DRAFT — 12/2/09

Agreement

Between

Local 5004

Health Professionals and Allied Employees
AFT/AFL-CIO

and

Englewood Hospital & Medical Center

June 1, 2009 through May 31, 2012



HPAE

110 Kinderkamack Road
Emerson, New Jersey 07630

Tel: (201) 262-5005
Fax: (201) 262-4335

State Officers

Ann Twomey President

Bernard Gerard i, First Vitresident



Local 5004 EHMC Executive Board

Michele McLaughlin ... President

Luz Ramos . Professional
Development

Stephanie Orrico Staffing



TABLE OF CONTENTS

Page
1. AGREEMENT SCOPE 1
2. UNION STATUS
2.01 Recognition 1
2.02 Union Membership 2
2.03 Deduction of Union Dues 3
2.04 Union Business: Local and General Reptatees 3
2.05 Union Business: Representation Rights anutiions 4
2.06 Union Business: Bulletin Boards and Mail Box 4
2.07 Union Business: President 5
2.08 New Hires
3. PROFESSIONAL PRACTITIONER STATUS
3.01 Non-Nursing Services 5
3.02 Staff Meetings 6
3.03 Staff Development Programs 7
3.04 Appointment to Position 9
3.05 Staffing 9
3.06 Joint Nursing Practice Council 12
3.07 Joint Committees 13
3.08 State and National Prabesd Boards 13
3.09 Council Model 13
4. EMPLOYEE STATUS
4.01(a) Classification 14
4.01(b) Status 14
4.02 Full Time Employee 14
4.03 Part Time #1 and #2 14
4.04 Regular Per Diem Employee 15
4.05 Casual Per Diem Employee 16
4.06 Change in Status 18
4.07 Probationary Period 18
4.08 Discipline 18
4.09 Personnel Files 19
4.10 Seniority Lists 19
4.11 Positions 19
5. ORGANIZATION
5.01 Seniority Definition 19
5.02 Loss of Seniority 20

5.03 Seniority: Application 20



5.04
5.05
5.06
5.07
5.08
5.09
5.10

6. WORK TIME
6.01
6.02
6.03
6.04
6.05
6.06
6.07
6.08
6.09
6.10
6.11

Layoff

Temporary & Permanent Closures of Units
Reorganization of Units

Fluctuation of Census

Super-Seniority

Transfer and Promotion

Floating

Normal Workday

Normal Workweek

Work Obligation: Employee
Work Schedules

Weekend Rotation and Premium
Experimental Workday and Workweek
Mandatory Overtime

Shift Rotation

Work Preference

Work Availability

Staggered Shifts

7. MONETARY BENEFITS; TIME WORKED

7.01
7.02
7.03
7.04
7.05
7.06
7.07

Regular Compensation Rate

Premium Compensation Rate: Overtime Work
Exempt Status

Pay Period and Other Payments

Salary Increase Date

Starting Time

Daylight Saving Time

8. MONETARY BENEFITS; TIME NOT WORKED

8.01
8.02
8.03
8.04
8.05
8.06
8.07
8.08
8.09
8.10
8.11
8.12
8.13
8.14

Holiday: Designation

Holiday: Entitlement

Holidays

Vacation: Amount

Vacation: Pay

Vacation: Entitlement

Vacation: Scheduling

Sick Leave: Entitlement and Amount
Sick Leave Pay

Bereavement Leave

Jury Duty Leave: Amount

Jury Duty Leave: Procedure

Rest and Meal Periods

Paid Leave of Absence: Limitations

Page
20
24

26
28
28

29

30

31
32
32
32
32
34
34
34
34
34
36

36
36
37
38
38
38
38

39
39
40
41
41
42
42
43
44
45
45
45
46
46



9. EXTENDED LEAVES OF ABSENCE

9.01
9.02
9.03
9.04

10. BENEFITS

10.01
10.02
10.03
10.04
10.05
10.06
10.07
10.08
10.09
10.10
10.11

Leaves of Absence
Leave: Procedure
Leave: Limitation
Leave Donation

Health Insurance

Dental Plan and Vision Plan

Dependent Coverage

Group Life Insurance

Employee Assistance Program

Benefits for Retirees
Pension Plan

Medical Center Discounts

Voluntary Benefits

Liability and Rights

Flexible Spending Accounts

11. MONETARY BENEFITS; MISCELLANEOUS

11.01
11.02
11.03
11.04
11.05
11.06
11.07
11.08
11.09
11.10
11.11
11.12

Terminal Benefits
Resignation

Shift Differential: Evening and Night Skif
Charge Nurse Differential
Experience

Education Differential
Certification Differential
On-Call

Tuition Assistance
Uniform Allowance
Preceptors and Mentors
Weekend Differential

12. HEALTH AND SAFETY

12.01
12.02
12.03
12.04
12.05
12.06
12.07
12.08
12.09

Health Examination
Employer Obligation
Employee Obligation
Latex Safety

Needle Safety

Radiation, Biological and Chemical Safety

Ergonomically Safe Patient Handling
Violence Prevention
JNPC Health & Safety Initiatives

13. EMPLOYEE FACILITIES

Page

47
48
48
48

49
50
50
51
51
51
52
55
55
56
56

57
57
57
57
58
58
59
59
61
62
63
64

64
64
64
65
65
65
65
65
66

Page



14.
15.
16.
17.

13.01 Staff Lounge(s)
13.02 Parking

MANAGEMENT RIGHTS

GRIEVANCE ADJUSTMENT

BUSINESS OR EMPLOYMENT INTERRUPTION
NON-DISCRIMINATION

18. SEPARABILITY

19. DAY CARE

20. UNITED WAY/CREDIT UNION

21. WAGES AND EXPERIENCE RECOGNITION
22. EFFECTIVE DATE AND DURATION

23. TERMINATION

24. SUCCESSORSHIP

Schedule A: Care Manager Salary
Schedule B: Staff RN Wage Schedule
Schedule C: LPN Wage Schedule
Schedule D:

Schedule E: LPN Casual Per Diem Wage Schedule
Schedule F-1: Health Benefits
Schedule F-1C: Prescription Coverage
Dental
Vision
Schedule G: Ten Hour Shifts
Schedule H: Twelve Hour Shifts
Schedule I: Weekend Flex Shift
Schedule J-1: Staffing Guidelines
Schedule K: Targeted Direct Hours Per Patient Day
Schedule L: Scheduling Vacation Guidelines

SIDE LETTERS

Home Health Nurses
Terminology and Nomenclature
Assistant Patient Care Directors
Retiree Medical Trust

Dean 6 13 hour Shift

ER Position Profile

RN Casual Per Diem Wage Schedule

66
66

66
67
69
69
70
70
70
70
71
71
71

73
74
76
77
78
79
93
94
95
97
99
102
103
107
108

109
110
111
112
113
114



AGREEMENT

AGREEMENT between (I)he Englewood Hospital and Medical Center350 Engle Street, Englewood,
New Jersey, 07631, (herein called "Employer") &)drte Health Professionals and Allied Employees,
AFT, AFL-CIO, 110 Kinderkamack Road, Emerson, New Jersey, 0{68€xin called the "Union").

1. AGREEMENT SCOPE

This Agreement covers each employee licensed enwtbe entitled to practice as Registered or Liedns
Practical Nurse (herein called "employee"), empdidyg Englewood Hospital and Medical Center in & sta
position, each specified in the National Labor Refe Board Certificate of Representation datedet
10, 1974, and excluding unlicensed nurse interddfasse classes set forth in said certificate abeiog
represented by the bargaining agent herein. skegd Nurses assigned informatics-type functiaoh as:
design, implementation, user education, maintenandeutilization of data and clinical applicatiaswell
as direct patient care shall be included in they&aing Unit. The position previously known aséredalth
Coordinator shall be included within the Bargainuhgt. The positions of Manager of Disease
Management in the Home Health Care Department ametgency Department System
Administrator/Educator will remain management poss.

The Medical Center agrees that during the ternhisfAgreement, it shall not assert or challenge the
supervisor or non-supervisory status, as definekiction 2 (11) of the National Labor Relations,Axt
any bargaining unit employees, including nurses funation in the role of charge nurse and/or Care
Managers whether on a temporary or permanent basis.

The bargaining unit employees (including chargesesiantbr care managers) shall not have the
authority to hire, transfer, suspend, layoff, reqalomote, discharge, assign, reward, or discgpbther
employees or responsibly to direct them, or to stdjoeir grievances or effectively recommend such
actions or to exercise independent judgment insaity regard unless the exercise of the foregoing is
routine or clerical in nature.

The foregoing shall not preclude bargaining unitses including charge nurses from performing any
duties, which they are presently performing.

Supervisors may perform bargaining unit work cdesitswith past practice.
2. UNION STATUS
2.01 Recognition.

The Employer recognizes the Union as the exclusillective bargaining representative of every erygdo
covered by this Agreement.

The Employer shall on October 20, February 28 amte B0 of each year, provide the Union with a
complete and alphabetized list of bargaining umpleyees. Such list shall include name, address, un
status, classification and shift.

The Medical Center will forward to the Union montlihe following information for new employees: ngme
address, job classification, status, shift and asgignment. The Medical Center also will forwasdhe
Union monthly any permanent change of name, addadsslassification, status, shift and unit assignt.
The information described above will be sent orbefore the 15th day of each month and will include



changes occurring through the end of the immegigtetceding month. Additionally, upon requesta@s t
any particular new employee, the Medical Centef fatlvard to the Union the RN Experience Worksheet
for that new employee.

The Medical Center shall provide via electronicnsmission or on computer discs the following
information:

1. Lists of bargaining unit employees as requingdection 2.01, paragraph 2.
2. Data regarding dues deduction as require@ttyos 2.03.
3. Seniority lists as per section 4.10.

In addition, the Medical Center will, upon ratifican, provide the Full Human Resources Policy Mamua
electronic format. All future updates and revisiovill be provided to the Union.

2.02 Union Membership.

It shall be a condition of employment that everypayee who is a member of the Union in good stamdin
with respect to the tendering of regularly schedlwlaes uniformly applied as of November 1, 197@JIsh
remain a member in good standing during the terthisfAgreement and all employees who did not vedrk
any time during the October 1976 strike shall bez@nd shall remain a member of the Union in good
standing during the term of this Agreement.

Each new employee hired after September 1, 1978amsferring into the bargaining unit after Segdtem
1, 1976, shall become a member of the Union na ldien ninety (90) days following the date of
employment and shall remain a member in good stgnthiereafter. (The foregoing time limitations shal
start from the date an employee transfers intd&ngaining unit in the case of such transfers.)

Effective March 1, 1981, all employees who weredhiduring the 1980 strike shall become and remain
agency employees paying agency fees to the Uniamiounts equal to full Union dues, initiation feesl
assessments, as a condition of employment at Eogtbwospital and Medical Center. Effective April 1,
1983, and thereatfter, all said employees in thisgoay, who were hired during the 1980 strike shatlome
and remain Union members maintaining membershigood standing within the Union as a condition of
employment at Englewood Hospital and Medical Cemdary dispute regarding the changes in status of
employees involved in the agency conversion of lMdrc1980 or the Union shop conversion of April 1,
1983, pursuant to the Agreement, shall commendeeabtep 3 (Director of Labor Relations) level loé t
grievance procedure.

The Union may notify the Employer in writing, ofyanew employee who has failed to join the Union as
required, and may request that the Employer teteithe employment of said employee. Whenever the
Union shall charge that any employee, who is requiy the provisions of this section to become mbe
of the Union, has failed to do so and shall regtiestlischarge of such employee, the Employer beall
informed by the Union in writing, and the Emplogiiall have fifteen (15) working days following the
receipt of such notice to take action on the reielesrge. If during the said fifteen (15) day pédribe
employee shall tender or pay her/his delinquensdine Employer shall not be required to dischatg
employee.

The Union shall indemnify and save the Employentiess against any and all claims, demands, or other
forms of liability that may arise out of any actiteken by the Employer in fulfilling the terms dfig
paragraph.



2.03 Deduction of Union Dues.

An employee covered by this Agreement desiringetmoine a member of the Union may execute a written
authorization. Upon receipt of such an authorizettom from an employee, the Employer shall, punsi@
such authorization, deduct from the wages due rtii@aee each pay period and remit to the Union each
month the dues fixed by the Union.

The Employer shall be relieved from making suchetdhoff’ deduction upon (a) termination of
employment, (b) transfer to status other than amwered by the Agreement Scope, (c) an agreed unpaid
leave of absence or (d) revocation of the checkaothorization in accordance with its terms or with
applicable law.

Notwithstanding the foregoing, upon the return wipioyee from an agreed unpaid leave of absence, the
Employer will immediately resume the obligation wfaking such deductions unless notified by the
employee of revocation or of resignation from thaidd. Deductions for employees rehired by the
Employer or reinstated in the Union shall requireess written authorization.

By the tenth of each month, the Employer shall témthe Union all deductions for dues made froen th
salary of employees for the preceding month, tagethith a list of all employees from whom dues have
been deducted, hours worked and their hourly rfigpay

Any employee who is permitted not to join the Uniorder this Agreement and who elects not to joail sh
nevertheless pay an agency fee to the Union eguived all dues, fees and assessments uniformigetia
by the Union to Union members.

It is specifically agreed that the Employer assuma®bligation financial or otherwise, arising aifitthe

provisions of this article, and the Union herebseag that it will indemnify and hold the Employarimless
from any claims, demands or other forms of ligilnat may arise out of any action taken by thepeyer

in fulfilling the terms of this Article (2.03). Oedunds are remitted to the Union, their dispositizereafter
shall be the sole and exclusive obligation andaesipility of the Union.

The Union will notify the Medical Center in writingf the amount of dues and initiation fees and any
change therein.

2.04  Union Business: Local and General Representadis.

The Union will notify the Employer of its local efogee representatives, who are not to exceed irbrum
one (1) representative per patient care floor pit; svho are authorized to deal with the Employer
(designated representatives in accordance withoBeld of this agreement) about conditions of
employment and adjustments of any problems arigmtgr this agreement. The Union will notify the
Employer in writing of said representatives' deatgm and authority and any change in either.

The General Representatives will be: Union offig¢ensited to five) and the chairperson of the geeue
committee who are authorized to discharge the Umiurities as the collective bargaining represemtati
The Union will notify the Employer in writing of &hrepresentatives' designation and authority auyd a
change in either.

2.05 Union Business: Representation Rights and Litaitions.



A local or general representative may attend, @naployee's verbal or written request, any meeting
between an employee and the Employer which reaomadpt result in disciplinary action. Such reques
shall not be limited to a particular local or gexleepresentative, but shall be applicable to amaylable
local or general representative in accordance tvétemployee's preference. In the event no loogéoeral
representative is readily available, one can Heatal from off duty; however, pending the arriedlsuch
local or general representative, the Employer reayove the employee from the performance of his/her
work.

A local or general representative may visit the MadCenter property when not scheduled to be ty du
provided a Medical Center identification card isrwin full view, before and after the local or geale
representative's working hours during meal peradbrest periods, so long as the local or general
representative does not unreasonably interferethétlwvork of the employees and the operation of the
Medical Center.

An HPAE Staff Representative and a local or genefadesentative may attend Step 3 grievance meeting
Additionally, with the approval of the Medical Centwhich approval shall not be unreasonably demied
delayed, an HPAE Staff representative may be prasender to assist in the administration of the
collective bargaining agreement, so long as the EBfaff representative does not interfere withvibek

of the employees or the operation of the Medicalt€e

2.06 Union Business: Bulletin Boards and Mail Box.

The Employer shall assign to the Union one bulletard located in each staff lounge on every ftoor
which to post official Union notices. Each boardlshe a minimum of 2 feet by 3 feet. Each bullé&woard
will at all times carry a label, device or notidearly identifying them as the Union space for u&sch
posted Union notice shall be dated and shall ¢kegignature (or facsimile signature) of a dulthatized
Union representative and the date on which theadito be removed. The Union agrees to use good
judgment in its postings.

Any mail incorrectly addressed to the Union atEneployer's street address shall be forwarded ureapen
the Union at 110 Kinderkamack Road, Emerson, Neseye07630, or to the individual to whom the mail
may be addressed either c/o HPAE, 110 KinderkarRaeid, Emerson, New Jersey, 07630 or the
individual's personal address if known.

The Employer shall provide a physically accesdin&ed mailbox of approximately twelve (12) incliogs
six (6) inches by four (4) inches in dimension vhall be clearly identifiable to be located in thersing
office. In addition, there will be a clearly markeil slot for correspondence from the Medical €etd

the Union. In addition, a similar mailbox for unipnrposes will be provided in the Home Health @fic
In the event the Medical Center establishes antiaddl geographically separate facility in which
bargaining unit employees are employed, the pasha#i meet for the purpose of determining whether
an additional similar mailbox is warranted in sdiatility.

In the event that the Medical Center determineseairio move the Union Mailbox or any of the Union
bulletin boards, they shall notify the Union in adee of, or within twenty-four (24) hours aftercbla
move. Such notice will include the new locatiortleg mailbox or bulletin board.

2.07 Union Business; President.

The Union President/Chairperson shall be permitigg-eight (48) work days off without pay per cadiar
year for conducting Union business but may useuaccvacation and/or holiday leave for any of thozses



off. Unused business days may be accumulated witinoitt The President/Chairperson shall have tbletr
to designate any of the Union officers and/or lseplesentatives as a substitute for the
President/Chairperson under this section. All adfysnder this section shall be counted as day&&(8,
10 or 12 hours in accordance with the employegjalee shift) for seniority and benefit accrual posps.
Additionally, days off under this section which g@aad due to the use of accrued paid vacation and/o
holiday leave shall be counted as days worked @; 1@ hours in accordance with the employee’sleegu
shift) for calculation of overtime pay, senioritychbenefit accrual purposes.

Leaves of absence without pay for up to twelve (@@pths shall be granted to a maximum of one (1)
Union Officer, at any one time, who gain employmwith the Union. Upon expiration of such leave, the
employee(s) shall be entitled to the same righemngsemployee returning from any other bona fidedée
of absence as per Article 9 of this agreement.

2.08 New Hires

Management shall notify the Local Union Presidegutarly of each nursing orientation program. The
Local Union President or designee shall be alloteetieet with such new hires during the scheduled
lunch break on one of the days of the nursing teitean and shall be allowed the use of a roomén th
Medical Center which is conveniently located fog tirientees. Unless requested by the Local Union
President or designee, no management or CNP bfftee present during the new hire luncheon. The
Union agrees that they will use good judgment esthmeetings.

3. PROFESSIONAL PRACTITIONER STATUS

3.01 Non-Nursing Services.
(A) Employees covered by this agreement shall agebponsible for the performance of any services
normally performed by the Environmental Servicgsatiiment on days, evenings, or nights, except in
cases of emergency or where it immediately intesfevith good patient care.
(B) Except in cases of emergency, where to failld@o immediately jeopardizes and interferes with
patient care, the employees covered by this Agraestall not be required to perform the followiranpn
nursing service functions:
(2) Washing patient units including patient's hed®erbed tables and cabinets, on all shifts.
(2) Transporting patients to and from other departmexdspt as patient needs mandate.

3 Obtaining and maintaining unit equipment saslistretchers, IV poles, and linen. Washing
and maintaining of stretchers, tables and equipieht Operating Rooms.

(4) Washing patient related equipment and utibgms.

(5) Dusting of beds.

(6) Defrosting of biological (med) refrigeratobgjt must remove medications.

(7) Mopping of floors in the Operating Room andbbaand Delivery between cases.
(8) Washing of beds when the patient transfers fooe bed to another.

9) Distribution and collection of dietary traysceypt in infection control.



(10) Move beds provided however bargaining unit emplseye#l continue to move stretchers.
(11) Coverage for sitters for breaks and meals.

(C) The Medical Center will provide secretarial emge on day and evening shifts in an intensivateff
to eliminate secretarial duties from nursing dufidgs coverage will be provided for all units egte

1) OR 2:45 pm —11:15 pm on Saturday,
and 6:45 am — 3:15 pm and 2:45 pm — 11:15 pm orl&@nunless there is a census,
effective January 1, 2007.

2) Cardiac Stress, Cardiac Rehab, and ImagindidRay)

Coverage for Endoscopy will continue as per paattpre. The Medical Center shall provide other
employees (not nurses) to cover these duties.

The Employer shall make its best effort to mininseeretarial duties on the 10:45 pm- 7:15 am shift.
The Medical Center shall provide five (5) secreibd cover the 11pm - 7am shift. One of the 11pm -
7am secretaries will be assigned each night t&thergency Room. The other four (4) will cover the
other units in the Medical Center, effective Japdar2007.

The Medical Center shall make its best effortsravijole coverage during breaks and meals for monitor
technicians in medical/surgical units.

3.02 Staff Meetings

Staff meetings will take place on a regular basizance notice of all meetings will be providedjsabto
change by management. Management will make biestseto reschedule cancelled meetings. Regularly
scheduled meetings will be listed on an annuahcae Meetings will deal with patient care isswest
problems, or any matters promoting better patiare end communications. Minutes of these meetiniys w
be kept and made available to the Union for copyimon request. Employees who have concerns with the
minutes may attach an addendum reflecting theic&ms which will be kept with the official copiektbe
minutes. No individual nurse shall be disciplire@ staff meeting for any action, which took plpder to

the meeting.

Best efforts will be made to post proposed agende ieffort to give staff greater opportunity ta dgms
for discussion. Management will make best efftrigrovide time for staff input at each meeting.

Where operationally feasible, staff meetings wi##é held in areas other than the nurse’s station.
Managers will obtain input from staff concerningpegpriate times for the staff meetings.

3.03 Staff Development Programs

The Employer shall provide the following for all ployees covered by this agreement:

A. OrientationAn orientation program under the direction andlgace of the Center for Nursing Practice
for each new employee, which shall include an oathf the orientation, and a copy of the employee’s

performance tracking tool/evaluation will be praadd The primary responsibility for orientation bét
employee rests with the manager or designee, thetee and the preceptor. Regular meetings will be



scheduled to evaluate the progress of the orieviteappropriate time allotted to the orientee,
preceptor, educator and patient care directorrA&ftaluation of the employee’s progress and review
with the employee the orientation period may bemoéd by the manager or designee. Orientee will
be provided opportunities to discuss the effectgsrof their orientation process and their comtigui
needs with their patient care director or educatermittently throughout their orientation period.

At the completion of their orientation, each oremntvill complete an evaluation of the orientation
process.

Concerted efforts will be made by the Medical Cetdeensure new hires will be oriented on the
unit to which they are permanently assigned ansligeoan outline of defined responsibilities
specific to the shift, when appropriate. A primargceptor shall be assigned to ensure consistency
during orientation. The orientee shall not be #abbff for staffing purposes except in a bona fide
emergency situation.

As part of a comprehensive orientation programMieelical Center shall incorporate into
orientation high risk, high volume, and problemmnestandards that are applicable to the nurse’s
area of clinical practice. Upon completion of otegion, the orientee will be able to locate researc
appropriately. In addition, effective utilizatioh standards during orientation will be evaluated by
the preceptor, educator and/or Manager.

The Union may recommend modification and/or suppgletation of the orientation program in the
Joint Nursing Practice Council. If made, the Colskall review and consider such
recommendations in good faith.

B. When an employee is permanently transferred tchangiatient care area or promoted to another
classification, the orientation needs will be assddased on the required competenciesaaitten
outline oforientation will be planned and given to said egeaccordingly by the Center for Nursing
Practice in conjunction with the manager/designee.

C. Continuing EducatioAn organized program of continuing education dlprovided during scheduled
work time as in the past. In-service programs witkasonable limits shall be made available to all
shifts during work time at management's discregitimer by an actual course or program to take place
on the particular shift, by repetition of the praxg, or by recording of the program given on other
shifts. All employees attending these programd Sleatompensated at their regular compensation rate

An education calendar, inclusive of the CEU's apgdowill be posted.

The Medical Center will disseminate new standafdasicsing practice to the employees to whom the
standards are applicable. The parties recognité¢hthanethod of dissemination will vary in accorcan
with the urgency and importance of the standard.

For ease of practice, the Medical Center will cnieserence standards developed by the Medical
Center.

D. Required Specialty Coursdgequired Specialty courses will be offered eithrnally or externally
based on the number of staff identified for therseuThe Medical Center will schedule courses s th
need arises. Approved course attendance timeauitttcas time worked for purposes of compensation.




E. An employee may request in writing to the appate manager, permission to participate in work
related educational workshops, seminars (inclugdpegialty nursing review courses), conferences
and/or conventions. Within budgetary limits setloy Medical Center, management will grant time off
without loss of pay at the regular compensatios iratluding differentials and will grant financial
assistance to attend programs. Night shift empbwd® are scheduled to attend a conference shall ha
the choice of applying their conference day onegithe night before or the night of the scheduled
conference. The Medical Center may establish @iteat must be met in order to be eligible for
conference attendance. Such criteria shall beghddiin the Medical Center's Generic Structure
Standards Manual and may be modified in accordartbemanagement’s sole discretion.

Generally, employees will receive a response tio tequest within ten (10) work days of submission.
However, the Medical Center may set a deadlinesiceipt of requests for specific conferences after
which requests will not be considered.

Generally, reimbursement for external conferemaitde for early registration fees only. Howevier,
national conferences reimbursement for reasonabigantal expenses shall be provided within 21 days
following submission of receipts or other satisfagiproof of payment for such expenses. Additignall
approval may include, within the management’s d@eretion, regular pay for up to eight (8) hours i
any one day for work time lost as a result of caerfee attendance.

A post conference report (oral and written) musptesented by the employee to be considered for
future conferences.

F. CompetenciesAnnual compentencies will be listed on the nursntiganet page inclusive of the
posting date and will include the date the compméésrare to be completed. If a new competency is
added after the initial posting, all employees \ah®required to complete it shall be given a
reasonable time period to complete after the dgtesiing.

G. Evaluations/ReviewsAll employees upon completion of the probationagyiod, and then at least
annually, will be reviewed on their nursing perfame by the manager or designee. Such
evaluations (reviews) may be subject to the grieggmocedure. All evaluations (reviews) will be
signed by the employee and the manager or designée copy of the evaluation will be given to
the employee at the time it is presented to thd@rep for discussion.

Self-evaluation will be part of the performanceigisal process.

3.04 Appointment to Position.

A copy of the Medical Center's employee handbo@l sle given to the employee at the time of hire.
Appointment to a position shall be in writing witke date of hire, salary, and differential stategb
description for the specific position occupied by hewly appointed employee will be distributed to
him/her at orientation. Other job descriptions wiefj all positions under this agreement scopeheilinade
available by request.

3.05 Staffing
A. General

The Union and the Medical Center agree that maimtgistaffing is consistent with quality patientea
and employee safety. The Medical Center and Ungpeeathat staffing needs fluctuate over time aed ar



influenced by many factors. These factors incluakgept data, patient focused indicators and stractu
indicators. To ensure appropriate staffing, thagsensensitive quality indicators will be considkeie
determining appropriate staffing.

B. Staffing Regulatory Guidelines

The Medical Center shall abide by all staffing galides promulgated by the NJDOHSS, JCAHO. The
Medical Center shall considprofessional standards as developed by recognigedi@ty Nursing
Organizations (ie. ENA, AWHON, etc) to further dedistaffing It is also recognized that the
Registered Nurse is in the best place to make idesi®n care needs of patients and their families.
Therefore, the parties recognize that nurses shmartitcipate in decisions affecting delivery ofipat

care.

C. Hospital Staffing

1. (a) Effective June 1, 2006, Schedule J-1 Core Staffiigoe considered the minimal

(b)

acceptable levels. These levels as reflectedlimldng with other factors identified
below will be utilized. Both parties understandttthe medium acuity level (J-1) will be
utilized for core staffing. There may be variagan the RN core staffing number in
schedule J-1; however, the shortfall will not ext&eRN, if this occurs consistently it will
be referred to dispute resolution in this contssaition. Further it is guaranteed that the
targeted DHPPD, as reflected in schedule K wilivi.

Once PCSS System and the Assignment Centanptemented and a year’s worth of
reliable and valid data is collected, the Medicah@r and HPAE will meet to discuss the
acuity data and other factors identified below &rnant changes in J-1.
Recommendations reached by consensus of the Asuliycommittee will be made to the
Senior Vice-President for Patient Care Servicesémsideration.

Committee: The Medical Center and the Unionehestablished the Joint Nursing
Practice Council. The Council will study the impa€the staffing factors set forth below
and make recommendations for changes in systestaffing as needed on a quarterly
basis. Each co-chair shall provide the other wighmeeting agenda a minimum of two
weeks prior to the meeting date. The Council wsk the staffing guidelines set forth
below in the development and maintenance of stafémels.

Staffing Factors to be measured include:

a. Acuity System

OptiLink Healthcare Management Systems is the paystem mutually selected by
HPAE and EHMC. The goal of the acuity system ipriavide a mechanism whereby
direct caregivers enter acuity data on their agsigratients either concurrently or
retrospectively to provide a more efficient envimeent for caregivers and to ensure
guality of care for every patient as well as a neffective distribution of staff relative to
patient workload.

The established Acuity subcommittee of the INPCfedlilitate the implementation
process. This committee is made up of 50% uni@h=@% management representatives
as selected by their respective staffing co-chaitsere will be cross-divisional and cross-
shift membership on the subcommittee. The staffmghairs of the INPC will lead this
subcommittee. The staffing co-chairs will reporthie JNPC the progress of the
implementation of the system.



The JNPC staffing co-chairs will review acuity détantact census i.e. department
workload reports and acuity index reports) on a thigrbasis to determine data validity,
reliability, consistency and areas of concern.idbé and valid data will be utilized,
along with the indicators defined in C 3, b, ¢ fdhis section to reevaluate the core
staffing and targeted hours (J-1 and K).

The staffing co-chairs will facilitate the implentahion and ongoing monitoring of staff
compliance in the use of the PCSS. The staffinrghw@irs will meet to develop an action
plan for units who are either non-compliant, anghimblems identified through PCSS
reports.

Annually, HPAE subcommittee along with EHMC subcorttee will review the current
patient classification guidelines and data. WhenMedical Center creates a new unit or
changes the type of patient care provided on a tn@tpatient classification guidelines
will be developed by the sub-committee and they pvidvide recommendations to the
Senior Vice President, Patient Care Services. HR&Erves the right to request data,
reports as the acuity system is implemented anldi&tea.

The Medical Center reserves the right to declinenfglement any change based on acuity
data if the Medical Center determines it would #tea its financial security and stability.

b. patient data indicators:

admissions/discharges (contact census)
patient days

CMI

LOS

visit volume

C. patient focused indicators:

medication error rates

patient falls

nosocomial infections

pain management

pressure sores

restraint use

patient satisfaction with nursing
client concerns (Home Care)

d. structure indicators:

core staffing (schedule J-1)

acuity data/acuity index

NHPPD/units of service/visit volume

use of agency RNs

nurse staff turnover

RN overtime/worked hours

nursing qualifications (experience, education,ifieations)
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nurse injury rate
sick time, absences and emergency vacation days

4. Dispute Resolution
The nurse staffing system analyzes nurse sengifisgdity indicators inclusive of system
influences. This data will be considered in evahgahurse staffing. Current research to add or
delete indicators will be reviewed for incorporatior deletion if appropriate, and data can be
obtained.

It is understood that occasional incidents of failto satisfy the staffing levels established
hereunder shall not constitute noncompliance viighstaffing levels.In the event of a dispute
as to whether the Medical Center is in complianié the staffing levels and staffing factors
set forth in Schedule J-1 and K in this section,rtratter shall first be referred to the INPC
for resolution. In the event that the JNPC is Um&d resolve the matter, the Union may
refer it for mediation by a mediator selected tiglothe American Arbitration Association.

In such event, the mediator shall assist the Entieesolving the matter by considering (1)
the staffing levels set forth in Schedule J-1 and2Xthe staffing factors set forth in this
section; (3) any active recruitment efforts by khedical Center; (4) the adverse impact on
the Medical Center’s operations and business ist&rand (5) the adverse impact on Nurse
and patient satisfaction levels. The mediator ghalh recommend a resolution relating
exclusively to compliance with the staffing leveisSchedule J-1 and K. The Medical Center
and the Union shall comply with the mediator’s meooendation. The cost of the mediator, if
any, shall be shared equally by the parties. Tadiation proceeding shall be limited to two
days.

D. Data shared in the administration of thiscietshall be for the exclusive internal use ofMedical
Center, the Union, mediation and arbitration.

E. Except as provided in Section C 4 above oelbv, nothing in this section shall be subjectie t
grievance and arbitration procedures of this agesgmin the event of arbitration arising out otten
C 4 above, the sole remedy the arbitrator wouldrbpowered to award is a direction to the Medical
Center to enter into compliance with the staffiegdls and staffing factors set forth in Scheduleahd
K and in this section. All arbitration proceedirayal awards hereunder shall be kept confidentilglssn
the parties jointly agree to disclosure to thirdties.

F. Effective January 3, 2003, in any area on anmtiqular shift, in which there is a vacancy ragei@ to

or greater than 20% in in-patient units, ED, ORptécCare or 40% in non-bedded areas and pediatrics,
measured against the Medical Center’s budgetediusi the Medical Center will pay accrual status
nurses who volunteer to fill those vacancies a jenof $5.00 per hour for all hours worked in that
area on that shift, in addition to any other premiio which the employee may be entitled. The vagan
rate will be calculated at the beginning of thstfiull pay period in each month. Premium shifts
hereunder will be identified on the availabilityesh.

3.06 Joint Nursing Practice Council

A Joint Nursing Practice Council, consisting offi(b) representatives designated by the MedicaleCen
and five (5) representatives designated by the)mudl be established to enhance labor management
relations. Either party may bring up to two (2) iiddal participants to a meeting to address sjpeisfues.
The Council will meet on a monthly basis, for d €ay if needed, for the purpose of resolving sigff
health and safety, professional development arat l@management issues. Each of these areas will have
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management and labor co-chairs who will be respts&r the agenda for that area, follow-up issares
presenting information. It is agreed that theselairs will meet on a regular basis. If a scheduheeting
of the co-chairs is cancelled, it shall be re-salestias soon as practicable.

A facilitator may be designated by the mutual cahs# the parties to aid, promote and enhance the
functioning of the Joint Nursing Practice Council.

If there is a time sensitive issue, either party meguest an additional meeting. Upon agreemetief
parties to meet to address such an issue, theepatiall schedule the additional meeting as soon as
practicable. If a regularly scheduled meeting & @ouncil is canceled, it shall be reschedulecbas as
practicable.

Time spent in meetings of the Joint Nursing Prad@iouncil shall count as paid time.

Action or non-action by the Joint Nursing PractiCeuncil shall not be subject to the grievance and
arbitration procedures of this contract.

3.07 Joint Committees.

The Medical Center shall have the right to estald@mmittees in the workplace that involve bargagni

unit employees. The Medical Center will make b#stts to notify the Union when standing committees
are established by the Medical Center that inchatgaining unit staff. This notification shall inde the
purpose, approximate meeting schedule and bargaimin staff involved. Committee members will be
afforded time during the work day to attend sucletings as approved and pre-scheduled by the manager

Participation in all such committee meetings omiaployee's scheduled time off will be voluntary and
compensated at the employee's regular compensatenf pay. No managerial or non-bargaining unit
duties will be assumed by any employee as a rekatty decision by a committee. Only bargaining uni
employees so designated by the Local Presidergrgris designee shall be authorized to deal wathes
concerning wages, hours and working conditionslefised as mandatory subjects of bargaining wittén
meaning of the National Labor Relations Act.

3.08 State and National Professional Boards

Effective January 1, 2003, employees elected a&seoffor appointed to either approved nationatie sia
local specialty nursing organizations (such ambutimited to AACN, ASPAN, SGNA, SIGMA) or the
New Jersey Collaborative Center for Nursing shalkbmpensated for working time lost due to meeting
attendance in such capacity at the employee'salegoinpensation rate of pay, up to a maximum ofityve
four (24) hours per calendar year (may be useditigbdays). For additional time, holiday or viama time
may be used. To be eligible for this benefit,eh@loyee must submit proof of the election or apipoent
and the calendar of meeting dates to her/his @irectd receive approval for meeting attendance;twhi
shall not be unreasonably denied.

3.09 Council Model

The Medical Center and the Union recognize the mamae of continuing a councilor model that is
inclusive of all levels of nurses in promoting skdudecision making in areas of standards develogpmen
performance improvement (inclusive of chart reviewvaterial resources, research/evidence-based
practice and education. On-going education ork#lyecomponents of the model (e.g. communication,
team work, team leadership, team membership, ceasdmuilding, performance improvement and
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professional presentation) will be provided. Ansar non-action by these councils shall not bgestib
to the grievance or arbitration procedures of tloistract. No changes to the collective bargaining
agreement can be made without agreement of thenlamd the Director of Labor Relations or the Vice
President of Human Resources or his/her designee.

The model shall be comprised of Divisional Coundgstem-wide Councils and a Steering Council.
The Divisional Councils include: peri-op, medicakgical, critical care, outpatient areas, home eaue
maternal child health. The system-wide Councitsude but are not limited to: Evidence Based Pcacti
Council, Education Council, Information Technolo@guncil, and the Practice Review by Peer Council.
The structure of these councils may be changeddmaséput from the divisional councils and the
steering council. The Medical Center will inforhretUnion leadership of anticipated changes to the
Nursing Council structures through the JNPC.

The Divisional Councils will be co-chaired by tw®) people, comprised of a Patient Care Director,
Advanced Practice Nurse, Educator, Care Manag&tadf Nurse. Co-chairs will be selected by the
Steering Council and approved by the Senior Viasigent, Patient Care Services. Staff Nurses and
Care Managers may volunteer to chair a Counciindfifficient volunteers, the Medical Center regsrv
the right to assign a Care Manager to a Councivéier, if a Care Manager objects to such assignment
the Senior Vice President of Patient Care Sengbedl consider such objection before deciding té&ena
the assignment. The councils may provide recomuéndfor the chair of their council. Council cisai
will be educated to their role by the Senior Vicedtdent, Patient Care Services or designee. Staff
Nurse and Care Manager participation on a cousaibluntary. If insufficient volunteers, the Medlic
Center reserves the right to assign a Care Manageminimum of fifty percent of the divisional
councils will be bargaining unit employees. Systgide Councils will have bargaining unit employees
however the percentage will vary based on the nektt® council. A rotational process will be used
encourage greater participation by bargaining nnainbers.

Steering Council

The purpose of the Steering Council is to providersight and direction to the councils. The

Steering Council shall review issues being preskats provide guidance and support to the co-chairs
of the councils. It shall assist the councilsha tesolution of issues that overlap two or morencas.

The Steering Council will be chaired by the SeMme President, Patient Care Services or designee.
The Steering Council will include a Union represgne from the Joint Nurse Practice Council.

Time spent in all council meetings will be paidsatight time if the nurse is not on duty.

A. Peer Review/Practice Review by Peer Council

Peer Review is a process that generates profefismnaccountability, retention and improved
communication skills which directly impact qualjpgatient outcomes.

The Medical Center will provide educational actestto develop a professional, pro-active peer
review program including, but not limited to, joatrtlubs, case studies, and professional
educational presentations, but excluding peer ataio.

The Medical Center and the Union recognize the namce of developing the Practice Review
by Peer Council.

Purpose:
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Purpose of practice review by peers is to ensudtare of safety by seeking to eliminate medicabies
and the occurrence of untoward events by: standagliworkflow processes to reduce or minimize
variations in nursing process and outcomes. Atmeceview by peers process is used to ensure tiogo
the initial review at the unit, divisional and/cemhrtmental level.

Responsibilities:
The responsibilities of the Peer Council is to nhmnpatient outcomes as related to nursing practice
system-wide. Data sources may include but arémdaed to:

NDNQI-Nurse sensitive indicators (such as, fallsheut injury, pressure ulcers, VAP, Peds IV
infiltrates, restraints.)

Infection prevention indicators (UTI, hospital acgd infections) by ICP

Occurrence reports (such as, IV infiltrate, equiptmealfunctions) trends

Near misses

Medication related occurrence will be referredhe hursing pharmacy committee.

Referrals can come from individual RN’s/Units

The report of the peer council will be presentetht steering council with the recommendationshst t
standards can be modified, if appropriate, systears be modified and/or education provided. If a
practitioner issue is identified the council willg identify an issue but will have no responsifilor
authority to recommend discipline.

This information is protected by the privilege effscritical analysis and the Peer Review Improvatne
Act of 1982 42 U.S.C. S1320c-3 et seq., the He@lihlity Improvement Act 42 U.S.C. S11101, et seq.,
N.J.S.A. 2A:84A-22.8; the Patient Safety Act N.A.S26:2H-12.21 et sg. and Hospital Policy. This
information is strictly confidential, and may nat bisclosed or distributed to any person or emtitigide

of the patient safety committee, peer review, zdtiion review process or quality improvement preces
except as otherwise provided by hospital policiaer.

The Medical Center will provide education to theugoil chairs and members recognizing that this is a
new council/process.

B. Chart Review

The current chart review practice may continuetlierpurpose of performance improvement
Discipline will not be levied against any nurseaa®sult of the chart review process done by
another nurse. Nurses will not identify the otherse whose chart is being reviewed, however
the nurse will document that she/he has had a csatien with the nurse whose chart is being
reviewed about his/her findings. The focus of taaew will not be identified as individual staff
member performance review nor will any correctiggan plan be identified as part of the chart
review process. During the normal chart review pss¢ nurses reviewing nurses will not result in
any adverse actions.

When a manager does a review, they will take apptpaction when needed based on their
findings.

4. EMPLOYEE STATUS
4.01 (a) Classification.

14



An employee will be classified as either (a) Caniliyer (b) Staff RN, or (¢c) LPN.

The Medical Center and the Union agree that fordin@tion of the collective bargaining agreemem, t
Care Manager job classification shall remain inlthegaining unit.

4.01(b) Status.

Each employee’s status will be either (a) Full Tirfi® Part Time #1, (c) Part Time #2, (d) Regular P
Diem, (e) Float Per Diem, or (f) Unit Per Diem. o&l Per Diem employees and Unit Per Diem
employees shall be classified as Casual Per Dieptogees under this agreement.

4.02 Full Time Employee.

An employee who is employed on a regular basisaidkforty (40) hours per work week.

4.03 Part Time #1 and #2.

(A) Part Time #1.

An employee who is employed on a regular basisaidkwa thirty-two (32) hour work week or less, but a
least twenty-four (24) hours each work week and stregularly available for weekend and holiday
rotation pursuant to this Agreement will be clasdifas a Part Time #1 and shall be entitled toifipegro-
rated benefits to a maximum of sixty (60%) pergeovided for in this Agreement.

Occasionally, working over thirty-two (32) hoursesmot take the employee out of the PT-1 classtica

(B) Part-Time #2.
An employee who is employed on a regular basisdikkwwo more than twenty (20) hours per week will
be classified as a Part Time #2 employee.

Hours of work and weekend requirements shall qgoased. Part Time #2 employees shall receive four
(4) weeks unpaid vacation time each year. Vacaoteduling shall be as per section 8.07 of this
agreement. Such time cannot be carried over froenyear to the next.

A weekend for purposes of defining a weekend dfiefined as two (2) days: Saturday &uhday for day
and evening staff; Friday ar@hturday, or Saturday afdinday for night staff as designated by a majofity
the night staff on each unit. Current weekend ahegigns for a night staff will continue unless niedl by

a majority of the night staff on any unit. A weakdor purposes of defining a weekend worked iseedf
as: Saturday or Sunday for day and evening staffay or Saturday for night staff on units whicltvaa
designated Friday aréaturday as their weekend off; and Saturday od&ufor night staff on units which
have designated Saturday éuhday as their weekend off.

Part Time #2 employees do not have an on-call remeént. Part Time #2 employees have a requirement
to work one winter holiday (Thanksgiving, ChristntadNew Years) and one summer holiday (Memorial
Day, Fourth of July, or Labor Day). In schedulihgse holidays the Medical Center agrees to dis&ibu
holidays off on an equitable basis and consult withemployee as to his/her preference. Part TiZne #
employees receive time and one-half for holidayske® but do not receive compensatory time off.

Full Time and Part Time #1 employees hired priatuoe 1, 1996, who are now receiving and/or punchas
health and dental insurance, who subsequently elstatus to Part Time #2 may purchase health and
dental insurance while employed as a Part Timew2iuterms current at the time of purchase. Ieiotal
do so, the RN must pay group rates on a monthlig asginning with the first of the month after tinés
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status change. This right shall terminate at titea# the month in which an RN changes status baek
benefits-eligible status or, in the event of a teation, at the end of the month in which the teration
occurs (at which point, COBRA would be offered).

Part Time #2 employees are entitled to differestialthe extent expressly provided in this agre¢men

4.04 Regular Per Diem Employee.

An employee who is scheduled on a regular basi®t& at least eight (8) hours but less than twéoty-
(24) hours per week will be classified as Regutar®em if they held such a position on or beforayMa1,
1999. Such employees may occasionally work additibaurs without any change in status.

Regular Per Diem Employees shall be paid in acooelavith salary schedule B for RNs or salary scleedu
C for LPNs, and shall be eligible for the same fienand differentials as Part Time #2 employees.

A Regular Per Diem Employee shall, each year, ipéokd to be scheduled off for an amount of timeakih
is equivalent to the amount of time the employegilaly works within a two (2) week pay period. Buc
time will be taken without compensation.

Since Regular Per Diem Employees have regular stdgetdork days each week, they shall be held to the
same attendance obligations with respect to regateeduled work days as Full Time and Part Timeasyr
including holidays.

Should a Regular Per Diem Employee be schedulédedyledical Center and canceled by the same with
less than two (2) hours notice, the Regular Pem®Eenployee will be guaranteed regular compensasitm
of pay for four (4) hours the employee was schetitdevork. Canceling will be done on an equitatasib.

Full Time and Part Time #1 employees hired priafuoe 1, 1996, who are now receiving and/or puiehas
health and dental insurance, who subsequently enstatus to Regular Per Diem may purchase health an
dental insurance while employed as a Regular RenDinder terms current at the time of purchase. In
order to do so, the RN must pay group rates onrthrhobasis, beginning with the first of the month
after her/his status change. This right shall ieate at the end of the month in which an RN change
status back to a benefits-eligible status or, endhent of a termination, at the end of the momtiwhich

the termination occurs (at which point, COBRA wohtloffered).

4.05 Casual Per Diem Employee.

Employees who work on a day-to-day basis as nelegdge Medical Center shall be classified as Casual
Per Diem employees. Employees working on suclse vall be scheduled based on their availability t
work and the Medical Center’s needs. Additionalych employees will only be assigned to patients
they are competent to care for.

Casual Per Diem employees shall have the optiteiofy classified as Unit Per Diems or Float Peni3ie
Unit Per Diems are assigned to a specific unitsameduled by the unit's Patient Care Director cigiese.
Float Per Diems are assigned to an Area of Clifcattice and scheduled by the Nursing Office.

a) If a unitis interested in trialing different slsiffe.g. 12 hour shifts), the process of pollingstadf to
determine their interest will include the Unit pkems.
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b) For transfers, new hires and staff changing statng,per diems will have the same shift
designation as the shift designation for the uRdr example, on 8 hour units, Unit per
diems will be designated as 8 hour per diems; amol2 units, they will be designated as 12 hour
per diems, on 10 hour units they will be designatedO hour per diems.

c) Float Per Diems will be designated as either &dndur per diems depending on the predominant

shift of that ACP:
ACP 1 12 hours
ACP 2 8 hours
ACP 3 8 hours
ACP 4 8 hours
ACP 5 8 hours

d) In the event the predominant shift of the ACP cleandesignation of the Float Per Diem will be
changed accordingly. HPAE will be advised of amghschanges.

e) Shift designations in b, ¢, d above are for quaifon for Over Time premium only. The
designation does not prohibit the per diem fromkivay partial shifts based on the employee’s
availability and the Medical Center’s needs.

The Medical Center will provide verification of sduling of float per diems working the evening,mig
and all weekend shifts a minimum of twenty-four)(Bdurs in advance of the start of the shift. Thexlial
Center will provide verification of scheduling dbét per diems working Monday through Friday ondag
shift by 7:00 p.m. the preceding evening. The MadCenter will provide verification of schedulingunit
per diems as per article 6.10.

All per diems other than regular per diems musterakelection to become Float or Unit Per Dierirs.
order to elect Float Per Diem status, employeed damonstrate competencies for more than one unit
within the Area of Clinical Practice. In orderdlect Unit Per Diem status, employees must deneaiBstr
competencies for the unit involved.

Casual Per Diem employees will be required to veonkinimum of one (1) weekend shift per month and
three (3) additional shifts in six (6) months. Tiaguirement will also apply to incumbent employeét®
change to Casual Per Diem status.

Casual Per Diem employees hired after 10/1/98lwiltequired to work a minimum of two (2) weekend
shifts per month and three (3) additional shiftsimn(6) months.

In the event circumstances require a Casual Pen Braployee to cancel the last shift that wouldilfulf
her/his work requirement for the six (6) month pdyithe Casual Per Diem employee shall be given an
additional calendar month to meet the work requeaeinThat make-up shift would not be considered
part of the work requirement for the subsequen{&jmonth work requirement. Any date that a Casual
Per Diem employee is scheduled to work and is daddsy the Medical Center will count towards
satisfying the work requirement.

The six (6) month period, for purposes of meetimgwork requirement, will begin effective Januaty 1
to June 30 and July I'to December 31 When a Casual Per Diem employee’s

date of hire or the date of an employee’s chang@asual Per Diem status occurs after the Jandhoy 1
July T date, the work requirement will be prorated.

Should the employee be scheduled by the Medicae€and canceled by the same with less than two (2)

hours notice, the Casual Per Diem employee wiljumranteed regular compensation rate of pay far fou
(4) hours the employee was scheduled to work. diagosill be done on an equitable basis.
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Casual Per Diem employees shall receive time aadali (1 1/2) their regular compensation rate for
holiday work. Casual Per Diem employees must werk(R) holidays per year, provided the Medical
Center needs them. One of these days must be HighelYear's Day, Christmas Day or Thanksgiving Day;
and the other must be either Memorial Day, Fouirthuty, or Labor Day. In scheduling these holidays
worked, the Medical Center will attempt to accomatedhe employee where possible.

Full Time and Part Time #1 employees hired priafuoe 1, 1996, who are now receiving and/or puiehas
health and dental insurance, who subsequently enstatus to Casual Per Diem may purchase health and
dental insurance while employed as a Casual Pen Dieder terms current at the time of purchaserder

to do so, the RN must pay group rates on a motudys, beginning with the first of the month after
her/his status change. This right shall termiaatdne end of the month in which an RN changesistat
back to a benefits-eligible status or, in the ew#dra termination, at the end of the month in which
termination occurs (at which point, COBRA woulddiéered).

If at the time of a status change to Casual PemDan RN does not elect to continue coverage patsua
to the above paragraph, she/he may subsequenthtelebtain coverage

through the Medical Center, at group rates, withirty (30) days of an involuntary loss of other
coverage. This right to elect to obtain coverageubh the Medical Center shall continue only for
eighteen (18) months from the effective date oftheistatus change.

Casual Per Diem employees shall be eligible omyife salary schedule (D & E - including shift
differential, on-call pay, call-in pay, weekendfeiential, education differential, holiday premiyay, float
differential for float per diems only, and premiuprsvided by this section) and the grievance proeed
and shall be ineligible for all other benefits atiiferentials, except as provided below.

Casual Per Diem employees are eligible for a meliase of absence. In addition to medical leaves,
which would apply to on the job injuries, casual giems are eligible for military and family leaigethe
extent covered by applicable laws. Casual Per [Rigrployees requesting a leave are subject to all the
requirements presently in effect under the ternte@fCBA relative to requesting a leave of absence,
confirming availability for work, and providing miedl clearance, where appropriate, prior to retarn

work. The maximum period allowable for a leavehi®é months in a twelve month period. The leaveavou
commence effective the last day the casual per dierked prior to requesting the leave or the date t
leave was requested, whichever is later as lotigedsist day worked is within 30 days of the aggian for
the leave.

Unit Per Diem employees applying for a leave otals will submit a written request to their Pati€ate
Director prior to the commencement of the requelstade, except in the case of an emergency in which
case the initial contact with the Patient Care @oemay be verbal followed by a written confirnoatiof

the request within one week of the original notidee employee must also submit supporting
documentation that would include an anticipateeé datvailability for work. The Patient Care Directvill
notify the employee as promptly as possible conegrie disposition of the request. Float Per Diem
employees shall follow the above procedure but sbatact the designated manager authorized tamappr
such leaves for Float Per Diems.

Effective the beginning of the pay period beginninty 7, 2002, the following shall apply: Casuat Pe
Diems who worked at least 125 hours but less tB@h®urs in a calendar quarter (measured by thdeum
of hours worked in the pay periods that fall witkach calendar quarter) will be paid a bonus 00$Xb
Casual Per Diems who work 250 hours or more inendar quarter (measured by the number of hours
worked in the pay periods that fall within eachecalar quarter) will be paid a bonus of $500.00-c@lh
time shall be counted as time worked for the puepas this provision.
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4.06 Change in Status.

Any change in status must be requested in wriththagpproved by the manager.

Change in status shall not delay the use of emtitimefits. If such change results in the entitlenoé
benefits, coverage will be effective on the firsthee month following the status change (if théustahange
occurs on the first day of the month, entitlemertieénefits will be on the same day). In the cédserewly
hired employee, status changes occurring duringniti@ familiarization period are still subjea the 90
day benefits waiting period as per 10.01.

Employees moving into non-accrual positions (atlgiem, weekend flex and part-time 2 positions)lsha
have their sick time bank frozen (available for fiskey move back into an accrual position) analldbe
paid out for all accrued but unused vacation arliddnptime.

4.07 Probationary Period.

All Full Time and Part Time employees will be omlpation until such employee has actually workedafor
one hundred twenty (120) calendar day period foligremployment, excluding time lost for illness and
other leaves. During the probationary period alpleryees will be subject to demotion, suspensidrgrot
discipline or discharge at the Employer's solerdigan, without recourse to the grievance procedure

The Medical Center may request an employee's poolaay period be extended not in excess of thirty
calendar days for a new employee in order for tiedilvl Center to further evaluate and/or provide
additional orientation and in-service instructiSach request will not be unreasonably denied bytiien.

4.08 Discipline.

The Employer retains the right to demote, suspeade verbal or written warnings, or discharge an
employee all for just cause. The Employer will pptiyinotify a Union Officer or the Chairperson bet
grievance committee in writing of any demotion,prssion or discharge of an employee. Such employee
may take recourse to the grievance procedure asloles in Section 15 of this agreement, provided th
employee has filed a written notice of intent t@ge with the Employer within ten (10) work days,
(excluding Saturdays, Sundays and Holidays), #itedate of the receipt of the written notificattorthe
Union. Failure to do so will bar any grievance.

All suspensions shall be served on consecutive days

4.09 Personnel Files.

Upon reasonable notice and request by an empldlgat,employee shall be granted access to his/her
personnel files (Nursing and Human Resources) dntheamefit files (pension, hospitalization, Major
Medical, life insurance, employee health). Humasdreces Department file will be made availablelto a
employees upon receipt of forty-eight (48) hoursttem notice, exclusive of Saturdays, Sundays, and
holidays, to the Director of Labor Relations ohbi/ designee.

The employee will be given photostatic copies gtlaing in his/her files. The employee may rebut any
derogatory material in his/her file. Nothing shadlremoved from these files. All files shall be fadential

and not open to public disclosure. No pre-hirerimigtion in any employee file shall be made avadabl
employee. All written memoranda of verbal warniagsl documented conferences in an employee filé shal
be removed once it becomes six (6) months oldmalierial removed will be given to the employee.

4.10 Seniority Lists.
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The Employer will, on each January 31st and Jult,3ubmit to the Union for posting on each bulleti
board, a list containing the names of employedhaifunit in order ogeniority of bargaining unit and
nursing unitas ofthe pay period end date of the last paycheck optlee month (December & June).
These lists will contain the names of employeestiyin order of bargaining unit seniority and thei
dates of hire. The dated posted list will reflda telative seniority of employees pursuant toiSect
5.01. Any employee may protest, in writing, the érgpe’s relative standing within thirty (30) calend
days of such posting.

411 Positions.

The Medical Center will be required to create aost positions on units when the need is established
through the regular use of overtime or Per Dierhg Use of Regular Per Diems within the limitatisas
forth in Section 4.04 above shall not be countedmdietermining need hereunder.

5.00 ORGANIZATION.
5.01 Seniority Definition.

(A)  Bargaining unit seniority is defined as the ragnof hours paid (exclusive of overtime hoursjhsy
Employer while an employee has been continuousfyl@&ad in any capacity in the bargaining unit
and shall commence after the completion of highalpationary period and shall be computed
retroactive to the date of his/her last hire. Hogveseniority for weekend flex shift employees will
be based on hours worked (exclusive of overtimd)Full Time employees, whether working 8,
10, 12, or 13 hour shifts shall be credited wittyf@¢40) hours of seniority for each week worked
effective June 1, 2006.

(B) Classification seniority shall be used only émnployees in the Care Manager job classificattas.
defined as the number of hours paid (exclusiveveftone hours) by the Employer while an
employee has been continuously employed in the Klareager job classification.

©) Nursing unit seniority is defined as the numiiienours paid by the Employer (exclusive of ovedi
hours — except as defined in 5.01 (A)) while anleyge has been continuously employed in the
nursing unit and such seniority will be assigneth&ojob classification of the employee involved.
However, seniority for weekend flex shift employael be based on hours worked (exclusive of
overtime). Hours paid out as a result of sick tmg back, vacation buy out, holiday payout, or
vacation/holiday hours paid out when an employe@aghs to per diem status or terminates her/his
employment will not be counted toward bargainidgssification, or nursing unit seniority.

(D)  Bargaining unit seniority and nursing unit seity shall be maintained at the level accruednen t
last working day prior to a continuous authorizeslve of absence without pay up to twelve (12)
months, provided that the employee return to wankiediately following the expiration of such
leave of absence.

5.02 Loss of Seniority.

(A)  Terminates voluntarily.

(B) Is discharged for cause.

©) Exceeds an official leave of absence.

(D) Layoff in excess of 12 months.

(E) Refuses recall (as provided in "recall" sectbthis agreement) while on layoff.
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5.03

(A)

(B)
(©)
5.04

(A)

(B)

©

(D)

Seniority: Application.

Except to the extent provided otherwise in #igseement, bargaining unit seniority shall applihie
computation and determination of eligibility fot benefits where length of service is a factor
pursuant to this agreement. Except to the extewniged otherwise in this agreement, layoff,
recall, vacation scheduling, holiday schedulingl an authorized leave of absence will be
determined by the bargaining unit seniority of éin@ployees on an individual nursing unit. Full
Time employees will be given preference over Pemelemployees of equal bargaining unit
seniority.

Weekend flex employees will be considered Futie employees in the event of a layoff.
Nursing unit seniority shall apply in casesaréhbargaining unit seniority is equal.
Layoff.

The Medical Center recognizes that layoffs hsigaificant negative impact on employees.
Accordingly, the Medical Center will exercise itght to lay off employees only when such layoffs
are justified by legitimate business considerations

In the event of a layoff, and subject to aliet conditions of this section, bargaining unitisety
among Full Time and Part Time employees in the RMNLEPN job classifications will control,
classification seniority among Full Time and Parh@ employees in the Care Manager job
classification will control.

Notification

1. Should a layoff be necessary, the Medical Cemtenotify the Union at least four (4) weeks
prior to the implementation of any layoff excepthie event of an unforeseen emergent
circumstance or disaster due to fire, flood, oeothct of God, where this notice requirement
shall be waived. At the request of the Union, trexdMal Center and the Union shall meet to
discuss any possible layoff or reduction of hoarsrder to explore alternatives to layoff
including, but not limited to, job sharing and vatary reduction of hours.

2. Affected employees shall be advised of all vapasitions and /or bumping rights a minimum
of fourteen (14) calendar days prior to the impletaton of any layoff. Responses from the
affected employees are due within three (3) caledalgs after they are advised of their rights.
Employees who have been bumped and have bumplintg tigemselves pursuant to Section D
(7) below shall respond within 24 hours of beinigimed of their rights.

Procedure
As used in this Section, Layoff Districts shadlude:
a) Operating Room, PACU/Holding, Emergency DeparitnM/S ICU, PCU, ESRD,

Radiology, Cardiac Cath, Endoscopy, CVICU, Berrie &d Pre-Post Area, Cardiac
Stress, Cardiac Rehab, Critical Care Float Teant,. PA
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b) Dean 8, Dean 7, Dean 6, Dean 5, Adult Cliittape Care Adult, 4 East, Wound Care,
Infusion Center, 3 Northwest (inclusive of 3 Weg)V, 2 Kaplen, Med/Surg Float Team.

C) Labor & Delivery, Pediatrics, Neonatal ICU, Met/Baby, MCH Clinics, Home Care
MCH, MCH Float Team.

The Medical Center will first seek volunteerdwlaid off in the affected job classificationjttand
shift and then in the affected job classificatibayoff District and shift. The Medical Center
reserves the right not to accept volunteers itk leave the Medical Center without qualified
nurses sufficient to staff a unit or would othemviisipede the operation of the Medical Center.

If the number of volunteers is insufficientg thiledical Center shall next layoff probationary
employees in the same job classification withogare to their individual periods of employment.
Such employees shall be laid off and have no rigltsunder. If the Medical Center chooses not to
eliminate the positions of such laid off employahsy shall be considered as vacant positions for
the purpose of paragraph (6) below. However, tkdibal Center reserves the right to retain
probationary employees to the extent necessangtoe a continued supply of qualified nurses and
uninterrupted operations.

Before a layoff is implemented, all staff in temggrpositions shall be returned to their former
positions for the purpose of exercising their igereunder. If the Medical Center chooses to make
a temporary position a permanent position it dhaltonsidered as a vacant position for the purpose
of paragraph 6 below.

A non-probationary employee in the same job tflaagon with the least seniority in the affected
unit and shift shall be next to be laid off subjecthe procedures defined below.

(a) Prior to the staff RN profile being filledjsplaced Care Managers shall be offered a choice
between remaining in a Care Manager position owveximg to a Staff RN position. Once this
declaration is made, it is held for the entire pssc

(b) Prior to the offer of vacant positions as ift)6elow, the displaced employee, in order of
seniority, shall be given first preference to ¥ilcancies on their unit regardless of statunsl shift
and classification. An employee not exercising sgation shall proceed to paragrapl)dgelow.

(c) An employee subject to layoff hereunder Idfivat be offered vacant positions that existhie job
classification and status, first within the Laybfistrict and then outside the Layoff District, prded
he/she is qualified. For the purpose of this sactigualified" shall be defined as fulfilling the
performance standards of the position within agakniot to exceed sixty (60) calendar days, inclgidin
orientation. However, nurses with 10,000 bargaining hours or more will be guaranteed orientation
and training for such vacant positions for a penotito exceed one hundred twenty (120) calendar
days.

If a "same shift" vacancy for which the employgegualified does not exist in the job classificatio
the laid off employee shall, if qualified, have tight to bump the least senior employee (based
upon bargaining unit seniority for RNs and LPNs alagsification seniority for Care Manageirs)
the same job classification:

First (Step One), within the Layoff District artift*
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10.

Second (Step Two), outside the Layoff Districthivitthe shift
Third (Step Three), inside or outside the Laya#Htbct regardless of shift

However, a Full Time employee shall not be requicebump a Part Time employee hereunder.

* At the Medical Center’s option, employees subjedayoff hereunder may be offered the choice of
an assignment after step one above to a Resount@éRwder of bargaining unit seniority, provided
that they are immediately qualified to perform évailable work. Employees offered such a choice
may decline and exercise any other bumping rigieg may have hereunder. Employees in the
Resource Pool shall maintain their then curremtistgull Time, Part Time, etc.) and shift and khal
be given different assignments within their jolsslfication in units within their ACP (as defined i
Article 5.10 Floating) or, if qualified, in unitsutside their ACP, in accordance with operating sesex
determined by the Medical Center. None of the giows of Article 5.10 - Floating shall apply to
employees in the Resource Pool. Employees in sweiree pool shall have the same right to apply for
vacancies as active employees, and they shall #mosame recall rights as employees in layoff
status. Employees in the resource pool who ardéadisg as a result of a layoff or as a result of the
subsequent placement of more senior employees iretiource pool, shall be permitted to exercise the
bumping rights set forth above, starting with Stepe, and shall be treated for such purpose asyf th
were in the Layoff District of the position theyoopied immediately before being placed in the
resource pool.

An employee bumped as a result of another erapleyercising rights in accordance with paragraph
(7) above or (10) below may, if qualified and pessgg greater seniority, bump the least senior
employee in any other Layoff District in the samle ¢lassification regardless of shift, provided,
however, that a Full Time employee shall not beiired to bump a Part Time employee hereunder.
Such employees also may be offered assignmeng teekource Pool. Employees offered such an
assignment may decline and exercise whatever bgnigints they have hereunder.

At the Medical Center’s sole and exclusive dison, all employees in layoff status may be
offered recall to positions in the Resource Poothsemployees may decline recall to the Resource
Pool and elect to remain on layoff. Employees wteept such offers shall be eligible for the vacancy
application and recall rights set forth in paragréa@bove.

A Care Manager displaced from the Care Manaberlassification as a result of a layoff shafktf
be offered like status vacancies in the Staff RINgassification for which the employee is quatifie
If a "same shift" like status vacancy for which #mployee is qualified does not exist in the JRaf
job classification, the Care Manager shall, if digal, have the right to bump the least senior
employee (based upon bargaining unit seniorityfiénStaff RN job classification:

First (Step One), within the Layoff District artifs*
Second (Step Two), outside the Layoff Districthivitthe shift
Third (Step Three), inside or outside the Laya#tbct regardless of shift

However, a Full Time employee shall not be requicebump a Part Time employee hereunder.

* At the Medical Center’s option, Care Managersjacito layoff hereunder may be offered the
choice of an assignment after step one above &sauRce Pool in order of bargaining unit seniority,
provided that they are immediately qualified tofpen the available work. Employees offered such
a choice may decline and exercise any other bumights they may have hereunder. Employees in
the Resource Pool shall maintain their then custitis (Full Time, Part Time, etc.) and shift and
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shall be given different assignments either withgir job classification or in the Staff RN job
classification in units within their ACP (as defthi Section 5.10 - Floating) or, if qualified, units
outside their ACP, in accordance with operatinglaeses determined by the Medical Center. None of
the provisions of Section 5.10 - Floating shalllgpp employees in the Resource Pool. Employees
in the resource pool shall have the same righppdydor vacancies as active employees, and they
shall enjoy the same recall rights as employeé&syoff status. Employees in the resource pool who
are displaced as a result of a layoff or as atretihe subsequent placement of more senior
employees in the resource pool, shall be permittexercise the bumping rights set forth above,
starting with Step One, and shall be treated foh gurpose as if they were in the Layoff Distritt o
the position they occupied immediately before bgilaged in the resource pool.

Except as permitted hereunder, no inter-classifiscdiumping shall be permitted.
11. An employee on leave of absence shall be dutbjéee layoff and recall provisions herein.

12. Where a Part Time employee has greater sgnibaih a Full Time employee, in the same job
classification, he/she may bump the Full Time elygdosubject to the conditions herein if
he/she is willing to assume a Full Time position.

13. An employee who elects not to fill a vacantijpms or elects not to exercise bumping rights
will be considered laid off and eligible for recagihts.

E. Priority Per Diem Pool.

Full Time and Part Time employees who are actuaitioff may, at their choosing, comprise a prioger
diem pool functioning as Staff RNs or LPNs. Suclplayees may remain part of this pool for a peribd o
one year from the date of layoff. Thereafter, sewwiployees must elect either Float Per Diem or Beit
Diem status. While in the priority per diem pdbkse employees may make themselves availablethp to
amount of their prior status hours. The Medicalt€eshall make a good faith effort to offer memhwdrs
this pool hours up to their prior status before atiner per diem is offered available work. The only
exception to this shall be if per diem employeesrmeded in units where laid off employees cannot
reasonably be expected to meet the Performancdeathof the position. The Medical Center shalllet
arbitrary in the evaluation of the abilities ofdaff employees hereunder.

F. Recall.
Whenever a vacancy occurs:

1. Staff RNs and LPNs who are on layoff shalidsmlled to jobs within their job classification in
accordance with their bargaining unit senioritgypded they have the ability and experience toquerf
the work and assume the responsibilities requaed,if not, the next senior employee will be reszll
and so on.

2. Care Managers who are on layoff shall be recatigdls within their job classification or the St&fiN
job classification, whichever is available first,daccordance with their bargaining unit seniority,
provided they have the ability and experience tfop@ the work and assume the responsibilities
required, and if not, the next senior employee balrecalled and so on.

Any refusal of recall hereunder shall result infdgure of all recall rights and termination of
employment status.
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Recall rights shall continue for one year from diage of layoff. Seniority shall be preserved duiamy
layoff up to a maximum continuous period of oneydar.

G. Severance

1) Employees with one (1) or more years of comtirsuservice who are permanently laid off, (a lapdfat
least three calendar weeks) shall receive severpageat the rate of one (1) weeks pay for each
complete year of continuous service up to a maxin@ieight (8)weeks pay at his/her regular rate of

pay.

2) Any employee who receives severance and isegubstly recalled shall, for the purposes of amyréu
severance payment due to layoff, have his/her mootis service calculated from the date of last
severance payment.

5.05 Temporary and Permanent Closure of Units.
A. Definitions and Notification.

In the event that it is necessary for the Medicaht€r to close a patient unit due to low censumvations
or other business reasons, the following shallyappl

The Medical Center will inform the Union in a prohgmd timely manner of a closure, and its detertiuina
as to whether the closure is temporary or permaigtit1C will make its best efforts to notify the dni

prior to the notification of the staff of the afted unit(s). If temporary, the Medical Center vaibo inform

the Union of the anticipated duration of the clesur

A temporary closure shall be defined as a sham,t@on-permanent closure of a unit, which the Madic
Center intends to re-open.

A permanent closure shall be defined as eithermargent unit closure, or one which is non-permabeant
long term in duration, and which, therefore, regsia permanent reassignment of affected employees.

The determination of whether a closure is temposagyermanent shall remain within the Medical Ceste
sole and exclusive discretion.

B. Placement of Affected Staff.
(1) Temporary Closure.

At the Medical Center’s option, employees may bat#d for the duration of the temporary closuredas
on their skills and qualifications. Float differethtwill not be paid to employees who float hereemdf the
Medical Center does not exercise this option, eygas, in order of seniority, may select temporary
assignments from among vacant positions in the stahes and classification for which they are
immediately qualified; first from within their LayfoDistrict (as per Article 5.04(D) and then outsitheir
Layoff District. In the alternative, employees nsfect temporary assignments from among vacant
positions in a different status within their cléssition; first from within their Layoff District ad then
outside their Layoff District, provided they arenradiately qualified.
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If employees are unable to select a temporary ms&gt in accordance with the above paragraph and th
closure is for greater than seven (7) calendar, dagemployee must select one of the followingomst

a) bump the least senior employee in the saméasstaid classification within the bargaining unit fo
whom the employee is immediately qualified and tiees requisite seniority. Any employee so
bumped shall be laid off.

b) priority per diem status.

) temporary lay-off.

The Medical Center will notify the Union at least/en (7) calendar days prior to the implementaticemy
layoff except in the event of an unforeseen emérgerumstance or disaster due to fire, flood, theo Act
of God, where this notice requirement shall be @ahiv

All options and selections hereunder must be esetcand made within time limitations set by the Maid
Center.

In order to accommodate placement, probationary@maes will be laid off first.

If the Medical Center determines that a temporamgpoff will last more than three (3) months, or if a

temporary layoff that had not been expected torfamte than three (3) months extends beyond thiee (3
months, any employees eligible to exercise rightstm previously exercised rights under B (1) (b), or

(c), and any employees who were bumped under @gotadd (1) shall exercise all of their rights under

Section 5.04 Layoff.

2. Permanent Closure.
In the event a unit is permanently closed, thegmtore as set forth in Article 5.04 Layoff shalldmplied.

C. Unit Re-opening.
When a temporarily closed unit is re-opened, engaeywill be returned/recalled to the unit.
A unit is defined by the nature of patient typeservice, not location.

The Medical Center will comply with all provision$ this agreement, and obligations hereunder, dnotu
specifically, 3.05A and B, 5.10, 6.04, 6.07, 6802 (Rest and Meal Periods), and 14, when it opeits.

The Medical Center will inform the Union in a prohgnd timely manner of the opening or re-opening of
unit. EHMC will make its best efforts to notify thénion prior to the notification of the staff ofetaffected
unit(s).

5.06 Reorganization of Units.

In the event the Employer intends to reorganizstiexj patient care services and/or delivery systema
particular unit, it shall notify the Union of itdgm a minimum of four weeks prior to its implenegrgn and
proceed as follows:

A. Reorganization Process for a Single Unit
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In the event of a reorganization, and subjectltothér conditions of this section, bargaining
unit seniority among fulltime, part-time and weettélex employees in the RN and LPN job
classification will control; classification senityriamong FT and PT and WE flex employees
in the Care Manager job classification will contr®VE flex employees shall be considered

fulltime employees in the event no vacant WE flesipons exists in the reorganization.

. Nurses in temporary positions shall be returnethér former position. If the Medical
Center chooses to make the temporary position ragrent position, it shall be considered
as a vacant position for the purpose of paragrémphid@low.

. Prior to initiating the reorganization process thaon shall be provided with an up to date
seniority list for the unit inclusive of classifioan seniority denoting shift and status. The
Medical Center will provide the Union with currdydrgaining unit seniority lists for affected

staff nurses for the unit involved by seniorityjfisland status. The Medical Center will

provide seniority lists for affected Care Managenolved by seniority, shift and status.

These lists will be provided initially and at eathbp of the process.

. Affected employees shall be advised of all vacasitipns_a minimum of 14 calendar days
prior to the implementation of any reorganizatidResponses from the affected employees
are due within three (3) calendar days after theydvised of their rights

. a. The staffing profile is filled for the unit inkk@d by most senior Care Manager according
to classification seniority by same shift and statu

Prior to the staff RN profile being filled, dispkat Care Managers shall be offered a choice
between remaining in a Care Manager position oveximg to a Staff RN position. Once
this declaration is made, it is held for the enpirecess.

b. The staffing profile is filled for the unit inlxeed by most senior staff nurse according
to bargaining unit seniority by same shift and sata¢us.

. If there are no positions in the same status, hifidegd classification the affected nurses are

the least senior Staff nurse by bargaining uniiosiy or least senior Care Manager by
classification seniority whose positions have beleninated. They are then placed on the
appropriate involuntary displacement list.

. After staffing profile is filled, all remaining opgpositions on the unit will be offered to
displaced staff nurses and Care Managers regaafletatus, shift or classification based on
bargaining unit seniority. Those nurses applyorgdare Manager positions must meet the
requirements of 5.09. An employee not exercisaid sption shall proceed to paragraph
8(b) below.

. a) If there remain involuntarily displaced staffses and Care Managers they will be placed
on the involuntary displacement lists by bargaining seniority or classification seniority
by shift and status.

b) An employee subject to involuntary displacentkrg to reorganization shall first be
offered vacant positions within the Medical Cettgshift, status, and classification (based
on 5.09), based on most senior bargaining unibs@nfor staff nurses and most senior
classification seniority for Care Manager.

First within ACP.

If nothing is available within the ACP, then outsithe ACP.

If nothing is available within or outside the AGRme shift, status, classification,
the displaced staff nurse or Care Manager can eharusther shift, any status,
any classification (based on 5.09).
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9. a) If an Registered Nurse or Care Managesesfan equivalent vacant position then she/he
has chosen voluntary displacement and will be placethe voluntary displacement list by
bargaining unit seniority or classification sertypwhichever applies.

b) An employee on the voluntary displacementvigt be offered any vacant positions at
the end of the process. For those selecting Carefga position Section 5.09 applies. If an
employee elects not to take a position she/heliswtarily laid off.

For Multiple Units Going into One Unit

1) Section 5.06 A — 1-4 applies.

2) All staff nurses and Care Managers from the unffeceed are integrated into either
bargaining unit or classification seniority listg $ame shift and status.

3) Follow Section 5.06 A — 5-9.

B. For Multiple Units Being Reorganized at the Sanradi

1. Follow Section 5.06 A — 1-7.

2. All staff nurses and Care Managers from all unittected that are still involuntarily
displaced are integrated in to either bargaining anclassification seniority lists by same
shift and status.

3. Follow Section 5.06 A — 8-9.

C. Applies to All Reorganizations

1) Where practicable, the Employer will utilize exigt employees and will provide
orientation and, if needed, reasonable traininigou®l an employee not be qualified to
fulfill the requirements despite orientation arairting, the Employer will make its best
effort to reassign the employee to available pmsgion units within the Area of Clinical
Practice. If that is not possible, the Employell miake its best effort to reassign the
employee to available positions outside the Are@lofical Practice.

2) Where the reorganization is preceded by a tempaotasyre, the procedure provided for in
5.05 (B)(1) above shall apply.

5.07 Fluctuation of Census.

1. To meet the fluctuation of census, the Medical @enill identify the units that are in greatest ehee
for nurses to be floated in to supplement staffifige Medical Center and the Union will seek
volunteers from other districts to orient to suaditsiand volunteer their services to work on such
units when needed. The Medical Center will provedeh volunteer a formal credeihtig
mechanism as defined in the performance standartsfructure on a specific unit. In order to

ensure competence the nurse will commit to workimghe specific unit at least six (6) times per
year.

2. When the census or volume decreases (including krammnissionspy at least 25% on any unit,
excess employees may be required to float despdesyof seniority. "Excess employees” is
defined as those employees who are not neededdbtheeunit's patient care needs due to the
decrease in census. For all percentage calculatierezinder, 100% shall equal the full capacity
for the unit involved. Floating shall occur in aodance with the following procedure:

I. Volunteers on duty within the unit will be sought.
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il. Casual Per Diems will be floated within the ACP.
iii. Floating of qualified employees will occur in oragmreverse seniority, the least senior first.

Floating shall be restricted so as to limit flogtiof an employee to within said employee's
own Area of Clinical Practice (ACP). The ACPs asdalows:

1) Operating Room, PACU/Holding, Berrie OR, BeRiePost/PAT Area, Emergency
Department, M/S ICU, PCU, ESRD, CVICU.

2) Radiology, Cardiac Cath, Endoscopy, Vasculdr, Mdound Care, Cardiac Stress Lab,
Cardiac Rehab.

3) Dean 8, Dean 7, Dean 6, Dean 5, Adult Cliridsision Center, 3 NW (inclusive of 3
West)2W, 2 Kaplen (if and when established).

4) Labor & Delivery, Pediatrics, Neonatal ICUpt¥er/Baby, MCH Clinics.

5)Home Care, 4 East (Floated based upon patienifspneeds).

V. Nurses assigned charge duty will not float.

V. If the need to float does not exist, empksywill be given the option to use accrued benefit
time (vacation or holiday time) or time off withqoay. If employees have called-in to
volunteer to use benefit time that day prior todleéermination that someone on the unit
would be asked to use benefit time, then such vekrs are taken in order of the time
they called in to volunteer. If no one has calleda volunteer (or not enough staff have
called in to address the need), then the unit atafttalled in order of Bargaining Unit
Seniority and asked if they would like to take If@rteme that day. If a volunteer has been
overlooked, that employee will be offered the rexdilable opportunity to use benefit
time on that unit.

Requests for benefit time will not be honored mibr@n twenty-four (24) hours prior to
the start of the shift.

5.08 Super-Seniority.

Super-seniority shall be accorded to the GenerptdRentatives as defined in Section 2.04. An enegloy
possessed of super-seniority shall be preferred ater employees for purposes of layoff and remaly.
Additionally, an employee possessed of super-sgnairall be preferred over other employees foppsaes
of reorganization to the extent permitted by ajgtlie law.

5.09 Transfer and Promotion.

The Employer shall notify employees of each spet¢dmporary or permanent vacancy including
classification, status, shift and number of vacatf positions continually posted on the Intranét.
hardcopy will be maintained in the Nursing Officgdated every fourteen (14) days and made available
to all shifts. Newly posted positions will be hétat internal candidates only for the first founig@.4)
calendar dayOnce the technology is available for all postirgbé¢ available to bargaining unit members
at home over the internet, the posting period neagelduced to seven (7) calendar days during thelmmon
of April and May (the Union will be notified prido the implementation of the technology). Thereafte
the position remains vacant, it will continue togwssted until filled or withdrawn. An unfilled Care
Manager position will continue to be posted foraaidlitional two (2) month period and thereaftewyiit

be posted as a temporary Staff Nurse position. é¥ew the Medical Center may hire a new employee to
fill a vacancy any time after the initial fourte€¥) calendar day period has expired without aifjedl
bargaining unit employee having applied for thearsxy during the initial fourteen (14) calendar day
period.
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The Employer shall e-mail a copy of each postingh® Union every fourteen (14) calendar days. Any
interested employee with a satisfactory work regorgst request in writing to the manager of the tmit
which she/he is applying for a transfer or promotio fill such a vacancy provided that the emplolyas
the necessary qualifications to perform the job.

Eligibility for transfer shall be limited to emplegs with at least one (1) year of continuous semvith the
Medical Center. However, this limitation shall apiply to employees seeking change of status wligiifinis
unit. First consideration to fill Staff RN and LPN vacacwill be given to existing bargaining unit
members subject to qualifications set forth injteedescription. Consideration to fill Care Manage
vacancies will be given to existing bargaining unémbers subject to qualifications set forth injtie
description, provided however that the Employeemass the right to hire Care Managers from outiide
bargaining unit in all cases. If the Employer tsisole and exclusive discretion, determines thitht ability
and qualifications among existing bargaining unipyees and outside applicants for a Care Marnaler
are equal, the Employer shall select the existargdining unit employee with the greatest barggininit
seniority.

Where two (2) or more employees request transfpramotion to a Staff RN or LPN job and are of équa
ability, the Employer shall select the employeénwlite greatest bargaining unit seniority. Where (@ar
more employees request transfer or promotion tara ®lanager job, the Employer shall make the sefect
based upon skill, ability and qualifications, atsedmined by the Employer within its sole and exelels
discretion. If the Employer, in its sole and exstagdiscretion, determines that skill, ability and
gualifications among applicants for a Care Manggeare equal, the Employer shall select the enggoy
with the greatest bargaining unit seniority.

Once an employee has been granted the transfelnersiall be transferred within sixty (60) calerdiars
of transfer approval. The manager will intervievd aespond to applicants within twenty (20) workdays
following the end of the posting period. If the dayge is not accepted, he/she will need to redoplthe
position when and if the position becomes vacadtigneposted.

Upon request, the Union may review all outstandargiests for transfer and promotion.

Employees will serve a formal familiarization petiof sixty (60) calendar days in the event of agfar
and ninety (90) calendar days in the event of enptmn. An employee who does not complete the
familiarization period to the satisfaction of thamager will be returned to his/her former positiéormer
position is guaranteed for thirty (30) calendardafger the transfer or promotion. After thirty Y®@lendar
days, the employee may be returned to the formstigo if available, or a comparable position vitle
same shift, classification and pay. After sixty)(68lendar days for RNs and LPNs and ninety (Sl@nckar
days for Care Managers, the transfer will be carsid permanent.

If a vacancy which had been filled on a temporasibis to be filled on a regular basis, it willgaested in
accordance with the above stated policy. The eneglay the temporary position will be consideredwit
other applicants for purposes of filling the pagiton a regular basis.

When the need for a temporary position no longestexue to the return of the original employee or
permanent transfer into that position, the tempgoeanployee will be returned to his/her former posit

The Medical Center will consider for a Care Managerancy an applicant who does not currently pesses

BSN degree in cases where there are no degreadaagpiwho are deemed by the Medical Center to be
qualified, provided that the non-degreed applicanatriculated in a nursing degree program ane&bepl
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to receive the degree within one year of the apptin. Any non-degreed applicant promoted to Care
Manager must use her/his best efforts to earn 8¢ @egree without undue delay. In the event oflaréa

to use best efforts the Care Manager may be denmtad/her former position. However, there shalho
demotion if the delay in earning the BSN degremissed by circumstances beyond the employee’sotontr

5.10 Floating.

The Medical Center will make its best efforts tanimize and eliminate floating within the term ofgh
contract. In an effort to meet this goal the stegtsforth in section 6.10 will apply (to post sdukes

with core staffing levels) to meet the nursing reeefithe Medical Center on a unit by unit, shiftahyft
basis. In an effort to reduce floating, for eaale@of Clinical Practice, the Medical Center shall
establish a float pool consisting of Float Per Diemployees and other employees who transfer irgo th
float pool.

The Medical Center recognizes the need to useegsdiforts to minimize and eliminate floating as
demonstrated by the reduction in floating hoursrduthe first quarter of 2005. Any limitation on
floating shall not include floating under contraettion 5.07 — Fluctuation of Census. The Medical
Center will share the following data with HPAE onuarterly basis:

a) Float reports using codes 800 (floating) and 8@iafing at time and one-half) by month, unit

and shift.
b) Post Schedules by unit and shift including siclseatb calls, and leave of absence.
c) Daily census data by unit and shift.

Employees assigned to the float pool shall recaidéferential of $3.50 per hour for each hour waatk
within the float pool.

If floating remains necessary despite the Medicait€r's best effort, floating of employees who are
permanently assigned to particular units, exceptfit per diems, shall be permitted only as sjpeatify
outlined below:

A. Floating shall be restricted so as to limit flogtof an employee to within said employees own
Area of Clinical Practice (ACP). When floating eamployee within the employee’s ACP the
Medical Center will make its best efforts to flegthin the subsection (a), (b) and (c) and only if
no other option is available, within the larger ACP2 and 3. The ACPs are as follows:

1) (a) M/SICU, PCU, CVICU, ED
(b) OR, Berrie OR, PACU/Holding, Berrie PAT/ PredPo

2) (a) Dean 8, 3NW (inclusive of 3W), 2 Kaplen (if amtlen opened)
(b) Dean 5, Infusion, 2W
(c) Dean 7, Dean 6

3) Peds, NICU, Mother/Baby, L&D

Employees in current units not listed in an ACPlIsi@t be required to float except under sectiddvs.
Fluctuation of Census.

B) Except for Unit Per Diem employees, employeds wight (8) years or more years’ seniority as
determined by length of service, will not be regqdito float.

C) Nurses assigned charge are not required ta float
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D) Volunteers will be sought from within the ACR.nlo volunteers are available, the least senigilad
gualified employee within the classification shadl floatedas determined by the manager in chafide
Medical Center and Union agree to evaluate rotatibfioating among qualified employees within the
classification.

E) A differential of three ($3.00) dollars perunavill be paid to each employee who floats. Thiallsnot
apply to floating due to fluctuation of census.

F) Employees on orientation and new graduateseigfiit (8) months or less seniority shall not lmpineed
to float except in a bona fide emergency.

G) Employees who have transferred to a differédPAshall not be required to float for 2 monthsoiwihg
completion of orientation to the unit except incné fide emergency.

H) When the Medical Center creates or relocatés or changes the type of patient care provided o
unit, such unit will be placed in the ACP that basttches the nursing care skills required.

) Regardless of years of service, employees certiove or extra time will float before regularly
scheduled Full Time and Part Time staff. In thergvthat nurses who are scheduled for overtime or
extra time are not needed on the unit they aredstbe to work, such nurses will be notified no ldsmn

two hours prior to the beginning of the shift antbrmed that they are needed to float to anothéraumal

the nurse will be given the option of not workimg tshift.

6. WORK TIME
6.01 Normal Workday.

For the purposes of determining application ofrapleyee's regular compensation rate, the employee's
normal workday will be eight (8) work hours, incing rest periods and including a one-half (2) hour
unpaid scheduled meal period.

Effective September 20, 2009, for the purpose®tdrchining application of an employee’s regular
compensation rate, the employee’s normal workddybeieight (8) work hours, including rest pericohl
excluding a one-half (1/2) hour unpaid scheduledlmperiod.

The change to the extended the work day will bdempnted by adding fifteen (15) minutes to the
beginning of each shift and fifteen (15) minutethiend of each shift.

An employee shall be scheduled to work a full e{@hthour shift unless otherwise determined by ralutu
agreement between the Employer and the employee.

The Medical Center shall offer ten (10) hour andlt (12) hour shifts as per Schedules G and H. The
Medical Center shall offer a "Weekend Flex Shiftigram as per Schedule .

Care Managers are exempt employees. As a resutbahwvork day provisions shall not apply to them.

6.02 Normal Workweek.

For the purposes of determining application of ampleyee's regular compensation rate, the employee's
normal work week will be forty (40) hours excludiag unpaid meal period in five (5) work days, émel
employee will have two (2) days off in each weelke Tvorkweek begins and ends at midnight Saturday.
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Care Managers are exempt employees. As a resutbahavork week provisions shall not apply to them.

6.03  Work Obligation: Employee.

An employee will work the hours assigned as hisesrnormal work day and work week. An employee will
report for work on time, ready, willing and ablexork.

6.04 Work Schedules.

The Employer shall post schedules of employee ms&gts in four (4) week blocks. Each schedule $teall
posted at least two (2) weeks before the starteostheduling period. During the week immediately
preceding the posting of the four-week scheduetivill be no schedule changes/requests acceptegte
in the event of a bona fide emergency. Such scheshalll be maintained until it is superseded bgva n
schedule or changed by agreement between the Eenglogl employee. Schedule changes requested by
employees shall be granted unless they resultderstaffing the patient care unit or produce aoialti

costs to the Medical Center.

6.05 Weekend Rotation and Premium.

(A)  The Employer will use its best efforts to graach Full Time and Part Time #1 employee covered
by this agreement every other weekend off andguilrantee every third weekend off and will
guarantee that said employees will not work moaa thventy-six (26) weekends per calendar year.
However, nothing in this Agreement shall preveryt @amployee from working a number of
weekends that exceed the foregoing guarantees drttployee requests such additional weekend
work in writing to the manager or designee.

Full Time and Part Time #1 employees who are sdeddin the Medical Center’s discretion) to
work three (3) out of any four (4) consecutive wereds shall be compensated for the third and
fourth weekend or any part of the third and fouvdekend worked at a rate of time and one-half (1
1/2) the employee's regular compensation rateyof(Waen determining whether this premium has
been earned, the weeks shall be considered irethsoonsecutive periods of three (3) weeks [in the
event of three (3) weekends worked out of fourgd fjour (4) weeks [in the event of four (4)
weekends worked out of four (4)] starting with finst complete calendar week (Monday through
Sunday) after the execution of this Agreement.Wheks shall not be considered on a rolling basis,
i.e. weeks from one discreet three (3) or foum{@gk period shall not be considered with weeks
from a preceding or following three (3) or four (ek period. Thus, once the weekend premium is
paid hereunder due to three (3) or four (4) weekérading been worked out of four weekends, a
new set of four consecutive weekends shall commiemdbe purpose of determining eligibility for
the weekend premium.

The following shall not be counted as weekends aaikr the purpose of determining eligibility fowet
weekend premium.

1) Any weekend worked at the request of an employe

2) Any weekend contiguous with approved vacatiowhich an employee works
one weekend day.

3) If an employee calls in sick or absent on ak&ed shift or shifts on which

she/he is scheduled to work, she/he may be assigmeork an additional
weekend shift or shifts accordingly. Such make+ifi sr shifts shall not be
counted as a weekend day or days worked for th@oparof determining
eligibility for the weekend premium. However, th€[P or designee may
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use discretion in determining whether an additiovegkend is assigned
based on her/his sole and exclusive judgment e tepecific
circumstances.

(B) Itis understood that to effect every other kel off and to grant every third weekend off, iit e
necessary to rotate days off for all Full Time &adit Time #1 employees, there will be no
restrictions on split days off, and the Employeyratlize back-to-back work weeks.

A weekend for purposes of defining a weekend affieisned as two (2) days: Saturday &whday
for day and evening staff; Friday aBdturday, or Saturday agdinday for night staff as designated
by a majority of the night staff on each unit. @mrweekend designations for a night staff will
continue unless modified by a majority of the nigfatff on any unit. A weekend for purposes of
defining a weekend worked is defined as: Saturd&uaday for day and evening staff; Friday or
Saturday for night staff on units which have desigd Friday an&aturday as their weekend off;
and Saturday or Sunday for night staff on unitscviiave designated Saturday &whday as their
weekend off.

©) Nothing in the Section 6.05 shall apply to Hamte #2, Regular Per Diem or Casual Per Diem
employees.

(D)  There shall be no increase in weekend woduirement for any employee unless by mutual
agreement. Additionally, weekend requirements énuthits set forth below will be as indicated:

1) PACU weekend requirements are:
* Days — every"weekend in place:
2 RNs in place on Saturday, 6:45A to 7:15P and Syid@ to 7P call.
* Evenings and Nights — ever{ «veekend, 7P to 7A call. If scheduled to take lvath
Saturday and Sunday that would fulfill the calluiegment for the four (4) week period.

2) Home Health Nurses are required to work SaturddySamday of every third weekend.
However, this shall not be construed as modifyiregdefinition of weekend worked or weekend
off under this agreement.

3) There will be no weekend requirement for nurses wbik in the Berrie Center, unless business
necessity requires otherwise.

6.06 Experimental Workday and Work Week.

Alteration of normal workday and work week to pdrexperimentation with other systems of scheduling
work time will be permitted upon mutual consenkafiployer and Union. Mutual consent may be given on
a conditional basis by one or both parties. Suciseat must be in written form, stating conditiond a
signed by both parties.

Upon the expression of interest of a majority opayees working on a particular unit in convertiog
different shift format (i.e., 10 or 12 hour shift8)e Joint Nursing Practice Council shall meetisocuss such
proposal. The parties shall consider such faetegzatient care needs, staff turnover, budgetary
implications, employee satisfaction, overtime usgge diem usag®acancy rates and length of time
positions remain open, and unit specific certifmarequirements.

6.07 Mandatory Overtime.

The Medical Center will comply with State legistatilimiting mandatory overtime and will apply the
legislation, when effective, to all bargaining ughployees.
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The Medical Center shall provide to the Union thesmg staffing policy, information and trainindatng
to mandatory overtime as required by applicabledad regulations.

6.08 Shift Rotation.

There will be no rotation of employees.

6.09 Work Preference.

Preference for available work time shall be givebdrgaining unit employees over nurses suppliexaligh
outside agencies.

Should the Medical Center fail to offer a nurse kwohich becomes available due to an unscheduled
vacancy, and, specifically, which arises as peckr6.10, Section 5, Unplanned Needs, the nurbéevi
offered the next available work shift within the R@r which the nurse is qualified, provided theseu
notifies the manager or designee within five (5)daf the occurrence. Failure by the nurse to plesguch
timely notice shall constitute a waiver of eligityilwith respect to the provided remedy.

6.10 Work Availability.

1. PRIOR TO POSTED SCHEDULES
a. The PCD will complete the planning sheet usiegt lefforts to meet the core (medium)
staffing levels for their budgeted census. Thaduides obtaining the availability of Unit Per
Diems, part time and full time staff to fill in ailable slots.

b. The Staffing office will obtain float per dienmschedule for the same time period.

c. Approval of work time is reflected on the palssehedule.

2. AT TIME OF POSTED SCHEDULES

a) The manager will display all known shift availatyilio meet core staffing on the
unit at the time the schedule is posted. If addéticore needs later become
available, they shall be added to that availabglitget. An additional availability
sheet will be posted for non-core needs. Any abdity not approved in 1
above, must be entered on the appropriate avéyadhleet by the employee.
The availability list is posted for the durationtbé posted schedule to allow
employees an opportunity to make themselves alil@his procedure will be
consistent on all units.

b)Notification ProcessThe PCD/designee will approve time by initialingladating
the availability sheet at any time after such shbave been posted for one week.
The PCD/designee will approve time no later thaesBiay at 5 PM for the
following week from Sunday through Saturday. Empls are responsible to
check the availability sheets and either date amdliin person or have another
employee validate their confirmation by 12 Noorildnursday. If not
acknowledged, additional availability will be sotdgly the Medical Center.
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Once verified, the PCD/designee shall enter pipecved shift into OptiLink which
will be considered the master schedule. For Coits,Lapproved shifts shall be
reflected on the printed schedule.

3. ADDITIONAL AVAILABILITY

a. Staff interested in and available for additionalrs will sign up on the additional
availability list or shall notify the PCD/designeethe Nursing Office verbally
indicating unit, date and shift availability.

The Nursing Office will document staff availabilion the staffing schedule
worksheet for the posted time. Each nurse magudata availability for any shift on
any of those days but must do so at least founddjs prior to the start of the shift.
Staff who so designate availability four (4) hoardess before the start of a shift will
still be considered but will not receive prefere(e®defined in 6.09).

The Medical Center will make its best efforts toypde verification of scheduling of
nurses no less than 24 hours prior to the stahiso$hift. In the event the nurse
signed up less than 24 hours prior to the statieshift, the verification will be
given as early as possible but preferably no lems 4 hours before the start of the
shift.

Notification Process: The PCD/designee, staffing office, or unit employaader the direction of the
Supervisor) will attempt to contact the employeephgne. Reasonable efforts to contact an emplogee
the availability list will be made by the Medicaé@er. If unable to contact the employee, anajbalified
available employee will be called.

4. CANCELLATION NOTICE

a. A nurse who is approved to work will give four @urs cancellation notice if unable to
fulfill that commitment. Failure to give four (4pbrs notice will result in consideration but
not preference (as defined in 6.09) for the indigichurse for any available time for the five
(5) calendar day period following cancellation.

b. If canceled by the Medical Center with less thaur @) hours notice, the employee will be
compensated for one half (1/2) of the scheduleddhduoot to be counted as time worked for
overtime purposes). In no case will such canceltatie done to give work preference to an
agency nurse.

c. The Medical Center is obligated to make reasonefiet to contact an employee prior to
the cancellation deadline. If such effort has bede and documented and the employee is
not reached at the phone number s/he providecetaulsing office (when off-duty), it will
not be deemed to have violated the time limitéorcellation.

5. UNPLANNED NEEDS
For unplanned needs, such as last minute sick, th#sstaffing office will automatically

contact the manager or charge nurse to canvassafieavailability as well as refer to the
staff availability book.
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6.11 Staggered Shifts

Effective June 1, 1999, no employee’s start timikha staggered by more than two (2) hours (for
example, without limitation: 6am to 8am, 6: 30an8t80 am, 7am to 9am, 8am to 10am, 3pm to 5pm).
This limitation shall not apply to nurses assigtethe Clinic. Additionally, this limitation shatiot

apply to employees who are subject to greater staggshifts as of June 1, 1999 as long as theyinema
in their current positions except for Emergency &é&pent employees who shall be subject to the two
(2) hour limitation set forth above.

7. MONETARY BENEFITS: TIME WORKED

7.01 Regular Compensation Rate.

An employee's regular compensation rate as stattilsi Agreement, will apply to all work time upftaty
(40) hours in a work week. An employee's regulanpensation rate will include any differentials thigh
the employee is entitled in this Agreement.

Care Managers are exempt employees. As a reqgliarecompensation rate provisions shall not apply
them.

7.02  Premium Compensation Rate: Overtime Work.

For all employees, all hours worked in excess ¥/ f@0) hours per week shall be paid at the ratene
and one-half (1%2) the individual's regular compgasaate. Except with mutual consent of Employed a
employee, the Employer will not require an emplayetake compensatory time off in lieu of overtipay
for time worked.

For Full Time employees, all hours worked in exaddbeir standard shifts of eight (8), ten (10)tweelve
(12) hours shall be paid at the rate of time aretaif (1 1/2) the individual's regular compensatite.
For all other employees, daily overtime will begpanly for time worked beyond one-half (1/2) haur i
excess of the employee's standard shift of eightdB (10), or twelve (12) hours.

Regular rate includes differential when calculatwgrtime premium pay.

Except as otherwise provided for in this agreemehére an employee is otherwise entitled to tinte an
one-half (1v2) of the regular compensation rateagfand at the same time works hours that would also
entitle employee to time and one-half (1%2) hisfag of pay, such time will be compensated ateacht
double time.

The Medical Center's eight (8) recognized holidaysnother scheduled day off for the holiday, @acation
days will be considered as a "day worked" for thgpse of calculating overtime payments in a giverk
week.

Nothing herein or in this Agreement shall be careslras a guarantee of hours of work per day or dfays
work per week.

Care Managers are exempt employees. As a resaitjrae provisions shall not apply to them.

7.03 Care Managers
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A registered nurse must have two years of profeakexperience prior to applying for a Care Manager
position.

Care Managers will meet quarterly with the SenimeWPresident, Patient Care Services or designee,
periodically with a Vice President, the Executivieebtor, quarterly with the Patient Care Director t
continue to develop aspects of their role asdteslto research, education, clinical practiceleadership.

Sixteen (16) hours per month may be allocatedrgepts, based on the Patient Care Director’s aghro
Care Managers shall have access to computers watiodoft Office and internet access

All Care Managers are salaried employees undeprtffessional exemption of the Fair Labor Standards
Act. As exempt employees, the Care Managers adegpaeekly salary as compensation for work
performed. While the expectation is that the Casmdjer's work generally will be performed within a
regular forty (40) hour work week established kg khedical Center, the nature of the work and the
responsibilities involved require flexibility inémumber of hours worked. Care Managers are exptrte
appropriately and judiciously reconcile these adesitions.

Effective September 20, 2009, the employee’s nomwaakday will be eight (8), ten (10) or twelve (12)
hours, including rest periods and excluding a calé{t/2) hour unpaid scheduled meal period.

The change to extend the work day will be impleraeittty adding fifteen (15) minutes to the beginmihg
each shift and fifteen (15) minutes to the endacheshift.

As exempt employees, Care Managers receive theklywsalary for each week worked irrespective of
scheduling fluctuations. However, deductions froeweekly salary will be made when the Care Manager
is absent for a full shift or more at her/his rexjuand is not eligible for or has exhausted alisat paid

leave.

The terms and conditions for all such employeell Bhapplied in a consistent manner throughout the
Medical Center.

The weekly salary is intended to compensate Cangalglers for all normal fluctuations in their work
schedules. Care Managers working beyond their aegaehedules to complete routine duties will not
receive additional compensation. However, when G&eragers work more than their regular hours for
the purpose of filling a Staff RN vacancy, theylsba paid at time and one-half (1 ¥2) or with
compensatory time off for those hours over forty))(4h any work week consistent with the provisiomns
Section 7.02.

When Care Managers spend four or more consecuiives loutside their regular working hours in meeting
or projects, they shall receive compensatory tiong¢hfose hours.

Compensatory time for the Care Manager need nstiveduled within the same work week but generally
will be scheduled by the manager within thirty (8@ys of accrual if patient care needs permiten th
judgment of the manager.

Except to the extent provided expressly to theraoptall of the provisions of this agreement shplbly to
Care Managers.

7.04 Pay Period and Other Payments.
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Frequency of payment will continue as heretofotepaychecks shall be delivered in envelopes. Rayss
will clearly identify specific hours worked and cpensated, and entitled rates. The pay stub shatico
actual, not projected, accrued, unused benefit time

When an error in pay has been made, the Medicdk€Ceill issue a check with the correction within
twenty-four (24) hours if the error is equal tagoeater than eight (8) hours pay and within sevemby(72)
hours for errors involving lesser amounts. Sucltkhéll have the proper payroll deductions made.

Travel reimbursement and other expenses of Homéeaployees shall be paid pursuant to the
following procedure:

On the fifth of each month the Home Health Departivéll generate a report showing the
mileage and reimbursable expenses of Home Healphogees for the previous month based
upon information submitted by the employees byethé of the previous month.

The report is distributed to Home Health nurses wiust confirm the accuracy of the
information and submit any required documentatipithie 14" of the month.

All nurses who confirm the accuracy of the inforroatand submit any required
documentation by the f4of the month will receive their reimbursement dtseby the 28
of the month.

7.05 Salary Increase Date.

Salary increases which may be delayed by the pagyole will be paid retroactively to the scheduled
effective date and included in the next pay check.

7.06 Starting Time.

All employees who must make special preparationired by the Medical Center to dress for approgriat
units shall have ten (10) minutes from their respectarting times within which to dress or othisev
prepare. The same rule shall apply to the quittmg and all such employees shall utilize thetiast(10)
minutes of their regular shift within which to coleie their special procedures required by the Madic
Center or dress requirements. The same rule iyl to the meal period, rest periods, meetingsatier
situations, which would require employees to doesstherwise prepare for special situations, rexqgliny
the Medical Center.

In the event an employee is required to work thinosigch appropriate ten (10) minute period immelyiate
preceding the normal quitting time, the meal pemedt periods, meetings or other such situatiams,
additional ten (10) minutes will be granted and aél considered on duty timmut not as on-call time.

7.07 Daylight Saving Time.

If an employee works a shift of nine (9) actual isoas a result of an adjustment in daylight savtimgs,
she/he shall receive one (1) hour's pay at timeoaeehalf (1%2). If an employee works a shift ofesey7)
hours as a result of an adjustment in daylightrgmvtime, she/he will be compensated for a fulhie(§)
hour shift.
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8. MONETARY BENEFITS: TIME NOT WORKED.
8.01 Holiday: Designation.

All Full Time employees will be entitled annually the following holidays, to be observed on thesslat
indicated.

2009 2010 2011 2012
New Year's Day 01/01/10 01/01/11 01/01/12
Martin Luther King's Birthday 01/18/10 01/17/11  1/06/12
President's Day 02/15/10 02/21/11 02/20/12
Memorial Day 05/31/10 05/30/11 05/28/12
Independence Day 07/04/09 07/04/10 07/04/11
Labor Day 09/07/09 09/06/10 09/05/11
Thanksgiving Day 11/26/09 11/25/10 11/24/11
Christmas Day/ 12/25/09 12/25/10 12/25/11
(or Hanukkah) 12/12/09 12/02/10 12/21/11

Holiday pay will be given to all employees who waky hours within the twenty-four (24) hours that
define the holiday, based on eight (8), ten (1@yvetve (12) hour shifts as follows:
A. For eight (8) hour and ten (10) hour shifts, thitday is defined as beginning at 10:45 pm on the ev
of the holiday and ending at 11:15pm on the adtakday.
B. For twelve (12) hour shifts (6:45am to 7:15pm of5¢m to 7:15am) the holiday is defined as
beginning at 6:45pm on the eve of the holiday armdirg at 7:15pm on the actual holiday.
C. For twelve (12) hour shifts (10:45am to 11:15prhg holiday is defined as beginning at 11pm on
the eve of the holiday and ending at 11:15pm omtieal holiday.
D. For employees on-call, holidays will begin at 7pmtiee evening preceding the holiday and will end
at 7pm on the night of the actual holiday.

Since Hanukkah is generally celebrated on the aggmieceding the first day, Hanukkah will be obedrv
starting with the 2:45 PM to 11:15 PM shift on thee of the date noted above and conclude with :#te 6
AM to 3:15 PM shift on the above date.

Full Time and Part Time #1 employees regardlesdasfsification, agree to work either Christmas Day
New Year's Day each year.

A Part Time #1 will be entitled to 60% of the abdwdidays annually as scheduled by the Employer.
Part Time #1 employees shall receive holidays to@ance with the following schedule:

#1 New Year's Day (8 hours)

#2 President's Day and Matrtin Luther King'diglay (8 hours)
#3 Memorial Day and Independence Day (8 hours)

#4 Labor Day (8 hours)

#5 Thanksgiving Day and Christmas/Hanukkah [@u4rs)

In the case of holidays which are grouped, an eyeglanay take the holiday time off thirty (30) calan
days before the first actual holiday date and ter ldnan ninety (90) calendar days after the seemtdsl
holiday date.
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When an employee selects the alternate holidayulkda) and such employee normally works on a unit
that is closed on Christmas, the employee will bemitted the use of benefit days, but not sick days
Christmas.

8.02 Holiday: Entitlement.

Recognizing that the Medical Center works everyafahe year and that it is not possible for alpbygees
to be off on the same day, the Medical Center $laai the right, at its sole discretion, to reqaing
employee to work on any of the holidays herein ifigelc however, the Medical Center agrees to diste
holidays off on an equitable basis and consult thighemployee as to his/her preference.

If a holiday falls on an employee's scheduled dgytlte employee shall receive another day off with
regular pay. This compensatory time off for thaday may not be scheduled earlier than thirty (30)
calendar days before the actual holiday date, ardter than ninety (90) calendar days after tteshc
holiday date, unless prior written approval foreghg the day off is granted, in writing, by thamager. If
an employee has not received the compensatoryofinfier the holiday by the ninety (90) calendar day
period after the actual holiday date, the Medicaht€r has the option to either pay the employethtor
holiday or may schedule the employee for the tiffiiebg the next pay period. However, if the empleye
has previously requested the compensatory timéasithad the request denied, the employee will tieve
option to be paid for the day or be scheduled fmyrapensatory day off within the next pay periodlasve
following the ninety (90) day period. If paid, iililoe at the regular compensation rate of pay\witichot
be considered as time worked for overtime calcutatif the day is scheduled as time off, the ddlvei
calculated as time worked for overtime calculation.

If a holiday falls during an employee's vacatidrtha mutual consent of the Employer and employese,
vacation may be extended by one (1) day, or thdame will be granted a compensatory day off atilay
pay within ninety (90) days.

Holiday request forms will be returned with approwadisapproval on or before the date the schedule
covering the requested holiday time is posted.

In holiday time selection, the Employer will grdihé request of the employee on the basis of:

(A) If two (2) or more employees request the sdaeto be scheduled as holiday time and
staffing permits two (2) or more absences, it dbaljranted to all employees requesting
such time.

(B) If two (2) or more employees from the saméd teguest the same day to be scheduled as

holiday time and staffing permits limited absentes,employee having worked or given
fringe time (as per 5.07) that holiday the previgear shall be granted the holiday.

© Bargaining unit seniority shall prevail whengoyees received the same holiday off the
previous year. An employee may waive such rightshfe benefit of another employee by
expressed wish.

8.03 Holidays.
An eligible employee, including a Per Diem emploged including a Care Manager, who is scheduled to
work any of the eight (8) holidays listed in thigr@ement shall be paid for work performed on tlagtat

the rate of time and one-half (1%2) the employesgslar compensation rate. The day on which thel&pli
is celebrated shall be the day on which the holpayis paid to the entitled employee. An employee
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required to be on-call during any of the eighti{8)idays listed in this agreement shall be paidbtiothe
on-call rate.

If an employee is absent the scheduled work dayréefr the scheduled work day after a paid legldp

or day in lieu thereof, the Medical Center may dedaroof of iliness. The Medical Center may deny pa
for such holiday if satisfactory proof is requested not furnished.

An employee request for a holiday compensationstiajl not be denied solely because the requested da
falls on a weekend. Additionally, the Medical Cemtery not condition approval for a holiday
compensation day on the employee’s ability to obbéiher nursing coverage for such day off.

Employees will be paid time and one half for allieoworked on the holidays listed in the schedule i
Section 8.01.

8.04 Vacation: Amount

Effective 12/29/96, Full Time employees shall ezanation based upon completion of continuous yefars
employment:

Years of Continuous

Service Since Last Date of Hire Annual Entitlement
1-lessthan 4 19 days
4- less than 8 24 days
8 25 days
9 26 days
10 27 days
11 28 days
12 29 days

Vacation will accrue monthly in an amount proporéte to the annual entitlement and at a rate égual
eight (8) hour days. The rate of accrual will i as of the date the employee progresses texhkewel
of the above table. Vacation accrual shall be pted to the last day worked for employees changing
status, resigning, or terminating employment.

A Part Time #1 employee will receive 60% of theatamn benefit.

The maximum vacation accrual will be two (2) tintles employee’s annual entitlement.

8.05 Vacation: Pay

An employee will be paid for vacation at the emplgg regular compensation rate. For the employee
assigned to the day shift, vacation pay will beegiat the completion of the work period on the wamtk
day prior to starting vacation. If the employeassigned to work evenings or nights, vacation pHyoes
given at the completion of the work period two@ays before the vacation commences.

An employee may receive payment in lieu of timefoffup to ten (10) days (eighty hours) of unused

accrued leave, provided that the accrued leavedmfter receiving payment is not less than f)eléys
(forty hours). An employee may exercise this optane in a twelve (12) month period.
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8.06 Vacation: Entitlement.

New employees will be eligible to utilize accrueatation after six (6) months of employment. Where a
employee is on a leave of absence, vacation vafugcduring any period of paid leave, but will bet
credited or available for use until the employdarres from the leave.

8.07 Vacation: Scheduling.

The normal vacation period will be the entire yeacept for the weeks including Christmas and New
Year's Day, subject to the needs determined biyiiaical Center. For the weeks including Christmas a
New Year's Day, the Medical Center shall have antkexclusive discretion to grant or deny vacation.

For the normal vacation period, the employee wilhject to the Employer's operating requiremeratge h
his/her choice of vacation time, it being recogdjZzeowever, the vacations must be scheduled by the
Medical Center in a manner designed to insureffeeteve and efficient operation of the Medical @an
including staffing needs.

Unit vacation guidelines as established by the EEdCenter (Schedule L) shall be the minimum used
for granting vacation leave. PCD or designee dtalk discretion to grant vacation in excess of the
minimum guidelines. The objective of these guidkediis to allow for all employees on each unitge u
their annual vacation entittement. Approval or @i vacation requests will be based on operationa
needs. The guidelines will be evaluated semi-amnbaked on changes in staff accruals and unit
operations.

No part of an employee's scheduled vacation mapared to sick leave.

There will be a two (2) week maximum vacation lifioit any individual nurse, with respect to vacation
requests for the months of July and August. Howesterh limit may be waived by managers upon request
in units/departments where staffing allows for such

Vacation requests for the period of June 1st tHrddgcember 1st must be submitted no earlier than
December 1st and no later than March 31st and sexjta the period of December 1st through May 31st
must be submitted no earlier than June 1st andtapthan September 30th. Requests submittectiadter
deadlines will be considered on a first come §ested basis.

In determining which employee is entitled to aipatar period, the following rules shall apply:

Requests for vacation day(s) during the weeks diatpChristmas and New Year’s which are submitted
between June 1 and September 30 and are denidzbviaélld by the Patient Care Director. When the
schedule(s) for the weeks including Christmas aewy Nears are prepared, such previously denied ségjue
will be reviewed and approved or denied based cegpaphs (A), (B), and (C) below.

Requests for vacation day(s) during the weeks diatpChristmas and New Year’s which are submitted
after September 30 will be reviewed and approvetkared in accordance with paragraph 6 aboveti(gjar
with “Vacation requests for the period of Jurie I) when the schedule is being prepared.
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(A)  If an employee submits a request and no athggloyee submits a request within five (5) calendar
days of the first submission, then the employee fivebsubmitted shall be entitled to the selected
period, seniority notwithstanding.

(B) If an employee submits and another employesngloyees submit a request for the same vacation
period, and all submissions are made within theedara (5) calendar days of the first submission,
then the employee with the greatest bargainingsemiority shall be granted the period in question,
if staffing does not permit the granting of all vegts.

© In any event, each employee who has subnatteatation request shall, within ten (10) daysaad s
submission, be advised if the request has beetegran

Employees may request vacation days in full weekKkd or individual days.

In the event of a bona fide emergency, Full Timé Bart Time employees may take one (1) vacation day
per year. Employees shall give the Medical Cerdgemach advance notice as possible of their desire t
take vacation days for bona fide emergencies.

8.08 Sick Leave: Entitlement and Amount.

An employee will accrue sick leave during the onedred twenty (120) calendar days probationarygeri
but will not be paid for sick leave taken duringttime.

Sick leave accrual shall be pro-rated to the lagtwlorked for employees changing status, resigrang,
terminating employmenifter the probationary period, a Full Time emplogball earn one (1) sick day
per month and a Part Time #1 employee shall epro-gated amount on a monthly basis. An employee
may accrue sick leave to a maximum of 800 hours.

One vacation day, eight (8) hours for full timgooo-rated for Part Time 1 (4.8 hours), will be aditiethe
vacation bank for each six-month period, Januang &ind/or July-December, if no sick time is usethdu
that period. This will go into effect beginningyl@, 2006.

In the event an employee on sick leave becomebleligr State Disability, the employee will coniato
use accrued sick leave for the duration of thede@fie employee must return state disability monies
received to the Medical Center and will have thapprtionate amount of sick leave restored conctlyren
provided the employee is still on paid statusnliumpaid status, the sick leave will be restorezhitpe
employee’s return to work.

Effective immediately, any and all existing praeiof paying wages (other than accrued sick ledw@)g
periods of Workers Compensation leave of abseraletsheliminated. Thus, employees on Workers
Compensation leave of absence shall not be entitledntinued payment of wages (other than accsigkd
leave and accrued vacation leave if requested).

In no event shall an employee on Worker's Compensagceive in excess of their full income.

8.09 Sick Leave Pay.
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An employee will be paid for sick leave at the emypk's regular compensation rate. To be eligibisitik
leave benefits an employee assigned to the dayvshd is absent due to illness or injury must ryotife
nursing office at least two (2) hours before tlatstf his/her regularly scheduled work day. Ifigised to
the evening or night shift this notification must imade at least four (4) hours before the stattieokhift.
Such notification shall be given on a daily basiess another arrangement has been made.

An employee may be requested to present satisfaptoof of illness for any absence regardless ef th
number of days involved. If such proof is not préed, the employee is not eligible for paid sickei

An employee who reports for work but must be sembhdr due to non-work related illness will be charged
only for the actual number of work shift hours natrked due to the illness. However, an employeensi

be charged for work shift hours not worked, if atiye to waiting delays while receiving medical tneant

at the Medical Center if the employee was direttethe Emergency Department or Employee Health by
their supervisor.

If an employee is absent due to illness the sclkedubrk day before or the scheduled work day aftesid
vacation period or a scheduled holiday, the Med@ahter may demand proof of illness. The Medical
Center may deny pay for such sick leave if satisfggroof is requested and not furnished.

After accruing 480 hours, an employee may casharekcess amount of earned sick days up to twamty-f
(25%) percent of each day cashed in during the Imairtheir anniversary date of hire. Once casheduoh
days will not count for any other entitlements.

The sick leave bank will be eliminated effectivendul, 2009. However, employees approved for this
benefit prior to June 1, 2009 shall be eligibletfa full amount allotted to 2009 by the prior agnent (650
hours).
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8.10 Bereavement Leave

A Full Time, employee shall be paid for three (3) work days atesén the event of death of his/her parent,
spouse, child, grandchild, brother, sister, doragstitneror any relative who was residing at the time of
death in the household of the employee as a pemhar@mber of the family unit.

An employee who requests time off as a result®titath of his/her grandparent, mother-in-law threfia
in-law, not residing in the employee's householg beagranted the day of the funeral off with pay.

Such days must be taken consecutively within aredse period of time of the day of death or theafa

the funeral and may not be split or postponed. rApleyee will be paid for such days at the empl®yee’
regular compensation rate. The Medical Centerpeitmit an employee the use of two (2) earned \@ctati
days to extend a bereavement leave upon requeapanolval of the manager. Such vacation days neust b
earned days or the employee may take an unpaid tdabsence if necessary to extend a bereavement
leave at the discretion of the Medical Center dsrigth of time. The Medical Center reserves thhtrio
require proof of death and relationships in casésneral leave.

A Part Time #1 employee will receive the benefll@inthis paragraph as per Article 4.03.
A Weekend Flex employee will receive the benefp@sSchedule I.

8.11 Jury Duty Leave

All Full Time and Part Time | employees, after cdetion of their probationary period (120 calendays),
who are summoned, not volunteered to serve ordjuiy shall be paid the difference between her/his
regular pay (not including extra days for part tiemeployees) and her/his pay as a juror for eack day
while on jury duty for a maximum of ten (10) worgidays which shall not include "on-call” jury duitye
when employees are able to be at work. An emplayeeperforms jury duty pursuant to such summons
and who is thereafter released from such servideityrwill promptly notify the Employer of such ealse
prior to 12:00 noon and report to work.

Employees receive their regular bi-weekly checkihag are due, and must endorse all checks rectived
jury duty over to the Medical Center as soon ag #ne received.

The receipt of a subpoena or notice to reportuor guty must be reported immediately to the engxdy
direct manager.

Holidays occurring during jury duty are paid fordaconsidered as taken. Any illness during jury ¢éeav
which results in substantial loss of jury duty jmgonsidered as a sick day and will be chargedrdomly.

8.12 Rest and Meal Periods.
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An employee working a full shift shall be entitledtwo (2) rest periods of fifteen (15) minutesleaceach
working day. An employee who is scheduled at l&ast(4) consecutive hours shall be entitled to @ne
such fifteen (15) minute rest period.

The present Medical Center thirty (30) minute npealdod policy as presently applicable to employees
covered by this Agreement shall continue.

Effective September 20, 2009, the employee’s nomwaakday will be eight (8), ten (10) or twelve (12)
hours, including rest periods and excluding a calé{t/2) hour unpaid scheduled meal period.

Employees working through their regularly scheduezhl period must obtain approval from their manage
or designee. Such employee will receive straigie tompensation for working through the regularly
scheduled meal period.

When feasible, and with the approval of the manag®ployees may take a forty-five (45) minute meal
period provided there is adequate coverage andfahe two (2) rest periods is relinquished.

8.13 Paid Leave of Absence: Limitations.

All paid leaves as described above must be tak#redtme of the related occurrence or thereafteshall
be waived. Employees will be terminated for obtagnieave by false pretense or for failing to retiwom a
leave.
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9. EXTENDED LEAVES OF ABSENCE

9.01 Leaves of Absence.
Upon application, as required, employees are dédigiir extended leaves of absences for the follgwin

reasons, for time periods and under eligibilityuiegments indicated:

Reason Minimum Continu- | Maximum Duration Accrued Time
ous Service Re- of Unpaid Leave Utilization
quirement
Military Per applicable law 12 mos. or per Use of vacation
applicable law, optional
whichever is greater
Education 12 mos. 12 mos. Use of vacation
optional
Disability 6 mos. 12 mos. Use of sick leave
required; use of
vacation optional
Child Rearing/Family| 6 mos. 6 mos. Use of vacation
(as defined under state optional*
and federal law)
Workers' 6 mos. 18 mos. Use of sick leave and
Compensation vacation optional
Personal 1 year 45 days Use of vacation
optional

* During a leave covered by New Jersey Paid Fahelve, the Employee must use earned sick leave
and/or vacation leave for a maximum of two weeHlsreethe Employee is eligible for benefits undemNe
Jersey Paid Family Leave. The total number of daysh of benefits paid pursuant to New Jersey Paid
Family Leave will be reduced by the number of dafyieave at full pay paid by the Employer during th
period of temporary family disability leave. Aftére two week period, Employees may use accrued
vacation time to supplement New Jersey Paid Famaifye.

Approved leaves for disability and child rearingifly may be combined for a maximum of one year of

unpaid leave. For all paid leave, twelve hour erypés shall be paid three (3) weeks at thirty-s8) (3
hours regular pay and a fourth week at forty-e{gB) hours regular pay per their regular schedule.

Requests for leave will not be unreasonably deregdept that voluntary leaves may be limited based
operational/staffing needs of unit. In all casesgeatable proofs and an expected date of retuagisred.

Emergency leaves of absence will be granted pyiontr elective requests regardless of senioritthet
discretion of the manager. Such consent will natfreasonably denied.

During an approved paid leave of absence or duhagwelve (12) weeks of an FMLA or NJ FLA leave,
whether paid or unpaid, the employee is respong&iblpayroll deductions that they would have asetive
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employee. During an approved unpaid leave, thelem@ may continue their coverage but will be
responsible for 100% of the cost.

Employees are not eligible for holidays when omapaid leave.
Increases in pay (ATB or Step) will not be affeatieil the employee returns from an unpaid leave.

Seniority, vacation and sick leave accruals wilfloeen during all periods of unpaid leave. Vagatnd
sick leave accrued during periods of paid leaveneil be available for use until the employee mup and
remains in active status for at least fourteen ¢bésecutive calendar days.

An employee's former position shall be guaranteedjb to forty-five (45) calendar days after theaid
portion of a leave commences. After the forty-ij¢8) calendar days, the employee shall be entiled
return, if vacant, to the former position, or toemparable position on the same shift, as pergrastice
with the same number of hours per week and ataime svage level until the employee's former posigon
again available. In cases of paid leaves of abs@meemployee's former position shall be guarahtee

Employees must confirm their return date to worleast two (2) weeks in advance. No employee \ill b
permitted to return to work without medical clearaifwhere appropriate) and may be required to & se
by EHS.

Employees on leaves are responsible for fulfilimgndatory in-service education, validation, or othe
requirements provided EHMC affords an opporturatgatisfy them. Employees may be denied the ability
to return to work for failing to meet these regments.

For Casual Per Diem eligibility, see section 4.05.
9.02 Leaves: Procedure.

An employee desiring a leave of absence under rgoria@.01, except in the case of an emergency or
illness, will apply for it in letter form to the mager as soon as possible but in no event laterfdla (4)
weeks prior to commencement of such leave. The gearveill notify the employee of the decision as
promptly as possible under the circumstances.

An employee desiring an extension of any leavebeéace will submit a similar application as soon as
possible but no later than ten (10) work days (ekolg Saturday and Sunday) before the scheduled
expiration of that leave, and the Employer willifyothe employee of its decision with respect tteexling
the leave within five (5) days (excluding Saturdag Sunday) prior to the expiration of the leave.

9.03 Leaves: Limitation.

An employee will be terminated for obtaining a ledy false pretense or for failing to return fromeave.
An employee who, while on a leave of absence attaar military service or certain types of servicdhe
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National Disaster Medical System, accepts othel@mpent, shall cease to be an employee and shall be
considered as having voluntarily quit as of thediagé leave of absence began.

9.04 Leave Donation

In the event an employee wishes to donate vacttiento another employee who is absent becauseif t
own sudden iliness or the sudden iliness of a famémber, the following shall apply:

All benefits and rights contained in the collectbargaining agreement will be based on the affected
individual’s (the employee receiving the transfeleave time) own accrued time. Donated time nolt be
added to impact any benefit/or right expressetiercollective bargaining agreement with the soteption
that the person will continue to be paid his ordmal hourly rate (and weekly hours based onis}téty
the Medical Center based on the amount of houratddn

Unused donated vacation time will remain in theatian bank of the employee receiving the donated
vacation time. Both the donor and the recipietitb@ advised of the details specific to this pswe

10. BENEFITS

10.01 HEALTH INSURANCE (Including Prescription coverage)

(A) Full Time and Part Time Employee€the Employer agrees that after the expirationfedlaTime and
Part Time 1 employee's probationary period in tee®f new employees and after the execution date
hereof in the case of present Full Time and PaneTl employees, on the next subsequent admissien da
for coverage under the insurance contract or pleinhwthe Employer has in effect on the executide da
here of, the Employer will provide group health @age as described below for each eligible emplapee
his/her eligible dependents during any period thpleyee is actually working. Coverage begins @nfittst
of the month following any waiting period.

(B) Plan Summary — See Schedule “F-1"
(C) Effective June 1, 2009, contribution schedplespay period, will be as follows:

1. Englewood 3 Tier Plan Full Time Part Time 1
Single $31.91 $70.19
Parent/Child $63.58 $127.17
H/W $73.88 $152.86
Family $95.79 $191.55

2. Point of Service
1 Party $55.25 $82.88
2 Party $115.11 $172.67
3+ Party $148.87 $238.18

Effective 1/1/10 and annually thereafter, contitiuschedule increase/decrease will be equivabethiet
percentage increase/decrease to the premiums) batavent will any contribution increase by gre#ttan
5%. In addition, the following contribution schéelwill be used as the basis for calculating the
increase/decrease for the 1/1/10 contribution sdbaddr the Point of Service plan.

1. Point of Service
1 Party $63.83 $95.76
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2 Party $133.00 $199.50
3 Party $171.94 $275.09

(D) Part Time 2 and Per Diem Employees

The Employer agrees that after the employee's pioytzay period in the case of a new employee @raft
the execution date hereof in the case of presenflitae 2 and Per Diem employees, on the next
subsequent admission date for coverage under shieaince contract or plan which the Employer has in
effect on the execution date hereof, employees atapeir own expense, purchase group health
coverage for themselves and their eligible depetsdanthe group rate through the Employer. This
option will be available up to June 1, 1996. SeetiSes 4.04 and 4.05.

10.02 DENTAL PLAN and VISION PLAN

(A) Full Time and Part Time 1 Employeéhe Employer will provide a choice of two groumitd
plans for all Full Time and Part Time 1 employerd their eligible dependents after six (6) months o
continuous service with the Employer. Coverageregh the first of the month following any waiting
period.

(B) Plan Summary — See schedule “F-2”
(C) Contribution schedules per pay period, willdsefollows:
Effective June 1, 2009.

1. Dental and Vision

Full Time Part Time 1
1 Party $5.80 $10.44
2 Party $17.43 $29.03
3 Party $25.55 $46.47

Effective 1/1/10 and annually thereafter contribatschedule increase/decrease will be equivaldgheto
percentage increase/decrease to the premiums) batavent will any contribution increase by gre#ttan
5%.

(D) Part Time 2 and Per Diem Employe€siverage shall be available through the Employasarance
carrier to all Part Time #2 and Per Diem employaes their dependents at their own expense, prayidin
they are concurrently enrolled in the Medical Centgroup health coverage. This option will be
available up to June 1, 1996. See Sections 4.04 &5.

10.03_.DEPENDENT COVERAGE

(A) Eligible dependents are defined as a legal spaigkunion partner or a child (natural child, step
child, adopted child, or a child for whom an emp@eyhas a legal guardianship who is dependent
on you in accordance with the Internal Revenue iSerdefinition of a dependent). Children can
be covered until their 1Bbirthday. If they are a full time student, théey can be covered until
their 23% birthday or until they graduate, whichever conmiest.f

(B) Dependent children who were 19 or older on JanLig?p03, and who were covered under the
medical plan as dependent children on that daté&hainue to be covered through December 31
of the year in which they turn 23 for health cogganly.
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(C) The rule for dental/vision coverage has been aficcamtinue to be as described in Section 10.03
(A).

(D) Itis the responsibility of the employee to nofifie Human Resources department within 31 days
of a dependent’s change to or from eligible staltiss also the responsibility of the employee to
provide proof of academic status for dependentesitsd

(E) Pregnancy of Dependent Children Health Coveragdepandent child shall be covered for all
care related to a pregnancy in accordance witlstmmary Plan Description. A dependent’s
child shall not be covered.

(F) All services not available at the network levél’(@er) requiring the individual to move to an out-
of-network (% tier) provider will be covered under the networtusture.

(G) Emergency out of network '(ier) admission will be covered under the netw@W tier).

(H) Continuity of care services rendered as out-of-nédtwith the pre-approval by Qualcare will be
covered under the network level'{Zier).

10.04 Group Life Insurance.

The Medical Center will provide all Full Time emgkes a group life insurance policy equal to 1 %

times their base annual salany to all limitations as set forth in the policy

Full time employees
New hires eligible the first of the month followingr coincidental with hire; status
changes eligible first of the following month (aviccidental with status change if on the
first of the month).
Guaranteed issue maximum (amounts over this reqouielence of insurability) -
$800,000
Maximum coverage -- $1 million
Age Reduction Schedule (on September 1 coincideith wr next following 78
birthday):

50% reduction (of amount in force at that timeage 70;

25% reduction (of amount in force at age 70) at&ge

To a minimum of $3,000

10.05 Employee Assistance Program

The Medical Center will continue to provide an Eoyge Assistance Program (EAP) for employees
which will include support for substance abuseessu

10.06 BENEFITS FOR RETIREES.
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Employees who retired between September 1, 198%agdst 31, 1991, shall continue to enjoy the
benefits for retirees specified in the Septembd989 through August 31, 1991 agreement.

Employees who have at least twenty (20) years ofitoous employment, including leaves of absences,
as of September 1, 1991, who subsequently retateearoll in the Medical Center’s retiree health
insurance plan, shall be entitled to benefits éirees limited to one hundred twenty percent (1R6f6

the premium cost for the Medallion plan as of Segtter 1, 1991. Such retirees shall pay all costs of
retiree coverage, specifically costs relating ®rétiree group expense rating and FASB rules (as
determined by the Medical Center’s actuaries)xitess of one hundred twenty percent (120%) of such
premium cost. The dollar value of 120% of the pramcost for the Medallion plan as of September 1,
1991 is equal to $165.20.

Employees who have at least ten (10) years of moatis employment, including leaves of absencef as o
September 1, 1991, who subsequently retire andlémtbe Medical Center’s retiree health insurance
plan, shall be entitled to benefits for retireesited to fifty percent (50%) of the premium costlo¢
Medallion plan as of September 1, 1991. Such egishall pay all costs of retiree coverage, sppedii
costs relating to the retiree group expense ranyFASB rules (as determined by the Medical Cénter
actuaries), in excess of fifty percent (50%) offspcemium cost. The dollar value of 50% of the
premium cost of the Medallion plan as of Septenihd991 is equal to $68.83.

Employees who fail to qualify for benefits undee three paragraphs above shall not be entitledyto a
retiree benefits.

Employees electing coverage hereunder must fortweatfte Medical Center all required payments on or
before the due date each month. Failure to remineat in a timely manner will result in lapse of
coverage subject to the rules of the plan.

10.07 Pension Plan.

The Englewood Hospital and Medical Center Penslan Bs amended and now in effect will be part of
this agreement. Employee's coverage and beneétktshsubject to all the terms, conditions, and
provisions set forth therein. Nothing under thist®a shall be subject to the grievance and atimina
procedures in this agreement. The Employer reséineesght to amend the plan in any respect necgssa
to conform with the Employee Retirement Income &igcéct. The Union shall be entitled to select one
pension committee member who shall have the saghtsras any other non-Medical Center board
member of the pension committee. Effective Septerhp&989, the Medical Center will amend the
pension plan as follows:

a. "Average final compensation” shall mean the ayermnnual compensation of a member during
the three consecutive years in the last ten ydarsiner credited service affording the highest
such average, or during all of the years of his@inedited service if less than three years.

b. A member who participated in the strikes of 187é/or 1980 or who has been on a Worker's
Compensation leave shall receive credit for anyisewhich was or would have been performed
and recognized for credit under the plan had theleyse not participated in such strikes or taken
such leave. The period of any such absence shabmsdered as continuous service.
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The Medical Center agrees to study the pendeom pny changes made in negotiations in the
1991 contract will apply to all employees who retn or after September 1, 1989.

Effective September 1, 1991, the pension planbe@lamended as follows:

1. The following formula shall apply to all creelit service from January 1, 1992
through December 31, 1992: 1.5% (without socialiggcoffset) x Average Final
Compensation Rate x Credited Years of Service

2. The following formula shall apply to all creditservice from January 1, 1993 and
beyond: 1.6% (without social security offset) x Aage Final Compensation Rate
x Credited years of service.

3. Removal of requirement of Board approval fatyeegetirement.
4. Include lump sum payment option upon retirement
Effective January 1, 2007, the pension plan velbllnended as follows:

1. Effective January 1, 2007, the benefit under theseof the Englewood
Hospital and Medical Center Defined Benefit Plaallsbe frozen (soft freeze)
for service credit, not salary, for a period of&ays except for vesting

For all members of the bargaining unit who retirégesminate employment
during the freeze period (January 1, 2007 to Deegr@b, 2008) shall have an
accrued benefit equal to the benefit earned thra@stember 31, 2006.

2. For all bargaining unit members who retire or teraté employment on or
after January 1, 2009, the following formula slagply to all credited service
from January 1, 2009 and beyond: 1.35% (withoutassecurity offset) x
Average Final Compensation Rate x Credited yeasgfice.

3. The lump sum option will no longer be allowed fenkefits accrued after
December 31, 2006.

4. Members of the bargaining unit employed after Jania2007 will not be
eligible for the Defined Benefit Plan and will biggéble for the EHMC
Defined Contribution Plan below.

DEFINED CONTRIBUTION PENSION PLAN:

Effective January 1, 2007 there will be a “Retiremi@come Plan of Englewood Hospital and
Medical Center.” The Plan is a Defined Contribatiension plan, also known as a 403(b) plan,
which refers to the Section of the Internal Reve@Gode under which such plans are defined.

The EHMC Retirement Income Plan is a tax-defereggleament savings plan.
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The Vesting Formula:

YEARS OF SERVICE Percent Vested in EHMC'’s
Contributions

Less than two Years 0%

Two Years 20%

Three Years 40%

Four Years 60%

Five Years 80%

Six Years 100%

Contributions to the Employee’s Account:

The EHMC Matching Contribution is an amount equab®% of the employee’s contributions up
to a maximum of 6% of their compensation, baseduy@ars of service. For the purpose of
determining contributions to the Plan, “Compensgtimeans regular compensation, including
differentials (but excluding overtime compensatitom maximum of 2,080 hours paid by EHMC
during the employee’s anniversary year.

The compensation on which the employee contribusatetermined is subject to federal
maximum limits. To receive the “maximum match” gable to the employee from EHMC, the
employee must contribute the percentages shownvbelach pay period, based on years of

service.

Years of Employee Max. EHMC

Service Voluntary Matching
Contribution Contribution

5 Years or 4.0% 2.0%

less

5-9 Years 6.0% 3.0%

10-14 Years 7.0% 3.5%

15-19 Years 8.0% 4.0%

20-24 Years 9.0% 4.5%

25-29 Years 10.0% 5.0%

30-34 Years 11.0% 5.5%

35+ Years 12.0% 6.0%

10.08 Medical Center Discounts.
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Upon becoming eligible for group health benefitsarges for eligible inpatient and outpatient sesic
provided to you and your covered dependents witliseounted at 100%. There will be no out of pocket
expense to you. If another group health plan hagptimary responsibility for one of your dependent
our plan will provide full coverage after that plaas made payment. If you receive outpatient sesvi

in the Emergency Room at EHMC, the Englewood Enrerg€are Associates, P.C. bill will also
discount at 100% as described above.

Balances remaining after payment by the carrieséovices provided by Englewood Radiology Group,
Northern Valley Anesthesiology Group, Englewood ER&sociates, or Englewood Pathology Group,
will be discounted at 100% by the group.

You will be entitled to a 20% discount* off the raming balance of either inpatient or outpatient
services after any other plan has paid their portioder the following circumstances:

You receive services prior to becoming a participarthe plan (applies to outpatient
services only — see next paragraph for inpatienvicss).

You receive services that are not medically necgssa
You choose not to be covered under the Medical &&nplans.

*The 20% discount does not apply to elective temtscreening or diagnostic studies that are not
approved by Medicare and/or the employee’s commakirsurance carrier or to already discounted
services such as cosmetic surgery.

If a Full Time employee, within the first three [@pnths of employment, must be hospitalized, he/she
may do so on a semi-private basis free of chargbdéedical Center if the employee does not have
Medical Center insurance. This coverage is providatkw employees who are hospitalized at
Englewood Hospital and Medical Center only. Afteistperiod, the employee must have signed for
Medical Center paid Medical-Surgical coverage arehsome other type of hospital insurance acceptable
to the Employer.

All employees may use the pharmacy for prescrigtiamd will be charged at cost. This benefit is
extended to the employee and members of his/heedtate family. Immediate family is defined as
husband, wife, dependent minor children and otluesecrelatives who reside with the employee and for
whom the employee is assuming full financial suppor

10.09 Voluntary Benefits

The Medical Center will offer bargaining unit empdes the following voluntary insurance benefit
programs:

Long Term Disability Insurance
Supplemental Life Insurance
Pre-Paid Legal Services
Auto/Homeowners Insurance
Long Term Care Insurance
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Section 529 College Savings Plan
Discounted Child Care Services (as available)

Additionally, if the Medical Center offers any atidhal voluntary insurance benefit programs, thély w
be offered to bargaining unit employees as well.

10.10 LIABILITY AND RIGHTS.

It is understood and agreed that the Employerés Igdbility under this article is to pay the co$tand
provide the aforesaid welfare or insurance prodector employees and to continue such protection as
required by federal and state family and medicadelegislation.

The employee's rights, benefits, obligations, digaliions, duties and eligibility requirements 3l
determined solely by the terms, provisions, andiregqnents of the insurance policies and plansfecef
It is understood and agreed that the Employer seddict the form of insurance policy or plan toyide
the aforesaid protection.

The Employer may further change insurance compamipsotection to obtain the benefits provided
hereunder, provided the new insurance contraclaor gpntains equal or greater benefits or protactio

but not necessarily identical to those heretofoemtioned or provided. The Employer shall give the
Union notice of any change in insurance companylam as soon as practicable after reaching agrédemen
on any such change and before presenting any $aetge to the employees.

The Medical Center's hospitalization and medicatfisal coverage heretofore referred to will be
continued and paid for by the Employer as provibgthe Federal Family and Medical Leave Act and
the New Jersey Family Leave Act.

10.11 FLEXIBLE SPENDING ACCOUNTS
Effective January 1, 2007, in accordance with IR® BRISA regulations, the Medical Center will offer
bargaining unit employees the option to elect a igEdReimbursement Account and /or a Dependent

Care Reimbursement Account. The Medical Centerseiléct the Administrator of the Plans and will
redesign the parameters and other procedural aspkitte plan.

11.00 MONETARY BENEFITS: MISCELLANEOUS
11.01 Terminal Benefits.

A Full Time or Part Time #1 employee whose employhe terminated by reason of permanent layoff
will receive as a terminal allowance:

(a) Ten (10) work days' notice or compensatiothéoextent such notice is deficient.

(b) Accrued but unpaid vacation pay to the empdts/eermination date.
(c) Accrued but unpaid holiday pay to the employesisiination date.
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The Employer will not be required to give the aganel ten (10) work days notice or compensation when
the permanent layoff is occasioned by fire, floexplosion, disaster, or acts of God.

11.02 Resignation.

An employee who terminates by resignation will gikle Employer three (3) weeks written notice. Such
notice shall be worked, unless vacation has preWdoueen scheduled and approved, and is to run from
the date the letter arrives in the manager’s officdorfeit terminal benefits, as provided by this
Agreement. An employee who has resigned with ap@ategonotice, or has been discharged, except for
cause, and who has not received the entitled watathall receive a vacation allowance.

11.03 Shift Differential - Evening and Night Shifts

Employees whose regular shift has a majority ofrbadter 3 p.m. and before 7 a.m. shall receivi shi
differential for all hours worked on that shift.

The shift differential shall be as follows: RN -4.60 LPN - $2.75

Shift differential payment when received on a parem basis is considered part of regular pay and is
included in payment for all paid leave as wellraghie calculation of premium overtime payments.

Job postings shall identify the normal hours ofghét.

11.04 Charge Nurse Differential.

A Staff Nurse employee who is assigned the respditgiof charge nurse of an individual nursing uni
will be compensated by an additional differentia$a.00 per hour.

Said differential shall be paid for each completeractually worked as a charge nurse.
Care Managers shall not be eligible for Charge Bliferential.

11.05 Experience.

In the event an employee should leave Englewoogitidsand Medical Center and return within one (1)
year of the date of separation and be rehired lyyeirood Hospital and Medical Center such employee
shall be placed in the same salary level as whienesaployee left. In the event any employee in the
bargaining unit should leave Englewood Hospital Bfedlical Center and return within two (2) years of
the date of separation and be rehired by Englevitaspital and Medical Center such employee shall be
placed in the same salary level as when such ermeli@jt, provided such employee has been
continuously employed in the nursing professionrdusaid employee's absence from Englewood
Hospital and Medical Center.

All returning nurses shall be rehired at the sader@tion of the Medical Center and if rehired sbal
given a new seniority date based on date of remdeshall be considered probationary employeesrunde
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this contract. The Medical Center shall have disanan hiring new employees with regard to theasal
step an employee shall be hired on which shalbedh conflict with Section 21 of this Agreement.

If a Care Manager is rehired as a Staff RN, shs¥tadl be placed in the appropriate step of Schedule

11.06 Education Differential.

Effective September 1, 1990 the Employer will pdgitional compensation to all employees who hold a
B.S.N., Baccalaureate Degree with major in Nurskheglth Sciences or Public Health of seventy-five
($.75) cents per hour.

Effective September 1, 1990, the Employer will pagitional compensation to all employees who hold
a Master's Degree in Nursing, Health Sciences bli¢°Health of one dollar and twenty-five cents
($1.25) per hour.

Each degree will be treated as separate degrdbatsan employee with a B.S.N. and a M.S.N. will be
entitled to the B.S.N. differential as well as MeS.N. differential.

The effective date of such differential shall be #ffective date of the degree, but the differéstiall
not be put into effect until the date the Emplogemotified of receipt of appropriate degree by the
employee, at which time the differential shall e im effect retroactive to the effective date lod t
degree.

Care Managers shall be eligible for M.S.N. Differahbut shall not be eligible for B.S.N. Differeaits.

11.07 Certification Differential

After the probationary period, a Full Tipeart Time | or Weekend Flex Registered Nurse oeCa
Manager who receiva=ertification by a nationally recognized professibcredentialing organization
shall receive a differential of six hundred dollé8600.00) per year for full time employees andfou
hundred dollars ($400.00) per year for Part Timmad Weekend Fleemployees. The differential shall
be effective on the effective date of the certtima. Payment of the differential for the initiadgr and

for renewalds contingent upon submission of the certificatiathin 60 days of the date the recipient
receives notice that the certification has beentgdhor renewed. It is the responsibility of thepbogee

to submit the certification to her manager withie bove time frame. The employee shall receiven up
request, documentation from the manager confirrthiegdate the certification was submitted.

11.08 On-Call.

A) The Medical Center may require that employees beatinn the following areas only, with the
following maximum requirements:

UNIT Maximum Requirement
Hemodialysis/ Weekday — 2 days per weeahkclusive of weekends.
Apherisis Weekend — every 4th (on weekend worked).*
L&D 1 shift every other week inclusive of weekertd
PACU 1 shift every other week inclusive of weekehds
Operating Room 1 shift every other week inclusieeekends.*
Home Health One week ever) 8eek.*
CARDIAC SERVICES
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Operating Room Fourteen days per four week period inclusive ofkeeds.*

Cardiac Cath. Every sixth weekend (24 hours). Six days per mordlusive of
weekends.*”
Infusion Center 8 a.m. to 4 p.m. every fourth Synda
Endoscopy Weekend — every sixth weekend 7 a.m. to 7 @aturday and Sundal
Two holidays per year.
BERRIE
OR One shift 5 PM to 9 PM every other week

Pre-Post Area One shift 8 PM to 11 PM every other week (2 RN’s)

For the purposes of Voluntary Call, a 15 minute deiv will be
utilized for the purpose of triggering the on-cadte. The first 15
minutes will be paid at the premium compensatide. rdf greater thar
15 minutes, on-call shall apply retro-active to ¢#mel of the scheduled
shift.

—

* May include holidays.
**If one RN is needed (e.g. Sheath removal) that RNo& designated on the on-call assignment.

On call time will count as time worked only for tperpose of fulfilling weekend commitments. Thusy, f
example, it shall not count as weekend work for pioepose of determining eligibility for the Weekend
Rotation and Premium (Section 6.05).

On-call assignments will be distributed equitabityoeng qualified employees in their respective units.

Employees when on-call shall be paid five doll&5.Q0) for each hour on-call. When called-in, ergpks
shall be paid one and one half (1 %2) their regse of pay for a minimum of four (4) hours. (Hokealth
nurses will receive $90.00 per visit.) When an eyee is recalled within the same four (4) hourqmri
payment will only be for actual time worked beydhd four (4) hour minimum. If recalled after thegamal
four (4) hour period, the employee will be entittecanother minimum four (4) hours work or pay,
(excluding Home Health).

The on-call pay and call-in rate shall not be gaidcurrently. Changing time as defined in 7.06 ol
count as on-call time.

On holidays, the on-call rate shall be double #wutar on-call rate, and the call-in rate shalbbe and one
half (1 %2) times the employee's regular rate of (pbgme Health $90.00 per visit). In addition, #dlled-in
the employee will receive compensatory time offhe amount equal to the time worked on the holifay
four (4) hours, whichever is greater.

An employee who is called in for four (4) or mor@uns between 11:00 p.m. and 7:00 a.m. precedingake
scheduled shift within 24 hours or any time betwggmp.m. and 7 a.m. preceding the next scheduléd sh
starting before 12 noon that day shall have thHewohg options. The employee will inform the
administrative supervisor of the option chosen aimiim of one (1) hour prior to the start of his/hegular
shift:

a) The employee’s reporting time for his/her sithed workshift shall be delayed by the number of

hours equivalent to those worked by the employedevam-call, and the employee paid at
his/her regular rate of pay for each adjusted hour.
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b) Should the employee report at his/her nornaatisg time, the employee will be paid time and
one-half (1 ¥2) for each hour equivalent in numioethbse worked by the employee while on-
call.

c) If not worked, the employee may take accruezhtran or holiday time, if available.

Sufficient beepers will be provided to limit incamnience to staff. An on-call room designated fer th
staff nurses and identified as such on the Medeaiter grounds will be available for the optionse wf
employees on call.

Voluntary call shall apply to the following situatis:

a) During on-call hours when additional staff is nesdde

b) For units with on-call during non-call hours andemmo staff are scheduled on.
An employee who is not on-call and who is calletb@cause of circumstances but who cannot report for
work on short notice will not be subject to disogl for such refusal to report. If the employeealed
in and reports hereunder, the employee will recéie and one-half their regular rate of pay for a
minimum of four (4) hours or time worked whichevggreater (Home Health $90.00 per visit).

Home Health employees shall be on-call for homédtihgatients only during the hours of 4:00 p.m. to
8:00 a.m. Monday through Friday and 24 hours orkeregs and holidays. All calls received during the
on-call period will be screened by the Administra@m-Call who will determine if such call requiras

visit by the nurse on-call.

One qualified employee may fulfill all or part dfet on-call requirement of another employee by mutua
agreement between the two employees with manageapproval which shall not be unreasonably
denied.

11.09 Tuition Reimbursement.

Regular, Full Time, and Part Time #1 employeeseagible to receive tuition assistance for all net
tuition costs incurred after subtracting applicadgbolarship and tuition grant monies receivednay t
employee.

Scholarships and grants that are not applied tmtuand therefore do not reduce the employee’s
financial obligation towards tuition to the educatal institution shall not reduce the employee’s
entitlement to reimbursement hereunder.

Additionally, there shall be no reduction in thexmmaum credit hours allowed hereunder for creditrisou
the tuition costs of which are not reimbursed hedeu. For example, if an employee takes five ¢sedi
in a semester at a total cost of $4,000 and res@2¢)00 in tuition scholarship money from the stho
and $2,000 in tuition assistance from the Medicaht€r, the maximum credit hours allowed hereunder
shall be reduced by 5 multiplied by $2,000/$4,080af total reduction of 2.5 credits.

Employees must be employed a minimum of one (1) paar to the beginning of the semester for
which the tuition aid is requested, and must reneanployed by the Medical Center for one year after
the last completed course taken. If an employesitetes prior to fulfilling the service obligatioany
tuition aid received in the last twelve (12) monti€mployment will be reimbursed to the Medical
Center and may be deducted from his/her foagichecks.
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The Employer will reimburse employees, both RNs BRN'S, for tuition costs for successfully comple(€d
or above) NLN and/or AACNpproved BSN program courses (including externadiiams) related to an RN
license from an accredited school or related t&al BBaccalaureate or higher degree with a major in
Nursing, Health Sciences, or Public Health fronaacredited school as follows:

Employees who take courses on a non-matriculateid baginning with the Spring 1998 semester are
eligible to receive tuition assistance for thosaerses taken within the 18 month period prior tarthe
matriculation in an approved BSN or MSN program.

Employees must complete the necessary tuitiontassis application and submit all required documearta
at the time the courses are taken. Reimbursemeapfoved applications will be made after the eygé
submits acceptable proof of matriculation providihg employee is employed at the time that proof of
matriculation is submitted.

(A) Beginning September 1, 2006, in each schoot ¢@aptember 1 through August 31), Full Time
employees are entitled to reimbursement for oytamfket tuition costs only, for up to the lesser of
twelve (12) credits or:

1) For employees with less than three (3) yeasenfice (since last date of hire); $3,000.00 per
school year.

2) For employees with at least three (3) but tkaa ten (10) years of service (since last date
of hire); $4,000.00 per school year.

3) For employees with ten (10) or more years ofise (since last date of hire); $5,000.00
per school year.

(B) Part Time #1 employees are entitled to reiméomant for out of pocket tuition costs only, as
follows: 24 hours per week (60%) = the lesser @fcfedits or:

1) For employees with less than three (3) yeaseofice (since last date of hire); $2,000.00
per school year.

2) For employees with at least three (3) but tkaa ten (10) years of service (since last date
of hire); $2,500.0@er school year.

3) For employees with ten (10) or more years ofise (since last date of hire); $3,000.00
per school year.

There will be no reimbursement for incidental feeurred in the courses.

(C) Medical Center will reimburse Full Time and Paime #1 employees for up to three hundred
($300.00) dollars per year for specialty nursindifieation or recertification exams or fees and/or
approved continuing education courses.

11.10 Uniform Allowance.

(A)  Employees on the payroll as of September 1, 19l sdteive the following uniform allowance
on September 1, 1986 and annually thereafter venilployed.
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Classification Amount

Full Time $ 150.
PT #1 (24 hours/week) $ 90.
PT #1 (20 hours/week) $ 75.

(B) Full Time and Part Time employees whose dateiref is after September 1, 1977 shall receive
the above allowance after completion of one (1)y'gezntinuous employment, on their
anniversary date and annually thereafter while eyeal.

(C)  No uniform allowance shall be paid to any engpwho is not required to wear a uniform or is
supplied with a uniform by the Employer.

(D) Effective September 1, 1989, nurses who worldBrare entitled to the uniform allowance.
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11.11 Preceptors and Mentors.

A. Mentorship Program

The parties acknowledge the importance of an astedal mentorship program as an essential
retention and recruitment tool. Mentors assishafrofessional development and socialization of a
new RN to the profession.

Nurses who volunteer to take on the responsililitgecoming a mentor may become a mentor
provided the nurse completes the Medical Cente€ntorship program. The Medical Center will
develop initiatives to support mentors and protéges

Upon selection a workshop will be conducted byNteslical Center with the mentor and protégé.
The purpose of this program is to establish medmasifor communication and review the purpose of
the program.

The Medical Center will provide an on-going bi-aahmentorship workshop for active mentors and
protéges to further assist in the development@®fdtationship as it pertains to teacher, coaath, an
sharing wisdom; to listen and advise; to help iaseemotivation and job satisfaction; and to provide
clinical expertise.

A Staff Nurse who during non-working time, attemdsetings which are part of the mentorship
program or related to the development of the mehiprprogram shall receive her/his regular
compensation rate of pay for time spent in suchtimge Additionally, the Medical Center will use
its best efforts to release Staff Nurses and Cardders who during work time, are asked to attend
meetings which are part of the mentorship programelated to development of the mentorship
program, or to meet together to evolve their retathip.

B. Preceptor Program

A nurse who volunteers to share in the responsitofithe orientation of an employee may become a
preceptor provided the nurse completes the Med@ieaker’s preceptor course. A minimum of one ydar o
experience is recommended.

In order to qualify for the preceptor role the eaygle must successfully complete, initially and aatiyu
thereafter the required programs specified by thet€ for Nursing Practice and meet establishadlatals.
The Union may recommend modification and/or suppletation of the preceptor program in the JINPC. If
made, the Council shall review and consider sucbhrmenendations in good faith.

Once the nurse volunteers, preceptor assignmehtseninade by the PCD. The JPC/Nurse Educator
collaborates with the PCD to promote effective @@y and positive outcomes in the orientation. cBp¢or
and orientee will share an assignment. Assignmeititbe adjusted on the basis of the orientee destrating
increased learning and the level of experience.

Best efforts will be made to assign the precephar arientee.

The Preceptor serves as a role model. In recognati those qualities, the Medical Center will
provide a Preceptor Incentive Program (PIP).
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The preceptor will earn $1.50 an hour of educatioredit for every hour spent precepting. These
credits can be used for approved educational pegssch as:
* Academic Courses leading to a degree (abov®tuieimbursement)

* CE Courses

* Conferences (may include airfare and hotel gosts

* Professional Books and Subscriptions to ProtessdiJournals
* Professional Organization Membership Dues

Credits must be used by the end of the last fyllgexiod in December of the following calendar yeathe
individual except that credits earned in the lagtrter may be carried over until the last full peyiod of the
following June (eg. Credits earned in December0&f2will expire in June 2011). The total of acst but
unused credits will be displayed on the Preceptoentive form. All unused credits will be forfedteipon
termination of employment. To utilize the credhs hurses must complete either the CE form oiotuiti
reimbursement form. The PCD must approve the uleecficcrued credits.

Only credits that have been banked can be usedaddancement on credits will be allowed.
11.12 Weekend Differential.

All Full Time and Part Time #1 and #2 and Reguladt €asual Per Diem Staff Nurses and LPNs whose
regular shift begins at or after 11 p.m. Friday ands at or before 7 a.m. Monday will receive a
differential of two dollars ($2.00) for each houorked.

12. HEALTH AND SAFETY.
12.01 Health Examination.

The Employer will continue its present policy obpiding initial physical examinations to employees.
On an annual basis, employees will complete a healtessment questionnaire for review and retention
by Employee Health Service and as required by stadéor Federal guidelines be screened annually for
measles, rubella etc. Annual physical examinatwosld be at the employee's request unless the
guestionnaire upon review indicates that a physgamination is appropriate. If the EHS Physician
deems a PAP test, electrocardiogram or SMA 12 toeoessary, such tests will be performed at the
Medical Center at no cost to the employee. The M dienter may recommend at certain age intervals
other routine tests and when recommended will perfeuch tests at no cost to the employee. The
Employer may also at its cost and expense havesiqath examination of any employee returning from
sick leave or disability to ensure fithess and bdjg to return to work.

12.02 Employer Obligation.

Employer will observe all applicable health andesafaws and regulations, and will take all steps
reasonably necessary to ensure employee healtsadely. The Employer will provide a safe and
healthful environment and correct all health arfdtyehazards.
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12.03 Employee Obligation.

Every employee shall observe all applicable heatith safety laws and regulations, and comply with al
Employer's health and safety rules and instructions

12.04 Latex Safety

The hospital shall provide education for employeedatex safety and develop a latex-safe produstts |
available at EHMC.

12.05 Needle Safety

1. The Hospital shall notify the HPAE Health andeBa Committee Chair at the JNPC regarding the
formation of any committee or subcommittee dealuittp needle safety. The minutes of the Needle $afet
Committee shall be available to the HPAE Health @afity Chair.

2. The Union may appoint two nurses (one hospaatd and one home care based) to the safe
needles/sharps evaluation committee in accordanbeNJAC 8:43 E-7. This committee will meet at
least annually and as the need arises pursuantA€®:43 E-7. The committee shall meet to evaluate
and select sharp devices with integrated safetuyffies, or needleless devices based on specifarierit
such as ease of use and cost, as well as reviewaingrs submitted for products.

12.06 Radiation, Biological and Chemical Safety

1. The employer shall provide staff with approgriatonitoring devices, protective equipment anchahot
to protect them from exposure to radiation andhaiwards as may be required by applicable regutatiod
laws or policies of the employer. The employer alsall provide appropriate personnel with annual
education and training regarding radiation, biatajand chemical safety. Staff in the ED shall hac@ess
to the internet for updates regarding radiatiooldgjical and chemical safety effective July 1, 2006

2. Based on regulatory requirements staff that baes identified by the Medical Center as havimg th
likelihood of exposure to TB will be instructed ditted for TB masks on an annual basis. Othef staly
also be instructed and fit tested by staff traimetthe fit testing procedure; however the emplayesst be
responsible for maintaining the annual requirements

12.07 Ergonomics/Safe Patient Handling

The Medical Center inclusive of bargaining unit nbems and the HPAE Health and Safety
Representative will continue to provide an ergorasfsiafe patient handling program. This program is
inclusive of evaluation of equipment and patiemdimg devices, procedures, staff education and
ongoing monitoring of the program.

Staff will be required to be in compliance with thefe patient handling programs established.

12.08 Violence Prevention

The Medical Center shall provide education for esgpés in high-risk areas regarding work place
violence. This educatioior high risk areas may includedentification of risk factors that may contrilut
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to workplace violence, early warning signs of eatay) behavior, tools for diffusing violent situatis,
and reporting proceduresdditionally, there will be educational programswark place violencavailable to
employees outside of these high risk areas.

12.09 JNPC Health and Safety Initiatives

Bargaining unit employees participating in initiegs related to health and safety that have beenait
agreed upon by the INPC will be compensated atribgilar rate of pay.

13. EMPLOYEE FACILITIES.

13.01 Staff Lounge(s).

The Employer will provide staff lounge(s). The ast@uld be well lit and ventilated and contain
furniture that is clean and in good repair. Theipawill cooperate to keep the area clean. Intaudi
the Employer shall provide facilities for employeests and lockers for personal articles on orcaatja
to each nursing unit.

13.02 Parking.

The Medical Center will guarantee the availabitifya reasonable number of parking spaces clogeeto t
Medical Center's entrances for the exclusive usngiloyees working evening shifts. The Medical
Center will assure that spaces will be availabladke past for 7-3 and 11-7 shift employees. 8gcu
escort will be provided for all employees, inclisiof Home Health employees, requesting such protec-
tion.

14. MANAGEMENT RIGHTS.

The Employer retains the sole and exclusive riglgromulgate rules and regulations; direct, desgna
schedule, transfer, and assign duties to the waydef except as otherwise limited in this Agreement

The Employer retains the right to hire, classifygrpote, demote, assign, lay-off, discipline, and
discharge for cause or reason; to require reasemaartime as limited by Section 6.07 of this
agreement; to determine the number of hours peodagr week to be worked; to select and to
determine the number and types of employees ratjuweassign work to such employees in accordance
with the requirements determined by Managemergstablish and change work schedules and
assignments.

The Employer retains the right to plan, direct andtrol the entire operation of the Medical Center;
maintain safety; discontinue, consolidate or repizgany department or branch; transfer any or all
operations to any other locations or discontingestame in whole or in part; to merge with any other
institution; make technological improvements; tb&antract any or all operations as it deems nepgssa
provided any subcontracting or transfer of operetiof the Medical Center shall not be for the psgo
of laying off employees in the bargaining unitjnstall or remove equipment regardless of whether o
not such action causes a reduction of any kindemumber of employees or transfers in the workefor
requires the assignment of additional or diffeuties, or causes the elimination or addition abmg
titles or jobs; and carry out the ordinary and eosdry functions of Management whether or not
possessed or exercised by the Medical Center faritve execution of this Agreement except as lichite
herein. All the rights, powers, discretion, authoand prerogatives possessed by the Employer farior
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the execution of this agreement, whether exeraseatbt, are retained by and are to remain excllysive
with the Employer except as limited herein.

The Union on behalf of the employees, agrees tp&@de with the Employer to attain and maintaih ful
efficiency and maximum patient care and the Emplaggees to receive and consider constructive
suggestions submitted by the Union toward theseatigs pursuant to Section Three.

There will be no separate agreements with individugployees.
15. GRIEVANCE ADJUSTMENT
15.01 Scope.

Except as otherwise provided in this agreement,yeyeevance either an employee, the Union or the
Employer may have arising from the applicationeiptetation or claimed violation of any clauselo$t
agreement will be adjusted as stated in paragr&@®Xhrough 15.05.

15.02  Step 1.

The grievance shall first be the subject of disksbetween the manager and the employee, or a
spokesperson for the group where there is moredharemployee. The employee may, if she/he so
desires, request the presence of the Union's tepa¢sentative. If a satisfactory settlement isreaathed
within five (5) working days from the day the gréace was presented to the manager and the employee
wishes to pursue the grievance further, the grie¢#anay be taken to step 2. Grievances regarding
suspension or termination can be brought immediatethe 3rd step.

15.03 Step 2.

The employee(s) or the Union shall present thevgriee within ten (10) working days of the occureenc
of the alleged violation to his/her divisional diter or his/her designee, on a grievance form to be
supplied by the Union or be forever barred. Fordbimplaint to become the subject of a grievance it
must be in writing, signed by the employee(s) arudide the cause of the grievance and the contract
clause(s) allegedly violated.

Additional contract clauses allegedly violated nbayadded to the grievance at any time up to the tim
permitted to file the appeal in Step three. A déston between the employee, or a spokespersohédor t
group where there is more than one employee, arliygoeral representative or his/her designee and th
divisional director or designee for the purposeesblving the grievance will be completed and the
Medical Center will give its written decision withten (10) working days of the receipt of the verntt
appeal to Step 2. If a satisfactory settlemenbiseached, then,

15.04 Step 3.

The grieving party may appeal the grievance inimgito the Employee Relations Manager or his/her
designee, or to the Union's Local Chairperson sihler representative in the case of Employer
grievances within five (5) working days after rguesf the Step 2 decision. The grievance must be
signed by the appealing party(s). A discussion alheld within ten (10) working days of the retep
the written appeal and the Employee Relations Managhis/her designated representative or the
Union, as applicable, will give a written deciswithin five (5) working days following the complen
of discussions. If a satisfactory settlement isreathed, then,
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15.05 Step 4.

The grievance may be submitted to arbitration leyEmployer or Union within thirty (30) calendar day
of receipt of the Step 3 decision. An arbitratoll ¥ appointed through the American Arbitration
Association. Barring unforeseen circumstancestratibn hereunder shall be conducted within six
months of the date the grievance was submittede@merican Arbitration Association.

15.06

For the purpose of this procedure only, a workiag shall be defined as hours between 8:00 AM and
5:00 PM, excluding Saturdays, Sundays and holidHys.day of the occurrence of the act or the failur
to act that causes a grievance shall not counday @ the limits; also, the day of the reply myajiven
step shall not count as a day used in the timadispecified for the next step in the procedure.

15.07

Failure of any party to abide by the time limit$ ®eth in the procedure shall give the grievingtpdhe
right to submit the grievance directly to the ngbep of the procedure except as set forth in 1&m@i3
15.13.

15.08

Additional time will be allowed for any step in tAbove procedures or this procedure may be waived
upon the mutual consent of the party involved,dudh extension or waiver must be agreed upon in
writing.

15.09

The Union will cooperate with the Employer by hangdlgrievances in such a manner that there will be
no interference with normal operations of the Ergptts business.

15.10

The arbitrator is limited by the terms of this agreent. S/he shall have no power to add to, subtract
from, modify, amend, or in any way change any eftérms of this agreement, or any amendments
hereto.

15.11
The decision of the arbitrator shall be final amting on both parties.

15.12

Each party shall be responsible for the expensés wfitnesses or others selected or called byrty par
grievance or arbitration. Expenses incurred ingiiagment of fees to an impartial arbitrator shall be
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divided equally between the parties to this Agrestm&he Employer will make every reasonable effort
to reschedule any employee called as a witnessyimitration hearing in order that said witnesalls
have continuity of income. The Union will make gveesasonable effort to provide the Employer with
advance notice as to the need for the reschedofing employee called as a witness for a grievance
arbitration.

15.13

Employer grievances must be filed in writing, withen (10) working days of the date of occurremte,
Step Three to the Union.

15.14

Grievance Procedure or other conferences requin@gttendance of Local or General representatives
will be scheduled at a time convenient to all imeal whether or not during working hours, provided,
however, such meetings will be scheduled at a tumen the fewest number of Union representatives
involved in the meeting are actually working ineffort to limit interference with patient care.

16. BUSINESS OR EMPLOYMENT INTERRUPTION.

It is agreed that the Union, its officers and reprdatives and the employees covered by the Agm@eme
will not collectively, concertedly or individuallylirectly or indirectly, strike, slowdown, picketr,
concertedly refuse to work overtime, or in any wagrfere with or interrupt the Employer's obligati

to provide patient care during the term of thiseggnent. The Employer agrees there will be no lockou
of employees during the term of this Agreementbilitt to continue operations because of a labor
dispute shall not be a lockout.

Should there be a strike, slowdown, picketing,ringation or other violation of this Article, the ém
agrees to cooperate with the Employer to remedysank situation by immediately giving written and
oral notice to the Employer and employees involdedaring the said activity violative of the comtra
and ordering said employees to return to work aretting said employees to resume full normal work.

17. NON-DISCRIMINATION

Neither Employer nor Union will discriminate agaiasy employee or applicant for employment as an
employee, in any matter relating to employment bseaf race, color, creed, national origin, sexuak
orientation, marital status, age, or political bfdj or because the employee is a member of thenlJar
has filed any complaints or grievances with the MaldCenter.

18. SEPARABILITY

This Agreement and its component provisions ar@libate to any present or future laws and
regulations. If any federal or New Jersey Statedawegulation, or the final decision of any fedena
state court or administrative agency affects awyigion of this Agreement, each such provision |
deemed amended to the extent necessary to comiblysuch law, regulation or decision but otherwise
this Agreement will not be affected.
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19. DAY CARE

Should the Medical Center engage in a contract avithild care provider, the child care rates faghging
unit employees shall be the same as the ratesethémgnon-bargaining unit employees of the Medical
Center.

20. UNITED WAY/CREDIT UNION

The Medical Center agrees to institute payroll d¢ida for a United Way fund raising drive and to
advise the Union of the commencement of such farging drives in advance. The Medical Center
further agrees to institute payroll deduction faredit union.

21. WAGES AND EXPERIENCE RECOGNITION

(A) All employees will be placed on the wage salled (Schedules A-D) after being given
recognition for all appropriate experience, bothrent and prior. One (1) year of credit will be
given for every two (2) years of experience in fgneacute care hospitals, up to a limit of eight
years of experience and four years of credit, pledithat such experience is proven by verifiable
documentation. Nurses must submit such documentatithe time of hire, or by mutual agreement
within a reasonable time thereafter.

(B) Experience Definition: Such experience shadlude all Englewood Hospital and Medical
Center experience as well as all prior experience i

a. Acute care hospitals

b. Long term care facilities

C. Public Health

d. Home health

e. Mental health facilities

f. Doctors' offices if such experience is directyated. The determination if such

experience is related will be made by the Medicaht€r.

(C) Experience Credit:

a. All employees will move one step on the wagjeedule on the anniversary of their date of
hire.

b. Prior RN/LPN experience will be credited agears equals 1 year of Englewood Hospital and
Medical Center experience. There shall be no a@istin made for Part Time or Full Time work.

c. Current Englewood Hospital and Medical Censgregience will be given full credit. Prior
Englewood Hospital and Medical Center experiendebeigiven 2:1 credit.

d. Credit for LPN experience for LPNs who becomdsRvill be counted on an equal basis.
e. An LPN who becomes an RN will move to the esponding step of the RN wage schedule.

(D) Employees hired after June 1, 2002 will beegiwne year of experience credit for each of ttse fi
five years of experience (using the current CBArikdn of qualifying experience). Additional
experience to be credited as described inShigion.
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(D)  The Medical Center shall have the discretion taldith a program under which sign on bonuses
of up to $10,000 may be paid at management’s saleeaclusive discretion to new hires into the
bargaining unit. Upon request management shalesh&rmation on this program with the
union.

(E) All agreed upon increases in wages and differensiabll be effective on the first day of the first
complete pay period following the specified effeetdate of the wage or differential increase.

22. EFFECTIVE DATE AND DURATION

(A) This agreement except as otherwise stated peieffective from June 1, 2009 at 12:01 AM
and will remain effective until 11:59 PM May 31,120and from year to year thereafter unless
terminated as provided in Article 23.

(B) During negotiations for the successor laboregnent to this Agreement, four (4) Union
negotiating committee members designated by therUsiall be provided with straight time pay
for all scheduled work time said designated coneaithembers spend in negotiations. There shall
be no granting of additional time or pay for holidar time spent beyond the regular work
schedule of the respective member.

23. TERMINATION

This agreement may be terminated effective 12:01Jae 1, 2012 by written notice from either party,
delivered to the other not later than March 1, 26flidtent to modify or terminate and may be
terminated effective 12:01 AM any subsequent Juwdy similar written notice delivered to the other
party not later than the preceding March 1st. Notitintent to modify will be equivalent to notioé
intent to terminate.

24.  SUCCESSORSHIP
In the event of a total acquisition of the MediCanter, to the extent legally permissible, the teamd
provisions of this agreement shall be binding uftenparties hereto, their heirs, executors,

administrators, assignees purchasers and succefberhospital shall make best efforts to notify th
union at least forty-eight (48) hours prior to fheblic announcement of such an agreement.
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IN WITNESS WHEREOF, the parties have caused thiseagent to be executed by their duly
authorized representatives.

Health Professionals and Allied Employees, Englewddospital and Medical Center
AFT/AFL-CIO

Need to know who is signing for MC, their titles ad the order.
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SCHEDULE A - CARE MANAGER SALARY

Includes the pay rate for all Full Time and Part Time #1 Care Managers.

Care Managers shall be paid a salary equal togphmpriate step on Schedule B annualized at 2089 pl
the Care Manager rate of $8,000 per year. PareTiremployees shall receive the above, pro-rated to
the number of hours per year they are hired to work

Care Managers will receive increases in the samearaas Schedule B for the duration of this
agreement. Anniversary increases shall be orastalhte of hire or transfer into the bargaining.un

All Care Manager compensation shall be paid as lyesatary in bi-weekly installments in accordance
with the Care Managers’ exempt status.

The salary and increases for Part Time Care Masaeil be prorated.
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A.

SCHEDULE B - STAFF RN WAGE SCHEDULE

Includes the pay rate for all Full Time, Part Time#1, Part Time #2,Weekend Flex and
regular per diem staff RN employees

Beginning June 1, 2010 and for the duration of #gyeeement, all Staff RNs shall move up one
step on the wage schedule on each anniversargc¢hats on and after June 1, 2010.

For all purposes hereunder, anniversary is defamed Staff RNs last date of hire or transfer
into the bargaining unit.

Employees who change from casual per diem to HoleT Part Time or Weekend Flex status
will be credited with one step for every 416 howmwsrked as a Per Diem, not to exceed 1 step
per year plus prior experience credit in accordamtie Section 21 of this agreement.

Modify the steps of Schedule B as follows:

Effective September 2009, increase the rate offpagll staff RNs by 1% and increase steps 0 to
30 in the RN Wage Schedule by 1%.

Effective September 2010, increase the rate ofqagll staff RNs by 1% and increase steps 0 to
30 in the RN Wage Schedule by 1%.

Effective June 2011, increase the rate of paylf@taff RNs by 2% and increase steps 0 to 30 in
the RN Wage Schedule by 2%.

Each active Full-Time and Weekend Fexployee with at least 31 years of continuous servi
as of December 31, 2010 shall receive a longewtwb of $500. Each Part-Time | employee
with at least 31 years of continuous service d3axfember 31, 2010 shall receive a longevity
bonus of $300.

Each active Full-Time and Weekend Fexployee with at least 31 years of continuous servi
as of December 31, 2011 shall receive a longewtwb of $500. Each Part-Time | employee
with at least 31 years of continuous service d3axfember 31, 2011 shall receive a longevity
bonus of $300.

*Increases will be effective first full pay peried month indicated.
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Schedule B — Continued

RN Wage Schedule

Sept-09 Sept-10 June-11

Step 0 $30.01 $30.31 $30.91
1 $30.65 $30.96 $31.58
2 $31.29 $31.60 $32.23
3 $31.94 32.26 $32.90
4 $32.58 $32.91 $33.57
5 $33.22 $33.55 $34.22
6 $33.87 $34.20 $34.89
7 $34.51 $34.86 $35.55
8 $35.15 $35.50 $36.21
9 $35.79 $36.15 $36.88
10 $36.44 $36.81 $37.54
11 $37.08 $37.45 $38.20
12 $37.72 $38.10 $38.86
13 $38.37 $38.75 $39.53
14 $39.01 $39.40 $40.18
15 $39.65 $40.05 $40.85
16 $40.30 $40.70 $41.52
17 $40.94 $41.34 $42.17
18 $41.58 $42.00 $42.84
19 $42.23 $42.65 $43.50
20 $42.86 $43.29 $44.16
21 $43.51 $43.95 $44.82
22 $44.16 $44.60 $45.49
23 $44.79 $45.24 $46.15
24 $45.44 $45.89 $46.81
25 $46.09 $46.55 $47.48
26 $46.62 $47.09 $48.03
27 $47.16 $47.63 $48.58
28 $47.69 $48.17 $49.13
29 $48.23 $48.71 $49.68
30 $48.76 $49.25 $50.24
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SCHEDULE C - LPN WAGE SCHEDULE

Includes the pay rate for all Full Time, Part Time#1, Part Time #2 and
Regular Per Diem LPN employees

Employees who change from casual per diem to RoleTor Part Time status will be credited with otepdor
every 2,080 regular straight time hours worked psradiem.

STEP 06/01/9¢
0 18.45
1 18.92
2 19.42
3 19.89
4 20.37
5 20.87
6 21.35
7 21.83
8 22.31
9 22.79
10 23.29
11 23.76
12 24.25
13 24.73
14 25.21
15 25.70
16 26.18
17 26.67
18 27.14
19 27.62
20 28.12
21 28.60
22 29.08
23 29.56
24 30.04
25 30.54
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SCHEDULE D - RN CASUAL PER DIEM WAGE SCHEDULE
Includes the pay rate for all RN Casual Per Diempleyees.

Effective September 2009, increase the base hoatdyof pay for all RN Casual Per Diems by 1%
($40.40).

Effective September 2010, increase the base hoatdyof pay for all RN Casual Per Diems by 1%
($40.80).

Effective June 2011, increase the base hourlyafapay for all RN Casual Per Diems by 2% ($41.62).

The base hourly rate for all casual per diems feekend shifts (shifts beginning at or after 11:00.p
Friday and ending at or before 7 a.m. Monday: éifecSeptember 20, 2009, shifts beginning at araft
10:45 p.m. Friday and ending at or before 7:15 &nday) and for holidays designated in Sectiori 8.0
of this agreement shall be $45.00 per hour effecBeptember 2009 and $45.50 per hour effective June
2011.

Casual Per Diem employees are eligible for shifedential, weekend differential, education diffetial,
on-call pay, call-in pay, holiday premium pay atahf differential for float per diems only.
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SCHEDULE E - LPN CASUAL PER DIEM WAGE SCHEDULE

Includes the pay rate for all LPN Casual Per Dienemployees
NEW HIRES:
LPNs hired from outside as Casual Per Diems:

Level 1 = Less than two (2) years Full Time experee
Level 2 = Two (2) or more years Full Time experienc

EHMC EXPERIENCE: *
Level 1 = Employee with less than 4,000 hours ofsdy.

Level 2 = Employee with greater than 4,000 but thas 10,000 hours of seniority.
Level 3 = Employee with greater than 10,000 hodirseaiority.

Level June 1, 1999
1 $21.28
2 $22.50
3 $23.71

* Also used when transferring from Full or Part Brstatus to Casual Per Diem.

Casual Per Diem employees are eligible for shifecential, weekend differential, on-call pay, el
pay and holiday premium pay.
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Englewood Hospital & Medical Center

QualCare Three Tier RN/CM Union Plan
WAITING FOR NEW Health, Dental and Vision Charts fr om EHMC
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10.

11.

SCHEDULE G - TEN HOUR SHIFTS

The Medical Center will offer ten (10) halnifts and traditional eight (8) hour shifts to ¢gkainits expressing
interest as approved by the Medical Center. Theida€enter will also offer appropriate definedggtared
shifts to meet patient activity levels. Part Timeniployees will regularly work five (5) ten-hounftsiin a

pay period.

To determine interest, employees on a uillitemplete the "flex-time questionnaire". At thiathe, each
employee must choose to remain on the eight (8) slaift or convert to a ten (10) hour shift. Unléiss
employee has rescinded such choice, in writingyrgd the implementation of flex time, such deansghall
be binding on the employee once the plan has bddeMedical Center will determine the implemeraati
date and advise employees.

Staffing positions will be maintained aghe past based on approved budget. Recruitmeitt tioef flex
schedule profile positions will be first offereddarrent bargaining unit employees as providedeactisn
5.09, Transfer and Promotion, prior to recruitmieomn the outside.

All employees on the unit will be expected &tipate in the ten (10) hour or eight (8) howrkvschedule.
Scheduling will be done by the Medical Center.

The Medical Center will conduct an orientatamthe unit as to the significance of the ten (id)r and eight
(8) hour work schedule. A copy of this scheduld b& distributed to each staff member prior toithigation
of this program.

Staff working the ten (10) hour work schedull kceive their regular compensation rate of payall hours
worked up to forty (40) hours in a work week. Staill receive premium compensation rate of pay parg
to Section 7.02.

Staff working the ten (10) hour shift will reeeimeals and breaks in accordance with the cucanttact
provision. Effective September 20, 2009, the cbangextend the work day will be implemented byiagd
fifteen (15) minutes to the beginning of each il fifteen (15) minutes to the end of each shift.

Charge differential and shift differential will lpaid in accordance with the current contract prions.

All vacation, holiday and sick leave pay shualat the employee's regular compensation ratayf p
Employees will be paid premium rate of paydlbtholiday time worked as per contract.

All vacation, holiday and sick leave pay sha&lconverted to hours and used in units of an ég)Htour day
or aten (10) hour day.

Since employees may have utilized some of theietiietime prior to implementation of flex time, dac
employee will be adjusted individually to determualeatever benefit time balances they have left.
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12.

13.

14.

15.

16.

17.

An employee may opt to take vacation time atréte of (4) days at ten (10) hours per day @& B) days at
eight (8) hours per day.

The Medical Center and the Union will meet dgrihe month prior to the implementation of the fiene on
a new unit.

Conference Day: Continuing education time balcalculated hourly to a maximum of eight (8) lsodmn
employee assigned to a ten (10) hour work day dmmattends an eight (8) hour continuing education
program will be allowed to work an additional twg) fours during that work week.

Employees participating in the ten (10) hourknschedule will be under the full terms of the trant
between the HPAE and the Medical Center with tHg difference being the clarifications that havebe

outlined in the paragraphs above and below. Employeorking the traditional eight (8) hour scheduik
be under the full terms of the contract.

This program can be terminated during the sixtmtrial period should there be a sudden lostadf and
adequate coverage cannot be provided. Such deciaiohe made only at the discretion of the Medical
Center. This clause shall not be subject to thevgnce and arbitration provisions of the existiogtract.

Following the six (6) month trial period eititbe Union or the Medical Center may terminategtagram by
giving thirty (30) days written notice of their enit to terminate.

Employees will be returned to their eight (8) hehift on the termination effective date.

Within thirty (30) days of the conclusion of thex $6) month trial period the Medical Center and thgon
shall execute a new agreement for the flex timeicoation.
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SCHEDULE H - TWELVE HOUR SHIFTS

1. Medical Center will offer twelve (12) hour skifand traditional eight (8) hour shifts to thosésun
expressing interest as approved by the MedicaleZenhe twelve (12) hour shifts will be defined(ak6:45
a.m. to 7:15 p.m. to be classified as the "A" slaftd (b) 6:45 p.m. to 7:15 a.m. to be classifetha "C"
shift. The Medical Center will also offer appropealefined staggered shifts to meet patient agtigitels.

Effective September 20, 2009, the change to extendiork day will be implemented by adding fift§@b)
minutes to the beginning of each shift and fift€Es) minutes to the end of each shift.

2. To determine interest, employees on a uniteaithplete the "flex-time questionnaire". At thatéineach
employee must choose to remain on the eight (8) slaift or convert to a twelve (12) hour shift. €8s the
employee has rescinded such choice, in writingyrgd the implementation of flex time, such deansghall
be binding on the employee once the plan has bddweMedical Center will determine the implemerati
date and advise employees.

3. Staffing positions will be maintained as in gfest based on approved budget. Recruitment tinélflex
schedule profile positions will be first offereddarrent bargaining unit employees as providedectisn
5.09, Transfer and Promotion, prior to recruitmieomn the outside.

4. All employees on the unit will be expected teotiggpate in the twelve (12) hour or eight (8) housrk
schedule. Scheduling will be done by the Medicait€e

5. The Medical Center will conduct an orientationtbe unit as to the significance of the twelve) (d@ur
and eight (8) hour work schedule. A copy of thistMeandum of Agreement will be distributed to eatatifs
member prior to the initiation of this program.

6. Staff working the twelve (12) hour work schedwi## receive their regular compensation rate of fa
all hours worked up to forty (40) hours in a workelk. Employees who work three (3) twelve (12) hour
shifts will be paid for the scheduled thirty-six6jdours. Staff will receive premium compensatiate rof
pay pursuant to Section 7.02.

7. Effective September 20, 2009, staff workingtilelve (12) hour shift will receive a thirty (30)imute
unpaid meal period and three (3) paid fifteen (h#)ute rest periods during the shift.

8. Charge differential and shift differential wilé paid in accordance with the current contractiprons.

9. A Full Time employee will be scheduled to work then (13) twelve (12) hour shifts per four (4) week
period, if in a flex time position.

10. PT-1 employee will be scheduled to work two (2)ltveg12) hour shifts per week, if in a flex time
position.
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11. A PT-2 employee will be scheduled to work t&@p full twelve (12) hour shifts, two (2) out of fo(4)
weekends, if in a flex time position.

12. All vacation, holiday and sick leave pay slhallat the employee's regular compensation ratayof p

13. Employees will be paid premium rate of paydlbtholiday time worked as per contract. Employees
will be paid regular compensation rate of pay fmmpensatory holiday time off to a maximum of si¢@Q)
hours for a Full Time employee and thirty-six (8@urs for a Part Time employee.

14. All vacation, holiday and sick leave pay shall bewerted to hours on the following basis.

Full Time employees shall receive the following:

HOLIDAYS: Five (5) days off of twelve (12) hourgipday
VACATION ACCRUAL RATE: 18 - 28 days = 156 - 236 i total*
SICK TIME: Eight (8) days of twelve (12) hours ey

Part Time #1 employees shall receive the following:

HOLIDAYS: Three (3) days off of twelve (12) hoyser day

VACATION ACCRUAL RATE: 11.4 -17.4 days = 93.6 —18Iours total*

SICK TIME: As per contract section 8.08 Sick Leavgt.8 hours per month; 60%)

*Vacation accrual rate includes 4 hours for Futh&i(2.4 hours for PT#1) of converted holiday time.

Since employees may have utilized some of theietiietime prior to implementation of flex time, dac
employee will be adjusted individually to determualeatever benefit time balances they have left.

A. Holiday Schedule: Full Time

#1 New Year's Day

#2 President's Birthday and Martin Luther Kingighday
#3 Memorial Day and Independence Day

#4 Labor Day

#5 Thanksgiving Day and Christmas/Hanukkah

B. Holiday Schedule: PT-1

#1 New Year's Day, President's Birthday and Mdrtither King's Birthday
#2 Memorial Day and Independence Day
#3 Labor Day, Thanksgiving Day, Christmas/Hanukkah

15. The Medical Center and the Union will meetinigithe month prior to the implementation of thexfl
time on a new unit.

16. Weekends Defined (6.05)
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6:45 a.m. to 7:15 p.m. = "A" shift
On = Saturday or Sunday
6:45 a.m.-7:15 p.m. 6:45 a.m.-7:15 p.m.

Off = Saturday and Sunday
6:45a.m........ 7:15 p.m.
6:45 p.m. to 7:15 a.m. = "C" shift

On = Friday or Saturday or Saturday or Sunday
6:45pm-7:15am 6:45pm-7:15am 6:45pm-7:15amM5@n-7:15am

Off - Friday and Saturday or Saturday and Sunday
6:45pm........ 7:15am (Sun) 6:45pm.......... M %&on)

A weekend for purposes of defining a weekend worketkfined as: Saturday or Sunday for day andirgesiaff;
Friday or Saturday for night staff on units whicvh designated Friday asaturday as their weekend off; and
Saturday or Sunday for night staff on units whielvdrdesignated Saturday &dnday as their weekend off.

17. Conference Day: Continuing education time tdlcalculated hourly to a maximum of eight (8) tsoén
employee assigned to a twelve (12) hour work dalveimo attends an eight (8) hour continuing educgtimgram
will be allowed to work an additional four (4) hawturing that work week.

18. Employees participating in the twelve (12) haork schedule will be under the full terms of tantract between
the HPAE and the Medical Center with the only défece being the clarifications that have been medliin the
paragraphs above and below. Employees working &ud#ibnal eight (8) hour schedule will be undez thll terms of
the contract.

For employees working in newly approved flex tinmétsi excluding M/SICU:

19. This program can be terminated during thé peaiod should there be a sudden loss of staffemletjuate coverage
cannot be provided. Such decision can be madeatithe discretion of the Medical Center. This ctasisall not be
subject to the grievance and arbitration provisioinghe existing contract.

20. Following the six (6) month trial period eithtbe Union or the Medical Center may terminategiregram by
giving thirty (30) days written notice of their entt to terminate.

Employees will be returned to their eight (8) hehift on the termination effective date.

Within thirty (30) days of the conclusion of th& ) month trial period the Medical Center and thnion shall
execute a new agreement for the flex time contionat

SCHEDULE | - WEEKEND FLEX SHIFT

1. A "weekend flex shift* employee will be reguiascheduled to work:

a. Two 12 hour shifts between Friday 2:45 @mnd Monday 7:15 a.m. or
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b. Three 8 hour shifts between Friday 6:45 a.m. anddag 7:15 a.m.

Effective September 20, 2009, the change to extendiork day will be implemented by adding
fifteen (15) minutes to the beginning of eachtsdmid fifteen (15) minutes to the end of each shift

2. Weekend flex shift employees working 12 hour shifi8 be required to work every weekend with two
scheduled weekend shifts off every three monthseR#&fed flex shift employees working 8 hour shifts
will be required to work every weekend with thresheduled weekend shifts off every three months.
Unused time-off may be accrued for use within @mdhr year.

3. Weekend flex shift employees working 12 hour shifte request and are scheduled by the Medical
Center to work a partial weekend consisting of dbadour shift shall be paid the Weekend Flex rata o
pro-rated basis. Thus, if the employee requestsesaives advance approval to work one twelve-hour
shift between Friday 2:45 p.m. and Monday 7:15 aamd works that shift she/he would be paid for 18
hours. Weekend flex shift employees working 8 hghifts who request and are scheduled by the
Medical Center to work a partial weekend consistihgne or two 8 hour shifts and works that shift o
shifts shall be paid the Weekend Flex rate on argted basis. Thus, if the employee requests and
receives advance approval to work one or two 8 khiit(s) between Friday 6:45 a.m. and Monday 7:15
a.m., she/he would be paid 12 or 24 hours, respgti A Weekend Flex employee who arrives late for
their shift by one hour or less shall be paid teme one-half for all hours worked that weekend.

A Weekend Flex employee working a partial weekemel td bereavement will receive their regular rédite o
pay for that day(s). Bereavement shall be as difm8.10.

4. Such employee will receive thirty-six hours of gaythe twenty-four hours of work.

5. A weekend flex shift employee will not receive vtaa, holiday, holiday compensatory days or sick
time but will receive the other benefits provided ih this agreement, such as differentials andiagl
pay. When Christmas and New Years fall on weekéniekend Flex employees may request one of the
holidays off without pay as one of their schedulextkends off.

6. Such employee will have their choice of one ofttlie following benefits: Tuition Assistance as per
article 11.09 or Health Insurance and Dental Insceacoverage as per article 10.01. The employde wil
be considered to be a Full Time employee for thpgae of these benefits.

7. The weekend flex employee is not eligible for theekend premium as per article 6.05.

8. The rate of pay for such employee will be determiias per article 21 and Schedule B and C.
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SCHEDULE J-1 — CORE STAFFING
EXISTING J-1 (SEE NEXT PAGE) REMAINS IN EFFECT UNTI L FEBRUARY 1, 2010
EFFECTIVE FEBRUARY 1, 2010, THE FOLLOWING WILL BECO ME THE NEW FIRST

SECTION OF J-1. REMAINDER OF J-1 IS UNCHANGED

Maximum Patients Per RN
UNIT
A B C
SURGICAL -8D 1:6** 1:6%* 1:8
CARDIAC STEP 1:4% 1:4
7D DOWN

TELEMETRY 1:6 1:6 1:6
CARDIOPULMONARY — Dean 6 Tele 1:6** 1:6** 1:6

Medr§ 16 17 18
MEDICAL/RENAL — 3NW 1:6%* 1:.6** 1:8
NEURO/VASCULAR 1:6** 1:6** 1:8
ONCOLOGY - 5D
INFUSION - * 25 orUarl])c;)(;/rezpsag_e4n§ ,\zlléS RNS

Based on patient mix of chemo,
injections, blood, 1V infusions

4 EAST 1:6** 1:7%* 1:8
PEDIATRICS + 1.5 1.5 17
MOTHER/BABY 1:4 Couplets 1:4 Couplets 1:6 Mothers
NURSERY 1:8 (Babies) 1:8 (Babies) 1:8 (Babies)
2 West 1:6 1:6
2 Kaplen 1:6** 1:6** 1:8

+ Adjusted based on Med-Surg admissions

*RN/CM 1:4 for charge assignment for A & B shift
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SCHEDULE J-1 — CORE STAFFING

Maximum Patients Per RN

UNIT
A B C
SURGICAL -8D 1:6 1.7 1:8
CARDIAC STEP 1:4 1:4
7D DOWN
TELEMETRY 1:6 1:6 1:6
CARDIOPULMONARY — Dean 6 Tele 1:6 1:6 1:6
Medr§ 16 17 1:8
MEDICAL/RENAL — 3NW 1:6 1:6 1:8
NEURO/VASCULAR 1:6 1.7 1:8
ONCOLOGY -5D
INEUSION - * 25 or above patients 4-5 RNS
Under 25 3-4 RNS
Based on patient mix of chemo,
injections, blood, 1V infusions
4 EAST 1:6 1.7 1:8
PEDIATRICS + 1.5 1:5 17
MOTHER/BABY 1:4 Couplets 1:4 Couplets 1:6 Mothers
NURSERY 1:8 (Babies) 1:8 (Babies) 1:8 (Babies)
2 West 1:6 1:6
+ Adjusted based on Med-Surg admissions
UNIT WEEKDAYS
A C

M/SICU 1:2 1:2

*PCU 13 1:3

CTICU 11 11

1:2 when stable| 1:2 when stable

NICU 1:2 1:2

Intermediate 1:3 1:3

Growers/feeders 1:4 14

*Need to adjust based on ICU patients and/or saeg/borders
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LABOR & DELIVERY

SHIFT WEEKDAY WEEKEND
7A-7P 5-6 4
9A - 9P 0 0
7P —7A 34 3
9P-7A ON CALL 1-0 1

HEMO/APHERESIS
Acute Only

A
1:2
Critical Care 1:1

8A-6P
CALL 6P-8A

HOLIDAY

SUN - 24 HOURS

Berrie Pre/Post

Charge RN as per past practice.

Number of scheduled patients per day based on AS&tahtards

PHASE |

PHASE II

PHASE IlI

1:2

1:3

1:3/5

Pain — Pre-Post (1) RN when scheduled cases
Pediatric pre-post (1) RN when scheduled cases

Berrie OR

Charge RN as per past practice.

1 RN/Room Scheduled
1 RN for Break /Turnover Coverage

OR SHIFT RNS
Charge RN as per past SATURDAY SUNDAY
practice. 1RN 7A-3P or 1 RN 7A-3P
1 RN/Room Scheduled 1 RN 7A-7P and 1 RN 3P-11P CALL
1 RN for Break /Turnover | 1 rN 11A-11P 1 RN 11P-7A CALL
Coverage OR
1 RN 7A-7P
1 RN 7P-7A ON CALL
Cardiac | 6:30 A—6:30P 2
OR
pacu | Charge RN as per past practice.
1 RN in Holding area 7:.30 Ato 5 P
Number of scheduled patients per day
based on ASPAN standards
PHASE | -- 1:2
Adjusted based on ECT and
pediatrics.
PAT | 2-3 7TA-5P (2) Staggered | |
HOME CARE SHIFT RNS | WOUND | RNS
CARE
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EMERGENCY
ROOM

SHIFTS RNS
7A 6 RADIOLOGY
11A 9
7P 9
11P 6
RADIATON/ONCOLOGY
STRESS

CARDIAC CATH

ENDO MON-FRI. 7-8 8A-4P
Home Health 20- ] R
e 25-30 7A-7P 8:30A-
25 visits per . -
RN/week patients/day 4:30P
(MON-
TUES)
1 ADMIT
=2 VISITS
CLINIC MONDAY TUESDAY WEDNESDAY THURSDAY FRIDAY
8A-12N 6-8 6-8 7-8 6-7 6-7
12N-4P 4-5 4-5 7-8 6-7 6-7
(3 - 9:30A-5:30P)

1

MONDAY-FRIDAY

14 RNS
7:30A-3:30P =2
8A-4P =1
9A-5P =1
10A-6P =1

7TA-3P =1

7A-3P =2
8A-4P =1

6A-7TA=3

7A-6P = 6-7

6P-7P =4

7P-9P =2

2 RNS ON CALL 24 HR SAT &
SUN*

*Based on On-Call section 11.08

Cardiac Rehab

M-W-F 1:5 Monitored Patients:
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MCHFLOAT |[A B C MEDICAL/SURGICAL FLOAT
7 days/week |1 1 1 Monday — Friday
Saturday — Sunday
ICU FLOAT A C
2 2
(7 days) (7 days)
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SCHEDULE K — TARGETED DIRECT HOURS PER PATIENT DAY

NEED UPDATED CHART

UNIT

3 NW S
4 EAST 5.7
5 DEAN 5
6 DEAN 5.5
7 DEAN 5.5
8 DEAN 5
PCU 8
CLINIC 0.41
CTICU 18
ED 2.43
ENDOSCOPY 2.64
HEMO 24
HOME CARE 1.3
INFUSION CENTER 1.31
L&D 15.96
MOTHER/BABY 4.8
MSICU 12
NICU 11.5
OR 6.18
PACU 2.62
PAT 0.87
PEDIATRICS 5.5
PRE/POST 1.82
BERRIE OR S
2 WEST 1.8
2 Kaplen ???
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SCHEDULE L — MINIMUM * SCHEDULING VACATION GUIDELINES

UNIT DAYS EVENINGS NIGHTS
8D 1.6 1.0 1.0
7D 1.6 1.0 1.6
6D 1.6 1.0 1.0
3NW 1.6 1.0 1.0
5D 1.6 1.0 1.0
MSICU 2.0 1.6
PCU 1.0 1.0
CTICU 1.6 1.6
L&D 2.0 1.0
NICU 1.6 1.0
M/B 1.6 1.0 1.0
4E 1.6 1.0 1.0
PEDS 1.0 1.0
ENDO 1.6
HEMO 1.0
Main OR 2.0 1.0
Main PACU 1.0 1.0
CLINIC 1.6
INFUSION 1.2
E.D. 2.6 1.2
H.H 2.0
XRAY 1.2
CARDIAC CATH 1.2
RADIATION THERAPY 1.0
WOUND CARE 1.0
CARDIAC REH. 1.0
BERRIE OR 1.2
PRE/POST 1.6
2W 1.0 1.0
PAT 1.0
Critical Care Float?? 1.0 1.0
Med/Surg Float?? 1.0
MCH Float?? 1.0
2 Kaplen 1.0 1.0 1.0
(once established)

*As revised every six (6) months as per sectioii.8.0
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