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IRMC Technical TIC narrowly avoids a Strike
Holds Out for Fair Contract

When bargaining began with a ten (10) minute raminfthe
TIC President that the employees were using toohnaoitet
paper, we knew we were going to have a long steugggbet a
fair contract.

Employees came into work the following day, eacimding
their own roll of TP and walking around the offiadth it in
hand. That's the type of Solidarity the member3l& have.
They show their Union support on a daily basis to
management.

TECH Bargaining Team (left to right): Mike Hollip€rfusion TIC is a private sector corporation that treats ltsion

Services), Roxann Baas (Chief Steward), Cindy idsffiworkers as lesser employees than its managemerstaffidif

(Service Representative), Terry Sharp (RespiratoAdny you walked around the TIC offices, you would clgate the

Fussman (Radiology), Kerry Miller (Surgery), and M@a “haves” and “have nots” mentality. All managemend aon-

Thompson (Special Studies). union employees had good quality chairs, new flaten
computer monitors and the supplies they need tibheio jobs.

The Technical employees at Ingham Regional Medigadter The Union members had old monitors, broken and thped

(IRMC) reached an agreement on March 25, 2010 asva chairs, and to find a pen that worked was an egelici and of

three (3) year contract. itself. This is ironic because TIC is a Third Party
Administrator (TPA) for Labor Union benefit plans.

Negotiations were long and tedious but the barggionit and

team held strong. It began in August 2009 witheah®loyer

coming to the table stating they wanted no changéke old

agreement and no raises for the duration of a rgreement.

The bargaining team knew members wanted changeseind

about making proposals on behalf of the unit. {Ean sent a

message to management that a contract withoutsraiad

increased health care costs would not be accepéaiulethe

unit would not ratify an agreement that containdmse

conditions.

State and federal mediators were engaged in Mabdlo 2o
see if they could make any headway on the procésghe

end, the team was able to bring back a tentativeeagent that ¢ Bargaining Team: Ann Roche, Susan Kolberg, Samith,

contained no concessions and many non economic 3gHice Representative Lance Rhines, Jayne Phatpdds
economic improvements. Some of those improvenaets  pkes.
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TIC narrowly avoids a Strike for Fair Contract
(continued from Front Page)

The bargaining team demanded better ergonomicsra®ptheir contract. Unbelievably, TIC had a wdatorage room full of
new flat screen monitors that were gathering ddst. TIC management refused to unpack them for eye@®e until a monitor
broke. The Union and management fought over thesseg every time we met.

Some employers need concessions from the Unionefrigoyers who legitimately demonstrate this bynipg their books and

working with us find that the Union works with theMobody likes wage freezes or concessions of amy. BBut, sometimes it is
necessary in order to stabilize employers and jitusecurity until things get better. TIC is arample of an employer who did
not need concessions. They instead fit into thegeaty of an employer who will try and use poor eatreconomic times to attain
them anyway. Management came to the table withades)of wage freezes, loss of holidays, eliminatibdental and vision

benefits and much more.

The Local 459 bargaining team wasn’'t buying what Tanagement was selling! After two (2) extensioihe contract, and a
final offer from management that took employeeskbeacd, a strike vote was taken and overwhelmingipraved by the
membership. It seemed a work stoppage was imminent.

On the last day of bargaining, the Union gave &dpotine proposal to avoid a strike. Managemehictantly backed down and
accepted the terms. The new agreement contaiosnu@ssions.

The three (3) year contract provides for a $.50 aarease to the step scales. Each employee eadlive a $.50 cent per hour
raise in each year of the agreement, as well &@ $igning bonus and yearly lump sum payment.

A new Flexible Spending Account (FSA) for both Mealicosts and Child Care will be put into placeibeing January 2011.

Non- economic expansions were also gained. Impremésnin making up time, bereavement leave, heaith safety and
discipline were among them. And yes, new moniéord chairs for employees as well!

With the help of the support and solidarity of thembership, the bargaining team memigrsan Kolberg, Jayne Phelps, Kris
Dukes, Anne Roche and Jan Smitlwere able to obtain a fair agreement without akwsioppage. The team was assisted b
Service representatiteance A. Rhines

459 UPDATE IRMC Technical Holds Out
(continued from Front Page)
is newsletter published by Local 459 of the Offied
Professional Employees” International Union, 838i&a ¢ An increase in the subsidy for retire healthcare
Street, Suite A, Lansing, Michigan 48911-5207. 751 . Enhance short term disability to a 70% benefitleve
887-8844 or (800) 833-1103. Bulk rate U.S. posta@ed - Improved attendance language including a perfec

in Lansing, Michigan. Permit #975. attendance bonus up to every 6 months

- A revised retention bonus that increased the ansofont
President Kevin Nix all eligible members
Vice-President Lawanda Brown - Increase shift differential
Layout Editor Ronda Ackerson - Enhanced bereavement that includes the abilityake &
Contributors: Jeffrey Fleming 30-day leave for immediate family members

Cindy Jeffries - Limits on disciplinary suspensions
Joseph Marutiak - 1% ratification bonus this year, 2% wage increased
Lance Rhines October 2010 and 2011

Charles Terry The agreement ratified on April 1, 2010 by a vdt& 18 yes to
Wendy Yaney 14 no. The bargaining team consisted of Chief Stdw
Roxann Baas, Amy Fussman, Kerry Miller, Dave
Reproduction of any or all material herein is Thompson, Mike Holley and Terry Sharp They were

permitted and encouraged in the interest assisted by Service Representa@edy Jeffries.
of worker’s education.
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Hospice of Lansing Units

Reach Agreement Amicably

_ _ Local 459 and Unions across the country have bedreated
New contracts for Hospice of Lansing (HOL) RN anghniract negotiations with the American Red CrosBad

Negotiations began in January 2010 and, unlike mM@&ly Cross however. The safety of the blood suisphtso an
negotiations taking place these days, were amicable issue.

HOL is a small employer whose employees providei® oy 17 years, Red Cross has operated under a fenersent
service to our community. They have their shardirencial gecree that requires it to clean up its blood gapeactices.
woes. But they work in partnership with thgiréoypze L}nion Since 2003, the Food and Drug Administration (FDWgs
in good times and bad. They listen to their emp&y ideas, fined Red Cross $21 million for blood safety vitdas. Last
concerns and needs and then work in conjunctioh thigm to 5| the FDA found that 231 recall events of utabie blood
provide better working conditions, wages and begefi involving 7,363 blood components were serious an
, reventable by the American Red Cross. In ARC'saGkakes

The new agreement is a three (3) year agreemenhe Region headquartered in Lansing, Red Cross hadsteill
highlights are: recalls, involving the distribution of 20 unsuitatdr “suspect”
blood products. Eight of these blood products weilled

Implementation of short-term disability at a 60%é#t hecause the donor had an increased risk of infectigh

level hepatitis. Others recalls involved the failuredfer a donor
Bereavement time for parent in law, brother, astesiin who traveled to malaria risk areas; and blood comepts
immediate family prepared without performing required product cdntesting.
Guarantee of additional RN coverage for on call Rthe FDA determined that all of these recalls weeventable
based on census and location of clients by Red Cross. The American Red Cross has notdssue

Many non economic changes including better job ibigld public accounting of what happened to these urtseitalood
and posting language, attendance language @noducts that were recalled in our region.
counseling/discipline language
The Workers Committee for Blood and Safety was fmnn
There is a three percent (3%) across the boardasereffective 2010 to serve as the watchdog for blood and doafetys and
July 1, 2010. In addition, employees will movetapson the to advocate for Red Cross employees. We believe tisea
scale on their anniversary date of hire (ADOH) thiave an clear link between bad American Red Cross laboiciesl and
overall 6% increase to their base. Some emplofeestheir blood safety compliance failures. This includes amsthffing
ADOH increase frozen due to economic reasons ®riithalf blood drives, assigning workers to regular 16 hdays, and
of the year. Those employees will move 2 stepshenscale eliminating the most experience licensed medicakgel,
retro active to their ADOH on July 1 to also realia 6% creating a low-morale, high-turnover work enviromneThe
increase for this year. There is a wage re-opan&ebruary nationwide workers committee includes thousandsaott line
2011. employees who roll up their sleeves everyday toersake the
blood supply is safe, because no one in Americaldiwave to
Both agreements ratified on May 6, 2010 with a \@ftd 00% worry that the blood they are receiving in a trasgfn could
in favor the new agreement. The RN team consistedactually harm them.
Kimberly Frayer and Robin Watters. The paraprofessional

team wasNicole Keckler andSue Darrow. Both teams wereMuch more information can be found on the web site

assisted by Service Representa@iedy Jeffries. www.blooddrivesafety.com.

Check Your Dues Deductions

The chart below outlines how dues should be pdidiour dues are paid through payroll deductioreathyour pay stub
carefully to be sure the correct amount of dudseisg deducted. If you change the number of hgatswork or if your|
rate of pay changes, check that also to be suradjustment has been made properly. Please cdmaat 459 at (517
887-8844 or 1-800-833-1103 with any questions.

Full-Time Monthly Semi-Monthly Bi-Weekly Weekly
$6.95 - $11.94 $18.50 $9.250 $8.538 $4.269
$11.95 or more x 1.55 X 0.775 x 0.715 x 0.358

Part-Time Monthly Semi-Monthly Bi-Weekly Weekly
$10.19 or less $13.25 $6.625 $6.115 $3.058
$10.20 or more x 1.30 x 0.650 x 0.60 x 0.30

Part-Time Initiation Fee = $20.00 Full-Time Initiation Fee = $30.00
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bring home at least half the family’'s earnings—whic

‘“ Y w a NE\S M means entire families suffer when women are pasl. le

The average woman loses $700,000 in pay due toegenc
discrimination in her lifetime.

Kudos to President Obama who has established thé&eWh
House Council on Women and Girls. The high-levailyho
made up of Cabinet members and heads of sub-Cabir
agencies, is charged with advancing the rightsreestis of
women, including equal pay. Declaring National Hdeay
Day, Obama notes that “government can only advénse
issue so far.”

The collective action of businesses, community
organizations, and individuals is necessary to menshat
every woman receives just treatment and compemsatio
call upon American men and women, and all emplgyters
acknowledge the injustice of wage discriminatiord @n
commit themselves to equal pay for equal work.

Sen. Tom Harkin, who has sponsored the Fair Pay akuat

Lily Ledbetter, whose landmark U.S. Supreme Coasec

re-ignited the issue of equal pay, put the issuewafe
Equal Pay Day: Women 78 Cents, Men $1 discrimination in the broader context:

April 20" was the day when women workers finally caugiW]e must recognize that the problem of unequal gags

up with the pay men received last year—the day wekmas beyond insidious discrimination. As a nation, wgustly

Equal Pay Day. Being three months and 20 days Hehdevalue jobs traditionally performed by women, ewdren

men’s wages means women who work full-time stik athey require comparable skills to jobs traditiopall

paid, on average, 78 cents for every dollar menpaid. performed by men. Why is a housekeeper worth less &

According to the most recent data from the U.S.eBurof janitor? Why is a parking meter reader worth Idsmtan

Labor Statistics, the median wages of full-timearymund electrical meter reader?

workers in 2008 stood at $35,745 for women and3gl6for

men. The Fair Pay Actwould ensure that employers pmvid
equal pay for jobs that are equivalent in skillfoef

The wage gap is even worse for women of color00& the responsibility and working conditions.

earnings for African American women were $31,488,96

percent of men’s earnings (a drop from 68.7 perdantCivil rights pioneer Dorothy Height, who died onstlyears

2007), and Latinas’ earnings were $26,846, 58 meroé Equal Pay Day, early on championed the notionttiet

men’s earnings (a drop from 59 percent in 2007). rights of women are fundamentally connected toassf
fairness for all Americans. As the New York Times f:

One way to speed up the progress is to urge lawmrmake

support the Paycheck Fairness Act, which was pasgede Ms. Height is widely credited as the first persorthe

U.S. House in 2009. It updates the Equal Pay Acgiltlng modern civil rights era to treat the problems aiady for

employees the tools they need to close the wageagdp women and equality for African Americans as a seasl

providing the government with enforcement powecdarect whole, merging concerns that had historically bleegely

pay inequities. separate.

Studies have shown that given equal résumés and Helight “embodied struggle, strength, determinatitoye
experiences, mothers are offered $11,000 lowertirsgarand elegance,” says AFL-CIO Vice President Arlenat H
salaries than non-mothers. Yet fathers are offdrigiher Baker,and her passing today is a reminder of how a
starting salaries than non-fathers. More thandfaWomen injustice to one is an injustice to all.
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Local 459 members elected by the membership makkeugxecutive Board. The Board meets at lea
monthly. It is at these meetings that many ofdbesions regarding Local 459 members are presente
discussed, and decided.

Executive Board decisions made during the peabtarch 2010 to May 2010 of possible interesthe t
membership are outlined below. Decisions whichehlasen discussed elsewhere in this newsletter atre 1
included.

The Executive Board approved the 2009 audit.
ARBITRATIONS

Arbitration is the final step in the grievance pes. The APPEAL PROCESS
vast majority of grievances are settled prior tacheng
arbitration. Both the Union and management pretmit The Local 459 constitution allows the membership t
case before a neutral arbitrator who makes a hindinodify or overturn any action of the Executive Bbaut
decision based on the merits of the case. Arkbtras an any such decision must be done at a membershigngeet
expensive and time consuming procedure. Localls9 in which a quorum is present and which is held o
limited funds and cannot afford to arbitrate evepyoperly requested within one (1) calendar monthhef
grievance. Therefore, all unresolved grievances &xecutive Board action.
presented to the Executive Board for review.

A special membership meeting may be called upon
A total of six (6) grievances were presented to tregjuest submitted to the President by not less theae
Executive Board. The following grievances wegercent (3%) of the members in good standing. @iy,

approved for arbitration. there are 3421 members so a petition would requit
approximately 103 signatures. Petitions are abkla
IRMC POST - Termination from the Local 459 office.
IRMC POST - Verbal Warning
LAFCU — Verbal Warning For reviewing a decision to arbitrate or not toitaalte a

grievance, a special meeting may also be callethi®e
guarters of the members in the bargaining unit mchv
OTHER BUSINESS the grievance arose. For some bargaining unisisHess
than three percent (3%) of all Local 459 membergaod
The Executive Board approved a new contract with &Rpnding.
Technology to provide computer support and incregsi
the maximum allowance for computer replacement Tbe regular meetings of the Executive Board are Hed
$1,800 per computer in order to replace older cdmpusecond Tuesday of each month. Draft minutes of tr
with laptops and docking stations for up to fouy ¢taff meeting are available no later than two (2) week
per year. following the meeting.

The Executive Board unanimously voted to authodzePlease see the constitution for specific detal®pies of
strike for the Red Cross Collections; Lab, Cleriaald the constitution are available from the Local 4%ce.

Distribution; and Mid-Michigan Chapter bargainingits.

The Executive Board approved posting a full-time RN QUESTIONS?
position to help service the IRMC RN unit and warith
other units on RN issues. If there are any questions or concerns about the:

decisions, please feel free contact Presi#@vin Nix by
The Executive Board appointed Stewards and Altemathone at 887-8844 (Greater Lansing area) or (8066)-8
at LAFCU where only one (1) member expressed HHO3 (outside Greater Lansing) or by email a
interest in the position. knix@local459.org .
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Grievances Settled

The members, stewards and staff of Local 459 satiley grievances each quarter. There is insufficépace to publish all of
them. Grievances which are unique or affect agangmber of members are more likely to be publishiegou would like to
publicize a grievance you have settled, contact $muvice Representative.

allow them to violate contact language. The gmeeawas

IRMC POST settled by payin@iVietri two (2) hours at straight time.
Use Seniority on Holidays
IRMC POST

The Ingham Regional Medical Center (IRMC) POST ramit Volunteers and Management working during LCDO
states that when scheduling holidays, the Emplayeil first
solicit volunteers. If there are more than enouglinteers, the Dorothy Sumner is a Unit Coordinator (UC) in the Same Day
holiday shift(s) shall be awarded in order of barga unit Surgery Department at IRMC. During the week afuday
seniority highest to lowest. If there are not agiowolunteers, 18th — 22ndSumner was mandated LCDO for at least a
the holiday shift(s) shall be assigned using baiggi unit portion of every shift.Sumner is the most senior POST
seniority in reverse order, except that no emplogkall be member is her department on her shdumner discovered
required to work two (2) consecutive holidays witlihe same that both volunteers and management had been ctngphesr
calendar year. work after she had been sent home.

Albert Miller is a second shift Pharmacy Technician at thegrievance was filed on behalf 8umner by Chief Steward,
Greenlawn CampusMiller signed up to work on ChristmasVendy Yaney citing the bargaining unit work contract
2009. Miller noticed that the schedule reflected a per didamguage and demanding that she be paid as ifahevbrked
employee on that dayMiller voiced his concern that thehe portion of the shifts she was mandated LCD&umner’'s
holiday shift was awarded incorrectly to the depart's grievance was resolved when Human Resources ac&dged
scheduler. The scheduler said that she would iotkit and that management was not to perform bargainingwoik and
then had no further communication withiller regarding the Sumnerwas paid for seven and a half (7%2) hours.
scheduling error. The per diem employee workedhtielay.

IRMC POST
A grievance was filed on behalf d&filler by Chief Steward Reporting Pay Not Given
Wendy Yaney. During the grievance meetin¢aney argued
that not only wasdMliller signed up as available to work on thghe IRMC POST contract states, “An employee whaorep
holiday but he also brought it to management'sitte prior to for work and who volunteers for or is required &ke a low
the day in question and nothing was done to cottextkerror. census day off (LCDO) shall work and receive a minin of
Yaney demanded thatliller be paid as if he had worked thewo (2) hours for reporting.”
holiday shift and receive the premium for working @
holiday. Management agreed that there had beehexisling Kathy Hale works on 2 East as a Nursing Assistant (NA) or

error. Miller was paid eight (8) hours at time and a half. the day shift. On February 2%ale reported to work for her
regularly scheduled shift. When she arrived mamagg was

IRMC POST soliciting volunteers to go home LCDO because th&ept

Management Ignores LCDO Language census was low and they were over staffeldle volunteered

to go home, punched out and left. WHhdale came in to
When the patient census is low, management can stake work her next shift, her manager told her that beeashe went
take a Low Census Day Off (LCDO). According to P®ST home a half hour after she arrived at her last cudee shift
contract, no employee shall be required to takeCQ if that she would not be eligible for reporting pdsale replied
another employee is working overtime in that ckissiion in  that she was not asked to stay, therefore, wasleghto the
the department and on that shiftessica DiVietri works as a two (2) hours pay for reportingdale’s manager disagreed.
Unit Assistant in the Same Day Surgery Departm8itS) on
the Greenlawn CampusDiVietri was mandated LCDO onChief StewardWendy Yaney contacted Human Resources
January 18. DiVietri later found out that another Unitvho agreed that her manager should have paid her f
Assistant working that day in SDS received overtim& reporting to work that day. She was paid two @)rs.
grievance was filled by Chief Stewa¥dendy Yaneyciting the
LCDO language and demanding ttzvietri be paid for any IRMC POST
overtime hours worked by the scheduled Unit Assista the |f FMLA Absences Don’t Count, You Can’t Count Them
Department on that day. Management argued teadvthrtime
occurred at the end of the shift because the depattwas The IRMC POST contract has specific language amdtince
busy so there was no time to cBiVietri in to work. Yaney disciplines. It uses a rolling twenty six (26) gagriod method
countered that management's poor staffing choieg®iot much like FMLA. The system is based on points tat be
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Grievances Settled

either gained or spent per pay period It is afadt” system fact the aggressor and was tiélig and rude to the employe

and has no progressive discipline. When an emplogaches Management admitted they could not verify thatehgployee

zero points, they are terminated. The reasonHerabsence had used profanity.

doesn’t matter except certain absences are excludedbeing

counted, such as those under the Family Medicaléesct The grievance was settled at the Human Resourcebvden

(FMLA). the discipline was reduced to a verbal warning. IRMC
verbal warnings do not become a part of their peana

Michelle 1zzo is a Pharmacy Technician at IRMC. In Junersonnel record.

2009, 1zzo was approved for intermittent FMLA. After

approval,lzzo followed the protocol each time when calling in HOPE

using FMLA. 1zzo’s understanding of the contract was that Cook Hours Not Offered

she would gain a positive point for pay periods hwito

absences other than FMLA. Joyce VanderMeeris a Cook at the Alpine Grove Program of

Hope Network which is a part of the Grandview Campu
September 10, 2009zzo was terminated because Huma@randview has three (3) other programs in closeipnity:
Resources said that she had fallen below zerogointo was Haven, Meadows and the Lodge. They are all mgt to
surprised because she believed that she was po#itve. each other in a row. On the weekend of Janudfyti2&e was

an open shift due to a short notice leave. Managehecided
Chief Stewardwendy Yaney, filed a grievance on behalf ofto allow a staff member that was already on theedgle to
Izzo, arguing that management was not administering tyer the additional work. It is not uncommon #ostaff to
attendance article correctly and demanded Izt be returned cook for more than one (1) program on t
to work. At the HR level grievance meeting the &impointed Grandview Campus. It was realized later the "=
out two (2) occurrences thizo was docked points incorrectlycook could not handle the workload an
as well as arguing th&tzo had not been given a positive poiriteeded assistance. Management allow
during pay periods with only FMLA absences. In ¢ievance another cook to receive overtime wit
response management acknowledged that two 2) of abgoffering it to anyone else.
occurrences were in fact not absences and creditedwo (2)
points. Management denied the grievance basedhein tThe Hope contract reads “...If
position that pay periods with FMLA use should gain any shift is open, and it is less tha
points and, therefordzzo was still be in the negativelzzo’'s five (5) calendar days away, the shift will be offé both
grievance was approved for arbitration. The Ld€sécutive within the program and to other programs simultaisggd.
Board noted that IRMC’s misapplication of this laage could The Manager admitted he did not think to offerat dther
apply not just tdzzo but to all POST employees. dietary staff.

The day of arbitration management reversed itseifl a/anderMeer contacted Chief Stewardlidy Miller to file a
acknowledged that according to the contract, engglsywho grievance. VanderMeer was available and wanted the
had pay periods with only FMLA use do gain pointgzo’'s overtime, but was not afforded the opportunity. Tievance
grievance was resolved when she was returned tpdsition was resolved whewanderMeer was paid for the three (3)
with benefits reinstated, received five thousarBD@) dollars overtime hours that it was required to help outhat day.
in net back pay and had sixty five (65) hours oBEEturned to
her bank. HOPE
Transfer Denied
IRMC Technical Unit
| Swear - | Didn’'t use Profanity Tiffany Edwards is a Residential Instructor at the Creston
Ridge Program of Hope Networledwards submitted an

A member of the Technical Unit was issued a Stemp T2) application for a different position within the Gten Ridge
Discipline for violating the Standards of Condudlipy when Program. The position was awarded to a less sstadfc The

they allegedly used profanity in the presence pétient. Step HOPE contract reads " ... if two (2) or applicante aqually
Two (2) disciplinary actions and higher are pladedthe qualified, the Agency will offer the position toethapplicant
employee’s permanent personnel record. with the most seniority.” Local 459 filed a griexce by Chief

StewardJudy Miller. Hope could not show that the other
The employee stated that they possibly could havelled the applicant was more qualified artwards was awarded the
situation better but stood firm that they had usedprofanity. position.
Local 459 filed a grievance on behalf of the emphkay During
the grievance meeting the Union argued that themtawas in  (Continued on Page 8)
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Grievances Settled

(Continued from Page 7)

HOPE HENRY FORD HOSPITAL
Perfunctory Investigation Leads to Faulty Disciplire Training Needed; Not Discipline

John Hughesis a Residential Instructor at the Haven Progranyvette Edwards is an ER Registration Clerk at Henry Ford
of Hope Network. A co-worker filed a Recipient Rig Macomb Hospital on the Warren Campus. ParEdifvards’s
complaint with the Recipient Rights Department aétiork job entails entering patient information and speaibdes for
180 thatHughes did not treat a consumer with dignity anddmitting and insurance purposeSdwards had recently
respect on November™4 Hughes alleged infraction was atransferred from a Switchboard Operator. She wasngia
consumer was asking for something and he tolddeotit for documented counseling discipline on Aprit' for making
herself. Hugheswas also accused of not cooperating with teerors and being confrontational when approachezltathe
internal investigation by not providing a writtelatement. errors. Edwards disagreed about being confrontational anc
attributed some of her errors to inconsistent inginEdwards
Network 180 did a brief telephone interview witughesand contacted Stewardpril Wilson who filed a grievance on her
the consumer. The report admitted that the consutidenot behalf. The grievance was granted, the discipkseinded and
seem to have the capability to responding to qouiestabout the Edwards was provided with additional training.
allegations.  However, Network 180 concluded thhy,
preponderance of the evidence, the claims agkingheswere St Johns Hospital
substantiated. Discipline Reduced

Hugheswas given a Serious Discipline from Hope and a oS&ve Barbarais a Health Unit Coordinator (HUC) on 5
(1) day suspensiontdughesdenied the allegations against hinTower at St Johns Oakland Hospital. ParBafbara’s duties
He stated he did not write a statement at the tifribe internal are to observe the monitors at the nursing staéind to
investigation by Hope because he denied that ttidént ever provide coverage on other floors. On Novembé? Bdrbara
occurred. Hughescontacted Chief Stewartudy Miller who was given a Step 1 discipline for not being avadéab cover
filed a grievance on his behalf. Through the gnieeaprocess another floor. The discipline implied that she was an
the discipline was reduced to a tutorial mefaghesreceived unauthorized break and not responding to telephcails

back pay for the one (1) day Suspension. during part of his shift.Barbara disputed the discipline and
contacted Chief Stewatdbuversa Fair who filed a grievance
HOPE on his behalfFair argued the discipline was too severe due tc
Being Fingerprinted is Time Worked extenuating circumstances. The grievance was vesaind

the discipline was reduced to a verbal warning.
Hope Network mandated that all employees have their
fingerprints on file. The Agency had the fingerpirig CEI CMH Large, Residential & RN Units
procedure set up at one of their Retro Pay for Retirees & Former Employees Restored
programs and at an off site location.
Each location had specific operatinghe contract settlement reached with Clinton Edtuyham
times. Each employee had to go to ofeommunity Mental Health (CEI CMH) last October indéd a
location or the other. Some employedstroactive payment of one and a half percent (®o6)zfor
had to go outside of their normaWages paid since October 1, 2008. Current empoyes
working hours and had to go beyonteceived it. Retirees and other former employeils nibt.
their normal commute to getlLocal 459 filed a grievance on their behalf.
fingerprinted.

StewardLaura Curry pointed out the retro payment contract

Since being fingerprinted was a condition of empient, language stated it was applied to all steps orsdtary scales
federal law required employees be paid for theimeti without excluding former staff. She argued therees and
Employees who went outside of their normal hoursewsot former employees were paid wages on these salalgssand,
paid. A class action grievance was brought forwaydswen therefore, should receive the retro payment. T@jor¢tirees
Beversluison behalf of herself and any other bargaining mnitestified the denial of their retro payment disextpd their
member that had not been paid. The grievance vied fiy several decades of service. The administratiomeld they
Chief Stewardludy Miller citing the Fair Labor Standard Achever intended the retro payment to be made teeegtiand
(FLSA). The grievance was granted, managementallgp the former employees even though it wasn't specifiedthe
FLSA guidelines, and agreed to pay the members daate agreement. Local 459 produced evidence of a pastige that
forth.
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Grievances Settled

the agency paid former employees when the conl@aguage When the Union pointed to contract language stativeytime
did not specifically exclude them. CEI CMH als@aed the hours should be awarded to the employee with lesssh
Union did not represent these employees becaugemiie no Human Resources agreed to settle the matter withdotmal
longer employees. Local 459 countered they wepeesented grievance being filedMurphy was paid for eleven (11) hours
at the time they were paid. The Union also argtieel of overtime and five (5) hours at straight time

administration never contests its ability to reprasstaff when

they are no longer employed after being fired. Laurie Chavez works as a Residential Technician at the Arct

_ _ _ _ Rd. Home. Chief Stewardean Merrill filed a grievance on
The HR Director and Board of Directors denied thevgince. her behalf. A shiftChavez wanted was offered to someone
The Local 459 Executive Board authorized the gmeeato else in violation of the contract. Her requestitake up two

proceed to arbitration. The grievance was resologdthe (2) hours lost due to a canceled staff meetingalss denied.
administration agreeing to pay retirees the one anbalf

percent (1 ¥2 %) retro payment. In addition, CMH issue the \jerrill argued the shift in question was not offered atadf
payment to any employee who resigned form Augu€i920 meeting or through the internet based electrontedaling

October 2009 upon written request. system. Management stated eligible staff wereamet by
phone in order of seniorityChavezcountered she was never
CEI CMH Large Unit called and produced her phone records to back umlhin.
Temporary Positions Turned into Permanent Jobs The Supervisor awarded her the shift.

The CEI CMH Transitions North day program providet on  Merrill  provided information that showed a number of
one staffing for a couple of particularly challemgiconsumers. gccasions when other employees have been allowedaie
Special part-time employees were rotated every (@)to five yp the lost staff meeting hours by working at ottieres

(5) months into these assignments. Chief StewRam during the week. Human Resources agreed taOpeyezthe
Marietta-Dickerson discovered these positions had be@Ro (2) hours she lost.

staffed with special part-time workers for neaviypt(2) years.

Cristen Mushong works as a Residential Technician at the
She argued these positions should be made permantmt Arch Rd. Home. Additional shifts are awarded thyloustaff
benefits. Management initially stated it was impot to rotate entering their availability and preferences in tlectronic
staff to avoid having the consumers bond too closéth any scheduling systemMushong wrote she preferred to work
one (1) person.Marietta-Dickerson countered CMH's shifts with at least six (6) hours. When she waeeduled for a

treatment model is based on developing relatiosshifth three (3) hour shift and a five (5) hour shift, sigked these
consumers and regular staff deliver more considteatment. hours be given to someone else. Her request wasdle

She also pointed to contract language that stopsagament

from using relief or special part-time employeestéad of Chief StewardVerrill pursued the issue on her behalf. Loca
permanent staff in order to avoid paying benefits. 459 reminded Human Resources their main argument -
include the electronic scheduling system in thetrean during
When faced with a potential grievance, Human Re&surhargaining last year was employees could enterr the
agreed to settle the mattehe two (2) part-time Communitypreferences and these would be honored. They @gme
Support Technician positions with benefits wereergly posted resolve the matter without a formal grievance negdb be

and filled. filed. Mushong was removed from the two (2) shifts and
management agreed to follow employees’ schedulin
CEI CMH Residential Unit preferences in the future.
Scheduling Problems at Adult Mental Health Services
Corrected CEIl CMH Residential Unit

_ Lost Hours Repaid
Several employees lost hours due to schedulinggmabat the

CEl CMH Adult Mental Health Services group homésocal Neil Burcroff wasworking as a Residential Technician at the
459 intervened to insure they were properly paid. Community Services for the Developmentally Disablec
(CSDD) “Wise Guys” Home. Two (2) holiday shifts as

Matt Murphy works as a Residential Technician at the MA§cheduled to work were taken away. StewaSBtiacy
Home. He requested to work (2) shifts. The howese Hendersonfiled a grievance on his behalf.

awarded to other employees even though it restiftechore
overtime than he would have worked.

(Continued on Page 10)
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Grievances Settled

(Continued from Page 9)

When Burcroff lost his Thanksgiving shift due to dt recently came to the attention of Stewaktisrk Anderson
management’s oversight, he argued another shift ¥eétver andPenny Sackstedethat neitheBeemannor Vanittersum
hours should have been taken away. It was poiotedf the had received their step increases for 2009. Tihe@stigation
schedule had been done properly from the stantydwdd have revealed a past practice existed that supportedr the
received the holiday shift with greater hours thatlost. The interpretation of the contract obligating the Enyegloto give
Christmas shift was given to another staff at @& Iminute both employees a step increase.
when that employee didn't even know he was schedtde
work. Burcroff presented a print out of the schedule showiManagement agreed to place b&eemanand Vanittersum
he was awarded the shift after the “lock down” degevidence on the next step retroactive to Januafywithout a formal
the shift was his. grievance needing to be filed. The step incrdasel to

Beeman receiving a five percent (5%) increase in p
Management granted the grievance and paid himhalhburs Vanittersum saw a three percent (3%) increase.
he lost.

American Red Cross - Collections

CEI CMH Residential Unit Failing to Staff Blood Drives with Nurses
Your Reward for Taking on More Responsibility?
No Extra Hours for You! The contract between Local 459 and the American Rexbs

Blood Collection Unit provides there to be a minmmeof two
Jonathon Brock works as a Resident Technician at the CSOR) Nurses on each blood drive. There is alwaysiss&who is
Howell Home. He agreed to serve as a temporaryd®as in charge of the program. Sometimes they are naofJheam
Manager while the person he replaced was out. When Leaders and sometimes they are Union representdithgAc
permanent Resident Manager returned earlier thtoigated, Head Nurses. These Nurses work along side Phlelsitoand
he was no longer eligible for the additional pay tlee higher are highly trained to handle any medical issues sag bad
level duties because he did not work for the mimimmequired reactions of donors. Management is required to ‘@nakery
five (5) consecutive work days. In additioBrock was effort” to provide an additional Nurse besides tme who is
interested in picking up an extra shift. Managetrefd him running the program. Often this is ignored and toatract
he could not because Resident Technicians workisg viblated.
Resident Managers are not allowed to pick up aafthdi hours.
He contacted Local 459 to seek a solution to hoblem. In the past few months, several grievances have fileel due

to this management failure. Kalamazoo Stewiéelly Brust
The Union arguedBrock should be treated as a Residehtis been diligent in making sure that these griessrare
Technician rather than a Resident Manager becdsewas investigated and won in order to gain future coampie by
his permanent position. Local 459 also pointedh® Union management. The grievances demand that all othfrost the
contract that showed there was no barrier to Rasidelood drives be compensated a Nurses wages, sptingst
Technicians picking up extra shifts while serving a them for the full hours
temporary Resident Manager. Finally, the Uniontended of the program. This
Brock got the worst of both worlds — no temporary inseea compensates staff that
pay and a prohibition against picking up extra Bour must perform increased
duties and it serves as a
financial penalty and
deterrent.

Management agreed to resolve the issue without rendfo
grievance needing to be filed and paid him forghidt.

MB CMH
Step Increases Restored

Local 459 members
Kelly Brust, Megan
Brown, Tara Eberhard,
Employees still on the step scale are eligiblestep increasesBrianne Edmonds, Sharon Proctor, Bob Swicker, Carla
every January *1through December 31, 2009. Currently, thSunn, Heather Batt, Jenny Pogue, Kari Sternberg, Chisti
only applies to Community Skills Trained®ehn Beemanand Schmidt, Kelli Hopper, Robin Naville, Holly Seidel, Eric
Jan Vanittersum. All other employees have worked foKendziorski, Lisa Reeves, Sherry Olson, Stacy Emedand
Manistee Benzie Community Mental Health (MB CMHhdp Teresa Thomas recently split a grievance settlement and
enough that they are paid at a higher rate thastédpescale. payout of over thirteen-hundred dollars ($1,300) this
violation.
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Arbitrations

The Local 459 Executive Board approves grievangearbitration. All of these decisions are writtabout in this newsletter;
the ones we win and the ones we lose. Recentlyl U&O received two (2) decisions. Both involvedninations from a
hospital. Both were denied by the arbitrator.

Nurse’s Aide Terminated for Careless Behavior events happened as explained by the nurse’s aide.

A nurse’s aide with four (4) years of seniority wiaded After concluding that the events happened as desitidy
by St John Oakland Hospital in February of 2009er Hhe nurseChiesareviewed whether or not there were any
termination notice said it was for careless perfamoe of circumstances that would make the penalty of teation
duty and behavior creating an unsafe environméltie inappropriate. He could not find any.
allegations revolved around the treatment of onéepa
and a ventilator alarm. On that day in Februar§®2the The argument had been made that the rules on isitenc
patient’s tube from the ventilator became discotetcalarms were not clealChiesasaid they were.
causing her oxygen saturation rate to drop andsined
blue. The nurse and the nurse’s aide had differ@Ansuggestion had been made that the manager wsadbia
versions of what happened next. against the nurse’s aide.Chiesa said there was no
evidence of this.
The fired employee says that she was in the roatm the
nurse when the alarm went off. She pressed teacgl The lower level discipline of another employee was
button because the nurse was in the room and aféne introduced to show that there was disparate traatn
problem. She says she hit the 100% oxygen butttimea Chiesa decided there were differences between the tw
same time. She agrees the patient was in didirgsshe (2) incidents.
was following the direction of the nurse.
Finally, Chiesa reviewed whether termination is an
The nurse said she was not even in the room whendappropriate penalty. He thought it was reasonabtethe
alarm went off. She said she had left to hang\abdd denied the grievance completely.
for another patient. According to the nurse, wishe
returned she saw the red lights flashing on thdilator Nurse Terminated for Negligence
but could hear no alarm. The alarm soon restameldthe
fired employee silenced it again. She inspecteel thgham Regional Medical Center fired a nurse inilAqir
patient and found her turning blue. She instrudteel 2009 for acting negligently while treating a patiemd
nurse’s aide to hit the 100% oxygen button. Theseufailing to properly document the incident. Theigat had
says she asked the employee if she had previoasly IV in his arm which became dislodged, was
silenced the alarm and she said she had. subcutaneous and developed a hematoma (collecfion
blood) the size of a softball. There were différen
The patient quickly recovered from the incident.heT versions about how this happened.
hospital fired the nurse’s aide for silencing ti&@ and
putting the patient at risk. The nurse’s aide nzaned The hospital contended that the nurse ignored dlierd’s
her version of events and asked for a grievantetiled. complaints of pain and did not check the IV silée size
When the grievance could not be resolved, the L468l of the hematoma suggests that the IV must have be
Executive Board approved it for arbitration. Arbibr subcutaneous for several hours. The hospital nibtad
Mario Chiesa heard an entire day of hearing on the isssige did not initial her hourly rounds suggesting sfas
and rejected the grievance. nursing from the desk and not observing the patient

Chiesastated that his analysis of the evidence convinclte nurse testified that the patient did not comnpddoout
him that the nurse’s version of events must be tmdb} pain, only about itching. She says she checkedsitiee
He noted that other administrators gave convincitvgo (2) hours before the hematoma was found amés
testimony that the nurse’s aide had admitted signcnormal. She believes the hematoma must have form
alarms in the past. He concluded that giving tlag Whe after she last saw the patient. She asked for h
alarms and ventilators work, it is “highly unlikeland termination to be grieved.
probably impossible” for the patient to turn bléighie

(Continued on Page 13)
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LaShawnda Spears “We are in some really tough negotiations, and Naional
American Red Cross, Flint Collections ARC is not bargaining fairly with us. It has beevepna year
since we started negotiations, and things are ngettvorse
LaShawnda Spearsis a Donor Services Specialist | for thanstead of better. | am still hopeful that managetwell begin
American Red Cross (ARC) Flint Collections Teamhe $ias to be fair, so we can get a contract.” Spears said.
been employed by the ARC since 19%pears began her
employment as a Donor Technician. Due to her higjhlevel, Spearshas a fiancé Lorenzo, who she has been with fteefi
knowledge and great customer service, she was peairto (15) years. Together, they have two (2) sons. Keéhd3 and
Donor Specialist | and Trainer. Keondre is 11. They own a clothing store in Fliatled LT's
Accessories.

Spearshas four (4) sisters and two (2) brothers. Shearhasn
sister named LaQuanda. “I miss her a lot.” saysa8p “We
are going on a family vacation this year and wiideup in
Houston, TX where my sister lives. | can’'t waitsiee her.”

In her off work time,Spearsloves hanging out with her sons.
“We have Mom and Son dates. We go out to eat arttigo
movies a lot. And lately we have been spending afltime at
the indoor Go-Cart track.”

Spearsis a high energy and capable advocate for her raesnb
and we are proud to recognize her.

Paul Brooks
CEI CMH
Spearswas raised in Flint and graduated from NortherghHi
School. Her late father Louis Wells worked at GMI amas an
active UAW member for over 30 years. Her motherr&hastill
resides in Flint.

Spearssays that she really enjoys her job, especialiytiood
donors and her co-workers. “I believe in the wor#ol every
day, and know that | am doing my part to save lividsat's a
great feeling.”

“As much as | love my job, there are a lot of dinis between
Union employees and management. | know we needsigigo
change in the working relationship, and the only wacould

see to help affect that change was to get activelglved, as
Steward.”

Spearshas been Steward for the Flint Team since 2008,sand _ _ , o
also on the current bargaining team. Some Union members think a Steward’'s main job liagdfi

grievances. Like most Steward®ul Brooks spends far more
At ARC, the management policy seems to be dis@pliow of his educating members about their rights ang@ihglthem

and ask questions lat@pearsfell victim to this policy prior to N Other ways. Over the eight (8) years he haseseias
becoming Steward. “l always had great attendamukbacause Steward, Brooks has only been involved in a couple of
| had a couple of bad weeks after ten (10) yearsyag 9rievances but has answgred countless questlormha{ndated
disciplined. | had a sick child, a death in the ifgrand ended for his coworkers outside of the grievance process
up in the hospital myself, all within a short petiof time. NUMErous occasions.

Instead of supporting me, management wrote me upad _ _ _
shocked. 1 filed a grievance and won it. This sedune that He started his career at Clinton-Eaton-Ingham Conityu
the Union could help people, so | signed up!” Mental Health (CEI CMH) working as a Resident Tackan
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Arbitrations

(continued from Page 11)

at the Community Services for the Developmentallgabled When the grievance could not be resolved, the L&
(CSDD) Harper Rd. HomeBrooks was promoted to FamilyExecutive Board approved it for arbitration. A heg was
Support Worker position at the Children’s Servidagham held in front of arbitratoElliot Beitner and the hospital called
Counseling Center a year later. As he assumed armatenore the patient as a witnes®eitner said that the case was one of
responsibility, his position was later reclassifimda Mental credibility. The patient testified that he compkd of pain.
Health Worker. The nurse said he did noBeitner sided with the patient. He
wrote, “My observations of the demeanor of the eéses, the
Brooks became a Steward when he called Local 459 to askterent possibility of the testimony and the $alérest of the
question for himself. When he learned the Stevpaxsition at grievant, compels me to conclude the patient'snesty was
the Ingham Counseling Center was vacant, he agee@dnp more accurate and the grievant’s account was eslfrgy and
in. not accurate”. He said he was especially infludnbg the
nurse’s failure to document the fact that she cedcdke site a
He enjoys helping people both in his CEI CMH jold dus role couple of hours prior to the hematoma being discee
as Steward. In both positionBrooks acts as a resource for
individuals who need information or advice. He eanbbers how The nurse who found the hematoma also failed tot dier
important it was to have someone give him the arswbout observation buBeitner rejected the argument of disparate
the Union contract he needed. He said —“Any tiroan help a treatment. He noted she did fill out an incidesgart and said
coworker, it's a win for both of us.” that her failure to chart did not require serioisigline.

Brooks has found that he can sometimes solve issuesidorBeitner also rejected the argument that the Hospital ha
coworkers by having informal discussions with mamragnt inappropriately considered a prior inactive disci@l He
without filing a formal grievance. He said — “Ifisiportant to noted that a literal reading of the contract lamguavould
build healthy working relationships between Loc&94and allow the hospital to consider all old disciplinaghis instance
management whenever possible. It benefits botls 6f (even though this has never been the interpretatiothat
language). More importantly he said that the emwlois
Brooks is married and has ten (10) year old daughtersandn allowed to skip steps if the facts warranBeitner wrote,
(7) year old son. He enjoys golfing and basketbdlk coaches “Here | conclude that the facts so warrant.” Thiexgance was
football, basketball, baseball and softball for lgisildren’s denied.
teams.

A report from the Institute for Policy Studies addited for a million compensation in 2007. This salary was ol¢314
Fair Economy compared workers wages to CEOs at ftirmes what Wal-Mart's average full-time worker’sunty wage
hundred (500) large corporations. Working familreay be of $10.86. If Wal-Mart was required to pay taxes the
struggling financially, but CEOs are not. The n¢gound that CEQO’s pay that was more than 25 times the averaw&en,
for every $1 workers received, CEOs were paid $8d44n the company would have paid an additional $10 arillin
average of $10.5 million. In 1980, CEOs took haheut $40 taxes. This seems like a small price to pay bextarpayers
for every $1 workers received. Michigan minimum gea have provided billions of dollars in the form of ke
workers were grateful for the increase to $7.40 peur. assistance like Medicaid for Wal-Marts poorly comgeted
However, if minimum wage had kept pace with bosgey employees.
since 1990, it would be $27.70 per hour.

What has changed on the American economic scenetioge
Adding insult to injury, working families’ taxes @being used last three decades to make these loopholes so ikbé?
to subsidize these enormous salaries by more tB@rbi#lion Primarily it's a shift in economic power to the coamy over
per year through various tax loopholes. This $Riob for the workers. Unions fighting for workers providecheck
America’s most powerful is more than double wha th.S. against CEOs’ excessive grab for profits. Receatdamic
government spends per year on educating Americadst mesearch revealed that CEOs at non-Union compataies
vulnerable — children with disabilities. Just oeeample of home nearly twenty percent (20%) more than theliove
these tax loopholes is CEO compensation reduc@®aions” executives in Unionized firms. Employees in Union
taxes. The company saves money by paying their tapnpanies make $200 more a week than their nondJnic
management huge salaries. Wal-Mart's CEO was pad$29 counterparts.
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The health care reforms . Provides tax relief, low-interest loans,
passed by the federal scholarships and loan repayments for health care
government are still professionals and students to expand and
being analyzed strengthen the health care workforce, especially ir
and digested but primary care.
it is clear that the

&

new laws will . Provides funds to build and expand community

help Local 459 health centers.

members for

years to come - Requires new group and individual plans to
The major include a process for appealing coverage and
changes claim denials.

between now

and 2018 areThe law also starts phasing in tax credits to lelglified
posted on the Local 459 website. Some things tti@&t small businesses provide coverage to employeess T
law does this year: should help many Local 459 members at small empgoye
such as MAUW, Capitol Area United Way, National
Council on Alcoholism, United Way of Genesee,
Bars insurance companies from denying coveraggateway and many Labor Union Locals.
to children who have pre-existing conditions.
The tax credit allows the employer to deduct pérthe
Prohibits insurance companies from dropping yogost of health care. The maximum credit for a poofit

coverage because you get sick. is 25%. That number is reduced if the employerrhase
than the equivalent of ten (10) full time employe®s
Enables uninsured people with pre-existing pays average wages over $50,000. The reduction

conditions to get coverage through a high-risk  prorated based on the number of employees and t

pool. (They can get coverage through the health average wage. If an employer has more than twiarey

care exchanges when they are operational.) (25) FTE's or pays an average wage over $50,0098, tl
credit is eliminated entirely.

Eliminates lifetime coverage limits and restricts

annual limits. We believe the credit will quickly reduce healthreca
costs by 10-15% for some of our smaller employditsis

Allows you to keep your children on your p|an is a huge reduction and could mean the differenc

until they turn 26. between Local 459 members keeping health care ¢
losing it entirely.

Starts closing the Medicare prescription drug

“donut hole” with a $250 rebate for people who The full impact of the bills will take
fall into the donut hole. years to be felt but there will are

immediate positive

Helps companies offset the cost of providing changes for Local 45
coverage to early retirees. members.

Requires new group and individual plans to cover
preventive services.

Requires insurers to report on how much of their

premiums is actually spent on medical care and
give rebates for excessive costs. O
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Big CLEARANCE Sale!!!l

We'd like to sell out of our “Local Swag” with thad logo

SO we can order some items with our new logo
Polo shirts (royal with black) were $26.00/$28.00.......... now only $19.00/$21.00
Quilted Jackets were $28.00/$29.50/$31.00 . ....... now only $21.00/$22.00/$23.00

Non-quilted Jackets were $26.00/$28.00/$30.0Q . . . .now only $19.00/$21.00/$22.00

T-shirts (3 styles to choose from) and hats werde@®1. . ...................Mmnonly $8.00

Call the Local office for sizes and availability.
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Virg Bernero Visits Executive Board

Lansing Mayowirg Bernero paid a visit to the Local 459 Executive Board’'syMaeeting. Bernero is a Democratic
candidate for governorBernero spoke to the Board about his history and his viganrebuilding Michigan. The
Board was given a chance to ask questions andpitesented him with a Local 459 jacket whichhe idiaely began to
wear.

Bernero served for many years on the Clinton Eaton Ingham
Community Health Board. He speaks openly aboutbinegher’s
mental illness and the need for a strong publicica¢dnd mental
health system in Michigan.

Bernero served as a county commissioner, state representatid
state senator before becoming Lansing’s mayor. l&Vim these
offices, he has strongly advocated for the rightsLocal 459
members and other workers. The primary electigkuigust 3.

Bernero has been endorsed by the Michigan AFL CIO. He is

running against one (1) other candidate in the g@nymAndy Dillon .

Dillon has been criticized by many Unions for his propasdimit

public sector bargaining rights on health care. Joseph Marutiak, Service Representa
and Mayor Virg Bernero



