


As of 8/5/25


COLLECTIVE BARGAINING NEGOTIATIONS

BETWEEN

DLP MARQUETTE GENERAL HOSPITAL, LLC d/b/a UP HEALTH SYSTEM MARQUETTE

AND

MICHIGAN NURSES ASSOCIATION / MARQUETTE ANCILLARY STAFF AND TECHNOLOGISTS (MAST)

(Technical Employee Unit)

The following constitute Tentative Agreements reached between DLP Marquette General Hospital, LLC d/b/a UP Health System Marquette (the “Hospital” or “Employer”) and the Michigan Nurses Association / Marquette Ancillary Staff and Technologists (MAST) (the “Association”) for a new collective bargaining agreement between the Hospital and the Association to be effective upon acceptance by the appropriate representatives of the parties or on such other date as may be agreed upon by the parties.  


[bookmark: _Toc126141928][bookmark: _Toc126142296][TENTATIVE AGREEMENT – 6/24/25]  ARTICLE 6 - REPRESENTATION AND USE OF HOSPITAL FACILITIES
6.1	All technical employees covered by this Agreement shall be represented by individuals in the Staff Council.

6.2	The bargaining unit will elect one of the representatives to serve as President, and will keep the Director of People Services Human Resources currently informed of that position.

6.3	Use of Hospital Facilities

A. MNA will designate a Staff Representative who will be responsible for union representative functions at the Hospital regarding this bargaining unit. The MNA Staff Representative, with prior notice to the prior consent of the Director of People Services or designee, shall be permitted to enter the Hospital at reasonable times for the purpose of representing technical employees and administering the Agreement.

B. A duly authorized representative of the Association and/or Staff Council may request the use of an available conference room at the Hospital to meet with bargaining unit technical employees for the purpose of representing such technical employees with respect to issues and complaints or addressing other contract administration matters. Any such use shall be with the prior consent of the Director of People Services Human Resources or designee, which shall not be unreasonably denied. Arrangements for the use of such conference room shall be made through the Director of People Services Human Resources or designee, who shall be provided with information regarding the date, time and hours of the requested use and a general statement of the purpose for such use. The Association and/or Staff Council may only meet with technical employees on the technical employees’ non-working time and shall not interfere with the technical employees’ performance of their duties or any of the Hospital's operations. The Association and/or Staff Council will be responsible for removing any meeting materials or items from the conference room and ensuring that the room is returned to a condition suitable for use for any following meetings.

C. For purposes of announcing MAST Staff Council and other special meetings, and for posting the minutes therefrom, bulletin boards (for use by MAST only) will be made available in the following areas:

(1) Imaging next to the CUS board;
(2) Between Lab and the Pharmacy facing the bulk stores hallway;
(3) Outside the OR Locker room;
(4) Echo Breakroom

Each bulletin board may be utilized with the proper authorization from the Director of People Services Human Resources or designee.

D. All notices, other than meeting notices, MNA events, (on pre-approved form), list of Officers and Grievance Representatives and phone numbers must be presented to the Director of People Services Human Resources or designee for prompt approval prior to any posting. Such approval shall not be unreasonably denied.

E. The Staff Council, upon making appropriate arrangements through and gaining approval of the Director of People Services Human Resources or designee, may use other Hospital equipment for Staff Council activities. The Staff Council shall be obligated to pay the Hospital's cost of supplies used and/or meals and beverages supplied at such Staff Council meetings.


[bookmark: _Toc526154652][bookmark: _Toc526154668]

[bookmark: _Toc126141935][bookmark: _Toc126142303][TENTATIVE AGREEMENT – 7/10/25]  ARTICLE 13  – COMMUNICATIONS
13.1	To facilitate better communication between the parties and to resolve mutual issues between them problems, the following has been is being established: 

A.	Labor Management Committee (Discussed in Article 15).

B.	Co-Safety Committee (Discussed in Article 28)

C.	Joint Policy Review Committee (Discussed in Article XX)

13.2	B.	Channels of Communication - The parties recognize the traditional relationship and channels of communication that exist between technical employees and their supervisor. This system allows for the relaying of information, professional knowledge, and resolution of problems. The format provided within the Hospital structure includes one-to-one communication, unit meetings, committee/council meetings, inservices and/or conferences. Technical employees participating in these meetings shall be compensated at their regular rate of pay.



[bookmark: _Toc126141936][bookmark: _Toc126142304][TENTATIVE AGREEMENT – 4/1/25]  ARTICLE 14  – SPECIAL CONFERENCES
In the interest of good communications and to cultivate and achieve mutual understanding and cooperation, Special Conferences will be held at the request of either party hereto to exchange ideas and information on special situations relating to the administration and implementation of this Agreement. Such meetings shall be scheduled at the convenience of both parties within fourteen (14) 30 days of the initial request for a special conference. 




[bookmark: _Toc126141937][bookmark: _Toc126142305][TENTATIVE AGREEMENT – 8/5/25]  ARTICLE 15 – LABOR MANAGEMENT COMMITTEE
15.1	The parties agree to establish a joint labor management committee. The purpose of the labor management committee is to investigate, study, and discuss problems affecting labor-management relations including contract administration issues and operational concerns in a sincere attempt to find solutions to common problems.  

15.2	The labor management committee will also discuss all ADO forms filed; discuss new or revised policies implemented by the Hospital in accordance with Article 2 of this Agreement, which shall be a standing agenda item; discuss posted vacancies for bargaining unit positions and status of same; consider and discuss monthly unit composition data; discuss the monthly report showing the technical employee positions submitted for approval and the status of the positions; and discuss any unit changes.

15.3	The labor management committee shall meet, at minimum, once a month for up to two (2) hours. The monthly meeting shall be held on the first Thursday of the month, beginning at 2:00 pm.

15.4	The committee will consist of an equal number of representatives from the Staff Council and Hospital management. Permanent members of the committee shall include:

a.	MAST Staff President
b.	3 2 MAST Delegates 
c.	MAST Grievance Chair
d.	VP of Operations (or COO) Chief Operating Officer
e.	3 Hospital Delegates
f.	Director of People Services HR Director
g.	MNA Labor Representative
h.	Payroll Director (at the parties’ discretion)

15.5	Each party shall designate a co-chairperson of the Committee.

15.6	Committee members released from work shall suffer no loss of pay while in attendance at such meetings, and Committee members not scheduled to work at the time of the meeting shall be compensated at their regular rate of pay for time spent at such meeting.

15.7	Agenda items for the next meeting will be established at the prior meeting.  Additional items for the agenda should be submitted no later than one (1) week prior to the meeting.  Matters to be discussed in these meetings shall be confined to those included in the agenda unless additional items are agreed upon by both parties time allows for additional discussion during a roundtable discussion prior to adjournment.

15.8	All resolutions or agreements entered into by the parties will be memorialized in writing and signed by the parties prior to adjourning within three (3) days of the labor management meeting.

15.9	Nothing contained in this article shall be interpreted to require the Hospital or the Association to agree to any proposal or to alter or modify any term or condition of this Agreement without the mutual agreement of the parties.

15.10	Neither the Association nor any technical employee shall have the right to grieve over any matters contained in this article except if it involves a failure or refusal of either party to comply with any term of this Agreement.

15.11	The Union and the Hospital labor management committee members shall review this section at the first labor management meeting following ratification of this Agreement. The committee members will also review this section upon the addition/replacement of any of the committee members referenced in Section 15.4.



[bookmark: _Toc126141938][bookmark: _Toc126142306][TENTATIVE AGREEMENT – 8/4/25]  ARTICLE 16 – GRIEVANCE PROCEDURE
16.1	Definition of a Grievance

The term “grievance” for the purpose of this Agreement means a claim, reasonably founded, of an alleged violation of this Agreement.  Technical employees shall not suffer any form of retaliation for filing a grievance or otherwise participating in the grievance process.  Such grievance may be initiated by an aggrieved technical employee(s) /technical employees, and in the case of a class action, may be grieved by the Association Representative, Grievance Chair Chief Grievance Steward, or his/her designee, acting on their behalf.

16.2	Steps of the Grievance Process

Grievances shall be processed as follows:

Step 1

The technical employee must present the Grievance Form electronically in person and in writing to their manager Director or authorized management designee not later than ten (10) days after the date of the event giving rise to the grievance. If the technical employee could not have known of such event at the time it occurs, then such grievance must be presented within ten (10) days from the date it reasonably should have been known. The grievance shall specifically refer to the provision(s) of the Agreement alleged to have been violated and shall set forth the known facts in support of the alleged violation, the relief sought, and shall be on a grievance form mutually agreed upon by the parties.
The manager Director and a People Services Human Resources representative or other appropriate member of management or their designees shall meet with the aggrieved technical employee, Grievance Chair, and/or a Staff Council Representative within seven (7) days of receipt of said grievance. Such meeting may be waived by mutual consent. The manager Director or designee shall answer the grievance in writing within seven (7) days after such meeting or, where no meeting is held, within seven (7) days after receipt of such grievance. If the manager Director or designee is able to resolve the grievance, a signed confirmation shall be executed thereby closing the matter. Failure of the manager Director or designee to timely respond to the grievance shall automatically advance the grievance to Step 2.
Step 2
If the Step 1 answer does not resolve the grievance, the Grievance Chair Chief Grievance Steward or designee may submit an appeal within seven (7) days of receipt of the Step 1 answer. The appeal shall be submitted electronically in writing to the Director of People Services Human Resources, and shall include a statement by the grievant of the unresolved issues regarding the grievance. The Director of People Services Human Resources and the VP of Operations (or COO) Chief Operating Officer shall meet with the aggrieved technical employee and Staff Council Representative, and at the Staff Council's option, a labor relations representative of the Association, during the regular bi-monthly grievance meeting. Such meeting may be waived by mutual consent. The Director of People Services Human Resources shall answer the grievance in writing within seven (7) days after such meeting or, where no meeting is held, seven (7) days after receipt of such grievance. If the Director of People Services Human Resources and VP of Operations (or COO) Chief Operating Officer are able to resolve the grievance, a signed confirmation shall be executed thereby closing the matter.  Failure of the Director of People Services Human Resources to timely respond to the grievance shall automatically advance the grievance to Step 4.
Step 3 (Optional Mediation)
If the grievance is not satisfactorily resolved at Step 2, the parties may, as an option, jointly request the Federal Mediation and Conciliation Service (FMCS) to appoint a mediator to mediate the grievance. Alternatively, the parties may jointly request that a third party mediator mutually agreed to by the parties mediate the grievance. Such request should be made within thirty (30) days following the Association’s receipt of the Step 2 answer. The mediator shall have no authority to resolve the dispute, but may make a non-binding recommendation to both parties regarding the appropriate resolution of the grievance. The Hospital and the Association will split any cost incurred by FMCS or the third party mediator mutually agreed to by the Hospital and the Association.
Step 4
If the grievance is not satisfactorily settled by the foregoing procedure, the Hospital or the Association may file a demand for arbitration within thirty (30) days following the Association’s receipt of the Step 2 answer or in the event of mediation, within thirty (30) days following the mediator’s recommendation. The arbitrator shall be selected from a list or lists supplied by the FMCS or, if FMCS no longer provides arbitrator panels, the American Arbitration Association (“AAA”).
In the event either party is dissatisfied with the names appearing on the initial panel list, such party may request a second panel. Where a satisfactory list is received, the parties shall meet to strike the arbitrator panel within thirty (30) days of the parties’ receipt of the satisfactory list. The the Employer shall first strike a name from the list in the first case and the Association shall strike first in the second case. Thereafter, the parties shall rotate striking the first name. The parties shall alternate striking names until one name remains.  That person will be the neutral arbitrator.
The Arbitrator shall be empowered to rule only on a grievance which involves an interpretation or application of this agreement. The arbitrator shall not add to, subtract from, ignore or change any of the provisions of this Agreement.
Each party shall furnish to the Arbitrator and to the other party whatever facts or materials the Arbitrator may require to properly weigh the merits of the grievance.
The Arbitrator’s expenses and charges for services shall be shared equally by the parties.
The Arbitrator’s decision shall be final and binding and shall have such precedential effect as future arbitrators or courts may deem appropriate.

16.3	Rules of the Grievance Procedure

A. In no event shall the Hospital be liable for back pay for any period prior to thirty (30) days preceding the day on which the grievance is submitted electronically in writing. Back pay shall be the amount of wages the technical employee would have earned from the Hospital, less any amount received from other employment, self-employment and/or unemployment compensation. The technical employee found to have been discharged without just cause may be required by the Hospital to provide proof they were she was diligent in seeking substantially equivalent employment as a condition to being made whole where such remedy is ordered by the Arbitrator.

B. For the purposes of the grievance procedure, a day shall be deemed to mean Monday through Friday, excluding holidays, and the day on which the action is taken shall not be part of the time limit provided. In addition, the Employer’s response at any step of the grievance process shall be deemed received in accordance with the following: If by personal delivery, then as of the date of delivery; if by U.S. mail, then within three (3) days after deposit in the mail; and if by fax or e-mail, then as of the date of faxing or e-mailing.

C.	The time limit at any step of the grievance procedure may be extended by mutual agreement in writing (via e-mail) of the parties' representatives at that step.  If a grievance advances to Step 4 due to the Hospital’s failure to provide a timely response at Step 2, the time limits for filing for Arbitration with FMCS or AAA (if applicable) will be extended by the total of (1) the number of days the Step 2 answer is late, plus (2) 30 days.  (By way of example, if the Step 2 answer is submitted 10 days after the deadline set forth in Step 2, the Union shall have 40 days to file for arbitration instead of 30 days.)

D.	In the absence of any of the parties specified to participate at any step, such party may designate an alternate to act in their place. The name or names of such designees shall be promptly furnished in writing to the other party in any case where the named representative is unable to serve.  However, the failure of the grievant to participate after Step 2 (or optional mediation if elected) at any step in the process shall be considered abandonment of the grievance by the grievant.

E.	When a grievance discussion and/or investigation with Hospital management takes place during the working hours of the grievant or Staff Council representative employed by the Hospital, and their presence is reasonably required for such purposes, they will, upon request to their immediate Supervisor, be allowed to leave work to attend the meeting as soon as they can be spared therefrom as determined by their Supervisor. Employees so excused They shall be paid at their regular rate of pay for work hours so lost as a result of attending the meeting such investigation or discussion. Employees shall have the right to be represented by the union at all steps of the grievance procedure. A Staff Council representative attending a grievance meeting with management during their his or her regular work hours shall be paid for such time at their regular rate of pay. Any investigation or preparation of grievances by a Staff Council representative shall be conducted on the non-working time of all involved unless otherwise agreed.

F.	Any grievance settlement arrived at is final and binding upon the Hospital, Staff Council, the Association, and the grievant(s).

G.	All grievance discussions, investigations, or proceedings, shall be conducted in such manner and in such areas of the Hospital so as to assure that there will be no disruption, disturbance or interference with normal Hospital operations or atmosphere.

H.	The grievant shall have the right to be present at all steps of the grievance procedure.

I.	Any grievance which affects the entire bargaining unit or which affects either an entire department or an entire shift may be processed by the Staff Council as a class action grievance and filed at Step 2 of the grievance procedure. Such grievances must be submitted within ten (10) days after the date of the event giving rise to the grievance or within ten (10) days after the Grievance Chair Chief Grievance Steward became aware of such event, whichever is later. Grievance meetings held for the purpose of discussing class action grievances shall not exceed five individuals per party, unless otherwise mutually agreed.

J.	Grievances involving the discharge of a technical employee or retaliation for filing a grievance shall be filed at Step 2.

K.	The parties may by mutual agreement advance any grievance to any successive step of the grievance procedure and waive any step in the grievance procedure.

L.	The Arbitrator is empowered by the parties to resolve any disputes arising under this Agreement regarding the arbitrability of any grievance. Any decision by the Arbitrator shall only serve as precedent for the precise facts and circumstances presented in such proceeding.

M.	At all steps throughout the grievance process, the original grievance form shall be provided to the Grievance Chair Chief Grievance Steward or designee, with copies to be provided to the persons identified on the grievance form mutually agreed upon by the parties. Original grievance responses shall not be sent through the Hospital mail.

N.	A bi-monthly grievance meeting, for purposes of hearing Step 2 grievances, shall be scheduled on a day mutually agreed upon with the Director of People Services Human Resources, Vice President of Operations (or COO) Chief Operating Officer, Staff Council President (if necessary), MNA Staff Representative, and Staff Council grievance chair. In the event there are no grievances to hear, the meeting will be cancelled.  The meeting  These meetings will generally be held on the second (2nd) and fourth (4th) Wednesday of each month.



[bookmark: _Toc126141939][bookmark: _Toc126142307][TENTATIVE AGREEMENT – 7/10/25]  ARTICLE 17 – COACHING COUNSELING
17.1	Technical employee coaching (verbal and written) counseling and the use of coaching counseling forms are intended to bring an issue or concern to the technical employee’s attention for the purpose of improving the technical employee’s performance. As such, employee coaching counseling forms are not part of the discipline process and not subject to the grievance procedure. Prior to discussing a coaching, the Director, Manager, or designee will inform the employee that the purpose of the discussion is related to coaching. If requested, the technical employee shall be entitled to have a union representative present at any discussion regarding any potential coaching counseling they may receive.
17.2	Employee coaching counseling forms are not to be utilized in evaluating candidates for promotions/transfers. After six (6) months one year from the date the coaching counseling form was issued and, upon written request from the technical employee, the written coaching counseling shall be removed from the technical employee's personnel file and returned to the technical employee.
17.3	If coaching counseling from an event is to occur, it should occur within ten (10) days of the event, or ten (10) days after the Hospital became aware of the event giving rise to the coaching counseling.


[bookmark: _Toc126141941][bookmark: _Toc126142309][TENTATIVE AGREEMENT – 8/5/25]  ARTICLE 19 – DRUG AND ALCOHOL TESTING
19.1	The parties agree that it is in the interest of the community, the Hospital, the patient, the technical employee and the profession to maintain a safe and healthy working environment. To that end the Hospital has adopted a policy which recognizes, among other things, that the possession, use or sale of illegal drugs or alcohol in the workplace poses an unacceptable risk to the safety and well-being of patients and technical employees.

19.2	It is the intent of the parties to make every effort to address the misuse of drugs or alcohol treat the problem of drug or alcohol abuse constructively and on an individual basis. The parties further agree that the principal purpose of the policies and protocols are to encourage technical employees misusing drugs or alcohol suffering from alcohol or drug abuse to seek treatment and rehabilitation.

19.3	In administering such policy, the parties further recognize and acknowledge the following principles:

(A) That all technical employees irrespective of duty or responsibility have a duty to report to work in an unimpaired condition;

(B) That technical employees misusing drugs or alcohol suffering from alcohol or drug abuse should be encouraged to report such problem confidentially to the Employee Health Manager and be encouraged to seek appropriate treatment;

(C) That the results of any drug or alcohol test will be maintained on a confidential basis; and

(D) That testing will be conducted in such a way as to assure accuracy and confidentiality of the results. Accordingly, testing will be done at an unaffiliated laboratory in accordance with state, federal, and industry standards.  When a bargaining unit technical employee is subject to drug or alcohol testing, management will inform the employee that they have a right to have a union representative present at the testing and/or meeting before the employee is sent for testing if the employee wants one.  If a union representative is not available within thirty (30) minutes immediately available, the Hospital may nevertheless send the employee out for testing.




[bookmark: _Toc126141942][bookmark: _Toc126142310][TENTATIVE AGREEMENT – 5/1/25]  ARTICE 20 – CHANGES IN PERSONNEL RECORDS
20.1	Each technical employee covered by this Agreement shall have the personal responsibility to keep the Hospital advised of any changes in legal name, preferred name, preferred pronoun, address, telephone number, number of dependents and other changes which may affect taxes or social security coverage.

20.2	Such changes shall be reported to the People Services Human Resources Office in writing on forms provided by the Hospital, as soon after the change occurs as possible. The Hospital shall rely upon the last information provided by a technical employee and shall have no responsibility for failure of a technical employee to promptly report any of the above changes.

20.3	Upon request to People Services, a technical employee has the right to inspect their personnel file. People Services shall provide the technical employee with access to their personnel file, in the People Services Office, during regular business hours.
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