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10.1

10.2

10.3

ARTICLE 10 OTHER LEAVE PROVISIONS

Leaves of absence shall be provided as described within this article and AHS policy,
unless Federal, State, or local law provides a greater benefit.

Compensation for employees on all paid leaves shall include differentials to which the
employee would normally be entitled.

Leaves of Absence without Pay.
10.2.1 Leave May Not Exceed Nine Months.

A leave of absence without pay may be granted by the CNE/Department Manager
or Designee upon the request of the employee seeking such leave, but shall not be
longer than nine months, except as hereinafter provided.

10.2.2 No Leave to Accept Outside Employment.

A leave of absence without pay may not be granted to a person accepting either
private or public employment outside the service of AHS, except as hereinafter

provided.
Military Leave.

Every employee shall be entitled to military leaves of absence as specified by law. The
employee must present to his supervisor a copy of his/her military orders that specify the
dates and duration of such leave.

If such employee has been continuously employed by AHS for at least one (1) year prior
to the date such absence begins, he/she shall be entitled to receive paid military leave as

follows:

Paid military leave that may be granted during a fiscal year is limited to an aggregate of
thirty (30) calendar days during ordered military leave, including weekend days and
travel time.

Effective the ratification of the Agreement, if any single period of military leave exceeds
one month, the employee will be entitled to receive paid military leave for the shifts he or
she would have normally been scheduled up to a maximum of 30 shifts for the fiscal
year. If the military leave exceeds 3 months, the employee may subsidize his or her
military pay by using accrued holiday in lieu pay ESL or PTO.
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During the period specified above, the employee shall be entitled to receive pay only for
those days or fractions of days which the employee would have been scheduled to work
and would have worked but for the military leave.

The rate of pay shall be the same rate the employee would have received for shifts he/she
would have been scheduled to work or scheduled for paid holiday leave, had he/she not
been on military leave.

In no event shall an employee be paid for time he/she would not have been scheduled to
work during said military leave.

Consistent with the law, an employee’s seniority shall continue to accrue during periods
spent on military leave.

[[[[[[Move below to Art 19]]]]

10.4

10.5

ELeavefor Assignment to Special Project.

An employee who is assigned to a special project may-be-sranted-a-teave from-the
employee-s-resular pesition-for-the-duration-of the project—Employee retains ri ght to

return to the employee’s regular position.
Personal Disability Leave.

After six months from date of employment, an employee shall be entitled to leaves of
absence without pay for not more than two (2) periods aggregating to no more than
ninety (90) calendar days within a twelve (12) month period upon presentation of
acceptable proof of his/her personal disability. Before such leave, the employee must
have used all accrued vacation, paid sick leave or compensatory time, unless the
employee is receiving accrued vacation, paid sick leave or compensatory time as a
supplement to disability insurance benefits under Article 18.1.1 of this Memoranduin, in
which event, the employee shall be entitled to personal disability leave. The employee’s
entitlement to personal disability leave shall be reduced by the hourly equivalent of the
disability insurance payment (hours of personal disability deducted per pay period equals
two (2) times the employee’s weekly disability insurance entitlement divided by the
employee’s normal hourly rate) provided, however, that an employee who has exhausted
paid leave balances and is receiving disability insurance only shall have personal
disability leave deducted on a day-for-day basis. Such leave may be extended by mutual
agreement of the employcc and the CNE/Depat inent Manager or Designee.

The CNE/Department Manager or Designee may require acceptable proof of the
employee’s ability to return to work provided that the CNE/Department Manager or
Designee shall notify the employee in writing of such requirement in advance. If the
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submitted proof is deemed unacceptable, the CNE/Department Manager or Designee
shall immediately notify the employee in writing of existing deficiencies in the submitted

proof.

10.6 Family Medical Leave and California Family Rights Act Leave.
10.6.1 Eligibility.

Family Medical Leave shall be granted in accordance with the Family Medical
Leave Act and the California Family Rights Act and AHS Policies and
Procedures. Employees shall be eligible for such leave based on a rolling twelve
(12) month basis. FMLA and CFRA leave shall be concurrent with paid leaves
provided under this Memorandum of Understanding. Employees must have been
employed for one year and worked 1250 hours to qualify for FMLA/CFRA. In
addition, Personal Disability Leave pursuant to Article 10.5 above shall be
concurrent with and integrated into the provisions of the Family Medical Leave
Act and AHS Policies and Procedures. Employees may contact the Human
Resources Department for eligibility information.

10.6.2 Pregnancy and Child Bonding Leave.

A pregnant employee is entitled to receive a pregnancy and child bonding leave of
up to six (6) months, the dates of which are to be mutually agreed by the
employee and CNE/Department Manager or Designee. Such an employee may
elect to take accrued vacation or compensatory time or sick leave during the
period of maternity leave (based on medical verification). However, in the case of
an employee who is regularly scheduled to work less than the normal full-time
workweek for the classification, paid leave shall be granted only for those days, or
fractions thereof, on which such an employee would have been regularly
scheduled to work and would have worked but for the pregnancy and child
bonding leave. Notwithstanding the above, the employee is entitled to up to seven
(7) months of total leave for the integration of the disability and child bonding
leaves pursuant to the CFRA.

10.6.3 Child Bonding Leave.

A prospective father, domestic partner or adoptive parent is entitled to child
bonding leave of up to six (6) consecutive months, the dates of which are to be
mutually agreed by the employee and the CNE/Department Manager or Designee.
Such an employee may elect to take accrued vacation or compensatory time off
during the period of child bonding leave except that in the case of an employee
who is regularly scheduled to work less than the normal full-time workweek for
the classification, paid leave shall be granted only for those days, or fractions
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10.7

10.8

10.9

10.10

thereof, on which such an employee would have worked but for child bonding
leave. The use of sick leave during child bonding leave shall not be permitted to
fathers or adoptive parents unless they are otherwise eligible to use it as provided
in Article 9.1.3. Such Child Bonding Leave shall run concurrent to the provisions
of the Family Medical Leave Act, California Family Rights Act and the Paid
Family Leave Act.

Leave for Employment with The Union.

Upon written certification from the Union and the agreement of the CNE/Department
Manager or Designee, one (1) employee subject to this Memorandum of Understanding
shall be granted a leave of absence without pay for a period of up to six (6) months in a
twelve (12) month period to work for Local 1021. At the end of such leave the employee
shall be returned to his/her same classification and Department.

Return to Duty Following Leaves.

Except as otherwise required by law, an employee who returns to duty in compliance
with an authorized leave of absence not exceeding ninety (90) calendar days shall be
returned to the position he/she occupied at the time he/she went out on the leave,
provided the position still exists. If the employee returns beyond the ninety (90) calendar
day period, AHS shall make its best effort to return the employee to the same
geographical location, shift and, where there is a specialization within a classification, to
the same specialization. Questions as to whether or not AHS has used best etforts shall
not be subject to the grievance procedure.

Paid Family Leave.

Employees are entitled to take Paid Family Leave pursuant to State law. Paid family
leave runs concurrent with Family Medical Leave and California Family Rights Leave.
Eligible employees may use sick leave or vacation to care for immediate family members
as defined in Article 9.1.1.4. Paid Family leave benefits shall be integrated with all other
paid leaves provided by the Memorandum of Understanding.

Bereavement Leave.

Leave of absence with pay because of death in the immediate family of a regularly
scheduled AHS employee may be granted by the CNE/Department Manager or Designee
for a period of up to five (5) days [or employees working eight hour shifts, up to four (4)
days for employees working ten hour shifts, and up to three (3) days for cmployces
working twelve hour shifts. For purpose of this section, “immediate family” means
mother, stepmother, father, stepfather, husband, wife, domestic partner, (upon submission
of an affidavit as defined in Appendix B), son, stepson, daughter, stepdaughter,
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grandparent, grandchild, brother, sister, foster parent, foster child, mother-in-law and
father-in-law, or any other person sharing the relationship in loco parentis; and, when
living in the household of the employce, a brother-in-law or sister-in-law.

Entitlement to a leave of absence under this article shall be only for all hours the
employee would have been scheduled to work for those days granted, and shall be in
addition to any other entitlement for sick leave, emergency leave, or any other leave.

10.11 Leave for Jury Duty or in Answer to a Subpoena.

10.11.1 Compensation. [[[The below language as well as Article 10.10
captures the meaning of 6.12.5 and 6.14.4. We propose deleting these
paragraphs in lieu of moving them, as they would be redundant in

this Article.]]]

Compensation. Emplovees will be released from work and paid their regular
rate of pay for any scheduled hours of work missed for jury duty or to
respond to a subpoena. Employees working ten (10) or twelve (12) hour shifts
who miss their entire shifts due to jury duty or response to a subpoena will

be eligible for compensation for thCll‘ entlre mlssed shifts —fer—mayemﬁeyee

10.11.2 Afternoon/Evening, Saturday/Sunday Schedules.

Any employee assigned an afternoon or evening shift shall be entitled to equal
time off as leave with pay from hisfses their next regularly scheduled shift for all
time spent serving on jury duty, or answering a subpoena as a witness and for

traveling to and from court.

If the employee calls the Jury Pool and is told not to report for jury duty, the

employee hefshe is expected to work disther their next shift. If the response from
the Jury Pool is to call back or report later in the day, the employee must contact
their hisfser supervisor to work out and/or switch their kisther time such that the
employee only gets one shift off for each day of jury duty.

Any employee who is regularly assigned to a schedule which includes working
Saturday and Sunday, who serves on jury duty on their histher entire two (2)
scheduled days off during the previous Monday through Friday, shall be allowed
the option to contact their histher supervisor and schedule their histher next
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regular work day as PTO. vacation-orcompensatory-time—ifcompensatory-time
hus-boenaeerued.

10.11.3 Travel Time.

Sufficient paid leave shall be granted to permit an employee to travel between the
work place and the court, while serving on jury duty or in answer to a subpoena as
a witness.

10.11.4 Reporting to Work If Excused.

When an employee is excused from jury duty or from answering a subpoena as a
witness in time to report for at least one-half (1/2) their histher regularly
scheduled shift, the employee shall report to duty and jury duty pay under this
section shall be reduced accordingly. If the employee fails to report as set forth
herein, he/she the employee shall be docked for the balance of the day.

10.11.5 Standby Jury Duty.

Employees shall apply for standby jury duty if the court permits this option. An
employee whose work assignment precludes participation in the standby jury duty
shall be exempted from this requirement, provided that AHS may adjust an
employee’s work assignment to permit the employee to apply for standby duty.

10.11.6 Witnesses.

Employees who are subpoenaed to be a witness on behalf of AHS in a civil or
criminal trial shall receive paid release time for such service based on their
regular schedule.

Wwﬁm%wdeﬁmeh—p&m%%eﬁ%mmeﬁﬁm
shall-be-made payable-to-AHS.
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ARTICLE 11  WORKER’S COMPENSATION LEAVE

11.1 Industrial Sick Leave Benefit Supplement.

If an employee is incapacitated by sickness or injury received in the course of his/her
employment by the AHS, such employee shall be entitled to pay as provided herein.

11.1.1 Amount and Duration of Payment.

b=

Eul-time-employees:

Full-time and regular part-time, prorated by FTE, employees shall be
entitled to receive supplemental industrial sick leave wage continuation
commencing with the fourth (4"} calendar day of the incapacity except in
cases where the employee is incapacitated for more than fourteen days
or hospitalized, paid leave starts on the first day of incapacity. The
industrial sick leave wage continuation shall be equal to the difference
between 70% of his/her regular or base salary including differentials,
footnotes, and the amount of any Worker’s Compensation temporary
disability payments to which such employee is entitled during such
incapacity. This period shall not exceed one hundred eighty (180)
calendar days from the date of sickness or injury resulting in the
disability. Net regular or base salary shall be defined as the average of the
preceding four (4) pay periods resulting in the incapacity. Following one
hundred eighty (180) calendar days, accrued sick leave may be granted to
supplement temporary disability payments to provide the disabled
employee up to no more than the net regular or base salary (as defined
above) received at the time of the injury.

On the Job Assault.

In the event that the employee is injured as a result of assault on the
employee’s person by a patient or visitor, the Industrial supplemental pay
period shall not exceed one (1) calendar year from the date of injury.
Assault shall be defined as a physical attack upon the person of the
employee that results in the actual physical injury to the body of the

1
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employee. The injury must be certified by a medical professional after a
physical examination of the employee.

11.1.2 When Payments Shall be Denied.

Payments shall not be made pursuant to 11.1.1 to an employee:

A.

B.

C.

E.

F.

G.

Who does not apply for or who does not receive temporary disability
benefits under the Worker’s Compensation Law;

Whose injury or illness has become permanent and stationary;

Whose injury or illness, although continuing to show improvement, is
unlikely to improve sufficiently to permit the employee to return to work
in his/her usual and customary position, and the employee has been
declared a “Qualified Injured Worker” {QIW) and referred to vocational
rehabilitation;

Who is retired on permanent disability and/or disability retirement
pension;

Who unreasonably refuses to accept other AHS employment for which
he/she is not substantially disabled;

Whose injury or illness is the result of failure to observe AHS health or
safety regulations or the commission of a criminal offense; and

Whose injury or illness has been aggravated or delayed in healing by
reasons of the failure of the employee to have received medical
Lrealment or to have followed medical advice, except where such
treatment or advice has not been sought or followed by reason of the
religious beliefs of the employee.

11.1.3 Fringe Benefit Entitlement During Industrial Injury Leave.

Employees receiving Worker’s Compensation temporary disability benefits and
supplementing such payments with accrued paid leave or Worker’s
Compensation Supplemental Leave shall maintain and accrue all benefits to
which Lhey are entitled under this Memorandum of Understanding at 100% ot
their regularly scheduled biweekly hours immediately preceding an industrial
illness or injury.
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11.1.4 Leave for Medical Treatment.
Employees with an approved Workers’ Compensation claim who have returned
to work and are required by their physician to undergo therapy diagnostic tests
or treatment due to an industrial injury/illness shall receive Industrial Leave with
pay under the following conditions:
a. Treatments are being paid under Workers” Compensation;
b. The therapy diagnostic tests or treatment falls within the employee’s
normal working hours.

The leave applies only to the actual treatment time and reasonable travel time
not to exceed 30 minutes to and 30 minutes from the medical facility. Such leave
shall be granted for up to six (6) months following date of injury or original
return to work date whichever is later but shall not be granted once an
employee has been declared permanent and stationary. In no event shall leave
under this subsection and the employee’s actual work time exceed the
employee’s normally scheduled workday.

11.2  Services as Needed.

11.3

For those employees employed prior to June 1, 2003, in Services as Needed
classifications, the following shall apply: Employees in classes designated Services as
Needed or by the letter N who are absent from work due to an industrial injury or
illness, who had been receiving health and dental benefits, and who would otherwise
have worked and continued to receive such benefits but for the industrial illness or
injury shall continue to be eligible to receive health and dental benefits at the same
level as set forth in Article 17. Employees hired in SAN classifications after June 1, 2003
shall not be eligible for Supplemental Worker’s Compensation benefits.

Modified Duty Program.

a. Workers Compensation Injuries: AHS will exercise its best efforts to provide an
assignment to workers with temporary injuries who are capable of performing modified
duty for a period of up to ninety (90} days. If the employee’s condition is improving per
the employee’s workers compensation doctor and is able to demonstrate that
improvement relative to the expectations of the usual job duties, the modified duty
shall be extended up to an additional ninety (90) days.
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b. Non-work related health conditions. AHS will exercise its best efforts to provide
an assignment to workers with temporary health conditions who are capable of
performing modified duties for a period of up to ninety (90) days. If the emplovee’s
condition is improving per the employee’s treating physician and is able to
demonstrate that improvement relative to the expectations of the usual job duties,
the modified duty shall be extended up to an additional ninety (90) days."
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ARTICLE 12 EDUCATIONAL LEAVES AND TIME OFF

12.1 Unpaid Educational Leave.

A leave of absence without pay may be granted by the CNE/Bepastmentanager or
designee upon the request of the employee seeking such leave for the purpose of education,
but no one such leave of absence shall exceed a period of one (1) year.

12.2  Paid Educational Leave (“Education Leave”)
12.2.1 Eligibility.

Employees who are regular full-time or part-time with more than three (3) months of
continuous service are eligible for paid educational leave and an educational

allowance. {see Bdueational-AdlewaneeArtiele+55)

12.2.2 Amount of Paid Educational Leave.

Employees covered by this Memorandum of Understanding shall be entitled to
forty-cight (48) hours per fiscal year of education leave, prorated for part-time
employees.

If an employee requests to utilize his/her educational leave complying with Section
12.2.3 below and AHS denies the request, the employee may carry over each hour
denied up to a total of twenty-four (24) hours of educational leave in the following
fiscal year. The total accumulated educational leave may not exceed a total of
seventy-two (72) hours.

AHS will not deny education leave needed to complete courses required for
imminent renewal of licenses.

12.2.2.1 Education Leave and Allowance Tracking

When technologically feasible, education leave and education allowance use and
accrual will be accessible to employees in biweekly payroll records.

12.2.3 Approval.
AHS will approve eenstder applications for Education Leave provided:

a. The courses, workshops or seminars relate to the employee’s profession or
certification in an area of practice within AHS and there 1s a direct benefit to
the employee in maintaining or improving his /her skills in his/her current
position; and
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The employee provides a copy of the continuing education certificate, or
verification of attendance for such courses, workshops or seminars ptior to
payment for Education Leave; and

Such Education Leave does not interfere with staffing requirements or
patient care; and

A written request is received at least four (4) weeks prior to the
commencement of the class for which the Education Leave is to be taken.

12.2.4 Home Study.

An employee may elect to utilize all or part of the48-hours their Educational Leave
for home study. The home study course must meet the following and all other
criteria established for paid Education Leave.

a.

b.

€.

All home study must be approved prior to starting the course.
The course announcement must accompany the request for approval.

Employees will receive payment for Education Leave upon presentation of
proof of completion of a course.

o caleulation of time, one (1) continuing education contact hour will be
equal to one (1) hour of Education Leave.

Home study time will not be counted for overtime purposes.

12.2.5 AHS Requited Course.

a.

If AHS requires an cmployee to attend an educational ualmng program or in-
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Attendanceatprograms-under Seetion 122 5.a-abewe shall not be charged
against an employee’s annual Education Leave. American Heart Association
courses 1eq|_uLcd by AHS may be taken at any approved AHA education
provider, in Northern California, if there is no AHS course available to the
employee during the employee’s regular work shift. Reimbursement and in-
service leave will be used for required courses instead of education leave.

AHS will notify the emplovee of the scheduled training time and the hours

scheduled for the tr AININg or in-service.
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d. PM and Night Shift Employees. When AHS requires an employee to attend a
class of four (4) hours or more_outside of the emplovee’s normal work hours,
AHS will schedule the employee off either the shift before or after. AHS will

not change the work schedule if the class is fewer than four (4) hours.

12.3 Educational Allowance.

12.3.1

12.3.2

12.3.3

12.3.4

Educational Allowances for RINs.

A regular full-time or part-time emplovee with more than three (3) months of
continuous service AnyRN-whe-istegularly-scheduledatleast stcteenhoursper
weekand-exchasive-6ESANs may, upon the approval of the CNE/Department
Manager or designee of any plan submitted by such employee to engage in job-
related educational courses which shall maintain or upgrade the employee’s skills on
the job, or prepate the employee for promotional opportunities, AHS shall pay
approved educational expenses up to $1,500 per RN per fiscal year. More than one
educational plan may be approved in any fiscal year, but in no event shall the
allowance exceed $1,500 per RN per fiscal year. Employees shall recerve such
allowances on a first come-first served basis each fiscal year—{see Edueattonatbeave;

Books and Software Allowance. Employees who are regularly scheduled at least
sixteen hours per week and exclusive of SAN’s may utilize Educational Allowance
funds to purchase books and software related to their area of clinical specialty. The
books and software do not need to be related to particular course work but shall be
relevant to the work of the Nurse at AHS and shall be approved in advance of
purchase by the employee’s immediate supervisor. Employee will present receipt for
reimbursement. Employees may not utilize funds for purchase of hardware.

Specialty Certifications. Employees in the classification of Clinical Nurse II and
Clinical Nurse III, and effective 3/25/07, Clinical Nurse II 24/7 Uit and Clinical
Nurse I1I 24/7 Unit, who are regularly scheduled to work sixteen hours of more per
week and exclusive and SAN’s shall be reimbursed for the costs of the test and
renewal fees associated with approved nationally-recognized nursing professional
certifications. Any nurse who works at least fifty percent (50%) of his/her time in a
specialty, in which he/she is certified may be reimbursed for one of the nationally
recognized nursing certifications.

Educational Allowances for Advanced Practice Providers (APPs).

A regular full-time or part-time emplovee with more than three (3) months of
continuous service ﬁﬂr@xvhawﬁﬂh—mhtdﬂ}ed—&ﬁk%&wﬂ—&éa—hwﬁ
ek eluste 3 may, upon the approval of the CNE/Dep’utment
Man’lgel or designee of any plan submitted by such employee to engage in job-
related educational courses which shall maintain or upgrade the employee’s skills on
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the job, or prepare the employee for promotional opportunities, AHS shall pay
approved educational expenses up to §2,500 per APP per fiscal year More than one
educational plan may be approved in any fiscal year, but in no cvent shall the
allowance exceed $2,500 per APP per fiscal year. Employees shall receive such
allowances on a first come-first served basis each fiscal year.

12.3.5 Maximum Liability for Educational Allowances.

The maximum AHS liability under this section for both RNs and APPs shall not
exceed §200,000 in any fiscal year exeeptas-herem-provided.
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Tentative Agreement A
Alameda Health System & SETU Local 1021—RN Unit
March 17, 2021

ARTICLE 13 WAGES AND PAY PRACTICES
General Provisions

1. Effective Date of Salaty Increases: Wage increases and step advancements
referenced throughout this Agreement are effective on the fisst day of the pay period
following the date indicated.

2. Services-As-Needed Pay Rates: SAN employees shall be paid an hourly
rate fifteen (15%) percent above the hourly wage rate for regulac-status employees in the
same classification. SAN employees with benefits shall be paid an hourtly rate five (5%)
percent above the hourly wage rate for employees in the comparable classification. Current
non-benefited SAN employees carning more than 15% (more than 5% for benefited SAN
employees) ahove the comparable classification rate shall not be affected by this change.

Wages.
To support the guiding principle that AHS becomes an “Employer of Choice” in the health

care sector in the Bay Area, AHS cmployees should receive good wages based on the
following goals:

a. AHS wages should be comparable with benchmark data;

b. AHS wages should reward competence, clinical experience, and seniority;
and,

c. AHS necds to base its total compensadon package for employees on

affordability and the sustainability of the institution in the changing
healthcare environment.

Wage Scale and Step Progression.

13.3.1 AHS agrees to pay a retro-active wage increase from the pay period beginning July
12, 2020: 3% across-the-board increase. To qualify for the retro payment an
employee must be employed in the bargaining unit on the date the payment is madc.
Payment to be made within 60 days of ratification.

13.3.2 Effective pay period 10 (4/18/2021through 5/1/2021): 3% across-the-board
mncrease

13.3.3 1ffective the second full pay period of April 2022: 3% across-the-boatd increase
13.3.4 Lffective the sceond full pay period of April 2023: 3% across-the-board increase

13.3.5 Also cffective Pay Period 10 of 2019, the hourly rates for Clinical Nurses
and Advanced Practice RNs in tenure steps 1 through 7 will be increased by

Ne S0f)
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Alameda Health System & SEIU Local 1021-—RN Unit
March 17, 2021

an additional one dollac ($1.00) per hour and the hourly rates tenure steps 8
through 14 will be increased by fifty cents (50.50) per hour.
Specialty pay of 3% shall be giv en to PA/NPs in the following areas:
» - Surgery & surgical sub-specialtics
¢ Orthopedics
= Gl
e Cardiology
s ED

The parties agree to discuss any PA/NPs whao might be shared between specialty and nons®
specially areas.

13.4  Step Progression.

13.4.1 Step Progression Group — Clinical Nurse IT and I1I (CN II - I1I).

Steps 1 through 10 One vear berween steps I
Steps 10 through 14 - Two years between steps T __J'
R — : me
1. Calculating One Year of Service.

a} Nurses in the bargaining uait and scrving as 2 CNII or CNIIT since
June 10, 2012, without a break in serv ice, shall be credited with rm(:'
(1) year of service on June 10" of each year for purposus of step
progression. :

L) CNiIlsand CNllls hired on or a&er_]unc 11, 2012 shall bc crcdttcd
with on (1) year of service on their anniversary date. :

13.5 Wage Scale Progression / S(ep Placemem and Increases.
13.5.1 For pchbns employed as permanent or SAN Clinical Nurse IPs, 1IPs, wage
progression will be based on time in grade. Promotion or demotion between

CN 11, CN HI, and Clinical Nurse 11 24/7 Unit, Clinical Nurse 111 24/7
Unit, shall not affect s step wage pmgrcsnon Notc that step progr:.ssmn for
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¢) Yor persons employed as Clinical Nurse Specialist, PA/NP, PA/NP
SAN, Certificd Nurse Midwife, Cerufied Nurse Midwife SAN, wape
step progression will be based on hire date as follows and shall be
credited with one (1) year of service on their anniversary date.

Step | to Step 2

Six (6) months

Thirteen (13) biweekly pay
periods

Step 2 1o Step 3

Six () months

Thirteen (13) biweekly pay
periods

Step 3 to Step 4

One (1) year

Twenty-six (20) bi-weckly pay
penods

Step 4 to Step 5

One (1) year

Twenty-six (26) bi-weekly pay

periods

Step 5 to Step 6

Twao (2) years

Fifty-two (52) biweckly pay
periods

Step 6 to Step 7

Two (2) Years

Fiftv-two (52) biweckly pay
periods

Step 7 to Step 8

Three (3) years

Seventy-cight (78) biwecekly
pay periods

Step 8 to Step 9

Three (3) years

Seventy-eight (78) biweekly
pay periods

Step 9 to Step 10

Three (3) years

Seventy-eight (78) biweekly
pay periods

13.5.2 Step Progression Group: Certified Registered Nurse Anesthetist
(CRNA): CRNA’s step progression will be based on hite dare as follows
and shall be erecited with one year service on their anniversary dave.

ps 1 rhrraugh 2

l St:,p‘: 2 thmugh 10
l
L

One year benween steps

Two yuars between steps
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13.6 New Hire Placement

An initial placement on the appropriate wage scale may be made at any step, provided the
request has been authorized by the AHS Human Resources Department.

Nursing Department Hiring Criteria Guidelines

CN 1 (4640)
Step Experience |
] Nurses with less than 6 months expericnce i
et e b T i

©13.6.1 After completion of six months’ work experience (based on date of hirc)
automatic progression o CN 11~ Step 1.

13.6.2 Candidares with a Bachelors’ Degree and less than 6 months” experience will
continue to be hired at the CN 1 Level.

13.6.3 Bachclors’ Degree equivalences will be applied after 6 months with AHS, :
wherein they will be moved into CN 11 — Step 2.

All other classifications

i Steps Hiring C'rile:iix_
BN | 12 months experience
|2 24 months experience
{3 36 months expericnce |
4 48 months experierice B
5 60 monrhs experience
| 6 84 months cxperience B
1.7 | 108 months experience -
| 8 144 months expenence
e Rachclors’ Degrer equivalency equals 6 months’ experience
° Masters’ Degree equivalency equals 12 months’ experience (Example

~ A manager may hire a CN 11 - at Step 3 if the candidate possesses
two years' experience and Masters’ Degree.)

13.7  Pay for Transfers/Promotions.
13.7.1 An employee who wansfers to a classification with the same compensation

rate shall be placed in a step rate that will not resule in a reduction in pay,
and rthereatrer shall advance in the schedule in accordance with this Article,

NE $/)/7\_J
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The employee shall retain their yeats of service for purposes of step
progression in the new dassification.

An employee who transfers to a classification with a lower compensation
rate shall be credired with his/her service in the previous position
compensation rate and thereafter shall advance in the schedule in
accordance with this Article. The employee shall retain their years of service
for purposes of step progression in the new classification. »

An employee who is promoted to a classification with 2 higher
compensation rate shall be placed at the step which is at least five percent
(5%) above the rate he/she was recciving in the lower level classification
provided, however that the pay does not exceed the top of the pay range of
the higher classification. The employee shall retain their years of service for
purposes of step progression in the new classification.

All payroll errors in excess of fifty dollars ($50.00) that are based on errors or omission of
the Payroll Department and/or the Manager/Supervisor, shall be adjusted within three (3)
business days of receipt of written notification to the Payroll Department. This notification
will include an explanation of the crror to be signed by the Employce and Department
Manager. As Specified in the written or faxed notification, the checks can be picked up by
the Employee or Manager or mailed o the Employee’s address on file. Employees will
report all payroll errors to their managers as soon as possible. Payroll errors resulting from
employce errors, c.g., not recording correct clock-in/clock-out time, will be paid by the next

pavroll cycle.

For employces covered by this MOU and effective the date of the implementation of the
Lawson payroll system, pay warrants shall include itemized payroll codes and an explanation
of said codes. In addition, employees shall have aceess to a full listing of the meaning of all
payroll codes necessary to understand the pay warrant. The list of codes shall be available on
cach nursing unit and, upon request, available to cach employee.

13.91

Accurate Time Keeping. AHS is responsible for ensuring that worktime is
accurately and contemporancously recorded. Employees will cooperate with
AHS to accurately and contemporancously record their worktime.
Depending upen the capabilitics of the payroll and tmekeeping software
being utilized, AHS will make daily timekeeping records available to
employees within two business days (excluding holidays and weekends) of a
written or cleetronic request by the employee or the Union. Prior to the
issuance of a paycheck or the electronic deposit of an employec’s pay, AHS
will notify the employee of any variance to the employec’s normal or
cegularly scheduled worktime and of any changes to the employee’s normal
and regular rate of pay. AHS will endeavor to notify the cmployee of such
variances in sufficient time to allow for the correction of an crror prior to

Y"" %l(\‘r\
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the payday. AHS may satisfy the requirements of this provision by providing
the employee access to his/her clectronic time and pay record prior to the
applicable pavday.

For SEIU Local 1021: For Alameda Health System:
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ARTICLE 14 OVERTIME

14.1 Overtime Work Defined.

Overtime work shall be defined as all work performed in a workweek in excess of 40 hours
worked (not paid for) in any week. A week is defined as Sunday through Saturday. Overtime
is also defined as all hours worked in excess of the employee’s regularly scheduled hours
worked (not paid for) in any one day. All overtime is paid at the rate of time and one half the
rate as calculated pursuant to the Fair Labor Standards Act regulations

14.2 How Overtime Is Authorized.

Work for AHS by an employee at times other than those scheduled pursuant to Article 6
shall be approved in advance in writing by the CNE/Department Manager or Designee, or
in cases of unanticipated emergency, shall be approved by the CNE/Department Manager
or Designee, after such emergency work is performed. No employee shall perform work
beyond his/her regular schedule unless such work has been approved by the
CNE/Department Manager or Designee. Overtime will only be offered after extra shifts or
hours have been offered to eligible emplovees on a straight time basis. Overtime shall first
be offered on a voluntary, rotating basis, beginning with the most senior employee within
the worlk unit capable of performing the work required. A list will be maintained in each
scheduling unit with the names of employees interested in overtime. Employees may be
added to or removed from this list on a monthly basis. In the event there are no volunteers,
existing practice of covering vacant hours or shifts shall be followed.

14.3 Rates Defined.

For the purposes of this section, the base hourly rate shall be the houtly rate as set forth for
each classification in Appendix A.

For purposes of this section, the regular rate shall be as defined under the Fair Labor
Standards Act (“FL.SA”) and, consistent with the FLSA, shall include additional
compensation such as applicable premium payments pursuant to Article 15 of this
Memorandum and other premiums and differentials as applicable as specified under the
FLSA.
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14.4.1 Eight Hour Shifts — Double-time.

Notwithstanding 13.1 above, persons who work a standard eight-hour shift, shall be
compensated at two (2) times the employee’s hourly rate as defined in Article 14.3
for all ime worked in excess of twelve (12) consecutive hours worked provided such
work spanned two (2) complete consecutive shifts.

14.4.2 Twelve Hout Shifts.

Persons assigned twelve (12) hour shifts shall be compensated at time and one half
(1.5x) the regular rate for all hours worked after twelve (12) consecutive hours and
less than sixteen (16) consecutive hours. If the employee 1s scheduled to work works
sixteen (16) consecutive hours or more, all time worked in excess of twelve (12)
hours will be paid at the rate of two times (2x) the employee’s hourly rate.

14.4.3 Overtime Payment — 10-Hour Shifts.

Persons assigned ten (10) hour shifts shall be compensated at time and one-half
(1.5x) the regular rate for all hours worked after ten (10) consecutive hours and less
than sixteen (16) consecutive hours. If the employee works sixtcen (16) consecutive
hours or more, all time worked in excess of twelve (12) will be paid at the rate of two
times (2x) the employee’s hourly rate.

14.4.4 Pre-scheduled Shifts for Per Diem (SAN’s).

If a part-time or Per Diem employee is pre-scheduled for an eight (8) hour shift all
hours worked in excess of eight (8) hours will be compensated at rates as defined
above.

14.4.5 Pay for Work performed During Meal Period or Carrying a Pager
during his/her meal period.

When an employee is specifically required to work and/or directed to carry a paget
during his/her meal break, and be available to work upon being paged, the meal
break period shall be considered work time for the purposes of Article 6 and shall be
paid at the applicable overtime rate for the time worked during the meal period. Said
overtime will be paid pursuant to Article 14.1. Eer-PA/NPs who-havescaived-theis
P R AL ST ,
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14.5 When Overtime Shall Be Paid.

Compensation for overtime wotk shall be paid not later than the completion of the pa
np _ aan p4 : P pay
period next succeeding the pay period in which such overtime was earned.
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16.2

16.3

16.4
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ARTICLE 16 SERVICES AS NEEDED (SAN) EMPLOYEES.

A Services-As-Needed (SAN) employee must meet and maintain all requirements ideadified.

Pusrpose. To supplement unit based staffing on an as nceded basis to maintain cstablished
baseline (full and part time permanent employces and SANs who are assigned to a primary
arca of work) statting guidelines.

General Requirements.

16.3.1

16.3.2

16.3.3

16.3.4

16.3.5

16.3.6

16.3.7

16.3.8

Scheduling.

16.4.1

Evidence of current licensure/certification and competency must be on file
with the Human Resources Department as applicable to the deparement.

Minimum cxperience must be consistent with applicable job description.
For nursing specialty areas, must have one-year full time expetience in
primary clinical area or 2 years in the critical care arca and meet all
cstablished standards for that clinical area.

Participation in Annual Competency Review/Skills Fair is mandatory and
will be reimbuesed.

SAN staff is invited to attend optional in-service programs on their own
time.

Clinical Oricnration will be requited for not less than onc weck per the
policics of the assigned clinical area/department.

SAN staff must follow rules, regulations, procedures, and protocols of AHS,
hospital, department and specific assignments.

All SANs are subject to disciplinary action pursuant to Article 23.

It is at the discretion of Department Manages/Designec to reassign a pre-
scheduled shift ro another equivalent clinical arca based on need,
qualifications, and competency. (This statement means that a SAN booked
for 715 but needed on 7W can be reassigned (floated) as long as the required
competencies are met.)

Confirmed/awarded shifts for SAN employees will be posted at least 10
days prior to the schedule start dace. 1f an 8-hour SAN employee schedules
himself/herself for a 12-hour shift on a 12-hour unit, the SAN will he paid
at the straight time rate, except that all hours over 40 hours per week are 1o
be paid at the overtime rate. Regardless of whether a SAN employee is
normally designated to work on a 12-hour Unit, should the SAN be

N<4MN
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16.4.3
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scheduled into an 8-hour shiff, any hours worked bevond the initial 8 hours
shall be paid at the overtime rate.

Repular Full-time and Regular Part-time emplovees will have preference in
choosing shifts (up to 40 hours) over SANSs (inclusive of 120:day Retirees)
who will have preference over registry/eravelers.

Scheduling of all SAN Employees (inclusive of 120-day Retirces) will be
done in the following order:

SAN Emiployees whe are scheduled to fill temporary vacancies by rotating seniority

order.

SAN Employees within their clinical area by rotating seniority order.
SAN Employees scheduled outside their primary area by rorating seniovity order.
SAN Employees working overtime in rotating seniority order.

When a scheduling conflict exists berween 2 ar more SAN Employees (inclusive of
120-day Retirees), the most receatly cancelled Employee shall be awarded the shift.

Should

two or more employes in conflice all be cancelled for the same shift,

seniority shall govern.

16.4.4

‘Should a position (or block of schtdulc} become available duc to an
extended absence, separation, etc., that block of shifts shall be made
available to regular AHS f:.mployccs (Full-time up 1o 40 hours, parc-time up

‘ :; to 40 hours, SANs (inclusive of 120-day Retirees)) for 120 hours (5 davs). If

after 120 hours, no regular AHS employee who possesses the skills

- necessary for working the assignment has taken the agsignment, AHS may

16.4.5

offer that block of shifts to a traveler. The final dcc1510n of who is given thc
temporary assxgmnent is at the dlscrctlon of thc man.lgcr

Confirmation of SAN employee shifts will be dctcrmmc—d h\' rhc following
criteriaz and in che order lisred:

SAN emplovees assigned to fill temporary vacancics.

Additional shifts above availability requitements that will not result in
premium overtme.

N(..
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16.4.6 When a SAN employee agrees to come in as a late call, they will be paid
from the time of the call if they artive within 1 hour of the call. IT they ardve
after | hour of the call, they will be paid from the time that they arrive.

16.4.7 1f no shifts are posted or available for a SAN in their home unit and they
have informed the manager of availability the SAN deemed to have fulfilled
their availability requirements under this Article,

16.5 SAN Availability Requirements.

16.5.1 A SAN employee shall be available for four (4) shifts per four (4) week
scheduling period, two (2) of which shall be weekend shifts. SANs must
make themselves available and/or take shifts on days that have openings for
which they arc needed. For the current computer program, for example,
that means being available and taking shifts on days that are marked open.

16.5.2 A SAN employee may request inactive/unavailable status subject to a sixey
{60) day advance notice, except in emergency situations. Such leave is
subject to a thirty (30) day per year limit and shall not be made during the
holiday season (described below).

16.5.3 A SAN employec must be available to work at least owo (2) designated shifts
in the holiday period and shall work a minimum of one (l) shifts for the
holiday period deseribed below:

Thanksgiving Day
Christrmas Eve (NOC's)
Christmas Day

New Year's Eve (NOC’s)
New Year Day

@ @ & o o

SANs will make their choices by listing in order of priority all of the five holidays
above they would prefer to work, with the first being their highest preference and -
the last being the lowest. IEach SAN will then be assigned holidays:to work to mect

the minimum requirements above in this pangraph

The proccss of 4 1551gnmg holidays will bc complucd and ﬁnah/ed by Octobcr I 6f .
cach year.

EXCEPTIONS: SAN cmployeces only wonkmg in arcas which are closcd on
weekends and holidays are exempt from the wu.kcnd and holiday requitement

; NE
g]!’ﬂ
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16.6  Cancellation of SAN Employees’ Shift.

16.6.1 Cancellarion nf a SAN employee (inclnsive of 120-day Retirecs) will be done
in the following order:

1, SAN employee working overtime in rotating inverse seniority order.

2. SAN employees scheduled outside their primary area by rotating inverse
senlority ocder.

3 SAN employees within their clinical area by rotating inversc seniority order.
4. SAN employees who are scheduled to fill temporary vacancies by rotating

inverse seniotity order.

16.6.2 When a scheduling conflict exists between 2 or more SAN Employees
(inclusive of 120-day Retirces), the most recently cancelled Employee shall
retain the shift. Should two or more employees in conflict all be cancelled
tor the same shift, seniority shall govern.

16.6.3 Cancellation of a shift by a SAN employee will follow standard department
procedures. SAN cancellation must have manager approval. A SAN may be
cancelled by the staffing office, house supervisor, manager or manager
designee.

16.6.4 Canccllation of a shift by the designated department representative will
occur a minimum of 2 hours prior to the start of chat shitt.

16.6.5 1fa SAN employee has been advised thae his/her shift was canceled, the
shift will count towards that SAN’s availability.

16.7  Convertsion of Services-As-Needed Employees to Regular Status.

If a Scrvices-as-Needed (SAN) employee is assigned to work a regular part-time or
full-time schedule for four (4) moaths during any tolling cwelve (12) month period
and subject to the other conditions of this paragraph, the SAN or the Union may
request the SAN be converted to a repular part-time or full-time position. The
rolling twelve (12) month period is counted backward from the date of the request
for conversion. Upon receiving the request and verifying cligibility, within sixty (60)
days, AHS will convert the SAN employee to a regular employee.

The four (4) month qualification period will notinclude hours during which the
SAN is filling a position or a vacancy created by an approved and documented long
term Jeave or if filling a position for an employce on vacation or udlizing PTO. A
long term leave for purposes of this paragraph is an approved leave of five (5)
worcking days or more,

4 NC< f///u
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A SAN assigned to work the equivalent of a part-time schedule will be converted to
a regular part-time position, and the SAN assigned to work the equivalent of a full-
time schedule will be converted to a regular full-time position.

If theee ds not  vacant pbsiﬁdn in the dcpartmenfdr unit in which the SAN is
working at the tme of the requested conversion, AHS may convert the SAN by
offering the SAN a regular full-time or past-time position in the same classification in
another department or unit where there is a vacant position. AHS will not refuse or
fail to convert an eligible SAN based on the lack of a vacant position.

SEIU Local 1021 or the employee may submit a form to the Human Resources
Department requestng review for conversion.

If the SAN employec is filling a vacancy created by a regular employee who is on 2
leave of absence, the SAN employee's request (for conversion) will be considered
after expiration of the leave. When the regular employee returns to work, the regular
emplayee may be entitled to return to the position occupied by the SAN in
accordance with applicable law, as well as AHS policies and procedures. When the
regular employee returns to work the provisions of Article 21 may apply.

When the employee requests to be converted to full or part fime statas, AHS Human
Resources Department will conduct audits to determine the employec's eligibility for
conversion based on the eriteria established above and to assess departmental
staffing needs.

Disputes regarding such conversions shall be subject to Article 23,10, Grievance
Procedure.

For SEIU Local 1021: For Alameda Health System:
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ARTICLE 19 PERSONNEL CATEGORIES AND JOB DESCRIPTIONS
19.1  Categories of Employees.
19.1.1 Employee Categories Described.

There shall be three (3) employee categorics: {aj Full-time; (b) Part-time; and (c)

Services As Needed (“SAN™).

a. A Regular Fuli-time Jimployee is one who occupies a position with a pre-
determined work schedule of forty (40) hours per week.

b. A Regular Part-time Employec is one who occupics a position with a pre-
determined work schedule of at least tweaty (20) but less than forty (40)
hours per weck.

<. A SAN cmployce is one who is employed intermittently, as needed by AHS.
19.2  Classifications.

Changes to Existing Classifications. If AHS is proposing any changes to job
titles, and/or job descriptions, it shall provide at least 30 (thirty) days’ notice to the
Union. The Union may request to meet and confer over the effects of the changes
being sought provided such request is made within the thirty (30) day notice period.
The partics may continue to ncgotiate after the notice period, but such discussions
shall not delay implementation of the changes.

19.2,1 Classification Specifications.

AHS shall mainrain written specifications for each classification. Each specification
shall ser forth a descriptive classification title, a definition oudining the scope of
duties and responsibilitics of positions in the classification, the minimum
gualifications for the classification, and such other information as appropriate.

Any classification specification may be reviewed by the Union or any employee and,
upon request, a copy of any classification specification will be provided to the Union
or any employee, subject to the fees allowable by law. The Union will receive a copy
of any new or revised classification description at the time of issuc.

19.2.2 Interpretation of Classification Specifications.

The classification specifications are descriptive and explanatory and not restrictive.
They are intended to indicate the kinds of positions that should he allocated to the
various classifications. The use of a particular expression or illustration as to dutics
shall not be held to exclude others not mentioned that are of similar kind or quality,
nor shall any specific omission necessarily mean thar such factor is not included.
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The language of the specifications is not to be construed as limiting or modifying the
authority of aa AHS CNI:/Department Manager or designee to direct and control
the work of employees under his/her jurisdiction or to alter their duties and
responsibilites, as may be necessary in the efficient conduct of the business of AHS
except that it shall be the responsibility of the CNE/Dcepartment Manager or
designee to report to the Director of Human Resources Operations promptly any
substantial change in the duties and responsibilities of any position under his/her
jurisdiction.

In determining the classification, the specification shall be considered in its entirety.
Consideration shall be given to the general duties, specific tasks, responsibilities, and
minimum requirements, as a composite description of the kind and level of work the
classification is intended to embrace. In order to determine the level and proper
grouping of the classification within the plan, its relatonship to other classifications
also must be considered; therefore, each specification is to be read and interpreted
with this relationship in mind.

Reclassification Request

An employce who believes that he/she is being worked out of classification, and who
believes that there bas been a substantial change in his/her dutics, which are not covered by
the classification, may first request a review and resolution by the Human Resources
department. Human Resources shall respond to the request within forty-five (45) calendar
days. If the issuc remains unresolved, he/she may submit the matter for resolution through
the grievance procedure.

Assignment to Special Project.

An employee who 1s assigned to a special project retains right to return to the employee’s
regular position.

Part-time Employees Increasing FTE.

If a part-time employee works in excess of their FTE for sixteen (16) consecutive weeks,
upon their written request to the Department Head, or their designee, their FTE will be
adjusted to reflect the extra work. The FTE adjustment shall not be made if the extra
hours were worked to backfill for a position or a vacancy created by an employee on an
approved lcave.

For SEIU Local 1021: For Alameda Health System:
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Page 1of 5

20.1

ARTICLE 20 JOB VACANCIES, POSTING AND BIDDING

Posting Vacancies.

20.1.1 Posting of Vacancies.

A. Unit Vacancy. When vacancies covered by this MOU occur, an announcement for

transfers will be posted in the unit where the vacancy exists e+fsessty by the
manager for at least seven calendar days and will be filled from internal qualified
applicants in the same title within that unit in accordance with the provisions of
this article. Preference shall be given in order of bargaining-unit seniority as

defined in Article 21, first to regular status employees in-the same

elassifieation-as-the vaeaney, then to SANs in-thesame-classifieation-as-the
¥aEANCY. ﬁnﬁﬂﬁﬁﬁﬁfé%@%bé@ﬂ—lf after posting the position for seven

days, there are no applicants, the position will be posted by Human Resources
electronically for both internal and external applicants.

1.

TUE0R e pp To P

For purposes of this section on posting, unit sed=fredtty=re defined as:

SNF

Inpatient Rehab

JGPH

Maternal Child Health
Med Surg 8 Telemetry
ED and Trauma

ICU, SDU

OR, PACU, same day Surgeify/ GI
Cath Lab/short stay
Ambulatory Care

1) Highland Clinics

11) Eastmont
111) Hayward
1v) Newark

V) Outpatient Psych

Additional units may be added during the life of the agreement with the agreement

of both parties.

Promotions will be posted electronically for both internal and external applicants.

All internal applicants who apply during the furst seven days will be interviewed and
considered pursuant to Article 20.2 below before external candidates. This does not
prevent AHS from filling a posted vacancy on a temporary basis not to exceed sixty

1
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(60) days prior to filling the position. The foregoing sixty (60) day limit shall not
apply to situations where AHS 1s hllmg a position temporarﬂy vacant because of a
leave of absence or because no qualified applicant has applied for the position.

20.1.2 Notice to Unions.

When vacancies occur in positions subject to this MOU, AHS shall notify the Union
and shall afford an opportunity to send potential applicants.

B. Hospital-Wide Posting. If, after posting the position for seven (7) days in the
unit where the vacancy exists, there are no qualified applicants, the position
will then be posted on the AHS jobs site. All bargaining unit employees
employed by the Hospital may apply for the vacant position and shall be
given preference in filling such vacancy on a bargaining-unit seniority as
defined in Article 21, first to regular status emplovees in-the-same
elassifieation-as-thevaeaney, then to SANSs in-the same elassifieation-as-the
vaeaney, then to any other qualified bargaining unit applicants, then
externally to non-bargaining unit applicants.

20.1.3 Special Job Requirements.

Special job requirements shall appear on position postings (such as clinical and
program requirements, certifications or bilingual proficiency). If SEIU reasonable
believes that position requirements are being tailored to exclude certain internal
candidates, the Union will bring such concerns to the attention of the CHRO who
will investigate and adjust the requirements accordingly.

20.1.4 Use of Travelers

Quatterly, each department will be available and prepared to meet with the
appropriate SEIU Labor Representative and Patient Care Committees to discuss
anticipated use of traveling nurses, and to update the Union on the current use of
travelers.

20.2

20.2.1 Promotion and Qut of Classification Transfer Preferences.

2y An essrent employee is deemed qualified for a promotion or out-of-classification
transfer il they:

1. mray-apphforam-postedracaneyby-subsr

strdbbenwardedm-theorderdstedbelow—tethe hey are the e most senior employee

who meets the qualifications for the position. Ehepriorsentencedssublecttoth

2
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iv.

vi.
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& the applicant employee does not have a “Reminder 2 or higher on record

within the last 12 (tw'clv’e} months prior to the filing of the application for the

vacant position; #=ageod-standing=Siwheresnemployesisapplyngfors

é'ff preTre | 5 : D8 P 1 Y A ! el !‘l o
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2 2
5 & = and
&3-the applicant employee has set been in their current swardednew=position for for
a minimum of #thepast six (6) months. This-requitementmaybe-waived-at
fhe&ele—ﬂaﬂ-gfmb}eﬂﬁefeﬂmﬂ% —whichshallstartaftersuch-tirmens
1 h i | 1o L17 and : 22
theemployeecompletedspeenlty-trninine—"Coodstanding™meansthat-therehas

o
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Regular full-time and part-time employees from the same scheduling unit.

Regular full-time and part-time employees from the same clinical area.
Regular full-time and part-time employees in other scheduling units.
Services-As-Needed employees from the same scheduling unit
Services-As-Needed employees from the same clinical area.

Services-As-Needed employees from other scheduling units.

| B e

et tere afll_)u\.u;xu.q, H=brrere—are=trcr St FEHEE T B B B e

AHS may hire from the outside or a less senior employee (including in 2 manner that does

not follow the sequence outlined above) instead of a qualified internal senior
applicant, if the scheduling unit is short-staffed and the less senior employee or
outside apphcant is substantially more experienced and/or has substantial t1a1n1ng
and education in the clinical area in question such that hefshe they does not require
extensive orientation, or if the unit in question is adequately staffed but with few
relatively experienced RNs and AHS needs an experienced RN on the unit to
provide a sufficient mix of fully qualified RNs to ensure quality patent care. If the
position is awarded to a less senior employee or an outside applicant, the Chief

Human Resource Officer must approve.
4]1]@ s
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20.2.2

20.2.3

20.2.4

20.2.5

20.2.0

Notice owaarding of Position.

Employccs submitting a written bid for a posted vacancy under this subsection shall be
informed by the Medical Center if they have or have not been awarded the vacancy.

Resteictieon-eon-Written Bids.

It 1s understood that any written request under this Section is limited to vacancies e
¥ H ' =i % ddaie ALY

; L g " &
PrtemT ot it PR R ST e e Tt O Gy T w oy

Displaced Employees.

Employees on displaced status may submit a bid for an existing or potential vacancy under
the provisions of this Article and such bidding rights are in addition to the employee’s recall
rights as provided in this MOU. It is the employee’s responsibility to initiate any such bids,
and the Medical Center has no responsibility to notify displaced employees as to posted or
potential vacancies.

Maintenance of Seniority List.
AHS will maintain a current seniority list of employees separated by classification,

department, and category, i.e., full-time and part-time, in one grouping and Services-As-
Needed in another grouping.

Fransfer; Prometion—and Return to Previous Position.

When an employee sshe-is promoted or transferred to a position covered by this MOU,

atany-time-durine—thefirst he/she z‘;lm]J scwe?thirty (30) calendar days afterstarting—in

: o spenTvaeant—and _ ;
e= evaluation period. At the discretion of the manager, the

evaluation period may be extended for a period not to exceed an additional forty-five (45)
days. The parties may agree on longer petiods for training programs. The employee will be
given a reasonable period of orientation. If, within the evaluation period, AHS decides in-its
sole-diseretion that the employee is failing to perform his/her duties in a satisfactory
manner, AHS shall return the employee to the position he/she occupled prior to the
promotion or transfer.

How are staff notified when a promofion or transfer happens and it is awarded to the
applicant(s)

EAN

Neshiy
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20.3

20.4

20.5

20.5.1

Rehire-and-Reeall: <move to Article 21 — Seniority, Probation and Reduction in
Force>

An-employeewho-istehired-orreealled-within-twenty-four (24 months-fronrthe
terrn W&Iwﬁﬂ%ﬂ%&%ﬂﬁmﬂwﬁhﬁmﬁm}ﬂu% ayertf-poley;
she fh&tum—m—mﬁmﬁﬂep—ﬂﬂd%emeﬂ—ﬂe&uﬂ-ﬂ te-mebshlhave ustheroromal

entority-dateradfustedforthe-period-whennetemployed-by-AHS:
CRNA Hiring Criteria.

The union and the Department of Surgery shall meet for the purpose of establishing criteria
for CRNAS participation in the CRNA hiring process.

RN Residency Program.

The parties agree that new graduate registered nurses hired into training programs will be
hired as Clinical Nurse I for six (6) months. At the conclusion of the six months, the Clinical
Nurse I will be moved up to Clinical Nurse II.

In addition, new graduate registered nurses will be probationary for six (6) months. The six
months shall begin following successful completion of the residency program. RN restdency
programs may vary in length.

AHS will make every effort to hire 50% internal staff and 50% new grad RN applicants into
training programs in specialty areas (OR, ED, ICU, FBC, and SDU). RN Residency and
Specialty Training programs will only accommodate full ime employment status.

Path to BSN for ADN Diploma RNs

AHS and SEIU Local 1021 will meet within 90 days of ratification to determine whether

AHS through education subsidy, scheduling and paid and unpaid leave arrangements can

offer a range of supportive paths for ADN RNs or Diploma RNs to balance work, family
and school obligations while they pursue a BSN degree within a defined period of time.

2 N S()])\B
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21.1

21.2

21.3

214

21.5

ARTICLE 21 SENIORITY, PROBATION AND REDUCTION IN FORCE

Seniority Defined.

“Seniority” means the total length of unbroken service with AHS commencing with the
employee’s most recent date of hire in a regular fulltime or regular part-time position
represented by the SEIU RN or General Units. SAN employees shall have “seniority
among themsclves” based on hours worked. Upon conversion to a regular fulltime or regular
part-time position, 2 SAN employee will be assigned a date of hire based on hours worked
with 173.3 straight-time hours worked as a SAN equaling one month of service provided
that under no circumstances shall an assigned date of hire be earlier than the employee’s first
date of work at AHS. Hours worked as a SAN shall not serve as a credit for accrual of paid
benefits unless otherwise provided for in the collective bargaining agreement, or otherwise
agreed to by the parties.

T'ransition.

Employees who were employed by the County of Alameda and who were hired by AHS on
January 10, 1999 without a break in employment shall retain their County hire date for
seniority purposes in accordance with 21.1 above.

Break in Service.

For the purposes of this article, a “break in service” shall be the following:

° A resignation;

° Retirement;

o A termination for cause;

e A displacement (lay-off) exceeding twenty-four (24) months;

. The employee has not performed any work or was not on paid status in the previous
twelve (12) month period of time; or

o Accepting a position and working six (6) consecutive months in a classification at

AHS that is not represented b

y SEIUsretwotking-si{6)-consecutive-months-ina

i’-‘fﬁf&fﬂﬁ T

Adjustment of Seniority Date.

An employee’s seniority date shall be adjusted by the period of an authorized unpaid leave of
absence exceeding six (6) months.

Ties in Seniority.

In the case of a tie in seniority between two (2) or more employees, the date the employees
submitted their applications will break the tie.

]
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21.6  Rehires and Recall.

See Article 20 Job Vacancies, Postings and Bidding, aund Rehire and Recall, for provisions
covering recall and rehire,

21.7  Probation Periods.
2171 Newly Hired Employees.

Employees newly hired by AHS shall serve a probationary period of six (6) months
of paid time commencing with their hire date.

21.7.2 Transfers During The Probation Period.

An employee may not transfer to another position within AHS during his/her
probation period without the permission of AHS. Such pernussion lies within the
sole discretion of AHS and is not subject to the Grievance procedure in Article
23.10. An employee who so transfers shall commence a new probation period.

21.7.3 Grievability Of Discharges Of Probationary Employees.

Any employee serving a probation petiod may be discharged without recourse to the
grievance procedure, except where it is alleged that AHS has violated the provisions
of Article 2, No Discrimination.

21.8  Evaluations.

21.8.1 Purpose.

The purpose of evaluations is to assist the employee in his/her development.
Employee development should be ongoing. Evaluations shall not be a substitute for
or an initiation of the disciplinary process but will setve Lo 10 afy an employee that
his/her performance or attendance is marginal and may lead to discipline.

21.8.2 Timing/Scope.

a. AHS shall make best efforts to conduct a performance evaluation for each
employee on an annual basis. Newly hired employees, generally, will receive
a written evaluation upon completion of thirty (30) and ninety (90) days of
employment.

b. 'I'he written performance evaluation shall cover only the current rating of the
period since the last evaluation.

2 /V“g/)/XJ
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e The employee's supervisor shall meet with the employce to review the
employee's written evaluation before the evaluation is finalized unless such a
meeting is not possible. The evaluation will not be placed in the employee's
personnel file prior to the employee having the opportunity to review the
evaluation.

d. The employee shall be entitled to add his/her written rebuttal which will then
be filed in the employee’s personnel (H.R.) file with the evaluation.

21.8.3 Grievability.

a. The contents of evaluations are not subject to Article 23.10, Grievance
Procedure.

b. Promotions. This section does not prohibit an employee from grieving a
denial of a promotion if such a decision was based in whole or in part on an
evaluation.

C. Transfers. Evaluations shall not be used to deny an employee a transfer. For

the purposes of this section, a “transfer” occurs when the employee changes
his/her position but remains within the same classification.

219 Displacement and Employment Security.
21.9.1 Employment Security.

AHS will provide employment security to bargaining unit employees by making
every effort to avoid displacing employees (e.g., reduction in force, reduction in
hours, elimination on a temporary, indefinite, or permanent basis, etc.) insofar as it is
feasible. There shall be no daily cancellations except that nothing herein shall
preclude AHS from continuing its practice of canceling shifts of SANs and extra
shifts. Pursuant to this paragraph and to accomplish AHS’s commitment stated
therein, AHS and SEIU agree to establish a Work Force Planning Committee. The
Committee shall convene for Work Redesign and Reductions in Force.

21.9.2 Payment of Committee.

Representatives on the Committee will be provided paid release time whenever such
meetings occur during the employee’s work hours, provided that such time shall not
be considered work time for the purposes of Article 14, Overtime.
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21.9.3 Frequency of Meetings.

The Committee will meet at least once a quarter. In the event of a reduction in force,
the Committee shall meet at least weekly. Additional meetings will be scheduled by
mutual agreement.

21.10 Work Redesign

In the event that AHS plans to engage in work re-design which will have a material umpact
upon employces represented by SEIU Local 1021, it shall notify the union in advance,
provide SEIU with a comprehensive plan for the redesign as detailed in the Side Letter and
shall, upon request, meet and confer with the Union prior to implementing such changes.
For the purposes of this paragraph “material impact” means a change in the wages, hours or
other terms and conditions of employment. If the redesign is projected to result in any
reduction i SEIU members, it will be addressed through the Reduction in Force process
below.

The Union may request the Workforce Planning Committee meet concerning proposed
schedule changes of more than three employees in a department; however, such discussion
shall be limited to 30 calendar days from the date of the request unless continued by mutual
agreement. Unless there is an emergent need, such schedule changes will not be
mmplemented until the Workforce Planning discussions are complete or after the 30 calendar
day hmut, whichever comes first.

The work of the Committee will include but not be limited to developing training, cross-
training, promotions, educational opportunities, measures to internalize services performed
by external providers, including registry and temporary workers. In addition, they may
convene to consider projected changes in health care.

21.10.1 If AHS decides to implement new technology that affects the terms and
conditions of bargaining unit members’ employment, it will provide
sufficient notice to the Union field director in order to allow SEIU-Local
1021 the opportunity to meet and confer with AHS concerning the effects
of the new technology on the terms and conditions of bargaining unit
members' employment. <The above section was in Art 6 of SEIU version>

21.11 Reduction in Force.

In the event AHS-iscontemplating of a reduction in force, each-manapereordirector-of-the
atteeted-rea AHS will eomplete notify SEIU in writing no fewer than fiftyv-one (51)
sixty-{60)-forty—five {45} calendar days prior to the effective date of the reduction in
force. This notice will include a justification for the reduction in force. «

ERrR el ansta sattaeala gl ATTC 2] i B T Ll e e = Py pan [P SRS - ;l—iﬂ‘
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forecandarmehthesatonale—The justification rationale will include what alternatives to
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layoffs were contemplated and/or implemented in lieu of layoffs, a justification for the use
of temporary, probationary or SAN employees as well as other pertinent information. AHS
is alse committed to promote transparency, accountability, and full communications in
compliance with its obligations under state and local laws. The parties will meet and confer
as part of Workforce Planning over the impact of the layoffs on employees for twenty-one
(21) thise{30) fifteen days. If. after the meet and confer process, employees will still be
subject to reduction in force, those employees will recetve a thirty (30) d'l\ notice of lavoff.
during-the-45-day notice-period. ¢ < oy e
*ﬂﬁpfﬁ’rﬂﬂ‘&th“ﬂ@-fhj-rﬁﬁﬂﬂ—ﬂﬂﬁ{ﬂﬁﬂﬁﬂ——mﬂj—

Mmeasutres:

tedﬁced—‘md—ﬂae—pfepesed—eﬂfeetﬁ%-dﬂe-

esteess

up-to-a-mrsimum-ofanother 30-days: The subjects of these impact negotiations shall not
include the policy decisions behind the layoffs. Negotiations may include workload
discussions. The parties may mutually identify classifications where there are or may be job
openings within AHS and hold those openings for employees facing displacement. By
mutual agreement, the parties may agree to extend the 36-day petiee meet and confer

process perted.

The parties may also consider some or all of the following:

° Hiring freeze;

° Identification of vacancies for employees facing displacement;

° Reduction or elimination of use of overtime and registry in areas to be
affected by a proposed reduction in force;

° Incentives for early retirement or severance packages; and,

. Identification of other possible employment-related expense reduction
opportunitics.

2112 Displacement.
a. Determination of Extent of Displacement.

Whenever it becomes necessary to reduce the number of employees at AHS,
the CEO shall determine the classifications to be affected by the reduction,
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the number of positions to be reduced, the date the reduction is to take
effect and shall request approval from the Board of I'rustees.

Exceptions to Seniority for Displacement.

When specific positions within 2 classification require special skill,
knowledge, or abilities, the Chief of Human Resources, with prior
concurrence of the CEQ, and after meeting and conferring with the Union,
may designate specialties within a classification and treat such approved
specialty as a separate classification for the purpose of displacement and
demotion in lieu of displacement.

ﬂ_“‘ ;ﬁf}ef‘jff}e‘qﬂlaﬁﬁiﬂi? ‘ . % =z .-. .. .- . s - . 3 7

Order of Displacement.

Displacement within the affected classifications shall be based on inverse

seniority. For-displcement purposes-only;sentority-is-defined-astotal- hours
worked-at-ACMC

Before any regular full time or part time employee is displaced, first all
temporaty, then probationary employees will be displaced. In addition,
AEME AHS will cease using registry employees in the affected areas prior to
any displacement.

Employees who are hired into positions not represented by SEIU or
promoted out of the SEIU bargaining unit may not utilize seniority with
AEME AHS to displace any SEIU represented employee. Such employees
may displace into any remaining vacant positions budgeted within the SEIU
bargaining unit after displacement of SEIU employees pursuant to provisions
in this Article.

No Layoffs when Vacancies Exist.

AEME AHS commits to no layoffs if nursing vacancies exist in the
impacted unit. Employees will not be laid off if there are vacant
positions for which they are qualified with reasonable training and
orientation. An employee subject to displacement may clect to move Lo u
vacant position in the same classification or demote to a lower paying
classification. Reorientation and training for a period of up to six (6) months
will be provided for the displaced employee(s) in order to develop the

pMeshly
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necessary skills and competencies for a successful transition to the new
assignment. Employees may request to transfer or demote to a particular
unit, however, AEME AHS reserves the right to make the final assignment.
When both the employee demoting and the employee in the lower paying
classification have equal seniotity, the employee in the lower paying
classification would be displaced first.
e. Regular Employees’ Rights to SAN Positions.
A regular employee who is not able to secure a regular position as a result of
the above process will be offered a SAN position in the affected
classification, sheuld-ene-be-budgeted-and-epen if applicable. For twelve
(12) months following the displacement, regular employees who have elected
to accept SAN positions will be given preference for SAN shifts over
existing SAN employees, up to their former status.
f. Notice.
Prior to any displacement, employees will be given notice of 30 calendar
days.
g. Severance. Employees who get notice of layoff may opt to take severance in
lieu of layoff as follows:
From 6 months up to 5 years of employment 4 weeks’ pay of severance
From 5 years up to 10 years of employment 6 weeks’ pay of severance
From 10 years up to 15 years of employment 9 weeks’ pay of severance
From 15 years up to 20 years of employment 14 weeks’ pay of severance
More than 20 years of employment 16 weeks’ pay of severance

The amount will be prorated for time less than the five year increment.
Employees who accept severance are ineligible for rehire for the
number of weeks they are paid severance after layoff. wounld-have been
Irid-effand-took severancewill be rehired-aceordingto-therehirepreferenee
in-thisAzetiele: Employees who did not receive a layoff notice and were
offered and accepted severance cannot be rehired for three years. After three
years, these employees are eligible for rehire but must follow the posting
process in Article 20 without any preference based on their prior AHS

employment.
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The Chief Human Resources Officer, or their designee, will offer all more
senior employees in the job classification the severance in-liew-oflayoff
package unless, after consultation with and recommendations from the
Union, the CHRO, or their designee, decides to limit the offer based on
specialized needs. M“lﬁiﬂﬁhcﬁlmknﬂ—ﬂﬁeﬁ-ﬂt—}&?ﬁﬁmﬁftﬁip}ﬂﬁﬁ—tﬂ
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three{(3)-months-ean-be provided for the-dis
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ideredforsever eand-that-al-theseinterested-mustrespond-within

feﬂ—&ﬂyﬁ-ﬁ#&he—dﬂfe—éﬁrhe—ﬂeﬁtﬁﬁ—be—e&mtéﬁed—%ﬂd If more employees

1espond than there are positions to be vacated, seniority will prevail. Ia-ne

AHS and SEIU can mutually agree on alternate ways of offering this
severance package during the meet and confer process noted above in
Section 21.19.

RNs who do not take this option do not receive severance at the end of the
thirty day notice period.

2113  The palnes can meet at the request of one side or the other any time during the layoff
process in order to discuss subjects related to the reduction; however, the timing of the
delivery of the 38-45-day notice and the actual layoff are at the discretion of AHS.

21.14 Rehite and Recall. <moved from Article 20>

An employee who is rehired or recalled within twenty-four (24) months from the
termination into a position in which he/she held tenure, in accordance with the layoff policy,
shall return to the same salary step, and Paid Time Off ¥aeation accrual rate and shall have
his/her original seniority date, adjusted for the period when not employed by AHS.
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ARTICLE 23 DISCIPLINE WITHOUT PUNISHMENT/NOTICE OF TERMINATION
/PERSONNEL FILES AND GRIEVANCE PROCEDURE

AHS agrees to the principles of progressive discipline, where appropriate, and to due process as set
forth in this Article. It is the intent that disciplinary action be corrective in nature and will be
administered for just cause. Coaching and counseling, mentoring, orientation, training and
performance improvement plans are all tools for improvement. Where possible these tools should
be used in an attempt to improve performance issues prior to the formal disciplinary process.
Waiver of an emplovee’s right to Union representation during a disciplinary meeting ot step meeting

will be 1n writing.

23.1  All problems employees have are divided into three categories or tracks:
23.1.1 Attendance- violations of the attendance and other related policies
23.1.2 Performance

23.1.2.1 Neglect of duties- generally knowing how to do the work but just not
doing or fintshing it.

23.1.2.2 Incompetence- not knowing how to do work which is reasonably in
the job description. Training or retraining should be offered initially. Beeause
o t'~ 3 .- A 3 v - = efﬂp{!teﬁil diisip!ili|1l.:'

23.1.3 Behavior- conduct inconsistent with the employee’s job description, the law,
and/or AHS standards and policies.

23.1.4 Disciplinary actions genetally follow one of these tracks, although there

could be occasions when the offenses cover two or even three tracks.

23.2  Progressive Discipline Steps. The following are progressive disciplinary steps; they will
be followed where appropriate. They should be initiated as soon as the continuation of
the problem is evident, but in any event no later than three (3) six{6) months after the
performance improvement stages have been followed (Article 22). If the employee or
the supervisor is on an approved leave of absence, the three st months will be extended
to include the time of absence. Halesswaived; the employee may have union
represcntation at each of these steps. The step in the process is determined by factors
including butnot limited to severity of the offense, impact on patients, other employees
and/or operations, date of the last discipline and other mitigating or aggravating factors.

23.2.1 Reminder One. At this step in the disciplinary process, the employee will
be reminded of the policy standard or performance/behavioral
expectation and his/her responsibility to meet it. The employee will be
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23.2.2

23.2.4

asked ro make a commitment to correct the issue and once that
commitment is made, a memorandum memorializing the meeting and
commitment will be jointly prepared by the supervisor/manager, the
employce, and the Union and signed. preparedand-shared-with-both
patties—to-the-eonversatton. The memorandum will be placed 1n the
employee’s personnel file and after eighteen (18) months, the
memorandum may not be relied upon for progressive disciplinary
purposes. 1f the emplovee does not want to accept the Reminder and
instead wants to contest it, he/she will have the right to grieve Reminders

Reminder Two. This process is the same as Reminder One. When the
problem persists, the employee will be reminded of the policy standard
or performance/behavioral expectation and his/her responsibility to
mect it. The employee will be asked to make a commitment to correct
the 1ssue and once that commitment is made, 2 memotrandum
memorializing the meeting and commitment will be prepared and shared
with both parties to the conversation. The memorandum will be placed
in the employee’s personnel file and after cighteen (18) months, the
memorandummay not be relied upon for progressive disciplinary
purposes. Lf the employee does not want to accept the Reminder and
mstead wants to contest it, he/she will have the right to grieve Reminders

up o Step 3.

Decision Making T.eave. Tf the issne(s) persists, another meeting will
be held with the employee. He/she will be told of the pending
problems that have continued and then be told to take a day off with pay
to think whether they could committo change and continue
employment. If, onreturn, the employee commitsina second
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23.2.5

23.2.6

233 —Appeals

Without Punishment/Notice of Termination/Personnel Files and

mecting to changeand continue employment, he/shereturnsto
work. The commitment is documented in the form of amemorandum
shared with all parties with a copy placed in the employee's personnel
file. If theemployee doesnotcommit,he orshewillbeissued anotice
ofintentto discipline and a Skelly hearing will be held.

Investigatory Leave. AHS may place an employee on paid investigatory
leave without prior notice in order to review or investigate allegations of
misconduct, which warrants relieving the employee immediately from all

work duties and removing the employee from the premises. The
investigatory leave must be confirmed in wiiting to the employee and the
Union. The confirmation must include the reason(s) for and the expected
duration of the leave.

Termination. Ifafter the Decision Making Leave the problem stll
persists, the employee is sent a Skelly letter for termination as described
below and the Skelly process is followed.

23.4 Recommended Terminations.

A recommended suspension/termination must be served on the employee in person or
mailed. The notice should include:

1)
2)

3)

A statement of the nature of the disciplinaty action.
A statement of the cause of the action.

A statement in ordinary and concise language of the act or omission upon
which the action 1s based.
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4) A statement of the cmployee’s right to respond either orally at a meeting
requested by the employee, or in writing and timeframes for responding.
23.5 Notice of Termination.

23.6

In the event of termination of an employee subject to this Memorandum of Understanding
for a cause other than intoxication on the job, gross insubordination, dishonesty, or
conviction of a felony which relates to the employee’s job, the CNE/Department Manager
or Designee shall give to such employee a written notice of termination no less than ten (10)
working days prior to the effective date of said termination. In the event, however, that such
employee is not on the job on the date he/she would be entitled to such notice, it shall be
mailed to him/her on such date. Time spent on the job during such ten (10) day notice
period by a probationary employee shall not be counted toward completion of the
probationary period. AHS agrees to furnish a copy of any such notice to the Union, unless
the employee requests otherwise, but failure to receive such notice shall not invalidate such
termination.

Skelly Hearings.

The Union and AHS staff will meet periodically to jointly schedule hearings in advance.
Scheduling will be determined by the Union’s reasonable estimate of the amount of time it
will take (o investigate and prepare their case. Hearings will be presided over by one Skelly
Officer and shall be conducted on the 2nd and 1th Thursday of cach month; hearings
outside of this schedule shall be by mutual consent of both parties. Cancellations will only be
by mutual consent unless there are emergency circumstances beyond either the Union’s or
the employee’s control. The Skelly officer will make the final determination if a hearing
should be rescheduled because of an emergency circumstance or order an alternate remedy.
The Union will make reasonable, timely requests for information and AHS will comply in a
reasonable, timely manner.

The Union or the employee shall have ten (10) days after receipt of the written Skelly
decision in which to submit a written appeal of the discipline. Any appeal shall be pursued
under Article 23.10, Grievance Procedure, by filing a grievance at the Step 3 level (CEO or
designee).
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23.7 Weingarten Rights.

23.71 AHS will perform an investigation of allegations as needed, including
Weingarten investigatory interviews.

23.7.2 Rights Described.
AHS shall permit employees to be represented during investigatory meetings
consistent with the principles established by the United States Supreme Court in the

matter Weznparien vs. NLRB, as modified by the courts and the NLRB.

23.7.3 Failure to Grant Weingarten Rights.

If an employee 1s denied Weingarten Rights during an investigatory meeting, the
Employer must hold an additional meeting in which the employee is provided such
rights and no disciplinary action shall take place until after the meeting is held.

pfegrﬂﬂ—ﬁ—&udﬂfe—fheptegmﬁﬁﬁeeﬁﬁ-%ﬁm&%bﬂfmmﬁwﬁeﬂﬁm
mﬂé&—up—@Pﬂ@-ﬂﬁﬁrﬁfht&&ﬁﬂfﬁﬂ—f&pmﬁ@ﬂﬁﬁveﬁﬂd—ﬂe—mwﬂm—ﬂwee
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eammittee—wialseo-monttor the program-to-kecpit-ontrack—Fhe-committee
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23.8 Personnel Files.

23.8.1 Review of Personnel (H.R.) Files.

An employee, alone or accompanied by a Union Representative, shall have the right
to review his/her personnel (H.R.) file or authorize his/her Union Representative in
writing to conduct such a review. Upon presentation of a written authorization
signed by the employee the Union Representative may request a copy of the
employee’s personnel record. AHS shall provide one copy of the record without
charge. AHS may verify any written authosization. The Union’s access to employee
records shall be for good cause only. Third party reference material shall not be
made available. Such inspections shall be arranged in advance with Human
Resources.

23.8.2 Placement and Removal of Disciplinary Material in Personnel (H.R.)
File.

No disciplinary material shall be inserted in an employee’s personnel (H.R.) file
without his/her prior notice. Discipline will be retnoved [rotn an employee’s official
personnel (H.R.) file upon request of the employee after two (?) theee{3} years from
the date of the Skelly Decision or Settlement Agreement. All requests must be
presented in writing to the CNE/Department Manager or Designee. Provided that
no discipline of a similar nature has taken place for 2 3 years, failure of the Employee
to have the discipline removed does not grant permission for AHS to continue to
utilize the materials in subsequent actions; materials that are greater than 2 3 years
old are considered stale and unusable. This does not apply to disciplines for patient
abuse.

23.10 Grievance Procedure.
Ifan employee or the Union has a grievance or complaint concerning the interpretation

or application of the terms of this MOU, it shall be taken up in the manner set forth
in this Article. References to an AHS manager shall include his/her designee.
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23.10.1 Definition of a Grievance.

A grievance is written complaint as—allegation by an employee, group of
employees or the Unionthat AHS has violated written AHS/departmental rules,
or a provision of this MOU p—l_—eﬂéﬁ&—l—h&-{—&ﬁ&tﬁﬂ-ﬂwrl t—hu}—t—]-}e—.‘m&pe—ﬁ

fﬁf)i‘ﬁ"?&ﬁ'ﬁt&l

No emplovee shall be subject to reprisal for using or participating in the
grievance or arbitration procedure of this Agreement.

23.10.2

STEP 1. Informal Meeting with Supervisor. Before beginning the formal

grievance procedute, As-a-preliminary-stepsthe an individual employee_or a

group of employees may shall first attempt to resolve the matter informally
with their eenferwith-his/her supervisor or other appropriate manager. If
the matter is not resolved pursuant to this informal conversation, or the
supervisor refuses to meet within 10 days from the employee's initial request
to confer, a written grievance may be initiated at Step 2, as provided below.

STEP 2. Submissten—eof Written Grievance fe—E}treetm'—mJ«qLe%ﬁ%ﬁg—Fefﬂ%e

Eaeility: A grievance by an emplovee or groups of emplovees that remains
resolved after the informal meeting or a grievance filed by the Unijon is to be
submitted in writing via email to Grievance@AlamedallealthSystem.org within
sixty (60) days of the date upon which the grievant(s) ot the Union knew the
facts that gave rise to the grievance. The grievance shall state:

A. The section of the MOU or written policy or procedure violated;

B. The date of the violations alleged and a description of the violation;

C. The affected individuals known at the time of filing.

D. The remedy that is sought:

the-seetionof the MOU-that-has-beenallegedly-breached;-the faets—upon
which-tt-is-based;theremedy-thatis-sought- Within ten (10) days of the

written submission, there shall be a Step 2 meeting with the Director or VP of
Nursing for the Facility, or corresponding administrative level, or they shall
provide a written response. There shall be a full and frank disclosure by AHS of
the employer’s position including supporting rationale. If the grievance 1s not
settled, within ten (10) days of the Step—+2 responsec ettherparty the Union may

; e shh
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request in writing via email to Grievance@AlamedaHealthSystem.ory that it
be referred to Step 3.

STEP 3. Meeting with the CAO. Within ten (10) days of receiving the request,
there shall be a Step 3 mceting with the CAO or his/her designee. AHS shall
provide the Union with its final written response within ten (10) days of the
conclusion of the Step 3 meeting. If the grievance is not scttled, within thirty
(30) days of the written Step 3 response or from the date when such response
was due, etther-party the Union may provide written notice to AHS that the
grievance will reguestim-writingthat thematter be referred to Step 4,
Arbitration.

STEP 4. Arbitration. The arbitrator will be selected by representatives of
AHS and the Union. AHS and the Union shall each pay one-half (1/2) of the
costs of arbitration, including the fees of the arbitrator and other expenses of
the arbitration proceeding, including a reporter, but not including
compensation of costs of tepresentation, advocacy or witnesses for either
party.the

23.10.4 Time Limits.

No grievance or complaint shall be considered unless it has first been
presented in writing at Step 2 4 within sixty (60) calendar days of the date
upon which the grievant or the Union knew, or with reasonable diligence,
ought to have known of the facts that gave rise to the gricvancce, and no
grievance shall be submitted to arbitration unless a wtitten demand to
arbitrate (submission to Step 4) is presented \Vlth_lrl Lhuty (30) days of the
final Step 3 response. Onno-acce :
mevﬂE"q—i-e:]i

eﬁghﬁu—hﬂw%ﬂemvﬁbhe—ﬁwem—fh&ﬁgﬁf—me—se-ehegﬂ&aﬂee On no

account shall any grievance include a claim for money relief for more than

one hundred and twenty (120) days prior to the date the grievance was
submitted in writing at Step 2 and until the violation is corrected and/or the
grievance remedy is implemented. With the exception of Step 4, if AHS fails
to adhere to the time limits set forth in the Grievance Procedure, the

grievance will be automatically advanced to the next step.
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23.10.5 Authority of Arbitrator.

The arbitrator’s award shall be final and binding on the parties. The
arbitrator’s authority shall be limited to the interpretation and application of
specific provisions of this MOU or written AHS policies and procedures and
he/she shall have no power to add to, to subtract from or to change any of
the terms or provisions of this MOU. The award shall be based upon the
joint submission agreement of the parties, or in the absence of an agreed
submission, the questions raised by the parties in respect to the specific
interpretation and application of the Agreement.

23.10.6 Disciplinary Actions.

Appeals of disciplinary actions are covered under Article 23.10 STEP 3.

~ "] - . - -re
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SEIU Local 1021 & Alameda Health System—RN
Tentative Agreement
October 27, 2020

ARTICLE 26. PATIENT CARE COMMITTEE

The union and AHS agree to set up Patient Care Committees to improve patient cate as well as
communications and understanding between the parties. The scope of discussion includes but is not
limited to:

Safety

Patient Flow

Standards of Practice- behavior
Staffing and skill mix

Acuity

Education

Scheduling issues

26.1 Departmental Patient Care Committees.
The following areas will have one Departmental Patient Care Committee each:

SNF

Inpatient Rehab

JGPH

Maternal Child Health
Med Surg & Telemetry
ED and Trauma

ICU, SDU

OR, PACU, same day surgery/GI
Cath Lab/short stay
Ambulatory Care

i) Highland Clinics
1i) Eastmont

1) Hayward

1v) Newark

V) Outpatient Psych

B e Qe o

26.2 Center-wide Patient Care Committee.

A center-wide Patient Care Committee will consist of one representative (either from the
RN Unit or the General Unit) from each of the committees listed above in Article 26.1.

26.3 Frequency of Meetings.
It is the joint responsibility of both labor and management to schedule meetings.

Departmental Patient Care Committees will meet once a month and the Center-wide
Committee will meet quarterly. The parties may agree on other schedules for meetings.

19
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26.4

26.5

26.6

Agendas.

Each side will present the other with agenda items at least one week prior to the meeting;
items that are not discussed will be cartied over to the next meeting. It is expected that
departmental representatives will repott to the center-wide committee on departmental
committee activities and discussions; they will also report back on the Center-wide
discussions and activities at the departmental committee meetings.

AHS agrees to allot SEIU two mote seats on the Environment of Care Committee for
members of the union’s choice.

Advanced Practice Provider Patient Care Committee

In addition to the Departmental Patient Care Committees, AHS and the Union agree to
create a new Patient Care Committee comprised of Advanced Practice Providers (e. g.,
Clinical Nurse Specialists, Clinical Nurse Midwives, Certified Registered Nurse Anesthetists,
Nurse Practitioners, and Physician Assistants) working in vatious departments across AHS.
The purpose of the APP PCC is to improve patient care as well as communications and
understanding between the parties.

The scope of the committee will include but not be limited to:

*  Evaluating and monitoring practice standards for patient care;
* Collaborating with the other committees as AHS (e.g., the Committee on
Interdisciplinary Practice) to monitor and improve patient care;

* Providing organizational guidance regarding staff training and clinical
competency for clinical care;

* Identifying community health equity needs and APP avenues for
overcoming gaps in health equity;

* Developing and improving professional development oppottunities for
APPS at AHS;

* Evaluating and improving working conditions for APPs;
* Identifying research opportunities and available support for such research.

The APP PCC will be comprised of representatives from AHS medical officers and
executives, or designee(s), and SEIU Local 1021. The PCC SEIU 1021 bargaining unit
members will be chosen by the Union. The total complement of employees chosen by the
Union to serve on the APP PCC will not exceed seven (7) employees, unless the Parties
agree otherwise in advance of the meeting.

Frequency of meetings and agendas shall be determined as negotiated in Article 26 of the
SEIU RN Memorandum of Understanding. '

20
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Tentative Agreement
Alameda Health System & SEIU Local 1021—RN Unit
Match 17, 2021

ARTICLE 32

This Memorandum of Understanding shall be in effect from April 1, 2020 and shall remain in
effect up to and including May 31, 2024.

For SEIU Local 1021: For Alameda Health System:

M"A" 5/)]11






8th & 9th 28 Maximum Pt’s per Floor
Title 22 Nursing:Patient Ratio —5:1

CENSUS RN JARGE/CN| CLERK CNA  |BREAK RN
1-5 1 i 1 1 1
6-10 2 il 1 2 1
11-15 3 1 1 2 1
16-20 4 il 1 2 1
21-25 5 il 1 2 1
26-28 6 il 1 2 1

* C.N.A. staffing does not include sitters, C.N.A.s serving as sitters are additional

7th FLOOF 28 Maximum Pt’'s per Floor
Title 22 Nursing:Patient Ratio — 4:1

CENSUS RN  HARGE/CN| CLERK BREAK RN

@)
=
P4

1-4 il

5-8
9-12
13-16

17-20

21-24

25-28

o|N|jo|n|bdlw|n|-
Rl |Rr~]~
[ Y [T P Y I (PN
NINININININ| -

29-30

* C.N.A. staffing does not include sitters, C.N.A.s serving as sitters are additional

6th Floory 28 Maximum Pt's per Floor
Title 22 Nursing:Patient Ratio — 3:1

CENSUS RN  HARGE/CN|le Tech/Flq CLERK CNA |BREAK RN
1-3 1 1 Bt il 1 1
4-6 2 1 1 il il 1
7-9 3 1 1 il 1 1
10-12 4 1 1 i 2 1
13-15 5 1 1 il 2 1
16-18 6 1 1 il 2 2
19-21 7 1 1 i 2 2
22-24 8 1 1 il 2 2
25-27 9 1 1 1 2 2
28-30 10 1 1 il 2 2

* 1 Telemetry Tech/F * C.N.A. staffing does not include sitters, C.N.A.s serving as sitters are additional

4™ Floor

LABOR & DELIVERY

8 Labor Rooms
2 OR Rooms

3 PAR Beds

4 Antepartum Beds (in PP Unit)
4 Triage Beds ‘

Charge RN|CORE Rns for Admit |Break RN |Triage RN |Surgical TdClerk

1 5 1 1 1 il

*THIS IS NOT A FLEX UNIT

Room ExajRNS

4422 & 44 1
4424 & 44 1
4426 & 44 1
4428 & 44 1
OR/PAR 1

*ACUITY/ASSIGNMENTS PER AWHONN GUIDELINES FOR ALL FAMILY BIRTHING CENTER UNITS

N& N



[POSTPARTU M/ANTEPARTUM

17 Beds |

1:5 Stable Single Mothers
1:3 or 1:4 WNL Couplet Care

1:3 Antepartum or PP with complications

1:2 Magnesium Sulfate Infusion
1:1 OB Emergency |

*THE ABOVE MATRIX IS EXCLUSIVE OF MEDICAL CONDITIONS OF HIGHER ACUITIES.

Charge RMRN’s Based on Acuity|Break RN |LVN Clerk
1 3* 1 1 1
plets CENTharge RN| RN'’s CNA Clerk

0-4 1 2 1 1
5-7 1 3 1 1
8—-9 1 3 1 1
10-12 1 4 1 1
>12 1 5 1 1

* C.N.A. staffing does not include sitters, C.N.A.s serving as sitters are additional
*Acuity Examples

FOR EXAMPLES: PT”s ON MAGNESIUM SULFATE INFUSION, POST-PARTUM HEMORRHAGE, FREQUENT BLOOD SUGAR CHECKS,

FREQUENT VITAL SIGN (> EVERY 4 HRS), MULTI-BIRTH MOTHER, FRESH POST-OP C-SECTIONS

NICU

8 Beds

Charge RN|[RN’s Based on Acuity|Break/Res|Clerk
1 3*] i 1

*Acuity Examples

I

1:1 Unstable/Transport Qut
1:2 Intensive Care
1:1 C-Section Assist & New Admits
1:2 or 1:3 Intermediate Care/Well Baby Assist

[JGPH Inpatient Units - Max 23 patients

Title 22 Nursing:Patient Ratio —: 6:01
CENSUS RN CN.II... .. .CLERK MHS* BREAK RN
1-6 2 1 1 3 1
7-12 2 pl il 3 1
13-18 3 1 1 g 1
19-23 4 1 1 2 1
*one additional MHS added for every 1:1 patient
1 LVN/LPT can replace 1 RN per shift
JGPH Psychiatric Emergency Service
Title 22 Nursing:Patient Ratio —: 6:01
CENSUS RN [TRIAGERM GN Il CLERK MHS* |BREAK RN
19-24 4 2 1 2 4 1
25-30 5 2 il 2 4 2
31-36 6 2 il 2 4 2
37-42 7 2 il 2 4 2
43-48 8 2 il 2 4 2
49-54 9 2 il 2 4 2
55-60 10 2 1 2 5 2
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61-66

11

2

1

2

67-72

12

2

l

2

Additional triage RN and clerk at peak hours/higher census
*one additional MHS for every 1

:1 patient

1 LVN/LPT can replace 1 RN per shift
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Acute Rehabilitation Staffing Ladder

CNA

X
2

CENSUS

BREAK NURSE

DAY/ PM

1
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Number of CNA’s on the floor, based on how many sitters and Unit Acuity
RN 1:5 CNA 1:8
NURSE MANAGER WILL CHECK WITH CHARGE NURSE FOR FINAL STAFFING
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CHARGE

DAY/PM
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