






All Bargaining Units  Proposed: 
3/9/2021 

 

Employer’s Non-economic Proposal #1:  Preamble 

AGREEMENT 

This Agreement made on May 30, 2021, by and between PALISADES MEDICAL CENTER, 
hereinafter referred to as the "Medical Center" and the HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AMERICAN FEDERATION OF TEACHERS, AFL-CIO, hereinafter 
referred to as the "Union". 

 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 

  

LOCAL 5030 
  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
  
  

 

 

 

 

 

 

 

 

 

HMH

5/30/2021



All Bargaining Units    Proposed: 
5/27/2021 

  Proposed:  
5/29/2021 

 

Employer’s Economic Side Letter:  New Non-RN Scales for Certain Designations 

 

In 2021, all full-time, part-time, and per diem employees in the classifications listed below will receive 
either (1) a 2.00% increase added to their base rate, or (2) an adjustment based on this Side Letter, 
whichever is greater, effective the first full pay period after July 1, 2021.    

 

Central Supply Tech 
 
From:  To:  
Grade 
3    

Grade 
5   

0 $16.10  0 $18.43 
1 $16.46  1 $18.98 
2 $16.88  2 $19.63 
3 $17.26  3 $20.24 
4 $17.60  4 $20.76 
5 $18.00  5 $21.39 
6 $18.42  6 $21.95 
7 $18.79  7 $22.53 
8 $19.18  8 $23.11 
9 $19.59  9 $23.70 

10 $19.98  10 $24.35 
11 $20.38  11 $24.96 
12 $20.76  12 $25.53 
13 $21.14  13 $26.13 
14 $21.53  14 $26.68 
15 $21.91  15 $27.22 
16 $22.24  16 $27.77 
17 $22.60  17 $28.29 

 

 

 

 



 

 

 

 

 

 

 

CT Scan Tech     
     
From:   To:  
Grade 17   Grade 15  

0 $30.87  0 $32.41 
1 $31.56  1 $33.13 
2 $32.29  2 $33.90 
3 $32.95  3 $34.59 
4 $33.65  4 $34.65 
5 $34.34  5 $35.36 
6 $35.03  6 $35.90 
7 $35.72  7 $36.61 
8 $36.42  8 $37.33 
9 $37.10  9 $38.02 

10 $37.82  10 $38.76 
11 $38.50  11 $39.46 
12 $39.19  12 $40.17 
13 $39.92  13 $40.91 
14 $40.60  14 $41.41 
15 $41.39  15 $42.22 
16 $42.09  16 $42.93 
17 $42.78  17 $43.63 
18 $43.47  18 $44.35 
19 $44.12  19 $45.01 
20 $44.77  20 $45.66 
21 $45.39  21 $46.29 
22 $46.04  22 $46.96 

 

 

 



 

 

 

 

Respiratory Therapist 
(Licensed/Certified) 
Grade 11   

0 $28.72 $29.75 
1 $29.29 $30.25 
2 $29.90 $30.75 
3 $30.51 $31.25 
4 $31.09 $31.75 
5 $31.63 $32.25 
6 $32.28 $32.75 
7 $32.87 $33.25 
8 $33.45 $33.75 
9 $33.74 $34.25 

10 $34.67 $34.85 
11 $35.15 $35.45 
12 $35.84 $36.05 
13 $36.43 $36.65 
14 $37.08 $37.25 
15 $37.77 $37.85 
16 $38.33 $38.45 
17 $38.93 $39.05 
18 $39.51 $39.65 
19 $40.07 $40.25 
20 $40.66 $40.85 
21 $41.18 $41.40 
22 $41.71 $41.95 

 

 

 

 

 

 

 



 

 

 

Respiratory Therapist 
(Registered) 
Grade 12   

0 $31.42 33.60 
1 $32.12 34.21 
2 $32.84 34.83 
3 $33.51 35.44 
4 $34.23 36.05 
5 $34.81 36.67 
6 $35.60 37.28 
7 $36.31 37.89 
8 $37.01 38.50 
9 $37.72 39.12 

10 $38.38 39.73 
11 $39.04 40.34 
12 $39.79 40.96 
13 $40.46 41.57 
14 $41.15 42.18 
15 $41.97 42.80 
16 $42.65 43.41 
17 $43.34 44.02 
18 $44.03 44.63 
19 $44.72 45.25 
20 $45.37 45.86 
21 $45.99 46.47 
22 $46.62 47.09 

 

 

 

 

 

 

 

 



 

 

 

Pharmacist  
Grade 
4   

0 $48.34 $50.76 
1 $50.33 $52.85 
2 $51.33 $53.89 
3 $52.34 $54.96 
4 $53.36 $56.03 
5 $54.35 $57.07 
6 $55.35 $58.12 
7 $56.39 $59.21 
8 $57.74 $60.63 
9 $59.54 $62.52 

10 $61.32 $64.38 
11 $62.63 $65.76 
12 $63.90 $67.10 
13 $65.21 $68.47 
14 $66.50 $69.83 
15 $67.79 $71.18 
16 $69.08 $72.53 
17 $70.39 $73.91 
18 $71.67 $75.25 
19 $72.91 $76.55 
20 $74.14 $77.84 
21 $75.31 $79.08 
22 $76.46 $80.28 

 

 

 

 

 

 

 

 



 

 

Senior 
Pharmacist  
Grade 
5   

0 $47.85 $50.24 
1 $49.31 $51.77 
2 $50.72 $53.26 
3 $52.15 $54.76 
4 $53.60 $56.28 
5 $55.04 $57.80 
6 $56.49 $59.32 
7 $57.92 $60.81 
8 $59.36 $62.33 
9 $60.78 $63.82 

10 $62.22 $65.33 
11 $63.67 $66.85 
12 $65.11 $68.37 
13 $66.54 $69.87 
14 $68.02 $71.42 
15 $69.43 $72.90 
16 $70.89 $74.43 
17 $72.28 $75.89 
18 $73.73 $77.42 
19 $75.14 $78.90 
20 $76.49 $80.31 
21 $77.80 $81.69 
22 $79.08 $83.03 

 

 

 

 

 

 

 

 



 

 

Physical 
Therapist  
Grade 
3   

0 $35.59 $39.55 

1 $36.60 $40.28 

2 $37.62 $41.01 

3 $38.60 $41.74 

4 $39.62 $42.47 

5 $40.60 $43.20 

6 $41.63 $43.93 

7 $42.58 $44.66 

8 $43.61 $45.39 

9 $44.65 $46.12 

10 $45.60 $46.85 

11 $46.61 $47.58 

12 $47.63 $48.31 

13 $48.63 $49.04 

14 $49.62 $49.77 

15 $50.83 $50.83 

16 $51.82 $51.82 

17 $52.81 $52.81 

18 $53.87 $53.87 

19 $54.82 $54.82 

20 $55.78 $55.78 

21 $56.70 $56.70 

22 $57.62 $57.62 
 

 

 

 

 

 

 

 



 

 

 

Senior Pharmacist 
II  
Grade 14   

0 $55.04 $56.14 
1 $56.49 $57.62 
2 $57.92 $59.07 
3 $59.36 $60.54 
4 $60.78 $61.99 
5 $62.22 $63.46 
6 $63.67 $64.94 
7 $65.11 $66.41 
8 $66.54 $67.87 
9 $68.02 $69.38 

10 $69.42 $70.80 
11 $70.88 $72.29 
12 $72.28 $73.72 
13 $73.73 $75.20 
14 $75.17 $76.67 
15 $76.60 $78.13 
16 $78.05 $79.61 
17 $79.46 $81.05 
18 $80.92 $82.53 
19 $82.29 $83.93 
20 $83.67 $85.34 
21 $84.98 $86.68 
22 $86.26 $87.99 

 

 

HMH HEALTH PROFESSIONALS AND 
 ALLIED EMPLOYEES, AFT/AFL-CIO, 

LOCAL 5030 
 
____________________________ 
 
Date:  ______________________ 
 

 
___________________________ 
 
Date:  ______________________  
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HPAE RN/ProAll Bargaining 
Units  

 Proposed: 
3/9/2021 

  Modified:  
5/29/2021 

 
Employer’s Modified Non-Economic Proposal #7:  Article 22 

22. HOURS OF WORK AND OVERTIME: 

 

22.8 The weekend work requirements of an employee shall not be increased unless the 
affected employee agrees to the change.  The foregoing does not limit the Medical 
Center's right to hire new employees with the understanding that they shall have 
greater weekend work requirements than other employees in the same 
department/unit, however, no full-time or part-time employee shall be required to 
work more than every other weekend.  A weekend off, for the purpose of this 
section, is defined as two (2) days - Saturday and Sunday. A Registered Nurse 
who works twelve (12) hour shifts will work every other weekend (except as 
provided for in Article 22.6 Paragraph 2). If staffing permits (as determined by 
the Unit Director) the Registered Nurse can be scheduled to work every third (3rd) 
weekend. 

Employees hired after January 1, 1993 will be required to work every other 
weekend.    Employees hired prior to January 1, 1993, who have twenty-five (25) 
years of service,  will be eligible for required to work every third fourth weekend. 
required to work alternate weekends until they complete twenty-five (25) years of 
service. Employees, including Registered Nurses, who qualify for the weekend 
work exemption, may elect to work one or both days of a weekend for an equal 
exchange of regularly scheduled weekdays, with management approval. A For these 
employees, a differential of three dollars and ten cents ($3.10) per hour will be paid 
to Professional employees, and a differential of three dollars and fifty cents ($3.50) 
per hour will be paid to Registered Nurses for all hours worked between 10:45 pm 
Friday and 7:15 am Monday. 

Laboratory employees shall not be required to work more than every third 
weekend.  Any changes shall be by mutual agreement between the Medical 
Center and the employee. 

22.9 The Medical Center will pay employees an additional hourly differential of $2.00 
per hour for all hours worked between 10:45 p.m. Friday and 7:15 a.m. Monday 
of their scheduled weekend off. 

22.10 If an employee misses two (2) or more weekend shifts calls in sick on greater than 
three (3) separate weekends within a six (6) month period, the employee may be 
required to make up those missed shifts any additional weekend days missed 
during the next sixthree (63) months.    This excludes an employee who is out on 
a leave of absence or on scheduled benefit time off. 



For employees hired after 6/1/2014, if an employee misses more than one (1) 
weekend or weekend shift to work in a twelve (12) month period, the employee 
will be required to make up the missed time within the next twelve (12) month 
period.  The scheduling of the missed time shall be by mutual agreement between 
the employee and their supervisor.  This excludes an employee who is out on a 
leave of absence, using earned sick leave or on scheduled benefit time off. 

 

HMH HEALTH PROFESSIONALS AND 
 ALLIED EMPLOYEES, AFT/AFL-CIO, 

LOCAL 5030 
  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
  
  

 

5/30/2021



 

All Bargaining Units   Proposed: 

 

5/19/2021 
  Modified:  

5/21/2021 
  Modified  

5/27/2021 
  Union Counter 

Accepted 
5/29/2021 

Employer’s Economic Proposal #3:  Article 25 (Pension-Retirement) 

25. PENSION-RETIREMENT 

25.1 Effective December 31, 2021, employees who presently participate in the Medical 
Center’s Defined Benefit Plan (the "Plan") and who are covered by this 
Agreement shall: (i) transition to full participation in the Medical Center’s 401(k) 
plan, including employer contribution and matching components without losing 
currently vested benefits; (ii) cease earning benefits in the Plan and (iii) the 
accrual of additional years of benefit service, and benefits under the Plan will be 
frozen, as of December 31, 2021.  Such employees will continue to be credited 
with service for vesting purposes under the Plan, if not already vested. Any salary 
increases after December 31, 2021 shall not be included in the benefit calculations 
under the Plan.   

All participants in the Defined Benefit Plan ages 50 or older and with 10 or 
more years of service as of December 31, 2021 will receive an additional 3% 
of pay “Transition Credit” into the Medical Center’s Defined Contribution 
Plan in the 2022 and 2023 Plan years.  

The defined benefit pension shall remain as is through December 31, 2009. 
Effective December 31, 2009 the pension benefit shall be frozen for both salary 
and service. 

For future benefit accruals accumulated after January 1, 2010, the pension plan 
will be amended as follows. 

1. Final average Compensation: Final ten (10) years. 

2. Defined Benefit Formula: 
For employees currently in the Defined Benefit Plan who as of January 1, 
2010 have attained 25 years of service: 1.50% multiplied by final average 
compensation defined above multiplied by credited years of service 
commencing after January 1, 2010. For all other employees currently in 
the Defined Benefit Plan as of January 1, 2010: 1.40% multiplied by final 
average compensation defined above multiplied by credited years of 
service commencing after January 1, 2010. 



- 

 
 

3. Temporary Pension-Retirement Moratorium: 
Effective January 1, 2010 there will be a moratorium on benefit accrual 
for the defined benefit plan and no benefits will accrue. Effective January 
1, 2011 through December 31, 2011 the moratorium will be lifted and 
benefits will begin to accrue only to the extent that the defined benefit 
formula will be .75% multiplied by final average compensation multiplied 
by credited years of service. Thereafter the terms as listed in Article 25.1 
will apply. 

25.2 Defined Contribution Plan:  The Medical Center will provide a 401(k) plan for 
eligible employees for the life of the Agreement., excluding those employees who 
are eligible to participate in the defined benefit plan. 

For the term of the Agreement, the Medical Center will contribute 1.50% of each 
eligible employee’s base pay into the 401(k) account no later than April 1 of the 
following year.  The Medical Center will match 100% of the first 2% the 
employee contributes, and will match 50% of the next 3% the employee 
contributes.  Vesting shall be 100% after 3 years of service. 

 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 

  

LOCAL 5030 
  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
  
  

 

HMH

5/30/2021
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All bargaining units  Proposed: 
5/18/2021 

  Modified:  
5/29/2021 

 

Employer’s Modified Economic Proposal #2: Article 26 (Benefits) 

 

26. BENEFITS: 

26. 1 Benefit plans applicable to non-union Medical Center employees shall be 
made available to employees represented by the Union as listed below, as they 
may be amended or changed in accordance with their terms.  The Employer 
agrees to offer bargaining unit employees the same Health Insurance, Group Term 
Life Insurance and Accidental Death and Dismemberment Insurance, Prescription 
Drug Plan, Dental Plan, Vision Plan, Short-Term disability and Long-Term 
disability benefits that it provides to Medical Center non-bargaining-unit 
employees.  The parties agree that the specific provisions and procedures 
governing eligibility, enrollment, benefit coverage, co-pays and employee 
premium co-shares of these plans shall be the same as the plans provided to the 
Medical Center’s non-union represented employees.  The Employer shall have the 
discretion to change or modify these benefits.  However, during the life of this 
Agreement, the Employer shall not terminate these benefits and shall maintain 
these benefits at the same level as it does for non-management non-bargaining-
unit employees.  Notwithstanding the foregoing, the benefits provided hereunder 
shall be at least reasonably comparable to the overall benefits package provided, 
taking into account the totality of the entire benefit package (Health Insurance, 
Group Term Life Insurance and Accidental Death and Dismemberment Insurance, 
Prescription Drug Plan, Dental Plan, Vision Plan, Short-Term Disability and 
Long-Term Disability) offered.  In the event of any substantive changes or 
modifications or changes to these benefits mandated by the Patient Protection and 
Affordable Care Act (PPACA (ACA), the Employer shall give the Union 60 days’ 
written notice of the change and if required will bargain over the effects of such 
changes. 

26.2 Bargaining unit employees enrolled in the health plans, except for the Out 
of Area plan, shall have the right to use Horizon Network hospitals and physicians 
when no service or physician exists to treat the acute or chronic disease at 
Hackensack Meridian facility and shall be covered at the inner circle (HMH 
Partners) level.  For all plans that cover out-of-network, except for the out of area 
plan, if no in-network provider is available, then out-of-network provider shall be 
covered at the inner circle (HMH Partners) level.  Approval shall not be required 
on an ongoing basis when treating the same acute or chronic disease, unless there 
is a significant change in diagnosis or treatment plan. 



- 
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Bargaining unit employees enrolled in the health care plan who are unable to 
access a primary care physician, or specialist or radiology services within 50 
miles of the bargaining unit employees’ home (as determined by online driving 
distance programs such as MapQuest, WAZE, etc), who accepts Hackensack 
Meridian’s inner circle health plan, shall have the option to see a primary care 
physician,  or specialist or radiology services that is in-network at inner circle 
benefit level. Members must obtain prior approval under the tier elevation 
process. 

In the event that there is no option for a second opinion from an inner circle 
physician group, then the bargaining unit employees shall have the option to 
obtain a second opinion from an in-network physician group, at the inner circle 
benefit level in accordance with the plan they selected. 

Bargaining unit employees enrolled in Hackensack Meridian’s health plan who 
use a Hackensack Meridian facility for a “true emergency” or inpatient services, 
shall not be responsible for the in-network or out-of-network cost incurred due to 
a physician at the facility who is not a participant in the health plan at inner circle 
levels. 

Bargaining unit employees will have access to resources who can assist 
employees with bills, claims, paperwork, denials and appeals relating to coverage. 

HMH will provide tools and resources, including access to in person health 
insurance liaisons at the time of enrollment. 

HMH will provide 100% lab benefit at HMH Network facilities. As long as 
LabCorp remains part of the HMH Partners Network, HMH will provide 100% 
lab benefit at all New Jersey-based LabCorp facilities (within a hospital or free 
standing). HMH will also provide a 100% lab benefit at any New Jersey-based lab 
that it designates as Inner Circle, either within a network facility or a freestanding 
facility. 

The HMH plan will cover radiology services when those services are rendered by 
a participating Horizon PPO provider at inner circle benefit levels, if there are no 
HMH inner circle participating providers within 50 miles or one hour driving 
distance (as determined by online driving distance programs such as MapQuest, 
WAZE, etc.) from their residence to an Inner Circle Provider.  Services must be 
rendered in the state of NJ and members must obtain prior approval under the tier 
elevation process.[Added above] 
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HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 

HMH 

LOCAL 5030 
____________________________ 
 
Date:  ______________________ 
 

 

Date:  ______________________
5/30/2021



- - - 

- 

All Bargaining Units  Proposed: 5/5/2021
Modified:  
5/18/2021 

Employer’s Non-Economic Counter-Proposal #4:  Modified Counter-Proposal to Union 
Proposals #17 and #20 

UNION PROPOSAL #20 COUNTER PANDEMIC SIDE LETTER 

Pandemic Preparedness & Review Committee 

The Medical Center reaffirms its commitment to providing a safe workplace for all team 
members, which includes supplying PPE, fit test staff, and providing other related training as 
appropriate.  

In addition, in accordance with the CEO Coalition’s Declarations of Principles (the 
“Declaration),  Palisades Medical Center is committed to procuringe and providinge
evidence-based personal protective equipment, technology, tools and processes to ensure 
that team members have the tools needed to do their jobs safely and care for patients. 

The Medical Center will continue to communicate with the union and address health and safety 
related concerns in a timely manner.  In furtherance of the Declaration, the Medical Center will 
work to Create practices that advance open communication between team members and 
leader’s so members feel safe to speak up and provide resources to assess and support team 
members’ emotional and social health. The Medical Center will also continue to 
communicate with the union and address health and safety related concerns in a timely 
manner.  

In addition, at the start of any Pandemic, the Hospital shall provide the Union with relevant 
information within a reasonable timeframe.  The Union understands that the employer’s 
resources may be strained during these crises and will exercise reasonable restraint when asking 
for information. 

To aid these discussions, the Hospital leadership will designate a point of contact for the Union.  
Similarly, at the start of the pandemic, HPAE will designate a pointy of contact who will 
represent the Union in the aforementioned process and will serve as the conduit of all relevant 
information.  Any concerns that the Union may have will be presented by this representative to 
HMH’s designee.  The parties will agree on the appropriate format for the exchange of 
information at the outset of the pandemic.



PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030

___________________________ ____________________________

Date:  ______________________ Date:  ______________________
5/30/2021



All Bargaining Units   Proposed: 
5/29/2021 

 

Employer’s Economic Proposal – Staffing Side Letter 

The Medical Center agrees to on-board the following positions to address the Union’s staffing 
concerns within one hundred eighty (180) days of ratification: 

 10 Registered Nurses for Med/Surg, Progressive Care and Float pool 
 5 Registered Nurses for the Emergency Department 
 8 CNAs for Med/Surg, Progressive Care and Float pool 
 2 Patient Care Techs for the Emergency Department 
 2 Maternal/Child Health Techs  
 8 Heavy Cleaners 

 

HMH HEALTH PROFESSIONALS AND 
 ALLIED EMPLOYEES, AFT/AFL-CIO, 

LOCAL 5030 
  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
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All Bargaining Units Proposed: 3/16/2021 

HPAE LOCAL 5030 INITIAL PROPOSAL TO HMH ARTICLE 5.3 LAYOFF/REDUCTION OF 
HOURS 3/16/2021 

5.3 LAYOFF/REDUCTION OF HOURS: 

A. Should a layoff or reduction of hours be necessary, the anticipated length and reasons for such shall be 
sent to the Union. Such notification shall be given as soon as possible. A minimum layoff notice of 
twelve (12) twenty (20) calendar days shall be provided to the Union, the affected employees and those 
who might be affected, except in cases of an unplanned layoff. 

An unplanned layoff shall be defined as circumstances which render the Medical Center unable to operate 
in whole or in part and the Medical Center does not have advanced notice such as fire, flood, explosion, 
equipment failure, war, act of God or other disaster. 

PALISADES MEDICAL CENTER 

Date: 3 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Date: clz...1/Z. 42' 

 



HPAE RN & Professional Proposed: 3/9/2021 
Amended: 3/24/2021 

Non-economic Proposal #4: Article 7 

7. DISCHARGE AND DISCIPLINE: 

7.1 The Medical Center shall not discharge, discipline or suspend any employee 
without just cause. 

7.2 The Union, the Chairperson, and the employee involved shall be advised in 
writing of any discharge, suspension or disciplinary action. A copy of the notice 
given to the employee shall be mailed to the Union within forty-eight (48) hours. 

7.3 A grievance by an employee claiming that s/he has been unjustly or improperly 
discharged, disciplined or suspended must be submitted to the Medical Center, in 
writing, within ten (10) days of the written notification of discharge, disciplinary 
action or suspension. 

Discharges or suspensions shall be brought directly to Step 3 of the grievance 
procedure. If a grievance is not submitted within the time limit provided herein, 
the rights of the grievant and/or Union shall be considered to have been waived 
under this Article. 

7.4 The time limits specified herein shall exclude Saturdays, Sundays and holidays. 

7.5 Prior to an employee being brought into a disciplinary conference, or an 
investigational conference that may lead to discipline of the employee being 
interviewed, the Medical Center representative shall inform the employee of the 
nature of the conference, including the possibility of a discipline being issued, an 
employee shall have the right to have a Union Representative of his or her choice 
at either of these conferences. In the event a representative is requested, but not 
available, the Medical Center may temporarily remove the employee from the 
performance of his/her work, but may not proceed with the discipline until such 
time as a representative is available. 

7.6 A discipline shall not be issued more than twenty-five (25) days, e;s.clucling 
ys: after the event/incident that led to the issuance of the discipline. 

Discipline involving. Rgport bit:. Events or ili.aentitil violations of IfIPAA, will he 
excluded from this limit. Further. discipline resulting from complaints from 
regulatory agencies, patient complaints, and discipline issued under the Medical 
Center's Attendance/Lateness Policy and Procedure, will be excluded from this 
limit. 

LPN/Tech 
Service/Maintenance [Corrected to apply to all BUs 5/30/21]









11PAE RN & ProJi..ssional 

Non-economic Proposal #5: Article 11 

11. FILLING VACANT POSITIONS WITHIN LOCAL 5030: 

Proposed: 3/9/2021 
Amended: 3/24/2021 
Amended: 5/13/2021 

All positions shall be posted for seven (7) days (exclusive of Saturdays, Sundays 
and holidays) prior to initiating external recruitment. Employees may apply for 
positions via the MyTransfer link in MyWay PeopleSoft HR system. Only by 
applying via the MyTransfer link in MyWay, will the individual be identified as a 
current employee and flagged as an internal candidate. Human Resources will 
assist anyone who has issues with accessing computers. 

All eligible employees applying for a transfer must be in the current position for 
at least six (6) months. Interim employees must complete the obligations of their 
original assignment before applying for another position. 

Once Transferred, the employee is to be evaluated at the completion of a new 
introductory period of 90 calendar days (or 120 days for Per Diem positions). If 
during the introductory period, either  the department leader or team memberan 
employee-becomes dissatisfied with the transfer, the employee-team member  may 
be returned to the original  or comparable position.  if vacant7ef-te-a-vaeant 
comparable-position; This can only occur if such a position is vacant and 
available. 

All transferring employees are required to provide proper notice to their current 
division upon accepting a new internal position, which should be four (4) weeks. 
At the discretion of the supervisor, the employee may be released earlier. If the 
transfer will cause undue hardship to the current division, the supervisor must 
engage the team member, the hiring manager and their appropriate HR contact to 
discuss an acceptable time frame for transfer. 

The rule that an employee stay in current position for six (6) months before 
transfer may be waived with express approval of Hackensack Meridian Health 
HR and Business leadership based on business necessity and/or hardship. 

A new background investigation will be performed when a team member transfers 
from a non-clinical position to a direct patient care position. 

An existing employee shall be given first consideration to fill the vacancy 
provided s/he has the necessary qualifications for the position. Where two (2) or 
more employees request the same vacant position, selection shall be on the basis 

Service/Maintenance
LPN/TECH [Corrected to apply to all BUs 5/30/21]



of qualifications and seniority. The employee selected shall be transferred to the 
new position within sixty (60) calendar days of the date the transfer was 
approved. 

An employee who receives a suspension shall not be eligible to bid on a job 
vacancy for six (6) months from the date of issuance of the suspension. 

In the event that two (2) or more per diems request the same position, selection 
shall be based on the supervisor's determination of the successful candidate based 
on qualifications and factors such as skill and ability. If the supervisor determines 
that two (2) employees are equal, date of hire will prevail. 

11.2 The Medical Center shall send a copy of all job postings, including the date of the 
posting, job requirements, job descriptions, the job posting number, and a list of 
all employees who applied for the job to the Union on a monthly basis. 

1 1.3 The Medical Center job postings will reflect the exact weekend and/or holiday 
work requirement(s). 

PALISADES MEDICAL CENTER 

Date: 5/20/2021 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCH& 5030 

Date: 



All Bargaining Units Proposed: 
4/16/2021 

Employer's Non-Economic Counter-Proposal #2: Counter-Proposal to Union # 10 

22. HOURS OF WORK AND OVERTIME: 

22.1 It is the policy of HMH to compensate employees for all time worked. HMH will 
maintain accurate and complete records of time worked to ensure that employees 
are properly compensated in accordance with state and federal laws and this 
Agreement. Non-exempt employees are expected to assist HMH in keeping 
accurate records of their working time by utilizing the time and attendance system 
and time collection devices. Failure to use such systems may result in disciplinary 
action. 

Non-exempt employees are required to record in and record out at the beginning 
and end of their assigned shift. Employees are not required to record their time for 
meal breaks - see Work Breaks and Meal Breaks provision of this Agreement for 
further detail. 

Supervisors and employees are responsible for reviewing time records prior to the 
pay period closing. Employees are also responsible for reviewing their pay stubs 
each pay period to ensure their time was accurately processed and they are 
properly compensated for all time worked. If an employee believes there is a 
discrepancy, he or she must immediately report the discrepancy to their leader so 
the appropriate corrections may be made. 

When HMH makes an error in pay that is greater than 8 hours pay, HMH will 
make every effort toprocess the corrected amount in a separatcpaychcck during 
the next off-cvelc payroll  run date. so long as the  payroll adkistment has been 
submitted into the system by 4 p.rn. on Monday of the off-cycle week. 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LO 503 

7 f'D 
Date:  tO-Lt t(1,/ fL( Date:  

3/71 



All Bargaining Units Proposed: 
5/5/2021 
Modified: 
5/10/2021 

Employer's Modified Non-Economic Counter-Proposal #3: Counter-Proposal to Union 
Proposal #24 

31. COMMITTEES: 

31.1 Labor-Management Committee: A Labor-Management Committee composed of four (4) 
representatives selected by the Medical Center and four (4) representatives selected by the Union 
shall meet to discuss mutual solutions to problems affecting Labor-management relations at the 
Medical Center, including issues pertaining to payroll, PTO, ESL and leave administration 
Hartford in a sincere attempt to improve the parties' basic relationship and to attempt to limit 
the Wane recurrence oi \ such issues. The Labor-Management Committee shall meet at a 
reasonable time whenever requested by either party to discuss problems of concern to the Union 
and the Medical Center. Time spent at Labor-Management Committee meetings will be 
compensated in accordance with Article 3.4. The Medical Center President and the Union 
President shall be considered as ex-officio members of this committee. These-meetings-will 

issue-addFessed-at-that-time. 

A-separate-eommittee-fer-FFOr  ESLrand-PayFollrwill-be-beld-with-the-leeal-E-beard-en-a 

who-aetually-has-the-power-an4authority-to-fivt-mistakes4wreal-time-for-the-pending-issues 

li aPtfOrd-persennel-will-be-available-en-site-eneeter-ffienth-with-a-member-44414-fer-in 

THE EMPLOYER RESERVES THE RIGHT TO ADD OR SUBTRACT FROM ANY OR ALL 
OF ITS PROPOSALS 



Tickets in Peoplesoft Myway will be able to be viewed after submittccL The ticket will-have 
an-as-signed-eonteet-peFsen-for-eaelt-ease-witli-their-eontnet-infor-nintion-tnelnding-name3
emnit--and-phone-nomber,Coniments-will-be-able to he-added-to-the ticket "threaf enee 
it is submiUe{1-aji -t-he-enth-e-cemimmieation--tiwea4-will-be-able4o-be viewed and saved on 
one sereen-for-the-pur-pose-of-reeer-d-keeping-and-eleaf-e-onmnitaiea4ion-, 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Date:  15  (   L___ Date: 













All Bargaining Units Proposed: 
5/10/2021 
Modified: 
5/18/2021 

Employer's Modified Non-Economic Counter-Proposal #6: Counter-Proposal to Union #33 

UNION PROPOSAL #33 ARTICLE 33 STAFFING COMMITTEE MODIFIED 
PROPOSAL 

31.2 Establishment of a New Joint Union Management Staffing Committee: The joint Labor 
Management Staffing Committee will meet monthly and will include at a minimum the HPAE 
local president and HR director. Each meeting will be devoted to one of the following core areas: 
Nursing, Professional, Technical, and Service & maintenance. The core area to be discussed at a 
meeting will be identified at least two weeks ahead of the scheduled meeting. Up to two 
representatives from management and two union representatives from the area to be discussed 
will be present at the scheduled meeting. All designated committee members will be released 
from work with pay to attend the meeting. The Committee will evaluate the factors affecting 
staffing and propose joint solutions to these issues. These factors may include but are not limited 
to current vacancies, current staffing, recruitment strategies, and onboarding efficiencies. This 
Committee replaces the current staffing committee. 

3-173-Palisades-Hespitfil-su-pperts-the-goal-ef-eptimiz-ing-fterse-to-patien4-staffin-ratie-levels; 
A-ittimber-ef-faeters-ntust-be-eeftsideFed-wheii-patieig-itssignments-afe-inefler ineluding-but 
net-Iimited-te4he-eemplelkity-ef-the-patient-anti-their-inilividual-needs: 

The purpose and goal of this staffing committee is a joint effort by the Hospital, Union and 
individual members from each bargaining unit to impfeve-patien4-eateenies-while reduce 
vacancies and agency usage. 

The staffing committee shall: 

I. Jointly assess staffing levels, nurse-to-patient-ratios-an4-stafflng-mi%es-on-all 
Units. 
2 Review-patient-aeuity: 
1-Revie patient-etiteentes. 
2. Review concerns from bargaining unit members and nursing administration related 
to staffing. 
3. Make recommendations to improve staffing on all units 

• ' • • . 
6:---Develep-staffing-Faties-fer-all-depa4men4s-and-units: 



otiteemes-while-pedueing-the-ffumber-ef-viteanties-and afflOttfit-E*1:at,,efit'y-useti-Ht the 

Hospital 

Both parties acknowledge the information reviewed in-these committee meetings may be of 
ti-sensith=e-notu-Fe-and-will-not-be-used4of-anpufpose-beyond-su-bm-V3sion-of-a-FepeFt-to 
hos-pital-twim4uistfutioth-in-additionr all-applienble-stuadufds-Fela-ted-to-patient 
eofiruleutittlity-will-apply: Minutes of each meeting will be maintained and the 
responsibility shared by both parties. 

3474—Ne-Wer-than-siii-men-ths-fellewing-rittifietition-of-the-agreemeatr the-Gemmittee-shall 
issue-a-reper-t-te44ospital-Adiuiffistfation-with-reeommended-staffmg-ratios-fof-all 
appropriate departments and units. llospital-A4m4nistration will respond in writing in a 
feaseueble-ametint-of-timer bu-t-in-ne-event-later-thau-45-days4rem-the-submission-eithe 

Reper-tranless-etherwise-agfeed-te43y-the-Cem-mittee,The-Hespital-shall-have-sh-mouths-te 
implement-the-Committeeis-Feeem-mendations,Stariug-Fatios-will-be-traeked-on-a-menthly 
basis. 

The Committee can only-make recommendations as to staffing ratios. After finalization-el 
the ratios, the staffing Committee shall meet monthly to review whether the targets are 
being-me ar-e-not-in-eomplianee-witk-tar-get-r-atiosr either-pur-ty-may-s-ubmit-the 
4ipatc to a mutually agreed upon fimeilitator. The responsihilitics of the facilitator will be 

will-be-limited-te-assisting-the-par-ties-to-reaeli-resel-tttion-of-the-issues7 

T-he-Howit-al-is-fiet-FequiFed-te-use-agenen-u-r-ses-te-meet-staffin-Fatios-pr-oposed-bthe 
Geminittee,-T-h-is-agFeemen-t-to-adopt-sta-frifig-ratios-s-hall-be-the-subjeet-of-the-gFievonee 
ffitd-a-thitratieu-elause-of4he-een-t-r-ftet7 
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Date: 5/28/2021 

HEALTI I PROFESSIONALS AND 
ALLIED EMPLOYEES. AFT/AFL-CIO, 
LOCAL/,t 30 

Date: 



Al! Bargaining Links 

Employer's Economic Proposal #14: Referral Bonuses Side Letter 

Proposed: 5/28/2021 

I. The Medical Center will offer a bonus for referrals for new hires per the HMH Team 
Member Referral Program, according to the following payment schedule: 

• $300 for team member referral hired into full time position with standard hours ≥ 36 
hours. 

• $100 for team member referral hired into part time position with standard hours ≥ 20 
hours. 

• Additional rewards may be offered for referrals for pre-determined hard-to-fill roles. 

2. All HPAE-represented Team Members are eligible to participate in the referral program. 

3. Referrals that do not qualify for rewards include, but are not limited to: 

• Former team members referred for rehire. 

• Temporary team members including summer team members. 

• Transferred team members. 

• Any candidate referred previously through an agency. 

• A candidate, not previously referred through an agency, but with whom HMH had 
contact with in the previous 6 months as evidenced in the Applicant Tracking System. 

4. Referrals must be made through the iCIMS Applicant Tracking System. 

5. The Medical Center may discontinue this referral program if it proves inefficient or 
ineffective. Changes will be communicated in a timely fashion. Team members who 
refer a candidate before the program is discontinued will still receive the appropriate 
award. 



HMH HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 

Date: 5/28/2021 Date: 1%7,  c 



411 bargaining units Proposed: 3/9/2021 

Non-Economic Proposal #12: 

Side Letter Re: Parking Lot 

Side Letter: Parkin2 Lot 

goth-t14e-14nie fitl-the-Iviedieal-Genter-aefee-444-ineltitle-the4eie-t441htii-l-di-ng--a-parkin-g-gara2g 
oit-site-lef-bargtiining-unit employees-le twe as an agenda-iteni-at-e-habor-inemtgement 
Geniniittee-meeting-wittlin 120 days afterr-rati4iet+tionre€e-new collective bargaining aereement. 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Ifi - 75 t2/1/ 6( 
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HPAE RN & Professional Proposed: 3/9/2021 

Non-economic Proposal #16: Side Letter Re: Staffing 

Side-I-Alen-Staffing 

The Medical Center-agre.es-to-on-hoard the-li4lowing pogit-ii-ms4o address-die-Whions 
4ifffing4-41neern±d+ifin,g-negot4t-ion-s-iii-the-fi+1-lowing fweas-withinone red-ei ght-y 
(-1444)-days-s-i+f-fat ific-atifthi 

15 RN's for 37-4,--5-and-c1444

-1-Cath-L-abilnterventilmi-Ritchfilegy-RN 
2 .Behaviorul4lealth--Techs 
:3--0N-AsiSitters 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

) 

Date:   Date: 151  2-/ / 2- ® 21 



All bargaining units Proposed: 3/9/2021 

Non-Economic Proposal #13: 

Side Letter Re: Earned Sick Leave Bank 

Side-hett-ey-Earned-Siek-heave-Bank 

Any ESL bank-eafrf ovef-linins-and-neerntilinalinnunis-previded-to-Seutheni-Onean-tMedieal-Genter 
(HPAE Local 5138)-and-JerseShere-Univefsity-Medieal-genter-f14P eal-5054)-wil-1-alse-apply4e 
Palinacles-Medical-C-einer-444P-AF-14n. enl-50-304, 

PALISADES MEDICAL CENTER 

Date:  (4 d- 3 ( ?-4 

HEALTH PROFESSIONALS AND 
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All bargaining units Proposed: 3/9/2021 

Non-economic Proposal #15: 

Side Letter Re: Implementation Date 

Side-LetteR-ApFil-13-2411-94mplementation-Dater 

The-C-11A-Aftieles-and-policies4isted-1,elow-go-inte-effe l-17444-9,-The-apptiettble 
1:3Favisions-ef-the-Aftides-belewr  found-in-the 2017 2018 C$.& will reinain-ie-effeet-tintd-that 
date:-

•  Article 1-8: Paid Time Off
•  Article -19: Holiday 
•  Article 20: Earned-lick-Leave 
•  Absenteeictn-md-hatenea
•—ci'uifletines--for-Coeperation and Discipline-policy 
•—Over4ime-rules-1-iated-in Aniele-22-1-lour-s-of-Work-anal-Overtinie 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Date: •-f?*2 I Date: 
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HPAE RN & Professional  Proposed: 5/14/2021 
  Modified:  5/27/2021 
  Modified:  5/29/2021 
  Modified:  5/29/2021 

Employer’s Modified Economic Proposal #1:  New Nursing Base Wage Scale 
 

APPENDIX  – RATES OF PAY (RNS)* † 

Years of Experience New RN Base  
Wage 

0 $40.44$37.26 

1. $42.86$39.65 

2.               $43.29$40.05 

3. $43.73$40.45 

4. $44.16$40.85 

5. $44.60$41.26 

6. $45.05$41.67 

7. $45.50$42.09 

8. $45.96$42.51 

9. $46.42$42.93 

10. $46.88$43.36 

11. $47.35$43.80 

12. $47.82$44.24 

13. $48.30$44.68 

14. $48.78$45.12 



_ 

I 
 

15. $49.27$45.58 

16. $49.76$46.03 

17. $50.26$46.49 

18. $50.76$46.96 

19. $51.27$47.43 

20. $51.78$47.90 

21. $52.30$48.38 

22. $52.83$48.86 

23. $53.35$49.35 

24. $53.89$49.85 

25. $54.43$50.34 

26. $54.97$50.85 

27. $55.52$51.36 

28. $56.08$51.87 

29. $56.64$52.39 

30. $57.20$52.91 

* In 2021, Nurses will receive up to either (1) a 2.0% merit-based increase applied to 
their current base, then their BSN pay component, if applicable,  oradded to this new 
base rate, or (2) an adjustment based on the nurses scale (which is inclusive of their BSN 
component), , whichever is greater.   

† Per Diem RNs will receive the base rate based on their years of experience, plus the 
$5/hr Per Diem pay component. 

HEALTH PROFESSIONALS AND ALLIED  
EMPLOYEES, AFT/AFL-CIO, LOCAL 5030 

  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
  

HMH
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Employer’s Economic Proposal #15:  Appendix [X] Per Diem Registered Nurses  

 

Per Diem Registered Nurses Policy 

Purpose:  The purpose of this policy is to maintain adequate staffing for the departments by 
keeping overtime to a minimum, while covering vacations, holidays, and call outs with 
competent Per Diem Nursing staff.  The policy provides scheduling requirements, salary, and 
overtime restrictions. 

Scope:  The policy applies to all Medical Center Team Members with the title of Registered 
Nurse Per Diem and Registered Nurse Float Pool, as well as nursing unit leaders (supervisors, 
managers, assistant managers, administrators and directors). 

Policy  

1. All HMH Per Diem Registered Nurses will maintain all competencies and certifications 
as deemed necessary for employment at the specific campus/unit. 
 

2. Unit based and Float Pool Per Diem's will be scheduled after all full time and part time 
employees have submitted their schedule. 
 

3. Per Diem staff can only work a maximum of 920/hours annually. 
 

4. All Per Diem team members are to submit their availability of 24 hours a month to the 
Nursing Office or in the scheduling software, if available. The assignment of shifts to per 
diem team members will be done while developing the department schedule by nursing 
leadership. 
 

5. If a Per Diem RN has not worked in a ninety (90) day period of time, the nurse manager 
can separate employment from HMH. 
 

6. In an event of decrease volume, Per Diem RNs may be canceled by management with a 
minimum of two (2) hours notice. 
 

7. If the Per Diem RNs must cancel, the unit/department requires at least four (4) hours 
notice of the cancellation in order to make alternative arrangements. 
 



M 

8. A Per Diem RN CAN perform in the charge nurse and preceptor roles if the eligibility 
criteria is met. They must fulfill the requirements of responsibility for the charge nurse 
and preceptor roles. The Per Diem will receive the applicable financial compensation: 
 

 $1.75/hour for charge 
 

 $1.50/hour for preceptor. 
 

9. A Per Diem RN either unit or float pool is not entitled to float pay.  
 

10. Those team members in Per Diem status are not eligible for: holiday, extended sick leave 
time, Bereavement or Paid Time Off. 
 

11. Per Diem employees are not eligible for health benefits unless required by law. 
 

12. Merit increases will be computed using the per diem’s applicable base rate at Appendix 
[X], not including the per diem pay component.   
 

13. Per Diem RN staff are required to work 2 holidays each calendar year; one summer, one 
winter.  
 

 The summer holidays are: Memorial Day, Independence Day (July 4th), and 
Labor Day. The winter holidays are: Thanksgiving, Christmas and New Years 
Day. 
 

 This can / may be scheduled when the department schedule is created for that time 
frame. In the event there is not the practical opportunity for each per diem to 
cover a major holiday in a calendar year, i.e. if department is not open on the 
holidays, alternative requirements will be substituted at the discretion of the 
manager.  
 

14. Per diem RN staff are required to work two weekend shifts per month based on the 
operational needs of the unit/department. 
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Employer’s Non-Economic Proposal #21: Appendix [XX] (Per Diem Cap) 

The 920 hour cap on Per Diems will begin no earlier than January 1, 2022, at which time the 
Parties will meet and bargain over the effects, including the Per Diem’s ability to apply for any 
open positions, so long as they have the qualifications to fill the open position. 
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Employer’s Modified Non-economic proposal #18:  Article 14 
 
14. WORK SCHEDULES AND TIME REQUESTS: 

14.1 The Medical Center shall post a four (4) week work schedule two (2) weeks prior 
to the commencement of the schedule period. Requests for time off shall not be 
unreasonably denied. Once posted, the schedule shall not be changed except by 
mutual agreement or (2) because of an emergency staffing issue. 

14.2 Except in an emergency, an employee who has been continuously employed by 
the Medical Center for five (5) or more years shall not be required to rotate shifts.  
For the purpose of the provision, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by 
rotating among those employees who have been employed for less than five (5) 
years. Coverage for an employee's use of accrued time (excluding sick leave and 
all leaves of absence) shall not be considered an emergency. Employees who have 
over five (5) years seniority may volunteer to rotate to cover an employee's use of 
accrued time. 

The least senior of the employees on a department/unit with five (5) or more 
years’ seniority who must rotate due to an emergency will do so only for the time 
necessary to meet the emergency. A Medical Center deemed emergency shall not 
exceed thirty (30) days for any single employee. No employee shall be rotated off 
their shift and be replaced with an agency or Per Diem employee unless for a 
clinical competency need. 

An employee with five (5) or more years’ seniority who rotates will receive two 
dollars and fifteen cents ($2.15) more per hour. 

14.314.2  

In the event of shortages on a particular shift necessitating shift rotation, the 
Hospital shall first discuss alternatives to rotation and then seek volunteers. As a 
last resort, available employees shall be rotated in order of reverse seniority on a 
rotating basis, up to four consecutive weeks maximum unless mutually agreed 
otherwise. A log of rotation shall be maintained on each unit. Employees who 
rotate from one shift to another shall receive the appropriate shift differential for 
that shift or keep their current shift differential, whichever is greater. Four weeks’ 
notice for the need to rotate shifts will be given to the affected employee(s) unless 
in the case of an unforeseen emergent circumstance and only as a last resort. It is 
the intent of the Employer to move the employee back to their original shift as 
soon as practicable. An employee will be given at least 48 hours transition time 
when moving from one shift to the other.   



 

A non-RN employee with ten (10) or more years’ seniority who rotates will 
receive two dollars and fifteen cents ($2.15) more per hour. 

A Registered Nurse with ten (10) or more years of seniority who volunteers to 
rotate shift shall receive an additional five ($5) dollars per hour added to their 
regular compensation rate of pay.   

14.4 Nursing employees, excluding Per Diems, with six (6) or more years’ seniority 
who are permanently assigned to specific units or departments shall not be 
required to work in another unit or department (i.e., no pulling) except in an 
emergency or by mutual agreement. For the purpose of this provision an 
emergency shall be deemed to exist when the Medical Center determines that it is 
unable to provide adequate staffing by "pulling" among its employees who have 
been employed less than six (6) years. 

Employees excluding per diems, who have less than six (6) years' seniority who 
float, will receive one dollar ($1.00) more per hour. Employees with six (6) years 
or more seniority will receive two dollars and seventy-five cents ($2.75) more per 
hour. 

When a floating situation arises and all nursing employees have greater than six 
(6) or more years’ seniority, volunteers will first be sought. If no nursing 
employees volunteer to float, the least senior of the employees on a 
unit/department with six (6) or more years’ seniority shall float on a rotating 
basis, beginning with the least senior through the most senior and around to the 
least senior again, etc. 

The Medical Center will make its best efforts to float within the following float 
districts: 

1. CCU, PCU, ED, Cath Lab 

2. 4East, 5th floor, Peds 

3. Peds, Nursery, L&D, Post-Partum 

4. OR, PACU, Endo, SDS 

No employee will be given an assignment for which she/he has not been 
adequately trained and is competent to perform the duties required. The Medical 
Center will provide training and establish competency and will use the N.J. Board 
of Nursing Practice Act as a resource. 

A Float Pool will be established from vacant or newly created positions to include 
one Full-Time position on all shifts. The first two Full-Time day shift vacancies 
will be posted for transfer purposes. Thereafter, a single day shift Full-Time 
position can be dedicated to the Float Pool at the Medical Center's discretion. 



 

Newly created Part-Time positions (not from vacancies or restructuring) to 
include up to two part-time positions on each shift, can be dedicated to a Float 
Pool. 

If an employee is ordered to work in a unit/department other than their 
permanently assigned unit/department, the employee shall be entitled to pull pay, 
even if this occurs on an overtime shift. If the employee voluntarily works in a 
unit/department other than their permanently assigned unit/department, the 
employee will not be entitled to pull pay unless this occurs during their regularly 
scheduled shift. 

14.3 Floating is the reassignment of Registered Nurses (RN), to a unit/department that 
they are not hired to work on, and did not pre-schedule themselves to work on, in 
order to meet the operational needs of the facility. Floating is not “pre-scheduled” 
and is utilized only after all other options have been exhausted.  

In the event floating is necessary, which may include but is not limited to 
instances of high or low census, late call outs, and instances of no call no show, 
RNs NAs in the float pool will be floated first.  

An RN may be floated for a shift or any part thereof to a patient care unit within 
the same clinical competency, provided the RN is qualified as determined by the 
Hospital. If the RN believes the assignment is beyond his or her skill level, they 
may raise the issue with the unit leader and or nursing supervisor. If the 
leader/supervisor agrees, they shall modify the assignment to one that reasonably 
meets the skills of the RN. 

As of June 1, 2021, nursing employees, excluding per diems, with ten or more 
years seniority who are permanently assigned to specific units or departments, 
shall not be required to work in another unit or department (i.e., no pulling), 
except in an emergency or by mutual agreement.   

As of June 1, 2022, nursing employees, excluding per diems, with twenty-five 
years or more years seniority who are permanently assigned to specific units or 
departments, shall not be required to work in another unit or department (i.e., no 
pulling), except in an emergency or by mutual agreement.   

As of June 1, 2023, all nursing employees shall be required to float, in accordance 
with this subsection. 

For the purposes of this Article, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by pulling 
among its employees who are required to be available to float.   

The Hospital will make its best effort in floating to “like units” that conform with 
similar clinical competencies including, but not limited to Emergency Services, 
Tele/Medical/Surgical, Maternity, Perioperative Services, and Critical 
care/Stepdown. Floated nurses will be assigned patients within their competency. 



 

Floating of newly hired or novice RNs will not occur until they have been 
employed on their “home unit” for 6 months. Exception: This rule does not apply 
to RN hired into the float pool.  

The Medical Center will make its best efforts to float within the following float 
districts:  

1. ICU, PCU, ED, Cath Lab  

2. 3 East, 4 East, 5 East  

3. L&D, Post Partum, Nursery, SCN, MFM  

4. OR, PACU, Endo, SDS, IR, Cath Lab 

The order in which staff will be required to float is as follows: 

1. Float pool 
2. Staff from outside agencies if their contract permits 
3. Volunteers 
4. Per diem  
1.5. Core staff in reverse seniority on a rotational basis 

 

Full-time and part-time Registered Nurses who are required to float shall receive a bonus of five 
($5) dollars per hour. 

 
Assisting colleagues/helping hands:  
 
It is understood that there may be instances staff may have to assist their colleagues 
in other units during a pandemic or state of emergency. Need is defined as any 
unexpected situation that may compromise the quality and/or safety of patient care 
delivery requiring immediate attention. It is understood that this is not the same 
function as “floating”. Staff may be required to temporarily assist other units if 
doing so does not jeopardize care or increase the workload of the staff remaining 
in the sending unit. Once the needed assistance is completed, they can return to 
their home unit.  
 

14.514.4 WORK PREFERENCE: Preference for all available extra shiftswork time  
shall be given to bargaining unit employees over any other individuals. Outside 
Agency personnel may be utilized after available extra shifts work time haves 
been offered to bargaining unit employees who have made themselves available 
for said work time by so indicating on a daily "Availability List" not later than 
seven (7) days after the posting of the next monthly schedule. These lists will be 
maintained in their respective departments and will be made available for review 



 

by the Union, upon reasonable notice. In the Nursing Division, "Overtime 
Availability Forms" will be submitted to a central nursing location. The forms 
will be made available for review by the Union upon reasonable notice. 

In the event of call-ins, bargaining unit employees who have made themselves 
available on said list, followed by bargaining unit employees currently on duty in 
each respective department, shall be offered said work time prior to utilizing 
outside agency personnel. 

14.5 For those employees who work weekends, no Full-Time employee shall work 
more than four (4) consecutive days without a day off, unless mutually agreed by 
the employee and the Medical Center. 

14.6 TEMPORARY REDUCTION OF STAFF ON A DAILY/SHIFT BASIS 
(FLEXING) 

The Hospital retains the discretion to temporarily reduce staffing on a given unit 
and/or shift after the start of a shift, due to decreased census, decreased volume of 
work or for other reasons which may arise. Before being flexed, employees will 
be given as much advanced notice as possible before the need to flex.  

In the event of flexing the following will apply.  Flexing will occur in the 
following order: 

Agency staff extra shift and then agency staff regular shift (if not in conflict with 
agency contract)  

Overtime with additional incentives (i.e. Critical shift) 

Overtime in reverse seniority 

Per diem in reverse length of service 

PTO requests previously denied shall be offered and may be taken upon mutual 
agreement 

Volunteer by seniority 

If all above does not apply, then by reverse seniority 

Employees who are flexed by management after the start of the employee’s shift 
shall receive a minimum of 2 hours paid notice in addition to any other 
compensation not to exceed the regular scheduled hours. Staff that initiate the 
request to be flexed will not be eligible for flex pay.  

Employees reduced per above will be given, at the time they receive notice of 
being flexed, the choice of one of the following options: 



 

Utilizing PTO time, for any portion of the time flexed. 

Take voluntary on-call in accordance with on-call procedure as applicable. 

At the discretion of the Hospital, cross train to another department, orient to 
another department or participate in mandatory education modules. Employees 
can also voluntarily cross-train to another department. 

In the event of low or zero census, at the discretion of the employer, staff may be 
required to assist in other units/departments. It is understood this is not the same 
function as floating. The staff will not be given a patient care assignment. 

A log will be maintained on the unit for tracking and available to all employees. 

Managers will not be permitted to assume the work of a flexed employee. 
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17. WAGES AND EXPERIENCE RECOGNITION: 

17.1 1. All Registered Nurses, both new hires and those currently 
employed at HMH, will be placed on the new wage schedule at Appendix 
[TBD] after being given recognition for all domestic nursing experience, 
including domestic experience outside of HMH. 

All non-RN employees will be placed on the wage schedules (Schedules I-
XVII) after being given recognition for all appropriate experience, both 
current and prior.   

2. Such For non-RNs, such experience shall include all Medical Center 
experience as well as all prior experience received in the U.S.A. 
(excluding Puerto Rico and the Virgin Islands). 

a) acute care hospitals 
b) long term care 
c) mental health 
d) public health 
e) occupational health 
f) supplemental agency in acute care setting 
g) MD office/free standing clinic-emergency center if such 

experience is related. 
h) home health 
i) other health facilities, if experience is related. 

3. For existing Medical Center employees, one thousand (1,000) hours of 
continuous, prior experience is equivalent to one (1) year of Medical 
Center experience. 

For new hires, as of June 1, 2014 fifteen hundred (1,500) hours of 
continuous, prior experience is equivalent to one (1) year of Medical 
Center experience. 

Continuous experience means that the employee has been working without 
a break of greater than two (2) years. 

Prior outside experience of a registered nurse in an acute care facility will 
be credited on a one-to-one basis minus three (3) steps. 



I 

I 

I 

_ 

_ 

Prior outside experience for a non-RNny other job title will be credited on 
a two-to-one basis when applying for a position in the same job title. 

Prior outside experience for a non-identical position will not be given any 
credit. In no case can a new employee be hired at a level higher than what 
current employee(s) receive with equal experience (prior and current). 

4. An non-RN employee will receive credit for Medical Center experience in 
a related field on a one-to-one basis minus two (2) steps and shall move to 
the same step of a new schedule when achieving a higher position. 

5. An non-RN employee will receive credit for Medical Center experience in 
an unrelated field on a three-to-one basis. 

17.2 The Medical Center and Union understand and agree upon the importance of 
paying wages which are highly competitive in the market place. The parties are 
aware of the volatile conditions and rapid change in the health care industry with 
respect to increasing wage rates. Therefore, Union agrees that it will negotiate 
during the term of this Agreement, upon the written request by the Medical 
Center, with respect to increasing the wage rates for employees in any specific job 
title, and/or in any specific area of the Medical Center. These negotiations will be 
concluded within two (2) weeks of the request by the Medical Center to negotiate. 

The Medical Center shall not implement a wage increase for employees in any 
specific job title and/or area absent a written agreement by the Union. However, 
such agreement may not be unreasonably denied. Should the parties fail to reach 
an agreement, the Medical Center's last offer will be submitted to expedited 
arbitration for a final and binding resolution. 

If arbitration is requested, the parties agree that the arbitrator will be Walter De 
Treux or Barbara Zausner Tener. The arbitration will be held within one (1) week 
of the submission of the dispute regarding the Medical Center's last proposal. If 
the first arbitrator cannot conduct the arbitration within the time frame, the parties 
will use the second arbitrator. If neither of the two named arbitrators will conduct 
an arbitration within the time frame, the parties will submit the case as quickly as 
possible to expedited arbitration pursuant to the rules of the American Arbitration 
Association. The arbitrator must issue a ruling within three (3) business days of 
the arbitration. 

This section will remain in effect until five (5) months prior to the expiration of 
this Agreement. 

17.3 A. RNsix  

In 2021, Nurses will receive up to either (1) a 2.0% merit-based increase applied 
to their current base, then their BSN pay component, if applicable,  oradded to 



- 

- 

- 

- 

- 

- 

this new base rate, or (2) an adjustment based on the nurses scale (which is 
inclusive of their BSN component), , whichever is greater.   

In 2022, Nurses will receive a 2 percent pay increase the first full pay period after 
July 1, 2022. 

 After 20221, all eligible full time, part-time, and per diem RNs shall have the 
opportunity to receive the following increases, pursuant to the HMH-Palisades’ 
Merit-Based Program: 

Up to 2 percent merit increase effective the first full pay period after July 1, 2022. 

Up to 2 percent merit increase effective the first full pay period after July 1, 2023. 

B.  Non-RNs 

All non-RN full time,  and part time, and per diem employees will receive the 
following increases:  

In 2021, all non-RN full time, part time, and per diem employees will receive 
either (1) a 2 percent increase added to their base rate, or (2) an adjustment based 
on the Side Letter [X], whichever is greater, effective the first full pay period after 
July 1, 2021.    

A 2 percent pay increase the first full pay period after July 1, 2022.  

shall receive the following increases: 

After 2022, all eligible full time, part-time, and per diem non-RN employees shall 
have the opportunity to receive the following increases, pursuant to the HMH-
Palisades’ Merit-Based Program: 

Up to 2 percent merit increase effective the first full pay period after July 1, 2023.  

Within 45 days after ratification, 2.5% across-the-board for 2018 with retro pay 
back to June 1, 2018: 

2nd year 2.5% increase on June 1, 2019. 

3rd year step increase on June 1, 2020 

Wage increases applied first, across-the-board raises second. 

In year three of the Agreement, all employees at or above their respective wage 
scale will receive a 1.5% across-the-board raise in lieu of the step. 



All Per Diem employees shall receive a lump sum payment 45 days following 
ratification equal to 1.25% of base rate, exclusive of all differentials, multiplied 
by 2017 actual hours worked. 

 

C. Merit Pay 

Merit Program 
 

July 1, 2023 

2.00% Merit-based Increase 

 

Employees who were on a leave of absence greater than nine (9) months in the 
performance year (January 1-December 31), will not be eligible for a performance evaluation or 
merit increase the following year.  Eligible full-time and part-time employees hired before 
October 1st in the performance year shall receive their performance evaluation during the pay 
period closest to July 1st of each year, with performance based increases as outlined below, 
based upon their performance appraisal rating.  Eligible per diem employees hired before July 1st 
in the performance year, shall receive their performance evaluation during the pay period closest 
to July 1st of each year, with performance based increases as outlined below, based upon their 
performance appraisal rating: 

Overall Rating 7/1/2023 
 Performance Increase 

0.00-2.49 0.00% 
2.50-2.99 0.75% 
3.00-3.49 1.25% 
3.50-3.99 1.50% 
4.00-4.49 1.75% 
4.50-5.00 2.00% 

 

Prior to implementation of the Merit-Based Program in 2023 both HPAE and Management will 
meet to discuss the Merit base program during a Labor Management Meeting. 
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SIDE LETTER  – New Wage Scale Appeal Process 

RN Years of Experience Compensation Program 

HMH-Palisades RN Years of Experience Survey Results & Implementation 

 

RNs who complete the RN years of experience survey by 5:00 pm Tuesday, June 1, 2021: 

1. RN Survey results received by the deadline noted above will be provided to HPAE by 
6 pm on Tuesday, June 8, 2021. 

2. RNs will be notified of their new hourly pay rate by June 11, 2021.  

3. If an RN believes their RN YOE calculation is inaccurate, the RN must file an appeal 
by June 15, 2021.  Any appeal will not be considered unless it is accompanied by an 
attestation form. 

4. RNs will receive the appeal decision by June 18, 2021.  

5. RN pay rate adjustments will be effective July 11, 2021 (pay date July 30, 2021). 

RNs who complete the RN years of experience survey after 5:00 pm Tuesday, June 1, 2021: 

1. RNs who complete the Survey after the deadline noted above will be notified of their 
new hourly pay rate and the effective pay date within 60 days of completing the 
survey.    

2. If an RN believes their RN YOE calculation is inaccurate, the RN may file an appeal 
within four business days of receiving notice of their new hourly pay rate.  

3. RNs will receive the appeal decision within 14 days of filing the appeal.   

RNs who complete the YOE survey after June 1, 2021 will have their pay rate adjusted 
according to their years of experience, but this new pay rate will not apply retroactively.  
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HMH CLINICAL LADDER PROGRAM 

Employer’s Modified Non-Economic Proposal #19 – Nursing Clinical Ladder 

PURPOSE: 

1. Reward and recognize exemplary professional practices  
2. Provide additional opportunities for growth and advancement 
3. Acknowledge clinical expertise at the bedside/clinical setting  

 

OBJECTIVES: 

• To enhance patient care through clinical excellence. 
• To improve job satisfaction, encourage recruitment, aid retention efforts, and to 

improve the nurse’s engagement to the institution.  
• To provide opportunities to enhance professional development and encourage the 

development of clinical expertise.  
• To provide an outcomes-based model that accurately demonstrates the expertise of the 

bedside nurse.   
 

FIVE Components to Climbing the Ladder 

1. Transformational Leadership 
2. Structural Empowerment 
3. Exemplary Professional Practice 
4. New Knowledge, Innovation, and Improvements 
5. Clinical Practice Exemplars 

 

Who is Eligible? 

• RN’s who volunteer to participate in the Clinical Ladder program for professional growth 
and development 

• Staff Nurse RNs with standard work hours of 20+ hours/week (Full-Time or Part-Time) 
• Levels II, III and IV require: 

• Satisfactory Performance Appraisal 
• Manager Endorsement 
• No disciplinary actions within 12 months  

 



Criteria – Level II 

• 1+ years of clinical experience 
• BSN in progress 
• Obtain a minimum of 3 points in each of the 5 Components. No more than 5 points will 

be credited in each category. 
• Total of 20 points earned 

 

Criteria – Level III 

• 3+ years of clinical experience 
• BSN completed 
• Must obtain a minimum of 6 points in each of the 5 Components. No more than 10 points 

will be credited in each category. 
• Total of 35 points earned 

 

Criteria – Level IV 

• 5+ years of clinical experience 
• Nationally Certified 
• MSN 
• Must obtain a minimum of 9 points in each of the 5 Components. No more than 15 points 

will be credited in each category. 
• Total of 50 points earned 

 

COMPENSATION 

 

• Annual payment each July (prorated based on scheduled hours). 
• Level II:  $1,000  
• Level III:  $2,500 
• Level IV:  $4,000 

 

• First payment is scheduled for [TBD] 
Note:  Any amounts paid for a Clinical Ladder prior to harmonization have been factored into the 
new base rates. We wanted to make sure that hourly base rates will be at or better than before!   

 

How Is It Administered? 

• Each campus will have a committee with a Chair, Co-Chair and Coordinator 
• Applications accepted biannually 

• May increase to quarterly based on volume 
• Advancement will follow upon acceptance  



• Allow up to 2 months for processing  
• The RN-Cap Committee will be elected by the Professional Practice Committee.  Any RN who 

meets the requisite experience level may seek to apply.  The Union and CNO will confer 
regarding any nurses  who the Union believes meet the criteria and who understand the time 
commitment. 

 

How Often Can I Advance? 

• Clinical Levels are renewed every 3 years 
• RNs may apply to advance to another Level every 12 months 

• Assumes criteria is met   
• Levels II, III and IV must have: 

o Satisfactory Performance Appraisal and Manager Endorsement. 
o If applicable, the most recent peer review attestation form 
o Up to date Resume/CV 
o No disciplinary actions within 12 months. 

New Hires 

• Starts Level I  
• After successfully completing probationary period 

 

Experienced nurses can: 

• Apply for Level II post-probationary period 
• Apply for Level III or IV after 12 months of continuous employment.  

(applications may be started immediately) 
 

• New graduate RNs must wait 12 months to apply for Level II 
 

Local Campus Collaboration 

 Construct the clinical ladder infrastructure at each campus, ensuring each location has a 
Chair, Co-Chair and Clinical Ladder Coordinator. 

  In addition, Registered Nurses will participate in the creation of program bylaws and 
program administration.   
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17.4 tiffeeti+e-41-1-6-1014;en-RN   emp-lo no-afe-deaignAted-hy-the-Medical-Gentef 
as Charge or Team Leader shall receive an additional one dollar and seventy five

pcecent, the employee designated by the Medieal-Center to be in charge shall 
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an-afklitienal-differential-fer-eaeh-hetir-wer-ked-as-fellews, 

Indi*idnals-shen-be-designated-as-in-ehaFge-ef-a-partieu•lar-unitrwhen-the-NWSO 
ManagethkElministfative-StipeR4s.e646rssistan ufse-Manager-whe-have-ppimaet 
respensi-bil-ity-fec4hat-tinitr afe-absen4-ffem-tlie-nni-i-for-iwe-(2)-emer-e-lieurs-OF 
tife-eff-thelpfemifts-fer-lessertepief15-e-f-tifne -When-eitheFeeeuFsrthe-iftelii4duat 

fiesignated-as-iii-eharge-shall-13e-paid-the-d-iffeFential-ef-ene-dellar-and-sevent 
five-eents-(41-453-per-henc-fer-all-suell-neufs-wer4tedl-GhaFge-shatl-be-meluntafy 
en-the-pan-ef-the-employee-pFe*ided-semeene-is-wil4ing-te-take-sharge, 

4n4he-event-theFe-ar-e-ne-velunteersr then-eharge-shall-be-designateel-en-a-retating 
basis,A-le.-ef-the-retatien-shall-be4ept,Empleyees-wi41-fiet-be-required-te-take 
eherge-er-be-as&igned-eharge4-elepaFtments-when-aNtifSe 
Manager44€1m-iii-istr-ative-SupeFvisen/Assistant-Ntirse-ManageF-is-en-cluty: 

A. Charge  Nurse Policy. 

Polio. Statement: The IZN Charge Nurse.policv is to ensure each unit/department will have competent 
charge nurse for each shin that is a qualified desii2naied R\ ‘vhe.11 thc  need  is determined by the Nurse 
Nlalat.tei. or AssizAttot Nurse Manae.er 0r ill their absence. and to_provide  asuideline for the RN in a 
chart2,e.norse.role:

Scope: All Mill Palisades employees 1k ith the title of Registered Nurse including Registered Nurse Per 
Dietii and Registered Nurse Float Pool. 



Education/Competency: 

bv RN §1.1101.111MilitYg..11.114.S1.1111:gg.....MIIIP. 
education 'rids is ti minimum educational requiremein to bepitieed in the Charged nurse role. 

2. The nurse manageriassisiant nurse manager or nurse educator are responsible to schedule nurses 
for charge nurse education. 

3. The nurse manager/assistant nurse manager or nurse educator will designate a charge nurse 
preceptor to validate competency. 

4. The charge nurse clinical unit experience will consist of a minimum of eight hours of competency 
validation. 

5. In the event the RN will be in charge on the off shift a competency validation can be conducted 
during the off shift. 

('i. Full time. Part time and Per Diem status may be in charm!. 

Protocol: The nurse manager  determines  the  need for charge nurse coverage during the day shill hours. 
This decision is based on the operational needs of the unit/location, 

I. In the absence of the nurse manager/administrative supervisor/assistant nurse manager. for more 
than two (2) hours. each unit will have a competent charge nurse assigned for that time period. 
This will be noted on the unit assignment sheet and the Registered Nurse will be paid charge 
nurse pay for that time. 

Compensation for being in charge will be $1.75  per hour. 

3. Units will designate charge on the day shift based on the operational needs of the unit, i.e.: nurse 
manager off the unit, nurse manager having more than one unit assignment, nurse manager 
working on special  projects. etc. 

Responsibilities: 

• Promothie safe patient care through unit rounding asst.sssinw., for patient, patients hulk' or team 
member issues as needed. 

* Active role in resolution  or patient or team membeLproblems: conflict resolution. 

• Provide clinical support and act as clinical resource as needed to leant members and other 
departments in the hospital. 

O Assume direct patient care assigaiment if necessary. 



• Modify assignments as needed to accommodate: changes inpatient condition. patient requests. 
cultural, race. gender Notify team members of their assignments and of any changes. 

• Assure that admissions. mealtimes. classes. and special duties etc. are assigned to all team 
members equitably. Notify the appropriate team members of any changes. 

• Ensure that special assignments and/or special duties i.e. (checking code cart. counting narcotics, 
checking refrigerator temperature etc.) are completed betbre the end of the shill. 

9  Facilitate and/or expeditepatient througlumAlow including but not  limited to: 

arranging for bed itssienmeitis through bed managementlaccess services/capacity 
management. 

o assisting with arrangements for transportation olpatients  to other departments 

o assisting with transfers to other facilities when indicated in conjunction with social 
service and following EMTALA guidelines if indicated. 

• Ensure reporting of events or occurrences by team members, report  problems/issues to Nurse 
Manager/Nursing Supervisor as appropriate and/or escalate through chain at-command when 
applicable. 

• Assign meal times. breaks. in-servicing, class attendance, one:one/sitters and corresponding 
coveraue according to the units current and projected activity to maintain unit coverage. 

Notify Staffing Office or appropriateperson of unit call-outs lime coverav, ((Applicable make 
calls to raver call our. 

cztre eoitablv based on: 
• unit acuity 
• patient acuity 
o staffing needs 
o patient needs 

qualifications/competency of nursing.stalf 

Providing and receiving a general charge nurse report that includes but is not limited to: 

a A general patient report of all patients on the unit including  patient's name. room number, 
diatmosis and pertinent clinical aspects of the patients status 

• Adinissions/Dischart!es.'FransfersiPost-Operative or Pre-Operative patients 

• Patients with special care needs: 



restraints. central lines, tbley catheters. isolations. one: one/sitter observation, unstable 

patients/code status/POl.$1.$ 

o In-servicin . education and nieCtiog.s that ha%t occurred or are scheduled durine, 
upcontin:! shilt 

,Nn). occurrences. rcrortat.lec\ ems that ha\ c occurred and what action has been taken., 
And or re-,00on 

o Stallino plan including: call outs. coveraue, reassiwunents to other units. etc. 

B. Non-RN Charge Polio.

Non-RN employees who are designated by the Medical Center as Charge or Team Leader shall receive an 
additional one dollar and seventy-five cents ($1.75) per hour when functioning in such capacity. When no 
supervisor is present. the employee designated by the Medical Center to be in charge shall receive the 
differential. The present practice regarding designation of charge shall be continued. 
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HPAE RN/Professional 

Employer's Modified Economic Proposal #6 - Preceptor Program 

17.5 PRECEPTOR PROGRAM: 

Proposed: 
5/20/2021 
Modified: 
5/25/2021 
Modified: 
5/27/2021 
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Nursing Preceptor Policy 

Preeepting k specifically designed to orient the new  nurse employee to hisiher 
role and work environment. to guide the orientee in adapting to patient care and 
the world of nursing,. and to supervise and evaluate the orientee's progress. The 
plcceptor provides guidance. direction and instruction, is a resource 
person/answers questions. assisting and/or observing performance requirements 
for completion of objectives and/or skills checklists. 

The preceptor is an experienced nurse who has had lOcused education on role 
modeling. supporting. supervising. and evaluating a nurse oricntcc who is 
acclimating. to the complexities of patient care and the role of professional nurse 
in a given clinical setting and during work hours. The work of a preceptor is 
crucial to the continuation of high-quality  care  and contributes to improved 
patient outcomes and fiscal stability' . Theretbre it is the policy of IIM1-1 to 
financially ineentiyizeand recotmize rtursint! preceptors. 



Scope: All Hackensack Meridian Health (11M1-1) Acute Care Facilities. The 

policy applies to all Hackensack Meridian Health acute care team members with 

the title of Registered Nurse including Registered Nurse Per Diem and Registered 

Nurse Float Pool. 

Procedure: 

Eligibility to be a Preceptor: 

o Employed at the specific campus as an RN for a minimum of 3 months if an experienced 
RN. one year if RN is a new graduate 

o Current unrestricted RN licensure. 

o Clinically sound nursing skills/represents role model, as evidenced by no disciplinary 
actions in the past 12 months. 

O Exercises sound nursing, judgment in  patient care decisions/interventions based upon the 
application of the nursing process. 

O Demonstrates the ability to work effectively with others: possesses communication skills 
and effective interpersonal relations. 

O Demonstrates the ability and willingness to teach others  (patients and employees). 

O Preceptors selected for nursing students in an externship program must he a RN and have 
a minimum of one year experience in the clinical area. 

If eligibility criteria to be a preceptor are met. the RN is to register for the Preceptor Course 
through the unit Nurse Manager/Nurse Educator. 

Once course and course requirements have been satisfactorily met. the completion certificate is 
to be sent to Human Resources. 

Ibr Preceptor financial incentive: 

a The financial compensation for precentim4 is S1.50/hour. 
o  All Full  Time. Part Time and Per Diem RN's are eligible for presotor compensation. 
• To receive the financial compensation for precepting the RN must: 

o Participate in Unit Based Orientation 
o Complete all required paperwork for the preceptee 



Nurse Manager/Nursing Education Responsibilities: 

• Selects the RN Precotor and an alternate preceptor on assigned shill if applicable 
o Informs preceptor(s) of the orientee date of arrival. experience/background and 

reviews orientees' schedule 

o Introduces Preceptor and staff to orientee 

o Confers with preceptor re: the daily assignment based on orientec's experience 
and needs identified 

o Oversees unit based orientation. assionments and experiences according to 
orientee's/student's needs. goals and schedule. 

o Assignments reflect consistency in support ofpreceptor  and orientee working, 
together 

9  Meets with preceptor and orientee weekly to review sills checklist: identify 
progress and areas in need of improvement 

o Preceptor and orientee time will be arranged to follow the same work schedule 
including reassignment and weekends after completion of classroom orientation 
and medication safety exam. 

o The Nurse Manager approves the hourly diRrential each pay period fir the 
assigned preceptor. 

Preceptor 

o Meets. greets. works with and supports the orientee "consistently" throughout unit 
based orientation schedule 

o Provides input into the identification oforicntee's learning needs and collaborates 
with Nurse Manager/Charge Nurse/Educator re: daily assignments. 

o Obtains and provides ongoing feedback to Nurse Manager/Nurse Educator, 
orientee and other staff working with orientee 

• Conducts weeklyfeedback conferences with the orientee and reviews skills 
checklist. goals accomplished. Identified perfbrmance strengths: progress on areas 
in need of immovement/more experiences  required. 



• Participates in orientation conferences with Nursing Education and Nurse 
Manager 

O Assists orientee in completion of skills checklist via unit based assignments 

▪ Assures Orientation schedule is Ibllowed and Unit Based Plan for experiences as 
available. 

o Provides information. demonstration and  observation of skills and  processes with 
the romotion of evidence based practice,. 

Orientec 

• Seeks input and assistance from preceptor when organizing daily assignment 
o Actively seeks out learning experiences needed based upon skills checklist 
o Confers with preceptor Nurse Educator/Nurse Manager on ongoing basis re: 

progress and needs 
o Reviews skills checklist with preceptor weekly 
• Completes the Orientation Evaluation and returns to appropriate department 

Goals/Objectives 

Guides staff members and students in obtaining- clinical experiences according to 
course/program objectives. 

W Eases transition from student to professional nurse. role change and new work 
environment. 

* F•Ielps reduce reality shock experienced by recent graduates and re-entry R.Ns. 

o Assists the new employee in gaining security, knowledge and a realistic view of 
health care systems without destroying quality ideals. 

* Opens communication channels and integrates new staff into the work setting by 
promoting working relationships. 

O Promotes consistent. evidence based "real time" teaching approach. 

O Reduces the time necessary tbr developing clinical competencies and promotes 
safety/quality of care via role modeling. 

• Emphasizes role ofprolessional growth among stall by including them into 
orientation process. 



O Provides for more individualized orientation program. which, in turn, can promote 
retentionirecruitment. 

o Provides opportunities for learnime experiences and inqruction on how to utilize 
equipment. and performprocedures. 

o  A Preceptor _unit based orientation prod ides a structured \ et individualized 
approach to assist staff in their transition to the work place. 

The Nursing Preceptor program and the tutoring of Preceptors shall be the direct 
responsibility of the Education Department. 

While in the clinical setting. it shall be the responsibility of the Nursing Preceptor to 
provide the Education Department pertinent information regarding the overall 
performance of the employee: said information to be used in the evaluation process of 
this employee. 

13. Non-RN Preceptors 

The \on-R N Preceptor, will work in a "buddy" system on a one-to-one basis, sharing a single 
work assignment with the employee. 

This Preceptor program and the tutoring of non-RN Preceptors shall be the direct responsibility 
of the Education Department. 

While in the clinical setting, it shall be the responsibility of the  non-RN Preceptor to provide the 
Education Department pertinent information regarding the overall performance of the employee; 
said information to be used in the evaluation process of this employee. 

Non-RN  Preceptors shall remain on their regularly assigned shift and shall not rotate. In the 
absence of an available Preceptor, another employee may volunteer for, and temporarily act as, 
Preceptor. This volunteer shall receive the Preceptor differential for all time worked in that 
capacity. 

A Preceptor differential of one dollar twenty-five cents ($1.25) per hour shall be paid to any  non-
RN employee for all time spent functioning as Preceptor if said employee has completed the 
Preceptor Course offered by the Medical Center. A differential of fifty cents ($.50) per hour shall 
be paid to each non-R \ employee for all time spent functioning as Preceptor if said employee 
has not completed the Preceptor Course offered by the Medical Center. 

Other employees may receive the Preceptor differential for all time spent functioning as a 
Preceptor, once designated by the Medical Center, even though it is not necessary for them to 
take the formal program. 

A-11-Fie vlv recruited RN Per Diems Hill be asked and offered to-6e-efiettfa-ted-ime-the-Fiffiefgeftey 
Department: 
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HPAE RN/Professional 

Employer's Modified Economic Proposal #7 — Educational Differential 

17.6 EDUCATIONAL DIFFERENTIAL: 

Proposed: 
5/20/2021 
Modified: 
5/25/202I 
Modified 
5/27/2021 

fifty  een4s4-540-)-an-hottr,A41-illose-veho-possess-a--Ma-s4efts-klegFee-shtill-Feeei-ve-a 

ttifferen4-itt 0-)-an-liett l-:aeft-deg-Fee-wil4-be-Fea4ed-setar-atelt-: 
An-employee--whopos-sees-a-13-acheter!s degree-ands Master's degree-will 
feeei-ve-one-tiellar (S I .00+-mofe-per-hour, 

If- the-lachel or",,-or-N4 astv-r's degree is-fom ,a-11)reien-school,,-itintist-be-equivillent 
ti+-sta-ch the I 1-nil-e€f  fh  I WchkgoiLs-de2ree-a444-Mitiit-ee-s-tleffee 
iliwit-44*, -it iltfl'41-} ---fi÷.101tN.1 1-1-t4t 

\  n RN who is etvt-i-ttetl  ('('RN. IZNC. or NP. -4 i Nk4+0- liold.; any other specialty 
C'efiification. receivt....--an--additionid-t,eft-ification-d-ifferettila4-of S7-544;14)411-tiv 
!ion uniiuf NA: t O.: 1.'06. 

A. Education Pay for Registered Nurses 

Purpose: The purpose of this policy is to define salary differential for advanced 
decrees for Nursing personnel at I lackensack Meridian health IMI-h Palisades 
Medical Center 

Scope: The policy applies to all Hackensack Meridian Health 
Palisades Medical Center Team Members with the title of Registered Nurse 

  Per Diem and Float PooD. as well as nursinf2 unit leaders (supervisors, 
manauers. aS iSlarlt numat crs. administrators and directors). 

Policy: 

I . All Reeistercd Nurse.,_(RNIare required to have a USN within three 
)cars_ol_hire,.paNjor the USN is incorporated into the base pay for a staff 
RN. 

A staff RN who has or attains their Master's Degree or higher with a 
concentration in Nursine will receive a $2.50 hourly differential. 



3. Team members are responsible for emailing a copy of their MSN Diploma 
degree to HumanResoureeskalackensackMeridian.Org and include Team 
Member Name and Team Member 1D number. The degree will be sent to 
Certiphi for verification. Hourly compensation will begin when model 
degree is reflected in MY Wav People Soft. 

4. The following roles arc NOT eligible for the MSN differential: Clinical 
Nurse Educators. Nursing Directors. Nurse Managers, Assistant Nurse 
Managers. Advance Practice Nurses. 

5. There is no MSN differential Ibr roles  positions that requires an MSN. 

National Certification Policy for Registered Nurses 

Purpose: This policy is to provide eligible registered nurses guidance in 
reimbursement for expenses  related to  attaining and maintaining national nursing 
certification from an approved nursittlonanizat ion. 

Scope: All Hackensack Meridian Health (1lM1-1) Palisades Medical Center team 
members with the title of Registered Nurse including Registered Nurse Per Diem 
and Registered Nurse Float Pool, as well as nursing unit leaders (supervisors. 
managers. assistant managers. administrators and directors). 

Policy: National Certification enables nurses to demonstrate the expertise and 
validate their knowledge in a nursing specialty. National Certification promotes 
improved patient outcomes and increases nursing satisfaction. It is the policy of 
HMH to advocate for National Certification by providing financial reimbursement 
and recognition for attainino and maintaining National Certification. 

Eligibility: lo be eligible for financial reimbursement and continued financial 
recognition the Registered Nurse must meet the ft)!lowing criteria: 

o bill-ti!11 orTart-time emplovecs scheduled for at  least  20 hours a week 
must have satisfactorily completed the 
introductory/orientation/probationary period 

o certification must be on the American Nurses Credentialing Center 
(ANCC) approved list of certifications 

o must he Director level and below 
• certification must NOT be part of the  professional licensure requirement 
• Advanced Practice Nurses arc not eligible for annual certification 

compensation 
• Certification must be in the area of employment. The Registered Nurse 

would be allowed to kew a certification in an area that tlNy are not 
employed in  until they meet eligibility criteria for certification in 
their area of employment. 



Procedure: 

I. In order to receive financial compensation for National Certification, the 
Registered Nurse must take an exam and maintain the certification listed on the 
HMH approved Certification List. 

2. Rennbursement will be for ONE certification only. 

3. Once exam hzts been  paid for in full. proololpaYment must he submitted into My 
Way People Solt. Reimbursement will be with in the next two pay cycles. 

4. To obtain annual financial compensation  proolof passage of the certification 
exam must be current and reflected in My Way People Soft. 

5. This is a one time annual financial compensation. 

6. Nurses will receive 52.500.00 as an annual bonus prorated for part timers based 
on scheduled hours per week) for certification(s). The $2,500 annually is the 
maximum You can receive whether you have one 
certification or many. 

Maintenance of Certification 

A. Certification must be maintained to continue to receive annual financial 
compensation. 

B. Timely renewal of Certification is the responsibility of each Nurse. and must be 
obtained according to the rules of the nursing organization which issued the 
certification. 

C. Proololvalid certification must be reflected in My Way People Soil 2 months 
prior to annual compensation pay out. 

D. Employees who opt for recertification by examination can submit for 
reimbursement of the examination fees. The same process as outlined above is to 
be followed. Employees opting Ibr renewal through submission ofcontinuing 
education credits will be reimbursed for the renewal lee. 

E. If _a certified nurse transfers to another clinical department. the  previously held 
valid certification will be honored until the nurse is elieible for the new 
Aqpartmcms applicable certification. 

B. Education Pay for Certain Non-RNs 



Respiratory Therapists who perform pulmonary function tests will receive an additional 
$1.25 per hour while performing PFT. 
Social Workers who hold a CADC shall receive a $200 lump sum annual payment 
effective 9/16/09. 

HMEI 

Date: 5/28/2021 

HEALTH PROFESSIONALS AND 
ALLIED EM LOYEES, AFT/AFL-CIO, 
LOCAL 

Date: 
0 



NNE RN it Professional Proposed: 3/9/202) 

Non-economic Proposal #8: Article 29 

29. SLEEP DAYS: 

----.4-4(elti-siefed-Ntirse-fegok.4y-seheduled40-wot lotto do y-shift-wIto,41, 
assigtkod4o-work-the-fiithwihift-shall-feoet iddit4oluil-doy.offwith 
pay-pr.ioc f<1411.11ine4w444,41, 0,.. :-.14,41 inomi.iod-4.1pr lertN4a4.41 

A Sleep Day will be granted when an employee has worked at least 
sixteen (16) hours during the twenty-four (24) hour period immediately 
preceding the shift which is being granted as a Sleep Day. The last eight 
(8) hours of the sixteen (16) hours worked must have been worked 
immediately preceding the shift which is being granted as a Sleep Day. 
The Sleep Day is paid at the employee's regular compensation rate. 

MULTIPLE SHIFTS: 

If an employee works his/her scheduled evening shift, and is available to 
work the night shift immediately following said evening shift, the hours 
worked on the night shift will be compensated at two and one-half (2 1/2) 
times the regular compensation rate, provided he/she works the following 
evening shift. 

PALISADES MEDICAL CENTER 

1 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Date: S Dat 



HPAE RN & Proftssional 

Employer Counter-Proposal #5: Counter-Proposal to Union Proposal #12 

SIDE LETTER Re: Call Outs 

Proposed: 
5/5/2021 

Within ninety days (90) of ratification, the Union and Palisades Medical Center will meet during a 
Labor/management meeting to discuss the issue of notification of calling out in nursing departments (i.e. 
no one in nursing office to take call, supervisor not available to take call out, etc.). 

PALISADES MEDICAL CENTER 

Date: 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 030 

5/28/2021 Date 

THE EMPLOYER RESERVES THE RIGHT TO ADD OR SUBTRACT FROM ANY OR ALL 
OF ITS PROPOSALS 



IIPAE RN & Professional Proposed: 3/9/2021 

Non-economic Proposal #17: 12-hour shifts for Respiratory Therapists 

iA0,Tewirapty therapists arc converted to 1,2-,hot.tr ot11 perrnapept basis. 

PALISADES MEDICAL CENTER 

Date:  C P .( r 24'12 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 

Date: 512-V2 1-7. 



HP/IF. RN & Professional 

Non-economic Proposal #11: Appendix D 

Proposed: 3/9/2021 

A "Special FLOAT Pool" (SFP) makes day shill pos-klops-avallah-le-te-even-ing-autl-pighl-thifl
RNs as an-altemative-to-re&iguation,The-following-prov-isions shall cover the-program: 

1. In order to qualify. an-RN must be in the-employ ol' the Medical Center for a minimum of 
eighteen ( 1 8) may  IFLOAT position-to-an-R-4 
wheti-it-is-iorperative-loFreten.t4en-purposes-that-an-evenlpg-or--nigh-t-4rill-RN-he 
transferreil-to-t elati-4444: 

The RN IMISI agree-a* l-anderst.awk-hat-in-a-F1 .0AT pfKit-ion-4he-sha44-he-assiened-to 
attifige-tiOnt-Elity to dam-

3. An RN in the-gFP as a result of this Agreemeirt-mo the-144-reguiar-cla3f 

413r-eaiely-regulaf-day -posirion-thal beeemes-avnilable-unt-il-s./he-is-tfansferred-ln 
regulaslo6-The-RN-con-always-hid-for-a-reeular evening o • . . 'on-tom 
beeemes-available-.-No-preferenee-shall-be given to a  SFP  RN-in-the-Pidding-proc .• . 

1. The total number of SI-I' positions available to RNs shall never be greater than three (3) 
4414-time-equivolent-pesit-ions,PeFdiem-RN-s-sholl-not-be-eouuted4n-this-detefirrioation, 

3. An RN transferring-to-I-1w --S-142-541-all-Elo-so-011-ii-voltri hafrisThe-seteerion-o-1-tin-14-14 
for the SF1' shall heat the sole discretion of the-N4edical Center and not subject to 
arbi-trat-loo, 

Date: 
5/28/2021 

HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCA L5030 

Date: 2.714-62..?



 

HPAE LPN-Tech  Proposed: 5/29/2021 
  Modified: 5/30/2021 

 
Employer’s Non-Economic Proposal #23:  Rotation and Floating   

 

14. WORK SCHEDULES AND TIME REQUESTS: 

14.1 The Medical Center shall post a four (4) week work schedule two (2) weeks prior 
to the commencement of the schedule period. Requests for time off shall not be 
unreasonably denied. Once posted, the schedule shall not be changed except by 
mutual agreement or (2) because of an emergency staffing issue.  

14.2 In the event of shortages on a particular shift necessitating shift rotation, the 
Hospital shall first discuss alternatives to rotation and then seek volunteers. As a 
last resort, available employees shall be rotated in order of reverse seniority on a 
rotating basis, up to four consecutive weeks maximum unless mutually agreed 
otherwise. A log of rotation shall be maintained on each unit. Employees who 
rotate from one shift to another shall receive the appropriate shift differential for 
that shift or keep their current shift differential, whichever is greater. Four weeks’ 
notice for the need to rotate shifts will be given to the affected employee(s) unless 
in the case of an unforeseen emergent circumstance and only as a last resort. It is 
the intent of the Employer to move the employee back to their original shift as 
soon as practicable. An employee will be given at least 48 hours transition time 
when moving from one shift to the other. 

An employee with tenfive (510) or more years’ seniority who rotates will receive 
two dollars and fifteen cents ($2.15) more per hour. 

14.2 Except in an emergency, an employee who has been continuously employed by 
the Medical Center for five (5) or more years shall not be required to rotate shifts. 
For the purpose of this provision, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by 
rotating among those employees who have been employed for less than five (5) 
years. Coverage for an employee's use of accrued time (excluding sick leave and 
all leaves of absence) shall not be considered an emergency. Employees over five 
(5) years seniority may volunteer to rotate to cover an employee's use of accrued 
time. 

The least senior of the employees on a department/ unit with five (5) or more 
years’ seniority who must rotate due to an emergency will do so only for the time 
necessary to meet the emergency. A Medical Center deemed emergency shall not 
exceed 30 days for any single employee. No employee shall be rotated off their 
shift and be replaced with an agency or Per Diem employee unless for a clinical 
competency need. 



An employee with five (5) or more years’ seniority who rotates will receive two 
dollars and fifteen cents ($2.15) more per hour. 

 

14.3 Floating is the reassignment of nursing employees, to a unit/department that they 
are not hired to work on, and did not pre-schedule themselves to work on, in order 
to meet the operational needs of the facility. Floating is not “pre-scheduled” and is 
utilized only after all other options have been exhausted.  

In the event floating is necessary, which may include but is not limited to 
instances of high or low census, late call outs, and instances of no call no show, 
nursing employees in the float pool will be floated first.  

A nursing employee may be floated for a shift or any part thereof to a patient care 
unit within the same clinical competency, provided the nursing employee is 
qualified as determined by the Hospital. If the nursing employee believes the 
assignment is beyond his or her skill level, they may raise the issue with the unit 
leader and or nursing supervisor. If the leader/supervisor agrees, they shall modify 
the assignment to one that reasonably meets the skills of the nursing employee. 

As of June 1, 2021, nursing employees, excluding per diems, with ten or more 
years seniority who are permanently assigned to specific units or departments, 
shall not be required to work in another unit or department (i.e., no pulling), 
except in an emergency or by mutual agreement.   

As of June 1, 2022, nursing employees, excluding per diems, with twenty-five 
years or more years seniority who are permanently assigned to specific units or 
departments, shall not be required to work in another unit or department (i.e., no 
pulling), except in an emergency or by mutual agreement.   

As of June 1, 2023, all nursing employees shall be required to float, in accordance 
with this subsection. 

For the purposes of this Article, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by pulling 
among its employees who are required to be available to float.   

The Hospital will make its best effort in floating to “like units” that conform with 
similar clinical competencies including, but not limited to Emergency Services, 
Tele/Medical/Surgical, Maternity, Perioperative Services, and Critical 
care/Stepdown. Floated nurses will be assigned patients within their competency. 

The Medical Center will make its best efforts to float within the following float 
districts:  

1. ICU, PCU, ED, Cath Lab  



2. 3 East, 4 East, 5 East  

3. L&D, Post Partum, Nursery, SCN, MFM  

4. OR, PACU, Endo, SDS, IR, Cath Lab 

The order in which staff will be required to float is as follows: 

1. Float pool 
2. Staff from outside agencies if their contract permits 
3. Volunteers 
4. Per diem  
1.5. Core staff in reverse seniority on a rotational basis 

 
Employees, excluding per diems, who have less than five (5) years seniority who 
float will receive one dollar ($1.00) more per hour. Employees with five (5) or more 
years’ seniority who float will receive two dollars and seventy-five cents ($2.75) 
more per hour. 

 
Assisting colleagues/helping hands:  
 
It is understood that there may be instances staff may have to assist their colleagues 
in other units during a pandemic or state of emergency. Need is defined as any 
unexpected situation that may compromise the quality and/or safety of patient care 
delivery requiring immediate attention. It is understood that this is not the same 
function as “floating”. Staff may be required to temporarily assist other units if 
doing so does not jeopardize care or increase the workload of the staff remaining 
in the sending unit. Once the needed assistance is completed, they can return to 
their home unit.  
 

14.3 Nursing employees with five (5) or more years’ seniority who are permanently 
assigned to specific units or departments shall not be required to work in another 
unit or department (i.e., no pulling) except in an emergency or by mutual 
agreement. For the purpose of this provision an emergency shall be deemed to 
exist when the Medical Center determines that it is unable to provide adequate 
staffing by "pulling" among its employees who have been employed less than five 
(5) years. If no nursing employees volunteer to float, the least senior of the 
employees shall float on a rotating basis, beginning with the least senior through 
the most senior and around to the least senior, etc. 

The Medical Center will make its best efforts to float within the following float 
districts 

CCU, PCU, ED, Cath Lab 

1. 4 East, 5th floor, Peds 



2. Peds, Nursery, L&D, Post-Partum 

3. OR, PACU, Endo, SDS 

No employee will be given an assignment for which she/he has not been 
adequately trained and is competent to perform the duties required. Palisades 
Medical Center will provide training and establish competency and will use the 
N.J. Board of Nursing Practice Act as a resource. 

If an employee is ordered to work in a unit/department other than their 
permanently assigned unit/department, the employee shall be entitled to pull pay, 
even if this occurs on an overtime shift. If the employee voluntarily works in a 
unit/department other than their permanently assigned unit/department, the 
employee will not be entitled to pull pay unless this occurs during their regularly 
scheduled shift. 

14.4 WORK PREFERENCE: Preference for all available work timeextra shifts shall be 
given to bargaining unit employees over any other individuals. Outside Agency 
personnel may be utilized after available work timeextra shifts haves been offered 
to bargaining unit employees who have made themselves available for said work 
time by so indicating on a daily "Availability List" not later than seven (7) days 
after the posting of the next monthly schedule. These lists will be maintained in 
their respective departments and will be made available for review by the Union, 
upon reasonable notice. In the Nursing Division, "Overtime Availability Forms" 
will be submitted to a central nursing location. The forms will be made available 
for review by the Union upon reasonable request. 

In the event of call-ins, bargaining unit employees who have made themselves 
available on said list, followed by bargaining unit employees currently on duty in 
each respective department, shall be offered said work time prior to utilizing 
outside agency personnel. 

14.5 For those employees who work weekends, no Full-Time employee shall work 
more than four (4) consecutive days without a day off, unless mutually agreed by 
the employee and the Medical Center 

14.6 TEMPORARY REDUCTION OF STAFF ON A DAILY/SHIFT BASIS 
(FLEXING) 

The Hospital retains the discretion to temporarily reduce staffing on a given unit 
and/or shift after the start of a shift, due to decreased census, decreased volume of 
work or for other reasons which may arise. Before being flexed, employees will 
be given as much advanced notice as possible before the need to flex.  

In the event of flexing the following will apply: Flexing will occur in the 
following order: 



Agency staff extra shift and then agency staff regular shift (if not in conflict with 
agency contract)  

Overtime with additional incentives (i.e. Critical shift) 

Overtime in reverse seniority 

Per diem in reverse length of service 

PTO requests previously denied shall be offered and may be taken upon mutual 
agreement 

Volunteer by seniority 

If all above does not apply, then by reverse seniority 

Employees who are flexed by management after the start of the employee’s shift 
shall receive a minimum of 2 hours paid notice in addition to any other 
compensation not to exceed the regular scheduled hours. Staff that initiate the 
request to be flexed will not be eligible for flex pay.  

Employees reduced per above will be given, at the time they receive notice of 
being flexed, the choice of one of the following options: 

Utilizing PTO time, for any portion of the time flexed. 

Take voluntary on-call in accordance with on-call procedure as applicable. 

At the discretion of the Hospital, cross train to another department, orient to 
another department or participate in mandatory education modules. Employees 
can also voluntarily cross-train to another department. 

In the event of low or zero census, at the discretion of the employer, staff may be 
required to assist in other units/departments. It is understood this is not the same 
function as floating. The staff will not be given a patient care assignment. 

A log will be maintained on the unit for tracking and available to all employees. 

Managers will not be permitted to assume the work of a flexed employee. 

14.5  
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17. WAGES AND EXPERIENCE RECOGNITION: 

17.3 All full time and part time employees shall receive the following increases: 

In 2021, either (1) a 2 percent increase added to their base rate, or (2) an 
adjustment based on the Side Letter [X], whichever is greater, effective the first 
full pay period after July 1, 2021. 

A 2 percent pay increase the first full pay period after July 1, 2022.  

After 2022, all eligible full time and part-time employees shall have the 
opportunity to receive the following increases, pursuant to the HMH-Palisades’ 
Merit-Based Program: 

Up to 2 percent merit increase effective the first full pay period after July 1, 2023.  

 

Overall Rating 7/1/2023 
 Performance Increase 

0.00-2.49 0.00% 
2.50-2.99 0.75% 
3.00-3.49 1.25% 
3.50-3.99 1.50% 
4.00-4.49 1.75% 
4.50-5.00 2.00% 

 

Prior to implementation of the Merit-Based Program in 2023 both HPAE and Management will 
meet to discuss the Merit base program during a Labor Management Meeting. 

 

Within 45 days after ratification, 2.5% across the board for 2018 with retro pay 
back to June 1, 2018. 

2nd year 2.5% increase on June 1, 2019 

3rd year step increase on June 1, 2020 

Wage increases applied first, across-the-board raises second. 



In year three of the Agreement, all employees at or above their respective wage 
scale will receive a 1.5% across-the-board raise in lieu of the step. 

All Per Diem employees shall receive a lump sum payment 45 days following 
ratification equal to 1.25% of base rate, exclusive of all differentials, multiplied 
by 2017 actual hours worked. 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
 ALLIED EMPLOYEES, AFT/AFL-CIO, 

LOCAL 5030 
  
___________________________ ____________________________ 
  
Date:  ______________________ Date:  ______________________ 
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HPAE Service-Maintenance  Proposed: 5/29/2021 
  Modified:  5/30/2021 

 
Employer’s Non-Economic Proposal #22:  Rotation and Floating 
 

14. WORK SCHEDULES AND TIME REQUESTS: 

14.1 The Medical Center shall post a four (4) week work schedule of no less than one 
(1) month, two (2) weeks prior to the commencement of the schedule period. 
Requests for time off shall not be unreasonably denied. Once posted, the schedule 
shall not be changed except by mutual agreement, or (2) an emergency staffing 
issue. 

14.2 In the event of shortages on a particular shift necessitating shift rotation, the 
Hospital shall first discuss alternatives to rotation and then seek volunteers. As a 
last resort, available employees shall be rotated in order of reverse seniority on a 
rotating basis, up to four consecutive weeks maximum unless mutually agreed 
otherwise. A log of rotation shall be maintained on each unit. Employees who 
rotate from one shift to another shall receive the appropriate shift differential for 
that shift or keep their current shift differential, whichever is greater. Four weeks’ 
notice for the need to rotate shifts will be given to the affected employee(s) unless 
in the case of an unforeseen emergent circumstance and only as a last resort. It is 
the intent of the Employer to move the employee back to their original shift as 
soon as practicable. An employee will be given at least 48 hours transition time 
when moving from one shift to the other. 

Except in an emergency, an employee who has been continuously employed by 
the Medical Center for five (5) or more years shall not be required to rotate shifts. 
For the purpose of this provision, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by 
rotating among those employees who have been employed less than five (5) years. 

14.3 Floating is the reassignment of nursing employees to a unit/department that they 
are not hired to work on, and did not pre-schedule themselves to work on, in order 
to meet the operational needs of the facility. Floating is not “pre-scheduled” and is 
utilized only after all other options have been exhausted.  

In the event floating is necessary, which may include but is not limited to 
instances of high or low census, late call outs, and instances of no call no show, 
nursing employees in the float pool will be floated first.  

A nursing employee may be floated for a shift or any part thereof to a patient care 
unit within the same clinical competency, provided the nursing employee is 
qualified as determined by the Hospital. If the nursing employee believes the 



assignment is beyond his or her skill level, they may raise the issue with the unit 
leader and or nursing supervisor. If the leader/supervisor agrees, they shall modify 
the assignment to one that reasonably meets the skills of the nursing employee. 

As of June 1, 2021, nursing employees, excluding per diems, with ten or more 
years seniority who are permanently assigned to specific units or departments, 
shall not be required to work in another unit or department (i.e., no pulling), 
except in an emergency or by mutual agreement.   

As of June 1, 2022, nursing employees, excluding per diems, with twenty-five 
years or more years seniority who are permanently assigned to specific units or 
departments, shall not be required to work in another unit or department (i.e., no 
pulling), except in an emergency or by mutual agreement.   

As of January 1, 2023, all nursing employees shall be required to float, in 
accordance with this subsection. 

For the purposes of this Article, an emergency shall be deemed to exist when the 
Medical Center determines that it is unable to provide adequate staffing by pulling 
among its employees who are required to be available to float.   

The order in which staff will be required to float is as follows: 

1. Float pool 
2. Staff from outside agencies if their contract permits 
3. Volunteers 
4. Per diem  
5. Core staff in reverse seniority on a rotational basis 
 
Nursing employees excluding Per diems who have less than five (5) years seniority 
who float will receive one dollar twenty-five ($1.25) cents more per hour. A nursing 
employee with five (5) or more years’ seniority who floats will receive one dollar 
sixty-five cents ($1.65) more per hour. 

 
Assisting colleagues/helping hands:  
 
It is understood that there may be instances staff may have to assist their colleagues 
in other units during a pandemic or state of emergency. Need is defined as any 
unexpected situation that may compromise the quality and/or safety of patient care 
delivery requiring immediate attention. It is understood that this is not the same 
function as “floating”. Staff may be required to temporarily assist other units if 
doing so does not jeopardize care or increase the workload of the staff remaining 
in the sending unit. Once the needed assistance is completed, they can return to 
their home unit.  
 



Nursing employees with five (5) or more years’ seniority who are permanently 
assigned to specific units or departments shall not be required to work in another 
unit or department (i.e., no pulling) except in an emergency or by mutual 
agreement. For the purpose of this provision an emergency shall be deemed to 
exist when the Medical Center determines that it is unable to provide adequate 
staffing by "pulling" among its employees who have been employed less than five 
(5) years. 

No Nursing Assistant shall be floated to more than one unit in a shift. No Nursing 
Assistant shall be floated off their unit and replaced with another employee 
agency, per diem). If no Nursing Assistant volunteers to float on a 
unit/department with five (5) or more years’ seniority, the least senior person shall 
float. 

The Medical Center shall continue to make a good faith effort to fill vacant 
positions. This shall not limit the Medical Center's right to determine when a 
vacancy exists. Compliance by the Medical Center with Article 11 (Filling Vacant 
Positions) may result in an increase in shift rotation. 

14.314.4 The use of outside agency personnel shall be permitted so long as work 
preference for all available time and assignments is first given to bargaining unit 
employees. 

14.414.5 For those employees who work weekends, no full-time employee shall 
work more than four (4) consecutive days without a day off, unless mutually 
agreed by the employee and the Medical Center. 

14.6 TEMPORARY REDUCTION OF STAFF ON A DAILY/SHIFT BASIS 
(FLEXING) 

The Hospital retains the discretion to temporarily reduce staffing on a given unit 
and/or shift after the start of a shift, due to decreased census, decreased volume of 
work or for other reasons which may arise. Before being flexed, employees will 
be given as much advanced notice as possible before the need to flex.  

In the event of flexing the following will apply: Flexing will occur in the 
following order: 

Agency staff extra shift and then agency staff regular shift (if not in conflict with 
agency contract)  

Overtime with additional incentives (i.e. Critical shift) 

Overtime in reverse seniority 

Per diem in reverse length of service 



PTO requests previously denied shall be offered and may be taken upon mutual 
agreement 

Volunteer by seniority 

If all above does not apply, then by reverse seniority 

Employees who are flexed by management after the start of the employee’s shift 
shall receive a minimum of 2 hours paid notice in addition to any other 
compensation not to exceed the regular scheduled hours. Staff that initiate the 
request to be flexed will not be eligible for flex pay.  

Employees reduced per above will be given, at the time they receive notice of 
being flexed, the choice of one of the following options: 

Utilizing PTO time, for any portion of the time flexed. 

Take voluntary on-call in accordance with on-call procedure as applicable. 

At the discretion of the Hospital, cross train to another department, orient to 
another department or participate in mandatory education modules. 

In the event of low or zero census, at the discretion of the employer, staff may be 
required to assist in other units/departments. It is understood this is not the same 
function as floating. The staff will not be given a patient care assignment. 

A log will be maintained on the unit for tracking and available to all employees. 

Managers will not be permitted to assume the work of a flexed employee. 
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HPAE RN & Professional Proposed: 3/9/2021 
HPAE LPN/Tech 

Non-economic Proposal #14: 

Side Letter Re: Lab Techs 

Side-Lei ten-Lab Tee #in 

The-position-ef-C-ertifted Laboraterf Technician-witi-be-ntoved-frorn-the-LPN/Toeh-Ber-gaining
Unit to the RN/Profesf:ional Bargaining Unit. This move does not impact wages-and/or benefits: 

PALISADES MEDICAL CENTER HEALTH PROFESSIONALS AND 
ALLIED EMPLOYEES, AFT/AFL-CIO, 
LOCAL 5030 
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Non-Economic Proposal #9: Appendix B 
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Non-Economic Proposal #10: Appendix C 
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