RCS Management Bulletin: Preceptor Premium Pay
September 13, 2019
Page 2


[image: image6.png]




R19-065 - INFORMATION
September 13, 2019
	TO: 
	RCS Regional Administrators
RCS Field Managers

RCS Management Team

RCS Supervisory Staff
SEIU 1199 Represented Staff

	FROM:
	Candace Goehring, Director
Residential Care Services

	SUBJECT: 
	PREMIUM PAY FOR APPROVED NURSE PRECEPTORS REPRESENTED BY SEIU 1199NW 

	Purpose:
	To notify of premium pay for approved nurse preceptors represented by SEIU 1199NW.

	Background:
	The 2019-21 SEIU Collecting Bargaining Agreement  includes a provision for experienced DSHS nurses to receive premium pay of $1.00 per hour when they are engaged in precepting duties.  

	What’s new, changed, or

Clarified: 
	In accordance with the CBA, RCS is implementing a nurse preceptor program, which includes an application process and training curriculum for a 1-day preceptor workshop.  Nurse Consultant Institutional (NCI) and Nursing Care Consultant (NCC) must complete the preceptor workshop to become approved Nurse Preceptors.
Because this is a union-negotiated premium, only NCI or NCC staff are eligible to receive premium pay for hours engaged in precepting duties.  All other staff who perform training duties will receive compensation at their standard rate of pay.
Deadlines:  

· 9/27/19 - Preceptor applications due to Field or Unit Manager from
   the NCI or NCC.
· 10/4/19 - Application review completed by the Field or Unit Manager and approved staff names submitted to RCS Training Unit for preceptor training registration.

	ACTION:
	Represented nurses and their supervisors will read and follow the process outlined the attached.    

	Related 
REFERENCES: 
	SEIU 1199NW CBA, Article 10.17



	ATTACHMENT(S):   
	1. Nurse Preceptor Process & FAQ

[image: image1.emf]R19-065 -  Attachment 1 - FAQ.doc


2. RCS Preceptor Application Form

[image: image2.emf]R19-065 -  Attachment 2 - Application.doc


3. Application Review Checklist

[image: image3.emf]R19-065 -  Attachment 3 - Application Review Checklist.doc


4. Training Overview

[image: image4.emf]R19-065 -  Attachment 4 - Training Overview.docx


5. Timekeeping

     
[image: image5.emf]R19-065 -  Attachment 5 - Timekeeping.docx



	CONTACT(S):
	For questions related to preceptor premium time or training requests, please consult with your immediate supervisor.
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RCS Preceptor Application

Preceptor applicants will complete and submit this form to their Field/Unit Manager for review. 



		Name:      

		Date:      



		Phone Number:      

		Email:      



		Current Position:       

		Program:      

		Years in Position:      



		Unit/Field Manager:      



		Federal Certification (if applicable, i.e. SMQT):      





		Have you trained new employees in your current job position?                

 If “Yes,” please describe:      





		Any training/preceptor experience from previous jobs?                                   

 If “Yes,” please describe:      





		Are you willing to complete a 1-day preceptor-training workshop?        



		Why I would like to be a preceptor for RCS:      





		Applicant Signature                                                                               _________ Date      



		Supervisor: The Unit or Field Manager completes this section of the application form


Complete the Application review Checklist along with this application to determine whether the preceptor applicant is qualified to attend the preceptor training and be eligible for preceptor assignments.

☐  Meets preceptor qualifications


☐  Does not meet preceptor qualifications


Comments:       

Supervisor Signature                                                                               _________ Date      





 RCS Preceptor Application Form (September 2019)
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Preceptor Application Review Checklist



		This form contains requirements as well as attributes for RCS Field/Unit Managers to consider when reviewing applicants for approval as preceptors.  Reviewer will place a check in the left hand column next to requirements and attributes applicable to applicant.

Retain this completed form, along with the corresponding application and certificate of completion, in the employee personnel file for all approved applicants.  



		Preceptor Candidate Name:       

Date of Review:       

Name of Reviewer:        



		Requirements The applicant must meet all of these requirements to be eligible to be qualified as a preceptor 



		☐

		1-year minimum experience in specific work area and fully trained



		☐

		Acceptable performance evaluations



		☐ 

		Current in all work area competencies and annual training requirements



		Attributes



		Clinical Competence



		☐

		1. Conducts survey/investigation process according to established program standards. 



		Survey/Investigation/Inspection Process



		☐

		2. Documentation is appropriate and complete.



		☐

		3. Sets priorities and demonstrates time management skills.



		Transformational Leadership



		☐

		4. Sets priorities and demonstrates critical thinking skills.



		☐

		5. Delegates appropriately and effectively to support staff.



		Collaboration/Communication Skills



		☐

		6. Promotes effective/skilled communication through the use of tactful, direct, and sensitive interaction.



		☐

		7. Narrates investigation process and explains the purpose behind his/her actions to others.





		Professional Development



		☐

		8. Participates in learning activities, committees, and/or staff meetings.



		☐

		9. Provides ‘‘learning moments’’ to develop peers.



		Conflict Resolution



		☐

		10. Demonstrates problem-solving skills and minimizes escalation of situations to assure safety in all work settings.



		Commitment



		

		11. Works to provide feedback to new employees. Welcomes and provides feedback to new employees.



		Flexibility



		☐

		12. Demonstrates willingness to vary work assignment/schedule to meet unit needs and needs of new employee.



		Empowerment



		☐

		13. Objectively identifies strengths and weaknesses of self and others. Provides constructive feedback in a manner that allows for progression and growth.



		Values



		☐

		14. Projects positive attitudes as it relates to work environment.





Adapted from the Cotter Preceptor Selection Instrument

Cotter, E., Eckardt, P., & Moylan, L. (2018). Instrument development and testing for selection of nursing preceptors.
        Journal for Nurses in Professional Development, 34(4), 185-193. doi:10.1097/nnd.0000000000000464

Preceptor Application Review Checklist (September 2019)                                                                                            Page 1 of 2








TIMEKEEPING FOR PRECEPTOR PREMIUM PAY

SEIU Collective Bargaining Agreement 2019-2021



Timekeeping

· When performing assigned precepting duties, nurses will submit a request for preceptor premium pay in Leave Tracker by entering the actual hours when they performed the precepting duties.  (See below) In order to receive compensation, requests must be submitted within the deadline for the pay period in which the duties were performed.

· For example, if on November 1, the preceptor is on a joint inspection to an Adult Family Home with a new employee, the RN preceptor may bill for 8 hours. This would include prep time in the office prior to the inspection, travelling together to the AFH, the inspection and review time at the end of the day. On November 2, the preceptor meets with the new employee to begin writing the Statement of Deficiency. They work together for four hours, then the preceptor attends a hearing prep meeting for the rest of the day. The RN preceptor will enter four hours of premium pay for November 2. 

· The Field Manager will verify that the RN (NCI/NCC) was assigned preceptor duties prior to approving the premium pay entry in Leave Tracker.



In the Leave Tracker main page, employee will select "My Timecard" from left hand column, then click the yellow "+" symbol on the time card for the date when the employee performed precepting duties.  This will expand to the following view where the employee will enter the number of hours and select the following applicable codes:



Wage Type: 		1806: DSHS Preceptor Pay

Program Activity:   	E3112: NURSES

Unit/Location will auto-populate according to individual employee profiles.



 





Please direct timekeeping inquiries to the Timekeeper identified for your region. The Timekeeper information is located on the landing page for Leave Tracker in the upper right corner. 





September 2019
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At-A-Glance Training Plan 

Preceptor (Peer Trainer) Instructor Led Workshop



[bookmark: _GoBack]Theme: Create a supportive learning experience that guide new employees (i.e. learners) toward job success. 



Critical Learning Question:   “What practical actions can a preceptor do to optimize a new employee’s learning and enable them to be contributing, valued team member of Residential Care Services (RCS)?” 

DESIGN PRINCIPLE:  At the end of the workshop, preceptors will identify key insights and behaviors that improve learning outcomes for adults. The workshop will include self- assessments, small group interactions, coaching conversations, skill practice designed to create a supportive, effective learning experience for new employees.   

		Key Program Objectives

		Learning Methods

		Core Resources



				1. Define what is needed to create a supportive learning environment.

2. Explore factors that can get in the way of learning.

3. [bookmark: _Hlk480630890]Understand and apply adult learning principles to improve the impact of learning.

4. Identify and apply appropriate preceptor actions to typical preceptor challenges.

5. Apply coaching techniques needed to support a learning process.

6. Practice a structured two-way (interactive) coaching/feedback technique to validate learning process – ask, tell, ask.

7. Discuss tools, documentation and performance support aides.

8. 







		· Self-Reflection

· Self-Assessment  Feedback

· Large Group Exercises

· Small Group Exercises

· Reflection with Peers

		Learning Style Assessment:



Handouts and Worksheets:



Optional Resource Lists for Further Study:









		

Pre-Session Requirements - NONE



		Estimated Time

		Activity

		Objective

		Resources

		Contact



		N/A

		Be selected by field manager to be a Nurse Preceptor

		The participants of this class will provide feedback on the content and outcomes.

		N/A

		Rebecca Kane







		Time:

		Duration/ Presenter

		Topic/Activity

		Purpose/Learning Objective

		Notes/Resource



		8:30 a.m.

		15 



		Welcome – Vision and Expectations of Preceptors

		Connect the dots regarding the training and it’s importance to the work RCS does to serve the vulnerable adults of Washington

		



		

		10

. 

		Impromtu Networking



Let’s Talk –  Find a person to ask the following questions- 

· What makes it a good day in your work area/unit?

· What challenges do you have when precepting new staff?



Take turns listening – when you hear “switch” – find another partner



Approximately 2 minutes per round	



		Build community among participants and provide context for a discussion about creating a more effective learning experience

		Brief introduction of facilitator(s) 



NOTE: watch time closely!



Slides:
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		20

		Getting to Know You: (estimate 1 minute per participant)



Facilitator:   (If everyone knows everyone – find a way to do introductions so that it is fun/different.) Introduce self, tell what made a great day and what are your challenges as a preceptor?



Connect descriptors of a great day and challenges to the learning objectives- particularly creating an enhanced learning experience- make a list of challenges that can be addressed in the training.



Following introductions, complete workshop norms and provide a quick roadmap for the workshop. 



















		Provides basis to define what is needed to create a supportive learning environment.

		Flip Chart: 

Great Day/ Challenges 



Create a road map for the morning.  Review Packet



Handout: None



Slides: 
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		5 min

		What is the On-the-Job Training Process?



The focus of this program is to maximize the effectiveness of on- the-job learning by providing peer trainers what they need to know to effectively support the learning process.

Facilitator:  The on the Job training process has three phases.  Each phase is meant to prepare a learner to transfer their learning effectively within their current job expectations AND give them the foundational skills to improve their performance over time.

Learning Point:  Preceptors play a critical role in each phase.  Each phase has clear objectives that your role will help achieve.  The first phase is Prepare.  Prepare is all about creating a safe and effective environment for learning.  























Transition:   The Prepare phase focuses on the following:

· Understand how learning occurs and how to use adult learning principles to be more effective 

· Explore preceptor actions that support the learner and the learning process

		

		Flip Chart:    None





Handouts:  None
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		30







		What creates a good learning experience?



Before we dive into the theory – lets reflect back on the best training experience you have had and the worse and see if we can connect the dots to what the experts say.



Exercise: It was the best of times…the worse of time..

1. Reflect on the best learning experience that you have had in your adult life.  List behaviors and techniques the trainer/teacher demonstrated to help create this experience.  (2 minutes)

2. Reflect on the worst learning experience that you have had in your adult life.  List behaviors and techniques the trainer demonstrated to help create this experience.  (2 minutes)

3. Share your experiences with your group and place your sticky notes into two piles – one being job focused and the other learner focused. (2 minutes)



Prepare a flip chart and have a representative from each table put the stickies on the flip chart – let the class choose which category.





Facilitator: Discuss the sticky’s – connect the dots to the factors that impact learning.  Ask open ended questions. Focus on the importance of creating a learner focused experience.    Work with the participants to separate out those actions that are learner centered versus those that are not.  Ask what do you think is the best approach to gaining a learner’s attention and motivation to learn?



Learning point:   Effective learning is dependent on the ability to create a connection to  the learner—creating a learner focused environment that motivates a person to overcome the obstacles to learning.

		Define what is needed to create a supportive learning environment.



Explore key aspects of a preceptor role.













		

Flip Chart:    Job Focused/ Learner Focused





Handouts:  none – use sticky notes 
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		10

		First Morning Break

		

		



		

		5

		What Factors Impact Learning?



Facilitator:  We will spend time in the next few minutes exploring factors that impact learning.  As you reflected on your prior learning experiences…what factors do you think impact a person’s ability to learn their job effectively?  



NOTE:  List the factors on a flip chart to capture the answers. Do not show the Factors Slide until the answers are on the flip chart (2 minutes)

		

		Flip Chart:    Factors that Impact Learning





Handouts:  



Slides:



[image: ]









		

		10

		Why do People Behave the Way They Do?



Facilitator:  Imagine yourself as a fish in a fishbowl. As you gaze into your room, your view is distorted by the water and glass that surrounds you.  The doors in the room look crooked and the furniture legs are squiggly.  The fish’s view of the world is distorted.  How is that the same or different about humans and our views of the world?  





Debrief:   What can shape a person’s view of the world?  How can awareness of your own values help you see the world in a different/ new way? Why do we need to understand our biases in order to create an inclusive, safe learning focused workplace?  



Learning point:  Bias influences how we see the world which (more importantly) creates meaning to the behaviors we are observing.  This in turn can reinforce our bias and so the cycle continues.





Transition:  The critical question is how do humans develop bias?  Understanding how bias is shaped makes it easier to identify what you can do to examine your own bias and in turn help your learner examine their’s.



		

		

Flip Chart:    Factors that Impact Learning





Handouts:  



Slides:
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		10

		Facilitator: All behavior comes from a complex set of values, feelings, beliefs that create the lens in which you see the world.  



The interesting thing about the process of creating bias is where it begins.  The brain has a function to scan the environment for safety and /or danger.  It labels observations and sorts them almost instantly.  Unfortunately the brain is not very efficient or accurate about how it sorts this information.  Once sorted, it may not be reexamined and so when similar events occur it may be attached to a prior memory and so it goes.  



Exercise:  WATCH Google Video



Debrief:   None



Learning point:  To get to the root cause of behaviors that do not support EDI – the first place to look is your values and beliefs that are often formed over time and not examined.  Without this re-examination it is difficult to not allow our bias to get in the way of effectively relating to others.  



Transition: Relating effectively with residents/clients and team members  who are different then you AND insuring that practices promote respect, fairness and participation.





		

		[image: ]



[image: ]











[image: ]



		

		20

		Deeper Dive into the Learning Process,  Adult Learning Principles and Learner Centered Actions



Adults generally approach learning differently than children. As we have already discussed, the factors that impact learning are always present.  However,  as a trainer it can be helpful to know that generally people are motivated not through external things such as carrots and sticks, but through an internal sense of autonomy, mastery, and purpose that aligns with their values – what is important to them.

 

By using person-centered thinking to build a relationship and support an employee’s autonomy, mastery, and purpose, a peer trainer can empower that employee to be their best self.



Lets spend a few minutes going over how learning happens with adults.



Facilitator: Foscusing on RAMP and the adult learning principles, ask open ended questions about the connection between them.  For examples:



Reflecting on this morning’s exercise, how do you see the learning prinicples supporting your motivation to learn?



Why do you think relationhips are fundamental to creating a successful learning outcome.



What do I mean when I say learning is a process and not an event?



If we were to focus on one or two key principles –what would you choose as the most important?

















Transition:  Learning is complicated – There are  actions that help to get people’s attention AND engaging them to learn  AND build the trust based relationships needed for successful outcomes.



There is a framework of actions that can used by peer trainers.  These actions are designed to support an adult learner.  

Please complete this assessment – Identify one strength and one area of opportunity.





		Understand and apply adult learning principles to improve the impact of learning.

		Flip Chart:  None





Handouts: None







Slides:
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		10

		Second Morning Break



		

		



		

		30

		Trainer Actions that Support Learning





Facilitator: These actions are designed to help guide your practice as a preceptor.  As you completed this assessment, did you see areas you are currently strong in and others that may need some development?



 Ask the participants to read the Trainer Actions that Support Learning handout.   Handout the worksheet and at each table – ask them to answer the questions on the worksheet (15): 

· PREPARE AND FACILITATE -  



· ENGAGE & COMMUNICATE



· GUIDE AND COACH



· ROLE MODEL AND SUPPORT



Debrief.  Asking open ended questions about the purpose of each quadrant.  Help create a clear connection to  person centered approach and supporting adult learning principles.



Have each participant come up and place mark their strength area and area of opportunity on the flip chart.



Transition:  Let’s take a deeper dive into applying these actions AND your understanding of adult learning principles to typical challenges. 





		Explore key aspects and actions of a preceptor role.





		Flip Chart:  Prepare flip chart and not most and least preferred style.







Handouts:

· Action Worksheet

· Preceptor Challenges
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		30

		Small Group Exercise:   Applying Preceptor Actions to typical Preceptor challenges



Break the class into groups of three to four.  Assign 3 to 4 challenges, depending on time.   

		

		[image: ]



		

		20

		Creating a Strong Start



Facilitator:  Debrief the prior exercise.  Focus on actionable ideas on how to support the learner.  Then transition to putting these ideas into action.



Exercise:  Creating a “Great Start” (15 minutes) 

· How can you create a strong start for a new learner

· How will you get to know your preceptee

· Incorporate adult learning principles

· Incorporate all four categories of trainer actions





		Integrate the concepts of creating a safe/supportive learner centered approach, preceptor actions and adult learning principles.  



		Flip Chart: 





Handouts:







Slides

[image: ]





		

		10

		Reflect – Stop, Start Continue

		

		



		

		40

		Lunch

		

		



		

		5

		Guiding Phase-  Key actions to support learning transfer



Welcome people back – have them reflect on their learning in the morning.  (NOTE: make sure you are demonstrating the coaching techniques)

		

		Flip Chart: 



Handouts:







Slides:  
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		10



		Coaching to Grow Competencies

 

What is the value of coaching?  























Create a short discussion about the difference between proactive and reactive coaching.  Tie the discussion back the Preceptor Actions and where the strengths and opportunities for them.



When supporting an adult learner, there are four person centered techniques that will facilitate learning.  Review

		



Explore coaching techniques needed to support a learning process.

		Flip Chart: 







Slides:
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		Discover – Asking Open Ended Questions

		Discuss the importance of open ended questions to empower learning.

		[image: ]



		

		

		Reflection – Listen for Understanding 



Video (4 minutes)

Assessment (5 minutes)

		





		Flip chart:



Handout:  Listening Assessment
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		15

		Exercise – Getting to know you. 



Paired Exercise:  Listening with Empathy 



Purpose is to practice listening to another person talk about something that is personally important and  practice open ended questions and empathy statements.



Facilitator Comments:  Remember that empathy means to set aside your own thoughts and feelings and to pay attention to what the other person thinks and feels. 



Instructions for the group exercise:  We will practice asking open ended questions and responding with empathy. You will choose a partner to do this excercies.  One of you will speak for a little while and the other will listen. The speaker will choose one of these questions. The listener will actively listen, ask open ended questions and practice empathy.  When five minutes are up you will swithch.  Any questions? 



Debrief:  Ask open ended questions like - What was it like being the speaker and hearing the listener make sentences for empathy (reflections)? 2. What was it like being the listener? What was the hardest part about it?   
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		15

		Afternoon Break

		

		



		

		10

		Feedback Sustains Learning



Lets go back to this morning’s question about what made a great learning experience.  What role did effective feedback play?



The quality, timing and effectiveness of feedback is critical to support learning transfer.  



Group Exercise



How to Give Feedback to Individuals Like Me.

Reflect on the following questions and share with your table your answers:  

•	How to first approach individuals like me:

•	How to increase my willingness to listen:

•	What to avoid:

•     How to get me to seriously consider a different perspective.



Debrief:   Ask open ended the open ended questions and get folks to hear others.  



Learning point:  Would it be helpful to ask learners these same questions?  Why? 

		Explore some myths about feedback and how foundation ist is to learning

		Flip Chart: 



Handouts:

Style Assessment





Slides:  
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		10

		Exploring Affirmations and Ask Tell Ask Feedback process.





















Role model with another trainer -
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		30

		Scenario – Practice structured feedback









		Practice a structured two-way (interactive) coaching/feedback technique to validate learning process.



		Flip Chart: 



Handouts:

· Scenarios

· Skill Practice Feedback Guide

Slides:  





		

		10

		Achieve Phase-  Discuss how performance and learning aides sustaints learning.

		

		Flip Chart: 



Handouts:

· Performance Aides

Slides:  
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		20

		Preceptor Tools and Support



		Discuss tools, documentation and performance support aides.



Identify what preceptors need for support to create a supportive learning environment.



		Flip Chart: 



Slides:







Handouts:  





		

		

		Q&A – Final thoughts, evaluations, next steps and thanks 
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Preceptor Challenges

Review the Preceptor Chalenges Handout

At your tabl,review each assgned
Challenges (e 1t 501 6. 10) Discuss
effective responses o these stuatios.

« When discussing options - tink through
the Preceptor Actons fo Efectie
Taining o Giher leatner centered
approaches tosehiewe an optimal
home

+ 5 minutes per challenge

Debrit
Review optimal ideas

Preceptor Actions for Effective Learning
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Starting Strong

« Teams — Design a Great Start for the first three
days with a new staff member.

~ How can you accomplish a strong start using
ideas in your

— Gaining attention
~ Adult learning principles
~ Establishing a trust base relationship

* Debrief
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Coaching means.. . .

Coaching

CHANGE & LEARNING’

Providing timely
guidance and feedback
to help others
strengthen the specific
skills, knowledge areas,
or behaviors needed to
accomplisha task or
solve a problem.
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Coaching Techniques
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Discover — Asking open ended questions

* Goal: Promotes autonomy and problem solving.

. “Tomaie sure fre o
Preceptor: s v, Orientee:
+ Askingopen ended question |  telmewnat/ve  + Builds
helpsto mine for... said?" ‘connectionsto
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Reflection - Listen for understanding

+"Goal: Connect to demonstrate you are paying attention.

el |
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Getting To Know You

the Listening. (5

Speaker- Choose One of the following questions:
~ Whatis a good day for you? What makesita bad day?
~ Tell me about agreat work experience -what happened. Whyis that
important toyou?
~ Tell me about atime you received positive feedback—what made this o
memorable?

Listener— Use open ended questionsto discover more information.
Practice empathy when emotion is identified.

Five minute rounds.
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Washington tte Depatment of Sl and HealhServices

&
Take a few minutes to reflect on how best to
provide individuals like you feedback.

How to Give Me Feedback

1. How to first approach individuals like me.
2. How to increase my willingness to listen.
3. What to avoid if you want me to buy in.

4. How to get me to seriously consider a different

approach.
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Affirmations — Positive reinforcement
* Goal: Reinforces a leamer’s strengths, efforts, values,
successes, intentions and/or desires.

“Despite feeling uncertain about Orientee:
how toagproach that patient, your | e
eppered calm and configent” learningfroma
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Washington tte Depatment of Sl and e

&@& Feedback - Aligning perspectives
Goal: Confirm that required behaviors are aligned towards the
right outcomes.

Adult Learners: Developed through:

Meetinglearning goals AND receiving
affirmation, feedback and confirmation
that theyare on the right path.

Learn best when
reflecting on their
own performance.

ient to produce lasting change.

Great learning alone is not suf
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Feedback Technique- Ask and Tel
Goal: Establish a respectful, recey

learing outcomes and expectations
‘A new kind of sandwich

Askthe leamer for permissionto
give feedback OR askwhat they

know OR wantto know abouta

specificsituation.

Tellyour message simply-backed by

observations, and specificexamples.

Askthemwhat they think about the

‘tell ORaskthem what they s
understand about the feedback OR
whatthey needforsupport.

Sk Tell Ask - The Right Feedback Sanduwich
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Four Levels of Evaluations

Level 1: Reaction. Focuses onthe earner’reactionto or satisiactionwith thetraiire.
May include questionnairesabout how a leamer plansto apply what they have learmed.

Level 2: Learning. Indicates what Iearner have absorbed and whether they knowhowto.
Implemert uhat they lested AskTeljAsk tests kil pracices smulations grow>

Iustions, ole plays and other Dsedto.
leamed.

Level 3: Behavior. Focuseson changes inon-theobbehavior, that s, whether the learner
‘2pply what they have learned and transfer 1o theworkplacs. Measuresmay incudethe
frequency and useof skils. Typicaly a more formalcompetency assessment.

Level4: Results. Measurementsfocus onthe actual impact onoutcomesof an
organizationwheneamers successiully apply the program material Typical measures
might include oUtput safety, qualy, time, costs, and customer satifacton.
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RCS NURSE PRECEPTOR PROGRAM PROCESS & FAQ

SEIU Collective Bargaining Agreement 2019-2021



The 2019-21 SEIU Collecting Bargaining Agreement  includes a provision for experienced DSHS nurses to receive premium pay of $1.00 per hour when they are engaged in precepting duties.  

10.17 Preceptor Premium Pay 


Experienced nurses in DSHS who are proficient in their work may be assigned by the Employer to precept after successfully completing a preceptor workshop or equivalent documented training. Preceptors participate in the planning, organizing, knowledge and skill development, and assessment of one or more new or current employees. Precepting duties may include teaching, clinical supervision, role modeling, feedback and skill assessments (verbal or written) of new or current employees. Nurses assigned as preceptors per the above, will receive preceptor premium pay of one-dollar ($1.00) per hour when they are engaged in precepting duties.


In accordance with the CBA, RCS is implementing a nurse preceptor program. In preparation, RCS established a workgroup and developed an application process and training curriculum for a one-day preceptor workshop. RNs must complete the workshop to become approved Nurse Preceptors and receive premium pay. Throughout this document, an RN under the SEIU CBA is a Nurse Consultant Institutional (NCI) or a Nursing Care Consultant (NCC). 

Proposed Timeline:


· September 2019:  Receive applications


· October 2019:  Train first group of preceptors

· November 2019: Launch Preceptor Program

Action Plan:


· RNs interested in applying to attend the Preceptor Training and be qualified as a preceptor will complete the application and submit the application to their Field/Unit Manager for review and determination. 

· The Field Manager and Regional Administrator or Office Chief will review and approve/deny the application.  By recommending an RN to serve as a preceptor, the FM is attesting to the RN’s skills and abilities. The RN will be assigned based on their program type/subject matter expertise.

· FM will notify the RCS Training Unit by 10/4/19 to register the RN for class registration by sending an email to rcstraininginquiry@dshs.wa.gov.  Once registered, the Training Unit will send a confirmation email to the RN and their supervisor.

· RNs identified as preceptors will attend and complete a one-day preceptor workshop that will provide the training curriculum on how to precept and coach new staff.  Classes will range in size from 6-20 participants.  

· Trainings are scheduled for 10/15/19 in Spokane, 10/17/19 in Kent and 10/24/19 in Lacey. 

· Additional trainings will be scheduled as needed to maintain an adequate pool of qualified preceptors. 


· Once the RN has successfully completed the one-day Preceptor workshop, they may be assigned by the FM to perform preceptor duties to a new hire RN or LTC Surveyor for up to a six-month duration.   The FM will notify the preceptor of the assignment to precept and duration of the assignment. The preceptor and the new employee will use existing RCS orientation checklists, timelines and activities as their guide. If there are questions about whether an activity with the preceptor and the new employee qualifies for premium pay, the RN will consult with their FM.  

RCS values the role of ALL staff in employee development to gain the skills and competencies needed to be successful. New employees have multiple interaction with team members in addition to their preceptor to support them during their orientation and skill building activities.  Because this is a union-negotiated premium, only RN staff are eligible to receive premium pay for hours engaged in precepting duties; all other staff who perform training duties will receive compensation at their standard rate of pay.    


September 2019




