PEMBROKE REGIONAL HOSPITAL EXECUTIVE CONTRACTS SENIOR

LEADERSHIP TEAM PERFORMANCE MANAGEMENT PROGRAM

The Pembroke Regional Hospital has one of the most comprehensive and rigorous executive performance management
programs in the province. Each year, members of the Senior Leadership Team have their performance measured through a
number of metrics that are tied directly to the annual compensation of the executive. A special sub-committee of the
Hospital's Board of Directors oversees the compensation and performance of the Senior Leadership Team each year.
Yearly evaluations are tied to compensation.

PERFORMANCE MANAGEMENT PROGRAM COMPONENTS
The performance management program integrates and aligns the following key components into one program:

1. Executive Compensation and Evaluation Committee of the Board
The Executive Compensation and Evaluation Committee of the Board of Directors governs all activities
related to the performance and compensation of the senior executives.

2. Performance Evaluation Program
Annually the performance of each senior leader is measured against leadership competencies and annual
goals. The performance evaluation process includes a periodic 360-measurement component that solicits
feedback from superiors, subordinates and peers.

3. Performance Goals
In addition to assessment through the performance evaluation process, each year executives are evaluated
against annual goals that are aligned with the Hospital's Strategic Plan and the Quality Improvement
Plan.

4, Compensation Program
Senior leader compensation is determined through the application of the policy on Compensation for the Senior
Leadership Team as established and approved by the Executive Compensation and Evaluation Committee
of the Board of Directors.

COMPONENTS OF COMPENSATION PROGRAM

Explanation
Total Compensation is determined through the application of the Hospital's policy on
Compensation | "Compensation: Executive Leadership Team" (see below) which is tied to an
(Reported on external compensation benchmarking review. A special committee of the Board of
2010 Salary Directors oversees compensation each year.

Disclosure)

Compensation | Each year 15% of the executive’s total target compensation is considered to be at
At Risk 15% risk and is held until an assessment is completed confirming that they have "fully
met the requirements of the job".

Performance Each year a percentage of total target compensation is available as a
Bonus 5% performance bonus tied to the annual quality improvement plan. This is currently
set at 5%.




Insured As per standard "Senior Management Insured Benefits Schedule" (see below)
Benefits

Severance Severance is only provided upon termination to mitigate financial loss until
another position can be found.

There is no voluntary resignation allowance. A retirement allowance is provided
to Director level and Senior Executive positions consistent with the Hospital's
long-standing policy "Retirement Allowance: Non-union Directors and Senior
Executives" (see below).

The President and CEO of the Pembroke Regional Hospital has an employment contract, the full text of which follows (see
below). The Vice Presidents are both long service employees of over 20 years and have continuing service employment
arrangements. All are subject to current applicable legislation.



Compensation: Executive Leadership Team

Manual: Human Resources Approved By: Board
Section: Salary Administration Original Date Issued: February 2008
and Wage
Compensation
Reviewed/Revised Date:
¥ Revised January 2011
" Reviewed

The Pembroke Regional Hospital expects, values and rewards exemplar leadership behaviors
and strong business results at the executive level. The purpose of this Compensation Policy is
to give guidance to the organization in planning for regular salary adjustments relative to
changing salary market conditions and to enable appropriate executive performance pay
rewards to recognize individual levels of contribution against objectives. This policy applies only
to the President and CEO and executive members of the Leadership Team reporting to the
CEO, as approved by the Board of Directors. Where the application of this policy for the
President & CEO conflicts with any terms and conditions of the individual’s specific employment
contract, then the terms of the employment contract will apply.

Salary Market Comparison

Total Target Compensation (TTC) equals the annual base salary plus a performance pay
component (15%) for performance that is assessed as “fully meets requirements” against
documented performance objectives.

Salaries paid to Senior Leadership shall be referenced at minimum every three years (or more
frequently at the Committee’s request) to the most current Ontario Hospital Association (OHA)
Executive Salary Survey in the following manner:

The maximum total target compensation (TTC) rate for each executive position is set
as the lower value of the midpoint of the 50" and 75" percentile pertaining to
hospitals of the $50 - $75 million budget group and the similar midpoint of the 50"
and 75™ percentile of the $50 - $100 million budget group.

Annually, an additional Cost of Living (annual CPI — by province-Ontario) percentage
increase is applied to this selected midpoint to adjust for the age of the salary data,
thereby determining the new maximum TTC rate of pay.

In the event that the current year's TTC is equal to or higher than the newly calculated rate of
pay (new maximum TTC), no adjustment to TTC is required.




Determination of Individual Base Salary Ranges and Individual Salaries

The Addendum Note to this document identifies the transitionary application of this
compensation policy to the current executive team in position at the time of the policy effective
date.

Eighty-five per cent (85%) of the TTC is established as the base salary portion of the
compensation package, with the balance (15%) identified as “at risk” pay for potential
performance pay subject to individual executive performance. Within the base pay portion, a
salary range is created to allow for an annual experiential increment. The top of the base pay
salary grid reflects 85% of the TTC, with bottom of the range set at approximately 20% below
this top-of-range value. The salary grid shall be revised each annual review cycle to reflect the
approved increase due to market comparison data.

Annual adjustments to the TTC and base salary scales for each executive position are prepared
by the CEO (with appropriate support by Human Resources) based on the application of this
approved policy and reviewed by the Board of Directors. The Board of Directors reserves the
right to modify the proposed annual adjustments to base salary rates or the application of this
policy to address affordability constraints or problematic salary compression issues.

New appointees to an executive position will normally commence at the bottom of this range,
unless an exception is required due to recruitment or salary compression challenges.
Movement within the base salary grid is reflective of the individual executive’s performance and
in accordance with the Performance Appraisal policy (see above “See Also” link to view
“Performance Appraisal” policy). Annual individual increment adjustments would range from 0 —
5% although it is assumed that a fully satisfactory member of the executive team would
progress through the full range to the top of base pay salary grid over a 5 — 7 year period,

Performance Pay Award

In addition to the base salary payment described above, each executive is entitled to a
consideration for an annual lump sum performance recognition payment of between 0% and
20% of TTC established for that position. The amount of each individual award will be
determined following the normal performance appraisal cycle and will reflect the level of the
individual executive’s performance, leadership behavior and achievement of executive
performance objectives. It is assumed that an assessment of “fully meets requirements” would
generate a lump sum performance payment of 15%. The additional performance payment of up
to 5% is available for those executives who "exceeded" results expected in most key areas of
responsibilities and requires specific evidence that exceptional/outstanding results have been
achieved greater than planned levels of achievements.

General Provisions

Changes to base salary are effective April 1 of each year.
Performance payments are based on the job rates as of April 1 of the year being assessed and
are paid out on or about the middle of May.

Performance payments are pro-rated to reflect the number of months in the eligible position
during the April 1 — March 31 review period.



To be eligible for receipt of any performance recognition payment, the executive must be in the
eligible position on December 31 of the year being assessed. New appointments to executive
positions must have been in the position for at least six months and have completed any
required probationary period. Where this requirement prevents a payment from being made on
the normal schedule, the appropriate payment can be made retroactive to the scheduled date at
the completion of this eligibility requirement.

The performance recognition payment is calculated as a percentage of the TTC for the
employee and is paid as a lump sum.

The performance recognition payment is deemed earnings and impacts the benefit adjustments
for HOOPP, HOOGLIP, LTD, or any other appropriately related benefit.

The inclusion of a large portion of this performance pay component in the external salary bench-
marking as described in this policy means that the application of this performance bonus
component of executive compensation cannot be determined by the financial health of the
corporation at the end of the fiscal year. Appropriate salary budget planning for the executive team
must include a performance bonus component >15% of each TTC, with the final amount to be paid
out determined by documented executive performance and achievement rather than budgetary
constraints.

There is no requirement to pay out all of the funds budgeted in any given year.

The CEO and the Board have respective responsibility for the administration of the various
components of this compensation policy with integrity, fairness and consistency.

REFERENCES:

Ontario Hospital Association. Executive and Management Salary Survey

Ontario Hospital Association. Guidelines & Principles for Hospital Executive Compensation
The Ottawa Hospital Performance Pay Policy

The City of Ottawa MPE Policy

Approvals:
Board of Directors: January 26, 2011
Executive Compensation & Evaluation Committee: December 1, 2010



EXECUTIVE MANAGEMENT INSURED BENEFITS -2009/10
* This is a summary; check Brochure for details of each plan

Insured
Benefit Type

Senior Management
Existing

Senior Management
Adjustments
April 1, 2009

Extended
Health Care

100% paid by employer

Out of country coverage included

Paramedical Services

Deluxe Travel

Drugs, Private Nursing, Ambulance, Physio,
Diagnostic,

Hearing Aids $500 per person

$350/ per year for each of massage, physio,
chiropractic Mandatory generic drug substitution
Deductible $22.50 single & $35.00 family

Semi-Private

100% paid by employer
Plan upgrades to Private coverage in acute care

Vision Care

Premium 100% paid by employer

$250 every 24 months and the ability to use the
$250 entitlement for laser eye surgery

One eye exam to be paid every 2 years

Dental Care

Premium 100% paid by employer

9 month recall

Blue Cross Rider #2 - Complete & partial dentures
50/50 coinsurance to $1000 annual maximum
Blue Cross Rider #4 - Crowns & bridgework
50/50 coinsurance to $1500 annual maximum
Blue Cross Rider #3 - Orthodontic

50/50 coinsurance to$ 2000 per person lifetime
maximum

Once every 3 years per tooth for Riders # 2 & # 4
For active FT employees, dental coverage to age
70

Vacation

25 days after 1 yr

26 days after 2 yr

27 days after 4 yr

28 days after 6 yr

29 days after 8 yr

30 days after 10 yr
35 days after 28 years

31 days after 14 years
32 days after 18 years
33 days after 22 years
34 days after 26 years
35 days after 28 years

Retiree
Benefits

Provide semi-private, extended health care &
dental benefits on same basis as is provided to
active employees as long as retiree is not 65 & is
in receipt of the Hospital’s pension plan benefits.
100% semi-private paid by employer to age 65
75% EHC & Dental paid by employer to age 65




Pregnancy &
Parental
Supplemental
Benefit

93% top-up of 15 weeks pregnancy leave plus 2
week waiting period and/or 93% top-up of 10
weeks parental leave plus 2 weeks waiting period

Bereavement
Leave

5 days for spouse and child

4 days for parent

3 days for sister, brother, father of spouse, mother
of spouse, husband of employee’s sister, brother of
employee’s spouse, wife of employee’s brother,
sister of employee’s spouse, husband of
employee’s daughter, wife of employee’s son,
grandchild, grandparents, grandparent of spouse,
relative permanently residing in employee’s
household

1 day to attend funeral or memorial service for
employee’s aunt, uncle, niece, nephew.

Ability to take 3 days over 2 occasions in order to
accommodate religious & cultural diversity

Medical Care
Leave

Granted time off with pay for medical and dental
appointments.

Personal Leave

7.5 hours per calendar year for unforeseeable
emergency.

Statutory 12 plus 1 floating day
Holidays
Continuation | Employer pays 100% during STD & EI. Employer
of Sick pays 100% up to 12 months on WSIB and 75% of
Benefits during | health benefits 13 to 30 months on WSIB.
Sick Leave Employer pays 85% of LTD premium for up to 30

months

Professional

Employer pays the cost of membership fees in

Fees professional organizations appropriate to the
position.
Retirement | Calculated on the basis of 2.0 days of salary for
Allowance each year of continuous full year of service with

the Hospital to a maximum of 60.0 days of salary.
(Minimum service of 2 years)

Life Insurance
HOOGLIP

Three times annual salary
100% paid by employer

HOOPP

For every employee dollar paid, employer pays
$1.26




Retirement Allowance: Non-union — Directors and Senior Executives

Manual: Human Resources Approved By: President & C.E.O.
Section: Retirement and Original Date Issued: March 1999
Termination
Reviewed/Revised Date: September 2009
¥ Revised
" Reviewed

Effective Date: January 1, 2000

In recognition of service with Pembroke Regional Hospital, a retirement allowance is paid to
Directors and Senior Executives who have attained retirement age and have elected to retire
from the Hospital and receive their pension from the Hospitals of Ontario Pension Plan.

The retirement allowance is calculated in accordance with the following grid based on
continuous full years of service with the Hospital at the time of retirement:

- Years of Continuous

Service at Date of Retirement Allowance Maximum
Retirement .
2-10 years 2.0 days of salary for each full year of service 20 days of salary !
11-20 years 2.0 days of salary for each full year of service 40 days of salary

21 years or greater 2.0 days of salary for each full year of service 60 days of salary

The retirement allowance may be taken as a direct payment to the staff member minus statutory
deductions, or, may be paid into a tax sheltered investment option in accordance with prevailing
Revenue Canada rulings governing retiring allowances. A combination of both options may be
requested. Payment(s) are made as soon as reasonably possible after the last day of regular
pay immediately preceding retirement.

Approvals:
Board of Directors: April 5, 1999
Personnel Committee: March 8, 1999




WHEREAS Catholic Health Corporation of Ontario is the sponsor of the Pembroke
Regional Hospital Inc.

AND WHEREAS Catholic Health Corporation of Ontario wishes to appoint Pierre Noel
as President and CEO of Pembroke Regional Hospital Inc.

THIS EMPLOYMENT AGREEMENT made this 7th day of December, 2011

BETWEEN:
PIERRE NOEL, of the City of Pembroke,
in the Province of Ontario,
(hereinafter referred to as the “Employee™)

and

PEMBROKE REGIONAL HOSPITAL INC.., a corporation
under the laws of Canada
(hereinafter referred to as “PRH”)

WHEREAS the PRH, a person-centered Catholic facility committed to the healing
mission of Jesus, provides the best possible health care for all the people of Pembroke
and area in the tradition of the Grey Sisters of the Immaculate Conception;

AND WHEREAS the PRH has the following Mission Statement and Values:

“We are a regional community hospital committed to delivering a wide range of
quality health services. Following Catholic tradition, we will meet the physical,
emotional, and spiritual needs of all.

VISION - We will be recognized for excellence in:

» Health services

» Effective health care partnerships
» Workplace wellness

» Fostering a learning environment

VALUES - We uphold and promote:

Compassion and caring
Excellence and innovation
Social and fiscal responsibility
Sacredness of life

Mutual respect

Community spirit”

YVVVVYY

{hereinafter the “Mission Statement”)



AND WHEREAS the parties are desirous of entering into an employment relationship
for their mutual benefit with a view of carrying out the Mission Statement and the
mandate of the PRH;

AND WHEREAS the employee is committed to respect the Mission Statement and
values as part of his employment;

NOW THEREFORE THIS AGREEMENT WITNESSETH THAT in consideration
of the premises and the mutual covenants and agreements hereinafter contained, the
parties hereto mutually covenant and agree as follows:

1. EMPLOYMENT

a) The Employee shall be employed by PRH to perform the duties and responsibilities
of President and CEO of PRH and shall have power and authority to manage and direct
the assigned operations of the PRH in accordance with this agreement, the bylaws of
the hospital and under the supervision and guidance of the Board of Directors of the
Hospital (hereinafter the “Board”). The Employee shall well and faithfully perform and
carry out all lawful direction given by PRH, and shall at all times comply with the by-
laws, rules and regulations of both PRH as applicable and amended from time to time.
In carrying out his duties and responsibilities as President and CEO of the PRH, the
employee shall comply with all lawful and reasonable instructions as may be given by
the Board of PRH. The Employee shall have, subject always to the general or specific
instructions and directions of the board of directors of the Employer, full power and
authority to manage and direct the business and affairs of the PRH (except only the
matters and duties as by law must be transacted or performed by the board of directors
or by the Members of the Employer in general or special meeting), including power and
authority to enter into contracts, engagements or commitments of every nature or kind
in the name of and on behalf of the Employer and to engage and employ and to dismiss
all managers and other employees and agents of the Employer other than officers of the
Employer, provided always that no contract shall be made which might involve the
Employer in an expenditure exceeding those amounts specified in the by-laws of the
PRH as requiring the consent and approval of the Directors or the Members of the
Corporation

b) During the term of this agreement, the Employee shall devote the whole of his time,
attention and ability to the performance of his duties and responsibilities and shall not
accept employment, or engage in self-employment, with any other individual, firm,
corporation or agency of government at any time during the term of this agreement
which may interfere or conflict with his duties as provided for hereinof without the
expressed permission of the Board Chair. The Employee shall discharge his duties and
responsibilities in a manner consistent with the By-laws of PRH and applicable
legislation.



¢) The employment shall commence effective on or before November 01, 2006 and
shall continue thereafter on the same terms and conditions as set out herein, unless
otherwise mutually agreed between the parties, in writing.

2.0 PLACE OF EMPLOYMENT

The employee shall perform his work and services in Pembroke, Ontario, and the
employee shall reside within a reasonable daily commuting distance of Pembroke,
Ontario provided that the employee shall also perform his work and services in such
places as PRH may require from time to time.

3.0 TERMINATION OF EMPLOYMENT

This agreement may be terminated under the following conditions:

a) Mutual consent in writing;

b) Upon the death of the employee;

¢) In addition, without limiting or otherwise affecting any of the remedies which
PRH may have hereunder, PRH may terminate the employment of the
Employee without notice and without payment, for just cause. For the
purposes of this sub-paragraph, “just cause” shall include, but is not limited

to:

failure of the Employee to make himself available on a full-time
basis except for periods of absence otherwise contemplated by this
agreement;

serious misconduct, gross criminal activity, gross incompetence or
gross breach of fiduciary duty or trust by the Employee;

any violation of a material provision of this agreement detrimental
to the Hospital;

any act, or actions collectively, which are inconsistent with the
Mission Statement referred to in the Preamble to this agreement; or
any conduct of the Employee which tends to bring the office of the
President and CEO of the Employer into disrepute.

d) The Employee may terminate his employment by giving PRH ninety (90)
day’s notice in writing to the Board Chair and PRH may waive such notice,
in whole or in part and if it does so, the Employee’s entitlement to
remuneration and benefits and bonuses pursuant to this agreement will cease
on the date it waives such notice;

PRH may terminate the employment of the Employee and no other cost,
expenses, benefit, bonus or liability will be owed save and except the notice
specific amounts described below, which shall be deemed to be inclusive of
any amounts payable pursuant to the Employment Standards Act. Such












this agreement, that he will not, either during the currency of this agreement or
any time thereafter, disclose any confidential information or documents of PRII
to any person, or use of same for purposes other than the purpose of PRH. The
Employee acknowledges and agrees that the restrictions herein before contained
are reasonable in the circumstances and hereby commits to maintaining the
confidentiality described in this Agreement.

8.0 SEVERABILITY

In the event that any covenant or provision of the within agreement is determined
to be void or unforeseeable in whole or in part, it shall not effect or be deemed to
effect or impair the validity of any other covenant or provision hereof and the
remainder of the agreement shall be in full force and effect.

9.0 NOTICE
The parties shall be deemed to have received notice if,

(a) it 1s delivered to the Employee personally or to the Board Chair of
PRH as the case may be; or,

(b) it is mailed addressed to that party, in the case of PRH, or in the
case of the Employee, at his last residential address known to PRH
and five (5) days have elapsed thereafter without a substantial and
relevant postal disruption.

10.0 ENTIRE AGREEMENT

This agreement constitutes the entire agreement between PRH and the Employee
with respect to the employment of the Employee and cancels and supercedes any
prior agreements or understandings between the parties with respect thereto. The
parties acknowledge that there are no representations, warranties, terms
conditions, undertakings or collateral agreements, express, implied or statutory
between the parties other than as expressly set forth herein.

11.0 INDEPENDENT LEGAL ADVICE

The Employee acknowledges that he has been advised to, and has had the
opportunity to, prior to executing this Agreement, seek independent legal advice
with respect to this Agreement.

12.0 BENEFIT OF THE AGREEMENT

This Agreement shall inure to the benefit of and be binding upon the heirs,
executors, administrators and legal representatives of the employee and the



successors and permitted assigns of the PRH respectively. This Agreement is a
contract for personal services and may not be assigned by the employee.

13.0 GOVERNING LAWY

This agreement shall be governed by and construed in accordance with the laws
of the Province of Ontario. For the purpose of all legal proceedings this
Agreement shall be deemed to have been performed in the Province of Ontario
and the courts of the Province of Ontario shall have safe and exclusive
jurisdiction to entertain any action arising under this agreement.

14.0 AMENDMENTS AND WAIVERS

No amendments to this Agreement shall be valid or binding unless set forth in
writing and duly executed by both of the parties hereto. No waiver of any breach
of any provision on this Agreement shall be effective or binding unless made in
writing and signed by the party purporting to give the same, and unless otherwise
provided in the written waiver, shall be limited to the specific breach waived.

15.0 HEADINGS

The headings used in this agreement are for convenience only and are not to be
construed in any way as additions to or limitations of the covenants and
agreements contained in it.

IN WITNESS WHEREOF this Agreement has been executed by the parties and made
effective the date first written above.

SIGNED, SEALED AND DELIVERED
PEMBROKE REGIONAL HOSPITAL
INC

In the presence of )

)
&5 7 y, 7 / /
Witness: /j%fd\ &g{é’ﬁz‘?’)ﬂ’er: 1,\4/' - ‘ ,sz/@;/
- ) BARBARA SCHOOF 7
) Board Chair
“I have authority to bind the Corporation’

2

)
- )
/ / -
Witness: 4’5;‘%4—%” ) Per:
)

PIE‘K}E—NGEL
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