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Dear City Clerk Martinez Simmonts,

We are hereby submitting the attached ballot initiative concerning minimum health and safety
standards for hotel employees for your review. For any questions and concerns, please contact

us at:

UNITE HERE Local 8

Attn: Stefan Moritz

2800 1% Avenue, Room 3, Seattle WA 98121
206-963-3166

Email: stefan@8.unitehere.org

Best regards,

Seln thorZ

Stefan Moritz
UNITE HERE Local 8
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Hospitality Union of the Northwest

(206) 728-2326 * Fax: (206) 728-9772

Shellea Allen
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Vice President, Washington
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INITIATIVE

INITIATIVE PETITION FOR SUBMISSION TO THE SEATTLE CITY COUNCIL. To the City Council of The City of Seattle:

We, the undersigned registered voters of The City of Seattle, State of Washington, propose and ask for the enactment as an
ordinance of the measure known as Initiative Measure No. ___ entitled:

Yes
No

A full, true and correct copy of which is included herein, and we petition the Council to enact said measure as an ordinance; and, if not enacted within forty five (45)

Placeholder for Ballot Title

Should this measure be enacted into law?

days from the time of receipt thereof by the City Council, then to be submitted to the qualified electors of The City of Seattle for approval or rejection at the next

regular election or at a special election in accordance with Article IV, Section 1 of the City Charter; and each of us for himself or herself says: | have personally signed

this petition; I am a registered voter of The City of Seattle, State of Washington, and my residence address is correctly stated.

WARNING: “Ordinance 94289 provides as follows: “Section 1. It is unlawful for any person: 1. To sign or decline to sign any petition for a City initiative, referendum, or

Charter amendment, in exchange for any consideration or gratuity or promise thereof; or 2. To give or offer any consideration or gratuity to anyone to induce him or

her to sign or not to sign a petition for a City initiative, referendum, or Charter amendment; or 3. To interfere with or attempt to interfere with the right of any voter to
sign or not to sign a petition for a City initiative, referendum, or Charter amendment by threat, intimidation or any other corrupt means or practice; or 4. To sign a
petition for a City initiative, referendum, or Charter amendment with any other than his or her true name, or to knowingly sign more than one (1) petition for the same

initiative, referendum or Charter amendment measure, or to sign any such petition knowing that he or she is not a registered voter of The City of Seattle.” The
provisions of this ordinance shall be printed as a warning on every petition for a City initiative, referendum, or Charter amendment. “Section 2. Any person violating

any of the provisions of this ordinance shall upon conviction thereof be punishable by a fine of not more than Five Hundred Dollars ($500) or by imprisonment in the
City Jail for a period not to exceed six (6) months, or by both such fine and imprisonment.

Petitioner’s

( * Only Registered Seattle Voters Can Sign This Petition * )

Signature

Petitioner’s
Printed Name

Residence Address
Street and Number

Date
Signed




AN ACT establishing minimum health and safety standards for hotel employees in the City of Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE

A new chapter is to be added to Title 14 of the Seattle Municipal Code, providing
as follows:

Section 1. Findings

The people hereby adopt basic safeguards to protect hotel employees from assault and injury
on the job, to improve access to affordable healthcare, and to provide a minimum standard of
job security for hotel employees. This measure also includes strong enforcement mechanisms
to ensure that hotel owners and operators comply with the law. Providing these protections
to hotel employees will make Seattle's economy fairer and more resilient.

Hotel employees are vital contributors to our community. The hospitality industry is a
profitable and important component of our economy that receives substantial taxpayer
support, including through the $1.5 billion expansion of the Washington State Convention
Center.

However, the hospitality industry has not adequately provided for the safety and security of
hotel employees. Due to the unique nature of hotel work, hotel employees are subjected to a
higher risk of harassment and violence on the job. Unregulated workloads result in injury
rates for hotel housekeepers that are higher than those of coalminers. At the same time,
hospitality employees have the lowest rate of access to employer-offered health insurance of
any industry in the State of Washington and face unaffordable monthly premiums for family
healthcare. Frequent property sales, changes in ownership, mergers and acquisitions in the
hospitality industry mean that hotel employees face employment disruptions that are wholly
beyond their control. As a vast majority of Seattle hotel employees are women, immigrants,
and people of color, these hazards and instabilities within the hospitality industry exacerbate
existing structural inequities experienced by these groups. It is appropriate and necessary to
protect employees in the hotel industry — those who clean the rooms, change the sheets, and
dice the vegetables ~ from assault and injury, unmanageable medical costs, and unnecessary
job loss.

PART I.
PROTECTING HOTEL EMPLOYEES FROM VIOLENT ASSAULT AND SEXUAL HARASSMENT
Section 2. Intent

It is the intent of Part | of this measure to protect hotel employees from violent assault,
including sexual assault, and sexual harassment and to enable employees to speak out when
they experience harassment or assault on the job. Hotel employees are often asked to work
alone in hotel rooms, which sometimes may be occupied, placing them at risk of violent
assault, including sexual assault, and sexual harassment.

Section 3. Providing panic buttons to hotel employees providing in-room services

A hotel employer shall provide a panic button to each hotel employee assigned to work in a
guest room without other employees present, at no cost to the employee. An employee may
use the panic button if he or she reasonably believes there is an ongoing crime, harassment,
or other emergency in his or her presence. The hotel employee may cease work and leave the
immediate area of perceived danger to await the arrival of assistance, and no adverse
employment action may be taken against the employee for such action.

Section 4. Protecting hotel employees from violent or harassing hotel guests

A A hotel employer must record the accusations it receives that a guest has
committed an act of violence, including assault, sexual assault, or sexual harassment towards
an employee. The hotel employer must determine and record the name of the guest; if the
name of the guest cannot be determined, the hotel employer must determine and record as
much identifying information about the guest as is reasonably possible. The hotel employer
shall compile and maintain a list of all guests so accused. The employer shall retain a guest on
the list for at least five (5) years from the date of the most recent accusation against the
guest, during which time the employer shall retain all written documents relating to such
accusations.

B. If an accusation against a guest under paragraph A of this section involves assault,
sexual assault, or sexual harassment, and is supported by a statement made under penalty of
perjury or other evidence, the employer shall decline to allow the guest to return to the hotel
for at least three (3) years after the date of the incident. No employee may be required to
provide such statement.

C. The hotel employer must notify any hotel employee assigned to work in guest
rooms without other employees present, prior to starting their scheduled work, of any guest
on the list established by paragraph A of this section who is staying at the hotel, identify the
room assigned to the guest, and warn the employees to exercise caution when entering that
room during the time the guest is staying in the hotel.

Section 5. Deterring assaults by notifying guests of employee protections

Each hotel shall place a sign on the back of each guest room door, written in a font size of no
less than 18 points, that includes the heading “The Law Protects Hotel Housekeepers and
Other Employees From Violent Assault and Sexual Harassment,” a citation to this Chapter of
the Seattle Municipal Code, and notice of the fact that the hotel is providing panic buttons to
its housekeepers, room servers, and other employees assigned to work in guest rooms
without other employees present, in compliance with this Chapter.

Section 6. Protecting employees who report assault or sexual harassment

An employee who brings to the attention of a hotel employer the occurrence of an act of
violence, including assault and sexual assauit, or sexual harassment by a guest shall be
afforded the following rights:

1. Upon request, the employee shall be reassigned to a different floor, or, if none is
available for his or her job classification, a different work area away from the guest for the
entire duration of the guest’s stay at the hotel;

2. The hotel employer shall immediately allow the employee sufficient paid time to
contact the police and provide a police statement and to consult with a counselor or advisor
of the employee’s choosing; and

3. The hotel employer, with the consent of the employee, shall report an incident
involving alleged criminal conduct by a guest to the law enforcement agency with

jurisdiction and shall cooperate with any investigation into the incident undertaken by the
agency and any attorney for the complaining employee.

PART II.
PROTECTING HOTEL EMPLOYEES FROM INJURY
Section 7. Intent

It is the intent of Part Il of this measure to protect hotel employees from on-the-job injury.
Hotel employees suffer an unacceptably high rate of on-the-job injuries from heavy lifting,
repetitive tasks, and chemical exposure, and are 40% more likely to be injured on the job than
all other service sector workers. The provisions of this part will help to protect hotel
employees from such injuries.

Section 8. Hotel employers must adopt reasonable practices to protect the safety of hotel
employees

Hotel employers must provide and use safety devices, safeguards, and use work practices,
methods, process, and means that are reasonably adequate to make its workplace safe.

Section 9. Hotel employers must protect their employees from chemical hazards
Hotel employers must:

1. Control chemical agents in a manner that they will not present a hazard to
employees;

2. Protect employees from the hazard of contact with, or exposure to, chemical
agents; and

3. Provide employees with effective information on hazardous chemicals in their
work area at the time of their initial job assignment. Information must be provided whenever
a new physical or health hazard related to chemical exposure is introduced into work areas.

Section 10. Hotel employers must protect hotel housekeepers from injuries

A. Significant injuries to hotel housekeepers result from the repetitive and strenuous
tasks that must be performed in each guest room, including lifting requirements that can
substantially exceed federal occupational safety standards. Hotel housekeepers face the
highest injury rate of all hotel occupations. Risk of injury is increased when hotel
housekeepers must clean more than 5,000 square feet of guest rooms in an eight (8) hour
workday, and further increases when housekeepers are required to perform more than ten
(10) strenuous room cleanings during the day or to clean guest rooms at an unsafe speed.
Workplace interventions have been found to significantly reduce injury rates for hotel
housekeepers.

B. An employee providing housekeeping services at a large hotel shall not be
required to clean guest rooms totaling more than five thousand (5,000) square feet of floor
space in an eight (8) hour workday. When an employee performs ten (10) or more strenuous
room cleanings in an eight (8) hour workday, the maximum floor space shall be reduced by
five hundred (500) square feet for the tenth strenuous room cleaning and for each such
strenuous room cleaning thereafter.

C. For an employee cleaning guest rooms for fewer than eight (8) hours per day, the
foregoing maximums and reductions shall be prorated according to the actual number of
hours worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square footage allowed by this
section in a day, the hotel employer shall pay such hotel employee at least time-and-a-half his
or her regular rate of pay for all time worked cleaning guest rooms during that day.

PART 11l
IMPROVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL EMPLOYEES
Section 11. Intent

It is the intent of Part lil of this measure to improve access to affordable family medical care
for hotel employees. In Washington’s economy, hospitality industry employers are the least
likely to offer health insurance to employees and their contributions are second to lowest.
The average monthly cost to a hotel employee for family medical coverage through an
employer-offered plan exceeds $500 per month, forcing nearly half of eligible employees to
decline such plans. Access to affordable medical care is critical for hotel employees to care
for themselves and their families. Additional compensation reflecting hotel employees’
anticipated family medical costs is necessary to improve access to medical care for low
income hotel employees.

Section 12. Large hotel employers must provide additional compensation reflective of the
cost of medical coverage to low-income hotel employees

A. A large hotel employer shall pay, by no later than the 15" day of each calendar
month, each of its low-wage employees who work full time at a large hotel additional wages
or salary in an amount equal to the greater of $200, adjusted annually for inflation, or the
difference between (1) the monthly premium for the lowest-cost, gold-level policy available
on the Washington Health Benefits Exchange and (2) 7.5% of the amount by which the
employee’s compensation for the previous calendar month, not including the additional wage
or salary required by this section, exceeds 100 percent of the federal poverty line. The
additional wages or salary required under this section are in addition to and will not be
considered as wages paid for purposes of determining compliance with the hourly minimum
wage and hourly minimum compensation requirements set forth in Seattle Municipal Code
14.19.030 through 14.19.050.

B. A large hotel employer shall not be required to pay the additional wages cr salary
required by this section with respect to an employee for whom the hotel employer provides



health and hospitalization coverage at least equal to a gold-level policy on the Washington
Health Benefits Exchange at a premium or contribution cost to the employee of no more than
5 percent of the employee’s gross taxable earnings paid to the employee by the hotel
employer or its contractors or subcontractors.

C. If a household includes multiple employees covered by this section, the total of all
additional wage or salary payments made pursuant to this section to such employees by one
or more hotel employers shall not exceed the total cost for coverage of the household under
the least-expensive gold policy offered on the Washington Health Benefits Exchange. If one or
more employees in the household are employed by more than one hotel employer, the hotel
employers may coordinate their payments so that their combined payments do not exceed
the foregoing maximum. In the absence of an agreement among hotel employers to so
coordinate their payments, the amount of additional wages payable by each hotel employer
shall be the amount due to each employee under paragraph A.

D. The infiation adjustment required under paragraph A shall be calculated using the
year-over-year increase in cost of the lowest cost gold level policy available on the
Washington Health Benefits Exchange.

PART IV
PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY
Section 13. Intent

Part IV of this measure is intended to reduce disruptions to the Seattle economy that could
result from the increasing number of property sales and changes in ownership in the hotel
industry and also to protect low-income workers. Even long term and exemplary employees
may find themselves terminated solely because a muitinational corporation has decided to
sell the hotel at which they work.

Section 14. Worker Retention

A. When a hotel undergoes a change in control, the outgoing hotel employer shall,
within fifteen (15) days after the execution of a transfer document, provide to the incoming
hotel employer the name, address, date of hire, and employment occupation classification of
each retention hotel worker.

B. The incoming hotel employer shall maintain a preferential hiring list of retention
hotel workers identified by the outgoing hotel employer as set forth in paragraph A of this
section, and shall be required to hire from that list for a period beginning upon the execution
of the transfer document and continuing for six (6) months after the hotel is open to the
public under the incoming hotel employer.

C. If the incoming hotel employer extends an offer of employment to a retention
hotel worker, the offer shall be in writing and remain open for at least ten (10) business days.
The incoming hotel employer shall retain written verification of that offer for no fewer than
three (3) years from the date the offer was made. The verification shall include the name,
address, date of hire, and employment occupation classification of each retention hotel
worker.

D. An incoming hotel employer shall retain each retention hotel worker hired
pursuant to this section for no fewer than ninety (90) days following the retention hotel
worker's employment commencement date. During this 90-day transition employment
period, retention hotel workers shall be employed under the terms and conditions
established by the incoming hotel employer, or as required by law.

E. If, within the 90-day transition employment period established in paragraph D of
this section, the incoming hotel employer determines that it requires fewer hotel workers
than were required by the outgoing hotel employer, the incoming hotel employer shall retain
retention hotel workers by seniority within each job classification to the extent that
comparable job classifications exist.

F. During the 90-day transition employment period, the incoming hotel employer
shall not discharge without just cause a retention hotel worker retained pursuant to this
section.

G. At the end of the 90-day transition employment period, the incoming hotel
employer shall provide a written performance evaluation for each hotel worker retained
pursuant to this section. If the retention hotel worker's performance during the 90-day
transition employment period is satisfactory, the incoming hotel employer shall consider
offering the retention hotel worker continued employment under the terms and conditions
established by the incoming hotel employer, or as required by law. The incoming hotel
employer shall retain a record of the written performance evaluation for a period of no fewer
than three years.

H. The outgoing hotel employer shall post written notice of the change in control at
the location of the affected hotel within five (5) business days following the execution of the
transfer document. Notice shall be posted in a conspicuous place at the hotel so as to be
readily viewed by retention hotel workers, other employees, and applicants for employment.
Notice shall include, but not be limited to, the name of the outgoing hotel employer and its
contact information, the name of the incoming hotel employer and its contact information,
and the effective date of the change in control. Notice shall remain posted during any closure
of the hotel and for six (6) months after the hotel is open to the public under the incoming
hotel employer.

PART V.
ENFORCING COMPLIANCE WITH THE LAW
Section 15. Enforcement
A, Exercise of Rights Protected; Retaliation Prohibited.

1 It shall be a violation for a hotel employer or any other person to interfere with,
restrain, or deny the exercise of, or the attempt to exercise, any right protected under this
chapter.

2. No person may discharge, reduce any part of the compensation of, or otherwise
discriminate against an employee, in response to the enactment of this chapter, or in
response to the employee asserting rights under this chapter. Such adverse actions are
deemed to harm the public and the employees irreparably, and hence preliminary equitable
relief and reinstatement shall be available to the affected employees in addition to all other
relief.

3. It shall be a violation for a hotel employer to take any adverse action against any
employee because the employee has exercised in good faith the rights protected under this
chapter. Such rights include but are not limited to the right to assert any rights guaranteed
pursuant to this chapter; the right to make inquiries about the rights protected under this
chapter; the right to inform others about an employer's alleged violation of this chapter; the
right to cooperate with the City in any investigations of alleged violations of this chapter; the
right to oppose any policy, practice, or act that is unlawful under this chapter; the right to file
an oral or written complaint with the City or to bring a civil action for an alleged violation of
this chapter; the right to testify in a proceeding under or relfated to this chapter; the right to
refuse to participate in any activity that would result in a violation of city, state, or federal
law; and the right to oppose any policy, practice, or act that is unlawful under this chapter.

4, It shall be a violation for a hotel employer to (a) communicate to an employee
exercising his or her rights under this chapter, directly or indirectly, explicitly or implicitly, its
willingness or intent to inform a government employee that the employee is not lawfully in
the United States; or (b) report or threaten to report suspected citizenship or immigration
status of an employee or a family member of the employee to a federal, state, or local agency
because the employee has exercised a right under this chapter.

5. There shall be a rebuttable presumption of retaliation if a hotel employer takes an
adverse action against an employee within ninety (90) days of the employee’s exercise of
rights protected in this chapter. The hotel employer may rebut the presumption with clear
and convincing evidence that the action was taken for a permissible purpose and that the
employee’s exercise of rights protected in this chapter was not a motivating factor in the
adverse action.

6. When the presumption in paragraph A.5 does not apply, proof of retaliation under
this chapter shall be sufficient upon a showing that a hotel employer has taken an adverse
action against an employee and the employee’s exercise of rights protected in this chapter
was a motivating factor in the adverse action, unless the hotel employer can prove that the
action would have been taken in the absence of such protected activity.

7. The protections under paragraphs A.2 and A3 apply to any employee who
mistakenly but in good faith alleges violations of this chapter.

B. Notice, Posting, and Records.

1. Each hotel employer shall give written notification to each current employee and
to each new employee at time of hire of his or her rights under this ordinance. The
notification shall be in each language spoken by ten (10) or more employees.

2. Each hotel employer shall maintain for three (3) years, for each employee and
former employee, by name, a record showing the following information: (a) for each
workweek of employment, the employee’s regular hourly rate of pay; (b) for each month of
full-time employment at a large hotel, the amount of additional wages or salary paid as
additional compensation reflective of the cost of medical coverage for low income hotel
employees, as required by this chapter; and (c) for each day of employment as a
housekeeping employee at a large hotel, the total square feet of guest room floor space
cleaned, the number of strenuous room cleanings performed, the number of hours worked,
and the employee’s gross pay for that day. The hotel employer must, upon request, make all
such employee and former employee records available in full to any requesting employee and
to the City Office of Labor Standards for inspection and copying.

C. Private Enforcement Action.

1. Any person claiming injury from a violation of this chapter shall be entitled to bring
an action in King County Superior Court or in any other court of competent jurisdiction to
enforce the provisions of this chapter, and shall be entitled to all remedies available at law or
in equity appropriate to remedy any violation of this chapter, including but not limited to lost
compensation and other damages, reinstatement, declaratory or injunctive relief,
prejudgment interest, exemplary damages equal to the amount of wages wrongfully withheld
or not paid on the established regular pay day when those wages were due, and to collect
civil penalties as described in paragraph E of this section.

2. A person who prevails in any action to enforce this chapter shall be awarded his or
her costs, reasonable attorneys’ fees, and expenses.

3. An order issued by the court may include a requirement for a compliance report to
be submitted to the court and to the City by the hotel employer.

D. Powers and Duties of the Office of Civil Rights.

1. The Office of Civil Rights may investigate charges alleging violations of this
chapter and shall have such powers and duties in the performance of these functions as
are necessary and proper in the performance of the same and provided for by law.

2. The Division Director of the Office of Labor Standards within the Office for Civil
Rights, or the Division Director's designee, is authorized and directed to promulgate rules
consistent with this chapter, including rules that protect the identity and privacy rights of
employees who have made complaints under this chapter.

E. Penalties.

1. Each workday during which the hotel employer is in violation of this chapter shall
be deemed a separate violation for which the hotel employer shall be liable for a penalty,
exclusive of any damages which may be recovered by or awarded to any employee, of at least
one hundred dollars ($100.00) per day per employee, and not more than one thousand
dollars ($1,000.00) per day per employee, in an amount to be determined by the court.

2. Civil penalties shall be distributed as follows: 50 percent to the Office of Labor
Standards, 25 percent to the aggrieved employees, distributed according to each employee’s
share of injury by the violations, and 25 percent to the person bringing the case. Penalties
paid to the Office of Labor Standards shall be used for the enforcement of labor laws and the
education of employers and employees about their rights and responsibilities under the laws
governing labor standards, to be continuously appropriated to supplement and not supplant
existing funding for those purposes.

PART VI
DEFINITIONS
Section 16. Definitions

For the purposes of this Chapter:



A. "Change in control" means any sale, assignment, transfer, contribution, or other
disposition of all or substantially all of the assets used in the operation of a hotel or a discrete
portion of the hotel that continues in operation as a hotel, or a controlling interest (including
by consolidation, merger, or reorganization) of the outgoing hotel employer ar any person
who controls the outgoing hotel employer.

B. “Checkout room” means a guest room assigned to be cleaned by an employee due
to the departure of the guest assigned to that room.

C. “Compensation” means wages, salary, sick pay, vacation pay, holiday pay,
bonuses, commissions, allowances, and in-kind compensation for work performed.

D. “Employee” and "hotel employee” means any non-managerial, non-supervisory
individual employed by a hotel employer who:

1. In any particular workweek performs at least two {2) hours of work within the
geographic boundaries of the City of Seattle for a hotel employer; and

2. Qualifies as an employee entitled to payment of a minimum wage from any
employer under the City of Seattle and/or State of Washington minimum wage laws.

This includes any individual (1) whose place of employment is at one or more hotels and (2)
who is employed directly by the hotel employer or by a person who has contracted with the
hotel employer to provide services at the hotel. Supervisory and confidential employees as
defined under the National Labor Relations Act are not considered employees under this
chapter.

E. "Employment commencement date" means the date on which a hotel employee
retained by the incoming hotel employer pursuant to this chapter commences work for the
incoming hotel employer in exchange for benefits and compensation under the terms and
conditions established by the incoming hotel employer or as required by law.

F. “Federal poverty line” means the poverty line for the size of the employee’s
household for the Seattle area as published in the Annual Update by the Department of
Health and Human Services (HHS) of the Poverty Guidelines for the 48 Contiguous States and
the District of Columbia in the Federal Register.

G. “Full time” means at least eighty (80) hours in a calendar month.

H. "Hotel" means a hotel or motel as defined in section 23.84A.024 of the Seattle
Municipal Code containing sixty (60) or more guest rooms or suites of rooms. "Hotel" also
includes any contracted, leased, or sublet premises connected to or operated in conjunction
with the building's purpose, or providing services at the building.

I “Hotel employer” means any person, including a corporate officer or executive,
who directly or indirectly or through an agent or any other person, including through the
services of a temporary service or staffing agency or similar entity, employs or exercises
control over the wages, hours, or working conditions of any employee and who owns,
controls, and/or operates a hotel in Seattle; or a person who employs or exercises control
over the wages, hours, or working conditions of any person employed in conjunction with a
hotel employer in furtherance of the hotel’s provision of lodging and other related services
for the public;

J. “Incoming hotel employer" means the person that owns, contrals, and/or
operates a hotel subject to a change in control after the change in control.

K. “Large hotel” means a hotel containing one hundred {100) or more guest rooms or
suites of rooms suitable for providing lodging to members of the public for a fee, regardless of
how many of those rooms or suites are occupied or in commercial use at any given time.

L. “Low-wage employee” means an employee whose total compensation from the
employer is 400% or less of the federal poverty line for the size of the employee’s household.

M. “Outgoing hotel employer" means the person that owns, controls, and/or operates
a hotel subject to a change in control prior to the change in control.

N. “Panic button” means an emergency contact device carried by an employee by
which the employee may summon immediate on-scene assistance from another employee,
security guard, or representative of the hotel employer.

0. “"Person” means an individual, corporation, partnership, limited partnership,
limited liability partnership, limited liability company, business trust, estate, trust, association,
joint venture, agency, instrumentality, or any other legal or commercial entity, whether
domestic or foreign.

P. “Policy” means an insurance policy available on the Washington Health Benefits
Exchange that would provide coverage to the employee and, if the employee has any spouse
and dependent children, to the employee’s spouse and dependent children in addition to the
employee.

Q. “Stayover room” means a guest room assigned to be cleaned by an employee
where the guest’s stay has not yet ended. ’

R. “Strenuous room cleaning” means the cleaning of (1) a checkout room or (2) a
stayover room that includes a cot, rollout bed, pet bed or crib.

S. "Transfer document" means the purchase agreement or other document(s)
creating a binding agreement to effect the change in control.

T. "Retention hotel worker" means any employee (1) whose primary place of
employment is at a hotel subject to a change in control, (2) who is employed directly by the
outgoing hotel employer, or by a person who has contracted with the outgoing hotel
employer to provide services at the hotel subject to a change in control, and (3) who has
worked for the outgoing hotel employer for at least one (1) month prior to the execution of
the transfer document.

u. “Wages or salary” means the gross amount of taxable cash earnings paid to an
employee by an employer or the employer’s contractors or subcontractors.

PART VI
MISCELLANEOUS
Section 17. Waiver

A. The provisions of this chapter may not be waived by agreement between an
individual employee and a hotel employer.

B. Any waiver by a party to a collective bargaining relationship involving a hotel
employer of any provisions of sections 2 through 6 of this ordinance and the applicable
enforcement mechanisms under section 15 shall be deemed contrary to public policy and
shall be void and unenforceable.

C. Except as provided in paragraph B of this section, all of the provisions of this
chapter, or any part hereof, may be waived in a bona fide written collective bargaining
agreement waiving provisions of this chapter, if such a waiver is set forth in clear and
unambiguous terms. Unilateral implementation of terms and conditions of employment by
either party to a collective bargaining relationship shall not constitute, or be permitted, as a
waiver of all or any part of the provisions of this chapter.

Section 18. Severability and Exceptions

A The provisions of this chapter are declared to be separate and severable. If any
provision of this chapter, or the application thereof to any person or circumstance, is held
invalid, that invalidity shall not affect any other provision or application of this chapter that
can be given effect without the invalid provision or application; and to this end, the provisions
or applications of this chapter are severable.

B. The requirements of this chapter shall not apply where and to the extent that
State or Federal law or regulations preclude their applicability.

Section 19. Short Title

This measure shall be titled the Seattle Hotel Employees Health and Safety Initiative.



AN ACT establishing minimum health and safety standards for hotel employees in the City of
Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE.

A new chapter is to be added to Title 14 of the Seattle Municipal Code, providing as
follows:

Section 1. Findings

The people hereby adopt basic safeguards to protect hotel employees from assault and injury on
the job, to improve access to affordable healthcare, and to provide a minimum standard of job
security for hotel employees. This measure also includes strong enforcement mechanisms to
ensure that hotel owners and operators comply with the law. Providing these protections to hotel
employees will make Seattle's economy fairer and more resilient.

Hotel employees are vital contributors to our community. The hospitality industry is a profitable
and important component of our economy that receives substantial taxpayer support, including
through the $1.5 billion expansion of the Washington State Convention Center.

However, the hospitality industry has not adequately provided for the safety and security of hotel
employees. Due to the unique nature of hotel work, hotel employees are subjected to a higher
risk of harassment and violence on the job. Unregulated workloads result in injury rates for hotel
housekeepers that are higher than those of coalminers. At the same time, hospitality employees
have the lowest rate of access to employer-offered health insurance of any industry in the State
of Washington and face unaffordable monthly premiums for family healthcare. Frequent
property sales, changes in ownership, mergers and acquisitions in the hospitality industry mean
that hotel employees face employment disruptions that are wholly beyond their control. As a vast
majority of Seattle hotel employees are women, immigrants, and people of color, these hazards
and instabilities within the hospitality industry exacerbate existing structural inequities
experienced by these groups. It is appropriate and necessary to protect employees in the hotel
industry — those who clean the rooms, change the sheets, and dice the vegetables — from assault
and injury, unmanageable medical costs, and unnecessary job loss.

PART L.

PROTECTING HOTEL EMPLOYEES FROM VIOLENT ASSAULT AND SEXUAL
HARASSMENT

Section 2. Intent

It is the intent of Part I of this measure to protect hotel employees from violent assault, including
sexual assault, and sexual harassment and to enable employees to speak out when they
experience harassment or assault on the job. Hotel employees are often asked to work alone in
hotel rooms, which sometimes may be occupied, placing them at risk of violent assault,
including sexual assault, and sexual harassment.




Section 3. Providing panic buttons to hotel employees providing in-room services

A hotel employer shall provide a panic button to each hotel employee assigned to work in a guest
room without other employees present, at no cost to the employee. An employee may use the
panic button if he or she reasonably believes there is an ongoing crime, harassment, or other
emergency in his or her presence. The hotel employee may cease work and leave the immediate
area of perceived danger to await the arrival of assistance, and no adverse employment action
may be taken against the employee for such action.

Section 4. Protecting hotel employees from violent or harassing hotel guests

A. A hotel employer must record the accusations it receives that a guest has committed an
act of violence, including assault, sexual assault, or sexual harassment towards an employee.
The hotel employer must determine and record the name of the guest; if the name of the guest
cannot be determined, the hotel employer must determine and record as much identifying
information about the guest as is reasonably possible. The hotel employer shall compile and
maintain a list of all guests so accused. The employer shall retain a guest on the list for at least
five (5) years from the date of the most recent accusation against the guest, during which time
the employer shall retain all written documents relating to such accusations.

B. If an accusation against a guest under paragraph A of this section involves assault, sexual
assault, or sexual harassment, and is supported by a statement made under penalty of perjury or
other evidence, the employer shall decline to allow the guest to return to the hotel for at least
three (3) years after the date of the incident. No employee may be required to provide such
statement.

C. The hotel employer must notify any hotel employee assigned to work in guest rooms
without other employees present, prior to starting their scheduled work, of any guest on the list
established by paragraph A of this section who is staying at the hotel, identify the room assigned
to the guest, and warn the employees to exercise caution when entering that room during the time
the guest is staying in the hotel

Section 5. Deterring assaults by notifying guests of employee protections

Each hotel shall place a sign on the back of each guest room door, written in a font size of no less
than 18 points, that includes the heading “The Law Protects Hotel Housekeepers and Other
Employees From Violent Assault and Sexual Harassment,” a citation to this Chapter of the
Seattle Municipal Code, and notice of the fact that the hotel is providing panic buttons to its
housekeepers, room servers, and other employees assigned to work in guest rooms without other
employees present, in compliance with this Chapter.

Section 6. Protecting employees who report assault or sexual harassment

An employee who brings to the attention of a hotel employer the occurrence of an act of
violence, including assault and sexual assault, or sexual harassment by a guest shall be afforded

the following rights:



1. Upon request, the employee shall be reassigned to a different floor, or, if none is
available for his or her job classification, a different work area away from the guest for the entire
duration of the guest’s stay at the hotel;

2. The hotel employer shall immediately allow the employee sufficient paid time to
contact the police and provide a police statement and to consult with a counselor or advisor of
the employee’s choosing; and

3. The hotel employer, with the consent of the employee, shall report an incident
involving alleged criminal conduct by a guest to the law enforcement agency with jurisdiction
and shall cooperate with any investigation into the incident undertaken by the agency and any
attorney for the complaining employee.

PART IL

PROTECTING HOTEL EMPLOYEES FROM INJURY

Section 7. Intent

It is the intent of Part II of this measure to protect hotel employees from on-the-job injury. Hotel
employees suffer an unacceptably high rate of on-the-job injuries from heavy lifting, repetitive
tasks, and chemical exposure, and are 40% more likely to be injured on the job than all other
service sector workers. The provisions of this part will help to protect hotel employees from such
injuries.

Section 8. Hotel employers must adopt reasonable practices to protect the safety of
hotel employees

Hotel employers must provide and use safety devices, safeguards, and use work practices,
methods, process, and means that are reasonably adequate to make its workplace safe.

Section 9. Hotel employers must protect their employees from chemical hazards

Hotel employers must:

1. Control chemical agents in a manner that they will not present a hazard to
employees;

2. Protect employees from the hazard of contact with, or exposure to, chemical
agents; and

3. Provide employees with effective information on hazardous chemicals in their

work area at the time of their initial job assignment. Information must be provided whenever a
new physical or health hazard related to chemical exposure is introduced into work areas.

Section 10.  Hotel employers must protect hotel housekeepers from injuries



A. Significant injuries to hotel housekeepers result from the repetitive and strenuous tasks
that must be performed in each guest room, including lifting requirements that can substantially
exceed federal occupational safety standards. Hotel housekeepers face the highest injury rate of
all hotel occupations. Risk of injury is increased when hotel housekeepers must clean more than
5,000 square feet of guest rooms in an eight (8) hour workday, and further increases when
housekeepers are required to perform more than ten (10) strenuous room cleanings during the
day or to clean guest rooms at an unsafe speed. Workplace interventions have been found to
significantly reduce injury rates for hotel housekeepers.

B. An employee providing housekeeping services at a large hotel shall not be required to
clean guest rooms totaling more than five thousand (5,000) square feet of floor space in an eight
(8) hour workday. When an employee performs ten (10) or more strenuous room cleanings in an
eight (8) hour workday, the maximum floor space shall be reduced by five hundred (500) square
feet for the tenth strenuous room cleaning and for each such strenuous room cleaning thereafter.

C. For an employee cleaning guest rooms for fewer than eight (8) hours per day, the
foregoing maximums and reductions shall be prorated according to the actual number of hours
worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square footage allowed by this section
in a day, the hotel employer shall pay such hotel employee at least time-and-a-half his or her
regular rate of pay for all time worked cleaning guest rooms during that day.

PART III

IMPROVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL
EMPLOYEES

Section 11.  Intent

It is the intent of Part III of this measure to improve access to affordable family medical care for
hotel employees. In Washington’s economy, hospitality industry employers are the least likely
to offer health insurance to employees and their contributions are second to lowest. The average
monthly cost to a hotel employee for family medical coverage through an employer-offered plan
exceeds $500 per month, forcing nearly half of eligible employees to decline such plans. Access
to affordable medical care is critical for hotel employees to care for themselves and their
families. Additional compensation reflecting hotel employees’ anticipated family medical costs

.~ is necessary to improve access to medical care for low income hotel employees.

Section 12.  Large hotel employers must provide additional compensation reflective of
the ¢ost of medical coverage to low-income hotel employees

A. A large hotel employer shall pay, by no later than the 15t day of each calendar month,
cach of its low-wage employees who work full time at a large hotel additional wages or salary in
an amount equal to the greater of $200, adjusted annually for inflation, or the difference between
(1) the monthly premium for the lowest-cost, gold-level policy available on the Washington
Health Benefits Exchange and (2) 7.5% of the amount by which the employee’s compensation
for the previous calendar month, not including the additional wage or salary required by this



section, exceeds 100 percent of the federal poverty line. The additional wages or salary required
under this section are in addition to and will not be considered as wages paid for purposes of
determining compliance with the hourly minimum wage and hourly minimum compensation
requirements set forth in Seattle Municipal Code 14.19.030 through 14.19.050.

- B. A large hotel employer shall not be required to pay the additional wages or salary
required by this section with respect to an employee for whom the hotel employer provides
health and hospitalization coverage at least equal to a gold-level policy on the Washington
Health Benefits Exchange at a premium or contribution cost to the employee of no more than 5
percent of the employee’s gross taxable earnings paid to the employee by the hotel employer or
its contractors or subcontractors.

C. If a household includes multiple employees covered by this section, the total of all
additional wage or salary payments made pursuant to this section to such employees by one or
more hotel employers shall not exceed the total cost for coverage of the household under the
least-expensive gold policy offered on the Washington Health Benefits Exchange. If one or more
employees in the household are employed by more than one hotel employer, the hotel employers
may coordinate their payments so that their combined payments do not exceed the foregoing
maximum. In the absence of an agreement among hotel employers to so coordinate their
payments, the amount of additional wages payable by each hotel employer shall be the amount
due to each employee under paragraph A.

D. The inflation adjustment required under paragraph A shall be calculated using the year-
over-year increase in cost of the lowest cost gold level policy available on the Washington
Health Benefits Exchange.

PART IV

PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY

Section 13.  Intent

Part IV of this measure is intended to reduce disruptions to the Seattle economy that could result
from the increasing number of property sales and changes in ownership in the hotel industry and
also to protect low-income workers. Even long term and exemplary employees may find

themselves terminated solely because a multinational corporation has decided to sell the hotel at

which they work.
Section 14. Worker Retention

A. When a hotel undergoes a change in control, the outgoing hotel employer shall, within
fifteen (15) days after the execution of a transfer document, provide to the incoming hotel
employer the name, address, date of hire, and employment occupation classification of each
retention hotel worker.

B. The incoming hotel employer shall maintain a preferential hiring list of retention hotel
workers identified by the outgoing hotel employer as set forth in paragraph A of this section, and
shall be required to hire from that list for a period beginning upon the execution of the transfer



document and continuing for six (6) months after the hotel is open to the public under the
incoming hotel employer.

C. If the incoming hotel employer extends an offer of employment to a retention hotel
worker, the offer shall be in writing and remain open for at least ten (10) business days. The
incoming hotel employer shall retain written verification of that offer for no fewer than three (3)
years from the date the offer was made. The verification shall include the name, address, date of
hire, and employment occupation classification of each retention hotel worker.

D. An incoming hotel employer shall retain each retention hotel worker hired pursuant to
this section for no fewer than ninety (90) days following the retention hotel worker's
employment commencement date. During this 90-day transition employment period, retention
hotel workers shall be employed under the terms and conditions established by the incoming
hotel employer, or as required by law.

E. If, within the 90-day transition employment period established in paragraph D of this
section, the incoming hotel employer determines that it requires fewer hotel workers than were
required by the outgoing hotel employer, the incoming hotel employer shall retain retention hotel
workers ‘by seniority within each job classification to the extent that comparable job
classifications exist.

F. During the 90-day transition employment period, the incoming hotel employer shall not
discharge without just cause a retention hotel worker retained pursuant to this section.

G. At the end of the 90-day transition employment period, the incoming hotel employer shall
provide a written performance evaluation for each hotel worker retained pursuant to this section.
If the retention hotel worker's performance during the 90-day transition employment period is
satisfactory, the incoming hotel employer shall consider offering the retention hotel worker
continued employment under the terms and conditions established by the incoming hotel
employer, or as required by law. The incoming hotel employer shall retain a record of the
written performance evaluation for a period of no fewer than three years.

H. The outgoing hotel employer shall post written notice of the change in control at the
location of the affected hotel within five (5) business days following the execution of the transfer
document. Notice shall be posted in a conspicuous place at the hotel so as to be readily viewed
by retention hotel workers, other employees, and applicants for employment. Notice shall
include, but not be limited to, the name of the outgoing hotel employer and its contact
information, the name of the incoming hotel employer and its contact information, and the
effective date of the change in control. Notice shall remain posted during any closure of the
hotel and for six (6) months after the hotel is open to the public under the incoming hotel
employer.

PART V.

ENFORCING COMPLIANCE WITH THE LAW

Section 15. Enforcement



Exercise of Rights Protected; Retaliation Prohibited.

1.

It shall be a violation for a hotel employer or any other person to interfere with,
restrain, or deny the exercise of, or the attempt to exercise, any right protected
under this chapter.

No person may discharge, reduce any part of the compensation of, or otherwise
discriminate against an employee, in response to the enactment of this chapter, or
in response to the employee asserting rights under this chapter. Such adverse
actions are deemed to harm the public and the employees irreparably, and hence
preliminary equitable relief and reinstatement shall be available to the affected
employees in addition to all other relief.

It shall be a violation for a hotel employer to take any adverse action against any
employee because the employee has exercised in good faith the rights protected
under this chapter. Such rights include but are not limited to the right to assert
any rights guaranteed pursuant to this chapter; the right to make inquiries about
the rights protected under this chapter; the right to inform others about an
employer's alleged violation of this chapter; the right to cooperate with the City in
any investigations of alleged violations of this chapter; the right to oppose any
policy, practice, or act that is unlawful under this chapter; the right to file an oral
or written complaint with the City or to bring a civil action for an alleged
violation of this chapter; the right to testify in a proceeding under or related to this
chapter; the right to refuse to participate in any activity that would result in a
violation of city, state, or federal law; and the right to oppose any policy, practice,
or act that is unlawful under this chapter.

It shall be a violation for a hotel employer to (a) communicate to an employee
exercising his or her rights under this chapter, directly or indirectly, explicitly or
implicitly, its willingness or intent to inform a government employee that the
employee is not lawfully in the United States; or (b) report or threaten to report
suspected citizenship or immigration status of an employee or a family member of
the employee to a federal, state, or local agency because the employee has
exercised a right under this chapter.

There shall be a rebuttable presumption of retaliation if a hotel employer takes an
adverse action against an employee within ninety (90) days of the employee’s
exercise of rights protected in this chapter. The hotel employer may rebut the
presumption with clear and convincing evidence that the action was taken for a
permissible purpose and that the employee’s exercise of rights protected in this
chapter was not a motivating factor in the adverse action.

When the presumption in paragraph A.5 does not apply, proof of retaliation under
this chapter shall be sufficient upon a showing that a hotel employer has taken an
adverse action against an employee and the employee’s exercise of rights
protected in this chapter was a motivating factor in the adverse action, unless the



B.

C.

D.

7.

hotel employer can prove that the action would have been taken in the absence of
such protected activity.

The protections under paragraphs A.2 and A.3 apply to any employee who
mistakenly but in good faith alleges violations of this chapter.

Notice, Posting, and Records.

1.

Each hotel employer shall give written notification to each current employee and
to each new employee at time of hire of his or her rights under this ordinance. The
notification shall be in each language spoken by ten (10) or more employees.

Each hotel employer shall maintain for three (3) years, for each employee and
former employee, by name, a record showing the following information: (a) for
each workweek of employment, the employee’s regular hourly rate of pay; (b) for
each month of full-time employment at a large hotel, the amount of additional
wages or salary paid as additional compensation reflective of the cost of medical
coverage for low income hotel employees, as required by this chapter; and (c) for
each day of employment as a housekeeping employee at a large hotel, the total
square feet of guest room floor space cleaned, the number of strenuous room
cleanings performed, the number of hours worked, and the employee’s gross pay
for that day. The hotel employer must, upon request, make all such employee and
former employee records available in full to any requesting employee and to the
City Office of Labor Standards for inspection and copying.

Private Enforcement Action.

1.

Any person claiming injury from a violation of this chapter shall be entitled to
bring an action in King County Superior Court or in any other court of competent
jurisdiction to enforce the provisions of this chapter, and shall be entitled to all
remedies available at law or in equity appropriate to remedy any violation of this
chapter, including but not limited to lost compensation and other damages,
reinstatement, declaratory or injunctive relief, prejudgment interest, exemplary
damages equal to the amount of wages wrongfully withheld or not paid on the
established regular pay day when those wages were due, and to collect civil
penalties as described in paragraph E of this section.

A person who prevails in any action to enforce this chapter shall be awarded his
or her costs, reasonable attorneys’ fees, and expenses.

An order issued by the court may include a requirement for a compliance report to
be submitted to the court and to the City by the hotel employer.

Powers and Duties of the Office of Civil Rights.

1.

The Office of Civil Rights may investigate charges alleging violations of this
chapter and shall have such powers and duties in the performance of these



functions as are necessary and proper in the performance of the same and
provided for by law.

2. The Division Director of the Office of Labor Standards within the Office for
Civil Rights, or the Division Director's designee, is authorized and directed to
promulgate rules consistent with this chapter, including rules that protect the
identity and privacy rights of employees who have made complaints under this
chapter.

E. Penalties.

1. Each workday during which the hotel employer is in violation of this chapter shall
be deemed a separate violation for which the hotel employer shall be liable for a
penalty, exclusive of any damages which may be recovered by or awarded to any
employee, of at least one hundred dollars ($100.00) per day per employee, and not
more than one thousand dollars ($1,000.00) per day per employee, in an amount
to be determined by the court.

2. Civil penalties shall be distributed as follows: 50 percent to the Office of Labor
Standards, 25 percent to the aggrieved employees, distributed according to each
employee’s share of injury by the violations, and 25 percent to the person
bringing the case. Penalties paid to the Office of Labor Standards shall be used
for the enforcement of labor laws and the education of employers and employees
about their rights and responsibilities under the laws governing labor standards, to
be continuously appropriated to supplement and not supplant existing funding for
those purposes.

PART VI
DEFINITIONS
Section 16.  Definitions
For the purposes of this Chapter:
A, "Change in control" means any sale, assignment, transfer, contribution, or other

disposition of all or substantially all of the assets used in the operation of a hotel or a discrete
portion of the hotel that continues in operation as a hotel, or a controlling interest (including by
consolidation, merger, or reorganization) of the outgoing hotel employer or any person who
controls the outgoing hotel employer.

B. “Checkout room” means a guest room assigned to be cleaned by an employee due to the
departure of the guest assigned to that room.

C. “Compensation” means wages, salary, sick pay, vacation pay, holiday pay, bonuses,
commissions, allowances, and in-kind compensation for work performed.



D. “Employee” and “hotel employee” means any non-managerial, non-supervisory
individual employed by a hotel employer who:

1. In any particular workweek performs at least two (2) hours of work within the
geographic boundaries of the City of Seattle for a hotel employer; and

2. Qualifies as an employee entitled to payment of a minimum wage from any
employer under the City of Seattle and/or State of Washington minimum wage
laws.

This includes any individual (1) whose place of employment is at one or more hotels and (2) who
is employed directly by the hotel employer or by a person who has contracted with the hotel
employer to provide services at the hotel. Supervisory and confidential employees as defined
under the National Labor Relations Act are not considered employees under this chapter.

E. "Employment commencement date” means the date on which a hotel employee retained
by the incoming hotel employer pursuant to this chapter commences work for the incoming hotel
employer in exchange for benefits and compensation under the terms and conditions established
by the incoming hotel employer or as required by law.

F. “Federal poverty line” means the poverty line for the size of the employee’s household
for the Seattle area as published in the Annual Update by the Department of Health and Human
Services (HHS) of the Poverty Guidelines for the 48 Contiguous States and the District of
Columbia in the Federal Register.

G. “Full time” means at least eighty (80) hours in a calendar month.

H. "Hotel" means a hotel or motel as defined in section 23.84A.024 of the Seattle Municipal
Code containing sixty (60) or more guest rooms or suites of rooms. "Hotel" also includes any
contracted, leased, or sublet premises connected to or operated in conjunction with the building's
purpose, or providing services at the building.

L “Hotel employer” means any petson, including a corporate officer or executive, who
directly or indirectly or through an agent or any other person, including through the services of a
temporary service or staffing agency or similar entity, employs or exercises control over the
wages, hours, or working conditions of any employee and who owns, controls, and/or operates a
hotel in Seattle; or a person who employs or exercises control over the wages, hours, or working
conditions of any person employed in conjunction with a hotel employer in furtherance of the
hotel’s provision of lodging and other related services for the public;

I. “Incoming hotel employer" means the person that owns, controls, and/or operates a hotel
subject to a change in control after the change in control.

K. “Large hotel” means a hotel containing one hundred (100) or more guest rooms or suites
of rooms suitable for providing lodging to members of the public for a fee, regardless of how
many of those rooms or suites are occupied or in commercial use at any given time.



L. “Low-wage employee” means an employee whose total compensation from the employer
is 400% or less of the federal poverty line for the size of the employee’s household.

M. “Outgoing hotel employer" means the person that owns, controls, and/or operates a hotel
subject to a change in control prior to the change in control.

N. “Panic button” means an emergency contact device carried by an employee by which the
employee may summon immediate on-scene assistance from another employee, security guard,
or representative of the hotel employer.

0. "Person" means an individual, corporation, partnership, limited partnership, limited
liability partnership, limited liability company, business trust, estate, trust, association, joint
venture, agency, instrumentality, or any other legal or commercial entity, whether domestic or
foreign.

P. “Policy” means an insurance policy available on the Washington Health Benefits
Exchange that would provide coverage to the employee and, if the employee has any spouse and
dependent children, to the employee’s spouse and dependent children in addition to the
employee.

Q. “Stayover room” means a guest room assigned to be cleaned by an employee where the
guest’s stay has not yet ended.

R. “Strenuous room cleaning ” means the cleaning of (1) a checkout room or (2) a stayover
room that includes a cot, rollout bed, pet bed or crib.

S. "Transfer document" means the purchase agreement or other document(s) creating a
binding agreement to effect the change in control.

T. "Retention hotel worker" means any employee (1) whose primary place of employment is
at a hotel subject to a change in control, (2) who is employed directly by the outgoing hotel
employer, or by a person who has contracted with the outgoing hotel employer to provide
services at the hotel subject to a change in control, and (3) who has worked for the outgoing
hotel employer for at least one (1) month prior to the execution of the transfer document.

U. “Wages or salary” means the gross amount of taxable cash earnings paid to an employee
by an employer or the employet’s contractors or subcontractors.

PART VII
MISCELLANEOUS
Section 17.  Waiver
A. The provisions of this chapter may not be waived by agreement between an individual

employee and a hotel employer.



B. Any waiver by a party to a collective bargaining relationship involving a hotel employer
of any provisions of sections 2 through 6 of this ordinance and the applicable enforcement
mechanisms under section 15 shall be deemed contrary to public policy and shall be void and
unenforceable.

C. Except as provided in paragraph B of this section, all of the provisions of this chapter, or
any part hereof, may be waived in a bona fide written collective bargaining agreement waiving
provisions of this chapter, if such a waiver is set forth in clear and unambiguous terms.
Unilateral implementation of terms and conditions of employment by either party to a collective
bargaining relationship shall not constitute, or be permitted, as a waiver of all or any part of the
provisions of this chapter.

Section 18.  Severability and Exceptions

A. The provisions of this chapter are declared to be separate and severable. If any provision
of this chapter, or the application thereof to any person or circumstance, is held invalid, that
invalidity shall not affect any other provision or application of this chapter that can be given
effect without the invalid provision or application; and to this end, the provisions or applications
of this chapter are severable.

B. The requirements of this chapter shall not apply where and to the extent that State or
Federal law or regulations preclude their applicability.

Section 19.  Short Title

This measure shall be titled the Seattle Hotel Employees Health and Safety Initiative.
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INITIATIVE 124

INITIATIVE PETITION FOR SUBMISSION TO THE SEATTLE CITY COUNCIL. To the City Council of The City of Seattle:

We, the undersigned registered voters of The City of Seattle, State of Washington, propose and ask for the enactment as an
ordinance of the measure known as Initiative Measure No. 124 entitled:

Placeholder for Ballot Title

Should this measure be enacted into law?
Yes
No

A full, true and correct copy of which is included herein, and we petition the Council to enact said measure as an ordinance; and, if not enacted within forty five (45)
days from the time of receipt thereof by the City Council, then to be submitted to the qualified electors of The City of Seattle for approval or rejection at the next
regular election or at a special election in accordance with Article IV, Section 1 of the City Charter; and each of us for himself or herself says: | have personally signed
this petition; | am a registered voter of The City of Seattle, State of Washington, and my residence address is correctly stated.

WARNING: “Ordinance 94289 provides as follows: “Section 1. It is unlawful for any person: 1. To sign or decline to sign any petition for a City initiative, referendum, or
Charter amendment, in exchange for any consideration or gratuity or promise thereof; or 2. To give or offer any consideration or gratuity to anyone to induce him or
her to sign or not to sign a petition for a City initiative, referendum, or Charter amendment; or 3. To interfere with or attempt to interfere with the right of any voter to
sign or not to sign a petition for a City initiative, referendum, or Charter amendment by threat, intimidation or any other corrupt means or practice; or 4. To sign a
petition for a City initiative, referendum, or Charter amendment with any other than his or her true name, or to knowingly sign more than one (1) petition for the same
initiative, referendum or Charter amendment measure, or to sign any such petition knowing that he or she is not a registered voter of The City of Seattle.” The
provisions of this ordinance shall be printed as a warning on every petition for a City initiative, referendum, or Charter amendment. “Section 2. Any person violating
any of the provisions of this ordinance shall upon conviction thereof be punishable by a fine of not more than Five Hundred Dollars ($500) or by imprisonment in the

City Jail for a period not to exceed six (6) months, or by both such fine and imprisonment.

( * Only Registered Seattle Voters Can Sign This Petition * )

Petitioner’s Petitioner’s Residence Address Date
Signature Printed Name Street and Number Signed
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AN ACT establishing minimum health and safety standards for hotel employees in the City of Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE

Section 1. A new Chapter 14.25 is added to the Seattle Municipal Code as
follows:

14.25 HOTEL EMPLOYEES HEALTH AND SAFETY

14.25.010 Findings

The people hereby adopt basic safeguards to protect hotel employees
from assault and injury on the job, to improve access to affordable
healthcare, and to provide a minimum standard of job security for hotel
employees. This measure also includes strong enforcement mechanisms to
ensure that hotel owners and operators comply with the law. Providing
these protections to hotel employees will make Seattle's economy fairer
and more resilient.

Hotel employees are vital contributors to our community. The hospitality
industry is a profitable and important component of our economy that
receives substantial taxpayer support, including through the $1.5 billion
expansion of the Washington State Convention Center.

However, the hospitality industry has not adequately provided for the
safety and security of hotel employees. Due to the unique nature of hotel
work, hotel employees are subjected to a higher risk of harassment and
violence on the job. Unregulated workloads result in injury rates for hotel
housekeepers that are higher than those of coalminers. At the same time,
hospitality employees have the lowest rate of access to employer-offered
health insurance of any industry in the State of Washington and face
unaffordable monthly premiums for family healthcare. Frequent property
sales, changes in ownership, mergers and acquisitions in the hospitality
industry mean that hotel employees face employment disruptions that are
wholly beyond their control. As a vast majority of Seattle hotel employees
are women, immigrants, and people of color, these hazards and
instabilities within the hospitality industry exacerbate existing structural
inequities experienced by these groups. It is appropriate and necessary to
protect employees in the hotel industry — those who clean the rooms,
change the sheets, and dice the vegetables — from assault and injury,
unmanageable medical costs, and unnecessary job loss.
PART 1
PROTECTING HOTEL EMPLOYEES FROM VIOLENT ASSAULT AND SEXUAL
HARASSMENT
14.25.020 Intent
It is the intent of Part 1 of this measure to protect hotel employees from
violent assault, including sexual assault, and sexual harassment and to
enable employees to speak out when they experience harassment or
assault on the job. Hotel employees are often asked to work alone in hotel
rooms, which sometimes may be occupied, placing them at risk of violent
assault, including sexual assault, and sexual harassment.
14.25.030 Providing panic buttons to hotel employees providing in-room
services
A hotel employer shall provide a panic button to each hotel employee
assigned to work in a guest room without other employees present, at no
cost to the employee. An employee may use the panic button if the
employee reasonably believes there is an ongoing crime, harassment, or
other emergency in the employee’s presence. The hotel employee may
cease work and leave the immediate area of perceived danger to await the
arrival of assistance, and no adverse employment action may be taken
against the employee for such action.
14.25.040 Protecting hotel employees from violent or harassing hotel
guests

A. A hotel employer must record the accusations it receives that a
guest has committed an act of violence, including assault, sexual assault, or
sexual harassment towards an employee. The hotel employer must
determine and record the name of the guest; if the name of the guest
cannot be determined, the hotel employer must determine and record as
much identifying information about the guest as is reasonably possible.
The hotel employer shall compile and maintain a list of all guests so
accused. The employer shall retain a guest on the list for at least five years
from the date of the most recent accusation against the guest, during
which time the employer shall retain all written documents relating to such
accusations.

B. If an accusation against a guest under subsection 14.25.040.A
involves assault, sexual assault, or sexual harassment, and is supported by
a statement made under penalty of perjury or other evidence, the
employer shall decline to allow the guest to return to the hotel for at least
three years after the date of the incident. No employee may be required
to provide such statement. ‘

C. The hotel employer must notify any hotel employee assigned to
work in guest rooms without other employees present, prior to starting
their scheduled work, of any guest on the list established by subsection
14.25.040.A who is staying at the hotel, identify the room assigned to the
guest, and warn the employees to exercise caution when entering that
room during the time the guest is staying in the hotel.

14.25.050 Deterring assaults by notifying guests of employee protections
Each hotel shall place a sign on the back of each guest room door, written
in a font size of no less than 18 points, that includes the heading “The Law
Protects Hotel Housekeepers and Other Employees From Violent Assault
and Sexual Harassment,” a citation to this Chapter 14.25, and notice of the
fact that the hotel is providing panic buttons to its housekeepers, room

servers, and other employees assigned to work in guest rooms without
other employees present, in compliance with this Chapter 14.25.

14.25.060 Protecting employees who report assault or sexual harassment
An employee who brings to the attention of a hotel employer the
occurrence of an act of violence, including assault and sexual assault, or
sexual harassment by a guest shall be afforded the following rights:

A. Upon request, the employee shall be reassigned to a different
floor, or, if none is available for the employee’s job classification, a
different work area away from the guest for the entire duration of the
guest’s stay at the hotel;

B. The hotel employer shall immediately allow the employee
sufficient paid time to contact the police and provide a police statement
and to consult with a counselor or advisor of the employee’s choosing; and

C. The hotel employer, with the consent of the employee, shall
report an incident involving alleged criminal conduct by a guest to the law
enforcement agency with jurisdiction and shall cooperate with any
investigation into the incident undertaken by the agency and any attorney
for the complaining employee.

PART 2

PROTECTING HOTEL EMPLOYEES FROM INJURY

14.25.070 Intent
It is the intent of this Part 2 to protect hotel employees from on-the-job
injury. Hotel employees suffer an unacceptably high rate of on-the-job
injuries from heavy lifting, repetitive tasks, and chemical exposure, and are
40 percent more likely to be injured on the job than all other service sector
workers. The provisions of this Part 2 will help to protect hotel employees
from such injuries.
14.25.080 Hotel employers must adopt reasonable practices to protect
the safety of hotel employees
Hotel employers must provide and use safety devices, and safeguards and
use work practices, methods, processes, and means that are reasonably
adequate to make their workplaces safe.
14.25.090 Hotel employers must protect their employees from chemical
hazards
Hotel employers must:

A. Control chemical agents in a manner that they will not present
a hazard to employees;

B. Protect employees from the hazard of contact with, or
exposure to, chemical agents; and

C. Provide employees with effective information on hazardous
chemicals in their work area at the time of their initial job assignment.
Information must be provided whenever a new physical or health hazard
related to chemical exposure is introduced into work areas.

14.25.100 Hotel employers must protect hotel housekeepers from
injuries

A. Significant injuries to hotel housekeepers result from the
repetitive and strenuous tasks that must be performed in each guest room,
including lifting requirements that can substantially exceed federal
occupational safety standards. Hotel housekeepers face the highest injury
rate of all hotel occupations. Risk of injury is increased when hotel
housekeepers must clean more than 5,000 square feet of guest rooms in
an eight-hour workday, and further increases when housekeepers are
required to perform more than ten strenuous guest room cleanings during
the day or to clean guest rooms at an unsafe speed. Workplace
interventions have been found to significantly reduce injury rates for hotel
housekeepers.

B. An employee providing housekeeping services at a large hotel
shall not be required to clean guest rooms totaling more than 5,000 square
feet of floor space in an eight-hour workday. When an employee performs
ten or more strenuous room cleanings in an eight-hour workday, the
maximum floor space shall be reduced by 500 square feet for the tenth
strenuous room cleaning and for each such strenuous room cleaning
thereafter.

C. For an employee cleaning guest rooms for fewer than eight
hours per day, the foregoing maximums and reductions shall be prorated
according to the actual number of hours worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square
footage allowed by this Section 14.25.100 in a day, the hotel employer
shall pay such hotel employee at least time-and-a-half the employee’s
regular rate of pay for all time worked cleaning guest rooms during that
day.

PART 3
IMPROVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL
EMPLOYEES
14.25.110 Intent
Itis the intent of Part 3 to improve access to affordable family medical care
for hotel employees. In Washington’s economy, hospitality industry
employers are the least likely to offer health insurance to employees and
their contributions are second to lowest. The average monthly cost to a
hotel employee for family medical coverage through an employer-offered
plan exceeds $500 per month, forcing nearly half of eligible employees to
decline such plans. Access to affordable medical care is critical for hotel
employees to care for themselves and their families. Additional
compensation reflecting hotel employees’ anticipated family medical costs



is necessary to improve access to medical care for low income hotel
employees.

14.25.120 Large hotel employers must provide additional compensation
reflective of the cost of medical coverage to low-income hotel employees

A. Alarge hotel employer shall pay, by no later than the 15th day
of each calendar month, each of its low-wage employees who work full
time at a large hotel additional wages or salary in an amount equal to the
greater of $200, adjusted annually for inflation, or the difference between
(1) the monthly premium for the lowest-cost, gold-level policy available on
the Washington Health Benefit Exchange and (2) 7.5 percent of the
amount by which the employee’s compensation for the previous calendar
month, not including the additional wage or salary required by this Section
14.25.120, exceeds 100 percent of the federal poverty line. The additional
wages or salary required under this Section 14.25.120 are in addition to
and will not be considered as wages paid for purposes of determining
compliance with the hourly minimum wage and hourly minimum
compensation requirements set forth in Sections 14.19.030 through
14.19.050.

B. A large hotel employer shall not be required to pay the
additional wages or salary required by this Section 14.25.120 with respect
to an employee for whom the hotel employer provides health and
hospitalization coverage at least equal to a gold-level policy on the
Washington Health Benefit Exchange at a premium or contribution cost to
the employee of no more than five percent of the employee’s gross
taxable earnings paid to the employee by the hotel employer or its
contractors or subcontractors.

C. If a household includes multiple employees covered by this
Section 14.25.120, the total of all additional wage or salary payments
made pursuant to this Section 14.25.120 to such employees by one or
more hotel employers shall not exceed the total cost for coverage of the
household under the least-expensive gold policy offered on the
Washington Health Benefit Exchange. If one or more employees in the
household are employed by more than one hotel employer, the hotel
employers may coordinate their payments so that their combined
payments do not exceed the foregoing maximum. In the absence of an
agreement among hotel employers to so coordinate their payments, the
amount of additional wages payable by each hotel employer shall be the
amount due to each employee under subsection 14.25.120.A.

D. The inflation adjustment required under subsection
14.25.120.A shall be calculated using the year-over-year increase in cost of
the lowest cost gold level policy available on the Washington Health
Benefit Exchange.

PART 4

PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY
14.25.130 Intent
This Part 4 is intended to reduce disruptions to the Seattle economy that
could result from the increasing number of property sales and changes in
ownership in the hotel industry and also to protect low-income workers.
Even long-term and exemplary employees may find themselves terminated
solely because a multinational corporation has decided to sell the hotel at
which they work.
14.25.140 Worker retention

A. When a hotel undergoes a change in control, the outgoing
hotel employer shall, within 15 days after the execution of a transfer
document, provide to the incoming hotel employer the name, address,
date of hire, and employment occupation classification of each retention
hotel worker.

B. The incoming hotel employer shall maintain a preferential
hiring list of retention hotel workers identified by the outgoing hotel
employer, as set forth in subsection 14.25.140.A, and shall be required to
hire from that list for a period beginning upon the execution of the transfer
document and continuing for six months after the hotel is open to the
public under the incoming hotel employer.

C. If the incoming hotel employer extends an offer of
employment to a retention hotel worker, the offer shail be in writing and
remain open for at least ten business days. The incoming hotel employer
shall retain written verification of that offer for no fewer than three years
from the date the offer was made. The verification shall include the name,
address, date of hire, and employment occupation classification of each
retention hotel worker.

D. An incoming hotel employer shall retain each retention hotel
worker hired pursuant to this Section 14.25.140 for no fewer than 90 days
following the retention hotel worker's employment commencement
date. During this 90-day transition employment period, retention hotel
workers shall be employed under the terms and conditions established by
the incoming hotel employer, or as required by law.

E. If, within the 90-day transition employment period established
in subsection 14.25.140.D, the incoming hotel employer determines that it
requires fewer hotel employees than were required by the outgoing hotel
employer, the incoming hotel employer shall retain retention hotel
workers by seniority within each job classification to the extent that
comparable job classifications exist.

F. During the 90-day transition employment period, the incoming
hotel employer shall not discharge without just cause a retention hotel
worker retained pursuant to this Section 14.25.140.

G. At the end of the 90-day transition employment period, the
incoming hotel employer shall provide a written performance evaluation
for each hotel worker retained pursuant to this Section 14.25.140. If the
retention hotel worker's performance during the 90-day transition

employment period is satisfactory, the incoming hotel employer shall
consider offering the retention hotel worker continued employment under
the terms and conditions established by the incoming hotel employer, or
as required by law. The incoming hotel employer shall retain a record of
the written performance evaluation for a period of no fewer than three
years.

H. The outgoing hotel employer shall post written notice of the
change in control at the location of the affected hotel within five business
days following the execution of the transfer document. Notice shall be
posted in a conspicuous place at the hotel so as to be readily viewed by
retention hotel workers, other employees, and applicants for employment.
Notice shall include, but not be limited to, the name of the outgoing hotel
employer and its contact information, the name of the incoming hotel
employer and its contact information, and the effective date of the change
in control. Notice shall remain posted during any closure of the hotel and
for six months after the hotel is open to the public under the incoming
hotel employer.

PART 5
ENFORCING COMPLIANCE WITH THE LAW
14.25.150 Enforcement

A Exercise of rights protected; retaliation prohibited

1. It shall be a violation for a hotel employer or any other
person to interfere with, restrain, or deny the exercise of, or the attempt
to exercise, any right protected under this Chapter 14.25.

2. No person may discharge, reduce any part of the
compensation of, or otherwise discriminate against an employee, in
response to the enactment of this Chapter 14.25, or in response to the
employee asserting rights under this Chapter 14.25. Such adverse actions
are deemed to harm the public and the employees irreparably, and hence
preliminary equitable relief and reinstatement shall be available to the
affected employees in addition to all other relief.

3. It shall be a violation for a hotel employer to take any
adverse action against any employee because the employee has exercised
in good faith the rights protected under this Chapter 14.25. Such rights
include but are not limited to the right to assert any rights guaranteed
pursuant to this Chapter 14.25; the right to make inquiries about the rights
protected under this Chapter 14.25; the right to inform others about an
employer's alleged violation of this Chapter 14.25; the right to cooperate
with the City in any investigations of alleged violations of this Chapter
14.25; the right to oppose any policy, practice, or act that is unlawful under
this Chapter 14.25; the right to file an oral or written complaint with the
City or to bring a civil action for an alleged violation of this Chapter 14.25;
the right to testify in a proceeding under or related to this Chapter 14.25;
the right to refuse to participate in any activity that would result in a
violation of city, state, or federal law; and the right to oppose any policy,
practice, or act that is unlawful under this Chapter 14.25.

4. 1t shall be a violation for a hotel employer to (a)
communicate to an employee exercising rights under this Chapter 14.25,
directly or indirectly, explicitly or implicitly, its willingness or intent to
inform a government employee that the employee is not lawfully in the
United States; or (b) report or threaten to report suspected citizenship or
immigration status of an employee or a family member of the employee to
a federal, state, or local agency because the employee has exercised a right
under this Chapter 14.25.

5. There shall be a rebuttable presumption of retaliation
if a hotel employer takes an adverse action against an employee within 90
days of the employee’s exercise of rights protected in this Chapter 14.25.
The hotel employer may rebut the presumption with clear and convincing
evidence that the action was taken for a permissible purpose and that the
employee’s exercise of rights protected in this Chapter 14.25 was not a
motivating factor in the adverse action.

6. When the presumption in subsection 14.25.150.A.5
does not apply, proof of retaliation under this Chapter 14.25 shall be
sufficient upon a showing that a hotel employer has taken an adverse
action against an employee and the employee’s exercise of rights
protected in this Chapter 14.25 was a motivating factor in the adverse
action, unless the hotel employer can prove that the action would have
been taken in the absence of such protected activity.

7. The protections under subsections 14.25.150.A.2 and
14.25.150.A.3 apply to any employee who mistakenly but in good faith
alleges violations of this Chapter 14.25.

B. Notice, posting, and records

1. Each hotel employer shall give written notification to
each current employee and to each new employee at time of hire of the
employee’s rights under this Chapter 14.25. The notification shall be in
each language spoken by ten or more employees.

2. Each hotel employer shall maintain for three years, for
each employee and former employee, by name, a record showing the
following information: (a) for each workweek of employment, the
employee’s regular hourly rate of pay; (b) for each month of full-time
employment at a large hotel, the amount of additional wages or salary
paid as additional compensation reflective of the cost of medical coverage
for low income hotel employees, as required by section 14.25.120; and (c)
for each day of employment as a housekeeping employee at a large hotel,
the total square feet of guest room floor space cleaned, the number of
strenuous room cleanings performed, the number of hours worked, and
the employee’s gross pay for that day. The hotel employer must, upon
request, make all such employee and former employee records available in



full to any requesting employee and to the Office of Labor Standards for
inspection and copying.
C. Private enforcement action

1. Any person claiming injury from a violation of this
Chapter 14.25 shall be entitled to bring an action in King County Superior
Court or in any other court of competent jurisdiction to enforce the
provisions of this Chapter 14.25, and shall be entitled to all remedies
available at law or in equity appropriate to remedy any violation of this
Chapter 14.25, including but not limited to lost compensation and other
damages, reinstatement, declaratory or injunctive relief, prejudgment
interest, exemplary damages equal to the amount of wages wrongfully
withheld or not paid on the established regular pay day when those wages
were due, and to collect civil penaities as described in subsection
14.25.150.E.

2. A person who prevails in any action to enforce this
Chapter 14.25 shall be awarded costs, reasonable attorneys’ fees, and
expenses.

3. An order issued by the court may include a
requirement for a compliance report to be submitted to the court and to
the City by the hotel employer.

D. Powers and duties of the Office of Civil Rights

1. The Office of Civil Rights may investigate charges
alleging violations of this Chapter 14.25 and shall have such powers and
duties in the performance of these functions as are necessary and
proper in the performance of the same and provided for by law.

2. The Division Director of the Office of Labor
Standards within the Office for Civil Rights, or the Division Director's
designee, is authorized and directed to promulgate rules consistent
with this Chapter 14.25, including rules that protect the identity and
privacy rights of employees who have made complaints under this
Chapter 14.25.

E. Penalties

1. Each workday during which the hotel employer is in
violation of this Chapter 14.25 shall be deemed a separate violation for
which the hotel employer shall be liable for a penalty, exclusive of any
damages which may be recovered by or awarded to any employee, of at
least $100 per day per employee, and not more than $1,000 per day per
employee, in an amount to be determined by the court.

2. Civil penalties shall be distributed as follows: 50
percent to the Office of Labor Standards; 25 percent to the aggrieved
employees, distributed according to each employee’s share of injury by the
violations; and 25 percent to the person bringing the case. Penalties paid
to the Office of Labor Standards shall be used for the enforcement of labor
laws and the education of employers and employees about their rights and
responsibilities under the laws governing labor standards, to be
continuously appropriated to supplement and not supplant existing
funding for those purposes.

PART 6
DEFINITIONS
14.25.160 Definitions
For the purposes of this Chapter 14.25:

“Change in control” means any sale, assignment, transfer,
contribution, or other disposition of all or substantially all of the assets
used in the operation of a hotel or a discrete portion of the hotel that
continues in operation as a hotel, or a controlling interest (including by
consolidation, merger, or reorganization) of the outgoing hotel employer
or any person who controls the outgoing hotel employer.

“Checkout room” means a guest room assigned to be cleaned by
an employee due to the departure of the guest assigned to that room.

“Compensation” means wages, salary, sick pay, vacation pay,
holiday pay, bonuses, commissions, allowances, and in-kind compensation
for work performed.

“Employee” and “hotel employee” means any non-managerial,
non-supervisory individual employed by a hotel employer who:

1. In any particular workweek performs at least two
hours of work within the geographic boundaries of the City of Seattle for a
hotel employer; and

2. Qualifies as an employee entitled to payment of a
minimum wage from any employer under the City of Seattle and/or State
of Washington minimum wage laws.

“Employee” and “hotel employee” include any individual (1)
whose place of employment is at one or more hotels and (2) who is
employed directly by the hotel employer or by a person who has
contracted with the hotel employer to provide services at the hotel.
Supervisory and confidential employees as defined under the National
Labor Relations Act are not considered employees under this Chapter
14.25.

“Employment commencement date” means the date on which a
hotel employee retained by the incoming hotel employer pursuant to this
Chapter 14.25 commences work for the incoming hotel employer in
exchange for benefits and compensation under the terms and conditions
established by the incoming hotel employer or as required by law.

“Federal poverty line” means the poverty line for the size of the
employee’s household for the Seattle area as published in the Annual
Update by the Department of Health and Human Services of the Poverty
Guidelines for the 48 Contiguous States and the District of Columbia in the
Federal Register.

“Full time” means at least 80 hours in a calendar month.

“Hotel” means a hotel or motel, as defined in Section 23.84A.024,
containing 60 or more guest rooms or suites of rooms. "Hotel" also
includes any contracted, leased, or sublet premises connected tc or
operated in conjunction with the building's purpose, or providing services
at the building.

“Hotel employer” means any person, including a corporate officer
or executive, who directly or indirectly or through an agent or any other
person, including through the services of a temporary service or staffing
agency or similar entity, employs or exercises control over the wages,
hours, or working conditions of any employee and who owns, controls,
and/or operates a hotel in Seattle; or a person who employs or exercises
control over the wages, hours, or working conditions of any person
employed in conjunction with a hotel employer in furtherance of the
hotel’s provision of lodging and other related services for the public.

“Incoming hotel employer" means the person that owns, controls,
and/or operates a hotel subject to a change in control after the change in
control.

“Large hotel” means a hotel containing 100 or more guest rooms
or suites of rooms suitable for providing lodging to members of the public
for a fee, regardless of how many of those rooms or suites are occupied or
in commercial use at any given time.

“Low-wage employee” means an employee whose total
compensation from the employer is 400 percent or less of the federal
poverty line for the size of the employee’s household.

“Outgoing hotel employer" means the person that owns, controls,
and/or operates a hotel subject to a change in control prior to the change
in control.

“Panic button” means an emergency contact device carried by an
employee by which the employee may summon immediate on-scene
assistance from another employee, security guard, or representative of the
hotel employer.

“Person” means an individual, corporation, partnership, limited
partnership, limited liability partnership, limited liability company, business
trust, estate, trust, association, joint venture, agency, instrumentality; or
any other legal or commercial entity, whether domestic or foreign.

“Policy” means an insurance policy available on the Washington
Health Benefit Exchange that would provide coverage to the employee
and, if the employee has any spouse and dependent children, to the
employee’s spouse and dependent children in addition to the employee.

“Stayover room” means a guest room assigned to be cleaned by
an employee where the guest’s stay has not yet ended.

“Strenuous room cleaning” means the cleaning of (1) a checkout
room or (2) a stayover room that includes a cot, rollout bed, pet bed or
crib.

“Transfer document” means the purchase agreement or other
document(s) creating a binding agreement to effect the change in control.

“Retention hotel worker” means any employee (1) whose primary
place of employment is at a hotel subject to a change in control, (2) who is
employed directly by the outgoing hotel employer, or by a person who has
contracted with the outgoing hotel employer to provide services at the
hotel subject to a change in control, and (3) who has worked for the
outgoing hotel employer for at least one month prior to the execution of
the transfer document.

“Wages or salary” means the gross amount of taxable cash
earnings paid to an employee by an employer or the employer’s
contractors or subcontractors.

PART 7
MISCELLANEOUS
14.25.170 Waiver

A. The provisions of this Chapter 14.25 may not be waived by
agreement between an individual employee and a hotel employer.

B. Any waiver by a party to a collective bargaining relationship
involving a hotel employer of any provisions of Sections 14.25.020 through
14.25.060 and the applicable enforcement mechanisms under Section
14.25.150 shall be deemed contrary to public policy and shall be void and
unenforceable.

C. Except as provided in Section 14.25.170.B, all of the provisions
of this Chapter 14.25, or any part hereof, may be waived in a bona fide
written collective bargaining agreement waiving provisions of this Chapter
14.25, if such a waiver is set forth in clear and unambiguous terms.
Unilateral implementation of terms and conditions of employment by
either party to a collective bargaining relationship shall not constitute, or
be permitted, as a waiver of all or any part of the provisions of this Chapter
14.25.

14.25.180 Severability and exceptions

A. The provisions of this Chapter 14.25 are declared to be
separate and severable. If any provision of this Chapter 14.25, or the
application thereof to any person or circumstance, is held invalid, that
invalidity shall not affect any other provision or application of this Chapter
14.25 that can be given effect without the invalid provision or application;
and to this end, the provisions or applications of this Chapter 14.25 are
severable.

B. The requirements of this Chapter 14.25 shall not apply where
and to the extent that state or federal law or regulations preclude their
applicability.

14.25.190 Short title
This Chapter 14.25 is titled the Seattle Hotel Employees Health and Safety
Initiative.



AN ACT establishing minimum health and safety standards for hotel employees in the City of
Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE:

Section 1. A new Chapter 14.25 is added to the Seattle Municipal Code as follows:

14.25 HOTEL EMPLOYEES HEALTH AND SAFETY

14.25.010 Findings

The people hereby adopt basic safeguards to protect hotel employees from assault and injury on
the job, to improve access to affordable healthcare, and to provide a minimum standard of job
security for hotel employees. This measure also includes strong enforcement mechanisms to
ensure that hotel owners and operators comply with the law. Providing these protections to hotel

employees will make Seattle's economy fairer and more resilient.

Hotel employees are vital contributors to our community. The hospitality industry is a profitable
and important component of our economy that receives substantial taxpayer support, including

through the $1.5 billion expansion of the Washington State Convention Center.

However, the hospitality industry has not adequately provided for the safety and security of hotel
employees. Due to the unique nature of hotel work, hotel employees are subjected to a higher
risk of harassment and violence on the job. Unregulated workloads result in injury rates for hotel
housekeepers that are higher than those of coalminers. At the same time, hospitality employees
have the lowest rate of access to employer-offered health insurance of any industry in the State
of Washington and face unaffordable monthly premiums for family healthcare. Frequent

property sales, changes in ownership, mergers and acquisitions in the hospitality industry mean




that hotel employees face employment disruptions that are wholly beyond their control. As a vast
majority of Seattle hotel employees are women, immigrants, and people of color, these hazards
and instabilities within the hospitality industry exacerbate existing structural inequities
experienced by these groups. It is appropriate and necessary to protect employees in the hotel
industry — those who clean the rooms, change the sheets, and dice the vegetables — from assault
and injury, unmanageable medical costs, and unnecessary job loss.
PART 1
PROTECTING HOTEL EMPLOYEES FROM VIOLENT ASSAULT AND SEXUAL
HARASSMENT
14.25.020 Intent
It is the intent of Part 1 of this measure to protect hotel employees from violent assault, including
sexual assault, and sexual harassment and to enable employees to speak out when they
experience harassment or assault on the job. Hotel employees are often asked to work alone in
hotel rooms, which sometimes may be occupied, placing them at risk of violent assault,
including sexual assault, and sexual harassment.
14.25.030 Providing panic buttons to hotel employees providing in-room services
A hotel employer shall provide a panic button to each hotel employee assigned to work in a guest
room without other employees present, at no cost to the employee. An employee may use the
panic button if the employee reasonably believes there is an ongoing crime, harassment, or other
emergency in the employee’s presence. The hotel employee may cease work and leave the
immediate area of perceived danger to await the arrival of assistance, and no adverse
employment action may be taken against the employee for such action.

14.25.040 Protecting hotel employees from violent or harassing hotel guests



A. A hotel employer must record the accusations it receives that a guest has committed an
act of violence, including assault, sexual assault, or sexual harassment towards an employee.
The hotel employer must determine and record the name of the guest; if the name of the guest
cannot be determined, the hotel employer must determine and record as much identifying
information about the guest as is reasonably possible. The hotel employer shall compile and
maintain a list of all guests so accused. The employer shall retain a guest on the list for at least
five years from the date of the most recent accusation against the guest, during which time the
employer shall retain all written documents relating to such accusations.

B. If an accusation against a guest under subsection 14.25.040.A involves assault, sexual
assault, or sexual harassment, and is supported by a statement made under penalty of perjury or
other evidence, the employer shall decline to allow the guest to return to the hotel for at least
three years after the date of the incident. No employee may be required to provide such
statement.

C. The hotel employer must notify any hotel employee assigned to work in guest rooms
without other employees present, prior to starting their scheduled work, of any guest on the list
established by subsection 14.25.040.A who is staying at the hotel, identify the room assigned to
the guest, and warn the employees to exercise caution when entering that room during the time
the guest is staying in the hotel.

14.25.050 Deterring assaults by notifying guests of employee protections

Each hotel shall place a sign on the back of each guest room door, written in a font size of no less
than 18 points, that includes the heading “The Law Protects Hotel Housekeepers and Other
Employees From Violent Assault and Sexual Harassment,” a citation to this Chapter 14.25, and

notice of the fact that the hotel is providing panic buttons to its housekeepers, room servers, and



other employees assigned to work in guest rooms without other employees present, in
compliance with this Chapter 14.25.

14.25.060 Protecting employees who report assault or sexual harassment

An employee who brings to the attention of a hotel employer the occurrence of an act of
violence, including assault and sexual assault, or sexual harassment by a guest shall be afforded
the following rights:

A. Upon request, the employee shall be reassigned to a different floor, or, if none is
available for the employee’s job classification, a different work area away from the guest for the
entire duration of the guest’s stay at the hotel;

B. The hotel employer shall immediately allow the employee sufficient paid time to
contact the police and provide a police statement and to consult with a counselor or advisor of
the employee’s choosing; and

C. The hotel employer; with the consent of the employee, shall report an incident
involving alleged criminal conduct by a guest to the law enforcement agency with jurisdiction
and shall cooperate with any investigation into the incident undertaken by the agency and any
attorney for the complaining employee.

PART 2
PROTECTING HOTEL EMPLOYEES FROM INJURY
14.25.070 Intent
It is the intent of this Part 2 to protect hotel employees from on-the-job injury. Hotel employees
suffer an unacceptably high rate of on-the-job injuries from heavy lifting, repetitive tasks, and

chemical exposure, and are 40 percent more likely to be injured on the job than all other service



sector workers. The provisions of this Part 2 will help to protect hotel employees from such
injuries.
14.25.080 Hotel employers must adopt reasonable practices to protect the safety of hotel
employees
Hotel employers must provide and use safety devices, and safeguards and use work practices,
methods, processes, and means that are reasonably adequate to make their workplaces safe.
14.25.090 Hotel employers must protect their employees from chemical hazards
Hotel employers must:

A. Control chemical agents in a manner that they will not present a hazard to employees;

B. Protect employees from the hazard of contact with, or exposure to, chemical agents;
and

C. Provide employees with effective information on hazardous chemicals in their work
area at the time of their initial job assignment. Information must be provided whenever a new
physical or health hazard related to chemical exposure is introduced into work areas.
14.25.100 Hotel employers must protect hotel housekeepers from injuries

A. Significant injuries to hotel housekeepers result from the repetitive and strenuous tasks
that must be performed in each guest room, including lifting requirements that can substantially
exceed federal occupational safety standards. Hotel housekeepers face the highest injury rate of
all hotel occupations. Risk of injury is increased when hotel housekeepers must clean more than
5,000 square feet of guest rooms in an eight-hour workday, and further increases when
housekeepers are required to perform more than ten strenuous guest room cleanings during the
day or to clean guest rooms at an unsafe speed. Workplace interventions have been found to

significantly reduce injury rates for hotel housekeepers.



B. An employee providing housekeeping services at a large hotel shall not be required to
clean guest rooms totaling more than 5,000 square feet of floor space in an eight-hour workday.
When an employee performs ten or more strenuous room cleanings in an eight-hour workday,
the maximum floor space shall Be reduced by 500 square feet for the tenth strenuous room
cleaning and for each such strenuous room cleaning thereafter.

C. For an employee cleaning guesf rooms for fewer than eight hours per day, the
foregoing maximums and reductions shall be prorated according to the actual number of hours
worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square footage allowed by this
Section 14.25.100 in a day, the hotel employer shall pay such hotel employee at least time-and-a-
half the employee’s regular rate of pay for all time worked cleaning guest rooms during that day.

PART 3
IMPROVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL
EMPLOYEES

14.25.110 Intent
It is the intent of Part 3 to improve access to affordable family medical care for hotel employees.
In Washington’s economy, hospitality industry employers are the least likely to offer health
insurance to employees and their contributions are second to lowest. The average monthly cost to
a hotel employee for family medical coverage through an employer-offered plan exceeds $500
per month, forcing nearly half of eligible employees to decline such plans. Access to affordable
medical care is critical for hotel employees to care for themselves and their families. Additional
compensation reflecting hotel employees’ anticipated family medical costs is necessary to

improve access to medical care for low income hotel employees.



14.25.120 Large hotel employers must provide additional compensation reflective of the
cost of medical coverage to low-income hotel employees

A. A large hotel employer shall pay, by no later than the 15th day of each calendar
month, each of its low-wage employees who work full time at a large hotel additional wages or
salary in an amount equal to the greater of $200, adjusted annually for inflation, or the
difference between (1) the monthly premium for the lowest-cost, gold-level policy available on
the Washington Health Benefit Exchange and (2) 7.5 percent of the amount by which the
employee’s compensation for the previous calendar month, not including the additional wage or
salary required by this Section 14.25.120, exceeds 100 percent of the federal poverty line. The
additional wages or salary required under this Section 14.25.120 are in addition to and will not
be considered as wages paid for purposes of determining compliance with the hourly minimum
wage and hourly minimum compensation requirements set forth in Sections 14.19.030 through
14.19.050.

B. A large hotel employer shall not be required to pay the additional wages or salary
required by this Section 14.25.120 with respect to an employee for whom the hotel employer
provides health and hospitalization coverage at least equal to a gold-level policy on the
Washington Health Benefit Exchange at a premium or contribution cost to the employee of no
more than five percent of the employee’s gross taxable earnings paid to the employee by the
hotel employer or its contractors or subcontractors.

C. If a household includes multiple employees covered by this Section 14.25.120, the
total of all additional wage or salary payments made pursuant to this Section 14.25.120 to such
employees by one or more hotel employers shall not exceed the total cost for coverage of the

household under the least-expensive gold policy offered on the Washington Health Benefit



Exchange. If one or more employees in the household are employed by more than one hotel
employer, the hotel employers may coordinate their payments so that their combined payments
do not exceed the foregoing maximum. In the absence of an agreement among hotel employers
to so coordinate their payments, the amount of additional wages payable by each hotel employer
shall be the amount due to each employee under subsection 14.25.120.A.

D. The inflation adjustment required under subsection 14.25.120.A shall be calculated
using the year-over-year increase in cost of the lowest cost gold level policy available on the
Washington Health Benefit Exchange.

PART 4

PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY
14.25.130 Intent
This Part 4 is intended to reduce disruptions to the Seattle economy that could result from the
increasing number of property sales and changes in ownership in the hotel industry and also to
protect low-income workers. Even long-term and exemplary employees may find themselves
terminated solely because a multinational corporation has decided to sell the hotel at which they
work.

14.25.140 Worker retention

A. When a hotel undergoes a change in control, the outgoing hotel employer shall, within
15 days after the execution of a transfer document, provide to the incoming hotel employer the
name, address, date of hire, and employment occupation classification of each retention hotel
worker.

B. The incoming hotel employer shall maintain a preferential hiring list of retention hotel

workers identified by the outgoing hotel employer, as set forth in subsection 14.25.140.A, and



shall be required to hire from that list for a period beginning upon the execution of the transfer
document and continuing for six months after the hotel is open to the public under the incoming
hotel employer.

C. If the incoming hotel employer extends an offer of employment to a retention hotel
worker, the offer shall be in writing and remain open for at least ten business days. The
incoming hotel employer shall retain written verification of that offer for no fewer than three
years from the date the offer was made. The verification shall include the name, address, date of
hire, and employment occupation classification of each retention hotel worker.

D. An incoming hotel employer shall retain each retention hotel worker hired pursuant to
this Section 14.25.140 for no fewer than 90 days following the retention hotel worker's
employment commencement date. During this 90-day transition employment period, retention
hotel workers shall be employed under the terms and conditions established by the incoming
hotel employer, or as required by law.

E. If, within the 90-day transition employment period established in subsection
14.25.140.D, the incoming hotel employer determines that it requires fewer hotel employees than
were required by the outgoing hotel employer, the incoming hotel employer shall retain retention
hotel workers by seniority within each job classification to the extent that comparable job
classifications exist.

F. During the 90-day transition employment period, the incoming hotel employer shall
not discharge without just cause a retention hotel worker retained pursuant to this Section
14.25.140.

G. At the end of the 90-day transition employment period, the incoming hotel employer

shall provide a written performance evaluation for each hotel worker retained pursuant to this



Section 14.25.140. If the retention hotel worker's performance during the 90-day transition
employment period is satisfactory, the incoming hotel employer shall consider offering the
retention hotel worker continued employment under the terms and conditions established by the
incoming hotel employer, or as required by law. The incoming hotel employer shall retain a
record of the written performance evaluation for a period of no fewer than three years.

H. The outgoing hotel employer shall post written notice of the change in control at the
location of the affected hotel within five business days following the execution of the transfer
document. Notice shall be posted in a conspicuous place at the hotel so as to be readily viewed
by retention hotel workers, other employees, and applicants for employment. Notice shall
include, but not be limited to, the name of the outgoing hotel employer and its contact
information, the name of the incoming hotel employer and its contact information, and the
effective date of the change in control. Notice shall remain posted during any closure of the
hotel and for six months after the hotel is open to the public under the incoming hotel employer.

PART S
ENFORCING COMPLIANCE WITH THE LAW
14.25.150 Enforcement
A. Exercise of rights protected; retaliation prohibited

1. It shall be a violation for a hotel employer or any other person to interfere with,
restrain, or deny the exercise of, or the attempt to exercise, any right protected under this Chapter
14.25.

2. No person may discharge, reduce any part of the compensation of, or otherwise
discriminate against an employee, in response to the enactment of this Chapter 14.25, or in

response to the employee asserting rights under this Chapter 14.25. Such adverse actions are



deemed to harm the public and the employees irreparably, and hence preliminary equitable relief
and reinstatement shall be available to the affected employees in addition to all other relief.

3. It shall be a violation for a hotel employer to take any adverse action against
any employee because the employee has exercised in good faith the rights protected under this
Chapter 14.25. Such rights include but are not limited to the right to assert any rights guaranteed
pursuant to this Chapter 14.25; the right to make inquiries about the rights protected under this
Chapter 14.25; the right to inform others about an employer's alleged violation of this Chapter
14.25; the right to cooperate with the City in any investigations of alleged violations of this
Chapter 14.25; the right to oppose any policy, practice, or act that is unlawful under this Chapter
14.25; the right to file an oral or written complaint with the City or to bring a civil action for an
alleged violation of this Chapter 14.25; the right to testify in a proceeding under or related to this
Chapter 14.25; the right to refuse to participate in any activity that would result in a violation of
city, state, or federal law; and the right to oppose any policy, practice, or act that is unlawful
under this Chapter 14.25.

4. 1t shall be a violation for a hotel employer to (a) communicate to an employee
exercising rights under this Chapter 14.25, directly or indirectly, explicitly or implicitly, its
willingness or intent to inform a government employee that the employee is not lawfully in the
United States; or (b) report or threaten to report suspected citizenship or immigration status of an
employee or a family member of the employee to a federal, state, or local agency because the
employee has exercised a right under this Chapter 14.25.

5. There shall be a rebuttable presumption of retaliation if a hotel employer takes
an adverse action against an employee within 90 days of the employee’s exercise of rights

protected in this Chapter 14.25. The hotel employer may rebut the presumption with clear and



convincing evidence that the action was taken for a permissible purpose and that the employee’s
exercise of rights protected in this Chapter 14.25 was not a motivating factor in the adverse
action,

6. When the presumption in subsection 14.25.150.A.5 does not apply, proof of
retaliation under this Chapter 14.25 shall be sufficient upon a showing that a hotel employer has
taken an adverse action against an employee and the employee’s exercise of rights protected in
this Chapter 14.25 was a motivating factor in the adverse action, unless the hotel employer can
prove that the action would have been taken in the absence of such protected activity.

7. The protections under subsections 14.25.150.A.2 and 14.25.150.A.3 apply to
any employee who mistakenly but in good faith alleges violations of this Chapter 14.25.

B. Notice, posting, and records

1. Each hotel employer shall give written notification to each current employee
and to each new employee at time of hire of the employee’s rights under this Chapter 14.25. The
notification shall be in each language spoken by ten or more employees.

2. Each hotel employer shall maintain for three years, for each employee and
former employee, by name, a record showing the following information: (a) for each workweek
of employment, the employee’s regular hourly rate of pay; (b) for each month of full-time
employment at a large hotel, the amount of additional wages or salary paid as additional
compensation reflective of the cost of medical coverage for low income hotel employees, as
required by section 14.25.120; and (c) for each day of employment as a housekeeping employee
at a large hotel, the total square feet of guest room floor space cleaned, the number of strenuous‘
room cleanings performed, the number of hours worked, and the employee’s gross pay for that

day. The hotel employer must, upon request, make all such employee and former employee



records available in full to any requesting employee and to the Office of Labor Standards for
inspection and copying.
C. Private enforcement action

1. Any person claiming injury from a violation of this Chapter 14.25 shall be
entitled to bring an action in King County Superior Court or in any other court of competent
jurisdiction to enforce the provisions of this Chapter 14.25, and shall be entitled to all remedies
available at law of in equity appropriate to remedy any violation of this Chapter 14.25, including
but not limited to lost compensation and other damages, reinstatement, declaratory or injunctive
relief, prejudgment interest, exemplary damages equal to the amount of wages wrongfully
withheld or not paid on the established regular pay day when those wages were due, and to
collect civil penalties as described in subsection 14.25.150.E.

2. A person who prevails in any action to enforce this Chapter 14.25 shall be
awarded costs, reasonable attorneys’ fees, and expenses.

3. An order issued by the court may include a requirement for a compliance report
to be submitted to the court and to the City by the hotel employer.

D. Powers and duties of the Office of Civil Rights

1. The Office of Civil Rights may investigate charges alleging violations of this
Chapter 14.25 and shall have such powers and duties in the performance of these functions as
are necessary and proper in the performance of the same and provided for by law.

2. The Division Director of the Office of Labor Standards within the Office for
Civil Rights, or the Division Director's designee, is authorized and directed to promulgate
rules consistent with this Chapter 14.25, including rules that protect the identity and privacy

rights of employees who have made complaints under this Chapter 14.25.



E. Penalties

1. Each workday during which the hotel employer is in violation of this Chapter
14.25 shall be deemed a separate violation for which the hotel employer shall be liable for a
penalty, exclusive of any damages which may be recovered by or awarded to any employee, of at
least $100 per day per employee, and not more than $1,000 per day per employee, in an amount
to be determined by the court.

2. Civil penalties shall be distributed as follows: 50 percent to the Office of Labor
Standards; 25 percent to the aggrieved employees, distributed according to each employee’s
share of injury by the violations; and 25 percent to the person bringing the case. Penalties paid
to the Office of Labor Standards shall be used for the enforcement of labor laws and the
education of employers and employees about their rights and responsibilities under the laws
governing labor standards, to be continuously appropriated to supplement and not supplant
existing funding for those purposes.

PART 6
DEFINITIONS

14.25.160 Definitions
For the purposes of this Chapter 14.25:

“Change in control” means any sale, assignment, transfer, contribution, or other
disposition of all or substantially all of the assets used in the operation of a hotel or a discrete
portion of the hotel that continues in operation as a hotel, or a controlling interest (including by
consolidation, merger, or reorganization) of the outgoing hotel employer or any person who

controls the outgoing hotel employer.



“Checkout room” means a guest room assigned to be cleaned by an employee due to the
departure of the guest assigned to that room.

“Compensation” means wages, salary, sick pay, vacation pay, holiday pay, bonuses,
commissions, allowances, and in-kind compensation for work performed.

“Employee” and “hotel employee” means any non-managerial, non-supervisory
individual employed by a hotel employer who:

1. In any particular workweek performs at least two hours of work within the
geographic boundaries of the City of Seattle for a hotel employer; and

2. Qualifies as an employee entitled to payment of a minimum wage from any
employer under the City of Seattle and/or State of Washington minimum wage laws.

“Employee” and “hotel employee” include any individual (1) whose place of
employment is at one or more hotels and (2) who is employed directly by the hotel employer or
by a person who has contracted with the hotel employer to provide services at the hotel.
Supervisory and confidential employees as defined under the National Labor Relations Act are
not considered employees under this Chapter 14.25.

“Employment commencement date” means the date on which a hotel employee retained
by the incoming hotel employer pursuant to this Chapter 14.25 commences work for the
incoming hotel employer in exchange for benefits and compensation under the terms and
conditions established by the incoming hotel employer or as required by law.

“Federal poverty line” means the poverty line for the size of the employee’s household
for the Seattle area as published in the Annual Update by the Department of Health and Human

Services of the Poverty Guidelines for the 48 Contiguous States and the District of Columbia in

the Federal Register.



“Full time” means at least 80 hours in a calendar month.

“Hotel” means a hotel or motel, as defined in Section 23.84A.024, containing 60 or more
guest rooms or suites of rooms. "Hotel" also includes any contracted, leased, or sublet premises
connected to or operated in conjunction with the building's purpose, or providing services at the
building.

“Hotel employer” means any person, including a corporate officer or executive, who
directly or indirectly or through an agent or any other person, including through the services of a
temporary service or staffing agency or similar entity, employs or exercises control over the
wages, hours, or working conditions of any employee and who owns, controls, and/or operates a
hotel in Seattle; or a person who employs or exercises control over the wages, hours, or working
conditions of any person employed in conjunction with a hotel employer in furtherance of the
hotel’s provision of lodging and other related services for the public.

“Incoming hotel employer" means the person that owns, controls, and/or operates a hotel
subject to a change in control after the change in control.

“Large hotel” means a hotel containing 100 or more guest rooms or suites of rooms
suitable for providing lodging to members of the public for a fee, regardless of how many of
those rooms or suites are occupied or in commercial use at any given time.

“Low-wage employee” means an employee whose total compensation from the employer
is 400 percent or less of the federal poverty line for the size of the employee’s household.

“Outgoing hotel employer" means the person that owns, controls, and/or operates a hotel

subject to a change in control prior to the change in control.



“Panic button” means an emergency contact device carried by an employee by which the
employee may summon immediate on-scene assistance from another employee, security guard,
or representative of the hotel employer.

“Person” means an individual, corporation, partnership, limited partnership, limited
liability partnership, limited liability company, business trust, estate, trust, association, joint
venture, agency, instrumentality, or any other legal or commercial entity, whether domestic or
foreign.

“Policy” means an insurance policy available on the Washington Health Benefit
Exchange that would provide coverage to the employee and, if the employee has any spouse and
dependent children, to the employee’s spouse and dependent children in addition to the
employee.

“Stayover room” means a guest room assigned to be cleaned by an employee where the
guest’s stay has not yet ended.

“Strenuous room cleaning” means the cleaning of (1) a checkout room or (2) a stayover
room that includes a cot, rollout bed, pet bed or crib.

“Transfer document” means the purchase agreement or other document(s) creating a
binding agreement to effect the change in control.

“Retention hotel worker” means any employee (1) whose primary place of employment is
at a hotel subject to a change in control, (2) who is employed directly by the outgoing hotel
employer, or by a person who has contracted with the outgoing hotel employer to provide
services at the hotel subject to a change in control, and (3) who has worked for the outgoing

hotel employer for at least one month prior to the execution of the transfer document.



“Wages or salary” means the gross amount of taxable cash earnings paid to an employee
by an employer or the employer’s contractors or subcontractors.
PART 7
MISCELLANEOUS
14.25.170 Waiver

A. The provisions of this Chapter 14.25 may not be waived by agreement between an
individual employee and a hotel employer.

B. Any waiver by a party to a collective bargaining relationship involving a hotel
employer of any provisions of Sections 14.25.020 through 14.25.060 and the applicable
enforcement mechanisms under Section 14.25.150 shall be deemed contrary to public policy and
shall be void and unenforceable.

C. Except as provided in Section 14.25.170.B, all of the provisions of this Chapter 14.25,
or any part hereof, may be waived in a bona fide written collective bargaining agreement waiving
provisions of this Chapter 14.25, if such a waiver is set forth in clear and unambiguous terms.
Unilateral implementation of terms and conditions of employment by either party to a collective
bargaining relationship shall not constitute, or be permitted, as a waiver of all or any part of the
provisions of this Chapter 14.25.

14.25.180 Severability and exceptions

A. The provisions of this Chapter 14.25 are declared to be separate and severable. If any
provision of this Chapter 14.25, or the application thereof to any person or circumstance, is held
invalid, that invalidity shall not affect any other provision or application of this Chapter 14.25
that can be given effect without the invalid provision or application; and to this end, the

provisions or applications of this Chapter 14.25 are severable.



B. The requirements of this Chapter 14.25 shall not apply where and to the extent that
state or federal law or regulations preclude their applicability.

14.25.190 Short title

This Chapter 14.25 is titled the Seattle Hotel Employees Health and Safety Initiative.
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TO: Monica Martinez Simmons, City Clerk

FROM:  Jeff Slayton, Assistant City Attorney L/ .
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SUBJECT: . Ballot Title for Initiative 124 (Clerk Fife/?a 19639)
DATE: April 13,2016

In response to your email notification concerning the filing of proposed Initiative Measure
124, this office has established the following ballot title:

THE CITY OF SEATTLE
INITIATIVE MEASURE NUMBER 124

Initiative 124 concerns health and safety standards to protect hotel employees in
Seattle.

If passed, this initiative would require large hotel-employers to take measures to protect
their employees from assault, sexual harassment, and injury on the job, limit workloads,
pay for access to affordable healthcare, and provide some job security for employees upon
a transition in hotel ownership. The City may investigate alleged violations. Persons
claiming injury are protected from retaliation and may sue hotel-employers to enforce these
provisions. Penalties go to City enforcement efforts, affected employees, and the person
bringing the case.

Should this measure be enacted into law?
Yes 0O
No ]

Please file this title with King County Elections. If you have any questions, please
contact me at 233-2154.
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YES Seattle
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4 Women. CITY CLERK

Please Return Your Initiative Petition or Contact Us At:
Seattle Protects Women — Unite Here Local 8 for Yes on 124
2800 First Avenue, Room 3, Seattle WA 98121
(206) 963-6458 | abby@8.unitehere.org | www.seattleprotectswomen.org

INITIATIVE 124

INITIATIVE PETITION FOR SUBMISSION TO THE SEATTLE CITY COUNCIL. To the City Council of The City of Seattle:

We, the undersigned registered voters of The City of Seattle, State of Washington, propose and ask for the enactment as an
ordinance of the measure known as Initiative Measure No. 124 entitled:

Initiative 124 concerns health, safety, and labor standards for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-employers to further protect employees against assault, sexual
harassment, and injury by retaining lists of accused guests among other measures; improve access to healthcare; limit
workloads; and provide limited job security for employees upon hotel ownership transfer. Requirements except assault
protections are waivable through collective bargaining. The City may investigate violations. Persons claiming injury are
protected from retaliation and may sue hotel-employers. Penalties go to City enforcement, affected employees, and the
complainant.

Should this measure be enacted into law?

Yes
No

A full, true and correct copy of which is included herein, and we petition the Council to enact said measure as an ordinance; and, if not enacted within forty five (45)
days from the time of receipt thereof by the City Council, then to be submitted to the qualified electors of The City of Seattle for approval or rejection at the next
regular election or at a special election in accordance with Article IV, Section 1 of the City Charter; and each of us for himself or herself says: | have personally signed
this petition; | am a registered voter of The City of Seattle, State of Washington, and my residence address is correctly stated.

WARNING: “Ordinance 94289 provides as follows: “Section 1. it is unlawful for any person: 1. To sign or decline to sign any petition for a City initiative, referendum, or
Charter amendment, in exchange for any consideration or gratuity or promise thereof; or 2. To give or offer any consideration or gratuity to anyone to induce him or
her to sign or not to sign a petition for a City initiative, referendum, or Charter amendment; or 3. To interfere with or attempt to interfere with the right of any voter to
sign or not to sign a petition for a City initiative, referendum, or Charter amendment by threat, intimidation or any other corrupt means or practice; or 4. To sign a
petition for a City initiative, referendum, or Charter amendment with any other than his or her true name, or to knowingly sign more than one (1) petition for the same
initiative, referendum or Charter amendment measure, or to sign any such petition knowing that he or she is not a registered voter of The City of Seattle.” The
provisions of this ordinance shall be printed as a warning on every petition for a City initiative, referendum, or Charter amendment. “Section 2. Any person violating
any of the provisions of this ordinance shall upon conviction thereof be punishable by a fine of not more than Five Hundred Dollars ($500) or by imprisonment in the
City Jail for a period not to exceed six (6) months, or by both such fine and imprisonment.

( * Only Registered Seattle Voters Can Sign This Petition * )

Petitioner’s Petitioner’s Residence Address Date

Signature Printed Name Street and Number Signed
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AN ACT establishing minimum health and safety standards for hotel employees in the City of Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE

Section 1. A new Chapter 14.25 is added to the Seattle Municipal Code as follows:

14.25 HOTEL EMPLOYEES HEALTH AND SAFETY

14.25.010 Findings

The people hereby adopt basic safeguards to protect hote! employees from assault and Injury on the job, to improve access to affordable healthcare, and to
provide a minimum standard of job security for hotel emplayees. This measure also includes strong enforcement mechanisms to ensure that hotel owners
and operators comply with the law. Providing these protections to hotel employees will make Seattle's economy fairer and mare reslient.

Hotel employees are vital contributors to our community. The hospitality industry is a profitable and important component of our economy that receives
substantial taxpayer support, including through the $1.5 billion expansion of the Washington State Convention Center.

However, the hospitality industry has not adequately provided for the safety and security of hotel employees. Due to the unique nature of hotel work, hotel
employees are subjected to a higher risk of harassment and violence on the job, Unregulated workloads result in Injury rates for hotel housekeepers that are
hi~her than those of coalminers. At the same time, hospitality employees have the lowest rate of access to employer-offered health insurance of any industry
» State of Washington and face unaffordable monthly premiums for family healthcare. Frequent property sales, changes in ownership, mergers and

asitions in the hospitality industry mean that hotel employees face employment disruptions that are wholly beyond their control. As a vast majority of
Seattle hotel employees are women, immigrants, and people of color, these hazards and instabilities within the hospitality industry exacerbate existing
structural inequities experienced by these groups. It is appropriate and necessary to protect employees in the hotel industry — those who clean the rooms,
change the sheets, and dice the vegetables — from assault and injury, unmanageable medical costs, and unnecessary job loss.

PART 1
PROTECTING HOTEL EMPLOYEES FROM VIOLENT ASSAULT AND SEXUAL HARASSMENT

14.25,020 Intent
It is the intent of Part 1 of this measure to protect hotel employees from violent assault, including sexual assault, and sexual harassment and to enable
employees to speak out when they experience harassment or assault on the job. Hotel employees are often asked to wark alone in hotel rooms, which
sometimes may be occupied, placing them at risk of violent assault, including sexual assault, and sexual harassment.
14.25.030 Providing panic buttons to hotel employees providing in-room services
A hotel employer shall provide a panic button to each hotel employee assigned to work in a guest raom without other employees present, at no cost to the
employee. An employee may use the panic button If the employee reasonably believes there is an ongoing crime, harassment, or other emergency in the
employee's presence. The hatel employee may cease work and leave the immediate area of perceived danger to await the arrival of assistance, and no
adverse employment action may be taken against the employee for such action.
14.25.040 Pratecting hotel employees from violent or harassing hotel guests

A. A hotel employer must record the accusations it receives that a guest has committed an act of violence, including assault, sexual assault, or
sexual harassment towards an employee. The hote! employer must determine and record the name of the guest; if the name of the guest cannot be
determined, the hotel employer must determine and record as much identifying information about the guest as is reasonably possible. The hotel employer
shall compile and maintain a list of all guests so accused. The employer shall retain a guest on the st for at least five years from the date of the most recent
accusation against the guest, during which time the employer shall retain all written documents relating to such accusations.

B. if an accusation against a guest under subsection 14.25,040.A involves assalilt, sexual assault, or sexual harassment, and is supported by a
statement made under penalty of perjury or other evidence, the employer shall decline to allow the guest to return to the hotel for at least three years after
the date of the incident. No employee may be required to provide such statement.

C. The hotel employer must notify any hotel employee assigned to work in guest rooms without other employees present, prior to starting
their scheduled work, of any guest on the list established by subsection 14.25.040.A who is staying at the hotel, identify the room assigned to the guest, and
warn the employees to exercise caution when entering that room during the time the guest is staying in the hotel,

050 Deterring assaults by notifying guests of employee protections

Aotel shall place a sign on the back of each guest room door, written in a font size of no less than 18 points, that includes the heading “The Law Protects
Hotel Housekeepers and Other Employees From Violent Assault and Sexual Harassment,” a citation to this Chapter 14.25, and notice of the fact that the hote!
is providing panic buttons to its housekeepers, room servers, and other employees assigned to work in guest rooms without other employees present, in
compliance with this Chapter 14.25.
14.25.060 Protecting employees who report assault or sexual harassment
An employee who brings to the attention of a hotel employer the occurrence of an act of violence, including assault and sexual assault, or sexual harassment
by a guest shall be afforded the following rights:

A. Upon request, the employee shall be reassigned to a different floor, or, if none is avallable for the employee’s job classification, a different
work area away from the guest for the entire duration of the guest's stay at the hotel;

B. The hotel employer shall immediately allow the employee sufficient paid time to contact the police and provide a police statement and to
consult with a counselor or advisor of the employee’s choosing; and

C. The hatel employer, with the consent of the employee, shall report an incident involving alleged criminal conduct by a guest to the law
enforcement agency with Jurisdiction and shall cooperate with any investigation into the incident undertaken by the agency and any attorney for the
complaining employee.

PART 2

PROTECTING HOTEL EMPLOYEES FROM INJURY
14.25.070 Intent
It is the Intent of this Part 2 to protect hotel employees from on-the-job injury. Hotel employees suffer an unacceptably high rate of on-the-job injuries from
heavy lifting, repetitive tasks, and chemical exposure, and are 40 percent more likely to be injured on the job than all other service sector workers. The
pravisions of this Part 2 will help to protect hotel employees from such injuries.
14.25.080 Hotel employers must adopt reasonable practices to protect the safety of hotel employees
Hotel employers must provide and use safety devices, and safeguards and use work practices, methods, processes, and means that are reasonably adequate
to make their workplaces safe.
14.25.090 Hotel employers must protect their employees from chemical hazards
Hatel employers must:

A. Control chemical agents in a manner that they will not present a hazard to employees;

B. Protect employees from the hazard of contact with, or exposure to, chemical agents; and

C. Provide employees with effective information on hazardous chemicals in their work area at the time of their initial job assignment.
Information must be provided whenever a new physical or health hazard related to chemicai exposure fs introduced into work areas.

14.25.100 Hotel employers must protect hotel housekeepers from injuries

A. Significant Injuries to hotel housekeepers result from the repetitive and strenuous tasks that must be performed in each guest room,
including lifting requirements that can substantially exceed federal occupational safety standards. Hotel housekeepers face the highest injury rate of all hotel
occupations. Risk of injury Is increased when hotel housekeepers must clean more than 5,000 square feet of guest rooms in an eight-hour workday, and
further increases when housekeepers are required to perform mare than ten strenuous guest room cleanings during the day or to clean guest rooms at an
unsafe speed. Warkplace interventions have been found to significantly reduce injury rates for hotel housekeepers.

B. An employee providing housekeeping services at a large hotel shall not be required to clean guest rooms totaling more than 5,000 square
feet of floor space in an eight-hour workday. When an employee performs ten or more strenuous room cleanings in an eight-hour workday, the maximum
floor space shall be reduced by 500 square feet for the tenth strenuous room cleaning and for each such strenuous room cleaning thereafter.

C. For an employee cleaning guest rooms for fewer than eight hours per day, the foregoing maximums and reductions shall be prorated
according to the actual number of hours worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square footage allowed by this Section 14.25.100 in a day, the hotel employer shall pay
such hotel employee at least time-and-a-half the employee’s regular rate of pay for all time worked cleaning guest rooms during that day.

PART 3

IMPROVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL EMPLOYEES
14.25.110 Intent
It s the intent of Part 3 to improve access to affordable family medical care for hotel employees. In Washington’s economy, hospitality industry employers
are the least likely to offer health insurance to employees and their contributions are second to lowest. The average monthly cost to a hotel employee for
family medical coverage through an employer-offered plan exceeds $500 per month, forcing nearly half of eligible employees to decline such plans. Access
to affordable medical care Is critical for hotel employees to care for themselves and their families. Additional compensation reflecting hotel employees’
anticipated family medical costs is necessary to improve access to medical care for low income hotel employees.
14.25.120 Large hotel employers must provide additional compensation reflective of the cost of medical coverage to low-i hatel employ

A, A large hotel employer shall pay, by no later than the 15th day of each calendar month, each of its low-wage employees who work full time
at a large hotel additional wages or salary in an amount equal to the greater of $200, adjusted annually for inflation, or the difference between {1) the
monthly premium far the lowest-cost, gold-level policy available on the Washington Health Benefit Exchange and {2) 7.5 percent of the amount by which the
employee’s compensation for the previous calendar month, not including the additional wage or salary required by this Section 14,25.120, exceeds 100
percent of the federal poverty line. The additional wages or salary required under this Section 14.25.120 are in addition to and will not be considered as
wages paid for purposes of determining compliance with the hourly minimum wage and hourly minimum compensation requirements set forth in Sections
14.19.030 through 14.19.050,

B. A large hotel employer shall not be required to pay the additional wages or salary required by this Section 14.25.120 with respect to an
employee for whom the hotel employer provides health and hospitalization coverage at least equal to a gold-level policy on the Washington Health Benefit
Exchange at a premium or contribution cost to the employee of no more than five percent of the employee’s gross taxable earnings paid to the employee by
the hotel employer or its contractors or subcontractors.

C. If a household includes muitiple employees covered by this Section 14.25.120, the total of all additional wage or salary payments made
pursuant to this Section 14.25.120 to such employees by one or more hotel employers shall nat exceed the total cost for coverage of the household under
the least-expensive gold palicy offered on the Washington Health Benefit Exchange. If one or more employees in the household are employed by more than
one hotel employer, the hotel employers may coordinate their payments so that their combined payments do not exceed the foregaing maximum. In the
absence of an agreement among hotel employers to so coordinate their payments, the amount of additional wages payable by each hotel employer shall be
the amount due to each employee under subsection 14.25.120.A.

D. The inflation adjustment required under subsection 14.25.120.A shall be calculated using the year-over-year increase in cost of the lowest
cost gold level policy available on the Washington Health Senefit Exchange.

PART 4
PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY

14.25.130 Intent

This Part 4is Intended to reduce disruptions to the Seattle economy that could result from the increasing number of property sales and changes in ownership
in the hotel industry and also to protect low-income workers. Even long-term and exemplary employees may find themselves terminated solely because a
multinational corporation has decided to sell the hotel at which they wark.

14.25.140 Worker retention

A. When a hotel undergoes a change in control, the outgoing hotel employer shall, within 15 days after the execution of a transfer document,
provide to the incoming hotel employer the name, address, date of hire, and employment occupation classification of each retention hotel worker.

B. The incoming hotel employer shall maintain a preferential hiring list of retention hotel workers identified by the outgoing hotel employer,
as set forth in subsection 14.25.140.A, and shall be required to hire from that fist for a period beginning upon the execution of the transfer document and
continuing for six months after the hotel Is open to the public under the incoming hotel employer.

C. If the incoming hotel employer extends an offer of employment to a retentian hotel worker, the offer shall be in writing and remain open
for at least ten business days. The incoming hotel employer shali retain written verification of that offer for no fewer than three years from the date the
offer was made. The verification shall include the name, address, date of hire, and employment occupation classification of each retention hote! worker.

D. An incoming hotel employer shall retain each retention hotel worker hired pursuant to this Section 14.25.140 for no fewer than 90 days
following the retention hotel worker's employment commencement date. During this 90-day transition employment period, retention hotel workers shall be
employed under the terms and conditions established by the incoming hotel employer, or as required by faw.

E. If, within the 90-day transition employment period established in subsection 14.25.140.D, the incoming hotel employer determines that it
requires fewer hotel employees than were required by the outgoing hotel employer, the incoming hotel employer shall retaln retention hotel workers by
seniority within each job classification to the extent that comparable job classifications exist.

F. During the 90-day transition employment period, the incoming hotel employer shall not discharge without just cause a retention hotel
worker retained pursuant to this Section 14.25.140,

G. At the end of the 90-day transition employment period, the incoming hotel employer shall provide a written performance evaluation for
each hotel worker retained pursuant to this Section 14.25.140. If the retention hotel worker's performance during the 90-day transition employment period
is satisfactory, the incoming hotel employer shall consider offering the retention hotel worker continued employment under the terms and conditions
established by the incoming hotel employer, or as required by law. The incoming hotel employer shall retain a record of the written performance evaluation
for a period of no fewer than three years.

H. The outgoing hotel employer shall post written notice of the change in controf at the location of the affected hotel within five business days
following the execution of the transfer document. Notice shalf be posted in a conspicuous place at the hotel so as to be readily viewed by retention hotel
workers, other employees, and applicants for employment. Notice shall include, but not be limited to, the name of the outgoing hotel employer and its

contact information, the name of the incoming hotel employer and Its contact information, and the effective date of the change in control. Notice shall
remain posted during any closure of the hatel and for six months after the hotel is open to the public under the incoming hotel employer,
PART 5
ENFORCING COMPLIANCE WITH THE LAW
14.25.150 Enforcement
A Exercise of rights protected; retaliation prohibited

1. It shall be a violation for a hotel employer or any other person to interfere with, restrain, or deny the exercise of, or the
attempt to exercise, any right protected under this Chapter 14.25.

2. No person may discharge, reduce any part of the compensation of, or otherwise discriminate against an employee, in
response to the enactment of this Chapter 14.25, or in response to the employee asserting rights under this Chapter 14.25. Such adverse actions are deemed
to harm the public and the employees irreparably, and hence preliminary equitable refief and reinstatement shall be available to the affected employees in
addition to all other relief.

3. It shall be a violation for a hotel employer to take any adverse action against any employee because the employee has
exercised in good faith the rights protected under this Chapter 14.25, Such rights include but are not limited to the right to assert any rights guaranteed
pursuant to this Chapter 14.25; the right to make inquities about the rights protected under this Chapter 14.25; the right to Inform others about an
employer's alleged violation of this Chapter 14.25; the right to cooperate with the City in any investigations of alleged violations of this Chapter 14.25; the
right to oppose any policy, practice, or act that is unlawful under this Chapter 14.25; the right to file an oral or written complaint with the City or to bring a
civil action for an alleged violation of this Chapter 14.25; the right to testify in a proceeding under or related to this Chapter 14.25; the right to refuse to
participate in any activity that would result in a violation of city, state, or federal law; and the right to oppose any policy, practice, or act that is unlawful
under this Chapter 14.25.

4. It shall be a violation for a hotel employer to (a) communicate to an employee exercising rights under this Chapter 14.25,
directly or indirectly, explicitly or implicitly, its willingness or intent to inform a government employee that the employee is not lawfully in the United States;
or {b) report or threaten to repart suspected citizenship or immigration status of an employee or a family member of the employee to a federal, state, or
local agency because the employee has exercised a right under this Chapter 14.25.

5. There shall be a rebuttable presumption of retaliation if a hotel employer takes an adverse action against an employee within
90 days of the employee’s exercise of rights protected in this Chapter 14.25. The hotel employer may rebut the presumption with clear and convincing
evidence that the action was taken for a permissible purpose and that the employee’s exercise of rights protected in this Chapter 14.25 was not a motivating
factor in the adverse action.

6. When the presumption in subsection 14.25,150.A.5 does not apply, proof of retaliation under this Chapter 14.25 shall be
sufficient upon a showing that a hotel employer has taken an adverse action against an employee and the employee’s exercise of rights protected in this
Chapter 14.25 was a motivating factor in the adverse action, unless the hotel employer can prove that the action would have been taken in the absence of
such protected activity.

7. The protections under subsections 14.25.150.A.2 and 14.25.150.A.3 apply to any employee who mistakenly but in good faith
alleges violations of this Chapter 14.25.

B. Notice, posting, and records

1. Each hotel employer shall give written notification to each current employee and to each new employee at time of hire of the
employee's rights under this Chapter 14.25. The notification shall be in each language spoken by ten or more employees.

2. Each hotel employer shall maintain for three years, for each employee and former employee, by name, a record showing the
following information: {a) for each workweek of employment, the employee’s regular hourly rate of pay; (b) for each month of fuli-time employment at a
large hotel, the amount of additional wages or salary pald as additional compensation reflective of the cost of medical coverage for low income hotel
employees, as required by section 14.25.120; and (c) for each day of employment as a housekeeping employee at a large hotel, the total square feet of guest
room floor space cleaned, the number of strenuous room cleanings performed, the number of hours worked, and the employee’s gross pay for that day. The
hotel employer must, upon request, make all such employee and former employee records available in full to any requesting employee and to the Office of
Labor Standards for inspection and copying. .

C. Private enforcement action

1. Any person claiming injury from a violation of this Chapter 14.25 shall be entitled to bring an action in King County Superior
Court or in any other court of competent jurisdiction to enforce the provisions of this Chapter 14.25, and shall be entitled to all remedies available at law or
In equity appropriate to remedy any violation of this Chapter 14.25, including but not limited to lost compensation and other damages, reinstatement,
declaratory or Injunctive relief, prejudgment interest, exemplary damages equal to the amount of wages wrongfully withheld or not paid on the established
regular pay day when those wages were due, and to collect civil penalties as described in subsection 14.25.150.E.

2. A person who prevails in any action to enforce this Chapter 14.25 shall be awarded costs, reasonable attorneys’ fees, and
expenses.

3. An order issued by the court may include a requirement for a compliance report to be submitted to the court and to the City
by the hotel employer.

D. Powers and duties of the Office of Civil Rights

1. The Office of Civil Rights may investigate charges alleging violations of this Chapter 14.25 and shall have such powers
and dutles in the performance of these functions as are necessary and proper in the performance of the same and provided for by law.

2. The Division Director of the Office of Labor Standards within the Office for Civil Rights, or the Division Director's
designee, Is authorized and directed to promulgate rules consistent with this Chapter 14.25, including rules that protect the identity and privacy rights of
employees who have made complaints under this Chapter 14.25,

E. Penalties

1. Each workday during which the hotel employer is in violation of this Chapter 14.25 shall be deemed a separate violation for
which the hotel employer shall be liable for a penalty, exclusive of any damages which may be recovered by or awarded to any employee, of at least $100 per
day per employee, and not more than $1,000 per day per employee, in an amount to be determined by the court.

2. Civil penaltles shall be distributed as follows: 50 percent to the Office of Labor Standards; 25 percent to the aggrieved
employees, distributed according to each employee’s share of injury by the violations; and 25 percent to the person bringing the case. Penalties paid to the
Office of Labor Standards shall be used for the enforcement of labor laws and the education of employers and employees about their rights and
responsibilities under the laws governing labor standards, to be continuously appropriated to supplement and not supplant existing funding for those
purposes.

PART 6
DEFINITIONS
14.25.160 Definitions
For the purposes of this Chapter 14.25:

“Change in control” means any sale, assignment, transfer, contribution, or other disposition of all or substantially all of the assets used in the
operation of a hotel or a discrete portion of the hotel that continues in operation as a hotel, or a controliing Interest {including by consalidation, merger, or
reorganization) of the outgoing hotel employer or any person who controls the outgoing hotel employer.

“Checkout room” means a guest room assigned to be cleaned by an employee due to the departure of the guest assigned to that room.

“Compensation” means wages, salary, sick pay, vacation pay, holiday pay, bonuses, commissions, allowances, and in-kind compensation for
work performed,

“Employee” and “hotel employee” means any non-managerial, non-supervisory individual employed by a hote! employer who:

1. Inany particular workweek performs at least two hours of work within the geographic boundaries of the City of Seattle for a
hotel employer; and

2. Qualifies as an employee entitled to payment of a minimum wage from any employer under the City of Seattle and/or State
of Washington minimum wage laws.

“Employee” and “hotel employee” include any individual (1) whose place of employment is at one or more hotels and (2) who is employed
directly by the hotel employer or by a person who has contracted with the hotel employer to provide services at the hotel. Supervisory and confidential
employees as defined under the National Labor Relations Act are not considered employees under this Chapter 14.25.

“Employment commencement date” means the date on which a hotel employee retained by the incoming hotel employer pursuant to this
Chapter 14.25 commences work for the incoming hotel employer in exchange for benefits and compensation under the terms and conditions established by
the incoming Hotel employer or as required by law.

“Federal poverty line” means the poverty line for the size of the employee’s household for the Seattle area as published in the Annual Update
by the Department of Health and Human Services of the Poverty Guidelines for the 48 Contiguous States and the District of Columbia in the Federal Register.

“Full time” means at least 80 hours in a calendar month.

“Hotel” means a hotel or motel, as defined in Section 23.84A.024, containing 60 or more guest rooms or suites of rooms. "Hotel" also includes
any contracted, leased, or sublet premises connected to or operated in conjunction with the building’s purpose, or providing services at the building.

“Hotel employer” means any person, including a corporate officer or executive, who directly or indirectly or through an agent or any other
person, including through the services of a temparary service or staffing agency or similar entity, employs or exercises control over the wages, hours, ar
working conditions of any employee and who owns, controls, and/or operates a hotel in Seattle; or a person who employs or exercises control over the
wages, hours, or working conditions of any person employed in conjunction with a hotel employer in furtherance of the hotel’s provision of lodging and other
related services for the public.

“Incoming hotel employer” means the person that owns, controls, and/or operates a hotel subject to a change in control after the change in
control.

“Large hotel” means a hotel containing 100 or more guest rooms or suites of rooms suitable for providing lodging to members of the public for
a fee, regardless of how many of those rooms or suites are occupied or in commercial use at any given time.

“low-wage employee” means an employee whose total compensation from the employer is 400 percent or less of the federal poverty line for
the size of the employee’s household.

“Outgoing hotel employer" means the person that owns, controls, and/or operates a hotel subject to a change in control prior to the change in
control.

“Panic button” means an emergency contact device carried by an employee by which the employee may summon immediate on-scene
assistance from another employee, security guard, or representative of the hotel employer.

“Person” means an individual, corporation, partnership, limited partnership, limited lizbility partnership, limited liability company, business
trust, estate, trust, association, joint venture, agency, instrumentality, or any other legal or commercial entity, whether domestic or foreign.

“Policy” means an insurance policy available on the Washington Health Benefit Exchange that would provide coverage to the emplayee and, if
the employee has any spouse and dependent children, to the employee’s spause and dependent children in addition to the employee,

“Stayover room” means a guest room assigned to be cleaned by an employee where the guest’s stay has not yet ended.

“Strenuous room cleaning” means the cleaning of (1) a checkout room or (2} a stayover room that includes a cot, rollout bed, pet bed or crib.

“Transfer document” means the purchase agreement or other document(s) creating a binding agreement to effect the change in control.

“Retention hotel worker” means any employee (1) whose primary place of employment Is at a hotel subject to a change in control, (2) who Is
employed directly by the outgoing hotel employer, or by a person who has contracted with the outgoing hotel employer to provide services at the hotel
subject to a change in control, and (3) who has worked for the outgoing hotel employer for at least one month prior to the execution of the transfer
document.

“Wages or salary” means the gross amount of taxable cash earnings pald to an employee by an employer or the employer’s contractors or
subcontractors.

PART 7
VHSCELLANEOUS
14.25.170 Waiver .

A. The provisions of this Chapter 14.25 may not be waived by agreement between an individual employee and a hotel employer.

B. Any waiver by a party to a collective bargaining relationship involving a hotel employer of any provisions of Sections 14.25.020 through
14.25.060 and the applicable enforcement mechanisms under Section 14.25.150 shall be deemed contrary to public policy and shall be void and
unenforceable,

C. Except as provided in Section 14.25.170.B, all of the provisions of this Chapter 14.25, or any part hereof, may be waived in a bona fide written
collective bargaining agreement waiving provisions of this Chapter 14.25, if such a walver Is set forth in clear and unambiguous terms, Unilateral
Implementation of terms and conditions of employment by either party to a coflective bargaining relationship shall not constitute, or be permitted, as a
waiver of alt or any part of the provisions of this Chapter 14.25,

14.25.180 Severability and exceptions

A. The provisions of this Chapter 14.25 are declared to be separate and severable. If any provision of this Chapter 14.25, or the application
thereof to any person or circumstance, is held invalid, that invalidity shall not affect any other provision or application of this Chapter 14.25 that can be given
effact without the invalid provision or application; and to this end, the provisions or applications of this Chapter 14.25 are severable.

B. The requirements of this Chapter 14.25 shall not apply where and to the extent that state or federal law or regulations preclude their
applicability,

14.25.190 Short title
This Chapter 14.25 is titled the Seattle Hotel Employees Health and Safety Initiative.




CITY CLERK

July 1, 2016

Monica Martinez Simmons SENT VIA EMAIL AND MAIL

Seattle City Clerk

City Hall, Floor 3

600 4™ Avenue

Seattle, WA 98104-1859

RE:  City of Seattle Proposed Initiative Measure Number 124

Dear Ms. Simmons:

Effective Monday, July 11, 2016 at 11:00AM, King County Elections will begin the determination
of sufficiency for the City of Seattle Proposed Initiative Measure Number 124,

As prescribed by RCW 35A.01.040(4), the foregoing date is certified as the terminal date for
the petition. No signer may withdraw his or her signature hereafter nor may any further
signatures be added to the petition, unless otherwise determined by City Charter of the City of

Seattle.

As referenced in your letter dated June 24, 2016, a total of 20,638 valid signatures of City of
Seattle registered voters are needed to meet the sufficiency requirement of the law.

If you have questions, please feel free to contact Beth Ratzlaff at 206-477-4162.

Sincerely,

Julie’Wise, Director

cc: Beth Ratzlaff, Elections Supervisor - Voter Services
File Copy

RNT-EL-0100 | 919 SW Grady Way, Renton, WA 98057-2906 | 206-296-VOTE (8683) | TTY Relay: 711 | kingcounty.gov/elections

@ kcelections.com € twitter.com/kcelections @ facebook.com/kcelections B} instagram.com/kcelections
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King County
Department of Elections .

CERTIFICATE OF SUFFICIENCY

THIS IS TO CERTIFY that the petition, originally submitted on June 24,
2016 to the King County Elections Department, regarding the C,ity of
Seattle Proposed Initiative Measure Number 124, has been examined and
the signatures thereon carefully compared with the registration records of
the King-County Elections Department, and.as a result of such
examination, found the si‘gna’tures to be sufficient under the provisions. of
the Revised Code of Washington 35.21.005.

Dated this 15th day of July 2016

%WM

Julie Wise, Director




July 15, 2016

Monica Martinez Simmons - SENT VIA EMAIL AND MAIL
Seattle City Clerk _
City Hall, Floor 3

600 4" Avenue o = =
Seattle, WA 98104-1859 —~ =
~
SRR
RE:  Sufficiency of Signatures — City of Seattle Proposed Initiative Meg_éure\) —
Number 124 ST -~

Dear Ms. Simmons:

King County Elections has completed verification of the signatures submitted to
our office for the City of Seattle Proposed Initiative Measure Number 124.

Of the signatures that were compared against those on file with our office, 211,679
were determined to be registered voters. Since that number met the requirement
of 20,638 it is determined fhat the petition is suﬁlment A certificate of sufficiency

is enclosed,.

If you have questions, please feel free to contact Beth Ratzlaff, Elections
Supervisor—Voter Services, at (208) 477-4162-

Sincerely,

Pias

Julie Wise, Director

Enclosuire

cc:  Beth Ratzlaff, Elections Supervisor—Voter Services
File:Copy

RNT-EL-0100 | 919 SW Grady Way, Renton, WA 98057-2906 | 206-477- 4T 40: | TTY Relay: 711 | kingcounty.gov/elections
& keelections.com B twitter; com/keelections 3 facebaok. com/kcelecttons B instagram.com/kcelections




x Legislative Department
Qlﬁ Office of the City Clerk CITY CLLERK

Memorandum

Date: July 15, 2016
To: City Councilmembers /M/M &
From: Monica Martinez Simmons, City Clerk Qb %U\/ ' ’

Subject: Report of the City Clerk pertaining to King Cbunty Department of Elections’
Certificate of Sufficiency, Initiative Measure No. 124 (Clerk File No. 319639)

Please be advised that King County Department of Elections transmitted to the Seattle City
Clerk a Certificate of Sufficiency pertaining to Initiative Measure No. 124, concerning health and
safety standards to protect hotel employees in Seattle.

King County Department of Elections determined the signatures submitted under Initiative
Measure No. 124 to be sufficient under the provisions of Revised Code of Washington
35.21.005. The Certificate has been filed under Clerk File No. 319871, and the Initiative Petition
is filed under Clerk File No. 319639.

Pursuant to Article IV(1)( B) of the Seattle City Charter, the City Clerk is required to transmit the
verification of sufficiency, together with her report thereon to the City Council at a regular
meeting not more than twenty (20) days after the City Clerk has received verification of the
sufficiency of such petition signatures, and such transmission shall be the infroduction of the
initiative bill or measure to the City Council. Consideration of such initiative petition shall take
precedence over all other business before the City Council, except appropriation bills and
emergency measures.

Please do not hesitate to contact me should you have questions regarding this matter
at 684-8361. :

" Attachments (2)
Certificate of Sufficiency
Initiative Petition No. 124

Cc:  Mayor Ed Murray
Pete Holmes, City Attorney
Wayne Barnett, Director, SEEC
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Women. CITY CLERK

Please Return Your Initiative Petition or Contact Us At:
Seattle Protects Women — Unite Here Local 8 for Yes on 124
2800 First Avenue, Room 3, Seattle WA 98121
(206} 963-6458 | abby@8.unitehere.org | www.seattleprotectswomen.org

INITIATIVE 124

INITIATIVE PETITION FOR SUBMISSION TO THE SEATTLE CITY COUNCIL. To the City Council of The City of Seattle:

We, the undersigned registered voters of The City of Seattle, State of Washington, propose and ask for the enactment as an
ordinance of the measure known as Initiative Measure No. 124 entitled:

Initiative 124 concerns health, safety, and labor standards for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-employers to further protect employees against assault, sexual
harassment, and injury by retaining lists of accused guests among other measures; improve access to healthcare; limit
workloads; and provide limited job security for employees upon hotel ownership transfer. Requirements except assault
protections are waivable through collective bargaining. The City may investigate violations. Persons claiming injury are
protected from retaliation and may sue hotel-employers. Penalties go to City enforcement, affected employees, and the
complainant. ‘

Should this measure be enacted into law?

Yes
No

A full, true and correct copy of which is included herein, and we petition the Council to enact sald measure as an ordi ; and, if not d within forty five (45)
days from the time of recelpt thereof by the City Council, then to be submitted to the qualified electors of The City of Seattle for approval or rejection at the next
regular election or at a special election in accordance with Article IV, Section 1 of the City Charter; and each of us for himself or herself says: | have personally signed
this petition; | am a registered voter of The City of Seattle, State of Washington, and my resid address is correctly stated.

WARNING: “Ordinance 94289 provides as follows: “Section 1. It is unlawfui for any person: 1. To sign or decline to sign any petition for a City initiative, referendum, or
Charter amendment, in exchange for any consideration or gratuity or promise thereof; or 2. To give or offer any consideration or gratuity to anyone to induce him or
her to sign or not to sign a petition for a City Initiative, referendum, or Charter amendment; or 3. To interfere with or attempt to interfere with the right of any voter to
sign or not to sign a petition for a City initiative, referendum, or Charter amendment by threat, Intimidation or any other corrupt means or practice; or 4, To sign a
petition for a City initiative, referendum, or Charter amendment with any other than his or her true name, or to knowingly sign more than one (1} petition for the same
initiative, referendum or Charter amendment measure, or to sign any such petition knowing that he or she is not a registered voter of The City of Seattie.” The
provisions of this ordinance shall be printed as a warning on every petition for a City initiative, referendum, or Charter amendment. “Section 2. Any person violating
any of the provisions of this ordinance shall upon conviction thereof be punishable by a fine of not more than Five Hundred Dollars ($500} or by imprisonment in the
City Jali for a period not to exceed six {6) months, or by both such fine and Imprisonment.

{ * Only Registered Seattle Voters Can Sign This Petition * }

Petitioner’s Petitioner’s . Residence Address Date

Signature Printed Name Street and Number Signed
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AN ACT establishing minimum health and safety standards for hotel employees in the City of Seattle.

BE IT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE

Section 1. A new Chapter 14.25 ks added to the Seattle Municipa) Code as follows:

1425 HOTEL EMPLOYEES HEALTH AND SAFETY

14.25.010 Firdings .

The people hereby adopt bask safeguards to protect hotel employees from assautt and Infury on the Job, to Imprave access to affordable healthcare, and to
provide a minimum standard of Job security for hotel employees. This measure also inchudes strong enforcement mechankms ta ensure that hotel owners
and ith the law, Providing 1o hotel employees will make Seattle’s economy fairer and moce resifert.

Hotel employees are vital contributors ta our communlty. The hospitality ndustry b 2 profitable and important component of our economy that receives
substantial taxpayer support, Including through the $1.5 billion expansion of the Washington State Corrvention Canter,

unwmv, the hospitatity industry has not adequately provided for the saf:ty ad securty f botel emplayes. Due a the usus naursof el wor,botel
employee: 103 higher risk of workloads cesultininfury ates for hotel houseleepers thatare
Ngherd-un h ‘Atthe same time, b em, hr, ployer-offered heatth i vy tndustry
In the State of Washington and face unaffordatle monthly prembums for ity healthcare. Frequent property sales, changes in ownership, mergers and
acquisitions In the hospitzlity industry mean that hote) employees face employment disruptions that are whotty beyond their control. As a vast majority of
Seattle hotet employees are women, Immigrants, and people of cotor, these hazards and Instabiities within the hospitality Industry exacerbate existing
structuralinequitis experienced by these groups. t s appropriate and necessary t protect employees I the hotel industry — those wha cean the rooms,
 and dice. from assault and Injury, unmanageable medical costs, and unnecessary Job oss.
PART 3.

P VIOLEHT ASSAULT.
14.25.020 intent
1 s the Intent of Part 1 of this measure to protect hotel employees from violent assault, Including sexuat assault, and sexusl harassment and to enable
employees to spesk out when they experence harasunent of ssault on the ob. Hotel employses e ofen sshed to woskalon in botel rooms, which
sometimes may be occupled, placing them at risk of vislent assault, and sexual hars
1425, -ro0m services
A hotel employer shall rovkde 3 pasic button to each hatel employee asslgned to work Ina guest room without other employees present, at o cast o the
emplojes. An employee may use the panic button If the employes reasonably belleves there ks an angoing crime, harassment, or other emergency In the
emptoyee's presence. The hotel employea may cease work and leave the immediate area of perceived danger to awalt the arrivel of assistance, and no
o may be taken against the employee for such action.

14.25.040 Protecting hotel employees from violent or harassing hotel guests

hotel emplayer mitst record the accusations it receives that a guest has committed an act of violence, Including assault, sexual assautt, or
sexual harassment towards an employee, The hotel empbyer must determine and record the name of the guest; If the name of the guest cannot be
detesmined, the hotel employer must detesmine and fecord as much Kentifylng information about the guest as Is reasonably passivle. The hotel emplayer
shalt compile and malatain 3 list of al guests so accused, The employer shall retain  guest on the list for at least five years from the date of the most recent
accusation aganst the guest, during which time the employer shall retakn al written documents refating to such accusations.

B. If an accusation agalnst 3 guest under subsection 14.25.040.A Involves assault, sexual assault, or sexua) harassment, and Is supportad by 8
statement mads under penalty of perjury or other evidence, the employer shall deebine to allow the guast to return to the hotel for at least thrae years after
the date of the Inckdent. Mo employee may be required to provide such statement.

C. The hotel employer must notify any hotel employee assigned ta work in guest cooms without other employees present, prior to starting
thelescheduled work, of any gueston the fst established by subsection 14.25,040.A who I staying at the hatel, dentify the room assigned t the guest, and
warm th when daring the time the guestls stayingn the hotel
142 ployee protections
Each botedshall place sign the back of ssch guest roor door, written i font sze of o kss than 18 polnts, st inchudes the heading “The Law Protects
Hotel Housekeepers and Other Employees From Viokent Assault and Sexuat Harassment,” a ditation to this Chapter 14.25, and notice of the fact that the hatet
s providing panic buttos b ts housekeepers, room servers, and other employses assigned to work In guest rooms without other employees present, fn
compliancs with this Chapter 14.25,

14.25.060 Protecting employees who report assault o sexuaf harassment
An employee who brings to the attention of a hotel employer the occurrence of an act of violence, including or

g that

contact nformation, the narm o the Incoring hote! employes and its contact nfosmation, and the effective date of the change in contiol Notce shal
remain posted during any closure of the hotel and for six to

ENFORCING COMPLIANCE WITH THELAW

14.25.150 Enforcement

A * Exercise of tights protected; retsliation prohibited

1. it shall be a violation far a hatel emplayer or any other persan to Interfere with, restrain, or deny the exercise of, o the
attempt to exercise, any Hght protected under this Chapter 14,25,

2. Ho person may discharge, reduce any part of the compensation of, or atherwise discriminate against an employee, In
response to the enactment of this Chapter 14,25, or In response to the employee asserting rights under this Chapter 14.25, Such adverse actions are deemed
to harm the public and the employees lrreparably, and hence prefiminary equitable relief and relnstatement shal be avallable to the affected employees n
addition to afl other relief.

3. It shall be a violation for a hotet employer to take any adverse action agalast any employee because the employee has
execcised In good faith the rights protected under this Chapter 14.25. Such tights incude but are not fmited to the ight to assert any rights guaranteed
pursuant to this Chapter 14.25; the right to make inquiries about the rights protected under this Chapter 14.25; the right to Inform others about an
employer's alleged violation of this Chapter 14.25; the right ta cooperate with the Gy In any kmvestigations of afieged violations of this Chapter 14.25; the
right to oppase any poficy, practice, of act that Is uniawful under this Chapter 14.25; the right to fite an ors! or written complaint with the City or to bring a
civl action for an alleged victation of this Chapter 14.25; the right to testify in a proceeding under ar related to this Chapter 14.25; the right to refuse to
particpate n any acthity that would result In a violation of city, state, or federal law; and the right to oppase any policy, practice, of act that s tmlawful
under this Chapter 14.25,

4.1t shall be 3 violstion for 2 hotel employer to (a) communicate to an employee exercising rights under this Chapter 14.25,
dicectly or Indirectly, explkcitty or Implicitly, ts wilingness or Intent to Inform 2 government emplayee that the employee Is rot lawfully in the United States;
or {b) report o lhvealm o eport sispected caensh or inmigraion tatus ofan empoyee or 3 famiy member of the employes 0 8 fedeal,sate o
local ageney this Chapter 14.25.

5, There shall be: buttatis presumption of retaliation If 2 hotel employer takes an adverse action against an employee within
90 days of the employee’s exertise of rights protected In this Chapter 14,25, The hotel employer may rebut the presumption with dear and comvincing
evidence that the action was taken for 2 permissible purpase and that the employes’s exercise of rights protected in this Chapter 14,25 was not a mothating
factor In the adverse action.

When the presumption in subsection 14.25.150A.5 does not apply, proof of retafiation undar this Chapter 14.25 shal be
sufficlent upon a showing that a hotet employer has taken an adverse action against an employee and the employee’s exercise of rights protected fn this
Chapter 14.25 was a mothiating factor in the adverse action, untess the hotel emplayer can prove that the action would have been taken in the absence of
such protected acthity,

7. ¥he protections under subsections 14.25.150.A.2 and 14.25.150.A.3 apply to any employee wha mistakenly bt In good falth

afleges viotations of this Chapter 14.25,
.

B. Hotice, posting, and records
1. Each hote! notification h d to each pew time of Kre of the
employee's rights undes this Chapter 14,25, Th on shallbe i each %en by ten or more emplayees.

2. Each hotel employer shall maintain for three years, for each employes 2nd former emplayee, by name, 3 record showlng the

fotlgwing information: {a} for each workweek of employment, the employee’s tegular houtly rate of pay; {6) for each month of fulltime employment at a

large hotel, the amount of additional wages or salary pakt as additianal compensation reflective of the cost of medical caverage for low Incame hotel

emplayees, as required by section 14.25.120; and {c} for exch day of employment 5 a housekeeping emplayee at a large hote), the total square feet of guest

100m floor space cleaned, the numbsr of strenvous room cleanings performed, the number of hours worked, and the employee's gross pay for that day, The

hotet employer must, upon request, make ail such employee and former emplayee records avaliable In full to any requesting employee and to the Dffice of
Labor Standards for inspection and copying.
C Private enforcement action

Any person dlaiming Injury from a viclation of this Chapter 14.25 shall be entitied ta being an action In King County Superior

Court o n any other court of competent jurisdictlon to enforce the pravisions of this Chapter 14,25, and shall be entitied to 2!l remedies avatlable at law or

n equity riate 1o cemedy any violation of this Chapter 14.25, inchuding but not limited to lost and other damages,

by a guest shall be afforded the follewlng rights:
A Upon request, the employee shall be reassigned to a different floar, or, if none ks availabie for the employee’s Job classification, a different
work area away from the guest for the entire duration of the guest’s stay at the hatel;
8. The hotel employer shall allow the emplos i
consult with a counselor or advisor of the employee’s chooslng; and
C. The hotel employer, with the consent of the emplayee, shall report an Incident Involving aBieged criminal conduct by a guest to the kaw
enforcement agency with hurisdiction and shall cooperate with any imvestigation into the Incident undertaken by the agancy and any attomey for the
complalaing employes,

paid time to contact the police and provide 7 poice statement and to

PART2
PROTECTING HOTEL EMPLOYEES FROM HRIURY
1425.07C intent
Itis the Inteot of this Part 2 to protect hotel employees from on-the-job Injury. Hotel employees suffer 1n unacceptably high rate of on-the-job injurles from
heavy Gfting, repettive tasks, and chemical exposure, and are 40 percent more Gkely to be Injured on the Job than all other service sector workers. The
provisions of ths Pat 2 il help o protecthotel smployees from such infuses.

14.25. tect th 5f hotel employees.
Hotel and safeguands and use work practices, methods, processes, and means thatare reasonably adequate
to make their workplacas safe,

1425.090 Hotel employers
Hotel employers must:

A Controlchemical agents n @ manier that they will oot resenta hazard to emplogees;

[ 01 exposure o, chemical sgents;and

< b thelr work area at the time of thels inital job 3ssignment.
Infoemation mustbe provided whenever  new physcal o heath bazard rlate o chercalexposure s ntrodced oto work arcas.
142

. Sigoificant Injules to hotel housekeepers resuit from the repetitive and strenuous tasks that must be performed In each guest room,
Induding kfting can safety standards. Hotel face rate of ad hotel
‘oceupations, Risk of Injury Is increased when hotel housekeepers must clean more than 5,000 square feat of guest rooms in an elght-hour workday, and
further increases when housekeepers are required to perform more than ten strenuous guest room cleanings during the day or to tiean guest roams at an
unsafe speed, Workplace Interventions have been found rates for|

B. An employee providing housekeephng services at a farge hote! shall not be required to clean guest rooms totafing more than 5,000 square
feet of floor space kn an elght-hour workday. When an emplayee pecforms ten or more strenuous room cleanings In an elght-hous workday, the maximum
Roor space shall be reduced by 500 square feet for the tenth strenuous room clearning and for each such strenuous soom dleaning thereafter.

. For an emplayee cleaning guest rooms for fewer than cight hours per day, the foregoing maximums and reductions shall be prorated

mmber of hours

D. #f an emplayee performs cleaning bn excess of the square footage allowed by this Section 14.25.100 in a day, the hatel employer shall pay

such hote} employee at laast time-and-2-half the employee's regular rate of pay for all time worked deaning guast rooms during that day.
PART3

Seciaratory orIjunctive rllef, prefudgment nteres, exerplary damages equal to mg amount ofwages wrongfulty withheld or nat pald on the established
regulsr pay day d 4.25.150E

2. A person who prevalls in any action o enforce this Ouvter 1435 mal be awarded costs, reasonable attorneys’ fees, and
expenses.

3, An order Issued by the court may include a requizement foc a compliance Teport to be submitted to the court and to the City
by the hotef employer,
0. Powers and duties of the Office of Chil Rights

1. The Cifice of Civil Rights may this Chapter 14.25 and shall have such powers
and duties In the pedon'na»ce nflbese functions as are s recessary and proper in the performance of the same and provided for by faw.

Off tabor the Office for Givil Rights, or the Division Director’s
this Chapter 14.2 the identity and peivacy rights of

designes, ks authortzed and d]rut:d to promutgate ruh
employees who have made complaints under this Chapter 14.25,
E Penalties

1. Each workday duriog which the hotel employer is in violstion of this Chapter 14.25 shall be deemed 2 separate viofetion for
which the hotel employer shall be iable for  penalty, exclushve of any damages which may b 4 by or awarded toany ofat
day per emplayes, and not more than $1,000 per day per employee, in an amount to be determined by the court.
2. Civl penalties shaf be distributed as Follows: 5¢ percent 1o th Labor ;25 b
employees, distributed accocding to each empioyee’s share of h)ury by the viokations; and 25 percent o the person binging the case, Penalties pamu the
the oy

Office of Labor Standards shll ba used for th bor laws an players and theis ights and
u.-....m,tobe [t g for thos
purpases.
PARTS
DEFINITIONS

14:25.160 Definltions
For the purposes of this Chapter 14.25;

“Change ncontrol means any sae,sssgnmen, ransfer or other disposition of al of dinthe
optration of 2 hatel or a £ the hotel th tion 253 hotel, or ing by merger, or
reargankzation) of the outgoing hatel employer or any person is th o

Checkout room” means a gusst room assizned to be cieaned by an employee due ta the departure of the guest assigned to that room.
“Compensation® means wages, salary, sick pay, vacation pay, holiday pay, bonuses, commissions, allowances, and in-kind campensation for
work performed.
“Emplayee” and "hotel employee” riat, by
L tn any parcular workweek perform st feast bwa hours of work withn the gographic boundariesof the ity of Seatte for 3

hotel employer; 3nd
2. Qualfies a5 an employee entitied to payment of a minimum wage from any employer under the City of Seattle andfor State
of Washington minkmum wage lews.

,43110“ . IMPROVING ACCESS TO MEDICAL CARE FOR LOW IRCOME HOTEL EMPLOYEES Ermy 2 and “hotel empk " inchude any indi (1) whose p atone ormore ¢ ho's employed
ent plove: ovee
directly by the hotel employer or by a person with the the hotel. Supervisary
fPart3to to affordable famity foc hotel employess. In emphoyees as defined under the National Labor Actare ot considered this Chapter 14.25,
wethelont kel to offer health insurance second 1o lowest. The average monthiy cast 03 hotel employee for “Employment commencement date’ means the date on which s hote] o
famity medical caverage thioughan employer-affeed plan xceeds £33 per month, bl of plans. Aess iy for the tncomis Joret o cxchange for onder the termes and conditions established by
to affordable medical are Is critcal for hotel employees to care for themselves and theic famfies. Ad reflcting ! the cormig hotel empleyer or as requied by .
antidpated fasnly medical vio foc low incame hotel employees. . “Federal paverty line" means the poverty line for the size af the employee's hausebold for the Seattle area as publshed In the Annual Update
reflective of the costaf ployees | by the Department of Health and Human Serviees of the Paverty Guidelines for the 48 Contiguots States and the District of Colimbia In the Federa| Register.
‘A A large botel employer shall pay, by na fater than the 15th day of each ach of Its kow-wage employees who work ful tme el time® emeans 2t feast 50 hotre 1t o ctlendat month.
3ta large hotel additional wages or salary In an amount equal to the greater of 5200, farinfiation, or the diffecence b {Dthe Hotel means  hote o mote, 3 dfied n Secton 23,844,024, contalning 60 o mote guest roams o st o ooms, Hote” o ckides
by premim o he st s, gokderel polyavatabls on the Vssingon el Beneﬁ(ﬁ(dnnse and (z| 7.5 percantof bywhihthe blet perated b the buikling’ parpose, or praviding services ot the buliding,
for th month, not inchuding 14.25.120, exceeds 100 “Hotel employer” yperson, including 7 executive, wh i orodiecty of thioigh an agent o any other
Percsntot e fdeat . atary required under ths Section 4. 25.120 are n 3ddiion to nd wil ot be consideredt as persen, s o services of 2 termp ot Yoys L aver the wages, hours, o
ages paid fot purpo: the hourky minimum wage and hourly miaim, setforth In Sections wuﬂng conditions ofany emplopes and wha ownx,mnlwk, andfor operates 2 hotel In Seatile; or a person w?w:mph‘rswexudsa control over the
14.19.030 through 14.15.050. any p ith 2 hotel employer In fustherance of the batels provision of kdging and other
B. Alarge hotel employer shall not be required to pay the additional wages or salary required by this Section 14.25.120 with respect toan o bt
emplayes or whom the el cmplorer proides beathand hospitalzaton coverage ateast equal o3 gokd-devl potcy on the \'Iashlngton Heahh Benefit incoming hotel employer™ means the persan that owns, contsals, and/or aperates a hetel subject to a change b control after the chang in
Exchange ata premhum of contribution cost to the employee af na more than five percent of the control
the hotel employer ot it contractars or subeontractors. ange el meanc ot contaling 10 o mare et roms ar e of s bl o proig g o membets ofthe pobl|
€. If2 hotsehold Includes muitlple employees covered by this Section 14.25.120, the total of all additional wage or salary payments made ke e "hﬂwm; pary e 08 er more gu Xmmm ety P §lodging to members of the public for
pursuznt to this Section 14.25.120 to such employees by one or more hotel employers shall ot exceed the tatal cost for coverage of the houschotd under | o the mioper s 400 peccent o lss of the Federa poverty e for
the esstexpensive ;nu poserafee n the Wasinson Heslth Benef Echangs fne of moe epioyes bt hussholdase caloyedby Moty e of e mplope's househcld.
eoordinate their 5o that thelr combined s In
ploy the that tros tes 3 hotel tto 3 change in controt priar to the change I
bsence of: hotel employers theiz payments, t by each hotel employer shalbe oo means the persen or operates s hotel sufect e cantrol pier el
the smount due to each employee under subsection 14.25.120A. " mesns edin g swhich the emp} (mmed
. The Infation adljustment required under subsection 14.25.120.A shall y ’ Incostofthe lowest  Lqibnca o ity guatd, or Fthe hotel em P,m
cost goid level policy avaliable on the Washington Hesith Beneft Ecchange. “Person” means an individual, corporation, partnership, Emited pamrshlp linited Habiity partnership, Emited Bability company, business
PART 4 trust, estate, trust, associatios agency, any other hegal o | ehtity, whether domestic or foreign.
PREVENTING DISRUPTIONS IH THE HOTEL INDUSTRY “Palicy” means an nsurance ancyavzizble on the Waskington Health Ben:l’( Exchange that wouldprovide coverage o the employes and, i
1425.130 Intent he erapk chdren In addition to the employee.
This Part 41 Intended to reduce disruptions to the Seattle economy that could result from the Incteasing number of property sales and changes in ownership Etayeres oo means  Eeestroom “ﬂmd o be teaned by an here the guest’s stay
inthe alsot kers, Even long-tesm and exemplary find themsetves "Strenuous room deantag® means the theanlng of (1) 2 checkout roam of {2) a stapove oo Untinchdes cot,rollot bed, pet bed of crib.
multinationsl corporation has decided to ellthe hotel at whih they work. “Transter documents means the purch . 1o effect the changa In control
14.25,140 Workes retention .
Retention hotel worker® 4 employee {1} whas kata to 3 change in control, (2] wha's
A When hotelundergoes a chang I conr th oulgolng otel erployer shall il 15 days afer the xecatioof 3 sesferdocoment, o o (AeLSRUn hete werker mesns sy e plovee (4] wheso pimaty e of o
provide to the incoming hotel employer the name, address, date of hire, and of each workes. ubject toa change incontrol, and (3) who has worked for the outgolng hotel emmployer foc at Jeast one month priot to the execution of the transfer
B.The Incoming hotel emloyer shal maintain a peferental biingfs of retention hotel workers identifed by the outgoing hotel employer,  Soorrer o2 ange i control and (3) whohas worke cutgoing hotel ermployee pemonth porte
s st forh i subsecion 14.25.140., and shallbe ecuired o e from that It for » erkod beginsiog upon the exccution of the rensfer docurent and Wages o saary” means the bl cash earnings paid & Jayee by an employer o the emplayer’s
continuing for the hmeusupe« to =
€. ifthe focoming hote} extends an affer of to 2 ceteation hotel worker, the offershallbe n writhg 30d remainopen  *° + "\ 2C ARTT
for at least ten business days. The Incorming hotel employer shall etain written vecification of that offer for no fewer than thiee years from the date the MISCEUANEOUS
offer was made. The verification shall nciude the name, address, date of ire, and ch retenton hotel worker. 1425170 Wakver
- An Incrning bote} employer shall etaln exch retention hotel worker Hired pursuant to thi Secton 1425.140 for no fewer than 30 days A The prcvisions of this Chapter 14.25 may not be walved by agreemeat between an Indavidust emplayee and 3 hotsl employer.
fallowing tion hotel worker' date. During this 90.day trarsition tioa hatel hatlbe B. Ay wakver by a party to 3 cotiective bargaining relationship Invohving a hotel employer of any provisions of Sections 14.25.020 through

emphoyed under the terms and conditions established by th lojer, or as

1, withi the 30-day ransition employment period establshed i subsection 14,25.140.0, the Incoming hotel emplayer determines that it
equies fewet hotel emplayees than were requised by the outgolng hatel empioyer, the ncorming botl employer shal etan retention hotel workers by
seniority within each tothe extent

F. During the 90-day transition employment period, the incoming hotef employer shalt not discharge withaut Just cause a retention hotel
worker retalned pursuant to this Section 14.25.140

&, At the end of the S0-day transition employment period, the ocomiag hotel emplayer shal provide 3 witten

evaluation for

14.25.060 and the appBcable enforcement mechanisms under Section 14.15.150 shall be deemed contrary to pubfic policy and shall be void and
unenforceable.

€. Except as provided in Section 14.25.170.8, all of the provisions of this Chapter 14.25, of any part hereof, may be walved in a bana fide written
collective bargaining agreement waiving provisians of this Chapter 14.25, i such a waver i sat forth In clear and unamblguous terms, Unfateral
implementation of terms and conditions of emplayment by either party to 2 coflective bargaining relationship shall not constitute, or be permitted, as a
waiver of all arany partof the provisions ofths Chapter 14.25.

each hotel warker retained pursuant ta this Section 14.25.140. 1f th ¥
s satisfactory, the incoming hotel employer shall considsr offering the retention hotel worker continued empioyment under the terms and conditions
established by the incoming hotel employer, or 2s required by law, The Incoming hatel smployer shall retain a record of the written performance evaluation
fora perlod of no fewer than three years.

H. The outgoing hotel employer shafl post written natlee of the change in control at the loction of the affected hotel within five business days
followlng the execution of the transfer document, Hotice shall be posted in a conspicuous place at the hotel 50 35 to be readily viewed by retention hotel
wotkers, other employees, and appicants for employment. Hothcs shall Include, but not be Emited o, the name of the outgoing hotel employer and its

142

A The provkians of this Chapter 14.25 are declared to be Separate and severable. H sny provision of this Chapter 14.25, o the spplcation
therest to any person or drcumstance, Is hekd Invalid, that lnvalidty shall not affect any other provision or application of this Chapter 14.25 that can be given
effect without the invalld provision or application; and to this end, the provisions or applications of this Chapter 14.25 ara severabla,

The requirements of this Chapter 14.25 shal not apply where and to the extent that state or federal law of regulitions preclude thelr

apphicatility.
14.25,190 Short titte.
This Chapter 14.25 s titted the Seattle Hotel Emplayees Health and Safety Indiative.
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City of Seattle
Legislative Department |
Office of the City Clerk CITY Cl FRE

Monica Martinez Simmons, City Clerk
Via E-Mail
July 15, 2016

UNITE HERE Local 8
Stefan Moritz

2800 First Avenue, Ste. 3
Seattle, WA 98121

SUBJECT: Notice of Sufficiency — Proposed Initiative Measure No. 124
Dear Mr. Moritz:

Please be advised King County Elections has completed verification of the signatures
submitted to our office for proposed Initiative Measure No.124. Of the signatures that
were compared against those on file with King County Elections, 21,679 were
determined to be registered voters. This number meets the requirement of 20,638, and
the petition was determined to be sufficient. Please find attached the Certlflcate of
Sufficiency filed with my office on Friday, July 15, 20186.

Should you have any questions regarding this information, please contact me at
(206) 684-8361 or via email at Monica.simmons@seattle. gov.

Very truly yours

Oﬁ*ﬁ‘ \/C}‘uﬂwm

Ménlca Martinez Simmons
City Clerk

Attachment: Certificate of Sufficiency

600 4" Avenue, Floor 3, PO Box 94728, Seattle, Washington 98124-4728
(206) 684-8344  Fax: (206) 386-9025 TTY: 7-1-1
email: clerk@seattle.gov
Accommodations for people with disabilities provided upon request. An equal opportunity employer




City of Seattle Legislative Department

|
QIS Office of the City Clerk

Monica Martinez Simmons, City Clerk

July 28, 2016
Transmitted Via E-mail
Julie Wise, Director
King County Elections
919 Southwest Grady Way
Renton, WA 98057-2906

SUBIJECT: Request for Call and Conduct of Special Election, November 8, 2016;
Initiative Measure No. 124 concerns health, safety and labor standards for
Seattle hotel employees

Dear Ms. Wise:

Please find enclosed a certified copy of Seattle Resolution No. 31683, requesting the Director of
Elections call and conduct a special election in the City of Seattle in conjunction with the general
election to be held November 8, 2016, for the purpose of submitting to the qualified electors Initiative
Measure No. 124, approved by the City Council on July 25, 2016. In accordance with Seattle City Charter
Article IV, the City Council has reviewed Initiative Measure No. 124, directing placement on the

November 8, 2016, general election election ballot.

| hereby certify the following ballot title was ordered by the Honorable Jim Rogers, King County Superior
Court Judge, on May 5, 2016. A copy of Judge Rogers’ Order is enclosed herewith.

THE CITY OF SEATTLE
INITIATIVE MEASURE NUMBER 124

The City of Seattle Initiative Measure Number 124 concerns health, safety and labor standards
for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-employers to further protect employees
against assault, sexual harassment, and injury by retaining lists of accused guests among other
measures; improve access to healthcare; limit workloads; and provide limited job security for employees
upon hotel ownership transfer. Requirements except assault protections are waivable through collective
bargaining. The City may investigate violations. Persons claiming injury are protected from retaliation
and may sue hotel-employers. Penalties go to City enforcement, affected employees, and the
complainant.

Should this measure be enacted into law?

Yes
No

600 4" Avenue, Floor 3, PO Box 94728, Seattle, Washington 98124-4728
(206) 684-8344  Fax: (206) 386-9025 TTY: 7-1-1




Julie Wise, Director
King County Elections
July 28, 2016

Should you have any questions regarding this matter, please do not hesitate to contact me at
(206) 684-8361 or monica.simmons@seattle.gov.

/ 8 ’
/P da
onica Martinez Simmons
City Clerk

Sincerely,

om——\

Enclosures: Certified Copy of Resolution No. 31683
King County Superior Court Order
Ballot Measure Cover Sheet

cc: Mayor Edward Murray
City Councilmembers
Peter Holmes, City Attorney
Wayne Barnett, Executive Director, Ethics & Elections Commission

600 4™ Avenue, Floor 3, PO Box 94728, Seattle, Washington 98124-4728
(206) 684-8344  Fax: (206) 386-9025 TTY: 7-1-1
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Patricia Lee
LEG Initiative 124 RES
Dlb

'CITY OF SEATTLE
Ear I -3
RESOLUTION 5\ (0 K_’)

A RESOLUTION regarding a voter-proposed Initiative Measure concerning health, labor, and
safety standards for Seattle hotel employees; authorizing the City Clerk and the Executive
Director of the Ethics and Elections Commission to take those actions necessary to
enable the proposed Initiative to appear on the November 8, 2016 ballot and the local
voters' pamphlet; requesting the King County Elections' Director to place the proposed
Initiative on the November 8, 2016 election ballot; and providing for the publication of
such proposed amendment.

WHEREAS, propenents submitted to the City Clerk a ballot measure petitibn regarding health,
labor, and safety standards for Seattle hotel employees (which the City Clerk designated
as Seattle Initiative No. 124 in Clerk Pilé No. 319639); and |

WHEREAS, the City Clerk forwarded the petition to the Director of King County Elections for
certification whether the petition bears a sufficient number of Valid.signatures to qualify
for introduction to the City Council as provided in Seattle City Charter Article IV,
Section [; and

WHEREAS, the Director of King County Elections has certified that the Initiative No. 124
petition bears sufficient vaﬁd signatures to qualify fof introduction to the City Council as
provided in Seattle City Chérter, Article IV, Section 1, and

WHEREAS, Seattle City Charter, Article IV, Section 1 provides that, if the City Council does
not enact an initiétive bill or measure bearing a sufficient number of signatures, it shall be
the duty of the City Council to submit the initiative measure to the voters of the City for
their ratification or rejection; NOW, THEREFORE,

BE IT RESOLVED BY THE CITY COUNCIL OF THE CITY OF SEATTLE THAT:

Section 1. The City Clerk is authorized and directed to take those actions necessary to

| place City of Seattle Initiative Measure 124 filed in Clerk File 319639, a copy of which is
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LEG Initiative 124 RES
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attached as Attachrﬁent A, on the November 8, 2016 election ballot, including but not limited to
publishing the proposed Initiative measure as provided by the City Charter.

Seétion 2. The Executive Director of the Ethics and Elections Commission is authorized
and requested to take those actions necessary to place information regarding City of Seattle
Initiative Measure No. 124 in thé November 8, 2016 voters' pamphlet.

Section 3. The Director of Elections of King Céunty, Washington, as ex ofﬁcio
supervisor of elecﬁons, 1s requested to place City of Seattle Initiative Measure No. 124 on the
November 8, 2016 ballot, with the following ballot title approved by the King County Superior
Court in [n Re Ballot Title Appeal of Seattle Initiative 124, Cause'Nos. 16-2-09173-3 SEA and

16-2-09920-3 SEA (Consolidated):

The City of Seattle Initiative Measure Number 124 concerns health, safety, and labor
standards for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-employers to further protect
employees against assault, sexual harassment, and mjury by retaining lists of accused
guests among other measures; improve access to healthcare; limit workloads; and
provide limited job security for employees upon hotel ownership transfer.
Requirements except assault protections are waivable through collective bargaining.
The City may investigate violations. Persons claiming injury are protected from
retaliation and may sue hotel-employers. Penalties go to City enforcement, affected
employees, and the complainant.

Should this measure be enacted into law?

Yes ... ...

Last revised April 13, 2016 2
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Adopted by the City Council the a _ O  dayof 3 J \7{ : , 2016,
\'.
and signed by me in open session in authentication of its adoption thls Q\S day of
oly ,2016.
/
President of the City Council
\ ;
35"
Filed by me this day of \—SO\\ ,2016.
Monica Martinez Simmons, City Clerk
(Seal)
Attachments:

Attachment A — City of Seattle Initiative Measure 124 (from Clerk File 319639)

Seate of Washingsre,
County of King
L Mowi ; et B s 5 e anef corvert

copy of _Kess lafron 3/653 , on fill in the recosds

of the City of Seattle, Office of the City Clerk

Last revised April 13, 2016 ) _3




Seattle
Protecis
Women.

Please Return Your Initiative Petition or Contact Us At:
Seattle Protects Women — Unite Here Local 8 for Yes on 124
2800 First Avenue, Room 3, Seattle WA 98121
{206} 63-5458 | abby@8.unitehere.org | www.segttleprotectswomen.org

INITIATIVE 124

INITIATIVE PETITION FOR SUBMISSION TO THE SEATTLE CITY COUNCIL. To the City Council of The City of Seattle:

We, the undersigned registerad voters of The City of Seattle, State of Washington, propose and ask for the enactment as an
ordinance of the measure known as Initiative Measure No. 124 entitled: .

Initiative 124 concerns health, safety, and labor standards for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-employers to further protect employees against assault, sexual
harassment, and injury by retaining lists of accused guests among other measures; improve access to healthcare; limit
workloads; and provide limited job security for employees upon hotel ownership transfer. Requirements except assault
protections are waivable through cellective bargaining. The City may investigate violations. Persons claiming injury are
protected from retaliation and may sue hotel-employers. Penalties go to City enforcement, affected employees, and the
complainant.

Should this measure be enacted into baw?

Yes . }

No '
Afull, true and correct copy of which is included herein, and we petition the Council to enact sald measura as an ordinance; and, if not enacted within forty five {45}
days from the time of receipt thereof by the City Council, then to be submitted to the qualified electors of The City of Seattle for approval or rejection at the next
regular election or at 2 speeial alaction in accordance with Article IV, Section 1 ofthe City Charter; 2nd each of us for himself or harself says: | have personally signed
this petition; | am a registered voter of The City of Seattle, State of Washington, and my residence address is correctly stated,

WARNING: "Ordinance 94283 provides as follows: “Section 1. It is unlawful for any person: 1. To sign or decline to sign any petition for a City initiative, referendum, or
Charter amendment, in exchange for any consideration or gratuity or promise thereof; or 2. To give or offer any consideration or gratuity to anyone to induce him or
her ta sign or not to sign a petition for a City initlative, referendum, or Charter amendment; or 3, To interfere with or attempt to interfere with the right of any voter to
sign er not to sfgh 2 petition for & City initlative, referendum, or Charter amendment by threat, intimidatien or any other corrupt means or practice; or 4. Te sigh 2
petition for 2 City inftiative, referendum, or Charter amendment with any other than his or her true name, or to knewngly sign mare than one {1] petition for the same
initiative, referendum or Charter amendment measure, or to sign any such petition knowing that he or she Is not a registered voter of The City of Seattle.” The
pravisions of this ordinance shall be printed as a warning en every petition for a City initiative, referendum, or Charter amendment. "Sectlon 2. Any person viclating
any of the provisiens of this ordinance shall upen conviction thereof be punishable by 2 fine of not mere than Five Hundred Dollars {$500) or by imprisonment in the
City Jail for a period not to exceed slx {8} months, er by both such fine and imprisonment.

'(. * Only Registered Seattie Voters Can Sign This Petition * )

Petitioner’s Petitioner's Residence Address Date
Signature Printed Name Street and Number Signed
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AN ACT establishing minimum health and safety standards for hotel emplbyees in the City of Se;ttle.

BE iT ENACTED BY THE PEOPLE OF THE CITY OF SEATTLE

Section 1. A new Chapter 14,25 is added ta the Seattle Municipal Code as follows!

14.25 HOTEL EMPLOYEES HEALTH AND SAFETY

34,25.010 Findings :

The people hereby adopt basic safeguards to protect hotel employces from assault and injury on the job, to imprave access to affordable healtheare, and to
provide 2 minimum standard of job securlty for hotel employees. This measure also Includes strong enforcement mechanisms to ensure that hotel awners
and operators comply with the law. Providing these pratections to hotel employees will make Seattle's econemy falrer and mora resilient.

Hatel employees are vital contributars to sur community. The hospitality industry is 2 profitable and important component of our economy that receives
substantial taxpayer support, including through the 51,5 billion expansion of the Washington State Conventlon Center.,

However, the hospitality industry has not adequately provided for the safety and security of hote! empioyess, Due to the unlque nature of hotel work, hotel
employees are subjected to a higher risk of harassment and violence on the job. Unregulated workloads result in Injury rates for hotel housekeepers that are
higher than those of coalminers. At the same time, hospltality employees have the lowest rate of access ta empioyer-offered health insurance of any industry
in the State of Washington and face unaffordable monthly premiums for family healthcare, Frequent property sales, changes in ownership, mergers and
2cquisitions In the hospitality industry mean that hotel employees face employment disruptions that are wholly beyond their control. As a vast majority of
Seattle hotel employees are women, immigrants, and people of color, these hazards and irstabilities within the hospitality industry exacerbate existing
structural inequities experienced hy these groups; It is appropriate and necessary to protect employees in the hotel Industry — those wha clean the ro0ms,
change the sheets, and dice the vegetables — from assault and injury, unmanageable medlcal costs, and unnecessary job loss.
PART 1

PROTECTING HOTEL EMPLOYEES FROM VICGLENT ASSAULT AND SEXUAL HARASSMENT
14.25.020 Intent
it is the Intent of Part 1 of this measure to protect hotel employees from violent assault, including sexual assault, and sexual harassment and to enable
employees to speak out when they experience harassment er assault on the job. Hotel employees are often asked to work alone in hatel rocms, which
somatimes may be occupied, placing them at risk of violent assault, incluting sexual assault, and sexual harassment.
14.25.030 Providing panic buttons to hotel employees-providing in-room services
A hotel employer shall provide a panic bution to each hotel employee assigned to wark in a guest room without other employees present, at no cost 1o the
employee. An employee may use the panic button If the employee reasonably believes there [s an ongaing crime, harassment, or ether emergency in the
employee’s presence, The hotel employee may cease work and leave the Immedlate area of perceived danger to await the arrival of assistance, and no
adverse employment s<tion may be taken against the employee for such actton.
14.25.040 Protecting hotel employess from violent or harassing hotel guests

A. A hotel empleyer must record the accusations it receives thata guest has committed an act of viclence, including assault, sexual assault, or
sexual harassment towards an employes, The hotel employer must determine and record the name of the guest; If the name of the guest cannot be
determined, the hotel employer must determine and record as much identifying information about the guest as is reasonably possible. The hotel employer
shall compile and maintain a list of a!l guests so accused. The emplayer shali retain a guest on the list for at least five years from the date of the most recent
#ccusation against the guest, during which time the employer shall retaln all written documents relating to such accusations.

B. If an accusation against 2 guest under subsection 14.25.040.A involves assault, sexual assauit, or sexual harassment, and is supported by a
statement made under peralty of perjury or other evidence, the employer shall decline to allow the guest to return to the hote! for at least three yaars after
the date of the incident. No employee may be requlired to provide such statement.

C. The hotel amployer must notify any hotel employes 2ssigned to work in guest rooms without other employees present, prier ta starting
their scheduled work, of any guest on the list established by subsection 14.25.040,A whoa is staying at the hotel, [dentify the room assigned to the guest, and
warn the employees to exercise caution when entering that room during the time the guest is staying in the hotel,”

14.25.050 Deterring assaults by notHying guests of employee protections

Each hotel shall place a sign on the back of each guest room door, written in a font size of no less than 18 points, that includes the heading “The Law Protects
Hatel Housekeepers and Other Employees From Violent Assault and Sexual Harassment,” a cltation to this Chapter 14.25, and notice of the fact that the hotel
Is providing panic buttans to lts housekeepers, room servers, and other employees assigned to work in guest rooms witheut other eraployees present, in
complianca with this CRapter 14,25,

14,25.060 Protecting employees who report assault or sexual harassment

An employee who brings to the attention of z hotel employer the occurrence of an act of violence, including 2ssault and sexual assault, or sexuai harassment
by a guest shall be afforded the following rights:

A. Upon request, the employee shall be reasslgned to a different floor, or, if none Is available for the employee's [ob classification, a diffarent
work area away from the guest for the entire duration of the Buest's stay at the hotel;

B. The hotel employer shall immediately allow the employee sufficient pald time to contact the police and provide a police statement and to
consult with 2 counselor or advisor of the employee’s choosing; and

C. The hotel employer, with the consent of the employee, shall report an incident invalving alleged criminal conduct by a puest to the law
enforeement agency with jurisdiction and shall cooperate with any investigation into the incident undertaken by the agency and any attorkey for the
complaining employee.

PART 2

PROTECTING HOTEL EMPLOYEES FROM INJURY
14.25.070 Intent
It is the intent of this Part 2 to protect hotel employees from an-the-job injury. Hetel employees suffer an unacceptably high rate of an-the-job infurles from
heavy [ifting, repetitive tasks, and chernica) exposure, and are 40 percent mere likely to be injured on the job than sll other service sector workers. The
provislons of this Part 2 will help to protect hote! emplayess from such injuries.
14.25.080 Hotel employers must adopt reasonable practices to pratest the safety of hotet employees
Hotel employers must provide and use safety devices, and safeguards and use work practices, methods, precesses, and means that are reasonably adequate
to make their workplaces safe, ’
24.25.050 Hotel employers must protect their employees fram chemical hazards
Hote! employers must;

A. Controf chemical agents in a manner that they will not prasent a hazard to employees;

B, Protect employees from the hazard of cantaet with, or expasure to, chemical agents; and

C. Provide employees with effective information on hazardous chemnicals in their work area at the time of their initial job assignment,
Information must be provided whenavera new physical or health hazard related to chemical exposure [s introduced Into work aveas,

14.25.200 Hotel employers must protect hotel housekeapers from injuries

A, Significant injuries ta hotel housekeepers result from the repetitive and strenuous tasks that must be performed in esch puest room,
including lifting requirements that can substantially exceed federal accupational safety standards, Hotel housekeepers face the highest injury rate of all hote!
occupations. Risk of infury Is increased when hotel heusekeepers must clean more than 5,000 square feet of guest rooms in an eight-hour workday, and
further increases when heusekeepers are required to perform more than ten stranupus guest room cleanings during the day or ta clean guest rooms at an
unsafe speed. Warkplace interventions have been found to significantly reduce injury rates for hotal housekeepers.

B. An employee providing housekeeping services at 2 largie hotei shall not be required to clean guest rooms totaling more than 5,600 square
feet of floor space in‘an elght-hour warkday. When 2n employee performs ten or mere strenuous room cleanings in an eight-hour workday, the maximum
floor space shall be reduced by 500 square feet for the tenth strenuous room cleaning and for each such strenugus room cleaning thereaftar,

C. For an employee cleaning guest rooms for fewer than eight hours per day, the foregoing maximurms and reductions shall be prorated
according to the actuz! number of hours worked cleaning guest rooms.

D. If an employee performs cleaning in excess of the square footage allowed by this Section 14,25.100 in a day, the hotel emplover shall pay
such hotel employee at least time-and-a-half the employee’s regular rate of pay for 2/l time worked cleaning guest rooms during that day.

PART 3

IMPRGVING ACCESS TO MEDICAL CARE FOR LOW INCOME HOTEL EMPLOYEES
14.25.110 Intent . )
Itis tha intent of Part 3 {o improve access to affordable family medical care for hotal amployees. In Washington’s economy, hospitality industry employers
are the least likely to offer health insurance 1o employees and their contributions are second to lowest. The average monthly cost to a hote! employee for
family medical coverage through an emplaoyer-offered plan exceeds $500 per manth, forcing nearly half of eligible employees t¢ decline such plans, Access
to affordable medical care is critieal for hotel employees to care for themselves and their families. Additlonal compensation reflecting hotel employees’
anticipated family medical costs 1s necessary to improve access to medical care for low income hotel employees. '
14.25.120 Large hate! employers must provide additional compensatién zeflective of the cost of medical coverage ta low-income hotel employees

A. Alarge hotel emplayer shail pay, by no later than the 15th day of each calendar month, each of its low-wage employees who work full time
ata large hote! additional wages or szlary in an amount equal to the greater of 5200, adjusted annually fer inflation, or the difference between (1) the
menthly premium for the lowest-cost, gold-lave pollcy avallable on the Washington Health Benefit Excha nge and (2) 7.5 percent of the amount by which the

s compensation for the previous calendar month, not Including the additional wage or salary required by this Section 14,25.120, exceeds 100
percent of the federal poverty line. The additional wages or salary required under this Section 14.25.120 are in addition to 2nd will not be cobsidered as
wages paid for purposes of determining compliance with the hourly minimum wage and hourly minimum compensatian requirements set forth in Sections
14.19.030 through 14.19.050.

B. A large hote| emplaver shall not be required to pay the additional wages or salary required by this Section 14.25.220 with respect to an
emplayee for whom the hate| empioyer provides health and hospitalization coverage at least =qual to a gold-leve! policy on the ‘Washington Health Benefit
Exchange ata premium or contribution cost to the employee of ne more than five percent of the employee's gross taxable earnings paid to the employae by
the hotel employer or its contractors or subcontractors.

C. If a heusehold includes multiple employees covered by this Section 14.25.120, the total of all additional wage or salary payments made
pursuant to this Section 14.25.120 ta such employees by one or more hotel employers shall not exceed the total cost far <overage of the household under
the least-expensive gold policy offerad on the Washington Health Benefit Exchange. If one or more employees in the household are emuyloyed by mora than
one hotel employer, the hotel employers may coordinats thelr payments so that their combined Ppayments do not exceed the foregoing maximum. In the
absence of an agreement among hotel employers to so coordinate their payments, the amount of additional wages payable by each hotel employer shall be
the amount due to each employee under subsection 14.25.120.4. .

D. The inflation adjustment required under subsection 14.25.120.4 shall be caleulated uslng the year-over-year increase in cost of the lowest
costgold leve! policy available on the Washington Health Benefit Exchange,

PART 4
PREVENTING DISRUPTIONS IN THE HOTEL INDUSTRY
14.25.130 Intent
This Part 4 s intended to reduce disruptions to the Seattle econemy that could result from the increasing number of property sales and changes in ownership

in the hote! Industry and also ta pratect low-incame workers. Even long-term and exemplary employees may find themseives terminated solely because a
muitinational corporation has declded to sell the hertel 2t which they work.
14.25.140 Worker retention

A, When a hotel undergoes a change in contrel, the outgoing hatel emplover shall, within 15 days after the execution of a transfer decument,
provide to the incoming hotel employer the name, address, date of hire, and employment occupation elassification of each retention hotel workar,

B. The incaming hotel employer shall maintain a preferential hiring list of retentjon hote! workers identified by the outgoing hotel emplover,
as set forth In subsection 14.25.140,A, and shall be required to hire from that list for a period beginning upon the executian of the transfer document and
continuing for six months after the hotelis ©open to the publlc under the incoming hatel employer. .

G If the incoming hotel employer extends an offer of employment ta a retantion hotel worker, the offer shall he In writing and remain open

for at least ten bushess days. The incoming hotel employer shall retaln written verification of that offer for ne fewer than thiee years from the date the .

offer was made. The verification shaii include the name, address, date of hire, and employment occupation classification of each retention hotel worker,

B, An incoming hotel employer shall retain each retention hotel worker hired pursuant to this Section 14.25,140 for ne fewer than 90 days
follewIng the retention hotel warker's employment commencement date. During this 90-day transition employment perlod, retention hotel workers shall be
employed under the terms and conditions established by the Incoming hotel employer, or as required by law.

E. If, within the 90-day transition employment perlod established In subsection 14.25.140.0, the incoming hotel employer determines that it
requires fewer hotel employees than were required by the autgoing hotet employer, the incoming hotel employer shall retain retention hotel workers by
seniorlty within each job classification to the extent that comparable job classifications exist.

F. During the 90-day transition employment period, the incoming hotel emplayer shall not discharge withaut Just cause a retention hotel
worker retzined pursuant to this Section 14.25.140,

' G. At the end of the 50-day transition employment pericd, the incoming hote! emplayer shall provide a written performance evaluation for
each hotel worke retained pursuant to this Section 14.25.140, If the retention hotel worker's performance during the 50-day transition employmant period
Is satisfactory, the incoming hotel employer shall consider offering the retention hote] worker centinued employment under the terms and condltions
established by the incoming hotel employer, or as required by law. The incoming hotel emplayer shal! retain a record of the written performance evalyation
for 2 periad of no fewer than three years.

H. The autgoing hotel amployer shall past written notice of the change in contrel at the location of the affected hotel within five business days
following the execution of the transfer docu ment, Notice shall be posted in a conspicuous place 2t the hatel so as to be readily viewed by retentlon hotel
workers, other employees, and applicants for employment. Notice shall include, but net be limited ta, the name of the cutgoing hotel empioyer and its

contact information, the name of the incoming hotel employer and its contact information, and the effective date of the change In contral. Notice shall
remain posted during any closure of the hotel and for sx months after the hotel is apen to the public under the incatming hatel employer,
PART 5
ENFORCING COMPLIANCE WiTH THE LaW
14.25.150 Enforcement
A, Exercise of rights protected; retaliation prohibited

. 1. it shall be a viclation far a hotel empisyer or any other person 1o Interfere with, restrain, or deny the exercise of, or the
attempt to exercise, any right protected ender this Chapter 14.25. .

2. Ne person may discharge, reduce any part of the compensation of, or otherwise discriminate against an employee, in
response ta the enactment of this Chapter 14.25, or In response to the employee assertling rights under this Chapter 14.25, Such adverse actions are deemed
to harm the public and the employees itreparably, and hence preliminary equitable refief and reinstatement shall be avaiable to the affected employees in
addition to all other relief.

3. It shall be a viclation for a hotel employer to take any adverse action against any employee because the employee has
exarcised in good faith the rights protected under this Chaptar 14,25, Such rights include but are not Umited to the right to assert any rights guaranteed
pursuant to this Chapter 14.25; the right to make inguirles about the rights protected under this Chapter 14.25; the right to inform others about an
employer's alleged violation of this Chapter 14.25; the right to cooperate with the City In any investigations of alleged violations of this Chapter 14.25; the
right to oppose any policy, practice, or act that is unlawful under this Chapter 14.25; the right to file an oral or written complaint with the City or to bring &
civil action for an alleged viokation of this Chapter 14.25; the right to testify In a proceeding under or related to this Chapter 14.25; the right to refuse to
participate in any activity that would resuit in a violation of «ity, state, or federa! law; and the right to eppose any policy, practice, or act that i unlawful
under this Chapter 14,25, ’

4. It shall be a violatlon fer a hotel emplover ta {a) communicate to an employee exercising rights under this Chapter 14.25,
divectly or indirectly, explicltly or implicitly, lts willingness or intent to inform 2 government employee that the employee s not lawfully in the United States;
ar (b} repert or threaten to report suspected citizenship or immigration status of an employee or & family member of the employee to a federal, state, or
local agency because the employee has exercised a right under this Chapter 14.25,

5. There shall be a rebyttable presumption of retaliation if 3 hotel employer takes an adverse action agalnst an employee within
90 days of the employee’s exercise of rights pretected in this Chaptar 14,25, The hote! employer may rebut the presumptlon with clear and convinging
evidence that the action was taken for a permissible purpose and that the employee’s exerclse of rights protected in this Chapter 14.25 was not a motivating

factor in the adverse actian.

&, When the presumptit;n in subsection 14.25.150.4.5 does not apply, proof of retaliation under this Chapter 14,25 shall be
sufficient upon a showing that a hotel employer has takan an adverse action against 2n employee and the employee’s exercise of rights protected In this
Chapter 14.25 was a motlvating factor in the atverse action, unless the hote! employer can prove that the action would have been taken in the absence of
such protected activity,

7. The pratections under subsections 14.25.150.A.2 and 14.25,150.A.3 apply to any employee who mistakenly but in good faith
alleges viclations of this Chapter 14.25.

8, Notice, posting, and recards

1, Each hotel employer shalt give written notification to each current employee and to ¢ach new employee at time of hire of the
employee’s rights under this Chapter 14.35, The notification shall be in each language spoken by ten or more employees.

2. Each hotel employer shall maintain for three years, for each employee and former ernployee, by name, a record showing the
following information: (2] for each workweek of employmant, the employee’s regular hourly rate of pay; (b} for each month of full-time employment at &
large hotel, the amount of additional wages or salary paid as additiona! compensation reflective of the cost of medical coverage for low income hotel
empioyees, as required by section 14.25.120; and (c) for each day of empioyment as a housekeeping employee at a large hotel, the total square feet of guest
room floor space cleaned, the number of stranucus room cleanings performed, the number of hours warked, and the employee’s gross pay for that day, The
hotel employer must, upon request, make all such employee and former employee recards avallable In fuil to any requesting employee and ta the Cffice of
Labor Standards for inspection and capying.

C. Private enforcament action

1. Any person clziming injury from a violation of this Chapter 14.25 shall be entitied to bring ak action in King County Superier
Court or In any other court of competent jurisdiction to enforce the provisions of this Chapter 24.25, and shall ke entitled to all remedies avafable at law or
In equity appropriate to remedy any violation of this Chapter 14.25, including but net fimited to lost corpersation and other damages, reinstatemant,’
declaratory or injunctive relief, prejudgment interest, exemplary damages equal to the amount of wages wrongfully withheld or not pald on the established
regular pay day when those wages were due, and to collect chvil penalties as described in subsection 14.23.150.E,

2. A person who prevails it sny action to enforce this Chapter 14.25 shall be awarded costs, reasonable attorneys’ fees, and
expenses.

3. An order issued by the court may include 2 requirsment for a compliance report to be submitted to the court and to the City
by the hotel emplayer.

D. Powers and dutles of the Office of Civil Rights .

1. The Office of Civil Rights may investigate charges zlleging violations of this Chapter 14.25 and shall have such powers
and dutles In the perfortmance of these functions as are necessary and proper in the performance of the same and provided for by law,

2. The Division Director of the Office of Labor Standards within the Office for Civil Rights, or the Divislon Diractor's
designee, is authorized and directed to promulgate rules consistent with this Chapter 14.25, including rules that protect the identity and privacy rights of .
employees whe have made complaints under this Chapter 14.25,

E. Penalties

1. Each workday during which the hotel employer is in violation of this Cha pter 14.25 shall be deemed a separate violation for

which the hote] employer shzli be {iable for a penalty, exclusive of any damages which may be recovered by or awarded to any employes, of at least $100 per

- day per employee, and not more than $1,000 per day per employes, in an amount to be determined by tha court.

2 Clvil penalties shail be distributed as follows: 50 percent to the Office of Labor Standards; 25 percent to the aggrieved
employees, distributed according to each employee’s share of injury by the vielatlons; and 25 percent to the persen bringing the case. Penalties paid to the
Office of Labor Standards shall be used for the enforcement of I bor faws and the education of employers and employees about their rights and
responsibiiities under the laws governing lsbor standards, te be continuously appropriated to supplement and not supplant existing funding for these
purposes.

PART 6
DEFINITIONS
14.25.16C Definitions
Forthe purpeses of this Chapter 14,25:

"Change in control” maans any sale, assignmant, transfer, contribution, af other disposition of all er substantially all of the assets used in the
aperation of 2 hotel or a discrete portion of the hotel that continues in aparation as a hotel, or a controlling interest {induding by consolidation, merger, or
rearganizatien) of the outgoing hotel emplayer or any person who controls the altgoing hotel employer.

“Checkout room” means a guest room assigned to be cieaned by an employae due to the departure of the guest assigned 10 that room.

“Compensation” means wages, salary, sick pay, vacation pay, holiday pay, bohuses, commissions, aliowances, and in-kind compensation for
work performed.

"Employee” and “hotel employee” means any non-managerial, non-gupervisory individual employed by a hotel empkver who:

- 1. In any particular warkweek performs at least two hours of work within the geographic boundaries of the City of Seattle for a
hatel ermployer; and
2. Qualifies as an employee entitled to payment of a minimum wage from any employer under the City of Seattle snd/or State
of Washington minimum wage laws.

“Employee” and “hotel employee” Include any individual {1) whese place of employment is at one or more hotels and {2} who is employed
directly by the hotel employer or by 2 person who has contracted with the hotel employer ta provide services at the hotel. Supervisery and confidentlal
employees as defined under the Natioral Labor Relations Act are not considered employees under this Chapter 14,25,

“Employment commencement date” means the date on which & hotel employee retained by the Incoming hotel employer pursuant to this
Chapter 14,25 commences work for the incoming hotel employer in exchange for benefits and compensation under the terms and conditions established by
the Incoming hotal employer or as required by law.

"Federal poverty lIne” means the poverty line for the size of the erfiployee’s household for the Seattle area as pubiished in the Annuai Update

* by the Department of Health and Human Services of the Poverty Guidelines for the 48 Cantiguaus States and the District of Columbia in the Faderal Register.

“Fuil time” means at least 80 hours in a calendar month,

“Hotel” means a hotel or motel, as defined in Section 23.84A.024, centaining B0 or more guest roams or suites of reoms. "Hotel” also-includes
any contracted, leased, or sublet premises connected to or operated in cenjunction with the building's purpese, or providing services atthe building.

"Hotel employer” maans any person, including a corporate officer or executive, who directly or indlrectly or through an agent or any other
persen, including through the services of 2 temporary service or staffing agency or similar entity, employs or exercises contro] over the wages, hours, or
working conditlons of 2ny employee and who owins, controls, and/or operates a hotel in Seattle; or a persan who employs or exercises contral over the
wages, hours, or working canditlons of any person employed in canjunction with a hotel empioyer in furtherance of the hotel’s provision of lodging and other
refated services for the public.

“Incoming hetel employer means the person that owns, sontrals, and/or operates a hotel subject to a change in control after the change in
control. A

“targe hote!” means a hotel containing 100 or more guest rooms or suftes of reoms sultable for providing lodging to members of the public for
a fee, regardless of haw many of those rooms or suites are occupled or in commercizl use at zny given time.

“Low-wage empioyee” means an employee whose total compensation from the employer is 400 percent or lass of the federal poverty line for
the size of the erployee’s household.

“Outgoing hotel employer means the person that owns, controls, andfor operates a hotel subject to a change in control prior to the change in
control.

“Panic button” means an emergency contact device carried by an employee by which the employee may stmmon immediate an-scene
assistance from another employee, security guard, or reprasentative of the hotel employer.

“Person” means an individual, corparation, partnership, limited partnership, limited liability partnership, limited lability company, buslness
trust, estate, trust, association, joint venture, agency, instrumentality, or any other legal of commerdal e ntity, whether domestic or foreign.

“Pallcy” means an insurance palicy available on the Washington Health Benafit Exchange that would provide coverage to the emplovee and, if
the employea has any spouse and dependent children, to the employee’s spouse and dependent children in addition to the employee.

“Stayover room” means a guest room assigned 1o be cleaned by an employee where the guest’s stay has not yet ended.

“Strenucys room cleaning” means the cleaning of {1} a checkout room-or {2) a stavover roorm that includes 3 cot, roliout bed, pet bed or crib.

“Transfer dociment” means the purchase agreement or other decument(s) creating a binding agreement to effect the change in control.

"Retention hotal worker” means any emmployae {1} whose primary place of employment is at a hotel subject to a change in control, {2) who is
emplayed directly by the outgolng hotel empioyer, or by a person who has contracted with the outzoing hotel employer to provide sarvices at the hotel
subject to a change in control, and (2) who has worked for the outgaing hatel employer for at least one month prior to the execution of the transfer
document.

“Wages or salary” means the gress amount of taxable cash earnings paid to an employee by an employer or the employer’s contractors or
subcontractors. . .

PART 7
MISCELLANEQUS
14.25,170 Waiver

A.The provisions of this Chapter 14.25 may not be waived by agreement between z2n individual empleyee and a hotel employer,

B. Any waiver by 2 party o a collective bargaining relationship Invalving a hotel employer of any provisions of Sections 14.25.620 through
14.25.060 and the applicable enforcement mechanisms under Section 14.25.150 shall be deemed contrary 1o public poliey and shali be void and
unenforceable, '

C. Exeept as pravided In Section 14.25.170.B, 2l of the provisions of this Chapter 14.25, or any part hereof, may be waived in a bona fide written
collective bargaining agreement walving provisions of this Chapter 14,25, if such a waiver is set forth in clear and unambiguous terms. Unllateral
implementaticn of terms and ¢onditions of employment by either party to a collective bargaining relationship shall not constitute, or be permitted, as a
waiver of all or any part of the provisions of this Chapter 14,25,

14.25.180 Severability and exceptions

A. The provisions of this Chapter 14.25 are declared to be separate and severable. If any provision of this Chapter 14,25, or the application
thereof to any person or circumstance, is held invalld, that invalidity shall not affect any other provision or application of this Chapter 14.25 that can he given
effect without the invalid provision or application; and to this end, the provisions or applications of this Chapter 14.25 are severable,

B. The requirements of this Chapter 14.25 shall not apply where and to the extent that state or federal law or regulations preclude thelr
applicability.

14.25.190 Short title
This Chapter 14,25 is titled the Seattle Hotel Employees Health and Safety initfative.
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Hon. Jim Rogers

KING 7+ l'%.T'\" \.'fA. '?.U"EG'FN
MAY 52016

SUPERIOR COURT CLERK
BY David Roberts
: DEPUTY

IN THE SUPERIOR COURT OF THE STATE OF WASHINGTON

_ FOR KING CQUNTY ’
IN RE: BALLOT TITLE APPEAL OF ) . .
SEATTLE INITIATIVE 124 . ) No. 16-2-09173.3 SEA
| ‘ ) No.  16-2-09920-35EA
! .
) PieReEED ORDER
) _
)
)
| )
WASHINGTON LODGING Y '-
ASSOCIATION, JOIN LANE Y
. )
V. . . )
. )
CITY OF SEATTLE )
)
)

THIS MATTER came before the Couwrt on the Washington Lodging Association’s RCW
29A,36.090 Petition Appealing Ballot Title And Requesting a Hearing and Briefing Schedule, and

the Court has }_zéard argument of counsel and read and considered the pieadinés on file and the |

briefing of the parties,
’ §

' ' : PETER S. HOLMES
QR_DER . ) Suattie City Attorney
Page -1 A . : 701 5 Avenus, Suite 2050

Sewdle, WA 921047097

(206) 634-5200
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Now therefore,

The attached

IT 18 HERERY ORDERED that the ballot title for Initiative 124 is approved in itsorgheitform.
’ . 7 . .

DATED this 5™ day of May, 2016.

’I‘he Hanorablc Jim Rogors ,
' _ King Coumy Superior Court Judge
Presented by , ' -
PETER 8, HOLMES \\.\ \
Seattle City Attorney “\: )

Erica R, Franklin, WSBA#43477
Jeff Slayton, WSBA #14213

- Assistant City- Attorneys '
Attorneys for City of Seattic
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2 ’ PETER 8, HOLMES
ORDER A : Senttle City Altorney

Page - 2 . HE 5® Avenuo, Ruite 2050
. Seuttic, WA 08104757
(2063 6845200
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THE CITY OF SEATTLE
INITIATIVE MEASURE NUMBER 124

Initiative 124 concerns health, safety, and labor standards for Seattle hotel employees.

If passed, this initiative would require certain sized hotel-empioyers to further protect employees
against assault, sexual harassment, and injury by retaining fists of accused guests among other
measures; improve access to healthcare; limit warkloads; and provide limited job security for employees
upon hotel ownership transfer, Requirements except assault protections are waivable through
collective bargaining. The City may investigate violations, Persons claiming injury are protected from
retaliation and may sue hotel-employers. Penalties go to City enforcement, affected employees, and
the complainant.

Should this measure be enacted into law?
Yes

No
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