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We Stood Strong and Won!

Nothing in this contract was given to us. Our members stood strong to demand a fair contract and took
to the picket line in two strikes to demand that McKenzie Willamette Respect Us, Protect Us and Pay Us!
Our unity and our two strikes paid off with a strong contract. Here are some of the improvements we
fought so hard to win:

Competitive Wages
v’ Strong Across the Board Increases. 4.5% at ratification, 3% on 1/1/2023 and 3% on 1/1/2024!
v' Market adjustments for classifications that were especially behind, CNA2, Surgical Tech., OB
Tech, OR Custodian, Phlebotomist, Pharmacy Tech and Sterile Processing Tech!
v $300 ratification bonus!

Affordable Healthcare
v" Limited Healthcare Cost Increases: no increase in 2021, 5% in 2022 and 2023.
v Increased healthcare subsidy, employees earning less than $45,000 a year will qualify for
reduced insurance costs!

Pandemic Protections
v" $750 COVID appreciation bonus! Pro rated for part time employees, minimum of $500. The
bonus applies to all people employed as of 12/1/2021, including HHS employees!
v" A greater voice in pandemic policy, PPE and other issues!

Outsourcing
e While we were not able to stop the outsourcing of employees to HHS, we did succeed in winning
some guarantees and protections.
v Stronger contract language requiring management to bargain before future outsourcing,
v" Union representation, PTO rollover, severance pay, preferential rehiring and a COVID bonus for
outsourced employees. Bargaining with HHS starts soon and all McKenzie Willamette workers
can support a fair contract for HHS employees.

And More...
v Guaranteed 401k match: 3.5% employer match on a 6% employee contribution. First 1%
matched 100%, 2%-6% matched at 50%.
v’ Education and staff development: Increased the union education fund by $10,000 a year.
v Increased differentials and standby
v’ Better valuing prior experience
v’ Consecutive day OT continues until you get a day off.
And much more.....

In Unity,

Your 2021-2022 McKenzie Willamette Bargaining Team:
Aaron Green-Recovery Room

Emmy Gordon-Endoscopy

Rachel Gordon-Short Stay

Mike Miller-Diagnostic Imaging

Molly Reed-Pharmacy
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AGREEMENT

This Agreement shall become effective on September 1, 2021 shall remain in effect until 11:59 pm on
December 31, 2024 and from year to year thereafter; provided, however, that either party upon no less
than ninety (90) calendar days written notice to the other part, prior to December 31, 2024 or
December 31° of any subsequent year, may notify the other party of its desire to amend or terminate
this Agreement upon the expiration of its current term. If such notice to amend or terminate is timely
served, negotiations shall commence between the parties within fifteen (15) days after receipt thereof.
Request to amend shall be submitted with the notification

WITNESSETH TO:

That the parties hereto have agreed as follows:

ARTICLE 1 — PURPOSE OF AGREEMENT

It is the intent and purpose of the parties to set forth in this Agreement, rates of pay, hours of work and
conditions of employment to be observed between the parties. A listing of these positions can be found
in Appendix C. Nothing in this Agreement shall prevent the Hospital from continuing the long-standing
practice of utilizing non-bargaining unit personnel in bargaining unit work unless it would cause a
bargaining unit employee to lose regularly scheduled hours of work.

ARTICLE 2 — DISCRIMINATION/CONFIDENTIALITY

1. Discrimination - The Hospital and the Union agree that each will fully comply with applicable laws,
regulations, and hospital policies regarding discrimination and will not discriminate against any
employee or applicant for employment, on the basis of, race, color, national origin, religious
affiliation, sex, age, marital status, sexual orientation, disability, gender identity or expression,
genetic information or any other protected class status in accordance with applicable federal, state
and local laws. There shall be no distinction between the wages paid men and the wages paid
women for the performance of comparable quantity and quality of work on the same or similar jobs.

2. Confidentiality - MWMC and its employees are in possession of and have access to a broad variety
of confidential, sensitive, and proprietary information, the inappropriate release of which could be
injurious to individuals, MWMC business partners and MWMC itself. Every MWMC employee has an
obligation to actively protect and safeguard confidential, sensitive, and proprietary information in a
manner designed to prevent the unauthorized disclosure and use of that information and in
accordance with all applicable federal and state laws and regulations.



ARTICLE 3 — JOINT OBLIGATIONS

The Hospital’s obligations as a health care facility are recognized. Nothing in the Agreement is
intended to limit the Hospital in determinations of matters pertaining to patient care or equipment
and processes to be used for the efficient utilization of human resources so long as appropriate
wage rates are paid.

During the term of this Agreement, the Hospital, its employees and the Union, agree to work in
concert toward the common objective of finding and implementing ways of reducing the
acceleration of increases in the costs of health care services to members of the community.

Employee /Management Cooperation—Communication Committee - The Employer and Union agree
to establish a Communication Committee to provide both management representatives and
employees an opportunity to discuss issues of mutual concern.

Meetings shall generally be held at least quarterly unless mutually agreed to by the parties. A
maximum of eight (8) bargaining unit committee members will be paid up to ninety (90) minutes for
attendance at scheduled meetings. A maximum of one (1) employee per department shall attend
such meetings.

It is not the intent of the parties that the committee considers issues that should more appropriately
be reviewed by the grievance procedure. Trends and issues that appear to lead to grievance are
appropriate discussion items. The committee functions in an advisory capacity only and will not
constitute Collective Bargaining. Committee recommendations will be forwarded to the appropriate
parties. The hospital has sole discretion to accept Committee recommendation. An analysis of the
perceived value of the committee will be ongoing.

Staffing - The Union and the Hospital recognize the importance of safe working conditions for
employees and of adequate staffing in all departments for the provision of quality care. The
issues of staffing shall be referred to the Employee/ Management Cooperation-
Communication Committee. The Hospital also encourages employees to participate in their
Department Staff meetings and their Unit Practice Committees.

a. Union representation. The union shall appoint at least two (2) members to be
representatives on the nurse staffing committee subject to the condition subsequent that
the appointment of the second (2"¢) member is approved by the Hospital Nurse Staffing
Committee.

b. Pay and Release. Time spent doing Nurse Staffing Committee work shall be compensated
at their regular rate of pay. Employees scheduled to work during the meeting will be
released to attend the meeting.



ARTICLE 4 — RECOGNITION AND UNION SECURITY

The Hospital recognizes the Union as the exclusive bargaining agent of the employees covered by
this Agreement for the purpose of collective bargaining with respect to rates of pay, hours of work,
and working conditions.

Membership in or fair share payments to the Union is voluntary for employees hired on or before
July 9, 2007.

However, once an employee joins the Union, the employee must as a condition of employment,
maintain membership in the Union for the duration of this Agreement.

All employees hired on or after July 10th, 2007 or any non-bargaining unit employees who transfer
or promote into a bargaining unit position on or after July 10th, 2007 shall become members of the
Union or make fair share payments to the Union as a condition of employment after thirty-one (31)
calendar days of beginning their employment. All bargaining unit employees must maintain
membership in good standing or make monthly fair share payments for the duration of the
collective bargaining agreement.

Steward’s Rights - A steward will be allowed thirty (30) minutes to educate new employees about the
Union in person at all new employee orientations, or another mutually agreed upon time within the
employee’s first month of employment. Hospital will provide an annual calendar of new employee
orientation dates to the Union in December of the preceding year.

The employer shall provide to the Union a list of all employees attending the orientation as many
days as possible prior to such orientation and no later than one (1) day before the orientation. The
employer and the Union agree that for the life of this agreement, the employer will be absent from
the room during the new employee orientation. The orientation shall be mandatory for new
employees and attendance will be treated the same as attendance at mandatory in-services.

For the duration of this Agreement, the Hospital shall deduct from each employee’s wages, initiation
fees, monthly Union dues, fair share payments, and COPE deductions, as specified by the Union;
provided that the employee has signed a written assignment and authorization which has been
received by the Hospital. Such assignment and authorization shall be effective at the time it is signed
by the employee, and it shall remain in accordance with the conditions specified on the Union
authorization form. Employees who exercise their right of non-association, based on a bona fide
religious tenets or teachings of a church or religious body of which an employee is a member may
exercise the right to pay an amount equivalent to regular union dues and initiation fees to one of
the following organizations: United Way, MWMC Foundation or American Cancer Society. Payments
are to be made monthly or in advance with receipts sent to the President of the Union.

The parties acknowledge and agree that the term “written authorization” as provided in this
Agreement includes authorizations created and maintained by use of electronic records and
electronic signatures consistent with state and federal law. The Union, therefore, may use
electronic records to verify Union membership, obtain authorization from employees for voluntary
deduction of Union dues and fees from wages or payments for remittance to the Union, and obtain



authorization from employees for voluntary deductions from wages or payments for remittance to
COPE Funds, subject to the requirements of state and federal law. Provided the records comply
with applicable law, the employer shall accept such electronic records from the Union and give full
force and effect to such authorizations as “written authorization” for purposes of this Agreement.

4. The following general conditions will be applicable:

a. The Hospital will provide the Union an electronic list in a format the Hospital can provide such as
MS Excel by the eighteenth (18th) of each month of all the new employees hired for the period
between the sixteenth (16th) of the prior month through the fifteenth (15th) of the current
month, a list of terminated employees and a list of employees who have transferred out of the
bargaining unit. This monthly electronic transmission shall also contain a list all bargaining unit
employees with name, employee identification or social security number or other mutually
agreeable unique identifying number, monthly dues, fair share and COPE deduction amounts,
and gross monthly wages with overtime excluded from the prior month. The Union recognizes
the confidential nature of all represented employees’ social security numbers and agrees to
maintain reasonable safeguards to preserve the confidentiality of these numbers. In addition,
the Hospital will supply the Union a monthly electronic list of bargaining unit employees’ names,
mutually agreeable unique identifying number, home and mailing addresses, department names
and codes to which each employee is assigned, job classifications and codes for each employee,
hire dates, birth dates, rates of pay, employee status, hours of work in the preceding month,
including straight-time overtime, and call-in time. By December 18th of each year, the Union
and the Hospital shall establish a mutually agreeable calendar for the following year with billing
due dates and file transmission dates.

b. By the twenty-fifth (25th) of each month, the President of the local Union will provide the
Hospital with a list of employees indicating the monthly dues and initiations fees. The Union,
upon request will also provide the Hospital with a copy of the membership and COPE check-off
authorization.

c. Deductions for initiation fees and dues will be made from the employees’ pay checks each pay
day not to exceed two (2) pay days per month and submitted to the Union office no later than
seven (7) calendar days after the same is deducted.

5. 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 be reason of any action that shall be taken by the
Hospital for the purpose of complying with the provisions of Article 4, or in reliance upon any
assignment and authorization form (including but not limited to any electronic record and any
electronic signature encompassed by Article 4, Section 3), list or information which shall have been
furnished to the Hospital under such provisions.

6. When new employees are hired who are subject to the Agreement, the Hospital shall deliver to such
employees a written notice stating that the Hospital recognizes the Union as the collective
bargaining agent for the employees covered by the Agreement and quoting or paraphrasing the
provisions of Article 4 of the Agreement. A representative of the Union shall be given thirty (30)



minutes with each new employee orientation class for the purpose of discussing the benefits of
membership in the Union. The employees will be given thirty (30) calendar days from the date of
hire to declare in writing their preference for membership or fair share.

7. Union Stewards - The Union shall notify the Employer of the names of all Union Stewards.

Except as outlined in this agreement and for the direct representational time, such as steps
in the grievance procedure, no employee shall engage in Union business during working
hours.

Within ninety (90) days of the adoption of this agreement, the parties will identify a suitable
locker or storage space for union materials. Union stewards will be provided with access to a
locker or lockable storage area for union materials; the union will be responsible for
providing a lock and for providing the key or combination to union stewards.

From time to time, issues of mutual concern will arise which may require discussions/meetings
between a bargaining unit representative and a member and/or a management
representative. Such discussions when practicable shall be held during regular working hours
on the Employer’s premises and without loss of pay to participating employees. Prior to the
discussions/meetings, the bargaining unit representative will request approval from the
supervisor(s) of the work area(s) as far as in advance as possible; however, approval will not be
capriciously denied.

Stewards will conduct investigation activities away from public areas and immediate work unit.

ARTICLE 5 — ACCESS OF UNION REPRESENTATIVES

Duly authorized representatives of the Union shall be permitted at all reasonable times to enter the
Hospital for the purpose of transacting Union business and observing conditions under which employees
are employed; provided, however, that no interference with the work of employees shall result and such
right of entry shall at all times be subject to general rules applicable to non-employees, including but not
limited to those relating to patient privacy, and includes reporting to the Human Resources Director or
designee. The Union Representative shall preschedule visits to the Hospital as often as reasonably
possible. When on hospital premises, the Union Representative shall wear an identification badge with
name, title, and picture on it. Concerns about access raised by management will be addressed by the
union in a timely manner.

ARTICLE 6 — JURISDICTION BY UNION

The Union agrees that in the event of any Union jurisdictional dispute with respect to any work or
classification of employment covered hereby, such dispute shall be settled between the Unions in
accordance with their established practices without permitting the same to interfere in any way with the
progress and prosecution of the work hereunder. Pending the settlement of any such dispute, the work
shall continue the same basis as it was being performed at the time the jurisdictional dispute arose.



ARTICLE 7 — NO STRIKE/NO LOCKOUT

1. During the life of this Agreement including any extension hereof, the Union, for and on behalf of its
officers, agents and the employees covered by this Agreement, agrees and promises that neither it
nor they (officers, agents and the employees covered by this Agreement) will directly or indirectly
authorize, cause, encourage, assist, condone, sanction or participate in any way in any strike,
including but not limited to any sympathy strike, stoppage, interruption or delay of work or boycott,
and/or picketing whether such activity would be of a primary or secondary nature.

2. The Hospital agrees that it will not engage in a lockout, as defined herein, of bargaining unit
employees during the period of this Agreement. A lockout is hereby defined under this Agreement
to mean the withholding of work from bargaining unit employees by the Employer in order to obtain
concessions from them and the Union with respect to their wages, hours, or working conditions. A
layoff, reduction in force (including downsizing or rightsizing), temporary or permanent closing of
any facility, department or unit, or discontinuance of any Hospital functions or operations by the
Hospital because it determined that it is, for any reason, in its best interests shall not be defined as
lockout.

3. The Hospital shall have the right to discipline, up to and including termination of employment, for
employees who engage in any conduct in violation of this Article.

4. The Hospital shall be entitled to seek an injunction for any alleged violation of this Article.

5. Should a strike, as defined in Section 1, above, occur, the Union immediately upon learning of the
strike, shall:

a. Notify the Hospital, in writing that such conduct and/or activities by the employees or others
has not been called or sanctioned by the Union, with a copy of such notification posted on all of
the Union’s bulletin boards;

b. Notify the employees in writing, and, whenever possible orally, both individually and by posting
notices at appropriate locations, including at the Union’s local office, of its disapproval and
disavowal of such conduct and action(s), and simultaneously instruct such employees that they
must immediately:

i Cease and desist from all prohibited conduct and action(s); and
ii.  Offerin writing to the Hospital to return to work immediately or face dismissal.

6. The Hospital has the right to file a grievance under Article 9 - Grievance Procedure with the Union
for any conduct or actions that violate this Article.



ARTICLE 8 — DISCIPLINE AND DISCHARGE

Just Cause - No employee who has successfully completed the probationary period shall be
discharged or subject to disciplinary action without just cause. Except in situations justifying
immediate discharge, it is recognized that the Hospital employs a system of progressive discipline in
the counseling and constructive discipline of employees.

An employee desiring an appeal for disciplinary action or discharge must file a grievance with the
Hospital within fourteen (14) calendar days. Any protest filed in accordance with the foregoing shall
be subject to the grievance and arbitration provisions of this Agreement.

Removal of Disciplines - Upon request by the employee, written disciplinary notices, including
warnings, reprimands and suspensions will be removed from the employee’s personnel file after
eighteen (18) months if there have been no further disciplinary occurrences during that 18-month
period. Disciplinary actions for the following conduct will remain in the employee’s personnel file,
but will not be considered as part of further disciplinary action after thirty six (36) months with no
repeat occurrences; (1) violation of the Employer’s non-discrimination policies, including sexual
harassment; (2) conduct threatening or endangering patient safety; (3) assault/violence against
another person; (4) theft or falsifying records; (5) unlawful breach of confidentiality or other privacy
violations; or (6) violation of the Employer’s substance free workplace policy.

At the time an employee is discharged, but in no event later than forty-eight (48) hours thereafter,
he/she shall be provided with the specific reasons for the discharge from the Hospital, in writing.
However, failure to meet this time limit shall not be the basis for overturning the discharge. If a
department manager has overlooked the above time limit, he/she shall immediately respond to a
request for the reasons in writing.

ARTICLE 9 — GRIEVANCE PROCEDURE

Definition - A “grievance” shall consist of any dispute between the Union or employee and the
Hospital arising out of his/her employment involving the interpretation or application of any one or
more provisions of this Agreement. If a resolution cannot be met, then the union and the hospital
will meet to resolve the grievance as expediently as possible.

Recognizing that many complaints and misunderstandings may be resolved short of becoming
grievances, it is agreed that both the Union and the Hospital shall encourage employees and
management to first discuss any complaint or misunderstanding within the employee's specific
departments in keeping with the Hospital's conflict resolution policy.

It is agreed that, should any dispute arise between the Employer, Represented Employee or the
Union as to the true interpretation or application of this Agreement, the following successive steps
will be used: (Time limits set forth in the following steps may only be extended by mutual written
consent of the parties hereto.)



Step 1 - Within ten (10) calendar days after the first occurrence of a situation or the employee’s first
knowledge of the situation, condition, or action giving rise to the alleged grievance, the employee(s)
affected or the Union representative may present the grievance to his/her supervisor in writing on
the appropriate form with a copy being sent to the Director of Human Resources. The grievance
must state the employee's name and Article in question.

Step 2 - If the grievance is not satisfactorily resolved within ten (10) calendar days after presentation
to the supervisor, it shall be reduced to writing and submitted to the department manager and a copy
sent to Director of Human Resources. Such written grievance shall specify the provisions of the
Agreement allegedly violated and the specific remedy requested.

Step 3 - If the grievance has not been satisfactorily resolved by the department manager within ten
(10) calendar days, it shall be presented to the Director of Human Resources or designee. The
Director of Human Resources or designee shall respond in writing within fourteen (14) calendar days
after receipt of the grievance.

Step 4 — If the grievance is not mutually resolved at Step 3, the union or the hospital may request
mediation by the Federal Mediation and Conciliation Service (FMCS), and if the other party agrees to
mediation, submit the issue to FMCS within fourteen (14) days of the Step 3 response. The federal
mediator will issue a recommendation at the close of the mediation session with a condensed
decision setting forth the reason for the decision. The mediator’s opinion is not a binding decision.
Neither the union nor the hospital will retain legal counsel for representation during the mediation.
The parties may mutually agree to the use of counsel. There should be no transcripts of the session
and no written briefs.

Step 5 - Within fourteen (14) calendar days after presentation at this level, the Hospital and the
Union shall agree upon an arbitrator from a panel of five (5) arbitrators furnished by the Federal
Mediation and Conciliation Service. The arbitrator shall render a decision as promptly as possible,
and in any event, within thirty (30) calendar days from date of case presentation. The decision of the
arbitrator shall be final and binding on both parties. The arbitrator shall have no power to change,
alter, detract from, or add to, the provisions of this Agreement, but shall have the power only to
apply and interpret the provisions of this Agreement in reaching a decision.

The arbitrator’s fee and expenses shall be borne equally by both parties.

ARTICLE 10 — UNION NOTICES

The Union shall be privileged to post notices of Union meetings and business outside the entrance
of the cafeteria on the Hospital’s bulletin board and on a designated union bulletin board in each
work unit. The specially designated Union bulletin board will be locked and keys will be made
available for the Steward Council.

The Hospital agrees that, insofar as the availability of a conference room, auditorium, or other
suitable meeting room does not hinder the normal operation of the Hospital, such room may be



used to conduct meetings of bargaining unit employees. The Union agrees that requests for use of
such meeting rooms shall first be scheduled through the Human Resources Director or designee.

ARTICLE 11 — SUB-CONTRACTING

1. Where a decision to sub-contract is made by the Hospital, it agrees to bargain its decision and the
effects, if any, on bargaining unit members. Before sub-contracting work, the Hospital shall notify
the Union at least sixty (60) days prior to such sub-contracting. The parties agree that in the event of
subcontracting of work currently performed by union members, the new employer will recognize
the Union as the exclusive collective bargaining representative of the members whose work is the
subject of subcontracting.

2. An employee, whose position is sub-contracted out, shall have the following rights and options:

a. The employee may apply for an open position at the Hospital for which the employee is
qualified or may become reasonably qualified. The employee shall be given the position over
other candidates whose positions were unaffected by the sub-contract. This shall be effective
during the employee’s employment. When the employee is selected for an open position, the
employee shall not suffer a reduction of pay or benefits;

b. The employee may apply for tuition reimbursement in accordance with Article 34- Education,
during employment and for a period of six (6) months after the employee has been involuntarily
terminated due to sub-contracting;

c. The Hospital agrees to require the sub-contractor to give preferential treatment for an open
position, during its initial hiring process, to any employee involuntary terminated due to sub-
contracting; and,

d. If the employee is unable to exercise rights under this sub-contracting provision, the employee
shall be afforded all layoff and recall rights as specified in Article 16- Seniority;

e. The Hospital agrees to discuss alternatives to involuntary job losses due to sub- contracting.

f. The Hospital shall make reasonable efforts to mitigate involuntary job loss through attrition and
transfers.

ARTICLE 12 - SAVINGS CLAUSE

It is the belief of the parties hereto that all clauses and provisions of this Agreement are lawful. 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, then such provision shall not be applicable or
enforced or performed except to the extent permitted by law. Both parties agree to construe any
provision held to be contrary to the law as closely to its bargained-for purpose permissible by law; and
to agree on a revised provision that as closely as legal