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SEIU Local 49 Members at Legacy Good Samaritan Hospital:

Our union contract is a negotiated agreement that provides specific rights and 
protections on the job that non-union workers do not enjoy. In addition, our 
union contract guarantees our pay, benefits, and other working conditions.

2009 was a difficult time to be negotiating.   With the economy in an historic 
recession, many Americans faced lay-offs, paycuts, pay freezes, and furloughs.   
Our strength and unity as a Union made it possible for us to make significant 
gains, despite the tough economy.   We held the largest informational picket in 
years and showed Legacy that we are more organized than ever before.

Here are a few of the highlights of this contract:

2%, 2.75%, and 3.5% across-the-board increases each year in •	
addition to step increases

Ten year differential increased to $.70/hr in 2010 and then $.75/hr •	
in 2011, to reward longevity 

A new Central Sterile Tech II position, equaling an average 4.5% •	
raise for CS Techs who get certified

An equity increase for ER Techs and Cooks in January 2010•	

The right to negotiate over changes to the retirement plan, •	
including the right to picket or strike if necessary.

Anyone laid off from the Food & Nutrition department due to •	
upcoming restructure will be given priority hiring for open posi-
tions at Emanuel.

All of the new contract language is underlined in this booklet.

Of course, we didn’t achieve everything we wanted in this contract.   So we 
need to keep building for the future by enforcing this contract, supporting our 
co-workers at Emanuel as they negotiate two years from now, remaining active 
in our communities, engaging elected leaders around legislation that affects 
us, and organizing more of our non-union co-workers to join us in building 
a stronger Union and a better Legacy for ourselves, our patients, and our 
families.  

Your 2009 Elected Bargaining Team,

Marivic Anderson	 Angela Bliss 	 Gretchen Gfroerer

Shannon Olson	 Jay Redmond	 Teresa Walker
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AGREEMENT
This agreement is made and entered into the 23rdt day of July, 2009 by 
and between Good Samaritan Hospital and Medical Center of Portland, 
Oregon, hereinafter called “Employer” or “Hospital”, and Service Employees 
International Union, Local 49, of Portland, Oregon, hereinafter called the 
“Union”.

ARTICLE 1 • RECOGNITION

1.1 Jurisdiction
The Hospital recognizes the Union as the exclusive bargaining representative, 
for the purpose of collective bargaining with respect to rates of pay, hours of 
work and working conditions, for employees who are employed in the follow-
ing job classifications:

The provisions of this Agreement shall not apply to any individual enrolled as 
a student in any of the in-service training programs of the Employer, including 
the Employer’s Bridge-to-Practice Program. Such programs are intended for 
professional enhancement and shall in no way remove rights of bargaining unit 
employees under this Agreement.

1.2 Notification of New Employees
At the time a new employee is hired who will be subject to this agreement, 
the Employer shall deliver to the employees a written notice stating that the 
Employer recognizes the Union as the collective bargaining agent for the 
employees covered by the Agreement and quoting or paraphrasing the provi-
sions of Article 2 of this Agreement.

Statement To New Employees

A) This Hospital has entered into an Agreement with the Service Employees 
International Union, Local 49, recognizing said Union as the collective bar-
gaining representative in respect to wages, hours, and working conditions for 

Anesthesia Assistant
Assistant Cook
Central Sterile Tech I & II
Customer Service Associate
Department Aide
Dietary Clerk
Emergency Room Tech
Food Production I

Food Production II (Cook)
Gardener
Hospitality Service Associate
Instrument Tech
Logistics Tech
Nursing Assistant
OB Tech
Occupational Therapy Aide

PACU Aide
Patient service Associate
Physical Therapy Aide
Radiology Aide
Storekeeper
Supply Associate
Surgical Services Aide
Transportation Associate
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Union members in job classification specified in Article 1 of the Agreement. 

B) The name and address of all new employees in job classifications named 
in Article 1 of the Agreement will be furnished to the Service Employees 
International Union, Local 49. You will be notified by a representative of the 
union as to the monthly dues and initiation fees payable. 

    				    Good Samaritan Hospital
    				    By Administrator

Not later than the tenth (10th) of the following month the Employer shall 
supply the Union with the names, addresses, department and classifications of 
work of new employees and the names of employees terminated.

1.3 Establishing a New Job or Job Titles
The Employer shall not establish jobs or job titles for the purpose of excluding 
employees from the bargaining unit.

1.4 Election for Inclusion of a Non-Covered Classification
When the Union obtains and presents to the Employer signed authorizations 
for representation from a bona fide majority of employees in a job classification 
not covered by this article, the Employer agrees to recognize the Union as the 
exclusive bargaining agent, and further agrees to negotiate with the Union on 
their wage scale and on blanketing them into this Agreement, (if appropriate 
for inclusion in this bargaining unit according to National Labor Relations 
Board standards), provided, however, that the Union first obtains a majority of 
votes of the entire, non-covered, job classification in a Consent Election to be 
conducted by the National Labor Relations Board. The term “non-covered job 
classification” shall be defined as that category or unit that employs workers 
engaged in the same or similar work.

ARTICLE 2 • UNION SECURITY AND DUES CHECK OFF

2.1 It shall be a condition of employment that all employees of the Hospital 
covered by this Agreement who are members of the Union or have applied 
for membership on the effective date of this contract shall remain members 
in good standing and those who are not members or agency fee-payers on the 
effective date of this Agreement shall no later than the thirty-first (31st) day 
following the effective date of this Agreement become and remain members in 
good standing or agency fee-payers in the Union. It shall also be a condition 
of employment that all employees covered by this Agreement and hired on or 
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after its effective date shall within thirty-one (31) days following the begin-
ning of such employment become members in good standing of the Union or 
agency fee-payers. 

2.2 Any employee who is a member of and adheres to established and tra-
ditional 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 make payments to the Union as 
provided in Article 2.1 above. Such employee shall, however, be required to 
pay a sum equal to the Union’s periodic dues and initiation fees to one of the 
following nonreligious, non-labor organization charitable funds:

 a. United Way;
 b. American Cancer Society;
 c. Legacy Good Samaritan Hospital Foundation; or
 d. Legacy Emanuel Children’s Hospital.

2.3 The Union shall notify the Hospital in writing of delinquent members, and 
the Hospital will contact a delinquent employee who shall clear the delinquen-
cy with the Union within 30 days from receipt of such employee’s name by the 
Hospital or such employee shall be subject to dismissal. The Union agrees that 
it shall be reasonable in cases involving hardship.

2.4 Employees who are required hereunder to maintain membership, or pay 
to a charity, and fail to do so, shall upon notice of such fact in writing from the 
Union to the Hospital be replaced by a competent employee who is a member 
or is willing to abide by this Agreement; provided, however, the Hospital shall 
not be required to discharge such employee until a competent replacement can 
be obtained.

2.5 Deductions for initiation fees and dues will be made from employees’ 
paychecks due on the designated pay days of each month and submitted to 
the Union office. Monies so deducted shall be transmitted/postmarked to the 
office of the Union on or before the fifteenth (15th) calendar day of each month 
and shall be accompanied by a list of the employees, designated as members 
or fee payers, with their employee number, monthly gross pay (excluding 
overtime) and the amount deducted. This information will also be provided 
electronically in Microsoft Excel format. The parties agree that in case of error, 
proper adjustment will be made in the employee’s subsequent paycheck, if 
appropriate. In addition, the Hospital shall provide to the Union electroni-
cally in Microsoft Excel format on a monthly basis, employee information 
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which shall include the employee name, employee number, address, telephone 
number, job classification, seniority date, hours status (full-, part-time or 
supplemental), employment status (regular, temporary, leave), department and 
department code. The foregoing information shall be provided for all current 
employees, new employees, employees who have transferred into the bargain-
ing unit, employees who have transferred to a different department or classifi-
cation within the bargaining unit, and employees rehired into the bargaining 
unit.  The Hospital will also provide the names of employees terminated or 
transferred to a different department or classification outside of the bargaining 
unit.

2.6 The Hospital shall also deduct voluntary COPE contributions from the 
pay of each employee who voluntarily executes a signed wage assignment form 
authorizing the Hospital to deduct such contributions from their paycheck.  
The Union will provide the Hospital with the original copy of the voluntary 
wage assignment.  The amount to be deducted shall be the amount designated 
by the employee on his/her voluntary written authorization.  The voluntary 
wage assignment may be revoked by the employee at any time.

2.7 The Union shall indemnify the Hospital and save it harmless against any 
and all suits, claims, demands, and liabilities that shall arise out of or by reason 
of any action that shall be taken by the Hospital for the purpose of complying 
with the provisions of this Article 2, or in reliance upon any assignment and 
authorization form, list or information which shall have been furnished the 
Hospital under such provisions.

ARTICLE 3 • HOSPITAL CONTROL

3.1 Except as specifically limited herein, the Employer shall control and super-
vise all operations including control and regulation of the use of all equipment 
and other property of the Hospital; and direct all working forces including 
selection, hire and promotion, assign employees a specific job, determine job 
content and job duties, classification, reclassification, discipline, suspension, or 
discharge for just cause, layoff, demote or transfer employees or relieve them 
from duty, and maintain discipline and efficiency among its employees, subject 
to this Agreement and grievance procedure. The Employer shall be the judge 
of the qualifications of all employees.
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ARTICLE 4 • DEFINITIONS

4.1 Probationary Employees.
Employees shall be considered probationary employees during the first 
ninety (90) calendar days of employment. With mutual agreement in writing 
between the union, employer and employee, this probationary period can be 
extended for an additional thirty (30) days. During this probationary period 
employees may be discharged without recourse to the grievance procedure.

4.2 Regular Full-Time Employees.
A regular full-time employee is one who is employed to regularly work 
thirty-six (36) hours or more per seven (7) day work period or seventy-two 
(72) hours or more per (14) day work period. Such employees shall accumulate 
and receive all fringe benefits as provided in this Agreement subject to length-
of-service eligibility date requirements when they become, and so long as they 
remain, regular full-time employees.

4.3 Regular Part-Time Employees  
Part-Time Category I:  A regular part-time category I employee is one who 
is employed to regularly work between twenty-four (24) and thirty-six (36) 
hours per seven (7) day work period or between forty-eight (48) and seventy-
two (72) hours per fourteen (14) day work period.

Part-Time Category II:  A regular part-time category II employee is one who 
is employed to work regularly, but who regularly works less than twenty-four 
(24) hours per seven (7) day work period or less than forty-eight (48) hours 
per fourteen (14) day work period.

Regular part-time employees shall accumulate and receive fringe benefits as 
provided in this Agreement subject to length-of-service eligibility dates and 
hours of eligibility for the particular fringe benefit, some of which may be 
prorated on the basis of hours worked.

4.4 Temporary Employees
Temporarily hired for a period not to exceed three (3) months as an interim 
replacement or for temporary work on a predetermined work schedule which 
does not extend beyond three (3) months. Such employees will not be eligible 
for Annual Paid Leave benefits. Initial ninety (90) days may be extended for 
up to an additional ninety (90) days by mutual agreement in writing between 
the hospital, employee and the union.
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4.5 Supplemental Employees
Any employee who works only when called and who has requested this status 
for his or her own convenience. Supplemental employees will receive time and 
one-half (1 1/2) for working holidays, and shift differential when applicable. 
Such employees will receive tenure increases when hours accrued are equal to a 
full-time employee. Supplemental employees who have changed from full-
time, part-time (Category I) or part-time (Category II) to Supplemental shall 
continue to maintain pension benefits if vested, and, shall receive payment for 
accrued APL benefits.

Supplemental employees consistently working twenty-four (24) or more hours 
per week (over a three (3) month period) may request an evaluation of eligibil-
ity for benefits through the Human Resources Department. If the employee 
qualifies under the above, conditions, and it is determined that an additional 
part-time or full-time employee is necessary to staff future operations, the 
position will be posted for bid pursuant to the provisions of this Agreement. 
If the supplemental employee formerly working that position is the success-
ful bidder, the employee shall be eligible for benefits effective the first of the 
month following the date of eligibility. The employee will be reclassified to 
regular part-time or regular full-time.

If the first request for posting pursuant to the foregoing paragraph is declined, 
and the employee continues to work twenty-four (24) or more hours per 
week over an additional three month period (e.g., for a total of six consecutive 
months), then the supplemental employee may request that the position be 
posted for bid and the Hospital will have to abide by that request and post the 
position for bid pursuant to the provisions of this Agreement.  If the supple-
mental employee formerly working that position is the successful bidder, the 
employee shall be eligible for benefits effective the first of the month following 
the date of eligibility.  The employee also will be reclassified to regular part-
time or regular full-time.

ARTICLE 5 • JOB DESCRIPTIONS

5.1 It is agreed that the Employer shall maintain descriptions setting forth 
job duties necessary and traditional in the operation of hospitals and clinics 
concerned with the care, treatment and recovery of patients. Job descriptions 
shall be updated from time to time to reflect changes in duties. It is recognized 
that changes in job titles contained in this Agreement may be necessary in 
accomplishing this project and such changes shall be by mutual agreement 
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between the Employer and the Union negotiating committee. Job descrip-
tions maintained by the Employer shall be made available to the Union upon 
request.

ARTICLE 6 • HOURS OF EMPLOYMENT AND OVERTIME

6.1 Limitations of the Article
This article is intended to define the normal hours of work and shall not be 
construed as a guarantee of hours of work per day or per week, or of days of 
work per week.

6.2 Definitions.
“Work Week” as referred to in this Article is defined as the calendar week. It 
begins at 12:01 a.m. Sunday and ends at 12:00 midnight the following Saturday. 
“Work Day” as referred to in this Article shall mean and consist of a twenty-
four (24) hour period further defined as from midnight to midnight. Hours 
(for purposes of calculating overtime in excess of an eight-hour day, only) are 
attributed to the day an employee clocks in.

6.3 Days Off
Days off shall be consecutive unless a change is made as defined in paragraph 
6.4 of this Article.

6.4 Change in Schedules
In all cases, except those cases of emergency, should it be necessary in the 
interest of efficient operation to establish schedules departing from the present 
basis of scheduling hours and days worked, the Hospital shall give three (3) 
weeks advance notice to the Union to bargain over such changes. The parties 
shall in good faith attempt to agree upon mutually satisfactory schedules 
and methods to change schedules when changes are necessary. The parties 
understand, however, that the final right to establish schedules rests with the 
Employer. The Hospital agrees that it shall not be arbitrary or capricious in 
making changes in schedules.

6.5 Temporary Change
The employer may make temporary adjustments (not to exceed ninety 
(90) calendar days) in the work scheduling in order to fill the needs of the 
Department. The Employer agrees that she/he shall not be arbitrary or capri-
cious in their judgment of a temporary adjustment.

6.6 Reduction of Hours (“Flexing”)
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Prior to implementing the daily flexing procedure within a job classification, 
the Hospital will float the surplus staff to other areas of the Hospital, wherever 
the need exists. During temporary periods of daily flexing, the Hospital will 
first ask for volunteers within the job classification to take time off before 
determining and implementing the reduced staffing schedule required. If more 
than one employee volunteers to absorb the flexing, the most senior employees 
shall be given the opportunity to go home first. In the event there are insuf-
ficient volunteers, daily flexing shall be done in accordance with seniority, with 
the least senior person within a classification and department and shift having 
to go home first. All scenarios require that the employees remaining have the 
necessary skill and ability to effectively perform the job.

6.7 Posting Additional Hours
Part time employees who wish to work additional hours made available due 
to temporary scheduling changes may sign up on a list to be posted in the 
department in accordance with each department’s scheduling period. When 
practicable, the hospital will assign hours to those on the list qualified to do 
the work in seniority order except when the additional hours will constitute 
overtime. It shall be permissible but not mandatory for the hospital to disrupt 
current work schedules to assign hours to employees on the list. If an employee 
who has signed up on the list refuses an assignment, the employee’s name shall 
be removed from the list for that scheduling period. If the hospital cannot 
find available hours using part time employees from the list, it will then make 
reasonable efforts to offer hours to on-call employees in date of hire order.

6.8 – Distribution of Voluntary Overtime Shifts 
Employees interested in working overtime shifts may sign up on a list, main-
tained by classification and department, to be posted in the department in 
accordance with each department’s scheduling period.  When practicable, the 
hospital will offer available overtime shifts within the same department and 
classification to employees on the list who are not already scheduled to work, 
in seniority order.  Under no circumstances will the hospital be required to 
disrupt current work schedules to assign overtime shifts.  If an employee who 
has signed up on the list refuses more than one offered overtime opportunity, 
the employee’s name shall be removed from the list for that scheduling period.  
Notwithstanding any other portion of this agreement, in no case shall any 
one employee be awarded more than one overtime shift per pay period unless 
no other employee in the same job classification and department wants the 
additional overtime shifts.  The parties agree that this provision shall apply to 
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scheduled overtime shifts only.  Daily overtime shall continue to be awarded 
in accordance with department policy and/or practice, provided such policy 
and/or practice does not violate any other provision of this Agreement.

6.9 APL Accrual on Shift Ending Early
When a regular full or part time employee is scheduled to work a shift and is 
relieved from duty by the Hospital prior to the end of the shift, the employee 
shall accrue hours based on the scheduled hours.

ARTICLE 7 • REPORTING PAY

7.1 Minimum Hours Paid
No employee shall be called to work for less than four (4) hours. Any employ-
ee requested to report to work and not put to work shall receive four (4) hours 
pay. Employees may, however, individually waive this guarantee and leave work 
upon being released by the Hospital. If upon reporting to work, the work for 
which an employee was scheduled is not available, the Hospital may reassign 
the employee for that day, consistent with their job classification.

7.2 Call-in With Short Notice
Regularly scheduled employees called to work on what would otherwise have 
been a regularly scheduled day off, who do not receive at least one (1) hours 
notice before the start of the required shift, shall be paid for the hours of work 
actually performed plus one (1) hour; but shall be paid not less than two hours 
nor more than eight (8) hours in any one shift, unless they work more than 
eight (8) hours in that shift.

7.3 Call-back After Regular Shift
An employee who is called back to work after having completed the regular 
work schedule and having left the Hospital premises, shall be paid the mini-
mum of two (2) hours for such call back at the rate of time and one-half (1 1/2) 
the regular rate of pay.

7.4 Stand-by for Senior Employees
Employees with twenty (20) years or more seniority with the Employer will be 
given preference to be excused from being on stand-by as staffing allows.

7.5 Meetings on Scheduled Days Off
The Hospital may require employees to attend meetings on days which they 
are not regularly scheduled, provided the Hospital has given the employee at 
least seven (7) days’ prior notice. The Hospital shall pay such employees for the 
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actual time spent attending such a meeting, but no less than two hours, at the 
rate of time and one-half (1 ½) the regular rate of pay.

ARTICLE 8 • WAGE RATES AND OVERTIME

8.1 Rate of Pay
Wages are earned and paid by the hour. Wage rates for the job classifications 
covered by this Agreement are attached as Schedule A. Any increase in wage 
rates must have the mutual agreement of the Union and the Hospital.

8.2 Ten-year Differential
Effective November 1, 2007, employees who have completed ten years of 
uninterrupted service with the Hospital shall receive a differential of $.65 per 
hour.   Effective November 1, 2010, employees who have completed ten years of 
uninterrupted service with the Hospital shall receive a differential of $0.70 per 
hour.  Effective November 1, 2011, employees who have completed ten years of 
uninterrupted service with the Hospital shall receive a differential of $.75 per 
hour.  Ten-year differential shall be included in Annual Paid Leave (APL) and 
Extended Illness (EI) leave paid.

8.3 Overtime Pay
Employees shall be paid at the rate of one and one-half (1 ½) times their 
regular rate, including shift differential, for all hours worked in excess of forty 
(40) hours per work week, and for all hours worked in excess of the employee’s 
regularly scheduled shift, of at least eight hours, in any one work day. The 
Employer and employee may individually authorize, in writing, overtime pay 
at the rate of one and one-half (1 ½) times the regular rate of pay for those 
hours worked in excess of eighty (80) hours in the fourteen (14) day work 
period and in excess of eight (8) hours worked in any work day, consistent with 
the Fair Labor Standards Act.

8.4 Pay for Work on Scheduled Days Off
Full time employees working on their regularly scheduled days off shall be paid 
at the overtime rate of pay, except when there is a change of schedule agreed 
upon between the employee and the Employer.

8.5 Lead Persons
Effective November 1, 2003, lead persons assigned at the sole discretion of the 
Employer shall be paid at least $.90 per hour above the employee’s regular rate 
for all hours worked on lead. 
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8.6 Standby Pay
Pursuant to LHS.500.201, employees assigned to standby shall be paid three 
dollars and twenty five cents ($3.25) per hour for the hours they are required 
to standby. Standby status must be scheduled in advance. Standby pay will be 
paid when an employee is required to be available to immediately return to 
work. When an employee is called to work from standby status, such employee 
will be provided with a minimum of three hours work at time and one-half pay 
as provided by Policy LHS.500.201. If standby pay is increased for the non-
represented employees of the Hospital, it will also be increased for employees 
covered by this contract.

8.7 Temporary Work in a Higher Paid Classification
Any employee who, as a part of his/her regular schedule, performs work in a 
higher paid classification for one (1) or more hours shall be paid at the higher 
rate of pay for time spent working in the higher classification.

8.8 Temporary Work in a Lower Paid Classification
Any employee regularly assigned to a classification and temporarily assigned to 
work in a lower-paid classification shall be paid at his or her regular rate of pay 
for the shift worked. 

8.9 Shift Differential
The shifts under this Agreement are defined as follows:

Shift 1 – the hours from 0700-1530.
Shift 2 – the hours from 1500-2330.
Shift 3 – the hours from 2300-0730.

Shift differential is paid when the majority of scheduled hours worked occurs 
during Shift 2 or 3 for approved jobs. Regularly scheduled shifts where the 
majority of hours fall within Shift 1 do not receive shift differential. Time 
worked that is less than four contiguous hours is not considered a shift.

When the majority of hours worked on an approved job and shift qualifies for 
shift differential, the differential shall be paid on all hours actually worked, 
including additional hours worked contiguously with the original shift, either 
preceding or following the original shift. When a shift that normally would 
have qualified as Shift 2 or Shift 3 is cancelled in mid-shift, the hours actually 
worked will be paid with the shift differential as applicable, even though the 
majority of hours actually worked would not have otherwise qualified. Shift 
differentials shall be included in annual paid leave (APL) and extended illness 
(EI) leave paid.
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Approved non-contiguous additional hours are paid at the differential rate 
applicable to the majority of hours worked, regardless of the length of the 
additional hours. It is not necessary for non-contiguous hours to meet the 
minimum four (4) hour criteria to qualify for shift differential.

Shift differential rates (effective upon implementation of contract provision):

Shift 2: $1.25 per hour
Shift 3: $2.25 per hour

If the shift differential rates are increased for the equivalent non-union service 
positions, they shall also be increased for the Local 49 employees.

8.10 Limitations on Overtime Pay
There shall be no pyramiding of overtime or of premium pay.

8.11 Pay After Back-To-Back Shifts
Employees who are required to work a regularly scheduled shift within twelve 
(12) hours of completing two (2) shifts back-to-back will be paid time and 
one-half for the third shift worked. In the interest of safety and service, the 
manager may request that the employee take the third shift off.

8.12 Changes in Classification

A. Change to a higher paid classification: An employee promoted 
from one classification shall be paid the first step rate of the new classification 
which is next above his/her former rate and which will provide an increase 
of at least thirty-five ($.35) per hour or shall be paid at the step rate matching 
his/her years of prior experience in accordance with Article 9.1 (Credit for 
Prior Experience), whichever is higher; provided, however, that the date of 
promotion shall be used in determining his/her eligibility date for future step 
rate increases in his/her new classification unless s/he is receiving the maxi-
mum step rate of his/her new classification at the time of promotion. 

B. Change to a lower paid classification: An employee who transfers 
to a lower paid classification or whose position is reclassified downwards shall 
be paid at that rate in the new grade that would be the least reduction from 
the former wage rate. An employee who displaces to a lower paid position in 
connection with a layoff or reduction in force or whose duties are reclassified 
into a lower paid position shall be paid at that rate in the new grade that would 
be the least reduction from the former wage rate.
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8.13 Tri-Met Pass Program
The Hospital shall allow employees the option to pay for Tri-Met passes 
through payroll deduction. Passes shall be available for employees to pick up at 
the Hospital’s gift shop or other appropriate on-site location.

8.14 Twenty-Year Bonus Payment
All bargaining unit employees who have twenty (20) years of service at the 
Hospital on the date of ratification of this Agreement shall receive a $500 
lump-sum bonus (prorated by FTE for part-time positions). 

ARTICLE 9 • CREDIT FOR PRIOR EXERIENCE

9.1 Credit for Prior Service
Credit shall be given new employees in the tenure bracket set forth in the wage 
schedule for prior experience in the same classifications acquired in JCAHO 
Hospitals or other Facilities acceptable to the Employer.

9.2 Designation of Tenure Step
Credit shall commence on the date satisfactory proof is provided by the new 
employee of such prior experience at which time such employee shall be 
advanced from “hire” bracket to one (1) bracket lower than the bracket for 
which s/he would have qualified had all such experience been earned in the 
Employer’s facilities. However, if an employee who leaves employment with 
the Hospital and returns in twelve (12) months or less, that employee will be 
hired at the same wage step s/he was paid at before the break in service and 
shall retain his/her original union seniority date. Upon request, the Hospital 
shall provide an explanation to the Union of a new employee’s placement on 
the wage scale based upon that new employee’s prior job-related experience, 
including the employee’s name and a copy of the employee’s job application.

ARTICLE 10 • ANNUAL PAID LEAVE (APL)

10.1 Application of Annual Paid Leave (APL) Policy
Employees covered by this contract shall receive paid time from work 
as provided and administered under the policy entitled APL Program 
(LHS.500.204) except for provisions of Article 10 below. The APL plan shall 
be in lieu of other holiday, vacation and sick leave benefits.

a. Eligible employees hired on or after January 1, 1990, shall accrue APL as 
follows:
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Months of Continuous Service  
Hire Dates January 1, 1990 – Present

Hourly  
Accrual Rate

Maximum 
Annual Accrual

Maximum 
APL Balance

Mgr / Director Staff Physician Staff
0-12 .084616 176 (22 days) 176 hrs

0-60 13-60 .096154 200 (25 days) 560 hrs
0-60 61-120 61-120 .115385 240 (30 days) 560 hrs

61-120 .134616 280 (35 days) 560 hrs
121-180 121-180 121-180 .134616 280 (35 days) 560 hrs
181-240 181-240 181-240 .142308 296 (37 days) 560 hrs

241+ 241+ 241+ .146154 304 (38 days) 560 hrs
b. Grandfathered accrual rates: Eligible employees whose original 
hire date was prior to January 1, 1990, and who have been continuously 
employed since that date, accrual at the rate established prior to January 1990, 
or the current APL rate, whichever is greater.

Months of Continuous Service  
(Hire Dates before January 1, 1990)

Hourly  
Accrual Rate

Maximum  
Annual Accrual

Maximum  
APL Balance

0-60 .10000 208 (26 days) 560 hours
61-120 .11923 248 (31 days) 560 hours

121 or more .13846 288 (36 days) 560 hours

*Any improvements to the APL program during the term of the Agreement will 
be provided to the bargaining unit.

10.2 Scheduling of APL
Requests for scheduling Annual Paid Leave will be made to the department 
head for consideration in connection with staffing needs. In the event two 
(2) or more employees request the same period of time off, the most senior 
employee shall have preference.

10.3 The Hospital will honor employees’ requests to use APL on religious 
holidays or other specific recognition days, such as Martin Luther King Day to 
the extent possible with consideration to scheduling and patient care needs.

10.4 Employees required to work on designated holidays will be compensated 
one and one-half (1 ½) times their regular rate of pay. In addition, employees 
may elect to access APL to be paid regular straight-time holiday pay, whether 
or not they are working on the holiday. The maximum APL balance under this 
policy is 560 hours. Any improvements to the APL Program during the term 
of the agreement will be provided to the bargaining unit.
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ARTICLE 11 • FUNERAL LEAVE

11.1 An employee who has a death in the family will be granted three (3) con-
secutive days, to include the day of the funeral, with pay for such days that fall 
on the employee’s regular work days. Family members shall include parents, 
spouse, children, brother, sister, present father-in-law, present mother-in-law, 
grandparents, grandchildren, step-children, step-parents. Other definitions of 
familial relationships may be considered eligible for funeral leave and should 
be reviewed with the manager and Human Resources. An employee shall not 
be entitled to both funeral leave and Annual Paid Leave (APL) for the same 
days. If additional time is required to attend a funeral, every effort will be 
made to grant such additional time consistent with the provisions of the APL 
program. In the event that APL hours are exhausted, time will be granted 
without pay. The employee should make every effort to make arrangements 
with the department manager/director prior to departure for funeral leave. 
The Hospital may request documentation when there is reason to doubt the 
validity of funeral leave.

ARTICLE 12 • PENSIONS

The Hospital agrees to provide the same retirement benefits to bargaining unit 
employees as it provides to similarly situated full time and part time non-rep-
resented employees. The Hospital may change the current retirement programs 
after providing Union at least forty-five (45) days prior notice of the proposed 
change and an opportunity to negotiate such change.  Any changes in retire-
ment benefits during this Agreement shall be no different for the bargaining 
unit than changes for similarly-situated non-bargaining unit employees of the 
Hospital.

ARTICLE 13 • REST PERIOD DAILY

13.1 The Employer shall authorize all employees to take rest periods daily 
which insofar as practicable in light of workload requirements, shall be in the 
middle of each work period. Each employee and supervisor is responsible for 
scheduling breaks. Rest periods may be taken at times other than the middle of 
each work period with the permission of the supervisor. Rest periods shall be 
computed on the basis of fifteen (15) minutes for four (4) hours working time 
or a major fraction thereof. No wage deduction shall be made for such rest 
periods. Overtime shall not be paid and employees shall not be excused from 
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work early because of missed breaks unless approved by the supervisor.

ARTICLE 14 • UNION RIGHTS

14.1 Duly authorized representative(s) of the Union shall be permitted at 
all reasonable times to enter the Hospital operated by the Employer for the 
purpose of representing employees covered by their Agreement and observing 
conditions under which employees are employed; provided however, that no 
interference with the work of an employee or interruption of normal Hospital 
operations shall result. Such right of entry shall at all times be subject to 
hospital rules and include reporting to the administrative offices, presenting 
credentials, stating the nature of the visit, and area to be visited. Permission 
must be obtained from Managerial Representative prior to contacting em-
ployees during their working time. Representation of employees covered by 
this Agreement shall not be construed to include organizational efforts during 
employees’ work time. The Employer shall make reasonable effort to make 
employees available for the purpose of investigation of disputes that arise 
under the terms of this Agreement. 

14.1.1 Steward Release Time: Union Stewards shall be allowed reason-
able release time to investigate, process, and present grievances during work 
time. Stewards shall obtain supervisor’s approval before the Steward leaves 
his or her work area. Such approval shall not be unreasonably denied. Such 
time shall be considered paid time when the Hospital or an employee 
calls the Steward during the Steward’s working hours to be present for 
an investigation or disciplinary meeting, or when the Steward has been 
allowed reasonable work time with the mutual agreement between the 
supervisor/manager and Steward to act as a representative to employees in 
the department for which they are responsible.

14.2 The Employer agrees to provide fifteen (15) minutes of work time for 
a representative of the Union or a Steward to make a presentation at the 
Hospital-wide orientation of new employees on behalf of the Union for the 
purpose of identifying the organization’s representational status, organiza-
tional benefits, facilities, and collecting membership applications. This time is 
not to be used for discussion of any labor/management disputes.

14.3 Bulletin boards or sections of bulletin boards shall be provided to the 
Union in the following locations:  Food Services – Kitchen, Cafeteria Locker 
Room, Housekeeping, Main OR (employee lounge), Fourth Floor SE service 
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corridor, Fifth Floor NW service corridor, Sixth Floor NW service corridor, 
ER Break Room, and MSO-Employee Break Room/Central Sterile Employee 
Break Room.  

14.4 Subject to scheduling requirements, the Hospital agrees to grant leave 
for bargaining team members to attend bargaining sessions with the Hospital. 
Employees may use APL or AFN for bargaining sessions. The Union agrees 
to notify the Employer in writing of its members designated as bargaining 
representatives. 

14.5 Union Leave
Subject to the employee’s work unit operating requirements, two Union 
members per year may be granted a leave of absence without pay for a period 
of up to thirty (30) consecutive days within one calendar month to work on 
special projects with SEIU Local 49. More than one employee on such leave 
cannot be absent from the same department at the same time. The leave shall 
be requested in writing by the employee to the unit manager at least thirty (30) 
days prior to the date of the leave. Upon return, the employee would retain 
his/her current position, benefits, wages and seniority rights.

ARTICLE 15 • PAYDAYS
15.1 There shall be not less than two (2) paydays per month and any employee 
who quits of his or her own volition with forty-eight (48) hours (not includ-
ing Saturdays, Sundays or holidays notice to Employer shall receive all wages 
due on the last day worked. When an employee quits without prior notice, 
the final paycheck will be available within five (5) days (excluding Saturdays, 
Sundays and holidays). All employees discharged or laid off shall receive all 
monies due at the time of discharge or layoff.

ARTICLE 16 • JURISDICTIONAL DISPUTES
16.1 The Union agrees that in the event any jurisdictional dispute shall arise 
with respect to any work or classification of employment covered hereby, such 
dispute shall be settled between the Unions in accordance with the practices 
of the AFL-CIO without permitting the same to interfere in any way with the 
progress of the work hereunder. Pending the settlement of any such dispute, 
the work shall continue on the same basis as it was being performed at the time 
the jurisdictional dispute arose.
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ARTICLE 17 • GRIEVANCE PROCEDURES

17.1 Prohibition of Work Stoppage
During the period of this Agreement there shall be no strikes, picketing, 
lockouts, sympathetic strikes or picketing, work slowdowns or use of sick time 
as a concerted activity. In the event of unsanctioned work action, the Union 
will take affirmative action to end such unsanctioned actions. All grievances 
will be settled as hereinafter provided.

17.2 Notification of Grievances
The Union agrees to provide the Department of Human Resources with a 
copy of any grievance filed from within the bargaining unit and also copies of 
grievance correspondence.

17.3 Resolution of Grievances
Both the Employer and the Union subscribe to the principle that grievances be 
promptly heard, acted upon and effectively resolved. Grievances shall consist 
of problems arising from interpretation and application of the provision of this 
Agreement.

Recognizing that many complaints and misunderstandings may be satisfactori-
ly resolved short of their becoming grievances, it is agreed that both the Union 
and the Employer shall encourage employees to first discuss any complaint or 
misunderstanding with the appropriate supervisor or manager. Timeliness of 
problem resolution is important. Both parties should mutually agree to a time 
frame for response and/or resolution.

17.4 Failure to Act
A grievance will be deemed untimely if not presented within the time limits 
set forth above. If the Union misses a timeline during the grievance procedure 
Steps, the grievance shall be settled based upon the Hospital’s last response. 
If the Hospital misses a timeline during the grievance procedure Steps, the 
grievance shall be advanced to the next Step, unless the Union withdraws the 
grievance. Timelines may be extended by mutual written agreement.

17.5 Grievance Steps
Both the Employer and the Union agree to actively pursue the following steps 
in order to effectively resolve grievances:
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Step 1. A grievance must be first presented by the employee and/or Union 
Representative in writing to the Human Resource Department within twenty-
one (21) calendar days of the action or of the employee’s first knowledge of 
the action which causes the grievance. The grievance must be signed by the 
employee. The written grievance shall contain the article violated, remedy 
requested, and, when known to the person filing the grievance, the date 
on which the matter in dispute occurred and the name(s) of the affected 
employee(s). The manager shall answer the grievance within three (3) working 
days; the response shall be in writing.

Grievances of termination shall be referred to Step 2. The Director or Human 
Resources Department shall respond within 15 working days.

Step 2. If the grievance is not resolved at Step 1, the employee and the Union 
Representative must present the written grievance to the Human Resource 
Department, within five (5) working days following the reply given in the 
preceding step. 

A written response to the grievance shall be given by the Director or the 
Human Resources Department designee within five (5) working days of 
receipt of the appeal.

Step 3. If the grievance is not resolved at Step 2, the employee and the Union 
Representative must present the grievance in writing to the Senior Human 
Resource Consultant within five (5) working days following the reply given in 
the preceding step. A written response must be given to the employee by the 
Senior Human Resources Consultant within five (5) working days of receipt of 
the appeal.

Step 4. If the grievance is not resolved in Step 3, the Union may within 
fourteen (14) working days, request that the grievance be submitted to 
arbitration. If the Union wishes to proceed to arbitration, the request must 
be reduced to writing and provided to the Hospital within fourteen (14) days 
of the Step 3 response. Thereafter, the parties will meet within fourteen (14) 
days and request a list of seven (7) qualified and available arbitrators from 
the Federal Mediation and Conciliation Service (FMCS). Either party may 
reject in its entirety the first list and request a second list from the FMCS. The 
Hospital and the Union representative will decide by lot the order of elimina-
tion and then shall strike alternatively names from the list. The seventh (7th) 
and remaining name shall be accepted as the arbitrator of the grievance. The 
arbitrator shall have no power to add to, subtract from, delete, modify, alter, 
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or amend any provision of this contract. The decision of the arbitrator will be 
final and binding on each party.

17.6 Financial Responsibility
Each party shall be responsible for carrying the financial burden of it’s own 
case, including attorney’s fees, witness fees, etc. Both parties shall split equally 
all joint costs, such as hearing room rentals; and each party shall pay one-half 
(1/2) of the cost of the arbitrator.

17.7 Grievance Meetings
The Employer reserves the right to limit to those who are directly involved in 
the grievance, including witnesses, the number of stewards and other employ-
ees excused from work to attend grievance meetings.

ARTICLE 18 • DISCIPLINE AND DISCHARGE

18.1  Termination Notices
Unless the discharge is for just cause, the Employer agrees to give two (2) 
weeks notice of termination or pay in lieu of notice to all regular employees.
All employees shall give two (2) weeks notice of their intention to voluntarily 
terminate, which notice shall be directed to their supervisors who will inform 
Human Resources Department. Failure of the employee to give two (2) 
weeks notice may bar the employee from re-employment at the Hospital. The 
Employer will give reasonable consideration to cases of hardship.

18.2 Discipline and Discharge
No employee shall be disciplined or discharged without just cause.

1. It is the Employer’s intent to make use of progressive discipline in accor-
dance with established practices and policy, which will take into account the 
severity of the alleged misconduct.

2. The employee and the Union shall receive copies of all written disciplin-
ary notices and documentation of employee counseling sessions placed in 
the employee’s Personnel file. Employees shall have the right to respond in 
writing to any written disciplinary notices and documentation of employee 
counseling sessions in their Personnel file and have that response attached 
to the relevant material. It is agreed that the employees file kept in Human 
Resources is the official record of the employee. 
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3. Written disciplinary notices and documentation of employee counsel-
ing sessions shall be inactive after a period of one (1) year from the date of 
issuance, unless the discipline relates to the same issue. After three (3) years 
an employee may request to have a previous corrective action removed from 
their Human Resources file.  This is subject to review and approval by the 
manager and Human Resources.  The decision will be based on the nature 
of the corrective action and whether any additional corrective actions have 
occurred.

4. All employees have the right to review the contents of their personnel file 
upon request to Human Resources.

With any step in the disciplinary action process, employees will be informed 
of the action being taken, and of what is expected of them to correct their per-
formance. For any written warning, a copy of the warning will be completed 
and become part of the employee’s file in Human Resources with a copy given 
to the employee. Corrective action will be administered in a timely manner in 
accordance with established practices and policy.

18.3 For purposes of application of the Hospital’s attendance policy, consecu-
tive workdays of absence shall count as one absence (rather than multiple 
absences.)

ARTICLE 19 • UNION NOTICES
19.1 A locked bulletin board will be provided by the hospital for the purpose of 
posting official union business.

ARTICLE 20 • SENIORITY

20.1 Eligibility for Seniority
Seniority shall date from the time the employee last entered a bargaining unit 
position covered by this Agreement (see Credit for Prior Experience, Article 
9). Seniority shall apply to regular full time and regular part time employees 
only.

20.2 Protection of Seniority
In the event an employee incurs an on-the-job injury, that employee shall not 
lose any seniority rights under Article 20.1, and in no case shall a full time or 
part time employee be changed to Supplemental status without written agree-
ment of the employee and Union.
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20.3 Vacations
Persons will have choice of vacation dates in accordance with their seniority in 
the department.

20.4 Layoff and Reduction of Hours
In cases of layoff or reduction of shifts, the employee with the least seniority 
within a department and classification shall first be laid off or receive the 
reduction of shifts, provided the employee(s) remaining has the necessary skill 
and ability to effectively perform the job.

Rather than suffer a layoff, an employee with experience in more than one (1) 
department may exercise seniority to displace a non-regular employee position 
in the former department, provided the employee is able to effectively perform 
the job.
Recall or increase of shifts shall be accomplished by reverse order of layoff or 
reduction of shifts.

Within classification, employees will be considered for layoff in the following 
order:

(a) Temporary
(b) Supplemental
(c) Probationary
(d) Regular employees (full-time and part-time)

The Employer will maintain employees’ names on a recall list for twenty four 
(24) months following their last day worked. When a position within the 
former classification becomes available, the employee laid off last shall be 
considered for rehire first, provided the former employee is qualified for the 
work available. The Employer will inform employee by certified letter sent to 
the employee’s address on file. An employee who does not return to work as 
specified in the recall notice shall be deemed to have voluntarily resigned. It 
shall be the responsibility of the employee to keep the Hospital and the Union 
informed of their current address.

In cases of reduction of shifts in nursing units, the employee with the least 
seniority within a cost center and job classification, shall first receive the reduc-
tion of shifts, provided the employee(s) remaining has (have) the necessary 
skill and ability to effectively perform the job. During the life of this contract, 
with mutual agreement between the Union and Management, cost center may 
be replaced by “arena” and may be redefined as all nursing units on a floor.
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20.5 Job Bid Procedure
Hospital shall post all job vacancies within the bargaining unit. Posting of job 
vacancies shall not be delayed for arbitrary or capricious reasons. Vacancies 
will be posted first within the department and on a bulletin board accessible 
to all employees for five (5) days to afford existing full and part time employees 
first choice. If the available position is not filled from within the department, 
the Hospital shall post on the Legacy website. The posting shall include the 
days, hours of work, job description, pay range, hours status (full, part-time or 
supplemental) and primary area of assignment; for supplemental positions, the 
posting may indicate variable hours and assignments. Job qualifications will 
be made available upon request. Jobs will be posted for a minimum of five (5) 
days. Employees interested in posted jobs may bid by making application to 
the Human Resources office and/or appropriate Managerial Representative. 
The Hospital shall first consider qualified employees from the department for 
the vacant position. Hospital shall then consider qualified employees from the 
bargaining unit before any other applicants for the vacant position, provided 
they apply within five (5) days of the initial posting.

Employees who shall be absent for five (5) or more days shall be allowed to 
submit written requests in advance for jobs covered by this Agreement which 
may subsequently become vacant. Such request shall be valid until the em-
ployee returns to work. Employees who have applied in advance, who meet the 
minimum qualifications, but are not available for interview during the five (5) 
day posting period, shall only be guaranteed the right of consideration.

When bidding on vacant jobs where one or more employees currently holds 
that classification, selection shall be awarded to the most senior employee 
unless the senior employee is currently subject to a documented disciplinary 
action Where none of the bidders for a vacant position currently hold that 
classification, the most qualified employee shall be selected. If a less senior 
employee is awarded the position after being determined “most qualified” by 
the Hospital, the more senior employee(s) will be given a written explanation 
upon request as to the Hospital’s determination of the selected employee’s 
superior qualifications, within fourteen (14) days of the request.

Once the five (5) day period has elapsed, Hospital may consider and select any 
applicant for the position.

Employees awarded a job through the bid process will be placed in the new 
job within forty-five (45) calendar days. If as a result of a successful job bid, an 
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employee is moving from a non-benefited position to a position whereby he/
she will be eligible for employee benefits under this agreement, the employee 
will move to benefited status following the employee’s award of the position 
pursuant to the job bid.

An employee who has exercised bidding rights and been selected into a dif-
ferent classification may not again exercise seniority in bidding for other job 
classifications until six (6) months have elapsed from the effective date of the 
most recent date of appointment. The Employer may waive this requirement 
on an individual basis.

20.6 Transfers Within the Same Classification
If an employee has bid for a job in the same classification and pay as his/her 
present job and is subsequently appointed, the employee shall be given a fifteen 
(15) day trial period in the new job. If the employee does not perform satisfac-
torily in the new position, or if the employee is dissatisfied in the job within 
the fifteen (15) day period the employee shall be returned to his/her former 
position.

An employee who has exercised seniority rights to transfer under the provi-
sion of this Section, and has been offered and accepted the new job, may not 
again exercise those rights until three (3) months have elapsed from the date of 
acceptance of the new job. An employee may not transfer positions under this 
provision more than two times within a six-month period.

20.7 Change in Covered Classification
If an employee bids for a job in a different classification and is subsequently 
appointed, the employee shall be given a thirty-one (31) day trial period on the 
new job. If the employee does not perform satisfactorily in the new position, 
or if the employee is dissatisfied in the job, within the thirty-one (31) day 
period, the Employer shall return the employee, or the employee may request 
to be returned to his or her former position.

20.8 Change to a Non-Covered Classification
If an employee applies for and is selected for a non-bargaining unit classifica-
tion, the employee shall be given a thirty one (31) day grace period to return 
to a regular full time or regular part time covered classification before losing 
all previously accrued-bargaining unit job bidding seniority. If the employee 
does not apply and return to a covered classification during this period the 
employee will lose bidding seniority.
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20.9 Holding a Covered and Non-Covered Classification at the 
Same Time
The parties agree that an employee shall be allowed to hold two or more non-
supervisory part-time or supplemental positions for Legacy Health, regardless 
of whether such positions are inside or outside the bargaining unit.  The 
parties further agree, however, that an employee may not hold such positions if 
the employee’s overall schedule will result in regularly working more than forty 
hours per week.

An employee who applies for a supervisory position within Legacy Health 
must be willing to resign from his/her bargaining unit position in order to be 
hired into such supervisory position.  

In the event an employee holds two or more positions at the same time – one 
inside the bargaining unit and one outside the bargaining unit – the following 
conditions shall apply:    

1. None of the provisions of this Agreement shall apply to the employee’s 
work outside of the bargaining unit, or the employee’s application for work 
outside of the bargaining unit.

2. A termination from the employee’s non-bargaining unit position shall not 
be subject to the grievance procedure under any circumstances.  In addition, 
if an employee is terminated for any of the following egregious infractions, 
committed while working outside of the bargaining unit, the employee shall 
also be terminated from his/her bargaining unit position: improper treat-
ment of patients; gross insubordination; sexual or other forms of harassment 
against other employees, patients, patients’ family members or visitors, or 
other customers; dishonesty; theft; violation of patient confidentiality; 
violation of the drug and alcohol policy; or falsification of employment or 
personal history data.  Termination from the employee’s bargaining unit 
position in the foregoing circumstances shall not be subject to the grievance 
procedure, unless the Union can demonstrate that the employee did not 
commit the offense for which he/she was terminated.  In other circum-
stances where an employee is terminated from his/her non-bargaining 
unit position, he/she also may be terminated from his/her bargaining unit 
position if the Employer can establish just cause for such termination, based 
on the employee’s conduct and prior discipline, both inside and outside the 
bargaining unit.

3. Any discipline issued to the employee, whether the employee was working 
inside or outside the bargaining unit, will count for purposes of progres-
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sive discipline.  If the discipline is issued while the employee is working 
outside of the bargaining unit, the discipline will be deemed as issued for 
just cause and may not be challenged through the grievance procedure of 
this Agreement, unless the discipline results in the employee’s termination 
from his/her bargaining unit position, pursuant to no. 2, above.1   In such 
circumstances, the parties agree that the employee shall be entitled to the 
same number of progressive disciplinary steps that a full-time employee 
would receive.  In other words, the fact that the employee holds more than 
one position shall not result in the employee being entitled to additional 
disciplinary steps.

4. In the event an employee is removed from work pending the results of 
a for-cause drug screen, or during the pendency of an investigation, the 
employee may be removed from all work, both inside and outside the 
bargaining unit.  If the reason for the removal occurred while the employee 
was working outside of the bargaining unit, such removal shall not be 
subject to the grievance procedure.  The Employer agrees that if an employee 
is removed from work for a for-cause drug screen, the Employer will provide 
the results of the drug screen to the employee as quickly as possible and not 
later than forty-eight hours after receiving the results.

5. All provisions of this Agreement related to seniority shall apply only to 
the employee’s bargaining unit seniority.

6. Work outside the bargaining unit will not count for purposes of calculat-
ing overtime pay under Article 8 of this Agreement, except to the extent 
required by law.

In the event a bargaining unit employee applies for a non-bargaining unit 
position, with the intention of holding both positions at the same time, the 
Hospital shall inform the employee of the provisions of this Section and shall 
have the employee sign a form acknowledging that the employee understands 
the rights they are waiving under this Section prior to awarding the employee 
the non-bargaining unit position. 

1 The parties acknowledge that for discipline issued while an employee is working outside of the 
bargaining unit, the employee may grieve such discipline under Legacy’s Resolution of Problems 
and Grievance policy.
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ARTICLE 21 • MEDICAL-HOSPITAL-SURGICAL INSURANCE, 
DENTAL INSURANCE, SHORT TERM AND LONG TERM DISABILITY 
INSURANCE.

21.1 Employer Responsibility
The Employer will provide the employee and his or her eligible family mem-
bers with a hospital, medical, surgical insurance program, including major 
medical protection.

21.2 Plan Options
Employees may elect to participate in the Flexible Benefit Program.

21.3 Rate and Contributions
Full time and part time employees electing to participate in the Flexible 
Benefit program will be subject to the same premium rates and Employer 
contribution for these programs as similarly situated full time and part time 
non-represented employees. Hospital may change to a substantially similar 
program only after providing Union at least forty-five (45) days prior notice 
of the proposed change and an opportunity to negotiate such change. Any 
changes in insurance coverage during this Agreement shall be no different 
for the bargaining unit than changes for non-bargaining unit employees of 
the Hospital. Any improvements negotiated in the Legacy Emanuel health 
insurance provisions of the collective bargaining agreement will be extended 
to Legacy Good Samaritan SEIU Local 49 bargaining unit. Bargaining unit 
employees will be provided the opportunity to participate in benefits/retire-
ment focus groups.

ARTICLE 22 • LEAVES OF ABSENCE
22.1 Hospital Policy: Leaves of absence shall be granted in accordance with the 
Hospital’s then current policy on leaves of absence.

ARTICLE 23 • EQUAL OPPORTUNITY AND RESPECT

23.1 The Hospital and the Union agree that each will fully comply with ap-
plicable laws and regulations regarding discrimination and will not unlawfully 
discriminate against any employee or applicant for employment because of 
such person’s race, religion, color, national origin, sex, sexual orientation, age, 
mental or physical disability unrelated to job performance.
The parties recognize that under the Americans With Disabilities Act (ADA) 
no Employer or Union may discriminate against a qualified individual with a 
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disability in regards to the job application process, hiring, discharge, employee 
compensation, advancement, reinstatement, job training, and any other 
comparable conditions or privileges of employment. Therefore, effort by the 
Hospital to comply with the ADA shall not be deemed a violation of this 
Agreement. The labor agreement may be waived, to the extent necessary, upon 
agreement by both parties, to assure compliance with the ADA.
Discrimination claims by employees covered by this Agreement shall be 
subject to the grievance and arbitration provisions of Article 17.

23.2 The Hospital agrees that employees shall be treated with respect by 
supervisors, managers, and other Hospital representatives.

ARTICLE 24 • ALCOHOL AND DRUG-FREE WORKPLACE
24.1 Legacy Health’s policies titled “Alcohol & Drug-Free Workplace Policy,” 
and “Post-Accident Process for Drug and Alcohol Screen” shall apply to mem-
bers of the bargaining unit.” Refer to Legacy Health Policy # LHS.500.702.

ARTICLE 25 • PATIENT SERVICES COMMITTEE
The Hospital and SEIU Local 49 understand that quality patient care and an 
appropriate working environment require adequate staffing and that such staff-
ing levels within all departments vary with census, acuity, shift, the specializa-
tion of various units and structural changes in the delivery of patient services. 
The Hospital will agree to provide opportunities for bargaining unit members, 
to participate in established committees related to patient care and quality 
improvement. Committee members will have the ability to make recommen-
dations for improving patient services or patient service delivery although final 
decision-making authority is retained by the Hospital.

Participation in unit practice councils and other approved hospital committees 
or working groups will be on paid time if during regularly scheduled working 
hours and with supervisor approval, which shall not be unreasonably denied. 

ARTICLE 26 • HEALTH AND SAFETY
26.1 The Employer agrees to make reasonable proper provisions for the 
maintenance of appropriate standards of health and safety in the workplace, 
to promptly correct unsafe conditions brought to its attention. The Employer 
acknowledges its responsibility to appropriately train all employees regarding 
the Employer’s safety policies, procedures, and state/federal laws and regula-
tions. The Employer and the Union agree that employees have the right to give 
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input into the safety program of the Employer and that the Hospital’s Safety 
Committee will have employee representatives. In the event an employee 
believes that an unsafe condition exists, he/she shall first bring the situation 
to the attention of his/her supervisor. If, after bringing the situation to the 
supervisor’s attention, the employee believes the problem still exists, the 
employee may then report the condition, in writing, to Human Resources, and 
the employer will take appropriate action to attempt to resolve the situation. 
There shall be no retribution for the employee.

ARTICLE 27 • INJURY-FREE WORKPLACE

27.1 Legacy Good Samaritan Hospital is committed to providing a safe and 
healthy work environment, working proactively with employees to prevent 
safety and health hazards, and protecting the Hospital’s and the employee’s 
financial resources by minimizing the long-term costs of workplace injuries. 
The Hospital and the Union agree to:

1. Provide opportunity for bargaining unit members to participate in com-
mittees for the purpose of preventing workplace injuries. These include the 
Good Samaritan Safety Committee, the Labor-Management Committee, 
and the SHARPS Committee. Union members participating on any safety-
related committees shall be compensated at the applicable rate of pay.

2. Provide training and opportunity for bargaining unit members to partici-
pate in the Hospital’s “No Lift” policy as it is implemented throughout the 
Hospital.

27.2 Unless the employee volunteers, the Hospital shall make its best efforts 
not to preschedule employees to work with less than twelve (12) hours of rest 
between shifts or for more than six (6) consecutive workdays. This provision 
shall not apply to voluntary trades of shifts between employees or to unantici-
pated staffing shortages.

27.3 In order to prevent workplace injuries and reduce the cost of worker’s 
compensation claims, the Hospital shall ensure sufficient levels at all times to 
ensure that service can be maintained and that no worker carries an excessive 
workload. The Hospital shall make every effort to replace employees absent 
from work due to vacation, illness or other leave, rather than causing remaining 
employees to cover additional workload or areas of assignment. If an employee 
considers a work assignment to be dangerous to the employee’s health and 
safety, the employee shall report that condition to their supervisor.
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ARTICLE 28 • EMPLOYEE CONDUCT AND ATTENDANCE
LHS Employee Conduct and Attendance (Policy 500.204) will apply to all 
bargaining unit members in all departments. The former separate attendance 
policy for Food Services and Housekeeping departments is rescinded.

ARTICLE 29 • EMPLOYER PROVISION OF IDENTIFICATION BADGES
All bargaining unit members are entitled to have one identification badge 
per year, that is lost or damaged in the course of duty, replaced by Legacy at 
no cost, provided the worker reports the lost or damaged badge to his/her 
supervisor during the course of or immediately after his/her shift has ended.

ARTICLE 30 • UNIFORMS AND SCRUBS
In addition to areas of the Hospital where scrubs or uniforms are routinely 
supplied, bargaining unit members will receive a minimum of three (3) items 
of required uniform pieces each year. In each department, at least one employ-
ee representative, selected by the Union, shall be allowed to have input into the 
uniform selection process.

ARTICLE 31 • SAVINGS CLAUSE
31.1 Federal and State Laws
It is the belief hereto that all clauses and provision of this Agreement are law-
ful, If, however, any portion of this Agreement is determined by the courts or 
the proper governmental agency to be in contravention to any state or federal 
law, the parties agree that the remainder of this contract shall continue in full 
force and effect, and to immediately jointly revise those portions which are 
determined invalid to conform with state and federal laws.

ARTICLE 32 • EQUIPMENT AND SUPPLIES
The Hospital shall make every effort to provide all equipment and supplies 
necessary to perform their assigned duties. The Hospital shall make every 
effort to provide supplies necessary to maintain a sanitized work environment.

ARTICLE 33 • CONTRACTING OUT
The Hospital agrees that it will provide the Union forty-five (45) days’ advance 
notice of its intent to contract out work that is currently being performed 
by members of the bargaining unit, which will have the effect of displacing 
current bargaining unit members or reducing current bargaining unit hours. 
This provision does not apply to short-term emergency situations that do not 
displace or reduce current bargaining unit hours. The Union shall be afforded 
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the opportunity to propose alternatives to the contracting out of work. If work 
performed by members of the bargaining unit is contracted out, the parties 
shall negotiate over the effects on the bargaining unit.

ARTICLE 34 • DURATION

34.1 This Agreement shall be in full force and effect to and including June 30, 
2012.

34.2 Either party desiring to change, modify or terminate this Agreement may 
do so by giving written notice to the other party of its intent to do so ninety 
(90) days prior to the anniversary date. In the event such notice is not given, 
this Agreement shall continue in effect for the ensuing year and annually there-
after until a notice as aforesaid by the party desiring the change is given the 
other party not less than ninety (90) days prior to any succeeding anniversary 
date. The effective date of any modification or change after notice as aforesaid 
shall be the first day of July in the year in which such notice is given, provided, 
however, that in the event agreement is not reached as to a wage increase prior 
to such anniversary date, then the effective date thereof will be negotiated and 
agreed upon in a like manner as was the amount of such wage increase.
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DATED at Portland, Oregon, this 24th of September, 2009

Signatures:

FOR THE EMPLOYER:     
Good Samaritan Hospital  

&  Medical Center     

FOR THE UNION:
Service Employees  

International Union, Local 49
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Letter of Understanding Regarding Lay Off

As a result of a general discussion on lay off at the negotiation table, it was 
agreed to commemorate our discussion in a letter of understanding regarding 
lay offs and reduction in force. 

Generally speaking, it is recognized that the language regarding “reduction 
of shifts” applies to daily flexing and is done in seniority order, with the least 
senior individual within a classification and department having to go home 
first. It is agreed that should someone volunteer to absorb the flexing, they 
would be sent home first. If more than one employee volunteers to absorb the 
flexing, the most senior employee in the department and classification shall be 
given the opportunity to go home first. All scenarios require that the employ-
ees remaining have the necessary skill and ability to effectively perform the job.

Additionally, as outlined in the contract, in cases of reduction of shifts in 
nursing units, the employee with the least seniority within a cost center 
and job classification, shall first receive the reduction of shifts, provided the 
employee(s) remaining has (have) the necessary skill and ability to effectively 
perform the job. During the life of this contract, with mutual agreement 
between the Union and Management, cost center may be replaced by “arena” 
and may be redefined as all nursing units on a floor.

With regard to layoff, it is recognized that multiple scenarios may exist where 
there is a need to reduce staff and that it is impossible to identify all of the 
circumstances in which this language may apply. Without restricting the 
Employer’s flexibility to respond to the particular circumstances that may 
present themselves, it is agreed that a general understanding of the process for 
identifying the least senior employees within a department and classification 
and how job placement will be identified would be useful. 

For purposes of this agreement, department is defined as cost center unless 
through mutual agreement with the union department is expanded to include 
more than one cost center/arena.

Overall, it is agreed that reductions and changes in assignments and schedules 
should be conducted in a manner that minimizes the amount of upheaval and 
the number of employees impacted by the change. 

As such, we agree that there are circumstances in which there is a change in 
schedule or work assignment for a small number of employees may be handled 
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most simply under article 6.4 Change in schedule. In these cases the Manager 
will work with the effected employees in accordance with that article.

It is recognized that a change or reduction in a larger number of employee’s 
work assignments or shifts may be better handled as a reorganization that 
warrants posting the effected and open positions through article 20.5 Job Bid 
Procedure. In these circumstances it is agreed that available positions shall be 
posted (including any open positions in that department for that classifica-
tion) and effected employees shall have the opportunity to be considered for 
placement in seniority order.

Further, there are times in which the employer may decide the number of 
effected positions is such that it would be appropriate to re-bid the entire 
unit/classification rather than limit the openings to effected and open posi-
tions. Should such a determination be made, available positions shall be posted 
and Article 20.5 Job Bid Procedure shall apply.

If, as a result of the scenarios outlined above, qualified employees have been 
displaced and have not been offered a position through the job bid procedure, 
qualified senior employees may displace lower senior employees within the 
department and classification in accordance with the following procedure:

A) A qualified displaced full time employee with seniority, may look to 
the least senior full time position, the least senior part time benefit eligible 
position or the least senior position within the unit and classification and 
displace any one of those individuals or accept the reduction and go to the 
recall roster.

B) A qualified displaced part time benefit eligible employee with seniority 
may look to the least senior part time benefit eligible position or the least 
senior position within the department and classification and displace either 
of those individuals or accept the reduction and go on the recall roster.

C) A qualified displaced part time non-benefit eligible employee with 
seniority may look to the least senior position in the unit and classification 
and displace that individual or accept the reduction and go on the recall 
roster.

If there is more than one displaced employee in any category as outlined above 
(A, B, C) an appropriate number of positions within each category will be 
identified and the most senior effected employee may displace first.
If an employee displaces another employee and later decides not to accept the 
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position it will be determined that s/he has resigned his/her position.
We have agreed that an employee who displaces another employee through 
this process will not be restricted from exercising bidding rights as outlined in 
article 20.5 paragraph 6 and Article 20.6 shall not apply.

For point of clarification, qualified means the employee meets the qualifica-
tions for the position as currently defined through Article 20.5 Job Bid 
Procedure. If an employee is determined not be qualified for a position due to 
documented performance concerns, the employer will notify the union of such 
decision prior to the displacement process.

In recognition of the goal to retain qualified supplemental staff, the union and 
hospital agree that there may be circumstances in which it is not appropriate 
to lay off the supplemental staff in the order outlined in the contract. In such 
circumstances it is agreed that displaced employees shall be given the oppor-
tunity to convert to Supplemental status while on the Recall roster without 
giving up their seniority in the Recall process. It is recognized, however, that if 
the employees turns down work as specified in the recall notice he/she forfeits 
his/her recall and Supplemental status. If at that point it is mutually agreeable 
to retain the employee as Supplemental, his/her status may be converted to 
Supplemental as referred to in the contract.

Finally, the purpose of this letter is to help clarify a general framework to con-
sider should there be a layoff or reduction in shifts. Although the general hope 
is that this agreement will expedite the process should such circumstances 
occur, nothing herein shall limit the employer’s ability to control and supervise 
operations as outlined in Article 3.1 Hospital Control.

Letter of Understanding Regarding Helping Hands Program

In order to better assist employees who are experiencing financial hardships, 
the Hospital agrees to feature the Helping Hands program during the first 
United Way drive following ratification of this agreement, and encourage 
employees to earmark their United Way contributions for the Helping Hands 
fund. The Hospital agrees that featuring the Helping Hands program during 
the United Way fund drive will also be done with the intent of increasing 
employee awareness of the existence of the Helping Hands program and the 
services it offers to employees who experience financial hardships.
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Letter of Understanding Regarding Union Recognition

The Hospital agrees that should SEIU Local 49 merge, reorganize or consoli-
date with another SEIU Local (such as SEIU Local 1199NW or Local 503), 
during the term of this contract, the Hospital will recognize the newly merged 
Local as if it were SEIU Local 49, with all of the rights, duties and responsibili-
ties that it has with SEIU Local 49 just prior to the merger, reorganization or 
consolidation and to amend the name of the union on this collective bargain-
ing agreement to reflect this change without modifying any other provisions of 
the contract, including but not limited to fully honoring employees’ seniority 
and benefits earned with the Hospital under the current collective bargaining 
agreement.

Letter of Understanding Regarding Food and Nutrition 
Restructure

Prior to implementing the planned restructure of the Food and Nutrition 
Department which will result from the Hospital ceasing to provide food 
service for Emanuel Hospital, the Hospital shall provide the Union with 
forty-five (45) days’ written notice.  During the forty-five day period prior to 
the restructure, the Hospital will work collaboratively and in good faith with 
the Union on developing an appropriate restructure plan.  If the parties are 
unable to reach agreement during that time period, the Hospital shall have 
the right to implement the restructure in the manner it deems appropriate, 
provided it abides by any applicable terms of this collective bargaining agree-
ment.  Employees who are laid off or displaced from Good Samaritan due to 
this restructure shall be considered for vacancies at Emanuel prior to outside 
applicants and, if qualified, will be hired at Emanuel for vacancies prior to 
outside applicants.  Employees who have been the subject of a corrective action 
in the six months prior to applying for positions at Emanuel may be excluded 
from consideration.  An employee who is hired for and accepts a position at 
Emanuel pursuant to this letter of understanding will waive all recall rights 
under this Agreement.

Letter of Understanding Regarding Computer Access

Each department shall make at least one computer available for use by bargain-
ing unit employees.
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Letter of Understanding Regarding Labor/Management 
Committee

Within thirty (30) days following ratification of this Agreement, the Labor/
Management Committee shall begin meeting.  The Committee shall meet 
quarterly unless agreed otherwise.  The purposes of the LMC are to address 
issues of mutual concern and to promote improved labor/management rela-
tions.  The LMC is not the venue to address individual grievances.  The LMC 
shall be made up of up to five representatives chosen by the Hospital and five 
representatives chosen by the Union.   At least four of the committee members 
selected by the Union must be Good Samaritan bargaining unit employees 
and at least four of the committee members selected by the Hospital must have 
management or supervisory responsibility for Good Samaritan bargaining 
unit employees.  Employees participating in these committee meetings will be 
compensated at their applicable rate of pay for time spent in committee meet-
ings.  The Hospital and the employee members of the LMC committee shall 
each select a chairperson, and the co-chairs shall be responsible for agreeing on 
an appropriate agenda in advance of the scheduled meetings.

Letter of Understanding Regarding 2010 Retirement Plan Changes

Pursuant to Article 12 of this Agreement, the Hospital has agreed to provide 
the same retirement benefits to bargaining unit employees as it provides to 
similarly situated full time and part time non-represented employees.  
During the 2009 bargaining, the Hospital notified the Union of its intent to 
change the retirement benefits effective January 1, 2010.  For purposes of these 
upcoming retirement plan changes, the Hospital agrees to provide the Union 
with written notice of the proposed changes by no later than October 15, 2009.  
The parties agree to bargain over the proposed changes for a period of forty-
five days, starting on October 15, 2009.  The parties agree that the Union will 
have the right to strike or picket over the proposed retirement benefit changes, 
notwithstanding Section 17.1 of this Agreement, starting on December 1, 2009.  
Such right to strike or picket shall be limited to issues surrounding the retire-
ment benefits only, and shall expire on December 31, 2009.



38 legacy good samaritan hospital • seiu local 49 july 23, 2009, through june 30, 2012

Pa
y G

ra
de

 G
-10

 •
 Jo

b 
T

itl
es

: F
oo

d 
Pr

od
ct

n 
I G

S H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

10
.9

7
11

.30
11

.6
5

12
.0

1
12

.39
12

.71
13

.0
3

13
.2

8
14

.50
A

nn
iv

er
sa

ry
7/

19
/0

9-
6/

30
/1

0
10

.9
7

11
.30

11
.6

5
12

.0
1

12
.39

12
.71

13
.0

3
13

.2
8

14
.50

Eff
ec

tiv
e**

7/
1/

20
10

11
.27

11
.6

1
11

.9
7

12
.34

12
.7

3
13

.0
6

13
.38

13
.6

5
14

.9
0

A
nn

iv
er

sa
ry

7/
1/

10
-6

/3
0/

11
11

.27
11

.6
1

11
.9

7
12

.34
12

.7
3

13
.0

6
13

.38
13

.6
5

14
.9

0
Eff

ec
tiv

e**
*

7/
1/

20
11

11
.6

6
12

.0
2

12
.39

12
.77

13
.18

13
.52

13
.85

14
.12

15
.4

2
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

11
.6

6
12

.0
2

12
.39

12
.77

13
.18

13
.52

13
.85

14
.12

15
.4

2
														




















Pa

y G
ra

de
 G

-2
0 

• 
Jo

b 
T

itl
es

: C
us

to
m

er
 Sv

c A
ss

oc
 G

S,
 D

ie
ta

ry
 Cl

er
k G

S,
 H

os
pi

ta
lit

y S
vc

 A
ss

oc
 G

S,
 G

ar
de

ne
r, 

Ra
di

ol
og

y A
id

e

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/2
00

9
11

.4
8

11
.84

12
.2

0
12

.59
12

.9
6

13
.29

13
.6

4
13

.9
0

15
.2

0
A

nn
iv

er
sa

ry
7/

19
/0

9-
6/

30
/1

0
11

.4
8

11
.84

12
.2

0
12

.59
12

.9
6

13
.29

13
.6

4
13

.9
0

15
.2

0
Eff

ec
tiv

e*
*

7/
1/

20
10

11
.79

12
.17

12
.53

12
.9

3
13

.32
13

.6
6

14
.0

1
14

.2
8

15
.6

2
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

11
.79

12
.17

12
.53

12
.9

3
13

.32
13

.6
6

14
.0

1
14

.2
8

15
.6

2
Eff

ec
tiv

e*
**

7/
1/

20
11

12
.2

0
12

.59
12

.9
7

13
.39

13
.79

14
.13

14
.50

14
.78

16
.16

A
nn

iv
er

sa
ry

7/
1/

11
-6

/3
0/

12
12

.2
0

12
.59

12
.9

7
13

.39
13

.79
14

.13
14

.50
14

.78
16

.16

*E
ffe

cti
ve

 7/
19

/0
9 A

T
B 

In
cr

ea
se 

of
 2.

0%
 	

**
Eff

ec
tiv

e 7
/1

/1
0 

AT
B 

In
cr

ea
se 

of
 2.

75
%

	
**

*E
ffe

cti
ve

 7/
1/

11
 A

T
B 

In
cr

ea
se 

of
 3.

5%



legacy good samaritan hospital • seiu local 49 39july 23, 2009, through june 30, 2012

Pa
y G

ra
de

 G
-3

0 
• 

Jo
b 

T
itl

es
: S

up
pl

y A
ss

oc
 G

S,
 Tr

an
sp

or
t A

ss
oc

 G
S

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/2
00

9
11

.54
11

.9
0

12
.27

12
.6

5
13

.0
5

13
.37

13
.71

13
.9

7
15

.2
8

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

11
.54

11
.9

0
12

.27
12

.6
5

13
.0

5
13

.37
13

.71
13

.9
7

15
.2

8
Eff

ec
tiv

e*
*

7/
1/

20
10

11
.85

12
.2

3
12

.6
1

13
.0

0
13

.4
0

13
.74

14
.0

9
14

.36
15

.70
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

11
.85

12
.2

3
12

.6
1

13
.0

0
13

.4
0

13
.74

14
.0

9
14

.36
15

.70
Eff

ec
tiv

e**
*

7/
1/

20
11

12
.27

12
.6

6
13

.0
5

13
.4

5
13

.8
7

14
.2

2
14

.58
14

.8
6

16
.25

A
nn

iv
er

sa
ry

7/
1/

11
-6

/3
0/

12
12

.27
12

.6
6

13
.0

5
13

.4
5

13
.8

7
14

.2
2

14
.58

14
.8

6
16

.25
																	

























Pa
y G

ra
de

 G
-4

0 
• 

Lo
gi

st
ics

 Te
ch

n 
GS

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/2
00

9
11

.72
12

.0
9

12
.4

4
12

.83
13

.2
4

13
.57

13
.9

0
14

.18
15

.50
A

nn
iv

er
sa

ry
7/

19
/0

9-
6/

30
/1

0
11

.72
12

.0
9

12
.4

4
12

.83
13

.2
4

13
.57

13
.9

0
14

.18
15

.50
Eff

ec
tiv

e*
*

7/
1/

20
10

12
.0

4
12

.4
2

12
.79

13
.18

13
.6

0
13

.94
14

.2
8

14
.57

15
.9

3
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

12
.0

4
12

.4
2

12
.79

13
.18

13
.6

0
13

.94
14

.2
8

14
.57

15
.9

3
Eff

ec
tiv

e*
**

7/
1/

20
11

12
.4

6
12

.85
13

.2
3

13
.6

5
14

.0
8

14
.4

3
14

.78
15

.0
8

16
.4

9
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

12
.4

6
12

.85
13

.2
3

13
.6

5
14

.0
8

14
.4

3
14

.78
15

.0
8

16
.4

9

*E
ffe

cti
ve

 7/
19

/0
9 A

T
B 

In
cr

ea
se 

of
 2.

0%
 	

**
Eff

ec
tiv

e 7
/1

/1
0 

AT
B 

In
cr

ea
se 

of
 2.

75
%

	
**

*E
ffe

cti
ve

 7/
1/

11
 A

T
B 

In
cr

ea
se 

of
 3.

5%



40 legacy good samaritan hospital • seiu local 49 july 23, 2009, through june 30, 2012

Pa
y G

ra
de

 G
-5

0 
• 

Jo
b 

T
itl

es
: E

m
er

 D
ep

t A
id

e G
S,

 Pa
t S

vc
 A

ss
oc

 G
S,

 P
hy

 Th
py

 A
id

e G
S,

 D
ep

ar
tm

en
ta

l A
id

e G
S,

 O
T A

id
e G

S,
 PA

CU
 A

id
e G

S,
  

Co
ok

 A
ss

t G
S

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

12
.0

0
12

.38
12

.75
13

.15
13

.55
13

.8
9

14
.2

4
14

.56
15

.9
0

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

12
.0

0
12

.38
12

.75
13

.15
13

.55
13

.8
9

14
.2

4
14

.56
15

.9
0

Eff
ec

tiv
e*

*
7/

1/
20

10
12

.33
12

.72
13

.10
13

.51
13

.9
2

14
.27

14
.6

3
14

.9
6

16
.34

A
nn

iv
er

sa
ry

7/
1/

10
-6

/3
0/

11
12

.33
12

.72
13

.10
13

.51
13

.9
2

14
.27

14
.6

3
14

.9
6

16
.34

Eff
ec

tiv
e*

**
7/

1/
20

11
12

.76
13

.17
13

.56
13

.9
8

14
.4

1
14

.77
15

.14
15

.4
8

16
.9

1
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

12
.76

13
.17

13
.56

13
.9

8
14

.4
1

14
.77

15
.14

15
.4

8
16

.9
1

																	
























Pa

y G
ra

de
 G

-6
0 

• J
ob

 T
itl

es
: A

ne
s A

ss
t G

S,
 In

st
ru

m
en

t T
ec

h G
S,

 N
rs 

As
st

 G
S,

 Su
rg

ica
l S

vc
 Ai

de
 G

S,
 Fo

od
 Pr

od
uc

tio
n I

I G
S (

co
ok

) (
th

ro
ug

h 1
2/

31/
09

)

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

12
.52

12
.9

1
13

.30
13

.72
14

.15
14

.50
14

.8
7

15
.16

16
.55

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

12
.52

12
.9

1
13

.30
13

.72
14

.15
14

.50
14

.8
7

15
.16

16
.55

Eff
ec

tiv
e*

*
7/

1/
20

10
12

.8
6

13
.27

13
.6

7
14

.10
14

.54
14

.9
0

15
.2

8
15

.57
17

.0
1

A
nn

iv
er

sa
ry

7/
1/

10
-6

/3
0/

11
12

.8
6

13
.27

13
.6

7
14

.10
14

.54
14

.9
0

15
.2

8
15

.57
17

.0
1

Eff
ec

tiv
e*

**
7/

1/
20

11
13

.31
13

.7
3

14
.14

14
.59

15
.0

5
15

.4
2

15
.82

16
.12

17
.6

1
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

13
.31

13
.7

3
14

.14
14

.59
15

.0
5

15
.4

2
15

.82
16

.12
17

.6
1

*E
ffe

cti
ve

 7/
19

/0
9 A

T
B 

In
cr

ea
se 

of
 2.

0%
 	

**
Eff

ec
tiv

e 7
/1

/1
0 

AT
B 

In
cr

ea
se 

of
 2.

75
%

	
**

*E
ffe

cti
ve

 7/
1/

11
 A

T
B 

In
cr

ea
se 

of
 3.

5%



legacy good samaritan hospital • seiu local 49 41july 23, 2009, through june 30, 2012

Pa
y G

ra
de

 G
-5

0 
• 

Jo
b 

T
itl

es
: E

m
er

 D
ep

t A
id

e G
S,

 Pa
t S

vc
 A

ss
oc

 G
S,

 P
hy

 Th
py

 A
id

e G
S,

 D
ep

ar
tm

en
ta

l A
id

e G
S,

 O
T A

id
e G

S,
 PA

CU
 A

id
e G

S,
  

Co
ok

 A
ss

t G
S

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

12
.0

0
12

.38
12

.75
13

.15
13

.55
13

.8
9

14
.2

4
14

.56
15

.9
0

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

12
.0

0
12

.38
12

.75
13

.15
13

.55
13

.8
9

14
.2

4
14

.56
15

.9
0

Eff
ec

tiv
e*

*
7/

1/
20

10
12

.33
12

.72
13

.10
13

.51
13

.9
2

14
.27

14
.6

3
14

.9
6

16
.34

A
nn

iv
er

sa
ry

7/
1/

10
-6

/3
0/

11
12

.33
12

.72
13

.10
13

.51
13

.9
2

14
.27

14
.6

3
14

.9
6

16
.34

Eff
ec

tiv
e*

**
7/

1/
20

11
12

.76
13

.17
13

.56
13

.9
8

14
.4

1
14

.77
15

.14
15

.4
8

16
.9

1
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

12
.76

13
.17

13
.56

13
.9

8
14

.4
1

14
.77

15
.14

15
.4

8
16

.9
1

																	
























Pa

y G
ra

de
 G

-6
0 

• J
ob

 T
itl

es
: A

ne
s A

ss
t G

S,
 In

st
ru

m
en

t T
ec

h G
S,

 N
rs 

As
st

 G
S,

 Su
rg

ica
l S

vc
 Ai

de
 G

S,
 Fo

od
 Pr

od
uc

tio
n I

I G
S (

co
ok

) (
th

ro
ug

h 1
2/

31/
09

)

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

12
.52

12
.9

1
13

.30
13

.72
14

.15
14

.50
14

.8
7

15
.16

16
.55

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

12
.52

12
.9

1
13

.30
13

.72
14

.15
14

.50
14

.8
7

15
.16

16
.55

Eff
ec

tiv
e*

*
7/

1/
20

10
12

.8
6

13
.27

13
.6

7
14

.10
14

.54
14

.9
0

15
.2

8
15

.57
17

.0
1

A
nn

iv
er

sa
ry

7/
1/

10
-6

/3
0/

11
12

.8
6

13
.27

13
.6

7
14

.10
14

.54
14

.9
0

15
.2

8
15

.57
17

.0
1

Eff
ec

tiv
e*

**
7/

1/
20

11
13

.31
13

.7
3

14
.14

14
.59

15
.0

5
15

.4
2

15
.82

16
.12

17
.6

1
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

13
.31

13
.7

3
14

.14
14

.59
15

.0
5

15
.4

2
15

.82
16

.12
17

.6
1

*E
ffe

cti
ve

 7/
19

/0
9 A

T
B 

In
cr

ea
se 

of
 2.

0%
 	

**
Eff

ec
tiv

e 7
/1

/1
0 

AT
B 

In
cr

ea
se 

of
 2.

75
%

	
**

*E
ffe

cti
ve

 7/
1/

11
 A

T
B 

In
cr

ea
se 

of
 3.

5%

Pa
y G

ra
de

: G
-7

0 
•J

ob
 T

itl
es

: K
itc

he
n 

St
or

ek
ee

pe
r G

S,
 O

B 
Te

ch
 G

S,
 Fo

od
 P

ro
du

ct
io

n 
II 

(co
ok

) (
eff

ec
tiv

e 1
/1/

10
)

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

12
.83

13
.2

2
13

.6
4

14
.0

6
14

.4
9

14
.85

15
.2

4
15

.52
16

.9
7

A
nn

iv
er

sa
ry

7/
19

/0
9-

6/
30

/1
0

12
.83

13
.2

2
13

.6
4

14
.0

6
14

.4
9

14
.85

15
.2

4
15

.52
16

.9
7

Eff
ec

tiv
e*

*
7/

1/
20

10
13

.18
13

.58
14

.0
1

14
.4

4
14

.8
9

15
.26

15
.6

6
15

.9
5

17
.4

4
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

13
.18

13
.58

14
.0

1
14

.4
4

14
.8

9
15

.26
15

.6
6

15
.9

5
17

.4
4

Eff
ec

tiv
e*

**
7/

1/
20

11
13

.6
5

14
.0

6
14

.50
14

.9
5

15
.4

1
15

.79
16

.2
1

16
.51

18
.0

5
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

13
.6

5
14

.0
6

14
.50

14
.9

5
15

.4
1

15
.79

16
.2

1
16

.51
18

.0
5

																	
























Pa

y G
ra

de
: G

-8
0 

• 
Jo

b 
T

itl
es

: S
to

re
ke

ep
er

 G
S,

 Fl
oo

r C
ar

e A
ss

oc
. G

S,
 Ce

nt
ra

l S
tr

le
 Te

ch
 G

S (
th

ro
ug

h 1
2/

31
/0

9)
,  

Ce
nt

ra
l S

tr
le

 Te
ch

 G
S I

 (e
ffe

cti
ve

 1/
1/1

0)
, E

R 
Te

ch
 (t

hr
ou

gh
 12

/3
1/2

00
9)

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

13
.19

13
.6

0
14

.0
1

14
.4

5
14

.8
9

15
.27

15
.6

8
15

.9
8

17
.4

6
A

nn
iv

er
sa

ry
7/

19
/0

9-
6/

30
/1

0
13

.19
13

.6
0

14
.0

1
14

.4
5

14
.8

9
15

.27
15

.6
8

15
.9

8
17

.4
6

Eff
ec

tiv
e*

*
7/

1/
20

10
13

.55
13

.9
7

14
.4

0
14

.85
15

.30
15

.6
9

16
.11

16
.4

2
17

.94
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

13
.55

13
.9

7
14

.4
0

14
.85

15
.30

15
.6

9
16

.11
16

.4
2

17
.94

Eff
ec

tiv
e*

**
7/

1/
20

11
14

.0
3

14
.4

6
14

.9
0

15
.37

15
.84

16
.2

4
16

.6
7

17
.0

0
18

.57
A

nn
iv

er
sa

ry
7/

1/
11

-6
/3

0/
12

14
.0

3
14

.4
6

14
.9

0
15

.37
15

.84
16

.2
4

16
.6

7
17

.0
0

18
.57

*E
ffe

cti
ve

 7/
19

/0
9 A

T
B 

In
cr

ea
se 

of
 2.

0%
 	

**
Eff

ec
tiv

e 7
/1

/1
0 

AT
B 

In
cr

ea
se 

of
 2.

75
%

	
**

*E
ffe

cti
ve

 7/
1/

11
 A

T
B 

In
cr

ea
se 

of
 3.

5%



42 legacy good samaritan hospital • seiu local 49

Pa
y G

ra
de

 G
-9

0 
 •

 Jo
b 

T
itl

es
: C

en
tr

al
 St

rle
 Te

ch
 G

S I
I (

eff
ec

tiv
e 1

/1/
10

), 
ER

 Te
ch

 (e
ffe

cti
ve

 1/
1/1

0)

H
ire

1 y
r

2 
yr

3 y
r

4 
yr

5 y
r

6 
yr

7 
yr

8 
yr

Eff
ec

tiv
e*

7/
19

/0
9

13
.78

14
.2

1
14

.6
5

15
.10

15
.56

15
.9

6
16

.38
16

.70
18

.25
A

nn
iv

er
sa

ry
7/

19
/0

9-
6/

30
/1

0
13

.78
14

.2
1

14
.6

5
15

.10
15

.56
15

.9
6

16
.38

16
.70

18
.25

Eff
ec

tiv
e*

*
7/

1/
20

10
14

.16
14

.6
0

15
.0

5
15

.52
15

.9
9

16
.4

0
16

.83
17

.16
18

.75
A

nn
iv

er
sa

ry
7/

1/
10

-6
/3

0/
11

14
.16

14
.6

0
15

.0
5

15
.52

15
.9

9
16

.4
0

16
.83

17
.16

18
.75

Eff
ec

tiv
e*

**
7/

1/
20

11
14

.6
6

15
.11

15
.57

16
.0

6
16

.55
16

.9
7

17
.4

2
17

.76
19

.4
1

A
nn

iv
er

sa
ry

7/
1/

11
-6

/3
0/

12
14

.6
6

15
.11

15
.57

16
.0

6
16

.55
16

.9
7

17
.4

2
17

.76
19

.4
1

																	
























*E

ffe
cti

ve
 7/

19
/0

9 A
T

B 
In

cr
ea

se 
of

 2.
0%

 
**

Eff
ec

tiv
e 7

/1
/1

0 
AT

B 
In

cr
ea

se 
of

 2.
75

%
 

**
*E

ffe
cti

ve
 7/

1/
11

 A
T

B 
In

cr
ea

se 
of

 3.
5%

**
**

 G
ra

de
 G

90
 E

ffe
cti

ve
 1/

1/
10



legacy good samaritan hospital • seiu local 49




