
# Classification Notes Facility 0 Yr 1 Yr 2 Yrs 3 Yrs 4 Yrs 5 Yrs 6 Yrs 7 Yrs 8 Yrs 9 Yrs 10 Yrs 11 Yrs 12 Yrs
1a CNAs/NACs B+E+S $24.00 $24.15 $24.64 $25.13 $25.64 $26.15 $26.67 $27.30 $27.95 $28.61 $29.25 $29.91 $30.59

1b CAN/NACs B+E+S Scale - .50 Americana $23.50 $23.65 $24.14 $24.63 $25.14 $25.65 $26.17 $26.80 $27.45 $28.11 $28.75 $29.41 $30.09

1c CNAs/NACs Heartwood $24.00 $24.24 $24.72 $25.21 $25.72 $26.23 $26.76 $27.30 $27.85 $27.85 $27.85 $27.85 $27.85

2a

Restorative Aide/Shower Aide + Central Supply 

Clerk/Staffing Coordinator (CNAs +1) B+E+S CNA Scale +1 B+E+S $25.00 $25.15 $25.64 $26.13 $26.64 $27.15 $27.67 $28.30 $28.95 $29.61 $30.25 $30.91 $31.59

2b

Restorative Aide/Shower Aide + Central Supply 

Clerk/Staffing Coordinator (CNAs +1) A CNA Scale +1 Americana $24.50 $24.65 $25.14 $25.63 $26.14 $26.65 $27.17 $27.80 $28.45 $29.11 $29.75 $30.41 $31.09

3a NARs All Facilities $22.50

4a

Activities Asst., Dietary Aide, Hospitality Aide, 

Housekeeping, Laundry, Maintenance Asst., 

Social Services Asst., Transport Driver, 

Smoking Aide B+E+S+A $20.00 $20.15 $20.50 $20.95 $21.40 $22.07 $22.66 $23.25 $23.90 $24.55 $25.21 $25.89 $26.59

4b

Activities Asst., Dietary Aide, Hospitality Aide, 

Housekeeping, Laundry, Social Services Asst., 

Transport Driver, Smoking Aide Heartwood $19.00 $19.38 $19.77 $20.16 $20.57 $20.98 $21.40 $21.40 $21.40 $21.40 $21.40 $21.40 $21.40

5a Cook B+E+S+A $21.50 $21.93 $22.52 $23.13 $23.75 $24.40 $25.05 $25.73 $26.43 $27.14 $27.87 $28.62 $29.40

5b Cook/Maintenance Assistant ** AGREED BESIDES MAINTENANCE ASST Heartwood $21.00 $21.42 $21.85 $22.29 $22.73 $23.19 $23.65 $23.65 $23.65 $23.65 $23.65 $23.65 $23.65

6a LPN - Enumclaw Enumclaw $36.00 $36.72 $37.45 $38.20 $38.97 $39.75 $40.54 $41.45 $42.39 $43.34 $44.32 $45.31 $46.33

6b LPN - Frontier Frontier $34.00 $34.68 $35.37 $36.08 $36.89 $37.72 $38.57 $39.44 $40.33 $41.23 $42.16 $43.11 $44.08

6c LPNs - Bellingham (North Cascades) Bellingham $36.50 $37.23 $37.97 $38.73 $39.51 $40.30 $41.20 $42.13 $43.08 $44.05 $45.04 $46.06 $47.09

6d LPN - Heartwood Heartwood $38.00 $38.76 $39.54 $40.33 $41.13 $41.96 $42.79 $43.76 $44.74 $44.74 $44.74 $44.74 $44.74

7a RN - Frontier Frontier $39.00 $39.78 $40.58 $41.39 $42.21 $43.06 $43.92 $44.91 $45.92 $46.95 $48.01 $49.09 $50.19

7b RNs - Bellingham (North Cascades) Bellingham $42.00 $42.84 $43.70 $44.57 $45.46 $46.37 $47.30 $48.24 $49.20 $50.19 $51.19 $52.21 $53.25

A Americana <2% 2% 2.25% 2.70% 3.00%
F Frontier
B Bellingham (North Cascades) Shower Aide - $1 differential if the facility does not employ a full-time shower aide but instead makes CNAs rotate.
E Enumclaw
S Shelton
H Heartwood

# Classification UNION OR EMPLOYER Facility 0 Yr 1 Yr 2 Yrs 3 Yrs 4 Yrs 5 Yrs 6 Yrs 7 Yrs 8 Yrs 9 Yrs 10 Yrs 11 Yrs 12 Yrs
1a CNAs/NACs Agreed B+E+S $24.35 $24.84 $25.00 $25.50 $26.01 $26.54 $27.07 $27.60 $28.26 $28.93 $29.61 $30.27 $30.96

1b CAN/NACs Agreed A $23.85 $24.32 $24.48 $24.98 $25.49 $26.02 $26.55 $27.09 $27.74 $28.41 $29.09 $29.76 $30.44

1c CNAs/NACs Agreed Heartwood $24.35 $24.84 $25.09 $25.59 $26.09 $26.62 $27.15 $27.70 $28.26 $28.82 $28.82 $28.82 $28.82

2a

Restorative Aide/Shower Aide + Central Supply 

Clerk/Staffing Coordinator (CNAs +1) Agreed in Concept B+E+S $25.35 $25.84 $26.00 $26.50 $27.01 $27.54 $28.07 $28.60 $29.26 $29.93 $30.61 $31.27 $31.96

2b

Restorative Aide/Shower Aide + Central Supply 

Clerk/Staffing Coordinator (CNAs +1) Agre A $24.85 $25.32 $25.48 $25.98 $26.49 $27.02 $27.55 $28.09 $28.74 $29.41 $30.09 $30.76 $31.44

3a NARs Agreed B+E+S+A+H $22.83 $23.29 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00 $0.00

4a

Activities Asst., Dietary Aide, Hospitality Aide, 

Housekeeping, Laundry, Maintenance Asst., 

Social Services Asst., Transport Driver, 

Smoking Aide Agreed $20.29 $20.70 $20.86 $21.22 $21.68 $22.15 $22.84 $23.45 $24.06 $24.74 $25.41 $26.09 $26.80

4b

Activities Asst., Dietary Aide, Hospitality Aide, 

Housekeeping, Laundry, Social Services Asst., 

Transport Driver, Smoking Aide AGREED Heartwood $19.28 $19.67 $20.06 $20.46 $20.87 $21.29 $21.71 $22.15 $22.15 $22.15 $22.15 $22.15 $22.15

5a Cook AGREED B+E+S $21.82 $22.25 $22.70 $23.31 $23.94 $24.59 $25.25 $25.93 $26.63 $27.35 $28.09 $28.85 $29.63

5b Cook/Maintenance Assistant ** AGREED BESIDES MAINTENANCE ASST Heartwood $21.31 $21.74 $22.17 $22.61 $23.07 $23.53 $24.00 $24.48 $24.48 $24.48 $24.48 $24.48 $24.48

6a LPN - Enumclaw AGREED Enumclaw $36.53 $37.26 $38.01 $38.77 $39.54 $40.33 $41.14 $41.96 $42.90 $43.87 $44.86 $45.87 $46.90

6b LPN - Frontier AGREED Frontier $34.50 $35.19 $35.89 $36.61 $37.34 $38.18 $39.04 $39.92 $40.82 $41.74 $42.68 $43.64 $44.62

6c LPNs - Bellingham (North Cascades) AGREED Bellingham $37.04 $37.78 $38.53 $39.30 $40.09 $40.89 $41.71 $42.64 $43.60 $44.59 $45.59 $46.62 $47.67

6d LPN - Heartwood AGREED Heartwood $38.56 $39.33 $40.12 $40.92 $41.74 $42.57 $43.42 $44.29 $45.29 $46.31 $46.31 $46.31 $46.31

7a RN - Frontier AGREED Frontier $39.57 $40.37 $41.17 $42.00 $42.84 $43.69 $44.57 $45.46 $46.48 $47.53 $48.60 $49.69 $50.81

7b RNs - Bellingham (North Cascades) AGREED Bellingham $42.62 $43.47 $44.34 $45.23 $46.13 $47.05 $47.99 $48.96 $49.93 $50.92 $51.95 $52.98 $54.04

Date__________________
Date__________________

Tentatively Agreed to by SEIU and Evergreen

For the Employer

__________________________________

For the Union

#1 EFFECTIVE MARCH 1, 2025: Combined Wage Scale for Americana and Frontier (A+F); Bellingham, Enumclaw, and Shelton (B+E+S), and Heartwood (H)

Key: KEY (Approximate Step Increases

#2 EFFECTIVE APRIL 1, 2026: Combined Wage Scale for Americana and Frontier (A+F); Bellingham, Enumclaw, and Shelton (B+E+S), and Heartwood (H)
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Tentatively Agreed to:  
For the Union:  
  
  
__________________________
___  
  
Date: _04-18-25________  

  
For the Employer:  
  
   
__________________________
___  
  
Date:___________  
  

 

 

(TOGETHER) ARTICLE 1: RECOGNITION   TA 
This Collective Bargaining Agreement is between SEIU 775 (“the Union”) and the followinge 

separate employers: 

•  Evergreen at Evergreen Washington Healthcare,  

• “Enumclaw”: Enumclaw SNF Operations, L.L.C, d/b/a Enumclaw Health & Rehabilitation 

Center, Evergreen Washington Healthcare Enumclaw, L.L.C., located at 2323 Jensen 

Street, Enumclaw, WA, 98022. 

• “Americana”: Americana SNF Operations, L.L.C., d/b/a Americana Health & 

Rehabilitation Center, Evergreen Washington Healthcare Americana, L.L.C. 

(“Americana”), located at 917 7th Avenue Longview, WA, 98632. 

• “North Cascades”: Evergreen at Bellingham, L.L.C. (“North Cascades”), North Cascades 

SNF Operations, L.L.C., d/b/a North Cascades Health & Rehabilitation Center , located at 

4680 Cordata Parkway, Bellingham, WA, 98226. 

•  “Frontier”: Frontier SNF Operations, L.L.C., d/b/a Frontier Health & Rehabilitation 

Center, located at 1500 3rd Ave, Longview, WA 98632.Evergreen Washington 

Healthcare Frontier,  

• “Shelton”: Shelton SNF Operations, L.L.C., d/b/a Shelton Health & Rehabilitation Center, 

located at 153 John's Ct, Shelton, WA 98584.  

• Evergreen at Shelton, L.L.C., Evergreen which  

• “Heartwood”: Heartwood Extended Health Care, L.L.C., d/b/a Heartwood Extended 

Health Care, located at 1649 72nd St E, Tacoma, WA 98404.  
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For the Union:  
  
  
__________________________
___  
  
Date: _04-18-25________  

  
For the Employer:  
  
   
__________________________
___  
  
Date:___________  
  

 

 

 

aAll parties agree these are separate employers for all purposes and separate limited liability 

companies for all purposes, but each agrees to associate with the other for the purpose of 

recognizing SEIU 775, herein the “Union” as the exclusive collective bargaining representative for 

the bargaining units specified in Section 1.1. 

 SECTION 1.1: PRESENT BARGAINING UNITS AND SINGLE BARGAINING 
UNIT       Need to review Heartwood 
 

The bargaining units specified below are part of a single bargaining unit, as provided for under 

federal labor law regarding multi‐employer bargaining, for all employees in the listed employee 

classifications at the following locations: 

SECTION 1.1: Enumclaw:  

Regular full‐time, part‐time and intermittent Housekeepers, Laundry Aides, Janitors, Dietary 

Aides, Maintenance Assistants, Cooks, Lead Cooks, Restorative Aides, NARs, Certified Nursing 

Assistants, Lead Certified Nursing Assistants, Social Services Assistant, Licensed Practical Nurses, 

Central Supply Clerks, Nursing Staffing Coordinator/Ward Clerks or Central Supply, and Activity 

Assistants, located at EmpRes Washington Healthcare Enumclaw, L.L.C., D/b/a EmpRes 

Enumclaw Health and Rehabilitation Center, 2323 Jensen Street, Enumclaw, WA, 98022, 

excluding all guards, professional employees, confidential employees, supervisors and any other 

employees excluded by the National Labor Relations Act. 
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SECTION 1.2: Americana:  

Regular full‐time, part‐time and Intermittent Certified Nurse Assistants (NACs), Restorative Aides 

(RAs) Lead Certified Nurse Assistants (Lead NACs), Social Services Assistant, Non-Certified Aides 

(NATs), Activities Aides, Shower Aides, Cooks, Dietary Aides, Housekeeping Aides, Laundry Aides. 

employed by the Employer at: Evergreen Washington Healthcare Americana, L.L.C., D/b/a 

EmpRes Americana Health and Rehabilitation Center 917 7th Avenue Longview, WA, 98632.. 

SECTION 1.3: North Cascades:  

Regular full-time, part‐time and Intermittent Certified Nurse Assistants (NACs), Restorative Aides 

(RAs), Lead Certified Nurse Assistants (Lead NACs), Social Services Assistant, Non-Certified Aides 

(NATs), Activities Aides, Shower Aides, Cooks, Dietary Aides, Maintenance Assistants, 

Housekeeping Aides, Laundry Aides. employed by the Employer at: Evergreen at Bellingham, 

L.L.C., D/b/a EmpRes North Cascades Health and Rehabilitation Center 4680 Cordata Parkway, 

Bellingham, WA, 98226. 

SECTION 1.4: Frontier:  

Regularly scheduled full-time, regular part-time and per diem/on-call Registered Nurses (RNs) 

and Licensed Practice Nurses (LPNs) employed at Evergreen Frontier Rehabilitation and Extended 

Care Center, in Longview, Washington; excluding all other employees, office clerical employees, 

confidential employees and guards and supervisors as defined by the Act. 

SECTION 1.5: Shelton:  

Regular full‐time, part‐time and Intermittent Certified Nurse Assistants (NACs), Restorative Aides 

(RAs), Lead Certified Nurse Assistants (Lead NACs), Staffing Coordinator, Central Supply, Certified 

Medication Aide (MAC), Non-Certified Aides (NATs), Activities Aides, Social Services Assistant, 
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Shower Aides, Cooks, Dietary Aides, Housekeeping Aides, Laundry Aides. employed by the 

Employer at: Evergreen Washington Healthcare Shelton, L.L.C., D/b/a EmpRes Shelton Health and 

Rehabilitation Center 153 John’s Ct, Shelton, WA, 98584.. 

Heartwood: All regular full-time, regular part-time, and PRN employees employed by the 

Employer at its Tacoma, Washington facility; excluding office clerical employees, staff 

development employees, staffing coordinators, medical records employees, professional 

employees, Registered Nurses, temporary employees, individuals employed by third-party 

agencies, confidential employees, managers, and guards and supervisors as defined in the Act. 
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ARTICLE 17: HOLIDAYS    

SECTION 17.1: RECOGNIZED HOLIDAYS  
SECTION: 17.1.1 ALL CENTERS EXCEPT ENUMCLAW (FRONTIER, NORTH CASCADES, 
AMERICANA, HEARTWOOD, and  SHELTON) 

The Centers recognize the seven (7) holidays listed below:  
 
• New Year’s Day*  
• Memorial Day 
• Independence Day*  
• Labor Day* 
• Thanksgiving Day*  
• Christmas Day* 
• Presidents Day 

These holidays are recognized as occurring during the period between 12:01 am to 12:00 

midnight on the dates observed. Employees scheduled to work the holidays listed shall be paid 

one and a half times their regular rate of pay except those holidays with an asterisk to which 

employees will be paid twice their regular hourly rate. If any part of that work shift carries over 

into the next calendar day, the holiday premium shall stop at midnight.  

SECTION 17.2.1: ENUMCLAW  

Enumclaw Health and Rehabilitation Center The facility recognizes the seven (7) holidays listed 

below: These holidays are recognized as occurring during the period between 12:01am to 12:00 

midnight on the dates observed.  

• New Year’s Day 
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• Memorial Day 
• Independence Day  
• Labor Day X 
• Thanksgiving Day  
• Christmas Day 
• Presidents Day  

Regular full‐time employees who are not required to work on one of the designated holidays will 

receive up to 8 hours holiday pay, provided they work their regularly scheduled shift before and 

after the holiday, unless their absence was excused or authorized by the Employer. Regular part‐

time employees will receive holiday pay based on the proration of time worked over the past 

quarter as compared to a full-time employee. Any regular full-time or regular part time employee 

who is required to work a designated holiday shall be paid his/her regular rate of pay for all hours 

worked on the holiday and holiday pay for any hour worked up to eight (8) hours. 

SECTION 18.4: PERSONAL HOLIDAYS AT ALL CENTERS  

Full‐time and part-time employees are eligible to receive one paid day off each year that must be 

used within the calendar year. The paid day off for part-time employees will be pro-rated based 

on average hours paid during the work week. To be eligible for a Personal Holiday, an employee 

must have completed his/her Probationary Period. Employees cannot request pay in lieu of a day 

off. In no case will payment for a Personal Holiday be in excess of eight (8) hours (or twelve (12) 

hours for LPNs who work 12-hour shifts). The Personal Holiday is not payable upon termination 

of employment. 
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ARTICLE 18: VACATION AND PAID TIME OFF     
 

• Employer and Union agree no changes to the accrual tables 

• Section 18.2 Applies to Heartwood as well (Retitle 18.2 to include “Heartwood”) 

• All other PTO process changes have been tentatively agreed to already 
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ARTICLE 19: RETIREMENT SAVINGS PROGRAM 
The Employer will make available to bargaining unit employees  a 401(k) program for 
employees to invest in for retirement purposes. The Employer will notify the Union of any 
material changes to the 401(k) program thirty (30) days before they go into effect. If the 
Employer intends to make any downwards adjustments to the employer contribution to the 
401(k) program, they shall bargain that change with the Union. The Employer does not 
make any contributions to this program but agrees that it will do so on the same terms and 
conditions as other EmpRes Washington Nursing Centers healthcare facilities if the 
Employer begins a contribution program on a statewide basis. The employer shall maintain 
its Employee Stock Ownership Program (ESOP) for bargaining unit employees on the same 
basis as it does for non-bargaining unit employees.   
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__________________________
___  

Date:___________  

ARTICLE  20:  INSURED BENEFITS 

SECTION 20.1: GENERAL BENEFIT ELIGIBILITY 
Only full-time employees are eligible to participate in the medical and dental programs. 

Coverage is effective the first day of the month following 60 days of employment. The 

Employer may select, change, eliminate or modify insurance carriers, benefit plans, 

benefit levels, employee co-pays and/or employee premiums for the dental, vision and 

non-medical insurance plans. Prior to implementing any substantial and material change 

in insured benefits, excluding those required under the Patient Protection and Affordable 

Care Act, the Employer shall meet with the Union to discuss the changes provided the 

Union requests such a meeting within thirty (30) calendar days of receiving notice of the 

changes. If the Employer’s foregoing modification, excluding modifications required under 

the Patient Protection and Affordable Care Act, results in less total compensation for 

employees in the bargaining unit, the Employer shall negotiate with the Union per the 

provisions of Article 2. 

SECTION 20.1.1: ELIGIBILITY FOR LPNS AT ENUMCLAW 
Effective the first day of the month following sixty (60) days of employment, regular full- 

time LPN’s shall be eligible to participate in the Employer’s medical and dental programs. 

SECTION 20.2: ALL CENTERS EXCEPT ENUMCLAW: 
Effective the April 1, 2022 open enrollment, tThe Employer shall pay for eighty five percent 

(85%) of the premium of the employee-only coverage and the employee, through payroll 

deduction, shall pay fifteen percent (15%) of the premium. For dependent-level coverage 
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(i.e. employee-spouse, employee-children, or family), the Employer shall pay at least 60% 

of the premium for employee-spouse and employee-children plans and 65% of the family 

plan 6575% of the premium;, and the employee, through payroll deduction, shall pay the 

remainder of the premium3525% of the premium.  

Employees may participate in the Employer’s dental insurance plan at his/her own expense. 

Eligible employees, at their own expense, may authorize deductions for coverage of 

dependents in the Employer’s medical or dental plans. 

SECTION 20.3: COVERAGE AT ENUMCLAW HEALTH AND REHABILITATION 
CENTER  
Effective the April 1, 2018 open enrollment, tThe employer will pay (75%) seventy-five of 

the premium for single employee coverage and the Employee will pay twenty (25%) of the 

premium. After the first year of coverage, the Employer will pay 100% of the premium for 

single employee coverage. In the event of any increase in the premium during the term of 

the Agreement, the employer will maintain the 80%/100% payment ratios.  

For dependent-level coverage (i.e. employee-spouse, employee-children, or family), the 

Employer shall pay at least 60% of the premium for employee-spouse and employee-

children plans and 65% of the family plan premium; the employee, through payroll 

deduction, shall pay the remainder of the premium.     

SECTION 20.3.1:  DEPENDENT COVERAGE 
Dependent Medical Insurance Coverage at Enumclaw Health and Rehabilitation Center: 

Employer will contribute $90.00 per month towards dependent children or spouse 

coverage for eligible employees. 
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SECTION 20.4: FUTURE MEDICAL PLANS 
The parties maintain a vision of quality and affordable healthcare for both the employees 

and the employer. If, in the lifetime of this agreement, a Taft-Hartley Trust insurance plan is 

created, the employer agrees to meet with the Union to review its costs and benefits and 

remains open to joining such plan. The parties acknowledge that the employer is not 

required to join a Taft-Hartley plan. 

SECTION 20.5: HEALTHCARE ELIGIBILITY FOR ON-CALL EMPLOYEES 
On-call employees who work more than thirty (30) hours per week may become eligible for 

healthcare benefits provided by the Employer in accordance with the provisions of the 

Affordable Care Act (ACA) and this Agreement. The cost-sharing of the relevant premium 

between the Employer and the employee shall be the same as for full-time employees. If 

an employee's status changes (e.g., a transition from on-call to part-time or full-time), the 

employee’s hours of service shall be re-evaluated in accordance with the provisions of this 

Article and applicable law. This section outlines the process by which an on-call employee 

may attain eligibility for healthcare coverage through the use of measurement, 

administrative, and stability periods, as defined by the ACA.  

 

Lookback Measurement Periods: If a casual, on-call or per diem employee works an 

average of thirty (30) hours per week (or 130 hours per month) over six (6) consecutive 

months, the casual, on-call or per diem employee may request the employer to provide 

healthcare benefits. The lookback measurement period is the five calendar months 

preceding the date of the request. The lookback measurement period can precede the 
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date of contract ratification if an employee makes a request within 5 months of contract 

ratification.   

 

Administrative Period: Within 21 days of receiving the request, the Employer shall 

determine if the employee meets the hours requirements and shall accordingly grant the 

request if so. The Employer shall have an additional thirty (30) days to enroll the affected 

employee into the healthcare program they elect.  

 

Stability Period: If an on-call employee is determined to have worked an average of 30 or 

more hours per week during the lookback measurement period, the employee shall be 

considered eligible for healthcare benefits for the duration of a 6-month stability period, 

regardless of the number of hours worked during the administrative or stability periods.  

ARTICLE 21: COMPENSATION   

SECTION 21.X: RATIFICATION DETAILS 
All wage increases and retroactive payments will be implemented within 30 days of 

ratification.     Employer will make retroactive payments in two (2) equal installments.  The 

first installment of retroactive pay will be paid in the payroll period following the payroll 

period in which the parties agree on individual wage rates for all employees.  That will also 

be the first payroll period in which the new rates will be implemented prospectively.  The 

second installment of retroactive pay will be two (2) payroll periods following the first 

installment.  

Retroactive Date: The Appendix A Wage Scales shall be effective March 1, 2025.  
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Wage Scale Placement Upon Ratification: 

• Method 1 (Experience-Based Placement): Subject to the guidelines exceptions 

that follow as described below in Methods 2, 3 and 4, the scale step for nursing 

employees shall be determined by the date of their credential applicable to their 

classification.  The scale step for non-nursing employees will be determined by their 

length of service at the facility in their current classification, plus any additional 

relevant experience they can provide proof of. The Employer shall not unreasonably 

deny credit for prior experience and must make a good faith effort to evaluate 

submitted proof in a timely and reasonable manner.  Example:  a CNA at Enumclaw 

is currently paid $24.50/hour and obtained their credential in November of 2021 – 

meaning that the employee has a full 3 years of experience at the time of ratification 

and should be placed on the 3 year step.  That employee should be placed on the 

March 1, 2025 CNA scale 3 year step at $25.13.    

• Method 2 (Minimums): Subject to the guidelines that follow, fFor any employee for 

whom Method 1 results in less than a 2% increase, that employee will be placed on 

the step for their classification that results in at least a 2% increase.  In the example 

above, assume that the Enumclaw CNA is being paid $24.75/hour with the same 3 

years of experience.  Moving that employee to the March 1, 2025 Scale 3-year step 

of $25.13 results in an increase of approximately 1.5%.  Since that is less than 2%, 

the employee needs to be moved to the next step which results in at least a 2% 

increase.  The March 1, 2025 4-year step for Enumclaw CNAs is $25.64 – an 

increase greater than 2% above the employee’s current rate of $24.75.  The 

employee should be moved to $25.64.     
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• Method 3: Subject to the guidelines that follow,   If an employee’s years of credited 

experience is greater than the number of steps in their classification’s scale (i.e. 14 

years of experience for a 12-step scale), that employee shall receive the greater of 

(1) 3%, or (2) placed at the top step of their scale.  

• Method 4: Subject to the guidelines, iIf (1) an employee’s years of credited 

experience is less than the number of steps in their classification’s scale, but (2) 

that employee’s present wage rate exceeds the new top step of their classification’s 

scale (i.e. a CNA at Americana who makes $32/hr with only 5 years of credited 

experience), that employee shall receive the greater of (1) 2%, or (2) the wage rate at 

the top of the scale. 

 

Maximums: For any employee for whom any of the above methods results in greater than 

an 8% increase (6% for Heartwood), that employee will be placed on the step for their 

classification that results in at least an 8% (6% for Heartwood) increase. 

 

 

 

 

SECTION 21.X: RETROACTIVE PAY UPON RATIFICATION  
The Appendix A wage scale shall be effective December  October 1, 2024.  
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SECTION 21.X: HEARTWOOD SCALE PLACEMENT UPON RATIFICATION 
Upon ratification at Heartwood, current employees will be placed on the wage scale in 

Appendix A; these employees shall have their relevant experience recognized and shall be 

placed on the scale based on their previous years of experience. If—as a result of this 

experience-based scale placement—an employee’s pre-ratification base rate does not 

increase by at least seventy-five cents ($0.75), they shall instead be placed on the scale at 

the step that would result in at least a base rate increase of seventy-five ($0.75).   

SECTION 21.1: REPORT PAY 

SECTION  21.1.1: REPORT PAY AT ALL CENTERS (EXCEPT ENUMCLAW 
REHABILITATION AND HEALTHCARE) 
 

Employees who report for work as scheduled and who leave because of low census or 

other similar reasons, shall be paid. no less than two (2) hours' pay at straight-time rate 

plus differentials, if applicable.  Report pay only applies if the employee did not receive 

prior notice from the Employer of low census or overstaffing.  

Prior notice includes leaving confirming via a text message and/or a phone call message on 

an answering machine or with the person answering the telephone at least eight hours 

ninety (90) minutes prior to the start of the employee’s shift. It is the responsibility of the 

employee to provide the Employer with an accurate telephone number. Failure by the 

employee to do so relieves the Employer of its “report pay” obligation. 

Pay At All Centers: The employee shall be paid no less than four (4) hours' pay at straight-

time rate plus differentials, if applicable. 
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SECTION 21.1.2: REPORT PAY AT ALL CENTERS ENUMCLAW HEALTH AND 
REHABILITATION CENTER    
Employees who report for work as scheduled and who leave because of low census or 

other similar reasons, shall be paid no less than four (4) hours' pay at straight‐time rate 

plus differentials, if applicable. Report pay only applies if the employee did not receive 

prior notice from the Employer of low census or overstaffing. 

Prior notice includes leaving a message on an answering machine or with the person 

answering the telephone at least ninety (90) minutes prior to the start of the employee’s 

shift. It is the responsibility of the employee to provide the Employer with an accurate 

telephone number. Failure by the employee to do so relieves the Employer of its “report 

pay” obligation. 

SECTION 21.2: NEW POSITIONS 
If during the life of this Agreement the Employer elects to create a new position in the unit 

defined by Article 1 (Recognition), then the Employer shall give the Union advance written 

notice of the wage rate for that employee and the wage scale for that position. TA The 

Union shall have seven (7) calendar days from receipt of such notice to request 

negotiations on the proposed wages rate. If requested by the Union, the parties shall meet 

promptly to negotiate the wages for the new position. 
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SECTION 21.3: REHIRE 
If the Employer opts to rehire an individual who worked for the Employer previously (within 

the past twelve (12) months), the employee shall be paid no less than their hourly wage or 

step when previously employed, if reemployed in the same position as before and the 

Employer deems that any necessary certification and skill requirements are met as 

determined by the Employer. 

SECTION 21.4: WORK IN A HIGHER CLASSIFICATION  
Employees required to work in a higher classification shall be paid the higher rate of pay for 

all hours worked in that classification. If Employees are required to work in a lower 

classification, they shall retain their current rate of pay.   TA 

SECTION 21.5: WAGE ADJUSTMENTS  SCALE PLACEMENT UPON 
TRANSFER 
Effective the first day of the pay period following ratification, all employees covered under 

the agreement shall be placed on the wage scale in Appendix A based on their current 

step,  or most recent anniversary date, or years of relevant experience, whichever is 

greater.  

Employees who transfer from one Center to another Center shall be placed on the wage 

scale at the appropriate step or maintain their current wage, at the time of transfer, 

whichever is higher.  
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SECTION 22.XX: YEARLY COST-OF-LIVING INCREASE 
On September 1st of each year for the life of the contract, the Appendix A wage schedules 

will increase by four percent (4%). 

Cost-of-Living Percentage Multiplier: On September 1st of each year, each wage 

schedule in Appendix A will increase by the “Cost-of-Living Percentage Multiplier.” The 

Cost-Of-Living Percentage Multiplier is defined as the average percentage increase (across 

all the facilities) in the facilities’ Total Daily Medicaid SNF rate between July 1 of the 

preceding year and July 1 of the current year, as published by Washington State 

Department of Social and Health Services (DSHS) in June of each year. The Cost-of-Living 

Percentage Multiplier cannot be below 4% nor can it exceed 7%.   

For example, if the Medicaid SNF rate per Medicaid Day increases by an average of 4.3% 

across the various relevant facilities, then the Cost-of-Living Percentage Multiplier will be 

4.3%; that entire wage scale would thus increase by 4.3%.  

 

Process for Implementing Wage Increase on September 1: Each year, the Employer will 

send to the Union (1) its determination of the new wage schedule by August 1, to be 

implemented on September 1, and (2) its method of determining the new wage schedule. 

In the unlikely event of a dispute between the Union and Employer regarding the 

determination, this determination will be subject to the Collective Bargaining Agreement’s 

Grievance and Arbitration process.   

Wage Equity Bills: Furthermore, if the legislature appropriates any funding specifically for 

wage increases for direct and indirect care workers at SNFs, the Employer will bargain with 

the union over the spending of these funds. Upon the legislature appropriating these funds, 

the Union will notify the Employer of its obligation to direct these funds towards wages and 
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its intent to bargain the wages. Within 14 calendar days of the Union notifying the 

Employer, the Employer must draft an initial proposal for a revised wage scale that it will 

share with the Union. Upon receipt of the Employer’s proposal, the Union has ten (10) 

calendar days to (1) accept the proposal, or (2) elect to engage in bargaining over the 

Employer’s proposal.    

 

SECTION 21.6: ABOVE SCALE INCREASES 
Effective the first day of the pay period following ratification, employees whose rates 

and/or service is above the scale of 10 steps will receive the greater of (1) 3% above the 

new top step base rate, or (2) 3% above their current rate of pay. a 3% increase to their 

base wage, which is step 10 plus 3%, or their current rate of pay plus 3%, whichever is 

greater  

SECTION 21.6.1: RECOGNITION FOR RELEVANT EXPERIENCE  *** 
Newly hired Employees shall receive be credited for their up to seven twelve (127) years of 

experience based on their previous relevant experience or credentialling. If their years of 

experience exceeds the number of steps on their classification’s scale, they shall be 

placed at the top of their scale. No newly hired employee will receive an hourly rate that is 

above current employees with the same or more experience; in the event that this 

happens, the Employer and the Union will meet to discuss the appropriate remedy, if any, 

on a case-by-case basis. employee with the same or more experience and lesser rate shall 

have their wage adjusted upwards.  Such advance placement on the hiring scale will not be 

considered for the purposes of other benefits. 
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SECTION  21.7: ANNIVERSARY INCREASES AND COST-OF-LIVING 
ADJUSTMENT (COLA) 
2025 Anniversary Increases: 

Anniversary Increase:   

• Anniversary Increase: 

o Employees below the top step on their classification: These employees 

will advance to the next step on their wage scale. 

• Employees at or above the top step on their classification: These employees 

will receive a 2.5%. 

• Anniversary Date Between January 1 and Ratification Date: All employees whose 

anniversary date is between January 1 and the Ratification Date will have received 

anniversary increases on a rolling basis. 

• Anniversary Between Ratification and December 31, 2025: Following ratification, 

all employees whose anniversary date is between the Ratification Date (estimated 

May 15th) and December 31st, 2025, will receive an anniversary increase, effective 

January 1, 2026.  

• Newly Hired in 2025: Any employee hired in 2025 will receive their first anniversary 

increase on April 1, 2026 (as discussed below). 

 

2026 Anniversary Increase, Combined with COLA: 

 

The Employer and the Union agree that all employees should receive a 3.5% increase in 

2026 due to (1) COLA and (2) anniversary increase. To effectuate this, (1) the 2026 wage 

scale will be effective on April 1, 2026, and (2) employees will also advance a step on the 
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wage scale at that time. Accordingly, for a specific all classifications, Step 1 on the 2026 

Scale is 3.5% greater than Step 0 on the 2025 Scale, Step 2 on the 2026 scale is 3.5% 

greater than Step 1 on the 2025 scale, Step 3 on the 2026 Scale is 3.5% greater than Step 2 

on the 2025 scale, and so on and so forth. 

Thus, on April 1, 2026: 

• All employees hired on or before December 31, 2025 shall receive an anniversary 

increase + COLA Increase.  

o Employees below the top step of their classification's scale: These 

employees will advance to the next step and be moved to the 2026 scale. 

•  For example, a housekeeping employee at Shelton is placed on the 4 

year step and paid $20.57 according to the March 1, 2025 scale.  As of 

April 1, 2026, that employee will move to the 5 year step on the new 

scale for housekeeping at $21.29.  This is a 3.5% increase.    

o Employees at or above the top step of their classification's scale: These 

employees will receive a 3.5% increase to their wage.  

• Employees hired between January 1, 2026 and March 31, 2026 shall not receive an 

anniversary increase. Comment:  In other words, they move up to the new scale but 

at the same step?  

• Comment: If we have a two year contract presumably ending on March 31, 2026, 

why have anything about April 1, 2027? 

Employees shall receive the anniversary increase to the next yearly available step on the wage 

scale in the applicable Appendix on the first day of the pay period following their anniversary 

date. Employees over scale shall receive a 3% increase on their anniversary.  
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SECTION  21.8: WAGE DIFFERENTIALS    
Employees shall receive differentials and premium pay at the centers as they are 

specifically identified in this section.     

Enumclaw:  

SECTION 21.8.1: DIFFERENTIAL – ENUMCLAW.  
• Nights (LPNs): LPNs working on night (NOC) shift shall earn a shift differential of 

three dollars ($3) per hour for each hour worked in addition to the employee’s 

regular rate of pay.  

• Nights (All Employees Besides LPNs): All other Enumclaw employees who are 

assigned to work on the nocturnal shift (10 PM to 6 AM) shall earn a shift differential 

of one dollar and fifty cents (1.50) per hour. 

• Evenings: Nursing Staff (including LPNs, Nursing Assistants Certified (NACs), 

Nursing Assistants in Training (NATs), Restorative Aides and Shower Aides who are 

assigned to work the evening shift (2nd shift) shall earn a differential of seventy-five 

cents ($0.75). 

SECTION 21.8.2: DIFFERENTIALS — NORTH CASCADES 
North Cascades: 

All LPNs, RNs, Nursing Assistants Certified (NACs), Nursing Assistants in Training (NATs) 

and Restorative Aides at North Cascades Health and Rehabilitation Center shall receive 

the following shift differentials in addition to their base rate of pay:  

• Evening Shift - $0.75/hour 

• NOC Shift – $1.50/hour 
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Shelton: 

All Nursing Assistants Certified (NACs), Nursing Assistants in Training (NATs) Restorative 

Aides and Shower Aides at Shelton shall receive the following shift differentials in addition 

to their base rate of pay:  

• Evening Shift - $1.00/hour 

• NOC Shift: $1.50/hour 

  

SECTION 21.8.3: DIFFERENTIALS —AMERICANA Americana: 
All Nursing Assistants Certified (NACs), Nursing Assistants in Training (NATs) Restorative 

Aides and Shower Aides at Americana Center shall receive the following shift differentials 

in addition to their base rate of pay:  

• Evening Shift - $0.75/hour 

• NOC Shift - $1.50 

SECTION 21.8.4: DIFFERENTIALS — FRONTIERFrontier: 
• Weekend Premium Pay: All LPNs and RNs who works on a weekend (defined as the 

night shift on Friday through the evening shift on Sunday) shall receive one dollar 

and twenty-five cents ($1.25) per hour premium pay for each hour worked on the 

weekend in addition to the employee’s regular rate of pay.  

• Shift Evening Premium Pay: All LPNs and RNs Employees who work the second 

(evening) shift shall be paid a premium of one dollar ($1.00) seventy-five cents 

($0.75) per hour.  
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• LPNs and RNs who work third (night) shift shall be paid a premium of three dollars 

($3.00) per hour. 

 

Heartwood: 

All Nursing Assistants Certified (NACs), Nursing Assistants Registered (NARs), Restorative 

Aides, and LPNs at North Cascades Health and Rehabilitation Center shall receive the 

following shift differentials in addition to their base rate of pay:  

 Evening Shift - $0.75/hour 

 NOC Shift – $1.50/hour ($3 for LPNs) 

 

SECTION 21.8.5: STACKING 

In the event an employee is working on a shift which has two differentials, the employee 

shall only be eligible for the higher of the two differentials. 

SECTION 21.8.6: “CHARGE” OR “TRAINER”  DIFFERENTIAL  

In any case the Employer establishes a “charge,” “trainer,” or “senior” position within the 

bargaining unit, that employee shall receive a $2 per hour in addition to their base wage. 

The Union will be notified when the establishment of the “trainer,” “charge,” or “senior” 

position is contemplated by the employer. The position will be posted in accordance with 

the Vacancies Section (11.2) of this Agreement. The Labor Management Committee will 

make recommendations as to the criteria of the “trainer, “charge,” or “senior” positions’ 

hiring process. 
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SECTION 21.9: NO WAGE REDUCTION 
No employee shall suffer a reduction in base rate of pay whose current base rate of pay 

exceeds those contained within this Agreement. 

SECTION 21.10: MINIMUM WAGE 
Should the minimum wage applicable to any facility increase during the life of the 

agreement to a level which creates a differential between any rate in this contract and said 

minimum wage which is less than $0.20, the rates of those classifications shall be 

increased to a differential at least $0.20 above the new minimum wage rate. Steps in the 

subsequent scale shall be adjusted upward to maintain the previously existing ratio 

between the base and each step. 

SECTION 21.11: PAY IN LIEW OF BENEFITS—GENERAL CONSIDERATION 
AND ADMINISTRATION 
Current employees who have PIB will maintain their status (Grandfathered).  New 

employees are not eligible for the PIB option. Employees that are Grandfathered in their 

PIB status can only choose to opt out of the benefit during the time of annual open 

enrollment period for medical/health insurance, unless there is a qualifying event 

(marriage, divorce, new child or death of a spouse), at which time they can switch.   

The P.I.B. increment shall be ten percent (10%) of the employee's base rate of pay. All 

employees paid the same rate of pay shall receive the same P.I.B. increment. 

 A “grandfathered” employee's P.I.B. election is automatically renewed every April 1st if the 

employee fails to provide the Payroll/Benefits Coordinator written notice of cancellation of 

his/her election of P.I.B. during the open enrollment period. An employee elects P.I.B. such 
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employee’s benefits anniversary date shall be frozen (for the purposes of benefit accruals) 

and be renewed at such time as the employee provides timely cancellation of his/her 

election of P.I.B. Upon an employee’s effective date of reinstatement to the benefits 

accrual program, the employee shall begin to accrue vacation and sick leave, or PTO as 

designated in this Agreement. Once the choice to opt out of Grandfathered status is made 

and implemented, the employee is not eligible to re-enter PIB status.  

SECTION 21.12: PRECEPTOR PAY (FRONTIER)  
An employee assigned as preceptor to train new hires will receive a premium of $25 per 

day for all hours in the preceptor capacity. This premium shall be earned in addition to any 

other premiums or differentials.  

Employees assigned as preceptor responsibilities will have these additional 

responsibilities considered in their direct patient care assignments.  

This preceptor premium does not apply in the event of training students. The employee has 

the right to decline to train students.   

SECTION 21.13: COLLABORATION ON IMPROVING MEDICAID RATE 
CUMULATIVE TOTAL ECONOMIC PACKAGE UPDATED  ANNUALLY PER 
CHANGES IN THE ACTUAL CUMULATIVE NEW MEDICAID RATE 
INCREASED OVER THE TERM OF THE CONTRACT (“UNIVERSAL 
ECONOMIC PACAKAGE”) 
The Employer and Union agree to work together through the duration of the Contract on 

mutual concerns affecting nursing facility care and services, including all legislative 

matters about maintaining the current Medicaid nursing facility statutory reimbursement 

system to assure the necessary funding levels needed to deliver Medicaid rates paid 
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according to the statutory requirements (e.g., allowable costs). To improve the quality of 

resident care and protect employee compensation, the Parties will continue to advocate 

legislatively to defend the Facility’s 

July 1, 2022, to June 30, 2023, Medicaid rate and secure additional full funding for the 

Facility’s Medicaid rate on July 1, 2023, through June 30, 2024 budget year. On July 22, 

2022, the Parties withdrew their Central Table proposal to establish a Universal Economic 

Package and agreed to bargain a Facility-specific economic package for Facility employees 

at a Company Table. As such, there is no Universal Economic Package to apply during the 

first year of this Contract. Instead, the Parties shall bargain the economic terms and 

conditions of employment on a Facility-specific basis at Company-specific tables. 

Further, the Parties aspire to establish a Universal Economic Package to determine 

employee economic changes starting from July 1, 2023. Accordingly, the Parties will use 

their best efforts to reach a mutual agreement on the Universal Economic Package before 

June 1, 2023. However, to the extent the Parties do not adopt a Universal Economic 

Package to determine July 1, 2023, employee economic changes, the Parties will instead 

reopen this Compensation Article Section 1 from June 1, 2023, through July 31, 2023, and 

bargain the economic terms and conditions of employment at individual company tables. 

The Parties will schedule and engage in bargaining sessions to agree on economic terms 

and conditions of employment. If the Parties do not agree by August 1, 2023, they shall 

resolve their remaining differences by the Contract’s Arbitration process. 51 

SECTION 21.14: OFF-SCHEDULE HOURLY INCREASE (NO CHANGES) 
The Union and the Employer agree that wage increases for all workers are critical to 

recruiting and retaining employees. Accordingly, the Union and the Employer acknowledge 
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that it may be necessary to immediately increase union member hourly pay rates across 

the board by classification to retain workers recruited by a local competitor offering higher 

compensation (“Off Schedule Wage Increase” or “OSWI”). Any such OSWI will raise the 

entire 

classification's scale and constitute the Employer’s early implementation of later 

scheduled annual hourly wage increases that would otherwise occur. As such, any OSWI(s) 

will be offset from the Employer’s subsequent scheduled yearly increases to the same 

classification’s hourly wage scale pay rates, with any remaining balance carrying forward 

until fully credited (e.g., if the Employer implements a $0.75/hr OSWI to every wage scale 

step for the C.N.A. classification on January 1st, a July 1st C.N.A. classification hourly pay 

rate increase will be credited to offset the OSWI that constituted an advance on the later 

mutually agree yearly pay increase((s)). 

When implementing an OSWI, the Employer is not required to bargain with the Union when 

a local competitor’s pay increase requires the Employer to immediately announce pay rate 

increases to neutralize the competitive advantage of the other facility offering higher pay. 

However, when the other employer’s competitive advantage is a future threat, the 

Employer will notify employees of the OSWI using any mutually agreed joint announcement 

template and tell the Union before or within twenty-four (24) hours of announcing the 

change.  Whenever exercising an OSWI, the Employer will notify the Union as soon as 

possible. The Employer and Union will expeditiously enter into a Letter of Agreement 

detailing the classification’s enhanced wage scale pay rates and distribute it to all affected 

union 
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Tentatively Agreed to:  
For the Union:  
  
  
__________________________
___  
  
Date: _04-18-25________  

  
For the Employer:  
  
   
__________________________
___  
  
Date:___________  
  

 

 

members. The Facility will apply this OSWI Section only when presented with an immediate 

competitive threat. It will not use this Section to undermine the collective bargaining of a 

successor Contract. 

SECTION 21.15: INCENTIVE PROGRAMS 
The Employer may offer employment bonuses at its discretion, such as sign-on, refer-a-

friend, extra shift, or pick up a shift. The Facility shall provide such bonuses fairly and 

equitably and not engage in scheduling favoritism.  Once a bonus or incentive program is 

agreed to between the an employee and the Employer, the Employer has an obligation to 

honor the terms and conditions of the agreement for that employee. The Employer may, 

without acting in a manner resulting in individual favoritism within a job class, implement, 

modify, or eliminate incentives to hire new employees, motivate employees to work as 

needed, encourage safe working practices, or for any other business reason, as long as the 

incentive programs were not explicitly bargained for in this Agreement. If the Employer 

implements an incentive program, the Employer shall notify the Union within five (5) 

calendar days of implementing the program. In addition, the Union may require the 

Employer to describe its application of the incentive program to verify that it has been 

implemented fairly and equitably, without individual favoritism.  
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Tentatively Agreed to:  
For the Union:  
  
  
__________________________
___  
  
Date: _04-18-25________  

  
For the Employer:  
  
   
__________________________
___  
  
Date:___________  
  

 

 

ARTICLE 30: TERM OF AGREEMENT   
This Agreement shall be effective upon ratification and shall remain in full force and effect 

unless amended by mutual written agreement of the parties through March 31, 

2027September 30, 2024, and year to year thereafter provided, however, that either party 

may serve written notice on the other at least ninety (90) days prior to the expiration date, 

or subsequent expiration anniversary date, of its desire to amend any provision hereof.  

 

In evaluating economic proposals, the Employer, Union and/or Arbitrator, shall consider 

factors normally considered in interest arbitration cases; provided, that to the extent the 

operator’s financial circumstances are considered, the Employer, Union and/or Arbitrator 

shall limit consideration to the financial circumstances of the specific Employer-facility 

involved in this Agreement. The Employer, Union and/or Arbitrator shall not establish a 

collective bargaining relationship that would create an economic disadvantage to Operator 

by requiring increases in worker pay, benefits, staffing levels and/or shift ratios that both 

were not adequately reimbursed by Medicaid revenues and prevented Employer’s 

reasonable economic return on operation of the specific Employer-facility covered by this 

Agreement. The Employer will not be required to provide financial records to the Union or 

arbitrators. The parties will consider utilizing mediation services before proceeding to the 

traditional arbitration process. 

 

Commented [VR20]: 05.06.25 - Can delete this 
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Tentatively Agreed to:  
For the Union:  

__________________________
___  

Date: _04-18-25________  

For the Employer:  
 
 
__________________________
___  

Date:___________  

ARTICLE 32: LONGEVITY BONUS 
After three years of employment, employees shall receive a retention bonus of three hundred 

dollars ($300) on the payday following their anniversary date.  After 5 years of employment, 

employees shall receive a retention bonus of five hundred dollars ($500) on the payday following 

their anniversary date. 

After 10 years of employment, employees shall receive a retention bonus of seven hundred and 

fifty dollars ($750) on the payday following their anniversary date. 

After 20 years of employment, employees shall receive a retention bonus of one thousand dollars 

($1,000) on the payday following their anniversary date. 

For any current employee who has already met the year milestone above, the bonus of the most 

recent tenure will be paid the payday following ratification of the contract.  For example, a 9-year 

employee would receive the 5-year bonus of $500.00. 
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