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Extension Agreement between

Cook County and the National Nurses Organizing Committee/National Nurses United

to Extend the Current Collective Bargaining Agreement

Except as modified below: 1) the collective bargaining agreement between Cook County and the National Nurses
Organizing Committee/National Nurses United (collectively the "Parties™) originally for the term December 1,
2020 through November 30, 2024 (the "CBA"), as extended by the Parties through November 30, 2025; and 2)
all Memoranda of Agreement and/or Understanding and Side Letters agreed to by the Parties during the term of
the CBA as extended will continue in full force and effect.

1. The term of the CBA, as extended by the Parties, shall be extended until November 30, 2027.

2. The salary grades and steps applicable to each of the Union's bargalmng units shall be increased as
follows during the term of this Extension Agreement:

a.

b.

Effective the first full pay period on or after December 1, 2025, all employees actively employed
on December 1, 2025, shall receive a one-time lump sum payment in the amount of $2500.
Effective the first full pay period on or after December 1, 2025, the pay rates for all job
classifications shall be increased by 2%.

Effective the first full pay period on or after June 1, 2026, the pay rates for all job classifications
shall be increased by 2%.

Effective the first full pay period on or after December 1, 2026, the pay rates for all job
classifications shall be increased by 4.0%.

3. Inrecognition of this being the second extension of the original collective bargaining agreement, and
further recognition that issues often arise during the term of a collective bargaining agreement that
need to be addressed, the parties hereby commit to working to address such issues during the term of
this extension.

4. Inthe event the County agrees to an Extension Agreement for the period December 1, 2025 through
November 30, 2027 with greater lump-sum payments than those set forth in Paragraph 2.a. above or
greater wage increases than those set forth in Paragraphs 2.b., 2.c. and 2.d. above, thén the County
will provide the greater lump sum payment and/or wage increase to the employees covered by this
Extension Agreement.

EFFECTIVE DATE: upon ratification by the Cook County Board.



ARTICLE VI
Holidays

Effective FY25: Add an Additional Holidav: Casimir Pulasgki

Section 6.1 Regular Holidays;
All full-time R.Ns will receive a day off with 8 hours of pay for each of the following holidays:

Christmas Day Juneteenth

New Year's Day Fourth of July
Martin Luther King's Labor Day
Birthday Lincoln's Birthday Columbus Day
Presidents' Birthday '

Casimir Pulaski Veteran's Day
Memorial Day Thanksgiving Day

Other generally accepted religious holidays falling within four (4) months of any of the
above- mentioned holidays may be substituted for such holiday (except at affiliates which are
closed on the above holidays).



Section 10.11 Parental Leave:

Allfull-time Employces shall be cligible for Twelve (12) Week Paid Parental Leave as aresult of the birth or
adoption of a child or fostering (“Parental Leave”) under the following conditions. To be eligible for Parental
Leave, an employee musthavebeena full-time employeewith the County for at leasttwelve (12) months prior
to the first date of the leave request.

Eligible employees are entitled to receive the following Parental Leave:

« Non-birthing biological parent; or
o Intended parent of a gestational SUITOZAcy; or

» Foster parent placed with a foster child age 17 or younger.

Parental Leave may be combined with other accrued paid time off such as vacation, personal, and/or sick time
to achieve the maximum amount of paid time off while taking FMLA leave. However, employees cannot use
Parental Leave prior to the date of birth/adoption and must use Parental Leavein a continuous block of time
beginning on the day of birth or adoption. An employee who qualifies for Parental Leave may be entitled to
additionaltime off pursuant to the FMLLA . Health insurancebenefits foran employee receiving Parental Leave
shall be maintained and administered under the same conditions as for an employee covered by FMLA.

Parental Leave shall be considered an alternative to Maternity or Paternity Leave under the applicable Section,
“and an employee who chooses Parental Leave will not be eligible for additional Maternity or Patemity Leave,



Memorandum of Agreement between Cook County and the National Nurses
Organizing Committee/National Nurses United

This Memorandum of Agreement ("MOA™) is between the County of Cook ("County" or "Employer")
and the National Nurses Organizing Committee/National Nurses United ("NNOC" or "Union"),
collectively known as the "Parties.” The purpose of this MOA is to reflect the Parties understanding as
reflected in the tentative agreement regarding holiday pay for .9 full-time equivalent ("FTE") nurses.

AGREEMENT

The Parties agree that NNOC Bargaining unit members eligible for holiday pay pursuant
to CBA Sections 3.2(C) and 6.2, who work a .9 FTE position shall receive eight (8) hours
ofholiday pay. The 36 hour per pay period requirement in Section 3.2(C) will satisfy the
minimum work requirement of 6.2(B)



Signed and entered this day of __ 2025,
COUNTY OF COOK:

Toni Preckwinkée, Cook: ty Board President

ATTEST: \‘MMLM

Monica Gordon , Cook County Clerk

UNION: NATIONAL NURSES ORGANIZING COMMITTEE

; APPROVED
BY THE BOARD OF COOK COUNTY COMMISSIONERS

By:

Daniel RJ"t-;e},'I:.‘._"‘_ ot Cositior NOV 2 0 2025

COM

BY: RN NEGOTIATING COMMITTEE

2025-2027 NNOC Extension



JOB CODE
1941
1951
6627
7015
7152
7678
7693
7832
9062
9063
9298

1942
1953
7016
7679
7696
7697
7698
9894

1943

1971
1980

1972
1981

1944
1973
1982
5505
6445
6476
6795
6883
6884
6885
6886
6887
7437
7598
7659
8730
JOB CODE
9347
9505

APPENDIX A

National Nurses Organizing Committee

GRADE TITLE

FA Clinical Nurse I

FA Registered Nurse I

FA Patient Support Center Nurse

FA Clinical Nurse I, Bilingual

FA RHS Clinical Nurse I

FA Clinical Nurse I, Provident ICU

FA Clinical Nurse I, Labor & Delivery, Bilingual

FA Clinical Nurse I, Health Start Initiative

FA Float Pool Clinical Nurse-Operating Room

FA Float Pool Clinical Nurse-Cross Functional
~FA Patient Care Support Nurse

FB Clinical Nurse IT

FB Registered Nurse I11

FB Public Health Nurse I, Bilingual

FB Clinical Nurse I1, Provident ICU

FB Clinical Nurse II, Mammography

FB Clinical Nurse II, Peritoneal Dialysis, Bilingual

FB Clinical Nurse II, Hemodialysis

IB Behavioral Health Nurse

FC Nurse Clinician -

FC Public Health Nurse 1

FC Instructor

FD Public Health Nurse II

FD Instructor Senior

FE Nurse Epidemiologist

FE Public Health Nurse Ii1

FE Master Instructor

FE Clinical Case Manager

FE Prior Authorization Nurses

FE Lactation Consultant

FE Community Based Nurse Care Coordinator

FE Nurse Care Coord-Brain Injury

FE Nurse Care Coordinator-Disability

FE Nurse Care Coordinator-Elderly

FE Nurse Care Coordinator-HIV/AIDS

FE Nurse Transitional Care Coordinator

FE Utilization Management Coordinator, Emergency Dept

FE Utilization Management Coordinator, Inpatient

FE Electrophysiology Nurse

FE Transfer Center Nurse

GRADE TITLE

FE Cardiac Catheterization Nurse

FE Vascular Access Specialist



1974
3990
3991
3992
3996
3997
3998
7840
7859
7919
7945

3999
6677

FF
FF
FF
FF -
FF
FF
FF
FF
FI
FF
FF

RG1
RG2

Public Health Nurse IV

APN-Nurse Practitioner

APN Clinical Nurse Specialist

APN Certified Registered Nurse Midwife

PHN IV (APN-Nurse Practitioner)

APN Certified Registered Nurse Midwife (As Req.)
APN-Nurse Practitioner (As Req.)

APN-Nurse Practitioner, Nephrology

APN-NP, Surgery

Psychiatric, Advanced Practice Registered Nurse
APN-NP, Podiatry

In-House Registry Nurse
In-House Registry Nurse-Specialty



Grade

FA

B

FABM

FEBM

FC

FO

FE

FF

Hourly
Bi-Waeally
Annual

Heurty
Bi-Waekly
Annual

Hourly
Bi-Waskly
Annual

Hourly
Bi-Weehly
Annual

Hourly
Bi-Waskly
Annual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Waakly
Annual

Hourly
Bi-Waakly
Arinual

15t Step

37 454
2,996,324
77,904

39.462
3,156.98
82,081

37 829
3,026.30
78,683

39.857
3,188.55
82,802

42.505
3,400.43
88,411

44,756
3,500,486
93,091

47,800
3.823.96
99,423

49.489
3,859.68
102,856

Znd Stap

38,740
3,099,186
80,578

40,960
3,276.84
85,197

39,127
3,130.16
81,384

41,370
3,308.61
86,049

44 237
3,530 85
92,012

47.245
2,779,588
98,269

49.728
397820
103,433

61.980
415841
100,18

3ig Step

39.950
3,196,01
83,096

42.372
3,283.79
88,134

40.350
322797
a3.g2v

42796
342369
89,018

45,528
3,642.23
94,697

49.461
3,956,487
102,878

51.208
4,096,64
106,512

53.967
4,317.32
112,250

4th Step

41.240
3,29922
85,779

44,007
3,520.56
91,535

41,653
333221
86,837

44 447
3,665,79
92,450

A7 035
3,762.80
97,832

51.208
4,096.64
106,512

53.224
4,257.93
110,708

55.841
4467.26
116,148

SCHEDULEN
BUREALU OF HUMAN RESOURCES

NATIONAL NURSES ORGANIZING COMMITTEE (NNOC)

Sth Step

42785
3,42278
88,992

45412
363296
94,456

43,213
3,457.00
89,882

45,866
3,669,29
95,401

48,532
3,682.53
100,945

53224
4,257,53
110,706

55.251
442010
114,922

57,823
4,62581
120,211

Btk Step

44,256
3,540.45
92,051

47.017
3,761.34
37.784

44,698
3,575.86
92,972

47.487
3179895
98,772

49.993
3,699 44
103,986

§5.251
4,420,110
114,922

57.262
4,580 97
18,105

59 168
4,781.48
124,318

Ith Step

45,885
3,670.77
95,439

48.417
38733
100,706

46,343
3,707.48

95,394

48 809
3,912.06
1M, 713

51,585
4,126.83
107,297

57,262
4,580,97
119,105

59.266
4,741.28
123,273

61,626
4,520.07
128,181

Bth Step

47.721
384767
96,268

49976
3,998.05
103,948

46,198
3,855.85
100252

50.475
4.038.03
104,988

53.107
4,248,586
110,462

59 266
4,741.28
122273

61.218
4,8697.56
127,336

64.292
8,136.94
133,560

Qth Step

49615
2.969.24
103,199

54.946
,159.66
108,047

50111
4,008,50
104,231

52,465
4,197 21
108,127

55,104
4,408.32
114,616

61,470
4,917 59
127,857

£3.552
§,084.17
132,188

66.085
5,286.82
137,457

10th Step

51.040
4.083.22
106,163

534a1
4,278.45
111,239

51,551
4,124.05
107,225

54.015
4,321.23
112,352

56.715
4,537,18
117,866

63.291
5,063.25
131,644

65,420
523358
136,073

67.709
5416.76
140,835

11th Step

54,085
4,326.77
112,488

56.675
4,533,986
117 882

54,625
4,370.04
113,621

57.241
4,572.30
119,061

60.067
4,805,32
124,938

67.035
5,362.82
139433

69.305
5,544,38
144,153

70.004
5,600.30
145,607

Effective December 1, 2025

N1z

$5.166
441391
114,745

57.808
4,624.64
120,240

56,718
4,457,44
115,803

50,386
4,670.89
121,443

61,262
4,900 98
127425

- 68,319
5,469.64
142,210

T0.685
5,654,862
147.025

71398
5,711.66
148,508

N13

56,270
4,501,57
117,040

§B8.964
471713
122.645

56.832
4,546.59
118,211

50.554
4,764.30
123871

62.482
4,988 56
129,962

69,732
5,578.58
145,043

72083
5,767.4¢
145,854

T2.821
5,825.66
151,467

Nig

57.385
4,581.60
116,381

60.143
4,811.46
125,098

57.969
4,637.52
120,578

60.745
4.859.58
126,349

63,726
5,098.08
132,550

71121
5,689.M1
147932

73.530
5,802.37
152,941

T4.272
584172
154,484

nis
508.543

4,663.44

421,769

€1.246
480771
127,600

§9.128
4,730.27
122,987

61.960
4.956.78
128,876

64,995
5,199.60
135,188

72.538
5,802.06
150,879

74.885
§,995,58
155,908

75.759
6,060.11
157 562

Nt
58714
477711
124,204

62573
5,005.86
130,152

£§0.311
4,824.88
126,446

63,199
5,055.92
131452

66.269
5,303.15
137,881

73.983
5,918.67
453,085

76.488
6,119.12
159,097

71261
6,180.87
160,702

wr
60,808

4,872.65

126,680

63.825
5,105.88
132,755

61,517
492157
127,955

64.463
5,157.04
134,082

67610
5408 78
140,627

75.458
6,036.60
156,951

78.013
6,241.06
162,267

78.801
6,304,04
163,905



FA

F8

FABM

FaBM

FC

FD

FE

FF

Hourly
Bi-Weekly
Annual

Hourly
Bi-Weakly
Anhusl

Hourly
Bi-Waeakly
Annual

Hourly
Bi-Waekly
Annual

Hourly
Bi-Weakly
Annual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Weekly
Arnual

IstStap  Znd Step

28.208
3,056.27
79,462

40.251
3,220.12
83,723

36.585
3,006,83
80,257

40654
3,252.32
84,560

43.356
3,468.44
90,179

45,651
3,652.07
94,953

48756
3.900.44
101,411

50.489
4,039.08
105,016

39514
3,161.15
82,189

41780
3,342,37
86,501

39.909
3,192,706
83,011

42,197
3,375.80
87,770

45,122
3,609.73
93,852

48,190
3,855.18
100,224

50722
4057.77
105,51

53.020

| 424458

110,281

Effeciive June 1, 2026
SCHEDULEN
BUREAU OF HUMAN RESOURCES
NATIONAL NURSES DRGANIZING COMMITTEE {NNQC)

rdStep  dthStep  SthStey  EhBtep  ZthStep  SthStep  BMhStep i0hStp AhSwp MZ 0 N3 N4 N5 NIE MU
40,749 42,065 43,640 45141 46,802 48,675 50.607 52.06% 55.166 56.270 §7.295 50,543 50.714 60908 62.126
3,258.93 3,365.20 .481.23 611,76 3,744.18 3,894.03 4.048.59 4,164.88 441331 450457 459160 4,683.44 477791 4872685 44700
84,758 87495 096,772 93,002 97,348 101,244 105,263 108,286 114,745 117,040 119,381 121,769 124,204 126688 129,222
43,220 44,887 46.320 47.957 49385 50,975 52,985 54.550 57.808 50.964 60,143 61.348 §2573 63 B25 B5.101
3,457.58 3,591.00 3,705.62 3,036.57 3,950.19 4,078.01 4,238.77 4,364.02 4,624.64 4717.13 481148 490771 500586 510598 5,208.10
B9.897 93,365 96,346 90,750 102,720 106,028 110,208 143464 120,240 122,645 125,088 127,600 130,152 132,755 135410
41.457 42.466 44.077 45,592 47.270 49.162 51,113 52,502 §5.718 56,832 57.989 59.128 50,311 61.517 62,748
3,202.53 ,398.85 352814 3,847.38 3,701.62 393297 4,080.08 4,206.53 445744 454659 4,637.52 4973027 452488 492137 501880
85,605 88,370 91,679 94,831 98,322 102,257 106,315 108,368 415,883 118211 120575 122987 125446 127955 130,5%4
43.652 45.336 46.783 48.437 45.879 51.485 53.514 55.096 50,385 59,554 60,745 61.960 63,199 64.463 @85.752
349216 3626.91 374267 3,874,893 3,890,930 4.118.79 4.201.16 4,407 66 4670.89 476430 4p59.59 495678 505592 515704 5260168
90,796 84,289 97,300 100,748 163,747 107,088 111318 144,509 121,443 123,81 12653439 128,876 131453 134,002 136,764
46.428 47.976 48,502 50,893 52617 54,165 57.843 61.268 62.488 63,732 65.001 66,295 67.615 68,862
3,715.07 3,830.05 2,960.18 4,075.43 4,209,3¢ 4,333.53 4, 4,627.93 490143 499900 5086853 520004 5730359 540821 551684
96,591 89,789 102,964 106,065 109,943 112,671 116,908 120,326 127437 129,974 132,561 135201 137,893 140630 143,440
50.450 52,232 54,209 56.356 58.407 60,451 £62.698 64.556 mm.uq.m 68.738 71927 72,544 7a9as 75463 76.967
4,036.01 4176.57 4,343.09 4.508.50 4,672.58 4,836,410 5,015.94 5,164.52 547008 557903 568015 580350 551912 803705 6,157.33
104,936 108,642 112,920 117,220 121,487 125,738 130,414 134,277 142222 145054 147,944 150891 153897 156963 160,080
52,232 54,200 56,356 58,407 50,451 62.444 54,823 66,728 70,601 72,088 73.535 ﬂw.ooc 76.495 78.019 79574
417857 434309 4,508.50 4,672,588 4,836,10 4,995,51 5,185:85 5,330.25 565526 5,767.01 508282 6000.02 611957 6,241.5¢ 6,365.88
108,642 112,920 117,220 121,487 125.738 129,883 134,832 138,794 147,036 449,965 152953 156000 158,108 162,279 165512
55.046 56,958 56979 60.964 62,858 65.496 67.407 65.064 71,404 72.826 7a.217 75,757 77,266 768,806 an.ar?
4,403,68 4,556,860 471832 487711 5028.67 5,230.60 5,382,585 5.525.09 579231 5826,10 584217 6,080.56 6,181.32 B3c449 643012
114,495 118,471 122,676 126,804 130,745 136,231 140,206 143,652 . 148,520 151478 154486 57,574  1BOY14 163916 167,183



Fa

FABM

FBEM

FC

FD

FE

FF

Hourly
Bi-Waekly
Annual

Hourly
Bi-Waskiy
Annual

Hourly
Bi-Weaakly
Annpual

Haourly
Bi-Waakly
Annual

Hourly
Bi-Weekly
Annual

Hourly
Bi'Waekly
Annuat

Hously
BlWeskly
Annual

Haurly
Bi-Weakly
Annual

isiStep  ZndGlep  JmiStep  4thStep

37N 41.095 42379 43,748
3,178 52 3.287.58 3,390.32 348081
82,641 85477 88,148 90,994
41.862 £3.451 44,9492 46583
3,348.092 JATE.07 3,595.80 3,734.64
87,072 80377 93,493 7,100
40,128 41.506 42.803 44,185
3,210 30 332047 3.424.23 534,81
83467 86,332 89,025 91,904
a2 280 43,885 45,398 47 150
3,962 41 351083 3.631.85 77108
87,242 91,281 94,428 98,071
45,000 46.928 46.206 49,885
2807.16 3.754.12 3,863.67 3,991.57
93,786 97 607 100455 103,780
AT.ATT 50117 52.468 54.321
3,788,15 4,009.38 4,197.45 4,3486.72
98,751 104,242 109,133 112,988
50.786 52.75% 54.324 55.460
4,056.46 4,220.08 4345.72 4,518.81
105,467 100,721 112,968 117,437
52,608 55 144 57248 59,236
420065 4411249 4,579,583 4,738,687
109,216 114,692 119,075 123,210

SCHEDULE N

BUREAU OF HUMAN RESOURCES
NATIONAL NURSEE ORGANIZING COMMITTEE (NNOC)

Sthtep  GhSiep  ZhStep

45.386
363088
94,402

48.173
385384
100,149

45 840
3,667.19
95,346

A8.655
3.892.36
104,201

51.482
4,118.59
107,063

56.460
4,516.89
17437

58,610
4,683.84
121,908

61.338
4.907.06
127,583

46 946
37567
97,648

49,875
3,990.03
103,740

47.416
379227
98,625

50,374
4,028.92
104,778

53.023
4,242.61
110,307

68,610
4,688.84
121,909

60.744
485044
128,346

63,402
5.072.20
131,877

48.674
3,693.95
101,242

51.360
4,106.83
106,629

48.161
393zad
102,255

51.874
4,145.81
167,897

54.122
43714

113,821

60.744
4,859.49
126,346

62,869
5,020.55
130,768

653713
5,229.81
135,975

8th Step

§0.622
4,049.79
105,204

53.014
424113
110,269

51,129
409028
106,347

53,544
4,283.54
111,372

56 336
4,506,87
157,178

62,869
5.028.55
130,768

684.942
5,195.33
135,078

68,116
5.449.26
141,680

$th Step

52,632
4,210,523
109473

55,104
4,408.32
114,616

53.158
4,25264
110,568

§5.655
445240
115,762

58,454
4676.34
121,584

65,207
5,216.58
135,621

67.416
§,393.28
140,229

70.103
5,608.26
145,814

10th Step

54 143
4,231.48
112618

56.732
4,538.58
118,002

54,685
4374.78
113,744

57.300
4503.96
118,183

601163
4,813,05
126,139

67,129
§,37110
139.848

69.397
5,651.78
144,346

71.826
5,746.09
149,398

Effaciive December 1, 2026

Aith Step

57.3713
4,589.84
118335

60,420
4,8408,63
125,050

57.947
4635.74
420,528

6§0.722
4,857.72
126,300

83719
5.097.48
132,534

71411
5,680.68
147,810

73518
5,881.47
152,918

74.260
5,940.80
154,460

niz
58520
4,681.64
121,722

61.323
490582
127,551

58.106
4,728.45
122,939

61.836
4,954.88
128,826

64.987
5,198.96
135172

72527
580219
150856

74.983
5.998.63
155,964

75.739
§,058.14
157.537

Ni3

59.691
4,775.27
124,156

62,549
5,003.04
130,102

60288
4,82302
125,398

63175
5,053.97
931,403

66.281
530247
137,864

73972
5917.76
163,861

76.477
611813

159,071

T7.248
6,179.86
160,676

7]
60885
4,870.77
126,640

63.800
5,104.01
132,104

61.484
491848
127 806

64.428
5,155.05
134,031

67.601
5,408.05
140,60%

75.445
6,035.64
156,926

78.000
6,240.02
162,240

Ta. 787
6,302,958
163817

W

62,102
4,968.19
129172

§5.076
5,206,089
935,358

62,723
5,017.87
130,464

85.727
5.258.15
136,712

68.947
551573
143,409

76948
6,155.88
150,052

79.954
6364.35
165,472

80.357
642857
167.142

63.344
5,067.55
131,756

66,378
5310.22
138,065

63.978
5,118.22
133,073

67.041
5,363 32
138,446

70320
562558
148,285

78.482
B,278.53
163,241

81.140
649117
168,770

81958
6,556.67
170473

N7

64,611
5,160.90
134,391

B7.705
5,416.42
140.826

85,257
5,220,69
135,735

68.382
5,470.58
142,235

T1.720
5,737.62
149,178

80845
6,403,63
166,499

82,756
6,620.52
172,133

83.592
6,687.33
173,870



6/1/2021 RG1
RG2

121172021 RGA1
RG2

6/1/2022 RG1
RG2

6/1/2023 RG1
RG2

6/1/2024 RG1
RG2

6/1/2025 RG1
RG2

12/1/2025 RG1
RG2

6/1/2026 RG1
RG2

121/2026 RG1
RG2

BUREAU OF HUMAN RESOURCES

SCHEDULE il

IN-HOUSE REGISTRY NURSES AND SPECIALTY CARE

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

$49.634
$52.800

$51.371
$54.648

$52.655
$56.015

$53.971
$57.415

$55.051
$58.563

$57.803
$61.491

$58.959
$62.721

$60.139
$63.976

$62.544
$66.535



Memorandum of Agreement between
Cook County and NNOC

This Memorandum of Agreement (“Agreement”) is entered into by and between the County of Cock
(“County”) and the National Nurses Organizing Committee (‘NNOC”), collectively “the parties.”

i. The County and NNOC are parties to a collective bargaining agreement that has a term

from December 1, 2020 and are scheduled to expire on November 30, 2024.
. The parties wish to extend the term of the collective barg'aining agreement by one (1) year. _
. The term of that extension shall be December 1, 2024 through November 30, 2025.

. The Rates of Pay provision in each noted respective collective bargaining agreement shall
be amended as follows:

(a) effective the first full pay period on or after June 1, 2021 the pay rates for all
classifications shall be increased 1.50%; and

(b effective the first full pav period on or after December 1, 2021, the pay xates for all job
classifications shall be increased by 8.50%: and

{c) effective the first full pay period on or after Jumne 1, 2022, the pay rates for all job
classifications shall be increased by 2.50%: and

(d) effective the first full pay period on or after June 1, 2023, the pay rates for all jeba
classifications shall be inereased by 2.50%; and

(&) effective the fivst full pay period on or after June 1, 2024, the pay rates for all job
classifications shall be increased by 2.00%: and

() effective the first full payv period on or after June 1. 2025, the pav rates for all job
dassifications shall be increased by 5.00%.

5. Parental Leave. The collective bargaining agreement shall be smended to add a new Section

10.11 that states as follows!

gction 10.11 - Paid Parental Leave _
An eligible employee shall be entitled to a1l benefits provided by applicable
federal statute and Cook County ordinance and/or poliey.

The intent of Section 10.11 (.e., “Request for extension beyond twelve (12) weeks of leave
will not be approved.”), refers specifically to “paid parental leave” and does not apply to
additional unpaid requests and or other leave, if eligible and approved.



6. This agreement is subject to ratification by the union membership and the Cook County
Boaxd of Commissioners. Should either the union membership or the Cock County Board of |
Commissioners fail fo ratify this agreement, the agreement shall be null and void. '

;
|

7. To the extent that any provision in this agreement and the collective bargaining agreement l‘
conflict, this agreement shall control through November 30, 2025.

8. Any dispute as to the application or interpretation of the agreement shall be resolved ‘
exclusively pursuant to the respective CBAs grievance procedures. 3

9. The Union agrees to release and hold the County harmless from any class action grievance
or any other claims concerning wages or other economic terms and conditions of employment
known or unknown to the parties as of the date of this agreement. :

10. The following grievances BHR 23.08.17, BHR 22.09.22, BHR 23.05.10 will be excluded from
this agreement and advance per the usual grievance procedures found within the CBA.

11. The ongoing genefal discussions between the parties regarding extra ghift bonuses and
CCDPH upgrades will continue unimpeded and be excluded from this agreement.

EFFECTIVE DATE: upon ratification by the Cook County Boaxd.



FA

FB

FABM

FBEM

£C

FE

FF

Hourly
Bi-Weekly
Annual

Houriy
Bi-Weekly
Annual

Hourly
Bi-Weekly
Apnual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Weekly
Annuat

Haurly
Bi-Waekly
Annyal

1st Step

31,530
2,622.40
65,582

33.220
2,657.63
69,098

31,845
2,547.62
66,238

33.583
2,684.20
69,789

25782
2,062.57
74427

37.677
3.014.12
78,367

40.239
3.218.11
83,607

41.669
3,333.53
86,672

Znd Step

32612
2,608.96
67,832

34.482
2,750.53
71,721

32,838
2.635.05
68,511

34,828
2,786.11
72,438

37.240
2,879.18
71458

39.772
3,181.75
82,736

41.862
3,348.95
87,013

43,768
3,500.68
91,017

3rd Step

33,631
2,650.48
69,852

35.670
2,853.64
74,183

Ja.867
2,717.38
70,681

36.027
288215
174,936

38.326
3,066.12
79,718

41.637
333100
86,606

43.168
3,448,686
49,665

45431
3,634.44
94,499

dth Step

34.717
277738
72,211

37.046
295372
77,056

35.064
2,805.14
72,58

ST.417
2,993.36
77,826

39,528
3,167.62
82,958

43.108
3.448.68
89,665

44,805
3,584.43
93,185

47.008
3,760.65
o7 777

Sith Step

38.017
2,88136
T35

38229
3,058.32
79,518

36.377
2810.20
75,664

306N
308890
80,311

40.855
3.268.42
64,579

44.805
3,884,453
93,165

46.512
372095
96,745

48,677
363413
101,247

SCHEDULE 1|

BUREAU OF HUMAN RESOURCES
NATIONAL NURSES ORGANIZING COMMITTEE (NNOG}

6th Step

37.256
2,980.45
77481

39.580
3,166.39
62,325

37,628
3,010.25
78,266

39.976
3,186.08
83,148

42.08%
3,366.83
87,538

48.612
3,720.85
05,745

48205
3,056,368
100,268

50.315
402518
104,685

th Step

38,627
3,090.15
00,343

40.758
3,260,67
B4, 777

39.012
3,121.05
81,147

41,166
3,203.27
85,625

43.426
347407
90,326

48.205
3856.36
100,266

49.882
3,991.33
103,775

51.878
4,150,286
107,807

*RECEIVE AN ADDITIONAL EIGHTY DOLLARS (580.00) PER MONTH FOR A MASTERS DEGREE FOR
THOSE EMPLOYEES WHO WERE RECEIVING IT PRIOR TO DECEMBER 1, 1980,
NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A BAGHELORS OR MASTERS DEGREE

Bth Step

40.173
321381
83,55¢

42,071
3,365.66
87,506

40574
" 3,245.05
84,384

42,481

330932

88,381

44.707
3,576,558
92,990

48.892
3,991,33
103,775

§1.536:
4,122,069
167,195

64055
432441
112435

Sth Step

41.767
3,341.38
86,878

43.728
3488.34
590,358

42185
33ra7%
87,745

44.167
3,533.32
91,866

46.368
3,711.04
96,487

51747
4138.76
107,634

53.500
4,279.98
111,280

55,632
4,450.58
118,718

10th Stap

42967
3437.36
88,371

45.021
3801.71
93,644

43.397
3471.73
0,264

45472
3,627.72
94,580

47.744
1,819.52
26,308

53.280
4,262.38
110,822

55.072
4,405.76
114,660

57.000
4,559.87
118,559

Effactive Juna 1, 202%

11th Step

45,530
3,642.30
94,702

47.718
3,616.81
99,237

45.965
4,678.61
95,849

48,187
3,654.97
100,228

50,566
4,045.24
105,176

B6.432

4,514.56
117,379

56.342
4,867.40
121,352

58,931
4,714.48
122,576

H12
46.440
371524
96,596

48.664
3,883.14
401,221

46,506
3,752.39
87,582

48.151
2.932.07
102,233

51.672
4,125.77
107,270

57.556
4,604.48
15,715

§9.505
4,760.37
123,770

[Hik e
4,808.,39
125,018

N1z

47.369
3,789.54
88,527

43.638
3971.00
103,246

47843
3,827.44
99,513

50.134
401072
104,278

52599
4,207.91
108,408

58.702
4,596,20
122,101

50.690
485521
126235

61.302
490419
127,508

48.317
3,865.33
100,486

50.630
4,060.43
105,311

48.800
3,803.99
101,503

§1.437
4,090.83
106,364

53.646
4,201.70
111,584

§0.872
4,788.74
124,533

61.889
4,951.93
128,750

62,524
5,001.90
120449

40,283
3,842.64
102,508

51.642
4,131.43
107417

49.776
3,982,086
103,633

52,150
417275
108,491

54.714
437716
113,808

61065
4,885.16
127,014

63.132
5,050.60
131,316

63.769
5,101.58
132,641

N

50.269
4,021.49
104,556

82676
421408
109 585

S0.771
4,081.71
105,604

83,203
4,266.20
110,661

55.0804
£,464.33
16,072

§2.281
4.882.49
129,545

64.380
515124
133,882

65.040
5,203.22
135,284

Ntz

591.274
4,101.92
106,649

§3.729
4,268.34
111,756

51.787
4,142.94
107,716

54.267
434,23
112,874

56,915
4,553.24
118,384

63.522
£,081.77
132,126

BB.674
5.253.89
136,601

8,336
3,306.91
137,980



Grade

FA

FB

FABM

FEBM

]

FE

FF

Hourly

- Bi-Waekly

Annual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Waskly
Annual

Houry
Bi-Weskly
Annual

Hourly
Bi-Weekly
Annual

Houry
Bi-Weekly
Anugl

Haurly
Bl-Weekly
Annual

Hourly
Bi-Weekly
Annuzl

1st Step

32634
2,610.68
67,877

34,383
2,750,684
71,516

52,960
2,636.70
68,6568

34.727
277815
72231

37,035
2,862.76
77,031

38.995
,119.61
81,109

41.647
3331.78
96,626

43,128
3,450.21
89,708

2nd Step

33.753
2,700.27
70,207

35,680
2,855.07
74,231

34.081
2,727.27

70,909

36,045
2,883,853
74,974

38.543
3,083.45
80,169

41.164
3,203.11
85,620

43.327
348617
90,120

45.290
3,623.18
84,202

3rd Step

34.808
2,784.65
72,400

36,919
2,953.49
76,790

35,150
281249
73,424

37.288
2,883.02
77,558

39.668
3,173.43
82,500

43.085
3,447.68
89,637

44,617
3,569.36
82,803

47.021
3,761.65
97,802

Ath Step

35,932
2,874.57
74,738

38.343
3.0687.45
79,753

36.291
2,903.32
75,486

as.rz7
3,088.12
80,551

40,851
3,278.49
85,240

44,617
3,666.36
92,803

46.374
3,708.89
96,457

48,653
3.682.28
101,109

SCHEDULE I
BUREAU OF HUMAN RESQURCES

NATIONAL NURSES ORGANIZING COMMITTEE (NNOC)

Sth Step

7278
2,982,23
77,537

29.567
3,165.36
82,299

37.651
3,012.05
78313

39.963
3,187.01
83,122

42 285
3,382.81
87,953

46.374
3,708.80
96,457

48140
3.851.18
100,130

50.380
4,030.42
104,780

Gth Step

38,560
3,084,786
80,203

40.965
3271.22
85,207

38.945
9,115.61
81,008

41,378
3,308.99
85,059

43568
34B4.67
90,001

48.140
3,801.18
100,130

45.862
3,881.35
103,775

52.076
4,166.06
108,317

7th Step

39,979
3,198.30
83,156

42,185
3,374.79
87,744

40379
3,230.29
83,987

42 607
a408.54
88,521

44.946
3,595.66
93,487

45.692
3,681.35
103,775

51.6830
4,131.03
107,406

53,694
4,295.52
111,683

“RECEIVE AN ADDITIONAL EIGHTY DOLLARS ($80.00) PER MONTH FOR A MASTERS DEGREE FOR

THOSE EMPLOYEES WHO WERE RECEIVING IT PRIOR TC DECEMBER 1, 1980,

NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A BACHELORS OR MASTERS DEGREE

Bth Step

41.57%
3,326.30
86,483

43.543
348348
40,388

41,605
3359.58
67,348

43.878
3.518.29
91,475

46.272
3,701.73
96,244

51.638
4,131.03
107,408

53.340
4,267.19
110,346

55.947
447576
116,369

Sth Step

43.229
3,458.33
88,616

45,260
3,520.78
84,140

43.661
349241
80815

45712
3,656.88
85,081

48.012
384092
98,863

53.558
4,284.85
111,400

55.372
4,429.78
115,174

57579
4,606.35
118,765

10th Step

4441
3,557.67
92,498

46.597
372177
96,921

44916
,553.24
93424

47.063
3,765.04
97,891

-43.415
3.953.21
102,763

55.144
4,411.56
114,700

57.000
4,559.97
18,559

58,995
4,719.56
122,708

41th Step

47,123
3,760.87
08,018

45.380
3,950.39
02,710

47.595
3,807.57
98,596

49.874

3,888.580°

103,737

52.336
4,186.83
108,887

56407
487257
121,486

50.384
4830.76
126,588

60.994
4,879.49
126,866

Eféactive Dacember 1, 2021

N1z
48,068
3,845.27
90,077

50.368
4,029.40
104,764

48.547
3,883.72
100,876

50.871
4,086.70
105,812

53377
4,27D.18
111,924

59.570
4,785,64
123906

61.587
4,925,689
128,11

62208
4,976,68
120,383

M3
49027
3.922.17
101,976

51.375
4,109.99
106,839

49517
3496140
102,996

61.889
4,151,089
107,928

54.440
4,355.18
113,234

50757
4,860.58
126,374

52.814
502514
130,653

63.448
50745.83
13197

L

50.008
4,000.62
104,016

52.402
416219
108,296

50.508
4,040.62
105,056

52,926
4,234.11
110,086
55.524
4441.91
115,488

51.967
4,657.38
128,892

84086
§,125.25
133,256

64,712
5,176.96
134,601

N5

51.008
4.080.53
106,086

83.450
4,276,03
111,176

51518
4,121.44
107,187

§3.888
431879
112,288

55.629
4,530.36
117,788

B3.202
5,058.16
131,459

86.342
5,227.37
133,911

68,001
528011
137,262

[T

52.028
4,162.24
108,218

54,818
4,361.55
113,400

52,548
4,203.87
108,300

55.065
440817
114,534

57,157
4,620.58
129,134

64.461
5,158.88
134,078

68.644
5,331.53
138,619

67317
5,385.33
140,018

N1T
53469
4,245.43
110,362

85,610
4448.79
115,668

53509
4.287.94
111,088

56.166
4,443.27
116,625

58.808
4,712.60
122,827

65.745
£,258,63
136,750

67.672
543777
141,202

60.658
5,492.65
142,808



FA

FB

FABM

FBEBM

FC

FD

FE

FF

Haurly
Bi-Weskly
Annual

Haurly
Hi-Weekly
Annual

Hourly
Bi-Weekly
Annial

Haurly
Bl-Weekly
Annual

Hourly
Bi-Weaekly
Anpual

Hourly
Bi-Weekly
Annual

Hourly
Bi-Weasakly
Annual

Haeurly
Bi-Weskly
Annual

1st Step

33449
2676.65
80,574

35.243
2,818.41
73,304

33.784
27021
10,270

356.585
2,847.60
74087

37.960
3,036.83
78,957

39.970
3,197.61
83,137

42.688
3415.07
88,791

44.206

5,596.46 .

91,848

2nd Stap

4,687
2,767.78

71,952

36.581
282645
76,087

34.943
12,798.45
72,681

36,946
2985.72
76,648

39,507
3.160.54
82,174

42,102
337544
87,761

44.410
3,552.82
92,3738

46.422
371376
98,867

3rd Step

45,678
2,854.26
74,210

37.842
3027.33
78,710

36.035
2,882.81
74,852

38.220
a,087.80
78,497

40.560
262,77
84,572

44,172
3,533.77
. 91,878

45.732
3,658.59
195,123

48,186
3,855.68
100,247

4th Step

36.830
2,946.44
76,807

38.302
314414
81,747

37.168
2,975.40
77,373

30.605
3,175.58
82,564

42.006
4,36045
87,31

45,732
5,656.56
95,123

47.533
3,802.64
98,868

48,870
3,969.598
103,728

SCHEDULEN
BUREAU OF HUMAN RESOURCES

NATIONAL NURSES ORGANIZING COMMITTEE (NNOC)

Sth Step

ae.210
3,056.79
79,476

#40.656
3,244.49
84,356

‘anze2
3,087.35

80,271

40,082
327684
85,200

43.342
3467.38
80,151

47.533
3,802.64
98,868

45,342
3947 46
102,634

51.640
4,131.18
107,410

39,524
3,761.86
82,208

41,980
3358.15
87,337

39919
3,193.50
83,030

42,409
338274
88,211

44.647
3,571.79
92,866

49.343
3,947.48
102,624

51,139
4,091.13
106,369

53,378
4,270.21
111,025

Eth Step Tih Step

40.978
327828
85,234

43.240
3,459.18
89,938

41,388
3311.04
B,087

43,672
3493.75
80,837

46.069
3665.56
86,824

§1.139
4,091,123
106,369

52.920
4234.39

110,091 .

55.036
4,402,980
114,475

*RECEIVE AN ADDITIONAL EIGHTY DOLLARS (580.00) PER MONTH FOR A MASTERS DEGREE FOR

THOSE EMPLOYEES WHO WERE RECEIVING IT PRIOR TO DEGEMBER 1, 1980,

NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A BACHELORS OR MASTERS DEGREE

8th Stap

42618
3,409.46
88,645

44,632
367054
97,854

43.044
3,443.55
80,532

45.078
3,606,256
93,152

47.428
379427
98,651

52,929
4,234.30
110,001

54673
437387
113,720

57345
4,567.65
119,279

9th Step

44310
368478
92,164

46,384
3,711.30
96,493

44,753
3,680.23

93,088

46.865
3,748.41
97,458

49212
3,838.84
102,360

54807
4,361.76
114,185

56.757
4,540.53
118,053

50,018
4,72151
122,748

10th Step

45,583
3,648.61
94,811

47,762
3,820.98
. 89,344

46,028
3,683,07
95,750

48,240
3,859.17
100,338

50.850

'4,052,04

105,362

58,523
452185
117,568

58,425
4,673.96
121,523

60.469
4,837.55
126,776

11th Stey

48.301
3,864.12
100,467

50.614.

4,048.15
105,276

48.784
3,802.76
101471

51121
4,088.65
109,330

§3.644
4.291.50
111,578

£5.867
4,768.39
124,524

61,894
4,861.53
128,739

62.518
500147
130,038

Effective June 1, 2022

Ntz

43.268
3,841.40
102476

51.627
4,130.14
107,383

48.760
3,880.82
103,501

52143
417144
108,457

54.712
4,376.93
113,800

61.060
4,884.78
127004

63127
5,050.16
131,304

E3.764
5,101.11
132,628

LIAE]

50253
4,020.23
104,525

52889
4,212.74
109,531

50,753
4,06043
105,571

52186
4,254 87
110,628

55801
4,454,07
116,085

62275
4,882.08
129,533

64,385
5,150.77
133919

65.034
520273
135,270

N14
51.258
4,100.63
105,616

§3.712
4,296.99
111,721

51.771
4,141,864
107,582

'64.280
4,339,985
112,838

56912
455295
118,376

63.517

'5,081.92

132,114

65.667
5,253.38
138,567

66.330
£.306.39
137,968

15

52.283
4,182.65
408,748

54.767
4,382.93
113,958

52.808 .

4,224.47
108,836

55335
4,926,756
115,095

58,045
4,643.82
120,734

64,782
8,182.55
134,746

65.976
5,358.05
139,309

67.651
544212
140,715

Mig
53329
4,266.30
110,823

55.882
447059
116,235

53.862
4,308.96
112,023

66,441
451530
117,387

52.201
4,736.00
123,138

B5.073
6,285.80
137430

68.310
§5.464.82
142,085

59.000
5.518.98
143,519

Nir

54.305
4,351.69
113,142

S7.600
4,560.01
118,560

64,939
4,395.14
114,973

67.570
4,805.61
118,745

60.380
4,630,42
126,590

67.38%
8,391,127
140,169

69.67
5,573.72
144,518

70.375
5,629.95
146,379



Grade

FA

F&

FABM

FBEM

FC

FO

FE

Hourly
Bl-Waekly
Annual

Haurly
Bi-Weskly
Annual

Hourly
Bi-Wunkly
Annual

Hourly
Bi-Weekly
Annual

Hourly
Bl-Weekly
Annusal

Hourly
Bi-Weekly
Annual

"Hourly

Bi-Woekly
Annual

Hourly
Bi-Weekly
Annual

gt Step

34.286
2,742.85
71,314

36.124
288580
75,137

34,628
2,770.27
72027

96.485
241879
75,688

38.800
11275
B0,931

40,969
3277.66
85,218

43.756
3,500 45
91,011

45,311
3624.87
84,248

2ndStep  3rd Step

35.462
2,836.97
73,781

37.495
2,999.61
77989

68T
2,865.94
74,408

37.870
3.028.61
78,769

40,494
3,239.55
B4,228

43,248
3.458.83
69,955

45.521
3,641.64
94,682

47583
3,306.60
88g7m

_ 38570
292862
76,066

as.7a8
3,103.01
80,678

36.938
2,854.88
76,826

39,475
3,134.04
81,484

41676
3,334,09
865,686

45,276
3822.11
84,174

46,876
3,750.06
87,501

48.401
3,652,008
102,754

Ath Step

7
302010
78,522

40.284

3,222.74
83,791

38.129
3,050.30

76907

40,687
3,284.97
84,628

43.058
3,444.48
89,855

48.876
3,750.08
87,501

48,721
349770
101,340

51117
4,080.32
108,322

Sth Step

39.165
3133.21
81,463

41,670
332560
08,465

38557
3,164.54
82,277

41986
3,358.86
87,330

44.426
3,554.07
92, 405

48721
S807.70
101,340

50.577
4,046.15
105,199

§2.921
423446
110,065

SGHEDULE N

BUREAU OF HUMAN RESGURCES
NATIONAL NURSES ORGANIZING COMMITTEE [NNOG)

Eth Step

40.512
3,24092
B4,264

43.039
3.443.73
85,521

40917
2,273.34

85.108

43.468
3477.86
91,418

45.764
3,661.08
85,188

S0.577
4,046.15
105,182

52.418
4,193.11
109,028

54,712

437687

113,801

7th Step

42,003
3.36e0.22
87,365

44,320
354564
82,186

42 423
3,399.82
88,230

44.764
3,581.10
83,108

47,221
3,777.88
28,220

52.418
4,193.41
108,028

54,252
4340.16
112,844

56412
4512.98
117,337

*RECEIVE AN ADDITIONAL EIGHTY DOLLARS ($80.90) PER MONTH FOR A MASTERS DEGREE FOR
THOSE EMPLOYEES WHO WERE RECEIVING IT PRIOR TO DECEMBER 4, 1980.
NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A BACHELORS OR MASTERS DEGREE

Bih Step

43.684
3,4584.69
90,861

46.748
3.666.81
95,154

44.120
3,528.64
81,770

46.206
3,686.40
96,508

48614
3,888.13
09,197

54,262
4,340.16
112,894

56.040
4,483.22
116,563

58.778
4,702,385
122,261

th Step

45418
3,633.4
94,488

47.561
3,804,08
08,306

45.872
38,669.74

25,4193

48.027
384212
99,885

50442
4,008.37
104,618

39.268
4,501.56
117,040

B8,175
4,654,04
121,005

6D.484
4,538,556
126,828

10th Step

48.722
373177
67,182

43.9568
3,916.49
101,828

47.189
3,775.15
98,153

" 49448
3,955.65
102,848

51.917
4,153.34
107,286

57,838
4,634.88
120507

§9.885
4,790.81
124,561

61.981
4,958.42
128,820

Effective June 1, 2023

11th Step

48.508
3,9680.72
102,078

§1.880
4,150.38
107,509

50004
4,000.33
104,008

52,398
4,181.88
108,989

54,985
4,3¢8.78
114,368

§1.3684
4,808.12
127,637

63.441
5,075.32
131,958

£4.081
5,128.51
123,289

Mz
50.489
4,039,94
105,038

52917
4,233.39
110,068

51.009
4,080.34
105,088

53.447
4,275.72
111,168

$6.078
4,486.35
116,645

§2.586
§,006.8D
130,175

84,708
8,176.41
134,588

85358
§,228.63
135,944

N3

51.509
4,120.73
167,139

63.976
#,318.06
112,288

a2.024
4,161.94
108,240

54.615
4,381,24
413,392

57.198
4575.67
118,967

63.833
5,108.83
132,772

66.694
5.276.54
137.267

66,660
5,332.80
138,652

N1g

52,538
4,203.15
109,281

55.055
440443
114,514

53.085
4.245.18
110,974

85.608
4,246.46
15,660

58.335
4,666.78
121,336

€5.104
5208.35
135417

67.309
5,384.72
140,002

67.988
5,439.05
141,415

nig

83,590
4,287.21
111,467

56.156
4,482,581
116,805

54.126
4,330.08
142,582

55.718
4,53743
117,873

59.496
4,758.71
123,752

66.401
5,312.11
138,114

§8.650
548201
142,792

80,343
6.547.42
144,232

g
84,662
4,372.96
113,695

G¥.278
4,582.36
119,141

55.208
441669
114,833

57,852
462818
120,332

60.681
4,654.48
126,216

67724
541745
140,868

70.018
6,601.44
145,637

T0.725
6,657.88
147106

NiT

55.755
4,460.42
115,970

SB.425
4,674.01
121,524

66313
4,505.02
117,130

$8.009
4,720,785
122,739

61.890
4,851.18
128,730

£8.074
5,525.90
143,873

71.413
§,713.06
148,539

72134
57H.T1
150,038



Grade

FA

FB

FSBM

FC

FD

FF

Haourly
Bi-Weekiy
Annua

Houriy
Bl-Weekly
Anmual

Hourly
Bi-Weekly
Annual

Heurly
Bl-Waakly
Annual

Hourly
Bl-Weekly
Annuat

Heourly
Bi-Weskly
Annual

Holiry
Bi-Weskly
Annuat
Hourly *
Bl-Weakly
Annusl

1st Step

34.871
2,797,790
72,740

36.848
2,347.69
76,840

35321
2.825.68
73,467

ar.a1s
287747
77408

30.688
3,175.01
82,550

41,789
3,343.10
86,920

44.63
3,570.48
52,831

46.217
3,807.37
86,131

2nd Step

36.171
289371
75,236

38.245
5058.81
79,549

36,533
2,922,65
75,088

38.628
3,080.20
80,345

41.304
2,304.34
85212

44,113
3,529.02
91,754

468.431
3,714.47
96,976

48,534
3,8682.74
10C.851

3rd Step

37.302
2,986.13
77,667

39.563
3,165.07
82,21

37675
3,013,87
78,363

39.588
3,196.72
83,114

86,420

46,182
3,694.56
96,058

47.813
3,825.06
93,451

50.389
4,031.12
104,808

ath Step

38.508
3,080.50
80,002

41.090
3,287.18
25,467

38.891
3.711.30
60,893

41.50
3,320.07
88,321

4387
3,513.35
91,347

47.813
382506
90,481

49.696
3,976.66
103,367

52128
447111
108,448

5th Step

39.948
3,165.87
83,002

42401
339212
88,195

40.348
322783
83,923

42.625
342604
83,078

45.314
3,626.15
94,253

49,695
3,975.66
103,367

51.588
4927407
07,303

53.880
431815
112297

SCHEDULEN

BUREAU OF HUMAN RESOURCES
NATIONAL NURSES ORGANIZING COMMITTEE (NNOC)

&th Stap

41,322
3,308.75
B5,949

43.800
3,511.09
91,311

41.735
3,338,80
86,808

44.338
3,547.11
92,224

46.679
3,734.31
97,091

51,688
4.127.07
107,303

53466
4,277.28
111,209

55,806
4,464.50
116,077

Ith Step

42.843
3427.42
89,112

45.207
3,616.55
94,030

43.21
3,461.69
90,004

45.65%
3,652.72
94,870

48,166
3,853.25
100,184

§3.466
4,277.28
111,208

56.337
442696
115,101

57.640
4,603.24
119,684

*RECEIVE AN ADDITIONAL EIGHTY DOLLARS {$80.00) PER MONTH FOR A MASTERS DEGREE FOR
THOSE EMPLOYEES WHO WERE RECE{VING |T PRIOR 70 DEGEMBER 1, 1950. .
NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A EACHELORS OR MASTERS DEGREE

th Step

44.557
3,964,959
92,672

46.663
3,733.00
97,058

46,003
3,600.23
43,606

AT7.129
377033
28,028

49.586
3,966.91
103,138

§5.337
442696
116,101

§7.161
4572.88
118,804

59.856
4,796.39
124,706

Effactive June 1, 2024

gthStep  10MStep  fhSten M2

46.326
3,706.07
86,357

48.502
3,880.17
100,884

46,789
3,743.14
67,321

48.987
3,018.87
101,893

61.451
4,116,08
107,017

§7.395
4,591.58
119,381

50,339
4747.42
123,425

61.704
4,936.34
128,344

47.657
3,812.53
99,128

48.935
3,004.81
103,865

48.133
1,860,656
100,116

50.436
4,084.78
104,903

52.856
4,236.40
110,146

59.095
4,727.59
122917

81.083
4,R86.63
127,052

83.221
5§,067.86
131,498

50.499
4,038.94
108,044

82,917
4,233.39
110,068

51.004
4,080.34
108,088

53.447
4,276.72
111,168

56.085
4,486.76
116,655

62.591
5,007.31
130,489

£€4.710
5,176.82
134,597

£5.363
5,2720.04
135,955

§1.509
4,120.73
107,138

63,976
4,318.08
112,269

52024
4,161.84
108,210

54515
4,361.24
113392

57.201
4,576.08
118,978

53,838
50704
132,782

65999
5,279.94
137,278

66,565
5,333.21
138,663

Ntz
52.539
4,203.15
109,281

56.055
4,404.42
114,514

'53.065
4,245.18
110,374

56.606
4,448.46
115,660

58.340
4,667.1%
121,346

65110
5,208.76
135,427

67,314
5,385.13
140,013

67.593
5430.45
141425

Nig
" §3.590
4,207.21
111,467

56.156
4,492.51
118,808

b4.128
4,330.08
112,562

56.718
453743
117,973

50,501
4760.11
123,752

66.407
§312.52
138,125

68.655
§,492.41
142,802

BB.348
5,647,83
144,243

N1g

54.662
4,372.965
113.696

57278

458238
119,141

55.209
4,416.69
114,833

57.852
4,628,18
120,332

BC.686
4,854.90
126,227

B7.726
541835
140077

70.023
5,801.85
145,647

70.730
566837
147,117

H16

85.785
4,460,492
146,970

§8.425

4,674.01
121,524

96313
4,505.02
117,130

£9.009
472075
122,735

61.895
4,051.58
128,741

69.079
5526.31
143,683

71.418
5,713.47
148,550

72.13%
§771.12
150,048

N7
56.870
4.542.62
118,280

59,594
4,767.49
123,954

57.43%
4,696,12
119,473

60.190
4,815,16
125,194

63,127
5,050.20
131,308

70.455
5,636.42
146,546

72.842
5,827.32
151,510

734.577
6,886,13
158,039



Grade

FA

FB

FABM

FBBM

FC

FD

FF

Hourly
Bi-Waekly
Annual

Raourly
Bi-Waekly
Annual

Hourly
Bl-Weekly
Annual

Haurly
Bl-Weskly
Annual

Haurly
Bi-Weskly
Annuat

Iap_._,_
Bi-Weeklly
Annual

Hourly
Bi-Weskly
Annual

Hourly

Bl-Weekly

Apnual

15t Step

36.720
2937.59
76,377

38.688
3,095.08
80,472

37.087
2,966.96
AL

38.075
3,126.03
81,276

41.672
3333.76
86,677

43.878
3,610,25
87,266

46.862
3,748.98
97,473

48.528
3,882.24
100,928

2nd Step

37,980
2,038.40
78,898

40.167
3,212.59
83,527

38,360
3,088,78
79,788

40.559
3244.71
84,362

43.370
346,58
90,208

46.318
3,705.47
96,342

4B.752
4,500,420
101,426

50.961
4,076.87
106,998

A Step

38,167
3,133.34
81,466

. 41.542
3,323.32
46,406

39.558
3,164.67
82,284

41.957
3J96.56
87,270

44,635
3,670.81
92,841

48,491
3,878.28
100,881

50,204
4016.31
104,424

62,908
4,232.68
110,049

ath Step

40432
3,234.52
84,007

43,144
3,451.55
89,740

40.836
3,266.87
84,038

43576
3,486.07
00,537

46,113
3,688.02
95914

50.204
4,016.31
104,424

52.180
4,174.44
108,535

56,746
4,375.66
113,6M

Sth Step

41.646
3,355,668
87,247

44,522
3,581.72
92,604

42,365
338022
86,118

44.967
3.597.34
93,530

47.580
3,805.41
58,966

52,180
4,174.44
108,535

54,168
4,333.43
112,669

56.669
4,535.11
1T7H2

SCHEDULE I

BUREAU OF HUMAN RESQURCES
NATIONAL NURSES ORGANIZING COMMITTEE {NNOG)

&th Step

43,380
47103
90,246

46.095
3,587.59
95877

43.822
3,508,74
91,148

A6.556
3,724 46
56,836

42.013
3,821.02
101,946

54.168
4,333.43
112,669

55,139
4,491.14
116,769

68.597
4,682,73
121,880

Zth Step.

44.985
3588.79
93,568

47 487
3,797.38
98,731

45.435
3,634.78
04,504

47,042
3.8365.35
88,719

50.574
4,045,961
105,193

86,128
4,481.14
116,769

58.104
4,648.31
120,558

60417
4,833.40
125,068

*RECEIVE AN ADDITIONAL EIGHTY DOLLARS {$80.00) PER MONTH FOR A _sbw._..m_mm DEGREE FOR
THOSE EMPLOYEES WHO WERE RECEIVING IT PRIOR TO DECEMBER 1, 1989,
NOT ELIGIBLE FOR ADDITIONAL COMPENSATION FOR A BACHELORS OR MASTERS DEGREE

Bth Step

48.785
3,742.82
97.313

48956
391985
101,910

47.253
3,780.24
08,286

48.486
395885
102,930

52086
4,165.25
108,296

50,104
4,648.31
120,856

§0.015
4,801.53
124,835

62,853
5,038.:21
130,841

ath Step

48.642
3,891.38
104,176

60.927
40747
106,924

48.129
8,930.29
102,187

51.436
4,114.92
106,287

54.023
4,321.88
112,368

60.265
4,821.%7
125,350

62.308
4,984.48
129,596

54,789
§,183.15
134,762

20ty Step.

50.03%
4,003.15
104,082

52432
4,184.56
108,068

50.540
4.043.19
105,122

52.856
4,236.50
110,148

§55.603
4,448.22
115,653

82,050
4,983.97
126,063

84,137
5,130.96
133,404

65,382
5,310.55
138,074

Effective June 1, 2025

11th Step

53.024
4,241.93
110,280

55.563
4,445.08
118,571

53,554
4.2084.35
141,383

56.118
4,488.51
18,727

58.838
471110
122,488

65.721
525167
136,693

B7.545
5,435.66
141,327

68.631
5,480.49
142,752

Ni2

54,085
4,328.77
112,486

56675
4,533.96
117,882

54,625
4,370.04
113824

57.241
4,578.30
115,081

§0.061
4,804.58
124,926

67.030
5,362.39
138,422

59,289
5,543.94
144,142

69.998
5,599.8T7
145,596

i3
§5,166
4,413.31
114,745

57.808
462464
120,240

55,718
445744
115,893

58,386
467089
121,443

61.257
4,900.86
127,414

68,365
5,469.20
142,189

70.680
5,654.38
147.013

71.393
871143
148,497

1]
56,270
4,601.57
117,040

66.832
4,546,589
8,211

50.554
2,764.30
123,871

62477
4,998,12
125,951

89,727
5578.16
145,031

72.088
5,767.03
149,842

72815
562522
151,455

Nt5
57.395

4,591.60°

119,381

60.143
4.817.48
175098

67.068
4,837.52
120,576

60.745
4,859.59
126,349

as.721
5.097.65
132,638

115
6689.27
147,921

73.524
6,881.94
152,830

74.266
594129
154473

N8

50,548
4,6083.44
121,768

B1.248
4,907.71
127,600

59.128
4,730.27
122,087

61.860
4956.78
12B876

64.990
5,189.16
135,178

72533
5,802.62
150,868

74.988
596914
156977

75.746
6,059,668
157,551

N1Y
85.714
477714
124,204

62,573
6,005.86
130,152

60311
4,824.68
125,448

63.109
§,056.82
131,452

66.284
5,302.71
137,870

73978
5818.24
163,874

76.484
6,118.6%
158,085

77.255
6,180.43
160,691



6/1/2021 RG1
RG2

12/1/2021 RG1
RG2

6/1/2022 RG1
RG2

6/1/2023 RG1
RG2

6/1/2024 RG1
RG2

6/1/2025 RG1
RG2

SCHEDULE Il
BUREAU OF HUMAN RESOURCES

IN-HOUSE REGISTRY NURSES AND SPECIALTY CARE

Hourly
Hourly

Hourly
Hourly

" Hourly
Hourly

Hourly
Hourly

Hourly
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COLLECTIVE BARGAINING AGREEMENT

This Agreement is made and entered into by and between the NATIONAL NURSES
ORGANIZING COMMITTEE, hereinafier referred to as the “NNOC”, and the County of
Cook, hereinafiter referred to as the “County”.

PFREAMBLE

To the extent that policies and practices exist which further define but do not contradict speclﬁc

provisions of this Agreement, the parties intend to provide equal treatment for registered nurses in

this Agreement without imposiag the policies and practices of cne health affiliate upon another.
The NNOC and County have worked out this Agreement in order to promote cooperation between
the County, the registered nurses and the NNOC to the end that the best possible nursing care wilt
be provided.

ARTICLEI
Recognition

Section 1.1  Representation:

The County recognizes the NNOC as the sole and exclusive representative for all Registered
Nurses employed by the County at the following institutions which, plus the Cook County
Department of Public Health (“CCDPH™), hereafter in this Agreement individually shall be
referred to as “affiliate™ and collectively shall be referred to as “affiliates™ - John H. Stroger, Ir.
Hospital, Blue Island Health Center, Provident Hospital, Cermak Health Services, Juvenile
Temporary Detention Center, Ambulatory and Community Health Network (ACHN) and the Ruth
M. Rothstein CORE Center, (“CORE Center”), but excluding supervisory and management
registered nurses and all other employees. Such recognition is for the purpose of seiting wages,
hours and working conditions. Hereafter, “RNs” refers fo registered nurses in the unit of
employees represented by the NNOC who perform the duties of the following classifications:
Clinical Nurse I {license pending), Clinical Nurse I & II, Advanced Practice Nurse (Clinical
Specialist, Nurse Midwife, and Nurse Practitioner), Nurse Clinician, Nurse Epidemiologist,
Clinical Case Managers, Community Based Nurse Care Coordinator, Instructor, Senior Instructor
and Master Instructor.

The County recognizes the NNOC as the sole and exclusive representative for all Registered
Nurses in the Cook County Department of Public Health (CCDDPH) who perform the dufies of RN
I, Public Health Nurse I, II, HI (except for District Nursing Supervisors), and PHN IVs who are
Advanced Practice Nurses.

Section 1.2 NNOC Membership:

The County does not object to NNOC membership by its registered nurses, and believes that
certain benefits may inure from such membership. For the purpose of this Section, an RN shall be
considered to be a member of the NNOC if he/she timely tenders the dues required as a condition
of membership. The County will provide the NNOC with such opportunities as are necessary to
orient new employees and other non-members to the responsibilities and benefits of NNOC




membership. Appropriate Hospital officials will cooperate with the NNOC in effecting these
orientation sessions. Upon request, a representative of management will atiénd these orientation
conferences to confirm and clarify management’s interest in constructive relationships with RN
employees and the NNOC. Orientation conferences may be on duty time for employees subject to
orientation and for NNOC representatives who are employees.

Section 1.3  Dues Check-off:

With respect to any RN from whom the County receives individual written authorization in a form
agreed upon by the NNOC and the County, the County shall deduct from the wages of the RN the
dues required as a condition of membership, or a representation feg; atid shall forward suchzumount
to the NNOC within thirty (30) calendar days after close of the pay period for which the deductions
are made.

Section 1.4  “Fair Share”:

1. The County shall grant “Fair Share” to the NNOC in accordance with Sections 6 (e)-(g) of
the Illinois Public Labor Relations Act upon satisfactory demonstration to the County that
the NNOC has more than 50% of the eligible employees in the bargaining unit signed up
as dues paying members, Once this condition has been met, all employees covered by this
Agreement will within 30 days of the NNOC meeting said condition or within 30 days of
their employment by the County either (1} become members of the NNOC and pay tfo the
NNOC regular NNOC dues and fees or (2) will pay to the NNOC each month their fair
share of the costs of the collective bargaining process, contract administration and pursuing
matiers affecting employee wages, hours, and other conditions of employment.

2. Such fair share payment by non-members shall be deducted by the County from the
earnings of the non-member employees and remitted to the NNOC provided, however, that
the NNOC shall certify to the County the amount constituting said fair share, not exceeding
the dues uniformly required of members of the NNOC, and shall certify that said amount
constitutes the non-members’ proportionate share of his NNOC’s costs of the collective
bargaining process, confract administration and pursuing matters affecting employee
wages, hours and other conditions of employment.

3. - Uponreceipt of such certification, the County shall cooperate with the NNOC to ascertain
the names of and addresses of all employee non-members of the NNOC from whose
earnings the fair share payments shall be dedncted and their work locations.

4, Upon the NNOC’s receipt of notice of an objection by a non-member to the fair share
amount, the NNOC shall deposit in an escrow account, separate from all other NNOC
funds, 50% of all fees being collected from non-WNNOC employees. The NNOC shall
furnish objectors and the County with verification of the terms of the escrow arrangement
and, upon request, the status of the Fund as reported by the bank.. The escrow fund will be
established and maintained by a reputable independent bank or trust company and the
agreement therefore shall provide that the escrow accounts be interest bearing at the highest




possible rate; that the escrowed funds be outside of the NNOC’s control until the final
disposition. of the objection; and that the escrow fund will terminate and the fund therein
be distributed by the terms of an ultimate award, determination, or judgment including any
appeals or by the terms of a mutually agreeable setflement between the NNOC and an
objector or group of objectors.

5. If an ultimate decision in any proceeding under the state or federal Taw directs that the
amount of the fair share should be different than the amount fixed by the NNOC, the NNOC
shall promptly adopt said determination and notify the County to change deductions from
the earnings of non-members to said prescribed amount.

Section 1.5  Religious Exemption:

Employees who are members of a church or religious body having a bona fide religious tenet or
teaching which prohibits the payment of a fair share contribution to an NNOC shall be required to
pay an amount equal to their fair share of NNOC dues, as described in Section 1.4 (4), to a non-
religious charitable organization mutually agreed upon by the NNOC, and the affected employees
as set forth in Section (6) of the Iilinois Public Labor Relations Act.

Section 1.6 Indemnification:

The NNOC shall indemnify and save the County harmless against any and all claims, demands,
suits or other forms of liability that may arise out of or by mason of any action taken by the County
for the purpose of complying with any provisions of this Agreement. If an icorrect deduction is
made, the NNOC shall refund any such amount directly to the involved employee.

Section 1.7  Integrity of Bargaining Unit:

A. The parties agree that competent performance of the essential functions of bargaining unit
Registered Nurses as determined by registered nursing and hospital licensing laws and
regulations requires the application of scientific knowledge and technical skill in the
physical, social and biological sciences and the exercise of independent, discretionary
Jjudgment by the direct care Registered Nurse in carrying out her patient care duties.

B, The Employer agrees it will not challenge the bargaining unit status of a bargaining unit
position(s) covered by this Agreement by assigning additional duties to or removing direct
patient care duties and responsibilities from Registered Nurse currently in the bargaining
unit for the purpose of removing that Registered Nurse from the bargaining unit.

ARTICLE 11
County and NNOC Rights and Obligations

Section 2.1  County Rights:

The NNOC recognizes that the County has the full authority and responsibility for directing its
operations and determining policy. The County reserves these rights, powers, authority, dutics and
responsibilities; and in the adoption and application of such rules, regulations and policies as it




may deem necessary to carry them out, it shall be limited only by the specific and express terms
of this Agreement to the extent permitted by law. '

Section 2.2  County Obligation:

The NNOC recognizes that this Agreement does not empower the County to do anything that it is
prohibited from doing by law.

Section 2.3 NNOC and County Mectings:

For the purpose of conferring on matters of mutual interest which are not appropriate for
consideration under the grievance procedure, the NNOC and County agree to meet through their
respectively designated representatives ai the request of either party to hold Labor Management
meetings. These meetings shall be held at mutually agreed upon times and locations. The party
requesting the meeting shall prepare a writien agenda one week prior to mesting if s0 asked by the
other party. The NNOC and County shall each designate not more than three (3) representatives to
a labor-management committee for this purpose.

Section 2.4  Gender:

Wherever the female gender is used in the Agreement, it shall be construed to include both male
and female employees.

Section 2.5 Paid Negotiation Time:

Up to 20 employees who are on the negotiating team will be released for negotiations, including
the hour before and the hour after negotiations, and to the extent that they were scheduled to work
during those hours they shall be paid for up to 18 negotiation sessions. Such paid fime shall not be
considered for calculation of overtime premiums.

ARTICLE INX
Hours of Work and Overtime

Section 3.1 Purpose of Article:

The provisions of this Axticle are intended to provide the basis for calculating overtime pay, and
shall not be construed as a guarantee of hours of work pet day or days per week, or pay in lisu
thereof; or as a limitation upon the maximum hours per day or per week which mey be required.

Section 3.2  Work Periods:

A An RN wheo is scheduled to work and reports for work shall have the opportunity ta work
a full shift. The regular pay period shall consist of two (2) regular work weeks, and the
regular work week shall commence with a shift beginning at or after 12:00 a.m. on Sunday.
The regular work day for nurses on eight (8) hour shifts shall consist of eight and one-half
(8- 1[2) consecutive hours of work (including a one (1) hour Iunch period, thirty (30)
minutes of which will be paid and one (1) fifteen (15) minute paid break). However, for
ACHN RNs, CORE Center RNs and Nurse Epidemiologists, QA RNs, EHS RNs, Clinical




Specialists, Nurse Practitioners, Discharge Planners, Nurse Educators/Instructors, Cardiac
Cath Lab RNs, Psychiatric RNs except for those at Cermak, JTDC and anywhere ¢lse
where Psychiatric RNs are on multiple shifis, and Specialty Procedure RNs except for those
in Stroger Dialysis, Cetmak and anywhere else where Specialty Procedure RINs are on
multiple shifts, the regular work day for nurses on eight (8) hour shifts shall consist of eight
and one-quarter (8-1/4) consecutive hours of work (including a forty-five (45) minute lunch
period, thirty (30) minutes of which will be paid and one (1) fifteen (15) minute paid break).
Notwithstanding the above, for RNs who do not give shift report, the regular work day
shall consist of eight (8) consecutive hours of work (including a thirty (30} minute lunch
period and one (1) fifieen (15) minute paid break, Throughout this Agreement, these shifts
-- whether they last eight and one-half (8-1/2) hours, éight and one-quarter (8-1/4) hours,

or eight (8) hours -- shall be referred to as eight (8) hour shlﬁ:s

The praciice of scheduling ten (10) work days in each fourteen (14) day pay period will
continue, and the County will also continue its present policy of not ordinarily scheduling
its nursing staff for more than five (5) consecutive work days with consecutive days off.

The County may alse post and fill RN positions in particular areas for ten and one-half (10-
1/2) consecutive hours of work (including a one (1) hour lunch period, thirty (30) minutes
of which will be paid and one (1) fifieen (15) minute paid break) on eight (8) work days in
a fourteen (14) day period, and not ordinarily scheduling such work for individual RNs on
more than four (4) consecutive work days with consecutive days off. If the County decides
to implement such a schedule in any area, it will first discuss with the affected RNs the
impact of the planned schedule and any hardships which it may impose on particular
nurses. Insofar as practicable, the County will accommodate preferences of RNs for ten
and one-half (10-1/2) and eight (8) hour shifts if both are scheduled in the same area.
Otherwise, RNs so affected may exercise their rights under the job posting procedures in
Article TV, Section 4.4, of this Agresment, or also may be assigned temporarily by the
health facility to other positions, without loss of pay, until a position of the same grade and
shift is available to them. Notwithstanding the above, for RNs who work ten (10) hour
shifts who do not give shift reports, the regular work day shall consist of ten (10)
consecutive hours of work including a thirty (30) minute paid tunch and an additional
fifteen (15) minute paid break. :

Hours worked in excess of ten and one-half {10-1/2) in one day or forty (40) in a week
shall be paid for at the rate of time and one-half the applicable rate.

The County may post and fill RN positions for twelve and one-half (12-1/2) consecutive
hours of work (including a one (1) hour meal period, forty-five (45) minutes of which will
be paid, and a fifteen (15) mioute paid break in the eight (8) hour segment of their work
day, and a thirty (30) minute break, fifieen (15) minutes of which will be paid, in the four
(4) hour segment of their work day) on six (6) work days in a fourieen (14) day period.
Three shifis will be scheduled in each week. Job postings for these positions shall indicate
on the shift bid or job posting “.9FTE.” RNs working this schedule will be considered full-
time employees, except to the extent to which the Cook County Pension Fund may limit
pension credit to 90%. During the time & nurse is working a .9 F1E position, benefit time




accruals under sections 7.1 and 8.2 of this Agreement will be at 0.9 times the current
applicable rate. For purposes of vacation accrual, a .9 FTE nurse will accrue vacation credit
each week that an RN is paid for at least thirty-six (36) hours. A .2 FTE nurse will accrue
sick leave for each month in which an RN is in pay status for at least 9 days. During the
time a nurse is working a .9 FTE position, holiday pay under sections 6.1 and 6.5 of this
Agreement will be made at 0.9 times the current applicable rate. To receive holiday pay,
nurses working a .9 FTE position must have worked at least thirty-six (36) hours during

the pay period in which the holiday occurs, unless on vacation or on paid sick leave during -

such period. Notwithstanding the above, for RNs who work twelve (12) howr shifts and
who also do not give shift report, the regular work day shall consist of twelve (12)
consecutive hours of work including a forty-five (45) minute paid lunch break in the eight
(8) bour segment of their work and one (1} fifteen (15) minute paid break in the remaining
four {4) hour segment of their work.

These RNs will not be required to work more than three (3) consecutive twelve and one-
half (12-1/2) work days without consscutive days off.

- All RNs working twelve (12) hour Wclark days shall be paid one and one-half times their
regular hourly rate (including any shift differential) for all hours worked in excess of twelve
(12) in any regular twelve (12) hour work day, or over forty (40} in a week.

Four (4) week schedules at the hospitals and monthly schedules at CCDPH and JTDC shall
be posted electronically two (2) weeks in advance of the beginning of the period covered
by the schedule. Requests by RNs for time off on specified days of work will be received
by management up to three (3) weeks prior to the date the schedule is posted. Such requests
will not be unreasonably denied. Once posted, work schedules shall thereafter be changed
only by mutual agreement between the RN and supervisor or due to emergency staffing
needs as determined by the nursing supervisor, or an RN may mutually agree to change
schedules with another RN subject to the supervisor’s approval. Disagreements as to the
application of this section can be taken up at Step 2 of the grievance procedure where
prompt action will be taken. The County agrees to inform the nurse of changes in her work
schedule in advance.

The RNs and APRNs in each in-patient unit and clinic will have the opportunity io submit
a balanced schedule request to their supervisor at least three weeks prior to the date by
which the supervisor must finalize and post the schedule.

1. Although the regular workday consists of eight (8) hour shifts, on some units the
twelve and a half (12 ¥%) hour workday schedule is in effect and on some units a
combination of eight (8) and twelve and a half hour (12 %2) shifts is in effect.

Where these practices exist, not counting ACHN, they will continue, except as
described in paragraph 2 below. The length of the shift of each bargaining unit
position will be specified on the job posting and will not be changed unless there is
mutuval agreement to do so between the affected manager and RN or according to
2., below.
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2. If the County decides that a different shift length than currently exists on a unit
would bestter serve the operational needs of the unit, the County will first inform the
nurses and the NNOC of the needed change at least four (4) weeks prior to the
posting of the schedule in which the change will occur. The bargaining unit nurses
on a unit may also request to meet regarding a change of shift length and the County
will meet with NNOC and the nurses. In either case, the parties will meet no later
than fourteen (14) days after receiving notice of the proposed change.

The parties will meet to discuss the need for the change, the impact of the change on the
affected narses and any hardships the change would impose. Insofar as reasonable, the
County will accommodate the preferences of nurses. Special consideration will be given to
using combinations of eight (8) and twelve (12) hour shifis on the unit. NNOC and the
affected nurses will be made aware of the County’s decision regarding any change or the
denial of a request to change at least fourteen (14) days before the schedule is posted. RNs
so affected may exercise their rights under the job posting procedures in Article IV, Section
44.

Notwithstanding any other language contained in this Agreement, the County may post .

positions that utilize shifis and combinations of shifts of from four (4) to twelve (12) hours

. in length to accommodate the: operational needs, except that no nurse will be required to

work more than five (5) days in a workweek. RNs will receive overtime for greater than
forty (40) hours in a week '

The County will notify a nurse whose schedule pattern will be changed significantly as
soon as the need for the change is known, but at least one (1) week prior to the posting of
the schedule during which the change will occur. If a nurse has a problem with the planned
schedule change, the manager will discuss the impact of the change with her. The
operational needs of the County will prevail on the posted schedule.

The usual work schedule for CCDPH RNs is 8:30 a.m. to 4:30 p.m. Those who report to
work later in order to cover a P.M. clinic will have an equivalent schedule and such late
schedules will be equitably distributed among all clinic RNs in the disirict office.

Section3.3  Overtime Pay:

A,

An RN shall be paid one and one-half times the average of the regular hourly rate (including
any differentials) for all hours worked in excess of eight (8) in any regular work day, or
over cighty (80) hours worked in any regular pay period. For purposes of calculating
overtime, an employee’s regular eight (8) hour shift shall be counted as eight (8) hours
worked. Once scheduled, RNs regular hours or days of work shall not be altered to avoid
payment of overtime to that nurse.

Nurse Clinicians, Instructors, Senior Instructors, Master Instructors, Advance Practice
Nurses, and Nurse Epidemiologists may work Flextime Schedules, per deparimental
procedures, provided that a Flextime and Alternative Work Schedule Request Form is




submitted by the employee to his or her supervisor and such a request is approved before
the Flextime Schedule goes into effect. Nurse Clinicians, Instructors, Senior Instructors,
Master Instructors, Advance Practice Nurses and Nurse Epidemiologists whose normal
work duties may occasionally require work outside their regularly scheduled work hours
may, with the approval of their supervisor, flex their schedule within the same work week
as the work performed outside their regularly scheduled work hours such that the employee
does not work more than forty (40) hours in the affected work week.

When an RN works a double shift or an additional half shift, the RN will begin receiving
overtime pay at the time that her regularly scheduled shift ends.

Section 3.4 Ne Duplication of Overtime Pay:

There shall be no pyramiding or duplicating of overtime pay. Houts compensated for at overtime
rates under on¢ provision of this Agreement shall be excluded as hours worked in computing
overtime pay under any other provision.

Section 3.5  Overtime in Holiday Week:

A

The number of hours for which an RN is paid but which are not worked on a regular
holiday (including a compensating day off), as defined in this Agreement, shall be
considered as hours worked for the purpose of computing overtime unless this time is taken
as part of a Family and Medical Leave as set forth in Section 10.5 of this Agreement.

RNs, who are denied the use of their compensatory time accrued for holidays worked
within the forty-five (45) calendar days specified, will have this time counted as time
worked for computing eligibility for overtime unless this time is taken as part of a Family
and Medical Leave as set forth in Section 10.5 of this Agreement.

Section 3.6 Overtime Work:

A

There shall be 1o mandatory overtime except in an emergency as provided by the Hospital
Licensing Act, as amended. In the event of such a state of emergency, the
Affiliate/Affiliates will take all reasonable steps to utilize volunteers and io obtain coverage
from other sources prior to mandating overtime. In such cases when mandatory overiime
must be utilized the County will ensure the following guidelines have been met:

1. The steps for offering the needed overtime to RNs in and out of the scheduling unit
on a voluntary basis shall have been taken;

2. Hardship to auy individual RN shall have been considered;
3. Any such required overtime shall be reasonable in amount; and

4, Any such required overtime shall be equitably distributed among all eligible RNs.

. The System will apply the overtime language that is contamed in this Agreement in

conformance with applicable state law.




B. Notice of overtime will be given as far in advance as practicable. Each affiliate will
equitably distribite reasonable amounts of overtime first among bargaining unit RNs who
desire to work overtime and who normally and customarily perform the same or related
work in the scheduling unit. If more overtime is to be assigned than these RNs are willing
or able to accept, it will be offered first to bargaining unit RNs on other units.

C. In order to work out solutions to any problems of involuntary overtime and related staff
scheduling; upon request, the Professional Practice Committee will meet in an attempt to
resolve any such issues,

D. No Affiliate shall discipline, discharge, or take any other adverse employment action
against a nurse solely becaunse the nurse refused to work mandated overtime if prohibited
under subsection A. ' :

Section 3.7 Qvertime Exempiion:

CCDPH RNs will be exempt from the overtime premium provisions of the Agreement. When
operational need and financial conditions warrant, the County, at its sole discretion, may elect to
provide CCDPH nurses with monetary compensation in lien of compensatory time for overtime
work performed. CCDPH will inform nurses regarding the method of compensation when issuing
the notice of overtime work available. All such paid overtime will be computed as straight time up
to forty (40) hours worked and at one and one-half time any hours worked in excess of forty (40)
hours in a week.

Sectiom 3.8  Overtime Limit:

For as long as Cook County Resolution 05-R, approved and adopted May 3, 2005, is in effect,
Employees will be limited to no more than twenty (20) hours of overtime in any work week and
no more than six hundred and twenty four (624) hours of overtime in any fiscal year.

However, to ensure appropriate standards of care, when persistent staffing shortages exist on a
specific unit or units, emergencies, changes to operations, and the addition of clinical programs,
as determined by CCHHS and in accordance with Section 17.1.(C) of this Agreement, CCHHS
will allow employees to exceed these overtime limits in order to provide safe patient care following
the procedures set forth below:

1. CCHHS will notify the Union of the removal of the overtime limitation, including the
affected unit or units.

2. Upon providing such notice, CCHHS may post vacant positions in the affected unit(s) both
interally and externally simultaneously. Except as set forth below, all other provisions of
Sections 4.3 and 4.4 will remain in full force and effect.

3. Postings posied pursuant to paragraph 2 above, will clearly identify that internal applicants
accepting these positions will waive their right to the sixty (60) day trial period set forth in
Section 4.4(N) of this Agreement and RNs who apply for positions in response to such
postings waive their right to the sixty (60) day trial period. RNs who apply for positions
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in response to postings without notice of the Section 4.4(N} waiver will retain their rights
under Section 4.4(N).

. When staffing in the identified unit(s) reaches an appropriate level such that appropriate

standards of care are met, CCHHS will not1fy the Union, will resume the overtime limit,
and resume posting and filling positions in accordance with the procedure in Sections 4.3
and 4.4.

Section 3.9 Weekends:

A

A weekend is defined as beginning with the day shifi Saturday and continuing through the
night shift Sunday.

Insofar as practicable, when weekends arc being worked at an affiliate the nursing
supervisory staff will schedule RNs off duty for both days of every other weekend, except
for RNs who make written requests for weekend work. The County will pay an additional
$2.75 per hour for all weekend hours worked. Differences over what is practicable will be
reviewed by the Professional Practice Committee created by Article XV of this Agreement,
and 'this may be concurrent with the processing of a grievance on the same matter.

Supervisors will use cyclical scheduling patterns so that each nurse is off duty every other
weekend and can therefore know in advance which weekends she can expect to be off duty,
provided that:

1. If an RN wants a weekend off that otherwise would have been scheduled for her to
work in her cyclical pattern, she can by mutnal agreement, change with another RN.
The supervisor must be notified in writing prior to change.

2. RNs are not required to make up any weekends they would have been scheduled to
work when they are on vacation nor do they have fo get another RN to cover their
weekend when they are on vacation.

3. When the supervisor is preparing the schedule and an RN is needed to work a
weekend day in addition to those regularly scheduled for every other weekend, the
supervisor will first seek In-House Registry staff, then volunteers or staff from other
areas/units. If these fail, RNs who otherwise would have been off duty may be
scheduled to work one additional weekend day but no more than four (4) additional
weekend days in a fiscal year. The least senior RN on the unit and shift will be
scheduled first and not again until all other RNs on that unit and shift have worked
one day. .

Whenever an RN works a weekend day other than her regularly scheduled every other
weekend, she will receive time and one-half her regular hourly rate (including any shift
differential) for all hours worked unless she has requested in writing to work more than

_ every other weekend. Any such payment at time and one-half will not include the $2.75

per hour weekend differential.
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Section 3.10 Rotation from Permanent Shift - John H. Stroger Jr. Hosmtal, Provident
Hospital: ,

A. Bargaining unit positions will be assigned to shifts as posted. Nothing in this section shall
prohibit a Nurse from volunteering to work a different shifi. An RN will not be required
to rotate from her shift to cover for RNs who are on vacation or off duty due to a short-
term illness.

B. Otherwise, if an RN is needed to rofste 1o another shift so thai minimum staffing
requirements are met, RNs involved will be asked to volunteer to cover the need. In the
event that CCHHS’ staffing needs cannot be met through the use of volunteers in this

manner, CCHHS may use In-House Registry RNs or Agency nurses to meet its minimum

. staffing requirements. However, as a last resort, in the unlikely event CCHIIS cannot meet
its staffing requirements through any of these measures, RNs on the unit may be required
1o rotate for two (2) week periods, or longer if they request it. This will be done in reverse
seniority order providing that no RN will have to rotate more than once in a fiscal year,
unless all other RN5 in the RNs classification on the ward or unit have also been required
torotate. No RN will be required fo rotate as long as there are permanent vacancies on her
shift or if the rotation will canse the RN’s assigned shift to be short staffed.

ARTICLE IV
Seniority

Section 4.1 Probationary Period and Seniority:

For the purpose of this Agreement, the probationary period for a newly hired RN shall be one
hundred eighty (180) calendar days. An eraployee who incurs a termination of senjority under
Article IV, Section 4.10.A. who is rehired is a newly hired employee for purposes of this Article.

An RN shall have no seniority and may be terminated af any time during the probationary period
for any lawful reason. Upon completion of the probationary petiod, the RN’s semorlty shall be
computed as the date of most recent hire.

Section 4.2  Definitions:
For the purpose of this Agreement, the following terms shall be defined as follows:

Al Seniority - is the length of continuocus employment by the County and its predecessor
employers as a registered nurse (RN).

B. Classifications - are a group of bargeining unit positions as set out in Article I, Section 1.1.

C. Displacement - means any reduction or change in the allocation of bargaining unit
positions, either temporary or permanent, which requires changes in the assignment of
bargaining unit RN’s to particular positions. A displacement may or may not be the rosult
of a layoff.
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Layoff - means the separation from employment because of lack of work or fimds or
abolition of a position, necessitating the reduction of the total number of bargaining mnit
employees in a County Affiliate or the. total number of bargaining unit employees ina

classification in a County Affiliate.

Lateral Transfer - means voluntary movement between positions within a classification.

Recall - means the reinstatement procedure that is followed when an RN is laid off or, dus
to a displacement, takes a position m a lower classification, or at another Affiliate, cluster,
or unit.

Section 4.3  Promotion and Lateral Transfer: -

In cases of promotlons and lateral transfers preference shall be given to RNs as hereafter provided

on the basis of
1. Seniority, and
2. For lateral transfers, the applicant must meet the minimum qualifications of the job

as established by the job posting and must not have received any discipline (written
warning or higher) in the last twelve (12) months. For promotions, the applicant
must: a) meet the minimum qualifications of the job as established by the job
posting; b) have the ability and fitness to perform the job as demonstrated through
employment records such as performance evaluations; ¢) have not received any
discipline (written warning or higher) in the last twelve {12) months; and d) be
interviewed.

When the qualifications in (2) arc substantially equal among the ENs involved, seniority as
hereafter provided shall be controlling.

Section 44  Job Postings:

A,

The County shall send shift change vacancies via electronic mail to each NNOC Registered
Nurse working in the unit (or, in ACHN of CCDPH, location) .

All unit/department posted positions shall be posted electronically and shall include an
identification number, location, shift, date posied and the date the posting period closes as
well as instructions to whom the RN should submit her/his bid for the shift or location
change. Each of the postings shall contain the words “NNOC Members Only”.

Such unit vacancies shall be posted electronically for a period not less than seven (7)
calendar days. RNs will be awarded the shifi/location posted positions by seniority only
and the interview and testing process shall be waived for these positions. The most senior
applicant for a shift/location vacancy shall be acted upon within seven (7) calendar days
after the last day of the posting period.

RNs may apply for both the posted shift change vacancy and any vacancies created by
filling the posted shift change vacancy. To be considered for a vacancy created by filling
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the posted shift, the RN must indicate on the application that she or he is interested in other
- shifis besides the posted shift and indicate which shif times they would accept.

The County may fill any vacancies created by filling the posted shift change vacancy in
seniority order among those RNs who noted in their application for the posted shift vacancy
that they would accept another open shift vacancy. After filling the vacancy created by the
initial posted shift vacancy and offering the resulting vacancies to those RNs who stated
that they would accept other shift vacancies the County may post any remaining unselected
vacancies internally per Section 4.4(F) below.

If no RN within the affected Affiliate’s unit applies for this vacancy within the seven (7)
calendar day posting period, said vacant position shall be posted mternally on “Taleo” for
fourteen (14} calendar days.

All “Taleo” postings shall include a requisition number, location, shift, the date posted, and
the beginning and closing dates. All internal postings shall contain the words “NNOC
Members Only™.

During the internal posting period, all RNs may submit electronic applications. RINs in the
unit/affiliate shall be given first preference and other RNs within the bargaining unit in
another affiliate shall be given second preference. After the fourteen (14) calendar day
system-wide posting period is over, and no internal candidates were interested or awarded
the position, the County may post said positions externally.

CCHHS will provide NNOC an electronic copy of all pested vacancies and promotional
opportunities.

RNs from within the affiliate where a vacancy exists with at least six (6) months seniority
who submit an application for such positions shall be given preferential consideration in
accordance with Section 4.3 for either a lateral reassignment or promotion, provided that
the first preference shall be among RNs already assigned within the same unit/area/division
or Affiliate. For all other vacancies, next preference is ammong all RNs within the System.
RNs in higher paying classifications who apply will also be comsidered but without
seniority preference.

Ifa vacancy is unable io be filled by a regular qualified RN, In-house registry applications
from within the affiliate shall be considered before RNs outside of the County.

If the County is unable to fill a position from within an affiliate, applicants from other
affiliates shall be considered according to Section 4.3. Regular qualified RNs will be
considered first.

RWNs that transfer from one affiliate to another shall have their names removed from one
seniority list and added to the other without change in seniority date.

Internal applicants for vacancies will be acted upon within thirty (30) calendar days after
the last day of the posting period.
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An RN demed a promotmn or lateral transfer shall Teceive a wntten nottﬁcahon mcludmg. RS
“thie reason for denial and the hame'of the RNto be promoted or transferred, and acopy will - -
 bésent to the NNOC. An RN: may. grieve a dénial of jOb transfer of promotmn fo. Step 2'_ .
" within’ seven. (7) calendar days from. recelpt ‘of the notice of denial. The aggneved posmon .
“ shall nét be filled tntil & & décision s rendered. which shall be within seven (7) calendar days _
2 from the ﬁlmg of the gnevance Tnne hnuts may be extended by. mutual agreement '

?RNs promoted or n'ansferred hereunder shall serve a srxty (60) calendar day trlal perrod m' o
- thé new job and any RN faﬂmg dunng such perrod shall be returned to the posrtton ﬁ'om'- R
. _w]nch promoted or transferred .o S

B 'Vaca.ncles may be fﬂled temporanly (normally tlnrty (30) calendar days or less) w1th' o
7 conszderatmn of Seotron 4, 4 Reass1gnment Wﬂl be dlstrlbuted as eqmtably as posmble

. "I'he ﬁllmg of vacancies ternporanly or malnng reass1gnments sha]l not be used by the: |
- 'County or CCHHS to avord Job postlng prowsmn of thrs sectlon S -

. ‘Fu]l tn:ne RNs who are promoted or transferred hereunder may request that they retain the-.' Lo

FIE of the position from which they either promoted or transferréd. - Such requests are - -
- ~subject to-approval of the Employer, will be assessed based on the current distribution of = -
.. FTEsand the Staffing Plan within the desimahon unit and shlﬁ as welI as-operatlonal needs

‘ 'and wﬂl not be unrcasonably demed. ' - , ..

. Section 45 _-Dispjl‘a'c'ement.)L_aiioﬂ' and Recalk:

1.  When thc number of RNs m a clasmficatlon is reduced on a unit (cluster at ACHN .
.o or CCDPH) for less than thirty (30) days, the Department will: first solicit - |
‘volunteers, in semorlty order, for reagsignment. Ifthere are not enough volunteers o

- the least: senlor RNs may be reassrgned at the d1scret10n ofthe County Afﬁhate

2 o When the number of RNS ina classﬂ‘icatlon is to be reduced or changed ona umt .
: (cluster-at ACHN 6r CCDPH). for thirty (3 0) days or longer, for each urit where
one or-more employees will be selected for -displacement, the County will first seck -

volutiteers. If there are insufficient voluntgers, the RNs 1o bé displaced shall be

‘thosé. with the least County seniority .Where ablhty and fi tness to perform the.

_remaanmg work is substantlally equal.

3 When a division or unit or major part thereof ijstransferred frmn one location to -

- another, such movemeiit alone shall not be considered 4 displacement, a reduction

in force or create new or vacant posmons becauge the RNs will remain WIthln the "

transferred umts
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Prior to the date of displacement, the County has completed or shall complete the
following: '

1.

If a substantial number of RNs are being displaced at one time, the Affiliate shall
not hire RNs for posted positions until all RNs being displaced have had an

_opportunity to select a posted position, so that displaced RNs can be progptly

reassigned to the extent possible in order to avoid layoffs. If an employee selects a
position and for some reason cannot access it, the employee may displace any

employec who was externally hired after her selection fo a position that the

employee could have selected.

The County shall notify the NNOC at least thirty (30) days prior to any
displacement,

The County shall make available to NNOC a list of all nurses impacted by the
displacement. Nurses selected for displacement shall be the least senior nurses in
the impacted unit (cluster for ACHN and CCDPH). The County shall notify the
impacted nurses at least 14 days prior to the displacement date. Copies of all
displacement letters shall be forwarded to NNOC.

The County shall provids the NNOC with a list of registered nurse vacancies within
the CCHHS.

The County shall provide the NNOC an updated seniority list for all impacted
Affiliates, including shift information.

The County shall provide the NNOC with job postings and or job descriptions of
all vacant positions available for nurses to select. The posting docwments will
include the minimum qualifications for each position.

The County shall provide a list(s) of filled In-house registry positions by iocation
for the CCHHS. The lists include average work hours for each IHR position.

Displacement

1.

If RNs are displaced from more than one classification at an Affiliate at the same
time, displacements shall be implemented in one classification at a time, from
highest to lowest affected classification.

Subject to Section C.3. below, a displaced RN who elects voluntary demotion shall
be placed in seniority order among displaced RNs in the lower classification before
any displaced RNs in the lower classification have chosen among (a), (b}, {c) or (d).
Displaced RNs shall elect one of the following options in accordance with their
seniority highest to lowest:

(8)  Take avacani position within the affected Affiliate.

15




{b)  To displace the least senior RN in the same classification and cluster on
any shift in which event the bumped RN will have option (a), (¢}, or {d).

(¢)  Volunteer to be placed in the pool of nurses by classification in seniority
order from highest to lowest to select any vacant positions available outside
of his/her affected Affiliate; or

(@  Take a voluntary layoff.

An RN who elects to exercise their bumping privileges as provided under Section
C.2 (b) or applies for a vacant position as provided for in Section C.2. () or (¢}
shall be deemed qualified to fill the position if he/she possesses the minimum
qualifications of the job posting.

If as a result of the displaéement process a RN is placed in a position lower than
his/her current salary grade, the RN will be placed in the step commensurate with
Section 5.4. C.

After the process outlined in (a), (b), (¢) and (d) is complete, RNs who transfer to a
CCDPH RN position, will be placed at a salary step equal to her continuous service
as an RN with Cook County (e.g., 3 years’ continuous service = Step 3) plus credit
for public health experience, (including voluntary demotion) in accordance with the
applicable provision of Section 4.3 of the collective bargaining agreement.

Nurses accepting a position in a new area shall be provided with training and/or
orientation as would be offered any new employee.

After the process above is compleie and ENs who are displaced but cannot Iocate
a comparable position in the system, may in seniority order from highest to lowest,
take any In House Registry position identified on the list provided pursvant to
Section 4.5.B.6., of this agreement. Any In House Registry nurse whose position is
selected shall be provided with 14 day notice and then laid off with recall rights to
future Tn House Registry positions only. Any murses who select an In House
Registry position will be subject to the working conditions (including the lack of
certain benefits provided to regular employess) set forth in Article 14 of the
collective bargaining agreement.

D. Layoft:

I,

After the displacement process in Section C occurs, but before resorting to a layoff
under this subsection, the County shall first provide a list of temporary assignments
to nurses scheduled for layoff. Nurses who otherwise would be laid off can choose,
subject to meeting the job qualifications as described in Section B and on seniority
basis from highest to lowest, to accept such a temporary assignment in lieu of
layoff, recognizing that the terms and conditions of the position, including
compensation, benefits and time limitation of the opening, if any, will be equal to
those that the person in the temporary assignment has been receiving.
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2. RNs who are displaced but cannot locate a comparable position or opt not to select
an In-House Registry or temporary position in the system may be laid off, without
first laying off In-House registry murses. The NNOC and the Nurses who are laid
off shall be given fourteen (14) days’ notice prior to the layoff. This notice
provision does not apply to emergencies beyond County’s control such as acts of

- nature, fire, floods, power failures or the result of decision of accrediting
organization or government agencies.

Recall:

1. When in connection with Section D, an RN is laid off or takes a position in a lower
classification under Section C, the County shall provide the RN with a wriften
notice of this recall procedure. Such RNs shall have precedence for recall to their
classification over new hires, promotions, demotions and transfers.

2. A displaced RN who moves laterally within her Affiliate to another unit, clinic,
district office, shall be given the option to return to the unit, clinic, district office
from which she was displaced if vacancies occur there within six {6) months of the
date of displacement by seniority preference among displaced RNs desiring to
return.

3 A displaced RN who moves laterally from one Affiliate to another shall be given
the option to return to the Affiliate from which she was displaced if vacancies occur
there within twelve (12) months of'the date of displacement by seniority preference
among displaced RNs desiring to return.

4, RNs that are laid off or take a position in a lower classification as a result of the
displacement process shall be eligible for the following recall rights. For twenty-
four (24) months after the date of the reduced classification/layoff as the case may
be, nurses eligible for recall shall be given (in semiority order from highest to
lowest) the opportunity to retwrn to the Affiliate if a vacancy occurs in the
classification they occnpied prior to the displacemeni. County will notify in
seniority order a recall-eligible nurse in writing of such available positions, and the
notified nurse will have 10 days from the date of receiving the notice to accept the
position and 15 days after acceptance to report to work. If a nurse does not timely
accept a recall to a position in the Affiliate, the nurse’s recall rights expire and the

recall process for that position continues, If after County has exhausted the recall
process for all recall-eligible nurses in an Affiliate for a particular classification,
County will then notify (in seniority order) any nurse in other Affiliates eligible for
recall into the same classification. Such recalled nurses will have 10 days to accept
the position and 15 days afier acceptance to report to work. If a nurse does not
accept a recall position in a different Affiliate, the nurse’s recall rights remain intact
and the recall process for that position continues.

5. In a particular displacement, for six (6) months, employess who were displaced

within one Affiliate (Paragraph 2 above) shall have preference to return over
employees who were displaced from one Affiliate fo another (Paragraph 3 above)
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as well as priority over employees who were laid off (Paragraph 4 above). For

twelve (12) months, employees who were displaced from one Affiliate to another
(Paragraph 3 above) shall have preference to return over employees who were laid
off. 2 ‘

6. Upon recall, nurses shall be credited with their previous seniority, benefit accrual
rate, sick time and floating holiday benefits previously accrued but not paid out at
time of layoff and be placed on the step nearest their last anniversary step in
accordance with the collective bargaining agreement, but shall not accrue additional
seniority while on layoif. '

Section 4.6 Low Census Davs:

Prior to the start of the shift, upon request, an RN may be granted a low census day if desired
staffing requirements are met. In no circumstance shall any RN be given a low census day if it will
result in unit staffing levels falling below the Facility Staffing Plan, as required by the Illinois
Administrative Code, Title 77, Section 255.150.

Once granted a low census day, a Registered Nurse is considered off the schedule and is not
required to maintain contact or be available to work, unless the Registered Nurse has chosen to
make herself available by being placed On-Call, and is compensated accordingly, for the shift or
portion thersof.

When the Affiliate determines that staffing exceeds census requirements for a particular day on a
shift in a Division (Cermak, Stroger Hospital, Provident), or operational needs at (OFH), (ACHN),
or (CCDPH), RNs in reverse seniority will be identified for a possible low census day.

Prior to notifying the RN(s), other Divisions, departments, district offices, or clinics within the
Affiliate will be assessed to determine if staffing needs exist. If the RIN(s) identified for a low
census day is/are competent in an area with a staffing need, as per Article XTI, Section 12, the
RN(s) will be reassigned. If any RN is scheduled for overtime, or any in-house or commercial
registry is scheduled, in an area where the identified RN is competent, the overtime as well as the
In-house or Commercial Registry will be canceled if necessary to accommeodate the identified RN.

RNs assigned low census days who do not use benefit time shall have the option of making up the
day in the same pay period as follows: if on that day or later in the same pay period in the same
affiliate any other RN is scheduled to work overtime or as in-house or commercial registry in an
area where the RN assigned low census is qualified, the overtime as well as the In-house or
Commetcial Regisiry will be canceled if the RN assigned a low census day chooses to work that

assignment.

Ifthe RN is given the low census day, the RN will be so notified or a telephone call will be made
to the telephone number that the RN furnishes, at least one and one-half hours prior to the start of
the shift. If the preceding sentence is not complied with and the RN reports for work she will
receive at least two hours’ pay for the day.
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Low census days will not be granted during orientation. RNs may use accumulated vacation time
when on a low cénsus day. Benefii acerual will not be affected by low census days unless an RN
is on unpaid status for more than one-half of the 28-day accounting period. An RN will not be
mandatorily assigned a low census day if she has volunteered for, or been. assigned, at least 120
hours of low census time in that calendar year (and an appropnately proportionate number for part-
time employees).

Section 4.7 Ewalunatiops:

An RN will be evaluated and counseled about the evaluation by the immediate supervisor on at
least an annual basis. An RN will be shown all final written evaluations, and will have the right to
respond to the evaluation. Both the evaluation and the response will be placed in the official
personnel folder, and a copy of the evaluation will be furnished the RN upon request. The RN will
have the right to review his/her personnel folder.

Section 4.8 Return fo Bargaining Unit:

An RN who has besn promoted or transferred out of a represented classification and who later
transferred back fo the nnit, shall, upon return to the unit, be granted the seniority the RN would
have had the RN continued to work in the wnit. During the first ninety (90) calendar days or the
probationary period (whichever is longer) in a job out of the employee unit which is represented
by the NNOC, an RN shall have the right to return to the bargaining unit.

Section 4.9  Semiority List:

On or before January 31, April 30, July 31, and October 31 of each year, the County will furnish
the NNOC a list showing the name, Employee ] number, classification (IHR, Part Time or Full
Time), date of hire, department name, and seniority date of each RN at each CCHHS Affiliate.

Within forty-five calendar days after the date of posting, an RN may challenge any error in his/her
relative position on the list or seniority date as it appears on the list. The Union and/or affected RN
will notify the County via electronic mail of such error(s).The County will fiunish the NNOC
monthly reports of any changes to such list. .

Section 4.10 Termination of Seniority:

A, An RN seniority and employment relationship with the County shall terminate upon the
occurrence of any of the following

1. Resignation or retirement;
2. Discharge for canse;

3. Absence for three (3) consecutive work days without notification to the department
head or designee during such period of the reason for the absence, unless the RN
provides verifiable proof of medical or personal emergency;
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4 Failure to report for work at the termination of a leave of absence or vacation, unless

the RN provides verifiable proof of medical or personal emergency or the System

has miscommunicated or failed to communicate the process for return o work;

5. Absence from work because of lay-off or any other reason for six (6) months in the
case of an RN with Jess than one (1) year of service when the absence began, or
twelve (12) months in the case of all other RN, except that this provision shall not
apply in the case of an RN on an approved leave of absence, or absent from work
because of illness or injury covered by duty disability or ordinary disability
benefits;

6. Failure to notify the County within nine (9) calendar days of the RNs intent to report
to work upon recall from lay-off, or failure to report for work within sixteen (16)
calendar days, after notice to report for work is sent by registered or certified mai,

or by telegram, to the RNs last address on file with the Personne] Office where the

RN woiks; or

7. Proof of an RN on a sick leave of absence from Cook County or being paid sick
pay by Cook County and working in another health care facility under similar
conditions doing the same or similar work to that for which she/he was employed

. to do for Cook County unless permission to engage in such employment was
granted in advance by the County in writing.

B. RNs who are rehired by the County within one year of termination of seniority as defined
in A. above will be credited with their previous seniority for use in vacation preference,
transfer, promotion, displacement, layoff and recall.

C. RNs who are rehired by the County within 30 days of termination of seniority as defined
in A. above will be credited with their previons seniority and receive the same rate of pay
and benefits as they were receiving prior to termination of their seniority.

Section 4.11 Discipline:

Discipline is imposed on a non-probationary RN when counseling has proven ineffectual or when
the RINs conduct or failure to perform satisfactorily warrants such action. The County will
discipline or discharge non-probationary RNs only for just cause. All discipline other than
suspensions or terminations must be given within 30 days from when the County becomes aware
of the alleged occurrence of the event. In cases of suspensions or terminations, if the Employer
determines that an additional thirty (30) days is required to fully investigate the alleged infraction,

the parties will agree to extend the time limit to sixty (60) days. In the event the NNOC requests .

te postpone the investigatory meeting, the thirty (30) or sixty (60) day time limit will be extended
by the number of days of the postponement.

A. The following factors, if appropriate to the situation, will be considered by the County
when deciding the level of discipline:

1. Documentation of the employee’s past conduct;
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5.
6.

Whether or not the employee was adequately wamed or counseled of the
consequences of her conduct; ‘

Length of service;
Seriousness and circumstances of the particular offense;
County practice in similar cases; and

Motive and reason for violating a rule.

Except with respect o major canse offenses, discipline will be progressive.l. Progresswe
discipline for Iess serious offenses generally will be admuustered as follows:

Verbal Reprimand
Written Reprimand
Suspension

Discharge .

Suspension for more than thitty days or discharge is invoked for repetition of the
same or similar infractions or a combination of infractions for which there has been
progressive disciplinary action, or for commission of a Major Cause infraction.

Major Cause is defined as, but not limited to the following behavior by an employee on
duty or on the premises of any Cook County affiliate:

I

Use, possession, or being under the influence of alcohol, controlled substances, or
non-preseribed drugs.

Fighting or disruptive behavior.

Patient, employee or visitor abuse or harassment including, but not limited to, racial
and ethnie shurs.

Unauthorized possession of weapons.

Willful destruction of property.

Gross insubordination.

Theft of patient, employee or Couﬂty property.
Negligence in performance of duties.

Misuse of timekeeping facilities or records.
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10.  Absence for three consecutive work days without notifying the immediate
supervisor or depariment head.

1. Conviction of a State or Federal felony or plea of nolo contendere, regardless of
whether on duty or on the premises of any County affiliate.

12.  Intentional falsification of employment records or any other County records.
Suspension Pending Investigation

The County may place an RN on paid investigatory leave in order to review or investigate
allegations of conduct which, in the County’s view, would warrant relieving the nurse from
all work duties. An investigatory leave shall not be considered discipline as defined in this
Article. '

Representation

RNs who are to be disciplined or who have a reasonable expectation of being disciplined
are entifled to Union representation exclusively in any disciplinary proceedings. The
County shall inform the RN of the right to Union representation prior to any mesting with
the RN at which discipline is to be imposed. The RN shall be given an opportunity, if so
desired, to notify the Union of said meeting, The RN shall not lose pay while attending
such a meeting. All disciplinary action shall be documented on an appropriate form and
copies will be provided to the RN and the Union in the disciplinary proceedings.

Expunging Disciplinary Actions

1. Verbal reprimands, except those issued for violations ofthe attendance policy, shall
not be considered in subsequent disciplinary determinations if there are no same or
similar incidents within a six (6) month period. Verbal reprimands issved for
violations of the attendance policy shall not be considered in subsequent
disciplinary determinations if there are no other violations of the attendance policy
within a twelve (12) month period. ‘

2. Written reprimands shall not be considered in subsequent disciplinary
determinations if there are not same or similar incidents within a twelve (12) month
period.

3. Suspensions will be disregarded after forty-eight (48) months from the date the
suspension was issued, provided the employee has not received discipline for the
same or similar offense during that forty-eight (48) month period.

Disregarded disciplines will not be considered in defermining future disciplinary
actions; provided, however, that neither the employee nor the Union will ¢laim in
any subsequent arbitration that the employee had a “clean” or “unblemished”
record. In the event the Union or the employee makes such a claim or claims, the
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County will be free to use any discipline issued to the employee regardless of the
provisions of this Section.

G. Investigatory Meeting

An RN shali be notified in writing, which includes electronic mail, prior to any
investigatory meeting with him/her concerning an incident or action for which he/she may
be disciplined, except in cases where circumstances justify immediate verbal notice (i.e.,
where the meeting must take place immediately). The written notice shall identify the
meeting time and place, and only under extraordinary circumstances as determined by the
County, will the date and time be changed.

RN are entitled exclusively to NNOC representation (whether it is a NNOC employee or
NNOC Nurse Representative) during any investigatory meeting that is likely fo result in
any form of disciplinary action.

H Suspension/Termination Meeting

The County will meet with the said RN and NNOC Representative to issue any
suspension/termination. The County will notify NNOC in writing of any suspension, or
termination concurrent with written notice to the RN. Such written notice shall state the
reasons for suspension/termination, the effective date of suspension/termination, and notice
of right to appeal.

L All disciplinary action may be appealed through the Grievance Arbitration procedure.

L Agreed-upon resolution regarding disciplinary grievances shall be implemented within 30
calendar days of the Agreement,

Section 4.12 Accrued Benefits at Separation:

Upon termination of employment, the RN shall be paid all vacation and boliday pay accrued
through the last day worked, but shall not be paid for any accumulated sick leave.

ARTICLEV
Rates of Pay

Section 5.1  Salaries:

The job classifications, grade levels and hourly wage rates shall be set forth in Appendix A attached
to this Agreement. For positions on the FA and FB scales, additional compensation for an
appropriate Bachelor’s Degree or a Master’s Degree in Nursing will be one percent (1%) above
the scale for non-Bachelor’s Degree holding RINs. The scales for FC and above will be increased
by $480 (such increase is reflected in the scales in Appendix A). Additional compensation for an
appropriate Master’s degree of eighty doliars ($80.00) per month above the salary schedules shown
in Appendix A will be granted to RNs receiving such compensation as of November 30, 1980.
Subsequent to this date, no additional compensation for a Master’s Degree will be given to RNs
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hired, nor to RNs employed prior to December 1, 1980, who earn a Master’s Degree on, or after
this date. .

The salary grades and steps applicable to this bargaining unit shall be increased as follows during
the term of this Agreement for employees on the active payroll as of union ratification and County
approval of this Agreement:

Effective the first full pay period on or after 06/01/21, the new wage scales as attached in
Appendix A, will be implemented. The new wage scales reflect the scales agreed to in
bargaining plus an additional 1.5% in across-the-board increase.

Effective the first full pay period on or after 06/01/22 : 2.5%
Effective the first full pay period on or afier 06/01/23 2.5%
Effeciive the first full pay period on or after 06/01/24 2.0%

In addition:

Effective upon ratification of this agreement by the County Board, all actively employed
bargaining unit members will receive a one time $1,250 lump sum, non-compounding
payment.

Effective 12/1/22, all actively employed bargaining unit members will receive a one-
time $1,000 lump sum payment.

Effective upon ratification of this agreemeni, the first step on the salary schedules for all
classifications will be restored by ten percent (10%). The wage rates set forth in the salary
schedules in Appendix A have been adjusted to reflect the ten percent (10%) restoral.

Effective upon ratification of this Agreement, all RNs in the Integrated Care Departments who are
currently at Grade FC will be upgraded to Grade FE.

Retention Bonus: Any bargaining unit members hired after ratification by the Cook County
Board of Commissioners will receive a one-time, non-compounding retention bonus of $500
upon complstion of two (2) vears of service.

Pandemic Pay: Amy bargaining unit member who is actively employed at the time of the
ratification of this Agreement who has not already received pandemic pay and qualifies under the
American Rescue Plan (ARP) will receive a one-time hump sum pandemic payment of $1750
upon ratification of this Agreement.

Seciion 3.2  Siep Placement:

A, Fach RN shall be paid the hourly wage rate for the position held at the step corresponding
to length of service and present place on the steps of the appropriate grade, with progression from
step to step after each year of service. All full-time RNs employed as of their individual
anniversary dates shall be advanced one step in grade as of the pay period nearest to each such
anniversary date. Any credit for prior experience granted at the time of initial
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employment shall continue to be reflected in step placement. A newly graduated and newly
licensed RN shall be placed at Step 1 of the new classification.

In hiring, credit shall be given on a uniform basis for prior experience in the classification
for which hired, with placement up to and including Step 10. Upon hiring, or any
subsequent change in any step placement, nurses shall be notified in writing of their step
placement. Incumbent RNs and APNs who are in Step 8 or Step 9 on the date of approval
of this Agreement by the Cook County Board of Commissioners who would have been

- hired at a higher step had this language been in effect on their date of hire shall have their

step adjusted accordingly.

Employees hired at Step I will moveto Step 2 upon completion of their probationary period
and for purposes of step movement only their anmversary date shall be the date upon which
they moved to Step 2.

In hiring for CCDPH, advanced step placement shall be given as above for prior experience
in public healih.

In hiring a Nurse Midwife, credit shall be given on a uniform basis for prior experience as
a Nurse Midwife with placement beginning at Step 5 with no prior experience and vp to
Step 10 with five or more years of experience.

Section 5.3 New, Changed or Misclassifications:

A,

During the term of this Agreement, the County may establish new and changed job
classifications and change the duties of existing job classifications, provided that a major
alteration-of the classification structure shall not be made. In the event a new classification
is placed in the bargaining unit for any reason, the County and NNOC agree to mect and
bargain the terms and conditions of employment for that new classification, including rates
or pay, work rules, etc., within thirty (30) days of their inclusion in the bargaining unit. The
County may put the new and changed job classifications or duties into effect, and discuss
and set terms and conditions of employment, including rates of pay with the NNOC, using
the dufies, responsibilities, qualifications and grade levels of the classifications in
Appendix A as a guide for determining the new rate. If the parties are unable to agree on
the rate of pay, the County may put a rate into effect, and the NNOC thercafier may submit
any dispute to the grievance procedure.

An RN also may request that his/her position be reclassified, and the request will be
reviewed by the RNs Department Head; if the Department Head agrees that the request is
reasonable and/or justified, the Department Head will promote the RN if possible, or
include this reclassification in the forthcoming departmental budget request.

A grievance claiming that a position is misclassified shall be submitted directly fo the
Director of Human Resources who shall decide the grievance after hearing the evidence
and argument. The time limits for Step 3 (Article XI Section 11.5) shall apply for having a
meeting and responding.
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D.  If the Director of Human Resources agrees that a change is warranted, it will be
recommended for inclusion in the next fiscal budget.

E. RN’s in the CCDPH who receive their BSN will be promoted to a vacant PHN1 field
position if one exists in the district office they prefer. If not, CCDPH will propose that their
RNI position be reclassified to a PHN1 position in the next fiscal year.

Section 5.4 Classification and Grade Changes:

If an RN is promoted, reclassified, demoted or transferred into another classification through the
application of this Agreement, the following rules shall apply:

A. Promotion:

An RN who is promoted to a job in a higher salary grade shall be entitled to placerent in the step
ofthe new salary grade which will provide a salary increase at least two (2) steps above the salary
received at the time the promotion is made, provided that --

1. The new salary does not exceed the maximum established for the grade to which
the RN is promoted.

2. The new salary is not below the first step established for the grade to which the RN
is promoted.

Tf the new classification represents a promotion for the RN from a classification outside the
represented unit to a classification within the represented unit, the RN shall be placed in the lowest
step in the progression schedule for the new classification which will provide the RN an increase
in pay. Subsequent increases within any new classification shall cccur as of the first pay period
commencing after the effeciive date of placement in the new classification. In all cases of
promotion, the effective date will set a new anniversary date.

B.  Reclassifications:

.1, An RN whose job is reclassified to a lower classification shall continue to receive
compensation at the same rate received immediately prior to reclassification. Such
action shall not change the RNs anniversary date. If the salary rate received
immediately prior to reclassification is less than the last step rate of the lower
classification, the RN shall be entitled to further step advancement.

2. An RN whose job is reclassified to a higher classification shall be placed in the first
step of the higher grade which provides an increase one (1) step above the salary
received at the time of the reclassification. Such, action will change the RNs
anniversary date.

3. Tn all cases of reclassification, the RN shall receive a least the first step of the grade
to which the position is reclassified.

C. Demotions:
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The following shall apply to demotions from one grade to another:

1. An RN performing the duties of a job in a higher salary grade and demoted to a job
in a lower salary grade, shall have the salary adjusted in the new job fo the same
step of the new salary grade as was received in the salary grade of the job from
which demoted.

2. An RN promoted to a job in a higher salary grade and subsequently demoted to a
job in a lower salary grade, shall have the salary adjusted to the step of the salary
grade to which the RN would be entitled had the RN remained in the salary grade
from which the RN was promoted.

Transfers:

" An RN transferring from one department to another in the same job classification and/or

grade shall be eligible to receive the salary the RN had been receiving at the time of
transfer. Such appointment shall not set a new anniversary date.

Upgrades:

An employee whose position is upgraded shall be placed in the first step of the new grade.

which is at least the same as the salary the employée was receiving prior to being upgraded,
except that the step placement will not be less than the step placement would be for a new
employee with the same amount of experience. In all cases of upgrading, the employee
shall receive at least the first step of the new grade and shall retain the anniversary date
held prior to the upgradmg

Section 5.5  Shift Differential:

A.

Except as set forth below an RNs will be paid a premium of $2.75 per hour for all shifis
that start after 3:00 p.m. and before 11:00 p.m. An RN will be paid a premium of $3.00
per hour for all shifts that start after 11:00 p.m. and before 7:00 a.m. .

Shift differential will be paid to any RN working a full or partial evening or night shilt at
any time, except when an RN works less than one hour of an evening or night shift
immediately before or after working a full or partial day shift.

RNs regularly assigned to p.m. or night shifts who work temporarily on the day shift at the
request of the Hospital will retain shift differential pay.

CCDPH, ACHN, and CORE RNs whose shifts end prior to 5:00 p.m. shall be exempt frbm
shift differential provisions of this agreement. However, RNs who work clinic late start
days will be paid the shift differential for scheduled hours beyond 5:00 p.m. on those days.

Section 5.6 On-Call Pay - Open Heart Team:

A,

On-Call for the Open Heart Team shall be for the purpose of providing care for open heart
cases only.
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All members of the Open Heart Team shall share the on-call assignments. Nurses on the
Open Ieart Team will volunteer for on-call shift assignments. Any remaining on-call will
be distributed equally among team members. Only two on-call shifts will be assigned per
week. Open Heart Team nurses may volunteer for more than two on-call shifts per week.

On-call shifts on weekdays shall be for 16 hours, 2:30 p.m. to 6:30 a.m., and on weckends
and holidays for 12 or 24 hours. Nurses must be available for one hour prior to the shift.
Except for weekends and holidays, RNs will not be involuntarily assigned to be on-call on
their day off.

Nurses® assigned On-Call may have another Open Heart Team member take her assignment
provided that management is notified of the substitution.

The Nurse who is on-call shall:
1. Provide the hospital with a phone number where she/he can be reached and shall be
provided with a pager.

2. Be expected to be in OR attire within 30 minutes of notification.

3. Be provided with an on-call room, non-smoking and adequately ventilated.

4, Have access to parking in the lot closest to the hospital and security escort to and
from her/his car,

5. Call in sick at least one hour before call availability begins (two hours before the .
start of shift)

6. Be paid at the rate of $5.00 per hour.

7. Be paid at one and one-half times the regular hourly rate (including differentials)
for all hours worked from the time of arrival in the Operating Room with a
minimum of four hours of such pay.

Open Heart On-Call Staffing Committee:

1. The Committee will consist of one CN II, one CN I, one NNOC Grievance
Representative and up to two management designees.

2, The Committee will meet as needed to evaluate the Open Heart Team On-Call
program, wWhere there is a conflict over the provisions of this language, and when
there is an increase of the number of open heart cases per week.

Failure to respond: In the event a nurse who is on-call cannot be reached, all on-call pay
shall be forfeited for that assigned shift. If another Open Heart Team member accepts the
call, this nurse will receive compensation from the beginning of the designated call shift,
according to the provisions of this section.
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Section 5.7 John H. Sfroger, Jr. Hosnitél: On-Call:

A,

On-Call for the Operating Room, the Post Anesthesia Care Unit, the CATH lab, Radiology,
Dialysis and, when implemented, Labor and Delivery, will be used to supplement regular
staff when there is an emergency nesd. On-call will not be used to cover predictable staffing
needs.

Four week schedules will be posted four weeks in advance and will indicate the need for
8-hour On-Call shifts and 12-hour On-Call shifts for the Main Operating Room and Post
Anesthesia Care Unit, Radiology, Dialysis, and Labor and Delivery. On-Call shifts will be
equitably distributed first to permanently assigned full and part-time staff who volunteer
and next to in-house registry nurses who volunteer. RNs who have completed their 6th
month of orientation may volunteer. Remaining uncovered shifts will be assigned in order
of least seniority of all RNs. Any RN assigned shall be notified by his/her supervisor one
week prior fo the official posting of the On-Call schedule. No RN, including in-house
registry nurses, will have to volunteer or be assigned for more than one (1) On-Call shift
per schedule, rotating through entire staff before another On-Call is assigned. RNS may
volunteer for more than one (1) On-Call shift per schedule.

On-Call shifts for the Stroger Main Operating Room will be 12 hours on Saturday and
Sunday, 6:30 a.m. to 6:30 p.m. and 6:30 p.m. to 6:30 a.m. On-Call shifts at Stroger, other
than the Main Operating Room, will be 8 hours or 12 hours to correspond with the regular
shifts utilized in the unit. A nurse will not be scheduled to work or be On-Call more than
16 consecutive hours within a 24-hour period. CATH Lab and Dialysis On-Call shall
commence after the last patient procedure is completed.

On units where the County utilizes on-call, written on-call guidelines will be maintained
for the unit. Such guidelines, inclnding changes to those guidelines, will be subject to
review and comment by the Staffing Committee as provided in Section 17.1.

The parties agres to establish a committee made up of equal members of management and
RNs from the units in which on-call schedules exist for the purpose of monitoring on-call
schedules. The committee will meet on a weekly basis. Should the commiitee determine
that an RIN has been scheduled for on-call in violation of the agreement, CCH will promptly
remedy the violation, .

Nurses may trade on-call shifts provided management is notified of the substitution one
hour in advance of call availability (iwo hours before the start of the shift).

The Nurse who is on-call shall:

1. Provide the hospital with a phone number where she can be reached and shall be
provided with a pager.

2. Be expected to be in OR attire within 60 minutes of notification.

3, Shall be available for on-call one hour prior fo the start of the shift.
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4. Be provided with an on-call room, non-smoking and adequately ventilated.

5. Have access to parking in the lot closest to the hospital and secunty escort to and

from her car.

6. Call in sick at least one hour before call availability begins (two hours before the
start of the shift).

7. Be paid $5.00 per hour ($5.00 per hour for nurse midwives) and at one and one-

half times the hourly on-call base rate for holidays.

8. Be paid at least one and one-half times the regular hourly rate (including
differentials) for all hours worked from the time of arrival at the work station with
a minimum of four (4) hours such pay.

9. Shall return the pager at the start of the next regularly scheduled shift or prior to
extended time away from work.,

Failure to respond: In the event a nurse “on-call” cannot be reached, all on-call pay shall
be forfeited. If another nurse is reached and accepts the call that nurse will receive
compensation from the beginning of the designated avallablhty time, according to the
provisions of this section,

A labor/management committee will meet as needed when there is a question of how the
provisions of this agreement are being utilized. The commitfee will consist of one CNIL,
one CNIL, and one NNOC grievance representative and up to two management designees.

Section 5.8  Transfer Center On-Cali:

Bargaining unit members assigned on-call duty in the Transfer Center will be paid an hourly rate
of $5.00 for all hours they are in on-call status and will be paid their regular howtly rate for actual
time spent on phone calls related 1o the Transfer Umt with a minimum payment of a quarter hour
per call. :

Section 5.9  Provident Hospital: OR/PACT On-Call:

A.

On-Call for the Operating Room and the Post Anesthesia Recovery Room will be used to
cover emergency procedures and to supplement regular staff when there is an emergency
need. On-call will not be used to cover predictable staffing needs.

Four (4) week schedules will be posted two weeks in advance and will indicate the need
for weekday and weekend on-call shifs. On-Call shifts will be equitably distributed first
to permanently assigned full and part-time staff who volunteer and next to In-House
Registry Nurses who volunteer.

RNs who bhave completed their orientation will participate in the on-call rotation.
Remaining uncovered shifts will be assigned equitably among the RNs, the equitableness
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to be determined by the Commiitee in G. below. RNs may volunteer for more than one on-
call shift per month.

On-Call shifts for OR will be 16 hours, Monday through Friday, 3:00 p.m. to 7:00 a.m. and
12 hours Saturday, Sunday and Holidays 7:00 a.m. to 7:00 p.n. and 7:00 p.m. to 7:00 am.
A nurse will not be scheduled to be on-call more than 16 hours. A murse who is on-call and
works four (4) hours or more between 11:00 p.m. and 7:00 a.m. on a Sunday through
Thursday night wiil have the next day off if requested.

For PACU on-call shifts will be 16 hours 4:00 p.m. to 8:00 am., Monday through Friday;
and 12 hours Saturday, Sunday, and Holidays 8:00 am. to 8:00 pm./8:00 p.m. to 8:00 am.

Nurses may trade on-call shifts provided management is notified of the substitution one
hour in advance of call availability (two hours before the start of the shift).

The nurse on-~call shall:

1. Provide the Hospital with a phone number where she/hie can be reached and shall
be provided with a pager.

2. Be expected to be in the affiliate within thirty minutes of notification.
3. Shall be available for on-call one hour pricr to the start of the shift.

4. Be provided with an on-call room within the main building of the hospital, non-
smoking and adequately ventilated.

5. Have access to general parking structure during normal operating hours or when
using on-site on-call rooms for the entire shift; parking spaces will be available in
front of the hospital for nurses responding to an urgent/emergency call.

6. Call in sick at least one hour before call availability begins (two hours before the
start of the shift).

7. . Be paid $5.00/hour and at one and one-half times the hourly on-call base rate for '
holidays. '

8. Be paid at one and one-half times the regular hourly rate (including differentials)
for all hours worked from the time of arrival at the work station with a minimum of
four (4) hours of such pay.

Failure to respond: In the event a nurse “on-call” cannot be reached, all on-call pay shall
be forfeited. If another nurse is reached and accepts the call, that nurse will receive
compensation from the beginning of the designated availability time, according to the
provisions of this section.
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G. A labor/management committee will meet as needed when there is a question of how the
provisions of this Agreement are being utilized. The committee will consist of one CNII,
one CNI, and an NNOC grievance representative and up to two management desigoees.

Section 5.10 Pari-Time RNs:

All part-time RNs shall be advanced one (1) step in grade as of the first pay period commencing
after completion of the equivalency of one year’s full-time service since their last advancement of
a step or placement therein. Newly hired RNs may be placed in the appropriate grade up to the
eighth step of the salary schedule, provided that such placement is given on a uniform basis for
prior experience in the position for which hired. Full-time RNs who hereafter become part-time
RNs, or part-time RNs who hereafier become full-time RNs, shall be initially retained at their then
present step, and thereafter shall progress from step to step under the provisions of this Agreement.
Part-time nurses shall receive pro rata benefits for insurance, shift differential, jury service,
bereavement leave, holidays, vacation, sick time, tuition reimbursement; and pro rata
compensation for an appropriate Bachelor’s Degree. All other provisions of this Agreement shall
be equally applicable to part-time RNs on a pro rata basis, RNs requesting a change from or to
full-time or part-titne status shall be given preference over new hires in filling vacancies for which
they are qualified. Benefits accrued prior to such a change in statss will be retained and used as
specified in this Agreement. Part-time RNs may be required to work five out of twelve holidays,
three of which shall be major holidays; and two consecutive weekend days plus one additional
weekend day per month.

Section 5.11 CCDPH Part-Time Nurses:
A.  The following rates of pay shall apply:
1. Part-time Registered Nurse Is will be paid at the appropriate In-house Registry rate.

2. Part-time Public Health Nurse IV’s will be paid at an hourly rate which is 30%
above the appropriate in-house regisiry rate.

B. Part-time nurses in CCDPH work irregular hours. Schedules will be posted 10 days before
the first of the month, based on Department need and requested hours submitted by the
nurse. The maximum number of hours of work is 6 1/2 hours per day and 32 1/2 hours per
week. There is no required minimum number of hours of work.

If there are more hours of work requested than there is a need by the Department, the
County shall distribute the available work based on ability, fitness and seniority.

C. The following provisions of this Agreement shall not apply to these CCDPH part-time

TUrSes:
ARTICLE I Sections 3.2, 3.3, 3.4,3.5, 3.6, 3.8,3.9
ARTICLE V Sections 5.1, 5.2, 5.5,5.6,5.7,5.8,5.9,5.12
ARTICLE VI All
ARTICLE VII All
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ARTICLE VIO Sections 8.1, 8.2, 8.4, 8.6, 8.7, 8.8, and 8.10

ARTICLETX All
ARTICLE X All (Except FMLA will apply if the RN is eligible)
ARTICLE XIIT Section 13.7

Section 5.12 Temporary Assichment Rates:

A. ~ When any RN at John H. Stroger, Jr. Hospital, Provident Hospital, Cermak Health
Services, ACHN, CORE Center or JTDC is temporarily assigned or performs charge
responsibilities, or at Oak Forest Health Center is temporarily assigned or performs most
other, different respons1h111t1es regularly being performed by RNs in another class:ﬁcatmn
the RN shall be paid $1.75 in addition to the regular hourly rate.

B. CCDPH RNs who are in charge of a clinic will receive $1.75 per hour for each hour that
they are in charge.

Sectiom5.13 Travel Reimbursement Policy:

County employees, with prior permission of their Department, may use private vehicles for County
business and shall do so in accordance with the Cook County Vehicle Policy Ordinance.

CCDPH RNs shall be reimbursed for the use of their personally owned automobiles on the basis
of business miles driven in accordance with the Cook County Travel and Transportation Expense
Reimbursement Policy.

When ownership of a vehicle is a requirement for hire in a specific job title or functional area, such
nurse shall have the option to request per diem reimbursement on the basis of 5 for each day
worked.’

Section 5.14 Critical Care and Operating Room Differential:

A CNI’s and CNII’s who work in a critical care umit, labor and delivery, hemodialysis, or in
perioperative services will receive an additional thirty-five cents (8.35) per hour for all
hours worked.

B. CNI’s and CNII’s who work in, or in perioperative services, dialysis, CATH lab, radiology
and labor and delivery will receive an adchtlonal one dollar {$1.00) per hour for all hours
worked.

Section 5.15 Precepfors:

The County will establish a preceptor program. Quelified RNs who volunteer to be designated as
Preceptors will be selected to attend this employer provided preceptor training program based on
experience and qualifications/skill set.

In cases where the above criteria are relatively equal among the RNs being considered, seniority
will govern. RNs shall be paid their regular hourly rate for attending the fraining. Training shall
be conducted during the RN’s regular work hours.
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‘When Preceptors are assigned, such ass1guments shall be on a rotational basis from RNs who have
been trained as Preceptors. A preceptor is an RN designated by the County who voluntatily agrees
to perform that role. Preceptors will be paid a preceptor pay differential of one dollar ($1.00) per
hour for all hours worked in the performance of the preceptor role.

To be considered for assignment as a preceptor, an RN must have completed the Cook County
preceptor training described below and have at least two (2) years of satisfactory experience as a
RN in the relevant area of clinical expertise, with demonstrated current competency in the
department which the RIN is assigned.

Preceptor Training

The Employer will develop a Preceptor training program, within six months of the signing of this
agreement. The program will be implemented six months later.

Training for Preceptors shall be conducted during the RN’s regular work time. The program will
include classroom instruction as well as mentoring by trained instructors In the event the Preceptor
is not meeting the standards of Preceptor ship, he/she shall be removed from that role.

Propram

Preceptor ships shall be individualized for each preceptor RN based on experience, skills, and the
individual training needs of the Preceptor in question. Nurse Coordinators and the Nurse Clinician
shall meet weekly with each Preceptee and his/ her Preceptor to discuss his/her progress and
provide feedback.

Staffing

When an RN is assigned to perform preceptor duties, the preceptor and Preceptee shall share a
single assignment and only one of the nursing pair shall be counted in the staffing mix. A
Preceptee or trajnee shall not be floated to a different umit during the preceptorship, except in
response to a declared national, state, or municipal disaster or other catastrophic event, or
implementation of the County’s disaster plan that will substantially affect or increase the need for
health care services (and then only for a limited period until the emergent situation is rectified) or
if such experience in a different unit will assist in meeting the learning/training requirements of
the Preceptee..

Section 5,16 Cermak and JTDC Hazard Pay:

Registered Nurses working at Cermak and the Juvenile Temporary Detention Facility shall be paid
a hazard pay differential of one dollar ($2.50) per hour for all hours worked.

Section 5.17 In~House Floating Pool RNs:

RN's assigned to the In-House Floating Pool pursuant to Section 13.12 of this agreement shall be
paid a differential of two-dollars and seventy-five cents ($2.75) per hour for all howrs worked.

Section 5.18 APNs at the CORE Center:
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A APNs who work at the CORE Center shall be paid on a salaried basis and shall not be paid
shift differential, On-Call pay, or for any overtime hours worked as overtime a defined in the
parties’ collective bargaining agreement, and they will be required to carry a beeper when they
are away from the practice but not on vacation or leave.

B. These APINs shall only be required to swipe once per work day.

C.  These APNs shall only be paid on a salaried basis pursuant to the bi-weekly schedule for
Grade FF nurses in Schedule 11 of this Agreement.

ARTICLE VI
Holidays

Section 6.1 Regular Holidays:
All full-time RNs will receive a day off with 8 hours of pay for each of the following holidays:

Christmas Day Juneteenth

New Year’s Day Fourth of July
Martin Luther King’s Birthday Labor Day
Lincoln’s Birthday Columbus Day
Presidents® Birthday Veteran’s Day
Memorial Day : Thanksgiving Day

Oiher generally accepted religious holidays falling within four (4) months of any of the above-
mentioned holidays may be substituted for such holiday (except at affiliates which are closed on
the above holidays).

Section 6.2  Eligibility:
To be eligible for holiday pay, an RN must satisfy each of the following requirements:

A The RN must have worked the regularly scheduled number of hours on his/her last
scheduled day before, and his/her first scheduled day afier the holiday (not the
corapensating day off), unless the nurse has a reasonable explanation for failing to work.

B. The RN must have worked at least forty (40) hours during the pay period in which the
holiday occurs, unless on vacation or on paid sick leave during such period.

RNs may have to work on holidays, but no RN should have to work more than three (3) of the six
(6) major holidays (Christmas Day, Memorial Day, Fourth of July, Labor Day, Thanksgiving Day
and New Year’s Day) in any County fiscal year.

Section 6.3 Compensating Days Off:

(Applies to all holidays for CCDPH RNs; applies to major holidays only for all other RNs.) For
each holiday worked an RN shall be given a compensating day off with pay at a mutually agreeable
time, but it must be taken within forty-five (45) calendar days afier the holiday or, if not, the RN

35




will receive an additional eight (8) hours straight-time pay at the rate received for working the
holiday.

An RN who works on a certain holiday or who takes a previously carned compensating day on a
certain holiday may schedule the compensating day for that holiday on another holiday falling
within the next forty-five (45) calendar days. RNs eligible for such compensating day off shall be
paid eight (8) houes pay including shift differential, if applicable, at their hourly rate. If a holiday
falls-within an RNs vacation, the RN also will be allowed a compensating day off. If an RN does
not work on a scheduled holiday due to illness, such shall be considered sick time and not holiday
time, unless the RN is off work due to that illness for the entire calendar week in which the holiday
falls and the RN provides verification of the illness.

Section 6.4  Failure to Report:

An RN scheduled to work on a holiday, but who fails to report, shall not be eligible for a paid
holiday unless the RN presents appropriate documentation demonsirating that the absence was
unforeseen and necessary.

Section 6.5 Holidays Worked: -

A, An RN who works on a holiday as defined in Section 6.1 of this Article shall have the
option of either: 1) being compensated at time and one-half her basic straight time rate
(including any differential) for all hours worked and receiving a compensating day off with
8 hours of pay as provided in Section 6.1 of this Article, or 2) being compensated at time
and a half her basic straight time rate (including any differential) for all hours worked and
receiving an additional 8 hours of pay in that pay period and no compensating day off as
called for in Section 1 of this Article.

B. CCDPH nurses assigned to work a clinic on a holiday will work a full shift. In the event
that the clinic does not run for a full shift, the nurse will utilize the remainder of the shift
for customary work.

CCDPH nurses shall not be paid portal to portal time on holidays, but shall be compensated
for all hours worked as in Part A above.

Section 6.6  Floating Holiday:

In addition to the foregoing paid holidays, RNs shall be credited with one (1) floating holiday on
December 1 of each year, which an RN may schedule in advance, pursuant to operational needs.
The RN may request to use her floating holiday at any time during the fiscal year, but absent
extenuating circumstances must request it at least five (5) weeks in advance. Requests shall not be
unreasonably denied. If an RN is required to work on a scheduled floating holiday by the
Employer, the RN shall be entitled to holiday pay pursuant to Article VI, Section 6.5.
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ARTICLE VII
Vacation Leave

Secﬁon 7.1 Aeccrual:

Vacation credit shall be earned each week that an RN is paid for at least forty (40) hours. The rate
of accrual shall be calculated on a bi-weekly basis as follows:

Years of Grade - Service Annual Vacation Bi-Weekly Rate of Accrual

A 1 4 Weeks 6.154 Hours
2 5 Weeks ‘ 7.692 Hours

B.C.D,EF 1 5 Weeks 7.692 Hours
Section 7.2  Eligibility:

A, RWNs may use only such vacation leave as has been earned and accrued provided, however,
that ten (10) working days of the initial annual vacation leave may be taken after the first
six (6) months of service. After six (6) months of service, RNs may use such vacation leave
that they have earned and accrued in full days or, where practicable, in half days.

B. RNs may accumulate a maximum of twice the amount to which they are entitled per year.
However, should an RN exceed the maximum accumulation allowed as a result of a delay
in the scheduled vacation at the request of the affiliate, the scheduled vacation must be
taken by the end of the next scheduling period as specified in Section 5 of this Axticle.

Section 7.3  Vacation Pav:

Vacation pay shall be at the rate of pay of the RN at the time vacation is taken, which shall include
shift differential if the RN has been entitled to such pay for at least six (6) months prior to the
vacation and notwithstanding & temporary assignment to the day shift. RNs assigned to evening

and night shifis for a portion of their regular work week shall receive pro rata shift differential in

their vacation pay.

The number of hours for which an RN is paid for eamed, approved vacation, but which are not
worked, shall be considered as hours worked for the purpose of computing overtime unless the
vacation time is taken as part of a Family and Medical Leave as set forth in Section 10.5 of this
Agreement. .

Section 7.4 Vacatilon Preference:

Insofar as practicable, vacations will be granted to meet the request of RNs and senjority will
control in conflicts between RNs covered by this Agreement at the time of scheduling vacation

periods as specified below and in Section 7.5 of this Article; except that ac RN may not exercise -

seniority preference for vacation choice more than once in a calendar year unless other RNs
involved have also previously used such preference.
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RNs will be allowed o request initially only two weeks of vacation time for the periods from June
1 through August 31 and from December 15 through January 15. Additional time up to 4 weeks
may be scheduled during these periods once all initial requests have been honored if the number
of RNs permitted to be on vacation at the time (as identified in Section 7.5 of this Asticle) has not
been exceeded. Vacation time may be scheduled to include Christmas Eve and Christmas Day or
New Year’s Eve and New Year’s Day but not both.

Section 7.5  Vacation Scheduling:

A,

At John H. Stroger, Jr. Hospital, Oak Forest Health Center, Provident Hospital, the ACHN,
the CORE Center, CCDPH, and Cermak Health Services, on February 1 and August 1 of
each year, each affiliate will post a schedule on each unit or area showing the number of
RNs who will be permitted to be on vacation at any one time on the unit or area during the
six {6) months beginning respectively on April 1 and QOctober 1. By March 1 and September
1, respectively, RINs will indicate their first, second and third choices. The affiliate will
schedule vacations based on seniority preference and notify RNs in writing of their
approved vacation time no later than ten (10) calendar days prior to April 1 and October 1
respectively. When two (2) weeks’ notice is given, vacation periods may be exchanged or
changed by RINs when time is available on the posted schedule.

At the JTDC, by January 1 of each year, RNs will submit their requests, indicating first,
second and third choices. The affiliate will schedule vacations based on seniority
preference and notify RINs in writing of their approved vacation time by January 31. When
two (2) weeks’ notice is given, vacation period may be exchanged or changed by RNs when
time is available on the posted schedule.

At the CCDPH, 20% of the Field FTEs and 20% of the Clinic FTEs meay be off on vacation
from each District at one time, but a minimum of one Field RN and one Clinic RN.
Requests for additional Field ¥FTEs and Clinic FTEs for vacation days off will be
considered on a case-by-case basis and will not be unreasonably denied.

Emergency requests will be considered by the supervisor and granted when at all possible.
RNs who begin work on a unit or area after March 1 or September 1 will have no seniority
preference for that scheduling period.

Other written vacafion requests may be made at any time for any amount of vacation time
an RN has accumulated. These requests will be approved or denied in writing on a first
come basis, consistent with the number of RNs who are permitted to be on vacation at one
time and with the availability of staff for the unit or ward. Approval or denial will be given
to the RN in writing within five (5) days afier the request is made.

A denial may be grieved thru the grievance procedure starting at Step 2. The Step 2 meeting
and answer must be within 5 days of receipt of the grievance. If denied the grievance may
be submitted to Step 3 where it will be heard and answered within 15 days of receipt of the
grievance.
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E. Whenever possible vacation accruals will be held to five (5) weeks of accumulation.
Supervisors may encourage RNs to schedule their vacation time in excess of this 5 weeks,
but may not compel RNs to take vacation time without their approval.

Section 7.6  Day Before and After Vacations:

Any employee who fails to report for duty on the last scheduled day before vacation and/or the
first scheduled day after vacation must provide verifiable proof of illness, injury or personal
emergency in order to receive payment for the extended absence.

ARTICLE VI
‘Welfare Benefits

Section 8.1 Hospitalization Insurance:

A, The County agrees to maintain the current level of employec and dependent health benefits
that are set forth in Appendix C as revised by this Agreement and specifically described in
Appendix C.

D. Employees will pay, in the aggregate, the following percentages of their base pay for their

Hospitalization Insurance:

HMO 12/1/20 12121 1201022

12/1/23

Employee Only 1.50% 1.50%  L75% 2.25%
Employee + Spouse 2.00% 2.00% 2.5% 3.25%
Employee + Child(ren) 1.75% 1.75% 2.25% 2.75%
Fmployee + Family 2.25% 2.25% 3.0% 4.0%
PPO , 12/120 ©12/121 12/1/22

12/1/23

Employee only 2.50% 2.50% 2.75% 3.25%
Employee + Spouse 3.00% 3.00% 3.5% 4.25%
Employee + Child(ren) 2.75% 2.75% 3.25% 3.75%
Employee + Family 3.25% 3.25% 4.0% 5.0%
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Section 8.2  Sick Pay:

RNs shall accumulate credit for sick leave at the rate of one (1) day a month for each month of
service during which the RN is in a pay status for at least fifteen (15) calendar days. Sick leave
may be accumulated to a maximum of one hundred fifty (150) working days. Up to the RNs
accumulated sick leave credits, an RN prevented from working because of his/her illness or injury
(other than occupational illness or injury) or illness in histher immediate family, as defined in
Section 9.1 of Article IX of this Agreement, shall be entitled to receive sick pay for each day the
RN otherwise would have worked. Where possible, the health affiliate will reassign RNs working
in aréas requiring nose, throat and stool cultures who are restricted from working in such arcas,
and sick leave as provided herein above may be used only when such RNs are not assigned to
another area by the health affiliate. Sick leave is not to be used by RINs as vacations or to take time
off with pay. Male and Female RNs will be allowed to use sick leave for paternity and maternity
leave.

Section 8.3  Disability Benefits:

RNs incwting any occupational illness or injury will be covered by Worker’s Compensation
insurance benefits. RNs injured or sustaining occupational disease on duty, who are off work as
result thereof shall be paid Total Temporary Disability Benefits pursuant to the Workers
Compensation Act. Duty Disability and ordinary disability benefits also will be paid to RNs who
are participants in the County Employee Pension Plan. Duty disability benefits are paid to the RN
by the Retirement Board when the RN is disabled while performing work duties. Benefits amount
to seventy-five percent (75%) of the RNs salary at the time of injury, and begin the day after the
date the salary stops. Ordinary disability occurs when a person becomes disabled due to any cause,
other than injury on the job. An eligible RN who has applied for such disability compensation will
be entitled to receive, on the thirty-first (31st) day following disability, fifty percent (50%}) of
salaxy, less an amount equal to the sum deducted for all annuity purposes.

The first thirty (30) consecutive days of ordinary disability are compensated for only by the use of
any accumulated sick pay and/or vacation pay credits unless the RN and the County otherwise
agree. The RN will not be required to use sick time and/or vacation time for any day of duty
disability. All of the provisions of this Section are subject to change in conjunction with changes
in State laws. :
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Section 8.4 Life Insurance:

All employees shall be provided with life insurance in an amount equal to the employee’s annual
salary (rounded to the next $1,000), at no cost to the employee, with the option to purchase
additional insurance up to a maximum of the employee’s annual salary. No life insurance shall be
offered through the County’s HMO plans.

Section 8.5 Pension‘ Plan:

Pension benefits for employees covered by this Agreement shall be as mandated under 40 TLCS
5/101-1 et seq.

Section 8.6  Dental Plan:

All employees shall be eligible to participate in the dental plan as set forth in Appendix C as revised
by this Agreement and specifically described in Appendix C. No dental coverage shall be offered
through the County’s HMO plans.

Section 8.7  Yision Plan:

All employees shall be eligible to participate, at no cost to. them, in the vision plan as set forth in
Appendix C as revised by this Agreement and specifically described in Appendix C. No vision
coverage shall be offered through the County’s HMO plans.

Section 8.8 Hosg'tal_izaﬁon - New Hires:

All new cmployees covered by this Agreement shall be required to earoll in the County HMO plan
of their choosing, such enrollment to be effective from the date of hire through the expiration of
the first fill health plan year following such date of hire.

Section 8.9  Flexible Benefits Plan:

All employees shall be eligible to participate, at no cost to them, in a flexible benefits plan to be
established by the County. Such plan shall include segregated IRS accounis for child care and
medical expenses.

Section 8.10 Urion and County Meetings Regarding Health Care:

For the purpose of maintaining communications and cooperation between labor and management
respecting health care coverage for all County employees, each Local Union, the County and
members of bargaining units not covered by this Agreement shall meet quarterly through
designated representatives. Each Local Union shall designate not more than one (1) representative
to the Health Care/Management Committee. The County, through its Office of Risk Management,
shall prepare and submit an agenda to the other parties at least one (1) week prior o the scheduled
meeting, which agenda shall address, among other things, issues raised by each Local Union fo the
Office of Risk Management. The date and location for such mestings shall be established by the
Office of Risk Management, taking into account the scheduling concerns of all County bargaining
units.
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ARTICLE IX
Additional Benefits

Section 9.1 Bereavement Pay:

In the event of death in the immediate family or household of an RN, he/she will be granted time
off without loss of pay on any of the days which the RN would have worked during the three (3)
day period between the date of death and date of burial, or after the date of notice of death if it
occurs outside the United States or Canada. An RN who has not completed the probationary period
shall not be entitled to any such pay. The immediate family shall include any of the following
persons: parents, husband/wife, child (including step-children and foster children), brothers,
sisters, grandchildren, grandparents, spouse’s parents or such persons who have reared the nurse.

Ifa RNs vacation is interrupted by a death in the immediate family, emergency leave as described
herein shall be allowed, and such days will not be counted as vacation. In cases of bereavement
pay, proof of death may be required in the form of a statement from the funeral home, or equivalent.

Where the death of a covered family member occurs and the funeral is to be held one-mdred fifty
(150) miles or more from the County Building, located at 118 N. Clark Street, Chicago, IL, the
RN may be entitied to take a maximum of five (5) days’ pay to attend the funeral.

The Employee shall have to submit one of the following as proof te the Employer for the leave to
be paid: letter from the Funeral Home Director, Obituary, or a Certificate of Death.

Section 9.2 Jury Make-Up Pav:

An RN who is summoned for jury duty, which includes required reporting for jury when
summoned, whether or not the RN is used as a juror, shall be granted a leave of absence with pay
(at regular straight time earnings including shift differential, if applicable) during the term of such
absence. In order to receive such pay, the employee first must submit his/her jury duty pay, if any,
with the Cashier for the days such RN would otherwise bave been scheduled to work. The RN
shall notify his/her supervisor promptly upon receipt of the jury summons.

Night shift nurses shall be excused from work with pay on the night immediately preceding and
immediately following service-on jury duty. In the event a night shift nurse is scheduled to work
both the night immediately preceding and immediately following jury duty, the nurse will receive
pay for one missed shift and may reschedule or take benefit time for the other missed shift. In any
case, all nurses shall have at least eight (8) hours rest between any court date and any shift.

Section 9.3  Work Related Court Appearances & Subpoenas:

Subpoenas shall be delivered to the identified nurse personally as soon as practicable by the
affiliate.

Nurses shall be compensated for all costs associated with appearing and any work time lost as a

result of being subpoenaed to testify regarding matters arising during the course of caring for
County patients, except if the RN is a plaintiff, charging party, or complainant in the litigation, or
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otherwise a party adverse to the County.) Night shifi nurses shall be excused from work with pay
on the niight immediately preceding or immediately following court appsarances related to County
patients. In any case, all nurses shall have at least eight hours rest between any court date and any
shift. In order to receive such pay, the employee must submit hisher subpoena fee, if any; with
the Cashier for the days such RN would otherwise be scheduled to work.

ARTICLE X
Leaves of Absence

Section 10.1 Regular L.eave:

A. An RN may be granted a leave of absence without pay by the Department Head, with the
written approval of the affiliste’s Chief Nursing Officer or designes. Such leave shall be
intended to take carc of emergency situations and shall be limited to one (1) month for every
full year of contimuous employment by the County and/or Céok County Health Facilities, not
to exceed one (1) year, except for military service. A leave of absence may be extended by the
Department Head, with the writien approval of the affiliate’s Chief Operating Officer or
designee; however, any extensions cannot exceed the eligibility requirements as stated
previously in this Section. An RN desiring a leave of absence shall make written application
to histher immediate supervisor, who will then refer the application to the Department Head.
If approved by the Department Head, the application will then be forwarded to the affiliate’s
Chief Operating officer or designee for consideration. The application shall include the purpose
for the leave of absence and the dates of which the leave is requested. An RN granted leave of
absence shall be eligible when such leave expires, to receive the salary and the same or
comparable position at the time the leave was granied.

Absence from County service on leave without pay for petiods in excess of thirty (30) calendar
days, all suspensions, time after layoffs for more than thirty (30) calendar days but less than
one (1) year, and all absences without leave shall be deducted in computing total continuous
service and will effect a change in anniversary date.

Section 10.2 Sick Leave:

RN absent or expecting to be absent from work due to their illness for any period of intended
absence beyond the RNs use of any accumulated vacation days, sick days or compensatory days,
are required to request a leave of absence. Applications for sick leaves, or any extensions thereof,
shall be handled in the manner specified in Section 10.1 of this Article, and shall not be denied for
periods of bona fide disability. RNs shall be granted matemity or paternity leaves of absence to
cover periods of pregnancy and post-partum child care. The length of such leave, in general, shall
not exceed six (6) months, but may be renewed by the Depariment Head.

Seciion 10.3 Seniority on Leave:

An RN on an approved leave of absence shall retain seniority, but shall not accrue pension benefits
during such period (except as may be otherwise provided in the County’s pension plan). An RN
returning from a leave of absence under Section 10.1 or 10.2 of this Axticle will be entitled to
return to work, placed in his/her prior classification and returned to a comparable or the same job
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held by him/her prior to commencing such leave; and if a vacancy exists in the same department,
divisjon or level of care in which the RN worked priof to commencing such leave, he/she shall be
returhed thereto. ' '

An RN returning from an educational leave under Section 10.9 of this Article shall be returned to
the classification and job in accordance with the terms of such leave.

Section 10.4 Retention of Benefits:

An RN will not earn sick pay or vacation credifs while on leave of absence, except when absent
from work because of an occupational illness or injury. An RN on a leave of absence will be
required to pay the cost of the insurance benefits provided in Article VIII in order to keep these
benefits in full force and effect during the period of leave. Arrangements for payments of such
costs through normal deductions or otherwise must be made with the affiliate’s Payroll Office prior
to departure on the leave. For the fajlure to make such arrangements the County may cancel
insurance benefits which will be reinstated upon the RNs raturn to work, subject to such waiting
period and other rules and regulations as may be applicable to the insurance plan.

Section 10.5 Family and Medical Leave:

Under the Family and Medical Leave Act of 1993, an eligible RN may take approved unpaid family
and medical leave of up to twelve (12) weeks per rolling twelve (12) month period. An eligible
RN is one who has been employed by the County for at least twelve (12) months and who has
worked at least 1250 hours during the twelve roonth period preceding leave commencement.

The circumstances under which an approved leave may be taken are as follows:
A, Upon the birth of the RNs child; |
B. Upon the placement of a child with the RN for adoption or foster care;

C. ‘When the RN is needed to care for a child, spouse, parent, or parent-in-law who has a
serious health condition; or

D. ‘When the RN is unable to perform the functions of her position because of a serious health
condifion.

A serious health condition is any illness, injury, impairment or physical or mental condition that
requires inpatient care or continuing treatment by a health care provider.

1. Ifan RN has accrued paid sick, personal, paternity, or maternity leave which applies
to the reason for the desired leave, such leave must be exhausted before the County
will grant unpaid leave under this provision. An RN may, but need not take vacation
as part of an FML. Any paid benefit time taken as part of an FML will not count as
hours worked for the purposes of overtime calculation. Any such use of that leave
or of unpaid matérnity or paternity leave also shall be considered family and
medical leave and will be deducted from the twelve (12)-week total available under
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this section and the Family and Medical Leave Act. However, nothing contained in
this section diminishes those other leaves.

2. ‘When the need for leave is foreseeable, such as the birtk or adoption of a child, or
planned medical treatment, the RN must provide notice in writing at least thirty
(30) days prior to the start of the leave or, if these events require leave to begin in
less than thirty (30) days, of if the need for the leave is not foreseeable, as soon as
practicable. _

3. The County may require medical certification to support a claim for leave for the
RNs own serious health condition or to care for a seriously ill child, spouse or
parent. For the RNs own medical leave, such certification must include a statement
that the RN is unable to perform one or more essential functions of his/her position.

For leave to care for a seriously ill c¢hild, spouse or parent, such certification must
include an estimate of the amount of time the RN is needed to provide care. At its
discretion, but no more frequently than every 45 days, the County may require a
second medical ‘opinion and periodic recertifications at its own expense and
according to US Department of Labor Rules and Regulations. If the first and second
opinions differ, the County, at its own expense, may require the binding opinion of
a third health care provider, approved jointly by the County and the RN.

4, If certified medically necessary for a serious health condition, leave may be taken
on an intermittent or reduced leave schedule. If leave is requested on such a basis,
however, the County may require the RN to transfer temporarily to an alternative
position at the same rate of pay and with the same benefits.

5. Any RN who is granted an approved leave of absence under this provision may
maintain group health insurance coverage by paying to the County before the end
of the month his/her applicable contribution fo the cost of the next month’s
insurance coverage. If the RN maintains such coverage, the County will continue
during the leave period to make any contributions it would otherwise make pursuant
to other provisions of this Agreement. If the RN elects not to refurn to work upon
completion of an unpaid Ieave, the County may recover from the RN the cost of
such payments made by the County, unless the RNs failure to return is for reasons
beyond his/ber control.

0. If the RN’s spouse alsc works for the County, they may both take this family leave
in connection with the birth or adoption of a child, but such leave shall be limited
to a combined total of 12 weeks, which may be taken concurrently or consecutively.

Section 10.6 Professional Conventions, Meetings or Workshops:

A. Whenever the County elects to send RNs as representatives to professional mestings,
workshops or conventions, special time off without loss of pay will be granted, and the County
will pay their expenses in accordance with its rules and regulations governing such expenses
for all employees. Subject to approval of the County, RNs will be allowed time off each year,
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without loss of salary, for attendance at professional conventions and meetings of allied health
and educational groups. Other special time off, with or without loss of pay, may be granted to
any RN to attend appropriate meefings, workshops or conventions at the discretion of the
County, which will determine if any of the expenses of the meeting will be paid by the County.
It is the County’s policy to encourage professional employees to enhance their professional
competence through attendance at professional meetings, conventions and workshops, and
funds are budgeted to allow employees to attend such meetings without loss of pay. Eithier the
County or the NNOC may post notices on bulletin boards about such meetings, and RNs should

request paid leave thereof as far in advance as possible. Such requests shall be in writing, and

the County shall respond in writing within ten (10) calendar days thereafter as to time off.
When more RNs make such requests than the County is willing to approve, RNs will be
selected to attend such meetings, conventions and workshops on the basis of 1) the interest of
the RN and potential value fo the County, 2) the functional role of the RN in the mesting, and
3) the concept of equal opportunity for self-improvement. The County may disapprove requests
because it concludes that 1) a particular meeting lacks significant value, 2) RNs have used a
disproportionate share of funds budgeted for this purposs, 3) it is impracticable to arrange for
the RN to be absent from his/her regular assignment, or 4) the nature of the program only
merits a limited attendance.

'B. Each RN shall be entitled to attend at least two (2) one-day educational sessions, or one (1)
educational session in excess of one (1) day in each calendar year under the terms of this
section, with necessary expenses reimbursed by the County, in accordance with County Travel
Expense Regulations. Such attendance must be approved by the Department Head and the
County.

C. Advanced Practice Nurses shall be entitled to attend at least four (4) one-day educational
sessions in each calendar year under the terms of this Section, with necessary expenses
reimbursed by the County in accordance with County Travel Expense Regulations. Such
attendance must be approved by the Department Head and the County.

Section 10,7 Military Leave:

An eligible employes who requires leave from employment for purposes of military service shall
be entitled to compensation, benefits, restoration tights, and other guarantees provided by
applicable federal or state statute or Cook County Ordinance or Resolution.

Section 10.8 NNOC Leave:

RN who are elected or appointed to full-time positions with the NNOC shall be granted leaves of
absence without pay not to exceed ons (1) year. Upon application within such year, such lcave
may be extended by mutual agreement of the NNOC and the County, or the RN shall be returned
to work in accordance with Section 10.3 of this Article.
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Section 10.9 Educational Leave:

The County may grant RINs a leave of absence for the time necessary to complete a degree in
mursing or a nursing related academic degree. Upon retusn the RN will be classified in the position
and grade appropriate for the assignment and qualifications.

Pursuant to Section 3.2 (E) of this Agreement, reQuests for time off or schedule flexibility -

on specified days of work will not be unreasonably denied. The parties further agree that,
in the case of requests for days off to attend educational courses, the County may not be
able to grant every RN’s request for such leave. However, to help ensure a greater
likelihood that both the RNs’ educational needs and the County’s operations needs can be
met, the parties agree to the following procedure for granting days off or schedule
flexibility to attend courses:

1. RNs will submit requests to his/her Department Head or designee to attend classes sixty
(60) days prior to the start date of the class.

2. If, based on the operational needs of the Department, the County is able to grant the RN’s
request for schedule flexibility or days off for the desired courss based on the schedule
presented; the RN may register for the course. Department Heads or designees will not
unreasonably deny such requests. ‘

3. If, based on the operational needs of the Department, the County is unable to grant the
requests for schedule flexibility or days off to attend the desired course; the schedule

flexibility or time off will not be approved for that course. In this instance, the Department

Head or designee and RN may discuss alternate courses or course schedules that can be
accommodated. If agreement on an alternate course or course schedule is reached, the
County will approve the schedule flexibility or time off request and the RN may register
for the alternate course.

4, Tfaconflict still exists and the Department Head or designee cannot grant all RNs’ requests,
requests will be granted based on seniority, with the most senior nurse(s) requests being
granted.

5. Department Heads or designee will respond to all requests for schedule flexibility or days
off for educational classes no later than thirty (30) days prior to the start of the course.

6. This provision applies only to requests for schedule flexibility or days offrelating to quarter
or semester-long coursework and is not intended to govern requests for one day seminars
or schedule flexibility for other reasons.

Section 10.19 Volunteer Leave:
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A non-probationary RN may be granted a Volunteer Leave of absence without pay by the
Department Head, with the written approval of the Chief Nursing Officer. The purpose of a
Volunteer Leave is to allow an RN to volunteer their time to aid in the response to a natural disaster.
An RN wishing to apply for a Volunteer Leave must make a written request to their Department
Manager explaining the reason for the leave and the proposed dates of the leave. A volunteer leave
may be no longer than thirty (30) days in length and an RN is only eligible for one Volunteer Leave
per fiscal year. Although the leave is unpaid; the RN may use their vacation or banked bholiday
time while on leave. The Chjef Nursing Officer has sole discretion on whether to approve suck
leave requests. No more than one (1) RN per cluster or two (2) RNs total may be out on volunteer
leave at any given time.

ARTICLE XI
Grievance Procedure ©.

Sectiom 11.1 The Grievance Procedure:

The parties shall use the following procedure in an effort to resolve any grievances which may
arise during the term of the Agreement. Tt is the intention of both parties to discuss and resolve
disputes informally and attempt to settle them at the lowest level possible.

Section 11.2 Policy:

This policy shall apply to all employees without discrimination as fo age, marital status, race,
creed, color, national origin, gender, sexual orientation, disability or political affiliation, All
employees have a right to file grievance and shall be assured freedom from coercion, restraint, or
reprisal

Section 11.3 Definitions:
The following definitions apply in this Article:

A Grievance -- a dispute concerning the interpretation or application of, or compliance with,
any provision of this Agreement. The grievance must be in writing, and should contain a
statement of the facts, the contract provision(s) alleged to be violated and the remedy
requested. Any omission on the original grievance will be corrected by the NNOC
representative before or during the Step 1 discussion. However, such oraissions will not
delay the grievance process.

B. Days -- means calendar days. Whenever a time period is specified, the day of the event or
action which commences this period shall not be included in calculating the length of the
period. If the last day for acting or responding is a Saturday, Sunday or Bureau Holiday,
the period shall be extended to the nexti day which is not a Saturday, Sunday or Bureau
Holiday.

A dispute between an employee {or his’her covered dependent) and the processor of health
insurance claims shall not be subject to the grievance procedure provided for in this Agreemeni.
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Employees shall continue to be afforded an opportunity to present appeals of such health insurance
disputes in person, and may have union representation at such proceedings.

Section 11.4 Representation:

Only the aggrieved employee(s) and/or representatives of the NNOC may present grievances. RNs
may take up gtievances through steps one to three either on their own and individually or with
representation by the NNOC. If an RN takes up a grievance without NNOC representation, any
resolution of the grievance shall be consistent with this Agreement and the NNOC representative
shall have the right to be present at such resolution. A grievance relating to all or a substantial
number of RNs or to its own interests or rights Wﬂh the County may be initiated at Step 2 by an
NNOC representative.

A grievance relating to a suspension or discharge may be initiated at Step 3. When a grievance is
advanced to Step 3, a copy of the submission shall be sent to the Affiliate’s Director of Human
Resources.

Section 11.5 Grievance Procedure Steps:

A, The County will notify NNOC in writing, which may include electronic mail, at least
monthly of all grievances filed at the Affiliate. When a formal grievance is filed, the County
will assign the grievance a number at the Affiliate’s Human Resources Department.

B. The steps and time limits as provided in the County’s Grievance Procedure as applicable
to RNs are as follows:

Submission Time To Whoin Time Limits
Step Limit This Step Submitted ‘Meeting Response
(calendar days)
1 30 days Immediate Supervisor 10 days 10 days
2 10 days Hospital Director/ 10 days 10 days
Designee

3 20 days Chief of Human 30 days 30 days
Resources/Designee with
authority to resolve matter

4 30 days Impartial Third Party 30 days 30 days

When a grievance is advanced to Step 3, a copy of the submission shall be sent to the Affiliate’s
Director of Human Resources.
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Section 11.6 Time Limits:

The initial time limit for presenting a grievance shall be thirty (30) days, unless the grievance
" relates to an error in pay for which the time limit shall be six (6) months. If no meeting is held at
Step 1, then the Step 1 response is due within 10 days from submission of the grievance to the
immediate supervisor. Time limits may be extended by mutual agreement in writing between the
-employee and/or the Association and the County. The County will give priority status to third step
meetings and responses involving RN terminations.

Section 11.7 JImpartial Arbitration:
A. Regular Arbitration

The NNOC may within thirty (30) days after receipt of the Step 3 answer submit in writing to the
County notice that the grievance is to enter impartial arbitration. The Union and the County shall
meet within 30 days afier the effective date of this agreement for the purpose of selecting a
permanent panel of 7 arbitrators, Arbitrators will be selected to hear and decide grievances arising
under this agreement on a rotating basis. Either party shall have the authority to strike an arbitrator
from the permanent panel at any time. The struck arbitrator will proceed on the cases then-currenily

assigned, but will not receive any new case assignments. In the event that an arbitrator is struck

from the panel, the parties shall meet as soon as possible to choose a mutually agreed upon
replacement. Nothing herein shall prevent the parties, by mutual agreement, from selecting an
arbitrator from outside the panel. The NNOC and the County will make arrangements with the
Arbitrator to hear and decide the grievance without unreasonable delay. The decision of the
Arbitrator shall be binding. '

Expenses for the Arbitrator’s services and the expenses which are common to both parties to the
arbitration shall be borne equally by the County and the NNOC. Each party to an arbitration
proceeding shall be responsible for compensating its own representatives and witnesses.

The Arbitrator, in his/her opinion, shall not amend; modify, nullify, ignore or add to the provisions
of this Agreement. The issue or issues to be decided will be limited to those presented to the
Artbitrator in writing by the County and the NNOC. His/her decision must be based solely upon
his interpretation of the meaning or application of the express relevant language of the Agreement.

B. Expedited Arbitration

1. The parties agree to use an expedited arbitration system for select: simple
grievances, in lieu of Steps 3 or Regular Arbitration.

2. No grievance will proceed to Expedited Arbitration without agreement of both
parties. The Union must notify the County that it wishes to proceed to Expedited
Arbitration by no later than ten days after the Couaty’s response at Step 2 of the
grievance procedure. As part of said notice, the Union must submit any request for
documents or information relating to the grievance.
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For such expedited arbitrations only, for a period of 180 days after expiration of the
coniract, the parties will choose an arbitrator based on the following process;

Within ten (10) days afier the parties agree to expedited arbitration, the parties shall
request a panel of arbitrators from the Federal Mediation and Conciliation Service.
The parties shall attempt to mutually agree on the selection of one arbitrator from
this panel. If they cannot agree on the selection of an arbitrator from the panel, or
a maximum of two (2) additional panels, either party may request the Federal
Mediation and Conciliation Service to designate an arbitrator. The decision of the
arbitrator so chosen by the parties or designated by the Service shall bé binding and
final on both parties. The parties shall share equally in the fees and expenses ofthe
arbitrator. Upon expiration of the aforementioned 180 day period, either party may
propose an alternative system for choosing arbitrators for expedited arbitrations
only, and, in that event, the parties shall meet within 30 days to negotiate said new
system.

Since this is an expedited procedure, requests for information will be narrowly
tailored to the specific issue to be addressed at the Expedited Arbitration hearing.
Specifically, all document requests shall (1) be limited to documents that are
direcily relevant to the matters in dispute or to its outcome; (2) be reasonably
restricted in terms of time frame, subject matier and persons or entities to which the
requests pertain; and (3) not include broad phraseology such as "all documents
directly or indirectly related fo." Bach side shall be limited to five total document
request items, including subparts.

The parties will exchange documents at least ten days prior to the Expedited
Arbitration hearing, and the parties are limited to submitting into evidence (or
otherwise disclosing at the hearing) only those documents that have been
exchanged in accordance with this paragraph.

Once the parties have agreed to Expedited Arbitration, the parties shall arrange a
place and date to conduct the hearing within a period of not more than sixty (60)
days from the date the parties agreed to submit the grievance at issue to Expedited
Arbitration. Nothing herein precludes multiple cases being heard on the same day
before the same arbitrator. Arbifrators from the pool shall be assigned on a
rotational basis.

Either party may strike an arbitrator from the pool at any time. Any cases which
have already been assigned to that arbitrator will be heard by that arbitrator, but no
further cases will be assigned. The parties will meet within thirty (30) days to
appoint a replacement arbitrator to the pancl.

The hearing shall be conducted in accordance with the following:

a. the hearing shall be informal but in accordance with the procedures and
rules of decorum set by the arbitrator;
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b. number of witnesses is limited to five per side, not including the grievant;
c. 0o briefs shall be filed or transcripts made;

d. there shall be no formal rules of evidence;

e. the hearing shall normally be completed within one day;

f. the parties shall split the arbitratoi"s co;v,t;

g the arbitrator may issue a bench decision at the hearing but in any event
shall render 2 written decision within two (2) working days after conclusion
of ‘the hearing. Such decision shall be based on the evidence before the
arbitrator and shall be final and binding, except it shall be considered non-
citable, non-referable, and non-precedent setting;

h a failure to attend a scheduled hearing will result in the default of the party
that failed to attend; and '

i all notices required herein and responses to requests for information may be
via g-mail.

Section 11.8 NNOC and County Renresenfaﬁv&s and Arrangements for Processing

A,

Grievances:

NNOC and County Representatives:

The NNOC will advise the County in writing of the names of its officers, NNOC Grievance
Committee persons and non-employee representatives, and shall notify the County
promptly of any change. These represcntatives will be permitted to take necessary time
away from work to investigate and confer about grievances provided that in each instance
arrangements are made with the supervisor.

NNOC Activities:

The County agrees that, to the extent grievance meetings are held during RNs normal
working hours, those RNs who are permitted to attend such meetings under the grievance
procedure may do so without loss of pay. The County also agrees that during normal
working hours NNOC officers and members of its Grievance Committee may transmit to
the County wriiten communications of the NNOC, and deliver to the Hospital
Director/Designes materials for posting under Section 13.4 of Article XIIT. RNs also may
solicit NNOC membership on the County’s premises, but not during working hours. No
type of NNOC activity is to inerfere with job performance and responsibility.

The County’s equipment and supplies are not to be used by the NNOC, except that the
County will consider NNOC requests for use of its facilities in holding NNOC meetings.
Consent for vse of a meeting room for an NNOC meeting will not be unreasonably
withheld.
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C. Non-Employee Representatives:

Duly awthorized representatives of the NNOC will be permitted at reasonable times to enter
the Hospitals for purposes of handiing grievances, conferring with County personnel and
NNOC officers or Grievance Committee persons, or observing conditions under which
RNs are working. '

These are identified to the Hospital Director/Designee to enter the Hospital and conduct
their business so as not fo interfere with the operation of the Flospital. The NNOC will not
abuse this privilege, and such right shall at all-time be Sub_;ect to general Hospital and
medical office rules applicable to non-employees.

Section 11.9 Grievance Meetings: _

At each step of the grievance procedure, the appropriate County representative shall meet in
accordance with the time Jimits. The primary purpose of the meetings shall be to attempt to resolve
the grievance. The Employer representative shall be willing, and shall have the authority needed
to engage in meaningful discussion for the purpose of resolving the grievance. There shall be no
tape recording of any grievance meetings. When the meeting does not result in a resolution of the
grievance, the Employer representative shall respond to the Union, in writing, within the time
Iimits provided herein.

Step 3 shall consist of a meeting that is held at least once every thirty (30) days on a prescheduled
basis. The parties shall consult with each other at least ten (10) days in advance as to the order of
the grievances to be discussed. If the volume of grievances requires additional meetings, additional
dates will be agreed upon.

In addition, the County shall provide the NNOC with Quarterly Status Reports concerning all
grievances on file and shall agree to mest with the appropriate NNOC representative to resolve
any delays. Grievances involving loss of pay for RNs will be given the highest priority.

Section 11.10 Qpportunity to Resign:

At any time prior to the announcement of findings and decision, with the express consent of the
employee and the approval of the Hospital Director or designee, or the County Department Head
or designee in the case of other offices who filed the charges, the third step hearing officer may
accept the employes’s resignation in lieu of discharge or suspension.

ARTICLE X1I
Continuity of Operatien

Section 12.1 No Strike:

The NINOC will not cause or permit its members to cause, and will not sanction in any way, any
work stoppage, strike, picketing or slowdown of any kind or for any reason, or the honoring of any
picket line at the Facilities, or other curtailment, restriction ot interference with any of the County’s
finctions or operations; and no RN will participate in any such activities during the term of this
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Agreement or any extension thereof. This clause shall be so interpreted as to avoid any violations
of the rights of the NNOC or any member thereof under the First Amendment of the Constitution
of the United States, in activities unrelated to and not affecting the provisions of this Agreement.

Section 12.2 NNOC Responsibility:

Should any activity prescribed in Section 12.1 of this Article ocenr, which the NNOC has or has
not sanctioned, the NNOC shall immediately:

(a)  Publicly disavow such action by the employees or other persons invelved;

(b)  Advise the County in writing that such action has not been caused or
sanctioned by the NNOC:;

(c)  Notify the RINs stating that it disapproves of such action instructing all RNs
to cease such action and return to work immediately;

(d) Take such other steps as are reasonably appropriate to bring about
observance of the provisions' of this Article, including compliance with
reasonable requests of the County to accomplish this end.

Section 12.3 Discharge of Violators:

: A
The County shall have the right to discharge or otherwise discipline any or all RNs who violate

any of the provisicns of this Article. In such event, the RN, or the NNOC in his/her behalf, shall
have no recourse to the grievance procedurs, except for the sole purpose of determining whether
an RN participated in the action prohibited by this Article. If it is determined that an RN did so
participate, the disciplinary action taken by the County may not be disturbed.

Section 12.4 No Lock-QOut:

The County agrecs that it will not lock out its RNs during the term of this Agreement or any
extenision thereof.

Section 12.5 Reservation of Rights:

In the event of any violation of this Ariicle by the NNOC or the County, the offended party may
pursue any legal or equitable remedy otherwise available, and it will not be a condition precedent
to the pursnit of any judicial remedy that any grievance procedures be first exhausted.

ARTICLE XIIT
Additional Provisions

Sectien 13.1 No BDiscrimination:

A The County and the NNOC agree that both will strive to ensure that management and
employses communicate with each other with courtesy and respect and shall attempt to
resolve any issues that may arise in a calm, truthful, and courteous manner.
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B. The County and the NNOC agree that neither shall discriminate against any RIN by reason
of race, color, religion, national origin, political belief, age, sex, disability, pregnancy or
pregnancy related conditions, veteran status, genetic information, sexual orientation,
gender identity, marital status or activity on behalf of the NNOC.

C. It is the policy of the County of Cook that applicants for employment are recruited,
selected, and hired on the basis of individual merit and ability with respect to positions
being filled and potential for promotions or transfer which may be expected to develop,
Applicants are to be recruited, selected, and hired without discrimination becanse of race,
color, creed, religion, sex, age, disability, pregnancy or pregnancy related conditions,
veteran status, genetic information, sexual orientation, gender identify, marital status, or
national origin. Furthermore, personnel procedures and practices with regard to training,

promotion, transfer, compensation, demotion, layoff, or termination are to be administered -

with due regard fo job performance, experience, and qualifications, but without
diserimination because of race, color, creed, religion, sex, age, disability, pregnancy or
pregnancy related conditions, veteran status, genetic information, sexual orientation,
gender identity, marital status, or national origin.

Section 13.2 Daoctor’s Statement:

A An RN who has been off duty for five (5) consecutive days or more for any health reason
will be required to provide a doctor’s statement as proof of illness, and may be required to
undergo examination by the affiliate’s or County’s physician before returning to work.

B. For health related absences of less than five (5) consecutive days, a doctor’s statement or
proof of illness will not be required except in individual instances where the affiliate has
sufficient reason to suspect that the individual did not have a valid health reason for the

* absence, in which case an employee shall submit the requested documentation to Employee
Hezlth Services. If indicated by the nature of a health related absence, examination by an
affiliate physician may be required to make sure that the RN is physically fit for refuimn to
work. :

Section 13.3 Voluntarv Workers:

Voluntary organizations and workers perform services in the health facilities that are a valuable
and necessary contribution to the welfare of patients and o the operation of the facilities. Also, the
health facilities engage in education and research which involve persons performing tasks and
being taught to perform tasks which are similar or identical to work of RNs of the health facilities.
The health facilities shall continue to have the right to avail themselves of any and all such
voluntary services, and to engage in such educational and research activities. Further, CCDPH
engages in collaborative activities with local health and community service providers who employ
registered nurses and which are fundamental to the practice of public health.

In the event of an unexpected, temporary increase in RN staffing needs which could not have been
foreseen by CCDPH, additional work hours would be offered to CCDPH bargaining unit nurses.
If more work is needed than bargaining unit nurses are willing to work, RNs in the commumnity
may be recruited fo voluntser to practice professional nursing to meet this temporary need.
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Volunteers will not practice professional nursing as limited by law to licensed registered nurses or
licensed practical nurses respectively except as provided above for CCDPH.

Section 13.4 Posting & Bulletin Boards:

All coramunications between the CCHHS and the NNOC will be transmitted electronically via
email. The County also will make bulletin board space available for the use of the NNOC. At
Stroger Hospital such bulletin board space shall be in patient areas of the departments or divisions,
and at all time-clocks used by nursing personnel, and at Oak Forest Health Center the bulletin
board space shall be outside the nursing office and at places utilized for posting employee job
opportunities; at Cermak, the bulletin board space shall be near the major time clock and at the
staff stations in units 4, 10 and 11; at YTDC such bulletin board space shall be in the nursing station
room; at Provident, such bulletin board space shall be in the locker rooms; at the CORE Center,
postings will be placed on the employee information bulletin board outside the all-staff mailroom;
and thronghout ACHN and CCDPH bulletin board space shall be made available in the general
work area outside of patient care areas. The NNOC will be permitted to post on these bulleiin
boards notices of a non-controversial nature, but only after submitting them to the affiliate’s
designee for approval. There shall be no posting by RNs of notices or other kinds of literature on
the County’s property other than herein provided.

No distributions by RNs shall be made during their working hours, not including rest periods and
Iunch periods. The health facilities® supplies or equipment are not to be used for any NNOC
publication or announcements; however, the facilities will permit the NNOC to use their audio-
visual equipment for educational programs of the NNOC held on the premises of the health
facilities, provided the scheduling of its use is consistent with other needs of the facilities.

Section 13.5 Partial Invalidity:

In the event any of the provisions of this Agreement shall be or become invalid or unenforceable
by reason of any Federal or State law now existing or hereinafier enacted, such invalidity or
unenforceability shall not affect the remainder of the provisions hereof.

Section 13.6 Tuition Reimbursement and Certification:

A. Subject to the conditions set forth in this paragraph, the County will reimburse RNs for one
hundred percent (100%) of the cost of tuition and mandatory fees for up to three (3)
approved educational courses per session. For any request for reimbursement made June
1, 2017 or thereafter, if an RN ceases employment with the County for any reason other
than layoff, termination for cause, less than two years aftér the completion of an educational
course for which the RN receives reimbursement vnder this provision, the RN will repay
the tujtion reimbursement based on a pro-rata portion of the remaining time in the two-year
period. To be eligible for tuition reimbursement under this provision, each RN must
execute a separate individual agreement as to his or her agreement to these ferms. Any RN
who does not execufe a separate individual agreement will not be eligible for tuition
reimbursement. The County shall havé the right to deduct any amounts owed under this
provision from an RN’s final paycheck subject to applicable law. Upon application by the
RN in advance, and if the conditions set forth in this paragraph bave been met, the affiliate '
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will promptly approve courses leading to a nursing or nursing-related degree, andthat relate
to the RNs work for the County.

Should an RN be terminated for cause and a grievance is timely filed challenging the
termination, repayment will be deferred until there is a final resolution of the grievance
upholding the RIN’s termination.

Refroactive to December 1, 1990, RNs who satisfactorily completé a nationally recognized
nursing certification exam or who are re-certified will be reimbursed for the fee of taking
the exam.

Section 13,7 Parking and Protection;

A.

The County will endeavor to provide adequate parking and security services for the
protection of RNs and their property. In so doing, the County will permit RNs who work
during the evening and night shifts at Cenfral Campus to use the Stroger Hospital Garage
to the extent that space is available given the total number of employees and spaces. For
the purpose of parking assignment, day shift begins at 5:00 a.m., evening shift begins at
11:00 am., and night shift begins and 11:00 p.m. RNs assigned On-call shifts at John H.
Stroger Hospital will be permitted central campus parking for the date they are on-call
outside their normal shift. A security officer will be on duty during the end of the evening
shift and beginning of the night shift at Cook County Hospital, Provident, JTDC, Cermak,
and the Hastings Parking Lot. The NNOC will be given notification of at least two (2)
months in advance of the County’s intent to close any lot. All RNs will be provided with
security escorts to their cars upon request during hours of darkness at Cock County
Hospital and Provident. The County will make payroll deduction available at Cook County
for parking fees.

‘When RNs have problems or complaints about assignment of parking space, the NNOC
may take up the matter with the Parking Coordinator, who will disclose all relevant
information.

The parties agree to continue the current practice for assigning parking spaces available to
NNOC members. As these assigned day shift spots are vacated due to retirement,
resignation, or termination, they will be reassigned to other NNOC members and employed
on day shift on the basis of seniority.

The County will work with the Cook County Hospital Security Department to set up a fair
-parking system. A joint committee will be established to study parking problems at Stroger

Hospital and to develop recommendations.

At Provident Hospital of Cook County the Hospital has authorized parking in the garage
for all RNs.
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Seetion 13.8 Accommodations in the Event of Inclement Weather:

RNs who remain at the health affiliate beyond their regular hours so as to prevent their having
sufficient time to go home, -or in cases where inclement weather results in hazardous conditions,
and who-are expected to return to work for their next shift, may use available sleeping
accommodations at the health facilities without charge. The healih affiliate either will permit RNs
touse available lounge facilities or endeavor to provide other lotmge areas for its RNs.

Section 13.9 Supplies:

RNs are to bring concerns over the quality or lack of necessary supplies and equipment to the
attention of their supervisor. If the supervisor is unable to take corrective action, the problem witl
be promptly brought to the attention of the Divisional Director of Nursing. RNs shall be kept
informed of efforts to remedy any such problems.

Section 13.10 Administration Support:

RNs who encounter difficulties with the County’s personnel in carrying out County policies upon
request will be finmished with a copy of any available written statement of the policy in question.
The County will give all reasonable support to any such RN in carrying out the County’s policies,
and will evidence to the RN that such support has been provided. Bach RN will have available to
her a registered nurse administrator for consultation purposes, which may include professional and
clinical issues. No clinical/practice related disciplines will be issued to an RN by a non-nursing
administrator without the review of a nursing administrator. Prior to the issnance of
clinical/practice related discipline; a non-nursing manager/administrator is encouraged to consult
with a nursing administrator.

Section 13.11 Non-Nursing Duties:

It is the Bureau’s policy and intention to assign RNs to professional nursing duties and not
routinely to duties that can more appropriately be performed by other employees. Examples of
such include the routine performance of the following duties: clerical duties; cleaning of doctors’®
rooms and lounges, laboratories, conference rooms, sinks, utility rooms, terminal units, toilets,
bathroorns or storage areas; and routine delivery of blood, and routine equipment procurement.

Section 13.12 Nursing Assignments:

A The County may assign an RN to float to areas in which the County may reasonably
determine that the RN possesses competence in keeping with this entire Paragraph A. If a
floated RN requests professional orientation, it will be provided immediately and shall

include the following:

1. Unit protocols regarding patients to whom the RN is assigned;

2. Location of equipment, supplies and medications; and

3. Procedures, equipment and charting specific to the assigned patients.
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Each unit and the ACHN are responsible to keep a record of the RNs rotational
floating turns. Floating for any part of a shift covnts as a tum and turns will be
rotated among its RNs or each unit and in the ACHN as equitably as reasonable. -

An RN shall not be floated more than once per shift except that an RN in the NICU
on a shift of more than 8 hours may be floated a second time in her shift.

RNs ordinarily will be floated ﬁ'om a unit at Stroger Hospital, PHCC, CHS and OFHC in
the following order:

1. Comumercial Regisiry

2. In-House Régistry

3. RNsonOT from outside Unit

4. .RNsonOT from a different shift on unit

5. RNs on OT from same shift on unit

6. Unit staff on straight time

Every practical effort will be made to avoid floating out of the above order.

All floating assignments must be appropriate to the RN’s current demonsirated
competencies at the time of the float. Floating only will ocouwr within the following
designated clinically-related areas unless the RN has been cross-trained, or in the case of
an unforeseen emergency:

1. John H.'Strozer. Jr. Hosnital

Cluster 1 Adult Emergency Room (including the Emergency
Department Observation Unit), Pediatric Emergency Room

Cluster 2 Critical Care within Critical Care (including the Trauma
ICU, Trauma Observation Usit and Resuscitation Bay),
and burn units, Cardiac Catheterization Lab, and
Intermediate Care (Step Down)

Cluster 3 Perioperative Services (including Operating Room, Pre-
Procedure Evaluation (Clinic)), PACU, Same Day
Surgery/Holding Area

Cluster 4 NICU, PICU, PEDS

Cluster 5 Cbstetrics: L&D, Ante and Post-Parturn, Nursery
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Cluster 6 Medical/Surgical: Infusion Clinic (for RNs with current.
ONS Chemotherapy Administration Certification only),
6E, 6W, 63, 7E, 7TW, 78, 8E, 8W, and 33

Cluster 7 - Interventional Radiology, Pain Clinic, and Endoscopy -

2. Provident Hospital

Cluster 1 Emergency Room, Medical/Surgical/Telemetry, Recovery
Room (except that Medical Surgical/Telemetry will not float
to Recovery Room), Intensive Care Unit, Radiology

Cluster 2 Radiology, Recovery Room, Operating Room, Same Day
Surgery :

3. ACHN
ACHN RNs may be floated oﬂy within the following clusters:

South South Suburban West/Northwest Central Campus
Sengstacke Blue Island Clinics Prieto | Stroger Specialty Care
Clinios Robbins Health Center Logan Ch?nc‘s (Professional
Englewood {Belmont B ulld_mg md  Stroger
Cottage Grove Health Center Cragir) Hospital)

North Riverside GMC

Aﬂin gto n CORE Cental'

Heights Child Advocacy Clinic

Morton East ‘ '

Austin  Health

Center

Floating Among Specialty Clinics

Behavioral Health at Sengestacke

Austin Behavior Health
4, CCrg
Cluster 1 Tield within Field

60

I S b1 e 8 s sinenbia ey = b

R




Ciuster 2 TB within TB

Cermak and JTDC

Cermak within Cerrak

JTDC within JTDC

The County will not assign based on gender unless directed to do se by DOC.

CNIT’s shall not be floated unless they are working overtime or there is more than one CNII
on the unit, Iftwo or more CNII’s are on the unit at the same time, the CNH not functioning
as a charge nurse on her unit/clinic may be floated on a rotational basis with the CNI's on
her unit/clinic for that shift. -

Temporary shoftages (normally of 3 months or less) in the CCDPH and ACHN clinics will
be covered in the following order:

1.
2.

In-house registry;

Voluntary ovettime by CCDPH, ACHN RNs in the same cluster as identified above
will be distributed equitably as is reasonable;

Voluntary overtime time by CCDPH and ACHN RNs in other clusters to be
distributed as equitably as is reasonable; and

CCDPH, and ACHN RNs will float as follows:

®

(b)

©

(d)

(©

Volunteers will first be solicited to float. If no one volunteers, RNs will be
floated on a rotating basis starting with the least senior ACHN RN in the
cluster,

‘When the need is known in advance, the County will float the appropriate
RN as soon as is reasonable and before the beginning of the work period.

The floating will not exceed four (4) weeks, unless the RN volunteers for
an extension.

An RN will not be floated to more than one site in a regutar work day, to
the extent reasonable.

When an RN must travel from her home clinic to another clinic during the
course of a work day, the RN will be reimbursed for the use of her
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personally-owned automobile on the basis of miles driven or other
iransportation, in accordance with' the Cook County Travel and
Transportation Expense Reimbursement Policy.

E. The County may create an In-House pool of RNs who shall not have a permanent
assignment and may be floated to any assignment where the RN possesses the current
demonstrated competencies at the time of the assignment or float. The In-House Pool RNs will not
be limited to floating only within clusters as detailed in Section 13.12, Paragraph € above. The
following provisions apply to RINs assigned to the In-House Pool:

1. In-House Pool RNs may be assigned an eight (8), ten (10), or twelve (12) hour shifi
in accordance with Section 3.2.

2. In-House Pool RNs shall receive all differentials applicable to any shift or work
they are assigned. This includes, but is not limited to: Section 3.9.B, Section 5.5
Shift Differential, Section 5.14 Critical Care and Operating Room Differential,
Section 5.16 Cermak and JTDC Hazard Pay.

3. In-House Pool nurses will receive their daily assignment no later than ninety (90)
minutes prior to the start of their shift. If notice of assignment comes later than
ninety {90) minutes prior to the shift, the In-House Pool RN shall not be subjectto
discipline for any late arrival at work of sixty (60) minutes or less and shall be paid
as of the beginning of their shift. A RN’s daily assipnment shall include no more
than one affiliate per shift. With respect to travel costs and ekxpenses, all commutes
will have the Main Campus as their base working station. For assignments at other

-affiliates and locations, In-House Pool nurses will receive mileage reimbursement
with the Main Campus acting as the originating location.

4, In-House Pool RNs must serve one (1) year as an In-House Pool RN before the RN
may transfer to a position outside of the In-House Pool. Transfers from the In-
House Pool shall conform to Section 4.3 and 4.4 of this Agreement.

Section 13.13 In-Service Education:

The health facilities upon request will submit to the NNOC a description of eligible in-service
education programs to be evaluated for Continuing Education Units. The health facilities will post
a timely list of such programs, including the C.E.U. rating, at all places where job openings are
posted under Article TV, Section 4.4, of this Agrecment. In-service programs will be provided
during each year of this Agreement so that each RIN will be afforded a chance to attend a program
or be granted paid leave as specified in Asticle X, Section 10.6, of this Agreement. RNs will be
considered to have been afforded such programs if an available chance to attend is posted on the
bulletin boards provided in Article XIII, Section 13 .4, of this Agreement. In-service education will
include content on latex allergy awareness.
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Seetion 13,14 Safety Committee:

The County will make every reasonable effort to maintain a safe environment in all its facilities
and to reduce hazards. As part of this effort, the County will provide information and training to
RNs on communicable illnesses and diseases to which they may have routine exposure. RNs are
encouwraged to bring their concerns about potential or actual hazards to the atiention of their
supervisor or supervisor’s designee. The County will seek to repair or remove such hazards as
quickly as practical after learning of the problems.

The County will maintain the prominent postings of notices in all its facilities which actively
discourage verbally and physically abusive behavior on the part of all persons using County Health
facilities. The County will add to its required safety courses, content on personal safety issues.

At each health affiliate, the County will maintain a Safety Committee which shall meet regularly
and consider guidelines for the improvement of occupational health and safety. At CCDPH, this
committee shall determins the most appropriate strategies to maximize the safety of RNs on field
assignments.

The NNOC may appoint two (2) representatives to such Committees. Nursing Representatives will
be informed of the schedule of meetings and every practical effort will be made to assure their
attendance. Safety committee representatives attending meetings during their regular work time
shall be paid for attending such mestings.

The County will develop a comprehensive Workplace Violence Prevention Plan in all affiliates.
The County shall provide personal, interactive education and training to all RNs at least annually
on workplace violence prevention.

Three (3) RNs selected by NINOC will serve on the CCHHS Safety Committee.
Section 13.15 Orientation:

When an RN is hired, promoted or transferred to a new unit, the RN shall be required to complete
an orientation specific fo the needs of the work area and consistent with the duties performed by
other RNs on the unit. The intent of the orientation is, among other things, to familiarize the RN
with his or her assigned unit and review hospital policies and procedures.

As part of the Nursing orientation program, one and one-half (1 1/2) hours will be set aside for the
NNOC to meet separately with the RNs. The RNs will be paid for orientation at their regular
hourly rates.

Section 13.16 Qutside Nurses’ Registry:
RNs employed by any outside Nurses’ Registry are not covered by this Agreement
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Section 13.17 CCDPH Uniforms:

The wniform policy in effect on the date of ratification of this Agreement will remain in effect
during the term of this Agreement. Either party can propose to the other a change in this policy.
No change will be implemented without the mutual agreement of both parties.

Section 13.18 Assistive Workers:

Nursing administration may utilize assistive workers to aid in the delivery of nuxsiﬁg care wsing
the following guidelines: '

1.

The job description déveloped by Nursing Administration with input from NNOC
will:

{a) Be consistent with the Iilinois Nursing Act;

(b)  Both define and limit the function of those who assist in the practice of
nursing; and

(c)  Bevised as the basis for evaluating the assistive worker.

Prior preparation will be reviewed by Nursing Administration to determine whether
such preparation meets the requirements of the job. It will be supplemented with
additional education by RNs as necessary and the assistive workers will be oriented
by registered nurses.

The registered nurses, based on their assessment of the patient’s condition, will
delegate duties that are consistent with the workers’ preparation and job
description. '

Bargaining unit nurses shall be responsible for the oversight of and delegation to
other employees only to the extent necessary to provide direction of other
employees in the performance of patient care duties based on nurse’s expertise and
professional responsibilities to other personnel inconsistent with recognized
standards of professional practice and/or the Ilinois Nursing Act and Rules for its
Administration.

The activities of workers who assist in the practice of nursing will regularly be
monitored by Nursing Administration and NNOC for compliance with the
established job description.

There is a plan to prepare and assist RNs to delegate duties and oversee the work
of assistive workers in accordance with the job description as provided in#1 above.

Section 13.19 Americans with Disabilities Act (ADA):

A ‘Whenever an employee (or Union at the request of an employse) requesis an
accommodation under the Americans with Disabilities Act (“ADA™), or an accommodation
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of an employee is otherwise contemplated by the Employer, the Employer, the employes,
and the Union will meet to discuss the matter.

It is the intent of the partjes that any reasonable accommodations adopted by the Employer
conform to the requirements of this Agreement where practicable. The Employer may take
all steps necessary to comply with the ADA. Any such steps which might conflict with the
terms of this Agreement shall be discussed with the Union prior to implementation. The
* parties shall cooperate in resolving potential conflicts between the Employer’s obligation
under the ADA and the rights of the Union. Neither party shall unreasonably wittthold its
consent to the reasonable accommodation of an employee. Information obtained regarding
the medical condition or history of an employee shall be treated in a confidential manner.

B. Nothing in this section shall require the Employer to take any action which would violate
the ADA or any other applicable Statute,

Section 13.20 New Graduates:

New graduates will not be reassigned to other units until completion of orientation. Thereafier, in
reassigning new graduates, careful consideration will be given to the skills and abilities of the
graduate nurse relative to patient care nseds,

Section 13.21 Siaffing Needs Assessment:

In addition to any patient classification system in use by the County, the nursing supervisor will
consider any input from the nurse in charge, and will assess the data when determining staffing
needs. These determinations are appropriate subjects for discussion at meetings of the Professional
Practice Committee described in Article XV.

Section 13.22 End of Shift Report:

Notwithstanding any other language in this Agreement, an RNs work day does not end until report
is complete. If she must stay overtime to complete such report, overtime will be authorized.

Section 13.23 Cell Phones:

Certified Nurse Midwives assigned to more than one site between the hours of 8:00 p.m. and 6:00
a.m. will be provided with access to a cellular telephone.

Section 13.24 Collective Bargaining Agreement Printing:

Upon approval of the collective bargaining agreement by the Cook County Board, the Agreement
will be posted electronically on the County’s website. In the event NNOC wants printed copies of
the Agreement any and all cost related to the printing of the Agresment for NNOC members shalt
be at the NNOC’s expense. Management may opt to purchase, at NNOC’s cost, copies of the
agreement.
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Section 13.25 Healthcare Policies:

The County will notify RNs of applicable healthcare policy changes and their implementation
dates, and RNs may be asked to acknowledge in writing their recsipt of same. The County will
answer RN questions about such changes and provide training on them as well as a copy of the
policy if an RN so requests. All applicable healthcare policies issued after the effective date of this
Agreement will contain an author and effective date and will be accessible on the unit/district
office/affiliate or/and on the intra-net.

Section 13.26 Tinie Records:

The County and the NNOC agree on the importance of resolving time worked and payroll
problems. To this end, nurses will have access to their time records. Nurses will submit a
description of their time/payroll discrepancies to their supervisors, the timekeeper and, if
applicable, to the divisional director. All parties will make every practical effort to resolve
documented discrepancies within a reasonable period.

Section 13.27 Recording/GPS/AVL Devices:

In order to ensure the safety of Cook County employees and to promote efficiency and economy
of operations, the County may install any recording medium in any of its facilities and Global
Positioning System (GPS) or Automatic Vehicle Locator (AVL) on any of its vehicles and other
equipment. The purpose of the recording medium, GPS, or AVL isto ensure the safe and efficient
use of County resources and not for the sole purpose of disciplining its employees. However, the
data gathered from the recording medium, GPS, or AVL may be used in support of discipline.

Section 13.28 Infectious Disease:

A. RNs and the County have a shared interest in maintaining a safe and healthy environment
and implementing steps reasonable and appropriate to the healthcare environment to
prevent and/or minimize the risk of workplace transmission of infectious diseases and
occupational illness and injury. To firther this goal, RNs and the County agree to comply
with all applicable local, state, and federal health and safety laws and regulations and all
reasonable rules adopted by the County to minimize risks associated with the contraction
or spread of infectious diseases at the County. If the County adopts a more stringent
standard than required by applicable law, that higher standard shall prevail.

B. RNs who encounter conditions that they believe do not mest applicable health and safety
standards shall immediately provide notice to their charge nurse and manager and
otherwise as appropriate and shall not be subject to discipline for any such good faith
report.

C. The County shall provide and RNs agres to follow and/or wtilize appropriate protocols and
personal protective equipment (PPE) that may be adopted or utilized at the County to
prevent exposure to or the spread of infectious dISease based on the fype and nature of the
disease.
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Educafion and Training

The County shall provide and RNs shall timely complete a reasonable program for
education and training for all RNs who may be exposed at work to potentially infectious
materials. The County shall provide infectious disease education and training at least
annually where appropriate for the RIN’s position. RNs also shall receive appropriate heatth
and safety training when new PPE or other equipment or work practices are infroduced that
relate to infectious disease control and/or when a previously unrecognized hazard related
to the RN’s job duties, such as a new condition related to infectious disease, is identified
for which additional training is warranted.

Inféctious Disease Task Force

The County agrees that in the event of an emergency response to an infectious disease, a
Taskforce of Nurses, consisting of, at a minimum, one {1) Nursing Director, one (1)
Nursing Manager, one (1) Clinician/Educator, one (1) NNOC Representative, and two (2)
RNs appointed by NNOC and any additional members deemed appropriate by the
Taskforce will be convened as soon as possible by the Chief Nursing Officer or designee
and shall meet regularly as appropriate to the emergency to discuss issues that impact
Nurses or Nursing Practice and to make recommendations on behalf of the Department of
Nursing in support of patient safety and safe work environment. Those recommendations
will then be pursued within the Department of Nursing or taken to the appropriate leaders
throughout the health system for discussion/decision.

Medical Services and Sick Time
1. RN shall be afforded the option to receive required vaccinations at no cost.

2. Where it is proven that an infection requiring time off from work was
occupationally acquired, medically necessary time off required for recovery shall
not be subject to attendance cccurrences or other disciplinary peralfy. Sick leave
and other paid time and worker’s compensation shall be available as provided
elsewhere in this Agreement and/or by applicable law.

3. If the County receives funding from the United States government on account of an
infectious disease that has been classified as a pandemic or public health emergency
by the United States, the State of Illinois or Cook County, the County agrees to

" meet with the Union within thirty (30} days of receipt of a grant from the federal
government to discuss the requirements of the grant and what, if any, pandemic -
related pay or benefits is allowed to be paid pursuant to the grant. This provision
does not prevent the parties for negotiating agreements that provide for additional
compensation or benefits beyond what is initially found within the aforementioned
grants.
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ARTICLE XTV
In-House Registry

Section 14.1 In-House Registry Agreement:

L.

The County will implement an “In-House Registry” (IHR). The goal of the IHR is to
augment staffing through the use of THR.

IHR RN’s shall be classified as Clinical Nurse I’s and shall be part of the unit of employees
represented by the NNOC.

THR RN’s will be paid according to the following schedule:
Hourly Rate THR RN’s hourly rate shall be $48.90 for IHR RN’s,
$52.40 per hour for specialty unit THR RIN’s. (see
clause 15 for description and requirement for

specialty IHR RN).
Shift Differential:
PM.’s $2.25/hr.
Nights $2.50/he.

Weekend Differential: (A1l $2.75/hr.
Shifts)

Critical Cars & Operating 0.35/hr.
Room Differential:

An [HR RN shall be paid one and one-half times the regular hourly rate (including any
shift differential) for all hours worked in excess of forty (40) in a week.

A weekend is defined as beginning with the day shift Saturday and continuing through the
night shift Sunday.

An RN shall be paid time and one-half the regular hourly rate for all hours worked on a
holiday as defined in Article VI, Section 6.1.

THR RNs will provide availability to work a minimum of two (2) shifts per pay period for
eight (8) hour shift RNs, and a maximum eight (8) shifis per pay period for eight hour RNs.
For twelve (12) hour shift RNs, a minimum of one (1) shift per pay period and a maximum
of five (5) shifts per pay period. IHR RNs must provide availability to work one (1)
spring/suramer holiday and one (1) fall/winter holiday. Failure to provide availability for
the minimum required shifts for two consecutive pay periods will result in the termination
of the THR RN and removal from the THR roster. There may be one (1) exception per year
of the minimum shifts worked if it is the result of preapproved time off. Work availability
needs to be provided by the IHR RN to the Ceniral Staffing Office no later than two (2)
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10.

11.

weeks before posting of the schedule. IHR RN schedules will be posted as with the other
staff. The four (4) weeks scheduie will be posted 4 weeks in advance of the start of the
schedule.

Upon request, the union will be provided a listing of In-House Registry RIN’s who have

~worked in excess of forty (40) hours per week. The listing will include the name of the In-

Tfouse Registry RN and the total hours worked.

THR RNs will float within the following clusters: inpatient to impatient, outpatient
(ambulatory) to outpatient (ambulatory), and correctional to correctional.

In-House Registry RNs wili not be sent to units in which unit RINs have been canceled dus
to low census. If there is not a staffing need for the RN, the RN will be canceled no less
than two (2) hours prior to the start of the shift. Should this occur after the RN has reported
for work, the RN shall be paid for a minimum of two (2) hours.

Seniority will be based on the date of hire into the In-House Registry Program. In-House
Registry seniority may be used only in relation to other In-House Registry RN’s. Regular
full and part-time nurses who join the In-House Registry Program shall have their County
seniority frozen at that time. Accrued compensatory time and vacation shall be redeemed
for payment. :

Adequate orientation to the Hospital shall be provided by the Department of Nursing.
Hospital orientation shall be equivalent in scope and effectiveness to that provided regular
status employees but not necessarily having the same form or time period. “In-House
Registry” employees will not be assigned within the Hospital until the Department of
Nursing has oriented them. RNs must meet the competencies of the cluster to which they
are assigned. Length of orientation will be determined based upon the individual
competency needs of the RIV.

The following provisions of this Agreement shall not apply to “In-House Registry”
employees:

At TI  Sect. 32D andFE, 3.3,3.5,3.7, 3.8

At IV Sect. 4.2, 4.6 and 4.12

AtV Sect.5.1,5.2,53,54,5.6,57,5.8,5.9,5.10,5.12
Art. VI Sect. 6.2-6.7

Art, VI All
Art, VIIT Al
Art. IX All

Art. X All (except FMLA will apply if the RIN is eligible)
Art, XIIT  Sect. 13.6 .

The NNOC will designate an individual to represent it on matters concerning the Registry,
including working out further details of scheduling and procedures.

Full-time RN’s will have first option to apply for the “In-House Registry.”
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12. It is the Parties’ understanding that the In-House Registry program is not intended to
replace regular full and part-time murses within the system. First, full and part-time
employees and then “In-House Registry” murses will always be used in preference to
outside registries when the former are available. However, both parties agree that when it
is not possible to staff otherwise, outside tegistry nurses may have to be used, even after a
transition period. ' ' '

13.  The probationary period for a newly hired IHR RN shall be six (6) months. An JHR RN
may be terminated at any time during the probationary pericd for any lawful reason. Upon
completion of the probationary period any disciplinary action up to and including
termination shall comply with Section 4.11 of this agreement.

14.  Specialty unit THR RNs: these positions are for RNs who have the minimum requirements
of at least 2 years’ experience in the following areas of clinical practice: Trauma, Bums,
. ER, Critical Care (MICU, SICU, CCU, Neuro ICU), Perioperative Services, Infusion
Clinic, Hemodialysis, Endoscopy, Cardiac Catheterization, Neonatal ICU, Pediatric ICU

and Labor/Delivery.

) ARTICLE XV
Professional Practice Committee

Section 15.1 Establishment of Commitiee:

A Professional Practice Comnﬁittee (“PPC”) shall be established at each affiliate. The PPC may
recommend objective measures to improve patient care as well as the health and safety of RNs.

The Burean will consider such written PPC recommendations, provide writter responses within
30 days of receipt of written recommendations (or such additional time as may be mutually agreed
upon), and will advise the PPC of any actions taken in response fo those recommendations.

An affiliate’s PPC shall be composed of up to one RN for every 100 RNs employed at the aifiliate,
but & minimum of two RNs. However, the minimum number of RNs at Stroger shall be 10; at
Provident, ACHN, and CCDPH, the minimum shall be 3. The PPC members shall be elected by
the RN in each affiliate, and the results shall be communicated in writing to the affiliate’s Chief
Nursing Officer (“CINO™); or designee.

Section 15.2 Meetings and Objectives of the Committee:

The PPC shall schedule meetings, not to exceed four (4) hours per month on paid release time. The
PPC shall submit a schedule of such meetings in writing to the CNO at least one month in advance
of the meeting. Only an emergency will prevent an RN from being released to attend the meeting.
The PPC may request meetings with the affiliate’s CNO or designee.

The PPC’s objectives shall be to:
1. Consider constructively the professional practice of RNs;

2. Work constructively for improved patient care and nursing practice;
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3. Recommend to the affiliate’s CNO ways to improve patient care;

4, Identify where, in the PPC’s opinion, a critical RN staffing shortage exists and
make recommendations to the affiliate’s CNO regarding same, as well as
investigate RN staffing complaints; and

3 Consider constructively the improvement of safety and health conditions that may
be hazardous to RNs and pafients.

Section 15.3 Information Reguests:

Reasonable PPC requests for staffing or other pertinent information will be provided to the PPC
ina timely manner. Some information may be redacted to protect patient confidentiality as required
by law. The CNO or designee may request to meet with the PPC to discuss an information requests.

Section 15.4 Professional Responsibility:

F is also understood and affirmed that professional RNs have responsibilities to patients that
transcend some aspects of the usual employment relationship. RNs will not be expected to ignore
these responsibilities or the Code of Ethics of their profession.

Section 15.5 Regervation of Rights:

These solutions and programs will not contradict language in this contract and will not preclude
nurse representatives from exercising their rights under ofher provisions of this contract.

ARTICLE XVI
Nursing Process Standards

Both the NNOC and the Bureau recognize that a Registered Nurse is responsible for applying the
nursing process. In order to provide high quality care and practice at the highest possible level,
RNs will be allowed adequate time, within the usual and customary best practice, to apply the
process as follows:

1. Formulates a nursing diagnosis through observation of the patient’s physical condition and
behavior, and thtough interpretation of information obtained from {he patient and the
others, including the health team.

2. Formulates a care plan, in collaboration with the patient, which ensures that direct and
indirect nursing care services provide for patient’s safety, comfort, hygiene, and protection,
and for disease prevention and restorative measures.

3. Performs skills essential to the kind of nursing action to be taken, explains the health |
treatment to the patient and family, and teaches the patient and family how to care for the
patient’s health needs. '
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Assigns or delegates tasks to other caregivers based on the legal scope of practice of those
caregivers and on the preparation and capability needed in the tasks to be assigned or
delegated, and provides clinical supervision of those carégivers.

Evalvates the effectiveness of the care plan through observation of the patient’s physical
condition and behavior, signs and sympioms of illness, and reactions to treatment through
communications with the patient and health team members, and modifies the plan as
needed.

Acts as the patient’s advocate, as circumstances require, by initiating action to irprove
health care or to change decisions or activities which are against the interest or wishes of
the patient and by giving the patient the opportunity to make informed decisions about
health care before it is provided.

ARTICLE XVII
Patient Staffing

Section 17.1 General Principles:

The parties shall maintain a Staffing Committee wherein at least 50% of the Committee is
comprised of direct care RN’s. Each party to this agreement shall select its representatives to this
committee. The Staffing Committee will make unit based recommendations on staffing (i.e. based
on recommendations from the individual units) to Senior Nursing Management who will consider
the recommendations of the Staffing Committee in determining the staffing plan for each Unit.
Each individual unit will have its own staffing plan, which will take into consideration factors
including, but not limited fo: the complexity of care; patient acuity and number of patients;
ongoing assessments of the unit’s acuity level and staffing needs; unexpected patient needs; and
time for documentation.

A,

CCHHS shall have a staffing method based on assessment of patient needs which if
applicable shall be in conformance with the accreditation requirements of the Joint
Commnission (TIC) and the Hospital Licensing Act of the Illinois Compiled Statutes,
including any applicable amendment.

Senior Nursing Management shall meet with the Staffing Committee to discuss its
recommendations on staffing requirements for each patient unit, as appropriate. Senior
Nursing Management will consider recommendations made by the Staffing Committee, C.
The staffing plan will be adhered to in all areas to which it is applicable, primarily for
inpatient hospital based services. Equivalent or appropriate methods of assessing staffing
needs will be maintained for Ambulatory Care Health Network (ACHN), CORE Center,
Cermak, YTDC and CCDPH. In the event the scheduled staffing is insufficient to meet the
specific levels called for by the method, the affiliate will make every reasonable effort to
meet the staffing levels, including, but not limited to, use of In-House Registry, voluntary
overtime, agency and traveler nurses. It is understood that when staffing needs are unmet,
the System has a proactive obligation to attempt to fill the vacancy during the shift that is
short staffed. Should persistent shortages be identified, the affiliate will take reasonable
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steps to provide safe patient care. The staffing method and safe staffing levels shall be
reviewed quarterly by the Staffing Commitiee.

Staffing Committee Specifications - BEach CCHHS Affiliate shall, where applicable, continue
to implement, evaluate, validate, and maintain the Acuity Tool system in all units.

Each CCHYIS Affiliate shall designate an Affiliate Staffing Management Co-Chair and shall
notify the Labor Representative of the Management Co-Chair’s name.

The purpose of this position is:
* To assess and continue fo implement acuity in all patient care units of each hospital

using data and recommendations obtained from joint audits and Staffing Committee
Members, and other sources.

* To serve as Management's Co-Chair of the Staffing Committes.

» To serve as a consultant to Staff Nurses and other managers on implementation,
utilization and maintenance of the Acuity Tool.

* To evaluvate and validate the County’s Acuity Tool.

e To develop and implement a regular reporting mechanism to staff Registered Nurses
and nursing administration. -

e To assist the members of the Staffing Committee in establishment of guidelines for the
committee.

e To designate the nurse managers, the units they represent, and ensure their active
participation on the Staffing Committee.

Staffing Committee Objective/Responsibilities

The objectives and responsibilities of the Staffing Commiitee will be as set forth in 210
JLCS 85/10.10. where applicable.

Membership

At least 50% of the members of each Affiliate Staffing Committee shall be direct-care staff

nurses, including one staff nurse from each unit using the County Acuity Tool or other -

specialty organizations® staffing criteria, and the Staff Nurse Co-Chair. The commitiee
shall also include the manager or director with primary responsibility for evaluation and
validation of the Acuity Tool, and other nursing managers. Staff Nurses shall be selected
by NNOC and the Staff Nurse Co-Chair shall notify management’s co-chair of their
name(s).
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The Staff Nurse Co-Chair of the Committee shall be designated by NNOC.

E. Meetings, Compensation and Minutes

The Affiliate Staffing Committee shall meet four (4) times a year. Each staff nurse member
of the Staffing Commitiee shall be provided release time and compensated in accordance
with the contract for all meetings and for all Staffing Committee meetings.

Staff Nurse Affiliate Staffing Committee members shall be released to attend all Affiliate
Staffing Committee meetings.

Al least once per quarter the Chief Nurse Executive or her designee shall meet with each
Affiliate Staffing Committee at one (1) of its regularly scheduled meetings.

Minutes of meetings shall be recorded and copies sent to committee membership, Nursing
Administration, and NNOC Labor Representative after review and approval at subsequent
meeting by Affiliate Staffing Committee.

F. Current staffing plans ‘shall be available to staff Reglstered Nurses at all times and on all

units/affiliates.

Recommendations of the Affiliate Staffing Committees regarding standards of practice,
practice changes and changes in the facility/affiliate acuity system, shall be referred
directly to the Chief Nurse Executive, and upon approval, shall be promptly and effectively
communicated to all nursing managers and staff nurses and implemented into their Affiliate
Acuity.

Section 17.2  Acute Care Setting:

Nurses shall be allowed sufficient time within the usual and customary best practics to perform
the following patient care:

A,

In the Acute Care seiting, an RN shall directly provide, the initial assessment of a patient
admitted to a patient care area as outlined ir CCIIIS policies and the Nurse Practice Act;

Ongoing patient assessments, which shall be performed and documented in the patient’s
medical record for each shift and upon receipt of the patient when he/she is transferred to
another patient care area. An RN may assign to an LPN the collection of data in accordance
with the LPN Scope of Practice;

The planning, supervision, implementation, and evaluation of the nursing care provided to
each patient. The implementation of nursing care may be assigned by the RN responsible
for the patient to other licensed nursing staff, subject to their scope of practice and limits
of their licensure; or tasks may be assigned to unlicensed staff, subject to any Himitation of
their licensure, certification, level of validated competency, or scope of practice;
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D.

The assessment, planning implementation, and evaluation of patient education, including
ongoing discharge teaching of each patient. Any assignment of specific patient education
tasks to patient care personnel shall be made by the RN résponsible for the patient.

Section 17.3 Procedural Sedation:

Consistent with TIC, the Illinois Nursing and Advanced Nursing Practice Act, and the published
recommendations of the Society of Gastroenterology Nurses and Associates (SGNA) and the
Association of Perioperative Registered Nurses (AORN), an RN assigned to monitor the patients
receiving procedural sedation, conscious sedation, and/or sedation anesthesia shall not leave the
patient unattended or engage in tasks including, but not limited to, circulating that would
compromise continnous monitoring of the patient by the Registered Nurse.

Section 17.4 Resolutién of Stafﬁng Disputes:

A

In the event the Staffing Committee identifies a pattern that it believes indicates that
staffing, use of the Acuity Tool, or operational changes do not adequately address patient
needs, the Staffing Committee representative shall bring the issne to the attention of the
Dixector of Mursing for resolution. The Director of Nursing will report back to the
Staffing Committee within thirty (30) days.

Disputes concerning issues raised by the Staffing Commitiee, which are not resolved by

the Director of Nursing and the Staffing Committee, should be referred to the Chief Nurse
Executive. The Staffing Committee must raise such dispuies to the Chief Nurse Executive
within fourteen (14) days of receiving the Nurse Manager’s report. As part of this referral,
the Staffing Committee at any affiliate should request a meeting with the Chief Nurse
Executive at the affiliate. The Chief Nurse Executive shall respond, in writing, to the issue
within thirty (30) days. :

Disputes arising from the Professional Practice of Staffing Committee, which are not
tesolved as set forth in paragraph A above, shall be submitted to a Special Review Panel
for final resolution, provided such submission is presentsd in writing within thirty (30)
days of the Chief Nurse Executive’s written response.

The Special Review Panel shall consist of three members, one (1) selected by NNOC and
one (1) selected by the affiliate’s CNO or designee, and one nursing manager/director from
the cluster in dispute. The Special Review Panel shall meet within fourteen (14) calendar
days after receipt of the above written submission.

A mesting of the Special Review Panel shall be held within forty-five (45) days of the
refeiral of the dispute to the Panel. Within that forty-five (45) day period, a summary of
the information exchanged between the Parties on the problem since its original
presentation shall be provided to the Panel. Any representative on the Panel may request,
and shall receive, relevant information from the representative of the other Party, or may
introduce further relevant information. The Panel shall complete its deliberations within
thirty (30) days of its initial meeting, unless that time is extended by mutual agreement.
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E. In reaching a resolution, the Special Review Panel must take into consideration area
standards regarding staffing, State and Federal laws, and any other relevant information
presented by the parties.

F. Any resolution of the Special Review Panel, must be consistent with state and federal
legislation prescribing staffing levels and ratios, and the Special Review Panel shall have
no _]unsd1ct10n to fashion any remedy that imposes an obligation on any hospital which
exceeds, or is inconsistent with, the requirements of Illinois Department of Public Health
or any other State or Federal law.

G. If the Special Review Panel cannot reach agreement to resolve the issue(s), the arbitrator
shall render advisory final and binding opinion regarding if the process was followed and
cannot offer an opinion regarding the substantive issues of dispute. The arbitrator may,
however, compel the Special Review Panel to convene and attempt to resolve the issue

The Employer and the Union agree that the process contained herein shall be the exclusive
means of resolving all staffing disputes.

Time limits contained in this provision may be extended by mutual agreement. Requests
t0 extend time limits will not be unreasonably denied.

H. Assignment Despite Objection:

An RN who submits a written assignment despite objection from (*ADO”) shall receive a
response from & nursing administrator within five business days.

Section 17.5 Safe Patient Lift:

CCHHS shall continue its Safe Patient Handling Committee which will meet at least quarterly and
include one representative from each Affiliate that is designated by NNOC. The goal of the
Committee shall be to enable CCHHS to abide by applicable law, including but not limited to the
Ilinois Safe Patient Handling Act and to dlscuss safe patient lift issues and explore ways to
eliminaie injuries,

The Safe Patient Handling Commiitee shall adopt and ensure implementation of a policy to
identify, assess, and develop strategies to contro! risk of injuries to patients, nurses, and other
health care workers associated with lifting, transferring, repositioning, or movement of a patient.

The County shall maintain a safe patient handling policy at all times for all patient care units, and
shall provide trained lift teams or other support staff trained in safe lifting techniques as described
below in each Affiliate. For the purposes of this Article, a safe patient handling policy means a
policy that restricts, to the extent feasible, manual patient handling or movement consistent with
the Illinois Safe Patient Handling Act and the professional judgment and clinical assessment of the
RN. Asthe primary care nurse for a patient, the RN is responsible for the observation and direction
of patient lifts and mobilization, and participates as needed in patient handling in accord with the
RN’s professional judgment and the fanctional requirements of the RN Job Description. As part
of the policy doveloped by the Safe Patient Handling Committee, the County will provide
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interactive training to health care workers on appropriate use of safe manual lifting, lifting devices
and equipment, body mechanics, and the use of lifting devices to handle patients safely.

Section 17.6 Patient Care Support Nurses:

A.

The Hospital will post and fill the following number of positions as Patient Care Support

Nurses (PCS RN) to be scheduled to work one twelve hour shift every day in the following
affiliates:

1. John H. Stroger Hospital
| a) Emergency Department -- at least 0 PCS RN positions

b) Med Surg -- at least 9 PCS RN positions
c) ICU/Critical Care — at least 3 PCS RN positions
d) Maternal/Child — at Ieast 3 PCS RN positions

2. Provideat |
At least 2 PCS RN Positions

3. Cermak-
At least 2 PCS RN Positions

The scheduling of PCS RNs in not intended to reduce the number of hours worked by
regularly assigned RNs on each of the above units.

General Summary of Role

PCS RNs will not take patient assignment as part of regular unit staffing absent an
emergency. PCSNs will otherwise assist with patients and may be assigned to perform all
duties appropriate for a nurse (including but not limited to faking patient assignment other
than as part of regularly scheduled unit staffing, such as during codes/RRT events, during
meals and breaks and with patients awaiting a bed/iransfer to the unit within the nurse’s
clinical specialty).

The parties agree PCS RNs will be primarily assigned to assist with patients within their
designated clinical specialties as identified above, but where appropriate may also assist
with tasks within their clinical competencies that emerge on other units on & temporary
basis.

If the County believes that a permanent change in the physical units to which positions are
currently assigned is necessary or appropriate, the County will give notice to the
Union. The parties will then meet over the next thirty (30) days to discuss the change. If
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unable o reach an agreement, the County can proceed after that period, but the change
shall be subject to the grievance procedure.

ARTICLE XVIO
Duration

Section 18.1 Term:

This Agreement shall become effective upon NNOC ratification and approval by the Cook County
Board of Commissioners and shall remain in effect through November 30, 2024. It shall
automatically renew itself from year to year thereafter unless either party shall give written notice
to the other party not less than sixty (60) calendar days prior to the expiration date, or any
anniversary thereof, that it desires to modify or terminate this Agreement. In the event such written
notice is given by either party, this Agreement shall continue to remain in effect after the expiration
date, until a new Agreernent has been agreed upon, or either party shall give the other party five
(5) calendar day’s written notice of cancellation thereafter.

Section 18.2 Notice:

Any notice under this Agreement shall be given by registered or certified mail; if by the NNOC,
then one such notice shall be addressed to the President, Board of Cook County Commissioners,
Room 500, with a copy to the County’s Chief, Bureau of Human Resources, Room 840, and both
addressed to 118 North Clark Street, Chicago, llinois; or if by the County, then such notice shall
be addressed to the NNOC’S Midwest Coordinator at 850 W. Jackson, Suite 750, Chicago, Illinois
60607. Either party may, by like wriiten notice, change the address to which notice to it shall be
given.
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Signed and entered this day of 2021,

COUNTY OF COOK:

Toni Preckwinkle, Cook County Board President

. B : M7
ATTEST: M g %

Karen A. Yarbrough, Cook County Clerk

UNION: NATIONAL NURSES ORGANIZING COMMITTEE

By:

Bomnie Castillo, Executive Director

Daniel Ritier, Midwest Coordinator

FERGVED BY THE BOARD OF
GuOr\ COUNTY COMMISHIONERS

SEP 23 7041
BY: RN NEGOTIATING COMMITTEE

LOM
Joyce Ball - Akllah Muharamad i
Rhodelyn Bedford Paulme Ude
Falgunl Dave Consuelo Vargas
i, @m - Angelr a9
Rochelle Hudson-Lowe Angela Walker
Irislesy~Frsun, Bsw, R AN o

Tasha Mosley-Brown Rolanda Watson |



JOB CODE

1941
1951
6627
7015
7152
7678
7693
7832
9062
9063

1942
1953
1971
7016
7679
7656
7697
7698

1943
1972
1980
5505

1981

1944
1973
1982
6445
6476
6795
6833
6884
6835
6886
6887
7437
7598
7659

1974
3990
3991
3992
- 3996

APPENDIX A

National Nurses Organizing Committee

GRADE TITLE

FA- Clinical Nurse I

FA Registered Nurse I

FA Patient Support Center Nurse

EA Clinical Nurse T, Bilingual

EA RHS Clinical Nurse I

EA Clinical Nurse 1, Provident ICU

FA Clinical Nurse I, Labor & Delivery, Bilingual
. FA Clinical INurse I, Health Start Initiative

FA : Float Pool Clinical Nurse-Operating Room

FA Float Pool Clinical Nurse-Cross Functional

FB Clinical Nurse IT

FB Registered Nurse IIT

FB Public Health Nurse I

FB Public Health Nurse 1, Bilingual

FB Clinical Nurse I, Provident ICU

B Clinical Nurse I, Mammography

FB Clinical Nurse II, Peritonea] Dialysis, Bilingual

FB . Clinical Nurse If, Hemodialysis

FC Nurse Clinician

FC Public Health Nurse IT

¥C Instrucior

FC Clinical Case Manager

FD Instructor Senior

FE Nurse Epidemiologist

FE Public Health Nurse ITI

TE Master Instructor

FE Prior Authorization Nurses

FE Lactation Consultant

FE Community Based Nurse Care Coordinator

FE Nurse Care Coord-Brain Injury

B Nurse Care Coordinator-Disability

FE Nutse Care Coordinator-Elderly

FE Nurse Care Coordinator-HIV/AIDS

FE Nurse Transitional Care Coordinator

FE Utilization Management Coordinator, Emergency Dept

FE Utilization Management Coordinator, Inpatient

FE Electrophysiology Nurse

FF Public Health Nurse IV

¥F APN-Nurse Practitioner

Jug APN Clintical Nurse Specialist

FF APN Certified Registered Nurse Midwife

FF PHN IV (APN-Nurse Practitioner)

SN




JOB CODE

3997
3998
7840
7859
7919
7945

3999
6677

GRADE
FF
FF
IF

RG1
RG2

TITLE

APN Certified Registered Nurse Midwife (As Req.)
APN-Nuzse Practitioner (As Req.)

APN-Nurse Practitioner, Nephrology

APN-NF, Surgery ‘

Psychiatric Advanced Practice Registered Nurse
APN-NP, Podiatry

In-House Registry Nurse
In-House Registry Nurse-Specialty
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6/1/2021 RG1
RG2

61112022 RG1
RG2

6/1/2023 RG1

RG2

6/1/2024 RG1
RG2

SCHERULE I
BUREAU OF HUMAN RESOURCES

IN-HOUSE REGISTRY NURSES AND SPECIALTY CARE

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

Hourly
Hourly

$49.634
$52.800

$50.874
$54.120

$52.146
$565.473

$53.189
$56.583




SCHEDULEII
BUREAU OF HUMAN RESOURCES
IN-HOUSE REGISTRY NURSES AND SPECIALTY CARE

RG1 Hourly $48.900
9/1/2020
RG2 Hourly $52.020

9/1/2020




APPENDIX C

COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE

' Cook County Benefits Overview

DECEMBER 1, 2022 AND DECEMBER 1, 2023

Benefité Effective

HMO Current
12/1/2022
. All Copays All Copays
Qut of Pocket Maximum accumulate topO%P Max accumulate tOPOSE)P Max
Out of Pocket Maxinman $1,600 single / $3,200 family $1,600 single / $3,200 family
Inpatient Facility $100 copay per admit $100 copay per admit
Preventive $0 copay (100% covered) %0 copay (100% covered)
Other PCP / Urgent Care $15 copay $15 copay
Specialists $20 copay $20 copay
X-Ray/ Diagnostic tests
(performed in lab or hospital) $0 copay $0 copay
Accident / illness 815 copay $15 copay
Emergency Room $75 copay $100 copay
PPO Current Benefits Effective
12/1/2022
Deductible and Out of Pocket Copay and Deductibles do Copay and Deductibles do
Meocimum accumulate to OQOP Max accumylate to QOP Max
, $350 single / $700 famil $350 single / $700 family
Annual Deductible 2x Ol%t of Network ’ 2% Oft of Network
) $1,600 single /$3,200 famil $2,000 single /$4,000 famil
Out of Pocket Maximum 2x Olﬁi of Network ’ 2% 015:1 of Network. ’
Inpatient and Ouipatient Facility 90% In network / ~ 90% In network /
60% Out of network 60% Out of network™*
Preventive $0 copay (100% covered) $0 copay (100% covered)
‘PCP 90% coinsurance after 90% coinsurance afier
$25 copay / 60% out of network | $25 copay / 60% out of network
Specidlists 90% coinsurance after , 90% coinsurance after
$35 copay / 60% out of network | $35 copay / 60% out of network
X-Ray / Diagnostic tests 90% in network 90% in network
(performed in lab or hospital) - 60% out of network 60% out of network
Accident / Illness 90% coinsurance after " 90% coinsurance after
$25 copay / 60% out of network | $25 copay / 60% out of network
Emergency Roowm — ' $75 copay $100 copay
In / Out of Network

= Effective 12/1/21, The County PPO plan will incorporate a Cook County Health tier (“Domestic
Tier") wherein covered members will have lower out-of-pocket costs wher choosing to access health
care within CCH facilities. Facilify charges will be 0% affer the annual plan deductible is met.,
Hospital-based facility services not obtained at CCH will be paid based on their network status (in or

otit of network rate).

Augnst 2021
Page'l




COOK COUNTY HEALTH PLAN DESIGN/APPEN'DD( C
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE
DECEMBER 1, 2022 AND DECEMBER 1, 2023

Cook County Benefit Overview (Cont.)

Drug

Current
(No Changes 12/1/22 or 12/1/23)

Generic: $10 copay

L ]
o . Brand Formulary: $25 copay
P ! - *
rescription Drugs — Retail e Brand Non-Formulary: $40 copay
¢ Mail Order: 2 x retail
Generic Step Therapy = PBM’s generic step therapy program
Mandatory Maintenance Choice e Mandatory mail-order for maintenance drugs
Vision Current
(No Changes 12/1/22 or 12/1/23)
oy 0 copa;
E 1 ¢ $0copay
ye Examination ¢  Once per 1_2 months
Eveolass I % o 50 copay standard uncoated plastic
VRIS LENSEs »  Once per 12 months
» 30 copay up to $100 / Amount over $100 less 10%
Frames ¢ Once per 24 months
- $0 copay up to $100
Contact Lenses™ *
oniaet Lemses + Once per 12 months

*Either eyeglass lenses OR contact lenses are covered every 12 months

August 2021
Page 2




COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE
DECEMBER 1, 2022 AND DECEMBER 1, 2023

Cook County Benefit Overview (Cont.)

Dental - HMO Current
(No Changes 12/1/22 or 12/1/23)
Annual Deductible $0 (None)
Benefit Period Maximum None
+ Requires a Maximum Allowance
Preventive ¢ Includes 2 exams / cleanings per benefit period
¢ Includes fluoride treatments under age 19
+ Requires a copayment for each specific service -
Basic Benefits s Copaymenis equal a discount of
approximately 70%
= Requires a copayment for each specific service
Major Services ¢ Copayments equal a discount of
approximately 50%
* Requires copayments
, e Copayments equal a discount of approximately 25%
Orthodortics ¢ Max one full course of treatment for dependent children
under 19
Current
Dental - PPO (No Changes 12/1/22 or 12/1/23)
, o $25 Individual / $100 Family (in network)
Anmual Deductible »  $50 Individual / $200 Family (out of network)
Preventive e 100% of Maximum Allowance (in network)
(2 exams/cleanings per Benefit Period) o 80% of Maximum Allowance (out of network)
Primary Services o  80% of Maximum Allowance (in network)
(X=-Rays, Space Maintainers) *  60% of Maximum Allowance (out of network)
Restorative Services »  80% of Maximum Allowance (in network)
(Routine Fillings) ¢ 60% of Maximum Allowance (out of network)
Emergency Serviées *  80% of Maximum Allowance (in network)
' ¢ 80% of Maximum Allowance (out of network)
Endodontics e 80% of Maximum Allowance (in network)
o 60% of Maximum Allowance (out of network)
Periodontics e 80% of Maximum Allowance (in network)
» 60% of Maximum Allowance (Out of network)
Oral Surgery o 80% of Maximum Allowance (in network)
e 60% of Maximum Allowance (out of network)
, »  50% of Maximum Allowance
Prosthetics (in and out of network)
» s 50% up o alifetime max of $1,250
Orthodontics (in and out of network)
Aungust 2021
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE
DECEMBER 1, 2022 AND DECEMBER 1, 2023

Employee Contributions — As a Percentage of Salary (Pre-Tax)

Current Effective Effeciive
HMO 12/1/2022 12/172023 -
Employee Only 1.50% 1.75% 225%
_ Employee + Spouse 2.00% 2.50% 3.25%
Employee + Child(ren) 1.75% 2.25% 2.75%
Employee + Family 2.25% 3.00% 4.00%
PPO Current Effective Effective
12/1/2022 12/1/2023
Employee Only ' 2.50% 2.75% 3.25%
Employee + Spouse 3.00% 3.50% 4,25%
__Employee + Child(ren) 2.75% 3.25% 3.75%
Employee + Family 3.25% 4.00% 5.00%
Current
Dental (No Changes
12/1/22 or 12/1/23)
HMO $0 -
PPO $0
Current
Yision (No Changes
. 12/1/22 or 12/1/23)
Vision Plan $0
Avgust 2021

Page 4
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APPENDIX D
MEMORANDUM OF UNDERSTANDING ON
INFECTIOUS DISEASE

The parties share the goal fo prevent the spread of infectious diseasss between patients, visitors,
families, and employees. CCHHS and the NNOC jointly share the common goal of putting patient
and staff safety first.

Personat Protective Equipment

i. The Employer shall provide optimal protocols and personal protective
equipment based on the type and nature of the disease.

ii. The Bmployer shall provide interactive training and education, at least
annually, for all RNs who may be exposed to patients, their body fluids, or
other potentially infected materials. Training and education shall be as
determined by the CCHIS Infection Control Committee.

iii. CCHHS will provide timely updates to nurses regarding changes to its PPE
protocols and other information regarding its response to infectious disease.

Répresentation on the Infection Control Committee

Two RNs, one fiom ambulatory services and one from hospital based services, both selected by
NNOC, will serve on CCHHS’ Infection Conirol Committee.

Refusal of Treatment

After discussion with the nurse manager or designee to address the RN’s concerns, any RN
caring for an infectious disease patient may refuse to care for such patient if in the RN’s
reasonable judgment the PPE required by this Agreement and/or applicable law is not provided
and/or the conditions otherwise place the RN at an unreasonable risk of infection, provided that
the RN must continue providing care until a trained RN can safely relieve him/her to continue
care.




APPENDIX E
TUITION REIMBURSEMENT AGREEMENT
This agreement is made between the County of Cook (the “County™) and the Employee:
EMPLOYEE AGREEMENT

In accordance with the terms and conditions of the County’s Tuition Reimbuisement Program, in the
event an employee ceases employment with the County for any reason other than layoff, including
termination for cause, Iess than two years after completion of an educational course for which the
employee receives reimbursement, the Employee agrees to repay the tuition reimbursement based on
a pro-rata portion of the remaining time in the two-year period.

If emplovment ceases and a repayment amount is owed by the employee, and the employes does not
otherwise repay the amount, the Employee agrees tc have the repayroent amount deducted from the
Employes's paycheck(s) that are issued after employment ceases. This includes any and all
compensation that is due. After such deduction, any remaining balance owed fo the County shall
continue to be an obligation of the Employse to the County. The Employee agress to repay any
remaining balance owed after the deduction from the final paycheck to County within 90 days of the
date of termination, or if the termination is timely grieved, upon final resolution of the grievance
npholding the termination,

If, for any reason, any amount due from the Employee under this Agreement is not fully satisfied in
accordance with the above paragraph, the County shall be entitled to collect the entire amount due
from the Employee and to take any necessary legal action to do so. Inthe event thai the County must
resort to legal action and/or retain the services of any attorney or collection agent in connection with
any amounts owed under this Agreement, the County shall be entitled to recover from the Employee,
inaddition to the amount due under this agreement, all reasonable aftorney's fees, collection fees and
costs and court costs.

Name of Class(es) being reimbursed

Name of School Attending

Date Course Bagins Date Course Ends

The Employee's signature below indicates that the Employee has fully read this agreement and
agrees to ifs terms and is entering inio this Agreement knowingly and voluntarily.

Employee County of Cook

Date Date




With respect to existing Side Letters attached to 2017-2020 Agreement:
#1 —~ Retain S
#2 — Retain, strike reference to LPNs

#3 — Retain

#4 — Bliminate

#5 — Eliminate

#6 — Retain

#7—Retain

#8 — Eliminate

#9 — Eliminate

#10 — Retain

#11 — Elﬁﬁinate

#12 —Move to body of CBA -- TA (1/13) (but where?)
#13 —Retain — TA (1/13)

#14 —Eliminate — TA (1/13)

#15 - Eliminate —

#16 —Retain

#17 — Eliminate




Side Agreement #1

An RN employed by_the Couniy no longer will need to havé six wonths of meulatory
experiente in order to be considered for ACHN RN positions,

[}? .Z"fv si&’i;’é ; a‘?/J M

Fifional Nurses:Orgenizing Committes EBunty of Cook
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Side Agreement #2 ACHN Only

It is expected that where there is a total RN and LPN staff of fow or fewer {n & clinic, that the
ENs and LPN*s will cooperate 1o ensvre that vacation periods are worked out equitably amorg
them. Where RN(g) and LPN{s) request the seme vacation period and all téquests canniot be
accommodated, vacation preference will be granted according to operational needs, by seniority
with the County, exeept that the more senjor employees may not exercise seniority preference for
the same vacation cholce for bwo copsecutive years, |

Jilisiberte g e W/f%
Wationel Nurses*;b rganizing Conunittes ety 0f Cook

e/n iz 7/ B
Datd *

Tate




Side Agreement 53

The County futenids to continue iis practice of having employess who are an a leave-of ahsence
of at least 30 days submit to 2 dog test and of mfe:rmg sueh employzes who fest positive on g
first-time basis to the Cuunly s EAP,
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Nationnl Nurseg/Organizing Committee Sunty af Cook
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Side Agreoment #6

If the Employer employs conmnercial segistry registered awses for & peried of greater than thirty
(30} gays, the Employer shall seek authorization fo fill a vacant? position temporarily of an a fill
time hasis, with a bargaining unit registered nrerse. :

National Nursey(’)rganizing Committes ounty of Caok .
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Side Agreoment #7

If an RI whe works at Stroger Hospital can establish that she entered the JTDC parking lot at
Ieast one-half hour before the start of her shift, management determines that there was a shuttle
problem, and the RN has no pattern of fardiness, the RN will neither be disciplined nor docked
o tong as she reperts on duty within thirty (30} mtmutes of the start ofher shift ’
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Side Agreement #10

In an effort to address current staffing issues in medical/surpical arsas, within thiny (30) days of
ratification the parties will meet to discuss and =ddress concemns about staffing patterns and skill
mix. The parties shall meet with the CCHHS CMO/Designse and CBOMesipnes to discuss
issues on 2 monthly basis, : .
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Nationat Nurses Organizing Committee Connty of Cook
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Side Aereement #13

The County and the NNOC agree thal if Ceenty technology cnables a single requisfion nuniher
1o ke tied to multiple PID/identifying numbers, when multiple positions are posted for the same
department or unit {cluster st ACHN and CCDPH), an emplayet’s npplication for one such
position shall apply to all. :
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National Nurses Srganizing Committee  * CSlinty of Cook
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Side Aoyeement #16
When it is defennined 2 clinic is overstaffed based on patient volume or the

implementation of the strategic plan, ACHN may pernanenstly reassisn nurses within their
cluster as follows:

L.

ACHN will seek volunteers, The most sentor nucse(s) that voluutesr(s) will bc selected
1o fill the available position in the understaffed ¢linie(s).

If there ars insufficient voluntears, ACHN shall veassign the least senior nurse(s} from the
gverstaffed clinic to the understaffed clinie. I that murse(sy does not possess the
competencies required to function in that erea/clinie, iraining shall be provided.

No murse shall be required to be permonently reassigned more than once in a rolling

" 19-month time period due to overstafiing. IF this does oceur the nurse(s) may have the

opportunity to exercise displacement optien under 4.5 of the collestive bargaining
agreement.

1f a vacancy is approved within the 12 months of the date that the nurse wes permanenily
reassiguad, fhe nurse may elect to take it and relum to hex/his previous clinie.
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Side Agreement #18
Weekend Option Pilot Program

The County and NNOC agree to implemént a Weekend Option Program on a pilot basis as set
forth below beginning within ninety (90) days of the ratification of this Agreement and continuing
for one (1) year after its implementation. The Parties further agree that prior to the end of the
programn they will meet to discuss whether to continue the program and, if so, whether to modify
its terms.

A The Weekend Option Program will begin Friday, 7:00 p.m., and remain in place until
Monday 7:30 am.

B. Weekend Option staff will receive a differential of $5.50 per hour in addition to any
applicable shift differentials for all hours worked on the Weekend Option shifts defined in
paragraph C below.

C. Weekend Option staff, when accepting the position; agree to commit to the program for a
minjmum of six months and will work the scheduling plan defined by the Department and
approved by the Administrative Director/Assistant Director/Nurse Manager. The nurse’s schedule
will be at least two of the following shifts as decided by the County:

1. Friday 7 p.m. — Saturday 7:30 a.m.
2. Saturday 7 aam. — Saturday 7:30 p.m.
3. Satmday 7 p.m.— Sunday 7:30 a.m.
4. Sunday 7 a.m., — Sunday 7:30 p.m.

5. Sunday 7 p.m. — Monday 7:30 a.m.

D. Employees may request as part of their preliminary schedule request under Section 4.2 of
the Labor Agresment to be scheduled off for two (2) weekend shifls in a calendar quarter.

E. Provided it does not result in overtime, Weekend Option RNs may trade weekend shifts
with non-weekend option staff with notice and approval of the Fmployer. Non-weekend option
RN shall not receive the weekend option differential for that shift trade.

F. Weckend Optior RNs are expected to work scheduled holidays occurring on the weekend.

G. Weekend Option employees who incur more than three (3) occwrrences in a revolving 12~
month period, as defined by the Cook County Health and Hospital Time and Attendance Policy
(Time and Attendance Policy), may be removed from the Weekend Option program at the
discretion of the County, and placed on the regular unit schedule. If an RN is removed from the




Weekend Option program, they will be allowed to retain their prior scheduled and approved
weekends off per section D of this side letter.

H. Beginning with the second occurrence described in Section G above the Employer will
notify RNs of the occurrence. Such notice shall not be considered disciplinary action, but nothing
prevents the Employer from disciplining an employee where appropriate pursnant to the Time and
Attendance Policy. The failure to provide the notice will not delay or change the right of
management to remove a nurse from the Weekend Option program pursuant to Section G.

L. The absences incurred resulting in termination from the Weekend Option program will also

be applicable absences outlined in the Time and Attendance Policy.

K. This agresment does not preclude units from creating different combinations of units or
shifts that better suit the operational needs of a particular unit that seeks to implement a weekend
option program. If management or RNs seek a modified arransement of the weekend option

program for their unit. the parties will agree meet to negotiate what modifications are necessary in

- order to comply with existing staffing plans.




Side Agreement #19
APRNSs

APRNSs — effective upon ratification of this Agreement, increase annual salary from $40,000 to
$63,000 :

Any current bargaining unit member who is accepted into this program will be guaranteed rights
{0 a vacancy in their cluster in their former classification upon leaving the program. An individual
accepted to the program who was not a member of the bargaining unit af the fime wili not advance
upon the salary schedule All other coniractual rights shall apply to participants in the program.




Side Agreement #20
Commitment fo Fill

1. CCH will make all reasonable efforts to post and fill 300 nursing vacancies (including those
that are in progress) within eighteen months of the ratification of this Agreement.

2. Upon enactment of the contract, CCH will convene a Joint Nursing Excellence Taskforce
to review and support the onboarding of the 300 Nursing positions, review and recommend quality
program and campaigns that advance the professional practice of nursing, help achieve higher
standards. The Taskforee will consist of seven (7) members, three (3) RINs appointed by NNOC,
three (3) nursing management, and the Chief Nurse Executive.




Side Letter of Agreement #21
TWELVE (12) HOUR SHIFTS UNDER SECTION 3.2.C.

Between

NATIONAL NURSES ORGANIZING COMMITTEE

And

COUNTY OF COOK

As revised during megotiations leading to the 2017-2020 Collective Bargaining Agreement,
Section 3.2.C. does not allow 1.05 positions. However, employees working 1.05 positions on the
date of ratification of the 2017-2020 Collective Bargaining Agreement will be allowed to continue
working in those positions within their assigned unit at the time of raification regardless of shift.
Further, nothing in the Coliective Bargaining  Agreement or in this Side Letter obligates the
Employer to fill 1.05 positions as employees leave those positions.




- Update Health Insurance Appendix to reflect the following changes:

Out of Pocket Maximum (PPO)

Current: $1,600/$3,200 (single/family; in network)
$3,200/$6,400 (single/family; out of network)

2121 $2.000/$4.000 (single/family; in network)
$4.000/88,000 (single/family; out of network)

Emergency Room Copay

Current 575

12/1/21 5100






