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ARTICLE 1
Agreement

This Agreement is made and entered into on October 15, 2024, 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 resuit 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 ordinarices, 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 comp!eted W|th|n six (6) months
of final ratification-of the Agreement. ' S

ARTICLE 3
Recognition

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.

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 assignment to the Union Executive
Director or other Union officer designated in writing 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
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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 D

C. Confidential employees as defined in Appendix D

d. ZTer_np’ora_ry empioyees to the exte_nt defined in Section 4 of this Article

e. ‘Vol"u'n.teérs B | o |

f. | Students, re.'sidenfs,?énd interns

The term "emporary employee" shall be defined as an individual empioyed 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.

- Subjec';ti‘ 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 present 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 shall provide by the 15" 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.
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b. Each report shall be submitted in alphabetical order and in an available format
and media mutually agreed to by the Union and UMC

C. Each report shall list the following information: employee’s name, cell phone,
home phone, personal email (if any of the items are collected),
PRNR, home address, member/non-member status, classification (job titie),
employment status (full time, part time, or per-diem, or limited term),
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

identify the previous department, the new departmenit, the effective date of the
~ transfer. S : ' ‘ ‘ o
o 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 15! of each month.

- ARTICLE4
" Digcrimination Clause

Pursuant to applicable local, state, or federal equal opportunity laws, 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, national origin,
religion, sex, sexual orientation, gender identity or expression, age (40+),
disability, pregnancy, genetic information, 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 Aricle 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 exciuding the right to 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.

b. 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.

C. 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.

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

e Determine the quality and quantity of services to be offered to the public, the

means and methods of offering those services, and to chapge such methods o

or procedures, mcludmg the use of new equipment or facilities. -

f..  Extend, limit, curtail or subcontract its operations, mc[udlng the right to _use
~ the services of registry/agency personnel. -

g. Promulgate, revise and modify rules, reguiations and personnel policies.

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

AE] nghts and respons,lbslstles of UMC not spec;flcally mOd{erd 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 Executive Director or other Union officer designated
in writing thirty (30) calendar days in advance of implementation. Prior to
impiementation, 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, if the
employee requests it.

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.
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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 non-membership 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 their human resources personnel file. An employee's Union
representative may review and photocopy any and all documents contained in the
personnel file. There is only one (1) human resources personnel file. It is understood
that the human resources 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 human
resources 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 their human resources 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 twenty-one (21)
calendar days from the date such material was presented to the employee and to
have such response placed in the file. Management will make every
reasonable effort to send the annual performance review to the employee
thirty (30) calendar days from the employee’s anniversary. An employee
who wishes to discuss their performance evaluation with the evaluator's supervisor
may request to do so, in writing, within seven (7) calendar days of the initial
evaluation. This meeting will be held within twenty-one (21) calendar 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 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.

Within 90 days of ratification of the 2024 successor agreement, UMC will meet and

confer with the Union on the creation of a consistent template to be used when issuing
an employee a management directive.
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Any disciplinary action (written warnings and suspensions) issued will automatically

be removed after twelve (12) 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.

UMC and SEIU, Local 1107 shall not tolerate harassment or unprofessional
conhduct by any employee (regardiess 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 fourteen (14) calendar
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 fourteen (14) calendar 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 thréats of discipline without action ultimétely béing faken
" b. ‘;Thr'ea‘t.s of Vibfence toWa,rd another persbn ,
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 ' L

e. Reprimands in public

f. Retaliation for registering or responding to a complaint through the chain of
command or established reporting mechanism.

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 fold 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 their
legal rights, UMC will identify for the employee the reason for the meeting and give
the employee reasonable time to obtain a Union representative of their 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 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
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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 full-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 fimited 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 empioyee has been in the light duty assignment.

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

ARTICLE 7
Union Rights

UMC and the Union recognize and agree that the activities conducted on behalf of the

- “Union by its Officers,  Stéwards, 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 to making such adjustment. Occasionally it
may be necessary to make an immediate adjustment due to emergent situations. In
such cases, the Union Executive Director or other officer designated in writing 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 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,

[7]



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, except for patient care areas and any restricted access areas, at reasonable
times. This access shall include employee breakrooms. Such
visitations shall be for the reasons of the administration of this Agreement.
Representatives shall provide the Chief Human Resources Officer reasonable notice
with the purpose for the visit prior to such visitations. Non-employee representatives
may be required to be escorted by an individual Union member approved by the Chief
Human Resources Offlcer while on the premises.

‘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
' empioyees non- work time, mc[udlng but not limited to breaks and meal breaks -

UMC reserves the right to designate a meetlng 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 representatlves shall submit a
release time férm, which shall be madé available in’ the department, to their
immediate supervisor in order to receive release time from duty each time they
conduct Union business. The representative shall not leave their respective
department until they have 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 their 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 nofified 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 their 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) 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
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representative who is on authorized leave or is otherwise unavailable. If no Union
representative is available, the employee may use an employee of their choice.
Employees using union release time are responsible for accurate and timely reporting
of hours. :

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/suspensionftermination 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 Officer 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 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. One (1) newly
elected or appointed steward may accompany a steward, and
one (1) new hire or appointed UMC leader, hearing officer, or
HR Representative may accompany UMC leadership, to attend
meetings or hearings as a silent observer during the first sixty (60) days of
their appointment (steward)/new hire or appointment (mgmt./hearing officer/HR). The
silent observer may be released by their supervisor if operational demands aliow
- and-use Union bank time (approved by SEIU) if attendance is during the steward’s
normal work time. Employees using union release time are responsible for accurate
and timely reporting of hours.

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 340 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. Use of these hours must be approved by two
of the Chief Stewards of UMC. If Union bank hours are exceeded, the employee
shall be given the option to use Consolidated Annual Leave or Voluntary Unpaid
Leave 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. Bank hours may be
denied based on operational demands. Employees using union release time are
responsible for accurate and timely reporting of 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
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10.

11.

12.

13.

14.

number of team members and observers attending negotiation sessions.

If the Union President is an employee of UMC, they 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 their
service as President, they shall be returned to their previous position without loss
of any status or benefit governed by this Agreement.

The Union Chief Stewards shall be provided a combined 48 hours release time
each week with pay including premiums and the accrual of all earned benefits in
order to conduct duties associated with their office, or if the Union chooses, two (2)
or more Chief Stewards each shall be granted a portion of the 48 hours release
time for the week as agreed to by the Chief Stewards and the President of the Union.
When an employee has completed their services as a Chief Steward they shall
be returned to their 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, not to exceed 48 hours
aggregate. If one of the Union Chief Stewards is not available, the President of the
Union may designate the Vice President or one of the other Stewards to receive the

~ release time normally assigned to that Chief Steward.

The Union Chief Stewards or their designee shall be allowed thirty (30) minutes’
during Human Resources New Hire 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 fo 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 Unicon elections;

f. reports of standing committees and independent arms of the Union: and,

g. pubiications, 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 empibyeés,wﬁo 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 to 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 Human Resources, in writing, the current rate of
membership dues. Once the Union provides an employee signed or authorized
dues deduction form to UMC either in paper or electronic form, 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 receipt of the dues deduction form. Dues shall be
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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).

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

UMC shall deduct from each employee’s check an amount voluntarily 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 to the Union by UMC on a
monthly, bi-weekly or weekly basis coinciding with the pay pericds of UMC,
whichever the Union requests (with thirty (30) calendar days advance notice {o
Human Resources).

. . ARTICLE 9
Grigvance 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 dispule 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 behalf of an employee(s) covered by this
Agreement alleging a violation of the terms and provisions of this Agreement.

Grievances shall be handled in the following manner {excluding those issues that
fall under the purview of Section 3 and Section 4 below or Suspension Pending
Termination , which will start at Step 2):

Step 1 - Meeting

a. The intent of a Step One meeting is for the employee or the Union on behalf
of the employee to meet with the employee’s Director (e.g. Assistant Director,
Executive Director) to review the facts regarding the dispute and to hold an
informal discussion as to any potential resolution or mitigation of the dispute.
It is during this meeting that the Director may agree to modify disciplinary
actions. The employee or the Union on behalf of the employee must request,
in writing, within fourteen (14) calendar 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, o meet with the aggrieved
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employee’s Director, in an effort to resolve the issue. The Step 1 meeting
shall take place within twenty-one (21) calendar days of the date the request
is received by the Director uniess mutually agreed to extend the date of the
meeting. If no such meeting is held, the grievance shall automatically be
considered appealed to Step 2.

The Step 1 meeting includes the Director, 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. Unless mutually
agreed to, the parties agree that the number of UMC and Union
representatives present at the meeting will be equal. 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 seven
(7) calendar days prior to the scheduled hearing date. The Union, likewise,
shall provide a copy of all documentation, including withess statements, it
intends to use in the hearing, at least seven (7) calendar days prior to the

-scheduled hearing date. At the Union’s request and with the approval of the _

employee, the Union steward may meet privately with the Director in an effort -
to resolve the dispute amicably. Any decision by the Union steward and
Director must also be approved by the employee. If an Agreement is reached,
the parties agree not to further pursue the grievance procedure. Last chance
Agreements must be signed by the Director, Union Executive Director and the

emplioyee affected by Agreement.

The parties may agree to a resolution at the meeting which will be summarized

in writing by the Director. However, the Director may also request time to
consider potential resolutions. Within seven (7) calendar days of the
completion of the Step 1 meeting, the Director shall communicate in writing
their decision regarding the dispute. The Director shall provide a copy of their -
communication to the grievant, the Union Chief Steward (and Union Steward
if applicable) and Human Resources. In the event the Director does not
respond within the seven (7) calendar days as herein provided or the parties
have not mutually agreed to extend the timeline, the grievance shall be
considered granted in the employee’s favor.

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
Department Director, with a copy to Chief Human Resources
Officer via email, or hand delivered within fourteen (14) calendar
days after receiving the Step 1 decision, unless automatically appealed as
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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 the email
date stamp or Human Resources' date stamped receipt of the filed grievance.

Human Resources, in conjunction with the employee(s), or the Union on
behalf of the employee(s), shall make every reasonable effort
to coordinate jointly within fourteen (14) calendar days of receipt of
the grievance to select: 1) the Hearing Officer(s) to preside over the step 2
hearing (by mutual Agreement and, the parties may agree to select a panel of
three members to hear the grievance) and; 2) a mutually agreeable time and
date to conduct the hearing. No hearing officer shall hear a case in which they

' participated in the investigation or decision. Once the selection of the Hearing

Officer(s) and date has been completed, UMC shall verify the availability of the
‘Hearing Officer(s) 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(s) or agree to change the date of the hearing to meet
the availability of the Hearing Officer(s). 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 twenty-one (21) calendar days from the date the appeal,
at Step 2, is received by Human Resources. The date of the hearing may be
extended by mutual Agreement of the parties. Any and alli 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 seven (7) calendar 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 seven (7) calendar days prior to the scheduled hearing date.
Neither party will provide the Hearing Officer information about the content of
the grievance beyond the Grievant's name prior to the hearing date. The
Hearing Officer(s) will render a written decision seven (7) calendar days of the
conclusion of the Step 2 hearing, unless an extension of time is agreed upon
by all parties. The Hearing Officer(s) shall provide a copy of the decision to
the grievant, the Union Chief Steward and Human Resources. The Hearing
Officer(s) may uphoid, modify, or reverse the action taken.

The hearing will be conducted in an informal manner and shall not follow formal
rules of evidence. The employee may represent themselves or be represented
by a Chief Steward of the Union, a Union Staff Representative, or Chief Steward
designee (employee of UMC). Unless mutually agreed to, the parties agree
that the number of UMC and Union representatives present at the meeting will
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be equal. The employee or representative shall be given an explanation of the
evidence against them, and shall be given an opportunity to respond to all
specified allegations. The hearing officer(s) shall admit all presented evidence
and provide weight they believe the evidence deserves in rendering their
decision. There will not be witnesses called as a general rule; however, the
hearing officer(s) has the right to call a particular witness and ask the witness
questions. Oral witness testimony, as requested by the Hearing Officer(s), must
be during the hearing process. Neither management nor the employee or their
representative will be allowed to question any witnesses.

e. 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.

f. A settlement of a grievance (including but not limited to a Last Chance
: Agreement), can occur at any step of the grievance and arbitration process.
Any settlement will be reduced to writing as a non-precedent agreement and

shall be consistent with the terms of this Agreement.

' Step 3 - Arbitration . -

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 seven (7) calendar days following the day of the decision of Step 2.

Arbitrator Selection: Both parties shall jointly request the Federal Mediation and
Conciliation Service (FMCS) to furnish a panel of seven (7) arbitrators who are
members of the National Academy of Arbitrators from which the arbitrator shall be
selected. Failure on the part of the Union or employee to submit a request to FMCS
within 30 calendar days of the Step 2 hearing decision will result in the grievance
being abandoned and the Step 2 hearing decision will prevail. Such selection shall
be accomplished by the Union and the Chief Human Resource Officer 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.

a. Both parties will make every effort to mutually set forth the issue(s) to be
arbitrated in advance of the arbitration hearing date.

b. The arbitrator shall act in a judicial not legislative capacity and is expected
to petform their 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. They
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 them.
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
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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 their interpretation of the
application of the expressed terms of this Agreement. Any and all
settlements and awards issued by the arbitrator shall be limited on retroactivity
to the date of the alleged viclation 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 to 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 borne 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.

3. Equal Opportunity/Anti-Discrimination Procedures

a.

Allegations of discrimination/harassment should be Iidentified 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 UMC Equal Opportunity Program (EOP)
Manager or designee shall use the processes outlined in the UMC Equal
Opportunity, Anti-Discrimination and Anti-Harassment 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
their request, may have a Union representative accompany them 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.
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However, the unavailability of a specific Union or management
representative is not grounds for postponement of the interview.

d. Grievances on those matters for which the Nevada Egual Rights
Commission, Equal Employment Opportunity Commission (EEOC) or the
EOP Manager have jurisdiction, will be referred to and processed by the
EOP Manager for investigation, pursuant to the UMC Equal Opportunity, Non-
Discrimination and Anti-Harassment 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.

e, [n acknowledgment of the mutual concerns of UMC and the Union regarding
the NERC/EEOC/EOP process, the parties mutually 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 prowsmn may be reopened to address
any [denttﬂed concemns.

Interpretation Grievances The Union may file a grievance disputing management’s
" interpretation and apphcatlon of ‘a provision of the collective bargaining Agreement
by submitting their grievance to the Chief Human Resources ‘Office (CHRO) within
fourteen (14) calendar days of the date the issue was discovered by the Union.
The CHRO or HR Leader will schedule and hold an informal meeting within
fourteen (14) calendar days with the Union representative in an effort to resolve the
grievance. If the parties are unable to reach an Agreement during the meeting
or subsequent meetings (mutually agreed to be held by the parties), the Union may
file a request for arbitration in accordance with Section 2, Step 3 — Arbitration of this
Article.

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 Aricle shall be considered vacant or abandoned. Failure on the
part of UMC to respond fo 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,

No management designee shall hear the same grievance at more than one step.

ARTICLE 10
Discipline and Discharge

No employee who has satisfactorily completed their 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 Ieave or authorized leaves,
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criminal conduct, withholding services as a result of a strike, failure to perform job
duties, and viclation of established departmental work rules or procedures. An
employee and their Union Chief Steward, Steward, or Union Representative,
(UMC will only be require to provide one copy to one of the individuals)
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, UMC shall provide the affected employee with a letter
of intent fo terminate employment setting forth the charges upon which the
proposed termination is based. The employee will be suspended without pay pending
the determination of any hearing held in accordance with Article 9 — Grievance and
Arbitration Procedure.

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

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 ferms 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: fili in for scheduled CAL/EIB or other
absences, including 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. Per-diem employees must be available to rotate or work any
shift based on hospital or department need. The per-diem employee shall provide
written notice to their supervisor of their availability based on hospital/departimental
needs. 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 any of the following:

a. UMC no longer needing the services of a per-diem employee due to lack of
work, whether projected to be temporary or permanent.

b. The per-diem employee is unavailable (including not providing avaitability to
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work and/or being unavailable to work when needed and/or contacted) based
on the needs identified by the department. The needs include shift length and
start time/end time. The employee must complete the eight (8), ten (10), or
twelve (12) hour shift identified. Four (4) hour shifts only count towards
availability if the employee is called in by management due to an emergency.

1.

Exceptions to Availability — With approval of the supervisor one 4-
week rotation per calendar year may be missed by the per-diem
employee and not affect availability.

Prime Holiday Availability — Employee must be available to work a
minimum of one (1) summer prime holiday and one (1) winter prime
holiday. Summer prime holidays are Independence Day, Labor Day,
and Memorial Day. Winter prime holidays are Thanksgiving, Christmas
and New Years Day. In the ambulatory clinic system the requirement
is the day before or after the identified prime holiday. Per-diem
employees will be required to work these prime holidays after
volunteers are solicited and before benefitted employees are assigned
to fill the shift.

'Weekend A\failabilitv‘}; Employee must provide at Ieast'o'n:e ('!-):

weekend shift of availability per month.

Failure To Meet Availability — Employee must respond to
management’s contact attempts to identify the available shifts. Failure
fo respond to three contact attempts within a 90 calendar day period

-will result in termination. Once the employee indicates the shifts they

can work from the department’s identified needs, failure to respond to
actually be scheduled will be considered as failure to meet the
availability requirement.

C. During any rolling 12 month period, a per-diem employee will be subject to
the following:

1.

Four (4) tardies — employee shall receive a final written warning
indicating that the next tardy in three months from the date of
notification will result in termination.

Five (5) absences — employee shall receive a final written warning
indicating that the next call off or absence in three months from the
date of notification will result in termination. Habitual and/or abusive
absenteeism may result in immediate termination without prior
warnings.

One (1) no call — no show — employee shall receive a final written
warning indicating that the next no call — no show in 12 months from
date of nofification will result in termination. Employees with
consecutive no call — no shows may be terminated without prior
warnings.
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4. The definition of a tardy, or absence (including habitual or abusive
absenteeism) and no call — no show is the same as specified for
benefitted employees.

Per-diem employees will not be scheduled for work hours until all regular full and
part-time employees in the unit are scheduled for their hours of work in accordance
with alf applicable scheduling timelines. For departments that self-schedule, per-
diem employees will be placed on the schedule (based on their availability) prior to
balancing of the schedule with benefitted employees. 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 their
classification within their current department except where a recall list exists.
Hum an Resources and/or its designee shall notify the per-diem employee by the
end of the month in which they have worked the 20815t hour. Per-diem employees
are not eligible for this benefit if 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, their 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 entittement for a full or
part time position under the provisions of this section. Part-time employees (.5 FTE
to .7 FTE) who have completed a probation period will be granted precedence to a
full time position in their current department over a per-diem empioyee following this
same procedure,

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.

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

a. Article 1. Agreement; Aricle 2. Intent; Aricle 3: Recognition; Article 4:
Discrimination Clause; Article 5: Management Rights; Arlicle 6: Employee
Rights; Article 7 (except Sections 10 and 11): 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, 2, and 3): Salary; Article 16 {except Sections 2, 8, 9 and 10):
Hours of Work; Article 17 (Sections 1, 2, 5, 6, 7, and 10 only): Overtime;
Article 19 — Acting Appointments; Article 23 (except Sections
2, 3, 4, 5, 7 and 8): Miscellaneous Leave;, Aricle 26: Workers’
Compensation; Article 28, (Section 9 only) - Education/ Training; Article 31
(Section 1 only): Call Off Procedure; Article 37 - Attendance
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Policy (Section 1 only); Article 39 (Section 5 only) : Floating
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; and Appendix D: Definitions.

b. Prescheduled stand-by hours will be offered to full-time and part-time
employees before per-diem employees provided the full-time or part-time
employee possesses the specific skills, knowledge, and abilities. Similarly,
acting appointments will be offered to full-time and part-time employees who
are working on shift in that department before per-diem employees provided
the full-time or part-time employee possess the specific skills, knowledge, and
abilities.

C. 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 @ minimum of 840 hours (as a per-diem employee) in a 12 month
period based on anniversary date.

- 7. 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.

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.

Positions eliminated/laid off will not be performed in total by a lower classification. Such

position will not be replaced by a newly created per-diem position beyond the original
complement for the affected area without determining if a full time position is viable.
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| — Layoff Process

Section 1 — Layoff Notification

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 contro! 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 D) by UMC.

Section 2 — Informational Meeting(s)

Affected employees will be identified as a group and be notified in writing that a potential

~ layoff may occur. The notification will include a date, time, and location of informational

meeting(s) to attend. The informational meeting(s) will include written notification of the
layoff process, individual seniority dates of those potentially affected, a current list of
approved vacant positions (by - classification, FTE status, and- location), and notification of
other informational meeting(s) and/or selection meetlng(s) The list of positions will be -
provided and verified by UMC Human Resources. It is understood that the list is dynamic
and may be updated at any ime prior to the selection meeting.

Section 3 — Layoff Order

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).
2. 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.

3. 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 depariment.
Such determination is subject to Section 3 Appeal, of this Article.

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

Section 4 — Selection Meeting

1.

In order of classification seniority (most senior first), each affected employee shall
attend the selection meeting and will be offered options in the order identified below.
If the option is not available at the time of their turn, the employee will be offered the
next option. Each employee must attend the selection meeting in person unless prior
arrangements have been made and approved by UMC and SEIU. Failure to attend or
have prior approved arrangements will result in the employee giving up rights to the
provisions of this article. Application of the layoff process may result in employees not
originally identified being affected due to displacement. Should that occur, UMC will
identify the employees as a group and follow the process in this article for all such

affected employees.

If available, the employee wiII be provided one options in the following order:

a. ~ Select one of the vacant approved posmon( ) in the same classification and:

benefited status (e.g. 0.9 to 1.0) for which the employee has the knowledge,
skills, abilities, and qualifications to perform the duties of the position.

b. If no vacant approved positions exist, the employee will have the option of
displacing the least senior employee within the same classification providing
the employee has the knowledge, skills, abilities, and qualifications to perform
the duties of that position.

C. If there is no opportunity o displace an employee in the same classification
then the employee will have the option to elect a reduction in classification
series and follow the same process as identified in above in 2 b, ¢ for the lower
classification providing the employee targeted for layoff has the knowledge,
skills, abilities and qualifications to perform the duties of the position in that
other department.

d. An employee targeted for layoff will have the right to elect a reduction in grade
to a lower classification in any classification within their 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 classification
or FTE status than they currently fill.

An employee reduced in grade may have their salary reduced and in no event
shall exceed the maximum for the class, but shall not have their anniversary
date (as defined in Appendix D) adjusted.
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5. The assignment of an employee to a position within a classification will be made
by the Department Head.

0. Once a selection is made the employee will be given a written document identifying
the option selected as well as the contact information of the new supervisor/manager,
and seniority dates as applicable, and whether the employee will be placed on a recall
list. Once the selection is made and the employee receives their written confirmation
of the selection, they may not change their selection.

7. If as a result of the layoff process, a cost center receives an employee(s), the
department will conduct a complete shift bid within thirty (30) calendar days of the final
movement of the layoff process. The effective date of bid changes will be consistent
with Article 16, section 2. This bid will not be considered a departmental recrganization
or count fowards the shift bids identified in Article 16, section 9.

Il — Recall Process

Section 1 —~ Recall list

1. . An employee declining an available option identified above (Section 4, 2) will not
.+ be placed on a recall list-unless that option is a reduction in classification. Human -
Resources will maintain all recall lists and provide such lists to the Union.

2. The recall lists will be organized by classification. Employees will be listed on the
appropriate list in classification seniority order. The list will include the employee’s
previous classification, and Cost Center.

3. Any employee who is placed on a recall list shall provide Human Resources, in
writing, a preference for method of notification (e.g. email, letter via U.S. postal
service, or phone) of potential positions should they become available.

Section 2 — Recall list duration

Employees will remain on the recall list based on the following:

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

Section 3 — Application of and removal from the recall list

1. When a vacant and approved position(s) becomes available in a classification
on the recall list, human resources will review the applicable recail list. If an
employee(s) on the recall list was affected from that cost center they will be
offered the position in classification seniority order. If no employee from the
cost center is on the recall list, human resources will offer the position in
classification seniority order.
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Human resources shall notify the employee through their identified preferred
method of an offer of recall and the empioyee shall, within five (5) working days of
receipt, respond affirmatively in person to the Chief Human Resources Officer of
acceptance of the offer of recall. Failure to respond within five (5) working days 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.

An employee will be removed from the recall list prior to the expiration listed in section
2 above under the following circumstances:

Voluntary separation

Involuntary separation

Promotion

Acceptance of any position through an open and competitive recruitment
- Acceptance of a recall to an equivalent position in the home cost center

Poo o

Emplbyee(s) recalled who choose to exercise Article 13, section 5 of this Agreement
will be placed back on the recall list for the remainder of the applicable recall period.

If as a result of the recall process, a cost center receives an employee(s), the
department will conduct a complete shift bid if the recalled employee is not the least
senior employee in the receiving cost center. Such bid will occur within thirty (30)
calendar days of the recall but under no circumstances shall there be more than three
(3) bids in any twelve (12) month period as a result of this section. The effective date
of bids will be consistent with Article 16, section 2. This bid will not be considered a
departmental reorganization or count towards the shift bids identified in Article 186,
section 9.

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.

I — Appeal

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 to conducting any review.

Any appeat 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 Chief Human Resources Officer 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
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1.

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

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
extend the probationary period for a2 period of no more than an
additional six (6) months through a meeting with the director or clinical
manager/supervisor and employee, where the employee will be informed of the
concern(s). The employee will be provided with written notice of the extension of their
probationary period. Employer shall provide notice to the Chief Steward of any
extension of the probation period.

Employees who are rehired into a different position following a break in ser\nce of

_rn[nety (90) calendar days or more, shall serve a new probatlonary period.

During the probatlonary perlod, or any extens;on 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
allowed to transfer from one Cost Center to another.

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.

if the employee fails to demonstrate that they 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 14.

ARTICLE 14
Salary & Salary Status Upon Status Change

It is the intent of the Parties to move to a wage grid system in the future. In order to do
so, certain modifications will be implemented now to help ensure an easier transition to
a wage grid system in the future,

Definitions:
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For purposes of this article, the following definitions will be used:

a. Anniversary Date:

Also referred to as “Years of Service” or “current hire date” in UMC policies or
systems, is the employees current hire date at UMC, regardless of classification
held. It is the date in which a FT/PT employee will receive their anniversary
increase, as described in this Article.

2. The existing salary plan in effect upon signing of this agreement will continue to be in
effect throughout the term of the agreement.

3. Increases:

Employees must be in an active status at the time of the increases identified balow in -
order to receive the increase.

a. Cost Of Living Adiustment

I. Effective the first full pay period following July 1, 2024, and for each
successive fiscal year beginning July 1 thereafter for the term of this
contract, the salary schedules for all employees covered in the Appendix
A will be adjusted by the annual percentage increase to CPI-U all items
in West-Size class B/C, all urban consumers, not seasonally adjusted
(series ID CUURN400SAO) from the immediately preceding completed
full calendar year. The adjusted percentage increase in salary schedules
shall be a minimum of 2 % and a maximum of 3%. In the event that the
annual percentage increase to CPI-U, all items in West-Size class B/C,
all urban consumers, not seasonally adjusted (series ID
CUURNA400SA0) is equal to or greater than 5%, the adjusted percentage
increase in salary schedules shall be 4.5%. In the event the annual
percentage in increase to CPI-U all items in West-Size class B/C, all
urban consumers, not seasonally adjusted (series ID CUURN400SAD),
is equal to or less than 0%, the adjusted percentage increase in salary
schedules shall be 1%. The adjusted percentage increase is based on
u.s. Bureau of Labor Statistics Data
(hittps://data.bls.gove/timeseries/cuurn400sa0).

Calculated as follows:

2023 Annual CPI 188.941
Less 2022 Annual CPI 181.312
Annual Increase 7.63
Divided by 2022 CPI 181.312
Annual Percentage Increase in CPI 4.2%
Salary Schedule Adjustment 3.0%
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For Fiscal Year 2025:; Effective July 1, 2024, or upon approval by the
Clark County Board of Commissioners, whichever is later, the salary
schedules for all full-time and part-time employees covered in the
Appendix A will be adjusted by an additional one and one-half percent
(1.5%). This one-time adjustment will be paid in FY25 in addition to the
FY25 cost of living adjustment.

For Fiscal Year 2026: Effective July 1, 2025, or upon approval by the
Clark County Board of Commissioners, whichever is [ater, the salary
schedules for all fufl-time and part-time employees covered in the
Appendix A will be adjusted by an additional one and one haif percent
{(1.5%). This one-time adjustment will be paid in FY26 in addition fo the
FY26 cost of living adjustment.

In the event the population of Clark County officially exceeds the
population threshold for West - Size Class A, as defined on the U.S.
Bureau of Labor Statistics website, the annual percentage increase
calculation shall change to the West-size Class-A, All Urban Consumers,
not seasonally adjusted (series ID CUURS400SAQ), the following year.

b. Annual Pedormance Reviews & Annual Merit Increase

.

All employees, regardless of FTE status, will continue to receive an
annual performance review.

Only fuli-time and part-time employees will be eligible to receive a merit
increase. Per-diem employees are not eligible for an annual merit
increase.

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.

Upon ratification of this agreement, future annual reviews will be
performed on the employee’s anniversary date rather than their
classification date. Any eligible employee who had a merit review due
July 1, 2024, up through the ratification date of this agreement, will
receive the applicable merit as indicated in the SEIU/UMC collective
bargaining agreement 2020-2024, and will maintain the merit increase
received. This will include merits that were due, but not yet processed,
as a result of a delayed annual performance review. [f the eligible
employee’s next performance review based on the new anniversary
date is within six (6) months of their prior review date, and the employee
had received a merit for a review due between July 1, 2024 and the
ratification of this agreement, any merit awarded will be prorated. If the
new anniversary date and corresponding annual review is beyond six
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vi.

Vii.

viil.

(6) months of the prior review date, there will be no proration of any
merit awarded to an eligible employee. Thereafter, an employee shall
be considered for subsequent merit increases upon the completion of
each proceeding anniversary date.

Merit increases within a range shall not be automatic but shall be based
upon merit and made upon completion of a satisfactory annual
evaluation. Each such eligible employee shall be considered for
subsequent merit increases upon the completion of each year of
service thereafter in that classification.

All full-time and part-time employees who receive an overall rating as
identified in the following table below, shall receive the corresponding
merit/salary increase, not to exceed the maximum of the salary range.

- Performance Rating .| Merit/Salary Increase
10-14 3.4%
1.5-2.0 2.5%
- 21-25 ‘ - 1.50%
26-40 : 0.00%

Eligible employees who are already at the top (i.e., max) of their salary
schedule range shall be eligible to receive a one-half percent (0.5%)
lump sum bonus payment, less appropriate withholdings, for a
performance rating of 2.0 or better. Such bonus shall not increase the
employee’s base hourly rate.

Eligible full-time and part-time employee’s receiving an acceptable
rating in attendance and tardiness will receive an extra one-haif
percent (0.5%) increase to their merit 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 counseling’s or disciplinary actions relating to
attendance and tardiness.

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

Notwithstanding other sections of this Article, the appropriate
Administrative Chief (after approval through the appropriate
UMC policy or practices) may approve a special merit increase or
salary adjustment to an eligible employee, at times other than the
official salary review date when an employee’s performance justifies
a special merit increase or salary adjustment.
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4.

Promotions and Transfers

a. FulHime and part-time employees

Except as otherwise provided herein, any full-time or pari-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 five percent (5.0%) 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. If a subsequent
promotion occurs within one (1) calendar year of the most recent
promotional increase, the increase will be limited to four percent
(4%). The Chief Executive Officer may grant a salary adjustment of
greater than the amounts above 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. :

. In the event a full time or part time employee transfers into a per-diem

classification, their base hourly rate of pay will adjust to the established
flat base hourly rate of pay for that classification, regardless if it's an
increase or decrease based on their current base hourly rate.

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.

b. Per-diem

In the event an employee transfers from one per-diem classification to
another, their flat base hourly rate of pay will be adjusted to the
established flat base hourly rate of pay for the new per-diem
classification, regardless if it's an increase or decrease based on their
current base hourly rate.

In the event a per-diem employee accepts a full-time or part-time position,

the hourly rate of pay offered will be consistent with UMC policies or
practices, regardless if it's an increase or decrease.

[30]



5.

Demotions

a. Should a full-time or part-time employee apply for and is awarded a posted
vacant full-time or part-time bargaining unit position which is considered a lower
paid classification, the employee’s hourly rate of pay shall be reduced by the
applicable percent increase received at the most recent promotion. In the event
the employee’s hourly rate of pay after the reduction is above the top (i.e., max)
of the salary schedule for the new classification, their hourly rate of pay will be
reduced to the top (i.e., max) of the new salary schedule. If the demotion is due
to a layoff, the employee will retain their rate of pay as long as it's within the
range of the new classification.

b. Any full-time or part-time employee who is demoted as a result of a layoff,
and who is subsequently recalled during the established recall period in Article
12, to the previously held classification, shall receive the base hourly rate
of pay previously held, plus any applicable merit or salary increases
received in the new role, to the extent it does not place them above the
top (i.e., max) of the salary schedule, in which case their hourly rate of
pay will be the top (i.e. max) of the saiary schedule

B. Publlc Employee’s Retlrement System “PERS” Reductions

Any reductions as a result of Article 25, Section 1, the salary schedules and per-diem
flat hourly base rates, will be reduced by the applicable percentage as directed by
PERS. All employees’ base hourly rates of pay will be reduced by the applicable
amount.

. Reallocation

If, as a result of a compensation market study, UMC reallocates a classification from
one salary range to another, the employees within the classification shall continue to
receive the same hourly rate-

. Reclassifications

When a reclassification is initiated, any resulting base hourly rate of pay impact will be
as follows:

a) Whenever a position is proposed to be reclassified to a classification which
is allocated to the same salary range, the incumbent is appointed fo fill the
position in accordance with personnel policy, and will maintain their existing
hourly rate of pay.

b} 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 fill the
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9.

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.

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 any such 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.

10.1f at the time of a cost of living adjustment, or anniversary increase, an employee's

11

current base hourly rate is above the top (i.e., max) of the salary schedule for their
classification, they will be considered red circled, and they will be ineligible for a base
rate increase, as outlined in this Article, until the appropriate wage scale step moves
to an amount greater than the employee's red circled salary. However, employees
wili remain eligible for any applicable lump sum payment in accordance with this Ar’cicle

All wage ranges, steps. benefits and other economic prowsmns of this Agreement.

establish minimums and nothing herein shall be deemed or construed to limit UMC's
right to increase wage rates, steps, benefits, premiums and differentials, perform
market adjustments, or to pay other extra compensation at UMC's discretion in excess
of those provided by this Agreement. Accordingly, it is also understood that any such
increases shall be over and above the economic package negotiated in this article.

~Before taking any such action, UMC will notify the Union and meet-and confer over .

the proposed change, if so requested.

12.No employee shall suffer any reduction in wages or benefits as a result of the

execution of this Agreement, except as provided for in this agreement.

ARTICLE 15
This Article is Blank

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-fime employee shall
consist of thirty-six (36) or forty (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
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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.

Not more than one (1) uninterrupted meal period of at least one-half (1) 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 their meal -period, but is not required to do so by UMC shall not be

compensated for the meal period.

-‘.'_Time allotted for fes*c peridds is one (1) 15 minute -peripd 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 their supervisor
as soon as reasonably possible prior to the end of the pay period whether they
will take CAL, Leave Without Pay or VUL. For the purposes of this Section, an
emergency situation is defined as an unforeseen, unanticipated or unscheduled
incident which requires waiving the eight (8) hours rest period. In the event an
employee of their own volition schedules themselves (including standby) in excess
of the limitations in this section they are 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
twenty four (24) month period without mutual Agreement between UMC and the
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Union.

10. Shift Bid — Block Schedule:

a.

For this section “Block Schedule” refers to the scheduling of hours worked and
days off.

When employee(s) are needed on a specific block schedule(s) (either by
creating a new or filling a vacant block schedule}, the department will send an
email to employees and post for seven (7) days the date and time of a block
schedule shift bid meeting. Employees interested in changing their current
block schedule may sign up to attend the meeting.

Those who sign up to attend the meeting should attend in person. However,
attendance may be in person or by conference call into the meeting. The
Hospital will continue the practice of allowing those who attend in person
to clock in for the meeting.

‘At the meeting, based on departmental seniority, the most senior employee will

have the opportunity to accept or decline the block schedule offered by
management. o _ . o

Once the block schéduie(s) are ﬁ]léd; the vacéncy or vacancies created by‘thé '
filling of the schedule(s) will then be available based on departmental seniority
to the most senior employee interested in the vacated block schedule(s).

This process of filling vacant block schedules will continue until no one in

~ attendance at the meeting (in person or via phone) expresses an interest in the

vacant block schedule presented. The vacant block schedule will be posted in
accordance with Article 30, Posting of Vacancies.

Once an employee accepts a new block schedule, they are prohibited from
participating in a shift bid for three (3) months unless a departmental
reorganization shift bid occurs.

11.  Employees in a registered nurse classification working a shift based on self-
scheduling shall agree to work shifts on a weekend as defined in Article 18, Section 3
as follows:

a.

Zero (0) through five (5) years of department seniority shall be scheduled to
work at least 4 weekend shifts per month.

b. Six {6) through ten (10) years of department seniority shall be scheduled to
work at least 2 weekend shifts per month.
ARTICLE 17 OVERTIME
1. For the purpose of the Agreement, the overtime rate of pay shall be one and one-

half (1 %) times the employee's regular rate of pay, including shift differential and
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critical care premium and bonuses.

If an employee works an extra shift or any time outside of their regularly scheduled
shift, UMC shall not 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, i.

Employees covered under this Agreement shall be paid overtime at the appiicable
rate for all hours worked in excess of their eight (8), ten (10) or twelve (12) hour
scheduled shift 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 training
sessions during time which is outside of the employee’s regularly scheduled shift, they
shall be paid at the applicable houriy rate, including any applicable differentials for all
time spent in such status for a minimum of one (1) hour of such applicable pay. This
minimum of one (1) hour pay shall not apply to per-diem employees and is exclusive
of the provision of Article 31, regarding call of procedures. All hours spent in such
. status shall:be consm!ered hours worked for the purposes of computing overtlme

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 shift. 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 stand by
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 they are called in to work pursuant to Section 7 of this Article.
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Employees assigned standby duty, in writing (scheduled), shall receive the
foliowing hourly rate for each one (1) bour of standby duty.

Year Rate
FY25 $5.00
FY26 $5.25

FY27 and beyond $5.50

Those employees assigned to standby duty in writing (scheduled) shall
receive call back pay when called hack 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 their manager with updated phone information.
The employee is responsible to report fo work within the prescribed time
period (including acknowledging the call) when UMC contacts the number
provided. UMC will attempt contact from a UMC phone number and is not
required to contact the phone number more than twice. :

‘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 while they are in-
a standby status ‘shall not receive standby pay or travel pay for the shift.
Such failure shall result in the following progressive discipline for each
offense within a continuous twelve (12) month pericd:

(1}  First offense: Written warning

- (2) Second offense:  One (1) shiift 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 two (2) hours 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 not receive standby pay or
travel pay for the shift and shall be subject to the following progressive
discipline for each incident in a continuous twelve (12) 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.

Employees in Information Technology & Infection Control who are placed
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on Standby are often contacted to respond to and resolve a problem without
returning to UMC (a situation unique to Information Technology). When
returning to UMC is not required, employees in Information Technology &
Infection Control, assign in writing to receive Standby Pay in accordance
with Article 17.6 (Overtime — Standby Pay), shall receive compensation at
time and one-half in 15 minute increments for the time spent resolving an
issue. If the problem identified above requires the employee to return to
UMC, the employee will be compensated in accordance with Article 17.6
(Standby Pay) and 17.7 (Callback Pay).

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 their 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.

b Employees may not ;Endiscrirhihate‘iy 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.

C. All employees on standby who are called back while in a standby status and
who have been off the clock for more than 30 minutes shall be guaranteed
one-half (%2) hour travel time pay to return to the hospital and one-half (%) - -
hour travel time pay from the hospital, which shall 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 8 of this Article.

By nature of the twenty-four (24) hour operation of UMC and the critical needs
arising in care of patients and providing supporting services necessary in the
operation of UMC, cost centers may require mandatory overtime. UMC will meet and
confer with the Union regarding the need and specified duration (start and end date)
for the overtime. If such overtime is required the cost center will create a voluntary
overtime list, based on classification. Mandatory overtime for a specified duration
shall be enacted only after voluntary overtime list is exhausted and per-diem
employees in the department have met their contractual obligation as specified in
Atrticle 11 — Per-Diem Employees. If the duration of the mandatory overtime extends
beyond the original date, the parties will meet and confer regarding the extension of
the time period. 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 in determining excused reasons for employees
unable to work mandatory overtime. Employees shall not be disciplined for excused
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11.

12.

reasons for not working mandatory overtime. Employees may refuse mandafory
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

Memoriai Day May, last Monday
Independence Day July 4

Labor Day September, 1! Monday
Thanksgiving Day November, 4" Thursday
Christmas Day December 25

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

In emergent staffing situations, the Administrative Chief may implement at their sole
discretion an incentive bonus to compensate employees who are working extra shifts
due to a critical staffing situation as determined by the Administrative Chief.

é.‘ " The parties agree fo the fétlowing:

(1) Due to the emergent nature of critical staffing situations at the hospital,
the Administrative Chief has the ability to implement an incentive bonus
to compensate employees who are working extra shifts in a critical

- staffing situation.

(2) The need to initiate a critical staffmg incentive bonus will be
communicated by the CHRO (or designee) in writing to SEIU Executive
Director with a copy to the Chief Stewards to ensure the amount of
incentive compensation and the timeline for the incentive is clearly
defined. The Union may request to meet and confer regarding the
critical staffing incentive bonus.

ARTICLE 18
Shift Differential

Shift differential is defined as the premium authorized to be paid to an employee
above their 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. regardless 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
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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 wili be paid only for hours actually worked, and will not apply to
Consolidated Annual Leave, severance, EIB leave, or any other non-working pay.

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 $1.60 per hour, Effective July 1, 2026, the premium
shall increase to $1.75 per hour.

b. Regular full-time and part-time employees working a night shift shall receive
a shift premium of $2.20 per hour. Effective July 1, 2027, the premium shall
increase to $2.30 per hour.

C. Regular full-time and part- tlme'employees working a weekend shift shail
- receive a shift premium of $2.05 per hour in addition to other differentials.
‘_ Effective July-1, 2025 the prem|um shall increase to $2.25 per hour,

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
perform at least fifty percent (50%) of the functions of the classification in a higher
salary range shali be paid four percent (4%) (the UMC CEO may approve more
than 4%) above their regular hourly rate or the minimum of the higher salary range,
whichever is greater, for all hours actually worked in the higher classification. The
higher classification must already exist within the department (for this article
Ambulatory Care is considered a department) to be assigned as an acting
appointment. 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 review by Human
Resources and the approval of the CEO or their designee. No acting pay will be
given without the appropriate written approval.

The selection of an employee to fill an acting appointment will be based on employee
interest and management selection. Managers are to inform employees of a potential
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acting assignment to solicit interest followed by an informal interview to make a
selection. If the acting appointment will exceed ninety (90) calendar days, the
manager will consider the interest of other qualified employees in the department to
fill the acting assignment.

A bargaining unit employee shall not be required, (but may voluntarily) serve in an
acting appointment to a position or classification which is excluded from the
bargaining unit. The manager will explain the duties of the acting assignment to assist
the employee in making an informed decision in accepting the assignment.
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 shail not be required
to discipline or evaluate those employees over which they are assigned to
supervise. Further, to avoid a conflict of interest, a Union Officer or steward shall
not be required to serve in an acting capacity. If a Union officer or steward volunteers
to serve in an acting capamty they must step down from their Union posmon

Upon request from the Umon 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 appomtment and if appropnate 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: I1CU, CCU, BCU, NICU, PICU, SICU/NSCU, TICU, IMC,
Perinatal, MRI, Special Procedures, Surgery, Oscopy, PACU, Adult
Emergency Room, Trauma Resuscitation, Pediatric Emergency Room, CIMC,
MERT, 3 West, 3 South, Cardioiogy, and Cath Lab. Otherwise eligible employees in
an under fill status as defined by Nursing policy for qualifications for hire for clinical
areas will not receive the premium until they successfully complete the under fill
status.

The current practice relative to employees floating o 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.

Otherwise eligible staff not required to administer chemotherapy medication (or
associated care) due to mitigating circumstances will not receive premium pay while
in pay status for duration of the restriction.
ARTICLE 21
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Consolidated Annual Leave

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 — 48 months* 8.3077 hrs/80 hours worked
49 months — 108 months 9.846 hrs/80 hours worked
109 months & over 11.3847 hrs/80 hours worked

* Effective upon ratification of this agreement, benefits eligible new hires will accrue at
the identified rate. During length of service months 0 through 12, an employee is
unable to cash out CAL, nor are they paid for their accrual balance should they
separate (or change FT status to per-diem) during this time period. Employees within
their first twelve months of service prior to ratification of this agreement, will continue
to accrue CAL as set for in the SEIU/UMC CBA 2020-2024.

- W

Consolidated Annual Leave may not be accumulated to exceed 320 hours as .

- of the employee's anniversary date Any CAL hours over 320 on the’

employee’s anniversary date will be paid to the employee on their next
paycheck.

Employees having 320 or more hours in the CAL bank shall be granted up to
forty (40) hours off once per calendar year on request, unless prohibited by an
emergency.. The request must be made in. writing with at least two weeks’
advance notice from the start of the requested leave.

Employees may be compensated for existing Consolidated Annual Leave
(CAL) by submitting a written request to Payroll, provided the employee carries
a minimum accumulated balance of no less than sixteen (16) hours after
payment and except when an employee is within their 0-12 length of service
months. Paragraph 3 of this article may be applicable as a result of the sell-
back process. - Payment will be made on the employee’s paycheck on or
before the second full pay period following receipt of the employee’s request
and taxed at the current supplemental tax rate. Donor CAL will not be eligible
for this process.

Employees who have 300 hours or more of CAL accrued as of their
anniversary date will receive 8 hours of pay at their current base hourly rate
on the next complete payroll cycle.

Employees who are benefit eligible and convert to per-diem status, will have
their accrued CAL balance paid out as a lump sum payment at their benefitted
base hourly rate as of their last day worked (except for those within their first
12 months of service). If the employee converts back to a benefits eligible
status their benefits eligibility date will reset and their accrual rate will start
over.
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CAL except those due to emergency iliness or other emergency matters, must
be submitted in writing in advance and approved by the immediate supervisor.
Employees are not required to find a replacement as a condition of leave being
approved, but may choose to assist the manager in locating a replacement. An
employee may request and be approved to use CAL that exceeds their CAL balance
at the time of review by the manager; however, the employee must have the accrued
CAL at the time of its use. Otherwise, the time will automatically be denied and the
employee is expected to be at work as scheduled. The employee is
responsible for knowing their CAL balance at the
time of use. The manager may consider the employee’s pattern of time off
from work in making the decision to either approve or deny leave requests involving
future CAL accruals. No CAL shall be approved more than 180 days in advance of
its use. Under normal circumstances the following advance notice is required.

Leave Period Requested Advance Notice Required
40 hours or more ‘ 2 weeks
16 - 39 hours o 1 week

~ Less than 16 hours 24 hours

Leave requests will be approved or denied by management prior o the’
first day of the requested leave but no later than seven (7) calendar days
from the date of the request. All leave requests must be
approved prior to the employee being able to
actually take the leave. Management reserves the right to cancel
consolidated annual leave requests |n cases of emergency andlor to ensure
sufficient staffing levels. ‘ '

The parties to this Agreement understand that employees working in a single position
classification should be afforded time off when requested as prescribed by this
Arficle. The employee and manager should meet and confer fo ensure the needs
of the department and the employee are considered before approving or denying
CAL requests.

In the case of emergency or sudden illness, an employee will receive pay from the
appropriate accrual bank for the time missed.

Physician appointments, dental appointments, personal or family matters which
must be scheduled by an employee during their 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 to 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 illness
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
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apply.

When leave days are required for personal illness 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 fitness for duty after an absence of
five (5) days due to illness or injury. The physician's statement must indicate
whether or not the employee is able to return to their 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 consolidated annual leave earned through
the last day worked up to a maximum of 320 hours, except if the employee is within
their 0-12 months of length of service. Payment for unused annual leave will be at
the employee's base hourly rate on the last day worked prior to separation..

Mény departments in UMC are closed or staff levels are reduced to only essential
personnel to observe traditional holidays. When that occurs, the employee(s) shali
be paid at their regular rate from the CAL bank. [f the CAL accruals are not

- équal 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 shail 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 Juneteenth Day

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

When a department is closed on any UMC recognized holiday and an employee is
normally scheduled to work on the UMC recognized holiday in which the office is
closed, and that employee has less than 40 hours of accrued CAL, they may request
to use VUL in lieu of CAL.

Effective January 1, 2025, employees who are hired into a department that is
normaily closed on a UMC recognized holiday, will receive one (1) floating holiday
(naming convention may differ) equivalent to their scheduled status (e.g. 12-hour
shift employee receives 12-hours), to use during the calendar year on a UMC
recognized holiday. A floating holiday is not eligibie for cash out, pay out upon
separation, or rolling over to a future calendar year. The floating holiday provision
will sunset on December 31, 2025. However, UMC, in its sole discretion, will have
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the ability to continue the floating holiday concept including increasing the number of
days, in future years of the existing contract. The parties agree to meet and confer
during LMC no later than October 31, 2025, to review the use of floating holiday
hours and make a recommendation to UMC to consider continuing the floating
holiday concept.

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

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

Employéés scheduled overtheir FTE status on a prime holiday week may have one

of the other scheduled days removed by UMC. Those ‘scheduled under their FTE

status on a prime holiday week may have a shift added to the schedule and/or be
granted CAL payment (or leave without pay if CAL accrual is not sufficient) for one
shift to reach their FTE status.

Donor Bank

- DONATIONS: An employee may donate unused CAL or donor bank time to' a

fellow employee provided that employee has less than their FTE complement of CAL
and EIB, unless the feliow employee was prohibited from or did not qualify to use
their own EIB. To donate CAL, the donor must have a balance of 40 hours of
CAL left in their CAL bank after the donation. The empioyee 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).

USAGE: The employee recipient may utilize such donated hours for a personal
iliness or injury or the purpose of caring for a member of their immediate family
(as defined in Article 23, Section 6(a)(2)). Donor banks set aside for the recipient
will automatically be used based upon the recipient’s hourly rate. Upon separation,
any unused donor hours must be assigned or transferred to an employee qualifying
for donor bank participation in accordance with this section. Donor hours not
assigned before the donor separates will be lost.

EMPLOYEE’'S ILLNESS: The employee must comply with Article 21 section 6
and/or Article 22, section 4 or 5 as applicable for CAL/EIB requirements. Once the
employee is out of CAL and EIB as listed in the above sections, the employee may
use their donor bank.
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CARE OF FAMILY MEMBER: The employee is required to use all accrued CAL
leave prior to using donor bank.

ARTICLE 22
Extended lliness 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 pericd (a two-consecutive week period,
excluding overtime and regular hours worked as double back which are not
authorized by the Administrative Division Head).

Definitions

a. Extended lliness: Extended illness is defined as any iliness necessitating 1)
hospitalization as an inpatient, or held in official observation
status, 2) outpatient surgery, excluding simple (dental) extiractions, or
3) absence of more than 16 consecutive scheduled work hours.

. b EIB 2 —is the accrued EIB for eligible employees as of September 6, 2016
o and after - '

" ¢.  EIB—is the accrued EIB for éligible- ém’bloyees prior to September 6, 2016

There shall be a maximum of 720 hours (combined total) accrued in the employee’s
extended iliness banks (EIB and EIB 2). All accrued Extended lilness Bank (EIB)
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
they have again reached 720 hours in the applicable EIB banks.

Payment under EIB: For circumstances meeting the definition of Section 2a above,
numbers 1 and 2, employee shall be paid directly from the eligibie EIBbank
after the departiment manager receives proof of hospitalization. For circumstances
meeting the definition of Section 2a above number 3, an employee, starting with the
seventeenth (17th) hour, shall be paid from applicable EIB to continue the
employee's base pay. Article 21 will supersede this provision for holidays identified
in this Agreement. The current practice of requiring an employee with accrued hours
in their EIB (EIB 1) will first be exhausted prior to using EIB 2, will continue.

An approved statement from a state licensed health care provider in an appropriate
discipline may be required by the depariment manager before authorizing EIB
and EIB 2 hours.

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 their EIB 2 balance
reinstated upon acceptance of the offer of recall. EIB 2 hours paid to the employee
upon separation in accordance with Section 8 below shall not be reinstated.

If an employee separates from UMC after three (3) consecutive years of employment,
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the employee shall receive payment for one-half (1/2) of their EIB 2 accumulation
earned after the signing of this Agreement. An employee’s EIB 2 payoff upon
separation shall increase above fifty percent (50%) at the rate of one and one-half
percent (1 ¥%4%) for each additional year of consecutive service above ten (10) through
twenty (20) years of service. An employee’s EIB 2 payoff upon separation shall
increase above sixty-five percent (65%) at the rate of three and one-half percent (3
1%%) for each additional year of consecutive service above twenty (20) up to a
maximum of one hundred percent (100%) at thirty (30) years of service. Payment for
unused EIB 2 will be at the employee’s base hourly rate on the last day worked prior
to separation. If a non-probationary employee is laid off from the service of UMC with
less than three (3) years of consecutive employment, the employee shall receive
payment for one half (1/2) of their EIB 2 accumulation.

Subject to section 7 above, the current practice of an employee receiving a cash out
of accrued EIB 2 upon a status change to per-diem will continue to apply.

Employees who have an existing EIB (those with an EIB balance prior to September
8, 2016 — aka EIB 1) balance have untit June 30, 2025, to notify payroll that they
wish to voluntarily cash-out their accrued former EIB balance. The cash-out will be
at 50%, less any appropriate withholdings, and the remaining 50% wilt be forfeited.
There wdl ‘be no variations permitted — it must be 50% of the current balance, and -
once paid .out, the bank will not be'reinstated. This sectlon will sunset at the close of
business, June 30, 2025. For example: if the employee has 500 hours in their EIB
bank, they may choose to cash out 50%, or 250 hours, at their current hourly rate of
pay. The remaining 250 hours will be forfeited, and the employee will no longer have
access fo the remaining 250 hours for any reason.

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, Marines, Coast Guard, Nevada National
Guard or Marine Corps Reserves shall be released from their duties, upon
presentation of the appropriate orders, and shall continue to receive their 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/Witness/Court Duty: Employees shall receive full compensation as though
they were actually on the job for all time spent: (1) on jury duty during their work
shift; (2) as a witness, in non-UMC matters, due to employment with UMC; or (3) in
court on behalf of UMC.

a. JuryDuty:

(1)  An employee who is required by jury summons or legal process to
appear for jury duty in any criminal case, civil case or before a Grand
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(2)

(3)

(4)

()

(8)

Jury which causes a loss of regularly scheduled work shall be paid for
the regular scheduled time lost. The employee will be paid the
employee’s regular rate of pay including all applicable differentials. The
time spent on jury duty will not be counted as hours worked for the
purposes of computing overtime.

Employees shall claim any jury or other fee to which they may be
entitled by reason of such appearance during regularly scheduled work
and shall pay such fees, except mileage, to UMC within five (5) calendar
days of receipt, to be deposited in the applicable fund of UMC.

If the employee is released from jury duty after less than (4) hours, the
employee shall return/report to work.

A night shift employee (defined as an employee whose shift requires
them to work past twelve a.m. midnight) will be released from duty no
less than eight (8) hours before the time at which the night shift
employee is to appear for jury duty. The night shift employee will be
paid their regular rate of pay including all applicable differentials for the
regular scheduled time lost. A night shift employee who appears:for jury
duty for four (4) or'more hours will be glven their next regular shift off
with pay, less shift deferential.

Employees must provide their supervisor with the original or a copy of
the jury summons or legal process.

Compensation applies only to the regularly scheduled hours of work, -
and no benefit shall be paid for time spent on jury duty during which the
employee was not regularly scheduled to work. [f an employee is
required to report to jury duty on a day that would normally be a day off,
the employee is not entitled to compensation from UMC but may keep
any jury or other fee.

. Witness in Non-UMC Matters Due to Employment with UMC:

(1)

(2)

UMC employees may be required by legal process, subpoena, or
summons to appear and testify in court as a witness because of the
employee’s duties at UMC even though UMC is not a party to the matter
(e.g., a criminal case). For all such appearances and testimony, the
employee shall be paid the employee’s regular rate of pay, including all
applicable differentials. The time spent for such appearances and
testimony will be counted as hours worked for the purposes of
computing overtime.

A night shift employee will be released from duty no less than eight (8)
hours before the time at which the night shift employee is to appear to
testify in court under this Section. The night shift employee will be paid
their regular rate of pay including alf applicable differentials for the
regular scheduled time lost. A night shift employee who spends more
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than four (4) hours at court for their appearance will be given their next
regular shift off with pay, less shift differential.

c. Court Duty on Behalf of UMC:

(1)  An appearance in court on behalf of UMC is defined as a matter in
which UMC is a party and includes, but is not limited to, the following:
court appearances or testimony, including time spent for preparation or
post-appearanceftestimony; depositions, including time spent for
preparation or post-deposition; and interviews or investigations for pre-
litigation or active litigation matters.

(2)  Anemployee who is required by UMC to appear for court duty on behalf
of UMC shall be paid the employee’s regular rate of pay including all
applicable differentials. The time spent for court duty will not be
counted as hours worked for the purposes of computing overtime.

(3) A night shift employee will be released from duty no less than eight (8)

hours before the time at which the night shift employee is to appear for
court duty on behalf of UMC. The night shift employee will be paid their
- regular rate of pay including all applicable differentials for the regular
~ scheduled time lost. A night shift employee who spends more than four
(4) hours for court duty on behalf of UMC will be given their next regular
shift off with pay, less shift differential.

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 their status, but no leave credits shall accrue during any such
leave period.

a.

Unpaid leave of absence will be granted in thity (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 shali be entitled to consecutive paid bereavement leave
based on full time equivalent (FTE) status to be taken within a ninety (90) day period
of the covered family member's death:

a.

Bereavement with pay at their 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. The amount of
teave provided will be over consecutive shifts and paid is as follows:
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(1) 1.0 FTE receives 40 shift hours
(2) .9 FTE receives 36 shift hours
(3) .8 FTE receives 32 shift hours
(4) .7 FTE receives 28 shift hours
(5) .6 FTE receives 24 shift hours
{6) .5 FTE receives 20 shift hours

b. The employee must notify their leadership (or designee) of the death of a
covered family member within a reasonable amount of time, which is generally
fourteen (14) calendar days of the death and follow the hospital's call in
process under Article 37. At the time of the communication, the employee will
provide the name of the family member and their relationship to the family
member. Failure fo provide reasonable and sufficient notice per this section
will result in the employee waiving their claim to bereavement leave (or CAL

- under Section 4,e. below) and associated protections.

C. UMC reserves the right to request proof of death. Pending receipt of sufficient
documentation upon request, the employee will be compensated from their CAL
bank. -. = : . . :

d. 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 Woard,
Daughter-in-Law, or Son-in-Law, Brother-in-Law or Sister-in-Law.

e.  An employee wishing to attend the funeral or memorial service for an Aunt,
Uncle, Niece, and Nephew shall be given up to three (3)consecutive shifts
of CAL or leave without pay (at the employee’s option) upen notification to
the department supervisor/manager or designee.

f. Approved and compensated bereavement or CAL leave under this Article
shall not be considered an absence for purposes of Article 37 of this
Agreement. Failure to provide timely and sufficient notice or proof will be
considered unapproved absences.

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.  Toattend to the needs of a newborn or newly adopted child.
b.  Toattend to the needs of a member of the immediate family (spouse, children,
legal ward, mother or father) recuperating from serious illness or injury

requiring custodial care or hospice care.

[49]



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.

b.

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

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 the Family Medical
Leave Policy, 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 twelve (12) weeks during a rolling twelve (12)

- month period, and to the extent: aliowed 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 farﬁily' 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 their
classification/position.

Intermittent or Reduced Leave: An employee may take leave, intermittently
(a few days or a few hours at a fime), 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.

(1)  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
to 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
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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:

(@)

(b)

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

(1)

@

(3)

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.

. If more than 180 calendar days but less than 365
“calendar days have lapsed in the temporary

assignment, 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 they 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 to the next available
position in the employee’s previous classification
and department, within twelve (12) calendar
months of return to full duty. The employee does
not have any bumping rights to their previous
position. If a position becomes vacant after the
twelve (12) calendar months, UMC retains the
right to non-competitively return the employee to
their previous position/classification.

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
their previous position.

Intermittent/Reduced Leave: when an employee has a
need to take intermittent/reduced leave for their own
serious health condition, UMC may determine that a
temporary reassignment is necessary to accommodate an
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(o)

employee’'s request. Should the employee be temporarily
reassigned, they retains the right to transfer back to the
previously held 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, they shall be non-
competitively placed into the next available position in
their 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 their
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 their FMLA rights. it is the
employee’s sole decision whether or not to apply for the o
FMLA for each such event. <

Consecutive Leave:

(1) 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 their current
position. Assignment to an equivalent position will
only be permitted if the original/former position no
fonger 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.

(2) f an employee is assigned o an equivalent
position upon return from an approved consecutive
FMLA period (regardless of the reason for the
FMLA leave), they shall be entitled 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
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(e)

(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 their previous
position/classification.

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 their
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.

(a) Upon bompletion of the additional thirty

(30) calendar days or less, if the
employee is not returned to full duty,
due to their 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. But in no case,
if the termination is upheld, shall this be
construed as a disciplinary termination.

Upon completion of an approved consecutive
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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 their 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.

(a) 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 their 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 fo 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.

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 unanticipated and debilitating
injury or iliness rendering the employee incapable of performing the essential
physical requirements of their 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.

b. 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.

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

The employee must have submitted for and been approved o 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, they may submit medical documentation to Human Resources
to that effect prior to the final designation of catastrophic leave.

c. Job Protection - employees meeting all the requirements of subparagraph b
above shall be guaranteed the following:

(1)

(2)

©)

(4)

- After the approved 12 weeks of FMLA, the employee shall be

administratively transferred from their original cost center to a halding
cost center for a period of time not to exceed twelve (12)

- consecutive. months from date of the ~original catastrophic med:caf
‘ event

If the employee is able to return to full duty before the twelve (12)
months identified in subparagraph 1 above, then they shall be entitled
non-competitively to the next available position in their 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 medically separated
after the twelve (12) consecutive months, they 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.

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

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, they shall be medically separated. Such
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10.

11.

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; an employee is scheduled to
work fewer hours than their FTE status due to department closures; 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 to 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. When an employee has completed their services, they shall be returned
to their 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 relmburse UMC for all costs associated

with employees who are on Union leave, including salary compensation, 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 provide at least fourteen
(14) calendar days advanced written notification to Human Resources of the
bargaining unif employees it wants released under this provision. UMC shali
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.

Leaves Associated with the Americans With Disabilities Act (ADA): UMC will
make a reasonable accommeodation to return an employee who qualifies under
the ADA to their position or to a position for which they qualify (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 empioyee shall not be required to compete for the position.

Leaves Associated with Workers' Compensation: UMC will comply with NRS
616C.530.
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Article 24
Group Insurance

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.

Effective the signing of the Agreement, for medical, dental, and vision insurance
plans (“medical insurance”) UMC will deduct the applicable amounts from the
employee's first two (2) paychecks each month to cover the employee’s share of the
cost for coverage under the insurance plans. The employee’s share of the total
premium for the plan which they are enrolled in shall be raised by twenty percent
(20%) of any overall premium increases incurred by UMC on January 1 of each
calendar year. Rates all years will be available on the UMC intranet (Human
Resources and Health and Benefits tab).

For vision coverage for all regular full-time and part-time employees under the Self-
Funded plan (see pian document), the applicable amounts will be deducted from
the employee’s first paycheck of each month to cover the employee’s share
“of the cost for coverage under the insurance pians :

For an employee inan unpa;d status, UMC will pay its share of the premium only
if the unpaid status is less than thirty (30} calendar days. If the unpaid status extends
past thirty (30) calendar days, the employee has the option of paying the entire
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. Donor CAL placed

in an employee’s bank after the initial exhaustion of paid leave shall not qualify as paid -

status for this provision unless the amount is equivalent fo the employee s full time
equivalent (FTE) status in each pay period during any complete calendar month.

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 their 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.

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 obtained, UMC’s contribution
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shall not exceed $200,000 per contract year.

ARTICLE 25
Retirement Confributions

UMC will pay the employee's portion of the retirement contribution under the
employer-pay contiribution 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 result 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 iliness 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 their averaged earned income.

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 their work status to ensure timely payments of
compensation.
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10.

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 their CAL and/or EIB time, if sufficient hours are availabie, 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 they
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 they have been off work for five

(5) consecutive days, they may do so by supplementing the compensation check
with- CAL, EIB hours, or Donor Bank as applicable under terms of this Agreement.
The employee should advise the workers’ compensation section of Human

* Resources of their 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,"p'rior to or during the period of the lost time o

. from work as a result of occupational illness or on-the job injury, the employee will

be informed of such by their 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. [f, during the period of absence, the employee allows
their health/dental/life insurance to lapse due to non-payment, the employee
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
supervisor for these appointments and such CAL time shall not be unreasonably
denied.

ARTICLE 27
Longevity

Creditable Service for Longevity Computation: Periods of regular full-time

employment and regular part-time employment with UMC shall be considered as
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creditable service for the purpose of computing longevity eligibility. All 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.

Al current employees prior to the date of the signing of this Agreement shall be
entitled to longevity pay in addition to their base salary upon completion of eight (8)
full years of creditable service. Employees hired into UMC service under this
Agreement on or after the date of the signing of this Agreement shall be ineligible for
the longevity benefit. All other employees covered by this Agreement prior to the date
of the signing of this Agreement shall remain eligible for the longevity benefit.
Specifically, employees eligible but not receiving payment at the date of the signing
of this Agreement shall receive the longevity benefit after eight (8) full years of
creditable service. The longevity benefit and eligibility for such shall be maintained
upon promotion, transfer or demotion into a non-Union position and in the event an
employee is recalled to UMC employment in accordance with Article 12 — Personnel
Layoff, Recall and Appeal Procedure

-.a. The'longevity payment shall be paid annually, in a lump sum amount, during
the first pay period foliowing 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 regardiess 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 wili be deducted from the creditable service for longevity pay
regardless of the reason for the unpaid leave period.

The parties agree that for a period of eight (8) years from the date of the signing of
this Agreement, Article 27, Longevity, shall not be subject to negotiation without the
express written consent of both parties.

The parties agree the terminology in section 2 and section 5 above that reads “date
of the signing of this Agreement” is September 6, 2016.

ARTICLE 28
Education/Training

UMC is committed to encourage and assist its employees in increasing and
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broadening their skills and knowledge through continued education in areas that will

contribute to their job performance with UMC. To this end, UMC agrees to establish
education and training programs and policies that will support this commitment.
Such programs will be determined by UMC and may include in-services, annual
mandatory testing, educational leave of absences, skills/training fairs, hospital
accreditation/compliance programs, fuition reimbursement. Communication to
employees regarding required training and education and deadlines for successful
completion will be made electronically and by hard copy for departments with limited
electronic access. UMC and the Union agree to meet and discuss inconsistencies
that occur in the availability of such education and training.

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

Educational Leave of Absence: Upon written application to their 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 their 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
include the following: the number of times the employee has been granted 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. Employees in affected areas will be provided access to training on
new equipment and/or services instituted by UMC. 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 inciuding 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 (including allotting and/or scheduling time) as they relate to attendance at
educational programs or completion of requirements by the communicated deadlines.
Time spent in any mandated education or training will be compensated consistent with
the provisions of this collective bargaining Agreement.

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:
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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

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 -to their 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-
fime or fulltime within their classification within their current cost center.
Any change in status from one classification to another in the bargaining unit
will allow bridging when returning to a former classification.

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.

d. Ties in above seniority will be decided by using the time and date stamp of
the submitted application for the classification.
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2.

3.

4.

Use of Seniority:

a.

Classification seniority shall be utilized in determining the order of layoff and
recall.

Departmental seniority shall be utilized in determining:

(1)  scheduling of days off;

(2)  scheduling of CAL time when multiple leave requests are submitted at
the same time by different staff for the same shifts;

(3}  shift assignments when there is a vacancy on a particular shift in
accordance with section 2 c;

- (4)  scheduling of non-prime holidays.

Seniority shall prevail with respect to the application of the foregoing
benefits. However, a less senior employee in a classification may be

“scheduled for a shift or days off preferred by a senior employee when the -
special tramlng, ability or experience of the senior employee is needed to

ensure that patient safety and the operational needs of the unit are met. For
example, a more senior employee may be scheduled or moved to a scheduled
weekend night, based on the overall skill mix of the staff scheduled for that
day and/or shift. A CAL request, once approved, shall not be reversed
solely on the basis of seniority.

Hospital wide seniority and competency will be considered for all job
promotions and fransfers 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.

Seniority dates will be based on the effective date on the Personnel Action
Request (PAR) into the classification andfor department as applicable.
Provisions of this article apply to both part-time and full-time employees. Per-
diem employees and limited term employees do not earn seniority.

Employees accrue seniority during all paid leave time and for the first thirty
(30) days of unpaid leave.

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

An employee loses seniority under the following conditions:
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5.

when they terminate voluntarily;
when they are discharged for just cause;

when they are laid off for more than one (1) year or two (2} as specified in
Article 12, Section 2 (1).

Exceptions to Seniority Application

a.

If UMC closes one or more cost centers or departments, or merges one or
more cost centers or departments 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.

f UMC moves staff into new classifications  with the same and/or similar
duties currently being performed by the current classification, staff shall
retain their seniority, including departmental seniority, as if they never left

their classification.

| If UM.C r_e.quires ‘édditional skills (eg ‘cer_tificatio_n), a.s. a change to a

classification to perform the same and/or similar duties currently being
performed, staff shall retain their seniarity, including department seniority, in
the classification.

If UMC creates a new classification in a department, employees in the

depariment who are selected on the first posting of the new classification .

will have their senicrity dates be based on the benefited time spent in the
prior classification in that department.

Effective July 1, 2024, any current bargaining unit employee awarded a new
classification or fransfer within the bargaining unit will have their seniority
adjusted no later than the start of the pay period following two (2) weeks of
offer acceptance, regardless if the actual fransfer is held due to operational
need.

Effective July 1, 2024, an employee hired into the RN New Grad or Specialty
Training program within the Centralized Resource Pool (“CRP”), shall retain
their seniority, including departmental seniority, as if they never left the CRP,
s0 long as the first transfer out of the CRP occurs within the first year.

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 filed. An
employee may request to voluntarily change from benefitted to per-diem status in the
same classification. Approval will be at the sole discretion of UMC, and will not be
required to be posted and competitively recruited.

a. UMC will use an interest card system for employees to express advanced
interest in any position that may become available. 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 to accept applications. Internal postings will be for at least
seven (7) calendar days. External postings will be for seven (7) calendar days
unless otherwise specified on the job announcement. In each instance the
Union Chief Steward over the applicable area will be notified of the need to
close the posting earlier and the posting will be closed after a 24-hour
notification period. Vacancies may be temporarily filed 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.

b. Job anncuncements shall be posted on-line and in at least two (2) locations
readily accessible to employees (outside the cafeteria and in the recruitment
office), in the department where the vacancy exists, and off site locations. A
list of postings will be sent to the Union office monthly.

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 fo fill a
posted vacancy, may within seven (7) calendar days from the date notified that they
is were not selected, submit a written request to the leader of the hiring manager to
inquire into the reason(s) why they were not selected.

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

The decision to fill regular full-time vacancies on a temporary basis pending the
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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.

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
canceliation of a shift that had been scheduled, hereinafter referred to as "Called
Off.” Subject to patient care considerations, knowledge skills, and abilities of
the employee, when UMC makes a determination that a call off/pre-shift balancing
is necessary prior to the start of the shift, the call-off shall apply to the self-scheduling
in the Pod for nursing units in the Acute Care hospital and by classification for Ancillary
~in the following order. This pre-balancing process may result in floating staff to

maintain their regular scheduled hours or replacing overtime (subject to 1c
below), extra shift, or per-diem employees with regular scheduled CRP
employees.

a. Volunteers*. *At UMC’s discretion, employees who have previously identified
they would like to volunteer to be called off, and provided that such voluntary
- call-offs ‘'do not result in retaining an employee on overtime who would have -
been called off otherwise, or someone on an extra shift when there are CRP
staff who are on a regularly assigned scheduled shift.

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

¢. UMC employees receiving overtime subject to Article 17 Section 1.

d. UMC employees on an extra shift*. *A regular scheduled shift is defined as the
FTE equivalent status of shifts on the initial posted schedule. For example, a .9
FTE’s three (3) regularly scheduled twelve (12) hour shifts per week. If an
employee has more shifts on a posted schedule than their FTE equivalent

status, shifts designated in UMC's electronic staffing system will determine
which shift(s) will be considered extra for purposes of pre-shift balancing.

e. Temporary employees.
f. CRP per-diem employees (will be reassigned back to the CRP).

g. Per-diem employees.
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h. Benefited CRP employees (will be reassigned back to the CRP).

i.  All other employees in the affected cost center rotated in such a manner that
the time lost is equitably distributed within the Pod (pre-shift balancing), cost
center (after the start of the shift). Charge RNs at UMC leadership’s discretion
may be called off in rotation with staff RNs if there is a relief charge RN willing
to work as charge RN.

After the start of the shift, if a call off is needed, it is conducted by cost center in the
same order as above in Section 1.

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 not to exceed their FTE status hours for the work week. 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(b) 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;
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 commitiee members shall be UMC employees and 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
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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 The Joint Commission 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 Commlttee shall meet quarterly or upon request of the Union

or UMC to

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

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

C. review, evaluate and recommend to hospltal Department Heads in-service
programs on safety for employees, both in orientation and as an ongoing
program;

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 lll 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 their 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
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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 their job classification or a similar job classification of which they have
the abiiities to perform.

UMC shall 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.

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.  towork toward the improvement of patient care and to recommend ways and
means to improve patient care;

b. to review patient care standards related to staffing;

c. to d‘eveiop a method of élassifying patients according to acuity of illneés;
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 forth issues before the
commitiee;

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

The committee shall meet quarterly, unless there is nothing on the Agenda needed
for discussion. 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 matters 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 shail upon request forward

minutes from any meetmg held 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 committees .may be invited to
attend patient care committee meetings. In that event, their participation shall not
be considered as that of an attendee representing either party for purposes of
section 1 hereof. '

Any joint recommendations arrived at shail 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 forty-five (45) 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.
At the time of the written notification, UMC will provide the Union with the names of
the anticipated impacted employee(s).

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.

This Agreement shall be binding upon the Union, upon UMC and upon their
respective fransferees, 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,
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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
fransfer.

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 valuabie

workforce.

While UMC will be supportive of those who seek help voluntarily, UMC will be equally firm

1.

in identifying and d|s<3[pl|n1ng those who contmue to be substance abusers and do not' :
seek help. ‘ : : .

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 fraining of all
employees in the effects and treatment of substance abuse will contribute to
a safer and more efficient workplace for everyone.

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 aicohol 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.

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.

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:
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The purposes of the substance abuse policy are:

a.

b.
C.

Rules:

to implement a fair and balanced approach 1o eliminating substance abuse
and its effects on the job;

to protect the public and employees; and

to provide a strong incentive for voluntary rehabilitation and return to work.

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

Alcohol

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 handfing
- of an open alccholic beverage is incidental to the employee's assigned duties.

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 their work time, has an adverse effect on their work

-performance, causes impairment while on duty or on standby, or creates a

risk of harm to self, others, UMC, or private property.

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

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
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.

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
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employee knew or should have known that the drug would adversely
diminish their capabilities to perform the job.

C. Whenever an employee is taking a drug which may negatively affect their
performance or ability to perform in a safe manner, the employee shall notify
their supervisor who shall notify the Employee Health Nurse by providing
written notice of the prescribed medication. An employee who fails to notify
their 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 their 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 their new
supervisor. The new supervisor shall be responsible to consult with the

- Employee Health Nurse to determine if the prescﬂbed medxcatlons |nh|b1t the
' employee’s ability to work safely. . :

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 their assigned duties has
their driver's license suspended or revoked temporarily or permanently,
due to a substance related offense, the employee must notify their 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
ilegal 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 seven (7) calendar 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 following
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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 resuit 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. [f 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
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 L
- specific facts andfor reasonable inferences derived from’ those facts. Examples of

circumstances, although not inclusive, which constitute a basis for determining
reasonable cause are specified on the Supervisory checklist for suspected
impairment form included as part of this policy (Appendix C).

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 Supervisory checklist for suspected impairment
form. The Supervisory checklist for suspected impairment 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 they so desires, to
request that, in addition to the first supervisor, another on-duty supervisor
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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.

If the employee is an eligible member of a bargaining unit, the first supervisor
shall advise them of their 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.

If it is determined that reasonable cause exists, the employee shall be relieved
of duty and the supervisor will, as soon as possible, contact an authorized
pathology laboratory to dispatch the mobile phiebotomy department to
conduct toxicology 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 home. Thei-.
employee shall be instructed by the supervisor, that in the event the sample‘
returns negative, that the employee will be reimbursed for the costs (if
applicable) of a UMC approved transportation from
the employee’s home back to UMC to retrieve their vehicle, provided the
employee returns on a day other than the day tested and they provides the
~original receipt to their supervisor. The sample will be tested and confirmed
and chain of custody maintained by a Substance Abuse Mental Health
Services Administration (SAMHSA) certified laboratory facility. In the event
of a positive breath alcohol test result is shared with the Supervisor, the
employee, and the Union representative (as applicable) or the mobile
phlebotomy department is unable to respond within 60 minutes, the employee
will immediately be transported to an authorized collection site and participate
in the blood alcohol testing process. [f the blood alcohol test is refused, the
test result will be considered positive and the rest of Article 36 provisions will
apply. An employee who is incapacitated to the point that they 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 empioyee was under the influence of a drug and/or
alcohol.

The supervisor shall advise the employee that they 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) until UMC receives the test results.
If the test is negative, UMC will make the employee whole.

The resuits will be delivered electronically to Human Resources. Positive
test results will be sent to a medical review officer prior to any further
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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 breath alcohol (if applicable) and 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. In the event an
employee’s breath alcohol and blood alcohol 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.

Refusal to submit fo 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.

Dlsmplmary Procedures for a Pos:twe Drug andlor Aicohol Test:

='A positive drug and/or alcohol test requested as a result of an acmdent which -

causes injury to a person or property damage will be cause for disciplinary action in
accordance with Section 3 below.

Legal Drug - A test resulting in a positive screen for a legal drug will result in
the fol!owmg actzons

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 their 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 empioyee is restricted from performing
regularly assigned duties, the certificate must also identify the employee's
restrictions.
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3. llegal Drug - 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 result in the following action:

a.

C.

First offense: Unless previously specified as an infraction resulting 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
dlscmhnary action up to and including suspension pendlng termination.

Second offense: The employee will be suspended pending termination.

4. Alcohol - A test resulting in a positive screening for alcohol will result in the following

action;

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 from with
respect to their substance abuse problem within sixty (60) calendar days
will result in disciplinary action up to and :nclud ing suspension pending
termination.

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.
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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 seven (7)
calendar days of employee notification of a positive drug or alcohol test.

2. 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 fo seek
treatment, but the decision to seek treatment is the responsibility of the employee.

3. 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.

4, A minimum of four (4) random tests over a period of one (1) year from the date of
returning to duty. An employee's Depariment Head or immediate supervisor, as
approved by the Department Head, may require testing at any time the employee is
on duty. - o - T '

Confidentiality:

With the exception of the laboratory testing facility, the Director, Human Resources
Operations (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 controf of UMC Human Resources.

Violation of the confidentiality of an employee shall result in discipline, up to and inciuding
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:
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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 alcohol program but of the programs available to
them which promote wellness and safety. Supervisor and employee training will
be made available.

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 1991 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.

Qualif‘ cations

Employee Assrstance 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
provider,

Medical Review Officer (MRO): the MRO must be a physician licensed in the State of

Nevada and upon request UMC shall keep the Union notified of the identity of the current
MRO.

ARTICLE 37
Attendance Policy

UMC and SEIU, Local 1107 agree that an employee’s appropriate use of leave is critical to
their wellbeing and the efficient operation of UMC. To promote personal accountability, the
parties do not condone the misuse of paid leaves.

1. To minimize the interruption fo patient care and to effectively staff the hospital, each
employee or designee as applicable is responsible for notifying their supervisor at
least three (3) 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. Failure to properly notify the supervisor (or designee) three (3) hours
prior to the beginning of the shift will result in the employee being charged with two
absences per Article 37, Section B.1.

2. In the case of emergency or sudden iliness, an employee will receive pay from the
appropriate accrual bank for the time missed.

3. An employee is not required to provide all pertinent information to the supervisor
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10.

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 informs their supervisor while working that
they must leave the shift early, the employee shall use time from the appropriate
accrual bank.

The employee must report personally to the supervisor or designated depariment
contact unless absolutely impossible to do so. If unable to report personally, the
employee may have a designee who is familiar with the employee’s condition and
status contact the supervisor or designated contact. The employee acknowledges
that they will be responsible for any failure on the part of the designee to report to the

" supervisor or department contact.

The employee or designee as applicable must report fo 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, they 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 injury/iliness for three (3) or more consecutive shifts
may be required to submit a physician’s verification of iliness to their supervisor.

- ' The physician's- statement must be from a treating physician. Such ‘note must

indicate the dates of incapacity and whether the employee will be able to perform
the duties of their position. It must also include verification of hospital admission if
the employee was hospitalized for the iliness or injury.

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, all supervisors, managers,
directors, and administrative personnel will be accountable to review and
document the attendance records of their employees each pay period. Any corrective
counseling and/or notification must be made to the employee within fourteen (14)
calendar days of the absence, unless mutually agreed to by the Union and UMC.

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.

An absence is defined as each scheduled shift that an employee fails to report to
work as scheduled, reports more than 1 hours after the start of the scheduled shift,

[80]



or fails to complete scheduled work time unless there is pre-authorization for such
absence.

Consecutive absences (to a maximum of three consecutive shifts) will only count
as one absence for the purposes of computing excessive absenteeism (Section B)
if the employee provides a physician's note from a freating physician. Such note
must be provided within seven (7) calendar days from the return to work. The note
must include the dates of incapacity consistent with the consecutive call in. Failure
to provide such a note by the deadline will result in each shift being considered an
absence. Upon request of the employee, once every rolling twelve (12) months five
(5) consecutive absences may be combined for one (1) absence with a physician’s
note.

2, Habitual absenteeism may exist when an employee has an identifiable pattern of
absences. Examples include, but are not limited to, an employee that is
consistently absent the day after payday, after a discipline, before, on, or after
scheduled days off, before, on, or 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.

- 3.,  Abusive absenteeism may exist when the .employee or designee as applicable
' reports absences with a false excuse (i.e. reported sick but took leisure time or
worked elsewhere, called off when leave was denied, ‘or fraudulently uses Family
Medical Leave.)

Section B. Disciplinary process:

1. During any six (6} month period, the fo]lowmg actions will be fo!lowed for absences:
Sixth absence Verbal counseling (non- dlsc:iplmary)
Seventh absence First written warning
Eighth absence Second written warning
Ninth absence Final written warning
Tenth absence Suspension pending termination

Note: The parties agree to develop an MOU for the transition to the new
disciplinary process.

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.

2. Employees with ongoing unacceptable attendance patterns (i.e., received more than

one corrective counseling within any six month period) shall be moved forward to
the next step of discipline if documented on the prior corrective counseling notice.

3. Habitual or abusive absenteeism is grounds for immediate disciplinary action up to
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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 the prior
sections of this article 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.

1st no call/no show Final Written warning

2nd no call/no show within 12 months Suspension Pending Termination

An employee with two (2) or more consecutive shifts of no call — no show or
portions thereof, shall be considered to have abandoned their position and may be
suspended pending termination, unless the employee is absent due io their
hospitalization and subject to sufficient documentation as determined by
management, which will be considered one (1) absence under B.1. above.

‘Section D. ‘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 E. 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.

ARTICLE 38
Tardy Policy

A tardy is defined as failure to clock in at a phoneflocation assigned by the supervisor
and ready to perform work at the beginning of a scheduled shift. Employees may
clock in up to seven (7) minutes before the start of their shift; however, clocking
in after the start of their scheduted shift is considered tardy. Employees who
clock in more than seven (7) minutes after the start of their shift shall be required
to use CAL time to be compensated for the time missed. Employees are expected
to clock in to the time and attendance system.
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During a six (6) month period, the following 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 one (1) hour 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 Third written warning

Eighth tardy Final written warning

Ninth tardy : Suspended pending termination

Empioyees with ongoing unacceptable tardiness patterns (i.e., received more than
one corrective counseling within any six month period) shall be moved forward to the
next step of discipline if documented on the prior corrective counseling notice.

Superv:sor/department leaders are responsible for

| a. y documentmg all Iate amvais for work. - Fa|lure to clock in will not be a tardy if

- resulting from supervisor's asagnments or if supervisor (or desighee as
determined by department leadership) is aware employee was at work station
and ready to perform work;

b. following the established progressive disciplinary action prescribed above. Any
corrective counseling and/or notification to the employee must be made within
fourteen (14) calendar days of the tardy unless mutually agreed to by the Union
and UMC;

C. administering the progressive disciplinary action equitably when late
problems occur.

Employees are expected to give notice when the employee knows they will be
tardy.

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.
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In order to balance patient needs with available staff, an employee will “float” and/or
be sent home, as determined by the nurse manager/charge nurse or appropriate
manager or designee of the section to which they are 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. An
employee shall not be required to float more than once during any shift. A return to
the home cost center will not be considered a float.

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 their -
own unit. UMC shall establish' a position in the Trauma unit and/or
Adult ER where employees will be rotated through on a monthly basis
in order to obtain fraining 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 Semlces group ldentlﬂed in
section4 below.

Employees will be floated within the classification with consideration given to
competency and skills set within the classification. Floating for ancillary staff will be
by classification. Floating for nursing staff will be completed based on appropriate
pods. Parties agreed to meet and confer to update as applicable to include new cost
centers into the appropriate pod.

a. Critical Care Services; identified as TICU, MICU, NSCU/SICU, CCU/CVCU,
BCU, CIMC, 3 West, 3 South.

b. Medical-Surgical Services; identified as 5 South, 5 North, 4 South, 4 North,
2 West, 2 South, 1400, TCU, and 1500.

c. Maternal and Pediatric Services; identified as Perinatal, Pediatrics,
Pediatrics ICU, and NICU.

d. Perioperative Services; identified as Surgery (including Endoscopy),
Anesthesia, Sterile Processing, and PACU.

e. Emergency Services; identified as Pediatric’'s Emergency Room, Adult
Emergency Room, and Trauma Resuscitation.
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f. Care Centers (Ambulatory): North: Aliante, Centennial, Summerlin, Ortho OP,
UMC Physicals, Enterprise, Wellness Center, Primary Care at the Medical
District; South: LAS Airport, Peccole, Spring Valley, Nellis, Blue Diamond,
Sunset, Southern Highlands.

g. 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 govemns 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 they are 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 to 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 prior to working on the floor
with patients 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.

Section 3: Responsibilities of the Floated Employee:

1.

It is the responsibility of the floated employee to check with the nurse manager/charge
nurse or appropriate manager to clarify their duties on the unit/department where the
employee floats, to complete the assignment to the best of their 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) submitted the concerns to their appropriate manager in writing, who shall
be responsible for informing the appropriate administrator or designee of
the complaint or issues to be evaluated,
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Section 4:

(2) at the employee’s option, they may provide a copy of their concerns to
the Union; and

(3) keep a copy of the complaint for their 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, their 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 their issue has not been properly
addressed, the floated employee or at their request the Union on their behalf
may request in writing, a meeting with the appropriate Director.

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

(2). -The apprdpriate DErectOr shall prbvidé 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 their decision shall be
outlined.

If the floated employee believes their issue has not been properly

- addressed, the floated employee or at their request the'Union on'their behalf

may request in writing, a meeting with the appropriate Administrator.

(1)  The appropriate Administrator shall meet with the affected employee
and their Union representative within five (5} working days of the
receipt of the request.

(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 their decision shall
be outlined. The decision of the Administrator is finatl and binding and
not subject to the Grievance and Arbitration and/or Discipline and
Discharge Articles (Articles 9 and 10 respectively) of this Agreement.

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

Refusal to Float Policy:

1. Refusal to float, outside the criterion identified in this Article, may
result in disciplinary action.
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After discussion with the unit manager/charge nurse or appropriate manager, if the
floated employee questions the assignment they 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 their ability, unless the concerns fall 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 twelve (12) months from the date of hire intoc UMC as a registered nurse.

If an employee refuses to float, they must place in writing the reason for the
refusal to float and submit the written document to their unit manager or unit
designee. However, an employee may still be requlred to fioat if they cannot
substantiate the reason for refusing to float.

Section 5 Floating Sequence:

Employees will be floated in the foildwing order:

..1-'

2.

w

volunteers .
agency or registry personnel including contracted registered nurses;

temporary employees;

-~ per-diem employees;

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 certified nursing assistant cannot float in place of a registered nurse).
The float must be accomplished on a classification for classification basis.
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Section 6: Criterion for Refusal to Float:

1.

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

a. they have been identified to float to an area outside their group (i.e.
maternal child, medical-surgical, etc.); or

b. 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

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

Section 7: Respons:bziltzes of the Charge Nurse or Appropriate Manager or

Designee:

The provisions of this sectlon shall be :mpiemented upon full ratlﬁcatlon and approval of

1.

L  this Agreement.

When an emptoyee floats to a new section or a section where they have not
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 their
assighed 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 their resource person (which shall be of the same or higher
classification), who is assigned 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 their replacement to the
floated employee.

When an employee floats to a new section for the first time or a section where
they have not worked for a period of six (6) months (and at the request of the
floated employee) after the start of their shift, it is the responsibility of the receiving
on duty charge nurse or appropriate manager or designee to orient the employee
to the physical location assigned (show the employee their assigned rooms, where
supplies are located, where the break room is located, etc.).
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1.

2.

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:

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 assigniment. Assignments:
will be balanced among the employees working on the unit, based on acuity and
following prudent nursing standards.

At no time will a floated emp!oyee be left without a de5|gnated resource person

Sectlon 9 Care Centers (Ambulatory)

1.

When applicable and upon the employee submitting the required forms(s) they will be
eligible for applicable travel time and mileage reimbursement when floating.

ARTICLE 40
Access to UMC Services

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.

With regard to those services affecting ail employees (for example, i.e., enroliment
for health/iife 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.
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ARTICLE 41
General Savings Clause

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 {o the affected provisions
only.

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.

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 wili
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. Stoppage of work, slowdown or interruption of operations by employees;
2. Absence from work by employees upon pretext or excuse, such as illness, which is
found in fact; or
3. Interruption of the operations of UMC by the Union.
ARTICLE 44
Interpreter Pay
1. 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.

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

2. An employee will be eligible to receive interpreter pay provided the following
conditions are met;

a. The department director identifies the number of employees approved to
seek certification. If the director indicates no employees are needed,
employees currently eligible for interpreter pay will no longer be eligible.
If more employees than identified express an interest, the employee(s) with
the most departmental seniority will be allowed to go through the language
assessment and certification process identified in b below. Only the number
of employees identified by the director will be eligible.

b. Identified employee(s) must successfully pass a language assessment and
certification process to ensure they have the skills to communicate in a
language identified by UMC as needed for interpretation. The assessment and
certification process will be administered by Interpretive Services.

(1) Emptoyees are reqwred to mamtam current cerhfrcat:on

' (2) Empfoyees are reqwred to pass annual competency sk:lls testsng. .

relating specifically to interpretation skills conducted by Interpretive
Services.

C. ldentified employee(s) with a current certification and competency rating must
provide interpretation as defined in Section 1 b above for 16% of budgeted FTE
status during the pay period.

3. Interpreter Pay shall be $75.00 per pay period, in the form of a stipend, for each
employee who interprets outside of their 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.

4. The parties further recognize that eligibility and pay under this Article is not automatic
simply because an employee is bilingual and uses bilingual skills in the course of
their job duties. Except for those classifications where the sole purpose of the
classification is to interpret, f 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.
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ARTICLE 45
Term of Agreement

This Agreement shall be effective October 15, 2024, and shall remain in effect until the
last day of June 30, 2028, and shall continue from year to year thereafter unless UMC and
the Union agree to change, amend, modify or terminate this Agreement pursuant to
the provisions of NRS Chapter 288.

For the Union:’? For Clark County:

“Sam Shaw——" - Witliam McCurd)y It
Executive Director, SEIU, Local #1107 Chair, UMC Board of Ngspital Trustees

For the Union:
Michelle Maese
President, SEIU, Local #1107

ny Roa-Dugan—7/

Yarleny Roa-
Secretary-Treasurer, SEIU, Local #1107

For the Union:
Debbie Sprigger

Executive Vice President — Public Sector,
SEIU, Local #1107
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ARTICLE 46
Centralized Resource Pool (CRP)

Centralized Resource Pool (“CRP”)

a.

The CRP is a standalone cost center and may hire nursing staff and other
bargaining unit classifications into the CRP for the sole purpose of being
temporarily assigned to units throughout the organization.

CRP will be considered the home department of CRP staff.

CRP staff will be scheduled in the CRP department and assigned to
units throughout the organization as indicated below.

Experience Requirements

a.

The Hospitai may require and will provide CRP staff the necessary

a.
additional skills, fraining, or certification to be competent in any other
unit within the organization.

 Floating - -

a. CBA Article 39 -Floating Policy will not apply to bargaining unit

classifications hired into the CRP. CRP staff will be assigned to units
throughout the organization as needed and according to paragraph #4
below.

As's'i‘grime.nt' Req uirem'énts

Unit assignments for CRP staff may vary from shift-to-shift or on a weekly,
bi-weekly, or monthly basis.

Each employee will receive orientation to the physical unit and the nursing care
requirements of the patients on that unit. During their orientation, the nursing
staff shall be assigned to an RN from the unit's permanent staff for clinical
guidance as needed and be provided access into all essential areas for staff.

CRP leadership may assign CRP staff to any unit throughout the
organization based on skill set, competencies, term of need, and other
factors.

CRP staff hired into the CRP must accept an assignment to any unit within
the organization in which they are competent which may include
providing rest and meal period relief.

Based on organizational needs and as directed by CRP leadership, CRP
staff may be required to accept a non-patient assignment or duties within
UmcC.

CRP staff are required to accept & attend orientation/training as assigned
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by CRP leadership.

CRP staff assignments to the same unit within the organization shall not
exceed 13-weeks during the same calendar year without the express
agreement of the CNO (or designee) & CHRO (or designee).UMC will take
into consideration the amount of CRP hours worked on the unit in the
determination of the overall future staffing of the unit.

CRP staff must work in a minimum of two (2) different units throughout the
organization each calendaryear

5. Call Offs

a.

CBA Article 31-Call Off Procedures will apply to CRP sfaff with the
following modifications:

i. If there is a need for a Call Off in the unit in which a CRP staff

, member is assigned, the department leader will first, subject to
competency and organizational need, reassign (i.e. return) the CRP
staff member backto the CRP. CRP management will consider meal
and rest period relief before calling off or reassignment back to the
CRP S S . o

i Reassignment back‘fo the CRP from ‘an assigned unit will not be
considered a Call Off under Article 31- Call Off Procedures for CRP
staff.

A Call Off will only apply to CRP staff within the CRP department.

i, when they are Ca'll'e‘d Off for their entire 's'cheduteé shift; or

i. when after being reassigned to the CRP, the CRP leader determines there
is no fonger a need

iii. When CRP leadership decides to Call Off a CRP staff member for one of

the above reasons, they will do so subject to competency and
organizational need, and then in accordance with Article 31 (1) — Call Off
Procedure.

At the sole discretion of CRP leadership, CRP staff will be required to
accept an assignment as identified in paragraph #4 above before being
called off.

6. Delayed Start Time

a.

The scheduled start time of CRP staff may be delayed (i.e., pushed back)
for a maximum of four (4) hours on the day of any scheduled shift, provided
the CRP staff member is notified by CRP leadership via telephone or text
message at least one (1) hour before the start of their originally scheduled
shift. The start time may only be delayed once per shift.

At the time of delayed start time notification, CRP staff must be informed
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of their new start time and will be placed on stand-by until their new start
time, but will not be eligible for call-back or travel pay if called back to
work during the delayed start time stand-by period.

CRP staff placed on stand-by must report to work before their new start
time if called in by CRP leadership.

CRP staff notified of a delayed start time may be Called Off by CRP
leadership for the remainder of the scheduled shift, provided the
notification occurs before the CRP staff clocks in at their new delayed start
time.

Unless mutually agreed to CRP staff on a delayed start time will not have
their originally scheduled end time extended as a direct result of the new
delayed start time.

. 7. Per-Diems

a. .

Article 17 — Overtime, section (1), (2), (5), (6), (7), (8), (9) & (10), will apply
to Per-Diem staff hired into the CRP.

8. Critical Care Premium:

1.

CBA Aﬁicle 20 — Critical Care Premium does not épply to any staff hired
into the CRP.

Side Letter of Agreement — Compensation Market Study

The parties hereby agree to the following: .

1.

During the calendar year 2025, and no later than May 2025, UMC and SEIU
will meet and confer over a list of up to eight identified classifications to
perform a compensation market study. UMC will share the relevant data with
the Union, and meet and confer over the results of the study.

During the calendar year 2026, and no later than May 2026, UMC and SEIU
will meet and confer over a list of up to eight classifications to perform a
compensation market study. UMC will share the relevant data with the Union
and meet and confer over the results of the study.

This side letter is not subject to Article 9 — Grievance and Arbitration Procedure
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Appendix A
List of Classifications

Subsequent additions and/or deletions to the covered classifications will be available under the UMC
intranet (under Human Resources tab) or the UMC internet under Careers to select the job
description. The job description will identify the classification’s paygrade and union coverage.

ACCOUNTING CLERK
AGCOUNTING TECH
ADMIT/DISCHARGE REP
ADMIT/DISCHARGE SPEC
ADV RESP CARE PRACTITIONER
ANESTHESIA TECH
BABY STEP PROGRAM SPECIALIST

. BADGING SPECIALIST
CAFE ATTENDANT
CARDIAC MONITOR TECH
CARDIAC SONOGRAPHER
CARDIO INV PROC TECH
CARE MGMT SUPPORT SPECIALIST
CERTNURSING ASST

" CHARGE NURSE
CHARGE NURSE - AMBULATORY
CHARGE NURSE - CATH LAB
CHARGE NURSE - CRITICAL CARE
CHARGE NURSE - EMERGENCY SVCS
CHARGE NURSE - MAT GHILD NON CRIT CARE
CHARGE NURSE - MAT CHILD CRIT CARE
CHARGE NURSE - MED/SURG
CHARGE NURSE - SURGICAL SVCS
CHARGE NURSE-WEEKEND
CHILD LIFE SPECIALIST
CLINICAL LAB ASST
CLINICAL LAB TECHNICIAN
GLINICAL LAB TEGHNOLOGIST
CODING CLAIMS EDITOR
COMMUNICATIONS SPECIALIST
COMMUNICATIONS TECHNICIAN
COMMUNITY EDUGATOR
GOMPUTER TEGHNICIAN
CONTRACTS ASSISTANT
COOK
COURIER
CRP CERT NURSING ASST
CRP REGISTERED NURSE-CRITICAL CARE
CRP REGISTERED NURSE-MED/SURG

[96]

CRP TIMEKEEPER, STAFF & SCHED COOR
CYBER SECURITY ANALYST

DATA SPECIALIST

DATA TECHNICIAN

DATABASE ANALYST

DIETITIAN

DIETITIAN TECHNICIAN

-EIFC SPECIALIST

EDI SPECIALIST CLAIMS & REMITTANCE
EEG TECHNICIAN -
EHR TRAINER

EKG TECHNICIAN

. EMERGENCY ROOM TEGHNICIAN

EN\'; SVCS AlDE

‘Ei\lV SVCS TECHNICIAN

EPIC ANALYST - ACCESS & REVENUE CYCLE
EPIC ANALYST - CORE CLINICAL

FGOD HANDLER

FOOD SERVICE WORKER

HEALTHCARE OPERATIONS SPECIALIST
HIM SPECIALIST

HISTOLOGY TECHNIGIAN

HOSPITAL CONCIERGE

{DENTITY AND ACCESS MGMT ANALYST
INFECTION PREVENTIONIST

INPATIENT CODER

INPATIENT ORTHOPEDIC TECHNICIAN
INTERPRETER

INTERPRETER SPECIALIST
INTERVENTIONAL RADIOLOGICAL TEGHNOLOGIST
INVENTORY CONTROL SPECIALIST
LABORATORY ANALYST

LPN A

MAILROOM ATTENDANT

MATERIALS HANDLER

MED SOC WORKER SPEC

MED SOCIAL WORKER

MEDICAL ASSISTANT AMBULATORY
MEDICAL FORMS DESIGN SPEGIALIST



MRI TECHNOLOGIST
NETWORK ENGINEER

NUCLEAR MED TECHNOLOGIST
NURSE AUDITOR

NURSE CASE MANAGER

NUTRITION ASSISTANT

OFFICE ASSISTANT

OFFICE SPECIALIST

OFFICE TECHNICIAN

OR NURSE INTERN

ORTHOPEDIC SPEC

ORTHOPEDIC TECH

OSCOPY TECHNICIAN

OUTPATIENT GODER

PATIENT ACCOUNTING SUPPORT SPECIALIST
PATIENT AGCT REP

PATIENT ACCT SPECIALIST

PATIENT ATTENDANT

PATIENT EXPERIENCE COORDINATOR
PATIENT EXPERIENGE EDUCATOR
PATIENT SERVIGES COORDINATOR
PATIENT TRANSPORTER

PERF IMPROVEMENT NURSE
PHARMACY 240B SPECIALIST
PHARMACY TECHNICIAN

PHYS REFERRAL SPEC

POLYSOM TEGHNOLOGIST

PRINCIPAL TRAINER

PRINT SHOP ASST

PRINT SHOP TECH

PROGRAMMER ANALYST

PROJECT MANAGEMENT SPECIALIST
PT PLACEMENT & STAFFING SPECIALIST
PUBLIC SAFETY OFFICER

PUBLIC SAFETY OFFICER (Armed)
PULMON FUNCT TECHNOLOGIST
PURCHASING ANALYST

RADIOLOGY ASSISTANT
REGEPTIONIST

REG RAD TECHNOLOGIST
REGISTERED NURSE

REGISTERED NURSE - IV THERAPY
REGISTERED NURSE - NEW GRAD
REGISTERED NURSE GG MERT/ROVER
REGISTERED NURSE-AMBULATORY

REGISTERED NURSE-CATH LAB
REGISTERED NURSE-CRITICAL CARE
REGISTERED NURSE-EMERGENCY SVCS
REGISTERED NURSE-HEALTH LIVING INSTITUTE
REGISTERED NURSE-IMAGING

REGISTERED NURSE-MAT CHILD CRITICAL CARE
REGISTERED NURSE-MAT GHILD NON CRIT CARE
REGISTERED NURSE-MED/SURG

REGISTERED NURSE-POST TRANSPLANT/ILDA
REGISTERED NURSE-SURGICAL SVCS

REHAR STAFF THERAPIST

REHAB THERAPY ASST

REHAB THERAPY TECH

RESP CLINICAL COORDINATOR

RESPIRATORY CARE PRACTITIONER

. RIS PACS SPECIALIST
' SCHEOULER

SCHEDULER AUTHORIZATION REPRESENTATIVE
SECRETARY ‘

* SENIOR CODER
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SERVICE RESPONSE REPRESENTATIVE
SHIPPING AND RECEIVING CLERK

SHUTTLE DRIVER

SPEC IMAGING TECHNOLOGIST

SPECIALTY SURGICAL FIRST ASSISTANT
SPECIALTY SURGICAL TECHNOLOGIST

SR ANESTHESIA TECHNICIAN

SR CARDIAC SONOGRAPHER

SR CARE MGMT SUPPORT SPECIALIST

SR CLINICAL LAB ASST

SR COMPUTER TECHNICIAN

SR COOK

SR CRP TIMEKEEPER, STAFF & SCHED COOR
SR DIETITIAN

SR EEG TEGHNICIAN

SR EXG TECHNICIAN

SR ENVIRONMENTAL SVCS AIDE

SR EPIC ANALYST - ACCESS & REVENUE CYCLE
SR EPIC ANALYST - CORE GLINICAL

$R FOOD HANDLER

SR FOOD SVC WORKER

SR HOSPITAL CONCIERGE

SR IDENTITY AND ACCESS MGMT ANALYST
SR MRI TECHNOLOGIST

SR NETWORK ENGINEER



SR NUC MED TECHNOLOGIST
SR NURSE CASE MANAGER

SR PHARMACY TECHNICIAN

SR PHYS REFERRAL SPEC

SR PROGRAMMER ANALYST
SR PURGHASING ANALYST

SR REG RAD TECHNOLOGIST
SR REHAB THERAPIST

SR RESPIRATORY THERAPIST
SR SPEC IMAG TECHNOLOGIST
SR STERILE PROC TECH

SR SYSTEM ADMINISTRATOR
SR ULTRASOUND TECHNOLOGIST
STERILE PROC TECH

SURG SVCS INVENTCRY CONTROL SPECIALIST

SURGICAL FIRST ASSISTANT
SURGICAL SURPORT ASSOGIATE
SURGICAL TECHNOLOGIST

SYSTEM ADMINISTRATOR

“TELECOMM OPERATOR

TRAINER ;

TRANSPLANT FINANGIAL SPECIALIST
TRANSPLANT SERVICES ASSISTANT
TRAUMA REGISTRY COORDINATOR RN
ULTRASOUND TECHNOLOGIST
UNITCLERK

WER DEVELOPER
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Saiary ranges per paygrade are accurate as of July 1, 2024. Updated salary ranges for subsequent
years of the collective bargaining agreement will be available on the UMC infranet (under Human
Resources and then Compensation).

Appendix B
Salary Ranges
As of July 1, 2024
Grade Min Maximum Per-diem Rate
A08 $13.11 $20.32 $16.19
A09 $13.95 $21.62 $17.21
A10 $14.81 $22.96 $18.31
A1 $15.76 $24.43 $19.50
A12 $16.71 $25.90 $20.63
A13 $17.72 $27.47 $21.90
B21 $18.87 $29.11 $23.20
B22 . $19.91 $30.87 - $24.56
B23 $21.07 $32.66 $26.09
- B24 . $22.36 $34.66 - $27.61 .-
B31. - $23.70 %3674 $29.28
B32 $25.12  $38.94 $31.04
ca1 $26.62 $41.26 $32.90
C42 $28.23 $43.76 $34.87
c43 $29.92 $46.38 $36.99
c51 - .$34.15 - $5484 . $42.83
c52 $36.89 '$50.02 $49.97
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Appendix C
This Appendix is Blank
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Appendix D
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 customarily exercises discretion and
independent judgment and regularly assists an executive. In addition, it includes the Chief
Administrative Officer, their deputy and immiediate assistants, Department Heads, their
deputies -and -immediate . assistants, attorneys, appointed officials and others who are
primarily responsible for formutatmg and administering management policy and programs.
(NRS 288.025) _ :

BASE SALARY: that rate -of pay provided to an employee as compensation reflected in -
the saiary appendlx(es) in exchange for serwces prowded excius;ve of any cash or non-
cash benefits.

BREAK IN SERVICE: those pericds 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

CERTEFICATE OF FITNESS a S|gned statement from a state Ilcensed health care provzder
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 iliness as a serious health condition, and thus may
qualify for FMLA protection. In all events the certification of iliness shall contain the
provider's 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 appoiniment to a permanent
budgeted position and continuing until separation from UMC service minus any breaks in
service.

DEMOTION: the movement of an employee from one classification to another classification
with a lower salary range.
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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: shali 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
dlfferent or abnormal behavior of an employee

B FTE full ime equivalent. A full time 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 obtalnable or (b) which is legally
obtainable but has not been legally obtained. The term includes prescrlbed 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 legaily
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 their designee to be worthy of special recognition in the form of a merit increase for
eligible employees.

ON DUTY: assigned work hours exciuding paid and unpaid leaves.

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.

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 classificalion to ancther
classification in a higher salary range.

REASSIGNMENT: any non-disciplinary movement of an employee from one position to
another position for which they qualify as established in the job description. A reassignment
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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 pari-time employee to their 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.

SAMHSA: Substance Abuse Mental Health Serwces Admmlstratlon
SECOND SUPERVISOR: a superwsor 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 ass;gned job duties and for
which they are eligible for workers compensation benefits.

STRIKE:
a. Engaging in any slowdown, mterruptzon of work or operation or concentrated
stoppage of work;
b. absence from work upon any pretext or excuse such as illness, 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 alcohol and/or drugs including controlled
substances.

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 responsibifity 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 shall not be deemed to place the employee in supervisory
employee status unless the exercise of such authority occupies a significant portion of the
empioyee's workday. [NRS 288.075 (1)]

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

TEMPORARY EMPLOYEE: an individua!l employed in a position established for a specific
period of time, or for the duration of a specific project or group of assignments, but not to
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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 posmon who performs aSS|gned duties W|th0u’t
compensation.

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

-WORK WEEK seven (7) consecutlve days begmnmg at 10:47 p m. Sunday night and
continuing fo 10:46 p.m. the following Sunday seven (7) days later.
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2024

Leadership & Bargaining Team Members

Board of Hospital Trustees

William McCurdy I, Chair
Tick Segerblom, Vice-Chair
Michael Naft

Marilyn Kirkpatrick

Ross Miller

Justin Jones

Jim Gibson

UMC Governing Board Chair

John O'Reilly

UMC Leadership

Mason VanHouweling, CEO

Kendrick “Ricky” Russell, CHRO

Tony. Marinello, COO

: JenmferWakem CFO .

Deb Fox, CNO

Danita Cohen, CEXO
Frederick Lippmann, CMO
Maria Sexton CEO

UMC Bal;qgmmq Team

Kendrick “Ricky” Russell, Chief
Negotiator
Rosalind Bob
James Mumford
Leah Conedy
Andrea Gordon
Angie Zuniga
Christine Moebius
Margaret Covelli
Diane Knapp
Jason Meilleur
Cole Jasinski

Deb LaCava
Tiffanie Fleming

SEIU Local #1107 Leadership

Samuel Shaw, Executive Director
Michelle Maese, President
Yarleny Roa-Dugan, Secretary-
Treasurer

Debbie Springer, Executive Vice
President

Zavia Norman, Executive Vice
President

"~ SEIU Local 1107 Bargaining Team
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- Jason Klumb, Chief Negotiator

Barb Miller

. Carmen Hurtado

Elizabeth Bolhouse
Kim Beli

Lizette Zamora
Monica Butler-Smith
Nathaniel Borlagdan

- Nsmire Ntamuhanga

Phyllis Mallory-Edmonson
Theresa McGowan
Theresa King

Jocelyn White, SEIU
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