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SERVICE EMPLOYEES
AGREEMENT

This Agreement made and entered into this 2™ of
November, 2006, by and between St. Vincent Mercy
Medical Center (hereinafter referred to as the "Employer"),
and the International Union, United Automobile, Aerospace
and Agricultural Implement Workers of America and its
Local 12 (hereinafter referred to as the "Union") for
employees in the classifications set forth in Attachment A,
who are employed at the locations listed on Attachment B.

ARTICLE 1
RECOGNITION

Section 1.1. Recognition. The Employer recognizes
the Union as the sole collective bargaining agent for the
purpose of collective bargaining in respect to rates of pay,
wages, hours of employment, and other conditions of
employment for all employees in the Service classifications
set forth in Attachment A at the Employer’s facilities listed
in Attachment B, with the exception of all business office
clerical employees, confidential employees, registered nurse
employees, technical employees, professional employees,
physicians, guards and supervisors, employees of any
corporation or entity which is not covered by the National
Labor Relations Board certification, employees covered by
any other collective bargaining agreement, temporary
employees and agency employees as defined in this
Agreement, or other person employed by an employer other
than the Employer, students/interns or similar persons, and
all other employees who are not in classifications listed in
Attachment A.

An employee of the Employer who is in the process of
becoming educated and licensed to fill all requirements of a
Technical bargaining unit classification (“student”) will be
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responsibilities, but who, regardless of such schooling, is
performing all requirements of a classification in the
Technical bargaining unit, will not be considered a student,
and, therefore, will not be covered by this Agreement.

This Section is limited strictly to recognition of the
Union as a bargaining agent as required by the provisions of
the National Labor Relations Act and shall not be interpreted
or expanded in any other manner or for any other purpose.

ARTICLE 2
DEFINITIONS

Section 2.1. Employee: Employee(s) means a person
who is employed by the Employer.

Section 2.2. Employee -- Full-time: Employee(s) who
is in a position budgeted for at least thirty-six (36) hours per
week shall be classified as a full-time employee.
Employee(s) who is in a position budgeted for seventy-two
(72) hours in a two-week pay period shall be considered a
full-time employee for both weeks.

For operational reasons, the Employer may determine,
for purposes of fringe benefit eligibility, to consider a group
of employees as full-time even though they are regularly
scheduled to work less than thirty-six (36) hours.

Section 2.3. Employee -- Part-time: Employee(s) who
is in a position budgeted for at least sixteen (16) hours per
week, but less than thirty-six (36) hours per week, shall be
classified as part-time employee(s) unless covered by the
second paragraph of Section 2.2. Employee(s) who is in a
position budgeted for at least thirty-two (32) hours, but less
than seventv-two (72) hours in a two-week pay period shall




In the event a full-time employee goes on a leave of
absence and the Employer determines to fill his position
during the leave, the Employer shall determine, prior to such
leave commencing, if possible, whether a part-time,
supplemental, contingent or per diem employee in the
affected classification and cost center wishes to fill such full-
time employee’s position on a temporary basis. The senior
part-time, supplemental, contingent or per diem employee in
the classification and cost center who indicates such interest
in response to a cost center posting shall be given
preference. While the part-time, supplemental, or contingent
employee temporarily fills the full-time employee’s position,
they shall be treated as a full-time employee for eligibility
for insured benefits under Article 22, commencing with the
first of the month following the month in which such
employee makes such election. Such full-time employee
benefits shall cease beginning with the first of the month
following the month in which such employee no longer fills
the temporary full time position.

If a part-time, supplemental, contingent or per diem
employee in the cost center does not accept such position,
the Employer may fill such position during the period of the
leave of absence in any manner it determines, including
offering additional hours in the cost center, hiring a
temporary person or using agency employees. Nothing in
this Section prohibits the Employer from soliciting
employees outside of the cost center to fill such available
hours. This solicitation process, if used, is informal and is
not intended to create any obligation for the Employer,
including any obligation to select a particular employee(s) if
more than one employee responds to such solicitation. The
picking up of such additional hours as provided in this
paragraph will not result in a change of status.

If the employee on a leave of absence does not return to
work within the 120 days provided in Article 12, Section
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'111‘2.1(1), the job shall be posted under Article 11, Section
11.2.

i

| Section 2.4. Employee -- Supplemental: Employee(s)
\’zslfho is in a position budgeted for less than sixteen (16) hours
'per week, and is regularly scheduled to work on a shift shall
l?e classified as a supplemental employee. Employee(s) who
is in a position budgeted for less than thirty-two (32) hours
in a two (2) week pay period and is regularly scheduled to
work on a shift shall be considered a supplemental
employee(s) for both weeks.

Section 2.5. Employee - Contingent: An employee
‘who is scheduled for a minimum of two shifts per month,
and is not classified as a supplemental employee or a per
diem employee. If a contingent employee does not work
during any-continuous six (6) month period, he/she will lose
semorlty and be considered not employed by the Employer.
[However for purposes of computing such six (6) months, a
‘eontlngent employee scheduled to work and precluded from
Working due to VTO/MTO will be considered as having
worked.

[

t
)
{

. Section 2.6. Employee — Per Diem: An employee who
1s employed on a day-by-day basis and added to the schedule
‘as needed. A per diem employee is not eligible for fringe
benefits or premium pay provided under this Agreement. A
per diem employee will be paid a fixed rate negotiated with
. |the Union. A per diem is not guaranteed any hours or work.
If a per diem employee does not work during any continuous
'six (6) month period, he/she will lose seniority and be
"donsidered not employed by the Employer. However, for
,p’urposes of computing such six (6) months, a per diem
employee scheduled to work and precluded from working
|due to VTO/VTU/MTO/MTU will be considered as having
..\}vorked Except as modified by this Section, per diems are
covered by this Agreement.
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Section 2.7. . Employee -- Temporary: Employee(s)
employed to fill a specific vacancy for a limited, defined
period of time up to one-hundred twenty (120) calendar
days. The Employer shall provide the bargaining unit
Chairperson with an electronic list of Temporary Employees
on a monthly basis. The period of one hundred twenty (120)
calendar days may be extended by written agreement
between the Employer and the bargaining unit Chairperson.

Section _2.8. Employee - Agency: Employee(s)
employed by an employer other than the Employer and
leased to the Employer. The Employer shall provide the
bargaining unit Chairperson with an electronic list of agency
employees on a monthly basis.

Section 2.9. Employer: Employer means St. Vincent
Mercy Medical Center, a wholly owned subsidiary of Mercy.
Health Partners.

Section 2.10. Adminjstrative Director: Administrative
Director is a person in charge of a department or several
departments of the Employer.

Section 2.11. Manager/Supervisor: Manager/
Supervisor is a person responsible for directing, including
scheduling and transferring, the work of the employees, and
who has disciplinary authority.

Section 2.12. Facility: Facility is the place where the
employee is employed.

Section 2.13. Leave of Absence: A leave of absence is
the period of an authorized leave from work from the
Employer for a period of seven (7) consecutive days or more
and is granted consistent with Article 12. Periods of less
than seven (7) consecutive days will be covered under the
Attendance Control Policy.
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J" Section 2.14.  Status: Status means an employee’s
condition of employment as full-time, part-time,

SUpplemental, contingent, or per diem.

|

Section 2.15. Days: For purposes of the Grievance
P|rocedure the word "days" means calendar days, excluding
Saturdays Sundays, and holidays recognized under this
Agreement For all other purposes, days means calendar
days.

Section 2.16. Designee: Designee means a person who
has authority to act in place of a person designated in this
Agreement to perform any function.

. Section 2.17.  Effective Date of Agreement: Unless
otherwise specified in this Agreement, or by mutual
a’greement of the parties as to the implementation of specific
p’rbvisions of this Agreement, the effective date of this
Agreement is the day following ratification of this

Agreement by the Union.

ARTICLE 3
i ‘ UNION - SECURITY

.. Section 3.1. Union Membership — Future Employees.
Employees who transfer into the bargaining unit or who are
nired into it shall become members of the Union upon
completion of their probationary period consistent with the
apphcable provisions of the law. Union dues shall not be
ldeducted from the employee s pay until the pay period
'followmg the pay period in which the employee completes
tﬁelr probationary period.

Section 3.2. Satisfaction of Membership Requirement.
Iljnder Section 3.1, an employee shall satisfy the requirement
'of membership by tendering to the Union the uniform
initiation fee and the financial core membership dues as
permitted by law.

17
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Section 3.3. Termination for Failure to Tender Dues.
Any employee to whom membership in the Union is denied
or whose membership is terminated by the Union by reason
of his failure to tender such initiation fee and membership
dues shall not be retained in the bargaining unit. No
employee shall be terminated under this Section however,
unless the Union has first notified such employee by letter
addressed to their last known address of their delinquency
and warning them that unless such fees and dues are
tendered within seven (7) days they will be reported to the
Employer for termination of employment as provided herein.
The Union will furnish a copy of such letter to the
Employer’s Chief Human Resources Officer or designee on
the same date that it mails the letter to the employee.

If the Union notifies the Employer’s Chief Human
Resources Officer or designee that an employee has failed to
tender his/her delinquency within such seven (7) days and is
subject to termination, the Employer within thirty (30) days
of receiving such notice, will terminate the delinquent
employee, provided the Union has advised the employee of
all of his/her legal rnights.

ARTICLE 4
CHECK-OFF

Section 4.1. Union Dues Check-Off. The Employer
agrees to deduct dues of employees subject to the Union
security provisions of this Agreement, to the extent that such
employees have executed the Union’s assignment,
authorization and direction. Dues shall be deducted
commencing with the pay period following the pay period in
which the employee completes his probationary period.
Such dues shall be deducted from every pay check issued,
provided the employee has sufficient net earnings to cover
such deductions, and remitted to the Union not later than ten
(10) days after the last pay day in the month in which they
are deducted. The amount of such deductions together with
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a|1:1 alphabetical list of those for whom deductions have been
‘;ﬂade and a list from whom deductions were made in the
past but are not being made in the current pay shall be
re‘mltted to the Financial Secretary of Local 12 of the Union
within ten days of the last pay day in the month. In cases
where a deduction is not in conformity with the provisions of
the Union’s Constitution or By-Laws, or such deduction has
already been remitted to the Union, refunds will be made by

the Union.

~ Section 4.2.  Employer Held Harmless. The Union
agrees to hold the Employer harmless, including any costs
for attorney fees, as a result of the Employer deducting dues

t['or the Union as provided in this Article.

Section 4.3. V-Cap Reduction. The Employer agrees
to deduct from the pay of members of the Union who
authorize such deductions by completing an Authorization
and Check-Off Contribution to the UAW V-CAP form.
Deductions shall be made only in accordance with the
provisions and in the amounts designated on the V-CAP
forms. A properly executed V-CAP form delivered to and
?(?n file with the Employer shall be a prerequisite and
3p:recondition to the deduction of such monies.

The deductions shall be deducted from every paycheck
lssued in each calendar month, provided there are sufficient
’funds and an electronic report indicating the amount
Hdeducted will be forwarded to the UAW V-CAP on a
hllonthly basis, together with a list of names of the Union
|fnembers within the bargaining unit covered by this
'Agreement for whom deductions have been made. The
lEmployer further agrees to furnish UAW V-CAP with a
yearly report of each Union member’s deductions.

“ The Union shall protect and hold the Employer harmless
‘from any and all claims, demands, suits and other forms of
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liability by reason of actions taken by the Employer to
comply with this Article.

ARTICLE §
MANAGEMENT RIGHTS
. Section 5.1. Management Rights. The Union

recognizes and agrees that the Employer retains sole and
exclusive responsibility for the management, control and
operation of the business and complete authority to exercise
those rights and powers incidental thereto, including by way
of general example and not by limitation, exclusive right and
authority to determine the number and location of its
buildings, facilities, and services, and to determine whether
to open or close facilities, branches, clinics, or any other
type of facility, merge with hospitals, hospital systems, and
the number, type and kind of services to be rendered by the
Employer; to determine all methods of marketing,
advertising, promoting and rendering its services, including
the prices to be charged therefore, and the exclusive right to
approve all contracts for any of its services; to make all
financial decisions, including the accounting, bookkeeping
and other record keeping methods and procedures, to
determine the organizational and business entity structure of
the Employer; to determine whether to transfer, lease, sell,
merge, or discontinue the entire business operation or any
part thereof; to determine the methods of providing services,
schedules of employees, to determine whether to purchase
any materials or goods or services from other persons; to
subcontract work; the right to determine the number of
employees to be hired, employed and working, and the
selection, promotion or transfer of employees to supervisory,
managerial, or other positions outside the bargaining unit;
the right to establish the starting and quitting time, the
number of hours to be worked, and the business hours of all
of its facilities; the right to establish and maintain and
enforce reasonable work rules and regulations; to determine
the allocation and assignment of work to employees, it being
20



quderstood and agreed by the Employer and the Union that
the general nature of the Employer’s operations requires
employees to be employed interchangeably in various
posmons and that any employee may be assigned duties in
other areas of work as needed. The above rights of
management are not all inclusive, but only indicative of the
type of matters or rights which belong to and are inherent to
the Employer.

' Section 5.2. Management Rights Retained.
Additionally, it is understood and agreed that all rights,

powers and authority of the Employer are retained by the
Employer, except those specifically abridged or modified by
the Agreement and any supplementary agreements that may
hfreaﬁer be made.

. Section 5.3. Management Rights Re: Work Force. In
addition to the foregoing exclusive responsibilities of
management, it is further recognized that the Employer has
the responsibility for the selection and direction of the
working forces, including the right to hire, to discipline, to
maintain discipline and order, suspend or discharge for just
cause, to promote or permanently transfer, to relieve
employees from duty because of lack of work, or for other
reasons determined by the Employer, subject only to specific
terms of this Agreement and to the grievance procedure.

Section 5.4(a). Subcontracting — Prior to Ratification
ot Agency Persons. Subject to sub Sections (b) and (c),
b'argammg unit work being performed by bargaining unit
employees on the effective date of this Agreement will
generally be performed by members of the bargaining unit.
ths Section does not apply to any work subcontracted
before the date of the Union’s ratification of this Agreement
or the use of agency persons consistent with the terms of this

U
Agreement.

!i

\
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Section 5.4(b).  Subcontracting — Duration of Less
Than One Month or During Emergency. The Employer may
subcontract any work which is less than one (1) month’s
duration or results from an emergency. However, with
respect to subcontracting of less than one (1) month and
subcontracting due to an emergency, if possible, the
Employer will notify the Union’s Chairperson of the
Bargaining Unit of the subcontracting and the reasons and
length prior to the commencement of the subcontracting.

For purposes of this Section, “emergency” shall mean
those situations which occur as a result of unforeseen
circumstances and require the commencement of the
subcontracting within a time frame which precludes the
Employer from giving the advance notices and meeting with
the Union as provided in this Article.

Section 5.4(c).  Subcontracting — Future Work in
General. The Employer may also subcontract bargaining
unit work whenever such subcontracting does not result in
the actual layoff from work, or the actual reduction of
straight time hours of bargaining unit employees. In addition
the Employer may subcontract bargaining unit work which
may result in such layoff or reduction of hours provided (1)
It has given the Union notice at least thirty (30) days in
advance of the effective date of such subcontracting, and, (2)
at the Union’s request, negotiate with the Union about
alternatives to such subcontracting. In addition the
Employer agrees that it will not subcontract work to
discriminate against the Union or employees covered by this
Agreement because of their Union affiliation, and will not
subcontract work if it has available equipment and
employees with the required expertise, and, on an economic
basis, and/or efficiency basis the performance of such work
by employees will be as economically advantageous as
performing the work on a subcontract basis.
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‘|| Section 5.5. Lease of Facilities. The Union recognizes
that the Employer may lease a part of its facility to a third
pﬁrty which is not legally related to the Employer, and which
?‘rlrllploys its own employees, and establishes its own terms
and conditions of employment for those employees.
1
l Nothing contained in this Agreement prohibits such
lease and the Employer and Union recognize that this
Agreement shall not be binding on such lessee. This
provision is not applicable to the Employer subcontracting
its own work or services to a contractor. Subcontracting is

c?()vered by Article 5, Section 5.4.

! Section 5.6(a). Job Redesign/Merger of Jobs. The
Employer and the Union recognize that the ultimate
responsibility of determining job content and job
responsibilities rest with the Employer. To the extent that, in
determining such job content and responsibilities, the
Employer determines to redesign the essential job content
a%fd responsibilities of a job or to merge job classifications it
will notify the Chairperson of the bargaining unit of its

intent, as provided in Section 5.9.

In redesigning job content and responsibilities, the
Employer subscribes to the principle, as provided in Section
5[.9, that seeking employee input is valuable, provided that
nfo'thing in subscribing to this principle in any way erodes the
Employer's responsibility of making the final determination,
nor requires employee input if circumstances make seeking
$u|ch input impractical for morale, technical, or strategic
feasons.

i

* Section 5.6(b). Job Elimination Due to Redesign or
Merger. In the event an employee's job is eliminated as a
result of a job redesign or merger and they are permanently
laflid off from their classification, they shall exercise their
seniority as provided under Articlel 1, Section 11.2 to bid for
open or posted jobs, or under Article 11, Section 11.4 to

23
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displace another employee. In either event, the employee
exercising their seniority shall receive a trial period as if they
had bid for a vacancy under Article 11, Section 11.2.

Section 5.7. Job Redesign/Merger/New Job
Classification - Pay Rate. In the event the Employer
determines to establish a new classification or to redesign a
classification by materially changing the essential job
responsibilities or qualifications of that classification, or to
merge classifications, the Chairperson of the Bargaining
Unit will be notified at least fourteen (14) days in advance of
the effective date of such classification redesign or merger,
and the Employer will negotiate with the Union concerning
the applicable rate of pay. In the event the Employer and the
Union are unable to reach agreement on such wage rate
within such fourteen (14) days, the Employer may
implement the classification and wage rate, subject to the
Union grieving such wage rate. Such grievance shall
proceed directly to Step Four of the Grievance Procedure. In
reviewing such wage rate, the arbitrator must base their
determination on the comparative relationship between the
qualifications and responsibilities for the new job or
redesigned or merged job classification and existing job
classifications in the bargaining unit and may select only the
last offer of the Employer or the Union.

Section 5.8. Relocation Of Service/Unit/Operation. In
the event a service or unit or operation or sub-division
thereof is physically transferred from the Employer to a
related entity within a radius of thirty miles of the
Employer's main campus on Cherry Street of Toledo, Ohio,
the Employer will notify the Union thirty (30) days in
advance of the effective date of such transfer and review
with the Union the reasons for such transfer. The Employer
agrees that such transfer will be for sound and compelling
business reasons, and will not be for discriminating against
the Union or the employees covered by this Agreement
because of their representation by the Union.
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- For purposes of this Section, a related entity is defined
as St. Charles Mercy Hospital, St. Anne Mercy Hospital,
'Mercy College of Northwest Ohio, or other similar entities
or corporations formed after the ratification date of this
‘Agreement in which the Employer is a partial owner of the
:entlty and involved in the management of the operation.

| ‘z’ Employees affected by the decision will be offered the
followmg options: (a) to transfer to the other entity,
provided there are available jobs; or (b) to exercise their
sieniority as provided in this Agreement.

!

If an employee accepts a transfer to another entity
related to the Employer, the employee shall not suffer any
reduction in their wage rate; if, after the transfer, a staffing
reduction occurs at the other entity which affects such
efnployee, the employee’s continuous service with the
Employer and the other entity will be recognized.
|
' Although an employee accepting transfer to a related
entity will not be covered by this Agreement, an employee
electing a transfer will retain seniority within the bargaining
unit which was accrued as of the date of transfer. As a
result, such an employee may elect to use their seniority to
b1d for open positions in the bargaining unit, or to exercise
thelr seniority within the bargaining unit, if laid off as a
|result of a reduction in force at the related entity to which
they were transferred.

4

j Section 5.9. Job Security Committee. The Union is
|c‘:lommitted to the success of St. Vincent Mercy Medical
‘Center and recognizes that the job security of its employees
"{depends upon SVMMC’s success in providing quality
patient service in a cost effective manner.

E Therefore, consistent with Section 5.6(a), prior to

making a final determination regarding the redesign of a

classification’s essential content and responsibilities, or the
25




merger of classifications or departments, or the transfer of
essential job responsibilities from one classification or
bargaining unit to another classification or bargaining unit
(“change”), the Employer will give the Union Chairperson(s)
30 days notice prior to the implementation of such proposed
change if the change will result in the layoff of employees,
or reduction of straight time hours, or have a major adverse
impact on employees in the classification(s), such as
requiring all employees in the classification(s) in the
applicable unit/department/cost center to re-bid jobs.

The Union Chairperson(s) and the Chief Human
Resources Officer will convene the Job Security Committee,
consisting of the Union Chairpersons and the remainder of
the Bargaining Committee members representing the
affected bargaining units, and one representative of the
Union’s choosing from each of the affected cost center up to
an equal number of Employer representatives.

The Committee will meet within (10) days after the
notice is given to discuss alternatives or modifications, and
identify any possible negative financial impact to employees.

While the ultimate goal of the Committee is to seek
mutual endorsement of any change and to encourage to the
fullest degree friendly and cooperative relations between the
respective representative at all levels, nothing in stating that
goal in any way erodes the Employer’s right to make the
final decision(s) as provided in Section 5.1 and 5.6 of this
Agreement.

Every six to twelve (6 tol2) months, and ongoing,
following a change as provided above, mutually agreed upon
quality assessment evaluations of the determination will be
conducted by this Committee.

Section 5.10. Work Rules Changes. Regarding the
Employer’s right to change its work rules, the Employer
26




shall give the Union at least sixty (60) days notice of any
changes in such rules, and during such sixty (60) day period
at the Union’s request meet and review with the Union, the
chlange(s) and the reasons for such changes(s).

% Within seven (7) days after its implementation, the
Union may grieve at Step Three of the Grievance Procedure,
the appropriateness and reasonableness of such rule change
and whether it meets the just cause standard for discipline,
prowded in Article 5, Section 5.3.

For purposes of this section, “change” means additions,
deletlons from or modifications of any rule.

- Section 5.11. Negotiations — Waiver of Right to
Bargain. The parties acknowledge that during the
negotiations which resulted in this Agreement, each had the
unlimited right and opportunity to make demands and
proposals with respect to any subject or matter not removed
by law from the area of collective bargaining, and that the
u:nderstandings and agreements arrived at by the parties after
the exercise of the right and opportunity are set forth in this
Agreement. Therefore, the Employer and the Union for the
life of this Agreement each voluntarily and unqualifiedly
waives the right, and agrees that the other shall not be
obliged, to bargain collectively with respect to any subject or
matter referred to or covered in this Agreement, or with
respect to any subject or matter not specifically referred to or
eloivered by this Agreement, even though such subject or

matter may not have been within the knowledge or

clontemplation of either or both parties at the time that they

t . .
li)le'gotiated or signed this Agreement.

i Section 5.12. Entirety of Agreement. Subject to the
Management Rights provisions of this Agreement, the
Employer and the Union agree that this Agreement sets forth -
the entire Agreement between the parties as to terms and
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conditions governing employment of employees in the
bargaining unit.

ARTICLE 6
GRIEVANCE PROCEDURE

- Section 6.1. Grievance Defined and Grievance Steps.
A grievance is defined as a dispute with respect to an alleged
violation or with respect to the interpretation of this
Agreement, and shall include any and all disciplinary actions
taken by the Employer, provided that, “Employee
Conferences” or “Coachings” shall not be deemed
disciplinary actions taken by the Employer. Therefore, such
action will not be considered a “grievance” and, therefore,
excluded from application of the procedure set forth in this
Article. Employee conference/coaching forms will only be
used, considered or raised by the Union or the Employer in
any phase of the grievance process under the following
circumstances: (i) when the conduct at issue is related to the
conduct that was the subject of a prior conference/coaching
session; or (ii) to rebut a claim by an employee of a good
work record.

To be considered a grievance, such dispute has to be
processed in the following manner:

STEP ONE: When an employee(s) has a grievance,
they shall first notify their Manager/Supervisor, or designee,
and discuss the grievance with them; at the employee’s
request, the employee may have the steward assigned to
process grievances for their area present. Such discussion
must take place within five (5) days after the incident, which
gave rise to the grievance, initially occurred.

STEP TWOQ: If the grievance is not satisfactorily
settled at Step One, the employee(s) may so inform the
steward assigned to process grievances for their area, who
shall, if they believe the grievance should be processed,
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drscuss the grievance with a Bargaining Committee member
who shall reduce the grievance to writing within five (5)
da[)ls after the discussion at Step One on a standard form, in
trlplllcate, and signed by the employee(s) involved, and
p'r:e'sented to the  Administrative  Director  or
Manager/Supervrsor of the employee's cost center. The
grievance must specify the facts which it is based on, cite the
seetlon(s) alleged to have been violated, the date on which
the Step One discussion occurred, the Manager/Supervisor
involved in the Step One discussion, and the resolution
requested. Such  Administrative  Director  or
Manager/Supervisor, or their designee, shall within five (5)
days after receipt of the grievance, state their disposition of
the grievance in writing on the grievance form, sign their
name thereto, and give it to the Union's Chairperson of the
Bergaining Committee.

1 STEP THREE: If the Administrative Director’s, or
M\anager’s/Supervisor’s or their designee’s, answer is not
agreeable, the Union may appeal the grievance to the
Er[nployer's Chief Human Resources Officer, or their
designee, by giving them written notice of such appeal
within five (5) days after the answer at Step Two is received
b)[' the Union's Chairperson of the Bargaining Committee.
The Employer's Chief Human Resources Officer, or their
demgnee, the Administrative Director or
Manager/Supervisor for the cost center in which the
employee works, and one other Employer representative,
aIIllfi the Union's Chairperson of the Bargaining Committee,
one other Union representative involved, and the Grievant
shl'cllll meet to review the grrevance within fifteen (15)
calendar days after the appeal is received by the Chief
Human Resources Officer. The Employer’s Chief Human
l}lesources Officer, or their designee, shall give their answer
t(')l f’ the Union's Chairperson of the Bargaining Committee
within ten (10) days after such meeting. A representative of
the International Union may at the Union’s discretion be
present at the Step Three meeting.
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STEP FOUR: If the Employer’s answer at Step Three
is not agreeable to the Union, it may, if done within thirty
(30) days after the Union's Chairperson receives the
Employer’s Step Three answer, appeal the grievance to
arbitration. The appeal shall be taken within such ten thirty
(30) days by a written notice to the Employer's Chief Human
resources Officer, or designee, which is signed by the
Union's Chairperson, or designee, and by on line notice filed
with the Federal Mediation and Conciliation Service
("FMCS").  The FMCS filing fee will be paid on an
alternating basis, beginning with the Employer making the
first payment.

The arbitrator shall be selected by the Employer and the
Union alternatively striking a name from the panel of
arbitrators received from the FMCS, with the last remaining
arbitrator being the person selected to hear the grievance.
Each party may reject one list submitted by the FMCS.
Unless otherwise agreed, the list furnished by the FMCS
shall contain seven (7) names.

Grievances shall be arbitrated separately, unless
otherwise agreed by the Employer and the Union.

Arbitrations shall be held at a mutually convenient site
selected by the Employer and the Union.

The Arbitrator's jurisdiction shall be limited to an
employee's grievance arising out of the interpretation or
application of this Agreement, including any written
amendments or supplements hereto, provided, regarding any
retirement plan or other deferred compensation plan, or
insured benefit plan, whether self insured or otherwise, the
arbitrator shall have jurisdiction only to interpret the terms
negotiated and set forth in this Agreement regarding such
plans, but shall not have any jurisdiction to interpret or apply
any of the terms or administration of such plan. The
arbitrator shall not have jurisdiction to add to, subtract from,
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or modify any of the terms of this Agreement, or
‘amendments or supplements hereto, or to specify the terms
of a new agreement, or to substitute his discretion for that of
the Employer or the Union, or to exercise any of their
|funct10ns or responsibilities. If the grievance concerns
‘matters not within the arbitrator's jurisdiction, it shall be

r[etumed to the Employer and Union without decision.

Section 6.2.  Arbitrator’s Decision. The arbitrator‘s
decmon shall be binding on the Employer and the Union and
the employees.

~ Section 6.3. Arbitrator’s Fee. The loser on the merits
of the grievance shall pay the arbitrator’s fee. The arbitrator
shall issue his written opinion within thirty (30) days after
the close of the record.

| Section 6.4. Arbitration — Court Reporter. If either the
Employer or the Union requests a court reporter or similar
service for an arbitration, the requesting party shall pay such
service's fee. The fee for any transcript shall be paid by the
party ordering the transcript, or be split if both the Employer
and the Union order a transcript.

Section 6.5. Notice of Grievance Representatives. On
the date this Agreement is signed, and immediately
thereafter upon effectuating any changes, the Employer and
the Union shall provide each other the names of their
r[espective representatives who shall act as their
representatwes at the various steps of the Grievance
Pﬁocedure

Section 6.6. Retroactive Claims/Back Wages. The
retroactwe effect of any claim filed under the Grievance
Procedure shall be limited to the five (5) day period prior to
the date of the oral presentation of the grievance at Step One
of the Grievance Procedure. No claim for back wages shall

éxceed the amount of wages the employee would otherwise
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have earned, less any unemployment or other compensation
they may have received from any source of employment
during the period in question.

Section 6.7. Binding/Non-Binding Nature _of
Agreements in Grievance Procedure. An agreement between
the Employer and the Union reached at Step Three of the
Grievance Procedure is binding on the Employer, the Union,
and all employees affected and cannot be changed by an
individual employee. Agreements reached at Steps One and
Two shall be binding only for purposes of the specific
grievance and shall not be precedence for other grievances
or an interpretation of this Agreement.

Section 6.8. Grievance Withdrawal. Grievances
processed to arbitration may be withdrawn only on written
agreement of the Employer and the Union.

Section 6.9.  Grievance Time Limits. Time limits
specified in the Grievance Procedure are of the essence. If
the Union or employee fails to act within the time limits set
forth in Steps Two or Three of the Grievance Procedure, the
grievance will be deemed to be dropped, and in those cases
where the Employer has given an answer, its last answer will
be final. If the Employer fails to give an answer within the
time limits, the grievance shall automatically proceed to the
next step. The time limits provided in this Article may be
extended in a written agreement between the Employer and
the Union.

Section 6.10. Time During Grievance Process. When
an employee or Union representative participates in Steps
One through Three of this Grievance Procedure, they shall
be granted time off the job and shall not suffer any reduction
in their straight time pay or benefits.

If a Union representative authorized to attend the Step
Three meeting under this Grievance Procedure is not
32
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workmg at the time that the Step Three meeting is held, they
shjall be paid at straight time pay, or if they work on the day
of ’such Step Three meeting, but at a time different than the
tlme during which the Step Three meeting occurs, they shall
b ppaid straight time for attendance at such meeting or have
(eructlon of their work hours on such day as provided in
Artlcle 10, Section 10.4.

Additionally, the Chairperson of the Bargaining
Commlttee shall not suffer any reduction in their straight
tlme pay or benefits for attendance at an arbitration
proceedmg under Step Four. The Employer agrees to
arrange for unpaid time off, without reduction of benefits,
for any other Union representative or witness necessary for
the Union’s presentation at the arbitration, provided the
U{riion advises the Employer of the names of such persons at
least seven (7) days in advance of the arbitration hearing.

|- Upon request, the Employer also agrees to arrange for
unpaid time off, without reduction of benefits, for the
Grievant to attend an arbitration regarding their grievance.

ARTICLE 7
NO STRIKE/NO LOCKOUT

|

i Section 7.1. No Strike/No Work Stoppage/No
Pucketmg Under no circumstances will the Union, any of its
?fﬁcers or employees cause, authorize, or condone, nor will
any member of the bargaining unit cause, authorize,
condone or take part in any picketing on the premises or
adjacent thereto, strike, sympathy strike, sit-down, stay-in, or
Isl|owdown in any building or property of the Employer or
any curtailment of work or restriction of work or
interference with the operations of the Employer during the
term of this Agreement.

Section 7.2. Employer Not Required to Negotiate
During Violation of Section 7.1. In the event of any of the
_ ( 33
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activity described in Section 7.1, the Employer shall not be
required to negotiate on the merits of the dispute which gave
rise to the stoppage or curtailment until such has ceased.

Section 7.3. Notice to Employees Re: Violation of
Section 7.1. In the event of any activity described in Section
7.1, the Union's Regional Director shall immediately, upon
notice of such activity, instruct the involved employees in
writing that their conduct is in violation of this Agreement,
that they may be discharged, and instruct all such persons to
immediately cease such conduct.

Section 7.4. Grievance Qver Section 7.1 Prohibited
Activity. In the event an individual employee or group of
employees engages in any of the prohibited activities set
forth in Section 7.1 above, the Employer shall have the right,
at its discretion, to discipline or discharge such employee or
group of employees. However, it is understood and agreed
that if there is a dispute as to whether an employee has
engaged in the prohibited activities set forth in Section 7.1,
the employee or employees may process a grievance limited
to the issue of whether they engaged in the prohibited
activity, starting at the Third Step of the Grievance
Procedure, provided a written grievance is filed with the
Employer within the time limit provided at Step One of the
Grievance Procedure.

Section 7.5. No Lockout. The Employer agrees that it
will not lockout any employee during the term of this
Agreement. However, if any employee is unable to work
because equipment or facilities are not available due to a
strike, work stoppage, slowdown or other interference by
employees of another employer, such inability to work shall
not be declared a lockout, or a slowdown, or stoppage of
work by the employees represented by the Union.
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3 ARTICLE 8
: SPECIAL CONFERENCES

|| Section 8.1.  Meetings Regarding Mutual Concems.
Uhless waived, the Employer and the Union shall meet
quarterly to discuss matters of mutual concern which relate
to‘the terms and conditions of employment of employees in
the bargaining unit. Two of these four quarterly Special
Conferences shall include all members of the Union
Bargaining Committee. Additional Special Conferences may
be scheduled by agreement of the Employer and Union. An
agenda for such meeting shall be prepared by the Employer
and the Union exchanging the items they wish on the agenda
atv’ least ten (10) days in advance. If agenda items are not
supmined, then the meeting for that quarter shall not take
place. Matters to be taken up at the meeting shall be

coErj1ﬁned to those included on the agenda.

Section 8.2. Grievances Not Subject For Special
Conferences. Grievances subject to the grievance procedure
af[ej not subjects for discussion in the quarterly meeting.

Section 8.3. Special Conference Attendees. Special
Conferences shall be attended by the Chairperson of the
Bargalnmg Committee, or designee, and the Union's
International Representative, and the Employer's Chief
I—ll}j%’man Resources Officer and the Vice President for the
work area involved in those agenda items, or their designees.
The Employer’s Vice President of Human Resources and the
Union’s Assistant Regional Director may attend such
SI!)'emal Conferences. While the Employer and the Union
can agree to have additional persons attend such meetings,
théy agree that such agreement will be sought only for

extraordmary circumstances.

|
J

- Section 8.4. Special Conference Scheduling and Pay
for Chairperson and Bargaining Committee.  Special
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conferences shall be scheduled during the regular release
time provided in Article 10, Section 10.8 for the Chairperson
of the Bargaining Committee, and they will not suffer any
loss of pay or benefits as a result of attendance at such
quarterly meetings. Bargaining Committee members
attending Special Conferences will be paid for time spent in
such Special Conferences.

If the Employer and the Union agree to have an
employee other than the Chairperson or member of the
Bargaining Committee attend a Special Conference, the
employee will not suffer any loss of straight time
compensation or benefits as a result of attendance at such
meeting.

Section 8.5. Summary of Special Conferences. Within
ten (10) days following the meeting, the Employer will
prepare and distribute to the Union, a summary of the
agenda items discussed, and any agreements reached on the
agenda items. If the Union has any objections concerning the
summary, the Chairperson of the Bargaining Committee, or
designee, shall notify the Chief Human Resources Officer
within ten (10) days of receipt of such summary.

Section 8.6. Special Conference ILocation. Such
quarterly meetings shall take place at an Employer facility.
If necessary to prepare for the meeting, the Union
representatives may meet at a place designated by the
Employer up to one (1) hour before such meeting.

Section 8.7. Semi-Annual Meetings With Chairpersons

of all Bargaining Units Represented by Union. Unless
waived, the Employer and the Union shall meet twice each

calendar year to discuss matters of mutual concern which

relate to the terms and conditions of employment of

employees in the three bargaining units represented by the

Union. Such meetings shall be conducted according to the

procedure provided in Sections 8.1 and 8.2 above, scheduled
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as, provided in Sections 8.4 and 8.6, and a summary of the
meetmg prepared as provided in Section 8.5. The meeting
sha}ll be attended by the Chairperson of the Bargaining
Committee, or their designee, for each such bargaining unit,
anﬂ the Union’s International Representative, and the
Erlnployer s Chief Human Resources Officer and the Vice
Pre51dents for the department(s) involved, or their designees.
The Employer’s Vice President of Human Resources and the
Umon s Assistant Regional Director may attend such
Sp[[ecml Conferences. For attendance at such semi-annual
meetings, the Chairperson of the Bargaining Committee, or
their designee, shall be compensated as provided in Section
8.4 above.

Section 8.8. Labor Management Meetings. The Chief
Human Resources Officer or designee will continue the
current practice of meetings with the Chairpersons of the

Union’s bargaining units to discuss items of mutual concern.
[

|

| ARTICLE 9

' OPERATIONAL IMPROVEMENT/QUALITY

([ ENHANCEMENT MEETINGS

i Section 9.1. Operational/Quality Enhancement
Meetings. The Employer recognizes that under Joint
Cbmmission Accreditation Standards it has the responsibility
for providing an adequate number of qualified employees to
provide patient care, and to evaluate improvements for the
qtlliallty of its services. Under these Standards, the
A}dmlmstratlve Director of the cost center is to recommend
t(T‘the Employer's Administration the number of qualified
employees to meet this Standard and methods for
nﬂprovement of services. These functions will be carried
OHt consistent with the Employer’s Management Rights as
prov1ded in this Agreement. However, on request of the
Unlon the Employer will meet with the Chairperson of the
Bargammg Committee, and two other members of the

bargammg unit as determined by the Union, once each
37
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calendar month in which a Special Conference is not held to
discuss operational improvement/quality enhancement. The
Employer’s Vice President for Service or designee will
attend such meeting. The Employer may invite up to two
other employees to attend such meeting. At the time of its
request, the Union will advise the Employer’s Chief Human
Resources Officer of those items to be on the agenda for
such meeting. An employee attending Operational
Improvement/Quality Enhancement Meetings under this
Section will be paid for attendance at such meetings.

Section 9.2. Operational/Quality Enhancement
Meeting Scheduling. These additional meetings have been
agreed to by the Employer and the Union on the basis that
such meetings will be for presenting positive ideas regarding
operational improvement/quality enhancement, and that,
because of the frequency of such meetings, and the provision
for Special Conferences, the meetings will be handled in an
expeditious manner, and scheduled in such a manner not to
disrupt patient services or work responsibilities. A schedule
for such meetings will be set in advance and the Union must
notify the Employer’s Chief Human Resources Officer at
least 14 days in advance of such scheduled date whether it
wishes to meet on such date. An agenda for
Operational/Quality Enhancement meeting will be prepared
by the Employer and the Union exchanging the items they
wish on the agenda at least ten (10) days in advance.

ARTICLE 10
REPRESENTATION

Section 10.1. Bargaining Committee. Bargaining unit
employees shall have the right to be represented by a
Bargaining Committee of not more than four (4) members,
including the Chairperson ‘of the Bargaining Committee.
The Bargaining Committee shall be distributed and selected
in any manner determined by the Union.
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i For purposes of negotiations of labor agreements, the
’]%rnployer shall negotiate with the Bargaining Committee
and representatives of the Union as representatives of the
b'lrlnployees. A member of the Bargaining Committee shall
giillllso act at those steps of the Grievance Procedure where they
are designated to act as a representative of the Union and the
employee, and the Chairperson of the Bargaining Committee
shall participate in  Special  Conferences and
Operatlonal/Quallty Enhancement Meetings as provided in
Artrcles 8 and 9. In the Grievance Procedure and the Special
C{onference a member of the Bargammg Committee can
respectively negotiate the resolution of grievances and other
s;ubject matters of negotiation.

) Section 10.2. Union Steward/Alternate. The Employer
shall recognize one (1) Union steward for each 85
bargaining unit employees or major fraction thereof. The
Union shall have the right to designate an alternate for each
steward who will represent an employee in the Grievance
Procedure in the event the steward is not available. If an
altemate acts in place of a steward, they shall continue the
processing of a grievance as provided in the Grievance

P[rocedure.

1' The Employer and the Union agree that a steward and
an alternate shall be designated to represent employees in
processing grievances through the Grievance Procedure in
the groups listed in Attachment C.

!
| The listed groups can be modified by agreement of the

[

mployer and the Union.

To act as a steward or alternate, the employee must have

one (1) year's seniority and be employed within the group
epresented.

— -

._‘.

The steward and the alternate for one group shall not
have authority to act as a steward or alternate for any
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employee in another group or bargaining unit, unless both
are not on duty or cannot be released, in which event, an
available Bargaining Committee member at work will be
contacted. If the steward, alternate, or Bargaining
Committee member is not accessible, then a steward from a
different group will be notified to handle the processing of a
Grievance at Step One.

If a steward, alternate, or Bargaining Committee
member is not at work when an employee wishes
representation at Step One of the Grievance Procedure, the
time period for filing a grievance under the Grievance
Procedure will be stayed until such representative is
available, provided that in discipline matters involving
suspension or termination, an employee may be suspended
pending the availability of a steward, alternate, or
Bargaining Committee member.

Section 10.3. Release of Union Steward From Work.
If an employee wishes the presence of a steward, the
employee shall notify his Manager/Supervisor or designee,
who shall notify the steward's Manager/Supervisor or
designee. In turn, the steward's Manager/Supervisor or
designee shall notify the steward.

The steward will be released as soon as possible by the
Manager/Supervisor. If patient care or other essential work
prohibits the steward's release, the requesting
Manager/Supervisor will determine the availability of the
alternate.

The Union understands situations will occasionally exist
when, because of patient care or other essential work, the
steward or alternate or Bargaining Committee member
cannot be released when the steward's or alternate's or
Bargaining Committee member’s Manager/Supervisor is
notified. The Employer agrees not to abuse this provision
and further agrees that such delay shall not be used to
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foreclose the filing of a grievance on the basis of lack of
timeliness.

In the event that the Union believes the Employer is
abusing the provisions of the preceding paragraph, the Union
shall notify the Employer’s Chief Human Resources Officer,
or their designee, and a meeting shall be held within five (5)
days to resolve the issue. If there is not a satisfactory
resolution, the Union may file a grievance starting at Step
Three.

The Employer agrees that if an employee, subject to
discipline, has requested a steward, the Employer will delay
the holding of the discipline meeting until the steward or
alternate is able to be present, provided in situations posing a
safety threat, the Employer may suspend and remove an
employee from the facility without the steward or alternate
being present.

Section 10.4. Pay/Benefits During Grievance or
Arbitration Process. An employee involved in the
processing of their grievance at Steps One, Two or Three,
and a Union steward or alternate, and member of the
Bargaining Committee acting at their applicable step of the
Grievance Procedure, shall not suffer the loss of straight
time pay or benefits for the work time involved in the
adjusting or processing of a grievance at such steps of the
Grievance Procedure, or in jointly agreed upon meetings
with the Employer.

The Employer  shall not be responsible for paying for
any work time lost by a steward, alternate or Bargaining
Committee member attending, or in preparing for, an
arbitration, or in attending, or preparing for, any court or
administrative agency, or in any proceeding involving or
before any party, person, agency, or entity other than the
Employer and the Union, except that the Chairperson of the
Bargaining Committee shall not suffer any reduction in his
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straight time pay or benefit for attendance at the arbitration
proceeding provided at Step Four of the Grievance
Procedure.

In the event a Bargaining Committee member, or Union
steward, or alternate attends a jointly scheduled meeting
with the Employer on their work day, but at a time other
than their regular shift, they shall be paid straight time for
the hours spent in such meeting, provided that if the time
spent exceeds four hours, at their option, they can reduce the
hours of their scheduled shift by the time spent in such
meeting, if they have given their Supervisor advance notice
of such attendance; in such event, the Supervisor shall
determine because of patient needs and the representative’s
job responsibilities which hours are to be worked, provided
that such work hours shall be consecutive.

In the event a Bargaining Committee member, or a
Union steward, or alternate attends a jointly scheduled
meeting with the Employer on a day other than their work
day, they shall be paid straight time for time spent in such
meeting.

Section 10.5. Prompt Handling of Legitimate
Grievances. The Employer's agreement regarding the right

of a steward or alternate to leave their work during working
hours without loss of straight time pay and benefits for the
processing of grievances, is extended with the understanding
that the time will be devoted to the prompt handling of
legitimate grievances, and will not be abused. The steward
or alternate will continue to work at their assigned job at all
times, except when leaving their work to handle grievances
as provided in the Grievance Procedure and this Article. If
a concern arises that the steward or alternate is abusing the
paid time provided under this Article, the matter shall be
reviewed by the Chairperson of the Bargaining Unit and the
Employer’s Chief Human Resources Officer as soon as
possible.
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' ' Section _10.6. Prior Notice to Department/Unit
Manage Stewards and Bargaining Committee members
Sh~2ill]1 not be in a cost center during non- workmg time unless
prior notice has been given to the

D;e,lﬁartment/Manager/Supervisor or their designee.

| Such notice shall be given as soon as possible after the
steward or Bargaining Committee member knows that they
w111 be in the cost center during non-working time.
7 During such time, the Steward or Bargaining Committee
member shall not interfere with the performance of work by
any employee.

, ‘Section 10.7.  Notice of Certification as Steward,
Altemate or Bargaining Committee Member. The names of
those serving as a steward, alternate, or Bargaining
Ccl)mmittee member shall be certified to the Employer by the
Uﬁion in writing promptly after their designation or change
in; designation. The Employer shall not be required to
recognize any employee as a steward, alternate or
Ba‘lrgammg Committee member unless they have been
certlﬁed by the Union.

]‘; Section 10.8. Release Time for Chairperson and Vice
Chairperson. Subject to Letter of Agreement #14, the
Employer will release the Chairperson of the Bargaining
C%)mmittee for approximately 75% of their budgeted work
time as provided below, and pay for the loss of straight time

péy for such time.

e

} In addition to the release time for the Chairperson,
subject to Letter of Agreement # 14, the Employer will
release the Vice-Chairperson of the Bargaining Committee
for| approximately 25% of their budgeted work time as
prov1ded below, and pay for the loss of straight time pay for

such time.
l
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The Chairperson and Vice Chairperson are to spend
such release time devoted exclusively to the administration
of this Agreement, and are to record their time as other
employees. The release time provided In this Section shall
include the time provided in this Agreement under the
Grievance Procedure, Representation, Special Conferences
and Operational Committee meetings and similar paid time
provided under this Agreement.

The job rights of the Chairperson and Vice Chairperson,
upon expiration of their positions, are set forth in Letter of
Agreement #5.

For purposes of computing the release time provided
above, a Chairperson whose budgeted hours are thirty-six
(36) hours per week will be scheduled to work three (3)
shifts per four (4) week schedule; a Chairperson whose
budgeted hours are four (4) ten hour shifts per week, will be
scheduled to work four shifts per four week schedule; a
Chairperson whose budgeted hours are five (5) eight hours
shifts per week will be scheduled to work five shifts per four
(4) week schedule.

If the Vice Chairperson’s budgeted hours are thirty-six
(36) hours per week, they will be scheduled to work nine (9)
shifts per four week schedule; if the Vice Chairperson’s
budgeted hours are four (4) ten hours shifts per week, they
will be scheduled to work twelve (12) shifts per four week
schedule; if the Vice Chairperson’s budgeted hours are five
(5) eight hours shifts per week, they will be scheduled to
work fifteen (15) shifts per four week schedule.

The Chairperson and the Vice Chairperson will
coordinate their work schedule and representation schedules
so that they are not both scheduled off work at the same time
for representation purposes.
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} The Chairperson and the Vice Chairperson will be
'scheduled for a proportional number of weekends worked,

‘,n call, and holidays worked, and consistent, with Article

l
l 1'5 may sign up for additional hours in the classification
'IWthh they are maintaining.

|

t, Section 10.9. Pay for Contract Negotiations. For
negotiations of future labor agreements, the Bargaining
Committee provided in Section 10.1, will not suffer a
reduction of straight time pay or benefits as a result of
participating in meetings with the Employer, provided that
such negotiations will not start sooner than ninety (90) days
immediately before the expiration date of the contract, and
the agreement for such pay shall terminate on the
termination date of the Agreement.

_o,_mk S

~ Section 10.10. Union’s International Representative —
Access to Premises. Upon notice to the Employer’s Chief
Human Resources Officer, at least twenty-four (24) hours in
advance a representative(s) of the Union's International
Union, or members of its Executive Committee, shall be
permitted access to the Employer for purposes of
administration of the Agreement, provided that such access
shall be at reasonable hours, consistent with the purpose of
such visit, at anytime during the day. The twenty-four (24)
hpur notice can be waived.

' \
\‘“ Section 10.11. Union’s International Representative/
Ofﬁcer of Local — Meeting With Employee. Upon request,
t‘h? International Union representative or member of its
E(xecutive Committee will be permitted to meet with any
employee, Union representative, or officer of the Local
Umon in a place designated by the Employer, provided that
such meeting does not disrupt the work of other employees
or the Employer's ability to provide service for its patients.
[
" Section 10.12.  Union Access to Hospital. These

provisions for access to the Employer's premises in Sections
as -




10.10 and 10.11 have been agreed to on the specific
understanding that such access, activity during the access, or
meeting. shall not disrupt the Employer's services or be
disruptive to patients, visitors, or other members of the
public doing business at the Employer.

Section 10.13. Clerical Support. The Employer will
furnish clerical support to the Chairperson, Vice Chairperson
and Bargaining Committee equivalent to a one-half full time
equivalent Secretary 2, with part time benefits. The
employee filling this position will be selected by the
respective Chairpersons for the Union’s bargaining units,
consistent with Section 11.2(m) of the Service Collective
Bargaining Agreement.

The Secretary 2 providing clerical support under this
Section is not subject to being displaced by another
employee in case of a permanent layoff under Section 11.4.

The clerical support provided in this Section will be
shared by the three (3) bargaining units represented by the
Union.

ARTICLE 11
- SENIORITY

Section 11.1(a).  Seniority Defined. Seniority shall
mean the length of uninterrupted service from the date of
hire by the Employer, provided if the employment of an
employee with accrued seniority under this Agreement is
lost under Section 11.11 of this Article, and they are
subsequently re-hired by the Employer within one year of
their termination, the employee shall be credited with the
previously accrued seniority, and continuous service for
purposes as defined below, after they complete their
probationary period.
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Date of hire means the date on which the employee first
works for the Employer at a location covered by this
/\lg;eement. :

i Employees who, prior to the effective date of this
Agreement transferred/relocated to the Employer from
ariother Employer location, other than the locations covered
by” this Agreement, or who transferred/relocated from
an‘other entity within Catholic Healthcare Partners shall be
considered to have transferred all of their seniority and

continuous service to the Employer.

- An employee who, after the effective date of this
Agreement transfers/relocates to the Employer from another
Employer location, other than the locations covered by this
Agreement, or who transfers from another entity within
Catholic Healthcare Partners shall, after completion of their
pr;c[)bationary period, acquire seniority from their most recent
date of hire by the Employer at a facility covered by this
Agreement, provided that such employee's continuous
service for purposes of accruing or receiving fringe benefits
ulflder this Agreement as defined below shall be based on
th;eir continuous service within Catholic Healthcare Partners.

\

f For purposes of this Section, fringe benefits means
fringe benefits such as pension, health insurance, holidays,
combined time off, but does not include seniority, which

shall accrue as provided in this Section.

An employee shall acquire seniority upon completion of
t|heir probationary period, and their name shall thereupon be
placed upon the seniority list in the job classification in

V\I’hlch they are then working.

'!l; If two or more employees are hired on the same date,
the employee with the highest last four digits of their Social
Securlty number shall be recognized as having the highest

semorlty
il " I




Seniority shall apply in those situations specifically
provided under this Agreement, provided that an employee
who has a break in service from a cost center for more than
ninety (90) days will be deemed to have lost all cost center
seniority for future bidding purposes in such former cost
center.

Section 11.1(b). Probationary Period. An employee
shall be regarded as a probationary employee during their
first ninety (90) days of employment, provided that by
agreement of the Employer and the Union, this probationary
period may be extended for up to an additional ninety (90)
days.

If an employee transfers from a different bargaining unit
represented by the Union to the bargaining unit covered by
this Agreement, they shall be considered a probationary
employee during their first ninety (90) days of employment
in the bargaining unit. If the employee does not successfully
complete their probationary period, they shall return to their
prior classification and bargaining unit.

However, if during the probationary period, an
employee is determined not to be progressing satisfactorily,
the Employer will meet with the Union Chairperson, or
designee to explore alternative options in the Service
Bargaining Unit for such employee.

Section 11.1(c). Probationary Employee — Assignment
of. The Employer may assign a probationary employee to
any shift or assignment it determines appropriate for
evaluation purposes, and has the right to terminate any
probationary employee for any reason it determines to be
appropriate; such assignment and termination are not subject
to the Grievance Procedure. The Employer recognizes that
there is value for an employee to have a continuous period of
orientation.
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}‘ However, the Employer and the Union recognize that
tﬁe skill levels of employees in orientation may vary and that
condmons may make it reasonable to assign an employee
durmg their orientation period to a regular assignment,
provided that an employee’s orientation period will not be
ipterrupted for such assignment, unless the employee has
previously received orientation on the work being assigned.

. Section 11.1(d). Probationary Employee — Termination
and Rehire. The Employer shall have no responsibility for
tl}e re-employment of any person whose employment is
terminated for any reason before the completion of their
probationary period. If such person is re-hired, they shall
start as a new employee and serve a new probationary
period The Employer agrees that it will not repeatedly
termmate and re-hire employees for the purpose of
prohlbmng such employees from completing their
p\robatxonary period.

; Section 11.1(e). Seniority Lists. The Employer shall
maintain a master seniority list indicating each employee in
tﬁe bargaining unit by their seniority date. Additionally, on
s?@:h list, the Employer shall indicate an employee’s status.

} If an employee transfers from one status to another
status within the same classification, their seniority shall

apply in their new status after transfer into that status.

~ If an employee transfers status simultaneously with
transferrmg to a different classification, their seniority within
thelr new status and classification will be recognized once
they complete the orientation period provided in Article 11,
Selctlon 11.2 (i).

\ Section 11.2. Vacancy — Filling of. Except for the

posmons identified in sub Section 11.2(m), when the
Eﬁllployer elects to permanently fill a vacancy, the following
procedure shall be applied:
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Section 11.2(a). Vacancy — Posting ot. kExcept as
provided in the last paragraph of this Section, the vacancy
shall be posted for five (5) days (120 hours). The posting
shall be numbered and include the job classification, title,
pay range, department, shift, and a summary of the job
description including any special requirements.

If the Employer determines for legitimate business
reasons to change job qualifications on a vacancy posted
under this Section from the job qualifications posted on the
immediately preceding posting for the same classification in
the same cost center and shift, the Employer will notify the
Chairperson of the change. On request, the Employer will
meet with the Chairperson and Vice Chairperson to review
the Employer’s business reasons for these changes. After
such meeting the Union may file a grievance under the
Grievance Procedure, regarding the legitimacy of the
Employer’s determination for the change.

The vacancy shall be filled in the following order; (1) by
the bidder in the classification who is currently in the cost
center and has the most continuous service in the cost center
where the vacancy is; (2) by the qualified bidder in the
bargaining unit as defined in sub-Section 11.2(c) who has
the most service. If an employee does not apply for a
vacancy within such time period, they shall not be eligible or
considered for such position. |

Vacancies resulting from the application of Section 11.2
(1) (disqualification of employee awarded position) or
Section 11.2(j) (employee awarded position electing to
return to former position) do not have to be posted under this
Section, but rather such positions will be awarded as
provided above to an employee bidding for the positions
when it was originally posted.

Section _11.2(b). Applicant Recruitment Qutside
Bargaining Unit. The Employer may recruit applicants from
50
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outside the bargaining unit at the same time that it is posting
thc vacancy on a bargaining unit wide basis.

| When filling a vacancy with an applicant from outside
the bargalmng unit, an employee from another bargaining
unit represented by the Union, who has successfully
completed the interview process, will be given preference
for such vacancy over other applicants when Peer Interview
determines that the merit and ability among such applicants
is equal. If Peer Interview determines that two or more
applicants from another bargaining unit have equal merit and
ability, the senior such applicant will be given preference.

_Section 11.2(c). Qualified Employee Defined. For
purposes of this Section, "qualified" means the employee
meets the essential qualifications for the position and has
completed their probationary period, has at least six (6)
months of continuous service with the Employer and does
not have a disciplinary suspension as provided below:

‘1 (1) An employee who has received a suspension,
whether directly or through progressive discipline, for job
pesrformance or attendance within 180 days prior to the last
day of the bidding period provided in sub Section 11.2(a)
may submit a bid, but will not be given consideration for a
classification with a higher maximum wage rate than the
mlax1mum wage rate for their current classification, but may
bid for a classification and will be given consideration if the
classification has the same or a lower maximum wage rate
thain the maximum wage rate for their current classification.
”ll"l[lle bid of an employee disqualified under this sub Section
may be considered under sub Section 11.2(d) if there are no

quahﬁed bidders.

i (2) An employee who has received a suspension,
whether directly or through progressive discipline for
réasons other than job performance or attendance within the
365 day period prior to the last day of the bidding, may
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