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PREAMBLE
This Agreement is between Vashon Island Community Care, d/b/a Vashon Community Care (hereinafter
referred to as the “Employer”) and SEIU Healthcare 775NW (hereinafter referred to as the “Union”). The
purpose of this Agreement is to set forth the understanding reached between the parties hereto with
respect to wages, hours and other terms and conditions of employment. The parties to this Agreement
support and endorse the values of personal dignity, respect, choice, compassion and excellence in their
working relationships together and with respect to the residents we serve.
CULTURE OF RESPECT
We are called to this caring environment, and in it, we graciously continue to support and earn the trust
of one another. Vashon Community Care strives to foster a culture where: We are one team that is
encouraging and supportive. We are committed to the success of our team members so that we can
deliver the very best care and service to our residents, family and community. We pursue excellence
through continuous improvement and effective and efficient execution. We are accountable for decisions
we make and are responsive and collaborative in achieving the best outcomes. The Union and the
Employer agree that as an integral part of providing high quality resident care, we will treat one another
ethically and fairly and with dignity and respect regardless of position. Both parties agree to exhibit
personal, caring attitude toward each other and do so in ways that ensure a positive work environment.

ARTICLE 1: QUALITY OF CARE
SECTION 1.1 STATEMENT OF INTENT
Vashon Community Care maintains a process for Quality Assessment and Assurance. Vashon Community Care
addresses issues which affect quality of care as outlined in Federal and State regulations. Vashon Community
Care strives to provide excellence in care and a nurturing environment for those in our community who come
to make Vashon Community Care their home.

SECTION 1.2 VCC TEAM (LABOR-MANAGEMENT COMMITTEE)
The Employer and the Union shall establish a Labor-Management and Culture Committee consisting of a
minimum of two (2) representatives from the Union and two (2) representatives of management. The VCC
Team may establish Ground Rules. The VCC Team will meet at least monthly to discuss labor-management
issues, as well as ways to improve the culture within Vashon Community Care, any other concerns or
suggestions or ideas where growth and improvement will benefit the residents and staff. The LMC will also be
used to address resident directed care forms. This committee will have no authority to modify this Agreement.
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ARTICLE 2: UNION MEMBERSHIP
SECTION 2.1 RECOGNITION
Vashon Community Care, as the Employer, hereby recognizes SEIU Healthcare 775NW, as the sole and
exclusive bargaining agent for all non---supervisory employees, including Registered Nurses, Licensed
Practical Nurses, Nursing Assistants, Activities, Kitchen, Housekeeping, Maintenance, Laundry, and Office
Employees; and excluding managerial, supervisory and confidential employees as defined by the National
Labor Relations Act.
SECTION 2.2 UNION MEMBERSHIP
All employees covered by this Agreement who are members of the Union upon ratification of this
Agreement shall, as a condition of employment, maintain their membership in good standing in the Union
for the duration of this Agreement. “In good standing,” for the purposes of this Agreement is defined as
the tendering of periodic Union dues.
All bargaining unit employees hired after the date of ratification of this Agreement are covered by its
terms. As a condition of employment, bargaining unit employees shall either become and remain a
member in good standing in the Union within thirty (30) days of the date of hire and maintain
membership in the Union for the duration of the Agreement or pay a fair share/representation fee. An
employee who chooses to pay a fair share/representation fee instead of becoming a member in good
standing shall provide written notice of such intent to the Union by certified mail with a copy to the
Business Office, within seven (7) calendar days of the employee’s date of hire and/or date of transfer into
the bargaining unit. A copy shall be placed in the employee’s personnel file. The amounts to be deducted
shall be in accordance with the Union’s dues and fees structure as communicated to the Employer by the
Union.
SECTION 2.3 RELIGIOUS OBJECTION
Any employee who is a member of and adheres to established and traditional tenets or teachings of a
bona fide religion, body, or sect which has historically held conscientious objections to joining or
financially supporting labor organizations shall not be required to join or financially support the Union as
a condition of employment. Such an employee shall, in lieu of dues and fees, pay sums equal to such dues
and fees to a local Vashon Island organization identified on the Charity List: Vashon Island Food Bank;
Partners In Education; or Youth and Family Services. These religious objections and decisions as to which
organization will be used must be documented and declared in writing to the Union.
Any employee exercising their right of religious objection must provide the Union with a receipt of
payment to an appropriate charity on a monthly basis.
SECTION 2.4 HOLD HARMLESS
The Union will indemnify and hold the Employer harmless from all claims, demands, suits or other forms
of liability that may arise against the Employer for or on account of any action taken by the Employer to
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terminate an employee’s employment pursuant to this Article.
SECTION 2.5 PAYROLL DEDUCTIONS
During the term of this Agreement, the Employer shall deduct dues, fees, and any other voluntary
contributions such as, but not limited to, COPE (Committee on Political Education) 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. The amount(s)
deducted will be transmitted monthly to the Union by separate checks made 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. The Union and each employee authorizing the assignment of wages for the payment
of Union dues, fees, and voluntary contributions hereby undertake to indemnify and hold the Employer
harmless from all claims, demands, suits or other forms of liability that may arise against the Employer
for or on account of any deduction made from the wages of such employee.
SECTION 2.6 BARGAINING UNIT/PAYROLL DEDUCTION ROSTER
Employees covered by this Agreement are required to maintain up-to-date personal phone numbers and
mailing addresses on file with the Employer. The Employer shall monthly provide a roster of all bargaining
unit employees to the Union. The roster shall include each employee’s name, social security number,
mailing address, job classification(s), department, FTE status, shift, rate(s) of pay, date of hire, date of
termination, gross wages, monthly income, hours worked and amount of dues and COPE deductions. All
information required to be transmitted under this Section shall be transmitted in a secure electronic
format agreed upon by the Employer and the Union.
SECTION 2.7 DATA SECURITY
In accordance with state and federal law, the Employer shall utilize industry standards and procedures
for the protection of sensitive and personally identifiable information of each of its employees. The
Employer agrees that it will not release any of the following information about employees unless required
to do so due to on-going litigation, pre-litigation, vendor requests made as part of benefits enrollment,
government/agency requests, to comply with a court order or other judicial/arbitral demand, or other
similar situation: The names, addresses, telephone numbers, wireless telephone numbers, electronic
mail addresses, social security numbers, and dates of birth of all employees covered by this Agreement.

ARTICLE 3: UNION REPRESENTATION
SECTION 3.1 ACCESS TO PREMISES
Authorized Union representatives, upon giving two (2) hours’ advance notice to the Administrator or
manager in charge, will be provided with a room in the facility to meet with employees for the purpose
of investigating grievances and Agreement compliance. Unless advance approval has been obtained from
the Employer, Union representatives shall not have access to those areas of the Employer’s premises
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which are not common areas, which include but are not limited to work areas, employees’ lounges,
nursing units or other resident care areas. Access to the Employer’s premises shall be subject to the same
general rules applicable to other non-employees and shall not interfere with or disturb employees in the
performance of their work during working hours and shall not disrupt the residents or interfere with
resident care or the normal operation of the Employer.
SECTION 3.2 UNION/WORKER ADVOCATES AND EXECUTIVE BOARD MEMBERS
3.2.1 UNION/WORKER ADVOCATES
The Union will designate its worker advocates from among the employees in the bargaining unit. The
Employer will not recognize these worker advocates until the Union has given the Employer written
notice. Unless otherwise agreed to by the Employer, the investigation of grievances and other Union
business will be conducted only during non-working times and will not interfere with the work of other
employees.
Subject to appropriate advance notice and scheduling requirements, worker advocates, up to a total of
four (4) per calendar year, may have one (1) day, eight (8) hours, unpaid time to attend Union sponsored
training in leadership, advocacy and dispute resolution.
3.2.2 UNION EXECUTIVE BOARD MEMBERS
Subject to appropriate advance notice and scheduling requirements, up to two (2) employees from the
bargaining unit that are serving as Union Executive Board Members shall be granted unpaid time to
attend the Union Convention.
3.2.3 UNION LEAVE FOR ADVOCACY DAYS
Prior to the start of Washington’s legislative session, the union and employer will meet and discuss their
perspectives on the state of long-term care and possible shared political goals. The employer shall grant
up to four (4) paid shifts per year for employees to engage in public advocacy for shared goals in the
improvement of long-term care. The union will provide at least thirty (30) days advance notice, and the
employer shall make a good faith effort to release as many of the potential attendees from scheduled
work as possible.
SECTION 3.3 BULLETIN BOARD
A bulletin board space, located in a prominent location near the time clock and within a room (not in the
hallway), shall be designated for the use of the Union. Such bulletin board space shall be used for
announcements and notifications pertaining to Union business. The Union agrees to confine its postings
to the designated bulletin board space.
SECTION 3.4 UNION ORIENTATION FOR NEW EMPLOYEES
A Union or worker representative(s) may meet with new employees to introduce employees to the Union
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and the Union Contract. The Employer shall provide at least twenty-four (24) hours’ notice of the hire
date (or the next business day following a weekend or holiday) to the Union and its representative(s).
The Union meeting with new hires may last up to fifteen (15) minutes. The worker representative(s) will
be released from work, if necessary.

ARTICLE 4: DEFINITIONS
SECTION 4.1 PROBATIONARY EMPLOYEE
An employee who has been hired on a full-time, part-time, or on-call basis and who has been
continuously employed by the Employer for less than ninety (90) days is a probationary employee. After
ninety (90) days of continuous employment, the employee shall become a regular employee unless the
probationary period is extended by mutual agreement. During the probationary period the employee can
be discharged without notice, without cause, and without recourse to the grievance procedure.
SECTION 4.2 REGULAR FULL TIME EMPLOYEE
An employee so classified on Employer’s personnel records as regularly scheduled to work 30 or more
hours per week on a regular basis.
SECTION 4.3 REGULAR PART TIME EMPLOYEE
An employee so classified on the Employer’s personnel records, and who is regularly scheduled to work
less than 30 hours per week as part time.
SECTION 4.4 BENEFIT-ELIGIBLE EMPLOYEE
4.4.1 INSURANCE BENEFITS
Insurance benefit eligible employees are those employees who have an assigned FTE that regularly
schedules the employee for thirty (30) or more hours per week.
4.4.2 OTHER BENEFITS
Employees with a 0.5 FTE or greater may be eligible for Holiday Pay, Vacation Accrual, Sick leave Accrual
and a Personal Day.
SECTION 4.5 TEMPORARY AND ON CALL EMPLOYEES
4.5.1 TEMPORARY EMPLOYEE
Temporary employees shall be defined as employees hired for a specific length of time not to exceed six
(6) months unless extended with the consent of the Union.
Temporary employees who are subsequently reclassified to a regular position without a break in service
shall be given credit for actual hours worked as a temporary employee for purposes of wages, benefits
and seniority.
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4.5.2 ON-CALL EMPLOYEE
On-call employees shall be defined as employees not regularly or consistently scheduled to work and/or
employees called in on an unscheduled, intermittent basis. On-call employees will be required to work 2
shifts per month, one of which will be a weekend shift. On-call status will be reviewed for reclassification
purposes if an employee is scheduled to work on the same basis as a benefit eligible full-time or parttime employee as defined within this Agreement for more than three (3) consecutive months. Those who
are reclassified to an FTE status shall begin to be given credit for purposes of wages, benefit accruals and
seniority at the time of the reclassification. The employee shall be subject to the probationary period set
forth in Section 4.1 (Probationary Employee) if the employee has worked fewer than an average of three
(3) shifts per month during the preceding six (6) months. If an employee is reclassified to a full-time or
part-time position, his/her rate of pay may be readjusted to exclude any on-call or per diem premiums.
SECTION 4.6 MENTOR
A mentor is an experienced employee proficient in their position within their department who is
responsible for the specific, criteria-based and goal-directed training for an identified period of time. A
mentor has developed the responsibility for planning, organizing and evaluating the new skill
development of an employee enrolled in a defined program.
An employee must apply for and be approved to be a mentor in accordance with guidelines outlined by
facility, department and/or job.
Mentoring responsibilities may include such things as providing training, informational assistance,
support and guidance to new employees in their respective field.
The Employer will provide Mentor Training.
SECTION 4.7 BUSINESS DAYS
The term “business day” refers to the days of the week from Monday through Friday, excluding Saturday,
Sunday and holidays.

ARTICLE 5: EMPLOYMENT PRACTICES
SECTION 5.1 JOB POSTING
Regular full time or part time openings within the bargaining unit shall be posted conspicuously on the
Employer’s premises for five (5) days, excluding weekends and holidays, prior to the positions being filled
on a regular basis. Seniority shall be the determining factor in filling a job opening, providing skill, ability,
experience, past performance and/or quality of work are substantially equal in the opinion of the
Employer. The Employer’s decision shall be exercised in good faith and be based on objective criteria.
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Positions may be filled at the Employer’s discretion on an interim basis until a regular placement is made.
SECTION 5.2 NOTICE OF LAYOFF
Regularly scheduled full-time and part-time employees shall receive two (2) weeks’ notice of layoff or
two (2) weeks’ pay in lieu of notice, plus any accrued vacation leave. Layoffs shall be conducted in
accordance with article 6.3.
The Union will also receive two (2) weeks’ notice of any impending layoffs.
SECTION 5.3 NOTICE OF RESIGNATION
Employees shall be required to give at least fourteen (14) calendar days’ written notice of resignation.
Failure by the employee to give the required notice or failure to fulfill scheduled shifts shall result in loss
of accrued vacation leave. Employees shall not be allowed the use of sick leave, vacation leave, and/or
personal day during their last two (2) weeks of employment.
Upon findings of extraordinary circumstances, the Employer may waive any or all provisions of the
foregoing paragraph.
SECTION 5.4 HEALTH TESTS
If an employee has a positive tuberculin skin test result, the employee is required to complete a chest xray screening with a physician at the direction of the Employer and at no cost to the Employee.
SECTION 5.5 DISCIPLINE AND DISCHARGE
No employee will be disciplined or discharged except for “just cause”. “Just cause” will be defined to
include the concept of progressive discipline (such as verbal and written reprimands, the possibility of
suspension without pay and discharge). All disciplinary action(s) will occur within a reasonable timeframe
from the incident and/or conclusion of investigation. A copy of all written disciplinary actions will be given
to the employee. Employees will be required to sign the written disciplinary action for the purpose of
acknowledging receipt thereof.
Progressive discipline will not be applied when the nature of the offense is “just cause” for immediate
suspension or discharge. An employee may request the attendance of a Union representative or Union
Advocate during any disciplinary or investigative meeting which may lead to disciplinary action.
A record of disciplinary action shall not be considered in an employee’s personnel file twelve (12) months
after it was issued, except when an employee receives a related discipline during the following twelve
(12) month period, or except when the level of discipline is greater than a written warning. Except in the
cases listed below, all other discipline will be disregarded in an employee’s personnel file eighteen (18)
months after it was issued. This provision shall not apply to disciplines issued for illegal activity, resident
abuse, resident neglect, sexual or racial or discriminatory harassment, medication errors, or other
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behavior that violates city, state or federal law.
SECTION 5.6 PERSONNEL OR EMPLOYEE FILE(S)
Employees have the right to access their own Personnel File(s). The employee may view this file in the
presence of a management or administrative representative upon a written request. Files must be
available within two (2) business days of receipt of written request. References to other person(s) found
in any file(s) may be omitted for confidentiality if not forming a basis for discipline. References to
residents found in any file(s) may be omitted for confidentiality purposes. Employees will be given the
opportunity to provide a written rebuttal to any materials to be placed in their Personnel File(s).
SECTION 5.7 JOB DESCRIPTIONS
The Employer shall maintain job descriptions for all positions covered by this Agreement. Upon
employment, the Employer shall provide a job description to an employee for the position which he/she
has been hired. Current job descriptions shall be made available to employees and the Union upon
request.
Any changes to a job description shall be reviewed with a Union representative prior to implementation
to determine if they constitute a significant change. If the changes are determined to be significant, the
Employer shall provide a copy of the changed job description to the affected employee(s) and the Union.
SECTION 5.8 MENTOR PROGRAMS
The Employer will develop and maintain a Mentor Program for all new employees and for employees
who transfer into a new job classification.
SECTION 5.9 POSTING OF SCHEDULES
The Employer shall determine and post monthly work schedules by the twentieth (20th) of the month
immediately preceding the month in which the schedule is effective. The Employer retains the right to
adjust work schedules to maintain an efficient and orderly operation. However, once the schedule is
posted, both the Employer and its employees will attempt to adhere as closely as possible to the posted
schedule. If the Employer is required to change the schedule after it has been posted, the Employer will
only do so with the consent of the affected employee(s) subject to the limited exceptions set forth in
5.9.1 below:
5.9.1 LIMITED EXCEPTIONS TO MUTUAL CONSENT TO SCHEDULE CHANGES AFTER POSTING:
a. Unforeseeable emergent circumstances (e.g. national emergency, unforeseen disaster or other
catastrophic event); or
b. The exhaustion of reasonable efforts to obtain staffing - Vashon Community Care will, to the extent
reasonably possible, seek volunteers, contact employees who have placed themselves on a list of
employees willing to work extra hours and seek on-call employees, temporary or agency employees
before assigning an employee to a vacant shift without consent. Vashon Community Care will document
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efforts to fill the vacant shift.
Any change in schedule between employees (i.e. “shift swapping”) must be pre-approved in writing by
the Department Manager.
SECTION 5.10 LOW CENSUS/LOW CENSUS STAFFING
The Employer shall publish a low census staffing schedule and call-in procedure for each department and
shift affected. In the event there is a decrease in the workload and the Employer determines it is
necessary to adjust the staffing, the following order of low census call off shall apply.
a. Employees on overtime
b. Temporary employees
c. On-call employees
d. If no on-call or temporary employees are scheduled, regular employees will be offered the opportunity
to voluntarily reduce their scheduled hours. Employees may choose to use accrued vacation leave.
e. If no volunteers are found, the Employer will equitably rotate low census on each shift by using the
seniority list by job classification. The list will be created with the employee who was hired last being the
first to take a low census day when the facility is overstaffed, subject to the above considerations. Such
employee’s name will then be removed from the seniority list. If the next day the facility is overstaffed,
the employee who was hired second to the last will be asked to take a low census day off, etc., until each
employee has taken their turn. After every employee has taken their turn, the list will start over again.
f. For employees that have volunteered to take a day off or for employees that have agreed to work an
alternate day or shift prior to their name being called on the seniority list, that employee’s name will be
crossed off from the list, and when his/her turn comes up, staffing will skip their name and proceed to
the next employee.
SECTION 5.11 EQUAL OPPORTUNITY
The Employer and the Union agree not to discriminate in any manner, in conformance with applicable
Federal, State and local laws, against any employee on the basis of race; color; ethnicity; religion; creed;
sex; sexual orientation; gender identification; marital status; national or tribal origin; age; genetic
information; pregnancy status; veteran status; or sensory, mental or physical disability, subject to
occupational requirements and ability to perform job requirements. Any form of unlawful harassment or
discrimination will not be tolerated by the Employer or the Union.
Section 5.11.1 Anti-Harassment
The Employer will establish anti-harassment policies that are compliant with state and federal law. These
policies shall include a complaint procedure, including non-retaliation and confidentiality policies. Such
policies shall be made readily available to employees in the employee handbook, and shall be updated
as needed or as required by law.
Section 5.11.2 Privacy Rights
SEIU 775/VASHON COMMUNITY CARE CBA 2020-2023
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The Employer shall comply with all applicable federal, state and local regulations with respect to the
privacy rights of its employees.
SECTION 5.12 PROFESSIONAL LICENSES, CERTIFICATIONS, TESTS, PERMITS
It shall be the obligation of the employee to keep the Employer notified of a current mailing address and
home telephone number. Employees must keep current on, show proof of, and provide management
details of continuing education for all professional licenses, certifications, health tests and permits or
other regulatory requirements that are required as a condition of employment, e.g. NAC license, Food
Handlers Permits. The Employer will reimburse Employees for all approved expenses the Employee incurs
for licenses and/or certifications acquired outside the requirements of the job description and at the
request of the Employer. The Employer will schedule time off without pay to allow employees to attend
class to obtain certifications/permits. Failure by an employee to comply with the above requirements
shall subject the employee to discipline under Section 5.5 (Discipline or Discharge).

ARTICLE 6: SENIORITY
SECTION 6.1 DEFINITION OF SENIORITY
Seniority shall be defined as an employee’s continuous length of service with the Employer from the most
recent date of hire. Seniority shall not apply to an employee until completion of the required
probationary period. Employees shall be credited with seniority from their date of hire after satisfactory
completion of the probationary period. A change in job classification does not constitute a break in
seniority.
6.1.1 APPLICATION OF SENIORITY
Seniority shall apply in the following:
a. Applying for a position in the bargaining unit (Section 5.1 Job Posting);
b. Order of layoffs (Section 6.3 Layoff) and recalls (Section 6.5 Recall);
c. Taking a low census day (Section 5.10 Low Census/Low Census Staffing);
d. Vacation scheduling (Section 9.9 Vacation and Personal Day Scheduling)
6.1.2 BREAKING OF SENIORITY
Seniority shall be broken only by the following:
e. Resignation of employment
f. Discharge for cause
g. Retirement
h. Layoff of more than twelve (12) months
i. Failure to return in accordance with a leave of absence or when recalled from layoff
j. Illness or injury of more than one (1) year’s duration
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6.1.3 RESTORATION OF SENIORITY
When converting from a .5 FTE or above status to an on-call position, vacation and sick accrual rates will
cease and remain frozen for the period of time that the employee is on-call. Upon return to a .5 FTE or
above, the employee’s vacation and sick leave accrual will begin accruing at the rate from the time of the
change to on-call.
SECTION 6.2 JOB RECLASSIFICATION/DEPARTMENT TRANSFERS
The first thirty (30) calendar days in the new classification or department will be considered a mutual
review period. During this review period the employee will be evaluated in order to determine that job
responsibilities in the new position are being met.
If determined that the employee does not fulfill job requirements and responsibilities, the employee will
be reclassified to his/her previous position if that position continues to be vacant.
At any time during the mutual review period, the employee may request to return to his/her previous
position, if it has not been filled.
If the position has been filled, prior to being subjected to layoff, the Employer will review other potential
job opportunities with the employee.
SECTION 6.3 LAYOFF
Layoffs shall be by job classification and/or shifts. If a layoff (rather than a reduction in hours) is
determined to be necessary by the Employer, layoffs will occur in the following order:
a. The Employer will first seek volunteers
b. In reverse order of seniority (the least senior employee will be laid off first, then the next least senior
employee) of those employees within the current job classification.
c. Past performance and/or quality of work may be the determining factor, in lieu of seniority, based
upon established and documented job relevant criteria.
The Employer shall make available a listing of resources for an employee in the event of such employee’s
layoff.
SECTION 6.4 BUMPING
An employee whose hours are being cut or who is being laid off may fill any vacant position or displace a
less senior employee in any bargaining unit job classification within the same department provided that
he/she has the qualifications to do the job (as defined in Article 6 Seniority, Sections 6.3.b and 6.3.b.1).
SECTION 6.5 RECALL
Employees who have been laid off pursuant to Section 6.3 (Layoff) shall, for a period of up to twelve (12)
months, be subject to recall to regular job openings in their former classification for which they are
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qualified, in the order of seniority after internal job posting. Employees on layoff shall not accrue but
shall retain past service credits for seniority, wages and benefits purposes. Any notice of recall to an
employee shall be sent by certified mail, and may include email or a phone call, to the last known address
of the employee. If the employee does not respond to a communication sent by mail within ten (10) days,
the employee will be removed from the recall roster and such employee’s personnel records shall be
adjusted to reflect the employee’s layoff.

ARTICLE 7: GENERAL PROVISIONS TO WORK HOURS
As an employee of an Employer whose hours of operations are 24/7, the following conditions apply to
schedules and expectations of timeliness.
SECTION 7.1 NORMAL WORKDAY
A normal workday for an employee shall consist of eight (8) hours of work and an unpaid meal period of
one-half (1/2) hour.
SECTION 7.2 NORMAL WORK PERIOD
A normal work period for an employee shall consist of forty (40) hours of work within a seven (7) day
period.
SECTION 7.3 ALTERNATIVE WORK SCHEDULES
An alternative schedule is defined as a work schedule that requires a change, modification or waiver of
any provisions of this Agreement.
Alternative work schedules may be established in writing by agreement between the Employer, and a
majority of the affected employee(s) involved, and a Union representative if requested by any one (1) of
the affected employees. In the event one (1) or more employees terminate employment, the remaining
employees shall follow the regular work schedule prescribed in this Agreement unless another alternative
work schedule is established by the procedure outlined in this Section.
SECTION 7.4 MEAL PERIODS
Employees shall be allowed a meal period of at least thirty (30) minutes which commences no less than
two (2) hours and no more than five (5) hours from the beginning of the shift. This meal period shall be
on the employee’s time. Lunch periods must be uninterrupted and shall be coordinated by a supervisor
to maintain appropriate staffing coverage for resident needs, and in designated break areas. Meal
periods shall be on the Employer’s time when the employee is required by the Employer to remain on
duty on the premises or at a prescribed worksite in the interest of the Employer. No employee shall be
required to work more than five (5) consecutive hours without a meal period. Employees who are
required to work through their meal periods and are unable to complete a full meal/break period during
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their remaining work shift shall be compensated for such time at regular or overtime rates as may be
appropriate.
SECTION 7.5 BREAK PERIODS
Employees shall be allowed a rest period of fifteen (15) minutes on the Employer’s time for each four (4)
hours’ working time. Break periods must be uninterrupted and shall be coordinated by the supervisor to
maintain appropriate staffing coverage for resident needs as near as possible to the midpoint of the work
shift. No employee shall be required to work more than three (3) hours without a rest period. If a break
has not been offered or scheduled by the supervisor the employee is responsible for asking for a break
and will not be asked to monitor radios during this time period.
SECTION 7.6 REST BETWEEN SHIFTS
Each employee shall have an unbroken rest period of at least twelve (12) hours between scheduled shifts
unless mutually agreed to by the employee and the Employer. Except for those employees who are
regularly scheduled to work with less than twelve (12) hours between shifts, all time worked within the
twelve (12) hour period shall be paid at one and one-half times (1 1/2x) their regular rate of pay.
SECTION 7.7 OVERTIME
7.7.1 EIGHT/EIGHTY (8/80) SCHEDULE
Employees on a schedule of eighty (80) hours of work within a fourteen (14) day period shall be
compensated at one and one half times (1 1/2x) their regular rate of pay for all hours worked in excess
of eight (8) hours per day. Such employees shall be compensated at one and one---half times (1 1/2x)
their regular rate of pay for all hours worked in excess of eighty (80) hours of work in a two (2) week
period. There will be no pyramiding or duplication of overtime pay or premium pay paid at the rate of
one and one half times (1 1/2x).
For the purposes of this Section, the following job classifications shall be considered to be on an eighty
(80) hour schedule: Laundry Aide, Housekeeper, Diet Aide, Cook, Nursing Assistant/Registered, Nursing
Assistant/Certified, Maintenance Worker, Licensed Practical Nurse, and Registered Nurse.
7.7.2 FORTY (40) SCHEDULE
Employees on a schedule of forty (40) hours of work within a seven (7) day pay period shall be
compensated at one and one half times (1 1/2x) their regular rate of pay for all hours worked in excess
of forty (40) hours in the work period.
7.7.3 FOUR (4) ON, TWO (2) OFF SCHEDULE
Employees on a four (4) on, two (2) off schedule are subject to the eight (8) eighty (80) rule for overtime
as described in Section 7.7.1. In addition, such employees shall be compensated at one and one-half times
(1 1/2x) their regular rate of pay for hours worked on their regularly scheduled day off, provided that
they work their regularly scheduled days before and after working such day off during the eighty (80)
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hour work period.
7.7.4 OVERTIME CLASSIFICATION
All employees covered by this Agreement shall be placed in either an eight/eighty (8/80) or a forty (40)
hour work week for overtime calculations. All newly hired employees will be informed upon hire of their
overtime classification.
7.7.5 OTHER OVERTIME PROVISIONS
Time paid for but not worked shall not count as time worked for purposes of computing overtime pay.
All overtime must have prior supervisory approval, wherever possible. In the event an employee is
required to remain on duty to meet staffing requirements mandated by Federal, State, and/or local laws
or when there is a question of abandonment of residents, such employee will be compensated at one
and one-half times (1 1/2x) his/her regular rate of pay for hours worked beyond his/her regularly
scheduled hours or until the Employer releases the employee. Unless otherwise specifically designated
in this Agreement, there will be no pyramiding of overtime pay.
The overtime rate is based on an employee’s regular rate of pay (base rate of pay and includes any
applicable differentials). An employee’s regular rate of pay does not include premiums (such as Mentor
pay).
7.7.6 ASSIGNING EXTRA SHIFTS
When assigning extra shifts, the following priority will be given by employment status:
1. On-call
2. Part-time: employees scheduled for less than 1.0 FTE by seniority.
3. Full-time: employees scheduled for equal to or more than 1.0 FTE by seniority.
SECTION 7.8 WEEKEND WORK
The Employer will endeavor to schedule full time positions, except for designated weekend positions, to
one (1) weekend off out of two (2) successive weekends.
SECTION 7.9 CALLED TO WORK ON DAY OFF
If an employee agrees to work on his/her scheduled day off with less than either five (5) hours’ notice
before the second or third shift begins or eight (8) hours’ notice before the day shift begins, the employee
shall be compensated at one and one-half times (1 1/2x) his/her regular rate of pay for all hours worked
on that shift. This does not apply to On-Call employees.
SECTION 7.10 SEVERE WEATHER
As essential employees, team members are expected to be at work on time regardless of weather. Every
attempt will be made to be at work as close to scheduled shift as possible in an effort to allow the next
shift to attempt travel. If weather conditions are such that driving to work would be hazardous, roads are
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closed, or travel to work would result in extreme hardship, an employee may use his/her vacation leave
if the facility is unable to provide transportation to and from the facility. Sick time is not available for
severe weather days.

ARTICLE 8: WAGES
SECTION 8.1 WAGE RATES
The classifications of employees covered by this Agreement and the corresponding rates of pay are set
forth in Appendix “A” attached hereto and made part of this Agreement. Employees shall be
compensated according to the wage scale set forth in Appendix “A.”
Upon ratification of the new CBA, employees will be paid retroactive to June 1, 2020. Additionally, no
worker shall see a decrease in their wages.
8.1.1 RECOGNITION FOR PAST EXPERIENCE
For purposes of placement on the wage scale (Appendix “A”), employees hired after the ratification date
of this Agreement shall be credited year-for-year for related continuous recent work experience. For the
purposes of this Section, continuous recent experience shall be defined as relevant experience in the
health care field without a break in experience which would reduce the level of skills as determined by
the Employer.
8.1.2 TOP OUT PAYMENT
A top-out payment of $300 will be paid to employees who are not eligible to step increases due to pay
scale ceiling attainment. The payment will be made in conjunction with the employee’s anniversary of
hire, in the pay period of that anniversary.
SECTION 8.2 DIFFERENTIAL AND PREMIUM PAY
8.2.1 SHIFT DIFFERENTIAL
All employees who work an evening (second) shift shall be paid a shift differential of fifty cents ($0.50)
per hour. All employees who work a night shift (third) shall be paid a shift differential of fifty cents ($0.50)
per hour.
8.2.2 WEEKEND PREMIUM PAY
Any employee who works on a weekend shall receive a fifty cent ($0.50) per hour premium for each hour
worked on the weekend in addition to the employee’s regular rate of pay. The weekend shall be defined
as the forty-eight (48) hour period beginning with the start of the night shift on Friday.
8.2.3 ON-CALL NURSE DIFFERENTIAL
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On-call registered nurses and licensed practical nurses shall receive a fifteen percent (15%) wage
differential over and above their hourly base wage rate plus any applicable shift differentials. Current oncall nurses employed with VCC will maintain the differential through the duration of employment; this
differential will be phased out for any future on-call nurse employed by VCC.
8.2.4 CUMULATIVE SHIFT DIFFERENTIALS
Employees will receive the two differentials above (8.2.1 Shift Differential and 8.2.2 Weekend Premium
Pay) for all hours worked during the weekend and on the evening and/or night shifts (e.g. $0.50 for
working on the weekend + $0.50 for working the evening shift = $1.00 per hour in addition to the
individual’s base rate).
SECTION 8.3 TEMPORARY ASSIGNMENTS TO A HIGHER PAID POSITION
Assignment to a higher paid position for more than one-half (1/2) of the employee’s shift shall result in
compensating such employee at the higher rate of pay for the full shift. The rate will be determined by
adding the hourly rate difference to the employee’s rate. Temporary assignment to a lower paid position
will not result in reduction in pay rate.
SECTION 8.4 PROMOTIONS
Upon promotion to a higher paid job classification, an employee shall be paid at the base step in the wage
scale of the higher paid job classification unless the employee has previous job experience directly related
to the new classification. In this case, the employee would be placed appropriately on the wage scale for
such job classification.
SECTION 8.5 TRANSFERS
An employee who transfers to a lower paid job classification shall be placed appropriately on the wage
scale for such job classification.
SECTION 8.6 MENTOR PAY
Employees functioning in the role of a Mentor as defined in Section 4.6 Mentor, shall be paid three dollars
($3.00) per hour in addition to their base rate plus any applicable shift differentials (Section 8.2
Differential and Premium Pay), for all hours assigned and preapproved as a Mentor.
SECTION 8.7 FERRY TICKETS
The Employer will provide employees ferry tickets for commuting to and from the facility for work shifts
and/or to attend mandatory meetings or in-services per the Employer’s policy.
SECTION 8.8 MEDICATION PASS (MED PASS) DIFFERENTIAL
Employees tasked with “med pass” duties will be paid an hourly differential of $0.75 per hour for the
duration of these duties.
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SECTION 8.9 CONTINUING EDUCATION (CE)
Employees completing a mandatory continuing education module within the designated month the
module is scheduled to be completed, will be paid for the allotted time pre-designated for each module
at the employee’s normal rate of pay. Employees will coordinate with their immediate supervisor for the
scheduling and completion of any mandatory CE module.
SECTION 8.10 POTENTIAL FOR HAZARD PAY AND COVID-19 DIRECT CARE PAY
In the event there is an outbreak of COVID-19 at VCC, both parties agree to enter into joint discussions
to address hazard pay and COVID-19 direct care pay, including the duration of additional pay.

ARTICLE 9: HOLIDAYS, VACATION AND PERSONAL LEAVE
SECTION 9.1 HOLIDAYS
Holidays were established to honor a day of remembrance or celebration. We honor those days, but still
need to provide care to our residents.
We observe the following holidays:
New Year’s Day
Independence Day
Thanksgiving Day

Memorial Day
Labor Day
Christmas Day

A holiday is defined as beginning at the start of the night shift prior to 12:00 a.m. on the day of the
holiday. For example, Christmas is December 25th. The holiday begins at the start of the shift, presently
10:00 p.m., on December 24th.
SECTION 9.2 THANKSGIVING, CHRISTMAS AND NEW YEAR’S SCHEDULING
To provide a fair method of allowing employees to receive Holiday benefits, Thanksgiving, Christmas Day
(Christmas Day or Christmas Eve options for Night Shift), and New Year’s Day (New Year’s Day or New
Year’s Eve options for Night Shift), will be scheduled as agreed to by staff of a specific department. If no
agreement is reached, the following rules shall apply:
a. No employee will be granted the same holiday off two (2) years in a row.
b. No employee will be granted two (2) consecutive holidays off in a row.
c. Each employee will be guaranteed no less than one (1) of the above holidays off, except in extreme
circumstances beyond the Employer’s control.
d. Once the schedule has been posted changes must be approved by the Department Manager and such
changes will not affect holiday scheduling history for scheduling purposes.
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SECTION 9.3 HOLIDAY ELIGIBILITY
An employee regularly scheduled to work 0.5 FTE or above and who has completed the three (3)-month
probationary period, will receive holiday benefits which consist of the equivalent of the hours worked in
his/her normal shift at such employee’s regular rate of pay. When an employee is scheduled to work on
a recognized holiday in Section 9.1 (Holidays) and calls in ill the day before, the day of, or the day following
the holiday, then the employee shall not be eligible for that holiday’s pay, unless the employee can
furnish for the Employer a doctor’s note verifying the illness. For example, an employee who is regularly
scheduled to work an eight (8) hour shift shall be entitled to holiday pay consisting of eight (8) hours
compensated at such employee’s regular rate of pay. An employee who is regularly scheduled to work a
six (6) hour shift, shall be entitled to holiday pay consisting of six (6) hours compensated at such
employee’s regular rate of pay.
SECTION 9.4 HOLIDAY PAY
When a holiday-eligible employee works a holiday referenced in Section 9.1 (Holidays), he or she shall be
compensated at his or her regular rate of pay in addition to the holiday pay described in Section 9.3
(Holiday Eligibility). If such employee’s scheduled shift overlaps onto a holiday, all the hours in such shift
shall be considered for holiday pay if the majority of the hours in the shift falls within the holiday period.
When an employee who is not eligible for holiday pay but works a shift on a holiday referenced in Section
9.1 (Holidays), s/he shall be compensated at two times (2x) his/her regular rate of pay for all hours
worked for such shift.
SECTION 9.5 SICK LEAVE RESTRICTIONS
When an employee is scheduled to work on a recognized holiday in Section 9.1 (Holidays) and calls in ill
the day before, the day of, or the day following the holiday, then the employee shall not be able to utilize
his/her sick leave, unless the employee can furnish for the Employer a doctor’s note verifying the illness.
SECTION 9.6 PERSONAL DAY
Employees regularly scheduled to work 0.75 FTE or above who have completed one (1) year of
employment are entitled to one (1) personal day, after their first anniversary, paid at their regular rate
of pay. The personal day may be taken in lieu of regularly scheduled work time during each calendar year.
Employees must get prior approval from their Department Manager to take a personal day. For example,
an employee who is regularly scheduled to work an eight (8) hour shift shall be entitled to a personal day
consisting of eight (8) hours compensated at such employee’s regular rate of pay. If the personal day is
not used by the employee by their next anniversary date, the personal day is forfeited without pay.
SECTION 9.7 VACATION LEAVE
An employee regularly scheduled to work up to 0.74 FTE shall begin to accrue vacation leave, and may
use accrued vacation leave after three (3) months of employment. Vacation leave accrual rates are as
follows (up to 0.74 FTE): Employees working less than a regular full-time schedule as defined in Section
4.2 (Regular Full-Time Employee) shall accrue vacation leave hours on the basis of actual hours worked,
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not including overtime, holiday, sick or vacation hours paid. Vacation leave hours shall be calculated
based on an employee’s years of service by multiplying the hours paid times the following factor:
Years of Service 1-2
Years of Service 3-5
Years of Service 6-8
Years of Service 9+

hours paid x .01962 (no more than 5 work days)
hours paid x .03840 (no more than 10 work days)
hours paid x .05780 (no more than 15 work days)
hours paid x .07680 (no more than 20 work days)

Vacation leave accrual rates are as follows (0.75 to 1.0 FTE):
Employees who are classified and work as a 0.75 to 1.0 FTE (40 hours per week) will accrue vacation at a
rate of ten (10) calendar work days per year for years of service.
Years of Service 1-5
Years of Service 6-8
Years of Service 9+

hours paid x .03840 (up to 10 work days)
hours paid x .05780 (up to 15 work days)
hours paid x .07680 (up to 20 work days)

Vacation leave will be paid in no less than full shift increments. Unused vacation leave hours may not
exceed two-hundred (200) hours each month. Any hours over two-hundred (200) at the end of the month
shall be lost if not used during the month. Employees are responsible for monitoring their vacation leave
balances and for scheduling vacations so they do not lose vacation leave hours. Vacation leave hours shall
not accrue during a leave of absence.
SECTION 9.8 VACATION LEAVE CASH OUT
Employees who complete twelve (12) months of employment and voluntarily end employment or reduce
their FTE to below 0.5 FTE, will be paid for unused vacation if they give the required advanced notice (14
calendar days). No sick or vacation time will accrue during the advanced notice period. Vacation leave
may also be cashed out to an employee when the employee’s leave balance exceeds 100 hours at one
hundred percent (100%) of the employee’s regular rate of pay. The request for cash-out must be
submitted in writing five (5) days prior to the end of the pay period. All cash-outs are subject to lawful
withholding.
SECTION 9.9 VACATION AND PERSONAL DAY SCHEDULING
All requests for vacation time or earned Personal Day must be scheduled and approved by the
Department Manager and/or Executive Director. Business necessity and resident care issues will be the
determining factor in evaluating each request. The Employer reserves the right to schedule, change, or
cancel a vacation leave request. The Employer will provide the employee a good faith, bona fide
explanation for the decision when denying an employee from utilizing vacation leave benefits. Competing
requests for vacation will be resolved based upon the chronological request date in ADP. Between
December 20th and January 2nd, vacation leave will not exceed one (1) week.
SEIU 775/VASHON COMMUNITY CARE CBA 2020-2023

Page 19 of 30

ARTICLE 10: SICK LEAVE
SECTION 10.1 SICK LEAVE ACCRUAL
Eligible employees shall accrue sick leave at the rate of 0.025 hours per paid hour, excluding overtime
hours. For example, a full-time employee shall accrue sick leave at 0.02307 X 2080 hours annually = 6
days. The maximum accrual of sick leave shall be limited to two-hundred (200) hours. During the
probationary period, employees shall be eligible to accrue but not take sick leave.
SECTION 10.2 SICK LEAVE ELIGIBILITY
Sick leave shall apply for any of the following conditions:
a. Illness or injury which incapacitates the employee from performing his/her normal duties,
b. Disability due to conditions arising from pregnancy, childbirth, and childbirth recovery as certified by
an attending physician, and/or
c. To care for a child of the employee with a health condition that requires treatment or supervision. To
qualify as a “child,” the person in need of care must be under the age of eighteen (18) or incapable of
selfcare because of a mental or physical disability. Biological, adopted, foster, and stepchildren all meet
the definition of child.
d. To care for a spouse/partner, or a relative for whom the employee is a legal guardian, parent, parentin-law, or grandparent of the employee who has a serious health condition or an emergency condition.
e. To attend appointments with healthcare providers.
The Employer may require a written certificate from a physician or other health care professional
verifying the illness or injury claimed. In addition, the Employer may require a second opinion to be paid
by the Employer. The Employer shall be the sole judge of the necessity of such proof.
SECTION 10.3 NOTIFICATION TO CALL-IN SICK
Evening and night shift employees shall notify the Employer at least six (6) hours in advance of the
employee’s scheduled shift if the employee is unable to report for duty as scheduled. Day shift employees
shall notify the Employer at least two (2) hours in advance of the employee’s scheduled shift if the
employee is unable to report for duty as scheduled. In the event of a documented emergency, the need
of notification may be waived by the Employer. Failure to do so may, at the Employer’s discretion, result
in loss of paid sick leave for that day.
SECTION 10.4 PROOF OF ILLNESS
In the event of illness or injury in excess of three (3) working days in duration, the Employer may require
a physician’s certificate verifying the employee’s ability to return to regular and customary duties.
SECTION 10.5 ON-THE-JOB INJURY
Accrued sick leave may be used to supplement the amount received by an employee from Workers’
Compensation insurance up to the employee’s regular rate of pay. The employee must make the request
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in writing to their supervisor and is subject to L&I rules.
SECTION 10.6 VOLUNTARY SICK LEAVE DONATION
An employee may voluntarily donate his/her sick leave hours to another employee’s sick leave by
submitting a written request to the Business Office, subject to the following conditions:
A) The employee donating sick leave hours must maintain a forty (40) hours minimum sick leave
balance;
B) The Executive Director shall in good faith determine if the receiving employee’s situation
would be eligible for donation.

ARTICLE 11: LEAVES OF ABSENCE
SECTION 11.1 GENERAL LEAVE PROVISIONS
All leaves of absence, including Union or personal leave, must be requested by an employee in writing as
far in advance as possible stating the reason for the leave and the amount of time requested. Except as
otherwise provided in this Agreement, it shall be the Employer’s prerogative to grant or deny the request.
Leave requests shall not be unreasonably denied. A leave of absence begins on the first date of absence
from work. Failure to return from a leave of absence by the agreed upon return date subjects the
employee to discipline up to and including discharge. In extenuating circumstances, when the return date
needs to be extended or changed, the employee will communicate the need for the change as early as
possible to the Employer.
11.1.1 HEALTH COVERAGE WHILE ON LEAVE
An employee on a leave of absence will continue to receive health coverage while he/she remains in a
paid status. Upon expiration of any accrued time (e.g. vacation leave, sick leave), such employee must
make arrangements through the Business Office for self-payment of insurance coverage. While in an
unpaid status for an approved leave of absence, a benefit-eligible employee may continue insurance
coverage under current COBRA regulations.
11.1.2 HEALTH COVERAGE WHILE ON UNION LEAVE
If an employee is participating in the Employer-provided health plan upon commencement of a Union
Leave, the Employer shall continue such employee’s coverage through the Employer-provided health
care benefits, for which the Union shall reimburse the Employer.
SECTION 11.2 MATERNITY/PATERNITY LEAVE
A maternity/paternity leave of absence limited to the period of temporary disability shall be granted
without loss of seniority or benefits accrued to the date such leave commences. Upon return from this
maternity/paternity leave, the employee shall be given the same or similar job she/he vacated, and one
of equal pay.
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Prior to the employee returning from a leave of absence, the Employer may require a statement from
the attending physician verifying the leave period.
Maternity leave shall require a physician’s note attesting to the employee’s capability to perform the
work required of the job.
SECTION 11.3 FEDERAL AND STATE MEDICAL LEAVE ACTS
11.3.1 THE EMPLOYER AND THE UNION RECOGNIZE THE RIGHTS SET FORTH UNDER THE FAMILY
MEDICAL LEAVE ACT OF 1993 AND APPLICABLE WASHINGTON STATE LAW (WASHINGTON PAID FAMILY
AND MEDICAL LEAVE ACT).
For current information of the Act(s):
www.dol.gov/whd/fmla
https://paidleave.wa.gov/
11.3.2 SUMMARY OF FMLA RIGHTS
A family and/or medical leave of absence is defined as an approved absence available to employees for
up to twelve (12) work weeks of leave after twelve (12) months of employment and when an employee
has worked at least 1,250 hours in the previous twelve (12) months. This may be taken as combined paid
and/or unpaid time in a twelve (12) month period under particular circumstances that are critical to the
life of a family. The twelve (12) month period begins from the date of the employee’s family or medical
leave (either paid or unpaid). Family Medical Leave may be taken: upon the birth of the employee’s child;
upon the placement of a child with the employee for adoption or foster care; when the employee is
needed to care for a child under the age of eighteen (18) or over the age of 18 if the child is incapable of
selfcare, spouse, domestic partner, relative for whom the employee is a legal guardian, parent,
stepparent, stepchild, or mother/father-in-law, or other family members as defined in the Act, who has
a serious health condition; or when the employee is unable to perform the functions of his or her position
because of a serious health condition. Extended leave may be available in accordance with FMLA for
eligible employees to care for a military family member who is recovering from a serious illness or injury
sustained in the line of duty.
An employee on FMLA not exceeding twelve (12) weeks from date of first absence from work or, in the
case of childbirth from the day of the mother’s temporary medical disability from childbirth has ended,
shall be entitled to return to his/her original position with equivalent pay, benefits and other terms and
conditions of employment.
After the expiration of twelve (12) weeks, the employee shall be entitled to the first available position for
which the employee is qualified. In accordance with applicable law, victims of domestic violence may be
allowed extended leave.
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11.3.4 AVAILABILITY OF SICK LEAVE UNDER FMLA
Subject to State law and facility policy, employees on FMLA will be required to use accrued sick and
vacation leave before the leave is extended as an unpaid leave of absence.
11.3.5 EXTENSION OF LEAVE OF ABSENCE
An extended leave of absence beyond the period of actual physical disability may be allowed at the
discretion of the Employer. Employees who request and receive from the Employer an extension of a
leave of absence shall upon return to work be reinstated to the employee’s former position, if vacant, or
to the first available opening for which the employee is qualified. The employee’s right to reinstatement
to the first available opening shall be limited to ninety (90) days following the employee’s notification to
the Employer of the employee’s availability for work, providing the employee’s notification to the
Employer occurs on or before the return date agreed upon by the employee and the Employer.
11.3.6 MILITARY LEAVE An employee required to attend military reserve training or who is called to
active duty shall be granted a leave of absence with no loss of seniority or benefits accrued to the date
such leave commences. Such Military Leave shall be unpaid, except that the employee may utilize any
earned vacation leave. Reinstatement to work shall be in compliance with the federal USERRA and State
laws.
11.3.7 SUMMARY OF THE WASHINGTON PAID FAMILY AND MEDICAL LEAVE (PFML) ACT
Washington State’s Paid Family and Medical Leave Act is a mandatory statewide insurance program,
administered by the Employment Security Department (ESD), which provides paid family and medical
leave to eligible employees. Information about the Washington PFML can be found online at:
https://paidleave.wa.gov/.
SECTION 11.4 JURY DUTY LEAVE
Time off at regular straight time pay for scheduled hours missed shall be granted for days when the
employee is regularly scheduled to work and is required to serve on Jury Duty provided that operational
hardship to the facility and quality of care delivered to the residents would not be jeopardized as a result
from an employee serving on Jury Duty. If the employee is scheduled for Jury Duty but is not required to
serve that day, then the employee shall notify their Department Manager to determine the availability
of work that day. The Employer will make an effort to find work for the employee. Pay received from the
court for such service must be refunded to the Employer.
SECTION 11.5 BEREAVEMENT LEAVE
The Employer shall grant an employee up to three (3) days of paid leave due to a death in the immediate
family. Immediate family shall be defined as grandparent, parent, spouse, brother, sister, child, domestic
partner, grandchild, stepchildren of the immediate family, mother in law and father in law, and stepparent(s) of the Employee.
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ARTICLE 12: INSURANCE
SECTION 12.1 INSURANCE
Medical, dental, and life insurance is provided for benefit eligible employees, as defined in this
Agreement. Employer will provide information to employees for all voluntary plans including vision. The
Employer will pay ninety percent (90%) of an Employee’s premium for the base (highest deductible) plan
and the Employee shall pay ten percent (10%) of the premium. If the employee moves to a higher-level
plan, the contribution dollar amount will remain the same as that of the base (highest deductible) plan.
Employees can add their spouse or dependent children. The company will pay 20% of the cost of the
spouse based on the cost of the base (highest deductible) plan. The company will pay 50% of the cost of
dependent children on the cost of the base (highest deductible) plan. Employees are eligible for coverage
the first day of the month following 30 days of employment. Should they choose not to sign up at this
initial eligibility they may enroll during the open enrollment period or in the case of a qualifying event.
SECTION 12.2 CHANGES TO BENEFITS
In the event the Employer modifies its current plans or provides alternative plan(s), the Employer will
review the plan changes with the Union at least twenty (20) days prior to the intended implementation
date. Employees will be given at least fifteen (15) days notice of any changes to insured benefits.

ARTICLE 13: GRIEVANCE PROCEDURE
SECTION 13.1 GRIEVANCE DEFINED
A grievance is defined as an alleged violation of the express terms and conditions of this Agreement.
Unless otherwise specifically agreed to by the Employer, the investigation of grievances and other Union
business shall be conducted only during non-working time. If any such grievance arises it shall be
submitted to the following grievance procedure.
SECTION 13.2 TIME LIMITS
Time limits in the following steps may be extended by mutual written consent of the Employer and the
Union. Failure of an employee to file a grievance on a timely basis or to timely advance a grievance in
accordance with the time limits set forth below will constitute a formal withdrawal of the grievance by
the employee and the Union. Failure of the Employer to comply with the time limits set forth below shall
result in the grievance being automatically elevated to the next step without any action necessary on the
part of the employee, provided, however, mediation or arbitration must be specifically requested by the
Union.
SECTION 13.3 GRIEVANCE PROCEDURE
A grievance shall be submitted to the following grievance procedure:
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Step 1. Department Manager
The grievance in the first instance will be presented to the employee’s Department Manager in writing
setting forth the detailed facts concerning the nature of the grievance, the contractual provision allegedly
violated and relief sought within ten (10) business days of the alleged breach of the express terms of this
Agreement or within ten (10) business days of the date the employee knew or reasonably should have
known of the alleged breach. The employee and the Department Manager or designee shall meet within
five (5) business days from the Department Manager’s receipt of the grievance, or mutually agreed to
date to try and resolve the grievance. The employee may request the presence of a Union representative
at such meeting. Every effort shall be made to settle the grievance at Step 1. The Department Manager
or designee will respond to the grievance within five (5) business days of the meeting.
Step 2. Executive Director
If the grievance is not resolved to the satisfaction of the complainant within ten (10) business days from
receipt of the written response, then the grievance may be presented to the Executive Director or
designated representative in writing. The Executive Director or designated representative shall within
five (5) business days, or mutually agreed to date meet with the grievant and representative of the Union
in an attempt to resolve the grievance. Within five (5) business days after such meeting, the Executive
Director or designated representative shall send to the grievant and to the Union a written response to
the grievance.
Step 3. Mediation
If the grievance is not resolved to the satisfaction of the complainant within five (5) business days from
receipt of the Administrator’s written response to Step 2, upon written request of the Union, the
grievance shall be submitted to non-binding mediation. Mediation can be waived by written mutual
agreement of the parties. The mediator shall be selected by mutual agreement of the parties. The
mediator shall convene the parties within five (5) business days, or mutually agreed to date, of selection.
Once convened, the mediation process shall continue until the mediator declares that the mediation
process is concluded, or five (5) business days, whichever comes first. Costs of mediation shall be shared
equally by both parties.
Step 4. Arbitration
If the grievance is not resolved in Step 3, the grievance may be submitted in writing to an arbitrator as
hereinafter provided, providing it is filed within ten (10) business days following the conclusion of
mediation or the waiver of Step 3. The parties shall select an impartial party to serve as arbitrator. In the
event the Employer and Union are unable to agree upon an arbitrator, the arbitrator shall be selected by
the process of elimination by striking from a panel of seven (7) arbitrators furnished by the Federal
Mediation and Conciliation Service (FMCS). The arbitrator shall render a decision as promptly as possible
and in any event within thirty (30) business days from the close of the hearing or the receipt of posthearing briefs, whichever is later. The arbitrator shall confine himself/herself to the issue submitted for
arbitration and shall have no authority to determine any other issue not so submitted to him/her. The
arbitrator shall have jurisdiction and authorization only to interpret, apply or determine compliance with
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the specific terms of the Agreement and shall not have jurisdiction to add to, detract from or alter in any
way the provisions of this Agreement. The arbitrator is not authorized to make a backpay award for any
period earlier than the date the grievance was first presented to the Employer at Step 1 of this grievance
procedure. Any decision within the jurisdiction of the arbitrator shall be final and binding upon the
parties. The expenses and fees incumbent to the services of the arbitrator shall be equally shared by the
Employer and the Union.

ARTICLE 14: HEALTH AND SAFETY
SECTION 14.1 GENERAL
The Employer will maintain a safe and healthful workplace, including providing required screenings in
compliance with all federal, state and local laws applicable to the safety and health of its employees as
required for assisted living. The Employer will provide annual influenza shots to all employees.
Employees are encouraged to report any unsafe conditions to their supervisors.
SECTION 14.2 COMMUNICABLE DISEASES
14.2.1 Communication
Communication to employees of potential risk by residents or other employees is required when known
by the Employer. Notification of updates that come from the Centers for Disease Control (“CDC”),
Department of Health and Department of Social and Health Services (“DSHS”) or any other local, state or
federal agency will be provided to employees promptly, preferably with acknowledgement receipts.
14.2.2 Testing
For employees potentially exposed to a communicable disease while on the job, testing will be made
available. Testing will be paid for through the employee’s health insurance. For uninsured employees or
an employee with an out of pocket expense related to mandatory testing, the Employer will cover testing
costs.
14.2.3 Leave
If an employee reports to the Employer that they’ve been potentially exposed outside of work, it is
understood that employees will be able to use accrued and earned Paid Time Off and may be eligible for
Paid Family Medical Leave.
14.2.4 Personal Protective Equipment (PPE)
The Employer will follow all federal, state and local guidelines for infection control with respect to PPE.
When infection control guidelines require PPE during work hours, PPE will be provided by the Employer
at no expense to the employee. If national shortages in PPE arise, the Employer will follow any amended
SEIU 775/VASHON COMMUNITY CARE CBA 2020-2023

Page 26 of 30

federal and state guidelines for PPE distribution.

ARTICLE 15: RETIREMENT
SECTION 15.1 PRE-TAX RETIREMENT PLAN
Employees will be allowed to participate in a voluntary pre-tax Company administered retirement savings
plan.
SECTION 15.2 RETIREMENT EMPLOYER MATCH
The Employer will match 403(b) contributions made by the employee consistent with Company policy.

ARTICLE 16: NO STRIKES
During the term of this Agreement, neither the Union nor its members, agents, representatives,
employees or persons acting in concert with them shall incite, encourage, or participate in any strike,
sympathy strike, walkout, slowdown or work stoppage of any nature. During the term of this Agreement,
any employee participating in any strike, sympathy strike, walkout, slowdown or work stoppage shall be
subject to immediate dismissal. The Union and its officers will do everything within their power to end or
avert such action. During the term of this Agreement, no lockouts shall be entered upon by the Employer.

ARTICLE 17: MANAGEMENT RESPONSIBILITIES
The Union recognizes that the Employer has the obligation of serving its residents with the highest quality
of care, efficiently and economically and/or meeting medical emergencies. The Union further recognizes
the right of the Employer to operate and manage its facilities including but not limited to the right to
require standards of performance and to maintain order and efficiency; to direct employees and
determine job assignments and working schedules; to determine the materials and equipment to be
used; to implement improved operational methods and procedures; to determine staffing requirements;
to determine the kind and location of facilities; to determine whether the whole or any part of the
operation shall continue to operate; to discipline, demote or discharge employees for just cause; to lay
off employees for lack of work, to recall employees, to require reasonable overtime work of employees;
to promulgate rules, regulations and personnel policies, provided that such rights shall not be exercised
as to violate any specific provisions of this Agreement. The parties recognize that the above statement of
management responsibilities is for illustrative purposes only and should not be construed as restrictive
or interpreted so as to exclude those prerogatives not mentioned which are inherent in the management
function. All matters not covered by the language of this Agreement may be administered by the
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Employer on a unilateral basis in accordance with such policies and procedures as it from time to time
shall determine.

ARTICLE 18: GENERAL PROVISIONS
SECTION 18.1 SEVERABILITY
If an Article and/or Section of this Agreement should be held invalid by operation of law or by any tribunal
of competent jurisdiction or if compliance with or enforcement of any Article and/or Section should be
restrained by such tribunal, the remainder of this Agreement shall not be affected thereby and the parties
shall enter into immediate collective bargaining negotiations for the purpose of arriving at a mutually
satisfactory replacement for such Article and/or Section.
SECTION 18.2 SCOPE OF AGREEMENT
The Employer and the Union acknowledge that during the negotiations that resulted in this Agreement,
each party had and exercised the unlimited right and opportunity to make demands and proposals with
respect to any lawful and proper subjects of collective bargaining. This Agreement fully and completely
incorporates all such understandings and agreements and supersedes all prior understandings and
practices, oral or written, expressed or implied. Accordingly, this Agreement alone shall govern the entire
relationship between the parties and shall be the sole source of any and all rights which may be asserted
in arbitration hereunder or otherwise. Unless specifically provided to the contrary, past practices existing
prior to the ratification of this Agreement shall not be binding on the Employer. Furthermore, the
Employer shall not be bound by any practices that exceed the agreed upon terms and conditions of
employment set forth in this Agreement.
SECTION 18.3 SUCCESSORSHIP
If the Employer shall sell, transfer, or otherwise dispose of or contract out as a business, or cause it to be
merged or consolidated with that of any other person, corporation or other business entity, then the
agreement by which such sale, transfer, disposition, merger, consolidation or contracting out is made,
shall provide that the entity thereafter to operate the business shall assume all of the terms and
conditions of this Agreement, and shall specifically agree to retain all members of the bargaining unit
then employed in the business as may be consistent with staffing.
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ARTICLE 19: DURATION
This Agreement shall be effective June 1, 2020 and shall continue in full force and effect to and including
May 31, 2023. Should either party desire to modify or terminate this Agreement before May 31, 2023, it
shall serve written notice at least ninety (90) days prior to that date. Failure of such notice to be served
shall result in this Agreement being renewed from year to year thereafter unless written notice of desire
to amend the Agreement is served by either party at least ninety (90) days prior to the date of expiration.
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________________________________________

_________________________________________
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________________________________________
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VCC Wage Scale Year 1
Classification
Hire Rate
Dining Services Asst/ Housekeeper / Laundr $
15.30
Life Enrichment Asst / NAR
$
15.81
RA (non-NAC) / Cook 1 / Receptionist
16.32
$
Life Enrichment Lead
$
15.57
NAC / Cook 2
$
17.09
Maintenance Tech
$
21.24
Administrative Asst
$
22.94
Medication Nurse (LPN)
$
23.97
Charge Nurse (LPN)
$
27.29
Medication Nurse (RN)
$
30.60
Charge Nurse (RN)
$
35.70
Classification #12
$
1.00
Years
Years 1-5
Years 6-10
Years 11-15
Years 16-20

Increase from 2019-2020 Scale &MOU

% Inc.

1 Yr Anv.
$ 15.45
$ 15.97
$ 16.48
$ 15.72
$ 17.26
$ 21.45
$ 23.17
$ 24.21
$ 27.56
$ 30.91
$ 36.06
$ 1.01

2 Yr Anv.
$ 15.61
$ 16.13
$ 16.65
$ 15.88
$ 17.43
$ 21.66
$ 23.40
$ 24.45
$ 27.83
$ 31.22
$ 36.42
$ 1.02

3 Yr Anv.
$ 15.76
$ 16.29
$ 16.81
$ 16.04
$ 17.60
$ 21.88
$ 23.64
$ 24.70
$ 28.11
$ 31.53
$ 36.78
$ 1.03

4 Yr Anv.
$ 15.92
$ 16.45
$ 16.98
$ 16.20
$ 17.78
$ 22.10
$ 23.87
$ 24.94
$ 28.39
$ 31.84
$ 37.15
$ 1.04

5 Yr Anv.
$ 16.08
$ 16.62
$ 17.15
$ 16.36
$ 17.96
$ 22.32
$ 24.11
$ 25.19
$ 28.68
$ 32.16
$ 37.52
$ 1.05

6 Yr Anv.
$ 16.24
$ 16.78
$ 17.32
$ 16.52
$ 18.14
$ 22.54
$ 24.35
$ 25.44
$ 28.96
$ 32.48
$ 37.90
$ 1.06

7 Yr Anv.
$ 16.40
$ 16.95
$ 17.50
$ 16.69
$ 18.32
$ 22.77
$ 24.59
$ 25.70
$ 29.25
$ 32.81
$ 38.28
$ 1.07

8 Yr Anv.
$ 16.57
$ 17.12
$ 17.67
$ 16.85
$ 18.50
$ 23.00
$ 24.84
$ 25.96
$ 29.55
$ 33.14
$ 38.66
$ 1.08

9 Yr Anv.
$ 16.73
$ 17.29
$ 17.85
$ 17.02
$ 18.69
$ 23.23
$ 25.09
$ 26.22
$ 29.84
$ 33.47
$ 39.04
$ 1.09

10 Yr Anv.
$ 16.90
$ 17.46
$ 18.03
$ 17.19
$ 18.87
$ 23.46
$ 25.34
$ 26.48
$ 30.14
$ 33.80
$ 39.44
1.10
$

12 Yr Anv.
$ 17.24
$ 17.81
$ 18.39
$ 17.54
$ 19.25
$ 23.93
$ 25.85
$ 27.01
$ 30.74
$ 34.48
$ 40.22
1.13
$

14 Yr Anv.
$ 17.58
$ 18.17
$ 18.76
$ 17.89
$ 19.63
$ 24.41
$ 26.36
$ 27.55
$ 31.36
$ 35.17
$ 41.03
1.15
$

16 Yr Anv.
$ 17.94
$ 18.53
$ 19.13
$ 18.25
$ 20.03
$ 24.89
$ 26.89
$ 28.10
$ 31.98
$ 35.87
$ 41.85
$
1.17

18 Yr Anv.
$ 18.29
$ 18.90
$ 19.51
$ 18.61
$ 20.43
$ 25.39
$ 27.43
$ 28.66
$ 32.62
$ 36.59
$ 42.69
$
1.20

20 Yr Anv.
$ 18.66
$ 19.28
$ 19.90
$ 18.98
$ 20.84
$ 25.90
$ 27.98
$ 29.23
$ 33.28
$ 37.32
$ 43.54
$
1.22

1 Yr Anv.
$ 15.61
$ 16.13
$ 16.65
$ 15.88
$ 17.43
$ 21.66
$ 23.43
$ 24.45
$ 27.83
$ 31.22
$ 36.42
$ 1.02

2 Yr Anv.
$ 15.76
$ 16.29
$ 16.81
$ 16.04
$ 17.60
$ 21.88
$ 23.67
$ 24.70
$ 28.11
$ 31.53
$ 36.78
$ 1.03

3 Yr Anv.
$ 15.92
$ 16.45
$ 16.98
$ 16.20
$ 17.78
$ 22.10
$ 23.90
$ 24.94
$ 28.39
$ 31.84
$ 37.15
$ 1.04

4 Yr Anv.
$ 16.08
$ 16.62
$ 17.15
$ 16.36
$ 17.96
$ 22.32
$ 24.14
$ 25.19
$ 28.68
$ 32.16
$ 37.52
$ 1.05

5 Yr Anv.
$ 16.24
$ 16.78
$ 17.32
$ 16.52
$ 18.14
$ 22.54
$ 24.38
$ 25.44
$ 28.96
$ 32.48
$ 37.90
$ 1.06

6 Yr Anv.
$ 16.40
$ 16.95
$ 17.50
$ 16.69
$ 18.32
$ 22.77
$ 24.63
$ 25.70
$ 29.25
$ 32.81
$ 38.28
$ 1.07

7 Yr Anv.
$ 16.57
$ 17.12
$ 17.67
$ 16.85
$ 18.50
$ 23.00
$ 24.87
$ 25.96
$ 29.55
$ 33.14
$ 38.66
$ 1.08

8 Yr Anv.
$ 16.73
$ 17.29
$ 17.85
$ 17.02
$ 18.69
$ 23.23
$ 25.12
$ 26.22
$ 29.84
$ 33.47
$ 39.04
$ 1.09

9 Yr Anv.
$ 16.90
$ 17.46
$ 18.03
$ 17.19
$ 18.87
$ 23.46
$ 25.37
$ 26.48
$ 30.14
$ 33.80
$ 39.44
$ 1.10

10 Yr Anv.
$ 17.07
$ 17.64
$ 18.21
$ 17.37
$ 19.06
$ 23.69
$ 25.63
$ 26.74
$ 30.44
$ 34.14
$ 39.83
$
1.12

12 Yr Anv.
$ 17.41
$ 17.99
$ 18.57
$ 17.71
$ 19.44
$ 24.17
$ 26.14
$ 27.28
$ 31.05
$ 34.82
$ 40.63
$
1.14

14 Yr Anv.
$ 17.76
$ 18.35
$ 18.94
$ 18.07
$ 19.83
$ 24.65
$ 26.66
$ 27.82
$ 31.67
$ 35.52
$ 41.44
$
1.16

16 Yr Anv.
$ 18.11
$ 18.72
$ 19.32
$ 18.43
$ 20.23
$ 25.14
$ 27.20
$ 28.38
$ 32.30
$ 36.23
$ 42.27
$
1.18

18 Yr Anv.
$ 18.48
$ 19.09
$ 19.71
$ 18.80
$ 20.63
$ 25.65
$ 27.74
$ 28.95
$ 32.95
$ 36.95
$ 43.11
$
1.21

20 Yr Anv.
$ 18.85
$ 19.47
$ 20.10
$ 19.17
$ 21.05
$ 26.16
$ 28.29
$ 29.53
$ 33.61
$ 37.69
$ 43.97
$
1.23

1 Yr Anv.
$ 15.76
$ 16.29
$ 16.81
$ 16.04
$ 17.60
$ 21.88
$ 23.67
$ 24.70
$ 28.11
$ 31.53
$ 36.78
$ 1.03

2 Yr Anv.
$ 15.92
$ 16.45
$ 16.98
$ 16.20
$ 17.78
$ 22.10
$ 23.90
$ 24.94
$ 28.39
$ 31.84
$ 37.15
$ 1.04

3 Yr Anv.
$ 16.08
$ 16.62
$ 17.15
$ 16.36
$ 17.96
$ 22.32
$ 24.14
$ 25.19
$ 28.68
$ 32.16
$ 37.52
$ 1.05

4 Yr Anv.
$ 16.24
$ 16.78
$ 17.32
$ 16.52
$ 18.14
$ 22.54
$ 24.38
$ 25.44
$ 28.96
$ 32.48
$ 37.90
$ 1.06

5 Yr Anv.
$ 16.40
$ 16.95
$ 17.50
$ 16.69
$ 18.32
$ 22.77
$ 24.63
$ 25.70
$ 29.25
$ 32.81
$ 38.28
$ 1.07

6 Yr Anv.
$ 16.57
$ 17.12
$ 17.67
$ 16.85
$ 18.50
$ 23.00
$ 24.87
$ 25.96
$ 29.55
$ 33.14
$ 38.66
$ 1.08

7 Yr Anv.
$ 16.73
$ 17.29
$ 17.85
$ 17.02
$ 18.69
$ 23.23
$ 25.12
$ 26.22
$ 29.84
$ 33.47
$ 39.04
$ 1.09

8 Yr Anv.
$ 16.90
$ 17.46
$ 18.03
$ 17.19
$ 18.87
$ 23.46
$ 25.37
$ 26.48
$ 30.14
$ 33.80
$ 39.44
$ 1.10

9 Yr Anv.
$ 17.07
$ 17.64
$ 18.21
$ 17.37
$ 19.06
$ 23.69
$ 25.63
$ 26.74
$ 30.44
$ 34.14
$ 39.83
$ 1.12

10 Yr Anv.
$ 17.24
$ 17.82
$ 18.39
$ 17.54
$ 19.25
$ 23.93
$ 25.88
$ 27.01
$ 30.75
$ 34.48
$ 40.23
1.13
$

12 Yr Anv.
$ 17.59
$ 18.17
$ 18.76
$ 17.89
$ 19.64
$ 24.41
$ 26.40
$ 27.55
$ 31.36
$ 35.17
$ 41.03
$
1.15

14 Yr Anv.
$ 17.94
$ 18.53
$ 19.13
$ 18.25
$ 20.03
$ 24.90
$ 26.93
$ 28.10
$ 31.99
$ 35.87
$ 41.85
$
1.17

16 Yr Anv.
$ 18.30
$ 18.91
$ 19.52
$ 18.61
$ 20.43
$ 25.39
$ 27.47
$ 28.66
$ 32.63
$ 36.59
$ 42.69
$
1.20

18 Yr Anv.
$ 18.66
$ 19.28
$ 19.91
$ 18.99
$ 20.84
$ 25.90
$ 28.02
$ 29.24
$ 33.28
$ 37.32
$ 43.54
$
1.22

20 Yr Anv.
$ 19.03
$ 19.67
$ 20.30
$ 19.36
$ 21.26
$ 26.42
$ 28.58
$ 29.82
$ 33.95
$ 38.07
$ 44.41
1.24
$

1.00%
1.00%
1.00%
1.00%

102.00%

VCC Wage Scale Year 2
Classification
Hire Rate
Dining Services Asst/ Housekeeper / Laundr $
15.45
Life Enrichment Asst / NAR
$
15.97
RA (non-NAC) / Cook 1 / Receptionist
16.48
$
Life Enrichment Lead
15.72
$
NAC / Cook 2
17.26
$
Maintenance Tech
$
21.45
Administrative Asst
$
23.20
Medication Nurse (LPN)
$
24.21
Charge Nurse (LPN)
$
27.56
Medication Nurse (RN)
30.91
$
Charge Nurse (RN)
36.06
$
Classification #12
1.01
$
Years
Years 1-5
Years 6-10
Years 11-15
Years 16-20

Increase over Year 1 scale

% Inc.

1.00%
1.00%
1.00%
1.00%

101.00%

VCC Wage Scale Year 3
Classification
Hire Rate
Dining Services Asst/ Housekeeper / Laundr $
15.61
Life Enrichment Asst / NAR
16.13
$
RA (non-NAC) / Cook 1 / Receptionist
16.65
$
Life Enrichment Lead
$
15.88
NAC / Cook 2
$
17.43
Maintenance Tech
$
21.66
Administrative Asst
23.43
$
Medication Nurse (LPN)
$
24.45
Charge Nurse (LPN)
$
27.83
Medication Nurse (RN)
$
31.22
Charge Nurse (RN)
$
36.42
Classification #12
$
1.02
Years
Years 1-5
Years 6-10
Years 11-15
Years 16-20

Increase over year 2 scale

% Inc.

1.00%
1.00%
1.00%
1.00%

101.00%
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215 Columbia St.
Seattle, WA 98104
www.seiu775.org
Call our Member Resource Center toll-free at 1.866.371.3200

