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AGREEMENT

THIS AGREEMENT is entered into as of the 1st day of February, 2020, by and between
WILLS EYE HOSPITAL, located at 840 Walnut Street, Philadelphia, PA (“Employer”) and
the WILLS EYE NURSES AND TECHS/PENNSYLVANIA ASSOCIATION OF STAFF
NURSES AND ALLIED PROFESSIONALS (WENT/PASNAP), located at 1 Fayette Street,
Suite 475, Conshohocken, PA 19428 (“Union”).

ARTICLE 1 RECOGNITION AND PURPOSE

Section 1.1 Classifications Covered. The Employer recognizes the Union as the sole
and exclusive collective bargaining representative of all full-time and regular part-time
professional and non-professional employees including but not limited to Registered Nurses,
Surgical Technicians, SPD Technicians, CPD Technicians and Medications Management
Coordinator; and excluding management level employees, supervisors, first level supervisors,
confidential employees and guards as defined in the Act, and as certified in Pennsylvania Labor
Relations Board Case No. PERA-R-06-29-E.

ARTICLE 2 UNION MEMBERSHIP AND CHECK-OFF PROVISIONS

Section 2.1  Good Standing. All employees who are, or shall become, members of the
Union shall, as a condition of continued employment, remain members of the Union for the
duration of this Agreement. For purposes of this Article, an employee shall be considered a
member of the Union in good standing if the member timely tenders his or her periodic dues to
the Union.

Section 2.2 Fair Share Fee. The Hospital and the Union agree that the following
language of Article 2.2 of this Agreement is presently not valid or enforceable under Janus v.
American Federation of State, County, and Municipal Employees, Council 31, 138 S.Ct. 2448
(2018), and that the following language of Article 2.2 of the Agreement shall have no effect
unless or until Janus v. American Federation of State, County, and Municipal Employees,
Council 31, is held to be no longer valid or held to be inapplicable to the Hospital and its
employees or the current Agreement:

All employees who are not members of the Union, and who do not become and remain members
in the future, plus all new employees who do not become members of the Union upon the
expiration of their probationary period, or as it may be extended, shall, as a condition of
continued employment, pay to the Union a Fair Share fee in an amount equal to the regular
monthly dues of the Association, less the cost for the previous Union fiscal year of its activities
which were not reasonably employed to implement or effectuate the duties of the Union as
exclusive bargaining representative.

Section 2.3 Discharge. Any employee who fails to comply with the requirements of
Articles 2.1 or 2.2 (if deemed enforceable to the Hospital and its employees) shall be discharged
from his or her position within twenty (20) days after receipt of written notice from the Union.

Section 2.4  Dues. Upon receipt of a written authorization from an employee, the
Employer shall deduct from the wages of each such employee regular dues as fixed by the
Union. Deductions will be made from each paycheck. The total amount of the deductions,
together with a report of such deductions listing the names and amounts deducted from each



employee, shall be forwarded to the Union at its principal place of business on a monthly basis
by the fifteenth (15th) of the following month together with a roster showing the first name of
each individual, the last name of each individual, the amount deducted and the employee ID
number shall be forwarded to PASNAP monthly at the postal address and electronic address
provided by the Union in the form of a spreadsheet (Excel or comparable format) by the fifteenth
(15th) day of the following month.

Section 2.5  Sufficient Wages. The Employer shall not be obliged to make dues
deductions of any kind from any employee, who, during any pay period involved, shall have
failed to receive sufficient wages to equal the dues deductions.

Section 2.6  Indemnification. The Union shall indemnify and save the Employer
harmless against any and all claims, demands, suits or other forms of liability that may arise out
of or by reason of action taken or not taken by the Employer for the purpose of complying with
any of the provisions of this Article or any other provisions of this Agreement relating to any
requirements and membership in the Union.

Section 2.7  Check-Off. The Employer shall be relieved from making such check off
deductions from an employee upon his (a) termination of employment, (b) transfer to a job
outside the bargaining unit, (c) layoff from work or (d) approved unpaid leave of absence.

Section 2.8 Employee Information. The Employer agrees, by the 15" day of each
month, to furnish to the Union a list with the names of newly hired employees, their
classifications of work, their dates of hire, employee name changes, employees on leaves of
absence, as well as changes in position and FTE status and the names of terminated employees,
together with their dates of termination. This report shall be provided to PASNAP in the form of
an Excel spreadsheet or comparable format at the electronic address provided by the Union.

Section 2.9  Bargaining Unit Information. Twice per year, in January and July, the
Employer shall submit to the Union a list containing the names, addresses and phone numbers of
all employees in the bargaining unit. This report shall be provided to PASNAP in the form of an
Excel spreadsheet or comparable format at the electronic address provided by the Union.

ARTICLE 3 MANAGEMENT RIGHTS

Section 3.1  General. The management of the Employer’s operations and the direction
of its working forces including, but not limited to, the right to plan, direct and control all duties
and functions performed by members of the bargaining unit, the right to hire, discipline or
discharge employees for just cause, to transfer, promote or relieve employees from duty because
of lack of work or other reasons, the maintenance of discipline, order and efficiency, the right to
establish, revise, maintain and enforce reasonable work standards, schedules, shifts and days and
hours of work, to make from time to time and enforce reasonable work rules, to introduce new
work methods and facilities, and to change or eliminate existing methods whether or not the
same causes any reduction in the working force, or reorganize or combine operations with any
consequent reduction in the working force, is vested exclusively in the Employer; provided that
this Article will not be used for the purpose of discriminating against any employee on account
of membership in the Union. The rights of the Employer are limited only as expressly limited by
the language of this Agreement.



Section 3.2 Supervisor Staffing Work. Supervisors shall not perform bargaining unit
work except when necessary to assure patient care and coverage or due to absenteeism and call-
outs, emergencies, Acts of God, staffing shortages and training.

ARTICLE 4 HOURS OF WORK AND OVERTIME

Section4.1  Work Week. The regular work week for full time employees shall be 40
hours to be scheduled pursuant to this Article as determined by the Employer. Each pay period
shall consist of 80 hours, starting at 12:01 a.m. on Saturday of each week and ending at 12:00
p-m. midnight on the Friday of the following week.

Section 4.2 Hourly Employees.

A. Surgical Unit — Weekdays. During the term of this Agreement, all
employees regularly assigned to the OR or Pre-Op/PACU coverage (“Surgical Unit”) during
weekdays (defined as Monday to Friday) shall be paid on an hourly basis and shall be paid time
and one half (1'%) for (i) all hours worked in excess of forty (40) in one workweek; and (ii) all
hours worked on any day in excess of the employee’s scheduled shift of 8 or 10 hours; provided
that such overtime shall not be stacked or pyramided.

B. Inpatient Unit. All employees assigned to the inpatient unit (“Inpatient
Unit”) shall be paid time and one half (1'%) for all hours worked in excess of forty (40) hours in
one work week. The base wage rate for Inpatient Unit employees is all-inclusive, i.e. there are
no other increments or premiums that apply, including but not limited to shift premiums or
certification increments, except the night coverage differential. If an employee works at least
two (2) hours beyond their regular work day, the employee will be paid time and one half (1-1/2)
for all time worked past the end of the scheduled shift.

C. Surgical Unit - Weekend. Employees assigned to the surgical unit solely
on the weekend (“Weekend”) shall be paid time and one half (1'%) for all hours worked in excess
of forty (40) hours in one work week. The base wage rate for Weekend employees is all-
inclusive, i.e. there are no other increments or premiums that apply, including but not limited to
shift premiums or certification increments, except the night coverage differential.

D. Flexible Positions. Employees designated as “flexible employees” may
work in any of the three work units (Surgical Unit — Weekend; Surgical Unit — Weekday; and
Inpatient Unit) as defined in this Section 4.2, as scheduled by the Employer. These employees’
shifts, hours and days of week assignments will be based on the needs of the Employer and may
be changed as needed notwithstanding the requirements of Section 4.3. For the hours actually
worked in any given unit, the Employer will treat the employee and those hours under the
Contract requirements for that unit. For example, if a “flexible” employee worked 10 hours in
the Surgical Unit — Weekday on a Thursday, that employee would receive 2 hours of overtime
for exceeding 8 hours in one day, regardless of whether the employee worked more than 40
hours that week or was regularly assigned to the Surgical Unit — Weekend (where there is no
daily overtime requirement). There shall be no pyramiding of overtime.

Section 4.3  Work Schedule.

A. The Employer agrees to post schedules, including daily work hours and
shifts, no less than two weeks before the first day listed on the schedule. Each posted schedule



will cover at least six (6) weeks. In addition, the Employer shall post the Call schedule no less
than two weeks prior to the start of each six week schedule. Once posted the schedule shall not
be changed except by the mutual agreement of the Employer and the employee except in the case
of absenteeism, emergencies and unanticipated staffing shortages. Scheduling switches shall be
permitted only with the approval of the Employer, provided, however, that requests for
scheduling switches shall not be unreasonably denied where circumstances permit and employee
skill sets are equivalent.

B. The Employer shall post a monthly availability calendar (“Availability
Calendar”) for each of the Inpatient, OR and Pre-Op/PACU areas, noting, to the extent known
when posted, the days when the number of cases will likely be heavy. Employees assigned and
trained for such areas may sign the Availability Calendar on the days when they are willing to
make themselves available for work beyond their scheduled shift on such day, and note the
length of time that they are willing to make themselves available. Employees may sign for
available shifts up to 10 a.m. on the scheduled day. Employees may remove themselves from the
Availability Calendar up to 7 days before the scheduled day of work.

Section 4.4  Breaks and Lunches. The Employer agrees to provide and schedule at
least one (1) thirty (30) minute unpaid lunch break and two (2) fifteen (15) minute breaks to be
scheduled by the Employer. “Scrubbed in” employees may be scheduled for one (1) one (1)
hour break per shift, provided, however, that 30 minutes shall be unpaid; or such employees may
be scheduled for a 45 minute lunch, with 30 minutes unpaid, and only one 15 minute break to be
scheduled by the Employer. Employees shall be provided the unpaid lunch break no less than
three and one-half hours (3-1/2), and no greater than six and one-half hours (6-1/2), after the
beginning of the employee’s shift, except when necessary to assure patient care and coverage or
due to absenteeism and call-outs, emergencies, Acts of God or unexpected staffing shortages.
By mutual agreement between the employee and the Employer, breaks and lunches may be
combined and/or shortened for the purpose of enabling employees to leave work early when, at
the discretion of the Employer, the employee no longer is required.

Section 4.5  Time Recording. All employees shall be required to accurately and
consistently record their time in a manner to be determined by the Employer, when reporting to
work and when leaving work.

Section 4.6 ~ Weekend Work.
A. For employees regularly assigned to the Surgical Unit:

I. The Employer will provide 90 days written notice to the Union
before scheduling Surgical Unit employees for weekend work on the regular schedule as
required by Article 4.3, which the Employer may otherwise do in its sole discretion.

2. The notice requirement set forth in Article 4.6.A does not prohibit
the scheduling of weekend work in circumstances where such work is required by absenteeism,
emergencies, unanticipated shortages or requirements, medical needs or physician requests.
Employees who work on weekends pursuant to Article 4.6.A shall be paid time and one-half for
all weekend hours actually worked (and not paid pursuant to any contractual guarantee);
provided that this shall not be stacked or pyramided with any other overtime to which the



employee is entitled.

3. Before requiring Surgical Unit employees to work weekends, as
permitted by Article 4.6.A, and provided such work is not on the regular schedule pursuant to
Article 4.3, the Hospital will solicit volunteers so long as such volunteers are fully capable of
performing the required work, without the need for training or certification. If, in the
Employer’s discretion, insufficient qualified persons volunteer for the required overtime work,
the Employer will require qualified employees, in rotating order starting with the least senior
qualified employee, to work; provided, however, that only such employees who are deemed in
the sole discretion of the Employer to be qualified, without the need for training or certification,
shall be eligible for assignment of the required weekend work.

B. For employees regularly assigned to the Inpatient Unit or Surgical Unit-
Weekend, such employees may be required by the Employer to work weekends, and such
employees shall be paid time and one-half (1'2) for hours worked (and not paid pursuant to any
contractual guarantee) in excess of forty (40) hours in one work week; provided that this shall
not be stacked or pyramided with any other overtime to which the employee is entitled.

Section 4.7  Categories of Employees.

A. Full-time employees are those employees regularly scheduled to work 40
hours per week, except that in the event that employees regularly assigned to the Inpatient Unit
are scheduled for shifts greater than 8 hours, a full-time work week may be less than 40 hours,
but not less than 36 hours.

B. Part-time employees are those employees regularly scheduled to work less
than 40 hours per week (or less than 36 hours per week in the case of Inpatient Unit employees
as set forth in Section 4.7.A) but at least 20 hours per week.

C. Per Diem employees are those employees who are not regularly scheduled
to work.

Section 4.8  Overtime Assignments.

A. Except as set forth in Article 23.2 (On-Call), when requiring employees to
work overtime, the Employer will solicit volunteers so long as such volunteers are fully capable
of performing the required work, without the need for training or certification subject to the
requirements of Article 4.8.B. If permitted by applicable law, and in the Employer’s discretion,
insufficient qualified persons volunteer for the required overtime work, the Employer will
require qualified employees, in rotating order starting with the least senior qualified employee, to
work; provided, however, that only such employees who (a) have not yet clocked out when
volunteers are solicited and (b) are deemed in the sole discretion of the Employer to be qualified,
without the need for training or certification, shall be eligible for assignment of the required
overtime work. Otherwise, the Employer will apply the provisions of Article 4.8.B.

B. Subject to the provisions of this Agreement, the Employer agrees to abide
by the provisions of the Prohibition of Excessive Overtime in Health Care Act, as it may be
amended from time to time.



Section 4.9  Shift Cancellations And Reductions.

A. The Employer will not cancel or reduce the scheduled shift of any full-
time employee in the Surgical Unit during any scheduled week day if, as of 5:00 p.m. on the
Friday afternoon preceding the scheduled work week, the Employer has scheduled at least 120
cases for the following work week.

B. The Employer will not cancel or reduce the scheduled shift of any full-
time employee in the Surgical Unit on any week day when a per diem employee is working in
the same area. For purposes of this Article, there shall be three areas: (1) OR, (2) Pre-Op/PACU
and (3) SPD.

C. Before the Employer cancels or reduces the scheduled shift of any full-
time employee in the Surgical Unit, it will first solicit volunteers who are willing to accept the
cancellations or reductions of their shifts in the areas and in the amounts determined necessary
by the Employer, so long as such employees are not otherwise required to perform the remaining
work based on their training, certifications and/or competency, in the discretion of the Employer.
If insufficient qualified employees, in the discretion of the Employer, volunteer to accept the
required cancellations or reductions, the Employer shall implement the required cancellations or
reductions of shifts on a rotating basis starting with the least senior employee in the affected
area; provided the remaining employees have the required training, certifications and
competency to perform the required work.

D. If the Employer violates any of the provisions of this Article, any full-time
employee in the Surgical Unit whose scheduled shift has been cancelled or reduced in violation
of this Article shall be made whole on the days in question.

E. Nothing contained in this Article affects the Employer’s rights under
Article 11.5 (Layoff).

Section 4.10 Night Coverage Differential.

A. Employees required to work after 7:00 p.m., including for hours actually
worked while on-call, shall receive a premium of $3/hour for each hour worked during that shift.

B. For employees regularly assigned to the night shift (7 p.m. — 7 a.m.), the
night coverage differential is added to the employee’s base rate and is included in paid time off
and overtime calculations; otherwise the Night Coverage Differential shall be paid after the
calculation of overtime and other premiums.

ARTICLE 5 PROBATIONARY PERIOD

Section 5.1  General. Newly hired employees shall be considered probationary for a
period of ninety (90) calendar days from the date of employment, excluding any time lost for
sickness or other leaves of absences. During the probationary period, the probationary employee
shall not be eligible for any benefits under this Agreement, unless expressly set forth in this
Agreement, and the Employer may discipline or discharge employees and such discipline shall
not be subject to the Grievance and Arbitration provisions of this Agreement.

Section 5.2 Extension. The Employer may extend the probationary period of any



employee for an additional 30 days worked on notice to the Union.
ARTICLE 6 LEAVES OF ABSENCE

Section 6.1  Eligibility. Employees shall be eligible for unpaid leaves in accordance
with the following:

A. FMLA Leave. The Employer agrees to apply the Family and Medical
Leave Act provisions to all employees eligible under the FMLA and all employees who have
worked at least 1040 hours in the rolling calendar year immediately preceding the request for the
leave of absence.

B. Military Leave. Employees will be granted military leaves in accordance
with applicable laws. In addition, employees will be granted leaves of absence without pay to
attend National Guard and US Reserve training events and other similar involuntary military
obligations.

C. Other Leaves. A leave of absence for personal or any other reason may be
approved by the Employer for a period not to exceed ninety (90) days. An employee who has
been granted a leave of absence pursuant to this Section may request one (1) extension of the
leave for up to another ninety (90) days, which may be granted in the discretion of the Employer.
No more than two (2) employees may be allowed leave at any time pursuant to this Section,
provided, however, nothing in this Section shall be read to prevent the Employer, at its
discretion, from granting additional leaves of absence over the stated maximum should then
existing circumstances permit such additional leaves. Employees who are not otherwise eligible
for FMLA leave, including following the expiration of any FMLA leave, may be granted a leave
of absence under this Section. Requests for “other leaves” shall not be unreasonably denied.

Section 6.2 Benefits. While on an unpaid leave of absence, the employee shall not be
entitled to earn holiday pay, nor to accrue sick leave time or vacation credits. The employee
shall accrue seniority subject to the provisions of this Agreement. During such unpaid leaves of
absence all benefits shall cease except as required by law or the terms of this Agreement. Upon
return from any of the leaves described above, employees shall return to their same or equivalent
position if available.

Section 6.3  Other Employment. Employees on leave of absence shall not be permitted
to accept other employment during such leave. Violators who accept work during otherwise
regularly scheduled working hours shall be terminated. All other violators who work while on
approved leaves of absence shall be subject to termination.

ARTICLE 7 NO STRIKE OR LOCKOUT

Section 7.1  General. During the term of this Agreement and as it may be extended, no
employee or the Union, or its officers, agents, representatives and members, shall in any way,
directly or indirectly, authorize, assist, encourage, participate in or sanction any strike, sit down,
slow down, cessation, stoppage or picketing (where the object of such picketing is to cause any
employee of the Employer to strike, slow down, cease, stop or interrupt his or her work) or
otherwise boycott or interfere with the operations of the Employer nor cause an employee of any
other employer to strike, slow down, cease providing services to, or interrupt or interfere with the



operations of the Employer.

Section 7.2 Picketing. During the term of this Agreement and as it may be extended,
the Union and its officers, agents, representatives and members, shall not in any way, directly or
indirectly authorize, assist, encourage, participate in or sanction any picketing (as defined Article
7.1), strike, sit down, slow down, cessation or stoppage or interruption of work, boycott or
interference with the operations on the Employer.

Section 7.3~ Work Interruption. In addition to any other liability, remedy or right
provided by applicable law or statute, should an employee engage in a strike, sit down, sit in,
slow down, cessation, stoppage or interruption of work, boycott or other interference with the
operations of the Employer during the term of this Agreement, the Union, within 24 hours of a
request by the Employer, shall:

A. Publicly disavow such action by the employees;

B. Advise the Employer’s Human Resources Department in writing that such
action by employees has not been called or sanctioned by the Union;

C. Notify employees of its disapproval of such action and instruct such
employees to cease such action and return to work immediately; and

D. Post notices on the Union’s Bulletin Board advising that it disapproves
such action, and instructing employees to return to work immediately.

Section 7.4 Lockout. The Employer will not lock out employees during the term of
this Agreement or during any extensions thereof.

ARTICLE 8 GRIEVANCE AND ARBITRATION PROCEDURE

Section 8.1  Grievance Steps. Any grievance which may arise between the parties
concerning the application, meaning or interpretation of this Agreement shall be resolved in the
following manner. Nothing in this Agreement prevents an employee or group of employees,
prior to the filing of a written grievance, from informally presenting and resolving any grievance
herein.

Step 1 No more than ten (10) work days after the event or events giving rise to the
grievance occurred or within ten (10) work days after those events reasonably
should have been known, an employee or Union representative may file a written
grievance with the Director of Nursing. A meeting involving the affected
employee(s) and a Union representative will be held no later than seven (7) days
from the receipt of such grievance. The Director of Nursing or her or his designee
will provide a written response to the grievance no more than five (5) work days
after the Step 1 meeting.

Step 2 If no mutually acceptable conclusion is reached during Step 1 of the grievance
procedure, the Union may within ten (10) days of the receipt of the Step 1
grievance response, submit such grievance to the Director of Human Resources or
his or her designee. A meeting involving the affected employee(s) and a Union
representative will be held no later than seven (7) days from the receipt of such



grievance. The Director of Human Resources or his or her designee will provide
a written response to the grievance no more than seven (7) days from the Step 2
meeting.

Section 8.2 Arbitration. A grievance that has not been resolved may, within thirty
(30) days of the Step 2 response, be referred by the Union to arbitration by depositing a demand
for arbitration either by facsimile or by United States Mail addressed to the American Arbitration
Association (“AAA”), with a copy, by facsimile or United States Mail, to the Employer. The
arbitration of grievances shall be conducted through the Philadelphia office of the AAA
according to its Voluntary Rules of Labor Arbitration. In all cases, the decision of the arbitrator
shall be final and binding on the parties and the employee. The arbitrator shall have the authority
only to interpret the Agreement and shall have no authority to add to, modify or change any of
the substantive provisions herein. The cost and the expense of the arbitrator and the hearing
room, if applicable, shall be shared equally by the parties.

Section 8.3 Acquiescence. Failure on the part of the Employer to answer a grievance
at any step shall not be deemed acquiescence, but the employee or the Union may proceed to the
next step.

Section 8.4  Investigation. Subject to staffing and patient care responsibilities, elected
or designated Union representatives shall be given reasonable opportunity to investigate and
process grievances.

Section 8.5  Disciplinary Interview. When a disciplinary interview is scheduled, an
employee shall have the right to have a Union representative present at such meeting.

Section 8.6  Time Limits. All time limits shall be deemed to be exclusive of
Saturdays, Sundays and holidays, and may be extended only by mutual agreement in writing.

Section 8.7  Appeal. Any disposition of a grievance from which no appeal is taken
with the time limits specified in this Article shall be deemed resolved and shall not thereafter be
considered subject to the grievance and arbitration provisions of this Agreement.

ARTICLE 9 ACCESS AND BULLETIN BOARD

Section 9.1  Access. Duly authorized staff representatives of the Union shall, after
notification to the Director of Human Resources or her or his designee, have access to the facility
covered by this Agreement to assist with compliance with the Agreement. Such access shall be
limited to non patient care areas and shall not interfere with the performance of work or disrupt
patient care.

Section 9.2 Union Activity. No employee shall engage in any Union activity,
including the distribution of literature, which can interfere with patient care or the performance
of work during the employee’s working time or in patient or working areas at any time at the
premises at 840 Walnut Street, Philadelphia, Pennsylvania.

Section 9.3  Location. The Employer shall provide a bulletin board within or adjacent
to the nurses’ lounge for the purpose of displaying Union related materials.

Section 9.4  Union Orientation. The Union shall be provided the opportunity to meet



with new nurse orientees during their lunch break on their first day of employment at the
Hospital. The Hospital shall provide the Union President the names, units, job titles, shifts, and
start date of all newly-hired employees at least one week in advance of the orientation.

ARTICLE 10 PERSONNEL PRACTICES

Section 10.1  File Review. Any employee, or the Union, with the employee’s written
consent, shall have the right to review the contents of the employee’s personnel file to determine
any matter affecting such employee. Material addressing an individual’s performance or conduct
shall not be placed in the personnel file without being shown to the individual involved.

Section 10.2  Evaluation Review. Any employee whose job performance or conduct
becomes subject to evaluation shall have the right to participate in a review of such evaluation.

ARTICLE 11 SENIORITY

Section 11.1  Definition. Seniority shall be defined as the total length of time a full time
or part time employee has been employed by the Employer in the bargaining unit since his or her
last date of hire. When two or more employees are hired the same day, seniority order shall be
defined by the length of time the employee has been licensed or certified or alphabetically by last
name if all employees are not required to be licensed or certified. Per Diem employees shall
accrue seniority by the total number of hours worked since their last date of hire. An employee’s
seniority shall commence after the completion of his or her probationary period and shall be
retroactive to the start of his or her probationary period.

Section 11.2  Accrual During Leave. Seniority shall accrue during any layoff or
authorized leaves of absence with or without pay for up to two (2) years.

Section 11.3  Application. Seniority shall apply to the following: vacation accrual and
selection, job bidding, layoff/recall, and in any other scenario specifically addressed in this
Agreement. Seniority shall not be applicable to the scheduling of per diem employees, who shall
be scheduled pursuant to Article 27. Extra shifts/overtime shall be assigned or distributed
equitably, as the case may be, among employees.

Section 11.4  Loss of Seniority. An employee shall have a break in service and lose
seniority when he/she:

A. voluntarily terminates his/her position;

B. is absent from work for 3 consecutive work days without adequate notice
or permission, which shall be deemed a voluntary quit, provided, however, that the employee
shall be excused if the employee submits written proof that it was not physically possible for the
employee to provide such notice;

C. is discharged for just cause;

D. is laid off, or remains on Workers’ Compensation for a period exceeding
one year;

E. fails to report to work in accordance with a notice of recall from layoff
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within three days of the time specified in such notice, provided, however, that the employee shall
be excused from any loss of seniority if the employee submits written proof that it was not
physically possible for the employee to return to work in accordance with such notice of recall;
and/or

F. exceeds the length, or violates the purpose, of an authorized leave of
absence.

Section 11.5 Layoff. In the event of a layoff or downsizing within a classification (i.e.,
Registered Nurse, OR Tech, SPD Tech, etc.), temporary or probationary employees shall be laid
off and then regular full time and part time employees on the basis of seniority, unless employees
within the affected classifications volunteer for layoff and such volunteers are acceptable within
the discretion of the Hospital. Full or part-time employees to be laid off shall receive two weeks’
notice of any layoff controlled by this Article or two weeks’ pay in lieu of notice. Volunteers
may be recalled from layoff pursuant to Article 11.6 based on the employee’s own seniority. In
the event that a less senior full time employee is to be laid off in lieu of a more senior part time
employee, such part time employee must be willing to assume the additional hours if such are
required. An employee who has less seniority than an employee to be laid off may be retained if
such employee possesses special training, knowledge or ability that could not be acquired by the
more senior employee within a reasonable amount of time but not to exceed 30 calendar days.
Laid off employees will be offered per diem status and will have preference for all available
work for which they are qualified over per diem employees.

Section 11.6 Recall. Subject to the provisions of Article 11.4, recall shall occur in
reverse order of layoff on a seniority basis. An employee who declines an offer of recall to a
position working the same number of hours as their position at time of layoff shall forfeit further
recall rights. An employee who accepts recall to a position working a reduced number of hours
or to a unit other than that from which they were laid off shall retain the right of first refusal to
such prior position should it become available in the future.

Section 11.7 Probationary Employees. Probationary employees who are laid off have
no recall rights.

ARTICLE 12 JOB BIDDING AND TRANSFERS

Section 12.1 Postings. When a vacancy in a designated bargaining unit position occurs,
the Employer shall post a notice of such opening for no less than 5 work days. The designated
bargaining unit positions shall be bid as follows:

OR Nurse

Pre-Op/PACU Nurse

Surgical Technician

SPD/CPD Coordinator

Chief CPD/SPD Technician

Inpatient Nurse

Weekend (including all classifications)
Nursing Assistant

Medications Management Coordinator
Materials Clerk
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Section 12.2  Qualifications. The Employer shall award the position to the most senior
bargaining unit employee based on the following qualifications:

. Ability to perform the job.

. Satisfactory work record.

° Approval of the hiring supervisor, which approval shall not be withheld without
documented reasons.

Section 12.3  Promotion or Transfer. An employee who is promoted or transferred shall
serve ninety (90) days as an evaluation period on the new job. If he or she is removed from the
new job during that period, he or she will be returned to his or her former position, if vacant, or
to a comparable bargaining unit position without loss of seniority or other benefits previously
earned. If no position is open, the employee may, at his or her option, (a) be placed on the recall
list or (b) convert to per diem status and have the right of first refusal for their previous, or a
comparable, position when such becomes available.

Section 12.4  Position Outside Bargaining Unit. Any employee selected by the
Employer for a position outside the bargaining unit may be returned at the employee’s or
Employer’s option within 90 calendar days to his or her former position if vacant or to a
comparable bargaining unit position without loss of seniority or other service benefits. If no
position is open, then the employee shall be placed on the recall list.

Section 12.5 Vacant/New Positions. Vacant or new bargaining unit positions will not
be filled by non bargaining unit candidates until such time as the job has been posted and there
are no qualified bargaining unit candidates who have bid on the position.

Section 12.6 Bidding. An employee who is awarded, after bidding, a position shall not
be allowed to bid for any other position for 12 months. Newly hired employees shall not be
permitted to bid for any position until they have completed 12 months of service.

Section 12.7 Employer’s Rights. Nothing in this Agreement shall limit the Employer’s
right to hire from the outside.

Section 12.8 Temporary Reassignments. Temporary reassignments will first be
distributed to available per diem employees who have the required qualifications, training and
competency. If insufficient per diem employees are available, then the required reassignment
will be equitably distributed among full-time and part-time personnel based on qualifications,
training and competency.

ARTICLE 13 DISCIPLINE FOR JUST CAUSE

Section 13.1 General. No employee shall be disciplined or discharged without just
cause. The Employer shall notify the Union in writing within two (2) working days of any
suspension or discharge.

ARTICLE 14 SAVINGS/SEPARABILITY
Section 14.1 General. Should any part of this Agreement or any portion therein

contained, be rendered or declared illegal, invalid, or unenforceable by a court of competent
jurisdiction, or by the decision of any authorized governmental agency, such invalidation shall
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not invalidate the remaining portions thereof. In the event of such occurrence, the parties agree
to meet immediately, and, if possible, to negotiate substitute provisions for such parts or portions
rendered or declared illegal or invalid. Should the parties be unable to agree on substitute
provisions, the matter shall be referred to arbitration as herein provided. The remaining parts
and provisions of the Agreement shall remain in full force and effect.

ARTICLE 15 HEALTH AND SAFETY

Section 15.1 General. The Employer agrees to provide a healthy and safe working
environment and abide by all applicable state and federal health and safety laws. Further, the
Employer agrees to include the nursing staffing guidelines, and any modifications to such
guidelines, as part of Employer Policies and Procedures. The content and adoption of the
staffing guidelines are not subject to the grievance and arbitration procedure. The Employer’s
compliance with the guidelines is subject to the grievance and arbitration procedures.

ARTICLE 16 UNION/MANAGEMENT COMMITTEES

Section 16.1  Joint Union Management and Professional Practice Committee.

A. The Employer and the Union agree to establish a Joint Union Management
and Professional Practice Committee for the purpose of discussing and hopefully resolving any
workplace issues or problems that either party seeks to raise with the other, and in order to
promote professional practice and the highest levels of patient care. This Joint Committee shall
review and make recommendations regarding (1) patient care policies and procedures, (2)
clinical competencies and certifications for bargaining unit positions, (3) training and orientation
programs for bargaining unit positions and (4) staffing. With respect to staffing, the Committee
may review the staffing levels and mix necessary to assure satisfactory patient care. This Joint
Committee shall have no authority to circumvent the grievance process or modify the terms of
this Agreement.

B. The Joint Committee will be comprised of four employees designated by
the Union and four representatives of the Employer as determined by the Employer. In addition,
the Union Representative assigned by PASNAP may attend the meetings of this Joint
Committee.

C. Subject to the procedures set forth in this Article, the Committee shall
meet monthly (tentatively at 2 p.m. on the third Thursday but subject to patient and member
schedules and staffing shortages). The Union shall propose and submit an appropriate agenda, at
least one week in advance of any scheduled meeting, pursuant to the terms of this Article. Both
parties may contribute items for the committee agenda limited only by the scope and purpose of
the Joint Committee, and topics not listed on the agenda shall not be discussed. If an agenda is
not timely distributed, that monthly meeting shall not be held. The Union will prepare minutes
for review by the Employer, which shall be posted in the Hospital and which may be distributed
to all employees upon agreement by the Union and the Employer. The employee members of the
Joint Committee shall be paid by the Employer for the time attending Joint Committee meetings
to the extent that they otherwise would have been scheduled to work.

D. The parties agree that the areas of discussion referenced in this Article,
including staffing levels and mix, as well as any related recommendations, are not part of the
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collective bargaining agreement and any decision or determination on these matters, and the
enforcement of any staffing guidelines, are not subject to the grievance and arbitration
procedures contained in this Agreement except to the extent otherwise set forth in this
Agreement. Further, the Committee does not have authority to enact or implement any
guidelines, policies, practices or decisions, and does not otherwise limit the Employer’s
management rights, nor is the Committee authorized to modify the terms of this Agreement nor
to discuss or resolve grievances or other labor issues.

Section 16.2 Call Committee. The Employer and the Union agree to establish a Joint
Call Committee beginning July, 2013 for the purpose of discussing and making effective
recommendations for the implementation of call; the scheduling, rotation and selection of call
assignments; and picking holiday call. The Joint Call Committee shall have no authority to
circumvent the grievance process or modify the terms of this Agreement, nor shall the Joint Call
Committee supersede the Management Rights set forth in Article 3 of this Agreement if no
agreement can be achieved by the Joint Call Committee as to these issues. The Joint Call
Committee shall be comprised of no more than four (4) bargaining unit employees and four (4)
management representatives. The Joint Committee shall meet as mutually agreeable to both
parties.

ARTICLE 17 JURY DUTY

Section 17.1 General. Employees called for jury duty shall be reimbursed for each
regularly scheduled work day served at their straight time hourly pay rate, up to ten (10)
scheduled hours per day based upon the employee’s regularly scheduled hours of work, for a
maximum of ten (10) days, less any compensation paid or received for the jury duty. To be
eligible for reimbursement, the employee must submit a notice signed by an officer of the Court
stating the number of days of jury duty served, plus the amount of payment due for jury duty.

ARTICLE 18 BEREAVEMENT LEAVE

Section 18.1 General. In the case of the death of a parent, grandparent, grandchild,
spouse, child, stepchild, step parent, brother, sister, mother in law or father in law of an
employee, the employee will be granted up to three (3) days leave with pay within two weeks
after the date of the death from scheduled work days. Part time employees shall be granted up to
two (2) days leave with pay for such relatives within two weeks after the date of the death from
scheduled work days. The employee may be granted additional unpaid days off with Employer
approval.

Section 18.2  Written Verification. Upon request, the employee will provide written
verification of the death. Bereavement leave only shall be paid for days upon which an
employee is scheduled to work.

ARTICLE 19 VACATION/PERSONAL DAYS
Section 19.1 Vacation Accrual.

A. Full-Time Employees. All full-time employees shall accrue annual
vacation, following the completion of their probationary period, as follows:
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Vacation Hourly

Amount Accrual
15 days .0577
20 days .0769

To compute vacation earned each year, the following formula shall be applied: HOURLY
ACCRUAL x HOURS SCHEDULED ANNUALLY = ANNUAL VACATION IN HOURS.

Full-time employees shall be eligible for the following annual vacation pursuant to the terms of
this Article:

Nurses 4 weeks
All others 3 weeks
B. Part-Time Employees. Part-Time employees, following the completion of

the probationary period, shall accrue the above vacation amounts on a pro rata basis based on the
average number of hours worked on a regular basis. Per diem employees shall not be eligible for
vacations.

C. Usage. All accrued vacation must be used within the employee’s
anniversary year, provided, however, that an employee, in addition to any accrued vacation, may
carry over up to one year’s annual accrual past an employee’s anniversary date. Vacations only
may be scheduled after 90 days of employment and will be pro rated during an employee’s initial
year of employment.

Section 19.2  Vacation Scheduling.

A. Vacation requests, by eligible full and part time employees (but not
including per diem employees), shall be made on a first-come, first serve basis provided,
however, that no more than the following number of employees in each of the following
classifications may schedule a vacation at the same time except with the express permission of
the Employer:

2 OR Nurses

1 Surgical Technician

2 Pre-Op/PACU Nurses

1 SPD/CPD Coordinator

2 Inpatient Nurses (no more than 1 in the daytime hours of 7:00 a.m. to 7:00 p.m.
and no more than 1 in the nighttime hours of 7:00 p.m. to 7:00 a.m.)

1 Nursing Assistant

° 1 Medications Management Coordinator

° 1 Materials Clerk

B. Subject to the scheduling limitations in Article 19.2.A., employees who
submit their vacation requests in writing between December 15 and Januaryl15 for the vacations
to be scheduled between Memorial Day and Labor Day (“Peak Vacation Period”) shall be
granted vacation based on seniority as defined in Article 11.1 of this Agreement. Vacation
requests submitted between December 15 and January 15 pursuant to this Section for vacations
during the Peak Vacation Period must be for full one week increments. Vacation requests must
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be submitted in priority order for all available weeks during the Peak Vacation Period and will be
honored in seniority order, that is, the first priority week submitted will be determined for all
employees who submit a request in seniority order before scheduling the second priority week
submitted, which will then be determined in priority order. Vacation requests for individual days
will not be honored for the Peak Vacation Period during the December 15-January 15 scheduling
period.

C. All vacation requests shall be approved or denied, in writing or by other
electronic recorded means, within 2 weeks of the submission of the request except for requests
made in the December 15-January 15 scheduling period for vacations during the Peak Vacation
Period. Vacation schedules for the Peak Vacation Period, based on requests made in the
December 15-January 15 scheduling period pursuant to Article 19.2.B, shall be posted by
February 1 of that year. If the Hospital elects to adopt an electronic recording system for
requesting vacation and/or responding to vacation requests, it shall meet with the Union to
discuss the changes at least 1 month before implementing such change. The Hospital will train
all employees on how to use the new system before implementation.

D. Nothing in Article 19.2 shall be read to prevent the Employer, at its
discretion, from granting additional vacation time over the stated maximums should the volume
of work enable such additional time off to be taken.

Section 19.3  Vacation Pay. Vacation pay shall be based upon an employee’s regular
rate of pay at the beginning of the vacation period.

Section 19.4  Personal Days.

A. All regular full and part-time employees shall be eligible and may
schedule three (3) personal days per year, pro rated for part-time employees.

B. Personal days may be used after successfully completing the employee’s
probationary period. Personal days will be pro rated during the employee’s initial year of
employment through July 1.

C. All personal days must be used before July 1 of each year and may not be
carried over into the next fiscal year.

D. Per diem employees shall not be eligible for paid personal days off.
ARTICLE 20 PAID SICK TIME

Section 20.1 General. All regular full-time employees shall accrue, on a monthly basis,
paid sick time at 1 day per month or up to 12 days per year, starting after the completion of the
employee’s probationary period. Part-time employees days are pro-rated based on the number of
hours regularly scheduled. Employees may accumulate up to a maximum of 60 days. Per diem
employees are not eligible for paid sick time.

ARTICLE 21 HOLIDAYS

Section 21.1  Paid Holidays. The following holidays are considered paid holidays for
full-time and regular part time employees:
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New Year’s Day Thanksgiving Day

Memorial Day Day After Thanksgiving
Independence Day Christmas Day
Labor Day

Holiday pay shall be pro-rated for part-time employees. Holidays which fall on Saturday shall
be observed on the preceding Friday and holidays which fall on Sunday shall be observed on the
following Monday.

Section 21.2  Holiday Pay Eligibility. In order to be eligible for holiday pay, the
employee must work all scheduled hours on the employee’s last scheduled shift before the
holiday, and the employee’s first scheduled shift after the holiday, provided that if the shift
before or after the holiday is not worked due to an FMLA certified reason or due to an
emergency room visit that is covered for payment by the employee’s health care insurer
(“covered ER visit”), then the employee shall be required to have worked all scheduled hours on
the last scheduled shift before the FMLA day off or the covered ER visit and/or all scheduled
hours on the first scheduled shift after the FMLA day off and the covered ER visit. Proof of the
ER visit and coverage shall be required. Otherwise, the employee shall forfeit the holiday pay
and any related premium.

Section 21.3  Per Diem. Per diem employees shall not be eligible for paid holidays.

Section 21.4  Work On Holidays.

A. If an employee is required to work on a paid holiday, the employee shall
be paid time and one-half for all hours actually worked on the holiday, but not including “on-call
hours” under Article 23.2.A. In the event an employee is scheduled to work on a holiday, the
employee shall receive an additional day off to be used within forty-five (45) days of the holiday.
If a requested day off, within forty-five (45) days is denied, the employee will have an additional
thirty (30) days to take the holiday before forfeiture.

B. Recognizing that the Employer works every day of the year and that it is
not possible for all employees to be off on the same day, the Employer shall have the right, to
require any employee to work on any of the holidays specified. However, the Employer will
distribute holidays off on an equitable basis.

ARTICLE 22 PENSION/403(B)

Section 22.1 General. All regular full and part-time employees shall be covered by the
Wills Eye Hospital 403(b) Retirement Plan (“Plan”) or a comparable plan. In each year of this
Agreement, the Employer shall contribute the same percentage amount as contributed for all
other participating employees whether or not part of the bargaining unit, but not less than 2.25%
per year, into such employees’ Plan accounts pursuant to the terms of the Plan. This provision
shall not apply to per diem employees. Notwithstanding the terms of this Article, the parties
agree that the 2.25% mandatory minimum contribution shall be suspended during the term of this
collective bargaining agreement, provided, however, the parties agree that the Union can request
that the suspension of the mandatory minimum contribution only be reopened for renegotiation
at the beginning of the third year of the Agreement, that is, as of January 1, 2022. If the parties
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cannot reach agreement on a reopener at that time, the suspension shall remain in place as is for
the balance of the term of the Agreement. No other contract provision may be subject to
reopening.

ARTICLE 23 WAGES

Section 23.1 Hourly Wage Rates. Effective the payroll week following January 31,
2020, the hourly wages paid to the employees are set forth in Exhibit “A” to this Agreement.
Except as set forth in this Agreement, no employee shall be paid any wage, bonus or benefit
without disclosure to and the consent of the Union.

Section 23.2  On-Call.

A. Call Requirements.

1. The following number of employees in each of the following
classifications may be used for call response during each on-call period:

. 1 OR Nurses
° 1 Surgical Technician
. 1 Pre-Op/PACU Nurses

Nothing set forth in this Article shall prevent the use of employees otherwise assigned to work to
be used to reduce the call requirements subject to patient needs and safety.

2. The “on-call hours” for personnel designated in Article 23.2.A.1
shall be (1) Monday through Friday from 7:00 PM until 11:00 PM; (ii) Saturday from 8:00 AM
until 6:00 PM and (iii) Sunday or holidays designated under Article 21 of this Agreement (which
shall include the actual day of the holiday and the day the holiday is observed) from 8:00 AM to
4:00. Any employee in any department who is working on call and who works beyond the
employee’s scheduled on-call hours on a Saturday, Sunday or holiday shall be paid double time
for all hours worked during that on-call shift, plus any allowed Sleep Time under Article 23.2.G.
There shall be no pyramiding of overtime and additional premium compensation under this
Article.

3. On-Call

a. Weekend SPD/CPD Surgical Coordinators. Employees
hired for work as Weekend SPD/CPD Surgical Coordinators shall not be subject to the call
provisions in this Article but shall be required to work on Saturday and/or Sunday as needed. In
such circumstances, a Weekend SPD/CPD Surgical Coordinator shall be called in by the
Hospital on an alternating weekend basis if there is more than one designated Weekend
SPD/CPD Surgical Coordinator. Further, the Weekend SPD/CPD Surgical Coordinator required
to work on alternating weekend days shall not be eligible for on-call pay for those days but shall
be paid at the employee’s overtime rate.

b. SPD/CPD Surgical Coordinator Call. Regular SPD/CPD
staff members shall be required to be scheduled for call on Saturdays, Sundays and holidays at
times designated in Article 23,2.A.2 of this Agreement on an alternating basis if Weekend
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SPD/CPD Surgical Coordinators are not available for any reason. Any regular SPD/CPD staff
member called in to work on a Saturday, Sunday or holiday shall be paid a minimum of 4 hours
at time-and-a-half rate. Further, any regular SPD/CPD staff member who is scheduled for call
for Saturday, Sunday or holiday hours shall also be paid on-call pay for those days if not called
in to work on the same basis as otherwise set forth in this Article. The remaining provisions of
this Article, not inconsistent with this Section, are incorporated by reference.

4. Nothing contained in this Article prevents the Hospital from
scheduling on-call procedures at any time during the day and advising the employees required
for call of the need to work during any or all of the scheduled hours.

S. On-call obligations shall not be required for hours between 11:00
p.m. and 7:00 a.m. on any day. There shall be no elective cases performed during the on-call
hours on Saturdays, Sundays or holidays.

6. Employees will not be scheduled for “call” on a regularly
scheduled weekday when the employee has off.

7. Weekend call will consist of a Saturday and Sunday, which shall
not be split unless the employee requests that the weekend call be split.

8. Employees may “trade” assigned call shifts with other similarly
skilled personnel provided that both employees notify the Employer and receive approval before
the start of the call shift. The parties agree that the Employer has the sole and exclusive
discretion to reject any requested trade and that decision shall not be subject to the grievance
procedure. The employee who has accepted the trade and been approved by the Employer must
complete the call shift or obtain another suitable replacement, subject to the requirements set
forth in this Section.

B. On-call pay shall apply to all hours an employee is actually assigned to
“on-call” duty as well as time spent traveling to the Employer. When on-call, the employee must
be available immediately by beeper or phone contact from the Employer, shall answer when
called, and shall come in to the Employer immediately when called in. “On-call” employees are
expected to be able to respond to a call and be on duty within one (1) hour after a call is received.
It is the responsibility of the employee to have the employee’s current telephone number on file
in Human Resources and with their Supervisor. On call pay shall cease when the employee
clocks in. Regular pay (versus on-call pay) begins when the employee clocks in and ceases
when the employee clocks out.

C. When called-in to work while “on-call,” the employee will be paid time
and one-half the employee’s regular rate of pay for all hours worked from call, with a minimum
of four (4) hours’ work or pay, whichever is greater, at the time and one-half rate, provided,
however, that an employee who has worked an on-call shift on Saturday and is called back prior
to the end of the Saturday call hours set forth in Section 23.2.A.2 for additional cases shall be
paid double time for the hours required to complete the additional call only (including the four
hour minimum for such additional call). The four-hour minimum will apply only when an
employee has “clocked out” from their shift. Time spent in an “on-call” status at the end or
beginning of one’s regularly scheduled shift is not eligible for the minimum four (4) hour
payment. Employees assigned for “on-call,” during the hours specified in Section 23.2.A., shall
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be paid the “on-call” rate for all hours “on-call.” Employees will not be paid the “on-call” rate
for worked hours paid at time and one-half. An “on-call” employee called in to work from home
on a holiday in which the employee is scheduled off, will be compensated at double-time with a
four (4)-hour minimum.

D. The Employer will schedule employees for “on-call” assignments
equitably and maintain records of all on-call assignments.

E. Employees shall be paid an “on-call” rate of $4.00 per hour while on call
during the hours specified in Article 23.2.A. and not called into work. The holiday “on-call” rate
shall be double the regular on-call rate.

F. Employees shall be provided complimentary on-premises parking if
required to report for work during any “on-call” hours pursuant to the Employer’s established
policy.

G. Sleep Time. Employees who are called in and required to work between
the hours of 9 p.m. and 6.a.m. shall not be required to report for the employee’s next regular shift
until ten (10) hours after the employee has clocked out from actual “on-call” work (“sleep
time”). Employees who are called in and required to work past 1 a.m. shall not be required to
report for the employee’s next contiguous shift, if any, which hours shall be deemed “sleep
time.” The employee shall be paid for “sleep time” hours, that is, the time from the regular start
of the employee’s next contiguous shift until required to report to work, at the employee’s
regular rate of pay. “Sleep time” hours shall not count as hours worked or toward the calculation
of overtime pay under this Agreement or law.

H. On-Call Shifts.

1. Standard On Call — The maximum standard on call shift
obligations for full-time and part-time employees assigned within any six week period, as
necessary, is as follows:

a. Weekday = 3 shifts
b. Weekends = 2 shifts

2. Extra On Call Amounts. If required, extra on-call shift obligations
may be increased, voluntarily or otherwise, within any six week period by the following

a. Weekday = 2 shifts
b. Weekends = 2 shifts

Employees who actually report to the Hospital for, and work, on-call shifts in excess of the
standard on call shifts due to staffing vacancies shall be paid double the employee’s regular rate
of pay as set forth in Exhibit “A” for hours actually worked, notwithstanding the rate set forth in
Article 23.2.C of this Agreement, provided that the additional shifts are not required due to
workers’ compensation leave, family and medical leave or short term and long term medical
leave. This does not apply to the on-call rate in Article 23.2.E, which shall not be increased for
extra on-call shifts.
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3. The total of all on-call shifts in any calendar year for any
employee, not including on-call shifts which the employee voluntarily accepted, without regard
to Article 23.2.H.2, is as follows:

a. Weekday = 32 shifts
b. Weekends = 22 shifts
ARTICLE 24 HEALTH INSURANCE
Section 24.1 Health Insurance Program.

A. General. The Employer shall continue to provide health insurance
through Independence Administrators - Core Plan - Base Plan 1 (Primary $20/Specialist $40) as
set forth in the 2017-2020 collective bargaining agreement, or the equivalent, for all regular full
and part-time employees.

B. Pharmaceuticals. The Employer also shall continue to provide
pharmaceutical coverage through Future Scripts Network, with single deductible of $250 and
family deductible of $500, and retail coinsurance of 10% (Tier 1/Generic), 20% after deductible
(Tier 2/Preferred Brand) and 40% after deductible (Tier 3/Non-Preferred Brand); mail order co-
pays (90 day supply) of $5 (Tier 1/Generic), $35 after deductible (Tier 2/Preferred Brand) and
$75 after deductible (Tier 3/Non-Preferred); and Specialty Drug co-pay of $75 after deductible,
or the equivalent, for all regular full and part-time employees.

C. The Employer also shall maintain dental insurance through Delta Dental,
and eye care through the Employer, or their equivalents, at current benefit levels.

D. Per diem employees shall not be eligible for any coverage.

E. Deductions. Bi-weekly employee payroll deductions for Medical, Dental,
Prescription and Eye Care plans specified in Article 24.1.A.-C. shall continue to be as follows:

Employee Employee Employee Employee
Family + Spouse + Children + Child Only
$281 $233 $207 $171 $119

F. Deduction Increases. Effective July 1, 2021, and July 1, 2022, the
Employer may increase the amount of the employee payroll deductions set forth in Section
24.1.E by an amount equal to the increase applied to the deductions for all other employees of
the Employer whether or not part of the bargaining unit, provided, however, in no event shall the
increase effective July 1, 2021 be more than 6.5% of the employee’s then existing bi-weekly
payroll deduction amount, and, further provided, however, in no event shall the increase
effective July 1, 2022 be more than 6.5% of the employee’s then existing bi-weekly payroll
deduction amount.

Section 24.2  Opting Out of Coverage.

A. Upon providing the appropriate documentation of other medical coverage,
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employees may opt out of the health insurance plan and receive the following bi-weekly
payments on a post-tax basis:

Employee Employee/ Employee/
Single Child Children Spouse Family
$15 $20 $25 $67 $74
Section 24.3  Opting Down.
A. Those otherwise eligible for additional coverage for families, spouses or

children may “opt down” in their coverage and receive the following bi-weekly payments on a
post-tax basis:

If Opt- Employee/ Employee/ Employee/
Down to Family Spouse Children Child
Employee/Child $15
Employee/Children $20
Employee only $47 $41 $33 $27
B. If an employee’s spouse has health insurance coverage available through

his or her employer, the employee’s spouse will no longer be eligible for health insurance
coverage through the Employer provided, however, that the employee in such circumstances will
be eligible for the applicable “opt down” payments. If the employee’s spouse is not employed or
the employee’s spouse’s employer does not offer health insurance, the employee’s spouse
remains eligible for coverage through the Employer, but the employee will have to sign a
certification confirming that. This provision shall not apply to employees as of January 31, 2017
who have existing spousal coverage so long as they maintain such coverage. If such employees
elect to change such coverage and opt out of spousal coverage, they no longer shall be
grandfathered.

Section 24.4 Life, Disability and Other Insurance.

A. Life/Long-Term Disability. The Employer shall continue to provide life
insurance ($50,000) and long-term disability insurance at current levels for the duration of the
Agreement.

B. Additional Coverage. The Employer shall make available to the
employees, at the employees’ option and cost, additional life insurance up to an additional
$50,000 of coverage, and cancer policy supplemental insurance, to the extent available, on a pre-
tax basis.

C. Short-Term Disability. The Employer shall provide all regular full and
part-time employees with short-term disability insurance, which shall provide benefits in the
amount of 60% of the employee’s weekly wages, beginning on the 14th calendar day of a
continuous disability due to sickness or accident, and continuing for a maximum of 90 days;
provided that eligible employees shall pay (50%) of the premium through payroll deductions.
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ARTICLE 25 CONTINUING EDUCATION AND TUITION REIMBURSEMENT
Section 25.1  General.

A. Requirements. The Employer shall provide employees with reasonable
opportunities to satisfy any courses or continuing professional education that is required for
continued employment, such as ACLS, BLS, PALS and Pennsylvania CEU credits, at no charge
to the employees, during regular working hours. The Employer shall pay for external
educational requirements in advance, provided that the employee gives at least 30 days written
notice and the Employer, in its reasonable discretion, determines that internal educational
opportunities are not sufficient to meet any requirements.

B. Other. Employees also may request excused time off to attend other job
specific conferences, seminars and workshops to further professional growth and development,
which shall be granted at the discretion of the Employer, which shall not be unreasonably denied,
given the Employer’s scheduling and patient care requirements. The Employer will make every
effort to accommodate requests of employees for up to two (2) days off per year, without pay, to
attend such continuing education events.

C. Dedicated Funds. Nothing contained in this Article shall limit or affect
any bargaining unit employee’s right to apply for, or be granted use of, any funds dedicated or
available for the use of employees of the Employer, nor shall such use limit the monies available
under Article 25.2.

Section 25.2  Fees/Conference Materials. Up to $5,000 per fiscal year for the entire
bargaining unit shall be made available for the payment of fees and conference materials for
approved continuing education events described in Article 25.1.B. Such funds shall be
distributed equitably and may not be used for any travel, meal or hotel related costs.

Section 25.3 Reimbursement. Full-time employees will be entitled to reimbursement of
$7,000 per calendar year for tuition for courses completed or for obtaining the certifications set
forth in Exhibit “A,” Paragraph 12 in the same calendar year, provided, as to courses (and not
covered by Sections 25.1 or 25.2), the course is job related and approved by their immediate
supervisor. Upon receipt of proof of registration and cost of course or courses, the Hospital will
pay the educational institution directly or reimburse the employee the tuition up to the amount of
the annual entitlement. Employees must provide the Hospital with a copy of the employee’s
official transcript within 30 days of the completion of the approved course. Further, at the time
of the employee’s application for such tuition reimbursement or tuition payment by the Hospital
for courses of study at accredited or recognized educational institutions or at other similar
academic schools or technical institutes, the employee must sign an agreement acknowledging
that, if the employee fails to complete the course or courses of study with a C grade or better, the
employee will have 30 days from the end of the course or courses to fully refund the paid or
advanced tuition to the Hospital or the employee will further agree that the amount of the paid or
advanced tuition can be deducted from the employee’s pay through payroll deduction over the
next year. It is further agreed that the employee who receives tuition reimbursement on
employee’s behalf shall remain employed at the Hospital for one year from the date of the
completion of the course or courses or the employee shall be required, and shall agree as part of
the request for tuition payment, to reimburse the Hospital for any monies paid by the Hospital for
tuition or related charges within the prior calendar year.
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ARTICLE 26 NON-DISCRIMINATION

Section 26.1 General. The Employer and the Union shall not discriminate or harass
employees in violation of any federal, state or local law. The Employer’s policies on non-
discrimination and anti-harassment shall be followed by all applicable personnel, including
employees.

ARTICLE 27 PER DIEMS

Section 27.1 General. Per diem employees shall be considered regular part time
employees within the meaning of Article 1 of this Agreement defining the scope of Union
recognition. Seniority for per diem employees shall be determined by the total number of hours
worked since the per diem employee’s last date of hire. Per diem work opportunities shall be
distributed at the discretion of the Employer, which shall not be exercised unreasonably.

ARTICLE 28 DURATION

Section 28.1 General. This Agreement, as amended, shall be in full force and effect
from February 1, 2020 and shall remain in effect until and including January 31, 2023, and shall
continue in full force and effect from year to year thereafter unless and until either of the parties
hereto shall give the other part notice in accordance with the applicable law, but in no event less
than 60 days written notice by certified mail, return receipt requested, prior to the end of the term
in 2023 or 60 days notice prior to the end of any subsequent year, of an intention to terminate the
contract at the end of the term or at the end of the then current year.

IN WITNESS WHEREOF, the parties hereto have duly executed these presents as of the
day and year first above written.

FOR THE EMPLOYER: FOR THE UNION:

W4~

BillZoda 7
Regional Director

Qb

K = : \/\-\ i .
Kdtelynn R&ton “

~ Chuistone Buske K

regory Passdnénte, CNO/Administrator Christine Burke, RN
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EXHIBIT “A” - WAGE RATES

[All wage increases are retroactive to the payroll week following January 31, 2020.]

1. Full-Time and Part-Time Nurses. Full time and regular part time Registered
Nurses shall be paid hourly wages based upon their years of licensure as a Registered Nurse, as
follows:

Licensure Date Wage Rate Effective Wage Rate Effective Wage Rate Effective
Payroll Week Following | Payroll Week Following | Payroll Week Following
1-31-20* 1-31-21* 1-31-22%

Licensure Date $41.58 $42.41 $43.36

After 3" Anniversary $42.91 $43.77 $44.75

After 6™ Anniversary $43.33 $44.20 $45.19

After 9" Anniversary $43.61 $44.48 $45.48
After 12

Anniversary $44.08 $44.96 $45.97
After 16"

Anniversary $44.49 $45.38 $46.40
After 20"

Anniversary $44.92 $45.82 $46.85
After 25"

Anniversary $45.54 $46.45 $47.50
After 30"

Anniversary $46.00 $46.92 $47.98

*NOTE: Employees will only progress on the scale, and thus wage rates will only
change, effective on the payroll dates listed, without regard to the anniversary date of

licensure.
2. Per Diem Nurses. Per-Diem Registered Nurses shall be paid hourly wages as
follows:
Effective Payroll Week Following 1-31-20 $47.27 per hour
Effective Payroll Week Following 1-31-21 $48.22 per hour
Effective Payroll Week Following 1-31-22 $49.29 per hour
3. Full-Time and Part-Time SPD/CPD Surgical Coordinator.'

(a) Full time and regular part time SPD/CPD Surgical Coordinators shall be
paid hourly wages as follows:

Effective Payroll Week Following 1-31-20 $28.45 per hour
Effective Payroll Week Following 1-31-21 $29.02 per hour
Effective Payroll Week Following 1-31-22 $29.67 per hour

! Employees only progress to the 6 year experience level, and wage rates will only change, effective on the payroll
dates listed, without regard to the anniversary date of experience. This note applies to all employee categories and
not just Surgical Coordinators.



(b) A full time and regular part time SPD/CPD Surgical Coordinator with 6
years of experience in the designated position shall be paid as follows:

Effective Payroll Week Following 1-31-20 $29.02 per hour
Effective Payroll Week Following 1-31-21 $29.60 per hour
Effective Payroll Week Following 1-31-22 $30.27 per hour

4. Per Diem SPD/CPD Surgical Coordinators. Per Diem SPD/CPD Surgical
Coordinators shall be paid hourly wages as follows:

Effective Payroll Week Following 1-31-20 $30.44 per hour
Effective Payroll Week Following 1-31-21 $31.05 per hour
Effective Payroll Week Following 1-31-22 $31.75 per hour

5. Chief CPD/SPD Technician.

(a) The Chief CPD/SPD Technician shall perform all of the duties and
requirements of the CPD/SPD Surgical Coordinator, and as reflected by the Position Description.
This position requires certification in sterile processing. The Chief CPD/SPD Technician shall
be paid hourly wages as follows:

Effective Payroll Week Following 1-31-20 $30.58 per hour
Effective Payroll Week Following 1-31-21 $31.19 per hour
Effective Payroll Week Following 1-31-22 $31.89 per hour

(b) A full time and regular part time CPD/SPD Technician with 6 years of
experience in the designated position as a Chief CPD/SPD Technician shall be paid as follows:

Effective Payroll Week Following 1-31-20 $31.19 per hour
Effective Payroll Week Following 1-31-21 $31.81 per hour
Effective Payroll Week Following 1-31-22 $32.53 per hour

6. Senior SPD/CPD Surgical Coordinator. If designated by the Hospital as a Senior
SPD/CPD Surgical Coordinator, who shall be certified in sterile processing, the employee shall
be paid a premium of $1.25 per hour in addition to the rates set forth in this Exhibit.

7. Full-Time and Part-Time Surgical Technicians.

(a) Full time and regular part time Surgical Technicians shall be paid hourly
wages as follows:

Effective Payroll Week Following 1-31-20 $27.17 per hour
Effective Payroll Week Following 1-31-21 $27.71 per hour
Effective Payroll Week Following 1-31-22 $28.33 per hour

(b) A full time and regular part time Surgical Technician with 6 years of
experience in the designated position, shall be paid as follows:
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Effective Payroll Week Following 1-31-20 $27.72 per hour

Effective Payroll Week Following 1-31-21 $28.27 per hour
Effective Payroll Week Following 1-31-22 $28.91 per hour
8. Per Diem Surgical Technicians. Per Diem Surgical Technicians shall be paid

hourly wages as follows:

Effective Payroll Week Following 1-31-20 $30.44 per hour
Effective Payroll Week Following 1-31-21 $31.05 per hour
Effective Payroll Week Following 1-31-22 $31.75 per hour

9. Nursing Assistant.

(a) Full time and regular part time Nursing Assistants shall be paid hourly
wages as follows:

Effective Payroll Week Following 1-31-20 $18.82 per hour
Effective Payroll Week Following 1-31-21 $19.20 per hour
Effective Payroll Week Following 1-31-22 $19.63 per hour

(b) Full time and regular part time Nursing Assistants who are Certified
Nursing Assistants (“CNA”) and also certified as a phlebotomist shall be paid hourly wages as
follows:

Effective Payroll Week Following 1-31-20 $19.84 per hour
Effective Payroll Week Following 1-31-21 $20.24 per hour
Effective Payroll Week Following 1-31-22 $20.70 per hour

() A Nursing Assistant with 6 years of experience as a full time and regular
part time Nursing Assistant shall be paid as follows:

Effective Payroll Week Following 1-31-20 $19.20 per hour
Effective Payroll Week Following 1-31-21 $19.58 per hour
Effective Payroll Week Following 1-31-22 $20.02 per hour

(d) A Certified Nursing Assistant (“CNA”) and also certified as a
phlebotomist with 6 years of experience as a full time and regular part time CNA (and also
certified as a phlebotomist) shall be paid as follows:

Effective Payroll Week Following 1-31-20 $20.24 per hour
Effective Payroll Week Following 1-31-21 $20.64 per hour
Effective Payroll Week Following 1-31-22 $21.10 per hour

(e) Per Diem Nursing Assistants shall be paid as a full-time Nursing Assistant
as qualified under 9(a) through 9(d).

iii



10. Medications Management Coordinator.

(a) Full-time Medications Management Coordinator shall be paid the
following hourly rates through the term of this Agreement depending on the qualifications held
by this employee:

Minimum 2 years’ experience as a Pharmacy Technician:

Effective Payroll Week Following 1-31-20 $26.63 per hour
Effective Payroll Week Following 1-31-21 $27.16 per hour
Effective Payroll Week Following 1-31-22 $27.77 per hour
Completion of an accredited nursing program Refer to Exhibit “A,” Section 1

(b) A full time and regular part time Medication Management Coordinator
with 6 years of experience in the designated position shall be paid as follows:

Minimum 2 years’ experience as a Pharmacy Technician:

Effective Payroll Week Following 1-31-20 $27.16 per hour
Effective Payroll Week Following 1-31-21 $27.70 per hour
Effective Payroll Week Following 1-31-22 $28.32 per hour

11. Materials Clerk.

(a) Full-time Materials Clerk shall be paid the following hourly rates through
the term of this Agreement:

Effective Payroll Week Following 1-31-20 $19.89 per hour
Effective Payroll Week Following 1-31-21 $20.29 per hour
Effective Payroll Week Following 1-31-22 $20.75 per hour

(b) A full time and regular part time Materials Clerk with 6 years of
experience in the designated position shall be paid as follows:

Effective Payroll Week Following 1-31-20 $20.29 per hour
Effective Payroll Week Following 1-31-21 $20.70 per hour
Effective Payroll Week Following 1-31-22 $21.17 per hour

12. Certification Bonuses - The Employer will pay a $250 certification bonus to full
or part-time employees who are certified by recognized and qualified programs, and on each
required renewal date, as follows:

(a) Certified Nurse Operation Room [CNOR]
(b) Certified Surgical Technologist [CST]
(c) Certified Post-Anesthesia Nurse [CPAN]
(d) Critical Care Registered Nurse [CCRN]

(e) National Certification Board for Ophthalmic RN [NCBORN]
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(f) American Association of Medical Assistants [AAMA] or equivalent

(g) Certified Pediatric Nurse [CPN]

13. Transfers to Flexible Positions.

(a) Nurses who transfer from an existing position designated in Article 4.2.A.-
C. to a “Flexible Position” shall be paid a bonus of $5,000, payable as follows: $2,500 at time
of transfer; $1,250 payable after 6 months; and a final payment of $1,250 payable after one
year.

(b) Surgical Technicians who transfer from an existing position designated in
Article 4.2.A.-C. to a “Flexible Position” shall be paid a bonus of $3,000, payable as follows:
$1,500 at time of transfer; $750 payable after 6 months; and a final payment of $750 payable
after one year.
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