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AGREEMENT
ARTICLE 1 - PARTIES

This Agreement is entered into between Local No. 4,
Service Employees International Union (herein called the
“Union”) and the Illinois Association of Health Care
Facilities (herein called the “Committee”), for and on
behalf of its present member represented Employees,
their succeasora and assigna (herein collectively called the
“Employer”) and shall be effective from April 20, 2005
through December 31, 2007,

WHEREAS, the parties desire to establish and maintain
a united, cooperative action between the Employer and
the employees in order to promote harmonious industrial
relations:

NOW, THEREFORE, in consideration of the mutua)
covenants and agreements herein contained, the parties
agree as follows:

ARTICLE 2 - RECOGNITION

1. The Employer recognizes the Union as the sole col-
lective bargaining agent-for those job titles in each facility
for which the Union historically has been recognized and
for those titles for which representation is established
under these procedures. Beginning on the date of ratifica-
tion of this Agreement, new Employers becoming bound to
this Agreement pursuant to the terms of this Agreement
shall recognize the Union as the sole collective bargaining
agent for all full time and regular part time Certified
Nuraes Assistants (CNAs), Dietary Employees,
Housekeeping Employees, Laundry Employees, Activity
Aides, Rehab Aides and Psychosacial Aides, but excluding
licensed practical and registered nurses, confidential
employees, casual employees, guards, and supervisors as
defined by the National Labor Relations Act.




2. The Employer agrees not to enter into any agreement
or contract with its employees, neither individually nor
collectively, which conflicts with any of the provisions of
thia Agreement. '

3. (a)At facilities subject to this Agreement at which
the Union currently represents some employees, the
Union may request recognition as the exclusive collective
bargaining representative for any remaining unrepresent-
ad, non-supervisory employees not excluded in Section 1of
this Article for whom the Union claims majority status.
The Union’s representation in such cases will be deter-
mined by en election conducted by the National Labor
Relations Board or by majority card check if the Employer
and the Union mutually agree to forego an NLRB election.
Any card check verification conducted under this para-
graph shall cccur within three (3) days of the Union’s writ-
ten demand for recognition. If the Union’s representation
is verified by a majority card chack or NLRB election, the
Employer shall apply the terms of this Agreement to the
affecte@-employees within thirty (30) days of voluntary
recognition or certification of election results Nothing in
this section shall affect the rights of either party with
respect to newly created positions as set forth in Section 7
below. Thig shall not apply to any Employer facilities at
w_hlch employees are represented by any other labor orga-
nization for the classifications set forth in Section 1,

(b) Whenever the Union becomes involved in organizing
activity deseribed in Paragraph 3(a), the Employer shall
maintain a neutral position as followa:

(1) The 'Employer shall advise employees in the job
glqssﬁcations being organized by the Union that
it is not opposed to the selection of Local 4 SEIU
as their bargaining representative;

(2) The Employer shall refrain from lending any

assistance or support of any kind to any group
opposed to Local 4 SEIU;
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(3) The Employer shall not hold any cne-on-one or
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(6)

group paid time meetings where the subject to be
discussed is representation by the Local 4 SEIU;

The Employer shall instruct ite owners, man-
agers, supervisors, and other agents to refrain
from initiating or participating in conversations
with employees that Local 4 SEIU seeks to orga-
nize about the Union or Union representation;
provided however, that if an employee in the pro-
posed bargaining unit asks an owner, manager,
supervisor, or other agent a question about the
Union or Union representation, the question may
be answered factually and the employee shall be
advised that the Empleyer is neutral on the ques-
tion of Union representation and that the cheice
of whether the employee wants to be represented
by SEIU Local 4 is for the employee to make;

The Employer shall not disseminate any written
materials regarding the Union’s organizing cam-
paign; provided however that the Employer may
disseminate written material that corrects any
inaccurate statements made by the Union. Any
such written material shall be factual and posi-
tive and shall not criticize or disparage the
Union, its officers or members, or its mission.

In return for the Employer’s commitment to strict
neutrality, the Union agrees that any statement
made by the Union when organizing employees
pursuant to Section 3(a) shall be factnal and shall
not disparage either the practices, policies,
motive or mission of the Employer and/or any
related entity or any representatives thereof. The
Union may convey its position fairly and may pro-
vide employees with factual information to sup-
port an informed decigion. The Union shall not
communicate with employees regarding the
financial status of the Employer or any related
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entity or any of the representatives thereof. The
Union further agrees that its campaigning activi.
ties shall not interfere with the work of the
Employer’s employees.

(7) Where an NLRB election is conducted, such elec-
tion will be conducted in the unrepresented, non-
supervisory classifications requested by the
Upmn pursuant to those provisions of Appendix C
with .the exception of Sections 1, 2, 3, 4 (for the
clasglficatlions sought), &, the limitations of
Section 18(a) and (b) (in that the election would be
conducted for titles which in themselves would
not constitute an appropriate unit), and Exhibit A
and Information Sheet,

4. For existing or future nursing home facilities of
Employers at which no labor erganization currently repre-
sents employees in the job classifications set forth in
Section 1 of this Article, the Union may request recognition
as the exclusive bargaining representative in a unit com-
prised of the job classifications set forth in Section 1. The
Union's representation in such cases will be determined by
an election conducted by the National Labor Relations
Bogrd or by majority card check if the Employer and the
Union mutually agree to forego an NLRB election. Any
card check verification conducted under this paragraph
aha_ll occur within three (3) days of written request by the
Union. Organizing at these facilities will be conducted in
accordance with the rules of conduct as set forth in
Appendix C.

5. If the Union's representation is verified by a majorit
card check or NLRB election for facilities org};ni;?lzl pur}-r
suant to Bection 4, the Employer will recognize the Union
as representative of the employees and will apply the
terms pf.' this Agreement within thirty (30) days of such
recognition. At the request of either the Union or the
Employer, provided such request is made within seven (7)
days of recognition, the parties will enter into negotiations

for a gide letter to address issues specific to that facility,
either where this Agreement is silent on such issues or
where differing conditions at the facility require further
negotiation,

The Employer will not file a petition with the National
Labor Relations Board for any election or other proceeding
in connection with any demand for recognition by the
Union made pursuant to these provisions.

The Union will not file a Unit Clarification petition for
positions historically excluded from the unit but reserves
ita right to file a Unit Clarification petition for positions
recently created or recently excluded.

6. The provisions of Article 2, Sections 4 and 5 and
Appendix C, ghall apply to any facilities which currently
or in the future are owned as defined herein by the own-
ers of Association members party to this agreement who
have the right either directly or indirectly to control
employees of the facility. Ownership under this section
shall mean where the majority ownership of the non-
union facility is owned either individually or collectively
by owners who {either individually or collectively) ara
owners of facilities under his agresment. The term “own-
ers” shall include all immediate family members and legal
trusts established on behalf of the owner or the owner’s
immediate family members. This provision shall not be
gubverted by any owner’s relinguishment or delegation of
the right to control employees.

Ownership shall he based on ownership of the operating
license, including a lease of the operating license, Article 2
and Appendix C shall not apply where the owners (1) own
only the real estate of the facility; (2) have ne ownership
interest in the operating license of the facility; (3) have no
control either directly or indirectly of the employees of the
facility; and (4) have leased the real estate to non-related
parties (provided the lease is not entered into for the pur-
pose of avoiding obligations under this agreement.)




7. (a)In the event the Employer creates & new, non-
gupervisery, non-mansagerial, job classification which
shares a community of interest with the employees in the
recognized bargaining unit, the Employer shall so inforip
the Union. At the Union's request, the Employer will meet
with the Union to discuss whether or not the new classifi.
cation shall be included in the bargaining unit and, if 80,
the appropriate rate of pay. If the parties cannot agree on
the bargaining unit placement, the Union may, consistent
with the provisions of the National Labor Relations Act
file a unit clarification petition. If the parties agree on
inclusion of the job classification in the unit (or if the
National Labor Relations Board decides in favor of inclu-
sion) but the parties disagree on the rate of pay, the Union
may request arbitration in accordance with the procedures
set forth in Article 1.5 of this Agreement. The sole issue
before_ the arbitrator shall be whether or not the rate
established by the Employer bears a reasonable ralation.
ship to the rates of other bargaining unit jobs.

(b} In the event the Employer combines or substantially
changes the duties of a bargaining unit johis), the
Employer will notify the Union. Upon request, the
E@ployer will meet with the Union to discuss the appro-
priate wage rate applicable to such job. If the parties dis-
agree on the appropriate rate, the Union may request arbi-
tration in accordance with the procedures set forth in
Article 15 of this Agreement. The sole issue before the
Arbitrator shall be whether or not the rate establizhed by
the Employer bears a reasonable relationship to the rates
of other bargaining unit jobs.

ARTICLE 8 - MAINTENANCE OF STANDARDS

1. (a)No employee during the term of this Agreement
shall, suffer any reduction in their hourly rate of pay
(mclu.dmg appropriate differentials or other appropriate
premium pay). Any raises granted in excess of contractu-
ally required minimum rates (whether granted prior to or
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during the term of this Agreement) shall be part of the
employee’s contractual rate of pay and shall not reduce
the employee's eligibility for any subsequent contractually
required raises. This provision shall not apply to any tem-
porary premiums, differentials, merit, bonus or incentive
programs established under Article 19, Section 1{c) of this

Agreement,

(b) A copy of the Work and Safety Rules and Regulations
set, Torth in Appendix A shall be posted in each facility and,
to the extent that such Rules and Regulations provide for
discipline for actions for which no discipline was previous-
1y provided, no disciplinary action will be taken prior to 30
days after posting at each Employer’s facility.

ARTICLE 4 - UNION SECURITY AND CHECK-OFF

1. All present employees who are members of the Union
on the execution date of this Agreement shall remain
members in good standing as a condition of their employ-
ment. All present employees who are not members of the
Union and all employees whe are hired hereafter for a
classification covered by this Agreement shall become and
remain members in good standing in the Unicn as a con-
dition of their employment on the thirty-first (31st) day
following the beginning of their employment or the execu-
tion date of this Agreement, whichever is later, The term
“rmember” or “member in good standing” shall be limited to
the payment of the initiation fees and membership fees
uniformly required ae a condition of acquiring or retaining
membership, and shall be a financial obligation only.

‘Nothing in this Agreement shall require employees to join

or become formal members of the Union.

2. For each employee who ghall voluntarily sign a prop-
er form of authorization of check-off of Union initiation
fees and Union dues (the signing should be in duplicate,
and a copy of each such authorization shail be promptly
mailed by the Empleyer to the Union), the Employer shall




check-off and deduct the initiation fee from the employee’s
wage and remit it to the Union. The Employer shall fur-
ther check-off and deduct from such employee’s paycheck
on each pay period, an equal amount of regular Union dues
and shall remit the same to the Union by the twenty fifth
{26th) day of such month. The initiation fees and the dues
deducted from the employee’s wages and remitted to the
Union shall be in amounts specified by the Union to the
Employer. Initiation fees shall be deducted in two equal
installments and shall be remitted to the Union. With each
remittance of initiation fees, or dues, the Employer shall
furnish to the Union a letter or written report stating the
name, classification and home address of new employees,
date of hiring, the amount remitted on account of esach
employee and the names of any employees no longer
employed and their date of separation. The Employer shall
be given thirty (30) days notice of any change in amounts
due under this Section. The provisions of this Agreement
shall be exercised in accordance with existing law.

3. In the event any dues are not paid within 60 days of
the date they are due, and provided the Union has prompt-
ly notified the Employer of the failure to pay and there is
ne dispute as to the obligation te pay such dues, the
Employer shall be obligated te pay an additional 10% of
the amounts due. The Union may use any applicable legal
remedies not prohibitad by Article 16A of this Agreement
in the event of a non-payment of dues under this provision.
Such dispute shall not be subject to Article 15 of this
Agreement.

4. There shall be no deduction of any kind from an
employees pay except as agreed upon between the
Employer and employee or as required by Law,

5. The Union agrees to indemnify, defend, and save the
Employer harmless against any and all claims, suits, or
other forms of liahility arising out of the deduction of dues
and fees from an employee’s pay, or from any other liability

g

of any nature on account of the Employer’s compliance
with thig Article. The Employer shall promptly notify the
unien of any such claim, suit, or other such complaint.

ARTICLE 5 - MANAGEMENT RIGHTS

1. Management of the Home, the control of the premis-
en and the direction of the working force are vested exclu-
sively in the Employer subject to the provisions of this

ment. The right to manage includes, but ig not lim-
ited to, the following: The right to select, hire, transfer
and promate, and to discipline, suspend or discharge for
just cause; assign and supervise employees; to determine
and change starting times, quitting timed, and shifts, and
the number of hours to be worked; to determine staffing
patterns; to determine policies and procedures with
respect to patient care; to determine or change the meth-
ods and means by which its operations ought to be carried
on; to set reasonable work standards; to determine the
size and locations of the Employers Home; to extend or
curtail, and to terminate (with proper notice for an oppor-
tunity for negotiations) the operations of the Employer, to
introduce new and improved methods or facilities; and to
change existing methods or facilities. The Employer has
and retains the powers, functions, rights and autherity it
would have, but for the signing of this Agreement, except
those specifically abridged or modified by the express pro-
visions of this Agreement, provided, however, that such
powers, functions, rights and authority shall not be
enforced or exercised contrary to or inconsistent with the
provisions of this Agreement.

ARTICLE 8 - DISCRIMINATION

1. The Employer ghall not discrimninate with respedt to
employment by reason of race, color, religion, sex, naticnal
origin, mental or physical disability unrelated to ability to
perform the essential functions of the job, age, military
status or Union membership or activity.
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2, The provisions of the Agreement shall be interpreted
and applied in conformity with the Americans with
Disabilities Act. In the event an employee shall require g
reasonable accommodation under the Americans with
Disabilities Act, and the Employer believes that such
accommedation is in conflict with some other provision of
this Agreement, the Employer shall notify the Union of the
potential conflict, and upon request shall discuss the mat-
ter with the Union subject to any applicable confidentiali.
ty restrictions. It is understood that the implementation of
reasonable accommodation required by the ADA shall
supersede other provisions of this Agreement,

ARTICLE 7 - UNION REPRESENTATION

1. {(a)The Employer recognizes the right of the Union to
select or elect from the employees who are members of the
Union steward(s) to handle such Union business at the
Employer’s premises where they are employed, as may
from time to time be delegated to them by the Union in
connection with this collective bargaining agreement. The
name of each such steward shall be furnished in writing to
the Employer and any changes in the chief steward shall
be reported to the Employer in writing. From among the
stewards at each location, the Union will designate one
Chief Steward for each facility to handle such Union busi-
ness a8 may from time to time be delegated to him/her by
the Union in connection with the administration and
enforcement of this collective bargaining agreement. The
Chief Steward shall normaily be the steward responsible
for the steward's role in the grievance procedure, and
where the Employer is initiating discussion with a steward
on any matter other than investigatory interviews and dis-
cipline (which may be handled by any available steward),
the Employer shall initiate contact with the Chijef
Steward, The Union will appoint ne more than four (4)
stewards at any facility, except that for any facility with
more than 100 members, the Union may appoint up to five
{B) stewards.
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(b} No activities of any steward which interferes with
work, including discussions with any employee regarding
any grievance or potential grisvante, shall be performed
on working time without the prior permission of the
supervisor of the steward and the supervisor of any
employee involved. Such permission shall not be unrea-
sonably withheld or delayed. Any such activity shall be
conducted expeditiously and will not in any way unduly
interfere with the work of the steward or any other
employee or the care of any resident. Break time, whether
paid or unpaid, shall not be considered working time for
these purposes.

{¢) Discussions of grievances between-the steward and
members of management shall take place at a mutually
agreeable time, either on working or non-working time,
and shall be conducted expeditiously and in such a way as
to minimize any interference with the work of the steward
or resident care.

{d) Nothing in this agreement shall be construed as
waiving employees protected rights te engage in conversa-
tion regarding union matters to the same extent that
other non-work related conversation is permitted on work-
ing time, nor to restrict protected rights regarding solici-
tation and distribution under the National Labor
Relations Act. :

2. The representatives for the Union shall have admis-
ston at reasonable times to all properties covered by this
Agreement to discharge his/her duties as representative of
the Union. Such representatives will notify the facility
prior to arrival, and when the visit is outside business
hours, such notification shall be prior to 5:00 p.m. Upen
arrival the representative will sign in. Such representa-
tives shall not unduly interfere with the work of any
employee or member of management. Any meeting
between Union representatives and members of manage-
ment shall be at mutually agreeable times.
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3. The Employer will provide a bulletin board in the
facility for the purpose of posting Union notices signed by
a Union official, the location to be near the time clock or in
another area where notices to employees are normally
posted, Such notices shall be of a non-inflammatory, non-
derogatory nature,

4, The chief steward from each facility will be paid eight
(8) hours at their applicable straight time rate of pay for
attending the annual Local 4 Steward’s Conference, and
each facility will'make a reasonahble effort to release all
recognized stewards, provided the steward or the Union
has provided the facility with not less than 14 days’ notice
of the intended absence. Such time shall not be counted as
hours worked for any purpose.

5. Union Orientation. The Employer will notify the
Union gteward of all new hires into bargaining unit posi-
tions within the first 30 calendar days after their hire date.
The steward will be provided an oppertunity to meet
briefly on working time, at a time and place to be desig-
nated by the Administrator, with the new employee to
inform the employee of the employee’s rights, obligations,
and benefits under the collective bargaining agreement.
Such discussion shall net include any disparagement of
the Employer.

6. Union Leave of Absence. Employees with at least one
year of service shall be entitled to receive a leave of
absence of up to ninety (90) days, without loss of seniority
or other rights under this agreement, in order to accept a
full-time position with the Union. The Employer will not
be responsible for paying benefits and the employee will
not accrue sick or vacation pay while on leave of absence.
No more than one employee per facility will be on a leave
of absence pursuant to this section st any one time.

7. Steward Representation-Investigation of Discipline.
(a) An employee who has & reasenable basis to believe
he/she may be subject to discipline may choose to have the
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Union steward present for an investigatery interview. If
the Union steward is not reasonably available, by mutual
agreement the interview may be rescheduled to a time
when the union steward is available, or the employee may
designate another employes who is reasonably available
to perform the functions of the Union steward, or the
employee may proceed with the interview without such
assistance, or the employee may decline to proceed with
the interview without such assistance. If the employee
chooses to decline to proceed with the interview without
such assistance, the Employer may choose to dispense
with the interview and may make any disciplinary deci-
sion on the basia of other available information without in
any way prejudicing its right to issue appropriate disci-
pline if just cause exists. If the Union steward or other
employee representative is present for such interview,
their conduct shall conform to the parameters established
by the National Labor Relations Board.

(b) If requested, any employee interviewed shall provide
a written account of the events under investigation, pro-
vided that the employee shall have up to 24 hours from
the time of the request to submit their written statement
following the interview.

(¢} If the employee requests, a steward may be present
when the employee is presented with a notice of a written
diseiplinary action. This provision does not apply where
the Employer is simply mailing or gimilarly delivering a
disciplinary notice without holding a meeting or discus-
sion of the notice {(other than to explain or answer ques-
tions about the discipline), nor does it apply where no
steward is reasonably available to attend the meeting.
When presented with any notice of written disciplinary
action, the employee will be required to acknowledge
receipt of the disciplinary action but such acknowledge-
ment shall not be an admission or agreement with the
matters contained in the notice. If the Employee refuses to
sign the acknowledgement of receipt, such refusal shall be

13




noted on the notice. The employee shall be provided with a
copy on request. Such failure to provide a copy of the notice
shall not affect the validity of the discipline, but the time-
line for filing a grievance will not begin until such copy is
provided,

ARTICLE 8 - WORK WEEK, SCHEDULES
AND OVERTIME

1. (a)The standard workday in effect (in each facility) as
of the date of execution of this Agreement shall remain in
effect on a job classification basis for the duration of this
Agreement. A temporary increase in the length of the work
day shall not create a guarantee of the continuation of the
longer day.

L) Overtime at the rate of time and one-half the employ-

ee’s straight time hourly rate shall be paid for all hours
actually worked over eighty (80) hours in any two week
pay period or over eight (8) hours in any one day. Provided
that if the Employer, the Union, and the employees in a
specific department agree, overtime in that department
only shall be paid for all hours worked over forty (40) hours
in any one week pay period but not for hours worked in
excess of eight (8) hours in any one day. After an employee
has worked an additional shift or hours, the Employer
shall not involuntarily change the schedule for the purpose
of avoiding the payment of overtime,

2. All Employers will pay on a bi-weekly payroll.

3. An employee who reports prior te the regularly sched-
uled starting time and departs after the regularly schedule
quitting time to allow time for uniform changes or for rea-
sons of personal convenience shall not be entitled to com-
pensation for the early arrival or late departure, but such
emplayee shall not be required to start work before the
regularly scheduled starting time or to work after the reg-
ularly scheduled quitting time merely by reason of being
on the premises.
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4. Except in cases of emergency, serious illness or acci-
dent, an employee ghall notify the Employer at least four
(4) hours in advance of his inability to report for work on
any regularly scheduled work day. For employees with ill-
nesses which last more than one day, if the employee ia
aware that the illness will last more than one day, and
reports the specific duration of the absence, the employee
shall not be required to continue calling in each day of the
absence,

5. Any employee instructed to report for work, and
reporting, but not put to work, shall receiva four (4) hours

pay.

6. The Employer shall not change an employee’s regu-
larly scheduled hours of work during any pay period
which includes a Holiday, where the effect of such change
will result in an employee receiving less pay during such
period than the employee would have received had the
hours net been changed.

7. Any employee instructed to report for an in-service
meeting on their day off will be paid a minimurm of two (2}
hours at their applicable straight time rate of pay.

8. No Pyramiding. Pay for time not worked shall not be
counted as hours worked for any purpose unless express-
ly provided for by a provision of this Agreement. There
shall be no pyramiding or duplication of overtime pay.
Hours paid for at overtime rates under one provision of
this Agreemaent shall be excluded as hours worked in com-
puting overtime under any other provision.

9, The Employer shall endeavor, where feasible, to des-
ignate a break room or area where employees may take
their breaks, whether paid or unpaid, where they will not
be .interrupted. In the event an employee is interrupted
during an unpaid break, the break shall be rescheduled
for a later time during that shift or the employee shall be
compensated for the full thirty minutes of that break.
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10. The Employer will give the Union 30 days notice of
any proposed change in the starting and ending times of
shifts and will, on request, bargain with the Union over
the impact of the proposed change. However, at the end of
the thirty-day period, the Employer may implement the
change regardless of the status of the negotiations.

11. Employees may trade schedules with each other with-
in the same job classification provided the request is made
in writing to the supervisor and is approved by the super.
visor. Hequests totrade schedules shall not be unreason-
ably denied. Increased overtime for either employee may
be a reason for denying the request. If a trade is approved,
the employee who agreed to work the shift is subject to the
abaentee policy for that shift,

12. Employees expected to work in more than one depart-
ment or job classification will be oriented in those depart-
ments and/or jobs and will be included in all in-services for
those departments and/or job classifications.

13. Effective January 1, 2006, the Employer shall
endeavor, where feasible, to grant all employees at least
every other weekend off, except for those employees who
voluntarily agree to work a more frequent weekend sched-
ule. Prior to January 1, 2006, the Union and the Employer
shall meet on a facility by facility basis for any facilities
which do net currently grant at least every other weekend
off, in order to review ways to grant at least every other
weekend off. Where the Employer has created shifts and/or
hired employees to positions with permanent days off, the
arrangements shall not be considered in conflict with this
section, The definition of “weekend” shall be as mutually
agreed upon during the pre-January 1, 2006 discussions at
each facility.

14. In non-emergency situations where additional hours
become available on a temporary basis, dus to absence,
unfilled vacancies, or other similar sitnations, the
Employer shall offer those hours to employees in a fair and
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equitable manner. Prior to filing a grievance pursuant to
an alleged violation of this section, the Union will contact
the Employer to discuss the reported problem, and follow:—
ing the discussion, afford the Employer a reasonal:u_le peri-
od of time to remedy the problem. If the alleged violation
continues to oceur, a grievance may be filed.

16. No employee shall have their straight-time sched-
uled hours and/or days reduced in order to have those
hours assigned to & new hire or a less senior employee.

ARTICLE 9 - HIRING

1. The Employer may secure employees by contacting
the Union, for which services there shall be no charge
either to the Employer or to the employee. At all times the
right of hiring shall remain with the Employer.

ARTICLE 10 - VACATIONS

1. Full time employees who have worked a minimum of
1,800 hours in their anniversary year are eligible to
receive paid vacations in the year following the year in
which the anniversary of the commencement of their cur-
rent period of continuous service falls in accordance with

the following schedule:

Qne (1} year of continuous service One (1) week
Twao (2) years of continuous service Two (2) weeka
Five (5) years of continuous service Three (3) weeks
Saven (7) years of continuous service Four (4) weeks

In the event a full time employee has not worked the
minimum 1,800 hours, the paid vacation to which such
empleyee would have been entitled shall be pr_c;-rated 80
that the employee will reteive the same portion of thp
total vacation that the hours worked by such employee is
of 1,800 hours. For purposes of computing hours wor_ked
under this Article, all hours for which payment is received
(e.g., vacation, holidays, sick leave) ghall be deemed hours
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worked, Up to eight (8) weeks of workers’ compensation
received as a result of an injury at the Employer shall be
counted as hours worked for purposes of vacation eligibili-
ty during the anniversary year following the employee's
return to work.

2. The Employer may fix the period when such vacation
may be taken. In the event of a conflict between employess
over choice of vacation dates, seniority ghall prevail, pro-
vided that all employees are given one month each year in
which to designate cheice of vacation dates in that year.
Any employee who does not make a vacation choice in that
month loses any right to exercise seniority in guch choice
that year. Vacation requests cannot be unreasonably or
arbitrarily denied.

3. The lengih of an employee’s continuous service shall
be defined by the Seniority Article of this Agreement.

4. All vacations shall be with pay at forty {40) hours a
week except as provided in Section 1. An employee, at the
Employer’s option, may work through his vacation period
and receive vacation pay as a year end bonus. All vacation
benefits will be paid or used by the emplayee prior to such
employee’s next anniversary and may not be carried over
to succeeding years, Vacation pay is due no later than the
week preceding the first week of vacation.

5. In the event of a conflict between employees over
choice of vacations dates, seniority shall prevail, provided
that all emyployees are given one month each year in which
to designate choice of vacation dates in that year. Any
employee who does not make a vacation cheice in that

month loses any right to exercise seniority in such cheice
that year.

ARTICLE 11 - HOLIDAYS

1. Qualified employees shall be entitled to the following
paid holidays in each year; namely, Martin Luther King
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Jr., Memorial Day, Independence Day, Labor Day,

. Thanksgiving Day, New Year's Day, Christmas Day, the
Employee’s Birthday for those employees with five (5)

years or more of continuous service. The Birthday Holiday
may be taken any time in the month of the employee’s
birthday. Any time worked on these days ghell be paid at
double the regular rate of pay.

2. Employees shall be notified at least one (1} week in
advance as to whether it ghall be necessary for them to
work on any of the holidays specified.

3. To qualify for holiday pay, an employee must have
completed his or her probationary period prior to such hol-
iday and must work on all of the employee's laat.t scheduled
work day before the holiday (except as provided below)
and all of the employee’s first acheduled work day after
the holiday, and the holiday if scheduled. An employee
whe works at least five hours of the last scheduled wo?k
day before the holiday, and whe receives speciﬁc permis-
sion from the employer to leave early shall still receive
holiday pay if otherwise eligible for the holiday pay.

4. If a holiday falls on an employee’s day off, or during
the employee’s vacation period, such employet? shall
receive an extra day off or an extra day’s pay, whichever
the employee may prefer, provided that the emp}oyee
gives the Employer notice at least three {3) weeks prior to
the start of their vacation that the employee p'rafers an
extra day of vacation. If the notice is not giver, the

employee will receive the extra day's pay.

ARTICLE 12 - MEALS

1. All employees coming under this weemgnt shall
receive one (1) free meal each working shift, provided they
have given one week’s advance notice to Employer that
they desire such meals in any week.
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ARTICLE 13 - TERMINATION AND
SEVERANCE PAY

1. The Employer may discharge or discipline employees
only acpordmg ie the Work and Safety Rules and
Regulations or other just cause.

2. The Employer shall within forty-eight (48) hours
aftefr notice of dismissal to any regular employee also Eive
notice of such dismissal to the Union.

3 lf any Employee is placed on a suspension pending
Investigation for an alleged violation, such Employee will
not be paid for lost time if the violation proves to be true.
However, if the investigation proves to be inconclusive, the
Employee would be reimbursed for any and all lost wages
incurred during the suspension at their regular straight
time rate of pay. The employee will not be reimbursed for
any hours that would have been considered overtime.

ARTICLE 14 - VOTING TIME

1. 1f a request is made to the Employer for time off for
voting at least one (1) day in advance of any national, state
or municipal election, it shall be mandatory upon the
Employer or his representative to grant the employee two
!2] hours off with pay for the purpose of casting their vote
in all national, state or municipal elections.

4

ARTICLE 15 - GRIEVANCE AND ARBITRATION

1. _'I‘he; differences or disputes over the interpretation or
ap_phcatwn of the provisions of this Agreement shall be
adjusted in the following manner:

(a) St.ep 1: All grievances must be filed in writing
with the Employer’s administrator or designee
within seven (7) calendar days of the occurrence of
the event giving rise to the grievance or within
seven (7) calendar days of when the employee
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(b)

{c)

learned or should reasonably have learned of the
occurrence of the event giving rise to the griev-
ance. Any grievance not filed within the time lim-
its set forth in this Section is barred. Unless
mutually agreed otherwise, the Union and
Employer shall hold a meeting to discuss the
grievance at Step 1. Within seven (7) calendar
days of the meeting, the Employer shall answer
the grievance in writing te the Union
Representative.

Step 2: If the Union is not satisfied with the
Employer’s answer in Step 1, it may within seven
(7} calendar days of the Employer’s answer
appeal the grievance to Step 2 of the procedure by
appealing in writing to the representative previ-
ously designated by the Employer. If the griev-
ance is not appealed in writing within seven (7)
calendar days of receipt of the written answer in
Step 1, it is barred. Unless mutually agreed oth-
erwise, the Union and the Employer shall hold a
meeting to discuss the grievance at Step 2.
Within seven (7) calendar days of the meeting,
the Employer’s designated representative shall
provide a Step 2 anewer to the grievance in writ-
ing to the Union Representative.

Arbitration; Within thirty (30} calendar days of
receipt of the Employer's written answer at Step
2, the Union, and only the Union, may appeal the
grievance to arbitration. To be timely, the Union
must notify the Employer in writing of its intent
to arbitrate the dispute and the Union must
simultanecusly request from the Federal
Mediation and Congiliation Service a ligt of seven
(7) arbitrators, all of whom shall be members of
the National Academy of Arbitrators from the
Chicago Metropolitan area. The parties shall
select the arbitrator from that list by alternately
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striking names until one name remaina. A flip of g
coin ghall determine which party shall strike first,
Each party shall have the right to rejact one
entire panel, provided that party ac notifies the
other party within seven (7) calendar days of
receipt of the panel and simultaneously files for a
replacement panel with the Federal Mediation
and Conciliation Service. Separate grievances
ghall not be joined in a single arbitration except
by mutual written agreement of the parties.

2. Any written settlement shall be binding between the
Unien, the Employer, and the employee(s).

3. The Employer shall designate a representative(s) to
handle the steps of the grievance procedure, and shall
inform the Union of the appropriate representative and
any contact information, and of any changes in that repre-
sentative and the Union shall inform the Employer of the
appropriate representative and contact information and of
any changes in that representative. The Employer may
also wish to inform the Union that it does not wish to
appoint a representative for either step, in which ease the
Unién’s time limit for appealing to arbitration shall be
from the date of the written answer in the previous step.

4, The arbitrator’s decision shall be final and binding on
the Employer, the Union, and the aggrieved employee(s).
The arbitrator shall be bound by the express provisions of
this Agreement and shall not have the power to add to,
subtract from, or modify any of the express provisions of
this Agreement.

5. The cost of arbitration shall be shared equally by the
Employer and the Union. Such costs shall include the fil-
ing fee, if any, the arbitrator’s fee and expenses, and the
place of holding the hearing. Each party shall be responsi-
ble for compensating its own representatives.

6. In cases involving the discipline or discharge of an
individual employee, the parties may mutually agree to
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the following steps to expedite the conduct of the hearing:
Both parties will use non-attorney representatives to pre-
gent the case. The hearing will be conducted in one day
with both parties having equal time. There shalt be no
written briefy filed unless mutually agreed otherwise. No
court reporter will be used. The arbitrator will issue &
brief written award summarizing the reasons for histher
decision. Such cases shall have no precedential value and
may not be relied upon in any other arbitration.

7. The Employer and the Union, at their option and
expense, may request the use of a court reporter during
arbitration (except as set forth in Section 8). If the other
party declines to pay one-half of the cost of the court
reporter, they shall forfeit all rights in the court reporter’s
transcript.

8. Nothing in this Agreement shall require the Union to
represent an employee if the Union considers the griev-
ance to be invalid or without merit.

9. Any mutually agreed extension of the time limits set
forth in this Article shall be reduced tc writing and shall
be to a specific date or event. A request for an extension of
a time limit by either party shall not be unreasonably
denied.

10. Notwithstanding the provisions of Section 1, above, if
an employee has a grievance over an error in their rate of
pay, compensation, or the receipt of an economic benefit,
the employee may file a grievance at any time within nine-
ty (80) calendar days of the occurrence of the event giving
rise to the grievance. Any such grievance not filed within
such ninety (20) calendar day period is barred.

ARTICLE 15A - NO STRIKE - NO LOCKOUT

1. The Union will not cause or permit its members to
cause, and will not encourage, support, or sanct_ion in any
way any strike, slowdown, unfair labor practice strike,
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sympathy strike, work stoppage, or any other eoncerted
interference with work, nor shall there be any lock out by
the Empleyer during the term of this Agreement,
Informational picketing is prohibited during the term of
this Agreement, except after notice has been given to re-
open or re-negotiate this Agreement in which case it wil)
be permitted with proper legal notice. In the event of any
action in viclation of thie section and upon request of the
Employer, the Union will promptly notify all such employ-
ees of its disapproval of such violations and shall under-
take all additional reasonable means to induce such
employees subject to this Agreement to cease such action,
including:

(a) Publicly disavowing such action by the employees
or ather persons involved;

(b} Advising the Employer in writing that such action
has not been caused or sanctioned by the Union;

{c) Posting notices on Union bulletin boards in the
facility stating that it disapproves of such action
and instructing all employees to cease such action
and return to work immediately; and

(1) Taking all suth other steps as are reasonably
appropriate to bring about observance of the pro-
visions of this Article,

2. Where such means and steps have been undertaken
by the Union, neither the Union nor any of its officers or
representatives shall be liable for damages resulting from
such actions or violations. The Employer reserves the right
to discipline any employee taking part in any violation of
this section, including discharge of such employee, provid-
ed however that any Employee covered by this Agreement
may refuse to repert to work at any other facility of the
Employer at which there is then existing an authorized
strike or picketing by or on behalf of the Union, and such
refusal by any such Employee shall not constitute grounds
for discipline by the Employer.
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ARTICLE 16 - JURY DUTY AND
WITNESS APPEARANCE

1. Any employee called as a juror or w-itnegs will be
grented excused absence with pay for the period neces-
sary, provided that when the employee receives their
check for jury duty payment or witness fees, they endorse
it to and remit the same to the Employer. The employee
shall be entitled to retain any mileage or other expenses
paid as a vesult of such service or appearance.

ARTICLE 17 - HEALTH AND WELFARE

1. (a)Effective January 1, 2005, each Employer cur-
rently contributing to the Local 4, SEIU Health and
Welfare Fund (“Fund™ shall eontribute to the Fund the
sum of $90 per month for each full-time emplayee cavered
by this Agreement who has been on the Employer’s payroll
for more than thirty (30) days. Effective May 1, 2005, each
currently contributing Employer shall not be require(.i to
make any centribution to the Fund for each full time
employee covered hy this Agreement who has been on the
Employer’s payroll for more than thirty (30) days.
Effective July 1, 2005, each currently contributing
Employer shall contribute $60 per month for each full
time employee coverad hy this Agreement who has been on
the Employer’s payroll for more than thirty (30) days.
Effective January 1, 2008, such contribution shall be $70
per month. Effective January 1, 2007, such conmbulflon
shall be $90 per month. Contributions for new full-time
employees covered by this Agreement shall begin on the
first day of the month after the employee has completed
thirty days of employment,

(b} For any Employer who becomes a member of the
Association or bound by this Agreement eon or after
January 1, 2005, who was not a centributing employer to
the Fund under a separate agreement prior to January_ 1,
2005, the monthly contribution rate te the Fund, effective
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January 1, 2005, shall be $35 per month for each full-time
employee covered by this Agreement who has been on the
Employer’s payroll for more than thirty (30) days,
Effective January 1, 2006, such contribution shall be $10¢
per month, Effective January 1, 2007, such contribution
shall be $110 per month. Contributions for new full-time
employees covered by this Agreement shall begin on the
first day of the month after the employee has completed
thirty days of employment,

2. Annually, on or about the anniversary of this

Agreement, or more frequently if requested by the trustees

or by either of the negotiating committees, the trustees
will meet with such committees, along with appropriate
consultants and advisors, to review financial reports,
statements, audits and data, and other meaningful infor-
mation and reports, to enable the negotiating committees
{0 determine whether or not the level of contribution to the
Fund provided in this Agreement can be reduced or has to
be increased in order to maintain the currently existing
level of benefits on a sound actuarial basis.

3. AII contributions shall be sent to the office of the
aforeanid Health and Welfare Fund not later than the
léwenty-ﬁfth (25th) day of the month in which they became

ue,

4. The parties agree 10 be bound by all of the terms and
conditionz of the Declaration of Trust of the Local No, 4
8.E.LU. Health and Welfare Fund including, but nof limit-
ed to, the appointment of trustees and their successors.

5. Any Employer failing to make prompt and timely
payment of the contribution in accordance with this
Agreement shall be liable for claims to the extent of bene-
fita to which the employee would have heen entitled if the
Employer had made the required and timely contribution,
Additionally, such delinguent Employer chall be lable for
all contributions due, plus all reasonable legal fees
incurred in enforcing the payment thereof,
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6. It shall be considered a violation ¢f this Agreement
for any Emplover to fail to pay or comply with any provi-
sion of this Article, or any rule or regulation of the Fund,
The delinquency and/or failure of the Employer under this
Article shall not be a subject of grievance or arbitration.

7. Part-time employees, as defined in Article 24 of this
Agreement, may elect to be covered by the Health and
Welfare Fund. Each part-time employee covered by this
Agreement who has been emplayed for more than thirty
{30) days who voluntarily elects in writing to be 8o covered
ghall contribute the sum of Eighteen Dollars ($18.00) per
month to the Local No. 4 S.E.LU. Health and Welfare
Fund by payroll deduction. The Employer shall pay the
Fund the difference of the full-time emgloyee contribution
for each part-time employee who elects in writing to be
covered.

8. Part-time employees who do not elect to be covered
by the Health and Welfare Pund and casual employees, as
defined in Article 24, shall not be covered and the
Employer shall have no obligation to make contributions
to the Fund for such emplayees.

ARTICLE 18 - PENSION

1. Effective January 1, 2005, each covered Employer
shell contribute to the 8.E.1.U, Local No. 4 Pension Fund
(“Pension Fund”) the sum of $,18 per hour for each full-
time and part-time employee covered by this Agreement.
Centributions for full-time and part-time employees cov-
ered by this Agreement ghall begin on the first day of full
time or part-time employment.

2. The Employer agrees to be bound by all actions taken
by the Board of Trustees pursaant to the powers granted
them by federal law or the Trust Agreement, including,
but not limited to, the appointment of Employer {rustees
and their successors. The Employer recognizes that the
Board of Trustees bas the sole power to construe the pro-

27




visions of the Trust Agreement, the benefit plan, and the
related rules and regulations, if any, and that all construc-
tions, interpretations, and determinations made by the
P:;?mn Fund Trustees ghall be final and binding on ali
parties.

a. Al} contributions shall be sent to the office of the
sforesaid Pension Fund not later than the twenty-fifth
(25th) day of the month in which they became due.

4. Any Employer failing to make prompt and timely
payment of the contribution in accordance with this
Agreement shall be liable for all contributions due, rea-
sonable legal fees incurred in enforcing the payment there-
of and asuch other obligations provided by the Trust
Agreement and the related rules and regulations.

5. It shall be considered a violation of this Agreement
fqr any Employer to fail to pay or comply with any provi-
sions of this Article, or any rule or regulation of the Trust
Agreement. In the event of any delinguency or failure on
the part of any Employer, that Employer shall be notified
of his delinquency or failure and if such delinquency or
failure continues for forty-eight (48) hours after the
Emp]oyer has received notice thereof, by registered or cer-
hﬁgd mail, the Union may, notwithstanding any other pro-
vision of this Agreement, enforce this Article by all eco-
nomic means, including & strike andfor picketing, untit all
sums due from the Employer have been paid in full. This
remedy shall be in addition to all other remedies available
to t}le Union and the Trustees and may be exercised by the
Union notwithstanding any other matter in this
Agreement to the contrary expressed or implied. The delin-
quency and/or failure of the Employer under this Article
shall not be a subject of arbitration or grievance.

6. Casual employees, as defined in Article 24, ghall not
be covered by the Pension Fund and the Employer shall
have no obligation to make contributions to the Pension
Fund for such employees, :
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ARTICLE 19 - WAGES

1. (a)The wage rates set forth in this Agreement are
minimum wage rates. No wage rate shall be paid below
these minimums to probationary employees, temporary
employees, student employees or any employee in any
classification.. Nothing in this Agreement shall be defined
as preventing an Employer from paying above the mini-
mum rates, granting additional wages, or paying differen-
tials above those set forth in this Agreement.

{(b) In the event a facility decides to hire above the start-
ing rates or provide higher raiges than contractually pro-
vided for to incumbent employees, and where there iz a
reasonable business reason for doing so (including for the
purpose of attracting and/or retaining employees) the
employer shall, upon request, meet to discuss issues of
equity or implementation with the Union, including the
reasonable relationship of those rates to the rates paid to
other cornparable employees, Following such discussion, if
the issue remains unresclved, the Union may grieve the
Employer’s action. The sole issue in the grievance ghall be
whether there was a reasonable business reason for the
higher start pay or raises, and whether the rate paid bears
a reasonable and fair relationship to the rates paid to
other comparable employees.

(¢} In the avent a facility decides to implement special
incentive pay, bonuses or differentials, temporary incen-
tives, or other additional compensation (other than higher
start rates or higher raises} where there is a reasonable
business reason for doing so, the Employer shall (1} pro-
vide notice to the Union, and (2) upon request, meet to dis-
cuss the proposal with the Union, but such meeting will
not delay implementation. Following this discussion, the
Union may grieve the changes. The sole issues in the
grievance shall be whether the change was fair and equi-
table and/or whether there was a reasonable business rea-
son for making the change.
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(d) No employee shall be paid less than $.50 above any
applicable federal or state minimum wage under any cir-
cumstance.

2. For purposes of this Article 19 only, all employees
hired on or before December 31, 1984, will have January 1
as their anniversary date. All employees hired on or after
January 1, 1985, shall have their actual date of hire ag
their anniversary date.

3. (a)Effective May 1, 2005, the hourly wage rates of sll
Employees shall be increased by $.30,

(b) Effective January 1, 2005, all employees then on the
payroll shall receive a $.40 per hour increase on their
respective anniversary dates, retroactive for employees
whoae anniversary dale occurred prior to the ratification of
this Agreement.

(c) Effective January 1, 2008, all employees then on the
payrell shall receive a $.45 per hour increase on their
respective anniversary dates, subject to subparagraph (e).

(d) Effective January 1, 2007, all employeea then on the
payroll shall receive a $.40 per hour increase on their
respective anniversary dates, subject to subparagraph (f).

(e} All employees on the payroll on January 1, 2006,
shall have their rate increased to the applicable starting
rate in their classification, with the balance of the 2006
ilncrease, if any, payable commencing on their anniversary

ate,

—

(f) All employees on the payroll on January 1, 2007,
ghall have their rate increased to the applicable starting
rate in their classification, with the balance of the 2007

'iincrease, if any, payable commencing on their anniversary
ate,

4. Effective May 1, 2005, or the employee's anniversary
date, whichever comes first, employees will receive an
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additional wage increase based on their length of service
(as defined in Article 22} as set forth below:;

15 =19 years of service 1% wage increase
20- 29 years of service 2% wage increase
30 or more yoars of service 3% woge increase

Such increases would be in addition to any other increas-
es for which the employee is eligible, but each employee
would be eligible for the additional raise only once in each
category. An employee who moves from one category to the
next will receive an additional 1% increase an the anniver-
gary date when he or ghe moves into the next category, For
example, an employee celebrating his of her 15th anniver-
sary during the term of this contract will receive an addi-
tional 1% increase on his or her 15th anniversary date. An
employee celebrating his or her 30th anniversary during
the term of this contract would get an additional 2%
increasa retreactive to their January 1, 2005 rate and an
additional 1% increase on his or her 30th anniversary.

5. The following wage schedule sets forth minimum
wage rates where such titles exists and are represented by
the Union:

PAY GRADE 1 PAY GRADE 2 PAY GRADE 3
1/1/2005 - $8.00 14/2005 - $7.25 1/1/2005 - $7.00
1/1/2006 - $8.20 1/1/2008 - $7.45 17172006 - $7.20
112007 - 8.40 1/1/2007 - $7.65 17172007 - $740
dob Titles dob Titles Joh Titles
Activity Aide w/ Head Cook/Cook Bed Maker
CNA Certificate Lead Housekeeper Dietary Aide
_Certified Nurses Mainte (Nutrition Aide,
Asgistant N a.m A::nf:; ‘ Pining Room
. ursing Assistan Aide
Men_t.al Healt_h Aida (pre~certifcationy Dishwa‘;her
Resident Assistant/ NAT Kiteher Aid
Attendant with CNA te )
Certificate Activity Aide
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Ward Clerk Paychosocial Aide Hostess
Personal Care Floor Tech Environmental
Aspiatant Service Worker
Resident Assigtant/ Housekeeping
Attendant employees
Lead CNA/ Laundry
Team Leader* employees
Paychosocial Aide Patient escort
Medical Records - Regident
Clerk Security
Rehab Aide Waichma
(Occupational Rehab S;Dking“
Aide, Physical Monitor
Rehab Aide,
Rehab Tech)*
Respiratory Aide
Social Services*

*Starting rates for Employees in these classifications ghall be $.50
more than the Pay Grade 1 minimum rate and shall be treated as
separate pay grade for purposes of subsections (a) — (¢} helow.

(a) For each day an employee works in a higher pay
grade, in addition to their regular hourly rate, they shall
receive the difference between their regular pay grade and
the higher pay grade per hour.

(b) If an employee works in a lower pay grade, they shall

receive their regular hourly rate. _

(¢) An employee whe bids into and is awarded a position
in a higher pay grade pursuant to Article 22 of this
Agreement shall receive an hourly wage increase equal to
the difference between the starting wage rate of their orig-
irlald pay grade and the starting wage of their new pay
grade,

6. During the term of this Agreement, the parties agree
to meet to discuss a formula for additional wage and/or
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penefit increases tied to increases in State funding.
However, the entering into any such agreement will be
purely voluntary for both parties.

7. Provided the employee has submitted accurate infor-
mation in a timely manner, if an employee is underpaid by
an amount of four hours’ pay or more due to an error by
the Employer, the employee will be paid within 2 business
days (excluding Saturday, Sunday, and contractually rec-
ognized holidays) of the date the employee informs the
Employer of the error. Any repayment of amounts less
than 4 heurs' pay may be delayed until the following reg-
ularly scheduled payday. It is understood that the time
Jimits and smounts herein are minimtm standards, and
nothing in this section ghall prevent the Employer from
issuing repayment in smaller amounts or on a faster time-
frame than those contained herein.

ARTICLE 20 - SICK PAY

1. (a)Employees who have completed their probation-
ary period shall thereafter accumulate sick leave at the
rate of eight hours for each 73 days emploved and effective
January 1, 2005 may accumulate up to a maximum of
twenty-five (25) days of paid sick leave; effective January
1, 2006, up to a maximum of twenty-eight (28) days of paid
sick leave; and, effective January 1, 2007, up to & maxi-
mum of thirty (30) days of paid sick leave.

(b) Employees with at least five {5) years of service may,
upon not less than one week’s prior notice, use ohe recu-
mulated sick day as a personal day.

{c) Employees with at least ten (10) years of service may,
upon one week’s prior notice, use two (2) accumulated sick
days as personal days.

2. (a)8ick pay will be payable commencing with the sec-
ond consecutive day that an employee is off for sickness or
accident supported by a doctor’s certificate or other evi-
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dence of such sickness acceptable to the Employer except
that the employee shall not be required to produce doctor’s
notes for short-term illness (absence of less than three
scheduled workdays) for the first two instances of illness in
a calendar year. After two instances of short term illness
and for any illness of three days or longer, the Employer
may require submission of a doctor’s certificate for pay-
ment of sick pay.

(b) Sick days are to be taken only for bona fide illness ar
injury. Any false claims for sick days or sick pay shall sub-
Jject the employee to discipline, including possible termina-
tion, subject to just cause,

3. No sick pay shall be payable to any employee for any
absence due to illness or injury for the first day of any
ahgence due to illness or accident, The first day will be
paid if the incident goes beyond three (3) consecutive
scheduled days.

4. Except as set forth in this paragraph, no unused sick
days will be paid out. In the event an employee resigns and
gives two weeks advance notice of the effective date of such
resignation and continues working to the effective date of
the resignation if requested by the Employer, the following
percentages of aceummlated unused sick pay will be paid to
such employees only with such payment to be made with-
in thirty (30) days of the effective date of such resignation:

Employees having more than five (5} full years of contin-
uous employment and less than seven (7) full years of con-
tinuous employment with the Employer shall be paid an
amount equal to 50% of such employee accumulated,
unused sick pay as of the effective date of such resignation.

Employees having more than seven (7) fuBl years of con-
tinuous employment with the Employer shall be paid an
amount equal te 76% of such employees accumulated,

unused sick pay as of the effective date of such resignation, °
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Employees having more then ten (10) full years of con-
tinuous employment with the Employer shall be paid an
amount equal to 100% of such employee's accumulated,
unused sick pay as of the effective date of such resigna-
tion.

No payment for accumulated sick pay shall be made to
any employee who is terminated by the Employer or who
leaves without giving the required two (2) weeks advance
notice of such resignation.

ARTICLE 21 - LEAVES OF ABSENCE AND
MILITARY SERVICE

1. Employees with one or more years of continuous ser-
vice whe request in writing a leave of absence may receive
a leave of ahsence without pay for a period of ninety (90)
calendar days or less without loss of seniority or other
rights under this Agreement. Such request for leave of
absence shall not be unreasonably denied. Any extension
of such leave shall be at the discretion of the Employer
unless the leave or extension is required by law.

2. Employees with not less than six (6) months of cur-
rent continuous service shall be eligible for leave of
absence for illness (including pregnancy) or injury for a
period of 12 months or the employee's length of service
when the absence began, whichever is shorter (unless a
longer period is requirad by law). Such leave shall begin
when the employee is no longer able to perform the
required work and shall end when the employee is again
able to perform the required work. The Employer may
require medical certification of the employee’s inability to
perform the work and/or the employee’s ability to return
to work.

3. If an employee covered by this Agreement shall be
called for active duty in the Army, Navy, Marine Corps, or
any other branch of the United States military service,

35




their rights te their job, upon return, shall be served in
accordance with the recognized law of the land on this sub.
Ject.

4. The provisions of the Agreement shall be interpreted
and applied in conformance with all applicable require.

ments of the Federal Family and Medical Leave Act
(“FMLA™). To the extent any provision of this Agreement or

* any policy or practice of the Employer is contrary to the

FMLA, such prevision, policy, or practice shall be deemed
modified s0 as to conform to the requirements of the
FMLA., In the event an employee takes a leave of absence
for which he/she is eligible pursuant to the FMLA and not
pursuant to a specific provision of the Agreement, the
employee must first exhaust all unused vacation time
towards the twelve (12) weeks FMLA period.

ARTICLE 22 . SENIORITY

1. Newly hired employees shall be probationary employees
until they have completed sixty (60) calendar days of con-
tinuous service with the Employer. After an employee has
completed the probationary period, their seniority shall
date from the beginning of the probationary period.
Grievances shall not be presented by or on behalf of any
probationary employee for any reason except an hlleged
improper payment of wages or applicable economic benefit.

2. Seniority shall be defined by the length of continuous
employment with the Employer and with predecessor
operators at the same location. Seniority and employment
shail be lost only as follows:

(1} Diescharge for jusi cause;
(2} Voluntary guit;

(3) Layoff for a period of 12 months or the employee’s
length of service when the absence began,
whichever is shorter;
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(4) Failure to return to work upon expiration of an
authorized leave of absence without the permis-
gion of the Employer;

(5) Failure to report after a layoff within five (5)
work days after the Employer sends te the last
known address, by registered or certified mail, a
written notification to return to work; or within
three (3) work days after the Employer sends to
the last known address, by telegram, a written
notification to return to work (with copies to the
Union in each instance);

(6) Abzence for two (2) consecutive scheduled days
without prior notification to the Employer unless
an emergency prevented the employee from giv-
ing such notice.

3. (a) In the event of a layoff, the least senior employee
in the affected job classification by shift shall be laid off
first, provided the remsaining employees possess the nec-
essary akills to perform the available work. The laid off
employee shall be given the opportunity te transfer to a
vacant position on another shift in the same classification,
or to displace a less senior employee on another shift in
the same classification provided the laid off employee pos-
sesses the necessary skills to perform the available work,
Laid off employees who retain geniority, (including those
employees who bump into another classification or trans-
fer to ancther shift), shall be recalled from layoff in the
reverse order in which they were laid off before any new
employees are hired into the affected job classification.

(b} When the Employer determines that a layeff is likely,
the Employer shall provide reasonable notice to the affected
employees.

{c) For layoffs anticipated to exceed thirty (30) consecu-
tive calendar days, the Employer sghall provide reaaonable
notice to the employees and the Union, and, upon request,
promptly meet with the Union to bargain over the impact
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of the layoff and to discuss reascnable alternatives but
such discussion shall net delay the implementation of the
layoff,

(d) For layoffs anticipated to exceed thirty (30) consecu-
tive calendar days (or for shorter periods if mutually
agreed by the employer and the union), any employee laid
off shall be given the option of bumping a -lesa senior
employee in any other classification in the same depart-
ment provided the laid off employvee possesses the
necessary ekill to” perform the available work (all aides
including rehab and CNA shall be considered in tha same
department provided they have the necessary certifica-
tion.} Any emplovee laid off may apply for vacant positions
in another department under the provisiens of Section 5.

4. When employees are transferred to another shift, the
employee or employees with the least seniority shall be
transferred, provided the employee or employees are able
to perform the duties required. An employee with greater
seniority may be transferred if they had previously indi-
cated their desire for such a transfer,

5. In the event of a new job epening or a permanent
vacancy that the Employer decides to fill, the Employer
ghall post the position for a period of five (5) days. During
such peried the Employer may fill the position temporarily in
any manner it chooses. The posting shall include job title/
and/or classification, a summary of the job duties, the
required or desired prerequisites and/or qualification, the
possible hours and shift, and the rate of pay. Any employ-
ee interested in being coneidered for the position may sub-
mit an application for the position to the Administrator or
the Administrator’s designee at any time. Employees who
apply for or bid on the position shall be considered in light
of their seniority, skill, experience, qualifications, and
work record. Where the factors listed are relatively equal,
the position shall be awarded to the most senicr employee,
The employee awarded the position shall then be given a

38

reasonable trial period of up to ten (10) working days. If
the successful bidder does not succeed, the employee ghall
be returned to his‘her prier position.

ARTICLE 23 - FUNERAL LEAVE

1. In the event an employees father, mother, brother,
gister, father-in-law, mother-in-law, brother-in-law, sister-
ip-law, spouse, child, step-child, maternal or paternal
grandparents dies, employees with more than sixty (60)
days of employment will be entitled to three (3) days off
with twenty four (24} hours of pay at their regular straight
time rate provided employee attends fyneral.

2. In order to obtain payment in the event of a death,
the employee may be required, if deemed appropriate by
the Employer, to present evidence of the death and of the
relationship of the deceased in form satisfactory to the
Employer.

ARTICLE 24 - FULL-TIME AND
PART-TIME EMPLOYEES

1. Full-time employees are employees who work thirty
(30) hours or more in any work week.

2. Part-time employees are employees who work seven-
teen (17) hours or more, buf less than thirty (30) hours in
any work week.

3. Casual employees are employees who work less than
seventeen (17) hours in any work week, and are not eligi-
ble to participate in the Health and Welfare or Pension
Funds within the meaning of this Agreement,

4. Part-time and Casual employees shall be paid at the
game wage rate as other employees in the same classifica-
tion and shall receive prorated fringe benefits such as sick
pay, vacation pay, holidays, death benefits, atc.
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5. All Part-time employees shall be given an opportunity
to become Full-time employees as Fulltime vacancies
ocour.

ARTICLE 25 - SAVINGS PROVISION

Should any part of this agreement or any provision con-
tained herein be declared invalid by operation of law by g
tribunal of competent jurisdiction, it shall be of no further
force and effect, but such invalidation of a provision of this
agreement shall not invalidate the remaining portions and
they shall remain in full force and effect. In such event, the
Employer and the Union will at the request of either party
herein, promptly enter into discussions relative to the par-
ticular provision(s). Any agreement arising from such dis-
cussions shall be reduced to writing and signed by both
parties.

ARTICLE 26 - CREDIT UNION

All facilities will allow their employees to participate in a
Credit Union, which, except for those facilities with exist-
ing Credit Unions, will be through Members Financial
Bervices, a company representing several Credit Unions.
There will be no charge to the facility from either the
Credit Union or Members Financial Services.

The procedure is as follows:

1. A representative from Members Financial Services
will contact each facility with information on the
Credit Unions.

2. The facility will decide on a Credit Union ard the best
time for the enrollment. '

3. Payroll stuffers and small signs will be provided to the
facility announcing the new employee benefit, a Credit
Union.
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4. Group meetings will be held at various times
throughout the day and night, so that eacl} employee V\fl“
be able to attend one meeting during their normal shift.
(max. 25 min,} Periodically, at the facility's request, but at
least every six (8) months, steps 3-5 above will be repeat-
ed for any employees not yet in the Credit Union. The
facility will have no administrative involvement other
than payroll deducting the amounts requested by the
employees and forwarding them to the Credit Union. The
deposits can go to the Credit Union through the Auto
Clearing House (ACH) or manually, provided they arrive
at the Credit Union within three (8) days after pay-day.

ARTICLE 27 - DURATION

1. This Agreement shall become effecti}'e, as permitted
by law, as of April 20, 2005 and shall continue in full force
and effect to and including December 31, 2007.

ARTICLE 28 - MISCELLANEQUS

1. Each employee shall have a total of twenty (20) min-
utes of break time during each regularly scheduled shift,
the time or times of each break to be determined by the
Employer.

2. Foreign graduate nurses pgrforming C.N.A. work
shall be subject to the terms of this Agreement.

3. Pacilities currently providing uniforms withoqt
charge to employees ag of the date of execution of this
agreement shall maintain that practice for the duration of
this agreement. An Employer who does not provide uni-
forrns and who changes the uniform color shall provide
two uniforms te each employee affected by the change.

4. Union Representatives and Stewards shall treat
managemeni representatives with dignity, respect and
civility at all times. Management representatives shall
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treat Union representatives and members of the bargain-
ing unit with dignity, respect and civility at all times.

ARTICLE 29 - COOPERATIVE
LEGISLATTVE ACTION

The Iilinois Association of Health Care Facilities and the
Service Employees Union, Local No, 4 will join in coopera-
tive legislative efforts te increase the quality of patient
care and other industry related legislation; specifically
wage pass-thru, If such efforts produce wage pass-thru leg-
islation succeed, Local No. 4 S.EIU. and the Dlinois
Association of Health Care Facilities shall discuss the col-
lecltive bargaining agreement for the purpose of wages
only.

ARTICLE 30 - C.0.F.E. DEDUCTION

1. The Employer agrees to honor and to transmit to the
union, Local 4 SEIU COPE Fund - contribution deductions

- from the employees who are members and who sign deduc-

tion authorization cards. The deductions shall be in the
amounts and with the frequency specified on the political
contribution deduction card. The deductions shall be
remitted to the Union monthly The Union agrees to
indemnify, defend, and save the Employer harmless
against any and all claims, suite, or other forms of liabili-
ty arising out of the deduction of money for the COPE
Fund from the employee’s pay or from any other liability of
any nature on account of the Employer’s compliance with
this Article. The Employer shall promptly notify the Union
of any such claim, suit, or other such complaint

ARTICLE 31 - LOCAL 4 AND AD HOC
COMMITTEE QUARTERLY MEETING

1. The President (or Trustee) of Local 4 and the
Chairman of the Association Ad Hoc Commitice shall
meet, together with such designated representatives of the
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Union and other members of the Ad Hoc Committes
and/or the Assaciation as may care to attend, shall meet
onice each calendar quarter (or at such other multually
agreeable times) for the purpose of discussing any issues
or subjects regarding the application and_comphapce with
the coltective bargaining agreement, legislative insues of
mutual concern, or any other iasue which may be of inter-
est or concern to the members of the union and/or the
members of the Association.

2. The parties shall, not less than 14 calendar days
prior to each meeting, identify and prepare an agenda of
issues to be discussed. However, nothing sh,all preclude
either party from raising for discussioh any issue of con-
cern to its respective members.

3. It is the intent and purpose of this procedure to pro-
duce a candid, forthright dialogue designed to snhance
comnpliance with the terms of this Agreement as well as to
encourage discussion and understanding of any workplaqe
jssues or concerns, including issues of respect, dignity, fair
treatment, and enforcement of facility policies and proce-
dures. It is the further purpose that issues discussed,
problems identified, and understandings arrived at wﬂ_l be
communicated to the respective parties’ representatives
and memberships,
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LOCAL NO. 4, SERVICE EMPLOYEES
INTERNATIONAL UNION, AFL-CIO

By

Hal Ruddick, Trustee
ILLINOIS ASSOCIATION OF HEALTH

CAKRE FA ES
By: j“r'/ /ﬁg:-;q

Floyd A. Schllossberg, Chairman

INDIVIDUAL EMFLOYER
Facility Name:
By:
Title:
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APPENDIX A
WORK AND SAFETY RULES
AND REGULATIONS
ADDENDUM TO AGREEMENT
ILLINOIS ASSOCIATION OF HEALTH CARE
FACILITIES AND
LOCAL NO.4 SERVICE EMPLOYEES
INTERNATIONAL UNION

These work and safety rules and regulations shall-be
applicable to each facility and its empleyees in the bar
gaining unit.

It 18 essential to the successful operation of the facility’s
businegs and the welfare of its patients and employees
that fairly established standards of discipline, health,
gafety, attendance, workmanship and honesty be main-
tained, Employees shall have an opportunity te sign for-
mal warnings, acknowledging that such warning has been
given and to comment on such warning. Disregard or vio-
lation of these rules and regulations, incapacity to meet
such established standards or unauthorized disclosure of
confidential facility matters will subject an employee to
reprimand or discharge.

Nothing in these rules and regulations shall abrogate
the employee’s right, through the Union of which he is a
member, to challenge a penalty through the regular griev-
ance rnachinery. Rules and regulations herein contained
are a part of the present Union contract.

It is agreed that the failure of an employee to follow the
reasonable ingtructiona of her/his supervisor constitutes
possible just cause for disciplinary action up to and includ-
ing discharge. Therefore, if any employee or group of
employees feels that any rule, policy, instruction or order
of any supervisor or manager is improper, the employee or
group of employees shall comply with the rule, policy,
instruction or order (unless such order or instruction is
clearly contrary to law, or if the employee has an objective
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basis for believing that to do so will result in an abnormal
risk of serious injury to the employee or to a resident), with
the understanding that the employee or group of employ-
ees may thereafler file a grievance under the grievance
procedure.

1. Stealing from resident, visitor, other employee or
facility.

1st offense — Discharge

2. Reporting for work while under the influence of alco-
hol or while suffering from its effects, or while under the
influence of controlled drugs or narcotics (unless such are
:{ein)g taken pursuant to a physician’s written prescrip-

ion).

15t offense — Discharge

3. Possession of, or drinking of liquor or any aicoholic
beverages, or possession of or using any controlled drugs or
qarcotics {unless such are being taken pursuant to a physi-
cian's written prescription) on company property or com-
pany time.

1st offense — Discharge

4. No firearms, knives or weapons of any typeishall be
brought inte the facility or onto facility property. {Pepper
spray, pocket knives or other similar devices, carried for
self-defense in coming to and from work, shall not be con-
sidered a weapon within the meaning of this section, 5o
long a,)s the employee maintains proper security over these
items.

15t offense — Discharge

-5. Failure of an employee to follow the reasonable
instructions of her/his supervisor.

1st offense — Discharge
46
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6. Willful destruction or damage of property helonging
to facility or persons.

1st offense — Discharge,
7. Physical or verbal abuse, peglect, or attempting to

injure residents or other person, including any other staff
member, supervisor, ¢r manager.

18t offense — Discharge

8. Intentionally falsifying employment or other facility
records.
1st offense — Discharge
9, Verbal or written threat te injure‘or harm any other
person including any other staff member, supervisor, or
manager,
1st offense — Discharge
10. Failure to verbally report an incident involving a res-
ident or staff. Reports may be confirmed in writing in
appropriate log.
1st offense — Discharge
11. Punch other person's time card or.asking another to
punch your time card.
1st offense — Discharge

12. Discourteous behavior to any resident or visitor.

15t offense — Up to three (3) consecutive days sus-
pension, at discretion of Employer.

2nd offense - Discharge
13. Absent for two (2) consecutive working days without
notifying the facility, unless an emergency prevented the
employee from giving notice.
1st offense — Automatic Resignation
14, Unauthorized use of cameras or recording devices,
1st offense — Discharge
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15. Requesting to borrow money or asking for tips, loans,
gratuities or gifts from any resident or member of a resi-
dent's family,

st offense — Diacharge.
16. Revealing to any person, other than an employee

working with the resident, any confidential information
concerning any resident.

1st offense — Digcharge

17. Sleeping while on duty.
1at offense — Discharge

18, Failure to follow parking lot regulations, if any.
1st offense — Informal Warning
2nd offense — Formal Warning
drd offense — Loss of Privilege
19. No employee shall visit other parts of the facility or
leave the facility other than in the line of duty or with the

permission of the supervisor. When leaving the facility, the
employee shall notify the supervisor and shall punch out.

1st offense — Formal Warning

2nd offense — Up to three (3) consecutive days
suspension, at digcretion of Employer '

3rd offense — Discharge

20. Gambling on facility premises,
1st offense — Formal Warning

2nd cffense — Up to three (3) econsecutive days
suspension, at discretion of Employer

3rd offense — Discharge

21, Employees not meeting health test requirements will
not be permitied to work until the test is satisfactorily
completed. If the test iz not satisfactorily completed with-
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;n seven (7) days of the required date, the employee will be
discharged. : .

22. Solicitation of any kind, distribution or circulation of
literature, petitions gnd' written or printed matter of any
description in the facility shall not be done by an employ-
ee during his or her working time or in patient areas with-
out the prior written consent of the Administrator.

1at offense — Warning
2nd offense — Formal Warning

8rd offense — Up to three (3) consecutive days aus-
pension, at diseretion of Employer ,

4th offense — Digcharge
23. Unauthorized posting, removal or tampering with
bulleting hoard items.
1st offense -- Formal Warning

2nd offense — Up to three (3) consecutive days
suspension, at discretion of Employer

3rd offense — Discharge
24. Playing of radios, ete., loudly so as to disturb resi-
dents or others.
15t offense — Informal Warning
2nd offense — Formal Warning

3rd offense — One (1) day suspension, at the dis-
cretigns of Employer

4th offense - Discharge
25. Unauthorized use of telephone or other equipment
for personal needs.
1st offense — Formal Warning

2nd offense - Up to three (3) consecutive days
sugpension, at discretion of Employer

3rd offense — Discharge
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26. Loiteriné in work area when not scheduled to worl.
1at offense - Informal Warning
2nd offense — Formal Warning

3rd offense — Up to three {3) consecutive days sus-
pension, at discretion of Employer

4th offense — Discharge

27. Failure to follow dress code and good hygiene.
st offense — Informal Warning
2nd offense — Sent home for rest of day without
pay
28, No employee shall amoke in unauthorized areas.
18t offense — Formsgl Warning

2nd offense — Up to three (3) consecutive days
suspengion, at discretion of Employer

3rd offense — Discharge

29. No work shall be performed in an unsafe manner.
1st offense — Informal Warning
2nd offense — Formal Warning

3rd offense — Up to three (3) consecutive days
suspension, at discretion of Employer

4th offense — Discharge N
30. Failure to notify Personnel of address or telephone
number change which the facility shall keep confidential.
1st offenge — Informal Warning
2nd offense — Formal Warning

3rd offense — Up to three (3) consecutive days
suspension, &t digcretion of Employer

4th offense — Discharge

31. Not in assigned work place at starting and quitting
time.
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1st offense — Informal Warning
2nd offense — Formal Warning

3rd offense — Up to three (3) consecutive days
puspension, at diseretion of Employer

4th offense — Discharge
32, Failure to punch in or out, or obtain supervisor’s
approval during same shift.
1st offenge — Informal Warning
2nd offense — Formal Warning

3rd offense — Up to three (3) consecutive days
suspension, at discretion of Employer

4th offense — Discharge

33. Swearing, obscene language or horseplay.
1st offense — Formal Warning
2nd offense — Up to three (3) consecutive days
suspengion, at the discretion of Employer
3rd offense — Discharge
(b} Sexual, racial or ethnic haragssment of any resident,

family member of a resident, staff member, supervisor or
member of management.

1st offense — Formal Warning or discharge,
depending on the circumstances.

2nd offense — Discharge

{c) Maintaining or attempting to maintain a relation-
ship (whether or not consensual) with a resident that is
goxual or romantic in nature unless the resident is the
employee’s spouse.

1st offense — Discharge

34. In unassigned area during working hours without
permission other than in the line of duty.
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1st offense — Informal Warning
Znd offense — Formal Warning

3rd offense — Up to three (3) consecutive days
suspension, at diseretion of Employer

4th offense — Discharge

36. Overstaying rest or lunch period,
18t offense — Informal Warning
" 2nd offense — Formal Warning

3rd offense — Up to three (3) consecutive days -
suspension, at discretion of Employer

4th offense -— Discharge

36. For issues which are not addressed in this addendum,
in addition te the work and safety rules and regulations
set forth above, each facility shall have the right to pro-
mulgate, modify and enforce any other reasonable rule,
policy or regulation regarding the work, safety, atten-
dance, dress, conduct and performance of its employees
and the care of its residents, including but not limited to
rules regarding drug and alcohol use and testing, Sach
rules shall be published and a copy of which shall be main-
tained for inspection by employees with a copy to the
Union. The penalties for violations of any such rule or pol-
icy shall be consistent with the concepts of progressive dis-
cipline and just cause, with due recognition that some
offenses are serious enough te warrant discharge with or
without prior warning,
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ABSENTEEISM AND
TARDINESS STANDARDS

" Absence — Unexcused

37. One day absence in an employment year.
Informal Warning with counseling
38. One additional day of absence in the same employ-
ment year.
Formal Warning
39. One additional day of absence in the same emplay-
ment year. s
Up to 3 consecutive days suspension, at discre-
tion of Employer
40. One additional day of absence in the same employ-
ment year.
Discharge

An Unexcused Absence

When the employee has not asked for, and/or not received
prior permission from histher department head, to be
absent for any reason except illness, or has not called in to
report an absence, or is tardy three (3) hours or more,

Absence Excused {Iliness)

41. Four episodes in any employment year.
Counseling

42, One additional episode in the same employment
year.
Informal Warning

43. One additiona! episode in the same employment
year.
Formal Warning.
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44. One additional episode in the same employment year,
Up to 3 eonsecutive days suspension, at discretion
of Employer

45. On additional episode in the same employment year.
Discharge

" An episode of illness — the number of days needed for
the illness or injury to run its course so the employee may

safely return to work. If the episode will be more than ten
(10) days, the employee shall request a leave of absence.

An Excused Absence — when the cause of the absence
was not within the control of the employee, and is inde-
pendently verifiable,

A prearranged absence — (department head permis-
sion} for approved reagons, such ag vacations, compenasat-
ed time, jury duty, ete., shall not be grounds for discipli-
natry action.

TARDINESS - Punching in up to three (3) hours
after the start of a shif,
46. Tardy twice in five (5) payroll periods.
Counseling
47. Tardy one additional time in five (5) payroll periods.
Informal Warning
4B. Tardy one additional time in the same five (5) payroll
periods.
Formal Warning
49, Tardy one additional time in the same five (5) payroll
periods,

Up to 3 consecutive days suspension, at discretion
of Employer.

50. Tardy one additional time in the same five (5) payroll
periods, :

Discharge
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DOCKING
6-15 minutes late: 15 minutes of docked time

16+ minutes late: Docked in 15 minute incre-
ments to next quarter hour

51. Aceurnulation of five (5) violations (excluding those
for which counseling is provided) in any twelve (12) month
period shall be grounds for discharge.

52. No violation occurring more than twelve (12) montha
prior to any subsequent violation shall be considered in
determining the discipline for the subsequent violation,

.




APPENDIX B

Following the ratification of this Agreement, and no later
than January 1, 2008, upon request by either party, the
Union and the Employer will meet to review the job titles
which are represented by the Union in that facility, to
establish a list of such represented titles by facility, and to
discuga whether any non-represented titles share a com-
munity of interest with the represented employees at that
facility.

-

APPENDIX C

These rules of canduct shall be binding upon the Union
and the Empleyers (as defined in Article 2, Section 6) in
the event of any organizing drive by the Unijon o organize
any service and maintenance employees in any unorga-
pized or newly-acquired facility of any suchh Employer.

Nothing contained in these rules of conduct is intended
to vioclate any federal or state law or rule or regulation
made pursuant thereto. If any part of this appendix is
found to be unlawful, then that gpecific part shall be con-
sidered null and void and parties shall within 30 daya of
such determination meet to determine the impact of such
determination and attempt to negotiate a valid replace-
ment provision which reflects the intent of the coriginal
provision ag closely as legally allowed.

Section 1: Notice and Unit:

{a) The Union shall serve written notice on the
Employer not less than 24 hours prior to commencement
of any organizing at the Employer. The notice shall iden-
tify the unit of the Employer's employees that the Union
is seeking to represent.

(b) Any organizing drive conducted by the Union under
this Appendix C shall be for a Service and Maintenance
unit containing all full-time and regular part-time
Certified Nursing Assistants (CNAs), Dietary Employees,
Housekeeping Employee, Laundry Employees, Activity
Aides, Rehab Aides, and Psychosocial Aides, but exciuding
licensed practical and registered nurses, confidential
employees, casual employees, guards, managers and
gupervisors as defined in the National Labor Relations
Act.

(¢) As =oon as possible following the commencement of
the organizing drive, the Union and the Employer shall
meet to discuss the inclusion or exciusion of other titles
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commonly included by the National Labor Relations Board
in nursing home service and maintenance units, such ag
{by way of example but not limitation): Receptionist,
Unit/ward clerk, titles specific to that facility, etc. The par-
ties shall also meet to define those individuals affected by
the statutory esclusions (supervisors, managers, guards,
casual and confidential employees ag defined in the Act).

(d) Any discussions regarding the inclusion or exclusion
of such titles shall not delay the compliance by either party
with the obligations iinder this Agreement. In the event
the parties are unable to mutuelly agree on the inclusion
or exclusion of these titles, the unit shall be limited to that
described in subparagraph (b) above.

Section 2: Dyration and Applicability

These rules of conduct shall apply only with respect to
the employees in the unit and facility identified in the
notice reqguired by section 1 gbove; shall apply beginning
on the date when the Union provides said notice, and ghall

. continue only until the earliest of the following dates:

a) Bixty days of sérving the above notice under section 1,
untess the uniom has filed a petition within that sixty day
period. -

b) The date when the Union withdraws its petition for
such an election

¢) The date of such an election.

Notwithstanding the above timeline, and in return for
the Union's commitment to give notice on the commence-
ment of the organizing drive, the Employer agrees that it
shall not attempt to prevent the union from ¢ommencing
an organizing drive by campaigning against unionization
in advance of any organizing drives.

Section 3: dJoint Statement

Within 72 hours after the Employer’s receipt of the forego-
ing notice from the Union, the Employer shall post a state-
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ment jointly signed by the Union and the Employer, the
substance of which shall be as set forth in Exhibit A
attached hereto and made a part hereof, addressed to the
smployees in the identified unit.

Section 4: List

As goon as posgible, but no later than four (4) working
days after the union serves the notice in Section 1, the
Employer shall provide the union with a list of employees
in the affected unit, their job title, and their home address.
The list shall be for the unit deacribed in 1b above unlegs
the parties mutually agree to add other titles. The union
ghall promptly notify the Employer if it beliaves the list is
inaccurate or incomnplete, and the Employer shall promptly
make reasonable efforts to correct any deficiencies.

Section 5: Access

As s00n as practicable, but no more than four (4) work-
ing days after the Employer receives a request for access
under Section 1 above, the Employer shall allow access to
suitable employee break areas, to be agreed upon by the
Union and the Employer, for Union representativesforga-
nizers to meet with employees in the identified unit. The
numher of Union representatives/organizers meeting in
the meeting area at any one time shall be limited to three,
unless special circumstances {such as multiple languages
spoken by employees} require additional representatives.

The aferesaid break areas shall be available to the
Union’s officers, organizers and stewards at reasonable
times; and shall be the Jocation(s) where the affected
employees normally take their breaks (including smoking
areas). To the extent feasible the location(s) shall be locat-
ed away from patient care areas; and supervisors and
managers shall not be present in these areas when unien
representiatives are speaking to employees, nor shall
supervisors and managers engage in surveillance of the
entrance and exit of said location(s). Employees in the
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identified unit shall be permitted access to the break loca-
tion{s) during their non-working time.

Additionally, the union's officers, organizers, and stew-
ards shall be permitted access to facility parking lots, pro-
vided they Yimit their communications to employees in the
affected unit and do not interfere with the flow of traffic or
cause employees to be late for work.

At all times, union representatives shall limit their com-
munication to the-members of the identified unit, except to
the extent necessary to determine the identity of an
employee and whether such employee is a member of the
unit.

Bection 6: Petiticn for Election or Request for Recognition

Within 60 days after serving the notice provided in
Section 1, the Union shall either (1) file for an NLRB elec-
tion with the showing of interest required by the NLRRB, or
(2) make a request for voluntary recognition pursuant to a
majority card check, or (3) inform the employer that it has
terminated its organizing drive. The employer shall be
under no ebligation to conduct a card check, but in the
event the employer does so, such eard check shall be con-
ducted within three (3) working days of the union's
request. If the union's request for card check is denied, the
union may proceed to file with the NLRB.

If the Union does not file for an NLRB election or request
card check recognition, or does not promptly file for an
NLRB election following the employer’s denial of card
check recognition, or if the Union files a petition and then
withdraws it, the Union shall be precluded for a period of
one year from seeking to represent employees in the iden-
tified unit. The one-year period shall begin from the earli-
est of the following dates: il no petition has been filed, the
date when the Union netifies the Employer that it is no
longer seeking to represent the identified unit, or the date
when the sixty day period elapses, or the date when the

Union withdraws a petition that it has filed within the
sixty-day period.

Section 7: Employee Freedom of Choice

Employees have the right to choose whether or not to be
represenied by the Union and to make that decision in an
atmosphere free of harassment, coercion, intimidation,
promises or threats by either the Employer or the Union.

Section 8: No Disruption or Interference

All activities subject to these provisions shall be carried
out in a manner o as to not disrupt patient care or other-
wise interfere with the operations of the‘Employer, includ-
ing the work of any employee.

Section 9: Neutrality

The Employer shali remain neutral on the questicn of
whether employees of the affected facility should chooge to
Le represented by the Union. The Employer shall take all
reagonable steps to insure that its owners, manapers,
supervisors, and other agents remain neutral on this
question and do net attempt to' influence employees’ choice
in any manner. The Employer shall instruct its owners,
managers, supervisors and other agents to refrain from
initiating or participating in conversations with employ-
ees in the proposed bargaining unit about the Union or
Union representation. If an employee in the proposed bar-
gaining unit asks an owner, manager, supervisor or agent
a question about the Union or Union representation, the
owner; manager, supervisor or other agent may respond
factually only to the-question asked and tell the employee
that the Employer is neutral on the guestion of Unicn rep-
resentation, that the choice of whether the employee
wanis to be represented by the Union is for the employee
to make and that the Employer wiil honor that decision
and bargain in good faith with the Union if the majority of
the employees in the bargaining unit sought select the
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Union as their bargaining representative, Notwith-
standing these provisions, the Employer may correct any
factual errors by the union by written communication sub-
Ject to the provisions of Section 10 below.

Section 10: Pre-approval of Materials

Neither the Union ner the Employer shall publish, dis-
tribute or disseminate any campaign flyers, leaflets, let-
ters, memoranda, notices, other written materials, or any
audio, video or elettronic media relating to the campaign
without the prior approval of the other’s special represen-
tative designated for reseolving disputes pursuant to sec-
tion 16. In the event of any unresolvaed dispute regarding
such communication, either party may submit the issue to
the Arbitrator, pending whose ruling the communication
may not be distributed. The Arbitrator’s authority with
respect to any dispute concerning a proposed communica-
tion shall be limited to determining whether and how the
content of the proposed communication is inconsistent
with these rules of conduct, and prohibiting its issuance to
the extent that it is inconsistent.

Section 11: Union Communications

The Union’s organizing campaign (oral and written)} shall
be positive and factual, and shall not disparage either the
mgotive or mission of the Employer and/or their represen-
tatives (e.g, officers, managers and supervisors) and/or
any related entity or any representatives thereof. The
Union may convey its position fairly, and may provide
employees with factual information to support an informed
decision.

Section 12. Emplover Meetings

The Employer shall not hold any one-on-one or group
paid time meetings a subject of which is representation by
the union.
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Section 13: Correction of Inaccurate Statements

Nothing contained in this Agreement shall be construed
as limiting either the Union's or the Employer’s right to
carrect any inaccurate statements made by the other dur-
ing the period covered by these rules of conduct, provided
that the corrections are made in a manner consistent with
Sections 9-12 above.

Section 14: Consultants

Neither the Union nor an Employer shall use conaul-
tants or other representatives or surrogates to engage in
activities inconsistent with these rules of conduct. The
Employer shall not sponsor or encourage any group -of
employees who advocate against unionization.

Section 15: Election Procedure

Elections pursuant to these rules of conduct shall be con-
ducted by secret ballot supervised by the National Labor
Relations Board and shall be governed by the Beard's
rules and regulations and by the procedures set forth
herein.

The parties shall attempt to resolve all issues regarding
unit definition prior te the filing of any petition with the
Poard, but this shall not require the union to delay its fil-
ing onee a showing of interest has been obtained. The def-
inition of the unit shall be as set forth in Section 1, and in
the interest of expediting the process, the parties agree
not to insist on the inclusion of any titles cther than those
set forth in 1b above,

The Union and the Employer shall enter into a stipulat-
ed election agreement providing for an election to be held
within 14 days of the filing of the petition, or as soon as
possible beyond 14 days.

In the event of any dispute regarding the statutory
exclusions, the parties agree that those employges will be
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allowed to vote subject to challenge, provided the tota]
number of employees in dispute is less than 10% of the
combined disputed and undisputed employees, with ulti-
mate disposition of the issue deferred until after the elec-
ton, provided that they do not meet or exceed the 10% lim-
itation.

Section 16, Enforcement/Arbitrator

As soon as practicable after the commencement of the
organizing drive, the Union and the Employer shall (&)
each desig-nate a special representative responsible for
oc?mpli‘ance and dispute resolu-tion with respect to orga-
nizing under this provision; and (B) select an Arbitrator (or
request the designation of an arbitrator under the expedit-
ed procedures of the American Arbitration Association or
FMCS) who shall be authorized to resolve disputes in
accordance with this Article. The Union and the Employer
shall equally share the costs and expenses of the
Arbitrator.

Within 24 hours after the special representatives of the

Union and the Employer have been designated, they shall -

hold an initial conference among themselves to discuss the
provisions of this Appendix.

Except as set forth in this Section 16, the Arbitrator shall
ha_ve sole authority to hear any case and award ‘an appro-
priate remedy concerning any dispute between the Union
and the Employer relating to the interpretation or appli-
cation of this Appendix; and any claim that either party
did not comply with these rules of conduct. In addition:

{a) in cases where the Employer allegedly has dis-
charged, disciplined or refaliated against an employee, the
Arbitrator ghall only have the authority to determine
whether the Employer acted in reprisal for the employee’s
protected concerted activity in violation of the NLRA and,
if the claim is found te have merit, to award a remedy
availabie under the NLRA.
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(b} in cases where it is alleged that either the union or
the Employer violated the rules of conduct set forth in thia
agreement, to the extent that such conduct affected the
outecome of the election and the arbitrator so finds, then
the party violating the rules of conduct shall join in a stip-
ulation setting aside the results of the election and pro-
viding for a re-run election, providing that the objecting
party also filed timely objections with the NLRB.
However, if the Arbitrator dees not find that the alleged
violation{s) of the rules of conduct affected the outcome of
the election, then the objecting party shall withdraw its
objections filed with the NLRB. However, alleged objec-
tionable conduct not subject to this Agreement and any
other pre-election and post-election cénduct, including
resolution of disputes over challenged ballois shall be
within the exclusive jurisdiction of the NLRB upon the
timely filing of objections and/or challenges with the
NLRB.

{2} In no event shall the Arbitrator have the authority to
compel recognition of the Union or issue a bargaining
order.

Section 17. Dispute Resolution

Disputes between the Union and the Employer shall first
be addressed by their special representatives. If the spe-
cial representatives are unable to resolve the dispute then
they shall submit the issue to the Arbitrator within twen-
ty-four (24} hours after the dispute first arose. The
Arbitrator shall issue a determination within the next
seventy-two hours. In the event of any disputes within 5
days of the scheduled election date, the Arbitrator shall
issue a determination within 24 hours. If necessary to
meet these timelines, the Arbitrator may direct the par- .
ties to submit their evidence and any position statements
by facsimile, and may hear testimony via telephone.

The foregoing time limitations shall not apply with
respect to sections 16(a) — (alleged retaliation against an
employee) and sections 16 (b) (objections to the election),
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allowed to vote subject to challenge, previded the total
number of employees in dispute is less than 10% of the
combined disputed and undisputed employees, with ulti-
mate disposition of the issue deferred until after the elec-
tign, provided that they do not meet or exceed the 10% lim-
itation.

Section 16. Enforcement/Arbitrator

As soon as practicable after the commencement of the
organizing drive, the Union and the Employer shall (A)
each desig-nate a special representative responsible for
compli-ance and dispute resolu-tion with respect to orga-
nizing under this provision; and (B) select an Arbitrator (or
request the designation of an arbitrator under the expedit-
ed procedures of the American Arbitration Association or
FMCS) who shall be authorized to resclve disputes in
accordance with this Article. The Union and the Employer
ghall equally share the costs and expenses of the
Arbitrator.

Within 24 hours after the special representatives of the
Union and the Emplayer have been designated, they shall
hold an initial conference among themselves to discuss the
provisions of this Appendix,

Except as set forth in this Section 18, the Arbitrator shall
have sole authority to hear any case and award an appro-
priate remedy concerning any dispute between the Union
and the Employer relating to the interpretation or appli-
cation of this Appendix; and any claim that either party
did not comply with these rules of conduct. In addition:

(a) in cases where the Employer allegedly has dis-
charged, disciplined or retaliated against an employee, the
Arbitrator shall only have the authority to determine
whether the Employer acted in reprisal for the employee’s
pretected concerted activity in viclation of the NLRA and,
if the claim is found to have merit, to award a remedy
available under the NLRA,
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‘1 (b) in cases where it is alleged that either the union or

the Employer violated the rules of conduct set forth in this
agreement, to the extent that such conduet affected the
outcome of the election and the arbitrator so finds, then
the party violating the rules of conduct shall join in a stip-
ulation setting aside the results of the election and pro-
viding for a re-run election, providing that the objecting
party also filed timely objections with the NLRB.
However, if the Arbitrator does not find that the alleged
violation(g) of the rules of conduct affected the outcome of
the election, then the objecting party shall withdraw its
objections filed with the NLRB. However, alleged objec-
tionable conduct not subject to this Agreement and any
ather pre-election and post-election cenduct, including
resolution of disputes over challenged ballots shall be
within the exclusive jurisdiction of the NLRB upon the
timely filing of objections and/or challenges with the
NLRB. '

(¢) In no event shall the Arbitrator have the authority to
compel recognition of the Union or issue a bargaining
order.

Section 17. Dispute Resolution

Disputes between the Union and the Employer shall fivat
be addressed by their special representatives. If the spe-
cial representatives are unable to resolve the dispute then
they shall submit the issue to the Arbitrator within twen-
ty-four (24) hours after the dispute first arose. The
Arbitrater shall issue a determination within the next
geventy-two hours, In the event of any disputes within 5
dave of the scheduled election date, the Arbitrator shall
issue a determination within 24 hours. If necessary to
meet these timelines, the Arbitrator may direct the par-
ties to submit their evidence and any position statements
by facsimile, and may hear testimony via telephone.

The foregeoing time limitations shall net apply with
respect to sections 16(a) — (alleged retaliation againat an
employee) and sections 16 (b) (objections to the election),
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but such cases shall nonetheless be expedited, and the
arbitrator shall be directed to take all appropriate mea-
sures to expedite the arbitration process, including but not
limited to, limiting the number of employer or employee
witnegses, limiting the scope of the hearing, limiting the
submigsion of briefs and/or ruling on the basis of brief writ-
ten submissions in lieu of hearings and/or ruling on the
basis of telephone conferences in lieu of hearings. The
intent of the arbitration process ghall be to obtain a ruling
as quickly as possible on the igsue in dispute in order to
allow the process to continue without delay. The arbitra-
tor's decision within the limits of the arbitrator’s authori-
ty shall be final and binding.

Section 18: Limitations
The provision of this appendix shall not apply:

4} with respect to a unit other than a service and main-
tenance unit

b) with respect to any unit that would be inappropriate
for collective bargaining or representation by the Union

under the NLRA :

¢} to the employer in its conduct toward any labor crga-
nization other than SEIU Local 4
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EXHIBIT A
To [Unit] Employees of (Employer]:

SEIU Lacal 4 is seeking to represent you for purposes of
collective bargaining. SEIU Local 4 and Employer have
jointly prepared this letter and the accompanying infor-
mation sheet in the ghared belief that you should under-
atand the nature of the relationship between [Employer]
and SEIU, your rights under the circum-stances amf the
process that will be followed ag the Union seeks to gain
your support.

[Employer] is owned by owners who also own homes
represented by SEIU Local 4. SEIU Local 4 and the nurs-
ing home owners represented in the Illinois Association of
Health Care Facilities are committed to working together
to maintain and improve the ability of nursing homes to
provide quality health care through joint laber-manage-
ment efforts; to insure appropriate fund-ing and resources
for health care through joint legislative work; and other
joint ventures to promote quality care.

The Association and its members, including [Employer],
also recognize that labor strife has a disruptive effact on
these joint efforts. Accordingly, [Employer] and SEIU
have agreed to the additional procedures and rules of con-
duct described in the accompanying inform-ation sheet in
order to help you make an informed deci-sion on this
important issue in an atmosphere that supports your free-
dom of choice,

[Employer] will not tell you to vote against representa-
tion by the Union, and believes that each of you must
make your own decision based upen factual information
that supports an informed decision. [Employer] will
remain neutral on the issue of unionization, in other
words, [Employer] and its supervisors will not try to
influence your fedaim.

We encourage you to read the attached information sheet
as it contains important inform-ation about your rights,

Sincerely yours,

Sincerely yours,




INFORMATION SHEET

Under federal law, whether the employees shall be repre-
gented by SEIU Local 4 will be determined by a secret-bal-
lot election conducted by the National Labor Relations
Board {“*NLRB"), an agency of the U.8. government. Before
the NLRB will conduct an election, SEIU Local 4 must
demon-strate that at least 30% of employees desire union
rep-resenta-tion. Alternately, where a majority of employ-
ees sign up for union repregentation, the employer may
agree to waive the election and recognize the union on the
basis of a majority having signed up.

SEIU Local 4 is or will be asking employees to sign
authorization cards as a way to demonstrate such support.

The NLRB will niot conduct an election unless the union
has a sufficient number of signed cards. Prior to the elec-
tion, it will be determined which emplceyees are eligible to
vote; however, the majority of these who actually vote will
determine the result of the election, In other words, 50% +
1 of the employees who actually cast ballots will determine
whether or not SEIU Local 4 shall represent all of the eli-
gible employees.

Each employee has the right to participate or refrain
from participating in union activities, including the right
to sign or not te sign union authorization cards.
[Empleyer] and SEIU Local 4 support the freedom of
workers to join a union, as well as their right to choose not
to do s0. [Employer] and SEIU Local 4 agree that, when
employees are making such an important deci-sion, it is
essential that they have access to accurate and factual
information about the organ-iza-tion that is seeking to
repre-sent them, and about what it means to be represent-
ed by a union.

Employees have the right to distribute literature con-
cerning support for or against union representation on
non-working time, in non--patient care areas such as break
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rooms, cafeteria, parking lots, smoking areas and other
places outside the facility. Empioyees may talk about
whether or not they want to be represented by a union and
workplace issues including wage rates, diaciplinary sys-
tem, employer policies and rules and working conditions
in any area under the same terms applicable to any other
private conversation between employees.

In addition to the above, [Employer] and SEIU Loca] 4
have agreed to the following ruies of conduct governing
the union’s organizing:




ORGANIZING RULES OF CONDUCT

Freedom of Choice. Employees have the right to choose
whether or not to be represented by the Union, and to
make that decision in an atmosphere free of harassment,
coercion, intimidation, promises or threata by either the
Employer or the Union,

Access, The Employer shall allow access to the employ-
ee break areas {including smoking break areas) for Union
representatives to meet with employees. Supervisors and
managers shall not be present in these areas when Union
representatives are speaking to employees, nor shall
supervigors and managers engage in surveillance of the
entrance and exit to these locations. Employees in the
identified unit shall be permitted access to the break loca-
tion(s) during their non-working time.

The Employer shall also allow access to the parking lots
for Union representatives to speak with employees, so long
as the Union representatives do not cause the employees to
be late for work.

Once the Union begins its organizing drive, the Employer
will furnigh the Union with a list of the names, addresses
and job claagifications of all eligible employees.

No Disruption or Interference. All organizational
activities by the Union, including but not limited to the
Union’s activities in the employee break room or in the
meeting room shall be carried out in a manner so as to not
disrupt resident care or otherwise interfere with the oper-
ations of the Employer or the work of any employee.

Union Campaign, The Union’s organizing campaign
{oral and written) shall be positive and factnal, and shall
not dieparage either the motive or mission of the Employer
and/or their representatives (e.g., officers, managers and

supervigors) and/or any related entity or any representa-,

tives thereof. The Union may convey its position fairly, and
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may provide employees with factual information to sup-
port an informed decision.

Employer Neutrality. The Employer shall remain neu-
tral on the question of whether employees should choose
to be represented by the Union. The Employer shall take
all reasonable steps to insure that its owners, managers,
supervisors or other agents remain neutral on this ques-
tion and do not attempt to influence employees’ choice in
any manner. The Employer shall instruct its owners, man-
agers, supervisors or other agents not to initiate or partic-
ipate in conversations with employees in the propesed
unit about the Union or Union representation. If an
employee in the proposed unit asks an.owner, manager,
gupervigor or agent a question about the Unjon or Union
representation, the owner, manager, supervisor or other
agent mnay respond factually only to the question asked
and tell the employee that the Employer is neutral on the
question of Union representation, that the choice of
whether the employee wants to be represented by the
Union is for the employee to make and that the Employer
will honor that decision and bargain in good faith with the
Union if the majority of the employees in the bargaining
unit sought select the Union as their bargaining rvepre-
sentative.

Meetings. The Employer shall not discourage employ-
ees from attending Union meetings and shall not discour-
age employees from accepting or reading any material dis-
tributed by the Union. The Employer shall not discourage
employees from meeting with Union representatives in
the employee’s home. The Employer shall not hold any
one-on-gne or group paid time meetings a subject of which
ie representation by the Union.

Other Representatives. Neither the Union nor the
Emgloyer shall use consuliants or other representatives
to engage in activities incongistent with these rules of con-
duct. The Employer shall not sponsor or encourage any
group of employees whe advocate againet unionization.
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Recognition Procedure. Elections will be conducted by
secret ballot supervised by the Nationai Labor Relations
Board and governed by the Board'’s rules and regulations,
If a mejority of eligible employees sign up for the union,
the Employer may agree to recognize the union without an
election.

Negotiations. SEIU Local 4 and the Illineis Association
of Health Care Facilities have negotiated a contract which
covers more than 100 other nursing homes. If a majority of
employees decide to join the Union by signing cards or vot-
ing for Union representation in an election, employeen at
this facility will be covered under that Union contract
except thas either the Employer or the Union may request
negotiations for a side letter to make changes or additions
to that contract because of different conditions at this facil-
ity.

—

Letter of Agreement and Understanding
The Union and the Association agres that the
Association's withdrawn proposal regarding past practice
in Article 15, Section 4, will not be intraduced or used by
either party in any proceeding, and the making and with-
drawal of this proposal will be without precedent.

Yor the Union
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In the event another labor organization begins a compet-
ing organizing drive at a facility in which SEIU Local 4 is
already conducting an organizing drive pursuant to
Appendix C to the extent required by law and only to the
extent required by law, the Employer will extend the pro-
vigions of this agreement te the competing labor organiza-
tion where the other union is willing to abide by the same
conditions as those accepted by SEIU Local 4.

During the term of the underlying collective bargaining
agreement, no Employer subject to this agreement shall
grant voluntary recognition to any other labor organiza-
tion for any group of employees subject to this Appendix.

In the event any other labor organization informs the
Employer of its intent to organize employees subject to this
Appendix, or otherwise commences an organizing drive
prior to SEIU Local 4 commencing an organizing drive, the
Employer will promptly notify SEIU Local 4. The
Employer shall not extend the provisions of this Appendix
to any union in any covered facility, unless such union has
complied with the Appendix in all its terms to the same
extent required of SEIU Local 4, Where the other labor
organization has complied to the same extent required of
SEIU Local 4, the Employer shall be allowed to extend the
' provisions of this agreement to both SEIU Local 4 and the
other union, or terminate this agreement as applied te
guch facility for a period of one year. S8uch termination
shall not invalidate the prohibition on voluntary recogni-
tion. '

No Employer subject to this Agreement shall directly or
indirectly solicit or encourage the organizing of covered
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facilities by ancther union, nor in ahy way encourage
erganizing by any other union for the purpose of interfer-
ing with the application of this agreement by SEIU Local
4,

For the Unicn
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In return for the mutual agreements contained within
the collective bargaining agreement and its appendices,
the Union and the Employers covered by this agreement
agree to work together politically on issues of shared con-
cern in the interests of the industry, the employees, and
quality resident care. Quarterly, or more frequently as
requested by either the Employera or the Union and as
required by political developments, industry and union
leaders will meet to review legislative, budgetary, and reg-
ulatory issues and to identify those issues on which the
Employers and Union can work in partnership, and to
develop plans for joint work on such issues. Exaniples of
guch issues include: the level of federal and state funding
for the Medicaid program in general and the nursing home
industry in specific, the funding formulas for the nursing
home industry, and ways to obtain appropriate funding for
the costs of providing the wages and benefits required by
the collective bargaining process.

For the Union
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The parties agree to recommend the following changes in
the Local 4 S E.LU. Health and Welfare Fund benefits to
the Union and Employer Trustees. These changes shali
require the approval of the Trustees, such approval shall
take place prior to the ratification of the collective bar-
gaining agreement, and approval of the changes herein by
the Trustees ghall be a condition of the ratification.

Except where otherwise specified, the changes effect
both the PPO and HMO plans. These changes shall be
effective as soon as possible after ratification of the

Agreement:
M increase life insurance to $5000
B increase AD&D insurance to $5000

W Increase Emergency Room and Extensive
Emergency Room Services maximum by $250
each

B Provide a prescription ¢ard which, in addition to
negotiated discount, will pay 50% of prescription
costs up to $500 annually

Extend well-baby coverage to 18 mos,
Max to $35,000 7/1/06

Referral up to $750

Testing limits to $1000 each

Extend prenatal care through full length of preg-
nancy (HMGQ) and the cap to $2500 (PPQ).

. The parties to this agreement agree ta work together in

the interests of obtaining appropriate consideration in the
state budgetary and funding formulas for the cost of pro-
viding health insurance coverage in the interest of provid-
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ing funding to allow for continued improvements in cover.
age, including dependent coverage.

For the Union '
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