
 



 

 

Notes & Numbers 
 

 

 

Supervisor’s Name: 

Supervisor’s Phone #: 

 

Summit Main Phone .......................................................... 425-434-SNOW (7669) 

Snow Line ......................................................................................... 206-236-1600 

 

Emergency # at Snoqualmie Pass .................................................................... 911 

Guest Services ..................................................................... (425) 434-7669 x4350 

Human Resources ............................................................... (425) 434-7669 x6300 

Security ......................................................................... (425) 434-6747  or  x6747 

 

Washington DOT Road Conditions: 

 Cell – Dial 511 

 Web – www.wsdot.wa.gov/traffic/passes 

 

Summit Website – www.summitatsnoqualmie.com 

http://www.wsdot.wa.gov/traffic/passes
http://www.summitatsnoqualmie.com/


 

A MESSAGE FROM THE GENERAL MANAGER 

 

Welcome to The Summit at Snoqualmie 
 

Welcome to The Summit at Snoqualmie!  We are very pleased you chose to join 
our team as we begin our 81st season!  The Summit has a long tradition of 
offering skiing, snowboarding, and other winter recreational opportunities to 
our state and region, dating back to 1937.  We are very proud of our long 
legacy of providing winter recreation to the Northwest.  You are joining a team 
of passionate and dedicated individuals, several with many years of experience.  
However, whether it is your first day or year twenty, we ALL share an equally 
important role in providing exemplary guest service.   

Our guests are the reason we are here and they have to be our primary focus.  
Ideally, we provide them with an environment of learning, entertainment, 
relaxation, fulfillment, and most importantly, wholesome FUN!  And, many of 
these same opportunities are available to you.  We offer an extensive list of 
Team Member perks and I encourage you to take advantage of the wonderful 
benefits.   

We are equally excited to look ahead to the future!  We are currently in the 
process of implementing our master development plan, approved in 2008, 
which includes adding new chairlifts, new lodges, and other services for our 
guests.  In 2014, we added the beautiful new Silver Fir Lodge and our brand 
new Rampart Chairlift at Summit East was added in 2015.  This past summer, 
our crews worked hard to install light poles allowing us to begin night skiing 
operations at Silver Fir this season.  Another great milestone was achieved this 
summer after our recent purchase of the Mountaineers land, crews were able 
to get in and clean up this area allowing us to incorporate that into skiable 
terrain to more easily connect the Central and West base areas.  But that is not 
all, we have many other exciting improvements planned for other areas of the 
mountain as well! 

Regardless of whatever physical improvements that are made, it is really our 
people who make The Summit a great place to work and play.  We are very 
proud of our team here at The Summit 

I very much look forward to working together with each of you this winter in 
bringing The Summit to life.  I know it’s going to be a great season! 

Have fun, be safe, and enjoy the season. 

Guy Lawrence 
General Manager  



 

 

 

DISCLAIMER 
 

Although we want and encourage you to have fun while you’re working, there 
are times when we need to be serious. This is one of them. This Handbook does 
not constitute a contract or guarantee of employment. The statements 
contained in this Handbook are general policies of The Summit at Snoqualmie 
(The Summit) and do not amount to promises of specific treatment in specific 
situations.  The Summit reserves the right to deviate from these policies in its 
sole discretion and The Summit’s decision to abide by any general policy 
statement herein does not create any expectation that in future situations The 
Summit will choose to abide by or follow any general policy statement. 

Further, by signing the Handbook Acknowledgment Form, you are agreeing and 
acknowledging that this Handbook is not a contract and that you have not and 
will not rely on the policy statements contained within this Handbook, as 
promises of specific treatment in specific situations.  Rather, you acknowledge 
and agree that our relationship is “at-will”. That means we can terminate your 
employment at any time, for any reason, with or without cause. The same 
holds true for you. You can voluntarily terminate your employment at any time, 
for any reason. Any changes to an “at-will” employment agreement must be 
made in writing and signed by both you and the General Manager of The 
Summit. We understand and honor flexibility in guidelines and policies as a 
necessary part of doing business in an ever-changing world. While those 
policies and procedures outlined in this Handbook are valid today, they may 
change at any time. 

Finally, by signing and dating the Handbook Acknowledgment Form, you are 
acknowledging and agreeing that you have carefully read the provisions of this 
Handbook and understand the language of this Disclaimer.  You agree that you 
will not now, or at any time in the future, use the provisions of this Handbook 
for any legal cause of action or demand against The Summit.  Because these are 
simply general policy statements and not specific promises of treatment in 
specific situations, you understand that you cannot rely on these policy 
statements for any cause of action under any circumstances.  If you have any 
questions about this Disclaimer, or wish to discuss any of the acknowledgments 
or agreements further before executing any document, please raise your 
concerns with management prior to executing the Handbook Acknowledgment 
Form.  Thank you. 
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SUMMARY 
 
We believe that you will find your employment at The Summit to be a 
rewarding experience.  Your employment with The Summit is a "two-way 
street" -- we have expectations of you as an employee, and you, in turn, have 
expectations of The Summit. 

In summary, 

WHAT WE CAN EXPECT FROM YOU 
 To treat our Guests with courtesy and respect 

 To treat your fellow crew members and supervisors with courtesy and 
respect 

 To conduct your behavior and all business within our safety policies 

 To adhere to our policies 

 To take pride in your work 

 To represent The Summit in the best possible manner  

 

WHAT YOU CAN EXPECT FROM US 
 To be treated with respect and courtesy 
 To receive compensation for all hours worked 
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GET THE MOST OUT OF YOUR JOB 

STAY INFORMED 
This Handbook is a tool to give you as much information as possible as you 
embark on an exciting adventure working in the dynamic ski industry!  Policies, 
practices, and expectations are outlined here (more detailed policy information 
is available in HR) along with perks, benefits and safety procedures and 
guidelines that you need to know. 
A great way to keep informed is to attend your weekly department meetings.  
Be there so you are “in the know” for upcoming events and current 
information. 

ATTITUDE 
Your attitude is the first and last thing guests and coworkers see. Attitude is 
what makes or breaks a situation. Your attitude should project a positive, 
enthusiastic demeanor. Your body language should convey enthusiasm and 
helpfulness. The Summit is a Fun, Convenient, Outdoor Escape, and your 
everyday attitude is key to our success. 

EMPLOYEE APPEARANCE & GROOMING STANDARDS 
The impression that you make on our guests is a very important and integral 
part of the ongoing success of The Summit.  Remember, you may be the first 
contact that a guest has with our ski area; therefore, we want to make sure it is 
a good and lasting impression. We expect all employees to maintain a clean, 
well groomed appearance and conduct themselves in a reasonable and 
considerate manner while on duty. Some departments require specific clothing 
or uniforms, part or all of which will be supplied by The Summit. 

HYGIENE 
Every employee is expected to practice daily hygiene and good grooming habits 
as set forth in further detail below. 

HAIR 
Hair should be clean, combed, and neatly trimmed or arranged. Unkempt hair 
is not permitted. Dreadlocks are permitted but must be pulled back if they 
exceed collar length. Certain positions require hair to be pulled back for safety 
risks/health concerns; specific policies on a departmental level must be 
followed at all times. Extreme styles (i.e. trendy shaves, Mohawks, spiked, 
matted styles) must be pulled back or tucked up under a company-approved 
hat.  Some non-natural hair tints are permitted with manager approval.  

FACIAL HAIR  
Employees may wear beards, goatees and mustaches that are neatly trimmed. 
Facial hair must be well kept or cleanly shaven. 
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JEWELRY 
Where job duties present any type of safety risk, jewelry may be prohibited or 
severely limited. In other areas, moderate (including size and amount) jewelry 
may be worn.  

FACIAL/BODY PIERCINGS  
Rings or other body piercing jewelry through the eyelid, tongue, lip, or other 
visible body part, other than the ears, are not acceptable. A small stud or ring 
in one nostril is the only exception.   

TATTOOS  
Visible non-offensive tattoos are permitted. Tattoos on the face or neck are not 
allowed. Offensive tattoos must be covered at all times.  Examples of offensive 
tattoos include, but are not limited to, those of obscene or sexual connotation 
or that are frightful. If you are unsure what qualifies, please ask your manager 
or supervisor. 

UNIFORMS  
Uniforms are required while working at The Summit.  Depending on your 
position, you may or may not receive a full outdoor uniform. The appropriate 
uniform for your position will be provided. In cases where employees are not 
supplied a full company uniform, they will still be expected to conform to 
grooming standards and dress appropriately for the job performed. We take 
pride and respect in wearing our Summit uniform. Anything that is visible to 
the guests must be neat and clean. Outdoor gear must be returned to Human 
Resources (HR) at Summit West at the end of the season.  

Uniforms are not to be worn when using any tobacco product, e-cigarettes or 
while consuming alcohol while off duty on or off The Summit property. 

NAMETAGS  
In order to continue meaningful interactions with our guests, wearing your 
nametag visibly at all times is required while on duty. Name tags can be 
ordered through your supervisor or HR. Lost name tags should be reported 
immediately for replacement. If you lose your nametag, there may be a 
replacement fee. 

HATS  
Only company-approved hats should be worn while on duty during operating 
season. A hat may or may not be issued as part of your uniform depending on 
your position. Hats with logos or written statements other than “The Summit at 
Snoqualmie” or “Alpental” may not be worn without manager approval. 

EXCEPTIONS 
Employees seeking an exception from any of the above standards should speak 
with the HR Director.  
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STANDARDS OF CONDUCT 
Adherence to standards of conduct, behavior and performance are essential to 
the operation of The Summit and to providing a friendly and relaxed resort 
atmosphere to our Guests.  

Although employment is at will, The Summit has established procedures for 
dealing with disciplinary issues that will be used when management feels 
disciplinary steps are appropriate.   

This procedure may include positive contact coaching sessions, verbal 
reminders, and written reminders that could lead to termination.  Termination 
could be immediate based on the seriousness, frequency and other factors 
surrounding the situation.  Our procedure is designed as a positive measure to 
let employees, whose behavior or job performance is not acceptable, know 
what steps must be taken to improve.  Employees should know that, unless job 
performance or job behavior is corrected to acceptable standards within 
specific timeframes, continued employment might be jeopardized.  
Additionally, if an employee is unhappy or dissatisfied with their job or 
department, they should first make a good faith effort to have a constructive 
conversation with their supervisor or department manager to work towards a 
resolution.  If resolution cannot be achieved or the employee remains 
dissatisfied, the employee should then seek the assistance of HR.  

REVOCATION OF PRIVILEGES 
The Summit reserves the right to reduce, revoke, restrict and/or suspend the 
use of skiing and riding privileges at its sole discretion, including disciplinary 
reasons.  The fraudulent use of skiing privileges, identification cards or passes is 
a violation and can lead to termination and/or prosecution. 

CELL PHONES/MP3 PLAYERS (ETC) 
Devices such as these are not permitted to be in use by employees while on 
duty in order to provide safe and engaging service experience for our guests. 
Reserve the use of cell phones, pagers, personal computers and MP3 players 
for break time. 

DRINKING AT THE SUMMIT  
No employee may perform their job duties while under the influence of 
alcohol. Employees who are of legal age and have legal identification with them 
may patronize any of our on-hill restaurants and bars that serve alcohol after 
their shift. However, NO EMPLOYEE shall consume alcohol on- or off-premises 
while wearing any Summit uniform. Even when off-duty, it is important for 
employees who make use of our on-hill bars, lounges & restaurants to maintain 
a professional demeanor. Failure to comply will not be tolerated and may result 
in suspension or termination. 

SMOKING/E-CIGARETTE POLICY 
Smoking is an employee privilege, not a right. As an employer, the right to 
prohibit smoking is real and the privilege to smoke will be revoked in the event 
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that an employee’s smoking behavior diminishes our guest opinion of their 
experience. Employees, while on the clock, are entitled to three breaks per 8-
hour shift (morning, lunch, afternoon—or shift equivalents, see “Breaks” for 
further details) during which smoking is permitted out of uniform. 

All Summit buildings and company vehicles are SMOKE FREE, so smoking and 
use of all other tobacco products is only permitted outdoors, more than 25 feet 
away from building entrances, exits, and intake vents. 

While smoking, it is imperative that employees either remove resort-provided 
uniforms (along with Summit-specific logo wear) or conceal the same, to 
include hats, so that they appear as a public guest. Lack of compliance will 
jeopardize the smoking privilege, and may result in suspension or revocation of 
that privilege. No employee shall be seen in uniform smoking, on the mountain 
or in/around the base area. 

With the privilege come responsibilities: Properly disposing of smoking 
paraphernalia (butts, matches and packs) is entirely the smoking employee’s 
responsibility. 

DRUGS & ALCOHOL POLICY 
The Summit is committed to providing a safe, healthy, drug and alcohol-free 
environment for employees. Employees are prohibited from being under the 
influence of illegal drugs, marijuana, alcohol or other illegal substances during 
work time. Our Drug & Alcohol Policy applies to all employees and is strictly 
enforced. 

Policy Statements 
 The use, sale, possession, purchase or transfer of illegal drugs and 

marijuana during work time or on Summit property, including employee 
housing, constitutes grounds for disciplinary action up to and including 
termination. Any illegal substance found will be turned over to the 
appropriate law enforcement agency and may result in criminal 
prosecution. 

 The use of prescription drugs by any person other than the person for 
whom the drug is currently prescribed by a licensed medial practitioner is 
prohibited.   

 Employees shall inform their immediate supervisor when they are taking 
prescribed drugs or over-the-counter drugs that may impair their ability to 
perform the essential functions of the job in a safe and effective manner.  

 The use of alcohol during working hours is prohibited. Alcohol is not 
permitted in the workplace, on or off-duty, except at resort-sponsored 
events or with management’s express authorization and approval. Off-duty 
employees who choose to drink alcohol at resort bars must be 21 and carry 
legal proof of age. Consumption of alcohol while in a Summit uniform is 
strictly prohibited. 

 The employee being tested will be placed on an unpaid leave until the 
results of the test are returned and a decision on employment status is 
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made. Positive tests will be handled on a case-by-case basis and may 
include termination of employment.  

 Employees have the right to refuse drug and alcohol testing. However, any 
refusal to consent to a drug and alcohol screen upon request is grounds for 
termination. 

Testing 
All Summit employees must be fit for work regardless of state law. The Summit 
participates in the following testing: 

 Reasonable Suspicion Testing – Employees may be required to drug or 
alcohol test if they exhibit behavior including but not limited to impaired 
work performance or inconsistent behavior, particularly where it threatens 
the safety of other employees or our guests.  Exhibited behavior will include 
speech, appearance, and odors consistent with substance usage.  The 
decision to require a test can be made by three people: the Department 
Manager/Director or Supervisor, a member of the HR staff, or the GM.   

 Special Cases – In certain cases such as possession or admission of use in 
the workplace, The Summit may require a drug or alcohol test as a condition 
for continuing employment.  These situations will be determined at the 
discretion of the HR Director. 

Testing Reliability 
To test reliability for the presence of drugs or alcohol, the Company will require 
samples from employees.  All sample collection and testing shall be performed 
in accordance with the following conditions: 
1. Employees will be required to present reliable identification to the person 

collecting the samples. 
2. The collection of samples will be performed under reasonable and sanitary 

conditions. 
3. Samples will be collected and tested with due regard to the privacy of the 

individual being tested and in a manner reasonably calculated to prevent 
substitutions or any means of interference with the collection or testing of 
reliable samples. 

4. Sample collection will be documented and the documentation procedures 
will include labeling of samples so as to reasonably preclude the probability 
of erroneous test results. 

5. Sample collection, storage, and transportation to the place of testing shall 
be performed so that as to reasonably preclude the probability of sample 
contamination or adulteration (chain of custody). 

6. The assays look for marijuana and illegal or unauthorized drugs and their 
metabolites. 

7. Sample testing will conform to scientifically accept analytical methods and 
procedures.   
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8. Any employee who tests positive for drugs or alcohol must be given an 
opportunity to discuss and explain the positive test result with a medical 
review office or other qualified person. 

Company Action 
Upon receipt of a verified or confirmed positive drug test result which indicates 
violation of this policy, or upon the refusal of an employee to provide a valid 
sample, one of the following actions will be taken: 
1. Immediate termination of the employee.  The employee will not be eligible 

for rehire. 
2. Second chance program.  The employee will be suspended until such time 

as he/she can produce a negative drug screen.  Upon receipt of a negative 
drug screen the employee will be reinstated to work, and must complete 
the 12 week second chance program at his/her own expense as follows: 
a. For the first six-weeks after the employee has returned to work, they 

must provide a negative drug screen once a week at his/her own 
expense. 

b. For the second six-weeks after the employee has returned to work, they 
must provide a negative drug screen once every two weeks at his/her 
own expense. 

c. The employee must have completed the twelve-week program or as 
many weeks that remain through the end of the season to be fully 
reinstated and eligible for the following season. 

Failure to complete the second chance program, refusal of an employee to 
provide a valid sample, or providing an adulterated sample will result in 
immediate termination of employment.   

Confidentiality - All information, interviews, reports, statements, 

memoranda, or test results received by The Summit through this drug and 
alcohol testing program are confidential. This data will be used only in 
proceedings relating to disciplinary action taken by The Summit or in defense of 
any action brought against The Summit. Information will be made known 
within The Summit strictly on a “need to know” basis.  
Any employee who is the subject of a drug or alcohol test will upon written 
request have access to copies of any records relating to his or her test.  

Policy Change - The Summit reserves the right to modify or alter this policy at 

its sole discretion. 

SUMMIT SNOW SPORTS HELMET POLICY  
The Summit at Snoqualmie operating under the corporate management of 
Boyne USA initiated a company helmet policy effective November 1, 2017.  Any 
employee/volunteer who is on duty and is required to, or elect to, ski in or out 
of uniform, is required to wear a snow sports helmet. Please refer to the 
Summit at Snoqualmie/Boyne USA Policy and Procedure document for 
information on this policy.  
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Definitions 
Skiing and snowboarding will collectively be referred to as "skiing."  Employees 
while working and Volunteers while volunteering will be referred to as being on 
duty.  

Scope  
This policy applies to all Employees and Volunteers of The Summit at 
Snoqualmie while skiing on duty. This policy also applies if the 
Employee/Volunteer is in uniform when off duty. This policy does not address 
situations that may exist for groups engaged in other operations that may have 
their own helmet requirements outside of skiing, such as snowmaking, vehicle 
operations, snowmobile use or tower climbing. Certain tasks may have their 
own helmet requirements, and in some cases a snow sports helmet may be 
allowed in certain situations.  

Protocols, alternative helmets and training are department specific; ask your 
supervisor for clarification. Helmets must meet either the ASTM F204 or CE/EN 
1077 Snow Sports helmet standards.   

Helmet Distribution 
Full and part time Employees with skiing positions will have three (3) options to 
be in compliance with the helmet policy:   
1. Employee/Volunteer may use their own helmet once inspected, approved 

and registered by The Summit at Snoqualmie. 
2. Request a company-issued helmet to use during the season and to be 

returned upon separation. 
3. Request a one (1) time 40% discount voucher for a helmet of their choice 

redeemable at any Summit Retail outlet.   

Volunteers with skiing positions will be provided a helmet either by voucher or 
from the daily lender inventory within their department. Temporary Employees 
who ski on duty, Employees who ski infrequently as part of their duties and 
Temporary Volunteers who ski on duty who do not have a helmet will receive a 
voucher to rent a helmet from a Summit at Snoqualmie rental shop or will 
receive a lender helmet at no cost for the day they are working or volunteering.  
Employees/Volunteers should contact their department supervisor for details 
for their department. Employees/Volunteers who work or volunteer in multiple 
departments may receive only one voucher or helmet.  

Helmet Vouchers 
All eligible Employees/Volunteers will have the option to request a 40% off 
voucher to be used at any Summit at Snoqualmie retail store to purchase a 
helmet of their choice that is in-stock Employees will not receive 
reimbursement for helmets obtained by the Employee/Volunteer without a 
voucher, purchased at an unapproved retailer, purchased on-line, or purchased 
via a pro deal.  The prices and discounts are subject to change by Resort 
management at any time. 
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Helmet Ownership 
The Employee/Volunteer is responsible for returning the helmet once their 
commitment has been fulfilled.  If the Employee/Volunteer is planning on 
returning for the next season with The Summit at Snoqualmie, they may keep 
the same helmet to wear the next consecutive season.  This must be approved 
by your Supervisor/Manager. Any Employee/Volunteer who misplaces or loses 
a helmet provided under this policy is obligated to report any such loss 
immediately; to the extent that The Summit at Snoqualmie is obligated to 
provide a replacement helmet, the Employee/Volunteer may be subject to 
disciplinary action.  If the Employee/Volunteer is terminated or leaves the 
Resort before fulfilling his/her commitment the Employee/Volunteer must 
return the helmet to their Supervisor or Manager or may opt to purchase the 
helmet at the voucher rate. Failure to return the helmet will result in 
prosecution of theft. 

Warnings and Responsibilities 
Warnings  

 All safety equipment has limitations. The Employee/Volunteer is required to 
read and follow all the manufacturers' instructions carefully. 

 Helmets must meet either the ASTM F204 or CE/EN 1077 Snow Sports 
helmet standards. 

 Helmets are designed to absorb shock by partial destruction of the energy 
absorbing liner. This damage may not be visible. Therefore, if subjected to a 
severe blow, the helmet should be destroyed and replaced even if it 
appears undamaged.  If your helmet is damaged while you are at work and 
the incident in which the helmet is damaged is reported, you will receive a 
voucher for a new helmet. To obtain a replacement voucher, bring your 
helmet to your manager/supervisor for a visual inspection.  Helmets 
damaged during free skiing when the employee is not at work are not 
eligible for replacement by voucher. 

 No helmet can protect the wearer from all potential injuries resulting from 
every accident. It may not protect against injury in a severe or high speed 
impact and depending on the type of impact, even a low speed impact may 
result in a serious head injury or death. 

 A helmet can only provide a level of protection for areas that it covers. It 
does not protect against all head injuries or prevent injury to the face, neck 
or spinal cord.  

 The Employee/Volunteer is always required to follow and obey the Skier 
Responsibility Code which requires each skier to maintain control of his/her 
speed and course at all times when skiing and to maintain a proper lookout 
so as to be able to avoid other skiers and objects. 

Employee/Volunteer Responsibilities  

 Each employee responsible for wearing a protective ski helmet pursuant to 
this policy must register their helmet with the resort.  The registration will 
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encompass identification of the helmet, an inspection, proper fit-testing and 
the date recording of these functions.  Helmet registration will be required 
at the commencement of an employee’s employment for the resort and at 
the beginning of each season. 

 Employees will be required to wear the helmet registered by the resort for 
work use, during all work shifts, and may not substitute any other helmet 
that has not been registered, inspected and properly fit-tested by 
authorized resort personnel. 

 Know how to properly put on, fit, wear, and remove the helmet 
o Always wear the helmet in the proper position  
o Fasten the buckle and tighten the chin strap 
o Check adjustments every time the helmet is worn  
o Don't wear anything hard or sharp under your helmet  

 Inspect the helmet regularly for signs of wear or damage  

 Replace a helmet that has been in an accident, damaged and/or suffered a 
significant blow 

 The resort will require that all employees replace their helmets 

 Don't attach anything to the helmet unless approved by the manufacturer  

 Don't take unnecessary risks just because you are wearing a helmet  

 Understand when a helmet is necessary  

 Understand the limitations of the helmet  

 Understand the proper care and maintenance, useful life and replacement 
of the helmet 

 Read and understand the Summit at Snoqualmie / Boyne USA policy, the 
Summit at Snoqualmie implementation policy and any updates  

Supervisor Responsibilities, Training and Disciplinary Action  
Each Director and their management are responsible for ensuring that their 
Employees/Volunteers understand and comply with this Policy and complete 
sufficient training regarding the use of snow sports helmets. 
Employees/Volunteers who do not comply with the policy are subject to 
disciplinary action up to and including termination. 

Training to encompass: 

 Know how to properly put on, fit and size a helmet 

 Understand and communicate the hazards the helmet is designed to protect 
the user from, which hazards the helmet helps reduce and those that they 
are not designed to dissipate 

 Communicate the expected behavior while skiing for work, including the 
skier responsibility code. 

 Helmet Inspection procedures should follow serviceable condition 
standards from the manufacture 
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 Helmet replacement procedures from a significant fall with head impact will 
require an injury report form for the employee that is bringing a helmet in 
for replacement due to a fall or impact. 

Free Helmet Options 
Helmets available for free with a voucher will be based on Resort and 
corporate retail annual guidelines and will meet either ASTM F204 or CE/EN 
1077 Snow Sport Standards.   

Where does the industry stand on helmets? 
National Ski Area Association (NSAA) promotes the use of helmets on the slopes. We urge 
skiers and riders to wear a helmet - but to ski or ride as if they are not wearing a helmet. 
NSAA views skiing and snowboarding in a controlled and responsible manner - not helmets 
only - as the primary safety consideration for all skiers and boarders. A skier's behavior has as 
much or more to do with the safety of the sport as does any piece of equipment 

For further information please visit http://www.nsaa.org 

SUMMIT PET POLICY 
The Summit at Snoqualmie is a pet-free resort during the winter season. 
Employees and volunteers are not permitted to bring animals on resort 
property with the exception of guide or service dogs for individuals with 
disabilities as defined by The Americans with Disabilities Act of 1990 (ADA), or 
approved search and rescue dogs. During the summer pets are allowed in 
designated areas only. 

The ADA defines service animal as “a dog that has been individually trained to 
do work or perform tasks for an individual with a disability, including a physical, 
sensory, psychiatric, intellectual, or other mental disability.  The work or task a 
dog has been trained to provide must be directly related to the person’s 
disability. Dogs whose sole function is to provide comfort or emotional support 
do not qualify as service animals under the ADA.” 

The ADA defines disability as: “a physical or mental impairment that 
substantially limits one or more major life activities of such individual, a record 
of such an impairment, or being regarded as having such an impairment.” 

The service provided to the handler by a guide or service dog must meet ADA 
requirements. The handler must share the nature of the service the dog 
provides to all those working with or around the service dog. The handler is not 
required to share the nature of their disability, only the tasks or special training 
the service dog has received. 

BARK dogs have approval to be on Summit Property. 

Other dogs, such as search and rescue dogs-in-training, can request approval to 
be on Summit property on a case-by-case basis (i.e. attend training events). 
Please contact Alpental Ski Patrol for more information. 

All approved dogs must be on a leash and in the control of their handler at all 
times or housed in an approved dog crate in a designated crating area.  

http://www.nsaa.org/nsaa/safety
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EMPLOYMENT 

EMPLOYEE CLASSIFICATIONS 
Full-Time Year-Round (FTYR):  Works a minimum of 1750 hours annually.  This 
is a benefited position with both health benefits and PTO.  For more 
information regarding benefits, refer to the Benefits section of this Handbook. 

Full-Time Variable Hour (FTVH):  Works between 1560 and 1749 hours 
annually.  This is a benefited position with health benefits.  For more 
information regarding Benefits, refer to the Benefits section of this Handbook. 

Full-Time Seasonal (FTS):  Regularly scheduled to work a minimum of 32 hours 
per week covering at least 3-7 months of the year. 

Part-Time (PT): Regularly scheduled to work a minimum of 16 hours per week.   

Temporary (TEMP):  Regularly scheduled to work less than 16 hours per week 
throughout the season, or is scheduled to work any number of hours for a 
specific period of time (i.e. Christmas vacation period). 

Continuation in any particular classification is dependent on an individual 
meeting the work schedule criteria and The Summit’s ability and/or choice to 
fund that position. 

DETERMINATION OF CLASSIFICATION 
FTYR at Hire:  Positions approved by both the HR Director and the GM can be 
considered FTYR. An employee in such a designated position is immediately 
eligible for FTYR benefits (see Benefits section). Benefit eligibility thereafter will 
be determined by the annual benefit lookback. 

FTVH by Service Hours:  Seasonal employees who have worked 1560 hours or 
more in the previous 12 months determined at the anniversary of their one 
year hire date OR during the annual lookback period will qualify for FTVH status 
and accompanying benefits. For assigning FTVH status, HR conducts an annual 
open enrollment lookback of total hours worked for the previous 12 months 
according to Affordable Care Act (ACA) parameters.  Seasonal employees who 
have worked 1560 hours or more in the previous year will qualify for FTVH 
status and accompanying benefits.  Benefits will take effect following normal 
eligibility criteria outlined in the Benefits section of this Handbook. 

MAINTAINING BENEFITED STATUS 
Maintaining FTYR status is contingent upon working a minimum of 1750 hours 
based upon the annual benefit lookback.  Maintaining FTVH status is 
contingent upon working a minimum of 1560 hours based upon the annual 
open enrollment lookback.  A change in status will result in a change in 
benefits.  Any exceptions to the minimum hour threshold for FTYR or FTVH 
status must be approved by both the HR Director and the GM. 
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REHIRE ELIGIBILITY 
An employee who has a break in service and returns will be required to go 
through any necessary application and onboarding processes.  Being rehired is 
at the discretion of HR and hiring managers.  An employee’s rehire status will 
be determined at the time of separation.  This will be based on performance 
factors and reason for termination. 

With the approval of both the department’s Director and the HR Director, a 
returning employee with a break in service may receive credit for the number 
of years previously worked.  Otherwise, a returning employee with a break in 
service greater than the seasonal lay-off period is considered a new employee.      

PRE-EMPLOYMENT REQUIREMENTS 
Specific positions may require reference checks, background checks, drug tests 
and Department of Motor Vehicles checks. Other prerequisites may include 
specific training or having your equipment inspected and adjusted before it is 
used while on duty.  

ANNUAL ORIENTATION & DEPARTMENT TRAINING 
All employees are required to attend Annual Orientation Training.  The 
expectation is that Orientation Training will be completed prior to the start of 
an individual’s work schedule.   

TRANSFERS 
If you are considering transferring to a different department, you must speak 
with your current supervisor to notify them of your intention prior to any 
transfer being processed.   

EMPLOYMENT OF MINORS 
In order to be eligible for employment, minors must provide a completed copy 
of the Washington State Department of Labor & Industries Parent/School 
Authorization form, along with a copy of ID showing proof of age.  State and 
federal laws may restrict the number of hours you can work and the type of job 
you can hold at The Summit. Minors that work over the number of hours 
allowed by law may face disciplinary action up to and including termination.  
Check with the HR Department for details.  

HOURS OF WORK 
The hours you work depend upon your job and the department in which you 
work. In the recreation industry, we operate seven days a week, including 
weekends and holidays. Weather and business level fluctuations preclude us 
from guaranteeing hours in a given week, month, or season. It’s your 
responsibility to check the schedule or ask your supervisors about working 
hours. All schedule changes must be cleared with your supervisor. It’s 
important that you are at your workstation on time and "clock in" no more 
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than five (5) minutes before the start of your shift and "clock out" no more 
than five (5) minutes after your shift, or when you are no longer on duty. 

TIME & ATTENDANCE RECORDS 
"Clock in and out" refers to punching in or out. Your supervisor will tell you 
and show you how to officially record the time that you work, and you must 
follow the procedure as described. It is your responsibility to make sure that 
your attendance and hours-worked are recorded accurately.  Failure to do so 
may affect the amounts on your paycheck. If you notice missing punches or 
hours see your supervisor immediately and must be corrected within the next 
pay period.  Altering or falsifying your timecard, or completing another 
employee’s time and attendance record, is prohibited and is grounds for 
disciplinary action, up to and including termination. 

OVERTIME 
Non-exempt employees (those paid on an hourly basis) may be entitled to 
overtime pay at the rate of one-and-one-half times their regular pay for hours 
worked in excess of 56 hours per workweek, in accordance with [29 U.S.S. Sec. 
213 (29)]. Holidays, sick leave and vacation leave are not considered time 
worked when calculating hours worked for overtime purposes. Overtime must 
be approved by your manager prior to working the overtime hours. If you hold 
two or more positions, the combined hours are treated as one job for the 
purpose of overtime. 

BREAKS 
Employees receive a 10-minute break for every 4 hours of work and one 30-
minute lunch break if the shift is longer than 5 hours. Due to the nature and 
location of ski area work, employees in specific departments (Lift Operations, 
Patrol, Parking, Ticket Scanning, Grooming, Terrain Park, Vehicle Maintenance, 
Building Maintenance, Road Maintenance, Lift Electrical, Lift Maintenance, and 
Property Maintenance) are not required to clock in and out on the time clock 
for meal periods. By signing the Handbook Acknowledgement Form you 
understand that after 5 hours of a shift a thirty (30) minute unpaid meal period 
will be automatically deducted from your time, unless you notify your manager 
in writing that you did not take a meal break.  By signing the Handbook 
Acknowledgment Form, you are agreeing that the time deducted from your 
timesheet is not a deduction from your paycheck or compensation earned, 
because the time being deducted was not worked and is not properly reflected 
on your timesheet.   

BEING FLEXIBLE 
Our business is often subject to outside variables like weather, road conditions 
and fluctuations in guest and business volume; things that are outside of our 
control. There may be extra-long workdays or very short workdays, depending 
on demand. 
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PAYDAYS & PAYCHECKS 
The weekly pay period is from 12:00 AM Saturday through 11:59 PM Friday.  
Paydays are every other Thursday.  The Summit operates a paperless payroll, 
requiring employees to use direct deposit.  Pay Cards are available in HR for 
employees that do not have a bank account. 

In line with our commitment to the environment, The Summit utilizes a 
paperless payroll system.  Paystubs are online at http://my.summiti90.com. A 
public computer terminal is available in the West Admin Conference Room, if 
needed. If The Summit is served a garnishment against you, there will be a 
deduction noted on your check. 

Report any payroll issues directly to your supervisor and they will work with 
Payroll to resolve the issue. 

W-2 forms will be mailed by January 31st each year. W-2's will be mailed to the 
most current address that HR has on file as of the previous December 15.  
Address changes must be communicated to HR prior to December 15th.   

COMPANY COMMUNICATIONS 
The Summit is an "open" Company that values the importance of 
communications.  Through our newsletters, bulletin boards, and meetings with 
your supervisor, we will strive to keep you aware of activities, events, and 
changes that affect you. 

We also place great value on what our employees want to tell us.  We 
encourage your thoughts and ideas through our Open Door Policy.  It's "OK" for 
employees to speak out.  We encourage you to discuss your concerns, 
questions, or ideas in a positive and constructive manner with your supervisor.  

Policy changes, news releases, schedules, and pertinent memos will be posted 
on conveniently located Summit Bulletin Boards and in break rooms. 

Your supervisors hold Departmental Meetings to keep you aware of changes, 
operational procedures, news, department and company business, and the 
weekly safety and service messages.  Departmental meetings offer you the 
opportunity to contribute your input in a positive manner. 

The employee newsletter The Summit Star is published bi-monthly during 
winter operation to keep you informed about employee activities, company 
news, and events.  If you would like to contribute, please send your submission 
to summithr@summiti90.com. The newsletter is distributed electronically via 
global e-mail and is posted on department bulletin boards. 

During the winter season, leadership from each department attend weekly 
interdepartmental communications meetings specifically to talk about 'What's 
Up’ in their areas.   

http://my.summiti90.com/
mailto:summithr@summiti90.com
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NEPOTISM, EMPLOYMENT OF RELATIVES & PERSONAL RELATIONSHIPS 
The Summit wants to ensure that corporate practices do not create situations 
such as conflict of interest or favoritism. This extends to practices that involve 
employee hiring, promotion and transfer. Close relatives, partners, those in a 
dating relationship or members of the same household are not permitted to be 
in positions that have a reporting responsibility to each other. A family 
member, who must report directly or indirectly to a direct relative, must obtain 
approvals from the GM, the HR Director and the functional Director before 
hiring or quoting any starting rate of pay.  If hired, any status change, pay 
change and all evaluations should have the same levels of approval as the 
hiring process.   

Close relatives are defined as husband, wife, domestic partner, father, mother, 
father-in-law, mother-in law, grandfather, grandmother, son, son-in-law, 
daughter, daughter-in law, uncle, aunt, nephew, niece, brother, sister, brother-
in-law, sister-in-law, step relatives, cousins and domestic partner relatives.  

If employees begin a dating relationship or become relatives, partners or 
members of the same household and if one party is in a supervisory position, 
that person is required to inform management and HR of the relationship.  

The Summit reserves the right to apply this policy to situations where there is a 
conflict or the potential for conflict because of the relationship between 
employees, even if there is no direct-reporting relationship or authority 
involved.  

PERSONNEL RECORDS 
You can review your personnel file by making an appointment during regular 
business hours. Please allow 3 days for HR to be able to fulfill your request.  All 
personnel files are confidential and except to satisfy legal requirements like 
subpoenas and requests from government agencies, we do not release any 
information outside The Summit without the employee’s written approval. 

LEAVING THE COMPANY 
If you decide to leave your job with The Summit, please discuss it with your 
manager prior to your departure to schedule your final day and checkout. A 
two-week notice before leaving is always appreciated. When you separate from 
the resort for any reason, all Company property must be returned prior to your 
last day of work or you will be responsible for payment of the replacement 
value.  

LETTERS OF RECOMMENDATION 
Letters of recommendation and references are handled exclusively by HR. Your 
written authorization is required to release any information other than your 
hire and termination dates and the title of the position you held at termination. 
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COMPUTERS AND COMMUNICATIONS SYSTEMS 
Access 
Access to The Summit network, data, email, voicemail, and Internet services 
have been provided to employees for the benefit of the company and its 
customers.  Every employee has a responsibility to use computing resources in 
a productive manner and to use safe computing practices to ensure the 
integrity and reliability of The Summit network and systems.  This applies 
whether use of company resources is initiated on or off the clock, from within 
The Summit, or by remotely accessing the network.  

Messaging 
All messages created, sent or retrieved over the Internet, telephone system or 
Summit network are the property of The Summit, and should be considered 
public information.  The Summit reserves the right to access and monitor all 
messages and files on the electronic communication system, as deemed 
necessary and appropriate.  Employees should never use e-mail to transmit 
messages that they would not want read to a third party.  Email messages are 
public communication and are not private.  All communications including text 
and images can be disclosed to law enforcement or other third parties without 
prior consent of the sender or receiver. 

There should be no expectation of privacy in connection with the use of the 
company networks, systems, equipment or the transmission, receipt, or 
storage of messages, data or information, including all e-mail and voice mail 
entering, leaving and stored in these systems.  Offensive, harassing or 
discriminatory content in e-mail or voice mail communication will not be 
tolerated and is subject to all company policies regarding harassment, 
discrimination, confidentiality, and solicitation.  Any use of Boyne Resorts’ 
systems that violates these policies will be subject to disciplinary action, up to 
and including termination.  

Internet Usage & Security 
It is important to remember that all communication and/or computer systems 
are the company’s property provided for job-related purposes.  If you have any 
questions please refer to the Internet Policy & Guidelines, available from the 
Information Technologies Department.   

Please remember the following key points about our Internet Policy & 
Guidelines: 

 The purpose of Company-provided Internet services is to facilitate company 
business.  

 No one should have an expectation of privacy with regard to their use of 
Company-provided Internet services or systems.  

 The viewing or display of any sexually explicit material on any company 
system is prohibited and may result in termination of employment. 

 All Internet activity may be monitored at any time. 
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 Adherence to the Internet Policy & Guidelines is a condition of employment.  

 You are responsible for all Internet access activity occurring via your 
network login account - turn off, logout or lock any workstation you are 
logged into when you leave it, even 'for just a few minutes.' 

Software 
Downloading or installation of any files or programs that change the 
configuration of a system without approval in advance by the appropriate 
Information Technology department head is prohibited.  This policy is 
necessary to prevent computer viruses from being transmitted through the 
system and to maintain central planning control over software purchases and 
deployment. 

The downloading or installation of personal computer software on company 
PC’s or the addition of hardware without prior approval from Information 
Technologies may result in termination.  

The IT Manager, prior to purchase, must approve all purchases of computer 
software and hardware. 

Employees who need help understanding this policy, or who discover a 
violation of this policy, should notify the IT Manager or HR Director.  A violation 
of the policy may result in disciplinary action ranging from a verbal reminder, 
up to discharge from employment. 

PERSONAL SOCIAL MEDIA POLICY 
Social media is an increasingly important part of doing business. Through 
networks such as Facebook, Twitter, Instagram, and YouTube we’re showcasing 
our brand and interacting with guests daily. It is company policy that these sites 
should not be visited during work hours unless specified to do so by your 
supervisor. The Summit at Snoqualmie (The Summit) and Boyne Resorts 
supports online participation with social web sites as a growing opportunity to 
share information about our brands and the adventures we provide. However, 
it is in the interest of The Summit/Boyne and every team member’s interest to 
be aware of how this interaction can have positive and/or negative 
consequences. These Social Media guidelines are not only important for our 
online reputation, but if not followed, may result in disciplinary action and/or 
legal prosecution as allowed by law. 

Important Note:  
There's no such thing as "delete" on the Internet, so please take a moment and 
think clearly before you post or publish. Be mindful that what you write will be 
public for a long time, archived, stored and retrievable for years to come. Your 
actions could have undesirable or negative consequences. 

Strictly Prohibited: 

 Responding to an offensive or negative post by a guest, even if it pertains 
to your department. 
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 Launching or publishing company branded social accounts or pages. 

 Giving out personal information about guests or coworkers, disclosing or 
personally identifying information including employment status, email, 
street addresses, phone numbers or other private facts about a person. 

 Posting or sharing confidential or non-public information that would 
otherwise reveal company development plans, policy, inventions, strategy, 
financials, or products that have not already been made public by an 
authorized spokesperson. If there is any doubt in your mind as to what is 
proprietary and confidential information, do not post the information. 

 Engaging in social media networking/applications/platforms during work 
hours unless specifically authorized. Including, but not limited to: 
Facebook, Instagram, Snapchat, Twitter, Pinterest, Youtube. 

 Managing, contributing, or participating in publishing of defamatory social 
media accounts or content about The Summit or its staff. 

 Trolling of any kind. 

Be Aware of Press Inquiries 
Postings or your participation in any form of a social web site may generate 
media coverage. If a member of the online (news engines, bloggers) or 
mainstream (newspapers, magazines) media contacts you about a blog, 
comment or content posting related to The Summit/Boyne, requests 
information of any kind about The Summit/Boyne, or solicits you to make a 
comment, contact the Director of Marketing (Guy Lawrence) immediately. Do 
not engage in ANY discussions or correspondence with any members of the 
media without first consulting your supervisor and the Director of Marketing. 

Be Considerate and Respectful 
Follow our Boyne Basics and be respectful and considerate of others including 
guests, coworkers, competitors and The Summit/Boyne. Proudly represent 
yourself and the company in a professional manner. Do not make offensive 
comments that have the purpose or effect of creating an intimidating or hostile 
work environment including rumors about The Summit/Boyne or its team 
members per the Workplace Harassment policy guidelines. Do not use ethnic 
slurs, personal insults, obscenities and always show proper consideration for 
other’s privacy and for topics that may be considered intrusive. You must 
show respect for all individuals and avoid making any statements that could be 
construed as defamatory about The Summit/Boyne, its team members, clients, 
partners, affiliates and others, including competitors. 

Clarify Your Association & Views 
Be yourself. Share that you are a Summit/Boyne team member and make it 
clear that your opinions are your own, not The Summit’s, and you are not a 
company spokesperson. 
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Add Value 
Follow our pages, like and share content with friends, RSVP to events you’re 
attending, tag photos, and join conversations when your posts add value to our 
guests. Be thoughtful, providing context and support for your postings. When 
applicable by law, you may be asked to cease or remove postings. 

Be Aware 
Avoid posting videos or images that depict the violation of or encourage 
breaking the snow sports safety code, Summit/Boyne policies, or any laws 
according to RCW 79A.45.020-070. 

Avoid posting or sharing inaccurate information about The Summit and its 
products and services. If you’re unsure, do not comment. 

If you are disgruntled or have constructive criticism, we encourage you to 
follow our grievance procedure first before personally identifying yourself and 
your feelings/through a blog, comment or other content posting. 

If you think you screwed up? Correct it immediately by removing or deleting 
content and notify your supervisor and the Director of Marketing. Addressing 
the problem quickly is important. 

NAME AND LIKENESS RELEASE 
The Summit may have photographic portraits, videos, film or pictures taken of 
you at any time you are on the company property. When you sign the 
Handbook Acknowledgement Form you will grant permission to The Summit, 
its parents, subsidiary, affiliates and employees acting on behalf of The Summit 
and their respective agents, clients and assigns, to sell copyright, exhibit, 
broadcast, distribute or otherwise use your name and photograph for the 
purpose of publicity, public relations, editorial, or other advertising purposes 
without restriction as to frequency, duration or medium. You assign exclusive 
rights to the photographs taken of you during working hours to The Summit. 

You will also waive any right that you may have to inspect and/or approve the 
finished product or the advertising copy that may be used in connection 
therewith or the use to which it may be applied. 

If you have any problems or concerns regarding this policy contact the 
Marketing Department. 

SOLICITATION & DISTRIBUTIONS 
Employees are prohibited from soliciting and collecting money for membership, 
pledges, and subscriptions or for any unauthorized purpose during working 
time. You are free to do so during your breaks or lunch period. Be considerate 
of your fellow employees. 

At no time are you allowed to distribute or circulate materials or petitions of 
any kind or nature in working areas except as required in the performance of 
your job. Employees who violate this policy will be subject to discipline up to 
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and including termination. Unauthorized solicitation, distribution or circulation 
of any material on Summit property by non-employees is prohibited. 

MEDIA INQUIRIES & LOGOS 
All media inquiries must be referred to the Marketing Department or to the 
GM. Employees should not answer any questions from the media. Summit 
logos are the property of the resort and cannot be used without written 
permission. Please contact the Marketing Department for details. 

PERSONAL PROPERTY 
The Summit cannot assume liability for an employee’s personal property while 
at work. Employees should not leave personal property unattended or on site 
without realizing their liability. Lockers may be assigned to some employees for 
temporary storage of ski equipment and clothing. The Summit cannot 
reimburse employees for loss of property on the premises. 

In the event of a theft, report the loss to your supervisor. We will investigate 
and may notify local law enforcement agencies of the loss. Employees 
convicted of theft will be subject to disciplinary action up to and including 
termination. 

CONFIDENTIAL COMPANY INFORMATION 
In the course of performing your job, you may be exposed to confidential 
Company information.  Confidential information includes, but is not limited to 
files, pay and pricing information, customer lists and other guest-related 
information, company procedures, and similar information.  Personal 
information about other employees is also confidential.  Such information 
should not be discussed or disclosed to anyone outside The Summit.  If you 
work in sensitive areas, additional restrictions may be imposed. 

Those who violate this policy will be subject to disciplinary action, up to and 
including termination. 
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EMPLOYEE LIFT BENEFITS, SERVICES & DISCOUNTS  

EMPLOYEE ID (AND SEASON LIFT PASS) 
All employees are issued an employee ID (Crew Pass) which also functions as a 
complimentary Season Lift Pass. This Unlimited Pass is good any time at The 
Summit, as long as the employee is in good standing (as determined by HR).  
Your Crew Pass will be issued by your supervisor when you start work. This 
picture ID is your passport to benefits and privileges at The Summit. Keep in 
mind that you must have your Crew Pass with you to take advantage of the 
many benefits and privileges offered to employees. All employees must sign a 
liability release before being issued their Crew Pass and having access to 
employee benefits. We remind you, however, that as a Team Member you 
represent our Company, and we expect you to conduct yourself in an 
exemplary manner at all times. The season pass is the property of The Summit 
and can be revoked at any time. 

DEPENDENT PASS(ES) 
A Dependent is defined as an individual who is eligible to be claimed by the 
employee for tax purposes (i.e., spouse & children). Please note: dependent 
passes are contingent upon your fulfillment of the terms of your employment. 
Dependent passes will need to be returned and upgraded to public passes in 
the event of voluntary or company termination of the employee. Pricing of 
dependent passes are determined by your employment status. 

COURTESY TICKETS 
Courtesy tickets are only available to staff who are NOT able to utilize the 
Dependent Pass benefit.  To be eligible for courtesy tickets, you must first 
attend a regularly scheduled Orientation Training, have completed all 
employment onboarding tasks, and have received your current season Crew 
Pass from your supervisor. (Please note: the Orientation Schedule is posted on 
The Summit’s Intranet). In addition, you must have fulfilled your employment 
commitment in previous consecutive seasons and are expected to do so for the 
current season. Prior seasons’ employment at other Boyne Resorts is taken into 
consideration during the calculation of courtesy tickets. Courtesy tickets may 
be used for skiing and riding.  Eligibility and distribution is based on the 
following table: 

Status 
Seasons 
Worked 

Courtesy 
Tickets 

FTYR, FTVH & FTS >1 2 

 2-5 4 

 6+ 6 

PT & Temp >1 0 

 2-5 2 
 6+ 4 
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Please visit Human Resources to obtain a Courtesy Ticket Request Form.  The 
completed form will need to be taken to a Guest Service location to have the 
courtesy tickets added to your Crew Pass profile in our ticketing system.  On 
the day you wish to ski or ride with a guest, please accompany your guest to a 
Guest Service/Ticketing location and present your active Crew Pass so a 
courtesy day ticket can be printed and issued.   

Any remaining courtesy tickets left on your balance at the end of the season 
will expire; balances will not carry over to the next season. Please note: 
courtesy tickets are NOT to be sold under any circumstances. The selling of 
courtesy tickets will result in immediate termination. 

SEASON PASS REFUND POLICY 
Team members who purchase season passes and are subsequently hired will 
be reimbursed based upon their employment classification.  Please take your 
current year Crew Pass along with the purchased Season Pass to a Guest 
Services location for reimbursement.  Based on your employment classification, 
you may also qualify for a full or partial reimbursement for any dependent 
passes you have purchased prior to hire. 

EMPLOYEE SKIING, SNOWBOARDING & CROSS-COUNTRY 
As an employee of The Summit, you may enjoy the privilege of skiing and 
snowboarding on breaks and on your days off. If you take advantage of this 
privilege, take care to respect the following rules: 
1.  Observe “Your Responsibility Code” (see page 34) as well as state and local 

skiing and snowboarding statutes outlined in The Summit’s trail map. 
2.  “Clock out” before taking a ski or snowboarding break. 
3.   All recreational skiing and snowboarding is considered an "off the clock" 

activity and resulting injuries are not covered by Workers’ Compensation.  
Further, The Summit shall not be responsible for any injuries suffered as a 
result of recreational skiing and/or snowboarding. 

4.  An employee that must ski or snowboard for his or her job, or report to the 
job site by skiing or snowboarding, shall take designated routes or the easiest 
route between areas, and abide by all rules and regulations of The Summit in 
so doing. 

5. Any employee who skis or snowboards while off-duty will not be in uniform. 

Please read and understand "Your Responsibility Code" and follow it when 
enjoying the sport. As an employee you can help enforce the code by example 
and by talking with others on the mountain. In addition to the Responsibility 
Code and the other guidelines in this Handbook, there are laws in Washington 
State that address your conduct and actions while skiing or riding at The 
Summit.  For example, it is unlawful to get on or off a lift other than at 
designated areas. You also may not leave the scene of an accident that you 
were involved in without identifying yourself and leaving contact information. 
Skiing or snowboarding in an area or on a trail that has been closed is 
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punishable by a fine of up to $1,000.  Additional information about state laws is 
available through the Revised Codes of Washington. RCW 79A.45.020-070  

Any employee skiing or snowboarding on break or using their Crew Pass are 
responsible for knowing and following the rules and regulations of The Summit. 
Failure to abide by any rule or regulation could result in loss of employee’s 
skiing and snowboarding privileges (determination shall be made in sole 
discretion of The Summit). 

Employees unable to perform normal work duties due to illness, injury, 
personal business or other reasons will not be allowed to use skiing, 
snowboarding, cross-country, or other privileges until they return to work. 
Employees separated for reasons other than an end of season lay off must 
surrender their season pass as well as any dependent passes at that time.  

EMPLOYEE PNSAA SKI AREA EXCHANGE PROGRAM 
Because our resort is a member of the Pacific Northwest Ski Area Association’s 
(PNSAA) Exchange Program, Summit employees are eligible for discounted 
and/or free skiing at other PNSAA participating ski areas. The program runs 
from December 1 through mid-April, conditions allowing, and The Summit must 
be in full operation to participate. 

Employees must make their request to HR at least three days prior and not 
more than two weeks prior to the day they want to visit another ski area. A 
“Golden Ticket” must be requested from your manager/supervisor for the 
desired ski date and be brought to Human Resources to receive your Ski 
Exchange letter.  A maximum of four letters for any one ski area will be issued 
for any given day. An individual employee is limited to two letters per week. 
Weeks follow the pay cycle, beginning on Saturdays and ending on Fridays. 
Please note: The Summit SnowSports School has additional criteria for program 
participation eligibility.   

At Guest Services of the ski area you are visiting, employees must present a 
current Summit Crew Pass and the original Ski Exchange Authorization letter on 
Summit letterhead, properly signed and dated by an HR representative. Eligible 
employees will receive one complimentary or discounted daily lift ticket. All 
participants must observe the Skier Safety Code and use good guest behavior— 
or the privilege will be revoked. 

Exchange privileges are subject to modification and restriction by each 
participating ski area.  For current information on PNSAA Ski Exchange 
Program participating ski areas or if you have additional inquiries about the 
program, please contact HR by emailing skiexchange@summiti90.com. 

BOYNE RESORTS ACCESS - SKIING/RIDING AT SISTER RESORTS 
Summit employees in good standing (as determined by HR) with a valid Crew 
Pass may ski for free at any Boyne Resort.  A “Golden Ticket” must be 
requested from your manager or supervisor and brought to Human Resources 

mailto:skiexchange@summiti90.com
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for your Boyne Letter to be issued to you.  Please contact HR for more 
information about employee privileges at other Boyne Resorts USA and 
properties. 

LIFETIME BENEFITS FOR LONG TIME EMPLOYEES* 
Tier 1 – FTYR employee with 25 years of consecutive service 

Benefit: Lifetime ski pass from The Summit for self and spouse or significant 
other as described by the Department of Revenue of the State of Washington. 

Tier 2 – FTS employee with 30 years of consecutive service 

Benefit: Lifetime ski pass from The Summit for self only. 

Criteria: 
- Lifetime means the rest of the employee’s life – non transferable 
- Pass cannot be exchanged for another product 
- Individual must abide by all the rules. Privileges may be suspended or 

terminated for abuse. 

Eligibility Determination: 
- HR records confirming qualifying employment history 
- Approved in writing from HR Director, signed by GM and SVP of HR 
- Once approved a congratulatory letter will be sent to the employee 

with guidelines outlining the benefit 
- A copy of the documents will be kept on file in the resort HR office and 

the Corporate office 

*Volunteers and part-time employees are not eligible. 

FOOD & BEVERAGE 
Every employee with a valid Crew Pass may purchase food & non-alcoholic 
beverages at a 50% discount (20% in Webb's). This discount may be used by 
employees only and may not be used to purchase food for friends or family. To 
better serve our guests and allow room for them, the employee discount may 
not be available during peak periods, and availability will be determined by The 
Summit, in its sole discretion. 

SKI & SNOWBOARD RENTALS 
Equipment rentals are available for any employee skiing or riding on his or her 
personal time at a 50% discount. Employees may take advantage of this 
privilege on non-holiday weekdays if equipment is available. Due to supply 
issues, employee dependents and friends are not eligible for this privilege. 
Keeping rental equipment longer than the designated rental period may lead to 
loss of rental discount, and disciplinary action up to and including termination. 

SKI & SNOWBOARD LESSONS 
Employees with a valid Crew Pass may join a group lesson on his or her 
personal time (not in uniform) for skiing, snowboarding or cross-country at no 
cost depending on availability of space in the class. Employee dependents with 
a valid pass or lift ticket receive selected Summit SnowSports products at a 50% 
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discount. These products include any consecutive week lessons & walk-in 
lessons only when there are 4 registered (paying) guests on the same level 
signed up for the class. Private lessons and the Alpental 3-year-old program are 
not available at the employee discounted price. 

RETAIL DISCOUNTS 
Employees are eligible to receive a 20% discount on retail merchandise. 
Discounts will only be given on regularly priced merchandise unless otherwise 
stated. For sale situations, employees will receive a 20% discount or the posted 
retail discount offered to guests, whichever is greater. Employees must be 
prepared to pay for retail purchases with cash or major credit card at the time 
of purchase. There will be no exceptions. Price discount will be taken at the 
register at the time of purchase. Employees must show valid Crew Pass to 
receive discount. 

EMPLOYEE REFERRAL REWARDS PROGRAM 
Employees who refer others to work at The Summit are eligible to receive 
“Referral Rewards” for their recruiting efforts! Rewards are paid out after 
Presidents Day week if both employees are still working their agreed-upon 
schedules. For more information see HR. 

CARPOOL PROGRAM 
Employees are expected to follow general parking rules as well as obey specific 
parking requests made by the Security / Parking staff.  Illegally parked vehicles 
are subject to being towed at the owners’ expense.  With limited parking 
during full operations, employees are strongly encouraged to carpool 
whenever possible.  Carpooling is a great way to save money, think of the 
environment and build strong relationships with your coworkers. See HR for 
more information on the Carpool Program and how you can get rewarded.  
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ABSENCE FROM WORK 

ATTENDANCE & PUNCTUALITY 
If you’re sick or are going to be late, please call in your absence as early as 
possible, not less than one hour before your scheduled start time. Calling into a 
co-worker or leaving a voicemail is not sufficient or acceptable protocol. 
Excessive or inexcusable absences or tardiness create a reason for disciplinary 
action up to and including termination. 

We understand employees get sick during the season. We ask that you use 
common sense and be mindful of your coworkers and guests and do stay home 
if you are ill. Please remember to contact your supervisor if you plan on staying 
home. Absences of three or more days due to sickness or injury may require a 
doctor’s note. Two consecutive working days without notification will be 
considered job abandonment. We work in geographic areas affected by 
challenging weather and slow traffic, so plan ahead and drive safely! 

HOLIDAY PAY 
The Summit recognizes the following holidays: Thanksgiving Day, Christmas Day 
and July 4th. Considering that The Summit is in the recreation and hospitality 
industry, our busiest times usually fall on holidays. Your department manager 
will determine if the resort needs your service on that specific day.  

Hourly employees receive time-and-a-half pay for hours worked on the above 
listed holidays. Holiday time does not count as time worked when calculating 
overtime pay for hourly employees. Any hours worked beyond 56 hours are 
calculated as overtime, based on your normal pay rate. Please contact Payroll 
for information on how overtime and holiday pay is calculated.  

Salaried personnel are not eligible for time-and-a-half pay for the holidays 
listed above. If taking the holiday off, please use PTO for that day should you 
want to receive full pay during that pay period. 

SICK PAY 
The Summit has established a sick pay policy to help bridge employees pay 
during times that work cannot be performed due to unexpected illness or 
injury.  Although The Summit expects all employees to show up on time and 
fulfill all scheduled hours, we do understand that unexpected illness or injury 
may prevent you from performing these duties.  Effective January 1, 2018, all 
Summit employees will be eligible to begin accruing sick pay.   

Sick Pay Accrual 
 New Employees – employees hired after January 1, 2018 will begin 

accruing paid sick time upon hire.  New employees will have a 90 day 
waiting period before being eligible to utilize any accrued sick pay. 

 Employees will accrue one hour of sick pay for every 40 hours worked. 
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 Employees may carryover up to 64 hours of unused sick pay to the 
following year.  

 Accrued but unused sick pay will not be paid out upon termination, 
resignation, retirement or other separation of employment. 

 If an employee is rehired within 12 months of separation from the Summit, 
prior accrued but unused sick pay will be reinstated. In addition, the 
employee’s previous period of employment counts toward the 90 day 
waiting period for using sick pay.  

Accrued sick pay may be used for any of the following reasons: 

 An employee’s own mental or physical illness, injury or health condition, 
including the need for medical diagnosis, care or treatment, and 
preventive medical care 

 To care for the employee’s family member with a mental or physical 
illness, injury or health condition, including the family member’s need for 
medical diagnosis, care or treatment, and preventive care  

 Closure of the employee’s place of business by order of a public official due 
to any health-related reason or closure of an employee’s child’s school or 
place of care by order of a public official due to any health-related reason  

 Employees who are victims of domestic violence, sexual assault or stalking 
(or who are family members of a victim) in order to:  

o Seek or obtain legal, law enforcement or social services 
assistance;  

o Seek or obtain medical treatment or counseling; or  
o Participate in safety planning or take other actions to increase 

safety 

For sick pay absences exceeding three days, an employee may be asked to 
supply reasonable documentation to verify that use of sick pay was for a 
permitted reason. Documentation must be provided to your supervisor within 
a reasonable period of time after the leave. 

Any dishonest use of the Sick Pay policy outside of the parameters discussed 
above, may result in disciplinary action up to and including termination. 

JURY DUTY 
You must provide a copy of the jury summons to your supervisor at least one 
week in advance of jury service. FTYR employees are granted a maximum of 15 
days of paid jury duty leave per year. All other employees will be compensated 
for lost pay in accordance with state law. If you are excused from jury duty 
early or are not required to be present in court, notify your supervisor and 
return to work. 
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EMPLOYEE ASSISTANCE PROGRAM:  1.800.854.1446 (24-HOUR ACCESS) 
The Employee Assistance Program provides support and information services 
that help balance work and life. The mission is to help individuals, work teams, 
and companies manage the full spectrum of work and life issues. The EAP 
program is through UNUM and offers confidential and comprehensive services 
which include: 

1. 24-hour/365-day live phone access (1-800-854-1446) 
2. 24-hour crisis intervention 
3. 24-hour phone consultation with licensed behavioral health clinicians 
4. Referrals for up to 3 free, face-to-face counseling visits for behavioral 

issues 
5. Referrals to community resources for local support on a variety of 

issues including addiction, substance abuse, domestic violence and 
health-related issues 

6. Consultation and referrals for work-related issues, including coping 
with stress, working with difficult people, time management, and 
talking with your manager 

7. Web-based interactive tools, complete assessments, search for 
providers, and access to information on a variety of topics including 
Family & Caregiving, Health & Well-Being, and Daily Living.  

8. Visit www.lifebalance.net and enter the password: lifebalance 

FAMILY & MEDICAL LEAVE ACT POLICY (FMLA) 
A family and/or medical leave of absence is an approved absence available to 
eligible employees for up to twelve (12) weeks of unpaid leave per year for: (1) 
the birth of the employee’s child; (2) the placement of a child with the 
employee for adoption or foster care; (3) the employee’s need to care for a 
child, spouse, or parent who has a serious health condition; (4) the employee’s 
inability to perform the functions of his/her position because of a serious 
health condition; or (5) up to 26 weeks of military caregiver leave to care for a 
covered service member with a serious injury or illness. To be eligible for leave 
under this policy, you must have been employed for at least twelve months in 
total and must have worked at least 1250 hours during the twelve month 
period preceding the commencement of the leave. For further information on 
FMLA leave, please contact HR. 

PREGNANCY LEAVES OF ABSENCE 
An eligible employee who is medically certified to be disabled by pregnancy, 
childbirth or related medical conditions may be entitled to an unpaid leave of 
absence. The Summit will require that a licensed health care provider certify 
the actual period of disability.  Contact HR for more information regarding 
eligibility and other requirements for Pregnancy Leave. 

  

http://www.lifebalance.net/
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LACTATION/BREASTFEEDING  
For up to one year after a child’s birth, any employee who is breastfeeding her 
child will be provided reasonable break times as needed to express breast milk 
for her baby. Lactation times shall be established for each employee based on 
her work schedule. If possible, the lactation time is to run concurrently with 
any break time already provided. The breastfeeding employee may be offered 
a flexible time schedule or flexible assignments to accommodate pumping or 
breastfeeding. 

A private room (not a restroom) shall be available for employees to breastfeed 
or express milk that is shielded from view and free from intrusion by coworkers 
or the public. 

MILITARY LEAVES OF ABSENCE 
Employees taking part in a variety of military duties are eligible for benefits 
under this policy. Such military duties include leaves of absence taken by 
members of the uniformed services, including Reservists and National Guard 
members, for training, periods of active military service and funeral honors 
duty, as well as time spent being examined to determine fitness to perform 
such service. Subject to certain exceptions under the applicable laws, these 
benefits are generally limited to five years of leave of absence. 

Employees requesting leave for military duty should contact HR to request 
leave as soon as they are aware of the need for leave. For request forms and 
detailed information on eligibility, employee rights while on leave and job 
restoration upon completion of leave contact HR. 

BEREAVEMENT LEAVE 
We recognize the importance of attending to family matters when someone in 
your immediate family passes away. Immediate family includes spouse, son, 
daughter, sister, brother, mother, father, mother-in-law, father-in-law, 
grandparents, grandchild or other relative living in your residence. We try to be 
flexible about the amount of time you take off and we may compensate you for 
lost pay up to a maximum of three scheduled working days.  Any decision to 
compensate you for lost pay will be at the sole discretion of The Summit, and 
made on a case-by-case basis. Time-off forms must be completed by the 
employee and signed by your manager prior to absences for bereavement. 

OTHER LEAVES OF ABSENCE 
FTYR employees may request personal unpaid leaves of absence in writing with 
advanced notice of at least 30 days to your supervisor. Leaves of absences are 
granted at the discretion of the GM, on a case by case basis. 
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DIVERSITY 

EQUAL EMPLOYMENT OPPORTUNITY STATEMENT 
The Summit at Snoqualmie provides equal employment opportunities (EEO) to 
all employees and applicants for employment without regard to race, color, 
religion, gender, sexual orientation, gender identity, national origin, age, 
disability, genetic information, marital status, amnesty or status as a covered 
veteran in accordance with applicable federal, state and local laws. The Summit 
at Snoqualmie complies with applicable state and local laws governing 
nondiscrimination in employment in every location in which the company has 
facilities. This policy applies to all terms and conditions of employment, 
including hiring, placement, promotion, termination, layoff, recall, transfer, 
leaves of absence, compensation and training. 

The Summit at Snoqualmie expressly prohibits any form of unlawful employee 
harassment based on race, color, religion, gender, sexual orientation, national 
origin, age, genetic information, disability or veteran status. Improper 
interference with the ability of The Summit at Snoqualmie employees to 
perform their expected job duties is absolutely not tolerated. 

AMERICANS WITH DISABILITIES ACT (ADA) AND THE ADA 
AMENDMENTS ACT (ADAAA) 
The Americans with Disabilities Act (ADA) and the Americans with Disabilities 
Amendments Act, known as the ADAAA, are federal laws that prohibit 
employers with 15 or more employees from discriminating against applicants 
and individuals with disabilities and that when needed provide reasonable 
accommodations to applicants and employees who are qualified for a job, with 
or without reasonable accommodations, so that they may perform the 
essential job duties of the position.  

It is the policy of The Summit to comply with all federal and state laws 
concerning the employment of persons with disabilities and to act in 
accordance with regulations and guidance issued by the Equal Employment 
Opportunity Commission (EEOC). Furthermore, it is our company policy not to 
discriminate against qualified individuals with disabilities in regard to 
application procedures, hiring, advancement, discharge, compensation, 
training or other terms, conditions and privileges of employment.  

The Summit will reasonably accommodate qualified individuals with a disability 
so that they can perform the essential functions of a job unless doing so causes 
a direct threat to these individuals or others in the workplace and the threat 
cannot be eliminated by reasonable accommodation and/or if the 
accommodation creates an undue hardship to The Summit. Contact the Human 
Resource (HR) department with any questions or requests for accommodation.  



 

~ 31 ~ 

REASONABLE ACCOMMODATION 
The Summit will make reasonable accommodations in accordance with 
applicable law for qualified individuals and applicants with known physical and 
mental disabilities.  This policy governs all aspects of employment including 
selection, job assignment, promotion, compensation, training, discipline, 
termination and access to benefits. 

If you need accommodation in order to perform your job functions, you should 
contact the HR department.  You may need to provide work restrictions 
information from your health care provider.  In some cases, the Company may 
arrange for you to be evaluated by another physician, at no cost to you.  Every 
effort will be made to identify and provide a reasonable accommodation for 
you, as long as the accommodation does not result in any undue hardship or 
other legal exemption. 

ANTIHARASSMENT POLICY AND COMPLAINT PROCEDURE 
The Summit is committed to a work environment in which all individuals are 
treated with respect and dignity. Each individual has the right to work in a 
professional atmosphere that promotes equal employment opportunities and 
prohibits unlawful discriminatory practices, including harassment. Therefore, 
The Summit expects that all relationships among persons in the office will be 
business-like and free of bias, prejudice and harassment.  

It is the policy of The Summit to ensure equal employment opportunity without 
discrimination or harassment on the basis of race, color, religion, gender, 
sexual orientation, gender identity, national origin, age, disability, genetic 
information, marital status, amnesty or status as a covered veteran. The 
Summit prohibits any such discrimination or harassment.  

The Summit encourages reporting of all perceived incidents of discrimination or 
harassment. It is the policy of The Summit to promptly and thoroughly 
investigate such reports. The Summit prohibits retaliation against any individual 
who reports discrimination or harassment or who participates in an 
investigation of such reports. 

Definitions of Harassment  
Sexual harassment constitutes discrimination and is illegal under federal, state 
and local laws. For the purposes of this policy, sexual harassment is defined, as 
in the Equal Employment Opportunity Commission Guidelines, as unwelcome 
sexual advances, requests for sexual favors and other verbal or physical 
conduct of a sexual nature when, for example a) submission to such conduct is 
made either explicitly or implicitly a term or condition of an individual's 
employment; b) submission to or rejection of such conduct by an individual is 
used as the basis for employment decisions affecting such individual; or c) such 
conduct has the purpose or effect of unreasonably interfering with an 
individual's work performance or creating an intimidating, hostile or offensive 
working environment.  
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Sexual harassment may include a range of subtle and not-so-subtle behaviors 
and may involve individuals of the same or different gender. Depending on the 
circumstances, these behaviors may include unwanted sexual advances or 
requests for sexual favors; sexual jokes and innuendo; verbal abuse of a sexual 
nature; commentary about an individual's body, sexual prowess or sexual 
deficiencies; leering, whistling or touching; insulting or obscene comments or 
gestures; display in the workplace of sexually suggestive objects or pictures; 
and other physical, verbal or visual conduct of a sexual nature.  

Harassment on the basis of any other protected characteristic is also strictly 
prohibited. Under this policy, harassment is verbal, written or physical conduct 
that denigrates or shows hostility or aversion toward an individual because of 
his/her race, color, religion, gender, sexual orientation, national origin, age, 
disability, marital status, citizenship, genetic information or any other 
characteristic protected by law or that of his/her relatives, friends or 
associates, and that a) has the purpose or effect of creating an intimidating, 
hostile or offensive work environment; b) has the purpose or effect of 
unreasonably interfering with an individual's work performance; or c) 
otherwise adversely affects an individual's employment opportunities.  

Harassing conduct includes epithets, slurs or negative stereotyping; 
threatening, intimidating or hostile acts; denigrating jokes; and written or 
graphic material that denigrates or shows hostility or aversion toward an 
individual or group and that is placed on walls or elsewhere on the employer's 
premises or circulated in the workplace, on company time or using company 
equipment via e-mail, phone (including voice messages), text messages, 
tweets, blogs, social networking sites or other means.  

Individuals and Conduct Covered  
These policies apply to all applicants and employees, whether related to 
conduct engaged in by fellow employees or someone not directly connected to 
The Summit (e.g., an outside vendor, consultant or customer).  

Conduct prohibited by these policies is unacceptable in the workplace and in 
any work-related setting outside the workplace, such as during business trips, 
business meetings and business-related social events.  

Complaint Process 
Individuals who believe they have been the victims of conduct prohibited by 
this policy statement or who believe they have witnessed such conduct should 
discuss their concerns with their immediate supervisor, HR or any member of 
management.  

When possible, The Summit encourages individuals who believe they are being 
subjected to such conduct to promptly advise the offender that his or her 
behavior is unwelcome and request that it be discontinued. Often this action 
alone will resolve the problem. The Summit recognizes, however, that an 
individual may prefer to pursue the matter through complaint procedures.  
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The Summit encourages the prompt reporting of complaints or concerns so 
that rapid and constructive action can be taken before relationships become 
irreparably strained. Therefore, although no fixed reporting period has been 
established, early reporting and intervention have proven to be the most 
effective method of resolving actual or perceived incidents of harassment.  

Any reported allegations of harassment, discrimination or retaliation will be 
investigated promptly. The investigation may include individual interviews with 
the parties involved and, where necessary, with individuals who may have 
observed the alleged conduct or may have other relevant knowledge.  

Confidentiality will be maintained throughout the investigatory process to the 
extent consistent with adequate investigation and appropriate corrective 
action.  

Retaliation against an individual for reporting harassment or discrimination or 
for participating in an investigation of a claim of harassment or discrimination is 
a serious violation of this policy and, like harassment or discrimination itself, 
will be subject to disciplinary action. Acts of retaliation should be reported 
immediately and will be promptly investigated and addressed.  

Misconduct constituting harassment, discrimination or retaliation will be dealt 
with appropriately.  

If a party to a complaint does not agree with its resolution, that party may 
appeal to The Summit's HR Director or General Manager.  

False and malicious complaints of harassment, discrimination or retaliation may 
be the subject of appropriate disciplinary action.  

OPEN DOOR GRIEVANCE POLICY & COMPLAINT PROCEDURE 
The best way of resolving issues is through open communication. We support 
an open door grievance policy. Start with your supervisor. If you don’t feel it is 
appropriate to discuss your concern with your supervisor, speak to your 
department manager, additionally, the HR door is always open. If necessary, 
senior management may become involved. Every employee at The Summit 
should be treated fairly and with respect. Retaliation against employees for 
filing complaints or assisting with investigations will not be tolerated. Any 
employee filing false complaints or giving false information will also be subject 
to disciplinary action up to and including termination. The Summit is dedicated 
to supporting an amicable, enjoyable workplace. Anything less is a compromise 
of our principles. 
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SAFETY 

OUR SAFETY POLICY 
We are committed to providing a safe and secure working environment for our 
guests and employees. The following section on safety serves as a guideline of 
general safety practices and policies that you can apply to your employment at 
The Summit. Individual conditions may vary due to a variety of circumstances, 
and in such cases some of these guidelines may not fully apply. 

Training for your specific job includes additional instruction on safe work 
practices and the proper operation of tools and machinery in your work area. 
During your training, you will have an opportunity to ask questions about any 
aspect of your work that you do not understand. In addition to the initial 
training, your department holds regularly scheduled safety meetings and 
inspections to address ongoing safety issues. 

OUR COMMITMENT TO YOU 
The Summit’s safety program is designed to reduce injuries, accidents and 
property damage. We strive to maintain the highest standards and the safest 
work environment possible. 

Our safety program requires that an employee knows his or her job, the 
procedures for correcting unsafe conditions, and how to help maintain an 
accident-free environment. The urgency of any task cannot be at the sacrifice 
of your safety and welfare. We are committed to providing the resources and 
tools necessary to do the job safely. If at any time you feel an unsafe situation 
or condition exists, report it to your supervisor. One of our supporting values is 
“Safety is every person’s job.” This means you must take an active role for your 
own safety as well as that of your co-workers and guests. 

YOUR RESPONSIBILITY CODE 
Skiing/Boarding can be enjoyed in many ways.  At ski areas you may see people 
using alpine, snowboard, telemark, and other specialized ski equipment, such 
as that used by disabled or other skiers.  Regardless of how you decide to enjoy 
the slopes, always show courtesy to others and be aware that there are 
elements of risk in skiing/riding that common sense and personal awareness 
can help reduce.  Observe the code listed below and share with other 
skiers/boarders the responsibility for a great skiing experience. 

 Always stay in control, and be able to stop or avoid other people or 
objects. 

 People ahead of you have the right of way.  It is your responsibility to 
avoid them. 

 You must not stop where you obstruct a trail or are not visible from 
above. 
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 Whenever starting downhill or merging into a trail, look uphill and yield 
to others. 

 Always use devices to help prevent runaway equipment. 

 Observe all posted signs and warnings.  Keep off closed trails and out of 
closed areas. 

 Prior to using any lift, you must have the knowledge and ability to load, 
ride and unload safely. 

CODE OF SAFE WORK PRACTICES 
All employees in all work areas should follow this list of general safety 
practices. In addition to the general guidelines for all employees, it is your 
responsibility to follow the specific rules, policies and training guidelines for 
your department. Each department supervisor provides specific training 
necessary for successfully performing your job duties. 
1. Think before acting. 
2. Know your limits. Ask for help when needed. 
3. Take the time to do the job right. 
4. Report all accidents and unsafe work conditions to your supervisor 

immediately. 
5. Attend all regularly scheduled safety meetings. 
6. Avoid physical confrontation with guests or co-workers. 
7. Avoid horseplay. 
8. Recreational skiing or snowboarding shall be off the clock and out of 

uniform. 
9. Always observe "Your Responsibility Code", Washington State Laws and all 

other policies relating to skiing/riding. 
10. Use proper body posture when lifting or carrying loads. 
11. Exercise caution when climbing, bending or working around machinery or 

equipment. 
12. Use all step stools and ladders safely. Do not stand on the top steps of 

ladders. 
13. Use seat belts whenever operating a vehicle. 
14. Work in well lighted areas. 
15. Promptly clean up all spills. 
16. Unauthorized personnel should not be in work areas. 
17. Always use guards where provided for all equipment, machinery and tools. 
18. Do not distract the attention of any employee operating a machine or tool. 
19. Use Safe Job Operating Procedures (SJOP) whenever using equipment, 

machinery or tools. 
20. Do not operate equipment, machinery or tools unless you have been 

trained to do so. 
21. Keep equipment, machinery and tools in top working shape. 
22. Wear proper Personal Protective Equipment (PPE) as recommended for 

the job you’re doing. 
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23. Wear proper clothing and footwear for each job. 
24. Do not remove safety warning devices or tags from equipment or 

machinery. 
25. Keep fire exits, stairs, walkways and aisles free of obstacles. 
26. Keep all work areas clean and free of clutter. 
27. Know how to safely use and clean up any hazardous material before you 

work with it. 
28. Know where the Hazard Communication Standard (HCS) are located in 

your department. Read the HCS before using substances. 
29. Keep flammables stored properly. 
30. Know the location of and use of fire alarms and equipment. 
31. Be aware of gas shut off locations. 
32. Keep electrical cords in good working order and do not overload outlets. 
33. De-energize and lock out/tag out all mechanized devices prior to service, 

inspection or maintenance. 

PERSONAL PROTECTIVE EQUIPMENT 
Some jobs at The Summit require an employee to utilize Personal Protective 
Equipment (PPE). We will provide the necessary PPE and expect each employee 
to use it properly every time it is needed. PPE includes, but is not limited to: ear 
plugs, dust masks, work gloves, work goggles/glasses, hard hats, helmets, and 
respirators. Take the time to get appropriate, well-fitting PPE prior to 
undertaking a task. 

OUR SAFETY COMMITTEE 
The Summit designates a Health and Safety Committee made up of managers, 
supervisors and line staff. The Committee brainstorms remedies to common 
concerns and discusses techniques and solutions to identifiable hazards. Your 
supervisor may ask you to represent your department on this committee. All 
employees are welcome to participate. 

DEPARTMENT SAFETY MEETINGS 
All departments will hold regularly scheduled meetings to discuss work hazards 
and unsafe practices that may lead to employee or guest injuries and property 
damage. Safety meetings will be conducted by a variety of people and will 
sometimes include training from outside specialists or by video. Your 
participation is encouraged and your ideas are welcome. Attendance will be 
taken to document participation. 

ACCIDENTS AND CLOSE CALLS 
If you witness an accident involving employees or guests, report it 
IMMEDIATELY to your supervisor so that a full investigation can be conducted. 
You play a vital role in helping management sort out the facts of who, what, 
where, when and how the incident occurred. Thorough investigative reports 
are critical for eliminating future injuries and losses. Post-accident 
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investigations can include reports, employee statements, witness statements, 
photos, and preservation of evidence. We expect full cooperation in these 
investigations and appreciate your help in completing them.  When an accident 
occurs you are asked to refrain from making any comments about the cause, 
result or losses of an accident to an injured person(s), the general public, press 
or media. 

Every close call should be reported to your manager or supervisor as well.  
There is a direct correlation between close calls and bad accidents.  If we can 
identify the source of close calls before they become serious accidents, we all 
benefit from a safer work environment. 

WORKERS’ COMPENSATION 
If you are injured on the job you must report it immediately to your supervisor 
or HR. If First Aid is required, seek out Patrol and they can notify your 
supervisor or HR.  All employees of the resort are covered by Workers’ 
Compensation for injuries or illnesses that arise out of and occur within the 
scope of employment according to state law. 

We are committed to getting you back to work. If you are unable to return to 
your assigned job because of a work related injury, every attempt will be made 
to provide modified duty until a physician provides a full release. If light duty or 
modified work has been offered and you refuse this work, you could lose your 
right to some Workers’ Compensation benefits as well as your job. 

VEHICLE & DRIVING POLICY 
Prior to operating any vehicle for Company business, whether it is a Summit 
vehicle or a personal vehicle, Employees must provide a copy of their valid 
driver’s license to HR. If your license status changes, you are required to notify 
your Supervisor as soon as possible.  Only employees with a safe driving record 
are permitted to drive Summit vehicles.  In order to ensure the continued 
eligibility of employees who operate vehicles on the job, we may periodically 
review the Motor Vehicle Reports (MVR) of all authorized drivers. If an 
employee’s MVR exceeds the standards for driving outlined at The Summit, you 
may lose your driving privileges. If an employee, whose sole job is to drive a 
Summit vehicle, becomes ineligible to operate a vehicle for resort business, a 
transfer of position may be offered as an alternative to termination. 

When driving for Company business, employees are expected to abide by all 
local, state, and federal laws.  If operation of a vehicle for Company business 
results in a ticket or citation, any fines and/or legal fees will be the driver’s sole 
responsibility.  Any incident or damage must be reported to your Supervisor 
immediately.  Please see your Supervisor for your department’s additional 
restrictions and/or requirements in regards to driving for Company business.       
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Cell Phone Usage 
Employees are required to be familiar with and comply with local laws before 
using a wireless device while operating a motor vehicle for business purposes. 
Safe operation of any vehicle in the performance of Company business is the 
responsibility of the driver and must be given appropriate attention at all times. 
In every situation, do not use a wireless device while the vehicle is in motion if 
doing so distracts attention from driving. Additionally, all employees are 
prohibited from using data services on their wireless devices, such as texting or 
accessing the mobile web or other distracting activities, while driving. 

Seatbelt Use Policy and Automobile Safety  
It is the policy of the Summit, as well as a Washington State Law, that all 
employees use seatbelts and shoulder harnesses (if available) when operating 
or riding in a motor vehicle.  Employees who use Summit vehicles or drive 
personal vehicles in the course of work will comply with all safety practices, 
rules and regulations as set forth by The Summit. 

Treatment of Company Vehicles & Equipment 
Summit drivers/operators are expected to treat Company vehicles and 
equipment with respect.  Company vehicles and equipment should be kept 
clean and free from clutter.  The term clutter includes trash, improperly stored 
equipment, and unnecessary items. 

Additional Requirements for Personal Vehicles Used for Business 
Purposes 
In conformance with State law, drivers using personal vehicles for Company 
business are required to carry valid insurance on the personal vehicle.  
Employees assume all risks for their vehicles when using them at work, just as 
they do when using them for non-work purposes.     

Mileage Reimbursement 
Employees using their personal vehicles for Company business purposes should 
submit a completed mileage form to their supervisor for reimbursement.   

HAZARDOUS MATERIALS COMMUNICATION PLAN 
The Summit has a Hazard Communication (HAZCOM) Plan that provides you 
with information on the various substances and materials that are used on site. 
Your department has a Hazard Communication Standard (HCS) book, which has 
information on substances used in your area. HCS forms list safe work 
practices, potential harmful effects of the chemical or substance, first aid 
measures and information needed for cleaning up spills. 

The HCS book is your guide to the substances you use. If you have any 
questions about any chemical or substance you are using, inspect the form and 
obtain the recommended personal protective equipment prior to using the 
substance. Please ask your supervisor before using any material or substance. If 
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you inhale, ingest or absorb any chemical or material that causes a problem 
with any of your senses or bodily functions, please notify your supervisor 
immediately. Report any spills or problems with chemicals immediately. 

DISASTER PLANNING & EMERGENCY PROCEDURES PLAN 
The Summit has an Emergency Procedures Plan (EPP). The EPP is designed to 
prepare and guide you to protect the health, safety and welfare of employees, 
guests and resort property. Part of the EPP includes training to explain your 
role in an emergency. The information set forth in the EPP is meant as a 
guideline only and contains responses for various types of disasters such as fire, 
avalanche, lift evacuation, search and rescue and other emergency operations. 

EMPLOYEE SECURITY & SEARCH POLICY 
Employees are expected to cooperate fully in any interviews or investigations 
of possible violations of our company rules and policies. We reserve the right to 
require employees, while on duty or on our property, including the parking lot, 
to agree to inspections of their person, vehicles, lockers, desks, file cabinets, 
handbags or their personal property whenever it is deemed necessary for 
safety, business or security reasons.  Please note that signing the Handbook 
Acknowledgment Form includes consent for such a search, and includes your 
agreement that such searches are reasonable. An employee’s refusal to 
consent to such an inspection, or to otherwise cooperate in an investigation 
conducted under this policy, is grounds for disciplinary action up to and 
including termination. 

WEAPONS & WORKPLACE VIOLENCE 
Violence, threats of violence and intimidation have no place in our resort.  The 
Summit will promptly and thoroughly investigate any allegations of violent or 
potentially violent behavior and will take immediate action to resolve such 
allegations.  The possession of weapons on the job or on Summit property is 
strictly prohibited, with the exception of authorized personnel such as law 
enforcement, avalanche control or other approved positions. 

DISCIPLINARY ACTION FOR SAFETY VIOLATIONS 
Employees who fail to follow prescribed safety rules may be subject to 
disciplinary action up to and including termination. Most accidents can be 
prevented. Whatever your role with The Summit, you are important, and our 
goal is that you work safely each day and never experience an injury. 
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BENEFITED POSITIONS 
As part of your compensation package, The Summit provides the following 
benefits to its employees based on certain eligibility requirements.  

PAID TIME OFF (PTO) 
FTYR and FTS Salaried employees are eligible to accrue Paid Time Off (PTO) that 
may be used for vacation, holidays, or personal time.  Eligible employees 
accrue PTO at a rate based on the number of consecutive years (months) in 
service.  The accrual rates are listed below: 

Accrual Tier Years of Service (Months) Maximum Accrual Balance 
Seasonal Salaried  8 hours per month  

     (Capped at 96 hours) 
Tier 1 0 – 1      (0 – 12+ months) 56 hours  
Tier 2 1 – 2      (13 – 24+ months) 96 hours  
Tier 3 2 – 5      (25 – 60+ months) 128 hours  
Tier 4 6 – 12    (61 – 144+ months) 184 hours  
Tier 5 12 +       (145+ months) 224 hours  

 

PTO Accrual Policies: 
 PTO will be accrued based on The Summit’s pay cycles.  Eligibility will be 

determined on a bi-weekly basis.  All Summit employees are paid on a bi-
weekly basis.  Employees must work 64 hours per pay period to earn the 
pay period PTO accrual.  Payroll will perform the eligibility analysis during 
the pay cycle, and adjustments will be made when applicable.  PTO time 
used does count for the purposes of these calculations. 

 PTO accrues based on Accrual Tier and will stop accruing once the balance 
reaches the Maximum Accrual Balance.  This is a rolling balance from year 
to year.   

 FTS Hourly, Part-Time Seasonal (PTS) and Temporary employees are not 
eligible for PTO benefits. 

 PTO will not be paid in advance of accrual (an employee cannot hold a 
negative PTO balance). 

 PTO usage is viewed as hours worked for purposes of determining benefit 
eligibility status (1560 hours in one benefit plan year).   

 PTO accruals are never pro-rated within a pay period. 

 PTO does not accrue during periods of layoff, or any unpaid leave of 
absence. 

 FTS Salaried staff may only accrue PTO during the months they are actively 
employed for at least 32 hours per week, for a total of 64 hours per bi-
weekly pay period and working over 1,000 hours during the winter season. 

 If a break in service occurs that extends beyond twelve (12) consecutive 
months, the employee loses any prior seniority regarding the years in 
service calculation, and must start again at the beginning accrual rate. 
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 Employees that have months in which break in service (layoff) or unpaid 
leave occurs, these months will be included in the years in service 
calculation.  This is capped at two months of break in service.  11 month and 
10 month employees will get a full 12 months credit towards the years in 
service calculation.  This specifically relates to FTYR employees. 

Grandfathered definition under prior policy - Any employee of The Summit, or 
one of its affiliated companies, who is an active employee and eligible for the 
company’s PTO benefit as of June 1, 2016 will continue to accrue at their 
current rate and continue to move to the Tier 2 accrual on the first day of their 
second year of employment with The Summit.   

PTO Usage Policies 
 Approval from management for planned time off is required to ensure there 

is not a conflict with business needs or other staffing requirements. 

 A PTO/Sick Time Authorization Form (PTO Form) must be completed, 
approved by your Supervisor and submitted for payroll the week prior to 
the dates requested for planned time off. 

 Management expects employees to use their PTO during the off-season 
business periods.  Business periods vary by department; there may be 
business periods where requested PTO time is denied due to high business 
volumes or required due to low business volumes. 

 In order to avoid losing earned PTO, employees are strongly encouraged to 
keep track of their accrued PTO to reaching their maximum balance. 

 Employees cannot work and earn a regular paycheck while they are 
collecting pay for time off.  PTO cannot be paid that would result in a paid 
workweek in excess of 40 hours, or 48 hours during the winter season 
(November through April) for hourly FTYR employees.   

 Given that the company conducts operations during nationally recognized 
holiday periods, PTO cannot be used as Holiday pay if the Holiday is worked.  
A completed PTO Form needs to be submitted for any Holiday time taken. 

 Employees may be required to use PTO during any leave of absence 
including FMLA, Military, Personal, Maternity leave or resort layoffs / 
shutdowns, except where prohibited by State or Federal law.   

Other General PTO Policies 
 PTO is paid on the regularly scheduled pay dates, baring any State or local 

law exceptions.  PTO is not paid in advance of its usage. 

 Employees do not receive pay in lieu of PTO except upon termination of 
employment from The Summit, which will be paid in accordance with 
applicable State and Federal law. A break in service is a voluntary or 
involuntary leave of absence that is deemed to constitute continued 
employment by the employer following the date of approved leave for a 
period of time not to exceed ninety (90) days, or until employment is 
terminated by the employer or the employee. 
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Termination:  Upon termination of employment (or change OF STATUS 
FROM PTO ELIGIBILITY), an employee will be paid out all accrued PTO at 
their regular rate of pay at the date of termination. 

Break in Service:  PTO balances will not be paid out to employees that have 
a break in service.  Employees would be encouraged to use accrued PTO 
balances during any break in service period. 

Seasonal Salaried Stipend:  A seasonal salaried employee that is receiving a 
specified stipend per week is deemed to be an active employee.  PTO 
balances will not be paid out in lump sum to employees that are receiving a 
stipend.  Employees would be encouraged to use accrued PTO balances to 
supplement the reduction in hours. 

 Employees do not accrue PTO time on the final PTO paid out following 
termination of employment. 

 Earned PTO will not be paid out for any FTYR employee who transfers from 
one FTYR position to another. 

 Employees transferring (without termination of employment at any time) 
from one Boyne Company to another will not have their PTO balances paid 
out.  The PTO balance will be transferred to the new company.  If a 
termination of employment occurs from the departing company, please 
refer to the termination procedure listed above. 

INSURANCE:  MEDICAL, DENTAL, VISION & LIFE 

Eligibility 
FTYR and FTVH employees are eligible for medical, dental, vision and life insurance.  
FTYR employees are eligible for benefits beginning the first day of the month 
following their date of hire.  FTVH employees will be measured for an 11 month 
period of time from date of hire, and if they meet the minimum hour threshold 
benefits will be effective “First Of The Month Following 13 Months From Date Of 
Hire”.  The waiting period/eligibility period for VHEs was set by the government as 
part of Health Care Reform.    

Eligible employees will be contacted by HR to discuss the plan options. 

If eligible, FTYR employees have up to 30 days from your first day worked to 
enroll.  Please obtain a complete packet of information from the Payroll 
Department. 

Once an employee enrolls in one or more of the insurance benefits noted 
above, changes can be made only during open enrollment periods or due to a 
qualifying event.  By law, changes due to a qualifying event must be made 
within 30 days of said event.  It is the team member’s responsibility to contact 
HR within this 30-day period requesting the change be made.  Qualifying events 
are: marriage, divorce, birth, or adoption.  
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HEALTH INSURANCE CONTINUATION (COBRA) 
If you are enrolled in our health insurance plan and your employment 
terminates, or there is a change in your marital status, you and your enrolled 
spouse and/or dependents may be allowed to continue coverage through the 
COBRA continuation plan. All premiums under COBRA are the responsibility of 
you and/or your covered spouse and dependents.  Contact Payroll Department 
for more information. 

SHORT TERM DISABILITY (STD) 
FTYR team members may be eligible for short-term disability (STD) benefits. 
STD is for a period commencing on the eighth day of the accident/illness/birth. 
You will be paid according to the following schedule. You may supplement time 
off with PTO. STD runs concurrently with FMLA. Events concurrent with FMLA 
beyond 12 weeks require prior approval by your Senior Manager. The FMLA 
Paperwork must be filled out by your physician and returned to HR to start 
your disability payments, which occur bi-weekly. A letter or note from your 
doctor is also required authorizing return to work. Job availability is not 
guaranteed after 12 weeks of FMLA absence. Incentives and gratuities are not 
calculated into your total STD compensation. 

Length of FTYR Service ¾ pay Then ½ pay 

Less than 12 mos 0 weeks  0 weeks 

12+ mos to 5 yrs 3 weeks  6 weeks 

5+ to 10 yrs 6 weeks  6 weeks 

10+ to 15 yrs 10 weeks  2 weeks 

15+ yrs 12 weeks  0 weeks 

If illness continues beyond seven days, you are responsible to provide a note 
from a doctor explaining the general nature of the illness and the approximate 
date of return to work. Any time spent on STD counts as part of the employee's 
FMLA leave. STD benefits are granted at the employer’s discretion. 

RETIREMENT - 401(K) PLAN 
The Summit offers a 401(k) program that enables eligible employees to set 
aside money for the future. You are eligible to enroll upon specified enrollment 
dates in January and July if you are 21 years of age or older, have 12 months of 
service (no break in service) and 1,000 hours of work within those 12 months. 
Once enrolled, you may choose to invest in a variety of options. The Summit 
may or may not match a portion of your contribution, depending on company 
performance, at the sole discretion of The Summit.  Further, any decision by 
The Summit to match any portion of your contribution does not create any 
ongoing obligation for the Company to match future contributions.  Any 
contribution made by The Summit shall be made on a case by case basis and 
you agree that any contribution that is made will not be relied upon as  
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precedent for future contributions, if any. Complete details of the 401(k) plan, 
as well as educational materials on your investment options, are available from 
Payroll. 

EDUCATIONAL REIMBURSEMENT 
Whenever possible, training will be conducted by your supervisor or by a 
designated company trainer, on site within your normal work environment.  
However, training for some administrative and technical positions will require 
attendance at outside seminars or may include taking college level courses.  
The Summit will partially reimburse team members for tuition costs for college 
courses subject to the following:  

 All courses or degree programs must be pre-approved by your Director. 

 The employee must have FTYR status for at least one year. 

 Courses taken must have direct relevance to the employee’s career plan 
with the company. 

 Courses or degree program must meet career objectives of both the 
employee and The Summit.   

 If all the above criteria are met, then the retroactive, partial 
reimbursement will depend upon the final course grades as noted below.   
Please note:  there is a maximum of $1000 of reimbursement allowed per 
12-month period per person.   

 Graded Courses  Pass/Fail Courses 

 B- or above: 50%           Pass:  50% 

 C+ or below:  0%           Fail:  0% 
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