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PREAMBLE

This document contains a Collective Bargaining Agreement between Rhode Tsland Rehabilitation
Hospital, LL.C (herein called the "Employer" or "RHRI”), and the Northern Rhode Island United Nurses
& Allied Professionals, Local 5067 (herein called the “Union").

REHABILITATION HOSPITAL OF RHODE ISLAND AND NORTHERN RHODE ISLAND UNITED
NURSES & ALLIED PROFESSIONALS, LOCAL 5067

ARTICLE 1
AGREEMENT SCOPE
1.1  Recognition

Certified Nursing Assistants: The Employer recognizes the Union as the exclusive collective bargaining
representative with respect to rates of pay, hours of employment and other terms and conditions of
employment for all full-time, regular part-time and per diem certified nursing assistants employed at the
Employer's 116 Eddie Dowling Highway, North Smithfield, Rhode Island facility, but excluding all other
employees, service and maintenance, clerical employees, the medical staff, utilization review nurses,
liaison nurse, educational coordinators, managerial and confidential employees, professional and technical
employees, including registered nurses, per diem therapists, social workers MSW, physical therapists,
occupational therapists, respiratory therapists, licensed practical nurses, physical therapy assistants,
occupational therapy assistants, social workers, and speech/language pathologists and per diem RNs and
LPN;s temporary employees as hereinafter defined, students, guards and supervisors as defined in the Act.

Professional/Technical Employees: The Employer recognizes the Union as the exclusive collective
bargaining representative with respect to rates of pay, hours of employment and other terms and conditions
of employment for all full-time, regular part-time professional and technical employees, including
registered nurses, social workers MSW, physical therapists, occupational therapists, respiratory therapists,
licensed practical nurses, physical therapy assistants, occupational therapy assistants, social workers,
speech/language pathologists, and per diem registered nurses and per diem licensed practical nurses
employed at the Employer's 116 Eddie Dowling Highway, North Smithfield, Rhode Island facility, but
excluding certified nursing assistants and all other employees, service and maintenance, clerical
employees, the medical staff, utilization review nurses, liaison nurse, educational coordinators, managerial
and confidential employees, temporary, and per diem employees, as hereinafter defined, students, guards
and supervisors as defined in the Act.

The parties agree this Agreement shall apply to the Employer if it relocates the Hospital from its current
location.

1.2 Employee means any person employed by the RHRI and covered by this Agreement.
1.3  Full-time Employee 30 Hours

Certified Nursing Assistants - an employee whose regularly scheduled work hours are 30 or more hours
per week.

Professional/Technical employees - an employee whose regularly scheduled work hours are 30 or more
hours per week and includes employees whose regularly scheduled work hours are four shifts of ten (10)
hours each per week or 36 hours per week.



1.4  Regular Part-Time Employee refers to an employee who regularly works or whose regularly
scheduled weekly work hours are eight hours or more but less 30 hours per week.

1.5  Temporary Employee refers to an employee who is hired from outside the bargaining unit for a
limited and specified period of time to fill either a temporary position (not to exceed 180 days) or a
temporary vacancy (not to exceed one calendar year) which has resulted from the unavailability of a full
or part-time employee due to an authorized absence from work. :

1.6  Per Diem Employee refers to an employee who has agreed to be available on an "as needed" basis
upon notification by RHRI. A per diem employee is required to work Twenty (20) hours per month,
including two (2) weekend shifts per month, at the discretion of RHRI.

1.7  Benefits for Temporary and Per Diem Employees Temporary, and Per Diem employees, with
the exception of RN and LPN per diem employees, are not covered by nor are they entitled to any of the
benefits of this Agreement, nor are they entitled to any benefits, other than what is specifically provided
for these Per Diem employees in this Agreement.

1.8  Employment of Temporary Employees - The Employer agrees that temporary, and per diem
employees, including RN and LPN per diem employees, will be employed only for the purposes of filling
positions which are temporary in nature, or to fill in for absent regular employees or to provide adequate
staffing when regular employees cannot be hired for, or are not available to work the hours or days in
question.

1.9  Unlicensed Personnel (Professional/Technical only)- Employees who are hired in positions
covered by this Agreement which require a state license (e.g., physical therapists) but who have not yet
taken their licensure exams will be covered by this Agreement; provided, however, that their continued
employment in a position covered by this Agreement is conditional upon passing the first available exam.
This provision will not apply to RNs or LPNs,

1.10  Definition of Department— In all areas, the word "department" refers to those organizational
groups which are normally headed by a person designated as "Director” or "Coordinator." In such areas,
the word "unit" is used to describe a subdivision of a department.

1.11  Successors and Assigns: This Agreement shall be binding in all respects upon the successors and
assigns of the parties. In the event of an agreement of any kind whatsoever that results in a transfer of
majority ownership, management or operational control, the Employer shall condition the agreement upon
the express written assumption of this Agreement in its entirety by the party or parties assuming such
majority ownership, management, or operational control. Not less than thirty (30) business days prior to
the closing of the transaction, the Employer shall give the Union notice in writing of the agreement or
proposed agreement, including the names and addresses of the transferee(s) and the principals and officers
of the transferee(s). This agreement(s) with the transferee(s) shall include the undertaking of the
transferee(s) to assume this Agreement. The parties agree that a violation of this Article shall be deemed
irreparably harmful to the Union and its members for the purposes of any application of injunctive relief.




ARTICLE 2
UNION SECURITY —DUES DEDUCTION

2.1  Union Membership — It shall be a condition of employment that every employee who is a member
of the Union in good standing as of the effective date of this Agreement shall remain a member in good
standing, Every employee covered by this Agreement employed by the Employer who is not a member
shall become a member of the Union or pay an agency fee within sixty (60) days of the effective date of
this Agreement. Every employee who is employed after the effective date shall become a member of the
Union or pay an agency fee within sixty (60) days of employment and thereafter shall remain a member
in good standing.

The Employer shall notify the Union in writing of each employee hired in a position covered by this
Agreement within five (5) days after the Human Resources Department receives confirmation that the
employee has started work. The notification shall contain the name, complete address, telephone number,
current rate of pay, title of position, and initial schedule, shift, and unit assignment of the employee.

2.2 Dues Deduction —Upon receipt of a written authorization from an employee, the Employer shall,
pursuant to such authorization, deduct regular Union dues or pay an agency fee each pay period from the
wages due said employee. Following the last pay period of each month the Employer shall remit the dues
or pay an agency fee deducted for all employees who have so authorized to the Union along with a list of
the names of the employees from whom dues have been deducted and the amount deducted. All such
authorizations shall remain in effect unless revoked by the employee with sixty (60) days’ written notice.

The Employer shall not be obliged to make dues deductions or pay an agency fee of any kind from any
employee who, during any dues deduction period involved, shall have failed to receive sufficient wages
after all other deductions have been made to equal the dues or pay an agency fee deductions.

It is specifically agreed that the Employer assumes no additional obligations other than those arising out
of the provisions of Section 2.2. The Union hereby agrees that it will indemnify and hold the Employer
harmless from any claims, actions or proceedings by an employee rising from deductions made by the
Employer hereunder. Once the funds are remitted to the Union, their disposition thereafter shall be the
sole and exclusive obligation and responsibility of the Union.

2.3 Access to Premises— Collective bargaining representatives of the Union who are non—erhployees
of the Employer shall have access to the Employer's premises in non-patient care areas for purposes of
administering this Agreement, provided that they give RHRI CEO or his/her designee notice upon their
arrival. -

2.4  Union Bulletin Boards— The Employer shall be required to provide one (1) bulletin board located,
on the third-floor staff room to be used exclusively by the Professional/Technical and CNA bargaining
units for Union business.

2.5  Notification of Changed Policies - Whenever the Employer alters existing or develops new
written policies which affect members of the bargaining unit and which are distributed to members of the
bargaining unit or posted for their information, the Union President shall be provided with a copy of said
policies.

2.6  New Employee Orientation — RHRI will provide and schedule 30 minutes of its new employee
orientation as time for the new union employees to meet with Union representatives.



2.7  Union Leaves of Absence — The Union President or his/her designee(s) shall be given unpaid time
off to attend Union functions, meetings, conferences, and other labor community-related
activities/functions when such meeting(s) conflict with the normal working hours of the President or
his/her designee(s). The Union shall make such requests prior to the participant’s posted time. If the
request is presented after the time is posted, employees may switch or swap. All requests shall be
submitted to the employee’s supervisor with a copy sent to the Human Resources Department and shall
not be unreasonably denied.

ARTICLE 3

SENIORITY
3.1 Seniority Definition -

Certified Nursing Assistants — Seniority for purposes of layoff and recall ("classification seniority") shall
be determined by the number of hours an employee has worked as a CNA. Seniority for other purposes
set forth in this Agreement ("RHRI seniority") shall be determined by the number of hours an employee
has worked for the Employer. ,

The application of classification seniority to layoffs and recalls is governed by subsequent provisions in
this Article. The application of RHRI seniority to holidays, vacations, leaves-of absences and other
applicable subjects is governed by the Articles of this Agreement that deal with those subjects.

Professional/Technical - Seniority for purposes of layoff and recall ("classification seniority") shall be
defined as the length of time an employee has worked continuously in one of the job classifications or
subcategories thereof listed in Appendix D attached hereto. Seniority for other purposes set forth in this
Agreement ("RHRI seniority") shall be defined as the length of time an employee has worked continuously
for the Employer.

The application of classification seniority to layoffs and recalls is governed by subsequent provisions in
this Article. The application of RHRI seniority to holidays, vacations, leaves of absences and other
applicable subjects is governed by the Articles of this Agreement that deal with those subjects.

3.2 . Seniority Calculation

a. Commencement for Certified Nursing Assistants— A new employee's classification
seniority shall commence after the completion of his/her evaluation period and shall be retroactive to the
last date of his/her hire.

An employee's RHRI seniority shall commence after the completion of his/her evaluation period and shall
be retroactive to his/her most recent date of hire by the Employer.

Employees who were originally employed on a temporary basis in a bargaining unit position, and who
subsequently, and without interruption of service, became employed on a regular full, part-time or per
diem basis in a bargaining unit position, shall be credited with all time that they worked in the temporary
position toward their RHRI seniority. '



Commencement for Professional/Technical Employees A new employee's classification seniority shall
commence after the completion of his/her evaluation period and shall be retroactive to the last date of
his/her hire or transfer into a position covered by this Agreement. The classification seniority of other
employees shall date from their promotion to or transfer into their current position/classification for the
first year in that position/classification and during that year they shall retain their seniority in their former
position/classification. At the completion of one year in the new position/classification statement, such
employees will lose seniority in their old position/classification, but will be credited with seniority from
their old position/classification in their new position/classification.

An employee's RHRI seniority shall commence after the completion of his/her evaluation period and shall
be retroactive to his/her most recent date of hire by the Employer.

Employees who were originally employed on a temporary basis in a bargaining unit position, and who
subsequently, and without interruption of service, become employed on a regular full part-time basis in a
bargaining unit position, shall be credited with all time that they worked in the temporary position toward
their RHRI seniority.

b. Computation— For purposes of both RHRI and classification seniority, all qualifying
service shall be credited on the basis of hours worked. For purposes of this section, all paid hours shall be
considered hours worked,

3.3  Loss of Seniority— An employee’s seniority (both RHRI and classification, unless otherwise
noted) shall be lost when he/she:
a. Terminates voluntarily,
b. Isdischarged for cause, and all grievance steps have been exhausted or the time limits therefore
have expired,
c. Islaid off for a period in excess of twelve (12) months.
d. Retires, '
e. Is absent without notifying the Employer for three (3) consecutive scheduled working days,
f. Fails to report to work within five (5) working days following receipt of notification of recall
from layoff, '
g. Fails to return to work upon expiration of a leave of absence or any extension thereof,
h. Ninety (90) days after he/she transfers or is transferred to a position out of the bargaining unit,
i. Per Diem fails to make him/herself available to work the required hours as set forth in the
collective bargaining agreement.

3.4  Layoffs and Recalls — Classification seniority shall apply to the selection of employees for layoffs
and recall therefrom.

When it becomes necessary to lay off employees within the bargaining unit (except for layoffs caused by
major disasters or Acts of God), both the Union and the affected employees shall be notified at least five
(5) days in advance, or the affected employees will receive pay in lieu thereof.

Notwithstanding the language in Section 3.1, in the event of lay off, employees in the affected
classification shall be laid off in the following order:

First, all temporary employees;

Second, all employees still in the evaluation period by inverse order of hiring;
(Note, this would include per diem probationary)



Third, all per diem employees;
Fourth, regular, full and part-time employees by inverse order of seniority,

When the Employer determines the positions affected, it will notify the employee holding positions subject
to layoff and advise them of any vacant positions (taking precedence over posting policy). If vacancies
exist within same position/classification, same shift, and same scheduled hours, within 24 hours those
employees must elect to take a vacant position or accept layoff. If no vacancy exists, within 24 hours of
that notice, those employees must elect to accept layoff or exercise bumping rights.

Affected employee exercising bumping rights must bump most junior employee on his/her shift, in his/her
classification, who has same regularly scheduled hours as the laid off employee, provided he/she is senior
to the employee bumped.

If there is no such junior person, the laid off employee may bump (a) the most junior employee on his/her
shift in his/her classification regardless of hours, or (b) bump the most junior employee in his/her
classification on either of the other two shifts who has the same scheduled hours as the laid off employee,
provided he/she is senior to the employee bumped.

If the laid off employee cannot exercise bumping rights under the above, he/she must bump the most
junior in his/her classification on the other two shifts regardless of scheduled hours, provided he/she is
senior to the employee bumped.

In the event of multiple layoffs, when more than one employee in the same classification and shift are laid
off, choices of bumping will be exercised by seniority. The most senior of the laid off employees will
choose first which of the junior employees among those subject to bumping he or she will bump. Then
the next most senior laid off employee will choose.

Rights of employees bumped - The employee bumped by an employee designated for layoff will have
the same bumping rights as the laid off employee. However, any employee, bumped by an employee who
was bumped by a laid off employee, may only bump the most junior in his/her classification regardless of
shift, provided he/she is senior to the employee bumped, or accept layoff.

Employees who have been laid off shall be recalled (re-employed) in the inverse order of their layoff.

Employees will be notified of recall from layoff by certified mail and shall have five (5) days from the
date of the postmark to respond. It is the employee's responsibility to make sure the appropriate RHRI
personnel are in possession of the employee's current mailing address and telephone number.

Employees who have been laid off shall remain on the recall list for a period not to exceed six (6) months
from the date of layoff.

Employees on layoff shall not be denied further consideration for recall (reemployment) by declining to
accept reemployment to a position on a different shift or with different weekly -hours than the position
from which they were laid off.



3.5 Seniority Lists
For Certified Nursing Assistants:

a. The Employer shall furnish a complete and true electronic copy of the seniority list to the
Union before the first day of May in each year, Seniority lists shall include the name, employee number
and the date of hire, promotion or transfer of each employee on the list.

b. The Employer shall post all required seniority lists in all departments where bargaining
unit employees work. Employer to post seniority lists in the following locations: second floor Nursing
Staff Room, third floor Nursing Staff Room. The initial list required by subparaph a. above and each list
posted annually thereafter, shall be considered correct unless the Union notifies the Employer to the
contrary within thirty (30) days of posting. Lists will be removed after the thirty (30) day posting period.
In the event that there are challenges within the thirty (30) day posting period, they may be resolved under
the grievance provisions of this Agreement. In addition to the list required by subparagraph a. above, the
Employer or Union may object to placement of employees on the quarterly list, but any objections that
cannot be resolved by mutual agreement will be reserved and resolved at the time of the annual list
pursuant to the grievance provisions of this Agreement.

For Professional and Technical Employees:

a. The Employer shall furnish a complete and true electronic copy of the seniority list to the
Union before the first day of May in each year. Seniority lists shall include the name, employee number
and the date of hire, promotion or transfer of each employee on the list.

b. The Employer shall post all required seniority lists in all departments where bargaining
unit employees work. The posting shall contain seniority lists by classification for all employees working
there. Employer to post seniority lists in the following locations: outpatient ground floor staff room,
inpatient staff room/one each for OT; PT; Speech, second floor Nursing Staff Room, third floor Nursing.
Staff Room, Respiratory Staff Room. The initial list required by subparagraph a. above and each list posted
annually thereafter, shall be considered correct unless the Union notifies the Employer to the contrary
within thirty (30) days of posting. Lists will be removed after the thirty (30) day posting period. In the
event that there are challenges within the thirty (30) day posting period, they may be resolved under the
grievance provisions of this Agreement. In addition to the list required by subparagraph a. above, the
Employer or Union may object to placement of employees on the quarterly list, but any objections that
cannot be resolved by mutual agreement will be reserved and resolved at the time of the annual list
pursuant to the grievance provisions of this Agreement.

3.6  Seniority for Licensed Personnel — Employees who are hired contingent upon passing a state
licensure exam will not acquire seniority until they have successfully passed their licensure examinations.
At that time, their seniority will relate back to their date of hire in the position in question.



ARTICLE 4
POSTING POSITIONS

4.1 Posting - Vacancies for jobs in the bargaining unit, excluding temporary vacancies and positions,
shall be posted on the Human Resources Office bulletin board for a period of seven (7) working days prior
to filling them or other such posting process that is mutually agreed upon by the parties (e.g., internet
posting). Upon request, the Union President will be furnished with a copy of all such postings at the time
they are posted.

The posting shall be standardized and contain the qualifications and requirements for the position as
determined by the Employer, and shall indicate the initial unit, shift and hours. The current job description
for the position will be posted or the posting will include a statement of where a current job description
may be obtained. ' "

4.2  Application and Selection - Employees may apply for such vacancies by submitting an
application in writing to the appropriate RHRI official. At the close of the posting period, the Employer
shall review all applications and shall interview all qualified applicants. In order for an employee to be
eligible for consideration for a vacancy, the employee must have completed six (6) months service in their
current position.

Appointments to the vacant positions shall be based upon qualifications. When qualifications are equal in
terms of education, training, experience, ability and previous employment record, RHRI seniority shall be
the determining factor in filling vacancies. Qualified applicants within the bargaining unit shall be given
first preference over applicants from outside RHRI. In addition, when there are qualified applicants from
the Landmark Medical Center for a position within this bargaining unit, such applicant will be given
preference over applicants from outside RHRI. So long as the Employer complies with the procedural
requirements of the Article in filling the position and so long as the Employer's determination of
qualifications and the equality thereof is not made for arbitrary or capricious reasons, it shall not be subject
to the grievance and arbitration provisions of this Agreement..

43  Promotion Outside the Bargaining Unit - The parties recognize that promotions to positions
outside the bargaining unit are not appropriately a subject of collective bargaining. However, the
Employer wishes to reassure the Union that it recognizes the desirability of promoting from within the
bargaining unit to higher level positions and expects to follow that policy whenever appropriate. The
parties recognize that the Employer's decisions in this regard are not subject to the grievance and
arbitration provisions of this Agreement. When such positions are posted, they will be posted on the
Human Resources bulletin board.

4.4  Part-Time Vacancies - Whenever the Employer determines that there is a need for additional
work in a position within the bargaining unit, but that such work additional work is available for a period
of time of less than forty (40) hours per week, such additional work may be offered to those part-time
members of the bargaining unit who are working in the same classification and unit as is required for the
additional work and, in the event that qualifications are equal, seniority will prevail; provided, however,
that any person accepting these additional hours must continue to work his/her existing hours and may not
assume more than a 40-hour per week schedule and provided, further, however, that, if the additional
hours include weekend hours, such person may be required to work those weekend hours in addition to
the weekend hours normally worked in his/her regular part-time position.

4.5  Temporary Vacancies/Positions - The duration of a temporary position shall be limited to one
hundred eighty (180) days or less. If the position is to be continued beyond 180 days, it shall be handled
as follows:



a. If the position/vacancy was initially filled from outside the bargaining unit and is to be
expanded to include additional hours, or is to be made a regular position, it shall be posted and filled
pursuant to Sections 4.1 and 4.2 above,

b. If the position/vacancy was initially filled from inside the bargaining unit and is to be
expanded to include additional hours or is to be made a regular position, then it shall be first offered to
the incumbent. In the event that the incumbent is not interested in the expanded or permanent position, be
posted pursuant to Sections 4.1 and 42 above.

4.6  Contract Coverage of Regular Employees in Temporary Positions - Regular employees who
voluntarily assume a temporary position shall continue to be covered by the terms and conditions of this
Agreement and shall not forfeit any accrued rights or benefits.

4.7  Applications by Absent Employees - Employees who are using earned time or are on a paid or
unpaid leave of absence may apply for vacancies occurring during their absence by filing an application
with the Employer, but the Employer will have no obligation to notify them of such vacancies other than
by posting as above provided, and by providing the Union with a copy of the postings, as above prescribed.

4.8  Posting Temporary Position When Job is Made Permanent — If any temporary position
becomes permanent, it must be posted as a permanent position, subject to paragraph 4.5.

4.9  Filling Positions - When the Employer learns that a position will become vacant, the Employer
will determine whether the position will (i) be abolished; (ii) remain the same; or (iii) change. If the
Employer determines that the position will not be abolished, the position will be posted. A successful
. applicant shall be placed in the position no later than ninety (90) days following selection.

4.10 Bulletin Board Postings - At the beginning of each month, the Employer will post on the Human
Resources bulletin board a list of all vacancies posted during the preceding month which have not yet been
filled. This posting is for informational purposes only. A copy of the list will be sent to the Union
President.

4.11 Upgrading Positions (Professional/Technical Unit only) — When an employee in the bargaining
unit, through further education, becomes qualified for a position which is promotional from the
employee’s then current position, and staffing patterns justify creating the position, then the Employer
shall have the right to convert the employee to the new position without posting. The Employer will notify
the Union of such promotional conversions.

4.14 Fulltime Desirability In recognition of the importance and desirability of creating fulltime
positions, the Hospital agrees to use its best efforts to create fulltime positions.

ARTICLE §
MANAGEMENT’S RIGHTS

5.1  Except as expressly limited to the provisions of this Agreement, the Employer retains all the rights
which preexisted this Agreement, including, without limiting the foregoing, the right to: manage the
operations of RHRI and direct the workforce; hire employees of its own selection; maintain order and
efficiency; extend, maintain, curtail, consolidate or terminate its operations; determine the size and
location of its facility or facilities; determine the type and amount of equipment to be used and the
assignment of the work; transfer employees; discipline, suspend and discharge employees for just cause;
lay off for lack of work; determine the number of, and assignment to, shifts, departments and units, the
number of days in the work week, hours of work and the number of persons to be actively employed by
the Employer at any time; employ temporary employees; post and require employees to observe rules and



regulations; determine the methods and scheduling of services to be performed by employees, including
the means and processes of such services; set standards of professional conduct, productivity and
performance and maintain performance records for all jobs; subcontract work; permit supervisory
employees to perform bargaining unit work; and, in general, to determine what work should be performed
as well as when, where, how and by whom such work shall be performed,

5.2 The parties acknowledge that during the negotiations, which resulted in this Agreement each had
the unlimited right and opportunity to make demands and proposals with respect to any subject or matter
not removed by law from the area of collective bargaining, and that the understanding and agreements
arrived at by the parties after the exercise of that right and opportunity are set forth in this Agreement.

ARTICLE 6
NON-DISCRIMINATION

6.1  The Employer agrees that it will continue its policy of equal employment opportunity for all
qualified persons without discrimination on the basis of any individual’s race, color, national origin,
religious affiliation, sex, age, handicap or any other protected classes under state, federal or local laws.
Subject to Article II, the Employer and the Union agree that there will be no discrimination against any
employee because he/she is or is not a member of the Union or because he/she engages in any activities
protected by the National Labor Relations Act.

6.2  Personal pronouns used in this Agreement are for convenience only and do not denote gender.

ARTICLE 7
EVALUATION/NEW EMPLOYEES

7.1  Evaluation Period — Newly-hired employees must complete an evaluation period of one hundred
eighty (180) calendar days from the date of employment. With the agreement of the Union, the Employer
may extend the evaluation period for individual employees for up to an additional ninety (90) calendar
days,

7.2 Copies for New Employees - All newly-hired employees shall receive a copy of the job
description and performance standards which cover the employee's position, a notice of the unit(s) to
which the employee is assigned, and a copy of the current collective bargaining agreement. New
employees will also receive a written notice of their starting rate. The Union shall be copied regarding all
correspondence concerning the implementation of this Article.

7.3 Orientation for New Employees - All newly-hired employees shall be given a job orientation by
the Employer, the content and extent of which will be determined by the Employer, taking into
consideration the background and experience of the employee. During the employee's first day in his/her
department unit, and before receiving an initial assignment, the employee shall be oriented to essential
department policies and procedures, equipment operation and location, that is necessary to perform the
assigned tasks.

7.4  Discharge - During or at the end of the evaluation period, the Employer may discharge any such
employee at will and such discharge shall not be subject to the grievance and arbitration provisions of this
Agreement.

In the event that an employee is to be terminated during or at the end of the evaluation period, the employee

may request an exit interview with the Director of Human Resources and, upon request, shall have the
right to have a Union representative present during the interview.

10




ARTICLE 8
MAINTENANCE OF HEALTH

8.1 Exams— Employees may be required to successfully pass a physical examination, which may
include a chest x-ray and other required tests. This may include mandatory vaccinations and flu shots.
After initial testing, and from time to time, the Employer may require additional examinations and tests,
when, in the judgment of RHRI, such additional examinations and testing are warranted. Such
examinations and testing shall be provided by RHRI at no cost to the employee.

8.2  Occupational Health — Any employee absent due to illness or injury for a period of three (3)
consecutive scheduled working days or more, or in the case of part-time employees, one (1) calendar
week, must receive medical clearance to return to work. Any employee wishing to return to work after
lost time due to an on-the-job injury must make an appointment with Occupational Health or designee and
receive medical clearance prior to returning to work. Employees wishing to return to work after lost time
due to non-work related injury or illness must receive written medical clearance to return to work from
their private physician.

ARTICLE 9
GRIEVANCE PROCEDURE

9.1  Definition - A grievance is defined as any dispute between RHRI and the Union concerning the
interpretation, application or meaning of any of the express provisions of this Agreement.

For the purposes of this Article, the term “employee” shall mean an individual employee, a group of
employees, or the bargaining unit as a whole.

In the case of an individual grievance, the employee is expected to discuss the situation with his/her
supervisor before proceeding to Step 1.

9.2  Grievance Time Limitations — All grievances must be initiated within fifteen (15) calendar days
after the alleged violation or cause of the grievance has become known to the employee involved, or the
Union. Inthe case of an alleged grievance which affects the bargaining unit as a whole, or in a case when
the alleged grievance results from an action above the level of the supervisor, the Union may initiate the
grievance at the appropriate step of the grievance procedure.

Failure on the part of RHRI to answer a grievance at any step shall not be deemed acquiescence to or
acceptance of the grievance. In such cases, the grievance may be processed to the next step in the
grievance procedure.

The parties may by mutual consent extend any of the time periods provided for in this Article. Nothing
contained herein shall prevent the parties by mutual agreement from holding informal discussions
regarding the intent or interpretation of any of the provisions of this Agreement,

In the event that the Employer and the Union cannot agree on the proper interpretation of this Agreement
with respect to the Employer’s rights and obligations hereunder, the Employer shall have a right to take
the matter to arbitration so that it may seek official clarification before proceeding to take action. The
Employer agrees not to abuse this right.

Except as provided above in this Section 9.2, in computing the time periods set forth in this Article,
holidays and weekends shall be excluded.
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9.3 The Grievance Procedure

Step 1 — A meeting shall be held between the employee(s) (who may be accompanied by a Union
representative if requested by the aggrieved employee(s)) and the immediate supervisor to discuss the
alleged grievance. The immediate supervisor shall render a decision in writing within three (3) working
days following the meeting.

Grievances presented at this Step and at subsequent steps must be reduced to writing on a standard
grievance form and specifically refer to the provision(s) of this Agreement on which they are based, and
signed by the aggrieved employee(s) and a Union representative. The parties shall make a good faith
effort to resolve disputes prior to moving to Step 2. Either the Union or the grievant may amend the
grievance at any time up to and including, but not after Step 3. ’

Step 2 — If no satisfactory settlement is reached, the grievance shall be presented in writing within five (5)
working days of the decision of the supervisor at Step 1 by a Union representative to the appropriate
Director or designee. The appropriate Director or designee shall meet with a Union representative and, if
appropriate, with the aggrieved employee to discuss the alleged grievance. The Director or designee shall
render a written decision within three (3) working days of the meeting.

Step 3— If no satisfactory settlement is reached at Step 2, the grievance may, within five (5) working days
after the receipt of the written decision at Step 2 above, be submitted in writing to the Director of Human
Resources or his/her designee. The Director of Human Resources or his/her designee shall meet with the
representatives of the Union to review the alleged grievance within seven (7) working days of the receipt
of the grievance. The Director of Human Resources or his/her designee shall render a written decision
not later than five (5) working days after the meeting.

9.4  Arbitration— If the grievance is not resolved pursuant to the foregoing procedure, the Union may
submit the grievance within twenty (20) working days after completion of Step 3 of the grievance
procedure, to the American Arbitration Association for selection of an impartial arbitrator in accordance
with the Voluntary Labor Arbitration Rules of the American Arbitration Association.

Nothing contained herein shall prevent the parties from mutually agreelng to an arbitrator as long as the
time limits set forth are adhered to.

9.5  Authority of the Arbitrator— The Arbitrator shall have jurisdiction only over disputes arising out
of grievances, as defined in paragraph 9.1, and shall have authority only to interpret the terms and
provisions of this Agreement and to render a decision and remedy which he/she deems to be appropriate.
The Arbitrator may not add to, subtract from, or modify any of the terms or conditions of this Agreement.
The decisions of the Arbitrator shall be final and binding on all parties. The fees and expenses of the
Arbitrator shall be shared equally by the Employer and the Union.

9.6  Discharge or Other Discipline — The Employer may warn, suspend, demote or discharge an
employee for just cause. In determining just cause, the Arbitrator shall take into account the special
circumstances of a rehabilitation health care facility, including the impact of an employee’s performance
and behavior on patients’ safety and health, and on the licenses or accreditation of RHRI and its
employees.

In all cases of discipline, including discipline for acts or omissions of a criminal nature, an Arbitrator shall
conclude that the facts alleged by the party having the burden of proof are true if they have been proved
by a preponderance of the evidence.
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ARTICLE 10
LEAVES OF ABSENCE

10.1 Requests, Duration— The Family and Medical Leave Act of 1993 (FMLA) entitles eligible
employees to take up to twelve (12) weeks, unpaid, job-protected leave each year for certain family and
medical reasons. [The Rhode Island Parental and Family Medical Leave Act (the Act) allows for thirteen
(13) consecutive weeks in any two calendar years.] Any leave of absence granted to an employee under
this Article which would be considered a leave of absence covered by FMLA or the Act will run concurrent
with the employee’s FMLA and the Act leave of absence entitlement. The Employer agrees to abide by
FMLA and the Act regulation. All employees may apply for unpaid leaves of absence for illness, personal
injury, and disability connected with maternity and work-related injuries; employees will only be required
to utilize PTO when mandated by Hospital policy but upon request shall not be required to use PTO for
work-related injuries regardless of hospital policy. In addition, employees with (1) year of service or more
may apply for unpaid leaves of absence for maternity (beyond period of disability) and work-related
injuries. Each such request for leave of absence must be submitted in writing to the employee’s department
head and be authorized in writing by the appropriate Vice President. The Employer agrees to review each
leave request and give it fair consideration. The Employer retains the right to deny any such request and
to limit the duration of any leave granted; provided, however, that requests for leaves for illness, personal
injury and disability connected with maternity will be denied only on the grounds that the employee has
failed to document medical necessity for the leave to the Employer’s satisfaction

If RHRI has reason to doubt the validity of a medical certification, it may require the employee to obtain
a second medical opinion at RHRI’s expense. RHRI may designate the physician to furnish the second
opinion, but that physician may not be employed on a regular basis by RHRI. RHRI may not regularly
contract with or otherwise regularly utilize the services of the physician furnishing the second opinion.

If there is a disagreement between the employee’s health care provider and RHRI’s designated physician,
the employee will be evaluated by a third health care provider selected by RHRI and the employee. The
third opinion shall be at RHRI’s expense and shall be final and binding.

If RHRI requires the employee to obtain a second or third opinion, RHRI must reimburse the employee
or the family member for any reasonable out of pocket travel expenses incurred to obtain the second or
third medical opinion. RHRI may not require the employee or family member to travel more than 60
miles for purposes of obtaining the second or third medical opinion except in very unusual circumstances.

10.2  Accruals - Employees shall continue to accrue seniority on the basis of their regularly scheduled
hours immediately preceding such leave.

10.3 Insurance Coverage —Employer contributions to insurance coverages shall be continued during
an approved FMLA leave of absence and other approved leaves of absence, consistent with Hospital policy
and federal law under the ACA.

10.4  Failure to Return, Accepting Other Employment — Failure to return to work after expiration
of leave of absence, or acceptance of employment during a leave of absence, shall constitute a voluntary
termination with RHRI.

10.5 Medical Verification— The Employer shall have the right during every approved leave of absence
for illness, injury or disability connected with maternity exceeding thirty (30) calendar days to require the
employee to submit medical verification of the employee’s status for each subsequent thirty (30) day
calendar period such leave continues; provided, however, that no such verification will be required for
any period covered specifically by a previous verification.
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10.6 Extensions — Applications for extensions of leave of absence for illness, injury or disability
connected with maternity must be made in writing before expiration of the original leave, must be
accompanied by satisfactory medical documentation and must be approved before such expiration by the
appropriate Vice President.

10.7 Return to Work — Upon return to work after completion of a leave of absence, the Employer shall
offer reinstatement to the employee’s former position, if it is available, or if not, to the first available
comparable position. The employee’s failure to accept reinstatement consistent with this paragraph shall
result in the voluntary termination of employment with RHRI; provided, however, that if the employee
refuses to accept the same or comparable which is on a different shift from the employee’s regular shift,
he/she will retain the right to be offered subsequent comparable openings for a period of 90 days following
completion of the leave. For purposes of this paragraph a position is comparable if it is in the same
seniority group and has the same weekly hours. For a fully unpaid authorized leave (including medical,
maternity, parenting or adoption), the Employer will hold an employee’s position for the duration of an
approved FMLA leave. For a medical leave fully or partially paid, the Employer will hold an employee’s
position per federal and state law-

This paragraph will take precedence over the posting provisions of this Agreement. The Employer agrees
to use its best efforts to avoid filling an employee’s position permanently while the employee is on
approved leave of absence and such efforts will include efforts to fill the position on a temporary basis, as
well as consideration of the feasibility of redistributing the work among those personnel remaining;
provided, however, that an employee may file a grievance for a violation of this Section only on the
grounds that the Employer’s decision to fill the vacancy was arbitrary or discriminatory.

10.8 Failure to Return, Reemployment — In the event that an employee is unable to return to work
after the expiration of a leave of absence for illness, injury, or disability connected with maternity or an
extension thereto, the employee will no longer be covered by the terms of this Agreement and will be
placed in inactive status. Should the employee reapply for employment at some later date the Employer
will give consideration to the employee’s prior service.

ARTICLE 11
'PAID TIME OFF

11.1 Bereavement Leave — Full-time employees who have completed their probationary periods will
be granted time off with pay if there is a death in their family. This time off with pay may be granted only
for consecutive work days, one of which must be the day of the funeral, unless the funeral occurs on the
employee’s scheduled day off. Pay shall be computed at the employee’s regular straight time rate of pay
for each such scheduled working day. Employees are eligible for a maximum of three (3) days (or up to
24 hours) leave with pay for a death in the employee’s immediate family (father, mother, husband, wife,
child, brother, sister, guardian, mother-in-law, father-in-law, step-child, step-parent, step-brother, or step-
sister). Such full-time employees are also eligible for one (1) day bereavement leave with pay for
grandparents, grandchildren, sister-in-law, brother-in-law, son-in-law, or daughter-in-law. Part-time
employees who have completed their probationary period will be entitled to two (2) days bereavement
leave with pay for a death in the employee’s immediate family as listed above. This time off with pay
may be granted only for consecutive work days, within five (5) calendar days of death of family member.
Such part-time employees are also eligible for one (1) day bereavement leave with pay for grandparents,
grandchildren, sister-in-law, brother-in-law, son-in-law or daughter-in-law. Probationary employees will
be entitled to one (1) day bereavement leave with pay for a family member as listed above. Full-time
night shift employees shall be entitled to the night before the funeral and the night after the funeral as time
off if they request it. Only one of those days would represent paid time off if the death in the family
involves grandparents, grandchildren, sister-in-law, brother-in-law, son-in-law or daughter-in-law. In
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these cases, the full-time night shift employee would receive bereavement leave pay for one of the two
aforementioned nights and the second night would represent an unpaid excused absence, unless the
employee requested paid vacation time. Part-time night employees may choose the night off before the
funeral or the night off after the funeral. Eligible time spent on bereavement during a vacation will be
credited to a bereavement leave and not vacation.

11.2 Jury Duty/Court Appearance — For any scheduled work day in which a full-time employee or a
regular part-time employee is required by the federal or state government to serve on a jury or in any court,
or is required to attend court pursuant to a valid subpoena as a witness (unless the employee is a party to
the proceedings in which he/she testifies), and if the employee actually is required to be away from work,
the employee shall be paid up to three (3) days (or 24 hours). Employees shall not be scheduled for
weekend duty during the term of a jury duty of two or more consecutive weeks. Second and third shift
employees shall not be required to work their regular hours while on duty under this Section.

11.3 Military Leave — Full-time employees and regular part-time employees who have completed their
probationary period are eligible to receive paid leave for military service, exclusive of weekend duty,
during which the employee will receive the difference between his/her regular RHRI pay and the amount
received from the government for such military service. Paid military leave is limited to a maximum of
fifteen (15) days during each calendar year. If unpaid military leave extends beyond the period during
which RHRI continues an employee’s health/dental insurance, RHRI will reinstate the employee’s
health/dental insurance effective the first of the month that the employee is scheduled to return; provided,
the employee provides RHRI with a specific return date prior to leaving on leave and notifies RHRI as
soon as possible if his/her return date is changed.

11.4 Notification — Whenever possible, employees must provide the Employer with two weeks’ notice
of Jury Duty and Military Leave and must notify the Employer as soon as possible of Bereavement and
Witness Leave.

11.5 Coverage Under Agreement — Employees on any leave of absence provided for in this Article
shall continue to be covered by the collective bargaining agreement and shall be given full credit for such
time in all matters covered therein such as seniority and retirement (pursuant to the terms of the pension
plan).
ARTICLE 12
PAID TIME OFF PLANS
L PURPOSE

The Company provides Paid Time-Off (PTO) to promote the wellness and well-being of our employees
by enabling them to take time off from work for vacation, personal or family needs and activities. You
will accumulate a specified amount of PTO each pay period and it is up to you to decide how you use it.
PTO may be used for any reason, including vacation, personal or family illness or other family needs,
medical appointments, school or business appointments, and for all reasons allowed under any federal,
state or local leave laws. This policy is intended to be construed and applied in accordance with applicable
federal, state and local law.

Please consult your Employee Handbook State Supplement, which is located on the Kindred for Me HR

Portal, to determine if paid time off is provided at your location pursuant to a state or local sick pay law
or ordinance.
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II. ELIGIBILITY

Except as expressly stated in this Policy, an employee must be classified as Full-Time and scheduled to
work 30 or more hours per week or Part-Time employee scheduled to work 20 or more hours per week in
order to be eligible for PTO. '

Full-Time, Part-Time and Per Diem employees may be eligible for paid sick leave if the employee works
in a state or locality with a paid sick leave law.

.  EARNING PTO |

When PTO is Earned. If you are a PTO-eligible employee, you begin earning PTO hours immediately
following your date of hire or at the beginning of the first pay period after you transfer to a position that
is eligible for PTO under this plan.

Earning Basis. Earned PTO time will be shown on your paystub each pay period. Employees earn PTO
on up to 40 paid hours per week (as set forth above), up to 2,080 paid hours per calendar year During
periods of unpaid absence, you do not earn any PTO hours. If you are being paid by the Company for
time off (as opposed to from an external source such as the Company’s STD, LTD or workers’
compensation insurer), you will earn PTO for such paid periods of absence for which you receive holiday
pay or PTO.

Maximum Balance. Your Maximum Balance is the maximum number of PTO hours you may maintain
in your PTO bank at any point in time. Your Maximum Balance includes hours earned in the current year
and prior years combined. Your Maximum Balance depends on your years of service and is identified in
the attached Addendum.

Annual Maximum Hours Cap. Your PTO Annual Maximum Hours Cap is the maximum number of
paid hours on which you may earn PTO each calendar year, which is capped at 2,080.

When You Stop Earning PTO. You do not earn PTO on hours worked over 40 in a pay week. You stop
earning PTO when you reach your Maximum Balance or you reach your Annual Maximum Hours Cap,
whichever occurs first. You resume earning PTO when you use PTO sufficiently to reduce your PTO
below the Maximum Balance, unless you have reached the Annual Maximum Hours Cap. Once you have
reached your Annual Maximum Hours Cap, you will not resume earning PTO until the next calendar year.
Any PTO that you might have earned, but did not, because you had reached your Maximum Balance or
the Annual Maximum Hours Cap, will not be retroactively earned or added to your earned PTO.

Calculating PTO. To calculate PTO, find your PTO Rate per Paid Hour “PTO Rate” on the chart
contained in the Addendum. You earn PTO based on the PTO Rate multiplied by your paid hours, subject
to the maximums explained above. You will not earn PTO once you reach the Annual Maximum Hours
Cap, which may occur mid-pay period. '

PTO Rate of Pay. If you are non-exempt, you will be paid at your straight time (base) pay rate for PTO.

Shift differentials, bonuses, and overtime do not apply. If you are an exempt employee, you will be paid
for PTO based on your annual base salary.
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1v. USING PTO

PTO Use. You may use only earned PTO hours, including those that have been earned in the preceding pay period
at the beginning of your next pay period, along with any hours previously earned. The Company does not “advance”
PTO hours.

You must use your earned PTO for all scheduled and unscheduled full or partial day/shift absences, unless
prohibited by applicable law. You may use PTO only to the total of your scheduled work hours in a
workday. Absences taken in accordance with a state or local sick pay law or ordinance may be designated
as “PTO-Sick”. Please consult your Employee Handbook State Supplement, which is located on the
Kindred for Me HR Portal, to determine if paid time off is provided at your location pursuant to a state or
local sick pay law or ordinance. Unless smaller increments are permitted by applicable law, PTO may be
used in the following increments

Non-Exempt Employees 1 hour minimum
Exempt Employees 1/2 day minimum

PTO and all other paid hours and worked hours may not exceed a combined total of the hours you are
scheduled in a workday or workweek. For example, if you are scheduled to work 8 hours per day and
work 4 hours, you may use no more than 4 hours of PTO for the workday.

Accounting for PTO when Used. PTO earned, but unused in prior calendar years, will be used before
any PTO earned in the current year.

V. NOTICE

Vacation and Foreseeable Use—Request and Approval. If your need to use PTO is foreseeable or you
are using PTO for vacation purposes, you must request PTO in advance and obtain supervisory approval
in accordance with the PTO notice policy and procedure at your site of service.

Unforeseeable Need for PTO—Notice. If you are absent due to unforeseeable reasons such as personal
illness or emergency, you must notify your supervisor as soon as possible in accordance with the
Attendance Policy notice requirements at your site of service.

PTO Use for All Scheduled and Unscheduled Absences. If you are a non-exempt employee, you must
use your earned PTO for all scheduled and unscheduled full or partial day/shift absences (such as leaving
work early due to illness or emergency), except where applicable law or other leave of absence policies
prohibit. Exempt employees are required to use full day PTO for such absences but in no event will the
time taken as PTO be more than the time used. Consult the Leave Section of the Employee Handbook for
any restrictions on PTO use during leaves of absence.

PTO Use During Leave and Flex Time. You may use PTO for reasons that qualify for leave under state,
federal or local laws, such as the federal Family and Medical Leave Act. If you are using PTO and
requesting leave under the Family and Medical Leave Act or other leave law, please contact the Hospital’s
Leave of Absence administrator and follow benefit procedures. Consult the Leave Section of the
Employee Handbook for additional details on PTO use during leaves of absence. Non-exempt employees
may use their available PTO if their shifts are cancelled or their work hours are reduced during a shift
(Flex Time), where it is allowed by law. Exempt employees must use their available PTO if their shifts
are cancelled or their work hours are reduced during a shift (Flex Time), where it is allowed by law.
Managers should consult with Human Resources for more information regarding pay treatment during
Flex Time.
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VI. CHANGE IN STATUS

Change from PTO-Eligible Status to Per Diem Status. If you change from a PTO-eligible status (i.e.,
Full-Time) to Per Diem, you will stop earning PTO. You will be paid your earned, but unused current
calendar year PTO time. If we are required to maintain your PTO bank under applicable paid sick leave
law, any-such payout will be a pre-payment of your PTO-Sick, and those pre-paid hours will be available
to you to take as time off for paid sick leave reasons. Any additional remaining earned PTO hours from
prior year(s) will be available for use if you change back to a PTO-eligible status or it will be paid when
your employment ends. Please consult your Employee Handbook State Supplement, which is located on
the Kindred for Me HR Portal, to determine if paid time off is provided at your location pursuant to a state
or local sick pay law or ordinance.

Change from PTO-Eligible Status to Part-Time Scheduled Less than 20 Hours per Week. If you
change from a PTO-eligible status (i.e., Full-Time) to Part-Time status scheduled to work less than 20
hours per week, you will stop earning PTO, but you may use any PTO earned during a period in which
you were PTO-eligible, or it will be paid out at termination of employment.

Eligibility Change. The Company may change your status to a non-eligible PTO status, if you regularly
work less than the required hours per pay period to maintain Full-Time or Part-Time (PTO-eligible) status.

VII. CASHING OUT UNUSED PTO

The Company, at its discretion, may offer an annual cash-out election of earned, but unused, current year
time. If offered, PTO balances in excess of 40 hours may be cashed out in December. The cash-out is a
percentage of your hourly pay rate and is announced in advance unless the cash out amount is determined
by state law. Any available, unused PTO hours that are not cashed out at year-end will remain available
for use in future years.

VIII. PTO PAYOUT AT TERMINATION

The Company will pay your earned, but unused PTO upon your termination of employment. PTO that
has not yet been earned is not paid out upon termination unless required by state law.

IX. MISCELLANEOUS

Current leased employees shall be paid out all available sick time in their sick time bank within 30 days
of transitioning to Hospital employment. The parties shall work cooperatively to transition to PTO in an
effort to allow employees to continue to take time off while they begin to accrue PTO time.

To receive PTO, pay, an employee must notify her supervisor no later than 2 hours prior to the employee’s
scheduled start time (voicemail does not meet this qualification). If emergency circumstances make it
impossible to meet this 2 hour notice period, the employee shall notify her supervisor as soon as
practicable prior to her starting time.

An employee who leaves work due to illness or injury, or who asked to leave due to low census, may
utilize PTO for her remaining hours for that shift upon request.
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1. PTO Rates

Addendum
PTO Rates

13.1  Entitlement, Eligibility — All full-time employees are eligible for the following paid holidays:

New Year’s Day
Memorial Day
Independence Day
Labor Day
Thanksgiving Day

Indigenous People Day

Christmas Day

13.2  Computation — Holiday pay for full-time employees not working on the holiday shall be
computed at the employees’ regular rate of pay plus applicable shift differential at the time of the holiday.

13.3  Part-Time Employees — Regular part-time employees will not be entitled to holiday pay unless
they work the holiday. If they work the holiday they will be compensated in accordance with paragraph

13.5.
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ARTICLE 13
HOLIDAYS




13.4 Working Day Before and Day After — In order to be eligible to receive holiday pay for any
holiday, the full-time employee must work his/her last full scheduled workday before the holiday as well
as his/her next full scheduled work day after the holiday, unless the full-time employee’s absence is
authorized. Any full-time employee who calls in sick on a scheduled holiday will receive PTO pay, not
holiday pay, provided the full-time employee is otherwise qualified to be paid for the holiday. This section
can only be used if the employee exceeds his/her statutory leave time as described in the Rhode Island
Sick and Safe Leave Law.

13.5 Compensatory Time Off- The Employer may elect to provide compensatory time off, in full day
increments, with pay within thirty (30) days before or after the holiday in lieu of holiday pay for employees
who work on a designated holiday or to pay the employee holiday pay plus pay for hours worked on the
holiday and the employees’ preferences will not be unreasonably denied.

13.6 Holidays Occurring During Absences, Vacation— No payment will be made for holidays which
occur during the period of unpaid absence or terminal vacation. If a designated holiday occurs during an
employee’s regularly scheduled vacation (as opposed to terminal vacation) the employee, if otherwise
eligible, shall be credited with an additional vacation day.

13.7 Day of Observance — The above-designated holidays will be recognized on the day designated
for the legal observance of the holiday, except for Christmas and New Year’s Day, which will be
recognized on December 25 and January 1, respectively; provided, however, in the case of those units
which regularly work a five (5) day weekly schedule, Monday through Friday, holidays which fall on a
Saturday will be celebrated on the preceding Friday and holidays which fall on Sunday will be celebrated
on the Monday immediately following the Sunday. Each holiday shall be deemed to occur commencing
at the beginning of the applicable night shift prior to the holiday and shall terminate at the completion of
the applicable shift on the evening of the holiday.

13.8 Working Christmas Eve — Employees who work 3 pm to 11 pm on Christmas Eve shall be paid
at the rate of 1 Y2 times their regular rate of pay for all such hours worked. ’

13.9 Working Major Holidays — In any two-year period, full-time and regular part-time employees
shall not be required to work more than one each of the holidays of Thanksgiving, Christmas and New
Year’s unless the employee agrees to the contrary; provided, however, that this requirement will not apply
if the number of employees in the job classification in the department or unit is insufficient to permit such
rotation. Employees assigned to work Thanksgiving, Christmas, or New Yeat’s will not be required to
work the eve of the holiday which they work; provided that the number of employees working in the job
classification in the department or unit is sufficient to permit this. The eve of the holiday shall be
interpreted as the 3:00 p.m. — 11:00 p.m. shift the day prior to the holiday for second shift employees and
the 11:00 p.m. — 7:00 a.m. shift following the holiday being observed by the third shift employees. With
respect to this issue, the holiday schedule shall supersede weekend schedule.

Prior to any final decision being made in either of the above situations with respect to implementing the
above provisos, the Employer will consult with the Union for the purpose of considering alternative
scheduling arrangements

13.10 Posting, Scheduling — Holiday schedules shall be posted either as part of the regular monthly
schedule; or on a quarterly or semi-annual basis. Normally, employees shall not be scheduled to work
two consecutive holidays unless emergencies or circumstances beyond RHRI’s control make it necessary
to do so. The Employer shall make every effort to avoid scheduling employees to work two consecutive
holidays but will not be required to hire additional staff in order to do so.
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When it is necessary to modify the holiday schedule, because of an absence, the work will be assigned,
within the applicable department or unit, first on the basis of volunteers and secondly on the basis of the
least senior employee receiving the assignment; provided, however, that such least senior employee will
not be scheduled again to work a holiday due to the absence of the employee assigned to work until all
other employees have been so scheduled. Scheduling adjustments which are necessitated by such
occurrences will be made no later than one (1) week following the event which caused the need for these
adjustments.

In units where there are alternative holiday scheduling practices, those practices may continue to exist so
long as they are agreeable to the employees, the Union and the Employer.

13.11 On-call employees called in on a holiday and other employees who are called in to cover a sick
call or an emergency during a holiday will be paid 1% times their regular rate, but without pyramiding.

ARTICLE 14
HOURS OF WORK, ASSIGNMENTS AND SCHEDULES

14.1  Work Week - The workweek for all full-time employees is 30 hours or more per week. The
schedule for full-time employees shall include a minimum of two (2) days off in each week, exclusive of
overtime. Per Diem employees are required to work twenty (20) hours per month including two (2)
weekend shifts per month.

Employees, either full or part-time, may be assigned to work schedules other than as set forth above
provided that the specific days and hours of any such schedule must be agreeable to the individual
employee assigned to it and provided further, that the job is first posted with the specific days and hours
involved, unless the only variation from normal schedule is shift starting and ending times which depart
from the normal shift hours by one hour or less. ’

The basic shifts are as follows:

The day shift shall be any shift commencing on or after 6:00 a.m. and ending on or before 5:00
p.m.

The evening shift shall be any shift commencing on or after 2:45 p.m. and ending on or before
11:15 p.m.

The night shift shall be any shift commencing on or after 11:00 p.m. and ending on or before
7:00 a.m.

The workweek is the period consisting of seven (7) consecutive workdays commencing at the beginning
of the day shift on Sunday The workday consists of twenty-four (24) consecutive hours commencing at
the beginning of the day shift,

Professional/Technical only: RHRI and the Union recognize the need for flexibility in scheduling and
agree that the workday for therapists will be scheduled between the hours of 6:45 am. and 9:00 p.m.
with the understanding that therapists, with the agreement of their supervisors, may set their own
individual schedules.
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14.2 Rest and Meal Periods

Certified Nursing Assistants: Employees working a shift of five (5) or more hours will be entitled to one
(1) 15-minute paid rest break to be taken as scheduled by the Employer. Employees scheduled to work a
shift of eight (8) hours or more or two consecutive eight (8) hour shifts will also be entitled to 1/2-hour
duty free unpaid meal period for each such shift to be scheduled by the Employer. Employees scheduled
to work third shift are excluded from the above. Voluntary failure to take a rest or lunch break will not
constitute a violation of this agreement.

Professional/Technical: Employees working a shift of five (5) or more hours will be entitled to one (1)
15-minute paid rest break to be taken as scheduled by the Employer. Employees scheduled to work a
shift of eight (8) hours or more or two consecutive eight (8) hour shifts will also be entitled to 2 hour duty
free unpaid meal break for each such shift to be scheduled by the Employer. Employees scheduled to
“work third shift and respiratory therapists working 7:00 p.m. to 7:00 a.m. are excluded from the above.
Voluntary failure to take a rest or lunch break will not constitute a violation of this Agreement,

14.3 Regular Assignments - An employee's present assignment (department, unit, shift, hours worked)
shall be considered his/her regular assignment. An employee's regular assignment may only be altered as
hereinafter provided.

14.4 Work Schedules

a. A tentative work schedule shall be posted thirty (30) days in advance of the first day in
which the schedule is to become effective. The Employer will accommodate employee
requests made in writing before such schedule becomes permanent unless such
accommodation results in inadequate coverage, as determined by RHRI, or a violation of
a provision of this Agreement. Specific work schedules for each department or unit shall
be prepared covering a period of at least one (1) month at a time. Such schedules shall be
posted in permanent form at least twenty-one (21) days in advance of the first day on which
the schedule is to become effective. Once this schedule has been posted, no alterations shall -
be made thereto except as hereinafter provided.

b. All times will be requested on appropriate forms provided by the Department or RHRI.

c. Baylor Program: The Hospital agrees to meet and discuss the possibility of creating a
Baylor Program. Neither the Hospital nor the Union shall be required to agree to such a
program after discussion.

14.5 Rotation — This Section shall not apply to employees in rotation positions. The Employer agrees
to attempt to keep rotation (temporary reassignment of employees from their regular shift to
another shift) to a minimum and to provide employees with as much advance notice of required
rotation as is feasible (no less than two (2) weeks’ written notice). Required rotation that can be
anticipated at the time that the official monthly work schedules are prepared will be included in
those schedules.

The Employer agrees to use per diems before regular staff is required to rotate. If no per diems are
available, volunteers will be solicited. In the event that mandatory shift rotation is necessary, rotations
will be assigned starting with the least senior, most qualified, on a rotating basis.

Staff will not be required to rotate to more than 25% of their regular hours.

No employee will be required to rotate more frequently than forty (40) hours during any month.
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If an employee is required to rotate, his or her regular position on his or her regular shift will not be filled
by another employee.

By mutual agreement with their supervisors, employees in the same unit may agree to switch rotation
assignments provided that they are switching with a person who has the same qualifications and that the
change does not otherwise affect their schedules or create an overtime situation.

Every effort will be made to avoid scheduling rotation which results in an employee rotating to the evening
shift and having to return to work the next morning on the day shift.

When employees are required to accept an unscheduled rotation to another shift, their regular weekly work
schedule will not be reduced to offset the hours on the rotation shift unless the employee so requests.

In no case will an employee be scheduled to rotate on the day before his or her vacation unless the vacation
is a single vacation day. In no case will an employee be required to rotate to the third shift on the day
before he or she has been scheduled for a single vacation day. For these purposes, the third shift is the
shift beginning at 11:00 p.m. on the day before the vacation day.

In no case will an employee be required to rotate two different shifts during the same workweek.

In no case shall a full-time or part-time employee be involuntarily rotated from one shift to another to -
allow a per diem to replace that employee on his/her normally scheduled shift.

In no case will an employee be required to rotate to the evening or night shift for a one-day rotation on
the day before his or her scheduled weekend off unless the employee volunteers.

a. Proration for Part-Time Employees - Part-time employees will have the maximum forty
(40) hours per month rotation set forth herein pro-rated so that the maximum for such part-timer will equal
their normality scheduled weekly hours.

b. Extraordinary Rotation Assignments - Men the maximums set forth above have already
been reached by all qualified employees in the unit or department in question, and proper patient care
requires rotation, in RHRI's judgment employees will be required to accept such "extraordinary rotation
assignments." Such "extraordinary rotation assignments" will be distributed among the employees in the
department or unit in question equally.

c. Weekend Rotation - When an employee is required to rotate to cover a weekend, he/she
may be scheduled to rotate in a two (2) day block rotation to provide the weekend coverage. The two-day
rotation weekend would be counted as two (2) individual instances of rotation. Two-day weekend rotation
will be shared equally by staff scheduled for that weekend in the unit in question,

14.6  Floating - The term “floating” refers to the temporary reassignment on a daily basis of an
employee from his or her regular department or unit to another department or unit on the same shift. The
Employer may require employees to float, when the department or unit to which they are floated is
understaffed or when the department or unit from which they are floated is overstaffed. The Employer
will have the authority to determine who is qualified to float. The Employer will attempt to distribute
floating assignments equally among employees. The Employer shall also have the right to hire employees
as "permanent floats."

Permanent floats may be rotated to any unit on any other shift. Rotation of permanent floats will be
governed by the provisions of Section 15.5.
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14.7  Changes in Regular Work Schedule and Assignment - During the life of this Agreement, it
may be necessary for the Employer to permanently change the regular shifts, assignment to departments,
units or shifts, and/or hours of shifts as they existed at the time this Agreement was executed. In addition,
except in the case of emergencies, any employee affected by such changes will receive at least thirty (30)
days' notice thereof. In the event that a change affects less than all of the employees in a particular
department or unit, the least senior qualified employee will be selected, The Employer’s right to make
such changes is further limited by the following:

Any changes in an employee's shift hours will be limited to hours falling within the definition of shifts
in this Article.

Any such changes that the Employer implements after notification to and discussion with the Union may
be grieved only on the basis that they are arbitrary or discriminatory.

It is understood that the Employer may hire new employees including per diems to work shifts, schedules
and assignments that differ from those set forth in this Article and that, by mutual agreement between
Employer and an employee, such schedules, shifts and assignments may be varied for existing employees;
provided, however, that the job is first posted, including notice of the specific shifts, schedules and
assignments involved, unless the only variation from normal schedule is a variation in the starting and
ending hours of a shift of one hour or less. '

14.8 Weekends

Certified Nursing Assistants: Employees may be required to work weekends, butno  employee will
be required to work two (2) consecutive weekends as part of his/her regular schedule. Per diems will be
required to work one (1) full weekend or two (2) weekend shifts every month, said weekends to be
scheduled at the discretion of RHRI. Those units and departments which have traditionally scheduled
employees to work on Sunday to be off duty the following Friday, Saturday and Sunday shall continue to
follow that scheduling practice whenever possible.

Professional/Technical: Employees may be required to work weekends, but no employee will be
required to work two (2) consecutive weekends as part of his/her regular schedule. Employees who work
in departments or units which provide partial weekend coverage and/or scheduled on-call coverage shall
be scheduled for such assignments on a rotating basis. Departments which presently schedule employees
to work six (6) days per week may continue that practice. The Therapy Department will be allowed to
work six (6) days per week. Those units and departments which have traditionally scheduled
employees to work on Sunday to be off duty the following Friday, Saturday and Sunday shall continue to
follow that scheduling practice whenever possible.

14.9 Switching Assignments - By mutual agreement with their supervisors, employees in the same unit
may agree to switch a particular assignment on a single day or weekend, provided (a) that they are
switching with a person who has the same qualifications, (b) that the change does not otherwise affect
their schedules and (c) that the change does not result in either employee working overtime. The employee
may not solicit per diem staff for switches until two (2) weeks after the time graph is permanent.

14.10 When requesting that employees take excused absence days or vacation days due to low census,
the Employer shall attempt to contact employees in order of seniority, starting with the most senior by job
classification and unit.
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ARTICLE 15
OVERTIME

15.1 Entitlement — Employees shall be paid one-half times their average hourly rate for the week in
question for all hours worked in excess of forty (40) hours in any regular work week in addition to straight
time, at the applicable rates for such hours in excess of forty (40). An employee’s average hourly rate for
the week in question shall be calculated by dividing the employee’s straight time earnings, including all
differentials and charge pay, for the week by the total hours he/she works that week.

Employees shall be paid one-and-one half times their average hourly rate for the day in question for all
hours worked in excess of an additional two (2) hours of their regularly scheduled shift. For example, if
an employee is regularly scheduled to work eight (8) hours in a workday, he/she will be paid time-and-
one-half over 10 hours in a workday. If the employee is regularly scheduled to work ten (10) hours in a
workday, he/she will be paid time-and-a-half for all hours over 12 hours in a workday. Ifthe employee is
regularly scheduled to work 12 hours in a workday, he/she will be paid time-and-one-half for all hours
worked over 14 hours in a workday.

RHRI agrees to continue to make every effort to avoid scheduling swing shift employees in a manner that
would result in more than eight hours worked in a 24-hour period. The parties agree that working beyond
16 consecutive hours in not a best practice and should be avoided except for emergency circumstances
and only in conformance with applicable state or federal law.

In the event that an employee is required to work a second consecutive shift, prior to mandating such
work, the Employer will first follow the procedure described in Section 16.2.

15.2a. The Employer will provide a volunteer sign-up sheet for extra hours that shall be posted in each
unit with each graph/schedule at the same time as the temporary schedule is posted. The sign-up sheet will
remain posted for one (1) week. Extra hours shall be provided first to regular part-time employees at
straight time, next to per diem employees at straight time, then to regular full-time or regular part-time
employees at overtime and, finally, to per diems at overtime. An employee who volunteers and works
extra hours pursuant to this Article shall not be mandated at the end of the shift (or the hours volunteered)
for which s/he volunteered and worked.

16.2b Assignment, Scheduling - All overtime must be scheduled by or requested from the employee's
supervisor. The Employer will use its best efforts to distribute all overtime on a fair and equitable basis.
Whenever the assignment of overtime hours will result in an involuntary assignment, or when a sick call
isreceived and it is necessary to replace that staff member based on census and acuity, the Employer shall
first engage in the following procedure:

(1)  Per Diem staff members will be called. If no one is available, then;

(2)  Staff members that are off duty with appropriate licensure will be called and asked if they
want the overtime shift. If no one is available, then;

(3)  Volunteers from all other qualified staff will be called. If no one is available, then;

(4)  Overtime is then mandated as per the collective bargaining agreement.

Mandatory overtime (MOT) should only be used for unforeseen circumstances, and only after a
comprehensive search for volunteers as described above, is completed. "Unforeseen circumstances" do
not include vacations or leaves of absence when notice of the leave is given more than thirty (30) days in
advance.
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Whenever the assignment of overtime hours results in an involuntary assignment, such assignments shall
be distributed on a rotating basis in the inverse order of seniority. No employee shall be mandated the day
before his/her vacation or weekend off. Employees mandated to work MOT shall be given as much prior
notice as is possible.

When an employee is mandated to work and cannot, an employee who volunteers to work the mandated
shift will be credited with having worked a mandatory shift and will move to the bottom of the appropriate
list. The employee who was originally mandated to work and did not will maintain his/her place on the
mandatory list and will be called for the next mandatory assignment. It is the responsibility of the
employee originally mandated to find a volunteer to work his/her mandatory assignment.

Twelve-hour shift employees shall not be mandated to work more than four (4) hours of mandatory
overtime.

Per Diem RNs and LPNs may be mandated to work overtime.

15.3 Pyramiding - Except as provided in paragraph 16.1, there shall be no pyramiding of overtime or
other premium pays or differentials.

15.4 Automated Payroll - Individual employees will be required to record their time as directed.
Failure to do so may result in inaccurate paychecks. No employee is authorized to record the time of
another employee.

15.5 Employees working a full mandatory overtime shift may have the next day off, without pay, if
scheduled, unless the Employer is unable to secure a replacement for the next day's shift. The Employer
will make a good faith effort to secure a replacement for the affected employee under those circumstances
pursuant to the procedure set forth in Article 16.2 regarding the use of volunteers.

ARTICLE 16
SHIFT DIFFERENTIALS,
WEEKEND PREMIUM & CHARGE PAY

16.1  Shift Differentials

a. Full-Time Employees — Shift differentials for full-time employees depend, first, on whether they
work "regular" shifts or "overlapping" shifts. A "regular" shift is-any shift beginning on or after 6:00 a.m.
and ending on or before 5:00 p.m. (a "regular day shift"); any shift beginning at 2:45 p.m. and ending at
11:15 p.m. (a "regular evening shift"); and any shift beginning at 11:00 p.m. and ending at 7:00 a.m. (a
"regular night shift"). An "overlapping shift" is any shift not falling within the hours specified in the
preceding sentence, ,

Any full-time employee who works a regular day shift will receive no shift differential. Effective January
1,2019, any full-time employee who works a regular evening shift will receive a shift differential of $1.50
per hour for all hours worked during that shift. Effective first full pay period in January 2024, this rate
shall increase to $2.25 per hour. Effective January 1, 2019, any full-time employee who works a regular
night shift will receive a shift differential of $2.65 per hour for all hours worked during that shift. Effective
first full pay period in January, 2024, this rate that increase to $3.15 per hour.
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Any full-time employee who works an overlapping shift will receive no shift differential for any hours
worked on that shift between 6:45 a.m. and 3:15 p.m.; a shift differential of $1.50 per hour for all hours
worked on that shift between 3:15 p.m. and 11:15 p.m.; a shift differential of $2.65 per hour for all hours
worked between 11:00 p.m. and 7:00 a.m. These rates shall increase in accordance with the increases in
the above paragraph ($2.25 and $3.15).

If a full-time employee is required to report prior to the beginning of his/her assigned shift or to work
beyond the end of that shift, that employee’s assigned shift for the day in question will be determined (as
to whether it is an overlapping or regular shift) by the time the employee started work. For example, if an
employee whose normal shift is 6:45 a.m. to 3:15 p.m. is called in to work at 5:00 a.m., that employee
would be deemed to have worked an overlapping shift, but if the employee is called in at 6:00 a.m. he/she
would not have worked an overlapping shift.

Any full-time employee who works a shift of more than eight (8) hours, unless the employee’s shift is
regularly scheduled for more than eight (8) hours, will receive shift differential for the hours worked at
the end of that shift in excess of eight (8) in accordance with the following schedule:

Applicable
Extra Hours Between Differential
6:45 a.m. and 3:15 p.m. $0.00
3:15 p.m. and 11:15 p.m. $1.50 effective 1/1/19; $2.00 effective 1/1/20
11:00 p.m. and 7:00 a.m. $2.65 effective 1/1/19; $2.90 effective 1/1/20

The rate increases set forth above shall apply to these differentials ($2.25 and $3.15)

b. Part-Time and Per Diem Employees — No part-time or per diem employee will receive a shift
differential unless he/she is regularly scheduled to work, and actually works, a shift of at least five (5)
hours.

Any part-time or per diem employee who works an eight (8) hour shift will be entitled to the same shift
differential which a full-time employee would receive for working the same shift.

Any part-time or per diem employee who works a shift of at least five (5) hours, but less than eight (8)
hours, will receive no shift differential if all hours worked fall between 6:00 am. and 5:00 p.m. If such
employee’s hours overlap either 6:00 a.m. or 5:00 p.m., he/she will receive shift differentials as follows:

Applicable Shift

Hours Worked Between Differential

6:45 a.m. and 3:15 p.m. $0.00

3:15 p.m. and 11:15 p.m. $1.50 effective 1/1/19; $2.00 effective 1/1/20
11:00 p.m. and 7:00 a.m. $2.65 effective 1/1/19; $2.90 effective 1/1/20

The rate increases set forth above shall apply to these differentials ($2.25 and $3.15)
c. Reporting Late — Any employee who reports late or leaves early from his/her shift will have the

determination of whether he/she worked an overlapping shift or a regular shift made on the basis of the
actual hours worked.
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ARTICLE 17
ON-CALL POLICY
(PROFESSIONAL/TECHNICAL ONLY)

The Employer shall have the right to require employees to be on-call. While on call (scheduled) an
employee will be provided with a beeper and must be within beeper range at all times and be on site within
30 minutes. Employees will be paid for scheduled on call $5.00/hour for being on call. When an on-call
employee is called back to work, he/she shall be paid 1 % times their regular rate of pay for the hours
worked, plus any shift differentials applicable during those hours, but no on-call pay. There shall be no
pyramiding of overtime or differentials. An employee shall be guaranteed at least three (3) hours pay at
his/her regular hourly rate.
ARTICLE 18
WAGES

18.1 Placement of employees to the newly revised wage scale

Effective the first full pay period in January 2022, non-maximum employees (other than RNs, CNAs, and
LPNS) shall receive a 4.5% increase (the equivalent of 1.5 steps). Any maximum employees in this
employee group shall receive a lump sum bonus in the amount of 4.5% times their base rate of pay, based
on his/her hours worked.

Effective the first full pay period in July 2022, non-maximum RNs, CNAs, and LPNS shall receive a 4.5%
increase (the equivalent of 1.5 steps). Any maximum employees in this employee group shall receive a
lump sum bonus in the amount of 4.5% times their base rate of pay, based on his/her hours worked from
January 2022 through June 2022. :

Effective the first full pay period in January 2023, all non-maximum employees shall receive a 4.5%
increase (the equivalent of 1.5 steps which shall be a total of 3 steps or 9% including the 2022 increases).
Any maximum employees in this employee group shall receive a lump sum bonus in the amount of 4.5%
times their base rate of pay, based on his/her hours worked.

Effective in the first full payroll period following January 1, 2024, employees will move to the next step
on the Wage Scale. If an employee, as of January 1, 2024, is at or above the top step in the Wage Scale,
he/she will receive a lump sum bonus in the amount of 3.0% times their base rate of pay, based on his/her
scheduled hours.

The above increases reflect a 12 percent increase during the life of this 3-year Agreement, in addition to
the market rate adjustments for RNs, LPNs and CNAs during 2021.

If the minimum wage range for any classification is required to be increased as a result of a mandatory
government action, the new minimum shall be the new start rate and all other hiring rates shall remain at
3% difference. Current employees shall be placed on the appropriate step/rate in the scale based on their
current step.

18.2 Performance Review Process — Performance appraisals shall be conducted with the employee
and his/her supervisor. The supervisor/evaluator will fill out the performance appraisal form based on the
employee’s annual performance under the standards established by the job description. The employee
will receive a copy for review prior to meeting with the supervisor/evaluator to discuss. Evaluation based
on the performance appraisal will commence no later than on the employee’s seniority date.

18.3 Pay Periods - The one-week payroll period will be changed to bi-weekly with a 30-day notice to
the Union. Employees shall be allowed to use banked vacation time (not greater than his/her scheduled
hours) to bridge their time during the transition to a bi-weekly payroll system. Pay day is Friday.
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d. Non-Worked Time — Shift differentials for holiday pay shall be based on the above rules as applied
to the employee’s regularly scheduled shift. No shift differential will be applied to earned time taken due
to illness.

e. Mandatory Stay Beyond 7:00 a.m. — Employees eligible for the shift differential for working between
the hours of 11:00 p.m. and 7:00 a.m. as set forth herein shall continue to be paid that differential for all
hours worked beyond 7:00 a.m. as a result of being mandated to work overtime, providing the employee
works at least one hour of a mandatory stay.

16.2 Resource (Relief Charge Nurse) Pay (Professional/Technical Only) — Employees who serve in
a resource (relief charge nurse) assignment shall receive an hourly premium of $1.50/hour, effective
January 1, 2019, for all time worked in that capacity. Effective first full period in January 2024, this
premium shall increase to $1.75 per hour.

Employees shall be considered as serving in a resource assignment and shall be entitled to resource pay
(a) when the employee has been scheduled by the supervisor to act in such capacity; and (b) when the
employee has been designated by the supervisor for a resource assignment for the unit or department and
shift in question. Whenever a supervisor will be away from his/her department or unit and will not be
available for consultation with employees, he/she will designate the resource assignment before leaving
the department or unit.

Within each unit or department, assignments to resource duties shall be given only to those personnel who
are qualified and who have been given orientation for such duties. Resource assignments shall be rotated
among qualified employees and the resource person will be designated on unit work schedules. There
will be no obligation to designate resource nurses where there is a nurse coordinator assigned for the floor,
who is on the premises and available.

16.3 Weekend Premium — Effective January 1, 2019, employees will receive premium pay equal to
$2.50/hour for licensed employees and $1.50/hour for non-licensed employees added to their regular
straight time hourly rate for all hours worked between 11:00 p.m. on Friday and 11:15 p.m. on Sunday.
Employees who work on Sunday will receive weekend premium pay provided their regularly scheduled
starting time on Sunday is before 11:00 p.m. Effective the first full pay period in January 2024, these
weekend premiums shall increase to $2.65 per hour and $1.65 per hour.

16.4 Preceptor Pay — Professional and technical employees shall be paid preceptor pay at the rate of
$2.00/hour when assigned by their supervisor to precept new hires. CNAs shall be paid preceptor pay at
the rate of $1.00/hour, for no more than two (2) days, when assigned by their supervisor to precept new
hires. Effective the first full pay period in January 2024, the preceptor pay shall increase to $2 10 per hour
and $1 10 per hour.
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18.4 Tuition Payments — The Employer shall implement its standard Tuition Reimbursement Program,
which currently reimburses up to $5,000 per year for full time employees and $2,500 per year for part-
time employees.

ARTICLE 19
BENEFITS PROGRAMS

The Hospital shall be privileged to implement its benefits programs as may be amended from time to
time. A copy of the medical insurance plans, dental, life, disability and the similar benefits shall be
attached to this Agreement. The medical plan shall apply to full-time employees only (30 or more hours
per week).

The Employer agrees that during the life of this Agreement the percentage splits for employee premiums
shall be as follows for each of the Employer’s medical plans. (Employees who do not meet the Wellness
Plan standards shall pay an additional $75 per month for employee only and $150 per month for dependent
care coverages).

Employee % Employer %
$1500/$2500 plans
Employee only: 16.5% 83.5%
Employee + spouse: 28% 72%
Employee + Kids: 25% 75%
Family: 4 28% 72%
Employee % Employer %
$4500 plan
Employee only: 8% 92%
Employee + spouse: 18% 82%
Employee + Kids: 15% 85%
Family: 20% 80%

The $6650 plan premium percentages shall remain the same.

Eligible employees in the medical plans (except the $1500 plan) may participate in the HSA plan. For the
life of this Agreement, the Employer will contribute $500 for employee only coverage and $1000 for
dependent care coverages into the employee’s HSA account.

Employees who fail to successfully participate in the Employer’s Wellness Plan shall be charged an
additional $75 per month for the employee only coverage and $150 per month for the dependent care plan
coverages.

The Employer may amend or modify its medical and other benefits programs provided such modifications
are made to the non-union employees at the Hospital, provided they are substantially equivalent to the
existing Hospital plans and further provided that the premium percentages set forth in this Agreement are
applied. If the Hospital makes substantial changes to its medical and other benefits plans it shall be
required to bargain the effects of such changes with the union and shall provide a minimum of 45 days’
notice prior the impact of any such changes. in determining whether the plans are substantially equivalent,
any fact finder shall take into consideration that certain changes may have been made to minimize
premium increases and plan design changes for employees and the hospital.

There shall be no waiting period for currently leased employees who elect coverage under the Employer’s
medical plan if the employees elect coverage immediately upon offer.
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In the event the ownership of the Hospital changes, the new owner may implement it medical, dental, life,
disability and the similar benefits provided they are substantially equivalent to the existing Hospital
plans. This provision does not impact time off or holiday plans.

There shall be no waiting period for currently leased employees who elect coverage under the Employer’s
medical plan if the employees elect coverage immediately upon offer.

In the event the ownership of the Hospital changes, the new owner may implement it medical, dental, life,
disability and the similar benefits provided they are substantially equivalent to the existing Hospital plans.
This provision does not impact time off or holiday plans.

19.1

1. MERP The Employer will not offer a MERP plan. The Employer shall make a one-time bonus
payment to current employees in the MERP in the amount of $300 in January 2022.

2. Medical Opt-Out as of 1/01/20 The Employer shall not offer a Medical Opt-Out plan. The
Employer shall make a one-time bonus payment to employees currently in the Medical Opt-Out plan
in the amount $300 in January 2022.

19.2 401(K)

The Employer will provide a 401 (k) retirement savings plan to all qualified employees per the Employer's -
Summary Plan Description, which may be amended from time to time in accordance with all applicable
laws, or the Summary Plan Description offered by the Employers parent. The Summary Plan Description,
as amended from time to time, including all its terms and conditions, are incorporated and made part of
this Agreement.

ARTICLE 20
STRIKES AND LOCKOUTS

20.1  During the term of this Agreement, no employee shall engage in, nor shall the Union call, sanction
or engage in any strike, sympathy strike, slowdown or any other stoppage of work against the Employer
or interruption of the Employer’s operations; and the Employer agrees that it will not engage in any
lockouts.

20.2 Should any violation of this Article occur the Union shall immediately take all reasonable action
required to bring it to an immediate end.
ARTICLE 21
SEPARABILITY

21.1 In the event that any provisions of this Agreement shall at any time be declared invalid by a final
judgment of any court of competent jurisdiction or through a final order of a government, federal, state or
local body, such decision shall not invalidate the entire Agreement; it being the express intention of the
parties hereto that all other provisions not declared invalid shall remain in full force and effect. The parties
agree that any provision of this Agreement which has been invalidated shall be the subject of negotiations
within a thirty (30) day period.
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ARTICLE 22
ANNUAL EVALUATIONS, DISCIPLINE
AND TERMINATION

22.1 Personnel Files - The Employer will provide employees with an opportunity to review their
personnel files, to add comments thereto for permanent retention in the files, and to have a copy of any
material contained therein which had not been previously provided to the employee.

Any material which is adverse to an employee's service, conduct or character shall be provided to the
employee if it is to be included in the employee's personnel file.

Documentation of prior disciplinary actions against any employee shall not be relied upon by the
Employer in subsequent disciplinary proceedings if the material was not included in the employee’s
personnel file and communicated to the employee.

22.2  Progressive Discipline - The parties agree that since employees should be made aware of what
is expected of them, and when and how they are not fulfilling expectations, and, in appropriate cases, be
given a reasonable opportunity to correct their deficiencies, the principle of progressive discipline should
be applied in cases of disciplinary infractions, except in cases of serious infractions. In this context,
progressive discipline will involve a written warning, a suspension, a demotion or discharge. Whether
progressive discipline is required, and, if so to what extent it is required, will be left for the arbitrator to
decide in each case, taking into account all relevant facts and circumstances. The following listed terms
shall be considered "serious infractions" and, if committed by an employee, he/she may be subject to
immediate dismissal:

Physical violence toward patients or other employees;

Bringing, possessing, selling, transferring or being under the influence of alcohol or illegal drugs
on RHRI premises or during work time;

Possession or use of weapon(s) on RHRI premises or during work time;
Theft.

22.3 Investigatory Interviews - Whenever an employee is asked to meet with a supervisor or any other
representative of the administration for the purpose of investigating circumstances which the Employer
believes might lead to the employee being disciplined, the employee shall be notified of the purpose of
the meeting in advance and shall have the right to have a Union representative present at the meetings, if
he/she so requests.

22.4 Notice of Discharge - In the event that an employee is discharged, the Employer shall furnish the
employee and the Union with written notice thereof. The notice shall contain a statement of the reason(s)
for the discharge; provided, however, that the Employer shall not be bound in arbitration by such reason(s)
if it amends or modifies the statement in writing prior to completion of the last grievance step before
arbitration.

22.5 Annual Evaluations - Each employee shall be evaluated by his/her supervisor. The evaluation
shall be in writing and a copy shall be given to the employee who shall have the right to meet and discuss
the evaluation with the supervisor. Whenever it is appropriate, the supervisor shall offer constructive
criticism and make specific suggestions for correction of deficiencies.
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If, in the opinion of the supervisor, the evaluation is unsatisfactory, the employee will be re-evaluated (in
accordance with the provisions of Article 19) in writing within a reasonable time and shall again be given
an opportunity to meet and discuss the evaluation with the supervisor who will make appropriate
constructive criticisms for cotrective action. The employee shall have the right to have a Union
representative present at this meeting, if he/she so requests.

Annual evaluations are not subject to the grievance procedure but may be responded to pursuant to the
provisions of paragraph 21.1 and in accordance with the provisions of Article 19. If the Employer uses
an evaluation as evidence in a disciplinary grievance, the validity of the evaluation may be challenged in

the context.
ARTICLE 23
MEETINGS WITH MANAGEMENT

Time off with pay shall be granted to authorized Union representatives as follows:

a. One authorized Union representative and the grievant(s) for the purpose of attending meetings
with representatives of the Employer at any step of the grievance procedure. In the event of
a group grievance, the number of grievant’ s attending will be by mutual agreement;

b. When it is mutually agreed, members of the Union Negotiating Committee for attendance at
negotiating meetings; '

c. One authorized representative per grievance for time spent during normal working hours
investigating grievances provided, however, that the Union representative shall first obtain
permission of his/her supervisor to leave his/her assigned duties and permission of the
supervisor of any other employee(s) whose work may be interrupted. The Employer agrees
that such permission will not be unreasonably denied and the Union agrees to request
permission only when it is impractical to attend to the matter involved during nonworking
time;

d. Two authorized Union representatives and the grievant(s) (limited in number by mutual
agreement in the case of a group grievance) for attendance at arbitration hearings, and any
employee for the purpose of testifying at arbitration hearings for the period necessary to
complete any testimony

Payments for participating at meetings specified in this Article shall be at the employee’s regular rate of
pay for his/her scheduled hours involved.

Employees involved in any of the above meetings shall make arrangements with their immediate
supervisor prior to leaving their assigned unit and will provide the supervisor with as much notice as

possible.
ARTICLE 24
PRINTING OF AGREEMENT

The parties will share equally in the cost of printing this Agreement, or, if it is mutually agreeable, the
Employer may arrange for printing at its expense. The number of copies printed shall be sufficient to
provide each employee and each supervisor and manager with responsibility for employees with a copy
and to provide a reasonable number of additional copies for newly hired employees, and other appropriate
purposes.

33



ARTICLE 25
WORKING CONDITIONS

25.1 In-Service Programs — Whenever RHRI introduces new procedures and/or equipment requiring
training or instruction, or in the event that there is substantial revision to existing procedures and/or
equipment, the employees who are affected by these changes shall be provided, at no cost to them, with
appropriate in-service programs, the content and extent of which will be determined by the Employer, in
its discretion. Every effort will be made to schedule all such in-service programs during the employee's
regular working hours. Employees who attend in-service programs during their regularly scheduled hours
will be paid for attending at their regular rate. Employees who are required by RHRI to attend in-service
programs during hours when they are not scheduled to work will be paid for those hours at their regular
rate. The Employer agrees to pay for CPR recertifications. An employee shall take his/her recertification
class on his/her off duty time and, upon presentation to the Employer of a certificate of successful
completion of the recertification course, the Employer will pay the employee, at his/her straight time
hourly rate, for the number of hours spent in the recertification class.

25.2  Security — The Employer agrees to continue to provide protection on its premises for employees,
their vehicles and other personal property. This protection shall continue to include security patrols and
adequate lighting in those areas which are designated as employee parking areas. Security patrols shall
be regularly active particularly during after-dark hours and times when there are shift changes taking
place.

In the event that an employee’s vehicle sustains damage while the employee is using the vehicle at the
Employer’s request in connection with the Employer’s business, the Employer shall be liable to the extent
of such damage provided that the employee has not been guilty of gross negligence in the operation of the
vehicle.

25.3 Job Descriptions — Each employee in the bargaining unit shall be provided with a current job
description for his/her regular position and shall be notified of any changes that are made to the job
description. In the event that an employee’s job description is changed, the employee shall have the right
to discuss the changes with the supervisor.

25.4 Weather Policy — Whenever the Employer determines that weather conditions are such as to
constitute a hazardous and dangerous situation for employees traveling to or from work, the following
policy shall be in effect.

Employees who are unable to report at the beginning of their scheduled shift because of inclement weather
conditions but who arrive within one hour of the start of their scheduled shift shall be considered to have
reported at the beginning of the shift and shall be paid for the time lost. If such employees are dismissed,
at the Employer’s request, prior to the end of their scheduled work day because of inclement weather
conditions, they shall be paid for actual hours worked, but may utilize accrued vacation hours. If an offsite
. location closes due to inclement weather, employees must report to RHRI unless otherwise notified.

Employees who arrive at work later than one hour after the start of their scheduled work day shall be
compensated for all hours actually worked, and if they are dismissed prior to the end of their scheduled
shift, they may utilize accrued vacation hours for the balance of their shift.

Employees who work beyond their regular scheduled shift shall be compensated at the appropriate rate as
set forth in paragraph 17.1 (Shift differentials).

Nursing staff is considered essential personnel and is expected to make every effort to come to work as
scheduled in the inclement weather.
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25.5 Subcontracting — The Employer agrees to provide the Union with at least thirty (30) days’ notice
before subcontracting bargaining unit work which would result in layoffs or a permanent reduction in
bargaining unit positions. If the Union requests, during the thirty (30) day notice period the Employer
will meet with the Union and discuss the matter. The Employer agrees that it will not subcontract work
as a means of retaliating against the Union or its members because of the exercise of its and their rights
or discriminating against the Union or its members for such reasons, or undermining the Union for such
reasons.

25.6 Supervisory Positions — The Employer agrees that it will not create supervisory positions
specifically to reduce and/or replace bargaining unit positions.

25.7 Employee Assistance Program — The Employer agrees to continue to provide an Employee
Assistance Program for the duration of this Agreement.

25.8 Emergency Assistance — Employees who require emergency assistance with a patient because of
the patient’s physical condition will employ the established code procedures. However, where immediate
assistance with a patient is needed when a code is not appropriate, when the department or unit supervisor
is not in the department or unit, and when other employees in the department or unit are not available to
provide the needed assistance, an employee may call ‘STAT-PATIENT ASSIST IN THE (name of
employee’s unit or location)’. The Employer will prepare a list of units which will provide mutual
responses for each other in these situations. Where the emergency does not involve the patient’s health,
but, rather physical danger to the employee because of a combative patient or visitor, the employee should
employ the usual security procedures.

25.9 Per Diems — Per diems will not be used until every reasonable effort has been made to offer the
hours in question to regular qualified employees in the unit or department in question. RHRI will not fill
the position of a floated employee with a per diem unless the per diem is not qualified to perform the job
to which the regular employee was floated.

ARTICLE 26
MISCELLANEOUS

26.1 Mileage Allowance — Employees who are required to use their car on RHRI business will be
reimbursed at the current Employer rate.

26.2 If the Employer believes that the salary scale warrants an increase, the Employer and the Union
will meet to bargain regarding the Employer’s proposed increase, and the Union will not deny the
Employer’s proposal unreasonably. No market changes will be made within the six (6) month period after
this Agreement becomes effective, or within the three (3) month period prior to the expiration of this
Agreement.

26.3 Pandemic or other National Emergencies: In the event of a declared national health emergency,
the parties agree that once that declaration has been made by the federal government that they will bargain
any new terms and conditions that might be required to provide patient care and employee safety.

35



ARTICLE 27
LABOR MANAGEMENT COMMITTEE

27.1 A Labor-Management Committee will meet bi-monthly, or as otherwise mutually agreeable, to
discuss issues concerning bargaining unit employees or management, provided there is a written agenda
of items to discuss. Such committee shall include four (4) RHRI representatives and a Joint Union
Committee consisting of four (4) representatives from the bargaining unit and one (1) UNAP Field
Representative. Each party will submit its agenda items to the other at least one (1) week in advance of
the meeting.

27.2  All participating employees shall be paid their regular rate of pay if the Labor Management
meeting is scheduled during said employees’ regularly scheduled shift. Employee attendance requires
supervisory approval. Such approval is subject to patient care needs, the operation of RHRI, and is within
the sole discretion of RHRI.

27.3 The Committee will explore recommendations and engage in dialogue concerning providing
optimal service as a community rehabilitation center and maintaining an effective collective bargaining
relationship.
ARTICLE 28
PAST PRACTICE

All past practices existing prior to the effective date of this Agreement are terminated as of the effective
date of this Agreement, unless they have been consistently applied for a substantial period as the result of
mutual understanding and consent, and with the actual knowledge of the parties, and are not inconsistent
or at variance with specific rights or obligations set forth in this Agreement. Any practices occurring after
the effective date of this Agreement shall not be evidence or used to establish a practice binding in any
way upon the Employer, unless mutually agreed to as such in a writing signed by the parties hereto.

ARTICLE 29
EFFECTIVE DATE AND DURATION

This Agreement shall be effective January 1,2022 through December 31, 2024. It shall be automatically
renewed from year to year thereafter unless either party shall notify the other in writing one hundred-
twenty (120) days prior to the anniversary date that it desires to modify this Agreement. In the event that
such notice is given, negotiations shall begin no later than ninety (90) days prior to the anniversary date.

By By

NORTHERN RHODE: ISLAND T oy
e JI’ AN a8 CED)

DNITED NURSES AND. JIMRANSOM 48 EEO

ALLIED ROFESSIONALS Rhede Island Rehaibil'itationjlfrjaspitai;;m;g,

Gnucdec b/

nda Schobel Presideit: T.oeal 5067
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MEMORANDUM OF UNDERSTANDING

PAY GRADE DESIGNATIONS
New 1 2 3 4 5 6 7 8
Grad
26.50 2730 | 28.11 28.96 | 29.83 30.72 | 31.64 |32.59 |33.57
9 10 11 12 13 14 15 16 17 18
3458 |35.61 36.68 | 37.78 138.92 |40.08 |41.29 |42.52 |43.80 |45.11

19 20
46.47 | 47.86

INCREASES FOR CURRENT RNS:

The parties agree that all current RNs as of ratification date of this MOU shall be moved to the same Step,
they currently hold in the new Wage Scales. For example, an RN currently at Step 10 in the present scale
(i.e., $31.97) will be placed in step 10 of the new Wage Scale ($35.61)

NEW HIRES:

The patties agree that the Hospital may continue to hire based on years of experience of new hires in its
discretion. All current employees with at least the same years of experience or more must make at least
equal to a new hire. For example, if a 10 year new hire is hired at $37.78, all current employees with at
least 10 years of experience must earn at least $37.78.

SIGN ON AND REFER-A-FRIEND BONUSES:

The parties agree that the Hospital may offer sign-on bonus to new hires and refer-a-friend bonuses to
current employees to assist in hiring new staff. The Hospital shall notify the Union when any such bonus
is implemented and shall, provide at least 7 days’ notice of the termination of any such bonus. Any bonus
that is earned prior to the termination of the bonus plan shall be paid by the Hospital.
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MEMORANDUM OF UNDERSTANDING

This Memorandum of Understanding (“MOU”) is made by and between Northern RI Rehab Management
Associates, Limited Partnership, DIBIA RHRI (“Hospital””) and Northern Rhode Island United Nurses &
Allied Professional, Local 5067 (“Union”)(collectively “the parties™).

The parties hereby agree to modify their collective bargaining agreement dated January 1, 2019 —
December 31, 2021, only as set forth below in this MOU.

APPENDIX B: WAGE SCALES

Grade D and E Wage Scales for CNAs and LPNs shall be increased to the following rates attached hereto
as provided to the Union on August 31, 2021.

INCREASES FOR CURRENT CNAs and LPNs:

The parties agree that all current CNAs and LPNs as of ratification date of this MOU shall be moved to
the same Step, they currently hold in the new Wage Scales. For example, a CNA currently at Step 10 in
the present scale (i.e., $16.87) will be placed in step 10 of the new Wage Scale ($18.79). The same logic
shall apply to LPNs.

The parties agree that any increase that would traditionally be due in January 2022 shall be delayed to first
full pay period in July 2022 for these classifications.

NEW HIRES:

The parties agree that the Hospital may continue to hire based on years of experience of new hires in its
discretion. All current employees with at least the same years of experience or more must make at least
equal to a new hire. For example, if a 10 year CNA new hire is hired at $19.35, all current CNAs with at
least 10 years of experience must earn at least $19.35.

SIGN ON AND REFER-A-FRIEND BONUSES:

The parties agree that the Hospital may offer sign-on bonus to new hires and refer-a-friend bonuses to
current employees to assist in hiring new staff. The Hospital shall notify the Union when any such bonus
is implemented and shall, provide at least 7 days’ notice of the termination of any such bonus. Any bonus
that is earned prior to the termination of the bonus plan shall be paid by the Hospital.

AGREED TO:
Hyp | | oy ) e
o IMRANSON 38 CBO
ALL!EDPR@FESSIGNA LS ‘Rhode Island Rehabilitaﬁqn,lif{i’ysﬁitaj;:lﬁg‘

Loeas:5067
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PAY GRADE DESIGNATIONS

GRADE D

CNA

GRADE E

LPN

GRADE H

PTA; COTA

GRADE J

REGISTERED NURSE

GRADE K1

SOCIAL WORKER

GRADE K3

PHYSICAL. THERAPIST; OCCUPATIONAL THERAPIST &

SPEECH/LANGUAGE PATHOLOGIST

APPENDIX B

WAGE SCALES

APPENDIX B - HIRING GRID
EFFECTIVE FIRST PAY PERIOD IN JANUARY 2022 FOR NON-NURSING AND FIRST PAY PERIOD IN JULY FOR RN'S LPN'S, ANO CNA'S

NewGrad tyr 2¢r 3y Syr Gyr Tyr By Oyt 10yr 1yr 12yr 13yt 14y 18yr 16yr 17yt 18yr 19yr 20yr

GRADE

] 14.19 14.62 15.06 1551 15.98 16.46 16.95 1746 17.98 18.52 19.08 19,65 20.14 10.85 2148 22,12 w7 23.46 24.16 24.88 25,63

E 19 19.57 20.16 2076 21.38 7 2103 22.69 137 24.07 24,79 15,53 26.30 2.9 27.90 28.74 29.60 30.49 3140”7 32357 33 3433

H 17,09 17.60 18.13 18.67 19.23 19.8% 20.40 .01 21,64 22.29 22.96 2365 24.36 25.09 25.84 26.62 2742 28.24 29.09 29.96 30.86

) 6.9 nn 18.54 29.40 30.28 3149 32.13 33.09 34.08 35.10 36.15 37.23 38.35 3250 40.69 41,93 43.17 44.47 45,20 47.17 4859

1 31 22.22 22.89 23,58 2429 15.02 25.77 26.54 234 8.6 29.00 .87 20.77 at.69 32.64 33,62 34.63 35.67 36,74 37.84 L] 40.15

K3 27.06 27.87 18.73 29.57 30.46 3y 23 3328 3428 353 36.27 3746 858 39.74 40.93 4216 43.42 44.72 46.06 47.44 48.86

2023 Wage Scale
L ‘ o 1 2| 3] 4 5 [} 7 8] " 9 10] 13 12 13] 14 15 16] 17 18 19 20

GRADEJ, m 29| 29.87] 30,771 31.69] 32.64) 33.62 34.63 35.67] 36.74] 37.84) 38,97 40.14] 41.35] 42.59) 43.87 45.18 46.54 47.93] 48,59
GRADEE_[LPN 4] 2472 25.46] 26.23 27.01 27.82] 28.66 29.52] 30.40, 31.34 32.25 33,22 34.22 35,24 36,30 37.?2{ 38,51 34,33
GRADE D {C.N.A. 16|  16.48) 16.97] 17.48 18.01 18.55] 19,10] 18.68; 20.27] 20,88 21.50, 22.15] 22.844 23.50] 24.20| 24.93] 25.63]
GRADE H {PTA; COTA 17.35] 17.87 18.43% 18.95 19.53 20,12 20.72 21.34] 21.98 22.64 23.32] 24,02 24.74 25.48] 26.24] 27.03] 27.84 28.68] 29.54] 30.43 31.34
GRADE KiiSocial Worker 22,55 23,23 23,93 24.65] 25.39 26,15 26.93 27.74] 28,57 29.43 30.31} 31.22] 32.16 33.12] 34.1% 35.13 36,18 37.27] 38,39 39,54 40.73
Grade K3 {Physical therapist | _ 27.47} 2829 29.14 30.01] 3091 3184] 328 3378] 3479 35.83] 369 asos] 3935 4032 4153] 42.78] 4do0s] 4s3s| 4674|4814  49.58

Occupational theraplsE

Speech/language pathologist
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2023 Medical Plans

Lifepoint Health
Medical Coverage at-a-glance
Your medical benefits are based on the facility and provider network you use:
TIER1 TIER 2 TIER3
Lowest cost More expensive Most expensive
Facility charges al Lifepoint In-network facility and provider charges. Out-of-network facility and provider charges.
BENEI DHP A PLA RA PLA PPQO P
Ufepolnt
Employee Only $500 $500 N/A
Employee + Spouse/ $§650
Domestic Partner $1,000 N/A
Employee + Children $1,000 $800 N/A
+ Family $1,000 $1,000 N/A
Annual di I/ '"m’) -
$1,500 vlngle coverage; $600 per person; $| 50 per on;
Tier1 $3,000 witl $1,800 family maximum lanp:ly mmum
§2,600 lrnn!e coverage; $3,00 on; l 1,500 per person;
T2 $5.200 with dents $9.000 sty st $4.500 family maximum
$2,600 single coverage; $3,000 per person; 1,soo per person;
Tier3 $5,200 wlllg ependents $9,000 family maximum $4,500 family
If you cover any dependents, the Once one family member has Once one family member has
entire family deductible must be met mel their Individual deductible, met their Ind| al deductible,
before the rlm begins paying toward the plan will bei :z.ng toward the plan will being paying toward
Family deductible the cost of care for any one person. the cost of care for rson. the cost of care for that n.
The family deductible is the The family deductible is the
The individual deductible most yw pay in deductible most you'll pay in deduclible
does not apply. or the year. expenses for the year.
Your cost for care
{ﬁg’;:‘:ﬂ::hm 20% after the deductible ] 20% % after the deductible I $20 copay
P ive services Covered at 100% subject to federal
Primary visit
In-network 20% after | 20% after deductible | $40 copay / $60 copay
Out-of-network Not covered | Not covered | Not covered
Hospltalization
Tier 1 10% after 10% after il 10% after
Tier2 20% after 20% after deduclible 20% after
Tier3 Not covered Nol covered Not covered
Emergency Room (all tiers) 20% after deductible 20% after deduclible Plovﬁ!ﬂlzl%ﬁ?&fop.r

Med-Omni HSC PMDS-BCBST-Palomar/ Rhode Island— 1

2023 Medical Plans

Medical Coverage at-a-glance

Your medical benefits are based on the facility and provider network you use:

- Out-of-pocket
$4,000 single coverage; $2,500 per person; $2,500 per person;
Tier1 $8,000 wlllg dependents $5,000 family maximum $5,000 famlly maximum
$6,000 single coverage; $7,900 per person; $7,900 per person;
Tier2 $12,000 with $15,800 family $15,800 family maximum
Tier3 $6,000 single coverage; $7,900 per person; $7,900 per person;
$12,000 with dependents " §15,800 family maximum $15,800 family maximum
Overall in-network $6,000 sln?‘le coverage; $7,900 per person; $7,900 per person;
out-of-pocket $12,000 $15,800 family $15,800 family
Each family member hus their own Each family member ‘_hus lhelr own Each famlly member hns theirown
Family racry Once the entire hmlly out-of-pocket | Once the entire hmlly oul-ol pocke| Once the entire 'nm\ly out-of-pocket
L» is met, all covered maximum Is met, all covered maximum Is met, all covered
expenses for the rest of the ynr expenses for the rest of |he year expenses for the rest of lhe year
are 100% covered by the plan. are 100% covered by the plan. are 100% covered by the plan.

* Walved if admitted
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