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'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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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.




