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ARTICLE 7: VISITATION 

Section 7.1 The Union will designate in writing to the Employer the names of two (2) Union 

officials or representatives who will be primarily responsible for this bargaining unit. The Union 

may change the identity of these representatives, but the Employer will only recognize these 

individuals so designated. Representatives of the Union will be permitted to visit the Employer's 

premises to conduct Union business and confer with workers covered by this Agreement during 

their nonwork time, in break areas, and other places open to the public. 

Section 7.2 The Union will use its best efforts to provide the Facility’s Administrator or designee 

with twenty-four (24) hours’ notice before visiting the premises. The Union Representative shall 

inform the Administrator or their designee of their visit when first entering the nursing home's 

premises. In the event a designated Union representative desires to visit the Employer's facility, 

the Union Representative shall first request permission from the Administrator. Any visitation 

request shall be made by the designated Union representative at least two (2) business days in 

advance and  The Union shall include the proposed date and time of the visit, the nature or 

reasons for the visit, and the names of any employees he/she may wish to meet or speak with 

during the visit, if applicable. All such visitation requests must be approved by the Employer 

and such requests will not be unreasonably denied. When a visit is approved, the Union 

representative will enter the Employer's facility through the main reception entrance, notify the 

receptionist, and wait in the reception area for the Administrator or another designated 

Employer representative to meet the Union representative. The Employer will designate a 

specific location(s) in the facility for the Union representative to use while they are on site, 

which generally will be the employee breakroom, but the Employer may designate another 
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location depending on circumstances. If the Administrator or another designated Employer 

representative is not available to meet the Union representative within a reasonable time after 

they arrive at the facility, the Union Representative may go to the location(s) in the facility 

designated for their use during that visit. Visitation shall be limited to non-patient/resident care 

areas of the facility and shall not interfere with any employees in the performance of their job 

duties. Upon entering the facility, the Union representative will notify the Administrator or 

designee. The Employer may limit access to certain areas of the facility in its sole discretion. At 

all times while on the Employer's property or premises, the Union representative will: (1) 

conduct themselves in a civil manner; (2) comply with all rules, policies, and procedures of the 

Employer; and (3) follow the instructions and directions of the Employer. If any Union 

representative fails to comply with any of the requirements in this Section, the Employer may 

require them to leave the Employer's premises and property immediately. 

Section 7.3 If the designated Union representative wishes to speak or meet with an employee 

(who has been previously identified in Section 2 above), the Employer may release the 

employee from duty in the Employer's sole discretion. The Employer will provide a place where 

such a meeting may be held in private. The Employer will not pay the employee for any time 

spent away from their job to participate in such discussions. Only one (1) employee may be so 

released from work at a time, and no employee will be permitted to be absent from their work 

area for such purposes for more than twenty (20) minutes. 
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ARTICLE 12: LABOR-MANAGEMENT COMMITTEE 

The Employer recognizes the value of communication and input from its employees. Therefore, 

to nurture and encourage this communication, a Labor Management Committee shall discuss 

issues of concern and importance. Each Party may submit items for discussion at a LMC 

Meeting. The Employer and the Union shall designate their LMC members, and the LMC 

membership may vary from meeting to meeting based on the agenda items or other reasons. 

The LMC will have an equal number of supervisors and bargaining-unit employees or Union 

representatives. The Employer will pay up to five (5)(3) bargaining-unit employees for 

participating in the meeting, but no more than two (2) hours monthly. Additional bargaining-

unit employees may voluntarily attend on unpaid time. 

No less than five (5) calendar days before the scheduled meeting, the Employer and the Union 

representative shall provide each other with their proposed agenda items to be discussed at 

the meeting. Meetings shall be held at the facility or virtually if meeting in person is not 

possible due to health and safety concerns, or participant availability.  

Generally, the LMC will be scheduled for one (1) hour. The LMC will not meet for longer than 

two (2) hours unless the parties mutually extend the meeting.  

Employee committee members shall be paid for attendance at their straight-time hourly rate. 

Topics for discussion at the LMC may include, but are not limited to: 

• Resident care  

• Health and safety  

• Training needs  
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• Staffing levels, including recruitment and retention  

• Staff recognition  

• Staff morale  

• Facility policies  

• Scheduling 

• Attendance 

• Customer Service  

Section 12.1 Up to three (3) Employer representatives who work at the facility and three (3) 

Union Advocates who work at the facility shall meet for the purpose of discussing issues of 

mutual concern arising out of the Labor Management relationship at times and dates agreeable 

to both Parties at least once every six (6) months, or at such other times and frequencies as 

both Parties may agree. By mutual agreement of the Parties, which shall not be unreasonably 

denied, the Parties may add additional representatives to attend these meetings. 

Section 12.2 The Committee shall not engage in collective bargaining nor serve as a substitute 

for the grievance procedure. The Parties shall exchange agendas at least five 

(5) days prior to the date of the meeting. 

Section 12.3 Union Advocates who attend Labor Management Committee meetings during 

their regularly scheduled shift while on duty shall be paid for the time they spend in the 

meeting up to a maximum of two (2) hours. The Parties may mutually agree to extend the 

meeting time and the maximum amount paid to each Union Advocate for the meeting that has 

been extended. 
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ARTICLE 14: SENIORITY 

SECTION 14.1: DEFINITION OF SENIORITY 

Seniority shall be defined as an employee's length of continuous uninterrupted service with 

the Employer in the bargaining unit, commencing with the original date on which the 

employee first began work in a bargaining unit position at Valley View or its predecessors. 

Probationary employees shall not accrue seniority during their probationary period, but 

after the successful completion of their probationary period the employee's seniority shall 

commence from their first day of work in a bargaining unit position. Seniority shall accrue 

and not be lost during any paid time off (PTO) and during any approved leave of absence. 

An employee shall not accrue seniority while on layoff or on an unpaid leave of absence in 

excess of twelve (12) weeks consistent with the FMLA or Washington State Paid Family 

Leave.  

An employee's Bargaining Unit seniority shall consist of the length of time employed at 

Valley View Health and Rehab, or its predecessors. An employee's Classification seniority 

shall consist of the length of time an employee has worked continuously in a specific job 

classification within a department.  

SECTION 14.2: TERMINATION OF SENIORITY  

An employee shall lose their seniority and the employment relationship will be terminated 

for the following reasons: 

a) Voluntary quit or resignation 

b) Retirement; 
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c) Discharged for just cause; 

d) Two (2) consecutive work days of no call/no show without a valid medical reason or 

absent extraordinary circumstances; 

e) Laid off for a period of twelve (12) months or for a period exceeding the length of 

the employee's continuous service, whichever is less; 

f) Failure to report to work after a layoff within five (5) calendar days after receipt of 

written notice of recall or ten calendar (10) days after written notice of recall is sent 

to the last address provided by the employee; 

g) Failure to return to work following the end of a leave of absence; 

h) Accepting other employment while on an authorized leave of absence without the 

express written consent of the Employer; or 

i) Transferred or promoted to a position outside the bargaining unit covered by this 

Agreement. 

An employee whose seniority is lost for any of the reasons outlined above shall be considered a 

new employee if they are subsequently hired by the Employer. 
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ARTICLE 18: HEALTH & SAFETY 

SECTION 18.1: GENERAL   

Since the Employer is governed by applicable federal, state and local health and safety laws, 

regulations, and standards, the Employer will make the final determination in all matters 

concerning health and safety.  

SECTION 18.2: ANTI-HARASSMENT 

The Employer is committed to providing a work environment free of unlawful harassment. In 

furtherance of this commitment, the Employer’s policy against unlawful harassment applies to 

all employees, including supervisors and managers.  

“Unlawful harassment” is conduct that has the purpose or effect of creating an intimidating, a 

hostile, or an offensive work environment; has the purpose or effect of substantially and 

unreasonably interfering with an individual’s work performance; or otherwise adversely affects 

an individual’s employment opportunities because of the individual’s membership in a 

protected class. 

Unlawful harassment includes, but is not limited to, epithets; slurs; jokes; pranks; innuendo; 

comments; written or graphic material; stereotyping; or other threatening, hostile, or 

intimidating acts. 

While all forms of harassment are prohibited, special attention should be paid to sexual 

harassment. “Sexual harassment” can include all of the above actions, as well as other 

unwelcome conduct, and is generally defined under both state and federal law as unwelcome 

sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual 

nature whereby: 
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1) Submission to or rejection of such conduct is made either explicitly or implicitly a term or 

condition of any individual’s employment or as a basis for employment decisions. 

2) Such conduct has the purpose or effect of unreasonably interfering with an individual’s 

work performance or creating an intimidating, a hostile, or an offensive work environment. 

3) Other sexually oriented conduct, whether intended or not, that is unwelcome and has the 

effect of creating a work environment that is hostile, offensive, intimidating, or humiliating 

to workers may also constitute sexual harassment. 

4) While it is not possible to list all those additional circumstances that may constitute 

sexual harassment, the following are some examples of conduct that, if unwelcome, may 

constitute sexual harassment depending on the totality of the circumstances, including 

the severity of the conduct and its pervasiveness: 

5) Unwanted sexual advances, whether they involve physical touching or not; 

6) Sexual epithets; jokes; written or oral references to sexual conduct; gossip regarding 

one’s sex life; comments about an individual’s body; and comments about an individual’s 

sexual activity, deficiencies, or prowess; 

7) Displaying sexually suggestive objects, pictures, or cartoons; 

8) Unwelcome leering, whistling, brushing up against the body, sexual gestures, or 

suggestive or insulting comments; 

9) Inquiries into one’s sexual experiences; and 

10) Discussion of one’s sexual activities. 

11) Physical conduct including but not limited to sexual assault; grabbing, poking, pressing or 

intentionally brushing up against another person’s body; blocking someone’s movement 

or invading their space; touching someone’s breast, buttocks, or between their legs; or 
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any other unwanted and intentional physical contact. 

12) Visual conduct including but not limited to: leering; sexual gestures; displaying of sexually 

suggestive objects, pictures, cartoons, posters, screen-savers, or websites. 

13) Verbal conduct including but not limited to: sexually derogatory comments, epithets, slurs 

and jokes; verbal abuse of a sexual nature; graphic verbal comments about an individual’s 

body; derogatory comments related to gender or stereotypical gender roles; subtle or 

obvious pressure for unwelcome sexual activities; sexually suggestive or obscene letters, 

notes, emails, or texts; conversations, stories, comments or jokes about a person’s 

sexuality or sexual experience; unwelcome questions about a person’s sexuality or 

gender identity or expression. 

14) Asking a co-worker on a date multiple times if the request was unwelcome; 

15) Verbal abuse or joking concerning a person’s gender characteristics such as vocal pitch, 

facial hair or the size or shape of a person’s body. 

16) Offering an employment benefit (such as a raise, bonus, promotion, assistance with one’s 

career or better working conditions) in exchange for sexual favors, or threatening an 

employment detriment (such as termination, demotion, worse working conditions, or 

disciplinary action) when a person refuses to engage in sexual activity. 

17) Sending sexually related, sexually derogatory, or sexually suggestive text messages, 

videos or messages via social media. 

18) Physical or verbal abuse concerning an individual’s gender or the perception of the 

individual’s gender. 

19) Making or threatening retaliatory action after receiving a negative response to sexual 

advances. 
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20) Hostile actions taken against an individual because of that individual’s sex, sexual 

orientation, gender identity or expression, or the status of being transgender, such as: 

21) Interfering with, destroying or damaging a person’s work, workstation, tools or equipment, 

or other interference with the individual’s ability to perform the job; 

22) Ignoring or ostracizing them; 

23) Yelling or name-calling. 

24) Degrading comments in the form of sex stereotyping, which occurs when conduct or 

personality traits are considered inappropriate simply because they may not conform to 

other people’s ideas or perceptions about how persons of a specific sex should act or 

look. 

Other actions not listed above could constitute sexual harassment and/or a violation of this 

Policy. 

All employees should take special note that, as stated above, retaliation against an individual 

who has complained about sexual or other harassment and retaliation against individuals for 

cooperating with an investigation of sexual or other harassment complaints violate the 

Employer’s policy. 

All information, definitions of harassment, non-retaliation policy, and reporting procedures are 

contained in the Employer’s employee handbook. 

SECTION 18.3: INFECTIOUS DISEASES  

When the Employer learns that a patient or resident has an infectious disease (other than the 

common cold or flu), the Employer will advise and direct those employees who are involved in 

providing care to such patient or resident as to the appropriate procedures they should follow 

in caring for such patient or resident. The Employer will pay for the cost of any tests that it 
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requires employees to take. 

SECTION 18.2 4: SAFETY EQUIPMENT AND SUPPLIES 

All employees are required to comply with all of the Employer’s safety rules, policies, and 

procedures at all times. Employees must follow all universal precautions and isolation 

precautions, and wear such protective clothing and PPE as required by the Employer, which the 

Employer will provide. Employees who intentionally, recklessly, or negligently violate the 

Employer’s safety rules, policies, or procedures shall be subject to disciplinary action up to and 

including termination. 

SECTION 18.3 5: ON-THE-JOB INCIDENTS AND INJURIES 

Employees must notify the Employer immediately after they sustain a work- related injury or 

illness. In a case where an employee does not realize right away that they have sustained a 

work-related injury or illness, such employee must notify the Employer immediately after they 

recognize that they have sustained a work-related injury or illness. All employees are 

encouraged to help identify any potential safety hazards (including situations involving 

residents and/or visitors who have exhibited a pattern of violent behavior) by promptly 

reporting such to the Employer, and they will not suffer any reprisals for doing so. 

Employees will be provided access to reporting procedures and injury/illness-related 

documents in a language they understand. The Employer will ensure that interpretation and/or 

translation services are available as needed to support effective communication. 

The Employer will make reasonable efforts to ensure that employees have access to reporting 

procedures and injury/illness-related information in a language they understand. Interpretation 

and/or translation assistance will be made available upon request, in accordance with 
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operational needs and applicable law. 

New proposed language- The Employer is committed to ensuring that employees are able to 

understand and access reporting procedures and injury- or illness-related information. The 

Employer will make reasonable efforts, consistent with operational needs and applicable law, 

to communicate such information in a manner employees can understand. 

The Employer does not maintain dedicated translation or interpretation services for employees. 

Nothing in this section is intended to require the Employer to provide or fund translation or 

interpretation services, except as required by applicable law. 

The Employer acknowledges that the Union may, at its discretion, offer translation or 

interpretation resources to support its members. The use of such resources is voluntary and 

shall not delay reporting obligations, investigations, medical treatment, or other employment-

related processes, and shall not create additional obligations or liability for the Employer. 

This provision reflects the parties’ shared intent to promote clear communication while 

preserving operational efficiency and compliance with applicable legal requirements. 
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ARTICLE 23: PAID TIME OFF (PTO)  VACATION VACATION 

SECTION 23.1 ELIGIBILITY AND ACCRUAL 

Eligible full-time and part-time employees will accrue Paid Time Off (PTO)Vacation Hours 

according to the schedule below based on the anniversary of their date of hire. Newly hired 

eligible full-time employees will begin to accrue Vacation  PTO after completion of ninety (90) 

days of employment. 

Vacation  Accrual Schedule 

Years of Service Service Period Hourly Accrual Rate Annual Maximum Accrual 

After 90 days to 1 year 4–12 months 0.038 hours per hour worked 80 hours 

1–2 years 13–24 months 0.042 hours per hour worked 88 hours 

3–5 years 25–60 months 0.058 hours per hour worked 120 hours 

6+ years 61+ months 0.077 hours per hour worked 160 hours 

 

Employees may accrue up to the annual maximum of hours on the chart above. Once an 

employee accrues the annual maximum of hours on the chart above, they will stop accruing any 

PTO Vacation Hours  until such time as they have used some of their accrued PTO Vacation 

hours so that their total balance of accrued Vacation Hours  PTO hours falls below the annual 

maximum of hours, at which point they will resume accruing PTO hours according to the above 

schedule. 
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SECTION 23.2: VACATION USE  

Vacation Hours  PTO may be used in thirty (30) minute increments. Vacation Hours  PTO is paid 

at an employee’s regular straight time hourly rate in accordance with the established pay 

periods. An employee may use up to a maximum of forty (40) hours of Vacation Hours  PTO per 

work week for time off. If an employee has other hours worked or hours paid during a work 

week, then the total of their PTO hours plus any other hours worked or paid during that work 

week cannot exceed forty (40) hours. Paid Vacation Hours  PTO hours are not considered as 

hours worked in calculating overtime. Employees may utilize approved Vacation Hours  PTO to 

cover scheduled and approved absences, regardless of the total number of hours worked in the 

workweek. Vacation Hours  PTO may be paid in addition to hours worked, even if the combined 

total exceeds forty (40) hours in a workweek. In such cases, only hours actually worked in 

excess of forty (40) hours shall be considered for the purposes of overtime compensation. 

Employees who don’t work a full forty hours in a work week will have the option to use or not 

use their accrued Vacation Hours  PTO to supplement their hours if/when they don’t work forty 

hours in the work week. Vacation Hours may be used in thirty (30) minute increments. Vacation 

Hours are paid at an employee’s regular straight time hourly rate in accordance with the 

established pay periods. An employee may use up to a maximum of forty (40) hours of Vacation 

Hours   per work week. If an employee has other hours worked or hours paid during a work 

week, then the total of their Vacation Hours plus any other hours worked or paid during that 

work week cannot exceed forty (40) hours. However, an exception shall apply when an 

employee has an approved Vacation Hours absence earlier in the same workweek, the need 

and decision to work the shifts was after they returned from their pto. In such cases, the 

employee may be paid for both the Vacation Hours and the additional hours worked, even if 
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the combined total exceeds forty (40) hours in that workweek. Paid Vacation Hours are not 

considered as hours worked in calculating overtime.  

SECTION 23.3: REQUESTS FOR TIME OFF  

To best meet the business needs of the Employer, employees should give as much advance 

notice as possible in submitting their requests for Vacation  PTO. All requests for Vacation PTO 

must be made in writing by the 15th day of the month prior to the month in which the Vacation 

Hours  PTO will be taken (unless the Vacation Hours  PTO is taken for illness or a medical reason 

where notice of at least one (1) week could not be given). The Employer shall determine in its 

sole discretion how many employees in each job classification and shift can be off on PTO 

vacation at any given time based on its business needs, and will endeavor to grant or deny PTO 

vacation requests within seven (7) calendar days of receipt of the written request. If a request for 

PTO vacation is denied, the Employer and employee shall work together to find mutually 

agreeable dates for PTO that the Employer is able to approve. Requests for PTO vacation will be 

approved by the Administrator or Department Head on a first come, first served basis. If two or 

more employees request the same PTO vacation dates and the Employer cannot accommodate 

all such requests, preference will be given to the employee(s) with the most seniority. However, 

if a more junior employee has requested and received approval for scheduled PTOvacation, a 

more senior employee’s later request may not interfere with the junior employee’s scheduled 

PTOvacation. Once an employee’s PTO vacation request is approved, it may not be changed or 

cancelled without the consent of the Employer and employee. 

SECTION 23.4: VACATION AND TERMINATION OF EMPLOYMENT  

Employees may not use any PTO Vacation Time during their fourteen (14) day resignation period 
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regardless of when it was scheduled. Employees who provide at least fourteen (14) days 

advance written notice of their voluntarily resignation and who satisfactorily work all scheduled 

shifts during the (14) day notice period through their last day of work will be paid fifty percent 

(50%) of their accrued but unused PTO Vacation balance up to a maximum of forty (40) hours at 

the employee’s regular straight time hourly rate. Employees who are terminated by the 

Employer or who fail to give a minimum of fourteen (14) days advance written notice of their 

resignation or who fail to satisfactorily work all scheduled shifts during the (14) day notice 

period (other than shifts for which they take paid sick leave under the Washington Paid Sick 

Leave Law) will forfeit all of their accrued but unused PTOVacation Time. 
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