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PREAMBLE 
 
 
 

COLLECTIVE BARGAINING AGREEMENT 
BETWEEN 

SAINT MARY’S REGIONAL MEDICAL CENTER 
AND 

THE COMMUNICATIONS WORKERS OF AMERICA, AFL-CIO 
 
 
 

THIS AGREEMENT dated as of the 10th day of May, 2021, by and between Saint 
Mary's Regional Medical Center (hereinafter referred to as the "Employer" or 
"EMPLOYER") and the Communications Workers of America, AFL-CIO (hereinafter 
referred to as the "Union"). 

Whereas, the Union and the Employer have negotiated a Collective Bargaining 
Agreement covering wages, hours and other terms and conditions of employment, 
and 

Whereas, the parties desire to reduce the Agreement to writing, now 

Therefore, in consideration of the mutual promises herein set forth, the parties hereto 
agree as follows. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



5 
 

1.  RECOGNITION 
 
St. Mary’s Regional Medical Center (“Employer”) recognizes the Communications 
Workers of America, AFL-CIO (“Union”), as the sole and exclusive bargaining agent 
with respect to rates of pay, wages, hours of work, and all other conditions of 
employment for all Employees covered by this Agreement. 
 
The Employer and the Union agree that the Employees covered by this Agreement shall 
consist of the following: All Full-Time, Part-Time and Per Diem Employees included in 
the following positions: 
 
Advanced Imaging Technologist I 
Advanced Imaging Technologist II 
Advanced Imaging Technologist III 
Anesthesia Technician 
Central Sterile Technician 
Certified Central Sterile Technician 
Certified Nursing Assistant (C.N.A.) 
Certified Respiratory Therapist (CRT) 
Certified Surgical First Assist 
Certified Surgical Technologist 
Cook 
Diet Clerk 
Distribution Technician 
Emergency Department Technician 
Emergency Department Technician Advanced 
EKG Technician 
Environmental Service Worker (EVS Tech) 
Financial Counselor 
Food Service Worker 
Interventional Endoscopy Technician 
Lab Assistant 

Linen Worker 
Medical Laboratory Technician (MLT) 
Mental Health Worker (MHW) 
Monitor Technician 
Neonatal Respiratory Therapist (RRT III) 
Nuclear Medicine Technologist  
Obstetrics Technologist 
Orderly 
Patient Account Registrar 
Patient Care Technician 
Patient Safety Advocate 
PBX Operator 
Pharmacy Technician 
Physical Therapy Rehab Aide 
Radiology Technologist I 
Registered Respiratory Therapist (RRT) 
Scheduler 
Transport Aide II 
Unit Coordinator 
Unit Secretary

 
Lead positions will be grandfathered and any Employees who are added to the 
bargaining unit by unit clarification, accretion and/or Agreement by both parties. 
 
This Agreement shall also apply to any other classifications which may be established 
with the scope of duties now included within this bargaining unit. 
 
Excluding:  All Registered Nurses (RNs), doctors, and all other professional Employees, 
LPNs, all business office clerical Employees, all skilled maintenance Employees, all 
managerial and administrative Employees, Employees of all home health agencies, 
Employees of outside registries and other agencies supplying labor to the Employer, 
guards, and supervisors as defined by the Act. 
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2.  SAVINGS CLAUSE 

The parties agree that should any part of this Agreement be held invalid by any court of 
competent jurisdiction, the remainder of the Agreement shall remain in full force and 
effect and shall not be invalidated by such court action.  In the event that any part of the 
Agreement is thus invalidated, the parties will enter into immediate negotiations to cure 
such defect. 
 
 
 

3.  WORK STOPPAGES - NO STRIKES/NO LOCKOUTS 
 
There shall be no strikes, lockouts, or other interruptions of work during the life of this 
Agreement. 
 
 
 

4.  NO DISCRIMINATION 
 
Employer and the Union agree there shall be no discrimination against any Employee 
on account of race, sex, age, creed, color, national origin, political affiliation, veteran's 
status, sexual orientation, or any other category protected by law, Union activity 
protected under the NLRA or other basis in violation of applicable federal, state or 
municipal law.  The Employer and the Union also agree that they shall comply with the 
Americans with Disabilities Act and where such compliance requires departure from 
provisions of this Agreement, the Employer shall notify the Union and, upon request, 
shall meet and confer on the proposed action and any alternative proposals by the 
Union. 
 
The Employer and the Union further agree that there shall be no discrimination by the 
Employer against any Employee on account of membership in or activity on behalf of 
the Union, provided that such Union activity shall not interfere with any Employee’s 
regular work. 

 
 

5.  UNION REPRESENTATION 
 

A. The Union may select, from Employees in the bargaining unit, Union Stewards or 
Union Officers, for the purpose of handling grievances or other Union business. 

 
B. If a Steward is not available for Union business, an Officer, Executive Board Member 

or authorized Representative of the Local Union, may identify themselves to the 
Human Resources Representative or supervisor as the person who will be acting on 
behalf of the Steward for the period of the absence of such Steward. 
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C. The Local Union shall furnish the Employer a list of designated Chief Stewards, 
Stewards and Union Officers quarterly.  Whenever there is a change in Stewards, 
the Local Union shall give written notice to the Employer and such list of change 
notice shall be authorized and executed by the Local President, Secretary-
Treasurer, or such other Union Official designated by the Local Union. 

 
D. Union Stewards shall perform Union-related activities on their own time.  However, if 

a meeting is mutually agreed to by the Employer and the Union Steward to meet 
during the Union Steward's work shift, that time will be paid by the Employer. 

 
E.  Upon advance request and subject to staffing and scheduling needs, duly 

recognized Union Stewards will be permitted to leave their normal work: 
 

a.   To attend their monthly union meetings.  No more than four (4) hours of such 
release time per month will be granted to a maximum of one (1) Union Steward 
per every fifty (50) bargaining unit employees up to a maximum of ten (10) with a 
minimum of four (4) per facility. 

 
b.   To attend scheduled investigatory interviews or grievance meetings.  If such a 

meeting is scheduled during the Union Steward’s day off, then the Union 
Steward will be paid.  These hours shall not be considered as hours worked for 
purposes of overtime calculation. 

   
c.   In situations where a Union Steward has a scheduled meeting for which the 

Union Steward must be released from work to attend, the Union Steward will 
inform their supervisor of the request to be released as soon as the Union 
Steward knows of the need to be released from work.  

 
F.  Stewards, including Chief Stewards, Officers and Executive Board Members, shall 

be required to obtain approval from their immediate supervisor to leave their work 
station or to take time to attend investigatory meetings or grievance meetings 
scheduled by the Employer.  Where practical, such approval shall be granted without 
unreasonable delay.  It shall be understood that these Employees shall report back 
to their work stations promptly after completion of Union business. 

 
G.  It is understood that Union paid time must be pre-scheduled to work in the Union 

office, or at the site and will be paid by the union.  Such request shall be submitted 
in advance of posting of the schedule or in the same manner as requests for other 
time off.  Stewards, including Chief Stewards and Union Officers, shall record time 
used for Union business on the appropriate time keeping system each week (e.g. a 
pay edit form.). 

 



 

8 
 

It is agreed that the solicitation of membership shall be allowed on Employer 
premises, not including patient areas, but not on Employer-paid time.  

 
H. When an Employee covered by this Agreement is interviewed or investigated by a 

representative of the Employer and the result of such interview or investigation may 
lead to discipline, the Employee will be so informed by a representative of the 
Employer and they will have a right to request Union representation during the 
meeting. 

 
If the Employee reasonably believes that the result of such interview or investigation 
may lead to discipline, the Employee has a right to request Union representation 
during the meeting. 

 
I .  Union Representatives will have time off as outlined below for all meetings that are 

mutually agreed to by the Employer and the Union for the purpose of negotiating a 
successor to this Agreement. 

 
1.  The Union shall pay for their bargaining committee members. 
 
2.  Full-Time or Part-Time Employees who serve in the role of President, Executive 

Vice President, Vice President, Secretary-, Treasurer, and additional Executive 
Board Members of the Local Union, if employed by the Employer, shall be 
considered as Full-Time Employees with Full-Time benefits and Part-Time 
Employees shall continue to be considered eligible for Part-Time benefits 
equivalent to their status, and will not be unreasonably denied release time by 
the Employer for up to five (5) days equivalent to forty (40) hours of unpaid time 
per week as necessary to perform the duties of their office. 
 
The Local Union shall provide the Employer with notice two (2) weeks in 
advance, or as soon as practicable, of such absence.  If any Officer or Executive 
Board Member requires more than the days per contract year as outlined in this 
section, the Local Union may request the Employer to provide them with 
additional unpaid days and the Employer, based on staffing and scheduling 
needs, will not unreasonably deny such request. 

 
3.  The Employer shall provide up to one hundred fifty (150) days per contract year 

of unpaid, excused absence time for Union business to the Employees in the 
following Union positions: Chief Stewards, Stewards, Convention Delegates and 
Committee Members, excluding Union bargaining committee members.  The 
Local Union shall provide the Employer with notice, two (2) weeks in advance, or 
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as soon as practicable, of such absence.  It is understood that no more than five 
(5) Employees may be excused at any one time. 

 
4.  Any Employee that is excused from work for Union business will retain their 

category of employment and will not lose any benefits provided for in this 
Agreement. 

 
 
 

6.  UNION MEMBERSHIP DUES AND PAYROLL DEDUCTION OF 
POLITICAL ACTION FUND (PAF) 

A. The Employer shall honor dues deduction of wages to the Union for payment of 
Union membership dues when such requests are submitted in the form of the CWA 
Membership and Dues Authorization Form. 

 
B. The Employer will promptly remit the membership dues deducted pursuant to such 

assignments. Along with the membership dues, the Employer will transmit to the 
Union, no later than the tenth (10th) of each month, an electronic or digital standard 
computer importable data file in a format agreed upon by the parties with the 
following information for all bargaining unit Employees: first name, last name, 
address, city, state, zip, social security number, date of hire, salary or hourly wage, 
hours worked for pay period, home phone number, department/unit, job 
classification, status (part time, hourly, etc.) date of birth, gender, and dues paid for 
period.  The file shall be transmitted in a manner agreed upon by the parties.  As 
technology advances, the Union reserves the right to make changes to the medium 
used as far as the standard computer database importable electronic file format 
and/or method of delivery. 

C. Cancellations by Employees of such written payroll deduction authorizations must 
be in writing and such cancellation requests must be sent individually by certified 
mail to the Employer's Human Resources Director, and must be postmarked within 
the fourteen (14) day period immediately prior to the annual anniversary date of this 
Agreement (April 26 – May 9).  After receipt of such cancellation, the Employer will 
discontinue the payroll deduction in the month following that in which the 
cancellation is received, and will notify the Union of the action taken. 

D. The Employer shall honor voluntary payroll deductions to PAF.  The Employer will 
remit contributions to the CWA Treasurer, monthly, following the deduction from the 
Employees' pay.  In addition, the Employer will transmit monthly, a list of contributors 
through payroll deductions showing the contributor's name and amounts contributed. 
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7.  BULLETIN BOARDS 
 

The Employer will furnish a bulletin board on the First Floor Hallway – adjacent to the 
“A” Elevators, half of which may be used only for Union business.  Notices will be limited 
to official notices which do not contain editorial comment.  Postings elsewhere at the 
Employer's premises, whether by Union representatives, Stewards or Employees, are 
prohibited. 
 
Additionally, the Employer will designate space on existing break room bulletin boards 
to be used by the Union in the following units/departments: 
 

1. 3 North 
2. 4 North 
3. CCU/ICU 
4. Emergency Department 
5. Imaging 
6. Maternal Child 
7. Operating Room 
8. Perioperative Services 
9. Telemetry / Telemetry 2 
10. Housekeeping 
11. Nutrition Services 
12. Lab 
13. Central Supply 
14. Admitting 
15. Center for Health 
16. Psych Acute Adult (Behavioral Health) 
17. 4NE (Surgical) 
18. 4NW (Oncology) 

 
The Employer will furnish a locked mailbox for use by the Union near the First Floor 
Hallway Bulletin Board referenced above. 
 
 
 

8.  NEW EMPLOYEE ORIENTATION 
 
An integral part of each represented Employee's tenure with the Employer is an 
understanding of the Agreement and the role of the Union in the employment setting.  
As such, each new Employee, as part of the new Employee orientation day (general 
orientation), shall attend a mandatory thirty (30) minute session where they will receive 
an overview of the Union and its program.  The session will be conducted by a Union 
representative designated by the Union.  The Employer shall provide to the Union a list 
of all Represented Employees attending the orientation as many days possible prior to 
such orientation and no later than twenty-four (24) hours prior to the date of the 
orientation. 
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9.  UNION ACCESS 
 
A duly authorized Union representative will be permitted to enter the Employer's 
premises during working hours for the purpose of observing whether the Agreement is 
being observed or to check upon complaints of Employees.  The Union Representative 
shall advise the Human Resources Director, or the Director’s designee prior to entering 
the premises either by Text Message, phone call or Email.  The Union Representative 
will abide by patient confidentiality, infection control, or other Employer policies 
applicable to the Employer. 
 
Whenever the Union Representative is on the premises, they will wear a Hospital issued 
identification badge. 
 
The designated Labor Representative shall notify the unit leader prior to entering the 
Behavioral Health Holding Unit.  Access to the Behavioral Health Holding Unit will not 
be unreasonably denied by SMRMC. 
 
The Union Representative shall comply with customary security precautions, 
confidentiality and HIPAA guidelines.  The Representative will not have access to sterile 
areas.  The Union Representative shall not interfere with the Employee's duties or 
operations, nor may the Union Representative have a conference with an Employee 
while the Employee is on duty.  Nothing herein shall prevent brief contacts with a Union 
Representative to schedule a meeting or other incidental conversations. 
 
Subject to established procedures and use limitations, the Employer will grant meeting 
rooms to the Union. 
 
 

10.  GRIEVANCE PROCEDURE AND ARBITRATION 
 
Experience shows that nearly all questions which arise under this Agreement can be 
settled without following the formal grievance procedure.  If any Employee believes they 
have any claim or complaint, it is recommended that they talk it over first with their 
supervisor.  However, this is not required.  If they prefer, the Employee may first consult 
with a Union Representative.  It will not be considered an unfriendly act for an Employee 
to consult with any Union Representative or to present a claim or complaint.  There will 
be no retaliation against any Employee for doing any of these. 
 
A.  Definitions 

In this Article, the following definitions apply: 

1. "Grievance" means a dispute raised by the Union concerning the 
interpretation or application of any provision in this Agreement.  Unless 
otherwise provided in this Agreement, a violation of this Agreement is 
subject to this grievance and arbitration procedures set forth below. 
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2. “Days” means calendar days. In this Article, whenever a period of time is 
specified, the day of the event or action which commences the period shall 
not be included in calculating the length of the period.  If the last day for 
responding and acting is a Saturday, Sunday or Agreement holiday, the 
period shall be extended to the next day which is not a Saturday, Sunday or 
Agreement holiday. 

 
3. Limitation: Settlements reached with Union Representatives in Step 1 and 

Step 2 of the grievance procedure shall not establish precedent or a practice 
for future cases unless by specific written Agreement signed by a Union 
Representative and by the Employer. 
 

B. Initiating a Grievance 

The Employer and the Union recognize that the goal of this grievance and arbitration 
procedure is to attempt to resolve the grievance at the lowest level possible with the 
least amount of time and resources. 
 
Informal Resolution: Employee or Union Representative may first confer with the 
supervisor or with such other person as the Employer may designate and attempt to 
settle the matter. 

STEP ONE (1) 

A Union Representative must initiate the grievance procedure by completing and 
delivering a grievance to the Employee’s immediate supervisor or the manager who 
took the action and the Human Resources Department within thirty (30) days of the 
date upon which either the Grievant or the Union first became aware. 
 
In order to ensure that the grievance process is conducted in a swift manner, the 
following information should be included: 
 
• The date(s) which the grievance occurred 
• The grievant(s)’s name 
• The specific Article(s) or Sections(s) of the Collective Bargaining Agreement 
violated or the past practice, rule and/or policy violated 
• The specific remedy requested 
 
A meeting to resolve the grievance shall take place within fifteen (15) days after the 
filing of the grievance.  This time limit may be extended or waived by mutual written 
agreement of the Parties.  In this meeting, the Union Representative(s) or Employee 
and the Employee’s immediate supervisor or the manager who took the action and 
other Employer Representative(s), if deemed necessary by the Employer, shall 
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engage in a full and frank discussion of their positions, including the supporting 
rationale for their position. 

 
The Employer will respond in writing within fifteen (15) days of the Step One (1) 
meeting. 

STEP TWO (2) 

After the Employer's written response is received in Step One (1) above, or in the 
absence of a response from the Employer, if the grievance remains unresolved, the 
Union Representative(s) must notify Human Resources in writing of a move to Step 
Two (2) within fifteen (15) days of the Step One (1) response. 
 
A meeting shall be held to resolve the grievance during the fifteen (15) day period 
following the receipt of the written notice of the move to Step Two (2).  In this 
meeting, the Union Representative(s) or Employee and the next level of 
management above the Employee’s immediate supervisor [or the manager who took 
the action who heard the grievance at Step One (1)] and other Employer 
Representative(s), if deemed necessary by the Employer, shall engage in a full and 
frank discussion of their respective position including the supporting rationale for 
their positions.  The Employer will respond in writing within fifteen (15) days after the 
meeting. 

C. Timelines 
 
If the Employer does not respond to a grievance in a timely manner, the grievance 
shall move to the next step. 
 
Alternatively, all timelines may be extended by mutual agreement of the parties. 

D.  Union Participation 

1. Representatives of the Union, designated by the Union, have the right to be 
present at any grievance meeting called for the purpose of discussing an 
Employee grievance. 

2. The Union has the right to request all relevant information regarding individual 
cases prior to any step of the grievance procedure.  All relevant information, as 
allowed by law, must be provided to the Union prior to the grievance meeting(s). 
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E.  Arbitration 

STEP THREE (3) 

1. Demand for Arbitration 

If the grievance is not resolved at Step Two (2), the Union may proceed by 
submitting a written request for arbitration to the other party: 
 
a) within thirty (30) days after the due date of the Step Two (2) response, if no 
Step Two response has been provided or 
 
b) within thirty (30) days following the receipt of the Step Two (2) response. 
 
A Union request for arbitration shall be delivered to Human Resources within the 
time limits above. 

2. Selection of Arbitrator 

Within ninety (90) days of the ratification of this Agreement, the parties shall meet 
to discuss and implement a permanent panel of seven (7) arbitrators to hear 
cases as prescribed by this Article.  Any cases referred to arbitration prior to the 
implementation of the permanent panel shall have the arbitrator selected from a 
list of seven (7) which have been jointly requested from the Federal Mediation 
and Conciliation Service (FMCS).  Once the list is received, the Arbitrator will be 
selected by alternately striking a name until one is left.  The party to strike first 
will be chosen by lot. 

3. Arbitration Hearing and Decision 
 
The Arbitrator shall hear the submitted grievance(s) as expeditiously as possible, 
but no longer than one hundred twenty (120) days from formal request for 
arbitration, and shall render a decision in writing within thirty (30) days after the 
conclusion of the last hearing date or submission of briefs, whichever is later.  If 
the matter is not heard within one hundred twenty (120) days solely due to 
Employer delay, the Union shall prevail on the grievance. 
 

4. Arbitration Fees and Costs 
 
The fees and expenses of the Arbitrator, the cost of the hearing room, and the 
cost of the court reporter, if required by the Arbitrator, shall be shared jointly by 
the parties.  Each party will bear its own expenses of representation and 
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presentation of its case, including witnesses, and including the cost of any 
transcript for the party's use. 
 

5. Arbitrator's Authority 
 
The Arbitrator shall have no power to add to, to subtract from or to change any of 
the terms or provisions of the Agreement.  In cases concerning the interpretation 
or application of any provision of this Agreement, the arbitrator's jurisdiction shall 
extend solely to the claims of violation of specific written provisions of the 
Agreement.  The award shall be based upon the joint submission agreement of 
the parties, or in the absence thereof, the questions raised by the parties in 
respect to the specific interpretation and application of the Agreement.  Further, 
the Arbitrator's decision will be final and binding upon all parties concerned. 

 
 
 

11.  PERSONNEL FILES 
 
A. Employee Access 
 

1. Employees who wish to review their own files shall provide a written request to 
the Human Resources Department and shall have such request granted within 
two (2) business days (excluding weekends). 
 

2. Copies of relevant materials within the personnel file shall be provided on written 
request by the Employee. Relevant materials include items in which the 
Employee has signed, initialed or are in regards to their job performance.  Written 
requests for copies of other materials contained in the personnel file shall not be 
unreasonably denied. 
 

3. Employees will receive copies of all disciplinary notice(s) placed in their 
personnel files and shall have the right to rebut in writing any disciplinary notice.  
Such rebuttals, other than grievances, shall be attached to the disciplinary notice 
and placed in the personnel file. 
 

4. In any case where the Employer and the Union agree to revise personnel record 
materials, the Employer shall upon request, provide evidence of the revision. 

 
B. Management Access 
 

A member of management may view only the personnel files of Employees who are 
currently in their area of responsibility, or are a prospective candidate for a vacant 
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position in their area of responsibility.  In handling personnel files, management shall 
maintain the security and confidentiality of such files and store such files in a secure 
area when not in immediate use. 

 
 
 

12.  INTRODUCTORY PERIOD 
 
Employees hired on or after the effective date of this Agreement may be dismissed 
without recourse to the grievance procedure during the introductory period – the first 
ninety (90) days of employment. 
 
If a Per Diem Employee has not completed thirty (30) days of work within said ninety 
(90) days, the introductory period will be through the Employee's thirtieth (30th) day of 
work or through the one hundred and thirty-fifth (135th) day of employment, whichever 
occurs first. 
 

 
 

13.  MANDATORY MEETINGS AND REQUIRED TRAINING 
 
A.  All mandatory staff meetings and required on-site training shall be paid.  If an 

Employee is already working a shift during those hours, their pay will continue as 
usual as if  they were working their normal shift.  If an Employee must come in on 
their time off in order to fulfill this training,  they will be paid the rates that would apply 
if it were a regular shift, but not less than two (2) hours’ worth of pay, even if the 
meeting lasts less than two (2) hours.  Employees will not attend mandatory staff 
meetings or required training without compensation.  Hours resulting in payment of 
overtime must be authorized by the department director in advance. 
 

B.  The Employer will provide as much notice as possible for mandatory meetings or 
required training that occurs outside an Employee's regular schedule and not less 
than fourteen (14) days’ notice, except in cases of emergency situations. 
 

C. An Employee who has a legitimate reason to miss a mandatory meeting and/or 
required training shall be excused without penalty.  Examples of legitimate excuses 
include, but are not limited to, medical, bereavement, a second job, etc.  In those 
situations where an Employee has been excused from attending a mandatory 
meeting or required training, the Employer will make reasonable efforts to insure the 
Employee is able to receive the information from an alternative source.  It is the 
employee’s responsibility to notify management of a missed mandatory meeting or 
required on-site training. 
 

D. When introducing a new policy or new equipment, the Employer shall provide all the 
materials and training necessary to implement the new policy or equipment. 
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14.  EMPLOYMENT CATEGORIES 
 
A. Benefited Employees 
 

1. Full-time — Employees hired into a position regularly scheduled to work thirty 
(30) or more hours per work week or sixty (60) or more hours per pay period.  A 
twelve (12) hour shift Employee working a seventy-two (72) hour pay period is 
considered a regular full-time Employee.  Employees in this category are eligible 
for all benefits. 

 
2. Part-Time — Employees hired into a position regularly scheduled to work twenty 

(20) or more hours per week or forty (40) or more hours per pay period, but less 
than sixty (60) hours.  Employees in this category are eligible for all benefits 
except employer paid life insurance. 
 

B. Non-Benefited Employees 
 
1. Per Diem — Employees hired with the expectation that they will not be regularly 

scheduled to work or who are regularly scheduled to work less than twenty (20) 
hours per week or less than forty (40) hours in a pay period.  Per Diem 
Employees are used only when regular staffing cannot cover.  Employees in this 
category receive all legally required benefits and are eligible to purchase the 
Value medical plan in compliance with the Affordable Care Act but are not 
eligible for additional benefits except retirement program eligibility. 
 

2. Temporary — Employees hired for a specified limited period of time and for a 
specific and temporary purpose, to replace a specific Employee on leave of 
absence or for a short-term project when bargaining unit Employees have been 
solicited and the need cannot be filled.  Temporary employment, whether Full-
Time or Part-Time, will last a maximum of ninety (90) calendar days, unless 
approval for an extension is given. Employees in this category are eligible for 
legally required benefits only and do not receive additional pay in lieu of benefits.  
Employees do not accrue seniority while in a Temporary status and are not 
eligible for wage increases unless expressly provided for herein. 
 
a. The ninety (90) calendar days may be extended in any given case by mutual 

agreement of the Employer and the Union, and the Union's agreement to such 
extension will not be unreasonably denied.  This period may not be extended 
by the use of temporary assignments beyond a twelve (12) month period. 
 

b. The Union shall be notified of the specific purpose, including the specific 
Employee being replaced and anticipated length of the temporary work 
assignment in each case. 
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c. Temporary employment lasting for more than the period provided above, or 
any extension agreed upon, shall be posted as a job vacancy in accordance 
with Article 20 – Seniority. 

 
d. In the event a Temporary Employee becomes a Full-Time or Part-Time 

Employee, the qualifying date for pay raises starts with their most recent date 
of continuous employment, and the qualifying date for benefit eligibility and 
accrual is the date of reclassification to Full-Time or Part-Time status. 

 
e. A Temporary Employee shall not be terminated solely to prevent their 

advancement to Full-Time or Part-Time status when the temporary job 
continues in effect or for the sole purpose of keeping a regular job constantly 
staffed by Temporary Employees. 

 
f. Temporary positions that are expected to last for more than ninety (90) 

calendar days will be posted in accordance with Article 20 – Seniority.  
Employees shall be eligible for a temporary position and shall bid on such 
positions in accordance with Article 20 – Seniority.  Upon conclusion of the 
temporary position, the bargaining unit Employee shall be returned to their 
former position.  A Full-Time or Part-Time Employee who requests and 
receives a temporary position of forty (40) or more hours each pay period will 
continue to maintain their Employee category and benefited status during the 
period of temporary employment. 

 
 
 

15.  HOURS OF WORK 
 
A. Straight Time 
 

The Employer may assign or schedule Employees to straight time shifts of up to 
twelve (12) hours (e.g. 8-, 10- or 12-hour shifts, etc.).  For all hours within such 
shifts, pay will be at the Employee's straight time hourly rate, plus shift differential, if 
applicable.  For scheduling purposes, a full-time week shall be five (5) eight (8) hour 
shifts, four (4) ten (10) hour shifts, or three (3) twelve (12) hour shifts.  Employees 
shall be permitted to work their scheduled shift, unless mutually agreed upon by the 
Employer and the Employee in writing. 

B. Definitions 
 
1. "Work day" means a consecutive twenty-four (24) hour period beginning at the 

same time each day. 
 

2. The "work week" means seven (7) consecutive workdays commencing Sunday at 
12:00 a.m. 
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3. The "pay period" means two consecutive workweeks.  The Employer agrees that 
it will only change the work day, work week or pay period in compliance with the 
provisions of the Fair Labor Standards Act and after first notifying the Union and, 
upon request, meeting and conferring with the Union. 
 

C. Overtime 
 
Employees shall receive overtime at the rate of time and one-half (1 ½) their regular 
rate of pay as follows: 

 
1. Over forty (40) hours in a week - For schedules with mixed shift lengths only 

(i.e. a regular schedule that includes a mix of 8-hour, 10-hour and/or 12-hour 
shifts.) 

  
2. 8/80 - Over eight (8) hours in a day or eighty (80) hours in a pay period. 

 
3. 10/40 - Over ten (10) hours in a day or forty (40) hours in a week. 

 
4. 12/40 - Over twelve (12) hours in a day or forty (40) hours in a week. 

 
D. No Mandatory Overtime 

 
There shall be no mandatory overtime except in cases of emergency declared by 
state, local or federal government or unpredictable or unavoidable occurrence at 
unscheduled or unpredictable intervals relating to healthcare delivery requiring 
immediate medical interventions and care such as natural disasters, situations of 
mass casualties or an internal emergency endangering patient care such as fire, 
structural collapse, bomb threats or hazardous material spills. 
 
The use of mandatory overtime, described above, shall be limited to those 
unforeseen extraordinary circumstances where efforts have been made to obtain 
voluntary or external assistance in providing the care, but additional staffing is still 
required to provide a safe level of patient care and also to limit the burden imposed 
upon the individual Employee. 
 

E. Rotation of Shifts 
 
For the purposes of this Article, 'rotating shift" means that an Employee is required 
to work a shift other than their regular shift (e.g. day to night, p.m. to night). 
 
This provision shall not prevent the Employer from posting and filling a position 
which contains rotating shifts, nor shall it prevent an Employee from agreeing to 
work rotating shifts.  This provision shall not apply to the following: instances when 
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Employees commence a new regular schedule; a temporary rotation for the 
purposes of training, in-service, or evaluation; and a rotation to accommodate an 
Employee who is on jury duty.  Nothing in this Article shall prevent the Employer 
from designing shift schedules for Employees on individual units with differing shift 
starting times less than five hours apart.  If the Employer intends to implement such 
schedules, it shall first notify the Union and, upon request, bargain over such a 
schedule.  This provision shall not require the Employer to change current practices 
where such schedules exist. 
 

F. Rest Between Shifts 
 
Except in the case of emergency or unforeseen circumstances causing staffing 
difficulties, or unless the Employee agrees, the Employer shall not schedule a shift 
for an Employee which commences within ten (10) hours of the end of the 
Employee's last scheduled shift. 
 
If an employee is required to work a call back shift, and that shift results in the 
employee not having ten (10) hours of rest between that shift and the next 
scheduled shift, the employee may request to delay the start of the next start time of 
the next scheduled shift to allow up to ten (10) hours of rest before next shift.  The 
Hospital will not unreasonably deny such request.  If the employee chooses to take 
less than a ten (10) hour rest period this must be agreed upon by the Employee and 
Employer and shall not compromise patient safety. 
 

G. Rest and Meal Periods 
 
Each Employee shall be provided with one (1) paid rest period for every four (4) 
hours worked.  Paid rest periods (breaks) are fifteen (15) minutes in length and are 
not intended to be combined or taken consecutively with another rest or meal period. 
 
Employees working in excess of six (6) hours shall be provided with one (1) thirty 
(30) minute unpaid meal period each workday.  Meal Periods are not intended to be 
combined or taken consecutively with rest periods.  Employees are expected to take 
their breaks and arrange for appropriate relief, as required. In the event an 
Employee is unable to take their break, they will contact their supervisor. 
 
If an Employee is interrupted during their meal period and is required by the 
Employer to perform work for any period of time, the Employee will be paid for the 
entire meal period. 
 

H. Posting of Work Schedules 
 
1. Work schedules shall be posted at least fourteen (14) days in advance of their 

commencement and cover a minimum of twenty eight (28) days.  Once posted, 



 

21 
 

established schedules may not be changed except by mutual agreement 
between the Employee and the Employer, or in the case of an emergency or 
unforeseen extraordinary circumstance causing staffing difficulties. 
 

2. Employees in the same department may, by mutual agreement, submit requests 
to exchange days off provided they are qualified and that overtime or other 
premium pay does not result and that such requests have the advance approval 
of their supervisor or manager.  All such requests must be submitted in writing 
and approved. 
 

3. Nothing in this provision shall prevent the Employer from automating its 
scheduling methods in the future, with the understanding that any new 
scheduling method shall maintain all provisions of this Agreement. 

 
 
 

16.  SHIFT DIFFERENTIALS, STANDBY, CALL BACK AND PRECEPTOR PAY 
 

A. Definitions 
 
1. “Shift Differential” means the additional compensation set forth in this Article 

including, but not limited to Standby and Call Back. 
 

2. “Licensed Clinical Staff” means any provider of health care services who are 
licensed, by any applicable governmental regulatory authority to the extent that 
services within the scope of the license are required for the position and provides 
direct patient care. 

 
3. “Preceptor” means a Licensed Clinical Staff member assigned by leadership 

responsible to orient a new Licensed Clinical Staff member to the duties and 
responsibilities of the position through a planned orientation specific to the 
department. 

 
4. “Day shift" means the majority of scheduled hours fall between 7:00 am and 

3:00pm. 
 

5. "Mid-Day Shift" means the majority of scheduled hours fall between 3:00pm and 
11:00 pm. 

 
6. "Night Shift" means the majority of scheduled hours fall between 11:00 pm and 

7:00 am. 
 
7. “Majority Rule” means a paid shift where the majority of productive hours fall (i.e., 

if the majority of the shift falls between 3:00 pm and 11:00 pm, the Mid-Day Shift 
differential will apply.); there is no shift differential for 8, 10 and 12-hour day shifts, 
7:00 am to 7:00 pm Monday through Friday. 
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8. "Weekend Shift" means a shift that begins at 7:00 pm on Friday and continues 
through 7:00 am on Monday. 

 
B.  Shift Differential 

 
1. A shift differential is paid to Employees, and will be based on Majority Rule.  Shift 

differential pay will be included in the calculation of the average hourly rate for 
the purpose of computing overtime. 
 

2. Shift Differential, including Licensed Clinical Staff, within the following titles:  
x Advanced Imaging Technologist, I, II, III 
x Emergency Technician Advanced 
x Laboratory Assistant 
x Neonatal Respiratory Therapist (RRT III) 
x Nuclear Medicine Technologist 
x Radiology Technologist I 
x Registered Respiratory Therapist (RRT) 

 
3. The shift differential for work performed on the Mid-Day shift is paid at: 

Non-licensed staff at $1.50 per hour; 
Licensed clinical staff at $2.25 per hour 

 
4. The shift differential for work performed on the Night shift is paid at: 
  Non-licensed staff at $2.50 per hour; 

Licensed clinical staff at $3.25 per hour 
 

5. The shift differential for work performed on the Weekend shift is paid at: 
Licensed clinical staff at $2.00 per hour 

 
C.  Standby 
 

“Standby” is used in departments where patient census fluctuates.  Employees will 
be placed on a schedule, and are to be available via phone to come back to the 
facility should patient census increase.  When Employees are scheduled and placed 
on Standby status, they are eligible for Standby pay until called into work. 
 
1. Employees placed on Standby status shall be paid at the rate of $6.00 per hour. 
 
2. Employees placed on Standby status will not be required to remain on the 

Employer's premises, but will be required to be available to be reached by 
telephone if their services are needed. 

 
3. Employees placed on Standby status must be available and reachable by phone 

and, if they are called into work, they must respond.  Employees cannot choose 
not to be available for work if they are on a Standby status. 
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4. Employees placed on Standby status who are called back are expected to report 
to work as soon as reasonably possible, but not more than (30) minutes from the 
time the Call Back notice is received and acknowledged. 

 
D.  Non-Elective Standby 
 

If an Employer department is closed, it may be necessary for Employees to be 
placed on Standby.  This is not classified as elective standby.  In this situation, 
Employees may utilize accrued vacation, sick, or holiday hours to subsidize the 
Standby pay.  An Employee placed on non-elective Standby shall not lose their 
placement on the Standby rotation.  Total dollars paid may not exceed 
compensation for a regularly-scheduled shift or vacation, sick, or holiday hours, 
unless the Employee is called back to work. 

 
E.  Call Back 
 

 “Call Back” is paid when an Employee is called back into work from Standby. 
 

1. The Employee shall be paid time and one-half (1 ½) their base hourly rate, plus 
any applicable shift differential listed in this Article, for all hours worked on such 
Call Back. 

 
2. The Employee will be guaranteed two (2) hours of Call Back pay once the 

Employee clocks in.  This will reduce the Standby pay by a minimum of two (2) 
hours. 
 

3. The Employer shall guarantee an Employee called back from standby a minimum 
of two (2) hours work, two (2) hours pay, or two (2) hours combination of work 
and pay. 
 

4. The two (2) hour guarantee for the Call Back covers all Call Backs during the two 
(2) hour period from the time the Employee clocks in.  A new two (2) hour 
guarantee will not begin until the previous two (2) hour guarantee expires. 

 
5. Standby and the two (2) hour Call Back guarantee shall not exceed the number 

of hours scheduled for Standby. 
 
F.  Preceptor Pay 
 

 Preceptor Pay is $1.50 for Licensed Clinical Staff, including the following titles: 
 

x Advanced Imaging Technologist, I, II, III 
x Emergency Technician Advanced 
x Neonatal Respiratory Therapist (RRT III) 
x Nuclear Medicine Technologist 
x Radiology Technologist I 
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x Registered Respiratory Therapist (RRT) 
 

All other members of the bargaining unit/non-licensed staff will receive $1.00. 
 
 

17.  MANDATORY DAY OFF (MDO) 

A. Mandatory Day Off (MDO) 

1. Every Effort to Avoid Call-offs 

Insofar as it is practicable, the Employer will make every effort to avoid daily 
cancellations in accordance with Article 19 – Job Security.  However, occasionally it 
may be necessary to require an Employee to take time off during temporary periods 
of low census or on other occasions when staffing needs to be adjusted on a 
temporary basis.  MDO time must be approved by a supervisor or department 
manager.  Eligible Employees who are cancelled may take the day off without pay or 
use Vacation, Sick or Holiday Time at their discretion. 

2. MDO as Time Worked 

If an Employee is cancelled, the hours that an Employee was scheduled to work shall 
count as time worked for the following, including but not limited to: 

a. Vesting and service credit under the Employer's retirement plan; 

b. Waiting periods under health insurance and other benefit plans; 

c. Vacation, Sick or Holiday Time accruals; 

d. Application of Shift Differential 

MDO time shall not affect an Employee's status (i.e. Full-Time or Part-Time) and the 
Employer shall code this as flex time. 

3. Order of Call-off 

Subject to patient care considerations and staffing needs, when it is necessary to 
cancel Employees pursuant to this Article, the following procedure shall be followed 
and the Employees shall be called off in the following order: 

a. Registry (Local Agency); 
b. Travelers; 
c. Employees receiving premium pay; 
d. Volunteers; 
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e. Temporary Employees; 
f.  Per Diem Employees; 
g. Part-Time Employees working shifts over and above their regular schedule; 
h. Full-Time and Part-Time Employees working their regular schedules. 
 
Within each category above, call-offs shall be by rotation beginning at the bottom of 
the seniority roster provided that the remaining Employees are qualified and able to 
perform the work. 

4. Call-off Notice 

The Employer will call-off Employees at least two (2) hours prior to the 
commencement of their scheduled shift. 

5. Called-off Employees Off the Schedule 

Once called off, an Employee is considered off the schedule and shall not be 
required to maintain contact or be available to work, unless the Employee has been 
placed on Standby status and is compensated accordingly, for the shift or portion 
thereof. 

6. Seniority Amongst Volunteers 

If more than one Employee in an affected department volunteers to be cancelled, 
seniority shall prevail. 

7. Reporting Pay 

An Employee who reports to work as scheduled, but is called off in less than two 
hours of working, shall nonetheless receive two (2) hours' pay. 

 
 

18.  DISCIPLINE 

A.  Just Cause 

The Employer may only discipline or terminate an Employee for just cause.  Any 
discipline or discharge may be subject to the grievance and arbitration procedure in 
Article 10 – Grievance Procedure and Arbitration. 

B.  Progressive Discipline 

Unless circumstances warrant severe and immediate actions, the Employer will 
utilize a system of progressive discipline.  Progressive steps shall include verbal 
warning, written warning, disciplinary suspensions without pay, and termination of 
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employment.  Any discipline must be presented to the Employee no later than ten 
(10) days from the date on which the Employer became aware of the incident, event 
or actions leading to the discipline, unless the Employee, for whatever reason, is 
unavailable. 

No Employee shall be held in unpaid investigatory suspension for more than seven 
(7) calendar days. 

C.  Additional Representation Rights 

1.  The following holding of the U.S. Supreme Court in NLRB v Weingarten Inc., shall 
apply to investigatory interviews conducted by the employer that an Employee, 
upon their request, is entitled to have a Union representative present during an 
investigatory interview in which the Employee is required to participate and where 
the Employee reasonably believes that such investigation will result in 
disciplinary action. The right to the presence of a Union representative (Field 
Representative or Union Steward) is conditioned upon a requirement that the 
Union representative be available for participation in such investigatory interview 
within twenty four (24) hours, excluding Saturday, Sunday, and Holidays, of the 
Employee's request for their presence. 

2.  At any meeting between the Employer and the Employee in which discipline is to 
be issued, (a) Union representative(s) shall be present, if requested by the 
Employee. 

3.  If a Union representative is an Employee, they will not suffer a loss of pay if 
representing an Employee in either a disciplinary or investigatory meeting during 
working hours. 

D.  Notification to Union 

The Employer shall notify the Union of all involuntary disciplinary terminations within 
twenty four (24) hours, excluding holidays and weekends. 

 
 

19. JOB SECURITY 
 
The parties acknowledge a common goal and intent of providing employment and 
income security to Employees.  As such, it is the intent of the parties to avoid 
displacement of Employees, but recognize there are circumstances when avoiding 
displacement can-not be achieved.  The parties acknowledge a mutual intention to 
make use of attrition, business growth, job matching, retraining and/or other mutually 
agreed upon mechanisms to accomplish this goal.  Insofar as practicable, the Employer 
will make every effort to avoid displacing Employees, i.e., reductions in force, reduction 
in hours, daily cancellations, and job elimination on a temporary, indefinite, or 
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permanent basis.  The parties agree that Employees faced with displacement from their 
positions shall be given first consideration for reassignment or floating wherever 
possible in lieu of involuntary reduction.  Furthermore, if an Employee is displaced, the 
Employer will assist Employees in identifying other job opportunities in other 
departments with the Employer. 
 
 

20.  SENIORITY 
 

A.  Seniority Defined 
 

''Seniority" shall be defined as: 
 

1. Employee's total length of Part-Time or Full-Time service at the Employer 
calculated from the original date of hire at Saint Mary's Regional Medical Center 
into the bargaining unit. 
 

2. For current non-bargaining unit Employees transferring into the bargaining unit, 
the length of Part-Time or Full-Time service will begin on the transfer date into 
the bargaining unit. 

 
B.  Uses of Seniority 
 

An Employee's seniority date shall be used in determining for scheduling, filling 
vacancies (job bidding, in conjunction with Article 21), and reduction in force, in 
conjunction with Article 22. 
 
Seniority date shall be used in granting holiday and vacations when multiple 
employees of the same department or unit request the same dates. 
 
When filing vacancies or job bidding within a department and two (2) or more 
Employees have the same seniority date, the most qualified Employee will be 
selected to fill the position. 

 
C.  Seniority and Per Diems 
 

Per Diem Employees shall accrue seniority only between and among the Per Diem 
pools.  If an Employee moves from Part-Time or Full-Time to Per Diem, they will 
carry their seniority to the Per Diem position.  If any Employee who was Full-Time or 
Part-Time becomes a Per Diem and then returns to a Full-Time or Part-Time 
position, the seniority they held at the time they went to the Per Diem status will be 
reinstated. 

 
D.  Temporary Employees 
 

Employees hired into temporary status do not earn seniority of any kind. 
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E.  Adjustments to Seniority Dates 
 

Seniority shall be adjusted by the following: 
  

1. Periods of employment in a temporary status; 
 

2. Periods of employment in a Per Diem status; 
 

3. A layoff of twelve (12) months or less; 
 

4. Personal leaves of absence (except for military leave, workers compensation, 
Union Leave and the portion of a leave mandated under state or federal Laws); 

 
5. The period between voluntary termination and rehire when reemployed within 

ninety (90) days of termination; 
 

6. A former bargaining unit Employee who returns to the bargaining unit within 
ninety (90) days shall have their seniority restored but shall not receive seniority 
credit for time spent in a non-bargaining unit position. 

 
F.  Loss of Seniority 
 

1.  Discharge with cause;   
2.  Voluntary termination of employment without rehire in excess of ninety (90) days; 
3.  Layoff without recall/rehire in excess of twelve (12) months; 
4.  At retirement. 

 
G.  Seniority List 
 

The Employer shall maintain seniority lists, which will be provided to the Union upon 
request but no more often than once every three (3) months. 

 
 

21.  POSTING AND FILLING VACANCIES 

A.  Definition 

For the purposes of this Article, "vacancy" means a vacated or newly-created 
position at the Employer, but does not include a work assignment or work shift 
change or an approved voluntary reduction in hours. 

B.  Posting Period and Process 

Openings for vacancies covered by this Agreement are posted for a minimum of 
seven (7) calendar days before the Employer fills the job on a permanent basis.  
Vacancies are posted on the Employer's Hiring Website. 
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Position Postings shall include: 

1. Job title, department, location (facility) 

2. Employment category (e.g., Full-Time, Part-Time, Per-Diem) 

3. Qualifications and job summary 

4. Hours, shift and days off (if fixed) 

5. Whether days off are fixed or variable 

6. Dates of posting 

C. Selection Process 
 

Selection process will be based on the most qualified Candidate for the position 
based on training, education, certification or credentialing needed to perform the 
duties of the position.  Regarding internal bargaining unit applicants who apply for a 
posted position within seven (7) calendar days, as described in Section B, they shall 
be given preference over non-bargaining unit applicants for a vacant position that is 
listed in Article 1 – Recognition, if the internal bargaining unit applicant meets the 
qualifications for the position.  Regarding internal bargaining unit employees 
applying for a position within the Hospital listed in Article 1 – Recognition, the 
Hospital will award the position in the following order: 

 
1. A Full-Time or Part-Time applicant with the greatest Union seniority working in 

the unit/department where the vacancy exists. 
2. If no qualified Full-Time or Part-Time applications within the unit/department, 

then Union seniority outside the unit/department will prevail.  
3. If no Full-Time or Part Time applicants apply, then a Per Diem will be selected 

within the unit/department. 
4. If no Per Diem within the unit/department, then Union seniority outside the 

unit/department will prevail. 
 

D.  Elimination of Positions 

Both parties recognize that there are reasons why posting would not be warranted, 
for example to avoid a layoff, to avoid excessive call-offs, to effectuate changes due 
to loss of volume to meet legal/legislative requirements, to change skill mix, and/or to 
change services or business lines. 

In all cases where the Employer intends not to post a vacancy, it will so notify the 
Union in writing, within thirty (30) days of the date on which the position became 
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available.  Nothing herein is intended to alter any obligations the Employer may have 
under this Agreement. 

E.  Preference Order 

Preference amongst those bidding and qualified for the position shall be given in the 
following order.  Amongst bidding Employees from the same preference level, 
seniority shall govern.  For lead positions only, bidding Employees will be offered the 
position based first on the applicant's ability to fill the position. 

1. Regular (i.e., Full-Time or Part-Time) Employees from the same unit/department, 
including Employees on layoff, as well as regular Employees on layoff who remain 
on the Per Diem list. 

2. Regular Employees from other units/departments, including Employees on layoff, 
as well as regular Employees on layoff who remain on the Per Diem list. 

3. Per Diem Employees from the same unit/department. 

4. Per Diem Employees from other units/departments. 

5. Applicants who are former Employees who left in good standing with not more 
than one (1) year's absence from the Employer. 

F.  Eligibility 

1. Employees who have not completed their ninety (90) calendar day introductory 
period are ineligible to apply for a position in another unit/department. 

2. An Employee who is awarded a posted position may not be awarded another 
posted vacancy within the next six (6) months, unless: 

a. The vacancy arises in the Employee's same unit/department; 

b. The Employee is in their current position as a direct result of an involuntary job 
change or layoff. 

G.  Notification of Selection 

Employees who submitted a bid and/or have applied for a posted vacancy shall be 
informed by the Employer in writing (electronically) within thirty (30) days of whether 
or not they are awarded the position. 
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H.  Evaluation Period after Promotion or Transfer 

1. Employees who are promoted or transfer through the bidding process shall have 
orientation as necessary. 

2. For the Employee to be eligible to transfer, the Employee must be in their current 
position for no less than six (6) calendar months and must be in good standing.  
Good standing is defined as no more than a verbal warning within the last six (6) 
months. 

3. Transferred Employees cannot be terminated for failure to pass the ninety (90) 
day introductory period, but only for rule infraction or inability to perform, subject 
to the provisions in Article 18 – Discipline. 

4. If the Employee fails to perform satisfactorily in the ninety (90) day introductory 
period in the new position they shall be returned to their former position, including 
shift, assignment, and scheduled hours without loss of Union seniority, if it is still 
available.  When the Employee is returned to the previous position, the Employee 
will be placed on the current pay scale based on current credited years of 
experience. 

5. If the former position, including shift, assignment, and scheduled hours, without 
loss of Union seniority is not available due to being filled by another Employee, 
the Employee may apply to other positions within the Hospital for which they are 
qualified.  If there are no current position openings for which the Employee is 
qualified, the Employee will be discharged with all accrued Vacation time. 

6. No acts of recrimination shall result from transfer requests. 

I.  Rehire 

A former bargaining unit Employee who leaves in good standing will remain eligible 
for rehire.  “Rehire” means that a former bargaining unit Employee is rehired into a 
posted position within ninety (90) calendar days of their last day of employment, and 
seniority will be re-established according to Article 20 – Seniority. 

If a former bargaining unit Employee is hired after 90 calendar days, they shall be 
treated as a new Employee with a ninety (90) day introductory period. 

All rehires will be placed on the current scale for the position to which they have 
been hired based on credited years of experience process in Article 30 – Wages. 
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22.  REDUCTION IN FORCE 
 
Insofar as practicable, if after exercising every effort to avoid layoff in accordance with 
Article 19 – Job Security, it is necessary to conduct a layoff, then such layoff shall be 
undertaken as set forth below.  It is the intent of the following provisions to protect the 
most senior Employees in the case of reductions, and to preserve their shift and hours 
as is practicable under the circumstances. 
 
A. Preliminary Issues 
 

1. Definitions: 
 

a. “Reduction" means an involuntary, indefinite elimination of a position or 
hours and does not include Mandatory Days Off (MDO). 

 
b. "Affected unit/department" means unit/department where a reduction has 

occurred or is planned. 
 
c. "Affected Employee" means an Employee whose position is the subject of a 

reduction. 
 
d. “Recall” means an Employee represented by the Union may be recalled to a 

vacant position in the same department and classification as the Employee 
was in when the layoff occurred. 

 
2. The Employer will conduct any reduction in such a way to avoid an adverse 

impact with regard to race, creed, national origin, sex, age, veteran status, 
marital status, sexual orientation, disability, or any other basis protected by 
law. 

 
B.  Notification 
 

1. The Employer shall notify the Union at least thirty (30) calendar days before any 
reduction and shall, upon request, meet and confer with CWA regarding the 
impact of the reduction.  Where possible, additional notice will be given. 
 

2. Affected Employees will receive at least fourteen (14) calendar days written 
notice, or will receive two (2) weeks pay in lieu of notice.  Any payments to Part-
time Employees will be prorated in direct proportion to their current scheduled 
hours as noted on the time clock. 

 
3. The Employer will comply with all applicable provisions of the Workers' 

Adjustment and Retraining Notification Act (WARN) and provide appropriate 
notice in those reductions which fall within the scope of WARN. 
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C. Reductions 
 

1. Implementation of Reductions 
 

a. Before implementing a reduction in any unit/department, the Employer will first, 
in conjunction with the Union: 
1. Solicit volunteers in all affected units/departments who wish to resign; and 
2. Return to their former unit/department, scheduling category and shift any 

Employee temporarily assigned to or from an affected unit/department. 
 

b. Reductions will be conducted by job classification, within a unit/department. 
 Departments are listed in Article 20 – Seniority.  However, the Employer may 

decide to cluster similar and/or closely related units, whether or not they are in 
the same location, for purposes of a reduction. 

  
c. Before implementing such a decision, the Employer shall first notify the Union 

and, upon request, shall negotiate with the Union.  In addition, the Union may 
request that the Employer cluster two or more units.  In making the decision to 
cluster, factors such as the will be considered: the extent to which the units 
rely on each other for vacation and other relief; the extent to which there has 
been cross-training; the extent to which there is floating between the units; and 
the extent to which the Employees in different units have equivalent 
qualifications and perform substantially similar duties. 
 

d. If two or more units have been clustered under this subsection, references to 
"unit" in this Article shall mean such clustered units. 

 
e. Within each job classification, reductions will occur by Seniority as defined in 

Article 20 – Seniority, provided that, the remaining Employees are qualified 
and able to perform the work with reasonable orientation. 

 
2.  Order of Reductions 

 
a. Reductions will occur in the following order: 

 
1. Volunteers amongst an affected classification, as stated in Section 

C.1.a.(1). 
2. Temporary Employees 
3. Per Diem Employees 
4. Part-Time Employees 
5. Full-Time Employees 

 
b. It is understood that a reduction shall not prevent the Employer from retaining 

positions in categories (2) and (3) above and from reconfiguring positions, if 
such positions are needed to ensure continuing operations of the 
unit/department.  Affected unit/department Employees who do not retain their 
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pre-reduction positions shall be given preference in filling such positions.  
Thereafter, unit/department positions shall be filled in accordance with Section 
D. 

 
D. Preferences for Employees 
 

1.  Preference 
 

An affected Employee who does not retain a position in their unit/department 
under section C.2.b. ("displaced Employee") shall have preference for any 
posted bargaining unit position by the Employer. 

 
2. Conditions 

 
a. A displaced non-benefited Employee shall have preference over all other non-

benefited Employees but shall have no preference over benefited Employees 
who are applying for positions in their own unit/department. 

 
b. In the event more than one displaced Employee entitled to preference applies 

for a posted position under this Section, the position shall be awarded by 
Seniority. 

 
c. To qualify for preference in this Section, a displaced Employee must apply for 

a posted position and must be qualified and able to perform the work with 
reasonable orientation. 

 
3. Layoffs and Benefits 

 
a. Displaced benefited Employees 

 
1. A benefited Employee who is not placed in a position under D.1. will be 

laid off and entitled to additional benefits and rights set forth in sections E, 
G and H. 

 
2. If there is a vacant position in their category and shift at the Employer and 

the Employee does not apply for such a position, or applies for but does 
not accept the position if offered, the Employee will be considered as 
having resigned and will not be entitled to additional benefits and rights 
contained in Sections E, G and H. 

 
b. Displaced non-benefited Employees 

 
1. A non-benefited Employee who is not placed in a position under Section 

D.1. will be laid off and entitled to recall under Section H. 
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2.  If there is a vacant position in their category and shift at the Employer and 
the Employee does not apply for such a position, or applies for but does 
not accept the position if offered, the Employee will be considered as 
having resigned and will not be entitled to recall under Section H. 

 
For the purposes of this Section, a "posted position" means a vacant position 
which is posted at any time commencing with the notification date in Section B 
through the effective date of the reduction.  No such position will be filled until 
there has been compliance with the provisions of this Section. 

 
E. Severance Pay 
 

1. Benefited Employees who have completed their probationary period and who are 
laid off in accordance with this Article will receive severance pay, in a lump sum, 
according to the following schedule.  Benefited Part-time Employees will receive 
severance pay, per the schedule below, prorated in direct proportion to their 
current scheduled hours. 

 
Period of Service   Severance Pay Amount 
90 days through 1 year  1 week 
1 – 2 years    2 weeks 
2 – 3 years    3 weeks 
3 – 4 years    4 weeks 
4 – 5 years    5 weeks 
5 – 6 years    6 weeks  
6 – 7 years    7 weeks 
7 – 8 years    8 weeks 
8 – 9 years    9 weeks 
9 – 10 years    10 weeks 
10 -11 years    11 weeks 
11 -12 years    12 weeks 
12 years or more   13 weeks 

 
2. With the consent of the Employer, an Employee, who otherwise would not have 

been laid off, may resign.  Such an Employee shall be entitled to severance pay 
and benefits if, as a result, another affected benefited Employee in the same 
unit/department, or clustered unit/department, is not laid off, but the Employee 
who voluntarily resigned shall not be entitled to recall or other rights under 
Section G. 

 
3. In addition to severance pay calculated on the scale in Section E.1., the 

Employer shall pay the Employee all accrued non-used Vacation time. 
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F. General Severance Provisions 
 

1. Severance is calculated as weeks of pay for regularly scheduled work at the 
Employee's most recent base salary level. 

 
2. An Employee's signing of the general release for receipt of severance pay will not 

preclude the Union's ability to grieve the Employee's layoff or recall rights 
pursuant to the terms of this Agreement.  In the event an arbitrator awards back 
pay, any severance monies paid will offset any such award. 

 
3. Additionally, the Union and the Employer will make a good faith effort to reach 

Agreement regarding layoff.  If the parties are not able to reach agreement, the 
Employer may implement and the Union may, within fifteen (15) days of the 
effective date of the layoff, submit the dispute to expedited arbitration for final and 
binding resolution. 

 
4. Effective beginning the date of this Agreement, an Employee who is laid off, 

receives severance pay and is returned to work before the period which the 
severance pay covered, shall have their future entitlement for severance pay 
adjusted accordingly (e.g. the Employee who receives ten (10) weeks' severance 
pay and is returned in five (5) weeks would have five (5) weeks less of severance 
pay in the future). 

 
G. Benefits 
 

Laid off Employees who are covered by the Employer-sponsored health insurance 
will be covered until the last day of the calendar month in which the fourteen (14) 
calendar day notice period (Section B.2.) ends.  Such Employees will also receive, in 
addition to and as part of their severance pay, the cash equivalent of two months' 
premiums for health, dental and vision insurance. 

 
H. Recall of Laid-Off Employees 
 

1. For a period of twelve (12) months from the date of layoff, and subject to 
qualifications, Employees who, as a result of a reduction, are or will be laid off or 
reduced from a benefited to a non-benefited status, are entitled to recall under the 
provisions of this Section. 

 
2. In order to be eligible for recall, the Employee must keep the Employer informed 

as to their current address and current telephone number.  Recall notice to 
Employees on layoff shall be sent by certified mail, return receipt requested, to the 
Employee's last known address, with a copy sent to the Union. 

 
3. The Employee must return from layoff within ten (10) working days after receipt of 

notice to return to work, unless otherwise mutually agreed by the Employer and 
the Union, or lose all recall privileges. 
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4. Within the period specified and subject to qualifications, Employees who, as a 

result of reduction, are or will be laid off or who are reduced from benefited to non-
benefited status may use their seniority to bid on vacant positions. 

 
5. An Employee shall remain on the recall list unless they are offered and decline a 

position in the same position classification and status as the position from which 
they were laid off or reduced from benefited to non-benefited status. 

 
I. An Employee's unused sick leave shall be reinstated if the Employee resumes work 

in a benefited position during the recall period. 
 
J. An Employee who is on layoff shall retain but not accrue seniority while they are on 

the recall list. 
 
 

23.  BENEFITS 
 
The Employer shall offer medical, dental and vision benefits to eligible Employees. 
 

A.  Medical 

The Employer will provide eligible Employees medical insurance plans for the life 
of this Agreement.  Eligibility will be determined by the medical plans' Summary 
Plan Descriptions, which are incorporated fully into this Agreement. 

The Employee's per pay period contribution is as follows: 
 

Name Full-Time Part-Time Per Diem 
EPO Plan Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $0.00 $45.60 Not Eligible 

Employee + Spouse $66.36 $91.20 Not Eligible 
Employee + Child(ren) $52.97 $76.15 Not Eligible 

 Employee + Family $126.67 $151.98 Not Eligible 

    

Value Plan Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $42.64 $42.64 $42.64 

Employee + Spouse $91.20 $91.20 $91.20 
Employee + Child(ren) $76.15 $76.15 $76.15 

 Employee +  Family $151.98 $151.98 $151.98 
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1. The medical Value Plan shall continue to follow the guidelines, outlined per the 
Affordable Care Act, to provide essential benefits based on the bronze level 
benefit available on the healthcare exchange.  This includes the annual 
deductible, annual out- of-pocket maximum, copayments and coinsurance.  
Employee only contributions will continue to follow safe harbor provisions, not 
to exceed the applicable percentage of the Federal Poverty Level as defined by 
the IRS annually. 

 
2. Benefit Eligibility Period 

 
Newly eligible Employees can enroll in coverage on the first of the month 
following or coinciding with two (2) months of employment or status change 
(e.g., Per Diem to Full-time).  A spouse or Registered Domestic Partner is 
eligible for medical coverage and to enroll in the Prime Healthcare EPO Plan in 
accordance with the Summary Plan Description (SPD) and this Article for the 
life of this Agreement. 

 
3. Medical Plans 

 
The Employer shall retain the ability to establish plan designs, benefit levels 
and rates for the non-Employer paid plans but shall notify the Union by October 
1st of each year of any changes. 

 
B. Dental and Vision 

 
For the life of the Agreement, the Employer will provide dental and vision plans to 
eligible Employees and dependents. 
 
The Employee's per pay period contribution is as follows: 
 

Name Full-Time Part-Time Per Diem 
Delta Dental PPO 

Basic Plan 
Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $6.49 $6.49 Not Eligible 

Employee + 
Spouse 

$16.09 $16.09 Not Eligible 

Employee + 
Child(ren) 

$15.42 $15.42 Not Eligible 

 Employee + 
Family 

$23.16 $23.16 Not Eligible 
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Name Full-Time Part-Time Per Diem 

Delta Dental 
1200 Plan 

Per pay period (26) Per pay period (26) Per pay period (26) 

 Employee Only $11.31 $11.31 Not Eligible 
Employee + 

Spouse 
$22.35 $22.35 Not Eligible 

Employee + 
Child(ren) 

$24.58 $24.58 Not Eligible 

Employee + 
Family 

$34.12 $34.12 Not Eligible 

    

Delta Dental PPO 
2500 Plan 

Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $22.95 $22.95 Not Eligible 
Employee + 

Spouse 
$45.43 $45.43 Not Eligible 

Employee + 
Child(ren) 

$45.29 $45.29 Not Eligible 

 Employee + 
Family 

$70.17 $70.17 Not Eligible 

    

Vision Plan / 
Signature A 

Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $2.72 $2.72 Not Eligible 
Employee + 

Spouse 
$5.45 $5.45 Not Eligible 

Employee + 
Child(ren) 

$5.83 $5.83 Not Eligible 

 Employee + 
Family 

$9.31 $9.31 Not Eligible 

    

Vision Plan / 
Signature C 

Per pay period (26) Per pay period (26) Per pay period (26) 

Employee Only $6.78 $6.78 Not Eligible 
Employee + 

Spouse 
$13.56 $13.56 Not Eligible 

Employee + 
Child(ren) 

$14.51 $14.51 Not Eligible 

 Employee + 
Family 

$23.18 $23.18 Not Eligible 
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24.  VACATION AND OTHER LEAVES 
 
A.  Bereavement Leave 

1. When a death occurs in the immediate family of a Full-Time or Part-Time 
Employee, the Employee shall be entitled to a leave of absence of up to three (3) 
days with pay.  The leave will be unpaid for non-benefited Employees.  Up to 
three (3) days of bereavement leave may be taken following the death or before, 
during or after the scheduled funeral or memorial service.  The Employee may 
choose to take time in no more than two (2) increments; however, any/all 
bereavement leave must be utilized within ninety (90) days of the death.  Such 
leave shall not exceed the normal number of scheduled hours within a normal 
work week. 
 

2. "Immediate family" includes current spouse, legally-designated domestic partner, 
children, parents, stepparents, legal guardian(s), stepchildren, siblings, current 
in-laws, employee’s own grandparents, grandchildren, and any person covered 
under the Employee’s benefits. 
 

3. A Full-Time or Part-Time Employee may request additional time off as vacation, 
or if the Employee has exhausted their vacation, may request unpaid leave.  The 
Employer will not unreasonably deny such a request.  The bereavement leave is 
available from date of hire. 

B.  Jury Duty 

1. A Full-Time or Part-Time Employee called for jury duty on a scheduled workday 
will receive up to three (3) days of regular pay when they report for jury duty at a 
time when they would have worked, according to their regular schedule.  
Regardless of shift, an Employee shall be relieved of their duties during the time 
they are required to be on jury duty. 

2. Employees must show the jury duty summons to their supervisor as soon as 
possible so that the supervisor may make arrangements to accommodate the 
Employee's absence.  The Employee must report for work whenever the court 
schedule permits.  The Employer may request an excuse for jury duty if, in the 
Employer's judgment, the Employee's absence would create serious operational 
difficulties. 

3. Employees who are placed on telephone standby by the Jury Commissioner are 
required to work if scheduled to do so.  The Employer may waive this requirement 
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where the nature of the work and the availability of the personnel will not permit 
the Employee to leave the department on short notice. 

4. Employees who volunteer their services to be jurors on the Grand Jury or in the 
U.S. District Court are not eligible for jury duty pay. 

C. Witness Pay 

The Employer will reimburse Employees at their straight time hourly rate, for the time 
spent in necessary traveling, waiting and testifying when the Employee is 
subpoenaed by the Employer or an affiliated organization to appear in court or at a 
deposition, or by any other party when the Employee is subpoenaed to appear in 
court or at a deposition to testify as to matters arising out of their employment. 
 
If the Employee uses their own vehicle, the Employer will reimburse the Employee 
for the round trip mileage between the worksite and the place of appearance at the 
rate permitted by the Internal Revenue Service.  An Employee will not be reimbursed 
in cases where the Employer or an affiliated organization is not a party to the action 
unless the matter arose out of their employment. 

 
D. Vacation 

 
1. Purpose 

Eligible Employees shall accrue vacation time (“vacation”), which includes time to 
be used for vacation, personal needs, sick, etc. 

2. Eligibility 

Full-Time and Part-Time Employees will accrue vacation each pay period based 
on the number of hours the Employee was hired to work and years of service with 
the Employer (see the vacation accrual chart). 
 
Per Diem Employees and Employees who are hired to work less than twenty (20) 
hours per week are not eligible for vacation accrual. 
 

3. Procedure 
 

a. Full-Time and Part-Time Employees begin accruing vacation on their date of 
hire.  Employees who have a status change from a Per Diem position to a Full-
Time or Part-Time position will begin accruing vacation from the effective date 
of the status change. 

b. An Employee who has a status change from Full-Time or Part-Time to Per 
Diem status stops accruing vacation on the last date worked in the Full-Time or 
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Part-Time status.  Vacation balances (earned but unused hours) are paid at the 
end of the pay period following the status change. 

c. Vacation is accrued based on hours hired to work, not hours actually worked, in 
any given pay period.  Vacation does not accrue on premium, overtime or on-
call hours. 

d. Once the vacation maximum limit of four hundred forty (440) hours is accrued, 
an Employee will stop accruing vacation hours until some of the vacation 
balance is used. 

e. Unused vacation cannot be used to extend the date of resignations or 
termination of employment. 

f. Payment of all vacation will be at the Employee's base rate of pay, not including 
shift differentials or other premium pay. 

g. Vacation cannot be used in excess of the Employee’s regular schedule. 

h. If the Employee retires or separates from the Employer voluntarily, the 
Employee is eligible to receive payment at one hundred percent (100%) of the 
value for unused vacation accruals.  Employees terminated by the Employer for 
cause are not eligible for this benefit. 

i. If an Employee is involuntarily transferred to another unit/department due 
unit/department closure or merger, the Employee will keep their scheduled 
vacation time. 

j. If an Employee changes units/departments, the Employer will not unreasonably 
deny previously approved vacation requests. 

4. Taking Vacation 

a. Employees are eligible to use their accrued vacation only after they complete 
ninety (90) days of service with the Employer. 

 
b. Use of vacation must be pre-approved by the Employee's supervisor.  Use of 

vacation for sick time or family emergencies requires the Employee to notify 
their supervisor as early in advance as possible.  The supervisor may deny 
requests for vacation based on staffing requirements of the unit/department. 

 
c. An Employee taking time off must use vacation or sick time (whichever is 

applicable), except in the case of an MDO (Mandatory Day Off). 
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d. An Employee who is asked to "flex-down" or take an MDO day may elect to 
utilize their accrued time off or they may take the MDO without pay.  If the 
Employee chooses to use their accrued time off, they may use any combination 
of hours to represent an entire shift, minus any time they worked during that 
shift. 

 
e. During the peak vacation months of June, July, August and December, 

vacation will be granted in increments of no more than two (2) consecutive 
weeks, unless mutually agreed upon by both parties. 

 
f. Vacation during holidays including Thanksgiving, Day after Thanksgiving, 

Christmas Day, New Year’s Eve, and New Year's Day, may not be granted two 
(2) years in a row for those units/departments and areas that are open on these 
holidays.  At these holiday times, vacation will be granted in increments of no 
more than one (1) week provided that department staffing needs can be met 
and the same holiday was not taken off in the previous year, unless mutually 
agreed upon by both parties. 

 
g. Accrued vacation, eligible for use, is reflected on the Employee's pay statement 

each pay period.  Employees may only access vacation hours accrued and 
reflected on the most recent pay-advice.  Vacation in excess of accrued hours 
cannot be taken as paid. 

 
5. Recording Vacation Taken 

 
Vacation cannot be used in excess of the Employee's regular schedule unless an 
Employee is scheduled to take vacation on a normal workday and then works 
additional hours on a non-regular workday. 
 

6. Vacation Cash-Out 
 

a. All vacation cash-out requests must be received by payroll by December 31st  
of each year. 

 
b. All vacation cash-out elections are only for prospective vacation hours that 

have not yet accrued. 
 

c. Employees will be allowed to cash-out vacation hours twice per year within the 
months of June and December, and up to a maximum of eighty (80) hours per 
calendar year. 

 
d. If an employee used the vacation hours slated to be cashed-out, only those 

accrued, but unused, will be cashed-out. 
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e. The vacation cash-out timeframe is the first pay period in June and December 
of the following year of the request. 

 
7. Vacation Scheduling 

 
Employees shall submit written vacation requests between the first (1st) and 
fifteenth (15th) day of October for the twelve (12) months commencing the 
following January.  Vacation will then be scheduled subject to operational needs 
and holiday coverage and, in the event of conflicting requests, shall be granted on 
the basis of seniority within the unit/department.  The Manager shall notify 
Employees by November 30th of approval or disapproval of their requests. 
 
After the October 15th deadline, vacations will be granted on a first-come first-
served basis subject to operational needs and holiday coverage, including the 
need to accommodate previously scheduled vacation, or in accordance with 
established unit/departmental guidelines.  Employees shall make such vacation 
requests in writing, at least four (4) weeks prior to the proposed vacation date.  
Shorter notice shall be acceptable upon mutual agreement between the Manager 
and Employee, confirmed in writing by the Manager in advance of the 
commencement of vacation. 

 
8. Accrual 

 
The accrual rates for Full-Time and Part-Time Employees are as follows: 

 
Eligible Service Rate  Accrual Per 

Pay Period  
Hours Per Year Cap 

<1 – 5 years of service 3.0769 80 440 Hours 

Over 5 – 10 years of service 4.6153 120 440 Hours 
Over 10 years of service 6.1537 160 440 Hours 

 
 
 

25.  PAID SICK TIME 
 
A. Purpose 
 

The Employer provides Full-Time and Part-Time Employees with paid sick time that 
allows Employees to take time away from work for personal illness/injury.  Sick time 
is paid at the Employee's base hourly rate and does not include differentials. 

 
B. Eligibility 
 

1. All Full-Time and Part-Time Employees are eligible to accrue paid sick time. 
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New Employees are eligible to access paid sick time after the first ninety (90) days 
of employment. 

 
2. A Per Diem Employee who has changed to Full-Time or Part-Time status and has 

already completed the benefit eligibility period is eligible to use paid sick time the 
first of the month following the change of status. 

 
C. Procedure 
 

1. Unused sick time from one year is carried over to the next year, up to a maximum 
of one hundred twenty (120) hours. 

 
2. Part-time Employee paid sick time will be prorated based on hours scheduled to 

work. 
 
3. Full-Time and Part-Time Employees must utilize paid sick time for their personal 

illness.  If all paid sick time hours have been used, the Employee may substitute 
any combination of accrued time off for the time missed from work. 

 
4. Should an Employee become ill/injured and unable to report to work, the Employee 

must notify their immediate supervisor as far in advance as possible.  A note from 
a physician verifying the need to utilize paid sick time may be required. 

 
5. Employees transferring between units/departments will maintain their paid sick 

time accrual balance.  Paid sick time may not be used once an Employee has 
given notice of termination.  No sick time is paid out at termination of employment. 

 
D. Accrual 

The accrual rates for Full-Time and Part-Time Employees are as follows: 

Accrual Per Pay Period Hours Per Year Cap 

1.8461 Hours 48 120 Hours 

 
Once the sick time maximum limit is accrued, an Employee will stop accruing sick 
time days until some of the sick time balance is used.  Sick time is accrued based on 
hours hired to work, not hours actually worked, in any given pay period.  Sick time 
does not accrue on premium, overtime, or "On-Call" hours. 
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26.  OTHER BENEFITS 
 
The Employer will provide optional benefits to its Employees for the life of this 
Agreement.  These benefits include: Basic Life and Accidental Death and 
Dismemberment Insurance (100% Employer paid); Voluntary Life Insurance and 
Accidental Death and Dismemberment Insurance (100% Employee paid); Voluntary 
Short/Long-Term Disability Income Insurance (100% Employee paid) and Identity Theft 
program and Travel Insurance (100% Employee paid as long as plan continues to be 
offered as part of Basic Life benefit). 
 
 
 

27.  TUITION REIMBURSEMENT AND CONTINUING EDUCATION UNITS 
 
The Employer and Union agree that continuing education (CE) is a vital and integral 
part of the Employee's professional and personal growth.  The Employer encourages 
the ongoing education of the Employees it employs and, to that end, agrees to the 
following principles regarding CE and Tuition Reimbursement. 
 
A. Continuing Education 

 
1. All Full-Time and Part-Time Employees shall be entitled to paid CE time.  Such 

time is not counted as "hours worked" for purposes of calculation of overtime. 
 

2. All requests for CE time must be approved in advance by the Employee’s 
Immediate Director.  Approval of CE time shall not be unreasonably denied. 
 

3. Full-Time Employees shall receive up to twelve (12) hours per calendar year and 
Part-Time Employees shall receive up to six (6) hours per calendar year. 
 

4. Paid release time shall be provided on the basis of one (1) hour paid time for 
each one (1) hour of continuing education credit earned. 
 

5. CE release time will be provided for: any/all activities which are required by the 
licensing agency to maintain licenses and/or certifications for current position. 
 

B. Tuition Reimbursement 
 
1. Eligibility 
 

a. Must have an employment status of Full-Time or Part-Time; 
b. All classes must start after the employee has completed twelve (12) months of 

employment to qualify; 
c. Initiated and completed during the Employee's employment period; 
d. Employee must take a job-related course or one that falls within an approved 

career path; 
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e. Courses qualifying for reimbursement must be completed in an accredited, 
recognized educational institution; 

f. The Human Resources department must approve course/program prior to 
registration. 

 
2. Reimbursement Amounts 
 

a. Up to $2,500 reimbursement per calendar year for Full-Time; 
b. Up to $1,250 per calendar year for Part-Time. 

 
3. Tuition Reimbursement will be provided for: 
 

a. Courses required in accredited Associates, Bachelors or advanced degree 
programs; 
b. Tuition, class fees, and required textbooks; 
c. Courses, examinations or renewals for certifications. 
 

4. Processing 
 

Advance payment of tuition expenses will not be issued.  To receive tuition 
reimbursement, grades and necessary receipts must be turned into the Human 
Resources department within thirty (30) days of completion of classes, and the 
Employee must submit: 

 
1. A grade of "C" or better for formal education courses. 
2. A certificate (copy) of completion of programs other than grade courses. 

 3. Submission of necessary receipts. 
 

Tuition Reimbursement will be provided from those amounts available to the 
Employee as of the date of course completion, provided: 

 
1. The Employee received advance approval; 
2. The Employee satisfactorily completes the course; 
3. The Employee submits all receipts for the reimbursable expenses (as described 

above); 
4. Once submitted to the Human Resources Department, tuition reimbursement is to 

be paid within four (4) weeks. 
 

C. Certification Recognition Bonus 
 

The certification recognition bonus will be a taxable payment made through payroll 
the second week of May each year.  Only one Certification bonus shall be paid per 
year.  The certification must be for the area of specialty currently employed. 
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All Full-Time Employees will receive five hundred dollars ($500) annually and all 
Part-Time Employees will receive three hundred dollars ($300) annually for the 
following certifications: 
 

ACCS Adult Critical Care Specialist 
CFER Certified Flexible Endoscope Reprocessor 
CHAA Certified Healthcare Access Associate 
CRCST Certified Registered Central Service Technician 
CST  Certified Surgical Technologist 

 
 

28.  HOLIDAYS 
 
A. For the purposes of this Article: 
 

1. A “holiday” is from midnight (12:00am) to midnight (12:00am) of the designated 
holiday.  Christmas Day and New Year’s Day holidays shall commence at 1900 
hours on the day preceding the designated holiday and end at midnight 
(12:00am) on the designated holiday. 

 
2. An Employee may use accrued holiday, vacation or sick time for time off on 

holidays, including if an Employee is on standby. 
 

3. An Employee who works on designated holidays shall be paid time and one half 
(1 1/2) of their regular rate of pay including any applicable shift differential for 
actual holiday hours worked. 
 

4. Time off during holiday weeks/days including Thanksgiving, Day After 
Thanksgiving, Christmas Day, New Year’s Eve and New Year’s Day may not be 
granted two (2) years in a row for those units/departments that are open on these 
holidays. 

 
5. Employer observes the following holidays: 

 
x New Year's Day 
x Memorial Day 
x Independence Day 
x Labor Day 

x Thanksgiving Day 
x Day after Thanksgiving 
x Christmas Day

 
6. Whenever possible for those departments open 24/7, a request for time off to 

observe the holiday is to be granted on the scheduled day of the actual holiday.  
This will be done on a rotational basis to ensure fairness.  It is the Employee's 
responsibility to ensure that the day off is requested and scheduled with their 
supervisor. 
 

7. If this is impossible and the Employee must work on the day of the actual holiday, 
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then the Employer will pay the Employee time-and-a-half (1½) for hours actually 
worked.  For those departments closed on an Employer-recognized holiday (in 
the case where holidays fall on a Saturday or Sunday and the holiday is 
observed on the preceding Friday or subsequent Monday, respectively), the 
Employee may access any accrued hours in lieu of hours worked as long as 
those hours do not exceed allotted hours or create overtime. 

 
B.  Accrual Rates: 
 

The accrual rates for Full-Time and Part-Time Employees are as follows: 
 

Accrual Per Pay Period Hours Per Year Cap 
2.1538 56 112 Hours 

 
Accrued holiday time shall be available to the Employee for future use, under the 
terms and conditions in this Agreement. 
 
Once the holiday time maximum limit is accrued, an Employee will stop accruing 
holiday time days until some of the holiday balance is used.  Holiday time is accrued 
based on hours hired to work, not hours actually worked, in any given pay period.  
Holiday time does not accrue on premium, overtime, or "On-Call" hours. 

 
 
 

29.  LEAVES OF ABSENCE 
 
A. Types and Maximum Duration of Unpaid Leaves  
 

1. Personal Disability Leave 
 

Leaves of absence are granted when an Employee is unable to work because of 
disability or illness (including disability due to pregnancy or pregnancy-related 
conditions). The Employer will grant such leaves to the extent required under state 
and federal law.  

 
2. Military Service 
 

The Employer will grant military leaves of absence to an eligible Employee, other 
than a Temporary Employee, in accordance with federal law. The Employee will 
provide the Employer copies of active orders prior to military leave. 
 
An Employee requesting a military leave of absence need not exhaust 
vacation/sick benefits prior to being placed on such a leave. The parties 
acknowledge that an Employee will attempt to fulfill military commitments during 
non-work hours.  
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3. Medical Leave 
 

a. The Employer will comply with state and federal leave laws. 
 
b. In order to be eligible for medical leave, the Employee must provide to the 
Employer or the Employer’s designee a medical certification, in advance where 
practicable and foreseeable, the probable duration and confirmation that the 
Employee is unable to perform their job duties due to the medical condition. 
 
c. Benefits under this Agreement shall be maintained during the paid portions of 
leave and/or during any portion of the leave that qualifies for FMLA leave. 
Beginning on the first day of the month following the exhaustion of paid time and/or 
maximum FMLA leave, the Employee may elect to continue benefit coverage 
under COBRA by paying the cost of such coverage as provided by COBRA. 

 
4. Personal Leaves 
 

An Employee, including a Per Diem Employee, may request an unpaid leave of 
absence for personal reasons, or for reasons other than those specified in this 
Article, and the granting or denial of any such leave, including but not limited to 
determining the length of any leave granted, shall be within the sole discretion of 
the Employer, consistent with applicable law. 

 
B. Leave Procedures 

 
1. Request for Leave 
 

Except in an emergency, or where otherwise permitted by law, a request for a 
leave of absence and any appropriate and/or required supporting information shall 
be submitted by the Employee to the Employer, or to a designated third party 
administrator, in advance of such leave, on a request for leave of absence form 
provided by the Employer. 

 
2. Verification 
 

As a condition to authorizing, continuing or extending a leave of absence, the 
Employer, or the third-party administrator, may require verification of the reasons 
given by the Employee who is requesting the leave, including signed physician’s 
certification in the case of personal disability leaves, and/or may periodically 
request updated information and/or documentation regarding the continued 
existence of reasons requiring a leave, as, and to the extent, permitted by law. 

 
3. Accrual of Benefits 
 

a. Except for military leaves to the extent required by law, Employees do not 
accrue benefits or seniority during the period of an unpaid leave of absence, 
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nor is the period counted for the purpose of determining entitlement to 
compensation or benefits. 

 
b. Employees may elect to continue medical, dental, vision, long-term disability, 

life and/or accidental death and dismemberment insurance coverage while on 
an unpaid leave of absence by paying the full premium to the Employer. 

 
C. Return from Leave 
 

1. An Employee must give the Employer at least seven (7) days’ prior notice of their 
intent to return to work. An Employee returning from a medical/disability leave of 
absence, including extensions to any such leave, must submit a medical release 
and be cleared to return to work by the Employee health nurse. 

 
2. After an extended leave of absence, the Employer reserves the right to require a 

fitness for duty exam. 
 
3. The Employer will make reasonable efforts to reinstate an Employee to the same 

job held when the Employee left on their leave of absence, provided the 
Employee remains qualified and able to perform the job. 

 
If the Employee’s job has been eliminated while he/she was on a leave of absence, 
the Employee shall be entitled, upon his/her return, to the same alternatives and 
considerations that would have been available to the Employee had he/she been 
working at the time the position was eliminated.  
 
If the Employer is unable to return the Employee to the same position, or if a position 
is not available, the Employer will provide the Employee with a substantially similar 
vacant position, if available. 

 
D. Transitional Work 
 

The Employer shall attempt to return Employees who are temporarily incapacitated, 
as a result of a work-related injury or illness, to transitional work as soon as medically 
feasible. The transitional work assignment will be determined by the availability of 
transitional work and in accordance with the description of physical 
limitations/restrictions provided by the physician treating the occupational injury. 
 
The Transitional Work Program is not intended to apply in cases where the Employee 
requires a permanent job reassignment as a result of an injury. Employees may be 
assigned to the modified work program for a period not to exceed ninety (90) days in 
any twelve (12) month period. At the Employer’s discretion, the modified program 
may be extended an additional thirty (30) days. 
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E. Union Leave 
 

Union leave shall be requested by the Employee and the Union at least twenty-one 
(21) calendar days in advance in writing (shorter notice can be agreed to by the 
parties). One bargaining unit Employee per one-hundred (100) bargaining unit 
members shall be granted a leave of absence of at least thirty (30) days, but not to 
exceed twelve (12) months. Health, dental, vision and any other benefits provided by 
the Employer will continue during the leave but paid one-hundred (100%) by the 
Employee. 
 
At the time the leave of absence is taken or at least forty-five (45) calendar days prior 
to the completion of the stated terms of the leave of absence, the Union shall notify 
the Employer of the Employee’s intent to return to work and the Employee shall 
likewise so advice the Employer. Upon return, the Employee shall be returned to the 
same or similar position, without loss of pay rate or scheduled hours or seniority, from 
which the Employee took the leave of absence, consistent with staffing reductions 
and/or layoffs which may have occurred during the period of the leave of absence 
without pay. 

 
 
 

30.  WAGES 
 
A. Definitions 
 

1. “Employees” means all Full-Time, Part-Time, and Per Diem Employees covered 
by this Agreement. 

 
2. “Wage Scale” means the table of job titles, wage steps, and wage rates, as 

iterated in Appendix A – Wage Scale. 
 
B. Wage Scales and Increases 
 

Effective on the first full payroll period following ratification and then on the first full 
payroll period following the anniversary of the ratification date for Years two (2), and 
three (3): 

 
Select Full-Time and Part-Time Employees (as iterated in Appendix A – Wage 
Scale) shall be placed on an updated wage scale based on their credited years of 
experience with a minimum of a two point seven five percent (2.75%) increase.  All 
other Full-Time and Part-Time employees not placed on an updated wage scale will 
receive a two point seven five percent (2.75%) increase. 

 
C. New Hires: 

 
New Employees will be placed on the wage scale within their job classification at the 
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appropriate step based on the Employee’s credited years of experience as  
documented on the employment application utilizing the following criteria: 
 

One year of experience shall be credited for each year worked of relative 
experience the Employee is being hired for. 

 
D. Promotions 

 
When an Employee is promoted to a higher job classification, they will be placed at 
the appropriate step on the Wage Scale based on credited years of experience in 
the same job classification. 
 

E. Transfers 
 

When an Employee transfers into a new job classification, the Employee will be 
placed on the appropriate wage scale based on the new job classification.  The 
transferring Employee will have their credited years of experience calculated based 
on relative experience within the new job classification, as documented within this 
Article. 

 
 

31.  SUCCESSORS 
 
Before any sale, assignment, or any other change in ownership, the Employer shall 
provide the Union with ninety (90) days advance notice in writing of such intended sale, 
assignment, or any other change in ownership.  Whenever possible, the notice shall 
include the name and address of the prospective purchaser, assignee, and/or their 
designated agent.  The Employer shall meet at the Union's request to engage in good 
faith bargaining over the impact of such change. 
 
The Employer shall not use any sale or transfer or other mechanism for the purpose of 
evading the terms of this Agreement. 
 
 

32.  COMPENSATION RATE REVIEW 
 
The Union and the Employer agree that it is in the best interest of both to recruit and 
retain qualified, experienced staff.  To this end, either party may initiate and discuss 
specific job classification(s) possibly requiring a wage increase. 
 
 

33.  MANAGEMENT RIGHTS 
 
The Employer retains, solely and exclusively, all rights, powers, and authority that are 
not specifically abridged by an express provision of this Agreement.  Without limiting the 
generality of the foregoing, examples as to the rights, powers and authority retained 
exclusively by the Employer, and which may be exercised in its sole discretion unless 
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abridged by an express provision of this Agreement, include but are not limited to the 
following: to manage, direct and maintain the efficiency of its business and Employees; 
to maintain and control its departments, buildings, facilities and operations; to determine 
methods, processes, means, scope and places of quality patient care delivery and 
services; to create, change, combine, or abolish jobs, departments and facilities in 
whole or in part; to determine the means and manner by which patient care is to be 
delivered to patients; to discontinue work for economic, technological, operational or 
other reasons; to direct the work force; to increase or decrease the work force and/or 
determine the number of Bargaining Unit Employees and other Employees to be hired 
or retained and how they are to be assigned; to hire, transfer, promote, demote, 
suspend, discharge, and to lay off Employees; to determine staff and establish work 
standards, schedules of operation and work load; to specify or assign work 
requirements, overtime, or on-call responsibilities; to assign work and decide which 
Employees are qualified to perform such work; to schedule and change work hours, 
shifts and days off; to adopt, revise or delete Employer policies governing the 
employment of Employees, including but not limited to rules of conduct and safety and 
for penalties for violations thereof (after notice and opportunity to bargain is provided to 
the Union); to establish and revise performance standards and evaluation tools; to 
determine the type and scope of work to be performed and the services to be provided; 
to determine the methods, processes, means and places of providing services; to 
determine the location and relocation of any hospital or any services; to effect 
technological changes; and to determine the quality of patient services.  The listing of 
Management Rights set forth in the preceding sentence are meant by way of an 
explanation not a limitation.  The operation, authority, and control of the Employer's 
operation is vested exclusively in the Employer through its management and 
management's designees, who, among other duties, may discharge or otherwise 
discipline Employees for just cause. 
 
 

34.  STAFFING COMMITTEE 
 
It would be beneficial for the Employer and Union to discuss broad concerns of mutual 
interest.  Therefore, a Staffing Committee will be formed and maintained. 
 
The Staffing Committee does not have the authority to formulate policy or enter in 
Agreements that require collective bargaining.  These proceedings will not be used in 
lieu of the grievance or arbitration procedures, nor will they be subject to the grievance 
and arbitration process. 
 
The Staffing Committee will meet on a quarterly basis, or more frequently upon mutual 
Agreement of the parties, for the purpose of discussing issues that may affect the 
working environment of the bargaining unit.  Time spent in attendance of the Staffing 
Committee meetings will be paid at the Employee's base hourly rate of pay and will be 
limited to no more than four (4) hours per quarter. 
 
All certified nursing assistants seated on the staffing committee, pursuant to NRS 
449.242, shall be appointed by the Union. 
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35. TERM AND TERMINATION 
 
This Agreement is effective upon ratification (May 10, 2021), and shall remain in full 
force and effect until three years from ratification date (May 9, 2024), and from year to 
year thereafter unless either party shall deliver to the other written notice of its desire to 
terminate or amend the Agreement at least ninety (90) calendar days prior to three 
years from ratification date (May 10, 2021) and bargaining sessions shall begin within 
thirty (30) calendar days after submission of such notice. 
 
 
Communications Workers of America, AFL-CIO 
 
 
 
 
________________________________ 
Robert Longer 
 
Date: ___________________________ 
 
 
 
 
________________________________ 
Marc Ellis 
 
Date: ___________________________ 
 
 
 
 
________________________________ 
Wendy Friedl 
 
Date: ___________________________ 
 
 
 
 
________________________________ 
Jesse Bolin 
 
Date: ___________________________ 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Saint Mary’s Regional Medical Center 
 
 
 

 ________________________________
 Andrea Garrett-Marsh 
 
Date: 
______8/12/2021__________________ 
  
 
 ________________________________
 Sandy Finley 
 
Date: 
_____8/12/2021___________________
  
 
 
 ________________________________
 Richard Martwick 
 
Date: ___________________________ 
 

Rich Martwick
8/12/2021

8/12/2021
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APPENDIX A – WAGE SCALE 
 
All newly hired employees and transferring employees shall be placed on the appropriate step 
on the Wage Scale based on credited years of experience as defined in Article 30 – Wages. 
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