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PREAMBLE

Section 1. Agreement

‘This Agreement is made and entered into as of October 1, 2000, by and between Kaiser Foundation Health Plan of
Colorade, hereinafter referred to as the "Employer”, and Service Employees' intemational Union, Local 105, affiliated
with the AFL-CIO, hereinafter referred to as the "Union".

Section 2. Responsible Relationship Clause

The Employer and the Union recognize that it is in the best interests of both parties, the employees and the public that
their relationship be chamcterized by mutual responsibility and respect, Toward that end, the Employer and its
representatives at all levels agree to apply the terms of this Contract in accordance with its intent and meaning and will
maintain associations with the Union and its representatives in a courteous and respectful manner. Similarly, the Union
and its representatives at all levels agree to apply the terms of this Contract in accordance with its intent and meaning
and will maintait: associations with the Employer and its representatives in a courteous and respeciful manner,

It is the intent of both organizatiens to deal with one another at alf levels in a sincere, honest and professional
manner. Toward that end, no Employer Representative at any Jevel should regard a grievance merely as a nuisance,
just as no Union Representative at any level should offer grievances which are designed only to harass the management.

1t is further cur intent that the representatives of both organizations carry the spirit of the Responsible Relationship
Clause 10 2ll employees. Toward that end, the Union will use its best efforts to properly train its Stewards and Chief
Stewards and the Employer will use its best efforts to frain its Supervisors and Department Heads. The Employer and
the Union affirm their responsibility to maintain a work environment in which all employees, regardless of position, are
treated with dignity, respect and courtesy. The Employer and the Union recognize that 1t s in the best interest of both
parfies 1¢ actively promote a relationship which contributes 1o excellence and organizational success. Further, the
parties are committed to cultivating a dynamic work environment by encouraging professional growth, meaningful
input and clear communication.

If either party believes that the other party is not meeting its obligations under this Responsible Relationskip
Clause, it may file a grievance pursuant to the grievance procedure listed in this Contract. This clawse may not,
however, be the subject of an arbitration.



ARTICLE 1. PURPOSE OF AGREEMENT

Section 1. Statement of Purpose

1t is the intent and purpose of the partics to set forth herein their Agreement covering rates of pay, howrs of work and
conditions of employment for employees covered in Article 2 of this Agreement and to collaboratively work to promote
cost effective, high quality service and care for Kaiser Foundation Health Plan members.

ARTICLE 2. SCOPE OF AGREEMENT

Section 1. Coverage

A, This Agreement shall cover all of the Employer's employees represented by the Union, as certified by the
NLRB in Case No. 27-RC-4420.

B. This Agreement shall cover employees in classifications covered by this Agreement in any new facility.

Section 2. Supervisory Employees

The Empleyer recognizes tre fact that bona fide supervisory employees are enly those who have the authority to hire,
promaote, discipline, discharge or otherwise change status; and it is not the Employer's policy to establish jobs or job
titkes for the purpose of excluding such employees from the bargaining unit as established in Section 1 of this Article.

Section 3. Subcontracting

‘If the Employer intends to subcentract any work within the listed classifications fora period exceeding six (6) months,

the Union shall be given one (1) montk of prior notification. During this one month period, and uponh request by the
Union, the Employer shatt discuss the matter in good faith with the Union, to the extent required by the National Labor
Relations Act.

ARTICLE 3. UNION RECOGNITION, SECURITY AND BUSINESS
MATTERS

Section 1. Union Recoggitioin

The Employer recognizes the Union as the exclusive bargaining agent of the employees coming under the jurisdiction
of the Union for the purpose of coliective bargaining with respect to rates of pay, hours of work and working
conditions. -

Section 2. Union Membership

A It shall be a condition of employment that all employees currenily covered by this Agreement and those hired
on or afier its execution date shall, within thirty

one {31) calendar days following the beginning of such employment, becorne and remain members in good

standing in the Union, except as provided by law,

. . 2



Employees who are required hereinunder to maintain membership and fail te do so, and employees who are
required hereinunder te join the Union and fail to do so, shall, upon notice of such action in writing from the
Union to the Employer, be replaced by a competent employee whenever such competent employee is required
and available. The Employer shall be the sole judge of the competency of such employees.

Section 3. Checkofl

A,

The Employer shall deduct from each employee's wage the amount of Union dues and initiation fees, as
specified by the Union, for all employees covered by this Agreement who have voluntarily provided the
Employer with a written assignment authorizing such deductions. Once signed, the authorization cannot be
canceled for a period of one (1) year from the date appearing on such written assignment or within a fifteen
(15) day period prior to the termination date of the current Agreement between the Employer and the Union,
whichever occuts sooner.

The Employer agrees to rernit all such deductions to the Secretary/Treasurer of the Local Union on or before
the iast galendar day of the wonth in which such deductions are made. Concirment with the monthly navmenr,
the Employer agrees to mail to the Union the name of each employee for whom such deductions are made and
the amount of each deduction.

.

Section 4. Union Business

A

When apy employee is hired into a bargaining unit pesition, the Employer agrees to provide the employes with
the following:

3] A copy of this Apreement, including a review of Sections 1, 2 and 3 of this Article with the

employee.

2y The name of the facility Union Steward(s), provided the Employer is in receipt of a current list of
Union Stewards from the Union,

3 Written verification of the employee's starting hourly rate of pay and a review of the progression

steps identified in Appendix A.

4) Information regarding the Employer's Credit Union.

For Unjon record-keeping purposes, the Employer agrees to mail to the Union, on a monthly basis, a listing of
bargaining unit employee hires and terminations.

Section 5. Access of Union Representatives

A,

Duly authorized representatives of the Union shalk be permitted at all reasonable times to enter the facilities
operated by the Employer for the purpose of ransacting Union business and observing conditions under which
employees are employed; provided, however, that no intetference with the work of employees shall result and
that such right of entry shall at all times be subject to facility rules applicable to non-employees.




The Union agrees to notify the Medical Office Administrator or his/er designee, or the appropriate
department head, prior to observing working conditions, investigating reported grievances or conducting any
meetings between employees and the Union. The Union further agrees that such observations, investigations
and meetings shall be copducted with no disruption of the Employer's operations and shall be held on the
premises in a place designated by the Medical Office Administrator or hisher designee, or the appropriate
department head, which accommodates the investigation, observation ot wmeeting requirement. The
requirement to provide prior notice to the Employer shall be waived when the purpose of the Union's visit is
solely to conduct a meeting with an employee and/or a Union Steward during designated rest and/or meal
periods in the employee lounge.

Union Business Representatives shall be allowed access 1o appropriate materials in employee personnet files
which are directly related to an alleged Centract violation, provided the employee's writicn consent is
presented to the Personnel Department. The Employer shall not use any materials from an employee personnel
file, for purpeses of discipline or in the grievance procedure, which have been specifically denied the Union in
a request for access.

Section 6. Union Stewards

A

The Employer agrees to recognize Union Stewards duly appointed by the Union who may receive comptlaints
and sce that the terms and conditions of this Agreement are observed, provided that such activity dees not
unduly interfere with the work assignment of the Union Steward or other employees. To assure that a
Steward's union duties do not unduly interfere with hisher work assignment, the Union agrees to appoint a
sufficient number of Stewards in each facility and to use its best efforts to assure that Union duties are
equitably distributed among the Stewards a! any one facility.

Union Stewards will be excused by their supervisor to conduct Union business provided adequate staff
coverage is available. Union Stewards will advise their supervisor when they have been requested to conduct
Union business. [n the event it is not convenient to release the Steward at the time requested, the supervisor
will consult with the Steward regarding a satisfactory time and centact the other supervisor to arange a
mutually agreeable time,

On a quarterly basis, the Union shall submit to the Director of Labor Relations a current listing of Union
Stewards at all facilitics.

Duly recognized Union Stewards of other empioyees who have been excused by their immediate supervisor o
attend grievance hearings or other Union meetings shall not have their pay reduced while attending such
meetings during their scheduled working hours. 1n no case shall an employee receive pay when pay would
not otherwise apply {such as during meal periods, before and afier work, et} and in no case shall an
employee receive a rate of pay in excess of hisher regular straight-time rate of pay, except for any wage
premiums which would otherwise appty.

Section 7. Employer Indemnification

The Union shall indemnify the Employer and hold it harmless against any and all suits, claims, demands and liabilities
which arise out of or by reason of any action which shalt be taken by the Empioyer for the purpose of complying with
the faregaing pravisions of this Article.



ARTICLE 4. UNION AND MANAGEMENT RESPONSIBILITIES

Section 1. Management Rights

The Union recognizes that the Employer has the duty and the right to manage the facilities and to direct the work force.
This includes the right to hire, transfer, promaote, demotc, layoff, discipline and discharge employees, subject to the
terms of this Agreement and the grievance procedure.

Section 2. Hiring

When vacancies occur in positions subject to this Agreement, the Employer shall notify the Union, The Employer will
consider qualified applicants referred by the Union, along with other qualified applicants from the outside. The
Employer may employ the person who, in the Employer's judgment, will make the best employee. ‘The Employer shall
be the sole judge of the fimess of any applicant.

Section 3. Objectives

A, The foremost objective and obligation of the Employer and the employees is to provide Health Plan members
and the general public with patient care and support services which meet high quality standards and to provide
such services in a warm, caring and coutteous manner. The Employer and the employees agree to provide
their full support and cooperation toward this mutual endeavor,

B. The Union agrees with the objectives of achieving the fighest reasonable jevel of employee performance and
production consistent with safety, good health and sustained effert; and the Union and the Employer shall use
their best efforts to effectuate this objective.

Section 4. Equal Employment Opportunity/Non-Discrimination

It is the continuing policy of the Employer and the Union that neither shall discriminate against any employee ot
applicant for employment covered by this Agreement because of race, color, religion, national origin, sex, age, physical
or mental handicap, veteran status, or sexual orientation.

pa

Section 5. Union Activities/Non-Discrimination

No employee or applicant for employment covered by this Agreement shall be discriminated against because of
membership in the Union or activities on behalf of the Union, and the Union agrees that employees cavered by this
Agreement shall be admitted to membership without discrimination,

Section 6. Work Stoppages

The Employer and the Union recognize that the Employer's aperations are different from other industries because of the
medical care provided to the community. Thus, the parties agree to the fellowing:

1} There shall be no strikes, bockouts, sympathy strikes, work stoppages and/or slowdowns during the term of this
Agreement.
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2

3)

4)

Should a violation of this Section occur, the Union agrees to cooperate fully and completely with the
Employer during such occurrence and to take all actions within its power o prevent or terminate any
violation(s) of this Section, The Union shall immediately notify all employees that such action is prohibited by
this Sectica and is not in any way sanctioned or approved by the Union and shall order all employees to return
to work at once.

Neither party shall negotiate upon the merits of any dispute invelved until the action is fully terminated and
normal operations have been resumed. :

Any violation(s) of this Section shall be cause for employee disciplinary action which shall be subject to the
grievance procedure.

Section 7. Separability Clause

The provisions of this Agreement are deemed to be separable to the extent that if a court of last reson adjudges any
provision(s) of this Agreement to be in conflict with any law, such decision shall not affect the validity of the remaining
provisions of this Agreement which shall remain in full force and effect. In the event any provisionds) are declared to
be in conflict with any law, both parties shall meet immediately for the purpose of renegotialing only the provision(s) so
invalidated.

ARTICLE 5. EMPLOYEE DEFINITIONS

Section 1. Probationary Employees

A

The probationary period for all regular and short-hour employees shall be a maximum of the first ninety (90)
calendar days of employment, including the date of hire or rehire. The probationary period for all on-call
employees shall be the first ninety (90) calendar days of employment, or the first sixty (60} days worked,
whichever is longer.

Temporary employees will begin an initial probationary period consisting of ninety ($0) calendar days or sixty
(60) days worked upon attainment or a regular, short-hour or on-call position respectively. Temporary
employees may be discharged for cause during the temporary assigninent.

One extension of the probationary period shall be allowed provided the Employer notifies the Union and
supplies justification for said extension. The extension shall not exceed sixty (60} calendar days (days worked
in the case of temporary and en-call employees). The employee shall be notified of the extension and the
reasons therefor.

During the probationary period of extensions thereof, employees may be discharged without recourse to the
grievance prosedure.

Section 2. Repular Employees

A.

A regular full-time employee is defined as an employee regularly scheduled to work a predetermined work
schedule of Torty (40) hours per workweek. A regular full-time employze is eligible for all employee benefits
outlined in this Agreement, including accumulation of vacation, holiday and sick leave benefits on a full-time
basis,



A regular part-time employee is eligible for all benefits outlined in this Agreement, including accumulation of
boliday benefits on a prorated basis. Vacation and sick leave benefits shall be accumulated on the basis of all
hours paid to 2 maximum of eighty (80) hours per pay period.

An employee designated as a regular full-time or regular part-time employee shall accumulate and receive all
benefits outlined in this Agreement on the date she becomes and so long as s/he remains a regular employes.
However, the period during which an employee is designated as a short-hour, temporary or on-call employee
shall be included for purposes of determining eligibitity and accumulation of tenure adjustments and seniority,

A regular emplayee who, with no break in service and with no change in job classification, becomes a shor-
hour, temporary or en-call employee shall be paid at the rate of pay s/he was receiving as a regular employee
plus the premium in lieu of benefits, '

Section 3. Short-Hour Employees

A.

A short-hour employee is defined as an employee regularly scheduled to work a predetermined work schedule
of less than rwenty (20) hours per workweck.

A shor-Twan cupluyes shail be ineligible for the benefits and wage premivms cutlined in this Apreement,
with the exception of the foliowing:

)] Paid rest periods
2) Premium pay for holiday worked

k)] Tenure adjustments
4 Shift premium
5) Float premium

) Work in a higher classification premium

n Owertime for hours worked in excess of eight in one payroll day
8) 6th/Tth day premium

9) Weekend premium

In liew of eligibility for the other benefits and wage premiums outlined in this Agreement, a short hour
employee shall receive a premium of one dollar, fifty cents ($1.50) per hour above hisher regular straight-
time rate of pay. '

A short-hour employee shall receive step increases in twice the time identified in the Appendix A wage
schedule. For example, it will take a short-hour employee two years to progress from Step B to Step C.

Section 4. Temporary Employees

A,

A temporary employee is defined as an employee hired to work any predetermined work schedule which does
not exceed six months in dutation. In instances where the temporary employee &s replacing an employee on
leave of absence, the temporary status will automatically be extended for the duration of the leave. Specific
exceptions 1o provide for an additional and limited time period in a temporary states for other temporary
employees may be made by mutual agreement, in writing, by the parties. Upon receipts of notification of suck,
the Union may request a meeting to discuss the reasons and duration for such requests. There may be
circumstances where it is appropriate for the temporary employes in an extended assignment to receive health
care coverage. Such amangements can be made by mutual agreement of the parties.

Temporary employees shall be ineligible for the benefits, wage premiums and tenure adjustments outlined in
this Agreement, with the exception of the following:
7



1) Paid rest periods

2} Premium pay for holiday worked

3) Shift premium

4) Float premium

5) Work in a higher classification premium

6) Overtime for hours worked in excess of eight in one payroll day
T 6th/7th day premium

3) Weekend premium

In lieu of eligibility for the other benefits and wage premiums outlined in this Agreement, a temporary
employee shall receive a premium of one dotlar, fifty cents ($1.50) per hour above his/her regular straight-
time rate of pay.

Section 5. On-Call Empioyees

A.

B.

An on-call employee is defined as an employee hired to work on an intermittent basis.
On-call employees shall be ineligible for the benefits, and wage premiums with the exception of the following:

1) Paid rest periods

2 Premjum pay for holiday worked
3) Shift prettium

4} Float prermium

35) Work in a higher classification premium

6} Owvertime for hours worked in excess of eight in one payrol] day
s 6th/7th day premium

8) Weekend premium

An on-call employee shall receive step increases in twice the time identified in the Appendix A wage
schedule. For example, it will take an on-call employee two years 1o progress from Step € to Swiep .

in lieu of etigibility for the other benefits and wage premiums outlined in this Agreement, an on-call employee
shall receive a premium of one doflar, fifty cents ($1.50) per hour above hishher regular straight-time rate of

pay.

Except when replacing temporarily absemt empioyees, an on-call employee who regularly works a
predetermined work schedule for a period of four {4) months or more shall be eligible for reclassification to
either regular full-time, regular part-time, short-hour or temporary status, upon the supervisor’s or the Union's
written request to the Human Resources Deparment. 1{an on-call employee is reclassified to regular fuli-time
or regular part-time stars in accordance with this provision, s/he shall receive wage and benefit adjustments as
follows:

1y The effective date for any wage and FTE adjustment shall be at the beginning of the month following
the date the employee enrolls in the benefit plans, at which time his/her premium in lieu of benefits will be
discontirued. The emptoyee will Teceive Tetroaciive credit from the daie she began working = regular and
continuous work schedule, up to a maximum of one year from the date that Human Resources is notified in
writing by the supervisor, in determining his/her wage adjustment, if applicable, and next step increase.

2} The effective date for accrual of sick leave, vacation and holiday benefits and for credit toward
meeting the wailing period for other benefits shall be the date on which the employee began working a regular
and continuous work schedule; however, an employee may receive & maximum retroactive credit of one year

8



frotn the date Human Resources is notified in writing by the supervisor, The effective date for use of vacation
benefits shall be at the beginning of the month following the date that the employee enrolls in the benefit
plans, or one year from his/her retroactive accrual date, whichever is later. The effective date for use of sick
leave benefits, holiday benefits, and for coverage under health care and other insurance plans shall be at the
beginning of the month following the date that the employee enrolls in the benefi1 plans, provided s/he meets
the applicable waiting period.

Section 6. Non-Duplication Clause

In no event shall there be any duplication or pyramiding of the premium in lieu of benefits and accumulation of rights
to benefits and tenure adjustments, other than those specified in this Agreement.

ARTICLE 6. SENIORITY

Section 1. Definition of Seniority

Exgept 25 otherwize provided, seninrity shall be defined as that period of service within the bargaining unit in
any of the Employer's facilities from date of hire, Seniority shall be utilized, as specified in this Agreement, to grant
preferences in promotions, transfers, job security, shifi assignments and other employment privileges. Seniarity ‘shail

not be utilized for the determination of wage rates, tenure adjustments or benefits.

Section 2. Accumulation of Seniority

A, Except as otherwise provided, regular employees shall accumulate seniority based upon length of service
within the bargaining unit in any of the Empleyer's facilities from date of hire. Short-hour, temporary and on-
call ermployees shall accumulate seniority on the basis of all hours worked within the bargaining unit, up to
eighty (80) in a pay period (including overtime), from date of hire. For purposes of conveniing seniority from
hours to months or months to hours, 173.33 hours of work shall equal one month of service.

B. Seniority shall not accumulate during an unpaid leave of absence of one month or more. However, seniority
shall continue to accumulate during medical disability leaves of absence, including those which are the resuh
of on-job injuries which qualify the employee for Workers' Compensation payments.

Section 3. Loss/Reinstatement of Seniority

Al Al accumulated seniority with the Employer shall be lost in any of the following circumstances:
1) Employees who veluntarily terminate
2) Employees who are discharged and not later reinstated
3 Employees not recatled from layoff within six {6) monihs or twelve (12} months following the date
of layoff, as provided in Article [0, Reduction in Force, Section 5 C.
43 Employees who fail 10 return to work within two (2) weeks of recall notice
B. if'an employee returns to the bargaining unit from a non-bargaining unit job, the employee's former seniority

shall be restored except that the time spent outside of the unit shall not be included in determining the
employee's seniority date.

C. Previous bargaining unit seniority shall not be considered for the purpose of bidding back into a bargaining
unit job.
9



Section 4. Principle of Seniority

Except as othetwise provided, seniority shalt be applied in the following order:

1)
2)
3

Regular employees in the bargaining unit
Short-hour employees in the bargaining unit
Temporary and on-call employees in the bargaining unit

ARTICLE 7. JOB POSTING, BIDDING AND SELECTION

Section 1. Job Posting

A,

Onee the decision has been made to fill a job vacancy, there should be no unreasonable delay in the processing
ot filling of the job vacancy. by the empioyer or employee. When approved personnel requisitions are
received by the Human Resources Department, the jobs shall normally be posted in each facility, using hard
copy and/or electronic media (e.g. Intranet) on the following business day. Vacancies for regular and short-
hour positions shall be posted for the same three (3) business days at all facilities. An employee must bid
within the three (3) day posting period to receive consideration for the vacancy pursuant to this Agreement.
The employer agrees to periedically communicate the status of unfilled vacancies to the employees in the
affected group.

Jobs not filled using normal posting process described in Section | A, will be posted for use by late bidders.
Late intenal bidders will receive equal consideration with an outside bidder providing an offer has nat been
made.

On & weekly basis, the Employer will mail to the Union a copy of the current job opening list for bargaining
unit positions, including temporary and on-call positions. The Employer will provide written notification of
changes in job requirements,

When the Employer adds a new facility covered by the bargaining unit, the new jobs available shall be
considered vacancies and shall be posted for bidding. However, when the Employer transfors a department or
service or support staff from one location or facility to another, the jobs involved shall not be considered
vacancies, and no job postings shall be required. The employees involved shall have the option fo either
transfer to the new location or facility or to bid into a different position, without regard to the three (3) or six
(6) month bid limitation described in this Article.

Jub postings will include standard minimum requirements and criteria specific to the actual job duties.

In the ¢vent a job is posted listing certain qualifications, and no bidder meets those qualifications, and the
Employer is willing to accept an applicant with lesser quahl'muons, then the job shall be re-posted with the
lesser qualifications listed.

Job reclassifications to a higher or lower grade shall not be posted when no vacancy exists.

‘Where appropriate, the posting should include the scheduled hours/day of work,



Section 2, Job Bidding

A,

Employees hired, promoted or voluntarily transferred into regular, short-hour or on-call jobs shall be eligible
to bid on job vacancies representing a lateral or downward transfer onty after completion of six (6) months of
service in their present job classification, and three (3) months of service in their present job classification if
the vacancy represents a promotion. This bidding resriction shall not apply o changes in shift, scheduled
hours within the department, or a change from one departmental section to another within the same
classification at the same facility. Employees hired, promoted or veluntarily ransferred inio temporary jobs
shall be eligible to bid on job vacancies only during the four (4) week period immediately prior 1o completion
of their temporary assignment, including any extensions thereof, provided the employee was given thirty (30)
days notice of the extension of their temporary assighment.

An employee shall not be allowed to bid for 2 pesition in a departnent where the Department Head,
Supervisor or Assistant Supervisor is related to the employee, regardless of seniority,

All eligible employees who bid for job vacancies shall be screened by the Personnel Department in
consultation with the hiring supervisor, as necessary. Those determined vpon initial screening not to be
qualified for the vacancy in accordance with Sectien 3 herein, shall receive an explanation of the decision
from the Personnel Department. Employees will be notified of the status of their bid at the end of the posting
period. If for some reason an employee has not been notified within three (3) days following the posting
period, he/she should contact Personnel.

The top three senior, qualified employees, referred by Human Resources, shall veceive a panel interview. The
panel will consist of an odd number of department members representing labor and management. The panel
will use a fist of Human Resource-approved behavioral interview questions to assist in applicant selection. Job
expectations shall be included within the interview.

If the employee selected declines the job offer, the hiring supervisor shall continue interviewing any qualified
employee applicants as described in this Section before filling the vacancy without any further regard to this
Agreement,

Employees offered a promotion, lateral transfer, or voluntary downward transfer shall be granted a mutually
agreed-upon time to accept such offer.

An employee going on vacation may designate a co-worker to bid on a job posting in their absence. The
written asthorization will include contact information and return date.

Employees selected for new job assig shall be released to their new position upen mumal
agreement of the employee and both supervisors no later than three (3) weeks from the date they are offered
the job. Every effornt will be made to wransition the employee as soon as possible. In instances where the
employee is promoted and is being retained for a period greater than two (2) weeks from the date of the job

offer, the retaining supervisor will pay the difference in wages.

In filling Schedule "A" job vacancies at grade 10 and above, the position will first be posted within the
department for three (3) business days. 1f there are no qualified bidders, the position will be posted in
accordance with Article 7 of the Agreement.

In the event an employee's bid has been denied by the Personnel Department on the basis of insufficient

qualifications, he/she may request a review of his’her application to determine if reasonable equivalency
exists. If such a review is requested, Personnel will confer with the hiring supervisor to evaluate such.

it




Section 3. Selection Criteria

A, In filling job vacancies as described in Section 2 herein, an employee who bids must possess the posted
qualifications, and merit and ability. For purposes of this Section, merit shall be defined as follows:

n The absence of a first or second written warning issued during the preceding twelve (12) months.

2) The absence of a final written waming or suspension issued during the preceding two (2) years.

1) The absence of a rating of unsatisfactory on any individual performance factor on a performance
evaluation issued during the preceding twelve (12} months, except for evaluations issued during the
evaluation period on a new job. Further, a rating of unsatisfactory will not automatically preclude
consideration where the factor being evaluated is not directly related to the duties and responsibilities
of the position for which the employee has bid.

4 A first written Notice of Disciplinary Action shall not avtomatically disqualify the employee from
job bid consideration. .
5) Where circumstances warrant, the Employer agrees to give consideration 1o an employee's job bid

even though a Netice of Disciplinary Action or rating of unsatisfactory on any individual
performance factor on a performance evaluation is present in the employee's file. The Employer's
decision will be based on the willingness of all concemed to accept or not aceept such bids, and the
Employer will consider such factars as the relevancy of the infraction to the new position and overall

work record.

B. Senjerity shall govern among two ot ttore bidders provided that merit and ability, inciuding qualifications,
relevant work experience {although not necessarily in the same type of work) and overall job performance
history are good.

C. In filling job vacancies, qualified employees who are eligible to bid on job vacancies, as defined in this

Article, shall be given preference over applicants for employment,

Section 4. Evaluation Period

A Employces who are promoted, laterally transferred or voluntarily transfer downward shalt undergo an
. evaluation period in the tew position of up to ninety (90) calendar days, for full-time employees and sixty (60)
days worked for part-time, short-hour and on-call employees, including the date of promotion or trapsfer. 1If

the emplayee is assuming & position in a new facility where a training period precedes the aciual opening of

the Facility, the evaluation period shall be increased to 8 maximum of one hundred twenty (120) calendar days.

B. Extension of the evaluation period of up to 45 days is allowed, provided the Employer notifies the Union in
advance with an explanation of the reasons for said extension.

C. During the evaluation petiod, employees should be provided with appropriate orientation tools and periodic
feedback.
D. Should the emplayee not meet the reasonable job performance expectations established by the supervisor, she

shall be returmed cither to hisher former or a comparable position for which she qualifies, at the Employer's
discretion, without change in hisher previous seniority or wage rate. The employee being returned shall be
given 2 minimum of two (2) weeks' notice prior 1o the effective date of his/her remaoval from the department,
when such retumn results in 2 different location or significant difference in work schedule. Otheswise, one
week's notice should be given unless mutually agreed to otherwise. Such righis.to rewurn shall be given
preference in filling open jobs.
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The Employer will consider the circumstances that exist at the time a determination must be made about
returning an employee to histher former position or to a comparabie position, Such consideration will include,
in the following order;

8] If the former pesition has not been filled, the employee will be returmed 10 the former position.

2) If the former positicn has been filled, the Employer will evaluate the impact of retuming the
employee to hissher former position.

k)] 1f the impact is significant, the Employer will look for a comparable position.

4) If no comparable position exists, the employee will be retumed to histher former position, regardless
of impact. In such an instance, any employee who has assumed the position to which the employee
is being returned will be similarly returned either to hisher former or a comparable position, and so
on down the line. Any employees remaining will be subject to the reduction in force provisions.

5) Not withstanding the above, if the employee’s fonmer position no longer exists, the empleyee will be
placed into 8 comparable position.

A regular or short-hour employee who has received a promotion, latersl transfer, or voluntary downward
transfer may return to the job classification held immediately prior to the promotion or transfer without change
in previous seniority or wage rate, provided each of the following conditions are met;

n The supervisor has decided to post the job vacated by the emplovee.
2) The employee must retumn to the former job classification within thirty (30) calendar days following
ihe date the job was posted.
3 The former job classification has neither been filled nor has a job offer been made to an applicant.

ARTICLE 8. DAYS AND HOURS OF EMPLOYMENT

Section 1. Scope

This Article is intended to define the normal hours of work and shall not be construed as a guarantee of hours of work
per day or per week, or of days of work per week. This Article shall not be considered as any basis for the calcutation

of overtime,

Section 2. Definitions

A

The term "workday,” a8 used in this Agreement, shall refer 10 a day on which an employee is scheduled to
work.

The term "business day," as used in this Agreement, shall refer to the five business days from Monday through
Friday, excluding holidays.

The tenn "calendar day,” as used in this Agreement, shail refer to the seven calendar days from Monday
through Sunday, including holidays.

Section 3. Work Schedules

A.

The Employer shall exercise a good faith effort, subject to the requiremenits of efficient operations, to utilize
regular futl-time and regular part-time employees.

The Employet shall exercise a good faith effort, subject to the requirernents of efficient operations, to the end
that regular fullime employees shall be scheduled on the basis of a8 normal workweek of forty hours within
the workweek period during which there are two consecutive days of rest.
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The normal hours of work for employees shall not be reduced or changed without notifying the Union, unless
circumstances are such that to give such notice in advance of any reduction or change would interfere with
orderly operations. [n instances where there is a potential for significant impact on the affected employees, the
Employer agrees to meet with the Union 10 discuss the short ané long-term impact and explore alternatives.

In the event the Empleyer decms it necessary to change normal starting and quitting times, and/or normal
scheduled days of work, the principle of seniority shall apply to the qualified employees involved. When such
changes oceur, consideration will be given to the preferences of the affected employees, within the new
schedules, provided such preferences do not interfere with efficiency of operations or conflict with seniority.

Schedules of starting and quitting times of regular employees shall be posted by the Employer two (2) weeks
in advance, if practical to do so, but in ro event less than one (1) week in advance, subject 10 emergency
situation changes. -As much advance notice of overtime requirements shall be given as permitted by
operational circumstances.

The Employer will make an effort to avoid scheduling cmployees over their assigned FTE on an ongoing
basis, unless it is necessary for operational requirements. The Employer agrees to specify on the job posting
whether ihe position requires flexibility in the number of hours worked.

When it has been determined by the Employer that involuntary, mandatory time off is necessary, such
involuntary time off will be rotated within the department and such time will be counted for the purpose of
sick leave and vacation accrvals. In instances where KTO becomes frequent within a department, the
Employer and the Union will meet to discuss the short and long term impact, explore alternatives and
determine the applicability of other contract provisions.

Section 4. 4/40 Work Schedules

When the Employer determines that a 4/40 work schedule would Mr meet patient/member needs in a particular
Facitity, department or work group, the following provisions shall apply:

A

B.

Prior (o implementation, the Employer agrees to notify the Union and discuss the need for a 4/40 schedule.

‘The parties agree that the 4/40 schedule in any department will be initially conducted for trial period of three
(3} months. Either party may request this program be re-evaluated by serving a writien notice on all parties
involved at the end of the trial perjod. Both parties shall reserve their rights to extend, modify or terminate the
4/40.

The Employer shall exercise a good faith effort, subject to the requirements of efficient operations, to schedule
regular full-time employees to work ten {10} hours per day and forty (40) hours per week during which there
are three (3) consecutive days of rest. However, a 3/30 schedule is also possible within the guidelines of this
section.

Employees shall be paid at the rate of time
hatf (1-1/2) the straight-time hourly rate of pay for all hours of work performed in excess of ten (10) hours in
any one payroll day or for ali hours of work performed in excess of forty (40} hours in any one payroll week,

Emplovees assigned to a scheduled workweek of twenty-eight (28) hours or more during a period of more
thar five (5), six (6) or seven (7) workdays shall be paid at the rate of time-and-one-half (1-1/2) the straight
time hourly rate, including applicable shift premium, for all hours of work assigned by the supervisor and
performed by the employee on the fifth (5th), sixth (6th} or seventh (7th) consecutive day regardiess of payroll
week and regardless of whether such hours of work are in excess of forty (40} within one (1) payroll week.
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To assure equity, regular full-time employees on a 4/40 work schedule shall be paid for holidays worked in
exactly the same fashion as specified in this Agreement for regular full-time employees. Pay for holidays not
worked shall be eight (8) hours. However, holiday pay for 4/40 employees shall not count as time worked for
purposes of computing overtime for work performed later in the same payroll week.

Section 5. Veluntary Extended Schedules

When it is determined that voluntary work schedules ix!cluding rescheduled 9 and 10 hour shifts are beneficial, such
schedules may be agreed to at straight time pay subject to the following conditions:

A,

B.

Prior to implementation, the Employer agrees to notify the Union and discuss the need for said schedule.
The affected employees volunteer for said schedule, and reach mutual agreement with their supervisor.

Employees shall be paid ac the cate of time-and-onic-haif ¢ I-1/2) the straight-time hourly rate for all haurs of
work performed in excess of 9 or 10 hours on any one of said payroll days.

. . . ' \ .
Both parnies agree that these schedules in any deparment will be conducted on a trial basis of three month, but
shall continue in effect uniess either party serves wrinen notice exercising iwir rights iv mudify or teriinate
the agreement at that time.

Section 6. Additional Hours

A,

The Employer will give consideration to employees who request 1o work additional hours beyond their norrnal
work schedule. Employecs who desire to be considered for additional hours must provide written notification
to the Medical Office Administration Department within the facility concetned. If requesting additional hours
in a Regional Office facility, the written notification should be provided 10 the Department Supervisor.

When emplovees who have provided such notification work additional hours, the employee's full-time
equivalent (FTE) will remain unchanged and such additional hours will not count toward benefit etigibility or
accumulation, tenure adjustments or computation of 6th or 7th consecutive day premium pay. Such hours will,
however, count toward the accumulation of sick leave and vacation. However, hours worked in excess of
eight (8) hours in any one payroll day or forty {40) hours in any one payroll week shall be paid at the overtime
rate of time-half (1-1/2) the straight-time rate of pay.

The Employer shall establish a mechanism to allow the employees to volunteer for additional hours and to
coordinate the scheduling of such as an alternative to assigning additional work, including stand-by
assignments, to employees when no volunteers are available in the facility. Preference shall be given to
employees who have been KTO'd and to other employees who will be working at straight-time pay.

Section 7. Rest and Meal Periods

A,

Each employee shall receive a fifteen- (15) minute paid rest period during each uninterrupted four
hour segment of work,

If an emplovee is required to work through a rest period, s/he shall be paid time-half (I-1/2) his’her straight-
time hourly rate of pay for such work. However, upon mutual agreement between the employee and the
supervisor, the missed rest period may be combined with the meal period at no premium pay.
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if an employee is required to work through a meal period, sthe shall be paid time-half (1-1/2) his‘her straight-
time hourly rate of pay for such work,

The Employer agrecs, to the extent practica, to cross-train a sufficient number of employees for the purpose
of providing effective rest and meal period relief.

The primary responsibility for insuring that m.\ptoyees are able to take rest and meal periods shall rest with the
Employer. Employees shall be granted flexibility in the scheduling of their breaks and meal periods consistent
with operational needs.

Time spent in meetings which are compelied by the Employer shall count as time worked.

Employees shall not be denied time-and-a-half {I-1/2) payment for missed rest or meal periods due to lack of
pre-authorization by a manager or designee if such pre-authorization is not practical under the existing
operating circumstances. ‘Where appropriate, pre-authorization may be specifically requested by the
supervisor. [n the event the supervisar or designee is not accessible, either in person or via pager, 1o approve
such, the employee may use hisher judgement regarding the necessity to work through breaks/lunch.

Management will not ask employees to waive their rights under the provisions of this Section.

Section 8. Emergency Care/Urgent Care Holiday Coverage

Employees may volunteer to work in the Emergency Care/Urgent Care Centers in any job classification for which they
are quadified {¢.g.. an LPN may voluntcer to fill a Nursing Assistant vacancy, etc.). However, assignment to work in
the Emergency Care/Urgent Care Centers will be made in the employee's same job classification {e.g., Nursing
Assistants will only be assigned to work as Nursing Assistants. efc.).

ARTICLE 9. OVERTIME AND ALLOWED TIME

Section 1. Scope

This Article is intended 10 provide the basis for caiculation and payment of overtime and allowed time.

Section 2. Definitions

A.

The term "payroll week,” as used in this Agreement, shall mean and consist of the seven
{7) day period beginning at 12:01 a.m. Monday.

The term "payroll day," as used in this Agreement, shall mean and consist of a twenty
four (24) hour period beginning at 12:01 a.m. each day.

Section 3. Overtime Pay

Employees shall be paid at the rate of time-half (- i/2) the straight-time hourly rate of pay, including applicable shift
premiurh, for all hours of work performed in excess of eight (8) hours in any one payroll day or for all bours of work
performed in excess of forty (40) hours in any one payroll week.



Section 4, Determining Hours Worked for Overtime Computation Purposes

The following paid time off benefits shall count as time worked for purposes nf computing overtime for work
performed later in the same payroll week:

N
bd]

Holidays for which pay is received.

Paid time spent in intemal or outside training programs, at the Employer's direction.

Section 5. Non-Duplication of Overtime Rates

A,

For computation of all overtime rates under this Agrecment, each employee's compensated hours during each
payroll week shall be analyzed by the Employer, and the employee shalt be paid the single most advaniageous
non duplicated, non pyramided overtime rate(s) which apply for such payroil week.

However, the parties agree that nothing contained in this Agreement shall be interpreted as requiring a
duplication or pyramiding of pay at overtime rates. To the extent that hours within one payroll week are
compensated at an ovenime rate under one provision, they shall not be counted as hours worked in
determining overtime rate(s) under the same or any other provision. Overtime rates include premium pay for
holidays worked, rest and meal periods worked, sixth and seventh consecutive days warked and daily or
weekly overtime.

Section 6. Overtime Scheduling

The Employer will attempt to distribute overtime equitably among-qualified employees within any job classification
concerned within any one facility, After scheduling qualified employees who have volunteered for overtime, the
Employer will rotate any remaining overtime equitably among employees in reverse seniority order, beginning with the
least senior qualified regular, short-hour or temporary employee in the job classification concerned within the facility.

Section 7. Make-Up Time

A,

An employee who is absent on unpaid personal time off may submit a written request to hisher supervisor to
make up the work time missed at a later time within the same payroll period, provided that the total hours
worked within any one payrolt week do not exceed forty (40). Make-up time shall be paid at straight time,
including over eight (8) hours daily, up 1o forty (40) hours in a week.

The provisions of this Section shall not be applicable in cases where an employee received holiday, sick leave
or educational pay for such absences.

Section 8. Reporting Pay

A

Employees wha are scheduled or called to report for work and who are permitted to come to work without
receiving prior notice that no work is available shall perform any work to which they may be assigned. The
Employer may utilize such employee in any related capacity in which s/he is qualified to perform. The
employee shall be compensated at his'her regular rate or the appropriate rate of pay for the job whe is
assigned, whichever is higher.
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B. When the Employer is unabie to utilize such employce, and the reason for lack of work is within the control of
the Employer, the employee shall be paid an amount of moaey equivalent to four hours times the straight-time
hourly rate, excluding shift premium, provided that an employee who was scheduled to work less than four
hours on such day shall be paid his/her regular pay for reporting and not being put to work through no fault of
histher own. Tn such cases, the authorized supervisor of the employee may allow tite employee to leave work
before four hours have elapsed.

C. The provisions of this Section shall not 2pply if the lack of work is not within the control of the Employer or if
the Employer makes a reasonable effort to notify the employees by telephone not 1o report for work at least
two hours before their scheduied time to commence waork. It shall be the responsibility of employees to notify
the Emplayer of their current address and telephone number, Failure to do so shall preclude the Employer
from the notification requirements and payment of the above minimuim guarantee.

ARTICLE 10. JOB SECURITY CONSIDERATIONS

The Employer and the Union recognize the importance of fostering & secure work environment for all employees which
premotes employment opportunities.

Section 1. Reduction Determination

There may be situations in which the Employer determines thal a reduction in force, resulting in the layoff of personnel,
is necessary. One situation js a reduction of stafffpersonnel due 10 membership loss of lack of growth, discontinuance
of services, loss of physicians or other such reasons. This situation typically requires more immediate action than
reductions due to reorganization/automation. The following is intended to distinguish the process used in each.

A. Reduction of Staff/Personnel

1} When it has been determined by the Employer that the displacement of personnel is necessary, due to
& straight staff reduction in force, the Employer agrees to notify the Union and meet to discuss the
impact of the displacement on personnel. The Union, in these discussions, may suggest altematives
for the Employer to consider.

2) Prior to affecting a reduction in force, the Employer will examine the possibility of accomplishing
the reduction through attrition and/or transfer, and to assist employees in securing other available
positions, as defined in Section 2. In this situation, the partics may waive posting/job selection
criteria by mutual agreement to fill temporary vacancies resulting from attrition and/or transfer.

3) Any employee who ﬁas been notified that his/her job is being eliminated e 1o a force reduction
under this section, will be given thirty (30) days’ notice. This thirty (30) day notice will be wermed
the “notification period.” See Section 2 for purpose and application.

A

B. Reorganization/Aut

1 Whe it has been determined by the Empioyer that the displacement of personnel which will result in
the significant loss of jobs and layoffs is necessary due to major reorganization efforts involving
automation, mechanization, technological improvements, reorganization, job redesign, consolidation
of functions or other such designs or reasons, the Employer agrees to notify the Union at least sixty
(60) days prior to issuance of any notification period and meet to discuss the impact of the
displacement on personnel. The Union, in these discussions, may suggest alternatives for the
Employer to consider.
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2)

3

4)

When it has been determined by the Employer that the displacement of personnel is necessary due to
automation or reorganization, which is not defined as a major reorganization effort, the Emgployer
agrees to give the Union sixty {60) days notice and the affected employees a sixty (60) day
notification period which could run concurrently,

Prior to affecting the elimination of positions due to B.I. above, the Employer will examine the
possibitity of accomplishing the reduction through aterition and/or wansfer, and to assist employees i
securing other available positions, as defined in Section 3. The Employer and the Unien will meet to
identify suitable retraining o alternate employment opportunities and may develop a plan to provide
employment counseling, skills assessment, trajning, and other apprepriate actions. During this
pericd, the parties may waive posting/job selection criteria by mutual agreement to fill temporary
vacancies resuiting from attrition and/or transfer.

Any employee who has been notified that his/her job is being eliminated due to a force reduction,
under this section, will be placed on a notification period as outlined below in Section 2.

Section 2. Notification Period

1)

2)

3)

Employees receiving notice of potential layoff offfdisplacement under Section 1,A. wiil receive 1
notification period of thity (30) days. Employees receiving notice of potential layoff
offrdisplacement under Section 1.B. will receive a notification period as follows:

YEARS OF SERVICE ~ MINIMUM NOTIFICATION PERIOD

More than 2 years 60 days
2 years or less 30 days

During the notification period, employees will have preferential consideration for vacancies
according to Section 3, Placement During Notification Period.

If at any time during this notification period, a sufficient number of employees have been placed to
eliminate the need for further displacement, the natification period may be canceled by the
Employer.

Section 3, Placement During Notification Period

1)

Rl

During the notification period, employees will be permitted to bid on any job for which the
employee: 1) qualifies, 2) almeost qualifies, or 3 will qualify within ninety (90) days of being placed
in the new assignment. Bid lids under Article 7, Section 2.A., will be waived in order to permit
employees on notification to secure other positions. Displaced employees will be given preference
for job vacancies, for which hefshe has placed 2 bid during the notification peried, if the employes
qualifies, almost qualifies or will qualify within ninety (30) days.

Preference for offering positions shall be to displaced employees on a "notification period” in order
of senjority. However, in instances where a displaced employee does not meet the minimum
qualifications, the Employer may limit the awarding of positions where such would have an adverse
impact on efficient operations, Prior to accepting the positions, in instances where employees do not
meet the qualifications for the positions, the employee, steward or Union Representative, and
supervisor should meet to clarify training, orientation, and feedback expectations.
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3}

4)

5)

6)

Employees who do not qualify or meet the reasonable performance expectations of the supervisor
during the ninety (90} day evaluation period wilk displace the least senior employee according to
Section 4 or may be offered, at the sole discretion of the Employer, an available vacancy.

If an available job opening is offered to any employee during the notification period and it is
accepted by the employee, the rate of pay for the job, as set forth in the appropriate wage appendix,
shall become effective at the end of the notification period.

Employees on a notification peried under Section 1.A above will receive a two week notice of layofT
off or two weeks pay in lieu of notice. Regardless, these employees will be placed on a notification
period during which tiime, these employees may exercise preferential consideration for vacancies,
according to Section 3.

Employees on a notification period under Section 1.B above will continue working during the
notification period. 1f possible, the employee{s) will work it their current classification.

Section 4. Displacement Procedure

1n all cases of reduction in work force or tayoffs and rehiring, the principles of seniority shall govem, provided that the
employee is qualificd to perform the job. Employees shall be permitted to displace other employees as follows:

D

)

)

The least senicr employec in the job classification in the affected unit to be reduced shall displace the
least senjor employee in the same or comparable positions at the same facility. 1f there is no same or
comparable position at the facility, the employee may bump the least serior employee it the same or
comparable position within the Region. The displacing employee shall be paid the step rate of the job
¢lassiftcation neayest to, but not higher than, hisher former rate of pay.

The displaced employee shall be laid off, with the same notification rights under this agreement.
This notification may eccur while on lay-off status.

1f the displacing employee elects not 10 exercise his/her seniority pursuant 1o Paragraph {1} of this
Section, s/be shall be laid off.

Section 5. Pay in Lieu of Notice

All regular employees who are placed on layoff status for a period of one (1) or vwo (2) weeks, for reasons within the
control of the Employer, will receive three (3) days' notice or three (3) days pay thereof. Such notice is inclusive of any
notification period as defined in Section | above.

Section 6. Recall Procedure

Emplayees whose jobs are eliminated due 1o reorganization as outlined in Section 1.B., above, shall be eligible for
recall subject to the provisions of this Section:

A. Laid-off employees shalt continue to accumulate seriority for the duration of their recall period.

B. Job classification openings shali first be offered to eligible employees who previously held the job and have
displaced an employee, as described in Section 1 of this Armicle, in order of seniority, and shall then be offered
1o those on layoff in order of seniority. If there ate no eligible employees on layoff who previously held the
job classification, then the job shall be filled pursuant to Article 7.
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Employees with less than two {2) years of seniority shall have recall rights for six (6) months following the
date of layoff. Employees with two or more years of seniority shall have recall rights for twelve (12) months
following the date of layoff.

ARTICLE 11. SERVICE CREDIT RESTORATION

Section 1. Transfers from Other Kaiser Permanente Regions

A

For purposes of this Section, employees transferring from other Kaiser Permanente Regions shall, upon
attainment of regular status, be eligible for service credit restoration, provided the break in service does not
exceed rwelve (12) months.

Service Credit Restoration shall mean eligibility and accumulation of benefits for which length of service is a

- condition of entitlement, such as vacation accrual, holiday pay, sick leave eligibility, short-term disability

insurance coverage, dental plan eligibility, and retirement benefits. Employees transferring into the same job
classification shall receive tenure credit in deterinining the wage rate up to Sten D,

For such employees whose break in service does not exceed six (6) months, the service credit restoration will
become effective upon anainment of regular status. Requests should be submitted in accordance with Section
3.

For such employees whose break in service exceeds six {6) months but is less than welve (12} months, the
service credit restoration will become effective after completion of six (6) months of service in a regular
status, Requests should be submitted in accordance with Section 3.

Section 2. Colorade Region Rehires

A,

For purposes of this Section, former employees of Kaiser Foundation Health Plan of Colorado with at teast
one (1) year of service as a regular employee at the time of resignation, who are rehired by the Employer shall,
upan attainment of regular status, be eligible for service credit restoration, provided the break in service did
not exceed twelve (12) months.

Service credit restoration shall mean eligibility and accumulation of seniority, wage rates, tenure adjustments
and benefits for which length of service is a condilion of entitlement, such as vacation accrial, hotiday pay,
sick leave eligibility, short-tesin disability insurance coverage, dental plan eligibility and retirement benefits.

Employees rehired into the same job classification shall receive tenure credit in determining the wage rate up
to the maximum pay rate. Requests should be submitted in accordance with Section 3.

For such empleyees whose break in service did not exceed six (6) months, service credit restoration wikl
become effective upon attainment of regular stams. Requests should be submined in accordance with Section
3. .

For such employees whose break in service exceeds six {6} months but is less than twelve (12) months, service

credit restoration will become effective after completion of six (6) months of scrvice in a regular status,
Requests should be submitted in accordance with Section 3.
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Section 3. Service Credit Restoration Procedure

A, Employees fror: other Kaiser Permanente Regions or former employees of Kaiser Foundation Health Pian of
Colgrado who are hired ot rehired by the Employer in a temporary, on-call or short-hoyr status and then
transfer into tegular status must submit a written request to the Benefits Representative in the Human
Resources Department to restore previous service.

B. Service credit restoration will become effective the date the request is received by the Benefits Representative.

ARTICLE 12. Labor-Management Partnership

Section 1. Philosophy

Recognizing that our employees are our primary asset, Kaiser Permanente and it"s Partner Union, SEIU
Local 105, are dedicated to working together in the “spirit of partnership™ to forward the growth, developrent and
well being of our employees and the success of our company. Top quality, true-shared leadership and decision
making and market-leading performance are the goals we share. The Labor-Management partnership is our
operations strategy for achieving our geals and transforming Kaiser Permanente to meet the challenges of the 21
Century.

Section 2. Union Liaison

The Union and the Employer agree to cstablish one Fufl Time Equivalent (FTE) for the purpose of
promating the philosophy and intent of the Labor-Management Pantnership. The Union Liaison will be hired
through a joint hiring process and will be required to report to a joint reporting and evaluating structure within sixty
(60) days of ratification.

The full time Union Liaison is expected to: Provide education and training to emplayees in order to
enhance and promoie the partnership philosophy. Responsible to publicize the parmership successes in the Colorado
Region. Assist the facility Labor-Management Partnership Committees to develop strategies and processes to
implement the Labor-Management Partnership philosophy and te facilitate project design as well as other applicable
issues,

The Union and the Employer will develop the Union Liaison work plan. The job description will be amended
as necessary as the parmership progresses and’or upon recommendation of the National Labor-Management
Committee. ’

Section 3. Goal

High satisfaction among employee, physician, and management is achieved through an invelved,
participating, multi-disciplinary, trained team, that focuses on meeting or exceeding jointly designed goals and
expectations. Ultimately, facility/department/work unit self-directed Labor/Management Committees, utilizing
shared decision making, will be responsible for entire, discrete processes, and are in the best position to
continuously improve and move the partnership forward.
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Section 4. Regional Partnership Committee

The Regional Partnership Coramitiee wifl sponsor the facifity/department/work unit Labor/Management

Committees. The Regional Partiership Committee is responsible for providing leadership by personally and
publicly committing to parmership as a priority to the organization. The sponsors will ensure the development,
maintenance and ongoing evaluation of partnership projects and the facility/department Committees. Our intent is
that Unijon Partners and Management be fully integrated into any existing or ongoing projects, initiatives or
structures that may impact their specific work. Partner unions are included and represented in the planning and
implementation of any new initiatives from the beginning, .

* ARTICLE 13. JORB CLASSIFICATIONS

We agree that our mutuat interest is in providing appropriate pay and job classifications. To that end we agree

to use an integrated approach to classification and pay issues, including, but not limited to training, ongeing
communications, market and/or internal review, and implementation.

Periodic {monthly) classification issues meetings will be held with union and management to review active

classification issues, such as reclassification requests, market-related pay adiustments and/or new classifications.

Section 1. New Job Classifications

A.

The Employer shaii notify the Union of any new non-exempt, non-unton job classifications established during
the term of this Agreement. Upon the Union's request, the Employer and the Unjon shall meet to determine if

“such job classification(s) should be in the bargaining unit.

The Employer shall establish the job description, grade and wage rate for sach classification; and the
description, grade and wage rate thus established shall be discussed with the union, management, and affected
employee(s) prior 10 implementation. The grade and wage rate thus established shall have a fair and proper
relationship to those set forth in Appendix A.

Section 2. Job Descriptions

A

1 is agreed that the Employer and the Union shall maintain descriptions setting forth job duties in accordance
with duties necessary and traditional in the operation of the facilities and representative of the type of work,
skill level and responsibilities of the job. Job descriptions maintained by the Employer shail be made available
to the Union upon request.

A copy of the current job description should be provided by the supervisor to the new employee upon hire,
promotion or transfer into a new job classification or upon request, for employees who do not have a cusrent
copy for their current classification.

In the process of preparing or revising job descriptions, the Employer agrees to discuss the description with the
employee prior to implementation.

' The job description should be reviewed and updated during the evaluation process and prior to posting.
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Section 3. Classification/Grade Review Requests

If the Union or Management believes that a bargaining unit job is not properly classified within Appendix A
due to a substantial change in job content, the Union or Management may request a classification/grade review
by submitting a written request to Compensation. Upon receipt of said request, a meeting will be held with a
union representative, supervisors affected employee(s) and Compensation. Said meeting will be expeditiously
scheduled.

Compensation will then complete an analysis which includes, but is not limited te, informational data
gathering, on-site job review, modification of job description (as necessary), market and‘or internal parity as
appropriate to the classification 1o determine grade placement and pay range.

B. The Employer will respond in writing tc the Union within sixty (60) days of the
meeting. While the time limit described above may be extended by mutual agreement, the effective date for
any reclassification shall be sixty (60) days from the date the review request is receivedl.

C. Disputes regarding the appropriateness of the Employers determination shall be subject to the grievance
procedure, and may be advanced to Step 2 by the mutual agreement of the parties.

ARTICLE 14. WAGE RATES

Section 1. Wage Schedule

The hourly rates of pay shall be as shown in the wage schedules set forth in Appendix A. The wage scales set
forth are intended to constitute minimum scales only, and nothing in this Agreement shall preclude the Employer from
paying in excess of such minimum rates, at the Employer's discretion. However, no employee covered by this
Agreement shall, as a result of the provisions of this Agreement, suffer a reduction in hisher wage rate 5o iong as she
continies in the same classification, except as results from the application of Anicle 5. Where employees are receiving
wage rates in excess of the minimum rates set forth, they shall receive the cents per hour increases provided in the wage
schedules, ’

Section 2. Effective Date of Tenure Increases

Tenure increases shall become effective on the employee's exact tenure eligibility date.

Section 3. Wages Following Promotion

An employee promoted shall be paid the first step rate of the new classification that wiil provide an
increase of at least 6% above his/her current rate and which will provide an increase of at least twenty-five cents
(5.25) per hour for each grade, except that in no case shali the new step exceed the employee™s current tenure step.
The employee will receive credit for time spent in his/her former classification, up to a maximum of tweive (12)
months, in determining the eligibility date for his‘her step increase, if any, If following a downward transfer, an
employee promotes back to a position in the same or higher grade. His/her rate of pay shall not be higher than the
step rate that would have been in cffect, if he/she remained in the higher graded position.
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Section 4. Wage Rate Following a Return to Former Position

When an employee is renuned to a former or comparable position, s/he will also return to hisher former rat
of pay. . :

Section 5. Wages Following Upward Reclassification

An employee whose job has been reclassified to a higher grade by the Employer as the result of a
classificationgrade review, shall be placed on the same step in the higher grade as was held in the former grade,

Section 6. Wages Following Lateral Transfer

An employee who is transferred to another position in the same grade shall receive not less than hisher former
rate. The employee shall receive credir for time spent in histher former classification in determining his‘her eligibility
date for future step rate increases.

Section 7. Wages Foilowing Downward Transfer

An employee who is transferred to a position in a lower grade shall receive the step rate which is nearest to,
but not kigher than, hisher former rate. The employee will receive credit for time spent in his’her former classification,
up to a maximum of twelve (12) months, in determining the eligibility date for his/her next step increase, if any.

Section 8. Wages Following Downward Reclassification

‘When any job is reclassified downward by the Employer, the employee affected shall continue at the rate of
pay in cffect at the time of the downward reclassification until the date of his/her next step progression. On this date,
the employee shall be paid at the first step in the new classification which is higher than his/her present rate. If Step H
in the new classification provides a iower rate than the employee's present rate, then the employee shall remain at
hig/her present rate until Step H provides a higher rate, at which time the employee shall be placed on step at the higher
rate. The reclassified job shall have a fair and proper relationship to those set forth in Appendix A.

ARTICLE 15. WAGE PREMIUMS

Section 1. Shift Premium

A, Any employee who works a shift of three (3} hours or more, commencing at or after 3:00 p.m. but prior to
1:00 p.m., and ending at or after 6:00 p.m., shall receive an evening shift premium of one dollar and ninety
cents ($1.90) per hour for all hours worked. However, employees who work a shift which commences prior to
3:00 p.m., and for which the employee works at.least four hours within the evening shift eligibility period,
shall receive evening shift premium for those hours worked after 3:00 p.m. For example, an employee whose
shift begins at 12:00 noon and ends at 11:00 p.m. shall receive an evening shift premium from 3:00 p.m.-
11:00 p.m. N \

B. Any employee who works a shift of three (3) hours or more, commencing at or after 11:00 p.m. but prior to
6:00 a.m., shall receive a night shift premium of two dollars and fifty cents ($2.50) per hour for all hours
worked. However, employees who work a shifi which commences prior to 11:00 p.m.,, and for which the
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employee works at least four hours within the night shift eligibility period, shall receive night shift premium
for those hours worked after 11:00 p.m. For example, an employce whase shifi begins at 7:00 p.m. and ends
at 3:00 a.m. shall receive a night shift premium from 11:00 p.m. - 3:00 am. Employees who commence work
af or after 4:30 a.m. will receive night shift differential for the hours worked between the starting time and
6:00 a.m. In no case will night shift differential be paid for more than ten (10) consecutive hours.

Shift premium shall be included in holiday, vacation, sick leave and overtime pay.

Section 2. Weekend Preminm

Any employee who works a shift of three (3) hours or more between 12:01 am. Satrday and 12:00 p.m.

Sunday shall receive a weekend premium of one dollar and fificen cents {$1.15} per hour for those hours wotked during
that period. This premium, shali be pyramided with shift pretnium, when applicable.

Section 3. Work in a Higher Classification Premium

A

An employee wemporarily assigned the major duties and responsibilities of a higher-rated Schedule A
classification for an increment of not less than (1) one hour shall receive a premium of sixty-five cents (5.65)
per hour for each grade, up to a maximum of one dollar and ninety-five cents ($1.95) for three (3) or more
grades, for ail hours worked in the higher-rated classification.

An employee temporarily assigned the major duties and responsibilities of a higher-rated Schedule B or C
classification for an increment of not less than one (1) hour shall receive a premium of one dollar and fifty-five
cents ($1.55) per hour for all hours worked in the higher-rated classification.

Section 4. Premium in Lieu of Benefits

In lieu of eligibility for certain benefits and wage premiums outlined in this Agreement, short-hour, temporary

and on-call employees shall receive a premium of one dollar and fifty ($1.50} per hour above their regular straight-time
rate of pay.

Section 5. Sixth or Seventh Consecutive Day Premium

A,

Employees assigned 1o a scheduled workweek of twenty-eight (28) hours or more during & period of mote
than five (5) workdays shall be paid at the rate of time-and-one-half (I-1/2x) the straight time hourly rate,
including applicable shift premium, for all hours of work assigned by the supesvisor and performed by the
employee on the sixth (6th) or seventh (7th) consecutive day of work regardiess of the payroll week and
regardless of whether such hours of work are in excess of forty (40) within one (1) payrol! week.

Refer to Article 9 to determine overtime pay for employees who work more than forty (40) hours during one
(1) payroll week.

For purposes of this Section, a day of work shall refer to a workday on which an employee actually works a
minirum of one-half (172} of his/her scheduled shift. A paid day off shall cot be considered as a day of work.
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D. The following examples serve to illustrate the intent of this Section:
Example #1: Mon, Tues. Weds. Thurs. Fri Sat Sun.
Actual Schedule 5 6 4 4 5 5 off
Total Hours Worked = 29
Eligible for sixth-day premium

Example #2: Mon.  Tues. ‘Weds. Thurs. Fri Sat. Sun.

Actual Schedule 8 Vac. 4 8 8 4 off

Not eligible for sixth-day premium; did not work six consecutive woerkdays.

Section 6. Float Premium

A

An employee designated as a float whose primary job is to float from one department to another as unassigned
retief shall be paid a premium of fifty cents ($.50) per hour for all hours worked.

+

Fleat premium will not apply to an employee whose regular work assignment requircs performing work in
more than one department, such as a Stock Clerk or a Mail Clerk.

Section 7. Pager Unit Pay

A

Employees who are assigned pager unit duty outside of their regularly scheduled hours shall be paid two
doltars and fifty {52.50) per hour for each hour spent in such capacity, and three dollars ($3.00) per hour for
each hour spent in such capacity on a recognized hotiday. Unless otherwise specified by the supervisor, an
employee shall not be considered on pager unit duty after 3 hours have elapsed following the beginning of the
shift to which duty is served.

When called in, actual work time shall begin when the employee arrives at the facility to which s/he was called
and shall end when the employee leaves the same facility. Pay for hours actually worked shall be at the
employee's regular straight-time rate of pay, excluding hours worked in excess of forty (40). The Reporting
Pay provision of the Labor Agreement is waived when this pay prevision is invoked.

However, employees assigned pager status and who do not respond te a call in a-timely manner or are
unavailable for work shall forfeit pager unit pay for the duration of the assigned period. -

Pager unit hours shall not count as time worked for purposes of compuling overtime for work performed later
in the same payroll week.
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Section 8. Qutside the Bargaining Unit Premiums

A

If an employee aceepts an assignment which includes the major duties and responsibilities of a supervisor for a
period of one (1) week or more, the employee shall be paid a premium of one dollar and eighty cents ($1.80)
per hour for all hours of work performed in that capacity. An employee shall not be assigned supervisory
duties for any period of less than one (1) week. The premium wiil not apply for time not worked (e.g.,
holidays, sick leave, vacation, etc.). Employees so reassigned shall continue to accumulate senjority, benefits
and tenure in accordance with this labor agrecment.

Work outside the bargaining unit premium of one dollar and sixty-five cents ($1.65) per hour will be paid for
non supervisory, non bargaining unit work.

Section 9. Translation Premium

In the interest of supporting cultural diversity, a multilingual committee composed of members from the

bargaining unit and management will be appointed. Bargaining unit representatives witl be appointed by the Union,
The Committee witl identify needs throughout the Region and establish criteria for eligibility to receive the translation
premium of one-hundred dollars ($100.60) per month.

ARTICLE 16. HOLIDAYS

Section 1. Recognized Holidays

A.

B.

The following holidays shall be recognized in accordance with this Article:

National Holidays: Four (4) Float Holidays
New Year's Day To commemorate any four of the following:
Martin Luther King's Birthday
Memorial Day Employee’s Birthday
President's Day,
Independence Day Veteran's Day
New Year's Eve
Labor Day or any other day of significance to the employee
Thanksgiving Day
Christmas Day
1t is the Employer's intent to abide by ansv hanges in Federal legislation related to these holidays.

Section 2. Holiday Guarantee/Coverage

A,

Each regular employec shall be granted a day off for at least one of the following holidays: Thanksgiving Day,
Christmas Day or New Year's Day,
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Regional urgent care departments and any other departments and/or facilities which may be open on a

recognized National Holiday, will employ a core staff in order to ensure coverage for all required shifts.
The Employee may request and the Employer will make every reasonable effort to schedule up to three (3)
national holidays off per year, including at least two (2) Summer and one (1) Winter national holiday.

Availability of shifts will be posted for regular, clinic and on-call employees within the
department !

The employer will attempt to distribute overtime equitably among qualified core staff
within any job classification concerned within the facitity. Remaining overtime will be
made available by seniority to qualified volunteers throughout the Region.

On-call employees currently employed in the Urgent Care Departments, and any other
departments and/or facilities which may be open on a recognized National Holiday, will
be expected to work at least one (1) Summer and one (1) Winter National Holiday.

After equitably rotating any qualified employees who have volunteered for holiday
coverage and assigned on-call employees, the Employer will equitably rotate any
remaining haliday eoverage amang drafted qualified employees in reverse senioriny
order, beginning with the least senior qualified regular or short-hour employee in the
job classification concerned within the region.

The most senior employee drafted will have his or her choice of open shift and location
for which they qualify. An employee may only be drafted for one (1} holiday per
calendar year.

Employees at risk for assignment will be notified thirry (30} days in advance, The
employee may arrange for a training/orientation session prior to their assigned shift.

The employer will notify the employees regarding which facilities will be open for the
summer holidays on March 1st and for the winter holidays on September st subject to
changes due to new member growth and/or loss, significant changes in financial
position and/or change in contract providers or other events of similar magnitude.

C. Mass communication will be used 10 identify National Holiday shift availability and job classification.
Available shifts will be posted with contact information and in 2 commen arca readily accessible to
employees.  Less than full shifts will be considered.

Section 3. Holiday Pay Eligibility Requirements

To be eligible for holiday pay, an employee must meet each of the following eligibility requirements:

1} The employee has at least thirty {30) days of service as a regular employee as
of the holiday.
2) The employee was not directed to work on the holiday.
3) The employee was not on layoff or leave of absence, including any time off taken due to illness

beyond the period of paid sick leave eligibility, as of the date of the holiday.
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4)

The employee worked the last scheduled workday before and the first scheduled workday after t
the holiday, except where the employee has been granted an excused absence.

Section 4. Float Holidays

A regular employee shall receive four (4) float holidays cach anniversary year, in accordance with the
following:

1}

2

3

9

5

6}

Druring the first year of eligibility, the employee shall earn and may use up to four (4) float helidays
following cotnpletion of three (3) months of service as a regular employee. Therealter, fioat holidays
shall be taken during the twelve- (12} month period following the date of eligibility for the float
holiday(s). Float holidays not taken in the anniversary year eamed shall not carry over ta the next
year.

Float hofidays shatl be used to comumemorate specific holidays or any other day of significance as
designated by the employee; however, to allow the employee and the supervisor scheduling
flexibility, the designated holiday need not falt on the actual calendar date.

The employee must submit a written request for a float holiday at least one (1) month in advance of
the date requested, Tlowever, the Employer will give consideration to requests with less than one (1)
month's notice which are due to circumstances beyond the employce's control.

An employee who resigns with at least lwo (2) weeks of notice shall be paid for earned float
holiday(s} requested but not received as of the date of termination, provided each of the conditions
set forth below are met. Pay for such fleat holiday(s) shall be at the employee's regular straighs-time
rate of pay for his’her assigned full-time equivalent hours as of the date of termination.

(a} The employee submitted a written request for one or more float holiday(s) at least one (1)
month in advance of the date requested and received written approval from hisher
supervisor.

{ The supervisor required the employee to work on the date{s) requested for the float
holiday(s) due to operational requirements.

Consistent with scheduling needs, an employee requesting a float holiday will receive a timely
response. Such requests shall not be unreasonably denied.

Float holidays tmust be taken in ful! day increments.

Section 5. Premium Pay for Hours Worked on a Holiday

A

A regular employee who works on a recognized National holiday, as specified in Section 1 of this Article,
shall receive premium pay of double-half (2- 1/2) his/her regular straight-time rate of pay, including applicable
shift premium, for all hours worked on the holiday, or for the employee's assigned full-time equivalent hours,
whichever is greater, up to a maximum of eight (8). Hours worked in excess of eight (8) shall be paid at time-
half (1-1/2),

A short-hour, temparary or on-call employee, or a regular employee with less than one (1) month of service,
who works on a recognized National holiday, as specified in Section | of this Article, shall recetve premium
pay of time-half (1-1/2) his/her regular straight-time rate of pay, including applicable shift premium, for all
hours warked.
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Section 6. Holiday Pay, if Not Worked - Regular Emplos'ees

A,

If a recognized national holiday falls on a normaily scheduled work day and the employee is scheduled off
becanse of the holiday, the pay for such holiday not worked shall be for the number of hours at the straight-
time rate of pay as the employee would have received had he/she worked, including applicable shift premium;
not to exceed eight (8} hours.

If the recognized national holiday falis on a day, other than a nermally scheduled workday, the employee shall
receive additional pay equal to hisher F.T.E.

Section 7. Holiday on Weekend

A

If a recognized national holiday fals on Saturday, employees shall observe the holiday on the preceding
Friday; and if a recognized National holiday falls on Sunday, employees shall observe the holiday on the
following Monday, provided staffing and scheduling permits.

¥ lad 5 =0

department on the recognized holiday shall receive premium pay for hours worked and holiday pay for hours
worked in accordance with Sections 7 and 8 of this Article. However, such employees shall not receive
holiday pay or premium pay for hours worked on the preceding Friday or the following Monday.

Whien a recognized nationaf hofiday flls on Saturday or Sunday, thase emplnvees wha work in a patient care

Section 8. Holiday Pay for Overtime Computation

Holidays for which pay is received shall count as time worked for purposes of computing overtime for work

performed later in the same payroll week.

Section 9. Holiday Pay for Night-Shift Employees

For night-shift employees who wotk on a National holiday, holiday premium pay shail apply to the shift in

_ which the majority of hours are worked on the holiday. The holiday shall consist of the 24
hour period beginning at 12:01 am.

ARTICLE 17. VACATION

Section 1. Vacation Eligibility and Allowance

A

B.

Regutar employees, upon completion of one (1) year of service as a regular etnployee, shall earn an annual
vacation allowance, subject 10 the provisions of this Article, according to the following schedule:

*Wecks of Vacation After Completed Years of Service
2 1
3 4
4 9

* 'This schedule reflects the time off entitlement of a regular full-time employee (FTE = 1.0} in weekly increments.
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During the first year of employment, employees are not ¢ligible to accumulate vacation on a monthly basis,
After completion of onc (1} year of service as a regular employee, the employee's vacation account will be
credited with two (2) weeks of vacation which is then available for use, subject to the provisions of this
Article.  Thereafler, an employee will cam vacation on a monthly basis and will be able to take vacation,
subject to the provisions of this Anicle, priot to the completion of an eligibility year.

For regular part-time empleyees, vacation and sick-leave benefits shall be accumulated on the basis of all
hours paid 1o a maximum of eighty (30) hours per pay period.

During transition years {e.g., the fourth and ninth years), the employee will continue to eamn vacation at hisher
current monthly rate uatil the date s/he meets the service requirement of the higher vacation allowance, On
that date, the employee's vacation account will be credited with the number of days representing the increased
vacation allowance.

Supervisors will submit t0 payroll, on a quarterly basis, the number of KTO hours per employee for the
preceding quarter, which will be used in calculating an adjustment for purposes of vacation and sick leave
accurmulation.

Section 2. Vacation Pay

A

Pay for vacation shall be at the employee's regular straight-time rate of pay, including applicable shift
premium, for the number of hours the employee would have received had she worked his’her normal shift
that day. This provision will also apply in instances where a regular employee's FTE has previously increased
or decreased.

The following examples serve to illustrate the intent of this Section:

Example #1: Mon.  Tues. Weds, Thurs. Fri
Normal Scheduie 8 g 4 off off
Actual Schedule 8 Vac. Vac. off’ off
FTE= 6

Vacation Pay = 16 hours

Examnple #2: Mon. Toes. Weds. Thurs. Fri.
Nommal Schedule 8 ] 4 8 6
Actual Schedule , Vae.  Vac. Vac. 8 6

FTE=.8
Vacation Pay = 18 hours

The Employer will issue & separate advanced vacation check for approved, accrued vacation, provided the
employee has notified the supervisor of their payment request at least one week in advance and the paid time-
off period requested is at least one week in duration.
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Section 3. Vacation Scheduling

A.

=]

During the first two weeks of January, vacation planning schedules will be prepared listing employees in
descending order of senjority. This planning year will run from April 1* through March 31*. Vacation
planning schedules will be posted in appropriate areas and will indicate the number of employees per each
batgaining unit atlowed to take vacation concurrently.

From January 5 10 February 6th, employees may submit requests for vacation by marking their choices on
the posted vacation schedule as well as on the vacation reguest forms. Those desiring to split their vacation
allowance into more than one segment (e.g., weeks or days) must rank the segments in order of preference on
the vacation request form and posted schedule,

During edd calendar years seniority will apply enly for the fiest choice in vacation selection. During the even
calendar years, for those employees choosing to split their vacation into three {3) or more segments, senjority
will apply only for the first and second vacation segment choices. OF those choices, only one segment may be
tied to holidays, unless a holiday period has aot been selected by a more junior employee.

Appraved vacations sithmitted from January 15% through February 6% will be posted on or before March 1%, in
an area accessible to employees. Consistent with scheduling needs, an employee will receive a timely written
response.  The written response shall indicated that the request was: (A) Approved or (B) Denied.
Responsibility of retaining a written denied request, will remain with the employee for use of possible future
re-subrnissions in the case of future apenings.

Vacation may be taken in increments of less than one (1) day or any uninterrupted period of time. If the
employee does not have the accrued or anticipated accrued vacation time, the request may be denied. When
scheduling vacation segments of three days or more, the Employer will exercise a reasonable effort to

. schedule the employee's day(s} ofl in such a way that they are attached to the employee's vacation period

Once a vacation has been authotized by the supervisor, no senior employee may bid into the schedule or
otherwise claim the date.

Employees may submit vacation requests outside the selection peried and may submit a request for
unscheduled vacation at any time. Requests will be limited fo available dates not previously filled.
Employees will be required to submit requests at least two (2) weeks in advance and such requests shall be
granted on the basis of date of earliest submission. The employer will consider vacation requests with less than
the normal notice in unusual circumstances.

If new openings in the vacation schedule become open, it will be made available to the employees for one (1)
week, Ifthese dates were previously denied during the selection period, employees may re-submit the original
copied request and be given priority on the basis of seniority. Re-submitted, previously denied requests dated
outside the selection period will also be given consideration by date of original request. In the event there are
no re-submissions, requests shall be granted on a first come, {irst served basis.

Employees wansferring from one facility, department or shifi to another will be required fo select vacation in
accordance with the vacation planning schedule in effect for the new facility, department or shift, Further,
employees will be restrricted to open dates not previously filled by scheduled vacations or approved leaves of
absence. Exceptions may be granted in extenuating circumstances.

Employees may request vacation schedule changes or cancellations, in writing, at any time. Notice must be
given prioe o the change or the cancellation. The employer will attempt to place the employee back on the
schedule.
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K. Although the operations of the Employer shall be of primary importance with respect to the scheduling or
changing of vacations, the Employer will endeavor to balance operational needs with these of employees.

L. If an approved, scheduled vacation is canceled by the Employer, the Employer will reimburse the empiloyee

for irevocabte, non-refundabie and non transferable transportation costs upon verifiable proof of loss. The
employee shall sirrender any concerned tickets to the Employer for which they are being reimbursed.

Section 4. Holiday During Vacation

If a recognized holiday falls within an employee's vacation on a regularly scheduled workday, pay for the day
shail be charged to the holiday and not to vacalion, provided the empioyee is eligible for holiday pay. However, the
employee may choose to be paid for the day of vacation in the current payroll period in lieu of another day off.

Section 5. Vacation Carryover

Annual vacation allowance shall be taken during the one- (1) year period following the employee's
anniversary date of eligibility. However, operating requirements or special vacation circitmstances may occasionaily
prevent an emplayee from taking all eamed vacation within the anniversary year. When such circumstances arise, an
employee may camy over an amount equal to double (2} his/her current annual vacation allowance, subject to the
approval of the Employer. Vacation aliowance cannot be camned in excess of this amount. For example, an employee
with two (2) years of service may carry a maximum of four (4) weeks of vacation allowance (2 weeks X 2) at any given
point in time and cannot carn additional vacation allowance untif vacation time is wilized.

Section 6. Vacation Pay Upon Termination

A Upon termination from the Cotapany, an eraployee with at least one (1) year of service as a regular employee
shall be paid for any eamned vacation allowance unused as of the date of termination; however, in no event
shall this amount exceed two (1) years of vacation accumulation,

B. The employee may not use vacation time off to extend hisher length of employment.

Section 7. Use of Vacation to Care for a Sick Child

If requesied, the supervisor shall grant vacation, float holidays or personal time off (PTO) for an employee o
care for a sick child. Up to three (3) such days in a twelve month period shall not count as absences for purposes of
discipline. In such cases, vacation may be taken in increments of less than ejght (8) hours.

ARTICLE 18. SICK LEAVE

Section 1. Sick Leave Allowance

A Each regutar full-time and regular part-time employce shall accumulate onc {1) day of paid sick leave for each
calenday month of service 25 a reular employee, up to a maxigum of eighty-five (85) days.

B. For regular part-time employees, vacation and sick leave benefits shali be accurnulated on the basis of alf
hours paid to a maximum of eighty (80) hours per pay period. .
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C. Supervisors will submit to Payroll, on a quarterly basis, the number af KTO hours per employee for the
preceding quarter, which wilt be used in calkulating an adjustment for purposes of vacation and sick leave
agcumulation.

B. Information regarding an employee’s sick leave accrual shall be supplied by his/her supervisor, upon request.

Section 2. Sick Leave Pay Eligibility Requirements

A Sick leave shall be applicable only if the employee is ill on a day s/he is regularly scheduled to work,

B. Paid sick leave shall begin 10 accumulate during the first (1st) calendar month of emp1oymem but may not be
applied to any illness until after the completion of the probationary period.

C. If an employee claims sick leave, the Employer may require reasonable proof of physical disability sufficient

to justify the employec's absence from work, if there is reasonable doubt of legitimacy. Further, the Employer
may requite certification of his/her fitness to perform the work required.

Sextion 3. Sick Leave Pay

Sick leave pay shall be at the empleyee's regular straight-time rate of pay, including applicable shifi premium,
for the tumber of hours the employee woukd have received had sthe worked his/her normal shift that day.

Section 4. Tliness During Shift

If an cligible employee becomes ill during his/her shift, s'he shall be paid for hours warked and shall receive
paid sick leave for the hours not worked during the balance of his/her shifi.

Section 5. Sick Leave for Medical/Dental Appointments

An eligible employee with at least six (6) months of service may use paid sick leave for hours directly
associated with scheduled medical/dental appointments, and for emergency dental for children, provided each of the
following conditions are met:

1) The employee shall give written notice of at least one (1) week, if practical to do so, and supply
verification that the appointment was kept.

2) In the event the employee's medical/dental appointment is located outside of hiser facility, the
appointment shall be scheduled so that at least part of the scheduled appointmem falls within the first
or last hour of the employee's scheduled shift or within the hour directly preceding or following the
employee's meal period, if practical to do so.

3) Part-time employees who have days off during the week will make every rcasonable effort 1o
schedule medical/dental appointments on their days off.

Section 6. Sick Leave for Sick Child/Spouse

Employees may use sick Jeave w care for a sick child or spouse, provided the requesting employee has at least
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five (5) days of sick leave accrued (or its equivalent in FTE hours) at the time of the request to use sick leave for child
or spouse illness is made.

Section 7. Integration of Sick Leave with Workers' Compensation

If an cmployee received Workers' Compensation insurance payments, Employer
paid sick leave shall be reduced by the amount of Workers' Compensation insurance pay received by the employee.
Only the amount of sick leave which is integrated with Workers' Compensation payments shall be charged against the
employee's sick leave account. For example, after three (3) days, approximately ane-third {1/3) sick leave is charged
per day.

Scction 8. Holiday During Sick Leave

1f an employee is absent on paid sick leave and a holiday occurs during such absence, if s/he is eligible Tor holiday pay,
such pay shalt be charged to the holiday and not against sick keave credits.

Section 9. Exhaustion of Sick Leave Duriﬂg Medical Disability Leave of Absence

A Employees who are excessively absent are subject 1 disciplinary action, up to and including discharge.

B. However, special consideration shall be given to an employes who returms to work from a medical disability
leave of absence in which histher sick leave account has been exhausted. Upon return from such leave,
employee shall be eligible to utilize vacation or float holidays for sick keave purposes for up to three (3)
months. For a period of six (6 months (rom the date of employee's return to work, she shali be permitted to
be absens from work due to illness for up to six (6) days without being subject to progressive discipline for
excessive absenteeism.

C. Following the six-month period, an employee who exhausts his/her sick leave account shall be subject to
narmal disciplinary procedures.

Section 10. Use of Vacation to Care for a Sick Child

[f requested, the supervisor shall grant vacation, float holidays or personal time off (PTO) for an cmployee to
care for a sick child. In such cases, vacation may be used in increments of less than eight (8) hours.

ARTICLE 19. EDUCATION AND TRAINING

Section 1. Internal Education and Training

When an internal education and training program is provided by the Employer for employees in a particular
job classification covered by this Agreement, the Employer agrees to provide equal training for ali empioyees in such
classification to ensure equal opportunity for advancement and promotion. Further, the Employer agrees, to the extent
financially practical, to provide employees with ongping education to better prepare them for those classifications
which require training for qualification.
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Section 2. Outside Education and Training

If requested by the Employer, an employee shall be paid for work time spent in-cont"erences, warkshops,
seminars or training sessions which are directly job related. Further, the employee shall be reimbursed for all materials

and costs.

Section 3. Tuition Reimbursement

Regular employees shall be eligible to enrolt in educational programs during not-working hours, in accordance with

the following:

1}

2}

3)

4)

3)

6)

U

&)

%

The course must be taken at an accredited school, junior college, four

year college, university or other equivalent institution. Consideration may be given to non-accredited
educational programs which are approved by a recagnized professional organization. In addition to
traditional classroom training, courses may be taken on-line or through comrespondence.

The course must be related to the employee's curment work assignment and/or potential for
advancement within the Company, In reviewing tuition reimbursement requests, the employee’s
statement of how the course meels ihe above criteria will be cnnsidered. However, responsibility for
authorization of a course for tuition reimbursement purposes shall rest with the Employer.

The course rmust be taken during non-working hours.

Receipts showing completion with a grade of "C" or better for standard graded/credited courses must
be submitted for reimbursement within sixty (60} days of course completion,

Employees who are actively at work while enrolled and attending a course, but take a leave of
absence prior to completion of the course and are able to complete the course, will be eligible for
reimbursement if afl other reimbursement criteria have been met.

Reimbursement shall be forfeited if, prior to successful completion of the course, any of the
following occurs:

(a} Voluntary or involuntary termination

()] Transfer to a short hour, temporary or on call status

The foliowing expenses shall not be retmbursed:

(a) Transportation to and from the place of instruction, inchuding parking

()] Costs of periodicals, equipment or any other expenses not directly associated with tition,
fees and required textbooks

in addition to standard gradedicredited courses, the following types of courses are eligible for tuition
reimbursement, if successfully completed:

(a) A course in which only grades of pass/faif are given

1] A non-credit course

() A course which is audited

Upon receipt of receipts for zllowed expenses and official confirmation of successful course

completion, the Employer shall reimburse employees according to the following:

(a) Full-time employees with at least five (5) years of service priar to course ehrollment will be
reimbursed one hundred percent (100%) of the cost of tuition, fees and required textbooks
up to a maximum of $2,000.00 per calendar year.
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Section 4. Continuing Education Unit Programs

(b) Fuli-time employees with less than five (5) years of service prior lo course enrollnent, shail
be reimbursed eighty percent {3024) of the cost of twilion, fees and required textbooks, up to
a maximum of $1,600 per calendar year,

(<) Part-time employees will receive tuition reimbursement for tuition, fees and required
1extbooks on a prorated basis as follows:

Uip to Five Year's Service Five Plus Years
* {80% of cost up o) {100% of cost up to)
FTE
6 $ 960.00 $1,200.00
7 $1,120.00 $1,400.00
8 $1,280.00 $1,600.00
9 $1,440.00 51,800.00

A regular employee with at least one (1) year of service as a regular employee shall be eligible to attend
continuing education unit programs during working hours in accordance with the following:

1)

2)

3

4)

5)

6)

T

8)

The program must be related to the attainment of continuing education units for maintenance of
licensure or certification or registration required by the Employer.

The employee must submit a written request to attend the continuing education units program at igast
one (}) moenth in advance of the program.

Responsibility for authorization of centinuing education unit programs shall rest with the Employer.

Provided proper notice has been given, the Employer shall utilize its best efforts to grant the days
requested. Further, subject to operational requirements, the employee shall receive a timely response
o each Tequest.

Following one year of service, eligible employees may receive up to three (3} days off, without
toss of scheduled pay, to attend CEU courses and up to $300.00 towards aliowable costs,

Eligible employees shall be granted the previotusly listed maximum dotlars each anniversary year for
tuition, fees and books direcily associated with the continuing education units program. The annual
expense allowance not used in the anniversary year eamed shail not carry over to the nexi year.

The employee must successfully complete the program as cemﬁed by an official report from the
institution in which the program was taken.

Pay for titne spent in continuing education unit programs held during working hours shall be at the
employee's regular straight-time rate of pay, including applicable shift premium, for the number of
hours the employee wauld have worked, had sthe worked hisher normal shift.

Section 5. Training
A The Employer and the Union agree that training is primarily a responsibility of supervisors. Employees

38



routinely involved in assisting supervisors to coordinate and camry out training typically include leads, training
clerks and other employees with the responsibility to coordinate and direct the work of others; however, the
Employer reserves the right to include training in other jeb classifications.

Other employees assigned to train shall have their normal work assignment adjusted 1o accommodate the
additional training responsibilities and shall not be reprimanded for any resulting reduction in quantity of

work.

In recognition of the joint commitment that the Union and the Employer share with respect 1o Affirmative
Action, the parties agree, as deemed appropriate mutually by the Union and the Employer, to allocate certain
bargaining unit positions annually to a formal on-the-job training program.

Section 6. Career Development

A

Tuition Reimbursemenl may be used for careet/job counseling and/or work skills assessment, not to ¢xceed
$400.00.

dentify intra-departmental career ladders and career development opportunities.

LabuoMariagement wi
The employer and union will jointly direct resources for training.

N
Bid lids may be waived for career enhancement when no qualified bidders are available.

Training programs may be developed for hare-to-fill positions,

ARTICLE 2. LEAVES OF ABSENCE

Section 1. General

A

Only regular and short-hour employees shall be eligible for consideration for a leave of absence, provided the
employee meets the eligibility requirements for the particular leave requested.

A leave of absence is defined as an unpaid absence from work of thirty (30) calendar days or more. Personal
time off granted for more than five (3) consecutive days shall be considered an extended absence. Extended
absences sha)l count toward the total leave period granted for Medical disability, Warkers' Compensation and
personal leaves of absence. Seniority, benefits and service for tenure adjustments shall not accumulate during
a leave of absence. However, seniority shall continue to accumulate during medicaf disability leaves of
absence; seniority, benefits and service for tenure adjusiments shall continue to accumulate during Workers'

Compensation leaves of absence.

Requests and approvals for leaves of absence shall be in writing wi:‘h one {13 copy 1o the employee and cne
(1) copy to the Human Resources Department.

Coverage of all insurance benefit plans in effect at the time the leave of absence begins shall be continued
through the end of the month in which the leave of absence begins.

Except as otherwise provided, regular employees may continue health care, dental and life insurance benefits
during interim months of their leave of absence at their own expense, Benefit continuation payments are due
1o the Human Respurces Department by the ]5th of the month following the end of Employer-paid coverage,
and for each subsequent month during the leave of absence period. [f an employee neglects to pay the
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monthly payment by the 15th, s/he will be terminated from all benefit plans on the first day of the month in
which the payment was not received, and s'e will be billed for any services received during this period.

Coverage of health care, deatal, life insurance and other benefits shall resume on ihe first day of the
employee's retum to work, An employee on personal leave of absence who retums to work after the 15th of
the month shall pay a pro-rated portion of the premium for that month. An employee on a medical disability
leave of absence shall itot pay the premium payments for these benefits if returning to work any day during the
month.

In cases where an employee with fess than five (5) years of service is granted a leave of absence for reasens of
Medical Disability, Workers' Compensation or personal, the employee may be granted a maximum of two (2)
Jeaves of absence during any twelve {12) month period, providing the iotal absences does not exceed six (6)
menths, including extended absences,

An employee may combine a medical and’or personal leave of absence with an educational leave, provided
the employee notifies the Ensployer at the onset of the medical or personal leave that the educational leave will
immediately follow. In such instances, the employee will be forwarded and must sign a formt waiving
reinstatement rights under the medical or personal leave seciions, and the maximum leave periad for the
combined leaves may nol exceed two (2) years. The Employer will fill the vacant position when the employee
begins the medical or personal leave. Upon returm, the emplovee's reinstatemendt rights shall be in accord with
the educational leave section.

An employee who does not return to work prior 1 the maximum lteave of absence period specified in this
Article shall be processed as a veluntary termination.

No provision of this Article shall be deemed a waiver of any right or privilege an employee is entitled to under
Federal, State or Local Law or regulations.

All persons who replace employees who are on a leave of absence shall be so advised and shall be informed of
the approximate date the regular emplayee is expected to return.

Section 2. Medical Disability Leave of Absence

A.

Six {6) months of service is required to be eligible for a medical feave of absence with the exception of
pregnancy which requires three (3) months of service. The employce must submit 3 written leave of absence
request to histher supervisor at least one (1) month priot to the commencement of the leave of absence, except
when sudden illness or injury prohibits such notification. Further, the employee must submit o the Hurnan
Resources Department an Attending Physician's Statement from his/her physician certifying that she is
disabled for the leave of absence period requested.

in the determination of a medical disability leave of absence commencement and ending date, the Employer
shall consider the Attending Physician's Statement and any factor{s) which affect the employee's ability to
safely and effectively perform his/her customary job duties.

At the beginning of the disability period, the employee must exhaust histher sick feave account. lmmediately
thereafter, the employee may elect to use any earned vacation and/or float holidays prior to the begianing of a
leave of absence. If the emplovee remains disabled following exhaustion of sick leave and use of optional
vacation/float holidays, she may apply for short-tenn disability benefits.

The duration of a medical disability leave of absence shall be that period during which the employee is

certified as disabled by histher physician up to a maxirnum of six (6) months for employees with less than five

(5) years of service, and twelve {12) months for employees with five (5) or more years of service. Vacation
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and sick leave benafits used in conjunction with a medical disability leave of absence shall not count toward
the leave period, unless the medical leave is followed by a personal leave for care of a newborn child (refer to
the section on personal leaves), Disability insurance benefits used in conjunction with a medical disability
leave shall count toward the leave period.

E. For employees with at least two {2) years of service as a regular employee, health care coverage, in effect at
the time the leave of absence begins, shall be continued at the Employer’s expense for the duration of the
Employer-approved medical disability leave period.

F. Employees who request a medical disability leave of abscnce for pregnancy-related purposes, to be followed
by a personal leave of absence to care for the newbomn child, shall be considered as having requested one (1)
leave of absence under this provision. The personal leave of absence must directly follow completion of the
period of pregnancy-related disability. The duration of both leave periods may not exceed six {6) months,
including any sick leave and/or vacation taken immediately prior to the medical disability leave.

G. An employee shall, if feasible, provide his'her supervisor with ar least three (3) weeks of written notice of
intent to return from a medical disability leave of absence. However, prior written notice of at least one (1)
week shall be required as a condition of reinstatement.

H, When an employee retums to work from an suthorized medical disabiliey leave of absence of six (6) months
or less, provided that the Attending Physician releases him or her to duty, she shall be reinstated 1o the same
position held prior to hivher leave of absence. If the employes is not able to perform hisher job, or has
restrictions/limitations that can not be reasonably accommodated, ot if work assignments have changed or
been eliminated such that is not possible 1o reinstate the employee to hisher former position, the Emplayer
shall reinstate him/her to a position in the facility that is as comparable to hisher original position that he/she
is capabie of performing as is reasonable under the circumstances with no reduction in wage rate. Such righis
to rexarn shalk be given preference in filling open jobs.

When an employee retums to work from an authorized medical disability leave of absence of more than six
{6) months, providing that the Attending Physician releases him or her to duty, the employee will be reinstated to a
position comparable to hisher original position that he/she is capable of performing as is reasonable under the
circumstances, with no reduction in wage mte. (f no comparable position exists, the employee will be placed in the
nearest comparable position, as determined by the Employer, and for which the employee is qualified and capable of
performing. The wage rate will be determined in accordance with Asticle 14 of this Agrecment.

[8 If a reduction in force has occurred in the facility during the {zave, a more senior employee shail have the
option to retum to hisher former position, if available, or be reinitated to a comparable position as defined in

paragraph H.

Section 3. Personal Leave of Absence

A, An employee must have at least six (6) months of service to be considered for a personal leave of absence.
B. The following situations shall normally be considered as reasons justifving an emplayee request for a personal
leave of absence:
1)) 1liness, injury or death in the employee’s immediate family. For purposes of this Section, immediate

family shall be defined as the employee's spouse, sister, brother, daughter, son, mother, mother-in-
law, father, father-in-law, legal guardian, legal ward and grandparents.

il Adoption of a child immediately after placement of the child.
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k)| Caring for the employee’s newbom chiid.

The Employer shell consider requests for a personal leave of absence for other situations of similar
significance on an individual basis.

At the beginning of the leave period, the employet may elect to use any eamed vacation or float holidays.

The duration of a personal leave of absence shall normally be a maximum of three (3) months. Vacation used
in conjunction with a personal Icave of absence shall count 1oward the three-month leave period. However,
exceptions shall be made under the following circumstances:

1} When a personal leave of absence to care for the employee's newborn child directly follows a
medical disability leave for pregnancy-related purposes, the duration of both leave periods shall not
exceed six (6) months, including any sick leave and/or vacation taken prior fo the medical disability
leave,

2) With the written approval of the supervisor and the Human Resources Department, a personal leave
of absence may be extended for an additional three (3) months, up to a maximum of six (6) months.
An extension of a personal leave of absence associated with the care of a newborn or adopted child
will be automatically granted provided the total absences do not exceed six (6) months.

An employee is requested to provide histher supervisor with at least three (3) weeks of written notice of intent
to return from a personal leave of absence. However, prior written notice of at least one (1} week shall be
required as a condition of reinstatement.

When an employee retums to work from an authorized personal leave of absence of three (3) months or less,
s'he shall be reinstated to the same position held prior to his/her leave of absence.

if an employee exiends histhey personal leave of absence, as described in Paragraph D (2) of this Section, and
if conditions have so changed in the facility that it is not reasonable to reinstate him/her to a position, the
Employer shall reinstatc him/her to a position that is as nearly comparabie to histher original position as is
reasonable under the circumstances. However, a personal leave of absence to care for the employee's newborn
child which directly follows a medical disability leave for pregnancy-related purposes, or a personal leave to
care for an adopted child shall not be considered as an extension of the personal leave for purposes of
reinstatement,

Section 4. Educational Leave of Absence

A.

An employee must have at least fwo (2) years of service prior to the leave of absence commencement date to
be considered for an educational leave of absence.

The employee must be an active student at an accredited College ar University for at least nine () meonths per
year or 3/4's of the period for leaves less than one (1) year, Written documentation of arending school must
be provided to the supervisor on a quarterly basis.

The education must be related to the employee's current work assignment and/or potential for advancement
within the Company.

The duration of an educational leave of absence shall be a maximum of two (2) calendar years.

An employee is requested 10 provide hisher supervisor with at least three {3) weeks of writien notice of intem
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to return from an educational leave of absence. However, prior wrillen netice of at Jeast one (1) week shall be
required as a condition of reinstaternent.

‘When an employee returns to work from an authorized educational leave of absence, s'he shall be reinstated to
the same position held prior to the leave, if an opening exists at the time the Jeave terminates. If no opening
exists, the employee shall be placed in the nearest comparable position, if an operting exists int such positiort.

If no opening exists in either case, the employee shall be offered any other opening that does exist. If the
employee refuses such open job, s’he shall be terminated.

Employees returning from medical or personal leaves must work a minimum of twelve (12) months prior to

requesting an educational leave.
' f

Section 5. Military Leave

A

An employee required to fulfill 2 military obligation within the Armed Forces, the Reserve of the Armed
Forces or the National Guard of the United States shall, upon presentation of a copy of associated military
orders to the Employer, be granted a military leave of absence,

An etigible employee, as described above, shall receive any unfavorable dittercnce between hisfer reguiar
straight-time rate of pay and any taxable eamings paid by the government for each day of the military duxy for
a period not to exceed ten {10) workdays in any cakndar year.

The Employer shall accord to each emplovee who applies for reemployment, afler conchusion of hisher
military service, such resmployment rights as s'he shall be entitled to under the then existing statutes. It is
understood that the employee must make application for reemployment within the time limits specified under
the law.

Section 6. Workers' Compensation Leave

A.

An employee is eligible for a leave of absence due to a valid Workers' Compensation injury or illness,
commencing the first day of employment, for reported on-the-job injuries or illnesses.

The employee must submit a written leave of absence request to hisher supervisor prior to the commencement
of the leave of absence, except when sudden illness or injury prohibits such natification. Further, the
employee must submit (0 the Human Resources Department an Attending Physician's Statement from hisher
physician certifying that s'he is disabled for the leave of absence period requested.

In the determination of a Workers' Compensation leave of absence commencement and ending date, the
Employer shall consider the Attending Physician's Statement in determining the employee's ability to safely
and effectively perform his/her customary job duties,

At the beginning of the disability period, the Employer will integrate Employer-paid sick leave with Workers'
Compensation payments (for example, one-third sick leave is charged per day) until the sick leave account is
exhausted. Pfease refer to Article 18., Section 6. of this Agreement,

The duration of a Workers' Compensation leave of absence shall be that period during which the employes is
certified as disabled for a maximum of six (6) months for employees with less than five (5) years of service,
and twelve (12) months for employees with five (5) years or more of service.

For employees with at least one (1) year of service as a regular employee, health care coverage in effect at the
time the Workers' Compensation leave of absence begins, shall be continued at the Employer's expense for the
duration of the Employer approved Workers' Compensation leave period.
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G. When an employee returns 1o work from an authorized Workers' Compensation feave of absence of six (6)
months or less, provided that the Atending Physician releases him ot her to duty, she shall be teinstated to the
same position held prior to histher Jeave of absence. If the employee is not able to perform histher job, or has
restrictions/limitations that can not be reasonably accommedated, or i work assignments have changed or
been eliminated such that it is hot possible wo teinstate the emplovee o hisher former pogition, the Employer
shall reinstate him/her to a position in the facility that is as comparable o hisher original position that hefshe
is capable of performing as is Teasonable under the circumstances with no reduction in wage rate. Such rights
to return shall be given preference in filling open jobs.

When an employee retuins o work from an authorized Workers' Compensation leave of absence of more than
six (6) months, providing that the Attending Physician rel¢ases himvher to duty, the employee will be
reinstated 10 a position comparable to hisher original position that hesshe is capable of performing as is
reasonable under the circumnstances, with no reduction in wage rate. If no comparable position exists, the
employee will be placed in the nearest comparable position, as determined by the Employer, and for which the
employee is qualified and capable of performing.  The wage rate will be determined in accordance with
Agticle 14. of this Agroement.

H. An employee who has been terminated due to hisher inability to return to work following a Workers'
Compensation leave of absence, shali retain previously accrued seniority as of that date, for a pertod of six {6)
months. Such seniority may be utilized ouly for the purpose of bidding on vacancies for which she is
qualified and capable of performing, and providing that the Attending Physician releases him/ber to duty.

ARTICLE 21. OTHER LEAVE BENEFITS
Section 1. Jury Duty

A regular employee who is required to repost for jury service, of compelled to appear as a witness in a legal
proceeding arising out of the scope of histher employment, shall be excused from work, with pay, on a day she wonld
otherwise have worked, under the following conditions:

3] The employee must present histher supervisor with a copy of the jury summons and evidence of
attendance, and a copy of the check and stui, or a signed receipt by the court for momey paid by the
court,

2) The employee shall be required to notify hisher supérvisor when she is excused from jury service
and avatlahle for wark.

3 A day-shift employec excused from jury service by 12:00 noon shall be required to report to work
within one (1) hour after release fram jury service,

4) An evening-shift employee shall not be required 10 work hisher schedofed shift immediately
following jury service. An evening-shift employee excused from jury service by 12:00 noon shall be
required to work at least one-half (1/2) of his/her scheduled shift immediaely follpwing the jury
SErvice.

b3 A night-shift employee shall not be required to work his/her scheduled shift immediately prior to jury
setvice. A night-shift employee excused from jury service by 12:00 noon shatl be required to work ar
least one-half (122} of his/her scheduled shift immediately following jury service. ’

3] Pay for jury duty shall be at the employee's regular straipht-time rate of pay, including applicable
shift premium, (or the sember of hours the employee would have received had she worked his/her
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normal shift that ﬁay, fess any per diem jury duty aflowance received by the employee. In the event
the employee's nommnal shift fuctuates berween payrolt periods, jury duty pay shall be for the
employee's assigned full-time equivatent (FTE} hours.

Section 2. Bereavement Leave

A.

Whets death oceurs in the immediate family of a regular Fell-time employee, s/he shall be entitled to 2 period
of up to three {3) consecutive workdays off with pay. [n the event the funeral is out of state, the emplayee
shall be grented an additional two (2) days of unpaid time off, If eligible, the employee may request float
holidays or vacation in Yeu of unpaid time off. Reasonable evidence of the above may be required. An
employee may request additionat time off if it is required, and Management will make reasonable efforts to
accommodate such. In such instances, acerued vacafion or fioat holidays must be used before unpaid time off.

Part-time employees will receive three (3} consecutive calendar days off, and will receive pay for scheduled
work hours within such three {3) day period. in instances where a part-time employee is scheduled five (5}
days a wesk, he/she will receive three (3) consecutive worked days off and will receive pay for scheduied
work houts within that three (3} day period,

For purposes of this Section, immediate family & defined as the employee's spouse, sister, brother, daugiver,
son, mother, mother-law, father, fater-taw, lega) puardian, legal ward, grandparents, grandchildren,
stepehildren and stepparenis,

Pay for bereavement leave shall be a1 the employee’s regular straight-time rate of pay, including applicable
shift premium; for the qumber of hours the employee would have received had s'he worked his'her normal
shift that day. An employee shafl riot be entitied ro both bereavement leave pay and holiday, vacation ot sick

lesve pay for the same day.

ARTICLE 22. RETIREMENT BENEFITS

Section 1. Peasion Plan

A

The normal pension beneft formula of the Kaiser Permanente Colorado Pension Plan shall be §.7% of
average monthly compensation over the highest paid sixty (60) consecutive months from the last one hundred
twenty (1203 months of employment, multiplied by years of credited service. All other provisions of the
Pension Plap shall remain in effect for the duration of this Agreement.

The Employer assumes responsibility for maintaining compliance with all State and Federa! laws regarding
pension plans. Pension Plan changes solefy for the purpose of ensuring compliance with these laws shalt not
constitute 2 reopening of this Agreement. The Employer shall keep the Union advised of any and all changes
in the Pension Plan, including atl actuarial stdies and funding changes.

Employees shall be one-lumdred percent (100%) vested for their pension benefit after five {5) years of service,
as defined in the Pension Plan.

Section 2. Retired Health Care Coverage

A.

Employees with &t least fifteen (15) years of service who retire under the early, hormal of postponed
provisions of the Kaiser Permanente Colordo Pension Plan shail receive Employer paid basic medical
coverage sbbject 10 the following Jimitations and provisions:
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2)

3)

4)

Normal and postpened retirees must have twenty-five (25) years of service 1o receive the maximum
Employer-paid health care benefits of $100.00 per month for the retiree, hisher spouse and eligible
dependents.  Retirces are required 1o pay any difference over the $100.00 per person, per month
timit.

Employees with less than twenty-five (25) years of service will have their benefit reduced by 4%
each year under twenty-five (25), with a minimum benefit of $60.00 per person, per month.

25 years of service = $100.00 per efigibie person per month.
20 years of service = § 80.00 per eligible person per month.
15 years of service = $ 60.00 per eligible persor per month.

Early retirees shall receive basic medical coverage benefits when they become eligible for Medicare
at age sixty-five (65} for the retiree, histher spouse and eligible dependents. Early retirees may
continue basic medical coverage at their own expense ugtil reaching age sixty-five (65).

Basic medical coverage for the retiree, spouse and eligible dependents shall be comparable to the
coverage provided to active employees with the exception that benefits are integrated with Parts A
and B of Medicare, Bengfits will be provided for the retiree, spouse and etigible dependents and witl
continue for the life of the retiree. The retirce and spouse must maintain participation in Parts A and
B of Medicare at their own cxpense. The retiree and spouse must assign Parts A and B of Medicare
to the Heaith Plan to remain eligible for Employer-paid coverage.

B. Employees who retire under the disability provisions of the Kaiser Permanente Cojorado Pension Plan shall
receive Employer-paid basic medical coverage for the retiree, his/her spouse and eligible dependents, subject
1o the following provisions:

)]

2y

Basic medical coverage will be provided once the retiree is eligible for disability benefits under Title
11 of the Social Security Act (and will conrinue for as long as the retiree is eligible for disability
benefits under Title 11 of the Social Security Act), or until the ratiree’s death, whichever occurs first,
If the retirec should become ineligible for Title 11 disability benefits, the Employer-paid medical
coverage will cease at the end of the month in which the retiree became ineligible.

The Employer's contribution to medical care shall be limited 10 a maximum of $100.00 per eligible
person, per month, and the Medicare integration requirements shall be the same as described in
paragraph A, 4.

Section 3. Tax Deferred Savings Plan

‘The Employer shall provide employees with a Tax Deferred Savings Plan (Tax Sheltered Annuity} as anmually
defined by the third-party carrier selected by the Employer.
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ARTICLE 23. INSURANCE BENEFITS

Section 1. General [nformation

A.

The employer provides a flexible benefits plan, that enables benefit eligibie employees (o choose a variety
of benefit options to best fit their individual needs,

Effective the first of the month following their date of hire, benefit eligible employees wiil receive the
funded level of KFHP Mid-Option Plan heaith care and supplemental medica! coverage for themselves and
their family, and $10,000 individual life insurance coverage during the first 90 days of employment.

All benefits selected under the flexible benefits plan will become effective the first of the month following
90 days of employment. '

1f a newly benefit eligible employee does not enroll in ‘their flexible benefit choices by the deadline given
in new employee orientation, they will automatically receive default coverage. Default coverage consists

of the KFHP HMO Low Option health care & supplemental medical coverage for self and family, and
$£10.000 of life insurance for employee. In addition, any unused credits will not be retumned to you.

Plense refer to your flexible benefits plan handbook, “Benefits by Design™ for more specific information.

For the purpose of interpreting benefit provisions of the contract, it shall be understoud oy the pariic iliat
Domestic Pariner will be imterchangeable wherever spouse is mentioned.

Section 2. Basic Medical Coverage

A.

Through the flexible benefits plan, there are different leveis of medical options to choose from. The
medical coverage selected will become effective the first of the month following 90 days of service as o
benefit eligible employee. Coverage, as defined by Kaiser Foundation Health Plan of Colorada (KFHP}
will be for each regular benefit eligible employee and their eligible dependents.

For purposes of this section, eligible dependents shall include unmarried, dependent children until the end
of the month in which they rum 24 years of age. The dependent must contact the Human Resources
Department within sixty (60) days of the loss of coverage if interested in continuation of group coverage.

Employees must contact a Benefits Representative in Human Resources within thirty-one (31) days of an
event to complete the necessary forms for additions, changes or deletions to Health Plan coverage.

Section 3. Supplemental Medical Coverage

Al

Supplemental medical coverage is automatically included with your basic medical caverage, and will
become effective the first of the month following 90 days of service as a benefit eligible employee.
Coverage, as defined by Kaiser Foundation Health Plan of Colorado (KFHP), will be the same as enrolled
in basic medical coverage for each regular benefit eligible employee.

You must have selected one of the basic medical coverage options through the flexible benefits program 10
receive supplemental coverage.

This option is not included with the Point of Service (POS) option.
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Section 4. Dental Plan

A

Through the flexible benefits plan, there are different levels of dental options to choose from. The dental
coverage selected will become effective the first of the manth following 90 days of service as a benefit
eligible employee, Coverage will be for each regular benefit eligible employee and their eligible
dependents.

For purposes of this section, eligible dependent children shall include unmarried children under nineteen
(19) years of age or under twenty-four (24) years of age, if they attend an educational institution on 2 full-
time basis and dependent upon their parent(s) or legal guardian(s) for support. The dependent must contact
the Human Resources Department within sixty (60) days of the loss of coverage if interested in
continuation of group coverage.

Empioyees must contact the Benefits Representative tn Human Resources to complete the necessary forms
{different from Health Plan) for additions or deletions to Dental Plan coverage within thirty-one (31) days
of an event.

Section 5. Life Insurance and Accidental Death & Dismemberment Insurance

A,

C.

Through the flexible benefits plans there are many coverage levels to choose from. The life insurance
options selected will become effective the first of the month following 90 days of service as a benefit
eligible employee. Coverage will be for each regular benefit elipible employee.

During your initial Fiexible benctits selection you may chogse up 1o $100,000 of life insurance coverage
without providing evidence of insurability (EOI).

Accidental Death & Dismembermeni (AD&D) coverage provides additional income protection in case of
an injury or death as a result of an accident. There are many coverage fevels to choose from.

Section 6. Short Term Disability

A.

Through the flexible benefits plan there are options to choose from. The shor-term disability (STD)
coverage selected will become effective the first of the month following 90 days of service as a regular
benefit eligible employee.

Short-term disability insurance offers you protection during the first six months of a serious iliness or
injuy. It pays benefits beginning on the eighth day of disability or aiter you have exhausted your available
sick leave, whichever is later, provided you are certified as medically disabled.

An employee may efect 1o use any earned vacation and/or float holidays prior to the beginning of a Jeave of
absence. If the employee remains disabled following exhaustion of their sick leave and use of optional
vacation/float holidays, he/she may apply for short-term disability benefits.

Section 7. Extended Income Protection

A,

Through the flexible benefits plan the Extended Income Protection (EIP) coverage selected will become
effective the first of the month following 90 days of service as a regular benefit eligible employee.
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B. EIP caverage provides you with income protection if you have exhausted your short term (if selected)
disability benefits and are still medically disabled following twenty-six (26) weeks of an illness or injury,
EIP benefits begin after you have exhausted your shom-term disability (if selected) and you may receive
E1P benefits for up to a maximum of 48 months or until you are no longer disabled.

Section 8. Maintennnce of Benefits

The Employer agrees lo maintain the existing co-pays and the level of health plan benefits as established at
the time of, and for the duration of this collective bargaining agreement, to include the Health Plan changes for
2001, effective January 1, 2001,

ARTICLE 24. OTHER PROVISIONS

Section 1. Workload Distribution

In recognition of the parties' mutual objectives set forth in Article 4., Section 3. and to accommedate the
Employers need to provide quality patient care in a cosi-effective and efficient manner, and the Union's interest in
avoidance of workloads which impose an unyeasonable burden on employees, the parties agree as follows:

iy The Crmployer agress that when ar emplavee is absent for any reason it will make reasonable, good-
faith efforts to maintain staffing commensurate with the workload, and 1o replace absent employces
when necessary.

2} If replacement of an absent employee is necessary in a panicular circumstance, the Employer will
pursue reasonable replacement options including, bus ot limited 1o, calling employees who have
requested additional hours, consistent with the provisions of Article 8, Section 5.

3) If a necessary replacement canhot be obtained in time, the Employer shall distribute the workload

equitably among the employees in the work unit 5o that no undue hardship may be placed on any.

individual employee. [t is the intent of the Employer to distribute wotkloads equitably among
employees in single work units.

4) Management is responsible for securing necessary replacements for rescheduled time off and

emergency sivations. Employees may be required to secure their own replacements for time off
requested within less than the contractually provided notice period.

Section 2. Payday

A Payday shall be every other Friday.

B. E::check shortages shall be applied to the next pay period. Hardship cases will be addressed on an individual.
is.

C. The supervisor shall provide information to the employee about pay upon request.

D. The empleyee and supervisor shall share the responsibility for time keeping accuracy.

E. Annual pay increases shall be effective on the first (17) full pay period nearest the date of the increase.

F. Bonuses shall be included on the next pay period.
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Section 3. Confidentiality of Employee Medical Records

It is the Employer's policy to protect the privileged and confidential nature of patient, employee and
organization information and records. Thus, employees are protected from unauthorized access to or disclosure of their
individual medical records. Reviewing, discussing, photocopying or disclosing patient information, medical or
otherwise, regarding any employee js expressly prohibited, except where required in the regular course of business and
where proper authorization has been obtained,

Section 4. Bulletin Boards

The Employer shall provide space at each facility on the existing bulletin board for the use of the Union. The
posted material shall first be submitted to the Human Resources Team Leader and/er Medical Office Administrator for
review.

Section 5. Personnel Files

A Employees shall be given an epportunity to read, comment upon and sign formal perfermance evaluations or
written Notices of Disciplinary Action prior to the placement of such material into the employee's personnel
file. In the eveni the supervisor maintains a personnel file designated as a file for an individual employee, the
employee may make arrangements with the supervisor to review and comment on notations in said file.

B. Employees promoted shall be given a writien record of the promotion, including the effective date thereof an
the rate of pay. .
C. Employees, by appoisitment and without pay, shall be aflowed to view their personnel file and all data therein,

except for confidential pre-employment references which are subject to the Employer's approval,

D. Official personne! files will be maintained in the Personnel Department. Decisions involving determination of
an employee's merit will be based upon information contained in the official personnel file.

Section 6, Union Leave

If a bargaining unit employee is elected or appointed as a delegate to a bona fide Union function or office, the
employee shall be granted time off without pay for a period hor to exceed one (1) week, subject to staffing needs,
provided cach of the following conditions are met:

1) The employee submits a written request for such time off to his/her supervisor for approval at least
one (1) month in advance of the function.

2) The employee may utilize any earned vacation or float kolidays, for which s/he is eligible, to attend
the function.

3) No meore than one (1) emplayee per facility shall be granted time off to attend Union functions at the
same time,

4) Any presensations or remarks made by the employee at the Union function shail be made as a Union
member and not as a representative of the Employer. :
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Section 7, Mileage Reimbursement

Al

The Employer shall reimburse employees for use of their personal autermobile while on Company business, at
the rate of the Internal Revenue Service non-taxable mileage allowance.

An employee's automobile shall be uscd only at the direction of the employee’s supervisor and with the
erployes’s approval.

Employee vehicles shall not be used te transport patients under any circumstances.

it is undersicod that an employee's personal automobile iz not insured by the Company, and the Company is
not liable for claims arising out of operation of employes automobiles.

Mileage reimbursement shalt not be provided 10 employees for their customary drive to and from work. For
an employee regularly assigned to work at more than cne facility, the customary drive to and from work shall
refer to the distance between home and the facility 10 which the employee is normally assigned. Mileage
reimbursement shall be paid for any difference between the empleyee’s customary drive to and from work and
his/her drive to another facility, as assigned by the supervisor.

Section 8. Nofification of Job Vacancies

O 6 weekly basis, e Euployer witl iuail o Gie Unien a copy of the cuntent Job opening list fur bacgaining

unit positions, inctuding temporary and on-call openings.

The Employer will provide written notification of changes in job requirements.

Section 9. Dependent Care Expenses

The Employer shall continue to offer a salary redirection plan consistent with Federal regulations, to assist

employees with dependent care expenses.

Section 10, Health & Safety

A,

It is the respensibility of the Employer to provide a safe working envirenment and to take reasonable measures
1o assure healthful working conditions free from recognized hazards.

In the event that working conditions do not meet the aforementioned standards (e.g. paint fumes, extreme
cold), the Employer shall attempt to reassign the employees to another area.

13 The Employer agrees to issue the Agreement on the safe use of Video Display Terminals (VDT's) to
all supervisors and employees in departments now using or planning to use VDTs.

2) The Employer agrees to meet and confer with the Union, upon its request, over issues of concem
regarding VDT wtilization guidelines. The parties acknowledge that changes in technelogy, new
‘research on health and safety issues and other factors may necessitate the updating of these puidelines
during the term of this Agreement.

3) When an employee's duties regularly require the use of a VDT, the employee may request a meeting
with his'her supervisor to discuss problems with work place design and the assignment of VDT tasks.
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Section 11. Employee Resignation

Employees resigning from the company will provide at least two (2) weeks notice in order to be considered

eligible for rehire. In instances where 3ess than two weeks notice is given, eligibility for rehire is left to the discretion of
the supervisor.

A

ARTICLE 25. CORRECTIVE ACTION AND DISCHARGE

Secti-t)n 1. General

If a supervisor intends 1o meet with an employee for the purpese of issuing an Action Plan, Performance
improvement Plan, or Formal Disciplinary Action, or to conduct an investigatory interview o determine
the need 10 administer any such action, the supervisor shall inform the employee of the nature of such
meeting prior to the inception of the meeting. The employee may request that a Union Steward, Union
Representative or another {/nion employee atiend the session.

An employee shall be informed of any Plan or any Discipiinary Netice pfaced in his/her personnel file and
shalt be provided with a copy of such Plan or Notice and provided an opportunity to affix his/her signature
thereto as recognition of being informed. The employee shall be given an oppormmity to submit
explanatory remarks for the record,

Employees shall be periodically permitted to review the deparument file, which is maintained by the
supervisor, and permitied to Submit explanatory remarks regarding any contents.

The Employer shall not discipline any employee without good and sufficient cause. Any non-probationary
employee who believes that he/she has been disciplined without good and sufficient cause shall have the
right to appeal such discipline in accordance with the grievance and arbitration procedure.

No employee will be reassigned due to job performance problems without good reason.

Section 2. Performance Improvement Steps

In recognition of the professional status of the classifications covered under this Agreement, the following

steps will be used to address performance issues:

A.

Resolution Procedure

The Employer and Union agree that prior to the implementation of an Action or Performance Improvement
Plan, the parties involved shall attempt resolution through informal ceaching and/or counseling so that
further discipline may not be necessary. The employee has the right to Union representation. The
supervisor shall notify the employee and a Union Representative about the need for a meeting. Upon
netification by the supervisor, the Union Representative shall contact the employee regarding
representation at the requested meeting. The dialogue shall focus on resolving the performance issve(s) to
the satisfaction of all parties on an informal and amicable basis. Facts surrounding the performance
issue(s} shail be presented, reviewed and options discussed. Issues must be addressed within a reasonable
periad of time.
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Action Plan (Step 1)

In the event that a performance related grievance persists beyond informal coaching, counseling, or
learning plans, or if the incident is of a more serious nature, the employee, Steward or Union
Representative, if requested, and the Manager should develop a plan specifying the areas of needed
improvement and the corvective action required. The Action Plan will then be written by the supervisor.
The Action Plan should include specifics of what is deficient, specifics of what action needs 10 be taken
and time tables for completion. Time tables should be realistic. The Action Plan will be retained in the
supervisor's file only, but will not be used as evidence in further progressive steps provided there has been
no recurrence of the issue in the Action Plan within twelve {12) months of the initial incident.

Performance Improvement Plan {Step 2)

D In the event the issues identified in the action plan persist beyond the agreed upon time able, or if
the issues are of a more serious nature, a Performance Improvement Plan will be developed by the
supervisor and the employee. If requested, the Steward or Union Representative may offer
suggestions 10 be included in the Performance Improvement Plan. The Performance Improvement
Plan will be maintained in the employee's Personnel file along with the previous Action Plan, if
any. Performance Improvement Plans over eighteen (18) months old shalf not be used as
evidence in further progressive steps.

D Although Action Plans and Performance Improvement Plans are considered to be a more
professional and less formal means of addressing performance issues, it is understood that both
parties agree that the steps taken herein satisfy the progressive disciplinary steps of more formal
programs.

Formal Disciplinary Action (Step 3)

Final Wamnings and/ot Suspensions may be issued where the problem(s) identified in the Performance
Improvement Plan have persisted or where the single incident is of a very serious nature.

Final Warnings and/or Suspensions will stand for two {2} years. However, they will not be used as
evidence in discipline and discharge cases after two {2) years, provided there is no eccurrence of a similar

napre during this time,

Section 3. Discharge

A

B.

The Employer shall not discharge any employee except for good and sufficient cause.

Any non-probationary employse who believes that he/she has been discharged without good and sufficient
cause shall have the right 10 appeal such discharge in accordance with the grievance and arbitration
procedure.

Any employee who is discharged shall be informed in writing, at the time of the discharge, of the reason(s)
for the discharge. If the employee is not present on the date of termination, the written discharge notice
shall be mailed to the employee’s last-known address together with any final check.
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ARTICLE 26. RESOLUTION/GRIEVANCE PROCEDURE

Section 1. Overview

Any and all matters of controversy, dispute, or disagreement of any kind or character existing between the
parties and arising out of or in any way invelving the interpretation or application of the terms of this Agreement
shall be examined and resolved by this Resolution/Grievance Procedure. All parties are encouraged te use Section 2,
Resalution Procedure. Any matters involving disciplinary action may go directly to Section 3, Grievance Procedure.

Throughout the Resolutien/Gricvance Procedure the employee has the right to request Union
representation.

Section 2. Resolution Procedure

A, If the concemn is generated from the employee to the Union Steward or Representative, the Union shatl
notify the supervisor. If the concern is generated by the supervisor or by the employee to the supervisor,
the supervisor shall notify the Unjon Steward or Representative about the need for a meeting.

B. The Employer and the Union agree to attempt resolution through informal discussion so that the
submission of a written grievance may not be necessary. The dialogue shall focus on resolving the issue to
the satisfaction of all parties on an informal, amicable basis, Facts surrounding the issue(s) shall be
presented, reviewed, and options discussed. Issue(s) must be addressed within a reasonable period of time.

Section 3. Grievance Procedure

A. If agreement is not reached through the Resolution Procedure a written grievance shall be forwarded 1o the
supervisor, appropriate level of management, and Human Resources, within fourteen (14) calendar days
from the date of issnance of discipline or date of Resolution Procedure impasse. The grievance must
include: the nature of the prievance in reasonable detail, the provisions of the Agreement and/or issue(s) in
dispute, the names(s} of the individual(s) involved, and the remedy sought.

B. Human Resources Team Leader or designee shall schedule a meeting within fourteen (14) calendar days
with all parties involved to discuss the grievance and proposed remedy.

C. Human Resources Team Leader or designee shall provide the Union with the final Employer decision, in
writing, within fourteen (14} calendar days, following the conclusion of the gricvance meeting(s).

D. Grievances that remain unsesolved may be submitted either 1o interest based problem solving and/or
arbitration.

Section 4. Arbitration Procedure

A. If an agreement cannot be reached through the grievance procedure, the parties may choose to attempt
resolution through alternative dispute resolution, interest based problem solving and/or arbitration.

B. If the grievance is not satisfactorily resolved, the Union may invoke arbitration by submitting a written
notice to the Human Resources Team Leader or designee, within fourteen (14) calendar days after the date
of the Employer decision.
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C. . Upon receipt of notification, the parties shall meet within seven (7) calendar days to select an arbitrator. If
the parties cannot agres upon an arbitrator, a list of five (3) arbitrators shall be requested from the Federal
Mediation and Conciliation Service (FMCS) within seven (7) calendar days following the inability to agree
upon an arbitrator. The parties shall choose an arbitrator within seven (7) calendar days following the
receipt of the five arbitrators from the FMCS by alternately srriking a name from the list until agreement is *
reached or one name remains. Every reasonable artempt shall be made to hear the case within six months .
from the date of the grievance. :

D. The arbitrator shall be authorized to rule upon and issue a decision in writing on any grievance for
arbitration, including the question of whether or not the grievance is arbitrable. The decision and award
shalt be final and binding upon the parties to this Agreement. The expenses of the arbitrator and other
mutually agreed to expenses shall be borne equally by the parties. Each party shall be responsible for the
cost of its own representation and witnesses.

E. The arbitrator shall not be authorized to add to, subtract from, alter, amend, modify or project beyond its
mcaning any of the terms and provisions of this Agreement.

Section 5. General

A. The titne timits set forth in this Articte may be extended upon mutual agreement of the parties. Formal
grievances and/or arbitratinn may, hy mutital apreement, be referred hack nr advanced to any sten nf the
Resolution/Grievance/Arbitration Procedure,

B. When two (2) or more employees are part of a common grievance, the matter shall be beard as a single
grievance,
C. If cither party does not respond within the specified time limit(s), the other party may proceed to the next

step. Any matler not appealed within the specified or mutuaily agreed extended time 1imit(s} shall be
considered resolved.

D. 1t is understood that the representative of the parties at each step in the foregoing
Resolution/Grievance/Arbitration Procedure, shall have the authority to resolve the issue(s).

E. No solution or arbitration settlement shall create a basis for retroactive adjustiment in any other cases.
F. Int instances where wage discrepancies or monetary benefit errors are discovered upon receipt of a W-2, the
_issue must be brought to the attention of the Human Resources Department no later than thirty (30) days

from the disbursement of the W-2s.

G. With prior netification, either side may have additional parties at any step for specific purposes, such as
training, ’

.ARTICLE 27. DURATION AND RENEWAL OF AGREEMENT

Section 1. Duration of Agreement

Except as atherwise specifically provided, this Agreement shall be effective as of October 1, 2000, and shall continue in
effect through April 30, 2006.
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Section 2. Renewal Agreement

> This Agreement shall be automatically renewed from year 1o year thereafier unless either party serves upoa
the other at least ninety (90) calendar days of prior written notice of a desire to modify of terminate this
Agreement. If such notice to modify or terminate is served on a timely basis, negotiations shall commence
between the pariies promptly after receipt thereof.

Section 3. Sipgnatures

In witness whereof, the parties hereto have executed this Agreement as of October 1, 2000

FOR THE EMPLOYER FOR THE UNION

Chris Bink'ley t Mitch Ackerman
Prasitlent, Rocky Mountain Region President, Local 105 8. EIU.
{3k Cochran Victoria Ortegon
Executive Medical Director Secretary-Treasure .
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Schedule A

‘with trust fund calculation

Grace 1

Grade 2

Grade 3

Grade 4

Grada 5§

Oct 1000
o 200

Oet 2001

Oct 2002
Oct 2003
Oct 2004

Ot 2000
Jan 2001
Oct 2004
Oct 2002
Oct 2003
Ot 2004
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Ot 2001
Oct 2002
Oct 2007
Oct 2004

Oct 2000
San 2001
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Oct 2002
©Oct 2003
Oc1 2004

Stup 1 Step 2
Start 1yr
37.78 33.10
$7.78 3310
$8.07 $8.42
$8.3% .75
$223 $200
s 3
Chark Trinea
38.20 $8.54
820 $8.54
$6.53 $8.88
18,84 0.2
8.2 1949
$9.43 $9.81
Chark |
$3.70 $9.02
$3.7a $3.02
$9.05 $9.39
$9.41 3478
e e $10.04
s$1o0m $10.38
Mail Clark
Patient Transporter
N 257
.21 3957
$8.57 $6.90
$8.05 $10.34
51024 $10.64
$10.59 $11.01

BIN Processing/File Cherk
Centrol Room Clerk
Ingtryment Tech, Trainae

3975 $10.13
3375 $1012
$10.14 $10.53
$10.54 $10.84
310.84 51126
k3R a] $11.85

Accounts Payedle Support Clerk
Cal Cemer Servica Associate
Cyology/Histology Axe

Date Erdry Qparator |
Instrument Technician |

Laad MaH Clerk

Madical Recaptionist/ various

Bup 3
2yr

842
.42
3878
$9.10
$838
908

$8.69

$9.25
3081
3088
31022

$3.39
3938
077
$10.15
$10.48
310,80

$0.07
$9.97
$10.37
$10.77
311.09
$1148

31054
31054
$1097
31130
$11.73
$12.13

Step 4 Step 6
Iyr 4yr
$7e war
3804 'osen
0 3057
$0.56 3995
$0.83 §10.24
31017 $10.59
39.26 3059
$9.35 $0.74
973 51013
$10,10 $10.52
$10.40 $10.83
075 $11.20
975 31014
5885 3$10.29
31024 $10.70
$10.64 $11.12
$10.05 $11.44
$11.32 1183
Surgical Housekpepar
1007 5078
$10.47 $1092
$10.80 $11.38
LA $11.81
$11.64 $12.15
$12.04 287
Inventory Controt Clerk, Trme
Radiclogy Clerk
Radiclogy Darkuoem Clerk
$1097 $11.40
$11.06 $11.87
$11.53 $12.03
$11.98 $12.51
$1233 $1287
1275 $12.3%
Madical Recept/Patient Care
Nursing AsstMedical Asst |
Ophthalmic Assistant, Trainee
Palient Registration Asscciate
Payment & Reporting Clerk
PBX Opacator
PBX/Data Entry Operator

Stp 4
tyr

1044
0ol
$10.01
31040
$10.70
$11.07

3000
$10.20
LY
$11.02
114
317

310 §5
$1077
511.20
31163
311.87
$12.38

§11.18
S11.4¢
$11.88
31233
31269
31312

$11.85
Ji2e0
312457
$13.06
$13.45
$13.91

Btp 7 Step B
iy "y
082 1024

HoAZ $1080
$10.52 $1102
$10.03 $11.45
$11.25 $11.79
$1184 $12.19
1040 $10.81
$10.7¢ $1113
3138 3.0
$11.57 1209
1| $i2u
$232 $12.87
$10.99 10
$11.32 EaL N ]
31178 31228
$12.24 #a7e
§12.50 $1314
$13.03 81159
§11.82 §1208
$1197 $1251
$12.45 $130t
$1294 31352
$133 $1362
31377 $1440
$12.32 $12.80
$1269 $11.2%
320 31178
$13.72 $14.22
$14.12 $14.74
$1480 $15.25

Pharmacy Clefk

Physical Tharagy Aide

Receptionist

Reforial Paymi Supt Clerk

Repackirg Clark

Retantion Center Clerk

Surgery Appointment Cherk

Trawvel Cinic Clerk



Bchagile A Stap 1 Soep 2
‘with trist fund caleutation Start 1y7
Grade ¥ Oct 2000 $10.2¢ $10.68
Han 2001 $10.2% $30.86
Oct 2001 $10.7¢ 31108
Oct 2003 §11.12 §11.52
Oct 2003 $11.45 $11.95
Oct 2004 31184 3122
Acnounting Clerk |
Accourts Payable Cterk |
Chack Distribution Cherk
Clalms & Rehertal Sugport Clk
Clerk Typist
Comespondence Clerk
Courier
Dk, Top Medicins Clark
Eye Care Asaisiant
Forma Procassing Clark
Qrade T Ot 2000 $1089 $11.34
Jan 2001 31008 M3
Oct 2001 $11.32 $11.7%
Oct 2002 $11.77 $12.28
Ot 2003 N2y N2
Oct 2004 $12.53 $13.04
Anesihesia Equvipmant Tach
Appointment Center Lead Clork
Appt Acceas Scheduling Monitor
Call Conter Resource Associaie
Cardiology Technician
CIS Cataiog Cherk
Communication Gy Lead Clark
Computer Oparalor |
Contaci Lena Technician
Qrade § Oct 2000 $11.54 $11.88
Jan 2001 $11.54 $11.88
Oot 2001 $12.00 $12.45
Cot 2002 $12.47 $12.834
B Cct 2003 $12.83 $1332
Oct 2004 " §$13.78
3rd Party Liability Supt Clerk
Acoounting Cler H
Acoounts Payebie Clerk
Accts Recv/Payment Posting Clk
Allemare Care Clerk
Ahernats Care Technician
Bruay! Soeening Paiar Assl
Business Offics Asaistant

Cash Control Clerk
Centril Laboratory Glerk
Clwims & Referral Processor Il
Claima & Reff Cntr) Rm Asst

Bpd
2yr

$11.14
$1.14
51150
$1204
$1230
$12.4

$1179
179
1226
$12.74
sun
$13.58

$12.45
31245
31284
31345
31385
$14.32

aap b
a4yr

Step a
3yr

$11.58
51180
$1218
$12.64
$13.01
$13.45

$1203
$1223
$1272
$13.22
$12.80
$14.07

10 Sarvice Processing Eherk
Infes Acomss/Dehry Analyst 1|
Instrurment Techaician 1|
Insurancs Biling Control €k
tnvantory Conrol CIK/COpticsl
Laboratory Assistant-Cti Lab
Lead Radiclogy Clecs
Hedical Tranucribes, Traines
Mentai Health Clak

Patanl Accounting Cherk
31228 31270
$12.38 31205
$12.88 31347
$13.38 $14.00
nn 1441
$14.25 $14.90

st Tty Spaeaiss o

Dikpatcter

ENT Tachniclan

Lead Patient Registration ASsOCiale

Master Schadule

Medical Transcriber |

Orthopedic. Technician

Patisnt Assistant

Prevantion Assistant
#1256 $13.47
$13.00 13087
1381 $14.22,
1405 51478
51456 $15.21
$15.08 $15.73

COB Assistant

Coordinstion Of Banefita CIK

Customer Servica Asst/Faciity

Health Fisk Appraisar

Hoapital Services Assistant

Insurance Biling Conir Clk Il

Uresartory Girl Clic WQptical

Lead Coucer

Lead Instrument Technician

Lead Menial Haalth Clerk

Laad Radiclogy Scheduler

Markaling Assistant

Bpd
Byr

312353
31278
$13.20
$1381
$an
31471

1320
$12.53
$14.07
$1482
$15.08
$15.57

$14 00
$1428
$14.85
31544
$1589
3844

Bap T Shp ¥
1W0yr dyr
$13.00 1352
Eaki] $14.00
1399 $14.58
51447 51513
$1490 $19.57
$15.41 s18.11
Provider Schaduler
Purchasing Office Clerk
Radiology Assstant
Radfiology Corfespond Cik
Raconciliaion Clerk
Referral Support Clavk
Sleap Madicne Assistant
Stk Clack. | .
Tranacription Asaistant
Vgndor Control Clark
Ward Clerk
$13.78 $14.34
31420 $14.84
31478 $15.43
31535 $18.04
51530 1051
oM $1TO8
Radckgy Fim Loaded
Radiokogy Schaduer
ScanvDals Process Assist
Surgery Scheduling Lialson
Virtgxer
$14.58 $15.14
51502 1567
$1582 $16.30
s18.23 $16.54
$18.71 $17.44
7| $18.04
Madical Records Lead Clk
Madicara Sales Triage Agent
Muambar Retention Rep
Murmber information Asst
Patient Account Tachnician
Pennatal Patienl Assistant
Purchasing Clerk
GAZUM Assistant

Referral Proosssces |



Schadiuie &

with Wust Jund calculatbon

Grode 3

Graca 10

Gracie 11

Oct 2000
Jan 2001
Oct 2001
Oct 2002
Oct 2003
Oct 2004

Oct 2000
Jan 2001
0Oct 2001
Ot 2002
Oct 2003
Oct 2004

Oct 2008
Jan 2001
Oct 2001
Oct 2062

Oct 2004

Oct 2000
Jan 2051
Oct 2001
Qct 2002
Qo 2002
Dt 2004

Stap 1 Step 2
Start 1yr

$12.22 $1270
$1222 $12.70
$12.70 $12.20
$13.20 $13.72
$13.59 $14.12
$14.08 1481

Chaimy Provider Technican

Comguter Dperator yi

Data Control Clerk It

Dats Entry Operalor 4

KPIT Print/Distibution Optr -

Lead Breast Scroening Pt Asst
$12.02 $13.42
$1282 $12.42
31343 31305
$12.66 $14.50
$14.37 $34.83
s14.88 515.44

3d Party Liabiity Sup Tech

Account ResrchColiaction T

Accounting Assistant

Accounts Payabie Team Lead

Accounts Recoivable Tectinician

Claims Authorization Processor
Caoder
Coligtersl Associate

Caollection Clerk

Customes Servios Data Tech

Fee for Service Cotlection Clerk

Gavetnment Programs Tachnician
33360 31419
$13.60 $14.18
$1420 $1478
$34.78 1534
$15.20 $15.79
$1572 $16.31

Aacount Associate
Cenified Tumor Registrar

KPT Lead Print/Dist Opersior
Medical Trancriber HI
Tochnica! AssistanyCars
Tachnical Assistant Reteral

$14 43 50
§1443 $15.G1
$15.01 31581
31580 31622
31608 31870
$18.81 $17.27

Luad Coder
Lead Mackcal Transcriptionist
Sr, Sates Supporl Associie

Step
Tyr

$13.
$13.29
$13.74
$1428
51470
$15.20

51397
$1397
$14.53
$15.1¢
$15.56
$168.08

51479
S1478
$15.28
$15.608
$18.45
$17.02

$15.63
$14.83
$168.28
31880
$17.40
$18.00

Btep 4 Step 3
3Iyr ayr

$1371 $14N
$13.65 $14.50
$14.40 $15.08
$14.97 $1587
$15.41 $16.13
1504 $10.40

Lead PEXD 2t £ntry Operator
Meadica Review Processing Clk

$14.54 3151
$1488 $15.34
$15.27 $15.95
$15.87 §18.58
$18.34 $17.07
$15.00 $17.85

Govt Prog Revenue kentf Cix
Load Member Irfgrmation Asst.
Maintenanca Technician

Medical Claims Processor
Meadical Claim3 Proceasor/CGA
Medicare Sefvice Clerk Il
Mombership Lizison Assistant
Pharmacy Busnya & Spt Sves Tech
Referral Processor il

53534 31593
51549 $18.18
s16.11 $18.81
$18.75 1747
$17.24 $117H
$17.84 $1381
$16.23 $16.87
§$168.39 #1712
$17.05 $17.80
$17.72 $13.5
$18.24 $19.05
$18.497 $EN

Btap
Byr

$14.85
$15.15
$1875
$1637
$16.85
$17.42

$1510
$16.0%
$10.85
“Hwn
$17.82
$18.43

31859
31693
$17.80
1830
$18.84
1949

$17.58
Se7.et
$18.82
$10.36
$19.93
520682

Bup T
Wyr

31541
$15.88
$18.51
$17.96
$17.87
$18.28

$18.34
§18.83
7.5
a2y
81873
$19.33

$57.23
7S
§$1845
§io1g
$1075
32044

$18.24
fteve
$1e53
$20.30
$20.50
$2183

Stap
1kyr

318.0%
FLL Y
7.
$17.98
$18.40
$19.93

s1858
$17.58
$10.28
$19.00
$19.5
$20.24

$17.94
$18.57
$19.0

$2087
$21.38

$19.00
$1ees
$20.44
$21.25
$21.87
$22482



Schedules B and C
Jobr Tithe {21 have i rangs hiring)
with truat fund calcudntion

Cardisc Diag Med Sonogragher

Cariified Ophihalmic Asslstant

Cartifiwd Cphthaire Tachnlclan

CTMRI Tethnologist

DHagnuatic Medical Senographer

G LaboTatosy Techniclan

Histotogie Technician

Laborstery Technician (MLT)

Oct 2000
Jan 2001
Juna 2001
Oct 2001
Oct 2007
Oct 2003
Oct 104

Oct 2000
Jam 2001
Oet 2001
Oct 1002
Oct 2003
Ot 2004

Oct 2000
Jan 2001
Oct 2081
Det 2002
Oct 2003
Ol 1004

Qct 2000
Jan 2001
Oct 2001

Oct 2083
Oct 2004

Out 2000
Jan 2901
Jdune 2081
Oct 2001
Oct 2002
Oct 2003
Oct 2008

Oet 2000
Jen 2001
Oct 2001
Oct 7002
Oct 2003
et 7004

Oct 2000
Jan 2001
Oct 2001
Dot 2002

Oct 2004

Oct 2000
Jan 2001
Oct 2001
Tt 2092
Oct 2003
Oct 2004

Step 1
Start

$18.35
31335
$22.35
$21.2¢
52418
$24 38
32574

$11.92
$1192
31241
$1280
31327
T

$14.84
$14.84
$1543
$16.04
310.51
1708

LT
1777
$18.40
R
31977
S2045

31885
$18.85
52235
323 24
$24.16
$24.88
352574

$12.07
$1z07
$12.55
51304
3134
$13.89

31500
$1500
$1580
$16.27
§16.69
1726

$1384
313 84
$14.39
$14 65
315239
§15.92

Stap 2
1yr

$156.42
$19.42
2282
$23.84
324.78
$25.51
$28.40

$12.40
31240
312,50
$13.40
$13.30
$427

$15.37
51537
$15.98
81681
110
317.8%

$18.4%
$18.43
$1923
L3kl 3
320.57
s21 29

3R 42
$1942
$7292
52304
12478
$25.51
326 40

1292
$1202
313.43
51396
$14.37
31488

$15.59
515 59
$1622
$16 85
$17 35
$17.95

31438
$14 33
374 85
1554
$16.00
$16.55

Step 3
2yr

$20.00
$20.00
$23.50
324 44
$25.41
$28.18
327.07

51289
512,69
$13.41
31184
11434
34484

315,85
31595
$16 58
317.28
Wiy
31837

$19.27
$1927
320 04
320 53
52145
2219

$20 00
320 00
§23.50
$24 44
32541
2616
$27.07

$13.6%
31381
$14.37
314,93
$1537
31590

$18.21
31821
$18.38
§17.52
318.04
$18.66

$14.95
$14.95
$15 55
$16.14
$16.64
s

Step 4
ayr

52141
52162
§592
$26.11
$27.18
$27.07
$26.94

$13.38
$13.52
$74.06
s14 81
$15.04
HEEe

1055
$18.72
$17.08
$18.07
Ea R0
$19.24

320 &2
$2022
321.00
32136
$22.51
7320

$21.41
$2162
§25.92
$28.13
3$27.18
$27.87
$28.94

31436
$14 50
$15.08
315.68
316.14
$16.69

$18.88
$7.05
$17.73
§18.42
§10.97
1862

$15.58
$15.72
$16.34
$16 99
$17.49
$18.08

Swp §
4yt

7227
$22.60
326.10
32715
$2822
3290.08
$30.07

313.88
$14.08
$14.85
$1522
31587
$e

$17.13
517.39
S180%
313 80
3%
20062

12078
$21.10
52104
w2
$23.44
74 40

$2227
$2260
$26.10
$27.15
$20.22

330.07

314.92
$1515
$15.75
518.37
516.85
170

1749
$17.75
$18 47
$19.13
519.76
32044

$16.15
$16.29
$17.04
#MITL
315824
$18.87

Swp b
&yr

$23.59
324 08
$27.56
328.85
325 80
$30.60
331.74

31442
147
$15.30
$15.90
516 37
§$16.92

$17.83
$18.18
318 82
519 67
32025
320 95

$21.63
32208
$22.55
s2am
324.58
25 a0
32259
$24 06
$27.58
32565
$25.80
S0 88
LT

$15.35
51567
318 30
$16.94
3744
$1804

313 26
$18.61
51935
32012
20701
57143

$18.83
$17.17
$17.46
$18.58
$19.11
$18.77

Step 7
Wyr

3$25.49
$26.25
326.75
$30.54
53217
$33.13
33420

51457
31542
$16.04
$18 67
1718
T

EaLE]]
$19.04
$19.80
520.58
2119
$21.92

$22.51
$23.18
2411

$25.81
2970
$25 49
326 25
7S
$30.94
s32a7
$33.13
$3428

$15.482
$15.39
317.08
$17.72
$18.24
31857

$18.57
$19.54
52022
$21.42
321.74
$22 50

31747
31800
$18.72
319458
$20.03
32072

Stp s
18 yr

326 48
$27.42
330 92
33215
333.43
33447
$15.82

$15.56
3L
$18.75
T4
$11.92
EALE Y

$16.17
319 84
$20.54
521.45
220
322 85

234
2423
32520
32618
32697

2Tt

$26 49
2T 42
830 92
$32.15
$3342
534,47
$35.62

$16.44
$12.03
$17.72
31441
$18.56
$19.61

1971
52040
21
$2205
32270
§23 48

$18.47
e
$15.50

$20.93
$21.66



Schedules B and G
Job Tite (sh have in rengs: Wing)
with brust fund cakadason

Lasd CT/MR| Technaloghat

Lead Histologic Techniclan

Lead Orthopedic Technician

Lead Huzhaar Med Technologist

Lead Radiclogic Technologist

Lead RRT/Slesp Apnea

Licansed Fractical Nurss

Nuclear Msdicine Technotogist

Nurslng/Medical Assistant H

Oct 2000
Jan 2001
Oct 2004
Oct 2002
Oct 2003
Ot 2004

Oct 2000
Jan 2001
Oct 2001
Dct 2002

Ot 2004

Oct 2000
Jan 2001
Oct 2001
Oct 2002
Oct 2003
Ot 2004

Oct 1000
Jan 1001
Oct 2001

Oct 2000
Jan 2001
Oct 2001
Oot 2002

Oct 2004

Oct 2000
Jan 2001

Oct 2002
Oct 2003
Oct 204

Boap 1

s
s
319.58
$20.38
52098
$2168

$18.38
$83
$17.02
31788
$1a.21
$18.84

$14.07
31407
$14.82
315.20
$15.85
3618

$19.39
318.39
32017
$20.96
$24.58
$22.33

315.73
$1573
31636
$17.00
$17.50
ELR]

723
$17.23
31782
SB.63
$1013
$19.04

$1200
3512 00
$12.48
$12.57
$11.35
513.53

$18.30
$18.30
$15.03
31678
52037
32107

$11.00
$11.00
31144
$11.89
$12.23
$1285

Step 2
1yr

$19.55
$19.55
$20.33
32114
$21.78
82251

$17.03
$17.03
SIT.7T1
$1a.41
#1898
31961

$4 62
314 62
$15.20
$15.80
$18.27
$16.8)

$20.14
32014
§20.95
82137
$22 42
$23.19

$15.34
$18.34
$16.99
$17.68
$12.12
$13a1

$17.53
31783
31065
$19.38
316.90
320.65

$1262
$12.62
$13.12
$43.84
314,04
$14.52

$19.04
51504
$19 80
$20 54
2119
$21.92

$11.3%
$H.35
$11.80
31227
$12.62
$1308

Stepd
2yr

32037
42037
321.18
82202
s2.87
32145

1T 88
$17 .88
$18.40
31913
319.89
$20.37

$15.19
51519
$15.80
31842
$16.91
31745

$20.98
$20.88
$21.82
$22.58
32025
$24.18

$16.86
516.98
$17 64
$18.33
518.87
$18.59

318.68
$18.68
$19.43
32020
$20.80
2151

3131
3133
$1384
31439
$14.8%
$15.32

$19.85
$19.85
$20.64
$21.48
$22.09
82288

31365
$11.65
$1212
$1259
$12.86
$11.40

Siap 4
3yr

2917
21.38
22.24
$23.12

$24.83
$18.40
31059
$19.32

$20.89
$21.40

$15.83
$1369

. §18.83

$17.28
r7e
51849

$21.81
37208
s$22.:
$22.82
$24 52
325.37

317.64
$17.82
ERLES]
519.28
$13.83
32651

$1042
316,84
52029
$21.20
$21.83
32258

$1388
314.00
$1456
$1513
31558
$16.11

$20 62
520.83
$21.68
$22.52
$23.18
$2398

$11.89
31201
$12.49
51293
51338
$1382

Step s
Syr

$H.W
2231

4.2
$2483
2500

$19.14
51943
201
$21.01
2183
$2.38

$10.44
$16.88
$17.33
$1304
$18.57
$19.24

$3264
$22.98
$23.90
32485
$2558
$26.47

$1035
$10.62
$50.37
$20.14
$2073
$21.45

$20 16
$20 46
52128
$22.12
$2271
$23.56

51439
$14.81
31519
51579
34725
$18.91

52149
52173
322 80
248
32419
32503

$12.37
$12.58
51308
$1357
$1.07
L P H

Bl
Byr

2288

$24 25
$25.21
52598
326 09

$19.92
$20.32
$21.13
$21.98
2z81
%23 40

$17.12
517 .48
$18.18
318.87
$10.43
$20.10

$20.55
$24 .07
$24.98
$25.97
320.74
$27.67

$19.10
$19.48

$21.06
$21.64
$22.41

$20.96
$21.38
$2224
$23.12
$23.80
524 62

314 81
315.11
15
31631
$16.81
317.39

§2228
$22.73
2343
$24.57
$25.30
$26.17

$12.85
$13 1%
$1363
147
$14.58
$15.08

Sap ¥
0yr

$23.02
32453
$25.51
$20.52
2N
£28.2%

$2067
e
32214
.02
$2).70
324 52

T
51832
31905
1980
32039
s2109

$24.53
$2527
§26.28
$27.32
$28.53
2911

31942
32042
52124
$22.08
$22.73
2152

$21.8)
32248
52338
$an
§2502
32590

31533
$1579
$10.42
$17.07
LA TS
$1818

52318
$3se
2403
52501
326 58
$27.50

$13 34
$1374
51429
$14.85
$15.29
5 M

Sap
wyr

2478

o007
1
52085
3054

821,53
$22.28
2217
$24.09
$24.80
s25.88

$y0.50
$19.14
$em
$0.70
L rakd]
32204

0552
2841
$27.47
52856
$20.40
$30.42

$20.66
32134
52224
$23.12
2380
32483

$22.70
$23.49
324 43
$25.40
326.15
$27.08

$15.85
$16.42
$17.07
31774
127
$18.90

2411
424,95
32595
$26.68
$27.78
1Z8T4

ESEN. ]
1435
$14.02
$15.51
215.96
E3LEN]



Schueduies B and C
Jokr Tithe {al have i rangs hiringy
with bruat fund calouletion

Opirthalmic Photo 4 URrasanogr

Pptheimic Assistant {Uncert)

Opthasmic Technician {Uncart)

Pharmacy IV Techniclan

Pharmacy Technician

Phinbotomist

Phyyical Therapy Asaletant

Radiviogic Technologist

Rad TechMammography

Det 2000
Jan 2001
Oct 2001
Oct 2002
Oct 2003
Oct 7004

et 2000
Jan 2001
Ot 2041
Oct 2002
Oct 2003
Oot 2004

Oct 2000
Jan 2004
Oct 2091
Oct 2002
Oct 2003
Cct 2004

Ot 2000
i 201
Oct 2001
Oct 7007
Oct 2003
Oct 2004

Oct 2000
Jian 2001
et R
Oct 2002

‘Oct 2004

Ot 2000
Jan 2001
Oct 2001
Oct 2002
Oct 2007
Oct 2004

Oet 2000
Jan 2001
Oct 2001

Oct 2003
Oct 1ot

Oct 7000
<Jan 1001
Oct 2001

Oet 2003
Oct 2004

Oct 2000
Jen 2081
Oct 2001
Oct 2002
Ot 2003
Oct 2004

Step 1
Start

Ll
318 85
$19.80
32038
$20.98
321.70

$10.09
sioae
$11.33
$11.77
328
$12.5

$13.18
31318
£1270
31424
$1ae8
1518

3223
31223
$12.72
51321
$13.80
$14.07

31143
51143
$1es
$1236
$zn
31315

310439
$10 8%
31132
1177
$121t
$12.53

$14.38
$14.28
31485
$15.54
$16.00
$16.35

$14.25
$14.25
$14.52
31540
$15.86
$16.40

$t524
$15.24
$15.85
$16.47
$16.56
31754

Stap 2
1yr

51942
$1942
$20.20
320.59
$21.81
32236

51134
311.34
$11.78
1276
31281
$1305

1389
304
$14.24
RCR.1)
31522
31575

31272
$t272
31323
$1375
[ JERE]
31463

$11.90
$11.50
31228
$12.86
1324
1389

$11.24
34134
H1ve
$1225
$1261
$1304

$14.95
$14 95
1558
#1846
$16 64
31721

$14 80
$14.80
515238
$16.00
$16 47
73

s1588
$15.06
$16.49
1714
$17 65
§18.28

Step 3
2yr

12000
32000

521 62
2226
322,09

$11.79
$11.79
$12.28
$12.74
111
$131.56

$14.24
$14.24
HAM
1540
$15 85
$18.38

31322
51322
$1375
s1429
1471
$182%

$12.37
$T2.37
287
1337
$13.78
$14.24

311,78
511,79
31226
31274
3N
1358

$15.55
315 56
$16 17
$16.81
31730
§17.90

31540
$15.40
$18.02
$16.65
317,14
1773

S18.47
$16.47
4713
$17.80
1032
31396

Step 4
3yr

a4
$21.62
$22.49
2338
32407
$24.00

31228
$12.38
$izea
$13.38
$12.77
$14.24

31482
$14.97
$15.56
$18.18
$1565
“r.2

$13.74
$1183
14 43
$1500
31544
$15.57

$12.87
$13.00
1252
31405
$14.47
$14.96

$1226
$12.38
$12 a8
$13.38
a7y
31425

$18.17
$16.33
$16.98
317 85
31817
ssa0

$15.02
318.18
$16.83
317 49
$18.01
$1363

1714
7N
800
S8 71
31927
$19.9)

Swp 6
Syr

$23.59
324 08
$25.02
$28.01
326.78
271

31328
31353
31407
$14562
$15.05
31557

$16.03
$18.35
$17.00
1768
§12.20
$1882

$14.87
31517
$15.77
$1840
$16.28
$17.44

$13.92
814,20
T
$15.35
$15.30
$16.34

31373
$14.00
514 58
$15.13
$15.58
31611

51751
1786
$1a58
e
$16.88
520 57

$17.34
517 89
$16.38
§19.12
§io e
$20.38

$18.54
31891
$19.67
$20.44
21.05
$21.77

Sisp T
10y

52549
$26.25

$20.34
$23
$30.24

51378
51420
477
31535
$15.80
$16 34

$18.64
31714
$17.42
$18.52
51807
973

$15.48
$1564
$18.58
51723
31774
31405

$1447
49
WEED
351
518 58
7.8

LY 4]
$15.05
31565
31627
$16.75
517.32

$18 1
¥8.78
$19.51

$20.98
$21 60

Haqge
41855
$19.2%
52005
$20€5
$21.36

$1925
31983
$2062
21 44
32207
$22.03

Stap 8
15 yr

326 49
327 42
$26.51
32085
$30.52
$21.58

$14.4
$14 84
51543
1504
3.5
31709

37N
T8
$18.8
33836
$19.93
32062

31409
51668
$17.32
313,01
$13.54
11918

31505
31557
51820
$16.84
5171
3179

31548
$19.03
$18 67
$17.32
31783
318.45

31898
1962
$2040
21.1
37184
322.59

31872
$18.33
$20.15
520.95
32156
3223

$200%
52075
321.58
$22 44
$23.10
123%0

.



Schedules B and £
Job THie (a4 harve in rengs hinng)
with Bua! fund calculation

Aaglatered Oplometne Assistam

Reglutered Reapirtory Therdpiat

Bisep DNdorder Technician

Surgieal Technician

Stap 1
Atart

18
.03
$1241
$1290
$an
$1373

504
$15.94
1587
$17.23
EaLNE]
$13.35

1358
#1318
$1370
$14.24
$14.88
$15.18

$1z07
31267
$12.55
$1304
$1343
$13.89

Biep2

1yr

$1240
31240
§1290
$13.40
31380
Az

165
$18.58
31725
SI7.85
$10.48
$18.0¢

#1368
31388
$1424
$14.80
HE2D
31575

$12.62
31202
31343
34156
437
$14.08

Step 2
zyr

$12.80
$1289
$1341
#1204
$4M
$1404

$171.23
$17.23
$17.02
sros3
$15.18
s19

$14.4
$1424
3emn
31540
$15.85
$16.39

$13.81
31201
51437
$1493
31597
$15.50

Step 4
Ayr

§1338
$13.52
$14.08
$14.81
$45.04
$15.58

7.2
$18.10
$1881
$ra57
$20.15
$20.84

a2
$14.97
$1558
1618
$18.85
N1

1438
$14.50
$15.08
51558
$18.14
31659

Step &
ayr

 §1388

31408
$14.65
1522
$1587
$18.21

1084
$18.92
sii.8a
$20 48
$21.08
21.7%

$1537
31580
$18.20
$18.87
$1738
31798

$14.92
31515
$16.75
$18.57
$1685
51743

Swpy
&yr

51442
34
#1530
31580
$18.27
31653

$19.40
31978
32047
$21.3%
2202
2278

$186.03
31615
1700
31758
820
3182

$15.36
51587
$16.30
594
$17.44
$18.04

Sup T
1ayr

$5497
31542
$16.04
1887
719
51775

$20.0
2073
5156
$22.45
s 07
$2387

¥ig8e
$1r.84
$17.82
$18.52
307
$15.73

31592
31829
$17.05
$17.72
#p.2¢
88T

Btep 3

6y -

§15.58
$16.10
1875
174
$17.92
$10.54

320,96
»170

J2348
8415
2499

7.3t
7
$1a83
1838
51983
82082

34048
$17 00
72
$e¢
$12.96
31951
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LETTERS OF UNDERSTANDING

Fellowing are Letters of Understanding agreed to by the parties during the 2000 Contract Negotiations., These Letters
of Understanding run concurrently with the Agreement; however, Letters of Understanding are separate from the
Collective Bargaining Agreement, but are published at the back for disclosure and convenience purpeses: The Letters
are printed in alphabetical erder, by subject content, as follows:

APTA Severance

Attendance Sonographers

Availability of Gn-Call Union Leave

Breaks/Lunches Volunteers

Cali Center -

Day-Care Providers
Domestic Partner
Education/Training Committee
Family and Medical Leave
Float Pool

FMLA Vagation

Hardship Fund

LPNs -CEUs

MGM Goals

Military Activists

Pagers

Pay Administration

Preparatory Time



Qctober 1, 2000 o ; APTA

Mitch Ackerman
President

S.E.l.U., Local 105

3560 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman;

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to American Physical Therapy Association {APTA),
and is to run concurrently with the Agreement, effective October 1, 2000 through the
expiration of the Agreement.

In the interest of promoting the professional growth and development of Physical
Therapy Assistants and to enhance the Employer's image in the community, the
Employer hereby submits this Letter of Understanding.

The Employer shall provide reimbursement for the membership dues of the APTA for
all regular Physical Therapy Assistants upon presentation of reasonable evidence of
active participation as either a Chapter Officer, serving as a member of a working
committee, or as an APTA member in good standing who promotes Kaiser Permanente
by assisting in approved recruitment events,

Opportunities will be made available to these employees to maintain and enhancs their
skills by participating in educational programs. n instances where the education has
been requested by the Employer, the employee will be paid for worked time spent in
such and the employee shall be reimbursed for all materials and costs.

In entering into this Letter of Understanding, the parties agree that this agreement
applies only to Physical Therapy Assistants.

Far the Company: For the Union:
Cardell Webster Mitch Ackerman, President
Human Resources Tearn Leader S.E.l.U., Local 105
gl 29 % [24/01
Date Date
APTA

00008000000000000000000000000000°8



ATTENDANCE

October 1, 2000

Mitch Ackerman
President

S.ELY,, Local 105

360 Acoma St., Ste 209
Denver, CQO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current

contract negotiations with respect to attendance, and is to run concurrently with the

Agreement, effective October 1, 2000 through the expiration of the Agreement.

Attendance

The following provisions shall apply to all employees who have received discipiine or

a performance rating of needs improvement or unsatisfactory within the preceding one

{1) year in the area of attendance, except when an employee reqguires use of sick leave

for lengthy periods of llness or injury who would otherwise have a "good" attendance

record,

A, Absences will be excused and sick leave pay received only after obtaining a
doctor's certificate during the illness and presenting it to the supervisor upon
return to work in the following circumstances:

{1 The day before or after a holiday.
{2) On days the employee requested time off which had been denied.
{3)  Onsingle days when a pattern of abuse has been evident.

B. There will be a limit of three (3) days per year to use vacation or float holidays
to care for a sick child,



For the Company:

I .

Cardell Webster
Human Resources Team Leader

di{21/of

Date

- ATTD

For the Union:

Mitch Ackerman, President
S.E.LU., Local 105

%/1 %61

Datae




BREAKS/LUNCHES

QOctober 1, 2000

Mitch Ackerman
President

S.E.LU,, Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to breaks/unches, and is to run concurrently with
the Agreement; effective October 1, 2000 through the expiration of the Agreement.
The Employer and the Union agree to establish a joint iabor/management work teamn

to identify and remedy areas where working off the clock, including where compliance
with contractual breaks/lunches periods are problematic,

For the Company: For the Union:

A/ on bt Lot

Cardell Webster Mitch Ackerman, President

Human Resources Team Leader 8.E.1.U., Local 105
¥/22 0 %sz/ 0

Date Date

Breaks



CALL CENTER

October 1, 2000

Mitch Ackarman
Prasident

S.E.LLU,, Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current contract
negotiations with respect to staffing issues within the Call Center and Weekend Care and is 1o
run concurrently with the Agreement, effective October 1, 2000 through the expiration of the
Agreament.

The following sets forth the parties' agreament regarding staffing issues at the Call Center and
Weekend Care facilities on evanings, nights, weskends and holidays.

1.

As a regionai service, the Caii Centar and Weekand Care facilities will staff evaning,
night, weekend and holiday vacancies first whh facility volunteers, and then with
qualified volunteers from the Region. i an evening, night, holiday or weakend shift
remaing unfilled, employess shall be assigned on a rotationsl basis, starting with the
least senior qualified employee within the region.

If no qualified volunteers from the tacility are available, the unfilled shifts will be
assigned on a rotational basis starting with the least-senior qualified employee within
the region.

On occasions when the regular staff is away from work due to sick leave, FMLA,
vacation, atc. this letter of understanding clarifies the manner in which the Employer
wiii sislf ihe Call Center and Weokend Care facilities, In all instances qualified
employees at the Call Center and Weskend Care facilities whare the absence cccurs
will be given praferance in covering such vacancies.

A rotation cycle consists of six avening/night shifts, four {4) weekend shifts or two (2)
holiday shifts or a combination of all three. A combination cycla consists of the
following; three {3) evening/night and sither one {1) weekend or ana (1) heliday shift,
one {1} weekend and one (1) holiday shift or two {2} evening shifts and either one (1)
weekand and one (1) holiday shift or two {2) evening shifts and two (2} weekend
shifts. Once an employee has completed @ rotation cycle either in the Call Center or
Waeekend Care facility, s/he will not be contacted again until all qualified employees and
subsequent new hirgs have campleted their rotation cycle.

The Employer will provide orientation opportunities for employees who wish to
volunteer in either the Call Center or Weokend Care facilities. ~

Should no qualified volunteers be located for particular evening, night weekend or
holiday relief, as defined in paragraphs 1 and 2, qualified employees will be assigned to
evening, night, weskend/holiday relief on a rotational basis starting with the least senior



qualified employes. Any request for trading places on the rotation must be approved
by the supervisor of the Call Center or Weekend Care facility. Such service will count
towards the Employee's rotation cycle. Determination of the least senior employees
shall be made from the semiority listing supplied by tha Human Resource Department by
job title and seniority dr*e. The Human Resource department will forward this list to
the Call Center and Weekend Care facilities on a monthly basis.

7. Employees at risk for assignment will be notified seven {7) calendar days in advance,
however, all assignments will be made at least five {5) calendar days in advance.

8. Length of shitt wiil be determined based on cperationai need.

As the Call Center and Weekend Care facilities maintain a Regional seniority list, facilities faced
with emergent staffing situations may notify their Human Resources Team Leader for
assistance. Assignments will be made acgording to the above,

In the event there are difficulties with Cail Canter or Weekend Care implementation, the parties

agree t0 meet and resolve the issues.

Far the Company: For the Union:

Cardell Webster Mitch Ackerman, Presideny
Human Resources Team Leader S.E.LU., Local 105
8z /00 G/ et/
Date Date *
Call Center



DAY-CARE PROVIDERS

October 1, 2000

Mitch Ackerman
President

S.E.I.LU., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to Day-care Providers Benefits, and is to run
concurrently with the Agreement, effective Qctober 1, 2000 through the expiration
of the agreement,

A current list of licensed day-care providers offering discounts to Kaiser Perrmanente
employees is available for review from the Benefits Representatives in Human
Resources. If additional licensed day-care providers offering discounts are identified,
the Benefits Representative should be contacted so additional resources can be added
to the list. The Employer will periodically communicate that new resources have been
added.

For the Company: For the Union:

i Hbh (o vt
Cardell Wabster Mitch Ackerman, President
Human Resources Team Leader S.E.LU., Local 105

185 {of %/M_ZW

Date Date

Day Care

¥



DOMESTIC PARTNER

October 1, 2000

Mitch Ackerman
President

S.E.l.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to domestic partners, and is to run concurrently
with the Agreement, effective October 1, 2000 through the expiration of the
agreement.

For the purpose of interpreting benefit provisions of the contrabt, it shall be understood
by the parties that Domestic Partner will be interchangeable wherever spouse is

mentioned.

For the Company: For the Union:

QO QUK el oy

Cardell Webster Mitch Ackerman, President

Human Resources Team Leader S.E.LLU., Local 105
TESIAY, b /27 for

Date r Date

Domastic Partner



EDUCATION/TRAINING COMMITTEE

October 1, 2000

Mitch Ackerman
President

S.E.l.U., Local 105

360 Acoma 5t., Ste 209
Denver, CO 80223

Dear Mr, Ackerman:

The purpose of this letter is to set forth the understanding between the parties
reached during contract negotiations regarding a joint Labor/Management
Cormmittee an Education and Training, and is to run concurrently with the
Agreement, effective October 1, 2000 through the expiration of the contract.

In the interest of providing high quality patient care and promoting training which
enhances retention opportunities, career progression and employee development,
the Union and the Employer agree to establish a joint Education Training
Committee. The purpose of this Committee is to explore options to provide
employees with the opportunity to acquire skills necessary to progress 1o other
positions or to retrain in the event of displacement as a result of changing
technology or delivery systems.

Options the Committee will explore include:

expansion of internal training

job counseling

career development planning

skill assessment

re-training opportunites

programs coordinated with educational leaves

expansion of tuition reimbursement for approved programs
state or federal funding for programs

work site training opportunities

The Committee shall consist of four (4) representatives from Management; to
include the Human Resources Manager (or designee); and four (4} Representatives
from the Union, to include the Union President {or designee). The joint Committee,
working with Operations, Regional functions and Training and Development will
work to determine the type and scope of educationftraining courses offered and the

.



criteria for selecting employees for programs defined and coordinated by this
Committea. The Joint Committee shall meet as often as necessary but at least
maonthly in the first six (8} manths of operations and gquarterly thereafter. It may be
necessary to meet more frequently in the initial stages of development. Committee
members will not lose pay which they would have otherwise received, for
participation on the Education and Training Committee,

Employees may be required to attend the education/training courses developed or
coordinated by this Committee on their own time, except by mutual agreement
ctherwise. Such time spent in training will not count as hours worked for the
purpose of computing overtime, premium pay or any other benefit associated with
their employment.

A fund of $25,000 per year, beginning January 1, 1998 will be available to the
Joint Education and Training Committee for the purpose of establishing said
programs. The parties agree to cooperate to identify additional sources of revenue
including additional Employer funds, if necessary, to achieve mutually agreed
program initiatives.

For the Company: For the Union:

Cardeil Webster Mitch Ackerman, President

Human Resources Team Leader S.E.ILU., Local 105
R(272/0 Y2241

Date f Date

Edu Trng Cmmt



FAMILY AND MEDICAL LEAVE

Qctober 1, 2000

Mitch Ackerman
President

S.E.LU., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to absences under the Family and Medical Leave
Act, and is to run concurrently with the Agreement effective October 1, 2000 through
the expiration of the Agreement.

Absences for personat or family reasons, including caring for sick children, which meet
the criteria of Family and Medical Leave absences will not be used for discipline, when
such is precluded under the Family and Medical Leave Act.

For the Company: For tha Union:

O il eild— ek oapr—
Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E1U., Local 105

(o) 4/277/01

Date Date

Family Med Leave




October 1, 2000 FLOAT POOL

Mitch Ackerman
President

S.E.1.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman,

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to float pool, and is to run concurrently with the
Agreement, effective October 1, 2000 through the expiration of the Agreement,

Internal replacement services will be provided during the term of this agreement by the
Employer to provide staffing assistance throughout the region in classifications
determinad by the Employer. If a Regional Float Pool is maintained, the following will
apply to employees of that Regional Department:

h

(2

{3)

(4)

Regular status Float Pool employees shall be hired to work up to forty {40) hours
per week and shall be eligible for benefits, seniority and tenure adjustments as
described in the Agreement between the parties far regular full-time or regular
part-time employess, except as provided herein.

The Float Pool may hire on-call employees to replace regular Float Pool
employees as necessary to work additional Float Pool assignments. On-call
employees within the Float Pool are subject to contract provisions, Article 5,
Section 5, Paragraghs A, B and C. It is understood that part of the expectation
for on-call employees is availability for short-notice, same day assignments. On-
call employees must follow the normal policies and procedures of the
organization and Float Pool department, i.e., timekeeping, call-in, performance
standards, etc, '

Employees who have been placed on KTO may call the Float Pool and advise the
Float Pool supervisors of their availability for additional hours. Preference will
be given to employeas who would receive pay for straight-time hours.

Erployeas hired tor or assigned to the Float Pool shall be cross-trained to work
in multiple facilities, work units and/or departinents.

Employess will be available for pre-scheduled, short-notice or_same_day
assignments. Employees that are required to be available foar same day
assignments shail be subject_to the folfowing provisions: (a.} the employee shall
be paid two deilars and fifty ($2.50) per hour for each hour_spent in such




(5

(6)

7

18}

For the Company: For the Union:

4

capacity, and three doifars ($3.00} per hour for each hour spent in such capacity
on a recognized holiday, (b.] When assianed on a same day basis actual work
time shall begin when the employee arrives at the work area ready to begin
work and shall end when the employee completes the assignment and leaves
the work area. Pay for hours waorked shall be at the employee's regular straight-
time rate of pay, excluding hours worked in excess of farty (40}, (Failure ta be
avalable for same day assignments mare than once may result in disciplinary
action.)

Float Pocl employees shall be eligible for tha float premium as described in
Article 15. :

Float Pool employees who are required by the Employer to travel from one work
assignment to another during the course of the workday shall be eligible for
trave! time up 1o a designated amount of time allowed for distances between
gach facility. The designated travel time shall be calculated inio total hours
worked for pay purposes.

A Labor/Management work team will be convened for the purpose of reviewing
and resolving the cost issues reiating to the mileage reimbursement for Float

Poot employees.
Employees shail be eligible 1o bid on promotions after six {6} months of service.

Employees shall be eligible 10 bid after twelve {12) months of service, on
positions representing lateral or downward transfers.

L _gcﬂ { &//Qﬁi /MW’\

Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E.lLU., Local 105

Date

Cov/oy %?/?r/o;

Fioat Pool



FMLA _
VACATION adotal

October 1, 2000

Mitch Ackerman
President

S.E.LU., Local 1G5

360 Acoma St., Ste 208
Denver, CO 80223

Dear Mr. Ackerman:
The purpose of this letter is to set forth the understanding reached during current
contract negotjations with respect to FMLA vacation, and is te run concurrently with

the Agreement, effective October 1, 2000 through the expiration of the agreement.

Employees will not be required to use vacation or float holidays at the beginning of
FMLA leave for family illness.

For the Company: For the Union:

Cardell Webster ' Mitch Ackerman, President

Human Resources Team Leader S.E.1.U., Local 1056
k{21/0/ q /2o

Date ! Date

FMLA Vacation

oM



HARDSHIP FUND

Cctober 1, 2000

Mitch Ackerman
President

S.E.I.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to the Hardship Fund, and is to run concurrently
with the Agrgement, effective October 1, 2000 through the expiration of the
agreement.

The Unien will submit to the Company, on an annual basis, a list of employees who
wish to contribute to the S.E.I.U., Local 105 Hardship fund. The list will include the
employee's name, employee number and location, with the accompanying
authorization form. The authorization form will include an explanation of the fund, the
purpose, who could benefit from the fund, etc. The Employer shall then deduct the
amount of $2.00 from each authorizing employee's paycheck, on a monthly basis,

If automated or national consolidated efforts make it impractical for the Company to
continue, such notification will be given to the Union with an cpportunity to discuss
alternatives.

For the Company: For the Union:

Cardell Webster Mitch Ackerman, President

Human Resources Team Leader S.E.LU., Local 105
R(27(0; $/27/01

Date Datd '

Hardship



[PNs - CEUs
October 1, 2000

Mitch Ackerman
President

$.E.l.U,, Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to continuing education unit programs for LPN's and
is to run concurrently with the Agreement, effective October 1, 2000 through the
expiration of the Agreement.

Due to the fact that the Employer is currently not in a position to provide the
necessary centinuing education internally, LPN's will be permitted to maintain the
current CEU allowance for the term of this agreement. One-half of the CEU benefit
may, with the consultation of the LPN, be assigned by the supervisor for a class that
management deems appropriate for the individual to attend. In the event that the
Employer provides an internal program, the employee must attend the internal program
prior to going to an external class.

For the Company: For the Union:
Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E.LLU,, Local 105
§(27 /0 [ /z‘f%?/
Date ’ Date ' ’
LPNs CEUs



MGM GOALS

Oetober 1, 2000

Mitch Ackerman
President

S.E.LU., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to MGM Goals, and is to run concurrently with the
Agreement, effective October 1, 2000 through the expiration of the Agreement.

The Empioyer and the Union will work together to identify job groups or categaries
where minerity group members are under-represented, analyze reasons for the under-
representation and develop a plan to assist the Company in meeting MGM goals and
minorities in achieving adequate representation at all bargaining group levels,

For the Company: For the Unicn:
O I et Z

: Ll U (Gt
Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E.LLU,, Local 105

€/2) /o Yool

Date Date
MGM Goals



MILITARY ACTIVISTS

October 1, 2000

Mitch Ackerman
President

S.E.I.U., Local 105

360 Acorna St., Ste. 209
Denver, CO 80223

Dear Mr. Ackepman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to Benefits for military activists, and is to run
concurrently with the Agreement, effective Qctober 1, 2000 through the expiration
of the agreement. :

Benefits for Military Activists

If any other employee group of the Colorado Region receives any other benefits, they
shall be extended to these employees.

For the Company: For the Union:

Cardell Webster Mitch Ackerman, President

Human Resources Team Leader S.ENU, Local 105
(24 [ 3/2#/01

Date Date

Military Activists



PAGERS

October 1, 2000

Mitch Ackerman
President

S.E.l.U., Local 105

360 Acoma St., Ste 209
Denver, CO B0223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to Pager Unit/Pay, and is to run concurrently with
the Agreement, effective October 1, 2000 through the expiration of the Agreement.

The parties agree that employees who are assigned to be available for same day or
short notice assignments rmay not necassarily be required to carry a pager unit to be
eligible for this premium pay.

For the Company: For the Union:
Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E.ILU., Local 105
72> /of 9 /Z?_/Oi
Date Date
Pagers



PAY ADMINISTRATION
October 1, 2000

Mitch Ackerman
President

S.E.1.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to pay adminigtration, and is to run concurrently
with the Agreement, eftective Qctober 1, 2000 through the expiration of the
Agreement.

Pay Administration

In the event the Employer determmines that it is desirable to offer credit for previous
experience to enhance recruitment and retention of employees in any job classification,
such service credit adjustment will be done as foliows:

1) For purposes of determining wage rates upon hire, each fully completed year of
full-time (20 - 40 hours per week) work experience in positions with comparable
qualifications and responsibilities to those established by the Employer,
excluding internships, shall receive ane-half {1/2) year of tenure credit. Tenure
credit, for purposes of determining starting wage rates, shall not exceed the
three-year step |Step 4). The following chart is intended to illustrate the intent
of this provision:

Step1 Step 2
{O - less than 2 years) {2 years - less than 4 years)
Step 3 Step 4
|4 years - less than 6§ years) {& or more years experience}
2] Comparable qualifications and responsibilities for purposes of determining

starting wage rates will be decided at time of hire,



3. in the event that such experience credit is implemented in any classifichtion, a
market analysis will be done to see if and how much of an adjustment in the

wage scale will be made. Further, all current employees will be eligible for past
experience credit adjustments based on prior service.

Positions currently with in-range hire:

Grade 10 - Medical Claims & Referral Processor/QA

All scheduie B Positions
All schedule C Positions

Far the Company:

Cardell Webster
Human Rescurces Team Leader

r(‘)? /o/

Date

Fay Administration

For the Union:

i (g —

Mitch Ackerman, President
5.E.I.U., Local 105

%/27/01

Date !




PREPARATORY TIME

October 1, 2000

Mitch Ackerman

President

S.E.lLU,, Local 105

360 Acoma St., Ste 209

Denver, CO 80223 ’

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to preparatory time, and is to run concurrently with
the Agreement, effective October 1, 2000 through the expiration of the Agreement.

Where the Union identifies departments or aresas where preparatory time is
problematic, the Employer agrees to meet with the Union and make good faith
reasonable etforts to resolve the situation.

For the Company: ' For the Union:
Cardell Webster Mitch Ackerman, President ’
Human Resources Team Leader S.E.ILU., Local 105
%2> (o & /27/0)
Date ' Date '

Preparstory Time



SEVERANCE

October 1, 2000

Mitch Ackerman
President

S.EL.U,, Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of the following is to summarize the Letter of Agreement regarding
sgverance pay, reached during contract negatiations, for individuals who are voluntarily
or inveluntarily separated from the Employer due to lay off, effective

October 1, 2000 through the expiration of the agreement.

0

=1

The Agreement applies to any employee in a status of twenty (20} or more
hours a week, who has received notice of a lay off.

The Employer will first seek volunteers who wish to take advantage of the
severance package.

Employees will be eligible to receive one week of pay for each year of Regular
Service, with a minimurmn of one (1} month’s pay to a maximumn of six (6}
months’ pay.

During the severance period, employees will receive Health Plan Benefits for
themselves and eligible dependents, at the Employer's expense.

Qutplacement assistance will be available, and employees will be permitted to
use any unused Employee Assistance Program visits during the severance
period.

Employees who are near retiroment may be eligible to "bridge” to retirement
during the severance period.

Employees must sign a general release 1o be eligible for the severance package.




Full details of the benefits, conditions, waiver, etc., will be made available to
employees at the time of notification of lay off.

For the Company: For the Union:
Cardell Webster Mitch Ackerman, President
Human Resources Team Leader S.E.I.U., Local 105
2627 (o /2701
Date ' Date
Severance
.2.



SONOGRAPHERS

. October 1, 2000

Mitch Ackerman
President

S.E.L.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The following represents an understanding reached during contract negotiations
between the parties regarding standby pay for Sonographers, effective October 1,
2000, through the expiration of the agreement.

Sonographers will carry a pager and receive pager unit pay for hours spent on-call. If
called in to perform work during the time that the employee is on-call, the employee
will receive a minimum of two hours at one and one-half times {1-1/2x) the regular rate

of pay.

This agreement is entered into on a non-precedent setting basis. f this represents
your undarstanding, nlease sign below and return at which point wa will implement,

For the Company: For the Union:

Cardell Webster Mitch Ackerman, President

Human Resources Team Leader S.E.I.U., Local 105
2o/ or g/ 7’?/" [ =

Date -7 Date - =

Sonographers



UNION LEAVE

October 1, 2000

Mitch Ackerman
President

S.E.I.U,, Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr. Ackerman:

The purpose of this letter is to set forth the understanding reached during current
contract negotiations with respect to Union leave, and is to run concurrently with the
Agreement, eftective October 1, 2000 through the expiration of the agreement.

If an employee is elected to a Union office, the employee will be granted a leave for
the duration of the term, to @ maximum of three (3) years. An employee must return
to work for three years after such a leave, prior to being eligible for another such leave.

The employer may, at its discretion, grant a leave to an employee hired by the Union
for a short-term assignment not to exceed the duration of a Personal Leave.

Emplo\}ees returning from any Union leave within three months shall be returned to
their former position. Employees returping after three months shall be returned to a
comparable position for which he/she qualifies.

For the Company: For the Union:

Cardell Wegster Mitch Ackerman, President

Human Resources Team Leader S.E.L.U., Locat 105
A (s I/}?[ai
Date Date

Union Leave



VOLUNTEERS

October 1, 2000

Mitch Ackerman
President

S.E.l.U., Local 105

360 Acoma St., Ste 209
Denver, CO 80223

Dear Mr, Ackerman:

The purpose of this (etter is o set forth the understanding reached between the parties
during current contract negotiations and is to run concurrently with the agreement,
effactive October 1, 2000 through the expiration of the agreement.

The Employer and the Union recognize the value of voiunteers as an enhancement to
the overall services we provide. The Employer agrees that volunteers shall not perform
the principal duties of bargaining unit employees. Further, the Employer agrees not to
use voluntears in a manner which would diminish the bargaining unit.

For the Company: For the Union:

Ca%ell Webster Mitch Ackerman, President

Human Resources Team Leader S.E.LU., Local 105
JIFSAY /2701

Date Date

Volunteers



PROTECT YOUR UNION STATUS

SERVICE EMPLOYEES' INTERNATIONAL UNION
LOCAL #105
40 West Louisiana Ave,
Denver, CO 80223 !
(303) 698-7963

When your employment terminates, or if you are on leave of
absence, please contact the Union office to stop dues payments,
and remain a member in good standing.
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NATIONAL AGREEMENT: INTRODUCTION

n 1997, THe UMONS OF THE AFL-CIO COALITION OF KAISER PERMANENTE UNIONS AND KAISER PERMANENTE

entered into a National Labor Management Partnership Agreement. By involving employees and

unions in organizational decision-making at every level, our partnership is designed to improve the

quality of health care, make Kaiser Permanente a better place to work, enhance Kalser

Permanente's competitive performance, provide employees with employment and income security,

and expand Kaiser Permanente’s membership. The comerstone of the Partnership is an innovative
{labor management relationship. In that spirit, the parties decided to embark on a voyage-—one that had
never been attempted-—to colectively and simultaneously bargain 33 Parinership union contracts.

The Comman lssues Committee, made up of union and management representatives from across the
country, was responsible for drafting this Agreement. To inform their work, they chartered seven Bargaining
Task Groups (BTGs} in April of 2000. These seven groups were made up of approximately 300 management
and union representatives from across the program.

The BTGs were charged with making comprehensive, tong-term recommendations in the areas of Quafity
and Service, Health and Safety, Performance and Workforce Development, Wages, Benefits, Balancing
Personal Life and Work Life, and Workplace Innovations to make Kaiser Permanente the best place to work.
Qver the course of several manths, the Bargaining Task Groups develaged comprehensive solutions far
transforming our work environment. They reparted their solutions to the members of the Commen Issues
Committee in a two-day session in early July.

Over the next three months, the Common Issues Committee then undertook the exhaustive challenge of
reviewing the detailed and visionary work of the BTGs. Their charge was to determine how best to distill
the wark of the groups into a National Agreement and at the same time, ensure that the work of the
groups is carried forward into our future.

Each of the Bargaining Task Groups gave more definition and specificity to the partnership path. Each
expressed a high degree of confidence in the Labor Management Partnership and the potential found
within the vision of the Partnership. They clearly saw local Labor Management Partnership Teams as the
means of providing oversight of implementation processes for their recommendations.

The Pathways to Parinership was developed in 1997 to provide 2 roadmap for making a transition to an
environment characterized by collaboration, inclusion and mutual trust. Within the framework of the
Pathways to Partnership, this National Agreement provides for a new way to work and a new way to
provide care, We will continually improve service, patient care and performance by enabling each persen to
engage her/his full range of skills, experiences, and abilities. The National Agreement describes an
organization in which unions and employees are integrated into ptanning and deciston-making forums at alt
levels including budget, operations, strategic initiatives, quality processes, and staffing. In our vision,
degisions are jointly made by self-directed work teams—giving people whe provide the care and service the
abifity to decide how the work will best get done. We look forward to a time when all eligible employees
participate in the Partnership and are covered by this National Agreement.

NATIONAL AGREEMENT | 3
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This National Agreement is desigried to support two goals: implementation of the Partnership on a national *

and local fevel and movement toward nationwide consistency, Parinership implementation is supported
through the reinforcement of regional and local partnership teams. And in some instances, the document
provides specific imeframes required to assure progress taward implementation. The National Agreement
alsa takes steps toward nationwide consistency in determining wages, benefits, and certain other terms and
conditions of employment. It is our blueprint for making Kaiser Permanente the employer and care provider
of choice.

Section 1 of this Agreement covers the privileges and obligations of partnership, reflects our continued
commitment to the Partnership, and integrates the work of the Bargaining Task Groups into partnership
implementation. It provides mechanisms for spreading partnership, collaboration, and organizational
transformation throughout our organization. It begins to define how workers and managers engage in areas
such as quality and service, training and education, health and safety, and fife balance programs. Section 1
also covers areas such as union security, partnesship govemance, and problem-solving processes and
elaborates on cther privileges of Partnership, Recognizing that different areas and fadlities are starting at
different paints, this section must be used In conjunction with the Pathways to Partnership. Some
timeframes are included, but where not specdifically noted, the foundation for transition, as cutlined in the
Pathways to Partnership, must be built for organizational transformation to be successful and enduring.

Section 2 identifies the specific provisians of the National Agreement which pertain to compensation,
benefits and disputes procedures,

Section 3 describes the scope, application, and term of the Agreement.

This Natiortal Agreement was created through an extraordinary collaboration with the input of hundreds of
Kaiser Permanente employees at every level. We created this document the way we will work in the future
- jointly. The Agreement embodies our collective vision for Kaiser Permanente. The language of this
National Agreement cannot begin to fully capture the energy and collective insights of the hundreds of
people working lang hours to establish this framework. But as work units apply these principles, we trust
that their committment and expertise will make our vision a reality.

NATIONAL AGHREEMENT
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SECTION 1: PRIVILEGES AND OBLIGATIONS OF PARTNERSHIP

> A. COMMITMENT TO PARTNERSHIP

The essence of our Labor Management Partnership is involvement and influence, pursuit of excellence, and
accountability by all. We believe people take pride in their contributions, care about their jobs and each
othes, want 10 be ivolved In decisions about their work, and want to share in the success of their efforts.
Market-leading organizational performance can only be achieved when everyone places an emphasis on
benefiting alt of Kaiser Permanente. There is an indisputable correlation between business success and
success for people. Employees throughout the organization must have the opportunity to make decisions
and take actions to improve performance and better address patient needs. This means that together we
must ensure employees have the skills, knowledge, information, opportunity, and authotity to make sound
decisions and perform effectively. Engaged and involved employees will be highly committed to their work
and contribute fully.

By Creating an atmosphere of mutual trust and respect, recogrizing each person's expertise ane knowledge,
and providing training and education to expand those capabilities, we can achieve our common goals of
achieving organizational success and creating a secure, challenging, and personally rewarding work
envitonment. With this Agreement, the parties jointly initiate 2 wide array of activities designed to increase
employee skills training, leaming oppoertunities, and growth and development.

Section 1 presents gur integrated approach to quality and service, performance and workforce development,
education and training, and creating an environment responsive to employee and union interests.

It is our intention ta solve problems as close to the patieat and the problem as possible, respecting the
interests of all parties. The Partnership Review Process, which is applicable only to matters arising out of
Section 1, is meant to be used as a last resort.

With this Agreement, the Unions and Kaiser Permanente assume a set of privileges and obligations. These
include, but are not limited to, employment and income security, union security, access to information
induding the responsibility to maintain confidentiality conceming sensitive information, participation in the
governance structure, and participation in performance sharing plans. They also inchude a joint commitment
to continue to Improve quality and service.

In addition, we have a joint commitment o identify, and by mutual agreement, incorporate our awn best
practices and the best practices of high performance arganizations into each facility. We will work diligentty
to increase and enhance flexibility in work scheduling and work assighments to enhance service, quality and
financial performance, while meeting the interests ot employees and their unions. We share a willingness to
work in good faith to resolve jurisdictional issues in order to increase work team flexibility and performance.
And we share a commitment to marketing Kaiser Permanente as the employer and care provider of choice.
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> B, PARTNERSHIP GOVERNANCE ST

The National Labor Management Partnership Agreement describes the vision of a work place environment
whete diversity of opinions is valued and all stakeholders share a voice in decisions that affect them and
their work. The vision of this Partnership is an integrated structure, where the unions and their members are
part of the decision making farums. it is recognized, however, that prior to reaching this vision, parailel
structures must be implemented te organize, plan and implement the partnership principles. These structures
are meant to be steps toward integration and could, indeed should, change as the Partnership evolves.

1. GOVERNING BODIES

The governing body for the Labor Management Partnership s the Labor Management Partnership Strategy
Group {the Strategy Group) and shall comprise a small group (totalling approximately 10-12) representatives
from the Kaiser Permanente Partnership Group (KPPG) and the Cealition of Kaiser Permanente Unians in
approximately equal numbers, The KPPG represents the highest level decision-making body within Kaiser
Permanente. The Coalition of Kaiser Permanente Unions coordinates joint activity for the partner unions.
Membership for the Strategy Group will be determined by October 2000, and the first meeting should be
hefd by November 30, 2000.

The Sirategy Group will be advised by a newiy constituted National Labor fManagement Partnership Council
(Partnership Council), This Partnership Council will effectively replace the previous Senior Partnership
Committee. it will meet periodically, approximately quarterly, to be briefed on all pertinent matters
pertaining to the Partnership, to share learnings and regiona! best practices, and to plan implementation and
provide policy recommendations to the Strategy Group.

The Office of Labor Management Partnership will provide administrative and operational support to the
Strategy Group and to the Partnership Council and support the implementation of the Partnership at all
levels. '

2, PARTNERSEIP STRUOTURES

Each of the Bargaining Task Groups expressed a high degree of confidence in the Labor Management
Partnership and in local and national partnership teams as a means of providing oversight. Each
recommended separate national and local oversight structures. As a result, a Structure Subcaommittee will be
appointed to assess each recommendation and develop a comprehensive plan integrating the reguirements
from each group. The Structure Subcommittee should complete its recommendations by December 31,
2000 and submit same to the Strategy Group for approval and implementation. The recommendations will
inctude the assignment of responsibility for national, regional and/or local teams in the areas of:

Quality and Service ’

Health and Safety

Life Balance

Performance and Workforce Development

Tralning and Education
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Local teams will be governed by Regional Partnership Teams. It is recommended that Partnership teams
indude key stakeholders and key decision makers and yet remain small enough to probiem solve and reach
quick resolution white ensuring appropriate representation. Guidelines for Partnership Team composition are
available through the Office of Labor Management Partnership. Union representation ort each team will be
decided by the unions. As identified below, Regicnal Partnership Teams are the nucleus of partnership
activity within a Jocal area. With the exception of the the Strategy Group, and any committees or structures -
chartered or established by it, all oversight structures will be established as subcommittees of the Regional
Partnership or Local Partnership Tearn.

Regional Partnership Teams will be constituted in each Region no later than March 31, 2001. The Regional
Partnership Team wili advance the Partnership in a timely manner throughout the Region, implementing
natioral partnership goals and objectives plus Regional/Local program and policy initiatives. The tearns will
receive direction fram and be accountable to the Strategy Group.,

The Regional Partnership Team may charter other partnership teams respensive to the organizational
structure and will assure accountability for implementing the Partnership. The Regional Partnership Team is
encouraged to review the BTG reports in order to determine how to advance performance improvement,
emnployee satisfaction, and involvement at regional and local levels. The Regional Partnership Team showid
assess and prioritize all BTG recommendations within budgeted, allocated resources and determine
appropriate priorities and funding.

During the term of this Agreement, the Strategy Group will continue to review and prioritize BTG
recemmendations for possible implementation.

it is expected that these Regional and Loca Partnership teams will quickly mature and evolve into
operational leadership teams in which union leadership will be fully integrated and no longer in a paralfel
structure apart from the ongoing management function.

3. JOINT PARTNERSHIP TRUST

A joint Labor Management Partnership Trust will be established for the purpese of funding Labor
Management administration and Partnership activities. Kaiser Permanente will contribute at its

current rate adjusted annually in accordance with general budget inflationary factors. Changes in the
Empiloyer's overall funding of partnership expenses, including Partnership Trust contributions, training and
education development, administration, technical and consulting support expenses necessary to
implement/advance the Partnership shall be at least proportional to employee contribution escalation as
described below. An amount equal to five cents per hour per employee will be contributed to the
Partnership Trust in the first contract year, For subsequent years, the Coalition of Kaiser Permanente
Unions will be responsible for deveioping a methodcology for continuing the payment of five cents per hour
per employee and a one cent per hour annual escalator. The purpose of the employee contribution i
employee ownership of the partnership, sponsorship of increased union capacity and shared ownership of
outcomes and performance gains.

The Partnership Trust will be cverseen by the Strategy Group and will be jointly administered. Its four
trustees, two union and two maragement, will consist of the partnership labor and management co-chairs
of the Strategy Group and one other union and management representative. The trustees will serve under
the direction of the Strategy Group and accept fiduciary responsibility for the Partnership Trust.
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> C. BARGAINING TASK GROUP SOLUTIONS

The BTGs, comprising 300 employees, managers, supervisors and union leaders, worked diligently to
propose solutions in a range of areas of great interest to the Employer, employees and their Unions. This
section is based on their vision and solutions in the areas of Quality and Service, Performance and
Worldarce Development, Employee Health and Safety, and Work-Life Balance and Work Life Innovations.
While not intended to represent all of the ideas, goals and direction indicated by representatives in these
Task Groups, i captures the fundamental elerments necessary for making Kaiser Permanenite the best place
to work and receive care.

‘We are all dedicated to working together to make Kaiser Permanente the recognized market leader in
providing quality health care and service. This can be accomplished through creating a service culture,
achieving performance goals, developing our workforce, increasing employee satisfaction, promoting patient
safety programs and focusing our attention on employee health and work-life personal-life balance. Qur
goal is to continually improve performance by investing in people and infrastructure, Improving
comrmuynication skilfs, fostering ‘eadership, and supporting involvement in the community.

1. QUALITY AND SERVICE

Kaiser Permanente and the Coalition of Kaiser Permanente Unions are dedicated to working together to
make Kaiser Permanente the recognized market leader in providing quality health care and service. This will
be achieved with a comprehensive organizational transformation that can only be established within the
context of all of the programs in Section 1 of this Agreement.

Under the guidance of the Regional Partnership Team, the local partnership teams must address the
foligwing critical components of quality heaith care and service: a service cuiture, a joint staffing process,
and a work environment conducive to reducing errors and improving patient/member safety.

a. A SERVICE CULTURE

A service culture can best be achieved through seif-directed work teams responsibie for entire, discrete
processes. The creation of such teams should be the ultimate goal for those planning the Partnership
implementation process. The guidance provided by the KP Promise and the Pathways to Partnership should
be foffawed in developing these teams.

Partnership teams will be responsible for creating our service culture at the facility, department or work unit
level. It is aur intent that partner union employees in all departments/areas be included in the planning,
development, and implementation of an improved service culture. Unian partners should be integrated into
any ongoing service initiatives, and subsequently be involved in the planning, design and implementation of
any new initiatives from the onset.
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Creating 4 setvice culture requires that certain organizational components be In place. We agree that these
components include: knowledge of what constitutes an excellent care experience, modeling of excellent
service behaviors, employee satisfaction and empowerment, skills and competencies, systems o support
service quality, and a strategy for becoming an organization known for service excellence. We will create an
organizational environment that encornpasses these elements.

We also recognize that high employee, physician, and patient satisfaction are achieved through an invalved,
multi-disciplinary, self-directed, trained team that focuses on meeting or exceeding the service expectations
of aur patients.

Essential components for creating high performance work teams include involvement and participation,
information systemns to share data with the team, a sense of team and community, training and education,
authority and accountability, and an organizational orientation to quality. Ultimately these work teams are
seif-directed, responsible for entire, discrete processes, and in the best position to continuously improve their
service to internal and external customers.

b. A JQOINT STAFFING PROCESS

We understand that staffing is often a controversial issue between management and labor which can greatly
impact staff satisfaction. Therefore, we recommit to support the vision of the Partnership outlined in the
original Pathways {o Partnership document, which is intended to continue to move the organization toward
feint decision making.

We recognize that the abifity to provide quality health care and service 1o our patients, and a guality work
envirenment for our employees, is influenced by a number of variables, including how we staff. Thus, we
agree to mplement a joint process for siaffing to be applied throughout the organization in all departments
where partner union members work. We also recognize that this process must be initiated at the
regional/service area tevet with the involvement of partner unions in business ptanning and resource
allocation decisions that ultimately shape a staffing plan, as well as in decisions to adjust resource allocations
during the budget cycie.

The process will he spansared by the Regional Parinership Council/Team and will be implemented by tocal
Partnership Teams. The sponsors will ensure the development and implementation of local partnership
staffing processes at the facility, depariment or work unit level, or across multiple facilities depending on the
region, The process should be applied acrass the program in all areas where empioyees represented by
pariner unions work.

We agree that after appropriate partnership education/training, joint partnership staffing teams will be
involved in determining, within allocated organizational resources, how departments will be staffed.
Partnership staffing teams will be expected to recommend annually a staffing design {plan) that
encompasses mutually acceptable numbers, mix and qualifications of staff in each work unit. This plan
shouid lead to the development of staffing methodologies (e.g. ratios, hours per patient day, or ather toals)
to Improve measures of quality health care and service and employee satisfaction, Developing staffing plans
in this manner will result in less variability in staffing (numbers, mix and qualifications) across a region or
service area. Partnership staffing teams are encouraged to demonstrate creativity and flexibility and the
agreements reached will be non-precedent setting. We entourage and desire sharing and adapiation of the
best practices in order to promote functioning as a superior health care system.
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At the regional/local level, the staffing plan features should include:

The ability to track quality outcomes to determine the impact of various staffing plans on guality
The identification of system and process problems that undermine quality health care and service
The use of an interest-based model for modifying the staffing plan in the future
Full sharing of all information and review of best practices, internally and externally
Consideration of the following factors:

Replacement needs

Patient neads and acuity

Technology

tnpatient and outpatient volume

Department/unit size

Geography

Standards of professional practice

Experience and qualification of staff

Staff mix

Regulatory requirements

Nature of services provided

Availability of support resources

Moadel of care

Needs and acuity of the entire medical facility as well as specific department/unit

Consideration and support for meals and breaks

Departmentai/area budgets
Adherence to any and all guidelines prorulgated by any reviewing or regulatory agency and any
other appiicable laws and regulations is mandatory.

c. PATIENT SAFETY

We agree that improving the quality of care delivered to our members/patients requires significantly
increasing the reporting of actual ermors and “near misses”. It is recognized that the reporting of such errors
can only improve If employees are assured that punitive discipiine is not seen as Lhe appiopiiate chaice 4o
handle most ermors. We must jointly create a leaming environment which views erors as an opportunity for
continued, systematic improvement. This environment must encourage all employees to openly report emors
or “near misses” and participate in analyzing the reason for the error and the determination of the

resolution and corrective action needed {o prevent reoccurrence.

Regionally, there will be joint labor management development, administration, promotion, and evaluation of
the reporting system.

The reporting system will include the following components:
Reporting of errors, with systematic, standardized analysis of errors and near misses
Communication of learnings to help make needed policy and procedure changes
Confidentiality of involved employees unless prohibited by statute or law
Involverment of staff in error analysis and/or resolution
Making reporting a positive experience
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Training and education programs that enhance skills and cotnpetency to help prevent future errors
Maintenance of the integrity of privileged information
Ability to collect and trend data across the organization

Information regarding errors reported through this system will be handled through the Labor Management
Partnership approved issue resolution/comective action process and will not be used as the basis for
discipline except in rare cases when punitive discipline is indicated such as the employee:

Was under the influence of drugs or alcohol

Deliberately violated rules or regulations -

Specifically intended to cause harm

Engaged in particularly egregious negligence

Reporting through this system does not relieve the employee of the responsibility to complete an incident
report when indicated by poficy.

2. PERFORMANCE AND WORKFORCE DEVELOPMENT

Workforce development and performance improvement—together with our quality programs and training
and education—are key pillars in the organizationa) transformation we envision.

&, PERFORMANCE

Kaiser Permanente and the AFL-CIO Coalition of Kaiser Permanente Unions are competing in a challenging
market that is characterized by a limited workforce, changes in technology, changes in clinical practice,
culturat diversity, changing demographics, and high demand for quality service. We can enhance
performance by:

Investing in people and infrastructure

Developing a formal approach to improve communication skills throughout the organization

Fostering leadership at work

Suppoarting invelvement in community services

Investing in People and Infrastructure

We must make a significant new investment in people in order to build a high performance organization
rooted in the Parinership and the KP Promise. This will be done through a fotus on education,
development, and opportunity.

Developing a Formal Approach to Improve Communication Skills
Throughout the Qrganization

We will work to develop, implement and maintain communication standards and practices that
will support our vision,
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At the facility level, this will be supported through leadership accountability for ongoing face-to-face
communication with employees. Reports should indude:

Performance goals and targets shared at the beginning of each year

Work group and Jocal organizational performance reported quarterly

In addition, union and management leadership have joint accountability for quarterly performance reports
to all employees, addressing issues around key business initiatives, customer feedback, and financial and
membership information. In accomplishing this, local parties will explore distribution of information via the
KP Intranet connection and employee mailboxes.

Fostering Leadership at Work

We will foster leadership competencies and behaviors that include creating trust, promoting employee

engagement in decision making, building relationships, sharing information, encouraging growth and

development of self and others, and modeling the Labor Management Partnership. These competendies will
- be developed in employees, managers, and union leadership.

In their performance appraisals, managers and employees will be held accountable for demonstration of
leadership competencies and behaviors, and a commitment to the principles and progress of the Labor

- Management Partnership. Recognition should be based on these competencies as well as work group and
organizational performance.

Front-line managers have historically served a vital rale in leading the workforce. When the partnership
evolves to the point that self-directed work teams are functional, front-line managers will continue to play a
crucial role in providing leadership and support to front-line workers, but the role will change in style, scope,
and content. The role will evolve from directing the workforce to coaching, facilitating, and supporting a
large self-directed workforce,

Supporting Involvermnent in Community Services

Kaiser Permanente and the Coalition of Kaiser Permanente Unions will support involvement in sponsored
and unsponsored eommiunity service. This will further serve our communities ang make them a better place
for aur members and sta¥f to live and work, while providing leamning opportunities for employees.

b, FLEXIBILITY

Kaiser Permanente and the Coalition of Kaiser Permanente (Jnions are committed to enhancement of
organizational performance by developing and investing in people and aligning the systems and processes
that support the achievement of organizationa! and partnership goals. Further, we are committed to
becoming a high performance organization and to the KP Promise and the Labor Management
Fartnership as a foundation for reaching this goal

We recognize that market-driven change has created a challenging competitive situation that is
characterized by a limited number of skiffed workers and new enfrants into the workforce, changes in
technology, changes in clinical practice, cultural diversity, changing demographics and high demand for
quality service. To become a high performance arganization in this environment requires arganizational
change.
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Becoming a high performance organization also requires a pledge from Partner unions and Kaiser
Permanente to modify traditional approaches, to work diligently to enhance flexibility in labor contracts, to
willingly explore altemative ways to apply seniority and to address jurisdictional issues in order to achieve
organizational performance goals. it is expected that the parties will undertake this in a way that is
consistent with the Partnership, while at the same time preserving the principles of seniority and union
jurisdiction.

The following is minimally required to create an environment that balances Kaiser Permanente's need for
flexibility in removing barriers to enhanced performance with Partner unions’ need to honor seniority and
jurisdiction. The goal is to create a climate based on trust that promotes achievement of Partnership
outcomnes and fosters an envirenment in which Kaiser Permanente, Partner unions, and employees
effectively respond to and address issues at the local level. It is not the intent of the parties to undemmine
the principles of seniority and union jurisdiction or to reduce the overall level of union membership.
Management is not looking for the right to make changes unilaterally to achieve greater flexibility, but
expects the unions to work with them to address flexibility needs. The need for and desirability of joint
decision making is acknowledged.

Management recognizes the union’s interest in a balznced approach which will not disadvantage one union
relative to another and acknowledges that a broad, long-term perspective be adopted.

Commitment to performance improvement through jeint, continuing efforts to redesign business systems
and work processes. This includes simplifying workflow, eliminating redundant or unnecessary tasks and
coordinating worlkflow across boundaries. it also requires alignment with and implementation of the
husiness strategy and the principles of the Labor Management Parinership. :

Incorporation of labor management partnership principles in redesign efforts, These include:
Involving affected employees and their unions in the process
Assessing impact on employees
Minimizing impact an other units due to bumping and ather dislocation
Providing fair opportunity for current employees to perform new wark”
" Re-training or re-deploying affected employees
Applying the principles of employment and income security

Creation of mutually agreeable tocal work design processes to address local conditions while ensuring high
levels of quality, service, and financial performance. Flexibility will enhance management's ability to meet its
employment security obligations, just as flexibility will be enhanced by joint labor management influence
over workplace practices. Principfes to be observed include:

Respect for seniority and union jurisdiction

Flexibility for employees’ personal needs

Flexibility in work scheduling, work assignments, and other workplace practices

Commitment of focal labor management partners to exhibit creativity and trust to resolve difficult issues
such as:
Contractual and jurisdictional issues that are inconsistent with partnership principtes and/or that are
barriers to achievement of partnership goals
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Cansidering recipracity of seniority between bargaining units to facilitate employee development and
performance improvement

Enhancing employee mobility across regions and partner unions and into prometional opportunities

+ Cross training staff across job classifications and union jurisdictional lines where it makes operational or

business sense or where union and employee’s interests are accommodated

Enabling team members to perform operational functions across boundaries (job dassification,
department and/or union jurisdiction} within their scope of practice and licensure to serve
members/patients

Utilizing a joint process to resolve issues of skill mix, classification, and the application of the provisions
of the National Employment and Income Security Agreement.

Mechanisms for flexibility. inciude, but are not limited to:
Expanding skilis of staff
Deveioping innovative and flexible scheduling and work assignments to balance staffing and workload
Altemative work assignments and schedules to accommodate variations in staff workload
Shifting tasks to accommodate periods of peak demand
Temporary assignments to other wark
Using supply-demand management toals to anticipate staffing needs
Other innovative employment options such as seasonal employment and job sharing.

In applying the principles of the Partnership, local labor management pariners rmay make a variety of joint
agreements or practices to enhance organizational performance and to accommaodate employee interests, in
order to encourage creativity and joint risk taking, such agreements will be non-precedent setting and not
apply to other units, departments, medical centers, or service areas. However, sharing and adoption of best
practices is highly encouraged.

c. EDUCATION AND TRAINING

We recognize that in order to achieve the KP Promise, the vision of the Pathways to Partnership, and
enhanced organizational performance, a significant comnutment must be magde to invest in the iraining and
education of the worlforce. Furthermare, most of the policies, commitments and plans described in this
Agreement cannot be successfully accomplished without the committed efforts of Kaiser Permanente
employees. Meaningful participation requires a high level of knowledge and understanding of the business
of health care, the operations of Kaiser Permanente and the principles of the Labor Management
Partnership. Therefore, we share the goal of a comprehensive, jointly-administered education and training
effort with joint design and oversight tearns.

National Support

The BTGs identified a variety of educational sequirements necessary to advance the partnership and
transition into high performing, committed work teams. To address these recommendations, the

Strategy Group will establish & national education task force to evaluate the BTG educational
recommendations and develop a plan for integrating the recommendations into the organizational structure.
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The committee will consider:

Development of a uniform and consistent tracking mechanism for all National Labor Mahagement
Partnership and regional employee education and training

Methods ta secure and coordinate funds from external sources

Jointly administered educational funds for partnership training

Integrating education into current processes and funding mechanisms

Mational templates for empioyee education

Providing national guidance and coordination to Regions including the collection and dissemination of
best practices in training design and content

Nationat support for the development of Parinership activities.

Support for the edutational requirements of Partnership teams including:
Partnership orientation
Business education (root learning maps)
Interest-based problem solving
Consensus decision making
Union education
Issue resolution and corrective action and
Understanding institutional unions.

Support includes program development, train-the-trainer programs, partnership team orientation and
consultation.

Joint Employee Education Design and Teams

Joint oversight of local Partnership and other joint training will be provided under the guidance of the
Regional Partnership Teams. The national education committee will provide guidance for local/regional
teams concerning:

Mationat and Regional oversight/administration

Processes to inventory current employee education activities

Audit current spending (total and percentage of payroll}

Create/implement a funding tracking system

Determine feasibility of a National Education Resource Center

5. EMPLOYEE HEALTH AND SAFETY

Creating an environment that respects and supports the heaith and safety of employees as well as patients
is key to achieving performance results. Therefore, Kaiser Permanente and the Coalition of Kaiser
Permanente Unions commit to the guiding principles that best insure employee health and safety: protect
yourself, protect our employees and protect our members, and protect Kaiser Permanente assets. 8y
adopting these principles we are initiating and identifying specific areas through whith these principles can
be promoted and institutionalized.

Heaith and Safety programs should provide integrated services, benefits, and programs. The collective goal
it to integrate current health and safety teams into partmership teams. :
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Health and safety teams, integrated as partnership tearns will assist in prioritizing and implementing funding,
determining accountability and developing measurements, and may assist in or oversee the implementation
of consistent Health and Safety and prevention programs. These teams may be linked to and will coordinate
with the Regional Partrership Teams or National Teams as appropriate.

The existing California Draft Integrated Disability Management policy and the guidelines for termporary
placement of bargaining unit empioyees will be reviewed and considered for national adeption. As areas
adopt the plan, local Labor Management Partnership Teams will work with local heatth and safety
teams/departments to coordinate and assist in implementation. A communication plan will then be
developed and timetables established 1o implement the program. The priority guidelines for temporary
placement of bargaining unit employees will be followed.

Priorities at the national and Jocal levels may include reporting and performance measurement systems, with
accountability measures to determine the return on investment and continuation of the program, injury and
iiiness prevention, and other jointly developed cutcomes,

A Consistent Set of Prevention Programs

An Environmental Health and Safety partnership effort will determine a set of prevention programs that
include the following tasks: :
Patient handting: develop a Code of Safe Practice, conduct Team Patient Handling training, purchase
equiprment, establish lift teams
Bloodborne pathogens: form Nationzl Labor Management Partnership Sharps Safety Committee;
pursue the goal of obtaining, maintaining, and utilizing the safest sharps safety devices that ensure
the most passive features; develop sharps injury log; monitar sharps disposal; implement training
Workplace violence: collect and review incident data; implement training; determine cellular phone
needs/allowances; establish uniform policies for a) visitor access, by communication with family on
patient status, ¢) staffing, training, equipment, and procedures for cash handling, d) immediate
employee access to emergency services, e) confidentiality of employee information, and ) other
related topics deemed necessary; recommend engineenng and administrative controis; provide
debriefing and counseling for impacted employees; develop a uriform system for recording
workplace violence incidents. :
Chemical exposure: review curvent chemical hazards training efforts and develop new training; ensure
chemical information is available and accessible; set clear policies and procedures.

Facility cleanfiness: improve orientation and training of environmental service employees and involve
employees in effarts to improve the cleanliness of facilities.
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4. WORK-LIFE BALANCR

As a health care organization, Kaiser Permanente and the Coalition are committed to the health and well-
being of employees and to work-life practices, programs and services that batance work and life cycle
chailenges. Emplayees who are supported in balancing their work and personal lives are more effective in
their work, more productive as team members, and better able to defiver quality health care and service to
members/patients. The arganization's responsiveness to individuals’ needs, both on and off the job, is 2
powerful predictor of productivity, job satisfaction, commitment and retention.

The Labor Management Regional Teams should provide leadership on work-life balance isswes. They shouk
develop operational policies, oversee implementation of work-life balance programs, and coordinate
ongoing training and communication about Iife balance.

There are two key components that together enable us to improve wark-life balance: time away from work
and services that support health and well-being.

Time OFf

Partnership unions and management believe that time away from work is essential to achieve work-life
balance. It is important for employees ta take time for leisure as well as time to manage the demands of
their personal lives.

Attendance education: €ducation about the appropriate use of sick feave, coupled with monitoring and
corrective action when needed, can help managers and employees balance the obligation to be at work
with the need to take care of health and well-being. For those bargaining units with traditionat sick leave
time off benefits, the “Labor Management Education Program: Attendance” currently used in the North
Valley Service Area, may be a model for attendance education. '

Donating days: The Partnership should create a mechanism for employees to voluntarily donate some
eamed time off, vacation, or life balance days to employees in need.

Work-Life Balance Services

To achieve work-life balance goals, Partner unions and Kaiser Permanente should evaluate a continuum of
avaitable services—health promotion, employee assistance services, and referral services.

There are three parts to work-life batance services:

Health promotion focuses on keeping people healthy. Health promotion services and programs may
include, but are not limited to, self-help classes, support groups, stress management, conflict
management, and cultural sensitivity/awareness training.

Employee assistance services are intended to maximize employees’ abiiity to cope and remain
productive during stressful events and life crises. Such services should be sponsared nationally and
implemented locaily. They include work-life problem assistance, such as drug and alcohol assistance
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assessment and referral, short-term family counseling, and manager/union consuitation services. Life
crisis services indude emergency financial aid and grief counseling.

Referral services provide a caring environment that is sensitive ta the variety of employee needs.
Company sponsored, arranged or subsidized services may be provided. We should utilize Kaiser's size
to obtain discounts in contracts for goods and services. This should benefit employees with minimat
added cost. Examples include mass transit incentives, financial counseling services, cancierge services,
and computer discounts. Some of these services are provided cunently through the California
Division Employee Activity Program. Expansion of these services nationally may be evatuated by the
Strategy Group during future years of the contract.

Regional, service area, or facility partnership teams will be respansible for averseeing and insuring
implementation of work-life balance programs as mutually agreed. Some of the responsibilities include:

Inventory of existing services

Assess high priority new or expanded services to include health promation services and programs,
employee zssistance services and referral services

Work with local employee assistance personnel to ensure implementation of recommended new or
expanded services '

Ensure communication to all employees regarding access to available services

Periodically evaluate ulilization, cost savings and satisfaction with services
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» D. UNION SECURITY

1. UNION LEAVES OF ABSENCE

I support of the Partnership relationship, upon request, the Employer will grant time off to employees for
official Union business so long as the number of employees absent for union business does not impese an
unreasonable burden on the Employer and the Employer receives reasonable notice.

Union leaves will be defined according to the following:
Short Term Leaves are defined as leaves up to thirty days. Employees will continue ta accrue seniority,
service credit and benefits during the time of the absence, at the expense of the Employer, The
impact of multiple short term leaves on the operations must be considered.

Long Term Leaves are defined as leaves of absence for more than 30 days and up to a maximum of
one year. Such leaves will be granted by the Emplayer in increments of three months and shall be
reviewed periodically by the Regional Partnership Teams. Seniority, service credit, credited service and
health, dental, and life insurance benefits will continue during the leave so long as the union
reimburses Kaiser Permanente for the cost of such.

Eected Official Leave. Any employee elected to a union office will be automatically granted a leave of
absence for the duration of the term or three years, whichever is less. Employees must retum to
work after the cormpletion of one term. Seniority, health, dental, and life insurance benefits will
continue during this time, so long as the Union reimburses Kaiser Permanente for the costs of such.
Service credit and credited service will be applied for a maximum of two years, so fong as the union
reimburses the Employer for such costs. Per local agreement, leaves beyord one term may be
granted, but will not indude service credit.

Kaiser Permanente will pay employees for absences in order to participate in grievances, issue resolution
meetings, Kaiser Permanente Work Committees and interest-based negotiations under the Living
Agreement Section. Paying employees for participation in pane! arbitrations will be the decision of the
Regional Partrership Team.

The Employer and the leaders of the Partniership Unions will work together to ensure reasonable notice and
to minimize impact on service and care delivery associated with this provision.

2. CORPORATE TRANSACTIONS

- The parties recognize that unions and employers do not stand still. Unicns merge with each other, orin
some cases, spiit into smialler parts. Employers buy and sell operations, spin off business units, merge with
other entities, or otherwise restructure their aperations.

Through implementation of the Parinership principles embedded in this National Agreement, the parties
expect to establish open communication canceming business and organizational issues affecting their
respective gperations. The parties anticipate that in most instances through such communication and the
Partner Unions' ongoing involvement in Kaiser Permanente’s business matters, the Unions will be aware of

NATIONAL AGREEMENT | 19



bersiness issues that may cause Kaiser Perrnanente to consider transactions such as those described ahove. In
such circumstances, the parties contemplate that they will move to more formal discussions conceming such
contemplated transactions as Kaiser Permanente’s consideration of options proceeds. The parties intend that
the Coalition of Kaiser Permanente Unions and the affected Partner Unions will be involved in such
consideration in a manner consistent with Partnership principles and that the legal and contractual rights of
the affected employees will be honored in any resultant transaction.

3. VOLUNTARY COPE CHECK-OFF

The Employer agrees to administer 2 voluntary check-off of employee contributions to the Union's paiitical
education and action fund, The program shall include the following provisions:
Contributions to the political education and action fund are voluntary for employees
The Union is respansible for obtaining check-off authorization from each employee wha wishes to have
a valuntary payroll deduction
The Union will reimburse Kaiser Permmanente for the casty of administering the payroll deduction

Kaiser Permanente wilt implement this program if its attomneys advise, or if the IRS offers either an informai
opinion or a controlling [etter or decision, that this proposed program does not jeopardize Kaiser
Permanente’s non-profit status. In the latter case, the parties commit to seek the IRS opinion before the
implerentation of the Naticnal Agreement on Qctober 1, 2000. Under no circumstances will the check-off
be implemented before ratification of the Agreement.

4, SUB-CONTRACTING

[A] Consistent with current practice, Management reserves the right to meet immediate day-to-day
opetational needs by contracting for services, for example, through registry, temporary services, etc.,

[B] The Parties reaffirm a Partnership presumption against the future sub-contracting of bargaining unit -
work.

[C] The parties further affirm their commitments to address any regional or national issues conceming future
subeontracting of bargaining unit work through a process of joint problem solving at the Regional
Partnership Council and at the National Labor Management Partnership Strategy Group level
respectively.
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{DI Coincident with paragraph {C] above, the parties agree that the newly formed Strategy Group will be

i3]

charged, at its first meeting, with the responsibility for (1) reviewing subcontracting in view of current
and future business realities as well as the employment and income security needs of the workforce; (2)
developing a national policy which will address policy and practice guidefines with respect to past,
current and future contracting; and (3) establishing appropriate decision making and issue resolution
processes for issues arising under the national or any local or regionat subcontracting policy.

In develaping these policies, the Strategy Group will solicit and consider input and recommendations’
from the Local and Regional Partniership Teams. in making these recommendations, the Local and
Regional Partnership Tearns will coitect and analyze data regarding the nature and scope of regionaf and
local subcontracting.

Nothing in this section is intended to supplant or replace more restrictive subcontracting provisions
cantained in existing focal contracts or issues currently being processed within those provisions or
negotiated subcontracting policies made at the local level.
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» E. PROBLEM-SOLVING PROCESSES

1. ISSUE RESCLUTION AND CORRECTIVE ACTION PROCEDURES

An effective means of resolving issues is fundamental to the long-term success of the Labor Management
Partnership. Solving workplace concemms quickly and by those most directly involved is essential to reducing
conflicts, grievances, and patient/member complaints. It will also contribute to better relations and a more
constructive work environment. issue Resolution and Corrective Action procedures work in tandem to
achieve these outcomes. To that end, the procedure has two components:
A system for raising and quickly resolving workplace issues using interest-based problem solving by
those directly involved with the issue and
A method of resolving performance and behavior issees in a non-punitive fashion in which employee,
supervisor and Union representatives work together to identify the problem and craft the solution.

The Issue Resolution and Corrective Action Plan

Summiary of Issue Resolution:
Issues are raised at the work unit level and the stakeholders within the work unit will meet to attempt
to resolve the concern. Issues unresoived at the work unit level are reviewed by the local Partnership
Team. Iif the concern continues to remain unresolved, the issue can be referred to the Regional
Partnership Tearn for resofution. Issue Resolution is an afternative to, but does not replace the
Grievance Procedure.

Summary of Corrective Action:

The Corrective Action Plan has five leveis: Oral Reminder, Individual Action Plan, Comective Action
Plan, Day of Decisich and Termination. The first two steps are informat with no documentation in
the personnel file. There are no warning letters or suspensions. The goal is to jointly correct the
performance or conduct, rather than punish the employee. An employee who disputes any action at
any tevel under this procedure, shall have tha rght to file a grievance,

Implementation of the Procedure:

By no later than April 1, 2002, Regional/Service Area Partnership Teams should have in place the
following, which will replace any existing procedures:

A jointly developed and adopted tssue Resolution and Corrective Action Procedure which, although it
can be locally customized, is consistent with the National Issues Resolution and Corrective Action
Plan. The Plan should be cbtained from the Office of Labar Maragement Partnership.

Managers, stewards, and Partnership Team members trained in interest-based problem solving and
corrective action procedure.,

A thorough orientation in how to access and utilize the procedures for all covered employees.

The procedure must be implemented simultaneously throughaut an entire Service Area or Region after all
the required training and orientation has been accomptished.
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To address matters pertaining to the National “Responsible Reporting™ initiative, interim measures may be
necessary while the above-mentioned issue Resolution and Corrective Action Procedures are jointly crafted
and employees, stewards, and managers trained in their use, Patient care errors should be separated from
other performance issues and be processed in accordance with the Responsible Reporting guidelines and not
by utilizing traditional disciplinary procedures.

2. PARTNERSHIP AGREEMENT REVIEW PROCESS

IApplicable o Sertion 2 and Section 2 as noted)

After sharing information and fully discussing and exchanging ideas and fully considering all views about
issues of interest and concern to the parties, decisions should be reached that are satisfactary to afl

However, it is understood that the parties may not always agree. Disagreement at the facility level which
arises out of the interpretation and/or implementation of Section 1, should be referred to the local level
Partnership Team for discussion in an attempt te reach a consensus decision, If it is unresolvable at the local
level, the Regional Partnership Team must address and attempt to resolve the issue at its next scheduied
meeting but no later than 30 calendar days following its referral. The Regional Partnership Team will, after
careful review of all facts and interests, craft a consensus decision designed to resolve the issue.

If consemsus proves impassible, the matter may then be referred to a naticnal panet comprised of two union
and two management members of the Labor Management Partnership Strategy Group, along with a
predetermined neutral designee selected by the Strategy Group. The panel will be designated immediately
upon receiving a request. The panel will meet, confer and ultimately craft a sclution within 30 days undess
the time is extended by mutual agreement. It is the responsibility of the neutral designee to ensure that a
finak resolution to the issue is crafted. The resclution will be final and binding on all parties. The Strategy
Group members selected should be from among those least vested in the substance of the disagreement.
Questions involving interpretation of the National Agreement may also be submitted to this Review Process
by nationai parties.
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» F. TERM OF THE PARTNERSHIP

In recognition that the substance, as well as the spirit and intent, of this Agreement is largely dependent
upan the existence of the Labor Management Partnership, the labor and management signatories commit
to continue participation in and support of the Partnership throughout the term of this Agreement.

While the Labor Management Partnership Agreement, indusive of clarifying addenda of Employment and
Income Security and Recognition and Carnpaign Rules, provides for a sixty-day notification period for either
of the parties to disengage from the partnership relationship, the Review Process in Section 1 of this
Agreement substitutes said notification with an altemative process of reviewing and resalving issues that
could otherwise individually or collectively result in the dissolution of this partnership.

Notwithstanding the parties’ commitment to this ongoing refationship, there may be instances where either
side may engage in such egregious non-partnering behaviar that the corresponding partner takes unilateral
action and may also withdraw some or all of the partnership privileges extended to the other party. Such
conduct, unilateral action or withdrawal could likewise be subrmitted to the Review Process for
determination and resolution.

Until the partnership relationship matures, the parties recognize that, on occasion, either party may engage
in behavior that confiicts with partnership principles and elicits corresponding behavior from the other party.
It is expected that this Review Process cowdd also be instrumental in providing guidance to the parties for
the future.

Although the commitment to use the Review Process as the altemative to serving a sixty-day notice of

termination of the partnership agreement runs concurrently with the National Agreement, the Labor
Management Partnership Agreement continues in effect and does not terminate with the expiration of this

Agreement.
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SECTION 2: WAGES AND BENEFITS

[Ongoing Obligations)

» A. COMPENSATION

-

To promote Partnership principles and support our guiding principle that Kaiser Permanente becomne the
amployer of choice™ in the health care industry, Parbrership employees should receive exceflent wages. We
recognize, however, that wages alone will net suppaort our “employer of choice™ strategy. In addition to
wages, we are committed to investing in benefits, workforce engagement, training and development
opportunities, and leadership development as critical elements in pursuing this goal.

In valuing and rewarding employees for length of service with Kaiser Permanente, the parties agree that
wages should be tenure based. In addition to length of service, the parties agree to consider these factors in
developing and adjusting compensation levels: labor market conditions, thanges In cost of living, intemal
alignment, recognition of the value of the Labor Management Partnership, and ability to recruit new
employees.

Compensation changes during the term of this contract include three components:
Anntal across-the-board (ATB} wage increases
Equity adjustments in the first two years of the contract and
Patential for performance sharing bonuses in the last three years of the contract.

1. ACRQSS-THE-BOARD WAGE INCREASES

Effective Regions Outside  California Regions Outside of
Date* Californla California RNs’ California RNs

101 1'00 4% 4% [See pate 3] 6%

10/1/0% 4% 4% 6% e
;611./02 4% ! 4% 5% 5%

101 IOBM 4% 3%* 5% 4%*

10/1/04 i 4% h 3.5%; 5% 4.5%

* Effective beginning of pay period dosest to October 1.

? Eor Southern Califomia RMs incude: UNAC (RNs, RNPs, PAs), AFN, KPNAA and Socal Service psych RN,
1 UNAC - 6700 {2%), 10/00 (6%), 6/01 {2%); AFN - 4/00 (4.4%) [previously implemented]. 10/00 (4%}
* OFNHP — 4700 (6%), 10400 (1.5%), 4/01 {1.5%)

* Potential to increase up to 4% {5% for RNs) if regional perfarmance targets are met,
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4. EQUITY ADJUSTMENTS

Equity dallars are available for a broad range of issues and will be distributed by mutual agreement of the
parties at local negotiations. Examples of possible uses of Equity adjustment are two-tier systems
{geographic, date of hire), differentials (senior, lead, charge, shift, bilingual), ovestime or premium pay,
redassifications, internal or external equity, internal job dlassification alignment, market-sensitive and hard-
to-recruit situations, iongevity pay, specialty pay, across-the-board wage increase enhancements, benefits
not covered by the Mational Agreement, and implementation of Bargaining Task Group recommendations,
as appropriate.

Year  Northem California Southem California Regions Outside California
1 1.5% 75% 1%
2 0.6% 1.75% 0.5%

The equity percentages listed above are percentages of each local fabor union's total payroll, defined as all
compensated hours times the weighted average wage rate. Distribution of equity monies is to be negotiated
in local negotiations within the guidelines stated above.

3. PERFORMANCE SHARING

6 |

Performance Shating is intended to recognize that, through the Labor Management Partnership, employees
and their Unions have a greater opportunity to impact organizational performance and employees should,
therefore, have a greater opportunity to share in any performance gains. Performance Sharing is over and
above base wage rates and will be based on mutually-agreed-to performance factors and targets.
Performance targets will be set by Region and may be based on quality, senvice, financial performance or
cther mutsally acceplabie faclors,
It targets are met, Performance Sharing opportunities will be as shown below. All ameunts will be based on
total payroll for employees covered by the Partnership in each Region:

Year 3-1% payout at target to be paid out in First Quarter 2003, based on 2002 performance

Year 4-2% payout at target to be paid out in First Quarter 2004, based on 2003 performance

Year 5-3% payout at target to be paid out in First Quarter 2005, based on 2004 performance

The National Performance Sharing Program is dependent and based on the implementation of Partnership
structures and processes that ermpower employees to have an impact on the program's targeted factors. To
afford employees a reasonable opportunity to eam the above Years 3, 4 or 5 payouts, Partnership structures
and processes must reach critical threshalds to support the program, Further, the factors used must be
measurable against mutually agreed upon predetermined targets. The resources for the National
Performance Sharing Program will be achieved through enhanced organizational performance.
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As the Labor Management Partnership continues to grow and evolve, an important element is to ensure
that employees share in the success of the organization as enhanced performance is achieved through the
Partnership. Specifically, all Partnership employees will participate in a Mational Performance Sharing
Program, which provides an annual cash bonus based upon Regional performance in the areas of quality,
service, financial health and other mutwally acceptable factors. To that end, during the first quarter of 2001,
the Strategy Group shall appoint a joint Labor Management Partnership Work Group to develop a National
Performance Sharing Program. The jointly designed Program will reward partnership employees for reaching
mutually agreed upon Regional targets.

in developing the new National Performance Sharing Program, the design Work Group will adhere to the
following agreements reached during Common Issues Bargaining:

All Kaiser Permanente employees covered under the Labor Management Partnership Labor Agreement
shall participate in the Program. This includes futl-time, part-time, short-hour, casual, on-call and per
diem employees.

Other incentive, gain sharing or reward programs may currently cover some Labor Management
Partnership employees. In such cases, employees may not receive a payment from the National
Program in addition to a payment from a current prograrn. tnstead, employees shall receive the
higher of either the new National Program or their current program.

At any time during the term of this Agreement additional sub-regional plans may be mutuafly
developed. In these instances, the covered employees will not receive a payment from both
programs, but will receive a payment from the program that provides the highest payment.

The Program year shall be the calendar year, with mutually agreed upon Regional targets set at the
beginning of each year. The Program skall run for the calendar year with final resuits determined and
payments issued during the first quarter of the year following the end of the Program year.

The Performance Sharing Program will establish mutually agreed upon Regional targets with a bottom
threshold {minimum payment) and an upper limit streteh target (maxitnum payment) in the areas of
quality, service, financial health and other mutually acceptable factors. Each Region will establish a
process to develop mutually agreed upon targets with thresholds and maximums. To the extent
appropriate and i mutually agreeable, Regional targets should be aligned with, and may be identical
to, physician and managerial incentive targets, The percentage payouts listed above wiil be paid for
achieving performance at targeted levels. Proporticnal payouts (i.e., higher or lower than listed
above at target level} will be made for performance achieved that is either above or below targeted
levels.

Employees must be in job classifications covered by the Labor Management Partnership Labor
Agreement during the Program year and be an active employee on December 31st to receive a
payment under the National Program for that year. However, employees who retire during the
Program year or prior to the payment date or transfer to another Kaiser Permanente job classification
net covered under the Partriership Labor Agreement shalf receive a pro-rated payment based upon
compensated hours attained during the Program year in a job classification covered under the
Partnership,
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while the actual targets may be different from Region to Region, the factors used (i.e., quality,
service, finance, etc.) and the cash opportunity for reaching each of the targets shall be consistent
across all Regions.

The design of the National Program and the setting of annuai targets shall enhance service and quality
of care.

Targets should be set to stimulate and reward improvement; however, from Region to Region there
must be a reasonabie and relatively equal opportunity to reach each of the targets.

The Strategy Group, or ather joint committee appointed by the Strategy Group, shall annually review
the targets set in each Region to ensure relative equity in achieving the tasgets across the Regions.

Distribution of the Performance Sharing pool will be calculated as a percentage of the Regional total
payroll, defined as total compensated hours times the established Weighted Average Rate (WAR) for

all employees represented by local unions who are party to this agreement,

Payouts will be made in the form of lump sum benuses proportional to the compensated hours of each
employee. However, employees with 1800 compensated hours or mare in the program year shall be
considered full time employees for the purposes of the Performance Program and have their hours
capped at 1800 hours, Employees with compensated hours less than 1800 hours shall receive a
benus pro rated for compensated hours. :

The joint Work Group shall complete the design of the National Performance Sharing Program and submit it
for final approval to the Strategy Group, ar other joint committee appointed by the Strategy Group, by end
of the second quarter of 2001. The National Program shall be based on performance targets for calendar
year 2002 with payment opportunity during the first quarter of 2003 and yearly thereafter.
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» B.HEALTH AND WELFARE BENEFITS

1. MEDICAL BENEFITS

a. BASIC COMPREHENSIVE PLAN

The parties agree to jointly request that Kaiser Foundation Health Plan, Inc. (KFHP identify themas a
national purchaser of health care benefits (“national group”}, and that one or more marketing account
managers be assigned to the national group. Upen granting of this status, the Employers and the Coalition
of Kaiser Permanente Unions will each desigrate a senior representative to be responsible for managing the
account an behaif of the Employers and the Partner Unions (“partnership benefit representatives™). Their
responsibilities will include, but will not be limited to, werking with KFHP. Ine. concerning the initial design
of the national benefit plan, and working with KFHP, Inc. concerming any changes in benefits or benetit
coverage contemplated by KFHP, Inc. The parties agree that any such discussions should be initiated no less
than eight manths prior to the effective date of any propased changes, and that such discussions should be
concluded no Jess than six months prior to the effective date.

Upon granting of national group status, the partnership benefit representatives shall meet promptly with
KFHP, Inc.'s marketing account managers 1o finalize the Basic Comprehensive Medical Plan (" Basic Plan™)
for employees covered by this Agreement. The Basic Plan shall be based on a "Kaiser Foundation Health
Plan Traditional HMO Plan™. The parties understand that some variation in benefits may be necessary, but
the intent is to achieve national unifarmity where possibie,

The parties agree that beginning Jararary 1, 2001 the Basic Plan shall include outpatient and hospital and
other services in addition to the following features:
Expand quantity of dispensed prescription drugs beyond 30 days for up to 100 days/3 manths for
maintenance medications, barring state statutary or other legal or technical barriers
Eligibility: 20+ hours (Colorado flex impact 20+/wk 100% allocation for mid-level plan)
Effective Date: 1st of month following eligibility
Dependents {spouse, domestic partner, unmarried children up to 25, special dependent) and
Coverage for Dyrable Medical Equipment (DME): add a benefit to the Health Plan coverage which
matches the DME benefit provided to other KP employee groups in the region,

The parties agree that all local plans shall remain in effect as negotiated locally untid the commencement of
the 2002 Ptan Year or sooner, at which time the Basic Plan shall supercede and replace all local plans.
Flexible benefit progsams in local labor agreements, amended to reflect the features above. will remain
unless another plan is implemented by mutual agreement.

Effective Getaber 1, 2000, the employee benefits, co-pays and premiurn shares paid by the employee
established in the local plans shall be maintained for the life of this Agreement. Disputes arising under this
provision will be handled in accordance with Section One, Article E, Problem-Solving Pracesses.
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Effective October 1, 2000, the premium shares in the Northwest Region will be reduced to pre-1996 levels.

Effective October 1, 2003, the premium shares in the Mid-Atlantic Region will be reduced by 50% of the
curtent levels. The parties may agree to a more favorable premium sharing plan that shali be funded by Year
2 Equity Adjustment funds.

b. PARENT COVERAGE

Parents and parents-in-law of eligible employees residing in the same service area will be able to purchase
Health Plan coverage, pending legal review for compliance.

c. HEALTH CARE SPENDING ACCOUNT

Effective January 1, 2001, all employees will be offered the following:

A Health Care Spending Account (HCSA) option will be provided to employees eligible for benefits.
This account is a voluntary plan that allows the employee to set aside pre-tax doliars to pay for -
eligible health care expenses. The maximum HCSA annual contribution will be $3,000. HCSA may

. be used to pay for certain expenses for the employee and eligible family members as permitted
under IRS Code.

d. FLEXIBLE BENEFIT STUDY

An important consideration in attracting and retaining a changing workforce is the benefit package and our
muytual need to ensure that the high financial commitment toward benefits are structured in a manner
which delivers high value to both current and prospective employees. Kaiser Permanente and the
Partnership Unions have a mutual interest in maximizing employee satisfaction and supporting successful
recruitment and retention of employees by examining creative options for the delivery of employee benefits.

The parties have committed to a Labor Management Partnership study to evaluate best practices and
recommend an approach that will increase employee satisfaction in the benefits, which constitute an
important and costly portion of total compensation. Both parties agree that flexible benefit delivery

mechanisms wiii be thoroughiy examined as past of the study.

The Strategy Group shall appoint a joint workgroup within 60 days of ratification, to commence work on
this study. The workgroup will deliver findings and recommendations to the Strategy Group no later than
April 1, 2001, :

The work group will:
Explore benefit options that neither add nor decrease current costs to the organization

Ensure that as benefit costs escalate, the Employer will bear the costs as in prior plans

Develop options that give emplayees the opportunity to select high, mediurn and low medical and
dental plan options )

Develop options that give employees the opportunity to enhance existing benefits (eg, vision, life
insurance, income protection, etc.)

Develop options that give employees the opportunity to select increased income protection (short-term
disability, long-term disability, ife insurance, ett.)

Develop options that give employees the opportunity to select new benefits not previously provided
{long-term care, chiropractic, orthodontia, etc.).
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In completing this study, the work group will consider options that increase employee choice and provide
creative benefit options in an affordable manner. Any option that may be offered requires mutual
agreement before implementation.

2. RETIREMENT BENEFITS

a. JOINT DEFINED CONTRIBUTION/DEFINED BENEFIT STUDY

Labor and Management agree that it is important to provide long service employees with an adequate level
of income reptacement at retirement, We also believe our retirement program should support recruitment of
new employees, improve retention of existing employees, and enhance overall employee satisfaction with
their benefits.

We believe this can be accomplished through the consideration of a retirement program that includes Social
Security, an employer-provided defined benefit pension plan, and a defined contribution plan. Coupled with
education and information, this program would be intended to encourage the participation of all employees
in personal investment choices and planning to better prepare them for retirement.

The study is expected to address the interests of Labor, Management and employees. Therefore, the parties
have committed to a Labor Management Partnership Project to evaluate best practices and existing
programs and recommend a design that meets both our interests and the diverse needs of the workforce,

Any revisions to the current Pension Plans resulting from the study will be jointly developed and must be
mutually agreed upon. h

b. COMMON RETIREMENT PLAN

A Labor Management Partnership Committee composed of four members, two union and two
management, will be formed. Two of these members will also participate on the Joint Defined
Benefit/Defined Contribution Study committee mentioned above. This committee will consider the
implementation of 2 modified common multiplier and early reduction factor for the defined benefit plans.
The multiplier evaluation will occur within year two of the contract. Any retroactive application for
employees retiring between October 1, 2000 and the implementation date of the plan change will be
determined by the committee. The early reduction factor evaluation will occur within year three of the
contract.

Any retroactive application of the early reduction factor for employees who retire on or after January 1,
2002 will be determined by the committee.

Any revisions to the current Pension Plans recommended by the committee will be jointly developed and
must be mutually agreed upon.

Effective October 1, 2000, any existing caps on the defined benefit multiplier will be removed.
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c. PRE-RETIREMENT SURVIVOR BEMEFITS

Under the pension plans, a pre-retirement survivor benefit is payable to the spouse of a deceased employee.
The survivor benefit will be expanded to include domestic partners and/or qualified dependents of
employees.

Domestic Partner Benefits Under the Pension Plan

Under the pension plans, a survivor benefit will be payable to an employee's designated domestic pariner
upon the employee’s death. An affidavit must be completed whereby the domestic partner and employee
certify that they:
Live together, sharing the same living quarters as thelr primary residence, in an intimate, committed
relationship of mutual caring
Have no other domestic partner at the time of the Participant's death
Are responsible for each other's basic living expenses during the domestic partniership
Are not married to anyone
Are each 18 years of age or older
Are not related to each other as a parent, brother or sister, half brother or sister. niece, nephew, aunt,
uncle, grandparent, or grandchild and
Have not been covered by Kaiser Permanente-sponsored benefits with another domestic partner at any
time during the last six months.

Non-Spouse Survivor Qualified Dependent

Under the pension plans, survivor benefits will be payable to a qualified dependent. A qualified dependent is
one or more individuals who, at the time of the employee’s death, meet the definition for a dependent as
defined by Section 152{a)(1) of the Intemal Revenue Code. The amount of the monthly benefit will be
based on the employee’s accrued benefit as of the date of death or retirement, whichever is earlier, and will
be determined as if the employee had retired on the day before death, and had elected the Guaranteed
Years of Payment method for 420 months with the qualified depentent as beneficiary.

' 2 spousc or domcstic partner and a qualified dependent survive the amployae, the spoise oF Somestic
partner will receive the survivor benefit. If the employee is survived by a spouse or domestic partner and a
qualified dependent and the employee’s surviving spouse or domestic partner dies before the tenth
anniversary of the employee’s death, the qualified dependent will receive a monthly benefit effective the

month following spouse’s death and ending on the tenth anniversary of the employee’s death.
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d. GATT AMENDMENT

Effective January 1, 2000, pension plans will be amended to move to the GATT interest rate (the average
yield on 30-year Treasury Constant Maturities) and mortality tables (GAM 83). All benefits under the plans
will be calculated using GATT provisions. The interest rate for payments will be determined monthly and will
be based on the Treasury yield from two months earlier.

Payments made during 2000 will continue to be based on the greater of the applicable monthly GATT rate
using the two-month look-back (e.g., payments each month will be based on the Treasury yield from two-
months earlier) and GAM 83; GATT rate for January, 2000 and GAM 83; and January, 2000 annual PBGC
rate and UP-84.

e. RETIREE MEDICAL BENEFITS

A Labor Management Partnership Committee composed of four members, two union and two
management representatives, will be formed. This committee will meet no later than January 1, 2005 to
consider modification of the eligibility for retiree medical benefits for Northem California partner employees
based on the criteria that apply to Southern California employees.

The leaders of Regions Outside of California (ROC) and the leaders of their partner unions will meet no
later than October 1, 2003 to examine the possibility of initiating or modifying eligibility for post retirement
medical coverage, depending on individual regional performance.

Any revisions to the current retiree medical benefits will be jointly developed and must be mutually
agreed upon.
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3. OTHER BENEFIT3

Effective January 1, 2001, all empioyees will be offered the following:

a. DEPENDENT CARE SPENDING ACCOUNT

A Dependent Care Spending Account (DCSA) option will be provided to employees eligible for benefits.
This account is 2 voluntary plan that allows the employee to set aside pre-tax dollars to pay for eligible
dependent care expenses. The maximum DCSA annual contribution will be $5,000. DCSA may be used to
pay for certain expenses for eligible family members as permitted under IRS Code.

b. SURVIVOR ASSISTANCE BENEFIT

The Survivor Assistance Benefit will cover employees who are eligible for benefits. This benefit wili provide
the employee’s chosen beneficiary(ies) with financial assistance upon the employee's death. The amount
payable is equal to one times the employee’s monthly base salary (pro-rated for part-time employees based
on regularly scheduled hours). Should death occur while the employee is on a leave of absence of less than
one year, the beneficiary(ies) will continue to be covered by this benefit.

4. REFERRALS TO THE STRATEGY GROUP

34 |

In order to maximize the value of retirement and other benefits, employees should be educated periodically
throughout their careers to better understand and utilize the benefits provided and to assist in effective
retirement planning. The Strategy Group will appoint a committee to develop the content and materials for
an education program for all Kaiser Permanente employees.

Phased-Retirement: We agree that the Partnership should work to develop enabling Iegislatlon and a
business case to support phased-retirement.

A representative of the Coalition of Kaiser Permanente Unions wiil be designated o serve on the investinen!
Committee of the Kaiser Permanente Pension Plans. ’

By November 1, 2000, a subcommittee will recommend resolutions to the following issues:
Group 3000: Eligible retirees residing within a KFHP service area but outside the Region in which they
were employed;
Out-of-area: Lthigible retirees residing outside of 4 KFHP service area;
Medicare Risk Plan Participation requirernents for retirees eligible for retiree medical; and
Workers Compensation: Whether or not workers compensataon should be counted toward retirement
or retiree medical eligibility.
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» C. DISPUTES

Mutual Review and Resclution Processes
(For Sections 2 and 3]

The Parties agree that any dispute concerning interpretation or application of Section 2 or 3 of this National
Agreement should be first addressed at the local level by the parties directly involved in the dispute. Such
disputes should be initialty handled In accord with the grievance procedure set forth in the applicable Local
Agreement. Any resotution of the dispute at the loczl level shall be non-precedent setting.

If no resolution is achieved at the Regional step of the applicable Local Agreement’s grievance procedure,
within 15 days after receiving the Regional response the moving party may submit the dispute to a National
Review Council (NRC). The National Review Coundil will be composed of one permanent representative
designated by the Union Coalition and one permanent representative designated by Kaiser Permanente
organizations. The NRC will meet within 10 days after receiving the dispute in an effort to achieve a
satisfactory resolution. The NRC will notify the parties, in writing, of any proposed resolution. Unless
otherwise mutually agreed by the parties, any resolution shall be non-precedent setting. If no proposed
resolution is achieved, or if the moving party does not accept the resolution proposed by the NRC, then the
maoving party may submit the issue to arbitration within 15 days after receiving notice of the proposed
resolution. Arbitration shall be conducted in accord with the procedures set forth below.

Arbitrations shall be conducted before panels cansisting of two Union representatives, two Employer
representatives and one neutral, third-garty arbitrator who will serve as the panel chair.

Within 30 days after ratification of this National Agreement, the Parties will designate a list of seven
arbitratars {one from the East, one from the Rocky Mountain area, two from the Northwest and three from
California) to serve as panel chairs in their respective geographic areas. The parties will reach mutual
agreement on arbitrators based on their common experience with arbitrators in each geographic area.,
Arbitrators selected shalf be provided an orientation to the National Labor Management Partnership and the
principles and philosophy of this National Agreement.

Each arbitrator shall provide at least three days in a calendar year for panel hearings, so that the panels
chaired by each arbitrator shall be scheduled to convene at least once every four manths. A panel date may
be cancelled no more than 4 weeks in advance if there are no cases to be heard by that panel on the
scheduled date. Additional dates may be added based on the caseload and the need for timely resolution; in
such circumstances, the parties will give strong consideration to assigning the case to a panel for a particular
geographic area whose arhitrator is abte to provide the earliest available date.

Cases will be assigned to each arbitration panel by mutual agreement of the parties at the national jevel.
More than one case may be presented to a panel at each session, and the parties will use their best efforts
to assure that cases are presented within the same calendar quarter; preferably within 30 days after the
referral to arbitration.

The order and manner of case presentation shall be consistent with the expedited procedures currently used
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by Local parties pursuant to their Local Agreement. Decisions shall be rendered by a panel majority, and
wiitten Opinions and Awards shall be prepared by the neutral arbitrator. The panel decisions shall be finat
and binding, and written decisions shall tssue within 30 days after the hearing is closed. The panel decision
shall be precedent-setting, unless othenwise mutually agreed by the parties prior to the hearing.

Time limits may be extended by mutual agreement. At any time prior to issuance of a panel Opinion and
Award, the Parties at the National level may agree to remand a dispute to an earlier step of the process.

The arbitrator and arbitration panel shall not be authorized to add to, detract from, or in any way alter the
provisions of the National Agreement, the Partnership Agreement, or any Local Agreement.

The arbitrator's fee and all incidental expenses of the arbitration shall be borne equally by the parties;
however each party shall bear the expense of presenting its own case and expenses associated with its party
panef member(s).

36 | NATIONAL AGREEMENT



SECTION 3: SCOPE OF THE AGREEMENT

» A, SIGNATORIES

This Agreement is entered into this first day of October, 2000 by and between the labor organizations
participating i the Coalition of Kaiser Permanente Unions {Union Coalition) and signatory hereto
(collectively, “Unions” or individually “Union”} and the undersigned organizations participating in

the Kaiser Permanente Medical Care Program (“Kaiser Permanente”; collectively “Employers™ or
individually, “Employer™).

» B, COVERAGE

This National Agreement applies only to bargaining units represented by Local Unions that Kaiser
Permanente and the Coalition of Kaiser Permanente Unions mutually agreed would participate in the
nationaf common issues bargaining process and who, prior to the effective date, agreed to inciude this
National Agreement as an addendum to their respective Local collective bargaining agreements. Application
to any other bargaining unit, other than newly organized bargaining units as described below, will be
subject to mutual agreement of the parties.

The parties agree that when a Local Union signatory to this National Agreement is recognized to represent a
new bargaining unit composed of employees of an Employer pursuant to the provisions of the Labor-
Management Partnership Agreement and the Recognition and Campaign Rules, the Local parties shall use
an interest-based process to negotiate the terms of a Local Agreement and the appropriate transition to the
National Agreement,

» C. THE NATIONAL AGREEMENT AND LOCAL AGREEMENTS

Provisions of Loca! Agreements and this National Agreement should be interpreted and applied in the
manner most consistent with each other and the principles of the National Parinership. if an irreconcilable
conflict exists between specific provisions of a Local Agreement and this National Agreement, the dispute
shail be resolved pursuant to the dispute resolution process contained in Section 1.

1f there is a confict, unless expressly stated otherwise, the National Agreement shall supercede the Local
Agreement; however, in cases where a Local Agreement contains explicit terms which provide a superior
wage, benefit or condition, or where it is clear that the parties did not intend to eliminate and/or modify the
superior wage, benefit or condition of the Local Agreement, this National Agreement shall not be
interpreted to deprive the employees of such a wage, benefit or condition. It is understocd that it is not our
intent to inadvertently enrich or compound wages, fringe benefits or other conditions or to create
opportusnities for “cherry picking,” “double dipping,” etc.
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» D. TERM OF AGREEMENT + EXPIRATION OF LOCAL BARGAINING AGREEMENTS

This National Agreement and its terms shall be effective on October 1, 2000 and end on
September 30, 2005.

The local agreements covered by and incorporating this National Agreement as an addendum shail be
extended by five years.

The following shall apply in the event that the National Agreement is not renewed at the end of its temn.

Group |
Local bargaining agreements that have expired or will expire on or before September 30, 2000 (Group [}
will continue during the term of the National Agreement, and expire an September 30, 2005,

Group 1

Local bargaining agreements that have expired or will expire between October 1, 2000 and January 31,
2002 (Group 1) will be extended by five years, and as a result will expire between October 1, 2005 and
January 31, 2007. Employees covered by Group 1l agreements will receive a wage increase on October 1,
2005 of not less than 3% acrass-the-board (ATB) in recogmition of the extended expiration date. The 3%
may be increased by an escalator method based on the Bargaining Task Group wage philosophy factors
recommendled to the Common Issues Committee on July 6, 2000. The method wilt be detesmined no later
than April 1, 2001. The method and its application will be subject te resolution in the review process in
Section 1 of this National Agreement.

Group Il

Local bargaining agreements scheduled to expire on or after February 1, 2002 {Group III) will be extended
by five years, and as a result will expire on or after February 1, 2007, Group Il agreements will be reopened
on a staggered basis between October T, 2005 and Aprit 1, 2006. The actual dates to reopen each local
agreement will be determined no later than April 1, 2001. Group |1l reopener settlements will apply up to
the extended expiration date of the agreement or for a new full term as determined in local bargaining.

» E. LIVING AGREEMENT

The parties acknowtedge that during the term of this National Agreement, a party at the National level may
wish to enter into discussions concerning subjects covered by this National Agreement or to modify specific
pravisions of this National Agreement or a party at the Local level may wish to enter discussions concerning
subjects covered by the Local Agreement or to modify specific provisions of the Local Agreement. The
parties agree that neither a Union nof any Kaiser Permanente entity shall refuse to engage in such
discussions. The parties further agree that, consistent with the Partrership principles set forth above, they
will engage in such discussions with the intent to reach mutual agreement; however, during the term of this
Agreement, na party shall be required to agree to any madifications of either the National or Local
Agreement.
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