


FO v S, S B o U TS e



TABLE OF CONTENTS

ARTICLE 1 - RECOGNITION AND CHECKOFF

o wN =

Recognition

Unit Additions

Union Security Shop
Checkoff

Hold Harmless Clause
Unit Information

ARTICLE 2 — SENIORITY

1
2
3
4
5
6
7
8
9

Reduction in Force

Layoff Rights

Recall

Layoff Severance Pay/Health Coverage
Job Posting, Promotion and Transfer
Promotions

Temporary Transfers

Workforce Reduction

Relocation Assistance

.10 Seniority Tie-Breaker

ARTICLE 3 - EMPLOYMENT, CORRECTIVE ACTION, AND DISCHARGE

CONOONWN =

Newly Hired Employees

Shop Steward Presence at Corrective Action Meetings
Corrective Action

Involuntary Termination

Employee Handbook

Personnel File

Removal of Adverse Material from Personnel and Departmental Files

Temporary/On-Call Employees
Nepotism

ARTICLE 4 - HOURS OF WORK

1
2
3
4
5
6

Work Day

Rest Periods

Work Beyond Regular Work Day or Work Week
Shift Differential

Non-Pyramiding

Travel Reimbursement

ARTICLE 5 - VACATION LEAVE

A
2
3
4

Computation of Vacation Leave

Vacation Leave Carryover

Vacation Leave for Regular Part-Time Employees
Payment for Unused Leave

PAGE

WWNN

O~N~N~NOO O PRAW

10
11
11
12
12
12

12
12
13
13



.5 Holidays Occurring During Vacation Leave
.6 Seniority for Vacation Leave Approval
.7 Leave Donation

ARTICLE 6 — HOLIDAYS
Holidays to be Observed
Holiday Pay
Observance

Holiday Premium Pay
Holiday Work

OhwWN

>

RTICLE 7 - ANNUAL AND BANKED SICK LEAVE
Annual Sick Leave for Full-time Employees

Annual Sick Leave for Regular Part-time Employees
Banked Sick Leave

Doctor's Certificates

Sick Leave Credit

Notification of Sick Leave

Holidays Occurring During Sick Leave

Use of Vacation for Sick Leave

Annual Sick Leave Cash Out

CONOODWN =

ARTICLE 8 - FLEXIBLE PERSONAL DAYS

.1 Flexible Personal Days for Full-time Employees
.2 Flexible Personal Days for Part-time Employees
.3 Requests for Flexible Personal Day

.4 Flexible Personal Day Cash Out

ARTICLE 9 - LEAVES OF ABSENCE AND OTHER LEAVE PROVISIONS
Non-Occupational lliness or Injury
Occupational lliness or Injury
Dependent Care Leave of Absence
Military Leave

Jury Duty, Summonses, and Subpoenas
Voting Time

Bereavement Leave

Other Leave Provisions

Call-In Procedures

.10 Leave Approval

.11 Voluntary Leave for Disaster Service

CONOOMWND

ARTICLE 10 - NO REDUCTION CLAUSE

ARTICLE 11 - ISSUE RESOLUTION

13
13
13

13
14
14
14
14

15
15
16
15
15
15
15
15
16

16
16
16
16

16
17
18
18
19
19
19
19
20
20
20

21

21



ARTICLE 12 - GRIEVANCES AND ARBITRATION
.1 Grievance Procedure

.2 Arbitration

.3 Joint Review of Problem Situations

ARTICLE 13 — MANAGEMENT RIGHTS

ARTICLE 14 — NO STRIKE PROVISION
.1 Preamble

.2 Strikes and Lockouts

.3 Picket Lines

ARTICLE 15 - WAGES

(a) Effective October 4, 2015

(b) Effective October 2, 2016

(c) Effective October 1, 2017

(d) Effective September 1, 2018
Longevity Differential Steps
Rates Exceeding Range
Performance Sharing

New Hires

Step Increases

.10Standby Pay

.11 Differential for Short-Hour Employees
.12 Pay Disputes

.13 Payroll Errors

CONOUBMWNS

ARTICLE 16 ~ NEW TECHNOLOGY
.1 Introduction of New Technology
.2 Layoffs Due New Technology

ARTICLE 17 - CAREER DEVELOPMENT
Eligibility

Approval

Financial Assistance/Reimbursement
Employees Leaving the Employer
Education Leave

Education Required by the Employer
Additional License

Certification of Examinations
Supplemental Funds for Degree Related Courses
.10Renewal of Licenses or Certifications

CONOOAWND

ARTICLE 18 — SAFETY AND HEALTH
.1 Occupational Safety and Health
.2 Testing and Inoculations

21
22
23

23

23
23
24

24
24
24
24
24
24
24
24
25
26
26
26
26

27
27

2l
27
27
28
28
29
29
29
29
29

29
30



ARTICLE 19 - SUBCONTRACTING

ARTICLE 20 - MISCELLANEOUS

.1 Security Lockers and Coat Space

.2 Current Employee Address/Phone Number
.3 Purchasing of Equipment and Supplies

.4 Uniforms

ARTICLE 21 - JOB EVALUATION

ARTICLE 22 - HEALTH AND WELFARE BENEFITS
Health Insurance

Life Insurance

Pension Plan

Dental Plan

Disability Insurance

Post-Retirement Health Coverage

Part-time Benefits

Tax Sheltered Annuity

Dependent Care Reimbursement Program

CONOOAWND

ARTICLE 23 - COMPLIANCE

.1 Compliance Investigations

.2 American with Disabilities Act
.3 Executive Orders

ARTICLE 24 - SHOP STEWARDS
.1 Shop Stewards

.2 Time Off for Union Activities

.3 Task Force Committee

.4 Layoff of Shop Steward

ARTICLE 25 - DURATION AND RENEWAL

Appendix A: Involuntary Termination (Dismissal)

Appendix B: Job Classifications in Unit

Appendix C: Wage Schedules:
October 4, 2015 - October 1, 2016
October 2, 2016 — September 30, 2017
October 1, 2017 — September 1, 2018

September 2, 2018 — September 29, 2018

ADDENDUM
SIDE LETTER AGREEMENTS

AGREEMENT FOR OPTICIANS (September 27, 2007)

GRIEVANCES AND ARBITRATION (May 1, 2014)

TELECOMMUTING — MBR SVCS CALL CENTER (September 22, 2014)
VISION SERVICES SETTLEMENT AGREEMENT (January 9, 2015)

OPEIU MAJOR TRANSITION PROCESS (2015)

30

30
30
31
31

31

32
32
32
33
33
34
34
34
34

35
35
35

35
35
36
36

37



MEMORANDUMS OF UNDERSTANDING (MOU)

CUSTOMER ENGAGEMENT SPECIALISTS (MEMBER SERVICES
REPRESENTATIVES/COORDINATOR/LEAD) (Oct 23, 2012)

MATERIAL COORDS AND CODERS (September 5, 2012)
ADMINISTRATIVE ASSISTANTS/FACILITY OPERATIONS (Oct 4, 2013)
HEALTH INFORMATION CORRESPONDENCE TECHNICIANS/LEAD (Nov 18, 2014)
EXPEDITED ARBITRATION PROCEDURES (May 29, 2015)

VISION ASSISTANTS |, & Il, OPTOMETRIST ~ SCHEDULES (August 2015)
LABOR MANAGEMENT PARTNERSHIP (June 12, 2015)

(Innovation, 24/7 Operations, and Telecommuting Regional Committee)
ON-CALL/TEMPORARY STAFF (June 12, 2015)

FLOATERS (June 12, 2015)

INCLEMENT WEATHER & BLDG CLOSURE POLICY (June 12, 2015)
ADDITIONAL LABOR REPRESENTATIVE POSITIONS (June 24, 2015)
POINT OF SERVICE (POS) BENEFIT PLAN (June 24, 2015)

CA SKILLS MAXIMIZATION (July 2015)

INTEGRATION APPEALS & RESOLUTION (August 23, 2105)

SURGICAL TECHNOLOGIST (October 20, 2015)

LANGUAGE CLARIFICATION ADDENDUM (2012)

PARTNERSHIP TRUST FUND LETTER






AGREEMENT

THIS AGREEMENT, made as of October 1, 2015 by and between KAISER FOUNDATION HEALTH
PLAN OF THE MID-ATLANTIC STATES, INC. (hereinafter called the Employer) and OFFICE AND
PROFESSIONAL EMPLOYEES INTERNATIONAL UNION, LOCAL 2, AFL-CIO (hereinafter called
the Union).

WITNESSETH:

The parties recognize the Employer's special status as a health care institution. Each bargaining
unit member shall use his/her best efforts and skills to furnish in the best manner practicable the
highest quality of health care services required to be rendered to Kaiser Permanente members.

ARTICLE 1
RECOGNITION AND CHECKOFF

1.1 RECOGNITION

The Employer agrees to recognize the Union as the sole and exclusive bargaining agent with
respect to rates of pay, hours of work and other conditions of employment for all full and regular
part-time employees, as set forth by the NLRB in its decision clarifying the bargaining unit (Case
No. 5-RC-10482), and all other classes of employees set forth in Appendix B attached to this
agreement. (The parties have agreed to combine the Baltimore and Washington agreements into
one agreement effective 10/1/00.)The term "regular part-time employees" refers to those whose
normal work week is less than forty (40) hours, but not less than twenty (20) hours. Part-time
employees whose normal work week is less than twenty (20) hours, but not less than sixteen (16)
hours, shall be covered employees for purposes of union membership and bargaining rights, but
shall not be entitled to any leave, holiday, pension, career development or insured benefits, except
as enjoyed prior to 12/31/83.

No individual supervisors and employees may reach agreements which are contrary to this
agreement. Exceptions to the collective bargaining agreement must be agreed upon by appropriate
Union and Employer representatives.

In reference to on-call and temporary employees, please refer to the Memorandum of
Understanding dated June 12, 2015.

1.2UNIT ADDITIONS

In the event that the parties agree that a new classification falls within the scope of this Agreement,
the Employer and the Union shall meet to negotiate the appropriate pay for the classification. If the
Employer's operational needs require establishing a pay rate prior to such meeting, the Employer
shall be permitted to implement the Employer’s proposed pay scale subject to later negotiation with
the Union. These positions shall be referred to the Job Evaluation Committee (Article 21).



The Employer shall provide an opportunity for a Union representative to address bargaining unit
employees at new employee orientation meetings. If this occurs during the Union representative's
working hours, it will be up to the Union representative to make suitable arrangements with his/her
supervisor for the time off needed. The Employer shall provide the Union representatives with
orientation schedules as soon as they become available.

1.3 UNION SECURITY SHOP

(a) All present employees and all new employees following one (1) month of employment will be
required as a condition of employment to maintain their membership in good standing during
the duration of this Agreement by offering to pay regular monthly dues and initiation fees levied
against all members.

(b) Subsection (a) of this article shall not apply so long as it is in conflict with applicable State or
Federal Law. When applicable State or Federal Law permits, Subsection (a) shall become
effective.

(c) For the purposes of this Article, tender of uniform initiation fees, and tender of the periodic dues
uniformly required as a condition of retaining membership within the time period prescribed,
shall constitute "membership in good standing in the Union".

1.4 CHECKOFF

The Employer shall deduct initiation fees, monthly dues, and voluntary political education program
(PEP) contributions as designated by the Secretary-Treasurer of the Union from all employees
covered by this Agreement on the basis of individually, voluntarily signed authorization cards on
forms agreed to by the Employer and the Union.

(a) An initiation fee and the first month's dues will be deducted on the first pay period after
authorization is provided to the Employer.

(b) In subsequent months, deduction of monthly dues shall be divided equally between the first
and second pay checks of each month. If the monthly dues amount is not equally divisible
by two (2), then it shall be rounded up to the nearest penny.

(c) For the convenience of employees, payroll deduction for double dues shall be provided in
the same manner stated in (b), when authorized by the employee.

Once each month, proceeds from these deductions will be paid to the Secretary- Treasurer of the
Union. The Employer shall furnish to the Chief Shop Steward a list of all employees who have
satisfactorily completed their probationary period. The Shop Steward will be responsible for having
the employees sign a payroll deduction card which will be turned over to the Employer for
processing. See Exhibit A at the end of the agreement for a sample “Checkoff Authorization” form.



1.5 HOLD HARMLESS CLAUSE

The Union shall indemnify the Employer and hold it harmless against any and all liabilities that it
may incur as a result of any deductions in accordance with Section 1.4. The matter of withdrawal
from Union membership and withdrawal of checkoff authorization shall be governed by the
applicable provisions in law.

1.6 UNIT INFORMATION

Within thirty (30) days of the execution of this Agreement and on the first working day in January,
April, June and September, the Employer shall supply a list of all employees covered by this
Agreement that includes all regular full-time and regular part-time members. This list shall include
name, address, home telephone number, the Employer facility, date of hire, the last four (4) digits
of the social security number and salary of each employee, as recorded in the Employer's
personnel file. Changes in marital status, address, phone number, job title, pay grade, salary,
location, department, hours of work, termination (whether by discharge, retirement, resignation,
etc.), and leaves of absence. This information will be provided to the Union on a monthly basis.
Monthly lists of newly hired bargaining unit employee, sorted by location, which include name,
social security number, date of hire, title, department, location, address, phone number, scheduled
hours, pay grade, and pay rate.

ARTICLE 2
SENIORITY

(a) Regional seniority is defined as the length of service by the employee with the Employer in any
job classification included in the Agreement. If an employee leaves the bargaining unit and
returns in less than one (1) year, the employee will be given full credit towards seniority. If an
employee leaves the bargaining unit for a period exceeding one (1) year, the regional seniority
will be the date he/she retums to a bargaining unit position. Layoffs and any leave authorized
under the terms of this Agreement shall not be considered a break in bargaining unit service
which would result in an adjustment of an employee's regional seniority date.

(b) Regional seniority is relevant in promotions, transfers, layoffs, vacation selection, shift
assignments, probationary periods, holidays, severance pay and overtime. See those Sections
of the Agreement for more information.

(c) In reference to on-call and temporary employees, please refer to the Memorandum of
Understanding dated June 12, 2015.

2.1 REDUCTION IN FORCE

In all cases of decreases in the working force, the rule of Region-wide seniority shall prevail; that is
the last employee hired by the Employer shall be the first to be laid off, and vice-versa when
recalled.

The parties, realizing that it is not always feasible to layoff or recall on the basis of Regional
seniority because of the specific training and experience required in some classifications, agree
that in determining who shall be laid off, or recalled, the Employer shall consider the following
factors: (a) Seniority; and (b) Ability to perform work.



Where factor (b), as determined in the judgment of the Employer, is approximately equal among
candidates, seniority shall govern. It is the intent of the parties that the maximum protection of
seniority rights shall, when feasible, be afforded.

Itis the intent of the parties to minimize disruption of employees' work and the Employer's
operations when layoffs occur. An employee who is to be laid off shall be offered, where feasible, a
comparable available position. If laid off, an employee may claim the job of the least senior
employee in the employee's job classification (or from a job classification in which the employee
was previously employed), provided the laid-off employee has more regional seniority than the
employee being bumped, and is qualified to perform the work in the new position.

When bumping occurs, full time employees (40 hrs/wk) bump into full-time positions, part-time
employees (20 - 39.9 hrs/wk) bump into part-time positions, and short-hour employees (16 - 19.9
hrs/wk) bump into short-hour positions. If a full-time employee has no full-time bump available, but
would be able (according to the provisions of the collective bargaining agreement) to bump a part-
time or short-hour employee, such bump will be offered. If a part-time employee has no part-time
bump available, but would be able (according to the provisions of the collective bargaining
agreement) to bump a short-hour employee, such bump will be offered.

Any employee who is reclassified to a different job under this provision shall be paid at the highest
rate for that job, but not more than the rate he or she was earning in the job being vacated. An
employee affected by a layoff will have three (3) work days to exercise his/her right to displace a
junior employee.

An employee who transfers to a new position as a result of layoff shall have a thirty (30) day
probationary period in the new position. If the employee fails to perform the duties of his/her new
position satisfactorily, the employee will be laid-off, rather than dismissed, and shall retain all rights
described in the Article. However, if an employee is discharged for any reason other than inability
to perform the duties of his/her new position satisfactorily, then dismissal rather than layoff, will
occur.

When a full-time, part-time, or short-hour employee has his/her hours involuntarily reduced by six
(6) or more hours per week, he/she may elect layoff instead. In such cases, the employee would
be eligible for all layoff and bumping rights specified in this agreement.

2.2 LAYOFF RIGHTS

Employees on layoff status shall maintain all seniority rights, and time on layoff shall count toward
accrued seniority.

2.3 RECALL

All bargaining unit employees on layoff shall be recalled for up to one (1) year, unless they choose
not to return to work. Upon notification of recall, which shall consist of a certified letter to his/her
address of record with the Employer, the employee on layoff must notify the Employer within five
(5) working days of his/her intention to accept recall. Employees on layoff shall be granted time, up
to a maximum of ten (10) working days, to report for service to enable the employee to give notice
to his/her Employer. An employee on layoff shall keep his/her address current and stay in contact
with the Employer. Employees failing to respond to recall will be removed from the recall list and
shall have no seniority or other rights.

An employee shall be recalled to his/her former position, facility and number of scheduled hours.
Such an employee may also bid, as an internal candidate, on other bargaining vacancies which
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may exist. An employee recalled and reinstated to the former position held, shall receive his/her
former rate of pay, plus any wage increases which were applied to his/her pay grade during the
period he/she was on the recall list.

Employees failing to respond to recall or refusing recall will be removed from the recall list.
2.4 LAYOFF SEVERANCE PAY | HEALTH COVERAGE

(a) In the event of layoff, non-probationary employees shall be entitled to four (4) weeks notice or
four (4) weeks pay in the absence of such notice, plus one (1) week pay for each year of
service up to ten (10) years. This section is not applicable if an employee resigns or is
terminated for any other reason.

(b) Employees whose jobs are eliminated, or whose hours are reduced, as a result of
subcontracting will be given a minimum of eight (8) weeks of notice or eight (8) weeks of pay in
absence of such notice. Such employees will have access to the layoff and bumping provisions
in this Article. Such employees will receive, in addition to the severance pay specified in Article
2.4 (a), an additional two (2) weeks of severance pay for every year of service, up to a
maximum of six (8) weeks of additional severance pay.

(c) Employees shall be paid severance pay on normal payroll periods. During the severance
period, and period of pay in lieu of notice, if applicable, the Employer will pay the cost of
COBRA health coverage for the employee on the same basis as if the employee was still
working. (In order for this to occur, the employee must complete COBRA paperwork during the
notice period or as soon as possible thereafter.) If the employee is rehired, through recall or
other means, before severance pay has been completed, such severance will cease as of the
day of re-employment. (In other words, there will be no overlap between severance pay and
pay for work performed.)

If an employee is rehired into a position with pro-rated health benefits, the severance health
benefits described in this section will continue in effect until the severance period would have
ended. If an employee is rehired into a position with lower pay or fewer hours than the position
vacated, the difference between the severance pay specified in this section, and the amount of pay
received in the new position, will be paid to the employee for the remainder of the severance
period.

2.5 J0OB POSTING, PROMOTION AND TRANSFER

(a) It is the Employer's policy to promote from within when qualified internal applicants apply for
positions. When a vacancy in the bargaining unit occurs, or when new bargaining unit positions
are created, a notice of such vacancy, including pay grade, shall be conspicuously posted
Region-wide in glass covered, locked cases in each of its locations where space for such
cases is available for seven (7) calendar days. Qualified employees who wish to be considered
for the posted job must file a written application with the Human Resources Department on a
form prescribed by the Employer (or, if not at work, through their Steward). If an employee
attaches a receipt and an envelope addressed to them at their department and facility the
Human Resources Department will date stamp the receipt and mail it to the employee within
forty eight (48) hours of delivery of the application to Human Resources. Employees who do
not meet posted minimum job requirements are not qualified and will not be considered for the
position. Employees may bid on no more than three (3) jobs at a time. Employees should not
apply for positions for which they are not qualified. Employees who wish to apply for a posted
position must do so during the posting period, and their application must be received by
Human Resources no later than three (3) business days after the end of the posting period.
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Internal applicants shall be given first preference over equally qualified external candidates.
Employees on leave of absence are not eligible to apply for posted openings unless they are
able to begin work in the new job within four (4) weeks of their application. Job Postings shall
be sent to the Local 2 Office.

Following the conclusion of the notice period herein specified, the Employer shall fill the vacancy
and/or newly created position on the basis of qualifications, skill, experience, past work
performance, ability to perform the work in question, and seniority. Upon written request from the
applicant, the Employer will inform the applicant of the reasons for non-selection in writing. If the
qualifications, skill, experience, past work performance and ability of two (2) or more employees
are, in the judgment of the Employer, substantially equal, the most senior employee shall be
offered the vacancy. All qualified internal applicants, including those with active corrective actions,
will be evaluated on the basis of their overall qualifications for the job. The hiring supervisor will
select the most qualified applicant, but may use existing active corrective actions as the basis for
not hiring an applicant if he/she deems it appropriate.

If all qualified applicants have active corrective actions, the hiring supervisor may consider outside
candidates along with bargaining unit members, and will select the best qualified applicant for the
job. Seniority shall be defined as Regional Seniority for transfers and promotions.

(b) An employee must spend at least six (6) months in his/her position before he/she may
apply for another position. An employee with fewer than six (6) months in his/her position
will be considered for a promotional opportunity if he/she is the only qualified intemal
applicant for a job. If two (2) or more qualified applicants with fewer than six (6) months in
their current positions apply for a job (subject to the other provisions of this section),
selection among these applicants will be based upon the criteria stated in Article 2.5(a). In
no case may an employee apply for a job with fewer than three (3) months in his/her
current position.

(c) Where and when feasible, as determined by the Employer, the Employer will endeavor to
afford promising employees, who apply for higher-rated vacant positions, reasonable
training to enable them to qualify for such positions.

(d) If a position is not filled (job offered and accepted within six (6) months of the job posting),
the position will be reposted before it is filled.

(e) If improvements in technology make it possible to post vacancies via electronic means and
thus eliminate paper distribution and posting, the parties will meet to discuss the
implementation of such a change for bargaining unit positions.

2.6 PROMOTIONS
(a) A promotion is hereby defined as a transfer from a lower paid grade to a higher paid grade.

An employee who is promoted to a higher position within the bargaining unit shall receive the
minimum rate of pay of the new job classification and progress through the new job rate range in
conformity with length of service in such new position. An employee whose present rate exceeds
the minimum of the new job rate range shall be placed at the step rate in the new rate range which
is next higher than the employee's current rate. In those instances where the promotional increase
would normally be less than $0.35 per hour the employee's pay rate will be adjusted to the next
step rate which is higher than or equal to a $0.35 increase. The promoted employee shall then
progress in the rate range in conformance with the tenure steps of the rate range.



Each promoted employee shall be considered a probationary employee for a period not to exceed
thirty (30) days. If, during the said probationary period, the employee, in the judgment of the
employer, fails to perform satisfactorily the duties of the new position, he/she will be permitted to
return to his/her original or equivalent position without loss of seniority. This may require exercise
of bumping rights over the least senior employee. At or near the beginning of a promotional
probation period, the supervisor and employee are expected to jointly discuss the
training/orientation needs of the employee. This is to be understood as a shared responsibility
between the supervisor and employee.

New employees hired in a special training status at a lower rate of pay will receive the regular rate
of pay for that position upon satisfactory completion of the trainee status.

During the probationary period, an employee may request a return to the prior position if a job offer
has not already been made to someone else. The supervisor will consider ali relevant employee
and management concerns in making a determination. In such circumstances the returning
employee will revert to their former rate of pay (including any scheduled wage increases which
would have occurred in the interim).

(b) TRANSFERS

An employee who transfers to a different job title, specialty, or location must undergo a thirty (30)
day probationary period subject to the conditions stated for promotions.

(c) DEMOTIONS

Employees who are demoted, whether voluntarily or involuntarily, will receive the pay rate of the
new grade, but at their previous step level.

2.7 TEMPORARY TRANSFERS

(a) Any employee temporarily transferred to a job of lower pay rate shall not receive any reduction
in his/her basic pay.

(b) If such temporary transfer is to a higher paid job and the employee works three and one half
(3-1/2) or more consecutive hours in such higher paid job, he/she will be paid for all hours
worked in the higher classification once the threshold is passed at the same step level as in
his/her current job, but on the higher scale.

(c) For temporary transfer of clinical assistant | to clinical assistant Il, see side letter.

2.8 WORKFORCE REDUCTION

When layoffs within a classification are made they will occur in the following order; temporary
employees, probationary empioyees and regular employees. Regular employees who are laid off
may remain as on cail employees in a job classification for which they are qualified. Employees
shall have full recall rights while in the on-call status.

2.9 RELOCATION ASSISTANCE

An employee who is relocated to another Kaiser Permanente work site as a direct result of
restructuring activities may be eligible for up to $2,500 in moving expense reimbursement
(packing, moving van rental, moving company charges, and/or temporary storage of household
goods).



The following conditions must exist for the employee to be eligible for such funds:

- The new work site must be at least twenty-five (25) miles from the employee's current
residence.

- The new commute must be at least ten (10) miles longer than the employee's current
commute.

- The employee must move to within fifteen (15) miles of the new work location.
- The move must occur within eleven (11) months of the transfer.

In order to receive reimbursement, the employee must submit to his/her supervisor receipts which
indicate the specific charges made and services rendered.

2.10 SENIORITY TIE-BREAKER

In implementing the provisions of this Article, there may be occasions where (1) seniority is the
controlling factor, and (2) there is a tie among two (2) or more employees in bargaining unit
seniority with the Employer. To resolve such a tie, the following criteria will be used:

1. Where one (1) or more of the employees had previous seniority in the Local 2 bargaining
unit at GHA/Humana, that seniority date will be used as the tie-breaker. (If only one (1) of
the tied employees had such GHA/Humana seniority, then that employee will be
automatically considered the most senior.)

2. If there is still a tie in seniority after consideration of criteria #1 above, then the final four (4)
digits of the employees' social security numbers will be used as a tie-breaker, with the
employee having the highest number being considered the most senior.

ARTICLE 3
EMPLOYMENT, CORRECTIVE ACTION, AND DISCHARGE

3.1NEWLY HIRED EMPLOYEES

All employees hired after the effective date of the Agreement may, during the first three (3) months
of their employment, be terminated with or without cause, and they shall be without any seniority or
any other rights under this Agreement. Upon successful completion of the said three (3) month
period, such employees shall be credited with seniority from his/her original date of hire, and shall
be entitled to the full protection of the Agreement, including, but not limited to, the right to file
grievances. The probationary period may be extended through the mutual agreement of the
Employer and Union. During such an extension, the employee will remain subject to the terms
indicated above in this section. Extensions of probation should be documented in writing as a
mutual agreement. The document should outline expectations during the extended period.

[Note: In making the modification to the waiting period (from three (3) months to one (1) month for
Union membership under Article 1.3, and the concurrent addition of the phrase "including but not
limited to, the right to file grievances” in the first sentence of this Article, it is not the intent of
parties to alter any rights that probationary employees had, or did not have, prior to those
modifications.]



Supervisors will give employees feedback about performance during their probationary periods. In
no event, however, will the failure to give feedback restrict the supervisor's ability to terminate an

employee during the probationary period.
3.2 SHOP STEWARD PRESENCE AT CORRECTIVE ACTION MEETINGS

Employees shall not be given corrective action without just cause. The shop steward will be at
corrective action meetings and at investigatory meetings that may lead to corrective actions unless
the timing is unreasonable or the employee does not want the shop steward present. The
employee will document on union representation form provided by supervisor his/her refusal of
shop steward representation, as appropriate. In this way employees are provided with
representation, and the shop stewards are given the opportunity to hear the issues first hand. In
investigatory or corrective action situations where the shop steward was unable to be present and
the employee asks for the attendance of the shop steward, the supervisor will provide a
reasonable opportunity for the employee to secure the presence of the shop steward.

3.3 CORRECTIVE ACTION

Corrective action is a method of resolving performance and behavior issues in a non- punitive
fashion in which employee, supervisor, and shop steward(s) work together to identify the problem
and craft the solution. Levels one and two are problem-solving levels. Level three is considered to
be the first level of discipline and goes into the personnel file. Level four is the day of decision (last
chance agreement). Level five is termination. Any levels one through four may be repeated. Each
level shall state the reasons for the action and specify the agreements reached. A copy of any
level shall be given to the shop steward at the center and the employee. When there is no shop
steward at that center, a copy shall be provided to the Chief Shop Steward For more details,
please see the national issue resolution and corrective action procedures document.

3.4 INVOLUNTARY TERMINATION

All such employees shall be notified in writing of the reasons for termination and shall be given two
(2) weeks notice, or, in lieu thereof, two (2) weeks pay. In addition, such employees with less than
three (3) years of service shall receive one (1) week severance pay, and such employees with
three (3) or more years of service shall receive two (2) weeks severance pay. A copy of any
discharge notification shall be supplied to the Union. The notice and severance pay provisions of
this Section shall not apply where discharge is for any of the reasons spelled out in Appendix A of
this Agreement or for just cause.

3.5 EMPLOYEE HANDBOOK

To the extent not inconsistent with any of the express provisions of the Agreement, all employees
shall remain subject to the rules and regulations contained in the Employer's "Employee
Handbook" as the same, may from time to time, be revised. Copies shall be provided to all shop
stewards. The employee handbook and policies/procedures can also be found on the intranet site
for Mid-Atlantic States [htip:/kpnet.kp.ora/mas/hriHandbook. pdf]

3.6 PERSONNEL FILE

By appointment, the employee and his/her union representative may examine and have
documents copied from the employee's personnel file.



3.7 REMOVAL OF ADVERSE MATERIAL FROM PERSONNEL AND DEPARTMENTAL FILES

Corrective actions shall be purged after one (1) year provided there have been no reoccurrences
of infractions, involving the same issue, during the twelve (12) month period following the last
action. However, upon mutual agreement, the documentation may be removed from the
employee's file prior to the one (1) year expiration. Corrective actions shall not be placed in an
employee's personnel folder until the employee has been shown same and been given an
explanation and opportunity to affix his/her signature thereto.

3.8 TEMPORARY/ON-CALL EMPLOYEES

it is not the Employer's intent to create or maintain temporary or on-call positions as a method of
avoiding the establishment of regular positions covered by this agreement. This is not meant,
however to restrict the Employer from using temporary or on-call staff when regular staffing plans
are uncertain or are being developed. In such cases temporary employees will not be used for
longer than six (6) months without the mutual agreement of the parties.

Please also refer to the Memorandum of Understanding dated June 12, 2015.
3.9 NEPOTISM

No immediate family member shall work directly for a supervisor or other management employee
to whom they report, in the same department or facility.

ARTICLE 4
HOURS OF WORK

4.1 WORK DAY

(a) The present work week (Sunday through Saturday) and hours of work shall remain in effect
unless changed by the Employer for compelling business reasons. Eight (8) hours shall
constitute a full day's work. Employees will be paid at a rate of one and one- half time (1-1/2x)
for all hours worked in excess of eight (8) in one day, provided that all unscheduled sick leave
which occurs during that same pay week is documented by the employee with a physician's
slip. This provision shall not apply when such hours are part of an employee's regular work
schedule.

A work week shall consist of forty (40) hours. Hours worked in excess of forty (40) productive
hours shall be paid at one and one-half (1-1/2x) time. Productive hours include all hours worked,
paid holidays, paid vacation and paid flexible personal leave.

(b) An employee may submit a request for a 10 or 12-hour shift (but no more than a 12- hour shift)
on the on-line Extended Shift Form. The employee and employer must agree to the schedule
request in order for the extended schedule to become effective. In these circumstances, any
hours worked over the 10 or 12-hour shift shall be considered overtime, and employees will be
paid at a rate of one and one-half (1-1/2x) for all hours worked in excess of the shift.

(c) An employee(s) within a work unit may request a flexible start and ending time at the mutual
agreement of the entire work unit.

(d) The Employer retains the right to establish daily and/or weekly hours of work by groups of
employees and/or individual employees, the number of hours and/or shifts to be worked, and
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the hours of shifts including starting and quitting times. If a change in work schedules is
mandated by changing business conditions, the Union will be notified and allowed the
opportunity to discuss the proposed changes before they are put into effect. This in no way
precludes the Employer's right to put into effect schedule changes that are dictated by
business requirements.

(e) The Employer will not make a permanent change in the working hours of any individual
employee without giving the employee at least four (4) weeks notice in writing of such
proposed change and an opportunity to discuss such change. The notice period may be
waived by mutual consent between the employee and the supervisor.

(f) Any mandatory meetings called by the Employer during otherwise non-productive time will be
counted as productive time in the calculation of overtime. If a mandatory meeting incorporates
an employee's scheduled break time and keeps the employee from taking one (1) or both of
his/her paid breaks (per Article 4.2) the employee will be granted alternative break time(s).
Where such alternative break(s) are not possible, the employee will be paid for the missed

break(s).

(9) The Employer shall make reasonable efforts to avoid unscheduled interruptions to employees'
lunch breaks. No employee shall be penalized for failure to attend non-mandatory meetings.

4.2 REST PERIODS

Each employee shall be allowed a rest period each continuous four (4) hours of work as close as
possible to the mid-point of the period. However, such rest period shall be taken at such times and
in such manner as shall be consistent with efficient business operations, and so as not to cause
any inconvenience to patients or other staff members. In no case shall a rest period exceed fifteen
(15) minutes in length. Rest periods may be used in conjunction with the employee's lunch break
with the approval of the employee's immediate supervisor.

4.3 WORK BEYOND REGULAR WORK DAY OR WORK WEEK

A weekend differential shall be paid for all hours worked on a weekend at the rate of
$1.50 per hour. A weekend is defined as Saturday and Sunday. The work week shall consist of
Sunday through Saturday.

Additional hours of work beyond an employee's shift on a regular workday and overtime work on
Saturday, Sunday and holidays shall be on a voluntary basis, provided a sufficient number of
workers volunteer. Volunteers must be sought first within the department for overtime work. Refer
to National Agreement for non-mandatory overtime language. If there are not enough volunteers,
overtime will be assigned on a rotating basis, beginning with the least senior employees in the
needed job classifications within the facility. Supervisors will give employees advance notice of
overtime requirements when feasible. Holidays will have a separate schedule to be devised and
implemented on an annual basis.

Intermittent weekend work shall be assigned and distributed as equitably as practicable, consistent
with the efficient operation of the departments affected. It is the Employer's intent that intermittent
weekend work will not reduce the overall number of hours worked by any employee.
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4.4 SHIFT DIFFERENTIAL

A $1.50 per hour evening shift differential, in addition to the regular rate, shall be paid for all hours
worked after 4:00 p.m. when either (1) all hours worked by the employee that shift occur after 4:00
p.m. or (2) at least three and one-half (3-1/2) hours are worked after 4:00 p.m.

A $2.50 per hour night shift differential, in addition to the regular rate, shall be paid for all hours
worked between 11 :00 p.m. and 6 :00 a.m. when at least one hour of work take place between
those hours.

4.5 NON-PYRAMIDING

Overtime and premium pay shall not be duplicated for the same hours worked under any terms of
the Agreement. Shift differential is excluded from this pyramiding provision.

4.6 TRAVEL REIMBURSEMENT

When an employee is required to travel to a second location from his/her regularly scheduled post
of duty and the employee uses his/her own vehicle, he/she shall be entitled to compensation at the
standard employer rate plus any additional out-of-pocket parking expenses incurred as a result of
such travel. When an employee is required to travel to a second location from his/her regularly
scheduled post of duty and the employee is authorized to use transportation other than his/her
own vehicle, he/she shall be entitled to compensation for actual cost incurred as a result of such
specifically authorized mode of transportation. Normal travel from home to work and work to home
shall not be compensated.

ARTICLE 5
VACATION LEAVE

5.1 COMPUTATION OF VACATION LEAVE

Employees shall continue to earn vacation leave as heretofore, accruing such leave on the
following basis:

First year of employment 12 days 8.0 hours/month
Second year of employment 13 days 8.7 hours/month
Third year of employment 14 days 9.3 hours/month
Fourth year of employment 15 days10.0 hours/month
Fifth year of employment 16 days10.7 hours/month
Sixth year of employment 17 days11.3 hours/month
Seventh year of employment 18 days12.0 hours/month
Eight year of employment 19 days12.7 hours/month
Ninth year of employment 20 days13.3 hours/month

Notification given to employee of any changes on time sheet.
5.2 VACATION LEAVE CARRYOVER

Employees shall be permitted to carry over from year to year a maximum of two hundred percent
(200%) of their annual vacation accrual rate.
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5.3 VACATION LEAVE FOR REGULAR PART-TIME EMPLOYEES
Regular part-time employees shall be entitied to vacation leave on a pro-rata basis.
5.4 PAYMENT FOR UNUSED LEAVE

Upon separation from employment, an employee shall be paid for all accrued, but unused,
vacation leave, if said employee gives the Employer at least two (2) weeks notice.

5.5 HOLIDAYS OCCURRING DURING VACATION LEAVE
Holidays occurring during vacation leave shall be credited as holidays and not as vacation leave.
5.6 SENIORITY FOR VACATION LEAVE APPROVAL

The calendar year will be divided into four periods as follows: (1) January through March; (2) April
through June; (3) July through September; and (4) October through December. A specified
deadline will be established for vacation requests in each department/facility, which is no later than
one (1) week before the first day of each period. A determination or written answer for such
requests must be received within ten (10) working days of the submission deadline exceptin
unusual circumstances. Within departments or facilities, as appropriate, each employee will be
given his or her first choice for leave based on the seniority ranking. Employees applying after the
deadline are not able to supersede leave requests previously granted to less senior employees. A
determination or written answer for these requests must be received within ten (10) working days
of the request. Vacation approvals will be posted at least each quarter.

5.7 LEAVE DONATION

See national leave donation policy. [web-site http:/kpnet.kp.org/pohr/policies/index_policies.htmi]

ARTICLE 6
HOLIDAYS

6.1 HOLIDAYS TO BE OBSERVED

Employees shall be entitled to the following holidays: New Year's Day, Martin Luther King, Jr's
Birthday, Presidents' Day, Memorial Day, Independence Day, Labor Day, Thanksgiving Day, and
Christmas Day.

In addition, employees shall be entitled to a full day off on the last working day before Christmas
Day or the last working day before New Year's Day. Selection of the holidays shall be done by
seniority. Where facility/department staffing needs make it appropriate, supervisors may offer
alternative days off to employees. Employees can select an alternate holiday by mutual agreement
between the employee and management.

Where an employee is required to work on a holiday, if not specifically hired to do so, he/she shall
be notified at least twenty-four (24) hours in advance provided it is possible to do so.
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6.2 HOLIDAY PAY

A regular part-time employee shall be entitled to the holidays in Section 6.1 above. When a holiday
falls on a day an employee normally works, the employee shall be paid for the amount of hours
normally scheduled.

Full-time employees are eligible for all holidays in Section 6.1 above. When a holiday falls on a day
a full-time employee normally works, the employee shall be paid for the amount of hours normally
scheduled, either 8, 10, or 12-hour shift. When a holiday falls on a day a full-time employee
normally does not work, the supervisor may allow an alternate day off with pay, if the supervisor
elects not to allow such an alternate day, the employee shall be paid for eight (8) hours of holiday
pay. Such holiday pay will not be considered as "productive" in the calculation of overtime.

6.3 OBSERVANCE

Holidays specified in Article 6 shall be observed on the same day as they are observed by the
Government of the United States. When the "observed" holiday is different from the "actual”
holiday, an employee working either or both of those days will receive premium pay (as described
in Section 6.4 below) on the day(s) they work.

6.4 HOLIDAY PREMIUM PAY

The holiday premium for all holidays worked will be double and one half (2-1/2x).

6.5 HOLIDAY WORK

Holiday work will be offered to employees by seniority within a coverage group on a rotating basis.
If sufficient volunteers are not found, holiday work will be assigned to employees by inverse
seniority on a rotating basis. The Employer retains the right to implement procedures to administer
this provision in consultation with the Union.

ARTICLE 7
ANNUAL AND BANKED SICK LEAVE

The purpose of the paid sick leave program is to ensure employees of some protection for lost pay
due to an employee's inability to work due to personal illness or injury.

However, although sick leave may be paid by the Employer, an employee's absence from work
may create a hardship on other employees and on the Employer's operations. Therefore,
employees are encouraged to accrue sick leave so that protection may be ensured for long-term
illnesses or disabilities.

Employees are expected to schedule routine medical and dental appointments during off-hours
when possible. However when medical and/or dental appointments must occur during working
hours, employees will use sick leave for such absences, if available. With appropriate scheduling
and approval from the supervisor, employees may use sick leave in conjunction with their lunch
time and/or break time for the purpose of medical visits during working hours.

[Please refer to the National Agreement (Section 1C.3.c) for full information about the Annual and
Banked Sick Leave programs described below.]
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7.1 ANNUAL SICK LEAVE FOR FULL-TIME EMPLOYEES

Full-time employees shall receive 80 hours of Annual Sick Leave on their anniversary date each
calendar year. On 1/1/11, employees will receive a prorated accrual of Annual Sick Leave hased
upon the number of pay periods between 1/1/11 and the employee's anniversary date.

7.2 ANNUAL SICK LEAVE FOR REGULAR PART-TIME EMPLOYEES

Regular part-time employees shall receive Annual Sick Leave, as defined in 7.1, except on a pro-
rata basis based on their scheduled hours.

7.3 BANKED SICK LEAVE

Banked Sick Leave is made up of accumulated unused Annual Sick Leave with no limit on the
amount that may be accumulated. Banked Sick Leave may only be used following exhaustion of
annual sick leave. Medical verification is required for use of banked sick leave.

Upon retirement, Banked Sick Leave accrued prior to January 1, 2006 will be recognized as
service credit for pension purposes. In addition, provisions exist for the conversion of Banked Sick

Leave for the funding of Healthcare Reimbursement Accounts. Refer to the National Agreement
for details on each of these items.

7.4 DOCTOR'S CERTIFICATES

Employees using three (3) successive working days or more of sick leave are required to have a
doctor's certificate. The Employer may also require a doctor's certificate when an employee has
received corrective action for absenteeism if the employee has been informed of this requirement
in advance. The Employer may also require a doctor's certificate where grounds for suspicion exist
(e.g. when an employee calls in sick after requesting time off which has been denied).

7.5 SICK LEAVE CREDIT

In the event of a layoff, when rehired, prior to the expiration of the one (1) year layoff period, any

unused sick leave on the books at the time of the layoff, shall be credited to the rehired employee's
account. (See also new section on Flexible Personal Leave/Banked Sick Leave.)

7.6 NOTIFICATION OF SICK LEAVE

Refer to Article 9.9 "Call in Procedures".

7.7 HOLIDAYS OCCURRING DURING SICK LEAVE

Holidays occurring during sick leave shall be credited as holidays and not as sick leave.
7.8 USE OF VACATION FOR SICK LEAVE

Employees shall be allowed to use vacation for time missed for illness or injury if the employee has
used all of their annual and banked sick leave.

15



7.9 ANNUAL SICK LEAVE CASH OUT

At the end of each year, employees with at least ten (10) days of Banked Sick Leave (or the
proportional equivalent for part-time employees) may cash out up to ten (10) days of unused
Annual Sick Leave, at 50% or 75% of value. Employees with fewer than ten (10) days of Banked
Sick Leave must first apply unused Annual Sick Leave toward reaching a minimum balance of ten
(10) days (or proportional equivalent) of Banked Sick Leave. Once that minimum balance is
reached, additional unused Annual Sick Leave may be cashed out, up to a maximum of ten (10)
days, at 50% or 75% of value. (See National Agreement for Details.) All unused Annual Sick
Leave days that are not converted to cash will be automatically credited to Banked Sick Leave at
100% of value.

ARTICLE 8
FLEXIBLE PERSONAL DAYS

Flexible personal days may be used for personal needs in increments of no less than 2 hours.
8.1 Flexible Personal Days for Full-Time Employees

Full-time employees shall receive 3 days (24 hours) of flexible personal leave on January 1 of
each calendar year. Employees who commence employment after January 1 will receive a
prorated allocation.

8.2 Flexible Personal Days for Part-Time Employees

Regular part-time employees shall receive flexible personal days, as defined in 8.1, excepton a
pro-rata basis based on their scheduled hours, Employees may request a review of their flexible
personal day accruals every six months if they work over their scheduled hours on a regular basis.
8.3 Requests for Flexible Personal Day

Requests for a single personal day off, or for hours off within a single shift, shall be granted upon
receipt of at least two (2) weeks' notice. Last minute notice is acceptable for personal
emergencies.

Requests with less than two weeks' notice, requests for consecutive days off, for days before or
after a holiday, or for other days designated by mutual agreement, will be reviewed and approved
or denied on a case-by-case basis in order to meet core staffing needs. Denials will be tracked
and compiled, by department, on a quarterly basis.

8.4 Flexible Personal Day Cash Out

All unused flexible personal days will be converted at 50% of value to cash at the end of each
year.

ARTICLE 9
LEAVES OF ABSENCE AND OTHER LEAVE PROVISIONS

9.1 NON-OCCUPATIONAL ILLNESS OR INJURY
(a) Leaves of absence for a non-industrial disability, including a certified disability due to
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pregnancy, shall be granted for the period of disability provided that a physician's certification
setting forth the length of such a disability is submitted. Such leaves of absence shall not
exceed a total of four (4) months of both paid and unpaid leave for employees with less than
five (5) years of service, and shall not exceed a total of six (6) months of both paid and unpaid
leave for employees with five (5) years or more of service during any twelve (12) month period.
For this purpose, service shall be defined as regular employment with the Employer. Any
period of leave without pay shall commence at the expiration of earned sick leave. Employees
returning from a medical disability may be required to have a physical examination performed
by an employer- designated physician to determine their fitness for duty.

Employees who comply with this provision will be granted, when feasible, the return to the same or
an equivalent job as held at the time of taking leave, at the same rate of pay received at the time of
taking leave, plus any increases given to the employee's job classification during the time of the

leave.

Employees terminated as a result of a disability shalil be considered as internal applicants for
twelve (12) months from the recertification to return to work.

Employer shall provide employees with a letter thirty (30) calendar days before the end of their
leave informing them that their leave will expire and requesting a status update. Employees will
respond with seven (7) calendar days of receipt of letter. Working with the employee, the Employer
agrees to facilitate an employee's return to work by making every effort to liberalize work
requirements, and the union agrees to work collaboratively with the Employer to identify
temporary, available and appropriate work assignments for the affected employees.

(b) See also national agreement on Integrated Disability Management program.
9.2 OCCUPATIONAL ILLNESS OR INJURY

(a) After three (3) months of employment, for those absences covered by Workers' Compensation,
the employee's leave of absence shall be continuous until such time as said employee has
been released by the attending physician from the period of temporary disability, and is
available and physically capable of, and qualified for, performing the work, provided, however,
that such leave of absence shall not exceed a total of six (6) months of both paid and unpaid
leave.

(b) Employees on extended leaves due to occupational illness or injury that go beyond six (6)
months will be terminated. However, when the employee has been released to return to a
working status, the Employer will make every effort and consideration for rehire. This is not to

be construed as a guaranteed job placement.

Employer shall provide employees with a letter thirty (30) calendar days before the end of their
leave informing them that their leave will expire and requesting a status update. Employees will
respond with seven (7) calendar days of receipt of letter. Working with the employee, the Employer
agrees to facilitate an employee's return to work by making every effort to liberalize work
requirements, and the union agrees to work collaboratively with the Employer to identify
temporary, available and appropriate work assignments for the affected employees.

(c) In the event an employee is injured or disabled as a direct result of an accident or injury arising
out of and during the course of his/her employment with the Employer, and such accident or

injury is both:
(i) certified in writing by the attending physician, and
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(ii) recognized as being eligible for Workers' Compensation benefits by the company's insurance
company, the Employer will integrate accrued sick leave benefits with any amounts payable
through Workers' Compensation to ensure the employee receives the equivalent of a full
paycheck for the longest period of time possible. Such integration will continue untit all sick
leave benefits have been used, or until the Employer's disability insurance program benefits, if
elected, become payable, whichever is first.

(d) See also national agreement on Integrated Disability Management program.

(e) Employees terminated as a result of a disability shall be considered as internal applicants for
twelve (12) months from the recertification to return to work.

9.3 DEPENDENT CARE LEAVE OF ABSENCE

The Employer may, upon request grant a leave of absence for dependent care purposes, such as
the care of a newborn or newly adopted child, or the care of a sick child, spouse, domestic partner,
or parent. Such time will be granted in thirty (30) day increments and shall not exceed four (4)
months, including both paid and unpaid leave, during any twelve (12) month period. When such
leave is taken after a period of medical leave, the total period of paid and unpaid leave, both for
the period of certified medical disability and dependent care leave, shall not exceed four (4)
months for employees with less than five (5) years of service, and shall not exceed six (6) months
for employees with five (5) or more years of service, during any twelve (12) month period.
Dependent care leave without pay shall commence at the expiration of earned vacation leave.
However, where vacation leave has been exhausted as a result of a dependent care leave of
absence, the employee may request additional leave without pay, after return to regular
employment, for normal vacation purposes. The Employer will grant such unpaid leave requests in
accordance with the standard procedures governing the approval of paid leave. Application for
dependent care leave must be made at least four (4) weeks prior to the start of leave requested,
except in unusual circumstance. The employee must notify the Employer in writing no later than
one (1) month after the commencement of leave if he/she intends to return to work.

Employees who comply with this provision will be granted, when feasible, the return to the same or
an equivalent job as held at the time of taking dependent care leave, at the same rate of pay
received at the time of taking dependent care leave, plus any increases given to the employee's
job classification during the time of the dependent care leave of absence.

9.4 MILITARY LEAVE

Employees who enlist or are inducted into active duty with the Armed Services of the United States
shall continue to accumulate seniority, and shall retain all rights and privileges of employment.
Upon return from active duty, they shall be reinstated to their former or equivalent positions,
provided only that application for such reinstatement is made within two (2) calendar months
following release from active duty. Employees shall be provided leave with supplemental pay for a
period not to exceed two (2) weeks during required military reserve training. Supplemental pay
from the Employer shall be an amount which, when combined with the pay received by the
employee for military reserve training, shall equal the total regular salary which would have been
received by the employee from the Employer for the same period of time. If the employee's military
pay exceeds the pay he/she would have received while working, no reduction shall occur. See also
national policy on program intranet site [hitp://kpnet.kp.ora/pohr/policies/index policies html]
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9.5 JURY DUTY, SUMMONSES, AND SUBPOENAS

(a) Jury Duty: Employees called for jury service shall be excused from work on days in which they
serve and shall receive for each such day of jury service, on days they otherwise would have
worked. Employees shall receive pay for the duration of their jury service. The employee must
show proof of attendance when such documentation is attainable by the court system. On any
day of jury service in which employees are excused entirely or in sufficient time to permit them
to return to work for a minimum of one-half (1/2) their regularly scheduled shift, employees
shall be required to do so.

(b) Non-Personal Summons/Subpoenas: Any employee who is summoned or subpoenaed for
an issue that is not personal in nature will receive administrative time for the travel and court
appearance. The burden of proof is on the employee to demonstrate that subpoena/summons
is not personal. Administrative time is granted for court appearance and travel time otherwise
employees are required to be at work.

(c) Personal Summons/Subpoenas: Any employee who is summoned or subpoenaed for an
issue that is personal in nature must use accrued leave for the travel and court appearance.
The burden of proof is on the employee to demonstrate that subpoena/summons is personal.
Accrued leave is granted for court appearance and travel time. If at least half a shift remains
after a court appearance and travel time, the employee is required to return to work.

9.6 VOTING TIME

Employees who are eligible voters shall receive sufficient time off without reduction in pay to vote
on election days, not to exceed two (2) hours, provided that the employee is not able to arrive at
the voting station either before or after scheduled work hours and provided that arrangements
have been made, in advance, with the employee's supervisor.

9.7 BEREAVEMENT LEAVE

Effective the first day of the month after being hired, employees shall be allowed three

(3) days bereavement leave without loss of pay in the event of death in the immediate family,
which shall be limited to: (natural or step) spouse or domestic partner, parent, parent-in-law, child,
step child, foster child, adopted child, legal ward, daughter, daughter-in-law, son, son-in-law, sister,
sister-in-law, brother, brother-in-law, grandparent, grandchild, and any other blood relative living
under the same roof as the employee. In addition, employees will be granted an additional two (2
days of paid time when traveling 300 miles (one way) or more to attend funeral or memorial
services. Part-time employees shall be deemed covered by this Section 9.7 on a pro-rata basis,
but shall be entitled to pay only on those days on which they were scheduled to work.

Bereavement leave may be divided due to timing of services and related circumstances and need
not be taken on consecutive days.

9.8 OTHER LEAVE PROVISIONS
(a) Requests: Requests for leaves of absence and renewals shall be in writing on a form provided
by the Employer, and employees shall be provided with a copy of such form with the

determination stated thereon. Such determination or written answer must be received within
ten (10) working days except in unusual circumstances.
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(b) Benefits: An employee placed on an authorized unpaid leave of absence must pay the required
premium necessary for continued insurance benefits as specified in Article 22 if such coverage
is to be continued without interruption. Health insurance, if dropped during an unpaid leave of
absence period, may be reassumed only during the open- season enrollment period.

During an unpaid certified medical leave of absence only, the Employer shall continue premium
payments for the employee's elected health insurance on behalf of the employee for the duration
of the leave or a maximum of six (6) months, whichever is less.

(c) Paid Leave: Such leave shall be compensated at the employee's regular rate of pay. Such
leave shall be counted as time worked in computing seniority rights, vacation leave rights, and
any other entitlement for which the computation of the time worked is a consideration. Upon
completion of leave, the employee shall be returned to regular employment with all rights and
benefits accruing thereto.

(d) Leave Accrual Records: Each employee shall be given an accounting at the minimum on a
monthly basis of their eared but unused leave.

9.9 CALL-IN PROCEDURES

In the event an employee needs to take unscheduled time off due to illness or personal needs, the
employee must notify his/her supervisor as soon as practical but in no case later than one (1) hour
before the beginning of his/fher work shift. Employees scheduled for shifts beginning after 9:00
a.m. must provide such notification as early in the day as possible.

Employees must contact the supervisor through designated numbers (examples: supervisor's
home phone, supervisor's work phone, doc line). Employees are encouraged to talk directly to their
supervisor when they are unable to report at their assigned starting times. An explanation for the
absence and anticipated date of return should be part of the call to the supervisor.

The Employer may identify a variety of methods of communications; however, the employee shall
only be required to make one completed communication as designated by the SUpPErvVisor.
Employees shall be reimbursed for long distance expenses related to these communications to the
Employer when such expenses exceed the cost of a call to the work location.

An employee who fails to report to work or to call in to his/her supervisor for three (3) consecutive
work days will be considered to have abandoned his/her job and will be terminated. If an employee
in this situation has extenuating circumstances that prevented contact with his/her supervisor,that
information should be presented to the supervisor as soon as possible.

9.10 LEAVE APPROVAL

Itis the responsibility of the department supervisor to assess staffing needs and to review and
approve or disapprove leave requests. The Employer is responsible for securing replacement staff
to cover approved time off, if such replacement is deemed necessary.

9.11  VOLUNTARY LEAVE FOR DISASTER SERVICE

See national policy for voluntary leave for disaster service
(kpnet.kp.org/pohr/policies/index_policies.html).
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ARTICLE 10
NO REDUCTION CLAUSE

No employees covered by this Agreement shall suffer the loss or reduction in any benefit now
being enjoyed by them.

ARTICLE 11
ISSUE RESOLUTION

Issue resolution is a procedure by which any employee, group of employees, supervisor, manager,
or physician may bring issues or concerms related to the workplace to the attention of a supervisor,
manager, or union steward. Those directly involved with the issue may quickly find a mutually
satisfactory solution using interest- based problem-solving and consensus decision-making. The
process is voluntary, and the Employer and Union strongly encourage people to use issue
resolution to resolve workplace issues and as an alternative to the grievance process. For more
details, please see the national issue resolution and corrective action procedures document.

ARTICLE 12
GRIEVANCES AND ARBITRATION

[Note: The Employer and Union revised the grievance process during negotiations in 2005. In
making the changes to the existing process, it was the intent of the parties to create a more
workable and flexible problem-solving process. These changes were not intended to alter the
parties' respective rights and obligations relating to either the scheduled days/times of grievance
meetings or the payment of stewards for participation in grievance meetings outside of their normal
working hours. The Employer and Union further enhanced the grievance procedure in 2014 and
agreed to an expedited arbitration procedure, excluding terminations, in 2015. Refer to MOUs]

The Employer and Union are committed to trying to resolve questions and conflicts by the least
formal and quickest means available. Therefore, when issues arise, the parties are expected to
initiate discussions between Union Representatives and appropriate management staff in an
attempt to reach mutual agreement before resorting to the formal grievance process. Refer also to
Article 11 and the issue resolution process.

The Parties recognize that (1) in order for this process to be effective, shop stewards may need to
have discussions with bargaining unit members and/or supervisors during normal working hours,
and (2) service to our members and other customers must not be harmed as a result of such
discussions. Therefore, shop stewards and supervisors should work together to try and find
mutually acceptable dates, places and times for discussions and meetings which are needed.
When mutually agreed, such discussions can take place during working hours.

12.1 GRIEVANCE PROCEDURE

A grievance within the meaning of the Agreement shall be any controversy or dispute arising
between the parties hereto involving interpretation or application of all provisions of the
Agreement.

Corrective Action Grievances: A grievance regarding a corrective action shall be presented, in
writing, within fifteen (15) working days of the corrective action, otherwise it shall not be considered

a grievance.
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Other Grievances: A grievance regarding other issues shall be presented, in writing, within thirty-
five (35) calendar days after the grievable event occurs; otherwise it shall not be considered a
grievance. This does not apply to section 14.3

Unless mutually agreed, there shall be no more than two (2) representatives from each side in
Step 1, and no more than three (3) representatives from each side in Step 2.
Time limits may be extended by mutual agreement of the parties.

All corrective actions, beginning with Level 1 of the corrective action process, may be grieved if the
Union or employee feels the corrective action was inappropriate.

The steps of the grievance procedure shall be as follows:

Step 1: The aggrieved employee, or a Union shop steward, shall first present his/her grievance to
the Employee/Labor Relations Consultant, in writing. The grievance must specify which provision
of the collective bargaining agreement has been violated and the proposed remedy. Scheduling of
the meeting must occur within five (5) working days of the filing of the grievance, and the meeting
must be held within ten (10) workdays of the filing of the grievance, unless mutually agreed upon
otherwise. The parties (Employee/Labor Relations Consultant, supervisor and/or manager,
grievant and the Union shop steward) shall meet to discuss the grievance and shall attempt to
resolve the dispute. The Employer shall respond to the Union shop steward, in writing, within five
(5) working days of the grievance meeting. If the Union believes the Employer's response does not
accurately reflect the discussions in the Step 1 meeting, it may provide a written response to the
Employer. If the grievance is not resolved, the Union may elect to proceed to Step 2.

Step 2: To proceed to Step 2, the Union must notify the Employer (Employee/l_abor Relations
Consultant), in writing, within five (5) working days of receipt of a response to Step 1. The Union,
Staff Representative (or designee), shop steward, grievant, and Employer (including Area
Administrator or Senior Manager) shall meet within five (5) working days after the filing of an
appeal of a grievance, unless mutually agreed otherwise. The Employer shall respond to the
Union, in writing, within five (5) working days after the Step 2 meeting. In the event of failure to
reach a satisfactory adjustment of the grievance, the grievance may be appealed to arbitration by
either of the parties upon notice to the other party, provided said notice is served no more than
fifteen (15) working days after the response to Step 2 is given.

12.2 ARBITRATION

Cases not resolved under the grievance procedure set forth in Section 12.1 may be appealed by
either party to arbitration. During the term of this Agreement, the Union and

Employer will select from a mutually developed panel of four (4) arbitrators: Mollie Bowers, Roger
Kaplan, Seymour Strongin and Michael Wolf. Arbitrators shall be selected alphabetically from the
list unless otherwise mutually agreed. Once an arbitrator from the list is selected, that arbitrator will
not be selected again until all other arbitrators from the list have been selected, unless the parties
agree otherwise. If, during the term of the Agreement, an arbitrator is eliminated from the list for
any reason, or the mutual agreement of the parties, a replacement will be made through mutual
agreement within thirty (30) days of a request to do so by either party. The decision of the
arbitrator will be final and binding on both parties. The arbitrator's fee shall be borne equally by
both parties.

The jurisdiction and authority of the arbitrator shall be confined to the interpretation and/or
application of the express provisions of this Agreement and the National agreement. The arbitrator
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shall have no authority to add to, detract from, alter, amend, or modify any provision of these
agreements.

12.3 JOINT REVIEW OF PROBLEM SITUATIONS

In departments or facilities where unusual problems exist (e.g., an unusual number of grievances,
unusual amounts of corrective action, poor relations between management and staff, etc.) the
Union and/or Employer may convene a joint meeting to examine the problem(s). The participants
for the meeting will be jointly discussed and agreed upon. The appropriate Chief Steward (or
designee) and Employee/Labor Relations Consultant will have the responsibility (1) to notify the
other party of the desire to meet, (2) to serve as liaisons for identifying appropriate meeting
participants, and (3) to jointly schedule the meeting, which should occur within fifteen (15) work
days of the initial notification. If unacceptable delays occur in scheduling the meetings, the shop
steward (or designee), Chief Steward, and/or Employee/Labor Relations Consultant may contact
the Union Staff Representative and/or Director of Labor Relations for assistance. If appropriate a
facilitator may be utilized.

The purpose of such a meeting will be to assess the situation and to identify actions which can
improve the situation. In proposing or agreeing to such meetings, the Union does not waive its
rights to access the grievance and arbitration provisions of the Agreement and the Employer does
not waive any of its management rights.

ARTICLE 13
MANAGEMENT RIGHTS

All the rights of management of the Employer's operations, including, but not limited to, hiring,
discipline, termination, scheduling, staffing, promotion, demotion, transfer, subcontracting,
determination of job duties, layoff and determination of methods of operation, except as limited by
the specific provisions of the Agreement, shall remain vested in the Employer.

ARTICLE 14
NO STRIKE PROVISION

141 PREAMBLE

The parties acknowledge that the Employer is a prepaid medical service program serving
thousands of members of the community. Therefore, in recognition of the Employer's responsibility
in caring for and curing the sick and injured (and to safeguard the relationship between doctor and
patient), the parties have agreed to the "no strike" provisions contained in this article.

14.2 STRIKES AND LOCKOUTS

The Union agrees that neither it nor the employees it represents hereunder, individually or
collectively, shall during the terms of the Agreement, cause, permit or take part in any strike,
picketing, sympathy strike, stand-in, handbilling, sitdown, slowdown, other curtailment or restriction
of work, prohibited activity under the National Labor Relations Act, nor in any manner interfere with
the operations in or about the Employer's medical centers or its places of business during the term
of this Agreement.

The Employer agrees that there shall be no lockout of its employees or any prohibited activity
under the National Labor Relations Act during the term of this Agreement.
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14.3 PICKET LINES

In the event of a lawful work stoppage by another union representing employees at KFHP, Local 2
will have an obligation to instruct its members of the no-strike, no-lockout provisions of the

Agreement.

ARTICLE 15
WAGES

16.1  Effective October 4, 2015, all employees covered by this Agreement shall
receive a 2.0% wage increase. (See attached wage table.)

15.2  Effective October 2, 2016, all employees will receive a 2.0% wage increase. (See attached
wage table.)

15.3 Effective October 1, 2017, all employees will receive a 2.0% wage increase. (See attached
wage table.)

15.4 Effective December 1, 2017, all employees will receive a 1.0 % wage increase, (See
attached wage table.)

15.5 LONGEVITY DIFFERENTIAL STEPS

These steps are labeled "After 15 Years", "After 20 Years", and "After 25 Years". Longevity steps
will be awarded when (1) an employee has worked 15, 20 and/or 25 years with Kaiser
Permanente, and (2) that employee has progressed to the "After 10 Year" (Step 11) rate in their
grade. Longevity steps shall not be used in determining new hire rates of pay as described in
Article 15.8.

15.6 RATES EXCEEDING RANGE

An employee whose rate exceeds the rate range for his/her job (including those increases which
he/she would receive as set forth in 15.1, 15.2, 15.3 and 15.4 above) shall retain the rate for the
duration of his/her occupancy of that job, or of succeeding jobs involving a lateral transfer or a
promotion for which the standard hourly rate is less than what he/she is then earning. Refer to the
side letter dated December 10, 1986 for details regarding pay increases for these employees.

15.7 PERFORMANCE SHARING

As specified in the National Agreement, a Performance Sharing Plan will be developed and
instituted with potential payouts in 2016, 2017, 2018 and 2019. The parties have agreed that
calculations for payouts will be based upon actual compensated hours during the previous year.

15.8 NEW HIRES

New hires with less than one (1) year of related experience beyond the minimum requirement of
the job will be hired at the "Start Rate”. New hires with one (1) year of related experience beyond
the minimum requirement of the job will be hired at the "After 1 Year" rate. New hires with two (2)
or more years of related experience beyond the minimum requirement of the job will be hired at the
"After 2 Year" rate. New hires with four (4) or more years of related experience beyond the
minimum requirement of the job will be hired at the "After 3 Year" rate.
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Credit for past experience for new hires in the classifications of Allergy Technician, Bone Density
Technologist, Cardiology Technologist, Cardiovascular Technician/Technologist, Central Sterile
Technician, CT Technologist, Diagnostic Medical Sonographer, EEG Technician/Technologist,
Group Representative Il, Licensed Practical Nurse, Mammo Technologist, Medical Laboratory
Technician, Medical Transcriber, MRI Technologist, Ophthalmology Assistant
Technician/Technologist, Orthopedic Technician, Orthoptist, Pharmacy Admixture Assistant,
Physical Therapist Assistant, Respiratory Therapist, Hospital Services Management Assistant,
Radiologic Technician/Technologist, Referral Management Assistant, Sleep Apnea Technician,
Surgical Technologist (OR), Vascular Technologist I/ll and Vision Care Assistant Il will be
determined as follows:

Credit for prior acceptable experience in the same job classification will be granted to new hires in
the above jobs. Such credit will be given at the time satisfactory proof of experience is provided by
the new employee. The new employee will be placed at the step rate which is one (1) step lower
than where they would be if all experience had been with the Employer. (Example: a new hire with
four (4) years of acceptable experience will be placed at the three (3) year step rate.)

15.9 STEP INCREASES

(a) In the wage schedules attached as Appendix C, the step rates specified for each grade shall
be applied as follows:

STARTING RATE: The minimum rate an employee and the normal starting rate for a new
employee.

AFTER ONE YEAR: The rate after completion of one (1) year of continuous paid employment in
grade.

AFTER TWO YEARS: The rate after completion of two (2) years of continuous paid employment in
grade.

AFTER THREE YEARS: The rate after completion of three (3) years of continuous paid
employment in grade.

AFTER FOUR YEARS: The rate after completion of four (4) years of continuous paid employment
in grade.

AFTER FIVE YEARS: The rate after completion of five (5) years of continuous paid employment in
grade.

AFTER SIX YEARS: The rate after completion of six (6) years of continuous paid employment in
grade.

AFTER SEVEN YEARS: The rate after completion of seven (7) years of continuous paid
employment in grade.

AFTER EIGHT YEARS: The rate after completion of eight (8) years of continuous paid
employment in grade.

AFTER NINE YEARS: The rate after completion of nine (9) years of continuous paid employment
in grade
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AFTER TEN YEARS: The rate after completion of ten (10) years of continuous paid employment in
grade.

(b) Step increases shall become effective on the first day of the pay period following the
employee's anniversary date.

(c) Regular employees working less than forty (40) hours per week shall be granted step
increases based upon scheduled hours in accordance with the following schedule:

Employees working 16 to 23.9 hour schedules: after 24 months
Employees working 24 to 31.9 hour schedules: after 18 months
Employees working 32 to 39.9 hour schedules: after 14 months

(d) Step increases shall not be withheld from any employee eligible for same, except in the event
that he/she receives an unsatisfactory performance evaluation or has reached the maximum or
exceeds the maximum rate for his/her grade. Employee performance evaluations shall be
conducted on or about the employee's anniversary date. In cases where evaluations are given
more than ten (10) working days after the employee's anniversary date, step increases will not
be withheld.

(e) Employees previously employed in an 'on-call' capacity will receive credit for hours worked up
to a period of six (6) months of continuous service prior to obtaining regular status for the
purpose of step increases.

15.10 STANDBY PAY

Employees required to remain available on standby at home for one (1) hour for possible shift
replacement shall receive one (1) hour of standby pay if not called in to work. Standby hours will
be considered productive time and will be paid at the appropriate rate depending on an employee's
individual situation (e.g., straight time, overtime, holiday premium, shift differential, etc.). If the
employee is called in to work, the employee shall receive a minimum of four (4) hours pay at the
appropriate rate.

15.11 DIFFERENTIAL FOR SHORT-HOUR EMPLOYEES

Short hour employees (working fewer than twenty (20) hours per week) shall be paid one dollar
and fifty cents ($1.50) per hour differential in addition to their regular base pay. This differential is
paid in lieu of benefits for employees ineligible for benefit programs as provided by this Agreement.
15.12 PAY DISPUTES

All pay disputes must be brought to the Employer's attention as soon as possible. Both parties
recognize that discrepancies may be due to mutual oversights. The Employer hereby agrees to
provide a nine (9) month window period in which an employee may claim back earnings.

15.13 PAYROLL ERRORS

Payroll errors will be corrected as soon as possible.
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ARTICLE 16
NEW TECHNOLOGY

16.1 INTRODUCTION OF NEW TECHNOLOGY

It is recognized by the parties that any jobs which in the future may require the use of new
technology are jobs within the bargaining unit, provided they would otherwise be within the
bargaining unit. In the event that the Employer introduces or uses any new technology, prompt
notice will be given to the Union and creation of any jobs not presently within the unit will be posted
to permit bidding by the employees within the unit. The new or revised jobs shall be referred to the
joint job evaluation committee. In the event that training programs are necessary to qualify
employees for such jobs, the Employer agrees that the then existing employees will be given first
opportunity to qualify for such job training programs before any persons from the outside are hired
to fill such jobs. Please also refer to national agreement on workforce development.

Refer to LMP Memorandum of Understanding.

16.2 LAYOFFS DUE TO NEW TECHNOLOGY

It is further agreed that the Employer, in cooperation with the Union, will exhaust every means
possible to keep layoffs due to the introduction of new technology to a bare minimum. Please also
refer to the Employment Income and Security Agreement.

ARTICLE 17
CAREER DEVELOPMENT

It is the policy of the Employer to encourage and support the career development of its employees
since this contributes to the improvement of the quality of services to the Employer's members. In
furtherance of the policy of the Employer to provide such training as will advance the efficiency of
the staff, improve staff members' opportunities for advancement and increase the effectiveness of
service to the membership, the Employer will provide (in cases it deems appropriate) cash grant
assistance as defined in the sections below.

17.1 ELIGIBILITY

A full or part-time employee hired to work twenty (20) hours/week or more is eligible to request
cash-grant assistance funds after completion of three (3) months of regular service.

17.2 APPROVAL

Approval will be granted only for those courses, seminars, and programs which are directly job-
related either to the employee's current position cr to the employee's career advancement with the
Employer. Each request is to be submitted, on the form provided, thirty (30) days in advance of the
course, seminar, etc., to be attended, where feasible, but in no case less than two (2) weeks in
advance. Approval is at the sole discretion of the Employer. Employer must provide a written
explanation to the employee when the education leave request is denied. A copy of the
explanation will be given to the Union, the Human Resources Consultant, and the next level

manager.
17.3 FINANCIAL ASSISTANCE/REIMBURSEMENT

The maximum amount to be provided for any one (1) eligible employee is $800 per calendar year,
to be prorated for part-time employees.
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Effective January 1, 2016, per National Agreement, tuition and continuing education
reimbursement is offered at $ 3,000 per calendar year for all benefits eligible coalition employees
scheduled 20 hours per week or more and who have been employed for at least 90 days. The
tuition reimbursement benefit will be administered by a Human Resource function in a shared
services environment.

Of the overall total annual reimbursement, represented employees may submit up to five hundred
($500) for travel, room/lodging expenses (excluding meals) for courses, workshops, seminars,
professional conferences, educational meetings, and special events taken/attended for continuing
education (i.e. CEU, PDU, CME, Contract Hours) in order to advance skills and obtain or maintain
position-required licensure, or certification, provided they are taken at an accredited institution,
professional society, or governmental agency. This shall include obtaining required licensure for a
position.

Travel reimbursement is not available for college undergraduate or graduate degree programs.

A newly hired employee may use up to 50% of the annual amount specified above during the
calendar year in which he/she is hired. No newly hired employee is eligible to use any funds until
he/she has completed his/her three (3) month probationary period.

In special cases, at the discretion of the Employer, a portion of these funds may be used for travel,
lodging or books. Funds for travel and lodging may only be approved when a course is job related
and the course is not offered locally. This is not intended to cover mileage reimbursement for travel
within our regional service area.

The costs of training in the form of courses at accredited institutions of higher education requiring
tuition, if approved in advance of enroliment, will be reimbursed by the Employer upon proof of
successful completion of the course not to exceed the maximum sum noted above.

17.4 EMPLOYEES LEAVING THE EMPLOYER

Employees who leave the Employer for any reason prior to the completion of an approved training
course, or within six (6) months thereafter, will forfeit their eligibility for reimbursement, have the
costs deducted from their final paychecks, or be required to reimburse the Employer for
educational assistance paid to them in the six (6) month period preceding the date of separation.

17.5 EDUCATION LEAVE

Leave requests for continuing education/career development purposes must be approved by the
employee's supervisor as necessary to the maintenance or improvement of the level of the
employee's work in the position he/she currently holds or to the employee's career advancement
with the Employer, providing that the employee's absence will not significantly affect the
functioning of the department.

Request for leave only should be submitted in the same manner as requests for financial
assistance. Employees who have completed three (3) months of regular service, are allowed up to
five (5) days paid educational leave per calendar year, pro- rated for part-time employees. The
minimum absence period for educational leave is one (1) hour depending upon operational needs
as determined by the supervisor. Time off for internal and external courses will be charged to
educational leave, subject to the limitations stated above. Educational leave may not accrue from
year to year nor may it be used as terminal leave. Such leave may not be utilized on other than
scheduled work days.
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17.6 EDUCATION REQUIRED BY THE EMPLOYER

if the Employer requires an employee to attend a specific course of training, the cost of the course
will be borne by the Employer. Time spent in attendance at the course will be considered hours

worked.
17.7 ADDITIONAL LICENSE

Employees required to be licensed and/or certified in more than one (1) legal jurisdiction because
of job requirements will have the additional license and/or certification paid for by the Employer.
This requirement will not apply when the additional license/certification is needed because an
employee elects to fill two (2) separate jobs in different jurisdictions.

If an employee needs to obtain additional license because he/she bumps into a different
jurisdiction (per the provisions of Article 2 and/or 19) or because an employee is required to
transfer to a new jurisdiction as a result of restructuring, the Employer will pay the initial cost of the
new license.

17.8 CERTIFICATION OR EXAMINATIONS

Employees may use their Financial Assistance funds in 17.3 above for the purpose of sitting for
certification, and/or examinations related to certification, which are relevant to their current jobs, or
are relevant to other jobs within the organization for which they are qualified, or for which they
might reasonably be expected to become qualified.

17.9 SUPPLEMENTAL FUNDS FOR DEGREE RELATED COURSES

Employees who are enrolled in accredited colleges or universities, who can provide annual proof
that they are actively pursuing degrees (AA, BA, BS, etc.) that are business or health care related,
and who have exhausted the funds described in 17.3 above while taking accredited degree-related
courses shall be provided up to an additional $300.00 annually for such courses. Supplemental
funds may only be received during the year(s) in which the course is begun or completed.

Employees wishing to utilize such funds must apply in writing to the Human Resources
Department, and must specify that they seek to access these supplemental funds.

17.10 RENEWAL OF LICENSES OR CERTIFICATIONS

When demonstrated organizational requirements, organizational unresponsiveness to employee,
or hold-ups caused by the licensure, accrediting, or regulatory agency prevent an employee from
obtaining/renewing required licenses or certification in the time frame required for continuing to
work in his/her position, the employer will provide continued work for the employee in an area that
doesn't require him/her to be licensed or certified.

ARTICLE 18
SAFETY AND HEALTH

18.1 OCCUPATIONAL SAFETY AND HEALTH
The Employer will provide protective clothing and equipment for bargaining unit employees as
required by federal, state and local regulations. The Employer assures safe and healthful working

conditions free from recognized hazards that might cause injury or death to staff members in
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employment throughout its medical centers and offices. Please refer to national agreement on
workplace safety, including the section on integrated disability management.

All staff members have the right and duty to bring unsafe conditions to the attention of
management. No staff member may be discharged or discriminated against in any way for filing
safety and health complaints or otherwise exercising their rights under the Act.

18.2 TESTING AND INOCULATIONS

To protect the health and safety of employees and patients, employees with member contact may
be required to have, or may be offered, medical test and/or inoculations in conformance with
health care industry standards and practices. If such tests and/or inoculations are required by the
Employer, they will be provided at no cost to the employee.

ARTICLE 19
SUBCONTRACTING

If the subcontracting of work would result in the loss of jobs by bargaining unit employees, the
Employer must notify the Union of its intentions at least ten (10) weeks in advance of such job
loss. At the Union's request, the parties will meet to discuss the Employer's decision, and the
Union will be given the opportunity to propose alternatives.

The Employer and the Union will work together to try and place laid off employees in alternative
positions in the company. If an employee is placed in an alternative position which is lower graded
than his/her current position, that employee would not suffer a reduction in pay, although he/she
would be placed in the proper pay scale, where possible. If an employee's pay exceeds the top
step of the pay scale, that employee's pay would remain "frozen" until it fits within the scale again.
At that point, normal pay increases would resume. If an employee's pay is lower than the top rate,
he/she would remain "off step” until his/her next step increase date, at which time he/she would be
moved to the next higher step. In the meantime, he/she would receive normal across the board
increases per this Agreement.

The Employer will provide Career Counseling and Job Search Training to interested employees.
Please also see the national agreement and its exhibit on subcontracting.

ARTICLE 20
MISCELLANEOUS

20.1 SECURITY LOCKERS AND COAT SPACE

Employer will work with facilities to find secure space for personal belongings (e.g. purse) and
space to hang coats. As much as possible, and within current space constraints of existing
facilities, this will be within the department. The Employer assumes no liability for loss of
employee's personal affects in any location.

20.2 CURRENT EMPLOYEE ADDRESS/PHONE NUMBER
It is the responsibility of each and every employee to keep the Human Resources Department and
his/her supervisor informed of his/her latest address and telephone number. Any attempts to reach

an employee at the telephone number provided at the time of employment or as changed in a
subsequent personnel action, shall constitute proper notice.
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20.3 PURCHASING OF EQUIPMENT AND SUPPLIES

The Employer agrees to consider the source of manufacture of equipment and supplies and will
attempt to purchase those items which are made in the U.S.A. provided all other factors are equal.
The Union encourages employees to give the same considerations as well as to union-made
products when making purchases. In no event will this matter be considered a subject of
bargaining or subject to the grievance procedures or restrictive of the Employer's right to purchase
any item from any source.

20.4 UNIFORMS

Professional uniforms meant for office practice are acceptable. Clothing meant for the

O.R. is generally not acceptable, except with supervisory approval. It is the joint responsibility of
the supervisor and the employees on the team to ensure that the attire worn presents a
professional image.

Colored uniforms are acceptable as appropriate attire, as long as they are neat, clean, and
professional in appearance. Therefore, the use of colored uniforms should not be considered a

violation of the dress code policy.

ARTICLE 21
JOB EVALUATION

A joint job evaluation committee, consisting of labor and management co-leaders and up to two (2)
representatives (and up to two (2) alternates) from each party, will review the job descriptions and
revisions of all bargaining unit jobs. No committee member may review, evaluate, or deliberate on
his/her own job description. The committee's review shall be made on the basis of internal equity,
industry standards, relevant community labor market data, and any pertinent scope of practice
regulations (see national agreement on scope of practice). The committee will seek input on job
descriptions from bargaining unit members as needed. The committee will be supported by internal
and/or external compensation professionals as needed. Please also refer to the national
agreement on union representation of new positions.

The committee will report to the Union and the Employer within two (2) weeks of reaching their
conclusions. The Employer and the Union will make a decision within twenty (20) days of receiving
these conclusions. In making decisions the Employer and Union will consider internal equity,
industry standards, labor market data and the financial impact on the organization.

If both the Union and the Employer agree to a modification in grade for a position, that modification
shall be made, and the Union and Employer will discuss the effect of the grade change on the
individuals currently in that job classification.

Employees whose wages are in excess of those established in the classification system will be
red-circled at their present wage rate until such time as the wages for that job classification equal
the red-circled employees' rate of pay.

Any disputes may be appealed to Step 2 of the grievance process as defined in Article 12. If there
is no mutual agreement at Step 2, the parties may go to arbitration or may seek a mutually
agreeable expert in the compensation field (with the costs of such expert to be shared by the
parties) to review the issue. The decision of the parties, arbitrator, and/or outside expert will be
based upon internal equity, labor market data, and industry standards.
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Notebooks with job descriptions will be placed in the administrative office at each center and made
available to bargaining unit employees.

ARTICLE 22
HEALTH AND WELFARE BENEFITS

221 HEALTH INSURANCE

All regular full-time and part-time employees covered by the Agreement are entitled to Health
Insurance offered by the Employer. Employees covered under this Agreement will participate in
the Health Plan Cost Sharing plan (on a pre-tax basis) which covers non-represented employees
in the Mid-Atlantic States Region. Such employees will participate in the Plan on the same basis
as other covered employees. If the Employer modifies the Health Plan Cost Sharing Plan for other
covered employees, such changes will also take effect for employees in this bargaining unit

However:

a) If premiums decrease in any given year, the employee premium shall also be reduced (no limit
on the decrease).

b) If premiums increase in any year, the employee increase is capped at 5% per year during the
term of this Agreement.

c) All other Co-pays shall remain the same during the term of this Agreement.

The parties recognize that the exact structure of the health benefits packages offered to
employees may vary from year to year. When changes to health coverage levels are mandated by
Carriers, the Employer will implement such changes upon notification to the Union and to the
affected employees. The Employer will not implement such changes for employees in this
bargaining unit without also implementing the same changes for other employees.

Employees with health coverage through Kaiser Permanente who work in the Behavioral Health
Services (mental health) department are eligible to elect supplemental mental health insurance
coverage which allows them to obtain some services outside the KP program. The premiums for
the insurance program shall be paid by the Employer. Current employees shall be allowed one (1)
month after the ratification of this agreement to sign up for this coverage. Newly hired or
transferred employees shall be allowed one (1) month after employment in an eligible position to
sign up for the coverage. The details of the coverage are available in a separate plan description.

22.2 LIFE INSURANCE

The Employer will provide each full-time employee covered by this Agreement with group term life
insurance in an amount equal to one (1) times the employee's annual salary rounded to the next
highest thousand. In addition, each employee may purchase additional contributory term life
insurance in the amount of an additional one (1) or two (2) times annual salary.

22.3 PENSION PLAN

All regular employees covered by this Agreement are eligible to participate in the defined-benefit,
Kaiser Permanente Mid-Atlantic Employees Pension Plan (KPMEPP) after twelve (12) months of
service. The plan is employer-paid and provides a definite guaranteed monthly income upon
retirement based on length of service and pay level (1.4% of final average pay times years of
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credited service) once the vesting requirement (or age 65 requirement) is satisfied. A full
description of the plan is contained in a separate summary plan description distributed to all
employees and a plan document is available for employee inspection.

The Employer will ensure that pension information in the Summary Plan Description (SPD) is
accurate and current, and will work to ensure that the SPD is as clear and understandable as
possible. In addition, the Employer will offer annual informational sessions regarding the pension
plan and tax sheltered annuity (TSA) to bargaining unit staff in each Service Area. The sessions
will be advertised to staff at least two (2) weeks in advance. Refer to the National Agreement for
additional information.

Longevity steps are included in the calculation for pension purposes.
22,4 DENTAL PLAN

A dental plan will be offered fully employer-paid for full-time employees and pro-rata for part-time
employees, 20 hours or more a week. The benefits will cover 80% of reasonable and customary
fees for basic services and 60% of reasonable and customary fees for prosthodontics services up
to $1,500 per calendar year per covered individual. The plan will cover employees and eligible
dependents following six (6) months service.

Dependent children up to age 18 will be covered for fifty percent (50%) of reasonable and
customary orthodontic charges up to a one thousand five hundred dollars ($1,500) lifetime
maximum benefit per child.

22.5 DISABILITY INSURANCE
(a) Long-Term Disability

Permanent full-time and part-time (twenty (20) or more hours per week) employees with one (1)
year of continuous service are eligible to participate in the Disability Insurance program offered by
the Employer. Should this program be modified so as to permit participation by permanent
employees with less than one (1) year of continuous service, such employees will then be eligible
to participate. The Long-Term Disability Program will pay an employee who is unable to work
because of illness or injury fifty percent (50%) of his/her normal wages.

(b) Short-Term Disability

Employees working twenty (20) or more hours per week will be enrolled in a Short-Term Disability
Program. The Employer will pay the cost of this program. Newly hired employees will be enrolled
the first of the month following their date of hire. The Short- Term Disability Program will pay an
employee who is unable to work because of iliness or injury fifty percent (50%) of his/her normal
wages. There is a thirty (30) day waiting period from the onset of the disability before benefits are

payable.

Benefits are payable for up to six (6) months from the onset of disability or until the end of
disability, whichever occurs first. All accrued sick leave must be used before disability payments

will commence.
Employees who are covered by this plan should consult their Summary Plan Description for more

details on plan benefits and restrictions.
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226 POST-RETIREMENT HEALTH COVERAGE

Employees who qualify for retirement under their pension plan, and who have fifteen (15) or more
years of credited service with Kaiser Permanente are eligible to receive post-retirement health
coverage. [Please see the National Agreement for details.] The retiree must obtain and retain
Medicare Part B coverage at his/her own expense. The supplemental coverage will continue for
the life of the retiree. The retiree may elect coverage under the options offered to employees. If the
option selected has a higher premium than Kaiser Permanente coverage, the retiree will pay the
difference in premium.

22,7 PART-TIME BENEFITS

Part-time employees shall receive benefits based upon scheduled hours, as outlined in this
Agreement. However, if in any twenty-six (26) week period an employee is paid additional hours
beyond the normal schedule such that the employee averages more hours than their regular
schedule, the employee's status for benefits accrual purposes shall be adjusted upward to reflect
such additional hours. This adjustment shall be for a period of twenty-six (26) weeks and shall be
applied prospectively only. The Employer shall recalculate insurance premiums and leave accruals
for existing benefits. The addition of new benefits shall be done only at the specific request of the
employee.

Benefits shall be adjusted at four (4) hour intervals (i.e. 20, 24, 28, 32, 36, 40). An employee must
meet or exceed one (1) of these intervals of hours paid to have his/her benefits adjusted up to that
level. The employee is responsible for initiating the request and supplying a copy of the
documentation to be reviewed.

22.8 TAX SHELTERED ANNUITY

The Employer will make its Tax Sheltered Annuity (TSA) plan available to all employees covered
by this National Agreement. Refer to the National Agreement for further information. The Employer
shall make no contribution to such plan.

22,9 DEPENDENT CARE REIMBURSEMENT PROGRAM

The Employer will offer a Dependent Care Reimbursement Program to employees working twenty
(20) or more hours per week. This program, subject to IRS regulations, will allow employees to
take tax-exempt payroll deductions to cover dependent care expenses, such as payments to day
care centers, nursery schools and adult dependent care centers.

ARTICLE 23
COMPLIANCE

The Employer and the Union agree that there shall be no employment discrimination on the basis
of race, sex, color, religion, age, sexual orientation, marital status, creed, nationat origin, disabled
veteran, veterans of the Vietnam era or disability, as defined by Federal and State/Jurisdictional
statutes. The parties further agree that they will take such affirmative action as may be necessary
to ensure equality of opportunity in all aspects of employment and to be in accordance with the
Employer's Affirmative Action programs. Employees who feel that they have been discriminated
against may file a grievance through the Union or may file a complaint through the EEQ Manager
in the Compliance Department, the compliance officer, or national compliance (888/774- 9100).
They may also take their concerns to other members of management, or to the Employer's legal
department.
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23.1 COMPLIANCE INVESTIGATIONS

All issues raised to regional or national compliance are investigated, and all investigations are kept
confidential. Persons reporting concerns to compliance will hear back if their concerns are
substantiated or unsubstantiated.

23.2 AMERICANS WITH DISABILITIES ACT

Implementing "reasonable accommodations" as required under the Americans with Disabilities Act
may require the Employer to take action which conflicts with other provisions of this Agreement.
Prior to taking such action, the Employer will consult with the Union.

23.3 EXECUTIVE ORDERS

The provisions of Executive Order No. 11246 and applicable provisions of Title VII of the Civil
Rights Act of 1964 are incorporated herein by reference.

ARTICLE 24
SHOP STEWARDS

24.1 SHOP STEWARDS

The Employer recognizes that the role of the shop steward is critical to a successful collective
bargaining relationship. Mutual respect between management staff and the shop steward is a key
element of that relationship. The Employer further recognizes shop stewards are protected under
federal law while engaged in certain union activities. The parties hereby affirm their commitment to
work together constructively to solve problems to reach mutually agreeable solutions when
differences arise.

24.2 TIME OFF FOR UNION ACTIVITIES

(a) Shop stewards shall be allowed reasonable time off without loss of pay to attend investigations,
corrective action meetings, grievance meetings, joint labor-management meetings, and
meetings with management.

(b) Authorized representatives of the Union shall be allowed time off without loss of pay to attend
any meeting called by the Employer.

(¢) Such time off must be requested as far in advance as possible and approved by the immediate
supervisor.

(d) Supervisors shall make reasonable efforts to provide flexible schedules for shop stewards who
ask to leave work early to attend quarterly union meetings. Shop stewards are expected to
make arrangements well in advance of the meeting dates.

(e) Shop stewards will have four (4) hours per month of paid time to participate in training

activities. The training time from one month can be combined with the training time from
another month to do an eight (8) hour training.
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24.3 TASK FORCE COMMITTEE

There shall be a permanent Task Force Committee composed of the Chief Shop Steward, two (2)
other representatives of the Union and the Human Resources Manager (or his/her designee) and
two (2) other representatives of the Employer. The Committee shall meet on a quarterly basis. The
Task Force Committee can suggest to the Employer and the Union methods to share values of the
partnership with employees, to improve working relationships between employees and
supervisors, to deal with customer service issues, to improve education programs, to deal with
abuses of sick leave, and to discuss any other issues the parties agree upon. A meeting of the
Task Force may be called by either the Chief Shop Steward or the Human Resources Manager (or
his/her designee).

244 LAYOFF OF SHOP STEWARD
In the event of a layoff, layoff due to subcontracting, or involuntary transfer, the Shop Steward shalll

be the last employee affected in his/her job classification at that location. Shop Stewards will not
be subject to bumping by other bargaining unit employees for any reason.
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ARTICLE 25
DURATION AND RENEWAL

This Agreement shall become effective October 1, 2015 and shall remain in full force and effect
until December 15, 2019 and from year to year thereafler unless either party gives noticas to the
other ninety (90) days prior lo the expiralion date by Cerlified Mail of its desire to terminate this
Agreement, See Section 3D of the Natlonal Agreement between Kaiser Permanente and the
Coalition of Kaiser Permanente Unions: for additional language.

IN WITNESS WHEREOF, the parties hereto have executed this Agreement on this day of
September 2015. /

72/; g CW RN 4508

Mike Cowan Local 2 0PE|U =z inda Washington
Secretary-Treasurer Vice President, Human Resources
Cpt (it DL~
Linda Bridges, PEIU Mi
1st Vice President Senior Director, Human Resources
]
Heidi Veltman

VP, NOVA Service Area

Contract Negotiation Commitiee Members

Labor Mapagement
Sandy Smith Charlene Yatas
Rose Meushaw Heidi Veltman
Juanita Bowman-Rose Adina Adas
Lisa Comelius Stacey Gamett
Kimberly Greene Allen Jell
Katrina Schaetz Ryan Logan

Jason McCarthy
Carla Wolfner
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APPENDIX A
INVOLUNTARY TERMINATION (DISMISSAL)

In the event an employee violates any policies of the Employer, and/or commits any of the

following actions, the employee's services may be subject to immediate, involuntary
termination for cause without warning, and without benefit of notice or pay in lieu of notice:

Falsification of any document or record
Walking off the job without notice

Direct or tacit refusal to comply with a supervisor's instructions or perform a job assignment
(after at least one written waming and/or suspension)

Failure to properly render service to a patient, when such service is within the regular and/or
reasonable scope of employee's duties, or is required in a bona fide emergency

Use, or unauthorized possession of intoxicants, drugs or similar substances while on company
premises without written medical or administrative approval

Being under the influence of alcohol or drugs or similar substances while on company
premises (after at least one written warning)

Use, or possession, of a weapon on company premises

Misappropriation, unauthorized possession or misuse of property belonging to the company, or
any employee, patient, or visitor

Unauthorized possession, misuse, reading or copying of confidential documents or records, or
disclosure of information of such records to unauthorized persons

Threatening, intimidating or coercing of another employee, patient, or visitor -- including verbal
or physical altercations or related disorderly misconduct

Any illegal act or conduct on company premises
Conviction of a crime involving moral turpitude

Any act or conduct which is seriously detrimental to patient care, or any other company
operations or activities (not to conflict with any professional policy on competence and conduct
which would take precedence for those covered under such a policy).

The making or publishing of false, vicious or malicious statements concerning any employee,
supervisor, the organization or any other conduct detrimental to the organization, its
employees or the employee/employer

Other gross misconduct
The preceding rules and regulations are listed for the convenience of the employees and do
not preclude the Employer from establishing other rules or regulations in accordance with the

provisions of the Agreement.



CURRENT JOB TITLES 2015

GRADE 2

Transporter
Laboratory Aide
Pharmacy Clerk

Operating Room Assistant

GRADE 3

MSSC Department Clerk

Regional Access Service Control clerk
Claims Clerk

Claims Data Entry Clerk
Department Assistant

Health Information Mngt Assistant
Imaging Services Assistant
Pharmacy Tech 1

Physical Therapy Aide

Call Center Control Desk Clerk
Vision Services Assistant 1

Dept-Word Processor Assistant
Physical Therapy Receptionist

GRADE 4

Anesthesia Technician

Claims Processor

Documentation Preparation Indexer
Intake Scheduler

Regional Lab Specimen Processor
Administrative Assistant 1

Bone Health Patient Services Rep
Breast Health Associate

Pharmacy Inventory Technician

Sr. Health Information Assistant
Pre-surgical Testing Assistant
Physical Therapy Assistant ck grade
Pharmacy Tech 11 bilingual
Mammography Tracking Rep
Clinic Assistant Bilingual

Supply Assistant
Regional Laboratory Aide
Pharmacy Clerk Bilingual

Pharmacy warehouse worker

Receptionist Bilingual

Claims Mail/Imaging Clerk
Document Mngt Clerk
Imaging Department Clerk
Laboratory Clerk

Logistics Driver
Receptionist

Switchboard Receptionist

Call Center Paging Operator
Clinical Assistant

Facility Services Assistant
Lab Specimen Processor
Mental Health Assistant
Phlebotomist

DIS Patient Services Rep
Pharmacy Tech 11

Breast Health Associate
Teleservices Representative
Unit Assistant

Vision Services Assistant11
Support Services Processor
Cardiovascular Technician
Teleservices Rep Bilingual



CURRENT JOB TITLE LIST 2015

GRADE 4 (Cont:)

Specialty Appointment Clerk

HIMS Data Quality Asst (Deleted)
Accounts Payable Processor 1
TSR/Telemedicine Support

Central Supply Tech

Enrollment Processor

Int Travel Teleservices Rep

Data Clerical Women Hlth Assistant
Clinical Assistant

GRADE 5

Adjustment Processor

Cardiovascular Technician

EEG Technician

GI Endoscopy Technician

Medical Lab Assistant (BLS)

Lead Pharmacy Technician

Medical Transcriber

Ophthalmology Assistant 1

Patient Financial Services Representative
Sr. Claims Processor

Sr. Quality Data Assistant

Sr. Pharmacy Admixture Technician
Lead HIMS Quality Assurance Technician
Sr Health Management Assistant 11613
Manufacturing Opticians

Material Coordinator Regional Lab
Pharmacy Optifill Technician

GRADE 5CC
Certified Professtonal Coder 1

Member Service Representative
Member Service Telephone Rep 11

Clinical Pharmacy Tech 11
Lead Vision Svcs Assistant
Mammography Clerk
Hearing Center Assistant
Urgent Care Technician

Quality Data Admin Asst

Allergy Technician)

Cash Receipts Assistant

Eligibility Verification Processor
Histology Assistant

Lead Document Preparation Indexer
Lead Teleservices Representative
Lead Specialty Appointment Clerk
Orthopedic Technician

HIMS Quality Assurance Technician
Sr. Pharmacy Admixture Assistant
Surgery Scheduling Representative 1
Regional Medical Lab Assistant
Lead Pharmacy Technician

Sterile Processing Technician
Material Coordintor

Lead Customer Ser/stock room

Grade 5CR

Customer Service Telephone Rep



CURRENT JOB TITLES AND GRADES 2015

GRADE 6

VA Clinical Pharmacy Tech drug use
Accounts payable Processor 11

EEG Technologist

Group Representative

Lead Orthopedic Technician

Clinical Call Center LPN

Medical Lab Technician

Medical Transcriptionist

Referral Management Assistant- 1
Case Management Assistant

Radiology Referral Mgmt Asst

Lead License Practical Nurse

Sr. Services Continuing Care Assistant
Behavior Health Referral Management Asst
Certified Professional Coder 2

Cash Receipts Technician

Group Database Assistant

Lead Medical Transcriber

Licensed Practical Nurse

DME Benefit Coordinator

Quality Assurance Technician Lead
Provider Management Scheduler
RMA Emergency care management
Histology Technician

Hepatitis C LPN Coordinator

Sr. Surgery Scheduling Rep 11
Community Navigator

Call Center Lab Call Back LPN
Lead Sterile Processing Tech

SUPPLEMENTAL SCALES-AIl BLS except /Referral Mngt

Cardiology Technologist 06C

CT Technologist 068

MRI Technologist O6S

Mammography Technologist O6M

QC Lead Mammography Technologist 6ML
Diagnostic Medical Sonographer O6T
Radiology Technologist O6R

OB/Nuchal Sonographer Technologist O6T
Lead OB/Nuchal Sonographer Technologist 6TL
Echocardiogram Technologist 06S

Nuclear Medicine-PET Technologist 06T
Ld RMA Emergency Care Mngt 6DL

Ld Referral Mgmt Asst-Referral 6DL
Ophthalmology Technician 60T
Ophthalmology Assistant II 60A

Lead Ophthalmology Tech 60L

Certified Professional Coder 4 06R
Dispensing Optician Apprentice 60A

Lead Licensed Dispensing Optician 60L
Lead Echocardiogram Technologist 6SL
Licensed Dispensing Optician 60T

Non Licensed Dispensing Optician60A
Registered Vascular Technologist 06T

Bone Density Technologist 6RL

QC Lead CT Technologist 6SL

QC Lead MRI Technologist 6SL

QC Lead Sonographer 6TL

QC Lead Radiology Tech 6RL
Surgical Technologist 60R
Respiratory Therapist 6C

Sleep Apnea Technician 6C

Physical Therapy Assistant 6P
Polysomnographic Technologist 06C
Ld Surgery Scheduling Rep 6DL
Surgical First Assistant 06U

Sr. Svcs Transition Coordinator 60A
VA Mohs Histotechnician 06D
Certified Professional Coder 2 60A
Certified Professional Coder 3 06

Member Service Coordinator O6R
Tumor Registry Coder 06R
Revenue Integrity Coding Anal 06R
Breast Imaging Specialist 06S

QC Ld Breast Imaging Specl 6SL
Intervention Radilogical Tech

DC Diagnostic Medical Sonographer Pediactric Cardiology 06T



CURRENT JOB TITTLES AND GRADES CONTINUED

SUPPLEMENTAL SCALES CONTINUED

CT Nuclear Medicine/Pet,CT 06T
QC LD Nuclear Med Pet/CT 6TL
Appeals Jobs

DIFFERENTIAL JOBS
Lead Practical Nurse $1.00(BLS)

Lead Referral Management Asst $1.00
Lead Bench Surfacing Manufacturing Optician

Member Service Coordinator
HICT

Ld Surgery Scheduling Rep $1.00
Ld Referral Mgt Asst Hotline $1.00
Ld Customer Service Asst/stock



OPEIU INACTIVE JOB TITTLES 2015

REVISED March 7, 2016

GRADE 2
AMBULATORY SURGERY ORDERLY-renamed
Supply Assistant

Regional Lab Aide

GRADE 3

MSSC Department clerk

Department Word Processor Assistant
Membership accounting processor-renamed
Regional Access Control clerk
Department Assistant

Imaging Department Clerk

Laboratory Clerk

Bone Health Driver

Ware House Worker

Call Center control desk clerk
Receptionist Bilingual

GRADE 4

Pre surgical testing assistant

Regional Lab Specimen processor

Lab Specimen Processor

Unit Assistant

Vision Services Assistant-renamed
Pathology Assistant

Breast Health Associate-renamed



GRADE 4 CONTINUED
Pathology Lab assistant
Lab clerk
PUVA Technician
Support Services Processor
Enrollment Processor-renamed and upgraded
HIMs Data Quality Assistant
TSR/Telemedicine Support
Surgical Instrument Technician-renamed
Int travel Teleservice Rep
Facility Services Assistant
Acountspayable Processor 1
INT Travel Teleservice Rep
Pharmacy Tech 11 Support staff
Facility Service Assistant
Secretary
Central Supply Tech
Quality Data Admin Assistant
Sterile Processing Tech—now a grade 5
Cardiovascular Tech 1
GRADE 5
Eye Wear Consultant
Allergy Technician
Lead Specialty Appointment Clerk
Lead Teleservice Rep
Medical Transcriber-upgraded to grade 6
Sr Quality Data Assistant
Allergy Technician

Surgery Scheduling Rep 1



GRADE 5CC

Member Services Telephone Rep-renamed- new grade

Lead Member Service Tel‘ephone Rep 5CL

Customer Engagement Resourse Specialist-renamed and new grade

Lead Customer Service Reps

GRADE 6
Accounts payable Processorll
Quality Team Coach

Referral Management Assistant-Hotline renamed

DIFFERENTIALS $1.00

Lead Customer Engagement Resource Specialist-renamed

SUPPLEMENTAL SCALES

Cardiology Technologist 06C

SNF Placement Coordinator renamed? 60A

Lead Referral Management Assistant Hotline-renamed 6DL
Dispensing Optician Apprentice 60A

Skilled Nursing Home Coordinator 60A
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Addendum to Collective Bargaining Agreement

During negotiations in 2000 and 2005, the Union and Employer developed methods to improve
communications and increase employee and Union involvement in key areas of the organization. The
following are commitments made by the parties, which should help develop the Labor-Management
Partnership on a local level, and, in many cases, to help resolve issues that exist and/or that may
develop during the coming years.

Meetings to Improve Communications

The parties recognize that frequent communication is important to develop an environment that fosters
teamwork, understanding, and active issue resolution. In order to achieve this, we are committed to the
following:

Twice yearly group meetings involving stewards, union officials, and relevant HR staff.

Regular meetings between individual stewards and HR consultants. Such meetings should take place
outside the normal work area.

Participation of stewards at appropriate team, department, and/or facility meetings. Stewards and
managers should jointly plan when and where such participation will be most beneficial.

Involvement of stewards in a department/location policy development and communication. The intention
of this steward involvement is to try and arrive at understanding and consensus before policies are
issued and to try and avoid conflict and/or grievances afterward. This is not intended to change existing
management or union rights in the area of policy development and communication.

Grievance Meeting Ground Rules

The parties recognize the need for certain "ground rules" for grievance meetings in order to ensure that
the meetings can be conducted in an effective and professional manner. All participants in grievance are
expected to:

Maintain confidentiality (share information with others only on a "need-to-know" basis) Stick to the issue
Remain objective

Treat others with courtesy and respect

Listen actively

Recognizing that grievance meetings can become emotional or frustrating for some participants, it is
especially important for stewards and HR representatives to understand these ground rules, and to
remind other participants of their importance. Whenever appropriate, the ground rules should be
reviewed prior to, or during, a grievance meeting.



Grievances - Other Commitments

The employer will create, if feasible, an on-line list of union representatives in the telephone or some
other accessible area.

A joint committee will be established to create a grievance tracking system and a revised grievance form.

The parties will establish a calendar of potential Step 2 grievance meeting dates in order to facilitate
more timely resolution of grievances that reach that level.

Issue Resolution and Corrective Action Training

In order to enhance our capability to resolve issues jointly in an interest-based manner, the parties have
agreed to the following:

Develop online training module on corrective actions and issue resolution

Put corrective action and issue resolution procedures in departments so that everyone has access to
them

Commit to continue joint training on corrective actions and issue resolution

Use expert consultants to develop online training module and to provide constructive feedback on
corrective action and issue resolution processes; this will be in place by October 2006.

Clarification of Contract Language

The parties have agreed to a joint effort to provide written clarification of contract language that has been
found difficult to interpret by stewards, supervisors and employees. The union leader or designee will
create a document outlining the role and responsibilities of a shop steward and a union orientation letter.

Permanent Flexible Pool

The union and employer will charter a team by January 2006 to create a permanent flexible pool that will
be implemented no later than January 2007.

Timekeeping

In order to maximize the efficiency and accuracy of our timekeeping systems (automatic or manual), it is
important for staff and supervisors to understand their respective roles and responsibilities, and to
communicate with one another about unusual situations that may arise.

On occasion, situations occur that can result in unexpected loss of pay for an employee. The situations
usually occur under one of the two following scenarios:

An employee mistakenly submits a sick leave slip for more sick leave than the employee has accrued. If
no further action is taken, this will result in a short paycheck even though the employee may have
accrued vacation leave that they would have elected to use to eliminate the shortfall.



A mistaken overpayment is made to an employee. When the over payment is discovered, the amount
will be recovered, and this will result in a short paycheck. If the employee does not realize the
overpayment was made, they will be surprised by the subsequent recovery of the funds.

When a supervisor becomes aware of such situations, he/she should attempt to contact the employee to
notify them of what is happening. If time permits it under scenario #1 above, the employee should be
allowed to submit a request for the use of vacation to substitute for the sick leave shortfall. Please note
that this does not relieve the employee from the responsibility of submitting appropriate leave slips to
begin with. These occurrences should be rare exceptions to the normal accurate submission of all pay
related information.

If in #2 above the amount of overpayment exceeds $100, the employee and payroll department will
discuss the desirability and feasibility of a gradual repayment plan and implement such a plan where
appropriate.

If an employee receives a paycheck that is short by $100 (gross) or more, a special check will be cut for
the employee upon request. The employee should consult with the Employee Service Center regarding
pick-up or delivery of the special check.

Joint Timekeeping Review Committee

A joint committee of an equal number of labor-management partners will meet to review, study, and
adjust the following specific issues involving the timekeeping system:

Joint development of a policy addressing corrective action for missed swipes.
Study, review, and adjust other issues related to timekeeping that may be brought to the committee by
either partner.

The joint timekeeping review committee shall convene annually for the ongoing review, study, and
adjustment of timekeeping issues as outlined in numbers 1 and 2 above.

Remote Access to E-Mail
If feasible, stewards will be provided with remote access to the Kaiser Permanente e-mail system.
Labor Selection of Labor Team Members

The union and employer agree that for any LMP sanctioned committee, team, or workgroup, the labor
members will be selected by the union leader or designee.



SIDE LETTER AGREEMENTS
National Agreement

The parties agree that if the national agreement becomes null and void at any point during the term of
this collective bargaining agreement, they will come together to review those elements that could be
adopted as part of the local agreement.

Regional Attendance Guidelines

The parties established a uniform attendance guideline for all departments. All previous guidelines and
policies on attendance, whether departmental, service area, or regional, are null and void. The new
guidelines will become effective January 1, 2006. Copies of the guidelines will be made available to all
employees and managers no later than December 31, 2005. Employees and supervisors will be
provided with education about the guidelines.

Full-Time Shop Stewards

During the 2005 Local negotiations, the parties agreed to explore the creation of 9 full time steward
positions, These positions would become effective January 1, 200Tand exist for the full term of the
Local agreement. The parties will jointly revisit this issue beginning January 2006 and reach a final
decision by March 31, 2006.

The current union representation structure will remain in place until any agreement would be reached to
change such structure. If Local 2 agrees to change the current union structure in March 2006, a joint
review of the newly created structure shall take place annually beginning January 2008. Many issues
must be considered, to have a successful transition and address the needs of the union and the
employer. The parties will need to consider the following, which is not an inclusive list.

Training of current and future stewards for replacement

Return rights and new deployment of replacement stewards
Determination of future numbers of stewards due to growth of members
Accountability/reporting

Salaries and job descriptions

Future involvement of current shop stewards

If the parties reach an agreement March 2006 to move forward with this new union structure, the newly
created full time steward positions would become effective January 1, 2007.

If either party determines the new structure does not meet its needs, the structure may in January 2008
revert back to its previous union structure that existed in December 2006.



Side Letter to the Collective Bargaining Agreement between
OPEIU, Local 2 and KFHP-MAS

In those Health Care Teams (HCTs) which are staffed with one or more Clinical Assistant Il (CA-Il)
positions, the following shall apply when such CA-lis do not work for all or part of a given day:

1.

Such teams will maintain a minimum staffing of at least one CA-Il during each session that the HCT
i$ in operation.

Sessions usually consist of one-half of the hours of operation on a specific day, but may be less than
one-half day when a provider who is assisted by a CA-Il works fewer hours than would constitute a
half-day. In such cases, a session shall be defined as the amount of time that the provider is
working, including necessary set-up or follow-up time if appropriate, for the purposes of CA-I|
staffing.

If the provider normally supported by the CA-Il is not working during a particular session, there is no
minimum CA-II staffing which must be maintained.

Minimum CA-Il staffing may be achieved by utilizing a CA-Il from a different team, or by temporarily
utilizing a validated CA-I from the same team or from a different team.

When there is a need to utilize a validated CA-I as a CA-ll, the following procedure shall be used:

The decision regarding which method of meeting the CA-Il staffing need shall be made by the team
on the basis of availability and team needs.

If the CA-I is to be selected from within the existing team, the bargaining unit seniority of team
members shall be used for selection.

If the CA-l is to be selected from outside the existing team, the managers of the team, department
and/or facility will make the determination of the appropriate team to affect.

Within the team selected, bargaining unit seniority shall be determining factor among validated CA-
I's.

If CA-Il staffing targets cannot be met due to lack of available validated staff, then the most senior
CA-l in the department will receive the additional pay if he/she is required to support two or more
providers by him/herseif.

Validated CA-l and/or CA-l staff who are in the Float Pool, may be utilized to meet minimum staffing
levels.

59



Agreement between
OPEIU, Local 2 and KFHP-MAS

Integration of Opticians and Eyewear Consultants into the Existing Bargaining Unit and
Agreement

1. Each Optician and Eyewear Consultant will be given a bargaining unit seniority date
which reflects his/her original date of hire with KFHP-MAS into a regular position of
sixteen (16) or more scheduled hours per week. The “date in grade” for each affected
employee will be 6/22/06.

2. Lump sum payments representing 3.0% of total earnings from 6/24/06 to the processing
date, based on current wage rates, will be paid to each employee. This lump sum will not
be paid to employees who terminate employment prior to the processing date, with the
exception of any employees who have formailly retired from KFHP-MAS.

3. The parties will work together through the Job Evaluation Committee to select or create
appropriate wage scale(s) for the Optician and Eyewear Consultant positions.

4. Opticians and Eyewear Consultants will be placed on the step closest to current wage
rate, moving upward in the step structure if their current rate does not exactly coincide
with a step on the structure.

5. Each affected employee will receive a lump sum payment for differential between old rate
and new rate (as indicated in #&-above) for the period of 6/24/07 to the date of

processing. #HY ey },,,/

6. Each Optician and Eyewear Consultant will receive an ATB increase of 3.0% on 9/30/07.

7. Opticians and Eyewear Consuiltants will be eligible for future wage increases as
negotiated in the National Agreement for the OPEIU, Local 2 bargaining unit. They are
also eligible for step increases as stipulated in the local agreement with OPEIU, Local 2.

8. Movement of staff from salaried benefits to Local 2 contractual benefits will occur during
the upcoming open-season, with an effective date of 1/1/08. Em ployees will retain
current benefits, including pension benefits, insured benefits and leave benefits, until that
time.

9. Except as indicated above, all terms and conditions of the collective bargaining

agreement between OPEIU, Local 2 and KFHP-MAS will apply to Opticians and Eyewear
Consultants as of the date this agreement is signed by the Union and the Employer.

(GO ifos;,

Charles Phillips Date
KFHP-MAS

W%J/‘”———“ 7/27/07
Michael Cowan Date *

OPEIU, Local 2



Side Letter to Supplement Article 12

Effective Date: May 1, 2014

OPEIU
GRIEVANCES AND‘ARBITRATION

[Note: The Employer and Unlon revised the grievance process during negofiations in 2005. In making the
changes to the existing process, itwas the intent of the parties to create a more workable and flexible,problem-
solving process. These changes were not intended to alter the parties’ respactive rights and obligations relating
to either the scheduled days/times of grievance meefings or the payment of stewards for parficipation in
grievange mesfings outside of thelr normal working hours.]

The Employer and Unlon are commifted to trying to resolve questions and confilcts by the least formal and
quickest means available. Therefore, when issues arise, the parties are expected fo initiate discussions
between Union Representatives and appropriate management staff in.an attempt to reach mutual agreement
before resorting to the formal grievance process. Refer also to Article 11 and the issue resolution process.

The Parties recognize ﬁ}atg1) In‘order for this process to be effective, shop stewards may need to'have
discusslons with bargaining unit menibers aridlor siipeivisors during niormal working hours, and (2) service to
ourmembers and other:customers must not be harmed as a result of such discussions. Therefore; shop:

stowiaids andl supervisors should work fogsther fo ty and find mutually acseplable datas, plases.and fimes for

discussions and mesings which & neaded. When utually agreed, such discussions can take plage diiring
working hours..

Sy



GRIEVANCE PROCEDURE
A grievance within the meaning of the Agreement shall be any controversy or dispute arising between the
parties hereto involving interpretation or application of all provisions of the Agreement.

Corrective Actlon Grievances A grievance regarding a corrective action shall be presented, in writing, within
ean (15) worki s of the corrective action, otherwise It shall not be considered a grievance.
Other Grievances A grievance regarding other issues shall be presented, In writing, within thirty-five (35).

caleridar days after the grievable event occurs; otherwise it shall not be considered a grievance. This does not
apply fo section 12.3

Unless mutually agreed, there shall be no more than two (2) representatives from each slde in‘Step 1,:and no
more thanthree (3) representatives from each side in Step 2. Time fimits may be extended by mufual agreement
of the'parties.

Al corective actions, beginning with Level 1 ofthe corrective action Pprocess, maybe: grieved if the Union or
amployee feels the coiractive'action was inappropriate.

T Steps of ths grieiiancelprocadire shillbe as follows:

Step 1: The aggrieved employee, Union shop steward, or Union Representafive, shall first present his/her
grievance fo the Manager, Empl"' : :ind La or Relahons, in wrihnq (via'the grievance malbox
(MAS.Union. Grievances@kp: org), or via ,Inter»pfﬁpa mall) A confirmation nofice’ will be prowd_ad to Union;
lncluding the. asslgned HRC:and the respectiveiimanager, The! griauanc;e must specify whi lch'f 1 pro ‘_ioln of the

ain __‘g'agreemanf hqs beep__hwolated and the 5propc:sacl remedy* Schaeduling of the mesting must
'working days of the filing/of the grievance; and the mesfing miist bo held vathin ton 1(10).
workdays of the filing of the grievance, tinless mutuaﬁy agreed upon otherwise. The parties (Human'Resources
Consuttant, supervisor and/or manager; grievant, Union shop steward and/or head steward) shall meet to discuss
the grievance and shall attempt to resolva the:dispute. The Employer shall respond to the Union shop steward, in
writing, within five (5) working days of the grievance meeting. If the Union believes the Employer’s response does
not accurately reflect the discussions in the Step 1 mesfing, it may provide a written response to the Employer. If
the grievance is not resalved; the-Union:may elect to proceed to Step 2.

Step 2: To proceed to Step 2, the Union must notify the Employer (Human Resources Consultant), in writing, .
within five (5) working days of receipt of a response fo Step 1, The parties (Human Resources Consultant,
supervisor and/or manager, grievant, Unfon shop steward (and/or head steward), Union Staff Representative (or
designes), and next level manager) shall meet within five (5) working days after the filing of an appeal of a
grievancs, unless mutually agreed otherwise. The Employer shall respond to the Unfon, in writing, within five (3).
‘working days after the Step 2 mesting. In the event of failure to reach a satisfactory adjustment of the grievance,
the grievance may be appealed to arbitration by either of the parties upon notice to the other party, provided said

notice is served no more than fifteen (15) working days after the response to Step 2 is given.

12.2 ARBITRATION

Casaes not resoived under the grievance procedure set forth in Section 12.1 may be appealed by either party to
arbitration. During the term of this Agresment, the Union and Employer will select from a mutually developed
panel of four (4) arbitrators: Mollie Bowers, Roger Kaplan, Seymour Strongin and Michael Wolf, Arbitrators shall
be selected alphabeticalty from the Est unless otherwise mutually agreed. Once an



arbitrator from the list is selected, that arbitrator will not be selected again until all other arbitrators from the list
have been selected, unless the parties agree otherwise. If, during the term of the Agreement, an arbitrator is
eliminated from the list for any reason, or the mutual agreement of the parties, a replacement wiil be made
through mutual agreement within thirty (30) days of a request to do so by either party. The decision of the
arbitrator will be final and binding on both parties. The arbifrator’s fee shall be bome equally by both parties.

The jurisdiction and authority of the arbitrator shall be confined to the interpretation and/or application of the
express provisions of this Agresment and the National agreement. The arbitrator shall have no authority to add

to, defract from, alter, amend, or modify any provision of these agreements.

| Agreié"d:

. WM& { B G s &Olﬁf -.
Phaedra R, Stewart Date !
KFHP - MAS. :

Date .

OPE, Local 2




SEP-26-2014 15: 10 From:KAISER CSC 391 B79 6452 Toi301 931 4219 e
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*  The employee must be able to safely carry / transport eiqulpment / computer components
that may welgh up'to 10 pounds per component,
*  The employee must meet requirements associated with home worksite set up and provide
required services.
»  The employee will be required to sign this Telecommuting program form. This form will be
reviewed by both the Emplayee and the Team Manager priot to implementation, and will be
reviewed and re-signed on an annual basis.
* Al qualifying employees will be eligible to te!ecommute;; provided alt other conditions In
this Agrcement have been met. Al elements being considered equal, among qualified
applicants, senlority will ba the determining factor,
*  Exceptions to the eligibility criteria will be decided on a case-by-case basis by mscC
leadership and Labor, working in partnershlip,

Section 4: Maintenance of Performancs Standards

*  Inorderto remain a telecommuter, the employee has to maintain the following

performance standards. They are:
©  Appropriate standards of attendance in accordante with Reglonal guidelines

o Employees that recelve a Leval 3 or greater {for-any reason) may be removed from
the wark at home program.

»  Quality Assurance (QA) scores at 2 minlmum of B2% average over the last three (3)
manths (KP may adjust performance largets due to syslem or business
limitations/changes)
o Schedule Adherence (Compliance) Lased on targets for the FBEION you serve over
the last three months (Kp may adjust performance targets due ta system or business
limitations/changes) :
*  Employees who fail to malntain thesn standards will be deimoved from the pragram and will
be required to return to the Center,

° Employees will have to again meet the performance eligibility requirements to be
considered for the lelecommuting program,

Section S: Home Worksite

*  The home work site must be separate, safe, secure, quiet and appropriate to perform tasks
comparable to those done at the Fulton Center.

*  The employee will conduct a self-check of home worksite readiness. As needed, a
phatographic ar in-person assessment of the work sile may bé¢ ¢anducted,

®  The cmployee, not KP, Is responsible for costs related to k#tup or remodeling of the
designated home workspace.

s The employee must make every effort to establish 3 quiet workspace free of distractions.
*  The employee must agree to use KP equipment exclusively for KP activities.

*  The work site must meet all Kaiser Perma nente ergonomics standards. Verification will ba
provided by the employee or by on-site inspection.

e ifanon-site inspection is needed, it will be jointly conduqted by Labor and Managemant,

|
Section 6: Home Worksite Equipment and Services '

MSCC Telecommuting Program - Fulton MSCC 92214

Pape 3‘-



SEP-26-2014 15:11 From:KAISER'CSC 391 B79 6452 »TQ:EEM 931 4219 P.477
|

. Kalser Permanante Provides:
v Conflgured and tested PC / Laptop, monitor, keyboard, imouse, mouse pad, cables
o  Analog telephone and headset

Surge prolector, remote access token

o Routine office supplies

Q

All hardware and software furnished by Kalser Permanente and all coples thereof are the property
of Kuiser Permanente, Repalr of the equipment wlill be conducted by Kalser Permanente,

= Al equipment Is used exclusively far Kaiser Permanente agtivities. Only Kalser
Permancnte equipment ¢an be used when working from the héme worksite. The employee
agrees to:
o  Use company properly / equipment only for custamer business. Use of company
property for personal use is prohibited.
o Taka reasonabie steps to protect company property / cquipment from theft,
damage, viruses, misuse, unauthorized, or accldental bse, modification, destruction or
disclasure.
o Reportinstances of loss, damage, or unauthorizad access to his/her Team Manager
or Operations Manager Immediately.
o  Not to sell, lease, assign, transfer or otherwise make available said hardware or
software to any other source. .
o Limit access to KP programs to,.employees, agents, or consultants In order 10 use
the product thereof for business
- In additlon, the telecommuter will not copy ar duplicate by any means, whole or in part,
any documentation or other materlal furnished by Kaiser Permanente, except for copies as
specifically permitted by prior agreement with Employer.
- The Employee Provides:
o  High speed internet access of at least 15 mbps —~ provision and payment of initlal
set up and angoing services. Wiraless features must be-deactivated to eliminate others
“borrowing” bandwidth .
o Analog telephone line (elther a second phone linle or a primary phone line with
"advanced” features deactivated — no VOIP) ~ provision and paymant of initial set up
and ongoing setvices ‘
0 Appropriate, ergonomically sound workstation including desk, chair, keyboard
area, lighting
o Electrical services having a duplex outlet that Is currently not on the same ¢ircuit as
the furnace, refrigerator, microwave, clothes washer ar dryer, or dishwasher,
o Safety equipment such as smoke alarm, fire extinguisher, first ald kit
s The employee Is responsible for assembly / disassembly df computer equipment and safe
transport; KP is responsible for maintenance/support of equipinent and softwara
¢ The employee must notify the Team Manager regarding dquipment or systemn failure and
may need to contact the internct or phone provider directly |
o The employee will be liable for all equipment issulbs to them.

Section 7: Equipment, Hardware, Software lssues and Power Fallures

MSCC Telecommuting Program - Fulton MSCC 9.22.14 ' Pagc 4
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Sectlon 8: Supervision and Communication

Section 9: Return to Work at the Center

Qa
N
=

*  The employee Is 1o natify thelr Team Manager immediately when there are equipment,
hardware or safiware malfunctions or If the home worksite is affected by a power outage. The
Team Manager will coordinate or will direct the emplayee to coordinate with IT as needed.

= Depending upon the severity of the issue, the telecomnrur_er may be required to return 1o
work al the Fulton Center. |

*  Theemployee may be required to perform basic troubl¢ shoaling tasks, based on guidance
provided by IT. To minlmize software issues / viruses, the employee should not opan emall
attachments from non-Kaiser Permanente sources. '

. If the employee is impacted by Internet connectivity Issuias, it is his/her responsibllity to
contact the internet carrter. Similarly, if the employee Is irmpheted by telephone service iSsues,
itis his/her responsibiiity to canlact the telephone carrier. Depending upon the severity of the
issue, the telecommuter may be required to return to work ax the Fulton Center.

*  The employee's pay will not be affected unless it is dete;r pined the employee contributed

to the Issue (for example, fallure to pay telephone bill, failure 1o pay internet service bill, failyre
Lo report power outage, etc.). )

*  The Team Manager will coordinate regular telephone chisck in meetings with the
telecommuter In the first 90 days of the transition 1o the horr{e worksite to discuss technical,
process or support issues, -

*  After the first 90 days, the Team Manager and telecommuter will stay connected using
agreed upon methods including face to face mectings at the ﬁulmn Center. 1:1's will be
scheduled with at lsast the same frequency as those for onsite CSRs. -

¢ Daytoday interactions between the Team Manuger and telecommuter can be conducted
via telephone, instant message or emall )

=  The telecommuter will return to the Center;
©  Basedon schedule and the needs of the business.. The employee is responsible for
monitoring their schedule. ;

o For mandatory instructor led training or key medtings at the Team Ma nager's
discretion

@ When lechnical problems or system failure accur:

*  The employee may be required to come iy. Employee needs to be able to
repart to work within an hour of notification. ! '

Ifunable to meet quality, attendance or perfarmance standards detailed in Section

@]

6.
o For corrective action.

o if temporary, sustained, unexpected environmental noise issues (e.g.: construction)
impacts the home wark site .

o If unable to maintain an appropriate home wurkqflqe after mitigation.

©  When required to return to the Center for regular shifts, meetings/ training or
system fallure, KP will not reimburse the telecormnutdr for mileage or travel time,
unless the employee is traveling durlng their schedule | work hours.

M

MSCC Telecommuting Program - Fulton MSCC 9.22.14 Page §
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Section 10: Procedursl information

¢ The employee will not be reimbursed for travel time orimileage in any instances where
presence at Lhe Center worksite (S required, unicss the amplpyee is Lraveling during thelr
scheduled work hours.

e Telecommuter pay, benefits, scheduling, avertdme, catiHout procedures shall he the same
as the CSRs working at the Fulton Center,

¢ Empluyses working {rom home sh ulwgnmlﬂeﬁpﬂmmpﬂ_!f the office closes (i.e.
inglement weatheor). Employees shall alyo recelve premium pay to work durlng closure the saime
as emplovees that would comy into work,

s  The employee agrees to adhere to KP Patient Confidentality and Compliance guidelines
and will take all necessary precautians to protect patlent infdrmation

» The employee will utilize warkplace safety and ergonontics guidelines to ensure the home
workspace Is ergonomically corract — program information will be provided to the
telecommuter,

»  The emplayee will complete a check list verilying their ﬂome work site mewets safety and
ergonomic guidelines,

s The employee is covered by state worker's compensatian laws if injured in the scope of
work at the siternate worksite. The employce is liable for injuries to third persons on their
premises, Applicable laws will be based on the emplayee's wiork location of record, the Fulton

Center — MSCC.
For the Union-OPEIU Local 2 Far the Company-Nolser Permanente
For the Union-OPEIU Local 2 For the Company-Kaiser Permanente

Mike COWZ"‘_/ % !/I/

Signature Date

ate

Greg Bridges

f"a"'v-n/}éﬁg“ 7 122// 4
Signature” Dafe Date
Lisa Corneli :D LMI(JA W&S‘MNS‘ION

Signature  Date ?m
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Not to be a part of the telecommuting agreemant byt agreed upon and understood by both parties:

for career advancement.

- Once a position heg been hired and filled which has normally basn ever a 8 month period, Locsl 2 will
agree |0 retroactively recognize that the amployec has fulfiited their 3jmonth probation perfod. Theraby

not requining the employec to serve an additional 3 month probation (s described In the CBA under
Section 3.1).

Furlhermore, Kelly and | discussed tha process of filing full time vacancies and available shits that
should be offered (o current full time staff. | Just want to make aure that part lime employees sre not Ofven

oppartunities over full time employees. The least desirabie fisll time shifl would then be regionally posted
far current Local 2 members to bid Into the department.

For the Union-OPEIV Local 2 For the Company-Kaiser Permanente

Mike Cawan Frank Titus
N s
“Signature  Date - sWe / D

Greg Bridges Kelly McDonald

soclnite _ W22/r0 ity WD )0a]1y

Signaturé  Mate Signature Date ' 7

Lisa Corneli }

Signature  Date 7/% /w/y




7032801572

]

G2 78 02 pom G820 S

VISION SERVICES SETTLEMENT AGREEMENT

In accordance with the directive from Arbitrator Moliie Bowers as contalned in her the Vision Services
arbitration decislon {*Declsion”) issued on September 17, 2014, OPEIY, Local 2, (union) and Kalser
Foundation Health Plan of the Mid-Atlantic States, Inc. (Kalsar), have met “to ldentlfy centers in DCSM
and NOVA where Optometrists have been adversely affected by the schedule change and by
Management’s violation of Article 18 of the Agreement, and to devise means of correcting the
problems.” The partfes agreed to seek to resolve the problems ldentifled in the Decision through
negotlations. After conferring regarding the declslon, and in order to resolve afl the disputes between
them regarding the change In the number of appolntment slots discussed In the Decislon, Kalser and the

union agree as follows:

(1) During January 2015 Kalser will revise [ts appolntment protocol so that optometrists will be
scheduled, with the exceptions noted below, for 18 appointmentson a dally basls. In addltlon, In the
event thal a doctor, advice nurse, ar an ophthalmology technician determlines that a patlent has an
emergency and must been seen the same day by an optometrist, each optometrist may be asslgned to
see one emergency case In additlon to the 18 scheduled appointments.

(2) In those centers that have had a net loss ratlo greater than 21% for any month in 2014, Kaiser may
asslgn optometrists up to 19 appointments on a dally basis {or the same month of the following year,
that Is, January 2015 for January 2014; February 2015 for February 2014, etc. In the event that a
doctor, advice nurse, or an ophthalmology techniclan determines that s patient has an emergency and
must baen seen the same day by an optometrist, each optometrist In such center or centers may be
assigned to see one emargency case In additlon to the 19 scheduled appolntménts. The same process
will continue In future years {e.g. the abllity to assign optometrists 19 appo_lnfménts at a particular
center In January 2016 wiil be based on that center's net loss ratlo for January 2015, etc.), unlessthe
Partles agree otherwlse or unless the process In paragraph 4 results In some other appolntment

schedule arrangement.

(3) Net Loss Ratio Is defined as the percentage of avallable Optometrist appointments that are unused in
g given month in a given center. Kaiser will provide Local 2 with such statlstics on a monthly basls going
forward . (4) Kalser and Local 2 both preserve the positions each has respectively taken In this
proceeding so far. However Kaiser speclfically agrees that in the event that Kalser belleves it has cause
and need to change the appointment schedule, Kalser wil advise Local 2 In advance. Thereafter, Kalser
may Implement the changes to the appolntment schedule pursuant to its interpretation of the
management rights clause of the CBA. However, the parties agree that, In the event that the union
belleves that any changes made by Kalser to the number of appointment slats violates the CBA, the
union may advance the dispute to arblitration to be held within 90 days of the date that Kalser recelves
written notification from the unlon that the unlon wants the dispute arblirated, with the matter to be
heard by Arbltrator Molly Bowers or the pane! member who Is next In the rotation to be assigned a case
in the event that Arbltrator Bowers Is unavailable or no longer a member of the panel.

924160 v+
12/8/2044
13-6262¢



L0, GL/EZIL0 — L | UOISISA
! pal iojpue paoe|dsip JUBLUSSISSE PUe 'sjaays aouassjeud I pues3I4 QW e
3l oym seafojdwa $s000.d Bunueyd ay) mainai saubisag safojdusa
apnjau) o} suoiun 3y Ll 04m @bebug e uoiUf 207 pue pajuasaidal yoes [
Joqe) pue Juswabeuew MBIAS) SORILILIOD $80IN0SEY UBWINKY o 10} SSjEp Auowas
| 0} pajeaiunLicy uoper{eAs qof pue 'sjaays aousJsajeid [EjusuEdap
_ pue pajejdwios s| ‘aje MalAa) uoyesuadwod ‘uezoy sie suojisod | ay| sdojsaap pue jeuosbajiofn
_ ‘aweu ‘GINN 8pnjoul o} ‘uogduasap uado paynuap| e Juowabeuey o| Ul Alen 0 ssecod
[ Loday juawaoeld [euld e qol Mau apnjau | ‘g(qissod uaym | poubis AU} Sjejioey fim
"1 '9 Joswuadns syse| ‘peysuapieie | “dwsiapes) esse pue pue padojeasp $90IN0S3Y UBLINH  »
a/njnyFuaLing aj juas aq sqof pajeasn AmaN | diysispee] [euoiSal aq || SuOJuUM JogeT _ paleys
iIim s1349| By Jo sado] e ‘sjeeys eouesajeid ‘yers pajordu) puE UBld iEaH s uejd Guyels =
‘Q4m pue 'sulbaq | pue Jejuso ayj Jnoge 'siosivedns pue usamaq NOW o | PRWILLOS BIE Jajued
{uonEsopISUD OJu) | JUBWINIOBY 'S80IN0SY 55850.d UORISUBIL sio8) ‘D4 s pig | siebeuew ‘spiemals papn(au) aq #Mau ay) Je syiys
UuYe) aq lim spaau uewn Aq pajoejuod ayjjojieseyd e | ‘sjeyoed 'seakodie doys ‘sesubisep |Iw suomisod uszoy | B uojesedQ jo sinop e
ligoeq) “peues pue paygLispl 8q [im () pajoedun UORIN [B20] BpNOU] ‘aquinu aouasejesd (1dap Aq) paynusp!
aqumuoyisod | saakojdwa paceidsip liy © ‘suilojjsanbay | Wea| LOLISUB)| (& 0} Jayaj apnjoul M sBuRasW o Yoiy e pue swWweu ase ye)s pejoedwy| [
mau e 0) Buuonisues ‘uawaoe|d 55800y Aunoag ay) pue sosjuadns pinom | aseyd 1disoas | sekojdwa 9|npayos ‘(Bio k) sal |
saafoldwg »| Uy JIBU) JO MOUY 1M SONCYM JWANg e |  aumry pue Juaund - 5530014 UORISUel] o Jo yo ubis ym ‘josiedns Jn 510 jo dn-yas
| ‘Juowabeueyy | seafodwa pajoedun jy ‘suifiaq 0} 3Uas aq {jim “{ystuy sjuaugedap ayj u) 40 8weu ‘sinoy3 | 4 Joj YH Y Ajesop |
pue sasubisap “Jaye| @l uo paidos $5000)q UDISUB)] | SsaNaj oy} JOSAIMOD e | o} LEls WOy SHOIM paienljep puey pue Yuounedsp % | SHOM jim suogessdQ e |
uolun [eo07 aq jjm saaubisap uoin 8L} JO |j| 8SBYd e | "SIBIUBD ISOI MBU 10 71 Bumojie) subag auwoy s,zakojdwa (1 uoiisod ‘vosed ‘(1eBpa [eIsUED)
'SB0IN0SAY UBWINY | 2307 "S}EP LE)S [BIOIYC ‘uree) uoysuel] | sosiiadnsysiebeueu $5900)d UOJISUBI| e | O} Pafiew aq jim pue 3t SpNjOY] [PM 19 3y u) pauado
L)im SedpUaNe JO 1Si| 1iSUY) YUIM §[} PUNOY ay pue Josiasadns o sewey -ajgissod usym uswabeuew pue puie padojaaap ae SI5|USY IS0 MAN o
9y} pue suojejuauo uy pageyd sakodwe amjry pue juaund | Aues jm suogeiedp e 'diysiepes) ease i0gejwoy sl JoPa] |  SI98yS JUdLBOR|] @ poyguap!
10 8[NPayds aleyS e pajoeduw yoea 0} juas aq |im "UCHEJUNUIWICD pue ‘yeis pajoediu) -‘Bugsaws | 199YS Juswadeld AU} BB 18]Liad Mau ay)
(uogejuauo 0) SIBYG] PUSS | HH | SieNe) awpjo seido] e SILj uo paidod ‘siosnadns pue 4OYoR{ I By} | Piing |im diysiapes) 0) sigjue0 Bupsixa
o} joud sysam p Ley) -Riesssoau || punoy aq j|m saaubisap sisBeurw ‘suoeja o} soud syaam om} suoeisdQ pue woy Bugesojes
‘SANURLICO Jaje; ou) Juana Buuy 1 'pajojdwiod u pooejd safoidwa | uown |eoe puncy | soqe| ‘spremals doys | saekojdwe pajoeduu $90IN0S8Y UBWNH » sjuswpedeg e
seafoidwe ploY {iM JusuLINIOBY |  Si S5800id UOKISURL] pajoedw yoea ul paoeyd aakoidws ‘soaubisep uolun | [|B 0} SIBj8] puas jm §S3001d UOHISUBS | payyuapl
|ie Joj Bujuies) o | ‘suibaq ssakojdwa Sl JO ||l 9SEU |  O)SJSS| puss |Im pejoedun yoea [B30} 8pNoul |1 $30JN0S3! LBWNK « ey Huunp uazay ae uonedo|
-siseq Bugejol Jo Buied] e | -uonEILBLC IO} SIBNISO $30.N0SaY UBWNH | O] SIBPS) puss [im sBunesyy "sseodrd ('peinpayos eq aq {w Jey suogisod Mau 8y} Je passyjo
1i5as B UO S8nuguod "3|NPaYIS LOPE}Ol M3U 8y} Ui Sjqelese ‘AJessagau 530IN0S3Y UBIUNY Bupunoy ay) i Sease pajoedun N3O saupuap! sjdap/saoines iy |
8q jm Jusged 8)(S M3U 84} B U0 3is MaU 8Y) ale A9 JeLp pauLIyuos J ‘paya|dwiod ‘pajeiduwio Wejdxa [|m pue py Iiv) ‘pauueld pue smanal 'paasIss
1siy8y) uaym  : Je seakopdwa (e 1oj 1e suifiaq saafojdwa 5 0} paeu SWAISAS | §1$58001d UOQISUEL] | S1 SS8I01J UOHSUBL] 3Ue yejs pajoedy ale sbugasw | diyssapea ealy pue 2/e W3 uonisuel|
_ sjuasaldas aje e | uogejuauo Bupbug e /e 10} LoRejuBLQ | 13J0 puB Souosy e ayjjo| aseyd e ol Jo|aseyd Ly sBugesyy » 1O YOI JOj SR o | SSUN0SAY LBWNY ou JO SiBquB ®
i —_—— o — = = -y
3 POE=1 P09 . il » SAERD P03 oty g P 0P ep
o 2] 06 .
g8i21.0 30 2l0i88 ai0ieg 210135 210535 gi0j|a8 al0]28 2J0Ja8 witije
2025 ¥ T
[ SU . 0 0 O S | d 0 ging D 0 3

SS000ig UCI}|SUEIL JO[ep - g [E901 Ni3d0



SHEZIL0 — | 3 uoisiap

ez
w(v m EQ Py J 5102 '€z suny 6102 ‘ez sunr
¢ [B907°'NiI3d0 UB|d L|ESH SJUSUBULB JjaSIEYy
‘suopisues pedwybiy |je 10y pash oG Aew ssadodsiyy =
~Jopenb sad aouo seakojdiie pooB(dSP UM 139U (M SSAQEjUSSAIDD) JOGE] PUB SSOIN0SBY UBWRH o
Buuado oy Joud spew suojduinsse ajepiea pUB SawINjoA JusLIedap Jo MalAal e Jonpuod — any o jsod skepgg 0109 =
seafojdwa paoeidsip e §o SnyR)s au ustaa) pue sssooid aiy Jo mairal Buipsefia) Bugeaw Jaugap e npucs — saj of jsod skep g «
,S19UMO, PUe BUYBLIY LM LJUOL LOeS Joj Sxse) ajesodiooul o) padojoasp aq [m Ueid Jiom PajiRlep Y
ssaooxd siyy Guipsebal pjay oq sbugesiu Ajyjuow Jey; pepuawiwcoal sty e
ONdY “1eBeuepy 10slold '10j09i1] 'SIM ‘sarEjuasaiday JOqeT ‘SAN ‘040 (wea) uojisuel) 9y} Jo Sisquisw pajsebbng e
‘ssa004d ay) Jo BujuuiBag ay) Je SLCISSNOSIP L Ul PSAJOAL! B JIIM SSAjelUSsaldol uolun [2207 e
SEpujWay
'sqol
Buysixe o) sebueyo
40 JUBUISSBSSE pue
ssao04d Buiuueid
“uojeuiloful ayj ut g4m abebug o
Bugeuwsssip B MBIA3] Ba]IUII0D
UOJe20] JUBAS ‘BjNpRYdS uonenera qof pue
mawua)u) Joj ssbw Buuy TEPEHTTE
Bunoejued ‘suoqe)Aul ‘uofduosap qof mau
apnjou; o} Jueaa Buuy apnpoul |jim syseL
seziuebio jusunioay ‘payguap) are sqo|
‘SULIOY Buysixa o} sebuey) e
YVyH o sigjsueq 181§ Ajuojuss JUBLWSSASSE pUE
NG Joj ajejdus) aij) Auaa seakodwsy ssao0.d Butuuerd
9jo1dwoa |im YH pue saubisa( oY U g4m ofebug e
‘SHH4 Buewss uoiun [eac MB3IA3) BBJILLLID
ile ss300)d |iM YH Usy) ‘s80JN0S9Y UBWINY |  uogen|eas qol pue
paoeid aLe seahojdwa ‘sefoidwa | mawmas uogesuadics
pajoedul Jie 33uQ pajuasaida) yoes o} ‘uogdunsap
“SUOIUN |B30| 3L} O} of |jm j1ew Japa) 8y qol mau apnjoul jm
papiaaid pue paonpoid suwalap saufiisaq | sysel “peynuspl ale
S1 18| AjLIOIUaS MU Y uojuf Jeso] pue sqol pajeaso AmaN e
‘P30 $80JN0SAY UBWNH o | paijijuap! aJe ssweu
S e s s aalis IV 3 (10 7 D1 . ED ER 08 iy B0 ED
0.0 a0 0jeg Skl 0i98 2i0}SH 24048 210]8 2i0i=2g8 0§9f]
U . 1




i )

i (C
Memorandum of Understanding #2012
between
OPEIU, Local 2 and KFHP-MAS -

Integration of
Customer Engagement Resource Specialists &

Lead Customer Engagement Resource Specialists
into

the Collective Bargaining Agreement

September 2012

This Memorandum of Understanding (MOU) between the Office and Professional
Employees Intemmational Union, Local 2 and Kaiser Foundation Health Plan of the Mid-
Atlantic States is intended to document the details of the integration of the Customer
Engagement Resource Specialists (CERS) and the Lead Customer Engagement
Resource Specialists (Lead CERS) into the existing clerical/technical bargaining unit
and collective bargaining agreement.

The parties have agreed to the following:

1.

Each employee (16+ hours/week) in a job classification listed above (henceforth
referred to as “the employees”) will be given a bargaining unit seniority date
which reflects his/her original date of hire into that position. (Refer to Article 2 (a)
of the collective bargaining unit for information regarding breaks in service in

those positions.)

(@) Each employee who is hired before 2/6/13 will be assigned a step increase
date of February 6th for the purpose of calculating step increases in 2014 and
beyond. (b) Employees hired on or after 2/6/13 will be assigned a step increase
date as specified in Article 15.7 of the collective bargaining agreement.

The employees will be transferred to the M-40 union payroll code effective
12/30/12. All contractual provisions regarding pay calculation will go into effect at
that time, including leave accruals, premium pay calculations, etc..

The employees will go through an open-season to enroll in the benefit programs
offered to bargaining unit staff. This open-season will occur as soon as it is
practical to do so. The parties acknowledge that the open-season may not take
place until the employees are in M-40 status, and that the effective date of the

change in benefits will be set accordingly.



5. The "Career Development” processes and funding described in Article 17 of the
collective bargaining agreement are in effect for these employees for calendar

year 2013.

6. Effective 10/7/12 employees will each receive the 2.0% ATB increase scheduled
for the bargaining unit.

7. Each employee will be placed on the appropriate wage scale as of 12/30/12
(within their new grade) at the next highest pay rate. No employee shall continue
to earn rates that fall between the pay steps. No employee will be placed at a
lower wage rate than they are currently earning. Employees who are currently
earning less than the starting rate for their grade shall be placed on the wage
chart at the starting rate. (No one will receive less than the starting rate for their

job grade).
8. Effective 12/30/12, the pay grades for the various affected jobs shall be as
follows:
Job Grade
Customer Engagement Resource Specialist 5CC
Lead Customer Engagement Resource Specialist 5CC + $1.00

9. Between the date of this MOU and 12/30/12, no new CERS will be hired at a
wage rate which exceeds the rate of the lowest paid CERS currently employed.
This restriction will not apply to other bargaining unit employees who transfer
from other positions and who are eligible for higher wage rates as specified in the
transfer and promotion provisions of the collective bargaining agreement.

10. With the exception of the items detailed above in this MOU, all provisions of the
collective bargaining agreement apply to the employees in the positions named

in this MOU.

Agreed:

b //ﬂé 3/7

Mike Cowan, OPEIU, Local 2 ate

Ké&r’z%&éo e ) WU Qe AKX 10/ 3/ 2072

Katherine Joiner, MARS Date
(Y.ol.c-" w3/
Charles Phillips, KFHP-MAS Date



Memorandum of Understanding
between
OPEIU; Local 2
and

KFHP-MAS

Integration of Materials Coordinators and Coders
into
the Collective Bargaining Agreement

August 2012

This Memorandum of Understanding (MOU) between the Office and Professional
Employees international Union, Local 2 and Kaiser Foundation Health Plan of the Mid-
Atlantic States is intended to document the detaiis of the integration of the Material
Coordinators and Coders into the existing clericalftechnical bargaining unit and
collective bargaining agreement. The specific job classifications which are covered at
the time of the completion of this MOU are:

Materials Coordinator

ASC Materials Coordinator

Regional Laboratory Materials Coordinator
Coder 1

Coder 2

Coder 3

Revenue Integrity Analyst

Tumor Registry Coder

The parties have agreed to the following:

1. Each employee (16+ hours/week) in a job classification listed above (henceforth
referred to as “the employees”) will be given a bargaining unit seniority date
which reflects his/her original date of hire into that position. (Refer to Article 2 (a)
of the collective bargaining unit for information regarding breaks in service in
those positions.)

2. (a) Each employee.who is hired before 10/7/12 will be assigned a step increase
date of July 9th for the purpose of caiculating step increases in 2013 and beyond.
{(b) Employees hired on or after 10/7/12 will be assigned a step increase date as
specified in Article 15.7 of the collective bargaining agreement.

3. The employees were transferred to the M-40 union payroll code effective
3/25/12. All contractual provisions regarding pay calculation went into effect at
that time, including leave accruals, premium pay calculations, etc..



4 The employees went through a special benefits: “open season” in April 2012,
They were transferred into the contractual benefits programs as of May 1, 2012.

5. The parties have agreed to review employee benefit premium payments for the:
first half of 2012, and to make adjustments where needed as follows:

a. Employee premium deductions which occurred after the transition from
salaried to union benefits will be considered to be the "baseline” payments
for 2012,

b. Employee premium deductions and Flex Credit amounts which occurred
prior to the transition to-union benefits will be anaiyzed.

c. Where the net cost to employees which occurred before the transition
(premium deductions minus Flex Credits) exceed the cost after the
transition (“baseline” premium deductions) the difference will be refunded
to the affected employees. Prior refunds which have already been
pracessed will be factored in as well, where such refunds have occurred.

5. Effective 10/7/12 emplayees will each receive the 2.0% ATB increase scheduled
for the bargaining unit.

7. After applying the 2% increase to each employee’s current rate of pay, each
employee will be placed on the appropriate wage scale as of 10/7/12 (within their
new grade) at the next highest pay rate. No employee shall continue to earn
rates that fall between the pay steps. No employee will be placed at a lower
wage rate than what they are currently earning. Employees who are currently
earning less than the starting rate for their grade shall be placed on the wage
chart at the starting rate. (No one will receive less than the starting rate for their
job grade).

8. Effective 10/7/12, the pay grades for the various affected jobs shall be as follows:

Job Grade
Coder 1 0sCcC
Coder 2 60A
Coder 3 06P
Revenue Integrity Analyst 06R
Tumor Registry Coder 06R
Materials Coordinator: 05
Regional Lab Matenials Coordinator 05
ASC Materials Coordinator 06

4 The Employer has paid the licensure fee for the Coders for the September 1,
2012 to August 31, 2013 timeframe. Renewals of licenses beyond that period as
well as licensure for new Coders will be the responsibility of the individual Coder,



The Employer will investigate whether or not it is feasibie to process future
licensure fees through the national accounting system and thereby provide
discounted fees to Coders; and will discuss the resuits of that investigation with
the Union. If it can be accomplished without undue:administrative expense or
burden, the Empioyer will strive: to make such an option available to staff.

10. The “Career Development” processes and funding described in Article 17 of the

collective bargaining agreement are in effect for Coders and Material
Coordinators for calendar year 2012, However, the Employer will not seek
reimbursement of any additional education funds that may have been paid out
during 2012 under the salaried edycation program.

‘The parties will engage in an “interest based probiem solving” (IBPS) process

with the goal of reaching mutual agreement regarding the flexible scheduling
program for Coders. In engaging in the IBPS process; neither party gives up its
contractual rights and obiigations.

12. With the exception of the items detailed above in this MQU, all provisions of the

collective bargaining agreement apply to the employees in the positions named
in this MOU.

Agreed: ’

— /
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Mike Cowan, OPEIU, Locai 2 / / Date
Kimberley Glover, Coder - " Date
Donna Gross, Material Coordinator Date
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Charles Phiilips. KFHP-MAS Date



Memorandum of Understanding
Between
OPEIU, Local 2 and KFHP-MAS

Integration of
Administrative Assistant Facility Operations
Formerly (Administrative Secretary — MOB)

Into
The Collective Bargaining Agreement

Date October 4, 2013

This Memorandum of Understanding (MOU) between the Office and Professional
Employees International Union, Local 2 and Kaiser Foundation Health Plan of the
Mid-Atlantic Slates is intended to document the details of the integration of

the Administrative Assistant into the existing clerical/technical bargaining unit
and collective bargaining agreement.

Kaiser and Local 2 agree that the Administrative Assistant positions that support
managers below the director level in Kaiser's medical office buildings
("Administrative assistant positions”) are eligible for union representation as of
5/17/2013.

It was also determined that several jobs were omitted during the integration of
the Administrative Assistant positions. The additional positions are currently
oLcupied by Lindsay wvieaaows (Raswon), Melssa Frazier (Burie), Efica Hayes-
Ewell (Northwest) and Latracia Hawkins (Silver Spring).

It is further understood that any agreements between Kaiser and existing
Administrative Secretary — MOB’s will be honored by the employer and
adjustments to their pay levels at the expiration of these specific agreements.

The parties have agreed to the following:

1. Each employee (16+ hours/week) in a job classification listed above
(henceforth referred to as “the employees”) will be given a bargaining unit
seniority date which reflects his/her original date of hire into that position.
(Refer to Article 2 (a) of the collective bargaining unit for information
regarding breaks in service in those positions.)

2. (a) Each employee who is hired before 10/6/2013 will be assigned a step
increase date of 5/17 for the purpose of calculating step increases
in 2014 and beyond. (b) Employees hired on or after 10/6/13 will be
assigned a step increase date as specified in Article 15.7 of the collective
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-

bargaining agreement.

3. The employees will be transferred to the M-40 union payroll code
effective 10/6/2013. All contractual provisions regarding pay calculation
will go into effect at that time, including leave accruals, premium pay
calculations, etc..

4. The employees will go through an open-season to enrolt in the benefit
programs offered to bargaining unit staff. This open-season will occur as
soon as it is practical to do so. The parties acknowledge that the open-
season may not take place until the employees are in M-40 status, and
that the effective date of the change in benefits will be set accordingly.

. The "Career Development” processes and funding described in Article 17 of
the collective bargaining agreement are in effect for these employees in
effect on 1/1/2014.

. Effective 10/6/2013 employees will each receive the 2.0% ATB increase
scheduled for the bargaining unit.

. Each employee will be placed on the appropriate wage scale as

of 10/6/2013 (within their new grade) at the next highest pay rate after their
2% ATB Is implemented. No employee shall continue to earn rates that fall
between the pay steps. No employee will be piaced at a lower wage rate
than they are currently earning. Employees who are currently earning less
than the starting rate for their grade shall be placed on the wage chart at
the starting rate. (No one will receive less than the starting rate for their job
grade).

. Effective 10/6/2013, the pay grade shall be 4.

. Between the date of this MOU and 1/01/2014, no new Administrative
Assistants Facility Operations will be hired at a wage rate which exceeds
the rate of the lowest paid Administrative Assistant Facility Operations
currently employed. This restriction will not apply to other bargaining unit
employees who transfer from other positions and who are eligible for
higher wage rates as specified in the transfer and promotion provisions of
the collective bargaining agreemant.

_Unused PTO will be converted to vacation. All vacation above the Local 2
threshold shall be paid out as taxable income 12/31/2013.

\Unused ESL shall be converted into a sick leave bank as specified by the
Local 2 contract.



12, With the exception of the items detailed above in this MOU, all provisions
of the collective bargaining agreement apply to the employees in the

positions named in this MOU,

Agreed -

== // j*—z’::/_———

Mike Cowan, OPEIU, Local 2

//Zf/ £ M etz ”,%zfmwt-’z

Nakia Hixon — Sample A. A. Facility Operations

ﬁ\ 9 ‘P L&B’/&{ﬁ

Kéﬂy WHitmore, A. A. Facility Operatlons

/ (UJJ\O\ J /O’Gwm\&“

Phaedra Stewart, KFHP-MAS

A0 e

" Beth __Jae\ger .KBVP MAS Human Resources

—
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DRAFT

Memorandum of Understanding
between

OPEIU, Local 2 and KFHP-MAS

Integration of
Health Information Correspondence Technicians (HICT)
and

Lead Health Information Correspondence Technicians
into
the Collective Bargaining Agreement

Date |/ g | ¥ {ﬁj

This Memorandum of Understanding (MOU) between the Office and Professional
Employees International Union, Local 2 and Kaiser Foundation Health Plan of the
Mid-Atlantic States is intended to document the details of the integration of

the Health Information Correspondence Technician and the Lead Health
information Correspondence Technician into the existing clerical/technical
bargaining unit collective bargaining agreement and are eligible for union
representation as of 7/11/2014.

The parties have agreed to the following:

1. Each employee (16+ hours/week) in a job classification listed above
(henceforth referred to as “the employees”) will be given a bargaining unit
seniority date which reflects his/her original date of hire into that position.
(Refer to Article 2 (a) of the collective bargaining unit for information
regarding breaks in service in those positions.)

2. (a) Each employee who is hired before 11/18/2014 will be assigned a step
increase date of 7/11 for the purpose of calculating step increases
in 2015 and beyond. (b) Employees hired on or after 11/18/2014 will be
assigned a step increase date as specified in Article 15.7 of the collective

bargaining agreement.

3. The employees will be transferred to the M-40 union payroll code
effective 12/28/14. All contractual provisions regarding pay calculation
will go into effect at that time, including leave accruals, premium pay
calculations, etc..



4. The employees will go through an open-season to enroll in the benefit

programs offered to bargaining unit stalf. This open-season will occur as
soon as it is practical to do so. The parties acknowledge that the open-
season may not take place until the employees are in M-40 status, and
that the effective date of the change in benefits will be set accordingly.

5. The “Career Development” processes and funding described in Article 17 of

the collective bargaining agreement are in effect for these employees in
effect on 1/1/15.

6. Each employee will be placed on the appropriate wage scale as

10.

11.

of 12/28/14 (within their new grade) at the next highest pay rate after their
29% ATB is implemented. No employee shall continue to earn rates that fall
between the pay steps. No employee will be placed at a lower wage rate
than they are currently earning. Employees who are currently earning less
than the starting rate for their grade shall be placed on the wage chart at
the starting rate. (No one will receive less than the starting rate for their job
grade).

Effective 12/28/14, the pay grade for the:

Health Information Correspondence Technician (HICT) is Grade 5
Lead Health Information Correspondence Technician is Grade 5L

_ Between the date of this MOU and 12/28/2014, no new Health Information

Correspondence Technicians or Leads will be hired at a wage rate which
exceeds the rate of the lowest paid Health Information Correspondence
Technician or Lead currently employed. This restriction will not apply to
other bargaining unit employees who transfer from other positions and who
are eligible for higher wage rates as specified in the transfer and promotion
provisions of the collective bargaining agreement.

Unused PTO will be converted to vacation. All vacation above the Local 2
threshold shall be paid out as taxable income by 2/13/15.

Unused ESL shall be converted into a sick leave bank as specified by the
Local 2 contract.

With the exception of the items detailed above in this MOU, all provisions
of the collective bargaining agreement apply to the employees in the
positions named in this MOU.

N



Agreed:
e “‘_7/,./ o ’
oA e e —

Mike Cowan, OPEIU, Local 2

Loy

Tara Simmons, Health Information Correspondence Technician

S

Mickod  Jui#e—
Michael Divitto, Health Information Correspondence Technician

. A ¢
. Z ,/jL, Ly _Il /\/'{ \q/ /\j mt‘-{l-&:’#
Phaedra Stewart, KFHP-MAS

f'f |

fXan S P dnd—

DeLinda Washington, KP VP-MAS Human Resource

A
,/)_}s ; /&f

Date
ate

/z/r//fi

Date

[k }f {;j

Dat

f';'}//r )
LRty



MOU REGARDED EXPEDITED ARBITRATION PROCEDURES

Kaiser Foundation Health Plan of the Mid-Atlantic States, Inc. (“Kaiser”) and
Office and Professional Employees International Union, Local 2, AFL-CIO (“Union” and
collectively “Parties”) have agreed to implement a pilot project to resolve grievances
more expeditiously by utilizing the expedited arbitration procedures set out in this
Agreement. This Expedited Arbitration Agreement (“Agreement”) becomes effective as
of the date of the last signature below.

AGREEMENT

l. Expedited Arbitration Process. The Parties will used the expedited
arbitration process to schedule and present multiple cases in one day of hearing. The
process consists of the following:

a. The Parties shall mutually select grievances appealed to arbitration
involving either challenges to employee corrective action less than termination or
contract interpretation issues which the parties collectively deem to have low potential
impact. The Parties shall endeavor to select multiple cases to be arbitrated on a single
day of hearings. The Parties must agree on the grievances that will be heard under this
procedure.

b. The Parties are encouraged to meet at least ten (10) business days
in advance of the hearing to stipulate to undisputed facts.

C. The Parties shall exchange all documents that may be used as
exhibits at the hearing of a particular case at least titteen (15) business days in advance of
the hearing. It is understand that, since the parties will continue to investigate and
prepare cases during the fifteen day period, additional documents may be identified.
Those additional documents will be forwarded to opposing co unsel promptly, but in any
avent no later than five (5) business days before the hearing. Absent mutual agreement
by the Parties, or absent a showing of good cause accepted by the Arbitrator as to why a
document should be admitted into evidence, the Arbitrator at a hearing shall not admit
into evidence or consider a document that has not been timely exchanged. Prior to the
presentations of the case (sce d. below), the Arbitrator shall admit all relevant exhibits
“1to evidence. The Arbitrator should rule on the admissibility of exhibits to the extent
that the Parties are unable to agree.

d. Presentation of a case at a hearing is limited to a Party making an
oral statement of the case. Parties may make reference to any applicable exhibits that
have been admitted into evidence by the Arbitrator. Such oral statements shall be
considered evidence and along with exhibits, stipulations, and any testimony re ferenced
in paragraph e, constitute the entirety of the evidence on which the Arbitrator will base
nis/her decision. Further. the Partics may only raise issues in their respective oral

Expedited Arbitration Awreetneat

Page 1 of3
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presentations which they advanced during the grievance process. Each Party has a
maximum of thirty (30) minutes to present its case, although the Arbitrator, at his/her
discretion, may extend that period.

e, At the conclusion of opening statements, the Arbitrator may
request that specific witnesses testify in order to clarity issues or to resolve material
factual disputes. The Arbitrator shall identily the issues upon which he/she is requesting
the witness to testify. ln the event that the Arbitrator requests to receive testimony trom
witnesses, these witnesses should generally be limited to the grievant and/or the
management decision maker and/or any other witness deemed by the Arbitrator to be
capable of providing centrally relevant fact testimony. Examination of any witnesses
shall be conducted by the Arbitrator. Each party may be given the opportunity to examine
the witness alter the arbitrator has finished his/her examination.

£ Each case is subject to the applicable burden of proof. Further, the
Arbitrator has authority to formulate the issue(s) and decide on the applicable burden of
proofif the Parties are unable to reach agreement.

e The Arbitrator shall communicate his/her decision orally to the
Parties at the hearing and provide a brief written decision within three business days of
the hearing. The Arbitrator’s decision shall be final and binding. The Arbitrator’s
decision shall not be precedent setting in any manner, and the Parties agree not to use or
refer to the decision in any subsequent grievance or arbitration proceeding between the
Parties.

h. Either or both parties may retain a court reporting service to record
a hearing and prepare a written transcript of proceedings. However, only the party (or
parties) requesting the reporter and/or the transcript will be responsible for the cost ofthe
reporter.

L The Grievant and an Employer representative may attend a hearing
in addition to the Parties’ representatives presenting a case. [feither Party identifies any
other individual(s) who may be a significant potential witness, that Party shall notify such
individual(s) to be available for telephonic testimony at his/her workplace on the day of
the hearing,

2. Arbitrator. The Partics shall mutually agree on the arbitrator(s) to be
used in the expedited process.

3. Cost of Arbitration. Each Party shall pay one-half (1/2) the cost of an
Arbitrator’s fee and any other arbitration related cost mutually agreed to.

4, Jointly Drafted. The Parties have jointly negotiated and drafted this
Agreement and, accordingly, any uncertainty or ambiguity shall not be constried for or
against any Party.

Expedited Arbitration Agreenent
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5. Termination of Aoreement, This Agreement will terminate six months
from the date it becomes ettective.

KAISER FOUNDATION HEALTH PLAN OF
THE MID-ATLANTIC STATES, INC.

'}

BY_/.. /Z / / Dated: /Z//Jj_f / //? ’/f

Authorized Representative of Kaiser
Foundation Health Plan of the Mid-Atlantic
States, Inc.

OFFICE & PROFESSIONAL EMPLOYEES
INTERNATIONAL UNION, LOCAL 2

Bm’ ('Z& /.f’) J‘@;{’fl'&/. Dated: /Mf/;«,"d_j,—- _:14‘?{ '7{’;:_’3 -
T I i

Authorized Representative of Office &
Professional Employees International Union,
Local 2

Expedited Arbitration Agreement
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Memorandum of Understanding for the Vision Services Assistant
Between
OPEIU, Local 2
And
KFHP-MAS

The parties agree to a pilot program that originated as a result of patient requests
for Saturday service hours. KP will offer service for up to 30 Saturdays per year or 3
Saturdays per month. With the current staffing level employees may work up to 3
Saturdays per year/per person. Saturday work will not be offered or required
during a week where there is a holiday (10 holidays).

Such Saturday hours shall be paid in accordance with the overtime, differential and
stipend provisions of the Collective Bargaining Agreements. Additionally,
employees shall be granted an additional day off during the week when a Saturday
is worked.

A systematic approach will be taken to staffing the Saturday workday and swing day
during the week. lIdeally, an Optometrist and Vision Services Assistant II (VSAIH)
from the same location will be paired for the Saturday workday and swing day.

* A swing day is defined as an alternative day off during a week when a
Saturday is worked.

The following Centers will be grouped as support areas:

* Gaithersburg, Silver Spring, Capital Hill and Kensington
* Marlow Heights, Camp Spring, Largo and Capital Hill

If it is not possible for a Optometrist and VSAIl of the same Center to find
corresponding Saturdays and swing days; the Employer shall first look to the same
Center to see if there is a volunteer to change with another employee in that Center.

If a volunteer is not found within the Center that has the need, the Employer will
then look to a Center included in the same support area to see if a team will
volunteer to switch Saturdays.

* Ateam is defined as an Optometrist and a VSAII that have the same Saturday
and swing day.

If a team does not volunteer for the week, it will be marked as an exception. The
Employer will then look for a volunteer from any Center from outside the support
area.



If a volunteer is not located an offer will be made to employees who work in a
position that was posted/hired for Saturday work.

If a volunteer is not located an offer will be made to on-call/travelers.

If all of the above alternatives have failed to produce an employee to work on the
Saturday the Employer may schedule by “reverse seniority” an employee whose job
posting allows for required Saturday work.

Nothing in this Agreement shall waive Section 1- H.3 Mandatory Overtime
Assignments of the National Agreement.

Swing days may be taken Monday through Friday. Monday and Friday requests will
be considered based on the staffing/vacation approvals in the department
Additionally, an employee who is scheduled to work a Saturday may use the swing
day in lieu of being charged leave during the same week as the swing day. An
employee’s swing day shall not be dictated by the Doctor’s schedule.

Should the OPEIU members be unwilling to volunteer for the schedule changes, and
the parties are unable to come to a mutually agreeable resolution; the Union
reserves the rights under the Collective Bargaining Agreement to move to a Regional
bid for employee schedules.

All other terms and conditions of the OPEIU Local 2 Collective Bargaining
Agreement and the National Agreement continue to apply.

For Local 2 (;

DNSURR P

For Kaiser Permanente

&2 - 205
Date




Memorandum of Understanding |
hetween
OPEIU, Local 2 and KFHP-MAS

Labor Management Partnership

This Memorandum of Understanding (MOU) between Office and Professional Employees International
Union, Local 2 and Kaiser Foundations Health Plan of the Mid-Atfantic States is intended to document the
mutual interest of the parties to establish a Committee.

The parties agree to the following:

1. Establish a Committee comprising 4 members of labor and management each, and subject
matter experts as needed to study Innovation, 24/7 Operations, and Telecommuting and make
recommendations to the VP of HR-MAS and OPEIU Union Leader.

2. Recommendations will be submitted by December 31, 2015.

Agreed: / A-

DelLinda Washington
KFHA-MAS

RS
— L St

‘Michael Cowan
OPEIU, Local 2




Memorandum of Understanding to the Collective Bargaining Agreement
Between OPEIU, Local 2 and KP-MAS

This Memorandum of Understanding (MOU) between the Office and Professional Employees
International Union, Local 2, AFLCIO and Kaiser Permanente Health Plan of the Mid-Atlantic States, Inc.

The Employer agrees to recognize the Union's jurisdiction over classifications set forth in the Agreements
between OPEIU, Local 2 and KP-MAS. The term “on-call employee” refers to those employees whose
normal workweek is one (1) hour or more. Such on-call employees shall be covered employees for
purposes of union membership, but shall not be entitled to any leave, holiday, shift differentials, pension,
career development, insured benefits or benefits provided in Article 2 Seniority, Articles 3 and 12, with
the exception of section 3.8 Temporary/On-Call Employee and 12.3 Joint Review of Problem Situations
(Clerical and Technical) and 9.4 (Optometrist and Pharmacists). On-call employees are eligible for an "in-
lieu of benefits" differential, until such time as they may be converted to a benefited status and receive
benefits. This provision does not waive any benefits mandated by law.

If an on call employee is selected for a permanent position, the employee’s senjority date will be made
retroactive for all hours worked after (ratification date).

On-call employees shall be added to the regular bi-weekly list of employees provided to the Union. The
Union shall be provided a list of on call employees’ date of hire and hours worked on a monthly basis upon
request. The Union shall be provided with access to these employees during the new employee
orientation meeting.

The Employer shall deduct initiation fees, monthly dues, and voluntary political education program (PEP)
contributions in accordance with the Collective Bargaining Agreements. All on-call or temporary
employees shall be required as a condition of employment to maintain their membership in Accordance

with Article 1.

Seniority provisions for current bargaining unit members who bid to an on-call position will have seniority
treated in accordance with Article 2 (a).

Agreed:

DélLinda Washington

o

Michael Cowan




Memorandum of Understanding
between
OPEIU, Local 2 and KFHP-MAS

Floaters

This Memorandum of Understanding (MOU) between Office and Professional Employees International
Union, Local 2 and Kaiser Foundations Health Plan of the Mid-Atlantic States is intended to document
details concerning the implementation of Floaters as a tool to transition the excessive use of On-Call into
benefited positions consistent with Article 3.8 Temporary/On-Call of the local collective bargaining
agreement.

The parties agree to the following:

1. Each Floater will be assigned a home base as their regular work location. A Floater will receive a
$1.00 per hour stipend in addition to their regular hourly wage rate.

2. Floaters will be reimbursed for mileage and tolls incurred as a result of being reassigned to work
at a location greater than thirty (30) miles from home base one way.

3. Floaters shall receive their weekly work schedule at least one (1) week in advance. Floaters will
be afforded consideration for travel time if reassigned to a different work location within
twenty-four (24) hours of shift start time. Changes to hours of work assignments with less than
twenty-four (24) hours shall require mutual consent with employee. Changes to schedules
given with greater than twenty-four (24) hours advance notice in which Floaters are not able to
accommodate will be considered unplanned leave. There shall be ten (10) hours between shifts
unless mutual consent with employee.

4. Management shall cover initial fees for additional licensure requirements for current
employees.

5. Seniority among Floaters shall apply in the event of layoffs, and time off requests in accordance
with appticable provisions of the local collective bargaining agreement.

6. Within six (6) months following the effective date of this MOU the local parties shall assess the
feasibility of utilizing Floaters based upon service area, including staffing levels, home base
assignments and other factors. Floaters shall be implemented within twelve (12) months

following the effective date of this MOU applicable.

7. Current employees in Floater positions shall not be affected by this MOU.

e Dbl i

DelLinda Washington
i wm " S
o et éﬁ%
Michael Cowan Dafe /

OPEIU, Local 2
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Inclement Weather & Building Closures

1.0 Policy Statement

It is the policy of KFHP-MAS to remain open. During weather emergencies and other
special circumstances, it may be necessary to change the status of clinical operations and
administrative services depending upon the circumstances.

2.0 Purpose

To clearly define what is expected of employees with respect to reporting for work or
facility closures during inclement weather and other events that may resuit in building
closure.

3.0 Scope/Coverage
3.1 This policy applies to all employees working for KFHP-MAS
3.2 Applicable Collective Bargaining Agreements supercede this policy.

4.0 Definitions
Essential Employees:

4.1.1 Each department may develop a list of essential personnel who are |
required to report to work in any weather emergency so that operations
may be maintained.

4.1.2 Essential employees will be required to work even though the facilities
are officially closed due to a weather emergency. These are typically
employees who give medical advice and who care for members who
come to facilities because of urgent medical needs and building
engineers. Employees performing other functions may also be required
to work.

5.0 Provisions
5.1 Notice of Facility Status

5.1.1 The region operates a status line for all Mid-Atlantic employees. This
status line provides physicians and staff with current information on the
status of operations in Kaiser Permanente facilities. To hear the
messages on the weather status line, call: 1-877-782-8627

5.1.2 Employees and physicians are expected to frequently check the status
line, voice mail and/or online services for information about operations
and/or closures in the event of inclement weather and to report to work
as directed.

Proprietary Information. Kaiser Permanente. All rights reserved.

|
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5.2 Pay Practices for Open Facilities
5.2.1 Non-Exempt Staff

5.2.1.1

5.2.1.2

5.2.1.3

5.2.1.4

5.2.1.5

If a non-exempt employee is unable to report to work during
a period when his/her location is open, the employee may
be eligible for paid leave for hours missed. In order to be
eligible, the employee must contact his/her supervisor (or
designee) directly to explain the circumstances and must
have vacation or personal leave accrued, If the employee
does not have leave accrued, the supervisor may authorize
leave without pay. If the request for leave is disapproved,
the employee will be expected to report to work according to
his/her normal schedule.

If an employee arrives at work late (within one hour of the
beginning of his/her scheduled shift) because of inclement
weather conditions, the employee will be paid for the total
scheduled shift. If a non-exempt employee's late arrival
exceeds one hour, the employee will be paid for the number
of hours worked. Accrued leave may be used for hours
scheduled but not worked if the reason for lateness is
approved.

During inclement weather conditions, if an employee needs
to leave work early and the facility is still open, approval
must be received from the supervisor through normal
channels. If a non-exempt employee receives such approval,
the employee will sign out and be paid for hours worked,
with the remainder of the non-exempt employee's normally
scheduled work hours being charged to accrued vacation,
personal leave, or leave without pay.

The supervisor must exercise sound judgment and discretion
in evaluating the circumstances of the individual employee
arriving late or asking for time off, versus the circumstances
of those employees who were able to work, so as to assure
that the authorization of leave is granted in an equitable and
fair manner.

In the event of closures and/or emergencies that affect a
particular medical center or area, employees may be asked
to go to an alternate medical center or work site to complete
their shift.

5.2.1.5.1 Employees who agree to go the alternate

location will be paid mileage from their home
center to the alternate site and paid accordingly
for all hours worked.

Proprietary Information. Kaiser Permanente. All rights reserved.
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5.2.1.5.2 Employees who decline to go to an alternate
worksite will be charged leave for the time not
worked.
5.2.1.53 If no alternate work location has been offered

and the facility is closed, employees will be paid
administrative leave for the day or the remaining
hours of their shift.

5.2.1.5.4 In the event that a building must be evacuated,

employees are expected to remain at the facility
rally point until they have been released to go
back into the building, receive instructions to go
to another site to complete their shift or are
dismissed to go home by management.

5.2.1.5.5 Employees who leave without receiving

permission from their supervisor/manager will
be considered absent without approved leave

(AWOL) and the instance will be considered as
unplanned absence.

5.2.2 Exempt Staff

5.2.2.1

5.2.2.2

If an exempt employee is unable to work because of
inclement weather conditions when his/her location is open,
the employee is expected to utilize Paid Time Off (PTO), if
available. The staff person is expected to communicate with
his/her manager regarding the reasons for the absence and
plans for coverage of necessary services. If the request for
leave is disapproved, the employee will be expected to
report to work.

In the event an exempt employee needs to leave work early
when the facility is still open, arrangements must be made
to ensure that work obligations are covered and that there is
coordination with their manager.

5.2.3 Authorization of leave whether paid or unpaid, is to be granted
in a fair and equitable manner.

5.3 Pay Practices for Closed Facilities

5.3.1 When facilities are officially closed for all or part of a day due to
inclement weather, employees will be paid for all regularly scheduled
hours, excluding scheduled overtime unless directed to an alternate work
location (on-cail employees will not be paid). These hours will not be
counted as hours worked in determining eligibility for overtime.

Proprietary Information. Kaiser Permanente. All rights raserved.
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5.3.2 Employees, whose normal place of work closes, but wish to work at a
location where services are being provided, should contact their Clinical
Operations Manager or Senior Manager. Accommodations will be made
when possible and employees will be paid in accordance with the
"Essential Personnel" section.

5.3.3 Pay for staff designated as “Essential Personnel”

5.3.3.1 Non-exempt employees, who are essential personnel, will be
paid double time (2X) for the hours they are required to
work when facilities are otherwise closed due to inclement
weather,

6.0 References/Appendices

o EH&S Policy, Disaster Preparedness
. MAS.HR.029, Pay Procedures for Exempt & Non-Exempt Employees
. Applicable Collective Bargaining Agreements

7.0 Signature Line(s)

This policy was approved by the following representative of Kaiser Foundation Health

Plan of the Mid-Atlantic States, Inc.

DeLinda Washington, Vice President of Human Resources

Date:

Signature:

Revision History

Original Approval Date: 5/22/09

Revision Approved Date: 06/12/15

Original Effective Date: 5/22/09

Revision Effective Date:

Original Communicated Date:

Revision Communicated Date:

Proprietary Information. Kaiser Permanente. All rights reserved.




Memorandum of Understanding to the Collective Bargaining Agreement
Between KPMAS & OPEIU, Local 2

Additional Labor Representative Positions

Management agrees to the following regarding additional labor representative positions:

1) Increase the current .5 FTE Contract Specialist by an additional .5 FTE to create a 1.0 FTE
Contract Specialist position. This position will be appointed.
2) Create (1) additional Head Steward to represent the Pharmacists in the MAS region.

Agreed:

Delinda Washington
KP-MAS

byl AT — *zfégi /o
Linda Bridges d

OPEIU, Local 2 Date




Memorandum of Understanding to the Collective Bargaining Agreement
Between KPMAS & OPEIU, Local 2

Point of Service (POS) Benefit Plan

Management agrees to the following regarding Point of Service (POS) Benefit Plan:

1) No new entrants will be allowed to select the POS option, effective 10/1/2015.

2) Current participants are grandfathered and will be allowed to continue their participation for
the life of the National Agreement.

3) Continued participation after Decermnber 31, 2018will be determined after further study and
review.

Memorandum of Understanding to the Collective Bargaining Agreement
Between KPMAS & OPEIU, Local 2

Additional Labor Representative Positions

Management agrees to the following regarding additional labor representative positions:

1) Increase the current .5 FTE Contract Specialist by an additional .5 FTE to create a 1.0 FTE
Contract Specialist position. This position will be appointed.
2) Create (1) additional Head Steward to represent the Pharmacists in the MAS region.

Agreed:

Je’/ A &

“Del. mﬁashmgton

(//ﬂ/ 4 Y2015

Mlke Cowan
OPEIV, Local 2 Date




MEMORANDUM of UNDERSTANDING
BETWEEN
OFFICE of PROFESSIONAL EMPLOYEES INTERNATIONAL UNION, LOCAL 2
and
KAISER FOUNDATION HEALTHPLAN of the MID-ATLANTIC STATES REGION

CLINICAL ASSISTANT SKILLS MAXIMIZATION PROGRAM
Office of Professional Employees International Union, Local 2 (“Local Union”) and Kaiser
Foundation Health Plan of the Mid-Atlantic States (“Employer”) hereafter jointly referred to as
the “Parties”, have agreed to the following, regarding the Clinical Assistant (CA) Skills
Maximization Project. Effective the date signed, the Local Union and Employer have reached
agreement on the following:

The Employer will invest in the enrichment of the CA skills and abilities using an accredited
program; allowing CAs to learn from experts in the field; allowing them to provide safer and
more efficient care to the members.

Training will be provided throughout 2015 and the first quarter of 2016 including classroom,
skills lab and clinical placement and competency validation. Upon completion of the training
CAs will be assessed and validated on new and old skills based on core competencies that are
currently within their scope of practice. All CAs will have the option and be eligible to sit for
National Health Career Association’s Certified Clinical Medical Assistant (CCMA) Certification
Exam.

Employees who do not successfully pass the classroom portion of the program, which includes
passing a final exam will receive 30 days of coaching and then given an opportunity to re-take
the exam and pass. CAs who are unable to pass the exam a 2™ time will be placed in a new
cohort and allowed to repeat the entire classroom and skills lab portion of the program. If the
CA does not successfully pass the classroom and skills lab portion after a 2" attempt (3™
attempt at final exam) they will receive an additional 30 days of coaching and then given an
opportunity to re-take the exam for a 4" and final attempt, if they do not pass on this 4t and
final attempt they will be considered displaced and become eligible for the provisions of the
EISA.

In accordance with accreditation standards, Northern Virginia Community College maintains

established minimum attendance requirements as outlined in the contract with Kaiser

*  “Participants must attend 90% of the didactic and skills lab. There are no make-up sessions
for a missed class. If a participant misses more than 10% of a course, they will not be able to
complete the program. To make up a missed program, the participant must enter a new
cohort and will be counted as a second enrollment.. Management and Union will work jointly



in an attempt to resolve situations where exceptional and unforeseen circumstances result in
a participant missing more than 10% of a course.

CAs that successfully pass the classroom and skills lab portion of the program but are not able to
successfully complete validation of a clinical skill competency validation administered during the
clinical placement, will be provided with mentoring’ and additional training to ensure
competency is achieved.

Immediately following the conclusion of the program, annual skills assessment for all CAs will be
implemented in accordance with skill validation process followed in previous years.

This document is the complete and total one-time agreement regarding the CA Skills
Maximization Program. No amendments may be made to this agreement without being
reduced to writing and agreed to by the parties. This agreement is not precedent setting. In
addition, unless specifically expressed above, does not supersede the language in the CBA
regarding future changes.

I
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Mike Cowan, Secretary-Treasurer Delinda Washington, Vice President, HR

OPEIU, Local 2 KFHP — MAS

Date
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Memorandum of Understanding
between
OPEIU, Local 2 and KFHP-MAS

Integration of the “Anlyst, Membership Services Appeal”,
“Anlyst, Sr. Membership Appeals”, “Assoc, Sr Member
Services”, “Consultant, Appeals & Correspondence”, Specialist,
Member Communications” and “Analyst, Provider Dispute
Resolution”

Into

the Collective Bargaining Agreement

Date (’?/Y// 5
7

This Memorandum of Understanding (MOU) between the Office and Professional
Employees International Union, Local 2 and Kaiser Foundation Health Plan of the
Mid-Atlantic States is intended to document the details of the integration of

the “Analyst, Membership Services Appeals”, “Analyst, Sr. Membership Appeals”,
“Associate, Senior Member Services”, “Consultant, Appeals & Correspondence”,
Specialist, Member Communications” and “Analyst, Provider Dispute Resolution”
into the existing clerical/technical bargaining unit and collective bargaining
agreement.

It is further understood that any agreements between Kaiser and the existing
“Analyst, Membership Services Appeal”, “Analyst, Sr. Membership Appeals”,
“Associate, Senior Member Services”, “Consultant, Appeals & Correspondence”,
Specialist, Member Communications” and Analyst, Provider Dispute Resolution”
will be honored by the employer and adjustments to their pay levels at the
expiration of these specific agreements.

The parties have agreed to the following:

1. Each employee (16+ hours/week) in a job classification listed above
(henceforth referred to as “the employees”) will be given a bargaining unit
seniority date which reflects his/her original date of hire into that position.
(Refer to Article 2 (a) of the collective bargaining unit for information

regarding breaks in service in those positions.)
A

2. (a) Each employee who is hired before 05/06/2015 will be assigned a step
increase date of August 23, 2015 for the purpose of calculating step
increases in 2015 and beyond. (b) Employees hired on or



after 08/23/2015 will be assigned a step increase date as specified in
Article 15.7 of the collective bargaining agreement.

3. The employees will be transferred to the M-40 union payroll code
effective 08/23/2015 . All contractual provisions regarding pay calculation
will go into effect at that time, including leave accruals, premium pay
calculations, etc.

4. The employees will go through an open-season to enroll in the benefit
programs offered to bargaining unit staff. This open-season will occur as
soon as it is practical to do so. The parties acknowledge that the open-
season may not take place until the employees are in M-40 status, and
that the effective date of the change in benefits will be set accordingly.

5. The “Career Development” processes and funding described in Article 17 of
the collective bargaining agreement are in effect for these employees on
01/01/20186.

6. Effective 10/04/2015 employees will each receive the 2.0% ATB increase
scheduled for the bargaining unit.

7. Each employee will be placed on the appropriate wage scale, retroactively, as
of 08/23/15 (within their new grade). No employee shall continue to earn rates
that fall between the pay steps. No employee will be placed at a lower wage
rate than they are currently earning. Employees who are currently earning
less than the starting rate for their grade shall be placed on the wage chart at
the starting rate. (No one will receive less than the starting rate for their job
grade).

8. Effective 08/23/15, the pay grades for each position shall be:

Lead Appeals & Resolution Specialist, grade 65, formerly Appeals and
Correspondence Consultant

Appeals and Resolution Specialist, grade 6R, formerly Sr. Membership
Appeals Analyst, Sr. Member Communications Specialist, Member
Communications Specialist, Membership Services Appeals Analyst,
Provider Dispute Resolution Analyst.

Appeals and Resolution Coordinator, grade 60, formerly Sr. Associate, Sr.
Member Services

9. As of the date of this MOU, no new “Lead Appeals & Resolution
Specialist”, “Appeals and Resolution Specialist” or “Appeals and
Resolution Coordinator” will be hired at a wage rate which exceeds the
rate of the lowest paid employee in each of the positions currently



currently employed. This restriction will not apply to other bargaining unit
employees who transfer from other positions and who are eligible for
higher wage rates as specified in the transfer and promotion provisions of
the collective bargaining agreement.

10. Unused PTO will be converted to vacation. All vacation above the Local 2
threshold shall be paid out as taxable income by no later than December
31, 2015,

11.Unused ESL shall be converted into a sick leave bank as specified by the
Local 2 contract.

12. Lunch will consist of two 15 minute breaks and a 30 minute lunch break
combined to create a one (1) hour lunch break for all of the employees in
the positions named in this MOU.

13. Effective on the date of the signing of this MOU all employees will begin to

work the following shifts:

a. 8:30a.m.-5:00p.m.

b. 9:00 am. -5:30 p.m.
Approximately half of the team will be asked to work each of the above
mentioned shifts. Management will ask for volunteers first and then
assign shifts based on seniority. If business needs determine any new
schedule changes, it will be handled in accordance with Article 4.1 of
the collective bargaining agreement.

14.Members of the Appeals Resolution team are required to respond to
expedited appeals in the evening and on weekends and may be required
to carry a pager during off hours. The following process will be followed:
a. The pager will be assigned on a volunteer basis; in order of
seniority, rotated amongst the volunteers based on seniority. The
pager will be carried for one week at a time.
b. If there are no volunteers, the pager will be assigned based on
inverse seniority. Swapping will be allowed as needed.
c. Individuals carrying the pager will receive $1.00 per hour to the
base salary for all hours that they are carrying the pager.
d. If employees are required to answer an expedited appeal, they will
be paid for a minimum of four hours of overtime. Any additional
hours worked over four hours will also be paid as overtime.

15. All members of the Appeals and Correspondence department will be cross-
trained within the department. This will increase the ability of members
of the team to provide coverage for employees who may have a need to
take time off.



Refresher training will also be provided to increase overall skill levels for
everyone on the team.

16. Vacation requests will be made in accordance with Article 5.6 of the
collective bargaining agreement.

With the exception of the items detailed above in this MOU, all provisions
of the collective bargaining agreement apply to the employees in the positions
named in this MOU.

Agreed' 4

/////{ Pz — (Z),( ‘&Z/ S
“" Mike Cowan, OPEIU, Local 2
ot B 5

inda Bndgé’s OPEIU, Local 2
Czél/ ..J\ Z@(f S
S z‘m’Ie@s)que OPEIU Local 2 Date
/M 7«2&@,@/5/
Je@yleke Appeals & Resolution Specialist Dat
MLK/ W DelS”

Keyla ton, Appeals &/Résolution Specialist
Date
A MZ— q 7 a%
Delores Smith, Appeals & Resolution Specialist Dat
M Turwd ‘f‘ '5 15

Cherylholand Dlrector Appeals & Correspondence

Ciporccors- /. " ete /é

Charlene \77 Magr, Emp e & Labor Relations Date
/Michael Brown, Sr. Director, Human Resources D;te 7
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5 ) MEMORANDUM OF UNDERSTANDING
2 ) BETWEEN OPEIU, LOCAL 2
— AND KAISER FOUNDATION HEALTH PLAN
Y OF THE MID-ATLANTIC STATES REGION
) OCTOBER 20, 2015
Y
) Office and Professional Employees International Union, Local 2 (“Local 2”) and Kaiser Foundation Health
) Plan of the Mid-Atlantic States Region (“Employer”), hereafter jointly referred to as the “Parties”, have
) agreed to the following regarding the Surgical Technologist.
)
) 1. Surgical Technologist.
; a. The Employer has identified a need to address the difficulty in attracting and retaining

employees in the Surgical Technologist (job codes 00599 and 01599) position.
b. The Parties agree to add $3.00 to Step 1. The spread between steps will be maintained
throughout the entire scale.

c. The full scale is provided below:

Kl

GRADE 60R 24.927710 25.375202 25 350424 26.73318 27.538373 28.369337 29 224570

Regular 5. B0 §2.780 §3.377 55 605 37.262 i9.009 60 767
GRADE 61R 26 427770 6 675202 27.430424 28,e330 8 43039373 29889537 30.724570
SHORT HOUR/ON-CALL 34,970 35.540 57,697 38,725 60.402 §2.428 §3.507

LONGEVITY STEPS *
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GRADE 60R 10.10542¢ 31.042048 31.347845% 3z.314097 33301567 34 922784 35874634
Regular §2.619 64.507 46.45¢ 62.453 .55 72,639 T4 BE7
GRADE 61R 34 605421 32.513040 33.447645 14 410087 35 40¢5€7 36.42218! 37 47463+
_SHORT HOUR/QN-CALL 63.733 §7.627 §3.57¢ 74573 73,635 75.75% 77.347
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d. All existing employees in these job classifications will receive the appropriate increase effective

November 1, 2015.

r -z 'q 5 { ._,/I_f" ) :? i
EMPLOYER_LL/ L g~ UNION” —wm’“&f el

Date: /O’ C) 5{; /5 Date: /00157,/(,
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Language Clarification Addendum

Non-economic, limited to the following issues:

Seniority in regards to (or in general) transition and merging multiple locations.
24-7 Hours of work

Grievance (current language has positions that no longer exist)

,4) Holiday language - clarify reflecting 24-7 operation

Hub Transition process have plan already agreed to

No other issues shall be discussed between the parties regarding language in their current
collective bargaining agreements

All conversations shall be completed within 6 months of completion of national - bargaining



Mid-Atlantic Permanente Medical Group, P.C.

2 9 o
3\‘”’@ KA'SER PER MAN ENTE® Kaiser Foundation Health Plan of the Mid- Atlantic

States, Inc.

May 10, 2001

Mike Cowan

OPEIU, Local 2

8455 Colesville Road

Suite 1250

Silver Spring, MD 20910

Dear Mike,

Attached please find a copy of the revised OPEIU contract and wage schedules with the
following wage changes per the Partnership Trust Fund;

10/01 less $.06 10/02 less $.07 10/03 less $.08 10/04 less $.09
If you have any questions please call me at (301) 816-6125.

Sincerely,

Denise S. Jones
Labor Relations Manager DSJ/ljh

WSQWX / 2Dt

Ref: LMP Trust Fund

67



Office & Professional Employees International Union, Local 2

8555 16th Street, Suite 550, Silver Spring, Maryland 20910
APPLICATION FOR MEMBERSHIP

| hereby make application for admission to membership in the Office & Professional Employees
International Union, AFL-CIO, and authorize such organization to be my bargaining representative.

Sr._
Jr. Male
| —
Name _ N || I Female
{Please Print)
Address
Street
City State Zip Code
Home/Cell Phone Work Phone
Employee I.D. Last 4 Digits SSN Date of Birth / /

Dues, contributions, or gifts to Local 2, Office & Professional Employees International Union,
AFL-CIO are not deductible charitable contributions for federal income tax purposes. Dues paid to
Local 2, Office & Professional Employees International Union, AFL-CIO, however, may qualify as
business expenses and may be deductible in limited circumstances subject to various restrictions
imposed by the Internal Revenue Code.

(Please Fill in Reverse Side)

Revised 9/2011 L

Current Employer

Branch or Location

Job Title Salary Date Employed

Previous Employer

Previous Unlon Membership (if any)

Name of Death Benseficiary Relationship

Address of Beneficiary

INITIATORY OBLIGATION

If accepted, “I pledge my honor to falthfully comply with the Constitution, Laws, and all amendments thereto, of Office and
Professlonal Employees Union, Local 2, and of the Internatlonal Unlon. | further promise not to divulge or make publlc any
of the private proceedings of this Unlon, to faithfully perform all the dutles asslgned to me to the best of my abllity and skill;
to so conduct myself at all times as not to bring reproach upon my Union; and at all times to bear true and faithfu! allegiance
o the Office & Professional Employees International Union of the AFL-CIO.

(Slgnature) Date (Shop Steward or Current Member)

OFFICE & PROFESSIONAL EMPLOYEES INTERNATIONAL UNION, LOCAL 2
UNION CHELKOFF AUTHORIZATION

I hereby authorize '

my Bmployer, to deduct from my wages as an cmployee of said Employer, mms amounting to or equal to OPEIU
Local 2's initlstion fee, and, during ezch month of my employment as 2 non-supervisory emplayes, 2 sum amounting
0 or equal o regulsr membership dues of OPEIU Local 2, and to remit same promptly to OFETU Local 2. This suthoriza-
tion shall be ircevocable for 4 peslod of ons year from the date hereof or uatil the expiration of the present collective
bargainin agreement between my Employer nud OPBIU Local 2, whichaver is the shorter of the two periods, without
regard to my membership status In OPEIU, Local 2, I may revoke this suthorization only by giving written notlee
of such revoestion by mail to both the Employer and OPEIU, Local 2'postmarked within the tea (10) day period prior
to the anniversary date of this suthorization, or within the ten (10) day period'prior to the expiration date of any ap-
plictble collective bargaining agreement, whichever occurs socaer. In the absence of such notice and rovocation sub-
mitted in sccordance with the foregolng, thix authorization ghall be irrevocably renewed under the sume terms as set
forth shove, for successive sdditional ene-year perlods or until the end of an spplicable collectivo bargaining agrec-
ment, whichever accurs sooner.

Signed Date

Print Pull Name Here



LABOR-MANAGEMENT PARTNERSHIP AGREEMENT

CLARIFICATION OF EMPLOYMENT SECURITY PRINCIPLES
AND APPLICATION
October 20, 1999

LABOR-MANAGEMENT PARTNERSHIP EQUATION
PERFORMANCE = SECURITY + GOVERNANCE + REWARDS

LANGUAGE FROM PARTNERSHIP AGREEMENT SIGNED JUNE, 1997:

PARTNERSHIP AGREEMENT GOAL: “Provide Kaiser Permanente employees
with the maximum possible employment and income security within Kaiser

Permanente and/or the health care field.”

PARTNERSHIP AGREEMENT LANGUAGE: “The parties acknowledge a murual obligation and
intention to maximize employment security for Kaiser Permanente employees. As such, it is the intent
of the parties of the Partnership to avoid the displacement of any Kaiser Permanente employee. We
recognize that there could be circumstances when such a commitment cannot be achieved. In such
- cases, the Partnership will make use of attrition, growth of the business, aggressive Job matching,
short-term training efforts and other mechanisms agreed upon by the Partnership participants. There
will be na loss of employment to any employee because of participation in a Partnership program at
the worksite.” : ’

The National Labor-Management Partnership Agreement unites Kaiser Permanente
and signatory labor organizations in a common goal to make Kaiser Permanente the
pre-eminent deliverer of health care in the United States. We are jointly committed to
demonstrating that labor-management collaboration produces superior health care
outcomes, market leading competitive performance and a superor workplace for

Kaiser Permanente employees.

Employment Security is a goal of the Partnership and one of the comerstones of
workforce engagement and, as such, is an integral part of the Partnership commitment
to market leading performance. It represents an expression of the vision of Kaiser
Permanente and the Unions to provide a new level of commitment to employment and
income security for Kaiser Permanente employees covered by the Partnership, with a
goal'of doing everything reasonably possible to avoid the permanent displacement of

personnel.

It is our belief that workforce engagement is critical to the success of changing the .
way we do work, resulting in better quality, greater efficiencies and increased growth.
It is unrealistic, however, to expect employees to participate in process improvements
if as a result they redesign themselves out of a job or if the result is their co-workers

_ lose their jobs.



THE COMMITMENT TO EMPLOYMENT AND INCOME SECURITY

Our commitment is to res"adeploy, not lay-off, employees who are displaced.
Accomplishing our Employment Security goal will require new behaviors- and
approaches from both Kaiser Permanente and the Unions, including:

o Increased planning and flexibility -- It is not the intent of the parties to discard or

ignore existing contract provisions such as seniority, job posting, or displacement.
However, the Employer's ability to honor its commitment to maximize
employment security and locate economically feasible alternatives for displaced
employees may be directly proportional to union flexibility with regard to such
provisions. Accordingly, it is expected that unions will develop a process to
achieve flexibility in contract provisions when necessary to maximize employee

opportunities during periods of transition.

Resources, time and new processes -- Maximizing employment security requires a
" mutual commitment to engage in proactive problem solving at the onset of a
problem and to allow sufficient time to process solutions. It also requires a
commitment to provide reasonable transitions for those affected and to consider
solutions in light of current business and operational goals and realities. And, it
assumes establishment of an aggressive workforce planning process--a formal
long-term approach to managing the “people” resources of Kaiser Permanente.

Turnover will provide opportunities to allow displaced persons to return to their
former classification. However, the parties recognize that an employee’s ability to
“ return to his/her former classification may not always be possible due to rapid
changes in technology and the health care environment.

The following is what it will minimally require to achieve the employment and
income security in all situations other than those defined as extraordinary
circumstances, and is intended to assist the parties in implementing the Employment
and Income Security provision. The parties are encouraged to use creativity in

adapting these principles to respond to local situations.

The Partnership Agreement recognizes that extraordinary circumstances, as deemed

by Program level Health Plan/Hospitals leadership and Permanente Medical Group

leadership, could present situations which would require the parties to come together

for a high level joint review to examine what is appropriate for that situation.

Examples of extraordinary circumstances are those which impact a significant number

of employees and could include closure or divestiture of KP operations, severe KP
membership or financial losses, technological changes which impact job

classifications, legislative or regulatory changes which broadly affect operations, etc.



WORKFORCE PLANNING

Collectively, the parties will develop and oversee a comprehensive workforce
planning strategy and implementation plan. Oversight responsibility for the plan
elements and results relating t0 Employment Security will reside with the Senior
Parmership Commitiee (SPC). Regions, together with their union partners and with
Human Resources and Labor Relations, will have accountability in their areas of
responsibility for developing and implementing plans which are integrated with the
overall strategic business plans and consistent with Employment Security goals.

Workforce planning includes:

o Identification of existing and anticipated shortages

 Identification of both emerging and obsolete skills or job classifications

e Analysis of workforce demographics, e.g., age, skill, education

e Projections of changes in the health care field and implications for Kaiser

Permanente ' :

¢ Impact of Kaiser Permanente business plans on the workforce

¢ Mechanisms and action plans for:
e Retraining opportunities
* Harvesting vacancies for placing displaced employees
*  Creating positive incentives for managers to accept displaced employees
and to provide retraining
¢ Formal redeployment plans
* Union and management flexibility in terms of policies, practices or
contract language barriers
¢ Changing hiring policies to compensate for redeployment efforts and
reflect practices necessary to support a strong employment security
commitment ’
* Reviewing the feasibility of intemalizing services or functions which are

performed by external providers

The workforce planning strategy is expected to define roles and responsibilities,
including both tasks and needed changes in awareness levels. Everyone, both
management and union, must view potential vacancies as redeployment opportunities
and be held accountable for achieving employment and income security goals.

EMPLOYMENT SECURITY
Employment security for re-deployment purposes is defined as:
* Comparable number of hours of previously scheduled weekly hours

¢ Comparable classification, if possible
* Placement at a facility within a reasonable geographic area of the previous facility



or an employee’s residence
e Comparable rate of pay (Same)
e Comparable shift (Day, Evening, or Night. Specific shift hours may vary.)

In situations where a comparable classification is not available, work as nearly
comparable as possible will be provided, with the intent of re-assigning the employee
to his/her former classification when and if such work becomes available.

In some situations, it may not be possible to provide comparability in all dimensions
outlined above. Managers and unions within regions are advised to develop a process
to handle such situations. An effective process will include a methodology for
allowing employees to prioritize the dimensions that are most critical to them and for
insuring that seniority of displaced employees is used in determining choice of

available positions.
REDEPLOYMENT AND TRANSITION STATUS

A displaced employee who cannot secure a position in the same classification
previously held will be placed into an available posmon in the most comparable
classification for which he/she qualifies. The employee’s current rate of pay will be
maintained during a transition period of one year or longer, if mutually agreed to.
(Individuals placed in a higher classification will be paid the higher wage rate.) The
purpose of transition status is to maintain employment and income for an affected
_ employee for'a temporary period of time with the intent of returning to the previous
" classification when an appropnatc vacancy becomes available. While in transition
status, an employee will maintain the benefits status he/she held prior to transition.

During transition status, the Employer and the employee have a mutual accountability
to monitor vacancies for potential placement back into the previously held position.
Whenever possible, employees on transition status should have preference for such
vacancies. Employees are expected to accept opportunities for a comparable position,
or the privileges of the transition status will be forfeited. In the event there is a strong -
likelihood that the previous classification will no longer be available, the employee is
expected to actively seek education and training to qualify for a different position. It
is the intent of the parties to provide reasonable cducatxon and training opportunities

for employees to pursue.

To effectively place employees out of the “transition status”, a workforce planning
strategy must be employed to plan for and capture potential vacancies. A joint
process to review the situations of employees on transition status is recommended.
The employer, the union and the employee have a mutual and continuing
accountability to actively utilize the transition period to achieve return to the previous
classification or to explore other avenues which help meet employment security goals.



At the end of one year, employees who have not returned to thieir prior classification
will be paid in accordance with the wage scale of the position they occupy.
Management and the unions in each Region are also encouraged to consider other
options which may be mutually agreeable and which provide a reasonable transition.
Examples include “red circle” formulas, “grandfathering”, or other solutions.
However, to assure appropriate consistency and faimess, the parties are encouraged to
select a single option to apply to the current situation, or at a minimum, to clarify up
front which option will apply in given circumstances. Existing contract language may
also provide or define appropriate solutions.

PROCESS

The Partnership Agreement outlines the intent of Kaiser Permanente and the signatory
unions to instill a culture of workforce engagement and joint problem solving. This
means that when a problem or issue is identified, whether by management, unions or
the workforce, all parties will engage in defining the problem and its resolution. This
engagement means that management will need to be more inclusive in the solution
finding process and the unions and employees will need to be more responsive in
helping find the solutions. These employment security principles are intended to
insure that the parties freely and creatively enter into problem solving.

It is hoped that these principles will assist the parties in exploring all reasonable
efforts for redeployment and transition for employees impacted by changes. It is
expected that each Region will develop and utilize a Partnership appeal mechanism to
review any situations in which achieving employment security goals is particularly
challenging or in which either party feels there is a failure to adhere to the mutual
commitments regarding employment security. The following are suggested for
inclusion in such a review:

e Redeployment opportunities explored

e Retraining opportunities explored

= Transition options explored

e Other avenues considered

e Alternatives-such as voluntary severance, leaves of absence, etc.
e Options for resolving the situation

An impasse resolution mechanism will be defined by the parties in advance to address
situations where the parties cannot reach agreement on the above. Suggestions
include the use of a third-party neutral or a small panel that is empowered to reach a -
decision. The panel could be composed of local representatives, representatives from
the SPC or Office of Labor-Management Partnership (OLMP) or any other qualified
representatives acceptable to both parties.



September 18, 2013
Employment and Income Security Agreement

Clarification and Understandings

The Parties met and discussed the application of certain provisions of the Employment and
Income Security Agreement (EISA) as well as the Clacification of Employment Security and
Application document. The following are the clarifications and understandings of certain
provisions of the EISA.

o The provisions of the EISA apply along with the provisions of the Local CBA; the
application of the former is not conditional on agreement to modify the terms of the
latter.

e The one-year transition period begins on the date that is agreed to by the parties,
taking into consideration the circumstances of the situation. If the parties do not
reach an agreement, the one-year transition period begins on the date the employee
leaves the job voluntarily or is displaced.

The following examples are provided for guidance and do not represent all potential
scenarios which may occur. The employee could leave voluntarily in several
scenarios. If the employee leaves for a higher paying or comparable position, the
goal of the EISA has been met and no transition period applies. if the employee
leaves for a lower paying position, a one year transition period would apply. The
employee could also be permanently displaced by accepting a severance agreement.

The employee can be effectively displaced in a number of ways: The employee could
stay in the home department and perform lesser duties of a different classification,
which are substantially different from the former position. The employee could be
assigned less than comparable work in the same or different classification in a
different department. The employee could perform work in a float pool. The
employee could be sent home if there is no work available.

Displaced is the point at which the one year transition period begins and is the point
at which the employee is no longer substantially performing the duties of their
former position.

s The one-year transition period may exceed one year by agreement of the parties.
The transition period would be less than one year if the employee is offered a
comparable position and does not accept it.
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The Clarification of Employment Security Principles and Application, dated October
20,1999, provides criteria for determining if a position is comparable and that this
group should not add to or clarify those criteria.

The applicabie Local CBA may provide additional guidance in determining if a
position is comparable.

There may be opportunities to negotiate more flexible and standard approaches to
administering existing Local CBA seniority and bumping provisions and that
discussions to explore those oppertunities should occur at the regional, rather than
the national, level.

WFP&D concerns and oppeortunities should be discussed and addressed by the
Regional LMP Councils and by the Labor Management Partnership Strategy Group.

sstion of how to fund EISA training,
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