¢SSlo,

« OFFICE &

)
N

AFL-CIO O

6&”4712:4#\'0
Local 459 of the Office and Professional Employegsrnational Union, AFL-CIO April — June 2009
Phone: (517) 887-8844 or (800) 833-1103  E-mail Address:local459@local459.org Website: wwwalz59.0rg

reduce the number of RNs on drives and to lower the
qualifications required.

Local 459 has three (3) contracts at the Great $ake
American Red Cross. One covers the employees who g
out and collect the blood, another covers the epgas
who test and distribute the blood and the clerical
employees and the third covers the employees at the
Chapter and Food Bank. All three (3) contractsehav
expired. The National Red Cross tried to prestocal

459 into striking by stopping dues deductions after
contracts expired. This didn’t work and the Union
members have either been sending their dues in
themselves or using direct deposit to have thersdu
paid.

Lansing Rally

American Red Cross (ARC) contract negotiationshat t

Great Lakes Region, where Local 459 represents 236 #&=
employees, and at Red Cross Regions around the I
country, have been nothing less than an all oackton | ==
the workers and the Unions that represent them.

The ARC National has taken control away from the
Regions and has appointed an anti-union and antavo
attorney from Washing DC to propose gutted congract
and break their unions. The ARC is going arothwel Lansing Rally

country proposing to take away each Union’s right t

bargain over pension or health care, other cutdrion [ocal 459 has been in contact with many other Usion

rights, no raises or steps for three (3) years mady facing the same problems with the ARC. Unionsnfro
other wage and benefit cuts. They are also progdsi (Continued on Back Page)
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Workplace bullying is defined as repeated, heali§ome employers have amended their harassment policy
harming mistreatment by one or more perpetratdrss jnclude lateral violence and in theory should pdevi
sometimes called lateral violence. Bullying caket@ne protection to hose who fall victim to bullying

or more of the following forms: Unfortunately, the vague and broad definition dgial
violence in their policy will give management rocm
1. Verbal abuse interrupt and enforce as they see fit, which hisgdly is

2. Offensive conduct/behaviors which are thmeias ot always in the best interest of our members.
humiliating or intimidating

3. Work interference, sabotage, which preventkwo  As Unjon members we cannot allow management to ple
from getting done us against each other. This only weakens the avitjd

_ _ that makes a Union so powerful.
Some examples of workplace bullying or lateral erae

include: As a member what can you do about lateral violence?
Verbal affront . Talk to the Union first
Nonverbal innuendo o . Take notes — The more detailed the better. Incluc
Undermining actions; unavailability date, time, and witnesses.
Sabotage, “setting up to fail” . Minimize one-on-one interaction with the person
Backstabbing who is bullying you. (Only if it doesn’'t hamper
Belittling gestures your job performance)
Fault finding

Do not be afraid to take action! Individuals aged likely
Management often enables people who engagetomngage in bullying activities if it is known tithis type
workplace bullying by looking the other way wheaof behavior will not be tolerated not only by the@oyer
incidents occur. If you are aware of bullying inuyo but also (and most importantly) by the people theyk
department and do not take action you to are emgitie with.
bully.

459 UPDATE

To the Editor:

IS neWS|ettel‘ pUb“Shed by Local 459 Of the OffMd Hospice of Lansing apprecia‘[es the great honor @hg)
Professional Employees” International Union, 838iit@ recognized with the Rose Award (See Local 459 Updat
Street, Suite A, Lansing, Michigan 48911-5207. 7(51January — March 2009). As Mid-Michigan’s origiraispice,
887-8844 or (800) 833-1103. Bulk rate U.S. posia@jd we have worked hard to develop a partnership withumion

in Lansing, Michigan. Permit #975. member employees and with Local 459 to help ushbefitst
choice among hospices in the region. WHhanet Martinich

President Kevin Nix and I joined the agency five years ago, relatiqushvith the

Vice-President Lawanda Brown union were strained, and trust was lacking. Howeaéer

: signing the first agreemenipe Marutiak reached out to us
Layou_t Edlto_r Ronda Acker_sonand helped lead our United Way campaign to 100%f sta
Contributors: Jeffrey Fleml_ng participation. Since thedoe andCindy Jeffries have been our
Cindy Jeffries hariners, working with us towards fairness and ade pay
Joseph Marutiakand penefits. We are now collaborating witindy in a series
Lance Rhinesf thoughtful meetings to improve our relationshipsen
Charles Terry farther. BothJanet and | have union family roots, and we
Wendy Yaney appreciate the importance of unions in the Americal
workplace.

With many thanks,
Lars Egede-Nissen
Executive Director

Reproduction of any or all material herein is petteul
and encouraged in the interest of worker’s educatio
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Hospice of Lansing and Erica Cooper. Both teams are being assisted by Servic

Representativ€indy Jeffries.
Local 459 represents two (2) bargaining units aspile of

Lansing (HOL). One is RN and the other is a pargssional Ingham County
unit. Both contracts were to expire on Februafy HOL is a
small employer and struggles with census and reis@ment Similar to many local governments, Ingham County is
issues. In today’s economic times it made sensexpore receiving lower tax revenues. It faces a $5 millidollar
extending the current contract for another yeahwdme minor deficit for this fiscal year and another multi-rioh dollar
changes. deficit next year. In spite of this, Local 459 wable to
negotiate new agreements with the County for ouw (&)
A contract extension for one (1) year was agreedbytathe bargaining units.
bargaining teams. Some details still had to belvedo The
agreement included changing the health insuranaa @ a The three (3) year contract covering the profesg®in the
high deductible plan. HOL agreed to pay the emgdoy3d" Circuit Court/Family Division and Probate Courtluded
deductible and made arrangements for employee®ttdhgir raises of two percent (2%), one percent (1%) & peeent
prescriptions at a local community based pharmaaywill bill  (1%); a written guarantee if any other Unionsrespnting
HOL. This is beneficial to the employees and hetps Court employees or non-Union employees receivedrget
community retain business. HOL also agreed toy@ayo an raise, then Local 459 members would be offered shme
additional $500 if employees exceed the $500 pianit for increase;  adding binding arbitration to the griee
preventative care. procedure; improved layoff protections; protectido ensure
employee rights if management implements drug rigstor
The agreement also changes New Years Eve to anfioateasonable suspicion; employees must report aioyyfeor
holiday that employees can use anytime. The stafe svas misdemeanor convictions as required by the Stalieial code
maintained for both units. Employees that arenattop of the of ethics; and employees must report if their idgvicense is
scale will receive at least a 3% lump sum bonuis TS an suspended.
increase of 1% over what was being paid.
Ingham County, and the Unions representing its eygd’s,
In addition the parties agreed to continue barggiron some already work together to address medical insuraomsts
common issues of concern during the duration eféhitension, through a joint labor/management health care cotemit
such as a paid time off bank instead of the curseparate sick Changes to the medical insurances had already dmgeed to
and vacation banks, absenteeism language and roand#dr this year, so the issue was not addressedrgalmang.
education needs.
Both units unanimously ratified the contractim Dudzinski
The bargaining team for the RNsR®bin Watters andDonna and Jeffrey Loucks served on the bargaining team and were
Gibbons. For the paraprofessional the tearMisole Keckler  gssisted by Service Representatleéfrey Fleming.

Recipient Rights “Paper Lie Detector” Banned At CEICMH

Local 459 discovered that the Clinton Eaton Inghasmlowed to discuss the paper lie detector test. e Th
Community Mental Health (CEI CMH) Recipient Rigtggaff administration at first only modified the test'ssiructions so
was using a “paper lie detector test” to investgateged rights that it complied with the law.
violations. Employees had to provide written answ¢o
questions designed to trip up employees rather ggario the The Recipient Rights Department sought the approfahe
truth such as; “Should we believe your answers hie Board of Directors for the paper lie detector teley claimed
questions?”, “...give us one reason why.”, and “Whatld the instrument was widely used across the countocal 459
you say if it was later determined you lied on flaisn?” Staff countered the list of organizations using the testude the
were also instructed not to talk to anyone elseutaibiee test. FBI and military intelligence. This wasn’t surpngi given it
The recipient rights office would interpret the wapswers was developed by an individual with an Israeli taily
were worded instead of the content of the ansveedetermine background. The Board suspended the use of ther pap
if an employee was lying or telling the truth. detector until the administration could provide darice this
was a valid method. The administration recentpisted they
Local 459 objected to the use of the paper lieadete The could not provide any research to back up theiimda The
Union pointed out the instructions illegally victat Union Board directed the administration to develop a gyoli
members’ rights to be represented by their Stewlarthg an permanently banning the paper lie detector.
investigation. Stewards can’t help employees &ythren’'t (Continued on Page 11)
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These are tough times.
survive. Many employers are going to their Uniansl asking

Some employers are stngggb

for concessions. There is a right way and a wro@y to
approach employees and ask for cuts. At Local w&%have
seen some employers do it well and others do ahterjob.
We have seen others that don’t really need cormesdbut,
seeing an opportunity, ask for them anyways. Semployers
have created major battles with their employees \wadken
their organization. Here is an update on someaafal 459's
employers approach.

American Red Cross
The National American Red Cross is going aroundctintry
asking every Union to give up wages and benefiibey are
also demanding each Union give up the right to &iargver
health care, pension and other benefits in therdutuTheir
approach has been to belittle and bully their wiarkeWhile

speeds negotiations.

Hope Network
Hope has really blown it. This employer has onlgraups,
Local 459 and the non Union employees. It doekaite to
worry about coordinating health care with a numlmodr
different Unions. But it hasn’t been able to wavkkh even
one Union. In 2007 Hope slashed health care $andn Union
employees and unilaterally changed Local 459 mesntuethat
plan. An arbitrator ruled this violated the lawdathe contract
and Hope had to undo the change. Instead of goingpcal
459 and engaging in meaningful negotiations, Hopmec to
the bargaining table, made 1 proposal of cuts aedem
engaged in meaningful talks. Hope has also reftsezhare
financial information unless forced to by the feaer
government. In May of this year, Hope again unilally
changed Local 459 members to the non Union plane W
expect that change to be overruled also.

Hospice of Lansing
Hospice is a small employer that has shown it knbaw to
approach its employees. It has developed a rekitip with
Local 459 and its employees. The relationshipvaid a
relatively quick agreement on health care changelsnainor
raises for the coming year.

NEM CMH
In the last few years NEM CMH has given Union emgples
raises and bonuses on the same schedule as othkyees.
This built up some trust and good will. NEM CMHceatly
went to its employees and asked for an increaseatth care
premium co pays and a decrease in mileage paymahiitsle
hard, the Union teams agreed as long as their W&itéen
guarantee that any raises would be equal in theming) year.

CEI CMH
CEl CMH has not had to ask for concessions yet, bt
indications are it may ask for them in the future.

Unions understand the need for common pension aaithh Unfortunately, its approach to the current negatiet has

care (Local 459 teams began negotiations by progosur
members move to the Red Cross’s non Union heatt man)
the attempt to divide workers has backfired. ladtef making
progress towards common benefits, the Red Crosartites all
of its Unions for the first time.

Ingham County
Ingham County is an example of what the Red Crbssild
have done. It has a number of Unions to work wittset up a

already undermined any such talks. CEI CMH quigtlye its
upper leadership big raises in 2008. It calleds¢he
“reclassification”. It then came to its workersdasaid it could
only afford about 1.3% over 3 years. This led tdrage
among employees. Until the CEI CMH leadership aslap
more open and equal approach to wages, it will fard
unreceptive audience when it needs help.

Summary

joint labor /management health care committee. dillthe As the Union we obviously have a vested interestthie
Union’s participate in it. Employees are treatesl equal financial viability of those employers where we negent
partners. The committee is data driven, not pdweesed. For amembers. But first and foremost we must be suaettiere is
number of years the committee has worked to coritaircost a financial need for us to consider before we staiking
of health care. All of the Unions have the samaithecare and concessions. We have always talked of having nudra
changes in coverage have been made even in thdemidid partnership with employers between Union and mamagé
contracts. It is hard work but it can be done. and dealing with these tough economic times ardifierent.

Most employers will find that if they are open a@mshest with
Ingham County has also given fair raises whenrntarad gives the Union regarding their current situations anddsewe will
its managers the same raises the Union workers lgethares work with them to try to help them in the ways thaike most
information willingly. This creates an atmosphefarust that sense for both sides.
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Local 459 members elected by the membership makeeupxecutive Board. The Board meets at leastimhonlt is
at these meetings that many of the decisions reggulcdbcal 459 members are presented, discusseddecided.

Executive Board decisions made during the periofafch 2009 to May 2009 of possible interest torti@mbership
are outlined below. Decisions which have beenutdised elsewhere in this newsletter are not included

ARBITRATIONS
The Executive Board approved sending the Presitent
Arbitration is the final step in the grievanceopess. New Union Leader training in Washington, DC forasic
The vast majority of grievances are settled prior af $1,233 plus travel.
reaching arbitration. Both the Union and managdmen
present their case before a neutral arbitrator mbhkes a
binding decision based on the merits of the c APPEAL PROCESS
Arbitration is an expensive and time consuming
procedure. Local 459 has limited funds and caafford The Local 459 constitution allows the memberstdp
to arbitrate every grievance. Therefore, all uohe=d modify or overturn any action of the Executive Bbaut
grievances are presented to the Executive Board doy such decision must be done at a membershigngeet
review. in which a quorum is present and which is held o
properly requested within one (1) calendar monthhef
A total of six (6) grievances were presented lie tExecutive Board action.
Executive Board. The following grievances were

approved for arbitration. A special membership meeting may be called upon
request submitted to the President by not less thiae
IRMC POST —Termination percent (3%) of the members in good standing. ey,

LAFCU — Suspension and/or Termination (4 there are 3546 members so a petition would requi
approximately 106 signatures. Petitions are abkila
from the Local 459 office.

OTHER BUSINESS
For reviewing a decision to arbitrate or not tbisate a
The Executive Board approved the 2008 ﬁnanC-g'ﬂevance’ a special meeting may also be callethime
records audit prepared by the accounting firm Anal& quarters of the members in the bargaining unit hictv
Gaffney. the grievance arose. For some bargaining unissisHess

than three percent (3%) of all Local 459 membergaoaod
The Executive Board approved disposing of atanding.

inoperable copy machine.
The regular meetings of the Executive Board &td the
The Executive Board appointed Stewards and Adtes) second Tuesday of each month. Draft minutes of tt
at American Red Cross, CAUW, CEI CMH, Hope, IRMfeeting are available no later than two (2) week
and St. Vincents/Catholic Social Services wherg/ @mnle following the meeting.
(1) member expressed an interest in the position.

Please see the constitution for specific detallspies of

The Executive Board approved sending the Presidgré constitution are available from the Local 4%ee.
the Vice-President and two (2) service represergatto

the OPEIU Education Conference and paying for their
registration, travel and lodging. QUESTIONS?

The Executive Board approved rules for disbursh® |t there are any questions or concerns aboutethe
$50,000 paid by Hope for uncovered health caresdost gecisions, please feel free contact Presi#@vin Nix by
emplpyees covered_ by the settlement of an unﬂmtnrlaphOne at 887-8844 (Greater Lansing area) or (888)-8
practice charge against Hope. 1103 (outside Greater Lansing) or by email a

knix@Ilocal459.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.

Hope Hope
Status Dropped Without Notice Pulled In Error

Melisa Ervin is a Residential Instructor and steward at tiMelvin Eledgeis an Advance Residential Instructor (ARI) on
Northridge Program at Hope Network. She noticed she did the 3° shift at the Meadows Prograrledge was pulled to
not receive holiday for Christmas and New YeaEsvin another program. It is the established practiced the ARIs
discovered that her employee status had been Idwerg@art do not get pulled. Chief Stewadddy Miller filed a grievance
time when she took time off and was not paid fasthhours. on Eledge’sbehalf. Management acknowledged a mistake wa
Part time employees do not receive holiday paye B#ieved made and said steps will be taken to prevent thisnf
this was in error due to the fact she had prioreygd for the occurring in the future.
hours reduction.

Hope
Ervin filed a grievance and her grievance was grariedn’s Termination For Missing Shifts She Didn’'t Know About
PTO hours were use to elevate her status and sieéved
holiday pay for Christmas and New Years. It is ribw practice Andrea Williams is a Residential Instructor at Alpine Grove
of the Hope payroll department to notify employdagletter if who was fired for two (2) no call/no show absencéke

they are going to experience a drop in employdesta problem isWilliams did not know she was even supposed tc
work the shifts. Williams traded shifts with a co-worker at

Hope both Alpine Grove and the Lodge. There was
Attendance Points For Thinking About Shifts miscommunication about which shif@illiams was expected

to work. She did not show for those shifts but gigework for
Ashley Reamsis a Residential Instructor at the Walker Vallegnother week before Hope got around to firing her.
Program. Hope has an attendance policy that givgdoyees
points for every hour that they are absent. Tomymgoints Chief StewardJudy Miller filed a grievance and showed that
leads to termination.Reamswas given eight (8) attendanc&Villiams simply made a scheduling error and did not
points for not working Dec. #7or Dec. 28. Reams had intentionally miss any shifts. She clearly did md@andon her
contacted one of the other homes about pickinghepeixtra job because she worked the week after that befloeegot
shifts, but later called back and said she couldwark either fired. Williams was returned to work after an short layoff and
shift. She never made a formal request in writiog either the termination was removed from her file.
shift. When Reams becameaware that she was put on the

schedule she tried to rectify the situation in ambeéaof the two Hope
dates to no availAshley contacted Chief Stewartludy Miller Apparently Paperwork Comes Before Injury
who filed a grievance on her behalf. The grievanas granted
and eight (8) points were credited to her attenddrank. Jill Porter is a Residential Instructor at the River Valleynbgo
Term Program. There was an incident on one (1)eofshifts.
Hope She was injured and had to leave. She knew a répdrto be
Suspension Overturned filed. Porter had been told by co-workers that she had twent

four (24) hours to file the report. She had retarthe next day
Amy Taylor is a Residential Instructor at River Valley Longnd completed the incident repoRorter received a discipline
Term Program. Taylor received a suspension fofor failing to complete an incident report befohe ttnd of her
unprofessional conduct while interacting with adabor. Both shift. P
the Director andTaylor were attempting to work with a z ’\
consumer who had been acting oliylor contacted Chief (7(( \ Chief StewardJudy Miller filed a
Steward Judy Miller who filed a grievance on her behalf. 7 ‘l grievance and discovered that there
Taylor denied acting inappropriately and Human Resources = was no documentation th&torter
could not substantiate the allegations. / received training for submitting

fs incident reports. The discipline

The discipline was overturned and removed fromgegsonnel « was overturned and removed

file. She will receive back pay for one (1) daypaid ': from her file.
suspension.
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Grievances Settled

IRMC POST IRMC POST
Volunteers Work While Employee Sent Home Attempt To Get Around Unit Bid

Rosa Marietta is a Unit Assistant (UA) at Ingham Regionalhe IRMC POST contract states that for purposesigfbased
Medical Center (IRMC) in Same Day Surgery. Theseai job bidding, a bargaining unit employee interestadthe
problem inMarietta’s department with mandated days off dygosition shall indicate his/her desire to be comsd by
to low census. Local 459 reached an understantatgstudent signing and dating the posting. The most senicalified
volunteers performing bargaining unit work will lsanceled bargaining unit employee within the unit and clasation that
before a UA would be mandated to take a low censysoff applies during the posting period shall be awattiecposition.
(LCDO).
Jan Josephis a Registrar | on the Pennsylvania Campus &
On February 18 Marietta was mandated LCDO. AfternooiRMC. Josephbid on a 7:30 am — 4:00 pm Registrar | internal
Unit Coordinator and Stewar@orothy Sumner, worked that departmental posting that was posted in her degattron
day and documented eight (8) hours of POST bamgionit March 4". The posting was rescinded by management o
work preformed by student volunteers. March 11". Management changed the hours of a less seni
employee to the posted hours. The less senior cye@ls
A grievance was filed on behalf dfarietta by Chief Steward hours were then posted.
Wendy Yaney. The grievance demanded thdarietta be
paid as if she had worked her regularly scheduledrdi A grievance was filed on behalf dbsephby StewardKendra
Management acknowledged the violation of the agee¢rand Moore-Carthen. The grievance cited the violation of the unit
the grievance was grantedMarietta was paid 10 hours atbased bidding article of the contract and demaidaidloseph

straight time. be awarded the 7:30 am — 4:00 pm shift. Managemented
that the changing the lower senior employees sdbegas an

IRMC POST individual change. Moore-Carthen argued that the less
Verbal Warning Before Supervision senior employees schedule did not change untit #feehours

were posted clearly making this a contact violation
Matt Kenney is a third shift tech in the Environmental Sergice
Department at IRMC. On March #&enney was informed by Management agreed withloore-Carthen that the position
a note put in his mailbox that he was to meet wiik should have been awarded doseph The grievance was
supervisor the next morning and to bring a Unicew@ird with granted at the manager levdlosephwas awarded the 7:30 am

him. The supervisor did not speak witbnney directly. — 4:00 pm position.
Steward, Karl Sellmeyer, accompaniedKenney to the IRMC POST
meeting. At the meeting management made allegatmn Holiday Pay Denied Due To Bereavement

inadequate job performance and voiced concern deggar
Kenney’s ability to complete his duties. Management had ndnion employees at IRMC who have completed ninég) (
voiced any concerns toenney about his job performance priodays of employment receive holiday pay for sixr@ognized
to this meeting. On March $0Kenney received a verbaholidays provided the employee is eligible undere th
warning for job performance. established rules. An active employee who has axaused
absence on the shift preceding the holiday or thdt s
A grievance was filed by Chief Stewa¥dendy Yaney stating following the holiday can be denied holiday payheTPOST
the discipline was given without just cause and aleaing that contract states that employees budgeted to wor&nsg\(70)
the discipline be removed frokenney’s personnel file. At the or more hours per pay period receive holiday pay.
second step of the grievance proceéaney argued that
management had not addressed any concerns Kedtiney Laurie Lewis is a full time Unit Assistant (UA) in the float
about his performance prior to the discipline. rEfi@e pool at Ingham regional Medical Center (IRMQ)ewis was
Kenney believed that his performance was adequate.  $Shable to work her scheduled shift preceding Omast 2008
added that poor communication on the part of mamagé is due to bereavement.Lewis did report and work the shift
not reason foKenneyto be disciplined. following that holiday.

Human Resources resolved the grievance by remotheg Lewis was surprised to find that she had not been pajd a

discipline and replacing it with a coaching and toeng holiday pay for Christmas 2008. A grievance wasdfiof

memo. behalf of Lewis by Chief StewardWendy Yaney. Yaney
argued thatLewis’ absence prior to the holiday was not
(Continued on Page 8)
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Grievances Settled

(Continued from Page 7)

considered to be unexcused because it was duetémd®d granted the grievance by removing the terminatafowing
bereavement leave. Lewis’ grievance was granted at th&im to resign and repaying him full back pay fostlavages
Human Resources level and she received twelve{d@)s of and benefits.
pay.
CEI CMH Large Unit
IRMC POST Fired For Rules He Never Saw
Classifications Different For LCDO

Mark Greko worked as a Security Guard at the CEI CMH
Karole Modeen is a Unit Coordinator (UC) in the Same Dalouse of Commons program. The House of Common
Surgery Department at IRMC. Low census days loB0O) provides residential substance abuse treatmernindividuals
are usually given to the lowest senior employeetbatUnion in the criminal justice systemGreko was frequently asked to
members can vote to use a different method ofibligton. The transport parolees to appointments or bus stops wds
Unit Assistants (UA) in Modeen's department voted toterminated when he stopped at his home on his walyive a
implement an alternate method when mandating LCDThe parolee to the bus station. Management stateddteted the
UC'’s are not part of this alternate method. guidelines in their contract with the Michigan Ddpzent of

Corrections by interacting with parolees.
On March 18 Modeenwas sent home onraandated LCDO
Modeen is the most senior UC in her department. ChiMfhen Local 459 obtained a copy of the guidelin@seko
StewardWendy Yaneyfilled a grievance on behalf Modeen reported he had never seen them. The Union filgdexance
citing the LCDO contract language and asking thatlse paid on his behalf.
as if she had worked the shift.

At the grievance meeting before the Board of Doext
Management argued that because a UA could perfo@n tdanagement argue@reko’s violation put their program’s
duties, they were able to choose who they wantédCiaO that funding at risk. Greko argued he was only trying to help out
day and have a less senior UA woNaney argued that the UCthe parolee and never realized his actions weninsigéhe
classification is not part of the alternate metr@ddLCDO policy. Under questioning by Local 459, managemen
decided by the UA classification and in fact thespa working admitted they had no prodbreko had ever received the
that day was in fact working as a UC, not as a UAhe guidelines. The Union pointed out management halhted
grievance wagranted at the Human Resource level and the contract themselves by not maintaining docuatamt that

Modeenwas paid for 8 hours of straight time. all employees were given the guidelines. Local 480
provided an example of another employee who redeie
CEl CMH Large Unit written warning for a more severe offense involvoapsumer
Termination Too Quick interactions.

Clinton Eaton Ingham Community Mental Health (CEBWI8) The Board of Directors unanimously granted thevgee and
Mental Health Worker\]eremy Sickleswas fired for one (1) ordered(_Sre_ko be returned to work with full back pay, benefits
documented incident of tardiness, for not checkimgy email and seniority.

and for allegedly committing fraud by not complgtitwo (2)

pieces of paperwork. Stewaléne Jolly filed a grievance on CEI CMH Large Unit
his behalf. Improper Scheduling Corrected

Management argued there was a clear a pa‘[ternrﬁn‘rmnce Jessica Songen/vorks as a Mental Health Worker at CEIl
problems and pointed t&ickles’ prior verbal and written CMH. She had emailed management that she wasbleafor
warnings. Jolly argued his boss did not provide regulgertain shifts. When she discovered less senaff stere
supervision meetings to assist him in overcomings¢hscheduled for those shifts, she contacted Local.
supposedly serious problems. She also pointedgoiig Management admitted they had made an error.
straight to termination from a written warning was severe a
penalty for what amounted to a few relatively mioffenses of The Human Resources Director resolved the issuleouita
forgetting to fill out a couple of forms over seaemonths, not formal grievance needing to be filed by offeriBgnger the
Checking email and one (1) documented episodeingb&te_ two (2) shifts that were still available, reimblmgiher for the
twelve (12) hours she lost when a shift was workgd less
Sicklesdecided he did not want to work for management wh@nior employee and ensuring she was offered fistoifes as
would treat him like this. The Human Resourcesebior required by the Union contract.
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Grievances Settled

IRMC RN IRMC RN
Extra Hours Rescinded OT Approved, Paperwork Not Required

Kathy Alward is an RN on 2 East at Ingham Regional Medidal the IRMC RN contract there is a newly negotigbealvision
Center (IRMC) on the Pennsylvania campus. Codereme on that calls for RNs to be paid overtime if they aequired to
the Penn campus is generally done by the paramedi2sEast. stay beyond their 12 hours shift with manager aygdroThe
The paramedics are given first choice of the allldours and operating rooms, recovery room and same day susjaffyare
anything left over is then opened up to RNs as.well the areas most affected by this language becaese th no
one to relieve them.
In February 200®lward signed up and was properly awarded
three (3) nights of code coverage coming up in Marerior to Dawn Butcher is an RN in the operating room on the
the shifts in question she was notified by her rnganahat the Pennsylvania campus. On Februar{ B8tcher was required
shifts were being taken away and given to the paditn by management to stay one (1) hour overtime ag thas no
Alward contactedKelly Wilcox, RN Chief Steward who one to relieve her. She then left on vacation ribgt day.
initiated the grievance procedureWilcox argued that once aWhen she returned from her vacation she filled auequest
shift is awarded to an RN, they own the shift. @l argued for the overtime payment as her manager requirdser
that per the RN contract, a bargaining unit RN oanbe managerBob Sturgis, denied her overtime stating she was toc
bumped out of a shift they are scheduled for oheesthedule late to request it.
is posted (which it was in this case).
Butcher contacted Chief Steward Kelly Wilcox for assisianc
Human Resource granted the grievance statinglieantnager Wilcox initiated the verbal step of the grievance procedund
had made an error but they were only going to utback on discussed the issue with Sturgis. She arguedibaagement
for two (2) of the nights in questionAlward worked those was aware that she worked the overtime as they therenes
nights butWilcox continued to advocate for th& Bight to be who told her she had to stay. This indicated et worked
returned. When the3night went by andAlward was not with their approval per the contract language. Tae that
allowed to work it,Wilcox filed a second grievance for thaButcher didn't fill out the paperwork is not grounds to gen
night demanding thadlward be paid as if she had worked theer payment. The contract does not make the payme
hours. Human resources offer a settlement of gagivard contingent on filling out paper work. The only regment to
six (6) hours (¥ of the grievance request). Theobmiountered be eligible is the overtime has to have managerapptoval
that the six hours needed to be paid at time arsthaif. which it did. Sturgis still maintained his position.Wilcox
Human Resources agreed and the grievance waglisettle then took the issue up with Human Resources whatggathe
payment of the overtime.
IRMC RN
Said It Wasn't OK, They Did It Anyway IRMC RN
Said It Wasn't OK, They Did It Anyway
Michelle Prudden, RN on 4N/4S at IRMC was scheduled to
work a Saturday November 29 Prior to reporting for work The IRMC RN contract states that management isotizits
that day she was called by scheduling and givemwacensus volunteers to work extra hour/overtime. The tinseto be
day off (LCDO) due to low number of patients on beit. The awarded to bargaining unit volunteers not in ovegtistatus by
scheduling office asked her if it was ok for peerds to work seniority first, then to bargaining unit volunteénsovertime
instead of her and she told them that she prefaoedork if status by seniority next and lastly to non-Uniomr peem
they needed someon@rudden was placed on call for the shiftvolunteers.
in the event the hospital needed an RN to worke 8as not
called in. In January 2009 it was discovered that schedulimghie
Emergency Department was not following the contrac
Prudden subsequently discovered that a per diem was caleaguage. The tentative schedule was being postiddper
into work that day for more than four (4) hours ambther per diems already scheduled. The purpose of the teatat
diem worked the entire twelve (12) hour shift. Stomtacted schedule is for Union RNs to indicate their desisdfts
Steward Tasinda Ridsdalewho filed a grievance on herand/or overtime. Scheduling was first awardingavacshifts
behalf. to per diems then soliciting volunteers for any agnng shifts
when they posted the tentative schedule. Accorttiripe RN
The grievance was granted by Human Resource$amttlen contract Union RNs, with proper notice, could thmmmp the
was compensated for twelve (12) hours as if shdeAtaked.  per diems out of their shifts.

(Continued on Page 11)
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Ingham County Shares Sacrifice With Employees  The administration wisely built up a reservoir afog
will by offering their employees fair raises oveetyears
Ingham County is facing a significant budget défliikie when finances were in better shape. Their willegmto
many municipalities. The administration asked eweés give up the exact same things they are asking erept
to accept smaller raises in negotiations. They asehelps employees feel like they are being trefaaty.
considering a variety of other options to help eldiseir Most staff are not reacting with anger at the iaes be
deficit. Some of these involve financial sacrifidey their asked of them. One employee’s comment is a typic
employees. reaction — “The County has given me fair raises rwhe
they had money. | believe them when they say tueyt
The administration has repeatedly stressed to theive the money now.” (This attitude contrasts lgar
employees and Unions that whatever employees dgre@ith other employers such as Clinton Eaton Inghar
give up, all employees will share in the sacrifiegmally Community Mental Health where upper managemer
including top management. The County demonstratedeived large salary increases shortly before tffeyed
they were serious about this commitment by restrig employees a small raise for the first year andaigerfor
several vacant non-Union management positions ko h&e next two (2) years.)
save money. They followed this up with a written
guarantee that non-Union staff will receive the samur rose this issue goes to Ingham County!
economic package as Union employees.

Local 459 represents nearly 4,000 employees ity furte Discipline Next Most Common

(49) bargaining units at forty-four (44) different

employers. We have many active members and Stew The second largest reason for a grievance wasplitie
Our Stewards filed 627 grievances on behalf of rththe member believed was unjust. Eighteen perd&®bo)
coworkers in 2008. This represents a thirty-onecgr@ or 115 of grievances contested a discipline. Sonsest

(31%) increase from last year. employers complain every discipline they issue i
grieved. In reality only a small portion of diskiyes are
Staffing Scheduling Most Common Reason contested. We can’t say exactly how many disogsliare

contested because Local 459 does not receive copies
Some managers believe Unions only file grievanaes oall disciplines. Prior reviews showed it to be aio
disciplines. Disciplines weren’'t the most commeason twenty percent (20%). This type of grievance is
for a grievance. The most frequent issue wasistaff successful about half the time. Stewards won rapaot
scheduling problems. Over half or 333 of the gaises of over half of discipline grievances.
filed were for these issues. Over eighty perc8a#4) or
272 of staffing/scheduling grievances were filecingt Arbitrations
the American Red Cross. This actually under cotims
number of staffing problems because certain typesVWhile we typically win all or part of about two-tdis
issues are automatically addressed under the obnifa/3) of our grievances, our win rate drops if we a
without a grievance needing to be filed. Managenhes forced to take a grievance to arbitration. Arhita
adopted an attitude that blood donor and emplogéstys involved both the Union and the employer hiringeaitnal
take second place to generating revenue. For deanperson to act as the arbitrator and issue a birndiingg to
they have repeatedly declined to staff nurses @odl grant or deny the grievance similar to a judge aoart of
drives as called for in the contract. Qualifieddmcal staff law. Over the years we have averaged about a(60%0)
needs to be available to assist blood donors whe hain rate of grievances that go all the way to aiglen by
reactions particular for high school and first tick@nors. an arbitrator. In those cases, we tend to win mor
Filing the grievances did have an impact. Stewards discipline grievances in arbitration.
all or part of about seventy percent (70%) of these
grievances.
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The Local 459 Executive Board approves grievanoesibitration. Many settle before making it to arbitrator’s decision.
Each year Local 459 takes an average of sevenrigyances all the way to a final decision by anitadtor. All of these
decisions are written about in this newsletter; trees we win and the ones we lose. Recently 4&@lreceived one (1)
decision concerning a termination.

Cathy Jo Ramseyis an RN in the 3 North unit at Inghanpatient's discharge. Ramsey completed a written Inter-shift
Regional Medical Center (IRMC). In May of 2008 svas Report and left it for the next shiftMcDonald noted that
fired for allegedly leaving that patient in the e€aof an |IRMC introduced no evidence to show tiRamseyknew she
unlicensed nursing student and for not given sepatiis home was violating any guidelines concerning supervisibnursing
medications. 3 North is a medical surgical unitdoorter term students. He wrote, “the charge that the grielefhthe patient
patients. Ramsey has eighteen (18) years seniority at IRMGh the care of an unlicensed nursing student hasbeen
She has worked in a number of different units ardexl on a demonstrated by clear and convincing evidence...”
variety of councils and committedRamseyfiled a grievance
arguing the termination was without just causee Thcal 459 Byt McDonald did find some error ofRamsey’s part in the
Executive Board approved the grievance for arliimaand a administration of the medications. McDonald notédttthe
hearing was held in front of arbitratBatrick McDonald. He medication problems for this patient started befBamsey
returned her to work. even came to work that day. BMcDonald concluded that
Ramsey could have done a better job to attempt tc

McDonald threw out the allegation thatRamsey accommodate the patient, and for that he foundttieae was
inappropriately left a patient with an unlicensedrsing some cause for discipline.

student. At the end dRamseys shift she asked her supervisor

for permission to leave twelve (12) minutes earlit was McDonald set aside the termination, returned her to woik an
granted. Her only patient was fully dressed andimgifor his gave her back pay to November 12, 2008. He detkaerest
physician to discharge him. She told the superviS® of the time she was off as an unpaid suspensRamseyis
student nurse would remain to give report and ®ethé pack to work and is estimated to be owed around0B®7in

back pay.
Charities Rated “Union Friendly” Charities Rated “Not Union Friendly”
American Red Cross Mid Michigan Chapter / American Red Cross Blood Services/
Food Distribution Center* National American Red Cross*
Capitol Area United Way Big Brothers / Big Sisters Michigan Capital Region
Child & Family Services, Capital Area Gateway Community Services
Community Mental Health Authority of Clinton- National Council on Alcoholism / Lansing
Eaton-Ingham Counties Regional Area
Hospice of Lansing / lonia Area Hospice
Ingham County *The American Red Cross is divided into Blood Seeg and
Michigan Association of United Ways Chapters. The Mid Michigan Chapter operates theaster
Sparrow Health System services and food bank. We recommend any Red Cro
donations be sent directly to the Mid Michigan Cleap
Recipient Rights “Paper Lie Detector” Grievances Settled
Banned At CEl CMH (Continued from Page 9)

(Continued from Page 3)

A class action grievance was filed IBhief Steward Kelly
This outcome is a good example as to why it's irtgouirfor Wilcox on behalf of all Union members in the ED demanding
employees to elect to politicians who are intecksia that the situation be remediedVilcox argued that awarding
improving their work lives. There was nothing metUnion shifts to per diems before soliciting and awardihgm to
contract to grieve the administration using theegpdie detector Union RNs was a violation. In addition it had agatve
test. The instrument did not violate any laws raftee impact on morale of the staff by forcing Union Rtésbump
directions were changed. County Commissioners iamab per diems out of shifts they had “chosen”.
individuals to the CEI CMH Board was sensitive toe t
concerns of working families and ultimately putemd to the The grievance was granted by Human Resources a&d t
paper lie detector test. contract language is now being adhered to.
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coast to coast havedocused on the Red Cross’ lack of respect for eygae
formed a coalition. and donors. More than seventy five (75) peopleraded
The coalition includesthe Lansing rally. Over two hundred (200)
Locals from OPEIU, demonstrated in Washington.

Teamsters, UFCW,

CWA, AFSCME and Future demonstrations are planned. It is expethat
SEIU. They will work negotiations may drag on for months to come.

together to increase o
g , I ‘;b%;i:;‘ 3
flasyel e s aR

message  throughout
the country. All of
these Unions have
reached out for support
from their International
Unions,  community
leaders and political
allies.

our power and

Washington DC Rally

On May 29" demonstrations were held in Lansing,
Washington DC, and several other cities. Theasilli

Washington DC Rally



