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PREAMBLE

This is anAgreement between SOUTH JERSEY HOSPITAL, Inc., andiBECARE AND
HOSPICECARE OF SOUTH JERSEY, INC., WHOLLY OWNED CPBRATIONS OF
SOUTH JERSEY HEALTHCARE, INC. 2950 College Drive, Suite Viheland, NJ 08360
(hereinafter called the “employer” or “SJH”), and thEALTH PROFESSIONALS & ALLIED
EMPLOYEES AFT/AFL-CIO, (HPAE) 110 Kinderkamack Road, Eswar, NJ 07630
(hereinafter called “HPAE” or the “Union”).

ARTICLE 1 — ONE AGREEMENT

The Union and the Employer agree that unless otherwisel mothe agreement, all language
will apply to all bargaining unit employees. In areasmghierms and conditions may differ
between units or facilities, then the heading in esation or proposal shall be denoted as such.

ARTICLE 2 - RECOGNITION

2.1 South Jersey Healthcare, Inc. hereby recognizddrioa as the sole and exclusive
bargaining agent pursuant to the certification of the Natibabor Relations Board (4-RC-
21179) for the bargaining unit of all full-time and regular figne registered nurses who work
an average of four hours per week, including, Clinical $ists, charge nurses, Clinical
Coordinators, Disability Case Managers, Nurse MidwivagsBl Practitioners, Perioperative
Instructors (OR), Occupational Health Nurses and WomeergeZ Nurses employed by the
Employer.

2.2  Excluded are all other employees, Registered Nunsel®ged by the Employer’s joint
venture with the Kidney Center at Vineland, Registé&tatses employed by a joint venture with
the Community Health Care, Inc., Registered Nursedamg at Impact, Clinical
Reimbursement Specialists, Case Managers, Clinicei®®elations Representatives, Clinical
Research Associate, Marketing Manager (Community SenRe=ource Nurses, Education
Specialists, guards and supervisors as defined in the Ast eXtluded are LPNs, nursing
assistants, orderlies, technicians, Education SpeciAlistsnistrative employees, students,
agency nurses, maintenance employees, directorst&eglisNurses employed by entities not
employed by South Jersey Hospital, Inc.



ARTICLE 3 — DEFINITION OF EMPLOYEE

Whenever the terms “employee” or “employees” are isedinafter in this Agreement, they
shall be deemed to apply only to the employees of theogrepivho are included in the
bargaining unit. The terms “employee” diidrgaining unit employee” are used
interchangeably unless otherwise denoted. The pronouroftighe” is deemed to be inclusive
of the other gender.

ARTICLE 4 - NEW JOB CLASSIFICATIONS

In the event that the Employer establishes a newlggsification which falls within the scope of
Recognition, Article 2, the Employer shall notify thaibh in writing of such an establishment
and shall set the hourly rates and benefits of suckiggobased upon the rates and benefits set
forth in this Agreement. All other terms and condiiamf employmentshall be established by
SJH and shall not be subject to the grievance or arbitrptiocess. SJH shall bargain with the
Union over the effects of such new job classifications

ARTICLE 5 - SUCCESSOR

In the event of a sale of SJH’s operation or any pofiereof that employs bargaining unit
employees, SJH will advise a prospective buyer oékigtence of the Collective Bargaining
Agreement and notify the Union in writing within ninety (2@ys after execution of such a sales
agreement. SJH will meet with the Union in order tayhin over the effects of such a decision
on the bargaining unit as required by law.

ARTICLE 6 - BARGAINING UNIT WORK PREFERENCE
6.1. Per Diem Agency

6.1.1. Preference for all available bargaining unit worldéfged herein) shall be given to
bargaining unit employees over per diem agency registeredsnsupplied through outside
agencies provided that the bargaining unit employee is qualifretthé position. This
preference shall not apply to traveling/contract agencgeas.

6.1.2. A bargaining unit employee may replace a per dientggegistered nurse provided the
bargaining unit employee has notified his or her Managér atiteast 24-hours notice before the
start of the shift. In the event there is less tdamours notice, then SJH shall have the
discretion of whether or not to permit the substitutmondcur. This preference shall not apply
to traveling/contract agency nurses.

6.2. Traveling/Contract Agency

Contract/Traveling Agency nurses are non bargaining unit\idsare contracted pursuant to
the Subcontracting Article of this Agreement. Priocémtracting with Traveling/Contract



nurses, SJH shall post the position pursuant to Articlen8iahat position shall not have been
filled.

6.3. SJH shall mark all shifts that are Per Diem Agemcgveling Agency, and/or Contract
Agency as such.

6.4. Bargaining unit work is defined, for the purposes of thiglaronly, as work
customarily done by registered nurses.

6.5. Except for assistance, supervision, training, and in esgen circumstances, including
but not limited to emergency situations, unanticipated incdeas# acuity or census, unforeseen
absenteeism, or to meet unplanned patient care requitgnsepervisors/managers shall not
perform bargaining unit work and shall not be given a requdéient care assignment.

6.6.  Nothing in this Article limits SJH’s authority to deweland implement a multi-
disciplinary approach to care, or requires SJH to phkefiegaining unit employees over persons
outside of the bargaining unit (e.g., physicians, LPNs, Tetms) or reduce their hours under
this Article — except as set forth in this Article.

6.7. Nothing in this Article limits or prevents supervisqisysicians, LPNs, Technicians, and
other non bargaining unit health care employees from jeirig work for which they are
qualified to perform, unless otherwise specifically sethfan this Article.

ARTICLE 7 - UNION MEMBERSHIP

7.1. To the extent not inconsistent with the law, elygds covered by this Agreement at the
time it becomes effective who are members of the talmall continue membership or choose
Agency status. Employees covered by this Agreement véhnad members of the Union at the
time this Agreement becomes effective, and employeed,hiehired, reinstated or transferred
into a bargaining unit position after the effective datehisf Agreement shall be required, to the
extent not inconsistent with the law, to either:B&come members of the Union within one
hundred (100) days following the effective date of hire, rehgastatement or transfer into a
bargaining unit position, or 2) choose Agency Status withenlamdred (100) days following
the effective date of hire, rehire, reinstatementamdfer into a bargaining unit position.

7.2. Nothing in this Section shall affect the Employeigéts regarding Probationary Status as
may otherwise be provided for in this Agreement. An engdoyho decides not to become or
remain a member of the Union shall nevertheless be eehtaradopt Agency Status and to pay
a fee for service equivalent to the percentage of therhresally charged to members which is
used for activities germane to the Union’s status as this enclusive bargaining representative
(commonly referred to as the Agency fee).

7.3. The Union agrees to inform all bargaining unit employagsn 10 days of Ratification of
the legal rights of employees concerning payment of dugsiration fees and will inform all
new bargaining unit employees of such rights beforenbdeoéeach employee’s probationary
period. Union membership or Agency status as described aballdbe considered a condition
of continued employment with the SJH under thigegement. The failure of any employee to
remain in good standing with the Union by either paying bership dues or the service/agency



fee, based on their choice of status, shall oblig&&thployer, upon written notice from the
Union to such effect, to discharge such person from a lpangainit position. The Employer
shall have fifteen (15) days following the receipt of sucitt@n notice to take action on the
Union’s demand to discharge said employee. If during saidgefitime the employee tenders
or pays the amount lawfully owed, the Union must nohy Employer in writing and the
Employer shall not be required to discharge said employee.

7.4. The Employer and the Union agree that neither ti@ytheir representatives nor members,
shall restrain or coerce any employees in the exeotideir choice of Union membership or
Agency status. Any disputes under this Section shall bectubjehe Grievance and Arbitration
procedure.

ARTICLE 8 - DUES DEDUCTION/PROCESSING

8.1. Dues Deduction

8.1.1. The Employer shall deduct from the total gross pagch bargaining unit employee
who is or thereafter becomes either a member dfithen or chooses Agency Status all dues as
defined by the National Labor Relations Act upon the sufiomsfrom the Union to the

Employer of proper payroll authorization cards volunyagikecuted by the employees from
whom the dues are to be checked off. Such payroll aa#tmm cards are to be in a form that
complies with the National Labor Relations Act.

8.1.2. The Employer shall be relieved from making sutdhack-off” deductions upon: 1)
termination of employment, 2) change of status other ¢din@covered by the Recognition
Clause, 3) layoff from work, 4) unpaid leave of absence/oarb) revocation of the check-off
authorization in accordance with its terms or withliggple law. Upon the return of an
employee from an authorized unpaid leave of absencentpoyer shall immediately resume
the obligation of making such deductions unless notified bgtm@oyee of revocation or of
resignation from the Union. Deductions from employedsred by the employer or reinstated in
the Union shall require a new written authorization.

8.2.  Amount of Dues

The Union shall certify the amount of membership dueses for service to be deducted from
each employee’s total gross pay, whether in the fdrimittation fees, periodic monthly dues, or
authorized assessments, in writing by an authorized Urif@mial. The Union shall notify the
employer in writing of the amount of dues and initiatiees and any change therein.

8.3. Indemnification of Employer

The Union shall indemnify the Employer and hold the Eiygr harmless against any and all
claims, demands, suits and other forms of liability Hyége out of, or by reason of, action taken
or not taken for the purpose of complying with any of thwevisions of this Article. The Union
shall similarly indemnify and hold harmless SJH’s presaak future parents, subsidiaries,
divisions, affiliates, successors, joint employersjiass, and reinsurers, and all persons and/or
entities conducting business for or on behalf of thesées, including but not limited to the



owners, officers, directors, attorneys, agents andames of these entities, both individually
and in their official capacities, and their heirsgextors, and administrators.

8.4. Distribution

Membership dues or fees deducted shall be forwarded to the binitwe tenth (19) day of the
succeeding month following the payroll deduction. The Bygai shall list the names, hours
paid, gross pay and the amount of dues or fees for sendcetdd from each employee. The
Employer will provide the Union with such informationan electronic format used by SJH and
by printed format. The Union agrees to receive paymentrehically via the Automated
Clearing House (“ACH”). The Union shall fill out andlsuit the proper ACH authorization
form.

ARTICLE 9 - INFORMATION

9.1. The Employer agrees to provide the Union with a fisfl@mployees, their addresses,
date of hire, classification, status, Department and, ldiaition of employment, rate of pay,
system id and date of birth, and the amount of dues deduatgdsex months. A separate file
will be provided to match social security numbers antesys.D.

9.2. The Employer will provide a monthly update to this hstuding new hires, changes in
employment status (e.g. active, terminated, LOA), diaasion (e.g. FT, PT, PD, CRT, Baylor),
and location of employment.

9.3.  All information will be provided to the Union in aleetronic format used by SJH and by
printed format on request.

9.4. The Union agrees to keep this information confidentmal,cmmply with all federal, state
and local laws regarding the safe-keeping and dissemmnatitnis information.

ARTICLE 10 - COMMITTEE ON POLITICAL EDUCATION (“COPE") CHECK OFF

10.1. SJH agrees to deduct from the paycheck of all emplopeesed by this Agreement,
voluntary contributions to the HPAE Committee on Radit Education (“COPE”). The Union
shall notify the Employer of the amounts designatedaay eontributing employee that are to be
deducted from his/her paycheck on a bi-weekly basis favesks worked, along with a
Deduction Authorization signed by the employee earninggewd he Employer shall remit to
the Union, on a monthly basis by the 30th day of the mtmlibwing the month in which the
employee contributions are deducted in one check, theatoi@lint deducted, along with the
name of each employee on whose behalf a deductioade,nand the amount deducted from the
employee’s paycheck.

10.2. Ongoing employees may only make this request on anldoasis® during the month of
January. Their decision may not be changed until Jaridhg following year. Newly hired
employees may make this request upon completion ofgih&irationary period. Their decision
may not be changed until the next January.



10.3. The Union and COPE agree to indemnify the Employetahold the employer harmless
for all monies which are deducted in accordance with Ci@BtEuctions, and which are disputed
by the involved employee. The Union, COPE and the erapléyrther agree that all disputed
deductions are to be resolved between the Union, COPHhamariployees themselves without
the involvement of the Employer.

ARTICLE 11 - BARGAINING UNIT REPRESENTATIVES

11.1. Notice and Designation of Employee Bargaining Unit &atatives

11.1.1. The Union will notify SJH of its local bargainiagit representatives employed by SJH
(denoted as “Employee Bargaining Unit Representativagimand in other Articles of this
Agreement) who are authorized to work with SJH asllaatove bargaining representative to
adjust grievances arising under this Agreement. The Wshah notify SJH in writing of the
Employee Bargaining Unit Representatives’ designation atitbaty and any change in either.
All Employee Bargaining Unit Representatives and alterrmates be actively employed by
SJH. SJH is not required to recognize any employee as ployaa Bargaining Unit
Representative unless the Union has complied with titgew notification requirements of this
Article.

11.1.2. For Hospital employees (Bridgeton, Elmer, RMd$, agreed that Employee Bargaining
Unit Representatives shall not exceed forty-five (45plegees who are designated to deal with
the Employer on behalf of the Union. It is furthgreed that there shall be no more than three
(3) Employee Bargaining Unit Representatives per unit. Bonr@unity Services employees,
there shall be no more than three (3) Employee Bargalonit Representatives total of
employees who are designated to deal with the Empéoyéehalf of the Union.

11.2. Conduct and Access Of Employee Bargaining Unit Repréisesta

Employee Bargaining Unit Representatives shall limiaetlvities under this Article to the
adjustment of grievances or complaints arising ursisrAgreement. Employee Bargaining
Unit Representatives shall not conduct any Union meetingslated to the adjustment of
grievances or complaints on SJH property. Employegdiaing Unit Representatives shall
limit all permitted activities under this Section to folowing non-patient care areas or another
area that is designated by SJH:

. RMC - visits shall be limited to pre-scheduled conferegnoens and classrooms;

. Elmer — visits shall be limited to pre-scheduled conferemoms and classrooms;

. Bridgeton — visits shall be limited to pre-scheduled cemfee rooms and
classrooms;

. Community Services — visits shall be limited to a mieesluled conference room

at the Salem facility.



Employee Bargaining Unit Representatives shall perforrh agtivities in a manner that does
not disrupt or impede patient care services. Failure towiahe procedure could result in
discipline — up to and including discharge. Employee Banggibinit Representatives agree to
respect and preserve at all times the confidentialtypaivacy of patients and visitors, and shall
at all times comply with state and federal privacydaw

11.3. Conduct and Access Of Non-employee Union Represastat

11.3.1. Non-employee Union Representatives shall arnaitheéSJH to have access to
SJH facilities to the extent permitted by SJH forsbke purpose of investigating grievances
filed under Article 39. Such access shall be limitedh&ofollowing non-patient care areas:

. RMC visits shall be limited to pre-scheduled conferewnoens and classrooms

. Elmer — visits shall be limited to pre-scheduled conferemems and classrooms

. Bridgeton — visits shall be limited to pre-scheduled confsz@ooms and
classrooms

. Community Services — visits shall be limited to a pteesiciled conference room

at the Salem facility

11.3.2. The Union shall provide 48 hours’ written noticedd’S Chief People Officer
or Director of Labor Relations, or their designdesarrange a time and place for the site visit.
The Union also shall provide in writing the purpose and sobpiee visit, including the
estimated length of time of the visit.

11.3.3. Non-employee Union Representatives shall perdoh duties in a manner that
does not disrupt or impede patient care services and witlomaluct any Union meetings on
company property. Failure to follow the procedure could tesuhe Non-employee Union
Representative being barred from SJH in the future.

11.3.4. Non-employee Union Representatives agree to resmbgrreserve at all times
the confidentiality and privacy of patients and visit@rsd shall at all times comply with state
and federal privacy laws. SJH approval is subject toysafetditions and/or critical conditions
that may exist at the time of the scheduled visit, aatl samply with any and all security terms
and limitations set by SJH.

11.4. Employees conducting activities under Sections 11.2 oolih& Article shall do so on
their own time, and shall not be compensated for saiel. ti

11.5. Orientation of New Bargaining Unit Employees

It is the intention of SJH and the Union to promodél&s a good place of employment and to
educate employees regarding the collective bargaining agreer8JH and the Union will
mutually arrange for a time and place during or aftentve hire orientation period for an
Employee Bargaining Unit Representative to have an opportionggidress new employees.
Such meetings will be non-adversarial in nature andneillexceed Y2 hour. SJH representatives



may be present during the presentation. The EmploysmBang Unit Representative making
such presentations shall do so on non-scheduled timghatichot be paid for conducting such
meetings Such time shall not be considered hours worked forogeof calculation of
overtime or other accruals. The meetings will be hetdeaemployee’s place of employment
unless another location is agreed to by SJH and the Union.

11.6. Union Officials and Union Days

11.6.1. In addition to designating Employee Bargaining Unit €sgpntatives, the Union
shall designate one Bargaining Unit Employee as Presidextf@hson and additional
Bargaining Unit Employees as “Elected Officers” for etatility (Regional Medical
Center (Vineland), Bridgeton, Elmer and Community Servi&adem)). The Union shall
notify SJH in writing of said designations and authcaityl any change in either. The
Employee President/Chairperson and Employee Officest baiactively employed by
SJH.

11.6.2. The Employee President/Chairperson shall britped ten (10) shifts off without
pay each contract year for conducting Union Businessh tBue must be taken off in

full shift increments unless otherwise approved in wribgdsJH. Such time shall not be
considered hours worked for purposes of calculation aftiove or other accruals. These
shifts may be delegated to Employee Officers standingrithEé Union
President/Chairperson.

11.6.3. Whoever is planned to be absent to conduct Uniondagsnot specifically set
forth in other Articles of this Agreement shall submitvritten request to their Manager
within Thirty (30) days’ of the requested leave date. Saithe discretion to approve or
deny such requests based upon its practices and policiesalbutoslunreasonably
withhold approval of a valid and timely request.

11.7. Nothing in this Article is intended to limit the rigl#n employee or Union representative
may have under the National Labor Relations Act oeo#pplicable law.

ARTICLE 12 - UNION BULLETIN BOARD

The Employer will provide a bulletin board by the emgles primary entrance at the Regional
Medical Center (Garden level entrance across frondithiag area), Bridgeton (Magnolia Street
entrance), Elmer (entrance adjacent to the Voluriee), and at the 2d Floor of the
Community Services’ Salem location. Such bulletin boaill have a glass or Plexiglas door
that will be locked for the exclusive use of the EmpéoBargaining Unit Representatives that
are employed by SJH. The bulletin board will be approtetg®24 X 32 inches. The Union shall
not post notices that are not protectable under the iNati@abor Relations Act and/or other
Federal, State or local laws. Each posted notice shialf the signature of an authorized Union
Representative.

ARTICLE 13 - UNION MAILBOX

The Employer shall mount a mailbox with a lock thdlt be provided by the Union. The mail
boxes will be located at each facility next to thddiul board (Regional Medical Center, the



Bridgeton facility, Elmer facility, and Community SerggSalem location) for the use of the
Union. The mailbox shall not exceed the dimensionk6diH x 12"W x 6” D.

ARTICLE 14 - CLASSIFICATION OF EMPLOYEES
14.1. Regular full-time (“RFT”)

14.1.1. Hospital employees who are regularly scheduled th avorinimum of 40 hours
per week are considered to be RFT employees — excegintpéiyees regularly
scheduled to work three (3)12-hour shifts shall also bsidered Regular Full Time
employees.

14.1.2. For Community Services:

14.1.2.a. (“RFT”) employees are regularly scheduled t&waninimum of 40 hours per
week — except that employees regularly scheduled to wog& {8) 12-hour shifts shall
be considered Regular Full Time employees.

14.1.2.b. Regular after hour employees (RAHE) are graplowho are regularly
scheduled to be on-call and available to work between 4108l 8:00 am Monday
through Saturday, 8:00 am Saturday to 8:00 am Monday, as wellidays and other
times the office is closed.

14.2. Regular part-time (“RPT”) employees are employeespecifically mentioned in
Section 14.1 above that are regularly scheduled to waskhes 80 hours per pay period but not
less than 40 hours per pay period.

14.3. Per Diem employees are irregularly scheduled emgdouytilized by SJH to provide
continuity of coverage.

14.3.1. Per Diem employees in the hospitals must wanknimum of sixty (60) hours
with thirty-six (36) hours being scheduled as weekend hoanry @inety (90) days. This
averages one (1) weekend (two shifts) every six (6) waetone (1) twelve hour (12) shift per
month but not necessarily consecutive weekend days.

14.3.2. Per Diem employees in the hospitals must ledsted to work at least one
twelve (12) hour shift on one (1) winter and one (1) sunmmdiday on a rotating basis: Winter
Holidays - Thanksgiving, Christmas, New Years; Summaiddys — Memorial Day, July 4th,
Labor Day.

14.4. CRT employees are designated employees that agsepi-wide assignments within a
predefined clinical cluster.

14.4.1. CRTs must have at least two (2) years of elireigperience in the clinical
cluster that they are hired into. This clinical expece must be recent and within the last
two (2) years.



14.4.2. CRTs must select one or more clinical clusters the groupings
designated by SJH for which they are competent.

14.4.3. Orientation to the respective areas will bargyed through the CRT
Manager and/or the Unit Nurse Manager.

14.4.4. SJH shall schedule CRTs at its discretion exseptharwise provided for
in this Agreement

14.4.5. CRTs are required to work a minimum of one twigl2¢ hour shift or
two eight (8) hour shifts every month. There are no reqents for weekends or
holidays.

14.4.6. If a CRT employee does not work within a six (6) imgetriod of time, it
will result in discharge and forfeiture of CRT status.

14.4.7. CRTs will forfeit their status if they call aabre than four times in a
calendar year on a day when they have been pre-sctadulerk.

14.4.8. CRTs are required to complete all annual mandatorytexduaa well as
certifications and licensure identified for their assigokical cluster. CRT staff must
attend one (1) Skills Fair event during the calendar. y&slure to do so will result in
discharge. Certifications are the responsibility of@HT.

14.5. Temporary employees are employees hired by SJHof@saribed period of time, not to
exceed six (6) months.

14.6. Probationary Employees. All employees in thest 100 days of employment, exclusive
of approved leave, shall be classified as “ProbatioBangloyees”, whose continued
employment is qualified by and contingent upon the sucdessfopletion of training and
orientation. The right to release employees duringthployee’s training and orientation period
shall be vested exclusively with SJH without regard toathgr provision of this Agreement.
SJH shall have the right to exercise its own judgndening this period as to fitness for retention
as an employee. The Grievance and Arbitration proviseh$orth in this Agreement shall not
apply to Probationary Employees with regard to disci@ing/or discharge and/or to any
extensions of the probationary period. SJH has theatytho extend the probationary period
past 100 days. SJH has the authority to extend the pyoaatiperiod an additional 30 days.

14.7. Traveling, Contract and/or Per Diem Agency regidteugses are nurses retained
through an outside entity for a specific term underShibcontracting Article of this Agreement.
Traveling, Contract and/or Per Diem Agency registeredas are not employees of SJH, and
therefore, are not part of the bargaining unit. Exceptlarwise provided for in this Agreement,
the terms and conditions of Traveling, Contract anB&arDiem Agency registered nurses shall
be within the sole authority of SJH, and shall haveigiats to bring grievances or arbitration
under that process.

10



ARTICLE 15 - Regular Weekend Registered Nurses

15.1. Recognizing the desire of some Registered Nurses toomlyriveekend shifts, and in
order to promote staff recruitment and retention, arahaad to fill vacancies on various units
on weekends, SJH may, at its discretion, impleméRegular Weekend Registered Nurse”
program to hire Registered Nurses to work twelve hour weedtafid. These Registered Nurses
shall be classified as “Regular Weekend Registered Nurggsployees hired into the Regular
Weekend Registered Nurse program are required to have munmnof two (2) years of
experience as a Registered Nurse. This requirement magibed at the discretion of SJH.

15.2. Regular Weekend Registered Nurses shall work a minmhimo (2) weekend shifts
per weekend.

15.3. A *“weekend shift” shall be defined as 12 Y2 consecutiveshainich shall include a 30
minute unpaid lunch period, on any of the following: Friday 6:48ba, Saturday 6:45a-7:15p,
Saturday 6:45p-7:15a, Sunday 6:45a-7:15p or Sunday 6:45p-7:15a.

15.4. Regular Weekend Registered Nurses (“RW”) shall a¢€fi@time at the same rate as
Part Time employees. All PTO time shall be requestedagproved according to the practices
and policies of SJH for other Registered Nurses. All Biir@ shall be used in 12-hour intervals.
However, RWs shall be permitted to use PTO time imtlean 12-hour intervals if called off by
SJH. There shall be no “advancing” or “borrowing” @i@time.

15.5. Compensation:

The hourly rate for Regular Weekend Registered Nursdisbghthe same rate as other
Registered Nurses with like experience and tenure (See Bcale).

15.6. Rest periods: There will be two (2) paid 15-minute restkdsreach 12-hour shift. One
(1) break will be taken in each of the first half ardand half of the shift.

15.7. Holidays:

Regular Weekend Registered Nurses are required to work holfiday$ holidays occur during
their scheduled weekend shifts. Regular Weekend Regidteneses shall be paid for holidays
under the same terms and conditions as Regular FullRegéstered Nurses.

15.8. All Regular Weekend Registered Nurses shall be difpblhealth benefits artdition
reimbursement equal to Regular Full-Time employees.alFother terms and conditions of
employment and benefits, Regular Weekend Registered dNsinadl be considered similarly to
Regular Part Time Registered Nurses.



15.9 Baylor Program

15.9.1. SJH may, at its discretion, implement a “Balloygram” to hire Registered
Nurses to work two twelve hour weekend shifts at 1.5 timeis tbgular rate of pay.
These Registered Nurses shall be classified as “Baylmed.” Current employees
working under the Baylor Program shall have the optiocoatinuing to work under the
terms and conditions of the Baylor Program as sé faglow. This Article shall not be
construed as a guarantee of hours of work per day or p&r wee

15.9.2. Employees in the Baylor program are required te aawinimum of two (2)
years of experience as a Registered Nurse. This reqntamay be waived at the
discretion of SJH.

15.9.3. Work Requirements: Minimum work requirements in é@ctveek period,
beginning with the date of hire, are as follows:

15.9.3.1. Each employee will be scheduled 7 out of everyeRemels. The Employer will
make reasonable efforts to schedule each employee G§vansecutive weekends on,
followed by one (1) weekend off.

15.9.3.2. A weekend shift shall be defined as 121/2 consecutive imzluding a 30
minute unpaid lunch period on any of the following: Friday 6:45fba, Saturday 6:45a-
7:15p, Saturday 6:45p-7:15a, Sunday 6:45a-7:15p or Sunday 6:45p-7:15a.

15.9.3.3. Nothing in this section prohibits a Baylor Nursenfieorking additional shifts.
15.9.4. Compensation:

15.9.4.1 The hourly rate for weekend hours worked up to twentykours on the
weekend schedule shall be at 1.5 times the RN’s basefrpss.

15.9.4.2. All additional hours worked above the twenty-foaur weekend requirement,
up to 40 hours total for the week, will be paid at the nbbasae rate (not 1.5 times the
base rate).

15.9.4.3. Hours worked beyond 40 in the week will be paid & &nd one half of the
employee’s normal base rate.

15.9.5. Rest periods:

There will be two (2) paid 15-minute rest breaks each 12-hoftr Gnie (1) break will be
taken in each of the first half and second half ofsthié.

15.9.6. Holidays:

Employees will be required to work holidays if they thiring their scheduled, weekend
shifts. The holiday worked shall be paid at the weekemdafgpay defined in section B
above. Double time is not paid for holidays worked fromddy 6:45 pm to Monday 7:15
am.



15.9.7. Benefits:

Employees shall be considered part time employedafdopurposes of all benefits,
except that Baylor Nurses are entitled to full-timi#ida reimbursement, and are not
entitled to PTO or LTS.

ARTICLE 16 — PERSONNEL FILES

16.1. SJH maintains a personnel file on each employeepditsonnel file includes such
information as the employee’s job application, resuydocumentation of performance
appraisals, and other employment records. These filebeapoperty of SIJH, and access to the
information they contain is restricted. Generallglyosupervisors and management personnel of
SJH who have a legitimate reason to review informaitica file are allowed to do so.

16.2. Employees may arrange to review their own persoimelutside of the time the
employee is scheduled to work or during the employee’klmezvided that the employee can
return to work on time. Employees must contact HuRasources to schedule a time to review
their own personnel file, as the employee’s revieWnagquire a member of Human Resources to
be present at the time of the review. Generally, HuR@sources shall be available for file
review between the hours of 8:30AM and 4:00 p.m. Monday thréudhay (except legal
holidays) or at another specified time by special arraegémith Human Resources. Generally,
24 hours minimum notice is required to review personred fil

16.3. The employee may review and receive copies of higéreonnel file, which typically
includesemployee evaluations, disciplinary records, and correkpue from the employee to
SJH or from SJH to the employee. The employee phglto SJH a fee of $0.25 per copy.

16.4. Parties other than SJH or the employee requestirgiéav or receive information from
an employee’s personnel file must provide a releasedigy the employee, unless such
information is requested pursuant to: 1) a court ordea,Va&)Jid subpoena, or 3) as otherwise
required by law.

ARTICLE 17 — NON-DISCRIMINATION

Neither the Union nor SJH will discriminate against amployee or applicant for employment,
based upon Union membership or status.

ARTICLE 18 - RESIGNATION

18.1. Employees who voluntarily resign their employnfeotn SJH shall give three (3)
weeks’ written notice of resignation to their direzhnager with a copy to Human Resources.
SJH may waive all or part of the notice period at igsr@tion.

18.2. As the purpose of the notification period is to erageiemployees to help SJH with an
orderly transition before leaving employment, employeles are in the three-week notification
period may not use any paid leave time that has notdg@oved pursuant to the procedures set
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forth in Scheduling of Extended Paid Time Off during this gendthout the written consent of
SJH, who shall have sole authority to permit or regeich leave request.

18.3. Failure to give proper notice and/or to attend an exitviate will result in the
employee’s ineligibility for rehire and loss of unused?

18.4. Once an employee has resigned, Human Resourdeschiealule an interview on the
employee’s scheduled workday within the three week pefidd employee shall return any
keys, ID badges and other SJH property to his or her depdrtmasager.

ARTICLE 19 — DUTIES AND RESPONSIBILITIES

RNs will perform duties as contained in their job dgg@ns and consistent with the duties they
have historically performed. RNs may be required to perfiuties beyond these functions in an
emergency or other circumstances, provided such dutieslaedreo Nursing practice.

ARTICLE 20 — TRAINING & ORIENTATION

20.1. SJH shall provide training and orientation to new eyagls.

20.2. The orientation period may be extended by SJH afteudtation with the preceptor
(Hospital)/mentor (Community Services) and employee.

20.3. SJH shall provide written orientation informatiod arcopy of appropriate evaluation
documentation to each new employee at the start afrteetation period. SJH may also provide
additional information and documentation at the sthadr during the orientation and training
period.

20.4. During the orientation period the new employee shalkbgned a primary preceptor
(Hospital) and Mentor (Community Services) consisteith the Precepting Article of this
Agreement. However, nothing in this Article prohibits Sdéhf assigning additional and/or
substitute preceptors/mentors to new employees cortsigtérthis Agreement.

20.5. SJH shall make reasonable efforts to ensure thaethemployee’s schedule shall be
identical to his or her preceptor/mentor or an additisubstitute for the length of the
orientation, except when waived by mutual agreement d¥idneager, preceptor and orientee.

20.6. The employee will be not considered in the staffuingbers until all orientation
requirements have been completed.

20.7. When an employee transfers to another unit, ohisreiehired by SJH and/or returns

from leaves of absence, SJH shall offer training ancht@ti®n based upon SJH’s assessment of
the needs of the employee.

14



ARTICLE 21 — HOSPITAL LABOR MANAGEMENT COMMITTEE

21.1. SJH and the Union agree to establish a Labor/Manag€uoenmittee that will
meet to discuss and resolve issues of mutual concera tonibn and SJH, in accordance
with the following guidelines:

21.1.1. All meetings of the Labor/Management Commitidiebe held at mutually
agreed to times.

21.1.2. Meetings will take place at each facility (Bridget®imer, RMC) on a rotating
basis.

21.1.3. Meetings shall last no longer than two (2) houlessarmutually agreed to by the
parties.

21.1.4. Employees who are regularly designated as Laboafjiéement designees shall be
paid their base hourly rate for time spent at the mggtiwith a maximum of two hours
paid. Time spent at these meetings shall not be cenesichs time worked for the
purpose of computing PTO or overtime.

21.1.5. Meetings shall be held bimonthly (6 times per yaag egularly scheduled day
and time. However, more frequent meetings may occur thgomutual agreement of
the parties.

21.1.6. The Committee is not intended to circumvent thergnice procedure or the
collective bargaining process.

21.1.7. The Union is permitted to select up to four (4) engdalesignees to attend
meetings of the Labor Management Committee. LikewBIé] is permitted to select up
to four (4) management designees. Either party may iathier employee participants
based on mutual agreement, if needed.

21.1.8. One week before the scheduled meeting, the Uradirssbmit an anticipated
agenda. If no agenda is submitted the meeting may bellsghcThe Union shall also
notify SJH of the proposed attendees at least one praskto the meeting. The
Employee Designees will be released if working to atrch meetings. Invited
attendees are responsible for requesting time off pursoiéim policies and practices of
South Jersey Healthcare. SJH shall not unreasonattiiaia approval of a valid and
timely request.

21.1.9. SJH and the Union reserve the right to canceimgseCanceled meetings shall
be rescheduled, if needed, within a reasonable period.

21.2. The Union and SJH will hold its first meeting otbommittee within sixty (60)
days of ratification by the Union of this Agreement.
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ARTICLE 22 — COMMUNITY SERVICES LABOR MANAGEMENT/STAFF ING
COMMITTEE

SJH and the Union agree to establish a Labor-Managestefiitig Committee that will meet bi-
monthly at a regularly scheduled time and place and cafdistee (3) members appointed by
the Union and three (3) members appointed by SJH. Emplowkdée released if scheduled to
work and time spent at such meetings will be counted as eorked. Cancelled meetings
shall be rescheduled for the following month.

ARTICLE 23 - COMMITTEES

23.1 The Employer shall have the right to establisth c@mmittees and to continue any
current committees in the workplace that involve bargainmgemployees. The employer shall
notify the Union of all standing committees or when reammittees are established by the
Employer that includes bargaining unit staff. This nadtfien shall include the name, purpose,
approximate frequency and bargaining unit staff involved. Cot@enmembers shall be
afforded time to attend such meetings. Participatiailisuch committees shall be voluntary.
Employees will receive their regular rate of pay fiieradance at all meetings

23.2 SJH shall not use such Committees as a substtube ¢ircumvention of bargaining
obligations it has with the Union under the law andwash there shall be no changes in wages,
hours or working conditions of bargaining unit members asudtref decisions made in such
Committees.

ARTICLE 24 — PRECEPTORS AND PRECEPTOR DIFFERENTIAL

24.1. Hospital: As part of the orientation process, Sits discretion, shall provide an
orienting hospital employee with a Preceptor as sét fo Article 20 for new Hospital RNs.
SJH shall have the authority to select preceptors inside or, if there are no qualified
volunteers, outside of the bargaining unit, and SJH blaakk authority over the selection
processes and criteria, including but not limited to thbauy to appoint, reject, and/or remove
employees from the Preceptor role.

24.2. Precepting will be voluntary and open to all nurses fuffill SJH’s requirements for a
preceptor, as determined by SJH. Qualified preceptorstshalisigned on a fair and equitable
basis.

24.3. All employees in the bargaining unit who perform théedwf a preceptor shall receive a
differential of one dollar and fifty cents ($1.50) toitHgase hourly rate for all hours worked as a
preceptor. The Preceptor Differential shall not be cedimthen calculating any applicable
overtime rate to the extent permitted by law.

24.4. As part of the Community Services orientation proc&3d at its discretion, shall

provide an orienting Community Services employee witheatidr as set forth in Article 20 for
new Community Services RNs. SJH shall have the awtorgelect mentors from inside or
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outside of the bargaining unit, and SJH shall have aughorér the selection processes and
criteria, including but not limited to the authority to apporefect, and/or remove employees
from the mentor role. All employees in the bargaining assigned as mentor for Community
Services under Article 20 shall receive a differentiadind dollar ($1.00) to their base hourly
rate for all hours worked as a mentor. This Differdseall not be counted when calculating any
applicable overtime rate to the extent permitted by Mentoring will be voluntary and be open
to all nurses who fulfill SJH’s requirements for a neenQualified mentors hall be assigned on a
fair and equitable basis.

24.5. Preceptor pay does not apply to Nurse PractitionerargseMidwives unless nurses in
these positions precept staff RNs.

ARTICLE 25 — HOSPITAL STAFFING
25.1. Preamble & Statement of Intent

In order to provide quality patient care, ensure the healthsafety of employees, and retain and
recruit qualified employees, SJH agrees to provide adeqadfiagsin all units. SJH and the
Union further agree that staffing needs fluctuate over éintethat SJH requires the flexibility to
respond to these fluctuating needs in a timely fashion. idaagly, SJH may, in its discretion,
adjust staffing as the needs of the patients and gteraydictate.

25.2. Staffing Levels

25.2.1. The Hospital shall abide by all staffing guidelinesnpiigated by the New Jersey
Department of Health and Senior Services (NJDOHSS)ldimt Commission for the
Accreditation of Acute Hospital Organizations (JCAHQ)d any accrediting or
licensure agencies to which SJH is legally bound. Furthexnin the event that staffing
levels and ratios are mandated by state and/or federsl &JH agrees to abide by such
levels and ratios.

25.2.2. SJH shall, in its discretion, consider the msimal standards developed by
recognized Specialty Nursing Organizations, as well as bgadth professional
organizations, to further define staffing guidelines.

25.2.3. SJH shall, in its discretion, consider staffepmmendations from the Staffing
Committee as well as other committees.

25.2.4. SJH and the Union shall continue to encouragecktaffing models.

25.3. Staffing Committee

25.3.1. SJH and the Union agree to establish a Staffing @teerthat will meet to
discuss and resolve issues of mutual concern to the @nwi$JH, in accordance with
the following guidelines:

25.3.1.1. All meetings of the Staffing Committee will lddhat mutually agreed to times.
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25.3.1.2. Meetings will take place at each facility @@eton, Elmer, RMC) on a rotating
basis.

25.3.1.3. Meetings shall last no longer than two (2) hoalesss mutually agreed to by
the parties.

25.3.1.4. Employees who are regularly designated as Std#gignees shall be paid
their base hourly rate for time spent at the meetwgh a maximum of two hours paid.
Time spent at these meetings shall not be considerache worked for the purpose of
computing PTO or overtime. Union employee-invitees si@llbe paid for attendance at
the meetings.

25.3.1.5. Meetings shall be held bi-monthly (6 times per)y@aa regularly scheduled
day and time. However, more frequent meetings may ocaur g mutual agreement
of the parties.

25.3.1.6. The Committee is not intended to circumvengtleance procedure or the
collective bargaining process.

25.3.1.7. The Union is permitted to select up to four (4)leyee designees to attend

meetings of the Staffing Committee. Likewise, SJH ismed to select up to four (4)
management designees. Either party may invite other eaglogrticipants based on

mutual agreement, if needed.

25.3.1.8. One week before the scheduled meeting, the Umadirsgbmit an anticipated
agenda. If no agenda is submitted the meeting may belleahdhe Union shall also
notify SJH of the proposed attendees at least one premito the meeting. Proposed
attendees are responsible for requesting for time oftiputdo the policies and practices
of South Jersey Healthcare. SJH shall not unreasonatbllgold approval of a valid and
timely request.

25.3.1.9. SJH and the Union reserve the right to caneetings. Canceled meetings shall
be rescheduled, if needed, within a reasonable period.

25.3.2. The Union and SJH will hold its first meetinglo$ tcommittee within sixty (60)
days of ratification by the Union of this Agreement.

ARTICLE 26 — STAFFING, COMMUNITY SERVICES

26.1. Staffing - Eight Hour Employees — Homecare and ide<pare.

26.1.1. SJH shall assign case management load and ottketovRegular full time and
Part time eight (8) hour employees at a volume tid&t 8etermines should be completed
typically within a regular 8-hour workday — inclusive cdf§tmeetings, paid breaks,
charting, and travel between patients and exclusive af bmeaks and the typical or
average commuting time to the first destination and hiome the last destination.

26.1.2. Employees who cannot complete their daily cadeldlicontact their supervisor
no less than two (2) hours before the end of theft ahd shall communicate the work
that cannot be completed that workday.
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26.1.3. SJH shall not require employees to work invofilngaast their regular 8-hour
day except in unforeseen emergent circumstances. Nothihg iArticle prohibits an
employee from volunteering to work past their scheduletkday - provided that the
employee has the express approval of their supervisor.

26.2. Staffing - Per Diem Employees and 12 Hour Shift EmeleyeHomecare and
Hospice Care.

26.2.1. SJH shall assign work to Per Diem Employedsl@aHour Shift Employees at a
volume that SJH determines should be completed typiaatihn their regularly
scheduled shift — inclusive of staff meetings, paid bregiesting, and travel between
patients and exclusive of meal breaks and the typicalenage commuting time to the
first destination and home from the last destination.

26.2.2. Employees who cannot complete their work wititact their supervisor no less
than two (2) hours before the end of their shift andl sbaxmunicate the work that
cannot be completed that workday.

26.2.3. SJH shall not require employees to work invofilypgaast their regularly
scheduled shift except in unforeseen emergent circumstaviotsng in this Article
prohibits an employee from volunteering to work pastrtbcheduled shift — provided
that the employee has the express approval of theinsspe

26.3. Employees who reasonably believe that their safatybe compromised at an
offsite visitation shall immediately contact theupgrvisor before entering the home.
Employees who reasonably believe that their safdtyeatened shall immediately contact 911
and thereafter contact their supervisor. Employeesre@sonably believe that their safety may
be compromised because of dangerous travel or othertiomsdshall contact their supervisor
immediately. Requests to be exempt from these vigli®iot be unreasonably denied.

ARTICLE 27 — REASSIGNMENT (FLOATING & PULLING)

27.1. SJH recognizes the benefits of having employeesiwtikir assigned units on a
regular basis and shall use reasonable efforts to mamireassignment outside of a designated
unit. However, in emergency situations, unanticipateceased unit acuity, unforeseen
absenteeism, to meet patient care requirements, ortvaeensus in a unit decreases or
increases, SJH shall have the right to float, pull an&assign qualified employees to provide
patient care in the reassigned unit (hereinafter doldy referred to as “reassign”). In such
cases, employees shall accept temporary reassignonethier units or campuses as requested as
follows:

27.2. First, to the extent feasible, qualified voluntealsbe sought from among
available staff on the affected unit.

27.3. If no qualified volunteers are available, then invi@unreassignment shall be
done in the following order:

27.3.1. Qualified Agency nurses
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27.3.2. Qualified CRT

27.3.3. Qualified per-diem; then

27.3.4. Qualified employees who are doing voluntary esttifis; who have first
been given the option to leave work.

27.3.5. Qualified RPT/FT/RW.

27.4. SJH will not reassign a nurse where SJH deterntiaeshie nurse is unable to
meet the requirements of the reassignment. An emplokeds reassigned shall not be
responsible to care for patients or operate equipmengaitiie employee is appropriately
gualified and oriented. Patient care assignments shalitbm the educational and skill level of
the floated nurse. If the nurse believes that thgmasent is beyond his or her skill level, he or
she may raise the issue with the supervisor and thenassig shall be evaluated by the
supervisor and adjusted if necessary.

27.5. Qualified RPT/FT/RW employees will be reassigned ggpat the unit based
rotation system, unless there is a need for specialigeztience or licensed personnel.

27.6. Floating Guidelines. SJH shall use reasonable fid®n involuntarily
reassigning to reassign RNs to another patient carehaitstwithin the same clinical groupings
where the RN is qualified for reassignment:

1 | ED; RMC ED may be reassigned to the RMC observation Meiti-Surg/Acute Care RNs may be
reassigned to Med Surg patients who are holding in the EDsarvation; Critical Care RNs mbhg
assigned to patients holding in the ED or observation.

re.

2 | ICU, PICU, Step Down; in addition, PICU/Stepdown mayéassigned to Med-Surg/Acute Ca
3 | Dialysis
4 | MedSurg, Acute Care, TCU, Observation; Med Surg/Acute RBiemay be assigned to Med

Surg/Acute Care patients who are located in Peds.

Mental Health (adult and adolescent)

PACU, SDS, Endo and PAT

5
6 | OR
7
8

Mother Baby / L&D

9 | Transitional Nursery / Special Care Nursery / Peds

10 | Cardio Pulmonary/Cath, Rehab, Stress Testing

11 | Elmer LDRP

12 | Closed units are not generally available for reassignment

Nothing in these guidelines prevents SJH from reassigningfétNise purposes of teaming with
RNs and other medical staff in other clinical grouping®tm multidisciplinary, multiclinical
groups such as the Rapid Assessment Team and CVA Codeteachare not considered
floating. If a Critical Need is determined by SJH, a aumay be reassigned outside their
clinical grouping provided that the patient care assignmemitiign their level of competency.

27.7. Employees working 12-hour shifts will be included inrtitation, and may be rotated at
the 4 or 8 hour point in their shift.
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27.8. Employees may be floated only once per shift unléssaitbe floated back to their home
unit.

27.9. New graduates/new employees generally will notdesigned during and for three
months after orientation ends. When possible, Preceptbiie precepting, will not be included
in the reassignment of staff. If, however, a Prameigtreassigned, the new employee must also
accept the same reassignment.

27.10. Calls to staff to rotate to another campus will be rhgdlee Supervisor or Staffing
Coordinator, to the employee’s home, when possible.thd employee’s responsibility to check
for messages, or to call the Supervisor or Staffing Officeonfirmation, if in doubt.
Reassignments may take place without prior notice.

27.11. Employees who are floated between campuses stellea differential of $5.00 per
hour. However, RNs working in the RMC and Bridgeton Emecgdepartment and the RMC
and Bridgeton Dialysis Department who move between Braagand the RMC shall not be
considered a reassignment under this Article unless teegassigned after the start of their
shift. RNs shall be paid travel time to and from the mases and reimbursed for miles driven
pursuant to IRS regulations.

27.12. Employees who float outside of their clinical gingp above shall receive a differential
of $2.00 per hour.

27.13. Except 27.1, 27.2, 27.4, and 27.12 above, nothing in tlie atiall apply to voluntary
reassignment.

ARTICLE 28 — MIDWIVES

28.1 Midwives shall be eligible for the following benefits

. $ 3,000.00 per year to maintain Midwifery Certification, evhshall follow the
reimbursement program set forth for the National Cediifon below, 29.1.2 and 29.1.3;

. 40 hours of paid education time at the employee’s cledlhourly rate to attend
educational conferences approved at the discretion of SJH;

. cost of New Jersey midwifery license; and

. cost of malpractice insurance premiums for careeéled Women'’s Center patients, or

when acting as first assistants on private practidengat
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ARTICLE 29 — NATIONAL CERTIFICATIONS
29.1 Approved National Certifications — Regular Full Timd &egular Part Time Employees.

29.1.1. South Jersey Healthcare encourages employkekltoationally recognized
professional certifications and provides financial assegdor educational endeavors that are
required for obtaining or maintaining job-related certtimas.

29.1.2. SJH will reimburse the employee for the coshe@finitial and any subsequent re-
certification examinations, preparatory courses fordvati Certifications related to the nurses
current practice and approved by SJH in its discretionh, grovided the employee takes and
successfully passes such examinations in full. Such fedishe reimbursed upon receipt of the
renewal card and proof of payment. An employee obtaimngparoved National Certification
will be scheduled off to attend preparatory courses #sawde scheduled off to sit for the actual
day of the examination, provided the employee provides adeadwedace notice (thirty (30)
days prior to posting of schedule) so the time can bedstdgek without adversely effecting
patient care. Such time shall be unpaid but the emploggeutilize available PTO to cover time
spent up to a total of forty (40) hours of pay in a week. Sinwh is not considered work time for
purposes of computing overtime.

29.1.3. To the extent that SJH provides preparatory cofmsB&tional Certification, employees
shall not qualify for course reimbursement for such couedemn outside of SJH.

29.1.4. Continuing Education Credits (CEs) used to maintiomal certification are excluded
from reimbursement under this Article.

29.1.5. Eligibility

This benefit is only available to regular full-time and daegypart-time employees who have
completed their probation period of employment.

29.1.6. Covered Expenses

29.1.6.1. For one-day courses, the program will covecdkeof the course and mileage (at
prevailing IRS reimbursement rate). The program will alseer the cost of lodging for one-day
courses provided that travel distance is greater than 188 arirequire more than one and one-
half hours of travel time.

29.1.6.2. For courses that last for more than one dayrtigram will cover the cost of
meals to a maximum of $30.00 per day. The cost of alcohelierbges will not be reimbursed.
The program will also cover the cost of lodging forsenenultiple day courses provided that the
travel distance is greater than fifty miles or wowduire more than one hour of travel time by
car.

29.1.6.3. The program will cover the cost of reasonalpermrses necessary to travel to and
from courses described above. These expenses can incledgenihirfare, train tickets, bus
tickets, cab fare and the cost of other reasonable noéaresportation.



29.2

29.1.7. Reimbursement Procedure

To receive reimbursement of the costs associated yitoaed course/exam
taken, the employee must take the following steps:

. Complete the Certification Reimbursement Request fnrdhsubmit it to
the appropriate Nurse Manager or Clinical Director feren® and signature. The Nurse
Manager or Clinical Director will review the form andrify that the course/exam in
guestion is related to the employee’s current job aad spproved National
Certification.

. After the course/exam is successfully completed, gytmmof of
satisfactory completion of the course/exam and propagment within 30 days to the
Nurse Manager or Clinical Director, along with a billvoice or other documentation
that shows the cost of the course.

. The Nurse Manager or Clinical Director will revievet@ertification
Reimbursement Request to ensure program compliance, drstiliit to finance for
processing.

Maintenance of required courses and certificatiohS (BCLS, PALS, NRP, TNCC.
ENPC), Skills Fair, and other Mandatory Education

29.2.1. Employees will see that all other certificasi and courses are kept up to date
and renewed as required for their positions. SJH shallgedhe following courses to all
regular full time and regular part time employees anddfen and CRT employees who
work greater than 1000 hours in a calendar year: BLS, AGLES, NRP, TNCC, and
ENPC. Skills Fair and other mandatory education, i.@ltH&tream, shall be provided
by the employer to all employees. All employees signindor these courses shall pay
nominal deposit, which is returned upon completion ofstiteeduled class.

29.2.2. Failure to maintain a valid certification requibgdheir position will result in the
employee being immediately suspended from work withoutapaywithout PTO until
such time as he/she obtains the certification artdkas the required course. Any
employee who fails to obtain certification and/or téke required course within 30 days
after expiration shall be subject to termination.

29.2.3. Employees will be paid to attend these requiredsesuhowever such hours shall
not be counted toward the computation of Overtime.dfdimployee does not maintain
the certification or take the course as required, theame will take the course on their
own time and pay for the class at the going rate.

29.2.4. American Heart Association courses are theappyoved courses for BLS,
ACLS, PALS and The American Academy of Pediatriahésonly approved course for
NRP. SJH will not accept online courses in lieu of dataarses for these programs. Any
employee with a current card from another provider balloffered a free course with
refundable deposit to achieve course completion from AHAAP.
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NOTE: As of January 1, 2008, the 30 day grace period for eateofthe expiration
dates for BLS, ACLS, PALS, and NRP cards is eliminaegbiration occurs at the end
of the month listed on the card.

ARTICLE 30 — PROFESSIONAL LICENSE REQUIREMENTS

Employees will see that their license is kept up to daterenewed as required by law. Failure
to maintain a valid licensure under State/Federal law @sllit in the employee being suspended
from work without pay and without PTO until such timehasgshe obtains the licensure. Any
employee who fails to obtain licensure 30 days afterrabpn shall be terminated.

ARTICLE 31 — TUITION ASSISTANCE

31.1. South Jersey Healthcare and HPAE support emplayéasii efforts to continue their
education that benefits the employee, the Health Byatel our patients. SJH provides financial
assistance to employees for these educational endeavors

31.2. During each calendar year, regular full-time and aegart-time employees who have
completed their probationary periods shall be eligibledombursement of their tuition upon
presenting proof of the successful completion of couedesn related to the attainment of
Nursing graduate or undergraduate degrees, as approved by SJH.a#pphal not be
unreasonably denied.

31.3. Successful completion of the course shall be defisedthieving a passing grade of “C”
or pass in a pass / fail course or better for undergradoatses, and a “B” or better for graduate
courses. Tuition benefits shall not be paid if the @ygé is not employed in a regular full- or
part-time position at the time of the completionlad tourse(s) and shall be repaid by the
employee in the event the employee does not remaioged by SJH for twelve (12) months
following completion of the course(s).

Annual limit
Full-time employee taking undergraduate and|d$4,000.00

graduate courses
Part-time employee taking undergraduate and §2,000.00
graduate courses

31.4. Employees with two or more years of bargaining unibsgy may request prepayment
of Tuition Assistance upon submission of the Tuitionigtasice Application with the
understanding that such payments will not be made maretkiirty (30) days before payment to
the educational institution is due.

31.5. Should the employee not provide evidence of successhyletion, or is no longer

employed in a full- or part-time position at the coniple of the course, or is not employed for a
minimum of twelve (12) month period following the conte of the course, the Employee
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shall be required to repay any Tuition Assistance paymanisunpaid leaves of absence shall
not count towards the minimum 12-month employment req&iném

ARTICLE 32 - SENIORITY

32.1.

32.2.

Definition of Seniority

32.1.1. System Seniority is defined as the length of timenaployee has been
continuously employed at SJH. “Continuously employed'Guontinuous Service” for
the purpose of seniority only will include all authorizeddpand unpaid leaves of
absence — provided there is no break in service as defid2Mielow, or where state or
federal law, or applicable benefit plans, dictate othezwi

32.1.2. For existing employees, upon ratification barggiaimt, seniority shall be
defined as the length of continuous service with the eyaplfsom the date of last hiring
in a bargaining unit position governed by this Agreement aalll Is& computed in
continuous years, months and days from the date of lasinttine bargaining unit
position. Continuous service for the purpose of senionty will include all authorized
paid and unpaid leaves of absence of one year or lessl@daviere is no break in
service as defined in Section D below.

32.1.3. For employees hired into a bargaining unit positicen Hfe date of ratification of
this Agreement, bargaining unit seniority shall be definedras start on, the date on
which an employee was hired into a bargaining unit pesiB@rgaining unit seniority
shall be computed in years, months and days.

32.1.4. Bargaining unit seniority lists for EImer, RMC, andi§eton facilities shall be
combined. These lists shall not be combined with Comm&atyices, which shall
maintain its own Bargaining Unit seniority list. Howewsr employee will not lose
bargaining unit seniority if he or she transfers fronicémer, RMC, and Bridgeton
facilities into a position in Community Services oteAdversa.

Application

32.2.1. System seniority shall be used for purposes ofibanefual and pension accrual
provided to bargaining unit and non bargaining unit employeedHyo8 a system-wide
basis. Examples include vacation accrual and vestingsters wide benefit plans.

32.2.2. Bargaining unit seniority shall apply to operatiorslas where length of service
is a factor, and where not addressed specifically by andttticle in this Agreement.
Such benefits include: scheduling of paid time off within ynEnsfers from units,
temporary transfers from units, reassignments from whggrmining shift and schedule
changes within units, for layoff and recall and/or ottedited issues within units. (For
Community Services, “units” shall mean Homecare, Hosgare, and Adult Daycare”
for the purposes of this Section).
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32.3. Accrual

Seniority shall accrue during a continuous authorized ledabsence, with or without pay, up
to (6) six months.

32.4. Termination of Seniority

An employee shall lose all seniority if the employee

32.4.1. quits, resigns, retires or otherwise voluntégeityninates his/her employment from
a bargaining unit position, subject to Section E below;

32.4.2. is discharged for just cause;

32.4.3. fails to return to work as scheduled upon the aipir of an authorized leave of
absence: a) without a reason that is in SJH’s discrsttisfactory to SJH, or b) provides
a false reason for obtaining a leave of absence.

32.4.4. upon notice of layoff, refuses a position offeceldim/her, in accordance with the
Agreement.

32.4.5. is laid off for a period of over twelve (12) conseeumonths;

32.4.6. fails to return to work within five (5) calendar daysecall from layoff, after
written notice to return to work has been sent viafeedtmail by SJH to the last address
provided by the employee or refuses an offer of recaleraployee does not work or is
otherwise absent from employment for any reason feer@d of (6) consecutive months
other than layoff; is absent for three (3) consecuwigek days without authorization.

32.5. Return To Bargaining Unit.

Employees who leave the bargaining unit, but maintain @ynpgnt with SJH shall have their
bargaining unit seniority restored if they return to thegasring unit within 120 days of the time
they left. Bargaining unit seniority shall not accrue during time period.

ARTICLE 33 - LAYOFF

33.1. Should a layoff be necessary, the anticipated lemgthieasons for such shall be sent to
the Union. Such notification shall be given as sogoossible. A minimum layoff notice of
fourteen (14) calendar days shall be provided to the Urheremployees affected and those
who might be affected before any layoff takes plagethe same time employees shall be
advised of all vacant positions and/or bumping rightsgjgixm situations that SJebuld not

have reasonably foreseen; such as natural disastergsticé, flood, act of God, explosion,
prolonged equipment failure, or war) and in those cdmeblospital will give such notice as is
reasonable and practicable under the circumstances.

33.2. At the request of the Union, the Employer and therusinall meet within one (1) week
to discuss any possible layoff in order to explore alteresito layoff including, but not limited
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to, job sharing and voluntary reduction of hours. SJHadgvise the Union of all vacant
positions and/or bumping rights.

33.3. SJH shall determine the parameters of the laydfaegas affected, including but not
limited to the centers, units or departments, sitegsslhoiffices, and/or skill sets where layoffs or
reduced hours are required, including the number of empl¢gsesell as FTES) that are
required for layoff or reduction. In such centers, unitslepartments, sites, shifts, offices, and/or
skill sets, any layoff or reduction in hours shall bealbrst by job classification, and within
those job classifications in reverse order of bargainingsemitority. In cases where two (2) or
more individuals who are affected by a layoff in a paféic unit or department, site or office,
have the identical seniority dates the determinatiomhmim to lay off shall be made by SJH
utilizing the following criteria:

33.3.1. License(s)
33.3.2. Experience in the new unit or department.

33.3.3. Completed orientation in the new unit or departmea to having previously
worked in the new department.

33.3.4. Attendance and tardiness record.
33.3.5. Disciplinary record.
33.4. The following procedure shall apply to determining lasyoff
33.4.1. All per diem agency or contracted agency skatdncelled for the effected units;

33.4.2. SJH shall then seek volunteers from the clessiployees identified for layoff.
If there are not enough volunteers then;

33.4.3. All CRTs from the class of employees identif@dayoff shall be laid-off;
33.4.4. All Per-diems from the class of employees ifledtfor layoff shall be laid-off;
33.4.5. All Regular Part Time and

Regular Full Time RNs from the class of employeestified for layoff shall be laid-off.

33.5. Vacant Positions. Employees who are laid oféduced in hours shall be eligible for all
available vacant positions, including all positions helddijtiacted agency, on all shifts for
which the employees are qualified. An employee shalldeemed qualified if such employee
can independently perform the duties of the position withintyt(30) days. If an employee is
offered a comparable position and the employee refusasffdr, the employee shall be deemed
to have resigned from employment. Comparable positidefined as similar job classification
(full, part time) and same shift (day, evening, night), relgas of any unit, department or
geographical location.
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33.6.

33.7.

33.8.

Bumping Rights

33.6.1. In the event that no comparable vacant posgiamdilable, the employee may
exercise a one-time right to bump the least seniolamg in the bargaining unit on the
same shift, provided the employee is qualified to perfoemtbrk, as defined in
paragraph 33.5 above. If the employee refuses to bunipatstesenior employee on the
same shift, then such employee shall be deemed to ésigaed from employment. Full
time employees may bump part time employees but ipagtemployees may not bump
full time employees. Laid off employees must exertieir bumping rights, if any,
within- forty eight (48) hours of being notified of theiptions by SJH.

33.6.2. The employee who is bumped pursuant to 33.6.1 abthveawe the choice of
taking any comparable vacant position or being laid off.

33.6.3. A laid off employee may convert to a per diem pasitib the employee accepts
a per diem position, this will not affect layoff/recaghts.

Recall

33.7.1. Individuals on layoff will be recorded on a Retat maintained by the Human
Resources Department. They will remain on the Régstlifor a period of six months
following layoff.

33.7.2. Whenever a vacancy exists, individuals will balled in reverse order of layoff,
according to need, classification and present abilityskilbto do the essential job
functions.

33.7.3. Written notice of recall will be sent by Ceewf Mail to the last known address of
the individual concerned. This notice will state theedm which he/she must contact the
Human Resources Department and report to work. It issgponsibility of individuals

to keep SJH informed of their correct address. Refusa&iceparecall to the same or
equivalent position will remove the individual from thet as of the effective date of
recall.

Status of Benefits During Layoff

33.8.1. Once layoff notice is given, the employee s¢ednake arrangements with a
Human Resources representative to review the totalibpaekage.

33.8.2. Health, Prescription and Dental Insurance: Ersp®yparticipating in SJH’s
Health, Prescription and Dental plans who are onflayidl be permitted to continue
their coverage under COBRA. SJH shall maintain theleyap’s benefits under this
Section 2 up to the last day of the month in which élyeff occurs.

33.8.3. Life Insurance: Employees enrolled in life insueamtd! continue their coverage
until the last day of the month in which the layoftocs. The employee has the right to
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convert the policy to individual coverage at his/her @xpense by applying directly to
the carrier within the time period required by the carrier

33.8.4. Paid Time Off Program: An employee on layo#flisteceive all accrued but unused
PTO hours. Employees who have an LTS account thafreaen on December 21, 2002
and have at least ten years of continuous full-timméic at the time of layoff shall
receive 50% of the value of thamployee’s personal LTS account.

33.8.5. Pension Plan:

33.8.5.1 If an employee is recalled from layoff withis/her eligible layoff period and
returns to work, his/her service shall be considerembagsnuous for retirement purposes
as long as they have worked 1,000 hours for that calendar ye

33.8.5.2 If the individual is not recalled within the #ditity period or refuses recall and
is dropped from the list, eligibility for retirementrizdits will be computed with date of
layoff as the end of service date.

33.8.6. Educational Reimbursement: Employees actuallygakinrses which have been
approved for educational reimbursement at the date offJaytifbe eligible for the
refund upon successful completion of the program.

33.8.7. I.D. Card/Name Badge: 1.D. cards shall be turnealtine supervisor at the end of the
last shift worked.

33.8.8. Keys, Locks, and other Hospital Property: Kegsks, and other Hospital Property
shall be turned in to the supervisor at the end of theshafstworked.

33.8.9. Unemployment Compensation: Employees laid aff apply for Unemployment
Compensation.

33.8.10. LOA/Workers’ Compensation:

33.8.10.1. Any employee on LOA or Workers’ Compensatiohetiine SJHnitiates a
layoff program will be considered along with all otheroyees of their department for
layoff.

33.8.10.2. An employee on FMLA or Workers’ Compensation altreated like
similarly situated active employees in determining layoif recall.

ARTICLE 34 — SEVERANCE PAY

34.1. Employees with one (1) or more years of contingendce with SJH in full-time
positions or regular part-time positions who are permayént off from work because of lack
of work shall receive one (1) week’s pay based on theient regular rate of pay for each
complete year of continuous service with SJH up to a maxiwf ten (10) weeks. An employee
who accepts severance waives their right to recall.
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34.2. Employees shall not be paid lump-sum severance yangther employees shall be paid
severance as part of SJH’s regular payroll practitbegswere paid while employed.
Employees who return to work in a full-time or regydart-time capacity prior to full payout of
the severance pay shall waive their entitlement toimeed severance pay.

34.3. Although an employee may be laid off more than one, tho employee shall receive
more than one weeks’ pay for each complete yearmfremus service up to a maximum of ten
(10) weeks for their entire tenure at SJH. For exangniemployee with 6 years-experience is
laid off for a year and receives 6-weeks’ severance ffdfiat employee is later rehired, works
3 more years, and is again laid off, the employee shallbe entitled to an additional 3-weeks’
severance pay for the subsequent layoff. If the ensplayorks an additional 6 more years
before they are again laid off, the employee shalil belentitled to an additional 4-weeks’
severance pay for the subsequent layoff.

34.5. Severance Pay shall be reduced by any income thdflaidmloyee may earn from other
positions with SJH during the layoff period.

ARTICLE 35 - JOB POSTINGS

35.1. SJH shall post all vacant or new bargaining unit pasiom the intranet for a minimum
of five (5) calendar days, not to include the day of theipgpstOnce posted, outside applicants
may be interviewed, but not hired, during posting period. @eraiion for all vacant or new
bargaining unit positions shall be given to bargaining unitleyees. The posting procedure
described above shall not apply to Per Diem positions, Yenweonsideration for all vacant per
diem bargaining unit positions shall be given to bargaining amtieyees.

SJH shall post the minimum qualifications of the positiand shall post the department, status
(full/part time), hours per week and shift, and other qgigalilbns for the position.

35.2. Application for Posted Job

35.2.1. An employee may apply for a posted position aéteving in his or her current
position in the same department/division for a perioat d¢ast 6 (six) months. The
employee must not have had a performance or disciplircayrence (“disciplinary
occurrence” is defined as a written warning, suspensiorperfarmance improvement
plan) within the prior 6 (six) months, except as may be/ed at the discretion of SJH.

35.2.2. SJH may waive the conditions stated above fengrloyee who applies for a
posted position within his/her existing department, whahphbsition would reflect a
status change for the employee.

35.3. Eligibility. An employee must meet the necessaialifications for the vacancy as
specified in the job description as determined by SJH.
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35.4. Procedure

35.4.1. An employee may apply for posted positions onéind will receive an
automated response to their application.

35.4.2. Human Resources will review all bids and only thet moalified candidates will
receive an interview. Those candidates who are nervietwed will be notified by
Human Resources and be informed of the deficits atetpeest of the employee.

35.4.3. If SJH determines that two or more employees whfobal position are equally
qualified, the employee with the most bargaining unit saxiavill be awarded the
position.

35.4.4. If there are no bargaining unit employees qualifiethi®position, then the
employer may hire a non-bargaining unit applicant.

35.4.5. Once the hiring selection is made, those not edlaadll be notified by Human
Resources of the decision.

35.4.6. Once the hiring selection is made, the two managersed in the transfer will
agree upon a mutually acceptable transfer date, typicallgtaer than thirty days after the
decision is made.

35.4.7. SJH retains the discretion to determine whetieeapplicant has the necessary
gualifications to perform the job based upon a reviewutfnbt limited to, the
employee’s experience, education, certification, dihpractice record,
discipline/attendance record, skills and ability, perforceareviews, and interview.

ARTICLE 36 — DISCIPLINE & DISCHARGE

36.1. SJH reserves the right to discipline, including butimoted to verbal warnings,
written warnings, suspensions, mandated performance impemgaians, and/or
discharge, an employee who has completed his or bbaiwnary period for just cause.

36.2. SJH reserves the right to discipline, suspend or digelRxobationary Employees
without the employee’s or the Union’s recourse to thevance and/or Arbitration
process.

36.3. The employee involved shall be advised in writinghgfwaritten warning,
suspension, discharge or mandated performance improveraastiggued. A copy of the
notice for suspension or discharge shall be deliverecetttiion within forty-eight (48)
hours. Any record of a verbal or written disciplinggluding anecdotal counseling
received by an employee shall not be used for the pugiggaduated discipline if no
like occurrence has taken place within twenty-four (24httm® of the prior infraction.

36.4. Discharge or suspensions may be brought directly t@3%tethe grievance
procedure.
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36.5. Employees shall be entitled to Weingarten Rightise@xtent permitted under
the law.

36.6. To the extent practicable, disciplinary or invesiogeatl meetings shall be
scheduled at mutually convenient times for the Employeioturepresentative and
employee.

36.7. The Employer will issue its disciplinary decisiotiim a reasonable time
following the completion of its investigation, but néelathan fourteen (14) calendar
days after the completion of its investigation

ARTICLE 39 — GRIEVANCE & ARBITRATION

39.1. The filing of a grievance shall not foreclose ongoinmformal discussions or
resolutions at the department level, and nothing contamius Article is intended to
prohibit an employee from engagingaisupervisor on his/her own informal conversation
to clarify or resolve any questions or issues he/she aag. hThe Union will cooperate
with SJH by handling grievances/ arbitrations in suataaner that there will be no
interference with normal patient care and other oparaif Hospital business.

39.1.1. A Grievance shall be defined as a dispute or corhplagimg between the parties
regarding the application, interpretation or claimedation of any term of this
Agreement - except where expressly stated in this Agneeasenot being a subject of a
grievance. Grievances shall be resolved in the foliguwmanner:

39.1.1.1 Step 1. Resolution Through Nurse Manager (Hospital)
Coordinator/Supervisor (Community Services), collectivefgnred to herein as
“Manager”:

Within ten (10) calendar days after the occurrence oétleats or circumstances
grieved or when the grievant should have reasonably kiadwhe events or
circumstances, the grievance shall be presented in gvtd@githe employee’s Manager or
designee. The grievance shall be on an official griexdorm provided by the Union,
and shall be signed by the employee. If it is not ptes$as the grievant to sign the
grievance by the time the grievance must be filed, lhemust sign it as soon as
practicable. The Manager or designee shall respond enthyee in writing no more
than ten (10) calendar days after receipt of the grexan the case of class action
grievances, at least one employee grievant affectélebgrievance must sign the
grievance.

39.1.1.2 Step 2. Resolution Through Vice President oéfaflare Services (Hospital)
or Program Director/Administrator (Community Services)

Should the grievance not be satisfactorily resolvedep &t or if there is no
response within ten (10) calendar days, the grievance maydsaled by submitting the
written grievance, within 10 calendar days from the readifte written response or
when the response was due, to the Vice PresidentiehP&are Services or designee. A
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meeting with the Vice President of Patient Care $es/{Hospital) or Program Director/
Administrator (Community Services) or designees wilsbkeduled and held within ten
(10) calendar days following receipt of a written grievangewritten response will be
provided to the Union within ten (10) calendar days frondtte of that meeting.

39.1.1.2 Step 3. Resolution through Human Resources.

Should the grievance not be satisfactorily resolvedeap 3f or if there is no
response within ten (10) calendar days, the grievance maydsaled by submitting the
written grievance, within 10 calendar days from the rea#ifte written response or
when the response was due, to the Director of Lab@tiBes$ or their designee. The
Director of Labor Relations or their designee shalktweth the grievant and his/her
Union representative within ten (10) calendar days o$ttenission of the grievance at
Step 3 in order to attempt to resolve the grievance Diileetor of Labor Relations or
their designee shall answer the grievance in writmgnore than ten (10) calendar days
after the meeting.

39.1.1.4. Step 4. Arbitration.

39.1.1.4.1. Should the grievance not be satisfactorilyvedat Step 3, or if there is
no response within ten (10) calendar days, the grievaageomsubmitted to arbitration
within (30) days from the receipt of the written respaosthe Step 3 meeting pursuant
to the Labor Arbitration Rules of the American Arhitba Association (“AAA”), and the
parties shall follow the rules of appointment underetesles. No individual employee
may institute arbitration.

39.1.1.4.2. Failure on the part of SJH to answer a gregvat any step shall not be
deemed acquiescence thereto, and the grievant shallleasiglit to submit the
grievance directly to the next step of the procedure.

39.1.1.4.3. Any settlement or agreement reached in resobitia grievance after its
written submission shall be reduced to writing and signelablly parties.

39.1.1.4.4. The time limitations set forth herein iatato the time for filing a grievance
and the demand for arbitration shall be mandatory. [eattufollow said time limitations
shall result in the grievance being waived, and it shalbecsubmitted to arbitration.
The time limitations provided herein may be extended by rhututien agreement of
South Jersey Healthcare and the Union.

39.1.1.4.5. Each party shall be responsible for the egpearfdts witnesses and others
selected to attend grievance or arbitration sessioes. &l expenses payable to an
arbitrator shall be divided equally between the partiekisoAgreement.

39.1.1.4.6. The arbitrator shall be confined to the subgedisiitted for decision, and
may in no event, as a part of any such decision, imppse either party any obligation
to arbitrate on any subjects which have not herein bgesed upon as subjects for
arbitration; nor may the arbitrator, as a part of any slecision, effect reformation of
the contract, or of any of the provisions thereof. Titstrator shall have no power to add
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to, subtract from, or modify the terms of this Agreemdhie authority of the arbitrator
shall be strictly limited to the application, interpt&ia or resolution of any claimed
violation of any term of this Agreement, and arbitrasball be limited to issues
specifically set forth in the written grievance. Neitlshall the arbitrator render any
enforceable decision which shall be contrary to law otreoy to rules, regulations and
orders of the governmental bodies or agencies havinglicticn over SJH.

39.1.1.4.7. The Arbitrator’s decision shall be final amdtilsig on both parties, except
that in any proceeding seeking to require or stay arltratir to stay, enforce, modify,

or set aside a decision or award of the arbitratore mdthe provisions of this Agreement
shall deprive a court of its power to determine questionsbifalboility, or the

jurisdiction of an arbitrator or the validity of anyaigion or award of the arbitrator.

39.1.1.4.8. The Union and SJH may agree to submit a griedaecdly to Step 4 of the
grievance procedure provided that the parties mutually agreeting.

39.1.1.4.9. Class action grievances, termination or ssgpenmaybe presented
immediately to Step 3 of the Grievance Procedure.

39.1.1.4.10. Nothing in this Article shall be interpretegheecluding SJH from filing a
grievance/arbitration. In this instance, the grievanitieow filed by SJH at Step Four
directly. It must be filed within thirty (30) days of thecurrence or when SJH first
reasonably knew of the occurrence.

39.1.1.4.11. Expedited Arbitration Procedures. The parteegynéze and agree that it
may be mutually beneficial to expedite the arbitrationestain grievances. Upon
mutual written agreement, the parties shall request exglealibitration under the rules
of the American Arbitration Association.

39.1.1.4.12. Itis understood between the parties thabti@sance/Arbitration
procedure is the exclusive process for resolving disputeahbtidrgaining unit
employees will not have access to SJH's internalM@nee Procedure, (including a
hearing before the employee’s peers). It is understodédgreed that all of the rights
and privileges created by or implied from this Agreemenit beaenforceable only by the
Union and SJH, and only in the manner established by thissAgmet or by law.

39.1.1.4.13. Grievance meetings shall be scheduled at tgudoavenient times.

39.1.1.4.14. The Union shall provide SJH with a list ofharing unit employees who
will attend an arbitration hearing at least one (1) m@mior te,the date of the arbitration
hearing. Failure to list an employee will preclude thaplegree from attending the
hearing. Employees who absent themselves from waalkténd the hearing without
proper notice to SJH will be considered to be “no callsinow” for the day and subject
to denial of paid time off and subject to the impositiodis€iplinary actions. This notice
requirement does not apply to potential rebuttal witnetbsgsnay be needed in an
arbitration or for employees who otherwise may be sebaed.
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39.1.1.4.15. The arbitration procedure shall extend only getlssues which are
arbitrable under this Agreement. Wages, benefits andvedime extensions of this
Agreement and making of a new Agreement between thegpaion the expiration or
termination of this Agreement shall not be subjectdiefgrievance or arbitration, but
shall be left to collective bargaining between the patbethis Agreement in accordance
with applicable law. This does not apply to any grievancesbitrations filed before the
contract expiration.

39.1.1.4.16. The same question or issue shall not belfecsof arbitration more than
once, except upon a showing of new evidence or chargenditions or circumstances.

ARTICLE 40 - PTO & LTS

40.1. Allcurrent practices of the Hospital and Community Sesviegarding PTO and LTS
accrual, access, and/or payout will continue for aljdsring unit employees, except as
otherwise modified by this Agreement.

40.2. Nothing in this Agreement shall affect any past PTOT& halances to the extent that
employees are entitled to such balances under thisAgmet or as required by law.

40.3. Any increase in PTO and/or LTS accrual rates of moganing unit, non-managerial
employees will be applied to all bargaining unit employees.

ARTICLE 41 - NORMAL WORK WEEK
41.1. Normal Work Week

The parties recognize that the Employer’s operationinesjaoverage on a twenty-four
(24) hour a day, seven (7) day per week basis. Howevahdqurpose of determining
application of an employee’s base compensation ratemployee status, the normal
workday and normal workweek shall include but not be limiteeight (8) consecutive
worked hours per shift and forty (40) worked hours per wessgactively; ten (10)
consecutive worked hours per shift and forty (40) worked hoerrsveek; or twelve (12)
consecutive worked hours per shift and thirty-six (36) workeadper week; or nine (9)
consecutive worked hours per shift and thirty-six (36) workeadper week. All of the
above are exclusive of one thirty (30) minute unpaid meabgeri

41.2. The work week begins at 10:45 p.m. on Saturday and eh#lsl&tp.m. on the
following Saturday.

41.3. This Article is intended to define the normal hainsork and shall not be
construed as a guarantee of hours of work per day or p&r wee
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ARTICLE 42 — SCHEDULING, HOSPITAL

Scheduling For Hospital Employees and Personal Timg“BTO”)

42.1. SJH shall have the sole authority to create stdednd for granting time off.
Factors SJH shall consider when creating schedulgsasiemt needs, standards of care,
and fair staffing practices.

42.2. Self-Scheduling. SJH promotes the practice of Sekdadimg. Individual units
may continue with current practices for scheduling wockutiing self scheduling. SJH
shall have the right to expand self scheduling to additianits upon request and to
discontinue self scheduling where the practice failméet patient and hospital needs.
The staff shall produce a completed mock-up staffing sceddefined as the specifics
of the unit’s criteria), and shall present it to SJH, Wwidan approve, reject, or modify the
mock schedule at its sole discretion. In the eveattgaps remain in the schedule, SJH
shall make the necessary adjustments to the schedetestre the proper mix and
distribution of staff in order to meet patient care ne€dlse Nurse Manager or other
supervisor will supervise the development of the mock-bpdide so that weekend,
holiday and vacation schedules will be equitably digtetd to the extent practicable.

42.3. Schedules shall be posted two (2) weeks before thefdtiae next four (4) week
schedule. Such schedule shall be maintained untisupsrseded by a new unit schedule
or changed by the Hospital in an effort to maintaie saifd quality levels of patient care.
Such schedules shall not be altered without first sgekolunteers to provide needed
coverage or changes, and without first discussing suaigeband alternate suggestions
with the affected employees. Such procedure with regardlioteers and discussions
shall also apply to alterations of established weeken@xydVhere there are changes to
be made the least senior employee shall be theditst affected. Consistent with the
preceding language, if the resulting schedule fails to pegeint and Hospital needs, the
supervisor shall make the final decision with regard tedweling and notify the effected
employees.

42.4. Scheduling of Short-Term Paid Time Off

In order to provide time off for employees while ensuringsistent staffing, the parties
hereby agree that Full-time and Part time employeesrdiided to Paid Time off
(HPTOH)

42.4.1. Short-Term Paid Time Off is defined as pre-approvedtipaadoff equal to or
less than two 12-hour shifts or three 8-hour shifts invaork week.

42.4.2. Short Term PTO Requests. All requests for Shart PO shall be submitted
on a PTO request form to the Nurse Manager not laaer4hweeks prior to the start of
the schedule containing the dates requested. A sepamatenust be submitted for each
consecutive period of time requested. The employeetbleallwrite his or her request on
theunit calendar, where provided, in pencil for the benefdtber employees choosing
dates for which to request time off. SJH shall sendewitonfirmation of the approval,



42.6.

denial or other action taken with respect to the PTO reéquéise requesting employee
and to the Staffing Office. If the PTO request is approtlezlrequesting employee shall
denote such approval of the PTO request on the unit calanité:

42.4.3. Reasonable efforts shall be made to grant gmortRTO requests, and such
requests shall be granted on a first come, first-seraes bnd shall not be unreasonably
denied. Requests made with less than the three weeke nady be considered. Such
approval lies within the sole discretion of SJH based ygadient needs, standards of
care, and fair staffing practices. Requests for shori-BRT O during the week of a
holiday shall be considered only after individual holidagnootments have been
addressed and will be granted solely on the availabifisgadf.

42.5. Scheduling of Extended Paid Time Off

42.5.1. Extended PTO is defined as a request to take paidffimeegcess of two 12-
hour shifts or three 8-hour shifts in any work week.

42.5.2. Extended PTO Requests. Each year beginning January@nghtfebruary 28
SJH shall accept requests for Extended PTO. All reqteesiExtended PTO shall be
submitted by the employee on a PTO request form. Spaeelfst, 2nd and 3rd choice
shall be provided. The 2nd and 3rd choice will only be corsidéthe 1st choice cannot
be granted. If two or more employees request the sayseodicthen the employee with
the greatest bargaining unit seniority will be given thiest choice. No more than one
(1) episode of a two consecutive week PTO will be gramtedth employee during the
time of May 1st to September 15th. Extended PTO shabagranted for the time
period between December 15th and Janu&rw8less a written request is reviewed by
the Director of Nursing, and approved by the VP of Patiame Services. SJH shall
approve/deny/address all requests for Extended PTO submittexbhyaFy 28th no later
than March 16th. Such requests shall not be unreasoshartulgd. A request consisting
of greater than two consecutive weeks must be approvéaiyursing Director.
Requests for Extended PTO during the week of a holidaye/ilonsidered only after
individual holiday commitments have been addressed antevgranted solely on
patient needs.

Requests for Extended PTO may be made after Februarpa2@thill be considered on a
first-come, first served basis. Such approval lies withésole discretion of SJH based
upon patient needs, standards of care, and fair staffinggesc

42.5.3. If the Extended PTO request is approved, the requestipigyee shall denote
such approval of the Extended PTO request on the unit calgvitere provided, in ink.
Any request for Extended PTO that does not conform tprtheedure set forth in this
section shall be denied by SJH. However, at its discreSJH may waive this provision
and will be approved on a first come, first serve basis

PTO Calendar. SJH shall provide a calendar on edtcihat makes visible requests for
PTO in order to show potential conflicts. Wheneveisgs, conflicts should be
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resolved between staff with the help of the Manayeeeded, prior to the submission of
the PTO request form.

42.7. Nurses seeking time off are encouraged to find their owerage and a nurse who finds
her own coverage shall not be unreasonably deniedntiee iHowever, the covering nurse must
be qualified to work the assigned shift or shifts, and dweieng nurse must not be subject to
premium or overtime pay at the discretion of the ganaAll coverage requests must be
submitted in writing to and approved by the manager and musgbed by both the covering
nurse and original assigned nurse. The covering nurse sidn@iraipange of schedule form shall
be accountable for covering the shift for the origyattheduled nurse. Absent a signed
agreement, the original assigned nurse is accountabteverage of the shift.

ARTICLE 43 — SCHEDULING CS

43.1. Scheduling of Extended Paid Time Off

43.1.1. Extended PTO is defined as a request to take paidffimesgcess two 12-hour
shifts or three 8-hour shifts in any workweek.

43.1.2. Extended PTO Requests. Each year beginning Noveniband ®nding
December 3%, SJH shall accept requests for Extended PTO. All reqfersExtended
PTO shall be submitted by the employee on a PTO retprest Space for a%} 2™ and
3" choice shall be provided. Th&2nd 3 choice will only be considered if thé'1
choice cannot be granted. If two or more employees seétjoe same days off then the
employee with the greatest bargaining unit seniority valgiven their first choice. SJH
shall approve/deny/address all requests for Extended PTO sbbwytDecember 31 no
later than January 15 Such requests shall not be unreasonably denied. Typicall
requests for PTO more than two consecutive weeks ghtafiengranted without the
express approval of the Program Director, and shalllomlgranted for exceptional
circumstances. Requests for Extended PTO during the efeekoliday will be
considered only after individual holiday commitmentsenbeen addressed and will be
granted solely on patient needs.

Requests for Extended PTO may be made after Decembead3tilabe approved on a
first come, first served basis. Such approval lies witheé sole discretion of SJH based
upon patient needs, standards of care, and fair staffinggesc

43.1.3. Any request for Extended PTO that does not confothetprocedure set forth in
this section shall be denied by SJH. However, atsisréliion, SJH may waive this
provision on a case by case basis and will be approvedirsh @me, first serve basis.

43.1.4. PTO Calendar. SJH shall provide a calendar oruegictinat makes visible
requests for PTO in order to show potential confli®dhenever possible, conflicts
should be resolved between staff with the help of tipevisor if needed, prior to the
submission of the PTO request form.
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43.2. Scheduling of Short-Term Paid Time Off

43.2.1. Short-Term Paid Time Off is defined as pre-approvedtipadoff equal to or
less than two 12-hour shifts or three 8-hour shifts invaork week.

43.2.2. Short-Term PTO Requests. All requests for Shama PTO shall be submitted
on a PTO request form to the supervisor not less than 24 paar to the day requested.
A separate form must be submitted for each consecutinedpaf time requested. SJH
shall send written confirmation of the approval, deniadthier action taken with respect
to the PTO request to the requesting employee. Any refprdT O that does not
conform to the procedure set forth in this section sl@tlenied by SJH. However, at its
discretion, SJH may waive this provision on a case bg basis.

43.2.3. Reasonable effort shall be made to grant shortR&Mnrequests, and such
requests shall be granted on a first-come, first-sdvast and shall not be unreasonably
denied. However such approval lies within the discretioc®JH based upon patient
needs, standards of care, and fair staffing practiceguésts for short-term PTO during
the week of a holiday shall be considered only afteviddal holiday commitments

have been addressed and will be granted solely on tielahty of staff.

43.3. Weekends.

Community Services employees who are not hired forgheific purpose of working weekends
may be required to work no more than two weekend days pethimocluding on call, but may
agree to work more.

ARTICLE 44 — WORK & MEAL BREAKS

44.1. SJH shall provide employees who are scheduled to wo(k@gand twelve (12)
hours per shift with two (2) fifteen (15) minute paid “worle&k” periods and one (1)
thirty (30) minute unpaid “meal break” period scheduled by thpleyee’s manager.
Employees who are scheduled to work eight (8) hours péerssiaill be provided with
one (1) fifteen (15) minute paid work break and one (1) ti8®y minute unpaid meal
break. Breaks may not be used to report late or ldevevork shift earlier, and may not
be combined to extend the work or meal break time.

44.2. Employees shall make a reasonable effort to notfy manager or supervisor
before working through a meal break. Such notificatizail ot apply to Community
Services nurses.

44.3. Work breaks are non-accruing and, therefore, if unaaadpt be accumulated
for pay or overtime purposes.

44.4. SJH may modify break periods based upon patient cags aaed staffing
requirements.

44.5. The number of employees taking breaks at the sammehall be subject to
patient care needs and staffing requirements.
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44.6. Employees may leave their building during unpaid mealkis but must swipe
out and swipe back in. Employees at Bridgeton, Elmettlam@®MC may not leave their
campus during paid break times.

ARTICLE 45 — TIME RECORDATION

45.1. Hospital employees may not swipe in for work eattian six (6) minutes before the
beginning of their shift or swipe out more than six (&)utes after the end of their shift unless
the employee first notifies SJH, unless such additiome is warranted by emergent
circumstances. Employees may use any available closkipe in or out. Employees are
expected to swipe in and out of work and to actually begirk at the start of their shift and to
remain working on the work floor up to the end of theirkwehift.

45.2. Community Services employees will continue to Yollbe current practices regarding
time recordation.

ARTICLE 46 — OVERTIME
46.1. Overtime Work
46.1.1. SJH may require employees to work overtime,ist@ms with applicable law.

46.1.2. Employees who work in excess of forty (40) hauesy workweek shall receive
time and one-half (1.5) of their regular compensatio® i all hours worked for the
overtime shift worked in excess of forty (40) hours in amaykweek. By way of
example, an employee with a base hourly rate of $30.08querand a differential of
$2.00 per hour shall earn $48.00 per hour for all hour time wonkedd® hours in a
specific workweek.

46.2. Voluntary Overtime or Extra Shifts

When overtime or extra shift (not greater then 40 hasrd¢emed necessary by the
Employer, the Employer shall ask for volunteers. Exyges may not work voluntary overtime
unless such overtime is requested by the employee and apyp®IH prior to the working of
any such voluntary overtime. When two (2) or more eygxs volunteer for the overtime
assignment and once overtime has been equally distijtine Employer shall grant the
overtime to the volunteer with the greatest amoufitao§aining unit seniority who has made
themselves available.

46.3. No Pyramiding of Overtime and other Pay

Under no circumstances shall overtime pay be computecpay &ate other than the
employee’s regular compensation rate. Where both prerand overtime pay apply to the same
hours, SJH is only required to pay the one rate thagsest, except as otherwise provided for in
this agreement.
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46.4. Non-Mandated Time Not Time For Calculating Overtime

Hours used by employees for all paid and unpaid leaves, echadatiod other programs
not mandated by themiployer, hours related to maintaining certification acerisure, holidays,
and all time used by employees not specifically direbie8JH, bona fide volunteer hours, and
other hours specifically excluded in this Agreement shdltoant as hours worked for the
purpose of overtime pay except as otherwise provided fhisrAQgreement.

ARTICLE 47 — WEEKEND REQUIREMENT

47.1. Employees are required to work weekend shifts as seldolutl are required to work no
more than every other weekend. SJH may waive thisneagant on a shift by shift basis based
upon the needs of the employee, patieetsd, staffing levels, and needs of SJH, provided this
option is offered to all employees on an equitablesbasi

47.2. Except in cases of serious injury or iliness, unscaddwtekend absences shall be made
up by the employee at a time of mutual agreement butt@otlean 6 months.

47.3. This shall not apply to employees hired with a spaw#iekend requirement.

ARTICLE 48 — HOLIDAY SCHEDULING
48.1. Holidays defined.

The parties recognize that the Employer’s operationinesjaoverage on a twenty-four (24)
hour a day, seven (7) day per week basis, and therdfomayinot be possible for employees to
be off on the same day. Holidays are defined for the gegof holiday pay as follows: (1) for
12 hour shifts, holidays are defined as beginning on 7:00 PMedEvh of the holiday until 7:00
PM of the night of the holiday, except for Christmasyldand New Years Day which begin at
3:00PM; and (2) for 8 hour shifts, holidays are defined gsherg 11:00 PM on the Eve of the
holiday to 11:00 PM on the night of the holiday, exceptGbristmas Day and New Years Day
which begin at 3:00PM.

48.2. For the purposes of holiday pay, SJH recognized halidays

. New Year’s Day

. Easter (except Community Services)
. Memorial Day

. July 4th

. Labor Day

. Thanksgiving Day and
. Christmas Day
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48.3. Holiday Pay

All regular full-time and regular part-time Hospital gloyees, except Midwives, who work on
any of the holidays listed in this Agreement shall be paithe rate of two (2) times the
employee’s base rate of pay. All regular full-timestgane, and 12 hour CS employees, except
RAHESs, who work on any of the holidays listed in thgréement shall be paid at the rate of 1.5
times the employee’s base rate of pay. There shaibld‘pyramiding of time” (as defined by
Section 46(c)) when working a holiday. If an employae &n unscheduled absence forty-eight
(48) hours preceding or following a holiday, if scheduled dokwthe employee may not use
PTO time for payment relating to the unscheduled absence(s)

48.4. Holiday Scheduling

48.4.1. Except as modified by this Agreement, Hospital eyeele are required to work
weekend shifts as scheduled and are required to work evenytailiday. CS employees are
required to work one “hot” and one “cold” holiday, up to twoi(2a calendar year. SJH in its
sole discretion, may waive this requirement on a &y{shift basis based upon the needs of the
employee, patient needs, staffing levels and need3thf&hd excuse employees starting with
the employee with the greatest bargaining unit seniority.

48.4.2. Holiday rotation will take precedence over regutatkvgchedule. If the holiday
that the employee must work occurs on their regular wekk#, they must work the holiday.

48.4.3 Arrangements may be made between employees ofstafusl to switch holidays
or to switch weekends to work on the weekend in whiclhthielay occurs. This must be put in
writing, signed by both employees, and approved by SJHsBdHnot approve any agreements
to switch holiday shifts more than three weeks prighéearliest holiday being switched. The
employee accepting responsibility to work the holiday pursteasuch an agreement shall have
the responsibility to cover any vacancy that may oddinat employee is unable to cover that
shift for any reason. Any agreement to switch holidajgabibns made between employees of
equal status shall not change the holiday rotation @rdht of the year, or for the next year, for
either party.

ARTICLE 51 — ON-CALL, HOSPITAL

51.1. Scheduled On-Call
51.1.1. Procedure

51.1.1.1. SJH shall have the right to schedule empldgedas on call and such
employees will be considered to be on Scheduled Ons@allis. Any employee who is
notified that they may be called to return to work outdisr tregular work hours will be
considered on Scheduled On-Call status. Employees isttiiss must be able to be
contacted and return to work according to the approved depadiniene frame
established according to urgency of desired arrival.
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51.1.1.2 Employees who are Scheduled On-Call and canmeatieed by telephone,
refuse to come to work, refuse to be on call or do emth the hospital within the
established time frame are subject to disciplinary actiprip and including termination.

51.1.1.3 Employees may not remain in the hospital duringdsded on-call hours
without authorization of SJH.

51.1.2. On-Call Pay

Employees will be paid a rate of $3.00 per hour for tine tihat they are on-call but not
required to be physically at work (“beeper pay”). If an Exyge is called into work
under this subsection, that employee shall be guaranteeédraum of four hours pay.
Employees will be paid 1.5 times their regular rate gffpaall hours worked while
physically at work (“On-call Pay”). If an employee woik&ss than four hours when
called into work, that employee shall receive On-Bay for actual hours worked and
four hours minus actual hours worked at their regular rapayf For example, an
employee who is called in for two hours of actual kveinall be paid at 1.5 times their
regular rate of pay for those two hours and paid at thgular rate of pay for the
remaining two hours. All compensation under this saclmall not be pyramided with
any other premium pay, such as overtime, holiday. Refé6(c). (non-pyramiding
section).

51.2. Unscheduled Emergency Call-In
51.2.1. Procedure

51.2.1.1 Unscheduled Emergency Call-In is any employeesaadled to return to
work on an emergency basis outside their regularly s¢ée@dvork hours and who is not
on Scheduled On-Call status, excluding employees whoadlesl in to replace regularly
scheduled employees. Unscheduled emergency call-inustaeoy.

51.2.1.2 An appropriate member of the administrative stafit approve all
unscheduled Emergency Call-In time in advance. |athministrative staff member is
not available, Emergency Call-In must be approved by thsihg Shift Supervisor
acting in the capacity of such an administrative staffmoer.

51.2.1.3 In a declared disaster, the Unscheduled Emer@atielh provisions of the
policy apply, provided the employee reaches the Hospitalmone-half hour of
notification.

51.2.2. On-Call Pay

If an employee is called into work under this subseactibat employee shall be guaranteed a
minimum of four hours pay. Employees will be paid 1nets their regular rate of pay for all
hours worked while physically at work (“On-call Pay”f.ah employee works less than four
hours when called into work, that employee shall rec®neall Pay for actual hours worked
and four hours minus actual hours worked at their regularofgtay. For example, an employee
who is called in for two hours of actual work shalldaed at 1.5 times their regular rate of pay
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for those two hours and paid at their regular rate off@athe remaining two hours. All
compensation under this section shall not be pyramidedanitfother premium pay, such as
overtime, holiday. Refer to 46(c). (non-pyramidingtieey).

51.3. Standby
51.3.1. Procedure

In the event that SJH must call-off employees iroadance with this Agreement, an
effected employee, upon request of their manager, mapntegluto be placed on stand-by status,
in lieu of a call-off. The employee shall accrueatain, holiday and sick time on all hours
cancelled as if they were worked hours. The employderspart to work within one hour of
being notified.

51.3.2. Compensation

The employee is paid $3.00 per hour for hours on standhifasto beeper pay. If an
employee is called into work under this subsection,ehailoyee shall be guaranteed a
minimum of four hours pay. Employees will be paid 1nets their regular rate of pay for all
hours worked while physically at work (“On-call Pay”f.ah employee works less than four
hours when called into work, that employee shall rec®necall Pay for actual hours worked
and four hours minus actual hours worked at their regularofgtay. For example, an employee
who is called in for two hours of actual work shalldaed at 1.5 times their regular rate of pay
for those two hours and paid at their regular rate off@athe remaining two hours. All
compensation under this section shall not be pyramidedanitlother premium pay, such as
overtime, holiday. Refer to 46(c). (non-pyramidingt&eg.

51.4. Time Recordation

On-call and Standby employees are required to clock enwimey return to work and
clock out when they complete their work.

ARTICLE 52 -COMMUNITY SERVICES ON-CALL
52.1. Scheduled On-Call

52.1.1. Procedure. Any employee that is scheduled todialale to work, but not
physically present at work, outside of their regular wawkirs will be considered on
Scheduled On-Call status. Employees in this status lbeugble to be contacted and
return to work according to the approved departmental tiamed established according
to urgency of desired arrival.

52.1.2. Employees who are Scheduled On-Call and canmetibked by telephone, refuse to
come to work, refuse to be on call or do not reactasisggned workplace within the established
time frame are subject to disciplinary action, up to antilichieg termination.

52.1.3. Before the beginning of the calendar month, 8aHi fi'st ask for volunteers prior to
assigning Scheduled On-Call. Volunteers shall be assmmed equitable basis. If there are no
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volunteers available to cover an on call assignmbaty 8JH shall assign on call involuntarily
on a rotating basis. RAHE, Per Diem and 12 Hour emplogeerot assigned involuntary on-
call.

52.1.4. Compensation

The employee shall paid $3.00 per hour for hours on catideg through Friday, and $4.00 per
hour for hours on call Saturday and Sunday, similar épd&epay. Employees will be paid 1.5
times their regular rate of pay for all hours workedlavphysically at work. All compensation
under this section shall not be pyramided with any otlemnpm pay, such as overtime and
holiday pay. Refer to Article 46(c) (non-pyramidingtg&a).

52.2. Time Recordation

Time recordation shall be maintained consistent withent practices utilized by Community
Services.

ARTICLE 53 - WAGES
53.1. Definitions

53.1.1. Base Rate of Pay

The base rate shall be defined as the employee’s hatelpf pay as set forth on the
wage scale table in Section H without any differenbiahus, incentive, or premium pay.

53.1.2. Regular Compensation Rate

Regular compensation rate shall be defined as the eegfolgase hourly rate of pay
plus any differentials.

53.1.3. Premium Compensation Rate

Premium Compensation Rate of pay shall be defined asrieS the employee’s regular
compensation rate and shall include holiday pay for requilsarid part time Community
Services employees that qualify for holiday pay setfortArticle 48, on-call and
overtime compensation.

53.1.4. Double Time Compensation Rate - Hospital Emplo@edys
Double Time Compensation Rate of pay shall be defined@§2times the employee’s

regular compensation rate and shall only apply to reduileeind part time hospital
employees who qualify for holiday differentials setlfoin Article 48.

53.2. Overtime
Employees shall be paid one and one-half (1 %2) tinesrgular compensation rate of pay, for

all time in excess of forty (40) hours within a work-wed#owever, preceptor pay and charge
nurse pay shall not be counted when calculating thecaybdi overtime rate.
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53.3. Shift Differentials

All current SJH practices and pay involving shift differelstghall remain in effect throughout
the duration of this Agreement.

53.4. Daylight Savings/Standard Time:

Employees shall be paid for the actual number of hourkeglor
53.5. Mileage

Current reimbursement practice and rates will continueaniResement rates shall be at the
prevailing IRS rate.

53.6. New Hires

New hires will not be placed on a step of the applicidge Scale that is higher than any
current employee with the same level of experient¢bam position. The amount of credited
experience shall establish the employee’s startind Gavéhe wage scale, from which the
employee shall progress through their employment.

53.7. Wage Adjustment and Correction

Within thirty-days of ratification, employees will béaped on their applicable Wage Scale. The
amount of credited experience shall establish the eraplstarting level on the Wage Scale
Table, from which the employee shall progress throughdngmployment. To ensure proper
placement on the wage scale, each employee, witlity {8D) days from the date of ratification
of this Agreement, will receive notice from the Emm@oindicating the years of experience as an
RN and the date of hire. A copy shall also be serteadJnion. Employees shall report any
errors to SJH within thirty (30) days from the date of mgibf SJH’s notice. Failure of the
employee to report an error shall constitute anacable waiver of that error and ratification

that SJH’s designation is correct. Errors in cated years of experience will be corrected by
the employer no later than two pay periods from the afatetification.

53.7.1. No employee will have their current base redeced in any way based upon this
Article. Where an employee’s pre-Agreement baseisat®re than their base rate set
forth in this Agreement, the employee’s base ratd bedired circled,” and the employee
shall not be entitled to any increases in their base(esther across-the-board-increases
or Step increases) until the employee’s base rat@iAdgheement is equal to the
employee’s pre-Agreement base rate. Nothing in thi€largrevents SJH from
increasing or reducing an employee’s pay rate if the graplaccepts a position outside
of their current job classification.

53.7.2. All wage adjustments shall also apply to probatly employees.
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53.7.3. Employees shall have their Wage Scale exper&stablished as follows:

RN Experience counts toward credited
service

RN Experience does not count toward
credited service

Acute care hospital

Legal Nursing Consultation

Long-term care

Physician office experience

Home Care

Utilization review

Per Diem, Hospital, Long Term Care or Home Cal

eCamp and Cruise Ship Nurse

Time at SJH on approved LOA

Time spent not working as a Registered Nurs

Nursing Management Experience

Parrish/Church Nurse

Clinical teaching experience (Nursing School)

International Nurse

Psychiatric nursing

Casino Nurse

Paramedic RN

Case Management

Flight RN

Non-clinical classroom teaching experience

Occupational Health

Any other non-clinical experience not listed
here

School Nursing

Peace Corps Nurse
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53.8 Base Rate Wage Scales.

53.81. Wage Scale - Full Time, Regular Part Time, Regllaekend RNs

South Jersey Hospital Community Svcs
Nurse Nurse Adult
Step' RN Prac Midwife 2 RN? Day
0-1 25.95 31.50 48.92 24.95 22.00
1 26.25 32.29 49.36 25.25 22.30
2 26.51 33.09 49.81 25.55 22.60
3 26.81 33.92 50.25 25.85 22.90
4 27.08 34.77 50.71 26.15 23.20
5 27.66 35.81 51.16 26.45 23.50
6 28.20 36.89 51.57 26.75 23.80
7 28.76 37.99 51.98 27.05 24.10
8 29.29 39.13 52.40 27.35 24.40
9 29.84 40.31 52.82 27.65 24.70
10 30.38 41.52 53.24 27.95 25.00
11 30.73 42.14 53.67 28.25 25.30
12 31.07 42.77 54.10 28.55 25.60
13 31.42 43.41 54.53 28.85 25.90
14 31.77 44.06 54.97 29.15 26.20
15 32.12 44.73 55.41 29.45 26.50
16 32.37 45.17 55.85 29.75 26.80
17 32.61 45.62 56.30 30.05 27.10
18 32.88 46.08 56.75 30.35 27.40
19 33.11 46.54 57.20 30.65 27.70
20 33.37 47.01 57.66 30.95 28.00
21 33.56 31.25 28.30
22 33.76 31.55 28.60
23 33.96 31.85 28.90
24 34.16 32.15 29.20
25 34.36 32.45 29.50
26 34.55 32.75 29.80
27 34.75 33.05 30.10
28 34.95 33.35 30.40
29 35.15 33.65 30.70
30 35.36 33.95 31.00
RN - Registered Nurses
Nurse Prac - Nurse Practitioners Adult_ Day - Adult Day Care

Step indicates years of experience as an RN as defyrt&l b of this Article.

Regular full-time Nurse Midwives are salaried employe®kraceive an annual salary of their base rate
times 2080, regardless of the number of hours actualligesor

Homecare and Hospicecare RNs.
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53.8.2. Wage Scale — Per Diem and CRTSs - Hospital

RN Unit Based Per Diem

RN Day Night
Weekday 36.40 41.60
Weekend 41.60 46.80

Holiday 46.80 52.00

RN Central Resource Team - Hospital

RN Day Night
Weekday 31.20 39.52
Weekend 36.40 44,72

Holiday 41.60 49.92

Per Diem and CRT employees shall not qualify for défféials or premium pay except
where required by law.

53.8.3. Wage Scale - Per Diem - Community Services

Per Diem hired by Community Services shall be paid atsasecommensurate with their years
of experience on the Community Services Wage Scalee 8.1 of this Article. Per Diem
employees shall not qualify for differentials or pramipay except where required by law.

53.8.4. Wage Scale - Per Diem Nurse Practitioners, NMichgives

Per Diems hired into the positions listed above shatidoé a base rate commensurate with their
years of experience on the respective Wage Scale %aldel of this Article.Per Diem
employees shall not qualify for differentials or pramipay except where required by law.

53.8.5. Wage Scale -Regular After Hour Employees (Contm&eirvices)

53.8.5.a. Regular After Hour Employees (RAHE) are eygds who are regularly scheduled to
be on-call and available to work between 4:00 pm and 8:0Mlanday through Saturday, 8:00
am Saturday to 8:00 am Monday, as well as holidays and tirttes the office is closed.

53.8.5.b. RAHES are expected to work alternating sefjeday schedules, and shall be paid a
flat rate of their hourly base rate (wage scale t&BI8.1.) times 80 hours for their entire weekly
shift. This flat rate includes payment for being on,@dlwell as for all work performed during
their weekly shift, including all administrative work aslixas patient care work performed.
RAHEs who perform over 40 hours of actual patient visitatvork per week shall be entitled to
overtime at a rate of 1.5 times their base ratelf@ctual patient visitation hours worked,
including travel time but excluding administrative time.
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53.8.6. Wage Scale Increases

Employees on scale 53.8.1 shall advance one step saltdrg scale on the anniversary
date of hire of the employee.

Subject to the red circle provision of Article 53.7.1., efifee June 1, 2008, SJH shall
increase the base rates in 53.8.1 through 53.8.5 by five pébc#it

Subject to the red circle provision of Article 53.7.1., efifee June 1, 2009, SJH shall
increase the base rates in 53.8.1 through 53.8.5 by four atfipeetcent (4.5 %).

53.9. An Employee who currently participates in the t&arbonus program via written
contract with SJH shall continue to receive theiruahimcentive under the program until the
date the contract expires.

53.10. Charge pay.

Nurses who volunteer to work or are otherwise assignearge” shall receive a
differential of $0.45/hour. This differential shall notdmunted when calculating the applicable
overtime rate.

53.11. Pay Periods and Pay Checks.

1. Pay Period will continue as every two weeks.
2. All paychecks will be delivered in envelopes.
3. Pay stubs will clearly identify specific hours watké@ours worked year to date,

and compensation, including rates, differentials, and athyaHlideductions.

4. When an error in pay has been brought to the atteotithe Department Head or
designee, the Employer will issue a check with theeobion on the regularly scheduled payday
that occurs three (3) days following the resolution efétror. In the event the delay in payment
results in a bank charge or penalty due to Employer ¢h@iEmployer will issue a letter of
explanation to the bank and give a copy to the employee.

5. Direct Deposit shall continue to the same extefirason-Union, non-
management employees.

53.12. Retroactivity.

Hospital RNs shall receive thelés increase reflected by the Wage Scales in Sectiond53.8.
through 53.8.3etroactive to June 1, 2007. CS RNs shall receive a rétr@aacrease, if any, to
June 1, 2007 based on the difference between the RN'ag&cie April, 2007 and 4%.
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ARTICLE 54 — RETIREE MEDICAL TRUST
54.1 General Contribution from Wages

Within twelve (12) months after ratification of the agmeent by the Union, full-time and part-
time employees of the bargaining unit will participata isecret ballot referendum vote to
participate in a mandatory employee contribution to tRAH Retiree Medical Trust. Based
upon an affirmative result, the Employer shall faailtthe payment of a monthly mandatory
employee contribution of $.20 per hour (not to include awerhours or on-call hours) for each
full-time and part-time employee covered by this agreémepon notice of an affirmative vote,
SJH will implement mandatory employee contributiongtee first pay period of the month,
twelve (12) months after the ratification of the agreetn No payroll check-off by employees
will be required; instead, the employer will transfaeaheck for this purpose of employee
contributions, representing $.20 per hour for each fulktamd part-time employee who worked
in that month. The monthly per capita amount of eygé contributions shall be included in
each employee’s salary for purpose of calculatingen@nt benefits and will be withheld
pursuant to applicable law.

54.2 The above will be applicable on September 1, 2009 unleksgpéal offers a
comparable or better plan to employees in the bargainimdpyimiay 1, 2009. The Employer

will present the details of any alternative plan to P& least 60 days before May 1, 2009. The
issue of whether or not the plan is comparable or bettieoe subject to the grievance and
arbitration procedure. If the Union challenges the plaarbitration the implementation of

either plan will occur after the arbitration decision.

54.3 ltis specifically agreed that the Employer assunaeobligation, financial or otherwise,
arising out of the provisions of this Article and the Unghall indemnify and save the Employer
harmless against any and all claims, demands, suits, laadfotms of liability that might arise
out of or by reasons of any action, claim, demand obsuany person which may involve or be
in whole or in part based upon collection or deductioanyf money by the Employer submitted
to the Retiree Medical Trust pursuant to this Article.c®©the funds are remitted to the Trust,
the disposition thereafter shall be the sole and exdushligation and responsibility of the
Trust. So long as the Employer makes payment of thilootions directed by the Union in the
amount specified, the Employer shall have no additilaaility or responsibility to any of the
Union, the Retiree Medical Trust, or the employeesvMoom the deductions are made. The
employer does not agree to be covered by or be bound byAgretment establishing
establishing the HPAE retiree medical trust. The eygsles not a party to the trust agreement.

54.3 All tax treatment of the amounts withheld shalinbaccordance with applicable law as

provided in a private letter ruling issued by the InternaleRae Service to the Union or the
Retiree Medical Trust.

ARTICLE 55 - LEAVE OF ABSENCE

For the duration of this Agreement, bargaining unit emplegdall be eligible for Leaves of
Absence consistent with the SJH Leave of Absenceigslic effect as of the effective date of
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this Agreement, and applicable law, including but not lichte Family Medical Leave and
Personal Leave.

ARTICLE 56 — VOTING TIME OFF

56.1. SJH may grant up to two (2) hours unpaid time off te wogeneral, direct,
primary and presidential elections under the following daos:

56.1.1. The employee is a registered voter.

56.1.2. There is insufficient time for the employeedte outside his or her regular
working hours. An employee is considered to have safficiime if the polls are open
two (2) hours before or after the employee’s working sour

56.1.3. An employee who has reason to believe thateiifito vote will be needed will
give their manager/supervisor at least one week notice.

ARTICLE 57 — BEREAVEMENT LEAVE

57.1 Full time and regular part-time employees will bel pai all days off in which they were
scheduled to work during the three consecutive days inatedglfollowing the death of an
Immediate Family Member. “Immediate Family Membex'tefined as mother, father,
stepmother, stepfather, mother-in-law, father-in lsigter, brother, stepsister, stepbrother,
spouse, civil Union partner, child and stepchild. If additidimaé is necessary, an employee
may request approval for the use of PTO time.

57.2 Full-time and regular part-time employees will dsceligible for one (1) regularly
scheduled day off (12 hours maximum) with pay at the tihteeodeath of a grandparent,
grandchild, sister-in-law, brother-in-law, daughter in-laan-in-law, stepparent-in-law, and
grandparent-in-law.

ARTICLE 58 — MILITARY LEAVE

Military leave will be provided according to applicable law.

ARTICLE 59 — JURY DUTY & LEGAL TIME OFF

59.1. SJH agrees to compensate regular full-time, and rqgarkatime employees for a period
of up to three weeks of their regularly scheduled hourgnohitding extra shifts or overtime
hours, that are missed because of jury duty and grand jury duty.

59.2. SJH shall pay the employee their base rate. kaigdshall not count as hours worked,

and therefore, shall not count for the purposes otiaggbenefits or earning other entitlements
under this Agreement.
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59.3. Employees are required to give their manager advatice abthe summons for jury
duty and shall be paid for absence due to jury duty on regsleineduled workdays only.
Employees who work the day and evening shift shall beheféame day. Employees who work
the night shift shall be off the preceding night, exalgdihe first four hours of the 7p-7a shift
preceding the jury duty day.

59.4. To be compensated, employees must notify their madady and must submit proof of
service with their time records in order to receive paymé the manager is not notified and/or
the proof of service is not provided, the time shalllerged as unscheduled paid time off.

59.5. Employees who are issued subpoenas by SJH and/@reviequested by SJH to testify
regarding SJH business shall be paid their regular comjpmméat all hours spent on activities
surrounding the subpoena and/or request.

59.6. Employees who are issued subpoenas by partiestwhe®dH and are scheduled to
work on the date in which they have been ordered to apgeat be granted the time off and
must use their PTO time. Such absences shall not eswart unscheduled absence, provided
that the employee notified SJH upon receipt of the sul@poeas soon as practicable thereafter.

ARTICLE 61 - BENEFITS

61.1. Health, Prescription Drug, Dental, Vision, Life Ireswge and Long Term
Disability plans.

61.1.1. Except as may be provided for in this Agreemenghgoyer shall make
available to bargaining unit employees the same HealtscAption Drug, Dental,
Vision, Life Insurance and Accidental Death and Dismemieat, Long Term Disability,
Critical Care/lliness insurance which it provides to nomaggrial, non bargaining unit
employees.

61.1.2. SJH shall have the sole discretion to chang®dify these benefits. However,
during the life of this Agreement, SJH shall not termartaese benefits and shall
maintain these benefits at the same level as SJHfdoasn management, non
bargaining unit employees.

61.1.3. The contribution levels charged to bargaining unit eaplofor these benefits
will be equal to those charged to non-management, nonibeiganit employees within
the same classification and same wage tier. In anytgilee total cost of any increase in
employee premium co-payments for a bargaining unit emplslyak not be greater than
the increaséor any comparable non-management, non-bargaining uniogegin any
tier, i.e. any non-management, non bargaining unit emeloythe same classification
(regular full-time and regular part-time) and with thensaype of coverage (Single,
Family, etc.). Further, the contribution levels fordaining unit employees shall be no
greater than 17.5% of premiums.

61.1.4. In the event of exceptional economic circuntgaeffecting the Plans or the
Employer, SJH and the Union agree to negotiate any propbs@gdes to the
contribution levels outside of the levels set fortipamagraph A(3).
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61.2. 403(b) and Target Benefits Plan

61.2.1 SJH shall provide the same 403(b) and Target Benkfita® provided to
comparable non managerial, non bargaining unit employ@asng the life of this
Agreement, SJH shall not terminate these benefitstlare shall be no material
modification of the plans as it applies to bargaining employees without agreement
between the Employer and the Union except as may be&eddyy applicable law or
regulations, and except where dictated by exceptionaloggic circumstances.

61.2.2. In the event of exceptional economic circumsgsedfecting the Plans or the
Employer, SJH and the Union agree to negotiate any propbsegdes to the
contribution levels outside of the levels set fortb\ah

ARTICLE 62 — ANCILLARY BENEFITS

62.1 To the extent that SJH controls the following dagilbenefits, they shall continue for
the term of this Agreement: Free Parking, Day Care Raisement, and Fitness Connection
Discounts.

62.2 SJH shall continue to provide ancillary benefit€bonmunity Services and Hospital
bargaining unit employees that are not specifically expessthis Agreement at the same level
as provided to all similarly situated non-management baosgaining unit employees in these
entities.

62.3 Any decision by SJH to change, modify, or terminatdlary benefit levels shall not be
subject to bargaining with the Union. SJH shall notifytwmon of any decision by SJH to
change, modify, or terminate any of these system asdlary benefits, and upon request shall
bargain over the effects of such changes upon bargainingnupiibgees only to the extent
required by law.

ARTICLE 63 — HEALTH & SAFETY

63.1. SJH and the Union recognize that employee and pa#elth and safety is of
paramount importance. As part of a continuous effort fwave health and safety of
patients and employees:

63.1.1. SJH and employees will observe and comply witbcl, state, and federal
health and safety laws and regulations, and will prouwdkraaintain a safe and healthy
workplace, free of recognized hazards.

63.1.2. SJH health and safety committees shall be oggmrdgaining unit employees to
the same extent and on the same terms as they arécopen-bargaining unit, non
managerial employees.

ARTICLE 64 - SEVERABILITY

If any term or provision of this Agreement, or the eocéonent of any provision of this
Agreement is or shall at any time be contrary to t&en such provision shall not be applicable
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or enforced or performed, except to the extent permittdavinyif, at any time thereafter, such
provision or its enforcement or performance shall ngédorbe unlawful, then such provision
shall be reinstated as of the date it becomes lawftlishall continue in full force and effect for
the balance of the term of this Agreement. If eithemty determines that a revision is necessary
in the intervening period between the time said languag®xgeally deemed to be unlawful
and the time at which such language was deemed to be kydun, then they will notify the
other party of the intent to negotiate an alternatdéubprovision on the same topic. The parties
agree to meet within thirty (30) days of said notice. tndhent the parties cannot reach an
agreement within 30 days after the first meeting the msiti@l be submitted to expedited
arbitration under the terms of the Agreement. Any reavgliage, side-letter, additional
agreement or Award shall govern and shall be deemed txeetie original language in the
Agreement, and shall remain in full force and effectthe balance of the term of this
Agreement.

ARTICLE 65 - DURATION
This Agreement shall expire on May 31, 2010 at 11:59 PM

ARTICLE 66 — MANAGEMENT RIGHTS

66.1 The management and control of South Jersey Headtlacat the direction of the work
force rest exclusively with South Jersey Healthcanel, except as otherwise limited by an
express provision of this Agreement, South Jersey Heaitthshall retain the absolute right to
exercise complete control and discretion over iggpization, employees, management,
operations, and technology, and shall have the fulbésdlute right to make any decisions
affecting its organization, employees, management, tbpesaand technology. Such
management rights include, but are not limited to: creli@nge, discontinue, manage,
administer, sell, assign, transfer, and control Sdatkey Healthcare’s operations, programs,
activities, mission and resources; plan, direct androball duties and functions performed by
employees; hire, train, orient; precept, educate, §)as@mote, transfer, assign, supervise,
layoff, discipline, suspend, and discharge; promote taipos within or outside the bargaining
unit; determine or change the starting and quitting tinmgtleof shift and the number-of hours
worked per day and per week; require overtime as permittépestablish and change work
schedules; determine the staffing numbers and compositi@aéh department and shift and to
select and determine the number and types of employg@eswide patient care; assign work to
employees; establish nurse to patient staffing ratgiapéish and change work schedules and
assignments; establish and implement on-call procedadésrgpolicies and to require
employees to meet on call requirements established uth Sersey Healthcare; establish and
implement call in procedures and/or policies and to reguirgloyees to report to work in
accordance with the policies and/or procedures; assigarmsfer employees temporarily or
permanently to other classifications, work areas aliti@s; assign or transfer equipment or
facilities temporarily or permanently; direct, plan aaahtrol facility operations; exercise control
and discretion over the organization and efficiencypa#rations; change or eliminate existing
methods, materials, equipment, facilities and repognagtices and procedures and/or to
introduce new or improved ones; assign or contracalbot any part of the work currently
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performed by bargaining unit employees or new work, inctythe right to utilize the services
of agencies, contractors, non bargaining unit personnellistgyeontractors and volunteers;
determine what products and methods shall be used; conpobpérty of the South Jersey
Healthcare; create, modify, combine or abolish anycjabsifications or title; create, promulgate
reasonable work rules, policies and regulations; Comratgicnodify, interpret and enforce
work rules, policies and regulations on any matterithadt specifically and unambiguously
provided for in this Agreement to the contrary, includingrmttlimited to rules, regulations and
standards addressing conduct, patient care, attendanceyeraptand safety; create,
promulgate, enforce and modify employee handbooks, mamurastation documents,
publications, newsletters, and any other documents or mad®oealdressing any rights reserved
by South Jersey Healthcare under this Article; lay off @tieve employees from duty because
of lack of work or other reasons, and to determine xhené and duration of such layoff;
determine the number of departments and units and the avbekpperformed therein; create,
discontinue, enlarge, reduce, consolidate or reorganizdegartment or unit; transfer any or all
operations to any location or discontinue the same wievbr in part; merge with any other
institution; sell or close any and all operations; deterrthieemethods, procedures, and
equipment to be utilized by employees in the performariavork; utilize employees wherever
necessary in cases of emergency or in the intergstti@int care within the discretion of South
Jersey Healthcare; introduce new or improved methotiiities regardless of whether or not
such introduction may cause a reduction in the workingefagstablish and administer programs,
policies and procedures related to research, educatianntyapperations, services and
maintenance of the South Jersey Healthcare’s opesatiletermine staffing patterns including
but not limited to the assignment of employees, numbengiloyees employed, duties to be
performed, qualification and areas worked; select and detetime type and extent of activities
in which it will engage and with whom it will do businedgtermine policies and procedures
with respect to patient care; determine or change thileouie and means by which its operations
are to be carried on; take any and all actions it detessrappropriate, including the
subcontracting of work, to maintain efficiency and appaiprpatient care; and in all respects to
carry out the ordinary and customary functions of rganzent.

66.2 The foregoing statement of the rights of managear&hof SJH'’s functions are not all
inclusive, but indicate the type of matters or rights Whielong to and are inherent in
management, and shall not be construed in any way tadexother management functions not
specifically enumerated. Any of the rights, powersaathority SJH had which have not been
expressly limited by the terms of the collective banty agreement between the parties are
retained by SJH. Failure to exercise any of the funstiatnether or not expressly stated herein,
shall not constitute a waiver thereof. SJH shall proth@eUnion with proper notice by law.

66.3. The Union, on behalf of the employees, agrees feecate with South Jersey Healthcare
to attain and maintain full efficiency and optimal patieare.

66.4. Any of the rights, power or authority South Jetdeglthcare had prior to the signing of
this Agreement, as determined by the policies, past practite conduct of South Jersey
Healthcare, are retained by South Jersey Healthcare.
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66.5. South Jersey Healthcare’s exercise of any retagiedm a particular manner, or the non-
exercise of such right in any particular manner, siatlloperate as a waiver of South Jersey
Healthcare’s rights hereunder, or preclude Southyétsalthcare from exercising its rights in a
different manner in the future.

66.6. SJH shall notify the Union of any changes in pedi@nd practices that affect bargaining
unit employees, and shall discuss with the Union upon st@unel bargain over the effects of
such changes upon bargaining unit employees to the extenexkqyitaw.

66.7 The preceding paragraphs shall not be deemed as a lyaitlierUnion of any right it may
have to negotiate under this Agreement or as required underadpellaws or statutes.

ARTICLE 67 - SUBCONTRACTING

SJH retains the right to sub-contract any bargainingwork in the future based upon patient
care needs or economic considerations, provided thatssibebontracting will not be done for
the purpose of laying off employees in the bargaining-uaithough the effect of such
subcontracting may result in layoffs. Before any fohatision regarding subcontracting is
reached, SJH will meet with the Union as soon as ipedaté to negotiate with the Union as to
the effects of such decision.

ARTICLE 68 — NO STRIKE OR LOCKOUT

68.1 During the life of this agreement or any extensioretifethe Union, its officers, agents,
representatives, members and employees (herein dersotgdian”), agree that they will not
collectively, concertedly or individually encourage, direauthorize, condone, participate in,
threaten or sanction any strike (whether it be ecacyaimfair labor practice, sympathy or
otherwise) slow down, walk-out, sit-down, picketing orestbtoppage of work, retarding of
work or boycott, whether they be of a primary or seleoy nature, or any other activities which
directly or indirectly interfere with or interruptl8’s operations or the presentation of its
services for any reason, whether employees are orodutf§ duty, including the concerted use
of sick time or unlawful refusal to work overtime. er'tbnion shall not refuse to cross the picket
line of its own Union or another Union which is estaldslat SJH facilities or any location
affiliated with SJH, nor will it engage in any activgiezhich prevent or attempt to prevent the
access of any person to SJH’s facilities during the tdrthis Agreement. The term strike shall
include a failure to report to work because of a primarsecondary picket line at SJH premises,
whether established by this or any other Union. Theitetweferenced above shall be defined
as “Prohibited Activity” for the purpose of this Article.

68.2 Nothing in this Article shall prohibit bargaining unit emgley from distributing
information or other activities, including informatiomatketing, provided that they do not rise
to the level of Prohibited Activities.

68.3. Any employee engaging in, participating in or encourdgimgibited Activity will be
subject to discipline up to and including discharge.
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68.4. Any claim, action or suit for damage either party heave against the other for violation
of this Article may be brought in a court of competenisgiction or through the contractual
grievance procedure.

68.5. In the event that Prohibited Activity occurs, the Wdraod its officers, agents and
representatives shall immediately commence (withieel§3) hours of a request by SJH)
positive and evident steps to bring such Prohibited Activityn end and to have those involved
cease such Prohibited Activity. These steps shall invatheast the following:

68.5.1. Publicly and unconditionally repudiate and denouncBril@bited Activity by
employees and/or Union agents/employees through anglease and through
memoranda to its members.

68.5.2. Advise SJH in writing that the Prohibited Activitydoiyployees has not been
called, requested or sanctioned by the Union.

68.5.3. Notify employees in writing of its disapprovatloé Prohibited Activity and
instruct such employees to cease such Prohibited Actiatyediately.

68.5.4. Post notices at the Union bulletin boards tidisatpproves the Prohibited
Activity and to cease such Prohibited Activity immediately.

68.5.5. Refrain from giving any aid, encouragement, or supparty sort whatever to
employees who are engaging in Prohibited Activity.

68.5.6. The obligations of the Union, and its officersnég@nd representatives are in
addition to any other obligation imposed by law or any otemedy, liability or right
provided to SJH.

68.6 During the life of this agreement or any extensioretfe SJH agrees that there
shall be no lockouts of employees.

ARTICLE 69 — ENTIRE AGREEMENT

69.1 This Contract contains the entire understanding, undegtaad fully bargained for
Agreement for SJH and the Union, and represents mafteddlective bargaining for its term.
Changes to this Agreement, whether by addition, waiveefidal] amendment or modification,
must be reduced to writing and executed by both the Union #adTere will be no individual
agreements made between the Employer and individual msmbtre Union.

69.2. No term or condition of this Agreement shall bee@&ifiective until the Agreement has
been ratified and executed by all parties hereto. No ¢ercondition of this Agreement shall
have retroactive effect unless otherwise stated inAgpisement.

69.3 Nothing in this Article shall preclude SJH from implaeibngg and/or terminating
programs that provide employees compensation and ketiefitare in addition to what is
required under this Agreement. SJH shall negotiate wattuthion over such programs prior to
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implementation. SJH shall have the sole authooitgtminate such programs unless otherwise
agreed to by SJH and the Union.

69.4 SJH shall have the discretionary authority to nastor terminate discretionary
compensation programs currently in place such as Premrantive Pay, Extra Shift Contracts,
Hiring Bonuses, Referral Bonuses, Retention BonusesSartent Nurse Loan Forgiveness
Program.

ARTICLE 70 - PROFESSIONAL NURSING LADDER - (Hospital Staff RNs Only)

70.1. SJH and HPAE support the pursuit of continued educatéagplication of such
education to our patients, employees and the commumtighich we serve. This Professional
Nursing Ladder provides incentives to RNs to pursue thess.goal

70.2. All full-time and part-time Hospital Staff RNs #Hee eligible to apply for annual
incentives under the Professional Nursing Ladder as follows

Continuing Ed

Annual Eligibility Requirements RN BSN MSN Reimbursement
Level I - 6 months of continuous experience 1000.00FT | 1250.00FT | 100.00 FT
at SJH 500.00 PT | 625.00 PT | 50.00 PT

Satisfactory Completion of Orientation
No disciplinary suspension during 6
month eligibility period

Satisfactory completion of Performance
Improvement Plan (if applicable)
Completion of Project or Committee
participation

Attendance at 50% of staff meetings

Level Il - 1 year experience at SJH 1500 FT 2500.00 FT | 3000.00 FT | 200.00 FT
National Certification in nurse’s specialty 750.00 PT | 1250.00 PT | 1500.00 PT | 100.00 PT
area of practice
Satisfactory Annual Performance Revieiv
(overall rating of 3 or higher)

No disciplinary suspension during one
year eligibility period

Satisfactory completion of Performance
Improvement Plan (if applicable)
Completion of Project

Attendance at 50% of staff meetings
Active participation in shared governange
evidenced by attendance of 50% counc]l
meetings including UB practice meetings
or 50% attendance at labor management
or safety meetings or other committees |or
any combination)

Level lll- at least 2 years experience at SJH| 2000.00 FT | 3000.00 FT | 3500.00 FT | 500.00 FT
National Certification in nurse’s specialty 1000.00 PT | 1500.00 PT | 1750.00 PT | 250.00 PT

area of practice
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Annual Eligibility Requirements

RN

BSN

MSN

Continuing Ed
Reimbursement

Satisfactory Annual Performance Revie
(overall rating of 3 or higher)

No disciplinary suspension during one
year eligibility period

Satisfactory completion of Performance
Improvement Plan (if applicable)
Completion of Performance Improveme
Project

Nurse as Teachers/Teaching Project
Attendance at 50% of staff meetings
Active participation in shared governang
evidenced by attendance of 50% counc
meetings including UB practice meeting
or 50 % attendance at labor manageme
or safety meetings or other committees
any combination)

e
I
S
nt

or

Level IV

National Certification in nurse’s specialt
area of practice

Satisfactory Annual Performance Revie
(overall rating of 3 or higher)

No disciplinary suspension during one
year eligibility period

Satisfactory completion of Performance
Improvement Plan (if applicable)
Voluntary Community Service (Hospital
Related)

Participation in Research Activity
Completion of Performance Improveme
Project

Nurses As Teachers

Attendance at 50% of staff meetings
Active participation in shared governang
evidenced by attendance of 50% counc
meetings including UB practice meeting
or 50 % attendance at labor Manageme
or safety meetings other committees (or
any combination)

2500.00 FT
y 1250.00 PT

W

3500.00 FT
1750.00 PT

600.00 FT
300.00 PT

Level V MSN Required

National Certification in nurse’s specialt
area of practice

Satisfactory Annual Performance Revie
(overall rating of 3 or higher)

No disciplinary suspension during one
year eligibility period

Satisfactory completion of Performance
Improvement Plan (if applicable)
Voluntary Community Service (Hospital
Related)

Participation in Research Activity
Mentor at least one RN (includes

attending workshop for preparation)

4000.00 FT
2000.00 PT

700.00 FT
350.00 PT
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Continuing Ed
Annual Eligibility Requirements RN BSN MSN Reimbursement

Performance Improvement Project
Nurses As Teachers/Teaching Project
Attendance at 50% of staff meetings
Active participation in shared governange
evidenced by attendance of 50% counc]l
meetings including UB practice meeting
Attendance at 50% of staff meetings or
50% attendance at labor management ¢
safety meetings or other committees ( or
any combination)

2]

=

70.3. Employees under this program may apply in the mdridecember for incentive
payment for goals that have been reached during thedzalgear. All incentives under this
Program shall be paid on the first regularly schedulegopagd in May of the following
calendar year.

70.4. The Continuing Education incentives shall consistoairificate for reimbursement for
Continuing Education Classes.

70.5. This Program does not apply to Community Services gagdasee side letter), Nurse
Practitioners, or Nurse Midwives, or any other RNs other thgular full- and part-time
Hospital Staff RNs.

70.6. Per diem employees with at least 1000 hours of senvibe previous calendar year at
the time of application shall qualify for part time b#tseunder this ladder at RN rate

(column 1). Time canceled or flexed shall be considasetiime worked toward the 1000 hours
of service requirement.

70.7. The Continuing Education Certificate is valid onlydoe year after the date of issue.

70.8. An Employee is eligible to apply for incentives ar€batinuing Education Certificate
for only one level per year under this program.

70.9. Eligibility for the Ladder. An employee must h#een continuously working for SJH
for the time periods required for placement or advanceémen

70.10. RN’s who are unable to meet some or all of ther@ifor maintenance of status because
of prolonged iliness, or for any illness or injuries witthe meaning of the FMLA or NJ Leave
acts, military service, or a similar compelling reasammg who furnish documentation will
maintain status on the professional ladder for 6 mcaiftles they return to work.

70.11. Nurses on maternity leave or who have experiencathstrophic illness may maintain
their status for six months after they return to work.

70.12. Meetings missed due to call off by the employerhawMe the missed meeting counted in
the 50 % calculation for maintaining their status.

ARTICLE 71- TEMPORARY REDUCTION OF STAFFING

71.1. SJH retains the right to deviate from its schedwdemporarily reduce staffing on a
given unit and/or shift due to decreased census, decreaseaevofwork, or for other
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significant reasons that may arise. SJH shall dengatient need and acuity before a reduction
of staff or hours occur.

71.2. Cancellation or reduction of hours shall be doniherollowing basis:
71.2.1. Call-off will be within a unit or department oétaffected division;

71.2.2. Call-off will be specific to shift by job classdition, by employment status
considering present ability and skill;

71.2.3. Call-off will be by rotation within employmenagis. The rotation will start with
least senior staff member in each job classificatitetted. For purposes of this policy
seniority is defined as bargaining unit seniority;

71.2.4. Rotation is defined as call-off s shared equally graipermanent staff
members within employment status by job classification.

71.3. The following order for call-offs within job clagssétions by unit or department, will be
followed, but SJH retains the right to make exceptamsecessary:

RNs who volunteer to be called off;

Per Diem Agency nurses;

RNs working overtime;

CRT;

Per-diem;

Full time and Regular part time employees working extithss

Regular Full Time, and Regular Part Time and Regularkéfesk
Employees.

71.4. A log shall be kept on the unit for tracking and will b&ilable to all employees on the
unit.

71.5. Employees selected for call-off shall be givemash advance notice as is reasonable
and as circumstances allow.

71.6. Employees called-off by SJH have the option tdP0$@ time, if available.

71.7. Employees called off involuntarily have the optdapplying for partial unemployment
compensation.

71.8. Nothing in this Article limits SJH’s right to reassigmployees under Article 27 or to
adjust staffing under Article 25.
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71.9. Notice of call-off shall be given before the begigrof the shift. All RNs are responsible
for leaving a contact number with their supervisor orstladfing office so that they can be
contacted in case a call off situation arises. Asags left for RN at the contact number
provided shall constitute effective notice. If a messag®eot be left at that number upon
calling, SJH shall maintain documentation of the cadl auch documentation shall be
considered a message left.

71.10. SJH may, with the employee’s consent, placenipdogee on Standby On-Call Status
(Article 51.3).
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72 — EFFECTIVE DATE AND TERMINATION:

This agreement shall remain in full force until May 31, 2010

For Health Professionals and Allied
Employees, AFT/AFL-CIO

s Trrrec,

Ann Twomey, Presidenth

ichelle Silvio, RIN
— ?

/ -

[

VJ

Hhelle Alston, RN

L0

Karen Bailey, RN, BS

4@2, fleotle @A)

Kelly Hobbs, BN

T Qoni s B350 2w

Lisa Junghans, RN{BSN, CCRN

Linda M.{ Loveiand', RN

G anaue. R

/ Beth Mang?n?ro, RN

Qb h AR tharo, dsvcess

Deborah C. Pacitti, RN, BSN, CRN

Phallips, RN
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For South Jersey Healthcare, Inc.

Enichy F Lrsnd5ans.

Erich Florentine
Chief People Officer

;g%i‘éiw%//J%M

Elizabeth Sheridan
Chief Operating Officer RMC/
Corp Chief Nursing Executive



Joanne Savidge, BN, BSN

%epéanie égustock, RN, BSN |

é%ifzm J}/Q [g@g&”u@j
Mary J4ag¢e Stephenson, RN
Yo, Dudteitin

Kevin Winder, RN
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SIDE LETTER OF AGREEMENT 1

Notwithstanding any contract language SJH and the HPA&edgrthe following:

1. Any employee currently on the STAR program will haveadigon to a) continue on the STAR
Program by yearly application and receive the compensattmndicg to its terms so long as the STAR
program gqualifications for the applicable level are mdi)grarticipate in the New Professional Ladder
program. Once an employee chooses to participate in thdPNefessional Ladder program, they may
not apply for compensation under the STAR program. Employgesntly enrolled in the STAR
program shall be eligible for that program for two wefnom December 31, 2007, after which the STAR
program shall sunset on December 31, 2009. Any employee wbbgasirrently enrolled in the STAR
program shall not be eligible for the STAR program, buy agply for the New Professional Ladder
program.

2. Employees who currently have a National Certificatioménriurse’s current area of practice may
be Grandfathered and continue to receive the curre®0$@rtification differential and have access to
$3,000.00 of tuition reimbursement for maintenance of hisondténal certification in lieu of applying
for the New Professional Ladder program. Employees chotdsmgption shall not be eligible for the
$4,000 tuition reimbursement set forth in Article 31. At Eme these employees may opt to participate
in the new Professional Ladder along with the tuition progsat forth in Article 31 and by so doing they
will no longer be eligible to receive the National Certificatdifferential or the tuition reimbursement for
maintenance of his or her national certification. r@fathered benefits under this option shall sunset on
December 31, 2009. Employees shall provide proof of Nation&fi€eron within thirty (30) days after
ratification of this Agreement.

3. Employees who are receiving the $0.35 BSN hourly differentibbe Grandfathered and
continue to receive that differential on top of his orlese rate of pay. These employees shall be
eligible to participate in the New Professional LaddegPam. However, once an employee chooses to
participate in the New Professional Ladder program, thalf ot continue to receive the above-
described BSN hourly differential.

4. Employees who are currently receiving other differensiaéh as ACLS, ICU will be
Grandfathered and continue to receive such differentedidition to his or her base rate of pay.
However, such differentials under this subsection shall noblmputed into the employees overtime rate.

5. All other Employees not currently enrolled in the STABgpam, receiving a national
certification differential, other certification diffential or a BSN differential, will not receive anytbe
differentials noted in paragraphs 1-4 or be able to ppateiin the STAR Program. However these
employees will be eligible to participate in the Nevofessional Ladder according to its terms and if
eligible, be compensated accordingly.

Vlelatts St ch FQasidin

For the Union For the Employer

Date: Date:
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SIDE LETTER OF AGREEMENT 2

Based upon the operational needs of the facilityunderstood that positions SJH currently
classifies as full-time that are not included as finfiet in the “Classification of Employees”
Article shall not be subject to a change of Statusrasuat of this Article.

Vlelatts St b’ Eich FQasiin

For the Union For the Employer

Date: Date:
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SIDE LETTER OF AGREEMENT 3

Upon ratification of this Agreement, the parties to tkggeement shall mutually withdraw with
prejudice all Unfair Labor Practice charges concerningdistiplinary matters. The parties
agree to meet and discuss on any Unfair Labor Practamge&$ concerning disciplinary issues.
In the event these issues cannot be resolved, thgeshaill not be withdrawn.

Furthermore, the Union shall withdraw with prejudice aadse to be dismissed all complaints
filed with OSHA for failure to provide information currenghending.

Vlelatts St b’ ch FQasidin

For the Union For the Employer

Date: Date:
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SIDE LETTER OF AGREEMENT 4

The Hospital agrees that during the term of this Sideet. ef Agreement, it shall not assert or
challenge the supervisooy non-supervisory status, as defined in Section 2(1hedNational
Labor Relations Act, of any bargaining unit employeeduding nurses who function in the role
of charge nurse whether on a temporary or permanent bEsesbargaining unit employees
(including charge nurses) shall not have the autharityire, transfer, suspend, layoff, recall,
promote, discharge, assign, reward, or discipline othefagmees, or responsibly to direct them,
or to adjust their grievances, or effectively recommsnch actions or to exercise independent
judgment in any such regard unless the exercise of thgoioigeis routine or clerical in nature.
The foregoing shall not preclude bargaining unit nurses incluchagge nurses from performing
any duties which they are presently performing.

The parties agree that this Side Letter of Agreemettitestizire as of the date of the agreement
expiration and is solely an agreement to postponexéecise of any rights it might have or
which might be created, for the term of this Side LreifeAgreement only.

Eich f L

For the Union For the Employer

Date: Date:
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SIDE LETTER OF AGREEMENT 5

Whereas the Union has been certified as the exclusive bargaswgent pursuant to the
certification of the National Labor Relations Bo#4dRC-21179)

Whereas the Health Professionals and Allied Employees, AFLACIO is the certified
collective bargaining agent of RNs that qualify for inausinto the bargaining unit,

Whereas South Jersey Healthcare, Inc. and the Union recognideagree that the discussion
over the Recognition clause of the collective barggimigreement is a permissive subject of
bargaining,

Whereas South Jersey Healthcare, Inc has expressed timiamtéo create non-bargaining unit
Assistant Nurse Managers positions,

Whereas South Jersey Healthcare, Inc requests the excloside title of “Resource Nurse”
from the bargaining unit. ( See attached list),

Whereas employees in the Resource Nurse position are regeivdifferential of $1.50 per
hour added to the base rate of pay,

Whereas South Jersey Healthcare, Inc further requests ttiasan of the following positions
held by employees currently in the bargaining unit: Clinkatient Representative, Clinical
Research Associate, Marketing Manageo(@unity Service), and Education Specialists.

Therefore, the parties agree to the following:

1. The RNs currently in the position of Resource Nuhsdl e give the option to
accept an Assistance Nurse Manager Position and thehabiybe excluded from the bargaining
unit or reject the Assistant Nurse Manager position aacehly remain in the bargaining unit as a
staff RN.

2. The RNs rejecting the Assistant Nurse Manager postiail continue to receive
the $1.50 per hour differential and be subject to red circling.

3. The RNs rejecting the Assistant Nurse Manager postiail be considered a
staff nurse and have no supervisory duties.

4. It is understood that the RNs rejecting the Assidtiamse Manager position will

have the same job duties and assignments as simitadyesi RNs and be subject to all
provisions of the Agreement as are all other bargainingeumitloyees.
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SIDE LETTER OF AGREEMENT 6

South Jersey Health Care (SJH) and Health Profedsiand Allied Employees (HPAE) have
reached a tentative agreement, which the parties nove desionfirm in this Memorandum of
Agreement.

The tentative Agreement is subject to the ratificabbthe membership of HPAE Local 5131.
The Bargaining Committee of HPAE Local 5131 agrees to recowmhwéathout reservation, the
approval of the tentative Agreement to the membershipeofinion.

Therefore, SJH and HPAE agree that the attached pépes the agreements reached during
contract negotiations for a collective bargaining agregem&he parties by their signatures set
forth below signify their agreement as to the termigaséh in this Memorandum of Agreement.

The parties agree to meet within thirty (30) days to revielnaét of the contract based on the
attached agreement and to execute the collective bargamiagment within sixty (60) days.

For the Union For the Employer

Date: Date:
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Constitution

And

By-Laws

of

Local 5131

Health Professionals and Allied Employees
AFT/AFL-CIO

Ratified by the membership of Local #5131

December 3, 2007



LOCAL 5131
CONSTITUTION & BY LAWS

ARTICLE I. NAME
The name of this organization shall be Health Profeatsand Allied Employees, Local # 5131

ARTICLE Il. OBJECTIVES
The objectives of this organization shall be as follows:

A To provide representation for all its members to dargollectively with respect to wages, hours and
working conditions of employment, to negotiate written ages@mwith the employer relating thereto and to
achieve benefits and working conditions at all levels consomate with the skills and expertise required of
its members.

B. To maintain and improve employment standards retatetembers and to critically examine and
evaluate all new developments relating to their professindsall legislation which may have an effect upon
the membership.

C. To enable members to speak with a common voice onreypgdaining to their professional and
common interests.

D. To collaborate with other labor organizations andcttramunity to promote awareness of issues of
mutual concern.

E. To promote the health, wealth and safety of all nesknd to take such action as may be necessary
to protect the interest of the organization and eadis oiembers and affiliates.

F. To seek appropriate recognition of the education and egillired of its members in all specialized
professional and allied occupations and to formulate anot @dah ethical practices and personnel practices
to elevate the status of all members.

G. To develop and maintain a communication network to adelguatorm the membership of common
concerns, benefits and opportunities in an efficienttanely fashion.

H. To ensure that high standards of care are maiataineg that opportunities for professional
advancement are offered to members.

l. To ensure equal treatment for the membership withem#rd to race, religion, creed, gender, color,
sexual orientation, nationality, or age; and to prdtezimembership from discrimination in these areas.

J. To encourage the widest participation of members sohthiocal’s leadership bodies and activities
adequately represent and reflect the full range and divefsmembers’ views, interests and concerns.

K. To develop an effective channel of communicati@tween the employer and our members



ARTICLE IIl. JURISDICTION
The jurisdiction of Local 5131 shall include all health pssfenals and allied employees at
South Jersey Healthcare, Inc., Vineland, NJ 08360.

ARTICLE IV. MEMBERSHIP

Section 1: Qualification

a. All employees who are within the jurisdiction afdal 5131 shall be eligible for
membership so long as they agree to abide by the constiarebby laws. No person
shall be denied membership on the basis of race, creed, gehder, sexual
orientation, age, marital status, political beligfational origin or religion.

b. All other individuals who wish membership with HPAERyrapply, in writing, to the
Executive Board of Local 513This membership application is subject to a
membership vote for acceptance.

Section 2. Dues.
All members shall pay an initiation fee and dues as sHidb$tate Federation to the State
Federation.

Section 3. Assessments

A per capita assessment, in addition to dues, may bel lapen the membership if the
amount and method of payment of such assessment havapg@ened.

a. By a majority vote of its members in good stanghiregsent at a regular or special
meeting after a reasonable notice of the intentiorte upon such a question.

b. By a majority vote of members in good standing membership referendum
conducted by secret ballot.

c. When an assessment is proposed bgtaee Executive Council, or by action at a
meeting of a Local Executive Board, a notice shall bigech#o the members in good
standing at least two weeks in advance of the seallet bote on the issue.

Section 4. Maintenance of Membership

A member who leaves the jurisdiction of this local masign as an active member.
Arrangements may be made to maintain an inactive mehpestatus through the
State Federation.

Section 5. Termination of Membership.

A member who remains in the jurisdiction of the Local &lects to resign
membership shall follow the procedure set forth below:

A. (1) On an annual basis, a member may resign durindpitye calendar day period next
preceding the said member’s anniversary of the most rezeamibership application.
Such time period shall commence on the thirtieth dayggiiag the anniversary date
and shall terminate on the anniversary date of said mempexysplication; or,

(2) In addition to provision A (1) above, a member nmesign during the first five days
of January each year, exclusive of holidays and weeakend

B. All resignations must be accomplished in accordavittethe procedure specified
herein.



(1) All resignations shall be in writing and shall betdsnregistered mail only,
postmarked on the dates set from above.

(2) Such registered letters shall be sent to the mBRikEHoffice and shall be addressed
to the Local Union’s President.

(3) Such registered letters shall clearly state ttention to resign. Such statements
shall be accompanied by the said member’s current addresslowation and
assignment. Such letters shall contain the signafureeanember seeking to resign.
Members seeking to resign may include reasons for resignati

(4) All letters of resignation shall be accompanied byathorization revoking the
deduction of dues and the intent to no longer pay membership3luss letters of
revocation of dues deduction authorization must also fie@¢he said member’s
employer who makes such deductions at the same timeetters is sent to the Union.

C. Any failure to fully comply with each and evergment of the above procedure shall
void the resignation effort and said resignation ¢#ball have no force or effect.

D. Any member who resigns pursuant to the procedure sktabove shall not, from that
time forward, be caused to bear any financial obligatombn-collective bargaining
activity as per the law. Any required financial adjustraestiall be made as soon as
possible.

E. Any member who chooses to resign shall lose alhgqirivileges.

Section 6. Reinstatement of Membership.
Reapplication for membership to this Local may be mad@ytime by submitting
a new application which may include reasons for both masign and
reinstatement. Along with the application for memhgrspayment of dues and
initiation fees as set forth in Section 2 of thiscdetshall be included.

ARTICLE V. MEETINGS

Section 1. Regular Membership Meetings
Regular meetings of the general membership shall be éelhsnually and as
necessary as determined by the Local Executive Boarcegnelsentatives of the
Local.

Section 2. Special Membership Meetings
A special meeting of members may be called at anybirtae Local Executive
Board or by written request of 25%o0f the membership. Onlsetlitems set forth
in the notice of a special meeting shall be discuaseldacted upon at such a
meeting.

Section 3. Notice
Written notice of each special meeting shall be madegach member and/or
posted on an HPAE bulletin board no less than threday3 prior to the meeting.
For regular meetings notification shall be given no tkas 14 days prior to the
meeting.



Section 4. Open and Closed Regular or Special Meetings
Each meeting, regular or special, shall be restrictedetmbers only unless
otherwise stated by written notice. Determination foopen meeting is to be
made by the Local Executive Board or by written reque2666 of the
membership.

Section 5. Quorum.
A quorum for the transaction of business at a regulgpexial meeting shall be
defined as follows:
a. One half or more of the Local Executive Board plssifficient number of
members so that the total number of officers and otleenlvers equals 10% of the
members in good standing.
b. In the absence of a quorum, business may be discusgedinutes taken but no
vote shall be taken on any issue.

Section 6. Local Executive Board Meetings
Regular meetings of the Local Executive Board will taleeg bimonthly.
Additional meetings may be scheduled as necessaryel®rdsident or at the
request of a majority of the Local Executive Board.

ARTICLE VI. EXECUTIVE BOARD, OFFICERS and REPRESENTATIVES

Section 1. Executive Board
The Local Executive Board shall be the governing bodh®tocal. It shall
supervise the affairs of the local and shall have tileoaity to make rulings and
adopt policies not covered by the Constitution and Byd awich are consistent
with the provision of the Constitution and By-Laws.

The Executive Board shall consist of seven (7) membées sik elected officers:
President, three (3)Vice-Presidents, the Secretaylteasurer and the appointed
Grievance Chairperson.

Section 2. President

It shall be the President’s duty to administer the isffad the local and to execute
policies established by the local in conjunction withltbeal Executive Board. The
President, or Executive Board designee, shall presialeratetings of the
membership and serve as ex-officio member of all coraas{tmay appoint
chairpersons of committees and shall discharge all datéteintal to the office of
President. The President shall also serve as then&&toe-President on the State
Executive Council of the State Federation and shallipible to serve on the
Executive Committee of the State Federation in accmelavith the State
Federation Constitution. The President shall be ayd&deto the State and National
Conventions.



Section 3. Vice Presidents
The Local shall elect members to serve in three (8¢-¥Aresident positions. One
Vice-President shall be nominated and elected by the bargainit members in
RMC. One Vice-President shall be nominated and electéleblyargaining unit
members in the Elmer Division. One Vice-Presidentl fisanominated and elected
by the bargaining unit members in the Bridgeton/Community &es\Division. It
shall be the Vice-Presidents’ job to coordinate the aets/of the union reps and
members in their respective locations. In the absehtteed’resident, the Vice-
President appointed by the Local Executive Board, shethime all duties of the
President and when so acting shall have all the powensdlbe subject to all the
restrictions upon the President. The Vice-Presidentklshdelegates to the State
and National Conventions.

Section 4. Secretary

The Secretary shall keep or cause to be kept an acoegatd of minutes of the
meetings of the Local and shall give or cause to be giwgces of all meetings in
accordance with these by-laws. The Secretary shaéidponsible for the Local
newsletter, and shall in general perform all dutieglen@tal to the Office of
Secretary. The Secretary shall be a delegate tatée &d National Convention.

Section 5. Treasurer

The Treasurer shall supervise the maintenance atndbdiion of all funds of the
Local and shall keep accurate and current records bffsnds. The Treasurer shall
keep all financial records on a permanent basis. Téastlirer shall work with the
State Federation Treasurer in developing and implengea budget and shall in
general perform all duties incidental to the office tdasurer. The Treasurer shall
serve on the Budget Committee of the State FederdtienTreasurer shall be a
delegate to the State and National Conventions.

Section 6. Grievance Chairperson

The President shall appoint a member, subject to the approve Local
Executive Board, to serve as the Grievance Chairpef$mnprimary responsibility
of the Grievance Chairperson will be the grievanaedhiag for all bargaining unit
members. The Grievance Chairperson will establishevagnice committee. The
Grievance Chairperson will serve on the Executive Cibunaccordance with the
State Federation Constitution.

Section 7. Representatives
The Local Executive Board will determine the number of tepresentatives and
their assignments. The role of the unit representait@ assist members with
grievance handling, provide communication between membenstiitha Local

Executive Board, update bulletin boards and recruit amshionew members about
the union.



No member who has attended less than one-third (1/3g @étiular or special
meetings of the Local shall be eligible to serve apaasentative of the Local

Section 8. Vacancies

In the event that a vacancy occurs in any electediposguch vacancy shall be
filled as soon as practicable in the following manner.

a. A Vice-President shall fill the vacancy of Presid The Local Executive Board
will determine which of the three (3) Vice-Presidentsuwti fill the vacancy, until
such time as a special election may be held.

b. For vacancy of any other officer, the President,esildp the approval of the
Local Executive Board, shall appoint a member to fél tlacancy for the remainder
of the term.

Section 9. Reimbursement for Union Business.
Any officer, representative or member attending to tHg authorized union
business may be reimbursed for expenses incurred suchsasnitdage and
parking.

Section 10. Term of Office.
Term of office shall be for two years.

Section 11. Eligibility
No member who has attended less than one-third (1/3g@étiular or special
meetings of the Local shall be eligible to run for eddadffice of the Local.

ARTICLE VII. COMMITTEES

Section 1. Appointment, Number and Term
The committees of the Local shall be standing or sheommittees. Each standing
committee shall consist of no less than three (BYyeamembers. The committee
Chairperson shall be appointed by the Local Executivedaiad the committee
members by the chairperson of the committee all sutgabie approval of the
Local Executive Board. Each standing committee memibem's shall be
concurrent with the Local Executive Board’s term dicef Each standing
committee shall hold meetings as designated by the coeenaitairperson. Each
standing committee chairperson shall report directihe Local Executive Board.

Section 2. Standing Committees
A. Labor-Management Committee
This committee shall be responsible for meeting with theplayer to discuss
mutual problems and concerns to the Union and the Employer.

B. Committee on Political Education (COPE)
This committee shall be responsible for following legfisin and political activity



that may have an impact on the Local. The commgbed participate on the State
Federation’s COPE committee. The committee will maammendations to the
Local Executive Board regarding the Local's participatiolegislative and
political issues. The committee will coordinate commuadycation and outreach
on these issues.

Section 3. Special Committees
Special committees may be appointed by the Presidenthatapproval of the
Local Executive Board for such special tasks as wamlarfspecial committees
shall be limited to the activities necessary to accahghe tasks for which they
were created and upon completion of such tasks, shdisblearged.

A. Committee on Negotiations

On behalf of the membership, this committee shall ingastiand formulate
proposals, which are supported by the membership as ddrasigering into
negotiations with the Employer. The President williclthis committee and the
Local Executive Board will determine the number of cotterimembers. The
committee will bargain in good faith as representatofegbe membership and shall
have the authority of the membership to negotiate a ainwaich it shall present
for ratification to the general membership. In then¢\gesatisfactory tentative
agreement between the negotiating committees frorbhdbal and the employer are
not reached, the membership of the local may consideawhdrize actions, which
are not in conflict with this Constitution and By-Laws.

B. Committee on Nominations and Elections

This committee will be composed of members in good stgnelho shall formulate
all the rules and procedures for the conduct of electibltismember of this
committee can also be a candidate in an electiorevitd member is serving on the
nominations committee.

C. Constitution and By-Laws Committee

This committee shall be responsible for reviewing, inetipg and evaluating the
need for amendments to this constitution and by laws.

ARTICLE VIIl. STRIKES AND JOB ACTIONS

Section 1. Local Membership Authorization
The Local membership may authorize job actions or atbiecerted activity
including but not limited to a strike as a means of resgldieadlocked negotiations
or other disputes provided the procedures outlined in Artidle Séction 2 have
been followed.



Section 2. Voting Procedure

A. The decision to engage in a job action or other @dad activity must be
authorized by the Local membership involved through a simpjerity of
votes cast by secret ballot.

B. The decision to engage in a job action or othereaed activity will be
limited solely to those members who are employeebeoparticular
institution or employer in question.

C. Notice, by mail and posting, shall be given to allielgmembers at least
three days prior to the vote.
D. Voting will be conducted by secret ballot at a mentipraneeting. If a

meeting is not possible, voting may be conducted by mail.

ARTICLE IX. RATIFICATION OF CONTRACT

The ratification of a negotiated collective bargainingeagnent will be
accomplished:

A. Upon reaching a tentative agreement with the empjl@ygeneral
membership meeting will be scheduled.
B. By secret ballot, a majority of ballots castavdr shall be required to ratify

any tentative agreement arrived at by the negotiatiomsnitbee.

ARTICLE X. OFFENSES, DISCIPLINE AND HEARING

Section 1. Offenses
a. For any member to knowingly make any false statenoemtssrepresentation in or in

b.

C.

connection with said member’s application for membership.

For any member to commit any act or acts whichenieusly detrimental to the
interest of the organization.

For any member to knowingly violate or conspire tarapt to violate the Constitution
and By-Laws of the organization, any laws promulgatedumeler or any lawful order
of the Executive Council of the State Federation.

For any member to knowingly work for an employer agautgim a strike has been
called, unless supported by membership vote.

For any member to interfere with the performandegzl or contractual obligations of
the State Federation or local its affiliates oraffecers thereof.

For any member to commit or to conspire, incitetterapt to commit violence against
any other member.

Section 2. Discipline

a.

The term “discipline” when used in this Articlea# include without limitation,
suspension or removal from office, disqualification to famoffice, suspension or
expulsion from membership.

Any officer or member of the Local Executive Board foundtgwf any offense may
be removed from office.

The penalty for any violation resulting in a wrongasd of property to any individual
or to the union may include a provision for reimbursemeié body suffering loss.



Section 3. Charges

a.

Charges against a member of the union for any violatithe@rovisions of this
Constitution and By laws must be made in writing, s@jby the members making such
charges and presented to the Local Executive Board withmanths of the

occurrence of the offense or knowledge of occurrentbenbffense.

In the case where charges are filed against anpfsiceh charges will be presented to
the highest ranking officer who is not named in thegés

The officer receiving such charge will forward a capyhie member or officer cited by
registered mail to the last known address of the chargéd pa

Section 4. Investigation and Due Process

a.

K.

Within a thirty (30) day period of time of the mailingtbé charge, a hearing will be
scheduled. The hearing date shall not exceed sixty (60) fdays the date of the
mailing of the charges. All parties will be notified of Budate, time and place by
certified mail.

An investigation committee will be formulated cotiaig of local representatives, not
to exceed six in number, and appointed by the Executive Cafribé State
Federation.

The charged party may challenge any member of the igasti committee because
of interest or bias by submitting a challenge in writingtanembers of the
investigation committee and to the Executive Council efShate Federation. If any
challenged member does not request to be excused, thatiZeg@ouncil of the State
Federation shall review the merits of the challengk aere the claim of interest or
bias is sustained, shall cause the member to be mlgghaerving. In the event a
vacancy occurs because of a request to be excused orébetaeiioval for interest or
bias, such vacancy shall be filled by appointment frontttexutive Council of the
State Federation in accordance with this Article.

Either party may choose any other member, an interdstd party, or an attorney to
represent a said member at the hearing.

If insufficient evidence is presented against the cdgrgey, the investigation
committee shall dismiss the charges.

If the charged party does not appear, the investigatiomitbee nevertheless may, if
presented with evidence sustaining the charge, make a fingugitcand impose a
punishment.

The investigation committee may postpone the he&imgood cause shown.

The burden of proof is on the charging party. Dexssghall be based only upon facts
presented to the investigation committee during the proogedind a finding of guilt
shall only require a preponderance of the evidence.

A stenographer may be present if requested by either ggrén days prior to the
hearing. The party requesting the transcript will assumaeosts and will provide a
copy to be distributed to the investigation committeeaandpy to the other parties.
The investigation committee will determine thehraf the charges by majority vote
and announce its verdict and punishment at that time. Atreflbbe prepared within
fourteen days thereafter and sent by registered mduktparties involved.

Parties not complying with a verdict and punishment withirty days of receipt of



notice thereof, shall be expelled from membership. hhewef an appeal has been
instituted during that thirty-day period, punishment shall natripwsed pending
determination of the appeal.

[.  Within thirty days of the verdict, an appeal mayirsituted by notifying the
Investigation Committee and other parties in writingudftsby certified mail. The
appealing party may submit the matter to binding arbitratnohvell assume all cost of
such arbitration. An arbitrator shall be appointed by thedecan Arbitration
Association. The decision of the arbitrator shallibalfand binding on all parties. If
the arbitrator finds on behalf of the accused individwat] sdividual will be
reimbursed the expenses of the arbitration.

ARTICLE XI. AMENDMENTS
This Constitution and By-Laws may be amended by a votwmthirds of those
members voting in person at any regular or special ngeetiby mail ballot
provided that at least two weeks in advance of any propasendment each
member has been notified in writing or such topic has pested.

ARTICLE XII. SAVINGS CLAUSE
If any provision of this Constitution and By-Laws is foundoe invalid, such
invalidity shall not impair the validity and enforceatyilof the remaining
provisions of this Constitution and By-Laws.

Ratified by membership of Local 5131
Health Professionals and Allied Employessi/AFL-ClO
December 3, 2007



