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Preamble

1. The District and the Union agree that the Southern Nevada Health District will strive
to ensure that all Clark County residents and visitors can live in a healthy
environment.

2. The District and the Union agree that the Southern Nevada Health District will work
toward its mission of protecting and promoting the health, the environment and the
well-being of Clark County residents and visitors through the ten essentlal public
health services and other appropriate means.

3. The District and the Union recognize that in order to reach these goals, Southern
Nevada Health District will foster a work place that is safe, fair, honest, efficient, and
free from harassment at all times, and at which all staff and clients are treated with
dignity and respect.

Article 1. Recognition and Bargaining Unit Membership

1. Bargaining Unit Membership

A Pursuant to the provisions of the Local Government Employee-Management
Relations Act, Chapter 288 of the Nevada Revised Statutes, the Southern
Nevada Health District, hereinafter referred to as the "District,” recognizes
the Service Employees International Union, S.E.1.U. Local 1107, hereinafter
referred to as the "Union" as the exclusive representative of Health District
employees who are eligible to be members of General Bargaining Unit and to
be represented by the Union except as limited by NRS 288.

B. The term "eligible employee" as used in this Agreement applies to those
persons having a regular appointment (including grant funded employees) to
the work force of the District, excluding however, division directors,
managers, administrative (as defined by NRS 288.025), confidential
employees, temporary (excluding grant funded employees) and less than
half-time employees throughout the District.

C.  Appendix A lists the classifications that have been placed in the general
bargaining unit.

2 Determination of Bargaining Unit Status

A The District and the Union agree to comply with the provisions of NRS
288.160 and NRS 288.170.

B. The District shall notify the Union in writing of its intent to eliminate a
bargaining unit classification twenty (20) working days in advance. Upon
receipt of the notification from the District, the Union shall notify the District in
writing within ten (10) working days if it believes the elimination is
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" inappropriate. The parties shall meet within five (5) working days to attempt
to resolve the dispute. If the Union and the District cannot agree, the dispute
may be submitted to the Employee-Management Relations Board as provided
under NRS 288.

C. The District shall notify the Union, in wrmng, of |ts intent to establlsh any new
classification,
District Board-ef-Healthprior to implementation; and state its determination
whether the new classification is or is not a bargaining unit classification.
Upon receipt of the notification from the District, the Union shall, within five
(5) working days, notify the District, in writing, if it believes the new
classification belongs in the bargaining unit. The parties shall meet within
five (5) working days to attempt to resolve the dispute. If the Union and the
District cannot agree, the District's action may be submitted to the
Employee-Management Relations Board as provided under NRS 288.

Bmetepand—DatneLGhapteAAee—Pmden%aHeasHhme@}weﬁangdayaaneﬁe
the-meeting-

Article 2. Definitions

Unless the context otherwise requires, the words and terms used in this Agreement shall have
the meanings ascribed to them below. Any words or terms not ascribed below shall be interpreted
in their context as such appears in this Agreement and, if no context is apparent, shall be given
their plain and ordinary meaning.

Actual Service - The number of continuous days actually worked on the job. Paid absence from
work due to sick leave, approved vacation, occupational injury or iliness incurred in the District's
service, and temporary military duty, shall be deemed actual service.

Adjusted Work Schedule (AWS) - A business work schedule mutually adopted by the employee
with written approval from appropriate District management for purposes of serving legitimate
business need outside the standard work schedule of Monday through Friday 8:00 am - 4:30 pm.
AWS will be subject to renewal on a six (6) month basis.

Adjusted Work Week (AWW) - A business work week schedule assigned by appropriate District
management or requested by an employee for purposes of serving a legitimate business need
outside the standard work schedule and within a specific biweekly pay period.
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Appointing-Authority—Seutherr-Nevada-Health District Board-of Health-whe-having-theauth
to-make-appointments-to-pesitions-in-the District service-may-delegate-the-authority-to-the-Chief- Health
Oﬁ:ee:—er—apprepﬂam’emmee-

ority-legally

Break In Service - A period during which an employee is not in paid status and is ineligible to
accrue sick leave, vacation leave, longevity, and other benefits unless otherwise delineated in this
Agreement. Actual service and performance evaluation periods shall be subject to date
adjustment for a break in service unless otherwise delineated in this Agreement.

Class Specification - A written job description of a classification including but not limited to: title,
knowledge, skills, abilities, position definition, minimum qualifications and examples of essential
responsibilities and duties.

Classification - A group of positions sufficiently similar with respect to their duties and
responsibilities that the same job title may reasonably and fairly be used to designate
each position allocated to the class, that substantially the same tests of fitness may be
used, that substantially the same minimum qualifications may be required and that the
same schedule of compensation may be made to apply with equity. A position
description, salary schedule and title approved by the Board.

Classification Series — A group of classifications within a promotional series that have
similar job duties with an increasing level of responsibility, professional expertise and/or

supervision of lower classifications within the series.

Class-Specification—A-written-job-description-ef-a-classification-ineluding-but-rot-limited-to-title;
knowledgeskills;-abilities-position-definition-minimum-qualifications-and-examples-of-essential
respoensibiliiesand-duties:

Day - A consecutive 24 hour period within a Sunday through Saturday week. A day begins at
12:01 a.m. and ends at midnight each day of the week.
Days — means calendar days.

Workday — An operational business day for the District on a Monday through Friday
schedule. Holidays will not be considered District workday.

Working Days — means the days Monday through Friday but excluding any holiday set
forth in Article 24. Whenever a period of time is specified the day of the event or action
which commences the period shall not be included in calculating the lenath of the period.
If the last day for responding and acting is a Saturday, Sunday or contract holiday, the
period shall be extended to the next day which is not a Saturday, Sunday or contract

holiday.

Demotion - Movement of an employee from one classification to another classification with a
lower salary range.

Domestic Partner — A person who, with an employee as defined herein has: 1) a registered,
valid domestic partnership pursuant to NRS 122A.100; and 2) has not terminated that domestic
partnership pursuant to NRS 122A, 300; and 3) is a person of the same gender as the employee.

Employee - A person legally holding a position in the public service of the District under any
appointment employing them as an employee. The District observes the following employee
categories:

A——————Grant Employee - An employee occupying a position funded by grant
monies. Such employees accrue fringe benefits in the manner set forth in this Agreement
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and the Grant. The term of employment is subject to the continuance of grant funds.
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B——————Less Than 20 Hours Employee - An employee working nineteen (19)
hours or less per week. Less Than 20 Hours employees are not eligible for fringe benefits
covered by this Agreement.

G- Part-Time Employee - An employee working twenty (20) hours or more
- per week but less than forty {40) hours per week. Such employees accrue fringe benefits
in the manner set forth in this Agreement.

B- l='robat|onary Employee - A newly hired employee that has not satisfied
the probationary period of six months and 1040 hours as part of final selection.
Probationary employees are not covered by this Agreement. Hours worked during the
probationary period shali be deemed actual service.

extended-only-forextenuating-ei
Acting Employee — An employee temgoranly appointed, for a term not to exceed six (6)

months, to fill # vacancy for which there is no appropriate list of eligible candidates
available. Acting appointments may be extended only for extenuating circumstances

which are made a matter of record.

- Regular Employee - An employee legally holding a position in the public
service of the District under any appointment employing them as an employee and who
has been lawfully retained after completion of the probationary period of six months and
1040 hours.

G———————Temporary Employee - an employee that may be selected from the
appropriate list of eligible candidates to be employed for a pericd of less than six (6)
months.

MWWMMWWWWMWW

Grievance — means a dispute raised by an emplovee or the Union, concerning the mternretatton or
application of any provision in this agreement other than the Discipline, Demotion or Discharge provisions
of Article 15 and the Grievance and Arbitration Procedure in Article 16.

Lateral Transfer — Movement of an émployee from one position to another with the same salary
regardless of department or division assignment.

Nevada Revised Statutes (NRS) - The applicable section(s) of the Nevada Revised Statutes
and all amendments enacted during the term of this Agreement.

Payment in Lieu of Notice — during a reduction of force, an employee may be offered six weeks
of payment either in a lump sum or paid out over three (3) pay periods when prior notice of

separation is not provided.

Position - is a group of duties and responsibilities that have been assigned to a single employee
on a full-time or part-time basis.

Promotion - is any movement of an employee from a position in a classification to a position in a
classification having a higher maximum salary range, excluding general salary adjustments.
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Recall Process — Following a reduction in workforce, those employees who accepted voluntary
demotion or transfer will be included as part of the recall list of employees who were separated
from the District.

Regular Pay - The hourly rate of compensation payable to an employee in exchange for services
rendered during a scheduled hour within a work day.

Rehire - The appointment of a former regular employee who separated from District service in
good standing.

Reinstatement - The reinstatement of a former regular employee who separated from District
less than six (6) months, left service in good standing and is reinstated to the employee's last
classification held prior to separation. Total service for a reinstated employee shalt be adjusted
less the duration of a period of separation not to exceed six (8) consecutive months.

Schedule - A term used to designate a salary range. All classes placed in the same salary
schedule have the same salary range or rate.

Seniority — Lenath of uninterrupted service.

District Seniority — shall be uninterrupted length of service from the most recent date of
employment by the District.

Classification Seniority — shall be the uninterrupted length of service from the most
recent date of appointment to the employee’s classification.

Step - One pay increment within the 14-step salary schedule equal to 2.5%.

Supervisor - A District employee holding a supervisor title in a Board approved classification who
is responsible for supervising the work of others. Individuals that conduct lead duties that include
some supervisory functions are not deemed to be supervisors.

Transfer - is any movement of an employee from one position to another position in the same
classification or related classification with the same salary grade; or the movement of the
employee with his/her position to another location.

{22)—Voluntary - shall mean at the election of the employee.

(23)—Werkday -An-operational-business-day-for-the-District-on-a-Monday-through-Friday
schedule—Heolidays-will-not-be-considered-a-Bistrict-workday-

Article 3. District Management Rights

1.

The District and the Union agree that (1) all rights and responsibilities of the
District not specifically modified by this Agreement shall remain the function of the
District. (2) The exercise or non-exercise of any right or responsibility hereby
reserved to the District shall not be considered a requirement or a waiver of the
District's right to exercise such right or responsibility. (3) The parties are bound by
the statutory provisions of NRS 288 concerning management rights.

Article 4. No Strike
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The Union agrees that there shall be no strikes against the District under any
circumstances and that all District employees shall continue work under all
circumstances.

The District and the Union agree to be bound by the provisions of NRS 288
concerning strikes.

Article 5. Non-Discrimination

1.

The District and the Union will not knowingly discriminate, -either~directly or

indirectly, rerwilltheythrough-any-of their-agents-errepresentatives;
discriminate-either-direstly-orindirectly-against any employee by reason of race,
color, sreedr ehglo sex, sexual orientation, genetic information, marital status,
age, national origin, d+sab+h%y—ancestry, medical-disability—physical-or-visual
mental or physical disability, Fehg+en nlon activity, gender identity or erress;on,
veteran status, i

aetw»t»wn—the%men—ef—any other conS|derat|on made unlawful by federal, state or
local laws. This commitment applies to all persons involved in the operations of
the District and prohibits unlawful discrimination by any employee or contractor of
the District.

2 .| | ith AB 211 of # 15“5 . £N 2 Legislati oot

Qe%ebe;q—zwhe&stﬂebw;wensureemﬂphaneeand-nen-dsenmmahen

ral-and-state-statutes—Violations of this

article will not be subject to the grievance process.

Article 6. District Decorum

1.

Employees of the District are routinely and constantly exposed to and in close
contact with the public and with fellow employees. Each employee shall always
present a courteous and cooperative attitude toward the public and fellow
employees, and shall give full and serious attention to assigned job duties and shall
conduct same in a professional manner.

The District's administration of public health functions requires that a clean and

professional image be maintained by District employees. Employees shall always
dress appropriately, in a manner consistent with their current job duties.
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Article 7. Union Rights

1.

3.

New Employees and Orientation

An integral part of each employee's tenure with the District is an understanding of
the Collective Bargaining Agreement and the role of the Union in the employment
setting. As such, each new eligible employee, as part of their District-Wide
orientation, shall be required to attend a mandatory thirty (30) minute session, not to
be the last session, where they will receive an overview of the Union and its
programs. The session will be conducted by Union representatives designated by
the Union. Each employee must sign that they attended and failure to attend will
carry the same consequence as if the employee missed any other part of new
employee orientation. No disparaging comments will be made regarding
management or the District and the District shall receive prior copies, where
possible, of all materials to be distributed and presented at the orientation, which
shall include but not be limited to a copy of the Agreement, a Union membership
card, a Union COPE card, and a list of shop stewards prepared by the Union
showing their division/section and/or work areas and telephone numbers. The
District shall provide to the Union a list of all employees attending the orientation as
many days as possible prior to such orientation and no later than the day before the
orientation.

Field Representatives

A.  An authorized field representative of the Union shall be permitted to enter the
facility at reasonable times for union business, to check upon complaints of
bargaining unit employees, and to participate in meetings with management.

B.  The field representative will abide by District policies while on premises. Field
representatives shall give reasonable advance notice of not less than four
(4) hours to the Chief Health Officer or designee of the intended visit, before
entering work areas.

C.  The union representative shall not interfere in any way with the work of any
employee. Field representatives shall not direct any employee how to
perform the assigned work, shall not countermand the order of any
supervisor and shall not interfere with the normal operations of the District
or any employee.

D. This shall not prevent a union field representative from conferring with an
employee and the employee's supervisor or a District representative on
District time in connection with a compiaint or problem concerning the
employee.

Union Shop Stewards and Union Business
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A. A——The Union shall provide the District with a written list of up to
thirteen (13) union stewards after their designation, and shall notify the
District of changes as they occur. Additionally, the Union may designate one
chief steward and one Vice-President. The District is not obligated to
recognize a Union steward under this Article until after the District's receipt
of written Union designation.
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B. B——The functions of the union steward include the authority (1) to settle
or assist in settling problems arising in connection with the application or
interpretation of the Agreement, (2) to resolve grievances at-Step-1-or2-6f
the-grievance-procedure; and (3) to serve as a Union representative for

disciplinary meetings.

C. 6——For each separate fiscal year covered by this agreement, the union
will be allocated a total of six hundred (600) hours of union busiress bank
(UBAB) time for designated non-supervisory union members to attend
monthly stewards meetings, conferences, legislative sessions or
conventions, and other union business. [f nheeded and upon mutual
agreement of the parties, additional hours may be fransferred between the

General and Supervisory units.

SD. The District will not be responsible for any industrial accidents
resulting from activities performed on behalf of the union on or away from
District work locations during normal duty hours.

BE. B——Business and activities on behalf of the Union may be
conducted during regular working hours, provided that employees who are
designated by the Union to participate in such business or activities obtain
prior approval for leave from their division director or designee. When
such approval is obtained, the employee may utilize union busiress bank
time, vacation or accrued compensatory time. The type of time taken shall
be at the employee's option. Such leave shall be taken in cumulative
increments of fifteen minutes with a half hour minimum for each occasion.
A leave request will be submitted and approved prior to the time leave is
taken. Release time as specifically addressed in this Agreement will not be
unreasonably withheld. Union busiress bank time requests will be approved
by the chief steward, the union's executive director or president and-shall
be-forvarded-to-Human-Ressurcesforproper-time-cardrecording-nolater
than—hwehmp#%@%@@-p@eﬂhﬁasﬁnda&eﬁh&pay—peﬂedqa-whwwe
time-was-used. Any union business bank time that is not approved shall be
charged to the employee's accrued vacation leave.

E——For the purpose of renegotiating this agreement, eight (8) members of the

Union will be released from work for the Interest Based Bargaining
Process or Hup to fifteen (15) members of the Union shall be released from

work for the traditional bargaining process.at-3:00-pm-for+enegetiation-of
this-agreement:

EF. F—————— Union stewards shall perform their functions or Union
related activities after hours or by use of union business bank time or
scheduled leave. However, if a meeting is mutually agreed to with the
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union steward during the union steward's work shift, the District will pay for
that time. If the union steward wishes to schedule a meeting with an
employee during the union steward's work shift, scheduled leave shall be
used by the steward and the employee unless union business bank time is

used.
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EG. G——Union stewards shall not direct any employee how to perform
work, shall not countermand the order of any supervisor, and shall not
interfere with the normal operations of the District or any employee.

G:H. H——Upon advance written request and subject to staffing and
scheduling needs, duly recognized shop stewards will be permitted to leave
their normal work to attend the monthly shop steward meeting. The District
shall not unreasonably deny such requests. Such leave time shall be
charged to the union business bank time balance.

4.  Discipline and Grievances

] A. A—One union steward shall be granted leave from duty with full pay for the
purpose of investigating and processing filed grievances or disciplinary
appeals when such business takes place at a time during which the
representatives are scheduled to be on duty. One union steward may be
granted leave with pay for pre-disciplinary meetings with the District when
such meetings take place at a time when the steward is scheduled to be on

| duty.

B._B—Employees who are needed as witnesses or because of direct knowledge of
or involvement in the incident may be called without loss of pay or leave time by
the Union or the District to scheduled meetings between the District and the
Union regarding filed grievances, disciplinary appeals, or joint investigatory
meetings. Employees shall report at the time specified and shall report back to
work upon conclusion of their statement. Such leave from duty shall be
reported as Union Business leave under the payroll tracking code on the

| employee's timecard.

C. S—Employees preparing or responding to grievances/disciplinary matters shall
do so on their regularly scheduled breaks or off duty time and shall not interfere
with other employee’s work assignments or work responsibilities in any fashion
whatsoever.

o Public Meeting Notification

A The District will provide the union Executive Director, District Chief Stewart and the
District Vice President with the agenda for any Board of Health meetings and subcommittee
meetings open to the public not less than 3 working days prior to the meeting via email
notification.
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| Article 8. Bulletin-Boards-Meeting-RoomsUnion Communications with Members

1.

The District will provide three bulletin boards measuring at least 2' x 3' for the
exclusive use of the Unlon at the Ravenhelt—mam District Health Center. One-will-be

ng—twe—bedletm-beafdamu—be—plaeedA
bulletin board will be located in or adiacent to each main break area as well as in
the Nursing and Environmental Health_sections. -The District will also provide
space or a bulletin board for the Union’s use at permanent SNHD controlled
worksites where bargaining unit members are assigned. The specific placement of
these bulletin boards will be determined by mutual agreement between the Union
and the division directors.

All notices which appear on the space provided to the Union on bulletin boards shall
be dated and signed by the chief steward of the Union or designee. Properly dated
and posted notices may only be removed by an authorized member of the
bargaining unit, except as specified in Section 4. Union notices shall relate to items
of interest to members. The Union agrees to provide a copy of all notices it posts to
the Chief Health Officer_or designee at or before the time of posting.

The Union may send four (4) mass e-mails per month (not to exceed 24 per year) to
the bargaining unit. Mass e-mails will be provided o Human Resources for
distribution via the District e-mail system and shall be sent within one working day
from the time of receipt.

It is also understood that no material may be posted on bulletin boards or sent to
SNHD e-mail addresses at any time which contains any of the following:

A Personal attacks upon any member or any non-member employee;

B. Scandalous, scurrilous or derogatory attacks upon the District and/or District
Administration;

C. Attacks on any other employee organization, regardless of whether the
organization has local membership; or

D. Attacks on and/or favorable comments regarding a candidate for a partisan
political office.

If materials containing any of the preceding are posted, they will be removed by
District Administration.
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5. The District, upon written request of the Union, shall provide space for meetings of
the Union in the District Health-Genterworkspace, at reasonable times and dates.
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Article 9. Dues and COPE (Committee on Political Education)

1. The District agrees, consistent with the provisions contained herein, to deduct from
the pay check of each employee within the bargaining unit who has signed an
authorized payroll deduction card for the current contract period such amount as has
been officially voted by the membership and designhated by the Union as dues and is
so certified by the appropriate Union treasurer.

2, Such funds will be remitted biweekly by the District to the appropriate Union
treasurer. Dues deduction authorization is continuous unless withdrawn by written
request to the human resources office and copied to the Union by a member
between October 1%t and October 15" of the calendar year.

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

4, The District will not be required to honor any biweekly deduction authorizations that
are delivered to the district payroll department after the beginning of the pay period
during which the deductions should start.

5. No later than the fifteenth of each month, the District shall provide to the Union the
following related to District employees eligible for inclusion in the unit. The format of
the report will be a standard computer database |mportable electronic file in a format
agreed upon by the parties.

A All union eligible employees by hame, address, hire date, hourly wage,
classification, most recent employment action, effective date, section and
division. Additionally, for employees separated from employment, termination
reason and date will be included. Social security numbers will be included for
employees who are Union members. For non-member union eligible
employees, an employee ldentlfcatton number will be used in lieu of
Social Security Number.

6. Deduction of COPE Monies

A.  The District hereby agrees to honor all COPE contribution deduction
authorizations from its employees who are Union members. The District will
make the COPE contributions payable on the same schedule as the dues
payments, but send them in a separate check.

B. The District will transmit the COPE report to the Union in the same manner as
described in Section 5A of this Article.
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C.  The Union will hold the District harmless against any claim which may be
made by any person by reason of the COPE deductions described herein,
including the cost of defending such claim. The Union will have no monetary
claim against the District by reason of failure to perform under this Article.

Article 10. Joint Labor Management Committee

and Management shall each be germntted eight (8) regresentatlves on the Joint
Labor Management Committee. Both the Union and the Health-District retain the
authority to choose whe-represents-their-side-of-the-JLMGtheir respective
representatives and will attempt to have representation from each d|V|S|on Eaeh—s;de

bifitv SEIU-and Dist . :
ehair-At no time will less than three (3) divisions be represented. The Union and

Management will each designate one member to serve as co-chair. The Union and
District shall advise each other in writing of the JLMC appointments, and changes fo

such appointments. The two co-chairs will have equal responsibility.

chairs-The purpose of the JLMC is to provide a forum for discussing issues of

mutual labor/management concemn. The Union and the District acknowledge that

neither shall use this committee for the purposes of collective bargaining. In the

event the District seeks changes in a District-wide policy, the item shall be placed 5
on the JLMC agenda for discussion.

staffingMeetings shall be held monthly at a site mutually determlned unless

canceled by mutual co-chair agreement. The co-chairs will agree upon and send
all members an agenda for the meeting at least two (2) full working days before
the meeting. The meetings may be scheduled for duration up to two (2) hours as

Draft — 6/6/7/30/1426



determined by the co-chairs.

eyen As a courtesy and o
assure adequacy of District staff for established work schedules, the Union

representatives will be required to notify their immediate supervisor(s) of the date and
time for such meetings as soon as possible after the meeting is scheduled and
noticed to the members. District staffing requirements will take precedence in the
scheduling of any meetings. However, union representative’s attendance shall not be

unreasonably denied for any reason including staffing.

emergeneyif an emplovee is scheduled to work dunn(Lthe time in whxch the

meeting is held, the employee representative will be paid straight time pay for
attendance at, and travel related to, committee meetings (hours paid shall not
exceed the number of hours in the employee’s requiarly scheduled shift). Hours
spent at JLMC meetings will be counted as regular hours worked for overtime
calculation. Overtime will not be paid if a JLMC meeting extends beyond the
employees normal work day.

Article- 41— Seniorit

————

1 Distri ioritv-shall-bet . dlenath-of icof " ! l

2—Classification-seniority-shall-be-the-uninterrupted-length-ef-sersice-from-the-meost
recent-date-of-appointmentio-the-employee's-classification:

Un l L I I _employee! ity riahts-shal
cease-upon-separation-from-employment:

oyee-shallreceive-adjusted
iority—Seniority-will adjust .
notemployed by-the-Bistriet
5——\When-an-employee-has-been-reinstated-by-an-ambitrator-pursuant-to-the-grievanee
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Article 121. Safety

1.

The District shall remain in compliance with the state and federal laws with
respect to the health and safety of employees during their employment. The
District will furnish at its expense any required personal standard safety and
protective devices.

The District has the right to adopt reasonable safety rules in accordance with the
Federal Occupational Safety and Health Act and will notify the Union prior to
implementation. Should the District adopt a safety requirement that is more
restrictive or not necessarily required by OSHA, the District will notify and discuss
with the Union prior to implementation. Employees must follow safety rules as
stated and implemented by the District.

The Southern Nevada Health District Safety Committee, known as the Central
Safety Commitiee (CSC), will meet bi-monthly or more often if the parties agree.

The Union will appoint one union member to the Central Safety Committee from
each division; Environmental Health, Nursing, Community Health Services and
Administration and the Health District shall appoint a management representative
from each division as well. The Safety Committee shall be headed by two co-
chairs, appointed from the eight designated members with equal responsibility:

one appointed by the management and one appointed by the Union. Management
and Union shall advise each other in writing of the appointments to the Safety
Committee, and on written notice to the other, the Union and the District may
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change representatives from time to time.

The District shall provide appropriate administrative support to the Safety
Committee.

It is the duty of each employee to comply with all health and safety regulations and if
any safety or health hazard is detected by an employee, the empioyee shall
promptly report the safety hazard to the Health District. The Union shall promptly
notify the Health District of health and safety hazards, violations or problems of
which the Union is aware. The Health District shall have a reasonable period of time
to remedy any problems or situations. Within ten (10) working days, the employee
or the Union, -who submitted a safety concemn shall receive acknowledgement from
the District Safety Officer or designee. Safety concerns not addressed to the

submitters satisfaction shall be referred to the Director of Administration. No
adverse action shall be taken for reporting employee health and safety concerns
to the Health District, the Union, and federal or state authorities.
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| Article 124. Outside Employment

1.

Each employee shall, during hours .of active duty, devote the whole time,
attention and efforts to employment, and may not be required to perform any
service except for the benefit of the District. No employee of the District may
engage in any employment activity or enterprise which has been determined to be
inconsistent, incompatible or in conflict with the assigned duties or with the duties,
functions and responsibilities of the District. A conflict occurs whenever outside
employment:

A Involves the use for private gain or advantage of District time, facilities,
equipment and supplies, or the badge, uniform, prestige or influence of one's
District position, office or equipment; or

B. Involves receipt or acceptance by the employee of any money or other
consideration for the performance of an act required or expected to be rendered
in the regular course or hours of District employment; or

C. Involves the performance of an act in other than the employee's capacity as a
District employee, which act may later be subject directly or indirectly to the
control, inspection, review, audit or enforcement of any other officer or
employee of the District within the employee's division; or

D. Causes a decrease in the performance of assigned job duties as a District
employee.

A. Each employee wishing to engage in outside employment shall make
appropriate written request, using the Outside Employment form provided
by the District, for approval through their division director or designee. Prior
to undertaking any outside employment, approval must be secured. Approval
or denial of outside employment will occur within ten (10) business days of
rece pt of the form.

B. When outside employment responsibilities or hours change, the employee
is responsible for notifying the District by updating the Outside

Emplovment form. The employee will notify the District when outside
employment has terminated.

C. When_the_employee’s responsibility at the District change, management
has the right to ask the employee to update the Outside Employment form.
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Consensus Agreement reached on 12/15/14 at 12:17 p.m.
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| Article 153. Probation

1.

42

All new employees shall be regarded as probationary for the first six (6) months of
employment;. {The probationary period may be extended one (1) time for a period
eftime-not to exceed three (3) months for any employee at the sole discretion of
the GhiefHealth-Officer-or-designeeDivision Director in consultation with the
Human Resources Administrator. Any extension shall require written notice of the
extension to the employee and will include a performance improvement plan.
The probationary period is a part of the selection process during which the District
shall determine whether the performance of the employee is adequate, and
whether the employee shall continue in the employment of the District. Each
probationary employee may be terminated at the sole discretion of the District. at
will and without recourse to any appeal or grievance process.

| Article 134, Employee Evaluations

4.

The District shall give each employee a current copy of the classification
specification applicable to the position occupied by the employee via the intranet.
The District shall maintain a uniform and consistent performance evaluation
program for all emplovees of the bargaining unit. Employees in similar
Iassjf catiogslgositiogs shall be rated on established performance rating factors.
Employees shall be given a written evaluation of work performance by thei

Wmmwmm@m
promotion, and/or reclassification and annually thereafter—tegardless-of placement

within-theirsalary-range.. -Evaluations shall be a reflection of the work performed
during the evaluation period.

The supervisor shall review the performance evaluation with_the employee and
Mﬁg__g@ﬁ@uaﬂmiﬂhggmg[gxggi Employees whose Qerformgnc
is tracki low aver. ny rating factor will be notified by their supervisor i

lmely fashion that there are gerformance deficiencies. Supervisors shall

ovide e employees 0. ‘mance goals and guidance for the
employees to use in improving work performance. Foliowing the review of any
performance evaluation, the employee is entitled to provide written comments
within five (5) business days to be attached to the evaluation in their personnel
file.

oF | liev gV i ins._i urate comments, the
i h g[fgrmance evaluation with-the

manaqement within five (5) busmess davs Upon receipt of request, within five

(5) business days a second review will be scheduled. At-that the second review,

the employvee may present appropriate information regarding ¢  issues
put forward in the performance evaluation, The section manager and division director
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shall, after appropriate consideration ithin five i of second

review, issue a formal decision upholding or modifyin erformance evaluation.
thirty (30) da sof the due date will esube tto isciplinary action
Lﬂ%ﬂ%@mﬂ%ﬂau&

due at least thirty (30) days prior to the evaluation due date.

periedEach aqe of all evaluattons and anv related documentatlon shall be anned

or initialed as received by the employee,

| Article 165, Discipline, Demotion or Discharge

1.
2

The right to issue discipline is vested exclusively in the District.

A

The purpose of disciplinary action is to be corrective and will be used by the
District to address work deficiencies, assist employees in meeting
performance standards, and to ensure that District polices/procedures are
followed.

Performance and behavior issues first will be addressed as an informal

counseling documented as a note to file start-as-coaching-and-counseling
exeept except in egregious circumstances (i.e., a gross violation of

standards) $herefefe—pﬂer-49-fermal—pfegfesswe-d+se&phne

vefbal—eeemsehﬁg—aad—eeaelmg-ef—an-empleyee- Counsellng shallaad

coaching-shall communicate to the employee that a_violation of a work
rule, policy, or procedure has occurred or that the employee has
performance deficiencies that need to be addressed. Any—weﬁk—rule-

standard—GeaeNng—and—Ceounsehng is not con3|dered dlsmpllne and

sheuld-be-memorialized-in-a-memo-to-the-employee: Any written memo of
counseling and-ceaching-shall not be placed in the employee’s permanent
personnel file._Counseling documented as a note to file may be

considered in determining the appropriateness of progressive discipline for
gerlod of twelve (12} month -and—shall—net—be—eeasudefed-éserphne—ba

-
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4,

The District will follow progressive discipline, unless circumstances warrant more
severe actions. Progressive discipline may include one or more of the following

steps:
A

B.

Documented Verbal WarningWritten-Reprimand;

Wiritten WarningSuspen

C. 6——Final Written Warning With or Without SuspensionBemetien.; and

D. Termination.

Demotion may be considered in the disciplinary process at Management’s discretion.

| 56. The action to be taken at each step ispurpese-cf-each-discipline-shall-be as follows:

A

4.5. __The District may only discipline, demote, or terminate an employee who has

completed the initial probationary period under Article 15 with just cause.

Documented Verbal Waming — Document a verbal communication given to the

emplovee that informs the employee that an offense has been committed,

and that a repeat offense that occurs within twelve (12) months may result in
more severe discipline. It shall also contain direction on how the employee is

to correct the violation.

Wiitten WarningReprimand — Document a formal written communication to

the employee that e-informs the employee that a_previously documentedn
offense has-been-continuescommitied, and that continueda repeat offense
that occurs within eighteen (18) months may result in more severe discipline.
It shall also contain direction on how the employee is to correct the violation.

Final Written Warning With or Without Suspension - Document a final

written communication to the employee that informs the employee that a
previously documented offense_has continued and a repeat offense that
occurs within twenty-four (24) months may result in more severe discipline up
to_and including termination. A suspension is not to exceed twenty (20)
business days may be issued in conjunction with the final Written Waming.

&_JD- ermination - Documentsis the dismissal of the employee from service with

e | lﬂ[!gt_T_heﬂ)_tl_mm’l nation shall contain the reasons for the
i ast discipline on which the District relied, if any, to issue

tI:Le termination,
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When an allegation is made against an employee(s), or when the District receives
an allegation against an employee and the District determines an investigation is
warranted, if the District determines it is in its best interest to remove the employee
from the premises, it may suspend the employee pending the termination of the
investigation. Any employee suspended during the investigation will be placed on
paid administrative leave. A suspension pending investigation is not considered
disciplinary action.

Any employee who receives a Documented Verbal Warning, Written Warning
writtenreprimand, Final Written Warning and/or sSuspension;-demetien or is
terminated shall receive a copy of the notice and shall sign a receipt to
acknowledge having received the document. Such acknowledgement of receipt is
not an admission to any allegations contained in the notice. A document in an
employee's file without signature or indication that the employee refused to sign the
document shall not be considered discipline..

Employees shall receive copies of all disciplinary notices placed in their personnel
files and shall have a right, within tenfive (105) businesswerking days of issuance of
the disciplinary notice, in addition to any appeal and/or grievance rights, to submit a
written rebuttal. The written rebuttal shall be reasonable in length, relate directly to
the disciplinary notice and be filed with the disciplinary notice.

Documented Verbal Warnings, Written Warnings, and Final Wiritten

WarningsWritten-Reprimands shall be removed from an employee's activeoffisial
personnel file and placed in_their confidential file upon employee’s request;
provided. however after—eighteen—{18)-menths—have-passed-with-ro_no_additional
disciplinary notices haveing been issued to that employee_and the discipline is no

longer active consistent with section 8 (A), (B), and/or (C))-

An employee of the District shall be entitled to have a union representative (field
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representative or union steward) present during an investigatory interview which
may result in discipline of the employee being-nvestigated-
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—6vArticle 176. Biseipline-Grievance Appeal-and Arbitration Procedure

s S
1.t _is the goal of the grievance and arbitration procedure to attempt to resolve the
grievance at the lowest level possible with the least amount of time and resources. Prior

fo filing an official grievance, the informal resolution process will be utilized.

Informal Resolution

A. Discipline
In _the event that an employee disputes an issued discipline, the union will
request, and the District will participate in an_informal meeting(s) between the
employee, a union representative, and the appropriate District Representative(s)

in an effort to resolve the dispute. The request will be submitted within_ten (10)
business days of the issued discipline, and the meeting will be scheduled within
ten (10) business days from the receipt of the request.

Within ten (10) business days of the informal meeting(s), the Human Resources

Administrator_shall send a written response by certified mail to _the Union
representative with copies to the Division Director and the employee.

B. Contract Interpretation/ Application

In the event of a dispute identified by the Union, the field representative or
steward shall first request an informal_meeting(s) with the supervisor or the

appropriate District designee and attempt to settle the dispute. In the event of a
dispute identified by the District, the District shall request a meeting(s) between

the designated management representative and a representative designated by
the union in an effort to settle the dispute. The meeting shall be requested within

ten (10) business days of when the interested party became aware or should

have been aware of the events or circumstances giving rise to the dispute. The

meeting shall be scheduled within ten (10) business days from the receipt of the
request from either party.

Within ten (10) business days of the informal meeting(s), the Human Resources
Administrator_shall send a written response by certified mail to the Union
representative with copies to_the Division Director and the employee. When the
dispute is initiated by the District, the same process will apply.

C. Grievance Procedure
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If the dispute is not settled, a formal grievance may be submitted within ten (10)
business days of the date the response was received by the Union or the District.

The grievance must be submitted to the Human Resources Administrator utilizing
the designated form (see exhibit ). A grievance hearing shall be scheduled
within ten (10) business days from receipt of the formal grievance. In_a
grievance, the Human Resources Administrator, the affected Division Director or

designee, the Union Representative and the affected employee if any, will attend
the grievance meeting.

The Human Resources Administrator/Union—The-division-director-or-his/her or

designee shall have fiveten (510) werkingbusiness days to provide a written
statement with a_decision_uphelding-the—discipline—medifying-thediseipline—or
remeving-the-diseiplineresponding to the grievance. Such statement will eentain
the-reasens-for-the-decisionbe sent ~with-a-copy-to the-employee the employee's
persennelfile—and-the Unienfiling party and contain the reasons for the decision.

D. Mediation Procedure

Upon mutual agreement, the parties may request Federal Mediation Conciliation
Services (FMCS) Mediation to resolve the grievance prior to the cancellation date for

arbitration. When a settlement is reached through mediation, a_settlement

agreement will be signed by both parties. The grievance may proceed to arbitration
if a settlement is not reached.

E. Arbitration Procedure

If theeither employeeparty disagreess with the decision, the grievance may be
referred to arbitration by written notice from-the-unien-orfrom the party who filed

the grievance within fiveten (105) businesswerking days from receipt of the written

decision.

Starting with the Union, the parties will apply on an alternating basis to FMCS

arbitration services division or American Arbitration Association (AAA) for a list of
seven (7) arbitrators. Once the list is obtained, the party who did not apply for the list

will strike the first name and thereafter the parties will alternate striking hames until

one arbitrator remains. Each pary will have the right to reject one panel of

arbitrators. _For example, if the FMCS panel of arbitrators is rejected. the parties will
jointly request the AAA to furnish a panel and selection will be accomplished in the

- manner stated above. Both parties will make every effort to mutually establish the

issue(s) to be arbitrated in advance of the arbitration hearing date.

The arbitrator shall hear the submitted grievance as soon as possible, and shall
render a decision in writing within 60 days of the receipt of post hearing briefs, if any.
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3. Arbitrator's Authority

The Arbitrator shall have no power to add to, subtract from, or change any of the
terms _or provisions of the Agreement. His or her jurisdiction shall extend solely to
claims of a violation of specific written provisions of the Agreement and involve
only the interpretation and application of such Agreement. The award shall be
based upon the joint submission agreement of the parties, or in the absence thereof,
the guestions raised by the parties in respect to the specific interpretation and
application of the Agreement. Further, the arbitrator's decision will be final and
binding upon all parties concerned.

4. Grievance/ Arbitration Expenses

All_fees and expenses related to the_arbitration_shall be shared equally_by the parties.

Each party will bear its own expenses of representation and presentation of its case,

including witnesses, and including the cost of any transcript for the party's own use. All
expenses_associated with an_individual employee grievance and/or arbitration which

has not been approved by the Union shall be paid by the employee.

Add to Definition section Article 2
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1.

provide notification to the Union no later than notification is provided to the affected
employees. Meetings with the Union for discussion of the effects of the proposed
reduction will be scheduled upon request. Reductions shall be accomplished in
accordance with the following provisions:

A Requests shall be made for volunteers in the affected classifications within
the division.

B. Gompetition-forretention-shall-be Jimited-to-other-erployees-helding
positions i the-affected-classificati ithin-the divisionAny emplovee
subject to layoff can accept and/or request a voluntary demotion to a lower

classification that they are qualified to fill providing a position vacancy exists.

C. Temporary and-nitial-probatienary-positions within the_affected
classification, within the division, within-the-Bistrict-shall first be eliminated.

D. Probationary emplovees in the affected classification, within the division,
shall be subject to layoff before layoff of regular full time employees.

ED. _ Parttime emplovees in the affected dlassification, within the division, shall be subjectto
layoff before requilar full ime employees.

1. The determination regarding a layoff of regular full time employees shall be
based on the following criteria applied to the affected division(s):

be-reduced-Seniority within the classification.

B. T lati ority_of | in the_afiocted-classificat ithi
the-given-division_In the event two (2) or more employees have the same

classification seniority, District seniority will be used.

C. In the event two or more employees have the same seniority, in the classification and
within the district, active discipline history will be considered. In the event no discipline is
documented the last four diqits of the social security number will be used retaining the
emplovee with the highest number.

D. An emplovee subiect to layoff can move back to the most recently held vacant position

within the classification series within the division. If the position is held by another
emplovee the person with the most classification series seniority retains the position.
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E.

An employee subject to_layoff can move back to the most recently held vacant position. If
the position is held by another employee the person with the most District seniority

retains the position.

B-F. An employee subject fo layoff that moves into a lower paid position will receive a

Proposed-a

minimum 5% reduction in pay, not fo exceed the top of the lower position pay scale. .

2. & Employees laid off Termination-under this rule-shallrequire-the

giving-of-bargaining agreement shall receive at least six (6) week’s notice, '

payment in lieu of notice, -or-paymentin-any combination of notice and li

payment. A copy of the notice will be provided to the Union. E
i

the—ereahen—ef—a-FReductlon in force Qgeal commlttee-as—feuews- !

A

Inthe-eventefConcurrent with the announcement ofa reduction in force, an
appeals committee will be formed. -tThe Union will-selesttwo(2)

and the District will select two (2) representatives who inturn
will select a fifth member who shall serve as the chairperson of the

!
|

committee. comprising-a-redustion-inforce-fast-finding-committee: |?
|
i

Theserepresentatives-shallselect-afith-memberwhe-shall serve-as-the ‘
chairperson-of- the-commitiee-to-hear-such-appeal(s)-Employees subject to |

reduction in force may, within five (5) business days of receipt of notice
request an appeal in writing to the Union and/or HR Administrator to review

the facts related to their individual concems related to the process.

Within ten (10) business days of receipt of the appeal, tFhe committee !
shall review-the-appeal, investigate-any-allegations-and receive statements :
from the appealing employee, the division director and/or any other relevant
persons as determined by the commzttee The commlttee shall-submit-a
statement—ef—ﬁnd

-will serve as advisory committee to
the Chief Health Officer and recommend action as they may agree upon. -The i
committee shall alse-state-a-recommended-action-upen-a-majority-vote-ofthe
commitice-members—Thereduction-in-force-fast-finding-commitiee-willserve
as-an-advisory-commitiee-to-the-Chief Health-Officerand-recormend-actien
as-they-may-agree-upon-Any-deeision-shallrequire-a-majority-of the :
committee-memberssubmit a statement of findings to the Chief Health : :
Officer within ten (10) business days of the review. The committee shall aiso
state a recommended action upon majority vote of the committee members.

The Chief Health Officer shall review the faet-finding-committee’s report and
issue a decision that either adopts-the-fast-finding-committeeaccepts or
rejects the recommendation.;-denies-the-appeak-o0r, in-the-event-there-is i
no-fact-finding-commitiee-recommended-astionat his/her discretion, directs L
the implementation of some other action. The decision of the Chief Health
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Officer is final and binding.

| 3. RecaliMeluntary-Dermotion

A

Any employee demoted or terminated-laid off from employment under this
article shall have their name placed on the District's recall list for a period of
eighteen (18) months. These employees shall be notified ence-by-certified
mail-relurnreceiptrequestiedat-theirast-knewn-addressby documented
contact and must and shalimust respond within

feurteen-{14)y-calendardays
of-receipt-by-certified-mail-or-inperson-forty eight (48) hours that they are

accepting any offer of re-employment en-the-date-spesified-in-the-offer-or
they shall be deemed to have refused the offer of re-employment r-the

days—ef—mahag—%he—gemet—maweeeed—teﬂl—the-peMGR—An employee
who refuses the offer of reemployment or fails to respond within-fourteen
4)-days-shall be passed over for that position and shall be entitled to one
(1) additional offer of re-employment within the eighteen (18) month recall
period. Should a second offer be refused or unanswered, the employee shall
forfeit all seniority and/or rehire rights and privileges.

Whenever positions become available in-a-elass-within the eighteen_(18)
month recall period, personnel who have been laid off or reduced-in-grade
inthatelassdemoted shall be recalled in inverse-orderof-layoff-orredustion
in-gradeorder of seniority to the position they held at time of lay off or
demotion.

Providing a position vacancy exists, laid off or demoted employees may be
offered, within recall order a position of equal or lower salary schedule
assignment within their former position's classification series-e-g=
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| Article 2018. Vacancies

1. The Union acknowledges that the District has the exclusive right to fill or not fill
vacancies and make reassignments.

2 When a new position is created or an existing position becomes vacant in the
| bargaining unit, the Chief Health Officer or designee shall determine if the vacancy
is to be filled by transfer, rehire, re-employment, in-house closed promotional
examination or open competitive examination.

3. It is the mutual intent of the Dlstnct and the Union to proque the highest level of
servsce possnble to the public.

ublic-to-de-se-The decision of the District as

to use of in-house closed promotion or open competitive method for filling an open

position shall not be grievable.

3-4. __Once the position justification has been approved the position will be posted
within five (5) business days. The notice of the vacancy will be posted within the

District for at least ten (10) business days. The District may extend the posting
period for any vacancy.

| 5. In addition to posting vacancies on the intranet, internet (open competitive
recruitments only), and bulletin boards, Human Resources will notify employees of
all vacancies via the District e-mail system. These notices will post within the District
system concurrently with the external posting dates. The notice will include the
classification title, salary schedule, type of recruitment, current vacancy location
and Intra or Internet link for further information and access to the application
process.

6. Positions may be posted and advertised outside the District concurrently with

their internal posting. If the vacancy is not filled through the preceding
procedures, applicants from any other source may be considered.

7. A vacancy filled by a demotion does not require posting. Vhen an individual’s job
classification within the bargaining unit changes title, no vacancy exists and no posting is

required.

8. A vacancy filed by a transfer or management reassignment, in a position that is equal fo

the employee’s current position, may be solicited for interested staff or posted unless a
-business need dictates otherwise. '

9. If a current employee who applies for a position is determined not to meet the
minimum qualifications of the classification specification-te-proceed-inthe
examination-precess, the employee may request written explanation detailing the
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reasons for the determination-ineluding-the-relevance-ef-the-gualifications. Such

response w1l| be prowded within ﬁve-ten (51 0) busmess days of reoelpt of the

If there are five or more qualified applicants, the top five will be allowed to
interview for the available position. If there are less than five qualified applicants for
a vacant position, all of the qualified applicants will be interviewed.

40-11. In all cases, the employee selected must possess the ability to perform the duties of
the position and meet the qualifications and department-specific preferred
qualifications.

Article 19 - Acting Appointments

1.__An Acting appointment for a vacant permanent position will be for an initial period of not more
than six (6) months (13 pay periods). This initial time period may be extended for up to an

additional six (6) months upon the request of the Division Director. The Union will be advised by
Human Resources of a requested extension prior to a final determination.

2. _Acting appointments and extensions require written authotization from the Chief Health Officer or
designee.

3. Acting appointment requests will be made in writing by the Division Director, and will not involve a
formal selection process.

4. _Postings of vacant positions will be consistent with the requirements outlined in Article18
Vacancies.

5. _An employee can have additional duties and authorities assigned to them on a temporary basis to
fill in for an absent or vacant position by being appointed in an "Acting" capacity.

6. An employee who is temporarily assigned to fully perform the functions of a classification in a
higher salary range will receive out-of-class pay pursuant to Article 21, Section 6(A).

7. The decision to fill reqular, full-time vacancies on a temporary basis pending the completion of
selection procedures will not be grievable.

ic 20 S
1. 4. ————The District and the Union agree to maintain a fourteen (14) step
sal lan which reflecis:

2
Mwmm%w

empleyee-pa tcontribution-inerease-that-was-effestive-Jul
4—

AB. _No general increase for FY432015;
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6B, __No general increase for FY442016,

C. No general increase for FY2017

2. Only current active bargaining unit eligible employees as of October 1, 2014 who
were hired on or before July 1, 2014, will receive a one-time payment of one and
one half percent (1.5%) of the employee’s annual base salary that will be

_distributed on the first pay period of October 2014.

2

5.3, An_incumbent within a specific job classification will not be paid at a

lower rate than a new hire within the same classification, If the incumbent's rate
s IOWQ[ than the new hire's rate the incumbent's rate will be increased to the new

64, 3——0n initial hire, an employee will be eligible for a maximum
of one (1) step salary increase at successful completion of the initial probationary
period.

5. 4——An existing « _mgl_o_yg___v_v_g is rec ssmed to a new 2031
ving a hi her salary schedule will e

after completion of one (1) year in the new classification.
8.6. 5——————When an employee is promoted, the employee shali be

entitled to the lowest step in the higher salary sche h rOVi

minim fi 5%) percent over the salary rate last received up to the

maximum of the salary range. If the emplovee had more than six (6) months
in the previous classification, the employee will also be given a one (1) step

mr_e_a_mt,ihg 1 ogs_salaty_ﬁaa!glhg_ngﬁ_si@g increase will be due twelve
12) months after the d i

87. EA—Eer—the—temq—ef—thm-aeFegm_nt—e, mployees of the District will receive

aone 1 ste —mcre u comple iti v onth

8. B——Itis not the inte either party {o | ice of an
two step increases for employees who have not re re_acjled_ibitgg e pay scale;

rather this is the parties’ attempf to ;ﬂﬁyﬁtwg:@

crisis. The ajil_eilook forward toa ;cabe egoti atlons and an im rove

1. An emplovee will be eligible to receive Bilingual Pay provided the following
conditions :
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A The employee's assigned duties require them to communicate in a second
‘ ing si ini 15% of the time; and

C. The licensed employees who provide clinical servlces who ba ve
successfully passed a Bilingual Oral  Examination at an

m@tm_dia__g;.J_EMW__wAsi_ﬂns_ilwel Qo=9m ﬁ@g__lgg_v_gﬂgitmi_nﬁu

and the e e or languages. Written proficienc
exgmmatms_mgg be required if the employee's assianed duties require
written communication skills in the second language.

—0OR

For all other 0 a_vg_s_uccessf_ull assed a Bllm ual

o cenc Examlnatlon tanl e B etenc

| 2____ The parties further gecogni;g and agree that:

ilinqual 0 an emplovee wi ot oc ly bec
loyee is bilin casi s i ills in the course of
eir work: However, employees who ili ut do not recei

bilingual pay are not required to use their bilingual skills.

B. [he employee's re v assigned duties must reguire the use o
language for communication. defined as:

An encounter in which information is directly exchanged between a District
@Q@gg_andgmm_qas_SQCLaL_b_ﬁg_gam_m_mm_a_.gggagehandlor

written e common language in ibution to such
c!ienis/associates.

C.___ Bilingual testing will be scheduled by the District, no less than quarterly;

lgggevggI ggg
E. A bilingu will be subject to biannual re-authorization according

to me conditions specified in Section 1 Qerg!g, with ;gg exception of Qg!ggg al
proficiency examinations which may be re 0 (2
mﬂQaLLL_g_za;tLgL;g_c__L_meanmnggg@g_ﬁm_are concerns rggg ing
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an empl ! etency to communi in the second langu

Bilingual pay will cease when the employee is transferred, promoted, or demoted to

nosition whi s not meet the require f Sections 1 (A an herei
determined by the employee's division director, Nothing in this agreement shall
prevent the District from using,interpreter services where deemed appropriate and
in the best i e public. The District will not create classificati to
circumvent bilingual pay, but maintains the right fo create classifications that include
a reguirement for a second language as operational needs or statute dictate.
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| Article 242. Hours of Work, Overtime, Call Back and Premium Pay

1.

Hours of Work

A

1.

The standard work week for employees covered by this Agreement shall
consist of forty (40) hours, comprised of five (5) consecutive eight (8)
hour work days, exclusive of the daily lunch period. The standard
workday-shall be eight (8) hours-between 06700 (6#:00 am PST) and
end at 1800 (6:00 pm PST.) Current work groups working various
different shifts shall continue existing scheduling practices.

Employees will be granted one fifteen (15) minute work break for each
period encompassing four (4) hours during the course of their shift(s). In
the event an employee is required to work four (4) hours or more beyond
the end of their standard scheduled shift, the employee shall be granted
an additional fifteen minute work break at the beginning of the overtime
period. Meal breaks are neither time worked nor time on pay status. The
unpaid meal break shall be at least one half hour long and near the middle
of the employee’s shift. Supervisors and section managers are
responsible for scheduling work hours, break times and meal periods
based on the District's needs and public service requirements. Employees
who are required to return to duty by a supervisor during their meal break
shall be placed on paid status. An employee shall not remain at the work
station during the meal break.

Employees working a 5-day, 40-hour week (designated 5/40) shall work

eight (8) hours per shift for five (5) shifts within the official workweek, and
shall receive two (2) consecutive “24-hour periods off.”
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2.

D. -Employees working a 4-day, 40-hour week (designated 4/40) shall work
ten (10) hours per shift for four (4) shifts within the official workweek, and
shall receive three (3) “24-hour periods off” of which two (2) 24-hour
periods must be consecutive.

E. Employees working an Alternate Work Schedule (AWS) shall work the
approved and agreed upon work week and scheduled biweekly work
cycle.

F. ‘When a critical, temporary business need indicates, District supervision
and the employee may agree to adjust an employee’s work schedule on a
voluntary/temporary basis as an Adjusted Work Week (AWW}wﬁhm-the
established-work-week If there are no volunteers management may assian
with a minimum of two (2) week's notice, a mandatory adjusted work week
no more than four (4) times per year or once every three months, per
employee. These mandatory adjusted work weeks will be assigned by
each division, section or program, on a rotational basis, by reverse
seniority and posted. Employees may expect to work their regularly
scheduled work hours without persistent temporary schedule changes.
Any required overtime hours shall be recorded as such and will be
processed as paid overtime unless the employee requests comp time
payment and is eligible for comp time accrual at the time of request.
Adijusted work weeks shall not be used to establish permanent work
schedules within a program, section or division.

Overtime Pay / Comp Time in lieu of Overtime Pay
A Overtime pay is additional compensation earned by an employee,

4—Regqularly scheduled shift — Compensation shall be earned by an
employee -who is held over or is requested to report early foren a
regularly scheduled shift;

er-is-requestedio-repertearlyfora
regularly-scheduled-shift-that will exceed the employee’s normal

work hours_ or a reqularly scheduled day off.

T

1. Paid non work hours (vacation, sick leave, personal leaveday,
comp time) are not counted as hours worked when calculating daily
overtime eligibility.

B. Adjusted work week - When business need indicates, District supervision
and the employee may agree to adjust an employee’s work schedule on a
voluntary/temporary basis as an Adjusted Work Week (AWW) within the
established work week. Compensation shall be earned by an employee
who works more than forty (40) hours in one week. Weekly overtime
eligibility will include all scheduled paid time within the week \Weekly

overtime-eligibility-will-inelude-all-paid-time-within-the-week-
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a.

The District will continue to utilize adjusted work weeks as
mutually agreed to cover minor adjustments to scheduling daily
work hours.

Scheduled Overtime is when an employee is required to report for duty at
a tlme that is more than twelve (12) hours after notlce is glven

timeThe Dlstnct shall mclude time snent travelmq 'tO and from the locat|on

to which the employee is reporting for scheduled overtime as time actually
worked. -

All overtime must be officially ordered and/or approved by the division
director or designee. Overtime will be paid at one and one-half (1%%) times
the eligible employee's regular rate or, upon the employee’s request, may
be credited toward the employee’s comp time balance up to a maximum of
forty (40) hours total comp time accrual.

Non-Exempt bargaining unit employees will be compensated at an
overtime rate of time and one-half (1%2) for hours worked in excess of their
regularly scheduled shift (e.g., 8, 9, 10-hour shifts) in one work day or forty
(40) hours worked in any work week. Employees may be required to work
overtime.

Overtime will be added to the payroll for the period during which work is
performed. Overtime will not be paid for work periods of less than fifteen
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(15) minutes; however, employees will not be regularly required to work
over their regular shift for less than 15 minutes. '

When practical, overtime shall be offered to employees within a work
group on an equal basis depending on the skills and abilities of the
employees. Supervisors and Section Managers shall work with the
employees in the work group to develop an equitable and mutually agreed
upon overtime scheduling system in each work group and reduce it to
writing. Disagreements on the fairness of the scheduling system shall be
referred to the Division Director for resolution. If the matter is not
satisfactorily resolved at the Division Director level, the matter may be

“referred to the Chief Health Officer for consideration.

3. Compensatory Time

A

All hours of work officially approved and/or ordered as overtime in excess
of an employee's normal work day or work week may be accumulated as
compensatory time in lieu of overtime pay when requested by the
employee. The purpose of compensatory time is to allow employees to
accumulate compensatory time as a voluntary alternative to paid overtime.

Compensatory time will be calculated on a time and one half (1%%) rated
basis. No employee eligible for overtime will be required to accumulate
compensatory time rather than paid overtime.

Use of compensatory time must be approved in advance by the
appropriate supervisor or division director in accordance with established
leave policies. Approval of compensatory time use shall be subject to
District staffing needs.

Accumulated compensatory time may not exceed forty (40) hours.
Employees will be compensated for any unused accumulation of
compensatory time at the time of separation from District service.

4, Call-back Pay

A

Call-back pay is compensation earned for returning to duty after the
employee has completed a regular shift, and is off duty for any period of
time and is requested to return to duty with less than twelve (12) hours
notice. In emergency situations requiring immediate attention where the
division director or designee feels that it is necessary to call back one or
more members in the department, an employee shall be paid overtime on
a time and one-half (1%2) rated basis. Said employee shall be paid for a
minimum of three (3) hours regardiess of having worked less than three
(3) hours. However, in the event that the period of call back extends into
the employee's normal working shift, such employee shall be paid only for
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the time actually worked in addition to the normal working shift. If the
period of call back exceeds three (3) hours, the employee shall be paid for
the amount of time actually worked.

An employee who works less than three (3) hours on the initial call back
and is then called back a second time during the initial three (3) hour
period shall not be entitled to any additional overtime pay unless the
aggregate time worked for both occurrences shall exceed three (3) hours,
in which case the employee shall be paid for the aggregate time so
worked. In the event an employee is called back for a second time after
the expiration of three (3) hours from the first call back, the employee shall
be paid for a minimum of three (3) hours for each call back.

Employees who are called back on a holiday shall be paid at the rate of
time and one-half (1%2), for all hours worked in addition to holiday pay at
the employee's hourly rate of pay as provided under Article 264-.

The District shall continue the current practice of including time spent
traveling to and from the location to which the employee is reporting for
call back duty as time actually worked.

Standby Duty

A

District service needs may require 24 hour response capability. In order to
address this need, standby duty is scheduled by the division director and
section manager.

Employees shall be duly compensated for accepting standby duty
assignments.

1. Standby duty pay: Employees on standby duty shall be
compensated at a rate of $50 per 24 hour shift on standby duty, or
$350 per week, if standby assignments are made weekly. Standby
pay will be paid in the payroll for the period during which work is
performed.

2. Telephone pay: Employees on standby duty shall receive telephone
pay in 15 minute increments up to a maximum of sixty (60) minutes
for each hour.

If an employee on standby duty must report for on-site duty, the
actual time spent on duty will be compensated as overtime pay or
compensatory time. Employees on standby duty are ineligible for
callback pay.

Standby duty time is voluntary. No employee may be required to assume
standby duty.
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D.  Anemployee not on standby duty who is contacted during off duty hours
by appropriate personnel and is requested to complete telephone
communication with a District client shall, for each such incident, receive
telephone pay in 15 minute increments up to a maximum of sixty (60)
minutes far each hour at the employee’s overtime rate.

E. The District shall continue the current practice of including time spent
traveling to and from the location to which the employee is reporting for
standby duty as time actually worked.

6. Out of Class Pay

A When a permanent employee is assigned, in writing, to work on a
temporary basis in a higher classification, for five (5) or more consecutive
working days, the employee shall be paid at the lowest step equal to at
least 5% above the employee’s regular hourly rate of pay for the entire
period. Such assignment must be approved in writing by the section
manager and division director in advance and shall be given to the
employee at the time of assignment. Emergency assignments must be
confirmed in writing within one business day of the assignment by the
Section Manager and Division Director. Managers will not rotate/change
out of class assignments of three (3) days or more in order to avoid out of
class pay.

B. These provisions do not apply to employees who voluntarily accept the
opportunity to train and improve their effectiveness in the higher
classification. Insofar as practical such opportunities will be provided to
qualified employees on an impartial and equitable basis.

7. Shift Differential

Shift differential is defined as the amount of compensation paid to an employee
in addition to the employee’s normal hourly salary for working a regularly
scheduled shift other than day shift. A regularly scheduled shift is a shift created
by the division/section that is the same schedule for at least a month. Any
employee working a regularly scheduled shift that begins prior to 4:00 am or
ends later than 9:00 pm must be paid a shift differential equal to one dollar
($1.00) per hour for the entire shift.

| Article 3623. Use of Personal Vehicles and Out of Jurisdiction Travel
| 1____ Personal Vehicles
A. When a Health District employee is required to utilize a private vehicle for

District purposes, the employee shalil receive monthly reimbursement at the
established IRS mileage rate for each mile driven on behalf of the District.
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Reimbursement shall be based upon verification of miles driven, in
accordance with Distris licies and procedures. In additi ach mo

the employee shall receive an allowance of $50.00 for 200 or more miles
driven during the calendar month,

| B.  Mileage for District purposes shall include:
| (1) Mileage driven during normal work hours on District business;

(2) Mileage driven fro e emplovee’s home to a work location(s
home when working scheduled overtime or call back.

(3) ___Mileage driven to or fro _other than for scheduled overtime
or call backs or for personal bysiness during a work day is excluded

from any form of mileage payment.

| 2. Bargaining Unit Employee Travel Out Of Jurisdiction

A bargaining unit employee have theit travel arr de
in.accordance with the establish tri licy. Designated

District personnel shall consider any specific travel rggg ests made by the

traveling employee when the travel request is submitted for approval and

requests are in conformance with established District travel policies.
| B. _ Travel hours will be hours worked when:

An employee has a special 1- i i it

All time spent traveling will be hours worked.

(2)____Travelthat keeps an e 5 y from home overnight is travel
away from home. Travel away fro eis i <ed when it
cuts across the emplovee’s normal workday or during normal

working hours on non-working days. Thus, if an employee regularly
works from 8:00 a.m. to 4:30 p.m. from Mot t h Friday, the

Saturday and Sunday. Consideration of an Adjusted Work Week
may be given when extended travel hours fall outside of the regular
work hours.

(3) If an employee is required to drive a vehicle as the mode of travel
on out of town overnight travel, the time from home to the
destination and the destination back home is hours worked.

C.  Unless otherwise mandated by other requirements, including grants and other

funding sources, employees traveling on out-of-jurisdiction business shall receive food
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and i in tals at 'e a he Gene i dministration for
______ ravel time

gg;gg encompasses less than an glght (8) hour dg¥ ggg!! receive a per diem at 75% of

!.

Draft — 5/6/1426



| Article 264, Holidays

1. The fo ing 8-hour holi shall be pai holidays for all members of the
bargaining unit:
| (1) January 157 (New Year's Day);
I (2 Thir in Ja artin Luther King's Birthd

| (3)  Third Monday in Febru ashington's Birth
| (4) LastMonday i ial Day);

| (5) July4™ (Independence Day);

| (6) Eirst Monday in September (Labor Day);

| (7)  LastFriday in Octobe D

i (8  November 11" (Veteran's Day);

| (©) ourth Thursday in Nove Thanksgivi

| (10)  Fourth Friday in No Da

| (11) December 25™ (Christmas Day);

| (12) _ Floating Holiday

2. Each Distri t vered shal tltled to on -hour Floating Holi
annuall b ited J 13 ‘must be scheduled in

advance by the emplovee with the supervisor and must be taken during the calendar
year in which it is earned.

3. The Distri ill obs appoi the pr
United States, or the governor of the state of Nevada for public fast, thanksgiving, or

residential a

as a legal holiday except for an ointment of the fourth Monday in -

October as Veteran's Day..

4, If any holiday listed above falls upon a Sundax, the Monday following shall be
observed as a legal holiday. If any holida

Friday preceding shall be observed as g legal ho gg;é Employees whose scheduled
days off fall.on | hohda s because they work QI 1er than the standard v 1 __d work week that

is, Monday Friday) are entitled to
will be used to cove[ the time difference between the holida hours ble nd the
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time needed to compensate the employee for their normal shift. Holiday bank hours
can be used for other time off requests with the understanding that if there are no

hours ac d in th | 's holiday bank, ho m u
ifference be the holi id an iee’s normal shift shall be
fi c vacation.
Any accrued holiday bank hours will be paid upon termination of employment,

5, Employees classified as overtime exempt who are required to work at least four (4)
hours on a designated holiday will be entitied to earn holiday bank hours in four (4)

hour increments not to exceed eight (8) hours. Holiday bank hours earned by

exempt employees must be used within 60 days of being earned.

6. Employees on an approved adjusted work schedule (AWS) with shifts in excess o of
eight hours will be charged with the appropriate number g vacation hours for each
holiday that occurs on a scheduled work day that the employee does not work.

(Example — an ngloyee working 4/10’s will be charged two (2) hours of vacation
time for each holiday in order to assure a paid 40-hour work week.)

76, Any gmg!g\é e scheduled to work or called back on the holiday will be paid holiday
pay in addition to overtime or compensatory time earned in accordance with Article
242, Hours of Work.

7. __Emplovees working less th I_,Lﬂ e schedule have a prorated paid holiday

sch sed on hours of w
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‘ 1. Employees shall be eligible to take vacation after completion of six (6) months of

continuous setvice.

| 2 Vacation Accrual

A, Vacation shall accrue from the date of entry g duty to those employees
except those employed on a less than twenty hour or temporary appointment
basis.

B. Southern Ngvaga Health District employees working on a full-time basis

 classified and exempt service shall earn credits on the

following baS|s.

Mﬁm&gﬁmgm__(&@ﬁﬁwgwsmggg Hour)
1to 8 Years — 120 Hours p 05769 Hours/Paid Hour) -
0 13 Years — 144 Hours per er Annu 6 i

13 Years and Qver — 160 Hours per Annum (.07692 Hours/Paid Hour)
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C. All accum g!ailgnguju_be_ggmgg;eignih_eb_a_s;s:o:f:&id hours, excluding
overtime of service: part-time ing_reqularly twentg (20) hours
or_more per week shall be granted vacgyog on a prorated basis. Unpaid

urs will not e vacati

| 3___ Vacation Usage
A.____Vacation may only be taken with gggrgvg! of the division director or segtion

ager. Distric i e o take precedence. Subject to

priorities, granting of vacation §l:ggll hot be umeasonably withheld. Abeengeg
not specifically covered b the rovisions is be

chargeable to vacation after approval of the le!S!OQ director or section
mana the extent that vacation has been accrued.

B. An employee may request vacati i  months in advance of the

requested date(s). Barring any specific staffing conflicts, such leave requests

shall be approved or gggggg gnd retur| ne within 14 a!egdag days gi
§;4bm;§§|on Emplovees withi
being sc ed upon date of sublmsso istrict iori

This means that the Ilrs; person submitting a vacation guest ona

da shall e qgiven preference le same
classifj reater District seniority submits ithi
same calendar day.

An employee desiring to use accrued vacation ;@g may regq gg_[gvgg at
ML@QQ&&MH@A&M@ in pers
supernvisor.

D. Vacation leave requests surrounding maijor holidays will be approved on a
rational basis within a work group or department when necessary to provide
equal opportunities for all staff.

| 4. Annual Vacation Carryover

A. ____Vacation credit may not be accugulated at the gggggg gg g ggx gg!ggg
ear to exceed twice the employee's annual all

accumulation based on years of service as fo IO_-§ e -

l 0 to 1 Years — 160 hours
| 1 to 8 Years - 240 hours
| . ' 810 13 Years — 288 hours

13 Years and Over — 320 hours
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Amounts_in excess of {l ve schedule beginning of calendar
year shall be forfeited or, with written permission of the emplovee, all or part
of the excess may be transferred to the CatastrephicDonated Leave Bank,

" Exceptions to the above will be only with the Chi alth Officer's approval
in writing.

Human Resources will notify employees in writing by Qctober 31% of each
year if they will exceed their maximum vacation carryover by December 31
of the same vear,

1. 5. Vacation Buy-Back

A Upon written request and subject to the following conditions, Employees may be paid for

earned but unused vacation not to exceed a maximum request of eighty (80) hours:

B. To be eligible, Employees must have a minimum of eighty (80) hours of earned unused
vacation hours remaining after the buy-back;

C. The rate of pay will be the same as what is received if the Employee were to work his/her
reqular shift; ’

D. An Employee can buy — back a forty (40) hour or an eighty (80) hour increment once a
ear;

E. Employees must have taken at least five (5) vacation days of leave that year;

F. Employees shall submit their request for buy-back during the month of September with a
deadiline of October 1st of each year on a form provided by Human Resources;

G. Buy-back of vacation leave shall be paid on the first pay check of each November.

66. —  —PPaymentfor Unused Vacation:

A. At separation: Upon separation from service for any cause, an employee
shall be paid a lump sum payment for any unused or accumulated vacation
earned through the |ast day of employment.

B.___Upondeath ofe : Upon the death of a person in the employ of the
District, a lump sum payment fo ion time accrued to th e's

credit will be made to the employee's estate or beneficiaries if a beneficiary
designation has been filed pursuant to NRS 281.155.

| Article 286, Sick Leave
| 1. Sick Leave Accrual

| A.____ From date of emplo
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ggg!o;gee sha[! be entitled to one (1) day of sick leave for each mgntb of

f e service. After completion of
mgloggg §leLb5_Qnu§g_ 0_one and one-fourth (1 1/4) days of smk,l,e_g Ve
each month of full-time service, based on actual paid hours, excludi
overtime. There is no limit on the amount of sick leave that can be
accumulated. Part-time employees working reqularly twenty (20) hours or
more per week shall be granted sick leave on a lggve ona p[gLaIg_d_L@_&_Qk_lgayg
accruals shall be earned on the fo

| 0 to 10 Years — 96 hours per Annum (04615 hours/hour worked
| Qver 10 Years — 120 hours per Annum (.057
| 2 Sick Leave Usage

Sick leave with pay can only be granted to an employee upon approval of the
division director or designee for the following reasons:

A.___ Bonafide (defin '
pregnancy of employee;

aith without fraud or deceit) injury, iline

B. Bonafide iliness of a member of t 'S j jiate famil if
residing with the e he immediate step children:;

spouse, parent, brother, sister, child, adopted child, foster child or
other legal dependant(s), including domestic partners properly
registered in the State of Nevada.

C. Necessary medical or dental office visits which cannot be scheduled outside

normal working hours.
D. Bereavement leave not to exceed five (5) days, in the event of a death of a
erson close to the employee f e S ereavement and attendin
senvices,
3. Whenever an employee's personal jllness absence equals or exceeds three (3)

working days, a medical release may be requested to e re the e

safely retu o work without adversely impacti their personal
health or the health of othe i ma e u redi re i
reason to suspect abuse of sick leave, e.g. multiple instances of iliness that equal
orki
4, erson claiming sick leave with pay, and any su isor approv  same

where it is shown that such claim was made or approved by such clalmant or
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supervisor, knowing that such clai i sick or otherwise entitled
thereto, shall be subject to disciplinary action.

| &. Payment of Unused Sick | eave:

A, Pay-off at separation: An employee hired before July 1, 2014 who leaves
the servic District after thr rears_of employment, s i

payment for 100% of sick leave accumulated for the first 800 hours
accumulation: 50% of sick leave accumulated from 801 hours through
1600 hours and 25% of sick leave accumulated over 1600 hours.
Payment shall be based on the emplovee's base hourly wage at time of
separation.

B. Pay-off at separation: An employee hired after June 30, 2014 who leaves
the service of the District after four (4) years of employment, shall recelve
payment for 100% of sick leave accumulated for up to 800 hours. Payment shall
be based on the employee’s base hourly wage at time of separation.

BC. -off upon death o ees; e death of a person i

eave credit will
2= anatio

be made to the gmpﬂ!gze_j's_eitate_g_rb_@ll@ﬁgiaries if a be
has been filed pursuant o NRS 281.155,
| Article 3727, — Family Medical Leave Act (FMLA)
4—The District will comply with all of its obligations under the Family and Medical
Leave Act (FMLA),
1.
2. 2——The employee will be eligible for an additional two weeks of leave beyond

the 480 hours provided the attending physician provides a return to work
certification to full duty within 10 business days following the end of the 480 hour
Family Medical Leave time period. Documentation regarding the employees
return to duty must be received prior to the expiration of the 480 hour of the
Family Medical Leave.

3. Failure to return from Family Medical Leave will be considered voluntary
separation from the District.

4. Employees will be responsible for payment of the employee portion of their

benefits during any leave periods which are unpaid.
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a-emblovee
Pt HHC-CiphOyee <

6——Employees mustuse-any-and-all- aceried-leave balances for eitherthe-480-hour
EMEAL ' ny-extens ion-underparagraph-5-above,

Article 28 - Extended Medical Leave

1. Employees with a serious _medical iliness or injury who will not be able to return
to work at the end of the twelve (12) week (480 hour) FMLA period but who may
be able to return within the twelve (12) week period following the end of FMLA
may be eligible for an extended medical leave. This twelve (12) week period will
be inclusive of the 2 week extension offered with FMLA.

2. Eligibility — the following criteria must be met:
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The employee must have been employed for SNHD as a full or part time

employee for a minimum of five (5) consecutive years.

The employee must have a catastrophic medical event that can be

described as an unanticipated and debilitating iliness or injury rendering
the emplovee incapable of performing the essential physical requirements
of his/her job for more than three consecutive months and which keeps
the employee from work during an extended treatment and/or
rehabilitation period.

The employee must have submitted for and been approved to take

consecutive family medical leave (FMLA).

The FMLA Certification of Healthcare Provider form must indicate that the

employee will be unable to work beyond the 12 weeks quaranteed under
FMLA. If the employee's medical condition changes prior to the expiration
of FMLA, he/she must submit medical documentation to Human
Resources,

3. Additional Considerations:

A

The employee may or may not have sufficient vacation or sick leave to

cover the extended medical leave period.

If the employee does not have sufficient paid leave to cover the period of

recovery. the employee may receive donations of vacation or sick leave
from other employees or the donated leave bank up to the limits set forth
in Article 29.

If the employee is on unpaid leave, he/she will be responsible for
submitting their entire monthly benefit payments to the Human Resource

Depariment.
Job protection under FMLA will cease during the extended medical Leave

———

period. Employees returning after the twelve (12 week) FMLA period will
be eligible for any vacant position for which they are qualified.

Article 29 - Donated Leave
1.

When an eligible employee has exhausted all accrued leave as a result of iliness,

iniury or bereavement, then the eligible employee may file a request for

donations of leave.

A

Leave Bank

Bereavement: In the event of the death of a person close to the

employee for the purposes of bereavement and attending services
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may apply for up to forty (40) hours of donated leave. The district
reserves the right to request proof of death.

(2) liness/Injury: In the event of the iliness/injury of an eligible employee
or a covered family member or if the employee is the primary
caregiver, he/she may apply for up to two hundred forty (240) hours of
donated leave. Leave requests will be made to the Human Resources
Administrator or designee. The request must be accompanied by a
medical statement from the attending Physician explaining the nature
of the illness/injury and any other information requested by Human
Resources including an estimated amount of time the employee or
other eligible person will be incapacitated.

(3) I the original request for donated leave is denied, the employee may
request an appeal through the appeals committee. A five member
appeals committee comprised of three (3) members appointed by the
Union, and two (2) members appointed by the Chief Health Officer or
designee will review the request to verify the employee's eligibility to
receive leave donations. The committee shall abide by all HIPAA

requirements.
B. Donation to designated employee

(1) individual emplovees may donate sick leave or vacation to a
designated employee by completing the Donated Leave Form and
submitting to the Human Resources Department.

(2) Donated leave will be applied to the designated employee only when
the need for leave exists and the employee has met the bereavement
or illness/injury requirements as outlined in section 2.

(3) Any donated leave not utilized by a designated employee for the
purpose originally intended will be returned to the donating employee.

(4) Donations can be made from the donor's accrued:

a. Vacation Leavé and/or Personal Holiday time

b. Sick Leave if the employee has been employed for more than thirty
six (36) consecutive months and will have a balance of at least 120
hours of sick leave after the deduction of the donated hours.

2. The minimum donation is four (4) hours, the maximum donation is forty (40)
hours per solicitation, excluding hours donated in lieu of forfeiture. Employees
must have a vacation balance of at least forty (40) hours after the donation.
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3. The donated time will be converted to doliars at the hourly rate of the donor. The
dollars will then be. converted to leave at the hourly rate of the recipient.

4. The Union will conduct the solicitation of donations and will be limited to an
information only solicitation. All donations will be submitted to the Union and
human resources on a form agreed to by the Donated Leave Committee. Human
resources will maintain appropriate records available to the Donated Leave
Committee detailing time donated, the converted dollar value available and the

projected and actual cost of all approved grants.
A. Eligible Employees

(1)  The Donated Leave Bank Program is available to all District

employees excluding temporary and less than half time employees.
Employees must have successfully completed the initial probationary

period.

(2) Emplovees with a work related workers' compensation claim are not
eligible for the Donated Leave Bank Program.

. Anv employvee who receives Donated Leave Bank Program benefits and is
subsequently awarded workers' compensation shall reimburse the Donated
Leave Bank Program for all Donated Leave Bank Program received that are
covered by workers' compensation payments.

w

o

Donated Leave Bank Program: illness/injury is defined as an illness or injury that
requires home bound care pursuant to the Center for Medicare and Medicaid
Services (CMS) in-patient care standards at a medical facility or has a diagnosis
and / or is in treatment that requires absence from work according to the
provisions of FMLA, and/or extended medical leave with documentation from the
treating physician. The illness or accident cannot be a resuit of an illegal act by

the employee.

7. The Union and the District agree that should any problem arise in the
administration of this program or should any abusive practice arise, that the
Union and District agree to meet to make reasonable adjustments to facilitate the
administration of the program or to eliminate any abusive practices.

0

Donated leave is available to a domestic partner when the domestic partner is
covered or eligible to be covered by any District health insurance plan, as defined
within said plan documents or provides proof of proper Domestic Partnership
Registration in Nevada.

Article 30 - Bereavement
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1. Bereavement leave not to exceed five (5) days, in the event of a death of a
person close to the employee for the purpose of bereavement and attending
services.

2. Paid bereavement will be charged against the employee's unused annual or sick
leave accruals if available. If unavailable, the employee may request leave

without pay.
3. The District reserves the right to request proof of death.
Article 301, Court Leave
1. igible ees called to serv 'u._ dut du ' ngj;m_ al working hours
shall receive their regular pay and return all Dis hose persons
called but not selected to serve on the jury sha ! ggqrt back ck to work when excused.
2. igible employee bpoenaed to appea itness in any civil, criminal, or
administrative proceeding shall receive their regular pay providing that all witness
fees or pay is returned to the District,

3. This section shall not apply e s whose appearance in court is
their status as defendants in a criminal proceeding or to persons dot
earing as a ¢ in_civil proceedings istrict business.

‘ E !.c! g!g. Eg.!.! !

1. In the event that a District emplovee is absent due to being called into the military
service of the United States Army Reserve, the United States Naval Reserve, the

United States Marine Corps Reserve, the United States Coast Guard Reserve, the
United States Air Force R or the Nevada National G for duty, the

emplovee shall continue to receive re ompe ion fro Di

period of not more than fifteen (15) worki ys i 1) calendar yea
military leave will be in addition to the employee's annual vacation,
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Article 323. Educational Leave & Tuition Reimbursement
| 1 Educational Leave

A. A full-time permanent employee may, with prior approval of the Chie
Officer o i be gr leave wi to attend work d

rses inars rainin rams re conducted awa
District facilities to assist in improvi ity of service to the District or to
satisfy minimum state license requirements.

B. Upon written application to the division director, a full-time permanent
employee may, with the Chief Health Officer's prior approval, be granted
educational leave with pay to attend i sonH istrict

remi during d hours ist in improving quali ervice

istri ' istrict will
c education
prog ggs officially sponsored or gg §Qonsor x the D|§'_l;ngt which occur

on its premises.

D. istrict staffi eeds will take precedence in the granting of ed ional
leave.

E. All necessary costs to obtain certifications required by the District in excess
of required i ovee' sificati ification e
inim lovee sta ds and requirements sh id for

.Di—si[i_ctg

| 2. Tuition Reimbursement

l A, Eligibility

The District will reimburse tuition to employees who meet the requirements
of the tuition reimbursement policy. No change will be made to the District
policy without agreement by the Union. Eligible employees include all active
full-ime perm ggg@m loxe.e_smveﬁg_mgiatgdmumg_n;hs.gf
contin ble e rees must maintain eligibilit

the entire Iggg;b gtib_eggurﬁe

Employees must apply for tuition reimbursement in accordance with the
requirements of the District's tuition reimbursement policy.

Employees must achieve a passing grade of "B" or higher to be eligible for
full tuition reimbursement. i rade of "C" will be eligi
reimburseme 0% of tuition on n “C" wi

eligible for reimbursement. Pass or fail courses must be passed in order
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for fuition relmburge for the GED pr e approved.

| B____Approved Coursework
| To be eligible for tuition reimbursement, courses must be;
1. Un vel courses offer / an accredited
ege or university on a semester or guarter basis, or approve D
preparation programs.
2, Related to a career path within the District. The employee must
demonstrate ho bgw the course will benefit the District by enabling the
emplovee to perform more effectively.

| C.___Amount of Reimbhursement
The District shall reimburse the employee for fees paid for tuition and text books

for approved courses up to $3,000 (three thousand dollars) per calendar year.
GED equivalency reimbursement will be limited to $1500.

'

| D___Repayment
Emplo st agree to work for the Distri I months after
reimbursement. If the employee fails to work for the District for the full 24 months,
the employee must agree to refi istrict the full amount the District
for course(s) and/or books.
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| Article 234. Group Health Insurance

1.

A The District shall maintain the current group health and life insurance plan
with Clark County_until the District Board of Health establishes a new plan
by contracting with appropriate providers through the recommendation of
the Health Insurance Study Committee (HISC).

The District and the SEIU have each appointed three members to a Health
Insurance Study Committee (HISC). The purpose of the committee is and
shall be to review and recommend to the Health District Chapter of the
SEIU and the District Board of Health any new SNHD Health Benefits
Program. The committee shall be headed by two co-chairs with one
appointed by SEIU and one appointed by the District.

B. The HISC shall also be responsible for reviewing and making
recommendations on such matters that relate to the Health Insurance
Program as may be needed.

C. Union and District committee members may invite appropriate experts and
other personnel to committee meetings to provide knowledge and
assistance in meeting the HISC goals and assignments. The District shall
provide needed staff support for the HISC and shall pay for any required
actuarial studies and other needed professional services. Such
professional services must be jointly selected by the HISC committee
members and all commission, bonuses, fees and compensation shall be
fully disclosed.

Dependents of District employees shall include domestic partners, where

Qermltied by the terms of the plan, including any amendments thereto during the
duration of this agreement, I*\e-Dﬁmet—Ernpleyee—Health—lnaﬂanee—Euné—has

A. The District shall fund the health insurance program on a per employee
per month basis as shown in the tables below. Any difference between the
cost of the insurance and the amount funded by the District shall be paid

by the employee. EffectiveJuly1-—2044+-+tThe District shall only pay the
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actual cost of the insurance plan chosen by the employee OR the
maximum of the amount shown in Table-Onrethe tables below.

Table — January 20125 through December 20172 -

Employee Employee and | Employee and | Employee and
Plan Only Spouse Children Family
546100% of
PPO DremiUm 715 715 915
100% of
HMO premium545 715 715 915

Table Two - January 20138 through December 20194

Employee Employee and | Employee and | Employee and
Plan Only Spouse Children . Family
PPO 100% of 7450 75045 945950
premiums4s = = —
100% of
HMO premium&48 748750 748750 846950

35 oyee ram
outhern N ealth District will provide an Employee Assistance

Program for all Health District employees,

2. The District will ensure the confidentiality of all employees who utilize the Employee
Assistance Program. All employee information will remain in th

ram administrator a empl

| Article 25-Disability36 Workers Compensation

| 1. All eligible members shall be covered by a Workers Compensation Program of the

District's choice that conforms with the provisions of the Nevada Industrial Insurance Act
(NRS Chapter 616) and the Nevada Occupational Diseases Act (NRS Chapter 617) and
that provides for payment of industrial accident benefits and compensation for partial and

total disability arising from industrial injuries and occupational diseases.

| Draft — 5/6/1426



2. Compensation during Leave of Absence - In the event an employee is absent from
work due to a occupational injury/iliness, the employee will be compensated service-
connected-disability-approved-pursuant to NRS Chapter 616 or 617_-It is the intent of
the District to pay the injured worker whose claim has been recorded and accepted by
the District Workers Compensation Insurer and/or claims administrator the difference
between full biweekly salary and compensation awarded for the lost wage under NRS
provisions. The District shall supplement the injured worker's pay, not to exceed full
pay, for a period of illness/injury up to a maximum of seven weeks or 280 hours.

Employees receiving full pay for the period of lost wage shall surrender additional or
duplicate disability pay within seven (7) working days of receipt.the-empleyee-may
wve_in-addition-to- 1 0 : ,

3. Communication During Leave of Absence — The employee ftisthe-intent-of- the-Districtto-pay
MW&WW%M&MW%MW%MH
maintain ongoing communication with the Disfrict and the District Workers Compensation Insurer
following initial treatment for an occupational injury/iliness. All progress reports and
related documents pertaining to employee’s medical treatment must be submitted to
Human Resources. Human Resources will facilitate the claim processing and give

appropriate notification to the employee, employee's supervisor and appropriate
manaqers reqardlnq the c!alm status aM/er—Ad:mmstrater—the&ﬁerene&be&veea—fuﬂ

| 4. Duration of Leave of Absence - When-acerued-sickleave-has-expired-lf thean
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Tl‘”’

employee is still unable to work following the seven (7) week or 280 hour disability period.
the employee may request the use of accumulated sick pay, earned compensatory time,
or vacation pay to supplement lost wage awarded under NRS provisions. Upon such

request the employee's accumulated leave would be used to balance the employee’s
workers compensation payment so that the employee will receive income equal to the

salary at the time of disability. The employee may elect not to use accrued paid time to
supplement pay during the disability period.

paysta%u&%ma&@m@%ﬁempea%sabﬂ&eeem&e%—pemaﬂem
M%&detemmed#he;ea&%h&emp&eyeewﬂ-be—me&eauﬁepamed—#em

6. Before returning to work following a leave of absence for a work-related disability, an
emplovee must submit a physician’s verification stating the employee's ability and
fitness to return to full duty work status and/or if there are any work restrictions and
the date that the restrictions will be eliminated. The employee may remain on
occupational leave until one of the following occurs: medical release to return to
duty. nine (9) months temporary total disability, or until such time as a permanent
disability from performing job duties is determined.

M%%W%W@%mm%mmmmmm
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| Article 337. Longevity

Personnel hired before July 1, 2014, Aafter completion of five (5) years of
accredited service (10,400 hours) with the district, employees shall receive
longevity payments at the rate of $110.00 per year of service credit paid

Personnel hired after June 30, 2014, after completion of seven (7) years of

accredited service (14.560) with the district, shall receive longevity payments at the

| 1.
semiannually.
2.
rate of $110.00 per vear of service credit paid semiannually
| 23.

Entitlement to the full amount of any semi-annual installment of longevity pay is
based upon full-time employment with the District for the immediate preceding six
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(6) month period. Longevity payments will be prorated commensurate with actual
hours worked. Payments will be made June 1% and December 1%,

Longevity payment shall be issued to employees upon separation of employment
on a prorated basis.
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4. Restitution of longevity benefits shall be effective July 1, 2014 with no retroactive
payment. Longevity is frozen at 7/1/15 amount for FY16 and FY17. Restitution of
longevity benefit will be restored for FY18 and FY 19 with no retroactive payment.
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Article 38. Retirement

1. Except as noted in paragraph three (3) below, the Health District shall pay the
emplovee's portion of the standard retirement contribution to the Public Employees'
Retirement System (PERS) for employees who qualify under the rules of the

system.

2. The term "standard retirement contribution" does not include any payment for the
purpose of previous credit service on behalf of the employee.

3. Effective January 24, 2012, all contribution increases required by PERS shall be
split between the District and the employee by a reduction in the employee's
base salarv in accordance with PERS D0|ICV and procedure.
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Article 38. Savings Clause

1. Nothing herein contained shall be interpreted in any way to conflict with any
Federal, state or local statute or regulations goveming the organization and
operations of the District. In the event of a determination by any administrative
agency or court of competent jurisdiction affecting or invalidating any provision of
this Agreement, the District and the Union will meet within thirty (30) days
thereafter for the purpose of renegotiating such invalid provisions only.

Article 39. Full Agreement

1. The parties agree that this Agreement is intended to evidence their
understanding on the matters set forth therein and supersedes all prior
negotiations and understandings between the parties with respect to those
matters. Except as otherwise expressly provided in this Agreement, neither party
during the term of this Agreement will be required to negotiate on any further
matters.

Article 40. Term of Agreement

1. Except as noted below, the term of this Agreement shall be from the July 1, 2014
to June 30, 2019.

2. For vears four (4) and five (5) the parties have agreed to a reopener limited to

Article 20.

T
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Signatures

IN WITNESS WHEREOF we have set forth our hands at Las Vegas, Clark County, Nevada, this
day of 2012.

HEALTH DISTRICT CHAPTER SOUTHERN NEVADA HEALTH DISTRICT
SERVICE EMPLOYEES INTERNATIONAL
UNION, SEIU LOCAL 1107

BY: BY:
Norine Clark Timothy Jones
Chief Steward Chairperson, District Board of Health
Al Martinez John Middaugh, MD
President Interim Chief Health Officer

SEIU Local 1107

Cara Evangelista
SEIU Vice President
SNHD Chapter

APPROVED AS TO FORM:

Annette L. Bradley, Esq.
Attorney for the District Board of Health
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Appendix A - Bargaining Unit Classifications

The District hereby recognizes the Union is the sole and exclusive collective bargaining

representative of the District employees assigned to the classifications listed below who are

eligible to be represented by the Union, except as limited by Section 1 of Article 1,

Recognition and Bargaining Unit Membership.

General Unit

Accountant |

Accountant ||

Accounting Technician |

Accounting Technician li

Administrative Aide

Administrative Analyst

Administrative Assistant |

Administrative Assistant |l

Administrative Clerk Il {F)

Administrative Secretary

Advanced Practitioner of Nursing
Applications Programmer Analyst |
Applications Programmer Analyst Il
Central Supply Assistant

Clinical Laboratory Scientist
Communications Specialist

Community Health Nurse |

Community Health Nurse ||

Community Health Nurse II-Case Manager
Community Outreach Coordinator
Community Outreach & Information Specialist
Computer Systems Analyst

Database Administrator

Desktop Engineer - Approved by BOH 4/23/12
Disaster Recovery Specialist
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Disease Data Collection Specialist/Interviewer
Disease Investigation and Intervention Specialist |
Disease Investigation and Intervention Specialist i
Eligibility Worker

EMS Field Representative

EMS Program/Project Coordinator
Environmental Health Engineer |

Environmental Health Engineer Il
Environmental Health Specialist |
Environmental Health Specialist 11
Environmental Health Training Officer
Epidemiologist

Geographic Information Systems Technician |
Geographic Information Systems Technician Il
Grant Analyst

Grant Research & Development Specialist
Health Educator |

Health Educator Il

Health Records Assistant

Health Records Clerk (F)

Health Records Lead Assistant

HVAC Technician

Information Technology Project Coordinator
Information Technology Systems Administrator |
Information Technology Systems Administrator Il
Janitor

Laboratory Assistant

Laboratory Technologist |

Laboratory Technologist Ii

Landscape Maintenance Technician

Licensed Practical Nurse
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Maintenance Specialist

Maintenance Technician

Maintenance Worker

Network Administrator Specialist

Nursing Development & Community Outreach Educator
Program / Project Coordinator

Program Systems Specialist |

Program Systems Specialist ||

Project Specialist

Public Health Preparedness Nurse

Public Health Preparedness Planner |
Public Health Preparedness Planner |i
Public Health Preparedness Training Officer
Publication Specialist

Purchasing Agent

Regional Trauma Coordinator

Security Aide

Security Specialist

Senior Accountant

Senior Accounting Technician

Senior Administrative Assistant

Senior Administrative Clerk (F)

Senior Public Health Preparedness Planner
Senior Disease Investigator and Intervention Specialist
Senior Environmental Health Specialist
Senior Epidemiologist

Senior Health Educator

Senior Health Records Assistant

Senior Janitor

Senior Community Health Nurse

Support Specialist
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Surveillance Biostatistician |
Surveillance Biostatistician |l
Vital Records Clerk (F)

Web Content Specialist

List of Bargaining Unit Ineligible Classifications
Accounting Supervisor

Assistant Health Officer

Associate Attorney

Attorney

Chronic Disease Prevention & Health Promotion Manager
Community Health Nurse Manager
Director of Administration

Director of Clinics and Nursing Services
Director of Community Health Services
Director of Environmental Health Services
Emergency Medical Services Manager
Environmental Health Engineer/Manager
Environmental Health Manager
Epidemiology Manager

Executive Assistant

Facilities Services Manager

Financial Services Manager

Health Records Manager

Human Resources Assistant

Human Resources Administrator

Human Resources Analyst

Human Resources Specialist

Human Resources Supervisor
Information Technology Manager
Information Systems Supervisor
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information Technology Supervisor

Laboratory Manager

Medical Epidemiologist - New — Approved BOH 1/27/11

Public Health Informatics Scientist | — New — Approved by BOH 9/27/11
Public Health Informatics Scientist Il — New — Approved by BOH 9/27/11
. Public Health Preparedness Manager

Public Information Manager

Public information Officer

Safefy Officer

Senior Human Resources Assistant

Senior Scientist — New — Approved BOH 1/27/11

Software Engineer — Approved BOH 1/27/12

Software Engineering Supervisor — Approved BOH 4/23/12
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