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PREAMBLE

This Agreement is entered into by the Missouri Nurses Association, (hereinafter referred to as
"MONA" or "Union"), and the State of Missouri, Office of Administration and the Department
of Mental Health (hereinafter where appropriate jointly or severally known as “Employer”), on
behalf of the eligible Employees (persons in the Bargaining Unit of Registered Professional
Nurses employed by the Employer as registered nurses). It is the purpose of this Resolution to
comply with the provisions of the Section 105.520, RSMo. It is the purpose of this Agreement
and the intent of the parties to establish harmonious understandings and relationships between
the Employer and the Union. The parties recognize a responsibility, both individually and
collectively, to promote the safety and welfare of the Employees and clients, the efficiency and
economy of operations, and the delivery of quality health care to clients of the Missouri
Department of Mental Health. Therefore, the parties agree, by their duly authorized agents to
comply with the terms set forth in the following pages for the specified term of the Agreement.

Article 1
RECOGNITION

Section 1.01 — Exclusive Bargaining Representative

The Employer recognizes the Union as the sole and exclusive bargaining representative for all
Employees in the unit described below for the purpose of negotiating and reaching agreements
and resolving issues on matters pertaining to wages, hours and working conditions pursuant to
the statutory provisions of Sections 105.500 - 105.530, RSMo.

Section 1.02 — Scope of Unit

The Scope of this unit is described to include all classified Registered Professional Nurses of the
Department of Mental Health of the State of Missouri, who are employed only in the
classifications listed below.

Section 1.03 — Classifications Included in the Unit
The classifications of the Uniform Classification and Pay (UCP) System as defined in 1 CSR 20-
1.045 in this unit are as listed below:
a) Registered Nurse | (UCP Index # 4320)
Registered Nurse 11 (UCP Index # 4321)
Registered Nurse 111 (UCP Index # 4322)
b) All employees in the classification of Registered Nurse IV (UCP Index # 4323) at Marshall
and Higginsville Habilitation Centers will also be included in the Bargaining Unit.

Section 1.04 — Classification Changes

If a dispute arises, concerning the continued appropriateness of existing classifications and/or
positions within the Bargaining Unit, because of changes in the classification specifications
and/or positions and at the request of either Party, the Parties shall meet and confer to determine
whether the classifications and/or positions are to be maintained or excluded from the Bargaining
Unit.
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If the Parties are unable to agree, either Party may request the matter be resolved by the State
Board of Mediation or appropriate state agency responsible for this function. Furthermore, the
parties reserve the right to request a review of Registered Nurse positions in non-Bargaining Unit
classifications should there be a change in how such positions are utilized. While the Parties
should always attempt to resolve disputes regarding these matters informally, the final decision
will rest with the State Board of Mediation or appropriate state agency responsible for this
function.

Section 1.05 -- New Positions
New positions in the classifications of Registered Nurse I, 11, or 1l and IV at Marshall and
Higginsville Habilitation Centers will be included in the Bargaining Unit.

Section 1.06 -- Job Classifications

Any time an employee does not believe that the duties of the employee’s assigned position are
appropriate, the Employee may request a review in writing to the Employer, using the forms
and procedures prescribed by the Office of Administration, Division of Personnel (1 CSR 20-
2.010(2)(D)). When such requests are received and the necessary forms are completed, the
Employer will forward it for review to the Division of Personnel. The necessary forms will be
made available to employees on request, or employees will be referred to the appropriate
location to obtain the forms.

Section 1.07 -- Federal and State Law Binding

The Parties recognize and agree that the Employer and the Union are bound by applicable
provisions of Federal and State law and in particular, the provisions of Chapter 36, RSMo, as
amended, and the implementing policies and regulations of the Personnel Advisory Board and
Personnel Division. Nothing in this Agreement shall be construed in a manner, which would
conflict with the statutory provisions referenced in this Section.

Section 1.08 — Missouri Nurses Practice Act

The Employer recognizes that Employees are members of the nursing profession and, as such,
according to the Missouri Nurse Practice Act are employed to assume the responsibilities for
assessment, planning, implementing and evaluating nursing care, including patient education and
discharge planning. These Employees are responsible for coordinating the work and teaching,
and contributing to the evaluation of clinical nursing skills of designated nursing personnel,
pursuant to Chapter 335, RSMo, the Missouri Nurses Practice Act.

Article 2
MANAGEMENT RIGHTS

Section 2.01 — Management Authority

It is understood and agreed that the Employer possesses the sole right and authority to operate
and direct its employees and its various divisions, agencies, and operations in all aspects
including, but not necessarily limited to, all rights and authority exercised by the Employer prior
to the execution of this Agreement, except as modified by the terms of this Agreement.
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Section 2.02 — General Management Authorizations
These rights include but are not limited to:
1. The right to determine its mission, policies, and to set forth standards and levels of
service offered to the populations served;
2. The right to plan, direct, control, and determine the operation, and/or services to be
carried out by its employees;
3. The right to determine the methods, means, and number of staff needed to carry out its
mission;
4. The right to direct the workforce;
5. The right to hire, assign, reassign, transfer, promote and to determine hours of work and
shifts and assign overtime;
6. The right to suspend, demote and dismiss for cause;
7. The right to furlough and lay off employees due to lack of work, funds, or other reasons;
8. The right to make, publish, and enforce rules of personal conduct, procedures, policies,
and regulations;
9. The right to introduce new methods of operation, equipment, or facilities;
10. The right to contract for goods and services; and
11. The right to exercise all powers and duties granted by law.

The Governor and the Legislature have the sole authority to determine the budget for the
Employer. Further, if, at the sole discretion of the Governor, civil emergency conditions are
determined to exist, including but not limited to riots, civil disorders, floods, tornadoes, or
similar catastrophes, the Governor may suspend the provisions of this Agreement during a
designated period of time. Should such a civil emergency occur and suspension of this
Agreement become necessary, the Governor or his designee shall advise the Union of the nature
of the emergency. Rights listed in this Article shall be exercised in a manner consistent with
specific terms of this Agreement.

Article 3
PRESERVATION OF BENEFITS

Section 3.01 -- Conflict of Laws / Severability

The parties recognize that the provisions of this Agreement cannot supersede law. Nothing in
this Agreement is intended to amend, repeal, or conflict with state or federal laws. All terms
shall be interpreted consistent with state and federal laws to the greatest extent possible. Should
any part of this Agreement or any provisions contained herein be rendered invalid, unenforceable
or unlawful by a decision of a court or other authority of competent jurisdiction or otherwise
determined to be contrary to state or federal law or regulation, such portions shall not invalidate
the remaining portions hereof and they shall remain in full force and effect for the term of this
Agreement. Under such circumstances, the Employer and the Union shall seek to develop a
mutually satisfactory modification to replace the invalidated provision.

This agreement supersedes any departmental, divisional or facility policy in conflict with a
specific provision of this agreement.
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Where the implementation of any provision in this Agreement requires additional expenditure
authority or the authority to reallocate funds, the provision will take effect only upon
appropriation or authorization to reallocate such funds.

Section 3.02 -- Increase in Benefits

In the event the Office of Administration recommends or grants across the board pay or benefit
increases for state employees, such recommendation or grant shall include the employees
covered by this Agreement.

Section 3.03 -- Complete Agreement The parties acknowledge that during the development of
this Agreement, each had the unlimited right and opportunity to make demands and proposals
with respect to any subject or matter regarding conditions of employment and that the
understandings and agreements arrived at by the parties after the exercise of that right and
opportunity are set forth in this Agreement.

Article 4
NON-DISCRIMINATION

Section 4.01 -- Protection from Discrimination

It is the continuing policy of the Employer and the Union that the provisions of this Agreement
shall be applied to all eligible employees according to federal laws and state laws without regard
to age, race, gender, religion, color, national origin, political affiliation, disability, Union
membership status or lack thereof, or the exercise of any rights set forth in Section 105.510,
RSMo.

In addition, the Employer and the Union respect and value the diversity of the workforce and
agree that unlawful discrimination will not be tolerated.

Section 4.02 -- Professional Courtesy

The Employer and Employees will treat each other with professional courtesy.

Article 5
RIGHTS OF PROFESSIONAL REGISTERED NURSES

Section 5.01 -- Union Participation
The Employer shall allow Employees to exercise the right, freely and without fear of penalty or
reprisal, to join or refrain from joining the Union. Employees shall have the right to participate in
the management of the Union and to act for the Union in the management of the Union and to act
for the Union in the capacity of representatives including, but not limited to, presentation of its
views to officials of the Executive Branch, the Legislature, the general public or other
appropriate authority.
Section 5.02 — Code of Ethics for Nurses
The Employer recognizes that the Employees covered by this Agreement are licensed Registered
Nurses who are authorized to practice professional nursing by the State of Missouri, under
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Chapter 335, RSMo, the Nurses Practice Act, and who have the responsibility and obligation to
provide high quality nursing care for persons in accordance with the American Nurses
Association Code of Ethics for Nurses (included in Appendix A) and within the resources and
environment provided by the Employer.

Section 5.03 -- Patient Advocate

Nurses have the right, as an advocate for the patient, to take appropriate action as defined by
state, federal or local laws or regulations; accepted standards of nursing practice; or department
or facility policies and procedures, to ensure competent, ethical, and legal, practices by any
member of the health care team or the health care system or any action on the part of others that
places the rights or best interests of the patient in jeopardy.

Section 5.04 -- Additional Rights
In addition to rights and privileges otherwise specified by law, the Employer operation
regulations, or Facility policies the Employees have the following rights:

1. To receive on-the-job or in-service training or instruction to perform their jobs;

2. To discuss with their supervisors matters of concern, including Client care, without
penalty;

3. To be informed of and suggest changes in Facility practices and policies or Department
practices or operating regulations;

4. To protect themselves from bodily injury using only the amount of restraining force

reasonably or apparently necessary to ensure the safety, welfare and security of the

Clients, Employees and others;

To question and have corrected timekeeping records and computations of seniority;

To receive timely performance appraisals;

7. To receive or have access to written Facility policies and Department operating
regulations;

8. To receive copies of minutes from the Nurse Practice Committee and other committees
whose actions affect the ability of registered nurses to perform their jobs;

9. To have the Employer maintain confidentiality of Employee personnel records, as
provided by law;

10. To have access to relevant, current and accurate reference tools and resources necessary
for the provision of safe, quality nursing care;

11. To report conditions they believe to be unsafe or staffing levels they believe to be
inappropriate, without personal consequence;

12. To be provided with an area that is open on all shifts and away from public or Client
traffic at each facility for Employee use during rest or meal periods;

13. To be informed of the mechanism to make requests for specific days off;

14. To not be arbitrarily or capriciously moved from their facilities, work units, shifts, or days
off;

15. To retain the legal right to be identified as Registered Nurses;

16. To have nursing management support and representation at both the operational level and
the executive level, where appropriate;

oo
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17. To have access to nursing management support provided with contact information for
another nursing professional with relevant expertise upon request to their supervisor; and
18. To be valued as strategic assets.

Section 5.05 — Staffing Levels

The Employer will maintain staffing levels that are sufficient to ensure safe, high quality,
effective delivery of services and that meet applicable state and/or federal laws, regulations, or
accreditation standards.

If a condition arises on a nursing unit where a nurse(s) has concern regarding nursing care,
staffing, or patient safety, it may be communicated to the immediate supervisor, in writing and
on forms provided by the Union. Employees will not be disciplined or discriminated against for
bringing concerns regarding nursing care, staffing, or patient safety to the attention of anyone.

Article 6
NURSING PRACTICE

Section 6.01 — Missouri Nurses Practice Act

The Employer recognizes that Employees are members of the nursing profession and, as such,
according to Chapter 335, RSMo, the Missouri Nurses Practice Act, are employed to assume the
nursing responsibilities for assessment, planning, implementing, and evaluating nursing care,
including patient/client education and discharge planning.

Section 6.02 -- Nursing Policy and Procedure Manual
a) Within the Department of Mental Health each facility providing patient care has a
Nursing Policy and Procedure Manual that includes but is not limited to provisions on
standing orders and protocols, validated medication procedures, nursing care of
patients/clients and record keeping.
b) Other nursing books may be used for nursing protocol in conjunction with the Policy and
Procedure Manual. Nursing books cannot replace the Policy and Procedure Manual.

Section 6.03 -- Nurse Practice Committee

a) Facilities with two or more Employees will have a Nurse Practice Committee.

b) At least one Employee from each shift will be designated by the Union to participate in
Nurse Practice Committee meetings. However all Employees are encouraged to attend.
Meetings will be conducted at least quarterly with the Director of Nursing or designee
and other necessary staff to discuss nursing practice, procedures, nurse competence,
quality assurance/improvement and staffing issues related to level of care and skill mix.
The meeting may be canceled by mutual agreement. Nurse Practice Committee Meetings
will be regularly scheduled and Employees will be notified in advance.

¢) The members of the committee may submit items for the meeting agendas.

d) The Employer will take minutes of the meetings and furnish a copy of the minutes to the
members of the committee.

e) Committee attendance will be considered time worked.
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Article 7
UNION BUSINESS

Section 7.01 -- Union Representation

For the purpose of this Article, a Union representative is defined as either an employee of the
Department of Mental Health that is part of this Bargaining Unit and appointed by the Union or
an employee of MONA.

The Employer and the Union agree that time spent on any of the following activities during work
time must be mutually agreed upon by the Employer and the Union, and that such time will not
be unreasonably denied.

a)

b)

d)

f)

The right of the Union to appoint a reasonable number of representatives is recognized.
The Union shall supply to the Head of the Facility and Department Personnel Officer, in
writing, complete and current lists of the representatives and local officers for each
Facility. The Union shall maintain a current list and post it on the Union bulletin boards.
The Employer shall recognize only those persons identified on the lists for purposes of
representing the Union as specified in this Agreement.

In addition to their regular duties, during work time, representatives shall be allowed a
reasonable amount of time for activities permitted under this Agreement including the
investigation, processing, and presentation of Bargaining Unit employees’ grievances and
representing said employees in meetings with management and orientation of new
employees.

Representatives are permitted a reasonable amount of time to receive and discuss
complaints and grievances on the premises and on work time of the Employer provided
this does not interfere with the necessary operation of the facility and the work of those
involved. Representatives must notify their supervisor in order to work on Union
business, and whenever possible, with as much advance notice as is practical according to
the circumstances.

Any dispute arising between the Employer and the Union as to whether a representative
is spending an unreasonable amount of time at a work site while conducting Union
business shall be resolved by the Union and the Employer designee. If such a dispute
cannot be resolved between the two parties, the State will make its decision based on
impact upon work operations. However, the affected representative may refer the matter
for review and/or grievance.

Employees having a legitimate need for the services of a representative shall notify their
supervisor. When it is necessary for representatives to conduct authorized Union
business in a worksite or area other than their own, they shall notify the designated
manager of that worksite or area of their presence and the nature of their business.

The Union representative who is off-duty or who is not an Employee of the Facility shall
report upon arrival to the Head of the Facility or designee. The representative shall notify
the Head of the Facility of the area that is to be visited and obtain permission. Permission
must be granted by the Head of the Facility before the representative may proceed to any
other area. The representative shall not interfere with Client care, Client rights, or the
efficient operation of the Facility. The Head of the Facility shall grant permission to the
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representative to visit areas of the Facility unless the visit would interfere with Client
care, Client rights, or the efficient operation of the Facility.

g) Any Union representative who is off-duty or who is not an Employee and who is located
on the Facility premises in areas other than those designated in or by memorandum
agreed to by the Parties and without the permission of the Head of the Facility may be
asked to leave the area. Where there is a violation and the Union representative has been
asked to leave the premises, the representative may be escorted and removed from the
premises.

Section 7.02 -- Union Access

The Union shall have access to state-controlled property and employees during the Employer’s
regular working hours for the purpose of administration of this Agreement and for distribution of
Union leaflets, newsletters, membership packets and dues deduction authorization cards and
other information related to this Agreement. This activity shall be conducted during non-
working hours (e.g. lunch hours, break times) and in non-work areas (e.g. cafeteria, conference
room, and break room). Such activity shall be conducted in a manner that is not disruptive to
work operations. Upon request, the Union may use an available, private area that is easily
accessible. If climate controlled rooms with telephone access are available these features will be
accessible to the Union consistent with facility policies. Employees, when conferring with the
Union and its representatives about work-related problems, have the right to privacy, free of
mechanical or other forms of monitoring.

Section 7.03 — Union Leave

a) Anemployee attending a state or national Union convention or other legitimate
association function such as a state or area Union committee meetings may be allowed
time off without pay. The employee may utilize any accumulated annual leave or federal,
state or holiday compensatory time in lieu of taking such without pay. The Union shall
give the Employer at least ten (10) business days advance notice of the employees who
will be requesting attendance at such functions to allow the Employer time to make
necessary staffing arrangements. Requests will not be unreasonably denied.

b) The employer shall permit a leave of absence without pay in accordance with 1 CSR 20-
5.020.

Section 7.04 -- Employee List

The Office of Administration shall make available to the Union a quarterly list of all Employees
in the Bargaining Unit by work location, employee’s name, classification, work location address
of all new employees and unique identification number. The Union will be provided a monthly
list of Employees who have Union dues deducted from their paychecks.

Section 7.05 — Distribution and Display of Union Literature and Other Material

Each facility shall provide space on mutually agreeable bulletin boards. Items that may be
placed on these bulletin boards are dated notices by the Union of its activities, views, and other
materials.
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The Union may, before or after work hours or during meal periods, distribute Union literature in
non-work areas.

Information posted or distributed shall not contain material that is derogatory, defamatory or of a
partisan political nature. The Union shall have the right to distribute or display Union material
within a worksite on Union bulletin boards and in other approved locations. The Employer has
the right to remove or prohibit the display or distribution on state property of Union material if
there is a compelling reason to believe that the material is derogatory, defamatory, or of a
partisan political nature, or is unduly disruptive to agency operations. If the Employer removes
material or prohibits its distribution, the Employer will notify the Union Representative or other
Union official to discuss such actions.

Section 7.06 -- New Employees

The Union will be permitted to have a welcoming letter to all new Bargaining Unit Employees in
the agency’s orientation packet regarding Union representation, membership, eligibility and
procedures for enrolling.

Upon hire, the Employer will notify the Union of any new Employee’s name and contact
information at the Union’s headquarters.

Section 7.07 — Agreement Availability
This Agreement is available on line at the Missouri Department of Mental Health website,
www.dmh.mo.gov. (See Appendix B for links to related materials).

Article 8
PAYROLL DEDUCTION OF DUES

Section 8.01 — Payroll Deduction

a) If authorized by an Employee on the designated form, the Employer shall request the
Commissioner of the Office of Administration to deduct Union dues from the wages and
salaries of the Employee. Under Office of Administration procedures, the Employer shall
remit the deductions to the Union to the address provided by the Union. No deductions
shall be made for initiation fees, fines or assessments.

b) Before there is any payroll deduction for an Employee, the earnings must be regularly
sufficient after other legal and required deductions to cover the amount of the pro-rated
monthly membership dues in the Union. When an Employee is in a non-pay status for an
entire month, no deduction shall be made to cover that pay period from future earnings.

c) If an Employee is in a non-pay status during only part of a pay period, and if the Wages
and salaries are not sufficient to cover the entire dues deduction, no deduction shall be
made. The Parties recognize that legal and other withholdings and deductions such as
Social Security and Federal and State income taxes shall have priority over the Union
dues.

d) The Parties have agreed on an approved form for authorized payroll deductions. If the
Union desires to change the form, the Employer shall have the opportunity to approve the
changes. The Union shall supply the Personnel Office of each Facility with these forms.
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An Employee may obtain the deduction authorization form from the Personnel Office.
The Employer shall deduct Union dues on the first payroll period of the month following
the filing of the written authorization with the Employer.

e) If the Employer over-withholds an amount from an Employee’s Wages and salaries and
remits the same to the Union, the Union agrees to immediately refund such overpayment
to the Employee.

f) Neither Party shall directly or indirectly intimidate, threaten, coerce, harass, or compel
any Employee to agree to a payroll deduction, nor shall either Party directly or indirectly
intimidate, threaten, coerce, or compel any Employee to continue to have payroll
deductions from their checks.

Section 8.02 — Indemnification and Hold Harmless Clause

The Union agrees to and shall indemnify and hold harmless the State of Missouri, or any of its
officers or agents, from any and all claims, demands, suits, or any other actions arising as a result
of this Article or from complying with any request for termination under this Article.

Article 9
NO STRIKES OR WORK INTERRUPTIONS

Section 9.01 — No Strike

The Union shall neither cause nor condone, nor shall any member of the Bargaining Unit
participate in, any strike, work interruption, or any type of work curtailment or slowdown in any
office or facility. The Union will instruct all its representatives of their obligations under this
Article and all Bargaining Unit members as to the meaning of it.

Section 9.02 — No Lock-Out
The Employer recognizes that employee lockouts are contrary to good management and
consequently agrees that no lockout of employees shall be instituted.

Article 10
GRIEVANCE PROCEDRUE

Section 10.01 — Grievance Policy
Grievances will be governed by the grievance procedure established by the Department’s policy
in accordance with Department Operating Regulation 6.090.

The parties agree that the Union will be the exclusive representative of the interests of employees
covered by this Agreement in the processing of and redress of grievances under the grievance
procedure in this Article, except that nothing in this Agreement will limit or restrict employees’
rights to represent themselves outside of this Agreement. Employees of this Bargaining Unit may
not file claims with respect to the meaning, interpretation or application of this Agreement under
any other procedure except as otherwise provided by law.
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An Employee should attempt to resolve any dispute(s) by meeting with the immediate supervisor
immediately or as soon as possible after the act or omission giving rise to the dispute. The
Employee may have Union Representation for this meeting.

Decisions at this step will not be used as precedent for any subsequent case. If the Employer has
a mediation program available, it will be incorporated into the grievance process as agreed to by
the parties.

The parties agree that in order to resolve grievances at the earliest step of the grievance
procedure, access to information or witnesses that is specifically requested and available
regarding the grieved issue(s) shall be made available to the other party in accordance with
applicable laws and regulations.

Section 10.02 -- Travel or Expenses Not Reimbursed
The Employer shall not be responsible for any travel or expenses incurred by Union
Representatives in the processing of grievances.

Section 10.03 — Advanced Grievance Step Filing

Certain issues which by nature are not capable of being settled at a preliminary step of
the grievance procedure or which would become moot due to the length of time
necessary to exhaust the grievance steps, may by mutual agreement be filed at the
appropriate advance step. All grievances filed at advanced step must be initiated within
the appropriate timeframe from the act or omission giving rise to the grievance, or from
the date when the employee became aware of, or by reasonable diligence should have
been aware of, the act or omission. This timeframe must be consistent with timeframe
for initiating grievances that is established by the Department. The appropriate step will
be determined by mutual agreement of the parties.

Section 10.04 -- Group Grievances

At any point, a respondent to a grievance may consolidate grievances which pertain to the same
facts and circumstances. Consolidation may result in accelerated handling of a grievance or may
result in movement to a higher step in the procedure without completion of earlier steps.

Section 10.05 — Non-Retaliation
The Employee will not suffer adverse consequence as a result of filing a grievance.

Article 11
SENIORITY

Section 11.01 -- Bargaining Unit Seniority Defined
Bargaining Unit seniority is defined as the period of continuous employment with the Employer
within a Bargaining Unit position.
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Section 11.02 -- Loss of Seniority

Seniority will be terminated when an employee:

a) Voluntarily resigns, retires, transfers, promotes or demotes out of the Bargaining Unit;

b) Is laid off from a Bargaining Unit position for a period of more than three (3) years;

c) Isdismissed from a Bargaining Unit position. If reinstatement occurs, seniority will also be
reinstated.

Section 11.03 -- Continuation of Seniority

The following will constitute a continuation of seniority:

a) As authorized by the Division of Personnel and the Head of the Facility, leaves of absence
with or without pay not to exceed twelve (12) months.

b) Promotion, demotion or transfer within the Bargaining Unit, throughout the Department of
Mental Health.

Section 11.04 — Ties in Seniority
If it becomes necessary to break a tie in two or more Employees’ seniority the tiebreaker shall be
by the toss of the coin with all parties present.

Article 12
HOURS OF WORK

Section 12.01 -- Work Week
The normal work week for a full time Employee shall be forty (40) hours within a fixed and
regularly occurring seven (7) day period.

a) Facilities may establish Employee self-scheduling along with applicable procedures to
enhance morale, recruitment, Employee empowerment and enhancement of client care.
All scheduling will comply with the department’s workweek and workday standards, as
described in Sections 1 and 2 of this Article.

b) Employees may request and may be approved for a flexible work schedule. A flexible
work schedule permits an Employee to adjust their normal workweek or work day
schedule, such as extending the lunch period, arriving late or departing early, subject to
the needs of the facility.

c) Employees may request and may be approved for an ongoing alternative work schedule.
The Employee and the supervisor will design the schedule, such as a four (4) day week,
ten (10) hours a day or three (3) day week, thirteen (13) hours a day, (totaling 40 hours a
week), etc.

Section 12.02 — Work Day

The normal workday will be eight (8) hours. However, alternative daily work hours and
schedules, including but not limited to flex time, may be mutually established between
the Employer and the Employee. Alternative scheduling is defined as any scheduling
other than the regular eight (8) hour, five (5) day a week rotation. Flexible time is
defined as an adjustment of the Employees work hours/schedules within a seven-(7) day
workweek. The total work hours for the flex schedule will not exceed forty (40) hours
per week.
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b)

d)

Alternative work schedules for individual employees assigned to twenty-four (24) hour
nursing coverage facilities may be established, with mutual agreement between the
Employee and the Employer, to address staffing shortages, enhance recruitment, enhance
morale and/or promote retention.

Flexible work hours and alternate work schedules may also be offered to those
Employees not assigned to a level-of-care position which requires constant contact with
units, wards, inmates, clients, or students (i.e. full time employees working for the
Regional Center, Quality Assurance, Community Residences, Education, etc.).

The Employee and Employer understand the inherent risks associated with working
extended shifts over a period of time. The Employer will honor the Employee’s
preference to the degree possible; however the Employer will also monitor the
Employee’s performance in regards to working extended shifts and will make
adjustments as necessary.

In circumstances where the majority of a work unit desires alternative scheduling for the
entire unit, those employees that are unwilling to switch to the alternative schedule will
be moved to another work unit on the same shift.

Section 12.03 -- Mandatory Overtime

a)

b)
c)

Mandatory overtime is considered being mandated to work overtime for any length of
time greater than one hour.

Overtime will be compensated in accordance with Section 105.935, RSMo.

The Employer and Union agree that mandatory overtime will be utilized only after other
appropriate options have been exhausted (e.g., seeking volunteers, calling off-duty
employees, etc.).

If mandatory holdover is required:

a)

b)

c)
d)

e)

Mandatory lists will be established by the employer using reverse seniority and on a
rotating basis, within the appropriate job class(es). The least senior employee will be
subject to first holdover, progressing in turn to the most senior employee.

The employee held over, either by mandatory or by volunteering for at least two (2)
hours, will be removed from the holdover list until the other nurses have been held over
then the list starts over again.

Employees will not be added to the list until they have completed thirty (30) days of
employment.

Employees working 13 1/3-hour shifts will not be subject to mandatory holdovers, except
for instances when it is necessary to hold the Employee until a replacement can be found.
The Employee mandated for holdover will be notified as soon as possible and will be
allowed time if needed, to make necessary arrangements to remain at work.

For Employees at the top of the mandatory overtime list, exceptions will be made for the
following circumstances; however these exceptions may waived in extenuating
situations:

a)
b)

c)

The Employee was held over (mandatory or voluntarily) the previous day.

The Employee has the next day off, unless the employee volunteers to stay over.

An Employee that has furnished copies of class schedules before the beginning of the
educational term will not be scheduled for mandatory holdover on class days when
enrolled in a degree program related to career progression in nursing or state government.
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d) The Employee is exempted from working more than eight (8) hours per day based on a
medical condition and granted according to Department Operating Regulation 6.530. For
these employees, the amount of mandatory overtime will be comparable to that of other
employees.

e) The Employee was already held over (mandatory or voluntarily) within that workweek.

Section 12.04 -- On-Call Pay

On-call time is a situation where an Employee has been assigned to on-call status outside their
regular working hours and they are required to respond to calls within a designated time frame
when called. Employees placed on on-call status will be compensated in accordance with
Department policies and procedures at the rate of one (1) hours for twelve (12) in on-call status.
Employees will be compensated for on-call time regardless of whether the employee is called
into work. If called in to work, Employees will be compensated for time worked, but not less
than two (2) hours. On-call assignments will be rotated among qualified Employees.

Section 12.05 — Posting Work Schedules
a) The Employer will post Employee work schedules at twenty-four (24) hour facilities a
minimum of ten (10) days in advance of the schedule’s start date. The posted work
schedule will not be for less than one month. Every reasonable effort will be made to fill
scheduling gaps before the schedule is posted.
b) The Employer will notify Employees at least seven (7) days in advance of any change in
the posted schedule, except in emergency situations.

Section 12.05 -- Self-Scheduling

a) Facilities may establish Employee self-scheduling upon mutual agreement of the
employees. The intent of self-scheduling is to enhance morale, recruitment, Employee
empowerment and enhancement of client care. All scheduling will comply with the
facilities workweek and workday standards, as described in Sections 1 and 2 of this
Article.

b) The Union Representative will be notified of such self-scheduling thirty (30) days before
self-scheduling starts at the facility. In the event that the majority of Employees affected
by self-scheduling are dissatisfied with this type of scheduling arrangement, self-
scheduling will cease. The Union Representative will be notified thirty (30) days before
self-scheduling is discontinued.

c) Self-scheduling will not be manipulated by the Employee to increase the probability for
overtime pay.

Section 12.06 -- Meal Periods

Except for employees who are assigned to a straight eight (8) hour shift (no overlap with off-
going/on-coming shifts) full-time employees will be allowed an unpaid meal period of at least
thirty (30) minutes. Employees may receive up to sixty (60) minutes with supervisory approval.

Meal periods will be counted as part of total hours worked for those employees who are required
by the Employer to work during their meal period. When employees are required to work
through their meal period, the Employer shall credit the employee for time worked.
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Section 12.07 -- Break Periods

Except in emergency or unusual circumstances, the Employee will receive a fifteen (15) minute
break for every four (4) hours of scheduled work. These rest periods may not be used at the
beginning or end of the shift.

Section 12.08 -- Reporting for Duty
The employee is expected to arrive and be ready for duty at the start of their scheduled shift.
Tardiness is the late arrival for work or late return from meal or break periods without prior
authorization.
a) Tardiness will be subject to supervisory counseling and/or disciplinary action.
b) The Employee with prior authorization to arrive late shall not be considered tardy and
such late arrivals may be covered in 1/4™ hour increments with annual leave, holiday
time, compensatory time or leave without pay.

Section 12.09 -- Hourly and Intermittent (PRN) Nurses

Facilities may hire registered nurses as temporary employees to work on an as needed basis
(PRN) to fill scheduling needs. Permanent full-time schedules will not be altered to
accommaodate the scheduling needs of PRN Employees.

Section 12.10 — Travel Time
Employees required to travel on work related business will be reimbursed for their travel
expenses in accordance with the State travel regulations (1 CSR 10-11.0).

Article 13
FILLING OF VACANCIES

Section 13.01 -- Definition of Vacancy
A job vacancy exists when the Employer decides to fill a new or existing position in the
Bargaining Unit.

Section 13.02 -- Job Vacancy Postings

a) Notices of job vacancies will be posted by the Employer for a minimum of seven (7) days
on intra-office electronic communication systems, where available, and in designated
locations accessible twenty-four (24) hours per day seven (7) days per week at the facility
where the vacancy exists.

b) Such notices will specify the required qualifications, including knowledge, skills, ability,
rate of pay or pay grade, specific work location, shift and days off, work unit, job
classification(s) and job description.

¢) Any position not filled within six months of the initial posting will be reposted prior to
filling.

Section 13.03 — Applying for Vacancies
Employees may apply for job vacancies by following procedures described in the posting, which
will not be unduly burdensome. Applicants who are not selected for the position will be provided
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a written notice from the Employer. Upon request, an employee will be notified of the reason for
not being selected.

Section 13.04 — Selection for Position
a) Selection for change in shift and/or days off within the program or unit will be awarded
to the employee with the most seniority in that job classification(s) of those who have
expressed interest.
b) Selection for all other vacancies will be based on qualifications, relevant experience and
past performance. In the event that all applicants are equally qualified then seniority will
be the deciding factor.

Section 13.05 — Placement and Orientation
a) If accepted for the position, the Employee will be moved into the position normally
within fourteen (14) days but not longer than thirty (30) days except by mutual
agreement.
b) Staff new to a unit will be oriented to the condition and needs of the clients in their
assignment.

Section 13.06 -- Integrity of Procedure
The Employer will fill vacancies under the provisions of this Article.

Section 13.07 -- Reinstatement Register
All reinstatements will be done according to the Layoff and Reinstatement Article of this
Agreement.

Section 13.08 -- Miscellaneous
Employees will not be required or requested to resign as a condition of transfer or promotion
within the Bargaining Unit throughout the Department of Mental Health.

New Employees will not be appointed at a rate that upon successful completion of his/her
probationary period would be higher than that paid to present employees at the same facility with
comparable gqualifications and experience in a comparable assignment.

Section 13.09 -- Transfers between Facilities

a) The Employer may transfer Employees between facilities based upon the requirements
and needs of the Employer. Whenever the Employer is considering transferring
Employees between facilities, it shall determine whether any qualified Employee will
accept a transfer on a voluntary basis. If no Employee agrees to a voluntary transfer, the
Employer will transfer the Employee with the least seniority.

b) Temporary facility transfers will be made upon mutual agreement unless facility building
or grounds have become damaged or uninhabitable. If no Employees agree to accept the
temporary transfer, it will be assigned to a qualified Employee with the least seniority.

Section 13.10 -- Floating/Relief Assignments
Float/Relief Employees may be hired to work throughout the facility. They will be oriented to
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all areas they are expected to cover. If no Employee agrees to a voluntary float/relief assignment,
the Employer will rotate such assignments by inverse seniority.

Article 14
COMPENSATION

Section 14.01 -- Compensation Authority

Within the Office of Administration, the State Personnel Law, Chapter 36, RSMo
provides for a Personnel Advisory Board. The Personnel Advisory Board makes
recommendations to the Governor regarding state employee compensation.

Section 14.02 -- Wage Increases or Compensation Process

The Missouri Nurses Association has the opportunity to annually appear before the
Personnel Advisory Board to present requests including a request for wage
increases/compensation for the Registered Nurses covered by this Agreement. The
Personnel Advisory Board reviews the request and presents a summary report referred to
as the Pay Plan Recommendation to the Governor.- The Governor may include the report
in the annual budget proposal. The Missouri General Assembly has the final authority to
appropriate funds for general wage increases and/or compensation for Registered Nurses
covered by this Agreement.

Article 15
LAYOFF AND REINSTATEMENT

Section 15.01 -- Layoff and Reinstatement Procedures
Layoffs shall be governed by Rules of the Personnel Advisory Board and the Personnel Division,
1 CSR 20-3.070(11).

Article 16
ATTENDANCE AND LEAVE

Section 16.01 -- Holidays

The Employer shall grant holidays as provided for in Holidays, 1 CSR 20-5.010 (2) (A) of the
rules of the Personnel Advisory Board and the Office of Administration/ Division of Personnel.
The State currently observes the following holidays:

New Year's Day, the 1* day of January

Martin Luther King Jr. Day, the 3" Monday in January
Lincoln's Birthday, the 12" of February

Washington's Birthday, the 3 Monday in February
Truman's Birthday, the 8" day of May

Memorial Day, the last Monday in May

Independence Day, the 4™ day of July
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Labor Day, the 1% Monday in September
Columbus Day, the 2" Monday in October
Veteran's Day, the 11" day of November
Thanksgiving Day, the 4™ Thursday in November
Christmas Day, the 25" day of December

When any of the observed holidays fall on a Sunday, these holidays shall be observed on
the following Monday, and when any of these dates or days fall on a Saturday, these
holidays shall be observed on the preceding Friday. Additional dates may be designated as
holidays by the Governor or President of the United States.

Section 16.02 — Scheduling of Holidays

Each facility will have a policy for granting holidays that provides for every Employee, at a
minimum, to be scheduled off one of the following groups of holidays. The policy cannot alter
the intent of this Agreement. An Employee’s holiday schedule will alternate between these two
groups each calendar year. Employees will be allowed to trade holidays with other Bargaining
Unit employees.

The Employer cannot deny the Employee from taking holidays within the assigned group.

Gr