OFFICIAL FILE COFY
CLERK OF THE BOARD

MIAMIDADE
OF COUNTY COMMISSIONERS
MIAMI-DADE COUNTY, FLORIDA Memorandum COUNTY
Date: M 4, 201
ay 4, 2010 Agenda Item No. 14(A)(4)
To: Honorable Chairman Dennis C. Moss
and Members, Board of County Commissioners
From: George M. Bu : Resolution No. R-553-10

County Manggf

Subject: Resolution Approving and Ratifying the Collective Bargaining Agreement Among Miami-
Dade County, the Public Health Trust and the Registered Nurses, Service Employees
International Union, Local 1991

Recommendation

The attached item is being placed on the Board of County Commissioner’'s agenda at the request of John
Copeland lll, Chairman of the Public Health Trust (PHT) following the PHT’s vote on April 26, 2010 to
recommend approval. Pursuant to Chapter 25A-4(c)(4), the Trust cannot enter into a contract with any
labor union without first having obtained the approval of the Board of County Commissioners (Board).

Scope :
The impact of this agenda item is countywide.

Fiscal Impact
The attached collective bargaining agreements impact the personnel costs of Jackson Health System

(JHS).

Track Record/Monitoring
Collective bargaining agreements for JHS employses are managed by the PHT.

Background
Collective bargaining agreements between the PHT and its employees are traditionally placed on the

Board's agenda at the request of the PHT’s Chairman and come to the Board without analysis from the
County administration. However, given the current financial situation at JHS and the Board’s imposition
of management watch, staff has evaluated each collective bargaining agreement.

In many ways, the proposed agreements with the JHS unions are the same. They include the five
percent contribution to health-coverage costs, freezes to merit and longevity, and a three percent COLA
in FY 2010-11. They also include provisions for creating future employee incentive programs tied to
achievement of clearly defined goals, which aiso has precedent in the County’s own agreements. The
attached memorandum from Dr. Roldan summarizes these changes.

The one significant difference between this agreement and the County’'s collective bargaining
agreements is that:

- The original agreement did not include the $50 bi-weekly premium pay supplement, therefore the
pay supplement is not an issue in this contract.

- The proposed JHS contract would suspend flex payments for 15 months, rather than the 12-
month suspension enacted for County employees. The savings from the additional three months
would be deposited into union-controlled accounts to “assist in the turnaround and sustainability
of JHS through education, training, symposia, communications, demonstration projects, on-site
review of efficiency programs, utilization of experts, and such other related activities.” If those
union initiatives result in demonstrated savings, two percent of those savings would be returned
to the union.



Honorable Chairman Dennis C. Moss
and Members, Board of County Commissioners
Page 2

There is one other crucial difference between the County's negotiations and those occurring at JHS:
whereas the County was negotiating new successor agreements to cover FY 2008-09 through 2010-11,
the JHS unions are in the middle of existing multi-year agreements and have agreed to reopen those
agreements to make concessions. That precludes either the Trust or the Board from declaring an
impasse to unilaterally impose concessions upon the JHS unions.

As has been the case with the County’s own collective-bargaining agreements, timeliness is critical. The
more quickly cost reductions can be implemented; the more money will be saved during the current fiscal
year.

Assistart 254nty Manager

Altachments



MEMORANDUM

(Revised)

TO: Honorable Chairman Dennis C. Moss DATE: May 4, 2010
and Members, Board of County Commissioners

FROM: R.A. Cuevas, Jr. C " SUBJECT: AgendaltemNo. 14(A)(4)
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 revenues or increases expenditures without balancing budget

Budget required

Statement of fiscal impact required

Ordinance creating a new board requires detailed County Manager’s
report for public hearing

No committee review

Applicable legislation requires more than a majority vote (i.e., 2/3’s ___,
3/8’s , unanimous ) to approve

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



Approved Mayor Agenda ltem No. 14(A) (4)
Veto 5-4-10

Override

RESOLUTION NO. R-553-10

RESOLUTION APPROVING AND RATIFYING EXECUTION OF
THE 2008-2011 AMENDED COLLECTIVE BARGAINING
AGREEMENT BETWEEN MIAMI-DADE COUNTY, THE
PUBLIC HEALTH TRUST AND THE REGISTERED NURSES,
SEIU, LOCAL 1991

WHEREAS, this Board desires to accomplish the purposes outlined in the
accompanying memorandum, a copy of which is incorporated herein by reference,

NOW, THEREFORE, BE IT RESOLVED BY THE BOARD OF COUNTY
COMMISSIONERS OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby approves
and ratifies the execution of the attached 2008-2011 Amended Collective Bargaining
Agreement between Miami-Dade County, the Public Health Trust and the Registered
Nurses, SEIU, Local 1991, in substantially the form attached hereto and made a part hereof.
The provisions of Resolution No. R-130-06 requiring that any contracts of the County with
third parties be executed and finalized prior to placement on the committee agenda are

waived at the request of the Trust for the reasons set forth in the Trust's Memorandum.



Resolution No. R-553-10

Agenda ltem No. 14(A) (4)
Page No. 2

The foregoing resolution was offered by Commissioner Sally A. Heyman ,
who moved its adoption. The motion was seconded by Commissioner Barbara J. Jordan
and upon being put to a vote, the vote was as follows:

Dennis C. Moss, Chairman aye
Jose "Pepe" Diaz, Vice-Chairman aye

Bruno A. Barreiro absent Audrey M. Edmonson aye
Carlos A. Gimenez nay Sally A. Heyman aye
Barbara J. Jordan aye Joe A. Martinez nay
Dorrin D. Rolle aye Natacha Seijas aye
Katy Sorenson aye Rebeca Sosa aye

Sen. Javier D. Souto aye
The Chairperson thereupon declared the resolution duly passed and adopted this
4" day of May, 2010. This resolution shall become effective ten (10) days after the date
of its adoption unless vetoed by the Mayor, and if vetoed, shall become effective only
upon an override by this Board.

MIAMI-DADE COUNTY, FLORIDA
BY ITS BOARD OF COUNTY
COMMISSIONERS

HARVEY RUVIN, CLERK

Approved by County Attorney a // By: DIANE COLLINS
to form and legal sufficiency. ‘ Deputy Clerk
Lee Kraftchick

V)



MEMORANDUM

TO: George M. Burgess DATE:
County Manager
Miami-Dade County

FROM: John H. Copeland, 111 RE: Resolution Approving
Chainman % and Ratifying Execution
Board of Trustees ' of the 2008-2011

Public Health Trust Amended Collective
‘ Bargaining Agreement
Between Miami-Dade
County, the Public
Health Trust and the
Registered Nurses,
SEIU, Local 1991

Atits %[:S [EO meeting, the Executive Committee of the Board of Trustees of the Public
Health Trust, actidg for the Board of Trustees when an emergency action of the Board is required
under circumstances making it impossible to assemble the Trustees in a timely manner, adopted
Resolution No. PHT ¢/ 7 , accepting the 2008-2011 Amended Collective Bargaining
Agreement among Miami-Dade County, the Public Health Trust and the Registered Nurses,
Service Employees International Union (SEIU), Local 1991 and forwarding such agreement to
the Miami-Dade County Commission for ratification. Section 25A-4(c)(4) of the Code of
Miami-Dade County requires the Commission’s approval before the Trust can enter into the
Collective Bargaining Agreement.

I would appreciate having this item placed on the appropriate Commission and

Committee agendas as soon as possible.

H Copeland, 111
C airman
Public Health Trust




Jackson i ]

HEALTH SYSTEM

“April 27, 2010

Honorable Mayor Carlos Alvarez
Miami Dade County

Stephen P.Clark Center
111"NW 1% Street, 29" Floor
Miami, Florida 33128

RE: Four Collective Bargaining Agreement Resolutions as Attached
Dear Mayor Alvarez:

Mayor Alvarez, as you are aware the Public Health Trust will submit to the Board
" of County Commissioners for its May 4™ meeting the referenced Resolutions for
the Commission’s approval and ratification of the amended Collective Bargaining
Agreement by and among the County, the Public Health Trust and the American
Federation of State, County and Municipal Employees Union. (AFSCME).and
Service Employees International Union (SEIU) bargaining. units. | respectfully
request that upon the Commission’s passage and adoption of the Resolutions
‘that you consider immediately indicating your approval of the Resolutions by
signing it in the spaces provided for Mayoral approval rather than permitting the
Resolutions to become effective by allowing ten (10) days to elapse without
exercising a veto. My request is made so-that the Trust can derive the
immediate financial benefit of the.amended Collective Bargaining Agreements by
~ the next pay period following ratification.

If you should have any questions, | am always available to respond to any
concerns that you or your staff may have.

Sincerely,

Eneida O. Roldan,MD, MPH, MBA
President and Chief Executive Officer

:dlg
cc:  David Small, Executive Vice President and Chief Operating Officer
Attachment: CBA Resolutions

>
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Agenda Item (3) 7
Special Executive Committee
April 5, 2010

RESOLUTION NO. PHT 04/10 — 017

RESOLUTION ACCEPTING THE 2008-2011 AMENDED
COLLECTIVE BARGAINING AGREEMENT AMONG MIAMI-
DADE COUNTY, THE PUBLIC HEALTH TRUST AND THE
SERVICE EMPLOYEES INTERNATIONAL UNION, (SEIU)
REGISTERED NURSES LOCAL 1991, AND FORWARDING SUCH
AGREEMENT TO THE MIAMI-DADE COUNTY COMMISSION
FOR RATIFICATION

WHEREAS, the President and Chief Executive Officer and staff of the Public Health Trust have negotiated
. in good faith with representatives of the SEIU Registered Nurses, Local 1991, which is the duly certified ¢collective
bargaining agent representing employees employed by the Public Health Trust; and
WHEREAS, such negotiations have resulted in- a proposed amended collective bargaining agreement, a
copy of which is attached hereto and incorporated herein by reference; and
WHEREAS, the President and Chief Executive Officer and the Public Health Trust Board of Trustees

desires to accomplish the purposes outlined in the accompanying memorandum and recommends acceptance of the

proposed agreement.

NOW, THEREFORE, BE. IT RESOLVED BY THE BOARD OF TRUSTEES OF THE PUBLIC
HEALTH TRUST OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby accepts the Amended
Collective Bargaining Agreement among Miami-Dade County, the Public Health Trust, and SEIU Registered
Nurses, Local 1991, for the_ period of October 1, 2008 throngh September 30, 2011 and héreby forwards the

agreement to the Miami-Dade County Commission for ratification.

Eneida O. Roldan, MD, MPH, MBA
President and Chief Executive Officer
Jackson Health System

I/



Agenda Item (3)
Special Executive Committee
April 5,2010

'—Page 2-

The foregoing resolution was offered by Mr. Copeland and the motion was seconded
by Ms. Ford as follows :

Executive Committee :
Angel Medina, Chairperson Aye

John H. Copeland, I o "Aye
Marcos J. Lapciuc " Absent
Georgena D. Ford, RN Aye
- Jorge L. Arrizurieta ' - Aye
Rosy Cancela _ Absent
" Emesto A. de la Fe _ _ Absent
Abraham A. Galbut Absent
Martin G. Zilber Absent
. Commissioner Dorrin Rolle : Abesnt

Commissioner Javier Souto - Aye
The Chairperson of the Executive Committee thereupon declared the resolution duly passed and adopted this 5 day

of Apr11 20 l 0.

PUBLIC HEALTH TRUST OF MIAMI-DADE COUNTY, FLORIDA

BY: /@CP‘L /g %ﬂ @‘>
Jh(%o;genaD Ford, RN Secretary

Approved by .the.'County Attome‘y as to form
and legal sufficiency ., "/
. £z
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COLLECTIVE BARGAINING AGREEMENT

BETWEEN

MIAMI-DADE COUNTY, FLORIDA

THE PUBLIC HEALTH TRUST
AND
LOCAL 1991

THE SERVICE EMPLOYEES INTERNATIONAL UNION

(REGISTERED NURSES BARGAINING UNIT)

OCTOBER 1, 2008, - SEPTEMBER 30, 2011




OF COUNTY COMMISSIONERS MIAM
MIAME-DADE COUNTY, FLORIDA Memorandum
Date: December 16, 2008
To: Honorable Chairman Bruno A. Barreiro Agenda Item No. 10(A){2)

and Members, Board of County Commissioners

From: George M. Burges Resolution No. R-1413-08

County Manager WY»‘——«-
Subject: Resolution apptbving and ratifying $he collective bargaining agreement between
Miami-Dade County, The Public Health Trust and the Registered Nurses, SEIU,

Local 1991

The attached item is being placed on the Board of County Commissioner's agenda at the
request of Mr. Emesto A. de la Fe, Chairman of the Public Health Trust (the Trust).

In Chairman de la Fe’s Trust memorandum, a waiver of Resolution No. R-130-06 which
requires that any contracts between the County and third parties be executed and finalized
prior to placement on a committee agenda is requested as being in the best interest of the
County. The item was accepted by the Executive Committee of the Trust on December 4,
2008 pursuant to the Executive Commlttee's powers to act during the Board’s December
hiatus. Chapter 25A-4(c})(4), hawever, does not permit the Trust to enter into a contract with
any labor union without first having obtained the approval of the Board of County
Commissioners. | recommend a waiver of the requirements of R-130-06.

7 Q

Alina T. Hubdak
Assistant County Manager




MEMORANDUM

(Revised)

TO: Henorable Chairman Bruno A. Barreiro DATE: December 16, 2008

and Members, Board of County Commissioners

.7
oy

FROM: R.A.Cdeva
County Atlorney

SUBJECT: Agenda ltem No. 10{a)(2)

Please note any items checked.

“4-Day Rule” (*3-Day Rule” for committees) applicable if raised
6 weelis required between first reading and public hearing

4 weeks notification 1o municipal officials required prior to public
hearing

Decreases revenues or increases expenditures without balancing budget
Budget required

Statement of fiscal impact required

Bid waiver requiring C_ounty Manager’s written recommendation

Ordinance creating a new board requires detailed County Manager’s
repert for public hearing

Housekeeping item (no policy decision required)

'; No committee review



Approve@% Agenda ltem No. 10(A)(2)

Veto 12-16-08

QOverride

RESOLUTION NO. _R-1413-08

RESOLUTION APPROVING AND RATIFYING
EXECUTION OF THE  2008-2011 COLLECTIVE
BARGAINING AGREEMENT BETWEEN MIAMI-DADE
COUNTY, THE PUBLIC HEALTH TRUST AND THE
REGISTERED NURSES, SEIU, LOCAL 1991

WHEREAS, this Board desires to accomplish the purposes outlined in the accompanying
memorandum, a copy of which 1s incorporated herein by reference,

NOW, THEREFORE, BE IT RESOLVED BY THE BOARD OF COUNTY
COMMISSIONERS OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby
approves and ratifies the execution of the attached 2008-2011 Collective Bargaining Agreement
between Miami-Dade County, the Public Health Trust and the Registered Nurses, SEIU, Local
1991, in substantially the form attached hereto and made a part hereof. The provisions of
Resolution No. R-130-06 requiring that any contracts of the County with third parties be
executed and finalized prior to placement on the committee agenda are waived at the request of
the Trust for the reasons set forth in the Trust’s Memorandum.

The foregoing resolution was offered by Commissioner  Katy Sorenson :

who moved its adoption. The motion was seconded by Commissioner ~ Carlos A. Gimenez

and upon being put to a vote, the vole was as follows:



Resolution No. R-1413-08
Agenda Item No. 10(A)(2)

Page No. 2
Bruno A. Barreiro, Chairman aye
Barbara J. Jordan, Vice-Chairwoman aye
Jose "Pepe" Diaz ~ 8y€ Audrey M. Edmonson ayc
Carlos A. Gimenez 8aye Sally A. Heyman aye
Joe A. Martinez aye Dennis C. Moss aye
Dorrin D. Rolle aye Natacha Seijas absent
Katy Sorenson aye Rebeca Sosa aye

Sen. Javier D. Souto aye
The Chairperson thercupon declared the resolution duly passed and adopted this 16™ day
of December, 2008. This resolution shall become effective ten (10) days after the date of its

adoption unless vetoed by the Mayor, and if vetoed, shall become effective only upon an

override by this Board.

MIAMI-DADE COUNTY, FLORIDA
BY ITS BOARD OF
COUNTY COMMISSIONERS

HARVEY RUVIN, CLERK

Kay Sullivan

Deputy Clerk

By:

Approved by County Attorney as
to form and legal sufficiency. { 4/

Lee Kraftchick
Eugene Shy

2



Y PuBLIC| ERNESTO DE LA FE Executive Office

HEALTH
aC I I W TRUST Chairman Jackson Health System
Public Health Trust 1611 N.W. 12th Avenue

HEALTH SYSTEM Miami. Florida 33136-1096

To: The Honorable Carlos Alvarez
Mayor, Miami-Dade County

Emesto A. de laFe 1 : 5

From:

Chairman, Public Health Trust Board of Trustees
Date: December 9, 2008
Re: Collective Bargaining Agreements

On December 4, 2008, the Executive Committee of the Public Health Trust Board of Trustees voted to
approve the 2008 — 2011 Collective Bargaining Agreements with SEIU, Local 1991. In light of the
current economic situation facing Miami-Dade County and the State of Florida, we respectfully
encourage the Board of County Commissioners to consider these economic issues when determining the
Cost of Living Adjustments and Merit Increases for unions throughout the county. As stewards of
Miami-Dade County, the Public Health Trust Board of Trustees takes their fiduciary responsibilities
extremely seriously. We are concerned with the future of the organization, particularly given the
economic conditions that exist nationwide.

Given our strained finances, we have nct budgeted for a wage increase in our 2008-2009 operating plan.
A [% Cost of Living Adjustment increase would increase operating loses by approximately $10 million.
Annual step/merit increases are expected to cost the PHT over $25 million during the next year.

The PHT highly values its employees and fuily appreciates their contribution to our recent successes.
However, we are very concerned about the long term financial viability of the organization. You may
recall that at our last combined PHT/BCC meeting, we informed you that we would attempt to close our
operating plan budget for 2008-2009 by improving our operations by $200 million. In fact, over the last
four years, we have had a combined operating improvement plan of more than $400 million. Given all
the improvements we have made we do not expect that we will be able to balance the 2009-2010 budget,
and we reported this to you at our combined meeting. Clearly any new expenses will only worsen our
current financial status, and likely will lead to reductions in service and staffing. The slowing economy
will decrease tax flows 1o the Trust and increase the number of uninsured we treat, thus further
deteriorating our financial status. Only through extreme budgetary austerity will we be able to maintain
our services and balance our budget over the next two years.

Thank yon for your steadfast commiiment to the Trust and we stand ready to assist in any way possible.

CC: Honorable Dennis Moss
Honorable Bruno Barreiro

2 ‘1 An Equal Oppartunity Employer



ERNESTO DF LA RE Executive Office

Y FuBLIC] -

HEALTH
TRUST Chairman Jackson Health Sysiem
Public Health Trust 1611 N.W. 12th Avenue

HEALTH SYSTEM Miams. Florida 331361096

TO: Honorable Chairman Bruno A. Barreiro and DATE:

Members, Board of County Commissioners

SUBJECT: Resolution Approving

FROM: Emesto de la Fe, Chairman
Board of Trustees and Ratifying Execution
Public Health Trust of the 2008-2011
Collective Bargaining

Agreement Between
Miami-Dade County, the
Public Health Trust and
the Registered Nurses,
SEIU, Local 1991

RECOMMENDATION

It is recommended that the attached 2008-2011 Collective Bargaining Agreement between
Miami-Dade County, the Public Health Trust and the Registered Nurses, SEIU, Local 1991 be

approved by the Board of County Commissioners.

The requirements of Resolution No. R-130-06 requiring that any contracts between the
County with third parties be executed and finalized prior to their placement on a
committee agenda may be waived by the Board of County Commissioners where the
County Manager recommends that it is in the best interests of the County.
Chapter 25 A-4(c)(4) prohibits the Trust from entering into a contract with any labor
union without first having obtained the approval of the Board of County Commissioners.
Therefore, it is respectfully recommended that these requirements be waived for this
collective bargaining agreement based on the provisions of Chapter 2 5A-4(c)(4) and the
accompanying resolution that requires the Board to first approve and ratify this agreement
 prior to it being executed by the County and the Trust. Accordingly, this contract will be
executed by the parties subsequent to its approval and ratification by the Board.

BACKGROUND

Collective bargaining negotiations produced the attached contract which was ratified by the
Registered Nurses, SEIU, Local 1991 on December 9, 2008. The Executive Committee of the
Board of Trustees of the Public Health Trus! accepted the contract at its meeting on December 4,
2008, pursuant to Resolution No. PHT 086, a copy of which is attached hereto, and it is now
being submitted for your approval. The fellowing is 2 summary of the primary contractual

changes affecting the 3702 employees covered by this Agreement.

Term of Agreement: Three (3) year contract for the period of October 1, 2008 through
September 30, 2011.

An Equa? Opponunity Emplover

S



ECONOMIC

WAGES (COLA)

Term of Contract 2008-2011

Effective the beginning of the first pay period of each year, in a month to be determinefl, all
employees in bargaining unit classifications, excluding On-Call Pool Nurses, shall receive a
wage increase equivalent to the highest wage increase Miami-Dade County negotiates with any

labor organization representing Miami-Dade county employees.

It is the intent of the parties that the COLA received by the other bargaining units within Miami-
Dade County be provided to this bargaining unit the same payroll period as received by the other
bargaining units within Miami-Dade County.

SELECTIVE SALARY INCREASES

Effective October 1, 2008, one step will be added to the Advanced Registered Nurse Practitioner
classification salary range.

ON-CALL PAY

Effective the first pay period following final ratification, On-Call Pool Nurses 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

compensated in increments of 15 minutes.

ON-CALL POOL NURSE RATES

Effective the first pay period following final ratification, On-Call Pool Nurse rates will increase
by $1.00 per hour.

HOURS OF WORK AND OVERTIME

_In addition to the current full time status of 40 hours for nurses who work 12 and one-half hour
(12 %) shifts (3 days one week, 4 another week), RNs who mutually agree with the employer to
work three (3) 12 and one-half hour (12 % ) shifts per week shall also be considered full-time
employees with all full-time benefits. Those who work thése three (3) 12 and one-half hour (12
% ) shifts shall be paid for 72 hours per pay period plus any overtime. For the purposes of
weekly overtime, the normal work week shall be considered 40 hours.

DEFINED CONTRIBUTION PLAN

Management secured the right to offer an optional Defined Contribution Plan to new employees
hired after final contract ratification. The employer contributes two percent (2%) and matches

up to three percent (3%) of employee contributions.

2



NON-ECONOMIC

PATIENT CLINICAL CARE DELIVERY MODEL

Management agreed to develop and implement, with input from the union, a policy establishing a
patient clinical care delivery model which will include nurse staffing ratios. This policy would
not be grievable, arbitrable or subject to impasse under Section 447 of the Florida Statutes.

The contract represents a fair and equitable Agreement with the bargaining unit and is the
product of good faith negotiations between the parties. It recognizes the services provided by
these public servants by addressing their economic concerns while ensuring the continued
delivery of quality services to the public in a fiscally responsible manner.

2z

Emesto de 1a Fe
Chairman

Board of Trustees
Public Health Trust

>t



Agenda [tem
President’s Report

RESOLUTION No. PHT 2 £4
RESOLUTION ACCEPTING THE 2008-2011 COLLECTIVE
BARGAINING AGREEMENT AMONG MIAMI-DADE
COUNTY, THE PUBLIC HEALTH TRUST AND THE
REGISTERED  NURSES  SERVICE EMPLOYEES
INTERNATIONAL UNION (SEIU), LOCAL 1991, AND
FORWARDING SUCH AGREEMENT TQ THE MIAMI-
DADE COUNTY COMMISSION FOR RATIFICATION
WHEREAS, the President and staff of the Public Health Trust have negotiated in good
faith with representatives of the SEIU, Local 1991, which is the duly certified collective
bargaining agent representing Registered Nurses employed by the Public Health Trust; and
WHEREAS. such negotiations have resulted in a proposed coliective bargaining
agreement, a copy of which is attached hereto and incorporated herein by reference; and
WHEREAS. the President and the Public Health Trust Board of Trustees desires to
accomplish the purposes outlined in the accompanying memorandum and recommends
acceptance of the proposed agreement.
NOW, THEREFORE, BE IT RESOLVED BY THE BOARD OF TRUSTEES OF THE
PUBLIC HEALTH TRUST OF MIAMI-DADE COUNTY, FLORIDA, that this Board hereby
accepts the Collective Bargaining Agreement among Miami-Dade County, the Public Health

Trust, and SEIU, Local 1991, representing Registered Nurses, for the period of October 1, 2008

through September 30, 2011 and hereby forwards the agreement to the Miami-Dade County

Commission for ratification.

e 0o
Marvin O'Quinn ch

President/CEQO
Puhltr Health Trict




Special Executive Commitiee
December 4, 2608

-Page -2

The forepoing resolution was offered by Ms. Cancela motion was seconded

by Mr. Medinz as follows:

Jorge L. Arrizuricta Aye
Rosy Cancela Aye
Tohn H. Copeland, II1 Aye
Ernesto A. de Ja Fe Aye
Abraham A. Galbut Aye
Walter James Harvey, Esq. Aye
Angel Medina, Jr. Aye
Diego L. Mella Aye
Martin G. Zilber, Esq. Aye

Conmmissioner Domvin Rolle Absent
The Chairperson thereapon declared the resolution duly passed and adopted this 4™ day of December 2008.
PUBLIC HEALTH TRUST OF MIAMI-DADE COUNTY, FLORIDA

BY:
Rosy Cancela, Secretary

Approved by the County Al 1o form
and Jegal sufficiency /-




Jackson

HEAUTH SYSTEM

MEMORANDUM
70: Marvin O’Quinn Eugene Bassett
President/CEO Executive Vice President &
Chief Operating Officer

Trummell .. Valdera, SPHR

Senior Vice President &

Chief Human Resources Officer

Human Resources Capltal Management

FROM: Danny t.. Curry, SPHR Linde Gonzalez, SPHR
Director Associate Director
Employee/i_abor Relations & Employee/L_abor Relations &

Workforce Compliance

Workforce Compliance

DATE: December, 2008

SUBJECT: COLLECTIVE BARGAINING AGREEMENT BETWEEN MIAMI-DADE
COUNTY, THE PUBLIC HEALTH TRUST, AND REGISTERED NURSES,

SERVICE EMPLOYEES INTERNATIONAL UNION (SEIU), LOCAL 1991
(APPROXIMATELY 3,702 EMPLOYEES)
— e e A e e b e e et e e i S, izt s i i
This memorandum summarizes the highlights of the Registered Nurses, SEIU, Coliective
Bargaining Agreement. The agreement is scheduled for ratification by thé Registered Nurses

on December 8" and 9, 2008.

e T——

We recommend approval of this contact.
Term of Agreement: Three (3) vear contract for the period of October 1, 2008 through

September 30, 2011.
ECONOMIC

WAGES (COLA)

Term of Contract 2008-2011

Effective the beginning of the first pay period of each year in a month to be detemmined, all
employees in bargaining unit classifications, excluding On-Call Pool Nurses, shall receive a
wage increase equivalent to the highest wage increase Miami-Dade County negotiates with any

labor organization representing Miami-Dade county employees.

>0




SELECTIVE SALARY INCREASES

Etfective October 1, 2008, one step will be added to the Advanced Registered Nurse
Practitioner classification salary range.

ON-CALL PAY

Effective the tirst pay period following final ratification, On-Call Pool Nurses who are designaied

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 compensated in

increments of 15 minutes.

ON-CALL POOL NURSE RATES
Effective the first pay period following final ratification, On-Call Pool Nurse rales will increase by

$£1.00 per hour.

HOURS OF WORK AND OVERTIME

In addition to the current full time status of 40 hours for nurses who work 12 and one-half hour
(12 %) shifts (3 days one week, 4 another week), RNs who mutually agree with the employer to
work three (3) 12 and one-half hour (12 ¥% } shifls per week shall also be considered fuli-time
employees with all full-time benefits. Those who work these three (3) 12 and one-half hour (12
% ) shifts shall be paid for 72 hours per pay period plus any overtime. For the purposes of

weekly overtime, the normal work week shall be considered 40 hours.

DEFINED CONTRIBUTION PLAN

Management secured the right to offer an optional Defined Contribution Plan to new employees
hired after final contract ratification. The employer contributes two percent (2%) and matches

up to three percent (3%) of employee contributions.
NON-ECONOMIC

PATIENT CLINICAL CARE DELIVERY MODEL

Management agreed to develop and implement, with input from the union, a policy establishing
a patient clinical care delivery model which will include nurse staffing ratios. This policy would

not be grievable, arbitrable or subject to impasse under Section 447 of the Florida Statutes.
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ARTICLE | - PREAMBLE

This Agreement is entered into on by and between the Public Health Trust
(PHT) and Miami-Dade County, Florida (County), hereinafter referred to as the Employer, and
Local 1991, Service Employees International Union, hereinafter referred to as the Union, for the
period October 1, 2008 through September 30, 2011, subject o 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 Il - PURPOSE

It is the purpose of this Agreement to promote and expand harmonious relationships
between the Employer and the 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 nursing care to
patients and citizens of Miami-Dade County.

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
Nurse Practice Act of Florida and the Standards for Nursing Service as developed by the Joint
Commission on Accreditation of Healthcare Organizations (JCAHO) and the New Standards for
Performance Improvement. The Employer also agrees to give consideration to the Code for
Nurses as adopted by the American Nurses' Association in the development of standards of

performance.

Upon ratification and approval, the provisions of this Agreement will supersede Personnel
Rules or Administrative 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 contract.

ARTICLE Il - RECOGNITION

Section 1. Recognition

The Employer recognizes the Union as the exclusive bargaining representative for ail full-
time employees, regularly employed part-time non-casual employees and on-call pool employees
who average twenty (20) or more hours weekly employed by the Employer in the classifications as
identified in Appendix A and all other classifications in which the duties can only be performed by a
Registered Nurse, as presently exist or as may be from time to time established by the Employer
excluding Clinical Nursing Supervisors, Supervisors, Assistant Directors, Directors of Nursing, and

all other employees of the Trust.



Section 2. Probationary and On-Call Pool Employees

Probationary, non-permanent employees and on-call pool employees shall continue to be
governed in all respects by the Code of Miami-Dade County, Florida. Personnel Rules, Pay Plan,
and all 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 provisions only shall not apply to
probationary employees: Article IX, Sections 1, 2(D), 3, 4 and 5 and Article XV, Section 6(E). Only
the following provisions apply to on-call pool employees: Articles I; I; lil; IV, Sections 1, 2, 3, 4, 5,
6, 7 and 8; V; VI; XI, Section 10; XIll, Section 6, 7 and 8; XV, Section 2, 5, 6 (A, B, C, D, H), 10, 11,
12, 13, 15, 16, 17, 18 and 19; XVII, Section 1 (A and B) and 2 (A); XIX; XXII; XXIll, Section 1, 2, 3,
4, 5 and 6; XXIV: XXV: XXVI; XXVIi; XXVIII; XXIX; XXX and XXXI. Articles VIl and VIil shall only
apply to alleged 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 concern as they arise and to improve employee-management

cooperation.

Section 2. Employee-Management Conference Committee

A The Employers management, jointly with the elected representatives of the Union, shall
establish a Conference Committee to assist in solving mutual personnel and 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 ménthly._ Each party will submit an agenda of topics fo 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 effo_rt 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 chal area. To
this end, salaries will be discussed by this Committee whenever requested by either party.

2 (/(O



Section 3. Membership

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

B. The Union will have 4000 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
five hundred (500) copies. The Union will distribute copies of this Agreement to all

employees in the bargaining units.
Section 4. Dues Deduction

A. Upon receipt of a properly executed written authorization from an empioyee, 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.

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 same to the Union within fourteen (14) calendar
days from the date of deduction. The Union wili notify the Employer, in writing, thirty (30)
days prior to any change in the regular COPE dues deduction as provided by law. Any
employee 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 5. Non-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 orientation,
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 grievances 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. Bulletin Boards

The Employer agrees to provide a suitable number of bulletin boards or bulleti_n 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
Section 1. Prevailing Benefits Clause

Any benefits recognized by the Employer and heretofore enjoyed by the employee, V_VhiCh
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 Empioyer shall notify the Union in writing of any proposed changes in personnel
policies or practices, which affect the conditions under which nurses 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 employees.

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 or changed job
classifications; changes in the Employer’s. policies and procedures, work or disciplinary ‘rules;
changes in shift starting and quittihg times; plans for opening or acquiring new unis or
reassignment of nursing 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 under
Article XXV, Management Rights and Scope of this Agreement.



ARTICLE V1 - UNION REPRESENTATION
Section 1. Union Representatives

The Union has the right to select its representafives to carry out the activities permitted by
this Agreement, and will furnish the Employer with a list of elected officials and unit representati\{es
for designated purposes within thirty (30) days after the execution of this Agreement. The Union

will keep such lists current.
Section 2. Grievance Representation

The Employer recognizes the right of the Union to appoint not more than thirty-nine (39)
representatives at JMH and sateliite 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 Agreement, 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

A With prior approval from the employee's supervisor, time off with pay shall be allowed j(o_ !he
Union representatives assigned to regular shifts to allow for participation in activities
described in Articles IV, V, Vi, VII, VIII, IX, XXII, XXIli and XXIV of this Agreement. Approval

will not be unreasonably withheld.

B. No nurse 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 aliow 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 nurses _in the
activities detailed in Section A, night-shift nurses 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. g

C. Up to twenty (20) bargaining unit members will be allowed time off with pay for contract
negotiations. Up to an additional seven (7) 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.

‘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 a nurse in another area, the representative will contact the appropriate
supervisor to arrange an appointment with the concerned nurse(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 fo allow unit representatives 1o 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.
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ARTICLE VIl - 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 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 employee 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 it 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 concerns 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. Step 1
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 ta 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. Step 3
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 unique 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 or designee before submitting the grievance directly

at Step 3 of the grievance procedure.
; ‘Y



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 a2 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 to meet or to respond to
a grievance within the prescribed time limit will 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 natified 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 XXIll, Safety and

Health, of this Agreement.
Section 8. Employer Responses

All responses required in Steps 1, 2 and 3, above, shall be directed to the aggrieved
employee with a copy furnished to the Union. In class grievances, copies will be directed to the
Union anly. 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 éxception of reprimands, which shall be grievable but not
arbitrable as provided under Aricle X, Disciplinary Action, Section 3, Reprimands. The
determination of the Nurse Staffing Ratios shall not be grievable, arbitrable, or subject to impasse

under Chapter 447 of Florida Statutes.
ARTICLE Vill - 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 submit the
grlevance to arbitration. Within thirty (30) days following notification to the Employer, the Union
must file a request for arbitration. The Union must simultaneously provide the Employee/Labor
Relations Department with a copy of the request for arbitration and the applicable grievance. 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, altemnately,
three (3) names, after determining the first strike by lot, and the remaining name shall be the
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arbitrator. The arbitrator shall prompily conduct the hearing on the grievance at which both parties
shall be permilted 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 hearng, 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 including the cost of the transcript, if mutually requested. Empioyees 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 fo 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/her opinion to the interpretation or 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 XV (Employment Practices), Section 4
(Classification Appeal), and Section 15, B, C, D (Job Specification Language) are not arbitrable.

ARTICLE IX - DISCIPLINARY ACTION

Section 1., Just Cause

An 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.

Section 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 notification 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.

B. The Employer agrees to inform the employee and the Union of their right to 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 Jaw, rule, reguiation, or 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 uniess mutually agreed between the parties. The Employer
shall have fourteen (14) calendar days fo render a decision following the rebuttal
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presentation unless time is extended by mutual agreement. The Union and employee 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
Vit and Vil of this Agreement. The employee shall be notified in writing of both appeal

procedures by name and contract article.

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 afier
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 counseling.
Good cause shall include, but not be limited fo, the pendency of outside criminal,

administrative or other proceedings.

F. Any disciplinary action currently in an employee’s 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 empioyee’s

persennel foider.

Written Reprimands and Records of Counseling, together with any reference to such
reprimands or Records of Counseling excluding performance evaluations, shall cease to be of any
force or effect after a two (2) year period from receipt of the Record of Counseling or Written
Reprimand in which the employee has received ne further disciplinary actions 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 Pursuant 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 representative 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 Civil Procedure shall be provided to the employee.

B. 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 shail 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.

C. ° 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 be immediately
provided to the employee and to the Union.
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D. 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
piace 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 The Union will have the option on behalf of a permanent status bargaining unit employee, to
appeal disciplinary actions resuiting in dismissals, suspensions or demotions of permanent
employees through the grievance and arbitration procedure contained in Article VI and VIiI
of this Agreement. The Union shall nolify 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 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. Each standard work day shall be eight
and one half (8%%) hours and contain an unpaid one half (%) hour break for meal time, which under

normal circumstances will be uninterrupted.

Employees who are assigned to work ten and one half (10%%) hour shifts shall be paid overtime
based on a forty (40) hour week. One (1) unpaid meal break of cne half (}4) hour will be part of
each shift. Every effort will be made to provide two fifteen (15) minute paid rest periods within each

scheduled shift.

Employees whe are assigned to work twelve and one half (1234} hour shifts shall be paid overtime
based on a forty (40) hour week. Two (2) unpaid meai breaks of one half (¥2) hour will be part of
each shift. Every effort will be made to provide three fifteen (15) minute paid rest periods within
each scheduled shift. No individual working twelve and one haif (12%4) 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.
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Employees who are assigned to work twelve and one half (12%%) hour shifts with three (3) unpaid
meal breaks of one half () hours each will be paid in accordance with Appendix B.

In addition to the current full time status of 40 hours for nurses who work 12 and half hour (12 %)
shifts (3 days one week, 4 another week), RNs who mutually agree with the employer to work three
{3) 12 and one half hour (12 %) shifts per week shall also be considered full time employees with
all full time benefits. Those who work these three (3) 12 and one half hour (12 %) shifts shall be
paid for 72 hours per pay period plus any overtime. For the purposes of weekly overtime, the
normal work week shall be considered 40 hours.

Section 2. Overtime

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

B. The rate of time and one-half the normal rate of pay shall be paid for all work authorized to
be performed in excess of the normal workday. All work authorized to be performed in
excess of the normal work week shall be paid at the rate of time and one-half of the normal
rate of pay provided that overtime hours worked shall not be included in determining the

normal work week,

C. For purposes of interpretation, all hours in pay status shall be considered hours worked
except for unplanned personal leave days. 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 one (1) planned personal leave day taken within any week (the
exception being Thanksgiving week when two (2) personal leave days may be taken).

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

E. In any situation requiring overtime, volunteers will be sought before the overtirpe is
assigned. In the event that sufficient volunteers are not obtained, overtime will be assigned

on a rotational basis.

F. Except when demonstrated to be more expensive, overtime will be offered befere any
agency or TR nurses 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) weeks immediately preceding
their effective date. Established schedules may be amended at any time by mutual agreement of
the nurses involved with the consent of the appropriate supervisor.
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Section 5. Hours of Work and Overtime

A.  Nurses working five (5) days per week schedule will not be scheduled for more than six (6)
consecutive days without prior consent of the nurse. Nurses working compressed
schedules will not be scheduled for more than three (3) consecutive days without prior

consent of the nurse.

B. The Employer will make every possible effort to provide nurses every other or two
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, periods of
illness, and other unavoidable absences, the Employer will make every effort to utilize
flexible alternatives, such as: seek volunteers for overtime, utilize modified weekend
schedule, utilize combination shifts (e.g. 2-8's, 2-12's), part-time, per diem and pool
employees. |f staffing standards cannot be met through the use of volunteers, the
Employer may assign extra weekend work on a rotating basis. If any nurse does not desire
every other weekend off or desires set days each week, the nurse 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 because such time begins, ends or includes a
weekend(s) on which he/she is scheduled to work.

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

Section 6. Alternative Schedules

Nursing units will have flexibility to adopt different work schedules according to their needs
and demands with the approval of the Director of Patient Care Services or Administrator in
consultation with Employee/Labor Relations and notification to the Union as provided under Article

V, Section 2.

Any nurse who has researched different systems of scheduling should present the system
to the Clinical Nursing Practice Committee and the Quality Nursing and Career Development

Committee.

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 unless an
emergency situation exists.
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Section 7. 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 to be approved.

A. The Employer will make every effort to avoid asking nurses regularly assigned to 3-11 or
night shift to rotate to another shift.

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

Section 8. Consecutive Shifts

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

Nurses 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%4) hour break between
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 circumsiances.
Section 9. 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 classes. Requests
for leave will be granted based on the date of request.

Section 10. Public Holidays

Nurses assigned to facilities or units that are closed on public holidays shall have the option
either to take the day of the holiday off, or to work in other areas of the bargaining unit if such work
is available. Nurses who opt to work the day in question shall not have a Personal Leave day

deducted from their paid leave account.
ARTICLE XI - 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 division offices as
soon as available, Every effort will be made to make such checks available to those nurses
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 pay checks in area banks and credit unions
upon proper application from individual nurses who wish it. Nurses shall be informed as to

the procedures for proper application.

<
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Saection 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 RN within twenty-four {(24) hours of reporting the error to the Payroll
Department. In order for the voucher fo be made available by 4:00 p.m. the same day, the
error must be reporied 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

First Year-2008-2009

Effective the first full pay period in 2009, all employees in bargaining unit classifications
shall receive the highest salary increase received by any other bargaining unit classification
for any period during the 2008-2009 fiscal year under any collective bargaining agreement
between Miami-Dade County {(or PHT) and any collective bargaining agent (including but
not limited to PBA/Palice, |AFF/Fire-Rescue, TWU/Transit, etc.)

Second Year 2009-2010

Effective the first full pay period in July, 2010, all employees in bargaining unit
classifications shall receive the highest salary increase received by any other bargaining
unit classification for any period during the 2009-2010 fiscal year under any collective
bargaining agreement between Miami-Dade County (or PHT) and any collective bargaining
agent (including but not fimited to PBA/Police, |AFF/Fire-Rescue, TWU/Transit, etc.)

Third Year 2010-2011

Effective the first full pay period in July, 2011, all employees in bargaining unit
classifications shall receive the highest salary increase received by any other bargaining
unit classification for any period during the 2010-2011 fiscal year under any collective
bargaining agreement between Miami-Dade County (or PHT) and any collective bargaining
agent (including but not limited to PBA/Police, IAFF/Fire-Rescue, TWU/Transit, etc.)

Eligible nurses, upon signing a two (2) year commitment agreement to the Neonatal
Pediatric Transport Team, will receive a one-step increase. This step shall be removed if
the nurse leaves the Neonatal Pediatric Transport Team.

Effective October 1, 2008, one step shali be added to the ARNP salary range. These
nurses will be placed in the new salary range at their current rate of pay. Maxed out L1 and
L2 ARNPs who receive increases as a result of rarige adjustments will retain their current
anniversary date and will not lose time credited for future progression.

ARNPs and other employees designated as lead workers by management shall receive a
one step pay increase until the lead worker designation is removed.

Nurses performing the duties of the Neonatal Pediatric Transport Coordinator and the
Pediatric Cardio Thoracic Liaison Case Manager will receive a one-step increase for 24-

. hour, 7-day per week respeonsibilities providing the nurse is not already receiving it. The

step will be removed if the nurse is no longer performing the duty.

—
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The Associate Nurse Manager, Advanced Registered Nurse Practitioner and Nurse
Manager in Ward D will be paid a one-step increase for working in Corrections Health
Services, providing the nurse is not already receiving it. The step will be removed if the
nurse is no longer working in Ward D or Corrections. 4

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 conceming the amount of such adjustments and the

reasons therefore.

Section 4. Step Increases

A

The Trust agrees to maintain the step increase system over the contract period subject to
the following:

Each nurse will receive a step increase annually on his/her anniversary date up to the
maximum step of the range, provided he/she has met standards. This will place him/her on

the next step of the pay plan.

The maximum step in each classification shall be as follows:

Administrative Nurse |

Advanced Registered Nurse Practitioner (ARNP)
Associate Nurse Manager

Certified Nurse Midwife

Certified Registered Nurse Anesthetist (CRNA)
Clinical Care Coordinator

Clinical Nurse Specialist

Clinical Research Coordinator

Clinical Resource Nurse

Clinical Service Coordinator

Enterostomal Therapist

Enterostomal Therapist Coordinator

Nurse Educator

Nurse Educator/Corrections Health Services
Nurse Manager

Officer of the Day-Emergency Services

Patient Placement Coordinator

Quality Management Education Coordinator
Trauma Coordinator )

-k
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There are two (2) additional steps beyond the maximum of the range to which nurses are
advanced in recognition of their years of service. These two (2) steps of the salary structure

are called longevity steps.

Advancement to the first longevity step shall be made immediately upon completion of forty-
eight (48) months service at the maximum rate of the salary range. Such advancement will
be moved to the first pay step beyond the maximum step of the range.

Advancement to the second longevity step shall be made immediately upon completion of

" forty-eight (48) months at the first longevity step of the salary range. Such advancement

will be the next step beyond the first longevity pay step.
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B. There are fifteen (15) steps in the Clinical Staff Nurse and Clinical Staff Nurse/Corrections
Health Services classifications. Advancement in these steps is as follows:

Step 1tostep 2 6 months
Step2tostep 3 12 months
Step 3tostep 4 12 months
Step4iostep 5 12 months
Step5tostep 6 12 months
Step6tostep 7 12 months
Step 7tostep 8 12 months
Step8iostep 9 18 months
Step9tostep 10 18 months
Step 10 to step 11 36 months
Step 11 to step 12 36 months
Step 12 to step 13 36 months
Step 13 to step 14 48 months
Step 14 to step 16 48 months

There will be a minimum of four percent (4%) between all steps.

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

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

E. A change in classification status does not alter a nurse's anniversary date for purpose of
accrual of leave bensfits. A nurse 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 a nurse who is promoted within thirty (30) days of his/her
step increase anniversary date will receive both his/her step increase and then promotional

increase.

Section 5. Shift Differential and Weekend Dﬁferentia[

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.

Shitt differentials shall be paid in accordance with the following guidelines:
A. The shift differential rates shall be $4.00 an hour for the evening and night shifts.

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

Evening $4.00/hour
- Night $6.00/hour

B. For employees hired before October 1, 1994, the shift differential shall be frozen at the
doliar amount the employee would have received as a shift differential during the pay period
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immediately preceding October 1, 1994, or the above shift differential, whichever is higher.
Shift differential will be paid for all hours worked after 3:00 p.m. The Employer will continue
the current praclice of paying the appropriate differential for all hours worked on a shift
where the majority of hours occur during the evening or night shift. Registered Nurses
working the twelve and a half-hour night shift will receive the night shift differential for the

entire shift.

Shift differential will not be paid for hours worked on a day shift and which end prior to 5:00
p.m.

Nurses who work weekends will be paid two dollars and twenty-five cents ($2.25} an hour
for hours worked between 7:00 p.m. Friday and 7:30 a.m. Monday providing the nurse's
shift begins at 7:00 p.m. or later on Friday. Effective the beginning of the first pay period
following final ratification, this weekend shift differential shall be two dollars and seventy-five

cents ($2.75) an hour.

This weekend shift differential will be paid only for actual hours worked, in addition to the
shift differential. It does not apply to payment for leave of any type.

Section 6. Main Campus In-Patient Differential

An additional seventy-five cents ($.75) an hour will be paid for all selected nurses working

in an in-patient unit at Jackson Memorial Hospital. This includes the Emergency Care Center,
Urgent Care Center and Mental Health Hospital Center. This differential will be paid to Clinical
Staff Nurses, Nurse Educators, Associate Nurse Managers, Nurse Managers, Certified Nurse
Midwives, Advanced Registered Nurse Practitioners and Certified Registered Nurse Anesthetists
working in an in-patient unit at Jackson Memorial Hospital. (See attached list of units excluded

from this differential in Appendix C).

Section 7. On-Call Pay

A

Employees designated as on-call shall be paid a minimum of thirty-five dollars ($35.00) per
shift on weekdays (Monday - Friday) and forty-five dollars ($45.00) per shift on weekends

(Saturday-Sunday) and holidays.

Employees who are called in from on-call status, after having left the Employer's facility at
the conclusion of a work day, shall receive a minimum of four (4) hours pay at the

applicable rate.

The parties agree to meet to discuss guidelines and policies regarding on-call provisions, if
either party requests it.—Hourly employees who are designated as on call and are not
required to come into the hospital, but are required to resoive 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 evidence for payroll as required by the employer. The proper form must be
submitted to payroll timely for the respective payroll peried. 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 exampie: #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.

—
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D. Salaried Employees On-call/Standby pay — The parties will meet within 90 days and set on-
call/standby rates for salaried Employees. However, no Employee performing on-call/standby
duties will earn less than he/she is currently receiving._

Section 8. CalMn Pay

Employees who are not on-call but are calied 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 deposilions, shall be
counted as "work” under this section. Cali<in Pay does not apply however, if employees are called
to report early for their regular shift, or are on on-call status.

Section 9. Uniform Allowance

All nurses in the bargaining unit shail receive a uniform allowance of $125.00 per year.
A uniform allowance will be paid once per year in the month of January to all bargaining unit

employees on the payroll at time of payment.
Section 10. On-Call Pool Nurse Rates

The On-call Pool Nurse rates are as follows {On-call Pool Nurses with thirty (30) months
experience or less shall be paid at the lower rate):

$32.00/$34.00/hour
$36.00/$38.00/hour
$38.00/$40.00/hour

8 hour shifts: 7:00 a.m. - 3:30 p.m.
3:00 p.m. - 11:30 p.m.
11:00 p.m. - 7:30 a.m.

1

$35.50/$37.50/hour
$38.00/$40.00/hour

1

12 hour shifts: 7:00a.m. - 7:30 p.m.
7:00 p.m. - 7:30 a.m.

Effective the first pay period following ratification, the following rates will apply:

8 hour shifts: 7:00 a.m. — 3:30 p.m. - $33.00/$35.00/hour
3:00 p.m. - 11:30 p.m. - $37.00/$39.00/hour
11:00 p.m. - 7:30 a.m. - $39.00/$41.00/hour
12 hour shifts: 7:00 a.m.-7:30 p.m. - $36.50/$38.50/hour
7:00 p.m. - 7:30 a.m. - $39.00/$41.00/hour

Effective the beginning of the first pay period following final ratification, the rate fpr the 7:00
a.m. - 7:30 p.m. shift shall be $33.33/$35.33/hour and the 7:00 p.m. — 7:30 a.m. shift shall be

$37.33/$39.33/hour.

On-Call Nurses who work weekends will be paid two dollars and twenty-five cents ($2.25)
an hour for hours worked between 7:00 p.m. Friday and 7:30 a.m. Monday providing the nurse’s

shift bégins at 7:00 p.m. or later on Friday.

Effective the beginning of the first pay period following final ratification, On-Call Pool Nurses
shall be paid time and a half (1%%) for all hours worked on a holiday.
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Effective the beginning of the first pay period following final ratification, Job Basis Nurses
who work additional shifts as Clinical Staff Nurses shall be compensated at the following rates:
Three hundred and twenty dollars ($320) for an eight hour day shift; Four hundred and eighty
dollars ($480) for a 12 hour day shift; Three hundred and sixty dollars ($360) for an eight hour 3pm
to 11pm shift; Five hundred and fifty-two dollars ($552) for 12 hour 7pm to 7am shift; Three
hundred and seventy-six ($376) for 11pm to 7am shift. Job basis hurses will not receive any

differentials.

Upon mutual agreement, the parties may re-open negotiations on these wages at any time.
ARTICLE Xl - PAID EDUCATIONAL LEAVE

Section 1. Eligibility Criteria

Every effort will be made to provide a reasonable amount of lsave with pay each year to
attend courses, institutes, workshops or other educational activities in accordance with the

following criteria:

A. Educational leave days will be used at the empioyee's discretion after _receivirlg proper
approval. Leave under this article is exclusive of mandatory education requirements.

B. The nurse applies in advance in writing specifying the course, institute, workshop or class
the nurse wishes to attend.

C. The nurse obtains permission from the Director of Nursing to attend.

D. Such leave does not interfere with staffing.

E. Requests for leave will be granied based on date of request.

F. Employees working eight (8) hour shifts will get twenty-four (24) hours; those yvorking
twelve (12) hour shifts, thirty-six (36) hours; those working ten (10) hour shifts, thirty (30)
hours yearly; and weekend schedule employees (Ariicle XIV) will get thirty-six (36) hours of
leave yearly under this provision. In the case of ARNP's, Nurse Midwives and CRNA's, _
employees working eight (8) hour shifts will get thirty-two (32) hours yearly; those working
twelve (12) hour shifts, forty-eight (48) hours yearly; those working ten (10) hour shifts, forty
(40) hours yearly.

G. Hours spent in reeducation ;irograhs which qualify for contact hours confiuctt?d oy the
Employer shall count toward the number of hours of leave available under this article. If an
employee who enters a reeducation program has already used his/her educational leave for
the year, the appropriate number of days of leave will be deducted from the leave the
employee would otherwise have been entitied to receive in the following year.

Section 2. Clinical Certification

The cost of one National clinical certification exam related to the employee's area of
practice will be reimbursed following successful completion.

Section 3. Financial Aid



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

Section 4. . Staff Development Programs

It is understood that courses offered by the Employer in special areas of practice will be
continued for nurses 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
nurse may apply. These requests will be granted as patient care permits.

Section 5. In-Service and Career Development Program
Employees shall be compensated for all time spent in required in-service training programs.

ARTICLE XIil - VACATION AND LEAVE

The Employer provides a certain number of paid hours per year to be used for rest,
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 to 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.

A 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 personal 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.

B. 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, employses must
provide timely notification prior to the start 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 iliness will not be required unless a pattem of
unplanned leave utilization exists. Personal leave hours accrue from date of hire.

C. Full-time employees are eligibie 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).
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New full-time employees may take up to a maximum of forty (40) hours of paid planned
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 employee's final paycheck.

D. Full-time employees shall earn paid personal leave hours as follows:

(1 During 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 (6) months of employment, except

as outlined in Section 2.

(2) In order to recognize longevity of service, employees with more than five (5)
years of continuous service shall earn personal leave hours as foilows:

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 9.848 32

Sth .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 shifis.

(3) 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). Fuli-time employees who
are assigned to work regularly scheduled twelve and a' half (12'%) hour shifts
shall earn an additional thirty-eight point five (38.5) hours of personal leave
per year (shorter or longer periods of time will be prorated). Ful-time
employees who are assigned to work reguiarly scheduled twelve and a ha]f
(12%) hour shifts, and who are paid for eleven (11 hours), refer to Appendix

B.

E. Part-time employees shall earn personal leave hours based on actual hours 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 rgte
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).
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(2) Empioyees who have worked more than five (5) full-year equivalents shall earn paid
personal [eave hours as follows:
Hours
Eamed Per
Hours Worked Hour Worked
10,401-12,480 1154
12,481-14,560 .1192
14,561-16,640 11231
16,641-18,720 .1269
18,721-31,200 .1308
31,201-33,280 1346
33,281-35,360 1385
35,361-37,440 .1423
37,441-39,520 .1462
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 lliness and after 10 years, 8 hours of personal leave
are used; these personal leave hours shall be defined as unpianned absences. If sufficient
personal leave hours are not available to cover a spell of illness, any uncovered portion
shall be without pay, until the benefits of the Extended liiness Leave Plan are in effect.

(4)

1) Two times per calendar year, employees with less than ten (10) years of
continuous service may elect to receive a cash payment for personal leave of no
less than forty (40) hours and no more than eighty (80) hours in lieu of or in addition
to vacation during the calendar year.

{2) Employees with ten (10) or more years of continuous service may elect to
cash in no less than forty (40) hours and no more than one-hundred twenty (120)
hours subject to the provisions above.

(3) Requests for payment must be submitted to the employee's supervisor
during the calendar year.

The payroll department will ‘make payment within thirty (30) days of receipt of
request.

Effective the beginning of the first pay period immediately following final ratification and approval
by the Board of County Commissioners, paragraph (H) will be replaced by the following new

paragraph (H):

(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 160 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 year (the “Accrual Year”). The election must
be made in increments of one hour.
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(2)

(3)

{4)

(5)

(6)

(7)
(8)

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.

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 cash-out election form
provided by Jackson Health. The election must state the number of Personal
Leave/ Vacation hours to be cashed out.

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.

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.

During the accrual year, accrued time shail be allocated on a pro rata basis between
cash out and Personal Leave/Vacation time on the same percentage basis as the
cash out amount is to the potential maximum accrual. (Example: [f an employee
elects to cash out 120 hours and is entitled 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.)

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

I Upon separation of employment, the employee shall be eligible for payment of accrued
persenal leave account hours.

(1)

(2)

(3)

Section 2.

To qualify for a 100% terminal benefit 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 (6) 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 Program

In recognition of the employee's need for income protection against extended iliness, an
extended iliness leave plan is established for each permanent employee. The number of hours
earned and used by the employee shall be accounted for through the employee's extended illness

leave account.
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G.

To be eligible for payment of extended illness leave, the employee must fulfill the following
requirements:

(1) A fulltime employee shall have completed six (6) months of full-time
employment.

(2) A part-time employee shall have accumulated 1040 hours worked.

(3) An employee shall give timely notice to the appropriate department head,
supervisor, or other designee of the inability to report to work due to iliness.
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 returmn.

(4) A physician's certificate describing the disability and the inability o work may
be required before approval wili be given for payment of extended illness
leave hours.

A full-time employee shall accrue 0.024 hours extended iliness leave for each hour in pay
status per pay period up to a maximum of 1.850 hours per pay period, not to exceed forty-

eight (48) hours per year.

A part-fime employee shall accrue 0.024 hours extended illness 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.

An unlimited number of days may be accumulated in the extended iliness leave account.
Extended illness leave shall be paid at the employee's regular shift rate of pay.

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 illness. 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 critical illness and an employee's iliness
requiring hospitalization. After three (3) full years of employment, payment for extended
ilness 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 illness 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 ilness under
the following conditions: :

o) Any iliness 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 iliness when employee attempts to return to work too soon.

For critical iliness in the immediate family, an employee is entitied to five (5) days paid
extended illness leave per leave year.
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H. Employses 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 time 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%
13 yrs. but less than 14 yrs. - 40%
14 yrs. but less than 15 yrs. - 45%
15 yrs. but less than 16 yrs. - 50%
16 yrs. but less than 17 yrs. - 55%
17 yrs. but less than 18 yrs. - 60%
18 yrs. but less than 19 yrs. - 65%
19 yrs. but less than 20 yrs. - 70%
20 yrs. but less than 21 yrs. - 75%
21 yrs. but less than 22 yrs. - 77.5%
22 yrs. but less than 23 yrs. - 80%
23 yrs. but less than 24 yrs. - 82.5%
24 yrs. but less than 25 yrs. - 85%
25 yrs. but less than 26 yrs. - 87.5%
26 yrs. but less than 27 yrs. - 90%
27 yrs. but less than 28 yrs. - 92.5%
28 yrs. but less than 28 yrs. - 85%
29 yrs. but less than 30 yrs. - 97.5%

Employees who retire after 30 years of full-time PHT/County employment, will be eligible to
receive 100% payment of their full balance of accrued extended illness 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. Vacation Requests

A Annual Vacation Scheduling Procedure

The annual vacation leave period. will be January 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.

2) Leave request forms shall be returned by employees by November 1.
3) Annual vacation calendars will be published and posted by December 1%
4) 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.
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5) 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.

6) Vacation periods will be scheduled by unit seniority for the first eighty (80) hours of
each employee’s vacation schedule for the year. Remaining 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. Other Vacation Requests

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. Leave Without Pay

A Permanent empioyees, 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, to
engage in a course of study or other good and sufficient reason which is considered in the

best interest of County service.

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

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

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 5. Funeral Leave

Full-time employees who have completed nine (9) pay periods of County/PHT service will
be granted three (3) days of emergency funeral leave with pay in the event of a death in the
immediate family, provided that the employee actually attends the funeral. 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-faw, daughter-in-law, or upon proof of any person in
the general 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. Funeral leave shall have no relationship to travel time or
qualified use of any other leave time that may be due or useable by the employee. Funeral leave
shall be used for the purpose of bereavement.
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Section 6. Military Leave

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

Section 7. Voting

The Employer agrees fo allow each employee who meets the conditions set forth below
reasonable time off with pay, not to exceed one (1) hour, to vote in each local and general election.
Voting time will be scheduled in such a fashion as to 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. Whenever 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 (%) of the hours of the scheduled shift must be between 7:00 A.M. and
7:00 P.M. on election day.

Section 8. 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 subpoenaed by a private party fo a suit and testifies while being
excused from duty with pay may accept a witness fee, but must turn it over to the hospital properly
endorsed. However, jury fees shall be retained by the employee.

Section 9. Administrative Leave

_ The present policy regarding the granting of administrative leave for job basis nurses will be
continued. This policy provides for the granting of time off with pay to job basis employees {not
hour for hour) who have worked in excess of their normal work schedule.

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

to three (3) bargaining unit nurses 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) employee from any one (1) unit during the same

period. Employees granted such leaves shall continue to accrue bargaining unit senijority

during the term of their leave. Employees retuming 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.

o~
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B. Leaves of absence without pay for periods not to exceed one (1) week shall be granted to
bargaining unit members to attend Union functions. The total number of person-weeks
allowable under this paragraph shall not exceed ten (10) weeks per year. 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. Duly selected Union unit representatives and Officers shall be allowed leave with pay in
order to attend Union training conferences. The total amount of leave with pay granted to
employees under this paragraph shall not exceed fifty-five (65) working days in any
calendar year. The Employer shall be given thirty (30) days notice of any such training
conferences together with a list of those attending. Employees granted such leaves shall
continue to accrue bargaining unit seniority and, upon return, shall assume their former unit
and position. Leaves granted under this paragraph {C) shall be counted as time worked for
the purpose of calculating overtime pay.

D. Leaves of absence/release time with pay shall be granted fo Union representatives to
perform Union roles and responsibilities. The total amount of this leave shall not exceed
300 days per calendar year. Employees granted such leave shall continue to accrue
bargaining unit seniority and, upon return, shall return to their former unit and position, if
available. If the former position is eliminated, the employee will be retumed to a
comparable position within the PHT. The Union will provide the Employer with thirty (30)
days nofice and will specify the length of release time.

E. No more than one person from the same unit shall be released for more than thirty (30)
days simultaneously, without mutual agreement.

ARTICLE XIV - FULL-TIME WEEKEND SHIFTS

The Employer may offer employees full-time weekend positions with such employees
working tweive and one-half (12 1/2) hour shifts every Friday, Saturday, and Sunday, or Saturday,
Sunday, and Monday, at the rate appropriate for their shift position and experience. These
employees will be paid for forty (40) hours and will accrue and receive all benefits, and rights as
full-time employees. Employees who work the weekend schedule are expected to do so for at least
six (6) continuous months and on at least twenty-four (24) weekends. it is understood and agreed
that applications for all full-time weekend positions shall initially be limited to RNs currently
employed, and newly-hired RNs should not be oriented into these positions as long as there are
qualified nurses who have applied for them,

The parties have agreed on the following guidelines for the full-time weekend shift:

A If an RN wishes to work the Modified Weekend Plan, the employee’s request should be
made in writing to the unit Nurse Manager.

B. Request to work the Modified Weekend Plan will be approved based on the date the
request is received by the Nurse Manager with seniority prevailing where date of application

is equal.

C. The availability of weekend shifts will be determined based on staffing and retention needs.
Nurse requests to implement the full time weekend shift will not be unreasonably denied.
* Available positions will be offered and filled based on unit seniority.

D. Both day and night shifts will be available. The numbers of RN's permitted to work the plan
will be determined by the Director of Patient Care Services based on staffing needs.
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0.

The plan has been advertised to recruit RN's. The RN will start working the plan upon final
approval by the Director of Patient Care Services. The Nurse Manager and RN will note

the start date on the time sheet.

Any RN, who is currently working three 12-hour shifts on the same weekend shifts specified
in the plan, will automatically be placed on the weekend plan as a full-time employee.

The RNs will not be required to sign a contract. The Collective Bargaining Agreement
language defines the time frame in which the RN is expected to work the Modified
Weekend Plan.

Trades not involving overtime may be allowed with approval of the Nurse Manager and
indicated appropriately on the time card.

Overtime will start after 36 hours. (The work week of the weekend plan employes).

Educational hours may be taken at the RN's discretion upon approval by the appropriate
supervisor.

Nurse Educators will make arrangements for unit in-services. Staff meetings may be held
on the weekend as determined by the supervisor.

Nurses working the Modified Weekend Plan will only receive the weekend shift differential
for hours worked between 7:00 a.m. on Saturday and 7:00 a.m. on Monday.

If both holidays (Christmas and New Year's) fall on a weekend, the employee will receive
one holiday off, upon request, providing staffing permits. If the holiday falls on the
employee's day off, the employee will have the choice of taking the day off or velunteering

to work.

Employees will be subject to all applicable contract provisions, policies, procedures,
practices, administrative orders and personnel rules unless specifically excluded.

For purposes of payment and use of all leave time, the actua! weekend shifts will be 13.3
hours for each of the weekend days/nights and 13.3 for the 3™ weekday or night shift.

ARTICLE XV - EMPLOYMENT PRACTICES

‘Section 1. Probationary Periods

The first six {6) months of full-time continuous employment shall be the probationary period.

After successful completion of the probationary period, the nurse shall be considered a permanent
employee unless specifically advised by the Employer. The Employer retains the right to terminate
probationary nurses without notice or pay in lieu of notice. Probationary nurses are not required to
give notice of intention to terminate. Probationary nurses 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 o
the extension. The employee's agreement shall be in writing.
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Section 2. Rest Periods, Meals, and Lounge Areas

Every effort shall be made to provide two (2) fifteen (15) minute rest periods within the sight
(8) hour work schedule. At the discretion of the supervisor and in accordance with Section 300,
Code 312 of the Policy and Procedure Manual, two fifteen (15) minute breaks may be taken in
conjunction with the midshift meal. Present lounge space will be maintained and the Employer
agrees to provide adequate lounge space, or equivalent lounge space in all new facilities.

Section 3. Work in Higher Classification

Any Clinical Staff Nurse temporarily assuming the duties of a higher position such as
Charge Nurse or Associate Nurse Manager will receive a one dollar and twenty-five cents ($1.25)
increase per hour above his/her regular hourly rate for a minimum of four (4) or more continuous
hours worked in the higher position. Any Clinical Staff Nurse temporarily assuming the duties of a
Preceptor will receive a one dollar ($1.00) increase per hour for a minimum of four (4) or mare

continuous hours worked in this position.

Any nurse, except an Associate Nurse Manager, temporarily promoted to the "Acting Nurse
Manager " status will receive a two (2) step pay increase above his/her regular rate of pay for the
entire period that he/she works in that status. The Associate Nurse Manager will be entitled to
receive the two (2) step pay increase only when the assignment is for more than two (2)
consecutive pay periods. If the assignment exceeds two pay periods, a PAM approved by the
Division Director/Vice President must be submitted to Human Resources. The Acting Nurse
Manager will be a job basis employee and will not be entitted to overtime pay. Any nurse
temporarily promoted to an Acting Nurse Manager will not lose his/her shift differential.

Section 4. Classification Appeal

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

B. Such a request, including a job description prepared by the employee shall be forwarded fo

the Director of Patient Care Services/Administrator by the employee’s supervisor.

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

employee’s representative,

D. Within thirty (30) working days of such receipt for request of reclassification, the Senior Vice
President of Patient Care Services 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
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Resources will explain the basis for the decision in the event the request is denied. The
director of Human Resources shall hold such hearing within thirty (30) days of request.

F. The director of Human Resources' 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 !he
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.

Section 5. Employee'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 v{vill be
placad in an employee's file without knowledge of the employee. Employees shall have the nght_to
attach 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 nurse will receive an evaluation of her work performance at the end of the first six (6)
months of employment, and at least annually thereafter. Regular part-time and on-call pool
nurses will receive a yearly performance evaluation.

B. The evaluators are cnes who make frequent observations of the nurse’s performance and
share responsibility for the nurse’s professional growth and development.

C. The evaiuator, oriented to the purpose and method of evaluation, will be the immedigte
supervisor of the nurse being evaluated. For ARNPs, the evaluation will be in conjuncpon
with both the Nursing Supervisor and the Medical Director and the appropriate
administrator. For nurses’ whose immediate supervisor is not a Registered Nurse, a
Director of Patient Care Services or designee will be assigned as the reviewer.

D. The evaluator discusses the evaluation in conference with the nurse 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 nurse after it has been reviewed by the reviewer.

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 (20) 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 procedure provided

* under Articles VIl and Vil of the Agreement.

G. An employee's step increase shall not be delayed beyond the employee’s anniversary date
if a supervisor does not complete the evaluation in a timely manner.
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If an employee's supervisor is a non-RN, the Senior Vice President of Patient Care

H.

Services will desighate a nurse to serve as the reviewer of the evaluation. The appointed
reviewer shall discuss the evaluation with the nurse being evaluated before signing off.

Section 7. Promotions

A. It is the policy of the Employer to encourage and give priority to promotions 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 except promotions to
Associate Nurse Manager or Nurse Manager which will involve a minimum increase of two
(2) steps.

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

D. Permanent status employses who are promoted and fail to successfully complete their 6 six
month trial period due to performance issues 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

(1)

(2)

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

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

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

of base salary.
Upon completion of 17 years of full-time continuous County Service, 1.7% bonus payment

of base salary,
Upon completion of 18 years (_Jf full-time continuous 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 saiary. :

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-time continuous County Service, 2.3% bonus payment

“ of base salary.

Upon completion of 24 years of full-time continuous County Service, 2.4% bonus payment
of base salary.
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(3) Upon completion of 25 years of full-time continuous County Service, 2.5% bonus payment

of base salary.
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% bonus

payment of base salary.
The minimum amount of payment will be $350.00.
Section 9. Educational Bonus

All full-time unit employees upon certifications andfor recertifications in their area of practice
shall receive a one-time payment of $250.00 upon receipt of the certification. All full-ime unit
employees with a Baccalaureate degree in nursing will receive a one-time payment of $520.00
upon receipt of their degree providing the employee has not already received this bonus.

All full-time unit employees currently receiving the Master's degree allowance will continue
to receive it annually. All full-time permanent employees as of June 3, 1997 who complete a
Master's degree in a nursing program by September 30, 1999 will receive a $1,040.00 bonus
annually following receipt of the degree. All full-time employees with a Master’s degree in nursing
hired after June 3, 1997 and all full-time unit employees who earn their Master's degree in nursing
after September 30, 1989 shall receive a one-time $1,040.00 bonus upon receipi of their degree
providing the employee has not already received this bonus.

These bonuses are not compdunded in any one year. Eligible employees will receive only
the higher bonus to which they are entitled.

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 patient care, each division and/or each agency where
employees perform duties, will have a designated area for reference books and current
periodicals, relating to patient care given in the area or agency.

B. Employees should submit their requests for certain books and publications for their use.
Each agency or division will have a minimum of two (2) professional periodicals. These will

be available to employees on all tours of duty.
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C. Employees shall have access to the University of Miami Calder Library for reference books
and periodicals. With prior approval from the employee’s supervisor, the Employer agrees
to pay for Medline and copying service charges incurred by the employee. :

Section 11, Parking Facilities

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

The Employer will continue its practice of providing one (1) month free parking for all
employees whose cars are vandalized or stolen.

Empioyees are encouraged to contact the Security Department for after-hours escort to and
from parking facilities.

Section 12. New Equipment and Procedures

In-service 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/Conference Reimbursement

All eligible fuli 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 andior certification modules, providing it is approved in advance by the Depariment 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. the
employee’s 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 proposed change in the job specification or fitle 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 specification and

the proposed job specification.
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C. Upon notification, the Union may request to meet and negotiate over the impact of such
changes on unit employees as provided in Article V, Section 2.

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

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

necessary.

Section 17. Injuries, Rehabilitation and Reorientation

A Consistent with PHT and County policies, if a nurse 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 the employee’s ability
to perform the employee’s 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 feasibllity of on-site care centers, including their
costs and the degree of interest. The Committee shall present its findings and any
recommendations to both parties at least sixty (60) days prior to the expiration of this Agreement.

Section 19. Scope of Nursing Practice

It is agreed that, except in emergency situations employees will not be expected to routinely
perform duties outside the general scope of nursing practice. Consistent short staffing, whether of
RNs or support personnel shall not be considered as emergency situations. The employer agrees
to make a good faith effort to minimize non-nursing duties and to identify and reduce such duties.

ARTICLE XVI - VACANCIES, TRANSFERS, REASSIGNMENTS, UNIT MERGERS AND
FILLING VACANCIES

Section 1. Shift Transfers, Posting and Filling of Vacancies and Reassignments
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Shift Transfers. Recognizing that access to preferred shifts by nurses can make an
important contribution to nurse morale and retention, the parties agree that all available
shifts shall first be posted in the unit for a period of 7 days and made available to nurses

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 facilities 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 Services 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 outside applicants. When skill, competency and
ability are considered substantially equal in the judgement of the Employer, seniarity shall
be the deciding consideration in filling vacancies. All 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 notice 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. However, for pay purposes,
transfers will be effective at the beginning of the pay period following acceptance.

An employee returning to a previous permanent status classification within one (1} month
will be transferred fo 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

probationary/trial employee in that classification.

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 Appendix D, Reassignment Procedure.

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 m.ergefd
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.
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(B)

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

demote.

ARTICLE XVII - ORIENTATION, CROSSTRAINING AND FLOATING

For purposes of administering the parties’ orientation and crosstraining 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.

A.

E.
Section 2.

A.

Orientation

The Employer agrees to continue the new employee orientation program for
employees upon initial hire. A nurse shall not be expected to work in an area of
practice to which the employee has not been oriented/cross-trained except in
emergency circumstances.

A RN 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 RN is expected to work in
more than one unit, the employee will be appropriately oriented to each unit.

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.

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

Orientation shall be offéred and floating distributed on & non-discriminatory basis.

Crosstraining

When a nurse is crosstrained, an initial assessment of competence and an organized,
documented training program using teels-such-as checklists, will be provided in order to
ensure the safe delivery of patient care. The nurse 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.

The Employer shall continue to have the authority to determine the number of
employees within a Division/Unit who are to be cross-trained. Once the Employer
determines the number of employees to be cross-trained, the employees wil be
chosen first from volunteers by unit seniority. If sufficient volunteers are not
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Section 3.

available to meet hospital needs, nurses may be assigned in inverse order of unit
seniority in the classification, provided, however, that the Employer may excuse a
probationary employee from being required to enter a cross-training program.

When a Division/Unit institutes a cross-training program, it will develop a schedule
to ensure that all necessary personnel are put through the program and wilt
establish a rotational system for floating those employees who have been cross-
trained. The Employer shall continue to have the authority to schedule an
employee’s cross-training consistent with the Division/Unit's staffing requirements.

The parties will explore cross-training across divisional lines as part of the Quality
Nurse and Career Development Committee.

Central Staffing Float Pool Nurses

Jackson Health System (JHS) will determine the number of FTE's and shifts that are needed
in the Float Pool. Employees within the float pool will work three (3) or five (5) days per week
for a total of 72 or 80 hours per pay period. Employees under these categories will be
considered Full-time. JHS may also hire Part-time employees in the float pool.

1. Terms and Conditions

The float pool nurses will be subject to the PHT Pay Plan/CBA, Personnel Policy &
Procedures, Red Book Policy and any other governing rules and regulations.

New applicants must pass a Level 2 background check and Heaith Office
Clearance and other related employment requirements of the PHT.

Applicants must have a minimum of two (2) years current experience and the
requisite skills and ability to float to any unit(s) assigned.

Eligible retired PHT nurses may apply for the Central Staffing Float Pool.

Full-time / Part-time with Benefits

Full-time and part-time float pool nurses will be assigned to the central staffing float
pool for a 26 week period, ~

During the 26 weeks, all full-time float pool nurses will be committed to work at least
72 hours (3x12-hr shifts/per week) or 80 hours per pay period, depending upon their
shift. Pari-time float pool nurses must work a minimum of two (2) shifts per pay
period.

Float pool nurses will be placed in the float pool cost center.

Employees in the float pool shall commit to work for a period of six months (26
weeks) at a time. Active employees who have been in the float pool shall have the
option of going back to their prior position with written notice to JMH one month prior
to the conclusion of their six month (26 weeks) assignment. If there are no
comparable vacancies available in their prior unit/position, the employee shall
remain in the float pool assignment until such vacancy occurs or the employee
obtains an available posted position.

Upon satisfactory completion of the 26-week period, full-time and part-time float
pool nurses may sign up for the next 26 week period or apply for a regular fulltime
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position if available.

e Float pool nurses must provide written notification to their manager 30 days before
the end of the 26-week period regarding their continuation to the next 26-week
period. ‘

» In the event of unsatisfactory performance by the float pool nurse during the
initial 26-week commitment period, the float pool nurse may be terminated
without rights of appeal. For permanent status JHS nurses, Article XV,
Section 7D of the CBA shall apply.

» Full-time or part-time float pool nurses who voluntarily leave the float pool
may apply for any posted vacancy or may return to a previous permanent
status position and department unless the position has been abolished or has
been filled by another employee with permanent status in the classification.
In that case, they would be offered the next available position in the
department/unit.

2, Salaries - Differentials. Supplements and Bonus for Full-time and Part-time Float
Pool Nurses

a) Salaries:
Float Pool Nurses will be hired into the current Clinical Staff Nurse wage

scale using the Recruitment guidelines.

b) Pay differentials:
The inpatient evening, night, and weekend shift differential for alt float pool

nurses will be as follows:

Inpatient $ .75/hour
Evening $4.00/hour
Night $6.00/hour
Weekend $2.75/hour

The appropriate differential will be paid for ali hours worked on a shift where the
majority of hours occur during the evening or night shift.

Float pool nurses working the twelve and a half-hour night shift will receive the night
shift differential for the entire shift.

Float pool nurses who work weekends will receive the weekend differential for hours
worked between 7:00 p.m. Friday-and 7:30 a.m. Monday providing the shift begins at
7:00 p. m. or later on Friday. Weekend Differential will be paid only for actual hours

worked.

Other than the inpatient, night, evening and weekend shift differentials, all other pay
differentials will not apply to the float pool nurses.

c) Pay Supplement:

e $350.00 bi-weekly pay supplement will be paid to fulltime float pool
nurses.

e Part-time float pool nurses will receive the pay supplement prorated based
on hours worked.

d) Bonus at Completion of 26-week Assignment;
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Upon satisfactory completion of each 26-week period in pay status, full-time float
pool nurses will receive a bonus of $1,500.00; part-time float pool nurses will receive
a prorated bonus based upon hours worked at the rate of $1.50 per hour.

3. Benefits:

» Newly hired float pool nurses will be eligible to receive flexible benefit plan benefits
the 1 of the month after 90 days of employment.

o Flexible benefit plans flpat pool nurses are eligible to participate in include: group
medical, dental, vision, term life, short and long term disability insurance and flex

spending account.
» Newly hired eligible float pool nurses will be enrolled in the PHT Pension Plan on
the first date of employment and accrue paid time off in accordance with current

policies and procedures/CBA.

» Eligible floaters will participate in the educational and certificate bonuses as stated
in the collective bargaining agreement upon completion of the initial 26-week
commitment.

4. Overtime:
Overtime will be paid according to the Collective Bargaining Agreement.

Central Staffing Float Pool Compensation & Benefits Summary Chart

Base Rate will be paid in accordance with the Pay Plan
Bi-weekly Pay | Bonus Benefits, if eligible
Supplement
Nurses | FT $350 $1500 for FT for PT |+« Med/Den/Vision/Life
PT - Prorated on |prorated based on hours | . Retirement
hours worked worked upon completion of | « | eave Accrual
26-week period in pay
status at $1.50 for each
hour worked

Jackson Health System reserves the right to adjust tﬁese pay supplements and bonuses as
determined to be necessary to recruit, retain and remain competitive in the health care
market. These rates will not be affected by any cost of living increase.

Jackson Health System has the sole right to determine the use of the Float Pool at any
facumes within Jackson Health System..

ARTICLE XVill - LAYOFFS, RECALL AND REEMPLOYMENT RIGHTS

Section 1. Procedure

A Layoff, defined, is the separation of an employee for lack of work or funds as
determined by the Employer; or due to the reductions in or the contracting out of
services, without fauit or delinquency on the employees’ pant.

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

B. The procedure will apply to full and regular part-time bargaining unit employees in

the statuses of permanent, substitute, and probationary. Seniority points will pe
calculated for each affected employee. In calculating seniority points one (1) point
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will be assigned for each month of full-time service, one-half (0.5) point will be
assigned for sach month of part-time service. Points for months of service are
simply totaled with the final number being the retention score.

All time spent on military leave of absence will be included in caiculating seniority
points. Seniority credit will be given to an employee who has volunteered for
military service during 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 fo 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 twenty-one (21) days wriiten
notice 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.

In connection with the parties’ commitment to the Reeducation and Skills
Enhancement Program, for purposes of layoffs the parties have agreed to use three
(3) lists, which are identified in Appendix E.

In the event of a layoff the Employer shall select the appropriate list(s) from
Appendix E. These procedures include all affected nurses in the classifications of
Administrative Nurse |, Advanced Registered Nurse Practitioner (ARNP), Certified
Registered Nurse Anesthetist (CRNA), Associate Nurse Manager, Certified Nurse
Midwife, Clinical Care Coordinator, Clinical Nurse Specialist, Clinical Research
Coordinator, Clinical Resource Nurse, Clinical Service Coordinator, Clinical Staff
Nurse, Clinical Staff Nurse/Corrections Health Services, Enterostomal Therapist,
Enterostomal Therapist Coordinator, Nurse Educator, Nurse Educator/Corrections
Health Services, Nurse Manager, Officer of the Day-Emergency Services, Patient
Placement Coordinator, Quality Management Education Coordinator, and Trauma
Coordinator, including those Nurses providing services to the affected units on the
list, although administratively assigned to another cost code. Layoffs will be done in
inverse order of seniority by classification, within the affected list(s). Employees in
the statuses of temporary relief and on-call pool, on the affected list(s), will be
terminated prior to any full-time or regular part-time employee in the bargaining unit

being impacted by lay-off.

Bargaining unit employees on one list are not eligibie to displace employees on
another list. Full-time employees will automatically bump into any classification on
the affected list(s), in which they previously held permanent status.

During the twenty-one {21) day notice period, nurses who have been bumped shall
be given five (5) calendar days to select, by hospital-wide seniority, a reassignment
to a vacant position on the affected list(s). The union will be responsible for

facilitating this process.

Part-time employees on the affected list(s) can only bump within the bargaining unit.
It is understood that in a layoff, part-time employees may be required to move to full
time status in order to exercise bumping rights. Reasonable efforts will be made to
ensure that pari-time employees may continue in part-time status. Full-time
employees shall not be required to accept part-time positions.
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Section 2.

A.

All time served in the higher classification will be credited as time served in lower
classifications within the bargaining unit. Bargaining unit employses 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.

For purposes of layoff only:

1. Time served in these classifications in pool status will not be considgr.ed.
Time served as a Nurse 1 or Nurse 2 will count as time toward a Clinical
Staff Nurse.

2. Time served as a Corrections Health Nurse | will count towards a Clinical

Staff Nurse/Corrections Health Services classification. The time served as a
Corrections Health Nurse 1l will count towards time in an equivalent
Corrections Health Services classification, (e.g. Nurse Educator/Corrections
Health Services). Time served as an Administrative

Nurse | will count towards an equivalent nurse classification. Time served as
a Nurse Il will count towards Clinical Care Coordinator, Enterostomal
Therapist, and Nurse Educator classifications. Time served as a Nurse IV
will count towards Clinical Nurse Specialist, Clinical Research Coordinator,
Clinical Service Coordinator, Enterostomal Therapist Coordinator, Quality
Management Education Coordinator and Trauma Coordinator classifications.
Time served as an Associate Nurse Manager will count towards Clinical
Resource Nurse, Officer of the Day-Emergency Services, and Patient
Placement Coordinator classifications.

3. Those nurses- enrolied in Critical Care Internships or other specialty
programs internships will be considered to be members of th'e
Division/Department sponsoring the program, rather than members of their

previcusly assigned unit.

4. No bargaining unit empioyee on the affected list(s) shall be laid-off in lieu of
maintaining a full-time equivalent traveler, agency or TR nurse on the
affected list(s). Following a layoff, TR and agency RNs may be used during
the necessary transition time specifically to cover for orientation and cross-
training that may be required as a result of layoff.

Employees who have been displaced will be given priority consideration for other
opportunities in PHT training programs and on-call/pool vacancies.

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.
Recalt

Employees will be recalled in inverse order of layoff. Employees that have been
laid-off will have recall rights to vacancies in their previously held position for a
period of two (2) years from the date of layoff.

The Union will be notified of all employees on recall ists and vacancies, as offered
and accepted.
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ARTICLE XIX - CONTRACTING OUT

If the PHT solicits bids or proposals from the public fo contract out services currently being
performed by members of the bargaining unit, 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.

Upon request by the Union, the PHT shall make available for inspection any ar}d all
documents publicly available relating to the services contemplated for contracting out, prior to
action being taken by the Employer tc accomplish the contracting out.

ARTICLE XX - REEDUCATION AND SKILLS ENHANCEMENT PROGRAM

In the interest of minimizing the need for layoffs of bargaining unit members and to prepare
RN's to follow the workflow needs of the hospital, the parties agree to institute, monitor and support
the Reeducation and Skills Enhancement Programs identified below and to devote time in the
Quality Nursing and Career Development (QNCD) Committee to explore outside funding sources

for these programs.
A General Description of Programs:

1. Every reasonable effort shall be made to provide ongoing educational
programs in Critical Care, Perioperative/OR and other specialty areas for bargaining
unit members to meet staffing needs of the hospital.

2. if the PHT determines that a floatpool is necessary to meet the fluctuating
census needs of the various units, it may create a full time Medical/Surgical RN
floatpool and/or a Critical Care floatpool. Vacancies in floatpools will be offered first
to volunteers on the basis of seniority. If sufficient volunteers are not available, the
Employer may fill the remaining vacancies using regular hiring practices.

3. The hospital agrees to establish a llearning center to facilitate the goals and
success of the educational program.

B. Selection and Training Criteria:

1. Applicants for the programs must meet the selection criteria and basic skills
established by the Employer. The Quality Nursing and Career Development
Committee will discuss the selection criteria and may make recommendations to the
Senior Vice President of Patient Care Services, who shall continue to have the
authority to determine the selection criteria and basic skills necessary for the
program. Applicants meeting the selection criteria and basic skills will t_)e placed on
a list for selection in order of hospitalwide seniority. Any qualified persons
remaining on the list after a class is filled shall be ranked in order of their seniority
and will be selected ahead of all other applicants o fill up to thirty percent (30%) of
the openings in the next available class.

2. No RN shall be denied admittance to a program because of short staffing in his/her
unit or division.

3. Program preceptors shall be selected for their clinical, educational and interpersonal
communication skills. Preceptor courses will be continued and made available to
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interested nurses. Reasonable efforts will be made to adjust the preceptor's
assignment while serving as a preceptor.

4. If & bargaining unit member with permanent status fails to successfully complete the
program, he/she wiil return to his/her previous position and unit, if available, or other
comparable position within the division.

5. The probationary period in a new position shall begin at the conclusion of the
reeducation and unit orientation program.

B. All employees who successfully complete the Critical Care intemnship shall
identify their ICU areas of interest and shall be interviewed for those available
positions. They shall be selected in areas of need through the standard interview
and selection process. As long as ICU area vacancies exist, each bargaining unit

member shall be placed in such selting.

ARTICLE XXI - GROUP INSURANCE

A The County's and PHT's contribution for group health insurance shall not exceed the
amount it contributes toward single employee coverage and no contribution shall be made

for dependent coverage.

B. The parties agree that bargaining unit employees will be offered the opportunity to become
members of a qualified Health Maintenance Organization pursuant to law and in
accordance with all rules, regulations, and procedures pertaining thereto prescribed by the
Employer and the qualified Health Maintenance Organization.

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

Code.

1. The PHT will provide a $10.00 biweekly contribution to the Flexible Benefits Plan to
employees enrolled in the JMH Health Plan HMO.

2. The County/PHT will continue to provide an annual $1,000 contribution to the
Flexible Benefits Plan paid in biweekly increments for County/PHT employees
eligible for group health insurance or the Flexible Benefits Plan.

3 All employees enrolled in the County/PHT's Point of Service/Managed
Health Care Group Insurance Plan shall be required to pay three percent
(3%) of the cost of single coverage of this plan.

D. The Union will have the option, in accordance with the specific terms and conditions
contained in Appendix F which is attached hereto and made a part hereof by reference, to
offer bargaining unit employees a Union-sponsored health insurance plan provided a
minimum of one hundred (100) nurses enrolied in the Plan.

ARTICLE XXH —~ NURSING REPRESENTATION ON COMMITTEES
A The parties are jointly committed to the principle of nurse participation in all standing and

special committees which discuss and recommend action which affects delivery of nursing
care or the conditions under which nurses work.
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To this end, bargaining unit nurses will be included as full members of all such committees.
The number of bargaining unit nurses included on any particular committee, where not
separately specified elsewhere in this Agreement, shall be by mutual agreement beiween

the parties.

The selection of the individual nurses to serve on each committee shall in all cases be at
the discretion of the Union, which shall inform the Employer in writing of the names
selected. Whenever more than one (1) nurse is to be included on a commitiee and the
committee composition is not separately specified elsewhere in this Agreement, the Union
will endeavor to select committee nurses who are interested in the work of the Committee
from different 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. Empioyee-Employer Management Conference Committee
b. Joint Health and Safety Committee
c. Quality Nursing and Career Development Committee
d. ARNP Committee

2. Other Hospital/Medical Staff Committees

Affirmative Action Committee

Employee Assistance Program Committee
Bio-Ethics Commitiee

Health & Safety Committee

ICU Committee/Critical Care Committee
Infection Control Committee

Health Information Management Commitiee
Nursing Policy and Procedure Committee
Pharmacy & Therapeutics Committee
Product Review & Analysis Committee

T Te@ e a0 o

It is recognized that committees will not be used for continuing negotiations.

ARTICLE XXiil - SAFETY AND HEALTH

‘Section 1. General Recognition

It is the responsibilily 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 shali imply that the Union has undertaken or assumed any legal

liability to provide a safe workplace.

Section 2. Joint Health and Safety Committee

A

Purpose

The purpose of the committee is to identify and investigate health and safety hazards an_d
make recommendations on preventive measures. Additionally, the committee will assist in
monitoring all ongoing health and safety programs to assure their effectiveness in
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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 to carrect health and
safety hazards. The committee may research and make recommendations for safer
substitutes or modifications to the new equipment, medical freatments 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 ali work related injuries and ilinesses, including but not limited to injury-
on-duty quarterly, reports which will include needlestick and sharps injuries.

B. 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 correclive action by Management. If an
employee believes a task or area is hazardous or unsafe the employee will inform his/her
immediate supervisor. If the employee and supervisor do not agree on the matter, 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.

C. Make-up of the Committee

The committee shall be composed of eighteen (18} members. Nine (8} members may be
designated by the Employer. Nine (9) members may be designated by the Union with no
more than one (1) per patient care unit. The Committee will be co-chaired by Union and

Management.

D. Meetings and Agenda

The Committee 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 to 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 processes. Employees who are affected by any new
equipment, medical treatment and/or processes shall be provided, prior to implementation, with the

strongest feasible protection from hazards including but not limited to engineering controls,
personal protective equipment, safer substitutes, and proper education and training.

Section 4. Protection from Respiratory Hazards and Infectious Diseases

A. Infectious Diseases
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The Employer shall provide the strongest feasible protection to employees from
occupational transmission of bloodborne 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, training and education and the
development of a comprehensive bloodborne and airborne infectious disease program.

B. Asbestos

The Employer shall inform all employees about all known materials that contain asbestos in
their work areas. The Empioyer 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 performed.

The Employer shall provide a contact person and phone number for ques_tic_)ns regarqing
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 protg.ct
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 o workers who have
experienced or face on the job assault.

Section 6. Security

The Employer will provide 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
Consistent with the hospitai's commitment to provide a safe and healthy workplace for

employees and to ensure the highest quality care, the parties agree to make every effort t‘o
develop a safe patient handling and’_ minimal lift plan within 120 days after ratification of this

contract.

The parties agree to form a multi-disciplinary team to develop 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.

The team will present the final recommendations to the Union and the hospital.
The leadership of the hospital will have the final approval of all recommendations.
ARTICLE XXIV - QUALITY NURSING AND CAREER DEVELOPMENT COMMITTEE

Section 1. Establishment
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To further their common goal - the delivery of quality healthcare to patients by nursing staff
who are personally and professionally challenged, the Quality Nursing and Career Development
{QNCD) Committee will be formed and will have nurse representation from throughout the

bargaining unit.
Section 2. Purpose

The purpose of the QNCD Committee is to establish a mechanism for constructive
discussion of matters related to the quality of patient care and professional nursing practice and to
ensure ongoing professional nurse development. Types of issues that should be brought to this
committee include but are not limited to changes in staffing levels, alternate work schedules, job
descriptions, non-nursing duties, educational and recognition programs, mentorship activities and
recruitment and retention activities. Except as provided herein, the committee shall not be limited in
the matters it may discuss pertaining to patient care or nursing practice.

Section 3. Matters Eliminated from Discussion

The following shall not be discussed by the QNCD Committee without mutual consent,
unless they are raised in the context of defining a more general problem within the brief of the

QNCD Committee:

A. Pending grievances or items properly handled under the grievance procedure.
B. Individual disciplinary actions and individual performance evaluations.
C. Matters or processes for which there are established joint committees or procedures.

It is recognized that the QNCD Committes will not be used for continuing negotiations.

Section 4, Make-up of the Committee

The Committee shall be composed of no more than one representative per onethundred
(100) bargaining unit RNs selected by the Union, however, no more than one (1) per patient care

unit.

The Senior Vice President of Patient Care Services may designate up to eight (8)
management representatives to the QNCD Committee. The parties agree to each designate a

committee representative to serve as co-chairs.

Section 5. Meetings and Agenda

The Committee will meet at least monthly. Committee members will be granted necessary
paid time off for meetings, as provided under Article VI of this Agreement. Each party will submit its
agenda of topics to be discussed at least five (5) calendar days prior to the scheduled meeting.
When an agenda item submitted by a Committee representative indicates the involvement of a
Hospital Center or area of the Hospital not represented on the Committee, the Employer agrees
that a representative of said Hospital Center or area will attend the QNCD Committee meeting.

The parties agree that the Agenda will include, but is not limited to patient satisfaction, hospital
acquired skin breakdown and hospital acquired infection rates.

Sectidn 6. Recommendations
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The Committee shall make reasonable and good faith efforts to develop broad consensus

on the issues before it and to make recommendations as expeditiously as possible.. Majority
recommendations shall be forwarded in written form to the Senior Vice President of Patient Care

Services.

ARTICLE XXV - MANAGEMENT RIGHTS AND SCOPE OF THIS AGREEMENT

A

It is understood and agreed that the Employer possesses the sole righl, duty ar!d
responsibility for operation of Employer facilities, and that all management ng_h!s repose in
it, but that such rights must be exercised consistently with the other provisions of this

Agreement.
These rights include, but are not limited to the folfowing:
(1) Determine the missions and objectives of the Employer;

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

(3) Take such actions as may be necessary to carry out services during
emergencies declared by the Employer;

(4) Direct the work of the employees, determine the amount of work needed,
and in accordance with such determination relieve employees from duty or reduce
their hours of work. In addition, relieve employees from duty or reduce their hours of
work for iack of work or funds or other legitimate reasons;

(5) Discipline or discharge employees for just cause in accordance with
applicable sections 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 existing rules and regulations before such changes are

made effective;
(6) Schedule operations and shifts;

{(7) Intfroduce new or improved methods, operations or facilities;
(8) Hire, promote, transfer or assign employees;
(9) Schedule overtime work as required;

(10)  Contract out for goods and services;

(11}  Establish health care policy and determine relationships between the Employer and
governmental, educational and community agencies.

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 co!lective
bargaining between the parties during the term hereto, and constitutes the sole, entire and
existing Agreement between the parties hereto, and supersedes all prior Agreements and
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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 XXVI - 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 toxicology and alcohol
testing designed to detect the presence of any controlled substance, narcotic drug, or alcohol. The
Employer 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
department's discretion, to the Employee Assistance Program. An employee who voluntarily seeks
assistance for substance abuse may not be disciplined for seeking assistance. However, voluntary
participation 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
empioyees submit to such testing be approved by a division director, or higher authority within the
department 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 permitted 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 XXVII - PHYSICAL AND PSYCHOLOGICAL IMPAIRMENTS

A department director or theif 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 his/her position.

Such examinations will be performed by a physician approved and appointed by the
Employer. The results of such examination(s) shall be promptly furished to the concemned
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 employee’s ability to perform the duties and responsibilities of histher

position.
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Based upon the results of such examinations, and other relevant information, the
department director may place the employee on either 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 department 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 XXVIII - ASSIGNABILITY OF CONTRACT

The provisions of this Agreement shall be binding upon the parties hereto and upon their
successors and assigns 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 assignment 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.

ARTICLE XXIX - MISCELLANEOUS

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 negotlate 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.
ARTICLE XXX - 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 Empiloyer 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.

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 heaith and welfare of our citizens and that any
violation of this section would give rise to irreparable damage to the Employer and to the public at
large. Accordingly, it is understood and agreed that in the event of any violation of this section the
Employer shall be entitled to seek and obtain immediate injunctive refief. 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.
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ARTICLE XXX! - 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, 2008 and

continue to September 30, 20011.

B. Either party may require by written notice to the other no later than June 30, 20011
negotiations concerning modification, amendments, and renewal of this Agreement to be

effective October 1, 20011.

ARTICLE XXXII - ENTERPRISE RESOURCE PLANNING REOPENER

The PHT has the right to reopen this Agreement lo discuss issues related to the
implementation of the Enterprise Resource Planning (ERP) for a new PHT Human Resource (HR)
System. The purpose of this reopener is to be able to address changes in the business processes
used to perform certain personnel and payroll transactions, in order to adapt to the functional

requirements of the new HR system.

SEIU has the right to reopen this Agreement to discuss issues related to personal
leave/vacation cashout, Article Xlll, Section 1(H) upon implementation of information technology

changes.

Such reopener shall be subject to mechanisms of Chapter 447, including impasse
procedures.

ARTICLE XXXII- Nurse Staffing Ratios

Jackson Health System (JHS) agrees to the establishment and maintenance of a policy relating to
the care delivery model which will be implemented throughout JHS in appropniate areas. JHS
agrees to receive input from the SEIU union in the establishment and maintenance of this policy.

Pursuant to that model, the employer, with input and assistance from the Union, will create a Nurse
Staffing Ratio policy within the model, within 90-120 days of ratification of this agreemept. The
Nurse Staffing Ratio policy will establish Nurse Staffing Ratios for the employer's hospitals and

facilities.
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APPENDIX A
CLASSIFICATIONS
APPENDIX A - NURSE CLASSIFICATIONS

Administrative Nurse 1

Advanced Registered Practitioner Nurse (ARNP)
ARNP Clinical Educator — Inpatient

Associate Nurse Manager

Certified Nurse Midwife

Certified Registered Nurse Anesthetist {CRNA)
Clinical Care Coordinator

Clinical Nurse Specialist

Clinical Research Coordinator

Clinical Resource Nurse

Clinical Service Coordinator

Clinical Staff Nurse

Clinical Staff Nurse/Corrections Health Services
Clinical Staff Nurse - Fioat Pool
Enterostomal Therapist
Erterostomal—Ftherapist—Ceoordinater
JHS Scholars Faculty

Medical Clinic Care Coordinator

Nurse Educator

Nurse Educator — Inpatient

Nurse Manager

Officer of the Day - Emergency Services
Patient Flow Coordinator - Emergency Services
Patient Placement Coardinator

Quality Management Education Coordinator
RN First Assistant

Trauma Coordinator

Trauma Program Manager
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APPENDIX B

In accordance with Article X, Hours of Work and Overtime, Section 6, Alternative Schedules

of the collective bargaining agreement and in response to the Union's proposals, the following are
conditions for the new 12% hour shift (11 hours paid).

1.

Employees in the following units who currently work a 12% hour shift, three (3) days one
week and four (4) days the next week will be allowed to continue their present shifts.

Surgical Hospital Center
Trauma Intensive Care Unit

Trauma Operating Room

Trauma Post-Anesthesia Recovery Room
Trauma Resuscitation

Operating Rooms

Post-Anesthesia Recovery Room
Surgical Intensive Care Unit

Cardiac Surgical intensive Care Unit
Burn Unit

Medical Hospital Center
Bone Marrow Transplant Unit
Coronary Care Unit

Medical Intensive Care Unit
West Wing 12

Ortho-Rehab-Neuro Hospital Center
Neuro-Surgical Intensive Care Unit
Neuro-Medical Special Care Unit

Children's Hospitai Center
Newborn Intensive Care Unit
Newborn Intermediate Care Unit
Pedi Medical Special Care Unit
Pedi Surgical Special Care Unit
Pedi Intensive Care Unit

Women's Hospital Center
Labor, Delivery and Recovery (Nurses and Midwives)

Emergency Care Center

Professional Services Radiclogy
Radiology

These employees will be paid for 11 hours each shift and will have a total of 1% hour non-
paid break each shift. The 1% hour non-paid break may be utilized as deemed appropriate

to the patient care needs of the unit.

Unplanned PL time will not be counted towards overtime. One planned PL shift weekly

‘may be counted toward overtime calculations (the exception being Thanksgiving week

when two (2) personal leave days may be taken).
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4, Calculations for personal leave and extended illness leave shall be based on the
calculations for eight and one-half (814) hour shifts. However, employees shall earn an
additional 26 hours of personal leave per year (shorter or longer periods of time will be

prorated).

5. These employees will not 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.

6. These employees will continue to receive thirty-six (36) hours paid educational leave as

defined in Article X!, Paid Educational Leave.

7. The Senior Vice President of Patient Care Services, his/her designee and Labor Relations
may meet monthly with the Executive Director of SEIU Local 1991 and his/her designee to

review this schedule.
8. These employees shall be considered full-time for benefits.
9. This agreement identifies a different shift than those existing in the current contract.

Therefore, the terms of this Agreement apply solely to the shift identified herein. It does not
alter or modify any of the terms or conditions of employment with respect to other shifts

contained in the existing collective bargaining agreement.

In closing, it is understood by the Parties that this schedule may be unilaterally changed by
the PHT Administration with six (6) weeks natice to the Union.
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APPENDIX C
Units ldentified as Excluded from In-patient Unit Differential

Breast Center/Diagnostic Treatment Center
Radiology

Cardiac Cath Lab

Pedi Dialysis

ACC East Wing/West Wing

JMH Healthplan

Transplant Clinic

Education Department at JMH Towers
Health Office

WW12 Same day Chemo

Park Plaza West Women’s Center
Poison Information Center

Gl Station

Clinical Resource Management

Ward D

Pediatric Special Procedures Room
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APPENDIX D

Reassignment Procedure

If it becomes necessary to reduce the FTE's in a unit, the hospital will first seek volunte_er§ in the
unit, )f there is an insufficient number of volunteers, affected nurses will be reassigned in inverse
order of hospital-wide seniority in the classification, consistent with the following reassignment

procedure:

1)

2)

3)

4)

5)

6)

7)

8)

Meeting dates will be scheduled with the Senior Vice President, Patient Care Sgrvices, the
Director of Patient Care Services, Labor Relations and the Union to discuss the

reassignment.

Appropriate available positions on the affected list will be frozen.

The Employer will notify the Union, in writing, of the affected unit(s), the affected nurses t?y
name, hospital-wide seniority date by classification, the appropriate available positions in
the affected classification and the effective date of reassignment.

The number of volunteers, in the affected classification(s), accepted from _each affected
unit(s) will not exceed the number of FTE’s being reassigned from that unit. V‘olu.nteers
from the affected uni{s) will be accepted on a hospital-wide seniority basis in the

classification(s).

The volunteer reassignment process will generally be completed within two weeks of
notification to the employee(s). Notification of involuntary reassignments wiil be completed
within 72 hours of completion of the voluntary process.

Hospital-wide seniority in the classification(s) will prevail in the selection of the appropriate
available positions.

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

This procedure will not be used in the fayoff procedure of the Collective Bargaining
Agreement.
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APPENDIX F
UNION-SPONSORED INSURANCE PLAN

Service Employees International Union (SEIU), Local 1991, herein after referred to as the
Union, the Public Health Trust herein after referred to as the Employer, agree that the Union shall
have the right to offer employees in the SEIU bargaining unit an optional alternative health
insurance plan beginning on January 1, 1998, under the following conditions:

1. Schedule

The offering of any Union-sponsored plan will be made in accordance with the following
schedule:

June 1, 1997. The Employer will provide to the Union a statement specifying the
Employer's average cost for health insurance for employees in the bargaining unit as of January 1,
1997, based on the formula:

- Total Projected Cost of Insurance Paid by the
Employer on Behalf of Unit Members for 1997
Total Number of Participating Employees in the Unit

June 30, 1997. The Union will provide to the Employer, in writing, a statement as to
whether it plans tc make available a Union-sponsored insurance plan.

August 1, 1997. The Union will provide to the County a written description of its plan design
and the rates it expects to charge employees. This date may be extended up to fifteen (15) days
by mutual agreement. If the required information is not supplied by this date or the parties have
not mutually agreed to extend the date, it will be assumed that the Union has decided not to offer a
Union-sponsored plan, and employees will not be offered such an option.

September 1, 1997. The Union will provide the Employer with sufficient copies of plap
descriptions to distribute to employees. The Employer will make such copies available to unit
members in the same manner as copies of plan descriptions for the Employer’s own plans are
made available. The same date will be used in subsequent years.

B December 1, 1997. The Employer-will provide the Union with a reconciled calcglation of the
rate it will contribute to the Union-sponsored plan based on actual enroliment in the plan,
calculated in accordance with the following paragraph.

2. At the beginning of the last pay period immediately prior to the effective date of open
enrollment for 1998, the Employer will advance to the Union the Employer's portion of the
insurance premium attributable to Union Plan enroilment for the first pay period in 1998, as

calculated below.

3. Calculation of Employer Contribution Rate

(a) The parties understand that this agreement to provide for a Union—sp_)on§0red
insurance plan is based on the Union's assistance that whatever insurance plan it offers, it will not
result in an increase in the amount the Employer spends on insurance for members of this

bargaining unit.



(b) To effectuate this purpose, the parties agree that:
(1) The Employer's contribution to the Union-sponsored plan in
1998 will be calculated as follows: .
Eles # of Participating Projected Cost Projected Cost To
FormerEfles Electing Union of Plan Per County Assuming No
Plan (1) Plan E/e in 1998 (2) Union Plan
BCBS (POS) N1 C1 N1*C1
AvMed N2 C2 N2 *C2
CAC N3 C3 N3*C3
JMH N4 C4 N4 * C4
Total Participating Total Projected
E/ees Electing Union Cost for Partici-
Plan pating E/es Elect-
ing Union Plan
Reconciled Cost Per Participating Employee= Total Projected
(Weighted Average) Cost for Participating Efes
Electing Union Plan
Total Participating
E/es Participating in
Union Plan
1 The insurors are those currently being used by the Employer and are subject to change.

The list of insurors is intended to serve as an example of how contributions are to be
calculated, not to restrict the Employer’s selection of insurors.

2 Cost of plan shall include the Employer contribution for the single member prem_ium ;:flus
any amount paid to the employee as an incentive to join the plan, as specified in Article
XVII, Group Health Insurance, of the Collective Bargaining Agreement.

3 (b) (1) Continued.

The Employer contribution to.the Union-sponsored plan on behalf of each employee
electing the Union plan'will be equal to the Reconciled Cost Per Employee, paid on
a bi-weekly basis and on the same terms as such contributions are made to
Employer health insurance plans; provided, however, that the first bi-weekly
payment after the advance payment referred to in Paragraph 2 above, shall be
equal to the difference, if any, between the amount already paid and any amount

still due for that pay period.

{2)  The Employer's contribution to the Union-sponsored plan on behalf of each
employee electing the Union plan for 1999 will be the 1998 Reconciled Cost Per
Employee plus an adjustment for inflation in the Employer's cost of healfh
insurance, if any. The inflation adjustment shall be the 1998-1299 rate increase in
the Employer’s insurance cost per employee, but in no event shall the Employer's
contribution per employee to the Union-sponsored plan exceed the Employers
contribution to its POS plan per employee.
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The Employer's 1998-1999 rate increase per employee shall be calculated as follows:

# of Participating

E/es in Bargaining

Unit in Plan as of $ Increase
Plan 1998 Open Enroliment $ Increase Per Ele to County
BCBS P1 11 P1*I1
AvMed P2 12 p2*12
CAC P3 13 P3*I3
JMH P4 14 P4+ 14

Total Participating Total In-

E/es in Bargaining Unit crease to

County

County Increase per Ee = Total increase

Totai Participating
E/es in Bargaining Unit

(3) The Union shail have the right to decide whether it will offer dentalfvision insurance
and life insurance in addition to medical insurance. Should the Union decide to offer such
insurance, it will notify the Employer of its intent to do so by July 1, of the year preceding the year
in which the Union intends to offer such insurance. For example, if the Union wishes to offer life
insurance in 1998, it will notify the Employer of its intent by July 1, 1997.

In calculating the Employer’s contribution to the Union-sponsored pian for dental
insurance, the same rate formula as for health insurance will be applied. The Employers
contribution to Unlon-sponsored life insurance plan shall be the same as its per employee
contribution to the County’s own plan. If the Union offers a dental or life insurance plan,
employees electing the Union-sponsored medical plan will automatically be placed in the Union’s
dental and life insurance plan.

4. Employees will be aliowed to switch to a different plan only during open enroliment.

5. The Union will have its plan independently audited annually in a professionally
acceptable manner and provide copies of the audit to the Employer on request. The audit shall
include complete paid claim information, including Diagnostic Related Groups, separated by total
employees and dependents.

6. An smployee shall become eligible to begin receiving Employer contribp_tions to the
Union-sponsored plan on his or her behalf at the same time and on the same conditions as the
employee would be eligible to receive contributions to an Employer-sponsored plan.

7. The parties understand that nothing in this Exhibit prohibits the Union from
establishing or participating in a Health Trust Fund which may include two or more local bargaining
units. In the event the Association does decide fo estabiish or participate in such a Trust Fund, it
will assume all responsibility for ensuring that the Trust is established and operated in accordance
with all applicable federal, state, and local laws and regulations.

- /00



SIDE LETTER -1

CERTIFIED REGISTERED NURSING ANESTHETISTS (as per Side Letter Agreement
attached)

SIDE LETTER 2 |
JACKSON SEIU/MANAGEMENT PARTNERSHIP TO IMPROVE THE JACKSON HEALTH
SYSTEM

OBJECTIVES:

The parties agree to form a Union/Management Partnership that is voluntary and non-binding to
meet the following objectives:

* To create a high quality, high efficiency health care delivery system by establishing a
constructive dialogue between healthcare professionals and management in order to
identify key structural and system challenges facing the PHT/JHS and to jointly design and
implement possible solutions; including revenue enhancement and local, state and federal
legistative issues that benefit the PHT/JHS.

o To establish operational and cost efficiencies leading to the long term growth and
sustainability of JHS as a regional health care provider and employer.

+ To create a high level of patient satisfaction.

To create a work environment that identifies JHS as the employer of choice in the region,
and results in superior employee satisfaction and healthy and safe work environments.

» Promote the Jackson Health System and the Jackson Memorial Hospital Health Plan as the
providers of choice for County employees and all Miami-Dade County Govemmental

employees’ heaith care benefit plans and needs.
PARTICIPATION AND GROUND RULES

Participation in the Partnership is not collective bargaining and will be voluntary. The meetings will
be heid at mutually agreed times. Alliance participation-sets no precedent and is not a waiver of
any rights or contracts between the parties. Any party may cease participation at any time upon
prior written notice. The Alliance process will be fully transparent and any communications jointly

issued from the Alliance must be pre-approved by both parties.
THE PARTIES AGREE:

e« To create an exploratory Steering Committee with up to -seven key JHS operations
managers and up to seven top SEIU 1991 representatives.

» To pay all union Steering Commitlee members for their participation in accordance with
terms of the collective bargalning agreements.

» To hire jointly agreed upon facilitators and consultants with experience in the creation of
health care union/management parinerships. The union agrees to contribute $25,000
toward the costs of the services rendered by the facilitator/consultant.

« To utilize the services of in-house personnel and external experts, selected jointly, to assist
with creating detailed agreements that define project plans to meet stated objectives.

» To fully disclose organizational data of both parties with the exception of those documents
protected by law as is necessary to guide the identification of appropriate areas of joint

* work.
» To begin meeting within two weeks of a ratified agreement, and no less than twice monthly.
» To distribute pre-approved and agreed upon joint communications.
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The parties agree that the decision to accept the Alliance/Partnership’s recommendations is at the
sole discretion of the leadership of the JHS/PHT.

The parties recognize that the PHT may engage in separate cooperative initiatives with other work
groups outside the 1991 bargaining unit(s). PHT and SEIU Local 1991 may jointly choose to invite
such other groups andfor other labor organizations as guests to the SEIU/Management

Partnership project(s) when deemed appropriate.

Side Letter — 3 PENSION

The PHT shall have the option to offer a defined contribution 401A retirement plan as an
alternative to the PHT defined pension benefit plan to bargaining unit employees hired after the
ratification date of this agreement. Enroliment in such plan wiil be voluntary. These employees will
continue to have the option to enroll in the defined benefit plan.
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1811 N [2ch Avenue
Miamd, Finrdda 33136G-1094

MEMORANDUM

To: Kathy Cibula
Assistant Director, Anesthesia Services

From: Danny L. Curry

Director

Employee/Labor Relations & Workforcae Compliance
Date: March 8, 2007
Re: CRNA Side Letter Agreament

e —

The following lists the response to your questions regarding the Implementation of the
CRNA Side Lettar Agreement.

1) [tem # 11~ re: the $500.00 CME credit reimbursement for related travel, lodging and

professional dues per calendar year.

Labor Relafions will work with MIS fo create a program for yearly automatic payment in

the first pay period in October, In a separate chack.
Those CRNA's who have not recéived the full reimbursement for 2006, will be issued a

separate check,

2) jtem # 14 — re: who will be responsible for the receipt of the information.

The Education & Development deparimeni will be responsible for coordinating the
receipt of the applications, and all correspondence for both programs:

a) the three (3) CRNA scholarship, and
b) the three (3) year Loan Forgiveness Program

The department will designate a § £ with the line authority to be the coord
the scholarship program. All carrespondences will refer o this address.

3) ltem # 14 — re: If the scholarship holder defaults.

If the scholarship holder defaults, repayment of the scholarship loan will be in

installmentis over the next 3-year period,
* If the CRNA scholarshrp holder is currently on the payroll, the final pay-out checks will be
gamished and the remaining debt wifl be repaid, in instaliments, over the next 3-years.

Ar Equal Opportunity Employzr
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1811 N, Ith Avenue
Miany, Borids 33136- 1004

4) item # 14 - re: scholarship loan amount.

Although the defined total amount may not exceed $75, 000 for the tuition, the program
does allow for flexibility for the yearly fotal loan amounl. This will assist CRNAs who are
enroiled in programs that front load the tuition .cost in the first semesters.

5) tem # 14 — re: scholarship payment.
The scholarship payment will be made directly to the schooWuniversity,. Howsver,

exemptions wilf be considered on an individual basfs.

§) ltem # 14 — re: Scholarship Student Status

The CRNA scholarship holder will be placed on On-Call Pool status, then on an
Educational Leave of Absence. Co equires a 1-hr mandatory class of

b

7) Hem #14 - re: 5-years commitment afler receipt of CRNA Schola;'shig

The commitment is the same regardiess of the amount of the tultion scholarship
received. In case of early separation, the dsfault payment will be prorated on the
amount of the scholarship.

8) ltem # 13 - re: Loan Forgivensess service committnent
A CRNA will be required to work 12-months ful-ime for every $410,000 received as a
Loan Forgiveness. Full-time Is any status working 36-hrs or more per week (3 x 12-hrs

shifts/wk; 3 x 13-hrs/wk, efc.).

Documenis to inciude language say that ‘{8

An Egual Opporiimity Eoployer



AGREEMENT
This Agreement is entered imto by and between the Public Health Trust/Jackson Memorial Hospital
(hereafter “PHT™) and the Service Employees International Union, Local 1991, (hereafier SEXU - Local
1991) amd on this 19™ day of July, 2006.

PURSUANT to tbé Side Letter Agreement that the PHT would meet with SEIU, Local 1991 and
Certified . Registered Niu’sg Anesthetists (CRNA) to address issues of specific .concern to CRNA's
including but not Timited to, recryitment, rétention, salaries, Hexible schedules, Broward Liver-Call,
edl;cational reimbursement, account hased retircment plans and cther rélated matters, and

_ WHEREAS, the parties mutually agree {o the terms outlined below, which sre in addition to those
benefits dlreaily specified by the 2005-2008 coliective bargaini;lg-qgl'egrnmt

IT 1S THEREFORE agreed thit effective and xetroactive 1o Jaly 3, 2006, ‘the first pay -period

following final rafification of the 20052008 collective bargiining agreement for the.registered nurses:

1. The PHT agrees 16 délete Step 1 of the- currént CRNA‘salaxy range ant atid -a new Step 8. The
remaining steps will be renuribered consctutively 1 through B. ORNA's will be placed in the
new salary range at their current rate of pay and will maintain their cummt anniversary date. If
the CRNA’s current rate of pay falls below the minimum of the new Step 1 of the range, the
CRNA will be placed af the new Step 1.

2. The PHT further ngrees to add 8 Step 9 2nd a Step 10 io the new 3 step salary .rangc.
Advancemeni to each step of .the salary range will be made upen completion of 12 months |
worked and provided the employee has received a mei standards peformence evaluation. Part
time CRNAs will advance after 2080 hours worked as part time CRNAs.

3. The PHT agzees to move each CRNA who is currently at Step 4 or Siep S up ene step withont
interruption on their anniversary date,

4. The PHT agrees to pay overtimé pay (time and one-half the ﬁormal rate of pay) for hours waorked
beyond the CRMNA’s scheduled shift and when called back to work for On-Call IMH Liver Call.

5. The PHT agrees to pay double the CRMA's hourly rate of pay for hours worked on the Broward
Liver Cal] after October 1, 2006. The calculation of overtime shall commence either from the

CRNA and Crilical Care Recruitmenl Agreement 1ofd
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time the CRNA leaves his/her work assignment at PHT for Broward or, if traveling from &
location other than the PHT, at the time they amrjve at Broward. Mileage sball be paid at the
' current Comty m'il_wge rate.

6. () The PHT agreesto:provide flexible svork schedules of &-hours, 10-hours, 12-hours and 13
hours shifis and the current number of 14-heurs shifis will be mamtameﬂ The 16:hour shifis
shall be:majumim;'d as lnqg. as there IS an fncuriibent in the position, Once~the’ 16-hour s]ﬁﬁ is
vacateg'by the incurtibent, itavill be-eliniinated,

(b)'*l?hei_o'pﬁon of iﬂgﬁpgtp#acmﬁ:séhddu_]és-wiﬂ be done by seniority.
() T empomry s€hethile sw:tches shall'bé tone by mutnal sgreement bétween the employees and
the sgpe’wisqr:

7. The PHT agrees that GRNA’s svho have a regular schedulé of a 4-day work wesk shall not be
scheampa-én,m;lihe lny biefere their schethiled day off

8. The BHT ‘agrees to _-'mainﬁiu the currerit p.rw:.t_i::ej aficquitdble on-call rotation.

9. The PHT agiess w .px,;y fuﬂ.-:tiine benefits for 36-hours {3 & 12+ht shifts) per week schedulé. In
aciiﬁtion, emélgyaeﬁnth@scatgmgi §hall be paid.rtheir step incr;nse c.m their anniversary every 12
menths pﬁrsuaqt to"AnicJe XL:Secﬁon 3, ';A_ Overtime will be paid in accordance with Article X,
Hours of Wor'k and Overfime, ‘Section 2, Overtime of the ‘coﬂective"bargziixﬁt}g agreenient. _

10. (&) The PHT agroes to grant Adiiinistrative Leave (AD) fothe GRNA who has either beén called

in to work or Who has been requested to work beyond histher séheduled shift and is scheduled to
return to workavith Icss than-gleven and ahalf' (11 1/2) hours rest bresk between the ending of the
most recent shift and.the start 6fthe next regularly scheduled shift. The PHT shall grant AD time
to CRTNA*S in this circumstance for their successive schetinled shift up to a maximum of 11.5
hours. ‘
(b) The PHT wﬂi provide & maximum of eleven and a half (11 ) hours rest break prior to
returning to work. The ORNA'-will have the option of (1) Working the balance of the scheduled
shift; (2) Supplementing the AD Leave with Personal Leave (PL) for the reémainder of the
scheduled shift; or, (3) Taking the remainder of the scheduled shift as unpaid leave.

CRNA snd Critical Care Recruitment Agreement 20f4
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13.

14,

15.

CRNA and Critical Care Recruitment Agreement

(c) Exception: Scheduled overtime shifts are excluded from the Administrative Leave entitlement”
period.
‘The PHT agrees to reimburse full-time CRNA’s up to five huridred (§500.00) dollars per calendar

year for CME credits.and related fravel, lodging.a.nd professional dnes. Appropriate receipts and

-invoices must suppon the mqum for rermhursamem and must be submitted before the end of the

cdlendar year. All rennbnrsemeats rcqmrc supu-wsory appmval

The PHT agrees fo gwe full-mne CRNA s &n aﬂdmonal ‘two (2) days of Etiucational Leave per
confract-year, up to-a maximpm of seventy-two (72) bours depending on the hours of the shifis
workedl. ' '

The BHT will cstﬂbliéh a Iban‘Fn;givenesk-Progra;ﬁ' of up 10-$10,000 per calesidar year, with a
miximum of $30 000 overd thredzyear, perxod, 16 fuilltime CRNA?s it Jéss than 36-months of

sérvice since Jiceiisure 25 a: GRNA 'I'he parhes ggme that the GRNA st sign 8 commitment

for IZtmonths emplnyme._nt service ‘for eath yesr thg employee Teceives a.Forgiveness -Loan

(miximim of 36 months emplisyment ée;vii;'e.as.a CRHA)’. Erilure to complete the defined
employment service will result in repgyment of the loan upen the-ORNA‘s employment
separation.

The-PEIT will nstablzsh a CRNA schd]arshlp pmgram for three (3) nurse anésthesia students per
calendar year. A Selection Commitice will be created to develop the Scholarsh:p Program
ctiteria. SEIU, Local 1991, may appoint one representative to the Seélection Commiittec. The
SEJU representative wﬂl.have‘no veto power. Students will be required to:sign a contract with =
minimum of five (5) years emg;loymcni service or will be required to repay the pro-rata amount 6f
the scholarship ypon earlier separation. | |
The PHT will establish a Committee to discuss issues of concern to the CRNA’s exclusive of

mandzatory subjects of bargaining.

. The PHT rgrees that the CRNA's may do self-scheduling using parameters provided by

management and providing the seif-scheduling meets staffing needs while decressing use of
overtime, agency and Travelers expenses,

3of4
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17. The PHT agrees to conduct periodic salary surveys, which will be shared with SEIU, Local 199].

18. The PHT will create focus groups composed of internal and external CRNA’s to discuss issues of
concern to the CRNA’s for recruitinent/retention purposes, exc)ﬁding mandatory subjects of
bargaining.

The parties agree this constihites the full and complete Agreement. This Agreement sets no precedent

between thcA parties.

DATED THIS 25™ day of July, 2006.

Public Health Trust/Jeckson Memorial Hbspiial Service Employees International Union,

Date

Trummell Vaidera Kathjeen A. Cap”
Senior Vice President/CHRO Labor Consultant
s SEIU, Loca) 1991
. 2 /
W /SL lZ 9. 1606
Martha Baker, RN Date

President
SEIU, Local 1991 2
b{fczwég ol (e

CRNA and Critical Care Recruitment Agrecment 4of4
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SIDE LETTER OF AGREEMENT
BETWEEN
SERVICE EMPLOYEES INTERNATIONAL UNION, LOCAL 1991 (UNION)
AND
PUBLIC BEALTH TRUST/JACKSON MEMORIAL HOSPITAL (EMPLOYER)

Whereas; the Employer exercised its management rights and mandated that the
Certified Registered Nurse Anesthetists (herein after CRNA) would be assigned to the
Pediatric Cardiac Team (hereafier referred 1o as the Team) call schedule effective May 7,

2007. and

Whereas; the Union submitted a written request 10 the Employer dated May 4. 2007,
requesting impact bargaining over the impact on the CRNA’s, and

Now Therefore; in order to amicably resolve the issues raised by SEIU the parties
have met and bargained over the impact and mutually agree to the following terms and

conditions:

1. The Team will consist of six (6) CRNA"s and may be adjusted by the
Employer based on business need and the current call schedule.
3. No more than two (2) CRNA's who volunteered or were assigned to the

Team, effective May 26, 2007, shall be eligibie 1o leave the Team on May 26.
2008. Of the remaining four (4) original CRNA’s a maximum of two (2)
CRNA''s may leave the team on or after November 26. 2008. provided that
they have given at least three (3) months advance notice.
Assignment
a. To be eligible for assignment on the Team. a CRNA must have a
minimum of one year of employment with the Emplover and twenty-four
(24) months of experience as a CRNA, The Employer agrees that they
will train employees who are to be assigned to the team within six (6)
months. Exceptions shall be reviewed by a panel composed of one
physician, two (2) Team members, one (1) Supenvisor and the Union
Steward.
b. CRNA’s who volunteer or are assigned to the Team shall serve a twenty-
one {(21) month commitment inclustve of training. .
4. To be removed from the Team the following must apply:
a. CRNA Team members must have a minimum twenty-one (21) mosnth
service on the Team to elect to leave the team.
b. No more than two (2) Team members can leave the team within a one (1)
year period (per calendar year)
¢. Team members who elec( to leave the 1eam will notify the employer of
their intentions six (6) months prior to being removed.

wd

d. Al requests (from either the current or future teams) 10 be removed from -
the Team shall be granted by seniority on the 1eam first and if there is a y 4
contest. by bargaining unit seniority. ,_,

wfn{ I.ﬂ:’;‘_b‘{/
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10.

11.

At the time the employee is responsibie for the Team call they will be

removed from the Liver Call obligation.

Vacancies created by attrition or by completion of a CRNA's twenty-one (21)

month obligation shail be filled by volunteers beginning with the most senior

employee. If there are insufficient volunteers, the Employer shall assign the
vacant positions to employees in the classification with the least sentority.

Coverage for the Team will be twenty-four (24) hours per day. The Employer

comimits to make a good faith effort to expand the call obligation 1o other

providers with the intention of limiting the weekend call for CRNA"s.

CRNA's assigned to the Team will be responsible for self scheduling.

The Team will cover all operating room/bedside (PICU & NICU) “Complex”

Pediatric Cardiac cases.

a. Team member will provide services during their regular scheduled work
hours. An “On Call” Team member will provide services during
nonscheduled work hours.

b. Routine Pediatric Catheterization Cardiac cases will be performed by non-
cardiac team CRNA’s between 7:00 am to 11:00 pm Monday through
Friday (excluding holidays and weekends),

c. “Complex™ Pediatric Cardiac cases wall be performed by the Team
twenty-four (24) hrs a day, seven {7) days per week. Management or the
Pediatric Anesthesia Attending/Pediatric Cardiac Anesthesia Attending
will determine which case is deemed. “complex™.

AD time shall be granted in the same manner as it is administered for Liver

Call.

Neonatal Resuscitation and PALS centification courses shall be paid by the

Employer. The employee shall be paid straight time for their regular schedule

if the course is taken on their regular assigned work day and time and one half

if the course is taken on a day off and exceeds forty (40) paid hours in the
work week. : :

Consistent with Arnticle XVIi, Section 2 of the Collective Bargaining

Agreement between the parties, the Employer agrees to train employees who

are assigned to the Team, including those employees who may be scheduled

on the team within six (6} months. Training will consist of weekly
conferences, a lecture series, Cardiac Catheterization meetings (rotated among
team members) and a skills checklist, which is mutually completed by the

Emplover and the emplovee throughout training,.

The CRNA’s who are assigned to the Team shall be paid time and one hailf

their current base hourly rate of pay for all hours they are assigned to provide

Pediatric Cardiac Anesthesia care except during the first six (6) months of

orientation. Employees who complete onentation in less than six (6) months

will also be paid time and one half their current base hourly rate of pay for al}
hours they are assigned to provide Pediatric Cardiac Anesthesia care. In

addition. pursuant to Article XI. Salaries, Section 6, On-Call Pay; CRNA's 0 0;'7

assigned 1o the Team shall receive double the on-call shift pay rate for week PR

days and weekends respectively all hours assigned 1o call. 5 /-;' C
R
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5
3z
2 7
=307 /ﬁ
L "



14.  The Employer agrees that all benefits which apply to Liver Call detailed in the
Agreement between the parties effective July 2, 2006, shall apply to
employees working the Team. Effective the date of execution of this
agreement. the employees obligated to work the Team call and the Liver Call
are separate. The exception 10 the above is that double time for Broward Liver
call shall not apply-.

Nothing in this Agreement shall prejudice the Employer as they carry out their

obligations to manage the business or the Union as they administer the

Collective Bargaining Agreement between the parties.

16. At the request of either party, the parties agree to re-open this agreement no
sooner than one (1) year from the date of signature. Any such discussions
shall not exceed a period of ninety (90) days from the date of the first meeting.

17. This agreement is made without precedent or prejudice to any future similar
situation which may arise. This agreement shall not be introduced as evidence
in any grievance or legal proceeding entered into by the parties except as is
necessary to enforce the terms and conditions of this agreement.

P4

FOR THE UI\]O\
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AGREEMENY BETWEEN
THE PUBLIC HEALTH TRUST OF DADE COUNTY/JACKSON HEALTH SYSTEM
Surgical Division
AND
Service Emplovees International Union (SEIU) - Local 1991

The parties {Surgical Hospital Center/SEIU Local 1991), hereby agree to imptement the
following Pilot Program for Certified Registered Nurse Anesthelist (CRNA's) working in the
Surgical Division excluding Women's Hospital Center at Jackson Memaorial Hospital.

For purposes of this ‘Pilol Program’, a defined number of CRNA's will be permitled to
work three (3) 12 ¥z hour shifts totaling 36 paid hours weekly and be entitied o the same benefits
as employees working 40 hours per work week.

This Pilot program shall be reviewed in 60 days and will continue for a period of 120 days
commencing June, 2002 and ending November, 2002. The months of July and Augus! will not
be included in the pilot program.

During the months of June and September, employees will be paid overtime for all hours
worked in excess of their 12-% hour shift or all hours worked in excess of 40 hours weekly.
Employees will not be paid for hours worked in excess of their shift if the total hours weekly are

greater than 40.
During the months of October and November, employees will only be paid for hours

worked in excess of 40 hours weekly.
The Public Health Trust retains the sole authority to lerminate this project at any time

prior to the ending date for whatever reason(s) the Trust deems necessary.
The Trust agrees to notify and meet with SEIU at least 30 days prior to the termination of
the project. The pariies agree lhat the overtime system in place at the time of notification will

continue until program termination.
The parties agree this is a non-precedent setling agreement, which is neither grievable

nor arbitrable and shall not be used in any other proceeding.

Sheryl Petitt
Executive Director

SEIU ;ﬁe: Care Services
7% Danny ; Curry

Martha Baker
President Assistant Director
SEIU HR Division

Senior Vi € President

{CORR AGREEMENT-SURGICALS SEIU)
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JaCkSOI] Employee/Labor Relations &
dll, T Waorkforce Compliance Department
HEALTH SYSTEM 1611 N.W. 12" Avenue, PPW L209A
Miami, Florida 33136-1096

305-585-7268

Fax: 305-585-764%

MEMORANDUM
TO: Alex Debouvries, Manager, Payroll
FROM: Danny L. Curry, SPHR, Director {ORIGINAL SIGNED)

DATE: February 7, 2008

SUBJECT: JHS Nurse Educator Inpatient Differential Grievance Settlement

In settlement of a Grievance with SEIU RN Bargaining Unit, the following Nurse Educators
should receive the .75-cent per hour inpatient Differential Retroactive to the beginning of the
first pay period of March 2006.

CHC
Desch, Barbara
Michel, Evel
Protopapapdakis, D.
Roberts, Susan
Schaefer, Charlene
Critical Care
Barr, Albert
Farrington, Robyn
Lewis-Pierre, LaToya
Weeks, Ellen
Wint, Omena
Emergency Services
Grey, Dawn
Russo, Ana
Williams, Alphonso
. Med-Surg
Brown-Ruddock, J.
Buehner, J. Keith
Ferguson-Ricks, R.
Firmeza, Jessica
Joseph, Elizabeth
LeGrand, Shamma
Limpioso, Edita
Saint Louis, G.
Villasuso, Mirella
Peri-Op
Achatz-Deresz, G.

(ELRWC DLC Memo-AD Nurse Educator Gnevance Settlement 2708)

R ({7



Adams, Steve

Hendricks, Lynne

Juston, Gardenia

Seymour, Andrea

Rehab

Rosa, lliana

Women's Hospital

Dolce, Philomena

Hall, Lisa

Laing, Vashti

Maximum, Rose

Sogluisso, G.

DLC/eme
ce: Rosa Ruiz, Director, HRIM
Denise Rodgers, Manager, Compensation
EALRAWC
Sheryl Pettit, SEIU Local 18891
Gene Morianty, Acting Executive Directer, SEIU Local 1991
Martha Baker, President, SEIU Local 1891
Judy Davis, Staff Representative, SEIU Local 1991

(ELRWC DLC Memo-AD Nurse Educator Gnevance Setiement 2708)

(y



Stle, leder 45

SETTLEMENT
BETWEEN THE
PUBLIC HEALTH TRUST
AND v
LOCAL 1991, SEIU

CLASS GRIEVANCE - MAKE-UP WEEKENDS, 7/30/36

The above referenced grievance is settled as follows:

No RN shall be'denied vacation because such time begins, ends or includes a

A,
weekend(s) on which she is scheduled to work.

No RN shail be required to make up a weekend which occumed during an
approved vacation , ieave or iliness. it is, however, understood that additional
weekends may be scheduled under the following conditions:

1. When a pattemn of Unplanned leave abuse is demonstrated.

To ensure that weekend work is distributed equitably over the period of a
year.

2.

Restore one (1) weekend to Delia Sunega, Corrections Heaith Nurse/Correc-
tions Heaith Services.

The Union hereby withdraws the above referenced grievance without prejudice
to its position.

Y77 VM//ML 5-27-57

~ Jarle Mass Mzrtha Baker Date
Sr{Vige President Prasident
’ - Local 1991, SEIU

Execufive Director

" Manager
Labor Relations Local 1991, SEIU

(a-weekend)

S



SIDE LeVEL L

Parking Grievance Settlement

Between

Jackson Memorial Hospital, PHT

Aond

Local 1991 S.E.I.U.

In settlement of "Class Grievance on behalf of all RNs whose
cars_have been stolen from or burglarized in JMH garages," = _
filed 2-23-95, the below agreements are set forth:

1. The PHT will grant affected nurses one month’s free
parking for each incident of vehicle theft, burglary or

vandalism in JMH garages from Jamuary 1, 1995 oaward.

This agreement will terminate in any given garage upon
the complete installation of monitored security cameras

therein.

3. After July 1, 1995, only incidents reported to JMH
Security will be compensated with a month's free
parking.

The union will withdraw the above referenced grievance
without prejudice. This settlement agreement will set
no precedent for either party.

>

8
_ X1 A
7= ~*~é?:" L7 (T Vas

DATE S ryl Pettitt
Executive Director ice Pregident
Loocal 1991, S.E.I.U. Nyrsing Services

ox95 i Joletoen O\ (L [ G of5T

DATE Martha Baker DATE
Pregident Director
/LD Human Resources

Local 1981, S.E.I.U.
- M
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SETTLEMENT AGREEMENT BETWEEN SERVICE EMPLOYEES
INTERNATIONAL UNION AND THE MIAMI-DADE COUNTY
PUBLIC HEALTH TRUST

This Agreemen is eniered into by and herween Service Emplovees International
linion. Local 1991, AFL-CIO (herealter SEIV; Local 1991) and the Miami-Dade County
Public Health Trust/Jackson Memorial Hospital (hereafier PHT) on this _ S ~day of
I'\ 1
oy Q.(fu_,lz £4. 2006.

WHEREAS, a dispute has arisen between the parties over the provision of
personal administrative (hereafter PAD) leave to job basis nurses: and,

WIHEREAS, the Union has filed 2 grievance and arbitration on behalf of job basis
nurses, entitled Feinroth, Ruiz and all affecied joh basis RN"s. FMCS Case No. 050111-
52473-3; and,

WHEREAS, the parties wish to resolve their dispuie amicably,

IT IS HEREBY STIPULATED AND AGREED THAT:

1. Article XIIL 9. of the collective bargaining agreement currently provides:

Section 9. Admwministrative Leave

The present policy regarding the granting of administrative
feave for job basis nurses will be continued. This policy
provides for the granmting of time off with pay to job basis
employees (not hour- for hour) who have worked v excess of

their normal work schedule.

Article V. 1. of the colleclive bargaining agreement curremily provides:

)

Section 1. Prevailing Benefits Clause

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

(2



i In order 1o resolve the above-referenced dispute. the parties agree to the

following:

a. Far each fiscal yvear 2004~2005 and 2005-2006. cach job basie
nurse in the unit shall receive an additenal two (2) davs of PAD leave, effective
immediately. No leave time shall be given o any job basis nurse that canses said nurse (o
receive FAD time above five (5) days per cach of these fiscal vears. PAD leave gramed
pursuant lo this paragraph. 3.a.. must be used by Septemnber 30, 2008,

b. Beginning October 1. 2006, the parties agree that the nurses’
collective bargaining agreement requires that on October 1 of each fiscal year, each job
basis nurse shall receive four (4) days of PAD leave. which must be used by September
30 of the same fiscal year.

4. In consideration of this agreement, the Union. on its own bebalf and on
behalf of all members of the bargmining unit, withdraws the pending grievance and

arbitration.

5 The parties agree and stalc that no promise. inducement or agreement not

expressly comained herein has been made. and that this agreement contains the emtire

agreement betweesn the purties herefa, and that the tenms of this agreement are contractoal

and not a mere recital

t. tuch party shail bear its own expenses and shall evenly share the cost of

the arbitrmor and the Federal Mediavon and Coneciliation Sarvice.

7. This Agreemem and any dispuies there under. shall he enforeed through

the parties’ coliective bargaining agreement.

|2



8. Noiing in this agreement amends or chanpes the panties’' ('BA i an)
fashion.

9. The psmcs have read the forcgomg_ agreement and fully understand .

. J&€
DATED this j,zd,,, of W&og

PURLIC HEALTH TRUST SERVICE EMPLOYELS
INTERNATIONAL UNION,
LOCAL 1991

ﬁ/%% //
WY
Tane Mass 3
Senior Vice President. Presidem. S[ilU Local 1991
Patient Care Services
i
e, 2 %%/
. L . p
Dapiy Cumy  / “Sheryl Pettit. ————
Adsistant Director, IMH HR Executive Director. SEIL
: Local 1991
.-\.ﬁ_‘-ﬂ"t_» é."."’:/c(,-" '1"“"‘:?—_‘__:—:-" v QJ &‘44./
¥ T.ee Krafféhick Mark Rxcharcf Esquire
Assistant County Atlorney Attomey for SEIU Locid
1991

/23
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Side letee 8

AGREEMENT BETWEEN
THE PUBLIC HEALTH TRUST OF DADE COUNTY
AND

Service Employees international Union
{SEIU) Local 1991

The parties hereby agree to the following pay rate for the Advanced Registered
Nurse Practitioners (ARNP).
ARNP's in the Surgical Hospital Center, required fo be On-Call, will be paid the

higher rate of either the overtime rate of time and one-half the normal rate of pay,
or the On-Call rate, as stated in the Collective Bargaining Agreement.

This pay wili be retroactive to the beginning of the first pay period, in October,
2004. . P - P e e e . e em e .

——r

s Wﬂﬂfﬁ e 2/g fos

Arla Clayton Date / | Judy Davis
Senior Labor Relations Specialist Senior Representative
EmployeefLabor Relatiops SEIU, Local 1991

& Workforce Compllance Department
_”M@M{ Vgﬁ fo s g 05

Date Martha Baker £» Date
President

Employee/l.abor Relations SEIU, Local 1991
& Workforce Compliance Department
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Mizmi, Florida 33136-1094

MEMORIAL HOSPITAL
Jackson Health System

November 12, 2002

Sherny! Pettitt
Executive Director
SEIU Local 1991

1405 N.W. 167" Street
Suite 100

Miami, Florida 33169

Dear Ms. Pettitt:

The grievance filed by SEIU on behalf of Martha Baker, et al regarding payment for
information requested by the union has been referred 1o this office for response. As
indicated to Gene Moriarty, SEIU Representative, in the grievance mesfing with D. Jane
Mass, Senior Vice President, Patient Care Services, on October 17, 2002 the decision to
charge for duptlication of materials is made by this office. That decision is made in
accordance with the Public Records Act, Chapter 119, Florida Statutes and even as
requested and referenced in past letiers received from Mark Richard, Esq., SEIU
atiorney. { have indicated to you in the past that SEIU will be charged for expenses
(printing and labor) incumred which exceed $300.00.

The grievance is, therefore, denied.

Sincerely,

5 4

nny L. Cumry, SPHR
Assislant Director
HR Division

DLCins

cc: D. Jane Mass, Senior Vice President, Patient Care Services
Cynthia Sinclair, Acting Vice President, Human Resources
Gene Monarty, SEIU Representative, SEIU Local 1991

(SEIU. SHERYL PETTIT RE PAYMENT FOR INFORMATION)

o5 (25



Side letter 10

SETTLEMENT AGREEMENT

This Agreement is entered into this___ th day of September, 2006 by and between
the Public Health Trust of Miami-Dade County (the “PHT") and Service Employees

International Union Loeal 1991 (“SEIU™).

WHEREAS, 2 gricvance and arbitration arose between the parties on or about March 29,
2005 (FMCS No. 050519-56014-3, Baker, Bium & All Affected RNs) concerning a dispute over

Holiday AD time; and

'WHEREAS, a grievance and arbitration arose between the parties on or about March 29,
2005 (FMCS No. 050519-56015-3, Van Sant, Parbtant & All Affected Professionals) concerning
a dispute over Holiday AD time; and

WHEREAS, the two abovc-referenced grievances filed by SEIU were consolidated into
one arbitration schednled for November 30, 2006; and

WHEREAS, the partics desire to scitle each of these grievances and consolidated
arbitration; and
The parties agree 1o settle these disputes as follows:

1. The gricvance filed by SETU on March 29, 2005 (FMCS No. 050519-56014-3,
Baker, Blum & All Affected RNS) is hereby withdrawn with prejodice.

2. The grievance filed by SEIU on March 29, 2005 (FMCS No. 050519-56015-3,

e

Van Sant, Parbtani & All Affected Professionals) is hereby withdrawn with prejudice.

3. Beginning Decemsber |, 2006 and going forward, all SEIU 1991 bargaining unit

members within all three SETU 1991 bargaining units shall thereafter receive full AD time for
onc-half day for Christmas Eve day and one-half day for New Year’s Eve day as a prevailing

benefit under the parties® three collective bargaining agreements.

4, Any and all claims for past AD time for the two above-referenced holidays is
waived. .

5. The PHT reserves the nght in casc of a financial emergency or crisis to re-open
all of the three SEIU 1991-PHT collective bargaining agreement, upon 30 days prior written
notice to SEIU, for the sole purpose of addressing the future of AD time for the two above-
referenced holidays. If such a reopener should occur, the parties’ bargaining will be conducted
pursuant to Fla Stat. Chapter 441, including its impasse resolution procedure. Until the parties
resolve the re-opener per the statutory mechanism, the status quo as outlined in paragraph three

above shall be prescrved and honored.
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6. This Settlement shall apply to and serve as the agreed upon interpretation and
implementation of the coliective bargaining agreements between the parties,

7. The parties shall evenly split the cost of the arbitration.

8. This Agreement shall be resolved and enforced pursuant to the parties’ arbitration
mechanism in the pertinent Collective Bargaining Agrecment.

IN WITNESS WHEREOF, the undersigned partics have caused this Settlement
Agreement 0 be executed by their duly authorized representatives as of the day and year first

above written,

SERVICE EMPLOYEES THE PUBLIC HEALTH TRUST OF
INTERNATIONAL UNION LOCAL MIAMI-DADE COUNTY, FLORIDA
1991

o Tl Kbl

Narge: MARTHA BACH I Name: b:nm
Title: jﬂ‘} res Aot SE el Title:  Director, Employee/Labor Relations &
Workforce Compliance
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1e/25/2886 11:38  385-528-1429 g SEIU LocAL 18991 ' PAR B2/
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' SETTLEMENT AGREEMENT
Th:skgzmennsemdmﬂla ® day of October, ZWGbymdbawwlth:Publw
. ‘Fiealth Trust -of Mismi-Dade County (the “PHT™) and Service Employess International Union
Loeal 1991 (“SEIU™). |
: mtgﬁmmd hitration ‘mbmamﬂ;emasmmabummym
2005 (FMCS No. 050722-57689-3, Kegna Mzjor) conceming nﬂ:s;mtaovurthc upplwmon of

CBA ), and

, mbetwmnithuhsonorab&mt!mgmt
12, 2005 (FMCSNO 05-58758, Eerishe All) conceming a dispute over the spplication of Aricle
X1, Seotion 3 of 8 Professionsl CBA ([Professional CBA”); and _

. WHEREAS, u griovence and sibitrstion saruse betvsen the-pértics on or sbowt Jaly 13,
ZOM(MaﬁaRmsime-Gmhz) w~~w: dupﬂhmﬁ:capp&mhunnf.&rbclc)ﬂ,ﬂmon

Auxticle-XI, Bection 3 of the RN CBA ’ 

omubiﬂabonacheduledfuqu!mnbc]! 2006; =nd
' - WHEREAS, the partiey da+ 1o settic each. of these grievances and consclidated
‘ i‘l I.on;m . .. s . ‘, v -

'Ih:pnmeeagmemscu:lcﬂue: ) asfoﬂows

1., The gricvamee filéd by SERU ou My ‘27, 2005 (mcs No 0S0722-57689-3,
K:rmaMu_;or);shuubyw}ﬂzm prejudice. )

2. The grievance fiied by SEIU on Asgust 12, 2005 (FMCS No. 65;58758 Ferishn
. Ali) is hereby withdrawn wx& .

3, mmmﬂedm{smu:mmy 13, 2006 nnhehﬂfomecRosmque-
.Gnmlczzshmbywrﬁldmwnwlﬂtp!gudxm

a4 mmwmﬂn:}mmmmmmmmmmm
mmm,dlhmmmmddlmmm&cmmmmfmmpmm(ml
and longevity) whether soorued in tunenrﬁxl}-ﬁmem:s i

A. When & baxgaiming (RN and Professional CBAs) member's status changes
from fuli-time to pari-time, all fime m full-time pay statug shell accrue end count toward the
(enmus! snd longevity) .step increase] calcuiation for part-time employess (where 2080 hours
equals one-year), o E

PR
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- | |
6. When = bargaining unil (RN and Professions! CBAs) member’s status changes
frompaﬂtxmctofnll—trmz,alltxmem timne pay status shall sccrue and count towasd. the
(annual - and kmgevrty) step incremse calculation for fill-time unp]oyes (For cxzmple, if a
bargaining pnit member served 1040 equmiem of six montte—in pert-time pay
status before changing to foll-time, be or she abnll -be entitied to 2 step mmsc six monthsafter
changing to full<time.)

7.‘ ) FMoftheﬁuae icve
partfime) shall be made whols and receive all make-wholé back pay snd benefits consisten( with
this. Agreament. AR back pay shall be.pgid and benefits aifjmsted by the PHT within. ninety (90)
days of the date of this Agreement. back pery caiculation shwll. be compuied from the date
thmmdxgrlwmdmpdmm status to part-time status.through the date each
grieven('s salary is sdjusted fo comply -y
-mhgx;zvnntwill’ocmd;mdmas comt all fufl-time pry-status time: Oncs the back pay is
ilculated, al] “make whole™ bepafits will- be adjusted (RICA, pension, PL Cash Out, and mny

is Settiemznt, cach prievant's salary shall be properly

‘8. ' Effective on the dam of
mmagwm'mmm-mwm

caicuinted conxistent with this Settiems;
make whole benefits will contime to ne

10. -mmﬁmuu'emiy_ i

© 1. ‘This Agreement shall be ‘.mmmmmmm aritretion
-macchanism in the-periinent Coflective ining.A .

'mmwmﬁtmdmped huwcmsuitthMmmt
Agrmnenttobeexecmdbyﬂm m&mmdmmudﬁe@ﬁymM'
" . SERVIGE EMFLOYEES THE PURLIC HEALTH TRUST OF
!NTE‘RNATIO’NAL UNION LOCA I MIAMI-DADE COUNTY, FLORIDA
199}

Name: \_S_u\ ('Du:
Tite: e pinr Kepresenl

(whose ststus 2t one poiitt changed from fullkfime to

 this Agreement. All pay step -anniversary time for -
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AGREENENT BETWEEN
THE PUBLIC HEALTH TRUST / JACKSON HEALTH SYSTEM
Ambulatory Services
AND
Service Employees International Union {SEIU) ~ Local 1991

The parhes zgrze o allow those ARNPs who nave volumieesed e gart o ats 1 the
educatronal expenencs for the Rape Tiea'ment Center o receive paymet for then services i

e amoLrt of S125 pe- case o ime and cne-half ther -equla houriy 1ate wiucnever s grea'e

Tne paes funher agree that tn's 1s 3 ore me ~on-precadeni seting agreement

apghcanie eole y 1o e s luanen

The pa~ies ayiee that this agteemert does not wawe any r ghts of these ARNF s o

.iher emp cyess covered by the collective bargainng agreerment

It1s understcoo and agreed by the parbes tna: this aareement dated o ETIE

apclies solely to the ARNP s wno have voiunteeed for 1his Raps Treaimeri Center Progran

DATED THIS ¢ dayof (- ' | 2008
- o e
Sardy; Sea's SEHU { ocal 1991 Repiresenialive

Sen o1 Vice President
Amzulatory Services

Danny L Cay SPHR

Curagtor

Emusioyee-Lator Relations &
VWarkforce Compliance
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PUBLIC HRALTH TRUST
JACKSON MEMORIAL HOSPITAL

MEMORBNDUM

70: bistribucion A & B

TROM - Danny L. Curzy %’%X%‘ﬂ/

Manager, Labor Relarions
Bumen Resources

DATE : August 10, 15894 -

SUBJECT: Alternate Temporary Schedules for Nurses Covered by
SEIU Collective Bargaining Agreement

The attached Memorandum of Understanding is to be used to provide
= mtnally agrseable temporary alternate schedule between nurses,
Services Employees Intermational Unior (SEIU}, and the Public
Hezglth Trust. In all jinstances, when a nurse requests to tem-
perarily change her assigned shift/schedule, this Memorandum and
the procedure defined below should he followed:

1) The nurse aund her sLpervisor must agres to the temporary
ghift/schedule change.

2) The supervisor pust attain approval from lLabor Relations to
proceed with the change before completing the Memorandum of
Understanding. After approval, the supervisor completes the
Memorandum (wirchout signarures) and gives it to the

employee,

3) The employee presents the Memorandum teo SEIU for approval
and signature. Once it is signed by the employee and SETU,
the employee returns it to her supervisor who obtains
signacure from the Director of Mursing/Administrator or

designee.

4) The supervisor presents the Memorandum to Labor Relatiops
for final approval and signature.

5) Labor Relacions signs and distributes copieg of the
Memorapdum to Payrell and all signees.

If you have & question at any time in this procedure, plezse
contact Labeor Relations at excensiocn 5-7268.

Your cooperaticn in adhering to these procedures Is appreciaced
and will result in smoother payroll procsssing.

DLC/Ag';ngcp f

cc: D. Jane Mass, RN, Vice Presidenz, Nursing Services
Homer J. Reid, Dirazctor, Buman resources
Tanis Tomeuv, Controllar, Financial Szarvices
Maxine Mitchell, Supervisor, Payroll Services
SETU
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MEMURANDUM OF UNDERSTANDING BETWEEN
THE PUBLIC HEALTH TRUST OF DADE COUNTY

Department

AKRD
AND

Employee

Union
At the request of ,» the Public Health
Employee
Trust, herein after calied "PHT,"” and
Employee

voluntarily enter into the following Memorandum

Union

of Understanding:
to work the

1. The PHT agrees to allow
Employes
following schedule: -
Days Shift Times
2. The PHT agrees to allow to work this
- ) Employee

and not

schedule for the period commencing
: Date

unless agreed by the

ending in less than
Periocd

parties. The parties also agree that this is a temporary ar-
rangement subject to change without any prior notice depending

and

upon the needs of the
Department Employee

[32 -



Agreement
Page 2

The PHT, and agree that

Employee Unien

(%]

the employee is not entitled to overtime compensation unless she

works in excess of the agreed upcen schedule or over 40 hours in

the work week. The employee is voluntarily wvaiving her rights

-

to shift differential for hours worked after 3:G60 p.m.

4. It is understood that this is a one-time, non~precedent setting
agreement.
L]
Department Head Date Employee Date
Representative Date Representative Date
Labor Relations Union

cc: All Parties
Official Personnel Folder

Payroll

;33
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PUBLIC HEALTH TRUST
JACKSON MEMORIAL HOSPITAL

TO: Darmy Curry

Manager
Labor Relations

FROM: Kamlesh Oza ‘
Administeator
Pathology Servioes .

DATE: Novcmber 8, 1999
SUBJECT: ON CALL FOR APHERESIS NURSE 3

Transfusion Mediciuc Services has provided therapeutic spheresis proceduzes for patients
for the past 20 years. Many of the patients treated arc referred to Jackson Memorial
Hospital becanse of the complexity(ies) of their diseasc.

The department tries to schedule most of the procedures during routine working hours,
7:30a - 4:00p, Monday through Friday; however, pumerous paticnts come in during off-
hours and their medical condition requires that they be treated immediately. Examples

would be;
1.

2. A patient with thrombotic thombrocytopenia purpura or jodiopatic
thrombocytopenia purpura where plasma has to be exchanged immediately
because the paticot could bleed to death due to a extremely low platelet

count.

3. A leukemic patient with zn extremely high white count where the white
cells have to be removed itomediately in order:

A sickle coll patient who is in crisis and who needs a red cell exchange.

a. To prevent a stroke and
b. To cnable the physician to start chemotherapy treatment -
(because the doctor cannot give the drugs with such high white

counts);
4. Post renal/liver transplants experiencing rejection or other complications.

5. Several neurological disorders requiring plasme exchenges imrncdiately.
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In addition to performing emergency procedures as briefly outlined above, we have to
adbere to accepted standard of care for the patient’s disease process. This may mean that
a patient has to undergo therapeutic apheresis for several consecutive days that would
include weekends and holidays. On some occasion, however, rare, the patient may need

more than 30 consecutivo days of trestment.

As has been the practice, we have assigned the staff in the apheresis area, whether it was
a Transfusion Tech I or a registered nurse to take turns for cell during the week, on the
off hours, and during the weekend. We can not anticipate when emergency cases will
come and we need to provide coverage for the weekend/holiday procedures.

1t is vital for our operation to be able to usc the Nurse 3 position in the arca for the call,
The call will be divided with the otber core staff member. It would be impossiblc to have
only 1 person available 24 hours/day, 7 days a week. At the same time, it would be unfair
for the Nurse 3 to provide equal on call coverage without appropriate compensation.

H you have further questions, please feel free to call Marilyn Therfault or myself.

KO/mg

/3$
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MEMORANDUM

TO Linda Casaled ARNP
FROM Mang Huot-Barnentos. SPHR

Dwecior Recruilment Services
Human Rescurces Capital Management

DATE Septemper 7 2005

SUBJECT. Memorandum cf Uncerstanaing Regarding Working as an
Advanced Registerea Nurse Practiioner tARNP) at the RTC

This Memorardum of Undersianomg outlines the terms ana conaticns of your
responcing as &n ARNP 1o assist with the chnical needs of the Rape Treatmen

Center

1 Conditions  Your response will be as an Aavancec Registerec
Nurse Practitioner” on an as-needed basis  You will 'mainiain your surrent
positicn and status

2 Duues In your role while working in this assignment you shas
devote your productive time. climcal gbdily and attention o the business af the
Rape Treatmeni Center and shall periorm all duties in a pcfessicne  ethice gnc

business like manrer as assigneo by the RTC manzgement

3 Compensation  You will paid 2t time and one-haid of your currently
hourly rate or & flat rate of $128 00 per case completed wincnevar
is greater  Payments will be made ‘ninstalimenis sccording 1o ne
Jackson Healih System regular pey-oll schedule

3 " You agree to wa:ve the four (4! hour on-call Lay provisicn
centainec 1n the SEIU Nurses Ccollective Baroaiming Agreemeni

. [3b
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10 e o Moo NI VY T e b :
= Torm TRetery of jour sssimmament Sl o e on Sel eneace
G 2008 and conmnwue o 8 R e G o Gl e

lerminates ths moemerar-fwm of Grdeis arung v on

IO

assigminenl may be lenmneted vy ine BT Lian
any time

acerment o0

5o Terminaucn by you YoU van 10T nalbe your pacicate e
this assignment by nreveding poor notice ¢ the KT
fManagement

Hthe provisions as cuthned above are s our undersianc 1,

assignment as discussed with the RTC Managenistt s
arrnowiedge below
ACKNOWLEDCGED THIS 16 DAY CF SEPTEAMEBER 274
- TTE ;’:‘:_': -
Stgnature: - < S S
4 -
Print Name: .~ Lew ST NV
U -

Approved e
Name: Sandy Sears
Titia  Senwer viee Presiden! Amoulnor, Sérnaces
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}

Empioyea/Labar Ralutions &
Woﬂdarcgl Complliancebe rtment
1611 NW. 832

Miami, Florida 33136-1096
Phone: 305-585-7268
Fax: 305-585-764%5

November 15, 2006

Ma. Judy Davis, Senlor Reprasentative

SEIU Local 1991.
1525 N W. 167" Gireet
Miami, Fiorida 33169-5143

Dear Ms. Davis,

This letter is In response to the Grievance filec on September 25, 2003, conceming the
rate of pay for RN3s in the Kidney Transpiant Uit who are required to be on-call.

The followinq proposal B offered as a complete and fina) settlement to bring this maxter
to closure. 'In accordance with Article 11, Salaries, Section 7, On-call Pay the PHT
proposes the following far Clinical Care Coordir ators scheduled on-call.

"Employees designated as on-call shall be pald a minimum of thirty-five ($35.00) per
shift on weekdays (Monday — Fidlay) and forty-five ($45.00) per shift on weekends

(Saturday - Sunday) and holidays.”

The payments will be retroattive fwo years from today, November 15, 2005,
With this Agreement, we consider this grievance resolved.

Please feel free to contact me direstly.at (305) 585-7268, if you have any questions.

Sincerely, | =i Local 44
il fh ™

Lo M
thy L. Horton

Labor Relations Manager

cet  Jdane Mass, Senior Vice President, CNO @’V‘d‘{
Trummell Valdera, Senio- Vice President, CHRO- Q
Jutie Mam, Director, Patient Care Servicas, Medical-Surgical Hospital Center

Nancy Johnson, Nurse Manget, Medical Mospital Center
ELRWC

AR Equal Onpertumity Employer

/3%
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