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Where it's located

Issue Pro BU Tentative Agreement Wins -
in our contract
12.5% increase inclusive for first year ATB (6.5% ATB and 6% market
adjustment) for Pro RNs and NP/PAs on NP14, RC scales, and CNMs.
Market Adjustments 9.5% increase inclusive for first year ATB (6.5% ATB and 3% Appendix A
market adjustment) for mental health therapist related job
codes, audiologists, and genetic counselors.
. New 20-year longevity step at 2.5% increase for all wage scales that .
Longevity Steps do not currently have a 20-year longevity step. Appendix A
BUERE e PT/OT moves to SP wage scale to ensure pay equity for Rehab. Appendix A
Changes
Differentials Standby Phone Consultation Stipend increases from $1500 per Article 5.B
quarter to $2500 per quarter.
Rest & Meal Breaks Incorporates an LOU into the contract to ensure workgr_oups can Article 17.A
combine rest and meal breaks where operationally feasible.
Additional Patient Clarifies and expands the definition of “direct patient care” to ensure
. care coordination, any direct contact with patient, and working with Article 5.D
Care Duties ; N "
caregivers is eligible for additional pay.
Templates New process where labor will have a voice in changes to templates. Article 20
Clarifies the decision-makers and streamlines the application process.
Sabbaticals Increases the number of individuals able to take Sabbatical at one Appendix E

time from eight (8) to TEN (10) in the region.

Virtual Conversion

Pro's that can work virtually will have the option to convert in-person
days to virtual days when operationally feasible.

TWO (2) days in a rolling six-month period.

Provides more flexibility and options for days when something
unexpected happens that prevents in-person attendance.

Will be added to Art 20
(previously only in an
LOU)

Education Fund

Clarifies ambiguous language to be consistent with current practice
(i.e. hours not days)

Standardizes Residual Fund access and updates eligible expenses.
Embeds into the contract the process for department purchase of
requested equipment (versus using Ed Funds)

Clarifies travel and lodging, insurance and transportation, adult
dependent care, audiobooks, eBooks, apps and podcasts.

Article 9

Bilingual
Differential

Expands eligibility to any QBS Level 2 certified clinician to receive
$2.00/hour bilingual differential for all hours worked if providing
services in a common language >24 hours per quarter.

Common languages are currently defined as Spanish, Russian, and
Vietnamese. Other languages can be assessed based on KP need.
Improves equity; brings more diverse services to communities.

Article 5.E.4.c

Advanced
Certification
Differential

Greatly expands the eligibility for clinicians holding an advanced
certification and applying these diverse skills while providing care.
More than 50 certifications added to an appendix list; will allow for
many members across disciplines to receive a $2.00/hour differential.

Article 5.E.5.b and
a new appendix list

Clinical Specialists

Members holding an advanced certification can be asked to serve as a
clinical specialist with the intent for held time to support the additional
work.

Will be added to Art 2
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Creates a process for selection of Team Lead with clear roles and
Team Lead responsibilities. Also adds language for steppln’g down. Article 2.A, 2.B
We successfully pushed back on management’s proposal to have term
limits and to remove labor from selection process.
UCC Premium Pay Caodifies the Urgent Care Premium Pay to any Primary Care AC who .
. o Article 5.H
Program works a regular or holiday shift in the Urgent Care.
. Reinforces the importance of diverse safety tactics to address workers
Workplace Violence, : X
in all settings. ;
Safety, and Just . . o Article 16
Adds language to protect workers from being in an isolated situation
Culture X ! . )
with a person who is a potential safety risk.
PTO Includes the PTO accrual tabl.e in ’Frlme con.tract. . Article 13.A
Documents our current benefit so it's easier to find.
Removes the Salary Review Committee language, which has been a
frustrating and unsuccessful practice for members who believe their
Salary Review salary and step placement does not accurately reflect their Appendix G
y qualifications and experience. Article 4.B.6
Members who would like to escalate their disputes can now do so
using the Grievance pathway with more enforceable language.
Amends our Salary Progression language to ensure Pro's are placed -
Step Placement and moved - through the wage steps CORRECTLY. .
) . Article 4.A-C
and Advancement Improves the process so members are paid appropriately.
Begins to remedy the endless errors from HRConnect.
Improves the language surrounding vacancies to ensure our local
Filling Vacancies workgroups and BU mgmbers have.flrst pick at newly posted po§|t|ons. Article 6.D
Creates a process for internal shuffling of coded employees within a
workgroup prior to a position being posted.
Incorporates the LOU differential, precepting duties, and held time into Art 2.C, Art 5.E,

Precepting

the contract.
Clarifies responsibilities for orienting new employees, precepting, and
teaching students or non-KP employees.

and adding a new
section to Art 20

On-Call

Creates goal of more flexible backfill and appropriate staffing.
Clarifies the process for On-Calls to have the option of becoming
coded employees when a consistent pattern exists.

Article 2.C.2

Bereavement

FOUR (4) days per bereavement occurrence (increased from 3).
Additional two (2) days of leave if travelling over 250 miles (lowered
from prior level of 300 miles).

Revised list to use gender neutral family terminology.

New supplemental benefit once a year for the loss of an individual who
does not fall under the list of a family relationship - ensuring those with
chosen family have adequate and fair time to grieve.

Article 8.A

Non-Industrial
lliness

Absences related to non-industrial infectious recommendations

by Employee Health will not be counted against our members on the
punitive KPNW Attendance Policy.

Previously, absences following Employee Health protocols (such as
COVID quarantine) could trigger joint discoveries, or even potential
member discipline.

Grievance

A standardized grievance procedure across all six OFNHP units was
achieved at the Common Issues Table.

The updated process is designed to move grievances more quickly
and requires Kaiser to bring in a new set of managers to hear
grievances at Step 2.

Article 19




