Wages Agreement

SHARE and UMass Memorial Medical Center

Year 1 (effective 10/30/22): 6% or $1.25/hour, whichever is greater for each SHARE employee
Year 2 (effective 10/1/23): 5% or $1.25 /hour, whichever is greater for each SHARE employee
Year 3 (effective 9/29/24): 4.5% or $1.00 /hour, whichever is greater for each SHARE employee

Year 4 (cffective 9/28/25): 4% or $1.00 /hour, whichever is greater for each SHARE employee

1. The term of this contract is October 1, 2022 to September 30, 2026.

2 SHARE members on the payroll on the date of ratification (tentatively November 17, 2022) will
receive the raise and any retro to 10/30/22.

3. UMass Memorial will listen if SHARE brings forward individuals who missed a raise due to

timing of raises.

4. Newly hired SHARE members: Anyone hired at the minimum after 10/1/22 will be looked at
by the parties. If they have enough experience to move up to the 15 platform as of 10/1/22, then
they will get the full 6% or $1.25 raise. If they have less experience, then they should get the part
of the ATB that moves them up to the new grade minimum (4.2%, or 1.8% less than the $1 25
floor). The outcome should be that the new employee should be on the correct platform as if the
contract had been finished on time, with the new pay grids. They will receive retro back to 10/30
or their hire date, whichever is more recent.

5. SHARE members with incorrect pay rates: 15 SHARE members have been identified as not being
on a platform who maybe should be, and some of them may need to have their pay corrected. We
agree to meet and look at each of them and figure out a solution for any who need adjusting

before this first raise is implemented.

6. Corrections to SHARE members’ pay continue from the Kronos outage in December 2021 and
early 2022. Every SHARE member should receive the full raise amount (and bonus amount if at
max cap). If Kronos corrections affect hours or pay that should be covered by the contractual
raises, UMass Memorial will add the raise amount to make the SHARE member whole when

Kronos corrections are made.

7. The new grade minimums will be 1.8% below the newly calculated platform 1. The newly
calculated platform 1 will be the old minimum plus the raise (ATB or floor).

3. We will delete ADM3 grade because it is not being used. (We could bring it back if needed.)



Max Caps

Any amount of the raise that would create a pay rate that is greater than max cap will be paid as a bonus.
Bonus = (bonus rates) x (hours paid in previous fiscal year, for example the fiscal year for year 1 is
10/3/2021=10/1/2022, including overtime). The bonus will be paid as soon after raises have been
delivered each year as possible. (November or December 2022 for year 1 bonuses.)

Max caps will increase by the raise amount minus 1.8%:
Year 1 (effective 10/30/22): 4.2%
Year 2 (effective 10/1/23): 3.2%
Year 3 (effective 9/29/24): 2.7%
Year 4 (effective 9/28/25): 2.2%

SHARE members who are already over max cap will get the same amounts to base and in bonus as
SHARE members who are at max cap.

On-Call Pay

Year 1 (effective 10/30/22): increases by $1.00, from $3.00/hour to $4.00/hour
Year 2 (effective 10/1/23): increases by $1.00, to $5.00/hour

For UMass Memorial: . For SHARE:
Name Nam
<
Senior Labor & Employee Relations Specialist ﬂﬁmﬂ/
) V4
Title Title

11.1.22 /(//{//20]/7

Date Date
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UMMH counter to market review language /
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Create a new paragraph 5 under the section titled “Notes about wages” as follows:

job classification and compensation. We will

“5. The parties will discuss and review ongoing questions of
and market competitiveness and decide

look at problems of retention, recruitment, internal equity,
appropriate next steps.”
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UMMH Proposed Language for SHARE contract

Workforce Development

SHARE and UMass Memorial agree that the success of UMass Memorial depends on experienced,
skilled, and committed employees. We are committed to the career development and growth of
employees. Our workplace is more productive when employees decide to stay and build careers at

UMass Memorial. We are guided by the following principles:

e Retention — staff who see growth in their future are more likely to stay

o Recruitment — A strong career growth program will attract new staff to UMass Memorial.

e Quality — Opportunity to train staff to fit our needs.

o Hard-to-Fill Jobs -- Our hospital will benefit from trained employees for hard-to-fill jobs, who are
loyal and want to stay, because of the opportunities they have been provided.

s Workplace culture valuing the lifelong learning and skill building needed to respond rapidly to
healthcare industry advancements and jobs of the future

e Equity — Remove barriers to upward mobility so that everyone has access to learn and grow at

UMass Memorial.

Workforce Development Goals

UMass Memorial commits to develop and implement a workforce development plan to help all
caregivers, including SHARE members, grow in their careers, Our goals are to:

1. Establish a workforce development function to create internal career pathways and expand
external pipelines to grow and advance our diverse workforce and community members.

2. Design an innovative UMass Memorial workforce development model and integrated career
development services to grow and advance diverse community members and frontline

caregivers.
3. Increase the impact of existing pipeline programs by addressing internal barriers that prevent

the hiring of more recent graduates and UMass Memorial caregivers.
4. Articulate and pilot-internal career pathways to foster front-line caregiver career advancement

and promotion into high demand occupations.
5. Create pipeline programs with new and/or existing partners.

SHARE and UMass Memorial Collaboration

UMass Memorial and SHARE’s goals to build a more qualified and resilient workforce moving forward
will only be successful if we collaborate closely. SHARE members are eager 1o grow in their careers.
SHARE will actively work to bring SHARE members’ voices to the table so that we can design programs
that fit their needs. UMass Memorial management brings 1o the table the big picture of organizational
needs, and resources to make the plans a reality. When we work together, the outcome will be better.

SHARE representatives will meet monthly, unless otherwise agreed, with members from the workforce

planning team and other interested stakeholders to discuss workforce development plans and to
provide feedback on the plans. SHARE will have seats at the table of any board governing workforce



development plans and programs. If there is no centralized workforce boar

d, the LMPC will setup a

Workforce Development Partnership Committee to oversee our joint efforts.

Building off the data for high priority positions and vacancies, the group will work to explore the

following ideas and principles:

Develop and implement strategies to market and communicate to SHARE members about

workforce development programs to increase uptake and participation.

Integrate the perspectives of SHARE members into workforce development progr
process improvement to increase completion and quality

Collaborate with the UMass Memorial Anchor Mission initiative to help create pathways for

SHARE members from disadvantaged neighborhoods.
Collaborate with the DEIB Office efforts to increase inclusion of diverse SHARE members in

am design and

all

opportunities.
Develop supports that will help ensure success for SHARE Members participating in workforce
development programs, €.8.,

o Encourage flexibility in scheduling i
Explore tuition assistance or reimbursement to support further education.

o
o Explore opportunities for mentorship and coaching and case management
o Explore laptop lending for SHARE members who don’t have a dedicated computer to
use
o Make learning opportunities accessible (e.g., online, hybrid, onsite)
Explore potential program options for the future, including:
o Study career programs other hospital systems have built, inclu
funds and the Kaiser Permanente Ben Hudnall Fund and bring recommendations

forward to senior leadership
Research available grants to pilot new programs, including funding for ap

o Develop career ladders in job families where appropriate

ding SEIU 1199 training

prenticeships.



Tuition Assistance
SHARE and UMass Memorial contract negotiations
Tentative Agreement

We agree that the new non-union policy will apply to SHARE members when it is finalized. In the
meantime, we agree to the following language for SHARE Contract Summary to Members:

SHARE and UMass Memorial discussed increasing the tuition reimbursement amounts. SHARE wants the
hospital to reimburse up to $5250 per year (the IRS limit) and to reimburse 100% of costs, not just a
portion. We also discussed expanding what qualifies for reimbursement to include a SHARE member’s
student loan repayment, and certification programs in addition to college credit classes. These
discussions went well, but the final agreement must be approved by senior leadership before we can
publicize it.

For UMass Memorial: For SHARE:

. . {'f/ / / /, iW /Q:‘,\ ‘{;)
Name / ‘
Senior Labor & Employee Relations Specialist 0{@{4 [ L(’,f:,/
Title )
11-1-22 /( // ,~Z-2/

Date
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UMMH Counter to SHARE proposal about Benefits )
10.13.22 /'//_!\
Y
7

101822 @ 3 Yl G%J(/

Add the following language to the Benefits section of the contract:

“If UMass Memorial redesigns or expands existing benefits for SHARE members, it will provide SHARE at
least quarterly updates on the status of its plans and give SHARE the opportunity to provide feedback.”
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Pay Rates Upon Hire, Transfer & Promotion

| (Q%U h

SHARE Proposal 10/10/22

H} Rehires:

Employees who are rehired and who meet eligibility rules for having service bridged will have their rate
set at the current rate of their prior platform in their prior grade when they left, plus any creditable
experience that the SHARE member may have earned while away.

If the employee is re-hired at a higher or lower pay grade, the promotion/demotion language would
apply on top of the starting applicable point described above.

Employees who are rehired and whe do not meet eligibility rules for having service bridged will have

their rate set on the new hire rules above.
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Family and Medical Leave (FMLA), -and-Massachusctts Parental Leave (MPLA)
Massachusetis Paid Family Medical Leave (PEFML),

I Policy:

UMass Memorial provides leave to employees consistent with the parameters and standards under
which employees may be granted leave pursuant to PEML. FMLA. the-Famib-andMedical-lenve
AetEEMEAand/or the-Massaekusets Rarenial-beave-Aer£MPLAZY as more fully described
pelow. This provision provides an ovérview of different statutory leave types available 0 SHARE
members. 1t is intended o help members become familiar with whal is available 1o them and is not
a fully comprehensive description of all the henefits and requirementis of each leave type. Members
should contaci_the leave office or UMass Memorial's_third-party _administrator (contact
information below) for a more complete deseription of available leave benelits. Additional leave
Coformation can be found on The Hub, In the event of any conflict between this policy and the

applicable law, employees will be afforded all rights required by law.

Fach SHARE member’s leave of absence situation is different. The UMass Memorial
Leave Office, Human Resources and SHARE are available to help, and will use a
problem-solving approach to finding a resolution o each situation.

A. Eligibility:
1. To be eligible for a leave under FMLA:
2 MBRLAEmplovees must have completed twelve (12) months of service
and worked at least 1,250 hours during the previous twelve (12) months.

2. To be eligible for a leave under the MPLA, an employee must work full-time and
must have completed his/her probationary period, or if there is no such
probationary period, have completed three (3) months of service.

a UMass Memorial will designate the parental leave taken under MPLA as
FMLA leave, and count concurrently parenial leave and leave granted
under the FMLA, when applicable.
3. All emplovees regardless of hire date or hours worked may be eligible for PIEML,
provided they meet the eligibiliiy criteria delined by the law. To delermine
(Fhe Department of Famtily and Medical leave (DML ) uses a worker’s

eligibility.
base period earnings {0 determnecaleulate their individual average weekly wage
(IAWW) A base periad is the last 4 quariers compleied and paid prior 1o the startoff
the worker s benefii vear, The DEML, then uses the 1A WW 1o caleuwlate aweekly
benelil amount. A worker meels the earings requirgment if they camed enoush 10
meet the threshold (currentdy at teast $3.700 in earnings and 30 times the PIML

henefit amount). Threshold amounts are updated annually.

B. Types of Family and Medical Leave:
Leave may be taken for the following reasons:
1. The birth of a child and in order to care for that child.
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Full-time employees who have completed their probationary period (or at least threc
months of service) are eligible for up to eight (8) weeks parental leave for the purpose

of giving birth, adopting a child, or the placement

of a child in accordance with state

law. This leave will also be designated as FMLA Leave, where applicable. If both
spouses arc employed by UMass Memorial and each wishes 10 take leave for the birth
of a child, adoption or placement of a child, the spouses together may only take a

combined tota} of eight (8) weeks parcntal leave.

 Duration and Purpose of Massachusetts Paid F

ool

amily Medical Leave

Emplovees eligible_for PEML may be entitled 10 a maximum of tweniv-six (20)

weeks of leave per benefii vear for certain covered reasons as defined by the

reaulations. These include. buf are not limiied 10:
To care for the emplovee’s own serious health

condition,

To care for an eligible family member’s serious health condition.

To hond with a newborn or newly placed ¢hild.

o 102 10—

To care for a family member injured serving in the military.

PEML will run concurrenthy with all other leaves of absences where applicable.

Definitions:
FMLA Leave: Job protected leave when an employee

is unable to work because of a

serious health condition or to care for their spouse, child or parent who has a serious

health condition.

Parent: The father/mother of the employee or an individual who acted as a parent to the

employee when s/he was a child.

Dependent Children: A biological, adopted or foster child, a stepchild, a legal ward ora
child who is living with the employee in a parent-child relationship, who is under the age

of 18, or if over the age of 18 is incapable of self-care

as defined by the FMLA.

Spouse: A husband or wife as defined or recognized under state law for purposes of

marriage in the state where the employce resides.

Continuous Leave: A leave taken over a defined, sing

le time period.

Iniermittent Leave: A leave taken in separaie blocks of time.

Reduced Leave Schedule: A leave schedule that temporarily reduces an employee’s

usual number of working hours per workweek, or hou

rs per workday.

Military Caregiver Leave: Job protected leave relating to certain military deployments or
to care for a covered service member with a serious injury or illness.

Qualifying Exigency Leave: As defined by the regulations, job protecied leave for short
notice deployment, military events and related activities, family support or assistance

;
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Memorandum of Agreement

Promotion Increase

SHARE and UMass Memorial will meet within 60 days of ratification of the
agreement to discuss how we handle promotional increases and market
adjustments. The parties will have an interest-based discussion about situations

including the following:

A. Market adjustments to move up an entire title because of market pressure
B. Group promotions based on changing job duties

C. Individual promotions through transfer

D. Individual upgrades because of changing duties.

If we are unable to come to agreement, the parties may jointly agree to invite a
mediator to assist.

Medheal Ceater
UMass Memorial Maﬁb‘omugh—Hg’gp-it“al SHARE
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Memorandum of Agreement

Work From Home

In alignment with one of the overarching strategies of recruiting and retaining the
best staff as identified in UMass Memorial Health’s Strategic Priorities, UMass
Memorial has implemented a Work from Home policy communicated to non-union
caregivers. SHARE and UMass Memorial must negotiate for SHARE members. After
contract negotiations are complete, the parties agree that these Work from Home
issues require immediate and custained attention, and we agree to meet regularly

and frequently.

Key issues for immediate negotiation include: which states caregivers may work from
and/or be hired from, reimbursement for caregivers who were sent home starting in
March 2020, and standards for temporary interruption to work from home

capabilities.
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