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AGREEMENT

THIS AGREEMENT made an entered into titedhy of June 2006 by and
between the Cooper Hospital University center (heralied the “Medical Center” and
the Health Professionals and Allied Employees, AFT/ARD (herein called the
“Union”).

The Medical Center recognizes the Union as the ¢alebargaining
representative for the employees covered by this Agnetenegeinafter provided.

It is the intent and purpose of the parties that thisé&grent promote and
improve the mutual interests of the patients of theibéCenter as well as its
employees and to avoid interruptions and interferencéssgrvices to patients and to set
forth rates of pay, hours or work and conditions of egpient.

ARTICLE 1. RECOGNITION

1.1  The Medical Center thereby recognizes the Union asxtlesive collective
bargaining agent pursuant to the Certification of the Natibabor Relations Board,
Fourth Region, dated September 23, 2004 (4-RC-20879) for a baggamt composed
of all full-time, regular part-time and pool (per dienjlidation Case Manager
Registered Nurses employees by the Employer at itsd0neer Plaza, Camden, NJ but
excluding all other employees, including all other Regesd Nurses, all other licensed
health care practitioners, Director of Care Managénigirector of Utilization
Management, Home Care Coordinators, Social Workers, ¢¥uysj Transport

Coordinators, Administrative Assistants, technical leiyges, skilled maintenance



employees, non-professional employees, other profedsomployees, business office
clerical employees, managers, guards and supervisors asldefthe Act.
1.2  Whenever the term “employee” or “Utilization Casamdger Registered Nurse”
is used hereinafter in this Agreement, they shall be dde¢mapply only to registered
nurse employees of the Medical Center who are spatijfiincluded within the
appropriate bargaining unit as defined above.
1.3  The sole purpose of the above is to identify the caiegof employees in the
appropriate bargaining unit, and this provision shall not betoaoed or interpreted so as
to impose obligation or confer rights upon the partie®bdyhat of recognition of the
unit.
ARTICLE 2. UNION STATUS & CHECKOFF
21  Union Membership: To the extent not inconsistent withiaiae
employees covered by this Agreement at the time itrhesceffective who are the
members of the union at the time shall be required,casdition of continued
employment, to continue membership in the Union for the iduraf this Agreement.

Employees covered by this Agreement who are not memb#rs tnion
at the time this Agreement becomes effective, anetiq@oyees hired, rehired,
reinstated or transferred into a bargaining unit positiom tfeeeffective date of this
Agreement shall be required, to the extent not incomgistgh the law, to either:

a). Become members of the Union within ninety (90) daysefgular

employees and one hundred twenty (120) days for Pool Niak®sing

the effective date of this Agreement, or



b). To choose to becoriBeck” objectors. Employees, who choose such
Beckobjector status, shall be responsible to pay repragentaes within
the meaning o€WA v. BeckEmployees who choose this status are not
considered members of the Union; thus they are not affdtaerights
and privileges of Union membership, such as holding officeting in
Union officer elections, nor are they subject to timold’s Constitution,
By-Laws and Policies. An employee who chooses Uniembership and
who shall tender initiation fees (if not already a rbem and the periodic
dues uniformly required as a condition of acquiring orimetg
membership in the Union shall be deemed to meet his aomdit
Employees who choodgeckobjector status who pay the designated fee as
required byBeckshall be deemed to meet this condition.

2.2  Employees who are required to tender periodic dues andiomti@es (uniformly
required as a condition of acquiring or retaining membgnshihe Union) oBeck
representation fees pursuant to Section 2.1 above artd &olso shall not be retained in
a bargaining unit position by the Medical Center. No eyg®s shall be terminated from
a bargaining unit position, however, unless he/she had faileender delinquent dues
and initiation fees within fifteen (15) days after writteotice from the Union of such
delinquency and the Medical Center is advised of such daiitua request for removal of
the employee from the bargaining unit position.

2.3 Deduction of Union Dues. Upon receipt of a signed autharizdorm by
employees required to pay dues or other fees under thtéeAthe Medical Center shall

deduct from the pay all membership dues or representatisufgermly required by the



Union. The amount to be deducted shall be certified b{then and the aggregate
deductions of all bargaining unit employees shall be remitbg@ther with an itemized
statement that includes hours worked and hourly rate obf@gch employee, to the
Union by the fifteenth (15) day of the succeeding monér afich deduction if made.
Such information shall also be made available on CD.

2.4  The Medical Center remittance will be deemed coifebe Union does not give
written notice to the Medical Center within thirty (3f3lendar days after receipt of the
same of its good faith that the remittance is incarrédtie Union assumes full
responsibility for the remittance upon receipt of same.

25 ltis agreed that the Medical Center assumes no obligdinancial or otherwise,
arising out of the provision of this Article, and the Unleereby agrees that it will
indemnify and hold the Medical Center harmless fromcaiyns for dues or fees arising
from the deduction made by the Medical Center hereurdece funds are remitted to
the Union, their disposition thereafter shall be thle and exclusive obligation and
responsibility of the Union.

2.6  The Medical Center shall be relieved of making suchexk off deduction upon
(a) termination of employment (b) transfer out of tlaegaining unit, (c) an agreed upon
unpaid leave of absence, or (d) revocation of the ch#@&uthorization in applicable
law. Not withstanding the foregoing, upon the returnroéaployee from either a layoff
or an unpaid leave of absence, the Medical Centerismalediately resume its
obligation of making such deductions.

2.7  Upon receipt of a signed authorization from an emg@ptiee Medical Center

shall, pursuant to such authorization, deduct from the wagethew@nployee each pay



period a voluntary deduction for the COPE Fund, in theusanspecified by the
employee. The total amount deducted from the emplogedkd COPE Fund, with an
itemized list of employees authorizing such deductions lamaounts thereof, shall be
forwarded to the Union by the fifteenth {35ay of the month following the deduction.
Remittance to the Union of COPE Fund deductions shall lzeseparate check and not
combined with dues and initiation fees.

ARTICLE 3. INFORMATION

3.1  Once a month, the Medical Center shall notify timold on a CD of

any new bargaining unit employee hired by the Medical Camtgishall specify the
employee’s name, name changes, address, address chhregesd, social security
number, shifts, transfers in/out of the bargaining und, tatephone number.

3.2  Semi-annually, in February and August, the Medical Cesfitell provide the
Union with an alphabetical listing of all bargaining umt@oyees, indicating unit,
classification, address, phone number, and social sgountber. Such list shall be
provided on a CD and sent to the Union Administrationd®ffn Emerson, New Jersey.
In addition, the Medical Center shall provide two (2) sgty lists, one containing names
and dates of hire in descending bargaining unit seniority caddrthe other by unit or
departmental seniority order and provide name and/or adthasges for those

employees who have so notified the Medical Center.



ARTICLE 4. MANAGEMENT RIGHTS

4.1  All the rights, powers, authority, discretion and pgatives possessed by the
Medical Center prior to the execution of this Agreemestigther exercised or not, are
retained by and are to remain exclusively with the MadBenter, except as may be
limited by this contract and applicable laws. This Agreaneenbodies any and all
restrictions on the Medical Center’s rights whatsvev

4.2 ltis agreed by the parties that the Medical Centerestibp the terms of this
contract and applicable law, shall remain vested to: tdirecworkforce; to promote,
transfer, demote, float, train, discipline, suspenconinate staff; use non-bargaining
unit employees to perform Utilization Case Manageredutassign, classify, supervise,
lay off; determine policies, methods of operation; promtdgules and regulations within
applicable statues; direct, designate, (re) schedulassign duties to the work force; use
standards and benchmarks; judge the qualification and perfoenad employees; plan,
direct and control the entire operation of the Meld@enter; discontinue, consolidate or
reorganize any department, service or unit; transfer an @pexations to any location
or discontinue the same in whole or in part; mergé ity other institution; make
technological modifications or improvements; instalf@move equipment regardless of
whether or not such action causes a reduction of anyirkitind number of employees, or
transfers, in the workforce; requires the (re) assemrof additional or different duties
or causes the elimination of, changes in, or the additiqob titles; shifts, schedules,
starting and finishing time, or the number of hours andsstimbrked; the right to set
appearance, grooming, hygiene and dress standards; and the atterwise generally

manage the business.



4.3  The Medical Center retains the exclusive right to sutsechany work, service,
or function whenever in the Medical Center’s sole judgt, it deems it economic or
efficient to do so.

ARTICLE 5. UNION PRIVILEGES & UNION BUSINESS

5.1 Grievances and other ad hoc meetings mutually agreeldktibbe scheduled at a

time convenient to all parties. The Union represent@j\end the employee(s) may

designate PTO (accrued and unused) for purposes of compansédtove to the
performance of Union business.

The Union and employees shall perform such duties iaranar that does not
disrupt or impede caseload responsibilities and willooiduct any Union meetings on
the Medical Center’s property.

5.2 A Union staff (HPAE) Representative will request perinisso enter the
premises of the Medical Center for the purpose of ty&t$ng grievances and
ascertaining whether the provision(s) of this Agreemexnbamng complied with,
provided that such visit does not interrupt work or interfeite easeload
responsibilities, and the HPAE Staff Representativechfised the Vice President
of Human Resources or designee(s), a day in advance tsregtry. An
intentional failure to follow the procedure could resulthe HPAE Staff
Representative being barred from the premises in theefutur

5.3  The Medical Center shall assign to the Union a géaedesed bulletin board with

a lock. This bulletin board is for the purpose of postifigsial Union notice of

upcoming meetings, Union elections, Union sponsored sexsadts and other official

Union information. The Union agrees to use good tastedmndieprofessionalism in

10



the use of the bulletin board and that no informatiostgubshall be in any way
defamatory of the Medical Center.

It is agreed that the bulletin board (four (4) feethrgé (3) feet) will be
decorated in the same fashion and color(s) as all bthigtin boards and is located on
the exterior wall between the restrooms on the skfloor cafeteria hallway in the
Keleman building.

5.4  The Medical Center shall provide a locked mailbox onstend floor of the
Keleman building situated across from the bulletin board.

5.5  The Union shall designate and the Medical Center siadignize local Union
officers who in conjunction with H.P.A.E. have thd authority to bind and discharge
Union duties as a Collective Bargaining representative. Méddical Center shall not be
required to recognize any employee as a department Uniasegpative unless the
Union has informed the Medical Center in writing of @mployee’s name and scope of
Union responsibilities, noting the designation of thedd representative. It is
understood that the Union representative shall be authdaazegresent the Union
regarding grievances arising from under the terms oftpisement. It is agreed that
from this bargaining unit there shall be no more than(@phanion representative and no
more than one (1) alternate representative, whoowiil serve as a substitute when the
representative is not available.

5.6  The local Union Officer may be permitted up to a totahoée (3) PTO or unpaid
leave days off per year at the choice of the empléyethe purpose of conducting
H.P.A.E. Union business (off the Medical Center prgperThe Medical Center shall be

given at least four (4) weeks notice for the use of slagls. It is understood that the

11



Medical Center’s authorization granting such leave (idrefor one day or more) are
subject to staffing needs but shall not be unreasonablgdleni
ARTICLE 6. EMPLOYEE STATUS
6.1  Anemployee shall be classified as (a) Regular FutieTexempt salary, (b)
Regular Part-Time exempt salary, or (c) Pool (Per iem
6.2 Aregular full-time exempt salary employee is onewéceives a predetermined
salary amount that is not subject to a reduction/incréasdo variations in the quality or
qguantity of the work performance. Regular full-time rape salary employees shall be
eligible for full benefits as defined in this AgreemeBimployees may, as needed by the
Medical Center, be approved to change employee statignagsn to Pool.
6.3  Aregular part-time exempt employee who is employeddikviewer than forty
(40) hours per week, but who works at least twenty (20) hmenrsveek. Regular part-
time employees shall be eligible for pro-rated besef# defined in this Agreement.
Employees may, as needed by the Medical Center, bevagabto change employee
status designation to Pool.
6.4 A Pool (Per Diem) is one who is an unscheduled per diehwéno is engaged
with no minimum guarantee of hours on an as needed ane weeded basis by the
Medical Center. Pool employees are non-benefitistaiployees.
6.5 Retiree Pool

Employees who are at least 60 years of age and hesenfifl5) years of service
as a registered nurse will be eligible to participate iiatiree pool as a bargaining unit
employee. The pool will be unit specific. There wal bo weekend or holiday

requirement. The hours requested will be at the diseretithe employee and may be in
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increments of four (4), six (6), ten (10), or twelve (1@uts. Hours actually worked will
be dependent upon patient care and unit staffing needs. Titldse no floating
requirement. The Level One (1) pool rate will apply.
ARTICLE 7. PROBATIONARY PERIOD
7.1 All newly hired employees shall serve a Probationarioddor ninety (90) days
excluding time lost for sickness and other leaves ofradlese The Probationary period
for newly hired Pool Utilization Case Manager RegistdMadses shall be twenty-four
(24) worked shifts or one hundred twenty days (120) whichisvater. Upon notice to
the Union such Probationary period shall be extended aol@itional thirty (30) days.
During this Probationary period employees shall be sutged¢motion, discharge,
suspension or other disciplinary action at the sole eliser of the Medical Center
without recourse to the grievance and arbitration procedure.
ARTICLE 8. HOURS OF WORK
8.1 For the purpose of determining application of an emplgyammpensation and
employee status, the normal workday and weekend shaitjbe(8) worked hours per
day and forty (40) worked hours per week.

The workweek shall begin at 12:01 am Sunday and end at 1&a@ht on
Saturday.
8.2 Case Managers shall provide weekend coverage and weekeat. Assignments
for such coverage will be on a volunteer basis. Mamage will first seek volunteers
from the Pool weekend staff, then volunteers fromitbekday pool staff, and then
volunteers from the regular staff. If, in the evehére is an insufficient number of

volunteer(s), the regular staff will be required to kvior reverse order of seniority. The

13



rate of pay for Pool employees shall be in accordariteAsticle 22. Full-time and part-
time Case Managers who work the weekend will receiveekend bonus in the amount
of $165.00 for the weekend. Saturday weekend hours for Pool gaeglwvill be paid at
the Pool rate. Sunday on-call will be compensated dowpto the Hospital’'s On-
call/Call Policy. FT/PT Case Managers working the kesel will have a day off during
the week. The request for a specific day off during the wekkot be unreasonably
denied. The requested day off shall be by mutual agreemergybgwhe Hospital has
the final decision. The Saturday and Sunday weekend holitsevéd:00 a.m. — 4:30 p.m.
Both parties agree there will be no unilateral decisioade regarding issues which
are mandatory subject(s) to bargaining pertaining to this weekgrement. There will

be one (1) Case Manager working per weekend.

Case Managers who are members of the Bargaining Unittpribe ratification of
the Case Management Collective Bargaining Agreement{gap8, 2005) will not

work weekends. However, they may volunteer to do so.

All newly hired Case Managers will be oriented and preceptedder to perform all

aspects of Case Management.
Case Managers will not do Home Care.

ARTICLE 9. WORK PREFERENCE
9.1 Preference for available Case Management bargaining artt shall be given to

Case Management bargaining unit nurses over non-bargaining yohityees.
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ARTICLE 10. HOLIDAYS
10.1 The Medical Center recognizes the following holidays:

New Year’s Day

Memorial Day

Independence Day

Labor Day

Thanksgiving Day

Christmas Day
ARTICLE 11. LEAVESOF ABSENCE
11.1 For the duration of this Agreement, bargaining unit emplegdall be eligible
for Leaves of Absence consistent with the Medicait€es Leave of Absence policies in
effect as of the effective date of this Agreement,appulicable law, including but not
limited to Family Medical Leave, Personal Leave antitddy Leave.
11.2 Increases in pay will become effective upon the emglsyeturn from leave.
11.3 Employees who fail to return to work from a leaveabsence within seven (7)
calendar days are subject to termination.
11.4 An employee who, while on leave (other than militahgt accepts new or other
employment without the consent of the employer dt@Bubject to termination.
11.5 Upon request, one employee who has at least one (1hgegaining unit
seniority shall be granted an unpaid leave of absence ofthpete (3) months if he/she is
elected to a full-time position with the Union. If temployee elects to return to work at

the Medical Center, the employee’s former positioallsoe guaranteed, if such employee

returns from the leave within three (3) months.

15



ARTICLE 12. SICK LEAVE/CALL OUT
12.1 Sometimes it is necessary to counsel/remind emplafaégir attendance
responsibility. Employees working less than forty (dGYrs will have a prorated
occurrence of absence within any floating twelve (12) mpetiod. The Department
Director is responsible for monitoring absenteeismtimaly manner. Notification by
the employee to the Medical Center for a calloutl fieatwo (2) hours prior to the start
of his/her scheduled workday.

Below is the guideline of the kind of absence pattemch will lead to
management counseling. However, management shouldeteumsn a trend is noted,
regardless of the number of absences. Example: Evielyy or the shift before or after

a Premium Pay Day.

Percentage of time Number of absences within Actions
wor ked floating 12 months period
before management action
100 (40/40) 5 Counseling
.90 5 Counseling
.80 4 Counseling
.70 3 Counseling
.60 3 Counseling
.50 2 Counseling
40 1 Counseling

All management action thereafter will follow the ddighed progression.

16



12.2 Excessive call-outs shall be disciplined as follows:
1) Next Occurrence — Written Warning
2) Next Occurrence — Written Warning
3) Next Occurrence — Suspension one (1) day
4) Next Occurrence — Suspension one (1) week
5) Next Occurrence — Termination
12.3 An employee, past the counseling state of disciplintheadiscretion of the
Medical Center, will be required to provide a physiciargse for all absences that may
cause or require the payment of PTU.
12.4  Sick leaves or call-outs may not be used to extendptaae vacation days or
holidays, or to extend weekend off.
12.5 Progressive management action can also be appliedondance with Human
Resources Policies # 6, 18, 7.1 and 7.2 for actions including:
a) Failure to call in, regardless of the reason
b) Absence exceeding time requested or approved
C) Excessive amounts of lateness
d) Evidence of patterned absences for disciplinary purposethan
threshold of discipline will be determined by the MediCahter.
e) Progressive discipline will be applied to a pattern theludes:
employees that take PTU to the maximum number of oecces
of four (4) or more times within a floating twelve (12pmnth
period starting with the first occurrence.
ARTICLE 13. JURY DUTY
13.1 The Medical Center agrees to compensate employeese@daiserve as jurors
(petit or grand). Employees shall be paid the diffezdretween what the Court pays and
the employee’s regular base pay. Employees are réelqoirgive their Department

Director advanced notice (defined at two (2) days frond#te of summons or the

court’s registered mail, whichever is the latter) @& sammons for Jury Duty and shall be
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paid for actual jury service (if proper notice is given)regularly scheduled workdays
only.
ARTICLE 14. SENIORITY, LAYOFF, RECALL, AND JOB POSTING
14.1 Seniority is defined as the length of time an employeseld®en continuously
employed in any capacity in the Medical Center. Depant seniority is defined as the
length of time an employee has been continuously eregloythe Utilization/Case
Management Department. Seniority shall accrue duringaadl and unpaid leaves of
absences of less than one (1) year.
14.2  Seniority shall apply in the computation and determinatiogligibility for all
benefits where length of service is a factor pursuatitisoAgreement, layoff and recall.
Department seniority shall apply to holiday scheduling amsiopal Paid Time Off
(PTO).
14.3 In the event of a layoff or a reduction in hours, vodens shall be sought. If
there are not enough volunteers, such layoffs and redeced shall be implemented
using the principle of reverse seniority.
14.4 An employee’s seniority shall be lost when he/she:

1. Is laid off for a period of one (1) year or a periodeexting the length of
the employee’s continuous service, whichever is less;
Voluntary ceases employment or is discharged fore¢caus
Refuses recall;
Fails to report to work within seven (7) calendar adysrecall;
Exceeds an official leave of absence by seven [@)dar days;

Is absent for three (3) consecutive workdays withotitying the Medical
Center.

OUhwN

145 The Medical Center shall determine when layoffseoluced hours are required,
including the number of employees that are required farfi@y reduction. Except for

unforeseen emergency or disaster circumstances, theall€dnter shall notify the

18



Union a minimum of seven (7) calendar days in advahedayoff or reduction. At the
request of the Union, the Medical Center shall meeligcuss the layoff and/or
reduction, and explore alternatives prior to implemtgnadate.
14.6 Laid-off employees shall be placed in a recall st&dusip to twelve (12) months.
Such employees shall have first preference for @tiln Case Manager Registered
Nurse positions that become available and for which aéneyjualified.
Employees shall be recalled in order of senioritysulth recalled employees fail to
report to work within seven (7) calendar days of recall,osépishall be terminated and
the employee shall be considered to have resigned.
14.7 The posting of vacant Utilization Case Manager positghadl be in accordance
with the Medical Center’s policy.
ARTICLE 15. VACATION SCHEDULING

PTO requests for less than one (1) week will not beasareably denied. A
maximum of three (3) Case Managers will be permittecitfie same time. Requests
will be granted in order of department seniority. Farat®n during the period of May 1
through November 1 of each calendar year, employedssabanit requests in writing by
March 15 of the same year in which such employee’ati@at is to be taken. Employees
will be notified, in writing, by their Director by Marc29 of the approval or denial of
such vacation requests.

For vacations between November 1 through May 1, emplafedbsubmit
requests in writing by September 15. Case Managersewibhfied, in writing, by their

Director by September 29 of the approval or denial of suchtiza requests.
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ARTICLE 16. TUITION REIMBURSEMENT & STAFF DEVELOPMENT

16.1 If it agreed between the parties that the current@uiolicy shall remain in
effect throughout the term of this Agreement.

16.2 Employees who have worked at least 1,000 hours (including pgmbgees) in
the previous calendar year may use up to $500.00 per calend&o geaer the cost of
successful C.C.M. certification and/or re-certificatiees, exams, continuing education
conference fees relating to the enhancement of theMasager role or for the
membership in the relevant professional association.amprequired certifications
offered by the Medical Center, such as CPR, employegsattend without loss of
wages. All conferences and memberships must be approvedance by the
Department Director.

16.3 Preceptors are employees who oversee the orienttimewly hired or
transferred staff. Preceptors will be selected utdizhe Medical Center’s current
selection process. They will be required to compldteraal Preceptor Training
Program before being selected to precept. The precepaspisnsible for appropriate
record keeping for those orientees assigned to himPrceptors will receive $50.00
bonus for each week of precepting.

ARTICLE 17. ORIENTATION

17.1 A planned orientation program, up to four (4) weeks shatirbeided for all full-
time and part-time employees who have previous expe&rieAa orientation program up

to eight (8) weeks shall be provided for all full-time gagit-time employees who do not

20



have previous experience. The orientation shall coostsie following:
a. Attendance at the new Employee Orientation;
b. A department based orientation which will includeexdptermined
series of assignments with UtiizatCase Manager, Registered Nurse(s);
c. An evaluation to be completed at the conclusiath@brientation
period. At this time, a determinatmiti be made of any need to extend the
orientation.
New pool employees with Case Management and UtizéRieview experience
will attend the new Employee Orientation and willgsevided with a department based
orientation for up to five (5) shifts.

ARTICLE 18. PAID TIME OFF, PAID TIME UNSCHEDULED (PTU)
EXTENDED SICK LEAVE (ESL)

18.1 Itis agreed between the parties that Human Resouray Bd.2 shall continue
for the duration of this Agreement except as modifiedwel
» The call-out policy shall be applied as modified iniélet 11 of this
Agreement.
* Employees may maintain 80 hours of PTO when they asxwise required
to use PTO during unpaid leaves of absence.
* PTO sell back shall be applied as modified in this Aetic
Upon ratification of this Agreement, there will be rreetime addition of eight (8)
hours of PTO for full time employees with ten (10)ngear more of service. Part
time employees with ten (10) years of service wileree four (4) hours.
18.2 Sell Back
During the month of November, employees may electt¢eive payment for PTO
hours earned but not used. Full-time employees mayaeK!dp to forty (40) hours of
PTO in eight (8), ten (10), or twelve (12) hour increragnbvided they maintain 100

hours in their bank at the time of the sell back.Har¢ employees may sell back up to

twenty-four (24) hours in eight (8), ten (10), or twelve (@)r increments provided
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they maintain fifty (50) hours in their bank. Paymerit né made at the employees’ base
rate of pay. Sell back requests must be in writing abdhgted in a timely fashion to the
manager. Sell back is voluntary and the decision to de faaal.

18.3 Bereavement Leave

Full-time employees who have completed one year @nmnt shall be entitled
to be paid for their scheduled hours, to a maximum ofesx(&6) hours within six (6)
calendar days following the death of a member of thd@rap’s immediate family.
Part-time employees who have completed one-yearogmgaint shall receive up to eight
(8) hours. Immediate family is considered as: spouseesiic partner, parent, child,
brother or sister. Full-time employees may be paitbugight (8) hours for the death of
the employee’s grandparent/grandchild. Part-time employey be paid up to four (4)
hours for the death of the employee’s grandparent/graddcBeéreavement pay will be
charged to the employee’s Extended Sick Leave (ESL) atcdimere will be no
negative balance of ESL. It will be paid at the erypdis base rate of pay. No more
than twenty-four (24) hours of ESL per calendar yeay beaused for bereavement leave.
Proof of death and evidence of relationship may be required.

The Medical Center will permit the use of three (3)imioal days to extend a
bereavement leave if requested by the employee. Sutloadbtime may be unpaid or
charged to PTO time if available.

ARTICLE 19. SEVERANCE
19.1 Itis agreed between the parties that the current seseean shall remain in

effect through the term of this Agreement.
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ARTICLE 20. RECRUITMENT REFERRAL BONUS

20.1 Employees shall receive a predetermined announced bonedeioimg in-patient
Staff Nurses (RN) candidates and Case Managers wdmariseemployed by the Medical
Center. The employer agrees to give notice, ten @ehdar days in advance, to the
Union in the event that the Bonus amount is increaselthunished. The referring
employee shall receive half of such payment afte(@imonths of the referred
employee’s employment and the final payment at the ende{1) year of said
employee’s employment.

ARTICLE 21. BENEFITS

21.1 The Medical Center agrees to make available to elidibrgaining unit
employees the same Health, Prescription Drug, Deviign, Life Insurance and Long
Term Disability Plans, as they may be amended from taniene, which it provides to

its non-bargaining unit employees, subject to the terms amditons of those plans.
The contribution levels charged to eligible bargaining umpleyees for coverage under
the plans will be equal to those paid by non-bargaining unites/egs of the Medical
Center for comparable categories of coverage (i.e., &replOnly, Family, etc.)

No dispute arising under or relating to thigiseshall be subject to the grievance
and arbitration procedures set forth in this Agreemeicgp>an allegation that the
Medical Center has failed to pay its portion of any iasae premiums required to
purchase the coverage described immediately above.th&lt disputes arising under or

relating to this section between the Medical Ceratey, Plan, the Union or the
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employee(s) shall be resolved in accordance with tinestand procedures specified in
the applicable plan or by applicable law.

21.2 Itis agreed that the Medical Center reserves the taggchange the respective
benefit carriers. For the duration of this Agreemedd,ldenefits listed above made
available to bargain unit employees shall remain subaligrequivalent.

Employees in the bargaining unit shall dbate in parity with other non-
bargaining unit employees who participate in any of théttheéans. This increase for
premiums will be effective January 1, 2007 for bargainingemployees.

Notwithstanding the foregoing, for bargaining unit employeks participate in
the Cooper Health Plan, the employee contributionbdaith insurance based on salary
tier and participation level shall not increase by ntham 2.5% of the total premium per

calendar year or more than parity with non-union eyg#s, whichever is lower.

21.3 Pension Plan. The Medical Center agrees to providégiblelbargaining unit
employees the same Cooper Health System, Inc. DefiaattiButions Retirement Plan,
which it also provides to non-bargaining unit employeesf #seceffective date of this
Agreement. Benefit accruals for Utilization Case Bigers, RN in Cooper Health
System Retirement Plan (The Defined Benefit Plan) hees frozen in accordance with
ERISA standards.

No actions by the Medical Center respgdtine Plan or the DB Plan nor any
disputes arising under or relating to the Plan or thePl28 shall be subject to arbitration
under this Agreement. All such disputes between the ddé@ienter, the Plan, the DB
Plan, the Union or the employees shall be resolvedaonrdance with the procedures

specified in the applicable Plan or, if no Plan is ejaple, by applicable law.
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Pursuant to the Plan document, the contribution oMédical Center’s
Retirement Plan is 1% of base salary. Three (3)iaddi contributions of 2% each will
be made to the retirement accounts of vested partisipdiite first contribution will be
made after December 31, 2006, the second after December 3lgrizD0%& third after

December 31, 2008.

21.4 Tax Sheltered Annuity (TSA). The Medical Center kbahtinue to offer
employee(s) access to the employee(s) contributonyShaitered Annuity Program
underg IRC 403(b). It is understood that the Medical Center doésecommend, or
sponsor any Tax Sheltered Annuity plan offered by any weswld that any employee
contribution or investment is made voluntarily by tihepdoyee under the concept of
‘caveat emptor”.

21.5 Travel Mileage. Employees when required and pre-apprmvade their
automobile for work related travel shall be compensadtéaeacurrent IRS standard rate
for all such approved miles.

ARTICLE 22. WAGES

22.1 Salary. The salary range for Utilization Case marsageall be $60,000 to

$90,000.

22.2 Base compensation increase
Year 1 5% on June 1, 2006; 1% on December 1, 2006
Year 2 5% on June 1, 2007
Year 3 5% on June 1, 2008

The effective dates of the wage scale increase shalibfirst full pay period, closest to
June 1, 2006, December 1, 2006, June 1, 2007 and June 1, 2008.
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22.3 The Pool Nurse wage rate shall be increased in acc@rdaticthe following table:

Weekday

1% year $37
2" vear $38
3% year $39
Weekend

1% year $40
2" year $41
3% year $42

22.4 Bi-weekly direct deposit of paychecks shall continue.
22.5 During this term of this Agreement, within thirty (30) daysotice, in writing
from the Medical Center to the Union, the Union \mket with the Medical Center upon
the latter’s request for the sole purpose of discussirggheh market conditions warrant
increases to any of the contracted wage rates setdootte. The Medical Center shall
retain discretion to implement increases which haes bee subject of such discussions
upon fourteen (14) calendar days notice in writing to the tnio
22.6 Professional Development Ladders

Case Managers will be eligible to participate in thefdasional Development
Ladder.
ARTICLE 23. LABOR/MANAGEMENT COMMITTEE
23.1 The Union and the Medical Center agree to the establisthoha
Labor/Management Committee. Such committee sha#lisbaf representatives from the
Union, not to exceed three (3) and representativestieriviedical Center not to exceed
three (3). The Committee shall meet no more thae pec month to discuss mutual
problems, staffing issues, and concerns. One (1) weektpribe scheduled meeting, the

Union will submit an anticipated agenda. Committee meswél be afforded time,
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with no loss of pay, during their work day to attend sueletings, as approved by their
manager and subject to staffing needs.

ARTICLE 24. DISCIPLINE

24.1 The Medical Center reserves the right to disciplingpsnd or discharge an
employee during the Probationary period without the eygaoor the Union’s recourse
to the Grievance and/or Arbitration process

24.2 Further, the Medical Center reserves the right toiglise, suspend or discharge
an employee who has completed their Probationaiggéut only for just cause.

24.3 In addition to notifying the affected employee, the Meldidanter agrees to
promptly notify the Union in writing of any suspension aadtliarge of any bargaining
unit employee. Employees receiving either a suspensiardizcharge may challenge
such decision by filing a grievance immediately at thalfstep of the grievance
procedure. The Union shall determine the validity ofgihevance and may, thereatfter,
proceed through the grievance procedure.

ARTICLE 25. GRIEVANCE PROCEDURE

25.1 Definition of Grievance. A grievance is defined as aispute or difference
concerning the application, interpretation or a claimedhtion of an express provision

of the Agreement or the claimed violation of Coopensrtdn Resources Policies, as
amended from time to time, and that are subject to marydadaogaining.

Grievance Procedural Steps:

Step 1

Within five (5) business days of the incident upon whichgitievance is based, the
employee will discuss the matter with his/her immet&tpervisor in an effort to resolve

the grievance. The response to the first step will Beced to writing on the grievance
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form by the supervisor. The Director of Case Managenteilt iespond to the Case
Managers. If no satisfactory settlement is reachédimiive business days of such
discussion, the employee shall have the right to pebte Step 2.

Step 2

If no settlement is reached following the Step 1 gneeathe grievance may be appealed
in writing to the Senior Vice President for Clinical Ogt@wns within five (5) business
days after the Step 1 decision was rendered. The grevatde presented in writing
on an HPAE Local 5118 grievance form. The Medical Geniérespond to such
written notice within five (5) business days by schedulingeating to discuss the
grievance. Such meeting will take place at the connesief all parties involved, but no
later than twenty (20) business days from the date d¥ldical Center’s receipt of the
Step 2 grievance. A decision will be rendered within (&ebusiness days from the date
of the conclusion of the meeting.

Step 3

If no settlement is reached following the Step 2 gneeameeting, the grievance may be
appealed to the Vice President of Human Resources gmeeswithin five (5) business
days after Step 2 decision was received by the Union.MBEakcal Center will respond

to such written notice within five (5) business days by sdimegla meeting to discuss
the grievance. Such meeting will take place at the coemee of all parties involved,

but not later than twenty (20) business days from theafatee Medical Center’s receipt
of the Step 3 grievance. A decision will be rendered wilikie (5) business days from

the date of the conclusion of the meeting. Such anskal be final and binding on the

28



parties unless the grievance is appealed to arbitratitimelbynion in accordance with the
Procedures set forth in Article 26, Arbitration Procedure.

25.2 Since the time limitations set forth in this Articee of the essence to this
Agreement, grievances must be submitted, responded toppedied timely as noted
above. No grievance shall be accepted by the MedicdeCenless it is submitted
within the time limit set forth above. It is undest that such time limitations may be
extended only with the mutual consent of the parties. gifievance is not appealed in a
timely manner, it shall be deemed to have been settleccordance with the last Step
decision rendered. If the Medical Center fails tonsswithin the time limits herein
noted, the grievance may automatically proceed to thiestex of the grievance or
arbitration procedure. For the purpose of this Artitle,dcomputation of business days
shall not include Saturday, Sunday, or officially recognizelitiays.

25.3 All grievances presented at Step 2 of this procedure s#tafibrth the essential
facts giving rise to the grievance, the provision(s) ofAgeement if any alleged to have
been violated, the names of the known aggrieved emplayeethe remedy sought. All
grievances filed at Step 2 and appeals at Step 3 shsitified and dated by the
aggrieved employee and/or his/her Union representative.

25.4 If disciplinary action against an employee resultsnficonduct relating to the
patient or visitor, and the patient or visitor does not appethe grievance or arbitration,
the Arbitrator shall not interpret or consider theddiappearance as prejudicial. Nor
shall the Arbitrator grant more weight to “out of hegrgtatements”, than would

otherwise be granted to any other hearsay testimony oneods.
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ARTICLE 26. ARBITRATION PROCEDURE

26.1 Should the Union be dissatisfied with the decision/respdo the grievance at the
final step, the Union may submit the grievance to arimmawithin thirty (30) business
days of the receipt of the written response to thed 8tep meeting. The failure to appeal
a grievance to arbitration in accordance with the prongbf this Section shall
constitute a waiver of the Union’s right to appeal trievance to arbitration. In such
case, the written answer of the Medical Centenafihal step of the grievance procedure
shall be final and binding on the aggrieved employee(s), &diion. An arbitrator
shall be appointed through the American Arbitration Asgam under its Voluntary
Labor Arbitration Rules.

26.2 The decision of the arbitrator shall be final and bindindgoth parties. The costs
for the arbitration shall be divided equally betweendhen and the Medical Center.
The arbitrator shall have no power to add to, subtraot br modify the terms of this
Agreement. Upon request, the Medical Center shalkneakry effort to reschedule any
employee called as a witness in any arbitration heamingder that said employee shall
have continuity of income, provided, however, the naticetention to call an employee
as a witness shall be provided by the Union to the Eraploywriting and at least
fourteen (14) days prior to any hearing.

ARTICLE 27. RESIGNATION/TERMINAL PAY

27.1 Upon resignation from employment, employees shall profade (4) actual
worked weeks, not including PTO time, advance “proper noficeh date of the

notification to the Department Director. The Diractball acknowledge receipt of the
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resignation letter, and note date and time of recéihteonotice. This date shall be the
official notice date for the calculating of the fod) (veeks notice period. Employees
providing “proper notice” shall be paid for accrued and unu3«d time.

27.2 Employees not giving proper notice or who are terminateghfbrcause shall
forfeit Terminal Pay (PTO).

ARTICLE 28. NO STRIKE OR LOCKOUT

28.1 Neither the Union, its officers, agents, represergatimembers, nor any
employee collectively, concertedly or individually,editly or indirectly, may or shall
instigate, engage in or participate, lead authorize, cagset, encourage, ratify or
condone any strike, picket(ing), sympathy strike, sit-detkike, sit-in strike, sick-out,
slow down, cessation or work stoppage or interruptionarkywefusal to work overtime,
refusal to cross a picket line, or prevent or attemtrévent the access of any person to
the Medical Center during the term of this Agreement.

In the event of works stoppage, activity(@saction(s) which is (are) prohibited
by this Agreement, the Union and its officers, agents epcesentatives shall
immediately take positive and evident steps to have tiwsé/ed cease such activity.
These steps shall include, but not be limited by within @@dours of a request by the
Medical Center, publicly disavow such activities, spalblish and post notices on all
Union bulletin boards, notify every known individualitsf disapproval of such action,
declaring the said action or activity is in violation loé tcontract, and issue a prompt
back to full duties and work order, notwithstanding the emcsteof any wildcat picket
line. The Union, its officers, agents and represerathall refuse to aid or assist in any

such unauthorized action. The Union, its officers, agant representatives will use
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every effort to terminate such unauthorized action. afiwe obligations of the Union,
its officers, agents and representatives are in addaiany other remedy, liability or
right provided by applicable law.

Any employee engaging in any breach of contract actilegcribed above shall be
subject to discipline up to and including discharge, which is sutgeexpedited
arbitration.

28.2 If the arbitrator finds that a violation occurred, he/shall issue a cease and
desist order directed at such violation and sustain tlegtiiee. In the event of an
alleged or asserted breach of this Article, the panti@g resort to courts of competent
jurisdiction or may follow the contractual grievanaebitration procedures through
expedited arbitration by immediately notifying the Amenidebitration Association
who shall immediately appoint an arbitrator who shatliesiule a hearing within twenty-
four (24) hours of the appointment to issue immediatardwrith an opinion to follow.

28.3 There shall be no lockouts during the term of thiseAgrent.

ARTICLE 29. PERSONNEL FILES

29.1 Upon reasonable notice, employees, during their noh-time, shall be granted
Human Resource — witnessed access to their personrddifitey normal and regular
Human Resources Department hours. Employees wildstdha mutually convenient
time with Human Resources in order to view their persbfiie.

29.2 A prior disciplinary action, corrective measure, or c&ling memorandum shall
not form the basis for further disciplinary actiortvifelve (12) consecutive months elapse

from the date of issuance of the action without addftialisciplinary action.
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ARTICLE 30. HEALTH & SAFETY
30.1 The Medical Center shall conform to all O.S.H.A. arfteotpertinent and
applicable health and safety laws, thus providing a healtbdysafe working
environment.
ARTICLE 31. COMPLIANCE PROGRAMS
31.1 Employees, upon receipt of materials Regarding the ddé@ienter's compliance
programs, shall execute a notice of receipt of suchrialste The Medical Center may
require paid attendance at in-service educational progrgasiieg the Compliance
Program.
ARTICLE 32 STAFFING
32.1 Itis understood that as the Case Management- ragdifes, there will be
adjustment in case load. It is the goal of the M&dRenter to maintain a caseload that
averages no more than twenty-five (25) cases per casagerawith the model is fully
implemented.

If it appears that this average cannot be met agreed that the Labor
Management Committee will be convened to bargain.
32.2 The parties agree to negotiate and implement the terinscenditions of the Case
Manager case load(s) within sixty (60) days of the catiion of this Agreement. The
employer agrees not to impose the terms and condifiarsettlement is not reached

within the above stated time.

33



ARTICLE 33. MISCELLANEOUS

33.1 The Union shall be notified at least six (6) weeks pioamplementation of all
proposed modification(s) of HR Policies referencethis Agreement. Upon request
from the Union, which must be made at least four (4)k&g@eior to the implementation
of the proposed change(s), the parties shall meet tasdishe reasons for the changes
and alternatives the Union may propose shall be consid&eth the Union and the
Medical Center will endeavor to meet promptly priothte scheduled implementation.
33.2 Both parties agree there will be no individual Agreememade between the
Medical Center Administration/Management and individnambers of the Union.

33.3 The Medical Center agrees to maintain the followinlicpes for bargaining unit
employees on the same basis as that of the othaecé&kenter employees: parking,
cafeteria, direct deposit, Credit Union, flexible spagdaccounts, and savings bonds.
33.4 For the term of this Agreement, the parties agree touhent Hospital's On-Call
Policy. Case Managers when required to be on-call beglkaid $4.00 per hour during
the weekend.

33.5 Smoking is prohibited in all buildings. Smoking is perndittanly in designated
locations. An on campus sheltered area will be providedomp€r at Camden.

33.6 HPAE Retiree Medical Trust

Section 1: General Contribution from Wages

Within six (6) months after ratification of the agresrhby the Union, the covered
members of the bargaining unit will participate in a refdven vote to participate in a
mandatory employee contribution to the HPAE retiredioad trust. Based upon an

affirmative result the Employer shall facilitateethayment of a monthly mandatory
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employee contribution of $.20 per hour for each emplageered by this agreement.

No payroll check-off by employees will be required; iastethe employer will transfer
one check for this purpose of employee contributionsesgmting $.20 per hour for each
employee who worked in that month. The monthly peitaamount of employee
contributions shall be included in each employee’s sdtargurpose of calculating
retirement benefits and will be withheld pursuant to apple law.

For purposes of the preceding paragraph, employee shall atidbargaining unit
employeedull-time, limited part-time and part-time.

Contributions to the Trust shall be due at the Trusteffin the 19 of the month
following the month for which the contribution is made.

Section 2: No Liability for Employer or Union

The monies contributed to the trust fund shall only be userkfiree health insurance
premiums or health service expenses, and the reasmuaéeof administering the Trust.
Liabilities and Debts of Trust Fund
No signatory party or Trustee, and no employer, engulagsociation, labor
organization, employee, or beneficiary shall be resjdafor the liabilities
or debts of the Trust Fund.”
33.7 Annual Incentive Program
The employees will participate in the annual incenitivaccordance with the

discretionary incentive plan rules and process atittee of distribution.
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ARTICLE 34. SEPARABILITY

34.1 If any term or provision of this Agreement is, at amyetiduring the life of this
Agreement, adjudged by a court or administrative body opebant jurisdiction to be in
conflict with any law, such term or provision shall bee invalid and unenforceable, but
such invalidity or unenforceability shall not impair dieat any other term or provision
of this Agreement.

ARTICLE 35. COMPLETE AGREEMENT

35.1 This Contract contains the entire understanding, undaga&ind fully bargained
for Agreement for the Medical Center and the Uniowl, @presents matters of collective
bargaining for its terms. Changes to this Agreement, hvendty addition, waiver,
deletion, amendment or modification, may be reduced tingriand execute by both the
Union and the Medical Center.

ARTICLE 36. NON-SUPERVISORY STATUS
Employer agrees that during the term of this Agreemesihaill not assert or

challenge the supervisory or non-supervisory status,feden section 2(11) of the
National Labor Relations Act, of any bargaining unit esgpks. The bargaining unit
employees shall not have the authority to hire, teanstispend, layoff, recall, promote,
discharge, assign, reward, or discipline other employgagsponsibly to direct them, or
to adjust their grievances or effectively recommend satibres or exercise independent
judgment in any such regard unless the exercise of thgoiogeis merely routine or
clerical in nature.

Employer further agrees that during the term of this égrent it will not assert

or seek to challenge the supervisory or non-supervisanysstas defined under the
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National Labor Relations Act, of bargaining unit emples/evho function in the role of
Charge Nurse, whether on a temporary or permanent bagiharge Nurse shall not
have authority to hire, transfer, suspend, layoff, repatimote, discharge, assign,
reward, or discipline other employees, or responsibtirect them, or to adjust their
grievances or effectively recommend such actions oceseindependent judgment in
any such regard unless the exercise of the foregoing eymeutine or clerical in
nature. Employer agrees that during the term of this Ageeéthe establishment of any
new supervisory or managerial positions shall not résdlte reduction of hours, layoff
or abolishment of positions of bargaining unit employees.

37. SCOPE OF AGREEMENT

37.1 This Agreement shall become effective on June 1, 2006 aric&shghue in full
force and effective through May 31, 2009, unless the parties liyuagaee in writing to

extend, revise, or modify the contract for an additicpaicified term.
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For: Cooper University Hospital For: Health Proiesals & Allied
Employees, AFT/AFL-CIO

Christopher T. Olivia, MD Ann Twomey
President & CEO HPAE President
Douglas Allen Jean Lucas, RN

Vice President/Human Resources Local 5118 President

Jackie Franchetti

Deb Fahy

Ruth Ann Callaghan

Karen Kimbrough

Kate Grohe

Donna Witiw

Marty Murphy
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Bill Dehner

Terri Maerten

Jane Hasson

Judy Boswell

Carolyn Emory
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Side Letter 1

The Medical Center will notify the Union in writing whi@rthe need arises for the Case
Managers to perform Case Management work on holidaysn Wptien notice to the
Union, negotiations shall begin bargaining for the purposeléduling holiday work.

Negotiations will be conducted by the Labor Managementr@ittee. The employer
agrees not to impose a holiday schedule.
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Side Letter 2 Attendance

Full Time Case Managers who maintain perfect attenddmdreg the time periods listed
below shall be eligible to receive a $450.00 ($225.00 for paet émployees) bonus
which will be subject to all applicable taxes. Pertdttndance is defined as no Paid
Time Unscheduled (PTU), no lateness, and no early depart

January 1, 2006 — December 31, 2006

January 1, 2007 — December 31, 2007
January 1, 2008 — December 31, 2008
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Side Letter 3

It is hereby agreed between The Cooper Health Systeoo€”) and HPAE,

AFT/AFL CIO, Local 5118 Unit Certification of the NatiahLabor Relations Board,
Fourth Region dated October 8, 1999 (4-RC-19703) (“Registenesehl’) and HPAE,
AFT/AFL CIO, Local 5118, Unit Certification of the Nahal Labor Relations Board,
Fourth Region dated September 23, 2004 (4-RC-20879) (“Utiliz&as® Manger
Registered Nurses”) as follows:

1.

HPAE and Cooper agree that solely for purposes of convenidiioe parties
and efficiency, the terms and conditions of each collediargaining agreement
may be included in a single booklet which shall be orgarase@hapter 1 —
Registered Nurses and Chapter 2 — Utilization Case Mategistered Nurses.

HPAE agrees it will not seek to challenge the Unit iGeation of 4-RC-19703
for Registered Nurses or otherwise seek to merge witbtiheation Case
Manager Registered Nurses 4-RC-20879.

HPAE agrees it will not seek to challenge the Unit iGeation of 4-RC-20879
for Utilization Case Manager Registered Nurses or otlseraeek to merge with
the 4-RC-19703 Registered Nurses.

HPAE and Cooper agree the Registered Nurses and Utihz8ase Manager
Registered Nurses are separate, independent bargaining hthitslective
bargaining agreements for each Unit shall be separatélindependently
negotiated, drafted and prepared.

The parties hereby agree the terms and conditionssof énitative Agreement

shall be memorialized by the execution of a Side Lé&ttggeement consistent
with this Tentative Agreement.
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