COLLECTIVE BARGAINING
AGREEMENT

between
GROUP HEALTH, INC.

and

SEIU HEALTHCARE MINNESOTA

UNITS I - II1

Effective
February 11, 2011 through January 31, 2014



e -~ ——

L S
. LT IVED
340360
= - SEP 1 gzms
. O,
| TABLE OF CONTENTS s o
. A
AGREEMENT ......ccccoorrnrrrrrenseessssscsesssnssesssssss s snesss s ssssssessssssss s fvnennn10
Article 1 RECOGNITION... ...ttt b e
Section 1 DEfiNItiON .......oviriiiiiric et
Section 2  New CIassifications ............ccoevvevvnvineesreere s e s
Section 3 Union EXCIUSIVILY ..........c.ceuveriverrerneniecnees e,
Article 2 LABOR MANAGEMENT COOPERATION ...........cccovveveerernnnn, Fiererere 10-11
Section 1 PUMPOSE ..ottt ettt ece et eee e oneavees 10
Section2  Labor Management Committee.............c..ccvervvvrnrnrnnneee. - 11
Article3  MANAGEMENT RIGHTS ......oooooooooooooooooooooooooooo e 11
Article 4 UNION SECURITY ...ttt sevese e et e ceesene e 11-13
SECUON T ...ttt e e s e s e e s tessara e e seresaseessaeessneseas 11
SEBCUON 2.t rr e s e s se s sas s sas s steeneresasesseesasebranneanes 12
SECHON 3 ...t e st see st e st s e ene e s s e e e essearareeseessaaeeees 12
SEOUON G ...t e s srte st s e sbee s st e e seesesbesneseeneessesanes s 12
SECUON 5 ...ttt r e et s et e se e e neseeeereen 12
SECHON G ...ttt s s e ete e e s e s ea st eeseeesteseseasseesensasnnens 12
SECLON 7 ...ttt e e s et et o stesssceseeeenesseeasessesnesaseees 13
Article 5 UNION REPRESENTATION ...........oooviiiriiiieeiieeeecieeeie e s eseeseseaens 13
Section 1 Steward ACHVIY ..........cccovevriiriniiiirrecee et s 13
Section 2 BUlletin BOArdS .....c..ceovvieiieireec ettt 13
Section3  Business Representative ACtiVt ...............cccoovvveiveeoneeiinnnn. 13
Section 4  List Of SEEWARAS...........cccoovviivieiiceecrteereeeeeereee e eeee e s e e senee e 13
Article 6 NON-DISCRIMINATION .......c.oocviiiiiireeerereeeecteee e seeeeteeesee s e s e 13-14
Section 1 PONCY ...ttt ens b s e ceesserenesenaenes 13
Section2  Equal Employment Opportunity POIICY ............ccccovvvrivvieeeeeennn 14
Section 3 Reasonable Accommodation ...............cceueeneene.... erereeen cerenreren 14
Article 7 SENIORITY ..ottt e et eere s ne e eseesreesensesnean 14-15
Section 1 Seniority LiStS ......c.ocevereriiiniiidiencie e e e s 14
Section 2 DEfiNitioN ...cooviiiiiiiiiiccececee et 14-15
Section 3 APPERAIS ........cceieeii e 15
Section 4 LoSS Of SENIOTIY ......c.covieiieiieiitiieeece et e se e seeesaeens 15
Section§  Vacation Preference.................occccvecivivneninnnienninecens s 15
1



Article 8 TEMPORARY EMPLOYEES, ON-CALL

EMPLOYEES, AND PART-TIME EMPLOYEES...................coecoee 16
Section 1 [ 1=1 71011 (o] 2 PSSR 16
Section 2 Notification of End of Temporary Status.................ccccocninien, 16
Section 3 Hiring into a Permanent Position ............coveoiinicnns 16
Section4  On-Call EMPIOYEEsS .......cccoooieiriiiieiiiiciee e 16
Section 5 Part-Time CONVErSION .........ccoioieiiiieierieire e crie s enre e 16

Article 9 VACANCIES AND FILLING OF POSITIONS..........cccoooiiniinriieeene 17-23
Section 1 Care Unit/Work Unit Restructuring.........cc.oooocniiriiiiineniennnnnn, 17
Section 2 Permanent VacanCies .........ccocvrveeeverninernniiriien s esnesnens 17
Section 3 Reasonable Accommodation .........cccccccernvieiiiicniiciniiin, 18
Section 4 Permanent Addition/Reduction in Hours .............cccooienine, 18
Section 5  Temporary VAcCanCIES ........coecvieeiiiinmniieiiniinie e 18
Section 6 Forty (40) Hour Work Week ...........cooeiiii e, 18
Section 7 REASSIGNMENE .....ooieiiiieiieieiciren e 18-19
Section 8 2 e £ 3 T OU TSROt 19
Section 9 Bid BOAI.......iiiicviei et etae et tee e e e s ne s s anane e 19
Section 10 Bidding ReStrictions. ..........coooviieiiiiiin e 20
Section 11 Filling VACANCIES ......oveeeeiiiiiie e 21
Section 12 Awarding PoSItiONS .........ccouiiiiiiiiiiiii e 21
Section 13 Union Notification ...........cccoreerncinniiiii e 21
Section 14 Employee Notification...........ccccueviininiinns 21
Section 15  Probationary Period............cccccvieeciiiieiiiniiniiecnieeneie e 22
Section 16 Trial Period .......cooueeiiiiieiie ittt et 22
Section 17  Newly Hired EMPpIOYEEs .......ccooceviiiiaiiiiiiii s 23

Article 10 MOVEMENT OF PROGRAMS ...........cccoocriiiiiiiiiicicceieeiee e 23
Section 1 Movement of Clinic/Location, Department, or Work Unit ........... 23
Section 2 Movement of Subset of a Work Unit.............c.cccnnne 23
Section 3 NeW FacilitieS ......ccoovvviiiieiriee et reeee e e e e 23
Section 4 Union Notification ... 23

Article 11 PERMANENT WORKFORCE REDUCTION & RECALL ................... 23-35
Section 1 DEfINILION 1.ttt ccters et ae s srab s sr e ns 23
Section 2 Labor Management Cooperation............ccoccouvienniiicniennnees 24
Section 3 Contract Modifications........cc.ooiireiviiieaieeere e 24
Section4  FTE Range and Benefit Range ... 24
Section 5 Determination of POSItIONS .......c..ccccrviiiinniiiniiii e 24
Section 6 Notice to the Union.......c.ccooveeiiiiiiiii e 25
Section 7 Reassignment Within the Clinic/Location - Reduction in Hours .25
Section 8 Volunteers for a Reduction in HOUrS .........ccc.ccciiiiiiiniiiis 25
Section 9 Notice to Employee of a Reduction in Hours of a Position......... 26
Section 10  Procedure for the Reduction in Hours of a Position .................. 27-28
Section 11 Reassignment within the Clinic/Location-

Elimination of @ POSItion ........ccccoocviieeiiiiecee e 29
Section 12 Volunteers for the Elimination of a Position................ccccccoee. 29




Article 11 PERMANENT WORKFORCE REDUCTION & RECALL (Continued)

Section 13  Notice to Employee of the Elimination.of a Position................ :--29“30
Section 14  Procedure for the Elimination of a Position ....... e aaa s 30-31
Section 15  Conditions for Bumping or Accepting Vacancies ....................... 32-33
Section 16 ReCAll LiStS ......cooceivieiiie ettt 33
Section 17 RECAIl ....cooeiieeiie ettt 34
Section 18  Additional Hours for Employees Laid Off or Reduced in Hours .34
Section 19 Remova! from Recall List ...............ccoeeiiiieiiii e, 34-35
Section 20 Protected Group Status..........c.ceevieveeriiecini e 35
Section 21  Rights of Employees Who are Laid Off ..................ccccooovvvnie 35
Article 12 SUBCONTRACTING ...........cccooiiiiiinieeene et 35-36
Section 1 LaYOFf ... et 35-36
Section2  Short-Term Help........ccccvieeiiiiece e 36
Section 3 Subcontracted WOrK.........c.ccouvieierieiicciceceeece et 36
Section4  Cost Effectiveness...........ccoeeouieeiiiiiciice e 36
Article 13  INVOLUNTARY LEAVE STATUS (ILS).....c.cocoovviiiieiierecceeeeeee 36-38
Section 1 Involuntary Leave Status Procedure. .............cccoooeeviiiiniincninan, 36-37
Section 2 Use and NOHICE ..o 37
Section 3 REASONS ..ottt ettt s e 37
Section4d  Amount of TIMe .........cooiviiiiiiie e, 37-38
Section 5  Benefits and Seniority ........ccceveeinininni e 38
Section 6  On-Call Staff.........ccccooeeiiiiiiiieec e 38
Article 14 VOLUNTARY LEAVE STATUS (VLS)........ccccoovviiiienieniee e, 38
Article 15 HOURS OF WORK ............occcoiiniiiiiieine et ee v eebe et 38-43
Section 1 Normal Work Week ...........cooovuiiiiiiiie ettt 38
Section2  Modified Work Week/Extended Hour Work Day ........................ 39
Section 3 Forty (40) Hour Work Week ............cccooveeciieiiieniic e 39
Section4  Schedule Posting and Schedule Changes..............ccceeeruennnne 39-40
Section 5 Establishment of Schedules.............cccoooieiiiiiiiii e 40
Section 6 Establishment of Evening/Weekend Hours...................cc....oc.. 40
Section 7 Float EMPIOYEES........ccciviiiiieciiiiie sttt et 40-41
Section 8  Relief WOrK......c..cceiieiieiie it 41
Section 9  Assignment of Temporary Additional Hours...................c........... 41-42
Section 10 ReSt PEMOAS.......ccceeiiiiice ettt
Section 11 Meal Periods .......ccocveciiiiiiiiiiiieeee sttt se e
Section 12 Reporting Pay.........cc.ccccoevnuiene ; ; .
Section 13 Split Shifts .......cceoiiiiieee e
Section 14 MeEHNGS ......coiiiiiiiie ittt e

Section 15 Time Off Between Shifts



Article 16 OVERTIME ...........cccociiiiiiiiii e 43-44

Section 1 Assignment of Additional Hours ... 43
Section 2 SUPENVISOTY APProval ......c.cccorriiveeiiieicriecriece e 43
Section 3 Overtime Payment...........ccoooiiiiiii e 44
Section 4 Payment for Employees in Multiple Positions ...................c..o..... 44
Section 5 NO Pyramiding...........coocociriiiiiiiiiiin e eie e 44
Article 17 CALL DUTY ..o ree st e b s 44-49
Section 1 DefinitioNn .......oeiiiiiciie et e s 44
Section 2 Types of Call Pay ......cccoceriveeeiiiiiiincieeeeee s 45-49
Article 18 WAGE RATES ..ot 49-58
Section 1 Salary RENGES.......ccccevvirircenieciiiic e 49
Section 2  Wage AdJUSIMENTS ........ccociviviiiiiicic e 49-50
Section 3 Incentive Payment...........cccoeecniiiniiiiinnn e 50
Section 4 Step MOVEMENL .....ooviiieiiiciieee et 51-52
Section 5 HiriNg RAte ...t 52
Section 6 LONGEVILY .coeeiriieieerire ettt 52-53
Section7  Work in a Higher Classification ..............cccooiiine 54
Section 8 Movement Between Classifications...............ccocciiiiiiinicinns 54
Section 9 New Classifications ...........oceeeiirreeir e 54
Section 10 Sixth (6™) and Seventh (7) Shift Differential .............c.ccccconeenee 54-55
Section 11 Weekday Evening/Night Differential.............ccccoceniiinn 55
Section 12 Weekend Day Differential...............cccoviiiniiiiiiiiinninns 56
Section 13  Weekend Evening/Night Differential.............c.ccooeeiiis 56
Section 14 Bonus Shift Payment............cccococ i 57-59
Section 15 Radiologic Technologists ..........cccviiieniiniiiie e 59
Section 16  Regional and System Float Employees ............cccccoinieniicenne 60
Section 17 Lead Pay ...t 60
Section 18 Rewards for EMplOYees ........ccccoiiiiiiiiiiiiiiiiniiieeieeee 60
Article 19 PAYCHECKS, TIMECARDS, AND ERROR ADJUSTMENT ............... 60-61
Section 1 Paycheck Information..........cccoeeeinineninniii e 60
Section 2 Call DUty CodeS ......oevvereiiriiiiiiicice e 60
Section3  New Technology........ccccccciiiiiiiieeniin e 60
Section 4 Paycheck ETTOr......ccccoviiiiiiiiii e 60
Section 5 Benefit ACCrUal EITOT .......viiiieiee e 61
Section 6  Wage EMmOr.......ccoovriiiieiiiieieeinti e e 61
Section 7 Paycheck Computation ...t 61
Section 8 Time Card AJUSIMENtS.........ccoooiiiiiiiiic e 61
Article 20 HOLIDAYS ...ttt e e s et 62-70
Section 1 Observed HolIdays ...........ccceeirieniiniiiiiic e 62
Section 2 Personal Holidays ..........cccoeeviieemoinnen it 62-63
Section 3 Holiday Pay Eligibility ........c...cccooniiniiiinii e 63
Section 4 = 1] (- U OO TP PP RPO 63
Section 5 Payment - Working the Fuli-Day Holiday ................c...cccooeeiees 64
Section 6 Payment - Working the Christmas Eve Day Holiday .................. 65-66

4



Article 20 HOLIDAYS (Continued)

Section 7 Payment - Not Working the Full-Day Holiday But
Would Have Been Regularly Scheduled To Work...................... 66
Section8  Payment - Not Working the Christmas Eve Day Holiday But
Would Have Been Regularly Scheduled to Work........c.............. 67
Section9  Payment - Not Working the Full-Day Holiday And
Would Not Have Been Regularly Scheduled to Work ................ 67-68
Section 10  Payment - Not Working the Christmas Eve Holiday And
Would Not Have Been Regularly Scheduled to Work ............... 68-69
Section 11 Holiday Clinic/Location Scheduling (Excluding Urgent Care
ANd CareLing)........cccccoviieiiieiieie e e 69
Section 12 Holiday Urgent Care and CareLine Scheduling .............c........... 69-70
Section 13 Required Holidays 10 WOrk...........ccccceevviiiviinveneniciennrenrenene 70
Section 14 Holidays During Vacation .............ccconiicinniinciniincsiceciee e 70
Article 21 VACATION ...ttt e 71-75
Section 1 Vacation ACCTUAI .........eeiiieeeiee et e e e 71
Section 2 Benefit Date........ccccveiivieiiiiiicc e 71
Section 3 Waiting Periog .........c.ccoeieiiiiiiiiectie e 72
Sectiond  Accrual Rate...........cc.ooeiviiieieece e 72
Section 5 Granting Vacation............c.cccirreeie e 73-74
Section6  Vacation Scheduling for System Float Employees..................... 75
Section 7 Vacation Liquidation.............cccoeiieiiiiiie 75
Section8  Vacation Use Upon Termination ...............c..ccccoeevieeieivninneens 75
Section 9 Vacation Maximum .........ccocoviiierinnniiiiiinnere e 75
Section 10 Vacation Donation ..............ccccvivrerieriieininernneescee s e 75
Article 22  SICK LEAVE.............cccoiiiieiiiiiiii ittt aa st 76-79
Section 1 Sick Leave Eligibility and Accrual..................ocooooiiiiiiii, 76
Section 2 Sick Leave Use for EMployee .......ccccooeeveviiviiiecie e 76
Section 3 Sick Leave Use for Other than Employee.............ccoeeveeenennn... 76-77
Section 4  DOCtOr TIME....ocoiieieee ettt e e e 77-78
Section 5  Sick Leave Prior to and Following Vacation ................ccccvenen. 78
Section 6  Sick Leave During Vacation or Holiday ..........c.cccccoccevvirennnnnnnen. 78
Section 7 Requirement for Medical Certification ................c..cocoveeeeein . 78
Section 8  No Sick Leave Payout............c..ccocvivininnc e 78
Section 9 Sick Leave INCeNtiVe ........cccceviiiiiiiiecccecc e 78
Section 10  Banked Sick Leave...........cccoccvveivriiiiiiieieeee et 79
Article 23 FUNERAL/BEREAVEMENT LEAVE .............ccoooeeiiiiiiiecccvecieee 79



Article 24  JURY DUTY ..o 80

Section 1 POCY ..ot 80
Section 2 DAy Shift......oocoiiiiieic i 80
Section 3 Evening Shift .........cceeinieinii s 80
Section 4 Night Shift......cooeiiiec s 80
Section 5§ NOtfICAtioN. ... 80
Section 6 Report 10 WOTK ........ooviirieciii e 80
Article 25 LEAVES OF ABSENCE ...............cocviccriiimi e 80-86
Section 1 POLICY e e 80
Section 2 SUCCESSIVE LEAVES......ooiiiieiiieeie ettt ares 81
Section 3 Replacement of Employees on Leave.............ccoeeiiiiiiiininns 81
Section 4 Continuation of INSUranCe ........c.ccoeierriiceiiiecccc et 81
Section 5 Personal LEAVE .......cccccveiiiieiiee et ercecnsssnnte s 81-82
Section 6 MediCal LEAVE ........cveiiiiri et 82-84
Section 7 Parenting Leave ..........ccocvvvccrrienniiniiiii e 84-85
Section 8 FMLA Qualifying Leave ........cocooeeicoriiciii e 85
Section 9 Union Business Leave...........cccoeeiveriiicninininiciiniei e 85
Section 10 Voting Time Leave ..........c..ccccoviiiiiiniin e 85
Section 11 School Conference and Activities Leave...........ccccccoeeiinen 85
Section 12 Military LEave .........cocoviirii e 86
Section 13 Failure to Return from Leave...........cccooivviiiiinneiniee e 86
Article 26 EMPLOYEE REQUESTS FOR REDUCTION INHOURS .................... 87
Section 1 REQUESE......ciiiiir et e 87
Section 2 FTE StatusS ..ooeoicii et st s 87
Section 3 Posting Remaining HOUrS...........cccoovcininiin e 87
Article 27 EDUCATION/PROFESSIONAL PROGRAM................cooviiiiiniinen 87-88
Section 1 PONICY ... eeeeeeeeetee ettt 87
Section 2 PrOGramS ....cveriirieciesienirerie st s see s saeere e sn s e en s 88
Section 3 Specific JOD THIES ....cveoveiiicciic 89
Section 4 Pre-Approval Payment ..o 89
Section 5 Central Data Base ..........cveoveieeieiee e 89
Section 6 New Technology ...t 89
Article 28 IN-SERVICE EDUCATION .........ooiiiiiiiie e 90
Section 1 PONCY .ottt 90
Section 2 AVAIlADITILY .....ocvvieee e 90
Section 3 Continuing EAUCation ..............c.coccciiimin e 90
Article 29 EDUCATIONAL ASSISTANCE ........ccccoiiiiiiiiiine s 90-91
Section 1 ELGIbility «....ceonreeiiiieer e 90
Section 2 Determination of Appropriate Courses...........cccvvieniirvicinnenns 90
Section 3 ReEIMDUrSEMENL......cciiie e e 90
Section 4 [ (0T [ £ PN 90
Section 5 Forfeiture of Reimbursement..............coooiiiniicnicreccn e 91




- Article 300 EDUCATION AND TRAINING FUND....................oociiiiiei, 92
Article 31 [ INSURANCE BENEFITS ............cociiiiiiieiiiee st 93-97
Lo Section 1 Medical Plan for Employees in a Benefit Status of
r Thirty (30) or More Hours per Week......... ettt 93,
L Section 2 Medical Plan for Employees in a Benefit Status of
at Least Fifteen (15) Hours per Week but Less than
Thirty (30) Hours per Week ............ccocvviinrnniniecci e 93
Section 3 Dental Plan for Employees in a Benefit Status of
- Thirty (30) Hours or More per Week..............c.ccocceeeeeveviinecnnn, 94
' Section 4 Dental Plan for Employees in a Benefit Status of
at Least Fifteen (15) Hours per Week but Less than
Thirty (30) Hours per WeeK ..........cc.cceiveivevmeieeee e 94
Section 5 Employee Waiver of Insurance Coverage..........c..coo.ocveeeuernennn. 94
. Section 6  Long-Term Disability Plan for Employees in a
| Benefit Status of Thirty (30) Hours or More per Week ............... 94
Co Section 7 Short-Term Disability Plan..............cccccccoveiiviiviinicieiee e, 95
Section 8 Life Insurance Plan for Employees in a Benefit Status of
Thirty (30) or More Hours per WeekK..........cc.cceeeveecvivieeceeennne. 95
Section 9 Life Insurance Plan for Employees in a Benefit Status of
i at Least Fifteen (15) Hours per Week but Less than
: Thirty (30) HOurs per Week............cooeviveeveomeeeeeeeeeeeeeveneens 95
Section 10 Copy of Insurance Contracts.............ccccoceeeveveeveiieecn e, 95
Section 11 Hour Averaging to Full Time Benefits Eligibility.......................... 96
b Section 12 Hour Averaging to Part Time Benefits Eligibility ......................... 96-97
' Section 13 Domestic Partner Benefits..............ccccccvvei i, 97
- Section 14  Health Assessment and Wellness Program.......................... 97
? 5 Article 32 RETIREMENT PLAN/401(K) PLAN ..., 97-98
Section 1 Employee Retirement Plan............cccccocoviieivviviiceiiecceeiee, 97-98
Section 2 401(K) PIan ......coo ittt 98
Section 3 Retiree Medical/Dental INnsSurance ..............cccccceovvirneerecrenenen, 98
Article 33 PERQUISITES ............ooooviiiiiiiectce et 99
Section 1 Parking .......ccooiiiiiiieeieerin e 99
- Section 2  Automobile Insurance................cccocoveirrencere e 99
; Section 3 Medical MalpractiCe..............ooviiemriceeccce e 99
. SeCion 4 EYEGIASSES ...ccuocieeeeeieieietietrieie ettt 99
{ SeCHON S CPR ..ottt e 99
. Article 34 DISCIPLINE AND DISCHARGE
re T8ECHON 1 PUMOSE ...cooeici ettt
‘ Section 2 JUSE CAUSE .....ccoeevviieiiicee ettt
; Section 3 Investigatory Suspension
T Section4  Investigations .......... e ettt ettt a et bt et et s aenbeeneeeentens
} Section 5 Union RepreSentation..............c.ccowvvuvrrieeriueieierensesiesanseseneenens
= "Section 6  Disciplinary Procedure ..............
. Section 7 Grievability..........ccccvevieiieceeceeee e
] .
8 7



Section 8 Human Resources Personnel FileS.........ccceiimmiiiiie. 101-102

Section 9 SUPEIVISOrY Files......c.coociiiiiiiiiii e 102
Section 10  Discharge for Job Abandonment.............cccoeiiiin. 102
Article 35 GRIEVANCE AND ARBITRATION ... 103-105
Section 1 Grievance Procedure .........cccceoveieeiiiiniriinneneis e 103
Section 2 SEBPS ..eeiereeeieeiee et et et s 103-104
Section 3 ¥ 11 (=1 (1o PP UUCTOPO RS 104-105
Sectiond  TIME LIMItS c.ooiiiiieiiiccre et 105
Section 5 Probationary EMPlOYEES ........ccccvveimiiiinimeeieei s 105
Article 36 GENERAL PROVISIONS ............cccoiiimiiiiiniene s 105-107
Section 1 Maintenance of BEnefitS.........ccoovvvrvrnnieniniiiinnieiie e 105
Section 2 NO Strike OF LOCKOUL. ... ..oeiiiieeiiie et 105
Section 3 WOTK LOGG ... ittt e 105
Section4  Accidental Breakage .........cccoviiiiiiiiinniieiniicis e 105
Section 5  Severability Clause.........ccoeviiiiiiiiiii 105
Section 6 COMMUNItY SEIVICE .......cooiiireiiiriiiiiiin e 106
Section 7 FIOAt POO ...ttt 106
Section 8  Bargaining Team Members ... 106
Section 9 Installation of Cameras..........cccoevvieemieeiiinini e 107
Article 37 EXPENSE REIMBURSEMENTS ..o 107-108
Section 1 Mileage Reimbursement Rate............cccooininiiiiii 107
Section2  Temporary ASSIGNMENtS ..o 107-108
Section 3 [ To Y- | (=T PP PP PRRN 108
Section 4 Cellular Telephone Reimbursement.............ccooieenini 108
Section 5  Cellular Telephone OWnership........ccoooeiiimincis 108
Article 38 UNIFORMS AND PROTECTIVE EQUIPMENT ...........cccooiiniiniincs 108
Section 1 Lab COatS ...ooiiviieeeiceeeteeeee et e 108
Section 2 Protective ApParel..........coccouereeeeniiiinin e 108
Section3  Wearing Apparel Requirement...............coovrnenicinnn 108
ArtICIE 39  SAFETY ..ot 109
Section 1 Safety Plan ... 109
Section 2 Lighting Plan........ccoooii s 109
Section 3 LOCKE SPACE.......ovireriiirrere ittt s 109
Section 4 Environmental CoONCEMS .........cieieriiieereiiinieiiiiiiiie e 109
Article 40 PERFORMANCE MANAGEMENT ..o 109
Section 1 POBCY .ttt e 109
Section 2 Performance Evaluations ........c.cccocoiviiiiniiiniiiiieciie e 109
Section 3 Input Into Other Employee’s Performance Evaluation ............... 109
Section 4 Non-Disciplinary Meeting ........cccovvemniiinniinii s 109
Article 41 SUPERVISORS AND LEADS ...........ccioiiii e 110-113
Section 1 Bona Fide SUPEIVISOIS ......cccoieiciiiiiie e 110



L Section 2 WOrKING SUPEIVISOTS .........uucumrimierreirensmsenmemicseesscosscescsennaeens 110

L Section 3 Selection Of LEadS ............c.corrremerrumrrreinciiieess s 111
lt Section 4  Duties 0f Leads ........ccovvicviiiiiiicniiinee e
I Article42 ADOPTION BENEFITS ............c..cooooeovrsrvrssiis S
o Section 1 PONCY ...t
Section 2  Eligible Expenses
Section3  Eligibility ...........ce...i.
‘ Section 4 PrOCEAUI ......ceiiiieie et
' Article 43 SEVERE WEATHER OR EMERGENCY CLOSING ................ccococene 114-115
Section 1 ElGIDIltY ...ooeeiieie e 114
! Section 2 NOIfICAtION. .....oiiieiie et 114
; Section3  Compensation When a Clinic/Location
; . Closes or Delays OPening.........ccccueeuveeieerierereeareesenveneeaeenees 114-115
[ Section4  Compensation When a Clinic/Location Remains Open ............ 115
] Article 44 COMBINING JOB FUNCTIONS FROM
DISTINCT CLASSIFICATIONS ... 116
Article 45 QUALITY CARE AND STAFFING COMMITTEE.....................coeuu 116
, Article 46 COPE CHECK-OFF ...t 116
" Article47  SUCCESSOR SHIP..............coovvoieieereeeeeereereennn! e e, 117
[ Article 48  LICENSED PRACTICAL NURSES ...............ccooiiniinic e 117
:F Article 49 TERMOF AGREEMENT ..., 118-120
" APPENDIX A - WAGE SCALES. ... 121
© SALARY GRID. ....occrtnmeesnscrtsnsscsss oottt oot 122129 -
, APPENDIX B - AGREEMENTS ........ooiiiii e e 130
LETTER OF UNDERSTANDING ............cooiiiiirii s e 131
| .
‘ T ULETTERS oot eoeee e eeeesee s see e eese et e een e 132-134
.
L
1?:.« y 9




AGREEMENT

This Agreement, made and entered into this 11" day of February, 2011, by and
between GROUP HEALTH, INC., hereinafter referred to as the “Employer,” and
its successors and, SEIU Healthcare Minnesota, hereinafter referred to as the
“Union,” and its successors.

ARTICLE 1
RECOGNITION

Article 1, Section 1. Definition. The Employer recognizes the Union as the sole
and exclusive bargaining representative for separate bargaining units of: 1) alt
service and maintenance Employees; 2) all technical Employees; and 3) all
office, staff and Careline registered nurses employed by the Employer at all
building locations and clinics in the Minneapolis/St. Paul seven (7) county
metropolitan area, excluding physicians, optometrists, dentists, Employees in
other collective bargaining units, managerial Employees, confidential Employees,
guards, and Supervisors as defined in the National Labor Relations Act.

Article 1, Section 2. New Classifications. This Agreement shall apply to other
classifications that may be established within the scope of the bargaining unit
described in Section 1 above.

Article 1, Section 3. Union Exclusivity. The Employer agrees not to enter into
any agreement or contract with its Employees (who are in the classifications
herein noted), either individually or collectively, that conflicts with any of the
provisions of this Agreement.

ARTICLE 2
LABOR MANAGEMENT COOPERATION

Article 2, Section 1. Purpose. The parties are in agreement that full
cooperation and understanding between the parties and a harmonious
relationship shall promote efficient performance that is in the interest of both the
Employees and the Employer. To this end, it is recognized that matters other
than formal grievances may arise that may be appropriate to discuss in a labor
management meeting.

The Union and the Employer may mutually discuss modifications of the
Collective Bargaining Agreement for the purposes of pilot projects/new joint
ventures. Parameters, timeframes, implementation, and evaluations of these
projects shall be established mutually.
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Article 2, Section 2. Labor Management Committee. The parties agree to
establish a joint committee for Work Assignments. The Employer and the Union
agree-to- mutually discuss the definition” of work assignments“that do and do:not
result in the-creation of a new-position: Upon completion of such discussion, the
Employer and the Union shall then mutually decide the appropriate manner to
resolve this issue.

ARTICLE 3
MANAGEMENT RIGHTS

The Union recognizes that the Employer has the obligation of serving its
members with the highest quality of medical care, efficiently and economically,
and meeting medical emergencies. Except as specifically regulated by this
Agreement, the Employer retains its rights, powers, and authority including, but
not limited to the right to hire, layoff, promote, demote, transfer, discharge or
discipline for cause, to make and require observance of.reasonable clinic/location
rules and regulations, direct the work force, and the right to determlne the
materials, means, staffing, and type of service to be provnded

ARTICLE 4
UNION SECURITY

Article 4, Section 1. There is a Collective. Bargaining Agreement between
Group Health, Inc., and SEIU Healthcare Minnesota covering wages, hours, and
other terms and conditions of employment. The Collective Bargaining
Agreement provides that the Union is the sole representative for the classification
of work for which Employees are hired. After completion of sixty (60) calendar
days of employment, the Collective Bargaining Agreement provides the
Employee with the following two (2) choices:

1. Employees may elect to become a Union member,ahd barticipate fully in

the affairs of the Union by paying an initiation fee and monthly dues.

2. Employees may choose not to become a Union member and pay a
service fee and monthly. fees. Employees shall not be able to attend
membership meetings or participate in contract negotiations.

It is the Employee’s responsibility and a condition of employment to.ensure that
payments to the Union are made on a timely basis. The Collective Bargaining
Agreement provides that Employees may voluntarily elect to have Union dues
and fees deducted from the Employee’s check and.sent to the Union.
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Article 4, Section 2. All Employees covered by this Agreement, including
temporary Employees, who are now or may hereafter become members of the
Union, shall during the life of this Agreement, or any renewal thereof, remain
members of the Union in good standing as a condition of employment, except as
provided in Section 3. All new Employees who are not members of the Union
shall, not later than the sixty-first (61st) calendar day following the
commencement of this Agreement, or not later than the sixty-first (61st) calendar
day following the commencement of employment, whichever is later, become
and remain members of the Union in good standing during the life of this
Agreement or any renewal thereof. "In good standing,” for the purpose of this
Agreement, is defined to mean the payment of a standard initiation fee and
standard regular monthly dues. Any Union member who is delinquent in making
the payments required herein for more than ten (10) calendar days shall be
terminated by the Employer within three (3) calendar days of the Employer's
receipt of the written notice.

Article 4, Section 3. Any Employee covered by this Agreement who elects not
to become a Union member shall pay to the Union as a condition of continued
employment a service fee and monthly fee. Such payments and obligations shall
be under the same conditions as applied to Employees that join the Union.

Article 4, Section 4. Any Union member or Employee electing to pay the
service fee and dues who is delinguent in making the payments required herein
for more than ten (10) calendar days shall be terminated by the Employer within
three (3) calendar days of the Employer's receipt of the written notice.

Article 4, Section 5. The Employer agrees to deduct Union dues and initiation
fees or service fees and dues from the wages of Employees in the bargaining
unit who voluntarily provide the Employer with a written authorization that is
irrevocable for a period of more than one (1) year or beyond the termination date
of this Agreement, whichever occurs sooner. Such deductions shall be made by
the Employer from the wages of the Employees during each calendar month and
shall be transmitted to the Union by the tenth (10th) of each month. The Union
shall submit a list of Employees from whose pay dues deductions shall be made
not later than one (1) week prior to the first (1st) of each month. The Union shall
hold the Employer harmless from any dispute with an Employee concerning the
deduction made.

Article 4, Section 6. At the time of employment, a new Employee who shall be
subject to this Agreement shall be informed of this by the Employer and the
Union.
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Article 4, Section 7. The Employer shall send the Union a monthly list of all new
Employees, together with their address, classification, social security number,

- clinic/location; number-of-hours-scheduled per pay period; hourly rate-of pay, and

date of hire; a monthly list of Employees who permanently changed their FTE or
changed their classification and applicable date; -a list each pay period of
Employees with the number of hours worked that pay. period; and a list of
Employees who have begun ‘or ended a leave of absence or terminated their
employment with Group Health, Inc., and the applicable date.

ARTICLE 5
UNION REPRESENTATION

Article 5, Section 1. Steward Activity. The Employer recognizes the right of

the Union and its business representative to designate stewards to-handle official

Union business. Stewards shall be required to handle most Union business

outside of working hours. This does not restrict the stewards’ activities:during
lunch or break periods. However, stewards may participate in disciplinary and

grievance matters as necessary after appropriate notification to their immediate

Supervisor.

Article 5, Section 2, Bulletin Boards. The Employer shall furnish the Union
with -adequate designated bulletin board space at all clinics/locations of the
Employer for the purpose of posting official Union notices.

Article 5, Section 3. Business Representative Activity. The business
representative of the Union shall be allowed to visit the premises of the Employer
provided that the business representative notifies the Clinic/Location Manager.
Non-patient service areas and/or non-occupied patlent service areas are to be
used for these visits.

Article 5, Section 4. List of Stewards. The Union shall furnish Human
Resources with a listing of all stewards on a quarterly basis.

ARTICLE 6
NON-DISCRIMINATION

Article 6, Section 1. Policy. The parties to this Agreement agree to
continue their policies of complying with. all federal, state, and local laws with
respect to non-discrimination against any. Employee because of race, creed,
religion, color, ‘age, sex, marital status, handicap, veteran status, or national
origin. The Employer and the Union shall not discriminate against any Employee
because of political affiliation or Union activity.
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Article 6, Section 2. Equal Employment Opportunity Policy. According to the
Employer, its Equal Employment Opportunity Policy is in accordance with all
applicable laws, directives, and regulations of federal and state governmental
agencies.

Article 6, Section 3. Reasonable Accommodation. The Union and the
Employer shall reasonably accommodate qualified disabled Employees
consistent with the Minnesota Human Rights Act (MHRA) and the Americans
with Disabilities Act (ADA).

ARTICLE 7
SENIORITY

Article_7, Section_1. Seniority Lists. Human Resources shall prepare a
seniority list of all Employees covered by this Agreement specifying the
Employee's name, hire date of the first position, job classification(s) of altl FTE
positions, clinic/location where assigned for his/her first position, and total
seniority hours. Such lists shall be prepared on a quarterly basis and shall be
based on transactions occurring up to and through the pay period end date
closest to December 1, March 1, June 1, and September 1. Such lists shall be
furnished to the Union and stewards. This listing shall be posted at all
clinics/locations for Employee review at the same time it is furnished quarterly to
the Union.

In the event two (2) or more Employees have the same number of seniority
hours, but different hiring dates, the seniority placement shall be determined by
the Employee’s hiring date. The Employee with the earliest hiring date shall be
deemed the most senior. This shall be identified as such on the seniority list.

In the event two (2) or more Employees have the same hiring date and the same
number of seniority hours, the seniority placement shall be determined by the last
four digits of the Employee’s Social Security Number. The Employee with the
lowest four digit number shall be deemed the most senior. This shall be
identified as such on the seniority list.

Article 7, Section 2. Definition. Seniority shall be defined as the Employee's
total compensated (not including overtime) hours from the last date of hire within
the bargaining unit for all Employees on a system-wide basis regardless of any
changes in classification. All compensated holidays, vacation, sick leave, and
workers compensation hours shall be computed as seniority hours. Voluntary
leave status and involuntary leave status shall also be computed as seniority
hours. In addition, if an Employee is scheduled for hours of work that do not
include time for a rest period and/or a meal period, the hours worked during the
rest period and/or meal period shall be computed as seniority hours if such time
is compensated.
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No employee shall accrue more than seventy-five (75) hours of seniority per pay
period. C e e el oo

An Employee leaving.the bargaining unit for a non-bargaining unit GHI position
on or after February 19, 1999 shall have his/her seniority restored, excluding-time
spent outside of the bargaining unit, if he/she returns to the bargaining unit within
six (6) months of leaving the bargaining unit. Such Employees shall not be able
to use previously earned seniority until' six (6) months after re-entering the
bargaining unit.

Article 7, Section 3. Appeals. Employees should review the seniority list and
verify the accuracy of the information on the seniority list. If the Employee
believes there is a discrepancy in the hours accumulated since the previous list
or identifies wrong name spellings, hire dates, etc., the Employee must notify
Human Resources in writing within thirty (30) calendar days of the date of the
posting of the seniority list. Human Resources shall notify the Employee-:in
writing of the receipt of his/her written appeal. These questions shall be
investigated and changes made when appropriate.

If the discrepancy in hours goes beyond the previous seniority list, Human
Resources and/or the Union shall investigate and make changes when
appropriate. In both cases, a new seniority list shall not be reposted until the
upcoming seniority list is to be posted.

Article 7, Section 4. Loss_of Seniority. An Employee shall lose seniority for the
following reasons:

1. Voluntary quit or discharge for cause.
2. Laid off for more than twelve (12) months.
3. Retirement.

Article 7, Section 5. Vacation Preference. Vacation preference shall be based
on seniority as outlined in Article 21.
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ARTICLE 8
TEMPORARY EMPLOYEES, ON-CALL EMPLOYEES,
AND PART-TIME EMPLOYEES

Article 8, Section 1. Definition. A temporary Employee is hired as a
replacement or for work designated at the time of hire for a limited period of time
not to exceed six (6) months. However, a temporary Employee may be hired for
a period to exceed six (6) months:

1. If the Employee is covering for a leave of absence that will last longer
than six (6) months, but less than twelve (12) months. However, such
temporary employment may exceed twelve (12) months if the Employee
is covering for an Employee who because of exhaustion of sick leave
prior to being placed on a medical leave of absence the Employee’s total
time away from work exceeds twelve (12) months; or

2. For the time period that the Employer is attempting to fill a vacancy.

Article 8, Section 2. Notification of End of Temporary Status. Prior to the
close of the six (6) month period, the end of the leave of absence, if such leave
exceeds six (6) months, or the filling of the vacancy, the Employee is to be
notified that the position is to terminate.

Article 8, Section 3. Hiring into a Permanent Position. Temporary Employees
who are hired by the Employer with no break in service shall have service credit
for seniority, personal holiday, vacation, sick leave, longevity, and step
movement retroactive to the original (temporary) date of hire.

Article 8, Section 4. On-Call Employees.

An on-call Employee shall be considered to have voluntarily terminated if he/she
does not work for one (1) month and has been called to work at least two (2)
times during this period, unless the Employee has made it known he/she shall be
unavailable because of medical reasons for a period of time not to exceed six (6)
months. The Employee and the Supervisor may agree to waive the provisions of
this Section.

Article 8, Section 5. Part-Time Conversion. Part-time Employees who work
thirty (30) hours or more for six (6) consecutive months, other than as a
replacement for a leave of absence, shall be assigned a schedule reflecting the
number of hours the Employee had been working during the previous
consecutive six (6) months and shall receive appropriate benefits.
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ARTICLE 9
VACANCIES AND FILLING OF POSITIONS

Article 9, Section 1. Care Unit/Work Unit Restructuring. The care unit/work
unit has the ability to reassign work or restructure work within that care unit/work
unit prior to posting a vacancy. Such reassignment or restructuring may ‘include
changing " days off, changing start and end times, and changing job
responsibilities. However, such reassignment or restructuring shall not change
an Employee’s FTE, except as provided in Section 4. Any reassignment or
restructuring that would modify the Collective Bargaining Agreement shall be
agreed to by the Union and Human Resources prior to it becoming effective.
Such approval shall not be unreasonably denied by either party. If the care
unit/work unit cannot agree to the method of reassignment or restructuring, it
shall be accomplished pursuant to the provisions of the Collective Bargaining
Agreement.

Article 9, Section 2. Permanent Vacancies. Whenever permanent vacancies
occur, Employees currently in that job title within the department within the
clinic/location shall have the ability to move into that vacant schedule provided
the schedule change will not result in an increase or decrease of their FTE. The
position shall be awarded to the most senior qualified Employee expressing
interest.

If the vacancy is not filled above, the vacancy or the remaining vacancy shall be
available electronically, if accessibie, or posted at all clinics/locations for a period
of three (3) working days (see Article 40, for filling of lead positions).

The posting for such vacancies shall contain the anticipated hours per pay
period, department and clinic/location, anticipated. days of work, hiring
Supervisor's name, location and phone number, and a general description of the
duties. In addition, if the vacancy requires specific qualifications, such
qualifications shall be contained on the posting.

Permanent vacancies shall be reposted every two (2) months if filled by outside
agency personnel until such vacancies have been filled.

An Ophthalmic/Optometric Assistant. shall be automatically transferred to a
Certified Ophthalmic Assistant position when the Employee completes his/her
Certification from the Joint Commission on Allied Health Personnel on
Ophthalmology. A Non-Certified -Ophthalmic Technician shall be automatically
transferred to the Cenrtified Ophthalmic Technician position when the Employee
completes his/her. Certification from the Joint Commission on Allied Health
Personnel in Ophthalmology.
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Article 9, Section 3. Reasonable Accommodation. The Employer may
reassign an Employee temporarily (for a period not to exceed six (6) months) to a
vacant position outside of the posting and bidding procedures to accommodate
an Employee’s medical restrictions. Such restrictions must be provided by an
appropriate physician and submitted to the Employer in writing. The Employer
may request a second medical opinion with the medical practitioner to be
selected by the Employer and the cost of the second opinion to be borne by the
Employer.

Article 9, Section 4. Permanent Addition/Reduction in Hours. The
permanent addition or reduction of hours not to exceed four (4) hours per week
(five (5) hours per week for Employees working an extended hour schedule) shali
be offered by seniority to Employees in a classification at the clinic/location
where the hours are available without posting system-wide. The addition or
reduction of such hours shall be voluntary on the part of the Employee.

Article 9, Section 5. Temporary Vacancies. Temporary vacancies that are to
be filled and that are expected to exceed sixty (60) calendar days shall be posted
at the clinic/location involved. (When filling temporary vacancies from within a
clinic/location, where consistent with clinic/location operating needs,
consideration shall be given to seniority of the Employees at the clinic/location.)

Temporary vacancies expected to last less than sixty (60) calendar days shall not
be subject to the above posting procedure.

Article 9, Section 6. Forty (40) Hour Work Week. The Employer may post a
position jointly as a thirty-seven and one-half (37.5) hour per week position and a
forty (40) hour per week position when it is vacant and it shall be filled as
described in this Article based on the successful bidder's preference for a thirty-
seven and one-half (37.5) hour or a forty (40) hour per week position. If there are
no qualified Employees bidding on the posted position, the Employer may recruit
externally for the forty (40) hour per week position.

Article 9, Section 7. Reassignment. The Supervisor may temporarily reassign
an Employee to another clinic/location within sixteen (16) miles of the
Employee's clinic/location (Urgent Care Employees may be temporarily
reassigned to any of the Urgent Care Centers and in Hospice, Employees may
be temporarily reassigned to any location). The Supervisor may reassign
Employees for up to ten (10) working days (a portion of one (1) day shall be
considered one (1) working day) per calendar year.

The reassigned Employee shall work his/her regularly scheduled hours for that
day unless the Employee and the Supervisor(s) mutually agree otherwise.
Employees shall not be reassigned under this Section because of pre-arranged
absences at the clinic/location to which the Employee is being reassigned.
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The .Supervisor shall request volunteers from among Employees in the same
classification and department (e.g., the Pediatric Department at one (1) clinic to
the-Pediatric Department-at another clinic) from which the reassignment is to be
made. If one (1) or more Employees volunteer for the reassignment, the most
senior qualified Employee shall be reassigned. If there are no volunteers and a
Float Employee is working in the department from which the reassignment: will
occur that day, the Float Employee shall be reassigned. If there. are no Float
Employees to be reassigned and a temporary agency Employee is working in the
department from which the reassignment will occur that day, the temporary
agency Employee shall be reassigned, if practicable. |If there are no Float
Employees or no temporary Employees that can be reassigned, the least senior
qualified Employee in the same classification and department (e.g., Pediatric
Department to Pediatric Department) from which the reassignment is to be made
shall be reassigned. If an Employee is reassigned, the Supervisor may not
“backfill” that Employee’s position for the duration of the reassignment. At the
end of the reassignment, the Employee shall return to his/her former position.
. . 1,

In Hospice, the Supervisor shall request volunteers from among Employees in
the same classification to be reassigned. If one or more Employees volunteer for
the reassignment, the most senior qualified Employee. shall be reassigned. If
there are no volunteers, the least senior Employee who has capacity shall be
reassigned.

Employees shall receive round trip mileage for the distance between the
Employee’s regularly assigned clinic/location and the temporarily assigned
clinic/location.

Article 9, Section 8. Bids. Eligible Employees may bid on a posted vacancy by
submitting a written form to the hiring Supervisor that must be received on or
before the expiration date of the posting to receive consideration. Eligible
Employees on a Leave of Absence or on the Recall List may submit a bid. it is
not the Employer's' responsibility to contact the Employee when positions are
posted. Employees shall be notified of their recall rights pursuant to Article 11,

Section 17.

Article 9, Section 9. Bid Board. At any time, Employees may file written
requests with Human Resources for any job and location they desire. In
completing the Bid Board application, Employees may only bid on up to five (5)
locations. System float Employees may bid on all clinics/locations.

If an Employee indicates that he/she is not interested in a position, his’lher name
shall be removed from the Bid Board for that position. Every March and
September Employees' names shall be deleted from the Bid ‘Board and
Employees shall be notified that they wnll be required to renew their Bxd Board
application. .
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Article 9, Section 10. Bidding Restrictions. The Supervisor shall not accept
the bid of an Employee if the Employee has bid on and been awarded a position
in the same classification and benefit status (+37.5, +30, +15, -15, and on-call)
within a one (1) year period. An Employee’s movement to a different benefit
status shall not be considered a bid for purposes of this Article. The Supervisor
shall not accept the bid of Employees who have not successfully completed their
probationary period, unless the position upon which the probationary Employee
bid would otherwise be offered to an external applicant.

As an exception to the above, in the following situations, the Employee shall not
be considered to be restricted from bidding:

* Employees who bid on and are awarded a position that would be a promotion.

+ Employees who, because they have been informed that they will be affected
by a permanent workforce reduction, bid on and are awarded a position in lieu
of a permanent workforce reduction.

» Employees who, because they have been informed that they will be affected
by the movement of a clinic, department, work unit, or subset of a work unit,
bid on and are awarded a position in lieu of moving to a new location.

* Employees who bid on and are awarded the lead portion of a position in the
Employee’s current department.

The Supervisor is not required to accept an Employee's bid for a second or
multiple positions with the Employer that puts the Employee in an overtime
situation. When Employees bid on a second or multiple position that puts them
in an overtime situation, they are required to inform the Supervisor that they hold
another position with the Employer and the hours they work. For this Section
only, the Employee shall not be considered to be in an overtime situation until the
Employee has been compensated for over forty (40) hours in a week. However,
an Employee is still eligible for overtime if he/she has been compensated more
than seven and one-half (7.5) hours in a day or more than his/her regularly
scheduled extended hour shift.

The Supervisor is not required to accept an Employee’s bid if the Employee
would not be able to start in the position within six (6) weeks of when the bid
would be awarded unless the Supervisor and the Employee agree to a later start
date.
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Article 9, Section 11. Filling Vacancies. Vacancies shall be filled as follows:

A. " "Recall L|st The vacancy shall be flled from Employees on the Recall Llst
(See Article 11 Sectron 17) .

B. Brdders and Brd Board Appllcatlons in Same Classification. If the vacancy
is ‘not filled from Employees in “A” above, selection  of Employees shall
next be made from among eligible bidders who submitted bids during the
three (3) day posting period and eligible Bid Board applications in the
same classification as the posted position pursuant to Section 12.

C. Bidders and Bid Board Applications in Different Classification. If the
vacancy is not filled from Employees-in “B” above, selection of Employees
shall next be made from among eligible bldders who submitted bids during
the three (3) day posting .period and eligible Bid Board applications in a
classification different from the posted posmon pursuant to Sectlon 12

Artlcle 9, Sectlon 12; Awardmg Positions. ' An Employee wnthln the same
classification shall be entitled to be-awarded the position if he/she-is .qualified and
has the: necessary skills and tralnlng to successfully perform the. duties of the
new position. . If more than one (1) Employee from that classification applies.for
the same'-posmon the senior Employee shall be given. preference provided the
necessary skilis and training are equal. The Supervisor shall be the judge of the
qualifications and competence of its .Employees except that the Union may
challenge any decision reached by the Supervisor. :

Employees' seniority can only be used when bidding on positions within their own
classification. An Employee bidding into another classification shall be awarded
a position before external applicants, but only after consideration has been given
to quallfled applicants from within the classification.

Artlcle 9 Section 13. Unlon Notification. The Union shall be notified by
Human Resources of all positions filled pursuant to Section 11 with a list-of
Employees who requested the posmon and which Employee was awarded the
position.

Article 9, Section 14. Employee Notification. All Employees who submitted a
bid - during the three (3) day posting period and all Employees who were
interviewed: for a position shall be notified by the Supervrsor regarding their
selectlon status.

21



Article 9, Section 15. Probationary Period.

A. Length of Probationary Period for Employees in a Benefit Status of Plus Nineteen
(+19) or Greater. The first ninety (90) calendar days of employment of any new
Employee shall be a probationary period during which time the employment of
such Employee may be terminated without recourse to the contractual grievance
procedure. The probationary period may be extended for up to an additional sixty
(60) calendar days with the mutual agreement of Human Resources and the
Union. Such agreement shall be in writing with a copy maintained in the
Employee’s Human Resources Personnel File.

New graduates shall serve a one hundred twenty (120) calendar day probation.
The probationary period may be extended for up to an additional thirty (30)
calendar days with the mutual agreement of Human Resources and the Union.
Such agreement shall be in writing with a copy maintained in the Employee's
Human Resources Personnel File.

B. Length of Probationary Period for Employees in a Benefit Status of Minus
Nineteen (-19) or less. The first one hundred eighty (180) calendar days of
employment of any new Employee shall be a probationary period during which
time the employment of such Employee may be terminated without recourse to
the contractual grievance procedure. The probationary period may be extended
for up to an additional thirty (30) calendar days with the mutual agreement of
Human Resources and the Union. Such agreement shall be in writing with a copy
maintained in the Employee’s Human Resources Personnel File.

C. Probationary Evaluation. Prior to the end of the probationary period, the Employer
shall conduct a performance evaluation of the Employee.

Article 9, Section 16. Trial Period.

In the case of promotion or placement in a position in a different classification
and/or work unit and/or clinic/location within the bargaining units, an Employee
shall serve a forty-two (42) working day trial period. However, the trial period
shall not exceed nine (9) months. The trial period may be extended by thirty (30)
working days with the mutual agreement of Human Resources and the Union.
Such agreement shall be in writing with a copy maintained in the Employee's
Human Resources Personnel File.

If the Employee fails to qualify for his/her new position, he/she shall be returned
to an open position in the same classification and same benefit status (+30, +19,
-19) at the Employee's former clinic/location if such an open position remains or
to an open position system-wide in the same classification and benefit status
(+30, +19, -19) at the Employee's option without loss of his/her previous
position’s wage rate. If no opening exists, the Employee may choose to bump the
least senior Employee in the same classification and FTE Range (as defined in
Article 11, Section 4) as the Employee's former position in the system or be
placed on layoff.
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Article 9, Section 17. Newly Hired Employees. Newly hired Employees! shall
not be placed in a particular clinic/location that requires an involuntary: transfer of
a qualified Employee from that clinic/location "to another clinic/location. The
Employee to be involuntarily transferred shall be selected through the application
of inverse seniority in the affected job classification. If.such a transfer is deemed
necessary, the Employer and the Union shall meet to discuss the matter.

ARTICLE 10
MOVEMENT OF PROGRAMS

Article 10, Section 1. Movement of Clinic/Location, Department, or Work
Unit. When an entire clinic/location, department, or work unit moves to a new
location, the Employees shall be required to transfer to the new location or they
may exercise their seniority to bid on vacancies.

Article 10, Section 2. Movement of Subset of a Work Unit. If a subset of-a
work unit moves, the opportunity to. move shall be offered by seniority within the
work unit. If there are not enough volunteers, the least senior Employee(s) in
that classification and work unit shall be assigned to the new clinic/location or
he/she may exercise his/her seniority to bid on vacancies. However, agreement
may be reached between the Union and the Employer that may affect seniority
when operations of the clinic/location are affected adversely.

Article 10, Section 3. New Facilities. When new facilities open, seniority shall
prevail. However, agreement may be reached between the Union and the
Employer that may affect seniority when operatlons of a facullty are affected
adversely.

Article 10, Section 4. Union Notification. Human Resources shall notify the
Union in advance of moving a clinic, department, work unit, or a subset of a work
unit from one clinic/location to another.

ARTICLE 11
PERMANENT WORKFORCE REDUCTION AND RECALL

Article 11, Section 1. Defmmon The Employer may reduce the hours of a
position or ellmmate a posmon if. staff overages ex1st
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Article 11, Section 2. Labor Management Cooperation. When the Employer
determines to close a clinic/location, the Employer shall notify the Union at least
sixty (60) calendar days prior to the effective date of the closure. When the
Employer determines to close a department, the Employer shall notify the Union
at least thirty (30) calendar days prior to the effective date of the closure. During
this notification period, Human Resources and the Union shall meet and confer to
discuss the proposed closure.

Article 11, Section 3. Contract Modifications. The parties agree to meet and
discuss potential modifications to this Article and shall implement any agreed-
upon modifications.

Article 11, Section 4. FTE Range and Benefit Range. For purposes of this
Article, “Full Time Equivalency Range” (FTE Range) shall be defined as follows:

FTE Range Weekly Hours Full Time Equivalency
1 400 - 36.0 1.07 - .96
2 359 - 300 95 - .80
3 299 - 250 79 - 67
4 249 - 190 66 - .51
5 189 - 150 50 - 40
6 149 - 100 39 - .27
7 99 - 1.0 26 - .01

For purposes of this Article, “Benefit Range” shall be defined as follows:

Benefit Range Weekly Hours Full Time Equivalency
1 400 - 300 1.07 - .80
2 299 - 19.0 79 - .51
3 189 - 1.0 50 - .01

Article 11, Section 5. Determination of Positions. The Employer shall
determine the position(s) to be reduced in hours or eliminated in the
classification, department within the clinic/location, and FTE, that is to be
reduced in hours or eliminated. (See Sections 9 and 13 for the determination of
receipt of the notice of a permanent workforce reduction.)

The Employer shall not reduce the hours of all Employees in a department or
clinic/location unless the hours of operation of the department or clinic/location
are reduced.
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Article 11, Section 6. Notice to the Union. Human Resources shall notify the
Union in writing of the position(s) to be reduced in hours or eliminated prior to or
atthe time of the notification to the Employee(s). Human"Resources shall inform
the Union of the reasons for the reductlon in hours or the ellmlnatxon of the
posmon(s)

Artlcle 11, Section 7. Reassugnment within the Clinic/Location - Reduction
in Hours: If the Employer determines to reduce the hours of a position and there
is a vacancy in the clinic/location in the same classification and FTE Range equal
to the reduction in hours as the position to be reduced in hours, the Employee
with the least seniority in the same classification, department within the
clinic/location, and FTE as the position to be reduced in hours if qualified shall be
reassigned to the vacancy.

Article 11, Section 8. Volunteers for 2 Reduction in Hours. If the Employer
has determined to reduce the hours of a position(s), it shall ask for volunteers in
"1" and "2" below:

1. . Volunteers to Reduce Hours. The Employer shall ask for volunteers within

the same classification, department within the clinic/location, and FTE as

- the position to be reduced in hours to reduce his/her hours. The

Employee's existing schedule and the schedule of the reduction in hours

must coincide unless there is mutual agreement among the Employee, the
Supervisor, and the Union.

2. Volunteers to be Reassigned to Another Clinic/Location. The Employer
shall ask for volunteers within the same classification, department within
the clinic/location, and FTE as the position to be reduced in. hours to be
reassigned to a vacancy in the same classification and FTE equal to the
reduction in hours if such a vacancy exists. The Employee must be
qualified for the vacancy and the acceptance of the vacancy shall not
require the Employer to pay premium pay. The Employee's existing
schedule and the schedule of the vacancy must coincide unless there is
mutual agreement among the Employee, the Supervisor(s), and the
Union. »

The Employer shall post for two (2) calendar days or notify the applicable
Employee(s) in the classification, department within the clinic/location, and FTE
of the position(s) to be reduced 'in hours, the reduction in. hours, and any
applicable vacancies for ehglble Emponees to- indicate that..they wish to
volunteer for the reduction in hours or the reassngnment When the two (2)
calendar day requirement would be met on a Saturday, Sunday, or holiday, the
expiration shall be at the end of the day following the weekend or holiday.

If there are more eligible volunteers than necessary, the most senior qualified
Employee(s) in "1" and "2" above shall be awarded the option.
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Article 11, Section 9. Notice to Employee of a Reduction in Hours of a
Position. If a reduction in hours is to occur, the Employer shall provide a notice
of such to the Employee with the least seniority in the same classification,
department within the clinic/location, and FTE as the position to be reduced in
hours at the same time as the Employer is asking for volunteers under Section 8.
If an Employee is awarded the voluntary option under Section 8, the option notice
to the least senior Employee under this Section shall be withdrawn.

The Supervisor shall meet with the Employee to notify him/her of his/her
permanent workforce reduction options and shall arrange for a Union steward to
be present at such notification meeting, if so desired by the Employee.

The options presented to the Employee shall include the hours of work, days of
work, department, and clinic/location of the position(s). A copy of the letter
presented to the Employee shall be sent to the Union.

The Employee must indicate in writing his/her selection of options to his/her
Supervisor within three (3) calendar days of the notification. When the three (3)
calendar day requirement would be met on a Saturday, Sunday, or holiday, the
expiration date shall be at the end of the day following the weekend or holiday.

The Supervisor shall make a reasonable effort to inform the Employee within
three (3) calendar days of the Employee's selection of option(s) which option is to
be awarded and the tentative date of the implementation of the awarded option.
When the three (3) calendar day requirement would be met on a Saturday,
Sunday, or holiday, the expiration date shall be the day following the weekend or
holiday. If the Supervisor is unable to inform the Employee within the three (3)
calendar day period, the Employee and the Union shall be informed of such
delay. In addition, if the tentative date given to the Employee cannot be
effectuated, the Employee shall be informed of such and shall be provided with
periodic updates.

The Employee shall have at least fourteen (14) calendar days (unless the giving
of such notice would be unreasonable under the circumstances) after he/she is
informed of his/her awarded option before he/she shall be required to have such
option implemented. When the fourteen (14) calendar day requirement would be
met on a Saturday, Sunday, or holiday, the expiration date shall be the day
following the weekend or holiday. If the notice is less than fourteen (14) calendar
days, the Employee shall receive a day's pay for each regular working day of
notice that is less than fourteen (14) calendar days, unless the Supervisor and
the Employee agree otherwise.
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Article 11, Section 10. Procedure for the Reduction in Hours.of a Position.

A

" The notified Employee’if qualified shall be offered all existing vacancies in

the same classification.

If the notified Employee does not take a vacancy in “A,” the notified

Employee if qualified shall be offered all the following bump options in the

clinic/location:

* Bump the least senior Employee in the same classification and FTE
Range equal to the reduction.

» Bump the least senior Employee in the same classification and Benefit
Range equal to the reduction.

* Bump the least senior Employee in the same classification and FTE
Range as the full position.

» Bump the least senior Employee in the same classification and Benefit
Range as the full position.

It is not mandatory for an employee to select a bump optlon in the same
Benefit Range.

If no option in “B” exists or the notified Employee does not choose to
bump in the Benefit Range, the notified Employee if qualified shall be
reassigned to a vacancy in the same classification and FTE Range as the
full position in the clinic/location.

If no vacancy in "C" exists, the notified Employee .if qualified shall be

offered all the following vacancies that are sixteen (16) miles or less from

the.Employee's designated clinic/location:

* A vacancy in the same classification and FTE Range equal to the
reduction.

* A vacancy in the same cIaSSIfcatlon and FTE Range as the full
position.

If no option in "D" exists, the notified Employee if qualified shall be offered

all the following bump options that are sixteen (16) miles or less from the

Employee’s designated clinic/location: '

e Bump the least senior Employee in the same classification and FTE
Range equal to the reduction.

e Bump the least senior Employee in the same classification and Benefit
Range equal to the reduction. -

e Bump:the least senior-Employee in the same cIassﬂ'catnon and FTE
Range as the fuill position. ’

» Bump the least senior Employee in the same classification and Benefit
Range as the full position.
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F. If no option in “E” exists, the notified Employee if qualified shall be offered
all the following vacancies in the system:
* A vacancy in the same classification and FTE Range equal to the

reduction.
* A vacancy in the same classification and FTE Range as the full
position.
G. If no option in “F” exists, the notified Employee if qualified shall be offered

all the following bump options in the system:

e Bump the least senior Employee in the same classification and FTE
Range equal to the reduction.

* Bump the least senior Employee in the same classification and Benefit
Range equal to the reduction.

« Bump the least senior Employee in the same classification and FTE
Range as the full position.

*  Bump the least senior Employee in the same classification and Benefit
Range as the full position.

H. If no option in "G" exists, the notified Employee if qualified shall be offered
all the following vacancies in the system:
« A vacancy in the same classification and Benefit Range equal to the
reduction.
* A vacancy in the same classification and Benefit Range as the full
position.

l. If no option in "H" exists, the notified Employee if qualified shall be offered

all the following bump options in the system:

¢ Bump the least senior Employee in the same classification and lower
Benefit Range equal to the reduction.

« Bump the least senior Employee in the same classification and higher
Benefit Range equal to the reduction.

¢ Bump the least senior Employee in the same classification and lower
Benefit Range as the full position.

* Bump the least senior Employee in the same classification and higher
Benefit Range as the full position.

J. If no option in “I” exists, the notified Employee shall be laid off.
At any point in the process, the notified Employee may choose to accept a
vacancy or reduce the necessary hours in his/her current position. In addition,
the notified Employee may accept layoff in lieu of the above options.

Options B, E, G, and | shall not be available to probationary Employees.
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Article. 11, Section 11. Reassignment Within the Clinic/Location -
Elimination of a Position. If the Employer determines to eliminate a position
and there is a vacancy within the clinic/location"in the sameclassification and
FTE Range as the position to be eliminated, the Employee with the least seniority
in the same classification, department within the-clinic/location, and FTE as the
position to be eliminated if qualified shall be reassigned to the vacancy.

Article 11, Section 12. Volunteers_for the Elimination of a Position. If the
Employer has determined to eliminate a position(s), it shall ask for volunteers in
“1" and “2" below:

1. Volunteers to Accept Layoff. The Employer shall ask for volunteers within
the same classification, department within the clinic/location, and FTE as
the position to be eliminated to accept a layoff.

2. Volunteers to be Reassigned to- Another Location. The Employer shail
ask for volunteers within the same classification, department within the
clinic/location, and FTE as the position to be eliminated to be reassigned
to a vacancy in the same classification and FTE as the position to be
eliminated if such a vacancy exists. The Employee must be quallf ied for
the vacancy.

The Employer shall post for two (2) calendar days or notify the applicable
Employee(s) in the classification, department within the clinic/location, and FTE
of the position(s) to be eliminated and any applicable vacancies for eligible
Employees to indicate that they wish to volunteer for layoff or the reassignment.
When the two (2) calendar day requirement would be met on a Saturday,
Sunday, or holiday, the expiration date shall be at the end of. the day following
the weekend or holiday.

If there are more eligible volunteers than necessary, the most senior qualified
Employee(s) in “1” and “2" above shall'be awarded the option.

Article 11, Section 13. Notice to Employee of the Elimination of a Position.
If an elimination of a position is to occur, the Employer shail provide a noticé of
such to the Employee with the least seniority in the same classification,
department within the clinic/location, and FTE as the position to be eliminated at
the same time as the Employer is asking for volunteers under Section 12. If an
Employee is awarded the voluntary option under Section 12, the option notice to
the least senior Employee under this Section shall be withdrawn.

The Supervisbf shall meet with the Employee to. notify him/her of his/her
permanent workforce reduction options and shall arrange for a Union steward to
be present at such notification meeting, if so desired by the Employee.
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The options presented to the Employee shall include the hours of work, days of
work, department, and clinic/location of the position(s). A copy of the letter
presented to the Employee shall be sent to the Union.

The Employee must indicate in writing his/her selection of options to his/her
Supervisor within three (3) calendar days of the notification. When the three (3)
calendar day requirement would be met on a Saturday, Sunday, or holiday, the
expiration date shall be at the end of the day following the weekend or holiday.

The Supervisor shall make a reasonable effort to inform the Employee within
three (3) calendar days of the Employee’s selection of option(s) which option is to
be awarded and the tentative date of the implementation of the awarded option.
When the three (3) calendar day requirement would be met on a Saturday,
Sunday, or holiday, the expiration date shall be the day following the weekend or
holiday. If the Supervisor is unable to inform the Employee within the three (3)
calendar day period, the Employee and the Union shall be informed of such
delay. In addition, if the tentative date given to the Employee cannot be
effectuated, the Employee shall be informed of such and shall be provided with
periodic updates.

The Employee shall have at least fourteen (14) calendar days (unless the giving
of such notice would be unreasonable under the circumstances) after he/she is
informed of his/her awarded option before he/she shall be required to have such
option implemented. When the fourteen (14) calendar day requirement would be
met on a Saturday, Sunday, or holiday, the expiration date shall be the day
following the weekend or holiday. If the notice is less than fourteen (14) calendar
days, the Employee shall receive a day’s pay for each regular working day of
notice that is less than fourteen (14) calendar days, unless the Supervisor and
the Employee agree otherwise.

Article 11, Section 14. Procedure for the Elimination of a Position.

A. The notified Employee if qualified shall be offered all existing vacancies in
the same classification.

B. If the notified Employee does not take a vacancy in “A,” the notified
Employee if qualified shall be offered all the following bump options in the
clinic/location:

« Bump the least senior Employee in the same classification and FTE
Range as the position to be eliminated.

« Bump the least senior Employee in the same classification and Benefit
Range as the position to be eliminated.

It is not mandatory for an employee to select a bump option in the same
Benefit Range.
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C. If no option in “B" exists or the notified Employee does not choose to
bump in the Benefit Range, the notified Employee if qualified shall. be
‘reassigned to -a vacancy-in the same classification and FTE Range as the
position to be eliminated that are sixteen (16) miles or less from the
Employee’s designated clinic/location.

D. If no option in “C” exists, the notified Employee if qualified shall be offered
all the following bump options that are sixteen (16) miles or less from the
Employee’s designated clinic/location:

+ Bump the least senior Employee in the same classification and FTE
Range as the position to be eliminated.

« Bump the least senior Employee in the same classification and Benefit
Range as the position to be eliminated.

E. If no option in “D" exists, the notified Employee if qualified shall be
assigned to a vacancy in the same classification and FTE Range as the
position to be eliminated in the system.

F. If no option in “E” exists, the notified Employee if qualified shall be offered
all the following bump options in the system:
* Bump the least senior Employee in the same classification and FTE
Range as the position to be eliminated.
* Bump-the least senior Employee in the same classification and Benefit
Range as the position to be eliminated.

G. If no option in “F" exists, the notified Employee if qualified shall be
’ assigned to a vacancy in the same classification and Benefit Range as the
position to be eliminated in the .s'ystem.

H. If no option in “G” exists, the notified Employee if qualified shall be offered
all the following bump options in the system:
» Bump the least senior Employee in the same classification and lower
Benefit Range as the position to be eliminated.
+ Bump the least senior Employee in the same classification and higher
Benefit Range as the position to be eliminated.

I. If no option in “H” exists, the notified Employee shall be laid off.
At any point in the process, the notified Employee may choose to accept a
vacancy. In addition, the notified Employee may accept layoff in lieu of the

above options. E

Options B, D, F, and H shall not be available to probationary Employees.
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Article 11, Section 15. Conditions for Bumping or Accepting Vacancies.

A

. The Employee exercising bumping rights must have greater seniority than

the Employee who is being bumped.

If more than one (1) Employee opts to accept a vacancy or bump an
Employee, .the Employee with the greater seniority shall have priority in
exercising that option.

Employees may only bump full posrtrons (|e may not "break apart”
positions). .

. The: Employee s existing schedule and the schedule of. the vacancy or the

bumped position must coincide unless there is mutual agreement among
the Employee, the Supervisor(s), and the Union.

The acceptance of the vacancy or bumping into a position shall notplace
the: Employee in a position that would require the Employer to pay

~ overtime or premium pay:

An Employee may select more than one.(1) vacancy in order to maintain
his/her current or lower FTE Range or Benefit Range:..

r

. Employees whose position is ellmlnated and who are pIaced on a Recall

List prior to the completion of their probatlonary period-shall be required to

: complete the probatlonary penod upon return from the Recall LlSt

An Employee may be retained out of seniority order if the: Employee who -

has been notified of a permanent workforce reduction does not have the
ability to perform the duties of the Employee(s) who would otherwise be
bumped within a reasonable penod of orientation not to exceed seventy-
five (75) hours

When a vacancy (a permanent position that the Employer determlnes to
fill) occurs durrng .a permanent . workforce- reduction that has been
identified as 'a vacancy that can be filled by an Employee who has
received a notice of permanent workforce reduction, the vacancy shall not
be posted and shall.become an option for the Employee who has recelved
the notice of permanent workforce reduction.

If an Employee bids ona position who has received a notice of permanent
workforce reduction, he/she shall have priority over any other bidders for
the position until fourteen (14) calendar days prior to the effective date of
the permanent workforce reduction. [f the Employee is awarded a
position, he/she shall no longer have priority bidding consideration.
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K.

Employees who exercise a vacancy/bumping option (either “voluntary” or
“involuntary”)-shall have a twenty-one~(21) working~day trial peridd. The
Supervisor and the Union may mutually agree to extend the trial period by
twenty-g')ne (21) working days. Employees not able to satisfactorily
perform the job shall exercise vacancy/bumping rights one additional time.

" If the Employee fails to satisfactorily complete the trial period in the

second position, the Employee shall not be aillowed to exercise additional
vacancy/bumping rights and shall be laid off.

Article 11, Section 16. Recall Lists.

1.

Names of Employees who were laid off shall be placed on the Recal! list
for the same classification and Benefit Range as their original position for
all clinics/locations.

Names. of Employees who were reassigned to or accepted a vacancy or
bumped into a position at another clinic/location who retained their same
FTE Range shall be placed on the Recall List for the same classification
and Benefit Range as their original position for their original clinic/location.

Names of Employees whose clinic/location closed shall be placed on the
Recall List for the same classification and Benefit Range for
clinics/locations that are sixteen (16) miles or less from their original
clinic/location. :

Names of Employees who were reassigned to or accepted a vacancy or
bumped into a position and who had their FTE Range or Benefit Range
reduced shall be placed on the Recall List for the same classification and
FTE Range/Benefit Range as the reduction and the full position for their
original clinic/location.

Names of Employees whose clinic/location closed shall be placed on the
Recall List for the same classification and appropriate FTE Range/Benefit
Range for clinics/locations that are sixteen: (16) miles or less from their
original clinic/location.

Names shall be retained on the Recall List for a period of twelve (12) months
from the date of the permanent workforce reduction or the determination that an
Employee does not have return rights from a medical or parenting leave.
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Article 11, Section 17. Recall. Employees shall receive notice of recall in
writing W|th the Unlon recelvmg a copy of the recall notice. R

Recall shaII be in the order of seniority with-the most senior Employee being
recalled- to a vacancy for which he/she has indicated. availability and for which
he/she is-qualified, and if applicable, for a vacancy -in _which the Employee’s
existing schedule and the schedule of the vacancy coincide, unless there is
mutual agreement among the Employee the Superwsor(s) and the Unlon

Employees shall not have recaII nghts to

1. . Avacancy at the same clinic/location and.in the same FTE Range/Benefit
Range that the Employee is currently working as a result of the permanent
workforce reductlon .

2. A,vacancy that would require the .Employer to -pay-overtime or. premium
pay. . . g o

Recall shall continue in order of most senior to least senior until- all Employees
have been recalled . ~

) Recalled Employees shall be glven up to one- (1) calendar week after recelpt of

notice of recall to declare whether or not they accept the recall and up to an

additional’, two (2) calendar ‘weeks to" report- to” work. - Employees “unable. to

respond to recall because of. a bona. fide leave of absence shall remaln on’

: appropnate leave status and remain eligible for recall IR

: Artlcle 11, Sectlon 18 Addltlonal Hours for Employees Lard Off or Reduced
in Hours. Employees, who'have-been laid off or' reduced in hours; including a
reduction- in hours. within- their original- FTE Range, shall have preference for
additional hours that become available at least forty-eight (48) hours in advance
at their-assigned clinic/location if they are qualified.- In addition;. such Employees
may request to become on-call Employees at other clinics/locations, if they are
qualified. Such Employees' names shall remain on the Recali List, if appllcable
for the tlme penod indicated above.

‘Article 11, Sectlon 19. Removal from Recall List.

1. Employees who were laid off who are recalled to a permanent position in
the same classification and Benefit Range as their original position and
who decline the offer of recall shall lose all seniority nghts and shall be
terminated.
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2. Employees who ‘retained their FTE Range but were reassngned to or
accepted a vacancy or bumped who are.recalled to a permanent position
in"the same classification and Benefit'Range as the Employee’s original
position and at' the Employee’s original clinic/location (or that are sixteen
(16) miles or- lessfrom the Employee’s original clinic/location if the
clinic/location closed) and who decllne the offer of recall shall be removed
from the Recall List. :

3. Employees whose position was reduced in FTE Range or Benefit Range
and were reassigned to or accepted a vacancy or bumped to a
clinic/location who -are recalled to a permanent position in the same
classification and FTE Range/Benefit Range as the reduction or the full
position and at the Employee’s original clinic (or that are sixteen (16) miles
or less. from the Employee's original clinic/location if .the clinic/location
closed)-and, if applicable, the Employée's existing schedule and the
schedule of the position coincide unless there is mutual agreement among
the Employee, the Supervisor(s), and the Union who decline the offer of
recall shall be removed from the Recall List.

Article 11, Section 20. Protected Group Status. The parties agree to meet to
discuss the effect of a permanent workforce reduction on Employees who are in
a protected group and for which the Employer is disparate.

Article 11, Section 21. Rights of Employees Who are Laid Off. Upon the
request of an Employee who has been laid off, Human Resources shall provide
the Employee with a list of resource guides for securing new employment and/or
assistance in resume writing skills and interview skills.

ARTICLE 12
SUBCONTRACTING

Article 12, Section 1. Layoff. There shall be no subcontracting that will result in
the layoff of any Employee on the payroll at the time of subcontracting.

The parties acknowledge that business needs may necessitate layoffs. These
situations, as an example, would include: .

1. Unavailability of qualified doctors, dentists, optometrists, and other
providers because of job market conditions.

.In instances where such layoffs .are necessary, discussions shall first
occur with Union representatives regarding the reason for. such layoffs.
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2. Where alternative care arrangements are necessary because of
compelling cost considerations or patient needs, the parties shall meet to
agree on ways to provide continued employment for those affected.

Article 12, Section 2. Short-Term Help. Notwithstanding Section 1, when
Employees are not available at either straight time or overtime, the Employer
shall notify the Union on a monthly basis of all temporary Employees, stating
their name, position, clinic/location/department, FTE, start date, reason for the
temporary Employee, and the name and contact number of the Supervisor. The
Employer may use short term outside help for a specified length of time agreed
to by the Supervisor and the Union.

Article 12, Section 3. Subcontracted Work. The Union and the Employer
agree that it may be beneficial to both parties to bring back work that in the past
had been subcontracted. With that understanding, the parties agree to meet and
possibly create new positions on a trial basis for a specified length of time to
explore the impact on the Employer. These positions would be exempt from this
Article, Section 1.

Article 12, Section 4. Cost Effectiveness. Human Resources and the Union
may negotiate the making of the in-house provision of services as cost effective
as subcontracting such services.

ARTICLE 13
INVOLUNTARY LEAVE STATUS (ILS)

Article 13, Section 1. Involuntary Leave Status Procedure. If the Supervisor
does not reassign an Employee pursuant to Article 9, Section 7, the Supervisor
may respond to short-term or daily staffing overages in a particular department.

In such instance, the Supervisor shall:

1. First seek volunteers, in the department, in the classification, to take off
time. |If there are no or an insufficient number of volunteers, seek
volunteers in the clinic/location in the classification to take time off. If
there are more volunteers than necessary, the most senior volunteer(s)
shall be selected. Such Employee(s), at his/her option, may use vacation
time, personal holiday, or voluntary leave status (VLS).

2. If there are no or an insufficient number of volunteers, the most senior
volunteer or the least senior Employee(s) in the clinic in the classification
who is working extra hours or hours not regularly scheduled that day shall
be required to take off time or at his/her option shall use vacation time,
personal holiday, or voluntary leave status (VLS) or involuntary leave
status (ILS) as applicable. (See Section 4.)
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3. If there are no or an insufficient number of Employee(s) in #2 above, the
most senior volunteer or the least senior Employee in the clinic in the
classification who'is working that day shall’6e required to take off time or
at his/her option shall use vacation time, personal holiday, or voluntary
leave status (VLS) or involuntary leave status (ILS) as applicable. (See
Section 4.)

Notwithstanding the above, for bargaining unit Employees who maintain a
specific caseload or who have a specific provider schedule, the Supervisor may
assign time off to such Employees based upon their caseload or schedule.

Article 13, Section 2. Use and Notice. Employees required to take involuntary
leave status shall be given at least two (2) hours advance notice.

An Employee shall not be required to take involuntary leave status in increments
of less than one-half (1/2) of his/her regularly scheduled shift for that day.

Article 13, Section 3. Reasons. Involuntary leave status shall not be invoked
because of a provider's personal business, unplanned vacation with less than
two (2) weeks notice, or unplanned medical education with less than two (2)
weeks notice.

Article 13, Section 4. Amount of Time. A thirty-seven and one-half {(37.5) hour
per week Employee shall not be assigned more than seventy-five (75) hours of
involuntary leave status in a twelve (12) month period and a forty (40) hour per
week Employee shall not be assigned. more than eighty (80) hours of involuntary
leave status in a twelve (12) month period. For Employees working less than
thirty-seven and one-half (37.5) hours per week, the maximum number of
involuntary leave status hours to be assigned in a twelve (12) month period shaII
be pro-rated based on the Employee’s FTE.

The twelve (12) month period shall begin on the first involuntary leave day
assigned to the Employee. |If the Supervisor has invoked an involuntary leave
status situation, but an Employee chooses to use vacation time, personal
holiday, or voluntary leave status.in lieu of involuntary leave status, such time
shall be counted as ‘part of the Employee's maximum number of involuntary
leave status hours allowed in a twelve (12) month period. However, an
Employee and the Supervisor may agree to the use of involuntary leave status
beyond the Employee’s maximum amount of involuntary leave status hours and
such status shall not affect seniority or benefits.
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If the least senior Employee reaches his/her maximum number of hours of
involuntary leave status in a twelve (12) month period, and additional short-term
or daily staffing overages occur, the Employee may bump the least senior
Employee in the same classification in the system who is working that day or with
the agreement of the Supervisor may use additional involuntary leave status
hours.

Article 13, Section 5. Benefits and Seniority. Involuntary leave status shall not
affect benefits or seniority.

Article 13, Section 6. On-Call Staff. On-call Employees shall not be called in to
work at a location within the area experiencing low-need staffing if qualified
regularly scheduled Employees are losing their regular work hours that day.

ARTICLE 14
VOLUNTARY LEAVE STATUS (VLS)

With the Supervisor's approval, Employees shall be allowed to use seventy-five
(75) hours of voluntary leave status in a twelve (12) month period without
affecting benefits or seniority. The twelve (12) month period shall begin on the
first (1) voluntary leave day taken by the Employee. Voluntary leave status may
be approved for the use of, but not limited to the following situations: staffing
overages, inclement weather, and personal situations.

Another Employee’s request for paid time off shall take preference over an
Employee-initiated request for voluntary leave status.

ARTICLE 15
HOURS OF WORK

Article 15, Section 1. Normal Work Week. The normal work week shall consist
of thirty-seven and one-half (37.5) or forty (40) hours of work (consistent with
Article 9, Section 6) within five (5) consecutive days in a seven (7) day period
(except CareLine RNs, Urgent Care, and Hospice).
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Article 15, Section 2. Modified Work Week/Extended Hour Work Day. An
Employee and his/her Supervisor may agree to modify the Employee’s standard
work -week as' long as the work week does not exceed forty (40) hours and/or
may agree to modify the Employee's standard work day as long as the work day
does not.exceed ten (10) hours'in a day if such modifications do not increase or
decrease the Employee’s existing FTE. Other modifications to the Employee’s
work week or work day are subject to the approval of the Supervisor and the
Union. The Supervisor may withdraw an Employee's modified work week or
extended hour work day-if such modifications do not increase or decrease the
Employee's existing FTE upon giving the Employee a minimum of one (1) month
notice if the Supervisor determines that continuity of care or business efficiency
would be improved.

Article 15, Section 3. Forty (40) Hour Work Week. Employees interested in a
forty (40) hour per week position may indicate such interest when submitting their
“Bid Board” applications.

Employees working thirty-seven and one-half (37.5) hours per week may request
to have their position converted to a forty (40) hour per week position and the
Supervisor may, at his/her discretion, honor such a request if a more senior
qualified Employee has not expressed interest in a forty (40) hour work week
through the Bid Board process or after posting the increase in the  work week
schedule in the classification within the clinic/location.

Article 15, Section 4. Schedule Posting_and Schedule Changes. Regular
one (1) month work schedules, including the holiday schedule if applicable, shall
be posted fourteen (14) calendar days in advance. The parties, however,
recognize that patient-needs and clinic/location coverage needs may necessitate
other types of work schedules and occasional changes in posted work
schedules. In the event that posted work schedules are to be changed by the
Supervisor, affected Employees shall receive fourteen (14) calendar days written
notice, except where patient care emergencies make such notice impossible.

Where schedule change(s) are necessary, the least senior quahfed Employee(s)
shall be changed
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Notwithstanding Section 5 and the above, the care unit/work unit has the ability
to reassign work or restructure work within that care unit/work unit to implement a
schedule change(s). The Employer, the Union, and Employees recognize that, in
order to provide the services desirable to patients/members, their cooperation is
needed to have schediiles meet these service-needs. Such reassignments or
restructuring may include changing days off, changing start and end times, and
changing job responsibilities. However, such reassignment:or restructuring shail
not change an Employee’'s FTE. Any-reassignment or restructuring that would
modify the Collective Bargaining Agreemerit shall be agreed to by the Union and.
Human Resources prior to it becoming effective. Such approval shail not be
unreasonably denied by either party.

Article 15, Section 5. Establishment of Schedules. In the establishn\ent of
- work week schedules, the Supervrsor shall glve preference to Employees ln
accordance with- senlorlty co

Artlcle 15, Sectlon ' 6. _Establishment of Evening/Weekend Hours.
Notwithstanding-Section'5, the care unit/work unit has the ability to reassign work
or restructure work ‘within that caré unit/work unit to-implement evening (beyond
6:00 p.m.) and/or. weekend Hours.. Such- reassignment or restructuring may
" include ‘changing days off, changlng start and end times, and changing job
responsrbllmes However such reassignment or. restructunng shall not. change
an. Employeé’s FTE. "Any reassignment or. restructuring that would, modify the
Collective Bargaining Agreement shall be agreed to by the Union and Human
Resources - prior to it becoming effective. * Such approval shall not ‘be
unreasonably denied by either party ' :

If agreement regardlng the method of reaSS|gnment or restructunng cannot be
reached, |t shall be accomplished as follows

1. The Employer shall first ask for volunteers in the department to: work the
evenmg and/or weekend hour schedule

2. If there ‘are no or insufficient volunteers, the least senior Employee in the
department shall be reassigned to work the fuli schedule that would
include evenings (beyond 6:00 p.m.) and/or weekends. This Employee
may switch schedules with the least senior Employee with the same FTE
in the clinic provided that both Employees are qualified for the respective
positions. Such schedule switch would be a permanent position for
position change.

Article 15, Section 7. Float Employees.

A. Float Employees shall not be scheduled to work more than two (2)
weekends per month.
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If Employee(s) must be temporarily reassigned and a float Employee is

R B.

L working in the clinic, the float' Employee if qualified shall be .the Employee
L: ' to be reassigned, regardless of seniority.

l: Article 15, Section 8. Relief Work. No Employee shall be required to relieve in

a position or perform a function for which he/she is not qualified.

_Article 15, Section 9. Assignment of Temporary Additional Hours. If

temporary additional hours are available within the clinic/location, the hours shall

1.

be distributed as follows:

Offer to Employees who have been laid off or reduced in hours, pursuant
to Article 11, Section 18. Should the most senior qualified Employee
choose not to accept the additional hours, the next most senior qualified

‘Employee shali be offered the additional hours.

If #1 is not applicable and/or there are no or insufficient Employees in #1
above, offer to the most senior qualified Employee permanently assigned
to the clinic/location, including on-call Employees and float Employees
“permanently assigned” to the clinic/location and for whom the additional
hours would not require the payment of overtime. Should.the most senior
qualified Employee choose not to accept the additional hours, the next
most senior quallfled Employee shall be offered. the additional hours.

If there are no or msufflment Employees in #2 above the Superwsor may
offer the additional hours to the most senior qualified float Employees not
“permanently aSS|gned" to the cI|n|c/Iocat|on the most senior qualified on-
call Employees not permanently assugned" to the- clinic/location or the
most senior- qualified Employees not. “permanently- assigned” to the
clinic/location ‘and-for whom the additional hours would not- require the
payment of overtime. Should the most senior qualified Employee choose
not ‘to accept the additional hours, the next most. senior qualified
Employee shaII be offered the additional hours

If there are no or insufficient Employees in #3 above offer to the most
senior qualified Employee “permanently assigned” to the clinic/location
and for whom the additional hours would require the payment of overtime.
Should the most senior qualified Employee, including on-call Employees
and float' Employees “permanently assigned” to the clinic/location, choose
not to accept the additional* hours; the, next most: senior qualified
Employee shall be offered the additional hours.
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5. If there are no or insufficient Employees in #4 above, the Employer shall
offer the additional hours to the most senior qualified float Employees not
“permanently assigned” to the clinic/location, the most senior qualified on-
call Employees not “permanently assigned” to the clinic/location or the
most senior qualified Employees not “permanently assigned” to the
clinic/location and for whom the additional hours would require the
payment of overtime. Should the most senior qualified Employee choose
not to accept the additional hours, the next most senior qualified
Employee shall be offered the additional hours.

6. If there are no or insufficient Employees in #5 above, the Employer has
the right to assign the additional hours to the least senior qualified
Employee “permanently assigned” to the clinic/location, including float
Employees “permanently assigned” to the clinic/location, except for
Hospice. Hospice will utilize the mutually established “Daily Mandate List”
or the “Mandate List for Evening/Night Call, Weekend, and Holiday.”

7. Hospice staff assigned to additional hours shall have their name moved to
the bottom of the “Daily Mandate List” or the “Mandate List for
Evening/Night Call, Weekend, and Holiday,” respectively.

The Employer shall not be required to interrupt work in progress.

Article 15, Section 10. Rest Periods. Employees shall receive a rest period of
fiteen (15) minutes during each four (4) hour period of work, or major portion
thereof. Employees who are assigned to positions of at least eight and one-half
(8.5) hours per day shall receive a rest period of twenty (20) minutes for each
one-half (1/2) of their shift or major portion thereof. Employees working a six (6)
hour shift shall receive one (1) twenty (20) minute break per shift. Such rest
periods shall be scheduled as nearly as practical during the middle of each shift,
taking into consideration the primary concern of adequate department coverage.
However, the scheduling of rest periods shall be flexible in order to maintain care
team integrity and to provide consistent patient care.

If an Employee is denied time for a rest period, he/she shall receive, at the
applicable rate, additional pay or time off in lieu thereof, provided the Employee
has notified the Supervisor, if available. Time off is subject to the approval of the
Supervisor.

Article 15, Section 11. Meal Periods. Each Employee scheduled to work a shift
of more than six (6) continuous hours shall receive an unpaid meal period. The
scheduling of meal periods shall be flexible in order to maintain care team
integrity and to provide consistent patient care.
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If an Employee is requested to stay in his/her clinic/location over the meal period,
he/she shall be‘paid an on-call rate of sixty five percent:(65%) of minimum.wage
for-the ‘time -he/sheis 'not working.” Employees "called"back to work during the
meal period shall be paid for time worked or receive an equal amount of time off
within that week at the Employee’s option. Time off shall be arranged by mutual
agreement between the Supervisor and the Employee.

If an Employeé is denied time for a meal period, he/she shall receive, at the
applicable rate additional pay or time off in lieu thereof, provided the Employee
has notified the Supervisor, if avallable Time off is subject to the approval of the
Supervisor.

Article 15, Section 12. Reporting Pay. Employees who report to work on a
regularly scheduled day and are sent home because no work is available or are
called in on a day off shall receive at least two (2) hours of work or two (2) hours
of pay-at their regular rate.

Article .15, Sectlon 13. Split Shifts. There shall be no split shifts unless
mutually agreed to by the Employee and the Supervisor. .

Article 15, Section 14. Meetings. The Supervisor may schedule staff or other
business meetings for a variety of reasons. Employees required to participate in
such meetings shall be paid for such time and if the meetings are held during the
Employee's lunch period up to one (1) additional hour at the stralght time rate
(outsnde of the regular work week) shall be paid.

Article - 15, Section 15. Time Off Between Shifts. The number of hours
between scheduled shifts shall not be less than ten (10) hours unless mutually
agreed to by the Employee and the Supervisor.

ARTICLE 16
OVERTIME

Article 16, Section 1. Assignment of Additional Hours. The Employer is not
obligated to grant an Employee hours that would require the Supervisor to pay an
overtime premium if there are qualified Employees available to work at straight
time.

Article 16, Section 2. Supervisory Approval. All overtime must be approved
by the Employee’s Supervisor.or lead. :
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Article 16, Section 3. Overtime Payment. For purposes of overtime, an
Employee must be compensated for a minimum of seven and one-half (7.5)
hours in a day, or more than his/her regularly scheduled day if it exceeds seven
and one-half (7.5) hours, or more than thirty-seven and one-half (37.5) hours a
week, or more than forty (40) hours a week if the Employee’s regularly scheduled
work week is forty (40) hours. Overtime shall be paid at the rate of one and one-
half (1.5) times the Employee's regular hourly rate or, at the option of the
Employee, compensatory time pursuant to the Fair Labor Standards Act.
Compensatory time may be scheduled with approval from the appropriate
Supervisor.

A part-time Employee substituting for an extended hour Employee shall receive
overtime only for time worked beyond the schedule of the extended hour
Employee, uniess by working the extended hour schedule, the Employee is
compensated more than thirty-seven and one-half (37.5) hours per week.

Article 16, Section 4. Payment for Employees in Multiple Positions. For
Employees who hold more than one position with the Employer, overtime and
other shift premiums shall be paid based on which position the overtime (or other
premium) is incurred. For example, an Employee who regularly works three (3)
seven and one-half (7.5) hour shifts per week in a day clinic and also works two
(2) seven and one-half (7.5) hour shifts per week in Urgent Care and who works
extra hours in Urgent Care would be paid overtime on the shift in which the extra
hours are worked in Urgent Care, even though the Employee may not have
technically worked more than thirty-seven and one-half (37.5) hours per week at
that point in the work week. The purpose of this is to have the cost of overtime
and other premiums fall in the department or clinic/location where those extra
hours are agreed to by a Supervisor in that unit. However, an Employee is still
eligible for overtime if he/she has been compensated more than seven and one-
half (7.5) hours in a day or more than his/her regularly scheduled extended hour
shift.

Article 16, Section 5. No Pyramiding. There shall be no pyramiding of
overtime.

ARTICLE 17
CALL DUTY

Article 17, Section 1. Definition. Employees required to provide services to
patients by the Employer outside the hours of their regular schedule that is
generally referred to as "call duty" shall be compensated as described in this
Section.

Employees shall only be eligible for one (1) type of call pay at a time.
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Article 17.-Séction 2. Types of Call Pay.

A.

: Availabilit.y?CaII.‘ Employees Who are required'to be availablé by phone for

a period of not more than three (3) hours per day and available to:report to

“work within thirty (30) to forty-five (45) minutes from the time they are
- called shall receive three dollars ($3.00) per hour. If called into'work, the
-Employee shall receive the applicable rate -of pay, not to include

availability call pay.

Court Availability Call. Employees who have received an official
subpoena to appear as a witness to provide information in their role as a
Group Health, Inc.” Employee, and as a result of this subpoena are
required to be available to report to court on a day they are not scheduled
to work shall receive three dollars ($3.00) per hour for the hours they are
required to be available to respond to such call. If actually called to court,
the Employee shall receive the -applicable rate of pay for the actual time

"spent in court, not to include court-availability call pay.

Patient Care Call. Employees who are required to respond to patient care
calls by phone outside of their regular work schedule shall receive forty-
five dollars' ($45) per shift for evening shifts (approximately 5 p.m. to 8
a.m.) Monday through Thursday and eighty-dollars ($80) for a twenty-four
(24) hour weekend shift, including Friday evening, Saturday, Sunday, ora
holiday. B

The compensation is comprehensive, meaning that no other shift
differential, consecutive shift differential, etc., shall be paid in addition to
what is described here.

Dental Patient Care Call. Dental Assistants who are required to respond
to patient calls outside of their regular work schedule shall receive the
following:

Monday-Thursday S5p.m.to7 a.m. $20.00
Friday 5p.m.to7 a.m. $50.00
Saturday, Sunday 5p.m.to7 a.m. $25.00
Saturday, Sunday Noonto 7 a.m. $35.00
Saturday, Sunday 7am.to7am. $50.00
Holiday .$50.00
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Dental Assistants who are called in to work during the time they are on-
call have a guarantee of two (2) hours of work or two (2) hours of pay.
The weekend differential (Saturday and Sunday), weekday evening/night
differential, and the provisions of the Holiday Articie shall also be
applicable for any hours worked. If an Employee works a seventh (7th)
consecutive day because of taking call, the Employee shall not receive
double time.

Open hours for call duty shall be posted for five (5) calendar days in the
first week of each month for the following month. Employees may
voluntarily sign up for call duty and the Employer shall assign call duty
from this list by seniority. If there are no volunteers, the call duty shall be
assigned to the least senior Employee in the clinic where call duty is
available. Call duty shall be clinic specific. Employees shall only be able
to sign up for call duty at their clinic.

Call Out. Employees who must provide care to a patient in the hospital, in
the patient's home, or in some other appropriate site while the Employee
is on-call shall be compensated at the appropriate rate of pay, either
straight time or time and one-half (1.5), for the hours that such care is
being provided to the patient and the time spent traveling to and from the
site at which care is delivered.

The compensation is comprehensive, meaning that no other shift
differential, consecutive shift differential, etc., shall be paid in addition to
what is described here.

Hospice.

1. Availability for Call.

The Hospice RN taking call shall be available to receive calls from
5 p.m. to 8:30 a.m. (this equates to one shift) Monday through
Sunday. Employees who work evening and night call shall be
required to work (or be available) for seven (7) shifts per four (4)
weeks. There shall be no penalty if Employees are not scheduled
for seven (7) shifts.

2. Base Pay and Benefits.

a) Patient Care Call.

Base pay for Monday through Sunday shifts shall be
seven (7) hours of vacation credit OR seven (7) hours
compensated straight time per fifteen and one-half (15.5)
hours of call at the option of the Employee.
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f) -

Base pay for holiday, shifts shall be -ten and one half
(10.5) hours of vacation credit OR ten and one half (10:5)
hours compensated straight timeper fifteen (15) hours of
call at the option of the Employee.

Employees who are not regularly scheduled for call, but who
serve as back.up for call and who take call shall receive the
same payment choices as outlined above.

Visit Pay.

Visit pay shall be paid at the Employee’s straight time
hourly rate unless the hours' called out cause the
employee to exceed seven and one-half (7.5) hours per
shift or their extended hour work day. Employees shall
receive one and one-half.(1.5) times their straight time
hourly rate for hours called out which exceed seven and
one-half (7.5) hours per day or their extended hour work
day or thirty-seven and one-half (37.5) hours in a week.

No Shift Differential.

No shift differential shall be paid to Employees working this
call schedule.

No Sixth (6th) and Seventh (7th) Shift Differential.

No sixth (6th) and seventh (7th) shift differential shall be
paid to Employees working this call schedule.

Holiday Cal! Out.

Employees who are called out on holidays shall receive
two (2) times their straight time hourly rate for such
hours, in addition to overtime, if applicable. (See Article
20)

Plus Fifteen (+15) Employees.
If an Employee in the call rotation accepts a plus fifteen

(+15) position, the Employee shall continue to receive
call'pay as provided above.
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Coverage While Filling of Positions and Planned/Unplanned
Absences.

If it becomes necessary to fill one or more of the on-call positions or
fill a planned or unplanned absence, the following procedure shall
apply utilizing the mutually established “Mandate List for
Evening/Night Call, Weekend, and Holiday.” This list is posted,
updated regularly and accessible to all Hospice staff:

a) Offer to volunteers from among qualified Hospice RNs
who are normally in the call rotation. The most senior
qualified volunteer shall be selected and his/her name
shall be moved to the bottom of the “Mandate List for
Evening/Night Call, Weekend, and Holiday.”

b) If there are no qualified or insufficient volunteers from
Hospice RNs who are normally in the call rotation, the
Employer shall seek volunteers from among qualified
Hospice RNs who are not normally in the call rotation.
The most senior qualified volunteer shall be selected and
his/her name shall be moved to the bottom of the
“Mandate List for Evening/Night Call, Weekend, and
Holiday.

c) If there are no qualified or insufficient volunteers,
coverage shall be assigned to the qualified Hospice RN
at the top of the “Mandate List for Evening/Night Call,
Weekend, and Holiday” and his/her name shall be moved
to the bottom of the list.

d) Hospice RNs who have a minus fifteen (-15) or on-call
benefit status position are not required to be included in
this process, but may volunteer if qualified.

e) Hospice RNs who are not normally in the call rotation
must have been employed for a minimum of three (3)
months and/or have worked three hundred and fifty (350)
hours before being required to take a call shift. New
Hospice RNs are added to the bottom of the “Mandate
List for Evening/Night Call, Weekend, and Holiday” once
sufficiently trained.

All Hospice RNs in a benefit status of plus fifteen (+15) or

more shall be required to take call shifts after five (5)
months of employment regardless of hours worked.
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f) Necessary holiday work, coverage - shall consist of
qualified Hospice RNs who are normally in the call
rotation. -If a Hospice:RN normalily-in the call rotation-has
been required to work one-half (1/2) of the designated
holidays, the remaining holidays shall be assigned- based
on the “Mandate List for Evening/Night Call, Weekend,
and Holiday.” Hospice RNs (regardless if normally-in the
call rotation or not) shall not be required to work more
than one-half (1/2) of the designated holidays and shall
not be required to work both Christmas Eve and
Christmas Day. Voluntarily working a holiday shall count
toward the working of required holidays.

g) This procedure shall be used for planned and unplanned
absences.
. ARTICLE 18
WAGE RATES

Article 18, Section 1. Salary Ranges. The rates of . pay shall be shown in
Appendix A attached hereto and made a part hereof.

Employees shall be hired at not less than the start rate/step one rate for the
appropnate classification in Appendix A.

Article 18, Section 2. Waqe Adjustments.

Effective February 1, 2011, the salary range shall be increased by one percent
(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.

Effective August 1, 2011, the salary range shall be increased by one percent
(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.

Effective February 1, 2012, the salary range shall be increased by one percent
(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.

Effective Aughét 1, 2012, the salary range shall be increased by one percent

(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.
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Effective February 1, 2013, the salary range shall be increased by one percent
(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.

Effective August 1, 2013, the salary range shall be increased by one percent

(1%). Employees shall receive a one percent (1%) wage increase adjustment to
their current rate.

Article 18, Section 3. Incentive Payment.

Eligible Employees will receive one-half percent (.5%) of their annual wages,

based upon worked hours based upon the results of the following:

+ Medical Patient Satisfaction problem score. The problem score shall be for
the NRC+Picker survey question “Would you recommend this office to your
family and friends.” The problem score shall be based upon the average of
the previous year’s four (4) quarter problem scores.

« Dental Patient Satisfaction problem score. The problem score shall be for the
NRC+Picker survey question “Would you recommend this dental clinic to your
family and friends.” The problem score shall be based upon the average of
the previous year’s four (4) quarter problem scores.

The incentive payment shall be based upon the following:

« |f there is an annual improvement of at least five percent (5%) in each of the
above two surveys, Employees shall receive the full incentive payment.

 |f there is an annual improvement of at least five percent (5%) in the Medical
Picker Patient Satisfaction Survey, Employees shall receive an eighty-five
percent (85%) payment.

* If there is an annual improvement of at least five percent (5%) in the Dental
Picker Patient Satisfaction Survey, Employees shall receive a fifteen percent
(15%) payment.

An Employee must be on the payroll as of December 31 of the applicable year to
be eligible for the incentive payment. Eligible Employees will receive a yearly
payout in the first quarter of the subsequent year if the identified improvement is
reached. If the Employer decides to change the Patient Satisfaction Survey, the
parties shall meet and confer to discuss the appropriate patient satisfaction
factor.
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Artlcle 18 Sectlon 4. Step Movement

FuII time (thirty-seven and one-half hours per week or more), +30 (thirty hours or
more per.week but less than thirty-seven and.one-half hours per week), and +19
(nineteen hours or more per week but less than thirty hours per week)
Employees

An Employee’s move to a new step on the salary-range shall be effective at the
beginning of the pay period closest to the Employee’s anniversary date or next
step increase. Employees hired at the start rate (Step 1) shall move to the six (6)
month step (Step 2) of the salary range after completing six (6) months of service
and to the one (1) year step (Step 3) after an-additional six (6) months of service
and to the next step each twelve (12) months thereafter.

-19 (less than nineteen hours per week), +15 (fifteen hours or more per week but
less than nineteen hours per week) Employees, and On-Call Employees

An Employee’s move to a new step on the salary range shall be effective at the
beginning of the pay period closest to the Employee’s anniversary date or next
step increase. Employees hired at the start rate (Step 1) shall move to the six (6)
month step (Step 2) after the Employee has worked four hundred eighty-eight
(488) hours and has completed at least six (6) months of service, but not greater
than nine (9) months.

Such Employees shall move to the one (1) year step (Step 3) in a similar time
frame. Employees shall progress to subsequent steps after the Employee has
worked nine hundred seventy five (975) hours since the date of the last increase
and has completed at least one (1) year of service, but not greater than eighteen
(18) months.

Workers compensation hours shall be counted as hours worked for purposes of
determining step movement.

If an Employee’s anniversary date for purposes of his/her step increase changes
for the next step increase, Human Resources shall notify the Employee, in
writing, of the change.

When an Employee changes benefit status from plus fifteen (+15), minus
nineteen (-19),.or on-call to a plus nineteen (+19) or greater benefit status, the
next increase date shall be determined by reviewing the date of the last step
increase. If it was less than twelve (12) months from the date of the benefit
status change, the next step increase sha]l occur at the start of the pay. period
twelve (12) months from the last step .increase. |If it is more than twelve (12)
months since the last step increase, the Employee shall be moved to the next
step at the time of the benefit status change.
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When an Employee changes benefit status from plus nineteen (+19) or greater to
a minus (-19) or lesser benefit status, the next increase date shall be determined
by calculating the number of hours while in the first benefit status and adding
these hours to the number of hours of the current benefit status. The Employee
shall be moved to the next step after reaching the applicable hours or months of
service.

Article 18, Section 5. Hiring Rate. The parties acknowledge that there may be
circumstances where the Supervisor needs to hire Employees above the second
(2nd) year (step 4) level on the salary range. Human Resources shall inform the
Union and provide an explanation when this is necessary. There is no obligation
on the part of Human Resources to reach agreement with the Union regarding
such decisions.

Article 18, Section 6. Longevity.

A. Full-time Employees

Full-time Employees shall be eligible for a lump sum longevity payment
based on length of service with the Employer as specified below:

Completed Years of Service Annual Longevity Payment

Effective Effective Effective
2/01/114 2/01/12 2/01/13

10-14 $1,175.00 $1,175.00 $1,175.00
15-19 $1,425.00 $1,425.00 $1,425.00
20+ $1,675.00 $1,675.00 $1,675.00

For full-time Employees, the longevity payment shall be received on the
pay period immediately following the Employee’s anniversary date.
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B. Part- tlme Employees

Part-tume Employees shall be ellglble for the following Iongewty increases
based on length of service with the Employer. This increase shall be
added to their base hourly wage at the rates outlined below on the
Employee’s tenth (10"), fifteenth (15™), and twentieth (20") year
anniversary date. These longevity increments are considered a premium
and are not a part of the Employee’s base salary.

Completed Years of Service Annual Longevity Payment

Effective Effective Effective
2/01/11 2/01/12 2/01/13

10-14 $.60 $.60 $.60
15-19 $.73 $.73 $.73
20+ $.86 $.86 $.86

The amounts listed above are the total cents per hour for years of service and
effective dates. For example, effective 2/1/11, Employees who have completed
fifteen (15) through nineteen (19) years of employment with Group Health Inc.,
shall receive thirteen cents ($.13) in addition to the existing sixty cents ($.60) the
Employee has been receiving for years ten (10) though fourteen (14) for a total
longevity premium of seventy-three cents ($.73) per hour.

For part-time Employees, the longevity peyment shall become effective on the
Employee’s anniversary date.

Part-time Employees who are receiving a longevity payment who move into a
full-time. position +30 (thirty hours or more per week but less than thirty-seven
and one-half hours per week) or greater shall continue to receive their hourly
longevity payment until they reach their. anniversary date at which time they shall
begin to receive the lump sum longevity payment on the pay. period immediately
following the Employee’s anniversary date. Once Employees receive the lump
sum longevity payment, the hourly longevity payment shall be removed from the
Employee s pay. :

Full-time +30 (thirty hours or more per week but less than thirty-seven and one-
half hours per week) or greater Employees who -move into a part-time position
who have received the lump sum longevity payment based on their full-time
status shall receive the appropriate cents per hour on the Employees’ next
anniversary date.
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Article 18, Section 7. Work in a Higher Classification. An Employee assigned
by the Supervisor to perform work in a higher classification for a full shift (seven
and one-half (7.5) hours or for the scheduled shift if it exceeds seven and one-
half (7.5) hours) shall be paid at the higher rate, provided the Employee actually
performs the functions of the higher classification.

Article 18, Section 8. Movement Between Classifications. When an
Employee changes from one classification to a higher paid classification, he/she
shall receive the lowest rate of pay for the new classification (start rate) or be
placed on the closest step that represents an increase of at least two dollars
($2.00) per hour to his/her current rate of pay. Human Resources shall inform
the Union in writing when an Employee changes to a higher paid classification. If
the Supervisor believes that it is necessary to place the Employee above the
start rate, the Supervisor and the Union must mutually agree to place the
Employee at a step higher than the start rate.

Employees transferring or transferred to a lower paid classification shall be
placed on the same year of service held in the higher paid classification.

Article 18, Section 9. New Classifications. |If a new classification is
established within the scope of the unit, or an existing classification requires a
change, Human Resources shall notify the Union of such change and the parties
shall negotiate an appropriate rate of compensation. Absent agreement, Human
Resources shall establish the appropriate rate of compensation, subject to the
right of the Union to grieve such rate pursuant to Article 35 of this Agreement.

Article 18, Section 10. Sixth (6th) and Seventh (7th)_ Shift Differential.
Employees required to work the sixth (6th) consecutive shift shall receive one
and one-half (1.5) times their regular rate. Employees working the seventh (7th)
consecutive shift shall receive two (2) times their regular rate. Any consecutive
shifts in excess of five (5) shall make the Employee eligible for the sixth (6th) or
seventh (7th) shift differential. This is not confined to a pay period or work week.
However, Employees working more than seven (7) consecutive shifts shall not be
eligible for the sixth (6th) or seventh (7th) shift differential until they have worked
more than five (5) consecutive shifts since last having been paid for a seventh
(7th) consecutive shift. Shifts where an Employee has call duty are not included
for purposes of determining eligibility for a consecutive shift differential except as
provided in Article 17, Section 2(C). This does not limit overtime compensation if
other provisions of the Collective Bargaining Agreement apply.
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Employees who work in an area in which Employees are routinely scheduled for
weekend work -and who are scheduled sixth (6th) and seventh (7th) shifts in
order-to-allow the-Employee to-have-two (2) consecutive days off-are not eligible
for the différential ‘above 'if such schedule was mutually agreed to by the
Employee and his/her Supervisor. In addition, an Employee who volunteers to
change his/her schedule or who bids on and- voluntarily accepts a second (2nd)
position that results in working sixth (6th) and seventh (7th) consecutive shifts is
not eligible for the differential. This does not limit overtime compensation if cther
provisions of the Collective Bargaining Agreement apply.

Article 18, Section 11. Weekday Evening/Night Differential.

Non-Urgent Care/Non-CarelLine Employees including_Lab Assistants in Central
Lab. .Employees working Monday through Friday shall receive a differential of
one dollar and fifty cents ($1.50) per hour for all hours worked between 6:00 p.m.
and 6:00 a.m.

Urgent Care Employees. Employees working Monday through Friday shall
receive a differential of one dollar and fifty cents ($1 50) per hour for all hours
worked between 5:00'p.m. and 6: 00 a.m,

Careline RNs. Employees worklng the night shift (startmg at 12 00 a.m. and

ending at-8:00 a.m.) shall receive a differential of one dollar and fifty cents .-

($1.50) per hour for all hours worked between 12:00 a.m. and 8:00 a.m.

Central Lab Employees (excluding_Lab Assistants). Employees ‘who work a
minimum of a four (4) hour shift with the majority of work hours after 6:00 p.m.
shall receive a differential of one dollar and fifty cents ($1.50) per hour for all
hours of their shift.

Employees :.who ‘work 'Day Urgent Care hours are not ellglble for the above
dlfferentlal unless they work the hours listed above.

In all cases, if a regular shift begins after 6:00 p.m. (5:00 p.m. for Urgent Care)
and before 6:00 a.m. and the work hours extend beyond 6:00 a.m., the hours
beyond 6:00 a.m. shall be paid at the differential rate.

The Employee is responsible to claim such differential pay on the timecard that
the Employee submits.
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Article 18, Section 12. Weekend Day Differential.

Non-Urgent Care/Non-CareLine Employees. Employees working Saturday or
Sunday shall receive two dollars ($2.00) per hour for all hours worked prior to
6:00 p.m.

Urgent Care Employees. Employees working Saturday or Sunday shall receive
two dollars ($2.00) per hour for all hours worked prior to 5:00 p.m.

Central Lab Employees. Employees working Saturday or Sunday shall receive
two dollars ($2.00) per hour for all hours worked prior to 6:00 p.m.

The Employee is responsible to claim such differential pay on the timecard that
the Employee submits.

Article 18, Section 13. Weekend Evening/Night Differential.

Non-Urgent Care/Non-CarelLine Employees including Lab Assistants in Central
Lab. Employees working Saturday or Sunday shall receive two dollars and fifty
cents ($2.50) per hour for all hours worked beyond 6:00 p.m.

Urgent Care Employees. Employees working Saturday or Sunday shall receive
two dollars and fifty cents ($2.50) per hour for all hours worked beyond 5:00 p.m.

CareLine RNs. Employees working Saturday or Sunday on the night shift
(starting at 12:00 a.m. and ending at 8:00 a.m.) shall receive a differential of two
dollars and fifty cents ($2.50) per hour for all hours worked between 12:00 a.m.
and 8:00 a.m.

Central Lab Employees (excluding Lab Assistants). Employees who work a
minimum of a four (4) hour shift with the majority of work hours after 6:00 p.m.
shall receive two dollars and fifty cents ($2.50) per hour on Saturday or Sunday
for all hours of their shift.

Employees who work Day Urgent Care hours are not eligible for the above
differential unless they work the hours listed above.

In all cases, if a regular shift begins after 6:00 p.m. (5:00 p.m. for Urgent Care)
and before 6:00 a.m. and the work hours extend beyond 6:00 a.m., the hours
beyond 6:00 a.m. shall be paid at the differential rate.

The Employee is responsible to claim such differential pay on the timecard that
the Employee submits.
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Article 18, Section 14. Bonus Shift Payment.

Carel.ine and-Urgent Care : -

A CareLine and Urgent Care Employee who is-regularly scheduled weekend
shifts and works a weekend shift over and above his/her base employment
agreement is eligible for a bonus of fifty dollars ($50). For the majority of
Employees, that employment agreement is every other weekend or those
Employees working four (4) weekend shifts per month (e.g., every Sunday).
For those working every third (3rd) weekend, one (1) additional weekend
shift must be worked in that three (3) week rotation in order to be bonus
eligible. All scheduled shifts must be worked in order to be eligible for the
bonus.

Employees who are not regularly scheduled in Urgent Care and/or CareLine
are not eligible for the bonus shift payment.

CareLine or Urgent Care Employees who are not regularly scheduled
weekends or who are regularly scheduled less than every other weekend
(Saturday and Sunday) or four (4) weekend shifts per month or every third
(3rd) weekend (Saturday and Sunday) shall be bonus eligible after the
fourth (4th) weekend shift worked in any four (4) week rotation.

Each shift must be a minimum of four (4) hours in order to qualify for a
bonus.

Bonus shifts are either:
1. Shifts vacant at the time of posting the schedules; or
2. Shifts that become vacant after hours are posted.

To assign bonus shifts for CareLine and Urgent Care Employees:

1. Most senior Employee at straight time;
2. Most senior Employee at overtime;
3. Unscheduled shifts occurring within seven (7) days of the date to

- be worked shall be assigned on first come basis.

Shifts are not bonus eligible until they are identified on schedules with red
lines. Tentative schedules posted in advance of contract requirements for
posting schedules shall not be red-lined until fourteen (14) days before the
month to be posted.
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Employees working additional weekend shifts because of a personally
arranged schedule exchange or replacement shall not receive the bonus for
those shifts.

When hiring for on-call positions in Urgent Care and CarelLine, inability to
work shifts without creating a bonus shift liability shall be used in decisions
regarding job bids.

Employees who have a regular schedule in one of the After Hours Care
areas, CareLine or Urgent Care, and hold a second on-call position in the
other After Hours Care area shall be eligible for bonus shifts based on their
entire After Hours Care schedule. This does not apply to Employees who
hold two separate regular schedules in both After Hours Care areas.

Sick time, holiday, vacation time, and personal holiday shall impact the
bonus pay in the following ways:

1. If during the regular work schedule an Employee is on approved
vacation or holiday time, he/she shall be bonus eligible for extra
weekend schedules on the weekend he/she would normally be off.

2. If a bonus shift is worked on the weekend an Employee normally
works, but had scheduled vacation or holiday time, those vacation
or holiday hours shall be restored to the Employee’s account for
later use and the Employee shall be paid the bonus pay.

3. A bonus shall be paid if compensated or uncompensated sick time
is used on a regular weekend shift and an additional weekend shift
is worked.

4. If compensated or uncompensated sick time is used on a bonus

shift, the bonus shall not be paid.

5. The Supervisor reserves the right to monitor sick time and shall
deny bonus pay to any Employee with an abuse pattern.

Central Lab

A Central Lab Employee who works more than four (4) weekend shifts in
any four week period is eligible for a bonus of fifty dollars ($50). To be
eligible for this bonus, weekend shifts must be in addition to the
Employee’s regular schedule. All scheduled shifts must be worked in
order to be eligible for the bonus.

Each shift must be a minimum of four (4) hours in order to qualify for a
bonus.
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Bonus shrfts are shrfts that become avarlable after the regular weekend
-- rotation has been-assigned. - :

To assign bonus shifts for Employees:

1. Most senior Employee at straight time;
2. Most senior Employee at overtime;
3. Unscheduled shifts occurring within seven (7) days of the date to

be worked shall be assigned on first come basis.

Employees working additional weekend shifts because of a personally
arranged schedule exchange or replacement shall not receive the bonus
for those shifts.

When hiring for on-call positions in Central Lab, inability to work shifts
without creating a bonus shift liability shall be used in decisions regarding
job bids.

Sick time, holiday, vacation time, and personal holiday shall impact the
bonus pay in the following ways:

1. A bonus shall be paid if compensated or uncompensated sick time
is used on a scheduled weekend shift and an additional weekend
shift is worked.

2. If compensated or uncompensated sick time is used on a bonus
shift, the bonus shall not-be paid.

3. The Supervisor reserves the right to monitor sick time and shall
deny bonus pay to any Employee with an abuse pattern.

Article 18, Section 15. Radiologic Technologists. Effective February 1 of
each year, full time (plus thirty and above) Radiologic Technologists performing
mammography shall receive one thousand dollars ($1,000) per year. Part-time
Radiologic Technologists performing mammography shall receive five hundred
dollars ($500) per year. On-call -Radiologic Technologists performing
mammography shall receive five hundred dollars ($500) per year. In order to
receive this payment, Radiologic Technologists must have a current registration
in mammography.: - v
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Article 18, Section 16. Regional and System Float Employees. Regional and
System Float Employees (excluding Floats in the Dental Float Pool governed by
a Letter of Understanding dated 10/05/99) shall receive two dollars ($2.00) per
hour over and above the base hourly wage for all hours worked.

Article 18, Section 17. Lead Pay. An Employee who is specifically assigned a
lead function by the Supervisor to direct the work of other Employees in a work
area or department for a day or more shall receive additional compensation at
one dollar and forty cents ($1.40) per hour for Lead | pay and two dollars ($2.00)
per hour for Lead Il pay as set forth in Article 41. Employees who are acting in a
lead capacity on a temporary basis of less than three (3) weeks shall receive
lead pay for only actual hours worked in this capacity. Employees who have
successfully bid into a permanent lead position shall receive lead pay for all
compensated hours.

Article 18, Section 18. Rewards for Employees. Human Resources and the
Union shall meet to discuss the possibility of developing methods to reward
Employees for high performance (e.g., gift certificates, movie passes, etc.).

ARTICLE 19
PAYCHECKS, TIMECARDS, AND ERROR ADJUSTMENT

Article 19, Section 1. Paycheck Information. Employees shall be paid on a bi-
weekly basis. The Employee’s paycheck stub shall list the earnings for the pay
period along with each and every deduction including sick leave, vacation, and
personal holiday benefits.

Article 19, Section 2. Call Duty Codes. The Employer shall develop a payroll
coding system to record availability call, pager call, patient care call, and call out
hours.

Article 19, Section 3. New Technology. When the technology becomes
available to the Employer, an Employee’s paycheck stub shall list all monetary
reimbursements (e.g., shift differential, holiday premium, holiday pay,
funeral/bereavement pay, etc.).

Article 19, Section 4. Paycheck Error. An error in an Employee’s paycheck
that is ten percent (10 %) or greater of the Employee’s net pay shall be corrected
before the close of the work day on payday or the close of the day reported to the
Employer. The Employee shall have the option of picking up the corrected check
on non-paid time or at the request of the Employee, the Employer shall overnight
deliver the corrected “live” check to the Employee’s home. All other errors shall
be corrected on the Employee’s next regular paycheck.
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Article 19, Section 5. Benefit Accrual Error. In the event an Employee has
received an incorrect . beneﬁt accrual rate nt shall be handled in the foIIowmg
manner; -

A. If an.Employee has accrued benefits in an amount lower than appropriate,
the' Employer shall correct the rate of accrual and the Employee shall
receive the adjustment in benefits retroactive to the date the error occurred,
but no more than two (2) years from the date of the error.

B. If an Employee has accrued benefits in an amount higher than appropriate,
the Employer shall correct the rate of accrual and the Employee shall
reimburse the Employer the adjustment in benefits retroactive to the date
the error occurred, but no more than two (2) years from the date of the error.
The Employee shall return the additional accrual to the Employer over the
same time period that the over-accrual occurred unless the Supervisor and
the Employee agree otherwise.

Article 19, Section 6. Wage Error. In the event an Employee has received an
incorrect wage rate, it shall be handled in the following manner:

A. if an underpayment of wages has occurred, the Employer shall correct the
rate and the Employee shall be compensated for the underpayment of
wages retroactive to the date the error occurred, but no more than two (2)
years from the date of the error.

B. If an overpayment of wages has occurred, the Employer shall correct the
rate and the Employee shall reimburse the Employer for the overpayment
of wages retroactive to the date the error occurred, but no more than two
(2)years from the date of the error. The Employee shall reimburse the
Employer on a payment schedule of no more than five percent (5%) of
his/her net wages per pay period. The Employee may choose to pay at a
higher percentage. However, upon the request of the Employee, the
Employer shall modify this payment in case of financial hardship.

Article 19, Section 7. Paycheck Computation. -An Employee shall be
permitted to know on what basis his/her pay is arrived at and shail be given
reasonable evidence of the accuracy of the computation of his/her totaI take

_ home pay.

Article 19, Section 8. Time Card Adjustments. An Employee shall receive an
explanation of why adjustments were made to his/her time card by his/her
Supervisor. ‘
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ARTICLE 20
HOLIDAYS

Article 20, Section 1. Observed Holidays. The following holidays or days
designated as such shall be recognized as holidays:

New Year's Day Thanksgiving Day
Memorial Day Christmas Day

July Fourth 1/2 day Christmas Eve
Labor Day

Holidays occurring on Sunday shall be observed on the following Monday.
Holidays occurring on Saturday shall be scheduled as mutually agreed to by the
Employer and the Employee unless the Employer designates a substitute
observance on a corporate-wide basis.

The second half of the working day prior to Christmas Day (Christmas Eve) shall
be designated as a holiday for Employees scheduled to work day hours. For
Employees who report to work at 4:30 p.m. or later, the full shift shall be
designated as a holiday.

Article 20, Section 2. Personal Holidays.

A. Employees in a Benefit Status of Thirty (30) Hours or More per Week.

Employees in a benefit status of thirty seven and one-half (37.5) hours per
week shall be granted thirty-four (34) hours personal holiday time with pay
for their use each benefit year. Employees in a benefit status of other than
thirty seven and one-half (37.5) hours per week, but in a benefit status of at
least plus thirty (+30), shall receive a pro-ration of this amount. Newly hired
Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive, at the time of their employment, seventeen (17) hours
and an additional seventeen (17) hours shall be received at the completion
of six (6) months of employment. Employees in a benefit status of other
than thirty-seven and one-half (37.5) hours per week, but in a benefit status
of at least plus thirty (+30) shall receive a pro-ration of this amount.
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B. Accrual of Holiday/Personal Hollday Benefit for Employees in a Benefit
Status of Fifteen (15)_Hours or More per Week, but Less than Thlrty
(30): Hours per Week.- - S -

Employees shall accrue one (1) hour of holiday/personal holiday time for
each twenty-three and._six-tenths (23.6) hours compensated except for
overtime, but including workers compensation hours. Employees shall not
be permitted to accrue more than eighty-two and one-half (82.5) .hours in
this account. Once the Employee reaches this accrual maximum, he/she
shall not accrue additional time in this account until such time as the accrual
is reduced to Iess_than this maximum.

Personal holidays shall be scheduled as mutuaIIy agreed to by the Employee and
the Supervnsor (see Article 21, Section 5).

In the event of termination after the first year of employment, the Employee shall
receive unused allotted personal holiday time. Personal holiday time shall not be
carried over from year to year.

Article 20, Section 3. Holiday Pay Eligibility. In order to be eligible for holiday
pay as set forth in this Article, an Employee must have worked his/her regularly
scheduled work. day immediately preceding the holiday and his/her. regularly
scheduled work day immediately following the holiday, except where the
Employee is off on paid time or upon request of the Supervisor furnishes
satisfactory proof of illness excusing such absence.

In order to be eligible for the Christmas Eve holiday pay as set forth in this
Article, the first half (1/2). of such day, if the Employee is scheduled, must be
worked, compensated under other provisions of this Agreement, or off on unpaid
time that has been previously approved by the Supervisor (excluding a leave of
absence).

Article 20, Section 4. Easter. All Employees working on Easter shall be paid
two (2) times their straight time hourly rate for every hour worked on that day.
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Article 20, Section 5. Payment - Working the Full-Day Holiday.

A

Modified Work Week/Extended Hour Employees in a benefit status of at
least plus thirty (+30) shall receive a pro-ration of seven and one-half (7.5)
hours of holiday pay based on their FTE at straight time, plus at the
Employee’s option shall be paid either: (a) two (2) times the hourly rate of
pay for the hours worked on that day; or (b) straight time for the hours
worked on that day plus the same number of hours worked on that day
credited to his/her vacation account.

Employees in a benefit status of forty (40) hours per week shall receive
eight (8) hours of holiday pay at straight time, plus at the Employee’s
option shall be paid either: (a) two (2) times the hourly rate of pay for the
hours worked on that day; or (b) straight time for the hours worked on that
day plus the same number of hours worked on that day credited to his/her
vacation account.

Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive seven and one-half (7.5) hours of holiday pay at
straight time, plus at the Employee's option shall be paid either: (a) two (2)
times the hourly rate of pay for the hours worked on that day; or, (b)
straight time for the hours worked on that day plus the same number of
hours worked on that day credited to his/her vacation account.

Employees in a benefit status of plus thirty (+30) shall receive a pro-ration
of seven and one-half (7.5) hours of holiday pay based on their FTE at
straight time, plus at the Employee's option shall be paid either: (a) two (2)
times the hourly rate of pay for the hours worked on that day; or (b)
straight time for the hours worked on that day plus the same number of
hours worked on that day credited to his/her vacation account.

Employees in a benefit status of plus fifteen (+15) shall be paid two (2)
times the hourly rate for all hours worked on that day.

Employees in a benefit status of minus fifteen (-15) and on-call Employees
shall be paid two (2) times the hourly rate for all hours worked on that day.

Eligible Employees required to work on both the actual holiday and the day
designated as such shall only receive straight time holiday pay for the designated
holiday. However, such Employees shall also be paid either: (a) two (2) times
the hourly rate of pay for the hours worked on that day; or (b) straight time for the
hours worked on that day plus the same number of hours worked on that day
credited to his/her vacation account for both the actual holiday and the day
designated as such.
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Article 20, Section 6. Payment - Working the Christmas Eve Day Holiday.

A:

Modified Work Week/Extended Hour Employees in a benéefit status of at
least plus thirty (+30) shall receive a pro-ration of four (4) hours of holiday
pay based on their FTE at straight time, plus at the Employee’s option
shall be paid either: (a) two (2) times the hourly rate of pay for the hours
worked -on that day for one-half (1/2) of his/her scheduled shift; or (b)
straight time for the hours worked on that day for one-half (1/2) of his/her
scheduled shift plus the same number of hours worked on that day for
one-half (1/2) of his/her scheduled shift credited to his/her vacation
account.

Employees in a benefit status of forty (40) hours per week shall receive
four (4) hours of holiday pay at straight time plus, at the Employee’s option
shall be paid either: (a) two (2) times the hourly rate of pay for four (4)
hours; or (b) straight time for four (4) hours plus four (4) hours credited to
his/her vacation account.

Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive four (4) hours of holiday pay at straight time plus, at the
Employee's option shall be paid either: (a) two (2) times the hourly rate for
four (4) hours; or (b) straight time for four (4) hours plus four (4) hours
credited to his/her vacation account.

Employees in a benefit status of plus thirty (+30) shall receive.a pro-ration
of four (4) hours of holiday pay based on their FTE at straight time, plus at
the Employee's option shall be paid either: (a) two (2) times the hourly rate
of pay for the hours worked on that day for one-half (1/2) of his/her
scheduled shift; or (b) straight time for-the hours worked on that day for
one-half (1/2) of his/her scheduled shift plus the same number of hours
worked on that day credited to his/her vacation account.

Employees in a benefit status of plus fifteen (+15) shall be paid two (2)
times the hourly rate for the hours worked on that day for one-half (1/2) of
their scheduled shift.

Employees in a benefit status of minus fifteen (-15) and on-call Employees

shall be paid two (2) times the hourly rate for the hours worked on that day
for one-half (1/2) of their scheduled shift.
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Eligible Employees required to work on both the actual holiday and the day
designated as such shall only receive holiday pay for the designated holiday.
However, such Employees shall also be paid either: (a) two (2) times the hourly
rate of pay for the hours worked on that day for one-half (1/2) of their scheduled
shift or four (4) hours if applicable; or (b) straight time for the hours worked on
that day for one-half (1/2) of their scheduled shift or four (4) hours if applicable
plus the same number of hours credited to their vacation account for both the
actual holiday and the day designated as such.

Article 20, Section 7. Payment - Not Working the Full-Day Holiday, but

Would Have Been Reqularly Scheduled to Work.

A

Modified Work Week/Extended Hour Employees in a benefit status of at
least plus thirty (+30) shall receive holiday pay for the normal number of
hours they would have been scheduled to work that day at straight time.

Employees in a benefit status of forty (40) hours per week shall receive
eight (8) hours of holiday pay at straight time.

Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive seven and one-half (7.5) hours of holiday pay at
straight time.

Employees in a benefit status of plus thirty (+30) shall receive holiday pay
for the normal number of hours they would have been scheduled to work
that day at straight time.

Employees in a benefit status of plus fifteen (+15) may use time from their
account in Section 2(B) in an amount equal to the normal number of hours
they would have been scheduled to work that day at straight time.
Employees in a benefit status of minus fifteen (-15) who cannot be
scheduled shall receive holiday pay for the normal number of hours they
would have been scheduled to work that day at straight time.

Employees in a benefit status of on-call are not eligible.
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Article_20, Section 8. Payment - Not Working_the Christmas Eve Day

Hollday, but Would Have Been Reqularly Scheduled to Work

A.

G.

e R,

Modlf ed Work WeeklExtended Hour Employees ina beneflt status of at
least plus thirty (+30) shall receive holiday pay for one-half (1/2) of the
normal number of hours they would have been scheduled to work that day
at straight time.

Employees in a benefit status of forty (40) hours per week shall receive
four (4) hours of holiday pay at straight time.

Employees in a benefit status of thirty-seven and one-half {37.5) hours per
week shall receive four (4) hours of holiday pay at straight time.

Employees in a benefit status of plus thirty (+30) shall receive holiday pay
for one-half (1/2) of the normal number of hours they would have been
scheduled to work that day at straight time.

Employees in a benefit status of plus fifteen (+15) may use time from their
account in Section 2(B) in an amount equal to one-half (1/2) of the normal
number of hours they would have been scheduled to work that day at
straight time.

Emplioyees in a benefit status of minus fifteen (-15) who cannot be
scheduled shall receive holiday pay for one-half (1/2) of the normal
number ‘of hours they would have been scheduled to work that day at
straight time.

Employees in a benefit status of on-call are not eligible.

Article 20, Section 9. Payment - Not Working_the Full-Day Holiday and

Would Not Have Been Regularly Scheduled to Work.

A

Modified Work Week/Extended Hour Employees in a benefit status of at
least plus thirty (+30) shall receive a pro-ration of seven and one-half (7.5)
hours based on their FTE credited to their vacation account, or at the
Employee’s option, the pro -rationed number of hours shall be paid at the
straight tlme rate.

Employees in a benefit status of forty (40) hours per week shall receive
eight (8) hours credited to their vacation account, or at the Employee’s
option, the pro-rationed number of hours shall be paid at the stralght time
rate.
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Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive seven and one-half (7.5) hours credited to their
vacation account, or at the Employee’s option, the pro-rationed number of
hours shali be paid at the straight time rate.

Employees in a benefit status of plus thirty (+30) shall receive a pro-ration
of seven and one-half (7.5) hours based on their FTE credited to their
vacation account, or at the Employee’s option, the pro-rationed number of
hours shall be paid at the straight time rate.

Employees in a benefit status of plus fifteen (+15) are not eligible.

Employees in a benefit status of minus fifteen (-15) and on-call are not
eligible.

In all cases, if an Employee selects to be paid for these hours, these hours shall
not be considered in determining the overtime payment under Article 16, Section

3.

Article 20, Section 10. Payment - Not Working the Christmas Eve Holiday

and Would Not Have Been Regularly Scheduled to Work.

A

Modified Work Week/Extended Hour Employees in a benefit status of at
least plus thirty (+30) shall receive a pro-ration of four (4) hours based on
their FTE credited to their vacation account, or at the Employee’s option,
the pro-rationed number of hours shall be paid at the straight time rate.

Employees in a benefit status of forty (40) hours per week shall receive
four (4) hours credited to their vacation account, or at the Employee’s
option, the pro-rationed number of hours shall be paid at the straight time
rate.

Employees in a benefit status of thirty-seven and one-half (37.5) hours per
week shall receive four (4) hours credited to their vacation account, or at
thie Employee's option, the pro-rationed number of hours shall be paid at
the straight time rate.

Employees in a benefit status of plus thirty (+30) shall receive a pro-ration
of four (4) hours based on their FTE credited to their vacation account, or
at the Employee’s option, the pro-rationed number of hours shall be paid
at the straight time rate.

Employees in a benefit status of plus fifteen (+15) are not eligible.

Employees in a benefit status of minus fifteen (-15) and on-call are not
eligible.
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In all cases, if an Employee selects to be paid for these hours, these hours shall
not be considered in determining the overtime payment under Article 16, Section
3. :

Article 20, .Section. 11. Holiday Clinic/Location Scheduling_(Excluding
Urgent Care and CareLine). Necessary holiday work coverage shall consist of
qualified Employee(s) necessary to meet the needs and expectations of the
patient and shall be scheduled as follows:

A Part-time Employees in a benefit status of minus fifteen (-15) within the
clinic/location who would have been regularly scheduled to work that day.

B. If there are no Employees in “A,” the most senior volunteer in a benefit
status of non minus fifteen (-15) within the clinic/location who would have
been regularly scheduled to work that day.

C. If there are no or insufficient volunteers in “B,” the most senior volunteer
within the clinic/location who would not have been regularly scheduled to
work that day.

D. If there are no or insufficient volunteers in “C,” assign the least senior
Employee(s) within the clinic/location who would have been regularly
scheduled to work that day.

E. If there are insufficient Employees in “D,” assign the least senior
Employee(s) within the clinic/location who would not have been regularly
scheduled to work that day. '

Notwithstanding the above, where an Employee is assigned to work on a one-to-
one basis with a physician and the physician is working on the holiday, such
Employee may be required to work on the holiday.

Article 20, Section 12. Holiday Urgent Care and Careline Scheduling.
Necessary holiday work coverage shall consist of qualified Employee(s)
necessary to meet the needs and expectations of the patient and shall be
scheduled as follows:

A. At each individual work site, most senior volunteers between: (a) Urgent
Care or Careline Employees respectively who would not be in an
overtime status and who would have been regularly scheduled to work
that day in Urgent Care or CarelLine respectively; and (b) most senior
volunteers in a benefit status of minus fifteen (-15) hours per week in the
Department (i.e., Urgent Care only for nursing and both Urgent Care and
non-Urgent Care for non-nursing, e.g., Laboratory, Pharmacy, Radiology)
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who would not be in an overtime status and who would have been
regularly scheduled to work that day.

B. If there are no or insufficient volunteers in “A,” at each individual site, the
most senior volunteers in Urgent Care or Careline respectively who would
not be in a overtime status and who would not have been regularly
scheduled to work that day in Urgent Care or CareLine respectively.

C. If there are no or insufficient volunteers in “B,” at each individual site, most
senior volunteers who would not be in an overtime status and who are not
regularly scheduled in Urgent Care or CarelLine respectively.

D. If there are no or insufficient volunteers in “C,” most senior volunteers in
the system who would not be in an overtime status and who are not
regularly scheduled in Urgent Care or CarelLine respectively.

E. If there are no or insufficient volunteers in “D,” at each individual site, most
senior volunteers between: (a) Urgent Care or CarelLine Employees
respectively; and (b) Non-Urgent Care or CareLine Employees who would
be subject to overtime.

F. If there are no or insufficient volunteers in “E,” most senior volunteers
between: (a) Urgent Care or CarelLine Employees respectively; and (b)
Non-Urgent Care or CareLine Employees respectively in the system who
would be subject to overtime.

G. If there are no or insufficient volunteers in “F,” assign the least senior
Employee at the individual site in Urgent Care or CarelLine respectively
who would have been regularly scheduled to work that day.

H. If there are no or insufficient Employees in “G,” assign the least senior
Employee at that individual site in Urgent Care or Careline respectively
who would not have been regularly scheduled to work that day.

Article 20, Section 13. Required Holidays To Work. No Employee shall be
required to work more than one-half (1/2) the designated holidays. In addition,
Employees shall not be required to work both Christmas Eve and Christmas Day.

Article 20, Section 14. Holidays During Vacation. Holidays that occur during
an Employee’s vacation shall be paid as a holiday and shall not be charged as a
vacation day.
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ARTICLE 21
VACATION

Article 21, Section 1. Vacation Accrual. Employees in a benefit status-of thirty-
seven and one-half (37.5) hours per week shall earn vacation with pay based on
a thirty-seven and one-half (37.5) hour week. Employees in a benefit status
other than thirty-seven and one-half (37.5) hours per week, but in a benefit status
of at least +30 (thirty hours or more per week but less than thirty-seven and one-
half hours per week) or greater shall earn vacation based on the compensated
hours they receive each pay period, including workers compensation hours. The
accrual formula shall be an exact pro-ration of the schedule in Section 4. If an
Employee is scheduled for hours of work that do not include time for a rest period
and/or a meal period, the hours worked during the rest period and/or meal period
shall be considered compensated hours if such time is compensated.

For Employees in a benefit status of plus fifteen (+15) or more, but less than a
benefit status of plus thirty (+30), the Employee shall earn vacation with pay
based on-the number of years of service in a benefit status from his/her benefit
date to his/her current benefit pay period as outlined below. Overtime and
double time shall not be included in hours compensated for the purpose of
computing this benefit. Workers compensation hours shall be counted as
compensated hours.

1. For zero to five (0-5) years of service in a benefit status, the Employee
shall accrue one (1) hour of vacation for each twenty-six (26) hours
compensated.

2. For six to fifteen (6-15) years of service in a benefit status, the Employee

shall accrue one (1) hour of vacation for each seventeen and one-half
(17.5) hours compensated

3. For more than fifteen (15) years of service in a benefit status, the
Employee shall accrue one (1) hour of vacation for each thirteen (13)
hours compensated.

Accruals are subject to the same limits established in the Vacation Maximum,
Section 9.

Article 21, Section 2. Benefit Date. The vacation time earned shall be
determined as of the Employee's benefit date. An Employee's benefit date is the
date on which the Employee becomes eligible for time-off and insurance benefits.
This date shall be adjusted for those periods of time that the Employee is
ineligible for such benefits.
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Article 21, Section 3. Waiting Period. During the first six (6) months of
employment, an Employee shall earn vacation, but shall not be permitted to use
vacation time until the completion of six (6) months of service. Employment in a
non-benefit status shall also qualify as credit toward the six (6) month waiting
period.

Article 21, Section 4. Accrual Rate. Vacation is earned based on each pay
period worked and can be used as it is earned subject to the waiting period
restriction and the provisions below.

Vacation days may be scheduled for use throughout the year as they are earned
or based on anticipated earned vacation days subject to mutual agreement by
the Supervisor and the Employee. Earned days must be available at the time the
vacation days are taken.

Vacation Allotment Schedule

The Employee earns vacation with pay based on the following table that is based
upon a thirty-seven and one-half (37.5) hour week.

Years in Benefit Status Annual Vacation Allotment
Less than 1 year 10 days (2.89 hours/pay period)
1-2 years 11 days (3.18 hours/pay period)
2-3 years 12 days (3.47 hours/pay period)
3-4 years 13 days (3.75 hours/pay period)
4-5 years 14 days (4.04 hours/pay period)
5-11 years 15 days (4.33 hours/pay period)
11-12 years 16 days (4.62 hours/pay period)
12-13 years 17 days (4.91 hours/pay period)
13-14 years 18 days (5.20 hours/pay period)
14-15 years 19 days (5.49 hours/pay period)
15 or more years 20 days (5.77 hours/pay period)
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Article 21, Section 5. Granting Vacation.

Vacation Bidding.

A.

Between January 9 and February 1, Employees shall bid on
vacation and personal holidays for the time period between April 1
and September 30. Employees may bid on time beyond
September 30 if such requested time is consecutive and the first
day of the requested time is on or before September 30. Vacation
time and personal holiday time shall be considered together and
treated equally.

On or before February 15, the Supervisor shall distribute the
vacation/personal holiday schedule for April 1 through September
30.

For any vacation time during June, July, and August, Employees
shall be entitled to only:

1) two (2) Fridays per month; or

2) two (2) Mondays per month; or

- 3) one (1) Friday and one (1) Monday combination per month.

However, the above restriction shall apply to two (2) individual days
or one (1) Friday and one (1) Monday combination and shall not
apply to vacation selections that involve at least five (5) consecutive
days.

It shall be the Employee’s responsibility to adhere to the above
requirements.

If, during the bidding process, an Employee bidding for vacation
discovers that an Employee who has already completed his/her
bidding has not been in compliance with these requirements, the
Employee shall notify the. Supervisor or designee before the end of
the bidding process. The “extra” day(s) shall not be awarded to the
Employee.

The above restriction ié to be used during the initial bidding

process. For additional Friday and/or Monday requests, refer to D
of this Section.
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D. if there are additional Fridays and Mondays that were not originally
bid on or were not awarded during the bidding process in “C,” they
shall be awarded by seniority according to the wait list.

E. Between July 9 and August 1, Employees shall bid on vacation and
personal holidays for the time period between October 1 and March
31. Employees may bid on time beyond March 31 if such
requested time is consecutive and the first day of the requested
time is on or before March 31. Vacation time and personal holiday
time shall be considered together and treated equally.

F. On or before August 15, the Supervisor shall distribute the
vacation/personal holiday schedule for October 1 through March
31.

Employees shall indicate their vacation preference on a calendar, with the
most senior Employee having first choice, the second most senior
Employee having second choice, etc. The calendar shall be passed to the
next Employee within the established timelines. Employees may also
indicate on the calendar that they wish to be placed on a wait list.
Employees may not change their vacation times once the calendar has
moved to the next Employee.

. Short Term Vacation Requests. Employees who did not request all of
their allocated vacation leave and personal holidays during the
vacation/personal holiday bidding period may request short-term notice
vacation/personal holiday. The Supervisor shall respond within one (1)
week to Employee requests for leftover unscheduled vacation/personal
holiday time.

1. Staffing Requirements. In all cases, consideration having been given to
the requirements of the working force, vacation shall be allocated in
accordance with the Employee's request. In the event of conflicting
requests, job classification seniority within the department by
clinic/location shall govern. Leads shall be included in their respective job
classification by seniority for vacation requests with the understanding that
the clinic/location can limit the number of leads off at one time. Optical and
Clinic Lab are granted by job classification within the system.

Employees shall not be required to use vacation at the same time as the primary
physician or dentist with whom he/she works in order to maintain team-based
care.
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Article 21, Section 6. Vacation Scheduling for System Float Employees.
The vacation for system float Employees shall be granted as follows:

A. Dental System Floats and Radiology System Floats. Vacation shall be
granted based on classification seniority within the float pool.

B. Optical System Floats. Vacation shall be granted based on classification
seniority within the classification.

C. Laboratory System Floats. Vacation shall be granted based on
classification seniority within the home clinic/cost center.

Article 21, Section 7. Vacation Liquidation. Employees who terminate
employment and have been employed for more than six (6) months shall receive
earned, but untaken vacation. However, Employees who terminate employment
with less than two (2) weeks notice shall not be eligible.

Article 21, Section 8. Vacation Use Upon Termination. An Employee shall not
extend his/her termination date by using vacation (or other paid leave) after the
last day worked.

Article 21, Section 9. Vacation Maximum.

A. Employees With a Benefit Date Before January 1, 1985. Employees with
a benefit date before January 1, 1985, shall be permitted to maintain a
vacation balance up to the maximum amount of twice their annual
entitlement plus their current vacation earnings. Those Employees who
have earned more than this amount shall not lose any of their vacation
time, but shall not be able to earn additional vacation time untii their
vacation balance has been reduced to their allowable maximum.

B. Employees With a Benefit Date On or After January 1, 1985. Employees
with a benefit date on or after January 1, 1985, shall be permitted to
maintain a vacation balance up to a maximum of ten (10) days or two (2)
working weeks plus their current vacation earnings. Those Employees
who have earned more than this .amount shall not lose any of their
vacation time, but shall not be able to earn additional vacation until their
vacation balance has been reduced to their allowable maximum.

Article 21, Section 10. Vacation Donation. An Employee may voluntarily
donate a portion of his/her accrued vacation and/or personal holiday to financially
assist an eligible Employee (either within or.outside the bargaining unit) who has
exhausted his/her applicable sick, vacation, and.personal holiday benefits due to
his/her extended disability or the extended disability of his/her family member.
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ARTICLE 22
SICK LEAVE

Article 22, Section 1. Sick Leave Eligibility and Accrual. After completion of
the probationary period, a new Employee in a benefit status of thirty-seven and
one-half (37.5) hours per week shall be entitled to three and forty-seven one-
hundredths (3.47) hours of sick leave for each pay period of the probationary
period and shall be entitled to three and forty-seven one-hundredths (3.47) hours
per pay period additional sick leave thereafter up to a maximum of ninety (90)
hours per year. Employees in a benefit status other than thirty-seven and one-
half (37.5) hours per week, but in a benefit status of at least +30 (thirty hours or
more per week but less than thirty-seven and one-half hours per week) or greater
shall receive an exact pro-ration of the sick ieave benefit. Workers compensation
hours shall be included in determining an Employee’s benefit status for purposes
of computing this benefit. If an Employee is scheduled for hours of work that do
not include time for a rest period and/or a meal period, the hours worked during
the rest period and/or meal period shall be considered compensated hours if
such time is compensated. However, such time shall not exceed more than
three and forty-seven one-hundredths (3.47) hours per pay period.

For Employees in a benefit status of +15 (fifteen or more hours per week but less
than 30 hours per week) or more, but less than a benefit status of +30 (thirty
hours or more per week but less than thirty-seven and one-half hours per week),
the Employees shall accrue one (1) hour of sick leave for every twenty-two (22)
hours compensated, including workers compensation hours. Overtime shall not
be included in hours compensated for the purpose of computing this benefit.
After completion of the probationary period, a new Employee shall be entitled to
use his/her accumulated hours of sick leave and shall continue to earn sick leave
on the basis of the above formula.

Unused sick leave hours shall be totally accumulative.

Article 22, Section 2. Sick Leave Use for Employee. Sick leave may be used
when the Employee is unable to work due to his/her iliness, injury, or disability.

Article 22, Section 3. Sick Leave Use for Other than Employee. An
Employee in a benefit status of +30 (thirty hours or more per week but less than
thirty-seven and one-half hours per week) or greater shall be granted up to ten
(10) days or a maximum of eighty (80) hours of paid absence per calendar year,
in total, due to illness or injury of an Employee's spouse or spousal equivalent or
parent, where the Employee must be off work to attend to the needs of such
relative. Time taken shall be deducted from the Employee's unused sick leave
time. The Employee may be asked to furnish satisfactory proof of iliness.
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For Employees in a benefit status of +15 (fifteen or more hours per week but less
than thirty hours per week) up to one-fourth (1/4) of the sick leave accrued in a
calendar year can be used each calendar-year for absences due to illness or
injury of an Employee's spouse or spousal equivalent or parent, where the
Employee must be off work to attend to the needs of such relative.

Employees shall have the ability to use accrued sick leave due to iliness or injury
of an Employee’s dependent child. The dependent child must be an unmarried
natural or legally adopted child, an unmarried grandchild who resides in the
home of the Employee, or an unmarried step child who resides in the home of
the Employee. Such child must also be under nineteen (19) years of age or
under twenty-five (25) years of age if the child is still attending school full-time
and is an eligible dependent of the Employee for tax purposes. A dependent
who is beyond the limiting age who is physically or mentally disabled and a
dependent for tax purposes also qualifies.

Article 22, Section 4. Doctor Time. Full-time Employees shall be allowed a
reasonable amount of time off with pay for routine dentist, diagnostic, and first
follow-up visits to a physician or other licensed providers of health services. This
shall only include the actual time spent at the. visit in addition to necessary travel
time. This does not include any visits for a family member. Such time off must
be-approved in advance by the Employee's Supervisor. For appointments lasting
longer than three (3) hours of the Employee’s work time, the total time away from
work shall be charged to the Employee’s sick time. Such time off with pay shall
not be available to part-time Employees except in the rare instance that an
appointment cannot be made during non-scheduled hours. Typical examples are
listed below:

* An Employee becomes ill at work and goes to the doctor to have the iliness
diagnosed.

* An Employee has a six (6) month dental checkup, followed up with an
appointment to have a tooth filled.

* An Employee has a -physical examination and three (3) specific follow up
procedures were recommended.

¢« An Employee has an initial ‘and three (3) follow up visits for short term
physical therapy sessions.

* Monthly checkups for pregnant Employees.
» The first mental heaith visit and six (6) subsequent visits.

All appointments need to be approved by the Supervisor in advance and efforts
shall be made to avoid taking work time for doctor visits as much as possible.
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Upon the request of the Supervisor, the Employee shall provide a completed
medical or dental appointment slip signed by the examining physician, dentist, or
health care provider.

Article 22, Section 5. Sick Leave Prior to and Following Vacation. To qualify
for sick leave benefits if absent prior to or immediately following a vacation, the
Employee shall furnish satisfactory proof of such illness, upon request of the
Supervisor.

Article 22, Section 6. Sick Leave During Vacation or Holiday. An Employee
or the Employee's child who is sick or disabled due to an accident or illness
during a holiday or scheduled vacation and who furnishes satisfactory medical
evidence of such accident or illness may apply for the use of sick leave for such
time from the Employee's sick leave account. The Employee's personal holiday
or vacation time shall not be charged for such days.

Article 22, Section 7. Requirement for Medical Certification. The Supervisor
shall not require Employees to furnish satisfactory proof of iliness as a routine
matter for absence from work. However, in instances where the Supervisor
suspects that the Employee has abused the sick leave benefit, satisfactory proof
of illness may be required. In addition, an Employee who used sick leave for
three (3) consecutive days shall furnish the Supervisor with a doctor’s certificate
as evidence of a bona fide illness, upon the request of the Supervisor.

Article 22, Section 8. No Sick Leave Payout. Any sick leave an Employee has
accrued, but not used, prior to an Employee’s termination of employment shall be
forfeited at the time of termination.

Article 22, Section 9. Sick Leave Incentive. As an attendance incentive, full-
time Employees who use no more than seven and one-haif (7.5) hours (or the
number of hours of their regularly scheduled day) of sick leave (regardless of if
absences were FMLA protected or not) in the twenty-six (26) pay periods in the
previous year shall receive one (1) day's pay. The incentive payment and the
number of hours required to qualify shall be pro-rated for part-time Employees in
a benefit status of +15 (fifteen hours or more per week but less than thirty hours
per week). Employees must be employed in a full-time or +15 (fifieen hours or
more per week but less than thirty hours per week) benefit status position for the
entire twenty-six (26) pay periods in the previous year to be eligible for this
incentive. Employees who are off work because of an injury on the job shall not
have those days counted as sick leave days for purposes of the attendance
incentive.
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Article 22, Section 10. Banked Sick Leave. Employees in a benefit status of
-15 (less than fifteen hours per-week),-excluding on-call Employees who have
previously accrued sick leave in a benefit status position and whose sick leave is
in a “banked” account may use sick leave when they are unable to work due to
his/her illness, surgery, or disability.

Employees who successfully bid into a benefit eligible status position shall have
any sick leave in a “banked” account reinstated.

ARTICLE 23
FUNERAL/BEREAVEMENT LEAVE

An Employee shall be granted a leave of absence without loss of pay for up to
three (3) consecutive scheduled work days (unless other arrangements are made
between the Employee and Supervisor) at his/her request in case of death in the
immediate family or member of the household. If the deceased relative is at a
distance requiring special travel, up to an additional two (2) consecutive
scheduled work days shall be allowed without loss of pay. The total time away
from work shall not exceed seven (7) calendar days. Immediate family or
household member shall include:

* Parents of the Employee (including step and foster parents)

» Parents of the Employee’s spouse/spousal equivalent

» Sister of the Employee (including step sister)

+ Sister of the Employee's spouse/spousal equivalent

* Brother of the Employee (including step brother)

* Brother of the Employee’s spouse/spousal equivalent

* Spouse/spousal equivalent

* Son of the Employee (including foster son)

* Son of the Employee’s spouse/spousal equivalent (mcludmg foster son)

+ Daughter of the Emiployee (including foster daughter)

* Daughter of the Employee's spouse/spousal equivalent (including foster
daughter) ,

* Grandparents of the Employee

*+ Grandparents of the Employee’s spouse/spousal equivalent

* Grandchildren of the Employee

* Grandchildren of the Employee’s spouse/spousal equivalent

* Any member of the household residing with the Employee at the time of
death.
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ARTICLE 24
JURY DUTY

Article 24, Section 1. Policy. When the Employee receives compensation from
the court, he/she shall endorse the check over to the Employer, and forward it to
the Payroll Department, except for that portion which the Employee is entitled to
retain pursuant to law.

Article 24, Section 2. Day Shift. Employees who are scheduled to start work
prior to 5:00 p.m. shall receive their straight time hourly rate for the regularly
scheduled hours of work during the time of such jury service.

Article 24, Section 3. Evening Shift. Employees who are scheduled to work
evenings (5:00 p.m. start or later) and are scheduled for Jury Duty that same day
shall not be required to work that evening shift if their daily tour of Jury Duty has
not ended by noon that day. If the Jury Duty ends by noon, the Employee shall
work his/her normally scheduled shift minus the number of hours that he/she
spent in Jury Duty that day. The Employee shall notify his/her Supervisor of
his/her status of Jury Duty daily.

Article 24, Section 4. Night Shift. Employees who are scheduled to work the
night shift and are scheduled for jury duty the following day shall not be required
to work that night shift and shall receive their straight time hourly rate for the
regularly scheduled hours of the night shift.

Article 24, Section 5. Notification. Employees called to Jury Duty shall notify
their Supervisor within twenty-four (24) hours of receipt of notice or the next
business day, whichever is later.

Article 24, Section 6. Report to Work. If the daily tour of Jury Duty should end
at a reasonable time prior to the end of the Employee's work day, the Employee
is expected to report back for the remaining hours of his/her work day.

ARTICLE 25
LEAVES OF ABSENCE

Article 25, Section 1. Policy. Leaves of absence shall be granted as provided
in this Article.
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Article 25, Sectlon 2. Successive Leaves. An Employee requesting two (2)
immediately successive leaves of absence (such as medical and personal) is
limited to a total of six (6) months. An Employee returning from a combination
medical/personal leave of absence not exceeding six' (6) months shall be
reinstated to his/her former position unless conditions have changed to the extent
that it is not reasonable to do so. In this event, the’'Employee shall be reinstated
to a position in the system in the same benefit status (+30, +19, -19) and pay.

Article 25, Section 3. Replacement of Employees on Leave. Any
replacement Employee assigned or hired to perform the duties of the Employee
on a leave of absence shall be regarded as temporary during the period within
which the Employee'is on leave of. absence. In the event the Employee returns
to his/her former. position following the.leave of absence, the replacement
Employee shall be terminated or returned to his/her former position at the rate of
pay established for that classification or his/her former rate whichever is.higher,
including: 'the domino effect  upon other " temporary Employees necessarily
reassigned to accommodate the Employee on the leave of absence.

Article 25, Section 4. Continuation of Insurance.

A Unpaid Personal Leave. Employees on an approved unpaid personal
leave of absence may extend their group medical and denta! coverage, life
insurance, and long-term disability insurance (if appllcable) by paying the
full cost of such coverage .

B. Medical Leave. For Employees on medical leave, the Employer shall
continue to. pay the Employer contribution toward medical and dental
coverage, life insurance, and long-term disability insurance (if applicable).

C. Parenting Leave. For Employees on parenting leave not exceeding four
(4) months, the Employer shall continue to pay the Employer contribution
toward medical and dental coverage, life insurance, and long-term
disability insurance (if appticable). ‘ .

Article 25, Section 5. Personal Leave.

A Granting, Personal leaves of absence are voluntary and may be granted
for other than medical reasons for a period of up to'six (6) months. Such
approval shall not be granted automatically, but shall be based on the
judgment of the Supervisor with-due consideration to the ‘needs of the
workforce and on a non-discriminatory basis.
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B.

Use of Time. Employees may use personal holiday and vacation time
during a personal leave of absence. The remainder of the leave shall be
without pay.

Partial Leave. Subject to the approval of the Supervisor, an Employee may
be granted a partial personal leave of absence or may request to return
from a personal leave of absence at a reduced schedule prior to the end
date of the leave. The Employee's benefits shall be pro-rated based on the
remaining hours he/she is scheduled to work. Pro-ration of benefits
includes time-off accruals and eligibility and premiums for insurance
benefits. At the conclusion of the leave, the Employee shall revert to
his/her original schedule.

Return_to Work. Employees on personal leave of absence are entitled to
return to their former position if they return to work within forty-five (45)
calendar days after the beginning of the leave. Employees returning to
work after forty-five (45) calendar days are entitled to return to a position
in the system in the same job classification, same pay, same benefit
status (+30, +19, -19) as their former position if the Employee is qualified
and such a vacancy exists. This position shall be made available to the
Employee prior to posting for bidders or Bid Board applicants. If no such
vacancy is available, the Employee shall be placed on the Recall List and
shall have recall rights pursuant to Article 11.

Notice of Return. Employees returning from a personal leave of absence
of at least thirty (30) calendar days must give a minimum of two (2) weeks
written notice to the Supervisor and the Union of their intent to return.

Article 25, Section 6. Medical Leave.

A.

Granting. In the case of illness, injury, or temporary disability that
exhausts accumulated sick leave, a medical leave of absence without pay
shall be granted. Accrued vacation and personal holiday time can be
used after sick leave has been exhausted; however, the use of such
vacation or personal holiday time shall not extend the length of the leave.

Medical Evaluation. Prior to granting a medical leave, the Supervisor may
require an Employee to be evaluated by a medical practitioner selected by
the Employer. The cost of the medical evaluation shall be borne by the
Employer. The Employer shall maintain confidentiality of the evaluation
and only pertinent information shall be disclosed.

Written Notification. Within two (2) weeks of granting a medical leave,
Human Resources shall provide the Employee with a written notification of
such.
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Return to Work. An Employee on a medical leave of absence of six (6)
months-or less shall be entitled to return to his/her former position. An
Employee unable to réturn to'work after six (6)"months of medical leave of
absence may have his/her position filled. In determining this six (6) month
period. of time; any sick leave that the Employee used as part of his/her
medical leave shall be counted. - An Employee returning after six (6)
months, but sooner than twelve (12) months shall be returned to a position
in the same classification and benefit status (+30, +19, -19) as: his/her
former position in the system if the Employee is qualified and such a
vacancy exists. This position shall be made available to the Employee
prior to posting for bidders or Bid Board applicants. if no such vacancy is
available, the Employee shall be placed on the Recall List and shall have
recall rights pursuant to Article 11.

Leave extension beyond one (1) year shall be subject to Employer and
Union agreement. An Employee on a medical leave beyond twelve (12)
months or the agreed upon amount of time shall be terminated: for all
purposes except that an Employee may continue on a medical leave of
absence for up to twenty-nine (29) months or until the Employee obtains
health insurance with another employer, whichever comes first, in order to
maintain eligibility under thé Employer's medical plan. However, if and
when the Employee is able to return to working status, the Employer shall
make every effort and consideration for rehire. This is not to be construed
as a guaranteed job placement.

Recurrent Leave. If an Employee returns to work from a medical leave for
less than one (1) month before returning to a medical leave status, there

" shall be no break in the medical leave and the length of the medical leave

shall be counted from the first day the Employee was first placed on
medical leave status.

Temporary Reduced Schedule. If an Employee returns to work from a
medical leave on a-reduced schedule than he/she was working prior to
his/her medical leave or an Employee must work a reduced schedule
because of illness, injury, or temporary disability, the Employee shall be
considered to be on a partial medical leave and the counting of time on
medical leave shall be the amount of time that the Employee’s schedule is
reduced. '
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G. Return to Part-Time Status. If a full-time Employee returns to work from a
medical leave to a part-time status, the Employee shall provide his/her
Supervisor with the estimated duration of the part-time status. |If it is
estimated that the part-time status shall last longer than two (2) weeks, the
Employer may require a second medical opinion to determine the Employee’s
medical condition and work restrictions, with the medical practitioner to be
selected by the Employer and the cost of the second opinion shall be borne
by the Employer

H. Part-time Employees. An Employee in a benefit status of plus fifteen (+15) or
more, but less than a benefit status of plus thirty (+30) who is on a full medical
leave and is using sick leave as part of this medical leave may submit a
written request to Human Resources to use sick leave in an amount that
equals the average number of hours per pay period the Employee has been
compensated over the past seven (7) pay periods. This shall only be
applicable if the Employee has been accruing sick leave in an amount higher
than his/her FTE. Upon the receipt of this request, no later than the second
subsequent pay period, the Employee’s sick leave use will be based upon this
averaged number of hours per pay period for the duration of the use of his/her
earned sick leave during the leave. The Employee may choose to use this
earned sick leave retroactive to the first day of the full medical leave.

Article 25, Section 7. Parenting Leave. Parenting leaves, including adoption
leave, of up to four (4) months shall be granted at the request of the Employee.

At the discretion of the Employee, the leave (for either the mother or the father)
may begin before or at the time of the birth of the child or, for adoption leave,
before or at the time of the child’s placement in the adoptive parent’s home and
shall be for the purpose of arranging the child’s placement or caring for the child
after placement.

An Employee may request an extension of a parenting leave for an additional two
(2) months. Such extension shall not be automatically granted, but approval shall
be based on the judgment of the Supervisor with due consideration to the needs
of the workforce and on a non-discriminating basis.

Subject to the approval of the Supervisor, an Employee may be granted a partial
parenting leave or allowed to return from the leave at a reduced schedule prior to
the end date of the leave. The Employee’s benefits shall be pro-rated based on
the remaining hours he/she is scheduled to work. The pro-ration of benefits
includes time-off accruals. At the conclusion of the leave, the Employee shall
revert to his/her original schedule.
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An Embloyee returning from a parenting leave of four (4) months or less shall be

reinstated to his/her former-position:-“An-Employee who does not returnto work = "~

at:the-end of four (4) months may have his/her position filled. An Employee
returning after four. (4) months shall be. returned to a position in the same
classification and benefit status (+30, +19, -19) as his/her former position in the
system if the Employee is qualified and such a vacancy exists. This position
shall be made available to the Employee prior to posting for bidders or Bid Board
applications. If no such vacancy is available, the Employee shall be placed on
the Recall List and shall have recall rights pursuant to Article 11.

Article 25, Section 8. FMLA Qualifying Leave. The twelve (12) month time
period used to determine an Employee’s entitlement to FMLA qualifying leave
shall be from January 1 through December 31.

Article 25, Section 9. Union Business Leave.

A, The Employer agrees to grant, on a non-discriminatory basis, the
necessary and reasonable time off without pay to any Employee
designated by the Union for Union business. For-periods of more than
one (1) day, the Union shall give one (1) week's notice. For periods of
one (1) day or less, the Union shall give two (2) working days notice.

B. Leaves of absence without pay shall be granted to duly elected delegates
to Union conventions for a period not in excess of three (3) working days.

Article 25, Section 10. Voting_Time Leave. An Employee who is eligible to
vote in any statewide general or primary election, any election to fill a vacancy in
the office of a representative in Congress, or a special election held to fill a seat
in the Minnesota Legislature, shall be allowed voting time leave pursuant to
Minnesota Statute.

Article 25, Section 11. School Conference and Activities Leave. Employees
in a benefit status of +15 (fifteen or more hours but less than thirty hours per
week) or greater shall be granted up to a total of sixteen (16) hours of unpaid
time during any twelve (12) month period to attend school conferences or school
related activities related to the Employee’s child provided the conferences or
school related activities cannot be scheduled during non-work hours. When the
leave cannot be scheduled during non-work hours and the need for the leave is
foreseeable, the Employee shall provide reasonable prior notice of the leave and
shall make a reasonable effort to schedule leave so as not to disrupt unduly the
operations of the Employer. An Employee may use vacation or personal holiday
time. :
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Article 25, Section 12. Military Leave. The parties agree that Employees shall
be granted leaves of absence for military training in the National Guard or
Reserve without sacrifice of vacation and personal holiday time.

Article 25, Section 13. Failure to Return from Leave. Employees who do not
return to work after the expiration of the leave and who have not received
supervisory approval for an extension of the leave shall be considered to have
voluntarily quit.

86



[

}!

P

3

B
TR

ARTICLE 26
EMPLOYEE REQUESTS FOR REDUCTION IN HOURS

Article 26, Sectlon 1 Request -Current Employees mterested in reduced hours
in the same position and the reduction is greater than four (4) hours-per week:(5
hours'per week if the Employee works an extended hour schedule) may request
to reduce their hours. If the Supervisor elects to honor this request (see below
regarding posting of remaining hours), the reduced hours shall be posted at the
clinic/location. If a more senior qualified Employee does not indicate an interest,
the Employee originally requesting the reduced hours shall be granted the
position. If a more senior qualified Employee does indicate an interest in these
reduced hours, the senior qualified Employee shall be granted the position, and
the Employee who originally requested the reduced hours ‘shall move into the
senior Employee’s position or may bid on another position.

Article 26, Section 2. FTE Status. In all cases, if a full-time Employee requests
the reduction in hours, only full-time Employees in a benefit status of +30 (thirty
or more hours but less than thirty-seven and one-half hours per week) or greater
in the same classification may bid on the position and if a part-time Employee
requests a reduction in hours, only part-time Employees in the same
classification may bid on the position.

Article 26, Section 3. Posting Remaining_Hours. The remaining hours shall
be posted system-wide for bidding by alt Employees. However, if the Supervisor
determines that it can honor an. Employee’s request to reduce his/her hours only
if the remaining hours do not have to be posted, the Supervisor shall first discuss
not posting the remaining hours with the Union. If the Union agrees that the
remaining hours do not need to be posted, the Supervisor shall honor the
request. :

ARTICLE 27
EDUCATION/PROFESSIONAL PROGRAM

Article 27, Section 1. Policy. The Employer recognizes the importance of
establishing a program providing Education and Professional opportunities for
Employees.
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Article 27, Section 2. Programs. The Employer recognizes that such program
shall include the following:

A. It shall be implemented on a non-discriminatory basis.

B. Employees who are required to be relicensed or recertified in order to
maintain their professional credentialing or who are required by the
Employer to be recertified or relicensed are eligible to receive two hundred
fifty dollars ($250.00) reimbursement per contract year.

The reimbursement shall be used toward the cost of training programs or
courses that carry Continuing Education credits applicable to their specific
certification or licensure. In addition, these dollar amounts may be used
toward the cost of travel, meals, and expenses while attending a
conference that carries Continuing Education credits applicable to the
Employee’s specific certification or licensure, and registration fees for
such conferences. One hundred fifty dollars ($150.00) of the
reimbursement may be used to purchase computer resources, e.g., CDs,
textbooks, journals, or reference materials for the work place, professional
journals and magazines, educational tapes or Internet resources, e.g.,
Internet CEU self-study resources and courses that are available via the
Internet, Internet subscriptions for clinical reference information per
contract year. Employees may request reimbursement for Continuing
Education courses, that could exceed the above allowance, but there is no
guarantee this shall be honored. CEU dollar amounts are not pro-rated.

C. Employees in a benefit status of at least +15 (fifteen or more hours per
week) may request time off from work to attend the above courses. Upon
approval, such employees in a benefit status of thirty-seven and one-half
(37.5) hours per week shall be paid for regularly scheduled hours of work
missed, up to twenty four (24) hours of paid work time per contract year.
Employees in a benefit status other than thirty-seven and one-half (37.5)
hours per week shall receive a pro rata of these hours.

D. Employees shall not be required to take vacation to attend any course or
program, but may be given a leave of absence or time off without pay
subject to staffing needs.

E. Employees shall submit requests for educational reimbursement on a form
provided by the Employer.
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Article 27, Section 3. Specific Jobh Titles.

A.-- --Certified - Ophthalmic - Technicians, - Certified —Orthoptists; and - ‘Nurses
(including Nurse Clinicians, .RNs, and LPNs) who have a national
accreditation in a specialty area and for whom the Employer determines
the need for this special training shall receive an additional two hundred
fifty dollars ($250.00) per contract year.

B. Radiologic -Technologists shall have the cost of registratio"n paid by the
Employer if the Employer requires registration in mammography.

C. Laboratory Technicians shall be eligible for two hundred fifty ($250.00) per
contract year notwithstanding that the Employee has multiple licenses.

D. Sonographers shall receive one thousand two hundred dollars ($1,200.00)
per contract year. .

E. Certified Orthoptists shall receive seven hundred fifty dollars ($750.00) per
contract year.

F. Dental Assistants shall receive three hundred fifty dollars ($350.00) per
contract year.

G. Diabetic Nurse Specialists shall receive five hundred dollars ($500.00) per
contract year.

Article 27, Section_ 4. Pre-Approval Payment. Employees may request
prepayment for course registration only and if the amount is fifty dollars ($50.00)
or more. Any prepayment check shall be sent to the institution/school.
Employees should request such prepayment at least four (4) weeks prior to the
registration due date:

Article 27, Section 5. Central Data Base. The Employer shall establish a
central data base to report Employees’ licensure/certification effective and
renewal dates and CEU requirements for applicable job.titles. .

Article 27, Section 6. New Technology. When the technology becomes
available to the Employer, information shall be made available to Employees and
Supervisors regarding the amount of time and money available for use under this
Article.
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ARTICLE 28
IN-SERVICE EDUCATION

Article 28, Section 1. Policy. The Employer shall offer in-service programs to
improve Employee skills in the delivery of health care and related services.

Article 28, Section 2. Availability. The Employer shall use its best efforts to
insure that appropriate in-service training sessions are available to all Employees
in a particular classification or classifications. It is understood that from time to
time such in-service training may have unique application to particular
clinics/locations or smaller groups of Employees. In those instances, such
training need not be made available to all Employees in the classification or to
Employees in all clinics/locations.

Article 28, Section 3. Continuing Education. When feasible, the Employer
shall seek to design courses to meet the requirements of the various
organizations that have mandatory continuing education as a criterion for
protected job titles and/or job performance applicable to the Employee.

ARTICLE 29
EDUCATIONAL ASSISTANCE

Article 29, Section 1. Eligibility. An Employee must have been continuously
employed by the Employer for at least one (1) year and be in a benefit status of
at least +15 (fifteen or more hours but less than thirty hours per week), or
greater. In addition, the Employee must receive a grade of “C” or better in the
course in order to be reimbursed.

Article 29, Section 2. Determination of Appropriate Courses. To be
reimbursed, the course must be related to the Employee’s current and/or
potential work assignment at Group Health, Inc. The Employee’s Supervisor
shall determine the relatedness of the course to the work assignment.

The course must be taken at an accredited vocational school, technical college,
accredited college (including community college), university, or other equivalent
institution.

Article 29, Section 3. Reimbursement. The Employee shall be reimbursed for
the costs of tuition, textbooks, materials, supplies, and covered classes up to a
maximum of one thousand five hundred dollars ($1,500.00) per calendar year.
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Article 29, Section 4. Procedure. Ellglbl‘e‘ Employees who want to participate
shall’ submlt an appllcatlon for ass;stance to the:r Supervusor pnor to enrolllng in
the course.

Relmbursement shall be made only after the course is completed

Article 29, Section 5. Forfeiture of Reimbursement. Reimbursement shall be
forfeited, if prior to successful completion.of the course:any of the following
occurs:

A Voluntary or involuntary termination.
B Unpaid personai leave of absence.
C. Layoff.
D

Transfer to a benefit status of less than plus fifteen (+15).
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ARTICLE 30
EDUCATION AND TRAINING FUND

The parties agree that training and development is a good investment and in an
attempt to create a collaborative relationship with SEIU Healthcare Minnesota,
the parties agree to establish an annual Education and Training Fund. For each
year of the contract, the Fund shall be $150,000.

The parties agree to jointly administer this Fund by a team of six (6) people —
three (3) chosen by the Union and three (3) chosen by the Employer. At least
one (1) of the Union's representatives may be, at the Union’s sole discretion, a
SEIU Healthcare Minnesota staff representative. This team shall meet quarterly,
up to four (4) hours per quarter. The Employer shall pay all SEIU represented
employees who serve as administrators of the Fund for time spent in the
administrative meetings, up to sixteen (16) hours per year.

The purpose is to fund extensive training and retraining opportunities, such as,
professional development courses, career upgrade programs, and other training
programs that will enabie the Employees to pursue enhanced career
opportunities with the Employer. The Employer agrees to bear all administrative
costs to the program(s) and these administrative costs shall be paid from the
training Fund. It is the intent of the parties that the Fund is to be fully expended
each year. If the Fund is not fully expended by the end of each contract year, any
remaining funds may be rolled over to the next Fund year; however, the Fund
cannot exceed $300,000 by the end of a Fund year.

Decisions by the jointly administered Fund shall be by consensus and if

consensus cannot be reached, the Committee members shall vote, with
representation from both parties voting in equal numbers.
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-ARTICLE 31
INSURANCE BENEFITS-

Article 31, _Section 1. Medical Plan for Employees in a Benefit Status of
Thirty (30)_or More Hours per Week. The Employer shall: provide such
Employees with medical-surgical and related services in the HealthPartners
Classic or the HealthPartners Choice Plan. Upon employment, the Employer
shall pay the premium for and on behalf of the Employee enrolled in the Classic
Single Medical Plan. The Employee's monthly contribution for enrollment in other
Medical Plans and for family medical coverage shall be as specified below. The
Employer shall contribute the remaining monthly premium cost.

Effective 2-1-11 Eﬁective 2-1-12 Effective 2-1-13
Classic Plan
Single $0 $0 $0
Family $70 $70 $70

There are no office visit co-pays under the Classic Plan.

HealthPartners Choice Plan

Single $60 $60 $60
Family $125 $125 $125

Article 31, Section 2. Medical Plan for Employees in a Benefit Status of at
- Least Fifteen (15) Hours per Week but less than Thirty (30) Hours per Week.
The Employer shall provide such Employees the option for medical-surgical and
related services in the HealthPartners Classic or the HealthPartners Choice Plan.
If the. Employee elects this option, the Employee's monthly contribution toward
single or family coverage shall be as specified below. The Employer shall
contribute the remaining monthly premium cost.

Effective 2-1-11 Effective 2-1-12 Effective 2-1-13
Classic Plan
Single $40 $40 $40 -
Family $115 $115 $115

HealthPartners Choice Plan

Single $70 $70 $70
Family $135 $135 $135
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Article 31, Section 3. Dental Plan for Employees in a Benefit Status of Thirty
(30) Hours or More per Week. The Employer shall pay the premium for such
Employees enrolled in the Dental Single Plan. The Employee contribution for
dependent Dental coverage shall be fifty percent (50%) of the difference between
the total family rate and the single rate.

Article 31, Section 4. Dental Plan for Employees in a Benefit Status of at
Least Fifteen (15) Hours per Week but Less than Thirty (30) Hours per
Week. The Employer shall provide such Employees the option to participate in
the same Dental plan that is available to full-time Employees. The Employer's
contribution toward single Dental coverage shall be fifty percent (50%) of the
premium rate and twenty-five percent (25%) of the premium rate for Employees
electing family coverage. The remaining cost of the coverage selected shall be
paid by the Employee.

Article 31, Section 5. Employee Waiver of Insurance Coverage. Employees
may waive the Employer provided health insurance referred to in Section 1,
subject to the conditions listed below. A ‘waiver of insurance coverage also
includes a waiver of any Employer contributions to that insurance coverage. An
Employee wishing to waive insurance coverage must provide Human Resources
with written documentation proving that the Employee has other health insurance
benefits to replace those the Employee is requesting to waive.

Unless an Employee chooses to waive health insurance coverage referred to in
Section 1, he/she shall be automatically enrolled in the single Classic Plan.

if an Employee chooses to waive health insurance coverage, he/she must
complete an open enrollment form declining coverage or a cancellation form. An
Employee may only waive coverage when first eligible, during open enroliment,
or within thirty-one (31) calendar days of a life event. A life event is defined as
marriage, divorce, birth or adoption of a child, Employee’s change in employment
status, spouse’s change in employment, or a significant change in spouse’s
health coverage.

To be eligible for coverage in the future, the Employee must complete an
enroliment form during the annual open enroliment period or within thirty-one (31)
days of a life event.

Article 31 Section 6. Long-Term Disability Plan for Employees in a Benefit
Status of Thirty (30) Hours or More per Week. The Employer shall provide at
its expense a Long Term Disability Plan for such Employees. Benefits provided
under this program are sixty percent (60%) of monthly pay. Employees shall be
covered from the first date of employment. The provisions of the Plan are
contained in the Plan Description.
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Article 31, Section 7. Short Term Disability Plan. Upon at least fifty percent
(50%) Employee, participation, the Employer shall provnde a short term- dlsabllnty
plan that an Employee may purchase-at- hls/her OWN-EXPEeNSe: - -« - == -

Article 31. Section 8. Life Insurance Plan for Emplovees in_a Benefit Status
of Thirty (30) Hours or More per Week. The Employer shall continue to
provide at its expense a Life Insurance Plan including Accidental Death and
Dismemberment for such Employees upon commencement of employment. The
amount of term insurance provided is $50,000 and $100,000 for Accidental
Death and Dismemberment. The provisions of the plan are contained in the
Summary Plan Description

During open enroliment, Employees may initially purchase additional life
insurance and dependent life insurance without proof of insurability up to one (1)
times their annual pay at the group rate at their own expense. During open
enroliment of the next year (second year), Employees may purchase additional
life insurance and dependent life-insurance without proof of insurability up to two
(2) times their annual pay at the group rate-at their own expense. During open
enrollment of the:subsequent year (third year), Employees may purchase
additional life insurance and dependent life insurance without proof of insurability
up to-three (3) times their annual pay at the group rate at their own expense

Article 31, Sectlon 9. Life Insurance Plan for Employees in a Beneflt Status
of at Least Fifteen (15) Hours per Week but Less than Thirty (30) Hours per
Week. The Employer shall provide at its expense a Life Insurance plan including
Accidental Death and Dismemberment for such Employees upon
commencement of employment. The amount of the term insurance provided is
$20,000 and $40,000 for Accidental Death and Dismemberment. The provisions
of the plan are contained in the Summary Plan Description. .

During open enroliment, Employees may initially purchase additional life
insurance and dependent life insurance without proof of insurability up to one (1)
times their annual pay at the group rate at their own expense. During open
enroliment of the next year (second year), Employees may purchase additional
life insurance and dependent life insurance without proof of insurability up to two
(2) times their annual pay ‘at the group rate at their own expense. During open
enroliment of the subsequent year (third year), Employees may purchase
additional life insurance and dependent life insurance without proof of insurability
up to three (3) times their annual pay at the group rate at their own expense.

Article 31,-Section 10. Copy of Insurance Contracts. Copies of the Insurance
Contracts and/or Summary Pian Description are to be on file with the Union. Any
changes to the Health Insurance Plan that would result in an overall net decrease
in benefits shall be subject to negotiations with the Union.
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Article 31, Section 11. Hour_Averaging to Full-Time Benefits Eligibility.
Employees in a benefit status of +15 (fifteen hours or more per week, but less
than thirty hours per week) shall be reviewed twice a year to determine if hours
worked would qualify the Employee for the same benefits available to Employees
in a benefit status of thirty (30) hours or more per week for the next six (6)
months.

The reporting period shall be based on thirteen pay periods (13) pay periods per
six (6) months. Overtime shall not be included in the total hours compensated. If
the Employee’s total hours from the first pay period end date in July through the
last pay period end date in December or the first pay period end date in January
through the last pay period end date in June meets or exceeds seven hundred
eighty (780) hours, the Employer shall provide the Employee enrollment in the
medical/dental, life, and long-term disability plans as specified for Employees in a
benefit status of thirty (30) hours or more per week for six (6) months.

If the Employee’s totai hours from the first pay period end date in July through
the last pay period end date in December or the first pay period end date in
January through the last pay period end date in June, meets or exceeds seven
hundred eighty (780) hours, the Employer shall provide the Employee enrollment
in the medical/dental, iife, and long-term disability plans as specified for
Employees in a benefit status of thirty (30) hours or more per week for six (6)
months. Hours worked in the preceding six (6) month period in a benefit status
of less than thity (30) hours per week shall determine eligibility for the
subsequent six (6) month period. However, if an Employee’s hours were
reduced per Article 11 during the July through December or January through
June hour averaging time period, the total hours worked shall be counted for that
six (6) month hour averaging time period.

If an Employee is on a leave of absence no more than two (2) months during the
hour averaging period, the four (4) remaining months shall be averaged based on
four (4) months. If an Employee is on a leave of absence more than two (2)
months during the hour averaging period, the remaining months shall be
averaged, but shall be averaged based on the full six (6) month period.

Article 31, Section 12. Hour Averaging to Part-Time Benefits Eligibility.

Employees in a benefit status of -15 (less than fifteen hours per week) and on-
call shall be reviewed twice a year to determine if hours worked would qualify the
Employee for the same benefits available to Employees in a benefit status of plus
+15 (fifteen or more hours, but less than thirty hours per week) for the next six (6)
months.

The reporting period shall be based on thirteen (13) pay periods per six (6)
months. Overtime shall not be included in the total hours compensated. If the
Employee’s total hours from the first pay period end date in July through the last
pay period end date in December or the first pay period end date in January
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through the last pay period end date in June’ meets or exceeds three hundred
ninety (390) hours, the Employer shall providethe Employee enroliment in-the

medical/dental and life-insurance -plans as-specified for-Employees in a-benefit:

status of fifteen (15) hours or more per week, but less than thirty (30) hours per
week for the next six months. Hours worked in the preceding six (6) month
period in'a benefit status of.less than fifteen (15) hours per week shall determine
eligibility for the subsequent six (6) month period. However, if an Employee’s
hours were reduced per Afticle 11 during the July through December or January
through- June hour averaging time periods, the total hours worked shall be
counted for that six (6) month hour averaging time period.

If an Employee is on a leave of absence no more than two (2) months during the
hour averaging period, the four (4) remaining months shall be averaged based on
four (4) months. If an Employee-is on a leave of absence more than two (2)
months during the hour .averaging period, the remaining-months shall be
averaged, but shall be averaged based on the full six (6) month period.

Article 31, Section 13. Domestic Partner Benefits. Domestic partner benefits
are available for medical, dental, and dependent life insurance. Coverage is
available for households of same-sex partners and any other dependents. The
Employee and his/her same-sex domestic partner ‘must complete and sign a
confidential affidavit regarding their mutual commitment. This affidavit must be
approved ‘and on file with the Human Resources Department in order for
coverage to begin.

Article 31, Section 14. Health Assessment and Wellness Program. Eligible
Employees shall receive a twenty-five dollar ($25.00) gift card each year that
he/she completes the health assessment and successfully completes a wellness
program. Participation is voluntary on the part of the Employee.

ARTICLE 32
RETIREMENT PLAN/ 401(k) PLAN

Article 32, Section 1. Employee Retirement Plan. During the term of this
Agreement, Employees satisfying the eligibility requirements of the Plan shall
continue to be covered by the Group Health, Inc., Employee Retirement Plan,
subject to any changes in the Plan made during the term of the Agreement.
Notice shall be given to the Union if any changes are made that lower the

pension benefit.

Each Employee participaiing in the Retirement Plan shall be given an annual
accounting of his/her participation.

Each : participating Employee shall receive a Summary Plan Description

explaining in clear and understandable language an explanation of the retirement
benefits-and the qualifi cathns for such benefits.
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Employees’ pre-tax accruals in the “Employee Thrift Plan of Group Health, Inc.”
may be transferred to the 401 (k) Plan.

Article 32, Section 2. 401 (k) Plan. The Employer has established a salary
deferral plan under Section 401(k) of the Internal Revenue Code. Except as
modified below, for Employees hired on or before December 31, 2007, the
Employer shall match one hundred percent (100%) of the amount deferred by the
Employee, up to five percent (5%) of pay or the sum of the Employee’s deferral,
whichever is less. The Employer will automatically make a non matching
contribution in an amount equal to five percent (5%) of the Employee’s pay to the
Employee’s account and match fifty percent (50%) on the first five percent (5%)
of pay they contribute for Employees hired on or after January 1, 2008 and for
Employees who were hired on or before December 31, 2007 and who selected
this option. Employees must work one thousand (1,000) hours per year to qualify
and must participate for the full plan year in order to receive the Employer match.

For Employees who enrolled in the Plan on or after July 1, 1995, the Employee is
credited with one (1) year of vesting for each calendar year in which at least one
thousand (1,000) hours are worked. After three (3) years of vesting credit, the
Employee is fully vested in the Employer match. For Employees who were
enrolled in the Plan prior to July 1, 1995, the Employee is vested in the Employer
match after participating for two (2) complete plan years (July 1 through June
30).

The Employer shall pay the administrative fees for this Plan.

Article 32, Section 3. Retiree Medical/Dental Insurance. The Employer
agrees to continue the existing practice that Employees who retire from GHI who
are at least fifty-five (55) years of age may continue medical and dental
insurance by paying the full Group rate for active Employees represented by
SEIU Healthcare Minnesota. Such continuation ability shall exist until the
Employee becomes eligible for a Seniors’ product.
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ARTICLE 33
PERQUISITES

Article 33, Section 1. Parking. Where the Employer provides free and safe
parking for Employees, it shall continue to do so.

Article 33, Section 2. Automobile Insurance. Every effort shall be made by
the Employer to provide the option for Employees to 'purchase Automobile
Insurance on a group basis through monthly payroll deductions.

Article 33, Section 3. Medical Malpractice. The Employer shall continue to
provide Medical Malpractice Insurance at its expense for Employees provided
that coverage shall apply only to services performed or rendered on behalf of the
Employer. '

Article 33, Section 4. Eyeglasses. Eye Care Department Employees upon one
(1) year of GHI employment shall be eligible to receive one (1) complete pair of
eyeglasses for themselves one (1) time a year.

Article 33, Section 5. CPR. Employees who are required by the Employer to
have and maintain CPR certification and who attend CPR classes offered by the
Employer shall be paid at the applicable rate for time spent in these classes.

ARTICLE 34
DISCIPLINE AND DISCHARGE

Article 34, Section 1. Purpose. Disciplinary action may be imposed upon an
Employee only for just cause and shall be progressive, where appropriate. The
parties recognize that serious offenses may require the imposition of more
severe discipline as an initial action.

Article 34, Section 2. Just Cause. Without limitation, the following criteria are
relevant in determining the existence of just cause: - o

1. Did the Employee have knowledge and understanding of the rule or
standard and was- the Employee adequately forewarned of the
- consequences of his/her conduct?

2. Was the -violated rule or order reasonably related to orderly, efficient
and/or safe  operations of the Employer or to performance that the
Supervisor could properly expect of the Employee?

3. Did the Suvpervisor‘investigate before administering discipline and was the
investigation fair and objective? '

4. Did the investigation produce evidence or proof that the Employee acted
contrary to the Employer’s rules or standards? '
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5. Have the rules, standards, and resulting discipline been applied
evenhandedly to other Employees in the past without discrimination?

6. Was the level of discipline given out reasonable in relation to the
seriousness of the offense?

7. Were extenuating or mitigating circumstances present?
* What is the Employee’s length of service with the Employer?
*  Was the Employer partially at fault?
* Was progressive discipline used?

Article 34, Section 3. Investigatory Suspension. The Employer may place an
Employee who is the subject of an investigation on an investigatory suspension
with pay.

Article 34, Section 4. Investigations.
The Employer shall make a reasonable effort to complete investigations in a
timely manner.

For investigations by the Employer that exceed two (2) calendar weeks, an
Employee who is the subject of the investigation shall receive at least a weekly
update of the investigation's status. The updates shall begin no sooner than two
(2) calendar weeks after the commencement of the investigation. Failure to give
weekly updates to the Employee shall not be grievable, but shall be remedied by
the Employer reinstituting weekly updates according to this Section. If no
discipline is imposed at the conclusion of the investigation, the Employee shall be
informed of such.

If an investigation does not lead to discipline, the Employer shall provide a
statement in writing to the Employee that no discipline has resulted from the
investigation.

Article 34, Section 5. Union Representation. The Employer shall not meet
with an Employee for the purpose of questioning the Employee during an
investigation that may lead to discipline of that Employee without first offering the
Employee an opportunity for a Union steward to be present at the investigative
interview. The Employer may hold such interviews without delay provided a
Union steward is available and the Employer is not required to postpone such
interviews because a particular Union steward is not available. When an
investigation meeting is held, the Employee shall be advised of the nature of the
investigation prior to questioning.
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only the following:

Article 34, Section 6. Disciplinary Procedure.. Disciplinary action shalt include

1 Oral Reprimand.

2 Written Reprimand.

3. Suspension (not to exceed 15 working days).
4 Discharge.

These disciplinary actions do not have to be imposed in the order listed above
and the same level of discipline may be imposed more than once before
progressing to a higher level of discipline.

If the Supervisor has reason to discipline an Employee, it shall be done in a
private manner.

When any disciblinary action is taken, the Supervisor shall notify the Employee
by letter of the level of the disciplinary action and the reason(s) for such action
and shall provide the Union with copies of any written notices of disciplinary
action:

Article 34, Section 7. Grievability. Employees may not file a grievance in
response to.an oral or written reprimand. However, the Employee may file a
written rebuttal relating to the specifics- of the oral or written reprimand within
twenty (20) calendar days of the receipt of the oral or written reprimand and such
rebuttal shall be placed in the Employee’s Human Resources personnel file. In
addition, the Employee has the option to meet with his/her Supervisor and a
Union representative to discuss the oral or written reprimand.

Article 34, Section 8. Human Resources Personnel Files.

A, Materials in the File

Copies of all materials placed in the Employee’s Human Resources
personnel file that relate to job performance or disciplinary action shall be
given to the Employee.

An Employee may file a written rebuttal relating to the specifics of any
disciplinary action within twenty (20) calendar days of the receipt of the
discipline. Such rebuttal shall be placed in the Employee’'s Human
Resources personnel file.

B. Employee/Union Access to File

An Employee shall have access to histfher Human Resources personnel
file upon request-of same to Human Resources. The Employee shall not
be privy to the Humian Resources personnel file of an Employee other
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than his/her own file and the inspection shall be done in the presence of a
Human Resources representative. Upon written consent of the Employee,
the Union shall be given reasonable access to the Employee’s file.

C. Removing Materials from File

At the end of the designated time period, upon the written request of the
Employee, oral reprimands, written reprimands, and suspensions shall be
removed from the Employee’s Human Resources personnel file, based on
the following time periods, provided that no further disciplinary action has
been taken against the Employee within that period.

. Oral reprimands and written reprimands removed after one (1)
year.
* Suspensions removed after two (2) years.

Oral reprimands, written reprimands, and suspensions shall not be used in
future disciplinary action if a related offense does not occur within the
designated time period of the original offense. If the disciplinary record is
to be removed from the Employee’s Human Resources personnel file,
Human Resources shall return the disciplinary record to the Employee
within thirty (30) calendar days of the Employee’s written request.

Article 34, Section 9. Supervisory Files. An Employee may request access to
the contents of his/her supervisory file that have been authored by or entered into
the supervisory file by the Employee’s current Supervisor, but such access may
be denied by the Employee’s current Supervisor.

An Employee shall have full and complete access to the contents of a
supervisory file kept on that Employee when such contents have not been
authored by or have not been entered into the supervisory file by the Employee’s
current Supervisor.

Article 34, Section 10. Discharge for Job Abandonment. An Employee who
is absent for three (3) consecutive working days without notifying his/her
Supervisor shall be considered to have voluntary quit (unless the giving of such
notice would be unreasonable under the circumstances).
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ARTICLE 35
GRIEVANCE AND ARBITRATION

Article 35, Section 1. Grievance Procedure. A grievance within the meaning of

this Agreement shall be any difference of opinion, controversy, or dispute raised
relating to the interpretation or application of any provision of the Agreement.

Article 35, Section 2. Steps.

Step 1.

Step 2.

An Employee having a grievance shall first take the matter up with
the immediate Supervisor. The Employee or Steward should inform
the Supervisor that he/she is using the grievance procedure. The
Employee may choose to have a Union steward present at this
meeting. The Supervisor shall attempt to resolve the grievance and
shall respond to the Employee in writing within three (3) working
days of the meeting.

If the. grievance is not satisfactorily resolved at the first step
meeting, the grievance shall be reduced to writing citing the specific
contract provision(s) violated, a description of the nature of the
violation, and the remedy requested and presented to the next
appropriate level of management or the Clinic or Department
Manager. Grievances shall be considered timely if submitted no
later than twenty (20) calendar days after the date of the
occurrence giving rise to the grievance. However, grievances
regarding the disciplinary action imposed on an Employee shall be
considered timely if submitted no later than twenty (20) calendar
days after the receipt by the Union of a copy of the disciplinary
letter. .

Within twenty (20) calendar days following receipt of the written
grievance, the next appropriate level of management or the Clinic
or Department Manager and the steward or the authorized Union
representative shall schedule a meeting. The steward and/or the
authorized Union representative may represent the Employee and
the Employee may be present at this meeting.

The next appropriate . level of management or the Clinic or
Department Manager. shall respond in writing to the Union within
ten (10) calendar days of the meetlng

The Union shall have the right to take up a suspension or discharge
as a grievance at the second step of the grievance procedure.
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Step 3. If the grievance is not satisfactorily resolved at the second step

meeting, the authorized Union representative shall, within twenty
(20) calendar days of the Union’s receipt of the Employer's second
step response, notify Human Resources that it is appealing the
grievance to the third step and the parties shall schedule a meeting
within twenty (20) calendar days.

The Human Resource Representative shall respond in writing to
the Union within twenty (20) calendar days of the meeting.

Step 4. If the grievance is not satisfactorily resolved at the third step, the

Union shall have sixty (60) calendar days after the Union’s receipt
of the Employer's third step response in which to submit the
demand for arbitration. Any demand for arbitration shall be in
writing and must be presented to Human Resources.

Article 35, Section 3. Arbitration. A grievance submitted to arbitration shall set

in motion the following procedures:

A

The designated Employer representative and the authorized Union
representative shall endeavor to select a mutually acceptable Arbitrator to
hear and decide the grievance.

Should the parties be unable to select an Arbitrator, either party may
request the Federal Mediation and Conciliation Service to submit seven
(7) names as candidates. Each party shall have the right to strike three
(3) names, with the remaining candidate to be named the neutral
Arbitrator. The order of alternately striking names shall be determined by
the flip of the coin.

The decision shall be final and binding upon the Employer, the Union, and
the aggrieved Employee. If the dispute is in regard to monetary matters
as provided for in this Agreement, the settlement shall be retroactive to the
date of the violation, but must fall within the terms of this Agreement.

The fees and expenses of the neutral Arbitrator shall be borne equally by

" the Employer and the Union.

The neutral Arbitrator shall not have the authority to render an award that
shall add to, subtract from, or in any other way change the provisions of
this Agreement, nor render a decision contrary to or inconsistent with the
application of laws, rules, or regulations having the force and effect of law.

The Arbitrator’s decision shall be in writing and shall set forth the basis on
which the decision and award is made.
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G. . The Arbitrator shall submit his/her decision within thirty (30) calendar days
following the close of the hearing or the submission of briefs -by the
- parties, whichever-is-later,-unless the parties-agree to an-extension. -~

Article 35, Section 4. Time Limits.. The time limit in each step may be
extended by mutual-agreement of the Supervisor. (for the first and second steps)
or Human Resources (for the third step) and the Union. Such agreement may be
oral, but such oral agreement must be subsequently reduced to writing.

Article 35, Section 5. Probationary Employees. Employees serving a
probationary period may be terminated without recourse to the grievance
procedure.

ARTICLE 36
GENERAL PROVISIONS

Article 36, Section 1. Maintenance of Benefits. Where wages, hours, and
other conditions of employment specifically covered by this Agreement are lower
than those now received by an individual Employee, such Employee shall not
have such condition reduced by the terms of this Agreement.

Article 36, Section 2. No Strike or Lockout. There shall be no strike,
slowdown, or lockout during the term of this Agreement. The prohibition against
strikes, slowdowns, and lockouts shall be absolute and shall apply regardless of
whether a dispute is subject to arbitration under the grievance arbitration
provisions of Article 35.: Refusal of any Employee to cross a picket line
established or maintained by a recognized labor organization shall not be
grounds for discharge or disciplinary action.

Article 36, Section 3. Work Load. No Employee shall be required to perform an
unreasonable work load for an extended period of time.

Article 36, Section 4. Accidental Breakage. Employees shall not be held liable
for accidental breakage of glassware and fragile equipment during the course of
their duties.

Article 36, Section 5. Severability Clause. In the event that any part or
provision of this Agreement should be found to be unlawful, such part or
provision shall be null and void, and the other parts and provisions shall remain
in full force and effect.
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Article 36, Section 6. Community Service. To support the Employer’'s mission
of improving the health of its members, patients, and the community, the
Employer shall compensate on one (1) occasion per calendar year an Employee
his/her regular hourly wage to participate in a non-profit community service. The
Employee is eligible to receive compensation up to an amount not to exceed the
Employee’s regularly scheduled day if the following conditions are met:

1. The Employee has received prior approval from his/her Supervisor regarding
the appropriateness of the non-profit community service activity;

2. The activity occurs on the Employee’s regularly scheduled day of work;

3. The Employee has received prior approval for the time subject to staffing
needs; and

4. The Employee presents proof of participation to his/fher Supervisor.

Article 36, Section 7. Float Pool. The Employer agrees to maintain a well
trained Float pool. It is the responsibility of the Supervisor to provide Employees
in the Float poo! with the necessary knowledge, skills, and abilities so that these
Employees are able to perform the job duties of the positions into which these
Employees would be assigned.

Article 36, Section 8. Bargaining Team Members. The Employer shall pay for
one (1) Employee per one hundred (100) bargaining unit members to attend
bargaining sessions for the negotiations of Collective Bargaining Agreement.
The Employees shall be paid for their regularly scheduled hours of work for the
time spent in bargaining.

If the Union bargaining team members exceed one (1) Employee per one
hundred (100) bargaining unit members the Union shall reimburse the Employer
based on the average hourly rate and average hours per day (based on FTE) of
all the members of the Union’s bargaining team.
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Article 36, Section 9. Installation of Cameras. The Employer-will notify the
Union: in writing when' a camera is installed. The Employer will include the: 1)

-work-location -and- location-of-camera(s)-within-the -work-location;~2)-anticipated

date that the camera(s) will be installed and operational; 3) information regarding
what area(s) the camera will cover; and 4) the job titles of the persons (non-
bargaining unit employees) who will have access to the camera’s “live” feed and
recorded information. The Employer will contact the employees in the work
location. where a camera will be installed. The: Employer will notify- such
Employees via e-mail with general information regarding the installation of the
camera(s) at that site. Information obtained from the cameras will not replace the
investigation process. The Union retains the right to grieve any action that is
grievable pursuant to the current Collective Bargaining Agreement when the
action is a result of information obtained froma camera.

ARTICLE 37
EXPENSE REIMBURSEMENTS

Article 37, ‘Section 1. Mileage Reimbursement Rate. The Employer shall
reimburse Employees at the current Internal Revenue Service rate for the
authorized use of their personal automobile for Employer business. If the
Internal Revenue Service rate changes during the term of this Agreement, the
rate shall subsequently be adjusted to that new rate.

Article 37, Section 2. . Temporary Assignments.. When an Employee is
temporarily assigned by the Supervisor to work at a clinic/location other than the
clinic/location to which he/she is normally assigned, mileage reimbursement shall
be paid -.for .the  distance between the Employee’s regularly assigned
clinic/location and the temporarily assigned clinic/location, on a round trip basis in
the following situations:

* The Employee leaves from his’her home (does not initially report to the
clinic/location to which he/she is normally assigned), travels to the temporarily
assigned clinic/location, and in-that same day returns to the clinic/location to
which he/she is normally assigned.

* The Employee leaves from his/her home (does not initially report to the
clinic/location to which he/she is normally assigned), travels to the temporarily
assigned clinic/location, and in that same day does not return to the
clinic/location to Wthh he/she is normally aSS|gned .but_returns to his/her
home.

* The- Employee reports to the cI|n|c/Iocatlon to- WhICh he/she is normally
-assigned, travels to the temporarily assigned clinic/location, and in that same
day returns to the cllmc/Iocatlon to which he/she is normally assigned.
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* The Employee reports to the clinic/location to which he/she is normally
assigned, travels to the temporarily assigned clinic/location, and in that same
day does not return to the clinic/location to which he/she is normally assigned,
but returns to his/her home.

Article 37, Section 3. Floats. When a float Employee is assigned more than
twenty-five (25) miles from his/her designated clinic/location, mileage
reimbursement shall be paid for the distance between the Employee’s reguiarly
designated clinic/location and the other clinic/location.

Article 37, Section 4. Cellular Telephone Reimbursement. If it is determined
that an Employee’s job responsibilities require the use of a cellular telephone, the
Employer shall furnish the cellular telephone and shall reimburse the Employee
for all business related telephone calls. In order to receive such reimbursement,
the Employee must submit an itemized statement of all cellular telephone
business related calis.

Article 37, Section 5. Cellular Telephone Ownership. Employees shall return
cellular telephones to the Employer if the Employee leaves employment with
Group Health, Inc., or if he/she moves to a position in which job responsibilities
do not require the use of a cellular telephone.

ARTICLE 38
UNIFORMS AND PROTECTIVE EQUIPMENT

Article 38, Section 1. Lab Coats. Employees who now have use of Lab Coats
shall continue to do so. Any other Employee whose uniform is soiled in the
course of his/her duties shall have use of a Lab Coat for the remainder of the
day.

Article 38, Section 2. Protective Apparel. The Employer shall provide
appropriate protective apparel in compliance with any regulations imposed.

Article 38, Section 3. Wearing Apparel Requirement. If the Employer
changes its present wearing apparel requirements, Employees affected shall be
given a six (6) month period of time to conform to the new requirement.

if the prescribed changes would result in a significant monetary impact on the
affected Employees, the parties shall meet to discuss alternative solutions.
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ARTICLE 39
SAFETY

Artlcle 39, Section 1. Safety Plan. Each clinic/location shall deveIop a safety
plan for its Employees.

Article 39, Section 2. Lighting Plan. Each clinic/location, with Employee input,
shall evaluate the adequacy of external clinic/location lighting. If it is determined
that potential hazards exist, the clinic/location shall develop and implement a
plan to address the identified issues.

Article 39, Section 3. Locked Space. If space is available, the Employer shall
provide Employees with a locked area for personal belongings. It may be
necessary that a single area be used by all Employees in the clinic/location.

Article 39, Section 4. Environmental Concerns. Indoor air quality and other
environmental concerns shall'be addressed within a reasonable period of time
once the Employer has been made aware of the issue. There will be no
discipline against any Employee for expressing his/her safety and/or workplace
environmental concerns. The Employer and the Union may mutually agree to
have an environmental concern evaluated by an outside agency and the
Employer shall pay for such evaluation. .

ARTICLE 40
PERFORMANCE MANAGEMENT

Article 40, Section 1. Policy. It shall be the policy of the Employer that
Employees receive feedback on an on-going basis.

Article 40, Section 2. Performance Evaluations. Information used in
performance evaluations shall be provided by individuals who know the
Employee's work.

Employees have the right to be informed of the categories of individuals who
provided input into their performance evaluation. Input from peers may be used
in the evaluation of Employees if voluntary on the part of the peer and the
Employee.

Article 40, Section 3. Input Into Other Employee’s Performance Evaluation.
If an Employee is asked and agrees to provide input into the performance review
of a physician or Supervisor, the Employee’s confidentiality shall be maintained.

Article 40 Section 4. Non-Disciplinary Meeting. The Employer shall not
conduct ‘an investigatory interview nor admlnlster discipline while conductmg a
performance evaluat|on
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ARTICLE 41
SUPERVISORS AND LEADS

Article 41, Section 1. Bona Fide Supervisors. The Employer recognizes the
fact that bona fide supervisory Employees are only those who have the authority
to hire, promote, discipline, discharge, or effectively direct the work of bargaining
unit Employees (other than those who do so in their professional capacity, as
defined by the National Labor Relations Act) and it is not the Employer's intent or
policy to establish jobs or job titles for the purpose of excluding such Employees
from the bargaining unit.

Consistent with this policy and intent, the parties recognize that work performed
by Employees in the unit(s) may also be performed on a limited basis by a bona
fide Supervisor. This shall not occur on a scheduled or regular basis except for
those positions identified in the National Labor Relations Board decision of May
15, 1980, Case Numbers 18-RC-12460, 18-RC-12461, 18-RC-12462, or where
the nature of a department or clinic/location requires unique staffing
assignments, (until such time when regular staffing practices can be
implemented). When the Employer identifies the need for a Supervisor who must
perform unit work as a regular part of his/her responsibilities, the Employer
agrees to meet with the Union to discuss the situation prior to implementation.
The Union shall have the right to appeal any such action through the grievance
procedure provided in Article 35.

Bona fide Supervisors shall not perform bargaining unit work except when
training Employees, temporarily filling in due to unforeseen workload
emergencies or because of unexpected absences of bargaining unit Employees.
The Employer shall make a reasonable effort to offer additional hours to
bargaining unit Employees who have requested to work additional hours and who
are available to work.

Article 41, Section 2. Working Supervisors. It is recognized by the parties to
this Agreement that the Employer's present operation necessitates the utilization
of working Supervisors. It is not the Employer's intent to utilize such working
Supervisors to dilute the bargaining unit. Such working Supervisors shall not
exceed twenty (20) at any time during the term of this Agreement.
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Article 41,-Section 3. Selection of Leads. There may be circumstances where
the lead responsibility has not been assigned within a particular clinic/location;
however, staffing levels-do-not-permit-the-addition-of-another-Employee to-the -
payroll of that clinic/location. In-such circumstances, the senior qualified
Employee from that clinic/location shall be offered such lead duties. If there are
no qualified and/or interested Employees at that clinic/location, the procedure
described in Article 9, Vacancies, Filling of Positions, shall be followed and the
least senior Employee in the classification and clinic/location affected shall be
involuntarily transferred to the resulting opening.

Any qualified Employee may be a lead.

Employees failing to perform their lead duties acceptably shall be counseled
about such shortcomings, and shall be subject to normal progressive discipline
steps, including the removal of lead duties, if such counseling does not result in
improved performance. If lead duties are removed, the Employee shall be
permitted to remain in his/her base position.

An Employee may request that he/she relinquish his/her lead duties. If a
vacancy exists within' the Employee’s classification, same or lower FTE Range,
and-work area, the Supervisor shall honor the Employee’s request. If no such
vacancy exists, the Employee shall be allowed to relinquish his/her lead duties
with the agreement of the Supervisor.

Article 41, Section 4. Duties of Leads. Outlined below is a description of the
role that a lead plays in directing the work of others. The'lead role is intended to
assist with day-to-day issues. The lead role is not intended to function
independently of the .Supervisor unless there has been prior discussion,
consultation, delegation, or direction, etc., between the Supervisor and the lead.
Leads, in consultation with the Supervisor, may write policies and procedures
that do not impact the Collective Bargaining Agreement or terms and conditions
of employment. Supervisors must “sign-off” on any policy and/or procedure that
has -been developed by the lead. Leads may participate -.in management
meetings unless terms and conditions of employment are being discussed.

For additional information regarding lead duties, refer to the 1998 document
created by the Labor Management Committee on Leads.

This Article describes the limits of that role as well as clarifying two levels of lead
positions. Managers and Supervisors can decide whether or not to delegate any
one of these responsibilities to a lead. The responsibilities of the lead may apply
to the involvement a lead has with both Employees. covered by the contracts
between Group Health, Inc and SEIU Healthcare.Minnesota and Local 12.

To qualify for Lead | pay'at one dollar and forty cents ($1.40) per hour, an
Employee must perform four (4) of the nine (9) tasks listed in boldface.
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To qualify for Lead Il pay at two dollars ($2.00) per hour, an Employee must
perform seven (7) of the nine (9) tasks listed in boldface. In the definition of
scheduling, it is understood that one (1) Employee departments where a back up
person fills in part of the work schedule is not eligible for the higher pay level.
For example: A one (1) Employee optical department with the optician working a
four (4) day week and a float Employee works the fifth (5th) day.

If an Employee is temporarily assigned lead duties, he/she shall be compensated
at Lead | pay.

Each March, the Supervisor shall review the lead tasks being performed by lead
Employees to determine the appropriate placement of the Employee in Lead | or
Lead Il or the removal of lead pay. If the Supervisor determines that the
Employee is not appropriately placed, the Employee shall be placed in the
appropriate leve! or the lead pay shall be removed.

Prior to the Supervisor implementing a decrease in or the removal of lead pay
received by the Employee, the Employee shall receive thirty (30) calendar days
notice.

The Employee’s Supervisor must send notification to the Human Resources
Department in order to qualify for the higher level of lead pay.

HIRING:
1. Recommends filling or not filling a vacancy or adding to staff.
2. Assists Supervisor in interviewing or in some instances conducts

interviews without involvement of a Supervisor.

3. Recommends hiring candidate to Supervisor.

4, May communicate offer of employment from Supervisor to candidate.

SCHEDULING:

1. Prepares staffing schedule.

2. Employees call lead if absent or late.

3. Coverage for planned and unplanned absences.

4. After the semi-annual vacation bidding process, grants daily vacation
requests.

5. Approves timecards completed by Employees.
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6. May approve worklng of overtlme if specnf' caIIy delegated by Superwsor
EVALUATION:

1. Documents performance.

2. After the performance review has been discussed with and approved

by the Supervisor, conducts the performance review with the
Employee.

PERFORMANCE MANAGEMENT:

1.

Documents performance.

2. Communicates to Employee that performance is deficient or
behavior is mappropnate

3. Coaches Employee in improving and setting workable goals (does
not include disciplining the Employee and could represent a step
prior to an oral reprimand).

4. Attends discipline discussion with Supervisor and Employee to provide
information relevant to the discipline, including attending grievance
hearings.

OTHER:

1. Assists in preparing unit budget.

2. Assists a Supervisor/Manager in work unit annual planning.

3. Assigns work.

4. Trains Employees and sets up and schedules training procedures
(not limited to leads).

5. Directs Employees.

Within the work unit, the Supervisor/Manager shall discuss with the lead(s)
his/her appropriate lead job functions as outlined above and that a lead-is not to

be assugned j0b functlons outside of those listed above.

In recognltlon of the responsnblllty of leads, they shall be given adequate time to

perform these duties.
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ARTICLE 42
ADOPTION BENEFITS

Article 42, Section 1. Policy. The Employer shall reimburse eighty percent
(80%) of all eligible expenses up to a maximum of two thousand dollars ($2,000)
per child incurred in the adoption of a child while employed by Group Health, inc.
(GHI).

Article 42, Section 2. Eligible Expenses. If both parents are GHI Employees,
only one Employee is eligible for this benefit. Eligible expenses include legal
fees, court fees, adoption agency fees, pregnancy expenses for the birth mother,
temporary foster care expenses, medical examination fees for the child, and
transportation fees for the child. Eligible expenses may be reimbursed when
custody is granted in anticipation of eventual legal adoption.

Article 42, Section 3. Eligibility. Employees shall not become eligible for this
benefit until ninety (90) calendar days after employment or the completion of the
Employee’s probationary period, whichever is longer.

Article 42, Section 4. Procedure. Employees must submit receipts for eligible
expenses along with proof of custody to the Human Resources Department.

ARTICLE 43
SEVERE WEATHER OR EMERGENCY CLOSING

Article 43, Section 1. Eligibility. The decision to temporarily close a
clinic/location shall be made by the Employer because of severe weather or an
emergency. In the case of severe weather, the decision to temporarily close a
clinic/location shall be based upon the weather conditions for the area in which
that clinic/location is located. Employees shall only be compensated as provided
below if a clinic/location has been closed or delayed opening through a decision
of appropriate management staff.

Article 43, Section 2. Notification. Every effort shall be made to communicate
decisions to temporarily close clinics/locations to the affected Employees at the
earliest opportunity.

Article 43, Section 3. Compensation When a Clinic/Location Closes or
Delays Opening. When a clinic/location closes or delays opening, Employees
who are sent home early shail be paid until the end of their normal shift. Those
Employees who are instructed not to report to work shall be paid for the hours
that they normally would have worked. Employees who report to work and are
required to stay even though there is a severe weather emergency or
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clinic/location closing shall be paid for the number of hours actually worked plus
the number of hours scheduled to work

Premium pay or temporary lead pay shall not be paid for hours not worked
because' of an emergency closing or. severe weather closing. Only normal pay
shall'be. paid for scheduled hours lost because of such situations.

Empl'oyees on prescheduled paid time off such.as personal holidays, vacation,
leave of absence, or medical education are not eligible for emergency closing
pay, but shall be paid as previously scheduled.

Article 43, Section 4. Compensation When a Clinic/Location Remains Open.
Employees who report to work within the first two (2) hours of their normal work
day shall be paid from their normal.start time. if an Employee is more than two
(2) hours late, he/she shall be compensated from.the time of arrival. If an
Employee is late or not able to. come to work because of a weather situation,
he/she may choose to use vacation, .personal holiday pay, or leave without pay.
Employees who request and receive permission to leave work early because-of
severe weather shall not be paid for such hours unless they use:vacation or
personal holiday pay. If the Employee does not use vacation or personal holiday,
the time shall be without pay. Severe weather shall be judged by the designated
management representative and is not personally defined.

ARTICLE 44
COMBINING JOB FUNCTIONS FROM DISTINCT CLASSIFICATIONS

The parties recognize that in certain circumstances gfﬁcie'n_t patient care can be
achieved .by combining tasks normally performed by persons in distinct job
classifications. In instances where the Employer determines that such a
combination of tasks is desirable, the parties shall meet to discuss the matter. If
agreement cannot be reached, it shall not be implemented.

It is the Employer's intention to place only Employees qualified to function in such
a capacity in such positions.

Employees within the bargaining unit shall not be laid off as a direct result of the
Employer undertaking such combination of functions.

Issues such as wage Ievel and seniority shall be negotiated by the partles before
such posntlons are established.
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ARTICLE 45
QUALITY CARE AND STAFFING COMMITTEE

In recognition of the significant changes in health care and in the interest of
collaboration, the parties agree to form a Committee to discuss issues of interest.
The Employer and Union shall establish a Committee comprised of four (4)
bargaining unit employees selected by the Union and four (4) representatives of
the Employer, one of whom shall be the Sr. Vice President, HPMG and Clinics.
Union staff representatives and other representatives of management may attend
the meetings if needed.

The Committee shall meet monthly, with agendas prepared in advance. The
Union and the Employer shall each designate co-chairs who shall be responsible
to manage the work of the Committee, including developing the agenda, and
completing the minutes. The meetings shall be scheduled for ninety (90) minutes
and the four (4) employee members of the committee shall have no loss of
compensation for time spent in the committee meetings. After each meeting, the
minutes of the meeting shall be posted in each clinic site. The Committee shall
be provided the information needed in order to perform its duties.

Examples of topics that could be addressed by this Committee include, but are
not limited to:

« Safe staffing and appropriate staffing levels

* Workforce retention

* Avoidance of layoffs

< Patient satisfaction and service

» Operational efficiency

* Quality of patient care

¢ Overall performance

ARTICLE 46
COPE CHECK-OFF

The Employer agrees to deduct and transmit to SEIU COPE, $__ per pay period
from the wages of those Employees who voluntarily authorize such contributions
on the forms provided for that purpose by SEIU Healthcare Minnesota. These
transmittals shall occur for each payroll period and shall be accompanied by a list
of the names of those Employees for whom such deductions have been made
and the amount deducted for each such Employee.
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ARTICLE 47
SUCCESSOR SHIP

In the event of a sale, of all or substantially all of the Employers assets, the
Employer agrees to the following: ’

1. The Union shall be notified, in writing, as soon as the Employer is
prepared to make the sale, where such notification is not prohibited by
non-disclosure or other constraints. In no case shall the Union be notified
less than forty-five (45) days prior to the effective date of the sale.

2. This Agreement shali be binding upon and inure to the benefit of any
successor or assign of the Employer.

3. Prior to taking any action described in this agreement, the Employer shall
comply with all its legal and contractual obligations regarding the
compensation and payment due and owing to Employee or the Union.

ARTICLE 48
LICENSED PRACTICAL NURSES

Licensed Practical Nurses (LPNs) shall not be assigned phone triage, but may be
assigned phone screening. The hours of work of LPNs shall not be affected
because they are unable to be assigned phone triage work.
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ARTICLE 49

TERM OF AGREEMENT

This Agreement shall be effective on the 11" day of February, 2011, and shall
remain in full force and effect from February 11, 2011, through January 31, 2014,
and shall be renewed from year to year thereafter subject to reopening by either
party upon ninety (90) calendar days written notice to the other party prior to
January 31, 2014, or any January 31, anniversary date thereafter.

IN WITNESS WHEREOQF, the duly authorized undersigned parties have hereunto

fixed their signatures.

Dated this Hﬂ. day of Qbﬁ chQ.»;/

, 2011,

GROUP HEALTH, INC.

&\,(Y\MJU, Wood

Lynelle Wood
Sr. Director, Labor Relations
and Human Resources Compliance

Michael J. DeLuca
Labor Relations and Human Resources
Compliance Consultant
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APPENDIX A
WAGE SCALES

Beginning effective February 1, 2011, through the term of the Agreement, the
wages for all Employees shall be increased in accordance with the salary ranges
from the minimum to maximum and salary increments as outlined in attached wage
schedule.

121



UNIT 1
WAGE SCALES EFFECTIVE 2/01/2011 - 1/31/2014

JOB TITLE - ___JOB TUNITTSALARY [ "EFF [ START | 6 MOS | 1 YEAR| 2 YEAR | 3 YEAR | 4 YEAR | 5 VEAR | 6 YEAR | 7 YEAR | 8 YEAR | 9 YEAR | 10 YEAR|
CODE GRADE | DATE |STEP1|STEP2| STEP3| STEP4 | STEP5 | STEP 6| STEP 7 | STEP 8 | STEP 9 | STEP 10| STEP 14| STEP 12
Ade 120030 1 U5 21720111 13.96 | 14.20 | 14.56_, 14.90 | 1522 | 1552 ' 1593 ; 1626 | 1665 | 17,03 | 17.36 | 17.76 |
[Aide 120030, 1 Us_ | 872011 | 3410 T 1434 ~ 1471 | 1505 | 1537 | 1568 | 1608 | 1842 | 1682 | 17.20 | 17.53 | 17.94
Aide 120030| 1 U5 | 2/1/2012 | 1424 | 1448 | 1486 | 1520 | 1552 | 1584 | 16.25_| 1658 | 16.89 | 17.37 | 17.71 | 18.12_
Aide N - 120030] 1 Us [eri/2012] 1438 | 1462 | 1507 | 1535 | 1568 | 1600 | 16.41 | 16.75 | 17.16 | 17.54 | 17.89 | 18.30_
Aide 120030 1 | U5 | 2/1/2013 | 1452 | 1477 | 1536 | 1550 | 1584 | 16.16 | 16.57 | 1662 | 17.33 | 17.72 | 18.07 | 18.48_
Aide 120030] 1 US| 8/1/2013 | 1487 | 1492 | 1531 | 1566 | 16.00 | 1632 | 1674 | 17.00 | 17.50 ! 17.90 | 1825 | 1866
Audioogist Assistant 1120598] 1 Us_ | 2/1/2011] 1429 | 1459 | 1490 | 15.25 | 1554 | 1587 | 1619 | 1656 | 16.89 | 17.20 | 17.57 | 17.94 |
Audiologist Assistant____ 1120899] 1 U6 | 8/1/2011| 1443 I 1474 | 1505 | 1540 | 1570 | 16.03 | 16.35 | 1673 ' 17.06 | 17.37 | 17.75 | i8.12
Audiologist Assistant 1120599 1 U6 | 212012, 1457 | 14.89 . 1520 | 1555 | 1586 | 1619 | 1651 + 18.80 | 1723 | 1754 | 17.93 | 1830
Audiologist Assistant 120599 1 U6 | e/i2012[ 1472 | 1504 | 1535 | 1571 | 1602 | 1635 | 1668 | 17.07 | 17.40 | 17.72 | 18.11 | 1848
Audiologist Assistant 120599] 1 UB__| 2/1/2013} 14.87 | 1518 | 1550 | 1587 | 16.18_| 1651 | 1685 . 17.24 | 1757 | 17.90 | 18.20 | 1856
Audiclogist Assistant 120599! 1 Us | 8/1/2013 | 1502 | 1534 | 1566 | 16.03 | 16.34 | 16.68 | 17.02 | 17.41 | 17.75 | 16.08 | 18.47 | 18.65
Building Engineer | 120540f 1 U4S | 2/1/2011 | 18,01 | 1833 | 1866 | 19.04 | 19.35 | 19.71 | 2003 | 2039 | 2078 | 2110 | 21,52 | 21.83
Building Engineer I - 120540]_ 1 Uas | 82011 [ 1819 | 1851 | 1885 | 1923 | 1954 | 1901 | 2023 | 2058 | 2069 | 2131 | 21.74 . 2215 |
Building Engineer | 120840( 1 U45 ] 2/1/2012{ 18.37 | 1870 | 19.04 | 19.42 | 1974 | 2011 | 20.43 | 2080 ' 2120 | 2152 | 2196 | 2237
Building Engineer | 120540] "1 U4s | 8/1/2012 | 1855 | 1889 | 1923 | 1961 | 1994 | 2031 | 20.63 | 21.01 | 2141 | 21.74 | 2248 | 2259
Buiiding Engineer | 120540, 1. Uas_ 1 2M/20131 1874 | 19.08 | 1942 | 19.81 | 20,14 | 20.51 | 2084 | 2122 | 21.62 | 21.96 | 2240 2382
Building Engineer i 120540{ 1 Ud5 | 81/2013 | 18.93 | 1927 | 19.61 | 20.01 | 2034 | 20.72 | 21.05 | 2143 | 2184 | 2218 | 2262 | 2305
Building Engineer it 120350 1 U3 | 212011 [ 23.54 | 24.06 | 24.46 | 2503 [ 2556 | 2610 | 2657 | 2714 | 27.65 | 2816 | 2875 | 2929 |
= Butiding Engineer Il N 1203501 U3 " | &/1/2011 | 23.78 [72430 | 2470 | 2528 | 2582 | 26.36 | 2684 | 27.41_| 27,03 | 2844 | 29.05 | 20.58
& Building Engineer | ___ 120350 1 U3 | 2/1/2012 | 2402 | 24.54 | 2495 | 2553 | 26.08 | 26.62 | 27.11 | 2768 | 2821 | 2872 | 3634 | 2988 |
Building Engineer I 120350, 1 U3__ [ 811/2012| 2426 ") 2479 | 2520 | 2579 | 26.34 | 26.89 | 27.38 , 27.96 | 28.49 | 2001 | 2963 | 30.18
Building Engineer II__ 120350 1 U3 "2M/a003 | 2480 | 2504 | 2545 | 2605 | 2680 | 27.16 | 27.65 | 2824 | 2877 | 2030 | 293 | 30.48
Building Engineer It 120350 1 U3 | 8/1/2013 | 2476 | 2529 | 2570 | 7631 | 26.87 | 27.43 | 27.93 | 2652 | 29.06 | 29.59 | 30.23 | 30.78

Cortified Medical Asst/Reg Medical Asst. [ 120550] 1 ud7__ | 211/2011 | 15.48 16.44 | 16.80 | 1714 | 17.49 . 17.89 | 1826
Certified Medical Asst./Regislered Medical Assl.__ | 120550 1 047 | 812011 | 1561 1660 | 16.97 | 17.31 | 17.66 | 18.07 , 18.44

Certified Medicai Aost/Registered Medical Asst, | 120550] 1 U47__ | 21/2012 ' 1577 1677 | 17.14 | 17.48 | 17.84 | 18.25 | 16.62

Certified Medical Asst/Registered Medical Asst. | 120550] 1 U47 | 81/2012 ] 1583 16.94 | 17.31 | 1765 | 18.02 | 1843 | 1881

Certified Medical Asst/Registered Medical Agsi,__| 120550 1 | _U47 .+ 2/1/2013 | 16,09 1711 | 17.48 | 17.83 | 18.20 | 1861 | 19.00

Certfied Medical Asst/Registered Medical Asst._ | 1205501 1 ya7 | "8n/2013| 16.25 17.28 | 17.65 | 18.01 | 18.38 | 1880 | 19.19

Certified Ophthalmic Assistant 120760] 1 Uda | 2712011 [ 1912 | 19.54 | 19.86 | 20.33 | 20.72 | 21.21 | 2174 | 2218 | 2259 2347 | 2395
Certified Ophthaimic Assislant____ [ 120760, 1 Ua_ 1 81/2011 ] 1931 , 1974 | 2016 | 20.53 | 20,63 | 2142 | 2196 | 2240 | 2282 2370 | 2419 _
Certified Ophthalmic Assistant 120760( 1 U4 " T71/20121 1950 | 1984 | 2036 | 2074 | 21.14 | 2163 | 2218 | 2262 . 23.05 23.94 | 2443
Certified Ophthaimic Assistant 1207601 1 | "U4 _T81/2012| 1970 | 2014 { 2056 | 20.85 | 21,35 | 21.85 | 2240 | 2285 | 2328 24.18 | 2467
Certified Ophihalmic Assistant 120760]__1 Tu4” 22013} 1980 T 2034 | 2077 | 2116 | 21.56 | 22,07 | 2262 | 2308_] 23.51 2442 | 2492
Cerlified Ophthalmic Assistant 120760 1 U4 | 6/1/2013 | 2010 | 20.54 | 20.98 | 21.37 | 21,78 [ 2229 | 22.85 | 2331 | 23.75 2466 | 2517
Custodian . ___]120060) Ut | 2172011 | 1349 | 1383 | 14.08 | 1444 | 1477 | 1502 | 1532 | 1583 | 1588 | 1623 | 1858 | 16.84 |
Custodian 1 120060] U1 _ [ 8172011 [ 1362 | 1387 ' 1423 | 1458 | 14.92 | 1517 | 1547 | 1579 | 164 | 1639 | 1675 | 17.01 |

16.55_| 1692 | 17.18
1672 | 17.09 | 1735 |

Ut 2/1/2013) 14.04 | 14.39 | 1466 | 1503 | 1537 | 1562 | 1584 | 16.27 | 16.62 | 16.80 | 17.26 | 17.52 |
/ 17.06 17.43 17.70

Custodian____ 120060, Ul 8/1/2012 | 13.80 | 14.25 | 14.51 | 14.88 | 15.22 | 1547 { 1578 | 1611 | 16.46

Custodian 120060}

1
1
Custadian 120060] 1 U 2/1/2012 | 13.76 14.114 1437 14.73 15.07 15.32 1562 | 1595 16.30
1
1
1

U1 8/1/2013 | 1418 | 14.53 | 1481 | 1518 | 1552 | 1578 | 18.10 | 16.43 | 156.79

Custodian 120060




€cl

UNIT1
WAGE SCALES EFFECTIVE 2/01/2011 - 13172014

JOB TITLE JOB_| UNIT] SALARY]| EFF | START | 6 MOS | 1 YEAR | 2 YEAR | 3 YEAR | 4 YEAR | 5 YEAR| 6 YEAR | 7 YEAR | 8 YEAR | 8 YEAR | 10 YEAR
CODE| | GRADE | DATE | STEP 1| STEP2 | STEP 3| STEP4 | STEPS | STEP 6| STEP 7| STEP 8 | STEP 8 | STEP 10 | STEP 41 STEP 12
Hospice Foma Heatth Assistant 122490] 1 US| 27172011 14.29 | 14.59 | 1490 | 1525 | 1554 | 15.8 1619 | 16.56 | 1689 | 17.20 | 1757 | 17.94
Hospice Home Health Assistant 122490) 1 U | &i/2011] 1443 | 1474 | 1505 | 1540 | 1570 | 16.03 | 16.35 | 1673 06 | 17.37 | 17.75 | 18.12
Hospice Home Health Assistant 122490] 1 US| 2/tr2012 | 14.57 | 14.89 | 1520 | 15.55 | 1588 | 18 16.51 | 16.80 23 | 1754 | 1793 | 18.30
ce Home Heakh Assistant 122430] 1 U6 | a/1/2012 | 1472 | 1504 | 1535 | 1571 | 16.02 | 16.35 | 1668 | 17.07 40 | 1772 | 1811 | 1848
Home Health Assistant 132490] 1 US| 2/1/2013 | 1487 | 1519 | 1550 | 15.87 | 16.18 | 1651 | 16.85 | 17.04 | 17.57 | 17.00 | 1820 | 18.66
Hospice Home Heaith Assistant 122490 1 Us 1 ar2013 | 1502 | 1534 | 1568 | 16.03 | 18.38 | 16.68 | 17.02 | 17.43 | 17.75 | 18.08 | 18.47 | 18585
Lab Assistant 122480] 1 USS | 2/11/2011] 14.53 | 1485 | 15.43 | 1547 | 1577 | 18.13 | 16.44 1743 | 17.46 | 17.83 | 1824
Lab Assistart 122480] 1 US5 | arf2011] 146 1500 | 15.28 | 1562 83 | 16.29 | 18.60 1730 |_17.63 | 18.01 | 1839 |
Lab Assistant 122480]__1 US5 | 2112012 | 14.83 | 1515 | 1543 | 1578 .09 | 1645 | 16.77 1747 | 1781 | 1849 | 1858
Lab Assistant 122480] 1 UE5__| &N/2012 | 1a. 1530 | 1558 | 15.94 25 | 1661 | 16.94 1764 | 17.99 | 1837 | 187
Lab Asdistant 122480] 1 U5 | 2172013 ] 1513 | 1545 | 1574 | 18.10 41 | 16.78 | 17.11 17.82 | 1847 | 18.55 | 18.8
Lab Assistant 122480] 1 UB5 ! 6/172013 | 15.28 | 15.60 | 15.90 | 16.26 | 1657 | 18.95 | 17.28 18.00 | 1835 | 18.74 | 19.94
Maintenance Assistamt 120410] 1 U2 | 2152011 1559 | 15. 1649 | 1657 | 1885 | 17.19 | 17.48 | 17.88 | 18.2 18.54 | 1895 | 19.34
Mainienance Assisiant 120410] 1 U2 | 8hr2011] 1595 | 16.03 | 1635 | 16.74 06_|_17.38 | 17.66 | 18.06 | 184 1873 | 1915 | 19.53
Maintenance Assistant 120410 U 72012 | 1591 | 16. 1851 [ 16.91 23 | 17.563 | 17.84 | 18.24 | 1863 | 18.62 | 1934 | 1%
Maintenance Assistant 120410 U 3/1/2012 | 16.07 | 16.35 | 16.68 | 17.08 40 [ 17.71 | 18.02 | 1842 | 1. 1941 | 19.53 | 19
Maintenance Assistant 120410 Tz /1/2013 | 16.23 | 1651 | 16.85 | 17.25 57 | _17.69_| 18.20 | 18.60 | 15. 1930 | 19.73 | 2013 |
Maintenance Assistant 120410 y2 /172013 ] 1639 | 16.88 | 17.02 | 17.42 | 17.75 | 18.07 | 18.38 | 18.79 | 19.20 | 1949 | 19.63 | 20.32
Madical AssistanSteriization Aide 120660] 1 US (2172011 ] 1429 | 1450 | 14.90 | 1525 } 1556 | 1667 | 1619 | 1656 | 1689 | 17.20 | 17.57 | 17.94
Medical AssistanySterfization Aide 120660 US| 8172011 | 1443 | 1474 | 15.05 | 1540 | 1570 | 1603 | 16.35 | 16.73 | 17.06 | 17.57 | 17.75 [ 18.1
Medical AssistanySteriization Alds 120660, US| 21112012 | 1457 | 14.89 | 1520 | 1555 | 15.86 | 16.1 1651 | 18.90 | 17.23 | 17.5¢ | 17.93 | 18.30
Megical Ass:stanyStanlization Aide 120660 U6 | &1f20m2} 1472 | 1504 | 1535 | 1571 | 16.02 | 16.35 | 16,68 | 17.07 | 174 17.72_| 18.11 | 18.48
Medica! AsustanySteriization Axde 120650 US| J1/2013) 1487 | 1549 | 1550 | 1587 | 16.18 | 16.51 | 1685 | 17.24 | 17.57 | 1700 | 1829 | 16.66
Medical Assistany/Sterilization Aide 120650] 1 U8 [ &/12013; 15.02 | 1534 | 1566 | 16.03 | 16.3¢ | 16.68 | 17.02 & 17.41 | 37.75 | 18.08 | 1847 | 18.85
0 ic/Optometric Assistant 121360] 1 Ut4__| 2112011} 17.23 | 1760 | 18.02 | 18.30 | 1866 | 19. 1944 | 1986 | 20.26 | 2068 1.06 1.48
[Opiheimic/Optometsic Assistart 121380] 1 Ui4_ | 8/1/2011| 1740 | 17.76 | 1820 ) 18.48 | 18.65 | 19.24 | 19.63 | 2006 | 2048 | 20.87 1.27 1.69
OphihaimicOptometric Assistant 121380) 1 Uia | 2/1/2012 | 17.57 | 17.96 | 18.38 | 1866 | 19.04 | 19.4 19.83 | 2026 | 2066 1.08 1.48 1.91
[ Ophthaimic/Optometnic Assistant 121380 1 Ute [ &172012] 17.75 | 18.14 | 18.56 | 18.85 | 18.23 | 18.62 | 20.00 | 2046 | 20.67 1.29 1.69_| 2213
Ophthamic/Optometric Assistant 121380] 1 U4 | 2172013 | 17.93 | 1832 | 18.75 | 19.04 | 1942 | 19.62 | 20.23 | 2066 | 21.08 1.50 101 | 235
Ophthaimic/Optometric Assistant 121380] 1 U4 8172013 | 9811 | 18550 | 1834 | 19.23 | 1961 | 20.02 | 2043 | 20.67 | 21.23 | 21.72 | 22.13 | 2257
Optcal Lab Assistant 123500 1 UGG, 2/1/2011] 1500 _ 1533 | 1566 | 1602 , 18.33 | 1669 | 17.01 | 17.38 | 17.73 ; 1808 | 1842 _ 1882
Optical Lab Assisiant 123500 1 Us6 | ertr201 1 15. 1545 | 1582 | 1618 | 1649 | 16.86 | 17.46 | 17.55 | 17.91 | 1824 | 1860 | 19.01
| Opficat Lab Assistant 123500 1 USE_ [ 211720121 1530 | 1563 | 1598 | 16.34 | 16,65 | 17.03 | 17.35 | 1773 | 1809 | 1842 | 1879 | 1920
Optical Leb Assistant 123500] 1 UBS | 6112012 ] 15.4 1579 | 1614 | 1650 | 1682 | 17.20 | 17.52 | 17.91 | 18.27 | 18.60 | 1898 | 19.39
Optical Lab Assistant 123500] 1 US5 | 2/i/2013 | 1560 | 1585 | 16.30 | 1667 | 1699 | 17.37 | 17.70 | 18.68 | 1845 | 16.79 | 19.47 | 1958
Opuical Lab Assistant { U6s | &/1/2013 1 1575 | 1641 | 1646 | 1684 | 17.16 | 17.54 | 17.88 | 1827 | 1863 | 1888 | 1936 | 19.78
.56
73
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UNIT 2
WAGE SCALES EFFECTIVE 02/0172011 - 01/31/2014

JOB TITLE

JOB | UNIT

EFF | START | 6 MOS | 1 YEAR| 2 YEAR | 3 YEAR | 4 YEAR | 5 YEAR | 6 YEAR | 7 YEAR | 8 YEAR | 9 YEAR | 10 YEAR

CODE GRADE | DATE | STEP 1| STEP2| STEP3 | STEP 4| STEPS | STEPG | STEP? | STEPS8 | STEP 9 | STEP 10 | STEP 111 STEP 12
Cardiology Technician 121860 U 21172011 | 17.05 | 17.56 | 18142 | 18,67 | 19.26 | 19.86 | 20.34 | 2085 | 21.38 | 2191 | 2246 | 2301
| Cardivlogy Techniclan 121860 U B/12011 | 17.22 | 17.74 | 18.30 | 16.88 | 1945 | 2005 | 2054 .06 159 | 2213 | 2268 | 23.24
Cardiology Technician 121860 u? /172012 |_17.38- | 17.92 | 1848 | 19.05 | 18.64 | 2028 | 20.75 21 1.81_ | 235 | 229 2347
Cardiology Technician 121860 UT: /172012 | 17.56 | 16.10 | 1866 | 19.24 | 19.84 | 2046 | 20.06 48 | 203 | 2571 | 2314 | 2390
| Crdiotogy Technician 121660 U 2M77013 | 17.74_|_16.28 | 18.85 |- 19.43 | 2004 | 20.66 | 2147 | 2169 | 2225 | 2280 | 233 2394
Cardiology Technician 121860| U7 /172013 | 17.52 1 1846 | 19.04 | 18.62 | 2024 | 20.87 | 21.38 | 21.91 | 2247 | 23.05 | 2360 | 24.18
Certified Ophthalmic Technician 120680} U9 | 2172011 | 26.79 | 27.34 | 27.63 | 2854 | 29.16 | 26.74 | 30.33 | 3093 | 31.49 | 32.14 | 32.78 3344
Certified Ophthatmic Technician 120680 U139 | &/1/2011| 27.08 | 27.61 | 28.21 | 28.83 | 29.45 | 30.04 | 3063 | 3124 | 31.80 | 32456 | 331 33,77
i i ick 120680 US| 2772012 | 27.33 | 27.69 | 28.49 | 2912 | 29.74 | 30.34 | 30.04 | 3155 | 3212 | 3278 | 33.44 34.11
120880 UIS [ 8/1/2012 | 27.60 | 2847 | 28.77 | 29.41 | 3004 | 30.64 1.25 | 31.87 | 3244 | 3311 [ 33.77 34,45

120680 U19 | 2172013 | 27.68 | 28.45 | 20.08 | 29.70 | 30.34 | 30.95 156 | 3249 | 3278 | 3344 | 3411 | 34.79 |
1206801 2 U19 ] @/172013 | 28.18 | 28.73 | 2935 | 30.00 | 3064 | 31.26 | 31.88 | 3251 | 3309 | 33.77 | 3445 | 35.14
120800 U20 | 2472011 | 27.99 | 28.58 | 29.21 | 2988 | 30.52 | 31.12 | 3169 | 3231 | 3297 | 3360 | 34, 34.89
120800 U20__ | 87372011 | 28.27 | 25.87 | 20.50 | 30.16 | 30.83 | 31.43 | 32.01 | 8263 ( 3330 | 33.84 | 3466 | 3534
120800 - U20 | 27172012 | 2855 | 29.16 | 29.80 | 30.46 | 31.14 | 31.74 | 3233 | 3295 | 3363 | 3428 | 35. 3569
120800 U20__| 81/2012| 28.84 | 29.45 | 30.10 | 30.78 | 31.45 | 3206 | 3265 | 33.29 | 33.97 | 3462 | 3538 | 36.05
120800 20| 251013 | 29, ! 1.76 | 32.38 | 3298 | 3362 | 34.31 | 3467 | 35 36.41

588_ 81112013 08 ] 32 ; X X X .

- | Certiied Orthoptist 120860 U52 | 2172011 | 2854 | 2908 | 2985 | 30.88 | 3178 | 32.73 | 33.70 | 3473 | 3578 | 35.63 | 3802 | 3912
Certified Orthoptist 120850 U52__| 8/1r2011 | 28383 | 29.37 | 30.25 | 3118 | 3240 | 33.06 | 34.04 | 3508 | 3614 | 3720 | 3840 | 3951
Cartified Orthoptist 120860 U52__| 21172012 | 2912 | 29.66 | 3055 | 31.50 | 3242 | 33.39 | 34.38-| 3543 | 38.50 | 37.57 | 3678 | 39.81
Certified Orthopfist 120850 US2_| /1720121 2941 | 29.06 | 3086 | 31.82 | 3274 | 3372 | 34.72 | 3578 | 3687 | 37.95 | 30.47 | 4031
Certified Orthoptist 120860 U52__| 2/1/2013 | 20.70 | 30. 3197 | 3214 | 3307 | 34.06 | 3507 | 3614 | 37.24 | 3833 | 3956 | 4071

Contact Lens Technician 122900 uss 21112014 | 21.69 2208 2243 2270 23.02 3.37 23.78 4.15 24.52 24.89 25.23 25.62
Contact Lens Technician 122500 uss B/172011 | 21.9% 2228 2265 22.93 2325 | 2360 24.02 4.39 24.77 25.14 2543 25.88
Contact Lens Technicien 122900 Uss | 212012 22.13 2250 | 2288 23.16 23.48 23.84 24.26 4.63 25.02 25.39 25.73 26.14
Contact Lens Technician 122900 uss 3/1/2012 | 22.35 pr A} 23.11 23.39 3.71 4.08 24.50 4.88 25.27. 25.64 25.89 26.40
Contact Lens Technician 122900 Use | 21013 | 22.57 22.9€ 23.34 2382 | 2385 432 || 24.75 25.13 25.52 25.90 28.25 26.68
Contact Lens Technician 122800 Us6 3/12013 { 22.80 | 231 23.57 23,86 4.19 4.56 25.00 25.38 25.78 26.16 26.51 26.93 .
Dental Assistant 120810 u2i 211720111 19.20 | 1965 19.98 20.41 20.90 21.43 21.82 235 2.79 .25 23.82 2424
Dental Assistant 120810 U21 ¥1/2031 | 19.39 _ 19.85 20.18 20.81 1. 21.64 22.04 2257 23.02 23.49 4.06 4 45
Dental Assistant 120810 U21- /172012 | 19.58 20.05 20.38 20.82 1. 21.88 228 2280 23.25 2372 4.30 4.69
120810 U21 3172012 | 19.78 20.25 20.58 21,03 1.5¢ 22.08 2248 23.03 2348 23.96 4.54 4.94
120810 U21 /172013 | 19.88 20.45 20.79 21.24 1. 22.30 2270 23.28 2.7 4.20 4.79 5.19
120810 U21 8172013 | 20.18 20.65 21.00° | ©21.45 1.97 22 52 22.93 2349 1.23.95 4.44 .04 25.44
121680 Usg 112011 | 2571 |- 26.23 26.83 27.40 27.99 28.57 29.18 20.7¢ 30.32 0.85 31.56 32.22
121680 Us9 /172011 | 25.87 28.49 .10 27.67 28.27 28.86 2945 30.03 | 30.62 .28 31.88 32.54
121680 Uss | 2172012 | 26.23 28.75 27.37 2785 28.55 29.15 29.74 3033 | 3083 57 32.20 32.87 |
121680 Us9 172012 | 26.49 27.02 .84 28.23 28.84 20.44 30.04 30.63 1.24 .89 32.52 33.20
121680 uss 21112013 | 28,75 2129 .82 28.51 20. 29.73 30.34 30.64 1.55 32.21 32.85 33.53
121680 U359 27.02 27.56 .20 28.80 29.42 30.03 0.64 31.25 1.87 32.53 33.18 33.87

/112013




€102/L18 z _|oi6zeh
1€z | o€z | 29ze | evee 21z | 0€Z | ee0c | [¥0z | 8002 | §96L | OE6) | 168 |€r02ilic | 9N 2 |oiezzt
8CEZ | vB2Z | Ovez | V6IZ | 1612 | 601z | (902 | i20c | 898, | BveL | L16L | elwy |cioziie | ein Z_|oreez)
S0€T | 192z @ Bl2Z | 21z | OFNT | @80Z | ZrOZ | JOOC | §96F | 0c6l | 66k | €584 |2i0zie | 9N Z _loeee) i
28 | 68z | 96712 | 05’12 | 6042 | L90¢ | L20Z | (86) | 6v6L : hLe6t | £.9 | Seeb |ioeni@ | BiA ¢ |06zt Tsierads poddng g
6622 | llzz ! bulz | 6271Z | 9902 [ [pOZ | Z00Z | Z06L | O66L | 268t | $5@L : Zi'@b | 110ae | ein Z |ovezel 1S|8138ds jioddng g,
08'Sz | 2€SZ | BL¥Z | 2wz | $8EC | 9z€2 | 9nEZ | ShZz | 202z | £h02/Li 69N 2_ 10L9E2) J3INpaYRS Qe
Ve52 | J0SC | ¥S¥Z | €0vZ | 0962 | T0EZ | £92Z | £¢ee | 08l | L0a/e | 69N Z_[orgeel 5jipayeg qe
6267 | 29vZ | OEbZ | 6i€e | lceZ | OBez | Lve 1022 | 8912 Zhoz/ii 690 2 _|ooezt 1anpaLRs e
Y06z | iGYe | B0bZ | S5ec | vise | 522 | BLw 612 | 1€1Z 2022 | eon ¢ loigezl J3[APSYIS GE]
z 6vZ | €Evz | z9€Z | ceee | I8z | Sfez | 464 ISz | eitz | Liozie | 6sn Z_|otgeet 18iNpoLDS aE
6292 | 98GC | €0GZ | v5%Z | 60WC | 95€Z | 60EC | 8922 | €hez | SL 9€'ic | 660z | Libe/iz | 69N Z_|019€Ezt J3NPOLIS QB
9Lve | ¢(Zwe | 4L€C | 2EEZ | 982 | OveZ | 9612 ! €S4Z | bLLZ | L90Z | LEOZ | L66L |£I0Z/LIB | wpD Z_|osvozl uBRNdQ qeY
\6vZ | e0vZ | ESEZ | BOEZ | €972 | BLeZ | BLIE | 2z | 0602 | v0Z | LvoZ | 126+ |Eibenz | Then Z_ (09¥02t ueBids qen
LTz 1 B8/CZ | OCE€Z | 98T | \vTZ | 96'lc | ¥5i2 | ML L .| 690C | IZ0Z | L66V | 156 |Ztozua | wen Z_|og¥0zt venndg qe
€0vZ | GGz | J0€e | €92 | BLeg | vZlZ | £el2 | 060z | 6v0C | 00z | 1281 | zesl |zioeiie | en Z__[09v0z1 Uenido qe
6L%C | 2tz | vBer | \weZ | 4612 [ 2SIz | zvle | 6902 | 6202 | Za6L | 156) | £L6F | Lioz//g | ven 2 |09v0zt UeBRds GeY
SS€Z | 60€2 . 1972 | 8122 | 5112 | €1z | L60Z | 6¥02 | 600z : /96l | 266 | v6e) | Liozir | wen 2 09v0zH UEondo Qe
£5'EZ €l2z | 9z | €Llz | €102 | B9'6L | 6Z8L | S8'BL | 8L ! LLQL | ELOZ/L/B| OLM | T |OVELZH] Nd 1 edidsoy
0t EC \ete | vp'lz [ B60Z | €6%6L | 6v6i | 016L | 898t | 628L | €641 |EL0zZ | OiA Z_|ovElzt: Nd 891650H
10°€T 69’12 | €212 | 440z | €16l | Oc6l | 168t | @ver | Legl | GLLL (2i0z8 | Otn Z__[ovElzt N1 80dsoH|
¥8%2Z | evee | 26T | BYIZ | 2011 | 9502 | €56+ | Vh6k | 2Zar | 068l | €64L | ISV | Zi0ziiz | o 2 _|ovEIZh Nd185ids6H ©
192z | O0zze | 0uie | ZZUZ | 1802 | 9602 | veel | 266 | €66 | 2i8L | SZZL | OvZb | ti0z/e | 080 T |ovEizZl Nd7 63d80R, ~N
662z | 86112 | BvIZ | 90'LZ | 0902 | 9102 | SL6l | €26l | SEGL | veZL | 2541 | €241 |tioenm | oin [ARCECTE) Nd 7 @0ldsoH -—
966C | 4€6c | 5882 | B28Z | ZLUT | \TUZ | 1492 | €29C | BO'GZ | 22SZ | 91T | LZVEZ | €VOZIMR | 2SN 2 |oozez) 111 181860Uy96 | S)§oubelponaU0Ral3
9967 | B0z | 9502 [ 0062 | SviZ | p6OZ | S¥SC | i65¢ | vrSz | L6ve | \ovz | eove | £v0ziiz | ish Z_|oozeey 1 1E185iGL38 ] dnsoubepeInauase;3
1€ 6/82 | 828 L4C | BVAZ | 19992 | 6182 | t£5¢ | 6VSZ | zive | izve | Ltz |cLogiife | ien Z_|o0ZEt NEIBOSHLES | Spsoubepainauaineg
80°6; 0592 | oo8z viz | 1692 | 1v9z | £6SZ | 9vGZ | vevZ | Bvwe | €0pZ | SSEC | 202 | 4en Z__iooceet 1/ ¥5BC165u8 | dxsoubeipainatiarmerg
6182 | zzer | elie \4Z | ¥992 | S1'8¢ | /9T | 1Z5C | 69ve | vZbZ | 6L€z | ZeEZ | LL0z/ME | 4GR Z__[oozeet T ¥E[BojouLps | JsouBEIpdINaUanaIg
0582 1 642 | Gviz 692 | 8207 | 68GZ | 2vGZ | 96%Z | Svve | 00VZ | S56C | 6DEz | 11022 | Zsn Z _00ZETL 11} 151BojouLi5s | SiiSouberpoinducioalg
T68C | 96@c | BLLT | ¥ZUZ | 1292 | BL'OZ | 19GC | 8KSZ | 99VZ | €2V | 2LEZ ! ECEC | £I02/M8 | Zin 2 |050021 11 1SIB0I0UP | 01iS0UBRIPQINGUOARIT
E99Z | 8082 | 0.z | 69z | Sv'sZ | €65 | evsz | E6Ve | ev¥e | 66€C | 6YEZ | O0EEZ | EL0ziie | Zin Z_|oso0zt 1 1€IBO0USA | JsGuBEIpaINBUGIDA(T|
_SEB | 08UT : EZUZ | 0,9 | 6L9¢ | /92 | Z1'5C | 85V | @vwzg | SL%c | Se€C | il | Zvoeive | zin ¢__|o80ozy 115I50/0ULB5 | soUBRIPAINBUBIIaT
L082 | 2677 i 9892 | ¥v'oz | ©6SZ | ev'Sc | 26¥Z | Wyve | vhEc | 15€z | 0%z  veez |zZiozhiz | EA Z_[0800Z} 11 18163{0U(33 | SSOuBEIPaINaloT5e1
6.4z | S¢ic | 8992 | 819 [ L9'SZ | 216z | L9vc | Ocve | 0/¢z | dzec | 0922 i 2e2Z | L0Z8 | Zin 2_ |080Dzk 11 5I66/0UI35 | SsoubeIpainalionserd
152 9692 | E€v'9T | T6'ST | ZvGZ | 26ve | evbe | 96%€2 | ivez | GOEZ | 4822 | 0lzz |Lloehiz | zin Z o800zt 11 151B0[0UY6 1, SRsoubEipaInauondald
06'/z | 6Tie | L2192 | lz9z | J9ST | WL'SZ | S9WZ | SL'bZ | Z9EZ | LeSZ | 692 } OZZZ | ELOZLB | LSN Z_ |008zzl 115150/0U13 | I1iSOUBBRIPQINGUCSOSI
€9z | 20UE | 0$9¢ | S6'SC : 2v'Se | 69bz | lvve | \@ec | 66ec | 88¢e | Lver | ®elz | tiozie | 1sn Z__[o0g2zh 11s(60/0uy98 ] oRsaubgpeiInauAGaIa
S€LC | SL9¢ | v29T | 89ST i LV | vave | Zive | i9€e | 9isc | G2z | scez | eIz |zwoene | TiER Z_|o0gzzl 1 181B0j8LY98 | JiSGUBEpoMeucIDalg
804z | 6¥Sz | @6SZ | vbSe i T6¥Z | Ovve | €6€c | ez | t6ef | 2ser | €oed | vouz |el6ziz | isn ¢ |oogezy 115180j0uySs | SiiStuEIpGIneUGIOe3
892 | €29Z | ZLGC  61ST | J9¥e | Giwz | 60z | icee | OLze | OteZ | @le | €51z | LioziiE | i5R 7 |00gzzs 1151B6i5iiL[38 ) SNSOUBRIPANEUGASHT
_vsez | iése LvST | vEve ! Ev'vr | 26€C | OVEZ | B62c | svec | 8022 | 6542 | ZhVE | Lwoeie | isn ¢ _|oogzzy 115iB0j0uy33 m_‘aa_uasmceﬁm_u
ZH d31S |11 d31S | 0L dIUS | 6 d3US | 8dILE (L dIUS | 9d3US | S JILS | P dALS | CdILS |2 d3IS L 4dlS | FIVG | 3GVES 3005
HY3A0L | MVIAG | MVIAE 1HVIA L [ UVIAS [HVIAS |MVIAY |HVIAC |HVIAZ | MVIAL | SONS | IHVIS | 443 | AMVIVS [LINA| 80T ERTET @.._

VIOZ/LE/0 - L10Z/L0/20 3AILO3 443 STTYIS IOYM
Z 1NN



L2l

UNIT 2 . -
WAGE SCALES EFFECTIVE 02/01/2011 - 01/31/2014

JOB TITLE EFF START | 6 MOS | 1YEAR | 2YEAR | 3YEAR | 4 YEAR | 5 YEAR | 6 YEAR | 7 YEAR | 8 YEAR | 8 YEAR | 10 YEAR

DATE [STEP1| STEP2| STEP3 | STEP4 | STEPS| STEP 6 | STEP 7 | STEP8 | STEP S [ STEP 10 { STER 11 STEP 12}

LPN /172011 | 17.23 17.57 17.94 18.35 18.73 19.15 | 20.16 20,60 21.08 1.49 21.98 2239 ¢

LPN /172011 | 17.40 12.75 18.12 18.53 18.92 19.34 | 20.36 20.81 21.27 .70 2220 2281 -
LPN /112012 | 17.57 17.93 18.30 18.72 18.11 18.53 2058 | 21.02 21.48 .92 2242 284
LPN /172012 | 17.75 18.11 18.48 18.91 19.30 19.7: 20.77 1.23 21.69 22.14 22.64 23.07
LPN /112013 | 17.93 18.29 18.68 18.10 19.49 19.9; 2088 1.4 21.81 22.36 22.87 23.30
LPN 3/172013 | 18.11 18.47 18.85 19.29 19.68 20.1 21.18 1.65 22.13 22.58 23.10 23.53
Madical Esthetician Y 21172011 | 14.80 15.26 15.73 16.22 18.72 17.0€ 17.57 18.10 18.64 19.20 19.78 20.37
Medical Esthetician J 3/1720% 14.95 1541 15.89 18.38 |- 16.89 17.23 17.75 18.28 18.83 19.39 19.98 20.57
Medical Esthetician U 21172012 | 15.10 15.56 | 16.05 16.54 | 17.06 17.4 17.83 18.46 18.02 19.58 20.18 20.78
Medical Esthetician 125350 U76 | 8/1/2012 1 15.25 15.72 16.21 18.71 17.23 17. 18.11 18.64 19.21 18.78 20.38 20.89
Medical Esthetician 125350 u7e 2/1/2013 | 15.40 15.88 16.37 16.88 17.40 17. 18.29 18.83 18.40 19.88 20.58 .| 21.20
Medical Estheticlan 125350 U78 . 3/1/2013 { 15.55 16.04 18.53 17.05 | 17.57 17. 18.47 19.02 19.59 20.18 20.78 |- 2141

Medical Lab Techniclan 120050 2/172011 | 10.05 19.42 1976 | 20.11 20.61 20.97 1.45 21! 22.30 278 23.50 3.80
Madical Lab Technician 120050 /172011 | 18.24 19.81 19.86 20.31 20.82 1.18 1.66 22 2.52 22,98 2.74 4.14
Medical Lab Technician 120050 /112012 | 19.43 19.81 20.16 20.51 1.03 1.39 | 21.88 22.35 2.75 23.22 23.98 4.38
Medical Lab Techniclan 120050 /172012 | 19.62 20.01 20.36 20.72 1.24 1.60 210 22. 22.98 23.45 2422 4,62
Medical Lab Technician 120050 /172013 | 19.82 |- 20.21 { 20.58 20.93 1.45_| 21.82 2232 2280 21 2368 24.48 4.87
Medical Lab Technlcian 120050 3/1/2013 | 20,02 20.41 20, 21.14 21.66 22.04 22.54 | °23.03 23.44 23.92 24.70 5.12

; = : H
Non-Certified Ophthatmic Technician 120670 uis /172011 | 20.34 | 20.77 1.12 21.58 2.04 2246 22.90 3.32 23.88 24.29.| 2479 25.3%
Non-Cenrtified Ophthatmic Technician 120870 u18 17201 20.54 20.91 1.33 21.78 2.2% 2268 23.13 23,55 24.12 24.53 25.04 25.56
j i 20870 U18 Y1012 1 20.75 21, 1.54 2200 22.48 22.9% 23.36 23.79 24.38 24.78 2529 25.82
Technician 20670 u1s /172012 | 20.96 21.4¢ 1.76 22 270 23.14 23.59 4.03 | 2460 | 2503 25.54 25.08
Non-Certified Ophthaimic Technician Nquo_ 211201 21.17 ! . . . . .| .. 28.34

Non-Certified Ophthalmic Technician 20870 172013 | 21.38 X
imic Ph er - ‘Nc:j 2 U 21172011 | 24.97. | 2548 25.98 28.50 27.03 21.57 28.11 28.71 | 29.25 2391 30,52 1.12
Ophthalmic Photographer 120110 s 120111 2522 | 2571 | 2622 | 2677 | 27.30 | 27.85 | 2839 | 29.00 | 2954 | 30.21 | 3083 1.43
Ophtha'mic Photographer 12011 U 1012 | 25.47 25.97 28.48 27.04 27. 28.13 28.87 23.29 20.84 30.51 1.14 .74
Ophthalmic Photographer 12011 U 172012 | 2572 | 2623 | 26.74 | 27.31 | 27.85 | 2841 | 28.06 | 2058 | 30.14 | 30.82 1.4 .06
Ophthalmic Photographer 12011 U /112013 | 25.98 26.49 27.01 27.58 28.13 28.69 29.25 29.88 30.44 31.13 1.7 32.38
Ophthalmlc Photographer 12011 U /172013 | 26.24 26.75 . . . . . . X A

24,53

ician - 120280 2 - . . X . .. A 2
Optician 120280 2 u1? 3M/2011 | 2095 | 21.38 21.78 n2 22.68 23.13 23.55 4.09 4.91 25.03 254 26.05
Optician 1202801 2 utr 2111201 1.16 1.57 .00 22.44 .89 23.36 3.79 4.33 4.78 25.28 25.7: 28.31 |
Optician 120280 2 u17 3117207 1.37 1.79 222 2268 23.12 23.59 4.03 4.57 25.01 25.53 25.99 28.57
Optician 120280] 2 U7 /17204, 1.58 .| 22.01 244 22.89 .35 23.83 4.27 4,82 25.26 25.79 258,25 26.84
pticia 120280] 2 . | - 23, . . 5 | X . .

24.78
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APPENDIX B
AGREEMENTS

Following are agreements between the parties in effect during the term of the 2011-
2014 Collective Bargaining Agreement. It is understood that the terms of these
agreements may be subject to change or repeal.

* Pharmacy discount for in stock over-the-counter products at any
HealthPartners pharmacy

« Discount for eyeglasses and contact lenses

* Discount for Refractive Surgery
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Letter of Understanding
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This Letter of Understanding is made and entered into by and between Group
Health, Inc., hereinafter “Employer,” and SEIU Healthcare Minnesota, hereinafter

| “Union,” regarding the use of staff model clinics on a fee for service basis.

. FOR THE EMPLOYER

e

v \, g
Lyne‘e Wood

Sr. Director, Labor Relations and
Human Resources Compliance

The Employer agrees that, if available, Employees represented by SEIU Healthcare
Minnesota and their dependents may receive medical and dental services at GHI
staff model clinics on the pre-established fee for service basis.

FOR THE UNION

A &

Kevin Kuehn
Business Representative

, 2005

‘ . .
. Dated this 95 day of A el
!
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zo= HealthPartners:

Corporate Office: Mailing Address:

8170 33rd Avenue South P.0. Box 1309

Bloomington, MN 55425 Minneapalis, MN 55440-1309
healthpartners.com

January 29, 2002

Julie Schnell

President

SEIU Healthcare Minnesota
675 Stinson Blvd. Suite 200
Mpls. MN 55413

Dear Julie,

This letter is to confirm the parties understanding regarding work on Christmas Eve
in the Central Lab. My understanding is that Central Lab’s current practice is
Employees do not work past 6:00 or 6:30 p.m. on Christmas Eve. If the Employer
were to schedule Employees differently on Christmas Eve with the result that
Employees work past this time, prior to any implementation, the Employer will meet
with the Union to discuss the application of Article 20, Section 1.

Sincerely,

il

Lynelle Wood
Sr. Director, Labor Relations and Human Resources Compliance

b

Qur mission is to improve the bealth of our , our and the cc ity.

P
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s HealtiiPartnerS°

Corporate Office: Malling Address:

8170 33rd Avenuo South P.0. Box 1309

Bloomington, MN 55425 Minneapolls, MN 55440-1309
healthpartners.com

February 7, 2002

Julie Schnell

President

SEIU Healthcare Minnesota
675 Stinson Blvd. Suite 200
Mpls. MN 55413

Dear Julie,

This letter is to confirm the understanding that was reached during the negotiations
for the 2002-2005 Collective Bargaining Agreement regarding eligibility
requirements for Building Engineers for Educational Assistance.

The parties have agreed that erhployees in the Building Engineer | and Building
Engineer Il classification can access Educational Assistance without meeting the
current requirement under Article 30, Section 1 of attending a course that is
credited, e.g., an employee taking a welding class at a vocational school.

Sincerely,

SUTIYS

Lynelle Wood
Sr. Director, Labor Relations and Human Resources Compliance

b

Our mission is to improve the health of owr s, our patients and the ity.

133



Zu= HealthPartners®

Corporate Offlce: Mailing Address:

8170 33rd Avenue South P.0. Box 1309

Bloomington, MN 55425 Minneapolis, MN 55440-1309
healthpartners.com

November 23, 2004

Kevin Kuehn, Business Representative
SEIU Healthcare Minnesota

675 Stinson Bivd.

Suite 200, Minneapolis, MN 55413

Dear Kevin,

This letter is to confirm the understanding between the parties that was reached
during bargaining for the 2005-2008 Collective Bargaining Agreement to create a
Task Force regarding PeopleClick, the Human Resources electronic tool for
submitting bids for vacancy postings.

The Task Force will discuss opportunities such as future training to help employees
become proficient in the use of PeopleClick.

Sincerely,

8\ ;

Lynelle Wood
Sr. Director, Labor Relations and Human Resources Compliance

Qur mission is to improve the health of our members, our patients and the community.
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