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Collective Bargaining Agreement  

by and between Laboratory Corporation of America Holdings  
and the Oregon Federation of Nurses and Health Professionals,  

Local 5017, AFT, AFL-CIO 
 

AGREEMENT 

This Agreement is entered into as of the 16th day of March, 2026, by and among LABORATORY 

CORPORATION OF AMERICA HOLDINGS (hereinafter referred to as the “Employer” or 

“Labcorp”) and the OREGON FEDERATION OF NURSES AND HEALTH PROFESSIONALS, 

LOCAL 5017, AFT, AFL-CIO (hereinafter collectively referred to as the “Union” or “OFNHP”). 

WHEREAS, the parties hereto desire to establish the standards and hours of labor, rates of pay, 

and other terms and conditions under which only the employees specified herein shall work for 

the Employer during the life of this Agreement, unless otherwise specified, and thereby promote 

a relationship between the parties here providing for more harmonious cooperation and mutual 

benefits. 

NOW, THEREFORE, in consideration of the performance in good faith by both parties, 

individually and collectively, of the terms and conditions of this Agreement, and intending to be 

legally bound thereby, the parties agree to and with each other as follows. 

 

ARTICLE 1. 

UNION RECOGNITION 

 

The Employer recognizes the Union, Oregon Federation of Nurses and Health Professionals, 

Local 5017, AFT, AFL-CIO, as the sole and exclusive representative of the employees 

(“Bargaining Unit Employees”) in the Bargaining Units described in Case No. 19-RC-338586 

and Case No. 19-RC-344611. The parties agree that for the duration of this Agreement, the 

bargaining units formally identified by NLRB Certification 19-RC-338586 and 19-RC-344611 

may be referred to interchangeably as “Salmon Creek.” 

 

ARTICLE 2. 

MANAGEMENT RIGHTS 

 

Subject to the express terms and conditions of this Agreement, the management of the 

Laboratory, patient service centers, and all other Employer facilities and the direction of the work 

force including the right to hire, assign, suspend, transfer, promote, discharge or discipline for 

just cause, and to maintain discipline and efficiency of its employees and the right to relieve 

employees from duty because of lack of work or for other reasons; the right to require reasonable 

overtime work by employees; the right to establish standards of performance and staffing 

requirements; the right to establish, modify and change rules, regulations and personnel policies; 

the right to determine the extent to which the Laboratory patient service centers, and all other 
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Employer facilities shall be operated and to change such methods or processes or to use new 

equipment or facilities; the right to establish, to change and adjust work schedules, to subcontract 

out or relocate work  and to extend, limit or curtail its operations is vested exclusively in the 

Employer. Any subcontracting or relocation of work will not result in the layoff or material 

reduction in hours of employees in the bargaining unit. 

 

However, nothing in this Article shall be construed to permit the Employer to exercise any 

management right in violation of an express term of this Agreement.  In the event of a conflict 

between this Article and any other provision of this Agreement, the other provision of this 

Agreement shall prevail.   

 

The parties recognize that the above statement of management responsibilities is for illustrative 

purposes only and should not be construed as restrictive or interpreted so as to exclude to those 

prerogatives not mentioned which are inherent to the management function. The Employer shall 

not be required to bargain over its decision to exercise any of the aforementioned rights, and all 

matters not covered by the language of this Agreement shall be administered by the Employer on 

a unilateral basis in accordance with such policies and procedures, as it from time to time shall 

determine. The Employer shall provide thirty (30) days written notice to the Union before 

making changes in working conditions pursuant to this provision. The Union maintains their 

right to demand to bargain over the effects of any changes made pursuant to this provision to the 

extent permitted by law.   Except as set forth in this Management Rights Clause or elsewhere in 

this Agreement, the exercise of management rights shall not abrogate or diminish any statutory 

rights or obligations of the parties under federal, state, or local laws.   

 

 

ARTICLE 3. 

GEOGRAPHIC SCOPE 

 

This Agreement solely applies to the employees listed in the recognition clause. It shall 

apply to no other current or future facilities, unless such application is required by law. 

The Employer recognizes the Union as the sole and exclusive bargaining agent, for the 

purpose of establishing wages, hours and conditions of employment for the employees identified 

in the Recognition Clause. 

 

 

ARTICLE 4. 

 UNION SECURITY 

 

A. Required Membership. All present employees shall, within thirty-one (31) days of the 

execution of this Agreement, either become and remain members of the Union or pay regular 

fees equal to Union membership fees and monthly dues. 

 

All employees in classifications covered by this Agreement who are hired by the Employer 

subsequent to the execution date of this Agreement shall, on or before the thirty-first (31st) 

day following the beginning of their employment, either become and remain members of the 
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Union or pay regular fees equal to Union membership fees and monthly dues. 

Employees who are required to join the Union or pay regular fees and who fail to do so shall, 

upon notice in writing from the Union to the Employer of such failure, be terminated. 

 

B. Religious Objection. Any employee who is a member of and adheres to established and 

traditional 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 join or financially support the Union as a condition of employment. Such an 

employee shall, in lieu of dues and fees, pay sums equal to such dues and fees to a nonreligious 

charitable fund. These religious objections and decisions as to which fund will be used 

must be documented and declared in writing to the Union. Any employee exercising his or her 

right of religious objection must provide the Union with a receipt of payment to an appropriate 

charity on a monthly basis. 

 

C. Payroll Deduction of Dues 

The Employer shall deduct from each employee's wage the amount of Union dues or fees, as 

specified by the Union, for all employees covered by this Agreement who have voluntarily 

provided the Employer with a written agreement authorizing such deductions. Once signed, the 

authorization cannot be canceled for a period of one (1) year from the date appearing on such 

written assignment or within a fifteen (15) day period prior to the termination date of this 

Agreement, whichever occurs sooner. 

 

Deductions for dues shall be processed on the first and second pay period of each month. 

 

D. Voluntary Political Action Fund Deduction. During the term of this Agreement, the 

Employer shall deduct the sum specified from the pay of each member of the Union who 

 

voluntarily executes a COPE PEAC wage assignment form. When filed with the Employer, the 

authorized form will be honored in accordance with its terms. The Union will provide a monthly 

report of any changes to the fixed COPE PEAC amounts. 

 

E. Remittance. The Employer will deduct the Union dues and PEAC for those employees who 

have voluntarily signed an agreement authorizing such deductions on a biweekly basis, 

provided the Union has submitted the signed agreement to the Employer. Deductions will be 

promptly transmitted to the Union by check or electronic payment (ACH) payable to its order 

within five (5) business days from the pay date. Upon issuance and transmission of the funds to 

the Union, the Employer's responsibility shall cease with respect to such deductions. 

 

F. Deduction Report. The Employer will also provide a roster in electronic format that includes 

the employee's name, bargaining unit, employee identification number, the dues amount 

deducted, the PEAC amount deducted, and earnings by pay periods within five (5) days of the 

end of the month. 

 

Concurrent with the payroll data run each month, the Employer shall forward to the Union the 

names, addresses, work location, department, category, Social Security numbers, and date of 

employment of new employees. This report will also include the names of employees who have 
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terminated employment, taken a Leave of Absence, or retired. 

 

The Employer shall also provide to the Union the scheduled hours, location, and department of 

each employee on a quarterly basis. 

 

D. Indemnification 

The Union shall indemnify the Employer and hold 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 Employer for the purpose of complying with the provisions of this Article. 

 

ARTICLE 5. 

UNION STEWARDS, REPRESENTATIVES, & RELATED PROVISIONS  

 

Union Stewards. Union Stewards shall be Bargaining Unit Employees. The Union shall 

provide the Employer with a list of all Union Stewards and elected Union Representatives 

from the Bargaining Unit when requested by the Employer. A Union Steward shall be paid 

their regular rate of pay for attending reasonable investigatory interviews while on 

working time.  Union Stewards will make their best efforts to conduct investigatory 

interviews on non-working time. When attending scheduled grievance meetings, a Union 

Steward will be paid their regular rate of pay. 

 

Union Representatives’ Access to Premises. Upon no less than twenty-four (24) hours 

prior notice to management, except in case of a bona fide emergency, Union 

Representatives shall be permitted in the Employer’s facilities for purposes of adjusting 

disputes, investigating working conditions, and ascertaining that the Agreement is being 

adhered to at reasonable times during working hours.  The Employer may reschedule 

visits based upon legitimate business needs.  Any such visit to the Employer’s premises 

must be conducted so as not to interrupt employee work schedules or the Employer’s 

operations, shall not interfere with the work of any employee and shall, at all times, 

comply with any and all Employer promulgated rules and regulations. 

 

New Employee Orientation. The Employer agrees to permit a Union Representative 

and/or the Union Steward to make a presentation to new employees on a quarterly basis. 

New internal transfers and rehires into the Bargaining Unit shall be included in the new 

employee orientation meeting. The Employer will notify the Union and coordinate a 

specific meeting.  The Union Representative and/or Union Steward will be allowed one-

half (½) hour of unpaid time to introduce this Agreement to newly employed employees, 

subject to the new employee’s agreement to participate in such meeting.  The Employer 

will notify the new employee that the orientation meeting is completely voluntary.  The 

Employer will provide the Union’s contact information at the time of hire or transfer, and 

an online link to the Union membership application.  Both parties will comply with all 

applicable laws. A copy of this Agreement will be made available to Bargaining Unit 

Employees by the Employer. 

 

Union Bulletin Boards. In facilities in which the Employer utilizes a bulletin board to 
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communicate with employees, the Employer agrees to provide a suitable space for a Union 

bulletin board near the vicinity where an Employer bulletin board is situated.  In facilities 

in which the Employer does not utilize a bulletin board, the Employer agrees to provide the 

Union with, in its sole discretion, a suitable way to communicate with Bargaining Unit 

Employees. 

 

ARTICLE 6. 

EMPLOYEE DEFINITIONS 

 

A. Full time employees are defined as those employees within the bargaining unit who are 

regularly scheduled to work thirty (30) hours or more per week. 

 

B. Part time employees are defined as those employees within the bargaining unit who are 

regularly scheduled to work twenty (20) hours per week but less than thirty (30) hours 

per week. 

 

C. Casual employees are defined as those employees within the bargaining unit who work 

on an intermittent or availability basis.  

 

D. Contingent employees are defined as those employees who are placed on assignment 

from a contract agency.  These Contingent Employees may work for a period of up to 

thirteen (13) continuous weeks.  This period may be extended up to an additional three 

(3) consecutive months by mutual agreement in writing by OFNHP and the 

Employer.   After expiration of the thirteen (13) continuous week period, or as the same 

may be extended in accordance with this Agreement, a Contingent Employee must no 

longer be utilized, or hired as a full time, part time, or casual employee. 

 

ARTICLE 7. 

BARGAINING UNIT WORK  

 

The parties recognize that to maintain the orderly functioning of operations, it may be necessary 

to use Contingent Employees, as well as non-bargaining unit Labcorp personnel. Such work shall 

not be used as a replacement for bargaining unit members, or as a means to reduce the number of 

bargaining unit members or to keep from adding additional employees to the bargaining unit.  

The Employer shall have such right if such usage does not result in a material reduction of 

regular work hours or lay off for Bargaining Unit Employees.   

 

The parties recognize that because of the technical nature of the work performed by the 

Employer, it is necessary that supervisors be able to perform bargaining unit work in an emergent 

situation or for training purposes.  Supervisors shall not be scheduled to displace shifts normally 

worked by Bargaining Unit Employees.   
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ARTICLE 8. 

SENIORITY, LAYOFF, RECALL & VACANCIES 

 

Section 1.- Seniority 

A. Seniority shall mean the length of continuous employment within Labcorp in any job 

classification covered by this Agreement.  Continuous employment includes the performance 

of a bargaining unit position for all scheduled hours of work, including time off because of 

earned time off, and approved leaves of absence. 

 

B. Seniority shall be accumulated for each full time and part time bargaining unit member based 

on years of service within Labcorp.  All prior years of service (Legacy recognized years of 

service) with Legacy will be included when determining seniority under this agreement 

provided that such employee was hired by Labcorp as of the closing of the Legacy acquisition.   

 

C. Seniority will be based on an employee’s most recent hire date into the bargaining unit.  

Casual employees working in the bargaining unit shall not accrue seniority.  Full-time and 

regular part-time employees who transfer to casual positions shall have their seniority frozen 

for the duration of their time spent in such casual position. 

 

D. Seniority is lost upon termination or resignation of employment.  Upon return, a recalled 

employee will retain seniority and benefit accrual levels in accordance with Labcorp’s 

Reinstatement Policy at the time of execution of this Agreement which is attached to this 

Agreement as Exhibit C. 

 

E. Each new employee, or an employee that is rehired after loss of seniority rights, shall serve a 

probationary period of ninety (90) calendar days.  For the purposes of this Agreement 

“calendar days” shall be defined as Sunday through Saturday and shall exclude holidays 

recognized by the Employer. During the probationary period, the Employer shall have the right 

to discipline and/or discharge the employee without cause, and such action is not subject to the 

grievance or arbitration provisions of this Agreement. Upon satisfactory completion of the 

probationary period, the Employee’s seniority date shall be retroactive to the first day of 

employment of the employee’s last date of hire. The probationary period may be extended for 

up to an additional thirty (30) calendar days upon mutual agreement, such consent from the 

Union not to be unreasonably withheld. This provision will not affect an employee’s rights 

under the Affordable Care Act. 

 

F. The employee with the lowest Labcorp ID number will be used to determine the most senior 

employee when one or more have the same continuous service time date. 

 

Section 2. - Layoffs and Recall. 

 

A. In cases where circumstances necessitate a layoff of Bargaining Unit Employees, Labcorp 

shall, except in unforeseen emergency or disaster circumstances, notify the affected employee 
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in writing, with a copy to OFNHP, thirty (30) days in advance and specify the positions so 

affected.  Upon request, the Employer shall bargain with the Union regarding the effects 

of such layoffs, including but not limited to the timing, procedures, order of layoff, and 

recall rights of affected employees. Labcorp will notify employees where they can access 

open Labcorp positions at any other Labcorp facility within the Pacific Northwest Region, and 

affected employees will be allowed to bid on such positions in accordance with Article 8 

Section 2(C) and (D)   The Pacific Northwest Region shall include Southwest Washington and 

Oregon.  For the avoidance of doubt, laid off employees will only receive priority for open 

OFNHP represented positions. 

B. In the event of a layoff in a specific department of the Employer, the following will apply: If 

necessary, Employer has the obligation to lay off employees according to seniority starting 

with the least senior employee in a classification and/or shift. Employees will be laid off in the 

following order: all probationary employees, followed by all other employees.  An employee 

may be retained out of sequence of seniority if the employee with greater length of 

employment does not have the necessary qualifications for the position and requisite 

technical/professional skills, education and experience. 

 

C. In no event shall contingent workers be retained to perform work previously performed by laid 

off bargaining unit members in any department while qualified bargaining unit members are 

on layoff or are experiencing a material reduction of hours.  Casual employees shall not be 

scheduled to perform work previously performed by laid off bargaining unit members. 

 

D. Those employees impacted by a layoff shall have the opportunity to bid on Union represented 

positions in other OFNHP represented facilities through the normal job posting process and 

will be given priority over all external candidates for any vacant positions. If more than one 

eligible impacted employee applies for a vacant position, Labcorp will select the qualified 

applicant based on seniority.    

 

E. If an employee is unable to work the available shift and hours, they may elect to bump any 

probationary employee in the facility provided they are qualified.   

 

F. It is recognized that in exercising seniority in the event of a recall, an employee must be 

willing to work the available shift and hours. For example, if the shift available is a full-time 

position and the senior employee on the recall list has been part-time, the senior employee 

may choose to accept the available full-time shift and hours offered by the Employer or pass 

the opportunity to the next senior employee. An employee choosing to pass on an available 

position may bid on the next available opening. 

 

G. Should a displaced employee choose to accept a layoff with severance in lieu of further layoff 

rights or options, such severance will be based on the Employer’s Severance Policy, attached 

to this Agreement as Exhibit D, which shall not be altered during the term of the agreement.   

 

H. In the event of a layoff, employees shall receive all accrued but unpaid wages, accrued 

and unused vacation or PLB, and any other earned compensation.  

 

Docusign Envelope ID: BA1BBBC8-8EDC-8F72-8057-6A100A80E7BD



 

8 
 

#157587099v2 

I. Seniority employees shall be recalled in the reverse order of layoffs for twelve (12) 

months to the same position from which they have been laid off and will be given priority 

consideration for other regular jobs that are represented by OFNHP for which they meet 

the qualifications. 

 

Section 3. - Filling Vacant Positions and Job Postings 

 

A. A vacancy is defined as a newly created position or a position that becomes vacant due to an 

employee leaving the position, where Labcorp, in its sole discretion, decides that such vacant 

position must be filled.  The Employer agrees to post all vacant job openings internally 

through the Employer’s Work Day Program for a minimum of three (3) calendar days. 

The Employer shall be entitled to simultaneously post such positions externally.  Current 

employees shall retain the right to apply for posted vacancies at any time during the 

recruitment process. Qualified internal applicants shall be offered the position before any 

external candidate is hired.   Postings shall include the requirements of the position 

including education, required certifications, technical/professional skills, and experience.  

 

B. The Employer will provide priority to internal candidates using the following 

methodology in Section C and D.  Internal candidates shall be described as those 

employees working at work sites covered by this Agreement.  

 

C. Labcorp will first fill the following open positions with the most qualified internal 

candidate prior to hiring external candidates: 

 

Senior Technologists, Lab Service Team Leads, Patient Service Technician Team Leader, 

PST Lead (LCL), Sr. Cytogen Technologist, Cytogenetic Team Leader, Cytotechno Team 

Leader, Senior Project Analyst, Project Analyst, Senior IT Specialists, Senior Lab 

Assistant, Support Services Team Lead. 

 

1) An internal candidate must have the required qualifications to be considered.   An 

internal candidate for this purpose shall be an employee who is covered by this 

Agreement and works within the specific facility.  Selection criteria will include 

the quality and amount of education and certifications, skills, competence, and 

experience for the job opening. Selection criteria will be job-related, factually 

supported and related to the ability to work successfully and applied to all 

candidates consistently.  Selection criteria shall be measurable and/or 

demonstrable.  

 

2) Bargaining unit seniority shall be the determining factor between two (2) or more 

internal candidates with equal skills, competence, ability and prior job 

performance. 

 

3) The selection of one candidate over another will be subject to an arbitrary and 

capricious standard in the event of any grievance or arbitration over such 

selection. 
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D. The Employer will fill all other position vacancies with the senior candidate who meets 

the qualifications prior to hiring external candidates.  The parties may mutually agree to 

add additional positions as part of Article 8 Section 3 (C).  

 

E. OFNHP members who are employed by Labcorp in the Pacific Northwest Region shall 

be considered for positions within other facilities to which they apply where employees 

are represented by OFNHP.  If there is no internal candidate who meets all the 

qualifications, OFNHP member(s) from other Labcorp locations in the Pacific Northwest 

Region will receive priority for positions prior to hiring external candidates. Bargaining 

unit seniority shall be the determining factor between two (2) or more candidates with 

relevant experience, and past performance.  

 

F. An internal candidate, who is considered for a regular job opening, under the provisions set 

forth in this Article, and is not placed in the regular job opening, will be notified in 

writing.  An internal applicant who is qualified for but not granted a position may request a 

meeting to discuss the basis for the decision with the person who made the hiring decision.  

G. If an employee is offered and accepts a position, the employee may be retained in their current 

position for up to thirty (30) calendar days from the date the position is accepted by the 

employee.  This date may be extended on a mutually agreeable basis between the Union and 

the Employer; such consent not to be unreasonably withheld by the Union. 

H. OFNHP members employed by LabCorp in the Northwest Region who apply for and 

accept a position, moving from one Labcorp location represented by OFNHP to another 

OFNHP represented location, shall be considered seniority employees at the new 

location.  

ARTICLE 9. 

CORRECTIVE ACTION 

 

A. When necessary, disciplinary action may be taken for just cause.  

 

B. An employee may request to have a Union Representative present during an investigatory 

meeting that the employee reasonably believes may lead to disciplinary action. If the employee 

requests such representation, it will be provided as required under applicable law.   If a Union 

Representative is not immediately available, the Union shall contact the Employer within 

seventy-two (72) hours of the employee's request for representation to discuss a reasonable 

postponement of the meeting. 

 

C. The Employer may utilize action plans or performance improvement action plans.  A 

Union Representative may attend the performance improvement action plan meeting at the 

request of the employee. Performance improvement action plans may accompany a disciplinary 

action, with the exception of termination, but will not be considered discipline.  For the 

avoidance of doubt, termination may (but will not always) follow a failed performance 

improvement action plan. 
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D. The Employer’s Corrective Action Guidelines are attached to this Agreement as Exhibit 

E.  The Corrective Action Guidelines, except as modified by this Agreement, shall apply to all 

employees and shall not be altered during the term of this Agreement. 

 

E.  The Employer’s Attendance Policy is attached to this Agreement as Exhibit F. The 

Attendance Policy, except as modified by this Agreement, shall apply to all employees and shall 

not be altered during the term of this Agreement. 

 

F.  In any grievance arbitration concerning application of the Corrective Action Guidelines 

or the Attendance Policy, the arbitrator may consider traditional equitable principles including an 

employee’s length of service, prior disciplinary record, and extenuating circumstances. 

 

ARTICLE 10. 

HOURS OF WORK AND SCHEDULING 

 

State and Federal Wage and Hour Laws.  The Employer will comply with all applicable 

Local, State, and Federal wage and hour requirements. 

 

Work Period – The normal work period shall consist of forty (40) hours of work from Sunday at 

12:01AM to Saturday at 11:59 PM.  Other innovative work schedules may be established by 

mutual agreement between the Employer, OFNHP, and the employee.  The basic workday shall 

consist of an eight- and one-half  (8 ½) consecutive hours in a twenty-four hour (24) period, 

which includes an uninterrupted meal break of thirty (30) minutes.  

 

Completed Work Schedules.  Completed work schedules shall be posted four weeks prior to the 

beginning of the work schedule and shall cover a minimum of a two-week (2)  scheduling 

period.   Employees shall be scheduled consistent with their full-time equivalency status.  

Employees will have their set schedules maintained during the course of this Agreement in work 

sites where set schedules are utilized.   Schedules that are developed shall first provide full-time 

and regular part-time employees their regular hours.  Casual employees shall have the option of 

working: (i) available hours prior to the posting of the schedule and/or (ii) available hours that 

arise after the posting of the schedule.   All Bargaining Unit Employees shall have the option of 

filling open shifts that arise after the posting of the schedule prior to the use of Contingent 

Employees. 

 

Employees will not be scheduled to work shifts outside of their regular schedule unless mutually 

agreed upon, or when required for participation in an educational program. 

 

Once posted, completed work schedules may not be changed without mutual agreement between 

the Employer and the employee.   An employee may switch their scheduled work assignment 

with other staff in the same classification, provided they receive prior approval from their 

manager. 
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Pay Period.  The pay period shall cover two (2) work weeks.  Pay earned during a two (2) week 

period will normally be paid on the Friday following the last day of the pay period.   

 

Other Work Schedules –Where work schedules other than the eight (8) hour day workday 

schedule are utilized, the Employer shall maintain ten- and twelve-hour shift schedules for 

employees working such shifts for the remainder of this Agreement consistent with current 

practice. In the event an employee resigns, is terminated, laid off, or otherwise vacates a ten or 

twelve hour shift position, the Employer may, in its sole and exclusive discretion, replace the ten 

or twelve-hour shift position with an eight-hour shift position.  Employees who work ten or 

twelve hour shifts, a work period of eighty (80) hours in fourteen (14) consecutive days shall not 

violate the Fair Labor Standards Act and equivalent state law.  

 

Meal and Rest Breaks.  Meal periods for all shifts employees should be scheduled according to 

the needs of the department.  An electronic timekeeping system will record meal periods. The 

meal period will be unpaid and a minimum of one-half hour unless otherwise specified or as 

required by law.  Workday schedules are arranged that the normal workday (time worked) 

accommodates meal periods.  Employees who repeatedly do not comply with meal/rest breaks 

are subject to progressive disciplinary action, up to and including, termination in appropriate 

circumstances. Employees will not be disciplined in situations where legitimate business needs, 

as determined by Labcorp in its reasonable discretion, require an employee to work through 

lunch. Progressive discipline will be administered in accordance with the Employer’s Corrective 

Action Guidelines for any employee failing to comply with and/or take meal breaks, is subject to 

the just cause standard, and may be grieved under this Agreement. 

 

Managers are responsible for advising employees of the meal period schedules that are observed.  

Unless by mutual agreement, meal breaks shall be scheduled within the first four to five work 

hours of the normal eight-hour shift.  If an employee is not able to take a 30-minute 

uninterrupted meal period, the employee will be paid for such 30 minutes. 

 

Rest Periods.  All employees are permitted two (2) paid rest break periods during each shift of 

work. Those employees’ with assigned shifts of either ten hours or twelve hours shall get a third 

rest break.  The Employer is responsible for ensuring that employees are released from work to 

ensure rest breaks are taken  The Employer will be permitted to schedule employee rest breaks. 

 

Overtime.  The Employer will not be permitted to assign mandatory overtime hours to 

employees, except in the case of an emergency. The Employer will first solicit qualified 

volunteers, if there are insufficient numbers of qualified employees the Employer will be 

permitted to mandate the least senior employee to work the mandatory overtime. 

 

There shall be no pyramiding or duplication of overtime pay. 

 

Split Shifts.  There will not be split shifts unless mutually agreed to by the Employer and 

employee and only in emergent situations.  

 

7 On 7 Off.   Employees who are scheduled to work seven (7) on and seven (7) off shall receive 

benefits based on their hours worked and consistent with this Agreement.  In the event an 
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employee resigns, is terminated, laid off, or otherwise vacates a seven (7) days on and seven (7) 

days off shift position, the Employer may, in its sole discretion, replace the shift position with 

another shift position.   

 

ARTICLE 11. 

FLOAT POOL 

Lab Assistants/PSTs that are designated as permanent float employees shall be utilized as a 

resource for facilities to fill in for absences attributed to leaves of absence, vacations, illness, 

open positions, shift volumes, etc.  Once their schedule is posted, their days and shift will not be 

changed without mutual agreement, except in emergent situations.  Their daily work location 

may be changed with twenty-four (24) hours advance notice to the employee, except in emergent 

situations.  An employee should complete an orientation checklist prior to working in any 

facility.  Lab Assistant/PSTs will only be required to work in OFNHP represented facilities. 

Employees shall be compensated for travel at the IRS Mileage rate.  Employees shall not be 

compensated for travel from the employee’s residence to their home base.   Employees shall not 

be required to work in more than one facility during any shift.  Travel time shall be considered 

work time for purpose of pay, benefits, and mileage reimbursement. 

Permanent float employees shall be paid an additional two dollars ($2.00) per hour in addition to 

their regular rate of pay  for all hours worked.  Those assigned to permanent float positions shall 

not be required to rotate shifts during any work week, except in case of an acute emergency.  

 

ARTICLE 12. 

COMPENSATION 

 

 Effective the second full pay period following execution of this Agreement, all current employees, 

including casual employees, will receive a gross lump sum payment of eight hundred dollars ($800).   

  

Effective the second full pay period in July of 2026 each current full-time and part-time employee 

will be placed on the wage scale attached as Exhibit A, based on their verifiable years of service with 

Labcorp, which shall include years of service with Legacy, or based on their current wage rate, 

whichever results in a higher wage rate.  When an employee is placed on the wage scale attached as 

Exhibit A based on their current wage rate, and such wage rate is between steps, they shall be placed 

on the higher step.  

 

Employees hired on or after July of 2026 shall be paid at least the applicable starting wage rate set 

forth on the wage scale attached as Exhibit A, based on their years of experience as determined by the 

Employer in its reasonable discretion.  The wage rates set forth in the attached wage scale represent 

the minimum wages for employees; nothing will preclude the Employer from paying any employee 

above the attached wage scale in its sole and exclusive discretion. 
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Each current full-time and part-time employee, with between zero (0) to ten (10) years of service, will 

receive no less than a two percent (2%) wage increase as a result of being placed on the wage scale 

attached as Exhibit A.  To the extent the resulting hourly wage rate increase is less than two percent 

(2%), the remaining raise shall be given in a one-time lump sum payment payable the second full pay 

period in July of 2026.  For example, if a full-time Lab Assistant is making $21.30 per hour, they will 

be placed on Step 4 of the wage scale attached as Exhibit A and be paid $21.54.  This would result in 

an hourly wage rate increase for such employee of 1.1%.  The remaining 0.9% raise would be paid in 

a one-time lump sum payment and calculated as follows: $21.30*0.009*2080 = $399. 

 

Effective the second full pay period in July of 2026 each current full-time and part-time employee, 

with ten (10) or more years of service, will receive a three percent (3.0%) increase if their wage is 

above the wage scale attached as Exhibit A or be placed at Step 10 of the wage scale attached as 

Exhibit A, whichever results in a higher wage rate.   

 

 

Effective the second full pay period in July of 2026 each current casual employee will receive a two 

percent (2.0%) increase.  For the avoidance of doubt, casual employees will not be paid based on the 

attached wage scales. 

 

Effective the second full pay period in July of 2027 each current full-time and part-time employee 

will move to the next step on the wage scale attached as Exhibit B.     

 

Employees hired on or after July of 2027 shall be paid at least the applicable starting wage set forth on 

the wage scale attached as Exhibit B, based on their years of experience as determined by the 

Employer in its reasonable discretion.  The wages rates set forth in the attached scale represent the 

minimum wages for employees; nothing will preclude the Employer from paying any employee 

above the attached wage scale in its sole and exclusive discretion. 

 

Effective the second full pay period in July of 2027, each current full-time and part-time employee 

whose wage is above the last step on the wage scale or who is moving past the last step on the wage 

scale attached as Exhibit B, will receive a three percent (3.0%) increase. 

 

Effective the second full pay period in July of 2027 each current casual employee will receive a two 

percent (2.0%) increase.  For the avoidance of doubt, casual employees will not be paid based on the 

attached wage scales. 

 

No employee shall receive a wage decrease as a result of being placed on the wage tables set 

forth in this Article. 

 

For the avoidance of doubt, after expiration of this Agreement employees will not receive any 

wage increases or progress on the scale based on years of service. 

 

Weekend Differential.  Employees working a weekend shift will be paid a premium of one 

dollar and fifty cents per hour ($1.50) for each hour worked, in addition to any other applicable 

differential or premium. (It is understood that weekend premiums are not part of an employee's 

Docusign Envelope ID: BA1BBBC8-8EDC-8F72-8057-6A100A80E7BD



 

14 
 

#157587099v2 

regular straight-time hourly rate of pay.) The weekend shifts for purposes of this premium shall 

be a 48-hour period beginning on Saturday at 12:01a.m. through Sunday at 11:59 pm.  

 

Shift Differential. The evening shift differential is $1.75 per hour. The night shift differential is 

$2.25 per hour. The evening shift differential shall be paid to shift employees when a majority of 

their hours are worked after 3:00 p.m. The night differential shall be paid to shift employees 

when a majority of their hours are worked after 11:00 p.m. 

 

On Call.  The Employer may schedule employees who volunteer to work on call.  The employee 

will be compensated at the rate of $3.00 per hour for time actually spent in such status.  When on 

call, an employee must be available to respond and to report to work if needed.   

 

On call employees who are called back to work will be compensated at the rate of time and one 

half their applicable rate of pay for the duration of any call back assignment.  Employees called 

back to work pursuant to this section shall receive a minimum of three (3) hours pay when 

reporting to work.   

 

Service Award.    Labcorp agrees to maintain the existing Service Award Program currently 

available to eligible employees for the term of this agreement, including the amount of milestone 

awards.  Should the Employer propose any changes, they shall notify the OFNHP thirty (30) 

days in advance and bargain over said changes to agreement or impasse prior to implementing 

any such changes.    

 

Critical Shift Incentive.   Labcorp retains the sole discretion to apply a Critical Shift Incentive 

to address an emergent staffing condition as necessary and appropriate. Employees will be 

informed in advance of a shift if the Critical Shift Incentive applies to a particular shift and shall 

be paid an additional premium on top of their applicable rate of pay for all hours worked in this 

capacity.  Labcorp shall also notify the Union or Shop Steward of any Critical Shift Incentive, 

but shall not be required to notify the Union or Shop Steward in advance. 

 

ARTICLE 13. 

HEALTHCARE 

 

The Employer will make available to all bargaining unit employees the same health care plan, 

short-term disability plan, dental plan, vision plan, long-term disability insurance plan and any 

other welfare plan at the same contribution rates and discounts programs that the Employer 

makes available to all non-represented employees of the Employer in comparable classifications, 

except as modified below.  

The Employer will have the sole and exclusive right to change plans, plan administrators, plan 

design, and employee contributions at any time after December 31, 2026.  Following the 

expiration of this Agreement and during the pendency period in which any successor agreement 

is being negotiated the Employer will continue to have the sole and exclusive right to change 

plans, plan administrators, plan design and employee contributions at any time. Should the 

Employer propose any changes, they shall notify the OFNHP thirty (30) days in advance. 
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Effective on the first full pay period of 2026, Eligible Participants (as defined below) will be 

entitled to the Medical Stipend (as defined below). 

 

To be eligible for the Medical Stipend (as defined below), the bargaining unit employee (a) 

must have been hired as part of the acquisition of Legacy; (b) must have been a participant in the 

Labcorp medical plan in 2025 through December 31, 2025, (c) must have received the 2025 

Medical Stipend, and (d) enroll in the Labcorp medical plan for 2026 (“Eligible Participant”). 

Eligible Participants will receive the Medical Stipend (as defined below) so long as they 

remain employed with Labcorp and participate in the Labcorp medical plan. If, after enrolling 

in the Labcorp medical plan for 2026, the bargaining unit member terminates coverage under 

the medical plan in 2026 due to a Qualifying Event or termination of employment, the member 

will no longer be eligible for the Medical Stipend. 

 

Eligible Participants will receive $69.23 per bi-weekly pay period, less taxes, and withholdings 

(the “Medical Stipend”). 

 

The Medical Stipend will terminate on December 31, 2026, and shall not be payable in 2027.  In 

2027, Bargaining Unit Employees will receive the same health care plan, short-term disability 

plan, dental plan, vision plan, long-term disability insurance plan and any other welfare plan at 

the same contribution rates and discounts programs that the Employer makes available to all non-

represented employees of the Employer in comparable classifications. 

 

ARTICLE 14. 

PLB 

 

The Employer agrees to maintain the existing Paid Time Off program currently available to 

eligible employees for the term of this Agreement. Should the Employer propose any changes, 

they shall notify the OFNHP thirty (30) days in advance and bargain over said changes to 

agreement or impasse, solely over the issue of Paid Time Off, prior to implementing any such 

changes.  For the avoidance of doubt, all other provisions of this Agreement shall remain in full 

force and effect during the pendency of any negotiations over the issue of Paid Time Off during 

the term of this Agreement. For the purposes of this Agreement, the terms Paid Leave Bank 

(“PLB”) and Paid Time Off (“PTO”) are used interchangeably and refer to the same benefit 

entitlement. 

ARTICLE 15. 

RETIREMENT 

 

The Employer agrees to maintain the existing retirement plan currently available to eligible 

employees for the term of this agreement, including the Employer matching contributions.  

Should the Employer propose any changes, they shall notify the OFNHP thirty (30) days in 

advance and bargain over said changes to agreement or impasse, solely over the issue of 

retirement plans, prior to implementing any such changes.  For the avoidance of doubt, all other 
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provisions of this Agreement shall remain in full force and effect during the pendency of any 

negotiations over the issue of retirement plans during the term of this Agreement. 

 

ARTICLE 16. 

HOLIDAYS 

 

Holidays Observed. All full time and part time employees shall be paid eight hours holiday pay 

for the following holidays observed by the Hospital: 

 

New Year’s Day 

Memorial Day 

Independence Day 

Labor Day 

Thanksgiving Day 

Christmas Day 

Floating Holiday 

 

 

Holiday Worked Premium. All full time and part time employees, who are required to work on 

the actual holiday shall receive time and one half (1 and ½) their hourly rate for the hours 

actually worked. Holiday time begins at 12:01 a.m. the day of the holiday and ends at 12:00 

midnight. Only actual hours worked within the defined holiday period will be paid at the rate 

time and one half. 

 

Holiday Scheduling. Holiday scheduling shall be rotated as equitably as possible. No employee 

shall be required to work the same holiday two years in a row unless there is mutual agreement. 

Volunteers based upon seniority shall have the first opportunity to choose to work a holiday.  

 

 

ARTICLE 17. 

LEAVE OF ABSENCE 

 

General Leave.  The purpose of the leave of absence policy is to provide employees the ability to be 

away from work for a period of time and to support employees when they need to have time off to 

take care of themselves and their families.  A leave of absence begins the first time which may be less 

than a work day) the employee is away from work or, in cases of consecutive leaves of absence, the 

first day following the last day of the preceding approved leave of absence. The employee retains 

accrued credit for previous service, but shall not continue to accrue seniority during any unpaid leave 

of absence. When more than one type of leave applies to an absence, the leaves run concurrently as 

allowed by applicable law.   

 

Time allowed for any combination of leave under this policy will be influenced by state and federal 

law, including ADA, FMLA, FCA, and PFML. 
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Such leaves shall be provided to all full time and part time employees under this Agreement, and 

casual employees only as are specifically identified or addressed under applicable statutes.     

 

Personal Leave Policy.   Bargaining unit employees will be afforded the same rights as similarly 

situated employees under Labcorp’s US Personal Leave of Absence Policy dated January 1st 2021, 

which is attached as Exhibit G. 

 

WashingtonPaid Sick Leave.  

Employees shall be provided protected leave in accordance with Washington Paid Sick Leave Law 

(RCW 49.46.200-.210.) and the Employer’s corresponding Washington Paid Sick Leave Policy.  Paid 

sick leave may be used for all purposes permitted under state law including the employee’s own 

illness, injury or health condition; the care of a family member; and any other reason protected by 

statute. The accrual, use, carryover, and notice requirements for such leave shall be governed by the 

Employer’s current policy which is attached as Exhibit H and is dated January 21st, 2021,  provided 

that in no event shall the policy provide less than the minimum rights and protections required under 

Washington law.   

Bereavement Leave.    

For full-time employees, with prior supervisory approval, bereavement leave with pay up to 

three (3) days, depending on the circumstances, including travel time, employee involvement in 

making funeral arrangements will be allowed for death in the family of the employee.  An 

extension of up to two (2) additional days may be considered depending upon special or unique 

circumstances, with management approval.  Part-time employees receive a pro-rated share of 

bereavement leave based upon their regular schedule.  Casual employees shall be released from 

work without pay under the same circumstances.  An employee may be eligible for additional unpaid 

time under the Washington Family Care Act (FCA). 

 

For purposes of the bereavement leave , an immediate family member shall be defined as an 

employee’s father, mother, husband, wife, spousal equivalent or domestic partner, child, 

including pre-delivery death of an infant, son-in-law, daughter-in-law, brother, sister, mother-in-

law, father-in-law, brother-in-law, sister-in-law, nephew, niece, aunt, uncle, grandparents, 

grandparents-in-law, grandchildren, any of the above mentioned step or domestic partner’s 

equivalent relations, or a person in loco parentis.   

 

Jury Duty.  Labcorp recognizes an employee’s civic obligation to appear for jury duty and 

encourages its employees to serve as jurors. To obtain jury duty leave time, employees must provide 

their manager with documentation of service time. Labcorp will provide paid time off to full time 

and part time employees who seek time off to attend jury duty.  The employee shall be compensated 

by Labcorp their normally scheduled hours of work up to 8.0 hours per day at straight time when 

called and reporting for jury duty.  Employees will not be paid for jury duty that fall on their regularly 

scheduled day off. An employee who works on the second or third shift and is required to serve on a 

jury, the employee will be excused and does not work, the employee will be paid the employees 

normally scheduled hours up to 8.0 hours at straight time including shift premium.  Government pay 

received for serving on jury duty will not reduce an employee’s pay.  Employees called for jury 

service and excused from service on any day, are expected to return to work for the remainder of the 

day, unless excused by the supervisor.   
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Military Leave.  Leave required in order for an employee to maintain status in a military reserve of 

the United States shall be granted without pay, without loss of benefits accrued from the date such 

leave commences and shall not be considered part of earned annual leave.  Family members will 

also be provided  time away from work to provide care for a covered service member who is injured 

in the line of duty or whose serious illness/injury was aggravated by service in the line of duty 

consistent with Federal and any State Laws.   

 

Crime Victims Leave.   Leave shall be provided to crime victims, or their immediate family, to attend 

criminal, juvenile and other proceedings applicable with State and Federal Law.   

Domestic Violence. Leave for time away from work for victims of domestic violence, sexual assault 

or stalking consistent with the requirements of State and Federal Law. 

Education Leave.   When an employee is required to attend an educational career oriented function 

by the Employer, the employee’s wages and all expenses shall be paid by the Employer. 

 

Family and Medical leave.  Labcorp will administer Family and Medical Leave consistent with the 

provisions of the Washington Paid Family and Medical Leave Act  (PFML) the Federal Family and 

Medical Leave Act (FMLA),and FCA .  Qualifying events include a sick child leave for the 

employee to care for their child because of an injury, illness, or condition that requires home care. 

Sick child leave includes both serious and non-serious health conditions, in addition to family 

leave for a child's serious health condition. Sick child leave is also available for school and childcare 

closures in conjunction with public health emergencies.  Leave may be taken all at once, in blocks 

of time, intermittently or on a less than full day basis.  Only the leave time actually taken is charged 

against the employee’s FMLA leave usage.   

 

a. Reinstatement. An employee returning from such leave shall be reinstated with no greater or 

lesser rights in employment than if the employee had not taken the leave. The employee will 

be restored to their former position – i.e., the same unit, shift and FTE – if the position has 

not been eliminated. Reinstatement shall be without loss of seniority or any other benefit or 

right accrued up to the time the leave began. 

b. Inquiries. Employees should direct any questions regarding family or medical leave benefits 

to Human Resources. 

 

Use of paid accruals during protected leave. Where provisions for any leave of absence qualifying 

as an absence under the FCA , FMLA, PFML, Labcorp’s Short Term Disability “STD” Program, or 

any other legally protected leave, an employee may, but is not required to, use supplemental portion of 

their or accrued, unused paid leave under Labcorp’s Personal Leave Benefit (PLB) program up to 

regular base wages. Such usage shall be commensurate with their FTE status. The employee shall be 

required to use accrued but unused paid time off for any applicable waiting period under the STD 

program consistent with Federal and State law. State and local law or regulation may supersede this 

policy where applicable. 

 

Supplement for lost time. The employee may access accrued PLB for the difference between the 

workers’ compensation for lost time and the employee’s regular salary rate. 
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Employer assistance to employees. It is understood by the parties that the Employer shall inform 

employees of their  rights, responsibilities and response times,  including, but is not limited to, 

information pertaining to position reinstatement, offer of transitional modified work and modified 

position, when applicable as required under applicable statute or federal law or as otherwise 

required pursuant to the terms of this Agreement. 

 

Nothing in this provision shall be construed to create additional notice obligations beyond those 

required by law or by this Agreement. 

 

ARTICLE 18. 

LABOR PARTNERSHIP COMMITTEE  

 

The Employer and OFNHP shall jointly, with employees selected by the Union, establish 

a labor partnership committee for the bargaining unit to assist with problem solving during the 

term of this Agreement. The purpose of the labor partnership committee shall be to foster 

improved communication between The Employer and the employees, to increase employee 

engagement, and to enhance labor relations. The functions of the labor partnership committee 

shall be limited to an advisory rather than a decision-making capacity. The labor partnership 

committee will recommend solutions to mutually identified issues.  The issues that may be 

discussed at labor partnership committee include workload issues, health and safety, staffing, quality, 

review of key performance indicators, while identifying trends and sharing organizational successes.   

 

The labor partnership committee shall be composed of an equal number of Employer and 

Union Representatives, with three (3) for each of the Employer and Union unless such number of 

representatives would have a negative impact on normal operations of the business.  The parties 

may add more representatives by mutual agreement. The Union Steward and the manager of the 

department shall co-chair the meetings. The Union Steward will prepare a written agenda for 

meetings to be distributed to all labor partnership committee members. Meeting minutes shall be 

taken and reviewed by both parties after each meeting. 

 

The parties will establish and maintain flexible ground rules and guidelines to be 

followed for conducting regular meetings that shall take place no less than quarterly or on a 

different schedule if mutually agreed. Meetings shall be scheduled for one and one-half (1.5) 

hours and additional time may be set aside on a mutually agreeable basis.  All labor partnership 

committee meetings will be scheduled during normal working hours. Bargaining Unit Employees 

participating on the labor partnership committee shall be compensated at the employee’s regular 

straight-time rate of pay while in attendance at scheduled labor partnership committee meetings. 

By mutual agreement, additional guests may be invited to address issues on the agenda.  A Union 

Representative or HR Representative may attend meetings as a guest. Upon mutual agreement, a 

summary of topics discussed in meetings and/or meeting minutes will be jointly reviewed and 

available to employees.  

 

ARTICLE 19. 

GRIEVANCE PROCEDURE 

 

Docusign Envelope ID: BA1BBBC8-8EDC-8F72-8057-6A100A80E7BD



 

20 
 

#157587099v2 

19.1  A Grievance shall mean an alleged violation of an express term(s) of this Agreement.  

Individual or class action Grievances may only be filed by the Union or an employee as set forth 

below.  No employee shall be subject to reprisal for using or participating in the Grievance 

procedure of this Agreement. Grievances shall be resolved in accordance with the following 

procedure: 

Step 1:  Manager - Grievances shall be reduced to writing and submitted to the Manager, 

by the Union or an employee, within fourteen (14) calendar days after the reason for the 

Grievance has occurred or after the Union or the employee should have reasonably known 

of the incident from which the Grievance arises.  The employee and/or Union Steward / 

Union Officer shall meet with the Manager within ten (10) calendar days in an attempt to 

resolve the grievance.  Within ten (10) calendar days after the meeting, the Manager shall 

provide a written response to the grievance to the Union Steward/ Union Officer and the 

Grievant.  Only the Union will be allowed to advance a Grievance to Step 2 below. 

 

Step 2:  Human Resources Designee - In the event that the Grievance is not resolved at 

Step 1, the Union Representative, shall submit the grievance in writing to the Employer’s 

Human Resources Designee and the Manager within ten (10) calendar days of receipt of 

the Manager’s written response at Step 1, or if no response was issued, within ten (10) 

calendar days of when such response would have been due.  Only the Union Representative 

will be permitted to move a Grievance past Step 1 and to further Steps of this Grievance 

Procedure.  The Union Representative, Union Steward/ Union Officer, and the Grievant 

shall meet with the Employer’s Human Resources Designee within ten (10) calendar days 

in an attempt to resolve the Grievance.  A decision from the Employer’s Human Resources 

Designee shall be submitted, in writing, within ten (10) calendar days following the 

meeting to the Union Steward/ Union Officer and Grievant.  

Step 3: Mediation - Before advancing a Grievance to arbitration, within ten (10) calendar 

days of receipt of the Step 2 response, the parties may utilize the services of a mediator 

jointly selected by the parties to mediate the Grievance.  Any mediation in this Step is 

subject to mutual agreement.  

Step 4:  Arbitration - If the Grievance is not settled on the basis of the foregoing 

procedures, the Union may submit a demand for arbitration to the American Arbitration 

Association (“AAA”) within thirty (30) calendar days following the receipt of the Step 2 

response or within thirty (30) calendar days following the conclusion of mediation in Step 

3.  Following the request to arbitrate the parties shall attempt to select a mutually agreeable 

Arbitrator, within (10) calendar days. The Arbitration shall be administered by AAA 

consistent with its’ Voluntary Arbitration Rules.  The parties shall request panels, 

comprised of Arbitrators in Washington and Oregon.  Thereafter, the parties and the 

Arbitrator will mutually agree on a date, time, and place for the holding of the arbitration 

hearing. 

19.2 All Grievances filed pursuant to this Grievance Procedure shall contain the name of the 

Grievant (with the exception of class action grievances), the issue that gives rise to the 

grievance, the alleged violation of the Agreement, and the remedy requested. 
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19.3 Arbitrators may consider bifurcating any procedural disputes from the merit phase of a 

grievance while considering cost effectiveness, timeliness, and procedural economy.     

19.4 If the Union files a Grievance on behalf of more than one employee (a “Class Action 

Grievance”) the Employer’s deadlines to respond, as stated above, shall be extended by 

five (5) calendar days at each step.  For the avoidance of doubt, this provision shall not be 

construed in any way to extend any deadline stated above for the Union to present the Class 

Action Grievance at any applicable step. 

19.5 The Arbitrator’s decision shall be consistent with the rules of AAA and the parties will 

jointly request the Arbitrator render a decision within thirty (30) days after the close of the 

hearing. 

19.6 Should the Union fail to advance or file a Grievance within the time limits and the manner 

and procedures above prescribed, the Grievance shall be considered waived.   

19.7    Any time limits may be extended in writing on a mutually agreeable basis.   

19.8  The Union may withdraw a Grievance from further consideration at any step of the 

Grievance Procedure. 

19.9 The Arbitrator shall not have the authority to amend or modify this Agreement or to add to 

or subtract any terms or conditions to this Agreement.  Further, they shall have the authority 

to apply and interpret the provisions of this Agreement only insofar as may be necessary to 

the determination of such Grievance.  

19.10 The decision of the Arbitrator shall be final and binding.  The cost of the impartial 

Arbitrator and the administrative fees and expenses will be shared equally by both parties.  

Each party shall bear its own costs.  In cases involving discharge or suspension, should any 

money be awarded to an employee, the Arbitrator shall have discretion to apply any credits, 

including interim earning and unemployment compensation, to the Employer against such 

award.  Remedies by the selected Arbitrator shall be confined to the parameters contained 

exclusively in this Agreement. 

19.11 As used in this Article “day” means calendar days and shall be exclusive of holidays 

recognized in this Agreement.   

19.12 When a step of the Grievance Procedure occurs, the Union Employee Representative and 

the Grievant will be granted time off with pay at their base rate of pay, plus any 

applicable differentials, during work hours for the purposes of attending Grievance 

meetings. 

ARTICLE 20. 

NO STRIKE – NO LOCKOUT 

Section 1. No Strike. 

During the term of this Agreement, the Union and its members agree that there shall be no 
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strikes, including any sympathy strike, work stoppages, slowdowns, picketing, leafleting, or 

other concerted activity that has the purpose or effect of interfering with Labcorp’s operations. 

Section 2. No Lockout. 

During the term of this Agreement, Labcorp agrees that there shall be no lockout of employees 

covered by this Agreement. 

Section 3. Informational Activities. 

Nothing in this Article shall be construed to prohibit the Union or its members from engaging in 

peaceful informational activities that do not interfere with the Employer’s operations. Such 

activities may include the distribution of literature or the wearing of reasonable buttons or 

insignia, provided such buttons or insignia do not contain obscene, profane, or discriminatory 

material, or otherwise violate applicable law or policy. These activities are permitted for the 

purpose of communicating with employees or the public, provided they are conducted in a lawful 

and non-disruptive manner. 

OFNHP agrees that such informational activities shall occur only during non-work time and in 

non-work areas, and shall not disrupt employees’ performance of their duties or the Employer’s 

operations. 

 

ARTICLE 21. 

SAFETY & QUALITY OF CARE  

 

General.  The Employer and OFNHP are committed to enhance the health and safety of 

employees while they are at work. Both the Employer and OFNHP support the provision of safe, 

therapeutic, and effective care of patients. 

 

Health and Safety. The Employer strives to provide a safe and healthy environment, 

following all environment health and safety rules and practices.  Reporting accidents, injuries, and 

unsafe equipment, practices, or conditions and developing a corrective and preventive action plan, 

while taking all reasonable precautions when handling hazardous materials.   

 

Quality.   The Employer will actively promote a culture of quality.  These include Laboratory 

Improvement Amendments (CLIA), professional association requirements for pathology and clinical 

laboratory testing, Good Clinical Practices (GCP) and Good Laboratory Practices (GLP) and Good 

Manufacturing Practices (GMP), when applicable.  Data Integrity is the principal element of the 

Employer’s Quality Management System.  

 

Workplace Violence.  Of importance to the parties is to minimize workplace violence and 

harassment, as well as workplace exposure to infectious disease and occupational illnesses and 

injuries. The Employer will continue to provide periodic workplace safety training and information to 

employees and comply with all applicable laws regarding health and safety in the workplace. 
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The parties support that all personnel have the right to work in a healthy environment free of 

violence and/or harassment through a comprehensive plan of management and prevention. 

Intimidation, bullying, violence, sexual harassment, and reprisal for raising concerns about these 

issues may constitute workplace violence and/or harassment.  

 

Training.  Ensuring that adequate training and education is being provided to all employees 

with respect to the legal requirements and related Employer policies that are relevant to their work 

including as appropriate, laws and Employer policies related to health care fraud and abuse, clinical 

laboratory regulation, food and drug, environmental, occupational safety and health, anti-corruption, 

anti-human trafficking, HIPAA, data privacy, and equal employment opportunity.  When training 

employees, their assignment will be taken into consideration when determining the appropriate 

method for training on new technology.   

 

EAP.  Consistent with the Employer’s EAP policy, the Employer will make an Employee 

Assistance Program (EAP) available to Bargaining Unit Employees on the same terms and conditions 

afforded to the Employer’s non-represented employees in comparable classifications.  For the 

avoidance of doubt, the Employer may modify the EAP policy, if it provides (30) day’s notice to the 

OFNHP and provided the same action is taken regarding these policies for the Employer’s non-

represented employees in comparable classifications. 

 

Maternal Health. The Employer shall make reasonable accommodations in work 

assignments for employees who are pregnant or lactating as required by law, including safe and 

accessible facilities, other than a bathroom. The Employer will provide a reasonable amount of break 

time to express milk as required by law. A maternity leave shall be granted for the period of the 

physical disability, as required by law, and will be paid in accordance with the requirements of 

Title 50A RCW. 

 

ARTICLE 22. 

STANDARDS OF EMPLOYMENT & EVALUATIONS   

 

The Employer seeks to create an environment where all employees treat each other with 

fairness, consistency and respect in accordance with its standards. 

The Employer seeks to maintain performance and development culture in which all 

employees have the opportunity to contribute to their full capability, develop their skills, knowledge, 

and experience, and achieve their career interests. Performance Evaluations shall not be used in place 

of discipline.  The Employee may request one or two of their peers who are in their department to 

submit a peer evaluation on their behalf for consideration prior to their performance evaluation.  

Employees may request a Union Representative be present when meeting with the Supervisor 

regarding their evaluation.  The Employer shall, in its reasonable discretion, establish performance and 

development objectives, provide employees with feedback, and summarize performance feedback in a 

consistent manner among all employees.   

The evaluating Supervisor shall discuss the evaluation with the employee and shall schedule 

sufficient time for the evaluation process. The employee shall have the opportunity to read the 
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evaluation and add relevant comments to the evaluation prior to its placement in the employee’s 

personnel file. The employee shall receive a copy of the signed evaluation and all attachments.  

 

ARTICLE 23. 

PROFESSIONAL DEVELOPMENT  

 

The parties recognize that education and knowledge is critical to the business and supports 

employee’s educational development. Full-time and regular part-time unit employees will be 

eligible to participate in the US Education Programs Policy, as the same may be amended or 

modified from time to time; provided that, such modifications are applicable to comparably 

situated non-Union employees of the Employer and are consistent with the applicable terms of 

this Agreement.  Casual employees are not eligible to participate in this policy. 

 

The Employer shall provide thirty (30) days written notice to the Union before making changes 

to the US Education Programs Policy pursuant to this provision. The Union maintains their right 

to demand to bargain over the effects of any changes made pursuant to this provision to the 

extent permitted by law.   

 

The current US Education Programs Policy is attached as Exhibit I to this Agreement.  This 

Exhibit is for informational purposes only and may be amended or modified pursuant to this 

provision. 

 

ARTICLE 24. 

PERSONNEL FILE   

 

An employee shall be entitled to review the contents of their Labcorp personnel file in 

accordance with ORS 652.750 (inspection of records by employee). At the request of the employee, a 

Union Representative may be present.  The Employer will not be required to ask any employee if they 

want a Union Representative present. 

Employees are entitled to prepare a written explanation or opinion regarding any discipline 

or evaluations placed in their personnel files, and that response shall be attached to the appropriate 

document.  

ARTICLE 25. 

DRUG & ALCOHOL  

 

Drug and Alcohol Testing – The Employer shall require drug and alcohol testing of employees 

pursuant to Employer policy dated January 1, 2020.  This provision will not include random drug 

and alcohol testing.  Upon request, the Employer will meet and confer with the Union prior to 

implementing any changes to this policy. 
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ARTICLE 26. 

PAST PRACTICES  

 

Past Practices – Any and all agreements, written and verbal, previously entered into between the 

parties hereto are mutually canceled and superseded by this Agreement.  Unless specifically 

provided herein to the contrary, past practices shall not be binding on the Employer. 

 

ARTICLE 27. 

DISCRIMINATION 

 

There shall be no unlawful discrimination against any Bargaining Unit Employee or 

applicant for employment because of race, color, religion, age, sex, national origin, sexual 

orientation, sexual/gender identity, sexual expression, pregnancy, marital status, political 

affiliation, disability (subject to bona fide occupational requirements and ability to perform 

within those requirements), veterans’ status, or any other basis prohibited by  local, state or 

federal law. 

 

ARTICLE 28. 

SUCCESSORS 

 

In the event of a merger, consolidation, sale of assets, lease, or any other transfer of ownership, 

the Employer shall have an affirmative duty to notify the new owner of the existence of this 

Agreement. 

 

The Employer shall provide the Union with written notice of any such transaction at least forty-five 

(45) days prior to the closing of such transaction, provided that a definitive transaction agreement has 

been executed at such time.  In all instances, the Employer will make good faith efforts to notify the 

Union of any transaction as soon as practicable if a longer notice period is feasible. The notice shall 

include the name and contact information of the successor, assignee,  or transferee.  Should the 

successor, assignee, or transferee agree to meet with the Union, the Employer will make good faith 

efforts to facilitate such meeting. 

Upon request from the Union, the Employer shall meet with the Union promptly to engage in effects 

bargaining and discuss a plan for the transition, including sharing relevant information.   

For clarity, decisions by the Employer to merge, sell, close, or otherwise transfer ownership of its 

operations, in whole, or in part shall not be the subject of bargaining.  However, the Employer shall 

bargain in good faith with the Union over the effects of the transaction on Bargaining Unit 

Employees, including, but not limited to, employment status, wages, benefits, and seniority. 

ARTICLE 29. 

SEPARABILITY & SAVINGS CLAUSE  
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If any provision of this Agreement should be held or adjudged illegal or in violation of 

any present or future law, such adjudication shall not invalidate any other portion or 

provision of this Agreement, nor relieve any party thereto from their liabilities under this 

Agreement, but the remainder shall continue in full force and effect. In the event that any 

portion of said Agreement is held illegal as above mentioned, the parties agree to negotiate a 

mutually satisfactory legal substitute. 

 

ARTICLE 30. 

DURATION AND RENEWAL 

 

All non-economic provisions of this Agreement shall be implemented as soon as practicable 

following execution of this Agreement, but in no event later than thirty (30) days after execution 

of this Agreement. All economic provisions of this Agreement, including wage adjustments and 

benefit changes, will be implemented in the first full pay period following ratification of this 

Agreement.  This Agreement shall remain in effect until March 31, 2028, and annually thereafter 

unless either party hereto serves notice on the other of their intent to amend or terminate the 

Agreement as provided in this Article.   

 

This Agreement may be reopened upon mutual agreement by the parties at any time. 

If either party hereto desires to modify or amend any of the provisions of this Agreement, or 

terminate this Agreement, it shall give written notice to the other party not less than ninety (90) 

days in advance of the expiration of this Agreement.   
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IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be duly 

executed this ___________ day of May 2026. 

LABORATORY CORPORATION 

OF AMERICA HOLDINGS 

_________________________ 

Todd Benatar 

Senior Vice President, West Division 

OREGON FEDERATION OF NURSES AND 

HEALTH PROFESSIONALS, LOCAL 5017  

______________________ 

13th
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Sarina Roher

Sarina Roher, President, Oregon Federation of Nurses and Health Professionals AFT 5017

5/15/2026
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SIDE LETTER 1 

 

PAY FOR UNION REPRESENTATIVES  

 

Bargaining Team Payment 

Those Union members who served on the bargaining team shall be reimbursed for all 

documented and verified time spent in bargaining sessions with the Employer retroactive to the 

date bargaining initially commenced in July 2024, up to and including ratification of the 

Agreement. The Employer shall provide bargaining team members pay for time spent in 

negotiations with the Employer of up to two hundred (200) hours for each bargaining team 

member at the rate of eight (8) hours for each day that bargaining was held with the Employer in 

person, and four (4) hours for each day that bargaining with the Employer was held virtually.    

Union Steward Payment 

Official Union Stewards shall be granted up to three (3) days of paid time off per calendar year 

to attend training and professional development programs sponsored by OFNHP/AFT.  In no 

event shall the total paid time off granted under this provision exceed six (6) days per calendar 

year for each bargaining unit.  Additional time may be granted by the Employer without pay 

upon request, in the Employer’s sole and exclusive discretion.   
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SIDE LETTER 2  

 

 

TECHNOLOGIST TRAINEE PROMOTION 

 

Employees hired as a Technologist Trainee will have the following path to promotion to 

Technologist. 

 

Newly hired Technologist Trainees will receive consistent training while working as 

technologists. They will be subject, in all respects, to the same expectations, guidelines, and 

standards as technicians.  A hard science degree is required to be considered for the position. 

To be promoted, a Technologist Trainee must meet the following criteria: 

 

1. Be in good standing for at least six (6) months with no significant performance related 

issues.   

 

2. Pass a Standardized one (1) year Competency Exam.  This one (1) year timeline begins 

following the completion of their initial training period, which may last up to 90 days 

depending on CLIA complexity. If the training period extends beyond 90 days, the one-

year competency deadline will be calculated from the actual date training is completed. 

Any Employee in a Trainee classification who successfully completes Labcorp’s training 

program and passes the Employer-administered internal competency examination for 

Technician duties shall, upon passing, be placed and reclassified to a Technician position 

within the bargaining unit. 

 

3. In the event a Technologist Trainee has not advanced within eighteen months of entering 

the program, such Technologist Trainee will be offered another open OFNHP represented 

position (at the applicable pay rate) for which they are qualified. 

 

4. The Employer shall provide training and educational support to equip Trainees with the 

knowledge and skills necessary to perform the duties of a Technician and to prepare for 

the ASCP Board examination including the ASCP checklist and attestation form.  Such 

training shall be designed to encourage Trainees to take and pass the Board examination. 

 

5. Upon passing the ASCP Board exam, the employee shall receive the wages, benefits, and 

other terms and conditions applicable to Technologists. 
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SIDE LETTER 3 

 

UNION ADMINISTERED HEALTH PLAN 

 

Nothing in this Agreement shall preclude the Union, at its sole discretion and expense, from 

establishing and administering its own healthcare program or benefit plan for represented 

employees, provided that: 

 

a. The Union is the sole plan sponsor, fiduciary, and administrator; 

b. The plan is fully independent of the Employer and is not a jointly administered trust; 

c. The plan complies with all applicable federal and state laws, including ERISA and the Internal 

Revenue Code; and 

d. The Employer has no responsibility for plan design, vendor selection, eligibility 

determinations, claims administration, appeals, funding adequacy, or regulatory compliance. 

 

Future Bargaining Over Cost Only  

 

If, in a successor collective bargaining agreement, the Union establishes a healthcare program 

meeting the conditions set forth above, the Employer is willing to bargain in good faith over 

participation in and the level of Employer financial contribution toward such Union-administered 

plan, subject to: 

 

a. The Employer retaining no fiduciary, administrative, or governance role; and 

b. All plan operation, solvency, and compliance risk remaining exclusively with the Union. 

 

No obligation to contribute, and no agreement on contribution levels, or participation in any 

Union administered healthcare program, is created by this Side Letter.  Furthermore, any 

contribution must be expressly negotiated and memorialized in a future collective bargaining 

agreement. 
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Year 1 - July 2026 Designation Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Above Casual

Lab Assistant, PST Specialist, Specimen 
Accessioner A

$20.00 $20.50 $21.01 $21.54 $22.08 $22.63 $23.19 $23.77 $24.37 $24.98 3.0% 2.0%

PST Team Leader,  Customer Service Rep, 
Hospital Reference Clerk, Ref Test Clerk, 
Specialty Lab Assistant, Sr Lab Assistant, 
Specialty Processing Specialist B

$21.50 $22.04 $22.59 $23.15 $23.73 $24.33 $24.93 $25.56 $26.20 $26.85 3.0% 2.0%

Pathology Technician, Specimen 
Processing Specialist II, Sr Specimen 
Processing Specialist C

$23.00 $23.58 $24.16 $24.77 $25.39 $26.02 $26.67 $27.34 $28.02 $28.72 3.0% 2.0%

Support Services Team Lead, Technologist 
Trainee, Training Coordinator D

$24.50 $25.11 $25.74 $26.38 $27.04 $27.72 $28.41 $29.12 $29.85 $30.60 3.0% 2.0%

Technician, Histotechnician E $31.00 $31.78 $32.57 $33.38 $34.22 $35.07 $35.95 $36.85 $37.77 $38.71 3.0% 2.0%

Lead Technician F $32.50 $33.31 $34.15 $35.00 $35.87 $36.77 $37.69 $38.63 $39.60 $40.59 3.0% 2.0%

Technologist, Histotechnologist
G

$37.00 $37.93 $38.87 $39.84 $40.84 $41.86 $42.91 $43.98 $45.08 $46.21 3.0% 2.0%

Sr Technologist
H

$38.50 $39.46 $40.45 $41.46 $42.50 $43.56 $44.65 $45.76 $46.91 $48.08 3.0% 2.0%

Lab Services Team Lead, 
Cytotechnologist, Senior IT Specialist

I

$40.00 $41.00 $42.03 $43.08 $44.15 $45.26 $46.39 $47.55 $48.74 $49.95 3.0% 2.0%

A-1
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Year 2 - July 2027 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 Above Casual

Lab Assistant, PST Specialist, 
Specimen Accessioner A

$20.30 $20.81 $21.33 $21.86 $22.41 $22.97 $23.54 $24.13 $24.73 $25.35 3.0% 2.0%

PST Team Leader,  Customer 
Service Rep, Hospital Reference 
Clerk, Ref Test Clerk, Specialty 
Lab Assistant, Sr Lab Assistant, 
Specialty Processing Specialist

B

$21.82 $22.37 $22.93 $23.50 $24.09 $24.69 $25.31 $25.94 $26.59 $27.25 3.0% 2.0%

Pathology Technician, Specimen 
Processing Specialist II, Sr 
Specimen Processing Specialist C

$23.35 $23.93 $24.53 $25.14 $25.77 $26.41 $27.07 $27.75 $28.44 $29.15 3.0% 2.0%

Support Services Team Lead, 
Technologist Trainee, Training 
Coordinator

D

$24.87 $25.49 $26.13 $26.78 $27.45 $28.14 $28.84 $29.56 $30.30 $31.06 3.0% 2.0%

Technician, Histotechnician E $31.47 $32.25 $33.06 $33.88 $34.73 $35.60 $36.49 $37.40 $38.34 $39.30 3.0% 2.0%

Lead Technician F $32.99 $33.81 $34.66 $35.52 $36.41 $37.32 $38.26 $39.21 $40.19 $41.20 3.0% 2.0%

Technologist, Histotechnologist
G

$37.56 $38.49 $39.46 $40.44 $41.45 $42.49 $43.55 $44.64 $45.76 $46.90 3.0% 2.0%

Sr Technologist
H

$39.08 $40.05 $41.06 $42.08 $43.13 $44.21 $45.32 $46.45 $47.61 $48.80 3.0% 2.0%

Lab Services Team Lead, 
Cytotechnologist, Senior IT 
Specialist I

$40.60 $41.62 $42.66 $43.72 $44.81 $45.94 $47.08 $48.26 $49.47 $50.70 3.0% 2.0%

B-1
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HR POLICY

US Reinstatement Policy

SCOPE
United States

EFFECTIVE

July 1, 2023

PAGE

1 of 2

Uncontrolled Document If Printed

Internal

I. PURPOSE

This policy outlines the Company’s practice for recognizing prior years of service for purposes of 
eligibility for certain types of benefits. The policy merely provides a general description of the 
service rules. To the extent that this policy conflicts with the terms and conditions of any specific 
employee benefit plan or program, the terms of the specific benefit plan or program will prevail.

II. SCOPE / ELIGIBILITY

This policy applies to all US-based employees (“eligible employees”) who:

were previously employed by Labcorp as a full-time or part-time employee (scheduled 20 
hours or more/FTE status is 50% or greater)
are rehired as an eligible employee within five years of their prior termination date and 
will be reemployed by Labcorp as a full-time or part-time employee (scheduled 20 hours 
or more/FTE status is 50% or greater)

The Company will recognize prior service for individuals employed by Fortrea Inc., Fortrea CRU 
Inc., Fortrea Patient Access Inc., Fortrea Specialty Pharmacy LCC, Fortrea Clinical Research 
Unit, Inc., SnapIot, Inc. or Endpoint, Inc. (“Fortrea”) or a predecessor company if and only if:

they were employed by Fortrea prior to July 1, 2023
they are hired again by Labcorp either (a) within five years of July 1, 2023 or (b) within 
five years of their termination date from Fortrea, whichever occurred first.

This policy does not apply to service credit for equity grant agreements. Service is calculated 
different under grant agreements.

III. DEFINITIONS / REFERENCES

DEFINITIONS
Full-Time Equivalent – the ratio of a worker’s scheduled weekly hours to the weekly hours for 
the business site.

REFERENCES 
HR Policies are available on the HR Portal.
Corporate Policies can be found on The Point. 
For the purpose of policy, manager is defined in the HR Policy on Policies. 

Additional programs may have further requirements for restoration of service. See the following 
documents for more information:

Benefit and Retirement Summary Plan Descriptions are available on the HR Portal.
US Severance Policy 
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US Reinstatement Policy

SCOPE
United States

EFFECTIVE

July 1, 2023

PAGE

2 of 2

Uncontrolled Document If Printed

Internal

Employees with equity should consult their applicable equity plan document and grant 
agreement.

IV. POLICY

A. REINSTATEMENT
1. Eligible employees that are rehired within 31 days after their termination date are 

entitled to reinstatement, their original date of hire will be honored for calculating 
Company service and severance.

2. Reinstatement does not include reinstatement of previous paid time off plan balances 
as those are paid out at time of separation from the Company.  

3. This policy does not apply to service credit for equity grant agreements. Service is 
calculated different under grant agreements.

B. RESTORATION OF SERVICE
1. Eligible employees who are rehired more than 31 days, but not more than 5-years (60-

months), after their date of termination are entitled to restoration of service and will 
receive a credit for their prior years of service, minus the time not employed by the 
Company, for purposes of calculating leave under the applicable leave, paid time off
and service award programs.

2. Former employees who are rehired more than 5-years after their termination date are 
not eligible for restoration of service and their rehire date will be used for purposes of 
calculating leave under the applicable leave, paid time off and service award 
programs.

3. Benefit eligibility will be determined under the applicable plan documents.  If a benefit 
plan provides for different service restoration or recognition rules, the rules of the plan 
will govern and override this policy.   

4. An eligible employee will not receive service credit for prior employment as a casual, 
event worker, intern, apprentice, temporary, contingent workers, independent 
contractors, or employees of third-party vendors and suppliers of the Company. Time 
as a casual worker will not count towards service restoration.

5. This policy does not apply to service credit for equity grant agreements. Service is 
calculated different under grant agreements.

V. COMPLIANCE

Company personnel who have violated any Company policy may be subject to disciplinary action 
in accordance with prevailing policies and procedures in force.

VI. INQUIRIES

Employees and managers should direct their questions through the HR Portal.
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ENTERPRISE HR POLICY

Severance Policy

SCOPE
Enterprise
United States

EFFECTIVE

February 4, 2026 

PAGE

1 of 3

Uncontrolled Document If Printed
Unpublished Work Copyright 2018

                                                                                                                                                                    Internal

I. PURPOSE

The Company establishes this severance pay practice for eligible employees based in the 
United States as a means of providing a financial cushion to those individuals who suffer a 
job loss due to a Qualifying Termination.  

II. SCOPE / ELIGIBILITY

This policy applies to all US-based employees who are regularly scheduled to work 20 or more 
hours per week and are not provided severance benefits under the Laboratory Corporation of 
America Holdings Master Senior Executive Severance Plan or pursuant to an employment 
agreement, a collective bargaining agreement or other agreement .  Also 
excluded from this policy are employees regularly scheduled to work less than 20 hours per week, 
casual employees, event workers, contingent workers, independent contractors, or employees of 
third party vendors and suppliers of the Company.

III. DEFINTIONS / REFERENCES

DEFINITIONS
N/A

REFERENCES
HR Policies are available on the HR Portal. 
Corporate Policies can be found on The Point.
For the purpose of policy, manager is defined in the HR Policy on Policies.

IV. POLICY

A. GENERAL GUIDELINES
1. Eligible Employees may be eligible to receive a Severance Benefit in the event that 

they are subject to a Qualifying Termination of employment.
2. Eligible Employees who are provided with advanced notice of a termination due to a 

Qualifying Termination must continue to work and remain in good standing during the 
notice period.  If during the notice period, the employee is terminated due to a non-
Qualifying Termination reason, they will not be eligible for, and will not receive, a 
Severance Benefit. For example, if, during the notice period, an employee is 
terminated due to misconduct or for any other disciplinary reason, they will be 
disqualified from receiving, and will not receive, Severance Benefits upon termination 
of employment.  
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3. A Qualifying Termination of employment occurs when an Eligible E
employment is terminated due to one of the following events:
a. position elimination or a reduction in force;
b. reassignment to a lower grade, provided, however, either

i. the reassignment is not part of an overall company job restructure or 
remapping; or 

ii. if subparagraph (i) is not applicable, the employee does not consent to the 
reassignment; 

c. reassignment of a position to a different shift, involving a change of at least 1 hour 
for a start time and/or end time, provided, however, the employee does not consent
to the reassignment;

d. relocation of a position to a new location which is at least 50 miles from the 
position s original worksite or which would impose on the employee either 
i. a commute of at least 1 hour from home to the new work location or 
ii. a change in commuting mileage of at least 45 miles, provided, however, that 

the employee does not consent to the relocation;
e. removal from an assigned office or work location due to a client request, office 

closure, or site closure and the impacted individual applied for but was unable to 
secure reasonable alternative employment within the immediate reasonable 
commuting area; or

f. position elimination as a result of a divestiture of a business or operation, except
that such employees are not eligible for severance if they have been offered,
but declined, a substantially similar or better position within a reasonable 
commuting distance of the employee s eliminated position by the acquiring
company or by the Company.

4. Terminations of employment due to the following reasons are not entitled to any 
Severance Benefits
a. Resignations of employment regardless of reason, including but not limited to 

resignations or terminations due to material changes in job responsibilities or 
reporting structures;

b. Terminations due to death;
c. Voluntary or Involuntary terminations due to disability;
d. Involuntary terminations due to performance; or
e. Involuntary terminations due to disciplinary action. 

5.
execution of the standard severance agreement, which will include the
terms of the severance payment along with a provision releasing the Company
from any and all claims that the employee has or may have against the Company.  
The severance agreement will also establish an obligation to repay a portion of any 
Severance Benefits in the event that the employee is rehired during a severance period.

6. The Company reserves the right to change, alter or terminate this policy at any time, 
with or without notice to employees.
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B. SEVERANCE BENEFITS 
1. In the event that an employee is subject to a Qualifying Termination, they will be 

entitled to receive the following Severance Benefits.

Job Level Severance Pay Target Bonus Medical 
Stipend

70 1 year base salary Prorated Targeted 
Bonus

12 Months

60 1 year base salary Prorated Targeted 
Bonus, provided 
termination occurs on 
or after July 1 of the 
Performance Year 

12 Months

All job levels 
other than 60 
and 70 

The greater of either 
(a) 4 weeks of base 
pay or (b) 2 weeks of 
base pay for every full 
year of service capped 
at 30 weeks.

N/A N/A

2. On an annual basis, the Company will set a monthly medical stipend figure based on 
medical plan contribution rates.  

3. For purposes of calculating years of service benefits, there will be no proration for
partial years of completed service.  Only full years of service will be counted toward 
calculation of Severance Pay.

4. Only the Chief Human Resource Officer or designee may alter or enhance the level of 
benefits set forth in this policy.

V. COMPLIANCE

Company personnel who have violated any company policy may be subject to disciplinary action 
in accordance with prevailing policies and procedures in force.

VI. INQUIRIES

Employees and managers should direct policy questions through the HR Portal.
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All people leaders have a responsibility to ensure employees understand conduct expectations, monitor 
conduct within their teams, and take appropriate action to address concerns fairly, consistently, and 
confidentially. Leaders are expected to address conduct issues as they arise and to resolve issues 
through coaching and support before formal corrective action is needed. 

This Corrective Action Guideline (“Guideline”) outlines a structured process for addressing employee 
conduct, behavioral issues, and policy violations in a fair, consistent and constructive manner.  The goal 
of corrective action is to coach and educate the employee on acceptable standards of conduct and 
behavior, identify any areas in which the employee’s conduct or behavior fails to meet acceptable 
standards of conduct and behavior and provide clear guidance for the employee on how to improve and 
meet those standards.   
 
SCOPE 
This Guideline applies to all Labcorp U.S. based employees except those who are subject to a collective 
bargaining agreement (“CBA”) or employment contract that establishes and explicitly defines an 
alternative disciplinary process.   

 
 Global Standards of Performance and Conduct Policy 
 U.S. Non-  
 and guidelines are available through  
 and guidelines can be found on The Point 

T S 
This Guideline applies only to conduct-related violations of Company rules, procedures, policies or 
regulations including, but not limited to violations of the Code of Conduct, the Business Practices 
Manual, Privacy policies, federal, state or local laws, standard operating procedures, local or 
departmental guidelines, and any other behavior that management deems to be inconsistent with 
normal standards of business practice.     

This Guideline does not apply to (a) performance related issues – 
fails to demonstrate that they have 

 

Performance issues are addressed through the Performance Improvement Plan (PIP) process, which is 

  

conduct issue rather than a performance gap. 

Docusign Envelope ID: BA1BBBC8-8EDC-8F72-8057-6A100A80E7BD



 
 

SCOPE 
Enterprise United States 

EFFECTIVE 
January 1, 2026 2 

____________________________________________________________________________ 

 
Internal 

U.S. Non-Exempt 
Guidelines. 

 PROCESS 
For 

example may receive the 
next step in discipline for a separate behavioral issue.  There are no isolated disciplinary tracks for 

 as  

generally follows a consistent, three-step 
process: 

1.  – 
 

 
2.  – A 

   
 

3.  – 
serious misconduct- . 
 

The Company reserves the right to 

 place of, or in 
 

 
 

Although the Company will generally follow the steps outlined in this guideline, the Company may 

 . This Guideline does not 
alter the employment at-  
 

 
-

conduct issue occurs within the rolling 12-month period, the employee moves to the next step of 
from the date of issuance. 
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acknowledge does not invalidate the 
  

employee, and relevant leadership. 
 

 
A  to their leader. 

• Employees and leaders should direct through . 
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The Company recognizes that from time-to-time employees will not be able to report to work as scheduled. It is 
the policy and expectation of the Company that all employees will demonstrate regular, reliable attendance. 
Employees are expected to report to work and be prepared to start work as scheduled. Employees are also 
expected to remain at work for their entire work schedule. 

 
The purpose of the US Non-Exempt Attendance Guidelines is to assist all non-exempt employees and their leaders 
in understanding the expectations and consequences when an employee is away from work unexcused, and their 
attendance does not meet expectations. 

 
The direct and indirect costs of nonattendance can be substantial and includes a significant reduction in service 
levels, lost production and performance, reduced quality, disruption to the department and additional workload 
placed on fellow employees. The Company will therefore appropriately address any concerns with employees who 
are not in regular attendance. 

REFERENCES 
• These guidelines are supplemental to the Global Attendance Policy. 
• Additional HR Policies are available on the HR Central. 
• Additional Corporate Policies can be found on The Point. 

 
DEFINITIONS 
Excused Absence – Any full or partial day absence: 

a. which is protected by law including but not limited to the Family Medical Leave Act, USERRA, Kin Care 
Leave laws, Paid Sick Leave laws, Americans with Disabilities Act, or Jury Duty or 

b. approved under the company’s Bereavement Policy or 
c. where the employee has given a minimum of 24 hour’s notice before the start of their shift to the 

supervisor of the need for the absence and the supervisor has approved the absence. 
 

Unexcused Absence – Any absence of more than 5 minutes: 
a. which is not protected by law 
b. where the employee is absent without supervisor approval or 
c. where the employee has given less than 24 hours notice before the start of their shift to the supervisor of 

the need for absence and the supervisor has approved the absence. 
 

An Unexcused Absence applies to all types of unplanned absences or personal emergencies including, but not 
limited to sudden illness, car trouble, child-care needs, individual transportation issues, emergency home repairs, 
etc. 
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CALL OUT PROCEDURE 
Employees are responsible for providing their supervisor with as much advance notice as possible whenever the 
need for an absence arises. To comply with this request, an employee must: 

 
• Call their supervisor, their supervisor’s designee, or established phone number or 
• Send a text message to their supervisor or supervisor’s designee. 

 
The employee must provide the following information regardless of the method used: (1) employee name; (2) 
reason for absence; and (3) expected duration of absence. 

Employees who fail to notify their supervisor that they will be absent or late to work at least two hours prior to the 
start of their shift will be assessed one point under the point system noted below in addition to points assessed for 
an Unexcused Absence. 

If an employee is incapacitated or unable to provide proper notification of an absence, a family member or other 
individual may contact the supervisor on the employee’s behalf. Absent extenuating circumstances where it is 
physically impossible to contact their supervisor, a failure to follow call out procedures will be subject to corrective 
action under the point system. 

PROTECTED ABSENCES 
Employees seeking FMLA or other protected leave must utilize the Call Out procedure when requesting leave. For 
certain protected leaves, like the FMLA, the employee must also report the leave to Alight at 1-844-391-6668 and 
may be required to submit appropriate documentation in accordance with Company policy and applicable law. For 
absences that are foreseeable in nature, such as the planned birth of a new child or planned medical procedures 
for a serious health condition, the employee should provide Alight at least 30 days advanced notice of the need for 
leave. When advanced notice is not feasible, an employee should contact Alight Group on the day the leave 
commences or as soon as feasibly possible. Failure to contact Alight Group on a timely basis may result in the 
delay or denial of FMLA or other protected leave requests and may result in the treatment of time away from work 
as an Unexcused Absence. 

Further information including a complete listing of protected absences under applicable Federal, State, or local 
laws and how to apply for protected leave can be found on HR Central. 

 
ADA REQUESTS 
The Americans with Disabilities Act and comparable State and local laws require an employer to make reasonable 
accommodations for employees with disabilities. Accommodations in the workplace may take various forms, 
including workplace adjustments or modifications, which range from making the physical work environment 
accessible, providing a flexible work schedule, or providing assistive equipment (examples: TTY machine for 
employees with hearing impairments or a computer that enlarges print for employees with vision impairments). 
Under certain circumstances, an employee may seek additional time off or other leave protection rights as an 
accommodation. The Company encourages its employees with disabilities to request accommodation when 
needed. If you desire an accommodation, you should notify your supervisor and contact Alight at 1-844-391-6668. 
Each request will be decided on a case-by-case basis. 
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POINT SYSTEM 
The Attendance Guidelines are administered through a point system. Points are managed on a rolling 12-month 
basis and generally applied when the employee incurs an Unexcused Absence or failure to follow the Call Out 
procedure. Points will be assessed based on the nature and duration of each incident as noted in the chart below. 

 
Incident Definition Points 
Failure to follow Call 
Out procedure 

Not following established Call Out procedure to 
report an absence 

1 

Unexcused Absence Missing 6 to 15 minutes of the scheduled shift 1 

Missing 16 minutes to 2 hours of the scheduled shift 2 

Missing more than 2 hours of the scheduled shift 3 

Missing an entire scheduled shift 4 

Full day absence without notice and no prior 
supervisor approval (no call/no show) 

10 

 
Consecutive absences for the same condition will count as a single absence and will not be assessed additional 
points. 

If an incident falls under more than one category, points will not be combined and instead will be assessed for the 
incident with the higher point value only. For example, if an employee no call/no shows and is absent for a full 
shift, only 10 points will be assessed for the no call/no-show. Failure to follow Call Out procedures and Unexcused 
Absence are treated separately and can result in the assessment of combined points, except when the incident is a 
No Call/No Show. 

There may be extenuating, unforeseen circumstances outside the control of an employee preventing them from 
reporting to work. If such extraordinary circumstances arise such as inclement weather or transportation events 
(e.g., closure of a major highway due to a multi-car accident) impacting multiple employees at the same time, the 
absence arising from these events will not be assigned points. Note, extraordinary circumstances do not include 
routine traffic and transportation issues or unexpected absences that impact only an individual employee. The 
supervisor will make the determination whether the absence falls within this exception and therefore not assess 
points for the absence. 
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CORRECTIVE ACTION 
Leaders are highly encouraged to address absenteeism with their employees as they accumulate points. An 
interactive discussion, especially at the outset, will allow a leader and employee to identify factors causing 
attendance issues prior to the issuance of corrective action. 

Points assessed for attendance incidents will result in progressive corrective action as indicated in the chart below. 
Points are active for a rolling 12-month period from their occurrence. Expired points are not counted towards 
corrective action. 

 
Action Points Total 
First written warning 20 

Final written warning 4 additional points following first written 

Termination of employment 4 additional points following final written 

ESCALATION OF CORRECTIVE ACTION 
Although the Company will generally follow the steps outlined in these guidelines, the Company may determine, in 
its sole discretion, that an employee’s absenteeism warrants escalation of corrective action to include immediate 
termination. These guidelines do not alter the employment at-will relationship between the Company and its 
employees. 

The following occurrences may warrant escalation of corrective action, regardless of point totals: 
 

• Employees who fail to report to work without leave and notification for three (3) consecutive scheduled 
workdays will be subject to escalated corrective action up to and termination of employment due to job 
abandonment. 

• Employees who fail to provide adequate documentation justifying an Unexcused Absence either 
preceding or following an approved vacation, holiday, leave of absence, an unscheduled workday (e.g., 
Monday after a Sunday off) or a requested but denied day off. 

 
 

SUPERVISOR RESPONSIBILITY 
All people leaders are responsible for enforcing the guidelines, ensuring employees understand the call out 
procedure, monitoring attendance and punctuality in their teams, and taking appropriate action to manage 
attendance carefully, consistently, and confidentially. 

 
 

INQUIRIES 
• Employees should direct their questions about the Attendance Guidelines to their direct leader. 
• Employees and supervisors should direct policy questions through HR Central. 

 
 

These guidelines will supersede all versions of previous Attendance Guidelines applicable to non-exempt 
employees in the US. 
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I. PURPOSE

This policy is designed to support Company employees who require a temporary leave of absence 
not covered by another Company leave policy. 

II. SCOPE / ELIGIBILITY

This policy applies to all US-based Non-Exempt Employees, who are regularly scheduled to work 
20 or more hours per week (“eligible employees”). This policy does not apply to Exempt 
Employees who participate in the Flexible Time Off (FTO) program, part time employees regularly 
scheduled to work less than 20 hours per week, casual employees, event workers, contingent 
workers, independent contractors, or employees of third party vendors and suppliers of the 
Company.  Exempt Employees should refer to the FTO Policy.

III. DEFINITIONS/REFERENCES

DEFINITIONS  
Exempt Employee – A US based employee who is deemed to be exempt from overtime laws 
under the Fair Labor Standards Act and/or State law.
FMLA – State and Federal Family Medical Leave Acts
FTO – Flexible Time Off
Non-Exempt Employee – A US based employee who is deemed to be entitled to overtime 
compensation under the Fair Labor Standards Act and/or State law.
STD – Short Term Disability
Third-Party Leave Administrator – vendor contracted by the Company to manage the US 
leaves process.
Transitional Employees - Employees in the states of California, Colorado, Montana and 
Nebraska who were employed as Exempt Employees as of December 31, 2020 and had a positive 
PLB/PTO balance as of January 1, 2021.   

REFERENCES  
HR Policies are available on the HR Portal.
Corporate Policies can be found on The Point. 
For the purpose of policy, manager is defined in the HR Policy on Policies. 

IV. POLICY

This policy states the rules and guidelines for eligible employees who may need an extended 
period of time off for a number of reasons. To accommodate the need, the Company has adopted
a personal leave of absence program.

A. GENERAL GUIDELINES
1. A personal leave of absence is defined as an unpaid leave of absence from work for 

reasons other than a work-related injury or illness, an employee’s illness or injury
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covered under STD, or a qualifying event protected by Federal or state FMLA laws.
2. Eligible employees may use a personal leave of absence only when the employee has 

exhausted the employee’s accrued paid time off or any other paid time off balance 
recognized from previous employment (acquisition) and has exhausted any option to 
borrow paid time off hours in accordance with the respective paid time off policies. 

3. To request a personal leave of absence: 
a. Diagnostics eligible employees should submit a written request for leave to the 

employee’s manager. The request should state the amount of leave requested, the 
reasons for the leave, whether the employee has received a personal leave of 
absence in the past, and the circumstances under which a prior personal leave of 
absence was taken.  

b. Biopharma Laboratory Services / Drug Development eligible employees should 
contact the Third-Party Leave Administrator in order to apply for personal leave. 

4. Eligible employee requests for forty (40) hours or less of personal leave of absence in 
a 12-month period shall be submitted to, and approved by, the employee’s manager.  
Requests for more than forty (40) hours but less than 160 hours of personal leave 
must be submitted to, and approved by, the department head. Requests for more than 
160 hours of personal leave in a 12-month period must be submitted to and approved 
by a senior leader.

5. Eligible employees are required to notify, and work with, the employee’s manager for 
scheduling personal time away from work

6. Eligible employee’s personal time away from work for four (4) consecutive weeks must 
be approved by the manager. Personal time away from work in excess of four (4) 
consecutive weeks must be approved by the manager and department head. 

7. Except as otherwise provided by Federal, State or local law, the Company will attempt 
to reinstatement the eligible employee to their former position. If the employee’s former
position is not available, the employee will be encouraged to apply to an available 
open position for which they are qualified.  

8. If the eligible employee does not return to work immediately after the approved 
personal leave period, may be terminated from employment for job abandonment.

B. GRANTING PERSONAL LEAVE
1. Unless otherwise provided by state/local law, no employee with less than ninety (90) 

days of service is eligible for personal leave of absence. An eligible employee may not 
take a personal leave of absence unless all accrued paid time off and borrowing 
provisions have been exhausted.

2. Eligible employees should refer to their paid time off policy for accrual and borrowing 
rules while on leave.

3. Unless otherwise provided by state/local law or due to extreme extenuating 
circumstances, eligible employees with less than five (5) years of service will not be 
eligible for more than 160 hours of personal leave in a 12-month period. 
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4. Whether a request for personal leave is granted is entirely within the discretion of 
management. In exercising that discretion, management may consider the employee’s 
work performance, attendance record, prior corrective action, number of prior requests 
for personal leave, reasons for the personal leave, burden to the employee if the leave 
is not granted and the disruption to the operations if the leave is granted.  

C. GUIDELINES FOR BENEFIT AND PAY ISSUES
1. Accruals for non-exempt employees during the unpaid personal leave will follow the 

applicable paid time off policy. 
2. Pay increases during the leave period will follow the compensation guidelines.  The

employee’s next performance evaluation date will not be affected by the absence.  
3. The Company sponsors several employee benefit plans that provide, among other 

things, medical, dental, vision, disability, and life insurance benefits. The type of leave 
and the duration of the leave may affect an eligible employee’s eligibility to receive 
these benefits as well as payment arrangements. To learn more about your rights to 
benefits please consult our applicable plan’s summary plan description or call Third-
Party Benefits Vendor. 

4. It is the Company’s expectation that eligible employees will not perform any work on 
behalf of the Company or another employer while on an approved personal leave.

5. All benefits in which the employee is enrolled at the start of a personal leave will 
continue for the duration of the leave period. Upon the return to a paid status, benefit 
contributions will be double deducted, complying with applicable minimum wage law, 
starting with the first pay period following an employee’s return to a paid status. 

V. COMPLIANCE

Company personnel who have violated any Company policy may be subject to disciplinary action 
in accordance with prevailing policies and procedures in force.

VI. INQUIRIES  

Employees and managers should direct policy questions through the HR Portal.
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I. PURPOSE

This document sets forth the guidelines for the Company policy under and in compliance with
Washington Minimum Wage Act, (hereinafter referred to as Paid Sick Leave). As set forth in more 
detail below, the policy provides that covered employees who perform work within the geographic 
boundaries of the State of Washington may take protected Paid Sick Leave each calendar year 
(January 1 through December 31) for certain qualified absences. 

II. SCOPE / ELIGIBILITY

This policy applies to all U.S. employees who are union and non-union and are employed by the 
Company, on Company payroll, and perform work within the geographic boundaries of the State 
of Washington. This policy is inclusive of paid sick leave policies for the cities of Tacoma and 
Seattle Washington.
Employees become eligible to use accrued, unused Paid Sick Leave beginning on the 90th day 
following commencement of employment.

III. DEFINITIONS / REFERENCES

DEFINITIONS
FTO Flexible Time Off 
FTO Participant Exempt U.S. based employees who are regularly scheduled to work 20 or 

Program.
PLB Personal Leave Bank (Diagnostics) 
PLB Participant Nonexempt U.S. based employees who are regularly scheduled to work 20 

policy. 
PTO Paid Time Off (Drug Development)
PTO Participant Nonexempt U.S. based employees who are regularly scheduled to work 20 
or more hours and thus eligible for and participate in Paid Time 
Off (PTO) policy.
Sick Leave Participant U.S. based employees (exempt and nonexempt) who are regularly 
scheduled to work less than 20 hours a week and are entitled to Paid Sick Leave under this 
policy.
Transitional Employees Employees in the states of California, Colorado, Montana and 
Nebraska who were employed as exempt employees as of December 31, 2020 and had a 
positive PLB/PTO balance as of January 1, 2021.
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REFERENCES 
HR Policies are available on the HR Portal.
Corporate Policies can be found on The Point. 
For the purpose of policy, manager is defined in the HR Policy on Policies.

IV. POLICY

A. QUALIFYING ABSENCES UNDER PAID SICK LEAVE  
1. Paid Sick Leave may be used for the following qualifying events for the employee or 

family member:
a. An absence resulting from an employee's

mental or physical illness, injury, or health condition; need for a medical 
diagnosis, care, or treatment of a mental or physical illness, injury, or health
condition or preventive medical care.

b. When the employee's place of business has been closed or has reduced hours 
due to an order of a public official for any health-related or safety-related reason.

c. A child's school or place of care has been closed.
d. An employee is authorized to use paid sick leave for absences for themselves, a 

family member, or a roommate for reasons related to domestic violence, sexual 
assault, or stalking.

e. Bereavement for the death of a family member.
2. For purposes of Paid Sick L means:

a. A child, including a biological, adopted, or foster child, stepchild, or a child to 
whom the employee stands in loco parentis, is a legal guardian, or is a de facto 
parent, regardless of age or dependency status.

b. A biological, adoptive, de facto, or foster parent, stepparent, or legal guardian of 
an employee or the employee's spouse or registered domestic partner, or a 
person who stood in loco parentis when the employee was a minor child;

c. A spouse, or former spouse, or registered domestic partner;
d. A registered domestic partner or former domestic partner;
e. A person with whom the employee has a dating relationship;
f. A person with whom the employee has a child in common regardless of whether 

they have been married or have lived together at any time;
g. An adult person related by blood or marriage;
h. A person with whom the employee has a dating relationship who has been a 

victim of domestic violence, sexual assault or stalking (safe time purposes only);
i. A grandparent;
j. A grandchild; 
k. A sibling.
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B. ACCRUAL, AMOUNT AND CARRYOVER OF PAID SICKLEAVE
1. PLB/PTO Participants

a. PLB/PTO Participants may designate all accrued, unused PLB/PTO as Paid Sick 
Leave under this policy.

b. PLB/PTO Participants will accrue leave in accordance with the PLB/PTO policy. 
c. Accrued, unused PLB/PTO hours will be carried over from year to year up to 108 

hours.
d. Upon termination of employment, accrued, unused PLB/PTO will be paid out in 

accordance with the PLB/PTO policy.
2. Sick Leave Participants

a. Paid Sick Leave Participants will accrue 1 hour of Paid Sick Leave for every 30 
hours worked.

b. Accrued, unused Paid Sick Leave hours will be carried over from year to year up 
to a maximum of 72 hrs.

c. Employees are not entitled to a pay out of accrued, unused Paid Sick Leave 
upon termination of employment.

3. Timekeeping and Pay Rates 
a. PLB/PTO and Sick Leave Participants will be paid their regular hourly rate for 

Paid Sick Leave.
b. Although PLB/PTO and Sick Leave Participants are encouraged to use Paid Sick

Leave in one-hour increments, there is no minimum-increment usage 
requirement.

C. SPECIAL RULES FOR FTO PARTICIPANTS
1. FTO Participants have unlimited leave under the FTO program. As a result, the 

accrual, use, and carryover caps set forth in Section B do not apply. 
2. FTO Participants seeking to take time off under the FTO program for an absence 

that qualifies for Paid Sick 
need for leave. If the nature of the qualifying absence is foreseeable, notice should 
be given in advance. If the nature of the qualifying absence arises unexpectedly, 
notice should be given as soon as practical.

D. SPECIAL RULES FOR TRANSITIONAL EMPLOYEES
1. Transitional Employees under the FTO program who have a PLB/PTO balance shall 

adhere to all provisions of this Paid Leave policy until their PLB/PTO balance is 

available PLB/PTO to a qualifying absence.
2. /PTO balance is exhausted, the employee is no 

longer considered a Transitional Employee, and the employee will adhere to the rules 
that apply to FTO Participants in Section C of this policy. 
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E. CONCURRENT PROTECTED LEAVE AND ANTI-RETALIATION
1. Leave that meets the requirements of this policy shall be deemed to be protected 

under Company and/or departmental attendance guidelines and will not be counted 
as an unscheduled absence.

2. Paid Sick Leave is protected leave. That is, no employee shall be discharged, 
threatened, penalized, or in any other manner discriminated or retaliated against 
because an employee requested or used Paid Safe Leave.

3. Paid Sick Leave runs concurrently with other forms of protected leave including, but 
not limited to, the Federal Family Medical Leave Act (FMLA), as well as other local 
sick leave ordinances.

F. REQUESTING AND RECORDING PAID SICK LEAVE
1. When the need for leave is foreseeable, such as a scheduled appointment, the 

employee shall provide up to ten (10) or as early as practical, of the need 
for such leave. Employee is to make a reasonable effort to schedule the use of Paid 
Sick Leave in a manner that does not unduly disrupt operations. If the need for Paid 
Sick Leave is not foreseeable, employees must notify their manager of their need to 
use Paid Sick Leave as soon as practical and
attendance guidelines for calling in absences from work. If an employee cannot 
reasonably provide notice, another person can give notice for the employee.

2. For Paid Sick Time of more than three (3) consecutive days, an employer may require 
reasonable documentation that the sick time is covered by this ordinance. If verification
is required, the employee must provide it within a reasonable time during or after the 
leave. The requirement cannot cause an unreasonable burden or expense on the 
employee and must be kept private.

3. Managers are responsible for tracking and recording Sick
Leave under this policy.

4. Managers should perform the following steps and verify the 
Paid Sick Leave:
a. Verify employee eligibility by confirming that the employee works within the 

geographic boundaries of the State of Washington.
b. The employee is not covered by the Union Collective Bargaining Agreement.
c. Verify if the leave request has been submitted by a new hire, that the request is 

made at least 90 days after the commencement of employment, and
d. Verify the employee has sufficient number of accrued but unused hours (where 

applicable) under this policy.
e. Verify that the event is covered under this policy.

V. COMPLIANCE

Company personnel who have violated any Company policy may be subject to disciplinary 
action in accordance with prevailing policies and procedures in force.
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VI. INQUIRIES 

Employees should direct their questions or requests for paid sick leave to their manager. 

Employees and managers should direct policy questions through the HR Portal.
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I. PURPOSE

The Company believes that education and knowledge is critical to the business and supports its 

opportunities that Company provides to its employees.  

II. SCOPE / ELIGIBILITY

An individual eligible for benefits under this policy must meet the following requirements:
Employed as a US-based, Regular, full-time and part-time employee (i.e., regularly 
scheduled to work at least 20 hours or more per week);
Be in an active work status (i.e., not on an extended leave of absence) at the time of the 
application and approval of the program; and

;
To receive reimbursement, employees must remain eligible for Education Advantage until 
the reimbursement is processed on a paycheck.

This policy does not apply to casual employees, event workers, contingent workers, independent 
contractors, union except where the program is included in a collective bargaining agreement, or 
employees of third-party vendors and suppliers of the Company.

This policy only applies to US employees. Other Education Programs may be offered outside the 
US under separate policies found on the HR Portal such as Canada, UK and Switzerland.

III. DEFINITIONS / REFERENCES

DEFINITIONS
Third-Party Education Program Vendor Vendor that manages both education programs on 
behalf of the Company using an online platform to manage the application and approval 
processes.

REFERENCES
HR Policies are available on the HR Portal.
Corporate Policies can be found on The Point. 
For the purpose of policy, manager is defined in the HR Policy on Policies. 

Also see the UK Further Education Policy, Switzerland Further Education Policy and the 
Canada Tuition Reimbursement Policy on the HR Portal.
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IV. POLICY

A. GENERAL GUIDELINES
1. Employees are able to select from two programs depending on their development 

needs:
a. Education Advantage Program Company Education Advantage provides upfront 

tuition coverage so employees can earn a high school diploma or undergraduate 
healthcare or life sciences degree offered online from top-tier academic 
institutions.

b. Tuition Reimbursement Program Offers employees additional educational 
opportunities not available as part of the Education Advantage Program.

2. To apply for either program, employees must complete the application process online 
through the Third-Party Education Program Vendor Portal.

B. LABCORP EDUCATION ADVANTAGE PROGRAM GUIDELINES
1. To participate in the Education Advantage Program, employees must:

a. Complete the online application process by going to the Education Advantage 
Page on the HR Portal.

b. The online application process is programmed to determine eligibility and will 
automatically alert the employee if they are eligible to participate in this program 
or not.

c. If eligible to participate, the employee will complete and submit their application
online.

d. For more information, visit to the Education Advantage Page on the HR Portal.

C. LABCORP EDUCATION ADVANTAGE PROGRAM TUITION COVERAGE
1. The academic year (Fall-Summer) maximum limit for eligible courses is $7,500. 

According to the US federal law regarding taxable benefits, any amounts after $5,250 
will be considered taxable income. 

2. Federal tax law treats only a certain amount of Tuition as a non-taxable income per 
academic year. Employees who receive Tuition in excess of the IRS limits will be 
subject to tax based on the amount of Tuition in excess of that limit. Currently, IRS 
limits Tuition to $5,250 per year. For more information, please visit the IRS website 
under Tax Benefits for Education.  

D. US TUITION REIMBURSEMENT PROGRAM GUIDELINES
1. The US Tuition Reimbursement Program applies to a Qualified Educational Course of 

Study.  A Qualified Educational Course of Study includes for-credit classes, courses, 
certificates and degree programs:
a. not offered through Education Advantage Program Courses/Classes; 
b. the Company;
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c. offered by an educational institution accredited by a nationally recognized society, 
a state or local board of education, or eligible for student tuition payment from the 

; and
d. attended by the employee during non-regularly scheduled work hours.

2. The following are not considered a Qualified Educational Course of Study: 
a. Not-for-credit individual courses or professional certifications e.g. Project 

Management, Six Sigma, CPR, BLS)
b. Professional workshops, seminars, forums, or clinics;
c. Audited or similar un-graded courses, unless the institution provides a certificate 

of satisfactory completion;
d. Exemption or competency examinations taken in lieu of classroom work, unless 

part of a degree program;
e. Unaccredited skills, trade school, or leisure courses;
f. Test preparation courses taken for examinations by professional accreditation 

organizations;
g. Credits that are based on life or previous work experience, unless part of a degree 

or for-credit certificate program;
h. Individual academic courses comparable in content to internal educational 

programs offered by the Company, unless part of a degree or for-credit certificate 
program;

i. Undergraduate and graduate entrance examination fees (e.g., SAT, GMAT); and
j. Tuition and fees reimbursed by other sources (e.g., Military, Scholarships, Grants).

3. The Tuition Reimbursement Program reimburses the employee for Covered Tuition 
Expenses that an employee has incurred for a Qualified Educational Course. 
Reimbursement is made only after the employee has completed the Qualified 
Educational Course of Study with a 
pass/fail courses.

4. Covered Tuition Expenses include the cost of the course, university administrative 
fees, associated lab fees, textbooks for courses, or other fees charged by the 
institution to all students as a condition of enrollment or attendance.  Covered Tuition 
Expenses do not include laboratory breakage, supplies, activities fees, thesis bindings, 
parking pass/fees, meals and transportation expenses even if such expenses are 
deemed by educational institution to be conditions of enrollment or attendance.

E. KEY REQUIREMENTS OF THE TUITION REIMBURSEMENT PROGRAM
1. An Employee must apply prior to taking the course of study.
2. Applications must be submitted through the online process.
3. manager for approval. Managers are 

responsible for confirming that the course of study meets the requirements of a 
Qualified Course of Study.

4. Once approved, the employee will receive an email notification for participation in the 
Tuition Reimbursement Program.

5. To be eligible for reimbursement, the employee must:
a. Request reimbursement online and provide the necessary documentation;
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b. Pay up front all Covered Tuition Costs and will not receive reimbursement for those 
costs until successful Completion of the Qualified Educational Couse of Study;

c. Successfully complete the Qualified Educational Course of Study with a
and

d. Be employed through completion of the Qualified Educational Course of Study 
(except that Employees whose employment is terminated due to a position 
elimination or reduction in force prior to the completion of the Educational Couse 
of Study will continue to be eligible for reimbursement).

F. US TUITION REIMBURSEMENT TAXATION
3. The calendar year maximum limit for undergraduate courses is $5,250.

The calendar year maximum limit for graduate courses is $7,500. According to the US 
federal law regarding taxable benefits, for those seeking reimbursement for graduate 
courses up to the $7,500 maximum, any amounts after $5,250 will be considered 
taxable income.
The calendar year to which reimbursement will be applied is based on the date that 
payment is made.

4. Federal tax law treats only a certain amount of Tuition Reimbursement as a non-
taxable income per calendar year. Employees who receive reimbursement in excess 
of the IRS limits will be subject to tax based on the amount of reimbursement in excess 
of that limit. Currently, IRS limits reimbursement to $5,250 per year. For more 
information, please visit the IRS website under Tax Benefits for Education.  

G. SPECIAL PROVISIONS REGARDING APPROVALS AND EXITING THE COMPANY
1. Initial approval of a course of study does not obligate the Company to future/continued 

approval of courses in that course of study. Approvals are only valid for the course and 
semester given.

2. Employees who apply for tuition reimbursement and voluntarily leave the Company
prior to receiving reimbursement will not be eligible to receive reimbursement.

3. Employees affected by a reduction-in-force (RIF) by the Company will be reimbursed 
for courses currently approved and enrolled in at the time of the RIF.

H. SEMINARS, TRAINING AND CONTINUING EDUCATION 
1. If the employee is encouraged or required to get a certification to stay current or 

enhance skills for a specific job, such certification may be eligible for reimbursement 

course/seminar/workshop is not eligible for reimbursement under this policy, the 

cost.  
2. Department heads may establish internal rules, approval process, and expectations 

for attending and reimbursing individuals for the necessary continuing education to 
maintain certification or licensure.

3. Requests to attend and for reimbursement of such continuing education programs 
should be made directly to the manager.
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4. These are not eligible for reimbursement under the programs outlined in this policy.

V. COMPLIANCE

Company personnel who have violated any Company policy may be subject to disciplinary action 
in accordance with prevailing policies and procedures in force.

VI. INQUIRIES

Employees should direct their questions about tuition reimbursement to their manager. 

Employees and managers should direct policy questions through the HR Portal.
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