MEMORANDUM

Agenda Item No.  14(a) (7)

TO: Honorable Chairwoman Rebeca Sosa DATE: November 5, 2014
and Members, Board of County Commissioners

FROM: R.A. Cuevas, Jr. SUBJECT: Resolution approving and
County Attorney ratifying the 2014-2017
Collective Bargaining
Agreement with the

Service Employees
International Union, Local
1991, Professionals,
representing certain
employees working

at the Public Health Trust

The accompanying resolution was prepared and placed on the agenda at the request of Prime
Sponsor Commissioner Audrey M. Edmonson.

R.A. Cudvas. Ir. ¢
County Attorney

RAC/Imp



TO: Honorable Chairwoman Rebeca Sosa DA’E‘E: November 5, 2014
and Members, Board of County Commissioners

Re. !
N T
FROM: R. A. Cudvas, It. 5 SUBJECT: Agenda Item No. 14(a) (7)

County Attorney

Please note any items checked.

“3.Day Rule” for committees applicable if raised
6 weeks required between first reading and public hearing

4 weeks notification to municipal officials required prior to public
hearing

Decreases reventues or increases expenditiires without balancing budget
Budget required
Statement of fiscal impact reqguired

Ordinance ereating a new board requires detailed County Mayor’s

/ report for public hearing

_ No committee review
Applicable legislation requires move than 2 majority vote (Le., 2/3’s ‘ ,
3/5%s , U1aNimouns ) to approve

Current information regarding funding source, index code and available
balance, and available capacity (if debt is contemplated) required




Approved Mayor Agenda Ttem No.14 (A} (7)
Veto 11-5-14

QOverride

RESOLUTION NO.

RESOLUTION APPROVING AND RATIFYING THE 2014-
2017 COLLECTIVE BARGAINING AGREEMENT WITH
THE SERVICE EMPLOYEES INTERNATIONAL UNION,
LOCAL 1991, PROFESSIONALS, REPRESENTING
CERTAIN EMPLOYEES WORKING AT THE PUBLIC
HEALTH TRUST

WHEREAS, the President and staff of the Public Health Trust of Miami-Dade County
(“PHT”) which operates the Jackson Health System have negotiated in good faith with
representatives of the Service Employees International Union, (“SEIU”) Local 1991,
Professionals, which is the duly certified collective bargaining agent representing bargaining unit
members of the SEIU Local 1991, Professionals that are working at the PHT; and

WHEREAS, such negotiations have resulted in a tentative agreement between the PHT

and the SETU Local 1991, Professionals, a copy of which is attached hereto and incorporated
herein by reference; and

WHEREAS, the President and the Board of T1:ustees of the PHT desire to accomplish
the purposes of this tentative agreement between the PHT and the SEIU Local 1991,
Professionals, and recommend that the tentative agreement be approved and ratified, as set forth

in the attached memorandum, which is incorporated by reference; and

WHEREAS, on November 3, 2014, the Board of Trustees of the PHT adopted
Resolution No. PHT 11/14-079 that accepts the attached tentative agreement and requests that
this Board approve and ratify the attached tentatively agreed upon 2014-2017 Collective

Bargaining Agreement with the SEIU, Local 1991, Professionals; and
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WHEREAS, Chapter 25A of the Code of Miami-Dade County provides that the PHT
shall not be authorized to enter into a contract with a labor union or other organization
representing employees without first having obtained the approval of the Board of County

Commissioners (“Board”); and

WHEREAS, in addition, Miami-Dade County and the PHT have a joint employer
relationship under state public employee relations laws, Chapter 447, Florida Statutes, as

determined by the Florida Public Employees Relations Commission; and

WHEREAS, as such, the PHT does not have the independent authority to enter into
labor contracts, and the County, as a matter of state law, is a party to and is bound by the

contracts with the PHT s labor unions,

NOW, THEREFORE, BE IT RESOLVED BY THE BOARD OF COUNTY
COMMISSIONERS OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby
approves and ratifies the attached 2014-2017 Collective Bargaining Agreement with the SEIU,
Local 1991, Professionals, for the period from October 1, 2014 thrqugh September 30, 2017, in

substantially the form attached hereto and made a part hereof.

The Prime Sponsor of the foregoing resolution is Commissioner Audrey M. Edmonson.
it was offered by Commissioner , who moved its adoption. The motion
was seconded by Commissioner and upon being put to a vote, the vote

was as follows:
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Rebeca Sosa, Chairwoman
Lynda Bell, Vice Chair

Bruno A. Barreiro FEsteban L. Bovo, Jr.
Jose "Pepe” Diaz Audrey M. Edmonson
Sally A. Heyman Barbara J. Jordan
Jean Monestime Dennis C. Moss
Sen, Javier D. Souto Xavier L. Suarez

Juan C. Zapata
The Chairperson thereupon declared the resolution duly passed and adopted this 5" day
of November, 2014. This resolution shall become effective upon the earlier of (1) ten (10) days
after the date of its adoption unless vetoed by the County Mayor, and if vetoed, shall become
effective only upon an override by this Board, or (2) approval by the County Mayor of this

Resolution and the filing of this approval with the Clerk of the Board.

MIAMI-DADE COUNTY, FLORIDA

BY ITS BOARD OF
COUNTY COMMISSIONERS
HARVEY RUVIN, CLERK
By:
Deputy Clerk
Approved by County Attorney as i: N
to form and legal sufficiency.
Eric A. Rodriguez / Fugene Shy
—



MEMORANDUM

DATI: November 35,2014

TO: Honorable Chairwoman Rebecca Sosa
and Members, Board of County Commissioners

FROM: Darry! K. Sharpton .
Chairman, Board of Trustees of the Public Health Trust

RE: 2014-2017 Collective Bargaining Agreement by and among Miami-Dade County, the Public
Health Trust and Service Employees International Union, Local 1991, Professionals Bargaining
Unit {Approximately 777 Employces)

Recommendation

It is recommended that the Board of County Commissioners (Board) approve and ratify this 2014-2017 Collective
Bargaining Agreement by and among Miami-Dade County, the Public Health Trust (PHT) and Service Employces
International Union (SEIU), Local 1991, Professionals Bargaining Unit. This Apgreement covers approximately
seven hundred and seventy-seven {777) employees of the PHT.

On November 3, 2014, the President & CEO of the PUT reported that the PHT had reached tentative agreements
with the leaders of SEIU Local 1991 and AFSCME 1363, The CEO’s memorandum ontlined the highlights of the
agreements and iIs attached. :

On November 3, 2014, the Board of Trustees of the Public Health Trust passed and adopted Resolution No, PHT
11/14-079, accepting the attached Agreement and forwarding it to the Board for ratification. A copy of the
resolution is attached hereto and incorporated herein by reference.’

The Agreement is scheduled for ratification by the bargaining unit from November 5, 2014 through November 7,
2014. I respectively request that the requirements of Resolution No, R-130-06 be waived to place the Agreoment
before the Board for consideration and ratification so that it may become effective as soon as possible after
ratification by the bargaining unit,

Scope )
The impact of this agenda item affects all full-time and part-time employees, and eligible per diem employees of

the Jackson Health System that are members of the SEIU Local 1991 — Professionals Bargaining Unit.

Fiseal Impact/Funding Sowrce

Tha fiscal impact of this Agreement would be $6,141,552 for the three (3) year term of the Agresment. It wounid be
funded from operating revenues as documented in the PHT financial statements. Tn no event would capital
revenues, including proceeds from any general-obligation bond, be used to fund this Agreement.

Track Record/Monitor
Monitoring and implementation of labor contracts is overseen by Maria Huot-Barrientos, Senior Vice President and
Chief Human Resources Officer. '
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and Members, Board of County Commissioners
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Background
This Agreement is a produet of good-faith negotiations between management’s negotiating team and SEIU. The

parties have agreed to forego previously negotiated ferms in the 20112014 Collective Bargaining Agreement,
which were due to be effective September 30, 2014, These terms included the previously negotiated step increases,
bi-weekly contribution to the Flexible Benefits Plan, and annual contribution to the Flexible Benefits Plan
(collectively referred to as the “snap backs™). The other proposed changes, which are outlined below, significantly
aid the PHT i meeting its strategic goals while rewarding employees for their remarkable professional
commitment and previous financial sacrifices,

Terms of Agreement _
This is a three (3) year Agreement covering the period of Ociober 1, 2614 through September 30, 2017. The
following represents the major provisions of the Agreement;

Axrticle II §§1-2 — Recognition
Per diem employees who average twenty (20) or more hours weekly are included as bargaining unit members with
limited contzact rights.

Article XTI §3 — Salary lucrenses

All bargaining unit members hired prior to April 1, 2014, and active and employed on September 30, 2014, shall
receive a one-time lump sam payment in the amount of 2% of their base pay for total hows worked, excluding
overtiine with the exception of scheduled overtime (i.e, 4/3 employees), during fiscal year 2013-2014. There will be
no Cost of Living Adjustment (“COLA") during fiscal years 2014-2015 and 2015-2016. No [ater than May 1, 2016
either party may reopen negotiations regarding a potential COLA increase for the 2016-2017 fiscal year.

Article XT §4 — Step Increnses

Effective October 1, 2014, a new pay scale will bo implemented, changing the rate of progression through the steps,
and changing the variation between steps to 4.2%. All full-time and regular part-time employees who were
employed duving the preceding collective bargaining agreement will receive credit for time setved towards
progression to the next step on the new step schedule. Step eligible full-time and regular pari-time employees will
advance a step (“transition step™) on the new pay scale. An additional step (“alignment step”) wilt be given to any
employee whose step is less than 1.5% or any employoe whose Longevity step is less than 2%, Employees who did
not teceive an alignment step, and who missed three (3) or more steps during fiscal years 2012, 2013, and 2014, or
who missed their Longevity step by greater than forly-eight (48) months will also advance an additional step
(“compression step™).

Avrticle XX §5 — Shift Differontial -

Effective the fitst pay period following final ratification of this Agresmont, evening shift differential will increase
from $3.64 to $4.00 per hour, night shift differential will increase from $3.64 to $6.00 per hour, and weekend shift
differential will increase from $2.25 to $2.75 per hour,

Article XT §11 — Correctional Health Services
Bargaining unit members who are employed at Correctional Health Services (CHS) will be paid a five percent (5%)
ptemium on base salary. This CHS premlum pay is only applicable for time spent working at CHS.

Article XIT §11 —~ Administrative Leave
Beginning October 1, 2014, the annual holiday administrative day will be prospectively restored.

Article XIV §9 — Educational Bonus

All full-time employees who are not required by JHS to have a Master’s degree but earn one on or after October 1,
2014, in thelr grea of practice shall receive a one-time bonus of $1,040.00.

7



Honorable Chairwoman Rebeeca Sosa
and Meinbers, Board of County Commissioners
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Article XVII §3 - Furloughs _
In the event it is financially necessary, system-wide frloughs may be implemented.

Article XIX ~ Group Insurance

Eligible employees will be given the option of enrolling in the Jackson First health insurance plan in
addiiion fo the currently available options. There will be no co-pays and/or deductibles for services
performed af Jackson facilities (except emergency care, which would mirror the cther HMO plan co-
pays), or by any physician with admitting privileges at Jackson Health System. For individual employees
electing the Jackson First employee-only option there will be no premium contribution for the term of the
Agreement. Jackson First plan participants shall also have access fo a dedicated tclophone line for
scheduling appointments,

Article XXX — Empowerntent Programs

A Labor Management Partnership Agreement will be established with the goals of mmproving quality
health cave, assisting the PHT in achieving and maintaining leading performance, and improving the
workplace. A Senior Partnership Committee cousisting of no less than four (4) members each of the PHT
executive level sty S] the union will meet nto less than twice per quatter to discuss strategic issues of

Darryl K. Shaff I /

Chairman
Board of Trustees of the Public Health Trust



TO:

Jackson e

HEALTH SYSTEM

Miracles madz c&uﬁj

ﬂonorable Carlos A. Gimenez
Mayor .

Honorable Rebe.ca Sosa, Chairworman
and Members, Board of County Commissioners

Darryl K. Sharpton, Chairman
and Members, Public Health Trust Board of Trustees

FROM: Carlos A. Migoya :

President & Chief Executive Officer

DATE: November 3, 2014

RE:

Labor Agreements

1 am pleased to report that Jackson Health System reached tentative agreements Friday with the
SEIU and AFSCME leaders whose bargaining units represent most Jackson employees,
contingent upon approval by the employees, the Public Health Trust Board of Trustees, and the
Board of County Comumissioners. After many months of hard work, these three-year contracts
represent a good balance between two urgent priorities: offering competitive compensation that
attracts and retains world-class caregivers while also ensuring Jackson’s financial and
operational future is sustainable.

Highlights of the new agreements include:

Immediate one-time payments for nearly all Jackson employees who have been
employed since at least April 1, 2014, equivalent to 2 percent of base salary.

A modernized step system that provides annual salary growth for early-career
employees, when turnover is traditionally higher. Raises would be less frequent for some
employees later in their careers, but with salaries that are still competitive in our market.
Salary inereases tied to each employee’s anniversary date, retroactive to October 1, 2014.
These raises are dependent upon the details of each union contract, and non-union
employees’ raises will be equivalent on-average. : : ,
New health insurance options that give employees more control over their out-of-pocket
medical coats, including a new “Jackson First” plan that encourages more employees to
use Jackson facilities and features dependent premiums approximately 42 percent lower
than our standard HMO and no copays for any service excepi emergency rooms, urgent
care, anid durable medical equipment. -
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The contracts are being forwarded to you through the legislative process, along with otir request
.to have them considered this week. Members of the bargaining unit are holding appmpnate
ratification elections, as well.

We are fortunate to have a workforce that cares deeply about J ackson’s community mission and
sacrificed deeply for years to preserve that mission. Thanks to extensive collaborative
discussions with union leaders, we believe these tentative agreements represent a rational,
forward-thinking approach to compensation for 218-century healthcare workers.

If you have any questions, please feel free to call me.

¢: - Martha Baker, President, SEIU Local 1991
Vivienine Dixon-Shim, President, AFSCME Local 1363



Agenda Ttem 4 (d)
Special Public Health Trust Board of Trustees
November 3, 2014

RESOLUTION NO. PHT 11/14— £/ 7. ?

RESOLUTION APPROVING THE 2014-2017 COLLECTIVE BARGAINING
AGREEMENT BY AND AMONG MIAMI-DADE COUNTY, THE PUBLIC
HEALTH TRUST AND THE BERVICE EMPLOYELRS INTERNATIONAL
UNION (SEIU), LOCAL 1991, PROFESSIONALS, AND FORWARDING SUCH
AGREEMENT TO THE BOARD OF COUNTY COMMISSIONERS TOR
RATIFFCATION  CONTINGENT  UPON SEfU, LOCAL 1991,
PROFESSIONALS SUBSEQUENT RATIFICATION

(Muark T. Knight, Executive Vice President and Chief Financial Officer, Jackson Health
Systent)

WHEREAS, the President and staff of the Public Health Trast have negotiated in good faith with
representatives of the SEIU, Local 1991, Professionals which is the duly certified collective bargaining agent
representing bargaining wnit members of the SEIU, Local 1991, Professionals employed by the Public Health
Trust; and

WHEREAS, such negotiations have resulted in a proposed Collective Bargaining Agreement, a copy of
which is attached hersto and incorporated herein by reference; and

WHEREAS, the proposed Collective Bargaining Agreement is scheduled for ratification by SEIU, Local ~—
1991, Professionals from November 5, 2014 through Novembsr 7, 2014; and

WHEREAS, because of the time sensitivily of this matter, the President recommends that the Board of
Trustees of the Public Health ‘Trust approve tite proposed Collective Bargaining Agreement contingent upont SEIU,

Local 1991, Profzssionals ratification; and

/!
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-Page 2-

WIHEREAS, the President and the Board of Trustees desire to accomplish the purposes outlined in the
accompanying memorandum and recommend approval of the proposed Collective Bargaining Agreement and to
forward the same to the Board of County Commissioners for ratification, contingent upon SEIU, Local 1991,
Professionals subsequent ratification.

NOW, THEREFORE, BE IT RESOLVED BY THE BOARD OF TRUSTEES OF THE PUBLIC
HEALTH TRUST OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby approves the Collective
Bargaining Agreement by and among Miami-Dade County, the Public Health Trust, and the Service Emplovee
International Union (SEIU), Local 1991, Professionals for the period of October 1, 2014 through September 30,
2017, forwards the Collective Bargaining Agreement to the Board County Commissioners of Miami-Dade County
for ratification, contingent upon the subsequent ratification by SEIU, Local 1991, Professionals, and directs the

President or his designee to take such action as necessary to seek such ratification.
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The foregoing resolution was offered by Marcos Lapeiuc and the motion was seconded by Mojdeh L.
Khaghan as follows;

Joe Arriola Aye .
Mojdeh L. Khaghan Aye

Marcos Jose Lapoiuc Aye

Irene Lipof Abscnt

Ralph G. Patino Aye

Darryl K. Sharpton Aye

Carlos Tnyjilio Aye

' The Chairpsrson thereupon declared the resolution duly passed and adopted this 3™ day of November 2014,

PUBLIC HEA] /L) TRUS’I‘ or MIAMI-})ADE COUNTY, I‘LOR]])A

I?leLlpéfVWary / % é T

Approved by the Miami-Dade County Attorney’s Office as to form
and legal sufficiency ‘fj’xﬂu
é’%"’f—:‘{")

)
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DATE: November 3, 2014

TO: Darryl Sharpton, Chairperson
and Members, Public Health Trust Board of Trusiees

FROM: Mark T. Knight
Executive Vice President and Chief Financial Officer

RE: 2014-2017 Collective Bargaining Agreement between Miami-Dade County, Florida, The
Public Health Trust and Service Employees International Union Local 1991,
Professionals Bargaining Unit

Recommendation

It is recommended that the Board of Trustees of the Public Health Trust (PHT) approve this 2014-2017
Collective Bargaining Agreeinent between Miami-Dade County, Florida, The Public Health Trust (PHT)
and Service Employees International Union (SEIU) Local 1991, Professionals Bargaining Unit, and
forward such agreement to the Board of County Commissioners of Miami-Dade County for ratification
contingent upon SEIU Local 1991, Professionals’ subseguent ratification. This Agreement covers
approximately seven hundred and seventy-seven (777) employees of the PHT,

Scope
The impact of this agenda item affects all full-time and part-time employees, and eligible per diem

employees of the Jackson Health System that are members of the SEIU Local 1991 — Professionals
Bargaining Unit. .

Fiscal Impact/Funding Scurce
The fiscal impact of this.Agreement would be $6,141,352 for the three (3) year term of the contract. It

would be funded from operating revenues as documented in the PHT financial statements. In no event
would capital revenues, including proceeds from any general-obligation bond, be used fo fund this
programn.

Track Record/Monitor
Monitoring and implementation of labor contracts is overseen by Maria Huot-Barrientos, Senior Vice

President and Chief Human Resources Officer.

Background
This Agreement is a product of good-tarzh negotiations between managcment’s negotiating team and

SEIU. The parties have agreed to forego previously negotiated termis in the 2011-2014 Collective
Bargaining Agreement, which were due to be effective September 30, 2014, These terms included the old
step increases and bi-weekly contributions to the Flexible Benefits Plan, collectively refermred to as the
“snap backs”, The other proposed changes, which are outlined below, significantly aid the PHT in
meeting its strategic goals while rewarding employees for their remarkable professional commitment and
previous financial saciifices.

)4



Terms of Agreement
This is a three (3) year Agreement covering the period of October 1, 2014 through September 30, 2017.

The following represents the major provisions of the Agreement:

Article JXI §§1-2 — Recognition
Per diem employees who average twenty (20) or more hours weekly are included as bargaining wnit
members with limited contract rights.

Axticle X1 §3 — Salary Increases

All bargaining unit members hired prior to April 1, 2014, shall recetve a one-tite lump sum payment in
the amount of 2% of their base pay for total hows worked, excluding overtime with the exception of
scheduled overtime (i.e. 4/3 employees), during fiscal year 2013-2014, No later than May 1, 2016, either
party may reopen negotiations regarding a potential COLA increase for the 2016-2017 fiscal year,

Article X1 §4 — Step Increases

Effective October 1, 2014, a new pay scale will be implemented, changing the rate of progression through
the steps, and changing the variation between steps to 4.2%. All full-time and regular part-time employees
who were employed during the preceding collective bargaining agreement will receive credit for time
served towards progression to the next step on the new step schedule. Step eligible full-time and regular
part-time employees will advance a step (“transition step”) on the new pay scale. An additional step
(“alignment step™) will be given to any employee whose step is less than 1.5% or any employee whose
Longevity step is less than 2%, Employees who did not receive an alignment step, and who missed three
(3) ar more steps during fiscal years 2012, 2013, and 2014, or who missed their Longevity step by greater
than forty-sight (48) months, will also advance an additional step (“compression step™).

Article XT §5 — Shift/Weekend Differential

Effective the first pay period following final ratification of this Agreement, evening shift differential will
inerease from $3.64 to $4.00 per hour, night shift differential will increase from $3.64 to $6.00 per hour,
and weckend shift differential will increase from $2.25 to $2.75 per hour.

Article XX §11 ~ Correctional Health Services '

Bargaining unit members who are employed at Correctional Health Scw.tces (CHS} will be paid a five
percent (5%} premiwn on base salary. This CHS premium pay is only applicable for time spent working
at CHS.

Article XTI §11 — Administrative Leave
Beginning October 1, 2014, the annual holiday administrative day will be pmspectwely restored.

Article XIV §9 — Educational Bonns
All fuil-iime employees who are not required by JHS to have a Master’s degree but earn one on or after
October 1, 2014, in theif area of practice shall receive a one-ime bonus of $1,040.00,

Axticle XVII §3 — Furloughs
In the event it is {inancially necessary, systemewide furfoughs may be implemented.



Article XIX - Group Insurance

Eligible employees will be given the option of enrolling in the Jackson Fnst Plan in addition to the
existing benefits afforded under the proceding agreement. For individual employees electing the Jackson
First employee only option of the Jackson First Plan there will be no premium contribution for the term of
the Agreement.

Article XXX — Empowerment Programs

A Labor Management Partnership Agreement will be established with the goals of improving quality
health care, assisting the PHT in achieving and maintaining leading performance, improving the
wotkplace. A Senior Partnership Committee consisting of no less than four (4) members each of the PHT
oxecutive level staff and the union will meet no less than twice per quarter to discuss sirategic issues of
the Partnership,




CQLLECTIVE BARGAINING AGREEMENT

BETWEEN

MIAMI-DADE COUNTY, FLORIDA

THE PUBLIC HEALTH TRUST
AND
LOCAL 1991

THE SERVICE EMPLOYEES INTERNATIONAL UNION
(PROFESSIONALS BARGAINING UNIT)

OCTOBER 1, 20144 — SEPTEMBER 30, 20147




ARTICLE | - PREAMBLE
ARTICLE Il - PURPOSE
ARTICLE Il - RECOGNITION
Section 1. Recognition
Section 2. Probationary and Per Diern Employees
ARTICLE IV - UNION-MANAGEMENT COOPERATION
Section 1. Union-Mahagement Cooperation
Section 2. Emp[oyee—l\/lanagemen't,Conferen’ce Commitice.
Section 3. Membership
Section 4. Dues Deduction
Section 5. Non-Discrimination
: Section 6. Bulletin Boards
Section 7. Copies of Documents
Section 8. New Employée Orientation
ARTICLE V - NOTIFICATION, CONSULTATIONS AND NEGOTIATIONS
Section. 1. Prevailing Benefits Clause
Section 2. Notification, Consultations and Negotiations
ARTICLE VI - UNION REPRESENTATION
Section 1. Union Representatives
Section 2. Grievance Representation
Section 3. Released Time
Section 4. Adjustment of Grievance
ARTICLE VIl - GRIEVANCE PROCEDURE
Section 1. Resolution of Grievances
Section 2. Definition
Section 3. Procedure
Section 4. Amended Procedure for Certain Grievances
Section 5. Class Grievances
Section 6. Time Limits
Section 7. Employee Obligation
Section 8. Employer Responses
Section 9. Exclusions
ARTICLE VHI - ARBITRATION
ARTICLE IX - DISCIPLINARY ACTION
Section 1. Just Cause
Section 2. Procedure
Section 3. Reprimands
‘Section 4. Hearing Pursuant to the Hearing Examiner System
Section 5. Grievance Procedure
ARTICLE X - HOURS OF WORK AND OVERTIME
Section 1. Work Hours
Section 2. Overtime
Section 3. Work Week
Section 4. Time Schedules
Section 5. Hours of Work and Overtime
Section 6. Job Basis Employees
Section 7. Alternative Schedules
Section 8. Rotating Shifts
Section 9. Consecutive Shifts
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Section 10. Flexible Hours for Higher Degree Education
Section 11. Public Holidays

ARTICLE Xi - SALARIES
Section 1. Pay Day
Section 2. Paycheck Errors

- Section 3. Salary Increases

Section 4. Step Increases
Section 5. Shifti\eekend Differential
Section 8. On-Call Pay
Section 7. Call-In Pay
Section 8, Uniform Allowance
Section 9. Special Wage Provisions _
Section 10. Annual Differential and Specialty Pay Parity Adjustments
Section 11. Correctional Health Services
Section 12. Per Diem Pay

ARTICLE Xil - STAFF DEVELOPMENT
Section 1. Clinical Certification
Section 2. Financial Aid
Section 3. Staff Development Programs
Section 4. In-Service and Career Development Program
Section 5. Conferences

ARTICLE XIil - VACATION AND LEAVE
Section 1. Personal Leave Day Program
Section 2. Extended lliness Leave
Section 3. Vacation Requests
Sectoion 4. Holiday Requests
Section 5. Leave Without Pay
Section 6. Bereavement Leave
Section 7. Military Leave
Section 8. Voting
Section 9. Jury Duty
Section 10. Leaves for Union Business
Section 11, Administrative Leave

ARTICLE XIV - EMPLOYMENT PRACTICES

Section 1. Probationary Periods
Section 2. Lounge Areas
Section 3. Work in Higher Classification
Section 4. Classification Appeal
Section 5. Employee's File:
Section 6. Evaluation of Work Performance
Section 7. Promotions
Section 8. Longevity Bonus
Section 9. Educational Bonus-Gedifications
Section 10. Reference Books and Periodicals
Section 11. Parking Facilities
Section 12. New Equipment and Procedures
Section 13. Drug Discount
Section 14. Tuition Reimbursement
Section 15. Job Specification Language
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Section 16. Rubella and Hepatitis-B Vaccine
Section 17. Injuriés, Rehabilitation and Reorientation
Section 18. Child Care/Elderly Care
Section 19.. Scope of Practice
Section 20. Clinical Social Worker Licensure Exam
Section:21. Refefraland Recriitment Incentive Program
ARTICLE XV-VACANCIES, TRANSFERS, REASSIGNMENTS, UNIT MERGERS AND
Section 1. Shift Transfers, Posting and Filling of Vacancies and Reasmgnments
Section 2. Unit Mergers
ARTICLE XVI - ORIENTATION AND CROSS-TRAINING
Section 1. Orientation
Section 2. Cross-training
ARTICLE XVII — REASSIGNMENT, LAYOFFS, RECALL AND REEMPLOYMENT
RIGHTS
Section ‘1. Befinitiens
Section 2. Reassigninent Procedures
Section 4:3. Layoft Procedure
Section 24. Recall Procedure
Section 35. Furloughs :
ARTICLE XVHI - CONTRACTING OUT
ARTICLE XIX - GROUP INSURANCE
ARTICLE XX - EMPLOYEE REPRESENTATION ON COMMITTEES
ARTICLE XXI - SAFETY AND HEALTH
Saction 1. General Recognition
Section 2. Joint Health and Safety Committee '
Section 3. New Practices and Procedures
Section 4. Protection from Respiratory Hazards and Infectious Diseases
Section 5. On the Job Assault .
Section 6. Security
Section 7. Safe Patient Handling and Minimal Lit Team -
ARTICLE XXil - MANAGEMENT RIGHTS AND SCOPE OF THIS AGREEMENT
ARTICLE XXIll - TOXICOLOGY AND ALCOHOL TESTING
ARTICLE XXV - PHYSICAL AND PSYCHOLOGICAL IMPAIRMENTS
ARTICLE XXV - ASSIGNABILITY OF CONTRACT
ARTICLE XXVI - MISCELLANEOUS '
ARTICLE XXVII - STRIKES AND LOCKOUTS
ARTICLE XXVIil - TERM OF__AGREEN!ENT
ARTICLE XXX - PENSION BENEFITS
ARTICLE XXX - EMPOWERMENT PROGRAMS
‘Seciion 1. Labor-Management Partnership Agreement
Section 2. Empowerment and Efficiencies
APPENDIX A — PUBLIC HEALTH TRUST PROFESSIONAL CLASSIFICATIONS
APPENDIX B ~ REASSIGNMENT- PROGEDUREPER DIEM.PAY
APPENDIX C — SALARY SCHEDULE
APPENDIX D — INSURANCE PLANS
SIDE LETTER 1 - STATUSES NOT COVERED BY THE COLLECTIVE BARGAINING
AGREENMENT
SIDE LETTER 2 - PHARMACISTS
SIDE LETTER 3 - SOCIAL WORKERS

RO
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SIDE LETTER 4 -~ MEDICAL. TECHNOLOGISTS
SIDE LETTER 5 - DIETITIANS '
SIDE LETTER 6 - NUCLEAR MEDICAL TECHNOLOGISTS
SIDE LETTER 7 - MEDICAL RECORDS PRACTITIONER
SETTLEMENT AGREEMENTS AND MEMORANDA OF UNDERSTANDING
SustainabiliydointEflcieney
Clinical Practice Pharmacists and Clinical Hospital Pharmacists
Grant Funded
Speech Therapists Weekend Call Back Pay
Aopendi-A-frmendment
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ARTICLE 1 — PREAMBLE

This Agreement is entered into on £ by and between the

Public Health Trust (PHT) and Miami-Dade County, Florida (County), hereinafter vreferred
to as the Employer, and Local 1991 Service Employees International Union, hereinafter
referred to as the Union, for the period October 1, 28412014 through September 30,
20442017, subject to ratification by the Union membership and approval by the Public
Health Trust and the Board of County Commissioners of Miami-Dade County, Florida.

All new or amended provisions contained in this Agreement shall be effective the
beginning of the first pay period immediately following final ratification and approval by the
Board of County Commissioners, unless a different effective date is specifically provided
for in the affected article.

ARTICLE |l - PURPOSE

It is the purpose of this Agreement to promote and expand harmonious relationships
between the Employer and Employees represented by the Union; to provide, where not
inconsistent with the Constitution, Charter, Statute, Ordinance or Personnel Rules, for the
salary structure, fringe benefits and employment conditions of the employees covered by
this Agreement. Both parties agree that they share the responsibility to provide
uninterrupted care to patients and citizens of Miami-Dade Cotinty. :

In addition to standards of performance adopted by the Public Health Trust, including, but
not limited to, appropriate audit methodologies, the Employer recognizes its obligations
under the Department of Professional Regulations and Professional Standards as

developed by the Joint Commission on Accreditation of Healthcareé Organizations:

(JCAHO) and the New Standards for Performance Improvement.

Upon ratification and approval, the provisions of this agreement will supersede Personne!
Rules or Admirisrative Orders and/or other rules and regulations in conflict herewith. The
Employer retains the right to establish through Administrative Order or Personnel Rules
practices or procedures, which do not violate the provisions of this confract.

ARTICLE lil - RECOGNITION

Section 1. Recognﬁti_on

1. The Bargaining Unit covered by this Agreement, as stated in PERC Certificate
Number RC-96-016, is as follows:

INCLUDED: All full-time and regular part-time health—related professional
employees inchiding per diem employees who average (20) or more: hours weekly
who are employed by the Public Health Trust in classifications included under
Appendix A. (DEFINITION: Regular part-time means those individuals who work 40

hours or more per pay period for at least six months continuously.)

EXCLUDED: All managers, supervisors, confidential employees as defined in the
Act nurses, physicians, dentists, ali-ron-health-care-professionals; and all other
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employees of Jackson Memorial Hospital/Public Health Trust of Miami-Dade
County.

This Agreement applies to all “Included” bargaining unit members regardless of their
status (exempt, permanent, probationaty, grant funded) except as described in
paragraph 2 below.

The parties agree fhat in the event the Public Employees Relations Commission
jssuss a Final Order in'RC-2014-026 rnodifying the bargalning unit composition to
include _additional_classifications of ‘non-health related professionals (Company
'300Y, ihe terms anc conditions of employment contaified in this agreement shall
automatically apoly.fo the emplovess, and the parties will reopen this Agreement to
negotiate .wages and_other terms and- conditiens of employment for ihese

individuals.

2. Article VII, VI, 1X and XV only shall nat apply to probationary employees or those
still in the initial six month hiring period.

3. It is agreed that if and when new position classifications are created by the
Employer, questions of inclusions or exclusion within the Bargaining Unit shall be
seitled in accordance with State law.

Secfion 2. Probationary and Per Diem Employees

Probationary non-permanent employees shall continue to be governed in all respects by
the Code of Miami-Dade County, Florida, Personnel Rules, Pay Plan, and other
regulations in effect prior to the execution of this Agreement; and there shall be no change
in any of the wages, benefits hours or terms and conditions of employment of such
employees except as a result of this Agreement.

Within the meaning of the above paragraph, the following proviSiéns only shall not apply to
probationary employees: Article 1X, Sections 1, 2 (D), 3, 4 and 5 and Article X1V, Section
B6(E). Only the following prévisions shall apply to per diem employees: Articles 111 IIE IV

V: VI X1, Sections 1, 2. 37,5, 6,8, 10, & 12 Xl Sections 7, 8.& 9. X1V, Sections 2,5, 6

{A.B.C, D, H), 10,11, 12,48, 15, 16,8 17 XVk XX KXV XXy 2RV XXV arnid
XXV, Atticles Vil and VIl shall only apply to alleqed contract violations.,

ARTICLE IV - UNION-MANAGEMENT COOPERATION

Section 1. Union-Management Cooperation

It is recognized that regular meetings between the Employer and the Union are desirable
in order to deal with matters of mutual concemn as they arise and to improve employee-
management cooperation.

Section 2. Employee-Management Conference Committee

A. The Employer's management, jointly with the elected representatives of the Union,
shall establish a Conference Committee to assist in solving mutual personnel and
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other employee-management problems not involving grievances, or matters within
jurisdiction of any other Labor Management Committees.

B. The purpose of the Committee is to foster improved relations between the Employer
and the Union.

C. The Committee shall be on a permanent basis and shall consist of four (4)
representatives of management and four (4) representatives of the Union. Persons
serving on this committee should be at a level to represent the parties’ interests.

D. This Committee will meet monthly. Each party will submit an agenda of topics fc be
discussed at least five (5) calendar days prior to the scheduled meeting. Only
subjects appearing on the agenda will be discussed unless business of an
emergency nature is added by mutual consent.

E. Within the authority of the representatives, both parties will make every effort to
implement any agreement or plan, which results from these meetings. If unable to
implement, the representatives will make appropriate recommendations.

F. It is the objective of the Employer to pay salaries that are competitive in the local

' area. To this end, salaries will be discussed by this Committee whenever requested
by either party.

Section 3. . Membership j

A Quarterly, the Employer will provide the Union with a printout and/or disk of the job
title, department, unit and salaries of all the employees in the bargaining unit. With
written authorization from the employee, the Employer shall provide addresses and
phone numbers. The Employer will provide the Union with access fo the files
maintained in the Personnel Office from which the Union may obtain information
concerning the name, title, classification, step and salary of every member of the
bargaining unit. In addition, the Employer will furnish the Union with a monthly list of
all terminated and newly hired employees in the represented bargaining unit.

B. The Union will have one thousand (1000) copies of this agreement printed and the
Employer will reimburse the Union for 50% of mutually agreed upon cost, The Union
will provide the Employer with fifty (50) copies. The Union will distribute copies of
this Agreement to all employess in the bargaining units.

Section 4. Dues Deduction

A. Upon receipt of a properly executed written authorization from an employee, the
Employer agrees to deduct the regular Union dues of such employees from their
biweekly pay and remit the same to the Union within fourteen (14) calendar days
from the date of the. deduction. The Union will notify the Employer, in writing, thirty
(30} days prior to any change in the regular Union dues deduction as provided by
law. Any employee may revoke the Union dues deduction as provided by law.
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B. Upon receipt of a properly executed written authorization from an employee, the
Employer agrees to deduct COPE contributions from an employee’s biweekly pay in
the amount designated by the employee and remit the samie to the Union within
fourteen (14) calendar days from the date of deduction. The Union will notify the
Employer, in writing, thirty (30) days prior to any change in the regular COPE dues
deduction as prowded by law. Any empioyee may revoke the COPE dues
deduction upon written authorization.

C . The Union agrees to indemnify and hold the Employer harmless against any and all
claims, suits, orders or judgments brought or issued against the Employer as a
result of any action taken or not taken by the Employer under the provisions of this
section.

Section 8. Nonr-Discrimination

There shall be no discrimination against any employee by the Employer or the Union
because. of race, color, sex, creed, national origin, age, marital status, disability, sexual
oriefitation, political affiliation or Union membership or activity covered or described under
this Agreement. There shall be no discrimination shown between equally qualified
employees in work assignments, training, transfers, evaluations, promotions, layoff and
recall, education and tuition assistance.

All employees covered by this Agreement shall be protected in the exercise of the right to
join and assist the Union, or to refrain from such activity; to designate representatives for
the purpose of processing grisvances and to engage in other lawful activities for the
purpose of collective bargaining or for the purpose of implementing any other rights
provided under the Public Employees Relations Act or other pertinent laws, or the
provisions of this Agreement.

Section 6. Builetin Boards

The Employer agrees to provide a suitable number of bulletin boards or bulletin board
space for exclusive Union use. There will be at least one (1) board per patient care unit
and/or work site/area and additional others to be mutually determined.

Section 7. Copies of Documents

The Employer will provide the Union with a copy of all manuals, job descriptions, personnel
policies and administrative rules and regulations that are applicable to the bargaining unit.

Section 8. New Employee Orientation

The Union and the Employer shall work cooperatively to ensure that the Union
representatives shall have an opportunity to address/contact new employees about the
Union and to provide them with a copy of the Collective Bargaining Agreement and a list of
Union officers and representatives.

ARTICLE V - NOTIFICATION, CONSULTATIONS AND NEGOTIATIONS

25

TA PHT : SEIUTA




Section 1. Prevailing Benefits Clause

Any benefits recognized by the Employer and heretofore enjoyed by the employee, which
are not specifically provided for or abridged by this Agreement, shall continue under
conditions upon which they have previously been granted.

Section 2. - Notification, Consultations and Negotiations

The Employer shall notify the Union in writing of any proposed changes in personnel
policies or practices which affect the conditions under which employees work. Whenever
possible, such written notification shall be provided the Union at least four (4) weeks in
advance of the proposed implementation of the changes. If requested by the Union within
ten (10) days of its receipt of such notification, the Employer will meet with the Union to
discuss the proposed changes and to negotiate in good faith over the impact of such
changes on unit eniployees.

Examples of changes which entitle the Union to such notification include but are not limited
to the following: The PHT or the County merging with or acquiring other hospitals or
agencies; changes in job descriptions, specifications, qualifications or evaluation system;
new of changed job classifications; changes in the Employer's policies and procedures,
work or disciplinary rules; changes in shift starting and quitting times; plans for opening or
acquiring new units or reassignment of personnel; and such committee recommendations
as the Employer wishes to implement even where the Union was represented on the
committee making the initial recommendations. ‘

Nothing in this article shall diminish the right of the Employer to take action described in
the Management Rights and Scope of this Agreement Article XXIL.

ARTICLE VI - UNION REPRESENTATION
Section 1. Union Representatives

The Union has the right to select its representatives to carry out the activities permitted by
this Agreement, and will furnish the Employer with a list of elected officials and unit
representatives for designated purposes within thirty (30) days after the execution of this
Agreement. The Union will keep such lists current.

Section 2. Grievance ;_Representaﬂ'on

The Employer recognizes the right of the Union to appoint not more than fifleen (15)
representatives at JMH and satellite facilities for the purpose of assisting employees in the
adjustment of grievances under the terms of this Agreement. In the event of an expansion
of the bargaining unit above the number of employees in the unit at the execution of this
Agresment, the Employer agrees that the Union shall be allowed to appoint one (1)
additional representative for each sixty (60} additional bargaining unit employees.

Section 3. Released Time
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A With prior approval from the employee's supervisor, time off with pay shall be
aliowed to the Union representatives assigned to regular shifts to allow for
participation in activities described in Articles IV, V, VI, VIE, VL, IX, XV, XVIH, XIX,
and XX of this Agreement, Approval will not be unreasonably withheld.

B. No employee shall be paid for such time unless regularly scheduled to work at a
time when such activities are going on; nor shall schedules be changed to allow
paid time for such activities. In unusual circumstances, request for schedule
changes may be submitted by Unit representatives for approval by their supervisor
or schedule changes may be made by the Employer. However, in order to
encourage participation of night-shift employees in the activities detailed in Section
A, night-shift employees who spend two (2) hours or more in any day attending
such activities shall be given a maximum of two (2) hours off their regular shift with

pay.

C. Up to ten (10) bargaining unit members will be allowed time off with pay for contract
negotiations. Up to an additional five (5) bargaining unit members will be allowed
time off without pay for contract negotiations. Approval will not be unreasonably
‘withheld. The Union will make every effort to elect employees from various hospital
centers. i

Section 4. Adjustment of Grievance

it is agreed and understood by both parties that unit representatives designated by the
Union may, without loss of pay, process grievances during working hours. An employee
representative; before leaving the work area to transact appropriate Union-Employer
business during working hours, shall first obtain permission from the appropriate
supervisor. When it is necessary to contact an employee in another area, the
representative will contact the appropriate supervisor to arrange an appointment with the
cancerned employee(s). Permission will be granted by either supervisor as a matter of
discretion but shall not be unreasonably withheld. The parties recognize that time spent in
such activities shall not interfere with patient needs and, if necessary, shall be conducted
on the employees' own time.

Every effort will be made by the Employer to allow unit representatives to investigate
grievances as rapidly as possible, preferably on the same date as the grievance becomes
known, and when possible at least within twenty-four {(24) hours.

ARTICLE Vi - GRIEVANCE PROCEDURE

Section 1. Resolution of Grievances

In a mutual effort to provide harmonious working relationships between the parties to this
Agreement, it is agreed to and understood by both parties that the following shall be the
sole procedure for the resolution of grievances arising between the parties as to the
interpretation or application of the provisions of this Agreement.

It is agreed that every effort will be made by the Union and the Employer to resolve
disagreements or disputes informally and promptly prior to the initiation of the formal
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‘grievance procedure and at the first step. An employee may be assisted or represented by
a representative of the Union at each step of the grievance procedure. Unless the
emiployee requests Union representation, nothing in this section shall prevent the
Employer from discussing any incident or circumstance related to any employee without
the presence of a Union representative. However, the Employer agrees not to deny
representation if if is requested.

Section 2. Definition

A grievance shall be defined as any dispute arising from the interpretation or application of
this Agreement, or arising from conditions of employment. A class grievance shall be
defined as any dispute which concemns two (2) or more employees within the bargaining
unit. Class grievances should name all employees and/or classifications covered in the
grievance. Each written grievance, when filed, shall contain a brief statement of the facts of
the violation claimed, together with the article of the contract violated and the remedy
sought. All grievances shall be processed in accordance with the grievance procedure as

set forth in this article.
Section 3. . Procedure

A. Step1

The employee shall file a grievance, in writing, with the individual who possesses
the authority to either modify the disciplinary action or to correct the contract
violation within ten (10) calendar days of the occurrence or knowledge giving rise to
the grievance. This person, or designee, shall meet with the grievant and the Union
Representative and shall reply in writing within ten (10) calendar days after receipt
of the written grievance.

B. Step 2

If the Union is not satisfied with the reply in Step 1 within ten (10) calendar days
thereafter the written grievance shall be presented to this. individual's Supervisor.
This person, or designee, shall meet with the grievant and the Union Representative
and shall reply in writing within ten {10) calendar days after receipt of the written
grievance.

C. Step3

If the Union is not satisfied with the reply in Step 2, within ten (10} calendar days
thereafter the written grievance shall be presented to the Senior Vice President of
Patient Care Services. This person, or designee, shall meet with the grievant and
the Union Representative and shall reply in writing within ten (10) calendar days
after receipt of the written grievance.

D. Whenever possible, appropriate and unigue to one division, the Union will attempt
to discuss Union grievances, except those concerning disciplinary action, health
and safety or Union rights, with the Division Director of designee before submitting
the grievance directly at Step 3 of the grievance procedure,
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Section 4. Amended Procedure for Certain Grievances

Grievances concerning disciplinary action, health and safety or Union rights, together with
all class grievances, shall be submitted in writing directly at Step 3 of the grievance
procedure. :

Section 5. Class Grievances

" In order to minimize the disruption to patient care in the case of class grievances, no more
than two (2) employees per shift, per unit, plus a Union Representative, shall be released
from work for grievance meetings. :

Section 6. Time Limits

Failure to observe the time limits for submission of any grievance at any step will
automatically result in the grievance being considered abandoned. Failure fo meet or to
respond to a grievance within the prescribed time limit wil automatically move the
grievance to the next step.

Extensions of time limits shall only be by mutual agreement in writing between the parties
to this agreement, except that either party shall be permitted one (1) extension of time per
grievance as a matter of right not to exceed fifteen (15) days, providing that the other party
is hotified in writing of the extension prior to the expiration of the original period.

Section 7. Employee Obligation

The parties acknowledge that, as a principle of interpretation, employees are obligated to
work as directed while grievances are pending, except as set forth in Article XX! of this
Agreement. :

Section 8. Employer Responses

All responses required in Steps 1, 2 and 3, above, as applicable, shall be directed to the
aggrieved employee with a copy furnished fo the Union. In class grievances, copies will be
directed to the Union only. A rejection of a grievance at any step of the procedure must
contain a statement of the reasons for the rejection.

Section 9. Exclusions

Any subjects excluded from the arbitration procedure (Article VIIi) shall also be excluded
from the grievance procedure with the sole exception of reprimands, which shall be
gtievable but not arbitrable as provided under Asticle 1X, Disciplinary Action, Section 3,
Reprimands. |

ARTICLE Vil - ARBITRATION

If the Union is not satisfied with the reply in Step 3 of the grievance procedure, the Union
shall have ten (10) calendar days after receipt thereof to notify the Employer of intent to

il 45 )




Ly

submit the grievance to arbitration. Within thirty (30) days following notification to the
Employer, the Union must file a request for arbitration. If the parties cannot agree upon an
impartial arbitrator within five (5) days, the parties shall request a list of seven (7)
arbitrators from FMCS or AAA. The parties shall each strike from said list, altemately,
three (3) names, after determining the first strike by lot, and the remaining name shall be
the arbitrator. The arbitrator shall promptly conduct the hearing on the grievance at which
both parties shall be permitted to present their evidence and arguments. The decision of
the arbitrator shall be rendered in writing no later than thirty (30) days after the conclusion
of the hearing, and such decision shall be final and binding.

Each party will pay its own expenses and will share equally in expenses incurred mutually
in arbitration.

Employees required to testify will be made available without loss of pay, however,
whenever possible, they shall be placed on call to minimize time lost from work and,
unless directly required to assist the principal Union Representative in the presentation of

the case, they shall return to work upon completion of their testimony. The intent of the
parties is to minimize time lost from work and disruption of patient care.

The arbitrator shall limit his opinion to the interpretation dr application of this Agreement
and shall have no power to amend, modify, nullify, ignore or add to the provisions of this
Agreement, '

Grievances, as defined, may be submitted regarding the matters contained in the
Agreement or arising from conditions of employment.

Reprimands and determinations under Article XIV (Employment Practices), Section 4
(Classification Appeal), and Section 15, B, G, D (Job Specification Language) are not
arbitrable. '

ARTICLE IX - DISCIPLINARY ACTION

Saction 1. Just Cause

_Any employee shall not be discharged, disciplined or demoted except for just cause. The
Employer will follow progressive disciplinary procedures, whenever appropriate, and in all
instances will have the burden of proving just cause for disciplinary action taken.

Saction 2. Procedure -

A. Whenever it is alleged that an employee has violated any law, rule, regulation, or
policy, that employee shall be notified in accordance with Section 2. E. of this
article, and informed of the law, rule, regulation, or policy allegedly violated. The
Employer shall initiate an investigation prior to nofification to the employee of a
pending disciplinary action.  The Employer shall conduct the necessary
investigation to include full consideration of any documentation submitted by the
employee prior to making a final decision. In specifying charges, the Employer will
be guided, in part, by the Code of Ethics for the affected job classification. -
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B. The Employer agrees to inform the employee and the Union of their right fo
representation in the disciplinary process. The Employer will give the employee at
least 48 hours written notice providing date, time and place that a
disciplinary/counseling session is scheduled. This notice will include the law, rule,
regulation, of policy allegedly violated and nature of the alleged violation.

C. Final disciplinary action determinations will not be rendered until the completion of
the presentation and rebuttal meetings where the Employer and the employee
together with the Representative, through use of evidence, documents and
witnesses, have the opportunity to present their respective cases. Rebuttal
meetings must be scheduled within fourteen (14) calendar days unless mutually
agreed between the parties. The Employer shall have fourteen (14) calendar days
to render a decision following the rebuttal presentation unless time is extended by
mutual Agreement. The Union and the eniployee shall receive a copy of the
rebuttal response.

D. The Employer agrees that all disciplinary actions (dismissals, suspensions,
demotions) except reprimands will be appealable by the employee to a hearing
examiner as provided in the Miami-Dade County Code and the Personnel Rules of
the PHT or, at the option of the Union and the employee, to the Grievance and
Arbitration procedures provided in Articles VII and VIl of this Agreement. The
employee shall be notified in writing of both appeal procedures by name and
coniract arlicle.

E. Notices of disciplinary action, Records of Counseling and documented verbal
counseling shall be given on a timely basis and insofar as practicable within twenty-
one (21) days after the Employer discovers the facts requiring the notice, except
where good cause for delay is shown. Forty-eight {48) hour written notice is not
required for documented verbal counseling. Good cause shall include, but not
limited to, the pendency of outside criminal, administrative or other proceedings.
Digeiplinary_actions and :Records of Counseling that -are_not_presented to the
emplovee within_14 _days of the original forty-eiaht hour wiritten. notice shall be
considered. untimely: unless time is_extended by mutual_agresment or if {he
amployee is.out onva leave.

F. Any disciplinary action currently in an employee file, which is overturned, shall be stamped
invalid.

Section 3. . Reprimands

Reprimands shall be appealable by the employee to the grievance procedure up to and
including Step 3, but shall not be further appealable to either an Arbitrator or to a County
Hearing Examiner Officer. Within thirty (30) days of the receipt of the Employer’s reply to
such a grievance at any step of the grievance procedure, the employee and/or the Union
shall have the right to file a written response to the Written Reprimand and have said
response inserted in the employee’s personnel folder.

Written Repfimands and Records of Counseling, together with any reference to such
reprimands or Records of Counseling excluding performance evaluations, shall cease fo
be, of any force or effect after a two (2) year period from recelpt of the Record of
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Counseling or Written Reprimand in wﬁi‘ch the employee has received no further
disciplinary actioris or Records of Counseling. At the employee's specific written request,
these shall be promptly stamped in the employee's personnel file as no longer in effect.

Section 4. Hearing Puisuant to the Hearing Examiner System

.A‘

The employee subjected to the disciplinary process shall be informed in writing of
the charges. The employee or the employee’s representaiive shall have the right to
confront and question all witnesses under oath. The right of discovery and
procedural rights in accordance with the Florida Rules of Givil Procedure shall be

provided to the employee.

All disciplinary actions including demotions, suspensions, and dismissals of
permanent employees, but excluding reprimands shall be appealable to a hearing
examiner, in accordance with the applicable section(s) of the Miami-Dade County
Code (Section 2-47). This section shall not apply to the termination of a
nonpermanent or probationary employee or to the demotion of permanent
employees who fail to complete the promotional probationary period to the
satisfaction of the department for other than disciplinary reasons.

The decision of a hearing examiner shall include a finding of facts, conclusions to
sustain the decision and may include recommendations, a copy of which shall he
immediately provided to the employee and to the Union.

The above referenced Code provisions providing for a disciplinary appeal process
are to be read to include the following procedural guarantees:

1. The Employer shall continue to abide by the previously agreed to and
published Hearing Examiner Procedure Manual.

2. The PHT Labor Relations Manager shall be responsible for initiating the
selection of the hearing examiner on each appeal and setting the date, time
and place for the hearing upon consultation with the parties involved. There
shall be no ex parte communication between the participants of the hearing
and the examiner. -

3. The parties to the hearing shall not initiate ex parte communications with the
President of the PHT for the purpose of influencing the final appeal decision.
This decision shall be based solely on the hearing record.

Section 5. Grievance Procedure

A.
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The Union will have the option on behalf of a permanent status bargaining unit
employee, to appeal disciplinary actions resuiting in dismissals, suspensions ofr
demotions of permanent employees through the grievance and arbitration
procedure contained in Article VIl and VIIl of this Agreement. The Union shall notify
the Office of Labor Relations in writing no later than fourteen (14) calendar days
from the employee's receipt of the final disciplinary action determination of its
decision on whether to exercise the option of appealing through the grievance and
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arbitration procedure or request an appeal in accordance with Section 2-47 of the
Code of Miami-Dade County. The Union's choice between the grievance and
arbitration procedure or the Code provision under Section 2-47, once made, shall
not be subject to change.

B. in the case where the Union chooses not to select the grievance and arbitration
procedure for disciplinary actions resulting in dismissals, suspensions or demotions
of permanent employees, then the disciplinary appeal provisions under Section 2-47
of the Code of Miami-Dade County shall prevail and be utilized if a timely appeal is
requested. In the event the Union selects the option to appeal disciplinary actions
resulting in dismissals, suspensions or demotions of permanent employees under
the grievance and arbitration procedure then the provisions of Section 2-47 of the
Code will not be applicable. :

ARTICLE X - HOURS OF WORK AND OVERTIME

Section 1. Work Hours
The standard work week shall consist of forty (40) hours.
Employees who are assigned to work eight and one haif (8%) hour shifts or ten and one

half (10%4) shall be entitled to one (1) unpaid meal break of one half (%2) hour which will be
part of each shift. Every effort will be made to provide two fifteen (15) minute paid rest

periods within each scheduled shift. The unpaid meal break may be combined with the

fifteen (15) minute paid breaks with prior supervisory approval, which shall not be
unreasonably withheld.

Employees who are assigned to work twelve and one half (12%) hour shifts shall be
entitled to two (2) unpaid meal breaks of one half (%) hour which will be part of each shift.
Every effort will be made to provide three fifteen (115) minute paid rest periods within each
scheduled shift. The unpaid meal breaks may be combined with the fifteen (15) minute

_paid breaks with priof supervisory approval, which shall not be unreasonably withheld. No

individual working twelve and one half (12%) hour shifts will normally be scheduled for
more than three (3) consecutive days on duty or more than seven (7).days on duty within a
period of fourteen (14) consecutive days.

Section 2. Overtime

A. lt shall not be the general policy of the Employer to require employees to work
frequent or consistent overtime. However, when non-job basis employees are
required to work approved overtime, in addition to their regular hours, they shall be
compensated. :

B. In any situation requiring overtime, volunteers (in the same job classification as the
overtime assigned) will be sought before the overtime is offered fo other employees.
In the event that sufficient volunteers are not obtained, overtime will be assigned on
a rotational basis, beginning with the least senior. The Employer shall make every
effort to avoid the assignment of mandatory overtime and shall only do so when
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necessary to meet the immediate needs of the unit. Recurring short staffing shall
not be considered as grounds for mandatory overiime.

C. Effective March 1, 2012, all work authorized to be performed in excess of forty (40)
hours per week shall be paid at the rate of time and one-half of the normal rate of

pay.

D. For purposes of interpretation, all hours in pay status shall be considered hours
worked except for unplanned absences. However, employees covered by the
bargaining unit may receive overtime payment for hours worked in excess of any
forty (40) hour work week which includes the equivalent hours of one (1) planned
absence taken within any week (the exception being Thanksgiving week when the
equivalent hours of fwo (2) planned absences may be taken). These hours shall
include use of "volntary early out” personal leave when an_employee agrees io
leave early at the request df Management and/or usage of partial planned personal
leave days up to the equivalent of an employee's regular scheduled shift. |

E. An employee shall not have the regular work schedule changed _solely‘ to avoid
payment of overtime. This Article is infended to be construed only on the basis. of
overtime and shall not be construed as a guarantee of work per day or per week.

F. Except when demonstrated to be more expensive, overtime will be offered before
any agency or pool employees are utilized.

Section 3. Work Week
The work week shall begin on a Sunday and end on a Saturday.
Section 4. Time Schedules

Every effort shall be made to post time schedules four {4) Weé_ks immediately preceding
their effective date. Established schedules may be amended at any time by mutual
agreement of the employees involved with the consent of the appropriate supervisor.

Section 5. Hours of Work and Overtime

A, Employees working five (5) days per week schedule will not be scheduled for more
~ than six (8) consecutive days without prior consent of the employee. Employees
working compressed schedules will not be scheduled for- more than three (3)
consecutive days without prior consent of the employee. '

B. The Employer will make every possible effort to provide employees with one or
more years of employment every other or iwo weekends off per time sheet
schedule. Weekends are defined as Saturdays and Sundays for day and evening
shift and as Friday and Saturday nights for night shift employees. To meet this
provision and to cover weekends normally worked during vacations, perfods of
illness, other unavoidable absences and to cover unfilled positions, the Employer
will. make every effort to utilize flexible alternatives, such as: seéek volunteers for
overtime, utilize combination shifts (e.g. 2-8's, 2-12's), part-time, per diem and pool
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employees. [f staffing standards cannot be met through the use of volunteers, the
Employer may assign extra weekend work on & rotating basis. If any employee
does not desire every other weekend off or desires set days each week, the
employee should make this request in writing to the person responsible for the time
schedule. While every possible effort will be made to adhere to paragraphs A and B,
it is understood and agreed that patient care needs will be the paramount
consideration in work scheduling.

C. No employee shall be denied vacation hecause such time begins, ends or includes
a weekend(s) on which hefshe is scheduled fo work.

D. No employee shall be required to make up a weekend, which occurred during an
approved vacation or [eave.

Section 6. Job Basis Employeas

All Yjob basis” positions shall be as currently designated in the PHT Pay Plan. Employees
serving in these positions are required to work such hours as may be necessary to
accomplish the required work as determined by the Department.

The normal number of work hours will be forty (40) per week; however, if more than forty
(40) hours of work in a week is required, overtime compensation provisions shall not apply.

Job basis employees who are directed to and work in excess of their normal work
schedule will be granted Administrative Leave by the Department, in accordance with
provisions of the Leave Manual.

It is the PHT policy to allow Department managers to grant appropriate Administrative
Leave to job basis employees in recognition of extraordinary work efforts or extended work
hours in accordance with the provisions of the County and PHT leave Manuals.
Depariment managers are encouraged to ensure the equitable award of Administrative
Leave to job basis erfiployees whenever warranted and in conjunction with PHT policy on
working hours for job basis employees.

The Trust and Union will continue to discuss this provision in applicable Department Labor
Management Committees.

Section 7. Alternative Schedules

At the request of the employees, units will have flexibility to adopt different work schedules
according to their needs and demands with the approval of the Director/Administrator in
consultation with Employee/Labor Relations and notification to the Union as provided
under Article V, Section 2.

Any employee who has researched different systems of scheduling should present the
system to the Employee Management Consultation Committee.
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If an alternative scheduling system has been in effect on a unit in excess of twelve (12)
‘months, the Employer will notify the Union of any pending change as provided under
Article V, Section 2.

No change will be instituted to the alternate schedule for at least six (6) weeks uniess an
emergency situation exists. :

Section 8. Rotating Shifts

Where rotating shifts are required, those responsible for making work schedules will assign
shift rotation on an equitable basis. Individual requests.for evening and night shift
assignment may continue fo be approved. '

Every effort will be made to refrain from rotating employees to evening or night shift
immediately preceding their weekend off. '

Section 9. Consecutive Shifts

No employee will be scheduled for more than two (2) different shifts in any one (1) work
week unless the employee gives consent.

Employees will not be required to work consecutive shifts except in emergency conditions.
There will normally be at least a minimum of an eleven and one-half (11%2) hour break
hetween work shifts except in emergency circumstances. For purposes of this section only,
staffing deficiencies which cannot be reasonably anticipated by the Employer shall be
considered as emergency circumstances. ' »

Section 10. Flexible Hours for Higher Degree Education

The Employer will make every effort to schedule employees working toward a higher
degree in accordance with requests made in order for the employee to attend claszes.
Requests for leave will be granted based on the date of request.

Section 11. Public Holidays

Employees assigned to services/departments that are closed on public holidays shall
have the option either to take the day of the holiday off, or to work in their own/other areas
of the bargaining unit if such work is available andfor needed to be completed, as
approved by the supervisor. :

ARTICLE Xl - SALARIES

Section 1. Pay Day

The Employer shall make a good faith effort to include relevant data such as: accrued
leave time and itemized deductions on each pay statement.

A. Pay day shall be every other Friday. Paychecks may be picked up in divféion
offices as soon as available. Every effort will be made to make such chécks
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available o those employees on the 3:00 p.m. - 11:30 p.m. and 11:00 p.m. - 7:30
a.m. shifts after 9:30 p.m. on Thursday and prior to the end of their shift.

B. If a holiday is on Friday, pay shall be given on Thursday.

C.  The Employer will provide for direct deposit of paychecks in area banks and credit
unions upon proper application from individual employees who wish it. Employees
shall be informed as to the procedures for proper application.

Section 2. Paycheck Errors

In the event of an error in the pay check, a voucher in the corrected amount shall be made

available to the employee within twenty-four (24) hours of reporting the error to the Payroll
Department. In order for the voucher to be made available by 4:00 p.m. the same day, the
error must be reported to the Payroll Department, with the proper documentation, by 11:00
a.m. The voucher may then be picked up in the Audit Section, General Accounting
Department. Vouchers for errors reported to the Payroll Department, with proper
documentation, after 11:00 a.m., will be made available for pick up at the Cashier's Office
within 24 hours. Vouchers that are not picked up by 4:00 p.m. in the Audit Section,
General Account Department, will be given to the Cashier's Office.

Section 3. . Salary Increases

A.  Allcufrently emploved bargaining unit members who were hired_prior_to Aprif 1

20714, shall receive a one-time lump sumy payment in the amount of two 2) percent
of their base pay for total hours worked excluding overtime with the exception of
scheduled overtime (ie. 3-4 emplovees) during fiscal year 2013-2014. Payment
shall be made in the first full pay period following ratification by the parties.

AB.  First Year 2044-20422014-2015

There will be no COLA increass during the 2014-2015 fiscal vear 26412042 fiseal

B.C. Second Year 2042-20432015-2016
There will be no COLA increase duiing the 2015-2018 fiscal year.-Me-later-than-May

4—£ME—@M~9&F@§—M@%§9&%§~H@@Q&%@H&F@W€!mweie%a%@@&%ﬁ%ease
forthe-2012-2043 ficeal year '

C.D. Thisd Year 2043-20442016-2017

No later than May 1, 20432016, either party may reepen negotiations regar'd’ing a
potential COLA increase for the 2048-20442016-2017 fiscal year. '

B-£.  Any Clinical Psychologist | who is either: 1) a Director of a service/program/training
andfor 2) has a minimum of ten (10) years consecutive service, shall be moved to
Clinical Psychologist Il. The promotion formula will be applied and the employee’s
anniversary date will change. '
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The Employer agrees that there shall be no selective wage adjustments for any
classifications covered by this Agreement, other than those specified, unless it shall
first meet and negotiate with the Union concerning the amount of such adjustments
and the reasons therefore.

[

G If during the terri of this Agreement Jackson Health System receives. any amounts
as a result of the SEIU/Sellers Dorsey initiative, JHS agrees to reopen this Article
regarding possible wage improvements.

Section 4. Step Increases

%Eﬁé@%ﬁa%%@%@#aﬁeém@# - +-op-ah-anpuakoranniversary
date-pasis-as-setforth-in-subsections-A-4h _below,will-be-stspended-ior
MW%&#%}%W&%%NM&?@%%M%—%W@—?@FHQSMWEH—F@@{BQH
negotistions—regarding-siep- mer@ase&-femhe—pupp@se-eﬁée%eﬁmmnwhetheme
%@n%@ie%he%%@%m%@%e%@%@%ﬁ%m%@@}paﬁ%@i&wew%

There-will-be-po-advapsementin-the: wlan-on-an-anpual-er-ahniersan-date
basfls—&n%ﬁ—-saeh—tw&a&ihe—aa%ﬁawgwe—ie%&t@%e%he—s@eﬁadwﬂeﬂmeﬂ@—&%

Inoranses f\l'h.::\r 'H"'l"_‘ﬁ"l Y A T muoloar. Sniivarcans r-!qi‘c; hac:e T rm'Fmrror‘f o
T L TAE l Ay ui T3 AT B |rJui} AATAR ] i'\ll#

e%sewhe;e%ﬂmméfkg' erment-wi i eﬁeet———wierew@?mnetwﬁhs%aﬂémgany.

negotatien w%ha%«eeé&s#——;aﬂ%saaﬂt»—%e-aﬂymfeepeﬂewwwa%s—shali
automatically-be-restored-ne-later-than-Seplember30,-2044-

%We—%—a%m%m%{%wewmmpm@mh@—mgﬁe%@h
employces-aie-advaneed-in-ree ian-of-theiryears-of-service,—These-twe-{2)
s%aa&eﬁh&salaa%&et&mma%bﬁeﬂgew%teﬁﬁ—

Aé%neemeat@%he—f%t—&eng@%@ys@ep—sha%@e—fﬂade%m%teiwpeﬂ_eemeiemm

of-five—(5) serv M?ﬂw«m&m&%&—eﬁh%&@w—%&e—%&eﬁ
acvaneement will-be-reved Jn-step-ef-the
ranges

Aévaﬂeemeﬁtm%e—%he—seeeﬂé-tenge%%s%ep—shal -be—rrade-immedistely—upen
e '%_yeg;g.auhe-fwsi-l eagevﬁy—s%e&eﬁ%h%amraﬂgew%u eh
, oric-the-firstHongevity-pay-step;

A new pay scale will be implemenied beginning. with the pay penod inclusive of
Ostoper 1. 2014, The minimum and maximum hourly rates will remain.the same as
isfed in the 2011-2014 collective bargaining aqreement The variation belween
steps will be 4:2% for all bargaining unit members. with’ the exception ¢f the final
Longevity step being the miaximum, houriv rate as per the 20112014 collective
bargaining agreement. This "maximum” value Willndt beless than 4.2%.

>

All full-time _and_régular paritime bargaifirig_unit members who were employed
during. the 2011:2014 collective bargaining adreement will: receive cred:t for:time
served towdrds progression to the next step on&y on the new step proc;ressson chart

listed in' Appendix C.
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anniversary date at the hourly rate immediately sboye their own. This.step willbe:
referred. to as the “transition step. All full-time and reguiar. pai-time gmployees in

The piogression through steps and Longevily steps is. listed' in Appendix C on the
“Step Progression Chart’.

The last two_ steps on ll salary_ranges are Longevily steps, progression through
which will take fortv-eight (48) months.

When there arg eight (8). o1 fewer sleps, progression up 10 the.last two {2) Lengevity
steps will be every twelve (12) months.

When there are more than eight (8) steps but fewer than fourteen (14) steps.
progresaion through steps 1 through 6.will be every twelve (12) months, thereafter

proaression.up to the last two (2) Longevily steps will be every twenty-four (24)

rmenths.

{VHen there are fouifeen {14) or more steps, progression through steps 1 through 6
will be every twelve {12) months, progression through steps 7 through 11 will be
avery bwentv-four {24) mionths. . thereafter progression up to the last two_{2)

Longevity.steps will be every thirtv-six (36) months.

An emplovee will only advance through the new pay scale on their anniversary date
orovided they are step eligible. An emploves is step eligible if they haye satisfactory
nerformance evaluations (Le. met standards) and worked the. requisite number of
months/hours towards the next step as outlined in Apgendix C.

Transition and Alignment Steps

Beginning with the pay period inclusive of October 1, 2014, all step eligible full-time

and reqular. parttime employees will step on the newly created. pay- scale on their

step 1 will advance to step 2 as their fransition step.

Anv. employes whose transition-step is less than 1.5%-will advance an additional

step on the new pay scale. Any.einployse whose next step will be 48 months from
the fransition step. with_a transition step value of less than 2.0% will advance an

additional step o the new pay scale. These additional steps will be referred fo as

“alignment_steps”. _No_emplovee will recelve both an alignment step and a

compression stép, refefenced below.

o

Compragsion Steps

Beginning 'wiiif‘z_ the pay period inclusive of October 1. 2014. all full-time-and reqular
part-time employees who missed three(3) or more sieps from April 1, 2012 through
September 30, 2014 shall advance an additional siep on the déw pay scale on their

anniversary date. This step will be referred to as the “compression step”.

‘Beginning With.the pay peticd inclusive of Octoher 1. 2014, all ful-time and reguldr

part-time employees. who_missed their Lengevily step by areater than ferty-elght

(48) monttis will receive an additional step on their anniversary date.

Yl 49 s

TAPOT




Physigian Assistants (PAS)-

Effective the 2014-2015 fiscal year, a new step schedule will be.implemented.for the
Physician Assistant (PA) classification that will mirror the new Advanced Registered
Nurse Practitioner (ARNP) classification step schedule as reflected in Appendix G of
the Registered Nurses collective bargaining agreenient effestive October.1..2014,
This new PA step.schedule is reflected in Appendix. C attached hereto, The range
between. steps will _be. 4.2%. Effective the 2014-2015 fiscal year, on_their
anniversary.date, all full-time and regular part-time PAs will be placed on the-step
immediately_above. their curfent hourly rate on the step. schedule as set forth in
Appendix C. This-step will be known as the PA transition step, and from that point
PAs will start to-earn new credit towards advancement to the next step in the step
plan. LA : | |

Employees in this Unit are also eligible for the "Special Recognition Increase”
program under the provisions established by the Employer for such a program.

Part-time employees are eligible for step increases based on 2080 hours worked
and satisfactory performance evaluations (that is, evaluations which meet
standards). ’

A change in classification status does not alter an employee's anniversary date for
purpose of accrual of leave benefits. An employee who is promoted will have his/her
anniversary date changed to the date of promotion for purposes of receiving annual
step increases in the new classification, except that an employee who is. promoted
within thirty (30) days of hisfher step increase anniversary date will receive both
his/her step increase and then promotional increase.

Section 5. Shift/Weekend Differential

The Employer agrees to pay a shift differential on the night shift (11:00 p.m. -'7:30 a.m.)
and on the evening shift (3:00 p.m. - 11:30 p.m.). Employees on regular assigned shifts
which qualify for differentials. under this section who are temporarily assigned by the
Employer to the day shift for education or work assignment, shall continue to receive the
differential they normally receive. Employees who, work the evening or night shift who
request to work the day shift temporarily will not receive shift differential.

Shift differentials shall be paid in-accordance with the following guidelines:

A
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The shift differential rates shall be:

Evening '$3:64-54.00
Night $3.64-86.00

Effective the beginning of the first pay period following final ratification, the shift
differential rates shall be:

| Classification | Shift | Rate |
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" ratification-wil-Have theit

Clinical-Practice Pharmacist Evening $4-86
Might $6.00
_ ' Weckend 225
Al DtherEligible Glassifications | Evening $3-644.00
Night $4.156.00
Weekend $2.252.75

ialrate-higherthan-$3:64-an-heurprior-to-fina
oirrale froren-at-the higher-rate-unti-the-hew-s o-are- iR
effect: Employees who earn a shift differential rate higher than the new rate cited
above will have their rate frozen at the higher rate for the duration of the contract.
The Employer will cantinue the current practice of paying the appropriate differential
for all hours worked o a shift where the majority. of hours occur during the evening
or night shift. Employees working the twelve and a half-hour night shift will receive
the night shift differential for the entire shift. ‘

T Py N T eI} oY) & el EE ATt ok
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C. _Employees who work weekends will be paid two dellars and sgventy-five cents
(2 75) an. hour for hours worked between 7:00 p.m. Friday and 7:30 a.m. Monday-
providing the employee’s shift begins at 7:00 p.m. ot later on Friday.

D, This weekend shift differential will b paid.only for actual hours worked, in additien

' to the shift differential. It does not apply to payment for leave of any type.

Section 6. On-Call Pay

The Employer will continuie to pay on-call pay to those employees receiving such pay as of
the date of this Agreemient. The per shift pay rate shall be thirty-five dollars ($35.00) per
shift on weekdays and forty five dollars ($45.00) per shift on Saturday, Sunday, and
holidays. : ‘

A.

Hourly employees who are designated as on call and are not required to come into
the hospital, but are required to resolve issues by telephone or computer, by their
respective management or designee, shall be paid the appropriate hourly rate in 15
minute intervals if the call or work is at least 8 minutes in duration and provide
eviderice for payroll as required by the employer. The proper form must be

submitted to payroll timely for the respective payroli period. In the event that the

employee is called back to work and receives call back pay, in no event will he/she
receive pay for time spent on the telephone or computer. For example: #1: the
telephone call last 7 minutes; no payment is required. #2: the telephone call lasts 8
minutes: the employee is paid for 15 minutes. #3: the telephone call lasts. 20
minutes: the employee is paid for 15 minutes. #4 the telephone call last 23 minutes;

the employee is paid for 30 minutes.

Salaried Employees On-call/Standby pay: Salaried employees who are designated
as on-call and are not required to come into the hospital by their respective
manager or designee, but are required to resolve issues by telephone or computer,
shall be paid the appropriate hourly rate in fifteen (15) minute intervals if the call or
work is at least eight (8) minutes in duration, and shall provide evidence for payroll
as required by the employer. The proper form must be submitted to payroll timely
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for the respective payroll period. However, no Employee performing on-call/standby
duties will earm less than hefshe is currently receiving.

Section 7. Call-in Pay

Employees who are called back to work after having left the Employer's facility at the
conclusion of a work day, or who are called back to work on a day on which they are not
scheduled to work, shall receive a minimum of four (4) hours pay at the applicable rate.
Mandatory work-related activities, such as meetings, court appearances and depositions,
shall he counted as "work” under this section, Call-in Pay does not apply however, if
employees are called to report early for their regular shift,

Section 8. Uniform Allowance
EulltimeBargaining unit employees who are required by the Trust to wear a prescribed

uniform, which is not provided by the Trust, shall receive uniform allowance in the amount
of $125.00 once per year in the month of January.

Section 9. Special Wage Provisions

In addition to the full-time bargaining tnit employees currently receiving the fifty dollar
($50) bi-weekly pay supplement, employees in the following classifications will also be
eligible for the supplement effective the beginning of the first pay period following final
ratification: Community House Physician, Social Worker 1, Social Worker 2, Clinical Social
Worker, Licensed Clinical Social Worker, Licensed Mental Health Couniselor, Medical
Technologist 1, Medical Technologist 2, Dietician 1, Dietician 2, and Medical Record
Practitioner. ‘

Section 10. Annual Differential and Speciélty Pay Parity Adjustments

Each May 1, the Employer will conduct a market study comparing bargaining unit
differentials and seecialty pay (shift differential, weekend differential, and preceptor pay) to
determine the 75" percentile average payment of said differentials and specialty pay at
comparable hospitals in South Florida. Each July 1, the above referenced differential and
specialty pay rates for bargaining unit members will be adjusted upwards, where
necessary, to meet the 75" percentile average determined above,

Section 11. Co rréﬁtig_naiﬁﬂeé lth Services

Al full-time_and part-ime_bargaining unit members who. are_employed at Correctional
Health Services (CHS) will be paid a five percent (5%) premiumn on base salary. This CHS
-premium pay.is only applicable fortime spent working at CHS. '

Section 12. __Per Diem Pay

Per Diem Professionals will be.paid according to Appendix B. Upon. mutual. agreement, the
paities may reoben negotiations onthese wages atany fime:




ARTICLE XIi - STAFF DEVELOPMENT
Section 1. Clinical Certification

The cost of one National clinical certification/licensure exam related to the ‘empioyee's-
current area of practice will be reimbursed following successful completion. This does not
apply to certification/licensure required for the employee's classification.

Section 2. Financial Aid

Employees may continue to apply for financial aid to cover tuition, registration and travel to
such seminars, Applications shall feceive a timely reply. ‘

Saection 3. Staff Development Programs

The Employer shall make every possible effort to continue to offer current courses, as well
as updated and other relevant courses, in special areas of practice for employees working
in, or scheduled to work in, a specialty area as part of Staff Development Programs. These
educational programs will be posted on the bulletin boards and any bargaining unit
employee may apply. These requests will be granted as patient care permits. Every effort
will be made to schedule these programs on all shifts. Programs will be videotaped for
viewing at satellites.

Section 4. In-Service and Career Development Program

Employees shall be compensated for all time spent in required in-service training
programs. Every reasonable effort will be made so. bargaining unil employees will be
given sufficient time to complete all mandatory education requirements during work hours,
in their work areas, and free of‘a patient assignment.

Bection 5. Conferences

In no case shall employees be required to do presentations as a condition of attending a
conference.

ARTICLE XIli - VACATION AND LEAVE

The Employer provides a certain number of paid hours per year to be used for resi;
relaxation, vacation, sickness, bereavement, and other personal needs. Nurses in the
bargaining unit employed by the PHT will receive personal leave hours in lieu of annual
leave hours, sick leave hours, and holidays.

Section 1. Personal Leave Day Program
Paid personal leave hours are provided under the Personal Leave Plan fo cover time off

from work that is planned and/or unplanned. All paid personal leave must be approved by
the employee's department head, supervisor, or other designee:
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A planned absence from work is defined as time off, requested and approved at
least twenty-four (24) hours in advance by the employee's department head,
supervisor, or other person designated to approve time off.

1. Except as provided in Section 3, paragraph 1 of this Article, requests
for planned personial leave of more than three (3) days shall be
submitted at least forty (40) days in advance unless extenuating
circumstances give rise to the need to submit requests within a shorter
time frame.

2. Requests for planned personal leave shall be approved based upon
staffing needs and to insure proper and adequate patient care.
Except as provided in Section 3 herein, requests for leave will be
granted based on date of request.

An unplanned absence is defined as time taken off by the employee which is
unscheduled and not approved in advance by the department head, supervisor, or
other designee. In order to receive pay for hours not worked due to an unplanned
absence, employees must provide timely notification prior to the stari of the
scheduled shift of work and a valid reason given to their supervisor or authorized
designee as outlined in the Personnel Administrative Policy #358. Written
documentation of illness will not be required unless a pattern of unplanned leave
utilization exists. Personal leave hours accrue from date of hire.

Full-time employees are eligible for paid personal leave hours after the completion
of six (6) months of continuous service or, in the case of part-time employees, after
six {6) months equivalent of service (1040 hours).

New full-ime employees may take up to a maximum of forty (40) hours of paid
plannéd personal leave during the first six (6) months of employment. However, the
number of hours taken will be deducted from the total amount of hours accrued after
the employee completes six (6) months of continuous service or its equivalent.
Should the employee resign or be terminated prior to the end of the first six (6)
months, the dollar equivalent of the number of hours taken will be deducted from

the emplayee's final paycheck.
Full-time employees shall earn paid personal leave hours as follows:

1. Durinig the first five (5) years of employment, 0.1115 hours: shall be
earned for each hour in pay status per pay period up to a maximum of
8.920 hours (80 hours or more in pay status). This approximates 29
days per year. However, a full-time employee shall not be eligible to
receive payment for personal leave days until after the first six ()
months of employment, except as outlined in Section 2.

2. In order fo recognize longevity of service, employees with more than
five (5) vears of continuous service shall earn personal leave hours as

follows: V
s
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Year Per Hr. Max. Hours Equivalent

of Employment In Pay Earned Per Day* Earned
Status Pay Period Per Year
6th 1154 9.232 30
7th 1192 9.536 31
8th 1231 0.848 32
9th .1269 10.152 33
10th-15th 1308 10.464 34
16th 1346 10.768 35
17th 1385 11.080 36
18th 1423 11.384 37
19th 1462 11.696 38
20th on 1500 12.000 39

*Calculations are based on 8-hour shifts.

Full-time employees who are assigned to work regularly scheduled ten
(10) hour shifts shall earn an additional twenty-two (22) hours of
personal leave per year (shorter periods of time will be prorated). Full-
time employees who are assigned to work regularly scheduled twelve
and a half (12%) hour shifts shall earmn an additional thirty-eight point
five (38.5) hours of personal leave per year (shorter or longer periods
of time will be prorated).

Part-fime employees shall earn personal leave hours based on actual
worked:

1.

During the first 10,400 hours (first five (5) full-year equivalents, FTE),
0.1115 hours shall be earned for every hour worked, up to a maximum
accrual rate of 8.920 hours. However, part-time -employees shall not
be eligible to receive payment for personal leave until they have
worked at least 1040 hours (six (6) month equivalent).

hours

Employees who have worked more than five (5) full-year equivalents. shall

earn paid personal leave hours as follows:

Hours

Earned Pér
Hours Worked Hour Worked
10,401-12,480 1154
12,461-14,560 1192
14,56146,6_40 1231
16.,641-18,720 1269
18,721-31,200 1308
31,201-33,280 V1346
33,281-35,360. 1385
35,361-37,440 1423

37,441-39,520 1462
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39,521 on 1500

F. Personal leave hours shall be paid at the employee's regular shift rate of pay.
Personal leave hours may be accumulated up to a maximum of five-hundred (500)

hours.

G. Personal leave hours shall be used during the first three (3) consecutive scheduled
workdays (to maximum of twenty-four (24) hours} of any spell of illness. After 3
years, 16 hours of personal leave are used for illness and after 10 years, 8 hours of
personal leave are used; these personal leave hours shall be defined as unplanned
absences. If sufficient personal leave hours are not available to cover a spell of
ilness, any uncovered portion shall be without pay, until the benefits of the
Extended lllness Leave Plan are in effect.

H. Personal Leave/Vacation Accrual Cash Outs

1. Employees who have at least 80 hours of unused Personal Leave/Vacation
as of the election date (from December 1 through December 21) of any
calendar year (the “Election Year”) may voluntarily elect to receive cash
instead of 40 to 180 hours (for employees with less than 10 years of
continuous service) or up to 240 hours (for employees with 10 years or more
of continuous service), but for no more hours than they may accrue in the
next calendar vear (the “Accrual Year”). The election must be made in
increments. of one hour.

2. An election to cash-out Personal Leave/Vacation hours that may accrue in
the Accrual Year must be made before the beginning of the Accrual Year
from December 1 through December 21 of the Election Year,

3. The employee must make the election to cash-out Personal Leave/Vacation
hours that he or she will accrue in the Accrual Year in writing, on a c¢ash-out
election form provided by Jackson Health. The election.must state the
number of Personal Leave/ Vacation hours fo be cashed out.

4. All elections are irrevocable once made. Employees cannot increase or
decrease the number of Personal Leave/Vacation hours they will cash out in
the Accrual Year after December 21 of the Election Year.

5. Payment of cashed-out hours will be made in the last pay period of
December of the Accrual Year at the rate of pay at the time of payment.
Upon employment separation for any reason before the end of the Accrual
Year, all accrued personal leave hours, including hours designated as cash
out, shall be paid out in accordance with Section | below.

6. During the accrual year, accrued time shall be allocated on a pro rata basis
between cash out and Personal Leave/Vacation fime on the same
percentage basis as the cash out amount is to the potenfial maximum
accrual, (Example: If an employee elects to cash out 120 hours and is
entitied to accrue a maximum of 240 hours in the accrual year, personal
leave accruals shall be allocated 50% toward cash out and 50% toward the

leave balance.)

7. Elections to cash out leave must be made on a tax (calendar) year basis.




l. Upon separation of employment, the employee shall be eligible for payment of

Employees are solely responsible for assuring appropriate leave balances for
their personal needs. An employee will be without pay (out of pay status) if
appropriate leave balances or other sources of payment or leave are not

applicable.

accrued personal leave account hours.

1.

Section 2.

In recognition of the employe
extended illness leave plan is established for each permanent enmplo
hours earned and used by the employee shall be
extended iliness leave account.

A. To be eligible for payment of extended illness leave, the. émployee must fulfill the

To qualify for a 100% terminal penefit from the personal leave
account, a minimum of six (6) months of continuous employment (or
its equivalent for part-time employees) must be completed. Further, for

job basis employees a minimum of four weeks advance notice of

voluntary resignation must be given and two weeks for hourly paid
employees, unless extenuating circumstances warrant a shorter time
frame.

An employee who has been discharged after a minimum of six (B)

‘months of continuous employment shall be paid 100% of terminal

benefits.

The terminal leave benefit for accrued personal leave account shall be
paid at the employee's base rate.

Extended lliness Leave

following requirements:

1.

i'APH;:

A full-time employee shall have completed six (6) months of full-time

employment.
A part-time employee shall have accumulated 1040 hours worked.

An employee shall give timely notice to the appropriate department
head, supervisor, or other designee of the inability to report to work
due to illness. The department head, supervisor, or other designee
shall be kept informed on a daily basis (unless otherwise instructed by
the supervisor) of the employee's physical condition and the expected
date of return.

A physician's certificate describing the disability and the inability to
work may be required before approval will be given for payment of

extended illness leave hours.
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B. A full-time employee shall accrue 0.024 hours extended illness leave for each hour
in pay status per pay périod up to a maximum of 1.850 hours per pay petiod, not to
exceed forty-eight (48) hours per year.

C. A part-time employee shall accrue 0.024 hours extended iliness leave for every
hour worked, up to a maximum of 1.850 hours per pay period, not to exceed forty-
eight (48) hours per year.

D. An unlimited number of days may be accumulated in the extended illness leave
account.

E. Extended illness leave shall be paid at the employee's regular shift rate of pay.

F. Payment for extended illness leave for employees with less than three (3) years of
service shall begin on the fourth (4) consecutive working day of a spell of ilness.
The first three (3) consecutive working days to a maximum of twenty-four (24) hours
of illness shall be paid out of the personal leave account, if available. The three (3)
working days, twenty-four (24) hour deductible will be waived for immediate family
criical ilness and an employee's iliness requiring hospitalization. After three (3) full
years of employment, payment for extended illness shall begin on the third (3)
consecutive working day or after sixteen (16) hours of a spell of illness. After ten
(10) full years of employment, payment for extended finess shall begin on the

second (2) consecutive working day or after eight (8) hours of a spell of iliness.

Extended illness payment shall begin on the first scheduled working day of the
illness under the following conditions: '

1. Any illness requiring hospitalization, or.

2. Employee is seen in out-patient care center for out-patient surgery, or

3. Occupational diseases or injuries sustained prior to receiving Workers
Compensation, or

4, Continuing illness when employee attempts to return o work too soon.

G. For critical illness in the immediate family, an employee is entitled to five (5) days
paid extended illness leave per leave year.

H. Employees with less than thirty (30) years full-time PHT/County employment who
retire or resign from the PHT will be eligible to receive payment for up to a
maximum of 1,000 hours of accrued extended. illness leave at the employee’s
current rate of pay at fime of separation, excluding any shift differential, prorated in
accordance with the following schedule:

Less than 10 years -No Payment
10 yrs. but less than 11 yrs. - 25%
11 yrs. but less than 12 yrs. - 30%
12 yrs. but less than 13 yrs. - 35%

WL U
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13 yrs.
14 yrs.
15 yrs,
16 yrs,
17 yrs.
18 yrs.
19 yrs.
20 yrs.
21 yrs.
22 yrs.
23 yrs,
24 yrs,
25 yrs.
26 yrs.
27 yrs.
28 yrs.
29 yrs.

but less than 14 yrs. - 40%
buf less than 15 yrs. - 45%
but less than 16 yrs. - 50%
but less than 17 yrs. - 55%
but less than 18 yrs. - 60%
but less than 19 yrs. - 65%
but less than 20 yrs. - 70%
but less than 21 yrs, - 75%
but less than 22 yrs. - 77.5%
but less than 23 yrs. - 80%
but less than 24 yrs. - 82.5%
but less than 25 yrs. - 85%
but less than 26 yrs. - 87.5%
but less than 27 yrs. - 90%
but less than 28 yrs. - 92.5%
but less than 29 yrs. - 95%
but less than 30 yrs. - 97.5%

Employees who retire after 30 years of full-time PHT/County employment, will he
eligible to receive 100% payment of their full balance of accrued extended iliness

leave.

Such payment will be made at the employee's current rate of pay at the time

of retirement, excluding any shift differential and will not be subject to any maximum
number of hours.

Section 3.

A

TA PHT

Vacation Requests

Annual Vacation Scheduling Procedure

The annual vacation leave period will be Jaﬁu‘ary through December. The vacation
scheduling procedure shall be as follows: . .

1.

Leave request forms will be distributed with a sample copy of the upcoming
year's vacation calendar by October 1%, '

| eave request forms shall be retumed by employees by November 1%
Annual vacation calendars will be published and posted by December 1%,

Employees may request any two vacation periods, designating them as “first
plan® and "second plan.” Although forty (40) hour blocks of vacation are
preferable for scheduling convenience, intermittent vacation (in periods of 8
hours or more each) may be scheduled.

Employees will be granted eighty (80) hours of vacation yearly based on this
vacation scheduling procedure. Every possible effort will be made to
accommodate a longer period of time if requested by the employee.

Vacation periods will be scheduled by unit seniority for the first eighty (80)
hours of each employee's vacation schedule for the year. Remaining
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vacation will be scheduled on a “first come, first served” basis, based on
patient care needs. All employees (except those who have not completed
their probationary period as of January 1% of the upcoming year), will be
encouraged to schedule and take at least forty (40) hours of vacation each
calendar year.

7. Employees whose forms are not returned by November 1st will have
vacation scheduled for the upcoming year on the "first come, first served”
basis mentioned above.

B. At all other times during the vacation year, requests will be scheduled on a "first
come first served" basis. Vacation requests should be submitted forty (40) days in
advance unless extenuating circumstances give rise to emergency requests.
Response to vacation requests under this paragraph will be in writing, and will be
provided to the employee no later than fourteen (14) calendar days after the date of
submission.

Section 4. Holiday Requests

Holiday scheduling shall be done in a fair, equitable manner on a rotational basis.

Section 5. Leave Without Pay

A Permanent employees, with the approval of their department head, may be granted
a leave of absence without pay for a period not to exceed one (1) year for sickness

or disability, fo engage in a course of study or other good and sufficient reason
which is considared in the best interest of County service.

B. Employees may be granted leave under this section to serve as full-time
representatives of the Union or to enable them to take appointments in the exempt
service.

A leave of absence without pay for religious holidays may be granted by the
department head.

O

D. All requests for extensions of leaves without pay beyond one (1) year must be
approved or disapproved by the department head and the director of Human

Resources.

E. Employees will be allowed to maintain forty (40) hours in their personal leave bank
while on approved leave without pay.

Section 6. Beareavement Leave

Full-time employees who have completed nine (9) pay periods of County/PHT service will
be granted three (3) days of emergency bersavement leave with pay in the event of a
death in the immediate family. Immediate family is defined as the employee's spouse, and
employee's or spouse's children, mother, father, sister, brother, grandfather or
grandmother, son-in-law, daughter-in-law, or upon proof of any person in the general
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family whose ties would be normally considered immediate’ and living within the same
household. For the purposes of this section "spouse” shall be understood to include a
significant other living within the same household. Bereavement leave shall have no
relationship to travel ime or qualified use of any other leave time that may be due or
useable by the employee.

Section 7.  Military Leave

The Employer is governed by Federal and State law concerning military leave and all
employees represented by this contract shall receive the benefits of such laws.

Section 8. Voting

The Employer agrees to allow each employee who meets the conditions set forth below
reasonable time off with pay, not to exceed one (1) hour, fo vote in each local and general
election. Voting time will be scheduled in such a fashion as fo not interfere. with normal
work production, however, the Employer shall attempt to schedule this time off at either the
beginning or end of an employee's work shift. The location of the employee's precinct and
the employee's work schedule shall be considered in scheduling time off. VWhenever
possible, scheduling of such voting time will be posted as early as ten (10) working days
prior to the date of the election. '

CONDITIONS
A. The employee must be a registered voter; and

B. Must be scheduled for a shift of at least eight (8) hours duration on election day;
and

C. More than one-half (%2) of the hours of the scheduled shift must be between 7:00
A.M. and 7:00 P.M. on election day. | '

Section 9. Jury Duty

Employees who are called to serve on jury duty or to testify as witnesses under subpoena
will be excused from work and will be paid their regular salary for the duration of this
service. To be excused, employees should present official notice of jury duty or subpoena
to their immediate supervisor.

An employee who is subpoenée_d by a private parly to a suit and testifies while being .
excused from duty with pay may accept a witness fee, but must turn it over to the haspital
properly endorsed. However, jury fees shall be retained by the employee.

Section 10. Leaves for Union Business

A Leaves of absence without pay for periods not to exceed one (1) year shall be
granted to up o two (2) bargaining unit employee in order to accept full-time
positions with the Union. The Union shall make written application for such leaves
thirty (30) days in advance, and may not make application for more than one (1)
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employee from any one (1} unit during the same period. Employees granted such
leaves shall continue to acerue bargaining unit seniority during the term of their
lsave. Employees returning before or at three (3) months shall return to their former
unit and position. After three (3) but within twelve (12) months, employees shall
return to a comparable position.

B. Leaves of absence without pay for periods not to exceed one (1) week shall be
granted to Union Representatives to attend Union functions. The total number of
person-weeks allowable under this paragraph shall not exceed ten (10) weeks per
vear. The Union shall make written application for such leaves sixty (60) days in
advance. Employees granted such leaves shall continue to accrue bargaining unit
seniority and, upon return, shall assume their former unit and position.

C. Leaves of absence/release time with pay shall be granted to Union Representatives
to perform Union roles and responsibilities. The total amount of this leave shall not
exceed fifty (50) days. Employees granted such leave shall continue to accrue
bargaining unit seniority and, upon return, shall return to- their former unit and
position. Leaves granted under this paragraph shall be counted as time worked for
the purpose of calculating overtime pay.

D. The Union President will be granted full time release from duty with full pay and
benefits, including all benefits and compensation due under the SEIU/PHT contract

and PHT policies and procedures.
Section 11. Administrative Leave
Beginning MarehOctober 1, "24}422-014, the annual holiday administrative day will be
sasgene%eé—aﬂ%&!—%ep%em%MMM@%?&%HR@—&%IM@%%&M%&@W@W
willbe-autortaticallyprogpectively restored. | _
ARTICLE XIV - EMPLOYMENT PRACTICES

Section 1. Probafionary Periods

The first six (6) months of full-ime- continuous employment shall be the probationary
period. After successful completion of the probationary period, the employee shall be
considered a permanent employee unless specifically advised by the Employer. The
Employer retains the right to terminate probationary employees without rictice or pay in
lieu of notice. Probationary employees are not required to give nofice of intention to
terminate, Probationary employees are, however, requested to give two (2) weeks notice.
The probationary period may be extended at the option of the Employer provided that the
total probationary period may not exceed one (1) year, and the employee has agreed fo
the extension. The employee's agreement shall be in writing.

Section 2. Lounge Areas

Present lounge space will be maintained and the Employer agrees to provide adequate
~ lounge space, or equivalent lounge space in all new facilities.
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Section 3. Work in Higher Classification

Any employee who is assigned the duties of a higher position will receive a one step
increase above his/her regular hourly rate for each shift and any continuous hours wotked
in the higher classification. Employees regularly assigned as lead workers shall receive a
onhe-step increase in accordance with the practice in existence at the time this contract is
ratified. ‘

Any employee temporarily assigned to fill in for the duties of a supetvisor shall receive a
two step increase above hisfher regular rate of pay for the entire period that hefshe works
in that status.

No employee temporarily appointed to any acting position or who works out of
classification will lose shift differential.

Section 4. Classification Appeal

A Whenever an employee feels there is just cause fo appeal a classification, the
employee may apply for a review of the classification i writing to the immediate
supervisor.

B. Such a request, including a job description prepared by the employee shall be
forwarded to the Division Director/Administrator by the employee's supervisor.

C. Within fifteen (15) working days of receipt of request, a meeting will be convened
between the Senior Vice President of Patient Care Services and/or designee and
the Employee and hisfher representative.

D.  Within thirty (30) working days of such receipt for request of reclassification, the
Senior Vice President of Patient Care Services and/or designee shall render a
decision. '

E. If the employee is not satisfied with the decision; the employee may within ten (10)
working days request a hearing by the director of Human Resources. At the
hearing, the employee may be accompanied by a representative of the employee’s
choosing and may produce any documents and evidence to support the claim. for
reclassification. The director of Human Resources will explain the basis for the
decision in the eveiit the request is denied. The director of Human Resources shall
hold such hearing within thirty (30} days of recjuest.

F. The Director of Human Resource’s decision shall be rendered within thirty (30) days
and shall be final subject to review by the President of the Public Health Trust. In
the event the request for reclassification is upheld, the employee shall receive
appropriate compensation beginning with the pay period that the original request
was initiated in writing. For purposes of this article, employees relieving for vacation,
short-term illness and emergency leaves of absence will not be eligible to apply for
reclassification. ‘
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Section 5. Empioyee’s File

No evaluation, Record of Counseling, PAM, reprimand or disciplinary action notification, or
any record of formal or informal counseling, shall be considered to be part of an
employee's official record unless the employee has been offered or given a copy and has
been afforded the opportunity to sign the document or to add the employee’s written

disagreement to it.

Upon prior request, employees shall have access to their personnel files. Nothing will be
placed in an employee's file without knowledge of the employee. Employees shall have
the right to aftach written comments to items in their file and these comments shall become
part of the official record. Employees may obtain one (1) copy of any item(s) in their file.

Employees who request in writing to be notified by the Personnel Administrator when
anyone other than 'a County or PHT employee has received access to their file shall be so
informed. '

Section 6. Evaluation of Work Performance

A. Each employee will receive an evaluation of the employee's work performance at
the end of the first six (8) months of employment, and at least annually thereafter.
Regular part-time employees will receive a yearly performance evaluation.

B. The evaiuators are ones who make frequent observations of the employee's
performance and share responsibility for the employee's professional growth and
development.

C. The evaluator, oriented to the purposé and method of evaluation, will be the
immediate supervisor of the employee being evaluated.

D.  The evaluator discusses the evaluation in conference with the employee who has
the right to make written comments on the form. A copy of the completed
evaluation, signed and dated by both parties, is given to the employee after it has
been reviewed by the Department Director or designee.

E. If the evaluation is less than satisfactory, the employee shall be offered advice and
counsel on how to improve performance and may be reevaluated within ninety (90)
days, '

F. A permanent employee who receives a performance rating which is below

standards may appeal the evaluation, in accordance with the grievance and
arbitration procédure provided under Articles VIl and VIl of the Agreement.

G. When an employee is eligible for a step increase, it shall not be delayed beyond the
employee's anniversary date if a supervisor doeés not complete the evaluation in a

timely manner.

H. If an employee's supervisor is not a similar medical professional, the Senior Vice
President of Patient Services or designee may designate a Professional as an
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Section 7. Promotions

A. It is the policy of the Employer to encourage and give priority to promotfions from
within, thereby providing all employees with the opportunity to aspire to higher level
positions within the PHT's operations.

B.  All promotions will involve a minimum increase of one (1) step.

C. All promotions will involve a six (6) month trial period. Permanent status employees
who are promoted shall continue to retain their rights under this agreement.

D. Permanent status employees who are promoted and fail to successfully complete
their 6 six month trial period will be offered a vacant position in the previously held -
permanent status classification, if available, or may bump a probationary/trial
employee in that classification.

Section 8. Longevity Bonus

appropriate medical professional fo serve as the reviewer of the evaluation. The
appointed reviewer shall discuss the evaluation with the employee being evaluated
before signing off.

Annual longevity bonus payments will be made in accordance with the following schedule:

A.

Upon completion of 15 years of full-time continuous County Service, 1.5% bonus

payment of base salary.
Upon completion of 16 years of full-iime continuous County Service, 1.6% bonus

payment of base salary.

Upon completion of 17 years of full-time contintious County Service, 1.7% bonus

payment of base salary. : o

Upon completion of 18 years of full-time gontinuous County Service, 1.8% bonus
payment of base salary.

Upon completion of 19 years of full-time continuous County Service, 1.9% bonus
payment of base salary.

Upon completion of 20 years of full-time continuous County Service, 2.0% bonus
payment of base salary. _
Upon completion of 21 years of full-time continuous County Service, 2.1% bonus

payment of base salary. -

Upon completion of 22 years of full-time continuous County Service, 2.2% bonus
payment of base salary.

Upon completion of 23 years of full-ime continuous County Service, 2.3% bonus

payment of hase salary.
Upon completion of 24 years of full-time continuous County Service, 2.4% bonus

payment of hase salary.

Upon completion of 25 years of full-time continuous County Service, 2.5% bonus
payment of base salary.
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Upon completion of 26 years of full-time continuous County Service, 2.6% bonus

payment of base salary.
Upon completion of 27 years of full-time continuous County Service, 2.7% bonus

payment of base salary.
Upon completion of 28 years of full-time continuous County Service, 2.8% bonus

payment of base salary.
Upon completion of 29 years of full-time continuous County Service, 2.9% bonus

payment of base salary.
Upon completion of 30 years or more of full-time continuous County Service, 3.0%

borius payment of base salary.
The minimum amount of payment will be $350.00,

Fulltime ennloyees: who._accept a part:time_pesition _and thereafter aceept a full-time
pass’uon will have ‘theur VEArS of service in the full-lime position recognized for purposes of
- receiving their, ionqeww hofus as long as. ihe:r gervzce is contindous. Yeais: 01’ serwce m q -

Dart-time posatlon viill not count fowards the ionqewty bonus

Section 9. Educational Bonus-Certifications

N%ﬁ&ﬁ—aﬂqe—%ﬂ#emﬁ%eyﬁe%—w%@emﬁ@aﬁeﬂs—%—%h@rm%aﬂ“fam—a?ewwe@d-s&e%p#ne—shaﬁ
receive-twe—hundred-fifty—dellars: : - the—certification—or-upon
reee&ﬁma%%e—n—@%%me—eeﬁ#&eaﬁeﬁs—sha%@emeem;ae%a%eéwfe%ﬁny—wp%@yee%hemheiela
Mi%ﬂ%%&%ﬂﬂ@%%%b@%&%%%@%é@é%ﬂ%w
ehgak}!e»emﬁleyewﬁ%%@my—the—hfgheﬁbea' o-which-they-are-entitled:

Al full-time eriployess who are not required bv JHS to have a Master's dedgree for their
curfent Classsﬂcatson but earn a Master's degree on o after Oclober 1. 2014 in their area
of practice at JHS shali receive a- ‘one-time bonus of $1.040. @0 upon receipt and proof of

heirdedres.

All bonuses and payments for certifications are payable upon completion of the initial
‘probationary period. -

Section 10. Reference Books and Periodicals

A. To assure a high quality of care, each division and/or each agency where
employees perform duties, will have a designated area for reference books and
current periodicals, relating to care given in the area oragency.

B. Ernployees shall have access to the University of Miami Calder Library for reference
books and penodlcals With prior approval from the employee’s supervisor, the
Employer agrees to pay for Medline and copying service charges incurred by the

employee.

C. Employees should submit their requests for certain books and publications for their
use. Each agency or division will have a minimum of two 2) prefessmnai
periodicals per bargaining unit. These will be available to employees on all tours of

duty.
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Section 11. Parking Facilities

The Employer will make every effort to provide adequate security in all parking facilities
owned by the PHT especially during changes of shifts.

Employees are encouraged fo call Security at night for escort fo and from the parking
structures.

The Employer will provide one (1) month free parking for all employees whose cars are
vandalized or stolen.

Section 12. New Equipment and Procedures

In-sefvice training regarding new equipment or procedures and training required by a
licensing agency will be provided in all areas on all tours of duty.

Section 13. Drug Discount

Employees may purchase drugs at the pharmacy at a rate of cost plus 10%. A surcharge
of one dollar ($1.00) will be added for each visit to the pharmacy for prescriptions for one
(1) person. :

Section 14. Tuition Reimbursement

All eligible full time bargaining unit employees. employed by the Employer will receive one
hundred per cent (100%) tuition reimbursement in accordance with the established policies
and procedures maintained by the Employer. This reimbursement may be used for
continuing education, seminars, conferences and/or cettification modules; providing it is
approved in advance by the Department of Education and Development.

All eligible regular part-time bargaining unit employees will receive 50% tuition
reimbursement in accordance with the established policies and procedures maintained by
the Employer.

Section 15. Job Specification Language

A. No employee covered by this agreement shall be required to do work outside
his/her classification, except under emergency conditions as declared by the
President of the PHT, County Manager or their authorized representatives.

B. The Union shall have a representative on the Performance Standards Committee.
Whenever there is a propesed change in the job specification or title of a class
within this Bargaining Unit from this Committee, the Employer shall notify the Union
of the proposed changes in job duties. The Union shall receive a copy of the current
job spegcification and the proposed job specification.

C. Upon notification, the Union may request o meet and negotiate over the impact of
such changes on unit employees as provided in Article V, Section 2.
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D. Proposed changes shall be publicized among employees.

It is understood by' the parties that the duties enumerated in job specifications are
not always specifically described and are to be construed liberally,

It is understood by the parties that the duties to be added in the proposed change In
the job specification shall bear a reasonable relationship to the duties and
responsibilities currently contained therein. Changes proposed by the Employer
other than the addition of new duties, shall be reasonable under the circumstances.
The Union may make proposals to the director of Human Resources. The decision
of the director of Human Resources shall be final, subject to review by the President
of the PHT. '

Section 16. Rubella and Hepatitis-B Vaccine

Rubella and Hepatitis-B vaccine will be offered to all employees as part of pre-employment
physical as well as to those employees currently employed. Appropriate titers will be drawn
as necessary. '

Section 17. Injuries, Rehabilitation and Reorientation

A. Consistent with PHT and County policies, if an employee is injured while on duty,
the Employer will make every effort to assist the employee in making application for
worker's compensation. In the event the injury is of a nature which will inhibit his/her
ability to perform hisfher duties, the Employer will make every effort to rehabilitate
and reorient the employee to perform duties of a different nature.

B. Eligible bargaining unit employees shall be entitled to eighty percent (80%) short
term disability leave benefits in accordance with coverage provided under the
Miami-Dade County Code (Section 2-56.27.1).

Section 18. Child Care/Elderly Care

The parties agree that the provisions of quality, non-profit care facilities on site can have a.
beneficial impact on employee morale, absenteeism and turnover. Therefore, it is agreed
that, if either party requests it during the six months prior to the expiration of this
Agreement, the parties shall establish a joint Care Committee to study the feasibility of on-
site care centers, including their costs and the degree of employee interest. The
Committee shall present its findings and any recommendations fo both parties at least
sixty (60) days prior to the expiration of this Agreement.

Section 19. Scope of Practice

It is agreed that, except in emergency situations, employees will not be expected to
routinely perform duties outside the general scope of their clinical practice. Consistent
short staffing, whether of Professionals or of support personnel, shall hot be considered as
emergency situations. The Employer agrees to make a good faith effort to minimize non-
clinical duties and to identify and reduce such duties.
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Section 20. Clinical Social Worker Licensure Exam

Effective upon ratification, the PHT agrees to pay the cost of the Clinical Social Worker
| icensure Exam and pre-exam regisiration upon successfully passing the exam.

Section 21, Referral and Retention Ingentive Program

A referraliretention ineentive prograr for the purpase of hiring: qualified candidates into

difficult to fill.positions may be implemented during the term of this Adreement upon mutual

agreement of the parties.

ARTICLE XV- VACANCIES, TRANSFERS, REASSIGNMENTS, UNIT MERGERS AND |

FILLING VACANCIES

Section 1.  Shift Transfers, Posting and Filling of Vacancies and Reassignments

A

Shift Transfers. Recognizing that access to preferred shifts by employees can make.
an important contribution to employee morale and retention, the parties agree that
all available shifts shall be made available to employees within the unit by unit
seniority.

Posting of Vacancies. All unit available vacancies shall be posted in the unit and
concurrently throughout all PHT facilities. If employees under paragraph A do not
express interest in the vacancy within the first fourteen (14} days of posting, the
vacancy shall continue to be posted on bulletin boards located throughout PHT
facilifies until a job offer is made by recruitment services. With written notice to the
Union, the Employer may offer employment to an employee prior to the end of the
fourteen (14) day posting period, provided that:

1. . More than one (1) vacancy exists in the unit.
2. Priority for shift selection under A above is. maintained.

Recruitment Setvices is responsible for posting all vacancies for which a personnel
requisition has been submitted. : - ' :

Filling of Vacancies. During this posting period, current employees with the
necessary qualifications will be given preference over ouiside applicants. When
skill, competency and ability are considered substantially equal in the judgment of
the Employer, seniority shall be the deciding consideration in filling vacancies. Al
employees who apply for a posted vacancy shall be advised of the vacancy status
as soon as practical. An employee's current salary will not be a determining factor
when considering employees for transfer.

There will be no less than two (2) nor more than three (3) weeks nofice to the
department from which an employee is transferred. In the event that the position
being vacated is critical to. the operation of the unit, the employee may be retained
until such time as the employee is replaced, but for no more than sixty (60) days.
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However, for pay purposes, transfers will be effective at the beginning of the pay
period following acceptance.

E. An employee returning to a previous permanent-status classification within one (1)
month will be transferred to the employee's previous position and department
unless the position has been abolished or has been filled by another employee with
permanent status in the classification for that position. In the event the former
position is not available, the returning employee will be offered a vacant position in
that classification or will replace a probationaryftrial employee in that classification,

F. If it becomes necessary to reduce FTE's in a unit, the hospital will first seek
volunteers in a unit. If there is an insufficient number of volunteers, affected
employees. will be reassigned in inverse order of hospital-wide seniority in the
classification, consistent with the reassignment procedure in Apperdic—D;
Redssignment-PrecedureArticle AVIL

Section 2. Unit Mergers
When one or more units are merged, the following procedure will be utilized:

A The unit seniority of all affected employees shall be maintained and merged into
one new unit seniority list  Any shift selections or vacation scheduling in
accordance with the Collective Bargaining Agreement will be based upon this
merged seniority.

B. In the event that a unit merger necessitates the elimination of any positions, the
reassignment procedure will be followed and, unless there are volunieers, the
employee with the least hospital-wide seniority in the affected classification of the
new mergéd unit will be reassigned and/or offered the opportunity to voluntarily
demote. - -

ARTICLE XVI - ORIENTATION AND CROS_SuTRA!NINQ

For purposes of administering the parties’ orientation and cross-training programs, the

term “new employee orientation” shall mean the instruction provided to new employees

upon hiring, “incumbent orientation” shall mean an instruction program of twenty-four (24)

hours or less, and the term “cross-training” shall mean an instruction program of more than

twenty-four (24) hours.

Section 1. ~ Orientation

A. The Employer agrees to continue the new employee orientation program for
employees upon initial hire. An employee shali not be expected to work in an area

of practice to which the employee has not been otiented/fcross-trained except in
emergency circumstances.

B.  Anemployee who is new to a unit but not to the Hospital will receive orientation to
that unit and to the employee's job responsibilities within it. If an employee is
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expected to work irl more than one unit, the employee will be appropriately oriented
to each unit. '

C. An incumbent employee’s orientation for a new unit may be extended up to thirty-
six (36) hours if the employee has not yet completed instruction on all of the items
on an orientation checklist.

D. No employee shall be required to take more than two (2) “incumbent orientations™
during any twelve (12) month period without entering a formal cross-fraining
program.

E. Orientation shall be offered and floating distributed on a non-discriminatory basis.

Section 2. Cross-training

A When an employee is cross-trained, an initial assessment of competence will be

done and an organized, documented fraining program, using fools such as
checklists, will be provided in order to ensure the safe delivery of quality patient
care. The employee and the person responsible for the cross-training shall mutually
acknowledge in writing when the cross-training has been successfully completed.

 Attainment and maintenance of necessary skills and competency needed to
practice in the intended unit will be documented.

B. When cross-training programs are available or necessary, the employer will first
seek volunteers, Selection from volunieers shall be made by seniority. If there ate
insufficient volunteers to meet departmental needs, employees shall be assigned in
inverse order of seniority. Volunteers must meet licensure requirements of the
position. The Employer agrees to make cross-fraining programs and opportunities
available to employees in the same classification and same department on an
equitable basis. . '

ARTICLE XVH — REASSIGNMEMT, LAYOFFS, RECALL AND REEMPLOYMENT
RIGHTS

Section 1. Definitions

‘Reassigniment prosedure is applicable when there Is a redustion in FTE(s) in & unit and
there are vacancies in the affected classification(s).

‘Layoff procedure is applicable when there are no vacancies in affected classification(s).

Section 2, i&Rﬁéa'ssiqnmenipmceéﬁwe

IF it becomes necessary. to reduce the-FTE’s in a unit, the hospital will first seek volunteers

in_the unit. _if there is an insufficient number. of volunteers. affeécted employses will be
reassigned in inverse ofder of hospital-wide senjority in the! classification, consistent with

the reassignment procedure identified below:
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1)

2)

3)

4)

6)

7)

8)

Meeting datés will be scheduled with.the Vice President, the Depattment Director,
Labor Relations:and the Unien to discuss the reassignment.

Appropriate available positions will be frozen,

The Emplover will nofify the Union. in wiiting, of the affected unit(®), the affected
employses by riame, hospital-wide seniority:date by classification; the appropriate
available positions. in_the affected classification and, fhe effective date of

reassignment.

The number of volunteers, in the affected classification(s), accepted from each

affécted urit(s) will riot exceed the number of FTESs being reassigned fron that unit,

Volunteers from the. affected unit(s) will_be accepted. on & hogpital-wide seniority

basis in the classifiation(s)., providing licensure requirements for the. position: are
et

The voluntesr reassighment process will generally be cornpleted within two weeks:
of nofification to the employee(s). Notification: of involuntary reassignments will be
completed within 72 Hours of completion of the veluntary process.

‘Hospital-wide seniority_in the classificationts) will_prevail in the . selection of the

appropriate available pesitions.

The unit seniority of the affected employees shall be maintained and merged info
one unit seniofity list. . Any sbift selections. or_vacation scheduling.in accordance
with.the Collective Bargaining Agreement will be based upon the merfed senierty.

'_This procedure will not be used in the layoff pr’ocad'u%e of the collective baraaining
agreement. '

For purpeses.of the reassignment procedure; a unit shall be defined as follows:

Lab — Specialty areas (2.g.. Micro, CORE, Transfusion)
Soeial Work — Departieft

Pharmaey — Central, Satellite and/or Specialty

All other classifications = by class and licensure

Section 43. Lavoff Procedure

A.

TA

Layoff, defined, is. the separation of an employee for tack of work or funds as

determined by the Employer; or due to the reductions in or the contracting out of
services, without fault or delinquency on the employee’s part.

In the event of a layoff, employees will be: laid-off and recalled in accordance with
the procedures established herein.

The procedure will apply to full and regular part-time bargaining unit employees in
the statuses of permanent, substitute, and probationary. Exempt employees shall
be covered by this procedure. Seniority points will be calculated for each affected

PHT



-employee. In calculating seniority points one (1) point will be assigned for each

month of fulltime service, one-half (0.5) point will be assigned for each month of
part-time service. Points for moriths of service are simply totaled with the final

" number being the retention score.

TAPHT

All ime spent on military leave of absence will be included in calculating seniority
points. Seniority credit will be given to an employee who has volunteered for
military service duting peacetime (not eligible for military leave of absence),
provided the employee is re-employed within ninety days of release from military
service. Seniority credit will be given for the service time prior to and during the
military service.

Qualified veterans will receive veterans’ preference points equal to 5% of the
highest seniority score. These points are added to the veteran's seniority score.

The Employer will make every effort to give sixty (60) days notice to the Union of
any decision to layoff unit members. No less than 21 days written nofice will be
given to bargaining unit members who were laid off or demoted. A copy of such
notice will be simultaneously sent to the Union.

Layoffs will be done in inverse order of seniority by classification. Employees in the
statuses of temporary relief and en-sall-paeiper diem will be terminated prior to any
full-time or regular part-time employee in the bargaining unit being impacted by lay-
off. An employee who has worked in the classifieations of MSW and LCSW, and
who during that time performed the same function or duties in the former
classification as.in the latter, will have his/her seniority blended for the purposes of
layoff, recall, and reassignment.

Fulltime employees will automatically bump into any classification in which they
previously held permanent status. Employees in. grant funded positions: will only be
eligible to bump in their same area of discipline within their same grant area.
However, this does not affect the right of an employee to otherwise bump info any
position and/or classification in which they held permanent status.

During the twenty-one (21) day notice period, employees who have been bumped
shall be given five (5) calendar days to select by hospital-wide seniority a
reassignment to a vacant position in their discipline. The Union will be responisible
for facilitating this process.

Part-time employees can only bump within their classification within their specific
discipline. It is understood that in a layoff, part-time employees may be required to
move to full-fime status in order to exercise bumping rights. Reasonable efforts will
be made to ensure that part-time employees may continue in pari-time status. Full-
time employees shall not be required to accept part-time positions.

All time served in the higher classification will be credited as time served in lower
classifications within their specific discipline. When a higher classification within a
unit is eliminated the affected employee may voluntarily opt to demote o a
previously held classification to remain in their unit/discipline, as petmitted by
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licensure. Bargaining unit employees who previously held permanent status in
classifications outside of this bargaining unit will be subject to the applicable layoff
procedures of the classification to which they are displaced.

I For purposes of layoff only:

1. Time served as a | will count towards time as a |l in the specific discipline.
Time served in these classifications in pool status will not be considered.
When management deletes a job classification and creates a new
classification and the primary function remains the same then time in the
previous class would count for the purposes of layoffs, reassighments, or
recall as time in the new class (most current example would be: time served
as a Medicaid Specialist would count as time served as an Enrollment
Specialist).

2. No bargaining unit employee shall be laid-off in lieu of maintaining a full-lime
equivalent traveler, agency or pool employee in the specific discipline.
Following a lay-off, pool and agency employees may be used during the
necessary transition time specifically fo cover for orientation and cross-
training that may be required as a result of lay-off.

J. Employees who have been displaced will be given priority consideration for other
opportunities in their specific discipline.

K. The County and PHT agree that County employees cannot bump bargaining unit
employees working for the PHT nor can PHT. Bargaining Unit employees bump
County Bargaining Unit employees.

Section 24. Recall Procedure

A. Employees will be recalled in inverse order of layoff. Employees that have been
laid-off will have recall rights to all full-time and partfime vacancies in their
previously held position for a period of two (2) years from the date of layoff. If ar
eriplovee is recalied and actepts a parttime position he/she shall eontinue fo have
recall rights to a full-ime position if-one becomes availablé duiring the-recall period.

B. The Union will be notified of all employees on recall lists and vacancies, as offered
and accepted. '

C. Once recalled, employees will have their previous seniority and extended Il bank
restored. If employees received a payout of their extended ill upon layoff, once
recalled they can purchase back their time.

Section 35. Furloughs

12 ihe-Employer-agress-not-le-implement-any-fudoughs-of
oyees-thrsugh-the-end-of fiscal-year 2043—Fhereafter-in-the
recessans—syster-wide-furloughs-may-be-implemented-onl
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B Inthe event it is financially necessary. system wide futloughs may be implemented.
The Employer will make every effort to give sixty (80) days written notice to the
Union of any decision to furlough unit members. No less than twenty-one (21) days
written notice will be given to bargaining unit members who are fo be furloughed.
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ARTICLE XVIlI - CONTRACTING QUT

If the PHT solicits bids or proposals from the public fo contract out services currently being
performed by members of the bargaining uni, the PHT will notify the union. Notice of the
solicitation will be provided as soon as practicable but in no event later than members of
the general public are notified. If the County Commission solicits bids or proposals from
the public to contract out services currently being performed by members of the bargaining
unit, the PHT will provide the Union with notice as soon as it receives notice of the County
Commission’s solicitation.

Jackson Memorial Hospital 'shiall.not centract out Adult ER services, inclding - but_not
limited to the Rape Treatment Certer. at its Main Campus. In.{he event that the PHT
solicits bids or propesals fromttie public fo contract out services currently being performed
by members of the bargaining units in the Pediatric ER, or In.the Adult ER at Jackson
North Medical Center or Jackson South Community Hospital, all of the provisions and
rights contained. in this Article shail apply, and if tfiese services are contracted out, the:
PHT will require as a.condition of its ‘agreement/contract with any eniities or Provider(s).
{hat_any- fulltime or_part-time attending . physicians. . physician assistants, or ARNPs
emploved by the PHT shall remain emploved in those units as PHT employees,

Upon request by the Union, the PHT shall make available for inspection any and all
documents publicly available relating to the services  contemplated for contracting out, prior
to action beirig taken by the Employer to accomplish the contracting cut. The Union may,
within thirty (30) days or less if possible, propose an alternative plan by which the work
may be done economically and efficiently by appropriate members of the bargaining unit.
If the PHT receives such a proposal from the Unions it will give such proposal reasonable
consideration.

ARTICLE XIX - GROUP INSURANCE
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| BA. The parties agree that bargaining unit employees will be offered the opportunity to
become members of a qualified Health Maintenance Organization and.a Peint of
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Sewice Plan pursuant to law and in accordance with all rules, regulations, and
procedures pertaining thereto prescribed by the Employer and the qualified Heaith
Maintenance Organization.

The parties agree that bargaining unit employees will be offered the opportunity fo
participate pursuant to law and in accordance with all rules, regulations, and
procedures pertaining thereto prescribed by the Employer and the Intemal Revenue
Code.

4 The-PHTwill provide-a-$10:00-biweekly-contribution-to-the-Flexible-Berefits
P%ame@mmyeeseﬂ%sﬂ%ém%hew&m%%mm%ﬁdmgﬁe#@%%
sentence—effective-Mareh—1—2012—this-flex-dellar—contribution-shali-he
ﬁa%ﬁmed—unﬁl—sememb%é@m%%—ih%aﬁer%e—% 1.00-bi-weekhy
employer-sontibution-shallbe aulermatically-restored:

o ey eyt o b id o an anmial 81 O06 seniohptinndoaths
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Floxible—Benefits —Plan—paid--in—biweekly inereperite—for—CountyPHE
employees-eligible-for-group-health-lnsurance-or-the-Flexible Benefits Plap:
Notwithstanding the foregeing sentence,cfoetive—Marsh—1-2012this-flex
ﬁ;e{-iaf—e@ﬂtﬁéaﬁ@%&é‘ualkb&s.uspeﬁdé%ﬂﬁk&é@m@%%@%’ihe{é{éﬁeﬁ
the-$4000 employercontribution-shal-be-aute maticallyresterad:
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Care-Croup-nsurance-Plan shall-be-required-to-pay-three-percent-(3%)-ofthe
-eest—ef—s%ag%&eayemgmmiwéaﬁﬁ

%Nkempieyeas—emeﬂeei-—igﬁ—th@@eaﬂ%y#?—%sﬁ@@iﬁ@éﬁgewie@%\ﬁaﬁa@eeﬁeﬁ?&a}tﬁ

Copies of the 2015 plan desians and cost structures for all plang offered fo
eligible batgaining unit members-are aftached to this Agreement as Appendix
D. including emploves premium _conttibutions, ¢o-pays, .deductibles; BX
benefits, etc. In addition to the POS and HMO plan, the PHT will:continué to
nrovide a Select Network/Managed. Health Care Groug Insurance Plan, and:
will include the Jackson First Group Insurance Plan beginning the plan yeas
January 1, 2015, N ' ‘

b

2 For plan years 2016 and 2017, either party may reopen this Atticle no later
than July 1% of the preceding plan. year fo negofiate plan design and:
oremium contributions. including but not limited to co-pays and déductibles,
No modifications to plan desigh or émployee premitm contributions-shall be
made absent negotiations pursuant te Chapter 447, Part i, Florida Statutes.

Part-time employees with. benéfits who consistently work 30 or more hours:
per week, and part-time employees assigned.to a 3/2 schedule hat average
57 ¥ hours bi-weekly, are eligible for parficipation in the PHT’s health plans.

A-pre-tax-dellars-to-the-extent-allowable
i Aan- et jagesx;aew:ai%usamed-by
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sbialncd-to-negetiate-Health ﬁ%@ﬂ%@’ﬂ%&@ﬂ%ﬁﬁé—@eﬁﬂ%ﬁﬂ or-to-establishing
premivm-centributions:

JACKSON.FIRST PLAN

Eligible Jackson Healih Systém employees will_be given the option of
enrolling in the Jackson First heaith insiurance. | nlan, in addition to:the ctrrent
available options. This Pldn fs voluntary and available to any benefits- eligible
employee and their- dependenis.. There will be no.co-pays ard/of deductibles
for seiviced performed at Jackson faciliies {except emergengy. cate, which
would mirror the other HMO plan co-pays), et by ainy nhysician with admitting

privileges at Jackson Health Svsten.. For individual gmployees elesting the
:emniavese only: eption. there will be no_ premium. contr bu‘[ ion for the term of
_the Agreement.

Jackson. First plan pamcapanis shall aléo have access {0 a coiidierde service
as described in Appendix D. which includes.a- dedicated. ieiegimﬁe line-for

scheduling appeintments. Employees. selecnnq the Jacksen First plan shall

have-access to.an urgent primary care physician within forty-sight 148) Holrs.
of requesting.an-appointment, and have access to a routine primary. care
ohvsician within ten (10) days of requesting an appolntment. Enrollees who
reguest outpatient diagnostic testing (with valid referral) will be scheduled for

the serviee within five (5) calendar days of the request or soonel if medically.

necessary at the Jackson facility of the enrcliee’s choice. This diagnostic,
testing inclugdes MRI. CT. mammaqraph\g. cOlonoscopY, laboratory. senvices,
elc.

The parties will create a Health Care Committee comprised of two . (2)
‘memberg appoiiited by Mana@ement and two {2) members appointed by the

Union. This_ Comimitiee will mee‘i month!\f funléss Dther\mse mutuaily
agreed). and shall be provided any and all mﬂ:}rmat;on necessary. to monitor
utifization, cost. and effestivensss of the plans.
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D PUBLIC-PROTECTION PLAN
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ARTICLE XX - EMPLOYEE REPRESENTATION ON COMMITTEES -
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The parties are jointly committed to the principle of employee participation in all
standing and special committees which discuss and recommend action which
affects delivery of quality care or the conditions under which employees work.

To this end, bargaining unit emiployees will be included as full members of all such
committees. The number of employees regardiess of the bargaining unit of the
employee included on any particular committee, where not separately specified
elsewhere in this Agreement, shall be my mutual agreement between the parties.

The selection of the individual employees to serve on each committee shall in all
cases be af the discretion of the Union, which shall inform the Employer in writing of
the names selected. Whenever more than one (1) employee is to be included on a
committee and the committee composition is not separately specified elsewhere in
this Agreement, thie Union will endeavor to select committee employees who are
interested in the work of the Committee from diiferent areas, shifts, etc. of the
bargaining unit.

Existing committees covered by this Article include, but are not limited to:
1. Joint Labor-Management Committees
a. Employee-Management Conference Committee

The Employer joinlly with the elected representatives of the Union,
shall establish a conference committee o assist in solving mutual
personnel and other employee-management problems not involving
grievances.

The purpose of the committee is to foster improved relations between
the Employer and the Union, = :

b. Joint Health and Safety Commitee

The purpose of the committee is to identify and investigate health and
safety hazards and make recommendations on preventive measures.
Additionally, the committee will assist in monitoring all ongoing health
and safety programs to assure their effectiveness in preventing
hazardous working conditions. Investigation and monitoring may
include work site inspections as requested by the union.

The committee shall have the authority to make recommendations 1o
correct health and safety hazards. The commiitee may research and
make recommendations for safer substitutes or modifications 1o the
new equipment, medical treatments and/or processes to the Product
Review Analysis Committee.

The Employer shall provide the committee on a quarterly basis with
data containing the vital information on all work related injuries and
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Section 1.

1

ilinesses, including but not limited to injury-on-duty quarterly reports
which will include needle stick and sharps injuries.

Other Labor Management Commitiees, As Established

The Uniori and. Employer agree to jointly establish Professional
Bargaining Unit Labor Management Committees to meet on an “as
needed” basis whenever the Union requests the Commitiee to meet
by making a written request to the Labor Relations Manager. Such
written request shall contain a list of the topics to be addressed af the
Committee.meeting.

Other Hospital/Medical Staff Committees

STQ e a0 T

Affirmative Action Committee

Employee Assistance Program Committee
Bio-Ethics Commitiee

Health & Safety Committee

|.C.U. Committee/Critical Care Committee
Infection Control Commiitiee

Health Information Management Committee
Pharmacy & Therapeutics Commitiee
Product Review & Analysis Committee

Matters Eliminated From Discussion

The following shall not be discussed by the above listed committees, without
mutual consent, unless they are raised in the context of defining a more
general problem within the purpose of the Committee:

a.

b.
C.

Pending grievances or items properly handled under the grievance

procedure,

Individual disciplinary actions and individual performance evaluations.
Matters or processes for which they are established joint committees,
or procedures.

It is recognized that the Committees will not be wsed for continuing
negotiations.

ARTICLE XXI - SAFETY AND HEALTH

General Recognition

It is the responsibility of the Employer to provide safe and healthy working conditions in all
present and future installations and to enforce safe working practices.

Nothing in this Agreement shall imply that the Union has undertaken or assumed any legal
liability to provide a safe workplace.
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Section 2. Joint Health and Safety Committee

A.

Purpose

The purpose of the committee is to identify and investigate health and safety
hazards and make recommendations on preventive measures. Additionally, the
committee will assist in monitoring all ongoing health and safety programs to assure
their effectiveness in preventing hazardous working conditions. Investigation and
moritoring may include work site inspections as requested by the Union. The
committee shall have the authority to make recommendations to correct health and
health and safety hazards. The committee may research and make
recommendations for safer substitutes or modifications to the new equipment,
medical treatments and/or processes to the Product Review Analysis Committee.
The Employer shall provide the Committee on a quarterly basis with data containing
the vital information on all work related injuries and illnesses, including but not
limited to injury-on-duty quarterly reports which will include needle stick and sharps
injuries.

Establishment

The Employer will continue to comply with applicable federal, state, and county laws
and regulations pertaining to occupational safety and health. To this end, any
unsafe conditions reported by employees will receive priority corrected action by
management.

If an employee believes a task or area is hazardous or unsafe she will inform her
immediate supervisor. If the employee and supervisor do not agree, the employee
will have direct access to the Management personnel on that shift who has been
designated by the Employer to resolve possible imminent danger hazards. The
decision of this designated Management personnel shall be final. Every reasonable
effort will be made to remedy such conditions as soon as possible.

Make-up of the Committee

The committee shall be composed of eighteen (18) members. Nine (9) may be
designated by the Employer. Nine (9) may be designated by the Union, with no
more than one per patient care unit. The Committee will be co-chaired by Union
and Management. ’

Meetings and Agenda

The Commitiee shall meet at least monthly and at other times when either side feels
that there is a health and safety issue that requires immediate attention from the
Committee.. Each party will submit fo the Chair for that meeting an agenda of topics
to be discussed at least five (5) days prior to the regularly scheduled meetings.
Either side may place any safety and health issue on the agenda.

Section 3. New Practices and Procedures




The Employer will inform the Union as soon as possible of the planned implementation of
any new equipment, medical treatment and/or précesses. Employees who are affected by
any new equipment, medical freatment and/or processes shail be provided, prior to
implementation, with the stiongest feasible protection from hazards including but not
limited to engineering controls, personal protective equipment, safer substitutes, and
proper education and fraining.

Section 4. Protection from Respiratory Hazards and Infectious Diseases

A. Infectious Diseases.

The Employer shall provide the strongest feasible protection to employees from
occupational fransmission of bloodbome and airborne infectious diseases, including -
but not limited to Tuberculosis and HIV/AIDS, through the use of engineering
controls, work practice controls, personal protective equipment, fraining and
education and the development of a comprehensive bloodbomne and aitborne
infectious disease program.

B. Asbestos

The Employer shall inform all employees about all known materials that contain
asbestos in their work areas. The Employer shall notify all employees of asbestos
removal in work areas where asbestos removal is scheduled to take place; supply
copies of asbestos air monitoring for that area; and ensure the strongest feasible
protection is provided to employees in the area where removal procedures are
being petformed.

The Employer shall provide a contact person and phone number for questions
regarding asbestos-containing materials and to report any damage to asbestos-
containing materials. The Employer must post the name and number of the contact
person throughout the hospital.

Section 5. On the Job Assault

The Employer has a responsibility to take all reasonably practical steps to protect
employees from physical assault on the job. No employee shall be disciplined for using
reasonable measures to protect himself/herself from assault. The Health and  Safety
Committee shall make recommendations on policies to prevent on the job physical assault,
manage violent situations and provide support to workers who have experienced or face

on the job assault.
Section 6. Security

. The Employer will hrovide secure, limited access to all PHT facilities to protect bargaining
unit employees and patients. Ongoing issues of security shall be addressed in the Health

and Safety Commitiee.

Section 7. Safe Patient Handling and Minimal Lift Team
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Consistent with the hospital's commitment to provide a safe and healthy workplace for
employees and to ensure the highest quality care, the parties agiee to maintain the safe
patient handling and minimal lift plan.

The parties agree to maintain the multi-disciplinary team and to maintain the plan. The
team shall consist of equal members of direct care providers and Employer
representatives and others as necessary to develop an effective plan.

ARTICLE X0UI - MANAGEMENT RIGHTS AND SCOPE OF THIS AGREEMENT

A It is understood and agreed that the Employer possesses the sole right, duty and
responsibility for operation of Employer facilities, and that all management righis
repose in i, but that such rights must be exercised consistently with the other
provisions of this Agreement.

B.  These rights include, but are not limited to the following:

1.

2.

10.

TA PHT

Determine the missions and objectives of the Employer;

Determine the methods, means and number of personnel needed to carry
out Employer responsibilities;

Take such actions as may be necessary to carty out services during
emergencies declared by the Employer;

Direct the work of the employees, determine the amount of work needed, and
in accordance with such determination refieve employees from duty or
reduce their hours of work. In addition, relieve employees from duty or
reduce their hours of work for lack of work or funds or other legitimate
reasons; - :

Discipline or discharge employees for just cause in accordance with
applicable section of the Miami-Dade County Code and the personnel rules
of the Employer including the right to make reasonable rules and regulations
for the purpose of efficiency, safe practices and discipline. The Employer will
inform the Union of any changes in the éxisting rules and regulations before
such changes are made effective;

Schedule operations and shifts;

Introduce new or improved methods, operations or facilities;

Hire, promote, transfer or assign employees;

Schedule overtime work as required;

Confract out for goods and sefvices;
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11.  Establish health care policy and determine relationships between the
Employer and governmental, educational and community agencies.

C. The parties acknowledge that during the negotiations which preceded this
Agreement each had the unlimited right and opportunity to make demands and
proposals with respect to the subject or matter and that the understandings and
agreements arrived at by the parties after the exercise of that right and opportunity
are set forth in this Agreement. This Agreement, including its supplements and
exhibits attached hereto, concludes all -collective bargaining between the parties
during the term hereto, and constitutes the sole, entire and existing Agreement
hetween the parties heteto, and supersedes all prior Agreements and undertakings
oral and written, express or implied, or practices, between the Employer and the
Union or its employees, and expresses all obligations and restrictions imposed on
each of the respective parties during its term.

ARTICLE XXIIL - TOXICOLOGY AND ALCOHOL. TESTING

The Employer and the Union recognize that employee substance and alcohol abuse can
have an adverse impact on Miami-Dade County government, the PHT's operations, the
image of employees and the general health, welfare and safety of the employees, and the

general public.

The Employer shall have authority to require. employees to submit to toxicclogy and
alcohol testing designed to detect the presence of any controlled substance, narcotic drug,
or alcohol. The Trust agrees that requiring employees to submit to testing of this nature
shall be limited to circumstances that indicate reasonable grounds to suspect that the
employee is under the influence of such substances, suffers from substances or alcohol
abuse, or is in violation of the Personnel Rules or Departmental Rules and Regulations
regarding the use of such substances. Employees reasonably believed to suffer from
substance abuse may be referred, at the depariment's discretion, to the Employee
Assistance Program. An employee who voluntarily secks assistance for substance abuse
may not be disciplined for seeking assistance. However, voluntary pariicipation in a
substance abuse program shall not preclude discipline for the employee should job
performance or employee conduct issues arise.

It is further understood by the parties that the aforementioned authority to require that
employees submit to such testing be approved by a division director, or higher authority
within the depaitment to ensure proper compliance with the terms of this article. An
employee, who is to be tested in accordance with the provisions of this article, will be
permitied to make a phone call to the Union. This phone call shall not prevent, inhibit, or
unreasonably delay the testing of such employee.

The results of such test or the employees' refusal to submit to. toxicology or alcohol testing
as provided for in this article, can result in appropriate disciplinary action in accordance
with the applicable provision of the County Code, the Personnel Rules, Departmental
Rules and Regulations and this Collective Bargaining Agreement.

The parties agree that toxicology and alcohol testing are an acceptable part of regularly
scheduled Employer required physical examinations. :




ARTICLE XXIV - PHYSICAL AND PSYCHOLOGICAL IMPAIRMENTS

A department director or their authorized representative(s) shall have the authority to
require employees that have been determined, through reasonable suspicion, by the
Department to possibly suffer from a physical, psychological or psychiatric impairment
which may prevent the employee from satisfactorily performing the complete duties and
responsibilities of his/her position, to submit to a physical, medical, psychological, or
psychiatric examination deemed necessary for purposes of determining the employee's
fitness to perform the complete duties and responsibilities of histher position.

Such examinations will be performed by a physician approved and appointed by the
Employer. The results of such examination(s) shall be promptly furnished to the concerned
department director or their authorized representative. The results of the applicable
information submitted by the examining physician to the Employer should be limited to
information that is pertinent to the issues of the amployee's ability to perform the duties
and responsibilities of hisfher position. |

Based upon the results of such examinations, and other relevant information, the
department director may place the employee on sither paid or unpaid compulsory leave in
accordance with the provision of the Leave Manual until such time as the department is
satisfied that the employee can return to work. The departmeni may require the employee
or attending physician to furnish additional pertinent medical reports or information
deemed necessary while the employee is on compulsory leave. The period of compulsory
leave shall not exceed one (1) year. Should the condition be corrected and so certified by
the attending physician or psychologist, the employee may petition the Department for
reinstatement. If the employee's petition for reinstatement is denied by the department,
disciplinary action must be initiated by the department in accordance with the Personnel
Rules. Nothing in the provision of this article shall prevent the concerned department from
administering appropriate disciplinary action in accordance with the Personnel Rules and
this Collective Bargaining Agreement.

ARTICLE XXV - ASSIGNABILITY OF CONTRAGT

The provisions of this Agreement shall be binding upon the parties hereto and upon their
successors and assigns (as those terms are defined by state or fedéral labor law, including
but not limited to a taxing district or 501(c)(3) designated entity) for the full term of this
Agreement. The parties agree that the terms and obligations herein contained shall not be
affected, modified, altered or changed in any respect by the transfer or assig nment by the
Employer of any or all of its property, control, ownership or management or by any change

in the legal status of the Employer or any part thereof. The parties further agree that:

A. In the event of a sale, merger, assignment, or other transfer of operations of the
Hospital, prior to the sale, merger, assignment or transfer the Hospital shall:

1. Inform the prospective purchaser, merger party, assignee, transferes or other

relevant acquiring or surviving entity (“New Employer”) of the existence of his
Agreement and of its terms and conditions; ‘
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2. Provide a copy of this Agreement to the New Employer;

3. Require as a condition of the sale, merger, assignment or transfer that the
New Employer shall recognize the Union as the collective bargaining
representative; '

4. Require as a condition of the sale, merger, assignment or transfer that the

New Employer shall assume (by wiitten instrument executed with the
Union) this Agreement between the Hospital and Union [subject to the
miodification that the New Employer shall offer comparable benefit plans in
lieu of benefits plans that are specifically administered by and available only
through the Hospital, for the remainder of its termy];

5. Including the foregoing terms and conditions in a binding, written agreement
between the Hospital and the New Employer, which states that the Union and the
bargaining unit employees covered by this Agreement are the intended
beneficiaries of these terms and conditions with the legal right to enforce them; and

6. Provide the Union satisfactory documentation of compliance with the foregoing
terms. and conditions prior to the sale, merger, assignment or transfer.

ARTICLE XXVI - MISCELLANEQUS

Should any part of this Agreement or any portion herein contained be rendered illegal,
legally invalid or unenforceable by a Court of competent jurisdiction, or by the decision of
any authorized governmental agency, such invalidation of such part or portion of this
Agreement shall not invalidate the remaining portion thereof. In the event of such
occurrence, the parties agree to meet immediately, and, if possible, to negotiate substitute
provisions for such parts or portions rendered or declared illegal or invalid. The remaining
parts and provisions of this agreement shall remain in full force and effect.

The parties recognize that during the term of this Agreement situations may arise which
require that terms and conditions set forth in this Agreement must be clarified or amended.
Under such circumstances, SEIU Local 1991 is specifically authorized by bargaining unit
employees to enter into the setilement of grievance disputes or memoranda of
understanding to clarify or amend this Agreement without having to be ratified by
bargaining unit members.

ARTICLE XXVII - STRIKES AND LOCKOUTS

There will be no strikes, work stoppages, picket lines, slowdowns: or concerted failure or
refusal to perform assigned work by the employees or the Union and there will be no
lockouts by the Employer for the duration of this Agreement. The Union guarantees to
support the Employer fully in maintaining operations in every way.

Any employee who participates in or promotes a strike, work stoppage, picket line,
slowdown, or concerted failure or refusal to perform assigned work may be discharged or

otherwise disciplined by the Employer.
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It is recognized by the parties that the Employer and the Union are responsible for and
engaged in activities which are the basis of the health and welfare of our citizens and that
any violation of this section would give fise to irreparable damage to the Employer and to
the public at large. Accordingly, it is understood and agreed that in the event of any
viclation of this section the Employer shall be entitled to seek and obiain immediate
injunctive relief. However, it is agreed that the Union shall not be responsible for any act
alleged to constitute a breach of this section if it can show that the Union did not instigate,
authorize, condone, sanction or ratify such action, and further, that the Union has used
every reasonable means to prevent or terminate such action.

ARTICLE XXVIII - TERM OF AGREEMENT

A. The collective bargaining agreement between the PHT, Miami Dade County and
Local 1991, Service Employees International Union, shall be effective October 1,
26442014 and continue to September 30, 20442017.

B. Either party may require by written notice to the other no later than June 30,
20442017, negotiations conceming modification, amendments, and renewal of this
Agreement to be effective October 1, 20442017. '

o

la—the—event-that-during-the-term-of this- Agreement-arother—Ceunty-collective

bargaining-pitsuceessiully-nagoth o-an-acioss the-beard- wage-ingreass-whish-is
effective-during-the-termolthis-Agreement-and-s gpeai@ﬁh—aﬁaih%e;@%s—ihe«bsaw
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request the-reopening-of negetiationswith-respectto-Artile Xheniy:

ARTICLE XXIX — PENSION BENEFITS

A. Effective March 1, 2012, the pension benefits of the Public Health Trust Retirement
Plan shall be amended to reflect the following changes to the pension benefits of
the Florida Retirement System (FRS) which became effective July 1, 2011: cost-of-
living adjustments; changes fo the definition of retirement age for new hires, other
than the increase of the minimum years of service requirement; and changes to the
calculation of average final compensation for new hires. Similarly, effective upon
ratification of this Agreement, employee contribution levels shall also be amerided
to reflect the FRS employee contribution levels in effect as of July 1, 2011 (3% of
pensionable earnings on a pre-tax basis, other than per diem pool).

B. The Summary Plan Description for the PHT Retirement Plan shall be amended to
conform to this Agreement, and a copy shall be provided fo the Union upon its
completion.

ARTICLE XXX - EMPOWERMENT PROGRAMS

Section 1. Labhor-Management Partnership Agreement

A Purpese
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Health care services and the institutions that provide them are undergoing_rapid

chaiige. Advances in health: care and_ensurling_the well-being of the Miami: Dade
County commumtv Dresent challenges-as well as opportunities: for the Publis. H@ath
Trust {(PHT), the public,. SEIU Local 1991 (Union), and:the members they represent
The PHT and the Union believe that now is the time to enter into & new way of

doing business: Now is the time to_unite around ouy cammon pumoses and work

togather: tomost effectively daliver hl(ﬁ’i quaht\/ health care.

Founded:on the comimon principle. of making life better for these we serve, it is our
commion goal to imake Jackson Health Systemn (JHS) a. pre-eminent delivérer of'

‘health care in the United States, [t is fu rther: our goal to .demonstiale by any

migasure that lgbor-management ce%!abera’ﬁon produces superior health care

outcomes. leading performance, and.a superior workplace for PHT emiployees.

In_this_spirit and with this infent, the PHT and the Union &gree fo establish &

Partnership in.pursuit of our common goals fo

B.

Improve quality health care for the communities we serve;

‘Assist the PHT in achigving and maintaining fedding performance,

Make the PHT a better place te-work; ‘
Provide PHT emplovees with the maximum possible employment and

income security within the PHT; and '

e Involve employees and their union in_operational, .clinical, and business
‘decisiofs,

2 @ & @2

Process and Structure.

TA PHT

1. Senior Partnership Committee

“The patties will establish & Senior Parinership COmmiﬁee (SF’C) consssﬁnq
of an equal.number of (but not'less than four (4) each) PHT. executive level
staff ‘and. Union. leadership. JHS's COO and CFO, as well_as the Union
President, will be members of the.SPC. The €OO and the Union President
shall be_co-chairs of the SPC. “The SPC may..expand the Partnérship to
include represerntatives of other parties as necessary, as agreed to. by the
labor and management: representatives. on the SPC. The respens:b:hiles of
the SPC are 1o establish, consistent with the terms and seope outlined in:this
agreement, tarqe%s, qodls, obxectwes time lines, and. other Parthership
initiatives.. The SPC will meet as often as necessary but no less than twice
per quarter to discuss strategic issves of the Parthership, and implerment,
review and oversee initiatives at all levels.

The powers of the. SPC do not supersade ihe legally mandated obilqahons of
the partles such as the duly to bargain over mandatory._subjects; the
responsibilities and. duties of the governing board of the PHT, and the duty of
the Union fo represent the inlerests of its members. However, any initiatives
anproved by a super majority vote (;e six {6). out of. exc;hi {8)) ‘of the
members of the SPC shall not be rejected.

7%
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The initial initialives of the Partnership shall _be: (1) Primary Care

[mplementation; (2) ER through-put; and ( 3) Clinical Staffing and Training,

Acgess to Information

it is the express intention of the partigs to freely share information with each
other. The parties will have fimely access to_all relevant and pertinent
information necassary to address the purposes of the-Partnership. The PHT
will provide such documentation at no cost to the Union. |

G@ﬂsu!'t_ams

The parties will jointly select a third-party consuliant to assist the:Partnership
formation and implemenitation process and to continue with such. assistarice
untit such time. as the SPC members adgree that these services are.no longer
required. . The PHT ‘and the union shall be equally responsible for all fees
and costs of the eonsuliant hired for the first $200.000 annually; thereafter,
the PHT will be responsible for the fees and costs of the consultant.

Partnerships at Qther Organizational Levels

The SPC acknowledges that the invelvément of employees from all levels of
the organization in apbropriate and. relevant issues results_in_high quality
decisions beneficial to. the continued viability of the enterprise. To this end,
the SPC may create joint commitiees to menitor the implementation of action
plans and initiatives. All foint comimittees created by the SPC. will consist of
an equal number.of members from the Union and.the PHT.

_Costs of the Partnership

Fellowing execution of this agreement, the FHE shall cover lost time for any
PHIT :e;;_‘t-*ip]oveeswﬁo_ are members of the SPC to attend these meeting. Any
lost time for bargaining unit employees chosen by the Union to patticipate in

any sub-commitiee establistied by the SPC shall be cavered by the Union,

8. Scope

PET.

The issue ‘of scope is inextricably tied. to decision making. Scope sets the
houndaries for the Partnership; what is in play, what is not. The decision-

making process describes the procedures. for disposing of of resolving the

issues deemed within the parameters of the Parthership.

The scope of this Partnership.should be broad dnd includes. strategic

initiatives; quality, member and_employee satisfaction; business ‘planning,

‘and business unit emploviriént issues.

With respect to auality, we recognize that business units aim to mest and/or

‘axceed guality reguiremients of various accrediting.and review grganizations,
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The SPC’s quality focus will be on achigving results to meel and slrpass
these requirements.

Business unit activities will be consistent with principles established at the
strategic level. -

7. Existing Labor-Management Cooperation Airangements

These arrangements should be permitted to continue and Wwhere possible be
‘enhanced by partnering efforts. B - o

8. Current and Future Business Issues and Plans

The PHT will make every effort to-educate and fully brief members of the
SPC_about.current busiiess. initiatives, business plans, including executive
plans and_plans relating to. honds, and the environment in which the PHT
curtently operates. Gpportunity for recormmendations will be made available
to Partriership participants with respect thereto. Business iniiatives or plans,
including executive plans and plans relating to bends, begun following formal
establishment_of the Parinership will be managed in compliance with the
Partnership__process. outlined i this: document and opportunity for
recommendations will_be made available to Parthership participants before
final decisions are made where feasible, -

9. Employment Segurity

There will_be no loss of employment to any. employee because of
patticipation in a Partnership program at the worksite.

10. Aﬂm‘icabiiitv

Articlas Vi and Vill do nof appiy.to subsections B., 1.:2, 3, 5 and 9-0f this
Section, |

S'ec't_iﬂn 2. 'Empﬂwermen'tand Eﬁigien_c;_ies

A

The Union and the Employer recognize that it is in the interest of all parties and the
public to ensure the stability, efficiency, and improvement of the Jackson Healih
System. To that end, upon ratification of this Agreement, the Employer shall
provide one million dollars annually to SEIU to work on ways to achieve these
goals, or alternatively and in lieu of the aforementioned and upon mutual
agreement, the Employer shall provide no less than 8 FTE paid released employees
(total and not “per bargaining unit”) selected by the SEIU to work on ways to
achieve these goals (or upon mutual agreement, a combination of less than 8 FTE
paid released employees and monetary payment to the maximum combined value
of one million dollars). :

Any expert or consultant hired by the Union shall have access to any-projesisielions:

‘ by—%he—ém&&aye%eﬂwmhe—s%ab#&y—eﬁmaeneyﬁanehmp;e%emeﬁ%eﬁheﬁaeksen
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Health-Systermy-insluding-any- -planning-idea-gensratisn—analysi is-decision-making:
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%he%@ﬁmaﬂé%haﬁ—wwww@ﬂ}&ﬁ&WMSR%%%F&@%%@—EM@?&%
ma%—ee&ue%ma%%abée—eﬁeﬁ ta-previde-all SEIU requests for data, financial records
(including underlying primary documents), financial analyses, models, computer
runs, contracts, billing, audits and other records W%’ﬁh{%qw—?%—bkwﬂ%%%%&-@f——?ﬁe

" request.  The document shall be provided at no. charge: The: paities dgree {o
discuss the most cost effective ways fo provide information requested. Such experts
or consultants shall be provided access to the employer facilities and shall be
provided suitable working space at the facility.
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APPENDIX A — PUBLIC HEALTH TRUST PROFESSIONAL. CLASSIFICATIONS

CLASSIFICATION TITLE CLASSIFICATION NUMBER
Audiologist 4571889
Behavioral Therapist 4791299
Case Manager F441434
Child Life Specialist 4851290
CHS Behavieral Health Discharge Coordinator 2786
Clinisal-Docurmnentation-Coordinator Fo3.
Clinical Hospital Pharmacist 8641450
Clinical Management Specialist 5281320
Clinical Pharmacist Specialist 1:4881305
Clinical Practice Pharmacist 4871304
Clinical Psychologist | 4541286
Clinical Psychologist li 4821287
Clinical Rehabilitatioh Services Counselor 4481275
Clinical Social Worker 4551281
Clinical Staff Phaimacist 7 2218
Community Mental Health Counselor 2 | 5831356
Community Mental Health Counselor 3 5841&@2 '
Community Mental Health Counselor 4 5851358
Community Mental Health Intensive Therapeutic 8482011
On Site Services Counselor _
Community Mental Health Team Leader 8441371
Gommunity House Physician | 8881509
Dietitian | _ 7641419
Dietitian I 7021420
Erergency Department Clinical Hospital Phatmacist | 2586
Enroliment Specialist | 529;4_19_
Forensic Case Manager 2550
Forensic Therapist 7 2549
Health Educator 4341264
Healthcare infection Control Specialist 5241322

84

TAPHT - SEIUTA




GLASSIFICATION TITLE CLASSIFICATION NUMBER
HMO Clinical Case Managér 2561
Hospital Staff Pharmacist 4891306
Jail Diversion: Corrections Specialist 2653
Laboratory Information Systems Analyst 2308
Licensed Clinical Social Worker 4571283
Licensed Mental Health Counselor 4581277
Managed Care Facilitator 7851453
Managed Care Quality Improvement Specialist | 5361988
Medicaid Specialist 1826
Medical Records Practitioner 5421317
Medical Technologist ! 3441182
Medical Technologist Il 3424183
Music Therapist 2748
Nuclear Medical Technologist | 3641213
Nuclear Medical Technologist Il 3621214
Occupational Therapist | 4741294
Occupational Therapist Il 47217285
Oneology Clinical Hospital Pharimacist 2587
‘Paer Review Coordinator 2736
PET/CT Technologist, Outpatient Imaging Glinie 1955
Pharmacist | 4931310
Physical Therapist | 4341262
Physical Therapist 11 4321263
Physician Assistant 8641483
Physician Assistant Cardiothoracic 2647
Poison Information Specialist 8951514
‘Quality Performance Improvement Analyst 2572
Recreation Therapist 4471250
Senior Laboratory Iiforination Systems Analyst 2309
SFAN Care Counselor 2450
Sign Language Interpreter 8541485
Social Worker | 4541278
Social Worker 1AIDS Coordinator 2436
e 5 ol




CLASSIFICATION TITLE CLASSIFICATION NUMBER
Social Worker Il 4529279

Speech & Hearing Clinician 4391268

Stroke Case Manager 2674

Stroke Sociatl Worker 2673,

Training Specialist | 12441875

Training Specialist |l 4222186

Transplant Clinical Hospital Pharmagist 2588

Transplant Social Worker 2462

Vocational Counselor 43714267
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APPENDIX B
PER DIEM PAY

410 PoolRates

. doB
.CODE

o[ e | ERREGT

1182

Mectical Technologist 1

410

6/26/2011

$96.0000

1213

Nuclear Medicine: Technologist 1

416

‘612612011

$32.0000

1250

‘Recreation Therapist

416

612612011

'$27.0000

1262

Physical Therapist 1

410

8/1/2012

$43,0000

1963

Physical Therapist 2

410

5/1/2012

“$43,0600

1258

‘Speech & Hearing Clinician.

410

5112012

$43:0000

1278

'Soelal Worker 1

410

612612011

$24.0000

1279

Soclal Worker 2

410

‘8/2612011

$74.0000

1281

Clinical Social Worker

410

6/26/2011

526.0000

1283

Licensed Clinical Social Werker

410

612612011

$29.0000

1286

Clinical Psychologist 1

410

6/26/2011

1$40.0000:

1294

Occupational Therapist 1-

410

5(1/2012

$43.0000-

1295

Occupational Therapist 2

410

512012

$43,0000

1304

Clinigal Practice Pharmaclist

410

10172013

$57.0000

1419

Dietitian 1

410

61261204 1

$25.0000

1420

Dietitian 2

410

6126/2011

$30,0000

1434

Case Manager

410

612602011

- $30.0000

1483

Physician Assistant

410

10£1/2013

$48.0000

1509

Gorrmuhity House Physician

410

6262011

26,0000

1614

Poison Information Speclalist.

410

6262011 | -

$26.0000

1955

PET/CT Teohnologist, Quipatient Imaging

Clinie .

410

6126/2011

$32,0000

2435

SocialWorker 1WAIDS Coordinatar

410

81381201

$24.0000

2462

Transplant Sccial Worker:

410

12112011

$26.0000

2549

Forensic Therapist

410

1142013 |

$24.0000

2561

HMO Clinieal Case:Mandger

410

41112012

$30:0000"

2572

Qality Performance improverment Analyst

410

orf2012

$39.0000

2621

Qutpatient Nurse Navigator

410

6/26/2011

$30.0000

2647

Physiciah Assistant Cardiothoracic

419

5/1/2013

554.0000

2673

 Stroke Social Worker

419

512612013

$29,0000

2674

Stroke GaseManager

418,

512612013

$30.0000

2736

Peer Review Gaordinator

410

5/26(2013

$40.0000

2786

410

1112014

$29.0000
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a€1§5011 ﬂ? Himan Resotfces Capifal Managernent www. JacksonHealth.org
2l 1619 NV, 42th Avenue « Miami, FL 33136 786-466-8378

Employee Health Benefits =Jackson First Plan Option

Description:

Eligible Jackson Health System employees will be given the option of enrolling in the Jackson Ficst health
insurance plan, in addition to the current avaitable options. This would be a voluntary election, available
to any benefits eligible employee; atid their respective dependents. This plan would be 2 more affordable
healtheate option for dependent coverage with'a plan lishited to only JHS facilities.

The Jackson First Flan can be a meaningful and attractive alternative to those employées who are unable
to cover their families undes the current health plan offerings. This plan will create a new source of
savings with efficienicy shifts in employee behavior. It will also incrense utifization of Jackson excess
capacity and generate incremental margin at Jackson to help ensure sustainability. '

Advantages to Employees:

T'his new plan would help reduce the burden of healtheare casts on Jackson employees, by offering lower
dependent rates.and a Jackson-only network. With this proposed plan, we anticipate that dependent
rates will be appioximately 42 percent lower than our existing High Optiori HMO (plan with the greatest
number of employees enrolled). ‘

There would also be no co-pays and/or deductible for services performed at Jackson facilities (except
emergency carg which would mirror the other HMO plan co-pays) or by any AvMed physician with
admitting privileges at Jackson Health System. Additienally, there would Be rio pharmacy copays for
generic medications for employees using 3. JHS pharmacy.

Employees who enroll in Jackson First will alse ‘have access to Jacksen First Fast Track Healthcare
Concierge a5 described below. -

Jackson First Fast Track Healthcare Concierge: o

The Jackson First Fast Track Healtheare Concierge (“Fast Trick?) is the personal contact and adviser for
Jackson Fist Plan members and dependents. This Conclerge team witll have the ability to link employees
ta JHS staff phiysicians and assist with making anid expediting appointments, Fast Track consists ofa

" knowledgeable tearn with excellent custorrier service and extensive access 1o hiclp navigate members’

TA PHT

healtheare needs through thie Jacksan First network. Employees can call directand speak to the Fast.
Trrick representative regarding facilitating access to comprehensivé medical services with JHS providers,
Services provided to members include:

o Finding a network provider
. a Scheduling appointments with medical professionals at JHS facilities

] Coordhas:ting spectalty and/or hospital care

(O ’Sﬁwﬁ
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o Angwering questions related to any services at JHS facilities

s Follow up on member experiencé
The Jackson First Fast 'Track Healthcare Concietge is an efficient way for members fo maximize
titne at both work and home while receiving excellent customer sexvice from a, well-trained hedlth

advocate, providing guidance and access to world cliss medical care

This service will also éaiable JHS to monitor and review member feedback, and follow through on.
the patient experience to identify oppoitunities for enhancement within our systém.
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SIDE LETTER 1 - STATUSES NOT COVERED BY THE COLLECTIVE BARGAINING
AGREEMENT

The parties agree that employees in the following statuses are not full-time or regular part-
time and therefore are not members of this bargaining unit or covered by the collective
bargaining agreement.

Temporary
‘Trainee
Emergency
Substitute
‘On-saliPool
Temporary Relief
Students .

SIDE LETTER 2 - PHARMACISTS

In connection with the classifications of Clinical Practice Pharmacist, Clinical Pharmacist
Specialist and Hospital Clinical Pharmagcist, the Department of Pharmacy agrees to:

1. Offer modular based, competency assessed, staff development programs that are
tied to practice improvement opportunities in each pharmacy area, Including but not
limited to national certifications.

2. Consistent with assuring necessary support for patient care, Pharmacy Services will
attempt fo provide flexible schedules to meet the needs of employees in educational
programs. -

3. Create a .Labof Management Committee fo assist in reviewing and monitoring the

pharmacy career ladder and educational programs:

4, In accordance with the collective bargaining agreement, give priority to promotions
from within, thereby providing ali employees with the opportunity to aspire to higher
level positions within the PHT's operations.

5. In so far as patient needs, improved automation and efficiency allows, the
department will make reasonable efforts to provide clinical non-dispensing time in
classification of Clinical Practice Pharmacist.

SIDE LETTER 3 - SOGIAL WORKERS

The parties will meet in a Labor-Management Committee to address issues of specific
concern to social workers, including, but not limited to, a career ladder, licensure, and
other related maiters.

SIDE LETTER 4 - MEDICAL TECHNOLOGISTS

g /02 v}
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The parties will meet in a Labor Management Committee to address issues of specific
concerm to Medical Technologists, including, but not limited to, a career ladder and other
related matters.

SIDE LETTER 5 - DIETITIANS

The paities will meet in a Labor Management Committee to address issues of specific
concemn fo  Dietitians, including, but not  limited to, a career [ad
der and other related matters. ’

SIDE LETTER 6 - NUCLEAR MEDICAL TECHNOLOGISTS

The parties will meet in a Labor-Management Committee to address issues of specific
concetn to nuclear Medical technologists, including, but not limited to, a career ladder and
other related matters.

SIDE LETTER 7 - MEDICAL RECORDS PRACTITIONER

The parties will meet in a Labor-Management Committee to address issues. of specific
concern to Medica! Record Practitioners, including, but not limited to, a career ladder and
other related matters.

/04 _—
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SETTLEMENT AGREEMENTS AND MEMORANDA OF UNDERSTANDING
Sustainability/Joint Efficiency

DELETED
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Clinical Practice Pharmacists and Clinical Hospital Pha{ri'eigists

AGRESR

This" Agreemens Ip. entered. into by ad between the Pubiie Heulth Tenstfackson Mismorial Hospitad
{hereafier “PHT) end the Smiceﬁmphym Immmma! Union, Logal 1991, (hereatter 53017 - Yowal

1991) and on thi 19™ day of July, 2006,

. PURSUAN'i’mﬂze smmwmmmmmmm Lowes! 1991 and
) Chﬁw mmmminimﬁwpmmwwmmammmm
mo!ud&_gg bt vot fimited to on-call sy, wibes Tor shtifls worked ay Clinjoal m?ﬂmﬁm 7 dayg

on/7 days oiff schedufes, aid ther Climicad Practios Prowotion Test and mﬁmmhwdumu%.md

. WHERBAS, the parties mw;ssﬂy mwﬁw im'ma vutlined below, which s—:ehmddmcm toﬂl'ﬁﬂ

mwmmmzmmmmmhmw

It 18 THERERORE sgrecd foat offective July 30, 2006: .

t. The PET sgrees to m%mﬁmwmcmwﬁmmmmmw
Ciinical Pmmeemmmss indimdbeicm

4 Hovry
4,5 Howss
5 Roars

5.5 Homry

& Hoars
6.5 Hours
T Hotrs
7.5 Homs
8 Howrs
3.5 Howrs
9 Houss
9.5 Hows
. 10 Hoors
10.5 Hoprs
11 Howrs
14.5 Hows
1% Houpe

$240.00

527000 -

$300.00
$330.00

36000

$330.00
420,00

. M50.00

$480.00
$510,00
$540.00
$570,00
$680,00
363000
$660.00
$490.00
$720,00

2. Clinical Bnspital Pharmasists ave chigble for shift and woekend differsntials whet working oxt

shift pay.

Clintin! Fospial arid Clivier! Practics Phacmsoiet Agrmert

TAPHT
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4,

5

B,

2

The: PHEagmsﬁwﬂhnmleﬁm?hummmummhedﬁiﬁmwmkmmmmuﬂ
deyer on-/ 7 days off aball be peid for 70 hamperpaypeﬁnﬂmﬂ will soonwe and receive il
benefits s ights as fll s caployees, '

The hmr‘ly vat for thews rmployeas wiil be compensabls to iy salory a3 thooph the mploym
mwmmmmmawywm

Emplopess a;:a eligible to recelve hift and weskend tﬂﬁ'erém&u?a

Ovartiuss will be based v lioues woiked over 40 hotrs & week,

Advansesent MMWWHIMW mmlvammths mﬁwmﬁvﬁw&m&m‘ﬁf .

‘houts,

Fersonal !mmmakm‘ﬂﬁ&‘hmmsﬂhcmampﬁod

The it agres ta o PEIT rstoven e right 20 eatablih fi tumber of nipiapees 1 wock
t&m%&aﬂu&ﬁheﬁm&wwﬂlvfmmdﬁmmdﬂmﬁm@mmnm

The parties dgse thiy & 2 ot e nonmecedant

. ?bmmae;g¢lasqrﬁm:m!y

belng available on twenty-four (24) bots miﬁrﬁimﬁmﬁw vy tha beeper,

he Cliical Hosptal Fhanmacist i not dligble 10 nessive hif o weekead diffrentials when
assigned on-call responibilities,

The PHT agrees tr pay & one-tine $250.00 bonus to Clindea Hospital Phermasio whe worked
onall responsiifites for ay full wesk emignumest in the porind Tamsaty 1, 2005 o Jity 30,

2008,

Clinieal Hosplal end Chalel Pracsics Phatmusist Agteeniant %ot

Wl /07 TSRO
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Grant
Funded

SETTLEMENT AGREEMENT BETWEEN SEIU»PROPESSION&S AND
JACKSON HEALTH SYSTEM/PUBLIC HEAL’IH TRUST (JHIS/PHT)

e
This Agreement s entered into this !5 day of August 2010 by and between

Jackson Health. Systern/Public Health Trust of Miami-Dade Couaty (“JHS/PHT), Setvice

Employees Intesnational Union Locat 1991 {“SEIU”).

WHEREAS, a gticvance and/or arhitration has atisen under the cuxrent collective

bargaining agreement by and between Seevice Employees Internationsl Union, Local 1991 and

" the Jackson Health Systesn/ Public Health ‘Trust of Miami-[dade County, case tided SEIY Local

1991 and Jackson Memorial Hospital/PHT, Al Affected Grant Funded Professionals  (FMCS

#00-0713-58694-3216-3); and
WHEREAS, the parties desite to settle this gricvance amicably on the terms and

conditions set forth herein;

WHEREAS, the parties without any admission of Hability, or violation of any baw, gule or

tegulation, desire to folly and finally settle al differences and disputes relating to the

aforementoned claim; and

NOW, THEREFORE, in consideration of the premises and mutual promises contained

herein, it is agreed as follows:

1 The gtievance(s) filed of Junc 11, 2009 by SEIU on behalf of all affected grant

Piofessionals for impropet reassignments /layoffs in grant funded positions (FMCS #0907113-

£8694-3) Is hereby withdrawn.
2. The JHS/PHT and SEIU agree that upon execution of this agreement,

professional batgaining unit meinbers in positons funded by grants will be tecognized as having

permanent status and senority for the purposc of reassignment(s) and are eligible for the

treassignment proceduge set forth wnder Appendix B — Reassignment Pracedure of the current

w:\1Hs-_umpepa'remgmsfxsmp!nyu Labior Retations\Uninns\ SERASEIY Professionali\Arbitrationsi¥Finet Grant-Funded Sciticrent

Agreement§:5,10.dos
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collective batgaining agreement (incotrectly designated Appendix D in the Collective Bargaining
Agrecment but cotrecsly designated as Appendix B in the attachment to the contract).
3 The JHS/PHT and SEIU agree that with the langnage contained in Article XVII-

Layoffs, Recall and R loyment Rights, Section E. and wnder Appendix B will continue to

govem the procedure for grant funded employees who previously held permanent status.
Employees in grant ﬁmd;:d positions will only be eligible t¢ bump in their same atea of disciplie
within their same grang area. However, this does not affect the right of an employee to otherwise

bump into any positlon and/or classification in which they held petmanent status.

4, The parties shall evenly split the cost of the postponement/cancellation of
atbitration, if any,
5. This Agreement shall be tesolved and enforced pursuant to the parties’ asbiteation

-tnechanism i the pertinent Collective Bargaining Agreement.

6. Bxcept as provided lietein the settlement entered into hesein shall set so
precedent between the parties and nothing in this agreement shall be deemed to change, alter ox
amend the Collective Bargaining Agreetnent between the ;;arties.

IN WITNESS WHEREOF, the undersigned pattics have caused this Settlement

Agteement to be executed by theit duly authorized teptosentatives as of the day and year written

above,

Service Employees International - Lleafth Trust/ Jackson Memotial

Union Local 199

b

David R, Small, EVP & COO
Jackson Health System/Public Health
Trust

By .
Moarthia Baker, President
SEI - Local 1991

WAIHS_HR\Depariewems\Employee Labor Refations\Unioas\SEHNSEIU Professionnfs\ AsbitratfonsiFinat Crant-Funded Seitlouent
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-Call/Pool Rates

Physical Thes‘apnsﬂ()ccupatl_onai Therapist on
. o
— e
' Humman Resourees Division
1614 BW. 127 Avenue
Park Plaza West LB0S
Mieer!, Frorida-33136-1084
SHE-BRE-T26S
Fre 3065650042
Memarandum

TO: ' Sylviane Ward
' Vica President, CAQ Rehal & Holiz Children Hospital

Maria Huot-Barrientos ,
Director\Recruitment Services ‘ b 'y AU

, Benefits & Campensatior /

Dirsctor, H
DATE: May 7, 2606
SUBJECT: Physical Therapl ics and Occupaﬁonal)‘hmpist Faol Ralea

e

Eftactive May 7, 2006, the pool retes for Physics] Therapist 1, Physical Theraplst 2,
Oocupational Therapist 1 and Qccu ational Th7 pist 2 witl be as follow:

[ \ / ,

ffmﬁmﬁun | \Sf}%ﬁ 1 Shift 2 Shift 3
Biiysical Therapit 1 &Res.oﬂ —1$36.00 $36.00
Physical Therapist 2 " ﬁ#&go I$40:00 $4_0;éq
(}ccupaﬁmf:a.l Tpigﬂ ' / _$3§‘.L‘:B\ ‘ $38.00 | $36.00
Occqpaﬁdﬁai_ Therapist2 / $40.00 \ $40.00 £40.00

This chatige Is being made hased 0#1 local market reéamh and 1o insure our continued
competiivensss in the South Floridé tarket area. .

1 you have any questions regardi;a_g this, please do not hasitgle fo confact e,
Ce: Trummeh Valdera -
Lynn Gleber /
Janics Egcobar
Manny Murias /
/ AnFovel Opportuntty Bnplsyes
gop/ BOG°E ELYSH ji‘/ BEIET G00Z QT A0N
i
J
/ / [ SEIUTA =
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BEER Peoarbmert
Husann Resiureds Bivkion

Alexarder Dabolbiies
Manager
Payrod

Danny L. Oy, 8PHR
Assistend direoior

February 4, 2002

1 Physieal Therapist/Dcenpational Therapist
Or-calfPool Rafes

in addition, the fat rate Ry all job bagls Qmupaisma andlor Physical Therapist shail be
hedf shift {4 howrs) $160 ahd full shiff {8 hours) $320.

DEComs

o Dan Fream, [Maneger, Co i
Nancy Roberls, RN, Direstar: Dali tGareSendces, Orihe-Rehab-Nauro
_ Janiz Estobar, Chiaf Qe : _
Lynt: Glashar, Chist, Physh '
Ceorg!a Nict.een, Humaf Resources Ditgetor, Jackson South Commurity Hospial
el i s Mefleal Conter
Resourses Meahh Center

(S AR PTOTORSELL ROM mﬂ.as?

20D/ £o4°d cLEtE aprieT 8002 ' QT ADH

WA TN W
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Speech Therapists Weegkend Call Back Pay

}m% ol / { Exnployeafiabor Refations &
, . iR £ \ i f Woridiarce Ga{ln'{p!ianoe
FEALTYETEA _ A . 1811 MWL 127 Avenite
; Y Iy Pak Plaza West 1308
p—— Wiami, Floridn 33428-1908
Phope: 3055057288
Far A05-366-2361
_ MEMORANDUM
T Maria Huot-Bamientos $Sr. VP and CHRO, HREN
Rosa Rulz, Direstor, Direstor of Compensgio

: Benefits and HRMS, HRCM
L aura Sootl, Payrolt Manager i , ' -

FROM: Join Panice, MSLIR, JD, Director

Fmployeellabor Relations & WoK

COPYL Juse Balerdi, Compensalion Managh
: Jutie Mann, Director, Pafient Cargdearnvics

DATE: sepfember 19, 2011

|z

SUBJECT: rapisis Weskend Call Back Pay_____

In Aprd 2011, the Payroll Departrent sfopped paying. weekend call back sfipends to Speach
Therapists. THS gfipend was ceased because speech therapists are jotvhasls employees and there
was no contractual language 14 suppori the stipehd, Aftar a review of the facts, history, and practice
since 2008 it sesoramended thet the stipend he reinstaled. '

The Speech Therapisfs "Call-Back” stipend was approved by the EAR Depariment in January 2008,
sfter JOAHO. tnandafed or-oall speech alinician coverage. The “Cal-Baok” sfipend 1 in additlen to
he 15 basper pa daysiweskends) and is mesmorialized in 2 January 2008 memo fom
88 Wagner, LR Manager 1o Judy Davig, SEIU reprasentative (See aitached).  From October 2040
through Aprit 2011, this payment was Kronps. codad NPBHDAY {half shift ot $160) or NFEFDAY
{$3203. [n Apiil 201 1, the Payrsil Depstiment censed stipend payments for lack of speciic contrasiual

fanguage to suppart the gxﬁpem:l.
The *Cell-Back” stipend is o ke festored for the ppooming peyrofl as follaks:
4. The Kronos Code to be used should bethe ane used for PTIOT (not the codeused for Nusesh

» PIOTPPRA forihe hal§ shit
¢ POIPPEB for the tull shift

2 The $36 weekday/§45 weskend beepar pay be continued.

3, Retroatiive payment to fnose Speech Theraplsis. who were caliad back lo veirk from Apr 2011
through cument (See afinched documentation; all were half shits).

fhis T8 an extroordinary henefit that may be gliminated during the ourrent
the Depadments will be niotified.

Adtitionally, § strongly ecorament ihiaf the requssied Per DienvPool Positon (Spaech Longuags
Pathologist) be approved fo provide Goveraps for fhe weskends. Approval of this position should
airninate the “Calk-Back’ necessity for job hasis empioyess and thus save the JHS longrdenm monles

and # would assist in mesting the regulatory requirements for patient coverage.
or require addiions! clarification, plesss gell e at 305.565.7250

4. Recognize that that J
nollattive bargalning process. ¥ eliminated through negetiations,

1 you have any guesiiens,

% %, ﬁﬁﬁlg?
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