COLLECTIVE BARGAINING AGREEMENT EXTENSION AGREEMENT

This Collective Bargaining Agreement Extension Agreement (“Agreement”) is made and
entered into by and between Villas at Roseville, LLC, a Minnesota limited liability company,
with a principal executive office at 1345 Corporate Center Curve, Eagan, Minnesota 55121 (the
“Employer”), and the United Food and Commercial Workers International Union, Local 1189,
an organization doing business at 266 Hardman Avenue North, South Saint Paul, Minnesota
55075 (“UFCW?” or the “Union”). The Employer and the Union may be referred to as a Party or
collectively as the Parties.

Recitals

WHEREAS, the Employer and the Union are parties to a Collective Bargaining Agreement
effective from May 23, 2023, through May 25, 2026 (the “CBA”);

WHEREAS, the CBA is set to expire on May 25, 2026, and the Parties desire to extend
the CBA; and

WHEREAS, the Parties agree that it is in their mutual interest to extend the term of the
CBA for an additional period of one (1) year and continue the CBA in full force and effect
during such extension.

NOW, THEREFORE, in consideration of the mutual promises and covenants set forth
herein, the Parties agree as follows:

1. Extension of CBA. The CBA is hereby extended through May 25, 2027. For avoidance of
doubt, all references in the CBA to its expiration date shall be deemed to refer to May 25, 2027.

2. Continuity of Terms and Conditions. Except as expressly modified by this Agreement, all
wages, hours, terms and conditions of employment, and all provisions contained in the CBA
shall remain in full force and effect during the extension period.

3. Notice to Reopen. The Parties agree that any notice requirements to reopen the CBA set forth
in its termination provision shall remain in full force and effect during the term of this
Agreement and shall be applied based on the extended expiration date established herein.
Nothing in this Agreement modifies, waives, or alters the timing or manner of notice required
to reopen the CBA for purposes of negotiating a successor agreement.

4. Wage Adjustment. All bargaining-unit employees covered by the CBA shall receive a two
percent (2%) wage increase effective May 26, 2026, retroactive to that date. The wage table
set forth in Article XXII of the CBA, including any provisions governing off-scale wages, is
hereby amended. The updated wage table and revised off-scale wage provisions reflecting
this increase are attached hereto and incorporated by reference as Exhibit A and shall
supersede any prior wage tables or off-scale provisions contained in the CBA.
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5. No Strike/No Lockout. Any no-strike, no-lockout, or similar provisions contained in the CBA
shall remain in full force and effect during the term of this Agreement.

6. Non-Precedent. This Agreement is made on a non-precedent basis and shall not be construed
to establish a past practice, waiver, or binding precedent.

7. No Maodification Without Written Agreement. This Agreement may not be modified, amended,
or altered except by a written agreement, that expressly references this Agreement, signed by
both Parties.

8. Entire Agreement. This Agreement constitutes the entire agreement between the Parties
regarding the subject matter hereof and supersedes any prior agreements or understandings,
whether written or oral.

9. Execution in Counterparts. This Agreement may be executed in multiple counterparts, each
of which shall be deemed an original, and all of which together shall constitute one and the
same instrument. Signatures transmitted by facsimile, PDF, or electronic signature shall be
deemed valid and binding.

10. Authority to Execute. Fach individual signing this Agreement on behalf of a Party represents
and warrants that he or she has full authority to execute this Agreement on behalf of that
Party and to bind such Party to its terms.

11. Severability. If any provision of this Agreement is found to be invalid or unenforceable, the
remainder of the Agreement shall remain in full force and effect.

IN WITNESS WHEREOF, the Parties have executed this Agreement as of the dates set forth
below. '

For UFCW 1189:

Detitsn
By: %W“ Dated:  05/11/2026

James Westin, Union Representative, UFCW 1189

For Villas at Roseville, LLC:

Jotn Huerschert

By: Dated: 05/11/2026
John Duerscherl, Its Labor Relations Manager
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EXHIBIT A

Updated Wage Table
Effective
5/26/2026 CNA Cook DA/TA
New 21.95 19.87 17.94
1Year 22.26 20.47 18.54
2Year 22.56 21.07 19.16
3Year 22.88 21.70 19.75
4 Year 23.17 22.29 20.37
5Year 23.49 22.90 20.97
6 Year 23.81 23.59 21.59
7 Year 24.11
8 Year 24.42
9Year 25.07
10 Year 25.62

Off-scale employees shall receive a two percent (2%) wage increase to their base wage

rate, effective 5/26/2026.
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PREAMBLE

This Collective Bargaining Agreement (“Agreement”) is effective at 12:00 a.m. May 23, 2023,
by and between the Roseville Opco, LLC d/b/a The Villas at Roseville (“Employer”) and the
United Food and Commercial Workers Local 1189 (“Union™).

ARTICLE L
RECOGNITION

1.1. The Employer has recognized the Union as the exclusive bargaining representative of all
full-time and regularly scheduled part-time Employees who regularly work for the
Employer in the following classifications (“Employees”) at the Rose of Sharon a Villa
Center (“Facility”):

1.2. INCLUDED: of all full-time and regular part-time non-professional, regularly scheduled
employees.

1.3. EXCLUDED: Administrator, Department Heads, Registered Nurses, Licensed Practical
Nurses, all professional employees, office clerical employees, temporary or on call

employees, guards, and supervisors as defined by the Labor Management Relations
Act; of 1947, as amended.

1.4. 1t shall be a condition of employment that all employees of the Employer covered by this
Agreement who are members of the Union in good standing on the effective date of
this Agreement shall remain members in good standing and those who are not
members on the effective date of this Agreement shall, on the thirty-first (31st) day
following the effective date of this Agreement, become and remain members in good
standing in the Union. It shall also be a condition of employment that all employees
covered by this Agreement and hired on or after its effective date shall, on the sixtieth
(60th) day following the beginning of such employment, become and remain members
in good standing in the Union.

1.5. For the purpose of this Article 1.4 the execution date of this Agreement shall be
considered its effective date.

1.6. The employer agrees to deduct Union dues and initiation fees from the wages of
employees in the bargaining unit who voluntarily provide the Employer with a written
authorization for such deductions. In no event shall such written authorization extend
beyond the termination date of this Agreement. Such deduction shall be made by the
Employer from the wages of the employees during each calendar month and
transmitted to the Union. In the event that no wages are due the employee, or that they
are insufficient to cover the required deduction, the deduction for such month shall
nevertheless be made from the first wages of adequate amount next due the employee
and shall thereupon be transmitted to the Union. Together with the transmittal of
deductions referred to above, the Employer shall furnish the Union with a list of the
employees for whom deductions were made.

1.7. The Union shall refund promptly any dues found to have been improperly deducted and
transmitted to the Union and shall furnish the Employer with a record of such refund.
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The Union agrees to indemnify the Employer and hold it harmless against any and all
claims which may arise from the Employer’s obligations under this article.

ARTICLE II1.
CLASSIFICATION OF EMPLOYEES

2.1. Employees shall be classified as follows: Full-time employees are those Employees who
are regularly scheduled to work thirty (30) or more hours per week. Regular part-time
employees are those Employees who are regularly scheduled to work less than thirty
(30) hours per week. On-call employees who are not regularly scheduled to work, but
who work 16 hours per pay period will be Union members. A look back period will be
conducted on a calendar quarterly basis. In January, April, July, October, a list will be
provided to the Union with average hours worked in that corresponding quarter.

ARTICLE IIL
BARGAINING UNIT

New, Modified, or Disputed Classification
3.1. If any new classifications are instituted, the rate of pay shall be negotiated at that time.

3.2. If any part of this Agreement is held to be in violation of any federal or state law, the
provisions held to be invalid shall be of no force and effect, but all of the other
provisions of this Agreement shall continue to be binding on the parties hereto.

3.3. In the event any provision is held or determined to be invalid, the Employer and the
Union shall meet within thirty (30) days following such holding or determination for
the purpose of negotiating a substitute clause to replace the provisions found to be
invalid.

ARTICLE IV,
NO DISCRIMINATION

Equal Employment Opportunity and Prohibition of Discrimination

4.1. The Employer agrees not to discriminate against any applicant or Employee with respect
to hiring, tenure or conditions of employment, nor will they limit, segregate or classify
Employees in any way to deprive any individual Employee of employment
opportunities because of such individual’s race, color, creed, religion, age, sex or
national origin, disability, disability related to pregnancy, marital status, sexual
orientation, protected genetic information, status with respect to public assistance,
harassment on the basis of sex, race, or any other protected characteristic or any other
characteristic protected under any other federal, state or local statute, administrative
regulation, or ordinance.

4.2. There shall be no discrimination on the part of either the Employer or the Union in favor

of or against any Employee because of his/her membership in the Union or because of
acting as an officer or in any other capacity on behalf of the Union.
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ARTICLE V.
MANAGEMENT RIGHTS

5.1. Except as specifically limited by the written provisions of this Agreement, the Employer

10.
11.

12.

retains the exclusive right to manage all aspects of the Facility, to direct control, and
schedule its operations and work force and to make any and all decisions affecting
Employees and/or the Facility, whether or not specifically mentioned below. Such
prerogatives, authority, and functions shall include but are not limited to the sole
exclusive rights to:

Hire, promote, demote, layoff, assign, transfer, discipline, suspend, discharge for
just cause.

Select and determine the number of Employees, including the number assigned to
any shift, department, classification, unit, or location or in the Employer’s
Facility.

Increase or decrease the number of Employees working in any shift, unit,
department, or schedule, or extend/reduce individual or multiple Employees’ shift
duration.

Direct and schedule the work force including establishing and changing
shift/classification durations, starting, ending, break times, and or extend/reduce
individual or multiple Employees’ shift duration, reduce hours within a unit,
classification, or department.

Determine the location and type of the Facility’s residents, services, and
operations.

Add, modify, discontinue, or remove services, units, equipment, materials, or
supplies.

Determine the methods, procedures, equipment, supplies, and operations to be
utilized by Employees while working.

Establish, increase, or decrease the number of work shifts and their starting and/or
ending times, and to establish shift lengths, and to lengthen or shorten shifts.

Promulgate, post and enforce reasonable rules, regulations, standards, policies,
forms, and procedures regarding attendance, conduct, performance, and acts of
Employees during work hours.

Select, assign, and direct supervisory Employees.
Make all decisions regarding the training of Employees.

Introduce new and improved methods of operations.



13.

14.

15.

16.

Establish, change, combine, and determine job content, qualifications, and
licensure.

Develop, distribute, and enforce Employee handbooks and Employee-related
policies, procedures, forms, and standards, including standards for attendance,
conduct, performance resident care.

Make any and all other staffing, scheduling, assignment, operational, or other
determinations or adjustments the Employer deems necessary in light of the
Employer’s resident census, case mix, availability of staff, workforce skill levels,
weather, or any other financial, regulatory, resident care, qualitative, or other
objective or consideration.

Supplement the Employer’s Employee workforce through the use of contract
service providers, independent contractors, contract labor, or workers provided by
sources of qualified staff, including nursing pools, registries, and all other sources
of qualified staff.

ARTICLE VL
SUBCONTRACTING

6.1. The Employer and the Union agree that the Employer shall not contract out any

bargaining unit work that would result in the permanent lay-off of bargaining unit
Employees without first notifying the Union of such; and second, making a reasonable
effort to meet with representatives of the Union to confer and look at possible
alternatives to such subcontracting.

ARTICLE VIL
PROBATIONARY PERIOD

7.1. Employees shall be probationary Employees for the first sixty (60) calendar days of

employment from their most recent date of hire and during such period, may be
disciplined or terminated without cause and without said discipline or termination
causing a breach of this Agreement, and may not be challenged through grievance
pursuant to this Agreement.

7.2. The Employer may require a thirty (30) calendar day extension of an Employee’s

No Discip

probationary period provided the notice is submitted in writing to the Employee and
the Union no later than the end of the probationary period.

ARTICLE VIIL
DISCIPLINE AND DISCHARGE

line or Discharge Without Cause

8.1. Employees may not be suspended, demoted or discharged except for just cause. No

grievance relating to any disciplinary action shall be valid unless submitted to the
Employer in writing within ten (10) calendar days after the suspension, demotion or
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discharge in question. In case of discharge, the employee affected may request and
shall receive from the Employer in writing the reason for said dismissal.

8.2. Employees covered by this Agreement who resign or otherwise voluntarily terminate

employment are required to provide at least fourteen (14) days’ advance written notice
to their immediate supervisor. This notice should include the effective date and reason
for resignation. At the Employer’s option, the employee may continue to work during
this fourteen (14) day period unless a competent replacement can be found and trained
sooner. Should the Employer choose to release the employee sooner, wages will be
paid to the terminated employee through the specified resignation date.

8.3. If the employee fails to report for work as scheduled, such failure shall be conclusively

presumed to be a resignation from the service of the Employer and termination of such
employee’s seniority and employment, provided however, that if such employee can
within three (3) days of such failure to report as scheduled, furnish the Employer with
reasonable proof that such employee could not notify the Employer of his absence
because of illness or emergency, then such employee shall be reinstated without any
break in the service record.

ARTICLE IX.
UNION REPRESENTATIVE ACCESS

9.1. The duly authorized representative of the Union may visit Employer’s nursing home

premises and may confer with the employees of Employer thereat, provided such
visitation does not interfere with the proper conduct of employees’ duties and care of
the patients or residents.

9.2. Union representatives will be permitted to attend New Employee Orientation for fifteen

10.1.

11.1.

(15) minutes upon mutually agreed upon times and dates.

ARTICLE X.
BULLETIN BOARD

The Employer will allow the Union space to post notices of Union meetings, list of
stewards, and other Union business in the Employer’s break room. Under no
circumstances shall such notices include inflammatory or derogatory comments. The
Employer may remove postings which the Employer believes violate the above
sentence, with first notifying and discussing posting with Union.

ARTICLE XI.
LABOR/MANAGEMENT MEETINGS

The Employer and the Union agree that during the life of this Agreement, individuals
from both parties (the number to be mutually agreed upon) be designated in writing by
each party to the other for the purpose of meeting on a mutually agreeable schedule
and at mutually agreeable times and places so as to apprise the other of problems,
concerns, suggestions, ideas, etc., related to the Facility, the workforce and resident
services, all to promote better understanding with the other. All topics for such
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11.2.

12.1.

12.2.

meetings shall be mutually agreed upon and shall not be for the purpose of initiating or
continuing collective bargaining nor in any way to modify, add to, or detract from the
provisions of this Agreement, and such meeting shall be exclusive of the grievance
and arbitration proceedings in this Agreement, as grievances shall not be considered
proper subjects at such meetings.

Labor-Management meetings shall be set at the discretion of the Union and the
Employer, using Federal Mediation and Conciliation Services (FMCS) to facilitate as
desired.

ARTICLE XII.
GRIEVANCE AND ARBITRATION PROCEDURE

Employees shall immediately first informally discuss grievances with their immediate
supervisor. A steward may accompany the aggrieved Employee, if he or she requests.

Any dispute relating to the interpretation of or adherence to the terms and provisions
of this Agreement shall be handled in accordance with the following procedures:

Step 1. The aggrieved employee and/or Union shall attempt to adjust the
grievance with the Employer within ten (10) calendar days of the event giving
rise to the grievance. Grievances related to wages shall be timely if received by
the Employer no later than sixty (60) calendar days following the date of receipt
of the check by the employee.

Step 2. If the grievance is not resolved in Step 1, it shall be reduced to writing,
shall specify in detail the alleged violation of the Agreement, and shall be
received by the Employer no later than ten (10) calendar days following the Step
| meeting.

Within ten (10) calendar days following receipt of the grievance by the
Employer, representatives of the Employer and the Union shall meet and attempt
to resolve the grievance. The time for said meeting may be extended by mutual
agreement.

Step 3. If the grievance is not resolved in Step 2, either party may refer the
matter to Federal Mediation and Conciliation Services for non-binding
mediation. Either party may opt to bypass this step and go immediately to Step
4.

Step 4. If the grievance is not resolved in Step 3, either party may refer the
matter to arbitration. Any demand for arbitration shall be in writing and must be
received by the other party within ten (10) calendar days following the Step 3
meeting. The Employer and the Union shall attempt to agree on a neutral
arbitrator who shall hear and determine the dispute. If no agreement is reached,
the arbitrator shall be selected from a list of seven (7) neutral arbitrators to be
submitted to the parties by the Federal Mediation and Conciliation service. The
Employer and Union shall each alternately strike one (1) name, and the order of
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12.3.

12.4.

12.5.

12.6.

13.1.

13.2.

13.3.

striking shall be determined by chance. The remaining arbitrator, after each party
has made three (3) strikes, shall hear and determine the dispute.

The authority of the arbitrator shall be limited to making an award relating to the
interpretation of or adherence to the written provisions of this Agreement, and the
arbitrator shall have no authority to add to, subtract from or modify in any manner the
terms and provisions of this Agreement. The award of the arbitrator shall be confined
to the issues raised in the written grievance and the arbitrator shall have no power to
decide any other issue.

The standard of proof shall be the preponderance of the evidence or clear and
convincing evidence and never shall be the standard of beyond a reasonable doubt. In
cases of disciplinary action, the standard of proof shall be clear and convincing
evidence.

The award of the arbitrator shall be made within thirty (30) calendar days following
the close of the hearing. The award of the arbitrator shall be final and binding upon the
Employer, Union and employees involved. The fees and expenses of the neutral
arbitrator shall be divided equally between the Employer and the Union.

The time limitations set forth herein relating to the time for filing a grievance and the
demand for arbitration shall be mandatory. Failure to follow said time limitations shall
result in the grievance being permanently barred, waived and forfeited, and shall not
be submitted to arbitration. The time limitations provided herein may be extended by
mutual agreement of the parties.

ARTICLE XIII
NO STRIKE, PROHIBITED CONDUCT, AND NO LOCKOUT

The Employer and the Union agree that because of the services of the Employer, this
Agreement prohibits strikes, slowdowns, lockouts or work stoppages (“Prohibited
Conduct”) during the life of this Agreement.

The prohibition against Prohibited Conduct and lockouts shall be absolute and shall
apply regardless of whether a dispute is subject to arbitration under the grievance and
arbitration provisions of this Agreement.

This Article shall not prohibit otherwise lawful Prohibited Conduct if the Employer
and Union reach impasse during negotiations regarding a wage reopener, during the
life of this Agreement.

ARTICLE XIV.
SENIORITY

The seniority of Employees will be determined by the employee’s original date of hire at
the Roseville facility unless specified elsewhere in this Collective Bargaining Agreement.



Job Category Seniority

14.1.

14.2.

Job category seniority shall be defined as the employee’s continuous length of service
in the following categories:

Nursing Services (Nursing Assistants and TMAs)
Non-Nursing Services

Employees who become TMAs or are hired as TMA shall be placed on a TMA
seniority list based on the first day they worked as a TMA with the employer or
previous employer. The employer shall award TMA hours from the list based on TMA
seniority.

Seniority Lists

14.3.

The Employer shall, on or before the thirtieth (30) day following the commencement
of this Agreement, prepare and post seniority lists by classification of all Employees
covered by this Agreement, specifying the seniority of each Employee. Such lists
shall be updated every six (6) months and sent to the Union upon Union request.

Vacant Positions

14.4.

14.5.

All vacant positions, whether in existing or proposed new bargaining unit
classifications, shall be posted at least seven (7) days before being permanently filled.
The Employer may make interim assignments to vacant positions. Such notice shall
state the job classification to be filled and if possible, the anticipated shift of work and
hours of work per pay period and the qualifications for the position.

Job-related qualifications, as determined by the Employer, may include but are not
limited to, related experiences and licensure and/or registration. The Employee with
what the Employer determines to be the requisite qualifications, with the most
seniority in the classification with the vacant position shall be awarded the position. If
no Employee within the classification bids on the position, the most senior qualified
applicant outside the classification shall be awarded the position. The Employer may
assign Employees to particular areas, residents, or tasks as necessary to satisfy
regulatory/resident care objectives, and without regard for seniority.

Layoffs/Reductions/Recall

14.6.

In reducing the number of Employees or making a reduction in hours, the Employer
will determine the number of positions to be reduced within the Facility, Department,
Unit, or classification. Subject to the preceding sentence, permanent layoffs shall be
made in reverse order of seniority. Employees shall be recalled in reverse order of
layoff. Employees shall retain recall rights for up to a maximum of twelve (12)
months. The Employer will make a reasonable effort to give two (2) weeks’ notice of
impending permanent layoff to affected Employee(s).



14.7.

15.1.

With respect to reduction in hours due to resident census fluctuations, case mix
fluctuations, and other factors which cause the Employer to temporarily reduce staffing
levels, the Employer will reduce hours in the following order:

1) Ask for volunteers in order of seniority
2) If no volunteers, then non-contract employees (pool agency)
3) If no non-contract employees, then by reverse seniority

Employees that volunteer to take a reduction will not be given any attendance
points, and will continue to be eligible for any incentives in correlation with
attendance.

Employee eligibility for various Employer benefit plans shall be determined by the
eligibility requirements of each plan. Employees who move among classifications
shall retain their dates of hire and/or total compensated hours for purposes of
determining employee benefit plan eligibility and benefit accrual rates.

ARTICLE XV,
HOURS OF WORK AND OVERTIME

Nothing in this Agreement shall be construed as a guarantee or commitment by the
Employer to any Employee of a minimum or maximum number of hours of work per
work day, week, pay period, or year.

Pay Period

15.2.

Each Employee’s pay period shall consist of fourteen (14) consecutive days beginning
on a day and time which will be set by the Employer and regarding which, Employees
will be notified in writing. The Employer may adjust the time/day/start time of the
payroll periods with not less than fourteen (14) days’ prior notice to the Union and
Employees.

Limit on Consecutive Days

15.3.

Posting

154.

No employee shall work more than seven (7) consecutive days during a two-week
period, unless by mutual agreement between the Employer and employee. Employees
shall normally be scheduled so that they shall not be required to work more than two
(2) weekends out of four (4), except in cases of emergency or unavoidable situations
where the application of this principle would have the effect of depriving the patients
or residents of needed care or by mutual agreement between the Employer and the
employee.

of Schedules

Schedules shall be posted a minimum of two (2) weeks in advance of Employees’
scheduled work. The Employer shall not change the shift of any employee in an
arbitrary or capricious manner, and in no event, without the consent of the employee
affected. In the event of block scheduling changes, the change should be accomplished
by reserve seniority.
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Filling Shifts/Hours

15.5. The Employer shall follow a process to offer open hours to employees by first offering
them on a non-overtime basis by seniority within the classification, then on an
overtime basis by seniority within the classification. All open shifts and hours shall be
posted for a minimum of five (5) calendar days prior to the posting of the work
schedule and no later than five (5) calendar days after the posting of the work schedule
whereby employees may indicate availability for specific open shifts within their
classification.

Overtime

15.6. Overtime pay shall be one and one-half (1%%) times the regular rate of pay. All
Employees shall be paid overtime pay for all hours worked over forty (40) hours
during a seven (7) consecutive day period. Overtime payments shall not be
pyramided. Employees shall not be required to take time off in lieu of overtime pay.
Any overtime worked must be approved by the Employee’s supervisor, or if in
nursing, DON, ADON, building charge nurse or staffing coordinator, in that order.
This overtime must be approved in advance by the Employee’s supervisor, as defined

above.
Split Shifts
15.7. There shall be no split shifts unless mutually agreeable between the employee and
Employer.
ARTICLE XVIL.
HOLIDAYS

16.1. The following days shall be considered holidays:

New Year’s Day
Memorial Day
July Fourth

Labor Day
Thanksgiving Day
Christmas Day

16.2. Full-time employees that do not work a scheduled holiday will receive eight (8) hours
of pay for all holidays. Part-time employees that do not work a holiday will receive
prorated hours for all holidays. Full-time and Part-time will receive double time for all
hours worked on the holiday (straight time plus holiday pay)

Floating Holidays

16.3. One (1) Floating Holiday will be awarded for employees with five (5) or more years of
service. The floating holiday will be awarded annually on January 1 of each year. The

10



16.4.

17.1.

18.1.

Paid Jury

18.2.

floating holiday will expire if not used by the end of the calendar year, December 31*
of each given year.

Except as otherwise specifically provided by this Agreement, the Employer’s
Employee Handbook and Employee Benefits Summary shall govern with respect to all

“issues related to holidays.

ARTICLE XVII.
REST PERIODS AND LUNCH PERIODS

All Employees shall be entitled to a fifteen- (15) minute rest period for each four (4)
consecutive hours worked. However, two (2) rest periods shall be provided whenever
an Employee is required to work seven (7) or more hours in a workday. All lunch
periods shall be on the Employee’s own time and rest periods on the Employer’s time.
Rest periods and lunch periods for the individual Employees shall be scheduled by the
Employer so as not to interfere with the operation of the Employer’s Facility.

ARTICLE XVIIL
LEAVES OF ABSENCE

Leaves of absence shall be governed by the Employer’s Employee Handbook and
Employee Benefits Summary unless covered within this agreement.

An employee shall immediately notify the Employer upon receiving a call for jury
duty. When an employee is required to serve on a petit jury, the Employer agrees to
pay a full-time and part-time employee on a prorated basis, employee’s regular
earnings based on employee’s regular hours worked per week up to 40 hours per week
for a maximum twenty-one (21) calendar days annually.

Bereavement Leave

18.3.

Full-time and Part-time employees requiring time off for the death, funeral, or estate
settlement of a member of their immediate family shall be granted a paid bereavement
leave of absence. For purposes of this policy, immediate family includes: the
employee's spouse, domestic partner, sibling, step-sibling, parent, step-parent, child,
step-child, mother-in- law, father-in-law, sister-in-law, brother-in-law, daughter-in-
law, son-in-law, grandparents and grandchildren. Full-time and Part-time employees
may be granted time off up to a maximum of three (3) consecutive, regularly
scheduled paid days. In the event of the death of a spouse or child, up to four (4) days
of leave shall be granted. The Employer may request verification of the relationship of
the deceased before bereavement pay is made.
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Injury, Illness or Maternity Leave

18.4. A leave of absence of up to one hundred eighty (180) days shall be granted to
employees unable to work because of illness, injury or maternity. Any employee
requesting Injury, Illness or Maternity leave shall complete the certification of
healthcare provider form as a part of the request to utilize this leave. The form must
be completed by a licensed healthcare provider within 15 days prior to the start of
leave. Any employee on such leave shall be reinstated upon furnishing a physician's
report certifying that the employee is capable of returning to work. Employees also
eligible for FML and Injury, Illness or Maternity Leave will run concurrently.

Return from Leave

18.5. For employees whose leaves do not exceed ninety (90) days, the Employer agrees to
return said employee to their former position or one of like nature (e.g. a position in
the same classification and shift), provided that the employee gives written notice to
the Employer of their intent to return. Should the employee fail to return at the end of
such approved leave or fail to give notice of intent to return, the guarantee of return as
herein described void.

Personal Leave of Absence

18.6. An employee may be granted a leave of absence not to exceed thirty (30) days upon
written permission from the Employer.

Anniversary Date

18.7. No employee shall have an anniversary date or date of hire changed because of a leave
of absence.

ARTICLE XIX.
SERIOUS HEALTH CONDITION PAY

All regularly scheduled employees are eligible to accrue Serious Health Condition Pay
(SHC Pay).

Accrual of SHC Pay begins immediately upon hire using the multiplier .034615 and is
accrued based upon hours paid. SHC Pay accrual caps at (72) hours per anniversary year
and (400) total hours.

The Employer will allow employees to take time off due to illness of the Employee or their

family member, according to the terms of the Employer’s Employee Handbook in effect at
the time of the Employee’s illness.

12



20.1.

ARTICLE XX.
PAID TIME OFF

The Employer will allow Employees to take paid time off in accordance with the
provisions of the Employer's Employee Handbook in effect at the time of the
Employee's vacation.

(A reference page is available in the back of this agreement)

21.1.

21.2.

ARTICLE XXI.
INSURANCE

During the life of this Agreement, the Employer will offer or provide Health, Dental
and Vision, to Employees covered by this Agreement under the same terms and with
the same coverage, eligibility requirements, deductibles, Employer contributions,
limits on the Employer’s contributions, carriers, premiums, enrollment periods and
other aspects of plans as the Employer offers to other hourly paid Employees.

The Employer shall have the right to amend the foregoing plans, including coverage
eligibility criteria, deductibles, Employer contributions, limits on the Employer’s
contributions, carriers, premiums, enrollment periods, and other aspects of the plans,
provided any such amendments are also applicable to other of the Employer’s hourly
Employees. The Employer agrees to meet and confer with the Union in advance of
any such changes but shall not be obligated to bargain with the Union regarding any
such changes.

ARTICLE XXIIL
WAGE RATES NEW HIRE WAGE RATES FOR EMPLOYEES

22.1 Wage Grid:

NURSING
YEARS OF | ASSISTAN DIETARY AND

EXPERIENCE T CO0K ACTIVITY AIDE MAINTENANCE

7/1/202215/23/2023| 7/1/2022 |5/23/2023 7/1/2022{5/23/2023 7/1/2022 5/23/2023
NEW $ 17.75 $19.70 $16.38 $18.18 | $ 14.79|$ 16.4215S 1697({$ 17.82
YEAR 1 $ 18.00 $19.98 $16.88 $18.74 | § 1529 |$ 16.97 (S 17.50({$% 18.38
YEAR 2 $ 1825 $20.26 $17.38 $19.29 | $ 15.79]1$ 17.53|$ 18.041$ 18.94
YEAR 3 $ 1850 $20.54 $17.88 $19.85 | $ 1629 |$ 18.08 5% 1857 |5 19.49
YEAR 4 $ 1875 $20.81 $518.38 $20.40 | S 16.791$ 18.64 S 19.10{$ 20.05
YEAR S $ 19.00 $21.09 $18.88 $20.96 | S 17.29{$ 19.193% 1963($ 20.61
YEAR 6 $ 19.25 $21.37
YEAR 7 $ 1950 $21.65
YEAR 8 $ 19.75 $21.92
YEAR 9 S 20.00 $22.50
YEAR 10 S 20.25 $23.00
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*Preceptors will earn an extra $1.00 an hour for all hours scheduled to train new employees.
*Preceptors will be defined as employees assigned to train in new employees.

*TMA: CNAs certified as a Trained Medication Aide (TMA) will receive an additional $1 per hour
for all hours scheduled as a TMA or for the entirety of any shift in which they perform
TMA work

*Qverscale employees = 10% increase or will move to the appropriate step, whichever is greater.
*Villa will agree to retroactively pay all wage increases back to May 23, 2023

*The Union and the Employer will meet May 24, 2024, and May 23, 2025 solely for the purposes of
negotiating wages.

Paycheck Corrections

22.2 The Employer shall issue checks to correct Employer errors on paychecks within two (2)
business days of notice to the Employer from the Employee.

Minimum Call-In Pay

22.3  When an employee is called into work, that employee shall be offered a minimum of four
(4) hours of work, unless mutually agreed upon by Employee and Employer.

ARTICLE XXIIL
UNIFORMS

23.1. If the Employer requires an employee to wear a uniform in the performance of his or
her duties, the Employer will provide the employee with uniforms according to the
terms of the Employer’s Handbook and Employee Benefits Summary then in effect. It
is the responsibility of the employee to ensure that their uniforms are properly
maintained and laundered.

Each employee will receive one new set of uniforms during the month of their
anniversary date. Employee shall fill out a uniform request form during the
month in order to receive the new uniform.

Upon ratification, the Employer will give a one (1) month window for
employees to request a new set of uniforms if they had not received one upon
hire. Employees that have never been issued a uniform will be able to request
uniforms in the guidelines set below:

Full-time — 2 sets of uniforms
Part-time — 1 set of uniforms

14



24.1.

25.1.

26.1.

26.2.

26.3.

26.4.

ARTICLE XXI1V.
RETIREMENT SAVINGS PLAN

The Employer will offer a retirement savings plan (“Plan”) to employees. The
Employer shall determine and may modify without notice to or bargaining with the
Union, all aspects of that Plan, including but not limited to the Plan administrator,
investment options, contributions, Employer contributions, if any, and any other
aspects of that Plan.

ARTICLE XXV.
LIFE INSURANCE

The Employer will offer employees life insurance as provided in the Employer’s
Employee Handbook and Employee Benefits Summary. The Employer shall have the
right to determine and change all aspects of this life insurance coverage, without prior
notice to or negotiation with the Union.

ARTICLE XXVI.
INFECTIOUS DISEASE PREVENTION

The Employer and the Union recognize the importance of maintaining and
protecting the health of employees and patients and patients within the Medical
Centers and throughout the community. The Employer shall maintain an
infectious disease program and polices in compliance with state and or federal
regulation and with consideration of the Centers for Disease Control (CDC)
guidelines. Policies and procedures related to infectious diseases shall be readily
accessible to all employees.

Health Program:

A. The Employer will offer and provide, without cost to all employees, any
vaccines that are deemed a condition of employment.
B. Any provided vaccinations may be accepted or declined by the employee.

C. In the event testing is required by the Minnesota Department of Health for
infection control, the Employer agrees to provide testing to all employees
at no cost to the employee.

Personal Protective Equipment:

The Employer will provide adequate and appropriate personal protective equipment,
unless unavailable due to supply chain shortages, and appropriate training on its use. It is
the responsibility of the employee to properly utilize the appropriate protective
equipment once trained.

Exposure to Infectious Agent and Disease(s):

In the event of a known or suspected exposure to an epidemiologically significant
communicable disease, whether at or away from work, the employee is responsible to
report the incident to the Employer. The Employer will follow the applicable policies
and procedures for post exposure to the infectious agent.
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The Employer will also work to limit the number of staff exposed to residents that have
contracted an epidemiologically significant communicable disease,

26.5 Compensation:
In the event monies are made available from the state through reimbursements, the
Employer will meet to discuss the implementation of incentive pay attributed to the
employees,

ARTICLE XXVII,
DURATION AND CHANGES

27.1 Duration

272 This agreement shall become effective at 12:00 a.m. on May 23, 2023 and shall remain in
effect through 11:59 p.m. on May 25, 2026, With wage openers May 24, 2024, and May
23,2028,

Termination or Changes

27.3 1t shall be automatically renewed from year to year thereafter unless either party gives
written notice of 8 desire to modify, amend or terminate it at least ninety (90), but not
more than one hundred twenty (120) days prior to May 23 of any year thereafter if it is
automatically renewed.

The undersigned signed this Agreement on the dates as indicated below,

EMPLOYER;
fg s ,{/mmu . / 3
‘ S e // #F
oy S 2T S -
P [ ;
v f//
Title:_ £00

Date: [z
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PTO Accrual Reference Page

As of 9/6/2023 the Employer’s PTO policy offered the following accrual rates and maximum
PTO balances.

Information on PTO accrual, requesting PTO, Utilizing PTO Understanding PTO, PTO Payout,
Cash out and PTO Donation can be found in the Monarch Company handbook.

ANNIVERSARY | ACCRUAL MAX PTO HOURS
YEAR RATE PER | ACCRUED
HOUR PAID ANNUALLY

UPON HIRE 05770 120

1 06154 128

2 .06540 136

3 .06923 144

4 .07310 152

5 .07690 160

6 .08080 168

7 .08460 176

8 .08850 184

9 .09230 192

10 .09620 200

*This page is for informational purposes only and is not intended to be considered a section of
the body of this collective bargaining agreement.

17



The Villas at Roseville (“The Employer”)
And
UFCW Local 1189 (“The Union”)

Letter of Agreement-Wage Opener Agreement 2024

The Union and Employer agreed to the following during the 2024 wage opener.

1. Wage Increases: (All increases Retro to 5/24/2024)
» 5% NARincreases to the scale and over scale
¢ 3% increase to all other classification: All employees will either receive 3% increase or get
slotted to the appropriate new step when considering their years of experience, whichever

is greater.
Years of l :Nursing éDietary and
Experience 'Assxstant : Cook {Activity Aide Maintenance
‘ 5/23/2023 5/24/2024 5/23/20235/24/2024;  5/23/202315/24/2024 5/23/2023,5/24/2024
New ; $19 70, $20.69°  $18. 185 ~ $18.73 $16. 42(3” __$16 91. $17 82 $18. 35
1 Year © $19.98  $20.98'  $18. 74 $19.30 $16.97°  $17. 48i ) $18.38  $18.93
2Year | $20.26  $21.27) $19.29. $19.87:  $17.53  $18.06 . $1894  $19.51
3 Year © $20.54  $2157) $19.85° $20.45  $18.08. $18.62, ~ $19.49  $20.07
4Year . $20.81  $21.85] $20.40: $21.01°  $1864) $19.20: $20.05:  $20.65
5 Year . $21.09°  $22.14°  $20.96] $21.59)  $19.19) $19.77.  $20.61  $21.23
‘6Year  : $21.37  $22.44 Po$2224 | $2038, . $21.87
7 Year . $21.85  $22.73 ' 5 4 ! f
8Year %2102 $23.02
‘8 Year L $22.50°  $23.63
10 Year $23.00 $24.15;

2. TMA Premium T/A
TMA: Increase to $1.50
3. Emergency PTO cashout:

Employees may use emergency cash out once per year for a proven emergency. Employees can cash out
no more than 75% PTO balance upon this request. Union Representative who will then forward
emergency request to VP/Regional Human Resource Director. The receipt of payout will take (2) business
day. If employee utilizes emergency PTO cash out they are ineligible for Monarch’s biannual cash out and
would only be eligible for one additional PTO cash out{(See Monarch handbook).

Employer: Union:

Print ]f/ 313 7L1*’( ﬂ/l/' L (jf/} V8% Print~_AilC-. ........ W_Qlﬂ&j wnao

Datelﬁl@ﬁ/ D::lte__:z__/~ 'ﬁj_"’-" 1"(



LETTER OF UNDERSTANDING ~ HOLIDAY PAY RULE

This Letter of Understanding (“LOU™), effective this 1st day of January 2025, by and between
UFCW Local #1189, (the “Union”), and Monarch Healthcare Management LLC (“Monarch™)
which oversees the operations of The Emeralds at Grand Rapids LLC, The Emeralds at St Paul
LLC, The Estates at Linden LLC, The Estates at Lynnhurst LLC, Villas at New Brighton LLC,
Villas at Roseville LLC, Villas at St. Paul LLC, The Waterview Pines LLC, and The Waterview
Woods LLC (referred to individually at the “Employer” and collectively at the “Employers™),
supplement the parties’ existing Collective Bargaining Agreements (“CBAs”).

As of November 13, 2024, the Minnesota Nursing Home Workforce Standards Board has
proposed Rule 5200.2010, the Holiday Pay Rule (the “Rule”) which provides for certain holidays
worked by a “Nursing Home Worker,” defined by Minnesota Statute § 181.211, subd. 9, to be
paid at a minimum rate of time and one-half.

As of January 1, 2025, the Union has designated the following days as eligible for time-and-a-
half pay under the Rule if an eligible Union member works on these days:

1) New Years’ Day; January Ist

2) Martin Luther King’s Birthday: the third Monday in January
3) Easter Sunday

4) Memorial Day; the last Monday in May

5) Juneteenth; June 19th

6) Independence Day; July 4th

7) Labor Day; the first Monday in September

8) Indigenous Peoples’ Day; the second Monday in October
9) Veteran’s Day; November 11th

10) Thanksgiving Day; the fourth Thursday in November
11) Christmas Day; December 25th

. For the purposes of the CBA and this LOU, the parties agree that a “holiday” is defined as
beginning at the start of the overnight shift on the eve of the holiday and ending at the conclusion
of the afternoon shift on the holiday. The Employer shall have no obligation to pay holiday pay
for hours worked outside this defined twenty-four-hour period.

. Eligible Union members working the defined holiday period on any of the above identified
holidays will receive either Premium Pay under the CBA or time-and-a-half pay under the Rule,
whichever is greater. Union employees not working the above holidays will receive any holiday
benefits as outlined in their applicable CBA.

. Only holidays recognized in the CBA may be subject to scheduling rotation outlined in a given
CBA. Recognized holidays in addition to those in the CBA will be scheduled according to the
normal scheduling practices and will not be included in any holiday scheduling rotation.



. This LOU shall go inte effect on January 1, 2025, provided that proposed Minnesota Rule
5200.2010, as drafted as of November 13, 2024, goes into effect on January 1, 2025, and
remains effective throughout the term of this LOU.

- The Employer reserves the right to discontinue paying Holiday pay for any Holidays that are
not recognized in a respected CBA if the Rule is overturned, suspended, modified, or
otherwise struck down during ongoing litigation. If the Rule is altered, rendered inapplicable,
or otherwise deemed unenforceable, the Employer will notify the Union in writing and adjust
tompensation practices accordingly. If the Rule is partially struck down, the parties agree to
meet and discuss potential revisions to this LOU. If the Rule is struck down in full, the
parties agree to execute a separate LOU that memorializes the definition of "Holiday" as
outlined in Section A of this LOU for the purpose of the CBA.

THE UNION: UFCW #1189

Date: 2/ a ?{//m” 5 By:@ M AZ%_*

Deanna Huglfes’ Its Union Representative

Date: S /9\8/ 035 By:

Abraham Walignoo, Its Union Representative

THE EMPLOYERS: MONARCH HEALTHCARE MaZ

IMENT LLC
Date: 3/7 /Za( By: %
C Paxton Wizﬂwﬁaf Operating Officer




Docusign Envelope ID: 699215A0-2DC9-49FB-9055-F535738A6BE2
The Villas at Roseville (“The Employer”)
And
UFCW Local 1189 (“The Union”)

Letter of Agreement-Wage Opener 2025

The Union and the Employer agree to the following during the 2025 wage opener.

All UFCW 1189 members, whether on scale or over scale, will receive a 4% wage increase
effective 5/25/2025. The scale below will replace the existing scale in the contract.

2025 new ‘ ; i ; .
scale =~ |CNA  IDA/TA Cook
new $21.52 $17.59 $19.48
1 year $21.82 $18.18 $20.07
2 year $22.12 $18.78 $20.66
3 year $22.43 $19.36 $21.27
4 year $22.72 $19.97 $21.85
5 year $23.03 $20.56 $22.45
6 year $23.34 $21.17 $23.13
7 year $23.64
8 year $23.94
9 year £24.58
10 year $25.12

Signed by:
For the Union

Print Abraham Wangnoo Sign #%GM@

Date6/23/2025 N—— 1D6EFC579BD3448...

Signed by:
For the Emplover

Print Kristie McCurdy Sign EV‘S{—R/ W}J"I

Date 6/23/2025 N—— 6B68595E39C343C..




