UNIVERSITY MEDICAL CENTER

UMC Human Resources and Executive Compensation Committee -
Special Meeting
Tuesday, September 24, 2024 - 9:00 a.m.
UMC Trauma Building - Providence Conference Room - 5th Floor

Las Vegas, NV 89102



AGENDA

University Medical Center of Southern Nevada
UMC GOVERNING BOARD
HUMAN RESOURCES AND EXECUTIVE COMPENSATION COMMITTEE
Special Meeting
September 24, 2024 9:00 a.m.
800 Hope Place, Las Vegas, Nevada
UMC Trauma Building, ProVidence Suite (5" Floor)

Notice is hereby given that a meeting of the UMC Governing Board Human Resources and
Executive Compensation Committee has been called and will be held at the time and location
indicated above, to consider the following matters:

This meeting has been properly noticed and posted online at University Medical Center of Southern
Nevada’s website http://www.umcsn.com and at Nevada Public Notice at https://notice.nv.gov/, and at
University Medical Center 1800 W. Charleston Blvd. Las Vegas, NV (Principal Office)

e  The main agenda is available on University Medical Center of Southern Nevada’s website http://www.umcsn.com. For
copies of agenda items and supporting back-up materials, please contact Stephanie Ceccarelli, Board Secretary, at
(702) 765-7949. The Human Resources and Executive Compensation Committee may combine two or more agenda
items for consideration.

e |tems on the agenda may be taken out of order.

e The Human Resources and Executive Compensation Committee may remove an item from the agenda or delay
discussion relating to an item at any time.

e Consent Agenda - All matters in this sub-category are considered by the Human Resources and Executive
Compensation Committee to be routine and may be acted upon in one motion. Most agenda items are phrased for a
positive action. However, the Committee may take other actions such as hold, table, amend, etc.

e  Consent Agenda items are routine and can be taken in one motion unless a Committee member requests that an item
be taken separately. For all items left on the Consent Agenda, the action taken will be staff's recommendation as
indicated on the item.

e Items taken separately from the Consent Agenda by Committee members at the meeting will be heard in order.

SECTION 1. OPENING CEREMONIES
CALL TO ORDER
1. Public Comment

PUBLIC COMMENT. This is a period devoted to comments by the general public about
items on this agenda. If you wish to speak to the Committee about items within its
jurisdiction but not appearing on this agenda, you must wait until the “Comments by the
General Public” period listed at the end of this agenda. Comments will be limited to
three minutes. Please step up to the speaker's podium, clearly state your name and
address and please spell your last name for the record. If any member of the
Committee wishes to extend the length of a presentation, this will be done by the Chair,
or the Committee by majority vote.

2. Approval of minutes of the regular meeting of the UMC Governing Board Human
Resources and Executive Compensation Committee special meeting on August 26,
2024. (For possible action)

3. Approval of Agenda. (For possible action)

1
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SECTION 2. BUSINESS ITEMS

4. Review and recommend for approval by the University Medical Center of Southern
Nevada Governing Board, and ratification by the Hospital Board of Trustees, in
accordance with Clark County Ordinance 3.74.030(12), the Collective Bargaining
Agreement between University Medical Center of Southern Nevada and the Service
Employees International Union, Local 1107, effective the date ratified by the Hospital
Board of Trustees through June 30, 2028; and take action as deemed appropriate.

SECTION 3. EMERGING ISSUES

5. Identify emerging issues to be addressed by staff or by the UMC Governing Board
Human Resources and Executive Compensation Committee at future meetings; and
direct staff accordingly. (For possible action)

COMMENTS BY THE GENERAL PUBLIC

A period devoted to comments by the general public about matters relevant to the Committee’s
jurisdiction will be held. No action may be taken on a matter not listed on the posted agenda.
Comments will be limited to three minutes. Please step up to the speaker’s podium, clearly
state your name and address and please spell your last name for the record.

All comments by speakers should be relevant to the Committee’s action and jurisdiction.

UMC ADMINISTRATION KEEPS THE OFFICIAL RECORD OF ALL PROCEEDINGS OF UMC GOVERNING BOARD HUMAN
RESOURCES AND EXECUTIVE COMPENSATION COMMITTEE. IN ORDER TO MAINTAIN A COMPLETE AND ACCURATE
RECORD OF ALL PROCEEDINGS, ANY PHOTOGRAPH, MAP, CHART, OR ANY OTHER DOCUMENT USED IN ANY
PRESENTATION TO THE BOARD SHOULD BE SUBMITTED TO UMC ADMINISTRATION. IF MATERIALS ARE TO BE
DISTRIBUTED TO THE COMMITTEE, PLEASE PROVIDE SUFFICIENT COPIES FOR DISTRIBUTION TO UMC ADMINISTRATION
AND LEGAL COUNSEL.

THE COMMITTEE MEETING ROOM IS ACCESSIBLE TO INDIVIDUALS WITH DISABILITIES. WITH TWENTY-FOUR (24) HOUR
ADVANCE REQUEST, A SIGN LANGUAGE INTERPRETER MAY BE MADE AVAILABLE (PHONE: 765-7949).
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University Medical Center of Southern Nevada
Governing Board Human Resources and Executive Compensation Committee
Monday, August 26, 2024

UMC ProVidence Suite

Trauma Building, 5" Floor

800 Hope Place

Las Vegas, Clark County, Nevada
Monday, August 26, 2024

2:00 p.m.

CALL TO ORDER

The University Medical Center Governing Board Human Resources and Executive
Compensation Committee met at the time and location listed above. The meeting was called to
order at the hour of 2:00 p.m. by Chair Jeff Ellis and the following members were present, which
constituted a quorum of the members thereof:

Committee Members:

Present:

Jeff Ellis, Chair (via WebEXx)

Laura Lopez-Hobbs

Renee Franklin (via WebEXx)

Bill Noonan, Ex-Officio (via WebEXx)

Absent:
None

Others Present:

Mason Van Houweling, Chief Executive Officer (WebEXx)
Ricky Russell, Chief Human Resources Officer

Jennifer Wakem, Chief Financial Officer

Rosalind Bob, Human Resources Director

Susan Pitz, General Counsel

James Conway, Assistant General Counsel

Stephanie Ceccarelli, Board Secretary

SECTION 1. OPENING CEREMONIES

ITEM NO.1 PUBLIC COMMENT

Chairman Ellis asked if there were any persons present in the audience wishing
to be heard on the item listed on this agenda.

None present.
ITEM NO. 2 Approval of minutes of the regular meeting of the UMC Governing Board
Human Resources and Executive Compensation meeting on May 20, 2024.

(For possible action)

FINAL ACTION:
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 2 of 8

A motion was made by Member Hobbs that the minutes be approved as
recommended. Motion carried by unanimous vote.

ITEM NO. 3 Approval of Agenda (For possible action)

FINAL ACTION:

A motion was made by Member Franklin that the agenda be approved as
recommended. Motion carried by unanimous vote.

SECTION 2. BUSINESS ITEMS

ITEM NO. 4 Review and discuss the final FY24YTD Turnovers & Hires, and direct staff
accordingly. (For possible action)

DOCUMENTS SUBMITTED:
-  None

DISCUSSION:
Mr. Russell reviewed the turnover and hires report through July 2024.

e Voluntary turnover for FT/PT was 912 for the year or 7.15%, which is
better than industry standards.

o Per diem turnover is about 48%. RN data is showing 5.77% turnover.

e Overall for the year, over 1,177 employees have been hired to date — 333
of which are RNs.

e There are still about 4,738 in the employee population. Approximately
1500 employees are RNs. Top 3 turnover departments were EVS had 51,
Food Service at 49 and CRP at 42.

There was continued discussion regarding reducing the per diem turnover
rates and the difference with employee benefits for part-time and full-time
employees.

FINAL ACTION:

None

ITEM NO.5 Receive an update from the Chief Human Resource Officer; and direct staff
accordingly. (For possible action)

DOCUMENTS SUBMITTED:
-  None

DISCUSSION:

Mr. Russell provided the Committee with the following updates:
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 3 of 8

ITEM NO. 6

SEIU —Bargaining is ongoing. There are 3 additional dates scheduled for
discussions.

September 1%t is the go-live for the new FMLA administrator, Absence Plus.

A new vendor Corner Stone will be a new performance management system.
Go-live is anticipated January 2025.

FINAL ACTION:

None

Review and discuss the revisions to the Physician & Non-Physician
Provider Traditional Compensation Plan; and make a recommendation for
approval by the UMC Governing Board; and take action as deemed
appropriate. (For possible action)

DOCUMENTS SUBMITTED:
- Physician & Non-Physician Provider Traditional Compensation Plan

DISCUSSION:

The Committee reviewed and discussed changes to the physician compensation
plan. This valuation will be reviewed every two years.

The substantive changes to this Compensation Plan include:

1. Update the compensation and wRVU data based on the latest data from our
fair market value vendor. Two new classifications were added to the plan,
Transplant Surgeon and Hepatologists.

2. The revised plan is anticipated to be effective on or September 1, 2024, and
will cover existing and future employees within the identified classifications.

There was a lengthy discussion regarding the rate changes for the existing
classifications and specialties. Ms. Pitz provided an explanation of the
compensation salary range and the basis for salary increase. The physicians in
the plan are considered at-will contracted employees.

The committee would like to periodically review the productivity and
compensation of the employees in the plan.

Clarification was made to the language regarding the employee’s employment
status.

The Appendix 3 added appropriate pay information to the compensation plan for
general medicine.

FINAL ACTION:

A motion was made by Member Franklin to approve the revisions to the
Physician Compensation Plan, and recommend approval to the Governing
Board. Motion passed with a unanimous vote.
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 4 of 8

ITEM NO. 7

ITEM NO. 8

Review and discuss the FY24 Organizational Successes/Year in Review
Presentation; and take action as deemed appropriate. (For possible action)

DOCUMENTS SUBMITTED:
- PowerPoint Presentation

DISCUSSION:

Mr. Van Houweling reviewed some of the year end successes for the hospital,
including the construction and the Revitalize project, as well as the addition of
employed doctors. He highlighted achievements in the journey for Magnet and
Pathways to Excellence

Highlights continued with achievements from each department including,
Nursing, Finance, Human Resources and Experience departments.

UMC was voted Best of Las Vegas for 2023 as well as the following recognition
rewards:

Gold Winner: Best Hospital, Best Urgent Care/Walk-In Clinic, Best Pediatrician
and Best Place to Have a Baby.

Silver Winner: Best Medical Practice and Best Orthopedic Surgeon

Bronze Winner: Best Surgery Center

There was discussion regarding where UMC stands in the journey for Magnet
Status and what needs to be done to achieve this designation. Staff will continue
to provide updates regarding this journey.

FINAL ACTION:

None taken

Discuss, score, and approve the Human Resources and Executive
Compensation Committee Organizational Performance Goals for FY24, and
make a recommendation for approval by the UMC Governing Board; and
take action as deemed appropriate. (For possible action)

DOCUMENTS SUBMITTED:
- Physician & Non-Physician Provider Traditional Compensation Plan

DISCUSSION:

1. ldentify and create a Career Pathway growth plan for at least one individual
contributor classification at UMC. This goal has been was achieved.
e Through partnership with UMC professional practice with that
designed the first career pathway, first career path will be for CNAs.
Expected to begin fall of 2024.
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UMC Governing Board Human Resources and Executive Compensation Committee

August 26, 2024

Page 50f 8

ITEM NO. 9

2. Implement and paperless benefit enrollment packet by creating a new
workflow, allowing employees to complete enrollment forms and upload
required documents. — This goal has been met.

e Currently piloting new packet and process with new hire group.

3. By March 1, 2024. Revise the existing Underfill program and policy to make it
less cumbersome to administer and more enticing for employees to consider
participating. — This goal was achieved.

o Revised the policy was sent and approved by the UMC policy
committee in June 2024.

4. By October 1, 2023 , through assistance with the applicable departments,
identify and implement a turnover action plan for the FY23 top two RN & top
two ancillary turnover departments that translates into a reduction in voluntary
FT/PT turnover of at least (2%) in that department for FY2024.

This goal was achieved.

5. By December 31, 2024, enhance the diversity and health equity committee to
expand participation among UMC staff and identify initiatives that improve
diversity and health equity work within the organization.
This goal has been achieved.
The Committee feels that staff has done great work in achieving these goals
and awards 100%.

FINAL ACTION:

A motion was made by Member Franklin to award 100% achievement of the
goals met by Human Resources and Executive Compensation and recommend
approval by the UMC Governing Board. Motion passed with a unanimous vote.

Discuss all other Organizational Performance Goals Outcomes for FY2024,
and make a recommendation for approval by the UMC Governing Board,;
and take action as deemed appropriate. (For possible action)

DOCUMENTS SUBMITTED:

PowerPoint Presentation

DISCUSSION:

The Committee reviewed and discussed the summary of all of the Committee
goal outcomes for FY2024.

The goals were weighted for each committee as follows:

Strategy — 25%
HR- 20%
Quality- 30%
Finance- 25%
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 6 of 8

ITEM NO. 10

The following are the percentages each committee agreed on.

A&F 25/25
CQPS 25/30
HR 20/20

Strategy 23.75/25

Collectively the Committee felt 94 percent was met out of 100 percent for the
FY2024 Performance Goals and Objectives.

Mr. Van Houweling thanked the Committee for their support.
A motion was made at 94%.

FINAL ACTION:

A motion was made by Member Franklin to recommend to the Governing Board
that Mr. Van Houweling met 94 percent of the goals for FY2024. Motion carried
by unanimous vote.

Review and discuss the CEO merit salary adjustment and incentive bonus
for FY24, and make a recommendation for approval by the UMC Governing
Board; and take action as deemed appropriate. (For possible action)

DOCUMENTS SUBMITTED:
- PDF

DISCUSSION:

The Committee reviewed and discussed the merit increase. The percentage
maximum for the merit increase is at 10%.

Member Lopez-Hobbs suggested the range for the merit increase should be 6-
7%. There was continued discussion regarding the compensation range for Mr.
Van Houweling as compared to other like organizations. There was a lengthy
discussion regarding the benefits that the CEO has received throughout the year.
Mr. Russell reviewed the Mercer data as it relates for CEOs in like organizations.
The Committee discussed a reduction in the salary and increase the bonus.

Chair Ellis then recommended a 9% merit increase and Member Franklin agreed.
Member Lopez-Hobbs recommended a 7% increase.

Mr. Van Houweling thanked the Committee for their support.

FINAL ACTION:

A motion was made by Member Franklin to recommend to the Governing Board
that Mr. Van Houweling be awarded a 9% merit increase. Motion carried by
majority vote.
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 7 of 8

ITEM NO. 11 Review and discuss the Human Resources and Executive Compensation
Committee Organizational Performance Goals for FY25, make a
recommendation for approval by UMC Governing Board; and take action as
deemed appropriate. (For possible action)

DOCUMENTS SUBMITTED:
- PowerPoint Presentation

DISCUSSION:

Mr. Russell reviewed the new HR organizational goals for FY2025. The proposed
goals are as follows:

¢ In conjunction with the Employee Experience department, design and
implement a new employee onboarding experience, which includes a new
employee onboarding guide, revision of the existing new hire orientation, and
revision of the existing 1st year check-in survey process

e Design a plan to automate internal transfers/onboarding using NeoGov, SAP,
and other systems

o For FY25, duce per-diem turnover from the FY24 All Employee (48.26%) &
RN (40.27) categories by at least 2% each.

e From September 1, 2024 through June 30, 2025, no more than 10% of the
total Annual Reviews due will be issued to an employee more than 60 days
after due date.

e With the support of clinical education and the DEI Committee implement the
distribution of cultural competence materials and applicable resources during
NHO and to P/D hires.

The committee asked what the target date would be for the second goal.
Member Franklin suggested it would read “design and implement”.

Mr. Russell stated that it could be to “Design the plan by February 1, 2025 and
implement by June 30, 2025. The Committee was agreeable with the
amendment.

Goal 4 would be changed to add “eligible annual reviews”. The committee will
continue to monitor this goal.

FINAL ACTION:

A motion was made by Member Franklin to approve the HR goals for FY25 and
recommend to the Governing Board for approval as amended. Motion passed
with a unanimous vote.

ITEM NO. 12 Review and discuss all other Governing Board Committee Organizational
Performance Goals for FY25, and make a recommendation for approval by
the UMC Governing Board; and take action as deemed appropriate. (For
possible action)

DOCUMENTS SUBMITTED:
- PowerPoint Presentation
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UMC Governing Board Human Resources and Executive Compensation Committee
August 26, 2024 Page 8 of 8

DISCUSSION:
The committee reviewed and approved all of the Committee goals for FY25.

FINAL ACTION:

A motion was made by Member Franklin to approve the HR goals for FY25 and
recommend to the Governing Board for approval. Motion passed with a
unanimous vote.

SECTION 3. EMERGING ISSUES

ITEM NO. 13 Identify emerging issues to be addressed by staff or by the UMC Governing
Board Human Resources and Executive Compensation Committee at
future meetings; and direct staff accordingly. (For possible action)

Discussion:
The committee would like a presentation regarding the physician compensation
and the benefits the hospital has received from the employment model, as well

as the profitability of hiring physicians.

COMMENTS BY THE GENERAL PUBLIC:

At this time, Chair Ellis asked if there were any persons present in the audience
wishing to be heard on any items not listed on the posted agenda.

SPEAKERS(S): None

There being no further business to come before the Committee at this time, at
the hour of 4:30 p.m. Chairman Ellis adjourned the meeting.

Approved:
Minutes Prepared by: Stephanie Ceccarelli
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UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA

GOVERNING BOARD
HUMAN RESOURCES AND EXECUTIVE COMPENSATION
COMMITTEE
AGENDA ITEM
Issue: UMC/SEIU Nevada Local 1107, Collective Bargaining Agreement | <"
Petitioner: Kendrick Russell, Chief Human Resources Officer Clerk Ref. #

Recommendation:

That the Human Resources and Executive Compensation Committee review and
recommend for approval by the UMC Governing Board and ratification by the
Hospital Board of Trustees, in accordance with Cark County Ordinance 3.74.030(12),
the Collective Bargaining Agreement between University Medical Center and the
Service Employees International Union, Local 1107, effective the date ratified by the
Hospital Board of Trustees through June 30, 2028; and take action as deemed
appropriate. (For possible action)

FISCAL IMPACT:
Fund #: 5420.000 Fund Name: UMC Operating Fund
Fund Center: Various Funded Pgm/Grant: NA
Description: Service Employees International Union, Local 1107, Collective Bargaining
Agreement
Increase Amount:
FY2025 FY2026 FY2027 FY2028 Total
$12,806,640 $15,399,758 $10,759,916 $10,931,918 $49,898,232
BACKGROUND:

On September 12, 2024, the University Medical Center of Southern Nevada (“UMC”) and the Service
Employees International Union, Local 1107 (“SEIU”) reached a tentative agreement for a new Collective
Bargaining Agreement (“the Agreement”). SEIU’s members ratified the Agreement on September 18,
2024.

The following is a summary of some of the more substantive enhancements of the Agreement:
o The entire Agreement was subject to negotiations and 30 Articles were amended, and one new
article added.
e There will be a retroactive cost of living adjustment (“COLA”) for Fiscal Year 2025 that will be
paid subsequent to ratification of the Agreement.

Cleared for Agenda
September 24, 2024

Agenda Item #
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UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA
GOVERNING BOARD
HUMAN RESOURCES AND EXECUTIVE COMPENSATION
COMMITTEE
AGENDA ITEM

There will be a one and one-half percent increase to the salary schedules in Fiscal Year 2025 and
2026. It will not be retroactive and is only applicable to full and part time employees.

There will be a COLA for Fiscal Years 2026-2028.

Attachment I is a brief summary of substantive changes to each Article.

Attachment II contains all Articles with new language in their entirety (with new language
underlined and deleted language lined out).

Attachment III is the Fiscal Impact Summary that outlines the total and annual costs and/or
savings of the new Agreement.

Attachment IV is the Fiscal Impact Summary that outlines the total and annual costs of the
changes and/or savings of the new Agreement.

Cleared for Agenda
September 24, 2024

Agenda Item #

Page 140f 165



The Highest Level of Care in Nevada




UMC & SEIU Nevada Local 1107

Renewal Collective Bargaining Agreement
October 15, 2024* — June 30, 2028

Substantive Enhancements

*pending approvals by the UMC Hospital Board of Trustees

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 89102



Timeline

Timeline & Stats

2/15/2024
9/12/2024
9/18/2024
9/24/2024

9/25/2024
10/15/2024

Bargaining commenced
Tentative CBA reached
SEIU Ratification of CBA

The UMC HR & Executive Compensation Committee recommends approval to the UMC Governing
Board

UMC Governing Board recommends approval to the UMC Hospital Board of Trustees

UMC Hospital Board of Trustees reviews and considers for approval

e 3,900+ represented by SEIU Nevada Local 1107

* More than 20 bargaining sessions

e 30 of the 45 Articles were opened and modified

* One (1) new article was inserted Article 46 — Centralized Resource Pool

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102



Schedule

COLA

Date Action
7/1/2024 (FY25) 3.0% tied to Consumer Price Index “CPI” — Retro to 7/1/24
7/1/2025 (FY26) Minimum 2.0%; Maximum 3.0% tied to CPI
7/1/2026 (FY27) Minimum 2.0%; Maximum 3.0% tied to CPI
7/1/2027 (FY28) Minimum 2.0%; Maximum 3.0% tied to CPI

* Applies to all FT, PT, and Per-Diem EE’s
* CPllanguage also has trigger that if CPI-U all items in West-Size class B/C, not seasonally adjusted, is greater than 5%, the increase will be 4.5%.
Additionally, if the same CPI is equal to or nor less than 0%, the increase will be 1%.

Salary Schedule

Date Action
10/15/2024* 1.5% increase to the existing salary schedule
7/1/2025 (FY26) 1.5% increase to the existing salary schedule

* Noretro
* Only applies to full-time and part-time EE’s (i.e., not per-diem)
*anticipated

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102



Shift Differential & Standby Pa

Shift Differentials

Date Action
7/1/2025 (FY26) Weekend: Increases from $2.05 to $2.25
7/1/2026 (FY27) Evening: Increases from $1.60 to $1.75
7/1/2027 (FY28) Night: Increases from $2.20 to $2.30

Date Action
7/1/2025 (FY26) Increase from $5.00 to $5.25
7/1/2026 (FY27) Increase from $5.25 to $5.50

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102



Miscellaneous Enhancements

* Floating & Call-off

* Demotion language

* Promotion language

* Attendance & Tardy

* Drug & Alcohol

* Centralized Resource Pool
e Consolidated Annual Leave

 EIB

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102



ATTACHMENT IV — SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1107

UNMIVERBITY MEOICAL CENTER

FISCAL IMPACT SUMMARY
FY 2025:
Article # D ot MNew Benefit or summary of Fiscal | ot
cle escription Change in Benefit Mew Benefit or Change in Benefit tseal impa
14 Wages Change Three percent (3.0%) increase in COLA effective July 1, 2024 (includes PERS/FICA) 59,391,900
14 Wages New an and one half percent (1.5%) increase in salaries/salary schedules effective October 15, 2024, $3.568.718
(includes PERS/FICA)
15 Status Change Change [?Ine percent ({1.0%) increase in hourly rate due to promotion effective November 1, 2024% 514,401
{(includes PERS/FICA)
21 caL Mew Addition of one (1) floating holiday pilot effective January 1, 2025 {includes PERS/FICA) 591,476
22 EIB Mew Voluntary EIB cash out program effective Movember 1, 2024 to June 30, 2025%%, [5223,258)
1 CAL Change Revised CAL au:u:rua_l schedule for zero (0) days to ninety (90) days and for ninety-one (91) days to twelve (36,597
(12) months, effective November 1, 2027%%*
Total 512,806,640

*Increase takes effect on the promotion date of each employee promoted on or after November 1, 2024 The 1 0% increase is over the normal 4.0% incregse an employee would receive upon promotion. Ex: a promoted

employee will receive o 5.0% increagse, instead of o 4.0% increase.

**Searting November 1, 2024, EE= whe have an ofd EIB1 balance have until June 30, 2025, to cash out their EIB1 balance for S0% ofthe value, and lose the remainder of the balance. Thisveluntary program will end on

Tune 30, 2025, The costing analysis assumes ten percent (10%)] of EEs with an EIE1 balance will take advantage of this voluntary program.

***For new hires effective 11/1/2027 they will begin to accrue CAL gt the 830777 rate, rather than having a tiered approach the first year. Emplovess hired before this date will continue to accrue the old way until they

meet the requirements in the prior plan. EEs in the new plan will not have the ability to cash out their CAL during the first year of employment, nor be paid out for it if they terminate employment.

FY 2026:
Artidle # Article Mew Benefit or Summary of Eiscal | ot
iee Description Change in Benefit Mew Benefit or Change in Benefit seat impa
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2025. (includes PERS/FICA) 510,000,402
14 salaries New One and one half percent (1.5%) increase in salaries/salary schedules effective July 1, 2025, 54,990,622
{includes PERS/FICA)
17 Cvertime Change Twenty-five cent (30.25) p/h increase in Standby Pay effective July 1, 2025. {includes PERS/FICA) 598,531
1B Shift Diff Change Twenty cent (30.20) p/h increase in Weekend Differential effective July 1, 2025. $310,203
{includes PERS/FICA)
Total $15,399,758

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102




UNMIVERBITY MEOICAL CENTER

ATTACHMENT IV - SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1107

FISCAL IMPACT SUMNMIARY
FY 2027
Article # Article Mew Benefit or summary of Fiscal | ot
icle . . . iscal Im
Description Change in Benefit Mew Benefit or Change in Benefit Ra
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2026. (includes PERS/FICA) 510,480,963
17 Owvertime Change Twenty-five cent (50.25) p/h increase in Standby Pay effective July 1, 2026 (includes PERS/FICA) 598,531
18 Shift Diff Change Fifteen cent (50.15) p/h increase in Evening Differential effective luly 1, 2026. (Includes PERS/FICA) 5180,422
Total $10,759,916
FY 2028
Article # Article Mew Benefit or summary of Fiscal | ot
ce Description Change in Benefit MNew Benefit or Change in Benefit iscal impa
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2027 . {includes PERS/FICA) 510,802,315
18 Shift Diff Change Ten cent (50.10) per hour increase in Night Differential effective July 1, 2027 . {includes PERS/FICA) 5119603
Total $10,921,918

University Medical Center | 1800 W. Charleston Blvd. Las Vegas, NV 82102



Attachment |

University Medical Center

And

Service Employees International Union (SEIU), Local 1107
Collective Bargaining Agreement

2024-2028

Amended Articles

Article Article Title Substantive Changes
Number
Effective the date ratified by the UMC Hospital Board of
1 Agreement Trustees.
3 Recognition Clarified details required on report to the Union.
4 Discrimination Clause Revised language to align with EO program.
Clarified language regarding HR files. Reinforced
) commitment to complete annual reviews more timely.
6 Employee Rights Meet & confer regarding name and template for use when
issuing a management directive.
) ) Clarified language on Union EE’s and Stewards attending
7 Union Rights meetings.
Grievance and Clarified what is a Director; language regarding scheduling
3 Arbitration Procedure | grievances; when LCA’s may be issued.
10 Discipline and Discharge | Clarified copies provided to the Union.
Clarified when per-diems may be placed on the schedule.
11 Per-Diem Employees Added ability for Per-Diems to access standby & acting
pay.
Personnel Layoff, Recall | Clarified FTE status for layoffs. Disallows placement on
12 and Appeal Procedures | recall list if EE declines position offered.
Probationary / Qualifying | Require written notice for probation extension. Removes
13 Period qualifying review requirement.
Identifies COLAs, Salary Schedule Increases for the contract
term. Revises promotion & demotion %’s. Streamlines
14 Salary & Salary Status | iarit’s and removes ability to receive a merit if below a
Upon Status Change 2.5. Moves EEs to anniversary date for performance
reviews. Clarifies reclassification language.
15 Blank Inserted parts of 15 into 14 — now blank for future use.
] Modest increases to standby rate for FY 26 & FY27.
17 Overtime Revised crisis staffing incentive to reflect current practice.
Modest incremental increases to differentials in FY26-
18 Shift Differential
FY28.
19 Acting Appointments Provides CEO ability to approve more than 4%.
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20

Critical Care Premium

Department name revisions.

21

Consolidated Annual
Leave

New benefits eligible EEs will have access to full accrual
rather than a staggered accrual during the first year. No
option to cash out or have it paid out on separation during
first year. Inserted current practice of status change and
cash out of CAL. Added Juneteenth to holidays recognized.
Added ability for EEs in a closed department to use VUL if
they have less than 40 hours. Creates one year pilot for
one floating holiday for a fully closed department.

22

Extended lliness Bank

Allows EEs with an EIB 1 bank (pre September 2016) to
cash out value before 6/30/25, at 50%, and forfeit the
remainder.

23

Miscellaneous Leaves

Clarified access to bereavement leave, and increased the
time period in which it can be used.

29

Seniority

Allows for RN New Grads hired into CRP to maintain
seniority when placed into their first department upon
completion of training. Allows for EEs who are transferring
and being held because of staffing to access pay after 2
weeks.

30

Posting of Vacancies

Allows full-time/part-time EEs to drop status to per-diem
without a posting, upon approval by management.

31

Call Off Procedure

Allows UMC discretion of moving up calling off those on
overtime. Clarified extra shift. Introduces pre-balancing to
help ensure full and part time EEs are receiving their
scheduled hours before call off.

35

Contracting Work and
Mutual Obligations

Extends notice from 30 to 45 days. Memorializes current
practice of providing employee list upon notification.

36

Policy on Drug and
Alcohol Free Workplace

Clarified various language. Changed supervisor checklist
used for suspected impairment. Allows for mobile onsite
testing for reasonable suspicion testing.

37

Attendance Policy

Reduces call in notice from 8 hours to 3 hours and not
meeting expectation will lead to two attendance
occurrences. Absence now starts one hour into shift
instead of two. Verbal counseling now starts at 6
occurrence instead of 7t". Replaces suspensions in the
disciplinary process with second and final written’ s.
Clarified habitual and patterns language.

38

Tardy Policy

Redefines a tardy to be only until 1** hour, instead of until
2" hour, which it then becomes an attendance
occurrence. Redefines levels to remove suspensions, and
replace with 3™ and Final Warning. Clarifies who can
witness a tardy for documentation purposes.
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Clears up language on department names. Removes one of
the criteria where an EE could refuse to float —if on an

39 Floating unscheduled shift. Removes one of the float sequence
steps for EEs working an additional shift.
Effective the date ratified by the UMC Hospital Board of
45 Term of Agreement

Trustees and runs through June 30, 2028.

Memorializes the existing letter of agreement into the CBA

) with slight changes. EE’s flexed in late will not be eligible
46 Centralized Resource | 41 call back or travel pay if called in during the four hours.
Pool (CRP) Management will give consideration to breaks and meals
before calling off staff.

The Union and UMC will meet and confer in 2025 and 2026
Compensation Market

Side Letter ) on up to eight positions for a market study review. No
Studies requirement to implement.
Slight changes to the definition of illegal drugs. Removal of
Appendix D Definitions

qualifying period language.
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2024 SEIU/UMC Negotiations Attachment ||

9/12/24
Art# | Title . TA
1 Agreement * 9/12
2 Intent B 3/7
3 Recognition 3/7
4 Discrimination Clause 2/15
5 Managemenf Rights 3/7
6 Employee Rights ' 6/6
| 7 Unions Rights 6/27
8 Employee Deductions 3/7
9 Grievance and Arbitration procedures 4725
10 Discipline and Discharge 3/14
1 Perdiem Employees ' 4/11
12 Personnel Layoff, Reéall, and Appeal Procedures 4/25 |
13 Probationary/Qualifying a/4 |
_'1F Salary* - 9/12
15 Salary Upon Status Change* 9/12
jﬁ ~ |Hours of Work TG/Z?‘—
17 Overtime* 9/12 +
18 Shift Differential* I, 0/ |
19 Acting Appointments -, | ek2d
20 Critical Care Premium 7 8/1 .
[ 21 caLx - 9/12
22 EIB* 9/12
23 |Miscellaneous Leaves 5/2
i 24 GroUp Insurance 9/12
25 Retirement Contributions 3/7
| 26 Workers' Comp - 3/7
27 Longevity 3/7
28 Education/Training 9/12
29 [Seniority 4/25
30 |Posting of Vacancies ;4/25
31 Call Off Procedure 7/18
32 Labor/Management Committee 9/i2
[ 33 |Health and Safety 3/7
34 Patient Care Advisory Committee 3/7
| 35 Contfacting Work and Mutual Obligations 5/2
36 Substance Abuse P;)Iicy 4/4
37 Attendance 5/2 i
38 Tardy 4/25
| 39 |Floating 6/20

Yellow Highlighted* are part of 9/12/24 package proposal
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2024 SEIU/UMC Negotiations

9/12/24
Art # Title ' TA
40 Access to UMC Services 3/7
4 General savings Clause 3/7 -
42 Entire Agreement 3/7 i
43 Anti-Strike Clause 3/7
44 |Interpreter Pay . 9/12
45 Term of Agreement* 512 |
46 |‘Centra[ized Resource Pool (CRP) 7/18
Side Letter Compensation Market Adjustments* 9/12
Appendix A - List of Classifications* 9/12
Appendix B - Salary Ranges, Effective 7/1/24 * [ 9/12
Appendix C - Observation/Incident Report* 9/127
Appendix D - Definitions* 9/12
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UMC to SEIU — Package Proposal # 1 - 09.05.24

ARTICLE 1
Agreement

This Agreement is made and entered info on <date to be inserted upon
approval by the Clark County Board of Commissioners>, by and
between the Service Employees Infernational 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."
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ARTICLE 2
intent

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

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

!
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ARTICLE 3
Recognition

UMC hereby recognizes the Union as the sole and exclusive coilective 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 consuitation 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 tothe 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 to wages will be subject to the

grievancefarbitration procedure and differences of opinion in regard fo 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
UMGC has adopted a system of classification and compensation.

UMC employees who are exciuded-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. Temporary employees to the extent defined in Section 4 of this Aticle

e. Volunteers

f. Students, residents, and interns

The term “temporary employee” shall be defined as an individual employed in a position
established for a specific period of time (normaily 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  Page 29 of 165
under any circumstances. Thi ‘ imi

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

a. fails to 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;
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b. disavows its pledge not to strike against the local government employer under any
gircumstances;
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 reciassifications), and transfers.

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, PRNR, home
address, cell phone, home phone, personal email (if any of the items
are collected) membermon-member status, classification (job title), employment
status (full time, part time, o per diem, or limiled-term), department name, date of
hire, benefit accrual date, number of hours paid in that month, and wage rate.

d. Classification changes-{promations) dematiaons, 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 department, the effective date of the transfer.

f. All information s 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, . onal
information—is_redacted. Unless otherwise (dentified above, these reporis shall be

AAALLACLEREA L LU AL LR Ay

provided to the Union no later than the 15" of each month.
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UMC — 1t proposal 02.15.24

ARTICLE 4
Discrimination Clause

Pursuant fo 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 fo race, cofor, national origin,
religion, sex, sexual orientation, gender identity or expression, age (40+),
disability, ratienal-eorigin; 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 Article 9, Section 3 (D) of this Agreement shail apply.

Om%aé 2 [($[2Y

TAréE[U Local 1107 Date
m L. ol ) 15 }Z%
TA- UMC Date
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ARTICLE 5
Management Rights

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

a.

Hire, direct, promote, assign, transfer or take disciplinary action against any
employee, but excluding the right to harass an employee through

reassignment or ftransfer as a form of discipline. Transfers and
reassignmentis for the improvement of personnel staffing and utilization shall
not be deemed a form of discipline.

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

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

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

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

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

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

Take whatever actions may be necessary to carry out its responsibilities in

situations of emergency.

All rights and responsibilities of UMC not specifically modified by the Agreement
shall remain the functions of UMC. The above enumerated management rights shall
not contravene the expressed terms of this Agreement and shall be subject thereto.
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Any Human Resources policy created by UMC must be communicated in writing fo
the Union Executive Director or other Union officer designated
in writing thirty (30) calendar days in advance of implementation. Prior to
implementation, upon request by the Union, UMC will meet and confer with the Union
concerning the impact of the implementation of the policy on the bargaining unit. if
the emplovee is required to sign an acknowledgment of any such Human Resources
policy, a copy of .the signed document shall be provided fo 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.

Page 33 of 165
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ARTICLE 6
Employee Rights

1. 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 fawful Union membership or non-
membership activity or status. The right to join and participate in Union functions shall
be recognized as extending fo participation in the management of the Union in the capacity
of a Union Officer or representative.

2. 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.

3. UMC agrees that each employee shall have the right to review and photocopy materials

contained in histher their human resources personnel file. An employee’s Union
representative may review and photocopy any and all documents contained in the personnel
fﬂe" e ha h g 4 ahne nravidad. Human Rac -y ith o rala =

. 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 personne! file
beyond the dates of empioyment, and job title (classification), uniess authorized in writing
by the employee or unless’ required by federal or state law.

4, Each employee shall receive a copy of any formal performance evaluation, or disciplinary
~ action, before such material is placed in his/her 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 histher 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 wiil
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 evaiuation. Employee
evaluations are not subject to the grievance and arbitration procedure contained in Article
9 of the Collgctive Bargaining Agreement.
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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.

8.  Any disciplinary action {written warnings and suspensicns) 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 fufure disciplinary matters. Uper—removal—the—written—reprimand
andior—suspension-will-be-sent-ta-the-employee:

UMC and SEIU, Local 1107 shall not tolerate harassment or unprofessional conduct by
any employee (regardless of bargaining unit or managerial status or position within the
Union). Such action will be grounds for disciplinary action. UMC shali take all reasonable
steps within its control to protect patients, employees and the public from assault, harassment
or unprofessional conduct. Any complainis pursuant to this section shall be reduced to
writing within ten—{40)-weorking 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 ter{40)-working 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 threats of discipline without action ultimately being taken

b. Threats of viclence toward ancther person

c. Displaying abusive gestures or janguage during work hours

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

time frame will include time to investigate and the availability of the parties involved
e. Reprimands in public

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

8. Every employee has the right to Union representation in any investigative
meeting that the empioyee 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 fo that employee
as a result of this meeting are examples of meetings that generally would notrage 35 of 165
be attended by a Union steward and to which the employee may not refuse to
attend. To ensure the employee of hisher-their legal rights, UMC will identify for
the employee the reason for the meeting and gi give the empioyee reasonable time
to obtain a Union representative of hisfher their choice, For the purpose of this
Agreement, reasonabie 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
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10.

with management if the meeting is to discuss an egregious violation. In those
cases, an employee notified at the end of their shift will have until the beginning
of their next shift to obtain a Union representative. An employee is entitled to
be represented by a steward at all meetings where discipline is given in writing.
Unless mutually agreed to, the parties agree that the number of UMC and
Union representalives present at the meeting will be equal.

Nao 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 fraveler employees, volunteers or special training programs,
including but not limited to CWEP and Workers' Compensation Programs.

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

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

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

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

bt 27
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ARTICLE7
Unicn Rights

1. UMC ard the Union recognize and agree that the activities conducded on betalf of the Unlon by #s Ofiicars,
Stewards, negollaling commities members and Union representatives are essential in fosterng and prometing
a positive and productive relatfonship between the paries. UMC agrees that it will not in any manner or form,
impose restrictions upon or subject such Union members to disparate treatment, discrmination or relatation.
UMC resarves the right to make necessary adjusiments fo schedules of Union representatives lo ensura ihe
aperational needs of UMC are malnlsimed. UMC will meat with the Unlon and discuss operationat needs hat
vequire an adfustmant to the work schedule prior o making such adjuatment, Occaslonally it may be necessary
to make an immediate adjustmeni due {o emergenl sifuations. In such cases, the Unlon Execttive Direcior or
ather officer designaled in wrillng wil be nofified the next business day following the adjustment. Union
represenialives will be designated by the Unicn, The number of represeniatives allowable will be delarmined
in the following manner,

a, The Unlon may designate one fepresentative far svery 50 bargaining unit efigible employees
as calculated on July 1 of each year excluding allernales (ordinarily working differsnt shifts)
to perforn nomnal Undon representative duties as defined in this Agreement. Traditfonal rujes
of rounding will apply {Le. 74 equals one; 75 anuals two). At no tme will there be mere than
one representalive far every 50 bargaining unlt eligible employees efigible fo use release ime
In erder to conduct Union business,

b. While the Union s free 0 choose lls representative from UMC employess, I agress that
he aumber of representalfves from any ena department, division, work ares, or shift will not
hinder effective working 1elationships-or productivity and dellyeryofjhospitaservices;

Jurt—

C. The Unios shalf notify UMC, In writing, of the names of the represenialves and their respeciive
Jurisdictional area, within thirty (30) calendar days of lhe effective dale of any such designation.

2. Nom-employes represantatives of the Union shall be admiited 1o the premises of UMC, excepl for patient
care ajeas and any mesiicled sccesa areas, al reasoneble (mes. This access shall includs
employee breakrooms. Such vistallons shall be for the reasons of the administrafion of ihis
Agr Rapreseniativas shail provide the Chief Human Rescurces Officer reasonabla notllce with the
purpase for the visit prior to such visitations. Men-ampioyes represeniatives may be requirad 1o be ascored by
an individuat Union member approved by the Chief Human Resources Officer while on the premises.

3. The Union agrees that Union aclivitles shall not interfere witk the normal work dutles of employees and that
any contact with individual employeas or groups of employess, unless mutually agreed otherwise, shall
fake place during the employees' nomwark lime, including but not limited to breaks and mes! braaks,

4, UMC resarves ihe right io designale a meeiing place or fo provide a representalive to accompsny a
Union represantalive where operational raquicements do not parmil unlimiled access,

& Before leaving their respective dapartment, all Unlon representatives shaff submit a relaase Bme form, which
shall be made avaifable in the depariment, to histher immediate supervisor in order to receive release fime
from duly each ffime he/she conducis Union business. The represeniallve shalt not leave hisiher respeciive
department untl he/she has ncified the immediate suparvisor of the need to conduct Union businese and
obtain sither written or verbal (if release forms are not eveliable) pemmission to do s0. Representalives shal
be refleved of duty unless operalional demands grohlbit granting the raqueat. The Union representative wil
make avery reasonabla effort (o provide hisfher immediate supervisor as much advaneed nofice as possible of
{he nead to conduct Union business as defined by paragraph 6 of this Arficls. In-as. much as possbls,
when the representative (s notifled of fhe need to represent 2 member 24 hours {or 5 hours in the casa of an
egragious violalion) In advance, as described in olher asficles of this Agreement, the Union represeniative
will be held responsible for nolifying hisfher immediate supervisor 24 howrs {or § hours kn the case of
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an egregious viclallon) in advance of the need io be ahbsent from work to conduci Union business,
provided that the effected employee has been nolllled af least 24 hours (or 5 hows i the case of an
egregicus viotation} in advance of the mesting and advised of he purpose, Hime, dale and sile of the
meeting, except when an employes’s conflnued presence in e work place Is unsafe for co-workess, the
public. or other UMC resources. Use of representative fime shall not be abused by the employee and use
ol said ime will not be unreasonably wilhhell by the immediate supervisor. Employess may salect one of
the other Union representailves In the absence of the respeclive representalive who Is on authorized leave
or is atherwise upavailable. If no Union representative is available, the employes may use an employee of
hisfher choice. Employees ysing union release time are responsible for accurate and timely reporting of hours.

Union business shall include Ihe investigation of grievances, representallon of employees at meelngs
schedued and  held wilh management al any slep of lhe grievanca procedure,
damation/suspensionfermination hearings, ailendance af L.abo/ Managemen( meetings and monthly Union
represenfative  meetings. Only 20 represenlalives may use release lime lo attend tha monthly Union
representative meeting. Pricr to the monthly Union represeniative meeting, the Union may request of the
Chief Human Resources Officer thal adkiilional repr Hatives ba ref ¢ to altend the meeding. Approvat
of such request will bs al UMC's discretion; however, requests will not Be unreasonably denied. Payment for
sush meetings will be processad upon recelpt of the sign-in sheet from the Union in accordance wilh Section
7. All charges will be applied o a separale accounting code for identfication purpose. Any clher Union
related activitles shall be deducted from the howrs defined ih Saction 8. Only one (1) represeniative shad
be gliowed to Invesligate a grievance of represenl an employee during any one shifl, regerdless of the
number of employaes involved in a parficular grievance. One {1} newly elecled or appointed steward
may accompany 3 steward, and sne {1} new hire or appoinfed UMC leader, hearing officer or HR Representative
aray accompany UMC feadership, to aliend o two meetings or hearings wil-management a5 a silent observer
during the 90 _sidy (G0} dayg of theit appoiniment (steward) [ new hire or appointme t/hpat
efficer/HR). The silant observer may_be released by Lheir histhes supervisor if operational demands allow
and use Union bank time {(approved by the-Rresident-of-SEU) if attendance is during the sleward*s nornal
work fime. Employees using union release lime are responsible for accurate and {imely raporting of hours.

Tha Union shait furnish UMC a copy of the record of attendancs of the menthly URIGh réPresentaliva meeting.

For each separate fiscal year covered by the term of {his Agreement, the Unlon wilt be alocated a total of

2006300 1060 340hours leave without loss of pay for designaled Urfen members lo attend conferences,
logistatt ions, oo tiens, and other Unlon business not apecified in Seciion 8, Use of these hours
must ba approved by two of the Chiaf Stewards of UMC. if Union bank hours are excesded, the employea
shalt be given the option (o use Consoildaled Annual Leave or Voluntary Unpatd Leave or Leave Without Pay,
pursuant to Arflcles 21 and 23 of this Agreement. Fer diem andfor fravel shall not be provided by UMC,
Such leave shall nol be cumulative from fiscal year to flscal year. UMC shalt not ba responsible for any
industetal infury clalms resulting from activittes performed on behalf of 1he Union away from UMC work iocatfons
during normal work hours, Bank hours may be denfed based on eperational demands, Employees using union
release tme are respensible for acourate ang fimely reporting of hours.

Tha padies ages io a preconference meeling prior to formal negoliations commencing to meet and
copfer lo the logistics of negofistlens including the number of team membars and chservers attending
rregolintion sessions.

If the Union President is an employes of UMC, hefshe shall be granted 40 hours relasse dme each
week with pay Inciuding premiums and the accrual of all eamed benefits to accomplish Union businass,
When an employee has completed higfher service as President, he/she shall be refurned to histher
previous posiiion withou! loss of any stalus or benefil governed by this Agreement,

The Union Chief Stewards shal be provided a combined 48 hours release {ime each week with pay including
pramiums and the accrual of aff earned benefits in order to conduct dutles associaled with hisfther office, or if
{he Unlon chooses, two (2) or more Chief Slewards each shall be granted a portion of the 48 hours refaase
lime for e week as agreed to by the Chief Stewards and tha Fresident of the Unjon. When an employes has
completed hisher services as a Chief Steward heishe shall be retumed to his/her previous position
without loss of any stalus or benefit govemed hy fhis Agreement. In tha absence of one of the Unlon
Chiel Stewards, {he other Union Chie! Steward(s) may be assigned additionat hours, not 1o excesd 48 hours

Hed: Stethrough
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aggregate. if one of the Union Chief Stewards la not avaflable, the Presidenl of the Union may dasigrats the
Vice President or one of the other Slewards lo receive the refease time normally assigned la that Chief
Sleward.

12, The Unlon Chief Stewards or thelr designee shall be allowsd thity (30) minutes duing Human
Ressurces New Hire Orentalion for the purpose of orenting new employees to ihe Union and
#la slructire. The lime may nol be used io make personal attacks or uafavorabla commenls regarding the
adminisiralion and/or operations of UME,

13, UMC shall provide the Union reasonable space (at leasi 24*x 36") on a designaled bulfelin board In a
readily accassible area in each depsriment thai s normally used for communications {o employess, o the
Unifen fer the posting of malerials relaled fo Unlon busipess, UMC shalf provide a locked, glass enciosed
bultetin board oulside the cafeledia measurdng at least 38 X 38 Inches, Any malerlals posied on any hulfetin
board must be dated and inllialed by a Union Officer, the Executive Diractor or Chief Steward responsible
for the posling and the Unlon will make every reasonable effort to provide a copy of all materials posted to the
Chief Human Resources Qfficer priof fo or at the time of posting.

14. Union nollces relating tothe folowing matters may ba posted wilthautthe necessily of receiving the Chief
Human Resources Officer prior approval;

Union recreallonal and social affairs;

notice of Union meetings;

Union officers and commities appeiniments;

nelles of Union slections;

results of Union elacticns

reporis of slanding comnittees and independent.arms ol the Union; ‘and,
publications, rufings or policias of the Union,

@m0 anTe

15. Adl other nolices of any kind not covered by {a) through (g} above must recelve prior approval of the Chief
Human Resaurces Officer. It is also undersioad that no materal may be posted on any bulletin boards al any
{ime which conleln the following:

a. persenaf aftacks upon any other membar or any other employes;
b. scandalous, scurdlous or derogatory altacks upon the administration:

c. scandefous, scumilous or derogalory alacks upon a candidate for a partisan political office,

/ le-s-Unlon-an sy-{00)-daye-of-the-sfoclivedate-oHhis-Agreement:
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ARTICLE 8
Employee Deductions

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

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

The Union agrees to indemnify, defend and hold UMC harmless against any
and all claims or suits that may arise out of or by reason of action taken by
UMC in reliance upon authorization cards submitted by the Union to UMC. The
Union agrees fo refund-to-UMC) any amountsipaid ito, 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 signhed 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 foliowing the receipt of the dues deduction form.
Dues shall be remitted to the Union by UMC on a monthly, bi-weekly or
weekly basis coinciding with the pay periods of UMC, whichever the Union
requests (with thirty (30) calendar days advance notice to Human Resources).

If an employee-member fransfers to another bargaining unit position he/she
shall be continued on the dues deduction rolis.

UMC shall deduct from each employee’s check an amount voluntarily
authorized for the COPE (Committee On Political Education) and submit
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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) o UMC, UMC will make every reasonable
effort to honor the COPE deduction by the hext 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 periods of UMC, whichever the Union requests (with
thirty (30) calendar days advance notice to Human Resources).
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ARTICLE 9 )
Grievance and Arbitration Procedure

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

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

2, Grievances shall be handled in the following manner (excluding those issues that fail under
the purview of Section 3 and Section 4 below, or Suspension Pending Termination, which will

start af 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.0., 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. Itis during this meeting that the
Director may agree to modify disciplinary actions erto-offera-last chance-Agreementas

; i i entiogtermination. The employes or the Union on behalf
of the employee must requeast, in writing, Within' fourteen’(14) calendar days of receipt
of the discipline or from the dale the employee knew, or should have known, of the
alleged violation of any provision of this Agreement, to meet with the aggrieved
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 unless mutuaily agreed to extend the date of the meeting. If no such meeting
is held, the grievance shall automatically be considered appealed to Step 2.

b. The Step 1 meeting includes the Director, the aggrieved employee, the Union (at the
request of the employee), the management representafive administering discipline
or responsible for the alleged viclation 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 agres that the number of UMC and
Union representatives present af the meeting will be equal. Any and ail doccumentation,
including witness statements, relied upon by UMC to administer discipline and/or to be
used in a hearing, shall be provided to the employes(s), or the Union acting on behalf of
the employee(s), at least seven (7) calendar days prior fo the scheduled hearing date.
The Union, likewise, shall provide a copy of alf documentation, including witness
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, Page 42 of 16%
the Union steward may meet privately with the Dirsctor in an effort to resoive 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 employee affected by Agreement.

C. The parties may agree to a resolution at the mesting which will be summarized in writing
by the Director. However, the Director may also request time o consider potential

A
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rescliutions. Within seven {7) calendar days of the completion of the Step 1 meeting, the
Director shall communicate in writing his/her decision regarding the dispute. The
Director shall provide a copy of hisfher communication to the grievant, the Union Chief
Steward (and Unior: 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 meeling 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 discipiine), 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 the Chief Human
Resources Officer via email or a hand delivered within fourteen (14) calendar days

- after receiving the Step 1 declsion, uniess automatically appealed as provided

herein.

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

Hurman Resources, in conjunction with the employee(s), or the Union ch behalf of the
employee(s), shall make every reasonable effort to coordinate jointly meet-jeintly
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 parfies may agree to select a panei 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 hefshe they participated in the Investigation
or decision. Once the selection of the Hearing Officer(s) and dats 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 availabliity 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 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 alf 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 fo the hearing date. The Hearing Officer(s) will render a written
decision seven (7) calendar days of the conciusion of the Step 2 hearing, unless an
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extension of time is agreed upon by all parfies. The Hearing Officer(s) shall provide a
copy of the decision to the grievant, the Unicn Chief Steward and Human Resources.
The Hearing Officer(s) may uphold, modify, or reverse the action taken.

d. The hearing will be conducted in an informai manner and shall not follow formal rules of
evidence. The employee may represent himselffherself themnselves or be represented by
a Chief Steward of the Union,_a Union Staff Representative,  or Chief Steward designes.
Unless mutuaily agreed to, the parties agree that the number of UMC and Union

representatives present at the meeting will be equal. The employee or representative shall
be given an explanation of the evidence against kim/her 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 he/she they believes the evidence deserves in
rendering hefshe their decision. There will not be witnesses called as a general rule;
however, the hearing officer(s) has the right to cail 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 hisfher representative will
he allowed to guestion 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 oceur, and the Union shall be aliowed fo participate in the in-service.

f. A settlernent of a grievance (including but not limited to a Last Chance Agreement), can
occur at any step of the grievance and arbifration process. Any seftiement ofa-grievance

will be reduced to writing as_a nen-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) fo 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 either FMCS within 30 calendar days of the Step 2
hearing decision will resuit in the grievance being abandoned and the Step 2 hearing decigion
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, untll only one (1) name remains.

a. Both parties will make every effort to mutually set forth the issue(s) to be arbiirated in
advance of the arbiiration heating date.

b. The arhitrator shall act in a judicial not legislative capacity and is expected to perform
histher 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, ighore, add to or subtract from any
provision of this Agreement. Hefshe They shail 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 himther 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 andfor ordinances of the jurisdiction. The arbitrator, in the
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absence of expressed written Agreement of the parties of this Agreement, shall not
have authority fo 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 particuiar issues presented by the Union and/or UMC and the
decision shall be solely on his/her interpretation of the appiication of the expressed
terms of this Agreement. Any and all setflements and awards issued by the arbitratar
shall be limited on retroactivity to the date of the alleged violation or date of filing
of the grievance as decided by the arbifrator subject io the provisions of this
Agreement. The arbitrator shall not have the authority to excuse a failure by the
Union or UMC fo comply with the fime 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 iater.

The expenses of arbifrafion shall be borne equally by UMC and the Union.
Expenses incurred by either party in the preparation or presentation of ifs 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 andfor arbitration
hearings. UMC may limit the release of witnesses fo 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, withouf loss; of pay,-additional-witnesses for the purpose of testifying
at official grievance meetings andfor arbitration hearings:

3. Eaual Cpporfunitw/Anti-Biscrimination Procedures

a.

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

In the investigation of a complaint the 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 compiaint.

Any employee covered by the terms of this Agreement who is requested o 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 histher them_ request, may have a
Union representative accompany himiher 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 aiso be present at these
investigative meetings. However, the unavallability of a specific Union or management
representative is not grounds for postponement of the interview,

Grievances on those matfers for which the Nevada Equal Rights Commission, Equal
Empioyment 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. i
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
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e. in acknowledgment of the mutual concerns of UMC and the Union regarding the
NERC/EEOC/EQOP process, the parties mutually agree fo meet and review the
effectiveness of the processes identified abave no later than one (1) year from the
date of ratification and approval of this Agreement. If at that time, the parties mutually
agree this provision may be reopened to address any Identified concerns.

4, Interpretation  Grievances. The Union may file a grievance disputing management's
interpretation and application 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
Pirector L.eader will achedule and hold an informal meeling within fourteen (14) calendar
days with the Union representative in an effort to resoive 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 — Arhifration of this Article.

5. If mutually agreed, either party may request a waiver of the time limitations set forth in this
Article. A grievance not processed in accordance with the time limitations set forth in this
Article shall be considered vacant or abandoned. Failure on the part of UMC to respond to
a grievance in accordance with the time limits set forth in this Article shall result in the grievance
advancing to the next step of the procedure. The failure on the part of management {0 process
a grievance will be given serious weight in the resolution or retroactivity of an award. A
waiver of timeliness réquested by [the employes, or the Union.on behalf of the employee or
UMC, will be taken into consideration in the_ detetmination of any retroactive award.

6. No management designee shall hear the same grisvance at more than one
step,
e
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ARTICLE 10
Discipline and Discharge

1. No employee who has satisfactorily completed hisfer their probationary period may be disciplined,
demoted, suspended or terminated without just cause. Just cause may include, but is not limited
to insubordination, misconduct, mentat of physical disability as shown by competent medical
evidence, inefficiency, excessive tardiness or excessive absenteeism, abuse of sick leave or
authorized leaves, criminal conduct, withholding services as a result of a strike, failure to perform
job duties, and violation of established departmentai work ruies or procedures. An empioyee and
hisfer their Union Chief Steward, Steward, or Union Representafive, (UMC will only be required to
provide one copy to one of the individuals) when the employee has authorized the release, shail 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.

2. inthe event that UMC wishes to terminate the employment of any non- temporary or nen-per
diem employee, UMC shall provide the affected employee with a lefter of intent to terminate
employment setting forth the charges upon which the proposed termination is based. The
employee will be suspended without pay pending the determination of any hearing held in
accordance with Article @ - Grievance and Arbitration Procedure.

3. No employee shall be held in unpaid investigatory suspension for more than seven (7} calendar -

'ys No employee may k@ held in'a paid|investigatory suspénsion for longer than fourteen (14)
endar days unless mutually-agreea-upon by-the-parties.
T
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ARTICLE 11
Per iem Employees

ltis 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 ulilized In a manner that would
uitimately resuit in the elimination, erosion, or reptacement of full or part time positions. This
Article sets forth the terms and conditions of per diem employment. Reguirements 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 basls (for example. fill in for
scheduled CAL/EIB or other absences, including FMLA, workers' compensation, etc), or as
needed on a day fo day basis, as determined by UMC (for example: fluctuating census,
unavailability of regular staff, elc.).

Per diem employees may be scheduled or not schaduled, or called off from a pre-established
schedule. Per diem employees must be available fo rotate or work any shift based on hospital
or department need. The per diem employee shall provide writfen notice to their histher
supervisor of the ir his/ther availability based on hospital/deparimental needs.” Additionally,
a per diem employee's eligibility for schedufing 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 fo any of the following:

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

b. The per diem employee Is unavailable {including not providing avaiability to work and/or
being unavailable to work when needed andfor 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 avaitability 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.

2. Prime Holiday Availability - Employee must be available fo work a minimum
of one (1) surmmer 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 hofiday. Per diem employees will be regquired fo work thess prime
holidays after volunteers are solicited and before benefitted employees are
assigned to fill the shift.

3. Weekend Availability — Emploves must be avallable to-work o minimum-of one

weekend shift ner month-Employee must provide at ieast one {1} waekend shift
of availability per month.
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4, Failure To Meet Availability — Employee must respond to management's
contact attempts to identify the available shifts. Failure to respond to three
contact attempts within a 90 calendar day period will result in termination. Once
the employee indicates the shifts he/she 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.

A
c. During any roliing 6-12 month period, a per diem empioyee will be subject to the
following:

1. Four (4) tardies — employee shall receive a final wiitten warning indicating
that the nexi tardy in three months from the date of notification will resultin
termination.

2. 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 absentesism may result in
immediate fermination without prior warnings.

3. 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 notification
will result in termination. Employees with consecutive no call — no shows may
be terminated|without prior warnings.

4, The definition of a tardy, or absence (including habifual or abusive absenteeism)
and no call - no show is the same as specified for benefitted employees.

3. Per diem employees will not be scheduled for work hours until ali regular full and part-time
employees in the unit are scheduled for their hours of work in accordance with all applicable
scheduling timelines. For departments that self-scheduleing, per diem employees will be
placed on the schedule {based on their availability) prier to balancing of the schedule
with benefitted emplovees, A per diem empioyee, 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 empioyee.

4, Beginning with the 2081st hour worked a per diem empioyee, upon written requestto
Human Resources, prior to the position being posted, shail be entitled non-competitively to the
next available regular fulf or part time position in their histher classification withintheir
h-s+her current department except where a recall list exists. Hu m an Resources and/or
its designee shall notify the per diem employee by the end of the month in which fhey have
helshe-has-worked the 2081% hour. Per diem employees are not eligible for this benefit if
their personnel file includes a final written discipiinary action not eiigible for removal. If a Per Page 49 of 165
diem employee offered a full or part time position refuses the position, thelr his/her 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 entitierent for a full or part
time position under the provisions of this section. Part-time employees (.5 FTE to .7 FTE) who
have completed probation or qualifying period will be granted precedence to a fuil time position
in their current department over a per diem employee foilowing this same procedure.
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The parties understand that per diem employment is designed to be supplemental and
sporadic as delineated in Sections 1 and 2 of this Atticle, 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:

Article 1. Agreement; Article 2: Intent; Article 3: Recognition; Article 4: Discrimination
Clause; Arficie 5; Management Rights; Arficle 8: Employee Rights; Article 7 (except
Sections 10 and 11}, Union Rights; Article 8. Empioyee Deductions; Article ©:
Grievance and Arbitration; Article 10; Discipline and Discharge; Article 11: Per Diem
Employees; Atticle 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, 8, 7 and 10 only): Overtime;
Article 19 - Acting Appointment; Article 23 (except Sections 2,
3, 4, 5, 7 and 8). Miscellaneous Leave; Article 26: Workeys' Compensation; Article
28, (Section 9 only) - Education/ Training; Article 31 (Section 1 oniy): Call Off
Procedure; Article 37 (Section 1t onivy); Aricle 38 (Section 5 only)
: Floating Policy; Article 41: General Savings Clause; Article 42: Entire Agreement;
Article 43; Anii-Strike Clause; Article 45; Term of Agreement; Appendix B : Per Diem
Rates; Appendix C: Observation Report; and Appendix D: Definitions.

Prescheduled stand-by hours wiil be offerad to full-time and part-time emplovees bhefore
per diem employees provided the full-time or pari-time employee possesses the specific
skills, knowledge, and abilities. Similarly, acting appainttents will be offered fo full-time
and part-time employees who ‘are ‘working on shift in that depariment before per diem
employees provided the full-time or part-ime empioyee possesses the specific skills,
knowledge, and abilifies.

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

Effective the first full pay period following July 1, 2009, per diem employees will pay 7.5% into
a fixed deferred compensation pian, 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 affer separation
from UMC employment. Per diem empiloyees who quaiify for employer paid Public Employees
Retirement System (PERS) benefits will no longer contribute fo this deferred compensation
plan. It is not the intent of UMC to use this provision to increase the number of per diem
employeeas.
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ARTICLE 12 -
Persannel Layoff, Recall and Appeal Procedure

Layoff is defined as any involuntary separalion wherein management efminales a posilion withow prejudice
‘fo the incumbent.

The defermination of the number of positions, classifications and deperimenis fo be affecled by a layoff is a
management fighl. UMC and the Union agres that layoff and 1ecall of personnel and appeals of these acffons as
it perains to employees covered under this Agreamant shall ba prescribed below, Upon any layoffs, UMC shall
mest and confer with the Unlon to discuss the impact of the Jayofis on the bangaining unit,

Positions efiminaledfald off will nol be performed in total by a lower ciassification. Such position will no! be replaced
by a newly crealed per dlem position beyond the original complement for the affecied aren withcut determining if a
full time posilion Is viabia,

=~ Layoff Process

Sectlon 1 - Layoff Notification

Separation due lo jayolf shall require the giving of at least thirly {30) calendar days advanced wrilten nafice fo the
employee and the Union, unless emergent circumstances exist, clearly beyond the confral of UMC, wiich prevents
LG from having enough notice to give the thity (30) calendar days notice lo {he emplovee and the Unlon.
In ae even! shall an employee be laid off withoul fourlean (14} calendar days advanced wrillen notice of the
effeclive date of layoff fo the affected empioyes(s) and the Union, excepf in such instance where the
employee(s) agress lo accepl payment in lieu of nolice, of an equivalent amount of the employee's basa salary (as
defirad in Appendix D) by UMC, .

Saction 2 — Informational Meetingis)

Affected employaes wili be identified as a group and'be notified in wiiling that'a potantial layol may odeur, The
notification will include a date, time, and localion of hiformational meeting(s) to attend.~The informational meeting(s)
will include written nolification of the layoff pragess, individual seniorily dates of those poleniially affecled, a qument
list of appraved vacant posillons {by classification, FTE siatus, snd localion), and netification of olher Informational
meeling(s) andlor selecton mestingés). Tha kst of posiflons will he musl-be providad by-the-erganization and verified
by UMG Hurnan Resowrces, | g undarsiood that the Hst is dynamic and may be updsied 2t any tima prior lo the
selsclion meeting.

Saction 3 — Layoif Order
1. If it s determined thet lsyoffs are necessary, employess will be fald off in the fotowing order:

a. Temparary employess in the affected classilication(s).
b. Per diem amployses in lhe affected classiflcation(s),
C. Probalionary smployees from the affected classification{s).

2. In the evanl of further reductions in force, employzes will be laid off from the affecled classification in
irvarsa order of their classificalion senlodity o tospilal wide seniodly (as defined In Adicle 29} in the
even! an employee has been reduced in grade in accordanca wilh this Article.

3. As staled in Section 2 hereof, in evary inslance, the employee(s) with the [east amount of seniority in the
affected clagsification(s) shali be laid off first, except whera it has been delemminad, by UMC, that a less
sanior employee must be setained who possesues specific knowledge, skifts, and abilities, beyand those
of the senior employee(s), thal are necessary far the conlinued operafion of thal deperiment, Such
deleminafion is subject o Sedliosr 3 Appesl, of this Aricle,

4, As a result of the appiicalion of his layofl procedure, UMC may cause the reassignment, transfer,
reduction In grade, changs in £ YE sialus, of any combinafion thereof, of any employee based on
the appleable senfority as defined in Arlicle 28, UMC shall make every effort to help employees who are
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displaced to find other posilions in the UMC syslem.

Section 4 -~ Selection fteatin

1.

In arder of classificalion senichly (most senior first), each affectad employes shali attend the selection
meeting and will be offerad options In the order identifled below. IF ihe oplion I3 nol availiile at the tme of
hisfher theie furn, the employee will bé offered the nexi option. Each employee must attend the sefection
mesting In persen unless prior arrangemenis have been made and approved by UMC and SEIU. Failure to
altend ar have prior approved arrangements will result In tha employee giving up rights to the provisions of
this articie. Application of he layoff procass may result In employees net orginally identified belng affected
due 1o displacement. Should thal occur, UMC will identify lhe employess as a group and follow the process
int this articte for all such affected employess.

If avallable, ihe employee will be pravided two one options in the folfowing order:

a. Selact one of iwa-at-more (he vacant approved position(s) in the same classification and benefitted ,,-1 1 ¥

tted: Foat: Bold, Underiina, Font color: Accent t ]
0.9to tatus Tor which the employee has the knowledge, =

status fe.g. 0.9 to 1.0) at-the-equivalentETEs
skilts, abilitles, and qualifications to perform the dutles of {he position.

b Fonly-onevacant-approvad-pesition-exisie-the.omployae will have-the-option-of selesting-from-h
ane-vasant-appioved-pesiion-ordieplace the-least senlor employee-wilhin-th e—same—elasaiﬁaaﬂe:
owledge sl —abiiesand qualifications.to- pefferm-lhe-duties
oihatpesition:

t, b, if no vacant approved positions exislg, the empioyee will have the optlon of dispiacing the least
orsacond-least senior amployee within the same classificatlon providing the smployes has the
knowledge, skils, abilittes, and qualifications to perform the dulles of thal posilfon,

d. g, If there is no opporunily to displace an [employee [n[thel s8ma Elassificalion” tilen the
employee wilt have the opticn lo Elect @ Tedticlion In grade iassification series and follow the.
same process as identifiad In above in2 g, tve Tor the lower classificalion previding the ‘employee
{argeted for layofl has lhe knowisdge, skills, abiliies and quallfications lo pedorm the dulies of tha
posiltion in that other deparimant,

a, d. An employee largeled for layoff will hava the sight to elect a reduction in grade to a Tower
classificalion In any classificadion within hig/her department provided thal the employee has
completed a proballonaiy period in thal posilon, the deparimend has a vacanl position, and
the Depadtment Head determines the employes has 1ha knowledge, skilis, ablities, and
gualifications fo perform tha dulles of the position.

abovel-or

No employee will have the right to displace an employee in a higher classification or FTE status than
hafeha (hey currently fills,

An amployee reduced in grade may have hissher salary reducad and In no avent shall exceed the
madmum for the elass, but shal not have hiefer their anniversary dala {as defined in Appendix D)
adjusted.

The assignment of an employee to a posilion within a classificalion will be made by the Depadment
Head,

Cinee & selection Is made the smployee will be given & weilten docuent idendlying the opiion sefacied as
welf as the contact information of the new supervisarimanager, and senlority dates as applicabls, and
whather the employee will be placed on a recall list. Once the selastion (s made and the employee recalves
Hslhar their wiillen condirmation of the seiection, hefshe jhay may nol change hsfher their selechon,

I as a result of lhe layoff process, & cosl center receives an employee(s), the depariment will conduct a
complete shift bid within thiry (30) calendar days of the final movement of the layolf process. The effective
date of bid changes will be consistent with Article 16, section 2. This bid wifi not be considered a depastmental
eorganization or count tawards {he shift bids ldentified in Article 18, sectlon 9,
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Il ~ Recafl Process

Saction 1 — Recall list

+

An employes declining an available oplien identified above (Section 4. 2} will not be placed on a recall Hst
uniess that oplion is a -A-n—e-mpleyve-s—whels-raducedlion in FREetalus-oF classification as-a—resull-of
{ho-ducision—to—administer-a-layolf shall-have—histher-name-plasad-on-lhe—approprialo.faaail-dsts).
Human Resaureas will maintain all recall ksts and provide such lists to the Unlon,

Tha recall llsts will ba organized by classification. Employees will be hsled on the appropriate list in
classification senforly order. The list wilf include the employee's previous classification+T&-slatue; and
Cost Cenler.

Any employee who s placed on a recall lisl shell provide Human Resowces, in writing, a
preference for mathoed of nolification (e.g. email, letter via U.S. posial sarvive, or phone) of
poleniial positions should they become avaliable.

Section 2 — Racall list duration

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

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

Section 3 = Application of and ramaoval from the recall list

1

When a vacan and approved position{s)-becomeg-available in,a classification ondhe.recall ilst,
human resousces wili review the appllcabie recall list! |If an employae(s) on the recalt lisi was
alfactad from that cost canter helshe they will ba offared the positicn In ciassification senlority

order. H no employes from ihe cost center s on the recail lst, human resources will offer the
posillon In classification seniority order.

Human resources shall nolify the employee through hisihar identified preferred method of an offer of
recalf and lhe empioyea shall, within five (5) working days of receipt, respond affirmatively in parson to
lhe Chiet Human Resources Officer of acceptanca of the offer of recall. Failure fo respond within five (5)
wearking days will constitule waiver of the rghl to recall and that person will be removed from the
recal list. An employee must be available for work wilhin two (2} weoks of acceptance of the offer.

An employee will be removed from the recali list prior 1o the expiration listed in section 2 abave under the
following clrcumstances:

Volunlary separation

involuntary separaion

Promedion:

Accaptance of any position through an open and compeliive recruitment
Accaptance of a recall to an equivalent position In the home cost center

> & oa a a

Employee(s) recalled who chaose {o exercise Arficls 13, seclion §-a. of this Agreement will be placed back

* on the recal st for the remaindsr of the applicable recall period.

if as a resull of the recall process, a cost canter receives an employee(s), the deparment will conduct a
compieta shift bid if the recalled employes s not the teast senior cmployee in the receiving cost center, Such
hig will occur within thirly (30) calendar days of the of the recall but under no clrcumstances shall there be
more (han three {3} bids In any twelve (12) month period as a result of this saclion. The effactive date of bids
will be consistent with Arlicie 16, saction 2. This bld will not ba considered a deparimental reorganization
or count fowards the shift bids identified in Articia 16, section 8.

.—-—-ﬁmattad: Font color: Accent 1
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Upen racall afier layoff, the dme thet the person was on layofi shall be caunled as a break in seivice,
however, the employse, upon relum, shall resume accruing ait benefits at the sema leve] as at the lime of
layoff.

il = Appeal

UMC and the Union shall each appoint two (2} regular stalus employees to sarve on the Standing
Layoff Review Commiliee, These represerntatives shall select a regular stalus UMC empiovee as the
fitth member who shall serve as the Chairperson. A majorily vate of the Commitlee wif be necessary fo
upheld an appeal. The Commillee shait develop a procedure for the layof review process prior o
conduciing any review.

Any appesl of the application of ihe procedure must b signed by the employes and Union and submitied
ta the Chisf Human Resourcas Officar wilhin seven

(7) calendar days of the recelpt of notice of layoff or the alteged violalion of the recall procadure. The
Chief Human Resources QOfficer will schedule en Informal mesting befere the Layoff Review Commitlee
within seven {7} calendar days from he dale of receipt of the appeal. This Committee will hear afl
appeais affacling layoffs and recails to defermine whether the procedure was appropiiately followed.
The declsion of the Laycff Review Commilles will de final and will not be reviewed by an arbitrator, unlass
a decision of the Layoff Review Commiitee [ alieged 1o have viclated a specifie, exisling confractual
provision.
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ARTICLE 13
Probationary/Qualifying Period

Employees shall serve a probationary period during which time their work
performance and general suitability for UMC employment will be evaluated.
The probationary period for all classifications shall be six (6) months, UMC may
extend the probationary period for a 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
any the extension of their pfobattonarv period, and—thev-w&ﬂ—be—mewdeé-wﬂh—a

Emp!oyer shal! prowde not;ce to the Chief Steward of any extenszon of the
probation period.

Employees who are rehired into a different position following a break in service
of ninety (80) calendar days or more, shall serve a new probationary period.

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

Probationary emplayees. may not\promate} or démote to another Cost Center
without setrving a new probationary period. No probationary employee shall be
aliowed to transfer from one Cost Center to ancther.

5. An employee who promotes or voluntarily transfers or demotes into anather
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.

Ba#mg%h&qual#wag—pemd—&ne&udmg#he#a%ng—plan} If the aﬁeeted—empioyee
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fails to demonstrate that they hefshe 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 semorlty and in accordance with
Article 15, #-4h W . Ao
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ARTICLE 14
Salary & Salary Status Upon Status Change

It is the intent of the Parties to move to a wage grid system in the firture. 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.

1,

e

Definitions:

For purpases of this article, the following definitions will be used:
i.  Anniversary Date:
Alsa referred fo as “Years of Service” or “current hire date” in UMC policies or systems, is the
employees current hire date at UMC, regardiess of classification held. It is the date in which a
FT/PT employee will receive their anniversary increase, as described in this Article.
The existing salary plan in effect upon signing of this agreement will continue to be in effect throughout the
term of the agreement.

Increases

Employess must be in an active status af the time of the increases identified below in order to receive the

increase.

a. Cost Of Living Adjusiment

i

i1

iif.

Effective the first full pay period following July 1, 2024, and for each successive fiscal
year beginning July | thereafter for the term of this contract, the salary schedules for all
employees covered in the Appendix XX<thd> 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 CUURN400SAD) 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%. Ju-the event that the annual percentags increase to CPI-1J,
all items| il West-Size clags B{C, all urban congtmers; not seasonally adjusted (series ID
CUURN400SAQ) is equal to or greater than 5%, the adjusted percentage increase it salary
schedules shail be 4.5%. In the event the annual percentage in increase to CPL.U all iterns
in West-Size class B/C, all wrban consmmers, not seasonally adjusted (series ID
CUURN400SAC), Is equal fo 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

Btatistics Data (hitps://data.bls, gove/timeseries/cuurnd00sa0),

Calculated as follows:

| 188,041

2023 Annual CPL T
1'3552;}22 Anm::al e 181.312
“Ainia] Tncroas 7.63

‘Divided by 20 181.312

iAninatiPercertage 4.2%

4 3.0%

Salafy Sohedile Ad)iSHASIET.

For Fiscal Year 2025: Effective July 1, 2024, or upos 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 X <tbd>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 adiustment,

For Fiscal Year 2026: Effective July 1, 2025, or upon approval by the Clark County Board
of Commnissioners, whichever is later, the salary schedules for all full-time and part-time
employees covered in the Appendix X<tbd> will be adjusted by an additional one and ot
half percent (1.5%). This one-time adjustment will be paid in FY26 in addition to the
FY26 cost of living adjustment.
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iv. 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 fo the West-size Class-A, All Urban
Consumers, not seasonally adjusted {series ID) CUURS400SA0), the following yoar,

i,  Annual Performance Reviews & Annual Merit Increase

i. All employees, regardiess of FIE status, will continue to receive an annual performance review,
ii, Only full-time and part-time employees will be eligible to recsive & merit increase. Per-diem

employees ave not eligible for an anmual merit increase,

fii. The procedures used to evaluate an employea shall be uniformly and consistently applied in

iv,

vii,

X

accordance with the guidelines jointly established by Human Resources and the Union. Such
guidelines will be developed through the labor/management committes.

Upon ratification of fhis agreement, future antmal reviews will be performed on the
employee’s anmiversary date rather than their classification date. Any eligible employee who
had 2 merit review due July 1, 2024, up through the ratification date of this agreement, will
recsive the applicable merit as indicated in the SEIU/UMC collective bargaining agreement
20202024, and will maintain the merit increase received, This will inclode merits that were
due, but not yet processed, as a result of a delayed anmurl performence review. If the eligible
employes’s next performance review based on the new anniversary date is within six (6)
months of their prior review dats, and the employee had yeceived a merit for 8 review due
between July 1, 2024 and the ratification of this agreement, any merit awarded will be prorated.
If the new anniversary date and cotresponding annual review is beyond six (6) months of the
prior review date, there will be no provation of any merit awarded to an eligible employee,
Thereafier, an employee shall be considered for subsequent merit increases upon the
completion of each proceeding anniversary date,

Merit incteases within a rangs shali-not be sutomatic but shall be based upon merit and

. made upon completion of a satisfactory annval evatuation, 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 overdll rating as identified in the
following table below, shall receive the cotresponding merit/salary increase, not to exceed
the maximum of the salaty range.

i Performanee Rating': 2 ]in 2 Merit/Salary Incrésse b
10-14 3.4%
1.5-2.0 . 2.5%
2,1-25 1.50% -
2.6 —4.0 0.00%

Eligible employees who are already at the top (i.e., max) of their salary schedult range shall
be eligible to 1eceive & one-half percent (0,5%) hump sum bonus payment, less appropriate
withholdings, for & performance rating of 2.0 or betfer. Such bonus shall not increase the
employee’s base hourly 1ate,

Eligible full-time and part-time employee's tecelving an aoceptable rating in aitendance and
tardiness will receive an extra one-half pereent (8.5%) increase to their merit in addition
to whatever increase is determined by the evaluation process. To recelve 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 inereases or salary adjustments shall be effective the fivst day of the pay period
following the date of eligibility for the increase.

Notwithstanding other sections of ihis 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
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mezit increase or salary adjustment.

4. Promotions end Transfors

i

il.

Fyll-time and part-time employees

1. Except as otherwise provided herein, any full-time or part-time employee who is
promoted to a position or a classification allocated to a higher salary range than the
classification from which the employee was promoted shall receive the houtly rate of
the approptiate tange which would constitute an incrense 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 g 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,

ii. Inthe eventa full time or part time cmployee transfers into a per-diem classification, their
base howrly rate of pay will adjust to the established fiat base hourly rate of pay for that
classification, regardless if #’s an increase or decrease based on their current base hourly
rate,

iii. A full-time or part-time employee who transfers from one allocated pasition to another
3llocated position in the same class or in another classification to which the same salary
range is applicable, shall continue fo receive the same rate of pay held prior to the transfer.

Per-diem
L. In the event an-employee transfers-from one persdiem classification o another, their flat
base houtlst 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
ourrent base hourly rate,

il In the event a per-diem employee accepts a full-time or pari-time position, the hourly rate
of pay offered will be consistent with UMC policies or practices, regardless if it's an
nerease or decrease. '

5. Demotions

1

i,

Should a full-time or part-tims 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 ncrease received at the most recent promotion. |

In the event the smployee’s howly rate of pay after the reduction is above the fop (}.e., max) of the
salary schedule for the new classification, their hourly rate of pay will be reduced to the top (ie.,
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,

Any full-time or part-time employee who is demoted as a result of & layoff, and who is
subsequently recalled during the established recal] period in Article 12, to the previously held
classification, shall receive the base hourly rate of pay previously held, plus any applicable
merit or salaty 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 salary schedule,

Public Employes’s Retirament 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. Al employees’ base hourly rates of pay
will be reduced by the applicable amount, :

Page 59 of 165



UMC Counter to SEIU Package Proposal #4- 091224

10

11.

12,

Reallocation
I, 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 fo the
same salary range, the incumbent Is appointed to fill the position in accordauce with personnel
polioy, and will maintain their existing hourly rate of pay.

) Whenever a position is reclassified fo 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 pelicy.

¢} Whenever a position is teclassified to a classification which is allocated to & 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 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 euthorized, whichever first ocours,

Ou occasions it may be necessary to provide hiring and retention bonuses in addition to wage and
benefits expressed in this Agreement. The decision to pgive, 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.

1f at the time of & cost of living adjustruent, or anniversary incteass, an employee's 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 Asticle, until the appropriate
wage scale step thoves to an amount greafer than the employee's red circled salary, However, employees
will remain eligible for any applicable Tump sum payment in accordance with this Article,

All wage ranges, steps, benefits and other economic provisions of this Agreement establish minimums and
nothing herein shall be desmed or construed fo limit UMC’s right to increase wage rates, steps, benefits,
premiums and differentials, perform matket 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
incraases shall be over and above the economic package negotisted in this erticle, Before taking any such
action, UMC will notify the Union and meet and confer over the proposed change, if so requested.

No employee shall siffer any reduction in wages of benefits as a result of the execution of this Agreement,

except as provided for in this aggeement
) uon GO 2]y
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ARTICLE 16
Hours of Work

A workweek is a period of time consisting of seven (7) consecutive days. The
normal workday for a full-time employee may consist of four (4}, eight (8), ten
(10), or 12 non-overtime hours. The normal workweek for a full-time employee
shall consist of 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) waeks in advance unless operational
needs of UMC do not allow such advance posting. Once the schedule is
posted, an employee's schedule will not be changed without Agreement of the
affected employee unless an emergency situafion requires the changs.

Eight (8) hour, ten (10) hour or fwelve (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 &lection supetvised jointly by UMC and the Union vote
for a schedule change from their existing shit. UMC reserves the right to
establish and medify 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 fo remain on the job at a work station or the employee is interrupted to
perform substantial duties during such perlod. An employee who remains at a
work station during histher meal period, but is not réquired fo do so by UMC
shall not be compensated for the meal perlod.

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

This Arficle Is intended to define normal hours of work and shall not be construed
as a guarantee of hours of work per day or pér week or as a guarantee
of days of work per week. '
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Except in emergency sifuations, any employee who, at the direction of UMC,
works confinuously for more than sixieen (16) hours straightf, shall upon relief

from the assigned shift, normally have at least eight (8) hours off before having
to return fo work as part of the regular schedule. An employee may choose to -

use CAL, Leave Without Pay or VUL for such fime as the employee was
originally scheduled to work in the succeeding shift. However, the employee
shall notify his/her supetvisor as sooh as reasonably possible prior to the end
of the pay period whether hefshe 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 his/her own volition
schedules themselves (including standby) in excess of the limitations in this
section he/she is exempt from this section.

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

There shall be no more than two \(2)-deparimental feorganization shift bids in
any twenty four (24) month period without mutual Agreement between UMC
and the Union,

Shift Bid — Block Schedule:

a.  Forthis section "Block Schedule” refers to the scheduling of hours worked
and days off,

b.  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 dafe and
time of a block schedule shift bid meeting. Employees interested in
changing their current block schedule may sign up to atiend the meeting.

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

d.  Atthe meeting, based on deparimental seniority, the most senior empioyee
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will have the opportunity to accept or dacline the block schedule offered
by management. :

" Once the block schedule(s) are filled, the vacancy or vacancies created
by the filling of the schedule(s) will then be available based on
departmental seniority fo the most senior employee interested in the
vacated block schedule(s).

This process of filling vacant block schedules will continue unfil no
one in aitendance 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 Aricle 30, Posting of
Vacancies.

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

Employees in a registered nurse classification working a shift based on self-
scheduling shall agree to work shiffs -en a weelkend<as defined in Article 18,
Section 3 as follows; :

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

Six (6) through fen (10) years of depariment seniority shall be scheduled
to work at least 2 weekend shifts per month.
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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 critical care premium
and bonuses.

If an employee works an extra shift or any time outside of his/her 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, f.

2 Employees covered under this Agreement shall be paid overtime at the applicable 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, he/she shall be paid at the applicable hourly rate,
including any applicable differentials for all time spent in such status for a minimum of one )}
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 consideredﬁrEerﬁI:hl NDEJDWMT Krt"né

3i Double Back: Employees with fewer than eight (8) hours of time off between scheduled
shifts will be paid one and one-half (1 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.

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

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

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

a. Employees assigned standby duty, in writing (scheduled), shall receive the following

hourli rate for each one i1i hour of standbi dui: Page 65 of 165
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FY26 $5.25
FY27 and beyond $5.50

b Those employees assigned to standby duty in writing (scheduled) shall receive call
back pay when called back to the hospital. Failure to clock in or clock out when called
back to work will be treated in the same manner as a failure to clock in or clock out
during a regularly scheduled shift. The employee must provide hisfher manager with
updated phone information. The employee is responsible fo report to work within
the prescribed time period (including acknowledging the call) when UMC contacts
the number provided. W-h-e-n—p-o-s-sible—UMC will attempt contact from a UMC
phone number and is not required to contact the phone number more than twice ence.

C. 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 he/she is in a standby status
shall not receive standby pay or fravel pay for the shift. Such failure shall result
in the following progressive discipline for each offense within a continuous twelve (12)
month period-:

(1) First offense: Written warning
2) Second offense: One (1) shift suspension without pay
o meswe  REBENERPTA'S
(4) Fourth offense: Suspension pending termination
‘“""{ Formatted: Indent: Left: 1.07" ]
d. 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

e. 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.

f. Employees in Information Technology & Infection Control who are placed 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 fo return
to UMC, the employee will be compensated in accordance with Article 17.6 (Standby
Pay) and 17.7 (Callback Pay).

Page 66 of 165



UMC Package Proposal #3-051224,

10.

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 ¥2) times the employee's
regular rate (calculated the same as overtime) including applicable shift differential and/or
criical care premium, unless the individual is called back to rectify his/her own error.

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

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

C. All employess 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 (¥) 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 Agree gregdyfo ies-in-Segtiony 6 of
this Article. E L l S

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. Ifsuch 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
Article 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 reasons for not working mandatory overtime. Employees may refuse mandatory
overtime provided it is of an emergent nature as determined by the department head or
designee.

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

New Year's Day January 1

Memorial Day May, last Monday
Independence Day July 4

Labor Day September, 1 st Monday
Thanksgiving Day November, 4th Thursday

Christmas Day December 25

'{ Formatted: Font color: Red
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12:

T tormatted : Font color: Red ]

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 Shief-Nursing Officer Administrative Chief may implement at

his/her sole discretion an incentive bonus to compensate employees who are working exira shifts

due to a critical staffing situation as determined by the Administrative Chief receive-standby-pay
T ; i hitis,

Ihepe% theLThe partles agree to the follovw ng:

(1

@)

Due to the emergent nature of critical staffing situations at the hospital, the

Administrative Chief Chief-Nursing-Officer{CNO}-has the ability to implement an

incentive bonus to compensate employees who are working extra shifts in a

critical staffing situationreeeive-standby-pay-and-callback-pay-for working-exira
shifts.

The need to mlilate ang rltlcal staffing incentive bonus WI|| be communlcated by

for the incentive is clearly defined. Union may request to meet and confer
regarding the critical siafﬁng incentive bonus.

TA~SEIU

TA-UMC

LFnrmal-ted Indent: Left: 1.63", No bullets or numbering J
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ARTICLE 18
Shift Differential

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

Shift differential is applicable only to those hours worked between 1:30 p.m.
and 7:156 a.m. provided four (4) or more consecutive hours of the shift are
worked between 6:00 p.m. and 7:00 a.m. and to any hours worked between
6:00 p.m. and 6:00 a.m. regardiess of starfing 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 hetween 7:00 p.m. Friday through 7:30 a.m. Monday.

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

Shift differential will be paid only for hours actually worked, and will not apply
to Consolidated Annual Leave, severance, EIB leave, or any other non-working

pay.
Shift differential shall be paid using the following rates:

a. Regular full-time and part-time employees working an evening shift
shail 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-fime and pari-ime 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-time employees working a weekend shift
shall receive a shift premium of $2.05 per hour in addition to other
differentials. Effective July 1, 2025, the premium 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. fo 7:15 a.m. shall be paid at the night rate, provided
the overlap is at least one (1) hour in duration.
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ARTICLE 19
Acting Appointments

1. An employee who Is temporarlly assigned in writing or scheduled by UMC to perform at least
fifty percent (50%) of the functions of the ciassification in a higher salary range shall be paid
at-jeast four percent (4%) (the UMC CEQ may approve more than 4%) above his/her
reguiar 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 aiready exist within the
department (for this article Ambulatory Care is considered a department) to be assigned as an
acting appointment. The employee shall confinue fo 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 andfor is working in a unit identified in Articie 20 (Section
1 or Section 2, as applicabie) of this Agreement. Acting pay for periods up fo thirty (30) calendar
days reguires the writlen approval of the depariment manager and may not exceed thirty (30)
calendar days without review by Human Resources and the approval of the CEO or hisfher
designee. No acting pay will be given without the appropriate written approval.

2, The selection of an employee fo fill an acting appointment will be based on empioyae interest and
management selection. Managers are to inform empioyees of & potential acting assignment to
solicif interest foliowed 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 qualifled
employees in the department to fill the acling assignment,

3. A bargaining unit employse shall not be required, (but may voluntarlly) serve in an acting
appointment to a positien or-classification| which is excludeddrom 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) fo have an individual serve in an acling capacity. In such cases when an
employee is serving in an acting capacity on an involuntary basls, that employee shall not
be required fo discipline or evaluate those employees over which they are assigned to
supervise, Further, to avoid a conflict of interest, a Union Officer or sieward shall not be
required to serve in an acting capacity. [f a Union officer or steward volunteers to serve in an acting
capacity he/she must step down from his/her Union position,

4. Upon request from the Union and within fourteen (14) working days of the request, UMC will
ide a report identifying, by name: the empioyee’s classification, acting appointment assigned

tate of appojptment, and if appropriate, the expected duration of the assignment.

S blz24 7
Lot fper W\
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_ ARTICLE 20
J Critical Care Premium
1. 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: 1CU, CCU, BCU, NICU, PICU, SICU/NSCU,
TICU, IMC, L—&-D Perinatal, MRI, Speclal Procedures, Ante-Partum,

@)“5 Surgery, Oscopy, Day Surgery, PACU Adult Emergency Room, GB$8; Chest
hY

(J(-MK"‘ Pain-Center , Trauma Resuscitation, Ped;atnc Emergency Room, Gritical-Gare

TFransport, CIMC MERT, 3 West, 3 South, 5—39u¢h—@«neelegy—99d+a#+es—

37 Oncolegy, —Cardia ab—and—He
(@ é\f_/ Cardiology, 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.

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

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

4, 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.

QM"%{% &1 /ey

TA—SEIU
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ARTICLE 21
Consolidated Annual Leave

41, Eligible employess shall accrue annual jeave at the foliowing 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 doubls back which are not authorized by the
Administrative Division Head}, Eo 85-6 O-will-be-troated £ .

A £
b A A A N i b B3 LM A R e =

Length of Service Rate of Accrual
0-48 months* 8.3077 hrs/80 hours worked

48 months — 108 months §.846 hrs/B0 hrs worked

11.3847 hrsf80 hrs worked

‘; ris W&vkﬁ

"‘} * Effective upon ratification of this agreement, benefits eligible new hires will accrue at the identified rate.

Puring 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 seperateseparate (or change FTE status to per
diem) during this fime period. Employees within their first twelve months of service prior to
ratification of this agreement. will continue to accrue CAL as set forth in the SEILVUMC CBA
2020-2024.

21, a Consolidated Annual Leave may not be accumulated to exceed 320 hours as of the
efnployes's anniversary date. Any CAL hours over 320 on the employes's annhiversary
date will be paid to the employee on thelr next paycheck.

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

c. Employees may be compensated for existing Consolidated Annual Leave {CAL) by
submitting 2 written request to Payroll, provided the employee carries a minimum
accumuiated balance of no iess than sixteen (16) hours after payment, and except when
an employee s within their 0-12 length of service months. Paragraph 3 of this arficle
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
amployee's request and taxed at the current supplementai tax rate. Donor CAL will not
be eligible for this process.

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

g. Emplovees who are benefit eligible and convert to per-diem status. will have their acorusd
CAL balance pald out as a lump sum payment at their benefitted base hourlv rate as of their
last day worked (except for those within their first 12 months of service). If the emplovee
converts back fo a benefits eligible status their benefits efigibiiity date will reset. and their
accrual rate will start over.

CAL
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Apnualleave-days, except those due to emergency illness or other emergency malters,
must be submitted In writihg I 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 fo assist the manager in locating a replacement. An employee may request
and be approved to use CAL that exceeds hisfher CAL balance at the fime 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 emplovee is responsible for knowing their CAL
balance at the time of use. The ranager may consider the employee’s
pattern of time off from work In making the declsion 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 nofice is required.

| Leave Period Requested Advance Notice Required
41 hours or mere 2 weeks
16-39 hours 1 week

| Less than 16 hours 24 hours

Leave requests will be approved ar denied by management prior to the first day of
the requested leave but no later than seven (7) calendar days from the date of the
request. All ieave requests must be approved pricr to the
employee bheing able to actually take fhe
jeave. Management reserves the right to cancel consotidated annual leave recuests in
cases of emergency and/or fo enstre sufficient staffing levels,

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

In the case of emergency or sudden liiness, an employee will recelve pay from the appropriate
accrual bank for the fime missed.

Physician appointments, dental appointments, personal or family matters- which mustbe
scheduled by an employee during hisfher regularly scheduled shift will be charged to the CAL
Bank. '

When an employee Is i, the first eight sideen sixteen (84818) hours shall be charged
against the employee's CAL bank. Should CAL bank accruals be less than sight-sideen shdeen
(84616) hours, the employee shall ba compensated for the amount equal to the accrued hours
in the CAL bank. The rermiaining hours, up to sixteen (16) hours, exceeding the CAL accruals
shalt be charged to approved leave without pay. Should personal illness require an employee's
absence from work for more than_sixieen (18) sideenelght—{168) conseoutive scheduled
working hours, the provisions of Article 22, Extended liiness Bank shall apply.

When leave days are required for persanal iliness or injury, UMC reserves the right to request
a staternent from the employes's private physician, when abuse of sick leave is indicated, or
fo establish the employee's fitness for duty after an absence of five (5) days due to lliness or
injury. The physician's statement must indicate whether or not the employee. is able to retumn
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to hisher responsibilities with UMC, the anticipated date the employee will be able o
return to the workforce and verification of hospital admission If the employee was hospitalized
for the iliness 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 eamed through the last day
worked up fo a maximum of 320 hours, except if the employee Iz within their 0-12 months of
length of service. Payment for unused consolidated annual leave will be at the employee's base
hourly rate on the last day worked prior to separation,

©:8: __ Many departments in UMC are closed or staff levels ars reduced to only essential personnel

to observe tradifional holidays. When that ocours, the employee(s) shall be paid at their regular
rate from the CAL bank, If the CAL accruals are not equal fo the fime lost from work
because of department closure, the employee shall receive payment equal fo the total CAL
accrual, and the remainder of the fime lost shall be charged io approved leave without

ay.
7PY

ml Ot
TR TY ) It is the department manager's responsibilify to either close the department or schedule
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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 Memorigl Day

Independence Day Labor Day

Nevada Admission Day Veterans' Day

Thanksgiving Day Day after

Thanksgiving Christmas Day Junefeenth Day

Any day local government offices are required by State law fo close for a legal haliday,

When a deparfment is closed on any UMC recognized holiday and an emplovee s normall
scheduled to work on the UMC recognized holiday in which the office is closed. and that emplovee has
less than 40 hours of accrued CAL. they may reguest to use VUL in fieu of CAL.

Effective January 1, 2025 employees who are hired into a department that s normally closed on a UMC

recognized holiday, will receive one (1) two-(2)-floating holiday (naming convention may differ) eguivalent

to their schedule status (e.g.. 12-hour shift employee receives 12-hours). fo use during the calendar ear
on a UMC recognized holiday. A floating holiday is not eligible for cash out. pav out upon se aration, or
rofiing over fo future calendar vears. The floating holiday provision will sunset on December 31, 2025,

However, UMC, In jts sole discration, will have the abliity to continue the floafing holiday concept,
including increasing the number of days. in fufure years of the existing contract. The partles agree fo

meet and confer during LMC no [ater than Qotober 31, 2025, fo review the use of fioating holida hours
and make a recommendation to UMC fo consider continuing the floeting holiday concept,
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44-10. When requesting the use of CAL time under Secfion 3, employees shall not be required -

to explain the purpose of the leave.

4211, Scheduling of prime holidays will be on a rotational basls baginning with the shift that starts

at or about 7 p.m. the night before the hollday through the shiff ending at or about 7 p.m. the
night of the actual holiday. Prime holidays are:

Thanksgiving

Christmas

New Year's Day

Independence

Day Mamotial

Day .
Labor Day

Empioyees scheduled over their FTE status on a prime holiday week may have one of the other
scheduled days removed by UMC. Those scheduled under thelr 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 acorual is not sufficient) for one shift fo reach their FTE status.

43.12. Donor Bank

DONATIONS: An employee may donate unused CAL or donor bank time to a fellow
employee provided that-employee has less than-thelr FTE complement of CAL and EIB, unless
the fellow employee was prohibited from 'or did not qualify-io use histher own EIB. To donate
CAL, the donor must have a balance of 40 hours of CAL ieft in hisfher CAL bank after the
donation. The employee shall make the transfer by designating a specific number of whole
hours o be transferred to a designated employee. Ths hours will be converted to the donor's
hourly rate and placed in & designated reciplent donor bank (subject to any federal or state law),

USAGE: The employee reciplent may utilize such donated hours for a personal iliness or
injury or the purpose of carlng for & member of hisfer immediate family (as defined in Article
23, Section 8(a)(2)). Donor banks set aside for the recipient will automatically be used based
upon the reciplent’s hourly rate. Upon separafion, any unused donor hours must be assigned

or transferred to an employee qualifying for donor bank parficipation in accordance with this

saction. Donor hours not assigned before the donor separates will be lost.

EMPLOYEE'S [LENESS: The employee must comply with Atticle 21 section & and/or
Article 22, section 4 or § ag applicable for CAL/EIB requirements. Once the employee is ouf of
CAL and EIB as listed in the above sections, the employee may use hisfher donor bank.

CARE OF FAMILY MEMBER: The employee is required to use all accrued CAL leave prior
1o using donor bank.
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ARTICLE 22
Extended lilness Bank

Eligible employees shall accrue compensated leave time to be used in cases
of extended iliness or injury at the rate of 1.846 hours for each eighty (80)
hours worked. : i - E—
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-Definition: Extended fliness is defined as any iliness
necessitating 1) hospitalization as an inpatient, or held in official
observation status, 2) oufpatient surgery, excluding simple
{dental) exiractions, or 3) absence of more than 16 consecutive
scheduled work hours,

b) EIB 2 — s the accrued FIB for eligible emplovees as of September 2016
and after.

2:¢) _EIB — istheacciued EIB for eligible émployees prior to September
2016

There shall be a maximum of 720 hours (combined fotal} accrued in the
employee’s extended iliness banks (EIB & EIB2). 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 hefshe has again reached 720 hours in the
applicable EIBbank.

Payment under EIB: For circumstances meeting the definition of Section 2a
above, numbers 1 and 2, employee shall be paid directly from the eligible
EIB bank after the department manager receives proof of hospitalization. For
circumstances meeting the definition of Section Za above number 3, an
employes, 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 cument praciice of
requiring an employee with accrued hours in_their EIB (FIB 1) will first be
exhausted prior {o using EIB 2 will continue.

An approved statement from a state licensed health care provider in an
appropriate discipline may be required by the department manager before

¥
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authorizing EIB 2 hours.

8. Any employee who was ferminated as a result of a layoff pursuant to Arficle
12 of this Agreement and who is subsequently recalled, shall have his/her 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.

sepa#a&% if an employee separates from UMC after three (3) consecutive years
of employment after-the-signing-of-this-Agreement, the employee shall receive
payment for one-half (1/2) of hisfher EIB 2 accumulation eamed 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 %%) 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 oni-half percent (3 %%) for each
additional year of consecutive service above twenfy (20} up o a maximum of ohe
hundred percent (100%) at thirty (30) yvears of service. Payment for unused EIB
2 will be at the smployse’s| base hourdy raté of the last day worked prior to
separation. If a non-probationary employee is laid off from the semce of UMC
with less than three (3) years of consecutive employment
Agreement, the employee shall receive payment for one half (1/2) of histher EIB
2 accumutation,

8. Subiject to section 7 above, the eurrent practice of an employee recelving a cash
ouf of accrued EIB 2 upon a status change to per-diem will continue to apply.

+8. _Employees who have an existing EiB (those with an EIB balance prior to
September 2016 — aka EIB 1) balance have until Jupe 30, 2025, to nolify payroll
that they wish to voluniarily cash-out their accrued former £IB balance. The
cash-out will be at 50%, less any appropriate withholdings, and the remaining
50% will be forfeited. There will be no variations permitted — it must be 50% of
the current balance, and once paid out, the bank will not be reinstated. This
section will sunset at the close of business, June 30, 2025, For example: if the
emplovee has 500 hours in their EiB bank, they may choose to cash out 50%,
or 250 hours, at thelr currently hourly rate of pay. The remaining 250 hours wil
be forfeited, and the employee will no ionger have access to the remaihing 250
hours for any reason. {5 Page 77 of 165
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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
his/her duties, upon presentation of the appropriate orders, and shall continue
to receive his/her regular rate of pay from UMC as prescribed by NRS 281.145,
and any pay and benefits as provided in the Uniformed Services Employment
and Re-employment Rights Act of 1994, for a period of not more than fiffeen
(15) working days per any one (1) calendar year. '

Jury/Witness/Court Duty: Employees shall recelve full compensation as
though he/she were actually on the job for all time spent: (1) on jury duty during
hisfher work shift; (2) as a witness, in non-UMC matters, due to employment
with UMC ; or (3} in court on behalf of UMC.

a. Jury Duty:

{1} Anemployee who is required by jury summons or legal process to
appear for jury duty in any criminal case, civil case or before a
Grand 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 afl applicable
differentials. The time spent on jury duty will not be counted as
hours worked for the purposes of computing overtime.

(2)  Employees shall claim any jury or other fee to which he/she 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.

Page 78 of 165

(3)  ifthe employee is released from jury duty after less than {4) hours,

the employee shall returnfreport to work.

(4)  Anight shift employee (defined as an ermployee whosea shift
requires him/her to work past twelve a.m. midnight) will be released
“from duty no less than eight (8) hours before the time at which the
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night shift employee is to appear for jury duty. The night shift
employee will be paid his/her 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 given his/her next regular shift off with pay, less shift
deferential.

(5) Employees must provide his/her supervisor with the original or a
copy of the jury summons or legal process.

(6) 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. If 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.

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

(1)  UMC employses may he required by/fegal process, subpoena, or
summons 1o 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,

(2) 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 his/her 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 at court for
his/her appearance will be given his/her next regular shift off with
pay, less shift differential, Page 79 of 165

¢. Court Duty on Behalf of UNIC:

(1)  An appearance in court on behalf of UMC is defined as a matter in
which UMC is a party and includes, but is nof limited to, the
- - following: court appearances or testimony, including time spent for L\’/
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: } B preparation or post-appearance/iestimony; depositions, including
time spent for preparation or post-deposition; and interviews or
invastigations for pre-litigation or active litigafion matters.

(2)  Anemployee who is required by UMC to appear for court duty on
behalf of tMC shall be paid the employee’s regular rate of pay
including all applicable differentials. The fime 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 fime at which the night shift employee is to
appear for court duty on behalf of UMC. The night shift employee
will be paid his/her regular rate of pay including all applicable
differentials for the regular scheduled fime lost. A night shift
employee who spends more than four (4) hours for court duty on
behalf of UMC will be given his/her next regular shift off with pay,
less shift differential.

2. 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 fo his/her status, but no leave credits shall
accrue during any such leave period,

a.  Unpaid leave of absence will be granted in thirty (30) calendar day
increments only and exiended only when, prior to the expiration of the
initial leave period, an empioyee requests, in writing, an extension of Page 80 of 165
the leave period with the supporting documentation a supervisor may
require,

b.  Employees shall not be required to use any paid leave prior {o being
granted unpaid leave.
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3. - Bereavement: In the event of a death in an employee's immediate family
(as defined in section 4, ¢ of this Article), the employee shall be entitled to
consecutive paid bereavement leave based on full time equivalent (FTE) status
to be taken within a censecutive 30 ninety days (80) day period of from the
covered family member's death

a. Bereavement with pay at histher regular rate of pay including
differentials, to aftend 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 ieave provided will be over consecutive shifts and
paid is as follows:

(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 hotify their leadership (or'designee) of the death of a
; covered family member within a reasonabie 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 communication, the
employee will provide the name of the family member and their relationship
to the family member, Failure o provide reasonable and sufficient notice
per this section will result in the employee waiving their claim fo
bereavement leave (or CAL under Section 4.e below) and associated

protections,

b- ¢. UMC reserves the right fo request proof of death. Pending receipt of
sufficient documentation upon request, the employee will be compensated from
thelr CAL bank. :

e: d. Immediate family shall be defined as: Spouse, Spousal Equivalent, Son,

Daughter, Father, Mother, Brother, Sister, Mocther-in-Law,  Father-in-Law,

Grandfather, Grandmother, Grandson, and Granddaughter. Providing the Page 81 of 165
familial relationship remains intact at the time of death the employee’s Step-

Mother, Step-Father, Step-Son, Step-Daughter, Step-Sister, Step-Brother,
Step-Grandmother, Step-Grandfather, Legal Guardian, Legal Ward, Daughter-

in-Law, or Sen-in-Law, Brother-in-Law or Sister-in-Law.

&- e. An employee wishing to attend the funeral or memorial service for an Aunt, . &“;\(\/
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Uncle, Niece, and Nephew shall be given up to three (3) days consecutive.

shifts of CAL or leave without pay (at the employee's option) upon notiﬂcatuon
to the department supervisor/manager. ;

e f.-Such 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.  To attend to the needs of a newborn or newly adopted child.

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

The employee shall-apply to)the Department Head\who must submit the request

to the Chief Human Resoctirces Officer for final approval. UMC shall base the .

approval on the following criteria:
a. Need for leave can be verified (Release of Information Farm).

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

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

a  Purpose: In accordance with the Family and Medical Leave Act of 1993,
the provisions of this Collective Bargaining Agreement and UMC Human
Resources Policy 10 and Human Resources Procedure 9, 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 fo 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 fo at least twelve (12) weeks during a rolling twelve
(12) month period, and to the extent allowed by this Agreement) for
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any one or more of the following reasons:

M

2

®

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

In order to care for a family member (parents, spouse,
child, legal ward) with a serious heaith condition; or

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

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

(1)

(2)

Medically hecéssary means thefe-must be a medical need

_for the leave'as distingtiished from’voluntary treaiments and

procedures and that the care can best be provided on an
infermitient or reduced leave schedule.

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

(@) Intermittent/Reduced Work Schedule: due to an
employee's family member's serious health
condition;

(1)  When UMC determines that a femporary
transfer/ reassigniment is needed fo
accommodate an-employee’s intermittent or

Page 83 of 165
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(b}

2

(3)

reduced work schedule for an approved
family medical leave period, the employee
retains the right to transfer back fo the
previously heid position, without loss of pay,
senjority 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 reassighment has been resolved,
the employee may request, in wriiing to be
returned fo the previously held position, and
he/she shall be returned, provided a vacancy
exists, If a vacancy does not exist upon
resolution of the need for the temporary
reassignment, the empioyee shall be entitled
non-competitively to the next available
position in  the employee's previous
clagsification | and ' depariment, within twelve
(12) calendar months of return. io full duty. The
employee does not have any bumping rights
to histher previous position. If a position
becomes vacant after the twelve (12) calendar
months, UMC retains the right to non-
competitively refurn the employee to histher
previous position/classification.

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

Intermittent/Reduced Leave: when an employee
has a need to take intermittent/reduced leave for
his/her own serious health condition, UMC may
determine that a femporary reassignment is
necessary to accommodate an employee's request.
Should the employee be temporarily reassigned,
he/she retains the right to transfer back to the
previously held position, without loss of seniority, pay
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(c)

(d)

or any benefits, providing not more than 365 calendar
days have lapsed in the temporary assignment and
the employee is released back fo full duty status.
If UMC filled the vacaied position and the employee
provides a written request to Human Resources,
he/she shall be non-competitively placed into the
hext available position in hisf/her previous
depariment. f 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 fo his/her
previous position/ classification.

Application for FMLA: if an employee is utilizing
accrued leave (CAL or EIB) and UMC determines
that the reason for such leave is an FMLA qualifying
event, UMC shall notify the employee of his/her
FMLA rights. It is the employee's sole decision
whether or hot to apply for the FMLA for each such
event.

Consecufive Leave:

(1)  Employees returning fo a full duty status upon
completion of the approved consecutive
FMLA leave pericd, including any additional
leave as outlined below (regardiess of the
reason for the FMLA leave)}, shall be returned
to histher currenf position. Assignment to an
equivalent position will only be permitted if the
originalfformer position no longer exists; or
if the employee is incapable of performing the
essential duties of the originalfformer 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) If an employee is assigned fo an equivalent
position upon return from an approved
consecutive FMLA period (regardiess of the
reason for the FMLA leave}, he/she shall be
entited non-competitively, upon  written
request to Human Resources, to the next
available position in the employee's previous
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department, provided the employee is -stifl
qualified to perform the essential functions of
the previous position. Re-empioyment rights
are limited to any vacancy within the twelve
(12) consecutive months immediatsly following
the employee’s return to work. Should more
than twelve (12) oonsecufive months have
lapsed since the employee’s return and no
vacancy occurred within the twelve (12)
consecutive months, then the manager
refains the exclusive right to non-competitively
return the employee to histher 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 ahsence for. the
continuation of fhe serious health
condition. The employee must submit
histher 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.

(@) Upon completion of the additional
thirty (30) calendar days or less, if
the employee is not returned to fufl
duty, due to hisfher 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
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leave of -absence, if the employee
is unable fo 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
FMLA peticd, 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
hislher _request, in  writing and provide
dogurmentation from{*the health care provider

recommending FMLA, of the medical

necessity for the continuation of Ieave. 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 his/fher 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 fo full duty due to the
continuation of a serious health
condiion of an immediate family
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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.

7.  CATASTROPHIC MEDICAL LEAVE: the purpose of this paragraph is fo
identify when UMC shall apply certain job protections as a result of a
catastrophic medical event.

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

b. Eligibllity - in order for catastrophic leave fo apply the following must be met:

1.

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

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

The employee must have submitted for and been approved to
take consecutive family medical leave (FMLA) as defined in
paragraph 8(e) above.

The ceriification 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 condiion changes prior to the
expiration of FMLA, he/she may submit medical documentation
to Human Resources to that effect prior to the final designhation
of catastrophic leave.

c. Job Profection - employees meeting all the requirements of subparagraph b

above shall be guaranteed the following:

(D

After the approved 12 weeks of FMLA, the empioyee shall be
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2

(3)

4

administratively transferred from his/her original cost center to a

holding cost center for a period of time not fo exceed twelve
(12) consecutive months from date of the original catastrophic
medical event.

If the employee is able fo return to full duty before the twelve
(12) months identified in subparagraph 1 above, then hefshe shalf
be entitled non-competifively to the next available position in
histher 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 tfakes precedent over Aricle 11,
paragraph 4 of this Agreement. In the event there is no position
available when the employee is retumed fo full duty under this
provision and the employee is subsequently medically separated
after the twelve (12) consecutive months, he/she shali 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 reitistatement over employées laid off per Article 12
section 1 of this Agreement.

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

if the employee is not retumed o duty under subparagraphs 2
or 3 above before the end of the twelve (12) month period identified
above, due fo medical reasons, he/she shall be medically
separated. Such medical separation may be grieved per Article &

of this Agreement.

8.  Voluntary Unpaid Leave (VUL): if an employee Is scheduled to work and
nowork is available and the emiployee is called off, an employee is scheduled
to work fewer hours than histher 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 fo accrue for the number of hours an employee is on
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Voluntary "Unpaid Leave. If the lack of work is due to a management -

decision 1o close earlier than regularly scheduled hours, or to tempararily
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 gualified 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 (B) bargaining unit
employees, when if 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 iwenty-eight (28)
calendar days unless mutually agreed upon by both the Union and UMC.
No more than five (6) bargaining unit employees may be released under
this provision at any one time. When an employee has completed histher
services, hefshe shall be returned to histher previously held position
without loss of any stafus or benefit governed by this Agreement. it is
understood and agreed that such employees shall not be utilized to oppose
UMC on any issue, whether in the workplace, community, courts or
legislature. The Union shall reimburse UMC for all costs associated with
employees who are-on-Union leave, including, salary compensation, PERS
contributions ands benefit. confiquation, The'\use and release of such
employees will not interfere with the operational and staffing requirements of
UMC or the released employee’s depariment. The Union agrees to provide
at least fourteen (14) calendar days advanced written notification to Human
Resources of the bargaining unit employees it wants released under this
provision. 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.

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

Leaves Associated with Workers’ Compensation: UMC will comply with NRS
816C.530,
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Article 24
Group Insurance

To be eliglble for group insurance an employee must occupy a regular
budgeted position and work af 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 following 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 fotal prerium 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 for subsequent years of the Agreement will be
available on the UMC infranet (Human Resources and Health and Benefits tab),

Employee! Employee/ Employes/
Self-Funded Employee Spouse Children Family

5 (20 hrsiweek)  $84.43 $179.78 $169.37 $249.20
.6 (24 hrafweek) $81.13 $173.38 $163.43 $240.10
.7 (28-31 hrs/week) $87.81 $166.92 $157.49 $231.02
.8 or above % 5.00 $114.50 $106.57 $170.70 .

Employee/  Employee/ Employee/

HNIO Employee Spouse Children Family

5 (20 hrsfweek)  $95.78 $183.51 $171.01 $250.07
B (24 hrsiweek)  $92.93 $177.80 $165.91 $242 .41
.7 {28-31 hrs/week) $90.05 $172.08 $160.02 $234.73
B or above $ 500 $126.26 $116.81 $183.03

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

Self-Funded
Employee: $0.24
Employee/Spouse; $0.68
Employee/Child; $0.49
Empioyee/Family: $1.14

For an employee in an unpaid status, UMC will pay its share of the premium

only if the unpaid status s less than thirty (30) calendar days. If the unpaid status

extends past thirty (30) calendar days, the employee has the option of paying
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- .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 equivalént
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 fo an-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 refurning to work before insurance coverage becomes effective.

A difference between an employee (or histher 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 elact to have group insurance ded{;ctions subfracted 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 4 group life insurance.policy, providing o each
employee an amount-of’ coverage— of’ $20,000-based on the eligibility
requzrements of the insurance plan. In additon: to the coverage amount
referred fo in this section, addifional coverage may be obtained for full and
part-time employees through an alternative source. In the event such
‘coverage is obtained, UMC's confribution shall not exceed $200,000 per
contract year.
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ARTICLE 25
Retirement Contributions

UMC will pay the employee's portion of the retirement contribution under the
employer-pay contribution plan in the manner provided for by NRS Chapter
288. 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 confribution will result in a
corresponding increase fo each employee's base pay equal to one half (1)
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 "refirement contribution" does not include any payment for the
purchase of previous credit service on behalf of any employee.
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ARTICLE 26
Workers’ Compensation

Under the provisions of an Agreement with the State Insurance
Commissioner, UMC agrees to provide employess 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 ferms 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 mare, permanent disability

payments or awards and death benefits as provided for in NRS 816.and _

617,

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

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

Compensation payments, as mentioned in Section 3, do not commence until
an employee has been off work five (5) or more consecutive days. For those
injuries or ilinesses which require less than five (5) days off work, the employee

may elect o use histher CAL andjor EIB fime, If sufficient hours are available, -

fo compensate for lost time from work. The employee must notify the
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workers’ compensation section of Human Resources in advance of the date
the time card is being complefed if he/she wishes the lost time to be charged

to CAL and/or EIB. Workers’ compensation is responsible for notifying payroli

and the supervisor of the employee’s election. UMC reserves the right to require
the election in writing. :

If the employee wishes to receive full salary after he/she has been off work for
five

(5) consecutive days, he/she may do so by supplementing the compensation
check with CAL, EIB hours, or Donor Bank as applicable under terms of this
Agreement. The employee should advise the workers' compensation section
of Human Resources of his/her selection of this option and submit such request,
in writing, to Human Resources. Human Resources Is responsible for notifying
payroll and the supervisor of the employee’s election.

Should there be no CAL or EIB accruals prior fo or during the period of the lost
time from work as a result of occupational iliness or on-the job injury, the
employee will be informed of such by his/her 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 absencs,
efe.).

Supplemental’ Payment. Since the use of CAL andfor 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 andfor 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/l fe Insurance. If, during the period of absence, the employee
allows his/her health/dentalflife insurance to lapse due to non-payment, the
employee must meet all eligibilify requirements of the applicable insurance
plan document before benefits may be restored.

Appointments Relating to Work {njury. Any employee, who is on the job and
is required fo 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 fo schedule the use of IC-CAL
hours through their supervisor for these appointments and such CAL fime
shall not be unreasonably denled. '
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ARTICLE 27
Longev_gity

Creditable Service for Longevity Computation: Periods of regular full-time
employment and regular pari-time employment with UMC shall be considered
as creditable service for the purpose of computing longevity eligibility. All
previous full- time or pari-ime employment that was ferminated under
honorable conditions, provided that no more than six (8) months lapsed
betwsen any period of separation and re-entering UMC employment, will be
considered creditable service. Any period in which an employes, while
employed by UMC, is called involuntarily into the active military service of the
Uniied States Armed Forces will be considered as creditable service for
compensation of longevity pay.

Ali stirrent employees prior to the date of the signing of this Agreement shall be
entitled to longevity pay in addition fo 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 Agresment prior to
the date of the sigrifg[of this| Agresment shall rafnain. eligible for the longevity

beneiit. Specifically, employees eligiblebut not récaiving 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, fransfer 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 following the employee's anniversary hire date,
. @s 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 setvice regardless of annual salary. All employees
classified as working 72 hours per pay period are considered full-fime for
eligibility purposes.

Any period that an employes is on any leave of absence without pay for more
than thirty (30) days will be deducted from the creditable service for longevity
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pay regardless of the reason for the unpaid leave period.

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

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.
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ARTICLE 28
Education/Training

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

contribute o their job performance with UMC. To this end, UMC agrees fo

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, tuition reimbursement.
Communication fo employees regarding required training and education and
deadlines for successful completion will be made electronically and by hard copy
for departrents with imited electronic access. UMC and the Union agree to meet
and discuss inconsistencies that occur in the availability of such education and
fraining. :

All employees will be afforded equal access to education and training programs
and opportunifies, ‘

Educational Leave of Absence; Upon writien application to his/her
Administrative Division Head, an employee may, in UMC's sole discretion, be
granted an education leave of absence without pay for a period not to
exceed ninely (90) calendar days without prejudice to hisfher 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 petiod 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 refurn
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 ftwo or more. employees within the same
clagsification and depariment 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 nesds of the unit.

UMC shall maintain an in-service education program which includes
assignment- related {raining. Employees in affected areas will be provided
access to fraining on new equipment and/or services instituted by UMC.
In-service fraining will be held at times which will maximize employee
participation. Employees will be paid for time spent in the in-service programs
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at their regular rate of pay. including differentials. UMC will make every
reasonable effort fo include classes in the in-service education program that
will mest CEU requirements needed by empiloyees,

UMC shall make every reasonable effort to accommodate employees’
scheduling heeds (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 wilt
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 fo the following:

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

b. fo allow employees to- 'use 'unpaid education leave, subject to the
conditions sef 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 hudget resiraints for
the purpose of increasing their advancement opportunities. Upon request
to an employee’s Adminisirative Division Head, an employee may be
reimbursed the fuition for

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

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

Upon written application to his/her department managelr, and approval of the
Administrafive Division Head, an employee may, in UMC's sole discrefion, be
granted paid education leave to aftend job-related educational progfams
oufside -the hospital.
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Per diem employees shall be compensated at the applicable hourly rate for
all hours spent in courses required by UMC that are UMG-specific. Time spent
in such classes shall be considered as time worked for the purposes of
computing overtime.
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1. Types of Senlority:

a. Ciassification senjority shall ba defined as an smployes's total length of partime or full-ime servics
within & claasification,

b. Deparimental senlority shall be defined as an employee’s total length of part-fme o fullime within
thelr classification within thelr current cost center. Any change in stalus from one classification to
another In the bargaining unlt wiit aliow bridging whan refurning fo a former classifcation,

¢ Hospital wide senforily shall be defined as an employes's total length of service in any part-time or
full-time: posliion(s) within the bangeining unlf.

d. Ties In abova sanlodiy wilt be dacided by using the time and date stamp of the submikted application
for the dlassification,

2. Use of Senfority:
&, ClagsHication senlority shall be uliized i determining the order of layoff and recali.
b. Deparmental seniority shalt be ufilized i defermining:
{1} scheduling days off;

(2} scheduling of CAL time when mulfiple feave requests are submitted\at the same'time by diffetent
staff for the sama shifts;

\E (3} shift assignments when thers is a vacancy on a particular shift in accordance with secflon 2 ¢;
I
{4) scheduling of non-ptima holidays. ;

€. Seniority shall prevall with respect to the application of the foregoing benefits. However, & less senior
employes in a classification may be scheduled for a shift or days off preferred by a senior ernployes
whan the special training, ability or experiancs of the senlor employse is needed to ensure thet
patlent safely and the operaiionst need of the unit are met. For exampls, a more senior employes
may be scheduled or moved 10 a scheduled weekend night, based on the overal skill mix of the staff
scheduled for that day andfor shift. A CAL requast, once spproved, shall not ba reversed salely on
the basis of senlority.

d. Hospitel wide seriotity and competency wili be considerad for ail job promotions and transfers with
hespitai wide sanlorlty being a determining factor whan two (2} or more employees are considered
equally campelant. Howaver, the Hosplial reserves the right io hire, retaln, promote, or transfer
employees, without regard to seniority, because thair special tralning, abllity or experience is neaded
for the confinuing operation of the Hospital,

3. Cradibla Sarvice for Senfority:

2 Seniorily dates wil bs based on the effective date an the Personne! Action Reguest (PAR) info the .
classlfication and/or depariment as applicable. Provisions of this arficle apply t both part-tims and DR ;
fufl-ime employees. Per diem employees and lmfled tarm emplovees do not eam seniarity. A i
abfEffestiueduly.4- 2004 _once an emploves accapte a posiionthe-efiective date will-have thelr —{ Formatted: Font 10 pt, Stkethrough )
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[ UMC 2 Counter to SEit) — 842524

b.o. Employaes acerua senionity during alf pald leave fime and for the first thirly (30) days of unpaid leave.

&, An employse’s senionly is frozen when hefshe Is on an authorized unpald leave of absence for more
than thirty (30) days or when hefshe is on layoff status for less than one (1) year.

4. Anemployes loses sanfority under the following conditians:
a. when hefshe tarminates voluntardly;
H. when he/she is discharged for just cattse;
& when hefshs Is laid off for mars than one (1) year or two (2) as specified in Arlicle 12, Secfion 2 {13,

5, Exceplions to Senlaty Applicstion

a.  UMC closes one or more oost centers or depariments, of merges ona or mare cost centers or
departments into another, then employaes who are required to move from thelr department to another
shall relain their senforlty, Including deparimental serlority, as if they never left their depariment.

b, FUMC moves staff inio new classifications wilth the same and/or similar duties currenfly being
performed by the current classification, kalf ahall retaln their seniority, including departmantal
senionty, as If they never left their classification.

¢ FUMC requires addiional skills (.9, cerfificafion) as a changs to a classification to perform the same
andlar similar duttes currendly being performed, staff shall retain thelr senlorty, including depariment
senlonty, in the classification.

4, UMG crestes & new ciassification in & department, emﬁwses in the depariment who are selected
on the first posting of the new classificaion wilt have their seniority dates be based on 1hs benedited

time spent in the prior classification in that department., ] F;,,mm: Font: 10 pt, Underline
g, [Effentive July 1. 2024, any surent bargaining unit emplovee awarded a new classificafion, or fransf Formetted; Indent: Left: 957, Space After: 0pt, j
ithin the baraaining unk, will hava thelr seniorty adiusted no later than the stard of the eriod bullets or numbering, Tab stops: Hot at 938"
following twe {2) weeks of offer acceptance, reqardless If the actual iransfer is held dus fo operafional Furmatied: Font: 10 pt J
Formatted: Font 10 pt ]
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UMcC 1% Counter Proposal - 042524

ARTICLE 30
Posting of Vacancies

The Union acknowledges that UMC has the exclusive right fo 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.

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 consuling with the appointing authority, shall determine, in
accordance with the UMC Policies and Procedures Manual, how the vacancy is
to be filled. An emplovee may reguest 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 thare—is no current: eligibllity fist, UMC will
post a job ahnouncement fo 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 earfier and the posting will be
closed after a 24-hour notification period. Vacancies may be temporarily
filled on an emergency basis. UMC shall undertake every reasonable
effort fo 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 announcements shall be posted on-line and in at least two (2)
locations readily accessible fo 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. :
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UMC 1% Counter Proposal - 042524

UMGC shall encourage prombtion within the com;:ietitive service on the basis .

of ability, experience, and work performance. UMC recognizes the value of
affecting intetnal promotions to both the individual employee and the institution.
Accordingly, internal applicants for promotional opportunities will be given
every reasonable consideration for promotional opportunities. In furtherance of
this objective UMC shall interview all applicants who meet the preferred
requirements as specified in the job announcement. An internal applicant who
applied for, but was not selected to fill a posted vacancy, may within seven (7)
calendar days from the date notified that hefshe they were was not selected,
submit a written request fo the leader direster of the hiring manager

ruitment-divisionof UMG s Human-R eparment {o inguire into the

o e
7 gt v [ [

reason(s) why were was not selected.
Shift vacancies shall first be posted within the deparfment prior to being posted

as a vacant position or being filled from the eligibility list.

The decision to fill regular fulltime vacancies on a temporary basis pending
the completion of selection procedures will not be grievable. A vacancy filled
by a demotion, transfer, or management reassignment, in a position that is
equal to or less than the employee's previous position does not require posting.

Posting of vacancies [shall state the tlassification {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.
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UMC Final Counter Proposal - 071824

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, hersinafter referred
to as "Called Off.” Subject to patient care considerations, knowledge, skills,
and abjlities of the emplovee, when UMC makes a determination that a call
off/pre-shift balancing is necessary prior fo the start of the shitt, the call-off shall
apply to the self-scheduling in the Ped 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. Selisited—Volunteers®, *At UMC’s discretion, employees who have
previously identified thev would like to volunteer o be called off, and
provided that such voluntary call-offs do nhot result in retaining an
employes on overfime who would have been called off otherwise, or
someone on-an-extra shiff\when there are CRP staff who are on a
regularly assigned scheduled shift.

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

c. UMGC employees en-svertime-receiving overtime subiect o Aricle 17
Section 1.

d. UMC employees on an extra shift*, *A reguiar scheduled shift is defined
as the FTE equivalent status of shifts on the initial posted schedule. For
example, a .9 FTE's three (3} reqularly scheduied twelve (12) hour shifts
per week, [f 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 shifi(s) will be considered extra for purposes
of pre-shift balancing,

e. Temporary employees.

f. CRP per diem employees (will be reassigned back fo the CRP).

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

&. Al other employees in the affected cost center rotated in such a manner
that the fime lost is equitably distributed within the sest-center 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 fo work as charge RN.

2, 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.

3. If an employee is scheduled to work and no work is available and the employee
is called off afterthe startofthe shift; the employee may use Voluntary Unpaid
Leave or CAL time at the employee's discretion not to exceed their FTE stafus
hours for the work week. CAL and EIB will continue to accrue for the number of
hours an employee is on Voluntary Unpaid Leave,

4, Should UMC suffer any financial hardship as a resuit of significant
unanticipated changes fo contracts affecting those individuals listed in 1(b)
above, the parties- agree fo meet for-the-purpose of modifying this Article
through letier of Agreement  untii 2_new Agreement between the parties is
reached through collective bargaining.

()ﬂ/m\/ﬁg«ﬁ 18le
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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 fo share the
views and concems of their members;

d. discussing hospital-wide personnel policies and directives;
e. overseeing the progress of other commiifees identified in this Agreement;
f. any other mattersof mutual concerto the parties.

Union committee members shall be UMC em ployees and appointed
by the Union;, management committee members shall be appointed by UMC.
Members of the commitfee shall serve at the pleasure of the appointing party.

Union commitiee 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
empioyee's regularly scheduled work hours.
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ARTICLE 33
Health and Safety

UMC will continue to underfake all reasonable efforts o provide for
employee health and safety in accordance with all laws and The Joint
Commission regulations applicable fo 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 shali 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 Commiitee's agenda.

Disputes arising under Section 3 of this Arficle are not subject to resclution
under the grievance procedure.

The Health and Safety Committee shall meet quarterly or upon reguest of the
Union or UMC fo:

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

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

c. review, evaluate and recommend fo hospital Deparfment Heads in-
service programs on safety for employees, both in orientation and as
an ongoing program:;

d. recommend safety -surveys fo idenfify 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, needie 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 festing shall be provided at the
employee's request and free of charge to the emplovee, In addition, the
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Hepatitis B vaccine shall be made available at cost at the request of Category
Il and Il employees and free of charge at the raquest of Category | employees.

Any employee who believes a working condition or equipment places them
at unnecessary risk for injury or iliness shall immediately inform hisfher
supervisor. Should the employer conclude that the working condifion or
equipment is safe, and the employee insists fo the confrary, the supervisor shall
so hoflfy the Safety Office or Administrative Coordinator on duty and the Union
representative or one on duly for conclusive action.

Puring the investigafive period, the employee may be reassigned fo pesform
other duties within his/her job classification or a similar job classification of
which hefshe has the abilities to perform.

UMC shail continue to provide and madify a sharps disposat 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 fo evaluate new and updated sharps disposal
systems equipment on the market for purchase consideration, UMC shall
maintain sufficient number of staffto -ensure sharpsdisposal units are emptied
before becoming full.
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ARTICLE 34
Patient Care Advisory Committee

An Advisory Commitiee shall be established consisting of no more than five
(5) representatives of UMC and five (5) employees from various classifloations
within the bargaining unit, appointed by the Union, with the following objectives:

e,

The committee shall establish by-laws under which it will function. By—laws .

to work foward the improvement of patient care and o recommend ways
and means to improve patient care;

to review patient care standards related to siaffing;
to develop a method of classifying patients according to acuity of iliness;

fo address problems and concerns related to staffing and workloads; and

fo discuss other coneetns of mutuaHntesestas they relate to patient care,

shall include, but not be limited fo:

a.

method of recording, maintaining, distributing and approving minutes;

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

length, freguency and scheduling of meetings;

procedure for responding to employee(s) who bring forth issues before
the committee;

identification of positions (chairperson, secretary atc.), methed of
selecting individuals to fill these positions and the term of assignment;

how decisions will be made (i.e. majority rule or consensus); and

method of reporting findings and recommendations fo the
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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 paymenis 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 commitiees on which bargaining unit members
serve, and in which patient care issues are discussed have been established
in various units and departments within UMC. Such committees shall upon
request forward minutes from any\meeting held Ao 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, fheir participation shall not be considered as that of an attendes
representing either party for purposes of section 1 hereof.

Any joint recommendations arrived at shall be promptly forwarded to the
administrative council which shall review the recommendations and provide

the committee with a writien respense within thirty (30) calendar days outlining’

UMC's position with regard to each such recommendation.

Page 112 of 165



:
7
g

~ SEIU to UMC 05.02.2024

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 thidy forty-five (45 38) days' notice, in writing, prior to the
decision fo contract out. At the time of written notification, UMC will provide the
Union with the names of the anticipated impacted emplovee(s).

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

This Agreement shall be binding upon the Union, upon UMC and upon their
respective transferees, successors and assignees (in accordance with NRS
Chapter 288). If UMC shall, during the term of this Agreement, sell, assign
or fransfer its business, UMC shall, upon execution of an Agreement of sale,
assignment or transfer, notify the prospective purchaser, assignee or transferee,
by ceriified mail of the existence of this Agreement and shall simultaneously
send the

Union, by certified! mail, ‘@’ copy ‘of-suech nofice diven to the prospective
purchaser, assignee or transferee. UMC shall be responsible for making
adequate provisions to ensure payment for accrued wages, leave and fringe
benefits as of the date of transfer.

w;)u}a« [5@5 sleley
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Arficle 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 the UMC
valuable workforce.

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

1.

Guiding Principles:

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

a.

Education: UMC and the Union believe that education and training of
all employees in the effects and freatment of substance abuse will
contribute toraysaferand mereefficient 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 alcohol in the workplace,
are prohibited from reporting to work or being subject to work
(specifically on standby or on break) with prohibited drugs active in
their systems or while under the influence of alcohol.

Enforcement: The substance abuse policy will be sfrictly 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:

The purposes of the substance abuse policy are:

a,

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

c.

to protect the public and employees; and

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

Rules:

UMC and the Union have formulated clear rules and penaliies 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
resulf in immediate suspension pending termination with no Last Chance
Agreement, The possession of an open alcoholic beverage by an
employee on duty shall be cause for disciplinary action up to and
including suspension pending termination. The only exception to
disciplinary action for the possession of an open alcoholic beverage
while on duty is when the handling of an open alcoholic beverage is
incidental to the employee's assigned duties.

An employee will also be subject to disciplinary action up to and
including suspension pending termination and may be placed on a Last
Chance Agreement when the/consumption of.alcoholic beverages is at
a time proximate-to-his-or her-work time, has’an adverse effect on his
or her work performance, causes impairment while on duty or on
standby, or creates a risk of harm to self, others, UMC, or private
property.

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

Drugs

The untawful 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.
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The use of any drug which negatively affects performance or the abiiity of
an employee fo work in a safe manner may be cause for discipline
where the employee knew or should have known that the drug would
adversely diminish their histher capabilities to perform the job.

Whenever an employee is taking a drug which may negatively affect their
his/fher performance or ability to perform in a safe manner, the employee
shall notify their hisfrer supervisor who shall notify the Employee Health
Nurse by providing written notice of the prescribed medication. An
employee who fails to nofify their histher 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. I the employee changes
supervisors (either through transfer, promotion or demotion of the
employee) the employee is responsible for notifying their hes 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 fransition period, the employee shall be
responsible for notifying their hisfher new supervisor. The new
supervisor shall-be responsible fo) consuli with the Employee Health
Nurse to determine if the prescribed medications inhibit the employee's
ability to work safely.

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 interests, including public image.

If an employee who is required to drive as part of theit histher assigned
duties has their hisfher driver's license suspended or revoked
temporarily or permanently, due to a substance related offense, the
employee must notify their histher 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.

The felony conviction for the possession or being under the influence
of illegal drugs while off UMC's premises and while not on duty shall be
cause for disciplinary action up tfo and including suspension pending
{ermination.

The conviction of an employee for the sale or possession with intent to
sell illegal drugs is cause for immediate suspension pending termination
and with no Last Chance Agreement.
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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.
Fallure 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 alechol test under the
following circumstances.

1. Pre-Employment;

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

duties, the applicant will not be hired.

2. Reasonable Cause;

An employee will be required to underge 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 specific facts and/or reasonable inferences derived from those
facts. Examples of circumstances, although not inclusive, which constitute a
basis for determining reasonable cause are specified on the Supervisory

checklist for suspecfed impairment form. "Observationfincident

Report-included as part of this policy (Appendix C).
3. 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.
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4.

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.‘Observationflncident-Report”
The Supervisory Checklist for suspected impairment

form Observationflncident Repert shall/must be sent to the appropriate
Department Head and Human Resources. Supervisors and managers
shall not be permitted fo use this policy as a vehicle to harass employees.
Supervisors and managers shall be subject to the disciplinary process
up fo and including suspension pending termination, if they engage in
harassing behavior towards employees.

The suspected employee shall be afforded the right, if they hefshe so
desires, to request that, in addition io the first supervisor, another on-
duty supervisor provide a second opinion as to reasonable cause. If
another supervisor is not able to report to observe the suspected
employee within thirty (30) minutes due (1) to the lack of another
avallable supervisor on shift in the facility andfor (2) to the distance a
second supervisor would have to travel fo 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 him/er of their hisfher 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
reiieved of duty and the supervisor will, as soon as possible, contact an
Urien-and-LUME 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 fransportied home. The employee shall be instructed by
the supervisor, that in the event the sample refurns negative, that the
employee will be reimbursed for the costs (if applicable)of a
UMC approved transportationa—taxicab from the
employee's home back to UMC to retrieve their his/her vehicle,
provided the employee returns on a day other than the day tested and
they hefshe provides the original faxi-cab receipt to their histher
supervisor. The sampie will be tested and confirmed and chain of custody
mainfained by a Substahce Abuse Mental Health Services
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Admsnlstratlon (SAMHSA) certtﬂed Iaboratory facﬂ;ty Asu#reseat—ams&nt

[n the event of a posstwe breath a{cohoi test—%h&emeievee—sha#have—ten

result is shared with the
Supervisor, the emplovee, and the Union Representative (as applicable)
fo-reguest-a-blood alechel-test—if the request-is-made-within ten {10}
minutesor the mobile phlebotomy department is unable to respond within
60-minutes, the employee will be immediately transporied fo an
authorized collection site and participate in the blood alcohol testing
process. if the blood alcohol test is refused, reguestis not-made-within
fen{1B}-minutes: 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 hefshe cannot provide a sample at the time of the incident
shall later provide the necessary authorization for releasing hospital or
medical reports that would indicate whether or not the employee was
under the influence of a drug and/or alcohol.

The supervisor shall advise the employee that they hefshe will remain
on paid status until the test sample is collected. Afier the sample is
collected, the employse 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. [f the test is negative, UMC will make the
empioyee whole.

The results will be delivered by-mail-or-earrier electronically 1o Human
Resources. Positive test results will be sent to a medical review

officer prior to any further action by UMC. The employee will be
notified of the results and a copy will be made available to the employee.
The employee's Department Head or designee will be notified whether
the test results are positive or negative. A drug test will be considered
positive if the confirmation cutoff levels established by the SAMHSA
are exceeded. An alcohol fest will be considered positive if the breath
alcohol (if applicable) erand blood alcohol {if-reguested) content
is .08 percent or greater, or the limit specified in NRS 484.0135 or other
applicable law if less than .08 percent. However; iln the event an
employee’s breath alcohol e+ and blood alcohol level tests less than
.08 but greater than or egqual 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.

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

Disciplinary Procedures for a Positive Drug and/or Alcohol Test:

1.

A positive drug andfor alcohol test requested as a result of an accident
which causes injury to a person or property damage wili 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 following actions:

a.

the employee may be disciplined for the performance or behavior that
established reasonable cause to fest 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
histher superviser, the employee-will-be subject to disciplinary action in
accordance with.Section 3 below;land

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 sighed
statement indicating whether an employee is able to perform regularly
assigned job duties without restriction or limitation. If the employee is
restricted from performing regularly assigned duties, the cerlificate must
aiso identify the employee's resirictions.

lllegal 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.

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 Depariment Head with a return-to-duty statement form from the
prescribing physician or licensed/certified rehabilitation and treatment
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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-fo-duty statement form
must also identify the employee’s restrictions. This must occur within
sixty (60) calendar days of the drug test date. Failure to provide a return-
to-duty statement form with respect to their substance abuse problem
within sixty (60) calendar days will result in disciplinary action up fo and
including suspension pending termination.

Second offense: The employee will be suspended pending termination.

4.  Alcohol - A test resulfing in a positive screening for alcohol will resuit 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 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 fo
provide a return-to- duty statement form the prescribing physician or
licensed/certified—rehabilitation and freatment program provider releasing
the employee 1o~ work.” The return to duty statement form must be a
signed statement indicating whether an employee is able fo 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 including suspension pending
termination.

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

Third offense: The employee will be suspended pending termination.

L.ast 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
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termination in the disciplinary process. The Last Chance Agreement shall require at
least the following:

1. The employee fo 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 freatment and provider options. The program/provider may
be selected by the employee, at the employee’s option. The employee will be
encouraged to seek treatment, but the decision to seek treaiment 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 fests 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,

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 control of UMC Human Resources,

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

Training:

Training is an essential element in assuring the effectiveness of the Drug and Alcohol
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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

emp iloyee traznmg will be made ava:lable.ﬁw&mﬂsum»bﬁh@mpleyee
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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 faw.

The provisions of any applicable law, statute, regulation or ordinance (ie. 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.
Qualifications

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

Upon request, UMC shallnotify 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 nofified of the identity of the
c t MRO.

oS Ty )/ A Qwﬂ

TA'SEIU Date TXYMC Date

Page 124 of 165



-

S

o,

1L
SEIU 4t Counter - 042524

ARTICLE 37
Attendance Policy

UMC and SEIU, Local 1107 agree that an employee’s appropriate use of leave is critical to  his/her wellbeing
and the efficlent operation of UMC. To promote personal accountabhility, the parties do not condone the

misuse of paid leaves.

i To minimize the interruption to patiant care and to effectively staff the hospital, each emplovee or
designee as applicable is responsible for notifying his/her supervisor at least fous{4) three (3}
eight{8) shif8) hours before the start of the scheduled shift whenever absence from work is

necessary, No employee can recelve hoth a tardy and an absence for the same Incident. Eallure

to properly notify the supervisor {or designee)-four-{4} three (3} hours prior to the beginning of the

shitt will result in the emplovee being charged with epe two absences per Article 37 Section B.1.

2 In the case of emergency or sudden Hliness, an employee will receive pay from the appropriate

accrual bank for the thme missed.

3 An employee Is not required to provide all pertinent information to the supervisar when calling
off for any reason, however, he/she is required to provide enough information to aliow 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.

4, in those situations, where an empioyee informs his/her supervisor while working that he/she must  Page 125 of 165

leave the shift early, the employee shall use time from the appropriate accrual bank,

5. The employee must report personally to the supervisor or designated department 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

Al
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designated contact. The employae acknowledges that he/she will be responsiblé for any failure on

the part of the designee to report io the supervisor or departmenti contact.

The employee or designee as applicable must report to the supervisor each day of absence unless
the supervisor gives instructions otherwise. In the event the employee has spoken with and
provided a physician’s note to the supervisor andfor designee, he/she will not be reguired to
report each day for the duration of the perfod of the note. The employee wiil 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 physiclan’s verification of illness to his/her 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 his/her 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 requiré a physician’s verification of illness any time the

employee demonstrates abusive or habitual absentesism,

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/for 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.

Page 126 of 165
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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 one {1} 2 hours after the start of the scheduled shift, 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 absenca for the
purposes of computing excessive absenteeism (Section B) If the employee provides a physiclan’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 emplovee, onee every rolling twelve {12} months flve (5}

consecufive absences may be combined for one {1} absence with.a physician’s note,

2. Habitual absenteelsm may exist when an employee has an identifiable pattern of absences.

Qe —

Examples include, but are not limited to, an employee that Is consistently absent the day after
payday, after a discipline, before or after scheduled days off, before, on, or after a holiday, or
a pattern of absences that avold counseling or repeat counseling levels under the excessive

absenteeistm 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 fook leisure time or worked elsewhere,
called off when leave was denied, or fraudulently uses Famlly Medical Leave,)

Page 127 of 165
Section B. Disciplinary process:

1 During any welve-L43) nine{0)-six {6) month period, the following actions will be foliowed for

absances:
AN

v
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»  Seventh Sixth absence » Verbal counseling {(non-disciplinary)

»  Eighth Seventh absence Le Firstwritten warning

*  Ninth Eighth absencs ¢  Second written warning

*  Tenth-Ninth absence ¢  Final written warning

* Eleventh Tenth absence s Suspension pending termination

Note: The partles agree to develop an MOU for the transition to the new disciplinary process.
Eighth-absence Elrrbwriten-watning
} Ningh-absence Einabarittenwarning

Ferthabsence One-day-unpaid suspensien
Heventh-absenee Suspension-pending termination

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

leval,
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2. Employees with ongoing unacceptable attendance patterns (.., recelved more than one corrective

counseling within any swelve-4123 aine-{8} sht-month period) shall be moved forward to the next

step of discipiine i documented on the prior corrective counseling notice.

3. Habitual or abusive absenteeism is grounds for immediate disciplinary action up to and including

/Qf/ N U‘A\/

e



‘-'“'M?"/- ’

SEIU 4% Counter - 042524

suspension pending termination.

i

Section C. Unauthorized Absence Ne Call - No Show:

1. Fallure on the part of the employes 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 serfous violation and will result in disciplinary action.

-3

1st no call/no show

&~

Final Written Warming

Y

et

2nd no call/no show within 12 months

'y

Suspension Pending Termination

" Une-sl it .

An employee with more-than two (2) or more consecutive shifis of no call - no show or

portions thereof, shall be considered to have abandoned his/her position and may be suspended

pending termination, ynless the emplovee is absent due to their hospitalization and subject to

sufficient documentation as determined by management, which will be considered one (1} absence

under B{1} above -ard-unable to-netifv-the-ormplover:

Section D. Special Category:

Types of absences not covered by this policy:

Absences documented under Workers’ Compensation. Absences

documented under FMLA,
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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, excelience and respect are to be determined

by the administration. UMC and SEIU may collaberate on incentive programs via the Labor/Management

Meeting..
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ARTICLE 38
Tardy Policy
1. 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 fo seven (7) minutes before the sfart of their
shift; however, clocking in after the start of their scheduled 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 fo clock in to the time and attendance system.,

2. During a fwelve-{423 six (8) month perlod, the following progressive
disciplinary action shall occur when an employes fails fo clock in as required
in Section 1 above or reports to the assigned work station after, but within
One_ (1)twe—2) hours of the start of the employee's scheduled work
shift. No employee can receive both a tardy and an absence for the same

incident.
* Fourth + \erbal counseling
« Fifth o — Firstwritten warning
o Sixth s | Second written warning
+ Seventh e Third written waming
¢ Eighth ¢ Final written warning
e Ninth + Suspended pending
termination
Fourtir-Seventh-tardy— - Verbalcounseling
Eifth Eirthih $arcy Eired ael H
éE;’:;Lh. 1 u.t......., Firstwritten-waring

3. Employees with ongoing unacceptable tardiness patterns (l.e., received more
than one corrective counseling within any twelve six-ronth period) shall be
moved forward {o the next step of discipline if documented on the prior corrective
counseling notice.
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4, Supervisor/department managers leader er-desighee are responsible for;

a. documenting all late arrivals for work, Failure to clock in will not be aitaljdy

A

e

JUn



o
UMC 2™ Counter 041124

if resulting from supervisor's assignments or if supervisor (or designee as
~, determined by depariment leadership) Is aware employee was at work
); station and ready fo 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 fardy unless mutuaily
agreed to by the Union and UMG;

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

5. Employees are expected to give notice when the employee knows he/fshe will
be tardy.

[ 4 (e o ﬁ{ [ ’Z<// i
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Article 39
Floating

Section 1: Policy

1. The purpose of this policy is fo 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.

2. 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 he/she-their is permanently assigned. All staff are expected
to report for duty as indicated by their regular schedule and they may be floated or sent
home after reporting to their reguiarly 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 other section groups.

3. 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 mare than once during-any shift. Alreturn to the home cest 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 wilf return to his/her 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 the least seniority rotating through first). The position shall be filled by employees in
the Emergency Services group identified in Section 4 below.

4. Employees will be floated within the classification with consideration given to competency
and skill sets 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 sall cost centers into the appropriate Page 133 of 16
pod.

a. Critical Care Services, identified as TICU, MICU,NSCU/SICU, CCU/CVCU, BCU-BCU-
OPR, ChestPain-CenterCIMC, 3 West, 3 South.
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b. Medical-Surgical Services; identified as 5 South, 5 North, 4 South, 4 North, 2 West, 2
South, 4300, 1400 (Fransplart), TCU. and 1500 {Onesloay).

¢. Matemal and Pediatric Services; identified as Perinatal, Pediatrics, Pediatrics ICU, and
NICU.

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

e. Emergency Services; identified as Pediatric’'s Emergency Room, Adult Emergency
Room, 6BS; and Trauma Resuscitation.

f. Care Centers (Ambulatory): North: Aliante, Centennial, Summeriin, Ranche. 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 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.

5. Empioyees who are interested in working when they are called off in their own section or
working overtime on sectiong otherthantheir closed section, shouid contact the nurse
manager/charge nurse orlappropriate-manager-of-those séctions directly.

Section 2: Responsibilities of the Nurse Manager or Appropriate Manager

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

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

3. 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.

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

‘Page 134 of 14
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a. Following is the process by which comments and concerns shall be investigated and
addressed. The floated employee shali;

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

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

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

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

¢. [f the floated employee believes histher issue has not been properly addressed, the
floated employee or at-hisfherrequestitheUnion on-hisiher behalf may request in
writing, a meeting with the appropriate Director.

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

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

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

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

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

Section 4: Refusal to Float Policy

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

2. After discussion with the unit manager/charge nurse or appropriate manager, if the floated
employee questions the assignment he/she may discuss the concern with the on duty

Administrative Coordinator or the unit designee at the management ievel. If a conflict still

exists, the floated employee must complete the assighment to the best of his/her ability,

unless the concerns fall into one of the criterion for refusal to float.

3. 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 into UMC as a registered nurse.

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

Section 5: Float Sequence

Employees will be floated in the following order:

1. volunteers;

2. agency or registry personnel, including contracted registered nurses:

3. temporary employees;

4. per diem employees;
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8. 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 float, only a
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 registered nurse can float, a licensed practical nurse or a certified nursing assistant cannot
fioat in place of a registered nurse). The float must be accomplished on a classification for
classification basis.

Section 6: Criterion for Refusal to Float
1. An employee may refuse to float without the fear of discipline iF;

a. He/she has been identified to float to an area outside of hisfher 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 empioyee and place such license/certification at risk; or

; i ing; or
d. 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: Responsibilities of the Charge Nurse or Appropriate Manager or Designee

The provisions of this sectionishall_be.implemehted upen full ratification and approval of this
Agreement.

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

2. The charge nurse or appropriate manager is responsible for introducing the floated
employee to his/her 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 his/her replacement to the ficated employee.

3. When an employee floats to a new section for the first time or a section where he/she has
not worked for a period of six (6) months (and at the request of the floated employee) after
the start of histher 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 his/her assigned rooms, where supplies are located, where the break
room is located, etc.).

4. During the orientation, the charge nurse or appropriate manager or designee shall aiso 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
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equipment. Additicnally, the charge nurse or appropriate manager or designee shall orient

the floated employee to any section specific documentation process which may be in place.
3. In every instance the orientation by the charge nurse or appropriate manager or designee,

of the unit accepting float personnel, shall include af least the foliowing:

a. Physical location of rooms, break room, supplies, etc.; and

b. Introduction to the resource person; and

¢. Introduction to medications, documentation processes, unit specific data entry
requirements, and equipment specific to the unit assigned.

Section 8: Responsibilities of the Float Unit
1. UMC will make every reasonable effort to ensure that a floated employee will not receive
an assignment that contains all of the highest acuity patients on the floor nor will the
floated employee receive an unusually heavy assignment. Assignments will be balanced

among the employees working on the unit, based on acuity and following prudent
nursing standards,

2. At no time will a fioated employee ne left without a designated resource person.

Section §: Care Centers (Ambulatory):

1. When applicable and upon.the employee submitting the reguired form{s) they will be
A2ligile for applicable travel time and mileage reimbursement when floating,

Q%‘[C@/o blzofey
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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 all employees (for example, ie.,
enroilment for health/life insurance and section 125 plans) that Human
Resources is either responsible for or provides coordination of, Human
Resources will make access to those services available on all shifis. 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 fo 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 ali 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 fo negotiate any change in the
Agreement relative to 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.
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ARTICLE 42
Entire Agreement

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

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

3. Interruption of the operations of UMC by the Union.
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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 heaith care provider and a patient who speak a
common language.

b. Inferpretation - a triadic encounter in which a third person is used to
make communrication 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 depariment director identifiesthe-number of employees approved
fo seek certification'—If lthe—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 deparimental 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) Employees are required to maintain current certification.
(2)  Employees are required to pass annual competency skills testing

relating specifically to interpretation skills conducted by
Interpretive Services.

c. Identified employee(s) with a current certification and competency rating
must provide interpretation as defined in Section 1 b above for 15% of
budgeted FTE status during the pay period.

3. Interpreter Pay shall be $75.00 per pay petiod, in the form of a stipend, for
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each employee who interprets outside of his/her own classification or Cost
Center as identified in paragrapgh 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.

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 histher job duties. Except for those classifications where the
sole purpose of the classification is to interpret, if UMC adds, as a requirement,
interpreting to a job description, the employee will receive interpreter pay
provided all the other provisions of this Article are met.
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UMC to SEIU 090524 — Package Proposal #1

ARTICLE 45

Term of Agreement

This Agreement shall be effective <insert date of approval by Clark County Board
of County Commissioners> and shall remain in effect until the last day of June 30,
2028, and shali 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.
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ARTICLE 46
Centralized Resource Pool (CRP)

1. Centralized Resource Pool {"CRP")

a. The CRP is a standalone cost center and may hire nursing staff
(Registered Nurses and Certified Nursing Assistants), and other
bargaining unit classifications into the CRP for the sole purpose of being
temporarily assigned to units throughout the organization.

b. Asaceosteenter CRP-may-hire-other bargaining unit classifications-in the
SRP which-are-subjest-to- the normal conditions of the CBA.

t. CRP will be considered the home department of CRP staff.

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

‘2. Experience Requirements

At-their-sele-discretion; the Hospital may require and will provide CRP staff
the necessary additional skills, training, or certification to be competent in any
other unit within the organization.

3. Floating

CBA Article 39 — Flaoting 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,

4. Assignment Requirements (Nursing)
a. Unit assignments for CRP staff may vary from shift-to-shift or on a weekly, bi-
weekly, or monthly basis.

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

c. intheirseole-discretionAhile CRP leadership may assign CRP staff to any
unit throughout the organization based on skill set, competencies, term of

need, and other factors. leaéemmp—mn—eﬁeﬂhze—assammm—ef—-staﬁ-«te
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¢ 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. Competeney—determination-is—at-the-sole—diseretion
of-CRE-eadership-

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

f. CRP staff are requiredto accept & attend orientation/training as assigned by
CRP leadership.

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

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

5. Call Offs (Nursing staff)
a. CBA Article 31-Call Off Procedures will apply to CRP staff with the following
modifications:

i. [fthere is a need for a Call Off in the pod unit in which a CRP
staff member is assighed, the department leader will first, subject
to competency and organizational need, reassign (i.e. return) the
CRP staff member backtothe CRP. CRP Management will consider
meal and rest period relief before calling off or reassignment back

to the CRP.

iii.  Reassignment back to the CRP from an assfgned unit will not be
considered a Cail Off under Article 31- Call Off Procedures for CRP
staff,

b. A Call Off will only apply to CRP staff within the CRP department:
i. when they are Called Off for their entire scheduled shift; or
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ii. when after being reassigned to the CRP, the CRP leader
determines there is no longer a need.
i. 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.

¢. Atthe sole discretion of CRP leadership, CRP staif will be required fo accept
an assighment as identified in paragraph #4 above before being called off.

6. Delayed Start Time (Nursing}

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.

b. Atthe time of delayed start time notification, CRP staff must be informed

of their new start time and whetherthey-are will be '
—being-placed on stand-by until their new start time,_ but will not be

eligible for call-back or travei pay if called back to work during the
delaved start time stand=by penod—-e;

¢. CRP staff biaced on stand-by must report to work before their new start
tlme if caEIed in by CRP leadership.

e. CRP staff notlfled of a delayed start time may be Calted 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.

f.  Uniess 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

Article 17 - Overtime, section (1), (2), (5), (8), (7}, (8), (9) & (10), will apply to Per oace 148 of 10
Diem staff hired into the CRP., age 28 0
8. Critical Care Premium

CBA Amcke 20 - Crltical Care Premlum does not apply to any staff hired 1nto the
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SEIU to UMC - Package Proposal #1 - 09.05.24

Side Letter of Agreement - L0 ensation Market Stu

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 1o eight identified

classiﬁgaﬁong 10 Qerforrn a compensation market study.—en—the ngrf”‘a’
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over the results of the study.

UMC will share the relevant data with the Union, and meet and confer /3}// ' L"‘btp\,.‘)
| | “‘tn o ¢

7 During the calendar year 2026, and ng later than May 2026, UMC and SEIU
will meet and confer over 3 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.

4 + . . .
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This side letter is not subject to Article 9 - Grievance and Arbitration Procedufe.

For SEIU

Name Date

For UMC

Name , Date T
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List of Classifications

Subsequent additions and/or deletions fo 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 A13
Accounting Technician B21
Admit/Discharge Representative A13
Admit/Discharge Specialist B22
Advanced Respiratory Care Practitioner B3t
Badging Specialist B21
Business System Anaiyst B32
Cafe Attendant A12
Cardiac Monitor Technician At3
Cardiac Sonographer Bz24
Cardiovascular Invasive Procedures Technician B22
Care Mgmt Support Specialist 522
Certified Nursing Assistant A13
Charge Nurse C43
Charge Nurse - Ambulatory €43
Charge Nurse - Cath Lab €43
Charge Nurse - Critical Care C43
Charge Nurse - Emergency Svcs C43
Charge Nurse - Mat Child Non Crit Care C43
Charge Nurse - Mat Child Crit Care C43
Charge Nurse - Med/Surg C43
Charge Nurse - Surgical Sves C43
Charge Nurse-Weekend C43
Child Life Specialist C41
Clinical Laboratory Assistant A2
Clinical Laboratory Technician Bz22
Clinical l.aboratory Technoiogist C42
Clinical Social Worker C42
Coeding Claims Editor B23
Communications Specialist B23
Communications Technician B22 Page 151 of 1685
Community Educator B22
Community Resource Specialist A13
Computer Technician B22
Contracts Assistant B21
Cook B21
Courier A1

[92]



Data Security Analyst Ca1

Data Specialist B23
Data Technician B21
Database Analyst C41
Dietitian C42
Dietitian Technician B21
EDi Specialist Claims & Remittance B24
EEG Technician A12
EHR Trainer C51
EKG Technician At2
Eligibllity Financial Speciaiist B22
Environmental Services Aide A1
Environmental Services Technician Al2
Epic Analyst - Access & Revenue Cycle CH1
Epic Analyst - Core Clinical C51
Food Handier A12
Food Service Worker A11
Healthcare Operations Specialist ! B24
Help Desk Support B22
HiM Specialist B23
Histology Technician B23
Infection Preventionist C43
Inpatient Coder B23
Interpreter B21
interpreter Specialist 831
Inventory Control Specialist B21
LPN #i B23
Mailrcom Attendant A1
Managed Care Representative B21
Managed Care Specialist B23
Materials Handler B21
Medical Forms Design Specialist B23
Medical Social Worker C41
Medical Social Worker Specialist C42
MR! Technologist B32
Network Engineer C41
Nuclear Medicine Technologist B31 Page 152 of 165
Nurse Case Manager C43
Nuirition Assistant A12
Office Assistant A12
Office Specialist B21
Office Technician A13
OR Nurse Intern B23
Orthopedic Specialist B23

[93]



Orthopedic Technician

Oscopy Technician

Qutpatient Coder

Patient Account Representative
Patient Account Specialist

Patient Attendant

Patient Experience Coordinator
Patient Experience Educator

Patient Placement & Staffing Speciaiist
Patient Transporter

Performance Improvement Nurse
Pharmacy 3408 Specialist

Pharmacy Technician

Physician Referral Specialist
Polysomnagraphic Technelogist
Principal Trainer

Print Shop Assistant

Print Shop Technician

Programmer Analyst

Project Management Specialist

Pubiic Safety Officer

Public Safety Officer (Armed)
Puimonary Function Technologist
Purchasing Analyst

Radiology Assistant

Receptionist

Registered Nurse Critical Care MERT/Rover
Registered Nurse-Ambulatory
Registered Nurse-Cath Lab
Registered Nurse-Critical Care
Registered Nurse-Emergency Svcs
Registered Nurse-imaging

Registered Nurse-Mat Child Critical Care
Registered Nurse-Mat Chiid Non Crit Care
Registered Nurse-Med/Surg
Registered Nurse-Post Transplant/lida
Registered Nurse-Surgical Svcs
Registered Radiology Technologist
Rehabilitation Staff Therapist
Rehabilitation Therapy Assistant
Rehabilitation Therapy Technician
Respiratory Care Practitioner
Respiratory Clinical Coordinator
Scheduler

B22
B31
B21
A13
B22
A0S
B21
C41
B21
A1t
C43
B22
B21
B21
B24
C42
Al
A12
C41
B23
A12
B21
B23
B22
A1
A11
C42
C42
C42
C42
C42
C42
Cc42
C42
C42
C42
C42
c42
C42
B22
A12
B23
B32
B21

[94]
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Scheduler Authorization Representative B21

Secretary A13
Senior Business Systems Analyst C41
Senior Cardiac Sonographer B31
Senior Clinical Laboratory Assistant A13
Senior Coder C43
Senior Computer Technician B23
Senior Cook B22
Senior Dietitian C43
Senior EEG Technician B21
Senior EKG Technician B21
Senior Environmental Services Aide A12
Senior Epic Analyst - Access & Revenue Cycle Ch2
Senior Epic Analyst - Core Clinical C52
Senior Food Handler B21
Senior Food Service Worker A13
Senior Help Desk Support B23
Senior MRI Technologist C4a1
Senior Network Engineer C42
Senior Nuclear Medicine Technologist B32
Senior Pharmacy Technician B22
Senior Physician Referral Specialist B22
Senior Programmer Anaiyst CAaz2
Senior Purchasing Analyst Ca41
Senior Registered Radiology Technologist B32
Senior Respiratory Therapist B32
Senior Specialty imaging Technologist 832
Senior Sterile Processing Technician A13
Senior System Administrator c42
Senior Ultrasound Technologist B32
Service Response Representative B21
Shuttle Driver A12
Specialty Imaging Technologist B31
Sterile Processing Technician At
Surgical First Assistant C41
Surgical Support Associate A13
Surgical Technologist B22 Page 154 of 165
System Administrator C4a1
Telecommunications Operator Al1
Trainer Ca1
Transplant Financial Specialist B31
Transplant Services Assistant A13
Trauma Registry Coordinator RN C4a3
Ultrasound Technologist B31
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Unit Clerk A13
Utilization Review Nurse C43
Web Developer C41
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Salary 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 intranet

(under Human Resources and then Compensation).

Grade

A0S
A09
Al0
All
Al2
Al3
B21
B22
B23
824
B31
B32
C41
c42
C43
C50
C51
Cs2

Min

$13.11
$13.95
$14.81
$15.76
$16.71
$17.72
$18.78
$19.91
$21.07
$22.36
$23.70
$25.12
$26.62
$28.23
$29.92
$31.62
$34.15
$36.89

Appendix B
Salary Ranges
As of July 1, 2024

Maximum

$20.32
$21.62
$22.96
$24.43
$25.90
$27.47
$29.11
$30.87
$32.66
53466
$36.74
$38.94
$41.26
$43.76
$46.38
$50.59
$54.64
$59.02

Per diem Rate

$16.19
$17.21
$18.31
$19.50
$20.63
$21.90
$23.20
$24.56
$26.09
$27.61
$29.28
$31.04
$32.90
$34.87
$36.99
$42.83
$46.25
$49.97
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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 fo them below. Any words or terms not ascribed below shall
be interpreted in their contexi 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 depariments. Normally has an Administrator title.

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

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

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

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

CERTIFICATE OF ILLNESS: a statement signed by a state licensed health care provider
describing the type and extend of disability causing absence from job duties. Such
statement (if the employee contends that the absence is an FMLA gqualifying event) shall
contain information establishing the illness as a serious heaith condition, and thus may
qualify for FMLA protection. In all events the certification of illness shall contain the
provider's opinion of when the empioyee will be able fo 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 bargaéning.Page 158 of 165
Confidential employees are not covered by this Agreement. [NRS 288.170 (6)]
CONTINUOUS SERVICE: that service commencing with appointment to a permanent
budgeted position and continuing until separation from UMC service minus any breaks in
service.

DEMOTION: the movement of an employee from one classification to another classification
with a lower salary range.



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

DRUGS: shall include but not be limited to sedatives (e.g. Valium, downers), stimulants
(e.g., speed and uppers), hallucinogens (e.g. LSD), cocaine, crack, cannabineids (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: aleohol, amphetamines,
barbiturates, cocaine, propoxyphene, benzodaizepines, marijuana, methadone,
methaqgiialone, opiates, and phencyclidine (PGP).

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

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

ILLEGAL DRUGS: any drug (a) which is not legally obtainable under either state or
federal law; or (b) which is legally obtainable but has: not been legally obtained. The

term includes prescribed drugs not legally obtained and prescribed drugs a’&t being used

for prescribed purposes. —— o A"J

T ks 1o

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

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

ON DUTY: assigned work hours excluding paid and unpaid 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. Page 159 of 165

PROBATIONARY EMPLOYEE: an employee who is hired to fill a budgeted position, but
has not completed the probationary period as defined in this. Agreement.

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



REASSIGNMENT: any non-disciplinary movement of an employee from one posatlon fo
another position for which he/she qualifies as established in the job description. A
reassignment may also take place by the nion-disciplinary movement of an employee from
one work unit to another in the same ciassification 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 retum
of employees who have been laid off

REINSTATEMENT: the restoring of a reguiar full or part-time employee to his/her previous
pasition 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 Services Administration.

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

SERVICE CONNECTED DiSABILITY:- physicaller mentai iacapacity resulting from an
injury by accident or an occupational disease or injury arising out of and in the course of
employment which prevents an employee from engaging in assigned job duties and for
which hefshe is eligible for workers compensation benefits.

STRIKE:
a. Engaging in any slowdown, inferruption 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 controlted
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 responsibility to direct them, to adjust their grievances or effectively to
recommend such action, if in connection with the foregoing, the exercise of such authority
is not of a merely routine or clerical nature, but requires the use of independent judgment.
The exercise of such authority shall not be deemed to place the employee in supervisory
employee status unless the exercise of such authority occupies a significant portion of the
employee's workday. [NRS 288.075 (1))
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SUSPENSION: a temporary break in service without pay resulting from a disciplinary
action or a pending disciplinary action.

TEMPORARY EMPLOYEE: an individual employed in a position established for a specific
period of time, or for the duration of a specific project or group of assignments, but not to
exceed 119 days worked under any circumstance.

TRANSFER: the movement of an employee from a position in one work unit of UMC fo
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
Unicn asserts at the hearing that the employee (grievant) was not counseled prior to the
discipline which is the subject of the hearing. [n all events, any verbal counseling notice
shall be expunged from the employee’s personnel file, pursuant to Article 6, Section 5,
Employee Rights.

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

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

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

Fiscal Impact Assessment Summary
Service Employees International Union (SEIU), Local 1107

2024-2028

Article No Cost/ Sgsis:é .
Number Article Title No Change | Savings Item ltem
1 Agreement X
2 Intent X
3 Recognition X
4 Discrimination Clause X
5 Management Rights X
6 Employee Rights X
7 Union Rights X
8 Employee Deductions X
9 Grievance and Arbitration Procedure X
10 Discipline and Discharge X
11 Per Diem Employees X
12 Personnel Layoff, Recall and Appeal X
13 Probationary/Qualifying Period X
14 Salary X
15 Salary Upon Status Change (blank) X
16 Hours of Work X
17 Overtime X
18 Shift Differential X
19 Acting Appointments X
20 Critical Care Premium X
21 Consolidated Annual Leave X
22 Extended lliness Bank X
23 Miscellaneous Leaves X
24 Group Insurance X
25 Retirement Contributions X
26 Workers’ Compensation X
27 Longevity X
28 Education/Training X
29 Seniority X
30 Posting of Vacancies X
31 Call Off Procedure X
32 Labor/Management Committee X
33 Health and Safety X
34 Patient Care Advisory Committee X
35 Contracting Work and Mutual Obligations X
36 UMC’s Substance Abuse Policy X
37 Attendance Policy X
38 Tardy Policy X
39 Floating Policy X
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Article No Cost/ Sg\?is:é .
Number Article Title No Change | Savings Item ltem
40 Access to UMC Services X
41 General Savings Clause X
42 Entire Agreement X
43 Anti-Strike Clause X
44 Interpreter Pay X
45 Term of Agreement X
36 Centralized Resource Pool (new) X
Side Market Study X
Letter
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ATTACHMENT IV - SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1107

FISCAL IMPACT SUMMARY
FY 2025:
New Benefit or Summary of
Article # Description Fiscal Impact
P Change in Benefit New Benefit or Change in Benefit P
14 Wages Change Three percent (3.0%) increase in COLA effective July 1, 2024. (includes PERS/FICA) $9,391,900
14 Wages New One and one half percent (1.5%) increase in salaries/salary schedules effective October 15, 2024. (includes $3,568 718
PERS/FICA)
15 Status Change Change Qne percent (1.0%) increase in hourly rate due to promotion effective November 1, 2024*. $14,401
(includes PERS/FICA)
21 CAL New Addition of one (1) floating holiday pilot effective January 1, 2025 (includes PERS/FICA) $91,476
22 EIB New Voluntary EIB cash out program effective November 1, 2024 to June 30, 2025**. ($223,258)
21 CAL Change Revised CAL acFruaI schedule for zero (0) days to ninety (90) days and for ninety-one (91) days to twelve (12) ($36,597)
months, effective November 1, 2027***,
Total $12,806,640

*Increase takes effect on the promotion date of each employee promoted on or after November 1, 2024. The 1.0% increase is over the normal 4.0% increase an employee would receive upon promotion. Ex: a promoted employee will receive a 5.0%
increase, instead of a 4.0% increase.
**Starting November 1, 2024, EE's who have an old EIB1 balance have until June 30, 2025, to cash out their EIB1 balance for 50% of the value, and lose the remainder of the balance. This voluntary program will end on June 30, 2025. The costing
analysis assumes ten percent (10%) of EE's with an EIB1 balance will take advantage of this voluntary program.
***For new hires effective 11/1/2027 they will begin to accrue CAL at the 8.30777 rate, rather than having a tiered approach the first year. Employees hired before this date will continue to accrue the old way until they meet the requirements in the
prior plan. EE's in the new plan will not have the ability to cash out their CAL during the first year of employment, nor be paid out for it if they terminate employment.

FY 2026:
Article New Benefit or Summary of
Article # Fiscal I t
icle Description Change in Benefit New Benefit or Change in Benefit scal Impac
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2025. (Includes PERS/FICA) $10,000,402
— - - -
14 Salaries New One and one half percent (1.5%) increase in salaries/salary schedules effective July 1, 2025. $4,990,622
(Includes PERS/FICA)
17 Overtime Change Twenty-five cent ($0.25) p/h increase in Standby Pay effective July 1, 2025. (Includes PERS/FICA) $98,531
. Twenty cent ($0.20) p/h increase in Weekend Differential effective July 1, 2025.
18 Shift Diff Change 310,203
g (Includes PERS/FICA) >
Total $15,399,758
FY 2027
Article New Benefit or Summary of
Article # Fiscal | t
icle Description Change in Benefit New Benefit or Change in Benefit fscal Impac
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2026. (Includes PERS/FICA) $10,480,963
17 Overtime Change Twenty-five cent ($0.25) p/h increase in Standby Pay effective July 1, 2026. (Includes PERS/FICA) $98,531
18 Shift Diff Change Fifteen cent ($0.15) p/h increase in Evening Differential effective July 1, 2026. (Includes PERS/FICA) $180,422
Total $10,759,916
FY 2028
Article New Benefit or Summary of
Article # Fiscal I t
icle Description Change in Benefit New Benefit or Change in Benefit iscal Impac
14 Salaries Change Three percent (3.0%) increase in COLA effective July 1, 2027. (Includes PERS/FICA) $10,802,315
18 Shift Diff Change Ten cent ($0.10) per hour increase in Night Differential effective July 1, 2027. (Includes PERS/FICA) $119,603
Total $10,921,918
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UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA

GOVERNING BOARD

HUMAN RESOURCES AND EXECUTIVE COMPENSATION

COMMITTEE

AGENDA ITEM

Issue: Emerging Issues

Back-up:

Petitioner: Ricky Russell, Chief Human Resource Officer

Clerk Ref. #

Recommendation:

That the Human Resources and Executive Compensation Committee identify emerging issues to
be addressed by staff or by the UMC Governing Board Human Resources and Executive
Compensation Committee at future meetings; and direct staff accordingly. (For possible action)

FISCAL IMPACT:

None

BACKGROUND:

None

Cleared for Agenda
September 24, 2024

Agenda Item #
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