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ARTICLE 1
Agreemenl

This Agreement is made end entered into on April 2, 2003 by and between the Service
Employees International Union, Local 1107, hereinafter referred to as the “Union”, and

the University Medical Center of Southem Nevada, a County hospltal created pursuant
o NRS Chapter 450, hereinafter referred to as "UMC."

ARTICLEZ : s A

Intent . ! : i
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 ai 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: .~ i
provisions of this Agreement that there be no abrogation of the duties, obligations or
respongibilities of UMC expressly provided for by federal, law, state statutes and local -
ordinances, except as expressly limited herein. . O S PR

The Union and UMC agree te jointly conduct trammg nf supervlsory personnel and
other employees relative to the new provisions of the contract. Wlthm thmy (30 .
calendar days of final ratification of the Agreement; a cémmlltee of no more than three
(3) members of each bargaining committee will inieef to develop a tralm‘ng program and
schedule. Such training shall be commenced and complcwd within $ix {6) months of
finat ratification of the Agresment. S R

A . . '\i |.“__':‘! %
ARTIC,LE S R AT S L
Recognition . .

1. UMC hereby recognizes the Union as the sole and excluswe coll;ctwe bargatmng
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 deietions to these classifications shall be
furnished to the Union thirty {30) calendar days in advance for review and comnment
prior to any formal action by UMC. Both partiss recognize: lhat thc Umon retams its
right to appeal under the provisions of NRS 288 I?B :

2. When a new job classification is estabhshed or an e)nstmg one iy materially ... -
changed, UMC will submit a copy of the new or modified classification description
in writing with proposed wage and bargaining unit assignment to the Unjon 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 fo the grievance/arbitretion
procedure and differences of opinion in regard to bargaining unit assignment will be
subject to the provisions of NRS 288.170.  1f matters of compensation are

submitted to arbitration, the arbitrator
shall realize that UMC has adopted a




.. System of classification and
compensation,

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

3,  Those employees cemfied te anothcr bargmmng unit under the provisions
of NRS Chapter 288.’ S .

b, " Administrative émployees as defined in Appendix L.

¢.  Confidential employees as deﬁned m Ap:pendix L

d.  Temporary emp]gy_eee to t_he_ ex__tent_deﬁned in Section 4 of thig Article,

e Valumegs < v

£ Studehts, residénis, and inferns.

. _Tﬁe term "teinporery employee" ‘shall bé ‘defitied as an individual employed in a
‘positich established for o speclﬁc period of ttme (normally fess than sixty (60)

calendar days) or for the ’dntanon ofa speclﬁe project or group of ‘assignments,

bt not to'excesd 119 working days under any circumstances.

Subject to the  provisions of NRS Chapter 288, UMC reserves the right to
_wtthdraw rgcognmon of. the Unlon i lhe event the Union:

il e present a copy of" eachi change in ifs constuuuon or bylaws, if any,
ot to give notice of any change in the roster of its officers, if any, and
LJepresentatives, L
b."" disavows its plédge not to strike against the local government employer
under any circumstances;

. Cedses to he supported by a majonty of the local government employees in
the bargammg umt for whlch itis recogmz.ed

d. Tails'ts negqtta_te |n g_ood fallth‘ WIt}:l‘ the loc__el gevem:t:nent employer.
UMC shall provide by the 10th of each month to the Union the following:

a. A separate report identifying new hires, temp;orary employees, current
_ bargaining unit ellglble employees, terminated employees, classification

oo changes for employees G)romottons, demotmns and rectassifications), and
transfers o _

"Ib.' . Each reporl shall be submmed in alphabetlcal order and in an available
" forfnat requested by the Umon with fourteen (14) calendar days advanced
notice to UMC Hiiman Resources. The report containing the information

M

M

L

. _

.

shall be in computer readable electronic form, in any one of the following
media:

(1) 3 Y diskeite in formatted fext (space delimitedy forimat
{2) CDROM in formatted text {space delimited) format

(3) Zip disk in formatted text (space dehmtted) fonnle?t :

{4) E-mail the file to the nnion N

the report shall contain header information and be set up 50 that
position “1" is the first position (not position 0). “The posmonal
formatting shall be as follows:

IR

Positions 1-13 ' Social security number
Positions 14-54 ~ Name as last name, firstname . . .
Positions 55-60  The dotlar amount of the remittance

without a dollar sign, left unjustified

¢.  Each report shall list the following information: emploxge 5,name, social
' security number, home address. memberlnon-member sgqp.&, ciassnf‘ cauon
{job title), employment status (full time, part time, or per, dlem),. .
department name, date of hire, beneﬁt accrual date, nprqber qf haurs pald
in that month, and wage rate.

d.  Classification changes (pmmotlons, demotlons, reclasmﬁcauons), in
addition to the information identified in Section C above, shall identify the

previous classification and the new classlﬁcatlon and the qtfrectwe date of
the change,

. . : Y ;

e.  Transfers, in addition to the information identified in géé'l'ioﬁ'cebbve,
shall identify the pre\nous department the new depamnent the eﬂ"ecnve
date of the transfer. -

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

ARTICLE 4
Dlserlmination Cleuse .:: .

. UMC and the Union shall each apply the provmons of: thls Agreement equally

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




1.

ARTICLE §
Management Righls

UMC is enmled without negotiation, to the sole’ r|ght and authotity to operate
and direct the affairs of UMC in all its varlous aspects Those rights include but
are not limited to the following:  © *--

R ELI N PRt PR TR

a.  Hire, direct, promaote, assign, transfer, or take disciplinary action against
‘any empioyee ‘but excluding the right io tiarass an employee through
" téassignment or transfer as-a forny of disciplinie, Transfers and
© rteassignments for the inptovement of personnel stafﬁng and utlllzatlon
shal! not be ‘deemed 4 form o‘t‘ dlsthp‘lme
EEE N P
b Reauce in fnree or lay effany emmployee because of lack of work, low
census conditions, lack of funds, or for ottier conditions. In exercising this
nght UMC shall comply with all other provlsmns of the NRS, if any.
W
Detennme approririate s‘tafﬁng Ievels and staf’ﬁng ratios, job assignments,

work schedules; shift ’asmgm‘nmts, the starting time for each shift, and
= performiance standa¥ds except for safety congiderations.

d:'s Detevmiiic the coritént of thié work day including, without limitation, work

load ﬁictofs excep‘t For safety consnderauons
b st e .

e Détermine the quality-and quantity of services to be offered to the public,
*:the means and methods of 6ifering those services, and to change such
-fethodeor ptocedures including the useef new eqmpment or facilities.

R T A L LL I | ORI b oo

- Extend, I“mm curtail o subcdntreet its operations, mcludmg the right to

use tl’le ser\ﬂt:es oﬂreglstry!ageney personnel

FRLEE P LI ML

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

h. Take whatever geHons niay be necessary to chrry 0ut 1ts responSIbllmes in

s mtuatlonsof eme’rgeﬁcy

.]._ LA

“All nghts and respons&bilitie‘s of UMC not spectﬁcally modified by the
~ Agreement shail remair the functions of UMC." The above enumerated

‘manageinent rights shall not contrairene lhe expressed terms of this Agreement
and shall be subject thereto

Any Humhn Reséui'ees pohey credted by UMC must be communicated in

writing ‘to the Usiion ﬁurly {30} calendar days in advance of implementation.
Prior to implementation; ; upon reguiest by the Union, UMC will meet and confer
with the Union concering the impact of the implementation of the policy on the

-~ bargaining unit. - If the employee is required to sign an acknowledgment of any

such Human Resources policy,; a copy of the signed document shall be provided
to the employee.

v

. In such event a section or provision of 'elny Human Resources policy created by

UMC conflicts with this Collective Bargaining Agreement the Collective
Bargaining Agreement shall prevail,

ARTICLE 6
Employee Rights

. Neither UMC ot the Union shall interfere with the right of the employses

covered by this Agreement to become or not become members of thg, Union,
and there shall not be discrimination against any such emplayees hecause of
lawful Union membership or nonmembership activity or status... The right to
join and participate in authorized and appmpriate Union functions shall be
recognized as extending to participation in the. managementﬂﬁtb.e Umon in the
capacity of 8 Union Officer or representatwe M e

Coai

. The Union recognizes its respon51b|1|ty as bargammg agent and agrees to fau‘ly

represent all employees eligible for membership in the.hargaining upit. UMC .
recognizes the right of the Union to charge nonmembers of the Liniona ..
reasonable service fee for representation in appeals, grievances and hearings,

. UMC agrees that each employee shall have the right to revigw.and photocopy

naterials contained in his/her personnel file, An employge’s Linion: . ..
representative may review and photocopy any and all documents contained in
the personnel file, if he/she has provided Human Resouwrces with a,written
release signed by the employee. Thers shall be only ene(1) offigial personnel
file. 1t is understood that the personnel file shall be made available.to the
employee during normal business hours and that 2 nominal fee may be charged
for copying. It is UMC’s policy not to release information in ;he_employee's-
official personnel file beyond the dates of employment, and job.title .

(classification), uniess authorized in wmmg by the employee ot nnless requwed
by federal or state law. : _ .

B BT

. Each employee shall receive & copy of any formal performance.valuation,

written warning, documentation of a verbal warning, or any other materials of a
disciplinary and/or adverse nature, before such material is placed in hisher
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 fifieen
{15) working days (as defined in Appendix L) from the date sqeh material was
presented to the employee and to have such response placed in the file.. An,;
employee who wishes to discuss histher performance evaluation with the
evaluator's supervisor, may request to do so in writing within five (5) working
days of the initial evaluation. This meeting will be held within fifteen (15).,
working days from the date of request. This is the sole progedure under this
Agreement for appeal or discussion of an employee's performance evaluition,
Employee evaluations are not subject to the grievance and arbi;tation prqcedu:e
contained in Article 9 of the Collective Bargaining Agreement. -------



5. Upon written request of the employee to the Assistant Administrator, Human

Resources any verbal, and/or written warnings, and disciplinary conference
notes that were issued more than 18 months prior to the request shali be
removed from the employee's ptrsonnei fite providing no ensuing discipline
occurred and shall not be used in future disciplinary matters. Upon removal, the
verbal and/or wntten veprtmand Will be sem to the employee

. UMC shatll not tolerate harassment or unptofessnonal conduct by any employee

towards another employee (regardiess of bargaining unit statns), Such action
will be grounds for disciplinary actionl, 'UMC shall take all reasonable steps
within it control to protect patients; employees'and the public from assault,
harassment or unprofessional conduct. Any complaints pursuant to this section
shall be reduced to writing withih ten (10 working days of the occumrence and
submitted to the Agsistant Administrator, Humian Resources for handling, The
Assistant Administrator, Hufman Resturces shiall inform the affected employee
in writing within tev (10) working days as-to the dlsposmon of the complaint,

Exanples of harassmi:m mclude the fo]lomng‘
PN ] oot

e - -r'Repeated threets oﬂ d!SCIplme wuhout actlon ultmiately bemgtaken '
b - D1splaymg abusrve gehtures or ranguége tlurmg work hours

¢.  Disciplinary action which is not issued within a reesonable time frame. A
reasonable timé frame wﬂl 'mclude time to mvesngate and the availability
of the partiee mvoived '

LT

4. - Reprimtands inpiblic - o -

. Every employee has the right to Union representation in any investigative

meeting thiaf could 1cad %o disciplihdry action against that employee. To ensure
the'employde of his/hier legat rights, UMC will give the employee reasonable

.. 'titfie 10-obtati'd Union rhpresenth'l‘we ‘ofhibher choite. An employee is entitled

to be represented by 4 steward“at all me¢tings where discipline is given in
writing. In addition, if an employee fears that disciplinary action will result
from a mecting with' miriagemeit, then an employee rney request & Union
stewdrd ateid the meetmg’ as Tnsfher rep‘reeenmwe

LS I

. No full-time or part-time employee shall be laid off, reduced in hours, or
- changed it shift, or'days off because of the schedulirig of per diems, temporary

employecs,'agency.or traveler employees, volunicers or special training

- pregrams,! ineludingbut not hmlted to CWEP and ‘Workers' Compensation

Programs.-

. To the-extent possible, UMC shall'provide a report at the beginning of the

momh eo the Umon :dentlfwng fhe followmg

a. the names of ellglble employees who have recewed or are receiving light
duty during the previous calendar month;

6

b.  where the light duty asslgnment ig Iocated and

¢.  how longthe employee has been in the hght duty asstgnment L an

1t is undersfood that the Union may rec_el_ve a blank repost should np ehglblea .

employees be assigned to light duty during the previous month.
. A . T IR I

Lo - L Cdeden e e
. ARTICLE 7 L S TTLIT) TR S
Union Rigllt.‘.’, : : R TR I IO

G i

. UMC and the Umon recogmze angd agree that the- actmt:es eonducted_ on behelf -

of the Union by its Officers, Stewards, negotiating committee membets;and -
Union representatives are essential in fostering and promoting:a positive.and- .
productive relationship between the parties. UMC agrees that it.will nat-in any
manner or form impose restrictions upon or subject such Unionmembers tc .
disparate treatment, discrimination or retaliation. UMC reserves the right to
make necessary adjustments to schedules of Union representatives to.gnsure the
opérational needs of UMC are maintained. Union representatives will be
designated by the Union. The number,of representatwes allowable will be
determined in the following manner,

8. The Union may design_ate-?az representatives excinding alternates -
{ordinarily working different shifts) to perform normal Union . .
representative duties as defined in this Agreement. At no time will there
be more than 32 stewards eligible to use release tims:in, order to.¢onduct
Union business.

b.  While the Union is ﬁ-ee to choose 1ts 'epresentmwe ﬁom UMC
employees, it agrees that the number of representatives from anylone
department, division, work area, or shift wilt not hinder effective. workmg
relationships or producuwty and delivery. of hospnal serynces

¢ The Union shall notlfy UMC in wntmg, of thenemes of the
representatives and their respective jurisdictional area, within thirty. (30)
calendar days of the effective date of any such designation.

Tt

. Non-employee representatives of the Union.eheltl. be adfﬁitted to the premises of

UMC at reasonable times. Representatives shall provide reasonable notice to
the Assistant Administrator, Human Resources prior to such visitations, Such
visitations shall be for the reasons of the administration of this Agreement..

. The Union agrees that such activities shall not interfere with the normat work

duties of employees and that any contact with individual employees or groups of

cmployees, unless mutually agreed otherw1se, shall take place dunng the
employees” non-work time.




4, UMC seserves the right to designate a meeting place or to provide a

representztive to accompany a Union representative where operauonal
reqwrements do not permit unlimited access.

-1 [ EEPIR TR SR

5. Before. leavmg thelr fespectlve departmen& a]t Umon representatwes shall
submit a release time form; which shall be made available ini the department, to
hisfher immediate supervisorin order to receive release time from duty each
time he/she conducts Uniofi buginess. .The representative shall not leave his/her
respective depariment until ie/she has notified the immediate supervisor of the
need to condugt Union business and obtain either written or verbal (if release
forms are not available) permission to do so. Representatives shall be relieved
of duty unless operational demands prohibit granting the request. The Union
representative will make every: reasenable effort to provide hisfher immediate
gupervisor a8 much: advancad notice-as possible of the need to conduct Union
business.as defined by paragraph & of this Article. In-as-much as possible,
when the, representative iz notified of the need to represent 2 member 24 hours
in.advanceyas describied in-other.aticles of this Agreement, the Union
reprasentative will be held responsible for notifying his/her immediate
supervisor 24 hours in advance of the need to be absent from work to conduct
Union business, provided that the effected employee has been notified at least
24 hours in ad,vac ofithe meeting and advised of the purpose, time, date and
site of the mesgting,.exeept when an employee’s continued presence in the work
place is unsafe. for ca-wiorkers, the public or other UMC resources, Use of
representative time shall not be abused by the employee and use of said time
will not he npreasonably withheld by the immediate supervisor. Employees
may select one of the other Union representatives in the absence of the
respective representative who is on authorized leave or is otherwise unavailable,
1 no Union, represeuta&wﬁ is. a\callab}e, -the emplnyee may use an employee of
Ins.’her cheice., . e

6. Umcm busmessghall mclude the: mvesttgatmn of grievances, representation of
emplayees at.meetings scheduled and held with management at any step of the
grievance.procedure; demotion/suspension/termination hearings, attendance at
Labor/Management meetings and monthly Union representative meetings. Only
20 representatives may use release time to attend the monthly Union
representative meeting. Payment for such meetings will be processed upon
receipt of the sign-in sheet from the Union in accordance with Section 7. All

. charges will be applied to a separate accounting code for identification purpose.
Any other.Union-related activities shall'be deducted from the hours defined in

;; Section §.. Only one (1) representative (Chief Steward exempted) shall be
aliowed to investigate a grievance or represent an employee during any one
shif, regardless of the number of employees involved ina pamcular grievance,

7. The Umon shall ﬁlrmsh UMC & copy of the record of atlendance of the monthly
Union represcntative meeting. -

RN B

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

9. Ten (10) members of the Union negotialing-comittee, UMC's Vicé -=l’|"esid\°*:ﬁt,i
and Chief Stewards shall be granted leave with full pay including premiums ind
the accrual of all earned benefits for all meetings held for the purpose of
renegotiating the terms of this Agreement when such meetingy' take place dta’~
time when such members are scheduled to be on duty:: Once negotiations begin,
Union negotiating team members will be given the oplion of bemg asmgned 10
the day shift if operauonally posslbls.: ST

Phut onob Rl o Ear ennoned

10, if the Union President is an employee of MG, ’he!ﬂhe shau be granted 40 hours
release time each week with pay including prenfiams and the accrial of all -
earned benefits to accomplish Union business: Whet'an employeshias
completed his/her service as President, he/she shallbe retumed to'higher
previous position without loss of any status or beheﬁt gﬁvemed by this
Agreement,

11. The Union Chief Steward shall be granted 40 hours: release tiriie each week with
pay including premiums and the accrual of all camed benefits in-oidef to -+
conduct duties associated with his/her office, or if the Union chooses, two {2)
Chief Stewards each shall be granted 20 hours of releasetiine per wesk: ‘When
ant employee has completed his/her services:-ak & Chief Steward he/she.shall be
returned to hisfher previous position - without loss of any status ot benefit-
govemad by this Agreement. In-the absence of one.of the Uniion Chief -
Stewards, the other Union Chief Steward will reteivethe 40 hoursof release
time each week with pay and the accrual of all eamed benefits imorderto -
conduct duties associated with his/her office.- if ene-of the Union:Chref: - -
Stewards is not available, the Union may designate the Vico President to:receive
the release time normally assigned to that Chief Steward.” If the Uriioh chooses
two (2} Chief Stewards, the Union may designate either the. othet Chlef Sleﬁ"érd
or the Vice President ta reccive the 20 hours of release»tlme P

ot S atet b b

12. The Union shall be allowed th:rty (30) minutes during New Employee
Otientation for the purpose of orienting new émployees to:thie Wnion and its -
structure. The time may not be used to make personal attacks:or unfavorable:
comments regarding the administration and/or operations of UMC.’



i 13,

14,

15.

UMC shall provide the Union reasonable space (at least 24" x 36" on 2
designated bulletin board in a readily accessible area in each depariment that is
normally used for communications to employees, to the Union for the posting of
materials related to Union business. UMC shall provide a locked, glass
enclosed bulletit board outside the cafeteria measuring at least 36 x 36 inches,
Any materials posted on any bulletin board must be dated and initialed by a
Union Officer, the: Executive Director or Chief Steward responsible for the
posting and the Union will make every reasonable effort to provide a copy of all
materials posted to the Assistant Admmlstrator, Human Resources prior to or at
the time of posting.

Union notices relating to the following matters may be posted without the

necessity of reoewmg the Assmtamt Admlmsuator, Human Resources prior
approvel' BT

U;mon reeroetlonal and soelel aﬂ‘mrs, v

b. notlce ofUmon meetmgs. _

C . -Umon oﬁicetsand cmmttee appomtments,
ATRU N Juowi tair :_->.‘ [P .

d.r: -.mnce’ofumoneleotions DR

TN YT A T gt i ane e T

e, results of Unmﬁteleenms‘ :

f. . reportsof standing eomnmtees and mdependent arms of the Umon, and,

for ph, b

g pubhoanons, rulmgs of pohmes oflhe Umon

[ R TN TIPS IV A et

Adi other notices of any kind noteo’vered by (a) through (g) above must receive
prior approval of the Assistant Administrator, Human Resources. It is also
understood that:né.material imybe postetl on' s:ny bulletm boards at any time

-~ which contam the ’tbl}ow‘mg'

personal at!acks upon aoy other member or eny other employee,

Ty

b. soandalous; s::nrnlous or derogatory arlaoks upon the administration;

I;”_ T O PN P

scanda!ous, seumlous or derogatory ettaeks upon'a candldate fora
partisan political office. :

 ARTICLES
Employee Dednelions

. 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 advisesmiay be due it from such members, provided that the employee
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who is a member of the Union has individually and voluntarily authorized such:
deductions to be made. The form of aulhonzeuons shall be approved by UMQ
and the Union. .

UMC agrees not to honor any eheckoﬂ-.' authorizations or dues deduotioa EEN
authorizations executed by any employee in the bargaining unit in faver.of any
other labor organization or prganization.representing employees for thie pu:pose
of negotiation for wages, hours, and working conditions; and other fringe-i:-
benefits for its members unless otherwise. authorized by the Local- Goyemnmem
Employee Management Relations Board. PRI S

. The Union agrees to indemnify, defend and hold UMC harmless agains any and-

all claims or suits that may arise out of or by reason of action taker by UMC in
relinnce upon authorization cards submitted by the Union to UMC, THe tinion
agrees to refund to UMC any amounts paid to it in eror on account of the
payroll deduction provision upon preseniation of proper evidenee of error or -
mistake,

. Dues deduction authorization shall be irrevocehle for .a- oeriod of one (1) year

and automatically renewed each year thereefler commencing Qctober 1, except
that anthorization may be withdrawn by an employee during the month of
October each year. Such provision will appear on the. memberskip-application
atd dues deduction authorization card. If dues deduction authorization is not
revoked during such peried it shall continue until the following: October.

» The Union will certify to Human Resources, in writing,.the corrent rate of

membership dues, UMC will be notified of any change in the rate of
membership dues thirty (30) days prior to the effective.date of such change, if
UMC ig notified of a 75% ot more increase in Union dues, it may require that
cach member re-sign dues authorization cards, reﬂectmg the smount of mmse :

. The Union will certify lhrough the Human Resources Depaﬁmem, miwrllmga,

the current mte of membership dues. Once the Unjon providss a dues deduction
form to UMC, UMC will make every reasonable effort to honor the dues
deduction by the next payday of the month. However, in no event shall the
deduction be accomplished later than the second (2nd) payday following the
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 thlrty (30) oalendar doys advance
notice to Human Resources).

. If an employee-member traosfe'rs to another bargaining unit position he/she

shall be continued on the dues deduction roils.

UMC shall deduct from each employes's check an amount voluntarily

authorized for the COPE (Committee On Political Fducation] and submit
monthly, bi-weekly, or weekly to the Union, whichever the Union‘requests: -
Once the Union provides an authorized deduction form for the COPE .
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{Committee on Political Education) to UMC, UMC will make every reasonable
effort to hortor the COPE deduction by the next payday of the month, However,
in no.event shall the:deduction be accomplished later than the second (2nd)
payday following the receipt of the COPE deduction form, COPE deductions
shall be remitted to the Union by UMC on a monthly, bi-weekly or weekly basis
ceinciding with the pay periods of UMC, whichever the Union requests (with
(hlrty (30) calendar days advance notlce tUHuma.n Resources)
BT e
S ' ARTICLE?
Pt Grlevauee and Arhilratlon Procedure

. lt is the iment of tins A.rucle te pro\rlde S meanSlfor the reasonable settlement of

certain disputes between an employee(s), or the Union acting on behaif of an
employee(s) and UMC, and/or the Union and UMC, The following definitions
shall be applicable with regard to the purpose of this Agreement. Provisions
specifically excluded in: articles contained within this Agreement from this

gnevanee and arbltranon pmcedure aré exeluded from the provlslons of this
Arllcle oo SRARRY

A gnevance sh:ill be deﬁned as 4 drspute regardmg the interpretation and
application of the provisiens of this' Agreement filed by the Union or by an
employee(s) or the Unioti4cting-on behalf of an employee(s) covered by this
Agreementaleginig s viofation of the terms and provisions of this Agreement.

All grievances shall be handled in the following manner {(excluding those issues
that fhlL unddrme pumew of Sectmn 3 below) '

Stepl Meetmg b e s

TR ] SE R S --Eu'-'a-:'.r pTghNT

- Before a formal written. ghevance certbe fi led the employee ot the Union
- .ombehalf of the enipioyee must request, in writing, within ten (10)

- -'-,working"days of receipt of the discipline or from the date the employee
knew,or should hive known, of the alleged violation of any provision of
this Agreement, to meet with the aggrieved employee’s Department Head,

-in'an ‘effort te resolve the'issue; The Step 1 meeting shall take place
within ten (19) working days of the date the request is received by the
7 :Department Head. ‘Ifno such meeting iz héld, the grievance shall
antomatlcally be mnsidered appealed to Step 2

b. The Step T meetmg wﬁl be attended by the Deparhnem Head, the
i agprieved employee, the Union (at the reqaest of the employee), the
:'.=-' management representative administering discipline or responsibie for the
- alleged violation of the Agreement, and a represéntative from Human

Resources {at the request of management) whom shall function in an
adwsory capacﬂy

12
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. During the Step 1 nieelipg, the Department Head will review the evidence

provided by the employee, or the Union on behalf of the employee and-the
evidence submitted by the management representative. :. .~ & 0f nbive
Within five (5) working days of the completion of the Step I meeting, the -
Department Head shail issue 8 writien decision.identifying theissues .
brought forth by both parties, a summary of the facts, and the decision
rendered. The Department Head shall provide a copy of hisfher decision
to the grievant, the Union Chief Stewsard and Human Resources. In the
event the Department Head does not:respond -within the five (5) working
days as herein provided, the grievance shall be considered automatically
appealed to the-Step 2 as.provided in the Step 3 section;paragraph 5. - -

Bt

StePZ'Heanns . o C [ --\I.-'i".'.:

If the matter is not resolved at.step 1 or no step 1 meating:is-held, the .
employee(s) or the Union.on behalf of an employee(s) may filea formai
written grievance, which includes the basis for the appeal andany -~
supporting documentation, such as the notice of discipline (in the case of
discipline), unless such documentation does not exist o1:has not been
made available to the grievant or the Unioh. The gricvapec:must be-filed
with the Assistant Administrator, Human Resources within ten €10} -
working days after receiving the Step 1 decision, nnless automatically . .
appealed as provided herein.

The grievance shall be submitted on .a form mutually. agreedto by the
parties and shall state the article and section(s) of the Agreement alieged

to have been violated, a proposed remedy and what steps weretakento < -
resolve the dispute. The form must identify the Union representative or
employee bringing forth the complaint. Forms without the signatare will
be accepted end forwarded to the Chief Steward orshe field tepresentative
for informational purposes. Al actions and time linaits will start upon
Human Resources’ date stamped receipt of the filed: grievance: ...

Human Resources, in conjunction with the employee(s), ot the Union on
behalf of the employee(s), shall meet jointly to select; | ) the-Hearing
Officer {from the cutrent list) to preside over the step. 2, hearing and; 2) a
mutually agreeable time and date to conduct the hearing... Once the
selection of the Hearing Officer and date have been completed, UMC
shall verify the availability of the Hearipg Officer for the gelected
time/date. Any difficulties with the selected Hearing Officers avaitability
shall be discussed with the affected employee(s} or the Unign on behalf of
the employee(s) and the parties may mutually select another Hearing
Officer or agree to change the date of the hearing to meet the availability
of the Hearing Officer. Once verification of availability has been
established, Human Resoutrces shall provide the Hearing Officer and the
Union written verification of the time, date and place of the scheduled

13




Step 1 A,tbmnon

1

- hearing, to be conducted withinten {1 O) working days from the date the

.+ -appeal, at Step 2, is received by Human Resources. Any and ail

. decumentation, 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 Unior acting on behalf of the employee(s), at least
five{5) working days prior. to the:scheduled hearing date. The Union,
likewise, shall provide a copy of all documentation, including witness

-+ statements, it intends to use in the. hearing, at least five (5) working days

- .. prior td.the scheduled hearing date; The Hearing Officer will render a

id

e i

.. Written decision within five:(5) working days of the conclusion of the Step

| 2 hearing, unless an extension-of time is agreed upon by all parties, The
- Hearing Officer shall provide a capy of the decision to the grievant, the
Union Chief Steward and Human Resources, The Heanng Ofﬁcer may
uphcld modzfy, onreverse the action taken.

o Thers shall be not Iess ﬂmn ﬁve (S) management representatwcs. ‘who

.+-Shall serve as hearing officers.cn a rotating basis. These hearing officers
. __.sb,all_ receive training in dispute resolution and the terms of the Collective

Bargaining Agreement. , UMC and the Union shall mutually agree as to
when and where the in-service will occur, and the Umon shall be allowed
to aaarlmlpate iR the in-service. .

o ‘i B3 whilE n
A.ny settlement of & gnevance shall hee canswtent wnh the lerms of this
cAgreement... . i, L L L

In the event the paxtms are unable to resoive the grievance the Union shall
provide notice of intent to arbitrate in writing to the Assistant Administrator,
-..Hutnan Resources: wnhln. ﬁve {5) wurlcmg days followmg the day of the

decision ﬂf Step 2.

Arhitmtor Se}ecthm. Both parnes shall }omtiy reqquest the Federal Medlatmn

and Conciliation Service {FMCS) and/or tho:American Arbitration Association
(AAA) to:furnish a panel of seven (7) arbitrators from which the arbitrator shail
be selected. Such selection shall.be accomplished by the Union and the
Assistant Administrator, Human Resourtes or designiee by striking one (1) name

from the list {on rotational basis per request for arbitration) in turn, until only
oneé (1) name remains.

' Poth-parties:will make every effort to mutually set forth the issue(s) to be
.;:_‘arbltmted in advance of the. arbltratlon hearmg date,

The arbmabor shall act ina judlclal not legislative capacity and is

.+ .expected to.perfarm kis/her function in accordance with the case law

- :regavding labor arbitration, the provision of U.S. Uniform Arbitration Act

N -and where applicable, the NRS. The arbitrator-shall not have authority to

modify, amend, alter, ignore, add to or subtract from any provision of this
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Agreement. He/she shall consider and render a decision witlurespect to
the specific issue(s) as set forth.in the grievance and not erany other issue
not submitted to him/her, Only one {1) grievance may be devided per
arbitrator per hearing, however, the parties may mutually agree towaive
this requirement. The arbitrator is without power to. issue s award
inconsistent with the goveming statutes and/or ordinances of the-

. jurisdiction. The arbitrator, in the absence of expressed written: -«

Agreement of the parties of this Agreement, shall not haverauthority to
rule on any dispute between the parties which is not withinithe definition
of a grievance as defined in this Agreement, The arbitrator shall.consider
and decide only the particular issues presented by the Unior and/of UMC
and the decision shall be solely on his/her intzrpretation of the apptication
of the expressed terms of this Agreement. - Any and all settlemenss and
awards issued by the arbitrator shall be limited on reticaetivity 1o the date
of the alleged viclation or date of filing of the grievance as decided by the
arbitrator subject to the provisions of this Agreemenit. - The Erbltritor shali
not have the authority to excuse a failure by the Union o UM@10 comply
with the time limitations set forth ubove, or in accordaneelto )‘Mlcle 9,
Section 5, unless moutually agreed by bbth pames RRLUNATS

EEE BT T

The arbitrator’s decision rendered oonalstem wtth the tefing 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, whichéveris later.

‘The expenses of arbitration shall be bome equaliy by UMC: tind thie Unign.
Expenses incurred by either party in the pteparation or presenlauon of lts
case are to be borne by the party mcumng such expensa wt! s :
TN .
The gnevant and no more than tluee %)) Umon wm\esm sheum reieaSed
without loss of pay for attendance at official grievance meetings.and/or
arbitration hearings. UMC may Jimit the release of witnesses to meet
operational requirements. This provisicn shell not be:eotistrwed to it or
preclude the Union from calling additional witnesses at the Unson's - -
expense, nor prohibit the parties from agreeing to-release-from duty,
without loss of pay, additional witnesses for the purpose of thsllfyﬂng at
official grievance m:etmgs and/or. arbmanon hearmgs

3. NERC/ c

Allegations of discrimination and/or sexual harassment mast. be identified
not later than the conclusion of the Step | meeting of the grigvance
process, 5o that a timely investigation may be conducted

In the 1nvestlgauon of a complaint the Ofﬁce of Dwarmty (OG}D) of the
Clark County Human Resources Department shall use the progesses

.outlined in the Clark County Affirmative Action Plan. based won the natute

of the complaint.
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Any employee.covered by the terms-of this Agreement who is requested

- 40 provide & statement or testify in connection with an investigation, or is
the subject of the investigation/cornplaint will be provided 24 hours
advanced notice of the meeting. The employee who is being charged or

- 'nvestigated, at hisfher request, may have a Union representative
accompany him/her to the interview and any other applicable meetings
regarding the incident being investigated, including any step of the
disciplinary process.: However; the unavailability of a specific Union
representalwe is not grcunds for postponement of the interview.

d Gnevanees on those matters forwhlch the Nevada Equal Rights
Commission or the Office of Divetsity of the Clark County Human
Resources Depaitment have jurisdiction, will be referred to and processed
by the OCD for investigation, pursuant to the Clark County Affirmative
Action Plan. If discipline results from the investigation, the employee(s)

«u nghall beeligiblé for 2 Step'] meeting and then to the exlemal hearing
ot officd ‘process. pursuant to Sectien‘4 ofthls Artlcie
Soku. [
e, In acltndw{edgmm ef th’e tﬁutual covicems of UMC and the Union
@ regdi'dmg‘the NERC/O0D procsss; the parties mutually agree to meet and
. revioWw the effectiveness b the Processes identified above no later than
- onie (Tt year: from the-date of ratification and approval of this agreement,

' LI atthat time, the parties mutially agree thls prowsmn may be reopened
o address any identified concerns. -

_mﬂﬂ'imﬁfm

LR

a.  External hearing ofﬁcers used in th:s section shall be appointed jointly by
+ Both: paﬂlee n’i 'the fol‘lowmg manner;’
EEE T BEE LA LT [ PR SR R TR N
A ( 1) ‘Within lhirty {30) catendar days from the ratification of this
- Agreement, the parties shatl jointly request of the American
~Arbitration Association-a panel of nine (9 arbitrators that have
s, =expertise in'tie-application and interpretation of civil Tights laws,

BoE mcludmg but-not limited to] the Civil Rights Act of 1964 and the

Amencans w:th Dlsabllmes act of 1990

(2) Wlthm ten (10) workmg days of receipt of the panel referenced in
sub-section (a) above, the parties shall meet for the purpose of each

+ ++party seriking two (2) nanies from the list, in tumn, with the Union
striking first, until five (5) names remain.

(3) The five (5) remaining arbitrators shall comprise a permanent panet of
hearing officers for the express and sole purpose of hearing
NERC/OO0D grievances under this section. In the event that sufficient
arbitrators from the imitial fist are not available, the parties shall repeat
.the process as described in subsection (a)(1) above.
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(4) The fees for the external hearing officer shall be borne equaliy by both
parties. Expenses incurred by either party in the preparation or
presentation of its case are to be borne by the party mcurrmg such
expense, S e L

b. When ccnductmg the hearmg, the exterral hemng ofﬁcer must
: -render.a decmon based upon: whether 2ot

(. The employee \.ommmed the offense. and

2) The adm:mstered dlscrplme was commensurate Wlth the
_ seventy of the mfmcnon. and
(3) The dlsclphne admtmstered was apprepnate '
-under the apphcable civil, nghzs Iaw(s)

¢.. The ex!ernal hee'mg nfﬁcer shali have thlrty. (30) calendar days
from the conclusion of the hearing in which to render.a written
decision either upholding the discipline, modifying the
discipline, or reversing the discipline and provide sritten

. justification to support his/her decision using. the following

format: 1) introduction (describing the. issue(s) in dispute, and
the position of the parties); 2) review of the pertinent facts
presented in the case (by both pames). 3) conciusmn and 4)
findings (decision). C o

d.  The decision of the external hearing officer shallbe binding on
the parties to the extent prov:ded by law,

If mutually agreed, cither party may request a.waiver of the ume lrmtations set
forth in this Article. A grievance not processed in accordance with the time
limitations set forth in this Aricle shall be considered vacant or.abandoned,
Failure on the part of UMC to respond to & grievance in accordance with the
time limits set forth.in this Article shalt result in the. grievance advancing to the
next step of the procedure, The failure on the part of tnanagement 1o process a
grievance will be given serious weight in the resolution er retroactivity of an
award. A waiver of timeliness requested by the employee; or the Union on
behalf of the employee or UMC, will be taken into eonsuderatlon in the
determination of any retroactive award.

No management designee shall hear lhe same gnevanee at more than one step,

ARTICLE 1D . .
Discipline and Dlscharge

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

. Eligible per diem empleyees shall have full due process nghts for those articles
the pa.mes ha;ve lc%enuﬁed m Amcle 1L :
i . Con) e
.In the even( that UMC wtshes to lemine(e thé enmloyment of any non- -
temiporary ot non-per:diem employee (except as provided in Section 2 above),
UMC shall provide the affected empleyee with-a letter of intent to terminate
employment setting forth the charges upon which the proposed termination is

based. . The.employee will be suspeaded-without pay pending the determination

of the pre-termination hearing (detailed in Section 2 of Article 9). The affected

employee may: requeet a pre-tenmnatlon heanng by ﬁlmg a gnevance at Step 2
ofAmcIeQ R

. AileCLEu -
FerDlemEmployees o

1t is :he mtent of UMC to; whenevfer poesable, meet-staffing needs of the facility
with regular full and part'time employees. Per diem employees shall not be
utilized:iri @ manmer that' would ultimately fesult in the elimination, erosion, or
replacement of full or:pert time:positions. This Article sets forth the terms and
conditions of per diem.employment.. Réquirements for maintaining per diem
status are established by UMC., - Per diemn work assignments are designed to add
ta-or substitute for staff on a pre-scheduled basis (for example: fill in for
scheduled CAL/EIB or other absences, including FMLA, worker’s
compensation, ¢tc...), or as needed on a day to day basis, as determined by UMC
{for-example: fluctuating censis; uitavaitability of regular staff, etc.).

. Per diem employees may be scheduled or not scheduled, or called off from a
pre-established schedule, " Additionalty, 4 pér diem employeée's eligibility for

- schedulihg may be discontinued 4t any time at the sole discretion of UMC and
without recaurse to the Grievance afid Aibitration Procedure arid/or Discipline
and Discharge Articles, of this Agreement (Articles 9 and 10 respectively), if
such removal from the schedule is related to UMC no longer needing the
sérvices-of a per diem employee due to lack of work, whether projected to be
temporary or permanent, or if the per diem employee is unavailable for work, in
accordance with current UMC policies for per diem use or fails to accept work
assignments as defined in Section | of this Article,
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Per diem employees will not normatly be scheduled for work hours until all .-
regular full and part-time employees in the unit are scheduled fortheir hours of,
work. A per diem employee who is filling in for another employeepgna .
scheduled absence, may be scheduled to fill the absent employee’s shift. UMC:

is not required to fill the shift of the nbsem employee with anothe’r ﬁkll-onpart- ;
time employee. .

I RTINER

. Beginning with the 20815t 'houl.' w_orked a.per diem emp.loj'ee,.upon wnt!.en .

request to Human Resources, shall be entitled non-competitively to the next -
available regular full or part time position in histher classification,. e -

. Per diem employees are not eligible for shift differential or for otherbenefits -
unless specified in this Agreement. Per diemt employees are sot-eligible for paid-

leave or holidays. The parties understand that per diem employment is designed

to be supplemental and sporadic a5 delineated in Sections:l/and:2 ofithis Article,

and that economic benefits (other than wages and those boneﬁlsspemﬁcaily :
referred to in the following section) are not apphcable e

FRIEEIS

LIS S PR TR

. Perdiem employees are covered by the follo .vng A.mclesof th;s Agtﬂement

Ay DL TETY LU0 11 ¢ 26 B

a.  Anticle 1: Agreement Amcle 2: Intent. Amcle3 Rer.ogmuen. Amcle
4: Discrimination Clause; Article 5: Management Rights; Article.6:.
Employee Rights; Article 7. Union Rights; Article 8: Employee
Deductions; Article 9: Grievance and Arbitration; Article 10: Discipline
and Discharge; Article 11 Per Diem Emplovees; Article 14 (Sections 1
and 2): Salary; Article 16: Hours of Work; Asticle 17; Qvertime; Article
23 (except Sections 2, 4, 5, 7 and 8): Miscellaneous Leave; Amticle 26:
Worker's Compensation; Article 28, (Section.9 only)w.. et s 2 "
Education/Training; Article 36: University Medical Centerls Substancs:
Abuse Policy; Article 41: General Savinge Cleuse;Attitle 42 Bntire. -
Agreement; Article 43: Term of Agreemsnt; Article44: Anti-Strike -
Clause; Appendices B through I: Per Diem Rates; Appendix Ji= ...

Observation Report; Appendix K: Release to Retum toaDuty Statemem, :
and Appendix L: Definitions. . . R

b.  Per diem employees may use t_he _Gr_i_evenee and Arbitra!ion P;rocedures
and Discipline and Discharge Articles of this Agreement only with respect
to alleged violations of those articles by which they are covgred excluding
those reasons outlined in Section 2 of this. Articlg, after. full ratification
aml approval of this Collective Bargammg Agreement forward, when the
per diem employee works a minimum of 1040 hours (as a pe.r dlem
employee) within twelve (12) consecutive months,

SIS

. The per diem employee shall callin to venfy the avallablhty of. Work pnor to

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

vowte oo o -ARTICLE1Y . :
4 Persunnel l.:ayoﬁ, Reeall end Appeal Procedure

].ayofﬁs deﬁned as any mvelumary seperatlon where:n managemenl ehmmates 2
position wlrhout prej.udreeto the mcumbem.

The determmatron of the number of posmons classlf' eatlons and departments to be
affected by a layoff is a mamagement right. UMC and the Union agree that layoff
and racal of personnel and appeals of these actions as it pertains to employees
covered underthis Agreement shall be prescribed below. Upon any layoffs, UMC

shall meetiand:confer.with the- Umon to- dleeu$s the |mpact of the !ayoﬂ‘s on the
bargaining unit . vz i B B

SECTION 1 LAYOFF

1. Ifitis deiemlned that Iayoﬁ“s are necessary. empioyees will be laid off in the
fo!lowmg order:

At

Temporaryemployees in the aﬁ'ected classrficatwn(s}

b, Per drem employces in the affected elassnﬁcanon(s)
L A

c. Probauonary employees from the aﬁ'ected
classﬂ' catlon(s)
H o L :

2. 111 the e\rent of ﬁlrtlrer delicimns’in fclme, emplOyees will be lald off from the
affected classification in inverse order of their classification seniority or hospital
wide seniority (as defined in Adticle 29) in the event an empioyee has been
reduced in- g:ade in. aecordance w1th th]s Amcle

3. As stated in Sectlon 2 hereof mevery instance, the employee(s} with the least
ameunt of; seniority in the affected classification(s) shalt be laid off first, except
whete-ithas been:determined, by UMC, that a less senior employee must be
retained who possesses specific knowledge, skiils, and abilities, beyond those of
the senior employee(s), that are necessary for the continued operation of that
department Such determmatlon is subject to Sectlon 3 Appeal, of this Article.

4. ."As a result of the apphcatlon of thrs Ieyoff procedure UMC may cause the
reassignment, transfer, reduction in grade, or any combination thereof, of any
employee based on the applicable seniority as defined in Article 28. UMC shall

make every effort to heip employees who are displaced to find other positions in
the UMC system.
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SECTION 2 - RECALL ” : S

1.

. The assignment of an employec to a posntlon wlthm a classrf oatron w1ll be

All regular status personnel who are affected by layoff will have a one time only
right to displace the least senior employee within the same classification‘in any :
department providing the employee targéted for layoff has the knowledge, ¢

skills, abilities, and qualifications to perform the duties of the positior in‘that -
other department,

If there is no opportunity to displace an employze in the same classification
under the process identified in Section 5, then an emplayee targettid for layoff
will have the right to elect a reduction in grade by displacing the least senior
employee within the same classification serigs in any departnrent providing th‘e i
employee targeted for layoff has the knowledge, skills, abilities, and:-:
qualifications to perform the duties ofthe posmon in that other department
PAERS PP N A T TE L
An employee targeted for Iayoff wr!l have the rlg,bt to ele»t a reduction in gmde o
to a lower classification in any classification within histher departmiens provided
that the employee has compieted a probationary period.in that.position, the .-+~ -
department has a vacant position, and the Department Head determines the - - v+

employee has the knowledge, skills, abilities, and qualifications to perform the .
duties of the position.

No emptoyee will have the right to displace an employee ina hlgher selary
grade than he/she currently fills.. .

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

o

made by the Departinent Head.

. Separation due to layoff shall require the giving of at leasr thirty (30) calendar

days advanced written notice to the employee and the Unien, unless emergent
circumstances exist, clearly beyond the controd of UMC, which prevents UMC
from having encugh notice to give the thirty (3G) calendar days notice to the -
employee and the Union. In no event shall an employee-be laid off without
fourteen (14) calendar days advanced writien notice of the effective date of
layofT to the affected employee(s) and the Union, except in such instance where
the employee(s) agrees to accept payment in lieu of notice, of an equivalent
amount of the employee's base salary (ad defined in Appendix L) by UMC, -

Any regular status employee reduced in grade or laid off under thrs Amcle shall

have histher name placed on the appropnate recall hstas deterrnmed by :he
following: ;
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PR S
Employees with! B LI ST EE PR

0-5 Years of service.= | year recall period .

5+  Years of' service =2 year recall period

Hnman Resources wlll mamtam the of‘fmalrecall llst Any employee who has
been laid off shall.be notified through-certified mail, return receipt requested, at
histher last known: address, of an offezof recall and shall, within twenty-one
(21) calendar days of receipt, respond.affirmatively in person to the Assistant
Administrator, Human Resources of acceptance of the offer of recall. Failure to
Jespond within the twenty-one (21) calendar day period will constitute waiver of
the right to recall and that person.will be.removed from the recall list. An

employee must be. avm,lable for wark within two (2) weeks of acceptance of the
offer.

When positions become available in a class in the department, personnel who

_hav_e ‘bean laid off or reduced in gtade in that class from that department shall be

alled in l'n\rerse o:;de qf leyqﬁ' .If there are no applicants from the
departmenl on the recalfllst the department will consider personnel on the
UMC-wide recall Jist, before filling the.-vacancy from an open or promotional
ellggbilu,y list,, In the gvent thata classlﬁeanon has only had a change in title,
employges on. the old reea,ll hst shall be placed on the new respective list(s).

Upon recall aﬂer layoff the time '.hat '.he person was on layoff shall be counted

_as a break in service, | however, the emplayee, upon retum, shall resume
'.aecij.lmg ‘all benefits ¢ at lhe same levelas at the time of layoff,

AL

SECTIONS APPEAL o

1.

UMC ;and.the Union shail each appoint two (2) regular status employees to -

~ serve on the Standing Layoff Review Coinmittee. These representatives shall

select a.regular status UMC employee as the fifth member who shall serve as
the Chairperson. A majority vote of the Committee will be necessary to uphold
an appeal. The Committee shall develop a procedure for the layoﬁ' Teview
process prior to conducting any review,

A,oy appeal of the apphcatwn of the procedure rnust be stgned by the employee
and Union and submitted to the Assistant Administrator, Human Resources
within seven (7) calendar, days of the receipt of notice of layoff or the alleged
violation of the recall procedure. The Assistant Administrator, Human
Resources will schedule an informal meeting before the Layoff Review
Committee within seven (7) calendar days from the date of receipt of the appeal.
This Committee will hear all appeals affecting layoffs and recalls to determine
whether the procedure was appropriately followed. The decision of the Layoff
Review Committee will be final and will not be reviewed by an arbitrator,
unless a decision of the Layoff Review Committes is alieged to have violated a
specific, existing contractual 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 evaiuated. -
The probationary period for all classifications shall be six {6) months. UMC

may request an extension of the probationary period through a méeting’ wlth the
Assistant Administrator, Human Resources, Chief Steward, inmnédiate’’ :
supervisor and employee to discuss the option of extending the‘pfbbatlénary ‘
period for ne more than an addmonal three (3) months '

B P SRR

. Employees who are rehired into.a dlfferent posmon fo.lowmg*a bidik' lii service

of ninety (90) calendar days or more, the rehired émployes shalt servé #new
probationary period whether or not they previously completed a pxobatlonary
period.

. During the probationary period, or any extension thereof the employee may be

disciplined, up to and inciuding termination,” without fecourss t4'the Dlsmplme
and Discharge or the Gnevance and Arbttratlon procedure of‘ ﬂ‘us )\gteemem

. Probanonary employees may not promote, or demote to aﬂb‘ther Coél Center

without serving a new probatlonnry period. ‘Uniess mutuaﬂy ékreell 1ipon by
both the losing and the gaining Cost Center managers, rio probatibhary:
employee shall be allowed to transfer fmm one Cost Center to ano‘her

. Employees who have successfully completed an iniiial probaflona'ljy ]Jenod and

who are subsequently sclected for a voluntary ransfer; profnotion 8t volantary

demotion will be required to serve a quehfymg period of not fess than three (3)
consecutive months, but not more than six (6) consecutivé-mbitis, * .

a.  Anemployee who promotes of voluntarily transfers or démotes into'
another position retains the right to retum to the previously held position,

if the request is made in writing and Withm the ﬁrst eighty (80) hours :
worked in the new posltlon ' '

b.  If, during this qualifying period, the aﬁ'ected employee falls 16
. demonstrate that he/she can completely and satisfactorily perform the
duties of the position, UMC may offer the employee aw opporiility o
retum to the position the employee held immediatety precediig the "
transfer or promotion without loss of seniority and ifi a&:bordanée ‘with
Article 15. If the employee was rated satisfactory in hlsfher 'prewous
position he/she shall not serve s quahfymg period. '
b HEN.
c.  However, if the rating was less than sausfactory in hlsfher ;:l(‘e\nolmU
position, he/she shall serve a quahfymg penod as ouﬂmed above:: -

P d Lt
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ARTICLE 14
Salary

. Effective July L, 2002 and eonnnumg through June 30, 2003 the salary plan in

effect from July1, 2000 through June 30, 2001, covering scheduled employees
in Appendix A will be increased by two and three quarter percent (2.75%)
across the hoard Appendlx B reﬂects these changes

. Effectwe July l 2003 ‘aud con::numg thmugh June Jo, 2004 the salary plan in
eifect July.1,2002, through June 30, 2003; reflected in Appendix B covering
scheduled employees in Appendix A-will be increased by two and three quarter

percent {2,75%). Appendix C reflects these changes,

. Effegtive July 1, 2004 and continuing thraugh Yune 30, 2005, the salary plan in
effect July: 1, 2003 -through June 30, 2004 reflected in Appendix C covering

scheduled: employees in. Appendix-A will be mcreased by three percent (3%).
Appendix D reflects these changes.

. Effective July 1,2005 and continuing through June 30, 2006, the salary plan in
effect July: L, 2004 througﬁ - Jane 30;:2005 reflected in Appendix D covering

scheduled ermiployees in’ Apgendix A w:ll be lncreased by three percent (3.0%).
Appendix E refiects these ¢changes.’

. Onroccagions itmay,be necessary 1o provide hiring and retention bonuses in
addition to‘wage:and benefits expressed in this Agreement. The decision to
give, the conditions;and the amiount of such bonuses will be determined at the
sole dlscrenon ofUMC e Mo
. TR ST (R TR AT
. Iﬁmemployee (3 5alary is above the sal.ary tange (red circled) the employee is
ineligible for a cost of living increase in accordance with this Article unless and

until the appropriate salary range moves to an amount greater than the
employee's red circled salary.

. Employees who are currently on the step and grade system and who are not at
the Step 8 level upon lmplementauon of the classnﬁcatlon and compensatmn
study; - o P ;
shifll be guarameed to l:oer ehglble 1o receivea 5% increase for each step
s ’rthey are below the ‘current maxirmum of the salary range, until they reach
- the:equivalent of the eighthr (8th) 5% merit increases (example: an
« - liemployee who is currently et a step 7 upon implememtation of the
classification and-compensation study, shall be guaranteed to be eligible
to'receive one (1) more 5% merit increase; an employee who is currently
* - -at . step 5 upon implementation of the classification and compensation
study, shall be guaranteed to be eligible to receive three (3) 5% merit
increases and in all cases then converted to the merit system); or
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b.  who voluntarily change their status {promotion, transfer, demotion or

termination to per diem status or termination of employment and
subsequent re-employment). Upon such event, the employee shall be =
placed into the merit system and shall be taken off the step dnd gmde
system, . Lo R R T

P LT

8. The partics agres that based on fluctuatlons in markel relaung to labor cosls and

external competitive forces that the wage scale bargained, for cetaih '
classifications covered under the Collective Bargaining Agreeriient, ma'yrmlt

in the wage scale negotiated for such classtﬁcahms becommg substarhiélly
below market rates, . TG

a.  Should this occur, the parties recogrize that such a ciﬁﬁm’sme-would '
result in staffing shortages relating to recraitment and:reténticn-gprobleriis.

In that event, the partics-agree to revise upward wagemesz rc}abwe w the
affected clagsifications. IR

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

¢.  Ifthe need for a market-based salary range is no loriger required and the
classification is returned to its regular salary range, if an cmployee’s " -
salery is above the salary range, the employes shall not hiave their
respective rate of pay reduced, but will be ineligible for any wage:* - -
increases in accordance with this agreement, unless and unti! the

appropriate salary range moves to an amount g"eater than the emplayee 5
redcm}edsalary e T

ARTICLE 15
Salary Upon Status, Change

. Appolntment Except as otherw1se prowded hereln appomtment to any

position in any classification shall be made at the minimum rate, and
advancement to rates greater than the minimum rate shall be withirt the limits of
the salary range for the classification. in exceptional-cases after reasonable
effort has been made to obtain employees for a particular classification at the
minimum rate, employment of individuals who possess special qualifications
higher than the minimum qualifications prescribed for the particulat .
classification may be anthorized at a rate higher than the minimum upen

recommendation of the appomtmg authonty wnh the approval of the Hospltal
Administrator. . .

Promotion: Except as otherwise provided herein,. any full-time or ﬁarl—time
employee who is promoted to a position or a classification allocated to a higher
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salaty range than the tlassification from which the employee was promoted
shall receive the hourly rate of the approptiate range which would constitute an
increase of four percent (4%) above the employee's hourly rate before
promotion, or the minimum of the salary range of thé new classification,
whichever iz greater, but not greater than the maximum salary of the new
classification. The Chief Executive Officer may grant a salary adjustment of
greater than four percent (4%5) upon recommendation of the Appointing
Authority, however, the increase cannot result in a rate of pay in excess of the
top of the salary range for the position promoted into. An employee who is
promoted shall be considered for a meit increase upon completion of one (1)
*year of servicé in the néw position or classificition. The eﬁ'ectlve date of the
merit increase shall be in accorddnee’ wﬂh thi’s Amcle h

. Demotion: Any full-time or pari-time employee who, during the quahfymg

petiod, is demoted to the position or ¢lassification previously held in good
standing during the same period of continuous employiment shall have his/her
hourly rate reduiced to' thé-hourly raté he/she would have received if he/she had
rentiaified in thie lower Classification throughout'the employee's qualifying period
in the higher classification. The employee's eligibility date for merit

advancement shall be the date that he/she would hnve been eligible had he/she

remameﬂ in the lower clasﬂﬁcatlon 1!’_ "

4, ‘inﬁ-ﬁlﬁntary Deinotion A Hiitl-time'of part-time employee, to whom the
clréumstances described i Séction 3 above do not apply, who is demoted
mvoluhtan]y. 1o A positionora classlﬁcatlon, which is allocated 16 a lower
salary rangé than the classnﬁcatioh froi'n which the employee is demnted shall

“have his/her hourly rah: redtlced t6 'a Tevel in the lower salary range for the new
classification, of not more thari Tout pércent (4%) lower than the salary received
before the détiiotion, éxtépt that siich employee shall not be paid ; more than the
maxitum of the range of the tlassificationto which the employee is demoted.
The employee's eligibility for a merit increase shall be based on the date of the
involuntary demotion in accordance with Section 10 of this Article.

. A full-tithe of part-time employee, fo whom circumstances described in
Sections 3 and 4 above do riot apply, who is demoted volunitarily to a position in
aclassification whith fs allocated to a lower salary range thi the classification
from whichi the cmployec is demoted shall receive the same rate of pay in the
range for the new classification which does not exceed the salary received
before demotion or displicement but not exceedlng the maximum of the salary
range for the new classification. The employee’s eligibility for a merit increase

shail be from the date of the volumary demonon m accordance with Article 13
of this Agreement S

. Any full-time or part-time employee who was demoted voluntarlly as aresult of
a layoff, and who 1§ subsequently réappointed to the previously held
classification, shall-receive the rate of pay previously held, plus any across the
board adjushﬁé?it's, not'to exceed the maximum of the new salary range.
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0. Reclassifi cation:

10. Merit Increase:

7. Transfer: A full-time or part-time employee who transfers from one allpcated .

position to another allocated position in the same class or in another, .. ..., .
classification to which the same salary rangé is applicable, shail con}muc tp
receive the same rate of pay held prior to the transfer.

FETTEI

il A

8. Reallocation: An employee i in a classification wh:ch is mallocated frpm epe

salary range to. another shall continue to receive the same |1(11.u'lyI gate

. I\' LT PR P TR TR
3.  Whenever apcsmon is reclassified t,o a clasmﬁgauon whigh is. gllpc,atad 0

the same salary range, the incumbent is appointed to fil] the-position.in
accordance with personnel policy,

CitE Thaae :

b.  Exceptas otherw:se prowded herem, whencvcr a pos:tu;up 1s,mc1;q581fled to

a classification which is gliocated to a higher, salary range, the, salary of .
the incumbent shall be as provided by this Article upon promption, if the
incumbent is appomted to fill the posmon m accordan,c.e]mm pqtsonnel ‘
policy, e e :

c.  Whenever a position is reclassified to a cl'ass_i_ﬁc.a_'ti_cg }lmlc,h ,.i$, gllo.catgd to
a lower galary range, the salary of the incumbent shall be as provided by
this Article upon voluntary demotion, if the imunlbep;iigdapgqjmed to fll -
the position in accordance with Human Resources’ policy, ﬂ\g&/l;ene\uﬂ' the
effect of the reclassification is to reduce the salary o 1) incumbent;
appointed to the position, the Hospltn! Admmlstrntog{nay,“ugqp
recommendation by the Assistant Administrator, Human Resaurces dlrect
that the incumbent shall continue to receive the previously authorized -
salary until termination of emp!oyment in the position or. qnul -
percentage increase in pay may be. authonzed whlchqver first ogeurs.

. . A . . . A -,-.;\: L lF 1% 1.;-‘,.

foa Wi

2. Merit increases within a range shall not be automatic but shall bg based
upon merit and magde upon proper execution of a Peysonnel Action,
Request form which shall be based upon a satisfactory annual.evaluation.
Each employee shall be considered for an initial merit increase: upon,
successful completion of one (1) year of service. Each.such employes. .
shall be considered for subsequent merit increases upoq,ﬂ]e pqmpimon of
each year of service thereafter in that classification. _

-

b.  Upon promotion or demotion, the emp]oyee 8 metit mvlew (,iate shall be

changed to the effective date of the promotion or demotion, ~

Lol

11. Salary Adjustments: This section applles to-all employees x;overq.d by this -

Agreement hired on or after September 9, 1994, and to all employees covered
by this Agreement who voluntarily change status as defined in Sections 2, 5, 6,
7, 8, and 9 (if the employee voluntarily accepts these status changes), or once

27



current employees who are still on siep and grade have reached the equivalent
of the eighth (8th) step, they shall be converted to the merit system for future
and further salary adjustments. Salary adjustments for new employees hired on
or after September 9, 1994, or current employees who voluntarily change their
status will receive salary adjustments as defined in Seetlon 13 of this Article,

8. The procedures used to evaliate an employee shall be uniformly and

consistently applled in accordance with the guidelines established by
Human Resources _

I

b. -’ Tiithe eventa ealary ad_]ustment oftwo percent (2%) or Iess is granted, the
employeé will be informed iy wiiting of the specific reason(s) and may,
w;th:n five (5) calendar days of such notlﬁeatlon, request a review before

! his/her supervisor and the Department Head or his’her designee to discuss
the adjustment. The review may be attended by the employee, the Union
Steward, the supervisor, the Department Head or his/her designee, and
upon request ‘of the employee or the supemsor, a representative of Human
“'Rebiirces.” The Jécnsmn of the Depamnent Head or his/her designee will
b fifial: 7 ”

¢.  The decision to grant an adjustment greater than two percent (2%} cannot
be reviewed or grieved. In detérrmmng eligibility for salary adjustments,

employees shall receive a performance evaluation. Employees who meet

_ a "meritorious level of performance and competence” shall receive a four

© pettent (4%) kﬁlary adjustmem (not to exceed the maximum of the satary

A "érade to whlch assng‘ﬁ'ed} :

et i

T cased of ékcepﬁonaily mehtorlous performance, Admmtstratwe
ivision Heads may gmnt B salary adjustment of greater than four percent
B ' (‘ i'_)’uptaamﬁx uin of"s:xpercem (6%).

12. MERIT INCREASES. All covered employees who receive an overall rating as

identified in the following standard, shall receive the corresponding merit/salary
iﬂéi‘ease, not tb é’xCeed the maxlrﬁum of‘ the salary range. .

\lafy Increase

0% N .
- - 0,00% (evaluate after 90 days)
- 0.50% S

1.00%
. 1.50%
2:00%
" 3.25%
2.35%
2.50%
2.65%
2.80%
3.00%
3.20%
340%

..lo
229

8
7
i
A
4
3
2.
]_ .
A
9
B
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13.

14.

15.

3.60%. .. NI
3.800/5 L : . _':.,:' [T
4.00% ¢ 7 '

4.25‘%} S o R e
5.50%

6.00%

et e B ot B Pt
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Each employee shall be considered for an initial salary adjusunem upon
completion of 12 consecutive months of service. Each such employée shall be
considered for subsequent salary adjustments upon the compietion of each 12
consecutive months of service in his/her current elasslf' cation/pay, grade

Merit increases or salary adjustments shalll be effectwe the ﬁrst day of the pay
period following the date of ehgiblllty

Notwithstanding other sections of th1s Artwle, the Admlmstratwe Dmsmn Head
may approve a special merit increase or salary adjustmenl at times other.than
the officiat salary review date when an employee’s performance jusuﬁes a
special merit increase or salary adjustment.

' ARTICLE 16
~ Hours of Work

A workweek is a period of hme eons:stmg of se\ren (7) consecutwe days The
normal workday for a full-time employee may consist of four (4),.eight {8), ten
(10), or 12 non-overtime hours. The normat workweek for a full-time employee
shall consist of 36 or 40 (36-40) non-overtime hours, and may be scheduied by
mixing variable shifts. UMK at its sole discretion shal) determme a standard for
determining the start and end of the workweelc and workday to be eonslslently

utilized throughout the hospital in dccordance with Federal Wage and Hour
regulations. o oo

"_';. 'E'-' DS Y

a. . Within nincty (90) calendar days of full ratification and approval of this
Agreement, UMC shall offer curvent employees who are presently 1.0
FTE status employees and who are scheduled to work three (3), twelve
{12) hour shifis and one (13, four (4) hour shift per work Week, an
opportunity to change their status from a forty (40) howr a week employee
(1.0 FTE) to a thirty-six (36) hour a week employee (0.9 FTE).

b.  After the employee makes histher designation in writing, the employee
shall not be allowed to change his/her designation unless he/she has
remained in that status for a period of at least twelve (12) consecutive
months and a request to revert to his’her former status is consistent with
the operational needs of the department. The parties understand that these
restrictions may be waived on a case by case basis and upon mutual
written Agreement between the employee and UMC management.
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¢.  Once the employee has confirmed his/tier status as a 1.0 FTE, the
employee shall be placed into an eighty (80) hour pay period for
- -scheduling purposes only and for the sole purpose of providing the
employee the opportunity to work a single cight (8) hour shift in place of
two (2), four (4) hour shifts. Eligible twelve hour employees may be
rscheduled to work not mare than three (3) non-overtime twelve (12) hour
shaﬁs during each work week of the pay period. In addition, the empioyee
- shall be scheduled for.not more than one (1), eight (8) hour non-overtime
_shlﬁ during either of the two.work weeks in the pay period. This eight (8)
hour shift shall not be eligible for overtime payment, however, should the
« employee-work more than the eight (8) scheduled hours, then the hours in
. excess of the eight (8} hours shall be paid at the applicable overtime rate.
Under.no circumstances is this section to be used to circumvent other -
- forms of overtime. . If an employee is.asked to work a shift in addition to
- the other three (3) twelve hour shifts and-one (1), eight (8) hour shift - -
-anrAuring & specific work weck, or if the employee works past the assigned
*,+quitting time of the shift; those additional houts shall be paid at the
applicable overtime rate, including any applicable shift differential and/or
critical care differential, providing the employee is working overtime in
++ gararea which is eligible for-the.critical care-differential and/or is working
- ona shlﬁ eliglble for a-shift dltferentlal
o
Schedules shaﬂ be posted at least twd(2) weeks fmr advance uniess operational
needs:of UMC do not allows 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 snuation requlres the change,
Eight (8) hour, ten (10) hour or twelve (12) hour shifts may be implemented in a
work arga, ynit; or department when a two-thicds {2/3) majority of the affected
employecs voting in an ¢legtion supervised jointly by UMC and the Union vote
for a schedule change from their existing shift. UMC réserves the right to
establish and medify work schedules as necessitated by the operational needs of
UMC.. In those departments vmereemployees and mmgement mutually agree
seif-scht;dulmg wlll bc‘pertmtted,
Not rnore than one (l) umntermpted meal period of at least one-haif (V4) hour is
provided for shifts of eight (8) continuous hours or more. Meal periods are
neithertime - werked nor time on pay status unless an employee is required by
UMC to remain on the job at a work station or the employee is interrupted to
perform substantial duties during such period An employee who remains st a
work station during his/her meat period, but is not reqmred to do so by UMC
shall not be. compensated for the meal period.

Ttme allntted for rest pemods is hmned to two (2) penods of 15 minutes during
... an eight (8) hour o ten (10) hour shifi, or three (3) periods of 15 minutes during

I a 12 hour shift.
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This Article is intended to define normal hours:of work and shall notbe
construed as a guarantee of hours of work per daym' per waek onas‘ £ guwarantee
ofdaysofworkpcrweek. : SRR AN Z;
T
Except in emergency suluahons, any emplcryee whit; anhe drreztfan uf UMC,
works continuously for more than sixteen (16) hours:straight; shiall tipoh-telief
from the assigned shift, normally have at leasteight (8 hotes offbefork faving
1o retum to work as part of the regular schedule. 'An‘employee muy chdose to
use CAL, Leave Without Pay or VUL for suchi tiric as'the etnployee was
originally scheduled to work in the succeeding shiff, However, theietbloyee
shall notify his/her supervisor as socu as‘reasonably possibfe diiritig the Clrrent
shift whether he/she will take CAL, Leave Without Pay‘or VUL, ‘Foirtie’
purposes of this Section, an emergency situstion is-definedasan uriforgeen,
unanticipated or unscheduled incident which requifes waivirig the elght(8)
hours rest period. In the event an employee-of his/her owtiivolitionschedules
themselves (including standby) in emess 0f 1the finsitations dxithis section he/she
is exempt from this section. .{ o uhli \-I
B '.r'. i ll . i
UMC shail make every reasonable eﬁ‘ort to hmu siaad%y bohrs nto trwenty -four
{24) hours per week, unless operational or business needs b MG proliibit such
limitation. This section shall not be construed as to prevent an employee from
requesting and receiving additional standby hours. :Standby shiall.be rotated. -
equitably among the employeas in the unit wlthm the reqmrede[a%mﬁcatlun
LT N
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ARTICLE E?
Qvertlme

For the purpose of the Apreement, the cvertima rate of pay-shall-be ome:and
one-half (1 Y3) times the employee's regular rate of pay, including shift. -~ -
differential and critical care premiut and bonuses.  If an employesbvorks an™
extra shift or any time outside of his/her regularly: scheduléd shift, UME:shall
not thereafter change the employee's scheduled hours during that workweek in
order to avoid paying overtime, unless mutually agreed upon by the affected:
employee and UMC management, in writing or on the schedule and prowdmg
such Agreement is not-in violation of the FLSA

Employees covered under this Agreement shall be pmd pvertime at fhe
applicable rate for all hours worked in excess of their schedvled shift nnd
wotkday and for all hours worked in excess of 40 hours in-a workweek. Ifan
employee is required to attend mandatory meetings or mandatory in-service:
training sessions during time which is outside of the employee’s reguilarly -
scheduled shift, he/she shall be paid at the applicable hourly rate, including any
applicable differentials for all time spent in such status: - All hours spent in such
status shall be considered hours worked for the purposes of compiiting overtime.

Double Back: Employees with fewer than eight (8) hours of time off between
scheduled shifts will be paid overtime for all hours worked in the second

N
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scheduled shlﬂ A double back must be approved by the Administrative
Division Head :

EIB, CAL, or other paid time off is not inicluded as "time worked" in computing
overtime eligibi{lity.l o :

IR LLT e TR T B

. Employees may not work overtnme wlthout the advance written approval of
their supervisors.

. Standby Pay: Standby pay will be paid to those employees assigned in writing,
(scheduledy and as designated by'the Administrative Division Head, who must

be available to retibrn to'the hospital within thirty {30) minutes or less.
Employees who are assigned standby duty, in writing (scheduied), wilt forfeit

-standby pay and wilt be subject to disciplinary actibn if they are unable to report
to work or éannot be {ocated. 'Any employee who is assigned to standby ditty, in
writing; pursuant to this'section shall tecéive standby pay for all hours assigned
to standbiy statas, w’hethet' ‘ot not hefs‘he i caﬂed 13 to work pursuanl to Section
7 of this Article. AR

& Upon’ fitification atid ‘approval of this agreément, employees assigned
ST staﬁdby dhity! i %vrlhng (scheduied), sha‘ll receive $1.00 for each one (1)
horbf stdndby diity.”

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

w1 chasgificatidng of employees deslgnated by the Administrative Division
- Hendg to'teceive s’mntiby pay '

¢.  Those employees ass:gned to standby duty in writing (scheduled) shall
< vrectivercall back pay when called back to the hospital providing they

=telock: in when ?&tungto the: huspltal and clock out upon concluding the
o dutaes mvo!ved m *he dall back

Sy

d. Those employees who fall o report for duty within thirty (30) minutes
e o fom the timérthe call is placed to the employee 1o fetum to UMC while
“+ ‘hiefshe i§ in a'standby status shall result in the following progressive
discipline for each offense within a coritinuoos eighteen (18) month
penod

w (1) first G't’fense wrttten wammg
(2) second cﬂbnse ofie (1) shlﬁ Suspensmn wnthout pay
(3) third offense - threé shift duspension without pay

{4) fourth offense - suspension pending termination.

e.  Anyemployee who fails to report for duty or any employee who fails to
report for duty within the first sixty {(60) minutes from the time the call
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was placed shall be considered to have not shown for the calt back.. Any .
employee who fails to report for duty while in a standby status shall be .,'
subject to the following progressive discipline for each incidentin a
continuous cighteen (18) month period:

(1) first offense - Twenty-four hour suspension without pay'.

(2) second offense - susptmsioﬁ beﬂding tenninatio'ﬁf o e
£ Should an employee show a pattern of failing to return. to UMCiop-a .-

. pattern of failing to report within the thirty (30) minute time.frame;: lhen

the employee may be moved to the next level of dlscnplma Ghten i

TR

7. Calli Back Pay Employees asslg;ned fo standby dmy in wmmg (sa:hpduled) wWho

are subsequently required to retur to the hospital to perform their.duties after,
having left work shall receive a minimum of one (1) hour: of work at.overtime -
rates including applicable shift differential and/or critical care p:cm:um. unless
the individual is called back to rectify his/her own etror,

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.
UMC reserves the right to refuse to pay call back payifithe clacks;
in/clock-out requirement is not met,

b.  Employees may not indishé_rimin'a.:e.l-')'r retumto fhé hospnalon ;._c_alil back
basis and will be paid only where the appropriate authority authorizes the
request for the employee to be called back. -

¢.  All employees on standby who are called bak:h_: while in 8- standby status
shall be guaranteed one-half ('4) hour tfravel time.pay to retumn to the
hospital and one-half (%2) hour fravel time pay:from-the hospital, which
shall be pald at the employee's regular strmght time hourly Tate of pay.

. No Pyramiding: Compensauon shall not be pald more than onqe fo; lhe same

houts under any provision of this Article or Agreement except as ﬂsfeed to by
the parties in Section 6 of this Article. .

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

arising in care of patients and providing supporting services necessary in the
operation of UMC, UMC shall have the right to requite overtime work and no
employee has the nght to consistently refuse to accept overtime assignments
which are necessary in maintaining the level of care and services required in
providing safe patient care and effective operation of UMC.
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10. All employees required to work the foliowing holidays will receive one and

64-"-

one-half (1 %) times their regular rate of pay, including differentials, for all
hours worked

Ne’w Year's Day ' -January e

: " Memorial Day - -May, last Monday’ -
"Independence-Day: woojulyd o it
*Labor Day - - September, 1st Monday

Thankagiving Day Novémber, dth Thursday

Chnslmas Day December 25

. Employees ehglble for hohday pay shail be in pay-status the last scheduled

working day before and the next scheduled ‘working day followmg the
demgnated hohday to qaahfy fm hoilday pay
SR i R
ARTICLE 18
Shil‘l Dil’ferenlinl

FRTIEI N Eo

. -Shlﬁdifferem:ai is daﬁmed &s the premiem authonzed to be paid to an employee
~sbove hisher regular smnght nme haurly Tate of pay for workmg a scheduted

shlft dfher than a day shrﬁ

"

:-' Sh!ﬂ d-iﬁ’erential is appﬁcable only to: lliose hours worked between 1:30 pm.

and 7: S:om: provided: four G oF mate consecutive hours of the shift are
worked between 6:00 p.ri. and 7:00 d:m; and to any hours worked between
6:00 particand 6:00 a:my regardless 'of starting or ending times of the shift.

For purposes of this Article, an evening shift is defined as beginning prior to

Ai1:00-p. m;,  § mght shlﬂ :s deﬁﬂed* asbegmmng at or aﬂer 11‘00 pan.

et

-.-Slnﬁddferentml will bﬂe pald only for hours: actually worked, and will not apply

to Consolidated Annual Leave, severance, EIB leave, or any other non-working
pay.

i i

Eﬁ‘ecnve upon ratlﬁcattan and approval of thns agreement shift dnfferentlal shall

- be paid-using the foliowlng rates

a. Regular full-time and part-tlme employees working an evening shift shall
Teceive a shift premium of $1.20 per hour.

b.  Regular full-time and part-time employees working a night shift shall
recewe & shlﬁ premlum of $1 40 per hout.

lf an employee s w@rked sl'ﬁﬁ hours overlap from the evenmg to night shift,
hours from 1:30 p.m: to 11:00 p.m. shali be paid at the evening shift rate and

hours from 11:00 p.m. to 7:15 a.m. shall be paid at the night rate, provided the
overlap is at least orie (1yhour in duration.
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ARTICLE1® . . - 0 g s W0
Acting Appointments. . SRR

1. An employee who is temporarily assigned in writing or scheduled by U'MC to

fully perform the functions of 2 classification in a higher salary range shall be
paid five percent (5%) above his/her regular hourly rate or the minimum of the
higher salary range, whichever is greater, for &il hours actually worked inithe
higher classification, The employee shall continue to receive anyapplicable
shift differential and critical care premium.during the acting assignment.;
pmv:ded the employee continues to work a shift eligible for a differential and/or
is working in an unit identified in Article 20 (Section | or Section 2 as
applicable) of this Agreement. Acting pay for periods up.to thirty (30)calendar :
days requires the written approval of the department manager-and may- not.. .
exceed thirty (30) calendar days without the approval of the Hospital: .
Administrator, No acting pay will be gwen wlthout the appropriate wrmen
approval. .

A bargaining unit employes shall not be required, (but may voluntarily) serve in
an acting appointment to a position or classification whighiis ekcladed from the
bargaining unit. Exceptions to this provision may.oceus inthg;event the hospital
is required by law or on a short tern basis (defined as:lgss than thiny (30} . -
consecutive days) to have an individual serve in an acting capacity. In such
cases when an employee is serving in an acting capacity. on antinveluntary basis,
that employee shall not be required to discipline or.evaluate those, employees
over which they are assigned to supervise. . Further, to ayaid.a sonflict of .
interest, a Union Officer or steward shall not be:required to servein-an .acting :
capacity.

. Inthe event a bargaining unit e_mplayee ua_rmmy SeLves in'an!asting capacity

for a period in excess of thirty (30) calendar days, he/she may be required to

perform the full duties of the non-bargammg wnit: po*mon mcluswe of dlscipllne
and evaluation of employees. . S, . oo v

. Upon reguest from the union and within fourteen (14) working days of the

-request, UMC will provide a report identifying, by name: ‘the employee’s
classification, acting appointment assigned to, initial date of appointment, and if
appropriate, the expected duration of the assignment.

ARTICLE 20
CriticalCaraPremmm S T K

. Each licensed or registered nurse or charge nurse pemanently aasigned 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 umits: ICU, CCU, BCU, NICU, PICU, SCU, TICU, IMC, L.& D,
Ante-Partum, Surgery, Oscopy, Day Surgery, PACU, Adult.Emergency Room,
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Cliest Pain Cemer, Travma Resuscilmldn, Pedmtnc Emergency Room, Critical
Care Trausboit 3 West and Cath Lab e o

The curient practlcl: relative io empioyees floatmg to the above identified areas
w1ll p‘rlevai[ for the duration of thls Agl'eemem '

N "‘KRTEC‘LE‘Z"I'E"" o
Consolidated Annusal Leave

Eligibfé-enployees shall dccive annugl leave at the following rates based on
hours worked and benefits pmd bp to 8 maximum of 80 regular hours worked in
each paY piriod, (1Wi'(2) consEcutive work Weeks) (excluding regular hours

worked as double back which are not authorized by the Administrative Division
Head).

b gbigeale o FDaw o

Length of Service Raie'of Aceryal
“3.077 hrs./80 hrs. worked

5.2769 hrs./&0 hrs. worked
"8.3077 hrs./80 hrs. worked
" O.846" hrs. /80 hrs. worked
I 3847 hrs !80 hrs worked

0 - 90 days
91 days - 12 months

13 mdnts - 48 months
49 'foritHs w108 momhs
4100 mbiths & over’l

Pherielie ke JHE T TR

Ugion comiplétion of thé 90’(h day of employment the employee's CAL Bank will
be credited with an additional twelve (12) hours. Upon completion of the
twelfth month of emploympnt lhe employee s CAL Bank will be credited with
an a.ddmdnarl eighty (80] hours

1l:,'c‘ni%ohdated AnnuaT Leave may not be accumulated to exceed 320 hours
Hsdf the émployee's atiniversary date.

b.  in the event an employee is unable to take CAL because of staffing
" ¢figitages 6t other teasons in hishher area, despite a timely request to
*-§ehiediile CAL, ‘that‘émsloyee will be permitted to carry over that amount
of CAL which he/she was not allowed to take only if the employee
requested to take leave nmety (90) calendar days prior to his/her
o anmversary date o
LS it N ) )
- -Einployees h‘h\ring 280 or mote hours in the CAL bank shall be gtanted up
t(r_fqrfﬁ {40) hoiirs off on request, unless prohibited by an emergency.

d. - 'th cisés of emergency or hardship as defined by UMC, employees may
" apgly to the Hospital Administritor or his/her designee to sell up to forty
{40) hours of CAL. The decision of the Hospital Administrator or his/her
designee regarding the awarding of this emergency or hardship request
‘will be final, _l‘Ji'n'ding and non-grievable.
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e.  Anyemployee with ten (10) years or more of creditable service is eligible -
on their anniversary date, to submit a written request to the Assistant . -
Administrator, Hutman Resources to be paid for twenty (20} hours of
Consolidated Annual Leave, provided the employee has used at least .
eighty (80) hours of Consolidated Annual Leave (excluding CAL snck)
during that anniversary year and carries a minimum accumulated balance
of 300 hours. Payment will be made in the second full pay period
following the employee's anniversary date and taxed at the current
supplemental tax rate. ' '

1

. Annual leave days, except those due to emergency iliness or other emergengy

matters, must be submitted in writing in advance. and approved by the
immediate supetvisor. Under normal clrcumstances the followmg advance .o
notice is required. :

Legy uested Advance Notice Required

40 hours or more . 2 weeks B T
16 - 39 hours ) week T
Less than 16 hours 24 hours

Leave requests of forty (40) or more hours, made more than, twn. {2) but less
than four (4) calendas months in advance of the first day of the leave requested,
will be approved or disapproved by the supervisor within fifteen (15) working
days from the date of the request. Management reserves the right to cancel

annual leave requests in cases of emergency and.for to ensure sufﬁcieq! stafﬁng
levels. _ o

T

In an emergency situation or should 1llness occur wherem the employee ls -
unable to report to work at the beginning of his/het next schedited shift, the
employee’s immediate supervisor shall be notified at least one.(1) hour prior to
the start of the scheduled shift to recewe leave w1th pay, oﬂlerwrse the first day
will be Leave Without Pay.

Physician appomtments dental appomtments personal or famlly matters which

must be scheduled by an employee during histher regularly scheduled shift will
be charged to the CAL Bank. .

When an employee is ill, the first sixteen (16) hours shall be charged against the
¢mployee's CAL bank. Should CAL bank accruals be less than sixteen (16)
hours, the employee shall be compensated for the amount equal to the accrued
hours in the CAL bank. The remaining hours, up to sixteen (16) hours,
exceeding the CAL accruals shall be charged to approved Leave Without Pay.
Should personal illness require an employee's absence from work for more than

sixteen {16) consecutive scheduled working hours, the provisions of Amele 22,
Extended Hiness Bank shall apply,

When leave days are required for personal illness er injury, UMC teserves the
Tight to request a statement from the employee's private physician, when abuse
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10,

12

13

of sick leave is indicated, or to establish the: employée’s fitness for duty after an
absence of five (5) days due'to illness or injury. The phymclan s statement must
indicate whether or not the employee is able to fetum to his/her responsibilities
with UMC, the' annclpated date the' employee will be able to return to the work
foreé, and verification‘of htﬁpﬁal- admlslsron 1f the employee was hospitalized
for the 1llness or m_mry SIS y

Upon separanon fromi‘service for any cause, an employee shall be pald a8 lump
sum payment for atty wnused or accanilated annual leave earmed through the
last day worked up to a maximutn of 320 hours. Payment for unused annual
leave will be al the employee's base hourly rale on the last day wcrked prior to
separatwn

Many departments i UME are closed or staff levels are reduced to only
essential personnel to obsérve’ traditiénal helidays. When that occurs, the
employees) shall be paid from the CAL bank. If the' CAL accruals are not
equal-tothe timé 1ost from work because of department closure, the employce
shall réceive payment equal'tothe-total CAL dcerual, and the remainder of the
ume lbsl shall be ehnrged to appt‘oved Lea!ve Wuthout Pay.

It ls ?ehe departmeﬁt mnager’sw&sponsxbﬂny to either close the depariment or
schedule only those employees essential to UMC operations for work on a
desugaated hohday The followmg are conmdered traditional holidays;

l

New Yem‘s Day Maﬂm Luther King, Jr.! s Blrlhday
Phesident's Day :-- = k.0« . "Memotial Day

Ind=pentence Dﬁy' - - Labor Day

Nevada Admission Day' 7 Veteran's Day

Thanksgiving Dny " Day aﬂer Thﬂmksgmng
Christmas Day™ g

Any day local govemment ofﬁces are reqmred by state law to close for a legal
hohdnY

HETEI re o o

. Wheh requesnng ‘the use of CAL time under Section 3, employees shall not be

required to explam fhe 'pm*pcse of the: leave

b

For prrposes of employem who work in & twenty—f'our (24) hour classnﬁcauon,

schedulmg of‘ prtme hloltdays WIII be ona rotatlonal basis. Prime holidays ate:

Thanksgl\nng
Christmas
New Year's Day

- Donor Bank: An employee may donate unused CAL time to a fellow

employee pm\rlded ‘that’ employee has exhausted alt CAL and EIB, unless the

-fellow employee was prohlblted fibm or did not qualify to use his/her own EIB.
“The employee recipiént iiay utilize such donated hours for the purpose of caring
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for a member of his/her immediate family (as defined in-Article 23, Section ..
6(a)(2)). The employee shall make the transfer by designating a specific. ., -
number of whole hours to be transferred to a designated employee. , The l}gu;g o
will be converted to the donor's hourly rate and placed in a designated recipieqt,
donor bank (subject to any. federal or state law), Donor banks set aside.for the. -
recipient will automatically be used based upon the recipient’s hourly rate,.1Any
unused donot hours will be paid in the recipient's final paycheck; or at the
option of the recipient, such unused donor hours may be assigned or. ransfgn

to an employee quahfymg for donor bank parllclpanon in accordance. wnf(‘h .tms

IEE]
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An employee who voluntarily changes hlsfher status from a pennanenla i,

benefiticd employee to a per diem status empioyee shall receive payment for ali
accrued Consolidated Annuel Leave (including any urused donor heuys: - 2. -
pursvant 1o Section 8 of this Article), shall lose all seniority vnder Article 29 of
this Agreement, and shall receive paymert, if any, for any earned:langevity ;..
(pursuant to Article 27 of this Agreement) in the pay period =follnwingminety-. J
(90) consecutive calendar days from the movement to per diem,siatus. ., Orice :
the employee changes his/her status to & per diem status, should:the.per diem-.:
employee wish to convert back to full or part time status, he/she must compete

and be selected for a permanent position. Once selected theqeiwloyee shall be
rehired based on the followmg rules: By

L e

a.  If the employce was in the per diem status for motre than ninety {90)
contsecutive calendar days and upon sehire as a regular full'or part-time -
benefitted employee, the employee. shalt be given a new benefitacerual
date and will be eligible to receive berefits based on this new;date. . The
employee does not retain any previons benefits, acerual ratgs, or service:
credit for previous full or part-time employment for the, purppses of

computing seniotity, longevity, Consolidated Annual Leave gceruals, o;:
group health insyrance benefits,

b.  Ifthe employee was not in the per diem status for more than ninety (90}
* consecutive calendar days, then the employee is not eligible to receive

payment for accrued Consolidated Annual Leave, nor.does the employee -
lose any seniority. However, the employee’s longevity. date shqll be .
adjusted, on a day for day basis, for time spent as a per diem status
employee. Upon rehire in a full or part-time benefitted position the -
employee shall continue to accrue benefits at the level he/she was:
accruing vpon change of status, and ag appropriate, based on the rehlred
position {full or part-time benefitted position).

ARTICLE 22
Extended Illness Bank
Eligible employees shall accrue compensated leeve time to l‘;e tlSQd in cases of
extended illness or injury at the rate of 1.846 hours for each e;gh_tx_(_BO) hours
worked. Accruals will be based on hours worked and benefithours paid up to a
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maximum of eighty {86) hours per:pay period:(a two-consecutive week period,
excluding overtime arid regulir hours worked as double back which are not
suthorized by the Administrative Division Head). -

. Extended illness is defined as any illness necessitating hospitalization as an
inpatient; or an absence of thie émployee for vutpatient surgery, excluding -
simple (dental) extractions or an employees’s ahsence of more than 16
consecttive scheduled Mrork hem's ot

1.0 - K o

. There shall be a maximeny of"ﬁ}ﬂ hours acerued in the employee's extended
illdess bank. . All-dcorwed Extonded Hiness'Bank hiours in excess of 720 hours
will automatically be placedin the-employée's Conselidated Annual Leave’
bank, [fthe employee's BIB balsnce fafls below 720 houss, the EIB accrual
shall stop being placed in the employee’s CAL bank untii he/she has again
reached 720 hours in the EIB bank.

. Mt H I]T1 e '::‘E' i ";' s

. If an employee is hospltahzed he.fshe shall be pmd dlrecﬂy fmm the Extended
illness Bank after the department manager receives proof of hospitalization.
Should the hospitalizdtion periéd excéed the Extended Tliness Bank days, CAL
days may be used to coverthe total hospitalization period.

» When an employee has been off work due to an extended illness or injury as
-defined 1h Sec"tton b4 ahove, for'mﬁre thansixteen (16) consecutive scheduled
“Worl:hours! starting with the seventeenth {1 7th) hour, EIB accruals will be used
to continue the employes’s basé pay.

. An approved stitément froni a'$taté licénsed health care provider in an

approptisié discipline may be ‘reqmred by the depamnent manager before
authotizing £1B hoars. *

Lo Mol ChgE

. Donor Bank: Once a recipient as defmed in Arncle 21, Section 13, has

- depleted his/her EIB ahd CAL'time; ‘he/she: miy utilize théif Donor Bank.
Donor bisinks set aside'for the recipient will autoriatically be used based upon
the recipient's hourly rate: Any uniiséd donor hours will be paid in the
recipient's final paycheck.

. Any employee who was terminated as a result of a layoff pursuant to Anticle 12
‘of thiz Agreemtiénit and wh i3 subsequently recalled, shall have his/her EIB
Balance _rei_nstatéd upofi accéptance of the offer of recall.

K ARTICLE 23
LR Misce_lla'-nenus Leaves

. Military Leave: Military leave shall be granted in accordance with applicable
“state and federal laws. "Afy perrianent full or part-time employee who isa
member of the orgahized U.S. Army, Navy, Air Force, Coast Guard, Nevada
National Guard or Marine Corps Reserves shall be released from his/her duties,
upon presentation of the appropriate orders, and shall continue to receive his/her
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regular rate of pay from UMC as prescribed by NRS 281.145, and any payand...
benefits as provided in the Uniforimed Services Employment and Re-. «itot
employment Rights Act of 1994, for a period of not more than fifieen (5.
working days per any one (1) calendar year.
Jury/Court Duty: An employee who serves ona jury or appears m murt on.,
behalf of UMC, for any purpose which causes a loss of regularly schedubed -, -
work shall receive regular pay for the time lost. Time spent in coust:an behalfof
UMC shall be considered as time worked for the purpose of calculating
overtime, and shall be paid at the employes’s regular rate of pay inchididg il -
applicable differentials. . An appearance in court on behalf of UMC is.defined to
include, but is not limited to, pre and post.court preparations, depositions;.
interviews, questionnaires and mvesnganons, as. well s, anyactual court - -
sppearances or testimony. e B -
a.  The employee must show evidence of the summons to the superwsor upon
receipt, S Lo IETERI

b Ifthe employee is not selected for ]ury dm:y or is releaeed,, heﬁehe sha]l
return/report to duty if the emnloyee has been.in the jury.process for Iess
than four (4) hours.

¢  Ifanemployes is selected lo serve on a._'il.;t"y, Ihe}éﬁe “"R i;get:be reqwred 7]
wotk the day that he/she serves as a juror. The employee WIII be requn‘ed
to report histher status to the supervisor, on a daily bas,l,s,

d.  Ifaday shift or swing shift employee (defined ag an employee whoge -
regularly scheduled shift ends prior to.twelve a.m. mjdpight) has been -
involved in the jury process for an eight (8) or more hous period, then .,
he/she shall not be required to report for duty that day.

e Compensatwn apphes only to the regularly scheduled huurs of work m:d
no benefit shall be paid for time spent as a juror dunng which the
employee was not regularly scheduled to work.

f.  Jury Duty:

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

- o EPRTI I O - FREEINY £
(2) If an employee is required to repott to jury duty on:a day that-would
normally be a day off, the employee is not entnled iao compensauon
from UMC. _ : .
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*(3) 1f 2 night shift employee has jury duty during the day, but has no jury
duty the next day, the employee; if scheduled to work that night, has
the option of reporting to work or taking Consolidated Annual Leave,
pursuam to Article 2 3 of this Agreement. :

._E.‘ :-=,cir“ftnu‘y A
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(4) Ifa night shift employee is not scheduled to work the night prior to

jury duty; but is scheduted to work the: tiight of the jury duty, then the

employee will be released from work the night of the jury duty, at

hls}’herrequest pro\ntled the prowsnons of Section 2 (b) above are

" ‘met, and the employee shal! receive his’her regular rate of pay for the

Seheduled hetirs of work for that ‘night, less shift differential.

'(5) For scheduling purposes, and prowdmg the employee has notice, the
employee is required to notify his/her manager whether the employee

__intends to return to work or take Consolidated Annual Leave, at least

Vol "(4) hours pnor to the start of the shtﬁ '

g regular strmght tlme rate of‘ pay shall epply for the time spent on jury
* duty and will riot be counted as hours worked for the purposes of
computlng overtlme

The employee shall present the jury duty reporting fee (excluding
. bayment for, m1lqageg to-the.agent of the hospital finance officer. Only .

upon receipt of the jury fee.shall UMC pay the employee for the time lost
from work.

. '_('_!"L;[f,g.n_ight:ﬁhi'ﬁ mployefe;(deﬁoe}.l asan employee whose shift requires

Wi, Rim/herto work past twelve a.m. midnight) is required to report for
.+ court: dgty on-aday that hé/she would have normally worked, he/she
«+.15hall-be releasec. from work the night prior to the appearance, if the
employee requests,  and ‘shall be paid for the regularly schieduled

hours of work less shift dlﬁ'erentlal

R s

(2) If a night shift employee has court duty during the day, but has no

-t cotrt duty the next day, the employes; if scheduled to work that night,
¢ #*has'thie opﬁon of reporting to 'work or taking Consohdated Annual
o Lewe pursuant % Arhcle 21 of tlus Agreemenl.

u

(3) If anight shift employee is nat scheduled to work the night prior to
- gotrt duty, but is scheduled to work the mght of the court duty, then
the employee will be released from work the nighit of the court duty, at
his/her request, provided the provisions of Section 2(b) above are met,
and the gmployet shall receive histher regular rate of pay for the
schedufed hours of waork for that night, less shift differential.

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

(5) If an employee is required 10 report t,o: coutt duty on & day or at a time
that would normally be considered time off, the employee is entitled
to compensation from UMC at the applicable rate of pay and will be
counted a5 hours worked for the purposes of computing overtime.

3. Leave Without Pay: Upon ] advanced wntten appllcatlon 10 the depaﬂment
manager, a regular status employee may, in UMC's sole discretion, be granted a
leave of absence without pay fot a period not to exceed thirty (30) cnlendar
days, without prejudice’to hlsfher status, but no lea\re credits shall accrue durmg
any such leave period. e

a,  Unpaid leave of absence wdl be granted in thlrty (30) ea.lpndar day
increments only and extended only when, prior to the expiration of the
initial leave period, an employee requests, in wntmg, an extension of the
leave period wuh the supporting documentatlon 4 supemsor may require,

b.  Employees shall not be required to use any pald leave pnor ‘to bemg
granted unpaid lea\re i
4. Bereavement: In the event ofa death in an employee s nnmedlate falmly (as
defined below), the employee shall be entitied to: ' 8

a.  Three (3) days off, with pay at his'her regular rate of pay mcludmg
differentials, to attend the funeral or memorial service, of td 4étend to the
settlement of the estate of the immediate family member. Such release
shall not be considered as hours wotked and will riot be countéd towards
overtime. Leave must be taken within thirty (309 catendai days of the
immediate family member's death: In additionsanemployee thay request
to use additional CAL time for bereavement pumposes. Thierequest may
be granted at the discretion. of the Deparunent Head

b.  UMC reserves the right to requeet proof of dealh

c.  Immediate family shall be deﬁned ass Spouse, Spou_sal' Equivalent, Son,
_Daughter, Father, Mother, Brother, Sister, Grandfather; Grandmother,

Grandson, and Granddaughter, Providing the familial relationship
remains in tact at the time of death the employee’s Step-Mother, Step-
Father, Step-Son, Step-Daughter, Step-Sister, Step-Brother, Step-
Grandmother, Step-Grandfather, Legal Guardian, Legal Ward, Daughter-
in-Law, or Son-in-Law, o e

d.  Anemployee wishing to attend the funeral or memonal service for an
Aunt, Uncle, Niece, Nephew, Mother-in-Law, or Falher-m-l..aw may use
up to three days of CAL or leave without pay (at the employee’s option),
upon submission to the employee’s lmmedlate superwsor.-"mana,ger for
approval.
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e.  Such-leave shail l'IO‘t be cdnmdered en absence for purposes of Article 37
of thlﬁ agreement
5. Famiry Leawe Any full or part-ume eznplbyee not covered by the provisions of
the Family Medical Leave Act of 1993 may request a Family Leave without pay
uptoa maximum of ninety (90) ealender days for the following reasons:

a. * T4 atterid to the needs of & nevwborn or newly adopted child.

b.  To attend to the needs of a member of the immediate fainily (spouse,
children, legal ward, mother or father) recuperating from senous iltness or
Gt Injﬁt'y requirmg cmloihal cal'c or hosplce care,

The empioyee shall applﬂo the Beparrmem Heed who must submit the request
to the Assistant: Admimstrater, Hurilan Resouttes for ﬁnal approval, UMC shall
base the approval on th'e fol}omng’ crnena g

a. Need for Ieave can bé venﬁed (Release o'f Informatlon fonn)
AT Ll T RN
b. Empleyee must provide‘ 4 minifium of two (2) weeks advanced written
notice of the n_eet_i__fn?r__tlye_ leave to the department manager.
6. UMC shali continue to provide benefits in accordance with the Family and
Medical Leave A_ct of _1993 mcludmg the fol!owmg additional provisions;
a Pui-pn‘se gty accordapce ‘with the Family and Medical Leave Act of 1993,
thié provisidns of this Collectwe Bargmmng ‘Agreement and UMC
P‘ firiel l‘ohey Aiticle “X” and Personnel Procedure #8, as in place
n ‘the ritification ofthls Agreement, and as ¢larified and/or modified
' as coﬁtﬁmeq‘be}nw shal] not be amended or. changed unilaterally by
UMC’ Yrthéss }equu-ed by law. UMC shall continue to grant job protected
gty and medlcal‘leaire io ellglble eriiployees for up to the maximum
period as provided for undér the FMLA and the terms of this Agreement
(up to at least twelve (12) weeks during a rolhng twelve (12) month
 period; and 1o the exteitt allowed by this Agreement) for any one or more
" ofthe fbllowing réasons '
S T :
{’I) The birth of’a son or daughter and to cdre for the newborn child or the
PR *”i)}acement of : chlid wr{h the-employee for adoption or foster care; or
Dlre teep 280 YLD
(2) in ordert0 care for a family member (parents, spouse, child, legal
“ward) ‘with a' senous health condmon, ot

U RITE A

MY e tady

(3) the employee‘s own serious health condition that makes the employee
u’nable to perfonn the ﬁmcflons of his/her classification/position.

44

muumuummmm

Intermlittent or Reduced Leave: An employee may take leave, . :
intermittently (a few days or a few hours at a time), or on 2 reduged work
schedule to care for a family member with a serious health condition or
the employee’s own serious health condition, when it has been determined
tobemedlcallynecessary S IR

{1) Medically necessmy ‘means there musl be'n medlcal need for the leave
as distinguished from voluntary treatments.and proceduges ang that
the care can best be provided on an intermittent or reduced leave
schedule, S L . .

(2) The employee may be required by UMC to transfer. temporarily to a
position with equivalent pay and benefits (including the employee’s
regular rate of pay and applicable differentials) in ondec.to better -~
accommodate recurring periods of leave, when the leaye js
foreseeable, because it is planned based on sc,hedp]emgl]oal .
treatment, 1f the employee is temporarily transferred, the employee
shall be allowed to retum to the position the employaeheld. .-
immediately preceding the transfer without loss of seniority, pay or
any benefits, in accordance with.the, following;1 e it :

{a) IntermittenUReduced Work Sclledule due to en employee s
family member’s serious health condition: . . .

(1) When UMC determines that a ternperary
transfer/reassignment is needed to accommogate. an
employee’s intermittent or reduced work schedule for an
approved family medical feave penod the employee
retains the right to transfer back to the. prewpqsly held

~ "position, without Toss of pay, semorlty or any.t beriefits
* provided not more than 180 calendar days have Japsed in
the temporary assignment and the reason for the temporary
reassignment has heen resolved .

" {(2) Ifmore re than lS_l'.!' celendnrd_ays but less than 365, calendar
days have lapsed in the temporary assignment, and the
reason for the temporary reassignment has been resolved,
the employee may request, in writing to be returned to the
previously held position, and he/she shalt be returned,
provided & vacancy exists. If a vacancy does not exist
upon resolution of the need for the temporary -
reassignment, the employee shall be entitled non-
competitively to the next available position in the

 employee’s previous classification and department, within
twelve (12) calendar months of return to full duty. The
employee does not have any bumping rights to his/her
previoys position. If a position becomes vacant after the
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+ v twelve (12) calendar months, the manager refains the
- - exclusive right 16 hon-Competitively return the employee to
- hishérprevious position/Classification,
(3) 1f more than 365 catendar days have lapsed in the
temporary assignment, the manager of the employee’s
ke s previous degiartinent vetains eXclusive right to non-
R R LR compennv‘ery’remm the employee to his/her previous
posmon

{b) Intermittentmeduceﬂ Lea\re' wheri an employee has a need to take
- interinittent/réduced lezve for his/her own serious health condition,
JEREE UMC niiy détenmne thata temporary réassignment is necessary to
+ - accothifioddte an employee’s fequest, Should the employee be
e tetitporarity readkigned, he/shie retains the right to transfer back to the
w - previdukty higkl posmon, withott foss of seniority, pay or any benefits,
providinig riot mére that 363 calendar days have lapsed in the
. or<i temporary dssigniment and the employee is released back to full duty
o egtatese HUMC filled the vacated position and the employee provides
a written request to’ ‘Howman Resourees, he/she shail be non-
competitively placed into the next available position in his/her
previous department. Re-employment rights are limited to any
vacancy within the twelve (12) consecutive months immediately
~ <folowing the erﬁployee s retiirn to full duty status. 1f more than
twelve { 2) eonse&iiti’v momhs have lapsed since the employee
i Juty sf etus, and no posntlon became available during
. 3 n,;he manager retains.the ex.cluswe right to non-
eompet;pvely retum the employee to h:s.-’her prewous position/
p!esglﬁeatlon e :

e (c,) Applleatlon forFMLA lfen employee is utlilzmg accrued leave
~onf o (CAL or EIB) and UMC determines that the reason for such leave is
an FMLA qualifying event, UMC shall notify the employee of histher
FMULA rights. It is the employee’s sole decision whether or not to
+ * apply for the FMLA for each such event.

- s¢dy'Dohior bank: -if an employee qualifies to use donor bank hours

pursuant to Article 21 and Article 22 of this Agreement, then the

employee may utlhze Iusfher donor bank for the FMLA absence.

L te) Consecntlve Leave:

(l) Employees retumxng to a full duty status upon completion of the
Coy e ,approved consecutive FMLA leave period, including any
", .. additional leave as outlined below (regardless of the reason for
... the FMLA Jeave), shail be returned to his/her current position.
Assignment to an equivalent position will only be permitted if
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{f) Leaveof Absenee:

(1)

the original/former position. no longer exists; or if the employee
is incapabie of performing the essential duties of the
original/former position; or if the position has been identified by
both UMC and the Union as a key posmon and that position was
subsequently filled. .

If an employee is assigned-_to an eqoivalent_position upon return
from an approved consecutive FMLA period (regardless of the
reason for the FMLA leave), he/she shall be entitied non-
competitively, upon written request to Human Resources, to the
next available position in the employee’s previeys department,
provided the employee is still qualified to perform the essential
functions of the previous position. Re-employment rights are
limited to any vacancy within the twelve (12) consecytive
months immediately fallowing the employeg,s retym,to work.
Should more than twelve (12) consecutive;months have lapsed
since the employee s retuim and no. vacancy orcurred within the
twelve (12) consecutive months, then the manager retains the

_ exclusive nght to nop-competitively retumn the emplayee to
~ his/her previous posmon. Iassﬁcatton; NIRRTV

Pk

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

as possible and prior {o the explration of the appmved FMLA
period. -

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

(b} Upon completion of the additional thirty (3'())' calendar
days or less leave of absence, if the employee is unable to
return to full duty, based on a continuation of the serious
health condition of an immediate family member, the
employee shall be suspended pending termination for
failure to return from an approved pieriod of family medical
leave. But in no case, if the termination is upheld, shall
this be construed as a disciplinary termination.
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. {2y Upon completion of an spproved consecutive FMLA period, .
any employee who has been employed by UMC for more than
120 months shall be provided not more than two (2) separate,
+ . -thirty (30) calendar day leave of absences for the continuation of
¢ oy o the seridus health condition. The employee must submit his/her
4 ¢ request in writing and provide documentation from the health
2o .. Gare provider recommending FMLA, of the medical necessity
i e ¢ for the coptinuation of jeave. The employec’s written Tequest
i oun. .. Musthe ,submltted tothe employee’s managet/director as soon
) as possnﬁle and prior to the expiration of the approved FMLA
period and each extension thereof.

(8} Upon completion of the additional leave of absence(s), but
not more than sixty (60) calendar days, if the employee is
... ,.,motable to retur:to a full duty status due to his’her own
S e . Seriqus. health condition, the employee shall be suspended
ELTRTRPR (9% pendmg medtcal separanon‘

..f.-f NN

(b) Upon completlon of the addmonal Ieave of absence(s) but
not more than sixty {60) calendar days, if the employee is

4 '."*'- 'nbt ‘able to réturn to full duty due to the continuation of a

serluus health*conﬂmon of an immediate family membex,

~ thé employée shail be suspénded pending termination for

e *“Faflure’ 't refirn from an approved period of Family

At f " ’ ”. o Medical Teav But in no case, if the termination is upheld,

: ' i% - ;h ‘8h I Ithls‘bé construed as 2 disciplinary termination,

7. CATRSTHDPHIC MEDIC.@L LEAVE the purpose of this paragraph is to
identify when UMC shail, app]y cestain Job protecuons as aresult of a
s:atastrophlc medical evgn}, e el

teel . ‘ !
Wi A catastrophw medical event shall bedeﬁned as an: unamlclpa:ed and
¢ u. debilitating injury-or Hiness rendering the employee incapable of
2+ -+ performing the essential physical requirements of tiis/her job for more
- than three consecutivé months (for eitample: cancer, heart attack, stroke,
back surgery) and which keeps the emploee from work during an
l:xtendecl treatment andfor rehablhtatlon period,

R SR TLNTPR T
e o de e

b ubt Ellgimlig_ m order ﬁ")r catasu'ophlc leave to apply the following must be
i‘(iet o

N et g, oo

(1) The emp!oyee tiust have been employed as a full or part-time
employee for at least five (5) consecutive years,

(2) The emplogee st have a catasu'ophlc medical event as defined
above : .

| (3) "Thé 'émpléyee must hav;e subrﬁitled for and been approved to take
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consecutive family medical leave (FMLA) as. deﬁned in paragraph
6&{e) above, - SR . .

" (4) The certification l‘-.'lf heal-tl-l caré pmvidef 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. 1€ the
employee’s medical condition changes priot to the expiration of
FMLA, he/she may submit medical docurientation to Human
Resources to that effect prior to ths iinal destgnanon of catastrophic
leave.

Job protection - employees meeting all the requiremems of subparagraph
b sbove shall be guarantead the fmlowing

. 2T

(1) After the approved 12-weeks of FMLA, the emp‘ioyee shall be
administratively transferred Fom hisfier original cost centerto a
holding cost center for a period of time net to-exceed nine (9)
consecutive months from date of the original catastrophic medical
event. S P

{2) if the employee is ,able- to retun to full duty before the nine (9)
menths identified in subparagraph 1 above, then he/she shali be
entitled non-competitively to the next available position in his/her
classification, prowded the employce meets the knowledge, skills and
competency requirements of that position (this may inciude the
posmon previously hetd by the employee, if available). This
provision takes precedent over Arlicle 11, patagraph 4 of this
Agrecment. In the event there is no position ayatlaplc avhen the
employee is returried to full duty ander this provision and the '
employee is subsequently medicaily sepacated aftef the hiné (9) ’
consecutive months, he/she shall be placed on a recal¥ Tist for two (2)
years from the date of medical separation. The process of recalling
the employee under this provision, shall follow tise frocess identified
in Article 12, Section 2, paragraphs 1 {excent for the period.of recall)
and 3 of this agreement. Employees medically separated:undler this
pravision have priority reinstatement over emplqyecs lmd off' per
Article 12 section | of this Agreement. .

(3) If the employee is able to retum to duty through an aocommodation
provided under the Americans with Disabilities Act within the nine-
{9) consecutive months from the original date of mjury,he(shg shall
be entitled to a posmon based on that accommodation (which may
include & position in a lower classnﬁcatlon) provided a yacancy exists
in the lower classification, e

(4) If the employee is not returned to duty under subpamgraphs 20r3
above before the end of the nine (9) month period idéntified sbove,
due to medical reasons, he/she shall be medically sépirated. Such
medical separation may be grieved per Article 9 of this Agreement.
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Voluntary Unpaid Leave (VUL): if an employee is scheduled to wotk and no
work is available and the employee'is called off, or if authorized under any
appticable provision of this Agreement, an employee elects to use Voluntary
Unpaid Leave, the employee may use Voluntary Unpaid Leave or CAL time at
the employee's discretion. CAL and EIB will continue to accrue for the number
of hours an employee ie on Voluntary: Unpald Leave,

Union Leave; UMC shall release from work up to five (5) bargaining unit
employees, when it has been determined by management that the release of
those employees is.operationally feasible, in order to conduct Union business,
not necessarily specified:or referenced in Atticle. 7. Thelength of time such an
employee is released shall not exceed twenty-eight (28) calendar days unless
mutually agreed upon by both the Union and UMC. No maore than five (5)
bargaining unit employe&s may be teléaséd under this provision at any one time.
Such einployees will Bk on Voluntary Unpeld Leave (VUL) and when an
employee has cornpleteﬂ hjs/her services; tie/she shail bé teturned to his/her
previously held position Wwithout logs of any status or benefit governed by this
Agreement. Itis underslood and agreed that such employees shall not be
utilized to oppose UMC on any issue, whether in the workplace, community,
coyrts ot | legislature.. The Union shall reimburse UMC for all costs associated
with employees who are, on. Union feave. including PERS contributions and
benefif. condinuatior, . The use and release of such employees will not interfere
with the-operational and staffing requirements of UMC or the released
employee’s department.. The Union agrees to provide at least fourteen (14)
calendar days advanoced written notification to Human Resources of the
bargmmng omt employees it wants released under this provision.

e ART!CLE24 R

Group lnsnrance AR
'u'i': -

ot Jll-.;- G

. UMC agrees to‘ptoﬂde medlcal dental, am‘n lzfe msu'rance at the level adopted

and. effeotlve Novemher 1 l988, for the lerm of thls Agreement
Ta be ehgxble for grotp inisurance aty employee must occupy a regular budgeted
position and work at least 20 hours per week and meet the necessary qualifying

penoﬂs assoclated wnh ‘the msurence program

il g NE ISV

. I: UMC shall pay the ﬁ.lll costof coverage for employees who elect coverage,

under the medical, tife, and.dental insurance plans for regular fuil-time
employees and for regular part-time employees hired prior to May 12, 1986, for

* the term of this Agreement. Should such employees elect to cover their

dependents under the insurance plans, UMC will deduct the following amounts
from the employee's paycheck each pay petiod to cover the employee's cost of
dependent coverage: - . . .-
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 CLARK COUNTY . -

SELF FUNDED - - gpN MO
Employee/Spouse $£25.50. . 325 8% it
Employee/Children $19.67 - 820,00 ftiu v .o
Employee!FaImly $38.16 $38 53

LI h A |

. For regular full-time and part-um emptoyees h:ted aﬁer Mny 12; 1986 whb

elect coverage, UMC agrees to deduet the following amounts framythe v -
employes's paycheck each pay petiod to cover the employee sohare of the "GOSL

for coverage under the insurance plens . L TR e
- e e PG g,

L Employee{ ,_Emplqyee{nnEmplnyeel
Seif-funded  Emnloyee , Spouse . Children ,
5 (20 hrs/week)  $65.04  $129.15  .5119.73 i $18046
6 (24 hrsfweek) ©~ $64.74 $122.74 © $113. ?5 i $‘#71 37,
7(28-31 hrsfweek) $58.43° 8311629 $1078 * S 20 .
.8 or above $00.00 5 6387 ' §756.94 " " lE‘I l96

Employeel Employél’l’ Employeef

HMO Emploves  Spouse - Childién'* Family '
5{20 hrs/week) - $56.19 : - "$113.72 " $102.67 LR 1T 62
.6 (24 hrs/week)  $53.32 ~$108.00 - -~ 9757 .~ +-$14495
T (28-31 hrsfweek) $50.45 $102.29 0 $-92.46:7 - 0813726
.8 or above $00.00 - . .-$ 5646 3 4846 R 2 85-58-‘ P

B It o
L

. For an employee granted an approved leeve of sbsence in accordance with

Article 23, UMC will pay the employee presmium and its share of dependent
coverage premium only if the leave is less than thirty (30) calendar days. If the
leave extends past thirty (30} calendar days, the employee has the option of
paying the premium, - In this instance, premiuin payments must be-received by
UMC no later than the 20th of the month for which the premium is being paid.
At the time of granting the lcave, the employee will be informed in wntmg of
his/her obligation for self-paymg prermums under tlns Art:cle s e

. In lhe event an employee is suspended without pey for a penod greater than

thiriy calendar days, the employee has the option of paying the health insurance
premium, In this instance, the premium payments must be received by UMC no
later than the 20th of the month for which the premmm ﬁhemg pald i

RHEFITE I Sy N ST

. Should an employee forfeit growp inswrance covetage due to nonvpaymem of the

premium during an unpaid absence of more than thirty (30) calenddr days, the
employee must wait the normal waiting period required by the tarrierwpon -
retuming to work before insurance coverage becomes effective: -~ ¥ .

. A difference between an employee (or his/her beneficiary) and the insurance

carrier(s) or the processor of claims shall not be subject to the grievance
procedure provided fot in this Agreement,
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9.

10.

11.

Employees may eféct to have’ groUp insurance deductlons subtracted from gross
incomie prior 10 federal incomie tax deductions in accordance with Section 125
of the Federal Tax Code and pay all associated administrative costs,

The employee's share of dependent premiums expressed in Section 3 and 4 of
this Article shall be raised by 20% of any overall premium increases for

dependems mcdrred by UMC on January I Of each year of this Agreement,

For regnlar-fitl) and part time employees who elect coverage, UMC shalt pay
100% ‘of the premium cost of 4 grotip 1ife insurance poticy, providing to each
employee an amount of coverage OF $20,000 based on the eligibility
requirements of the insurance plan. In addition to the coverage amount referred
to'in thid'seition, additional coverage may be obtained for full and part-time
employees through i alterative source; In the event such coverageis
obtamed"UMC’s con'mbﬁtwn shall not exceed 5200 000 per contract year,

FRRTTE I LT R R L N

MITICLE 25
Relirement Cnntrlhutiuns

R Rt

: UMC w:ll ipay the: empmyee's portion of the refitement contribution under the
‘employer-pay dtrntnbutidn'pl’an iti the manner provided for by NRS Chdpter’

286. % Ariy increases in the' percentage fate of the retirement contribution above

“the rate set foith ih'NRS 286.421 on May 19, 1975, shail be borne equally by

UMG atid the briployee in'thé matiner ‘provided by NRS 286.421. Any decrease
in theipeitenitagé skt of the retifément contribution will result in a

decrease; i‘Anty sueh increase i pay-will be effective fronv'the date the decrease
in the percentage rate of the retirement contribution becomes effective,

THe tetm “rétirement contributioii doés not include any payment for the

"pilrchase of prevtdus ch:dit sérwce on behalf of any employee

I

ARTICLE 26
Wnrker s Cempenntlon

. Under the provisions of an Agreement with the State Insurance Commissioner,

UMC agfees to: prowde employees with medical treatment and compensation

2.-

for ori-thie Hob injuries 6t occipationsl discases arising out of or during the
eourse of employment wuh UMC

“For Ehe'purpo!{es of thiis Atticle the following terms are defined:

8. Medical treatment is defined as all medical care rendered by a practitioner
licensed to prowde such niedical care, hospitalization, medication and
" niedical supplies ;ncludmg amﬁclal members as prescribed by the

ticensed ] pracutmner ‘and tmnsportauon costs as provided for in NRS 616
‘and 617.
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b, Compensation is defined as temporary disability payments if an e]npleyee

is off work for five (5) consecutive days or more, permanenl dlsablllt){
payments or awards and death benefits as provided for in NRS 616 and .
617,

3. When an on-the-job 1 m_]ury or itiness has been accepted and as a result pf that .

injury or illness the employec has been off work five (5) or more consecutive
days, the employee will receive, in addition to medical treatment, temporgry ...
total disability compensanon based upon a percentage of hlsfher averaged -
earned income. , , _

NEITIE

. Compensation payment is mede every ﬁﬂeen {l S) days retro,acuve to the ﬁrst

day lost from work. Continued compensation payments will be made every ...
fifteen (15) days until such time the employee is released to retum to work by .
the attending physician. The employee should keep the worker’s compensation
section of Human Resources advised of his/her work status to ensure timely
payments of compensation. .

R

. Compensation payments, as mentioned in Section 3, do not commence until an

employee has been off work five (5) or.more consecutive days.. For those .
injuries or illnesses which require less than five (5} days off, work the, employee
may elect to use histher CAL and/or EIB time, if sufficiant hours are available,
to compensate for tost time from work. The employee must notify the worker's
compensation section of Human Resources in advanee of the.date.the time card
is being completed if he/she wishes the lost time to be charged to CAL and.for.
EIB. Worker’s compensation is responsible for notifying payroll and.the -

supervisor of the emplpyee’s election. UMC reserves the nghl torequlre lhe
election in writing. . S

If the employee \mshes to receive full salary after he/she has been off work for
five (5) consecutive days, he/she may do so. by supplementing the compensation
check with CAL and/or EIB hours. The employee should advise the worker’s
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 dccruals pnor to or during the penoq of the 1ost

time from work as a result of occupational illness or on-the _]Ob injury,. the .
employee will be informed of such by histher supervisor and will be assisted in
applying for appropriate leaves in accordance with Article 23. Leave periods

will be granted in accordance with Article 23 (FMLA, unpaid leave of absence, .
etc.).

. SUPPLEMENTAL PAYMENT. Since the use of CAL and/or EIB hours for

occupational disability is at the option of the employee, for those who elect to
accept the compensation check in lieu of their normal check charges against
CAL and/or EIB, CAL and EIB hours will not accrue during the unpaid leave
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9,

10.:

1,

2.

3

penod “Accyuals-will résiniie in-accordance with thls Agreement upon the
return of the employee to the' actwe work force '

HEALTHDENTAL/LIEE INSURANCE. I, during the period of sbsence,the
employee allows his/her health/dental/life insutance 1o lapse due to non-
payment, the employee must mest dht eligibility réquirements of the applicable
lnsurance plan document before beneﬁts may be restored

POINTM ; G' WO Y. Any employee who is on
the job and {s réquired to leavé for 2 doctor appbmhﬁem physica) therapy,
medical testing, ¥t¢., mist clock otit upon |eiwm§ ‘the work area and must clock
back in upon return. Further, the employee is required to schedule the use of

IC-CAL hours through their supervisor for these appointments and such cal time
shall:tiot. be unreasonably dehied. :

ARTICLE 27

S Longe\rlly

Cl‘edi(ahle Service for Ldngeviiy Coplpufation' Periods of regular full-time
grployment and reguhir Eart-tlme erripfoyment with UMC shall be considered
ds creditible Sérvice for the purpose of computing longevity eligibility, All
pevious fill-time or part-time eniployrent that was terminated under
honorable ¢onditions, provided that no more than 8ix (6) months lapsed between
any peéfiod-df sepamtion’ ‘i té-éntering UMC employment, will be considered
credifablé gervice. Any period in wiich an'employee, while employed by
UMC ls cﬂlled mvalu‘manly ‘into thie dctive mllnary service of the United States
AimédForces will bé eons’i’dered as credltable service for compensation of
longevity pay “:'_: b ’.","' " - L
Upon oempl'etion of five' (S) {ears of credltable sktvice, ehgible employees on
UMC p&yroll priar to Fe’c’uruaxy 187 1992, Shalt be entitled to Tongevity pay in
addition to their base sdlary. Einployees hired on or affer February 18, 1992,

shall be eligible for longevity pay after eompietlon of eight (8) years of
credltable serwce

a. e The Longe\r!ty payrnent shal] be paid annually, in a lump sum amount,
during the first pay period following the ‘employee's anniversary hire date,
« . ‘as-adjusted for below condition where appllcable {Section 4). Longevity
- payments shall be prorated from the anniversary hire date a adjusted for
eligible emgiloyecs sépatated for any reason.

Longevity ratés for eligible full-time employees shail be paid at the rate of
$80.00 for each yeat of creditable service of those employees with an annuat
base salary under $14,000; and at .57 of 1% of the base salary for employees
caming $44,000:0r more; ‘All part-time employees will be paid at the rate of
$40.00 per year for all part-time service regardless of annual salary. All
employees classified as working 72 hours per pay period are considered full-
time for eligibility purposes.
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. UMC is committed to encourage and assnst its employees in 1ncreasmg and

. Any period that an employee is on any leave of absence without pay. -for mote

than thirty (30) days will be deducted from the creditable service for Jongewity .-
pay regardless of the reason for the unpaid ieave penod

' ARTICLEZ8
Educationf'[rafning. o

b EE

broadening their skills and knowledge through continued education jn areasthat .-
will contribute to their job performance with UMC. To this. end, UMG, agrees i

establish education and tmmmg progrmnc and pohcres that will suppost this. |,
commitment. . n

SLIFE l;!l il

EE

. All employees will be afforded equ.al BOCESS toleducm:'ion ;a_n_d &ei_ningiprograms

and opportunities.

. Educational Leave of Absence: Upon wrm.en application to histher

Administrative Division Head, an employee may, in UMC's sole discretion, be
granted an education leave of absence without pay for a period nopto exceed
ninety (90) calendar days without pl‘e]l.ldlce to hlsfher stamskb}lt,po leave Cl’edlt
shall accrue during any such leave period. The educatton feave 0f absenee may
be extended by the Hospital Administrator for a penod not to Ierxqeed a total of
twelve (12) months. However, after the first ninsty (90) days, a ,posmqn
vacancy must exist for which the employee is qualified iq  Fetum.tp regular
active status. Employees shall not be requlred to use any paid |epye priosto
being granted education leave. The granting of educational Jeave shall not;be.
arbitrarily withheld. If two or mors employees within the same chsslﬁcathn
and department request similar time off under this Section, the more senior ,
employee shall be granted the time off. In the event of additional requests for
leave from the same department for the same time period, the factors in
decisions on granting educational leave of absence shall include the followmg:
the number of times the employee has been granted sucha reguest in the past
and the operational needs of the unit.

. UMC shall maintain an in-service education program which ir;eludes

assignment-related training. In-service training will be held at times, which will
maximize employee participation, Employees will be paid-fortime spent in the
in-service prograims at their regular rate of pay including differentials... UMC
will make ¢very reasonabie effort to include classes in the in-service education
program that will meet CEL} requiremients needed by employees.

. UMC shall meke every reasonable effort to accommodate employees’ ..

scheduling needs as they relate to attendance at educauonal programs

. In keeping with its commitment to broadenmg employees simils and tratmng,

UMC recognizes the benefit of increasing advancement opportunmes at UMC.
To this end, UMC agrees to the following:
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a. o allow employees 1o attend in-service classes which might increase their
* -..-advancement opportunities when operational requirements permit;

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

¢.  toallow employees to participate in the Tumon Relmbursement Program,
subject to the program guidelines and budget restraints for the purpose of
increasing their advancement opportunities. Upon request to an
employee’s Administrative Division Head, an employee may be
reimbursed the tuition for any class, if the employee can demonstrate that
the class was related to the employee’s current classification or a
classification that represents a promouonal opportumty

o :
T If U,MC requ;res &n employee te.atlend an edueauonal program outsnde of the

. Dospital, the téme.spent.ak such maetings shall be considered as work time, and

the gmployee shall b seimbursed for.all, fees and travel expenses incurred in

eonrgequon;lgerewnh Al hours that an, employee is required to attend an in-

house fraining program.will be considered time worked..

8. Uponwritten gpplication. to;histher department manager, and approval of the
.. Administrative Division Head, an. employee may, in UMC's sole discretion, be
gxequ paid . educeuen leave to attend Jebvrelated educenonal programs outside

m?ﬂ' A T TP T T Ia;.:\": B

9, _E:er__‘_q;_ep;_ep;p‘l_eyeee gh_al_']'.'_l'ge eompensated et',.t_he_ epplicable hourly rate for all
hours spent in courses required by UMC that are UMC-specific.. Time spent in

such classes shall be considered as time worked for the purposes of computmg
overtime. : i

' ARTICLE 2w
. Senifority.

1. Typesof Senlorily.

FTETLIE I

Clasmﬁcatlon semonty shail be deﬁned asan employees total length of
part-time or full-time service within a classification. .

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

¢.  Hospital wide seniority shall be defined as an employee's total length of

service in any part-time or fill-time position(s) within the bargaining unit.
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2. Use of Seniority:

a.  Classification seniority shall be utlllzed in deternmmg the order of layeﬁ
and recall.

b. Departmental semonfy shall be utlhzed in deiermmmg
(1) scheduling of days oﬁ‘

(2) schedulmg of CAL time,

(3) shift assxgnments when there isa vacmy un a parlicular shm

[
T i

4 schedulmg of non-pnme hohdays
¢.  Seniority shall prevall with respect to the apphcatmn of the foregomg
benefits. However, & (ess:senicr employee in & clagsificationi may be ' -
scheduled for CAL, non:prime hotidays; a shift or days off preferred ’by a
senior employee when the special training, abiiity of experience of e
senior employee is needed to ensure that ihe dperatiorial ieeds of the vnit

are met, A CAL request, once approved, shatl notbe revessed solely on
the basis of seniority,

d.  Hospital wide seniority and competency wil! be considered for all job
. promotions and transfers with hospital wide seniority being a JM1nlng
factor when two {2) or more empleyees are considered equally’ cdmpeient
However, the Hospital reserves the right to hire, retain, protiote or
transfer employees, without regard to seniority, because their special

training, ability or. expeneme is needed fer the commumg o‘peranon of the
Hospltel

TR
oo

3. Creditable Servlee for Seulerity

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

b.  Anemployee's seniority is frozen when he/she is on an authorized unpaid
leave of absence for more than thirty (30) days of when helshe ison
Iayoff status for less than one (1) year.

4. Anemployee loses seniority under the followmg eondmons
a.  when he/she terminates veluntanly,

b.  when he/she is discharged for just cause;
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when he!she is Imd of for more than one (l) yem' ot two (2) as specified
in Artlcle 12 Secuon 2 (l)

5. i UMC closes one or more cost oenters ar deps,rtmenm, OF merges one o more
cost ceiters of departments into another, then employees who are required to
move fioni their department to another shall retain their seniority, including
departmmml semonty, as li‘,they never Teft thelr depmtmenL

ARTICLE 30 ,
Postlng of \i’aeancles

1. The Union acknowledges that [UMC has the exclusive right to fill vacancies and
hake reassignmenits in aeCordanee ‘with the UMC Human Resources Policies

and Procedures Manual s revised and adopted by the Hospital Board of
Tmstees

2. When s‘new pbs:tio’n is‘created of-an emstmg position becomes vacant in a
"ghassification in the bargaining unit; the Assistant Adminisirator, Human
Resources or désignes after cans'mung with the appointing authority, shall
determine, in accordance wlth the UMC Poheles nnd Proeedures Manual, how
the vacstfey ie tobe fi‘iled S
B T TR I :
ak- ISy regular positioti becomes vacant or is created within a classification
represented by the bargaining unit, and there is no current eligibility list,
UMC will post a job announcement for at least seven (7) calendar days to
accept applications, except 1 when such vacancies are to be temporarily
filled on an emergency basis. UM shall undertake every reasonable
effort to avoid filling positions on a temporary basis and under no
circumstances shall positiops be filled on a temporary basis for a period in
- véxdess of ninety (90) caléndar days The sole exception shall be in the
¢ -gyent that UMC'is uhable 10 dblain a'qualified candidate for & position
e hat hiust be fifled By an extenial applicanit. On’a monthly basis, UMC

o will prowde a feport o theUmon identifying which classifications have
: _\eetl\?e ehglblhty hsts . i

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

¢.  Forthose positions that it is determined by the Assistant Administrator,
Human Resources and the appointing authority to have an open
examination, an anpnouncement of the open examination may be posted
concurrently with the intemal announcement.
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3. UMC shall encourage promotion within the competitive service on the hasis of
ability, experience, and work performance. UMC récognizes the valug of
affecting internal promotions to both the individual employee and the
institution. Accordingly, internal applicants for promotional opportunities will
be given every reasonable consideration for promotional opportunities. In.
furtherance of this objective UMC shall interview at least the top ten .
(10%) of the employees who apply for and who demoustrate that tt!ey iy meet
the minimum qualifications for a posted position. An internal apphcant who'
applied for, but was not selected to fill 2 posted vacancy, may within seven (7)
calendar days from the date notified that he/she was not selected, submit a
written request to the recruitment dmslon of UMC’s Human Resources
Department to inquire into the reason(s) why he/she was not selected,

4. Shift vacancies shall first be posted, w:thm the department prqqr to beln,g posted

as a vacant position or being filled ﬁ‘om the ehgiblllty list. ., «a,

5. The decision to fill regular full-time vacancies on a temporaty basis peﬁding 'the
completion of selection procedures will not be grievable Avacancy filled bya
demotion, transfer, or management reassignment, in p Eogltlomt.hat is equal 1o or
less than the employee's previous position dees not :quu;epqsgng . i

ikl

6, Posting of vacancies shall state the classnﬁcatlon (|ob mle) grqd desorlbe the

duties of the position, minimum qualifications, salary, opening and closing dates

for accepting applications and, if apphcable, how lon&th&lletmy be, used and
the department where the vacancy exists,

et et T

T T I_:]‘4 TR

AR'I'ICLE 3,1
Call Ol'f Procedure

BT L I PRI PO
b

].,-51)1%* 5%
1

. It is understood by the parties that UMC staﬁ'mg pattema are qua,bie due to
fluctuations in census. Such fluctuations may result in employges covered by
this Agreement being sent home from work prior to the complefion of their shift
or the canceliation of a shift that had been scheduled, b ergingfier referred to as
"Called Off", When UMC makes a determination that a p,ell off is necessary,

the call off shall apply to the classifications affected in the followmg order:

- & Agencyor reglstry pereonnel exoludmg coatracted regtste;ed nmses

et

b. UMC employees on overtime.
c.  Temporaty employees. | oL
d.  Per diem employees.

e.  Solicited volunteers,

f.  Ali other employees inclusive of contracted régistered nﬁrses in the
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L

affected cost centér rotated in siich a mariner tht the time lost is equitably
distributed within the cost center, -

If an enipioyee is schieduled to work and no work is ayailable and the employee

is called off, the employce may use Voluntary Unpaid Leave or CAL time at the
employee's discretion. CAL and EIB will continue to accruc for the number of

houits an Eiploye is on Voluntaty Unpaid Leave. - B

cwn.. . ARTICLE32
~ "Labor/Mimagexient Conimittee

PRl b

The parties agres to establish a joint committee to meet at a mutually agreed
upoh tiifie #d ‘date for the pusposes of ~ " *1

3. discussing the administration of this Agreement;

b: " eichanging general information of initefest o the partics;

c.  providing the Union representatives the opportunity to share the views and
V' oncerns of their metberst L
d.  discussing hospital-wide personnel policies and directives;

€. overseeing the progress of other committees identified in this Agreement;
L e N T A LI L LIS . . .
f., . auybtheriatérs Of futual coriern to the parties
rLosed M b atee el g o b De
/" Untidicomihities émbers ’_'f‘éiiﬁl‘i'b%’gpjjoriﬁied by thé Union; management
“cotntmiiftee iefiibérs shal bé ippoinied by UMC. Members of the committee

shatlserve df iﬁé‘pléasdﬁ-bfﬂié’shpﬁb?ﬁﬁns'bw:
. AT ket g 2 T s e .
. Union committee membets shall not lose pay for the time spent in any meetings
authiofized by 'the provisions of this Articte. Time spent in any mheeting

authorizéd by ific provisions of this Article shall be counted as time warked for
‘the plitposs of complitinig overtime Oily if the time spent falls within the

| mployes ity scheduled work s

—

' - ARTICLE 33
. Health and Safety

. UMC Wwill conitinue 16 undertake ail reasonable efforts to provide for employee
health and safety in accordance with all laws and JCARO regulations applicable
to its operations conceming the safety of employees covered by this Agreement.
“All such employees shall comply withi all safety rules and regulations

" “established by UMC,

[T

The Union shall appoirit two (2) members Who shall serve on the Hospital
Safety Committee withiout loss of pay or beriefits. Union appointed members of
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the Hospital Safety Committee shall be empowered to place matters for
discussion on the Committee’s agesida. S
Disputes arising under Section 3 of this Article are not subject to resolution
under the grievance procedure. :

Lt .
gt e

. The Health and Safety Commitice shall meet quarterly or upon request of the _

Union or UMC to:

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

b, review and evaluate momhij analy-s'eslbﬁ é.rhphﬁéé:, patient and visitor
incident reports;

c.  review, cvaluate and recommend to hospital Department Heads iﬁ-set:vice
programs on safety for employees, both in pt:ientgt_iqn_gng:gﬁ_ an ongoing
program;

d.  recommend safety surveys to identify oondmons whlch requlre correction;
and o

P T A P

e.  review hospital prodﬁctshs’héééésafy{: E

. If an employee's job-related tasks include -é:-&'pbku'ré orpotentlalexposure 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 testing shatl be provided at the employee's -
request and free of charge to the employee, In addition, the Hepatitis B. vaccine
shall be made available at cost at the request of Category IT.and IIl embloyees,
and free of charge at the request of Category I employees,

. Any employee who believes a workmg condmon or qqmpmemp]aces them at

unnecessary risk for injury or iliness shall immediately informhisiher .
supervisor. Should the employer conclude that the waorking condition or
equipment is safe, and the employee insists to the contrary, the supervisor shall
so notify the Safety Office or Administrative Coordinator on duty and the Union
representative or one on duty for conclusive action,

During the investigative period, the cmployee rriay be reassigned to perform
other duties within his/her job clagsification ora similar job classification of
which he/she has the abilities to perform, :

EERR N

. UMC shall continue to provide and modify a sharpsdlsposalsysterhgm{: $rom

the point of view of engineering design and system of colléction, best minimizes
the exposure of employees, patients or visitors to used sharps during the time of
initial disposal, collection and transportation of sharps to eventya! disposal..

UMC will continue to evaluate new and updated sharps disposal systems
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equipment on the market for purchase consideration. UMC shall maintain

sufficient number of staﬂ‘ to ensure sharps dlsposal units are emptied before
becoming full, . e .

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

T o P I S Aﬁ'l"[éL'E‘:M

Patlent Care Advlsnry Committee

. Al Ad\usOry Commmee s‘han b éstablistied conslstmg of no more than five (5)

represenwlwes of UMC and five ) em;iloyees from varipus classifications within
the bargmfﬁrlk unit, appomied by ihie Uniion, w:lh ihe follcw:ng objectives:

a to vémimWagd the improvem_ent of panent care and to recommend ways
andm 118 lmprove paueht care; o

dioadi

b.  toreview i&ati%m care stFndards related to staﬂ'mg,

......

g T

c. to develop a method of classlfym,g patients according to acuity of illness;

SHE

. v Bidrss probléms

[SEEFTT L) TR R RTIRTAT LAL

e todiscuss other'conedriis'of fittal interest as they relate to patient care.

concerns related to staﬂ"lng and wotk loads; and

2. The comsmittee shall establish by-laws under whtch 1t will function. By-laws
shall include, bui not be-timited ¥o: -

a, -"r-’-'i-tneﬂwd of reoordmg, malhtaimng, dt%ﬁﬁbuhng and wprovmg mmutes,
”b;.r .dlsmbutlm met‘hod 6f meetmg agenda in advance of the scheduled
meeting;

= lengh, frequency and schedulmg of meetmgs,
et
d. .. procedure for respbndmg to employee(s) who bring forth issues before the
committee;

e. ... identification:of positions (chairperson, secretary eic...), method of
_selecting individuals to ﬁll these posmons and the term of assignment;
L1 TP

£ fﬁtigw declm(ms wﬂl be made (i.e. ma]onty mule or consensus).
& '_ method of teponmg ﬁndmgs and recommendatlons to the

rManagement Committee, the Union, employees, and
Admmlstratmn
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. The committee shall not dlscuss dlsc:plmary or ecénomlc ma!!tel‘é ol‘_p_.' ('fl g’

. The committee shall meet no less than ence every other month f\ld exﬂblhyee

e

shall suffer a loss in pay as a result of attending meetings us a comifrititeé
member. Time spent attending committee meetings shall be considredas time'
worked for the purposes of computing overtime payments only 1f the t:me spenv
falls within the employee‘s regularly scheduled work hours - e

R

L

gne\fances T

. Provisions of, or disputes arising under. Section | of this Article are not subject

to the grievance procedure.

. The parties recognize that committees on which bargaining un,“membera serve,

and in which patient care issues ar¢ discussed have been establisheq in varicus . .
units and departments within UMC. Such committees shall unon.vequest . .-
forward minutes from any meeting held to the established patlent care advisory
committee referred to herein for review, and if necessary referral to the
administrative council as set foith below. Representatwes from these
committees may be invited to attend patient care committee meetings. In that
event, their participation shall not be considered as that of an aftendee
tepresenting either party for purposes of section 1 hereof.

. Any joint re¢ommendations arrived at shall bepromptly forwarded to the

administrative council which shall review the recommendations and provide the
cotnimittee with a written response within thirty (30) calendar days outhmng
UMC's position wnh regard 10 each such recommendation. .. :

ARTICLE3S . ... .
Contracting Work and Mutus] Obllgntmns

. fUMC determines a need for contracting out existing servicz(s), the Union .

shall be given at least thirty (30) days notice, in writing, prior to the decision to

contract out. In addition, the parties shall ‘meet and confer-over the lmpact of
such decision.

- Except as otherwise prohibited by law, if UMC has employes(s) on fayoff 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 50 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 accordanee with NRS
Chapter 288). 1f UMC shall, during the term of this Agreement, sell, assign or
transfer its business, UMC shall, upon execution of an Agreement of sale,
assignment or transfer, notify the prospective purchaser, assignee or transferee,
by certified mail of the existence of this Agreemerit and shall snmultaneeusly
send the Union, by certified mail, & copy of such notice gwen to the prospectwe
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purchaser, assignee or transferee. UMC shall be responsible for making |

adequate provisions to ensure payment for accmed wages, leave and fringe
benefits as of the date of transfer,

ARTICLE 36
University Medical Cen.t_er__';_Snl_ag‘t.appg_ Abuse Policy

POLICY ON DRUG AND ALCOHOL FREE WORKPLACE

Itis the pohey of University Medical Center and the Service Employees
International Union to foster and provide a drug and alcohol free workplace for all
employees, A drug and alcohol free workplace protects the safety of the public as
well as UMC’s valuable workforcc .

While UMC will'be supportive of l’nose who'seck help volumanly, UMC will be

equally firm in identifying and disciplining those who continue to be substance
abusers and do not seek help,

1. Guidin"-’ )

qderliymgme adqpiion of this policy. They

There are foﬁf‘ (ﬁ) gnidmg pmicip

S et

1_‘,‘. 3 H !|
are: :

Talide, e T E

= Edueaﬁoﬁ" ﬁMC '_and"tpe Union believe that edm:utlon and training of all
" gtiifslolyées fiv thie dffects and'tredtrent of substance abuse will contribute
to a safer and more efficient workpliice for everyone,

b. Detérreiice! UMC ind'thie Umon gre commitied fo eliminating the
+* effects of Substarice abiise in the' workplace All'e employees are prohibited
*frdin usmg, pdsséssmg’, Uuyﬂig or éelling drugs or alcohol in'the
- rwotkplace; are prohﬂjited from réiimﬁng to work or bemg subject to work
© {Speeificilly oft stahdty dr-on bizaky with profibited drugs active in their
systeins or while iidérthie imfluence of alcohol.

. Enfarcemient; The' substaice &buse policy will be strictly enforced.
Violations of the policy ot procedires will be cause for dlsctplme upto
and mcludmg tcmnnatlon of employment

e T’reatmznt UMC ind the Union are commuted to helping employees
with admitted substance abuse problems overconié thase problems, and
encourage voluntary rehabilitation options.

2. Policy Purposes:

TR LA

Th e

The purposes of the substance abuse policy are:

a.  to implement a fair and balanced approach to eliminating substance abuse
and its effects on the job;
b. to protect the public and employees; and
YRR T4
¢ to prowde a strong mcemwe for voluntary rehablhtatlon and return to

work. Vi e,

ubation e
3. Rules: : ?J: !u‘- N :
- claes el e
UMC and the Union have formulated clear rules and penaltles fo ensure
compliance with the substance abuse policy. The primary rulpsare: . o

Alcohol ST o T T S S
a.  The consumption of an alcoholic beverage by an emplquﬁ on doty will .
result in immediate suspension pending termination with nio Last Chance
Agreement, The possession of an open algohotic bﬁyq,tagq pyan .. .
employee on duty shall be cause for disciplinary action up to and
including suspension pending termination. The only exception to
disciplinacy action for the possession of an.open alcohol;q,p;vmge while
on duty is when the handling of an open alcohollc bevgrage is: mcndental
to the employee's assigned dutms e .
b.  Anemployee will also be subject o disciplinary action pptoand ;. .
_ including suspension pending termm.atlon and may beplacedon s Last
' Chance Agreement when the consumpuon of alco]ath bgyg[agcs dsata
time proximate to his ot her work time, has an agd\rersg, effegt,on his or het
“work perfonnance, causes impairment while on duty or;an, standby, or
creates a risk of harm to self, others, UMC,. of privaig property,

¢.  Jfen employee who is required to drive.as part of his/her assigned daties
has his/her driver's license suspended or revoked temporarily.or, -
permanently, due to a substance related offense, the emplayee gust notify
his/her supetvisor of these circumstances when next reporting to duty.
Failure to do so shall be cause for d1sc1phnary agtion upgt,g apd mcludmg
suspension pending termmanon i )

d.  The felony conviction of an employee as a result B‘f‘:élcdhol' vaﬁﬂe off

UMC premises and not on duty shall be cause for disciplinary action up to
and including suspension pending termination.
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Drugs i g .

a. The un!awfnl menufncture, dtstnbutlon, dispensation, possession, ot 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

* pblicy will be suspended pendmg termmation w:th no Last Chance
U Agréement)

b.  The use of any drug which negatwely aﬂ'ec!s perfonnanee or the ability of
an eimployee to work in a safe'manner may be causs for discipline where
~thi¢ einployee knew or should have known that the drug would adversely
i diminish hnslher eapabrlmes to perfonn the _|0b

c, Whenever an employee is takmg a drug whlch may negatwely affect
his/her performance or ability to perform in a safe manner, the employee
shall notify his/her supervisor who shatl notify the Employee Heaith

sNurseby previding written notice of the prescribed medication. An
employee who fails to notify his/her supervisor may be subject to
disciplinary action. Supervisors through consultation with the Employee
Health Nurse shall ensure that employees are not placed in capacities that
may jeopardize the safety of others. The supervisor and the Employee

- Health Nurse are vequiréd: to maintain the confidentiality of the -

: employee’s medical nformation: If'the employee changes supervisors
(e‘lthdr‘fhrough transfér, promdtibnor démotion of the employee) the

LU ermiloyee i respontiblé for huhfylrig tis/her new supervisor of any

t!re‘écdptloﬁ medica 'qns ‘the emblo)fee is taking, In the event there is a
' trdnsition period between an oytgping and % new supervisor, the former
- ﬁpemsor shall be respo" sible for notlfylng the new supervisor of the

employees who & on prescription medjcation. In the event there is no

:-E‘-;I ., ransition penor,l} the employse shall be responsible for notifying hisfher

new supervisor. The new supervisor shail be responsible to consult with
the Emptoyee Health Nurse to determine if the prescribed medications
inhibit the employee's ability to work safely.

4 )Thepossessllon o;qseofﬂlegaidrugs while of: UMC premiises and while

., 1ot on duty may be canse for discipline up to and including termination,
ot where such condyct can be shown to have 2 direct and material adverse

eﬂ'ect on UMC's.interests, including pubhc image. . ..

e - lf an empleyee wha is. requlred o dnve as part of hlsfher asmgned duues
has histher driver's license suspended or revoked temyporarily or
permanently, due o a substance related offense, the employee must notify
hisfher supervisor of these circumstances when next reporting to duty,
Failure to do so shall be cause for dlsclplmary action up to and including
suspension pendmg termination.
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f.  The felony conviction for the poseessmn or being under the influence.of .
illegal drugs while off UMC premiscs and while not on duty shall be
cause for disciplinary action up to and mcludmg suspensmn pendmg
termination. o S i e

g The eonwcuon of an employee for the sale or possesswn WIth mtent to
seil illegal drugs is cause for immediate suspension pending term'nanon
and with no Last Chance Agreement

“h Employees must nonfy the,tr 1mmedxate supervlsor ot‘ any persona&
criminal drug statute conviction for a violation occurring in the work
place no later than five (5) days.after such conviction.: -Failure to notify
the immediate supenrlsor shall result in dasclplmary action,

Drug and Aleohiol Testing

i Lt

UMC may require an mdmdua} to submrt to 8 dmg and alceiml w under the
following mrcumstances : R ETH IR

oL W

tala sei l:r'; B

1. Pre-Employmenl

e RN Lo
UMC Human Resources w:ll ndentlfy speezﬁe jnb clmlﬁeatmns i‘hat recuire an
applicant selected as a new hire to take and pase a drug.and.alcobol scrzening.
A positive result from the drug and/or atcohol screeningrmay, segult in the
applicant not being hired where the applicant’s use of drugs, and/or alcohol could
affect requisite job standards, duties and responmblhpes If legal deng screen
is positive, the applicant inust prowde, within 24 hou req_ues bona fide
verification of a valid current prescription for the drug 1ﬁen in the. drug
screen and it must be in the applicant's name. If thé présc uon' not in the
applicant's name or the applicant does not provide scc: te verification, or if
the drug is one that is likely to impdit lhe applicdnt's ab TM 1) perform the job
duties, the applicant will not be hnred T e

2. Reasonable Cause:

An employee will be required to undergo immediate drug and atcohol testing in
accordance with the following procedures if there is réasonablé taise that the
employee is under the influence of a drug and/or alcohol:” Reasbnable cause that
an employee is under the influence of a drug and/or alcoho]'wilf b&Hised on
specific facts and/or reasonable inférénces derived from thosé facts. ‘Examples
of circumstances, although not inclusive, which constitute a basis for
determmmg reasonable cause are specified on the "ObserVMonﬂnésdent
Report' mcludedaspertoft}uspohcy T T P 11

. U IE TS TR

3. Post-Accident: s e

i bl
An employee involved in an acmdem while on duty may be :equlred to undergo
a drug and alcohol test when there is:
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PI'OPGITY damagg thag exeeeds $500 andfor

B. " personal mJury

4. Testing Procedures For Reasonnhle Cause And Post-Accident:

a..  Any supervisor evaluating an employes. for reasonable cause shalt
complete the. Unwers:ty Medical Ceater “Obgervation/Incident Report™,
The Observatlon!lnexdent Report shall!must be sent to the appropriate
Department Head and Human Resources Supenrlsors and managers shall

_ notbs perimitted 5 iise this policy 5 a vehicle to harass employees.
Su‘pemsors and managers shall be sub]ect to the disciplinary process up to
and including suspension pending termination, if they engage in harassing
behawor towards enmloyees L

'I’he suspected employee shall be aﬂ‘orded the right, if he/she so desires, to
. requeeti ‘that, in addifion to the first supervisor, another on-duty supervisor
i _glde,a second oplnlon as to reasonable cause. If another supervisor is
able 10 report to observe the suspected employee within thirty (30)
1 _g’q!s?du:e(ﬂ) 10, the Ipck of another available supervisor on shift in the
o Tnn,;{} v and!ot (2) t0 t"he lsmnce 8 second supervisor would have to travel
y f" 0 b:?‘r‘ve the' employee, thie employee 5 request for a second opinion will

nqt , M\(_ed_.l__ ]
J l'f the en'lployee an éf]glble member of 2 bargalmng unit, the first
pemsor shall advise him/her of lnsfher right to have a Union
fepresentatwe prior to testing ‘and alldw the same ﬂurty (30) minutes for a
Umon representative to - appear, It lmt:gatmg circumstances warrant, such
b ihe unavmleblllty pf al Umon rente i tative, the supervisor shall wait

. M to a pmxunurn_of one (l} hour___ ' a=Umon representatwe

’? et RS

‘l|= i

‘IFit's Getermitied chat reasonable cause exists, the employee shall be
relieved of duty and the supervisor wtll a8 500n as possible, contact
Associated Patholog;sls Labotatqries (AMI,) to dispateh the mobile
phlebotomy cleparnnent to conduct toxicology collection(s) for a drug and
. aleohol sereenmg. The supemsof must and the Union may, at the
- employee ] tequest, remain with fhe employee at the collection site until
" tHe test sampié is collected; arrangements will be made to have the
employee transported home. The employee shall be instructed by the
. Superyisor, that in the event the sample returns negative, that the
employee will be reimbursed for the costs of a taxi-cab from the
employee’s home back to UMC to retrieve hissher vehicle, provided the
employee returns on a day other than the day tested and he/she provides
the original taxi-caly receipt to his/her supervisor. The sample will be
tested and confirmed and chain of custody maintained by a Substance
Abuse Mental Heaith, Services Administration (SAMHSA) certified
. laboratory facility. A sufficient.amount of a sample will be taken so that,
at an employee’s request and expense, an alternative SAMHSA testing
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Disciplinary Procedures Ior a Positive !)rug andfor Aloollol Teel'. .

1.

facility may be used to test the same sample; chain of custody will be
maintained between testing facilities. An employee who ¢ indapdcitated "
to the point that he/she cannot provide a sample at the time of the incident
shall later provide the necessary authorization for releasing hospital or
medical reports that would indicate whether or not the employee was
under the influence of a drug and.aor aicofiol. - P

The supervisor shall advise the employee that hie/she will ‘rermim on paid
status until the test sample is collectsd. After the sample is ¢ lectpfl the
employee will be placed on leave in the followmg order as' | : ,eneﬁts
are exhausted (sick ieave, compensatory time, vacanon leave,
Without Pay) until UMC receives the test results [f' the test ls ne%g.we.
UMC will make the employee whole o

ool b

f  The results will be delivered by mail or carrier to Human Resources, who

will then immediately notify and make a copy of the report available to
the employee, The employce's Department Head or deslgnee ‘will be
notified whether the test resulis are posmve ot negatwe A drug test will
be considered posmve if the conﬁnnanon cutoff levels estabhshed by the
SAMHSA are exceedéd. An alcohol test will be considered posmve if the
blood alcotiol content is .08 percent or greater, or the lumt speclﬁed in
NRS 484.0135 or othér applicable law if fess than l‘,‘S’perc £, However,
in the event an employee’s blood alcohol level tests léss than 08 but
greater than or equal to .05, the employee shall not be considered positive,
but shall be required to seek assistance through the employee assistance
program, Tests resulting in a vajue of less than'.08 but greater than or
equal to .05, shall not be subject to discipline or tandom drug teting,

g Refusal to submit to & drug and aloohol test or to prowde the necessary

authonznnon for releasmg hospﬂal ot medlcal repons that would mdlcate

alcohol shall be considered a positive test result and the employee shalt be
placed on a Last Chnnee Agreemem. -

A positive drug and/or alcohol tést requested as a result of an aeesdent which

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

A test resulting ina positive screen for a legal drug w1ll fesult in the followmg
actions:

a.  the employee may be dlsclplmed for the perl"ormanee or behavlor that
established reasonable canse to test the employee, L

b.  the employee w1ll pro\rlde the Medical Review: Officét {MRO) within
twenty-four (24) hours of request, a bona fide veiification of 4 valid,
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4,

current prescription for the drug identified, The prescription must be in
_, the employeé's name. Ifithe employee does not provide acceptable
verification of a valid prescription, or if the prescription is not in the
_employee's name, o if the employes has not previously notified his/her
supervisor, the employee will be subject to disciplinary action in
docotdahce with Section 3 below; and " |
c." " before the employee miy réturm to work, theé employee must provide the
- Dépastment Head with a fétuth>to-duty statsiment form from the
_Prescribing physician or Heerised/certified rehabilitafion and treatment
" program proVidér. The return-fo-diity statement form imust be a signed
statement indicating Whether dn eriiployee is able to perform reguiarly
~ assigned job duties without restriction or limitation. If the employee is
* 2! zestricted from performing regulaity dssigned duties, the certificate must
< - lso'identify the eniployed®i restrictions, = =~ + - '
R L A LR

A test resulting in a positive séréen for an illegat drug or the abuse and/or
misuse of a legal drug or controlled subistance will result in the following action:

a. “"Fii4t iffense: Unless previously Specified a5 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 corplete the conditions of a
e g ust‘ 'mcel‘ Ibnt. o I. .o - . .

P

T

Hb L Befse the eniiplofics mayrewm th 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 pravidereleasing the employee to retum to work, The retum-to-
duty staterhent forifs nnist be & sighed statement indicating whether an
employee is able to return to work and perform regularly assigned job

- 1y dutles without réstriction of titiitation.  Ifthe employee is restricted from

‘performing regularly-assignéd duties, the return-tb-diity statement form
- 'mbst also identify thie emiployee’s restrictions. This must eceur within
7+ ity (60) calendar days of thie drig test date, Failure to provide a retumn-
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.

e ory

¢ Su:bnﬂ offensé'rhg mp]oyee will besuspended pending termination.

A test resulting in a'positive screemngfor alcohol will result in the fo]iowing

vooagtion:

"8 Firstoffense: Unléss previously specified as an infraction resulting in

* immediate suspension pénding tecmination, the employee will receive a
 suspension withotit pay for a period of time based on the severity of the
infraction and will be required to seek assistance thtough the Employee
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sistance Program. The employee will be required to provide a return-
ttisill?t;n slatemegnrta?onn the prescribing physician or _l‘it:qnsleq!?gn_;ﬁgg
rehabilitation and treatment program provider releasing the employee to
work. The return 1o duty staterent form must be a signed statement
indicating whether ani employee is able to return to work and petform
regularly assigned job duties without restriciion or Il__l[l'lllatl_(‘.:l.'ll.l *lf the
employee is restricted from performing regularly.asfngned d'l..ltles, the
certificate must also identify the employee's restrictions. This mpst occur
within sixty (60) calendar days of the drug.tgst_d?tg. Failyre to provide a
return-to-duty statement form with respect.to their substaqq;abusa' '
problem within sixty (60) calendar days will mu.ltm disciplinary action
up to and including suspension pending terrpination. .., ..., + -

. T e e e )

b.  Second offense: Unless previously specified as an mﬁaﬁm resulting in
immediate suspension pending termination, the employse ml\{@cmve a
suspension without pay for a period of time based on the severity of the

infraction and will be required to sign and successfully coq:pletc the . .

conditions of a Last Chance Agreement,,

BTV PR FE

¢ Third offense: The employee _\_n:'iil be suspended pendjng sermination,
: R o e e iR e

D T afiat e o

Last Chance Agreement: .
- e B S T i it .

Refusal to sign or comply with a Last Chance Agreement sI;a._lqu'ggnsnderpd just

cause for termination. The Last Chance Agreement shall be the final step befor_e

termination in the disciplinary process, The Last Chance Agreement shall require at

least the following: ' P T

I, The employee to contact thé Employee 'Aési‘slancé Péog;gmfgﬁgiiih_ﬁvc €3)
working days of employee notification of 2 pesitive drug oalcohol test,

. . L Ve ..__-,}_—f'l_'—l_‘-j‘-l‘i‘.i.;'f'i{.

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

- ¥ 'lii:. "
B A R I R LI

3. Return-to-duty statement form signed by the preseribing physicign ar 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 retum-to-duty stafement form with
respect to their substance abuse problem within sixty {60) calepdar days will
result in disciplinary action up to and including suspension pending termination,

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

|




Confidenitiality: >

With the exception of the laboratory testing facility,
Manager of Human Resources (for labor and worker’s compensation incidents), and
the tested individual, the medical record shall niot be feleased to anyone without
express written authorization of the tested individ

_ ual unless ordered by means of
proper legal procedure and appropriate legal suthority, such as, but not limited to
court ordered subpoena, or in connection with a disciplinary proceeding.

R e T R N S ’ .

the Employee Relations

To ensure the confidentiatity of emplo es' medical records, the laboratory reports,
test results, and Observation/Incident Reports shall riot appear in an employee's
personnel file. Information of this nature will be contained in a separate

confidential kicdical ‘récord dhat will Be‘sei’:lh-élj'r:‘ke]it unider the control of UMC
Human Resources.

Violation of the confidentiatity of ih eniffloyee shiil result in discipline, up to and
including suspension pending termination regardless of bargsining unit status,
Notification of non-compliance with Last Chance Agréement between any involved
partics is not considet;ed a violation of the confidentiality clause,
wrirst ooy 1o e ThE o S ’

Tralning:

Training is an essential element in assuring the éffectiveness of the Dnig and

Alcohol Free Workplace Program. Supervisors and employees must be kept

informed:of mat wnly the'palioy-and pracedures of this drug and alcohol program byt
of the pragrams available to-them whith promote wellness and safety, Supervisor
training will be made available; individual consultation by the Employee '
Assistance staff wiil bo available upon request.

A T, [ LI T (AN .,
1. Supervigbr Tralning: - - '
B A FTTEES R SNYY Pl o . .
Topitsinelade: - <1 0 o e L .

8. Developing working knowledge of drug and alcohoi policy end drug
testing procedures. '

- b."* Déveloping working knowledge of impact of substance abuse in the
PTTI Wkpl‘ace * . _.-.{_ . R K

¢ Developing working knowledge on identification of possible impaired
Iemployees thropgh symptom recqgr!ition and job performance standards.

4. Developing skill in application of procedures to effectively approach and
77 dppropristely handlé questionable behavior with employees.

. Becoming knowledgeable in available resources and procedures for
referral such as the Employee Assistance Program,
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f,  Learning effective participation in monitoring a Last Chance Agr

iy LT
g Leaming the critical issues regarding confidentiality and employee rights. . .
2. Employee Awareness Training: . o ' R
Topics include: _ ‘
a.  The drug and aléohol polié;- and ﬂrﬁg t'esti'r'ag-' prdéedu:eé. T

b, Impact of drugs and aloohol in workplace .
c.  Available resources for 'a's:_sistanc:e_ including the Employee Assistance ...
Program, .

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

e.  TheLast Chance Agreement. =

P FR .
Pean T . .

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

g

Other Laws, Statutes or Regulations:

University Médical Center is commltted tb».'pfdvi_ding'_reéénna;blm aﬁmmodation to s
those employees whose drug and/or alzchol problem classifies.them as disabled .. :
under federal and state law. et S -

o e e, Lot PP VSR T

Lrh e g

The provisions of any applicable law, statute, segulation or ordinance (i.e. Th
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.

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

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

Medical Review Officer (MRO): the MRO must be a physician licensed in the State
of Nevada and UMC shall keep the Union notified of the identity of the current
MRO. . . e -
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Purpose: -

ARTICLE 37
Attendance Policy

The purpose of this policy is to establish an absenteeism policy for all UMC
employees. BPIMAR

Organtzations Affected:

All Departments

Procedures:

1.

2.

Tig:minimize the interniption to-patient ¢aré and to effectively staff the hospital,
each employee is responsible for notifying histher Supervisor at least eight (8)
hours before the start of the schieduled thifi Whenever sbsence font work is
NECERSTY -~ r Ui DE D T L L ey i o e
In-the.case of emergency orsuiden illness, one (1) houit notice is required in
order toreceive pay. Failure tg give atleast one (1) hour notice will result in
the-phift being a non-paidcatkiny - e LD L

R I S N T 1T DT N 0 S T L

The empioyee must report personally to the supervisor or designated department
contact unlessrabsolutely impossible to do'so, T
Pind b mae i Lo e e By

The enipidyee. must report to- the supervisoreach day of absence unless the

‘Rupervisor gives instructions otherWwige; .- -

Paily notification will not be necessary in sitvations where the employce has
notified.the supervisor that-he/she has'a physician's statement verifying the need
to be eut of work for more than one (1) shift’; The physician’s statement must
be presented to the supervisor upon returning to work,

An employee absent due to injury/illness for four (4) or more consecutive shifis
must submit  physician‘s vérification of illness to his/her supervisor. The
supervisor will ensure the verificktion is submitted to the employee Lealth
specialist for filing,

The supervisor reserves the right tb require a physician's release to full duty at
any time the employee demanstraiés abuisive or habitua) absentecism.

In order to implement University Medical Center’s attendance policyona
consistent basis, it is thé tesponsibility of all supervisor, managers, directors,
and administrative personnel to review and document the attendance records of

their employees each pay period,
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Section A, Definitions:

1.

b

baad

bas

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

An occurrence shall be defined a's. follows .

a.  One or more consecutive days where the employee reports.the absensz. - -
less than eight hours prior to shift start time.

b.  Failure to complete a scheduled shift.

Excessive absenteeism may exist when the number of absences exceeds 10% of

scheduled work time in any ninety (90) day period or.7.5% afiseheduled work -
time in any 180 day period, (an altemnative could be basedjon absences.- - -+
exceeding six (6) days in a consecutive ninety (90) day periad)..(ho employee.
who demonstrates an intolerable attendance record is subject to suspension: -
pending termination. The supervisor should attempt to determine the reason for
the excessive absenteeism and encourege the employee to remedy #he problem;
In determining whether excessive absenteeism may exist; the Department Head
shall take into consideration the employee’s overall attandance record: compited
during the employee’s tenure of employment and not a singular event.

B L VPR FINT) /L3 T ORI N
Habitual absenteeism may exist when an employee has.antidentifiable pattern
of absences. Examples include, but are not limited to, an employee that is
consistently absent the day after payday, after scheduled. days off or before znil
after a holiday or a pattern of absences of taking more than-ane<{1) day for each
occutrence.

Abuslve ab#enleeisni_ may ex_isi when the '.;em;il_ﬂ'yee .rei:m-ahspnceé witha
false excuse (i.e. reported sick but took leisure time or worked elsewhere,) -

1]

Section B, Disciplinary Action:

I

. L P . B Co Co "'-<:.‘ c
During a rolling twelve (12) month pericd, the following progressive. -

disciplinary action will be followed for occurrences;. . -

fifth occurrence verbal counseling

sixth occurrence firstwritten warning - . .. ..
seventh occurrence second written waming .

eighth occurrence one (1) day unpaid suspension

ninth occurrence two (2) day unpaid suspension .....;

tenth occurrence suspension pending termination; ..

. . - . ey '-.1' vitiehe an L
Employees with ongoing unacceptable attendance patterns (j.e,, received.2.one-
day unpaid suspensions in a row because of the rolling 12-month period) may be
moved forward to the next step of discipline.
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3. Employees may be progressively diék:_i]_.\:iiﬁed i'or demonstrated excessive,
habitual or abusive absenteeism patterns.

Section C. Unauthorized Absence No Call - N_t'n Show:

1. Failure oh the part of the employee to report absences as ontlined in Section A
of this policy and within the first two (2) hours of the scheduled shift will
constitute a “no call - no show”. A no call - no show is s serious violation and
will result in disciplinary action. An incident of no call - no show shall be

counted as an occurrence for the purpose of the employee's attendance record
and occurrence calendar,

Istno callino show written warning
2hd fib'chlifiio show' t\veﬁéyéﬁﬁr (24) hours unpald suspension

3rd no call/no show suspension pending termination
within 12 months PErse - .

Sectlon D. Speclal Circumstances;

Circumstances may necessitaté forgoing any of the sbove mentioned counselings .
In cases of absences that are dug to circumstances clearly beyond the control of the
employee, BMC iy waive discipliary action. L '

T Lakict

R TR P

Section E. Sbgﬂal Ctiqiiry: L

Absences documented under FMLA,

Approved leaves such as: military leave, jury duty, court duty, Leave
Without Pay, f_an;i_l_yi }g%gg._lvqy! bereavement and pre-scheduled

- CALEIB)
Section ¥, Atfendancé Benefits:
1. University Medical Center is committed to supporting its employees by offering

incentives that will help promote a positive organizational culture of
commitment, excellence and respect ate to be determined by the sdministration.
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ARTICLE38
" Tardy Policy

Purpase: e sgies

The purpose of this policy is to establish a tla_l_-di_n@s\pol_i_cy_fql_'.all UMC employ::es

Organizations Affected: o
(R TE NPT I FAPVRTE

All Departments _

Procedures: T

Lo P ;o ey b Lt
1. During a six (6) month period, the following progressive disclplma(}y action
shall occur when an employee fails to report to the assigned work station at the
beginning of the scheduled work shift. '

fourth tardy Verbal counseling .

fifth tardy First written waming

sixth tardy Becond written waming s o
seventh tardy Final written waming

eighth tardy Suspension pending termination .

. T O L AL N IR TH T
2. An employee who has entered a progressive disciplinary schedule for tardiness .
end is demonstrating an ongoing unacceptable tardiness pattern may be moved
forward to the next step of the disciplinary schedule of the tardy count. . .
3. In order to receive pay for the tardy time, a minimyum of one (1) hour.notice is -
required. If at least one hour notice is given, the tardy-time will be paid out of
the employee’s CAL bank and the incident wil} be recorded a5 a tardy,
4. Supcrvisor/department managers ate responsibie for: . .
8. documenting all late arrivals for work, .
b.  following the established progressive Jdiséi'pliri'ary actlonpresmbed above;

¢.  administering the progressive disciplinary action faitly and equitably =~
when late problems occur. ’ S

ART_ICLEG,“' o ;.I._ J: :;_:.- S
F'“,'“ﬂg Policy i

Section 1:  Policy
1. The purpose of this policy is to set forth the manner by which employeces may

be floated. This policy will provide flexible staffing in areas with common
expertise; to provide criterion and a method by which an erployee may refuse
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to ﬂo'at.' to ensure eﬁicilei\t skilled staff'.t.o ﬁroﬁ.de.oooﬁty and safe patient care;
to effectively evaluate the job performance of float personnel to maintain
quality and safe patient care, .

2. In oxder to balance patient needs, with available staff, an employee will “float”
and/or.be sent home, as determmed by the nurge manager/charge nurse or
appropriate manager of the section 1o, which he/she is permanently assigned.
All staff are expected to report for duty as indicated by their regular schedule
and they may be floated or sent home after reporting to their regularly assigned
section. . In times of very low census hpspital-wide, employees may be called
off, pursuant to Amcle ;l 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 theze is not.a need for help in the other section groups.

B U SV ST £ A T VRS L L
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 10-more than ope section during an assigned
shift (mcludmg retum' 'g pq hlsr‘her own wqu seetlon) An employee shall not
be tequired to flaat tmore tlian once during any shift.

a.  The only exception to this ryle shall be the Trauma and Emergency
~Services Division, ouiél an employee be requlred to float to the Trauma
.emergency suuanon ‘once the emergency situation
"is‘tesdived, the employee used fo cover the emergency will return to
hlsfher own unit.  UMC shall estabhsh a pos:tlon in the Trauma unit
wﬁere emp1oyees will be. rota' d 'through ona monthly basis in order to
a ‘obmm trafning in the trauma unit operanons Employees will rotate
“Shrough this position based first on volunteers and then based on seniority
{employee with least semonty rotating through first). The position shall

be filled by employees in the Emergency Semces group identified in
se!:pon 4 below

ST T I LE AT

b. ., . Once an employee floats, the coployee will stay in the unit floated to for

" t}_lle_,duratlon of the ﬂoated emp]oyee $ shift. 1f an employee needs to be
ﬂoated to the ﬂoated employee will not be called off or floated again, but
the sequence. ot‘ call off (pursuant to Article 31 of this Agreement) or float
 0f the same classification in that unit/cost center shall be followed.

4. For employees possessing licenses as eilher a reglstered nurse or practical nurse,
stefﬁng will be closed within thefollowmg like groups:

a Chhcal Care Serwces, ldentlﬁed 8s TICU MICU, NSCU, CCU/CVCU,
BCU-BCU - 0P, 8ICU, 3 West and IMC.

b, ""_Medlcn,l Surg;cal Ser\rlces, tdentlﬁed a5 South {Oncology), 5 Nozth, 4
South, 4 North, 3 South, 2 West, 2 South, 1 South, 1 Southeast, 1 North
and Rancho Rehabilitation.
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Sectlon 2:

1.

c. Pediatric Ser\rlces 1dent1ﬁed as Pedlatnes, Ped:amcs ICU and NICU y
d.  Maternal services; identified as High Risk OB, Labor and Dehirery, ahd .'
Ante-Partum Testing. :

With respect to the Pediatric Services and Matemal Services groups, the _
unit known as FBCC will be required to float onfy to High Risk OB ﬁnd '
NICU and these two units may be requlred to flosn to F BCC as Well as
within theu'asmgned group. ' : R e
e.  Surgical Services; identlﬁed as Surgery (mcludmg Endoscopy}, Day
Surgery, Aneethesm. Stenle Processmg. and PACU

f  Ambulatory Services; identified aé Pediatric Outpatlent Services
University Women s Cemer, OutpatJent Chme, Wellness Center, Qu:ck _
Cares. : .!'. [
g Emergency Services; ideritified as Pediatrics Emergenc Room. o
 Emergency Room, Critical Care Transport, Trauma ltesuséliauon and \
Chest Pain Center.

h.  The patties agree that should the skill requ1rement§ fo!r ihe llke groups ’
identified above change, UMC shall enisure that the gary 'adjustments
are made to the group asslgnment and nonfy the ‘Umon of the change

Employees who are interested i in workmg when they are caﬂed oﬁ' m thelr own
section or working overtime on sections other than in th'el ¢ iosed secnon,

should contact the nurse managen‘charge nurse or appropmf i anager of those
Seetlons dxrectly '

R T

Copner ST e

Responsibilities of the Nurse Manager or Appopriaic Manager:

Assignment of the floated employee shali be as closely | related 10 (I?ut not to
exceed) the competency and skill tevel of the emp]oyee ag pos$1bl‘e anid within
the guidelines established by the Nurse Practice Act ot ‘any abplicdbie law or
regulation which governs any license or certification of an emﬁfo#ée UMC
will make every reasonable effort to enstire that the floated: etﬁf)!d?ee Téceives a

reasonable work assignmient in the area where he/she is floatied anﬂ w;ll not
receive all of the highest acuity pat;ents

. Floated employees are held accountable up to thear level of expertise end for

policies and procedures common to ali sectlons applicable to the employee” s
classification.

. Each unit shall maintain its own float list, by classification, with its rotation

system. The float list will be available for review at the nurse’s station.
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4. Each section will have an orientation of responsibilities for each classification

of personnel for each shift, Floated employees will be oriented by a regular full
or part ume employce in the float unit.

Section 3: 'Requne}bi!!}l“ep_.-o{ Q_I;e_ FlnatedEmployee .
1. Itis the responsibility of the flpated employee to check with the nurse
managerfcharge nurse or appropr,iqte manager o clarify his/her duties on the

d?partmem where the emplnyee floats, to.complete the assignment to the
best of hik/hier abfllty, and to document any concerns to the unit manager,

a. . Following is the process by which comments and concemns shall be
’ mveshga;e& and addressed. The floated employee shall;

: 1}‘ 'e_,'concerpg to hmfhpr appropnate manager in wmmg, who

sfha‘llb esponsible for iriforming the appropriate admnmstrator or
des:gnee of the gﬂmp}gmt or issues to be evaluated;.

) at s empl'oyee s optlon, hefshe may pro\rlde a copy of his/her
o cogqprqs o the Umonﬁ p.nd. .

- tss kéep'a copy q_iﬁ,t@;.g@;np‘laim for his{her_reedrds.
b.  Ifthe floated employee identifies a possible issue with the float process,
the manager is responsible for investigating the issue within five (5)
. working day? of seceipt of the complaint. The investigation must include
 §'dliscuission with the floated employes and at the employee’s request,
his/her Union tepresentative. A written response will be issued within
— three 2 (3). workmg days after the meeting with, the floated employee. A
S copy of the respor;se will be provided to the cmplcpyee, the Union, and the

Ase;siapt Hosp:tel fﬁdmmlsh;a;or Pauent Services or eppmpnate
Administraftvs, Director,, -

'ff the Ho;fed employee belleves hlslher issue has not been pmperly
addressed, the floated employee or at his/her request the Union on his/her

.. behalf may request in writing, 8 meeting with the Assistant Hospital
“Administrator, Patient Services or the appropriate Administrative
Director.

(l) The Assnslant Hospltal Adm:mstrator, Patlent Services or Appropnate
Admmlstratwe Director, ghall meet with the affected employee and
his/her Union representative within five (5) working days of the
receipt of the request.

(2) The Assistant Hospital Administrator, Patient Services or Approptiate

Administrative Director shall provide a written response to the floated
employee, the Union, and the manager within three (3) working days
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after the completion of the meeting in which his/her decision shall be
outlined.
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d.  Ifthe floated employee believes his/her issue has not been pmperly .
addressed, the floated employee or at his/her request te Union on histher”
behalf may request in writing, a meeting with the Semor Hospital
Administrator, Patient Services or appfopriaté Administrator.

(1) The Senior Hospital Administrator, Patient Servicés of ap nate‘_l
Administrator shall meet with the affected employee‘hnd isfh her

HIEIGN

Union representatwe w1thm five (5) workmg days cf the re;celpt of iﬁe
request.

(2) The Senior Hospital Admiinistrator, Patiént Semces ‘ot appmprlate N
Administrator shall provide a written response to the fléated
employee, the Union, and the manager within three (3) workmg days
after the completion of the meeting in which hls)her dee,lsmn shall be
outlinied. The decision of thi& Adimiinistrator is final and hmdmg and
not subject to the Grigvarice and ‘Arbitration and/or’ Dlsclphne and
Discharge Articles (Articles 9 and 10 respectively) of this Agreement.

e. Issues of discipline will not follow this procediire, 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 Polley. '

1. Refusal to float, outmde the cmeﬂon ldentlﬁed m thls Amcle, may result in
dlscnplmary v.ctlon

After discussion with the unit managerfcharge nurse or appropnate manager, if
the floated employee quéstions the assignmient he/she may discuss’ the ¢ concern
with the on duty Administrative Coordinator or the unit desngnee dtihe’
management level. If a conflict still exists, the floated employee must complete

the assignment o the best of his/her ablhty, unless the concerns fall into one of
the criterion for refusal to float.

3 New graduates shall not be floated for a minifmum of $ix (3] months from the
date of hire into UMC as a registered nurse.

If an employee refuses to float, he/she must place in writing the reason for the
refusal to float and submit the written document io his/hef unit mianager or unit

designee. However, an employee may still be reqmred té ﬂoat ;fhe.*’she cannot
substantiate the reason for refusing to float, -
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Section §: Floatlng Sequenee

Employees vnll be ﬂoated in the followmg order

1. agency or reglstry personnel exeludms contraoud fegxstered nurses;

2, temporary employees,
3. (item employeee, i o X -
4, sEI:;:ned \rolumeers, except that arl" employee will only float once during any
shi
G er ikl )
5. any employee who 1s workmg an addmonal shlﬁ in the follomng sequence:

a.  anemployee who is working # scheduled shift (which was scheduled prior
to the publishing of the schedule) while receiving overtime payment;

b. ,  an emploves whe js. working an uascheduled shift (which was not
scheqluled prior to the publishing of the schedule), with greater than 24
hours gdvaqeed oothe,f, NI

ARoendy 3ot s s et e, dtie
C...&n emqlpyee ho i rs workmg an un,schedalgd shift (less than 24 hours
a&gauoed notlce) _may.refiise. to float, without fear of discipline, however,
}ttu mﬁﬁqployee m;;p.lso be cnlled ot’f, out of sequence, as a result of the
to flgat. . e i

6. _All oqher,mmployees meluswe of eontmcted reglstered nurses in the affected
c0st centes/unit, by clagsification, on a rofational basis in such & manner that the
temporary assignment is equitably distributed within the cost center/unit by
classification (for example: if a registered nurse is required to float, only a
regigtered nurse can fleat, a licensed practical nurse or & certified nursing
assistant.cannot float in place of a registered nurse).- The float must be
accompllshed ona classlﬁeauon for classn,ﬁcauon basis.

Secthn 6 Cruedpn for Refusal lo Float:

1. An employee may refuse to float wrthout the fear of dlsclplme if:

a{‘ v hefglu-. lms heen ldenttﬁedto ﬂoatto am areaoutstde his/her group (i.e
maternal ch;ld medlcalaurglcal ete...); or
i b .-lhe employee can show that aceeptmg the float assignment would violate
the Nurse Practice-Act or any other applicable law or regulation which
govems any license or certification of an employece and place such
license/certification at risk; or
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. hefshe is working an additional shift, which was not scheduled more than
24 hours in advance; or B i

d.  hefshe was contacted to wotk an unscheduled shm or overtlme with Iess
than 24 hours advanced notice; if the-empioyee was not informed that
he/she may be required to float. It is the intent of this section to notlfy an
employee, who is contacted to work an unscheduled shift ot overtime,
where he/she will be working; or e

e, anemployee who is on stand-by and receiving sland-by pay, shall not be
required to float to another unit during a call back and no otherempioyee:
of the same classification will be ﬂoated as : result of the call-back of the
stand..by employee o L. PR .

Sectlon 7:

,,,,,

Designee: - -

The provisions of this section’ shsll be 1mplemented upon full ratlﬁcanon and
approval of this Agreement.

1. When an employee floais to a new section or a'section wlll:re‘lfee‘she hai not
worked in over six (6) months (and at the fequest of the flodted egnployeé).
the beginning of a shiRt, the off going charge nursc or'apptopiiate thanager, will
be required to stay over {on overtime, if applicable, for no more than 45
minutes) and orient the employee to the: phymcal locatiol {sfssfgned (show the -
employee his/her assigned rooms, where supplies aré Tocated Wﬁel‘e the break
room is located ete...) and to ensure the fioated employeé hils {ﬁé l’equired
knowledge, skills and abilities needed for the assignment. e éhargeé nurse or
appropriate manager or designes shall be authorized overtime (1f applicable),

g,

not t0 exceed 45 minutes to accomplish the orientation. "THE dVertime shall riot

be considered fractional overtime and the eharge nurse orddsigllee shalf notbe
subjecthodisclplme S e oo

2. The charge nurse or appropriate meﬂager is responslble for mlrodtlcmg the :
fioated employee to hisfher resource person (which shall be of thie sameor-
higher classification), who is assigned to perforny this-function for the-flodted
employee’s shift. If the resource person changes during the shift, the charge

. nurse or the appropriate manager on duty is responsible for identifying hisheér *

replacement to the floated employee.

3. Whenan 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 redfiest of the
floated employee) after the start of his/her shift, it is the responsibility of the
receiving on duty charge nurse or appropriate manager or designee to arient the

employee to the physical location assigned (show the employee histher assigned -

rooms, where supplies are located, where the break rocm is located, etc...).
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4. During the orientation, the charge nurse.or appropriate manager or designee
shall also be responsible for identifying any medications and/or equipment
which is specific-to the unit assigned and osienting the floated employee to the
uses of the medications ang/or equipment... Additionally, the charge nurse or
appropriate manager.or-designee shall orient the floated employee to any section
specific documentation Pprecess which.may be in place, '

1.

5. In every instance the orientation by the charée hurse Of Appropriate manager or
designee, of the unit accepting float personnel, shall include at least the
following: Ty

a.  physical location of rootr;s, break rooﬁ, .sut..;ﬁlies, ete.; and

i, introduction ko the xesource personsand . , .

Eorrwaltis e e e e e e L
. K ,.;:;WMMQD to medications, documentation processes, unit specific data
Lo | SDREY TEqUITements; ang equipment specific to the unit assigned.

e Sl e B C TH L AR PR TN e
Section, Bz, Responsibilities of the Float Unit: .

1. UMC will make every reasonable effort to ensure that a floated employee will
not receive an. assignment.that containg all of the highest acuity patients on the
.- flaor nor.will.the. floated employes receive an unusually heavy assignment.
. Assignments: will bg balanced among the employees. working on the unit, based
on acuity and following prudent nursing standards, _

| A SRR N

2. Atno time will a floated emplayeg be left without a designated resource person,

3. Al flogted employees, will be evaluated at the end of every worked shift,
-onsistent, satisfactory performers may be waived to less frequent evaluations,
Thq.chgrge Rurse gr appropriate manager or designee shall b responsible for
. &valuating the float personniel on the float evaluation form and submitting the .
ferm to the flcated.pmployee’s manager at completion of the shift,
Secion9: Amcllnry Employses .
In addition.to the procedures. oytlined above (with the exception of Section 1,
paragraph 4 above) and. in the event no work is available for ancillary employees
within. theiz Cost.Center, the employee may request to float 10 an area where their
classification needs are available, priorto being called off. . Co
B T Ty LAY
L T T L T ARTICLE 40 .
stann o e pAceess to UMC Services

1. When UMC determines that there is a need for an employee to complete a
mandatory requirement of employment (examples: TB skin test or CPR
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centification/re-certification) those services shall be made avail;able on all shifts
ot UMC shall provide the appropriate compensation for attendmg to t]y_: L
mandatory requirement during non_-working hours_.' coE T

2. With regard to those sefvices affecting all employees (for example;ie, -

enrollment for health/life insurance and section : 25 plans) that Human °

Resources is either responsible for or provides coordination of, Humen -

Resources will make access to those services available on all shifis/ -I-.{owcver.- :

individuat employee specific issues will continue to be addressed during the _

normal business day. T L T LR
ARTICLE 41

General Savings Clause

TR

1. If any provision of.this document or any application of the document to any

person or persons covered herein be found conirary to Federat Law or thie NRS,
then this provision or application shall be deemed invalid except to tlu_a extent
permitted by law, but all other provisions thereof shall continire ity fulf force and
effect, Ifthere is any change in Federal Law or the NRS thifitWotild/invalidate
or supplement any provision of this Agreement, excluding changes in NRS L
Chapter 288, the parties will meet'to negotiate-iny changd'in i Agreement
relative to the affected provisions only. . o
. E I e [ RIS S LS .
2. Inthe event NRS Chapter 288 is amended, UMC and thé: Usrion; throligha
committee of not more than five (S) represeatatives sdchy wilbest withiin thirty
(30) days of such passage to informally discuss the tamifications, it any, on the
cuirent negotiated Agreement. - : . e R T T
ARTICLE 42 _
Eniive Agreement . - T NTI LA TENIL

The parties acknowledge that during the negetiations resulting in'thig Agreement,
each had the unlimited right and opportunity 10 make dzmands #iid proposals with
Tespect to any and all subjects or matters not removed by law frém tHe-drea of
cotlective bargaining and that the understandings and Agreements ariived at by the
parties after exercise of that right and opporiunity are set fortly' i this Agrébment.
Therefore, UMC and the Union each voluntarily and unquatifiedly waives the right
and each agrees that the other shall not be cbligated to bargain ¢ollectively with
respect to any subject or matter referred to or covered in this Agreement, or with
respect to any subject matter not specifically refered to or coversd iti'thed* <
Agreement, even though such subject or matter may not have been withi the
knowledge or contemplation by either or both of the parties at the time that they"
negotiated or signed the Agreement. All rights and duties of both parties at the time
that they negotiated or signed the Agreement. All rights and duties of both parties
are specifically expressed in this Agreement and such expression is all inclusive,
Any benefit existing priot to this Agreement is negated unless specificaily
incorporated into this Agreement,

¥

85



TR L I ‘-a : ' Tt e

ARTICLE 43
Anti-Strike Clauge
GHCTI e T e :
The qugp agrecs:not to strike, not to. endorse, support, assist o encourage in any
way any individua), employeg.of group of employess to participate in any strike
against UMGN,:!‘EQ;..\ e A T s

FEL

ARTICLE 44
T .INTERPRETER PAY e

R TIEETRRE TTE R
i ST o, et O ]
1 Fqg,nmg; of this atticle the following definitians shall apply:
L LT T T
2. Communication - a dyadic encounter in which information is directly
exchanged between a health care provider and a patient who speak a
?Of,ﬂ,l,l}pn“!;qlglg‘ag?‘, it L, i, e

G I e A e d, B, )
b." on -i,q_tna;hfc,_qncg;mtje} in.which a third person is used to make

communication possible between the health care provider and a patient
who does not speak the same language.

it

i iof Aea b ofro
2. An employee will be eligible o receive ‘lm’;elrp‘_reter_ pay provided the following
conditions are met; R

. Thde einlofee i authorized 1o intépret n a second language at least ten.
{0y houts pet pay'peniodiand "

[ LE TR T

VRO S Sy o T S .
b. a5 a prerequisite o receiving Interpreter Pay, the employee must
par !success:fgllx qg}{npltz@g an.oral, efficiency examination, interpreter training
,0d wairling jn medical terminology, ‘The need for written proficiency
exmningtjoq,wi,l!lipg determined by UMC Human Resources on a case-by-
case basis for selected positions requiring written communication skills in
a second language, Competency testing requires fluency in English and
the required foreign language or languages; and

¢.  the parties further recognize that eligibility for interpreter pay to an
employee is not automatic simply because the employee is bilingual and
uses bilingual skills in the normal course of his/her job duties. When an
employee is required to interpret by his/her supervisor, either outside of
the employee’s classification or outside of the employee’s home cost
center, then the employee may be eligible for interpreter pay (providing
the requirements of this article are met),

d.  Bligibility for interpreter testing and training shall be scheduied by UMC,
based on the identified needs of UMC,

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

. Employees required to interpret outside of their classification or Cost Center by

their supervisor, shall complete the necessary documentation to _e‘stéb_lis_l? they B
have interpreted for a minimum of teit (10) hours during the pay period.” 'Thg T
Administrative Policy on interpretation contains the requited documentation fo
be processed and approvexl,

. Employees eligible for interpreter pay are subject to-annual re-authorization and

certification as identified in paragraph 2 (b) above. However, r__e-c‘:enliﬁcg_tion
through testing will generaliy only be vequired if there are concerns reg’i_it‘ding '
the employee’s competency to interpret, or every two years, I\ghl::h;_f;_; is.

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

skills testing relating specifically to interpretation skifls. Annual competency
testing will be accomplished by staff developient or human resources,

ARTICLE 45_ el
Term of Agreement

T I EUETSN Y S

. This Agreement shall be effective April 2, 2003, and shall remain in effect until

the last day of June, 2006, and shafl continue from year to year thereafter unless
UMC and the Union agree to change, amend, modify or terininaie this '
Agreement pursuant to the pmﬁsions of NRS chgpt_g;_zag. e

+ This Articte does not preclude informai discussion betwien the partiés 57 any

matter which is not'subjéct to negotiation or contract. fﬁnﬁ\sﬁcﬁ“izﬁfqﬁiﬁl
discussion is exerpt from all requirement of ridtice or time schedulé. =

For the Union: For the County: " o

Mary J. Kincaid-Chauncey

Vicky Hedderman, President -
e Chair, UMC Board of Truslees

SEIU, Local 1107

Thomas M. Beatty, Executive Director
SEIU, Local 1107 a
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, Appendix A
_ : , List of Classifications

Accountirg Clerk Al3
Accounting Technician B21
Admitting Nurse C41 -
Admitting/Discharge Representative CAl13
Admitting/Discharge Specialist B21
Advance& Résplratory Therapist B24
Anesthesra TEchmcmn Al3
Apphcanons Analyst . B32
Appllcatmns Programmer C42
Blood Gas Technician CLAl12
Cardiac Moffitor Technician A3
Cardiac Sdrfbgrapher B24
Cardiac Sigical Technologist B23
Cardiovascular Invasive Procedures Technologist B22
Cardiovaséular Non-invasive Procedures Techmctan “Al3
Certified Niksing Assistant Al3
Certified-Reéspiratory Therapist B
Charge Ntirse C4y
Child Life Specialist 41
Clinical Labioratory Assistant T Al2
Clinical Laboratory Technician B22
Clinical Laboratory Technologist T ca2
Clinical Snc:al Worker C42
Comumc’anons Technician - B2
Computer Operator Al2
Computer Technician B22
Cook '> B21
Courier _ All
Data Speclallst B23
Data Techfiician B21
Dietitian - C42
Dietitiah Technician B21
Discharge Coordinator B31
Dispatcher Al2
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NIRRT

Classification Sala

EEG Technician

EKG Technician

Eligibility Field Representative
Eligibility Financial Specialist
Environmental Services Aide
Food Handler

Food Service Worker
Groundsworker

Legal Specialist

IPNI

LPNII

Lithotripsy Technician
Managed Care Representative
Managed Care Specialist
Media Specialist

Media Technician

Medical Librarian

Medical Social Worker | .
Medical Social Worker Specialist
Medical Transcriptionist

MRI Technologist

Network Specialist

Nuclear Medicine Technician
Nuclear Medicine Technologist
Nutrition Assistant

Office Assistant

Office Specialist

Office Technician

Orthopedic Specialist
Orthopedic Technician

Oscopy Technician

Patient Account Representative
Patient Account Specialist
Patient Advocate

Patient Attendant

Patient Transporter
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C|§ssj:fiégigg' n

Performince Improvement Analyst S
Pharrpgcy" Purchasing Analyst o

Pharthacy Technician
Physicidn Referral Specialist
Polysoinographic Technologist
Print Shdp Assistant s
Print Shop Technician

Public-Shfety Officer

Pulmonary Function Technologist
Purchaging Analyst -
Radiologic Services Assistant
Radiology Technician

Receptionist

Registered Nurse

Registeited Radiological Technologist
Registered Respiratory Therapist
Rehabilitation Evaluator
Rehabilitation Staff Therapist
Rehabilitation Therapy Assistant
Rehabilitation Therapy Technician
Secretary .

Senior Applications Analyst

Senior Applications Programmer
Senior Cardiac Sonographer

Senior Registered Radiologic Technologist

Senior Clinical Laboratory Assistant

Senior Clinical Laboratory Technologist

Senior Computer Operator

Senior Ekg Technician

Senior Eligibility Financial Specialist
Senior Environmental Services Aide
Senior Food Service Worker

Senior MRI Technologist

Senior Nuclear Medicine Technologist
Senior Physician Referral Specialist
Senior Purchasing Analyst

Senior Rehabilitation Staff Therapist
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~Salary Schedule

ca1
B22
B21
Al3
B24
All
A2
A12
B22
B2
“Al2
B22
All
c42
B23
B23
C4l
C42
B22
Al2
Al3
C4l
C43
B31
B32
Al3
C43
Al3
B21
B23
Al2
A13
C41
B32
B21
C41
C43

o

MR

Classification

Senior Specialty Imaging Technologist
Senior Sterile Processing Technician
Senior Surgical Technologist

Senior Systems Programmer

Senior Telecommunications Operator

Senior Ultrasound Technologist
Shuttle Driver

Specialty Imaging Technologist N

Sterile Processing Technician
Surgical Technologist
Systems Programmer
Telecommunications Operator
Ultrasound Technician
Ultrasound Technologist
Utilization Review Analyst
Warehouse Specialist
Warehouse Technician

Salary Schedule

B3

- Ki3
Lo Bad
N o N

Al
B B32

T ,Bal. \
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= Appendix C
#_ Salary Ranges
Appendlx B e Effective July 1, 2003
Salary Ranges it o .
cwiet .. . Effective July 1, 2002 _ @  Grade Minimym  Midpoint -~ Maximum Perdiem
Grade. Minimum, ., . Midpoint . Maximym  Perdiem e A08 9230 - 11768 - - 14307 " 10.591
N - o e A 9818 12518 | 15218, 11266
Aos;;" 8.983 L, 11453 13924 10.308 - A0 10445 13318 16.190_;_, 11986
A0Y" " 95557 . 12183 . | 14810 10.965 m All 11112 14168 . 17224 . 12751
Al0 - 10.166;‘1“'j 12962 7 15757 11.666 - Al2 11779 15018 | 18.257 13516
A 10815 D 13789 . 16,763 12.410 % Al3 12486 15920 19.353:__ 14328
A2 11464 . 14616 17769  13.154 B2l 13235 16.874 = . 20514, 15187,
A13 C 12052707 15.494 .. 18836 13.945 o e B22 14.030 17.888 .. . 21.747.. 16.099
B2l ' 12880 ° v 16422 " ' 19964 14780 e B23 14871 18.960 . . 23.050:_._“; 17.064. .
B2 13, 654" 17409~ 21164  15.668 ' B24  15.762 20097 24431 ., .18.087 .
B23™ " 14473 © " 18453 .. 22433 16.608 B31 16.708 21303 | 25897, . _i.f19.17_3
1324 i15 340 © 19,559 ° 23777 . 17.603 B32 17711 22581 ., . 27452 .. .,20323
B3l 16261 .. 20733 25205 18.660 . C4l 18775 . 23938 . . 29.101 - .,21.544 .
Bn 219770 T 2617 19.779 - C42 19.900 25373 . 30.845_1_. . 22.836
cal'” 23297 . 28322 20.967 oe C43  21.094 26895 . 32.696. . 24.206
Ca% 7 19368"° T 24694 1 30000 22225 oo o |
C43  20.529 26.175 31.820  23.558 o |
oe
o
o
e
o
ove
:—: 93
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o _ Appendix D
- . Salary Ranges

P T Effective July 1, 2004 (With PERS Adjustment reflected)
Salary Ranges o : SRR _
- Effective July 28, 2003 (Afier PERS Adjustment) e Grade Minimum ~ Midpoint  Maximum Perdiem
Grade Mmmm Midoint  Maximum  Perdiem e AO8 9435 . 12030 - 14624 710808
: il A09 10038 12798 15559 11604
AOS 9.161 . 11680, . S 14200 10591 A0 10679 13616 - 16552 | 12346
A09 . 9.745... 12425, 15105  11.266 - All 11361 14485 17610 13134
AIQ . 10368 ., 13219, 16070 11986 Al2 12,042 15353 18665 " 1392¢
ALl i 11030, . 14.063.. - 17.097 12.751 A13 12735 16275 19.786 ' ' 14758
A2’ 11691 14906 . 18121  13.516 o= e B2l  13.529 17250 ° 20970"" 15.643
Al3 . 12303, .' 15801 .- .. 19209 14.328 o e B22 14344 18288 ©  2223% ' 16.582
B3I 13.136. 16748 . 20.361 15.187 B23 15203 19384 ' 23.565 .y 17.576,
B22 . 13.925, 17,755 . 21.584  16.099 B24 16114 20545 2497707 18.630
323 14760, . 18819 . 22878 17.064 B3l 17081 21778 ' 26476 | 19748
B2 15.645 19.947, 24.250 18.087 B32 18106 ©  23.085° ' 28.084 ' 20933
B3] . 16583 | 21144 25705 19173 C4l 19195 24473 29752 | j 22.190
Bzg 17.579. 22413, . 27247 20,323 ' Cd2  20.345 25940 © 31535 23521
cay,. 18 63,_‘5 L 23760 28.884 21.544 Q"". €43 21565 - 27496 33426 24932
ca2’ 19752 25184 30616 22836 o e | Co i
C43  21.094 26.895 32696  24.206 &
D
L ot
P
e
| oo
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" Appendix B
~ Salary Ranges
Effgclive July 1, 2005 (With PERS Adjustment Reflected)

Gradg Minimum  Midpoint Maximum  Perdiem

A08 " '9718

A09 "' 10339
A10C 10,999
A11%7 11702
Al2° Y2403

Al 13,147
B21'-> “13.936
B22-' V114,774
B23/" -""is 660

B24 1! 16 597
B3I 17.593
Bsz_i "5 18.649
c41' : 119 770
C42 ¥ - 20,955
C43"4 7 22213

12.931"

13.182
14,024
14.920
15.814

16763
17.768 "

18.837

19966~

21.161

224431
239718 "
252207

26.718
28.321

15,063

96

16.025
17.048
18.138
19.225

20378
21.601
22900

24.273
25.725
‘27.269
28.906
30.644
32.480

7734430

11.236
11.952
12,716
13.528
14339

15,201

16.112
17.079
18.103
19.189
20.340
21.561

- 22.856

24,227
25.680

o
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Appendix F
., Per Diem Rates
‘Effective July 1, 2002
Classification |
Cardiac Sonographer

Certified Respiratory Therapist,
LPN1 ' :
LPNII .

Medical Transcriptionist

MRI Technologist N
Nuclear Medicine Techmclan ..
Nuclear Medicine Technologlst :
Radiology Technician

Registered Radiology Technoioglst
Registered Nurse

Registered Nurse (Critical Care)
Registered Respiratory Therapist
Speciality Imaging Technologist -
Ultrasound Technician

. Ultrasound Technologist

97

“Rate

. ‘2(4-644' o
L. 21935 .
21935 ..
23251 -
1195220 .
30768 - .
.24.644, .,
.-26.124; .

21,935

. 23.251

L3114

: .32 670, -
L 3\-23.251---_-;
0260124

- :24.644 .



Appendlx G
" Per Diem Rates
Effective July 1, 2003
_l ificati
Cardiac Sonographer

Certlﬁed Respiratory Therapist
LPNI>

LPN T

Medical Transcriptionist

MRI Technologist

Nictear Medicine Technician "~

Nuclear Medicine Technologlst )
Ratflology Technician ~'"
Reglstered Radiology Technologlst
Régistered Nurse - ,
Regstered Nurse (Critical Care)
ﬁé@stered Respiratory Therapist
§ éciahty Imaging Technologist
Ultrdsound Technician

Uitrasound Technologist

98

25.322
25.043
22.539
23.890

20,059

31.613

25372

26.842

L. 22539
" 23.890

31.970
33.569
26.544
26.842
25.322
29.824

EHTITNIINIRIRTL

Cardiac Sonographer

EPNI

Appendix H
. Per Diem Rates
Effective July 1, 2004

Certified Respiratory Theraplst

LPN 1T
Medical Transcriptionist
MRI Technologist

Nuclear Medicine Technician

Nuclear Medicine Technologist, .

Radiology Technician

Registered Radiology Technologlst

Registered Nurse

Registered Nurse (Critical Care)

Rate

36,082
25,794,
;23213
24.607.
20.661

s 32,564

i 26.082.

e '.-,f';:s»-'-"’ 27.647,

s 23:215
24607

'fi'ﬁﬁ,j 4 J,gz 929

Registered Respiratory Therapist = .

Spe(:mhty Imaglng Techl'lologlst i .,

Lobg
P!

Ultrasound Technician =" =
Ultrasound Technologist

99

37 340
_27.647
36 082
30719

D] -_'
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Appendlx I
Per Diem Rates
' Effective July 1, 2005 -
g;!@jﬁcg{iog '
Cardiac Sonographer

Certified Resplratory Theraplst
LENT - ) .
IPNI o o .
Medical Transcnptmmst
MRI Technologist
Muclear Medicine Technician,
-1 Naclear Medicine. Technologlst
Radlology Technician

. wRegistered: Radlology:l"echnologzst

Registered Nurse

Registered Nurse (Critical Care)
Registered Respiratory Theraplst
Speciality Imaging Fechnologist.
Ultrasound Technician
Ultrasound Technologist

100

 Rate

26.864
26.568
23911
25.345
21.281
33.538

26.864
28.476 -

23911

25.345

33.917
35.613
28.160
28.476
26.864

31.641

Pogt-Accident Testing:

\___%uﬁiﬂﬂﬂllﬂﬂiiil111iii

APPENDIX J
UMC SUBSTANCE ABUSE PROGRAM

OBSERVATIONANCIDENT am'onr '_ -
Reasonable Cause_ .- Post-Accident __{check one)

DateofReport __~ TimeofDay

Name of Observed Employee

Location of Observation = .I

Observer i Lo i_'
Name Signature :
Position 0 2¢ Other (Supervisor) e t

Reasonable Cause Testing: I

Reasonable cause for testing is a belief that an employee is wiidet ihe mﬂdehée ofa drig widie
alcohol based on specific facta and/or reasonable inferences devived from those facts:: An obsb'fvma

supetvisor shall describe and docwment the following: o e g o

. Specific observations concerning the appearance, behavior, speeell or peharmaﬁcemf meeuphyee,

andfor TR SO

Violation of a safety rule or ather unsafe work incident which, iafﬁerfnwsligsﬁoh;‘leads et
supervison(s) to believe that drug and/or alechol use may be a contributing, faulnr-,nnd!nr. L

Other physical, circumstantial or immediate indicators of crug an‘d!nrlalmhnl‘usé EHR T

- Leat
< b 0

\ .
B

An employee involved in an accident while on duty may be required to undergo a drug and alcohol
test when it i determined the employee contributed to the accident or cannot be completely
discounted as a coniributing factor to the accident. An observing supervisor shall desctibe and
document the following:

Description of accident
Resulting personal injury; and/or
Resulting Property damage.

REASONABLE CAUSE INDICATORS OR ACCIDENT SUMMARY:

(Continue on side 2 and/or attach additional sheets if necessary)
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el e -. APPENDIX K
i

i Associated with e cau . ; vari X . R S e ?!;.--i:-\-e:_ :::
“m“;‘pl’:_: “ﬁm;l é@,;ﬁf&?&ﬁr&;ﬁ?;ﬁi‘;a; observed in the employee. ] RELEASE TO RETURNTO DUTY STATEB‘[{EHT o
D""“'"‘im L TIAE T P PR Watery, glassy, red eyes UMC HUMAN RESOURCES ot
Constricted (amaj] pupils) _ . _ . P

— N Hallucinations T " —
Euphoria {elevated mood) Relaxed inhibitions e e e
—. Aememoodchanges ) Disoriented behavior - is ready to return‘to duty bdaétt on -
" Rtk el petiepion, T % v, T goenenebe e e e ooy e
—_— [Exaggerated sense ofability. .. .., = i Excessively talkative isther substance abuse issues. This statement re| and is to be compleisd by ,'ﬁail,]‘,}ﬂcian"" -
; —_— '.Pbo;r,hs_u@ieyq'cgq;yimtion e Wanders aimlessly _ ance with the UMC Substance Abuss Policy letod fotan to hi/het sumervisor 4 -
: | Excessiveimitability . " .. Depression - or treatment provider. The employee must present the completed foim to SRR B
i R T T B T R S ! ! et D )
: : Ropiid ot slow Breathing Rapid speech hrior to refuming to work. por e -
= Stares off into space Staggering walk ] . _ - : et =
p -Drunk behavior with or without odor of alcohal “Violent behavior - o Soc. Sec.t:
i AL — —_—— -2 rmpbyee Name: - ¢ See: T
Ag'nous TAKEN; e Department:: _ \ . Division: — —
* T Treatment Intake Date; — — Expecied Length of T enf' e
-_;;_ N P e ., Ys treatment expected to interfere with me_mﬁ.ployee’smgular ""’mk:w‘ wg‘“ﬁl‘:':;?."_'___ ;
__F‘.h B ' . . . ]fyes,pleasespeclfy: — '_'Il.l:liiq’-:.."lﬂ.fl g
.' COMMENTS BY EMPLOYEE:
I ' Has the employee begun treatment? 4f no, please indicateexpected start* -
; [ s e e e - - : 1o T T ST I |
CONTINUATION FROM FIRST PAGE IF : g L
o : TrAGE NE":ESSARY L f you are 8 medical direcior, please list any substance abuse-related restrictions/limitations
P ¢ e o t may affect this employee’s ability to perform his/her job: _ —
_j__ . i . o ) o T T LI RPN B
(PLEASE ENSURE CONFIDENTIALITY. OF REPORT IN.DISTRIBUTION) (Please attach additionl sheets if necossary) .
CATad e e -t T T 2L R LR R TR 2
TESTING PROCEDURES CHECKLIST: . JPRINT PHYSICIAN/PROVIDER NAME SIGNATURE TITLE/CREDENTIALS DATE
: B RS S AT AU N R S T o : R
Complete andmeburvalion!lncideﬁtRepm(Seclionﬁa)) ) . : T e “‘
; Advise employee of right to requast second supervisor (Section 4 (b)) — - ey
e Advise employee of rightto Union representation (Section d (2)) - . o [PROGRAM NAME (if applicable) ADDRESS TS .-..JTHDNENO.
A% Adtise employee of leave procedures {Section 4 (g)) . - . L
~—-  Advise employee of refusal to test Policy (Section 4 (g)) DISTRIBUTION WHITE - Employee CANARY -Emg’s Department Head £INK » UMC HR
— "t iContact QUEST Labomnriestodixpuéhﬂiemobilephiehtmnydepmme'nttomnduct : L . e

toxicology collections for drug and alcohol screcning at (702) 733-7866, extension

3446 (voice mail), Leave Your name and telephione number so that QUEST may return
the cali,

Have the employee complete the QUEST collection form, authorizing the collection
form, authorizing the collection of the sampie

Make arrangements for transparting employee to collection site and home {Section 4
(d)). DONOT ALLOW THE EMPLOYEE TO DRIVE HOME.

oc: Department Head sl : _ e
Employee Relations Division of Human Resources i

1
a1t
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' ~ Definitions”

Unless the éﬁi_tgxt olb_qrﬁrise regmr:s,ﬂn mrdsmd lpr-mavuséd m thiﬁ Agreement shall have

ADMINISTRATIVE D{VISION HEAD; the Administiator sesponsible for providi
direction to a seties of enis. Normally has aq.ﬁ.dmigiétrg&ﬁitle. e
ADMINISTRATIVE EMPLOYEE; means,

work directly related to management policies, who customarily exercises discretion and
mdependent judgment and regulatly assists an executive, In addition, it includes the Chief
Adant‘nlst}:g‘nyg:()ﬁ?p;r, hisfher deputy and immediate assistants, Department Heads, their
deputies and immediate assistants, &ilormeys, sppointed officials and others who are.pﬁmarily

;;s:;gf)ﬁlé‘foii f’oﬂnu‘laungan&édmmslenng management policy and programs. (NRS

any employee whose primary duties consist of

B T L ST LA s :
BASE SALA Rinthgt ;ntﬁ_gt_‘panggg to ant smployee as compensation reflected in the
ix(cs) in exchange for services provided exclusive of any cash or non-cash

R

A e L e o '
BRE periods during which an employee is not in pay status and
::ellglble to accrue CAL, EIB, longevity, and other benefits uniess otherwise delineated in the
greciment, oo A [P T . .

EL et

CERTIFIQQEQE?FJ:I'NESS a.signed statement from p state licensed health care provider
mdlc_at!ns whg r an employee i medically able to perform regularly assigned duties without
restriction or limitation, '

CERTIFICAT
describing the
(if the employes contends thal the absence is an FMLA qualifying event) shall comain
mfoppapp;; Wb,ﬂl{l_gh_qug;lbp linegs as a serions health condition, and thus may qualify for
FMLA protecticn. In ali events the cettification of illness shall contain the providers opinion
of when the employee will be able to retumn to assigned job duties.

CONFIDENTIAL EMPLOVEE: an cmployee occupying » position whick by the nature of
ite dutics is involved in decisions of management affecting collective bargaining. Confidential
employees are not covered by this Agreement. (NRS 288,170 [(9)]

CONTINUOUS SERVICE: that service commencing with appointment to a permaent
Imdgeted position and cortinuing until separation from UMC service tninus any breaks in

service,

DEMOTION. the movement of an employee from ene classification to another classification
with a lower salary range.

DEPARTMENT HEAD: a subordinate to the Administrative Divigion Head who has

agiministrati\re and operational responsibility for a work unit (normally an employee with the
director or manager or equivalent classification).

104

: OFIILLNESS a,slatementnlgned bya stat.; Ilctmsed health care p@idw .
type and extend of disability causing absence from job duties. Such siatement -

_ eligible employees.

i im i i imulants {e.g.,
DRUGS: shall include but not be limited to sedatives (e.g. Valium, flomrs, stimula
speed and uppers), hatlucinogens (e.g. LSD), oocame, erack, cannabinoids (e.g. marijuana,
opiates, phencyclidine (PCP), and volatile solve_:i_‘l.t_s :(_1_:r_!|_1§l_a___n£s}.

" licy, drug and
DRUG AND ALCOHOL TEST: for the purposes of the substance abuse policy, drugand
alcohol test means a test for the detection of at least the folldwing: almholi'm.t.'._l fetamines,
barbiturates, cocaine, propoxyphene, benzodaizepines, marijuana, methadon_e_,-p‘t; ;‘“",‘1,“"“’.““..; .
opiates, and phencyclidine (PCP). -~ -~ T T Bl e

FIRST SUPERVISOR: a supervisar from any department, who has been through fhe
supervisor training program specificd-in Article 36 of this Agreement. \‘-vho.f’r!‘ﬁfrp__ s:!i-vr.-s L
different or abnormal behavior of an employee. - o

TR Tk N . TR ST
FTE: full time equivalent: A full time eipldyee is alﬂ FTE. A36 houlr ETEI_%P are g? y
FTE. Azo.hwaweekmployeeisg.sm.l o i o

R R,
e - N "

ILLEGAL DRUGS: eny drug (a) Which is 1ot leglly obtairiable; or (b which is legally '

obtainable but has ot been legally obtained. Thie'term includes prescr Fllﬂ,ﬁnlgsnol legally
obtained and prescribed drugs not bieing used for prescribed purposes.’ o

P

LEGAL DRUG: prescribed drugs and over-the-counter drugs _\.\[hj?h‘_ hmf: bepn I_e__gayll)g P
obtained and are being used for the purpose for \g\vhich‘thgy_'_m preschbed or ma’nufa}clmned o

MERITORIDUS: that level of perforrnance which has been established by the Department

Head or his/her designee to be worthy of spesial recognition in the form of & merit jncrease for,

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

OVERTIME: scheduled or unscheduled hours worked in excess of assignbd shit (8, 10, or '~
12) or in excess of forty (40) during the workweek, -~ - o

PART TIME EMPLOYEE: an employee who is hired to fill a part-time po‘glit_iqp_a__s_g T FTE, )
(28 hours per week) or less, Benefits are prorated based on the nlq'innerlni‘hojiurs regularly . ) :
PROBATIONARY EMPLOYEE: an employee who is hired to fill a Budgeted position, bit
has not completedtheprobalionaryperiodasdeﬂmdir_a this Agteement. ~ © 0
PROMOTION: ihe movement of an employee from one classification to another
classification in a higher salary range, ’ o ) ) ‘_ h
QUALIFYING PERIOD: an initial period served ini a position by a regulat full or pait-time-
employee aa a result of a promotion, voluntary transfer or voluntaty demotion. Ciera,
REASSIGNMENT: any non-disciplinary movement of an émployee from ofie position to =~ ©
anather position for which he/she qualifies as established in the job description. A
reassignment may also take place by the non-disciplinary movement of an employee from one

work unit to another in the same classification for the purposes of staffing or operatictial rieeds
of either work unit. S .

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

REINSTATEMENT: the restoring of a regular full o part-time employee to his/her previoos
position under the provisions of the disciplinary process,

SALARY ADJUSTMENT: the progression from a ower pay lovel in a salary range to a
higher pay level within the sarmne salary range,

o . A . P T S TR,
SAMHSA: Substance Abuse Mental Health Services Administration.
SECOND SUPERVISOR: a supervigor from any department, who has been through the

supervisor training program specified in this palicy, who is called iR Yo assist in the assessment
of the different or abnormal behavior of an employee.

SERVICE CONNECTED DISARILITY: physical or mental incapacity resukting 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 int any slowdown, imemuption of work or operation or concentrated
stoppage of work;
b.  absence from work upon any pretext or excuse such as illaess, which is not founded
: in fact, against the UMC; or

¢.  any other intentional interruption of the opetations of the UMC.

SUBSTANCE ABUSE: the misuse o illicit use of alcohol and/or deugs including controlled
substances. i

SUPERVISOR: any individual having suthority in the interest of the employer to hire,
transfer, suspend, lay off, recall, protnote, discharge, assign, reward or discipline other
employees or responsibility 1o 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 employes in supervisory employee
status unless the exercise of such authority occupies a significant portion of the employee's
workday. (NRS 288.075 (1)

SUSPENSION: a temporary break in service without pay 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 pasition in one work unit of UMC 1o
another wotk 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 considerad
admissible as evidence with respect to any disciplinary hearing held pursuant to Article 9,

Grievance and Arbitration Procedure, unless and only if the employee, or the Union asserts at
the hearing that the employee (grievant) was not counseled prior to the discipline which is the

106
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subject of the hearing. In all events, any verbal counseling notice shall be “P““E;P‘?f’?’PEt“: [Ic A5

employee's personnel file, pursuant to Asticle 6; Section 5, Bmployes Rights.” “°0°, °

VOLUNTEER: a person in a non-budgeted pasition who performs assigned duties withot, , , .
compensation. S e .

. AN | b
WORKDAY: as referred in all articles of this Agreement, {he_ Ipﬁi;igl:work__ da_ y ?esms at, 12‘0‘1{ )
a.m. and ends at midnight each day of the week,

RN bt

WORK WEEK: seven (7) consecutive days'-bégiﬁhmg_afg 10:47 ﬁ.q?:':Suhdqylgl_g__

e G P

continuing to 10:46 p.m. the following Sundsy seven 0 (7) days later. "
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R e
LETTER OF UNDERSTANDING
;++: BY AND BETWEEN ..

THE
- - UNIVERSITY MEDICAL CENTER
A

o, oo ANB
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1167
Laner e won o,  EXCLUSIVITY

This Letter of Understindinig will s6rve s sonfim the narties & ached i
etter, of Understanding will ? to.contiem the parties Agreement reached i
negotidtions reg_m:imgl th;h matter of extlusivity as referenced in NRS 2B8 and as sa:ne would
ual right of a bargaining unit em vance & gri i
behalf utilizing the grievance and . poyes tood b particn s oo 0%

oehall arbitration procedire negotiated i '
in their Collective Bargaining Agresment, ot by the parties and contained

The partiés dgree thit i the Svent a court of competeit jusisdiction
ot ot W SIS BVent 4 court of competent jurisdiction or the Employee-
!\danageq;.ggﬂ!gl_gn{cjm Board determines that exclusivity as defined in NRS 2%:.):27 is
IEted to w9 conler upon the Upion the sole and exclusive right to make
detgmnqgﬂqn.aﬁ 10 whether tg proceed of not to proceed with a grievance thror:gh tl:e
mﬁ;ﬁﬁl ﬁ?evanqg procedyre, the, parties shall amend the Collective Rargaining Agreement

fespects necessary and appropriate to conform' with that interpretation,.

in addition, the parties reserve the right to #ffect such amendment as referred bo:
indeget tnfade(e" o by s oot of oo A referred to above
Mo RSl o i e

HIPL TN AR e

Itis the E‘:.'m'al mtentofthe nur,tlsslq thie I._gnpl_;.uf Understanding to agree, if permitted by
law, ﬂ? ‘ feslgfﬁﬁ{s:ﬂ}yl_ ovemitig pll_,gu_-ieivan;'x;';l' arising from the parties Collective
Bargaining Alrecmont upor SEIU, Loval 1307. o
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LETTER OF AGREEMENT
BETWEENTHE ~*7'%
UNIVERSITY MEBICAL CENTER
AND ,
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1197
_ REGARDING COMPENSATION ISSUES

This witl confirm the parties agreement with respect to those economic _mudifications to the
University Medical Center and the Service Employees Intemational I_.lnlop,:.l.nt_:all___l_ 1_'0;?_ T
Collective Bargaining Agreement which, unless otherwise specified aré reu'oaclive 1o July 1" o
2002, S A et C T T

1. Article 14, Salary, section 1.

2. isunderstood by the parties that along with the salary range increase, zg}‘._pqg{_gf living
adjustrments shall result in eployees’ basé pay increasing by the comesponding
adjustment, untess the employed’s base hourly rate stili exceeds the top of fhe salary "
range after the adjustnient is applied to the salary range, In the evvei;‘l an employee falls
below the new maximum of the salary range, bit fot far enough to Teceive the entire cost.
of living adjustment, the employes shall receive a partial adjustmérit to the maximom of
the adjusted salary range. B o

3. Those employees formerty covered by this asreeinent who ﬂ‘he‘l""’! ian ?_ 8¢ arafed or.
died after the effective date of any wage increase and befor the daté Yiis'agreement is
effected, will be elipible to apply for retroactive pay increases.

L ez - PRI [UCEETINN FYI IPEPINT IR UEPYEEEN o
4. Those employees identified above or beneficiaries of deceased employees must submit
their request in writing by certified mail to the' Assistant Adminisirator, Human 7
Resources no later than May 2, 2003, at 5:00 pmi. Any requests after that dete will be
denied.

5. For those current employees covered by this agreement who choose to apply the value of
their retroactive wages to their cal bank hours, a written request must be received by the
Assistant Administrator, Human Resources by May 2, 2003, at 5:00 p.m. Any request
after that date will be denied.

6. Article 27 re~opener, should employee contribution to PERS Increase. Shoutd
increases to employes contributions to PERS go into effect during the term of this
agreement, the parties also agree to negotiate possible wage increases beyond what is
provided for under article 27 to offset those increases. Furthermore, the parties agres that
negetiations held under this re-opening provision will not be subject to the
impasse/dispute provisions of NRS 288,
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LETTER OF AGREEMENT
... BETWEENTHE °
UNIVERSITY MEDICAL CENTER
_ _ AND -
. SERVICE EMPLOYEES INTERNATIONAL TR
. B UYEES INTERN. AL UN} i
EXCESS DEFEﬂnED"comﬁNstlb? ?Lﬁ?ﬁ‘“‘ b

the Bm’,‘nd-nf_ﬂmpi“? Trusteeg: . tne .

A I

sligible 10 particinate i et STOPlayEES of
dmw,mmwﬁwﬁ Ho .‘“ t:fﬂﬂ;“gmkndzrﬂimﬂi?gmim provisions of the pian
Collective Bargaining A ¥8 of full ratification and approval of the
Miedioel Centont o {10 e oot weeh the SEIU Local 107 aod the University

Mol e Ml ol el e e e v

o of g o lan by the Clark Co ’
Caunty Commissioners. If the University Medical Come unty Board of
A g edical C i e .
z;mclpatc inthe Clark County plan ag E::;PI'O\fetllm:llldﬂ:ldopuedm dewt:;‘:i:eesct:ztklt(hls zfne:mgmh;dm
lar, o ';':;fc'°ip"°‘mf;n‘;‘:‘£im’mm shall be eligible to partcipate following the
the Board of Hospital Trustees, ® A upon adoption and approval of the plan by
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LETTER OF AGREEMENT, .
BETWEEN THE, .
UNIVERSITY MEDICAL CENTER. . .
AND .
SERVICE EMPLOYEES INTERNATIONAL UNIOM, LOCAL MO%; 3 4
ARTICLE 36, UNIVERSITY MEDICAL CENTER’S SUBSTANCE ABUSE POLICY

During the course of negotiations, the parties discussed their mutual recognition of the .13
sensitivity pertaining to those employoes secking assistance under the. au‘spices_l:iﬁthez-n thevi 5t
Employee Assistance Program, and the increased likelihood of employees seeking suchizvr. - -
assistance voluntarily as well as enhanced opportynities for success for thosewequired so seek -
treatment which would result from the establishment of alternative Teatment eavironment. -

g e ™ bernied

To that end, the partics agroe to make available to employees secking treatmgaticounseling .
under the auspices of the EAP, whether on a vohmtary basis, or mandated basis the follewing
options which shall be communicated 10 the employee at the time they signutheic Last Chance:

Agreement or voluntarily seek ssgistance, , |

PR T TT TR
At the time an empiéyep signs a Las( Chame Agreemgm, m' othenmg) ; fi!y secks
asgistance, they shall be advised that EAP counseling is.available gt off-site locations -,

upon request, .
sl e

Employees will also be advised at that juncture in time that inthe, pvant they.bave a bon
fide conflict with UMC’s EAP that would diminish the. potential for.sucessfill treatment
that, in such case an alternative EAP counselor, (cutside UMGC) shalt be offesed. - - -

UMC’s EAP will produce a brochure indicating patagraphs one (1) and tw (2) above;
which will be provided to affected employees and placed for general distribution at bot
on-site and off-site facilities. T A R
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“esie - o o o \LETTEROF AGREEMENT
BETWEENTHE . .
UNIVERSITY MEDICAL CENTER
P S e AN e e,
SERVICE EMPLOYEES INTERNATIONAL URION, LOCAL 1107
~..» REGARDING COMMITTEES -

LT L ARIFEN RCERTURT RV LI oL LE I - :
This will confirm the parties agresment with respect to thoge outstanding issues being
submitted to committees of management and bargaining unit eligible employoes to discuss and
reach consensug o, ,: . - W

oeptde g -

. Performance Appraisal Definltions Committee

%, . The purpose of the Performance. Appraisal Definitions Commitiee shall be limited
... toreview and fomment. an congistency and uniformity of definitions for the
-, dollowing texms found in Human Resoutces Procedure #6, Performance Review
* Program affecting merit increases under. Atticle 15 of the Callective Bargaining
Agreement:

"G g of 1 i excends standard
(2) rating of 2 is meets standard N

(3) rating of 3 is partial compliance

oo iy i 1208 Of 4 8 does pot meet standard . ..

8 acknowiedadi by the paniés hat UMC i the Union have peeviously met and
oot otenied factons and standards and this committes is a continuation of

that process to create definitions for the above ratings,

© . Gompmittee membership shall be limited to twp (2) members from the bargaining
o ity with the [President of the union 85 one of the bargaining unit members, and two

@ merih .-,yj Tom management, with the Compensation Manager as one of the
managéniem representatives. Each party shall thereafter appoint the second

JretT ey el

d. : rlﬁb@a}ipﬁmher he purpose, the pasties agree that the committes shall be
" established within sixty (60) calendar days from ratification and approval of this
agreement,

€.  The committee shall meet as often ag mutually agreed upon by the members,

£ The committec shall forward their recommendations pertaining to these definitions
to the chief executive officer for approval, Unless mutually and jointly agreed, in
writing, in a single document, signed by both parties, it is understood and agreed
that neither party may compel the other to engage in formal negotiations over the
“ recommended definitions, If the discussions of the committes result in material
alterations to compensation, the parties then agree to submit the changes for
ratification of the membership and approval by the board of trustess,

2. Standby pay/market review comumitee
8. The purpose of this committee is to review standby pay as part of the total

campenisation package for classifications required to cover standby hours. The
parties recognize that it is mutually beneficial that standby premiums, as part of the

112
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associated benefits determiniog the total mpmmmpackm’ be at market level
for recruitment and retention purposes. -

- T R |

In wﬁ.lrmerﬁ po ',lﬁep-slli;ﬁ;aaagreematajoiml‘ab?tnzmggemint
standmby pay/market mpl::ose commiltee shall beestablishei within sixty {60}
calendar days from ratificetion and approval of this agreement.

The composition of this committee shall be inclusive of two(2) members sppointed
by the union and two (2) members appounedby mamil_gemen_t-_ e e

The comnittee shall meet as often as mutuslly agreed upon by the miembed, '~

WO RITIE A,
i

These meetings shall be for the purposeoft = =+~ =" "

ki ements 10 coiuduct 4 proveks by which a verifiable sirvey will
® aaM?Miu standby pay premiums, and alf Ea’lnibﬂ gconomic
benefits pertaining to total mpmallmlevels,avmlabléh:nf&ﬁ LAsVegas

healthcare al‘ldrp]'“)lic '«‘rmr])lugr ant marki 'l':.‘ [ R

written cess, and prepare a
. repoﬂbmdupmdwmuks'dfmfgsuﬁey#,@min o

compensation related infmmatim_n;l T

(2) review any information obtained through the survey proce

e e T

(3) the committse shall forward the wetitien seport, Wit récontnli ndation, if any,
to the chief executive officer of the medicat center and the union executive
director. The repartghall not contain a recommendation advérsely affect
any benefit refated td compensition as provided in the aollecﬁve‘na.rgammg

(4)  within thirty (30) calendar dys from th;"repei‘pt}ift-h_é"té?:dﬂ:{ the chief
'+ executive officer shall respond to dtie committee as (o the medical cénter’s
disposition on any such recommenidations contained i the ré port.

(5)  unlees mutually and jointly agreed, in writing, in a single docljrh'érit;"signed by
both parties, it is understood and agreed that veither party _t):n'a:y__fzot_n_pel the
: mmmmehfmalmmmwmwwp ifi the
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LETTER OF AGREEMENT
BETWEEN THE
SERVICE EMPLOYEE'S INTERNATIONAL UNION, LOCAL 1107
AND THE
UNIVERSITY MEDICAL CENTER OF SOUTHERN NEVADA
ARTICLE 21 AND 37

The partics agree that certain vague and ambiguous language exist in Article 21, paragraphs
(3) and (4} relating o the terma emergency illness or other emergenicy matters; and Article 37,
Procedures Section, paragraph 2 as it relates to emergency or sudden illness which continues to
generate grievances, and the parties wish to eliminate grievances relating to the issues attached
to these terms; THEREFORE, the parties sgree that this language shall be interpreted as
follows in order to meintain a consistent ruls that the employees, supervisors and managers
will casily understand and apply:

1. Inorder to qualify for payment under Atlicle 21, paragraph 3 and 4, or Article 37,
Precedures paragraph 2 an emergency shall be defined as any unforsesn, unanticipated
event which prohibits an employes from reperting for or completing his or her scheduled
shift. Emergency situations are normally attached to events cutside the control of the
emiployes, including but not limited to, a water heater exploding, employee involved in a
motor vehicle accident on the way to work, house fire and so forth.

2. In order to qualify for payment under Article 21, paragraph 3 and 4, or Article 37,
Provedures, paragraph 2 a sudden illness is defined as an iliness of the employee or
dependent child or parent, which prevents the employee from reporting to for or
completing his or her scheduled shift.

3. Anemployes is not required to provide all pertinent information to the supervisor or
manager when calling of T for any reason, however, they are required to provide enough
information to allow the supervisor or manager to determine whether the call off is an
emergency or & endden iliness, thereby suthorizing payment under the applicable
collective bargaining provision. The mere statement that the employse has a personal
issue does not suffice to ensure payment under the terms of the coltective bargaining
agreement.

4.  If an employee calls off between his or her last scheduled shifs and next scheduled shift
for an emergency or sudden illness, as described above, he or she may be eligible for
payment from the appropriate leave accrual bank (providing the employee is benefitted
and has the hours in the accrual bank).

5. Ifan empioyee.calls off between his or her last scheduled shift and next scheduled shift
and it is not an emergency or sudden illness, as described above, he or she shall not be

eligible for payment regardless of how long in advance of the start of shift the employee
reports off of work.

114




	K820820.doc
	K820820ABBYY.pdf

