired. For such a response meeting the employee 
may request union representation, which generally shall be the Union Representative if available, 
provided that for unpaid suspensions the meeting shall proceed with a Steward if the Union 
Representative is not available within one (1) business day. 

 
ARTICLE 6 

SENIORITY 

6.1 Seniority Definition and Accrual. Seniority shall mean an employee’s 
continuous length of service with the Employer. Seniority shall not apply to an employee until 
completion of the required introductory period. Upon satisfactory completion of this 
introductory period, the employee shall be credited with seniority from the most recent date of 
hire. Seniority shall be by job position for employees holding more than one (1) position. Per 
Diem employees do not accrue seniority. 

 
6.2 Seniority Use. Seniority shall be the determining factor in PTO scheduling, unit 

job posting (transfers, promotions, shift or schedule changes), layoffs and recalls from layoffs 
where such factors as skill, competence and ability are deemed substantially equal by the 
Employer. The Employer shall be the judge as to the skills, competence, and abilities of its 
employees and such judgments shall be fairly and reasonably made. 

 
6.3 Seniority Termination. Seniority shall terminate upon discharge, resignation, 

retirement, or more than twelve (12) consecutive months of layoff. 
 

6.4 Seniority “Freeze & Bridge”. Should an employee transfer to a non-bargaining 
unit position in the future, the employee’s existing seniority shall be “frozen” at the level accrued 
at the time. If a non-bargaining unit employee transfers to a bargaining unit position, at that time 
any prior seniority shall be restored (“bridged”) to its previous level, so long as it occurs within 
one (1) year of a transfer to a non-bargaining unit position; provided, the transferring employee 
may use the amount of seniority that will be bridged to bid for an open bargaining unit position. 

 
6.5 Seniority Roster. Upon request no more frequently than annually, at layoff 

notice, and upon request for unit rebids/restructures, a roster of the departmental seniority will be 
generated and forwarded to the Union Representative. 

 
ARTICLE 7 

HOURS OF WORK AND OVERTIME- 

7.1 Work Day. A normal work day shall consist of eight (8) hours of work to be 
completed within eight and one-half (8½) consecutive hours with a thirty (30) minute meal 
period without pay for full-time employees. [Part-time employees may be assigned shifts less 
than eight (8) hours, but greater than four (4) or more hours, as determined necessary by the 
Employer.] The Employer and an employee may mutually agree, with written notice to the local 
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unit representative, to other innovative work schedules that excuse the Employer from overtime 
pay requirements under this article. 

 
7.1.1 Innovative Work Schedules. From time to time the employee, the 

Employer and the Union may mutually agree to other innovative work schedules that excuse the 
Employer from overtime pay requirements under this article. Employees are not required to work 
innovative schedules unless hired for such schedule. Written notice of such innovative work 
schedules will be provided by the Employer to the Union. (At a minimum, innovative schedules 
that may be used by the Employer and employees for ten (10), twelve (12), and sixteen (16) hour 
shifts are attached to this Agreement in Appendix E.) 

 
7.2 Work Period. The normal work period shall consist of forty (40) hours of work 

within a seven (7) day period; or for those employees assigned to an “8-80” system, eight (8) 
hours in a work day or eighty (80) hours within a fourteen (14) day period. 

 
7.3 Overtime. Overtime shall be compensated for at the rate of one and one-half 

(1½) times the normal rate of pay for all time worked beyond the normal work period. 
Employees shall not be required to take compensatory time in lieu of overtime pay. It is 
understood that no employee can work overtime unless it has been authorized in advance by the 
appropriate Supervisor or Manager. (Under this Agreement the “regular rate of pay” is the 
statutorily-required overtime pay calculation during the appropriate work period, and the 
“normal rate of pay” is the employee’s hourly wage at the appropriate step increment level plus 
applicable shift differential rate of pay.) All time worked in excess of forty (40) hours during any 
one (1) week shall considered overtime, unless the employee is assigned to work eighty (80) 
hours during a two (2) week period, in which case all time worked in excess of eight (8) hours 
during any one (1) day or in excess of eighty (80) hours during the two (2) week period shall be 
considered overtime. All overtime must be properly authorized by the Employer. 

 
7.3.1 Mandatory Overtime. The Employer shall seek to avoid mandatorily 

assigning overtime exceeding two (2) hours at the end of the employee’s shift, except in cases of 
emergency identified by the Employer. When assigning overtime, except for an emergency 
situation determined by the Employer, the Employer will first consider volunteers that it deems 
qualified. 

 
7.3.2 Double-time Pay. Employees working more than twelve (12) 

nonconsecutive hours within a twenty-four (24) hour period, or in excess of twelve (12) 
consecutive hours, shall be paid at the rate of two (2) times the normal rate of pay for all hours 
worked in excess of twelve (12) nonconsecutive hours within the twenty-four (24) hour period or 
twelve (12) consecutive hours of work. For purposes of calculating any premium pay to be paid 
pursuant to the twenty-four (24) hour period provision of this paragraph, the twenty-four (24) 
hour period shall begin at the start of the employee’s regularly scheduled shift and continue for 
twenty-four (24) consecutive hours thereafter. [This Section shall not apply to employees who 
have mutually agreed to work a regular twelve (12) hour schedule. However, such employees 
shall receive double-time (2x) for consecutive hours worked over fourteen (14).] 

 
7.3.3 No Pyramiding. There shall be no pyramiding or duplication of overtime 

and other premium pay. When an employee is eligible for both time and one-half (1.5x) or 
double time (2x), the employee will receive the highest pay rate. 
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7.4 Rest Period Between Shifts. Except in emergencies or by mutual agreement, 
employee shall have an unbroken rest period of twelve (12) hours between shifts, except for 
employees who regularly work twelve (12) hour shifts by mutual agreement. In such situations 
when in the opinion of the Employer the employee is not fit for duty the Employer may, or upon 
an employee’s request the Employer shall use reasonable efforts to, excuse the employee from 
the next scheduled shift contiguous with this rest period. Any time worked without twelve (12) 
hours’ rest between shifts (or ten (10) hours’ rest between shifts for twelve (12) hour shift 
employees), excluding overtime, shall be paid at one and one-half (1½) times the normal rate. 
This provision does not apply to those employees who are on standby. (It is understood that if an 
employee works either the immediate night shift before or the night shift on a day in which a 
mandatory meeting is scheduled during the day shift, the Employer shall excuse the employee 
from attendance at such meeting so long as the employee reviews meeting minutes made 
available by the Employer and discusses the subject matter with the employee’s supervisor as 
appropriate.) 

 
7.5 Daily Rest Breaks. Employees shall receive a paid fifteen (15) minute rest 

period in each four (4) hour period of work. Employees will receive a thirty (30) minute unpaid 
meal period as required by WAC 296-126-092, unless waived. Employees required to work 
during the meal period or rest breaks shall be compensated for such work at the appropriate rate 
of pay. Rest breaks shall be taken when scheduled by the Department Manager. The Employer 
will comply with Federal and State law regarding this Section. 

 
7.6 Weekend Schedules. The Hospital shall schedule all regular full-time and part- 

time employees for one (1) weekend off out of a four (4) weekend cycle. (Unless mutually 
agreed otherwise, the weekend shall be defined as Friday and Saturday nights for night shift 
employees.) 

 
7.6.1 Weekend Premium. The Hospital shall schedule all regular full-time and 

part-time employees for one (1) weekend off out of a four (4) weekend cycle. Any employee 
who works on a weekend between 11:00 p.m. Friday night and 11:00 p.m. Sunday night shall 
receive One Dollar and Twenty-Five cents ($1.25) as a weekend premium added to the 
employee’s regular rate of pay for each hour worked on the weekend. All hours worked on the 
fourth consecutive weekend and weekends thereafter shall be compensated at the rate of one and 
one half (1½) times the normal rate of pay until a weekend off is achieved. The consecutive 
weekend premium shall not apply to employees who trade weekends for their own convenience, 
or who are hired primarily to work a weekend schedule. Employees who work weekend shifts 
on a rotational or occasional basis are entitled to the fourth consecutive weekend premium. For 
clarification (and subject to the noted exceptions), the premium would apply as follows: 

 

 an employee works an additional weekend after working three weekends in a 
row (in whole or in part); 

 an employee works an additional weekend after working two weekends in a 
row (in whole or in part) if the employee is not scheduled to work the third 
weekend (see Section 8.5, Call-in/Work on Scheduled Day Off); 

 an employee works an additional weekend (in whole or in part) on the weekend 
off between two scheduled weekends (working every weekend)( (see Section 
8.5, Call-in/Work on Scheduled Day Off). 

 
7.7 Work Schedules. Work schedules and days off shall be posted prior to the 20th 
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of the month immediately preceding the month in which the schedule becomes effective. Posted 
schedules may be amended by mutual agreement between the employee and the Department 
Manager at any time. 

 
7.8 Report Pay. Employees who report for work as scheduled (unless otherwise 

notified by the Employer within two (2) hours of their scheduled shift time) and are released 
from duty by the Employer because of low workload shall receive a minimum of four (4) hours’ 
work or four (4) hours’ pay at the straight time rate of pay. Any advance notice to release 
employees from duty, of two (2) or more hours shall excuse the Employer from this four (4) hour 
minimum work or pay requirement. It shall be the responsibility of each employee to notify the 
Employer of the employee’s current address and telephone number. Failure to do so shall excuse 
the Employer from these minimum pay requirements. 

 
7.9 Promotion/Transfer Review Period. An employee shall be placed in 

promotion/transfer review period status for the first ninety (90) days [or five hundred and twenty 
(520) hours, whichever is greater] after promotion (higher wage job classification) or transfer 
(different job classification) to a different position. If the Employer determines during this 
promotion/transfer review period that the employee is not performing satisfactorily, the employer 
may elect to return the employee to the previously held position prior to the transfer or 
promotion or to another available position for which the employee is qualified. (Other 
disciplinary provisions of this Agreement still apply to such an employee regardless of whether 
the employee is returned to the previous position.) 

 
7.10 Part-Time Employee Supplemental Hours. Any part-time employee who is 

interested in working extra hours above his/her designated full-time equivalent (FTE) status in 
his/her Department for the coming month may submit such notice in writing to his/her 
Department Manager by the tenth (10th) day of the preceding month. When preparing the 
monthly schedule, the Department Manager will review the written requests submitted. Such 
part-time employees who are available and who the Employer determines have the necessary 
skills will be given priority for supplemental shifts. (It is understood, however, that other 
scheduling concerns deemed necessary by the Manager may also be considered, possibly leading 
to a different final decision.) (This Section does not limit the Employer from scheduling an 
employee above his/her designated FTE status at any time if the employee agrees to work the 
additional hours.) 

 
7.11 Employee- Initiated FTE reduction. When an employee initiates a request to 

reduce their full-time equivalent (FTE) level, and the request is approved by the Department 
Manager/Director, the Hospital is not required to post this newly-created position. The Hospital 
is required to post any additional hours (FTE), if approved and deemed necessary that are left 
over as a result of a reduction request. Requests for reductions in FTE must be in writing and 
will be considered on a first-come, first-serve basis. 

 
For example, a full-time employee requests a reduction to a .6 FTE. If the Director or 

Manager approves this request, and determines a need to retain the full FTE (1.0), the Hospital 
will then post the remaining .4 FTE according to the job posting guidelines for each Collective 
Bargaining Agreement. The Director or Manager will have the option of not replacing the 
remaining .4 FTE or replacing only a portion of the remaining .4 FTE as the Hospital deems 
necessary in evaluating staffing needs for the organization. If it is deemed necessary to replace 
only a portion of the remaining .4 FTE, the Hospital will post that portion according to the job 
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posting guidelines for each Collective Bargaining Agreement. 
 

ARTICLE 8 

CLASSIFICATIONS AND RATES OF PAY 

8.1 Wage Schedule. Employees covered by this Agreement shall be paid no less than the 
wages set forth in Appendix B attached hereto and made a part of this Agreement. Criteria for 
progression in pay classes are set forth in job descriptions, which are available from Human 
Resources. Employees who believe they meet criteria for progression may make a written 
request for review to their supervisor. 

 
The parties agree to reopen this article on October 1, 2022 for the purpose of bargaining wages 
and benefits, with a guarantee of at least an across-the-board wage increase of 0.5%, to be 
effective with the first full pay period after December 1, 2022. 

 
 

8.1.1 Wage & Benefit Changes. Any changes in wages or benefits to be 
implemented under this Agreement shall be implemented on the first day of the first payroll 
period after the date noted. 

 
8.1.2 Promotions/Transfers. If an Employee accepts a promotion or transfer to 

a job classification with the same or higher wage range, in no case will they be required to take 
a reduction in salary. 

 
 

8.1.3 Equity Review. If an employee believes she/he was not placed on the 
scale at the appropriate wage rate when hired the employee will be given thirty (30) days from 
ratification to provide the employer with the documentation that may change the rate as 
referenced in the above article. 

 
Human Resources will respond to the requests within sixty (60) days, provided that this period 
will be increased by five (5) days for each request in excess of ten (10). If the employee is 
dissatisfied with the response of Human Resources the employee may appeal the decision within 
ten (10) days to a committee comprised of two (2) members appointed by the Union and two (2) 
representatives appointed by the Employer. The committee shall issue a decision within sixty 
(60) days, plus five (5) additional days for each appealed decision in excess of ten (10). The 
decision of Human Resources may be overturned by a majority vote of the committee. If the 
decision of Human Resources is reversed the committee shall determine the step on the scale on 
which the employee shall be placed. The decision of the committee shall be final and is not 
subject to the grievance procedure. 

 
8.2 Allowance for Experience. At the Employer’s discretion, an employee hired 

during the term of this Agreement shall be placed in the wage schedule (Appendix B) in 
accordance with the following plan: 

 
8.2.1 Two (2) Years of Service. Employees with two (2) or more years of 

service shall be employed at not less than the first (1st) increment level. 
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8.2.2 Four (4) Years of Service. Employees with four (4) or more years of 
service shall be employed at not less than the second (2nd) increment level. 

8.2.3 Six (6) Years of Service.  Employees with six (6) or more years of service 
shall be employed at not less than the third (3rd) increment level. 

8.2.4 Eight (8) Years of Service. Employees with eight (8) or more years of 
service shall be employed at not less than the fourth (4th) increment level. 

8.2.5 Ten (10) Years of Service. Employees with ten (10) or more years of 
service shall be employed at not less than the fifth (5th) increment level. 

8.2.6 Twelve (12) Years of Service. Employees with twelve (12) or more years 
of service shall be employed at not less than the sixth (6th) increment level. 

8.2.7 Fourteen (14) Years of Service. Employees with fourteen (14) or more 
years of service shall be employed at not less than the seventh (7th) increment level. 

8.2.8 Sixteen (16) Years of Service. Employees with sixteen (16) or more 
years of service shall be employed at not less than the eighth (8th) increment level. 

8.2.9 Eighteen (18) Years of Service. Employees with eighteen (18) or more 
years of service shall be employed at not less than the ninth (9th) increment level. 

8.2.10 Twenty (20) Years of Service. Employees with twenty (20) or more 
years of service shall be employed at not less than the tenth (10th) increment level. 

“Years of service” shall be defined as hospital or other work-related experience deemed 
comparable by the Employer, in the same job in the Employer’s judgment the new employee is 
assuming at WhidbeyHealth. 

 
8.3 Shift Differential. Employees working evening duty (3-11 p.m. shift) shall 

receive One Dollar and Sixty-Five Cents ($1.65) per hour in excess of the normal hourly wage 
rate specified in this Agreement. Employees working a shift where the majority of hours occur 
after 3:00 p.m. shall receive shift differential for the entire shift. Employees working night duty 
(11 p.m. - 7 a.m. shift) shall receive Two Dollars and Fifteen cents ($2.15) per hour in excess of 
the salary specified in this Article. Employees working a shift where a majority of hours occur 
after 11:00 p.m. shall receive shift differential for the entire shift. 

 
8.3.1 While an employee is assigned to a twelve (12) hour shift, the employee 

shall receive shift differential for the actual hours worked during the evening and night shift, as 
appropriate, instead of the majority of hours standard of Section 8.3. 

 
8.4 Standby. Employees placed on standby status shall be compensated at the rate of 

Two Dollars and Seventy-Five Cents ($2.75) per hour of standby duty. Standby duty shall not be 
counted as hours worked for purposes of computing overtime or eligibility for service increments 
or fringe benefits. To the extent possible, weekend and holiday standby assignments shall be 
equally shared unless other arrangements are made by mutual consent. 
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8.5 Call-Back. If an employee is called back to work after completion of the 
employee’s regular work day, the employee shall be paid for all call-back hours worked at one 
and one-half (1½) times the normal rate, with a minimum guarantee of three (3) hours. (If such 
employee was on standby status off the Employer’s premises, the employee shall receive the 
scheduled standby pay in addition to call-back pay earned.) 

8.5.1 Call Back on Standby for Telephone Calls. An employee who is 
receiving standby pay for the purpose of being available to respond to telephone calls, and who 
can respond to the telephone call without need to return to the Hospital, will receive call back 
pay at time and one half for the greater of the time required to complete the telephone call and 
any required follow up, or one half hour. The call in pay for telephone coverage shall be 
applicable for each subsequent telephone call falling outside of the applicable half hour of paid 
time, to a maximum of eight (8) hours pay per day. 

8.6 Call-In/Work On Scheduled Day Off. If a regularly scheduled full-time or part- 
time employee is called in to work on the employee’s scheduled day off, the employee shall be 
paid for all hours worked at one and one-half (1½) times the normal rate for all such call-in hours 
worked, with a minimum guarantee of two (2) hours. [Under this Agreement, call-in is defined 
as previously unscheduled work for an employee who is called in by the Employer within 
twenty-four (24) hours of the start of the needed work period.]  If such employee was on standby 
status off the Employer’s premises, the employee shall receive the scheduled standby pay in 
addition to call-in pay earned for hours worked. 

 
8.7 Standby Recall. The Employer reserves the right to place employees on standby 

status during the regularly scheduled shift, rather than having the employee come into work. If 
then recalled from standby, the employee will be paid at the normal rate for actual hours worked 
and shall receive the scheduled standby pay. 

 
8.8 Employee Compensation in Lieu of Benefits. At time of hire and annually 

thereafter during open enrollment to be effective beginning the first pay period in January, part- 
time employees (excluding reserve employees) will be permitted an election to choose to receive 
fringe benefits on a pro rata basis or be paid an hourly differential in lieu of fringe benefits equal 
to fifteen percent (15.0%) of the employee’s hourly wage rate (“in lieu employees”). [Part-time 
in lieu employees shall receive holiday work premium pay under Article 9, but not: paid time off 
(PTO) under Article 10, extended illness bank (EIB) leave under Article 11, funeral leave under 
Section 13.8, medical or dental insurance benefits under Section 12.1, life insurance benefits 
under Section 12.4 or Employer matching contributions to retirement plan benefits under Section 
12.6.] A part-time employee who moves to in lieu of benefits status shall be cashed out in a 
lump sum for accrued unused PTO, which will be paid on the normal payroll date for the pay 
period in which the election becomes effective. 

 
8.8.1 Return to Regular Pay Status. If an employee who opted for in lieu of 

benefits status subsequently chooses during the election period to return to regular pay status 
with fringe benefits, for the purposes of accruing paid time off, the employee shall start to accrue 
paid time off as of the beginning of the first pay period in the January following the change in 
election according to completed calendar years of service under Section 10.1 of this Agreement. 
If an employee makes a legally-permitted election for healthcare coverage to be effective other 
than pursuant to the annual election, pay in lieu of benefits status will terminate as of the pay 
period in which healthcare coverage begins. In each case, the starting balance for paid time off 
shall be zero (0) hours. It is understood when an employee transfers from normal compensation 
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to in lieu of benefits status, that employee shall be paid a lump sum (less withholding) equal to 
the amount of paid time off hours accrued (and unused) at the time of transfer. 

 
8.9 Mandatory Attendance. If an employee is required by the Employer to attend a 

Hospital activity (such as training) during the employee’s nonscheduled time, which is not 
contiguous to the employee’s scheduled shift, the employee will be compensated for actual time 
in attendance at the activity, but no less than two (2) hours. 

 
8.10 Temporary Assignment to a Supervisory/Lead Position. If the Employer 

makes written assignment of an employee to temporary supervisor or lead employee status, the 
employee shall be compensated at the rate of One Dollar and Fifty Cents ($1.50) over his/her 
normal rate of pay for all hours worked in that designated assignment to the higher position. 

 
8.11 Special Certification Premium. Employees who obtain advanced national 

certification/registry in their field, as approved by the Employer (See, Appendix C), shall receive 
a special certification premium of Fifty Cents ($.50) per hour for all hours worked. Appendix C 
lists the current special certifications by job class eligible for certification premium. [Only two 
(2) certification may be paid per job classification.] 

 
8.11.1 Additional special certifications may be added to the approved listing in 

Appendix “C”, as determined by the Employer. 
 

8.11.2 It is understood, however, that for Hospital positions that require 
certification as a pre-requisite to hire, no certification premium will be paid. 

 
ARTICLE 9 

 
HOLIDAY WORK PREMIUM PAY 

 

9.1 Recognized Holidays. New Year’s Day (January 1), Memorial Day (Last 
Monday in May), Independence Day (July 4), Labor Day (First Monday in September), 
Thanksgiving (Fourth Thursday in November), Christmas Eve Day (December 24) and 
Christmas Day (December 25) shall be observed as holidays for purposes of holiday work 
premium pay and rotation of holidays. All holidays, except Christmas Eve, shall be defined as 
all hours between 2300 the day before the holiday and 2300 the day of the holiday. Christmas 
Eve is limited and shall be defined as all hours between 1500 and 2300. 

 
9.2 Worked Holiday. Any regular employee required to work on a holiday listed in 

Section 9.1 shall be paid at one and one-half (1½) times the normal rate of pay for all hours 
worked as holiday work premium pay during the holiday period designated by the Employer. 

 
9.3 Rotation. The Employer shall use its best efforts to rotate holiday work among 

both full-time and part-time regular employees in an equitable manner. Volunteers will be sought 
first and any vacant shifts will be filled by equitable rotation starting with the least senior 
employees. No employee shall be involuntarily assigned the same holiday more than two (2) 
consecutive years unless mutually agreed. 

 
9.4 Designation of Holidays. The Employer shall be responsible for determining 

when holidays shall be observed, including day, evening and night shifts. The Employer shall 
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designate a holiday for a shift when the majority of the hours of the shift fall on an observed 
holiday under this Agreement. 

 
9.5 Department Closure on Holiday- If a department closes on a holiday, an employee 

may have the option to request additional hours or shifts during that holiday week in order to 
maintain their FTE status. Any such requests shall be granted based on departmental/business 
need and availability, as determined solely by the Employer. 

ARTICLE 10 

PAID TIME OFF (PTO) 

10. Paid Time Off Program. The Paid Time Off (PTO) program provides eligible 
employees with appropriate compensation during holidays, vacation time, and periods of 
treatment of illness for the employee, employee’s spouse or domestic partner (per Section 2.6, 
Domestic Partner), parent, parent-in-law, grandparent, or a dependent child, pursuant to the 
requirements of this Article and subject to related Employer policies. The purpose is to allow 
each eligible employee to utilize PTO as the employee determines best fits the employee’s 
personal needs or desires. (Article 10, Paid Time Off (PTO), shall not apply to in lieu 
employees.) 

 
10.1 Amount of PTO. After completing ninety (90) calendar days of employment, an 

employee shall be eligible to receive PTO benefits accrued according to the following schedule: 
 

PTO Accrual Levels 
Years of Service Maximum Hours & Days [Hourly Rate] 
One through Three Years 200 (25 working days) [.0963] 
Four through Five Years 240 (30 working days) [.1155] 
Six through Seven Years 248 (31 working days) [.1193] 
Eight through Nine Years 256 (32 working days) [.1232] 
Ten through Fourteen Years 280 (35 working days) [.1347] 
Fifteen through Nineteen Years 304 (38 working days) [.1462] 
Twenty through Twenty-Four Years 320 (40 working days) [.1538] 
Twenty-Five through Twenty-Six Years 328 (41 working days) [.1577] 
Twenty-Seven or more Years 336 (42 working days) [.1615] 

 
Employees may use PTO benefits to the extent accrued in increments of not less than one quarter 
(0.25) normally scheduled work hour. In all cases, PTO shall only be payable for regularly 
scheduled days of work. 

 
10.2 PTO/UTO Scheduling. The Employer shall retain the right to determine policies 

of scheduling PTO/UTO. Employees shall present written requests on a form for PTO/UTO (or 
leave without pay for in lieu employees) by the tenth (10th) of each month with approval granted 
by the twentieth (20th) of the same month. Requests for scheduling PTO/UTO can be submitted 
for the upcoming twelve (12) month period. Updated vacation schedules will be posted (in hard 
copy or online format) on the twentieth (20th) of the month reflecting the upcoming twelve (12) 
month period. (See, Section 10.2.1 for PTO use due to unanticipated medical reasons.) In the 
case of conflicting requests by employees for PTO or limitations imposed by the Employer on 
PTO requests, seniority shall prevail in assigning PTO provided the skills, abilities, experience, 
competence and qualifications of the employees affected are not significant factors as determined 
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by the Employer. PTO requested during Thanksgiving, Christmas or New Year’s holiday 
periods shall be assigned on a rotational basis provided that Thanksgiving, Christmas Day or 
New Year’s Day is worked by the employee. Approved PTO shall not be affected by later 
requests unless mutually agreeable. During each year, an in lieu employee may request LWOP 
equal in length to the amount of vacation the employee would have accrued but for the election 
of in lieu pay. 

 
10.2.1 PTO Use For Unanticipated Medical Reasons. Any payments of PTO 

due to unanticipated medical reasons (i.e., sickness, injury or emergency medical treatments) 
shall be subject to immediate notification of absence, which shall be given by the employee to 
the Employer as soon as possible on the first day of absence. The Employer reserves the right to 
require reasonable written proof of medical condition (such as nurse practitioner or other health 
care provider statements). However, the Employer may require a medical doctor’s statement 
regarding such medical condition or fitness for duty when it deems necessary. 

 
10.3 PTO Pay. PTO pay shall be the amount which the employee would have earned 

had the employee worked during that period at the employee’s normal rate of pay. Except for 
scheduled and approved leave pursuant to Section 13.7, Personal Leave, before an employee can 
be granted unpaid time off (UTO) an employee must have used the balance of the employee’s 
accrued PTO. 

 
10.4 Payment Upon Termination. After completion of one (1) year’s employment, 

an employee shall be paid upon termination of employment (or conversion to per diem or in lieu 
status) for any PTO credits earned but not used, unless the employee fails to provide the 
Employer with the required twenty-one (21) days’ prior written notice of intended resignation or 
the employee has been discharged for cause. At the Employer’s discretion, exceptions may be 
made for documented medical reasons. 

 
10.5 PTO Accumulation. PTO credits may be accumulated and carried over from one 

(1) year of employment to another up to a maximum of five hundred (500) hours. Hours over 
five hundred (500) shall be forfeited, except under unusual circumstances and when approved by 
the Employer in writing. PTO denied by the Employer due to inadequate staffing coverage will 
be deemed as one such type of unusual circumstance and may be carried over to the next year. 
An employee shall not lose accrued PTO without receiving prior written notification from the 
Employer and a reasonable opportunity to take the PTO. 

 
10.6 Annual PTO Cashout. In a calendar year, an employee may give notice to the 

Employer to elect to cash out up to eighty (80) hours of the employee’s accrued but unused bank 
of PTO hours. This amount of cashout must be pre-determined by the employee at the time of 
election, the specific pay period when cashout payment is requested must be identified, and at 
both the time of cashout notice and cashout payment the employee must have at least one 
hundred and sixty (160) hours of accrued and unused PTO in the employee’s bank of PTO hours, 
or PTO cashout will not be permitted. Employees who have four hundred (400) or more accrued 
and unused PTO hours will be allowed to cash out up to two hundred and forty (240) hours of 
accrued, but unused, PTO hours; provided that one (1) consecutive week of vacation has been 
taken in the last twelve (12) months. 

 
10.7 Holidays and PTO Cashout. So long as the Employer has advance written 

notice prior to the pay period in which a holiday falls, an employee who works a holiday under 
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Section 9.2 may cash out accrued, but unused, PTO hours in an amount up to the employee’s 
regularly scheduled hours for that holiday. 

 
10.8 PTO Donation Program: It is agreed that the following guidelines for the 

possible donation of Paid Time Off (PTO) hours will apply to all employees in the 
Service/Support unit: 

 
10.8.1 Employee receiving the donation must have exhausted all PTO/EIB hours. 

 

10.8.2 Financial hardship is determined by using IRS guidelines for “Medical 
Hardship”. 

 

10.8.3 The Hospital’s Retirement Committee determines on a case-by-case basis 
whether it is a Medical Hardship as defined by IRS guidelines. 

 
10.8.4 An employee donating hours must have one hundred and sixty (160) hours 

in his/her PTO bank prior to donation. 
 

10.8.5 A minimum of eight (8) hours must be donated. A maximum of forty (40) 
hours can be donated. 

 
10.8.6 Donated hours will be converted based on receiving employee’s base rate 

of pay, and hours donated will not count toward accrual of new PTO/EIB for the employee 
receiving the donation. 

 
10.8.7 PTO hours may be donated. EIB may not be donated. 

 
10.8.8 Requests for consideration must be provided to administration in writing 

and will be responded to by no later than seven (7) days. 
 

10.8.9 Once the donation is made, hours cannot be given back to the employee 
donating hours, even if the employee receiving the donation comes back to work early and as a 
result has an excess of hours. 

 
10.8.10 In addition, the Hospital reserves the right to alter or add to the 

guidelines outlined above at any time. The Hospital agrees to consult (not negotiate) with United 
Food & Commercial Workers Union, Local 21, on any anticipated changes to these guidelines 
prior to implementation. 

 
ARTICLE 11 

 
EXTENDED ILLNESS BANK (EIB) TIME 

 

11. Extended Illness Bank (EIB) Program. The Extended Illness Bank (EIB) program 
provides all eligible employees with compensation for illness and/or injury, as required by this 
Agreement and subject to related Employer policies. (Article 11, Extended Illness Bank, shall 
not apply to in lieu employees.) In all cases, EIB shall only be payable for regularly scheduled 
days of work. 
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11.1 EIB Accumulation. Upon completion of the probationary period, an employee 
shall accumulate paid EIB benefits at the rate of one-half (1/2) day [four (4) hours] for each 
month of continuous employment. There shall be no maximum accumulation cap or related cash 
payout. 

 
11.2 EIB Notification. EIB payments for time off due to unanticipated medical 

reasons (i.e., sudden sickness, injury or emergency medical treatments) shall be subject to 
immediate notification of absence and expected duration. In such situations, this notice shall be 
given to the Employer as soon as possible on the first day of absence, and shall be updated by the 
employee as the employee’s condition changes. This notice shall include the reason for the 
absence, as well as the expected length of the absence. [Personnel Action Request (PAR) forms 
will be utilized.] In addition, Section 10.2, PTO/UTO Scheduling, also applies to use of EIB 
where it can be planned and scheduled in advance. 

 
11.3 EIB Proof of Medical Condition. The Employer reserves the right to require 

reasonable written proof of medical condition (such as nurse practitioner or other health care 
provider statements). However, the Employer may require a medical doctor’s statement 
regarding such medical condition or fitness for duty when it deems necessary. 

 
11.4 Use of EIB. EIB benefits shall be paid at the employee’s normal rate of pay for 

regularly scheduled work hours lost due to an illness or injury which has actually incapacitated 
the employee from work and prevented the employee from performing normal duties, including 
actual inability to work due to pregnancy, miscarriage, abortion, childbirth (but excluding 
nonmedical child care and breast feeding) and leave necessary for: (1) the care of a child under 
the age of eighteen (18) with a health condition requiring treatment or supervision; (2) the care of 
a child eighteen (18) years or older who is incapable of self-care because of a mental or physical 
disability; or (3) the care of a spouse or domestic partner (per Section 2.6, Domestic Partner), 
parent, parent-in-law, or grandparent of the employee who has a serious health condition or an 
emergency condition (as defined in the Washington Family Care Leave Act), only after twenty- 
four (24) consecutive work hours are lost from the employee’s regular work schedule, or twenty- 
four (24) work hours are lost from the employee’s regular work schedule due to the same episode 
of illness or injury from which the employee has returned to work but is unable to complete two 
(2) full consecutive scheduled shifts for that employee starting with the first day back. (The 
Employer may require reasonable written proof, including a medical doctor’s statement, at the 
Employer’s discretion.) EIB shall be accessed immediately when the employee’s absence is 
required for hospitalization due to an emergency or ongoing, chronic health condition, or for out- 
patient surgery in the same circumstances for: (1) the employee or the employee’s child under 
the age of eighteen (18) years with a health condition requiring treatment or supervision; (2) the 
care of a child eighteen (18) years or older who is incapable of self-care because of a mental or 
physical disability; or (3) the care of a spouse, parent, parent-in-law, or grandparent of the 
employee who has a serious health condition or an emergency condition (as defined in the 
Washington Family Care Leave Act). In all cases, EIB shall only be payable for regularly 
scheduled days of work. 

 
11.5 Worker’s Compensation. In any case in which an employee shall be entitled to 

benefits or payments under the Industrial Insurance Act or similar legislation, the Employer shall 
pay only the difference between the benefits and payments received under such Act by such 
employee and the employee’s regular EIB benefits otherwise payable. [In this respect, when an 
employee’s absence for a worker’s compensation leave has exceeded three (3) months and the 
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employee then makes written request to the Employer, the initial three (3) days of such absence 
that were either leave without pay (LWOP) or paid time off (PTO) hours shall be retroactively 
converted to use of available EIB benefit hours, and the pay and records shall be modified as 
appropriate.] 

 
11.6 PTO/EIB Conversion. In the event of serious illness or injury while an 

employee is on a regularly scheduled vacation under PTO, the employee may request conversion 
of PTO actually used to the Employee’s EIB. To be eligible for this status, the illness or injury 
must have lasted over seventy-two (72) hours, must have been debilitating in nature, and must 
have required hospitalization and/or treatment by a physician. An employee requesting such a 
leave exchange must submit a Personnel Action Request (PAR) form within five (5) calendar 
days of returning to work from vacation to the Department Head, along with a written 
verification from the treating physician and a release permitting the physician to discuss the 
matter with Hospital management. If recommended by the Department Head, the Administrator 
shall consider the leave conversion request. 

 
ARTICLE 12 

INSURANCE BENEFITS 

12.1 Health and Dental Insurance. The level of benefits of the Employer’s group 
medical and dental insurance plan in effect on the effective date of this Agreement, as those 
benefits relate to eligible regular employees, shall not be reduced during the term of this 
Agreement without consultation (not negotiations) with the Union. The Employer shall pay the 
full premium cost of covering all eligible employees regularly scheduled to work twenty (20) 
hours per week or more (.5 FTE status or more) for the least costly health insurance plan offered 
by Employer. As for other eligible part-time employees, the Employer shall pay one-half (1/2) 
the full-time employee rate under the least costly health insurance plan offered by Employer and 
the employee shall pay the other one-half (1/2) through payroll deduction. All dependant 
coverage costs shall be borne by the employee, which shall also include “qualified domestic 
partners”, subject to plan eligibility rules. The Employer shall not contribute to the payment of 
employees’ premiums on a less favorable basis than it does for other bargaining unit employees. 
Participation in the Employer’s group insurance program shall be subject to specific plan 
eligibility requirements. This Section 12.1 does not apply to in lieu employees. 

 
12.2 Worker’s Compensation. All employees covered by this Agreement shall be 

afforded disability coverage equal to that provided by the Industrial Insurance Act of the State of 
Washington. 

 
12.2.1 Blood Borne Pathogens. In the event of a bodily fluid exposure at the 

Hospital, the Employer shall assume responsibility for the cost of testing/screening (i.e., 
HIV/Hepatitis) at the Hospital (or a Hospital-approved referral laboratory) that it determines are 
required by OSHA guidelines. 

 
12.3 Medical Tests. At the time of employment, the Employer shall arrange for 

employees to take a TB skin test at no cost to the employees. In the event of a positive reaction 
to this test, the Employer will arrange for a chest X-ray, and annually thereafter when required, 
at no cost to the employee. Said tests and X-rays shall be performed at the Employer’s Hospital 
unless they can be performed elsewhere at no cost to the Employer. Employees shall be entitled 
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to a CBC (blood examination) and urinalysis annually without cost at the Employer’s Hospital, 
upon order of a physician.  The Employer may require other tests at its discretion. 

 
12.4 Life Insurance. The Employer shall continue the life insurance plan in effect on 

the effective date of this Agreement, as that plan relates to eligible regular employees, and shall 
pay the premium for all regular full-time employees and for all eligible part-time employees 
under current or future plan terms. (This Section does not apply to in lieu employees.) 

 
12.5 Unemployment Insurance. All employees covered by this Agreement shall be 

provided coverage under the Washington State Unemployment Compensation Act. 
 

12.6 Retirement Plan. The level of benefits and contributions under the Employer’s 
Retirement Plan in effect on the effective date of this Agreement, as those benefits and 
contributions relate to eligible bargaining unit employees, shall not be reduced during the term of 
this Agreement. (This Section does not apply to in lieu employees.) 

 
12.7 Long Term Disability (LTD) Insurance. The level of benefits and contributions 

under the Employer’s Long Term Disability (LTD) Insurance Plan in effect on the effective date 
of this Agreement, as those benefits and contributions relate to eligible bargaining unit 
employees, shall not be reduced during the term of this Agreement without consultation (not 
negotiations) with the Union. (This Section does not apply to in lieu employees.) 

 
ARTICLE 13 

LEAVES OF ABSENCE 

13.1 Requests. All leaves of absence without pay are to be requested from the 
Employer in writing as far in advance as possible, stating the reason for the leave and the amount 
of time requested. A written reply granting or denying the request shall be given by the 
Employer as soon as possible and no later than thirty (30) days. 

 
13.2 Family & Medical Leave. An eligible employee shall be entitled to use unpaid 

leave under the procedures of this Section. An eligible employee is one who has been employed 
by the Employer for at least twelve (12) months, and during the previous twelve (12) month 
period worked at least one thousand two hundred and fifty (1250) hours for the Employer. 

 
13.2.1 Leave may be taken for up to twelve (12) workweeks during a twelve (12) 

month period (measured forward from the date the employee first takes family and medical leave 
under this Section) to care for (1) the employee’s newborn child, newly adopted child, or newly 
placed foster child; (2) the employee’s spouse or domestic partner (per Section 2.6, Domestic 
Partner), child or parent with a serious health condition; or (3) the employee’s own serious health 
condition that leaves the employee unable to perform the essential functions of the job. (A 
serious health condition is one that requires inpatient care or continuing medical treatment.) 
Such leave is in addition to any maternity disability leave that may be required for the actual 
period of disability associated with pregnancy or childbirth. 

 
13.2.2 An employee must give thirty (30) days’ advance notice of the need for 

such leave, unless circumstances do not permit this and then notice must be as soon as possible. 
Prior to approving a request for a leave for a serious health condition, the Employer may require 
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certification from a health care provider of the need for and probable duration of leave, with such 
certification provided to the Employer within fifteen (15) days of notice for such. Should it deem 
necessary, the Employer may (at its expense) obtain an opinion from a second (2nd) health care 
provider of the Employer’s choosing, or third (3rd) health care provider chosen jointly by the 
employee and the Employer should there be a continuing disagreement on the need for such 
leave. 

 
13.2.3 If leave under this Section is required for planned medical treatment, the 

employee must make a reasonable effort to schedule treatment so as not to unduly disrupt 
Employer operations. Approved leave may be granted for up to the twelve (12) weeks, as 
needed, or may when medically necessary be used on an intermittent basis or on a reduced 
workweek schedule. In such instances, however, and subject to Section 13.2.2, the employee 
must provide additional medical certification from a qualified health care provider that 
establishes that such accommodation is medically necessary, and the period of time for which 
this is required. The Employer may transfer the employee temporarily to an available alternative 
position with equivalent pay and benefits. 

 
13.2.4 If an employee takes leave to care for the employee’s newborn or adopted 

child, the employee may (or the Employer may require the employee to) use available accrued 
paid time off (PTO) hours while on family and medical leave. If the employee takes leave to 
care for him or herself or a sick child with a serious illness, the employee may (or the Employer 
may require the employee to) use accrued and unused paid time off (PTO) and extended illness 
bank (EIB) hours while on family and medical leave. 

 
13.2.5 For the duration of an approved leave under this Section, the Employer 

will continue the employee’s existing health insurance (medical and dental) and life insurance 
under the same conditions as would have been provided to the employee if the employee were 
not on such leave. (If an employee does not return to work from such leave, the employee must 
reimburse the Employer for all premiums paid for the employee during such leave.) Seniority 
shall not be lost while on such leave, but neither seniority nor other benefits shall accrue (e.g., 
PTO/EIB) during such leave. While an employee is on family and medical leave, the Employer 
may require the employee to report to the employee’s Manager on a monthly basis, regarding the 
employee’s status and intention to return to work. 

 
13.2.6 On completion of such leave, the employee will be assigned to the same 

position, or a position with equivalent pay, FTE status and shift, unless the Employer has other 
independent reasons that prevent such reassignment (e.g., reorganization, discharge for cause, or 
reduction in workforce, shifts or hours). 

 
13.2.7 FMLA & the Military. 

 
(A) FMLA & Family Member Active Duty Exigency. An eligible employee 

is entitled to up to twelve (12) weeks of unpaid leave during any twelve (12) month period 
because of any qualifying exigency as defined by the Department of Labor arising out of the fact 
that the spouse or domestic partner (per Section 2.6, Domestic Partner), son, daughter or parent 
of the nurse is on active duty in the Armed Forces in support of a contingency operation. 

 
(B) FMLA Leave to Care for an Injured Service Member. An eligible 

employee is entitled to twenty-six (26) weeks of unpaid leave in a twelve (12) month period to 
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care for a spouse or domestic partner (per Section 2.6, Domestic Partner), son, daughter, parent 
or next of kin (nearest blood relative) with a serious injury or illness when the injury or illness is 
incurred by an active duty member of the military while in the line of duty. A covered service 
member is a member of the Armed Forces, including a member of the National Guard or 
Reserves, who is undergoing medical treatment, recuperation or therapy, is otherwise in 
outpatient status, or is otherwise on the temporary disability retired list for a serious injury or 
illness. 

 
13.3 Active Duty/Active Training Duty Military Leave. An employee shall be 

entitled to military leave with normal pay (regular pay on regular shifts missed) not to exceed 
twenty-one (21) working days during each year, beginning October 1st and ending the following 
September 30th, in order to report for active duty, when called, or to take part in active training 
duty in such manner and at such time as they may be ordered to active duty or active training 
duty in the Washington National Guard or of the Army, Navy, Air Force, Coast Guard, or 
Marine Corps reserve of the United States or of any organized reserve or armed forces of the 
United States. 

 
13.3.1 Military Spouse/Domestic Partner Deployment Leave. Up to fifteen 

(15) business days of leave will be granted to a qualified employee [employee who averages 
twenty (20) or more hours of work per week] whose spouse or domestic partner (per Section 2.6, 
Domestic Partner) is on leave from deployment or before and up to deployment during a period 
of military conflict. Any combination of leave without pay, PTO and/or EIB may be used, at the 
employee’s discretion. The employee must provide the Hospital with notice of the employee’s 
intention to take leave within five (5) business days of receiving official notice that the 
employee’s spouse or domestic partner will be on leave or of an impending call to active duty. 

 
13.4 Washington Paid Family and Medical Leave. Employees may be eligible to 

receive Paid Family and Medical Leave (“PFML”) benefits from the Washington Employment 
Security Department (“ESD”). PFML provides between 12 to 18 weeks of partial wage 
replacement if the employee is unable to work due to his or her own serious health condition, the 
need to care for a qualified family member due to a serious health condition, to bond with a new 
child, or for certain military-related leaves. Such leave shall run concurrently with FMLA and 
shall have the same job protections as listed in Section 13.2.6, provided that the employee has 
worked for Employer for at least twelve (12) months and has worked at least 1250 hours in the 
year before the first day the employee takes leave. 

PFML is funded by premiums from employees and employers. To determine eligibility and 
receive benefits, an employee must file a claim with the ESD. 

 
 

13.5 Educational Leave. After one (1) year of continuous employment, permission 
may be granted for leave of absence without pay for job-related study, without loss of accrued 
benefits, providing such leave does not jeopardize Hospital services. 

 
13.5.1 Educational Meetings. The Hospital shall continue its existing practice 

where it may grant an employee paid leave to attend an educational meeting approved by the 
Hospital, such as a workshop, seminar and educational program. Such approval is subject to the 
Hospital’s discretion, including its determination of budget, scheduling requirements, and other 
concerns that it determines. 



DocuSign Envelope ID: 8B37F1FA-E93B-4E92-B653-3626A605F867 

WH-UFCW (Service/Support) 
Collective Bargaining Agreement 

- 22 - 

 

 

 

13.6 Health and Maternity Leave. Separate from Family & Medical Leave, as 
provided under Section 13.2 of this Agreement, upon completion of the probationary period, a 
leave without pay for up to six (6) months without loss of accrued benefits for health disability 
reasons shall be granted upon the recommendation of a physician. However, an employee who 
is disabled due to pregnancy shall be granted such leave for the term of her disability and upon 
completion of such disability shall be entitled to return to the position vacated, unless business 
necessity required the position to be filled or eliminated, in which case the employee will be 
returned to the first available position for which the employee is qualified. An employee on a 
leave of absence for any other health disability reason of ninety (90) calendar days or less shall 
be entitled to return to the position the employee vacated, unless business necessity required the 
position to be filled or eliminated, in which case the employee will be returned to the first 
available position for which the employee is qualified. Leave for health disability reasons 
exceeding the time limits set forth above, but not exceeding six (6) calendar months, entitles the 
employee to the first available position for which the employee is qualified. 

13.7 Jury Duty. Regular full-time and part-time employees who are called to serve on 
jury duty shall be compensated by the Employer for the difference between their jury duty pay 
and their normal straight time pay for the actual scheduled hours lost up to ten (10) work days 
per year. To receive approved leave, an employee must notify the Employer as soon as possible. 
Employees shall not be required to work on days of jury duty service. 

13.8 Personal Leave. All employees covered by this Agreement shall be granted three 
(3) days off per year without pay upon advance written request, provided such leave does not 
jeopardize Hospital service. 

13.9 Funeral Leave. Up to five (5) days of paid leave from regularly scheduled days 
within a seven (7) day period shall be allowed for death of an employee’s spouse or domestic 
partner (per Section 2.6, Domestic Partner) or child. Up to three (3) days of paid leave from 
regularly scheduled days within a seven (7) day period shall be allowed for death of an 
employee’s mother or mother-in-law, father or father-in-law, sister or sister-in-law, brother or 
brother-in-law, son-in-law or daughter-in-law, grandchild or grandparent. Inclusive of such 
bereavement leave, up to five (5) days of paid leave may be approved by the supervisor when 
long-distance travel is required to attend a funeral/memorial service. 

13.10 Effect of Leave. A leave of absence with pay shall not alter an employee’s 
anniversary date of employment or otherwise affect the employee’s compensation or status with 
the Employer. 

13.11 Return to Work. Except for a Family & Medical Leave (as provided in Section 
13.2) or health leave (as covered in Section 13.5), a leave of absence without pay guarantees the 
employee the opportunity to return to the employee’s former position if the leave is thirty (30) 
days or less, and first choice on the first available similar opening for which the employee is 
qualified if the leave is more than thirty (30) days; provided the employee is available to return 
to work on or before the scheduled expiration of the leave. 

 
13.12 Insurance Coverage. With the exception of employees on Family & Medical 

Leave (who are covered by the provisions of Section 13.2.5 of this Agreement), employees on 
leave may elect to maintain their coverage under the group insurance plans provided for in this 
Agreement, according to the terms and conditions established by the various insurance carriers, 
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by remitting payment for such insurance to the Employer on a regular basis as required by the 
Employer. 

 
13.13 Leave for Union Activities. Employees will be afforded an option of requesting to 

use PTO or available UTO to attend Union Executive Board meetings, officer meetings, shop 
steward meetings, annual lobbying day, Union training sessions, or Union conventions. Such 
leaves may be approved subject to unit/department and patient care needs. 

 
ARTICLE 14 

EMPLOYMENT PRACTICES 

14.1 Evaluations. The Employer shall maintain an evaluation system which provides 
for employee evaluations on a probationary, special and annual basis. Such a system shall reflect 
the expectations of the Employer and the work performance of the employee. 

 
14.2 Employee Evaluation Comments. No performance evaluation shall be placed 

into an employee’s personnel file unless the employee has read it and has had an opportunity to 
sign the evaluation and comment upon it. 

 
14.3 Personnel File Records. Upon written request of an employee, the Employer 

shall remove from the employee’s personnel file any disciplinary notice that is more than three 
(3) years old, except for discipline for serious misconduct resulting in a final warning or last 
chance agreement. In no event shall a disciplinary notice more than two (2) years old support 
further disciplinary action, provided there have been no further disciplinary actions against the 
employee of a like nature during the intervening period, except for discipline for serious 
misconduct resulting in a final warning or last chance agreement issued after ratification of this 
Agreement. 

 
14.4 Personnel File Access. Each employee shall only have access to the employee’s 

own personnel file by appointment no less than once a year in the presence of an Employer 
representative. At such time the Employer shall at the written request of an employee either 
remove and destroy reference verifications and other third-party material or make such items 
accessible to the employee. Further, if an employee believes that irrelevant or erroneous 
information is included, the employee may include a written statement in response in the file if it 
is not removed. However, an employee is not entitled to see material relating to investigation of 
a possible criminal offense or information or records compiled in preparation for an impending 
lawsuit, which would not otherwise be available under rules of pre-trial discovery for causes 
pending in superior court. 

 
14.5 Job Posting. Except for emergencies, the Employer shall post notices as to 

positions within the bargaining unit to be filled five (5) days in advance of filling the position in 
order to give present employees an opportunity to apply. Posting may be done on the Employer’s 
intranet. Job openings shall be filled on the basis of qualification as determined under standards 
established by the Employer. Current employees shall have priority over new hires, provided 
that skill, ability, experience, competence and qualification are equal in the opinion of the 
Employer. Employees who have been newly hired or awarded a posted position within the prior 
six (6) months need not be considered for a different posted position. The Employer agrees to 
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meet with the Union to discuss hiring difficulty upon request of the Union regarding job 
vacancies that remain open for longer than six (6) months. 

 
14.6 Nondiscrimination. The Employer and the Union agree to comply with all 

appropriate laws and regulations pertaining to discrimination because of race, color, religion, 
sex, sexual orientation, gender identity, gender expression, marital status, veteran’s status, 
national origin, age, disability or other legally-protected status. No employee shall be 
discriminated against or discharged for lawful union activity. 

 
14.6.1 Arbitration/Litigation Waiver. Any claim, complaint or charge that 

Section 14.6 has been violated shall be filed with the appropriate administrative agency and/or 
court of law not more than one hundred eighty (180) days after the alleged act of equal 
employment discrimination and/or six (6) months after the alleged unfair labor practice act, or 
the cause of action shall be waived. If an employee has filed a lawsuit or charged employment 
discrimination or an alleged unfair labor practice with any local, state or federal agency, then any 
related allegations as to possible violations of Section 14.6 shall not be subject to the grievance 
and arbitration procedure set forth in this Agreement. If the employee has not filed such a 
lawsuit or charge with any governmental agency, a grievance may be filed based upon alleged 
violations of Section 14.6. The parties acknowledge that the right to file such a grievance is 
granted at the request of the Union and its bargaining unit members as an accommodation by the 
Employer to help ensure a more satisfactory and timely resolution of discrimination complaints, 
and further agree that this right is offered in lieu of the right to litigate or file such complaints 
with the appropriate governmental agencies. If employees or the Union elect to file such a 
grievance rather than resort to their legal remedies under various statutes, the employees 
involved and the Union shall so indicate at the time the grievance is to be referred to arbitration 
under this Agreement by signing a written waiver forever waiving the right to file the same or 
related complaint with any governmental agency or in the form of a private lawsuit. Failure to 
sign such a waiver shall relieve the Employer of its obligation to consider the grievance further, 
making it null and void and non-arbitrable. 

 
14.7 Low Workload Staffing Reductions & Layoffs. 

 
14.7.1 Low Workload Staffing Reductions. A low workload situation is a 

cyclical, short term reduction in work hours within a Department, where Hospital Convenience 
Time is utilized, because of reduced Department workload. Where skill, ability, experience, 
competence or qualification are not overriding factors as determined by the Employer, low 
workload days shall be rotated equitably among affected employees determined by the Employer 
within a Department or work unit (with volunteers being sought and considered first, after 
temporary and reserve employees have been relieved of work first) provided, an employee 
working in overtime or premium status is not entitled to avoid low workload based on equitable 
rotation and may be released first. 

 
14.7.2 Layoffs. A layoff is a permanent or temporary staffing reduction in 

number of employees working within a Department, where the employees are removed from the 
work force, subject to recall within a twelve (12) month period. When the Employer decides to 
use a reduction-in-hours or layoff procedure within a Department, it shall serve notice on the 
Union’s Representative at least twenty-one (21) calendar days prior to the implementation of 
such personnel action. The Employer shall meet and discuss (not negotiate) the pending situation 
with the Union Representative (and one (1) additional steward as deemed necessary by the 
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Union) and explain its decision. Different staffing alternatives that may be proposed by the 
Union will be considered by the Employer when it makes its decision. Hospital Convenience 
Time is not utilized for layoffs. (A P.A.R. form shall document layoff status.) Where skill, 
ability, experience, competence or qualifications are not overriding factors as determined by the 
Employer, layoff status shall be decided by seniority under this Agreement pursuant to Section 
6.2, Seniority Use (with volunteers being sought first, then reserve and temporary employees). 
Should the Employer determine that a layoff can be fully or partially discontinued, employees 
who are in layoff status (and who have by written notice kept the Employer informed of current 
home address) shall be offered return to work in order of seniority subject to Employer 
determinations under Section 6.2, Seniority Use, and the Employer’s decision regarding its 
staffing needs. (At time of layoff, during exit interview, an employee shall inform the Employer 
in writing of current home address.) An employee in layoff status being recalled by the 
Employer pursuant to seniority shall be given such notice by the Employer by certified mail 
(postage prepaid) and shall have five (5) calendar days from date of receipt to contact the 
Employer’s Human Resource Department Head in writing to accept recall. [If such receipt does 
not occur within fifteen (15) calendar days of mailing, the Employer may proceed as if the 
employee had received the notice and declined to accept recall.] When the Employer serves such 
notice, the Human Resources Department Head (or designee) shall also make at least one (1) 
attempt to contact the employee(s) by telephone. Failure by an employee to accept recall 
concludes the employment relationship and converts the layoff status to termination from 
employment. A layoff of twelve (12) consecutive months shall also conclude the employment 
relationship, and will be designated as termination from employment. 

 
ARTICLE 15 

GRIEVANCE PROCEDURE 

15.1 Grievance Defined. A grievance is defined as an alleged breach of the terms and 
conditions of this Agreement. If any such grievance arises during the term of this Agreement, it 
shall be submitted to the following grievance procedure. Time limits set forth in the following 
steps may only be extended by mutual written consent of the parties hereto. 

 
15.2 Step I: Department Manager. The employee and/or Union Representative (or 

designee) shall first attempt to resolve the problem immediately by the Union Representative 
submitting a written grievance to the Department Manager in charge of the Department in which 
the grievance arose (with a copy to Human Resources) and in no event later than fourteen (14) 
calendar days from the date when the employee knew or should have been aware of the facts that 
constitute the grievance. The grievance shall describe specifically the facts giving rise to the 
grievance, the Sections of the contract allegedly violated, and the specific remedy requested. 
The Department Manager and Human Resources Representative shall have fourteen (14) 
calendar days to meet at Step I with the grievant and a Union Representative (or designee) to 
seek to resolve the problem. If there is no resolution, the supervisor shall issue a grievance 
decision letter at Step I within fourteen (14) calendar days of the Step I meeting. 

 
15.3 Step II: Senior Leadership Team Representative and Union Representative. 

If the matter is not resolved in Step I, the grievance shall be referred in writing to the Senior 
Leadership Team Member with responsibility for the Department in which the grievance arose, 
with a copy to Human Resources, within fourteen (14) calendar days from the date of the Step I 
grievance decision letter. The written grievance shall describe the problem, the date it occurred, 
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the provision of this Agreement at issue, and the remedy sought. The Senior Leadership Team 
Member (or designee) and Human Resources Representative and the grievant and Union 
Representative (or designee) shall meet within fourteen (14) calendar days of receipt of the Step 
II grievance for the purpose of resolving the grievance. If there is no resolution, the Senior 
Leadership Team Member (or designee) shall issue a grievance decision letter at Step II within 
fourteen (14) calendar days of the Step II meeting. Any failure by the Employer to timely 
respond at Step I or Step II shall be deemed a denial of the grievance and it shall move to the 
next Step. 

 
15.4 Step III: Arbitration. If the grievance is not settled on the basis of the foregoing 

procedures, the Union may submit the issue in writing to arbitration within fourteen (14) 
calendar days following receipt of the Administrator’s response at Step II. If the Employer and 
the Union fail to agree on an arbitrator, a list of seven (7) arbitrators shall be requested from 
Federal Mediation and Conciliation Service from Washington-Oregon. The parties shall 
thereupon alternate in striking a name from the panel until one (1) name remains. The person 
whose name remains shall be the Arbitrator. The Arbitrator’s decision shall be final and binding 
on all parties. The Arbitrator shall have no authority to add to, subtract from, or otherwise 
change or modify the provisions of this Agreement, but shall be authorized only to interpret 
existing provisions of this Agreement as they may apply to the specific facts of the issue in 
dispute. If the Arbitrator should find that the Employer was not limited by this Agreement from 
taking the action grieved, the Arbitrator shall have no authority to limit the Employer’s action. 
The Arbitrator’s judgment shall not be substituted for that of the Employer. Any dismissal by 
the Arbitrator, whether on the merits or on procedural grounds, shall bar any further arbitration. 
Each party shall bear one-half (1/2) of the fee of the Arbitrator and any other expense jointly 
incurred incident to the arbitration hearing. All other expenses shall be borne by the party 
incurring them, including attorney fees, and neither party shall be responsible for the expenses of 
witnesses called by the other party. 

 
ARTICLE 16 

 
NO STRIKE - NO LOCKOUT 

 

16.1 No Strike/No Lockout. The parties to this Agreement realize that the Hospital 
and other health care institutions provide special and essential services to the community, and for 
this and other humanitarian reasons, it is the intent of the parties to settle disputes by the 
grievance procedure provided for herein. It is, therefore, agreed that during the term of this 
Agreement (a) the Employer shall not lock out its employees, and (b) neither the Union nor the 
employees, nor their agents or other representatives shall, directly or indirectly, authorize, assist, 
encourage or participate in any way in any strike, including any sympathy strike, picketing, 
walkout, slowdown, boycott or other interference with the operations of the Employer, including 
any refusal to cross any other labor organization’s picket line. 

 
16.2 Labor-Management Cooperation Committee. It is agreed that under this 

Agreement there shall be a Labor-Management Committee to generally discuss labor- 
management related matters, including improved communications between the Employer and 
employees. The Committee shall be advisory only. Typical agenda items will include education 
programs, safety, productivity, etc. The Committee shall have no decision-making capability. 
The Committee shall meet as needed, and shall consist of up to six (6) representatives from the 
Employer and up to six (6) employee representatives from the service/support bargaining unit. 
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(Additional attendees may be mutually agreed upon.) While the Employer will control the 
schedule and length of those meetings, they shall be compensable time (including any overtime, 
but no premium pay) for the up to six (6) service/support employees in attendance. 

 
16.3 Staffing Task Force. The Labor Management Cooperation Committee may 

mutually agree to create a task force to investigate and identify potential solutions to staffing 
issues. The task force shall be comprised of an equal number of Employer and bargaining unit 
representatives. When creating the task force, the Labor Management Cooperation Committee 
shall designate the time period of the task force and the specific staffing issues to be addressed. 

 
16.3.1 Staffing. Recognizing the importance of adequate staffing to the 

provisions of quality patient care and services, the Employer agrees that there should be an 
adequate number of staff in all departments on each shift. Staffing levels shall be determined by 
management for each work unit. Staffing levels should be based on the workload of each work 
unit, non-productive time (vacation accruals, sick leave, FLMA, etc.) and shall be sufficient to 
allow for a high quality of patient care and services. 

 
16.3.1(a) Employee(s) who have ongoing concerns about staffing 

shortages or excessive workloads (hereafter referred to as “staffing concerns”) are encouraged to 
document their concerns and address the issues directly with their supervisor/manager. 

 
16.3.1(b) If the supervisor/manager has not addressed a documented 

concern within twenty (20) calendar days the employee(s) may present it to Human Resources 
for a review. Any recommendations from Human Resources will be forwarded to the 
employee(s) and the supervisor/manager. 

 
16.3.1(c) If the Union believes that a staffing concern is broad based and 

ongoing, it may submit the matter in writing to the Labor Management Cooperation Committee 
for review. 

 
16.3.1(d) The Labor Management Cooperation Committee shall review 

and make such recommendations as it deems advisable and submit a final report to the Hospital 
Administrator within thirty (30) days of receipt of the matter. The Hospital Administrator shall 
respond with a final decision within thirty (30) days of the recommendation by sending a 
response to the existing co-chairs of the Task Force and the Department Director. 

 
16.3.1(e) The Employer may not retaliate against or engage in any form 

of intimidation of an employee for performing any duties or responsibilities in connection with 
the Labor Management Cooperation Committee; or of an employee who notifies the Labor 
Management Cooperation Committee or hospital administration about his or her concerns about 
staffing. 

 
16.3.1(f) Staffing decisions and levels shall not be subject to challenge 

through the grievance procedure, provided that the Employer’s failure to adhere to the timelines 
in Article 16 may be grieved pursuant to the grievance procedure. 

 
16.3.1(g) The Employer will use active and passive recruiting methods 

and technology to fill posted openings. The Employer will use reasonable efforts to cover for 
absences, including through use of temporary, reserve and agency employees and with use of 
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overtime, all consistent with prudent fiscal management. 
 

16.4 Review of Reserve Status. If a reserve employee is continuously working hours 
equivalent to a regular FTE for a period of three (3) or more months, the Union may request 
review of the circumstances by the Labor Management Cooperation Committee. The Committee 
shall review all relevant facts and circumstances related to the position being filled by the reserve 
employee and make a recommendation to the Chief Human Resources Officer (or designee) as to 
whether the position should be posted. 

 
ARTICLE 17 

SUCCESSORSHIP 

The Employer agrees to provide the Union one hundred and eighty (180) days’ notice of 
an impending sale, or such lesser time if the contemplated closing date is sooner, but in any 
event notice shall not be less than ninety (90) days. The notice shall identify the purchaser and 
anticipated closing date. 

 
ARTICLE 18 

GENERAL PROVISIONS 

18.1 Separability. This Agreement shall be subject to all present and future applicable 
federal and state laws, executive orders of the President of the United States or the Governor of 
the State of Washington, and rules and regulations of governmental authority. Should any 
provision or provisions become unlawful by virtue of the above or by declaration of any court of 
competent jurisdiction, such action shall not invalidate the entire Agreement; in such case, the 
parties shall immediately meet and attempt to negotiate a replacement for any invalid provision. 
Any provisions of this Agreement not declared invalid shall remain in full force and effect for 
the life of the Agreement. 

 
18.2 Supersession/Cancellation. Any and all agreements written and verbal, 

previously entered into by the parties hereto are in all things mutually canceled and superseded 
by this Agreement. Unless specifically provided herein to the contrary, past practices shall not 
be binding on the Employer, provided, however, that the Employer shall contact and consult (not 
negotiate) with the Union prior to modifying any fringe benefit having any direct economic value 
to employees covered by this Agreement that is not specified herein. 

 
18.3 Wage/Benefit Discretion. Nothing contained herein shall prohibit the Employer, 

at its sole discretion, from paying wages and/or benefits in excess of those provided for herein; 
provided the Employer gives the Union notice as to such modifications within seven (7) days of 
the P.A.R. form effective date. 

18.4 Bargaining Waiver. The parties acknowledge that during the negotiations which 
resulted in this Agreement, all had the unlimited right and opportunity to make demands and 
proposals with respect to any subject or matter not removed by law from the area of collective 
bargaining and that the understandings and agreements arrived at by the parties after the exercise 
of that right and opportunity are set forth in this Agreement. Therefore, the parties hereto, for the 
life of this Agreement, each voluntarily and unqualifiedly waives the right, and each agrees that 
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the other shall not be obligated, to bargain collectively with respect to any subject or matter 
referred to or covered in this Agreement, or discussed during the negotiations which resulted in 
this Agreement. The parties further agree, however, that this Agreement may be amended by 
mutual consent of the parties in writing at any time during its term. 

 
 

ARTICLE 19 

TERM OF AGREEMENT 

19.1 Duration. This agreement shall become effective on July 1, 2020, and shall 
continue in full force and effect through and including June 30, 2023. It shall continue in full 
force from year to year thereafter unless notice of desire to amend the Agreement is served by 
either party upon the other at least ninety (90) days prior to the date of expiration. If notice to 
amend is given, negotiations shall commence on a timely basis following the date of the notice. 
This Agreement shall remain in effect until the terms of a new or amended Agreement are agreed 
upon; provided, however, that if a notice to amend is timely given, either party may at any time 
thereafter notify the other in writing of its desire to terminate this Agreement, which may be no 
earlier than June 30, 2023. 

 
 

IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be duly 
executed this day of , 2021. 

 
 

EMPLOYER: UNION: 
 

WHIDBEYHEALTH UNITED FOOD & COMMERCIAL 
WORKERS UNION, LOCAL 21 

 

By:  By:   
 

Its: CEO Its: Executive Vice-President 
  

9/15/2021 9/17/2021 
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APPENDIX A 
 

UNITED FOOD AND COMMERCIAL WORKERS INTERNATIONAL UNION, 
LOCAL 21 

 
ASSIGNMENT OF WAGES TO PAY UNION DUES 

 
TO: WHIDBEYHEALTH (“Employer”) 

 
I am an employee in the Employer’s Service/Support Bargaining Unit, and I assign to 

United Food and Commercial Workers International Union, Local 21 (“Union”) out of my wages 
the Union’s uniform monthly dues as certified to the Employer in writing by the Union and I 
authorize the payment to the Union each month of the amount so deducted. 

 
I agree to hold the Employer harmless against any and all claims, demands, suits, or other 

forms of liability that shall arise out of, or by reason of this assignment agreement. 
 

There shall be no obligation on the part of the Employer to make any deduction beyond 
the original term of the Collective Bargaining Agreement existing at the date of this assignment, 
unless the Agreement is extended or a new Agreement has been negotiated containing an 
authorization for Union deductions as proved in the Agreement existing at the date of this 
assignment. 

 
Date:       

EMPLOYEE 
 

Receipt of the foregoing assignment is acknowledged: 
 

Date:       
WHIDBEYHEALTH 

 

 

Please check one of the following dues rates that applies to you and return this form to 
UFCW, Local 21. 

 

   I am a regular full-time employee. My Dues rate is $ per month. 
 

   I am a regular part-time employee. My Dues rate is $ per month. 
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APPENDIX B: Wage Understandings 
 

B.1. The hourly wage rates to be paid pursuant to Section 8.1, Wage Schedule, of this 
Agreement on its effective date and thereafter are listed on Schedule B.3 through B.6 (Attached). 

 
B2. Effective July 1, 2016, the position titles shall be: 

Coder I 

Coder II 

Cook 

Courier 

Credentialing Specialist 

Department Coordinator I 

Department Coordinator II 

Department Coordinator III 

DI Specialist 

Dietary Aide 

Engineer I 

Engineer II 

ES Tech 

Health Unit Coordinator I 

Health Unit Coordinator II 

Health Unit Coordinator III 

HIM Technician I 

HIM Technician II 

HIM Technician III 

Housekeeper I 

Housekeeper II 

Lifeline Clerk 

Maintenance Tech 

Nutrition Assistant 

OR Assistant 

Patient Registrar I 

Patient Registrar II 

PFS Representative I 

PFS Representative II 

PFS Representative III 

Printing & Duplicating 

Purchasing Clerk 

Schedistration Coordinator 

Secretary 

Storekeeper 

Transcription Qual. Spec 
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APPENDIX B.3  

1. Retroactive Pay Increase. Beginning on the first pay period following ratification of this 
Agreement, all wage scales in effect immediately prior to execution of this Agreement 
shall be increased by 1%. The effective date of the Retroactive Increase shall be 
6/7/2020. Any employee covered under this Agreement who earned wages between 
6/7/2020 – 6/30/2021 shall receive a one-time lump-sum payment equal to 1% of total 
wages earned during such period. Employees who did not earn wages during this time 
period shall not receive a lump-sum payment. 
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Appendix B4 – Pay scale effective first pay period following 7/1/2021 (1.5% increase) 
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Appendix B5 – Pay scale effective first pay period following 1/1/2022 (1.5% increase) 
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Appendix B6 – Pay scale effective first pay period following 6/1/2022 (.5% increase) 
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APPENDIX C 
 
 

SPECIAL CERTIFICATION PREMIUM PAY 
 

The following special certifications have been approved by the Hospital for the special 
certification premium for Section 8.11, Special Certification Premium: 

 
CPAT: Certified Patient Account Technician 
CHAA: Certified Healthcare Access Associate 
CCAT: Certified Clinical Account Technician 
CCA: Certified Coding Associate 
CCS-P: Certified Coding Specialist – Physician Practice 
CCS: Certified Coding Specialist 
CRCS: Certified Revenue Cycling Specialist 
PACS: Certified Picture Archiving Specialist (PARCA) 

 
The following certifications have been approved by the Hospital for the specific job 

classification: 
Certification 

Job Classification Type  
Coder I-II CCA/CCS-P/CCS 
Department Coordinator I-III CPAT/CHAA/CCAT/CCA/CCS-P/CCS 
Patient Financial Svcs Rep I-III CPAT/CHAA/CRCS 
Patient Registrar I-III CHAA 
Schedistration Coordinator CHAA 
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APPENDIX D 
 

MEMORANDUM OF UNDERSTANDING 
 

WhidbeyHealth (“Hospital”) and UFCW Local 21 (“Union”) agree that it is important to 
the health and safety of the Hospital’s patients, guests and employees that the Hospital provides a 
drug and alcohol-free work environment that prevents substance abuse. The Hospital and Union 
actively support and encourage efforts for ongoing education, for employees to seek help, and for 
a supportive environment that promotes health. Therefore, the parties agree that the Hospital’s 
Substance Abuse Policy (current or modified by the Hospital in the future), including its 
Employee Assistance Program (EAP), apply to this bargaining unit. 
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APPENDIX E - INNOVATIVE WORK SCHEDULES 
 

Appendix E.1 
Innovative Work Schedule Agreement 
10-Hour Shifts – Service/Support Unit 

 
This constitutes an innovative work schedule as outlined in Article 7.1 of the Collective 
Bargaining Agreement by and between WhidbeyHealth (Service and Support Unit) and United 
Food & Commercial Workers International Union, Local 21. If either party desires to alter or 
revoke this agreement, they may do so by issuing a thirty (30) day written notice to the other 
detailing the revocation or change. 

 
1. Work Day: A normal work day shall consist of ten (10) hours of work to be completed 

within ten and one half (10½) consecutive hours with a thirty (30) minute unpaid meal 
period. 

 
2. Overtime: Overtime will be paid when the employee works beyond a ten (10) hour work 

shift. All premium overtime shall be computed at one and one half (1½) times the normal 
rate of pay. All hours in excess of two (2) hours beyond the scheduled shift will be paid 
at the double time (2x) rate. When an employee under a ten (10) hour agreement works 
an eight (8) hour shift, overtime will be paid after the eight (8) hours and double time will 
be paid when he/she exceeds twelve (12) hours of work in a twenty-four (24) hour period. 

 
3. Rest Period Between Shifts: Except in emergencies or by mutual agreement, employees 

shall have a rest period of at least ten (10) hours between shifts. Any time worked 
without ten (10) hours’ rest between shifts, excluding overtime, shall be paid at a 
premium rate of one and one half (1½) times the normal rate of pay. This provision does 
not apply to standby time. 

 
4. Rest and Meal Periods: Two (2) fifteen (15) minute paid rest periods will be provided 

during each shift. One (1) unpaid meal period will be provided during each shift. 
 
5. Shift Differential: The applicable shift differential shall be paid for all hours worked 

between 3 p.m. and 7 a.m. Shift differential will be calculated on actual hours worked 
during the applicable times for each shift. 

 
6. Call-Back: When called back to work from scheduled call time, hours worked shall be 

paid at the rate of one and one half (1½) times for the first twelve (12) hours, and double 
time (2x) for time in excess of twelve (12) hours in a twenty-four (24) hour period. 

 
7. Holiday Worked: If the employee is scheduled to work on a designated holiday, the full 

ten (10) hour shift will be paid at one and one half (1½) times the normal rate. 
Additionally, the employee may request eight (8) hours of Paid Time Off (PTO) from 
his/her PTO bank at the normal rate of pay during the same pay period. 



DocuSign Envelope ID: 8B37F1FA-E93B-4E92-B653-3626A605F867 

WH-UFCW (Service/Support) 
Collective Bargaining Agreement 

- 42 - 

 

 

8. Holiday Not Worked: If the employee is not scheduled to work on the designated 
holiday, he/she shall receive eight (8) hours of normal pay for a day off during the same 
pay period from their Paid Time Off (PTO) bank. 

 
 
9. Payment of Education Days, PTO, EIB: Education days, Extended Illness Bank (EIB) 

and Paid Time Off (PTO) will be paid (not earned or accrued) in ten (10) hour 
increments. 

 

 
Employee Date 

 

 
Human Resources Officer Date 

 

 
Department Director Date 
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APPENDIX E- INNOVATIVE WORK SCHEDULES (Cont.) 
 

Appendix E.2 
Innovative Work Schedule Agreement 
12-Hour Shifts - Service/Support Unit 

 
This constitutes an innovative work schedule as outlined in Article 7.1 of the Collective 
Bargaining Agreement by and between WhidbeyHealth (Service and Support Unit) and United 
Food & Commercial Workers International Union, Local 21. If either party desires to alter or 
revoke this agreement, they may do so by issuing a thirty (30) day written notice to the other 
detailing the revocation or change. 

 
1. Work Day: A work day shall consist of twelve (12) hours of work to be completed within 

twelve and one half (12½) consecutive hours with a thirty (30) minute unpaid meal 
period. 

 
2. Overtime: Overtime will be paid when the employee works beyond a twelve (12) hour 

work shift. All premium overtime shall be computed at one and one half (1½) times the 
normal rate of pay. All hours in excess of two (2) hours beyond the scheduled shift will 
be paid at the double time (2x) rate. When an employee under a twelve (12) hour 
agreement works an eight (8) hour shift, overtime will be paid after the eight (8) hours 
and double time will be paid when he/she exceed twelve (12) hours of work in a twenty- 
four (24) hour period. When an employee under a twelve (12) hour agreement works a 
ten (10) hour shift, overtime will be paid after the ten (10) hours and double time will be 
paid when he/she exceed twelve (12) hours of work in a twenty-four (24) hour period. 

 
3. Rest Period Between Shifts: Except in emergencies or by mutual agreement, employees 

shall have a rest period of at least ten (10) hours between shifts. Any time worked 
without ten (10) hours rest between shifts, excluding overtime, shall be paid at a premium 
rate of one and one half (1½) times the normal rate of pay. This provision does not apply 
to standby time. 

 
4. Rest and Meal Periods: A fifteen (15) minute paid rest period will be provided during 

each four (4) hour period. One (1) unpaid meal period will be provided during each shift. 
The employee may revoke the waiver of a right to a second unpaid meal period by 
providing written notice as provided above. 

 
5. Shift Differential: The applicable shift differential shall be paid for all hours worked 

between 3 p.m. and 7 a.m. Shift differential will be calculated on actual hours worked 
during the applicable times for each shift. 

 
6. Call-Back: When called back to work from scheduled call time, hours worked shall be 

paid at the rate of one and one half (1½) times for the first twelve (12) hours, and double 
time (2x) for time in excess of twelve (12) hours in a twenty-four (24) hour period. 
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7. Holiday Worked: If the employee is scheduled to work on a designated holiday, the full 
twelve (12) hour shift will be paid at the premium overtime rate. Additionally, the 
employee may request eight (8) hours of Paid Time Off (PTO) from his/her PTO bank at 
the normal rate of pay during the same pay period. 

 
8. Holiday Not Worked: If the employee is not scheduled to work on the designated 

holiday, he/she shall receive eight (8) hours of normal pay for a day off during the same 
pay period from their Paid Time Off (PTO) bank. 

 
9. Payment of Education Days, PTO, EIB: Education days, Extended Illness Bank (EIB) 

and Paid Time Off (PTO) will be paid (not earned or accrued) in twelve (12) hour 
increments. 

 

 
Employee Date 

 

 
Human Resources Officer Date 

 

 
Department Director Date 
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APPENDIX E- INNOVATIVE WORK SCHEDULES (Cont.) 
 

Appendix E.3 
Innovative Work Schedule Agreement 
16-Hour Shifts – Service/Support Unit 

 
This constitutes an innovative work schedule outlined in Article 7.1 of the collective bargaining 
agreement by and between WhidbeyHealth (Service and Support Unit) and United Food & 
Commercial Workers International Union, Local 21. If either party desires to alter or revoke the 
agreement, they may do so by issuing a thirty (30) day written notice to the other detailing the 
revocation or change. 

 
1. Work Day: A normal work day shall consist of sixteen (16) hours of work with paid meal 

periods. 
 
2. Overtime: Overtime will be paid when the employee works beyond a sixteen (16) hour 

work shift. All overtime shall be computed at one and one half (1½) times the normal rate 
of pay. All hours in excess of two (2) hours beyond the scheduled shift will be paid at the 
double time (2x) rate. When an employee under a sixteen (16) hour agreement works a 
ten (10) hour shift, overtime will be paid after the ten (10) hours and double time will be 
paid when he/she exceeds twelve (12) hours of work. When an employee under a sixteen 
(16) hour agreement works an eight (8) hour shift, overtime will be paid after the eight 
(8) hours and double time will be paid when he/she exceeds twelve (12) hours. 

 
3. Rest Period Between shifts: Except as scheduled by mutual agreement (current Friday, 

Saturday, Sunday convenience schedule requested by the employee does not have at least 
a ten (10) hour rest), employees shall have a rest period of at least ten (10) hours between 
shifts. Any time worked without ten (10) hours rest, excluding overtime, shall be paid at a 
premium rate of one and one half (1½) times the normal rate. This provision does not 
apply to standby time. 

 
4. Meal and Rest Periods: A fifteen (15) minute paid rest period will be provided during 

each four (4) hour period. Paid meal periods will be provided during each shift. 
 
5. Shift Differential: The applicable shift differentials will be paid for all hours worked 

between 3 p.m. and 7 a.m. Shift differential will be calculated on actual hours worked 
during applicable times for each shift. 

 
6. Call-Back: When called back to work from scheduled call time, hours worked shall be 

paid at the rate of one and one half (1½) times for the first sixteen (16) hours and double 
time (2x) for time in excess of sixteen (16) hours in a twenty-four (24) hour period. 

 
7. Holiday worked: If the employee is scheduled to work on a designated holiday, the full 

sixteen (16) hour shift will be paid at the overtime rate. Additionally, the employee may 
request eight (8) hours of Paid Time Off (PTO) from his/her PTO bank at the normal rate 
of pay during the same pay period. 
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8. Holiday Not Worked: If the employee is not scheduled to work on the designated 
holiday, he/she shall receive eight (8) hours of normal pay for a day off during the same 
pay period from their Paid Time Off bank. 

 
9. Payment of Education Days, PTO and EIB: Education days, Extended Illness Bank (EIB) 

and Paid Time Off (PTO) will be paid (not earned or accrued) in sixteen (16) hour 
increments. 

 
10. Weekend Pay: Weekend premium will be paid according to the collective bargaining 

agreement. The employee has requested a convenience schedule of working every 
weekend, and thus consecutive weekend overtime pay will not be paid. 

 
 
 
Employee Date 

 

 
Human Resources Officer Date 

 

 
Department Director Date 



THE UNION DIFFERENCE
As a union member, you have certain rights at your workplace: 

A Voice at Work
Because you have a union, you have a voice at work. A negotiating committee of union 
members and staff negotiate with management—as equals—over wages, benefits, working 
conditions, and other issues. The union committee pushes for the issues that union members 
choose. The result of negotiations is a proposed contract which members vote on before it 
takes effect.

Right to Union Representation
Every union member has the right to union representation during an investigatory interview 
that could lead to discipline. This is called your “Weingarten” right, after a Supreme Court 
case which established the right to representation. 

Just Cause for Discipline
The just cause provision in your union contract ensures you have due process in cases of 
discipline. The just cause standard is a well-defined set of legal rules that involve several 
different “tests” of a disciplinary action. The tests of just cause provide considerable 
protection against retaliation, discrimination, or other unfair actions. 

The Security of a Union Contract
As a union member, your wages and working conditions are spelled out in writing in a legally-
binding union contract. You are not alone at the workplace—instead, you have the security of 
knowing that your rights are protected by your union contract and backed up by the 50,000 
other members of UFCW 3000.

Union Leadership
UFCW 3000 leadership is provided by the member-elected Executive Board. The Executive 
Board is made of rank-and-file UFCW 3000 members from diverse workplaces, income levels 
and backgrounds.



Building a powerful Union that fights for economic, 
political and social justice in our workplaces  

and in our communities. 

Seattle: 5030 First Ave S, Suite 200, Seattle, WA 98134-2438
Mt. Vernon: 1510 N 18th St, Mt Vernon, WA 98273-2604

Des Moines: 23040 Pacific Hwy S, Des Moines, WA 98198-7268
Silverdale: 3888 NW Randall Way, Suite 105, Silverdale, WA 98383-7847

Spokane: 2805 N Market St, Spokane, WA 99207-5553
Spokane: 1719 N Atlantic St., Spokane, WA 99205

Tri-Cities: 2505 Duportail St, Suite D, Richland, WA 99352-4079
Wenatchee: 330 King St, Suite 4, Wenatchee, WA 98801-2857

Yakima: 507 S 3rd St, Yakima, WA 98901-3219

My Shop Steward is:

________________ 

My Union Rep is:

 ________________

ks/opeiu8

WWW.UFCW3000.ORG     UFCW3000
1-800-732-1188 | MEMBER RESOURCE CENTER 1-866-210-3000

30003000




