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ARTICLE 1
Agreement

This Agreement is made and entered into on February 21, 2012, by and between the
Service Employees International Union, Local 1107, hereinafter referred to as the
"Union," and the University Medical Center of Southern Nevada, a County hospital
created pursuant to NRS Chapter 450, hereinafter referred to as "UMC.”

ARTICLE 2
intent

it is the purpose of the Agreement to promote and provide a responsible labor
relations policy between UMC and the employees covered herein; to secure an
orderly and equitable disposition of grievances which may arise under the
Agreement; and to set forth the full and entire understanding of the parties reached
as a result of good faith negotiations regarding the rates of pay, wages and other
specified conditions of employment of the employees covered by this Agreement. It
is intended by the provisions of this Agreement that there be no abrogation of the
duties, obligations or responsibilities of UMC expressly provided for by federal law,
state statutes and local ordinances, except as expressly limited herein.

The Union and UMC agree to jointly conduct training of supervisory personnel and
other employees relative to the new provisions of the contract. Within thirty (30)
calendar days of final ratification of the Agreement, a committee of no more than
three (3) members of each bargaining committee will meet to develop a training
program and schedule. Such training shall be commenced and completed within six
(6) months of final ratification of the Agreement.

ARTICLE 3
Recognition

1. UMC hereby recognizes the Union as the sole and exclusive collective
bargaining representative of UMC employees assigned to the classifications
listed in Appendix A who are eligible to be represented by the Union except as
limited by Section 3 of this Article. Any proposed additions or deletions to
these classifications shall be furnished to the Union thirty (30) calendar days in
advance for review and consultation prior to any formal action by UMC. Both
parties recognize that the Union retains its right to appeal under the provisions
of NRS 288.170. UMC and SEIU recognize that there is a difference between
lead and supervisory positions. A position identified as supervisory by UMC
may be excluded from membership in this bargaining unit. However, UMC will
meet and discuss such change with SEIU prior to proceeding with such a
change.



When a new job classification is established or an existing one is materially
changed, UMC will submit a copy of the new or modified classification
description in writing with proposed wage and bargaining unit assighment to
the Union thirty (30) calendar days prior to implementation unless both parties
mutually agree on a shorter time frame for implementation. Any unresolved
differences of opinion between the parties in regard to wages will be subject to
the grievance/arbitration procedure and differences of opinion in regard to
bargaining unit assignment will be subject to the provisions of NRS 288.170.

If matters of compensation are submitted to arbitration, the arbitrator shall
realize that UMC has adopted a system of classification and compensation.

UMC employees who are excluded from the bargaining unit are as follows:

a. Those employees certified to another bargaining unit under the
provisions of NRS Chapter 288

b. Administrative employees as defined in Appendix E

c. | Confidential employees as defined in Appendix E

d. Temporary employees to the extent defined in Section 4 of this Article
e. Volunteers

f. Students, residents, and interns

The term "temporary employee” shall be defined as an individual employed in
a position established for a specific period of time (normally less than sixty (60)
calendar days) or for the duration of a specific project or group of assignments,
but not to exceed 119 working days under any circumstances.

Subject to the provisions of NRS Chapter 288, UMC reserves the right to
withdraw recognition of the Union in the event the Union:

a. fails to pi'esent a copy of each change in its constitution or bylaws, if
any, or to give notice of any change in the roster of its officers, if any,
and representatives;

b. disavows its pledge not to strike against the local government employer
under any circumstances;

C. ceases to be supported by a majority of the local government
employees in the bargaining unit for which it is recognized;

d. fails to negotiate in good faith with the local government employer.



UMC shali provide by the 10th of each month to the Union the following:

a. A separate report identifying new hires, temporary employees, current
bargaining unit eligible employees, terminated employees, classification
changes for employees (promotions, demotions and reclassifications),
and transfers.

b. Each report shall be submitted in alphabetical order and in an available
format and media mutually agreed fo by the Union and UMC

c. Each report shall list the following information: employee’s name, social
security number, home address, member/non-member status,
classification (job title), employment status (full time, part time, or per
diem), department name, date of hire, benefit accrual date, number of
hours paid in that month, and wage rate.

d. Classification changes (promotions, demotions, reclassifications), in
addition to the information identified in Section C above, shall identify
the previous classification and the new classification and the effective
date of the change.

e. 'Transfers in addition to the information identified in Section C above,
shall ldent;fy the previous department, the new department the
effective date of the fransfer.

f. All information is furnished for the exclusive use of the Union and shall
not be used for any other purpose or be given to any other person or
organization without the express written approval of the employee
involved. Unless otherwise identified above, these reports shall be
provided to the Union no later than the 10th of each month.

ARTICLE 4
Discrimination Clause

UMC and the Union shall each apply the provisions of this Agreement equally
to all employees in the bargaining unit without discrimination as to race, color,
religion, sex, sexual orientation, age, disability, national origin, or because of
political or personal reasons or affiliations. For those subject matters which
the Nevada Equal Rights Commission (NERC) has jurisdiction, the procedures
found in Article 9, Section 3 (D) of this Agreement shall apply.



ARTICLE 5
Management Rights

UMC is entitled, without negotiation, to the sole right and authority to operate
and direct the affairs of UMC in all its various aspects. Those rights include
but are not limited to the following: '

a.

Hire, direct, promote, assign, transfer or take disciplinary action against
any employee, but excluding the right fo harass an employee through
reassignment or transfer as a form of discipline. Transfers and
reassignments for the improvement of personnel staffing and utilization
shall not be deemed a form of discipline.

Reduce in force or lay off any employee because of lack of work, low
census conditions, lack of funds, or for other conditions. In exercising
this right, UMC shall comply with all other provisions of the NRS, if any.

Determine appropriate staffing levels and staffing ratios, job
assignments, work schedules, shift assignments, the starting time for
each shift, and performance standards except for safety considerations.

Determine the content of the work day including, without limitation, work
load factors except for safety considerations.

Determine the quality and quantity of services to be offered to the
public, the means and methods of offering those services, and to
change such methods or procedures, including the use of new
equipment or facilities. '

Extend, limit, curtail or subcontract its operations, including the right to
use the services of registry/agency personnel.

Promulgate, revise and modify rules, regulations and personnel
policies.

Take whatever actions may be necessary to carry out its responsibilities
in situations of emergency.

All rights and responsibilities of UMC not specifically modified by the
Agreement shall remain the functions of UMC. The above enumerated
management rights shall not contravene the expressed terms of this
Agreement and shall be subject thereto.

Any Human Resources policy created by UMC must be communicated in
writing to the Union thirty (30) calendar days in advance of implementation.
Prior to implementation, upon request by the Union, UMC will meet and confer



with the Union concerning the impact of the implementation of the policy on the
bargaining unit. If the employee is required to sign an acknowledgment of any
such Human Resources policy, a copy of the signed document shall be
provided to the employee.

In such event a section or provision of any Human Resources policy created by
UMC conflicts with this Collective Bargaining Agreement, the Collective
Bargaining Agreement shall prevail.

ARTICLE 6
Employee Rights

Neither UMC nor the Union shall interfere with the right of the employees
covered by this Agreement to become or not become members of the Union,
and there shall not be discrimination against any such employees because of
lawful Union membership or nonmembership activity or status. The right to join
and participate in Union functions shall be recognized as extending to
participation in the management of the Union in the capacity of a Union Officer
or representative.

The Union recognizes its responsibility as bargaining agent and agrees to fairly
represent all employees eligible for membership in the bargaining unit. UMC
recognizes the right of the Union to charge nonmembers of the Union a
reasonable service fee for representation in appeals, grievances and hearings.

UMC agrees that each employee shall have the right to review and photocopy
materials contained in histher personnel file.  An employee’s Union
representative may review and photocopy any and all documents contained in
the personnel file, if he/she has provided Human Resources with a written
release signed by the employee. There is only one (1) personnel file. it is
understood that the personnel file shall be made available to the employee
during normal business hours and that a nominal fee may be charged for
copying. It is UMC’s policy not to release information in the employee’s
personnel file beyond the dates of employment, and job title (classification},
unless authorized in writing by the employee or unless required by federal or
state law.

Each employee shall receive a copy of any formal performance evaluation, or
disciplinary action, before such material is placed in his/her personnel file. The
employee shall sign and date such material only as proof of receipt. The
employee shall have the right to respond in writing within fifteen (15) working
days (as defined in Appendix E) from the date such material was presented to
the employee and to have such response placed in the file. An employee who
wishes to discuss his/her performance evaluation with the evaluator's
supervisor, may request to do so, in writing, within five (5) working days of the
initial evaluation. This meeting will be held within fifteen (15) working days from
the date of request. At this meeting, the evaluator will explain reasons for and
provide "any existing documentation relied upon to support sub-standard
performance ratings in the evaluation. This is the sole procedure under this
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Agreement for appeal or discussion of an employee's performance evaluation.
Employee evaluations are not subject to the grievance and arbitration
procedure contained in Article 9 of the Collective Bargaining Agreement.

Any disciplinary action (written warnings and suspensions) issued will
automatically be removed after fifteen (15) months from the date of the
discipline providing no ensuing discipline of the same or similar nature (i.e. any
and all discipline categories that relate to each other such as conduct related,
performance related, attendance related) occurred and shall not be used in
future disciplinary matters. Upon removal, the written reprimand and/or
suspension will be sent to the employee.

UMC and SEIU, Local 1107 shall not tolerate harassment or unprofessional
conduct by any employee (regardless of bargaining unit or managerial status or
position within the Union). Such action will be grounds for disciplinary action.
UMC shall take all reasonable steps within its control to protect patients,
employees and the public from assault, harassment or unprofessional conduct.
Any complaints pursuant to this section shall be reduced to writing within ten
(10) working days of the occurrence and submitted to the Chief Human
Resource Officer for handling. The Chief Human Resource Officer shall inform
the affected employee in writing within ten (10) working days as to the
disposition of the complaint. Complaints regarding the conduct of employees of
the Union shall be submitted to the SEIU, Local 1107 President. Examples of
harassment include the following:

a. Repeated threats of discipline without action ultimately being taken
b. Threats of violence toward another person

C. Displaying abusive gestures or language during work hours

d. Disciplinary action which is not issued within a reasonable time frame. A

reasonable time frame will include time to investigate and the availability
of the parties involved

e. Reprimands in public

Every employee has the right to Union representation in any investigative
meeting that the employee reasonably believes will result in disciplinary action
against that employee. Meetings with management to discuss performance
evaluations, general counseling sessions and meetings where the employee is
told by their manager that there will be no disciplinary action to that employee
as a result of this meeting are examples of meetings that generally would not
be attended by a union steward and to which the employee may not refuse to
attend. To ensure the employee of his/her legal rights, UMC will give the
employee reasonable time to obtain a Union representative of his/her choice.
For the purpose of this agreement, reasonable time shall be defined as twenty-
four (24) hours from the time the employee is notified of the impending meeting
with management or five (5) hours from the time the employee is notified of the
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impending meeting with management if the meeting is to discuss an egregious
violation. In those cases, an employee notified at the end of their shift will have
until the beginning of their next shift to obtain a Union representative. An
employee is entitled to be represented by a steward at all meetings where
discipline is given in writing. Unless mutually agreed to, the parties agree that
the number of UMC and Union representatives present at the meeting will be
equal.

No fuil-time or part-time employee shall be laid off, reduced in hours, or
changed in shift, or days off because of the scheduling of per diems, temporary
employees, agency or traveler employees, volunteers or special training
programs, including but not limited to CWEP and Workers' Compensation
Programs.

To the extent possible, UMC shall provide a report at the beginning of the
month to the Union identifying the following:

a. the names of eligible employees, who have received or are receiving
light duty during the previous calendar month;

b. where the light duty assignment is located; and,
C. how long the employee has been in the light duty assignment.

It is understood that the Union may receive a blank report should no eligible
employees be assigned to light duty during the previous month.

ARTICLE 7
Union Rights

UMC and the Union recognize and agree that the activities conducted on behalf
of the Union by its Officers, Stewards, negotiating committee members and
Union representatives are essential in fostering and promoting a positive and
productive relationship between the parties. UMC agrees that it will not in any
manner or form, impose restrictions upon or subject such Union members to
disparate treatment, discrimination or retaliation. UMC reserves the right to
make necessary adjustments to schedules of Union representatives to ensure
the operational needs of UMC are maintained. UMC will meet with the Union
and discuss operational needs that require an adjustment to the work schedule
prior o making such adjustment. Occasionally it may be necessary to make an
immediate adjustment due to emergent situations. In such cases, the Union
will be notified the next business day following the adjustment. Union
representatives will be designated by the Union. The number of
representatives allowable will be determined in the following manner.

a. The Union may designate one representative for every 50 bargaining
unit eligible employees as calculated on July 1 of each year excluding
alternates (ordinarily working different shifts) to perform normal Union
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representative duties as defined in this Agreement. Traditional rules of
rounding will apply (i.e. 74 equals one; 75 equals two) At no time will
there be more than one representative for every 50 bargaining unit
eligible employees eligible to use release time in order to conduct Union
business.

b. While the Union is free to choose its representative from UMC
employees, it agrees that the number of representatives from any one
department, division, work area, or shift will not hinder effective working
relationships or productivity and delivery of hospital services.

C. The Union shall notify UMC, in writing, of the names of the
representatives and their respective jurisdictional area, within thirty (30)
calendar days of the effective date of any such designation.

Non-employee representatives of the Union shall be admitted to the premises
of UMC at reasonable times. Representatives shall provide reasonable notice
to the Chief Human Resources Officer prior to such visitations. Such visitations
shall be for the reasons of the administration of this Agreement and upon the
request of the Chief Human Resources Officer; the Union will provide
clarification for the visit.

The Union agrees that Union activities shall not interfere with the normal work
duties of employees and that any contact with individual employees or groups
of employees, unless mutually agreed otherwise, shall take place during the
employees’ non-work time, including but not limited to breaks and meal breaks.

UMC reserves the right to designate a meeting place or to provide a
representative to accompany a Union representative where operational
requirements do not permit unlimited access.

Before leaving their respective department, all Union representatives shall
submit a release time form, which shall be made available in the department, to
his/her immediate supervisor in order to receive release time from duty each
time he/she conducts Union business. The representative shall not leave
hisfher respective department until he/she has notified the immediate
supervisor of the need to conduct Union business and obtain either written or
verbal (if release forms are not available) permission to do so. Representatives
shall be relieved of duty unless operational demands prohibit granting the
request. The Union representative will make every reasonable effort to provide
his/her immediate supervisor as much advanced notice as possible of the need
to conduct Union business as defined by paragraph 6 of this Article. In-as-
much as possible, when the representative is notified of the need to represent a
member 24 hours (or 5 hours in the case of an egregious violation) in advance,
as described in other articles of this Agreement, the Union representative will
be held responsible for notifying his/her immediate supervisor 24 hours (or 5
hours in the case of an egregious violation)_in advance of the need to be absent
from work to conduct Union business, provided that the effected employee has
been notified at least 24 hours (or 5 hours in the case of an egregious violation)
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in advance of the meeting and advised of the purpose, time, date and site of
the meeting, except when an employee’s continued presence in the work place
is unsafe for co-workers, the public or other UMC resources. Use of
representative time shall not be abused by the employee and use of said time
will not be unreasonably withheld by the immediate supervisor. Employees
may select one of the other Union representatives in the absence of the
respective representative who is on authorized leave or is otherwise
unavailable. If no Union representative is available, the employee may use an
employee of his/her choice.

Union business shall include the investigation of grievances, representation of
employees at meetings scheduled and held with management at any step of
the grievance procedure, demotion/suspension/termination hearings,
attendance at Labor/ Management meetings and monthly Union representative
meetings. Only 20 representatives may use release time to attend the monthly
Union representative meeting. Prior to the monthly Union representative
meeting, the union may request of the Chief Human Resources COfficer that
additional representatives be released to attend the meeting. Approval of such
request will be at UMC’s discretion; however, requests will not be unreasonably
denied. Payment for such meetings will be processed upon receipt of the sign-
in sheet from the Union in accordance with Section 7. All charges will be
applied to a separate accounting code for identification purpose. Any other
Union related activities shall be deducted from the hours defined in Section 8.
Only one (1) representative (Chief Steward exempted) shall be allowed to
investigate a grievance or represent an employee during any one shift,
regardless of the number of employees involved in a particular grievance. A
newly elected or appointed steward may accompany a steward to a meeting or
hearing with management as a silent observer. The observer must be released
by his/her supervisor and use union bank time (approved by the President of
SEIU) if attendance is during the steward’s normal work time.

The Union shall furnish UMC a copy of the record of attendance of the monthly
Union representative meeting.

For each separate fiscal year covered by the term of this Agreement, the Union
will be allocated a total of 300 hours leave without loss of pay for designated
Union members to attend conferences, legislative sessions, conventions, and
other Union business not specified in Section 6. If Union bank hours are
exceeded, the employee shall be given the option to use Consolidated Annual
Leave or Voluntary Unpaid l.eave or Leave Without Pay, pursuant to Articles 21
and 23 of this Agreement. Per diem and/or travel shall not be provided by
UMC. Such leave shall not be cumulative from fiscal year to fiscal year. UMC
shall not be responsible for any industrial injury claims resulting from activities
performed on behalf of the Union away from UMC work locations during normal
work hours.

The parties agree to a pre-conference meeting prior to formal negotiations
commencing to meet and confer to the logistics of negotiations including the
number of team members and observers attending negotiation sessions.
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10.

11.

12.

13.

14,

if the Union President is an employee of UMC, he/she shall be granted 40
hours release time each week with pay including premiums and the accrual of
all earned benefits to accomplish Union business. When an employee has
completed his/her service as President, he/she shall be returned to his/her
previous position without loss of any status or benefit governed by this
Agreement.

The Union Chief Steward shall be 40 hours release time each week with pay
including premiums and the accrual of all earned benefits in order to conduct
duties associated with his/her office, or if the Union chooses, two (2) or more
Chief Stewards each shall be granted a portion of the 40 hours release time for
the week as approved by the Union President. When an employee has
completed his/her services as a Chief Steward he/she shall be returned to
his/her previous position without loss of any status or benefit governed by this
Agreement. In the absence of one of the Union Chief Stewards, the other
Union Chief Steward(s) may be assigned additional hours by the Union
President, not to exceed 40 hours aggregate. If one of the Union Chief
Stewards is not available, the Union may designate the Vice President or other
member as approved by the Union President to receive the release time
normally assigned to that Chief Steward.

The Union shall be allowed thirty (30) minutes during New Employee
Orientation for the purpose of orienting new employees to the Union and its
structure. The time may not be used to make personal attacks or unfavorable
comments regarding the administration and/or operations of UMC.

UMC shall provide the Union reasonable space (at least 24" x 36") on a
designated bulletin board in a readily accessible area in each department that
is normally used for communications to employees, to the Union for the posting
of materials related to Union business. UMC shall provide a locked, glass
enclosed bulletin board outside the cafeteria measuring at least 36 x 36 inches.
Any materials posted on any bulletin board must be dated and initialed by a
Union Officer, the Executive Director or Chief Steward responsible for the
posting and the Union will make every reasonable effort to provide a copy of all
materials posted to the Chief Human Resources Officer prior to or at the time of
posting. '

Union notices relating to the following matters may be posted without the
necessity of receiving the Chief Human Resources Officer prior approval:

a. Union recreational and social affairs;

b. | notice of Union meetings;

c. Union officers and committee appointments;
d. notice of Union elections;
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15.

e. results of Union elections;

f. reports of standing committees and independent arms of the Union; and,
g. publications, rulings or policies of the Union.

All other notices of any kind not covered by (a) through (g) above must receive
prior approval of the Chief Human Resources Officer. It is also understood that

no material may be posted on any bulletin boards at any time which contain the
following:

a. personal attacks upon any other member or any other employee;
b. scandalous, scurrilous or derogatory attacks upon the administration;
c. scandalous, scurrilous or derogatory attacks upon a candidate for a

partisan political office.

ARTICLE 8
Employee Deductions

UMC shall deduct from the wages of those employees who are members of the
Union and pay over to the proper officers of the Union any monies which the
Union advises may be due it from such members, provided that the employee
who is a member of the Union has individually and voluntarily authorized such
deductions to be made.

UMC agrees not to honor any checkoff authorizations or dues deduction
authorizations executed by any employee in the bargaining unit in favor of any
other labor organization or organization representing employees for the
purpose of negotiation for wages, hours, and working conditions, and other
fringe benefits for its members unless otherwise authorized by the Local
Government Employee Management Relations Board.

The Union agrees to indemnify, defend and hold UMC harmless against any
and all claims or suits that may arise out of or by reason of action taken by
UMC in reliance upon authorization cards submitted by the Union to UMC. The
Union agrees to refund to UMC any amounts paid to it in error on account of
the payroll deduction provision upon presentation of proper evidence of error or
mistake.

The Union will certify o Human Resources, in writing, the current rate of
membership dues. UMC will have thirty (30} days upon receipt of notification of
change of rate to implement such change.

The Union will certify through the Human Resources Department, in writing, the
current rate of membership dues. Once the Union provides a dues deduction
form to UMC, UMC will make every reasonable effort to honor the dues
deduction by the next payday of the month. However, in no event shall the
deduction be accomplished later than the second (2nd) payday following the
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receipt of the dues deduction form. Dues shall be remitted to the Union by
UMC on a monthly, bi-weekly or weekly basis coinciding with the pay periods of
UMC, whichever the Union requests (with thirty (30) calendar days advance
notice to Human Resources).

Iif an employee-member transfers to another bargaining unit position hefshe
shall be continued on the dues deduction rolls.

UMC shall deduct from each employee's check an amount wvoluntarily
authorized for the COPE (Committee On Political Education) and submit
monthly, bi-weekly, or weekly to the Union, whichever the Union requests.
Once the Union provides an authorized deduction form for the COPE
(Committee on Political Education) to UMC, UMC will make every reasonable
effort to honor the COPE deduction by the next payday of the month. However,
in no event shall the deduction be accomplished later than the second (2nd)
payday following the receipt of the COPE deduction form. COPE deductions
shall be remitted fo the Union by UMC on a monthly, bi-weekly or weekly basis
coinciding with the pay periods of UMC, whichever the Union requests (with
thirty (30) calendar days advance notice fo Human Resources).

ARTICLE 9
Grievance and Arbitration Procedure

it is the intent of this Article to provide a means for the reasonable settlement of
certain disputes between an employee(s), or the Union acting on behalf of an
employee(s) and UMC, and/or the Union and UMC. The following definitions
shall be applicable with regard to the purpose of this Agreement. Provisions
specifically excluded in articles contained within this Agreement from this
grievance and arbitration procedure are excluded from the provisions of this
Article.

A grievance shall be defined as a dispute regarding the interpretation and
application of the provisions of this Agreement filed by the Union or by an
employee(s) or the Union acting on behaif of an employee(s) covered by this
Agreement alleging a violation of the terms and provisions of this Agreement.

All grievances shall be handled in the following manner {excluding those issues
that fall under the purview of Section 3 below):

Step 1 - Meeting

a. Before a formal written grievance can be filed the employee or the Union
on behalf of the employee must request, in writing, within ten (10)
working days of receipt of the discipline or from the date the employee
knew, or should have known, of the alleged violation of any provision of
this Agreement, to meet with the aggrieved employee’s Department
Head, in an effort to resolve the issue. The Step 1 meeting shall take
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place within ten (10) working days of the date the request is received by
the Depariment Head. [f no such meeting is held, the grievance shall
automatically be considered appealed to Step 2.

The Step 1 meeting will be attended by the Department Head, the
aggrieved employee, the Union {(at the request of the employee), the
management representative administering discipline or responsible for
the alleged violation of the Agreement, and a representative from Human
Resources (at the request of management) whom shall function in an
advisory capacity.

During the Step 1 meeting, the Department Head will review the
evidence provided by the employee, or the Union on behaif of the
employee and the evidence submitted by the management
representative.

Within five (5) working days of the completion of the Step 1 meeting, the
Department Head shall issue a written decision identifying the issues
brought forth by both parties, a summary of the facts, and the decision
rendered. The Department Head shall provide a copy of hisfher decision
to the grievant, the Union Chief Steward and Human Resources. In the
event the Department Head does not respond within the five (5) working
days as herein provided, the grievance shall be considered automatically
appealed to the Step 2 as provided in the Step 3 section, paragraph 5.

Step 2 - Hearing

a.

If the matter is not resolved at Step 1 or no Step 1 meeting is held, the
employee(s) or the Union on behalf of an employee(s)} may file a formal
written grievance, which includes the basis for the appeal and any
supporting documentation, such as the notice of discipline (in the case of
discipline), unless such documentation does not exist or has not been
made available to the grievant or the Union. The grievance must be filed
with the Chief Human Resources within ten (10) working days after
receiving the Step 1 decision, unless automatically appealed as provided
herein.

The grievance shall be submitted on a form mutually agreed to by the
parties and shall state the article and section(s) of the Agreement
alleged to have been violated, a proposed remedy and what steps were
taken to resolve the dispute. The form must identify the Union
representative or employee bringing forth the complaint. Forms without
the signature will be accepted and forwarded to the Chief Steward or the
field representative for informational purposes. All actions and time
limits will start upon Human Resources’ date stamped receipt of the filed
grievance.

Human Resources, in conjunction with the employee(sj, or the Union on
behalf of the employee(s), shall meet jointly to select: 1) the Hearing
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Officer (from the current list) to preside over the step 2 hearing and; 2) a
mutually agreeable time and date to conduct the hearing. Once the
selection of the Hearing Officer and date has been completed, UMC
shall verify the availability of the Hearing Officer for the selected
time/date. Any difficulties with the selected Hearing Officer's availability
shall be discussed with the affected employee(s) or the Union on behalf
of the employee(s) and the parties may mutually select another Hearing
Officer or agree to change the date of the hearing to meet the availability
of the Hearing Officer. Once verification of availability has been
established, Human Resources shall provide the Hearing Officer and the
Union written verification of the time, date and place of the scheduled
hearing, to be conducted within ten (10} working days from the date the
appeal, at Step 2, is received by Human Resources. Any and all
documentation, including witness statements, relied upon by UMC to
administer discipline and/or to be used in a hearing, shall be provided to
the employee(s), or the Union acting on behalf of the employee(s), at
least five (5) working days prior to the scheduled hearing date. The
Union, likewise, shall provide a copy of all documentation, including
witness statements, it intends to use in the hearing, at least five (5)
working days prior to the scheduled hearing date. The Hearing Officer
will render a written decision within five (5) working days of the
conclusion of the Step 2 hearing, unless an extension of time is agreed
upon by all parties. The Hearing Officer shall provide a copy of the
decision to the grievant, the Union Chief Steward and Human
Resources. The Hearing Officer may uphold, modify, or reverse the
action taken.

There shall be not less than five (5) management representatives, who
shall serve as hearing officers on a rotating basis. These hearing officers
shall receive training in dispute resolution and the terms of the Collective
Bargaining Agreement. UMC and the Union shall mutually agree as to
when and where the in-service will occur, and the Union shall be allowed
to participate in the in-service.

Any settlement of a grievance shall be consistent with the terms of this
Agreement.

Step 3 - Arbitration

1.

In the event the parties are unable to resolve the grievance the Union shall
provide notice of intent to arbitrate in writing to the Chief Human Resources
Officer within five (5) working days foliowing the day of the decision of Step 2.

Arbitrator Selection: Both parties shall jointly request the Federal Mediation
and Conciliation Service (FMCS) and/or the American Arbitration Association
(AAA) to furnish a panel of seven (7) arbitrators from which the arbitrator shall
be selected. Such selection shall be accomplished by the Union and the
Assistant Administrator, Human Resources or designee by striking one (1)
name from the list (on rotational basis per request for arbitration) in turn, until
only one (1) name remains.
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Both parties will make every effort to mutually set forth the issue(s) to be
arbitrated in advance of the arbitration hearing date.

The arbitrator shall act in a judicial not legislative capacity and is
expected to perform his/her function in accordance with the case law
regarding labor arbitration, the provision of U.S. Uniform Arbitration Act
and where applicable, the NRS. The arbitrator shall not have authority
to modify, amend, alter, ignore, add to or subtract from any provision of
this Agreement. He/she shall consider and render a decision with
respect to the specific issue(s) as set forth in the grievance and not on
any other issue not submitted to him/her. Only one (1) grievance may
be decided per arbitrator per hearing, however, the parties may mutually
agree to waive this requirement. The arbitrator is without power to issue
an award inconsistent with the governing statutes and/or ordinances of
the jurisdiction. The arbitrator, in the absence of expressed written
Agreement of the parties of this Agreement, shall not have authority to
rule on any dispute between the parties which is not within the definition
of a grievance as defined in this Agreement. The arbitrator shall
consider and decide only the particular issues presented by the Union
and/or UMC and the decision shall be solely on his/her interpretation of
the application of the expressed terms of this Agreement. Any and all
seftlements and awards issued by the arbitrator shalil be limited on
retroactivity to the date of the alleged violation or date of filing of the
grievance as decided by the arbitrator subject to the provisions of this
Agreement. The arbitrator shall not have the authority o excuse a
failure by the Union or UMC to comply with the time limitations set forth
above, or in accordance to Article 9, Section 5, unless mutually agreed
by both parties.

The arbitrator's decision rendered, consistent with the terms of this
Agreement, shall be final and binding on all parties of this Agreement.
The decision shall be rendered in writing within thirty (30) calendar days
after the closing of the hearing or the filing of briefs, whichever is later.

The expenses of arbitration shall be borme equally by UMC and the
Union. "Expenses incurred by either party in the preparation or
presentation of its case are to be borne by the party incurring such
expense.

The grievant and no more than three (3) Union witnesses shall be
released without loss of pay for attendance at official grievance meetings
and/or arbitration hearings. UMC may limit the release of witnesses to
meet operational requirements. This provision shall not be construed to
limit or preclude the Union from calling additional witnesses at the
Union's expense, nor prohibit the parties from agreeing to release from
duty, without loss of pay, additional witnesses for the purpose of
testifying at official grievance meetings and/or arbitration hearings.
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NERC/OOD Procedures

a.

Allegations of discrimination and/or sexual harassment must be
identified not later than the conclusion of the Step 1 meeting of the
grievance process, so that a timely investigation may be conducted.

in the investigation of a complaint the Office of Diversity (OOD) of the
Clark County Human Resources Department shall use the processes
outlined in the Clark County Affirmative Action Plan, based on the nature
of the complaint. .

Any employee covered by the terms of this Agreement who is requested
to provide a statement or testify in connection with an investigation, or is
the subject of the investigation/complaint will be provided 24. hours
advanced notice of the meeting. The employee who is being charged or
investigated, at his/her request, may have a Union representative
accompany him/her to the interview and any other applicable meetings
regarding the incident being investigated, including any step of the
disciplinary process. A representative from Human Resources may also
be present at these investigative meetings. However, the unavailability
of a specific Union or management representative is not grounds for
postponement of the interview

Grievances on those matters for which the Nevada Equal Rights
Commission or the Office of Diversity of the Clark County Human
Resources Department have jurisdiction, will be referred to and
processed by the OOD for investigation, pursuant to the Clark County
Affirmative Action Plan. If discipline results from the investigation, the
employee(s) shall be eligible for a Step 1 meeting, Step 2 Hearing and
Step 3 Arbitration in accordance with Section 2 of this Article.

in acknowledgment of the mutual concerns of UMC and the Union
regarding the NERC/OOD process, the pariies mutuaily agree to meet
and review the effectiveness of the processes identified above no later
than one (1) year from the date of ratification and approval of this
agreement. If at that time, the parties mutually agree this provision may
be reopened to address any identified concerns.

if mutually agreed, either party may request a waiver of the time limitations set
forth in this Article. A grievance not processed in accordance with the time
limitations set forth in this Article shall be considered vacant or abandoned.
Failure on the part of UMC to respond to a grievance in accordance with the
time limits set forth in this Article shall result in the grievance advancing to the
next step of the procedure. The failure on the part of management to process a
grievance will be given serious weight in the resolution or retroactivity of an
award. A waiver of timeliness requested by the employee, or the Union on
behalf of the employee or UMC, will be taken into consideration in the
determination of any retroactive award.
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No management designee shall hear the same grievance at more than one
step.

ARTICLE 10
Discipline and Discharge

No employee who has satisfactorily completed his/her probationary period may
be disciplined, demoted, suspended or terminated without just cause. Just
cause may include, but is not limited to insubordination, misconduct, mental or
physical disability as shown by competent medical evidence, inefficiency,
excessive tardiness or excessive absenteeism, abuse of sick leave or
authorized leaves, criminal conduct, withholding services as a result of a strike,
failure to perform job duties, and violation of established departmental work
rules or procedures. An employee and his/her Union representative when the
employee has authorized the release, shall be provided with copies of any
written documents and the identity of any witnesses used against the employee
which were the basis for the adverse action taken. Due regard shall be given to
maintaining patient confidentiality.

In the event that UMC wishes to terminate the employment of any non-
temporary or non-per diem employee (except as provided in Section 2 above),
UMC shall provide the affected employee with a letter of intent to terminate
employment setting forth the charges upon which the proposed termination is
based. The employee will be suspended without pay pending the
determination of the pre-termination hearing (detailed in Section 2 of Article 9).
The affected employee may request a pre-termination hearing by filing a
grievance at Step 2 of Article 9.

No employee shali be held in unpaid investigatory suspension for more than
seven (7) calendar days unless mutually agreed upon by the parties. No
employee may be held in a paid investigatory suspension for longer than
fourteen (14) calendar days unless mutually agreed upon by the parties.

Pre-termination hearings will be held within thirty (30) calendar days from the
date of the request for a pre-termination hearing from the employee or the
Union on behalf of the employee. Failure on the part of the employee or Union
on behalf of the employee to schedule and participate in the pre-termination
hearing within thirty (30) calendar days from the date of the request for a pre-
termination hearing (unless mutually agreed to extend the date beyond thirty
(30) calendar days by the employee or the Union on behalf of the employee
and UMC) will result in the grievance being withdrawn. Failure on the part of
UMC to schedule and participate in the pre-termination hearing (unless
mutually agreed to extend the date beyond the thirty (30) calendar days by the
employee or the Union on behalf of the employee and UMC) will result in the
grievance granted to the Union/grievant.
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ARTICLE 11
Per Diem Employees

It is the intent of UMC to, whenever possible, meet staffing needs of the facility
with regular full and part time employees. Per diem employees shall not be
utilized in a manner that would ultimately result in the elimination, erosion, or
replacement of full or part time positions. This Article sets forth the terms and
conditions of per diem employment. Requirements for maintaining per diem
status are established by UMC. Per diem work assignments are designed to
add to or substitute for staff on a pre-scheduled basis (for example: fill in for
scheduled CAL/EIB or other absences, inciuding FMLA, workers’
compensation, etc.), or as needed on a day to day basis, as determined by
UMC (for example: fluctuating census, unavailability of regular staff, etc.).

Per diem employees may be scheduled or not scheduled, or called off from a
pre-established schedule. Additionally, a per diem employee's eligibility for
scheduling may be discontinued at any time at the sole discretion of UMC and
without recourse to the Grievance and Arbitration Procedure and/or Discipline
and Discharge Articles, of this Agreement (Articles 9 and 10 respectively), if
such removal from the schedule is related to UMC no longer needing the
services of a per diem employee due to lack of work, whether projected to be
temporary or permanent, or if the per diem employee is unavailable for work, in
accordance with current UMC policies for per diem use or fails to accept work
assignments as defined in Section 1 of this Article.

Per diem employees will not normally be scheduled for work hours until all
regular full and part-time employees in the unit are scheduled for their hours of
work. A per diem employee, who is filling in for another employee on a
scheduled absence, may be scheduled to fill the absent employee’s shift. UMC
is not required to fill the shift of the absent employee with another full or part-
time employee.

Beginning with the 2081st hour worked a per diem employee, upon written
request to Human Resources, prior to the position being posted, shall be
entitled non-competitively to the next available regular full or part time position
in his/her classification. Per diem employees are not eligible for this benefit i
their personnel file includes a final written disciplinary action not eligible for
removal. If a Per diem employee offered a full or part time position refuses the
position, hisfher name will be placed at the bottom of the list of Per diem
employees eligible for such consideration. A second refusal (as the top Per
diem employee on the list when a subsequent position is offered) will remove
the Per diem employee from non-competitive entitlement for a full or part time
position under the provisions of this section.

Per diem employees are not eligible for shift differential or for other benefits
unless specified in this Agreement. Per diem employees are not eligible for
paid leave or holidays. The parties understand that per diem employment is
designed to be supplemental and sporadic as delineated in Sections 1 and 2 of
this Article, and that economic benefits (other than wages and those benefits
specifically referred to in the following section) are not applicable.
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6.

Per diem employees are covered by the following Articles of this Agreement:

a. Article 1: Agreement; Article 2: Intent; Article 3; Recognition; Article 4:
Discrimination Clause; Article 5: Management Rights; Article 6:
Employee Rights; Article 7: Union Rights; Article 8: Employee
Deductions; Article 9: Grievance and Arbitration; Article 10: Discipline
and Discharge; Article 11: Per Diem Employees; Article 14 (Sections 1
and 2): Salary; Article 16: Hours of Work; Article 17: Overtime; Article 23
(except Sections 2, 4, 5, 7 and 8): Miscellaneous Leave; Articie 26:
Workers’ Compensation; Article 28, (Section 9 only) - Education/
Training; Article 36: University Medical Center's Substance Abuse
Policy; Article 41: General Savings Clause; Article 42: Entire Agreement;
Article 43: Anti-Strike Clause; Article 45: Term of Agreement; Appendix
B: Per Diem Rates; Appendix C: Observation Report; Appendix D:
Release to Return to Duty Statement; and Appendix E: Definitions.

b. Per diem employees may use the Grievance and Arbitration Procedures
and Discipline and Discharge Articles of this Agreement only with
respect to alleged violations of those articles by which they are covered
excluding those reasons outlined in Section 2 of this Article, when the
per diem employee works a minimum of 840 hours (as a per diem
employee) the preceding fiscal year. Per diem employees who work a
minimum of 840 hours as a per diem during their first 12 months of
current employment as a per diem will gain the above rights without
qualifying during any fiscal year.

The per diem employee shall call in to verify the availability of work prior to
reporting to work.

Per diem employees assigned standby status (pursuant to Article 17) who are
called into work from such status shall be assigned by UMC to perform
available work.

Effective the first full pay period following July 1, 2009, per diem employees will
pay 7.5% into a fixed deferred compensation plan, in compliance with the
federal Omnibus Budget Reconciliation Act (OBRA), for their retirement
benefits rather than making social security contributions. Such contribution is
pre tax and is accessible to the employee after separation from UMC
employment. Per diem employees who qualify for employer paid Public
Employees Retirement System (PERS) benefits will no longer contribute to this
deferred compensation plan. It is not the intent of UMC to use this provision to
increase the number of per diem employees.
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ARTICLE 12
Personnel Layoff, Recall and Appeal Procedure

Layoff is defined as any involuntary separation wherein management eliminates a
position without prejudice to the incumbent. :

The determination of the number of positions, classifications and departments to be
affected by a layoff is a management right. UMC and the Union agree that layoff and
recall of personnel and appeals of these actions as it pertains to employees covered
under this Agreement shall be prescribed below. Upon any layoffs, UMC shall meet
and confer with the Union to discuss the impact of the layoffs on the bargaining unit.

SECTION 1 - LAYOFF

1.

If it is determined that layoffs are necessary, employees will be laid off in the
following order:

a. Temporary employees in the affected classification(s).
b. Per diem employees in the affected classification(s).
C. Probationary employees from the affected classification(s).

In the event of further reductions in force, employees will be laid off from the
affected classification in inverse order of their classification seniority or hospital
wide seniority (as defined in Article 29) in the event an employee has been
reduced in grade in accordance with this Article.

As stated in Section 2 hereof, in every instance, the employee(s) with the least
amount of seniority in the affected classification(s) shall be laid off first, except
where it has been determined, by UMC, that a less senior employee must be
retained who possesses specific knowledge, skills, and abilities, beyond those
of the senior employee(s), that are necessary for the continued operation of
that department. Such determination is subject to Section 3 Appeal, of this
Article.

As a result of the application of this layoff procedure, UMC may cause the
reassignment, transfer, reduction in grade, or any combination thereof, of any
employee based on the applicable seniority as defined in Article 29. UMC shall
make every effort {o help employees who are displaced to find other positions
in the UMC system.

All regular status personnel who are affected by layoff will have a one time only
right to displace the least senior employee within the same classification in any
department providing the employee targeted for layoff has the knowledge,
skills, abilities, and qualifications to perform the duties of the position in that
other department.
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10.

11.

If there is no opportunity to displace an employee in the same classification
under the process identified in Section 5, then an employee targeted for layoff
will have the right to elect a reduction in grade by displacing the least senior
employee within the same classification series in any department providing the
employee targeted for layoff has the knowledge, skills, abilities, and
qualifications to perform the duties of the position in that other department.

An employee targeted for layoff will have the right to elect a reduction in grade
to a lower classification in any classification within his/her department provided
that the employee has completed a probationary period in that position, the
department has a vacant position, and the Department Head determines the
employee has the knowledge, skills, abilities, and qualifications to perform the
duties of the position. '

No employee will have the right to displace an employee in a higher salary
grade than he/she currently fills.

An employee reduced in grade may have his/her salary reduced and in no
event shall exceed the maximum for the class, but shall not have histher
anniversary date (as defined in Appendix E) adjusted.

The assignment of an employee to a position within a classification will be
made by the Department Head.

Separation due to layoff shall require the giving of at least thirty (30) calendar
days advanced written notice to the employee and the Union, unless emergent
circumstances exist, clearly beyond the control of UMC, which prevents UMC
from having enough notice to give the thirty (30) calendar days notice to the
employee and the Union. In no event shall an employee be laid off without
fourteen (14) calendar days advanced written notice of the effective date of
layoff to the affected employee(s) and the Union, except in such instance where
the employee(s) agrees to accept payment in lieu of notice, of an equivalent
amount of the employee’s base salary (as defined in Appendix E) by UMC.

SECTION 2 - RECALL

1.

Any regular status employee reduced in grade or laid off under this Article shall
have his/her name placed on the appropriate recall list as determined by the
following:

Employees with:

0-5 Years of Service = 1 year recall period
5+ Years of Service = 2 year recall period

Human Resources will maintain the official recall list. Any employee who has
been laid off shall be notified through certified mail, return receipt requested, at
his/her last known address, of an offer of recall and shail, within twenty-one
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(21) calendar days of receipt, respond affirmatively in person to the Chief
Human Resources Officer of acceptance of the offer of recall. Failure to
respond within the twenty-one (21) calendar day period will constitute waiver of
the right to recall and that person will be removed from the recall list. An
employee must be available for work within two (2) weeks of acceptance of the
offer.

When positions become available in a class in the department, personnel who
have been laid off or reduced in grade in that class from that department shall
be recalled in inverse order of layoff. |If there are no ‘applicants from the
department on the recall list, the department will consider personnel on the
UMC-wide recall list before filling the vacancy from an open or promotional
eligibility list. In the event that a classification has only had a change in title,
employees on the old recall list shall be placed on the new respective list(s).

Upon recall after layoff, the time that the person was on layoff shall be counted
as a break in service, however, the employee, upon return, shall resume
accruing all benefits at the same level as at the time of layoff.

SECTION 3 - APPEAL

1.

UMC and the Union shall each appoint two (2) regular status employees to
serve on the Standing Layoff Review Committee. These representatives shall
select a regular status UMC employee as the fifth member who shall serve as
the Chairperson. A majority vote of the Committee will be necessary to uphold
an appeal. The Committee shall develop a procedure for the layoff review
process prior o conducting any review.

Any appeal of the application of the procedure must be signed by the employee
and Union and submitted to the Chief Human Resources Officer within seven
(7) calendar days of the receipt of notice of layoff or the alleged violation of the
recall procedure. The Assistant Administrator, Human Resources will schedule
an informal meeting before the Layoff Review Committee within seven (7)
calendar days from the date of receipt of the appeal. This Committee will hear
all appeals affecting layoffs and recalls to determine whether the procedure
was appropriately followed. The decision of the Layoff Review Committee will
be final and will not be reviewed by an arbitrator, unless a decision of the Layoff
Review Committee is alleged to have violated a specific, existing contractual
provision.

ARTICLE 13
Probationary/Qualifying Period
Employees shall serve a probationary period during which time their work
performance and general suitability for UMC employment will be evaluated.

The probationary period for all classifications shall be six (6) months. UMC may
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request an extension of the probationary period through a meeting with the
Chief Human Resources Officer, Chief Steward, immediate supervisor and
employee to discuss the option of extending the probationary period for no
.more than an additional three (3) months.

Employees who are rehired into a different position following a break in service
of ninety (90) calendar days or more, shall serve a new probationary period.

During the probationary period, or any extension thereof, the employee may be
disciplined, up to and including termination, without recourse to the Discipline
and Discharge or the Grievance and Arbitration procedure of this Agreement.

Probationary employees may not promote, or demote to another Cost Center
without serving a new probationary period. No probationary employee shall be
aliowed to transfer from one Cost Center to another.

Employees who have successfully completed an initial probationary period and
who are subsequently selected for a voluntary transfer, promotion or voluntary
demotion will be required to serve a qualifying period of not less than three (3)
consecutive months, but not more than six (6) consecutive months.

a. An employee who promotes or voluntarily transfers or demotes into
another position retains the right to return to the previously held position,
if the request is made in writing and within the first eighty (80) hours
worked in the new position. Such employee may return to the previously
held position up to a total of one hundred and sixty (160) hours worked
in the new position if the position is still vacant.

b. If, during this qualifying period, the affected employee fails to
demonstrate that he/she can completely and satisfactorily perform the
duties of the position, UMC may offer the employee an opportunity to
return to the position the employee held immediately preceding the
transfer or promotion without loss of seniority and in accordance with
Article 15. If the employee was rated satisfactory in histher previous
position he/she shall not serve a qualifying period.

C. However, if the rating was less than satisfactory in his/her previous
position, he/she shall serve a qualifying period as outlined above.

ARTICLE 14
Salary

The salary plan in effect upon the signing of this agreement will remain in effect
from July 1, 2011 through June 30, 2013. Appendix B reflects these changes.

On occasions it may be necessary to provide hiring and retention bonuses in
addition to wage and benefits expressed in this Agreement. The decision to
give, the conditions, and the amount of hiring bonuses will be determined at the
sole discretion of UMC. UMC will meet and confer with the Union when UMC
determines there is a need to provide retention bonuses.
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If an employee’s salary is above the salary range (red circled) the employee is
ineligible for a cost of living increase in accordance with this Article unless and
until the appropriate salary range moves to an amount greater than the
employee's red circled salary.

The parties agree that based on fluctuations in market relating to labor costs
and external competitive forces that the wage scale bargained, for certain
classifications covered under the Collective Bargaining Agreement, may result
in the wage scale negotiated for such classifications becoming substantially
below market rates.

a. Should this occur, the parties recognize that such a circumstance would
result in staffing shortages. relating to recruitment and retention
problems. In that event, the parties agree to revise upward wage rates
relative to the affected classifications.

b. UMC will establish a market-based salary range for these classifications.
Any employee falling below the minimum of the new salary range shall
have his/her salary increased to the minimum of the new salary range, or
the minimum hire-in rate, whichever is greater.

C. If the need for a market-based salary range is no longer required and the
classification is returned to its regular salary range, employees with a
salary above the regular salary range shall not have their respective rate
of pay reduced, but will be ineligible for any wage increases in
accordance with this agreement, uniess and until the appropriate salary
range moves to an amount greater than the employee’s red circled
salary.

ARTICLE 15
Salary Upon Status Change

During months 1 through 12 following the signing of this Agreement, an employee
eligible for a merit increase shall receive a 2 percent merit increase on his/her merit
review date rather than the increase established by Section 12 of this Article. During
months 13 through 24 following the signing of this Agreement, an employee eligible for
a merit increase shall receive a 1.9 percent merit increase on his/her merit review date
rather than the increase established by Section 12 of this Article. In no case will the
employee’s merit increase exceed the top of the salary range for his/her classification.
After the completion of the 24" month following the signing of this Agreement, this
Section of Article 15 will be eliminated and the provisions of Article 15, Section 12 will
be restored.

1.

Appointment: Except as otherwise provided herein, appointment to any
position in any classification shall be made at the minimum rate, and
advancement to rates greater than the minimum rate shall be within the limits of
the salary range for the classification. In exceptional cases after reasonable
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effort has been made to obtain employees for a particular classification at the
minimum rate, employment of individuals who possess special qualifications
higher than the minimum qualifications prescribed for the particular
classification may be authorized at a rate higher than the minimum upon
recommendation of the appointing authority with the approval of the Hospital
Administrator.

Promotion: Except as otherwise provided herein, any full-time or part-time
employee who is promoted to a position or a classification allocated to a higher
salary range than the classification from which the employee was promoted
shall receive the hourly rate of the appropriate range which would constitute an
increase of four percent (4%) above the employee's hourly rate before
promotion, or the minimum of the salary range of the new classification,
whichever is greater, but not greater than the maximum salary of the new
classification. The Chief Executive Officer may grant a salary adjustment of
greater than four percent (4%) upon recommendation of the Appointing
Authority, however, the increase cannot result in a rate of pay in excess of the
top of the salary range for the position promoted into. An employee who is
promoted shall be considered for a merit increase upon compietion of one (1)
year of service in the new position or classification. The effective date of the
merit increase shall be in accordance with this Article.

Demotion: Any full-time or part-time employee who, during the qualifying
period, is demoted to the position or classification previously held in good
standing during the same period of continuous employment shall have his/her
hourly rate reduced to the hourly rate he/she would have received if he/she had
remained in the lower classification throughout the employee's qualifying period
in the higher classification. The employee's eligibilty date for merit
advancement shall be the date that he/she would have been eligible had
he/she remained in the lower classification.

Involuntary Demotion: A full-time or part-time employee, to whom the
circumstances described in Section 3 above do not apply, who is demoted
involuntarily, to a position or a classification, which is allocated to a lower salary
range than the classification from which the employee is demoted, shall have
hisfher hourly rate reduced to a level in the lower salary range for the new
classification, of not more than four percent (4%) lower than the salary received
before the demotion, except that such employee shall not be paid more than
the maximum of the range of the classification to which the employee is
demoted. The employee's eligibility for a merit increase shall be based on the
date of the involuntary demotion in accordance with Section 10 of this Article.

A full-time or part-time employee, to whom circumstances described in Sections
3 and 4 above do not apply, who is demoted voluntarily to a position in a
classification which is allocated to a lower salary range than the classification
from which the employee is demoted shall receive the same rate of pay in the
range for the new classification which does not exceed the salary received
before demotion or displacement but not exceeding the maximum of the salary
range for the new classification. The employee’s eligibility for a merit increase
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shall be from the date of the voluntary demotion, in accordance with Article 13
of this Agreement.

6. Any full-time or part-time employee who was demoted voluntarily as a result of
a layoff, and who is subsequently reappointed to the previously held
classification, shall receive the rate of pay previously held, plus any across the
board adjustments, not to exceed the maximum of the new salary range.

7. Transfer: A full-time or part-time employee who transfers from one allocated
position to another allocated position in the same class or in another
classification to which the same salary range is applicable, shall continue to
receive the same rate of pay held prior to the transfer.

8. Reallocation: An employee in a classification which is reallocated from one
salary range to another shall continue to receive the same hourly rate.

9. Reclassification:

a. . Whenever a position is proposed 1o be reclassified to a classification
which is allocated to the same salary range, the incumbent is appointed
to fill the position in accordance with personnel policy. The Union and
UMC will meet and confer to determine the affect on the employees.

b. Except as otherwise provided herein, whenever a position is reclassified
to a classification which is allocated to a higher salary range, the salary
of the incumbent shall be as provided by this Article upon promotion, if
the incumbent is appointed to fill the position in accordance with
personnel policy.

c. Whenever a position is reclassified to a classification which is allocated
to a lower salary range, the salary of the incumbent shall be as provided
by this Article upon voluntary demotion, if the incumbent is appointed to
fili the position in accordance with Human Resources’ policy. Whenever
the effect of the reclassification is to reduce the salary of an incumbent
appointed to the position, the Hospital Administrator may, upon
recommendation by the Chief Human Resources Officer direct that the
incumbent shall continue to receive the previously authorized salary until
termination of employment in the position or until a percentage increase
in pay may be authorized, whichever first occurs.

10. Merit Increase:

a. Merit increases within a range shall not be automatic but shall be based
upon merit and made upon proper execution of a Personnel Action
Request form which shall be based upon a satisfactory annual
evaluation. Each employee shall be considered for an initial merit
increase upon successful completion of one (1) year of service. Each
such employee shall be considered for subsequent merit increases upon
the completion of each year of service thereafter in that classification.
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12.

b. ~  Upon promation or demoticon, the employee’s merit review date shall be
changed to the effective date of the promotion or demotion.

Salary Adjustments: This section applies to all employees covered by this
Agreement hired on or after September 8, 1994, and to all employees covered
by this Agreement who voluntarily change status as defined in Sections 2, 5, 6,
7, 8, and 9 {if the employee voluntarily accepts these status changes), or once
current employees who are still on step and grade have reached the equivalent
of the eighth (8th) step, they shall be converted to the merit system for future
and further salary adjustments. Salary adjustments for new employees hired
on or after September 9, 1994, or current employees who voluntarily change
their status will receive salary adjustments as defined in Section 13 of this
Article.

a. The procedures used to evaluate an employee shall be uniformly and
consistently applied in accordance with the guidelines jointly established
by Human Resources and the Union. Such guidelines will be developed
through the labor/management committee.

b. In the event a salary adjustment of .70% or less is to be granted, the
employee will be informed in writing of the specific reason(s) prior to the
evaluation date in order to allow the employee time to correct any
deficient performance and may, within five (5) calendar days of such
notification, request a review before his/her supervisor and the
Department Head or his/her designee to discuss the adjustment. The
review may be attended by the employee, the Union Steward, the
supervisor, the Department Head or his/her designee, and upon request
of the employee or the supervisor, a representative of Human
Resources. The decision of the Department Head or his/her designee is
subject to the grievance and arbitration process in accordance with
Article 9 of this Agreement.

C. The decision to grant an adjustment greater than .70% cannot be
grieved; however, the adjustment may be reviewed with the supervisor’s
Department Head. In determining eligibility for salary adjustments,
employees shail receive a performance evaluation.

Merit Increase. All covered employees who receive an overall rating as

identified in the following standard, shall receive the corresponding merit/salary
increase, not to exceed the maximum of the salary range.

Performance Rating Merit/Salary Increase
4.0 0.00%

3.0- 39 0.00% (evaluate after 90 days)
28-29 Review of Documentation
25-=-27 .70%

22-24 1.00%
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14.

15.

18.

19-21 1.60%
16-1.38 2.20%
13-15 2.80%
1.0-1.2 3.40%

Employees receiving an acceptable rating in attendance and tardiness will
receive an extra .5% increase in addition to whatever increase is determined by
the evaluation process. To receive an acceptable rating, the employee must
have completed the appraisal period without any verbal counselings or
disciplinary actions relating to attendance and tardiness.

Each employee shall be considered for an initial salary adjustment upon
completion of 12 consecutive months of service. Each such employee shall be
considered for subsequent salary adjustments upon the completion of each 12
consecutive months of service in his/her current classification/pay grade.

Merit increases or salary adjustments shall be effective the first day of the pay
period following the date of eligibility.

Notwithstanding other sections of this Article, the Administrative Division Head
may approve a special merit increase or salary adjustment at times other than
the official salary review date when an employee’s performance justifies a
special merit increase or salary adjustment.

ARTICLE 16
Hours of Work

A workweek is a period of time consisting of seven (7) consecutive days. The
normal workday for a full-time employee may consist of four {4), eight (8), ten
(10), or 12 non-overtime hours. The normal workweek for a full-time employee
shall consist of 36 or 40 (36-40) non-overtime hours, and may be scheduled by
mixing variable shifts. UMC at its sole discretion shall determine a standard for
determining the start and end of the workweek and workday to be consistently
utilized throughout the hospital in accordance with Federal Wage and Hour
regulations. '

Schedules shall be posted at least two (2} weeks in advance unless operational
needs of UMC do not allow such advance posting. Once the schedule is
posted, an employee's schedule will not be changed without Agreement of the
affected employee unless an emergency situation requires the change.

Eight (8) hour, ten (10) hour or twelve (12) hour shifts may be implemented in a
work area, unit, or department when a two-thirds (2/3) majority of the affected
employees voting in an election supervised jointly by UMC and the ‘Union vote
for a schedule change from their existing shift. UMC reserves the right to
establish and modify work schedules as necessitated by the operational needs
of UMC. In those departments where employees and management mutually
agree self-scheduling will be permitted.
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Not more than one (1) uninterrupted meal period of at least one-half (}%) hour is
provided for shifts of eight (8) continuous hours or more. - Meal periods are
neither time worked nor time on pay status unless an employee is required by
UMC to remain on the job at a work station or the employee is interrupted to
perform substantial duties during such period.. An employee who remains at a
work station during his/her meal period, but is not required to do so by UMC
shall not be compensated for the meal period.

Time allotted for rest periods is one (1) 15 minute period for a four (4) hour
shift, two (2) periods of 15 minutes during an eight (8) hour or ten (10) hour
shift, or three (3) periods of 15 minutes during a 12 hour shift..

This Article is intended to define normal hours of work and shall not be
construed as a guarantee of hours of work per day or per week or as a
guarantee of days of work per week.

Except in emergency situations, any employee who, at the direction of UMC,
works continuously for more than sixteen (16) hours straight, shall upon relief
from the assigned shift, normally have at least eight (8) hours off before having
to return to work as part of the regular schedule. An employee may choose to
use CAL, Leave Without Pay or VUL for such time as the employee was
originally scheduled to work in the succeeding shift. However, the employee
. shall notify his/her supervisor as soon as reasonably possible prior to the end of
the pay period_whether he/she will take CAL, Leave Without Pay or VUL. For
the purposes of this Section, an emergency situation is defined as an
unforseen, unanticipated or unscheduled incident which requires waiving the
eight (8) hours rest period. In the event an employee of his/her own volition
schedules themselves (including standby) in excess of the limitations in this
section hefshe is exempt from this section.

UMC shall make every reasonable effort to limit standby hours to twenty-four
(24) hours per week, unless operational or business needs of UMC prohibit
such limitation. This section shall not be construed as to prevent an employee
from requesting and receiving additional standby hours. Standby shall be
rotated equitably among the employees in the unit within the required
classification.

There shall be no more than two (2) departmental reorganization shift bids in
any ftwenty four (24) month period without mutual agreement between UMC
and the Union. '

ARTICLE 17
Overtime
For the purpose of the Agreement, the overtime rate of pay shali be one and
one-half {1 ') times the employee's regular rate of pay, including shift

differential and critical care premium and bonuses.
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If an employee works an extra shift or any time outside of his/her regularly
scheduled shift, UMC shall not thereafter change the employee’s scheduled
hours during that workweek in order to avoid paying overtime, unless mutually
agreed upon by the affected employee and UMC management, in writing or on
the schedule, and providing such Agreement is not in violation of the FLSA.

Employees working an extra shift prior to their first scheduled shift of the work
week may be called off in accordance with Article 31, paragraph 1.f.

Employees covered under this Agreement shall be paid overtime at the
applicable rate for all hours worked in excess of their scheduled shift and
workday and for all hours worked in excess of 40 hours in a workweek. If an
employee is required to attend mandatory meetings or mandatory in-service
fraining sessions during time which is outside of the employee’s regularly
scheduled shift, he/she shall be paid at the applicable hourly rate, including any
applicable differentials for all time spent in such status. All hours spent in such
status shall be considered hours worked for the purposes of computing
overtime.

a. Employees in the following classifications that are exempt from the
overtime provisions of the Fair Labor Standards Act will not receive
overtime compensation as defined in paragraphs 1 and 2 of this Article:

Applications Programmer
Business System Analyst
Data Security Analyst
Database Analyst
Dietitian

Infection Preventionist
Medical Librarian
Network Engineer
Network Specialist

Nurse Case Manager
Performance improvement
Nurse

e Programmer Analyst

Sr. Applications Programmer
Sr. Business System Analyst
Sr. Network Engineer

Sr. Programmer Analyst

Sr. Purchasing Analyst

Sr. Systems Programmer
Sr. System Administrator
System Administrator
Systems Programmer
Utilization Review Nurse
Web Developer

Such employees are eligible for Standby Pay, Call Back Pay, Double Back
Pay as delineated in Article 17, Overtime.

FLSA exempt employees will not be expected to clock out at the completion
of their shift. However, such employees are expected to remain available
during the work day and use paid leave time for any requests to shorten the
work day.

The Attendance and Tardy policies in this bargaining agreement do not apply
to these FLSA exempt employees; however, such employees are expected
to follow UMC'’s availability policy.
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Double Back: Employees with fewer than eight (8) hours of time off between
scheduled shifts will be paid one and one-half (1 %) times the employee’s regular
rate (calculated the same as overtime), including shift differential, critical care
premiums, and bonuses for all hours worked in the second scheduled shifi. All
double back must be approved by the Administrative Division Head.

EIB, CAL, or other paid time off is not included as "time worked" in computing
overtime eligibility.

Employees may not work overtime without the advance, written approval of their
supervisors.

Standby Pay: Standby pay will be paid to those employees assigned in writing,
(scheduled) and as designated by the Administrative Division Head, who must be
available to return to the hospital within forty-five (45) minutes or less except where
stand by time may be dictated by certification requirements (e.g. trauma).
Employees who are assigned standby duty, in writing (scheduled), will forfeit
standby pay and will be subject to disciplinary action if they are unable to report to
work or cannot be located. Any employee who is assigned to standby duty, in
writing, pursuant to this section shall receive standby pay for all hours assigned to
standby status, whether or not he/she is called in to work pursuant to Section 7 of
this Article. '

a. Upon ratification and approval of this agreement, employees assigned
standby duty, in writing (scheduled), shall receive $5.00 for each one (1)
hour of standby duty.

b. Human Resources shall maintain and distribute a list to the Union of those

classifications of employees designated by the Administrative Division Heads
to receive standby pay.

c. Those employees assigned to standby duty in writing (scheduled) shall
receive call back pay when called back to the hospital. Failure to clock in or
clock out when called back to work will be treated in the same manner as a
failure to clock in or clock out during a regularly scheduled shift. The
employee must provide his/her manager with updated phone information.
The employee is responsible to report to work within the prescribed time
period (including acknowledging the call} when UMC contacts the number
provided. UMC is not required to contact the phone number more than once.

d. Those employees who fail to report for duty within the time prescribed by this
agreement from the time the call is placed to the employee to return to UMC
while hefshe is in a standby status shall result in the following progressive
discipline for each offense within a continuous fifteen (15) month period:
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(1)  First offense Written warning

(2) Second offense One (1) shift suspension without pay
(3)  Third offense Three (3) shift suspension without pay
(4)  Fourth offense Suspension pending termination

Any employee who fails to report for duty or any employee who fails to report
for duty within the first sixty (60) minutes from the time the call was placed
shall be considered to have not shown for the call back. Any employee who
fails to report for duty while in a standby status shall be subject to the
following progressive discipline for each incident in a continuous fifteen (15)
month period:

(1)  First offense Twenty-four hour suspension without pay
{2) Second offense Suspension pending termination
Should an employee show a pattern of failing to return to UMC or a pattern

of failing to report within the appropriate timeframe, then the employee may
be moved to the next level of discipline.

Call Back Pay: Employees assigned to standby duty in writing {scheduled) who are
subsequently required to return to the hospital to perform their duties after having
left work shall receive a minimum of two (2) hours of work at one and one-half (1 %)
times the employee’s regular rate (calculated the same as overtime) including
applicable shift differential and/or critical care premium, unless the individual is
called back to rectify his/her own error.

a.

Employees must clock in immediately when reporting to the hospital for call
back duty and must clock out upon the completion of call back duty.

Employees may not indiscriminately return to the hospital on a call back
basis and will be paid only where the appropriate authority authorizes the
request for the employee to be called back. '

All employees on standby who are called back while in a standby status shall
be guaranteed one-half (}2) hour travel time pay to return to the hospital and
one-half (¥2) hour travel time pay from the hospital, which shalil be paid at the
employee's regular straight time hourly rate of pay.

No Pyramiding: Compensation shall not be paid more than once for the same
hours under any provision of this Article or Agreement except as agreed to by the
parties in Section 6 of this Article.

By nature of the twenty-four {24) hour operation of UMC and the critical needs
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11.

arising in care of patients and providing supporting services necessary in the

- operation of UMC. Cost centers requiring overtime will create a voluntary overtime

list, based on classification. Mandatory overtime shall be enacted only after
voluntary overtime list is exhausted. Employees may be mandated to work
overtime, in lieu of, the voluntary overtime list based on specific knowledge, skills
and abilities that may be required for the overtime assignment at the department
head’s discretion. Management will be reasonable and fair in determining excused
reasons for employees unable to work mandatory overtime. Employees shall not
be disciplined for excused reasons for not working mandatory overtime. Employees
may refuse mandatory overtime provided it is of an emergent nature as determined
by the department head or designee.

All employees required to work the following holidays will receive one and one-half
(1 ¥2) times their regular rate of pay, including differentials, for all hours worked:

New Year's Day January 1

Memorial Day May, last Monday
Independence Day July 4

Labor Day September, 1% Monday
Thanksgiving Day November, 4™ Thursday
Christmas Day December 25

Employees eligibie for holiday pay shall be in pay status the last scheduled working
day before and the next scheduled working day foliowing the designated holiday to
qualify for holiday pay.

ARTICLE 18
Shift Differential

Shift differential is defined as the premium authorized to be paid to an employee
above his/her regular straight time hourly rate of pay for working a scheduled shift
other than a day shift.

Shift differential is applicable only to those hours worked between 1:30 p.m. and
7:15 a.m. provided four (4) or more consecutive hours of the shift are worked
between 6:00 p.m. and 7:00 a.m. and to any hours worked between 6:00 p.m. and
6:00 a.m. regardiess of starting or ending times of the shift.

Weekend differential is defined as the premium authorized to be paid to an
employee working applicable hours where the majority of the hours of the shift are
between 7:00 p.m. Friday through 7:30 a.m. Monday.

For purposes of this Article, an evening shift is defined as beginning prior to 11:00
p.m.; a night shift is defined as beginning at or after 11:00 p.m.

Shift differential will be paid only for hours actually worked, and will not apply to
Consolidated Annual Leave, severance, EIB leave, or any other non-working pay.
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Effective upon ratification and approval of this agreement shift differential shall be
paid using the following rates:

a. Regular full-time and part-time employees working an evening shift shall
receive a shift premium of $1.50 per hour.

b. Regular full-time and part-time employees working a night shift shall receive
a shift premium of $2.10 per hour.

C. Regular full-time and part-time employees working a weekend shift shall
receive a shift premium of $1.25 per hour in addition to other differentials.

If an employee's worked shift hours overlap from the evening to night shift, hours
from 1:30 p.m. to 11:00 p.m. shall be paid at the evening shift rate and hours from
11:00 p.m. to 7:15 a.m. shall be paid at the night rate, provided the overlap is at
least one (1) hour in duration.

ARTICLE 19
Acting Appointments

An employee who is temporarily assigned in writing or scheduled by UMC to fully
perform the functions of a classification in a higher salary range shall be paid four
percent (4%) above his/her regular hourly rate or the minimum of the higher salary
range, whichever is greater, for all hours actually worked in the higher classification.
The employee shall continue to receive any applicable shift differential and critical
care premium during the acting assignment provided the employee continues to
work a shift eligible for a differential and/or is working in a unit identified in Article 20
(Section 1 or Section 2 as applicable) of this Agreement. Acting pay for periods up
to thirty (30) calendar days requires the written approval of the department manager
and may not exceed thirty (30) calendar days without the approval of the Hospital
Administrator. No acting pay will be given without the appropriate written approval.

A bargaining unit employee shall not be required, (but may voluntarily) serve in an
acting appointment to a position or classification which is exciuded from the
bargaining unit. Exceptions to this provision may occur in the event the hospital is
required by law or on a short term basis (defined as less than thirty (30)
consecutive days) to have an individual serve in an acting capacity. In such cases
when an employee is serving in an acting capacity on an involuntary basis, that
employee shall not be required to discipline or evaluate those employees over
which they are assigned to supervise. Further, to avoid a conflict of interest, a
Unicn Officer or steward shall not be required to serve in an acting capacity.

In the event a bargaining unit employee voluntarily serves in an acting capacity for
a period in excess of thirty (30) calendar days, he/she may be required to perform
the full duties of the non-bargaining unit position inclusive of discipline and
evaluation of employees.
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Upon request from the union and within fourteen (14) working days of the request,
UMC will provide a report identifying, by name: the employee’s classification,
acting appointment assigned to, initial date of appointment, and if appropriate, the
expected duration of the assignment.

ARTICLE 20
Critical Care Premium

Each licensed or registered nurse or charge nurse permanently assigned to and
working in one of the following areas shall receive a five percent (5%) premium
above the employee's base hourly rate for all hours in pay status in one of the
following units: ICU, CCU, BCU, NICU, PICU, SCU, TICU, IMC, L & D, MR, Special
Procedures, Ante-Partum, Surgery, Oscopy, Day Surgery, PACU, Adult Emergency
Room, Chest Pain Center, Trauma Resuscitation, Pediatric Emergency Room,
Critical Care Transport, 3 West, 3 South, 5 South-Oncology and Cath Lab.

The current practice relative to employees floating to the above identified areas will
prevail for the duration of this Agreement.

If UMC determines a need to provide compensation to employees for special skills
for which the employee is found to be qualified to perform, UMC will negotiate with
the Union the percentage of the skill based pay.

ARTICLE 21
Consolidated Annual Leave

For 18 months following the signing of this Agreement, employees who have completed at
least 12 months of employment shall have their rate of accruals of Consolidated Annual
Leave reduced by one (1) hour each pay period. The accrual rate will be restored to the
amounts specified in Article 21, Section 1 below after the completion of the 18 months and
this Section will be eliminated.

1.

Eligible employees shall accrue annual leave at the following rates based on hours
worked and benefits paid up to-a maximum of 80 regular hours worked in each pay
period (two (2) consecutive work weeks) (excluding regular hours worked as double
back which are not authorized by the Administrative Division Head).

Length of Service Rate of Accrual
0 - 90 days 3.077 hrs/80 hrs worked
91 days - 12 months 5.2769 hrs/80 hrs worked
13 months - 48 months 8.3077 hrs/80 hrs worked
49 months - 108 months 9.846 hrs/80 hrs worked
109 months & over 11.3847 hrs/80 hrs worked
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Upon completion of the 90th day of employment the employee's CAL Bank will be
credited with an additional twelve (12) hours. Upon completion of the twelfth month
of employment the employee's CAL Bank will be credited with an additional eighty
(80) hours.

a. Consolidated Annual Leave may not be accumulated to exceed 320 hours as
of the employee's anniversary date.

b. in the event an employee is unable to take CAL because of staffing
shortages or other reasons in his/her area, despite a timely request to
schedule CAL, that employee will be permitted to carry over that amount of
CAL which hefshe was not allowed to take only if the employee requested to
take leave ninety (90) calendar days prior to his/her anniversary date.

c. Employees having 280 or more hours in the CAL bank shall be granted up to
forty (40) hours off on request, unless prohibited by an emergency.

d. in cases of emergency or hardship as defined by UMC, employees may
apply to the Hospital Administrator or his/her designee to sell up to forty (40)
hours of CAL. The decision of the Hospital Administrator or his/her designee
regarding the awarding of this emergency or hardship request will be final,
binding and non-grievable.

e. Any employee with ten (10) years or more of creditable service is eligible on
their anniversary date, to submit a written request to the Chief Human
Resources Officer to be paid for twenty (20) hours of Consolidated Annual
Leave, provided the employee has used at least eighty (80) hours of
Consolidated Annual Leave (excluding CAL sick) during that anniversary
year and carries a minimum accumuiated balance of 300 hours. Payment
will be made in the second full pay period following the employee’s
anniversary date and taxed at the current supplemental tax rate.

Annual leave days, except those due to emergency illness or other emergency
matters, must be submitted in writing in advance and approved by the immediate
supervisor. Under normal circumstances the following advance notice is required.

Leave Period Requested Advance Notice Required
40 hours or more 2 weeks

186 - 39 hours 1 week

{ ess than 16 hours 24 hours

Leave requests of forty (40) or more hours, made more than two (2) but less than
four {4) calendar months in advance of the first day of the leave requested, will be
approved or disapproved by the supervisor within fifteen (15) working days from the
date of the request. Management reserves the right to cancel annual leave
requests in cases of emergency and/or to ensure sufficient staffing levels.

36



10.

In an emergency situation or should iliness occur wherein the employee is unable to
report to work at the beginning of hisfher next scheduled shift, the employee's
immediate supervisor shall be notified at least one (1) hour prior to the start of the
scheduled shift to receive leave with pay; otherwise the first day will be Leave
Without Pay.

Physician appointments, dental appointments, personal or family matters which
must be scheduled by an employee during his/her regularly scheduled shift will be
charged to the CAL Bank.

When an employee is ill, the first sixteen (16) hours shall be charged against the
employee's CAL bank. Should CAL bank accruals be less than sixteen (16) hours,
the employee shall be compensated for the amount equal fo the accrued hours in
the CAL bank. The remaining hours, up to sixteen (16) hours, exceeding the CAL
accruals shall be charged to approved Leave Without Pay. Should personal iliness
require an employee's absence from work for more than sixteen (16) consecutive
scheduled working hours, the provisions of Article 22, Extended lliness Bank shall

apply.

When leave days are required for personal iliness or injury, UMC reserves the right
to request a statement from the employee's private physician, when abuse of sick
leave is indicated, or to establish the employee’s fithess for duty after an absence of
five (5) days due to iliness or injury. The physician's statement must indicate
whether or not the employee is able to return to his/her responsibilities with UMC,
the anticipated date the employee will be able to return to the workforce and
verification of hospital admission if the employee was hospitalized for the illness or

injury.

Upon separation from service for any cause, an employee shall be paid a lump sum
payment for any unused or accumulated annual leave earned through the last day
worked up to a maximum of 320 hours. Payment for unused annual leave will be at
the employee's base hourly rate on the last day worked prior to separation.

Many departments in UMC are closed or staff levels are reduced to only essential
personnel to observe traditional holidays. When that occurs, the employee(s) shall
be paid from the CAL bank. If the CAL accruals are not equal to the time lost from
work because of department closure, the employee shall receive payment equal to
the total CAL accrual, and the remainder of the time lost shall be charged to
approved Leave Without Pay.

It is the department manager's responsibility to either close the department or
schedule only those employees essential to UMC operations for work on a
designated holiday. The following are considered traditional holidays:

New Year's Day Martin Luther King, Jr's Birthday
Presidents’ Day Memorial Day

Independence Day Labor Day

Nevada Admission Day Veterans’ Day

Thanksgiving Day Day after Thanksgiving

Christmas Day
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Any day local government offices are required by State law to close for a legal
holiday.

When requesting the use of CAL time under Section 3, employees shall not be
required fo explain the purpose of the leave.

For purposes of employees who work in a twenty-four (24) hour classification,
scheduling of prime holidays will be on a rotational basis_beginning with the shift
that starts at or about 7 p.m. the night before the holiday through the shift ending at
or about 7 p.m. the night of the actual holiday. Prime holidays are:

Thanksgiving
Christmas

New Year's Day
Independence Day
Memorial Day
Labor Day

Donor Bank: An employee may donate unused CAL time to a fellow employee
provided that employee has exhausted all CAL and EIB, unless the fellow employee
was prohibited from or did not qualify to use his/her own EIB. The employee
recipient may utilize such donated hours for the purpose of caring for a member of
histher immediate family (as defined in Article 23, Section 6(a)(2)). The employee
shall make the transfer by designating a specific number of whole hours to be
transferred to a designated employee. The hours will be converted to the donor's
hourly rate and placed in a designated recipient donor bank (subject to any federal
or state law). Donor banks set aside for the recipient will automatically be used
based upon the recipient's hourly rate. Any unused donor hours will be paid in the
recipient’s final paycheck; or at the option of the recipient, such unused donor hours
may be assigned or transferred to an employee qualifying for donor bank
participation in accordance with this section.

An employee who voluntarily changes his/her status from a permanent benefitted
employee to a per diem status employee shall receive payment for all accrued
Consolidated Annual Leave (including any unused donor hours pursuant to Section
8 of this Article), shall lose all seniority under Article 29 of this Agreement, and shall
receive payment, if any, for any earned longevity (pursuant to Article 27 of this
Agreement) in the pay period following ninety (90} consecutive calendar days from
the movement to per diem status. Once the employee changes his/her status to a
per diemn status, should the per diem employee wish to convert back to full or part
time status, he/she must compete and be selected for a permanent position. Once
selected the employee shall be rehired based on the following rules:

a. If the employee was in the per diem status for more than ninety (90)
consecutive calendar days and upon rehire as a regular full or part-time
benefitted employee, the employee shall be given a new benefit accrual date
and will be eligible to receive benefits based on this new date. The
employee does not retain any previous benefits, accrual rates, or service
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credit for previous full or part-time employment for the purposes of
computing seniority, longevity, Consolidated Annual Leave accruals, or
group health insurance benefits.

b. If the employee was not in the per diem status for more than ninety (90)
consecutive calendar days, then the employee is not eligible to receive
payment for accrued Consolidated Annual Leave, nor does the employee
lose any seniority. However, the employee’s longevity date shall be
adjusted, on a day for day basis, for time spent as a per diem status
employee. Upon rehire in a full or part-time benefitted position, the
employee shall continue to accrue benefits at the level he/she was accruing
upon change of status, and as appropriate, based on the rehired position (full
or part-time benefitted position).

ARTICLE 22
Extended lllness Bank

Eligible employees shall accrue compensated leave time to be used in cases of
extended illness or injury at the rate of 1.846 hours for each eighty (80) hours
worked. Accruals will be based on hours worked and benefit hours paid up to a
maximum of eighty (80) hours per pay period (a two-consecutive week period,
excluding overtime and regular hours worked as double back which are not
authorized by the Administrative Division Head).

Extended iliness is defined as any iliness necessitating hospitalization as an
inpatient, or an absence of the employee for outpatient surgery, excluding simple
(dental) extractions or an employee’s absence of more than 16 consecutive
scheduled work hours.

There shall be a maximum of 720 hours accrued in the employee’s extended illness
bank. All accrued Extended lliness Bank hours in excess of 720 hours will
automatically be placed in the employee’s Consolidated Annual Leave bank. If the
employee’s EIB balance falls below 720 hours, the EIB accrual shall stop being
. placed in the employee’s CAL bank until he/she has again reached 720 hours in the
EIB bank.

If an employee is hospitalized, he/she shall be paid directly from the Extended
lliness Bank after the department manager receives proof of hospitalization. Should
the hospitalization period exceed the Extended lliness Bank days, CAL days may
be used to cover the total hospitalization period.

When an employee has been off work due to an extended iliness or injury as
defined in Section 2 above, for more than sixteen (16) consecutive scheduled work
hours, starting with the seventeenth (17th} hour, EIB accruals will be used to
continue the employee's base pay.
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An approved statement from a state licensed health care provider in an appropriate
discipline may be required by the department manager before authorizing EIB
hours.

Donor Bank: Once a recipient as defined in Article 21, Section 13, has depleted
his/her EIB and CAL time, he/she may utilize their Donor Bank. Donor banks set
aside for the recipient will automatically be used based upon the recipient's hourly
rate. Any unused donor hours will be paid in the recipient's final paycheck.

Any employee who was terminated as a result of a layoff pursuant to Article 12 of
this Agreement and who is subsequently recalled, shall have his/her EIB balance
reinstated upon acceptance of the offer of recall.

ARTICLE 23
Miscellaneous Leaves

Military Leave: Military leave shall be granted in accordance with applicable state
and federal laws. Any permanent full or part-time employee who is a member of
the organized U.S. Army, Navy, Air Force, Coast Guard, Nevada National Guard or
Marine Corps Reserves shall be released from his/her duties, upon presentation of
the appropriate orders, and shall continue to receive his/her regular rate of pay from
UMC as prescribed by NRS 281.145, -and any pay and benefits as provided in the
Uniformed Services Employment and Re-employment Rights Act of 1994, for a
period of not more than fifteen (15) working days per any one (1) calendar year.

Jury/Court Duty: An employee who serves on a jury or appears in court on behalf
of UMC, for any purpose which causes a loss of regularly scheduled work shall
receive regular pay for the time lost. Time spent in court on behalf of UMC shall be
considered as time worked for the purpose of calculating overtime, and shall be
paid at the employee’s regular rate of pay including all applicable differentials. An
appearance in court on behalf of UMC is defined to include, but is not limited to, pre
and post court preparations, depositions, interviews, questionnaires and
investigations, as well as, any actual court appearances or testimony.

a. The employee must show evidence of the summons to the supervisor upon
receipt.
b. If the employee is not selected for jury duty or is released, he/she shall

return/report to duty if the employee has been in the jury process for less
than four (4) hours.

C. If an employee is selected to serve on a jury, hefshe will not be required to
work the day that he/she serves as a juror. The employee will be required to
report his/her status to the supervisor on a daily basis.

d. If a day shift or swing shift empioyee (defined as an employee whose
regularly scheduled shift ends prior to twelve a.m. midnight) has been
involved in the jury process for an eight (8) or more hour period, then he/she
shall not be required to report for duty that day.
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Compensation applies only to the regularly scheduled hours of work, and no
benefit shall be paid for time spent as a juror during which the employee was
not regularly scheduled to work.

Jury Duty:

(1)  If a night shift employee (defined as an employee whose shift requires
him/her to work past twelve a.m. midnight) is required to report for jury
duty on a day that he/she would have normally worked, he/she will be
released from work the night prior to the appearance, if the employee
requests, and shall be paid for the regularly scheduled hours of work,
less shift differential.

(2) If an employee is required to report to jury duty on a day that would
normally be a day off, the employee is not entitied to compensation
from UMC.

(3) If a night shift employee has jury duty during the day, but has no jury
duty the next day, the employee, if scheduled to work that night, has
the option of reporting to work or taking Consolidated Annual Leave,
pursuant to Article 21 of this Agreement.

(4) If a night shift employee is not scheduled to work the night prior to jury
duty, but is scheduled to work the night of the jury duty, then the
employee will be released from work the night of the jury duty, at
his/her request, provided the provisions of Section 2 (b) above are
met, and the employee shall receive his/her regular rate of pay for the
scheduled hours of work for that night, less shift differential.

(5)  For scheduling purposes, and providing the employee has notice, the
employee is required to notify his/her manager whether the employee
intends to return to work or take Consolidated Annual Leave, at least
four {4) hours prior to the start of the shift.

The regular straight time rate of pay shall apply for the time spent on jury
duty and will not be counted as hours worked for the purposes of computing
overtime.

The employee shall present the jury duty reporting fee (excluding payment
for mileage) to the agent of the hospital finance officer. Only upon receipt of
the jury fee shall UMC pay the employee for the time lost from work.

Court Duty:
(1) If a night shift employee (defined as an employee whose shift requires
_him/her to work past twelve a.m. midnight) is required to report for

court duty on a day that he/she would have normally worked, he/she
shall be released from work the night prior to the appearance, if the
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employee requests, and shall be paid for the regularly scheduled
hours of work, less shift differential.

(2)  If a night shift employee has court duty during the day, but has no
court duty the next day, the employee, if scheduled to work that night,
has the option of reporting to work or taking Consolidated Annual
leave, pursuant to Article 21 of this Agreement.

(3) If a night shift employee is not scheduled to work the night prior to
court duty, but is scheduled to work the night of the court duty, then
the employee will be released from work the night of the court duty, at
his/her request, provided the provisions of Section 2(b) above are
met, and the employee shall receive histher regular rate of pay for the
scheduled hours of work for that night, less shift differential.

4) For scheduling purposes, and providing the employee has notice, the
employee is required to notify his/her manager whether the employee
intends to return to work or take Consolidated Annual Leave, at least
four (4) hours prior to the start of the shift.

(5) if an employee is required to report to court duty on a day or at a time
that would normally be considered time off, the employee is entitled to
compensation from UMC at the applicable rate of pay and will be
counted as hours worked for the purposes of computing overtime.

Leave Without Pay: Upon advanced written application to the department
manager, a regular status employee may, in UMC's sole discretion, be granted a
leave of absence without pay for a period not to exceed thirty (30) calendar days,
without prejudice to his/her status, but no leave credits shall accrue during any such
leave period.

a.

Unpaid leave of absence will be granted in thirty (30) calendar day
increments only and extended only when, prior to the expiration of the initial
leave period, an employee requests, in writing, an extension of the leave
period with the supporting documentation a supervisor may require.

Employees shall not be required to use any paid leave prior to being granted
unpaid leave.

Bereavement: In the event of a death in an employee's immediate family (as
defined below), the employee shall be entitled to:

a.

Three (3) days off, with pay at his/her regular rate of pay including
differentials, to attend the funeral or memorial service, or to attend to the
settlement of the estate of the immediate family member. Such release shall
not be considered as hours worked and will not be counted towards
overtime. Leave must be taken within thirty (30) calendar days of the
immediate family member's death. In addition, an employee may request to
use additional CAL time for bereavement purposes. This request may be
granted at the discretion of the Department Head.

42



b. UMC reserves the right to request proof of death.

C. Immediate family shall be defined as: Spouse, Spousal Equivalent, Son,
Daughter, Father, Mother, Brother, Sister, Mother-in-Law, Father-in-Law,
Grandfather, Grandmother, Grandson, and Granddaughter. Providing the
familial relationship remains intact at the time of death the employee’s Step-
Mother, Step-Father, Step-Son, Step-Daughter, Step-Sister, Step-Brother,
Step-Grandmother, Step-Grandfather, Legal Guardian, Legal Ward,
Daughter-in-Law, or Son-in-Law.

d. An employee wishing to attend the funeral or memorial service for an Aunt,
Uncle, Niece, Nephew, Brother-in-Law or Sister-in-Law shall be given up to
three days of CAL or leave without pay (at the employee’s option) upon
noftification to the department supervisor/manager or designee.

e. Such leave shall not be considered an absence for purposes of Article 37 of
this agreement.

Family Leave: Any full or part-time employee not covered by the provisions of the
Family Medical Leave Act of 1993 may request a Family Leave without pay up to a
maximum of ninety (90) calendar days for the following reasons:

a. To attend to the needs of a newborn or newly adopted child.

b. To attend to the needs of a member of the immediate family (spouse,
children, legal ward, mother or father) recuperating from serious iliness or
injury requiring custodial care or hospice care.

The employee shall apply to the Department Head who must submit the request to
the Chief Human Resources Officer for final approval. UMC shall base the
approval on the following criteria:

a. Need for leave can be verified (Release of Information form).

b. Employee must provide a minimum of two (2) weeks advanced written notice
of the need for the leave to the department manager.

UMC shall continue to provide benefits in accordance with the Family and Medical
Leave Act of 1993, including the following additional provisions:

a. Purpose: In accordance with the Family and Medical Leave Act of 1993, the
provisions of this Collective Bargaining Agreement and UMC Personnel
Policy Article “X” and Personnel Procedure #8, as in place upon the
ratification of this Agreement, and as clarified and/or modified as contained
below, shall not be amended or changed unilaterally by UMC, unless
required by law. UMC shall continue to grant job protected family and
medical leave to eligible employees for up to the maximum period as
provided for under the FMLA and the terms of this Agreement (up to at least
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twelve (12) weeks during a rolling twelve (12) month period, and to the
extent allowed by this Agreement) for any one or more of the following
reasons: _

(1) The birth of a son or daughter and to care for the newborn child or the
placement of a child with the employee for adoption or foster care; or

(2) in order to care for a family member (parents, spouse, child, legal
ward} with a serious health condition; or

(3) The employee’s own serious health condition that makes the
employee unable to perform the functions of his/her
classification/position.

Intermittent or Reduced Leave: An employee may take leave,
intermittently (a few days or a few hours at a time), or on a reduced work
schedule to care for a family member with a serious health condition or the
employee’'s own serious health condition, when it has been determined to be
medically necessary.

(N Medically necessary means there must be a medical need for the
leave as distinguished from voluntary treatments and procedures and
that the care can best be provided on an intermittent or reduced leave
schedule.

(2) The employee may be required by UMC to transfer temporarily fo a
position with equivalent pay and benefits (including the employee’s
regular rate of pay and applicable differentials} in order to better
accommodate recurring periods of leave, when the leave is
foreseeable, because it is planned based on scheduled medical
treatment. If the employee is temporarily transferred, the employee
shall be allowed to return to the position the employee held
immediately preceding the transfer without loss of seniority, pay or
any benefits, in accordance with the following:

(a) Intermittent/Reduced Work Schedule: due to an employee’s
family member’s serious health condition:

(1) When UMC determines that a temporary
transfer/reassignment is needed to accommodate an
employee’s intermittent or reduced work schedule for an
approved family medical leave period, the employee
retains the right to transfer back to the previously held
position, without loss of pay, seniority or any benefits
provided not more than 180 calendar days have lapsed
in the temporary assignment and the reason for the
temporary reassignment has been resolved.

(2) If more than 180 calendar days but less than 365
calendar days have lapsed in the temporary assignment,
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(b)

(©)

(d)

and the reason for the temporary reassignment has
been resolved, the employee may request, in writing to
be returned to the previously held position, and he/she
shall be returned, provided a vacancy exists. If a
vacancy does not exist upon resolution of the need for
the temporary reassignment, the employee shall be
entitled non-competitively fo the next available position
in the employee’s previous classification and
department, within fwelve (12) calendar months of return
to full duty. The employee does not have any bumping
rights to his/her previous position. !f a position becomes
vacant after the twelve (12) calendar months, UMC
retains the right to non-competitively return the
employee to his/her previous position/classification.

3) If more than 365 calendar days have lapsed in the
temporary assignment, the manager of the employee’s
previous department retains exclusive right to non-
competitively return the employee to his/her previous
position.

Intermittent/Reduced Leave: when an employee has a need
to take intermitent/reduced leave for his/her own serious
health condition, UMC may determine that a temporary
reassignment is necessary to accommodate an employee’s
request. Should the employee be temporarily reassigned,
hef/she retains the right to transfer back to the previously heid
position, without loss of seniority, pay or any benefits, providing
not more than 365 calendar days have lapsed in the temporary
assignment and the employee is released back to full duty
status. If UMC filled the vacated position and the employee
provides a written request to Human Resources, he/she shall
be non-competitively placed into the next available position in
hisfher previous department. If more than twelve (12)
consecutive months have lapsed since the employee returned
to a full duty status, and no position became available during
that time frame, then, UMC retains the right to non-
competitively return the employee to his/her previous position/
classification.

Application for FMLA: if an employee is utilizing accrued
leave (CAL or EIB) and UMC determines that the reason for
such leave is an FMLA qualifying event, UMC shall notify the
employee of histher FMLA rights. It is the employee’s sole
decision whether or not to apply for the FMLA for each such
event.

Donor bank: if an employee qualifies to use donor bank hours
pursuant to Article 21 and Article 22 of this Agreement, then
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the employee may utilize his/her donor bank for the FMLA
absence.

(e) Consecutive Leave:

(1)

(2)

Employees returning to a full duty status upon
completion of the approved consecutive FMLA leave
period, including any additional leave as outlined below
(regardless of the reason for the FMLA leave), shall be
returned to his/her current position. Assignment {o an
equivalent position will only be permitted if the
original/former position no longer exists; or if the
employee is incapable of performing the essential duties
of the original/former position; or if the position has been
identified by both UMC and the Union as a key position
and that position was subsequently filled.

If an employee is assighed to an equivalent position
upon return from an approved consecutive FMLA period
(regardless of the reason for the FMLA leave}, he/she
shall be entitied non-competitively, upon written request
to Human Resources, to the next available position in
the employee’'s previous department, provided the
employee is still qualified to perform the essential
functions of the previous position. Re-employment
rights are limited to any vacancy within the twelve (12)
consecutive  months immediately following the
employee’s return to work. Should more than twelve
(12) consecutive months have lapsed since the
employee’s return and no vacancy occurred within the
twelve (12) consecutive months, then the manager
retains the exclusive right to non-competitively return the
employee to his/her previous position/classification.

H Leave of Absence:

(1)

Upon completion of an approved consecutive FMLA
period, any employee who has been employed by UMC
for less than 120 months shall be provided not more
than one (1), thirty (30) calendar days leave of absence
for the continuation of the serious health condition. The
employee must submit his/her request in writing and
provide documentation, from the health care provider
recommending FMLA, of the medical necessity for the
continuation of leave. The employee’s written request
must be submitted to the employee’s manager/director
as soon as possible and prior to the explratlon of the
approved FMLA period.

46



(2)

(a) Upon completion of the additional thirty (30)
calendar days or less, if the employee is not
returned to full duty, due to his/her continuation of
the serious health condition, then the employee
shall be suspended pending medical separation.

(b) Upon completion of the additional thirty (30)
calendar days or less leave of absence, if the
employee is unable to return to full duty, based on
a continuation of the serious health condition of
an immediate family member, the employee shall
be suspended pending termination for failure to
return from an approved period of family medical
leave. Butin no case, if the termination is upheld,
shall this be construed as a disciplinary
termination.

Upon completion of an approved consecutive FMLA
period, any employee who has been employed by UMC
for more than 120 months shall be provided not more
than two (2) separate, thirty (30) calendar day leave of
absences for the continuation of the serious health
condition. The employee must submit his/her request in
writing and provide documentation from the health care
provider recommending FMLA, of the medical necessity
for the continuation of leave. The employee’s written
request must be submitted to the employee’s
manager/director as soon as possible and prior to the
expiration of the approved FMLA period and each
extension thereof.

() Upon completion of the additional leave of
absence(s), but not more than sixty (60) calendar
days, if the employee is not able to return to a full
duty status due to his/her own serious health
condition, the employee shall be suspended
pending medical separation.

{b) Upon completion of the additional leave of
absence(s), but not more than sixty (60) calendar
days, if the employee is not able to return to full
duty due to the continuation of a serious health
condition of an immediate family member, the
employee shall be suspended pending
termination for failure to return from an approved
period of Family Medical leave. But in no case, if
the termination is upheld, shall this be construed
as a disciplinary termination.
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CATASTROPHIC MEDICAL LEAVE: the purpose of this paragraph is to identify
when UMC shall apply certain job protections as a result of a catastrophic medical

event.

a.

A catastrophic medical event shall be defined as an unanticipaied and
debilitating injury or illness rendering the employee incapable of performing
the essential physical requirements of histher job for more than three
consecutive months (for example: cancer, heart attack, stroke, back surgery)
and which keeps the employee from work during an extended treatment
and/or rehabilitation period.

Eligibility - in order for catastrophic leave to apply the following must be met:

1.

The employee must have been employed as a full or part-time
employee for at least five (5) consecutive years.

The employee must have a catastrophic medical event as defined
above.

The employee must have submitted for and been approved io take
consecutive family medical leave (FMLA) as defined in paragraph 6(e)
above.

The certification of health care provider form must indicate the
employee will be unable to work in excess of the 12 weeks
guaranteed under the FMLA due to the catastrophic medical event. If
the employee’s medical condition changes prior to the expiration of
FMLA, he/she may submit medical documentation to Human
Resources to that effect prior to the final designation of catastrophic
leave.

Job Protection - employees meeting all the requirements of subparagraph b

above shall be guaranteed the following:

1.

After the approved 12 weeks of FMLA, the employee shall be
administratively transferred from his/her original cost center to a
holding cost center for a period of time not to exceed twelve (12)
consecutive months from date of the original catastrophic medical
event.

If the employee is able to return to full duty before the twelve (12)
months identified in subparagraph 1 above, then he/she shall be
entitled non-competitively to the next available position in his/her
classification, provided the employee meets the knowledge, skills and
competency requirements of that position (this may include the
position previously held by the employee, if available). This provision
takes precedent over Article 11, paragraph 4 of this Agreement. In
the event there is no position available when the employee is returned
to full duty under this provision and the employee is subsequently
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medically separated after the twelve (12) consecutive months, he/she
shall be placed on a recall list for two (2) years from the date of
medical separation. The process of recalling the employee under this
provision, shall follow the process identified in Article 12, Section 2,
paragraphs 1 (except for the period of recall) and 3 of this agreement.
Employees medically separated under this provision have priority
reinstatement over employees laid off per Article 12 section 1 of this
Agreement.

3. If the employee is able to return to duty through an accommodation
provided under the Americans with Disabilities Act within the twelve
(12) consecutive months from the original date of injury, he/she shall
be entitled to a position based on that accommodation (which may
include a position in a lower classification) provided a vacancy exists
in the lower classification.

4. If the employee is not returned to duty under subparagraphs 2 or 3
above before the end of the twelve (12) month period identified above,
due to medical reasons, he/she shall be medically separated. Such
medical separation may be grieved per Article 9 of this Agreement.

Voluntary Unpaid Leave (VUL): if an employee is scheduled to work and no work
is available and the employee is called off, or if authorized under any applicable
provision of this Agreement, an employee elects to use Voluntary Unpaid Leave,
the employee may use Voluntary Unpaid Leave or CAL time at the employee's
discretion. CAL and EIB will continue to accrue for the number of hours an
employee is on Voluntary Unpaid Leave. If the lack of work is due fo a
management decision to close earlier than regularly scheduled hours, or to
temporarily close for hours the department is normally open, UMC, at the
employee’s request, shall find work for that employee in other areas of the facility, if
such work is available and the employee is qualified to perform the work. Work
identified for this purpose shall not be refused by the employee.

Union Leave: UMC shall release from work up to five (5) bargaining unit
employees, when it has been determined by management that the release of those
employees is operationally feasible, in order to conduct Union business, not
necessarily specified or referenced in Article 7. The length of time such an
employee is released shall not exceed twenty-eight (28) calendar days unless
mutually agreed upon by both the Union and UMC. No more than five (5)
bargaining unit employees may be released under this provision at any one time.
Such employees will be on Voluntary Unpaid Leave (VUL) and when an employee
has completed his/her services, he/she shall be returned to his/her previously held
position without loss .of any status or benefit governed by this Agreement. It is
understood and agreed that such employees shall not be utilized to oppose UMC
on any issue, whether in the workplace, community, courts or legislature. The
Union shall reimburse UMC for all costs associated with employees who are on
Union leave, including PERS contributions and benefit continuation. The use and
release of such employees will not interfere with the operational and staffing
requirements of UMC or the released employee’s department. The Union agrees to
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10.

1.

provide at least fourteen (14) cale_ndar days advanced written notification to Human
Resources of the bargaining unit employees it wants released under this provision.

LLeaves Associated with the Americans With Disabilities Act (ADA): UMC will make
a reasonable accommodation to return an employee who qualifies under the ADA
to his/her position or to a position for which he/she qualifies (meeting the essential
functions of the job) once the employee is released to return to duty and in
accordance with the time-frames and provisions of the Act. In such case the
employee shall not be required to compete for the position.

Leaves Associated with Workers’ Compensation: UMC will comply with NRS
616C.530. -

ARTICLE 24
Group Insurance

UMC agrees to provide medical, dental, vision and life insurance at the level
adopted and effective November 1, 1988, for the term of this Agreement.

To be eligible for group insurance an employee must occupy a regular budgeted
position and work at least 20 hours per week and meet the necessary qualifying
periods associated with the insurance program.

UMC shall pay the full cost of coverage for employees who elect coverage, under
the medical, life, vision and dental insurance plans for regular full-time employees
and for regular part-time employees hired prior to May 12, 1986, for the term of this
Agreement. Should such employees elect to cover their dependents under the
insurance plans, UMC will deduct the following amounts from the employee's
paycheck, each pay period to cover the employee's cost of dependent coverage:

CLARK COUNTY

SELF FUNDED HPN/HMO
Employee/Spouse $65.71 $56.20
Employee/Children $58.94 ' $49.47
Employee/Family $94.35 $80.51

For regular full-time and part-time employees hired after May 12, 1986 who elect
coverage, UMC agrees to deduct the following amounts from the employee's
paycheck each pay period to cover the employee's share of the cost for coverage
under the insurance plans.

Employee/ Employee/ Employee/

Self-Funded Employee Spouse Children Family
.5 (20 hrs/week) $79.83 $156.80 $146.79 $219.10
B (24 hrs/week) $76.53 $150.40 $140.85 $210.00
.7 (28-31 hrs/week) $73.21 $143.94 $134 .91 $200.92
8orabove $ 000 $ 9152 $ 83.99 $140.60
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10.

1.

Employee/ Employee/ Employee/

HMO Employee _Spouse  Children Family
.5 (20 hrs/week) $68.22  $136.25 $124.69 $183.98
.6 (24 hrs/week) $65.36  $130.53 $11959 . $176.32
7 (28-31 hrs/week) $62.48  $124.82 $114.49 $168.64
.8 or above $ 000 $ 79.00 $ 70.49 $116.94

For vision coverage for all regular full-time and part-time employees, the following
amounts will be deducted from the first paycheck of each month to cover the
employee’s share of the cost for coverage under the insurance plans:

Employee: $0.00
Employee/Spouse: $0.86
Employee/Child: $0.60
Employee/Family: $1.46

For an employee granted an approved leave of absence in accordance with Article
23, UMC will pay the employee premium and its share of dependent coverage
premium only if the leave is less than thirty (30) calendar days. If the leave extends
past thirty (30) calendar days, the employee has the option of paying the premium.
In this instance, premium payments must be received by UMC no later than the
20th of the month for which the premium is being paid. At the time of granting the
leave, the employee will be informed in writing of his/her obligation for self-paying
premiums under this Article.

In the event an employee is suspended without pay for a period greater than thirty
calendar days, the employee has the option of paying the health insurance
premium. In this instance, the premium payments must be received by UMC no
later than the 20th of the month for which the premium is being paid.

Should an employee forfeit group insurance coverage due to non-payment of the
premium during an unpaid absence of more than thirty (30) calendar days, the
employee must wait the normal waiting period required by the carrier upon returning
to work before insurance coverage becomes effective.

A difference between an employee (or his/her beneficiary) and the insurance
carrier(s) or the processor of claims shall not be subject to the grievance procedure
provided for in this Agreement.

Employees may elect to have group insurance deductions subtracted from gross
income prior to federal income tax deductions in accordance with Section 125 of the
Federal Tax Code and pay all associated administrative costs.

The employee's share of dependent premiums expressed in Section 3 and 4 of this

Article shall be raised by 20% of any overall premium increases for dependents
incurred by UMC on January 1 of each year of this Agreement.
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12.

For regular full and part time employees who elect coverage, UMC shall pay 100%
of the premium cost of a group life insurance policy, providing to each employee an
amount of coverage of $20,000 based on the eligibility requirements of the
insurance plan. In addition to the coverage amount referred to in this section,
additional coverage may be obtained for full and part-time employees through an
alternative source. In the event such coverage is obtalned UMC’s contribution
shall not exceed $200,000 per contract year.

ARTICLE 25
Retirement Contributions

UMC will pay the employee's portion of the retirement contribution under the
employer-pay contribution plan in the manner provided for by NRS Chapter 286.
Any increases in the percentage rate of the retirement contribution above the rate
set forth in NRS 286.421 on May 19, 1975, shall be borne equally by UMC and the
employee in the manner provided by NRS 286.421. Any decrease in the
percentage rate of the retirement contribution will resulf in a corresponding increase
to each employee’s base pay equal to one half (%2) of the decrease. Any such
increase in pay will be effective from the date the decrease in the percentage rate
of the retirement contribution becomes effective.

The term "retirement contribution” does not include any payment for the purchase of
previous credit service on behalf of any employee.

ARTICLE 26
Workers’ Compensation

Under the provisions of an Agreement with the State Insurance Commissioner,
UMC agrees to provide employees with medical treatment and compensation for
on-the-job injuries or occupational diseases arising out of or during the course of
employment with UMC.

For the purposes of this Article the following terms are defined:

a. Medical treatment is defined as all medical care rendered by a practitioner
licensed to provide such medical care, hospitalization, medication and
medical supplies including artificial members as prescribed by the licensed
practitioner and transportation costs as provided for in NRS 616 and 617.

b. Compensation is defined as temporary disability payments if an employee is
off work for five (5) consecutive days or more, permanent disability payments
or awards and death benefits as provided for in NRS 616 and 617.

When an on-the-job injury or illness has been accepted, and as a result of that
injury or illness the employee has been off work five (5) or more consecutive days,
the employee will receive, in addition to medical treatment, temporary total disability
compensation based upon a percentage of his/her averaged earned income.
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10.

Compensation payment is made every fifteen (15) days, retroactive to the first day
lost from work. Continued compensation payments will be made every fifteen (15)
days until such time the employee is released to return to work by the attending
physician. - The employee should keep the workers’ compensation section of
Human Resources advised of hisfher work status to ensure timely payments of
compensation.

Compensation payments, as mentioned in Section 3, do not commence until an
employee has been off work five (5) or more consecutive days. For those injuries
or illnesses which require less than five (5) days off work, the employee may elect
to use his/fher CAL and/or EIB time, if sufficient hours are available, to compensate
for lost time from work. The employee must notify the workers’ compensation
section of Human Resources in advance of the date the time card is being
completed if he/she wishes the lost time to be charged to CAL and/or EIB.
Workers' compensation is responsible for notifying payroll and the supervisor of the
employee’s election. UMC reserves the right to require the election in writing.

if the employee wishes to receive full salary after he/she has been off work for five
(5) consecutive days, he/she may do so by supplementing the compensation check
with CAL, and/or EIB hours. Donor Bank Hours may also be used once CAL and
EIB is exhausted and the absence qualifies under Article 21 and Article 22 to use
donor bank hours. The employee should advise the workers’ compensation section
of Human Resources of his/her selection of this option and submit such request, in
writing, to Human Resources. Human Resources is responsible for notifying payroll
and the supervisor of the employee’s election.

Should there be no CAL or EIB accruals prior to or during the period of the iost time
from work as a resuilt of occupational illness or on-the job injury, the employee will
be informed of such by histher supervisor and will be assisted in applying for
appropriate leaves in accordance with Article 23. Leave periods will be granted in
accordance with Article 23 (FMLA, unpaid leave of absence, etc.).

Supplemental Payment. Since the use of CAL and/or EIB hours for occupational
disability is at the option of the employee, for those who elect to accept the
compensation check in lieu of their normal check charges against CAL and/or EIB,
CAL and EIB hours will not accrue during the unpaid leave period. Accruals will
resume in accordance with this Agreement upon the return of the employee to the
active work force.

Health/Dental/Life Insurance. If, during the period of absence, the employee allows

his/her health/dentalflife insurance fo lapse due to non-payment, the empioyee .
must meet all eligibility requirements of the applicable insurance plan document
before benefits may be restored.

Appointments Relating To Work Injury. Any employee, who is on the job and is
required to leave for a doctor appointment, physical therapy, medical testing, etc.,
must clock out upon leaving the work area and must clock back in upon return.
Further, the employee is required to schedule the use of IC-CAL hours through their
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supervisor for these appointments and such CAL time shall not be unreasonably
denied.

ARTICLE 27
Longevity

Longevity payment increase will be suspended (frozen) for eligible employees, for twelve
{12) months from the date of the signing of this Agreement. Afier twelve months, longevity
calculations will return to the existing language of this Article for eligible employees.

1.

Creditable Service for Longevity Computation: Periods of regular full-time
employment and regular part-time employment with UMC shall be considered as
creditable service for the purpose of computing longevity eligibility. Al previous full-
time or part-time employment that was terminated under honorable conditions,
provided that no more than six (6) months lapsed between any period of separation
and re-entering UMC employment, will be considered creditable service. Any
period in which an employee, while employed by UMC, is called involuntarily into
the active military service of the United States Armed Forces will be considered as
creditable service for compensation of longevity pay.

Upon completion of five (5) years of creditable service, eligible employees on UMC
payroll prior to February 18, 1992, shall be entitled to longevity pay in addition to
their base salary. Employees hired on or after February 18, 1992, shall be eligible
for longevity pay after completion of eight (8) years of creditable service.

a. The longevity payment shall be paid annually, in a lump sum amount, during
the first pay period following the employee's anniversary hire date, as
adjusted for below condition where applicable (Section 4). Longevity
payments shall be prorated from the anniversary hire date, as adjusted, for
eligible employees separated for any reason.

Longevity rates for eligible full-time employees shall be paid at the rate of $80.00 for
each year of creditable service of those employees with an annual base salary
under $14,000; and at .57 of 1% of the base salary for employees earning $14,000
or more. All part-time employees will be paid at the rate of $40.00 per year for all
part-time service regardless of annual salary. All employees classified as working
72 hours per pay period are considered full-time for eligibility purposes.

Any period that an employee is on any leave of absence without pay for more than

thirty (30) days will be deducted from the creditable service for longevity pay
regardless of the reason for the unpaid leave period.

ARTICLE 28
Education/Training

UMC is committed to encourage and assist its employees in increasing and
broadening their skilis and knowledge through continued education in areas that will
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contribute to their job petformance with UMC. To this end, UMC agrees to
establish education and fraining programs and policies that will support this
commitment.

All employees will be afforded equal access to education and training programs and
opportunities.

Educational Leave of Absence: Upon written application to his/her Administrative
Division Head, an employee may, in UMC's sole discretion, be granted an
education leave of absence without pay for a period not to exceed ninety (90}
calendar days without prejudice to his/her status, but no leave credit shall accrue
during any such leave period. The education leave of absence may be extended by
the Hospital Administrator for a period not to exceed a total of twelve (12) months.
However, after the first ninety (90) days, a position vacancy must exist for which the
employee is qualified to return to regular active status. Employees shall not be
required to use any paid leave prior to being granted education leave. The granting
of educational leave shall not be arbitrarily withheld. If two or more employees
within the same classification and department request similar time off under this
Section, the more senior employee shall be granted the time off. in the event of
additional requests for leave from the same department for the same time period,
the factors in decisions on granting educational leave of absence shall inciude the
following: the number of times the employee has been grantied such a request in
the past and the operational needs of the unit.

UMC shall maintain an in-service education program which includes assignment-
related training. In-service training will be held at times which will maximize
employee participation. Employees will be paid for time spent in the in-service
programs at their regular rate of pay including differentials. UMC will make every
reasonable effort to include classes in the in-service education program that will
meet CEU requirements needed by employees.

UMC shall make every reasonable effort to accommodate employees’ scheduling
needs as they relate to attendance at educational programs.

In keeping with its commitment to broadening employees' skills and training, UMC
recognizes the benefit of increasing advancement opportunities at UMC. To this
end, UMC agrees to the following:

a. to allow employees to attend in-service classes which might increase their
advancement opportunities when operational requirements permit;

b. to allow employees to use unpaid education leave, subject to the conditions
set forth in Section 3 of this Article for the purpose of increasing their
advancement opportunities; and

c. to allow employees to participate in the Tuition Reimbursement Program,
subject to the program guidelines and budget restraints for the purpose of
increasing their advancement opportunities. Upon request to an employee’s
Administrative Division Head, an employee may be reimbursed the tuition for

55



any class, if the employee can demonstrate that the class was related to the
employee’s current classification or a classification that represents a
promotional opportunity.

If UMC requires an employee to attend an educational program outside of the
hospital, the time spent at such meetings shall be considered as work time, and the
employee shall be reimbursed for all fees and travel expenses incurred in
connection therewith. All hours that an employee is required to attend an in-house
training program will be considered time worked.

Upon written application fo his/her department manager, and approval of the
Administrative Division Head, an employee may, in UMC's sole discretion, be
granted paid education leave to attend job-related educational programs outside the
hospital. '

Per diem employees shall be compensated at the applicable hourly rate for all
hours spent in courses required by UMC that are UMC-specific. Time spent in such
classes shall be considered as time worked for the purposes of computing
overtime. '

ARTICLE 29
Seniority
Types of Seniority:
a. Classification seniority shall be defined as an employee's total length of part-

time or full-time service within a classification.

b. Departmental seniority shall be defined as an employee's total length of part-
tfime or full-time service within their current classification within their current
cost center.

c. Hospital wide seniority shall be defined as an employee's total length of
service in any part-time or full-time position(s) within the bargaining unit.

Use of Seniority:

a. Classification seniority shall be utilized in determining the order of layoff and
recall.
b. Departmental seniority shall be utilized in determining:

(1)  scheduling of days off;

(2)  scheduling of CAL time;

(3) shift assignments when there is a vacancy on a particular shift;
(4)  scheduling of non-prime holidays.
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C. Seniority shall prevail with respect to the application of the foregoing
benefits. However, a less senior employee in a classification may be
scheduled for CAL, non-prime holidays, a shift or days off preferred by a
senior employee when the special training, ability or experience of the senior
employee is needed to ensure that the operational needs of the unit are met.
A CAL request, once approved, shall not be reversed solely on the basis of
seniority.

d. ‘Hospital wide seniority and competency will be considered for all job
promotions and transfers with hospital wide seniority being a determining
factor when two (2) or more employees are considered equally competent.
However, the Hospital reserves the right to hire, retain, promote or transfer
employees, without regard to seniority, because their special training, ability
or experience is needed for the continuing operation of the Hospital.

Creditable Service for Seniority:

a. Employees accrue seniority during all paid leave time and for the first thirty
(30) days of unpaid leave. Part-time employees shall accrue seniority on a
prorated basis, as their work hours relate to a full-time employee's work
hours. -

b. An employee's seniority is frozen when hefshe is on an authorized unpaid
leave of absence for more than thirty (30) days or when he/she is on layoff
status for less than one (1) year.

An employee loses seniority under the following conditions:

a. when he/she terminates voluntarily;
b. when he/she is discharged for just cause;
C. when he/she is laid off for more than one (1) year or two (2) as specified in

Article 12, Section 2 (1).

if UMC closes one or more cost centers or departments, or merges one or more
cost centers or depariments into another, then employees who are required to
move from their depariment to another shall retain their seniority, including
departmental seniority, as if they never left their department.

ARTICLE 30
Posting of Vacancies
The Union acknowledges that UMC has the exclusive right to fill vacancies and

make reassignments in accordance with the UMC Human Resources Policies and
Procedures Manual as revised and adopted by the Hospital Board of Trustees.
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When a new position is created or an existing position becomes vacant in a
classification in the bargaining unit, the Chief Human Resources Officer or designee
after consulting with the appointing authority, shall determine, in accordance with
the UMC Policies and Procedures Manual, how the vacancy is to be filled.

a. If a regular position becomes vacant or is created within a classification
represented by the bargaining unit, and there is no current eligibility list,
UMC will post a job announcement for at least seven (7) calendar days to
accept applications, except when such vacancies are to be temporarily filled
on an emergency basis. UMC shall undertake every reasonable effort to
avoid filling positions on a temporary basis and under no circumstances shall
positions be filled on a temporary basis for a period in excess of ninety (90)
calendar days. The sole exception shall be in the event that UMC is unable
to obtain a qualified candidate for a position that must be filled by an external
applicant. On a monthly basis, UMC will provide a report to the Union
identifying which classifications have active eligibility lists.

b. Job announcements shall be posted on-line and in at least two (2) locations
readily accessible to employees (outside the cafeteria and in the recruitment
office), and in addition shall be posted in the department where the vacancy
exists, and shall be posted on a readily accessible encased bulletin board in
each UMC facility not physically connected to the main hospital (i.e., the
Quick Cares, Clinics, Wellness Center, Rehabs, etc.), and a copy shall be
mailed and an electronic PDF copy emailed to the Union office.

C. For those positions that it is determined by the Chief Human Resources
Officer and the appointing authority to have an open examination, an
announcement of the open examination may be posted concurrently with the
internal announcement.

UMC shall encourage promotion within the competitive service on the basis of
ability, experience, and work performance. UMC recognizes the value of affecting
internal promotions to both the individual employee and the institution. Accordingly,
internal applicants for promotional opportunities will be given every reasonable
consideration for promotional opportunities. In furtherance of this objective UMC
shall interview all applicants who meet the preferred requirements as specified in
the job announcement. An internal applicant who applied for, but was not selected
to fill a posted vacancy, may within seven (7) calendar days from the date notified
that he/she was not selected, submit a written request to the recruitment division of
UMC’s Human Resources Department to inquire into the reason(s) why he/she was
not selected. o

Shift vacancies shall first be posted within the department prior to being posted as a
vacant position or being filled from the eligibility ist.

The decision to fill regular full-time vacancies on a temporary basis pending the
completion of selection procedures will not be grievable. A vacancy filled by a
demotion, transfer, or management reassignment, in a position that is equal to or
less than the employee’s previous position does not require posting.
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Posting of vacancies shall state the classification (job title) and describe the duties
of the position, minimum qualifications, salary, opening and closing dates for
accepting applications and, if applicable, how long the list may be used and the
department where the vacancy exists.

ARTICLE 31
Call Off Procedure

It is understood by the parties that UMC staffing patterns are variable due to
fluctuations in census. Such fluctuations may result in employees covered by this
Agreement being sent home from work prior to the completion of their shift or the
cancellation of a shift that had been scheduled, hereinafter referred to as "Called
Off” When UMC makes a determination that a call off is necessary, the call off
shall apply to the classifications affected in the following order:

a. Agency or registry personnel (scheduled on an as-needed basis from an
employment agency), including contracted (traveler) registered nurses.

b. UMC employees on overtime.

c. Temporary employees.

d. Per diem employees.

e. Solicited volunteers.

f. All other employees in the affected cost center rotated in such a manner that

the time lost is equitably distributed within the cost center.

if an employee is scheduled to work and no work is available and the employee is
called off, the employee may use Voluntary Unpaid Leave or CAL time at the
employee's discretion. CAL and EIB will continue to accrue for the number of hours
an employee is on Voluntary Unpaid Leave.

Should UMC suffer any financial hardship as a result of significant unanticipated
changes to contracts affecting those individuals listed in 1(a) above, the parties

agree to meet for the purpose of modifying this Article through letter of agreement
until a new agreement between the parties is reached through collective bargaining.

ARTICLE 32
Labor/Management Committee

The parties agree to establish a joint committee to meet at a mutually agreed upon
time and date for the purposes of:

a. discussing the administration of this Agreement;
b. exchanging general information of interest to the parties;
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C. providing the Union representatives the opportunity to share the views and
concerns of their members;

d. discussing hospital-wide personnel policies and directives;
e. overseeing the progress of other committees identified in this Agreement;
f. any other matters of mutual concern to the parties.

Union committee members shall be appointed by the Union; management
committee members shall be appointed by UMC. Members of the committee shall
serve at the pleasure of the appointing party.

Union committee members shall not lose pay for the time spent in any meetings
authorized by the provisions of this Article. Time spent in any meeting authorized
by the provisions of this Article shall be counted as time worked for the purpose of
computing overtime only if the time spent falls within the employee's regularly
scheduled work hours.

ARTICLE 33
Health and Safety -

UMC will continue to undertake all reasonable efforts to provide for employee
health and safety in accordance with all laws and JCAHO regulations applicable to
its operations concerning the safety of employees covered by this Agreement. All
such employees shall comply with all safety rules and regulations established by
UMC. '

The Union shall appoint two (2) members who shall serve on the Hospital Safety
Committee without loss of pay or benefits. Union appointed members of the
Hospital Safety Committee shall be empowered to place matters for discussion on
the Committee's agenda.

Disputes arising under Section 3 of this Article are not subject to resolution under
the grievance procedure.

The Health and Safety Committee shall meet quarterly or upon request of the Union
or UMC to: =

a. recommend policies and procedures designed to enhance or insure safety
within the hospital and grounds;

b. review and evaluate monthly analyses on employee, patient and visitor
incident reports;

C. review, evaluate and recommend to hospital Department Heads in-service
programs on safety for employees, both in orientation and as an ongoing
program;
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d. recommend safety surveys to identify conditions which require correction;
and

e. review hospital products as necessary.

if an employee's job-related tasks include exposure or potential exposure to blood,
blood products, body fluids, needle sticks, or cut by other sharp instruments, the
employer agrees to provide Hepatitis B, Hepatitis C, TB and/or HIV testing to such
employees. Such testing shall be provided at the employee's request and free of
charge to the employee. In addition, the Hepatitis B vaccine shall be made
available at cost at the request of Category Il and Ill employees, and free of charge
at the request of Category | employees.

Any employee who believes a working condition or equipment places them at
unnecessary risk for injury or iliness shall immediately inform his/her supervisor.
Should the employer conclude that the working condition or equipment is safe, and
the employee insists to the contrary, the supervisor shall so notify the Safety Office
or Administrative Coordinator on duty and the Union representative or one on duty
for conclusive action.

During the investigative period, the employee may be reassigned to perform other
duties within his/her job classification or a similar job classification of which he/she
has the abilities to perform.

UMC shali continue to provide and modify a sharps disposal system that, from the
point of view of engineering design and system of collection, best minimizes the
exposure of employees, patients or visitors to used sharps during the time of initial
disposal, collection and transportation of sharps to eventual disposal. UMC will
continue to evaluate new and updated sharps disposal systems equipment on the
market for purchase consideration. UMC shall maintain sufficient number of staff to
ensure sharps disposal units are emptied before becoming full.

While the Union recognizes the Hospital's obligation to ban smoking within its
building, UMC recognizes the employee’'s right to smoke outside the building and
will take into consideration fire prevention, laws and regulations and Hospital
security when limiting outside restricted smoking areas. UMC shall provide an
“employee only” smoking area at the hospital's main campus.

ARTICLE 34
Patient Care Advisory Committee
An Advisory Committee shall be established consisting of no more than five (5)
representatives of UMC and five (5) employees from various classifications within

the bargaining unit, appointed by the Union, with the following objectives:

a. to work toward the improvement of patient care and to recommend ways and
means to improve patient care;
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b. to review patient care standards related to staffing;

C. to develop a method of classifying patients according to acuity of illness;
d. to address problems and concerns related to staffing and work loads; and
e. to discuss other concerns of mutual interest as they relate to patient care.

The committee shall establish by-laws under which it will function. By-laws shall
include, but not be limited to:

a. method of recording, maintaining, distributing and approving minutes;

b. distribution method of meeting agenda in advance of the scheduled meeting;

C. length, frequency and scheduling of meetings;

d. procedure for responding to employee(s) who bring foﬁh issues before ’.the
committee;

e. identification of positions (chairperson, secretary etc.), method of selecting

individuals to fill these positions and the term of assignment;
f. how decisions will be made (i.e. majority rule or consensus); and

g. method of reporting findings and recommendations to the
Labor/Management Committee, the Union, employees and Administration.

 The committee shall meet no less than once every other month. No employee shall
suffer a loss in pay as a result of attending meetings as a committee member.-
Time spent attending committee meetings shall be considered as time worked for
the purposes of computing overtime payments only if the time spent falls within the
employee's regularly scheduled work hours.

The committee -shall not discuss disciplinary or economic matiers or pending
grievances. ' ‘

Provisions of, or disputes arising under, Section 1 of this Article are not subject to
the grievance procedure.

The parties recognize that committees on which bargaining unit members serve,
and in which patient care issues are discussed have been established in various
units and departments within UMC. Such committees shall upon request forward
minutes from any meeting heid to the established patient care advisory committee
referred to herein for review, and if necessary referral to the administrative council
as set forth below. Representatives from these commitiees may be invited to
attend patient care committee meetings. In that event, their participation shall not
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be considered as that of an attendee representing either party for purposes of
section 1 hereof.

Any joint recommendations arrived at shall be promptly forwarded to the
administrative council which shall review the recommendations and provide the
committee with a written response within thirty (30) calendar days outlining UMC's
position with regard to each such recommendation.

ARTICLE 35
Contracting Work and Mutual Obligations

if UMC determines a need for contracting out existing service(s), the Union shall be
given at least thirty (30) days notice, in writing, prior to the decision to contract out.
In addition, the parties shall meet and confer over the impact of such decision.

Except as otherwise prohibited by law, if UMC has employee(s) on layoff status the
parties agree that UMC will not contract-out any work specifically performed by the
laid off employee(s) at the time of their lay-off so long as the employee(s) remain on
the recall list.

3.This Agreement shall be binding upon the Union, upon UMC and upon their

respective transferees, successors and assignees (in accordance with NRS

Chapter 288). If UMC shall, during the term of this Agreement, sell, assign or-
transfer its business, UMC shall, upon execution of an Agreement of sale,

assignment or transfer, notify the prospective purchaser, assignee or transferee, by

certified mail of the existence of this Agreement and shall simultaneously send the

Union, by certified mail, a copy of such notice given to the prospective purchaser,

assignee or transferee. UMC shall be responsible for making adequate provisions

to ensure payment for accrued wages, leave and fringe benefits as of the date of

transfer.

ARTICLE 36

University Medical Center's
Substance Abuse Policy

POLICY ON DRUG AND ALCOHOL FREE WORKPLACE

It is the policy of University Medical Center and the Service Employees international Union
to foster and provide a drug and alcohol free workplace for all employees. A drug and
alcohol free workplace protects the safety of the public as well as UMC's valuable
workforce.

While UMC will be supportive of those who seek help voluntarily, UMC will be equally firm
in identifying and disciplining those who continue to be substance abusers and do not
seek help. :

63



Guiding Principles:

There are four (4) guiding principles underlying the adoption of this policy. They
are:

a. Education: UMC and the Union believe that education and training of all
employees in the effects and treatment of substance abuse will contribute to
a safer and more efficient workplace for everyone.

b. Deterrence: UMC and the Union are committed to eliminating the effects of
substance abuse in the workplace. All employees are prohibited from using,
possessing, buying or selling drugs or alcohol in the workplace, are
prohibited from reporting to work or being subject to work (specifically on
standby or on break) with prohibited drugs active in their systems or while
under the influence of alcohol.

C. Enforcement:. The substance abuse policy will be strictly enforced.
Violations of the policy or procedures will be cause for discipline up to and
including termination of employment.

d. Treatment: UMC and the Union are committed to helping employees with
admitted substance abuse problems overcome those problems, and
encourage voluntary rehabilitation options.

Policy Purposes:

The purposes of the substance abuse policy are:

a. to implement a fair and balanced approach to eliminating substance abuse
and its effects on the job;

b. to protect the public and employees,; and
C. to provide a strong incentive for voluntary rehabilitation and return to work.
Rules:

UMC and the Union have formulated clear rules and penalties to ensure
compliance with the substance abuse policy. The pnmary rules are: :

Alcohol

a. The consumption of an alcoholic beverage by an employee on duty will result
in immediate suspension pending termination with no Last Chance
Agreement. The possession of an open alcoholic beverage by an employee
on duty shall be cause for disciplinary action up to and including suspension
pending termination. The only exception to disciplinary action for the
possession of an open alcoholic beverage while on duty is when the
handling of an open alcoholic beverage is incidental to the employee's
assigned duties. ‘
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b. An employee will also be subject to disciplinary action up to and including
suspension pending termination and may be placed on a Last Chance
Agreement when the consumption of alcoholic beverages is at a time
proximate to his or her work time, has an adverse effect on his or her work
performance, causes impairment while on duty or on standby, or creates a
risk of harm to self, others, UMC, or private property. '

C. if an employee who is required fo drive as part of his/her assigned duties has
his/her driver's license suspended or revoked temporarily or permanently,
due to a substance related offense, the employee must notify his/her
supervisor of these circumstances when next reporting to duty. Failure to do
so shall be cause for disciplinary action up to and including suspension
pending termination.

d. The felony conviction of an employee as a result of alcohol while off UMC
premises and not on duty shall be cause for disciplinary action up to and
including suspension pending termination.

Drugs

a. The unlawful manufacture, distribution, dispensation, possession, or use of
an illegal drug or controlled substance by an employee in the work place or
during work hours is prohibited. Employees in violation of this policy will be
suspended pending termination with no Last Chance Agreement.

b. The use of any drug which negatively affects performance or the ability of an
employee to work in a safe manner may be cause for discipline where the
employee knew or should have known that the drug would adversely
diminish his/her capabilities to perform the job.

C. Whenever an employee is taking a drug which may negatively affect his/her
performance or ability to perform in a safe manner, the employee shall nofify
his/her supervisor who shall notify the Employee Health Nurse by providing
written notice of the prescribed medication. An employee who fails to nofify
his/her supervisor may be subject to disciplinary action. Supervisors through
consultation with the Employee Health Nurse shall ensure that employees
are not placed in capacities that may jeopardize the safety of others. The
supervisor and the Employee Health Nurse are required to maintain the
confidentiality of the employee’s medical information. If the employee
changes supervisors {either through transfer, promotion or demotion of the
employee) the employee is responsible for notifying his/her new supervisor
of any prescription medications the employee is taking. In the event there is
a transition period between an outgoing and a new supervisor, the former
supervisor shall be responsible for notifying the new supervisor of the
employees who are on prescription medication. In the event there is no
transition period, the employee shall be responsible for notifying his/her new
supervisor. The new supervisor shall be responsible to consult with the
Employee Health Nurse to determine if the prescribed medications inhibit the
employee’s ability to work safely.
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d. The possession or use of illegal drugs while off UMC premises and while not
on duty may be cause for discipline up to and including termination, where
such conduct can be shown to have a direct and material adverse effect on
UMC's interests, including public image.

e. If an employee who is required to drive as part of his/her assigned duties has
his/her driver's license suspended or revoked temporarily or permanently,
due to a substance related offense, the employee must notify his/her
supervisor of these circumstances when next reporting to duty. Failure to do
so shall be cause for disciplinary action up to and including suspension
pending termination.

f. The felony conviction for the possession or being under the influence of
illegal drugs while off UMC premises and while not on duty shall be cause for
disciplinary action up to and including suspension pending termination.

g. The conviction of an employee for the sale or possession with intent to sell
illegal drugs is cause for immediate suspension pending termination and with
no Last Chance Agreement. ‘

h. Employees must notify their immediate supervisor of any personal criminal
drug statute conviction for a violation occurring in the work place no later
than five () days after such conviction. Failure to notify the immediate
supervisor shall result in disciplinary action.

Drug and Alcohol Testing

UMC may require an individual to submit to a drug and alcohol test under the foliowing
circumstances.

1.

Pre-Employment:

UMC Human Resources will identify specific job classifications that require an
applicant selected as a new hire to take and pass a drug and alcohol screening. A
positive result from the drug and/or alcohol screening may result in the applicant not
being hired where the applicant's use of drugs and/or alcohol could affect requisite
job standards, duties and responsibilities. If a legal drug screen is positive, the
applicant must provide, within 24 hours of request, bona fide verification of a valid
current prescription for the drug identified in the drug screen and it must be in the
applicant's name. If the prescription is not in the applicant's name or the applicant
does not provide acceptable verification, or if the drug is one that is likely to impair
the applicant’s ability to perform the job duties, the applicant will not be hired.

Reasonable Cause:

An employee will be required to undergo immediate drug and alcohol testing in
accordance with the following procedures if there is reasonable cause that the
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employee is under the influence of a drug and/or alcohol. Reasonable cause that
an employee is under the influence of a drug and/or alcohol will be based on
specific facts and/or reasonable inferences derived from those facts. Examples of
circumstances, although not inclusive, which constitute a basis for determining
reasonable cause are specified on the "Observation/Incident Report” included as
part of this policy.

Post-Accident:

An employee involved in an accident while on duty may be required to undergo a
drug and alcohol test when there is:

a. property damage that exceeds $500, and/or
b. personal injury.

Testing Procedures for Reasonable Cause and Post-Accident:

a. Any supervisor evaluating an employee for reasonable cause shall complete
the University Medical Center “Observation/Incident Report.” The
Observation/incident Report shall/must be sent to the appropriate
Department Head and Human Resources. Supervisors and managers shall
not be permitted to use this policy as a vehicle to harass employees.
Supervisors and managers shall be subject to the disciplinary process up to
and including suspension pending termination, if they engage in harassing
behavior towards employees.

b. The suspected employee shall be afforded the right, if he/she so desires, to
request that, in addition to the first supervisor, another on-duty supervisor
provide a second opinion as to reasonable cause. If another supervisor is
not able to report to observe the suspected employee within thirty (30)
minutes due (1) to the lack of another available supervisor on shift in the
facility and/or (2) to the distance a second supervisor would have to travel to
observe the employee, the employee's request for a second opinion will not
be granted.

c. If the employee is an eligible member of a bargaining unit, the first supervisor
shall advise him/her of his/her right to have a Union representative prior to
testing and allow the same thirty (30) minutes for a Union representative to
appear. If mitigating circumstances warrant, such as the unavailability of a
Union representative, the supervisor shall wait up to a maximum of one (1)
hour for a Union representative. '

d. If it is determined that reasonable cause exists, the employee shall be
relieved of duty and the supervisor will, as soon as possible, contact a Union
and UMC authorized pathology laboratory to dispatch the mobile phlebotomy
department to conduct tfoxicology collection(s) for a drug and alcohol
screening. The supervisor must and the Union may, at the employee’s
request, remain with the employee at the collection site until the test sample
is collected; arrangements will be made to have the employee transported
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home. The employee shall be instructed by the supervisor, that in the event
the sample returns negative, that the employee will be reimbursed for the
costs of a taxi-cab from the employee’s home back to UMC to retrieve
his/her vehicle, provided the employee returns on a day other than the day
tested and he/she provides the original taxi-cab receipt to his/her supervisor.
The sample wili be tested and confirmed and chain of custody maintained by
a Substance Abuse Mental Health Services Administration (SAMHSA)
certified laboratory facility. A sufficient amount of a sample will be taken so
that, at an employee’s request and expense, an alternative SAMHSA testing
facility may be used to test the same sample; chain of custody will be
maintained between testing facilities. An employee who is incapacitated to
the point that he/she cannot provide a sample at the time of the incident shall
later provide the necessary authorization for releasing hospital or medical
reports that would indicate whether or not the employee was under the
influence of a drug and/or alcohol.

e. The supervisor shall advise the employee that he/she will remain on paid
status until the test sample is collected. After the sample is collected, the
employee will be placed on leave in the following order as leave benefits are
exhausted (CAL, EIB, Leave Without Pay) untii UMC receives the test
results. If the test is negative, UMC will make the employee whole.

f. The results will be delivered by mail or carrier to Human Resources.
Positive test results will be sent to a medical review officer prior to any further
action by UMC. The employee will be notified of the results and a copy will
be made available to the employee. The employee's Department Head or
designee will be notified whether the test results are positive or negative. A
drug test will be considered positive if the confirmation cutoff levels
established by the SAMHSA are exceeded. An alcohol test will be
considered positive if the blood alcohol content is .08 percent or greater, or
the limit specified in NRS 484.0135 or other applicable law if less than .08
percent. However, in the event an employee’s blood ailcohol level tests less
than .08 but greater than or equal to .05, the employee shall not be
considered positive, but shall be required to seek assistance through the
employee assistance program. Tests resulting in a value of less than .08 but
greater than or equal to .05, shall not be subject to discipline or random drug
testing. '

g. Refusal to submit to a drug and alcohol test or to provide the necessary
authorization for releasing hospital or medical reports that would indicate
whether or not the employee was under the influence of a drug and/or
alcohol shall be considered a positive test result and the employee shall be
placed on a Last Chance Agreement.

Disciplinary Procedures for a Positive Drug and/or Alcohol Test:
1. A positive drug and/or alcohol test requested as a result of an accident which
causes injury to a person or property damage will be cause for disciplinary action in

accordance with Section 3 below.
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4.

A test resulting in a positive screen for a legal drug will result in the following
actions:

a.

the employee may be disciplined for the performance or behavior that
established reasonable cause to test the employee;

the employee will provide the Medical Review Officer (MRO), within twenty-
four (24) hours of request, a bona fide verification of a valid, current
prescription for the drug identified. The prescription must be in the
employee’'s name. If the employee does not provide acceptable verification
of a valid prescription, or if the prescription is not in the employee's name, or
if the employee has not previously notified his/her supervisor, the employee
will be subject to disciplinary action in accordance with Section 3 below; and

before the employee may return to work, the employee must provide the
Department Head with a return-to-duty statement form from the prescribing
physician or licensed/certified rehabilitation and treatment program provider.
The return-to-duty statement form must be a signed statement indicating
whether an employee is able to perform regularly assigned job duties without
restriction or limitation. If the employee is restricied from performing
regularly assigned duties, the certificate must also identify the employee's
restrictions.

A test resulting in a positive screen for an illegal drug or the abuse and/or misuse of
a legal drug or controlled substance will resuit in the following action:

a.

C.

First offense: Unless previously specified as an infraction resuiting in
immediate suspension pending termination, the employee will receive a
suspension for a period of time based on the severity of the infraction and
shall be required to sign and successfully complete the conditions of a Last
Chance Agreement.

Before the employee may return to work, the employee must provide the
Department Head with a return-to-duty statement form from the prescribing
physician or licensed/certified rehabilitation and treatment program provider
releasing the employee to return to work. The return-to-duty statement form
must be a signed statement indicating whether an employee is able to return
to work and perform regularly assigned job duties without restriction or
limitation. If the employee is restricted from performing regularly assigned
duties, the return-to-duty statement form must also identify the employee’s
restrictions. This must occur within sixty (60) calendar days of the drug test
date. Failure to provide a return-to-duty statement form with respect to their
substance abuse problem within sixty (60) calendar days will result in
disciplinary action up to and including suspension pending termination.

Second offense: The employee will be suspended pending termination.

A test resulting in a positive screening for alcohol will result in the following action:
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a. First offense: Unless previously specified as an infraction resulting in
immediate suspension pending termination, the employee will receive a
suspension without pay for a period of time based on the severity of the
infraction and will be required to seek assistance through the Employee
Assistance Program. The employee will be required to provide a return-to-
duty statement form the prescribing physician or licensed/certified
rehabilitation and treatment program provider releasing the employee to
work. The return to duty statement form must be a signed statement
indicating whether an employee is able to return to work and perform
regularly assigned job duties without restriction or limitation. If the employee
is restricted from performing regularly assigned duties, the certificate must
also identify the employee's restrictions. This must occur within sixty (60)
calendar days of the drug test date. Failure to provide a return-to-duty
statement form with respect to their substance abuse problem within sixty
(60) calendar days will result in disciplinary action up to and including
suspension pending termination. '

b. Second offense: Unless previously specified as an infraction resulting in
immediate suspension pending termination, the employee will receive a
suspension without pay for a period of time based on the severity of the
infraction and will be required to sign and successfully complete the
conditions of a Last Chance Agreement.

C. Third offense: The employee will be suspended pending termination.

- Last Chance Agreement:

Refusal to sign or comply with a Last Chance Agreement shall be considered just cause
for termination. The Last Chance Agreement shall be the final step before termination in
the disciplinary process. The Last Chance Agreement shall require at least the following:

1.

The employee to contact the Employee Assistance Program within five (5) working
days of employee notification of a positive drug or alcohol test.

The Employee Assistance Program will assess and recommend the appropriate
level of treatment and provider options. The program/provider may be selected by
the employee, at the employee’s option. The employee will be encouraged to seek
freatment, but the decision to seek treatment is the responsibility of the employee.

Return-to-duty statement form signed by the prescribing physician or state
licensed/certified rehabilitation and treatment program provider releasing the
employee to return to work. This must occur within sixty (60) calendar days of the
drug test date. Failure to provide a return-to-duty statement form with respect to
their substance abuse problem within sixty (60} calendar days will result in
disciplinary action up to and including suspension pending termination.

A minimum of four (4) random tests over a period of one (1) year from the date of
returning to duty. An employee's Department Head or immediate supervisor, as
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approved by the Department Head, may require testing at any time the employee is
on duty. .

Confidentiality:

With the exception of the laboratory testing facility, the Employee Relations Manager of
Human Resources (for labor and workers’ compensation incidents), and the tested
individual, the medical record shall not be released to anyone without express written
authorization of the tested individual unless ordered by means of proper legal procedure
and appropriate legal authority, such as, but not limited to court ordered subpoena, or in
connection with a disciplinary proceeding.

To ensure the confidentiality of employees’ medical records, the laboratory reports, test
results, and Observation/Incident Reports shall not appear in an employee's personnel file.
Information of this nature will be contained in a separate confidential medical record that
will be securely kept under the control of UMC Human Resources.

Violation of the confidentiality of an employee shali result in discipline, up to and including
suspension pending termination regardless of bargaining unit status. Notification of non-
compliance with Last Chance Agreement between any involved parties is not considered a
violation of the confidentiality clause.

Training:

Training is an essential element in assuring the effectiveness of the Drug and Alcohol Free
Workplace Program. Supervisors and employees must be kept informed of not only the
policy and procedures of this drug and aicohol program but of the programs available to
them which promote wellness and safety. Supervisor training will be made available,
individual consultation by the Employee Assistance staff will be available upon request.

1. Supervisor Training:

Topics include:

a. Developing working knowledge of drug and alcohol policy and drug testing
procedures.

b. Developing working knowledge of impact of substance abuse in the
workplace.

C. Developing working knowledge on identification of possible impaired

employees through symptom recognition and job performance standards.

d. Developing skill in application of procedures to effectively approach and
appropriately handle questionable behavior with employees.

e. Becoming knowledgeable in available resources and procedures for referrai
such as the Employee Assistance Program.
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f. Learning effective participation in monitoring a Last Chance Agreement.
g. Learning the critical issues regarding confidentiality and employee rights.
2. Employee Awareness Training:

Topics include:

a. The drug and alcohol policy and drug testing procedures.

b. Impact of drugs and alcohol in workplace.

c. Available resources for assistance including the Employee Assistance
Program.

d. Effects, signs and symptoms of alcohol and drugs.

€. The Last Chance Agreement.

f. Confidentiality and its application in the drug and alcohol policy.

Other Laws, Statutes or Regulations:

University Medical Center is committed to providing reasonable accommodation to those
employees whose drug and/or alcohol problem classifies them as disabled under federal
and state law.

The provisions of any applicable law, statute, regulation or ordinance (i.e. The Omnibus
Transportation and Employee Testing Act of 1981 and the Federal Highway Administration
and Department of Transportation rules of February, 1994) and any amendments thereto,
“shall control in the event of any conflict with the provisions of this policy.

Qualifications

Employee Assistance Program (EAP): the program will assess and recommend the
appropriate level of treatment and provider options. EAP personnel shall have the
required minimum licensing and certification and UMC shall inform the Union of the
incumbent’s licenses and certifications.

UMC shall notify the Union with the identity of the current EAP personnel.

Medical Review Officer (MRQO): the MRO must be a physician licensed in the State of
Nevada and UMC shall keep the Union notified of the identity of the current MRO.
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ARTICLE 37
Attendance Policy

To minimize the interruption to patient care and to effectively staff the hospital, each
employee is responsible for notifying his/her supervisor at least eight (8) hours
before the start of the scheduled shift whenever absence from work is necessary.
No employee can receive both a tardy and an absence for the same incident.

In the case of emergency or sudden iliness, an employee will receive pay from the
appropriate accrual bank for the time missed if a minimum of two (2) hours' notice
of the emergency or illness was communicated to the supervisor. Failure to give at
least two (2) hours' notice will result in the shift being a non-paid call in.

An employee is not required to provide all pertinent information to the supervisor
when calling off for any reason, however, they are required to provide enough
information to allow the supervisor to determine whether the call off is an
emergency or a sudden iliness, thereby authorizing payment under the applicable
collective bargaining provision. The mere statement that the employee has a
personal issue does not suffice to ensure payment under the terms of the collective
bargaining agreement.

In those situations where an employee is more than two (2) hours late reporting to
work, the employee’s missed time will be treated as an absence.

In those situations where an employee informs his/her supervisor while working that
he/she must leave the shift early, the time off will be treated as an absence and the
employee may use time from the appropriate accrual bank unless the employee is
in the disciplinary process for attendance. Employees under these circumstances
will not receive pay for the time absent from work.

The employee must report personally to the supervisor or designated department
contact unless absolutely impossible to do so.

The employee must report to the supervisor each day of absence unless the
supervisor gives instructions otherwise. In the event the employee has spoken with
and provided a physician’s note to the supervisor and/or designee, he/she will not
be required to report each day for the duration of the period of the note. The
employee will be required to contact the supervisor at least once a week during the
leave period. '

An employee absent due to injuryfiliness for three (3) or more consecutive shifts
may be required to submit a physician’s verification of iliness to his/her supervisor.
The physician's statement must indicate whether or not the employee is able to
return to his/her responsibilities with UMC, the anticipated date the employee will be
able to return to the work force, and verification of hospital admission if the
employee was hospitalized for the illness or injury.
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10.

11.

The supervisor reserves the right to require a physician’s verification of illness any
time the employee demonstrates abusive or habitual absenteeism.

In order to implement this Article on a consistent basis, it is the responsibility of all
supervisor, managers, directors, and administrative personnel to review and
document the attendance records of their employees each pay period.

The parties recognize that the intent of this policy is to assist with staffing and
minimize excessive, habitual and abusive use of leave time. Therefore, at the
union’s request, the parties will meet and confer in order to address attendance
related circumstances that may justify mitigation.

Section A. Definitions:

1.

Absence is defined as each scheduled shift that an employee fails to report to work
as scheduled or fails to complete scheduled work time unless there is pre-
authorization for such absence.

Habitual absenteeism may exist when an employee has an identifiable pattern of
absences. Examples inciude, but are not limited to, an employee that is
consistently absent the day after payday, after a discipline, after scheduled days off
or before and after a holiday or a pattern of absences that avoid counseling or
repeat counseling levels under the excessive absenteeism counseling path in
Section B below.

Abusive absenteeism may exist when the employee reports absences with a false
excuse (i.e. reported sick but took leisure time or worked elsewhere.)

Section B. Disciplinary process:

1.

During any six (6) month period, the following actions will be followed for absences:

seventh absence verbal counseling (non disciplinary)
eighth absence first written warning

ninth absence second written warning

tenth absence final written warning

eleventh absence suspension pending termination

If an employee is absent more than one consecutive shift and is currently in the
disciplinary process, the employee may be disciplined upon return to work for each
absence at the appropriate level.

Employees with ongoing unacceptable attendance patterns (i.e., received final
written warning within any 6 month period) may be moved forward to the next step
of discipline.
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3. Habitual or abusive absenteeism is grounds for immediate disciplinary action up to
and including suspension pending termination.

Section C. Unauthorized Absence No Call - No Show:

1. Failure on the part of the employee to report absences as outlined in Section A of
this policy and within the first two (2) hours of the scheduled shift will constitute a no
call - no show. A no call - no show is a serious violation and will result in
disciplinary action. An incident of no call - no show shall be counted as an absence
for the purpose of the employee’s attendance record.

1st no call/no show Written warning
2nd no call/no show Twenty-four (24) hours unpaid suspension
3rd no call/no show Suspension pending termination

within 12 months
An employee with more than two (2) consecutive shifts of no call — no show or portions
thereof, shall be considered to have abandoned his/her position and may be suspended
pending termination.
Section D. Special Circumstances:
Circumstances may necessitate forgoing any of the above mentioned counselings. In
cases of absences that are due to circumstances clearly beyond the control of the
employee, UMC may waive disciplinary action.
Section E. Special Category:
Types of absences not covered by this policy:

Absences documented under workers’ compensation.

Absences documented under FMLA.

Approved leaves such as: military leave, jury duty, court duty, Leave Without Pay,
family leave, VUL, bereavement and pre-scheduled CAL/EIB.

Section F. Attendance Benefits:
University Medical Center is committed to supporting its employees by offering
incentives that will help promote a positive organizational culture of commitment,

excellence and respect are to be determined by the administration. UMC and SEIU may
collaborate on incentive programs via the Labor/Management Meeting.
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ARTICLE 38
Tardy Policy

Employees are expected to clock in 'to the time and attendance system in the
location identified by the supervisor.

During a six (6) month period, the foliowing progressive disciplinary action shall
occur when an employee fails to clock in as required in Section 1_above or reports
to the assigned work station after, but within two (2) hours of the start of the
employee’s scheduled work shift. No employee can receive both a tardy and an
absence for the same incident. .

Fourth tardy Verbal counseling

Fifth tardy First written warning

Sixth tardy Second written warning
Seventh tardy . Final written warning

Eighth tardy Suspension pending termination

An employee who has entered a progressive disciplinary schedule for tardiness and

is demonstrating an ongoing unacceptable tardiness pattern may be moved forward
to the next step of the disciplinary schedule of the tardy count.

in order to receive pay for the tardy time, at least one (1) hour notice is required. If
at least one hour notice is given, the tardy-time will be paid out of the employee’s
CAL bank and the incident will be recorded as a tardy.

Supervisof/department‘ managers are responsible for:

a. documenting all late arrivals for work;
b. following the established progressive disciplinary action prescribed above;
C. administering the progressive disciplinary action fairly and equitably when

late problems occur.

ARTICLE 39
Floating Policy

Section 1: Policy

1.

The purpose of this policy is to set forth the manner by which employees may be
floated. This policy will provide flexible staffing in areas with common expertise; to
provide criterion and a method by which an employee may refuse to float; to ensure
efficient skilled staff; to provide quality and safe patient care; to effectively evaluate
the job performance of float personnel to maintain quality and safe patient care.

In order to balance batient needs with available staff, an employee will “float” and/or
be sent home, as determined by the nurse manager/charge nurse or appropriate
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manager of the section to which he/she is permanently assigned. All staff are
expected to report for duty as indicated by their regular schedule and they may be
floated or sent home after reporting to their regularly assigned section. In times of
very low census hospital-wide, employees may be called off, pursuant to Article 31
of this Agreement, by the nurse manager/charge nurse or appropriate manager
prior to the beginning of the shift or after it has been determined that there is not a
need for help in the other section groups.

An employee who is required to float shall continue to receive any applicable critical
care differential and/or shift differential while in the float assignment. An employee
will not be floated to more than one section during an assigned shift (including
returning to his/her own work section). An employee shall not be required to float
more than once during any shift.

a. The only exception to this rule shall be the Trauma and Emergency Services
Division. Should an employee be required to float to the Trauma Unit to
assist during an emergency situation, once the emergency situation is
resolved, the employee used to cover the emergency will return to his/her
own unit. UMC shall establish a position in the Trauma unit where
employees will be rotated through on a monthly basis in order to obtain
training in the trauma unit operations. Employees will rotate through this
position based first on volunteers and then based on seniority (employee
with least seniority rotating through first). The position shall be filled by
employees in the Emergency Services group identified in section 4 below.

b. Once an employee floats, the employee will stay in the unit floated 1o for the
duration of the floated employee’s shift. If an employee needs to be called
off or floated during the shift in the unit which the employee floated to, the
floated employee will not be called off or floated again, but the sequence of
call off (pursuant to Article 31 of this Agreement) or float of the same
classification in that unit/cost center shall be followed.

For employees possessing licenses as either a registered nurse or practical nurse,
staffing will be closed within the following like groups:

a. Critical Care Services: identified as TICU, MICU, NSCU, CCU/CVCU, BCU -
BCU - OP, SICU, 3 West and IMC.

b. Medical-Surgical Services, identified as 5 South (Oncology), 5 North , 4
South, 4 North, 3 South, 2 West, 2 South, 1 South, 1 Southeast, 1 North and
Rancho Rehabilitation.

C. Pediatric Services; identified as Pediatrics, Pediatrics ICU, and NICU.

d. Maternal services; identified as High Risk OB, Labor and Delivery, and Ante-
Partum Testing.

With respect to the Pediatric Services and Maternal Services groups, the unit
known as FBCC will be required to float only to High Risk OB and NiCU and
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these two units may be required to float to FBCC, as well as, within their
assigned group.

e. Surgical Services, identified as Surgery (including Endoscopy), Day Surgery,
Anesthesia, Sterile Processing, and PACU.

f. Ambulatory Services; identified as Pediatric Outpatient Services, University
Women's Center, Outpatient Clinic, Wellness Center.

g. Care Centers: (East) McCarran, Sunset, Boulder, and Nellis

h. Care Centers: (West) Spring Valley, Peccole, Summerlin, Rancho, Craig
and Enterprise

i Emergency Services; identified as Pediatrics Emergency Room, Emergency
Room, Critical Care Transporf, Trauma Resuscitation, and Chest Pain
Center.

j- The parties agree that should the skill requirements for the like groups
identified above change, UMC shall meet and confer with the Union before
making necessary adjustments to the group assignment.

Employees who are interested in working when they are called off in their own
section or working overtime on sections other than in their closed section, should
contact the nurse manager/charge nurse or appropriate manager of those sections
directly.

Section 2: Responsibilities of the Nurse Manager or Appropriate Manager:

1.

Assignment of the floated employee shall be as closely related to (but not to
exceed) the competency and skill level of the employee as possible and within the
guidelines established by the Nurse Practice Act or any applicable law or regulation
which governs any license or certification of an employee. UMC will make every
reasonable effort to ensure that the floated employee receives a reasonable work
assignment in the area where he/she is floated and will not receive all of the highest
acuity patients.

Floated employees are held accountable up to their level of expertise and for
policies and procedures common to all sections applicable fo the employee’s
classification. ,

Each unit shall maintain its own float list, by classification, with its rotation system.
The float list will be available for review at the nurse’s station.

Each section will have an orientation of responsibilities for each classification of

personnel for each shift. Floated employees will be oriented by a regular full or part
time employee in the float unit.
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1.

| Section 3:

. Responsibilities of the Floated Employee:

It is the responsibility of the floated employee to check with the nurse
manager/charge nurse or appropriate manager to clarify his/her duties on the
unit/department where the employee floats, to complete the assignment to the best
of his/her ability, and to document any concerns to the unit manager.

a.

Following is the process by which comments and concerns shall be
investigated and addressed. The floated employee shall:

(1)  submit the concerns to histher appropriate manager in writing, who
shall be responsible for informing the appropriate administrator or
designee of the complaint or issues to be evaluated;

(2) at the employee’s option, he/she may provide a copy of histher
concerns to the Union; and

(3) keep a copy of the complaint for his/her records.

if the floated employee identifies a possible issue with the float process, the
manager is responsible for investigating the issue within five (5) working
days of receipt of the complaint. The investigation must include a discussion
with the floated employee and at the employee’s request, his/her Union
representative. A written response will be issued within three (3) working
days after the meeting with the floated employee. A copy of the response
will be provided to the employee, the Union, and the appropriate Director.

If the floated employee believes his/her issue has not been properly
addressed, the floated employee or at his/her request the Union on his/her
behalf may request in writing, a meeting with the appropriate Director.

(1)  The appropriate Director shall meet with the affected employee and
his/her Union representative within five (5) working days of the receipt
of the request.

(2) The appropriate Director shall provide a written response to the
floated employee, the Union, and the manager within three (3)
working days after the completion of the meeting in which his/her
decision shall be outlined.

if the floated employee believes histher issue has not been properly
addressed, the floated employee or at his/her request the Union on his/her
behalf may request in writing, a meeting with the appropriate Administrator.

(1)  The appropriate Administrator shall meet with the affected employee
and his/her Union representative within five (5) worklng days of the
receipt of the request.
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(2) The appropriate Administrator shall provide a written response to the
floated employee, the Union, and the manager within three (3)
working days after the completion of the meeting in which his/her
decision shall be outlined. The decision of the Administrator is final
and binding and not subject to the Grievance and Arbitration and/or
Discipline and Discharge Articles (Articles 9 and 10 respectively) of
this Agreement. :

e. Issues of discipline will not follow this procedure, but shall be addressed
using the Grievance and Arbitration and Discipline and Discharge Atticles
(Articles 9 and 10 respectively) of this Agreement.

Section 4: Refusal to Float Policy:

1.

Refusal to float, outside the criterion identified in this Article, may result in
disciplinary action.

After discussion with the unit manager/charge nurse or appropriate manager, if the
floated employee questions the assignment he/she may discuss the concern with
the on duty Administrative Coordinator or the unit designee at the management
level. If a conflict still exists, the floated employee must complete the assignment to
the best of his/her ability, unless the concemns fali into one of the criterion for refusal
to float.

New graduates shall not be floated for a minimum of six (6) months but not to
exceed nine (9) months from the date of hire into UMC as a registered nurse.

If an employee refuses to float, he/she must place in writing the reason for the
refusal to float and submit the written document to his/her unit manager or unit
designee. However, an employee may still be required to float if he/she cannot
substantiate the reason for refusing to float.

Section 5: Floating Sequence:

Employees will be floated in the following order:

1.

2.

agency or registry personnel, including contracted registered nurses;

temporary employees;

per diem employees;

solicited volunteers, except that an employee will only float once during any shift;
any employee who is working an additional shift in the following sequence:

a. an employee who is working a scheduled shift (which was scheduled prior to
the publishing of the schedule) while receiving overtime payment;
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an employee who is working an unscheduled shift {(which was not scheduled
prior to the publishing of the schedule), with greater than 24 hours advanced
notice;

an employee who is working an unscheduled shift (less than 24 hours
advanced notice) may refuse to float, without fear of discipline, however, this
employee may also be called off, out of sequence, as a result of the refusal
to float.

6. - All other employees, in the affected cost center/unit, by classification, on a
rotational basis in such a manner that the temporary assignment is equitably
distributed within the cost center/unit by classification (for example: if a registered
nurse is required to float, only a registered nurse can float, a licensed practical
nurse or a cerlified nursing assistant cannot float in place of a registered nurse).
The float must be accomplished on a classification for classification basis.

Section 6:

Criterion for Refusal to Float:

1. An employee may refuse to float without the fear of discipline if:

a.

Section 7:

he/she has been identified to float io an area outside his/her group (i.e.
maternal child, medical-surgical, etc.); or

the employee can show that accepting the float assignment would violate the
Nurse Practice Act or any other applicable law or regulation which governs
any license or certification of an employee and place such
license/certification at risk; or

he/she is working an additional shift, which was not scheduled more than 24
hours in advance; or

he/she was contacted to work an unscheduled shift or overtime with less
than 24 hours advanced notice, if the employee was not informed that
hefshe may be required to float. It is the intent of this section to notify an

‘employee, who is contacted to work an unscheduled shift or overtime, where

he/she will be working; or

an employee who is on stand-by and receiving stand-by pay, shall not be
required to float to another unit during a cali back and no other employee of
the same classification will be floated as a result of the call-back of the
stand-by employee.

Responsibilities of the Charge Nurse or Appropriate Manager or
Designee:

The provisions of this section shall be implemented upon full ratification and approval of
this Agreement.

1. When an employee floats to a new section or a section where he/she has not
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worked in over six (6) months (and at the request of the floated employee), at the
beginning of a shift, the off going charge nurse or appropriate manager, will be
required to stay over (on overtime, if applicable, for no more than 45 minutes) and
orient the employee to the physical location assigned (show the employee his/her
assigned rooms, where supplies are located, where the break room is located etc...)
and to ensure the floated employee has the required knowledge, skills and abilities
needed for the assignment. The charge nurse or appropriate manager or designee
shall be authorized overtime (if applicable), not to exceed 45 minutes to accomplish
the orientation. This overtime shall not be considered fractional overtime and the
charge nurse or designee shall not be subject to discipline.

The charge nurse or appropriate manager is responsible for introducing the floated
employee to histher resource person (which shall be of the same or higher
classification), who is assighed to perform this function for the floated employee’s
shift. If the resource person changes during the shift, the charge nurse or the
appropriate manager on duty is responsible for identifying his/her replacement to
the floated employee.

When an employee floats to a new section for the first time or a section where
he/she has not worked for a period of six (6) months (and at the request of the
floated employee) after the start of his/her shift, it is the responsibility of the
receiving on duty charge nurse or appropriale manager or designee {o orient the
employee to the physical location assigned (show the employee his/her assigned
rooms, where supplies are located, where the break room is located, eic.).

During the orientation, the charge nurse or appropriate manager or designee shall
also be responsible for identifying any medications and/or equipment which is
specific to the unit assigned and orienting the floated employee to the uses of the
medications and/or equipment. Additionally, the charge nurse or appropriate
manager or designee shall orient the floated employee to any section specific
documentation process which may be in place.

In every instance the orientation by the charge nurse or appropriate manager or
designee, of the unit accepting float personnel, shall include at least the following:

a. physical location of rooms, break room, supplies, etc.; and
b. introduction to the resource person; and
C. introduction to medications, documentation processes, unit specific data

entry requirements, and equipment specific to the unit assigned.

Section 8: Responsibilities of the Float Unit:

1.

UMC will make every reasonable effort to ensure that a floated employee will not
receive an assignment that contains all of the highest acuity patients on the floor
nor will the floated employee receive an unusually heavy assignment. Assignments
will be balanced among the empioyees working on the unif, based on acuity and
following prudent nursing standards.
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2. - Atno time will a floated employee be left without a designated resource person.

3. All floated employees will be evaluated at the end of every worked shift.
Consistent, satisfactory performers may be waived to less frequent evaluations.
The charge nurse or appropriate manager or designee shall be responsible for
evaluating the float personnel on the float evaluation form and submitting the form
to the floated employee’s manager at completion of the shift.

Section 9: Ancillary Employees

in addition to the procedures outlined above (with the exception of Section 1, paragraph 4
above) and in the event no work is available for ancillary employees within their Cost
Center, the employee may request to float to an area where their classification needs are
available, prior to being called off.

ARTICLE 40
Access to UMC Services

1. When UMC determines that there is a need for an employee to complete a
mandatory requirement of employment (examples: TB skin test or CPR
certification/re-certification) those services shall be made available on all shifts or
UMC shall provide the appropriate compensation for attending to the mandatory
requirement during non-working hours.

2. With regard to those services affecting all employees (for example, i.e., enrollment
for health/life insurance and section 125 plans) that Human Resources is either
responsible for or provides coordination of, Human Resources will make access to
those services available on all shifts. However, individual employee specific issues
will continue to be addressed during the normal business day.

ARTICLE 41
General Savings Clause

1. If any provision of this document or any application of the document to any person
or persons covered herein be found contrary to Federal Law or the NRS, then this
provision or application shall be deemed invalid except to the extent permitted by
law, but all other provisions thereof shall continue in full force and effect. If there is
any change in Federal Law or the NRS that would invalidate or supplement any
provision of this Agreement, excluding changes in NRS Chapter 288, the parties will
meet to negotiate any change in the Agreement relative to the affected provisions
only. '

2. In the event NRS Chapter 288 is amended, UMC and the Union, through a
committee of not more than five (5) representatives each, will meet within thirty (30)
days of such passage to informally discuss the ramifications, if any, on the current
negotiated Agreement. :
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ARTICLE 42
Entire Agreement

it is intended that this Collective Bargaining Agreement sets forth the full and entire
understanding of the parties regarding the matters set forth herein. Agreements between
the parties that may have been established prior to the signing of this Agreement will
remain in effect unless modified by the terms of this Collective Bargaining Agreement.
UMC and the Union may change or modify this Collective Bargaining Agreement during its
term only by mutual agreement.

ARTICLE 43
Anti-Strike Clause

The Union agrees not to strike. In accordance with NRS 288.070 “Strike” is defined as a

concerted:

1.

2.

Stoppage of work, slowdown or interruption of operations by employees;

Absence from work by employees upon pretext or excuse, such as illness, which is
found in fact; or

Interruption of the operations of UMC by the Union.

ARTICLE 44
Interpreter Pay

For purpose of this Article the following definitions shall apply:

a.

Communication - a dyadic encounter in which information is directly
exchanged between a health care provider and a patient who speak a
common language.

Interpretation - a triadic encounter in which a third person is used to make
communication possible between the health care provider and a patient who
does not speak the same language.

An employee will be eligible to receive interpreter pay provided the following
conditions are met:

C.

The department director recommends for administrator approval the number
of bilingual employees for each shift that will receive the stipend. The
decision as to the number is based on bilingual communication required
during the shift. The director may use as a general rule to determine the
number of required staff that an employee spends more than 15 percent of
his/her time during the day communicating in a second language.

An employee interested in receiving the stipend must successfully pass a
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language assessment and certification process to ensure he/she has the
skills to communicate in Spanish. The assessment and certification process
will be administered by Interpretive Services.

e. If more employees than required for any given shift express an interest and
pass the language certification process, the employees with the most
departmental seniority will receive the stipend.

f. Employees receiving the stipend are required to provide dyadic
communication in Spanish any time they are called upon to do so during
their shift. Triadic communication is encouraged but not required to receive
the stipend under this Article. :

g. The parties further recognize that eligibility for interpreter pay to an employee
is not automatic simply because the employee is bilingual and uses bilingual
skills in the normal course of histher job duties. Except for those
classifications where the sole purpose of the classification is to interpret, if
UMC adds, as a requirement, interpreting to a job description, the employee
will receive interpreter pay provided all the other provisions of this Article are
met. When an employee is required to interpret by his/her supervisor, either
outside of the employee’s classification or outside of the employee’s home
cost center, then the employee may be eligibie for interpreter pay (providing
the requirements of this Article are met).

Interpreter Pay shall be $75.00 per pay period, in the form of a stipend, for each
employee who interprets outside of his/her own classification or Cost Center as
identified in paragraph 2 above. The stipend will not be included in the employee’s
base pay and is not used in the calculation of PERS retirement contributions or
longevity.

Employees eligible for interpreter pay are subject to annual re-authorization and
cerification as identified in paragraph 2 (b) above. However, re-certification
through testing will generally only be required if there are concerns regarding the
employee's competency to interpret, or every two years, whichever is appropriate.

Employees eligible for interpreter pay are required to pass annual competency skills

testing relating specifically to interpretation skills conducted by Interpretive
Services.
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ARTICLE 45
Term of Agreement

This Agreement shall be effective February 21, 2012, and shall remain in effect until the
last day of June 2013, and shall continue from year to year thereafter unless UMC and the
Unien agree to change, amend, modify or terminate this Agreement pursuant to the
provisions of NRS Chapter 288.

For the Uinion: For the County:

Bl ﬁéwama
Al Martinez, President Lawrence Weekly, Chair
SEIU, Logal 1107 UMC Board of Hospital Trustees

Chief Steward, Nursing
SEIU, Local 1107

. a
%atriczza Greaux-Maddox

Chief Steward, Ancillary
SEIU, Local 1107

ﬁ&)eg& é}w@_ﬁ.\*

Gwendolyn Stevens
Vice-President
SEW, Local 1107
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Appendix A

List of Classifications

ACCOUNTING CLERK Al3
ACCOUNTING TECHNICIAN B21
ADMITTING NURSE 42
ADMITTING/DISCHARGE REPRESENTATIVE A13
ADMITTING/DISCHARGE SPECIALIST B21
ADVANCE RESPIRATORY CARE PRACTITIONER B31
ANESTHESIA TECHNICIAN B23
ASSOCIATE IT SUPPORT Al12
BLOOD GAS TECHNICIAN - Al12
BUSINESS SYSTEM ANALYST B32
CARDIAC MONITOR TECHNICIAN A13
CARDIAC SONOGRAPHER B24
CARDIAC SURGICAL TECHNOLOGIST B23
CARDIOVASCULAR INVASIVE PROCEDURES TECHNICIAN B22
CARDIOVASCULAR NON-INVASIVE PROCEDURES TECHNICIAN A13
CERTIFIED NURSING ASSISTANT A13
CHARGE NURSE C43
CHEMISTRY AUTOMATION TECHNOLOGIST C42
CHILD LIFE SPECIALIST c4a1
CLINICAL LABORATORY ASSISTANT A12
CLINICAL LABORATORY ASSISTANT TRAINEE Al1l
CLINICAL LABORATORY TECHNICIAN B22
CLINICAL LABORATORY TECHNOLOGIST C42
CLINICAL SOCIAL WORKER c42
CODER B23
COMMUNICATIONS SPECIALIST B23
COMMUNITY EDUCATOR B22
COMMUNITY RESOURCE SPECIALIST Al3
COMPUTER OPERATOR Al13
COMPUTER TECHNICIAN B22
COOK ' B21
COURIER All
CRITICAL CARE TRANSPORT NURSE _ C43
DATA SECURITY ANALYST c41
DATA SPECIALIST ' B23
DATA TECHNICIAN B21
DATABASE ANALYST ca1
DIETITIAN ca2
DIETITIAN TECHNICIAN B21
DISCHARGE COORDINATOR 831
DISPATCHER A12
EEG TECHNICIAN A12
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EKG TECHNICIAN

ELIGIBILITY FIELD REPRESENTATIVE
ELIGIBILITY FINANCIAL SPECIALIST
ENVIRONMENTAL SERVICES AIDE

ENVIRONMENTAL SERVICES TECHNICIAN

FOOD HANDLER

FOOD SERVICE WORKER
GROUNDSWORKER

HELP DESK SUPPORT

HISTOLOGY TECHNICIAN

INFECTION PREVENTIONIST
INTERPRETER

LPN |

LPN II

MAILROOM ATTENDANT

MANAGED CARE REPRESENTATIVE
MANAGED CARE SPECIALIST
MEDICAL LIBRARIAN

MEDICAL SOCIAL WORKER

MEDICAL SOCIAL WORKER SPECIALIST
MEDICAL TRANSCRIPTIONIST

MRI TECHNOLOGIST

NETWORK ENGINEER

NETWORK SPECIALIST

NUCLEAR MEDICINE TECHNICIAN
NUCLEAR MEDICINE TECHNOLOGIST
NURSE CASE MANAGER

NUTRITION ASSISTANT

OFFICE ASSISTANT

OFFICE SPECIALIST

OFFICE TECHNICIAN

ORTHOPEDIC SPECIALIST
ORTHOPEDIC TECHNICIAN

OSCOPY TECHNICIAN

PATIENT ACCOUNT REPRESENTATIVE
PATIENT ACCOUNT SPECIALIST
PATIENT ATTENDANT

PATIENT RELATIONS COORDINATOR
PATIENT TRANSPORTER
PERFORMANCE IMPROVEMENT NURSE
PHARMACY TECHNICIAN

PHYSICIAN REFERRAL SPECIALIST
POLYSOMNOGRAPHIC TECHNOLOGIST
PRINT SHOP ASSISTANT
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Al2
B22
B22
All
Al2
Al2
All
All
B22
B23
C43
831
822
B23
All
B21
B23
C43
C41
CA2
B21
B32
C41
41
B24
B31
C43
Al2
Al2
B21
Al3
B23
B22
B21
Al3
B21
AO08
B21
All
€43
B21
Ai3
B24
Aill



PRINT SHOP TECHNICIAN

PROGRAMMER ANALYST

PUBLIC SAFETY OFFICER

PULMONARY FUNCTION TECHNOLOGIST
PURCHASING ANALYST

RADIOLOGY ASSISTANT

RADIOLOGY TECHNICIAN

RECEPTIONIST

REGISTERED NURSE

REGISTERED RADIOLOGY TECHNOLOGIST
REHABILITATION EVALUATOR
REHABILITATION STAFF THERAPIST
REHABILITATION THERAPY ASSISTANT
REHABILITATION THERAPY TECHNICIAN
RESPIRATORY CARE COORDINATOR
RESPIRATORY CARE PRACTITIONER
SECRETARY

SENIOR BUSINESS SYSTEM ANALYST
SENIOR CARDIAC SONOGRAFHER

SENIOR CLINICAL LABABORATORY ASSISTANT
SENIOR COMPUTER OPERATOR

SENIOR COMPUTER TECHNICIAN

SENIOR EEG TECHNICIAN

SENIOR EKG TECHNICIAN

SENIOR ELIGIBILITY FINANCIAL SPECIALIST
SENIOR ENVIRONMENTAL SERVICES AIDE
SENIOR FOOD SERVICE WORKER

SENIOR HELP DESK SUPPORT

SENIOR MRE TECHNOLOGIST

SENIOR NETWORK ENGINEER

SENIOR NUCLEAR MEDICINE TECHNOLOGIST
SENIOR PHARMACY TECHNICIAN

SENIOR PHYSICIAN REFERAL SPECIALIST
SENIOR PROGRAMMER ANALYST

SENIOR PURCHASING ANALYST

SENIOR REGISTERED RADIOLOGY TECHNOLOGIST
SENIOR REHABILITATION THERAPIST
SENIOR SPECIALTY IMAGING TECHNOLOGIST
SENIOR STERILE PROCESSING TECHNICIAN
SENIOR SURGICAL TECHNOLOGIST
SENIOR SYSTEM ADMINISTRATOR

SENIOR ULTRASOUND TECHNOLOGIST
SERVICE RESPONSE REPRESENTATIVE
SHUTTLE DRIVER
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Al2
C41

A12

B23
B22
All
B22
All
c42
B23
€42
C42
B22
Al2
B32
B23
Ai3
C41
B31
Al3
B21
B23
B21
B21
823
Al2
Al3
B23
Ca1
Ca2
B32
B22
B21
C42
C41
B32
C43
B32
Al3
B24
Ca2
B32
B21
Al2



SPECIALTY IMAGING TECHNOLOGISY
STERILE PROCESSING TECHNICIAN
SURGERY SCHEDULER

SURGICAL TECHNOLOGIST

SYSTEM ADMINISTRATOR
TELECOMMUNICATIONS GPERATOR
TRANSPLANT SERVICES ASSISTANT
ULTRASCUND TECHNICIAN
ULTRASCUND TECHNOLOGIST

UNIT CLERK

UTILIZATION REVIEW NURSE
WAREHOUSE SPECIALIST
WAREHOUSE TECHNICIAN

WEB DEVELOPER
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B31
All
Al3

B22

€41
All
A3
B24
B31
Al3
Ca3
B21
All
Ca1



Grade Minimum
A8 $10.44
AQS $11.10
A10 $11.81
A1 $12.56
Al2 $13.31
A13 $14.11
B21 $14.86
B22 $15.86
B23 $16.80
B24 $17.82
B31 $18.88
B32 $20.01
C41 $21.21
C42 $22.49
C43 $23.84

Special Per Diem Rates

Advanced Respiratory Care Practitioner

Cardiac Sonographer

Appendix B
Salary Ranges
Reflects 2% Salary Reduction & PERS Adjustment

Midpoint

$13.31
$14.15
$15.05
$16.01
$16.97
$17.99
$19.07
$20.23
$21.42
$22.72
$24.07
$25.51
$27.04
$28.67
$30.39

Cardiovascular Invasive Procedures Technologist

Chemistry Automation Technologist
Clinical Laboratory Technician
Clinical Laboratory Technologist
Histology Technician

PN

LPNII

Medical Transcriptionist

MRi Technologist

Nuclear Medicine Technician
Nuclear Medicine Technologist
Radiology Technician

Registered Nurse

Registered Nurse (Critical Care)
Registered Radioclogy Technologist
Rehabilitation Staff Therapist
Respiratory Care Practitioner
Specialty Imaging Technologist
Ultrasound Fechnician

Ultrasound Technologist

L2y

Maximum

$16.18
$17.20
$18.30
$19.47
$20.63
$21.87
$23.18
$24.59
$26.04
$27.62
$29.26
$31.01
$32.87
$34.86
$36.95

Per Diem

$12.28
$13.06
$13.89
$14.78
$15.66
$16.81
$17.60
$18.85
$19.78
$20.95
$22.22
$23.56
$24.96
$26.46
$28.05

$37.16
$37.16
$31.20
$37.04
$26.13
$37.04
$27.69
$26.13
$27.69
$23.25
$38.40
$35.06
$37.16
$26.13
$42.59
$44.78
$33.08
$53.66
$33.08
$37.16
$35.06
$39.40



APPENDIX C

UMC SUBSTANCE ABUSE PROGRAM

OBSERVATION/INCIDENT REPORT

O Reasonable Cause 0 Post-Accident {(check one)

Date of Report Time of Day

Name of Observed Employee

Location of Observation

Observer

Name _ Signature

Position 1 2™ Other (Supervisor)

Reasonable Cause Testing:

Reasonable cause for testing is a belief that an employee is under the influence of a drug and/or alcohol based on
specific facts and/or reasonable inferences derived from those facts. An observing supervisor shall describe and
document the following:

Specific observations concerning the appearance, behavior, speech or performance of the employee; and/or

Violation of a safety rule or other unsafe work incident which, after investigation, leads the supervisor(s) to believe that
drug and/or alcohol use may be a confributing factor; and/or

Other physical, circumstantial or immediate indicators of drug and/or alcohol use.

Post-Accident Testing:

An employee involved in an accident while on duty may be required to undergo a drug and alcohol test when it is
determined the employee contributed to the accident or cannot be completely discounted as a contributing factor to the
accident. An cbserving supetrvisor shall describe and document the following:

Pescription of accident

Resulting personal injury; and/for

Resulting property damage.

REASCONABLE CAUSE INDICATORS OR ACCIDENT SUMMARY:

{Continue on side 2 and/or attach additional sheets if necessary)
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Associated with reasonable cause indicators and/or accidents are a variety of "warning signs" which usually appear on
the job. Check the symptom or symptoms you have observed in the employee.

Drowsiness Watery, glassy, red eyes
Constricted (small pupils) Hallucinations

Euphoria (elevated mood) Relaxed inhibitions
Extreme mood changes Disariented behavior
Poor fime/distance perception Slurred speech

T

Exaggerated sense of ability Excessively talkative

Poor hand/eye coordination Wanders aimlessly

Excessive irritability Depression

Rapid or slow breathing Rapid speech

Stares off into space Staggering walk

Drunk hehavior with or without odor of alcohol Violent behavior
Other

ACTIONS TAKEN:

COMMENTS BY EMPLOYEE:

CONTINUATION FROM FIRST PAGE IF NECESSARY:

{PLEASE ENSURE CONFIDENTIALITY OF REPORT IN DISTRIBUTION)
TESTING PROCEDURES CHECKLIST:

Compiete and send Observation/incident Report {(Section 4 (a))

Advise employee of right to request second supervisor (Section 4 (b}}

Advise employee of right to Unicn representation (Section 4 (¢))

Advise employee of leave procedures (Section 4 (e}}

Advise employee of refusal to test policy (Section 4 (g}))

Contact QUEST Laboratories to dispatch the mobile phlebotomy depariment to conduct toxicology
collections for a drug and alcohol screening at (702) 733-7866, extension 3448 (voice mail}. Leave
your name and telephone number so that QUEST may return the call.

Have the employee complete the QUEST coliection form, authorizing the collection form, autherizing
the collection of the sample :

Make arrangements for transporting employee to collection site and home {Section 4 (d)). DO NOT
ALLOW THE EMPLOYEE TO DRIVE HOME.

T

a

cec: Department Head
Employee Relations - Human Resources
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APPENDIX D
RELEASE TO RETURN TO DUTY STATEMENT
UMC HUMAN RESOURCES

Completion of this statement implies that the employee is ready to return to duty based on histher substance abuse issues. This
statement releases the employee to return to duty in accordance with the UMC Substance Abuse Policy and is to be completed by the
physician or treatment provider. The employee must present the completed form te his/her supervisor prior to retuming fo work.

Employee Name: 55N

Department; Division;

Treatment |ntake Date: Expected Length of Treatment;

Is treatment expected to interfere with the employee’s regular work schedule? If yes, please specify:
Has the employee begun treatment? If no, please indicate expected start date:

If you are a medical director, please list any substance abuse-related restrictions/fiimitations that may affect this employee’s ability to
perform his/her job:

(Please attach additionat sheets if necessary)

PRINT PHYSICIAN/PROVIDER NAME SIGNATURE TITLE/CREDENTIALS DATE

PROGRAM NAME (if applicabie) ADDRESS PHONE NO
DISTRIBUTION: WHITE - Employee CANARY -Employee’s Department Head PINK - UMC Human Resources
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APPENDIX E
Definitions

Unless the context otherwise requires, the words and terms used in this Agreement
shall have the meanings ascribed to them below. Any words or terms not ascribed
below shall be interpreted in their context as such appears in this Agreement and, if
no context is apparent, shall be given their plain and ordinary meaning.

ADMINISTRATIVE DIVISION HEAD: the Administrator responsible for providing
direction to a series of departments. Normally has an Administrator title.

ADMINISTRATIVE EMPLOYEE: means any employee whose primary duties
consist of work directly related to management policies, who cusiomarily exercises
discretion and independent judgment and regularly assists an executive. In addition,
it includes the Chief Administrative Officer, his/her deputy and immediate assistants,
Department Heads, their deputies and immediate assistants, attorneys, appointed
- officials and others who are primarily responsible for formulating and administering
management policy and programs. (NRS 288.025)

BASE SALARY: that rate of pay provided to an employee as compensation
reflected in the salary appendix(es) in exchange for services provided exclusive of
any cash or non-cash benefits.

BREAK IN SERVICE: those periods during which an employee is not in pay status
and ineligible to accrue CAL, EIB, longevity, and other benefits unless otherwise
delineated in the Agreement.

CERTIFICATE OF FITNESS: a signed statement from a state licensed health care
provider indicating whether an employee is medically able to perform regularly
assigned duties without restriction or limitation.

CERTIFICATE OF ILLNESS: a statement signed by a state licensed health care
provider describing the type and extend of disability causing absence from job
duties. Such statement (if the employee contends that the absence is an FMLA
qualifying event) shall contain information establishing the illness as a serious health
condition, and thus may qualify for FMLA protection. In all events the certification of
illness shall contain the providers opinion of when the employee will be able to return
to assigned job duties.

CONFIDENTIAL EMPLOYEE: an employee occupying a position which by the
nature of its duties is involved in decisions of management affecting collective
bargaining. Confidential employees are not covered by this Agreement. (NRS
288.170 (6))

CONTINUOUS SERVICE: that service commencing with appointment to a

permanent budgeted position and continuing until separation from UMC service
minus any breaks in service.
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DEMOTION: the movement of an employee from one classification to another
classification with a lower salary range.

DEPARTMENT HEAD: a subordinate to the Administrative Division Head who has
administrative and operational responsibility for a work unit (normally an employee
with the director or manager or equivalent classification).

DRUGS: shall include but not be limited to sedatives (e.g. Valium, downers,
stimulants (e.g., speed and uppers), hallucinogens (e.g. LSD), cocaine, crack,
cannabinoids (e.g. marijuana, opiates, phencyclidine (PCP), and volatile solvents
(inhalants).

DRUG AND ALCOHOL TEST: for the purposes of the substance abuse policy, drug
and alcohol test means a test for the detection of at least the following: alcohol,
amphetamines, barbiturates, cocaine, propoxyphene, benzodaizepines, marijuana,
methadone, methaqualone, opiates, and phencyclidine (PCP).

FIRST SUPERVISOR: a supervisor from any department, who has been through the
supervisor training program specified in Article 36 of this Agreement, who first
observes different or abnormal behavior of an employee.

FTE: full time equivalent. A full ime employee is a 1.0 FTE. A 36 hour employees
are a .9 FTE. A 20 hour a week employee is a .5 FTE.

ILLEGAL DRUGS: any drug (a) which is not legally obtainable; or (b) which is
legally obtainable but has not been legally obtained. The term includes prescribed
drugs not legally obtained and prescribed drugs not being used for prescribed
purposes.

LEGAL DRUG: prescribed drugs and over-the-counter drugs which have been
legally obtained and are being used for the purpose for which they were prescribed
or manufactured.

MERITORIOUS: that level of performance which has been established by the
Department Head or his/her designee to be worthy of special recognition in the form
of a merit increase for eligible employees.

ON DUTY: assigned work hours excluding paid and unpaid ieaves.

OVERTIME: scheduled or unscheduled hours worked in excess of assigned shift (8,
10, or 12) or in excess of forty (40) during the workweek.

PART TIME EMPLOYEE: an employee who is hired to fill a part-time position as a

.7 FTE (28 hours per week) or less. Benefits are prorated based on the number of
hours regularly scheduled to work.
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PROBATIONARY EMPLOYEE: an employee who is hired to fill a budgeted position,
but has not completed the probationary period as defined in this Agreement.

PROMOTION: the movement of an employee from one classification to another
classification in a higher salary range.

QUALIFYING PERIOD: an initial period served in a position by a regular full or part-
time employee as a result of a promotion, voluntary transfer or voluntary demotion.

REASSIGNMENT: any non-disciplinary movement of an employee from one position
to another position for which he/she qualifies as established in the job description. A
reassignment may also take place by the non-disciplinary movement of an employee
from one work unit to another in the same classification for the purposes of staffing
or operational needs of either work unit.

RECALL: the procedure under the provisions of Article 12 of this Agreement for the
return of employees who have been laid off.

REINSTATEMENT: the restoring of a regular full or part-time employee to his/her
previous position under the provisions of the disciplinary process.

SALARY ADJUSTMENT: the progression from a lower pay level in a salary range to
a higher pay level within the same salary range.

SANMHSA: Substance Abuse Mental Health Services Administration.

SECOND SUPERVISOR: a supervisor from any department, who has been through
the supervisor training program specified in this policy, who is called in to assist in
the assessment of the different or abnormal behavior of an employee.

SERVICE CONNECTED DISABILITY: physical or mental incapacity resulting from
an injury by accident or an occupational disease or injury arising out of and in the
course of employment which prevents an employee from engaging in assigned job
duties and for which he/she is eligible for workers compensation benefits.

STRIKE
a. Engaging in any slowdown, interruption of work or operation or
concentrated stoppage of work;
b. absence from work upon any pretext or excuse such as iliness, which
is not founded in fact, against the UMC; or
C. any other intentional interruption of the operations of the UMC.

SUBSTANCE ABUSE: the misuse or illicit use of aicohol and/or drugs including
controlled substances.
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SUPERVISOR: any individual having authority in the interest of the employer to
hire, transfer, suspend, lay off, recall, promote, discharge, assign, reward or
discipline other employees or responsibility to direct them, to adjust their grievances
or effectively to recommend such action, if in connection with the foregoing, the
exercise of such authority is not of a merely routine or clerical nature, but requires
the use of independent judgment. The exercise of such authority shaill not be
deemed to place the employee in supervisory employee status unless the exercise
of such authority occupies a significant portion of the employee's workday. (NRS
288.075 (1))

SUSPENSION: a temporary break in service without pay resuiting from a disciplinary
action or a pending disciplinary action.

TEMPORARY EMPLOYEE: an individual employed in a position established for a
specific period of time, or for the duration of a specific project or group of
assignments, but nc_)t fo exceed 119 days worked under any circumstance.

TRANSFER: the movement of an employee from a position in one work unit of UMC
to another work unit of UMC within the same classification or an equivalent
classification.

VERBAL COUNSELING NOTICE: documented corrective counseling for the
purpose of addressing employment/performance concerns of an employee and is
not in any manner to be construed as a form of discipline. As such, a verbal
counseling notice shall not be considered admissible as evidence with respect to
any disciplinary hearing held pursuant to Article 9, Grievance and Arbitration
Procedure, unless and only if the employee, or the Union asserts at the hearing that
the employee (grievant) was not counseled prior to the discipline which is the subject
of the hearing. In all events, any verbal counseling notice shall be expunged from
the employee’s personnel file, pursuant to Article 6, Section 5, Employee Rights.

VOLUNTEER: a person in a non-budgeted position who performs assigned duties
without compensation.

WORKDAY: as referred in all articles of this Agreement, the official workday begins
at 12:01 a.m. and ends at midnight each day of the week.

WORK WEEK: seven (7) consecutive days beginning at 10:47 p.m. Sunday night
and continuing to 10:46 p.m. the following Sunday seven (7) days later.
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Memorandum of Understanding
Between

University Medical Center
and
Service Employees International Union, Local 1107

Staffing, Education and Underfill Positions

1. The parties agree that the following outstanding issues are complex and
warrant review and discussion outside of the regular collective bargaining
process:

a. Staffing Ratios

b. Education (ex. Taft-Hartley, Certifications, Modalities, Clinical Ladders,
Preceptors and other related items)

¢. Underfill Positions

2. The committee will consist of 12 members ~ 6 selected by the Union and 6
selected by Management. Both the Union and Management will select will
select co-chairs from their respective representatives to the committee.
Additional representatives and experts may attend at the invitation of the
committee.

3. The committee’s first order of business is to set a meeting schedule and a
tentative completion (that shall be no later than 4 months from the start of
negotiations).

If the length of the contract is shorter than the timelines specified herein both parties

agree to continue these discussions in the normal course of the collective bargaining
process.
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Memorandum Of Understanding
Between

University Medical Center
‘ and
Service Employees International Union, Local 1107

Market Salary Study Committee

1. During contract negotiations between the parties the Union represented to
UMC that there may be a few (number not specified) classifications where
the salary range may have fallen behind the competitive market.

2. In an effort to review the salaries for these classifications, the parties
agree to establish a Committee of six (68) members tfo identify
classifications that may be under compensated according to established
market standards and comparable UMC classifications. Three (3)
members of the Committee will be selected by UMC and three (3)
members will be selected by the Union.

3. The Committee will meet within 14 days after the sighing of the collective
bargaining agreement (date of Board of Trustee Approval) to begin
discussing positions to be reviewed. Within 30 days of the first meeting,
the Committee will present to Human Resources the classifications to be
audited and any supporting documentation.

4. Human Resources will conduct audits based on an agreed upon time
schedule considering the number of classifications to be reviewed. As
audits are completed, the results will be presented to the committee for
additional input and consideration.

Considering the information provided by the Committee, Human Resources will

complete the audit and present its findings to the UMC’s Position Review Committee
for final approval and implementation.
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Memorandum of Understanding
Between

University Medical Center
and
Service Employees International Union, Local 1107

Subcontracting

The parties herby agree to the establishment of an equally seated (12) twelve
member committee to discuss the process and the reasons why the County
contracts out certain goods and services.

Within 30 days from the full ratification of this agreement, the union shall appoint six
(6) members to the committee and the County shall appoint three (3) members and
UMC shall appoint three (3) members.

The Commitiee shall meet as often as agreed upon, however no less than once
every month and the employees shall be compensated at their regular rate of pay.

The initiation sessions shall include a thorough presentation concerning the current
process utilized. Committee members and the union staff working with them shall
have access to all information currently held by the County regarding contracts over
the past five (5) years. The Committee members can request that in contracts going
forward, the County simply add a question on all RFP’s that requests a statement of
the pay and benefits of employees who will perform any services.

in no less than six (6) months and no more than twelve (12) months, the parties
agree to a re-opener to meet and confer regarding this subject.
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Letter Of Agreement
Between

University Medical Center
and
Service Employees International Union, Local 1107

Article 36, University Medical Center’s Substance Abuse Policy

During the course of negotiations, the parties discussed their mutual recognition of
the sensitivity pertaining to those employees seeking assistance under the auspices
of the Employee Assistance Program, and the increased likelihood of employees
seeking such assistance voluntarily as well as enhanced opportunities for success
for those required to seek treatment which would result from the establishment of
alternative treatment environment.

To that end, the parties agree to make available to employees seeking
treatment/counseling under the auspices of the EAP, whether on a voluntary basis,
or mandated basis the following options which shall be communicated to the
employee at the time they sign their Last Chance Agreement or voluntarily seek
assistance.

1. At the time an employee signs a Last Chance Agreement, or otherwise
voluntarily seeks assistance, they shall be advised that EAP counseling is
available at off-site locations upon request.

2. Employees will also be advised at that juncture in time that in the event they
have a bona fide conflict with UMC’s EAP that would diminish the potential for
successful treatment that, in such case an alternative EAP counselor,
{outside UMC) shall be offered.

3. UMC’s EAP will produce a brochure indicating paragraphs one (1) and two (2)

above, which will be provided fo affected employees and placed for general
distribution at both on-site and off-site facilities.
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Letter Of Agreement
Between

University Medical Center |
and
Service Employees International Union, Local 1107

Supervision

The parties agree that all job classifications currently included in the bargaining unit
are not supervisory as defined in NRS 288.
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Letter Of Agreement
Between

University Medical Center
and
Service Employees International Union, Local 1107

Market Study

The parties agree that, pursuant to Article 14.4, UMC shall implement market-based
salary ranges for those classifications that have been determined to be below
market. Only employees in those classifications will be adjusted. No employee will
have a reduction in pay as a result of the implementation of this market study.
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NEVA DA

SERVICE EMPLOYEES
INTERNATIONAL UNION
LOCAL 1107, CTW, CEC

3785 E. Sunset Drive
Las Vegas, NV 89120

sHonE 702-384-8849
FAx 702:386:4883

W seiuivarg

On May 23, 2012 SEIU Local 1107 (the “Union”) met with
representatives of Clark County and UMC, respectively, concerning the
temporary twelve (12) month freeze on longevity increases provided by
Article 32 of the Clark County Supervisor unit and Clark Gounty
General unit collective bargaining agreements and Article 27 of the
UMC collective bargaining agreement, Specifically, the parties disputed
how and when the freeze in longevity increases is to take place.

The parties reserve their respective positions but wish to amicably
settle and resolve this matter without resort fo formal proceedings and
therefore enter the following settiement agreement, which is reached on
a non-precedential, non-referral basis, except as to enforce this
settlement.

1. The freeze on longevity pay increases will take place in year 2 of the
respective collective bargaining agreements as follows:

« Clark County General and Supervisor units: For the first year of
the agreement (February 7, 2012 through February 6, 2013), eligible
employees from Clark County's Supervisory and Non-Supervisory units
will continue to receive increases to thelr longevity pay. For the year
that follows (February 7, 2013 through February 6, 2014), longevity
increases will be impacted by the "freeze",

» UMC: For the first year of the agreement (February 21, 2012
through February 20, 2013}, eligible employees from UMC will continue
to receive increases to their longevity pay. For the year that follows
(February 21, 2013 through February 20, 2014) longevity increases will
be impacted by the "freeze®.

2. Per the coliective bargaining agreements, the amount of money an
employee receives for their longevity pay is determined by 1} years of
credible service 2) current rate of pay, and 3) 0.57 of 1% of base
salary (or at UMC, a flat dollar amount for part-time employees and for
those with an annual base salary under $14,000.00).

+ During each bargaining unit's respective "freeze period”, the
method of calculating longevity pay will not change with the exception
that the first variable - years of credible service - will be "frozen”. In
other words, with regards to calcutating longevity pay, "years of credible
service" in year two of the current agreement will be the same as itwas
in year one of the current agreement




» Atthe conclusion of each unit's "freeze period”, employees' years of credible
service will 'snap-back' to thelr actual years of credible service

3. Eligibility for longevity pay, shall remain status quo, as per the contracts and shall not
be impacted or effected by any freeze on longevity Increases. No employee will become
ineligible to receive longevity pay as a result of the implementation of freezes on
longevity increases. Employees going from seven (7) to eight (8) years of cradible
service at any point during the life of this agreement will be entitled to receive their
longevity pay.

For the Union: For Clark County:

.l &Qw

Healtheare Division Director
SEW Local 1107

For UMC:

J6hin EspinoZd
Chief Human Resource Officer
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