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AGREEMENT

ARTICLE 1. UNION RECOGNITION

1.1

1.2

1.3

1.4

1.5

1.6

The Harborage recognizes the Union as the sole and exclusive bargaining agent on behalf
of all employees in the collective bargaining unit defined as follows:

All regular full-time and regular part-time and per diem service and maintenance
employees, including nurse's aides, residential aides, recreation aides, unit clerks,
receptionists, housekeepers, laundry aides, laundry machine operator I, laundry machine
operator II, and rehabilitation aides and maintenance employees, but excluding all
professional employees, technical employees, office clericals, department heads,
managerial employees, guards and supervisors (including the lead housekeeping
employee) as defined in the National Labor Relations Act.

See Article 15 for definitions of regular full-time, regular part-time and per diem
employees.

The Harborage will provide an employee his/her job description within thirty (30)
calendar days of hire. All job descriptions relating to a department/unit will be
maintained in said area and made easily accessible to the employees of that
department/unit.

In the event the Harborage is taken over in receivership or bankruptcy proceedings, the
receiver's and/or trustee's obligations shall be governed by the applicable Federal
bankruptcy provisions.

The Union will be informed of any sale merger, or transfer of assets at least thirty (30)
days in advance of such transaction.

Regular full-time and regular part-time employees shall be on probation for a period of
ninety (90) calendar days.

Per Diem employees shall be on probation for a period of one-hundred eighty (180)
calendar days.

The Harborage shall have the right to discharge employees during their probationary
period with or without cause, and such discharge shall not be subject to the grievance
procedure of this Agreement. Upon the satisfactory completion of the probationary
period, employees shall be placed on the seniority list as of their hiring dates. During an
employee's probationary period they shall not be entitled to any paid leave or paid time
off.

Probationary employees will be eligible for benefits (as described in Article 30) on the
Ist of the month following the date of hire.



ARTICLE 2. UNION SECURITY AND CHECK OFF

2.1

2.2

23

2.4

2.5

2.6

It shall be a condition of employment that all employees of the Harborage covered by this
Agreement who are members of the Union in good standing on the effective date of this
Agreement shall remain members in good standing by the payment of initiation fees and
periodic dues uniformly required by the Union of all its members.

All current employees who are not members of the Union on the effective date of this
Agreement shall, either become a member within thirty (30) calendar days, or notify the
Union by certified mail within thirty (30) days of their intent to become a non-member.

Should a new employee hired by the Harborage, an employee transferring into the
bargaining unit or any current employee refrain from becoming a member of the Union,
said employee shall notify the Union in writing that such employee chooses to refrain
from becoming a member of the Union. Such written notice shall be forwarded from the
employee to the Union by certified mail with five (5) days from the time such an
employee completes their probationary period or from the time a current employee
chooses to refrain from remaining member of the Union. The Union shall notify the
Harborage in writing of the name of any employee who has forwarded such a written
notice to the Union within ten (10) days from the Union's receipt.

In the event that any new employee hired by the Harborage, an employee transferring
into the bargaining unit or any current employee chooses to refrain from becoming a
member of the Union and serves appropriate notice to the Union as per Article 2.2, or 2.3
above, such employee shall be required, nevertheless, to pay a fee for service equivalent
to membership dues and initiation fees uniformly required by the Union of all its
members or become a proportionate share payer and pay the percentage of fees and
uniform periodic dues used for activities, germane to the Union's status as the unit's
exclusive bargaining representative. Said service fees shall be considered a condition of
continued employment with the Harborage and such the Harborage shall deduct said
service fee from the pay of such employee (refer to Article 2.6).

The Union will inform employees of this Union security obligation and options under
Articles 2.1, 2.2, and 2.3 herein. An employee who fails to comply with his/her Union
security obligation will be subject to discharge. The Harborage will discharge an
employee upon written notification from the Union that the employee has failed to meet
her/his Union security obligation and an unequivocal demand by the Union that the
employee be discharged. The Harborage will then discharge any such employee effective
fifteen (15) days after the receipt of such notice; provided, however, that if the Harborage
is informed by the Union in writing within such fifteen (15) day period; that the
employee has fulfilled her/his Union security obligation during that period, the original
Union notice to discharge will be null and void.

Upon receiving written authorization of an employee, the Harborage agrees to deduct from
each paycheck membership dues/fees in such amounts as fixed pursuant to the by-laws

and constitution of the Union during the term of this Agreement. Pursuant to the law, the
authorization shall be revocable on the termination of this Agreement or upon expiration



2.7

2.8

2.9

2.10

2.11

of one (1) year from the date of the authorization, whichever is sooner. The Union is
responsible for providing employees with a dues deduction form and shall send the
signed forms to the Harborage. The dues deduction authorization shall be effective only if
executed after the date of execution of this Agreement.

The Harborage agrees that it shall forward to the Union, by the 15th of the month
following the month for which the dues are collected, a check representing such Union
dues and a list of names of the employees from whom the deductions were made, the
amount deducted, hourly rate and the number of hours worked.

The Union shall indemnify the Harborage and hold the Harborage harmless against any and
all claims, demands, suits and other forms of liability that arises out of, or by any reason
of, action taken or not taken for the purpose of complying with any of the provisions of
this Article.

Neither the Harborage nor the Union shall restrain or coerce any employee in the exercise
of their choice to become or refrain from becoming a member of the Union.

The Harborage will provide to the Union the following information for all new hires
monthly: the employee’s name, address, email address, phone number, classification,

date of hire, rate of pay, last four digits of employee’s social security / employee ID
number, and date of birth. The Harborage will notify the Union of changes in the status of
employees on the payroll (i.e., full-time to part-time, leave of absence, terminations) on a
monthly basis.

The Harborage shall provide an updated list of bargaining unit employees every six (6)
months, in January and July, that shall include employee’s name, address, email address,
phone number, classification, date of hire, rate of pay, last four digits of employee’s
social security / employee ID number, and date of birth. The Employer will notify the
Union in writing of an employee’s retirement and provide the Union with the last known
address.

All information shall be provided on an Excel Spreadsheet as an attachment to an email.

Voluntary Check-off for COPE - Upon receipt of a voluntary, duly authorized check-off
authorization, the Harborage shall deduct such amount of monies authorized by
employees for the union’s political action fund, HPAE Committee on Political Education
(COPE). The money deducted from the employees’ paychecks and an itemized list of
such deductions shall be forwarded to the union no less than once per month and no later
than one (1) month following the deductions.

ARTICLE 3. CONDUCT OF UNION BUSINESS

31

Non-employee authorized Union representatives shall have reasonable access to the
Harborage's premises for the sole purposes of investigating grievances and ascertaining
whether the Harborage is complying with the provisions of this Agreement. Non-
employee representatives, however, shall give notice to the Harborage's Administrator or
his/her designee at least twenty-four (24) hours in advance of the visit to make mutually



3.2
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34

35

3.6

convenient arrangements. If circumstances arise in which twenty-four (24) hours’ notice
is not possible then the Union shall provide reasonable advance notice. Further in its
discretion, the Harborage may waive the notice requirement upon the request of the
Union. The non-employee Union representative may request to see employees on duty.
The Harborage may deny any such request if it will interfere with patient care.

During such visits described in paragraph 1 above, the non-employee authorized Union
representative will not have access to any direct patient care area. Non-employee Union
representatives shall not interfere with or disrupt patient care or the business of the
Harborage.

The collective bargaining activities of employees, non-employee authorized Union
representatives or Union representatives shall not interfere with or disrupt patient care or
the business of the Harborage. Collective bargaining or Union activities will not take
place on the nursing units, in patient care areas or in work areas.

The Harborage will provide a bulletin board in each break room on each floor. The
bulletin board will have a glass door that may be locked for the exclusive use of the
Union. The Union shall not post literature that would be offensive to a reasonable person.
Comments and updates about collective bargaining activities are not included in this
category.

The Harborage shall provide a mailbox, which may be locked for Union use to be located
in the time clock area.

Harborage shall provide the union with one half (1/2) hour to speak during the first day of
the orientation, in order to orient new employees to the union. This one half (1/2) hour
period of time shall be pre-arranged by management and not occur during the new
employee’s lunch or break time(s). Harborage shall give the union notice when an
orientation is scheduled. The union shall designate one employee union representative to
speak at the new hire orientation.

ARTICLE 4. REPRESENTATIVES

4.1

4.2

4.3

The Harborage recognizes the right of the Union to designate no more than twelve (12)
representatives for the enforcement of this Agreement (“Union Representatives”). The
Union will notify the Harborage of its designations.

Representatives have no authority to take strike action or any other action interrupting the
Harborage's operations, during the term of Agreement or any extension thereof.

The Harborage will permit the work schedule of Union Representatives to be adjusted to
permit the employee to attend to outside Union business provided notice is given two (2)
weeks prior to the posting of the work schedule. After every effort is made to
accommodate the request however, the Harborage may deny it if proper staffing levels
cannot be maintained. The maximum any one employee/officer may use under this
provision is six (6) days per contract year per Union officer.



4.4

4.5

Employees who attend Labor-Management Committee meetings and grievance meetings
during their regularly scheduled hours shall not suffer any loss in pay. The paid time
spent in meetings will be considered time worked for the purposes of calculating
overtime.

Recognizing the Union’s need to conduct Union business, the duly elected officers of the
Union will be permitted a grand total of twenty-seven (27 ) paid work days per contract
year, limited to Union business, conferences, educational purposes and Union meetings
(“Union Business Days”). The Union will schedule Union Business Days two (2) weeks
in advance through a written request to the Employer, prior to the posting of a new
schedule in which said Union Business Days will be taken. Management insofar as
possible will not unduly deny requests due to occasional unforeseen events. This time
shall be counted as time worked. Union Business Days shall not accrue from year to year.

ARTICLE 5. SENIORITY

5.1

5.2

53

5.4

Seniority for purposes of this Agreement, means the length of continuous service with the
Harborage in the unit described in Article 1.1. Seniority shall be calculated from the date
an employee enters employment in a unit position. Seniority shall be applied to the
assignment of available shifts, use of accrued leave, filling vacant positions, assignment
of permanent assignments, floating and layoff and recall procedures. Seniority shall be
applied only as described in each article.

Should the Harborage, in its discretion, determine that a layoff or reduction in hours is
necessary, the anticipated length and reason for such shall be sent to the Union at least
fourteen (14) calendar days in advance of the layoff.

Any layoff shall be by seniority within shift and job classification with the most recently
hired employee being the first to be laid off.

Employees that are informed that they are to be laid off shall have the right to bump the
least senior employee in his/her job classifications. If an employee is unable to bump an
employee in his/her own classification, they may bump the least senior employee in an
equal paying or lower paying classification provided he/she has the skill and ability to
perform the job. An employee who chooses not to bump another employee shall be laid
off without affecting his/her recall rights. A non-certified individual cannot displace a
certified nurse aide.

A Union officer shall have the right to be present in meetings with affected bargaining
unit employees.

Employees shall be recalled from layoff in the reverse order in which they were laid off.
The Harborage shall send notice, via certified mail, return receipt requested, to the last
known address appearing in the Harborage's records.

Recalled employees shall contact the Harborage within five (5) working days of the date
of mailing notice and must return to work within one (1) week of the receipt of the notice
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5.6

5.7

5.8

unless emergent circumstances exists. Employees shall retain the right of recall for one
(1) year from the date of layoff.

In the units, shifts or departments wherein the Harborage intends to lay-off employees,
the following order shall be followed:

1. Similarly situated Volunteers
2. New employees on probation
3. Least senior employees based on section 5.3

Employment shall be deemed terminated and seniority shall be deemed broken under the
following circumstances:

A. Layoff for continuous period of over one (1) year;

B. Discharge;

C. Resignation; and

D. Exhaustion of leave unless extended by the Harborage in writing.

The Harborage shall maintain a seniority list showing employees' names, classifications,
shifts, dates of hire and departments. The Harborage shall provide a copy of said list
within two (2) working days of a demand by a Union Representative.

Severance Pay
Employees who are laid off shall receive severance pay as described below if requested.
Severance pay is in lieu of recall rights.

One (1) week severance pay for at least five (5) years seniority and less than ten (10)
years seniority.

Two (2) weeks severance pay for at least ten (10) years seniority and less than fifteen
(15) years seniority.

Three (3) weeks severance pay for at least fifteen (15) years seniority and less than
twenty (20) years seniority.

Four (4) weeks severance pay for twenty (20) or more years seniority.

ARTICLE 6. LEAVE OF ABSENCE

6.1

The Leave of Absence policy applicable to non-union Harborage employees, as it may be
amended, changed or terminated from time to time, will be incorporated by reference and
shall continue in full force and effect for the term of this Agreement.

The Harborage will provide at least seven (7) calendar days’ notice of any substantial
changes to the Leave of Absence policy prior to implementation and will negotiate over
the effects.



6.2

6.3

6.4

6.5

UNION BUSINESS LEAVE

One (1) continuous leave of absence not to exceed one (1) year, shall be granted to
employees with one (1) or more years of service, to accept a full-time position with the
Union. Upon expiration of the leave, the employee will be reinstated to the first vacant
position which he/she formerly held on his/her former shift.

If an employee takes a Union business leave for a period of two (2) months or less, the
employee will be reinstated to his/her former shift provided at least two (2) weeks
advance notice is given before the start of the leave.

No more than one (1) employee per year may utilize this provision at any given time.
PERSONAL LEAVE

The Harborage may grant unpaid personal leaves of absence in its discretion.
EDUCATION LEAVE

An education leave for any 12-month period shall not be unreasonably denied for
employees who have completed one year of service and who are actively enrolled.
Following completion of the 12-month leave, the employee shall have the right to return
to his/her titled position without loss of seniority.

WORKERS COMPENSATION
Employees on light duty may be utilized for day watch.

HMH will provide medical treatment and compensation for all employees, regardless of
status or length of employment for injuries or illness incurred as a direct result of
employment. When injuries or illness necessitate absence from the job, employees will be
compensated according to New Jersey applicable state laws and HMH applicable salary
benefit guidelines.

Guidelines

1. Reporting of work-related injury or disease/illness.

A. The employee who sustains a work-related injury or illness must report the
occurrence to their immediate supervisor at the time of occurrence. HMH requires
notification with twenty-four (24) hours of an injury or illness arising from work.
Failure to report the occurrence may impact the benefits available to the
employee. In the absence of the employee’s supervisor the occurrence must be
reported to the designated charge person, the administrative nursing supervisor or
the administrator-on-call.

B. The employee must complete an appropriate event report (i.e., in ONElink). The
supervisor must review/countersign the event report (i.e. in ONElink) and direct
the employee to Occupational/Employee Health (OEH) or the Emergency



Department (ED) if OEH is closed and the employee requires emergency
treatment.

If the initial evaluation/treatment occurs in OEH, OEH will notify the employee’s
leader regarding the employee’s ability to return to work. If the initial
evaluation/treatment occurs in the ED, the employee must notify their leader of
their ability to return to work and the employee must contact OEH on the
following business day for follow-up evaluation.

All subsequent medical treatment must be authorized and directed by OEH.
Failure to comply with authorization will jeopardize medical benefit payments
under Workers” Compensation for this injury/illness. Employees are required to
attend all scheduled appointments as directed by OEH and/or the Worker’s
Compensation Program Administrator. Failure to do so will result in loss of
benefits.

An employee’s FMLA leave entitlement may run concurrently with a worker’s
compensation absence (Reference LOA Policy).

Payments of Benefits

An employee who has lost time due to a work-related injury or illness will be paid
in one of two ways:

If seven (7) or less calendar days are lost, the hours lost must be charged to
extended sick leave (ESL) first, the ESL frozen, then PTO.

If there is lost time which extends beyond seven (7) calendar days due to the
disability, a workers’ compensation claim is filed and the time lost will be paid by
the Workers’ Compensation Program Administrator. Note: OEH shall notify the
human resources (HR) department of all potential lost time claims. The Worker’s
Compensation program benefit pays the employee 70% of their gross pay to the
maximum compensation rate. An employee receiving temporary workers’
compensation payment may use extended sick leave (ESL) first, then ESL frozen,
then PTO to supplement their wages to 100% of their salary.

Supplemental payment is not made for lost wages or medical expense of a claim
being contested/investigated. In those situations payment is made based on the
Workers’” Compensation Program Administrator’s determination. In cases where a
claim is being contested or denied and the employee is unable to work, the
employee may file a Certification of Contested Worker’s Compensation Claim
(DPS221) with the Division of Unemployment and Disability Insurance. The
employee may be eligible for Unemployment and/or Disability benefits for up to
26 weeks as determined by the Division of Unemployment and Disability
Insurance.

The denial of workers’ compensation benefits does not negate the ability of the
employee to file for Short Term Temporary Disability benefits, if the employee
chooses to do so.



For employees on a leave of absence, refer to the Leave of Absence Policy
regarding insurance benefits, job guarantee and job status/security.

Referrals to Physicians/Medical Care Facilities

OEH is the primary provider contact. Only OEH, the Workers’ Compensation
Program Administrator (or in life threatening situations, the ED) may refer an
employee to authorized services or physicians for consultation. Delivery of
medical care services required on an inpatient or outpatient basis will be restricted
to HMH facilities in instances where HMH provides such services. Any medical
care services performed by a facility other than HMH must be authorized by OEH
or the Workers’ Compensation Program Administrator to be eligible for payment.

Termination of Workers’ Compensation Benefits

Temporary workers’ compensation benefits for wage loss will be discontinued
when the employee is offered light/modified duty or full duty or when the
employee reaches maximum medical improvement. Medical benefits will be
discontinued when an employee reaches maximum medical improvement or
refuses to cooperate with treatment by missing scheduled appointments,
examinations, or therapy.

Employees are not permitted to engage in employment with another employer (or
in a business which the employee owns) while out of work and receiving
temporary workers’ compensation benefits for wage loss. Workers’
compensation benefits will discontinue if an employee is engaged in employment
with another employer.

Return to Employment

Before returning to work, an employee who has been out of work as a result of a
work-related injury or illness must be cleared by OEH. OEH will notify the
employee’s leader and the Absence Management Program Administrator
regarding the employee’s return to work status.

An employee who is cleared to return to work with restrictions on modified duty
will be provided modified duty, if available. Generally, modified duty will end at
maximum medical improvement or the expiration of twelve (12) weeks,
whichever is earlier. HMH does not have permanent modified/light duty
positions.

Employees receiving workers’ compensation benefits who are determined to be
physically able to return to work and refuse to return to work will be terminated
from employment, unless they are eligible and approved for additional leave
under the FMLA, ADA or other applicable law. Moreover, they will not be
entitled to receive workers’ compensation benefits beyond the date of termination.
If the employee is not eligible for any of the foregoing, their position may be
posted and filled.



ARTICLE 7. DISCIPLINES AND DISCHARGE

7.1

7.2

7.3

7.4

7.5

7.6

The Harborage reserves the right to discipline or discharge employees for "just cause".

All disciplines must be given, in writing, to the employees involved. The Union shall be
notified in writing within two (2) business days by providing a representative designated
by the Union with a copy of a discharge, suspension or discipline notice.

A grievance by an employee claiming that he/she has been unjustly or improperly
discharged, disciplined or suspended must be submitted to the Harborage within ten (10)
days of written notification of discharge, disciplinary action or suspension.

The time limits specified herein shall exclude Saturdays, Sundays, and holidays.

Prior to an employee being asked to attend an investigatory interview that may lead to a
discipline or a disciplinary conference in which discipline is given , the Harborage
representative holding the interview shall inform the employee of the nature of the
interview or meeting, including that the interview may lead to a discipline. In the
situation described above, the employee shall have the right to request a Union
representative on duty to be present. If in the event that there is no Union representative
on duty, the Harborage may temporarily remove the employee from the performance of
his or her job, with or without pay, in the Harborage's judgment (subject to the grievance
procedures), and will proceed with the discipline conference or investigatory interview
when a Union representative is available. In situations where a Union representative is
not available and the Harborage's regulatory or licensure obligations require an
immediate investigation, the interview will not be delayed provided the employee
involved shall have the right to choose any bargaining unit member to attend the
interview. In the event that an employee is suspended, temporarily removed or terminated
between the hours of 11pm and 6am, management shall offer cab fare to be deducted
from the employee’s next paycheck.

Absenteeism and Lateness.

Absences and lateness are factors considered in determining overall job performance.
Therefore, excessive absenteeism and/or lateness can result in disciplinary action up to
and including termination of employment. Employees should adhere to departmental
expectations and guidelines with respect to call-out protocols.

Employees are responsible for remaining informed of these practices and/or any changes
in practices as they occur.

ABSENTEEISM

An occurrence of absenteeism is defined as:

e Call outs or absences greater than two-thirds of a scheduled shift that were not
authorized or previously scheduled and approved.



e Absences that are not sanctioned under the auspices of jury duty, flex time,
bereavement, military leave, FMLA, the New Jersey Paid Sick Leave Act and/or
other approved leaves, or leaves under the instruction/advice of Occupational
Medicine Services.

Process:

e During normal weekdays and non-Holiday time:
1 or 2 consecutively scheduled days out of work as defined above = (1)
occurrence.
3 or more consecutively scheduled days out of work as defined above = (2)
occurrences.

e During a weekend shift (beginning 7pm Friday and ending 7am Monday) or
Holiday (beginning 12am on the “eve” of the Holiday and ending 12am the day
following the Holiday):

The number of occurrences will be equal to the cumulative and actual number of days absent.

Guidelines:
e Excessive absenteeism is defined as follows:
o For employees working 8 hour shifts: 5 occurrences in a rolling 12 month
period starting with the date of first occurrence.
o For employees working 10 hour shifts: 4 occurrences in a rolling 12 month
period starting with the date of first occurrence.
o For employees working 12 hour shifts: 3 occurrences in a rolling 12 month
period starting with the date of first occurrence
e Discipline for excessive absenteeism will be managed per the Guidelines for
Cooperation and Discipline.

To the extent permitted under federal and state law, and at the leader’s discretion,
employees may be asked to present a physician’s note to Occupational Medicine
Services. I t is not necessary to include a diagnosis or personal and private medical
information on this document.

Employees who are absent due to illness for 4 or more consecutive days:

1. Must report to Occupational Medicine Services with supporting documentation
from a physician attesting to the team member’s fitness for duty.
2. Are encouraged to contact the Leave Administrator to explore options regarding
FMLA.
LATENESS

An occurrence of lateness is defined as:
e Arriving at assigned work station greater than 5 minutes after the scheduled start
time of the shift and/or failing to return in a timely manner from a meal break or
work break.

Employees are required to adhere to departmental guidelines if they work in areas

11



where they are required to change into and out of scrubs or other required
uniforms to perform their job duties.
Guidelines:
e Excessive lateness is defined as 5 occurrences in a rolling 12 month period
starting with the date of first occurrence.
e Discipline for excessive lateness will be managed per the Guidelines for
Cooperation and Discipline.

ARTICLE 8. GRIEVANCE PROCEDURE

8.1

8.2

For the purpose of this Agreement, the term "grievance" shall mean a dispute which arises
after the effective date and prior to the expiration date of this Agreement concerning the
meaning and application of the express written provisions of this Agreement. Employees
should attempt to discuss and resolve issues and differences with their immediate
supervisor.

A grievance that is not disposed of in accordance with the following procedure shall be
considered waived and/or settled and such waiver and/or settlement shall be final and
binding upon the Harborage and its members, the employee or employees involved, and
the Union.

Step 1: If the issue cannot be mutually resolved after discussion with the immediate
supervisor, an aggrieved employee and/or Union Representative shall present the
grievance to the Department Head in writing within 10 calendar days from the date of the
occurrence. The Union Representative, the grievant, and the Department Head or
designee shall meet and attempt to settle the grievance.

Step 2: If the matter is not settled at Step 2, the Union shall, within five (5) calendar days
of the receipt of the Department Head's response, present the grievance, in writing, to the
Administrator. At a mutually convenient time, the Administrator or Administrator's
designee shall meet with the grievant and one (1) Union representative and, if necessary,
a non-employee Union representative to resolve the grievance. At the meeting, the Union
representative shall have the opportunity to interview the management personnel
involved, as well as call other witnesses on behalf of the Union member. The
Administrator/designee shall send the decision, in writing, to the grievant with a copy to
the Union within ten (10) working days of the meeting.

Step 3: If the matter is not settled in the foregoing steps, either the Union or the
Harborage may appeal the dispute within twenty (20) calendar days to arbitration in
accordance with the procedures established by the American Arbitration Association.

The decision of the arbitrator shall be rendered within thirty (30) days of the hearing and
shall be final and binding upon the Union, the Harborage and all affected employees.

The arbitrator's function is to interpret the express provisions of this agreement and to
decide disputes of alleged violations of the provisions of this Agreement. The arbitrator
shall not supplement, enlarge or alter the plain meaning of the provisions of this



8.3

84

85

8.6

8.7

8.8

8.9

8.10

Agreement. The arbitrator shall have no authority to hear or decide an issue not covered
by this Agreement.

Since it is important that a grievance be processed as expeditiously as possible, the
number of days indicated at each level shall not be considered as merely procedural, but
shall be deemed of the essence. Any grievance shall be considered settled if not appealed
to the next step within the time limits set forth herein. Time limits, however, may be
extended only by mutual agreement in writing signed by both parties. A grievance which
affects a number of employees or which concerns the termination of an employee may
initially be presented by the Union at Step 3 of the Grievance Procedure.

The Parties shall not combine grievances and file for arbitration unless mutual agreement
of the issue is reach.

The filing costs and arbitration costs shall be borne equally by the Union and the
Harborage.

Employees will not be paid for their participation in arbitration.

The Union agrees that only the employees reasonably necessary for the conduct of a full
and fair hearing will attend the arbitration proceedings, which may include employees
that are officers of the Local Union, when the Union deems necessary.

Union representatives will be paid for their participation in the grievance process if the
participation occurs during their normally scheduled work time provided the
representative receives prior permission from his/her supervisor. Union representatives
will not be paid for their participation in arbitration.

The maintenance of a peaceful and constructive relationship among the Union, the
Harborage and the unit members requires the use of the grievances machinery for the
settlement of all contractual complaints, disputes and grievances. No unit member or
group of unit members may initiate any grievance proceeding, move to confirm or vacate
an arbitration award or seek to interpret or enforce this Agreement on their own initiative
or responsibility. All of the rights and privileges created by or implied from this
Agreement shall be enforceable only in the manner established by this Agreement.

The parties recognize and agree that it may be mutually beneficial to expedite the
resolution of certain grievances. Upon mutual agreement on a case-by-case basis, the
parties shall follow the following procedures:

The party initiating the grievance will notify the American Arbitration Association
(AAA) and request an expedited arbitration hearing. The following rules shall be
followed:

. AAA will forward one list to the parties involved that will list five arbitrators. The
parties may strike one name from the list prior to returning it to AAA and number
the remaining names in order of preference. The list must be returned within 10
working days of being sent out by AAA.
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. The arbitrators listed by AAA must agree to hear the case within sixty (60)
calendar days of being assigned the case. If the arbitrator cannot hear the case
within the time limit, they shall not be included on the list by AAA.

. If for any reason the arbitrator cannot fulfill the obligation after being assigned
the case, AAA shall assign the next arbitrator by order of preference on the list.

If the parties do not agree upon a mutual date within the sixty (60) days described above,

the arbitrator shall assign a date over the next thirty (30) days.

Once an arbitrator and date have been selected:

. Both sides will meet prior to the arbitration hearing date to identify a) the issue
that the arbitrator will be deciding, b) joint exhibits, c) stipulated facts regarding
the grievance, and d) the list of witnesses. If agreement can’t be reached on the
list of witnesses either side may bring the witnesses that they want.

. With mutual agreement there shall be no post-hearing briefs. Each side shall make
an opening statement and concluding statement to identify their position and
proofs. If mutual agreement is not reached on no post-hearing briefs they must be
filed within two weeks of the hearing.

ARTICLE 9. NO STRIKE/NO LOCKOUT

9.1

9.2

9.3

9.4

During the life of this Agreement or any written extension thereof, the Union, on behalf of
its officers, agents and members, agrees that it will not cause, sanction or take part in any
strike (whether it be economic, unfair labor practice, sympathy or otherwise), slowdown,
walkout, sit down, picketing, intentional hand-billing of non-employees while on
Harborage premises* or boycott, whether they be a primary or secondary nature. (*For
the purposes of this Article the Harborage premises does not include the area
immediately west and adjacent to the public driveway entrances on River Road).

The Harborage agrees that there shall be no lockout during the life of this Agreement. A
close-down for any reason other than a labor dispute involving this bargaining unit and
Union, shall not be a lockout.

The Harborage shall have the unqualified right to discharge or discipline any or all
employees who engage in any conduct in violation of the law or this Article subject to the
grievance procedures.

Either party shall have the right to pursue legal actions including claims for damages and/or
injunctions in a court or agency of competent jurisdiction in the event of a breach of this

Article. Any claim, action or suit for damages resulting from the Union's violation of this
Article shall not be subject to the grievance provisions of this Agreement.

In addition to the above, should unit employees engaged in any activity in violation of
paragraph 9.1 above, the Union, within twenty-four (24) hours of a request by the
Harborage, shall do everything in its power to prevent its members, officers,
representatives and employees, either individually or collectively from engaging in the
type of activities described above. Specifically, the Union shall take at least the following
steps:



1. Advise the Harborage, in writing, that such action by the employees has not been
called or sanctioned by the Union;

2. Notify the employees of its disapproval of such action and instruct such

employees to cease such action and return to work immediately;

Publicly disavow such activities; and

4. Post notices at appropriate locations advising that it disapproves such action and
instructing employees to return to work immediately.

w

ARTICLE 10. NON-DISCRIMINATION

10.1

No employee shall be discriminated against directly or indirectly because of his/her
membership in or activity on behalf of the Union. The Harborage shall not discriminate
against any employee because of race, ancestry, ethnicity, color, creed, religion, national
origin, citizenship status, age, gender, pregnancy, marital status or domestic partnership
status, disability, affectional or sexual orientation, gender identity and expression, genetic
information, atypical cellular or blood trait, mental or physical disability, veteran status
or political affiliation or any other protected status in accordance with all federal, state
and local laws. All employees shall be treated in a professional manner.

Claims alleging a violation of this provision shall be subject to either the grievance and
arbitration provision of this Agreement or an appropriate court or external agency but not
both, as determined by the claimant.

ARTICLE 11. FILLING VACANT POSITIONS

111

The Harborage shall post vacant positions on the intranet and on the bulletin board for
seven (7) days (exclusive of Saturdays, Sundays and holidays) before the position is
permanently filled. The posting shall include the full job description along with the
specific job duties.

During this period, an employee desiring to be considered for a vacant position shall file
a written request with the Administrator. The Harborage shall respond to employees
requesting to fill said positions within ten (10) working days of the close of the seven (7)
day bid period.

An existing employee shall be given the first opportunity to fill the vacancy, provided
he/she has the necessary qualification for the position as determined by the Harborage.
For the purposes of this provision an employee seeking to fill a vacant position within
his/her classification will be presumed to have the necessary qualifications for the vacant
position.

Where two (2) or more qualified employees request a vacant position, selection shall be
on the basis of seniority. The employee selected shall be transferred to the new position
within thirty (30) calendar days of the date the transfer was approved.

Employees seeking to fill vacant positions outside of their classifications must meet the
objective qualifications as set forth in the job descriptions. Employees that share equal



qualifications and performance shall receive preference for the position in order of
seniority.

The Harborage shall send a copy of all job postings, including the date of the posting, job
requirements, job descriptions, the job posting number, and a list of all employees who
applied for the job to the Union monthly.

11.2  An employee promoted to a higher rated job shall be allowed a reasonable training period
not to exceed thirty (30) calendar days to demonstrate his/her ability to perform the job. If
the employee is unable to perform the duties of the new job in an acceptable manner, as
determined by the Harborage, he/she shall be returned to his/her former position at the
former pay rate. An employee promoted to a higher rated job shall have the option of
returning to his/her former position with no loss of seniority, provided the employee
makes the request to return to the form position within thirty (30) days of the promotion.

11.3  The Harborage shall not exercise its rights under this Article in an arbitrary, capricious or
unreasonable manner.

ARTICLE 12. NOTIFICATION

12.1  All correspondence to the Union, unless otherwise specified herein, shall be addressed to
the President of the Union, located at 110 Kinderkamack Road, #1B, Emerson, New
Jersey 07630.

ARTICLE 13. SEPARABILITY

13.1  If any provisions of this Agreement are held to be in any violation of any present or
future law, it shall, to that extent, be null and void and the remaining provisions of
this Agreement shall not be affected thereby, but shall continue in full force and effect.

ARTICLE 14. WORK SCHEDULES AND TIME REQUESTS

14.1  The Harborage shall post work schedules of no less than four (4) weeks. The schedule shall
be posted two weeks prior to the commencement of the schedule period. Two (2) weeks
prior to the commencement of the schedule period, the Harborage will post a preliminary
schedule. Following the posting of the preliminary schedule, the Harborage will offer
available shifts by seniority by referring to the availability list as referenced in Article
22.6(1). By the first day of the schedule period, the Harborage will post a second
schedule reflecting the additional assignments for which the employees volunteered.
Once posted, the schedules shall not be changed except by mutual agreement, and with
advance notice. An employee scheduled to work on a weekend (Saturday 12:00 am and
Sunday 11:59 pm) who is unable to work will be required to make up the day or days
absent during another weekend in the next regularly posted monthly work schedule. An
employee will not be required to make up the absence if the employee can provide a
physician’s note showing proof of illness. The note must be given to the employee’s
supervisor at the start of the shift on the day the employee returns to work, without
exception.



14.2

14.3

14.4

The use of outside agency personnel shall be permitted so long as work preference for all
available time and assignments is first given to bargaining unit employees.

No employee shall be required to rotate shifts. This provision does not refer to overtime
or per diem employees.

Nursing Assistants employees with permanent assignments, as determined by the
Harborage, will only “float" to another floor or unit in an emergency. This prohibition
does not include times when the employee is late or on an overtime shift. Permanently
assigned Nursing Assistants who float in the event of an emergency will be paid an
additional $2.00 per hour.

Permanent Assignments shall be given by the Harborage using seniority based on the
staff assigned to that floor and shift. However, the Harborage may, in its discretion,
determine that the most senior staff is not the appropriate person. In the event that the
Harborage determines that the most senior staff will not be assigned, the Harborage will
notify the individual and the Union Representative on the shift. Prior to the assignment
being filled, upon request, the Harborage will meet and discuss the decision with the
individual and the union representative. During the discussion, the Harborage will
provide the rationale for its decision.

Nursing Assistants without permanent assignments will be required to float in accordance
with Sections 1 and 2 below and Article 14.5. No employee will be pulled off their unit
and replaced with an agency employee or another employee from any other shift or
unit/floor.

Nursing Assistants without a permanent assignment, and housekeepers who float to
laundry, will receive float pay of 50 cents ($ 0.50) more per hour when they float.

The Harborage shall "float" employees pursuant to the following:

1. Before anyone is required to float, the Harborage will seek volunteers. If more
than one employee volunteers to float, employees will be chosen based on
greatest seniority on a rotating basis. Effective 6/1/05, at the beginning of each
quarter the Harborage will re-start the rotating float list beginning with the least
senior employee.

2. In the event an employee is floated one hour after the start of the shift, the
employee will be paid at the rate of one and one half times (1 '/,) his/her regular
base pay for the entire shift, provided the employee arrives on time on that day.

3. The administration shall make every effort to restrict floating after 60 minutes of
the commencement of a shift. If an employee is working OT, and is floated after
the first 60 minutes of the OT shift, Harborage shall pay a premium of one ($1.00)
dollar per hour in addition to their OT pay, provided the employee arrives on time
on that day.

4. The housekeeping supervisor shall maintain a list, by seniority, of those willing to
work an extra shift. When there is a last minute call out in the Housekeeping
Department, the supervisor shall fill the shift by a) calling from the list, b) seek



14.5

14.6

14.7

14.8

volunteers from those willing to stay offering the option to the most senior first. If
a housekeeping employee on a floor assignment calls out on the weekend and no
replacement is working within two (2) hours of the start of the shift, the
housekeeper who works on the floor alone shall receive a premium of one ($1.00)
dollar per hour for all hours worked on the shift.

Assignments for floating employees will be given pursuant to the following:

1. The floating staff members will be given the open assignment.

2. If more than one assignment is open, the floating employee will be given an open
assignment, the remaining assignments will be split equally among the staff on
the unit including the floater.

3. The nurse in charge may change an open assignment, but only if the change is
based upon resident need.

Supervisors shall not do bargaining unit work.

Laundry duty shall be assigned evenly, by order of inverse seniority, among all
housekeeping/laundry floating personnel.

Any employee who is called into work during their off hours shall be entitled to a
minimum of four (4) hours pay at the applicable rate. Management will provide a two (2)
hour window for employees to arrive after being called in.

ARTICLE 15. CLASSIFICATION OF EMPLOYEES

15.1

A regular full-time employee is defined as an employee who is regularly scheduled to
work thirty-six (36) or more hours per week.

A regular part-time benefit-eligible employee is defined as an employee who is regularly
scheduled to work 20 to 35.99 hours per week.

A regular part-time non-benefit eligible employee is defined as an employee who is
regularly scheduled to work less than twenty (20) hours per week.

Full-time employees shall receive earned sick leave, paid time off (“PTO”), health
benefits, and holidays. All part-time employees shall receive earned sick leave. Part-time
benefit-eligible employees shall receive PTO and holidays on a pro-rated basis. Part-time
benefit-eligible employees shall receive Health Insurance benefits.

The Harborage will re-classify a part time employee to full time status and provide full
time benefits prospectively to said employee should the part time employee average
thirty-six (36) work hours or more per week, which are equal to or exceed those of a full
time employee over a six (6) month period.

Enrollment for health insurance benefits as a full time employee shall be done within
thirty (30) days of the employee's re-classification.



Once re-classified to full time status, an employee shall be maintained as a full time
employee for a minimum of six (6) months except in cases where the Harborage
determines that a general layoff is necessary, in which case the provisions of Article 5
shall apply.

15.6  Per diem employee is defined as an employee who is designated as per diem at the time
of hire. Per diem employees are not entitled to any fringe benefits including pay for time
not worked. Per diem employees shall be scheduled only on the weekend shifts. Weekend
shifts for purposes of this article are defined as the shifts commencing Friday at 11 p.m.
and ending Monday as 7 a.m. No more than three (3) per diems will be scheduled per
day. No per diem will be scheduled for double shifts.

ARTICLE 16. WAGES AND EXPERIENCE RECOGNITION
16.1  Each employee will receive the following wage increases:

a. An across the board wage increase in each year of the Agreement equal to:
2 Y5 % retroactive to May 17, 2018 starting the second pay period after
ratification
2 Y5 % effective the payroll starting May 31, 2019
2% effective the payroll starting May 31, 2020
Base wage increases will be applied first across the board, raises second.

b. New Hire Rates will remain the same for the life of the contract:

Job Title IPay

Nurses aide $11.50

Certified nurses aide ISee experience scale
Unit Clerk $13.00

Recreation Aide $12.00

Receptionist FT $13.00

Receptionist PT $11.75

Housekeeper & Laundry [$12.00

Machine Operator I $12.25

Machine Operator II $12.00

Maintenance Person $15.50

The hire rate for per diem employees shall be $14.25 and shall remain at this rate for the term of
the Agreement.

ANNIVERSARY BONUS

Employees will receive a five hundred dollar (§500) lump sum bonus on the twentieth (20th)
anniversary of their employment.



Employees whose 3rd, 10th and 25th anniversary dates occur in 2018 will receive bonuses of
$300, $400 and $600 respectively. However, no bonus will be paid from 2019 forward for those
anniversary dates.

Error in Paycheck: When an error in pay is made by the Harborage, the corrected amount will be
given to the employee in a separate paycheck during the next off cycle payroll run date following
the awareness of the error.

16.2 CNA Experience Scale: CNAs with the experience listed below, are eligible for the
applicable starting wage rates. The wage rates listed below are not subject to the rate
increases outlined in Article 16.1 above.

Years of Pay
Experience
0-4

$12.25
5-9 $13.00
10+ $14.00

CNAs with 15 years’ experience as of 09/01/18 will receive a one-time $0.75 increase to their
base rate upon ratification.

16.3  Preceptor Program: Employees who are assigned to participate in the training or tutoring
of other employees shall receive a differential of one dollar and twenty five cents ($1.25)
per hour. The differential shall be paid to each employee only for time actually
functioning as Preceptor. Employees will only precept with mutual agreement between
management and the employee. The previously agreed Preceptor Program shall remain in
effect.

16.4  Uniform Allowance

Full Time employees shall receive a uniform allowance of two hundred and forty ($240) dollars;
lump sum payable in the first pay period of July each year. Part time employees will receive one
hundred and thirty dollars ($130); lump sum payable in the first pay period of July each year.

16.5  Certified Nurses Aides and Housekeepers that occupy "Premium Rate" positions are
defined in Article 22.9 shall receive an additional eight percent (8%) of their current rate
of pay. Premium rate wages shall be adjusted according to Article 16.1 and 16.2 on the
appropriate dates.

16.6  An employee promoted to a higher rated position shall receive the starting salary for that
position, or their current rate of pay whichever is greater. Employees who apply for and
receive a lateral transfer shall retain their current salaries. Employees moving from the
nurse aide, certified nurse aide, housekeeping, or laundry positions into a recreation aide
position shall maintain their current salaries. All other employees transferring into a
lower rated position shall have their rates reduced by the difference between the starting
rate of the new position and the position from which they are transferring.
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16.7

16.8

16.9

Housekeeping employees who perform floor-finishing duties shall receive a differential
of 50 cents more per hour while performing those duties.

If an employee refers an individual to the Harborage that is ultimately hired, the referring
employee shall be entitled to a recruitment bonus. The bonus will be paid out in
installments. Two hundred and fifty dollars ($250) will be paid after the referred
individual is employed for six months. An additional two hundred and fifty dollars $250
will be paid at the referred individual’s first year anniversary.

The referring employee must be identified on the initial application. The bonus will be
paid one time only for any specific individual referred. Only one referring employee will
be eligible for the bonus.
Shift Differential: The shift differential for all employees shall be included as follows:
Shift
Second Shift (shifts starting at 3 pm) $0.75 an hour
Third Shift (shifts starting at 11 pm) $0.75 an hour

Shift differential shall be included in all compensated time and in the calculation of
overtime pay for employees permanently assigned to the second and third shift.

Any employee who works an additional shift (overtime) into second or third shift shall
receive shift differential.

ARTICLE 17. PAID TIME OFF

17.1

Paid Time Off

A. PTO Eligibility and Benefit Anniversary Date

Employees are eligible for the PTO program if they are in a regular full-time or regular
part-time position, with standard hours of 20 hours or more per week. Employees whose
standard hours are less than 20 hours per week, have a status of Per Diem are not eligible
for PTO program. For employees who hold multiple positions, only the Primary Position
will be used to determine PTO eligibility and standard hours. The Benefit Anniversary
Date is the date that an employee becomes eligible for PTO benefits. This is generally the
same as an employee’s hire date anniversary or a rehire date based on the rehire policy.

B. PTO Bank Accruals

Employees accrue PTO hours based on standard weekly hours: the accrual rate is
determined by the employee’s job classification, years of service and standard hours. The
PTO Accrual Summary Tables can be found below. PTO used does not count toward
hours worked for purposes of calculating overtime.
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C. PTO Plan

The PTO accrual rate is determined by the PTO Plan and length of service. The PTO Plan
is determined by your position:

Plan 1 — Clerical, ancillary, and maintenance positions

Employees can check the MyWay self-service portal to confirm which PTO plan they are
covered by.

Years of | PTO Hrs | PTO Hrs — | PTO Hrs | PTO Hrs — | PTO Hrs

Service | —40 Std 37.5 Std —36Std | 24 Std hrs | —20 Std
hrs hrs hrs hrs

0-4 Years | 124.0 116.3 111.6 74.4 62.0

5-9 Years | 148.0 138.8 133.2 88.8 74.0

10-14 172.0 161.3 154.8 103.2 86.0

Years

15-19 188.0 176.3 169.2 112.8 94.0

Years

20+ 204.0 191.3 183.6 122.4 102.0

D. Introductory Period

Employees start accruing PTO time beginning with the first pay period of the month on
the 91st day of employment. HMH will prorate, on a daily basis, so employees may
accrue PTO in the pay period where the 90th day falls. Employees may begin to use PTO
on their 91st day of employment, provided they have successfully completed the
Introductory Period, inclusive of any extension, drawing from Yet to Be Earned PTO
accruals and going into a negative balance. Employees may not take PTO during their
Introductory Period.

E. Accrual When Not Working

Employees out on a leave of absence will not accrue PTO time after the first thirty (30)
days of absence.

F. Use of PTO Bank Accruals During the Employee’s Benefit Anniversary Year

HMH supports employees to use their full PTO accruals for their well-being. During an
employee’s benefit anniversary year, it is expected that employees will work with their
supervisors to schedule time off. Employees are responsible for monitoring and managing
their PTO time so they use the full allocation during the year. Employees are allowed to
draw from yet to Be Earned PTO accruals and have a negative balance as long as they
manage their time off to go back into a positive balance by the end of their anniversary
year.
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On their benefit anniversary date, employees can carry over from one year to the next.
Employees regularly scheduled to work 40 hours per week can carry over up to eighty
(80) hours of PTO time (carry over limit for other employees is pro-rated by standard
weekly hours). Any excess is forfeited. In unusual circumstances where the employee
attempted to take their PTO but it was not approved due to patient/department needs, the
Director can request an exception which must be approved by the responsible VP and the
Chief HR Officer.

G. Drawing from the PTO Bank

PTO from the PTO Bank can be either scheduled or unscheduled. Unscheduled absences
include any absence not previously authorized by a supervisor, in accordance with the
Absenteeism and Lateness Policy. An employee who uses their PTO time in an
unscheduled manner will be subject to progressive discipline in accordance with the
Guidelines for Cooperation and Discipline Policy. Whether an absence from work is
scheduled or unscheduled, the time is deducted from the accrued time in the employee’s
PTO Bank.

Non-exempt employees may use time from their PTO bank in hourly increments. Exempt
employees may only use their PTO bank in hourly increments when on an intermittent
leave of absence; otherwise, they must use time from the PTO bank in full day
increments.

The first three (3) days of a scheduled or unscheduled absence due to reasons described
in the ESL Policy are generally deducted from the employee’s PTO Bank. Exceptions to
this rule are outlined in the ESL Article. The fourth day of absence, and any subsequent
consecutive scheduled days of absence due to a related illness or injury, will be deducted
from the employee’s ESL (see ESL policy).

All employees regularly scheduled to work the evening or night shift as documented in
the shift field in PeopleSoft Leader Self Service will have their normal shift differential
included in PTO.

HMH will use a draw down process by creating a “frozen” PTO bank for the carry-over of PTO
hours from the legacy programs (except employees from Hackensack Campus who have already
been transitioned to the new PTO program). The following table provides the drawn down
timeline:

Number of Frozen Bank | Date by which PTO
PTO Hours Used As of | Must Be Used
March 23, 2019

Up to 80 hours April 1, 2020

81 — 160 hours April 1, 2021

161 — 240 hours April 1, 2022

241 — 320 hours April 1, 2023

321 hours and above April 1, 2024
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Employees’ available absence balances will be posted on the MyWay site, including any
balance in the frozen draw down PTO bank. When an employee takes PTO time through
the MyWay site, they will indicate which PTO bank they want to use: their regular PTO
time or their frozen draw down PTO time.

Employees with a frozen draw down bank should begin planning with their leader how
they will take the draw down hours during the transition period. This will assist the leader
in assuring the employee is able to take their time and the needs of the department are
met.

Employees who are on approved short-term disability during their draw down period may
use their frozen draw down PTO bank hours to supplement disability payments and get
paid up to 100%. Hours in the frozen draw down bank not taken in the time period
outlined above will be forfeited. In unusual circumstances where the employee attempted
to take their draw down PTO but it was not approved due to patient/department needs, the
Director can request an exception which must be approved by the responsible VP and the
Chief HR Officer.

H. Change of Employment Status

Employees changing status from part-time benefit-eligible to full-time benefit-eligible or
vice versa will have their accrued PTO calculated and adjusted at the time of the status
change. Changes in PTO Plans (Plan 0, 2, 2, or 3) affected by promotions or demotions
will be adjusted at the time of the status change. Benefit Anniversary dates are not
affected by these changes.

PTO for employees who transfer from a full-time to benefit eligible part-time status will have 2
PTO banks:

e A “frozen PTO bank” of time accrued when the employee was full-time.

e A regular PTO bank for accruals starting when the employee transfers to their
part-time status. This bank will be subject to the normal accrual limits for the
level of standard worked hours.

When changing from full-time to part-time status the full-time “frozen bank” will be available
for use for a period of one year, which if not used during that period, will be forfeited. When an
employee takes PTO time, their regular PTO bank will be accessed first, followed by the
“frozen” full-time bank.

Employees going from a benefit-eligible to a benefit-ineligible status will have all accrued
unused PTO hours up through date of the status change paid out. Any used PTO hours in excess
of the allotted accrual rate will be deducted from the employee’s paycheck in accordance with
State and Federal law.

Non-benefit-eligible employees who change status to benefit-eligible will begin accruing PTO
hours after 90 days from the date of their status change. They will start at the PTO accrual level
commensurate with their tenure level at HMH.

24



1. Termination

PTO eligible employees who terminate after completing their ninety (90) days of
employment will receive pay for all PTO accrued but unused through the date of
termination with proper notice of at least three (3) weeks. PTO and earned legal holiday
hours will not be paid to an employee whose employment is terminated in connection
with disciplinary action.

In the pay period that covers a termination date, PTO will be prorated based on a 8-hour
calendar days.

If the employee terminates and has taken more PTO hours than he/she has accrued, these
hours are to be deducted from the employee’s final payment.

17.2  An employee may schedule his/her accrued PTO in consecutive weeks up to a maximum
of two (2) weeks to be scheduled.

An employee will be allowed to have consecutive weekends included in the PTO
entitlement when PTO of one (1) full week or more are approved in accordance with
existing practice.

17.3  The Harborage shall not block out any time periods for PTO scheduling.
ARTICLE 18. HOLIDAYS
18.1  A. Holidays

Full time benefit-eligible employees (36 to 40 hours per week) receive 8 hours pay for
the following holidays. Holidays for part time benefit-eligible positions (working 20-
35.99 hours per week) are prorated according to their standard hours, Holiday (and day
observed)

New Year’s Day (January 1st)

Memorial Day (Last Monday in May)
Independence Day (July 4th)

Labor Day (First Monday in September)
Thanksgiving Day (Fourth Thursday in November)
Christmas Day (December 25th)

B. Holiday Pay

Benefit-eligible, non-exempt employees scheduled to work during the six (6) observed
legal holidays are paid time and one-half (premium pay) for the holiday worked and may
take their holiday at a later date depending upon the department work schedule. The
holiday premium pay is only applied to all hours worked between 12:00am at the start of
the holiday and 11:59pm at the end of the holiday (the holiday differential zone).
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Employees regularly scheduled to work the evening or night shift as documented in the
shift field in PeopleSoft Leader Self Service will have their normal shift differential
included holiday pay.

C. Holiday Observance

At the discretion of the manager, holidays that fall on a Saturday will be observed on the
Friday preceding the holiday or that Saturday, and holidays that fall on a Sunday will be
observed on Sunday, or the Monday following the holiday.

If an employee works both Friday and Saturday or Sunday and Monday, they will receive
premium pay for only one day. Non-benefit eligible employees are not entitled for an
additional day off but they will be paid premium pay as stated above.

D. Religious Holidays

Other than those listed, religious holidays of employee’s choice may be substituted for
granted (observed) religious holidays. (In this instance, premium pay will not be paid for
the observed holiday worked.

E. Equivalent Time Off

When an employee who is eligible for holiday benefits is required to work on a holiday,
equivalent time off may be arranged before or as soon after the holiday as department
work schedule permits. Holiday time may not be carried over into the next calendar year.

F. Holiday Absences

An employee who is absent though scheduled to work the observed holiday itself or the
workday immediately prior to, or subsequent to the holiday, is not automatically eligible
for holiday and/or sick pay. Medical or other documentation may be required by the
manager for absences on the scheduled day of work prior to or after a holiday. Managers
may authorize holiday pay, but such authorization must be consistently and fairly
enforced within the department.

Employees who refuse the order to work on a holiday when necessary will be subject to
disciplinary action, up to and including termination.

G. Termination of Employment

Employees are entitled to receive pay for any accrued, unused year-to-date holidays, as of
date of termination, with the exception that earned legal holiday hours will not be paid to
an employee whose employment is terminated in connection with disciplinary action.
Holiday pay reimbursement will be prorated according to the employee’s status (full or
part-time). If the employee terminates and has taken more holiday benefit time than
accrued, these holiday hours will be deducted from the final paycheck.
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18.2
1. The Harborage will make every reasonable effort to allow employees to use a
PTO day for the celebration of Martin Luther King, Jr.’s birthday, based on
operational need. The Harborage will make a reasonable effort to excuse
employees from work for the celebration of Martin Luther King, Jr.’s birthday.
The Harborage will participate in the HMH Network celebration of the following
cultural recognitions:

e MLK Day

African-American History Month
Women’s History Month

Asian Pacific American Heritage Month
Pride LGBTQI Month

Hispanic Heritage Month

Veteran’s Day

2. The celebrations, available to all team members, all shifts, will be in conjunction
with Palisades Medical Center. These celebrations will include meals,
entertainment and educational materials reflective of the culture and its historical
facts. Information concerning the specific cultural recognition will be provided
through network communications resources.

18.3  Each year, each employee shall be required to work at least four (4) holidays. The
Harborage agrees to schedule holidays on an equitable basis and make reasonable efforts
to accommodate employee preference. When possible, employees will not be required to
work the same holidays two (2) years in a row. In all other situations, holidays will be
scheduled by seniority on a rotating basis within the shift and unit.

ARTICLE 19. EARNED SICK LEAVE

19.1 ESL Program

A. ESL (Earned Sick Leave) Bank
e All eligible employees will have a regular accrued ESL bank
e Some employees may have an additional “frozen” ESL” bank with hours accrued

prior to March 23, 2019.

ESL Eligibility and Benefit Anniversary Date
Employees are eligible for the ESL program if they are in full-time or part-time status.
Employees in a Per Diem status are not eligible for ESL. The Benefit Anniversary Date is
the date that an employee becomes eligible for ESL benefits. This is generally the same
as an employee’s hire date anniversary, but could be a rehire date.

B. ESL Bank Accruals

Eligible employees accrue ESL hours on an hourly basis for each standard hour: the
accrual rate is .03333 of ESL for each hour worked. The maximum hourly accrual is 40
hours. Employees accrue ESL hours while receiving payment for Regular Hours and
Overtime Hours. ESL is paid at the employee’s regular rate of pay. All employees
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regularly scheduled to work the evening or night shift as documented in the shift field in
PeopleSoft Leader Self Service will have their normal shift differential included in ESL.
ESL hours do not count toward hours worked for purposes of calculating overtime.

e Effective October 29, 2018, all eligible employees who have not previously earned
ESL will begin to accrue earned sick leave, and will be eligible to use earned sick
leave beginning on the 90th calendar day thereafter.

e For employees who are hired on or after October 29, 2018, earned sick leave begins
to accrue on the date of their employment and are eligible to use earned sick leave
beginning on the 90th calendar day thereafter.

e Employees converting to a benefit eligible status (i.e., Per Diem moving to regular
full-time) will begin accruing ESL on the day of their status change and are eligible to
use earned sick leave beginning on the 90th calendar day thereafter.

C. Annual Carryover of ESL and Maximum ESL Banks

On the Benefit Anniversary Date, employees can carry over from one year to the next, up
to forty (40) hours of ESL. Full-time employees (regularly scheduled 40 hours per week)
can accrue a maximum ESL bank of 400 hours. The maximum ESL bank for full-time
employees scheduled to work 36-39.99 hours per week and part-time employees is pro-
rated based on weekly standard hours.

D. Drawing from the ESL Bank
Time off from the ESL Bank can be either scheduled or unscheduled. Reasons for use of
ESL will be in accordance with the ESL Policy.

Non-exempt employees may use time from their ESL bank in hourly increments. Exempt
employees may only use their ESL bank in hourly increments when on an intermittent
leave of absence; otherwise, they must use time from their ESL bank in full day
increments.

For employees who are also eligible for PTO, the first three (3) consecutive days of a
scheduled or unscheduled absence due to reasons described above are generally deducted
from the employee’s PTO Bank (exceptions are outlined below). If the employee does
not have accrued PTO, but has “Yet to be Earned” PTO hours, the employee will be paid
from the “Yet to be Earned” PTO bank and go into negative balance (see PTO policy).
The fourth day of absence, and any subsequent consecutive scheduled days of absence
will be drawn from the employee’s ESL bank. Exceptions that allow immediate access to
ESL banks from 1% day out are:

Inpatient hospital stay;

Same day surgery (including post-operative recovery time);

Procedures under conscious sedation (i.e. colonoscopy, etc.);

Workers' compensation;

Temporary disability; and

Absences required for special treatment of chronic illness such as dialysis for
renal disease and chemotherapy for cancer
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If an employee exhausts the time in his/her regular accrued ESL bank and has a Frozen
ESL, the employee may utilize available time in that bank.

If the PTO Bank is depleted, the first three (3) days of absence due to reasons described
above will be drawn from the ESL and then the Frozen ESL.

For employees who are not eligible for PTO but are eligible for ESL, all absence due to
reasons described above, will be deducted from the employee’s ESL. If the ESL bank is
exhausted, the time will be unpaid.

E. Scheduling ESL
If an employee’s need to use ESL for the reasons described above is foreseeable, the

employee is required to provide seven calendar days’ notice to their manager of the
intention to use the ESL and its expected duration. The employee is expected to make
every reasonable effort to schedule the use of ESL in a manner that does not unduly
disrupt the operations of the department. If the use of ESL is not foreseeable, the
employee is required to notify their manager as soon as possible of the intention to use
ESL.

Use of ESL for three or more consecutive days is managed by HMH’s Absence
Management Administrator. These absences may require reasonable documentation that
the leave is being taken for the purpose permitted. For specific policies on Leaves of
Absence, please refer to the Leaves of Absence policy. For specific policies on Worker’s
Compensation, please refer to the Worker’s Compensation policy.

F. Change of Employment Status

Employees going from an ESL benefit-eligible to an ESL benefit-ineligible status (Per
Diem) will stop accruing ESL. The employee’s ESL bank will remain frozen. If the
employee returns to an ESL benefit-eligible status, the accrued ESL bank will be
restored.

Employees who terminated from HMH will have their ESL balances kept in the system
for 120 days. If the employee returns to employment within 120 days, they will have their
accrued ESL bank restored and begin accruing ESL hours on the first pay period of their
rehire. Employees who terminate from HMH and return to employment after 120 days
will accrue ESL as any other new hire with the appropriate introductory period.

G. Termination
ESL and the Frozen ESL are not terminal benefits and no accrued ESL hours are paid out
upon termination, with the exception of the Meridian Sick Bank described above.

ARTICLE 20. MANAGEMENT RIGHTS

20.1

The Harborage reserves the sole and exclusive rights, duties and authority to manage the
business, control and schedule its operations and make any and all decisions affecting the
business. Except as otherwise limited by the express provisions of this Agreement, the
Harborage reserves and retains, whether exercised or not, all lawful rights, powers and
prerogatives of management. Including the right to:
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20.2

20.3

20.4

1. Direct, transfer, schedule and assign all employees covered by this Agreement;

2. Hire, promote, determine the number of employees and reduce staff;

3. Suspend, discipline, discharge and in any other manner terminate for just cause;

4. Maintain efficiency;

5. Determine the method, means and personnel by which the Harborage's operations
are to be conducted;

6. Determine job duties;

7. Create, change, combine or eliminate positions;

8. Create, arrange, enlarge, combine or reduce departments;

9. Establish reasonable work and performance standards;

10. Select, change, remove and install office and medical supplies and equipment;

11. Determine unit size or combine units;

12. Establish reasonable work rules, and

13. Subcontract bargaining unit work consistent with the terms of this Agreement.

The Harborage retains the right to develop, modify, promulgate, publish, post and enforce
all rules and regulations, policies and procedures. Provided, the union shall receive a
copy of any new or modified rules at least seven (7) calendar days prior to
implementation. The union reserves the right to grieve the issue of whether any new or
modified rule or regulation or its effect upon unit members violates the terms of this
Agreement.

The provisions of this Agreement do not prohibit the Harborage from directing any
person not covered by this Agreement from performing any task. The Harborage has the
right to schedule its management, administrative and supervisory personnel to perform
any function at any time.

The above-mentioned rights are not to be interpreted as all-inclusive but merely indicate
the type of rights, which are inherent to management.

It is understood and agreed that any of the rights, powers or authority the Harborage had
prior to this signing of this initial Agreement are retained by the institution unless
otherwise modified or abridged by the express terms of this Agreement.

ARTICLE 21. LABOR-MANAGEMENT COMMITTEE

21.1

A Labor-Management Committee comprised of three (3) representatives selected by the
Harborage and one (1) representative from each Department in the bargaining unit
selected by the Union shall be formed. The committee shall meet bi-monthly to discuss
problems of concern to the Union and the Harborage. Time spent at Labor-Management
meetings will be compensated as time worked. The Harborage Administrator and one (1)
outside union official shall be considered ex-officio members of this Labor-Management
Committee.

ARTICLE 22. HOURS OF WORK AND OVERTIME

22.1

This article is intended to define the normal hours of work, but does not guarantee any
employee any particular amount of hours in any day, week or pay period.
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22.2

The workweek shall consist of thirty-seven and one-half (37-1/2) hours. The workday
shall consist of seven and one-half (7-1/2) hours exclusive of a thirty (30) minute unpaid
meal period.

Full-time shifts for nursing as follows:

Day - 7:00 A.M. to 3:00 P.M.
Evening - 3:00 P.M. to 11:00 P.M.
Night - 11:00 P.M. to 7:00 A.M.
Full-time shifts for Housekeeping are as follows:
Day - 6:00 A.M. to 2:00 P.M.
Day - 7:00 A.M. to 3:00 P.M.
Day - 8:00 A.M. to 4:00 P.M.
Day - 9:00 A.M. to 5:00 P.M.
Evening - 2:00 P.M. to 10:00 P.M.

Evening - 3:00 P.M. to 11:00 P.M.

The employer will provide a $5.00 meal pass to any employee that works unscheduled
overtime.

The Harborage will comply with all state and federal laws concerning overtime and
mandatory overtime. When overtime is required, the Harborage will:

1. Refer to an availability list which will be posted for the employees’ use in
notifying the Harborage of any time they may be available to be called for
overtime work.

2. If no employees are available on the list, the Harborage will seek qualified
volunteers first by unit, then facility-wide seniority.
3. If no employees volunteer from among the full time and part time staff in the

facility, then the Harborage will seek qualified volunteers among per diem
employees who are working.

4. If no working employees are available, the Harborage will attempt to call in off-
duty employees, including per diems.

5. If no off-duty employees are available, the Harborage will seek qualified
personnel from a contracted temporary agency, when such staff is permitted by law.

6. If there are no volunteers and no agency staff available, the Harborage will assign
overtime to on-duty employees by reverse seniority on a rotating basis by unit and
shift.

7. Per diems shall be eligible to place their names on the availability list for

overtime. In the event two or more employees sign up for availability on any day,
the per diem employee will always be considered least senior.

If an employee is mandated for overtime, the Harborage will make its best efforts to

provide as much notice as possible and allow sufficient time and access to a telephone, to
call and consult with any other employer they may have an obligation to that day/night.
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22.6

Mandatory overtime will be limited to an employee’s own department. No employee will
be required to worker greater than eight (8) hours of mandated overtime in a rolling forty-
five (45) day period. If an employee is scheduled to work a shift again within twenty-four
(24) hours of the end of a mandated shift of six (6) or more hours, the employee will be
allowed an unpaid sleep day for that scheduled shift. If the Harborage requests, the
employee shall work the sleep day and shall be paid time and one-half (1 1/2) for all
hours worked on the shift.

Work Breaks and Meal Breaks
1. Work Breaks

Work breaks are not mandatory by law and are not guaranteed in length or frequency.
Work breaks are paid time; they may be changed, shortened or canceled on a daily basis
depending on the operational needs of the department. A seven and a half (7 %2) hour shift
employee will receive two (2) fifteen (15) minute breaks per shift. A twelve (12) hour
shift employee will receive two (2) fifteen (15) minute breaks per shift.

There may be scheduled work breaks in advance. Work breaks are scheduled with
specific beginning and ending times and must be approved by a charge person,
supervisor, or other leader in advance. Work breaks may not be used for early departure
or late arrival and are not cumulative from day to day or within one day. When
operationally feasible, the department leader may add one (1) or more work breaks to
assigned meal breaks.

The approved locations for work breaks are areas such as the cafeteria, coffee shop,
employee lounge or break rooms, locker rooms or any other site approved location.

2. Meal Breaks

There may be one scheduled meal break in each shift of eight (8) hours or more. The
meal break must be for a minimum of thirty (30) minutes and may not exceed a
maximum of sixty (60) minutes. Meal breaks are not paid time and they are to be
scheduled with specific beginning and ending times and may be modified with advanced
approval of the leader.

Meal breaks are not cumulative from day to day. The meal break, if not taken in full at
the regularly schedule time, may be granted within the same shift of duty if operationally
feasible for the department.

In cases of emergency, the leader may cancel or interrupt the meal break. In these cases,
the department leader must compensate a non-exempt employee for the entire meal break

if a full uninterrupted meal break cannot be rescheduled in the same shift.

Employees shall be required to work every other weekend, but no more than every other
weekend. "Weekend" is defined as Saturday 12:00 am to Sunday 11:59 pm.

32



22.8

229

22.10

Notwithstanding Article 22.7 above, the Harborage shall establish a premium rate of pay for
Housekeepers and certified nurse's aides that will be regularly scheduled to work three
(3) out of every four (4) consecutive weekends consistent with a seventy-five (75) hour
work week.

The number of premium rate positions shall be determined in the discretion of the
Harborage. The rate for the premium position shall be set forth in Article 16 (Wages and
Experience Recognition).

Employees filling premium positions shall not be entitled to bump back into a non-
premium position. Employees occupying premium positions may bid into a vacant non-
premium position provided they have occupied the premium position for at least six (6)
months. The six (6) month limitation does not apply in situations where an employee is
bidding for a promotion to a higher rate job.

The premium position referred to in this section shall be filled through the procedures
described in Article 11 "Filling Vacant Positions". Movement into this position will be
strictly voluntary.

Upon request, the Harborage will provide any information necessary to verify
employment and income for any employee including, but not limited to, verifying an
employee’s base annual income.

ARTICLE 23. FLEXIBLE SHIFT

23.1

The Harborage and the Union agree to discuss flexible shifts, if any, at a future Labor-
Management committee meeting. The Harborage shall give the Union ten (10) days’
written notice of the implementation of a flexible shift program and, if requested, will
bargain over the effects of such changes.

ARTICLE 24. BEREAVEMENT LEAVE

24.1

24.2

24.3

Full-time and part-time employees shall be entitled up to three (3) consecutive days off
with pay for time lost from the employees regularly scheduled work in the event of the
verified death of an employee's legal spouse, mother, father, brother, sister, son, daughter,
grandparent, grandchild, step-mother, step-father, step-son, step-daughter, domestic
partner or civil union partner, mother-in-law or father-in-law

Compensation under this Article will be paid for those scheduled workdays that fall
between the date of death and the day of the funeral.

Employees are required to notify their supervisor of the death and to identify their
relationship to the deceased. Supervisors may request proof of death.

All employees regularly scheduled to work the evening or night shift as documented in
the shift field in PeopleSoft will have their normal shift differential included in
Bereavement pay.
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ARTICLE 25. JURY DUTY LEAVE

25.1

All full-time and part-time benefit eligible employees who are summoned to jury duty
and attend shall be entitled to receive the difference between jury duty pay and their
regular rate of pay for scheduled work for up to three (3) weeks. Employees are required
to submit notice to appear immediately upon receipt. Payment will only be made upon
submitting proof of attendance.

ARTICLE 26. TERMINAL BENEFITS

26.1

An employee that voluntarily resigns is required to provide three (3) calendar weeks in
advance notice to the Harborage.

Three (3) weeks advance notice is not required in the case of death or inability to return
from a leave of absence.

Employees that provide the required notice shall receive all accrued unused holiday and
PTO unless the employee’s employment is terminated in connection with disciplinary
action.

In accordance with applicable law, employees will not be permitted to schedule PTO or
use earned sick leave during the three (3) week notice period.

ARTICLE 27. REPORTING AND ON-CALL PAY

271

Any full-time or part-time employee, who, in the absence of advance notice not to so
report given to the Harborage prior to the end of his/her previous regular shift, arrives for
work at his/her regularly scheduled time, shall be guaranteed the work hours or pay of
his/her regularly scheduled shift, based on straight time rates.

ARTICLE 28. TUITION REIMBURSEMENT

28.1

Policy

Hackensack Meridian Health’s Long Term Care seeks to maintain a workforce
possessing the skills required for successful operations to further advance the Hackensack
Meridian Health Culture of Excellence. The responsibility for professional development
rests with each team member, but Hackensack Meridian Health provides assistance to
accomplish this purpose. The Tuition Assistance Policy provides financial assistance for
approved courses or degree programs with relevance to the team member’s current job or
future employment within Hackensack Meridian Health Long Term Care.

In support of team members’ educational pursuits, Hackensack Meridian Health Long
Term Care provides reimbursement of a portion of approved tuition expenses as follows:
Based upon budgeted hours, (100% up to $5,000, less if not F/T employee) per calendar
year of eligible expenses will be considered for coursework. All degrees and related
majors must be pre-approved and in accordance with this policy. Tuition assistance
benefits are based on a standard calendar year: January 1 through December 31.
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28.2

28.3

Team members enrolled to take courses should attend the courses before or after
regularly scheduled work hours, in order to not interfere with their normal work schedule.
It is the team member’s responsibility to consider this scheduling requirement when
selecting a school, program, and/or course.

Eligibility
Tuition Assistance is available to:

1. All regular full-time team members (36 hours or more per week) who have
successfully completed one year of employment with Hackensack Meridian
Health Long Term Care prior to the first day of the first school term of an eligible
course/program of study. Full-time team members are eligible for 100% of the
tuition cost for each course to a maximum of $5,000 per calendar year.

2. Part-time team members who work 20 to less than 36 hours per week and have
successfully completed one year of employment with Hackensack Meridian
Health Long Term Care prior to the first day of the school term of an eligible
course/program of study are eligible for 50% of the tuition cost for each course to
maximum of $2,500 per calendar year.

3. Team members who have a performance rating of “Satisfactory” or above for the
most recent performance evaluation period and are not on “Probation” and have
no active disciplines as a result of any Corrective Action or Performance
Improvement Plan. A team member must meet the eligibility requirements each
time a program or course pre-approval or payment is made.

Approval and Payment

Tuition assistance payments are dispersed via the following:

Each eligible Team Member must complete a Tuition Reimbursement Form (which can
be obtained from your Administrator) and get all necessary approval signatures (D

ON and Administrator). Upon completion, submit the form to your Administrator. The
Administrator will then forward to HMQC (Hackensack Meridian Quality Care). Once
HMQC receives the Tuition Reimbursement Form, they will then set up an interview
with the Team Member and Chief Nurse Executive.

Benefit Limits

Tuition assistance benefits are subtracted from the calendar year in which the course/term
begins, not when the benefit is paid. The tuition assistance benefit year runs from January
1 through December 31. In other words, if your course begins in December, 2011 but
does not end until February, 2012, the benefits used for that course would be subtracted
from the 2011 benefit year/limit.

Annual benefit maximum shall not exceed $5,000.
Unused tuition assistance amounts below the maximum do not carry forward into the

next year.
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28.5

Expenses

A. Covered Courses

Hackensack Meridian Health Long Term Care will provide tuition assistance to cover
expenses related to the team member’s participation in an approved degree program or
course meting the above policy. Tuition assistance applies to for-credit courses including:

i Undergraduate degree programs (Associate and Bachelor) in Nursing,
Physical Therapy, Occupational therapy, Speech therapy, or related health
care field that is deemed in high demand in the labor force as identified by
senior management.

il. Graduate degree programs (Master’s) Leaders only, with approval
determined by senior management as high demand in the labor force.

iil. Accredited LPN programs.

Covered courses will be subject to periodic review. As a result of these reviews,
adjustments may be made to the policy in the types of positions eligible.

B. Eligible Institutions

Colleges, universities and other learning institutions, either regionally or nationally,
accredited by the United States Department of Education are acceptable under this plan.

C. Course Relevance

Tuition assistance will be considered for courses or a course of study that are relevant to
the team member’s current position, or further the team member’s professional growth as
part of the stated education or training requirements for promotion or transfer to a
targeted internal occupation as may be identified by Hackensack Meridian Health Long
Term Care. Some courses may not be approved based upon your current work location.

D. Exclusions

Review courses, professional certifications, national certifications, preparatory courses
and/or entrance testing (e.g., GMAT, LSAT) do not qualify under this policy.

The Tuition Assistance program does not apply to “one-time” external seminars and
programs, programs awarding continuing education units (CEU) or non-credit certificate
programs. Fees and approvals for these programs are obtained from each department.

E. Specialized Education Programs

Specialized education programs are not eligible under the Tuition Assistance Policy for
Hackensack Meridian Health Long Term Care. These programs include School Nurse
Certification, Law or Juris Doctor (J.D.) degrees, Ph.D. or doctoral-level degrees and
select other programs of study that are not applicable to positions within Hackensack
Meridian Health Long Term Care.
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F. Reimbursable Costs:

Hackensack Meridian Health Long Term Care covers only tuition charges per credit only
and does not include matriculation fees, entrance fees, technology fees, library fees,
annual tuition fees, school fees, lab fees, books, or all other charges (see below).

Hackensack Meridian Health Long Term Care does not cover costs associated with:

Textbooks

Audited courses

Travel

Parking

Late Registration or Payment Fees
Incidental Expenses (e.g., photocopying)
Installment or Deferred Payment Fees
Review Courses and Test Fees

Basic software programs

Lodging

Meals

Duplicate or repeated course tuition

Any fees not listed in Costs Covered section

G. Financial Obligations/Continued Employment

Hackensack Meridian Health Long Term Care will cover expenses related to the team
member’s participation in any course of study as approved above, however, if a team
member leaves Hackensack Meridian Health Long Term Care or downgrades their FTE
status within 12 months of receiving one or more tuition reimbursement payments
pursuant to this Policy, he or she must repay the total amount of tuition reimbursement
payments he or she received during the prior 12 month period. Each reimbursement is
treated individually for the purpose of calculating the 12-month date.

Prior to receipt of a tuition payment, a team member must sign a Tuition reimbursement
form in which the team member agrees, among other things, to the repayment obligations

described above.

Course Or Term Completion, Payment, Taxability:

A. Proof of Satisfactory Completion/Grade Requirements:

Within 60 days of successfully completing each course/term, the team member must
provide supporting documentation as follows:

1. A completed Hackensack Meridian Nursing & Rehab Team Member Expense
Reimbursement Form, with the facility Administrator approval.
2. An approved Tuition Reimbursement Form.
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3. Registration Statement/semester bill indicating your name, the term, course
information, tuition cost per credit, total tuition cost, course credits, etc.

4. Proof of payment from college. Other receipts of payment (personal check, credit
card statement) are not acceptable for payment.

5. Grades:
a. A detailed grade report or transcript on school letterhead or clearly

displaying the school’s website URL, reflecting your name, the term, the
course information and grade for each course. Team members must obtain
a grade of “C” or better for any undergraduate course and a grade of “B”
or better for any graduate course.

b. For non-graded courses, the team member must submit proof of
satisfactory course completion to qualify for payment.

c. For courses where credit is given as a result of a CLEP test, a transcript
and a document confirming the CLEP test fees must be provided.

Note: This detailed documentation is required for IRS and Hackensack Meridian Health
Long Term Care internal audit purposes. Failure to provide this documentation may
result in significant delays in processing your request, denial of benefit requests or
suspension from further participation in the Program.

B. Other Aid:

The amount of tuition assistance may be affected by the amount of other funding sources
(grants, scholarships, awards). If a team member receives any outside financial aid in the
form of grants (e.g., Veterans’ Benefits, scholarships), the team member’s tuition
assistance from Meridian Health Long Term Care will be no more than the difference
between the full cost of tuition and the amount of outside financial assistance the team
member has received.

A team member’s receipt of outside financial aid in the form of loans will not affect the
amount of a team member’s tuition assistance under this Program.

Failure to disclose funding sources may be considered fraudulent and subject the team
member to disciplinary action up to and including termination of employment.

C. Tax Laws:

Educational assistance may be subject to federal taxes based upon the operative Internal
Revenue Service regulations in place at the time of payment.

Any questions regarding this policy and procedure may be referred to the administrator or
Hackensack Meridian Quality Care.
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ARTICLE 29. PERSONNEL FILES

29.1

29.2

An employee shall be granted access to his/her personnel files within two (2) business
days of receipt of written request for access made to the Administrator. The file must be
viewed in the Harborage's Business Office during normal business office hours.
Photostatic copies of documents in the personnel file will be provided to the employee at
a cost of twenty-five cents ($.25) per page. Employees may not remove any documents
from their personnel files. The unauthorized removal of any document from an
employee's personnel file shall be grounds for discipline up to and including dismissal.

The employee may rebut any derogatory material in his/her file by submitting a written
account of his/her version, which shall be attached to the rebutted material.

The Harborage shall maintain records on team members that will be available to
authorized users on a need to know basis. Employees are responsible for reporting
changes in personal data to the Human Resources Department. Because personnel records
contain sensitive information, persons who use or are responsible for
creating/maintaining personnel records are obligated to protect such information from
unauthorized use or disclosure of the actual files. Nothing in this section prohibits
employees from discussing terms and conditions of employment.

Internal Requests:
Current team members requiring specific information relevant to the performance of their

job will be permitted access to documents in their personnel file which have their
signature. Employment records may be viewed by team members upon request and in the
presence of a Human Resources Department representative. In the event employees
believe their records have incorrect or incomplete information, they may submit a written
response or explanation which will be included in the file. Employees who are actively
employed can request copies of any document in their file that contains their signature.
Such copies will be made at a cost of $.25 per page.

External Requests:
Verification or release of personal team member information to outside sources may be

supplied only if authorized in writing by the team member (i.e., mortgages), required by a
valid legal process (i.e., court order or subpoena), or requested on an emergency basis by
law enforcement officials. With respect to job reference requests, responses to such
inquiries will confirm only dates of employment, job title, and verification of salary.
Reporting of information on clinical team members is subject to guidelines outlined by
the Health Care Professional Responsibility and Reporting Enhancement Act
(HCPRREA).

The Union shall not be prevented from contesting the appropriateness of severity of any
discipline either during the grievance procedure or at arbitration.
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ARTICLE 30. BENEFITS

30.1

Benefit plans applicable to non-union Harborage employees shall be made available to
benefit eligible employees represented by the Union as listed below, as they may be
amended or changed in accordance with their terms. The parties agree that the specific
provisions and procedures \governing eligibility, enrollment, benefit coverage, co-pays
and employee premium co-shares of these plans shall be the same as the plans provided
to the harborage’s non-union represented employees. For the duration of this Agreement,
any changes to the Harborage’s non-union represented employees’ plans will apply
equally to employees covered by this Agreement. The Harborage will provide at least
seven (7) calendar days’ notice of any substantial changes to these benefits prior to
implementation. The benefits include:

Health Insurance

Group Term Life Insurance and Accidental Death and Dismemberment Insurance
Prescription Drug Plan

Dental Plan

Vision Plan

Short term Disability

Long Term Disability

Nk WD~

Bargaining unit employees enrolled in the health plans shall have the right to use Horizon
Network hospitals and physicians when no service or physician exists to treat the acute or
chronic disease at Hackensack Meridian facility and shall be covered at the inner circle
(HMH Partners) level. For all plans that cover out-of-network, if no in-network provider
is available, then out-of-network provider shall be covered at the inner circle (HMH
Partners) level. Approval shall not be required on an ongoing basis when treating the
same acute or chronic disease, unless there is a significant change in diagnosis or
treatment plan.

Bargaining unit employees enrolled in the health care plan who are unable to access a
primary care physician or specialist within 50 miles of the bargaining unit employees’
home, who accepts Hackensack Meridian’s inner circle health plan, shall have the option
to see a primary care physician or specialist that is in-network at inner circle benefit level.

In the event that there is no option for a second opinion from an inner circle physician
group, then the bargaining unit employees shall have the option to obtain a second
opinion from an in-network physician group, at the inner circle benefit level in
accordance with the plan they selected.

Bargaining unit employees enrolled in Hackensack Meridian’s health plan who use a
Hackensack Meridian facility for a “true emergency” or inpatient services, shall not be
responsible for the in-network or out-of-network cost incurred due to a physician at the
facility who is not a participant in the health plan at inner circle levels.

Bargaining unit employees will have access to resources who can assist employees with
bills, claims, paperwork, denials and appeals relating to coverage.
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HMH will provide tools and resources, including in person health insurance liaisons at
the time of enrollment.

HMH will provide 100% lab benefit at HMH Network facilities. As long as LabCorp
remain part of the HMH Partners Network, HMH will provide 100% lab benefit at all
New Jersey-based LabCorp facilities (within a hospital or free standing).

The HMH plan will cover radiology services when those services are rendered by a
participating Horizon PPO provider at inner circle benefit levels, if there are no HMH
inner circle participating providers within 50 miles or one hour driving distance (as
determined by online driving distance programs such as MapQuest, WAZE, etc.) from
their residence to an Inner Circle Provider. Services must be rendered in the state of NJ
and members must obtain prior approval under the tier elevation process.

ARTICLE 31. SAFETY & HEALTH

31.1

31.2

31.3

The Employer shall make every effort to maintain a safe and healthy workplace. Once
developed, the employer’s safety program shall be publicized on a regular basis, not less
than biannually.

The Harborage will give employees regular health and safety training in the areas of
Body Mechanics, Infection Control and Workplace Stress. These trainings will be
considered time worked. The employer will offer the trainings not less than two (2) times
annually.

No employee shall be expected to perform work that is dangerous to their personal safety
and health defined by Federal, State or Local statute, regulation or ordinances.

A joint labor-management health and safety committee (“Health and Safety Committee”)
shall meet on a quarterly basis. The union shall select four (4) bargaining unit employees
to serve on the Health and Safety Committee. In order to receive input from the
employees, the meetings shall be publicized two (2) weeks in advance of the date of the
quarterly meeting. The Health and Safety Committee will consider workplace safety and
health conditions by reviewing all possible information. It shall recommend changes in
training, equipment, reporting processes and workflow.

The Harborage will give the Union routine information about specific ongoing health and
safety concerns especially in the areas of Body Mechanics, Infection Control and
Workplace Stress. The Harborage will provide the Union information upon request.

ARTICLE 32. RETIREMENT

The Harborage will provide a 401 (k) plan for eligible employees for the life of the
Agreement. The Harborage will match 100 % of the first 3% the employee contributes,
and will match 50% of the next 2% the employee contributes.

Vesting shall 100% after 3 years of service.
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ARTICLE 33. SUCCESSORS

In the event, the Harborage shall, by merger, consolidation, sale of assets, lease,
franchise, affiliation, or any other means, enter into an agreement with another company,
health care provider organization, hospital, corporation, or individual which, in whole or
in part, affects the existing appropriate collective bargaining unit, then the Harborage
shall make as a condition of such sale or action, that the successor body shall adopt this
Agreement and be bound by each and every provision of this Agreement.

The Harborage shall notify the Union upon signing a letter of intent to enter into such an
agreement and to provide the Union with any and all information sought by the Union for
the purpose of adequately representing its members’ interest with regard to such a
proposed agreement.

ARTICLE 34. STAFFING COMMITTEE

34.1

34.2

343

34.4

Staffing Committee

The parties shall form a Staffing Committee to cooperatively explore ways to ensure safe,
consistent, and efficient staffing. The Staffing Committee shall be charged with
reviewing and addressing issues related to staffing and resident satisfaction. The Staffing
Committee will discuss issues related to staffing levels, quality improvements, job
assignments, safety issues, care standards and staffing experience to recommend
strategies for improvement.

The Staffing Committee shall be made up of three (3) members of the bargaining unit
appointed by the Union and up to three (3) people appointed by the Harborage. Others
may be invited by mutual agreement. Minutes shall be kept and approved before the start
of the next meeting. Canceled meetings shall be rescheduled, if requested by either party,
within a reasonable period and before the next regularly scheduled meeting. The Staffing
Committee may forward suggestions for ways to ensure safe, consistent, and efficient
staffing to the administration. Administration shall review and respond to the Staffing
Committee’s suggestions within ten (10) calendar days.

The Staffing Committee shall meet monthly for the first three (3) months of this
Agreement in order to put together a process for reviewing the data and decision making.
The meetings shall be every other month thereafter.

Time Worked

Time spent at Staffing Committee meetings will be considered time worked. In addition,
bargaining unit members of the committee will be released from work fifteen (15)
minutes prior to the beginning of any meeting of the committee in order to prepare for the
meeting. This time shall also be considered time worked.

Information for the Staffing Committee. The Harborage shall provide the Staffing
Committee with the following data as it becomes available:
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34.5

34.6

34.7

34.8

Patient satisfaction with nursing care
Quality Measures

Daily staffing reports

Turnover and vacancy rates

Work related injuries

Call outs and leaves by unit/shift

Staff Workload

The workload for CNA’s and housekeepers shall be determined by Harborage according
to the needs of the patient hours of care and available staff. The PCC and Housekeeping
supervisor, respectively will prioritize the duties of the staff” as needed to address patient
care needs and staff capacity.

The Harborage will adhere to any staffing legislation that is enacted. Resident safety and
satisfaction are recognized goals of both the Administration and HPAE.

Employee Staffing forms

The Union and Harborage agree to develop Employee Staffing forms within the first
three (3) months of this Agreement. The Employee Staffing forms will be accessible to
the CNA staff to report their staffing and resident safety concerns. Employee Staffing
forms will serve as a formal mechanism for reporting and tracking real time staffing and
resident safety concerns to the Harborage. The Harborage shall investigate and respond to
serious concerns raised in the Employee Staffing forms in a timely manner.

Patient and family concerns

When a difficult situation is identified by staff, a prompt collaborative plan will be
developed with the nursing management and staff in order to address the situation. This
may include setting boundaries with the patient and/or patient’s family and significant
others, consistent with Resident’s Rights, as well as adjusting work assignments. These
types of issues may also be addressed during the Staffing Committee meeting or other
times as mutually agreed to address the effectiveness of the responses. Harborage shall
have the final say on how to respond to patient and family concerns.

Committee Authority

The purpose and functioning of the Staffing Committee is to evaluate data and make
recommendations on processes and strategies. Other than the procedural requirements
outlined above, the Article is not subject to the grievance and arbitration provisions of
this agreement.

ARTICLE 35. EFFECTIVE DATE AND TERMINATION

The term of the Agreement will be May 18, 2018, to May 31, 2021.
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HARBORAGE HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO
LOCAL 5097
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Side Letter of Agreement 1

An employee who is hired into the Machine Operator I position from the laundry or
housekeeping departments shall receive a wage rate which is five percent (5%) greater than the
employee's base rate of pay. An employee who is hired into the Machine Operator I position
from the nursing department shall receive a wage rate which is five per cent (5%) greater than
the employee's base rate of pay minus the employee's certification differential.

An employee who is hired into the Machine Operator II position from the nursing department shall
receive his/her current rate of pay minus the employee's certification differential.

HARBORAGE HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO
LOCAL 5097
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Side Letter of Agreement 2

Bargaining unit members will receive a one-time lump sum payment equivalent to 1 day’s pay at
their base rate of pay minus applicable taxes and withholdings,payable the first pay period after
ratification.

Additionally, the Unon agrees to the 08/25/18 holiday proposal with the agreement that $0.15 is
added to all bargaining unit employee base rates of pay.

HARBORAGE HEALTH PROFESSIONALS AND

ALLIED EMPLOYEES, AFT/AFL-CIO

LOCAL 5097~
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Side Letter of Agreement 3

If the HPAE bargaining units at Southern Ocean Medical Center and Jersey Shore University
Medical Center maintain language in their contracts providing for “immediate access to ESL,” then
the Harborage agrees to include “immediate access to ESL” language into the relevant contract

provisions.

HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO,
LOCAL 5695

HARBORAGE

Poswcyp. Covenr -Dod)

Date: KA NTARS
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Side Letter of Agreement 4

Retirement Transition:

o 2018: 1.5% pursuant to the summary plan description of the current retirement plan

o 2019: $500 bonus payable the first pay period after 1/1/2020 to all bargaining unit
members currently employed as of ratification. These bargaining unit members must be
on payroll as of 1/1/2020 to receive this payout.

o 2020: $500 bonus payable the first pay period after 1/1/2021 to all bargaining unit
members currently employed as of ratification. These bargaining unit members must be
on payroll as of 1/1/2021 to receive this payout.

HARBORAGE

N Cocer- Orvellff

| Date: ’7'! \\\li%

HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO,
LOCAL 5099
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Date: '/ / idg l//;?
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Side Letter of Agreement 5

The parties agree to update the language regarding providing immediate access to ESL in
Articles 6, 17 and 19.

HARBORAGE HEALTH PROFESSIONALS AND

ALLIED EMPLOYEES, AFT/AFL-CIO,

LOCAL 50
pae: _ 2\av\&
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Side Letter of Agreement 6

Side Letter re CNA Recruiting

Upon ratification of a new collective bargaining agreement, the Harborage will start the process
to recruit to fill fifteen (15) current vacant CNA positions.

HARBORAGE HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO,

Goven~Dosd
N% __J_ZLJL\,@W

S [t

Date: i ’/ [Z/_Z‘__ S
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Side Letter of Agreement 7

CNA Certification Classes:

The Harborage recognizes the value of employee’s career development. The Harborage will
provide on-site education classes and books for employees to complete the required education
courses for certification. Upon successfully obtaining the nurses aid certification, the Harborage
will convert the individual to a CNA. If the individual fails the New Jersey Department of Health
Certified Nursing Assistant examination, he/she will be given the opportunity to retake the
examination.

The Harborage will cover costs of classes taken at other accredited New Jersey Departmentof
Health Certified Nursing Assistant programs.

If an employee leaves the Harborage within 12 months of receiving the above-mentioned on-site
education classes and books pursuant to this side letter, he/she must repay the total amount.

HARBORAGE HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO,

Nowa® Coaninidll L
O evwé

Date: \}:\_LL (%

Date: ///ﬁ‘* //1) —
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Side Letter of Agreement 8

Parking Garage Agreement

Both the Union and the Haborage agree to include the topic of building a parking garage on-site
to be used by Harborage employees as an agenda item aqt a Labor-Management Committee
meeting with 120 days after ratification of a new collective bargaining agreement.

HARBORAGE HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO
LOCAL 5097

Nhwof R Corcan O30

Date: l_?/\ _'k_l\_ig.....___..-_.

Bate: 10 fhe g
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Side Letter of Agreement 9

Disaster Relief Efforts

Any staff (up to two (2) in a given year), willing to aid in any FEMA or State declared disaster,
can apply for a 1-week unpaid leave of absence. Any leave of absence for this purpose will be up
to the discretion of the Harborage. If more than two (2) employees apply for such a leave, any
leave for this purpose will be based on seniority. Leave of absence for this purpose will not be

unreasonably denied.

HEALTH PROFESSIONALS AND

HARBORAGE
ALLIED EMPLOYEES, AFT/AFL-CIO,
7
C £ j@»
(\)g,»o»(@ YTy~ W 5
pate: 2L (3 ‘

Sbvon Moy o

Date: f1 /16 //1‘7
U 7
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April 1, 2019 Implementation Date:

The CBA Articles and policies listed below go into effect on April 1, 2019, The applicable
provisions of the Articles below, found in the 2017-2018 CBA, will remain in effect until that
date.

Article 17: Paid Time Off

Article 18: Holidays

Article 19: Eamed Sick Leave

Absenteeism and Lateness policy

Guidelines for Cooperation and Discipline policy

Overtime rules listed in Article 22 Hours of Work and Overtime

HEALTH PROFESSIONALS AND
ALLIED EMPLOYEES, AFT/AFL-CIO,
LOCAL 5097

Date: &/b/l‘o/"‘? Z‘MW%««JL]

54



00°0$ EEVLSS 68'09% olseg 00°0$ 91°LST$ Sv'0€$ olseg
000$ EEVLS$ §9'02L$ winiwalg 00°0$ 91°L9T$ £€°098 wnjweld
00°0$ EEVLSS 00°851L$ sh|d wniwald 00°0$ 91°L52$ 00'6L$ sn|d wnjweid
000°0ST$ JOAQ :ATR[RS I9qUIDIY WES], 000°0ST$ 19AQ) :ATR[RS JIQUIDJY Wea],
000$ L1'995$ 5788 olseg 00°0$ B8E'EBTS £TY$ dlseg
00°0$ LL'995$ 12'89$ wniweld 00°0$ BE'EBTS LL'vES wniweld
00°0$ LL995$ 95°90L$ sn|d whiweld 00°0$ BE'EBTS 8L'7S$ snjd wniwaid
000°0ST$-000°0TT$ :ATR[RS JOqUIDTA UIBS], 000°0ST$-000°0TT$ :ATe[RS JIQUIDJY Wea],
00°0€L$ [4ATA 00°0$ oliseg 00°0L$ 19'L82$ 00°0$ olseg
00°0$ T°085$ 9L'7S$ wniwalg 00°0$ 11°062$ 8E'LTS wniwsalg
00°0% T2°089$ L1'26$ sh|d wniwalg 00°0$ LL°062$ S0°9¥$ sn|d wniwalid
000°021$-000°09$ :AIB[ES JOqUIDJY WL, 000°03T$-000°09$ :ATe[eS IOQUIIJA UIBd ],
000L8$ TT'SLS$ 0008 olseg 00°0LY$ 19'£82$ 0008 olseg
00°0$ 9°909$ 9828 wniwalg 00°0$ ZT'E0ES LZrLs wniwsalg
00'0$ ¥7°909$ 68'99% sn|d wniweald 00°0$ 2T°E0ES 76'2€$ sn|d wniwaid
000°09$-000°0t$ :ATe[eS JOqUIDJY UIEa], 000°09$-000°0b§ :ATR[ES IDQUIDT WL,
00°0VL'LS TT'SLSS 000$ olseg 00°0L5$ 19'L82$ 0008 olseg
00°0$ TT'619% 9L'SL$ wniwsald 00°0$ 09'60€$ 68°L$ wnjwaig
00°0$ 2T619% L1'€S$ Shjd whniwalg 00°0$ 09'60€$ 99'92$ sn|d wniwald
000°0¥$ 1opuy) :ATe[eS JIDqUIDJ Wea], 000°0¥$ 1opuy) :ATe[eS JIDqUIdJA W],
uonnqLyuo) uonnqruo)
Junodoy Surpuads J9A0D) 9N Aeg nox unodoy Surpuads J9A0D) M Aegnox
IEIH [enuuy YieoH [enuuy

asnodg + JIOqUISJAT Wea ], @

Slaquaj\ wea| awl|-||n4

Yoayoshed 184 suonnqriauo [ealpajy

{i A[UQ TDqUISIY wrea ], @

slaquaj\ wea| awi]-||n4
yosyohed 184 suoinqgLIpuoY [eIPaIAl

55



00°0$ 0Z°L0L$ zLe8$ olseg 00°0$ 70°057$ LT°€S$ olseg
0008 0Z°L0L$ 68'391$ winiisdd 0008 70°057$ 99°50L$ wnjwaig
00°0$ 0z°L0L$ STLLeS SNid winiwiedd 00'08 70°057$ G7'8ELS snid wniwalg
000°05T$ 1940 :ATe[eS TOqUIDT Weay, 000°0ST$ 19AQ :ATR[RS JI9qUIDIN WRI],
00'0$ LEBLLS L9'LLS olseg 00°0$ £6'567$ 8E'L$ olseg
00°0$ LE6LLS 8L'E6S wniwsalid 00°0$ £6'967$ 19°65$ wniwalg
00°0$ LE6LLS yLarl$ sn|d wniwaig 00°0% £6°56V$ 9£'26% sn|d wniwaiyg
000°0S1$-000°05T$ :ATR[eS JOQUIDJY W], 000°0ST$-000°03T$ :ATe[eS JOqUIDIY WRd],
0008L$ 26'06L$ 00'0$ olseg 00°0LLS LE'E0S$ 00°0$ olseg
00°0$ 08'L6L$ 62°9L$ winiwa.g 00°0$ 69°L05$ L6'LY$ winiweald
00°0$ 08'L6L$ 99'9ZL$ sN|d wniwsaig 00°0% 69°L0S$ 09°08$ SNhid wniwaig
000°‘0ZT$-000°09§ :ATe[eS JOqUIDJY WRI], 000°0ET$-000°09$ :ATR[RS JOqUIdTY UILd],
00'0ZL'L$ 26'06L$ 00°0$ olseg 00°0LLS LE'€05$ 000$ olseg
00°0$ 58'€€8% ¥2'6€$ wniwsaid 00°0$ 79°0€5$ 96'72$ winiwalg
00'0$ 98'€€8% 09°06$ sn|d wniwalg 00°0$ 79°0€5$ §99°L9$ SNh|d wniwaid
000°09$-000°0t$ :ATe[RS JIQUISIN IR, 000°09$-000°0t$ :ATe[RS JOqUIDIA WIS,
00'0£5'L$ 26'06L$ 000$ olseg 00°000'L$ LE'E0SS 00°0$ olseg
00°0$ 7’1988 L9°LT$ wniwsalid 00°0$ T8'LYS$ 8LELS winiwalg
00°0$ Tr'Lss$ €0°ELS SNhid wniwsalg 00°0$ 28'LrSs Ly'9v$ sNh|d wniwaid
000°0F$ 1opu() :AIe[ES JOqUID WEI], 000°0F$ Jopu) :ATR[RS JOqUID WEI],
uonnqLIuo) uonnqLnuo)
1unodoy Surpuadg J9A0D) I Aeg nox JuNoooy Surpuadsg J9A00 IM Aeg nox
YIEIH [enuuy YIEIH [enuuy

A ATurey + I9qUIDJA Wed ], @

S19qUIS|\| Wea| awi]-||n4
Yoayahey 184 suonnqriyuoy [esipajp|

A (USI)PIYD + JSQUISIAL UIEI], @

SIaqWIaj\ wea) awl|-||n4
Yoayohey 184 suonnqriauo) [eslpap

56



00'192$ 966 Apoe + eskopduryg

60'9914% 21°397% BUPIYD) + wwﬁmoﬁmﬂcm
296814 GILLTS asnodg + sadordurg
$91¢$ c6'8214% Ay askodurg

SUORNYLUINo.)

Jua.LInn) ueld 2/qnonpa(g &mm:\Omwﬁwm

poua g Aeg

ICrIcE 99'6654 Apue + sakordurg
T0'00T$ 818928 e
659728 61°LLTS asnodg 4+ sokopdurg
[y £6'8714 Ay ssdoduryg

et JUa1In e TWNIwIaI
pomag Aeg O Id ! d
8L69¢$ R9°66¢$ Aumeg 4 safordurg
ANCToA S 31°897% (U pD + 2adordurg
£6'89T$ GLLLTS asnodg 4 sokojdurg

T L9% c6'8214% Augy sehopdwy
SUONNLIUGT)

jua1InN) ue[ J snj Wwnmuar

pPorR g Ae g

suonnqrLiyuo) J/d dWLL-)Ied — ue[d [eAPIA
saguey) Iy) Jurue[eqg — SpIemIy [BI0],

57



yadaud

0} aun|iey Yoed Joj ue001d 0} aunjiey yoes Joy saijdde Ayeuad pops Aijeuad / siuswialinbay
sai|dde Ayeuad pop$ uoledyI3ald
winluixejy SWiayoN swnsyrioN sunajroN swnsyoN SuwnsyoN XEA| ON XEN ON Xew oN wnwixew awnay
(x4 3 [e21paA) (x4 78 [e2IPAIA) (x4 78 [e2PaIN) | (x4 8 [eAIPRIN)

. : . ) . " . i 7 G 000°€S/00S'TS | 00S'TS/0SLS | 00S'TS/0SLS {aseys
000'65/0057$ 000'€$/00S'TS | 0000TS/000'SS | 000'L$/00S'ES | 000TS/000'TS WNWIXewW [enuue o)
wnwixepy 19%204-J0-1nQ

%09 shed ue|d %00T shed ue|d 909 shed ueld | %G/ shed ueld %00T shed ueld %0L %58 %00T
3dUBRINSUI0)
000'2$/000°TS 05/0$ 009°€$/008'TS 00S'T$/05L$ 05/0S 009'T$/008% 0085/00%S 0$/0S Anwey/flenpiapul

2[QINpag [enuuy

NOZI¥OH) o = o
(NOZI¥OH) { NYOMIIN | (NOZIMOH) 2D

SYINLIHVA HIAH | 110M3I3N-30-3n0 MHOMIAN siauited HIN 5 i y
NYOMLIN NI ! : NI 10 1n0 NHOMLIN NI HANNI SUOISIAOId UBld

INNINIZYd d AINIAITYd NV1d INIHHND

Sjyoudy YjedH
saguey) ay) Jurdueeyg — SPIEMIY [€)0],

58



Jepuajes Jad xew
omqw\,\ pity-j2m (dde few sywy
J1eah Jepuajed Aouanb
%00T %001 paI2A0) 1oN %00T %00T Jod xew 0058 %001 %001 PSR e
alqonpap SuIpn|pul‘1e3aANUAARId
19Ye %0L
3q1npap Jaye
%09 - Sa1M19e4 Auo "
Jayo ||y 3|q1npa s99) UeDISAUd | sjqronpa
3|q11onpap Ja)e %09 %001 el _th me %00T ‘__wntm n\_umwu %00T Aadins juaneding
paJanc) 10N 1918 %01
— 12ud)-181ng
a(q1Npap J334e %09 Aedos AL popp stineep Aedoo PlaBonPSP | yuawkedossts | %00T
) STS 49148 %00T 13312 %09 13e %S/ STS 43348 %00T Jaye %0L =
Aedod 3/gnonpap 3[qRanpap Aedod a|q1oNpap
3|q1onpap Jaye % i . uawAedod % ISIA 321)40 21ed Auewll
IR EUEH0T | g4 1ovje %001 121R%09 syesst | ssisyemoor | sowesor || §T6 | 00F WRRe d
$32IA19S paiano) Juaneding
2|qidnpap
algquanpap Jaye %09 %00T w__w%u\qﬂ% e %001 e/u e/u 108110 AlaBing
3|qronpap 9lqiAnpsp 3|qRdoNpsp
3|q1Npap Jaye %09 %00T 1BIR%09 1aye %S/ %00T 13348 %0/ 1838 %C8 %00T ueisAyd jusnedu)|
%G8 U3y}
3|q3npap 3|q1onpap ‘JuswAedos )
23|q1onpap Ja}e %09 %001 1B1R %09 - %00T palaAod 10N uolssiwpe %00T woou 91eAld-1wsy
Jad 00S$
%58 UaLL (uoissiwpe]
JuawAedod ;
V/N V/N V/N v/N /N paJanod 10N H— 0$ Jad ‘a|qnonpap aiojad
o pajjdde) Aedo) |eyidsoH|
Jad 0SS )

(NOZI¥OH)
JYOMLIN NI

SYINLYVd HAH

ININIAITYd

HOMISN-40-INO

(NOZI¥OH)
NYOMLIN SHINLYYA HINH
NI

SN1d WNINIYd

S30IAIAS P4an0) Jualiedu|

syyoudy YIedH
saguey)) ay) Surueeyg — SPAEMIY [BI0],

59



3|qnanpap Aedoo 3|qnonpap 3|q1onpap Aedod 3|qnonpap JuswAedon "
13ye %09 STS Ja)je %001 1312 %09 1218 %S/ STS 42148 %00T Jaye %0/ S1S %001 ale Juakin)
3|qronpap Jaye 9 2|gnanpap 2|qi3onpap & . (hiessadaul
1913oNpap JaYe %09 %00T 1312 %09 198 %L %00T %00T %001 %001 Aeapauw) aoinuss aduequ
salouagiawa
sajouagiowa $31oUa8JIaWa-uou -uou s91ouUa84aWa-uou| sajouagiawa-uou ssdieyp
-uou Joy Aedod 00z$ | 10y Aedod 0ozs |4o) Aedod 0ozs| 4oy Aedoo 0ozs | Joj Aedoo pozS 10 %00T — Aedoo) Aedoo 0gs Aedod wooy Auadiawy
'salouasiawa ‘sapussiawa | ‘sapusBiowa | 'sapuasiowa 'sapuasiowa S5 12148 %00T |0SS 4218 %00T
anJy oy Aedop 0§ |anJy Joj Aedo) 0% aniy anuy 1oy Aedo) $| anJy Joy Aedo) 0$ 0S$ 438 %00T
J0) Aedo)d 0%
sa21a198 Auadiaw]
2|q13oNpap Ja1e %09 Aedo alaanpap clanangep Aedo 2APNPDyawidedos STS %00T asnge aduelsqns/yyeay
: . ST$ 4938 %001 13142 %09 Jaye %S/ STS J4934e %001 4ae %0L a
%58 Usyy
3|qnonpap 2|q13onpap uawAedod
2|q13oNpap J8ye %09 %00T 1R %09 Ja3je %S/ %00T pa4ano) 10N uossiLpe 0% 31ed Juanedu|
1ad 005S
asnqy aouelsqns/yljeaH |eIusl
3|qonpsp |l|qidnpasp 3|gionpap a|qRdNpap - sjuswieal} pue sadjalag
2|913oNpap J23e %09 %00T 12 %09 EeE %00T SaLrerscs JSnEses %00T 6 *ABiY 38556
TE3A /SISIA O 1eak /syIsIA O¢
(deaA Jepuajes
Sionipsbse 409 Aedoo ajgnonpap | SriCS R Aedoo Jad xew JuawAedod SigeiEneaN
GRS TS o %00T ooy [ ki SIS Jo1e %00T | 00ST$) %05 sz 19

(NOZI4OH)
NYOMLAN NI

SYINLYVYd HNH

ININTAITYd

yiomiaN
-40-1Q

(NOZI¥OH)
NYOMLIN
NI

SN1d INNINFYd

SYIANLYVd HNH

uayy ‘a|qnanpag

syyoudg YIEIH

SUOISIAOIJ Ue|d

saguey)) ay) Sunueeyg — SPIeMIY [€10],

60



Ue|d UOISIA AIBJUN|OA 33§ "PaIan0d JON ueld uoisip Aiejunjop 33s “palanod JoN

3|q119NPap JS1IE 9 Aecon 249A0D 10| Plauaneap gusumed paJan0d 10N | paianodioN | patanod 10N Sm%”cmwwﬂ\”“
[HH=Rp=p =Y Setd STS 4914e %001 P RGN 194. %S/L 09 GT$ We %00T g 4
sapn|aul) anjundnay
2[9133np3) 3|qnonpap
2|qnoNnpap Jaye %09 %00T g%ﬁ&ﬂ% 12)R %S, %001 1338 %0/ 19148 %58 %001 Juawdinba [eaipaw a|qeing|
b
Jeah sad sysia Jeak Jad sysia 08T Jeak 1ad syisia Jeah Jad susiA 08T UWI| USIA QST
dsoH
3|q1Inpap a|qnonpsp a|qnonpap 2|qnonpap 5 ales 3l
3|q1oNpap 1aye %09 %00T 131 %09 1938 %G %001 18142 %01 1038 %cg %001
Jeah sad sysIA 07T Jeah sad sysia Jeak Jad sysia 07T Jeah sad sysin Jeah sad sysia og
Buisinyl
5 3|q1pnpap a|qnonpap onpsp PR3|I / 2183 papuaixg
3|qnoNpap Jaye %09 %001 18R %09 1o %CL %001 1338 %0/ 19348 %58 %00T
Jeah Jad sysia Jeah uad sysin OzT ISIAOZT Jeah uad sysia seak Jad syisia 09
3|q1npap alnonpap | o . aled y)|eay awoH
3|qnoNpap Jaye %09 %00T 121R%09 1oue %Gs %00T 1214R %01 B D STS %001
3|q1anpap Jaye Aedo 213A0D) 10N | 3]911INpPap JaYe % A8do Slaenpap Slanenpsp 9 sishjel
1913onP3p JaYe %09 ST¢ 12108 %00T P D ION | 3]91INPap JYe %GL ST$ 183 %00T 19342 %01 19348 %58 %001 [elq
3q1anpap a|qnonpap 3|gnonpap 3|qnonpap Adesay] deipaey)
21GRINPaP 238 %09 %001 1338 %09 1318 %S/L %001 194 %0L 19))e %58 %001 pueAdelayjoway) ‘uoiielpey

(1eaA/s3ISIA
0¢ —Adeiayy yoaads) JeaA /s1ISIA 09
Adesay] yoaadg Adesay] yoaads| Adesay] yoaads| AdesayL aads pus Adesay| yoaad Adesay] yoaads| aads pue
puejeuoednadg|  puejeuonednadg|  pue [euonednadg) i pue [euoljednady pue jeuonednado|  |euozednaag)| Adesay] yoaadg
‘|eatshy ‘|ea1sAyd ‘leashyd leuoRedn220 feashyg ‘leatshy ‘leaishyd ‘leaishyd|  pue [euoedndg ‘|edlshyd

(1eah/s:

0€ — AdeJayy yoaads) 1eah /s

A 09 awnayl| Jad uonipuos /s)

A 06

Adesay] yoaads|
pue [euonednaag ‘|eashy

S3VIAIBS 1310

(NOZIYOH)
(NOZIYOH) SYIANLYYd HINIH H0M1aN-30-1n0 NYOMLIAN  SHINLYVA HIN

MNHOMILIN NI NI suoisinoid ueld

IWNIAN3Yd SN1d NNIN3Yd

syyoudy YIEIH
saguey)) 9y} Surue[eyg — SPIEMIY [BI0],

61



*19pJo-|IBAl YSnouyy Jo Adeuwieyd asnoH-u| e paj|ly 3q 3snw suoljdiiosald asueusjuleln

e/u XY @IUBUBUIRIA

sal|ddy e/u FIEVERY SISO
Aoeuwiieyd Ayjeroads s,wndo ‘xyeaolg ysnoauyy Aedod 00g$ ‘Ajddns Aep og 1oy Aedod 0zZT$ s8nup Ayjerdads
(0SES - XBIAl / SZTS - UIN) %0€ Ajddns Aep 06 40) Aedod 0zTS 3leu puesg

(00Z$ - XeN / 08 - UIN) %0€

Alddns Aep-06 404 Aedo2 0/$ pueiq pausaid

Aedo) 578 Ajddns Aep 06 Joj Aedod 0$ EIENED)
(198euey syauag Adewueyd xywnid) Ajddns Aep-g6 — 1apio-jiey — s8niq uonduasaid|
*19pJo-[IeN YSnouyy Jo Adewiieyd asnoH-u| 1e pa||l 39 3shw suondliosaid soueuajulelpl e/u Xy doueusjuiey
e/u 21I3ua Alojepuely
Aoewieyd Ayjeroads s,wnido ‘xyeaolg ysnoayy Aedo) 05TS ‘Alddns Aep og 1o} Aedod 09g s8nip Ayjerdads
(0STS - XeINl / SS - UIN) %0€ sapew.eyd yiomiau Je pJed 3ijauaq uondiuosaid aweu puesg

anoA 8ujsn Ajddns Aep og 4oy Aedod 09$

(00TS - Xe / S€$ - UIN) %0€

salpewleyd yiomiau Je p.ed 31jauaq uondlosald

anoA Sussn Aiddns Aep og Joy Aedod ge$ pueiq pauapid

Aedo) 0TS

*sapewJeyd yiomiau 1e paed jjausg uondiosald

anoA 8uisn Ajddns Aep-gg Joj Aedoo 03 AUy

(198euel syyauag Adewueyd xywnido) Ajddns Aep-og — j1e3ay — s8niq uondudsaid

“J9pJo-|IBIAl YSnoJyy Jo Adewiieyd asnoH-u| e pa||l} 3¢ 3snw suondiiosald ssueusiuleln e/u Xy dUBUBIBA
sal|ddy e/u Jliauan Auorepuely

(Alddns Aep-gg) Aedo) or1$ / (Alddns Aep-og) AedoDd 08 e/u s8nup Ayjendads

{Aiddns Aep-p6) Aedo) 001$ / (Alddns Aep-pg) AedoD 05$ e/u 3leu pueig

(A|ddns Aep-06) Aedo) 0SS / (A|ddns Aep-og) Aedo) ¢z$ e/u puelq palajeld

(Aiddns Aep-pe) Aedo) 01$ / (Aiddns Aep-pg) AedoD g§ e/u Jauan

foeweyd asnoH-u| — s8niq uondudsaid

suoisinoid uejd

syyoudy eI
saguey)) ay) Sunueeg — SPIEMIY [€I0],

62



PapN[OUT 10U dIk ATLJIPIA U0 J0 ‘pokojduro-jjos ‘Sunyiom jou sasnods

puow/oSg .
uefd s, {AH UO PAISA0D 9q 0} §}09]9 Inq 9FLIDA00 UMO JIAY) 0] SSA00E ey asnods Sursrom e J  »

Jdaeyoung [esnodg .
wei3oid uonessad Juryjows 939]duwIod JI pIATRM 9q URD)

puow/0eg o
oxows osnods PoIdA0d IO IOQUIOIN WES] J|
Jgaeydung 03deqoy, .

$dgdaeydang

s)goudy YIEIH
saguey)) oY) Sunue[Ryg — SPILMIY [BI0]

suonduosaid 10§ 0§ Aed .
[019)$9[0YO
Y31y ‘arnssaird poo[q Y31y ‘s230qerp JO SISeISIP OIUOIYD 10J SIOFRUBIA ISINN] 918D PAIBUIPIOOD) OU) )M JIOA o
weIs01d 3180 pIjeuIpioo)
SuTudaI0S [BOIPOW-01q pue ‘[edrIsAyd [enuue ‘JUSSSISSE YSII ).y & 919[dwo)
asnods 10J ()5z$ pue juedronted 10J 067$ o
JANUIU] SURYG-TPA

uRg-IPA — S)YaUdg YIedl
saguey)) ay) sunueeyg — SPIeAMIY [¢I0 ]

63



64




 
 
    
   HistoryItem_V1
   Nup
        
     Create a new document
     Trim unused space from sheets: no
     Allow pages to be scaled: yes
     Margins: left 21.60, top 21.60, right 21.60, bottom 21.60 points
     Horizontal spacing (points): 0 
     Vertical spacing (points): 0 
     Add frames around each page: no
     Sheet size: 5.000 x 7.000 inches / 127.0 x 177.8 mm
     Sheet orientation: tall
     Layout: scale to rows 1 down, columns 1 across
     Align: centre
     Registration colour: CMYK
      

        
     D:20190125122959
      

        
     21.6000
     9.0000
     9.0000
     0
     Corners
     0.3024
     ToFit
     0
     0
     1
     1
     0.5000
     0
     0 
     1
     21.6000
     1
            
       D:20190125122956
       504.0000
       5 x 7
       Blank
       360.0000
          

     Tall
     1307
     916
    
    
     21.6000
     CMYK
     qi3alphabase[QI 3.0/QHI 3.0 alpha]
     C
     0
            
       CurrentAVDoc
          

     21.6000
     0
     2
     1
     1
     0 
      

        
     QITE_QuiteImposingPlus4
     Quite Imposing Plus 4.0k
     Quite Imposing Plus 4
     1
      

   1
  

 HistoryList_V1
 qi2base





